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Research can be described as “finding out things in a systematic way in order to accelerate the process of understanding” (Easterby-Smith et al,2002, page 6). Furthermore, research in HR can be described as “the systematic enquiry into HR issues to increase knowledge and underpin effective action” (Anderson, 2009).
Evidenced based process should be the basis for all Hr practitioners to establish best practice. Rigorous evidence lead decision making will ensure that processes are changed in the best interest of all stake holders. As a process has always been followed or is successful in some organisations does not necessarily mean that it achieves effective outcomes (Nisbett and Wilson 1977, citied in CIPD 2016). Research can provide clear backing and support in order to implement change.
For a successful research ‘journey’, Anderson, 2013 (cited in Perkins & Woodham, 2016) describes stages of the process which should be complete (see Fig 1:1, Appendices).
The first step of a research project is to clearly define what information you would like to obtain; without clear definition the research project can become non-specific and its value lost. 
Various materials can contribute to research such as academic journals, newspaper article and books. Searching past information will establish what research is already complete, otherwise known as secondary data “as it is generated elsewhere for other purposes” (Easterby-Smith et al,2002, page 13). This research will be used to form the Literature review of the research project.
Any new research collected is referred to as ‘primary’ data. This data will need to be thoroughly analysed to define any patterns or trends, and a conclusion written to interpret the findings of both Primary and Secondary data. The final draft of the report should highlight recommendations; this will then be used to provide evidenced based backing to stakeholders for proposed change.
[bookmark: _Hlk24482744]Anderson, 2013 (cited in Perkins & Woodham, 2016) describes four basic methods to achieve this, including, Cross-sectional, Case Study, Action and Comparative. 
Cross-sectional research is from data collected at one point in time, usually by means of questionnaires or interviews. These can be cost effective, completed within a short time and produce high volumes of data. As much as these are positive points some are a negative.                  For example, a high volume of data may be produced but may not be of any value. This could be due to lack of adequate questions, misinterpretation of questions and therefore result in poor answers. A risk factor is also relying on responses to be sent back. 
[bookmark: _Hlk24482207]The case study method is used to investigate an issue in depth, which may focus on one organisation enabling you to analyse the culture in detail. Observations and interviews should provide the basis of analysis along with background research (Yin, 2003, cited in Anderson 2013).
This method could be used to find background of why a process is in place and then confirm if that practice is still valid for the current needs of the organisation. For example, a rise in absence figures and the Absence policy being used.
Action research is used in problem solving to understand and promote change. This may involve employees and trade unions. This method will take time to plan and observe outcomes, then continue to make changes to improve. This could be a long-time consuming process proving unrealistic to sustain (Anderson, 2013). This is opposite to the case study method where is used to study an organisation in depth to find out background as to why and how things have been done, although the Case study would conclude, similarly to the cross-sectional being a snap shot at a particular time and not be ongoing over time like the Action research. 
Comparative research methods are used to make comparisons, unlick if you used the case study method which is focused on one organisation. The comparative can be a successful indicator to gauge your organisations standing amongst others: a social housing provider may look to others across the world to benchmark their successes or failings. It should be noted that often organisations are so different the comparison cannot be fairly made but gives a researcher knowledge of how processes are implemented elsewhere (Anderson, 2016 cited in Perkins & Woodham).  
When using all research methods an adequate sampling group of participants should be identified to take part, this will ensure the results are fair and true to views. (Anderson, 2009). From an Hr perspective the importance of employee voice should include opinions from employees in a variety of job titles. 
(Brynman & Bell, 2015 citied in Perkins & Woodham) concludes successful research must meet three important criteria; Reliable, Replicable and Valid.
A variety of HR related topics can be researched. Topics could range from the importance of employee engagement and links between productivity or the importance of work life balance initiatives and effective management styles. Anything that may affect an organisation and its employees will at some point benefit from research in order to make positive change decisions. 
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Appendices 

Fig 1:1 The Research Project Journey
[image: ]
image1.png
Comonin || s s
PO | —
- b | e
s bl | e | e
iy [
g
st
Jo—
wiegan || Waedst ety ot
U | | gy || comatnn || St || sgatrn| | o
|| e Tl |
or e,
et wneaater
[Commsmrpryan | ekt
T
e e
Sy e
[Em—
v e e o
tame et [ stwoma oeiseon [—
Folenard e vt | | nae i





