 ‘Approaches to evidence based Research in HR’
1. What is the definition of research?
Research is a systematic process used for collecting evidence which can then be analysed, evaluated and interpreted.  It is concerned with establishing ‘what is and from this predicting what will be’ Armstrong (2011, p.175). (Petticrew and Roberts, 2006, p.19) state ‘a systematic review is a review that strives to comprehensively identify, appraise and synthesise all relevant studies on a given topic’.
2. Types of research
There are several different types of research, which we will discuss in more detail below; however any data collected must be ‘reliable, replicable and valid’ Taylor and Woodhams (2016,p.96).
The main types of data used in a research project are primary and secondary, these can then be broken down into quantitative and qualitative methods, however, there are many other types of research methods available and the HR professional needs to question the most effective method or methods to use. 
Primary data refers to information which is collected and collated directly by the HR professional. As this is undertaken at the outset, this can be referred to as ‘new’ data as for the purpose of this study as it has not been collected before. There are several ways of collecting this type of data. It could be statistical where the HR professional collates data and transfers it to a graph or chart or via interview, survey, questionnaire or a focus group. Within the NHS, this primary data would normally be undertaken through engagement with stakeholders as any changes or recommendations which arise should have a direct bearing on them and current or future working practice. With a large organisation such as the NHS, a major consideration of primary research would be sampling; usually by the establishing of a subgroup, as interviewing all employees would not be time or cost effective.
Once the HR professional has collected all the information needed to complete the project, they can now move onto categorising the methods used. The two most common are qualitative and quantitative – qualitative data is based around words and meanings, while quantitative is based around numbers and statistics Taylor and Woodhams (2016, p.94).
Looking at the above information, if all these research facilities had been utilised we can see that the HR professional has used both methods. Statistics, surveys and questionnaires are types of quantitative research which are empirical and interviews and focus groups are qualitative where thoughts and opinions are garnered.
Once a HR professional has compiled the primary data then they move onto secondary data; which is data which has been collected in the past on a similar topic. This can usually be found by examining relevant reports or published literature on the chosen topic. Before any comparisons can be made, the HR professional needs to look at a number of factors relating to this information such as:


· Is it from a reputable source?
· Is it still relevant, for example how old is the data? 
· Is it ethical?
· Is it biased?
3. Qualitative vs. Quantitative
When deciding which methods to use, the HR professional has to weigh up the pros and cons of each method.  If time is a factor, then quantitative research may be better as it would reach a wider audience and be less time consuming. If personal opinions and perspectives are sought then qualitative research offers the HR professional more in-depth answers. Research has shown that a mix of both methods usually proves to be the most effective.
The following table, taken from Bryman and Bell (2007) indicates some of the contrasts between the two.
	Quantitative Research

	Qualitative Research

	Numbers
	Words

	HR professional distant
	HR professional close

	Macro
	Micro

	Hard data
	Soft data

	Theory testing
	Theory building

	Static
	Process

	Structured
	Unstructured


 
4. Analysis
‘It is important to recognise that the write-up of a research project is arguably the most important stage Taylor and Woodhams (2016, p.104). 
Once the data has been collected and collated, the HR professional needs to critically evaluate the evidence in order to produce a detailed analysis of the findings. For these findings to then be communicated to stakeholders, a report or business case should be prepared drawing conclusions from the data supplied in order to make recommendations. 
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