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Q1. (AC 1.1)
Evidence-Based Practice (EBP) is when a business makes organisational decisions based on the best available evidence rather than relying on instinct, habit, or personal preference. If used in a systematic, critical and ethical way, it would reduce bias and improve outcomes when a business needs to make decisions.  The businesses strengths, limitations, challenges and practical implications would also be looked at (Briner, Denyer and Rousseau, 2009). CIPD emphasises that EBP aims to improve the quality of decisions through rigorous, transparent and ethical methods (CIPD, 2021).
If Technivara started using EBP, decisions would be fairer, more accurate and better matched to where the business wants to go. This would help people get better outcomes at work, make the company run more smoothly, lower risks and make it clear how and why decisions are made. EBP is especially important now, as Technivara keeps growing and looks to expand even more.  If the founder is not happy to change old habits, that could be a problem for a business that’s moving fast. By using EBP, Technivara can use evidence to show why change is needed, making sure HR is helping the company move forward.  
An example of where this can be seen is in a SaaS company that used EBP to look at high early‑stage turnover.  They analysed the onboarding surveys, exit interview information and productivity benchmarks.  They then introduced a structured onboarding programme, leading to a 45% reduction in the early leavers and significantly improved employee satisfaction. This demonstrates how evidence‑based decisions can directly support business growth and operational stability (HRM Guide, no date, Case 1).
Technivara could use EBP to make its recruitment and workforce planning stronger. At the moment, departments recruit and keep staff in different ways. Casting and Quality Control have many vacancies while Sales & Marketing and Dispatch deal with high turnover. Technivara can use EBP to review its turnover data, consider labour‑market trends, get employee feedback on the recruitment process and use the HR section to interpret the findings. This would help Technivara understand why people are leaving, look at staffing needs, recruit better candidates and avoid unnecessary recruitment costs. If it can be seen that employees leave Casting because of poor working conditions, EBP would highlight this and suggest the right improvements. (Rees and French, 2022).
Technivara could also use EBP to improve its Learning and Development (L&D) programmes. Feedback has shown that employees were not engaged in a training session and were not sure whether it helped their work. Technivara could use EBP to apply proven evaluation methods such as the Kirkpatrick Model, gather honest employee feedback, review business performance and draw on research about what effective training looks like. Technivara could invest in the right training, make sure future sessions are more relevant and improving delivery; ensuring L&D supports wider business goals rather than becoming a box‑ticking exercise (Kirkpatrick, D.L. and Kirkpatrick, J.D. 2006).
In summary, EBP provides Technivara with a structured, objective and ethical way of improving people-practice decisions. By applying EBP to areas such as recruitment and L&D evaluation, Technivara can replace outdated practices with measurable, defensible, and future-focused methods that support continued growth and organisational success.



























Q2. (AC 1.2)
Sue has concerns that Technivara does not have enough systems in place to identify and understand the problems with how the business operates. Using clear and structured analysis tools would help the company spot issues and make decisions that are accurate and well-informed. (Serrat, 2017). 
A SWOT analysis is an easy way to look at an organisation’s strengths, weaknesses, opportunities and threats (Gürel and Tat, 2017). For Technivara, it helps bring stakeholders together and identifies both internal issues and external pressures. Technivara’s strengths are a loyal workforce and their growth record is strong.  Weaknesses include paper‑based processes and data is not consistent. There is resistance to change particularly from Bill are slowing progress. Opportunities could be to modernise HR processes and use data more effectively.  Threats include poor‑quality data causing errors, competitors adopting advanced technology and potential skill shortages.
Although SWOT gives Technivara a simple structure that works well with its current lack of formal analysis tools, it does have its limits. Because it relies so much on people’s perceptions, the quality of the results depends on how honest and objective stakeholders are. Even so, it remains a useful tool for Technivara because it highlights the risks linked to outdated ways of working and points to opportunities such as digitalisation that can directly address current weaknesses. Overall, SWOT offers a strong starting point for identifying issues and supporting well‑informed decisions about change.
Technivara can use a PESTLE analysis to look at the wider external environment. They should consider the political, economic, social, technological, legal and environmental factors. This structured approach supports the company in recognising the external pressures shaping its people practices as it continues to grow 
For Technivara, technological change makes it clear that its HR systems need updating. Paper‑based processes reduce efficiency, so shouldn’t be relied on.  It also stops a business from using accurate workforce data for planning. Social expectations have also moved on.  Employees now expect digital communication and smooth recruitment.  Technivara’s current processes do not meet these standards.
Legally, manual record‑keeping increases the risk of data protection breaches and inconsistent documentation, making compliance harder and exposing the business to unnecessary risks. Technivara must have a reliable HR data to make decisions, especially where there are economic pressures, for example where it is very competitive to recruit skilled staff.
By using PESTLE, Technivara can clearly see why change is needed and ensure its people‑related decisions respond to external demands. This helps the case greatly for modernising systems and supports more informed, future‑focused decision‑making (Johnson, Whittington and Scholes, 2017).
In summary, a SWOT analysis will help Technivara understand its internal position, while a PESTLE analysis will help it understand external pressures.  These two analyses together will give Technivara a clearer picture of what needs to change and why.



























Q3. (AC 1.3)
Critical thinking is a process of analysing, evaluating and reflecting on information to form a reasoned judgement. In people practice, it helps ensure ideas are objective, evidence‑based and logically sound, rather than shaped by assumptions, hierarchy or tradition (Paul and Elder, 2014).
At Technivara, using information clearly, accurately and fairly when making decisions is important . HR policies, training feedback and workforce data should be shared in a simple way, should be easy to access and always based on verified facts and not assumptions. For example, turnover rates must come from reliable HR data. Being precise will add strength to decisions.  Technivara should only focus on information that links to the issues, avoiding outdated processes. Conclusions should always be evidence based, with the solutions targeting the correct areas. Fairness and open‑mindedness are key too. Bill’s views and those of managers and employees must be considered so no single voice is heard more. Approaching things this way will improve decisions, reduce errors, build trust in HR advice and help address root causes rather than symptoms. It also avoids repeating ineffective practices and supports long‑term improvements in retention, performance, stability and aligns with Technivara’s plans to grow (Cottrell, 2017).
Putting these principles into practice means Technivara should apply critical thinking to their ideas but also listen to the views of others. This involves analysing issues such as lost time in current HR systems, error rates and how competitors handle similar processes (Facione, 2015). When someone like Bill resists digital HR systems because he prefers the old way, an evaluation could help to show whether his concerns are evidence based or not (Cottrell, 2017). In meetings, questioning assumptions keeps the discussion focused.  For example, exploring why the Casting Department has the highest turnover rather than accepting early explanations (Ennis, 2011). Accurately interpreting data and using problem‑solving skills helps identify root causes and produce clearer, more targeted recommendations (Halpern, 2014). Being open minded when having conversations makes sure different perspectives from Bill, managers and employees are heard before decisions are made (Brookfield, 2012). Using these skills together can help evidence‑based decision making stronger and support recommendations that are transparent and aligned with Technivara’s goals (CIPD, 2021).
Overall, applying critical thinking promotes objectivity, reduces bias and improves organisational effectiveness. For Technivara, this is particularly  important as the business grows. It also supports stronger decisions and encourages a workplace culture grounded in evidence‑based practice.





Q4. (AC 1.4)
For Technivara good decision‑making is essential as they work to improve the reliability of their data and modernise their systems. The Rational Decision‑Making Model helps a business stop and really understand what is causing issues, rather than using quick fixes. For Technivara, this is important because there is no consistency with how they currently gather evidence and it is often unreliable. If Technivara can identify where the gaps are and what information can actually be trusted, the managers are more likely to make decisions that look at the real problems rather than symptoms.
Using this structured approach also helps Technivara compare different options more fairly. For example, they can look at whether a digital HR system or improved data‑collection methods would give them the biggest impact and whether these options align with their long‑term goals. This kind of thinking reflects Rousseau’s view that better organisational decisions happen when high‑quality evidence is used to reduce bias and guide choices more transparently (Rousseau, 2020). 
Once Technivara chooses the most suitable option, the model supports putting it into practice in a planned way and can also track whether it works. This means checking if data becomes more accurate, if admin work becomes lighter and if decisions become easier to explain and defend. This fits well with CIPD’s expectations for evidence‑based practice. However, the model is not perfect. It relies on good data which Technivara doesn’t always have and the process can be slow in a fast‑moving environment. It does, however give a business a clearer, more reliable way of reaching decisions.
Another approach that could help Technivara is de Bono’s Six Thinking Hats. This method encourages teams to look at issues from different angles, which is useful in an organisation where outdated systems often lead to frustration and narrow thinking. The White Hat would support conversations about the company’s weak data. The Black Hat would help the team consider the risks of keeping paper‑based systems. The Yellow and Green Hats would help staff focus on solutions rather than problems. They could look at how updated systems could benefit Technivara and also look at creative ideas for improving processes.
What makes this approach valuable for Technivara is the balanced discussion it encourages, rather than strong employees or emotions pushing decisions. Everyone has space to give their opinion. This aligns with structured, evidence‑informed thinking that reduces bias and leads to fairer outcomes (Rousseau, 2020)
The method does have limitations, as it needs good facilitation and some staff may find it time‑consuming or restrictive. But when used properly, the Six Thinking Hats can help Technivara make more thoughtful, people‑centred decisions that combine evidence with staff experience; this is something the organisation currently struggles to balance.


[bookmark: _Hlk219644934]Q5. (AC 1.5)
When an organisation is make important decisions, ethics play a crucial role in building trust, ensuring fairness and maintaining compliance with professional and legal standards. Ethical perspectives help a business to decide what is right or wrong. They can shape choices that affect both employees and the wider business. At Technivara, two ethical approaches that can effectively guide moral decision‑making are Utilitarianism and Deontological Ethics.
Utilitarianism is based on choosing actions that deliver the greatest benefit to the greatest number of people (Bentham and later Mill 1863). Businesses can look at  practical ways to look at the bigger impact of decisions rather than relying on what feels familiar or that people prefer. For Technivara, this means the People Practice team would focus on how each decision affects the workforce as a whole.  This would help ensure choices are made with the widest organisational benefit in mind (Crane & Matten, 2020).
A helpful example of utilitarian thinking in practice is when Technivara evaluates whether to invest in a new HR system. Using this, the managers could look at the available options, their overall value in improving efficiency, reducing administrative workload and increasing data accuracy. This fits well with CIPD’s evidence‑based practice principles, which encourage organisations to evaluate decisions based on their wider impact. However, utilitarianism has its problems where decisions made for the ‘greater good’ can sometimes mean smaller groups are ignored and it is felt that outcomes are unfair or impersonal. Technivara can apply this approach with more thought if the business is aware of any possible issues. (Velasquez et al., 2021).
Deontological Ethics provides a different but equally important perspective. It emphasises the importance of acting according to duties, rules and principles. In businesses, it supports consistent, principled behaviour in order to build long‑term trust. If Technivara use this view, they should make sure their people practices remain fair, consistent and compliant with legal and professional expectations (Bowie, 2020).
This approach looks for fair recruitment and promotion decisions and promotes equal treatment. It also highlights the importance of safeguarding employee privacy and confidentiality. Research into digital ethics and GDPR guidance from the ICO reinforce the duty HR holds in protecting employee data, even if sharing information might make processes faster (Floridi, 2019).
While deontology strengthens compliance and protects individual rights, it can sometimes feel rigid or slow decision‑making. If Technivara use both perspectives, they can establish a balanced and principled foundation for moral decision‑making that supports organisational goals while maintaining fairness, trust and legal compliance.


Q6. (AC 3.1)
Technivara can strengthen how it evaluates organisational performance.  To do this they can use both financial and non‑financial measures. This matters because they have long relied on traditional working practices and limited data.  This makes it harder to monitor effectiveness or identify improvements. Research shows that relying only on financial information can restrict decision‑making. Combining financial and non‑financial indicators gives a more balanced view (Ramil Aluç, 2017). 
A useful financial measure for Technivara is profit margin.  This shows how much money the company keeps after covering operational costs. For a manufacturing organisation, profit margin helps assess how efficiently sales change into actual profit and whether growth is sustainable. Evidence shows that margin ratios are essential for understanding financial health and operational efficiency (Einstein, 2025). Profit margin analysis also links employee changes to financial outcomes. For example, introducing a digital HR system could reduce admin time, errors and recruitment delays. This could help Technivara’s profits. Research also shows that profit margins directly influence HR investment and workforce‑related decisions (Wellhub Editorial Team, 2025). 
A key non‑financial measure is employee turnover, which indicates workforce stability, job satisfaction and organisational culture. High turnover is shown to reduce productivity, raise costs and weaken service quality (Fosu, 2025). For Technivara, tracking turnover can reveal issues that may otherwise go unnoticed, such as departmental retention problems or dissatisfaction with outdated management styles. Factors like job satisfaction, compensation and culture strongly influence turnover levels (Doktorová et al., 2025). This information can help with improvements to onboarding, career paths and leadership development. Trends over time show whether initiatives such as performance reviews or digital HR tools are having a positive effect. 
By using both financial and non‑financial measures, Technivara can build a fuller picture of organisational health. Financial data highlights the impact of people practices on profitability, while non‑financial indicators reflect employee experience and operational effectiveness. Together, they support evidence‑based decision‑making aligned with CIPD principles, which emphasise using multiple sources of evidence to strengthen organisational outcomes (CIPD, 2025).







Q7. (AC 3.2)
When a company looks after its people properly, work runs more smoothly, employees feel happier and the organisation can reach its goals (Briner, Denyer & Rousseau, 2009; CIPD, 2021). For Technivara, updating outdated processes is essential because the current ways of working make it difficult to make good decisions and grow. Using actual data and feedback from staff in the recruitment process can help to make sure that the right people are placed in the right roles. This can also help to reduce the staff turnover and it also increases efficiency. Finally, it helps the company stay focused on its priorities crucial in a competitive industry.
Supporting staff to learn new skills is also vital, especially as things change quickly. When employees receive good training, they perform better and help the business keep pace with change and stay competitive (Armstrong & Taylor, 2023; CIPD, 2021). When people feel supported to develop, they are more likely to stay, reducing recruitment costs and strengthening capability. Creating a workplace where people feel heard, recognised and included also boosts motivation and makes Technivara a more appealing employer.
To understand whether improvements in people management are having an impact, Technivara needs simple and reliable ways to measure progress. This can be done by using Key Performance Indicators (KPIs) (Atrill & McLaney, 2022; CIPD, 2021). KPIs can show how quickly new staff are recruited, levels of absence and whether productivity is improving. If Technivara adopts a digital HR system, KPIs can demonstrate whether it saves time, improves accuracy, or speeds up recruitment. Monitoring these measures helps show whether new initiatives are adding value and supports decisions about investing in HR tools. KPIs also help the People Practice team show how their work contributes to organisational success.
Staff surveys are another effective method (CIPD, 2021; Armstrong & Taylor, 2023). Technivara could use these to see how the employees feel about their roles at the company, their managers and the opportunities given to them to develop. This is useful if staff have previously felt they haven’t been listened to. By giving employees surveys they can identify whether changes to training, improved performance reviews or updated recruitment processes are making employees feel more valued. By using the information from the surveys, over time, trends can be analysed to show what is working well and what still needs attention.
Overall, fair HR processes within the company help Technivara to match its workforce with its goals. This means business can work more efficiently by reducing unnecessary costs and keep employees motivated and loyal. By using KPIs and staff surveys, the company can see what is improving and make sure HR changes genuinely support business growth. These steps will help Technivara move away from outdated, paper-based processes and become a modern, data-driven organisation.
Q8. (AC 2.1)
	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
	23.1
	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
	4
	50
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Quality control
	4
	2
	50
	3
	75
	3
	75
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Dispatch 
	15
	4
	26.7
	6
	40
	6
	40
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Engineering 
	35
	8
	22.9
	8
	22.9
	3
	8.6
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Casting Department 
	6
	3
	50
	5
	83.3
	2
	33.3
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Sales & Marketing 
	12
	4
	33.3
	3
	25
	3
	25
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Human Resources 
	4
	1
	25
	1
	25
	1
	25
	

	 
	 
	 
	 
	 
	 
	 
	 
	

	Design 
	12
	3
	25
	5
	41.7
	2
	16.7
	



Q9. (AC 2.2)














Q10. (AC 2.3)
The feedback in Table 2 shows that although the core elements of the learning session were delivered well, there were clear issues with learner engagement and with how confident people felt that they could use the learning in their jobs (Illeris, 2018). Of the 42 responses, nearly 93% agreed that the facilitator set clear objectives and demonstrated strong subject knowledge. The materials were also viewed in a positive way as almost 86% said they were good quality. However, the session’s structure received mixed reviews. Just over half felt it was well organised, while about a quarter were unsure, suggesting that the overall design didn’t always meet expectations (Merrill, 2002).
The feedback about interaction and outcomes was far less positive. Many employees taking part felt there were not enough chances to ask meaningful questions, with more than three‑quarters saying this was not a good part of the session. Very few employees felt the learning outcomes were actually achieved and almost 79% said the session didn’t meet its stated goals. There was also a weak link between the training and employee’s day‑to‑day roles with only 14% felt the learning linked to their performance targets, while a third disagreed. Likewise, only 14% felt confident they could apply what they learned in their role, with a third disagreeing and more than half unsure. Personalisation was another issue: less than a quarter felt their learning preferences were taken into account, a third disagreed and nearly 43% were unsure. Overall, this suggests the sessions had not been tailored to individual needs (Knowles, 1980; Kolb, 1984).
When looking at the overall results, three clear themes occur. First, the delivery and resources were strong with clear objectives.  The facilitators knew their subject well, explanations were easy to follow and the materials were of good quality. Secondly, engagement and the tailoring of things to make them more personal was weak. Participation was low and the individual learning choices identified by employees had not been consideredthere was not much effort to take individual learning choices into account. This could mean that the sessions relied too much on the content being delivered rather than making sure the learners were involved (Illeris, 2018; Merrill, 2002). Third, the outcomes, alignment and transfer of learning were poor. Many employees felt the learning outcomes were not achieved and couldn’t see how the training connected to their job. They were also not very sure how to apply what they had learned in practice (Baldwin and Ford, 1988; Blume et al., 2010).
To improve, Technivara needs to move away from just delivering information and instead focus on the design of the learning to make sure it supports better performance (Salas et al., 2012). They could start by asking employees to complete a short assessment before the course.  They can then use this to understand what skills employees need, how they prefer to learn and to agree clear, personalised objectives with each learner and their manager (CIPD, 2021). This would make the sessions more relevant and a better fit to individual needs.
Technivara should also build in more active learning methods, such as structured Q&A, problem‑solving activities based on real Technivara situations and small group tasks that relate directly to people’s jobs (Kolb, 1984). With so many participants saying there wasn’t enough chance to interact, making engagement a priority is essential.
A key part of improving the training is making sure that what the employees are learning is transferrable into their day‑to‑day work. This could include creating action plans outlining what learners will do in their first week after the session. Employees could also have regular check‑ins with managers to give them practical tools to help them apply new skills (Baldwin and Ford, 1988). Employees could also be asked to set a specific performance goal. For example, reducing errors or improving turnaround times and then review their progress after 30 and 60 days. It is also important to be clear about what the learning outcomes are and to check whether they’ve been met.  Using a recognised evaluation framework like Kirkpatrick’s four levels could be used (Kirkpatrick and Kirkpatrick, 2006). 
In order to see if these changes are making a difference, Technivara could monitor both short‑term and long‑term results, looking at things like how many employees are now taking part, how many now have clear action plans and have the managers become more involved compared to before (CIPD, 2021). Over the longer term, Technivara should check for changes in behaviour and performance at 30, 60, and 90 days after the training and also assess how well the learning supports key business goals (Salas et al., 2012). Comparing these new results with the original feedback in Table 2 will help show whether progress is being made. For example, they could aim to raise agreement that outcomes are being achieved from 12% to at least 50% and reduce disagreement about meaningful Q&A from 76% to below 30% within two redesign cycles. These results should be reviewed regularly to support ongoing improvements to the learning programme (CIPD, 2021).
The data shows that while Technivara’s learning sessions are well delivered and use good materials, they lack interaction, do not link well to job roles and do not help people apply what they have learned. By focusing on engagement, personalisation and practical application and by measuring success against clear outcomes, Technivara can turn well-run sessions into training that really makes a difference at work (Illeris, 2018; Salas et al., 2012).
To conclude and also to address this, a recommendation would be that Technivara could consider appointing a Learning & Development Business Partner (L&D BP).  This would be a strategic role sitting between HR, business leadership and employees.
An L&D BP could conduct needs analysis and link learning to KPIs, which was a key weakness in the feedback.  They could also design evidence‑based learning, making sure it is aligned to performance outcomes. They could make the learning process more personal to employees through learner profiling.  They could ensure the transfer of learning via action plans. Finally, they could introduce manager check‑ins and on‑the‑job practice and finally embed evaluation frameworks.
The estimated cost for a position such as this would average around £45,000 per year (Glassdoor 2026), with more senior roles increasing to £70,000 (Blue Eskimo L&D Work & Salary Report 2023/24). 

Additional/optional factors for Technivara to consider could be: 
· Digital learning tools: £3,000–£10,000
· Evaluation software (if used): £1,000–£5,000
· External coaching/SME support: £2,000–£8,000
Depending on the seniority of the role, the tools needed and all on-costs, this would see a total annual investment of between £72,000 – £90,000.
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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 	23.07	26.67	12.5	50	26.67	22.86	50	33.33	25	25	Vacancies as a % against total in each Department	30.77	33.33	50	75	40	22.86	83.33	25	25	41.67	Positions filled as a % of total in each Department	11.53	33.33	50	75	40	8.57	33.33	25	25	16.670000000000002	Department


Percentage




