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Using Research in Human Resources
Activity 1
1.1
When facing a problem, or trying to gain more knowledge on a subject, we use a systematic process of investigation known as research. According to Armstrong & Taylor (2017, p.614) research is about establishing what is, and from this knowledge we can predict what will be. Furthermore, they state that research does not decide what should be, as this is interpreted differently by varying people, depending on the lessons learnt through their own research process.
To gain the best outcome from research, it’s important to follow a structured process. Anderson (2013, quoted in Taylor and Woodhams, 2016, p93) produced a roadmap known as ‘The research project ‘journey’’ listing the varying stages of the research process.  
Below are some of the components in more detail;
Define the research topic – It’s important to focus on a live and relevant topic to the organisation, where recommendations could lead to positive change. 
Evaluate what is already known – This includes searching literature from credible sources to identify what is already known around this topic.
Obtain data of good quality – This includes carrying out the data collection method decided upon at the initial research design point. For example, sending out questionnaires to employees within the organisation.  
Interpret information and formulate conclusions – Analysing the output and formulating conclusions and recommendations before submission. 
1.2
There are many different approaches to research, however this will focus on the approaches discussed by Anderson (2013, quoted in Taylor and Woodhams, 2016, p96). These include; Cross-sectional, case study, action and comparative. 
Although all research approaches have their own advantages and disadvantages, each design is effective in differing scenarios, therefore, it cannot be said that one design is more favourable over another. (Perkins and Woodham, 2016, p.96) 
Cross-sectional is when data is collected using a standardised form at a single point in time. For example, through questionnaires or interviews. This method is relatively cheap and can be useful when trying to identify patterns between groups. Although this method could produce large amounts of data, if the initial questions are structured poorly, or interpreted in different ways, this could lead to inaccurate results. 
The case study method differs, in the fact that it focuses on a single case through a detailed investigation. Therefore, observations and Interviews are often the chosen data collection method. As this method only looks at a single case, its advantage is that the focus is only on one issue at a time and therefore may only require input from one department. Unlike the cross-sectional approach, which can identify patterns, the case-study approach can often produce large amounts of qualitative data, which in turn can be difficult to analyse and spot patterns and trends. 
The action design is mainly used when trying to solve a specific problem. It involves a continual cycle of planning, taking action, and observing the effects of that action. This may then result in going back and tweaking the action to further observe any changes. Similar to the advantage of the Case Study approach, this also focuses on one issue. However, unlike the Cross-Sectional approach, this method can be very resource heavy and last over a long period of time. A further drawback to this approach is that the data collected can be very descriptive, making it difficult to understand why the actions have occurred.
The final approach is the comparative design, this allows for comparisons to be analysed between different groups or situations, usually on an international scale. Standardised surveys and interviews tend to be the most popular data collection method for this design, where the same questions are asked, but to individuals or groups in different settings. An advantage to this approach over the other three, is that it can identify how HR Practices work in differing environments. However, unlike the other approaches, comparative designs can be difficult to organise and administer due to the vast locations. 
Bryman and Bell (2015, quoted in Taylor and Woodhams, 2016, p96) state that ‘final research designs must meet three basic criteria’. Reliable, the results need to be repeatable and the data collection methods consistent. Replicable, the study needs to be replicable by another researcher. And valid, conclusions must be consistent with data collected.

1.3
Research can be used within HR to evaluate practices and performance. An example of this could be an organisation which has had a spike in sickness absence. This would be identified as a ‘live’ issue and would be beneficial for all stakeholders to reduce. The HR professional would follow the stages of the research process as discussed above, to gather data, identify patterns, and make recommendations. This would normally come in the form of a Business Report written to key stakeholders. 
In my previous role, I identified a gap in how the organisation could aid employees with learning difficulties in relation to productivity. I followed the research components, researching previous literature, gathered data via focus groups, analysed my results, and formulated a conclusion which I presented to my stakeholders. This resulted in a new process which in turn increased the engagement and performance of those employees with learning difficulties. 
Bibliography 
Armstrong, M and Taylor, S. (2017) Armstrong’s Handbook of Human Resource Management Practise. (14th edn). New York: Kogan Page Limited.
Perkins, G and Woodhams, C. (2016) ‘Using Information in Human Resources’ in Taylor, S and Woodhams, C. Studying Human Resource Management. (2nd edn). London: Chartered Institute of Personnel Development.

  

 
image1.PNG




