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5CIHR – Activity 1
Over recent years, the HR profession has been instrumental in developing and supporting key business changes and initiatives within many organisations to support their ongoing success. Many of these decisions have been made based on the outcome of robust research.
Yin (2009) defines research as “finding out things in a systematic way to increase knowledge” and is fundamental to the formation of HR based functions, which often underpin critical business processes such as recruitment and retention, on boarding of staff, performance management and absence management. The importance of research and continuous professional development (CPD) within HR practice is highlighted within the CIPD’s current profession map which highlights the core values of a HR practitioner as being “Evidence-Based”, “Principles-Led”, and “Outcomes-Driven”. It also emphasises the importance of a balance between business and people led outcomes.(CIPD, 2019).
Research within a HR setting can be used for a variety of reasons such as to investigate an issue, discover solutions, to support decisions, benchmarking, and to ensure a forward thinking, knowledgeable workforce. A thorough research process such as Andersons research model (2013, cited in Taylor & Woodhams, 2016, p92) is key to achieving strong and reliable research and outcomes. This process enables researchers to carry out the necessary steps in order to reach the desired outcome in a structured and effective manner. These steps include clearly defining a research topic, evaluating current information and obtaining good quality information before interpreting the information and communicating the results. 
It is important to understand that there are four different approaches to research as established by Anderson;
· Cross-sectional
· Case study
· Action
· Comparative.
A cross-sectional approach may be taken within a HR setting in order to obtain a large volume of data in a relatively easy fashion, and involves the collection of standardised data which is obtained at a particular point in time. This could be achieved by the distribution of questionnaires. However a researcher would have a lack of control over the quality of the information obtained and could sacrifice quality for quantity.  This approach holds similarities to the comparative design which requires researchers to make comparisons between different organisations etc based on outcomes of questionnaires or surveys. This can be particularly hard to administer and relies on the validity of the comparisons being made, as well as the quality of information being input in to the surveys.
 In contrast, the cross-sectional approach differs to the case study approach which involves a detailed investigation and may involve interviewing and observing employees to gain a greater depth of knowledge. This method is usually used for more complex issues which need resolving.
Finally, an action research approach can be used as a problem solving method for a more defined problem. This approach involves planning and implementing various actions and then reviewing the outcome before making any adjustments until the desired result is achieved. An example of this could be when creating new business processes. This method does require a significant amount of time to be dedicated to its management in order to be effective, however results can be compelling.
HR has typically been seen as an industry which makes decisions based on gut feeling, fads and personal biases, however the momentum in support for concepts such as ‘evidence based practice’ (EBP) supports a movement away from this ideology and supports the concept that good quality evidence from external, scientific and academic sources are vital for us to make better informed decisions, allowing for greater success and credibility (Sutton & Pfeffer, 2006).
Rob Briner has recently discussed his thoughts surrounding HR and EBP. Briner defined EBP as taking in to consideration the “conscientious, explicit and judicious use of different sources of information” and outlined his frustrations with HR professionals being under the illusion that they are evidence based. This is largely due to professionals being misinformed surrounding evidence based practice and what it entails. Briners’ frustrations arise from the lack of evidence used, or more specifically, the lack of relevant evidence used when making decisions on HR as when he broached the reasons for implementing various strategies with HR professionals and what evidence there was to support their claims. Common answers included the use of studies that supported the topic, or presentations/articles about it, however still remained uninformed about how the strategy would directly impact their organisation and if there was any solid studies to support these conclusions (Briner, 2015). 
The CIPD have recently announced that ‘Evidence based practice is the way forwards’ and is already being used in a number of different industries to ensure a more credible and robust approach. Examples of effective EBP can be seen through the exploration of different areas within the HR remit and organisations are using this approach more frequently to explore effective ways to manage employee engagement, performance management, employee recognition and selection techniques amongst other things.
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