Using Research in Human Resources
Research is a vital and substantial part of collecting information, analysis and forming decisions in HR. There are different methods and processes while collecting information to come to conclusions and making decisions (Anderson, Fontinha and Robson, n.d.). This research will only enhance performance and valuable evidence into decisions made (Bell et al., 2019). This piece will focus on the nature of research and the stages of the research process. Comparisons and evaluations will be drawn to the different approaches through significant examples seen in a HR environment. Decisions daily are made on own personal assumptions and the evidence you have been provided with. This research is also used to evaluate the performance of HR through practice and enquiry (Bell et al., 2019). 
Academic research and applied research are the two kinds used within HR. Academic research is a systematic and in-depth personal study of a certain topic or body of knowledge. It is to provide solid answers and facts. You would focus your study on goals, researching questions that other researchers have found. We would simply be expanding on research of other professionals (Anderson, Fontinha and Robson, n.d.). We could use the word research and apply it to so many ways in daily life. Whether this being studying at university or in your career, people are always looking to expand their knowledge academically. Although there is a systematic process to this form of research, you would focus on collecting the information first, analysing, which also comes in many forms, focusing on what you want to get out of the study, analysing some more, transporting this information and in conclusion putting this information to new and greater uses (Ryan and Bernard, 2003). 

[bookmark: _GoBack]Application research focuses on solving issues. This is used to find solutions to problems or situations, different to academic research where you’re focusing expanding knowledge. Application comes after you’ve successfully gathered your academic research. You must then apply what you’ve learned to your life or situation, which could come in many forms (Bell et al., 2019). 

Within HR management there are 4 methods of research. These methods are; ‘Burning desire’ strategy, the replication strategy, the practical problem strategy and the convenient access strategy (Anderson, Fontinha and Robson, n.d.). It has been identified in other readings that the ‘burning desire’ strategy is when you are interested in an area personal to others for example work stress (Ryan and Bernard, 2003). The replication strategy is when you decide to replicate a research project that has already been done before. HR managers would learn from this technique and use the basis of the research to put it into their own context and situation (Taylor and Woodhams, n.d.). This would be done in their own organisation, benefiting from another project or research that has previously worked in a similar situation (Anderson, Fontinha and Robson, n.d.). The most common method amongst them is the practical problem strategy. This is when there is a practical problem that is a concern, for example, a staff survey has suggested there is an issue within the team (Mcleod, 2019). The fourth strategy is the convenient access strategy where HR managers would use their access to certain data to support their research. For example, they would have an advantage to conduct research on a certain topic, that somebody without access to certain data would not be able to make a research project (Mcleod, 2019). 

There are different types of data used when HR professionals are collecting and reviewing such related to their research (Statistics How To, 2019). Primary data would be the initial research conducted by the HR professionals themselves, first hand. For example, if they were to do a survey on a topic of interest within their profession, the results would be primary data. Before beginning your research, you would usually look into the topic, through other sources such as books, journals, the internet and research papers (Statistics How To, 2019). Within these categories, the data collected can be separated into qualitative and quantitative data (Bell et al., 2019). Quantitative data is about the quantities in data, therefore numbers whereas qualitative data is more descriptive, where you can observe and describe the information, for example surveys. The aim of such data is in order to study individuals, groups and social aspects (Bell et al., 2019). This research method would be very effective in a HR environment as it’s a form of analysing data of people within their natural setting, especially on behaviour of people.  Another good example of qualitative data would be interviews as you would use open questions (Ryan and Bernard, 2003). This is effective in HR as it really gains an understanding of somebody as a person, and their real situation. Quantitative data comes in the form of numbers and is often the support to other forms of data or even to reject it. Observations and questionnaires is a good example of how both forms of data are used (Mcleod, 2019). 
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