
[bookmark: _GoBack]Evidence-Based Practice is now one of the CIPD’s core values contained within its new profession map as the importance of making better decisions has been recognised due to the impact ‘these decisions have on the working lives and wellbeing’ (CIPD 2020) of those employed worldwide. Research is the process of improving ones’ knowledge through enquiry and investigation and should aim to fill a gap in the research currently available.

Anderson (2013) provides a helpful roadmap which breaks the research process down into four stages.  These are:

· To identify the HR issue or opportunity and define the research topic
· To evaluate what is already known
· To obtain information of good quality
· Interpret the information and formulate conclusions
There are a number of steps within each stage but not all steps would need to be followed, depending on the topic being studied. However, it is important to ensure that the aims and objectives are clear and written in the form of a question with the conclusion providing an answer to that question in order to retain focus throughout the research project. 
To evaluate what is already known is to research secondary data which, according to Horn (2012) is ‘data that already exists’ ie information from previous research projects, academic journals, academic writings, industry reports, market research, podcasts etc.  Acquiring this knowledge helps to inform the next stage of obtaining good quality information and which approach is likely to be the most successful. 
Primary data is new information collected purely for this study and is either quantitative or qualitative.  Quantitative data is usually based on figures and is easier to analyse, however, qualitative data, which is generally based on words, has the potential to provide a greater understanding of an issue.  Depending on the method used for data collection, a sample may have to be used as the size in number might make it too prohibitive.  
There are a number of methods for collecting such data which include surveys, interviews, focus groups and participant observation.  The quality of the information varies with surveys likely to produce the least amount of qualitative data and the participant observation including the most but so too does the level of time required for each method.  The methodology used for collecting primary data would be determined by the research design selected though mixed methods of research can provide a number of advantages for HR researchers (Anderson 2013).  
There are four research designs: 
· Cross-sectional 
· Case Study
· Action Research
· Comparative

The cross-sectional and comparative designs described by Anderson (2013) are similar in that they both can produce a vast amount of data in a relatively standardised form through the use of surveys and interviews but sacrifices depth for breadth.  There is little control over how individuals answer the questions which could lead to poor data quality. In comparison, although the cross-sectional design is relatively easy to administer, the comparative design is complex as it is typically an international study and comparisons between different organisations and their frameworks would be problematic thus making it difficult to administer.
Likewise, the case study and action research design looks at a more specific area and would not help to understand similar issues in other organisations as it is too detailed in the case study design and not detailed enough within the action research design which is based on a continual cycle of planning, taking action and reviewing as opposed to fully understanding the reason for the outcome which the case study is able to. 
The following example demonstrates that researching one area can help in others due to the interconnectivity of HR ie staff retention, well-being and performance.
In the year 2000, Serverson (2018) reported that GAP Inc had identified a 40% turnover in staff and despite all efforts (flexible working, no meetings Fridays, laptop for everyone) this continued for a number of years and in 2008 a potential solution had been found which had addressed the same issues in a company called ‘Best Buy’.  After a period of testing and regularly seeing significant improvement, ‘Results Only Work Environment (ROWE)’ was fully implemented resulting in staff turnover being halved, and all other business outcome improved. 
Taking the same approach Severson (2018) looked to replace the 20 year old performance management system with a Grow, Perform, Succeed (GPS) system which was based on two evidenced-based talent management processes.  The program replaced the annual written review and performance rating with 12 monthly conversations where 82% of staff reported that the conversations had helped to improve their performance.







