
AC 1.1

Barends, Rosseau & Briner (2014) describe evidence-based practise (EBP) as an approach to decision making that combines critical thinking with the best available evidence to be able to make well informed, reliable and fair decisions. In theory the use of EBP makes it less likely that a mistake will be made such as basing a decision on incorrect, poorly sourced information or subjective opinions, while also adding credibility and justifications to decisions. This is particularly relevant for Technivara where their people practises are outdated, paper based and have been unchanged for a long time, increasing the risk of decisions being made based on assumptions rather than correct and reliable data.
The CIPD explains EBP as a 6-step process: Asking, acquiring, appraising, aggregating, applying and assessing. This approach in decision making would therefore involve asking the right questions, acquiring evidence, assessing the quality of the evidence, applying it in practice, evaluating outcomes and refining future actions. It is useful as it provides a clear structure for decision-making and encourages reviewing future actions also. This contrasts with Technivaras approach which has not been changed or reviewed regularly. 
Woodhams and Perkins (2022) argues that ‘evidence-based decision making will help to reduce errors that are caused by poorly substantiated or ill-founded judgements.’ EBP is valuable to organisations because it encourages the use of multiple types of evidence including organisational data, academic research, professional experience and stakeholder views which helps to identify bias and provides strong justification and confidence in decisions. 
However, evidence-based practise does also have some limitations. Good quality data might not always be available, especially in an organisation like Technivara that relies on paper records. People practitioners might also lack the time and skills needed to be able to analyse the available data. It can sometimes also be difficult for academic research to fit some organisations. 
One area where Technivara could use EBP is in recruitment. Using the CIPDs 6-step model they could start by clearly identifying the problem, for example, improving their hiring quality. They could then gather evidence such as turnover rates and new hire experience. They could then apply structured interviews and evidence-based assessments. This could improve their recruitment process by improving hiring decisions and reducing the risk of bias influencing outcomes. This could then also be reviewed and improved over time. 
Another example of how EBP can be used by Technivara is for staff retention. The CIPD explains how evidence-based practise supports this by using reliable data such as confidential exit interviews and surveys to explain why people choose to leave their employment. By applying EBP in this way Technivara could combine people data such as absence rates, engagement survey results and exit interview feedback with employee views and manager insight. This would help Technivara to understand the reasons behind turnover.


AC 1.2 

Using evidence-based practise will help Technivara to move away from relying on intuition and 
tradition and more towards factual data to help them in their decision making and to help them 
to identify their challenges and opportunities.
A SWOT analysis is an effective analysis tool that focuses on examining an Organisations 
Strengths, Weaknesses, Opportunities and Threats, both internally and externally (Mullins & 
Rees, 2023). If Technivara carried out a SWOT analysis its strengths might include strong 
market presence, long term growth and experienced leaders, while weaknesses might include 
factors such as outdated people practises and paper based record keeping. Technivaras 
opportunities could include digitalising HR practises, improving workforce records and data 
analytics. Threats to Technivara could include business competition, shortage of skill set or 
poor recruitment and retention practises. 
The advantage of carrying out a SWOT analysis is that it is a simple tool to use that will provide 
clear, visual and easy to communicate and understand, which would be ideal for engaging Bill 
and the board, who might be resistant to more complex analytics presented to them. It would 
encourage strategic thinking and would highlight areas were improvement is required. 
However, a SWOT analysis relies heavily on the quality of information put into it, it also doesn’t 
provide any solutions on its own so would ideally need to be used alongside other methods. 
Other analysis tools that could be used alongside a SWOT analysis could include a PESTLE 
analysis to explore external factors in more detail or a cause-and-effect analysis, which 
according to the CIPD (2025) could help in understanding broad, long term trends, while a 
balanced scorecard can be used to link people practices to business performance and 
measure success.
An appropriate analysis method for Technivara to use would be conducting interviews which would provide Technivara with in depth in sight into employee experience. These could be structured interviews between employees, leaders and the people team and could cover topics that would identify knowledge and capability gaps, process concerns and attitudes to change, while exit interviews would provide insight into reasons for turnover. This approach could work well for Technivara where views might not be captured through data alone, as explained by Woodhams and Grahams (2022) interviews are used to listen to and understand the response, therefore the advantages of interviews include being able to explore the detail of complex issues. It’s a flexible approach that could uncover information that Technivara does not have readily available on its outdated systems. The disadvantage of this approach is that it can be time consuming and there is a risk of bias being captured. Findings might also be difficult to communicate without any supporting data. Other methods could be used to complement this method and provide further data such as employee surveys, questionnaires and organisational metrics that measure things like turnover and attendance. 


AC 1.3

The CIPD describes critical thinking as the ability to think clearly and independently, to 
question ideas and arguments and to use available evidence to reach conclusions (Howlett 
CIPD podcast). This is particularly important at Technivara where long standing and 
outdated practises risk decisions being made without supportive data and anything to 
challenge or justify decisions. One key principle of critical thinking is objective and rational 
thinking. This means assessing information with logic and fairness rather than for allowing 
for personal opinions, views and emotions to influence decisions. 
At Technivara, this could include assessing whether existing paper-based people practises 
support good decision making rather than assuming that they are an effective method just 
because it’s “how things have always been done” (CIPD podcast). In my role as a Team 
Manager, I apply this approach when deciding whether there is a case to answer in a 
misconduct investigation. I focus on factual evidence, such as witness statements, time
records and CCTV footage, this guides me to make a decision that is based on factual 
evidence rather than on personal opinions about the individual involved.
Another principle of critical thinking is questioning and checking the validity of sources and 
evidence, it requires asking where information has come from, if it is accurate and whether 
it is current. The CIPD podcast emphasises that evidence-based practise depends on 
asking good questions and challenging unsupported opinions (Howlett CIPD podcast). For 
Technivara this would mean relying on accurate people data such as absence rates rather 
than personal opinions. In investigations I ensure that evidence is credible and consistent, 
questioning anything that is unclear and checking whether personal accounts align with 
documented facts.
Being aware of bias, both conscious and unconscious, is also very important. As discussed 
in the CIPD podcast personal relationships, past experiences and stereotypes can cloud 
judgement if not well managed. At Technivara bias could affect decisions about  
performance or promotion, for example.  In my investigations I remain aware of my own 
assumptions and ensure all employees are treated consistently regardless of their role or 
how familiar they are to me. 
Critical thinking also involves distinguishing between fact and opinion and being aware of 
possible personal agendas and ‘fake news’. Its important to be aware that some 
information may be exaggerated or incomplete to influence a decision a certain way. I avoid 
taking information at face value by probing further and seeking corroboration for allegations 
through witness accounts. This is especially important when managing complex situations 
where facts may appear unclear and emotions may be high. 
Finally, triangulation and testing conclusions strengthen decision making. This means 
comparing multiple sources of evidence before reaching a conclusion. Tim Coburn noted in 
the CIPD podcast that critical thinking is most effective when combined with collective and 
evidence based approaches. In misconduct cases, I triangulate evidence from different 
witnesses and records before deciding whether a formal hearing is justified. Similarly, 
Technivara can improve decision making by combining their available data with 
professional judgement and employee in sight to support evidence-based people 
practices.


AC 1.4

Two effective decision-making processes that could be used by Technivara are De Bonos 
Six Thinking Hats and John Adairs Decision Making Model. Both of these approaches would 
reduce the risk of poor decisions by encouraging balanced thinking and use of evidence in 
making decisions.
Taylor and Woodhams explain how De Bonos Six Hats is a decision making process that 
encourages the decision maker to look at an issue from lots of different angles. Each hat 
represents a different perspective. The white hat represents facts and data, red is feelings 
and intuition, black is risk and problems, yellow is benefits and opportunities, green is 
creativity and alternatives, and the blue hat represents process and control. At Technivara 
this model could be used to review their out dated paper based HR systems.  For example, 
the white hat would highlight evidence such as absence rates and turnover rates. The black 
hat would explore the risks of not modernising such as resource risks, the yellow hat would 
highlight benefits such as efficiency and decision making. This approach would help to 
provide Technivara with a really clear and balanced view of what needs to change and why, 
based on evidence and the risks of not implementing the changes needed, while also 
reducing the risk of bias.
Another approach they could use is John Adairs Decision Making Model. Adair (2022) 
suggests that a decision process should follow a set sequence; Define the objective, 
collect relevant information, generate options, make the decision and then implement and 
evaluate. This approach could work well for Technivara for issues such as workforce 
planning.  For example, Sue could define the problem as a lack of reliable people data, the 
information gathered to provide evidence for this could be employee records, performance 
outcomes and any bench marking records. Possible solutions to this problem could be 
digitalising HR systems to allow data analysis, for example, evaluating candidates to find 
the best fit. The final review stage would then support Technivara to continuously improve 
their workforce planning processes. 


AC 1.5

Ethical decision making is important for effective people management. At Technivara, as the business grows and expands, their reliance on old fashioned paper-based HR systems increases the risk of inconsistent and biased decisions made with a lack of evidence to support the decision. The CIPD (2025) believes that the success of an organisation is built on trust between employees, customers, suppliers and the community. Two ethical perspectives that can help to inform and improve decision making are utilitarianism and deontology. Each offers a different approach to deciding what is right and wrong but can help to guide leadership and people practitioners when dealing with ethical dilemmas. 
Utilitarianism, according to Mullins & Rees (2023), ‘seeks to maximise the net happiness for everyone affected by a particular action’, it focuses on decisions that produce the greatest good for the greatest amount of people. At Technivara, this could be used to make decisions that affect many employees. For example, if Technivara need to introduce new digital HR systems, utilitarian thinking might excuse the short term disruptions and the cost to the business as the majority of employees would benefit from the changes in the long term as their processes would become fairer, more transparent and faster. From a people management point of view, utilitarianism supports data driven decision making such as performance data to allocate training budgets where it will have the biggest impact. The downside of this kind of approach is that making a decision that serves the majority of employees will risk a minority of employees feeling as if they are being treated differently and this has the potential to affect the equality and fairness of decisions.
Unlike utilitarianism, Deontology focuses on duties and behaviour rather than consequences (Taylor and Woodhams, 2022). Deontology focuses on what is right and what is wrong and decisions are considered ethical if they follow agreed rules and respect individuals’ rights. At technivara deontology would support treating employees consistently and fairly, regardless of the consequences. For example, when looking at performance management, leaders would be required to follow clear procedures, provide honest feedback and ensure everyone is treated equally. So even if dismissing an under performing employee would improve team productivity, a deontology approach would ensure that the process was fair, transparent and respectful.
The CIPD (2024) highlight the importance of ethical values in an organisation. These values, such as honesty, fairness, democracy, religion and equality influence how these approaches are applied. Honesty requires leaders to communicate decisions openly, while fairness and equality would mean an unbiased processes. Democracy encourages employee voice and consultation while religious and personal beliefs can also shape decisions, for example, when accommodating religious holidays ethical people management ensures that these beliefs are respected without disadvantaging others.
Different ethical perspectives can lead to different decisions. For example, a utilitarian leader may prioritise restructuring roles to improve efficiency while a deontological leader might delay implementing changes until a thorough consultation has taken place. These also influence organisational culture and influence leadership style. Using both of these perspectives together could help Technivara to make balanced evidence based people decisions while embedding ethics into their people practises would support both business results and growth while also supporting fairness and a positive trust based culture.   


AC 3.1

One financial way that Technivara could measure their performance is through Key performance Indicators (KPIs). Financial KPIs, according to Harvard business school online (2020), are metrics used to track, measure and analyse the financial health of a company’. These measures may include revenue growth, profit margins, cost per unit or return on investment and would help the business to understand that how well it is performing financially, whether the business is growing and whether growth is sustainable. An advantage of KPIs is that they are objective, measurable and easy to understand and track over time allowing for any trends and problems to be easily identified. They can also support accountability as managers and teams can clearly see targets and outcomes. However, KPIs for measuring finances also has some limitations. They tend to focus on short term results and therefore may encourage cost cutting at the expense of people and quality. In my experience at my organisation the disadvantage of using KPIs is that they do not explain why performance is improving or declining and can overlook important factors such as cash flow analysis, profit and loss accounts and productivity measures, it also overlooks human factors, for example a decline in performance could be a temporary result due to high absence.
A non-financial way Technivara could measure performance is through customer satisfaction results. Commonly used in customer facing organisations such as Marks & Spencer, who collate customer profile data and complaint data in order to forecast future sales and identify opportunities and risks. An advantage of this approach is that it would provide insight into what customers think of Technivaras products and services which would help them identify risks and opportunities and also help them to protect their brand and reputation. The limitation of this approach is that this data is subjective, influenced by customers expectations and can also be influenced by thing beyond Technivaras control. A low response rate would also not provide a clear picture of overall customer satisfaction. Technivara could use a balanced scorecard which would combine financial and non financial measures to manage risk and measure success. As a private sector organisation, Technivaras focus might be more of profitability and growth in contrast to a public sector company that might tend to focus more on service quality, value for money and compliance (Business case studies 2024). Using both financial and non-financial measure together would allow Technivara to make more balanced evidence-based decisions and support sustainable growth. 


AC 3.2

People practises add value when they actively support organisations goals, improve decision making and improve performance for both the business, its employees, stake holders, shareholders and surrounding community (Taylor & Woodhams, 2022). At Technivara, effective people practises are particularly important as the organisation expands. At the moment, its people practises are mostly paper based and lack reliable data which will increase the risk of poor decision making. By adopting more evidence based and modern people practises Technivara can improve efficiency, reduce risks and support its long term plans for growth. 
Adding value through people practises means ensuring that people related activities such as recruitment and performance management contribute positively to organisational outcomes. People practices in organisations add value by aligning business goals with talent management to lead to better performance, higher productivity, improved employee engagement and stronger organisational capability (Cassidy 2022). For Technivarathis could include attracting skilled workers, reducing employee turnover, improving its workforce planning and ensuring that the business has the right skills to support its expansion. 
Measuring the impact of people policies helps to check whether objectives are being met, identify gaps or risks, justify investment in people initiatives and support evidence based decision making and ultimately understand if they are adding value (Woodhams and Perkins 2022) Two key methods that could be used by Technivara are Return on Investment (ROI) and Cost Benefit Analysis (CBA).
CIPD (2024) describe return on investment as ‘a calculation of the benefits realised as a result of investing in a people programme’. This focuses on comparing the financial return of a people initiative against its cost. For example, if Technivara invests in a new learning and development programme ROI could be measured by comparing the cost of training with improvements in productivity, quality or reduced error rates. In the short term ROI can show quick wins such as reduced recruitment costs or improved performance. In the long term it could demonstrate how people practises contribute to sustained growth, innovation and competitiveness. A limitation of ROI is that not all benefits such as employee morale or engagement are easy to quantify financially.
CBA looks at the estimated cost and benefits of a decision to decide whether or not it adds value to the business (Tim Stobierski 2019). Direct benefits might include reduced absence or lower employee turnover, while indirect benefits could include improved employee engagement, better decision making and enhanced employer reputation. For example, introducing a digital HR system might involve up front costs but would deliver long term savings through increased efficiency, better data and would reduce admin time. CBA is valuable because it provides a broader view than ROI, though it can be more time consuming and relies on accurate data.
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	Turnover and recruitment take up for Technivara 2024 

	
	

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

	Audio technical Department
	26
	6
	23%
	8
	31%
	3
	12%
	

	 
	
 
	 
	 
	 
	 
	 
	 
	

	Offices and Administration
	15
	4
	27%
	5
	33%
	5
	33%
	

	
 
	 
	 
	 
	 
	 
	 
	 
	

	Research and Development
	8
	1
	13%
	4
	50%
	4
	50%
	

	
 
	 
	 
	 
	 
	 
	 
	 
	

	Quality control

	4
	2
	50%
	3
	75%
	3
	75%
	

	
 
	 
	 
	 
	 
	 
	 
	 
	

	Dispatch
 
	15
	4
	27%
	6
	40%
	6
	40%
	

	
 
	 
	 
	 
	 
	 
	 
	 
	

	Engineering
 
	35
	8
	23%
	8
	23%
	3
	9%
	

	
 
	 
	 
	 
	 
	 
	 
	 
	

	Casting Department 
	6
	3
	50%
	5
	83%
	2
	33%
	

	 


	 
	 
	 
	 
	 
	 
	 
	

	Sales & Marketing 
	12
	4
	33%
	3
	25%
	3
	25%
	

	 

	 
	 
	 
	 
	 
	 
	 
	

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

	 

	 
	 
	 
	 
	 
	 
	 
	

	Design 

	12
	3
	25%
	5
	42%
	2
	17%
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AC 2.3
The key patterns and themes that emerge from this feedback highlights both the strengths of the learning sessions and the areas where improvements need to be made. Overall, the positive responses indicate that employee confidence in the facilitators delivery of the sessions is high with a high proportion of employees agreeing or strongly agreeing with statements around how the session was delivered.
Specifically, 93% of employees felt that on commencement the facilitator provided a clear set objectives and that the facilitator was clearly knowledgeable about the topics, while 79% answered that the facilitator provided clear explanations of topics discussed and 86% felt that the resources were of a good quality. This indicates a high level of trust in the facilitator’s confidence, knowledge and their style of delivering the learning session. These responses also indicate that the employees understand the content. This provides a good solid foundation to be built upon.
However, despite the positive feedback, when looking at the opportunities within the data the biggest areas for improvement centre around engagement, relevance and application of learning. Taylor and Woodhams (2022) recommend that to make a presentation effective the facilitator should first learn about the audiences needs, knowledge levels and preferences to be able to tailor the message appropriately. Additionally, they suggest setting clear objectives for the presentation, considering what impact it should have on the audience and emphasising the relevance of the content to their roles. 
The most notable concern is that 79% felt that by the end of the session the set learning outcomes were not achieved. This suggests that while the session was well delivered it didn’t translate into meaningful outcomes for the majority of learners. This is supported by other results. Only 24% or employees felt that their learning preferences were considered prior to the activity and just 14% felt that the learning linked to their performance targets. In addition, 76% of respondents felt that they were unable to engage with meaningful questioning and answering on the topics being discussed during the session. 
The data also highlights a clear issue with work place application. Only 14% of employees agreed that they were able to employ the knowledge, skills and behaviour from the learning session into their working roles. This reinforces the conclusion that although the sessions were well received in terms of delivery and that employees understood the content, it failed to lead to any behaviour change or had any meaningful impact for the majority or participants.  
In summary, this data suggests that the learners liked the session, the facilitator was clear and the resources used were good, but learners didn’t feel that the learning was relevant enough to their individual roles or performance targets. As a result, learners struggled to engage meaningfully during the session and later failed to apply the learning in practice, resulting in the objectives of the learning session not being achieved for the majority of learners.
The first and most impactful recommendation would be to carry out a learning needs analysis to understand the needs of both learners and the organisation (CIPD 2025) and based on these findings redesign the session content to be more clearly role specific and more focused on outcomes following the session.  This can be achieved without significantly extending the session by explicitly linking topics to day to day tasks and performance targets. For example, facilitators could highlight how the learning links to the outcomes specifically throughout the learning session by directly addressing questions such as ‘what will this change in your day to day role?’, ‘how will this support your performance targets?’. By building in practical real life examples and reflective questions such as ‘what will you do differently tomorrow?’ this will help the learners to connect the learning to their roles and would also improve engagement and encourage participation while giving the participants more ownership over how they apply their learning once the session is over. This offers a really strong return on investment as it addresses multiple low scoring areas at once while requiring minimal additional direct cost or resources. The risks of not implementing these changes are a decrease in employee engagement and a decrease in the return on investment. If employees feel that the learning is irrelevant to them they are less likely to apply it to their roles which will result in wasted resources and would decrease motivation. Without aligning the learning outcomes to performance targets the business won’t see the expected improvements in employee output or behaviour.
The second most beneficial recommendation to improve the outcomes from the learning session would be to introduce a follow up discussion in the form of a one to one session either as a stand alone session or included as part of regular catch ups. According to the CIPD ‘most learning theorists agree that reflections is essential for embedding new knowledge, skills or behaviours. Therefore, any learning intervention should include space for reflection.’ (CIPD 2025) Follow up support would help to focus on creating a short action plan, discussing how the learning is being applied and would encourage continued reflection and ownership of application of learning, as the CIPD explains ‘the most effective learning takes place when individuals are face with a real problem to solve’ (CIPD 2025). This will bridge the gap between learning and performance in real time, make the outcomes from the learning session visible and increase engagement. It is also possible that learners may be overlooking how they are already applying the learning and this will help them to recognise where they are applying it and what opportunities they have to be able to apply the learning. The return on investment for this is strong as it is a very low cost option as it can be integrated into already existing meetings. The indirect cost would be slightly higher as there is some cost to the resource to be able to invest the time in follow up discussions, however the return on this investment would outweigh this cost, especially in the long term. By continuously improving the impact of the learning outcomes over time and linking the learning to performance the benefits can be felt for a long time after the learning session. Failure of implementing this change this could result in the failure of applying any knowledge and skills learned during the training and would also reduce the long term impact of behaviour changes and performance improvements. 
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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 	0.23	0.27	0.13	0.5	0.27	0.23	0.5	0.33	0.25	0.25	

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 	0.23	0.27	0.13	0.5	0.27	0.23	0.5	0.33	0.25	0.25	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	Vacancies as a % against total in each Department	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	0.31	0.33	0.5	0.75	0.4	0.23	0.83	0.25	0.25	0.42	Positions filled 	Audio technical Department	Offices and Administration	Research and Development	Quality control	Dispatch 	Engineering 	Casting Department 	Sales 	&	 Marketing 	Human Resources 	Design 	3	5	4	3	6	3	2	3	1	2	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 	0.12	0.33	0.5	0.75	0.4	0.09	0.33	0.25	0.25	0.17	



Positions filled as a % of total in each Department

Audio technical Department	Positions filled as a % of total in each Department	0.12	Offices and Administration	Positions filled as a % of total in each Department	0.33	Research and Development	Positions filled as a % of total in each Department	0.5	Quality control	Positions filled as a % of total in each Department	0.75	Dispatch 	Positions filled as a % of total in each Department	0.4	Engineering 	Positions filled as a % of total in each Department	0.09	Casting Department 	Positions filled as a % of total in each Department	0.33	Sales 	&	 Marketing 	Positions filled as a % of total in each Department	0.25	Human Resources 	Positions filled as a % of total in each Department	0.25	Design 	Positions filled as a % of total in each Department	0.17	
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