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Q1. 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 (AC1.1)
Evidence-based practice (EBP) is utilising evidence from a variety of credible sources to inform decision-making, develop understanding and inform people practice and strengthen organisational outcomes (CIPD, 2025a).  EBP is linked to the CIPD profession map and is one of the values that underpin the ethos of people practice (CIPD, 2023). 
There are four different types of evidence, when combined, support robust and well-rounded evidence-based decision (Bajwa et al., 2025): scientific research; organisational data such as HR and customer data; expert experience and knowledge and stakeholder feedback from employees, customers and shareholders. 
Assessment of this type of evidence must be combined with critical thinking skills to assess each piece of evidence on its merits in terms of reliability and appropriateness in terms of subject domain (Eldredge, 2024).  Although this practice takes time, ability and resource, it can strengthen sound decision making and help to mitigate cognitive bias (Eldredge and Hill, 2025).  
The consequence of decision-making based on a few opinions, popular trends or fads without credible evidence backing them can be costly, not just financially, but can damage organisation reputation (Shim and Yang, 2016) and negatively impact employees’ wellbeing.  For example, if poor decisions were made regarding health and safety requirements or shift hours (Ceschi et al., 2017).
Throughout each decision-making process Technivara should document and rationalise the six steps recommended by the CIPD (2025b) to achieve better outcomes when making evidence-based decision-making.  These are:
1. Asking
2. Acquiring
3. Appraising
4. Aggregating 
5. Applying 
6. Assessing
Firstly, Technivara could identify what needs clarifying and then acquire primary organisational data such as attrition and sickness rates over time while complementing this with insights via qualitative data from employee engagement activities such as survey’s or focus groups to understand the reasons behind the trends (Alam et al., 2024).  This needs to be appraised in terms of validity and then aggregated and assessed against secondary scientific evidence and professional expertise to understand how HRM policies such as disciplinary, sickness or reward need to be amended to meet the needs of the organisation whilst also motivating and engaging staff (Elder and Nikodem, 2023).  
Secondly, Technivara could review relevant literature to assess evidence on business expansion and training and development within similar electronics and design organisations. The company has not updated its people practices since COVID‑19, despite clear evidence that employee needs have shifted (Palmucci and Santoro, 2024). Refreshing these practices would strengthen evidence‑based decision‑making and ensure the organisation responds effectively to evolving workforce expectations. Consultation with HR specialists, alongside employee questionnaires, could help identify skills gaps, development needs, and associated costs, supporting Technivara’s growth ambitions while improving efficiency and reducing unnecessary expenditure (Yoo et al., 2022). 




Q2.  Evaluate one appropriate analysis tool and one appropriate analysis method that Technivara might apply to recognise and diagnose issues, challenges and opportunities (AC 1.2)
Technivara could use a PESTLE analysis to identify external barriers, challenges and opportunities. The tool examines political, environmental, social, technological, legal and economic factors to highlight relevant threats and opportunities across past, present and future contexts (Buye, 2021). This supports strategic planning and more rational decision‑making by ensuring key external information is considered. Technivara could tailor the analysis to the electronics and construction sectors, critically evaluating the implications of each factor (Olayiwola, 2025).
This analysis tool does not identify strengths and weaknesses of the business or consider its competitors.  It does not identify how a business could react to unexpected events; however, this analysis does assist with preparation and planning for known possibilities (CIPD, 2025c).
Analysis of this kind should not be used in isolation; it needs to be combined with other sources of information and data. Customer feedback and both qualitative and quantitative employee data can provide a more rounded view of challenges and opportunities, strengthening the quality of decision‑making (Dalirazar and Sabzi, 2023).
Regular analysis is essential because the external environment is increasingly volatile, uncertain, complex and ambiguous (VUCA) (Dugoin‑Clément, 2024). Although this process can be time‑consuming and costly, it provides valuable insights that strengthen the HRM agenda and strategy. For example, understanding labour‑market trends can inform recruitment approaches, while identifying skills gaps can guide training and development plans that support the organisation’s long‑term growth goals.
Technivara could gather employee insights through line‑manager interviews or focus groups to identify issues, challenges and opportunities within the workforce. Research shows that employees closest to a problem are often best placed to propose effective solutions, so structured consultation would offer significant benefits (Wang, Hou and Li, 2022).
There is an association between employees feeling heard and valued to increased morale and engagement (CIPD, 2025d).  This type of method would result in rich qualitative information which could help inform wellbeing and training and development policies as well as supporting policy adherence (Bora, 2024).  
A key challenge in employee engagement is the reliability of responses, which depends on how psychologically safe employees feel when giving honest feedback (CIPD, 2024). Focus groups also carry the risk of groupthink, where dominant voices overshadow differing opinions. Offering options for anonymous or in‑person feedback can help reduce these risks (Alimoradi, Patrick and Dickerson, 2025). Although collecting and analysing this data requires time and capacity, the insights gained can strengthen productivity and improve employee morale.



Q3. 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 (AC 1.3)
Critical thinking focuses on skills such as curiosity, analysis and evaluation, to make a judgement all available evidence to identify if they are valid or not and whether they contain any bias (Lau, 2024).  It is a method of thinking that can support discussions and decision- making based on a variety of evidence, ideas and opinions to support the most appropriate conclusion (Gambrill, 2019).  In a people practice context critical thinking can promote fairness and evidence-based decision making based on rational debates (AIHR, 2025).
The principles of critical thinking include (Bouygues, 2022; CIPD, 2021):
1. Clarity
2. Analysis
3. Evaluation
4. Curious mindset
5. Decision-making based on evidence
6. Reflection
When applying these principles to my own thinking, self -reflection can assist to recognise whether any past influences or preferences I may have may influence my opinions causing me to have a bias towards an idea.  I would seek to gain evidence to support any views including employee quantitative data, feedback and expert literature.  When presenting my ideas I would also be open to debate and critique to ensure I remain objective and transparent, avoiding defensiveness, which would strength any subsequent decision-making based on my idea.  I would tailor my language to ensure technical terminology is fully understood, as well as seeking feedback from employees (Paul & Elder, 2006).
When evaluating the views of others, the ability to listen and gain clarity and potentially challenge assumptions needs to be carefully considered to assist in objective debate and aid understanding (Tversky and Kahneman, 1974).  This is difficult in practice and requires careful facilitation and leadership skills such as speaking out, listening well and having an enquiring and objective mindset.  When information is shared it is important to evaluate and clarify whether this is an opinion or based on evidence and not to take any information on face value.  This can identify whether a bias may exist.  It is also important to facilitate discussions in line with Technivara’s existing values, employee / organisational needs and any legal requirements that may affect any decisions (Kahneman, 2011).  This will also help Technivara critically and objectively assess whether their current people practices are valid and fit for purpose, enabling them to use evidence to support change and align with business objectives.
Critical thinking in people practice can help to reduce bias and support ethical practice for example when recruiting staff or conducting performance appraisals ensuring fairness (Elliott and Turnbull, 2004).  It can also help improve problem-solving by enabling collaboration of ideas to ensure to strengthen evidence-based and rationale decision-making in an organisation.



Q4. Explain two decision-making processes that Technivara could apply to ensure that effective outcomes are achieved (AC 1.4)
Technivara could use De Bono’s 6 thinking hats theory during decision-making processes.  This theory has been shown to be one of the most effective and ethical decision-making models according to CMI (2021).  This theory supports well-rounded, structured decision-making processes by analysing different perspectives that are reflected by a different hat including creativity and feelings as well as hard evidence and facts (Göçmen and Coşkun, 2019). 
The process enables parallel thinking and encourages multiple perspectives and thoughts to ensure all available avenues have been considered before a conclusion and decision is made, thus reducing cognitive bias (Van Gelder, 2005).  There is a role for a facilitator; creative thinking; emotional responses thinking; potential positives and risks involved and analysis of the facts and evidence. This model enables a well-thought-out decision-making process that can be linked to a safer and more productive outcome (Mumford et al., 2000).  
This model encourages a range of different thinking perspectives that could identify and prevent bias naturally present during decision making.   Availability bias promotes tunnel vision as it only looks at information already known to you, without recognition of other views or information (Klein, 2003).  Diverse thinking has been shown to support better decisions, (Basadur, Runco and Vega, 2000) and the model is flexible enough to enable involvement by a team of people or by a decision-maker looking at a problem through each different lens to ensure an effective outcome is achieved.
Secondly Technivara could use the Kepner-Tregoe Model of decision making which focuses on gathering and using a rational, system approach to evidence rather than considering feelings. It is used in the engineering and HR sector as it is a step by step, logical decision-making framework that also aims to eliminate bias from the beginning, uses evidence and promotes clarity (Myers, 2000).  
The benefit of using this model is that it prioritises what is important and needs attention and could assist a team in focusing on what needs deciding upon.  It does not consider feelings and gut responses unlike the De Bono model, and it can also focus on what could go wrong (Dey, 2024).
A mix of both could be considered by Technivara when looking at people practice decisions.  The first model could align well with wellbeing and performance management policies as it considers the emotional responses of a decision, imperative for this type of policy.  The second model could be used for operational decisions how to align new technology and workforce capacity and training.



Q5. Assess two different ethical perspectives including how these could be used at Technivara to inform and influence moral decision-making (AC 1.5)
Ethics are the set of norms and behaviours in which the business will apply though a moral lens and a set of values about what is right and wrong (CIPD, 2025h).  Ethical perspectives look at equity, justice and fairness in relation to decision making.  As part of the CIPD code of conduct ethics and a high standard of conduct are part of being a trusted professional in HR (CIPD, 2026).
There are various ethical frameworks and theories that Technivara could use to inform and influence moral decision-making.
The first is the Deontological theory a concept that looks at actions being either right or wrong regardless of the outcome (Alexander and Moore, 2016). This mindset focuses on duty and universal morality.  If Technivara used this ethical perspective to make decisions it would benefit employees as the focus is on fairness, honesty and putting employees’ first over profit.  It would be useful for disciplinary type issues, data handling and recruitment.   It could promote and protect the reputation of the business as well as wellbeing of employees which supports retention and employee engagement (Trevino and Nelson, 2021).   This perspective however would negatively impact the financial gains and profit due to the cost of prioritising employees and doing what is right over efficiency and financial gain as well as decision making being slower and less flexible (Carroll and Buchholtz, 2015). 
Alternatively, Technivara could adopt a utilitarian perspective, focusing on consequences and the principle that the end justifies the means. Although difficult to measure, a cost–benefit analysis can help determine whether a decision creates the greatest good for the greatest number (Shaw, 2016). However, this approach does not prioritise equality or fairness, which may disadvantage minority groups (Sandel, 2010). This could reduce trust, lower morale and harm the company’s reputation if employees feel unfairly treated. While utilitarianism also risks inconsistency, transparency and clear rationales for decisions can help mitigate these effects (Ferrell, Fraedrich and Ferrell, 2021).
This ethical framework aligns with a focus on profitability and prioritises efficiency, aiming to achieve financial gains and business growth rather than placing the needs of all employees at the centre of every decision. Although a risky perspective, Technivara is a relatively small business that must prioritise financial success to support its growth ambitions. Utilitarian reasoning could help the organisation weigh the positives and negatives of different options and make decisions that best meet its objectives and operational needs (Martinez-Ferroro, Banerjee and Garcia-Sanchez, 2016).
These frameworks provide a more systematic way of informing human resource management policies, including training and development and recruitment and selection.  They highlight key areas for consideration and offer principles that support consistent, ethically grounded decision‑making. The CIPD (2025) recommend eight ethical lenses that can be applied alongside ethical theories when evaluating decisions: Fairness, Merit, Markets, Democracy, Well‑being, Rights and Duties, Character, and Handing Down. These lenses help determine the rationale behind decisions by clarifying what each ethical theory prioritises.



Q6.  Appraise two different ways Technivara could measure financial and non-financial performance, providing one example of each (AC 3.1)
There are three main ways to assess financial performance of a business using a balance sheet, income statement and a cashflow statement (Abdulshakour and Saddeq, 2020).   Ideally all three would be produced to provide a comprehensive insight into the financial health of the business to support investment and business management decisions (Atrill and McLaney, 2020).
Technivara could use a balance sheet to gain a snapshot of its financial position, showing assets, liabilities and equity at a given point in time. This helps demonstrate financial stability and overall business value, which can attract potential investors (Warren, Reeve and Duchac, 2020). Balance‑sheet figures can also be used to calculate liquidity ratios, indicating the company’s ability to meet short‑term obligations. In addition, analysing balance‑sheet trends supports comparisons with competitors and informs evidence‑based decisions, including recruitment planning (Aminovna, 2022).
A balance sheet however only provides a static snapshot of a specific point of time which may not reflect the performance over time or depict its true value.  There are some issues that affect the accuracy of the balance sheet value that need to be considered.  Depreciation is not accounted for as well as current value of assets and liabilities as these are based on historic costs.  A balance sheet does not include intangible assets which can affect a business’ value (Weygandt, Kimmel and Kieso, 2020).
There are many ways to measure non-financial performance including customer satisfaction data such as rates, reviews and complaints, employee performance measures and employee engagement, quality of learning and development activities and exit interview data (Salkic, 2024).
Technivara could analysis their customer complaint rates and reasons in more detail, finding patterns over time and perhaps conducting interviews with customers to ascertain brand reputation and where they could improve to strength repeat custom and identify weaknesses in their processes (Mittal et al., 2023).  This data could help inform and strengthen existing procedures and processes and identify areas of employee training and investment (Ittner and Larcker, 2020).  
Caution is needed when interpreting this data, particularly in relation to small sample sizes and the need to balance positive and negative feedback to identify reliable patterns and trends over time. Research highlights that limited or unbalanced samples can distort findings and reduce the validity of conclusions (Saunders, Lewis and Thornhill, 2019).
To gain meaningful insight, these data should be combined with employee-voice mechanisms to understand why products may not meet expectations, as employee feedback strengths organisational learning and targeted improvement (Purcell, 2019). Although gathering and analysing this information resources, organisations that invest in systematic feedback processes benefit from stronger long‑term performance, better decision‑making and enhanced reputation (Ulrich, Younger and Brockbank, 2019).
To fully understand how Technivara is performing a mixture of financial and non-financial performance measures could be conducted, to support investment and understand overall health to help the business can grow.



Q7. 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 (AC 3.2)

Adding value involves enhancing and contributing in a positive way to the organisation’s goals.   People practices are designed to support and align with business goals and focused on supporting workforce capability; wellbeing and retention; motivation of staff.  They use HR processes designed to be driven and led by leadership ensuring compliance and fairness (CIPD, 2021c).
There are several ways people practices can increase tangible benefits through effective HR functions.   These include fostering and encouraging a positive culture to enhance employee engagement, motivation and trust.  Policies can also be designed to support flexible working and strength performance management, for example check-ins and tools that reinforce desired behaviours (CIPD, 2021d).   Investment in leadership development and wider training initiatives helps attract, develop and retain leaders who can sustain a healthy culture (Ulrich, Younger and Brockbank, 2019).  Technivara could review its flexible working and wellbeing policies to ensure they meet the needs of both employees, and the organisation as evidence identifies well defined policies improve satisfaction and business outcomes (CIPD, 2022).  Staff wellbeing is crucial to business performance and reducing absenteeism.  Ongoing assessment in this area can be effectively overseen through people practices and policies (Cooper and Leiter, 2023).  
Evidence indicates that Technivara could achieve greater organisational agility if they invest in people as assets rather than an expense (Nguyen et al., 2024).   To be able to achieve growth, Technivara need to prioritise in training and development initiatives aligned with new technology as research shows that this improves innovation, supports industry compliance and could provide operational advantages over competitors (Fegade and Sharma, 2023).
Workforce diversity can contribute to improved creativity, decision-making and overall performance (Okatta, Ajayi and Olawale, 2024) therefore Technivara could benefit from reviewing its job design and recruitment and selection policy to ensure they align with current workforce requirements.  This initiative could also support staff retention ensuring candidates are well matched for the role whilst saving on recruitment costs in the future (Busari, 2025).
Investing in the development and training needs of all employees can generate significant financial and operational benefits for the business. For example, targeted customer service training has been shown to improve service outcomes and reduce the volume of customer complaints, contributing to greater efficiency and customer satisfaction (Vardan, 2024). Similarly, implementing a structured onboarding programme can enhance early productivity, strengthen retention, and minimise performance‑related issues, ultimately reducing long‑term organisational costs (Mosquera and Soares, 2025).
People practices can amplify employee voice which can boost motivation by facilitating two-way communication, essential during Technivara’s period of growth to achieve better outcomes (Millar, 2020).
Technivara could measure the impact of people practices through people metrics such as turnover rates, time-to-hire and absenteeism. Analysing qualitative data to gather insights particularly from staff surveys and exit questionnaires can help identify whether attrition is linked to inadequate training and development policies (CIPD, 2021b). 
Secondly, Technivara could apply cost-benefit analysis to compare the expected costs of training programmes or recruitment activities against the total anticipated gains in productivity or profit, enabling more evidence-based decision making (Becker, Huselid and Ulrich, 2001).  
Using a combination of quantitative and qualitative measures not only helps reduce bias and strength decision-making (Espegren and Hugosson, 2025) but also provides a well-rounded view and understanding of both the short and long-term impact of people practices on organisational performance (Webster and Geisen, 2024).  




Q8. 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 
(AC 2.1)

[image: A table with numbers and text

AI-generated content may be incorrect.]
Total leavers or positions filled or positions vacant / Total in department * 100 = %
Excel formula =sum(c4/b4)*100




Q9. When you have completed Table 1, present your findings using a minimum of three different types of diagrammatical forms. (AC 2.2)

Chart 1: 
Percentage (%) of leavers in each department during 2024
[image: A graph of a number of leaves
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Chart 2: 
Percentage (%) of leavers, positions vacant and positions filled by department during 2024
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Chart 3: 
Number of positions vacant by department in 2024
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Q10. 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. (AC 2.3)

The following themes have been identified: (see appendix 1 for copy of feedback results converted into % to assist with analysis).

· Different learning needs were not considered

43% (18 out of 42) of employees were ‘not sure’ and 33% (14 out of 42) of employees disagreed that their learning preferences were not considered prior to the learning activity.

· Learners were unable to engage with the facilitator to clarify and reinforce learning 

64% (27 out of 42) of learners were unable to engage with meaningful questioning to fully ensure learning and understanding and only 14% (6 out of 42) of learners stated they were able to employ the learnt knowledge, skills and behaviours into their role.  Only 12% (5 out of 42) of learners felt the learning outcomes were achieved at the end of the session.

· Learner transfer is low.  The training may not have been relevant or appropriate for all staff and their role.
  
57% (24 out of 42) of learners stated it was unclear and 26% (11 out of 42) disagreed that the learning and development activity linked to their performance target.


Recommendations:

1. Technivara should conduct a learning needs analysis (LNA)

A learning needs analysis gathers information about employees in the organisation to identify any gaps in their actual skills and knowledge desirable for organisation capability (CIPD, 2025g). 

Data can be gathered through one-to-one sessions, questionnaires, performance measure metrics or assessments, with a mixed approach useful in smaller organisations. This information can then be mapped against competency frameworks to identify required capabilities and highlight skills and performance gaps (Bansal and Tripathi, 2017).  Using tools to identify external threats and opportunities to learning and development such as PESTLE could complement the robustness of the analysis, saving money in the long-term (CIPD, 2025c).  The CIPD Profession Map emphasises defining existing and future capability needs (CIPD, 2026b).  Findings from this analysis enable the organisation to develop a learning and development strategy aligned with the business goals; prioritise performance gaps; and identify the most suitable method of learning delivery (Robert and Mori, 2025).

A LNA can improve job competence and quality of work outcomes by ensuring training is directly aligned with performance requirements and training needs (Bansal and Tripathi, 2017).  Alignment can support industry compliance and reduces the risk of breaches and financial penalties which could cause reputational damage.  Investing in employee training can positively contribute towards customer satisfaction, repeat business and a growth in sales (Robert and Mori, 2024). Employees feel valued, when their development needs are addressed and has been shown to enhance morale, motivation and retention (Adams and Neary, 2022).  Developing transferable skills enables redeployed and greater role variety, increasing motivation and organisational agility.  This is particularly beneficial for SMEs like Technivara, where workforce flexibility strengthens resilience to market and legislative changes (Improvement Cymru Academy, 2024).

There is a risk that employees may feel exposed, scrutinised or incompetent which can negatively affect morale, particularly among staff who find learning challenging (Noe, 2020).  These risks can be mitigated whilst employee’s needs are being expressed and incorporated into the planning of learning interventions as this has been shown to increase engagement and ownership (CIPD, 2025g).  

There are short-term financial and operational costs associated with this LNA activity.  Production will slow down whilst employees take part in the consultation and whilst analysis is collected and evaluated (Salas et al., 2012).  In the long-term, a LNA will prevent money being wasted on ineffective and unnecessary training (Cymru Academy, 2024). To achieve growth, the value of doing this analysis and subsequent training outweigh the risks of not doing it.


2. Evaluate learning and development effectiveness

Evaluating learning and development activities can identify whether training is doing what it was designed to do, to improve performance but also whether it was impactful and relevant to the learner (CIPD, 2025).  The CIPD profession map states that evaluation should be looked at in terms of learner engagement, transfer and impact (CIPD, 2026b). 
Technivara can evaluate learning and development activities to measure return on investment and justify expenditure and demonstrate value of this and how it financially impacts the organisation (Saks and Burke, 2012).  
Effective learning has been shown to drive retention and support innovation among employees (Srivastava, 2023) therefore could reduce associated recruitment and sickness absenteeism costs, as well as spending money on ineffective training in the future.
Measuring impact throughout the learning and development activity can support engagement and reduce evaluation fatigue and improve learner feedback rates (Kirkpatrick and Kirkpatrick, 2016).  Continuous feedback loops to improve learning and development activities has been shown to help improve content, delivery and relevance overtime (Tannenbaum and Cerasoli, 2013).  Although there are associated direct and opportunity financial costs relating to collecting the data and staff diverted from operational roles and managers implementing change, the costs of not doing this impact in continued poor performance, wasted money on repeated ineffective training activities and persisting skills gaps (Salas et al., 2012).  


3. Personalised learning and training plans
Ensuring that individual’s needs have been met during a training activity has been shown to positively support learning outcomes and knowledge transfer (Wallrich et al., 2024).  In addition, personalised and tailored learning plans aligned with job roles and individual needs has been shown to increase employee confidence and engagement (Noe, 2020).  To further enhance this, learning activities that facilitate different modes of learning styles; such as visual or hands-on training within the training can ensure accessibility and further support engagement and understanding (Kharat, Goje, Mundhe, 2024).  
There are cost implications to this recommendation; facilitators may require longer training sessions to be able to support needs, diverting time away from operational roles. Complex needs maybe unfairly managed if training was conducted in large groups, causing learner friction (Kraiger and Ford, 2021).
The long-term benefits to Technivara upon operational performance; growth, employee wellbeing and financial savings outweigh short-term costs.



Appendix 1
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