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Task 1

(AC 1.1) Evaluate the concept of evidence-based practice (EBP) and provide two examples of where Technivara could use it to ensure sound decision-making in people practice. 

[bookmark: _Hlk210031950]         Evidence-based practice is about making decisions using proper, reliable information instead of just going with guesswork or habits. Barends, Rousseau and Briner (2014) suggest that EBP brings together four different sources: research evidence, organisational data, the knowledge and experience of professionals, and the views of the people involved. When these are combined, decisions tend to be more balanced and less open to bias.
         At Technivara, EBP could make a real difference, especially since a lot of their current people practices are still very traditional and paper based. One obvious area would be recruitment and selection. Currently, there doesn’t seem to be much information on whether the process is bringing in the best people. If the company started to look at certain measures like how well new starters perform and how many leave within their first year, they would get a clearer picture. Linking this with research on what predicts job performance (Schmidt and Hunter, 1998) would allow Technivara to adjust how it recruits. In the long run this would probably save money, cut down on time wasting and help bring in the kind of talent the company needs to keep growing.
         Another area where EBP would help is employee retention and engagement. Right now, decisions seem to be based more on assumptions than on evidence. By correctly tracking things like turnover rates, absence and overtime, Technivara could spot patterns that explain why people leave or lack motivation. E.g., if it turned out that staff doing lots of overtime also had higher absence levels or made more mistakes, that would give managers something solid to work with. They could then focus on reducing workloads or improving wellbeing initiatives, rather than just guessing what the problem might be.
         EBP isn’t perfect and it can take a lot of time, money and the right skills to gather and analyse data, and as it stands Technivara doesn’t seem to have strong systems in place right now. On top of that, not all research findings are an appropriate fit for the company’s situation, since studies are often done in very different industries. Resistance to change could also be a big issue. For example, Bill prefers a more traditional management style and due to this, he may be uncomfortable trusting data instead of his own judgement and experience.
         Overall, I think Technivara would really benefit from EBP and could really strengthen their decision-making, especially in areas like recruitment and retention. But for it to work, the business would need to invest in better systems, upskill the team, and develop a culture where both evidence and managerial experience is valued.




(AC 1.2) Evaluate one appropriate analysis tool and one appropriate analysis method that Technivara might apply to recognise and diagnose issues, challenges, and opportunities. 

[bookmark: _Hlk210034051]When organisations are facing change or growth, it is important that they use the right tools and methods to understand what problems they may have and what opportunities they can take. At Technivara, where many people practices are still traditional and paper-based, analysis can help identify what is holding the company back and where they can make improvements.
One tool that would be appropriate for Technivara is a SWOT analysis. This is a simple but effective way of looking at the company’s internal strengths and weaknesses, as well as external opportunities and threats (Gurel and Tat, 2017). 
For example, a SWOT analysis could highlight that Technivara’s long history and reputation in the electronics industry are major strengths, but its outdated HR systems are a weakness. Opportunities could include expanding into new markets with a more modernised practice, while threats may involve competitors who already use advanced HR technology. The benefit of SWOT is that it is easy to use and can be applied across the whole organisation. The downside is that it can sometimes be too universal, and the quality of the outcomes depends on how honest and detailed the analysis is.
Alongside a tool like SWOT, Technivara could also use an analysis method such as trend analysis. This involves looking at data over time to spot patterns and predict future issues (Armstrong and Taylor, 2020). 
For example, Technivara could track staff turnover, absence rates, and overtime using monthly data. If the trend shows a rise in overtime alongside increased flaws, managers can identify this as a risk to both employee wellbeing and product quality. Trend analysis is particularly helpful because it turns raw data into evidence that can be used for decision-making. The drawback is that it requires accurate data collection, which Technivara does not currently do well. Without reliable data, the trends may give the wrong picture.
Using both a tool and a method together can give Technivara a clear view of its current situation. SWOT provides a clear, strategic picture, while trend analysis gives detailed evidence about specific issues. This combination would help the People Practice team move away from relying on outdated paper processes and instead use evidence to guide decisions.
In conclusion, SWOT analysis and trend analysis would both be appropriate for Technivara. They are straightforward, practical, and well-suited to identifying both challenges and opportunities. To get the best results, the company would need to invest in better data collection and ensure managers are willing to act on what the evidence shows.



(AC 1.3) Explain the main principles of critical thinking including how these might apply to your own and others’ ideas to assist objective and rational debate at Technivara.
[bookmark: _Hlk210034576]Critical thinking is the process of carefully analysing and evaluating information, influences, and ideas before reaching a conclusion. This helps avoid decisions that are based only on assumptions or personal opinions. Instead, it focuses on using evidence and reasoning to make fair and logical judgements. Fisher (2011) explains that critical thinking involves questioning what we are told, testing the reliability of the evidence, and recognising the different viewpoints.
There are several key principles of critical thinking. The first is objectivity, which means looking at information without letting personal bias or emotions take over. At Technivara, where Bill prefers traditional methods, objectivity would mean considering whether his views are supported by evidence rather than simply just following them because of his position.
The second principle is analysis, which involves breaking down information into parts to understand it better. For example, if staff turnover rises, the People Practice team should not assume it is caused by pay alone. Other possible factors should be analysed, such as working hours, management style, or training opportunities.
A third principle is evaluation, which is about judging the quality of evidence and arguments. Not all evidence is equally reliable as feedback from one employee might be useful but is less reliable than a consistent pattern across staff surveys. Critical thinking means asking questions such as, is this information credible? Is it relevant? Is there enough evidence to support this idea?
The final principle is open-mindedness. Facione (2015) stresses that strong critical thinkers are willing to consider different perspectives and change their minds when presented with stronger evidence. At Technivara, this would help create more balanced debates in meetings. For example, Sue may prefer modernising HR practices with technology, while Bill may want to stick to tradition. Critical thinking encourages both sides to present evidence for their views and weigh up which approach is most practical for the business.
Applying critical thinking to both my own ideas and the ideas of others would help ensure discussions at Technivara are rational and fair. Instead of simply backing my position, I would evaluate whether my ideas are supported by strong evidence and be ready to adapt them if new, better information is presented. Likewise, I would encourage colleagues to support their arguments with facts and data, rather than relying on personal opinions or old habits.
In summary, the principles of objectivity, analysis, evaluation, and open-mindedness would help Technivara build a culture where decisions are made through evidence and reason. This would lead to more constructive debates and better long-term outcomes.


(AC 1.4) Explain two decision-making processes that Technivara could apply to ensure that effective outcomes are achieved.
Technivara, who as a company is experiencing growth but still use outdated people practices, need structured ways to make decisions. Decision-making processes provide managers with the correct tools to think through options, involve others and avoid choices based on habits or personal opinions. Having a clear process also increases transparency and consistency, which is important for building trust as the company develops. The two processes that I will use as an example and think could be useful for Technivara are De Bono’s Six Thinking Hats and Force Field Analysis.
De Bono’s Six Thinking Hats is a decision-making process that helps look at problems from different perspectives (De Bono, 1999). Each ‘hat’ represents a way of thinking: information gathering (white), feelings and instincts (red), risk assessment (black), benefits and values (yellow), creative thinking (green), and organisation and planning (blue). This approach could be applied to Technivara when deciding how to modernise its HR systems.
The advantages of De Bono’s Six Thinking Hats are that it ensures a balanced debate and avoids single opinions overruling others. A negative is that it may feel artificial if participants are not trained in the method, and it can take more time than informal discussions. However, the structure helps groups to slow down and consider all aspects of a problem before reaching a conclusion, which often results in better quality outcomes.
Force Field Analysis is another process that helps organisations decide whether a change is likely to succeed (Lewin, 1951). It includes listing the driving forces that support change and the limiting forces that block it. For example, if Technivara wanted to introduce digital HR software, driving forces might include efficiency, better data, and competitive advantage, while restraining forces might be cost, staff resistance and lack of skills. By making record of and comparing these forces, managers can see if the change is realistic and identify where effort is needed to reduce barriers. The benefit is that it makes hidden resistance clear and gives a practical plan for managing change. However, its accuracy depends on managers being honest about the strength of the forces, and sometimes forces are difficult to measure.
Both processes would help Technivara achieve effective outcomes. Six Thinking Hats would make debates more creative and structured, while Force Field Analysis would help the company weigh up whether changes are possible and how to overcome challenges. Together, they would support evidence-led and inclusive decisions that are more likely to be successful. By combining both tools, managers would not only generate a wide range of ideas but also test how realistic these ideas are in practice, creating decisions that balance creativity with practicality.

(AC 1.5) Assess two different ethical perspectives including how these could be used at Technivara to inform and influence decision-making.
Decision - making isn’t just about what works best for the business, it’s also about what is fair and equal. Using different ethical perspectives at the workplace can make sure managers decisions are made to protect employees and support values. For Technivara applying ethical perspectives could help avoid mistakes and also build trust within the workplace. Two useful perspectives are utilitarianism and deontological ethics, which I will explain below.
Utilitarianism looks at the consequences of decisions and choosing the option that creates the “greatest good for the greatest number” (Mill, 1863). It focuses on weighing up the benefits and losses before making any decisions. For example, if Technivara wanted to introduce new software, the benefits could include faster processes, less errors and better data, while the negatives may be that its costly for the company or that staff will be stressed learning a new system. From a utilitarian view, if the benefits outweigh the negatives, then it is the right decision. This approach is practical and focuses on overall wellbeing, but it can ignore smaller groups who might be badly affected, even if the majority of people benefit.
Deontological ethics takes a different approach and instead of focusing on outcomes, it’s about following principles and doing what is right, regardless of the result (Kant, 1785). In this perspective, some actions are considered wrong even if they lead to good results. For example, asking employees to work long hours of overtime might help Technivara meet their targets, but from a deontological point of view, it would be unethical if it has a negative effect on staff wellbeing. The benefit of this approach is that it protects individuals and makes sure people are treated with respect. The weakness is that it can be inflexible, making it harder to deal with complicated situations where business is demanding.
For Technivara, both perspectives could help them to guide better decision-making in the company. Utilitarianism would push managers to think about the overall impact of their choices on employees, while deontological ethics would make sure that individual rights and fairness are not overlooked. By combining these ethical values, the company could make decisions that are practical for growth but still uphold strong ethical standards. This approach would create balance and would not only improve trust and moral amongst staff but also make Technivara more reputable as an employer who supports fairness and wellbeing as much as performance


(AC 3.1) Appraise two different ways that Technivara could measure financial and non-financial performance, providing one example of each.

It is important to make sure performance is measured because it shows if a business is achieving its goals and also highlights the areas where improvement is needed. For Technivara looking at both financial and non - financial performance while they are growing their business and trying to modernise, will give a fuller picture of how well the company is doing.
One way to measure financial performance is through profit margins. Profit margin shows the percentage of revenue left after costs have been taken away (Atrill and McLaney, 2019). This is a simple a measure but can also be powerful as it shows how efficiently a company is turning sales into profit. If Technivara had an increase in their revenue but its profit margin was shrinking, it could suggest that there is rising costs or inefficiencies in production. Looking at profit margins would help the company identify where costs are increasing and where they need to take action to improve efficiency. The benefit of this measure is that it is straightforward and directly linked to financial health. The downfall of this is that it focuses solely on money and doesn’t capture the wider issues like staff wellbeing or customer satisfaction.
Technivara could also measure non-financial performance through employee engagement surveys. Non-financial measures are important for companies because they often determine long-term success, even if they don’t show up immediately in the accounts (Kaplan and Norton, 1996). Employee engagement surveys could also help track how motivated and happy staff are, whether they believe they are being supported and that the right opportunities are being made available to them. For example, if a survey showed that a lot of the staff are unhappy with working long hours or with the lack of training, this would provide evidence to the managers to act before it leads to a higher turnover or staff being less motivated. The strength of this measure is that it gives a clearer understanding into the workforce, which is crucial for a growing company like Technivara. The downside is that surveys rely on staff actually willing to provide feedback and being honest, so results can sometimes not be reliable.
By using both financial and non-financial measures together, Technivara would get a more balanced view of performance. Profit margins would show how well the company is managing its costs and income, while employee engagement surveys would highlight how well it is looking after its people. This combination would help Technivara make better decisions for both short-term results and long-term sustainability.


(AC 3.2) Explain how people practices could add value at Technivara and identify two methods that might be used to measure the impact of these people practices.

People practices can add value to how a business performs and how the employees experience work. For Technivara, strong people practices could help them improve recruitment, retention and overall performance.
One way people practices can add to a company is by creating a more engaged and motivated workforce. For example, if Technivara updates its training and development programmes, employees would have the skills they need to perform better and feel more confident in their roles. By doing this it can lead to higher productivity and lower staff turnover. Value could also be added through clear and fair processes, where Technivara could move away from outdated, paper-based systems to digital tools. This would not only save time but it will also build trust amongst employees, as records would be more accurate and easier to access. As Ulrich (1997) argues, effective people practices contribute directly to organisational success by improving both efficiency and employee commitment.
Technivara would need ways to measure their impact to make sure these practices are working. A useful method would be staff turnover analysis, which would include tracking how many employees leave over a set period and identifying any patterns within this. For example, if in certain departments there is a high turnover, this could suggest problems with workload, management, or job satisfaction. If turnover drops after introducing better onboarding or wellbeing support, this then shows that people practices are having a positive impact. The benefit of this measure is that it is simple and directly links to business costs, since replacing staff is expensive.
Another method is employee surveys which could be used to measure levels of engagement, satisfaction, and perceptions of fairness within the workplace (Armstrong and Taylor, 2020). Let’s say for example, Technivara could use employee surveys once new software has been introduced to check how the employees feel about the changes that have been implemented. If the results show higher levels of satisfaction or trust in management, this will show that the practices are being valued by staff and are making a difference. The benefits of this approach is that it captures the employee voice directly, but managers would need to ensure they act on the feedback to maintain trust withing the workforce.
Overall, people practices can add value at Technivara by improving efficiency, reducing costs, and supporting employee wellbeing. By using measures like turnover analysis and employee surveys, the company would be able to track progress, demonstrate impact, and continue building a stronger and more modern workplace.



Task 2
(AC 2.1) Table 1 shows Technivara's turnover and recruitment data for 2024. Sue has asked you to convert the data into percentage form, for each of the departments, to show:
•	leavers as a % of the total number of employees 
•	vacancies as % of the total number of employees
•	positions filled as a % of the total number of employees 




[bookmark: _MON_1805024370]                                                    







(AC 2.2) When you have completed Table 1, present your findings using a minimum of three different types of diagrammatical forms.










(AC 2.3) Table 2 contains evaluation feedback from 42 employees who attended a recent learning and development activity. Sue would like you to review the feedback and identify patterns, themes or trends that might be occurring and make recommendations based on your findings. 

The following report looks at feedback given by 42 employees after a recent learning and development (L&D) session at Technivara. The goal is to identify any patterns or trends in the feedback and to suggest ways to make future sessions more effective. The survey asked the employees to rate ten statements on a scale of 1–5, where 1 meant strongly agree and 5 strongly disagree. Gathering this type of information is important because it shows how useful the training was and where changes are needed (Kirkpatrick and Kirkpatrick, 2016).
To start, I worked out the average score for each question and looked at how many people picked each option. This helps to show not just the overall results, but also where views were spread out or more mixed (Noe, 2020).


	[bookmark: _Hlk210123492]Question
	1
	2
	3
	4
	5
	Mean

	Learning preferences considered
	10
	0
	18
	14
	0 
	2.86

	Clear objectives provided
	5
	34
	3
	0
	0
	1.95

	Event appropriately structured
	7
	16
	11
	6
	2
	2.52

	Facilitator knowledgeable
	13
	26
	2
	1
	0
	1.79

	Clear explanations provided
	5
	28
	0
	9
	0
	2.31

	Resources of good quality
	0
	36
	6
	0
	0
	2.14

	Engagement through Q&A
	0
	2
	8
	27
	5
	3.83

	Learning outcomes achieved
	4
	1
	4
	18
	15
	3.93

	Learning linked to performance
	2
	4
	24
	11
	1
	3.12

	Knowledge applied in role
	0
	6
	22
	8
	6
	3.33



The three charts below, included alongside the data show the results in different ways (CIPD, 2022).

       Bar Chart: Mean Rating per Question







Stacked Bar Chart: Response Distribution


Pie Chart: Overall Positive vs Neutral vs Negative Perception


[bookmark: _Hlk210138560]The results make it clear that there were some strong positives but also some weak spots. On the positive side, most people felt the facilitator knew the subject well, with a very low average score of 1.79. Objectives were also clear (1.95), and resources were rated as good quality (2.14). This suggests that the session was well organised and that the employees trusted the facilitator’s knowledge (CIPD, 2023).
Engagement was scored a lot lower, with a mean of 3.83 for Q&A. The scores were also very low for learning outcomes (3.93) and applying knowledge at work (3.33). These suggest that while employees valued the training, they were less sure about putting it into practice afterwards (Noe, 2020).
The question about learning preferences (2.86) suggests that not all employees felt the session matched their style of learning. The score for linking learning to performance (3.12) also shows that employees did not always see how the session was personal to their own goals or KPIs.
Overall, the patterns show that the start of the learning cycle did actually work well with clear objectives, a knowledgeable facilitator and good materials, but employees did not feel the later stages like achieving outcomes and applying learning were as strong. This gap links with Kirkpatrick’s evaluation model, where the early levels (reaction and learning) looked positive, but the later levels (behaviour and results) showed weaker results (Kirkpatrick and Kirkpatrick, 2016).
Below are some suggestions for future L&D activities:
Personalise training more – Before the sessions, Technivara could ask employees about their learning styles or needs and then use this information to try to adapt the sessions to these. This would make training feel more relevant and personal (CIPD, 2023).
Make sessions more interactive - Employees want to be more involved. Using group work, case studies or simple interactive tools could improve that engagement. Research shows people learn better when they participate, not just listen (Noe, 2020).
Show how learning links to work - Facilitators should be clear about how the training links to performance targets and daily tasks. Showing real examples of how the skills can be used at work could make the training feel more valuable (CIPD, 2022).
Offer follow-up support - It is important to always follow up training after delivery. Mentoring or refresher sessions could help employees apply what they learned and put in to practice. This would also improve the chance of seeing changes in behaviour and results over time (Kirkpatrick and Kirkpatrick, 2016).
Continue to evaluate - Feedback should not stop once the session ends. Creating a follow-up survey a couple of months later could show Technivara if the training has had a long-term impact. This information would also help improve future sessions (CIPD, 2022).
Connect training to strategy - Training should be designed with clear links to Technivara’s wider business goals. If employees can see how the training helps the company achieve success, they are more likely to see it as worthwhile and have positive outlook on it (CIPD, 2023).
To summarise, employees felt that the session was strong in terms of delivery, knowledge and organisation but not as strong regarding engagement and practical application. There is a clear pattern of strong results at the start of the learning process but weaker outcomes at the application stage.
Making sessions more personalised by making them more interactive, linking them to performance and providing follow-up support, Technivara could address these weaknesses. Continuous evaluation and stronger alignment to company strategy would also help make training more effective and potentially have a bigger impact.
This feedback shows that even though Technivara is delivering training of a good standard, there is room to make it more engaging for staff and for it to be better linked to the workplace needs. With these improvements, future sessions are more likely to bring lasting value for both employees and the organisation.
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Leavers as a Percentage of Department Totals (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 	0.23100000000000001	0.26700000000000002	0.125	0.5	0.26700000000000002	0.22900000000000001	0.5	0.33300000000000002	0.25	0.25	



Vacancies vs. Filled Positions as a Percentage of Department Totals (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	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 	0.308	0.33300000000000002	0.5	0.75	0.4	0.22900000000000001	0.83299999999999996	0.25	0.25	0.41699999999999998	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 	0.115	0.33300000000000002	0.5	0.75	0.4	8.5999999999999993E-2	0.33300000000000002	0.25	0.25	0.16700000000000001	



Share of Total Vacancies by Department (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	Positions vacant 	


















Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	8	5	4	3	6	8	5	3	1	5	
Chart Mean Ratings per Question

Learning preferences considered	
Mean	2.86	Clear objectives provided	
Mean	1.95	Event appropriately structured	
Mean	2.52	Facilitator knowledgeable	
Mean	1.79	Clear explanations provided	
Mean	2.31	Resources of good quality	
Mean	2.14	Engagement through Q	&	A	
Mean	3.83	Learning outcomes achieved	
Mean	3.93	Learning linked to performance	
Mean	3.12	Knowledge applied in role	
Mean	3.33	



Response Distribution per Question

Learning preferences considered	1	2	3	4	5	10	0	18	14	0	Clear objectives provided	1	2	3	4	5	5	34	3	0	0	Event appropriately structured	1	2	3	4	5	7	16	11	6	2	Facilitator knowledgeable	1	2	3	4	5	13	26	2	1	0	Clear explanations provided	1	2	3	4	5	5	28	0	9	0	Resources of good quality	1	2	3	4	5	0	36	6	0	0	Engagement through Q	&	A	1	2	3	4	5	0	2	8	27	5	Learning outcomes achieved	1	2	3	4	5	4	1	4	18	15	Learning linked to performance	1	2	3	4	5	2	4	24	11	1	Knowledge applied in role	1	2	3	4	5	0	6	22	8	6	



Overall Perception of L&D Session


Positive (1-2)	Neutral (3)	Negative (4-5)	0.54	0.2	0.26	

Completed Turnover and Recruitment Q8.xlsx
Sheet1

		Evaluation data from L&D activity for Technivara



				1		2		3		4		5



		 The ratings show represent statements on a scale of 1-5 where:

		1 = fully agree, 2 = agree, 3 = not sure, 4 = disagree, 5 = strongly disagree



		Feedback from 42 employees



		My learning preferences were consider prior the learning activity 		10		0		18		14		0

		On commencement the faciliator provided clear set objectives 		5		34		3		0		0

		The learning event was appropriately structured		7		16		11		6		2

		The faciliator was clearly knolwedgable about the topics 		13		26		2		1		0

		The faciliator provided clear explanation on topics discussed 		5		28		0		9		0

		Resources used were of a good quality		0		36		6		0		0

		I was able to engage with meaningful questioning and answering on topics being discussed 		0		2		8		27		5

		At the end of the session the set learning outcomes were achieved 		4		1		4		18		15

		The learning linked to my performace target		2		4		24		11		1

		I was able to employ the knolwedge skills and behaviours into my working role 		0		6		22		8		6
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Worksheet in C  Users katyl Downloads June 2025 - 5CO02 Evidence-based practice (1).xlsx
Sheet1

		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		23.10%		8		30.80%		3		11.50%



		Offices and Administration		15		4		26.70%		5		33.30%		5		33.30%



		Research and Development		8		1		12.50%		4		50%		4		50%



		Quality control		4		2		50%		3		75%		3		75%



		Dispatch 		15		4		25.70%		6		40%		6		40%



		Engineering 		35		8		22.90%		8		22.90%		3		8.60%



		Casting Department 		6		3		50%		5		83.30%		2		33.30%



		Sales & Marketing 		12		4		33.30%		3		25%		3		25%



		Human Resources 		4		1		25%		1		25%		1		25%



		Design 		12		3		25%		5		41.70%		2		16.70%
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Turnover and recruitment take up.xlsx
Sheet1

		Turnover and recruitment take up for Technivara 2024 



				Total in Department 2024		Positions vacant 

		Audio technical Department		26		8



		Offices and Administration		15		5



		Research and Development		8		4



		Quality control		4		3



		Dispatch 		15		6



		Engineering 		35		8



		Casting Department 		6		5



		Sales & Marketing 		12		3



		Human Resources 		4		1



		Design 		12		5



Share of Total Vacancies by Department (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	Positions vacant 	





































Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	8	5	4	3	6	8	5	3	1	5	
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