Part One
AC 1.1 
Evidence based practice (EBP) is systematic approach to decision making which uses reliable data to inform decisions, minimising reliance on fads and bias (CIPD, 2025). EBP uses four sources of data for evidence, organisational evidence including metrics and perceptions of culture, scientific evidence including academic research, stakeholder evidence including interviews and focus groups and professional judgment including expertise and knowledge of leaders and managers based on their reflection of past activities (Rousseau & Have, 2022). This enables managers to consider problems and their impact supported by qualitative and quantitative data across various sources to develop more effective solutions and build employee trust (Rousseau & Have, 2022). The CIPD six-step model provides a structured method for gathering and applying evidence from these sources, shown in Figure 1. 
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Figure 1: 6 Steps (CIPD, 2025)
Using the six steps supports organisations in incorporating evidence into practice, maximising its value (Chowdhury, Hossain & Rahman, 2026). EBP is beneficial for Technivara as reliance on paper-driven processes limits available data and offers and increased susceptibility to bias compared to digital driven data which encourages diversity and informed insights that align decision making with strategy (Tessema, Yang & Chen, 2025). Furthermore, EBP supports risk mitigation by helping organisations anticipate future challenges which is critical for Technivara’s expansion (Briner, 2024).  
However, successful implementation requires digital investment and analytical skills, and so Technivara’s resistance to change may create a barrier (CEBMA, 2026).
One area EBP could be implemented at Technivara is pay and reward. Armstrong, Brown & Reilly, 2011) explain how pay and reward add value to businesses, however often offered benefits misalign with employee needs. To overcome this, alongside academic research on employee motivation, Technivara could acquire data through employee feedback, turnover, and engagement (Hacking HR, 2024). Aggregating this data allows trends to be identified, such as differing reward priorities amongst age groups and roles, enabling the creation of a total rewards program (Hacking HR, 2024). However, pay and reward are influenced by organisational culture and strategy and so these must align and fit regardless of feedback suggestion received (Armstrong, Brown & Reilly, 2011). 
Another area for applying EBP is training and development. Omoigui (2022) explains that 99% of employees have seen a training plan that was ineffective, with organisations justifying it as established practice. Technivara’s avoidance of change can make this a risk. Elugbaju, Okeke, & Alabi (2024) explain how data-driven businesses create tailored employee development plans and strong talent pools. Analysis of external trends and forecasts allow for identification of skills gaps, ensuring Technivara remain competitive during growth (Elugbaju, Okeke, & Alabi, 2024). Braun et al. (2025) explain how quickly external markets change, widening skills gaps and creating the need for rapid adaptability. Technivara should consider the time-consuming element of EBP which may be less favourable under pressure (Pitsillidou, Noula, Roupa & Farmakas, 2023).













AC 1.2 

One analysis tool that Technivara may apply to recognise and diagnose issues, challenges and opportunities is PESTLE analysis. This tool analyses the external market for political, economic, social, technological, legal and environmental factors to understand trends and aid business planning (CIPD 2021). Technivara has benefited from long term growth and is now at a turning point of moving away from paper-based processes and introducing new technologies to support EBP, making external analysis critical to locate and exploit opportunities (CIPD, 2021). The use of PESTLE for Technivara could demonstrate the availability of HR software to extract workforce data, with the HR and Payroll market set to grow 4.5% between 2025 and 2026 (Business Money, 2025). This highlights their outdated paper driven processes and provides opportunities to align with modern data driven HR practice. An analysis of social factors may highlight challenges such as employee desire for greater flexibility with 77% employees valuing flexible working over pay increases (Mayne, 2024). This trend may clash with Technivara’s traditionally run business, highlighting to the people practice team the need to implement flexibility policies to ensure employee engagement and promote expansion. While PESTLE can identify risks, opportunities and assist in business planning, it can result in misleading results as it treats each factor separately, not accounting for how they are interdependent (Ramsudeen, 2025). Furthermore, PESTLE relies heavily on qualitative data and so Technivara should combine this with metric data to ensure an evidence-based approach to designing solutions (Karadzhov & Patarchanova, 2025). 
Technivara could use semi-structured employee interviews as an analysis method to collect qualitative internal findings. Semi-structured interviews allow employees to share their views, with research arguing it provides greater depth and context than quantitative data (Dunwoodie,Macaulay & Newman, 2023).  By conducting interviews, Sue can better understand employee thoughts on organisational structure and processes, gain insight into motivation levels and compare employee’s readiness for change compared to Bill’s. Presenting this data to Bill and other senior leaders can encourage Technivara to become more data driven and strengthen people practices. One benefit of semi-structured interviews is their flexibility as they are not fixed in structure like questionnaires and so the interviewer can adjust interview questions based on respondent answers (Xu, Wang & Qian, 2025). Interviews also increase the likelihood of complete responses compared to online methods, maximising analysis (Monday, 2020). However, interviewer attributes such as job role or values may impact respondent’s answers and so insights may lack depth or truthfulness, highlighting the importance of a neutral interviewer (Xu, Wang & Qian, 2025). Lastly, semi-structured interviews require greater interviewer skill to probe further questions and avoid bias (McLeod, 2024). By combining the external findings from PESTLE with the internal data from semi-structured interviews, Technivara has a comprehensive set of qualitative data which can be used to drive planned expansion. 


























AC 1.3 
Critical thinking is a reflective process which enables people professionals to have a greater understanding of information through deeper analysis and objective evaluation, reducing cognitive bias and resulting in production of logical solutions (Dwyer, 2023). This is a beneficial approach for Technivara where there is reliance on traditional processes and limited data because it ensures people practice decisions are made using the best evidence instead of habit. 
One principle of critical thinking is the validity of sources and evidence. Digitalisation has made an infinite amount of information readily available, allowing anyone to post content, resulting in fake news or inaccurate data (Van Zyl, Turpin & Mattee, 2020). Therefore, people practitioners must ensure data they use to make decisions is correct and valid. Tools such as the CRAAP method can assess the creditability, relevance, authority, accuracy and purpose of information and data to ensure sources and evidence can be trusted (Esparrago-Kalidas, 2021). Due to limited data in Technivara, ensuring validity of evidence is crucial to avoid poor decisions based on weak data. 
Another principle is objective rational thinking which evaluates information logically by considering alternative perspectives, being open to change if the data suggests differently and weighing benefits and limitations of options (Bandal, 2023). This is beneficial for Sue when assessing the practicality of current processes and potential of implementing new people practices as it allows her to weigh up multiple options in a structured way, minimising familiarity-based choices. 
A final principle is the awareness of bias which can occur both consciously and unconsciously making it difficult to mitigate leading to filtered and influenced decision making (Smith & Peloghitis, 2023). The awareness of bias enables individuals to better understand other perspectives, creating fairer judgement and more informed decisions (OR Briefings, 2026). This is relevant to Technivara were long standing traditions shape perceptions. 
Applying critical feedback to one’s own ideas would use a data driven approach to ensure decisions are based on reputable information and facts, avoiding social media and news outlets which fuel fake news and fads (Marr, 2022). Furthermore, triangulation can ensure multiple sources of data are considered such as quantitative metrics and feedback to ensure accurate decisions (CIPD, 2022) For Technivara, one could use feedback from managers to understand how efficient they find the HR team and pull data such as average time taken to complete tasks to present the need for change to Bill 
Applying critical thinking to other’s ideas allows individuals to question credibility, recognise bias and challenge assumptions to promote an open and rational conversation (Deschamps, 2024). Sue can apply this to Bill when presenting proposed changes to better understand and recognise Bill’s bias of historical operations and encourage a debate to support more open and evidence-based discussions. 


























AC 1.4 
A decision-making process to ensure an effective outcome for Technivara is Edward de Bono’s Six Thinking Hats, whereby a group of individuals mentally wear a different coloured hat with each hat representing a different perspective and thought process allowing for consideration of all possibilities and comprehensive analysis (De Bono, 2026). The six hats are White for facts, Yellow for optimism, Black for risks, Red for emotion and intuition, Green for creativity and Blue to manage the process (De Bono, 2026). By splitting a decision into six different modes of thought, individuals can create a well-rounded solution underpinned by informed decision making which offers a broad and comprehensive view of the issue, helping to identify threats or gaps before action is implemented (Gupta & Bodhankar, 2023). Sue could use this to present her case to improve current people practice. For example, the White hat uses data from employee feedback and PESTLE analysis to display the facts. The yellow hat showcases the benefits of updated people systems such as greater availability of data for decision making. The Black hat identifies the risk such as cost of implementing new systems and resistance to change. The Green hat enables Sue to consider all possibilities, such as use of automation or personalised software. By using the Six Hats, Sue can foster collaboration, encourage dialogue and reduce conflict ensuring an evidence-based solution to the People Practice Team (Serrat, 2017).

Another decision-making process is Action Learning which is an interactive approach were individuals tackle real organisational problems, take meaningful actions and learn by solving them. This promotes deeper understanding by actively involving individuals in problem solving and decision making. By addressing real problems, individuals can exercise critical thinking and build valuable skills (Routledge, 2024). Technivara could participate in Action Learning to move from a paper-based to digital systems. The HR team could group with other functions such as IT and line managers to test a new HR system and identify requirements such as improved absence management or appraisals. Involving other departments allows for outcomes to be reviewed and reflected upon to ensure the new system is refined before rolling out. Sue has identified the need for change which may face resistance in an archaic environment, however, a cross functional approach to action learning allows employees to adapt by envisioning the new change, increasing their openness (Young, 2025). Combining Six Thinking Hats and Action Learning enables Sue to take an evidence-based approach allowing Technivara to modernise the People Practice function, mitigate resistance to change and deliver and improved processes that align with company growth.  


AC 1.5 
Ethical perspectives are key to effective people practice decision making, especially when modernising established practices like Technivara. People Practice decision making should be guided by the CIPD Code of Conduct which includes positive impact on working lives, civic virtue and stewardship, good character, professional service and personal responsibility (CIPD, 2026). One influential ethical perspective is utilitarianism which suggests the correct decision is one which benefits the greatest number of people (Naithani & Goyal, 2022). At Technivara, a utilitarian approach to decision making could allow for modernisation of people practice processes, however, ethical issues may arise if this negatively impacts employees for example changing or making job roles redundant due to digitalisation and enhanced efficiency. In this event, a utilitarian perspective would prioritise the solution for the greater good and so digitalisation to enhance efficiency and growth would outweigh a small number of job role impacts (Mishra, Newey & Spee, 2024). A common task in People Practice is managing underperforming teams, especially when a business such as Technivara is focussing on growth.Research shows that underperforming employees leads to revenue leaks and employee engagement (Brandt, 2024). Therefore, a utilitarian leader may be more inclined to take disciplinary action even if it conflicts with an individual’s support needs as it does not always concern with justice, only the option that benefits the majority (Olanipekun & Jayeoba, 2021). Utilitarianism promotes an outcome driven leadership style; however, it requires employee trust and communication to ensure elements of the CIPD Code of Conduct such as positive impact on working lives and good character is followed.  While designed for the greater good, it carries risks as individual employee wellbeing is overlooked, questioning fairness and reducing morale (Leontis, 2025). 

Another ethical perspective that contrasts with Utilitarianism is Deontology. This perspective focuses on moral duties, rules, individual rights and neglects the consequences of individual actions (Barrow & Khandhar, 2023). Deontology could challenge the hierarchical and traditional leadership style from Bill as the perspective emphasises fairness and respect, for example through greater transparency and involvement of employees during periods of change and growth. Under Deontology, this fairness is the right thing to do regardless of if quicker decisions would generate faster organisational results. Furthermore, if Technivara collect employee data to argue the need for digital HR systems, a deontological perspective would emphasise privacy of personal information and ensure it is only used for the intended purpose, even if data was useful in other organisational areas (Naithani & Goyal, 2022).  In terms of performance management, Deontology would favour coaching and support to under performers with disciplinary action only required if integrity is questioned such as falsifying expenses, not to achieve organisational efficiency (VQ Solutions, 2025). One benefit is employees may feel more motivated by leadership that fosters respect and equality. However, while compliance of rules such as honesty set moral minimums, it may produce worse results than alternative actions if followed too strongly (Marcus & Hargrave, 2021). 
























AC 3.1
Organisational performance is a combination of financial and non-financial indicators that measure how well an organisation has achieved its goals (Singh, Darwish & Potočnik, 2016). One measure Technivara could use to assess financial performance is cash flow which measures cash and cash equivalents move in and out of a business to determine liquidity (Sunday & Nsentip, 2025). Strong cash flow is particularly important for private sector companies such as Technivara who often rely on bank finance and investments (Liu & Skerratt, 2025). JP Morgan (2026) explains how monitoring cash flow can assess if current activities such as product development are generating strong liquidity to help fund further expansion and identify areas for improvement. This could be beneficial for Technivara, not only to see if they are producing liquidity for growth, but because cash flow can identify inefficiencies, such as late payments due to manual record keeping, further strengthening the need for a modern approach (GOV UK, 2024). Lastly, cash flow provides a reliable indicator of a firm’s financial performance compared to accrual-based earnings, allowing future profitability, expected performance and risk to be analysed (Ferri et al. 2020). While beneficial, cash flow requires every cash transaction to be tracked closely, making it difficult for larger organisations, time consuming and increased risk of human error (Embat, 2024).

In contrast, a measure of non-financial performance is the Balanced Scorecard (BSC) which allows managers to evaluate non-financial performance against four perspectives, financial, customer views, internal processes and learning and growth (Tawse & Tabesh, 2023). Using the BSC would enable Technivara to conduct a holistic, data driven approach to performance, moving away from archaic processes and moving towards a modern thinking workplace. Larsson, Ratnayake & Samarakoon (2025) explain the importance of engineering organisations adopting the BSC as financial data is often prioritised over human elements and quality of processes and so the BSC allows employees to better align day-to-day operations and overall strategy. An advantage of the BSC is alignment through ensuring the organisation understands the business model and works towards the same goals. Integrating financial and non-financial BSC measures allows organisations to compare plans with outcomes, share insights and drive continuous improvement (Das, 2019). However, the BSC can be complex and time-consuming meaning employees may need training to implement it correctly, creating additional costs. Furthermore, it is a not a complete picture as it neglects factors such as the external environment which ultimately have an impact on an organisations position and performance within the market (Yawson & Paros,


AC 3.2
People practices add value to organisations through aligning people and capabilities to long term organisational goals, driving stronger workforce planning, sustaining growth and maintaining engaged employees (Hacking HR, 2025). Arora, Malhotra & Ruhil (2024) explain how the alignment of People Practice to organisational objectives improves performance, thus adding value to intangible outcomes such as higher engagement and strong culture and tangible outcomes such as higher profitability and retention rates. In relation to Technivara, updating paper-based systems allow for the introduction of modern systems and evidence-based practices which align workforce capability and the organisational goal of growth by using data to inform employment, development and performance decisions, resulting in improved performance and long-term growth (McCartney & Fu, 2022). 
Another way People Practice could add value to Technivara is through improved employee engagement and commitment. People Practice can improve engagement through promoting employee voice, establishing wellbeing programmes and training (CIDP, 2025). Urbini et al. (2021) explain how People Practice is viewed as a resource to ensure good quality working conditions enabling employees to feel more involved, creating a positive workplace mindset. Technivara could add value by modernising HR processes that strengthen onboarding and reward performance, fostering employee motivation and business growth.
One effective method to measure the impact of the People Practices is Return on Investment (ROI). ROI calculates profitability of an investment using the monetary value of the investment’s benefits against its cost to see if the decision was justified (Armstrong & Taylor, 2014).  Research shows that using an ROI approach to HR system implementation helps business such as Technivara to evaluate their impact and make evidenced based decision of value relative to investment cost (Chalutz Ben-Gal , 2019). Therefore, Technivara could use reduced absence data, streamlined ecruitment or onboarding costs minus the implementation and running costs of a new system to measure it’s value and ROI. Another method to capture value is measuring employee thoughts via surveys. Power (2024) explains how engaged employees increase profitability by 23%. Therefore, gathering employee feedback gains insight into how motivated and committed staff are, which act as an important link between people practice and organisational performance (HR Support, 2024). Therefore, Technivara could run employee surveys throughout the year to identify trends over time, indicate improvements and identify emerging issues (People Insight, 2026). Using ROI to evaluate financial aspects and surveys to evaluate the human aspect of people practice impact ensures the alignment of organisational strategy and contribution to business success. 

Part Two
AC 2.1 
Table 1 – Turnover and recruitment take up for Technivara 2024
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AC 2.2 
Diagram 1 – Leavers as a % against total in each department
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Diagram 2 – Vacancies as a % against total in each department
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Diagram 3 – Positions filled as a % against total in each department
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AC 2.3 
Conducting feedback following an L&D initiative is a beneficial way to determine the success of the session and identify improvements. The quantitative data allows for the creation of patterns, themes and recommendations.
Pattern 1: High facilitator knowledge 
There is a clear pattern of agreement that the facilitator was knowledgeable in what was being taught. 
· 93% of learners either strongly agreed or agreed that the facilitator was knowledgeable. 
· 93% either strongly agreed or agreed that the facilitator provided clear set objectives. 
· 79% either strong agreed or agreed that the facilitator provided a clear explanation of the topics. 
This indicates the facilitator had strong subject expertise and was able to communicate effectively. Research shows that facilitator knowledge and communication are vital for a positive learner experience (Wisshak & Hochholdinger, 2018). Therefore, issues learners experienced were likely linked to areas such as design and interactivity. 


Pattern 2: Positive learning materials with poor achievement of learning outcomes
Despite strong agreement that good quality resources were used, learning outcomes were poorly achieved.
· 86% of learners agreed that resources used were good quality
· Over half of learners either strongly agreed or agreed that the session was well structured. 
· 79% of learners either strongly disagreed or disagreed that learning outcomes were achieved.
This highlights that preparation alone did not achieve effective learning, suggesting weaknesses in the learning style used. The quality of resources cannot be fully relied upon for successful learning, other considerations such as learning styles and encouraging participation are important for effective training (CPD, 2024). 


Theme 1: Low engagement
Engagement of the L&D activity amongst learners was low. 
· 5% of learners agreed that they were able to engage with questions and answers.
This suggests a facilitator-led session with little interactivity. Deslauriers et al. (2019) explain that passive instruction whereby the facilitator communicates one-way to learners delivers low engagement. For successful learning implementation, learners must engage through active participation (Blue, 2022).

Theme 2: Little consideration of individual learning needs
Learners felt that the learning did not target their learning preferences and were unsure on the relevancy to their job. 
· Only 24% of learners agreed that their learning preferences were considered
· 53% of leaners were unsure if they could apply the learning to their current role.
This theme suggests a standardised session. Research has shown personalised learning improves learner competence and experience compared to generic approaches (Gunawardena, Bishop & Aviruppola, 2024). 
Recommendations
Analysis of data has highlighted two key concerns which are the relevance of the learning to job roles and the lack of learner engagement 
Recommendation 1: Learning Needs Analysis
Technivara should conduct a Learning Needs Analysis (LNA) before L&D activities. A LNA considers organisational goals and reviews these against existing knowledge and skills gaps to guide further and relevant leaning initiatives (CIPD, 2025). 
One benefit is that it identifies any deficiencies in learning and allows for consideration of the best way to fill the gap (Merriman, et al. 2023). This is beneficial for Technivara, as to expand, they must ensure employees have the right skills to meet the targets and are aligned with their growth objective. Additionally, employees are likely to feel more engaged in training if they believe it is relevant to them with research suggesting that learners are more committed to learning sessions if a LNA was conducted prior, resulting in high motivation (Raj, 2024). A more engaged and motivated workforce will keep retention rates and productivity high for Technivara’s growth.
A risk of a LNA is the resistance to change from those involved in the training for example a change in learning material may not be accepted or leaders may deem it unnecessary (Trivedi, 2024). This is particularly relevant to Technivara who operate in an archaic, change adverse way. Another risk is that current People Practice resources may be insufficient to support the LNA. Othayman et al. (2022) explain how weak HR systems can prevent businesses from identifying training requirements resulting in an inability to select relevant learning. This could be a large risk to Technivara where the capture of People Practice information is poor. 
Financially a LNA involves costs associated with data collection such as interviews and employee time for analysis(CIPD, 2025). This cost may not be justified by Technivara if they want to invest in growth. However, research shows that global enterprises waste £2.7 million on ineffective training and so while a LNA may be a high upfront cost it could have a positive cost benefit (Denny, 2025).
Recommendation 2: Diversify Learning Methods 
To better accommodate learner needs and enhance engagement, Technviara should combine different learning formats such as introducing technology, on-the-job training, and team sessions rather than a single training session to enable a more learner centred approach (CIPD, 2025).
One benefit is improved learner engagement. Research supports that when employees see their individual learning needs are met, they feel greater engagement in the process and learning outcomes are achieved (Goyibova. Et al, 2025). This ensures that Technviara maximise L&D and that employees are engaged in the process, encouraging them to use the learning in the workplace. Another benefit of diversifying learning methods is better alignment with organisational outcomes. CIPD (2023) explain that organisations that incorporate a range of technology into their L&D benefit from a positive correlation between learning delivery and organisational goals.
A risk of this is the complexity of organising multiple learning methods. Ms et al. (2025) explain that while organisations need to adopt more personalised learning, it involves reworking training strategies, facilitator development and supporting technology. This makes the approach time consuming and involves multiple changes of which Technivara are adverse.  
A financial implication for this is a high upfront cost. Lingio (2025) explains costing of training including technology required, trainer travel costs and training material which all bear company costs and so combining these to deliver multiple learning formats will only increase these further. However, in time, costs will reduce as learning material and software are in place. 
Together, these recommendations address issues from the L&D evaluation by improving relevancy using a LNA and engagement through the incorporation of different delivery methods, ultimately improving learning effectiveness. 
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