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Part One

AC 1.1 Evidence based practice (EVP) is an approach to decision making which combines critical thinking with the best available evidence drawn from a variety of sources such as scientific research, organisational data, professional experts and stakeholder perspectives to improve outcomes. In people practice, the CIPD frames EBP as choosing reliable evidence and appraising it rigorously, so decisions are transparent, defensible and unbiased. CIPD (2025a) This helps practitioners to move from traditional ways and towards decisions which can be justified to leaders and colleagues, vital at Technivara where Bill favours longstanding practices. EBP’s brings clear value with better quality decisions, consistency and impact, but it does also have limits, such as gathering and reviewing evidence demands time, data capability and an openness to change, which can sometimes be difficult in fast growing companies. 
For Technivara EBP would provide a route to modernise people practice and reduce risk in a phase of expansion. First, workforce planning and recruitment should be redesigned using four evidence sources. Start by analysing internal data such as turnover and time to hire. Then review external research on effective selection and forecasting, capture manager employee insights on role demands and apply professional judgement to balance trade-offs. This blended collection of evidence will enable opportunities such as targeted talent pipelines, fair selection, and clear capability forecasts, outcomes which the CIPD considers typical when decisions are supported by triangulated evidence rather than habit. To sustain this Technivara should adopt a EBP cycle ask, acquire appraise, aggregate, apply and assess which structures decisions and counters cognitive bias and herd mentality in hiring discussions. CIPD (2025b)
Secondly, performance and development systems should be updated using EBP to strengthen objectivity and learning impact. They should begin by interrogating organisational evidence (distribution of ratings, productivity and absence) include stakeholder perspective in the form of manager and employee feedback on clarity of goals and support. Then they should conduct research regarding what works in performance management and transfer of learning and then use professional expertise to design changes such as clearer, strategy linked objectives regular check ins and development plans. The CIPD stresses that effective people decisions emerge when diverse evidence is appraised, reducing reliance on anecdotal evidence and improving fairness and consistency while (Barends, Rousseau and Briner, 2014) highlights the need to judge validity and applicability before acting.
EBP is not a bureaucratic hurdle but instead a pragmatic way for Technivara to replace paper‑driven, assumption‑led practices with transparent, data informed decisions that support growth. By embedding EBP in recruitment and workforce planning and performance development, Sue can present Bill and the board with a persuasive and modern case, decisions which are evidence led and outcomes driven exactly the professional standard the CIPD advocates for people practice today. CIPD (2025a). Technivara should pilot changes in one business area, establish pre/post baselines (e.g., time‑to‑hire, error rates), and review outcomes on a regular basis. Data quality, consent and GDPR should be considered before any analysis otherwise EBP risks drawing false conclusions.
AC 1.2 In order to diagnose organisational issues effectively, Technivara requires a systematic approach which moves beyond its current paper‑driven and intuition based practices. As the organisation prepares for expansion following sixteen years of growth, both internal challenges, such as outdated people processes and external pressures such as technological, economic, and legal changes must be assessed. Applying an appropriate analysis tool and analysis method will enable Sue and the People Practice team to present Bill and the Board with credible, evidence‑based insight. First, we will look at PESTLE as the analysis tool Sue should use, followed by an evaluation of interviews as the supporting method.
A PESTLE analysis is a diagnostic tool that examines six external factors. Political, economic, sociological, technological, legal and environmental influences which helping organisations identify how external forces shape risk and opportunity. The CIPD describes PESTLE as a “broad fact‑finding activity” that highlights external influences that can impact business decisions and strategic direction. CIPD (2025c)
For Technivara, which operates across electronics, automotive and medical sectors, technological and regulatory pressures are particularly significant. Technological advances such as robotics and automation may require substantial workforce upskilling, while changes in employment legislation or trade regulations could affect labour costs and supply chain stability. A PESTLE analysis would enable Technivara to map these external risks in a systematic way rather than relying on Bill’s traditional, change‑averse approach. This is vital for a company planning strategic expansion.
The value of PESTLE lies in its ability to support forward‑thinking decisions by identifying trends, cost implications, and potential threats that may otherwise go unnoticed. However, the tool does have limitations. It does not analyse internal issues such as capability gaps or inefficiencies caused by outdated, paper‑driven systems. PESTLE insights can also become quickly outdated unless revisited regularly. Despite these limitations, PESTLE remains a highly effective external diagnostic tool for Technivara at this stage of growth and change. (Waite et al., 2021, p. 211). See appendix 1 for example of PESTLE for Technivara.
Interviews offer a qualitative method for understanding internal experiences, challenges and organisational culture. They allow people professionals to gather rich, detailed insights from managers, employees, and stakeholders. According to CIPD guidance, interviews are a valuable method for exploring views and perceptions of how people feel not visible through data alone and understanding the human side of organisational challenges. (Waite et al., 2021, p. 51)
For Technivara, interviews would surface internal challenges such as frustrations with paper‑based processes, bottlenecks in recruitment, and the cultural resistance to new practices that stems from Bill’s traditional style. Interviews would also provide insight into employee development needs, gaps in data literacy, and perspectives on how people processes should evolve to support business expansion. These insights complement the external perspective offered by PESTLE and give Sue a stronger evidence base. While interviews can be time consuming and open to bias, a structured approach (such as an interview guide) will help improve consistency and reliability.
Together, PESTLE and interviews provide a balanced diagnostic view. PESTLE highlights external pressures, while interviews reveal internal challenges and opportunities. Combined, they will give Sue the credible evidence needed to show why Technivara must modernise its people practices supporting better decisions, reduce risk, and enable future growth
AC 1.3 Critical thinking is about taking a step back and looking at information in a balanced and objective way so that good decisions can be made. It involves asking questions, challenging assumptions, checking the quality and validity of evidence and being open to different viewpoints (Cottrell, 2017). At Technivara, where people practices are still mainly paper‑based and rooted in long‑established habits, critical thinking is especially important to help the organisation grow and reduce the risk of decisions being made on outdated or incomplete information.
One key principle of critical thinking is questioning assumptions. Facione (2015) explains that critical thinkers avoid accepting ideas just because they’ve been around for a long time. In Technivara’s case, Bill prefers traditional approaches and assumes they still work simply because they always have done. A critical thinking approach would explore whether these methods still meet the needs of a modern and rapidly expanding business, and whether they help people make informed decisions.
Another important principle is evaluating evidence. This means checking whether the information we rely on is reliable, relevant and up to date (Reed, 2018). Evidence‑based HR uses a mix of organisational data, research, professional expertise and stakeholder insights to guide decisions (Rousseau, 2018). Applying this at Technivara would involve assessing whether the current paper‑driven systems give us accurate and timely people data, or whether moving to digital processes would provide better evidence for planning and compliance.
Considering alternative points of view also helps create fair and balanced discussions. Brookfield (2017) suggests exploring different perspectives reduces bias and leads to stronger decisions. At Technivara, this could mean listening to employees frustrated by manual processes, managers who need better data, and Sue’s concerns about risk, rather than relying only on the traditional way of doing things.
Reflective thinking is another important part of critical thinking. It involves recognising our own biases and questioning whether our ideas are based on evidence or personal preference (Moon, 2013). As the People Practice Advisor, this means checking whether my support for digital systems comes from actual evidence and organisational need, rather than simply my own experience.
If Technivara embraces critical thinking more widely, discussions across the People Practice team will become more objective and focused on evidence rather than habit. This will help Sue, Bill and the rest of the team make a stronger case for modernising people practices and ensuring the organisation is ready for continued growth.
AC 1.4 Effective decision‑making is essential for Technivara as the business continues to grow, especially given the current reliance on traditional and paper‑based people practices. Two useful approaches that Technivara could apply are the CMI decision‑making framework and John Adair’s problem‑solving cycle, both of which provide structure and help reduce the risk of decisions being based on habit rather than evidence.
The Chartered Management Institute (CMI) recommends a structured, step‑by‑step approach to decision‑making that includes defining the problem, gathering information, identifying options, assessing the risks, choosing a solution and reviewing the impact afterwards. This process encourages managers to think critically, weigh up alternatives and avoid “knee jerk” decisions.
At Technivara, this framework would be especially helpful in reviewing whether the existing paper‑driven HR processes are still fit for purpose. The People Practice team could start by defining the problem for example, delays, inaccurate records or slow access to people data. They could then gather information such as processing times, user feedback and examples of compliance risks. Using the CMI framework, the team would then explore different digital options, assess the risks and costs involved, choose the most suitable solution, and finally review whether the new system improves accuracy and efficiency. This creates a clear, traceable decision trail that Bill and the Board can understand and trust.
John Adair’s cycle is another practical tool for structured thinking. It involves clarifying the problem, analysing the situation, developing possible solutions, evaluating the options, deciding on the best course of action and then implementing and monitoring it. Adair emphasises involving the right people at each stage so that decisions are well‑informed.
At Technivara, this method could be applied to decisions about modernising people practices. For example, if Sue wants to introduce digital absence management, the cycle will help the team analyse the current issues, explore alternative systems and evaluate how each option meets the needs of managers, employees and the organisation. Involving stakeholders at different stages also helps build buy‑in, which would be particularly important when Bill is cautious about changing long standing ways of working.
CMI’s staged approach is ideal for high‑stakes system choices, while Adair’s cycle suits operational improvements with stakeholders. Both risk analysis paralysis without a planned review point, by reviewing at regular points this should close the loop and capture lessons.
AC 1.5 Ethical perspectives help to guide how organisations make fair and responsible decisions. At Technivara, where traditional practices and personal preferences still shape many of their decisions, using recognised ethical approaches would support more consistent and transparent decision‑making. Two perspectives particularly relevant to people practice are utilitarianism and deontology.
Utilitarianism is an ethical perspective focused on achieving the greatest good for the greatest number. Decisions are judged by their outcomes and how much benefit or harm they create (Armstrong & Taylor, 2023). This approach takes a broad, impact‑based view of situations rather than focusing on individual rules.
At Technivara, utilitarian reasoning could be used when deciding whether to modernise HR processes. Although moving away from paper‑based systems might cause temporary disruption employees who prefer traditional methods, the overall outcome would likely benefit more people. Digitalised systems would improve data accuracy, reduce administrative and cumbersome workloads and support better workforce planning. From a utilitarian viewpoint, introducing change is ethically justified because it produces greater long term benefits for the organisation and its employees.
Utilitarian thinking could also guide decisions around managing workload in a growing business. For example, redistributing tasks or hiring temporary support may be seen as the best choice if it reduces strain across the wider team, even if it creates short‑term cost or inconvenience.
Another perspective is deontology which focuses on doing the right thing based on principles, duties and fairness, rather than simply looking at outcomes. It emphasises treating people consistently, following agreed standards and respecting individual rights (CIPD, 2021).
At Technivara, this perspective could influence decisions about performance, attendance or employee concerns. Even if a quick or convenient option might appear easier, deontological ethics would require Sue and the People Practice team to act fairly, follow process and ensure everyone is treated with dignity. For example, if an employee is underperforming, a duty‑based approach means giving them proper support, clear expectations and an opportunity to improve not rushing into disciplinary action because it seems faster. Deontology is also supportive of transparent communication and honesty. When proposing changes to HR systems, the People Practice team would have a duty to explain the reasons, listen to concerns and ensure decisions respect employee rights.
An example where the different approaches would generate different decisions may be, monitoring shop‑floor productivity via new tracking. A utilitarian lens might approve if net productivity and safety gains outweigh privacy concerns whereas a deontological lens may reject this without explicit consent, clear necessity and proportionality. How Technivara would resolve a problem like this will signal cultural norms around dignity and fairness.
AC 3.1 As Technivara continues to grow, it’s important that the company measures performance in a clear and consistent way. Good performance measures help leaders understand how well the business is operating, spot issues early and see how people practices contribute to overall success of the business (Armstrong & Taylor, 2023). Two approaches that would work well for Technivara are gross profit margin as a financial measure, and the balanced scorecard as a non‑financial measure.
One useful financial measure is gross profit margin, which shows how much profit the company makes after covering the direct costs of producing its components. For a manufacturing business like Technivara, this is especially relevant because material prices, labour costs and production efficiency all affect the bottom line. A key benefit of using gross profit margin is that it highlights changes quickly. For instance, if the cost of components rises or production becomes less efficient, the margin will fall, giving Technivara an early warning sign. This helps the company investigate problems before they become greater problems such as reviewing suppliers or improving workflows. This measure does have its limits because it only looks at direct costs. It doesn’t include overheads like recruitment spend, HR costs or energy bills, so it doesn’t show the full financial picture (Armstrong & Taylor, 2023). However, it remains a practical and easy way for Technivara to monitor profitability.
Alongside financial measures, the balanced scorecard is a good non‑financial tool because it looks at performance from several angles, not just money. It focuses on customer experience, internal processes, learning and development and financial outcomes (Kaplan & Norton, 1996). For Technivara, this could help highlight issues that don’t show up in the financial measures such as employee turnover, customer complaints or delays caused by paper‑based HR systems. These areas can have a big impact on the company’s long‑term performance. The downside of the balanced scorecard is that it relies on accurate data, which may be a challenge while the business still uses manual processes. It also requires time and consistency to keep updated. Even with challenges considered, it gives a much wider picture of how the business is performing overall (CIPD, 2021). Using both financial and non‑financial measures together would help Technivara make stronger, more balanced decisions and support continued growth.

AC 3.2 People practices can add significant value to Technivara, especially as the organisation continues to expand in the electronics sector. Adding value means improving business performance, enhancing employee experience and creating outcomes that outweigh the resources invested (CIPD, 2021). At Technivara, where many HR processes remain paper‑based, modernising people practices has the potential to improve efficiency, strengthen culture and provide better quality data for decision‑making. These improvements can be both short‑term, such as reducing administrative delays, and long‑term, such as developing stronger workforce capability (Armstrong & Taylor, 2023).
One way people practices add value is through improved operational efficiency. Moving key processes such as recruitment, absence management and performance reviews from paper to digital systems would reduce errors, speed up administrative work and free managers to focus on more strategic tasks. In a manufacturing and engineering environment like Technivara, efficiency gains directly support production targets and customer delivery. People practice also creates value by strengthening the culture of the organisation. Fair and consistent performance management, investment in learning and development and transparent communication help build engagement and trust. Over time, this supports retention and productivity, which are essential in a business that relies heavily on skilled engineers and technical specialists (CIPD, 2021).
To understand whether these people practices are adding value, Technivara needs reliable methods of measurement. One useful financial method is Cost–Benefit Analysis (CBA), which compares the costs of an initiative with the benefits it generates (Reed, 2021). For example, if Technivara invested in a digital recruitment system, CBA could assess whether the new system reduces agency spend, shortens time to hire or decreases administrative hours. The advantage of CBA is that it provides a clear financial picture, allowing the Board to see a direct return on investment. However, it may not capture the longer term benefits such as improved candidate experience or better data quality.
A second method is using staff surveys, which measure non‑financial outcomes such as engagement, wellbeing and perceptions of leadership. Surveys are particularly relevant for Technivara because changes to HR systems and processes may affect how employees feel about their work. While survey responses can be subjective, they provide insights into morale, culture and areas where employees need more support. When combined with HR metrics such as turnover or absence, surveys give a fuller picture of the impact of people practices (CIPD, 2021).
By using both financial measures like CBA and people‑focused tools like surveys, Technivara can build a strong understanding of the value its people practices bring and ensure HR activities support long term success.
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2.3 The evaluation feedback provided by 42 employees on their recent learning and development activity presents a clear picture of both strengths and areas of concern across the design, delivery and overall learning experience. Using a five point scale (1= ‘fully agree’, 5 = ‘strongly disagree’), respondents noted strong facilitator capability, well defined objectives and high quality learning materials. Alignment between facilitator competence, well defined objectives and strong learning resources acts as a strong foundation for an effective learning intervention. CIPD’s practical guide similarly stresses the need for well designed interventions aligned with organisational, team and individual performance needs, with clear objectives and robust learning resources (CIPD,2025). 
Design and engagement emerged as inconsistent. A meaningful proportion of respondents indicated that the flow, sequencing or pacing of content was below par, implying that while objectives were clear, the learning journey did not fully support progression towards those objectives. CIPD’s factsheet on methods of delivering learning emphasises selecting appropriate learning methods requires considering learner needs, the complexity of the environment, and the factors that support effective skill development and performance (CIPD, 2025).
Personalisation and relevance were weaker points. Only a minority felt their preferences had been considered, and many were unsure whether the content linked to KPIs or role priorities. When relevance is unclear, motivation and later application tend to suffer. CIPD’s Learning Needs Analysis factsheet emphasises that clear, systematic and ongoing diagnosis linked to performance gaps and continual alignment to organisational performance needs is essential to ensure learning translates into the capabilities the organisation values (CIPD, 2025).
Engagement and outcomes were closely connected. Reports of limited interaction and meaningful Q&A indicate a lecture‑heavy approach, and this was mirrored in outcome data, several participants did not feel outcomes were achieved despite earlier agreement that objectives were clear. This points to insufficient reinforcement through practice, formative checks and reflection, principles reinforced in CIPD’s evaluation and impact guidance. (CIPD,2025)
The concerns extend into learning transfer. Many participants were neutral or disagreed that they could apply learning in role often a sign that bridges from classroom to workflow (for example, action plans, manager support and post‑event reinforcement) were missing. CIPD’s podcast on learning transfer underscores that application should be planned, supported and measured throughout the L&D process; wider L&D evidence likewise identifies the line manager as a key lever via pre‑ and post‑learning conversations, modelling and feedback (CIPD, 2025e; Connolly, 2022).
To summarise, the evaluation suggests four root causes: 
1. Insufficient pre‑session learner insight and segmentation, limiting the ability to tailor learning to varied roles, experiences levels or needs.
2. A delivery model too weighted to presentation rather than interaction, reducing opportunities for participation, practice and clarification.
3. Limited formative assessment to evidence progress against objectives, weakening reinforcement and making it harder for learners to gauge understanding as the session unfolds.
4. Minimal post‑event support (manager enablement, nudges, or clinics) to embed learning into work. 
The following recommendations are evidence‑based and proportionate to address these gaps, with explicit benefits, risks and financial implications.
Recommendation 1: Introduce a pre‑course diagnostic and learner segmentation process.
A short diagnostic (8–12 items) capturing role, tenure, current challenges, prior knowledge and preferences will enable tailoring of examples, scenarios and practice tasks by segment. A one‑page manager brief ahead of the course should set expectations and nominate a specific task for post‑course application. This approach reflects CIPD guidance on Learning Needs Analysis which emphasises clear, systematic and ongoing diagnosis linked to performance gaps and alignment to organisational needs. (CIPD,2025)
Benefits: Higher perceived relevance, stronger motivation, clearer line‑of‑sight to performance needs, and improved attainment, consistent with CIPD’s view that identifying capability needs and aligning learning to performance gaps improves learning impact.
Risks: Low diagnostic completion or weak data quality. This can be mitigated by keeping the diagnostic short and practical, which aligns with CIPD’s advice that LNA should be systematic but proportionate and aligned to organisational realities. 
Financial implications: Direct: 0.5–1.0 design/analysis day; Indirect: 7–10 minutes per learner; 10–15 minutes per manager for pre‑brief. The costs are low and feasible with existing tools (Forms/LMS) and are justified if improved alignment increases transfer and KPI movement, as required by CIPD’s evaluation stance. 
Recommendation 2: Redesign delivery to increase interaction, practice and reinforcement.
Replace 30–40% of lecture with scenario‑based activities, peer problem‑solving, and time‑boxed group work; embed Q&A every 20–30 minutes; add 3–5 micro‑assessments aligned to objectives. This aligns to CIPD guidance on selecting methods that build capability and to evaluation practices that check progress against outcomes. 
Benefits: Engagement and retention improve; learners receive feedback against objectives; perceived attainment and readiness to apply rise. 
Risks: Overruns or uneven facilitation; mitigate with a facilitator run‑sheet and rehearsal. (CIPD stresses thoughtful method selection and delivery discipline.) 
Financial implications: Direct: 1–2 redesign days to build scenarios, guides and checks; Indirect: marginally reduced content breadth due to activity time. If external resource is used, UK trainer contract day rates median £338/day can serve as a benchmark for feasibility and budgeting.  ROI should be evidenced through reduced rework/support queries or improved quality/throughput after the intervention, as recommended in CIPD’s evaluation/impact guidance. 
To conclude the feedback demonstrates solid foundations in facilitation, objectives and materials, but underlines material gaps in structure, personalisation, engagement and transfer. Implementing a light‑touch diagnostic/segmentation step and an active‑learning redesign, supported by manager engagement and formative assessment will address these gaps in a cost‑effective way. These changes are consistent with CIPD’s evidence‑based guidance on LNA, method selection, and evaluation for impact, and should lead to better engagement, clearer attainment of objectives, and stronger workplace application for future cohorts. 
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Factor Key external signals (for Technivara)

Political

Trade policy/tariffs and geopolitical shifts affecting 

electronics and automotive supply chains; public 

investment in health tech/EVs driving demand variability.

Economic

Inflation, interest rates and wage pressure raising labour 

costs; local skills shortages lengthening time

‑

to

‑

hire for 

precision roles.

Sociological

Ageing engineering workforce; candidate expectations for 

development, flexibility and wellbeing in manufacturing; 

strong H&S norms.

Technological

Automation/robotics/AI in manufacturing and QA changing 

skill mix; digital HR/analytics now standard.

Legal

Evolving employment law (working time, equality, 

immigration); sector compliance (medical/automotive 

traceability); data protection.

Environmental

Sustainability expectations in supply chains (carbon, waste, 

ethical sourcing); resilience to disruptions 

(pandemics/emergencies).
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Turnover and recruitment take up for Technivara 2024
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% of Leavers at Technivara by Department in 2024
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Number of Positions Vacant vs Filled by Department in 2024
Vacancies remain above filled positions across most departments
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Turnover & Recruitment Percentages by Department (Technivara 2024)

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Audio Technical

Offices & Administration
Research & Development
Quality Control

Dispatch

Engineering

Casting 83%

Sales & Marketing

Human Resources

Design

mleavers % ®Vacancies % mFilled %

Insight: Turnover and vacancy pressure are highestin Casting and Quality Control, both exceeding 50% in multiple metrics.




