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Provide a written response which address the following:
1. Explain the nature of research and the stages of the research process
2. Compare and contrast different approaches to research
3. Give examples of how research can be used in researching HR
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Research is the systematic method of gathering information typically for a specific purpose (Taylor & Woodhams, 2016).  Many professions have used research over the centuries.  More recently human resources have joined the movement of using research and its evidence to improve (Briner, 2017).  This assignment will consider the nature of research, various stages within the research process, then compare and contrast different approaches to research, examining how research can be applied within human resources, before concluding.

There are various reasons for carrying out research.  Evidence produced from research can challenge assumptions and ensures decisions made with more confidence due to the evidence behind them (Gilber & Flavery, 2017).  Briner (2017) explains that it is not enough to act simply because it’s ‘best practice’, or because it’s the recent “HR fad”.   It is important for research to be robust to gain best available evidence (Jacobs, 2017), which provide compelling and strong reasons for actions needed, benefiting all stakeholders (Woodhams, 2016).  Horn (2012) identified various strategies used to identify such areas of research, including ‘burning desire’, where a topic is important to the researcher; ‘replication’, where application of a previous study is made but within a different scope and context; ‘practical problem’, where a specific issue needs addressing; and, ‘convenient access’, where the area is chosen based upon the data accessed.

To carry out systematic research, Anderson (cited in Taylor & Woodhams, 2016) stated that a ‘roadmap’ should be followed, which includes five key areas with activities in each.   
Once the area is identified, it is important for an evaluation to be carried out on secondary information, that is, information already known and researched which is available to the researcher.  This can form a foundation for the primary data collected next, that is, data that is collected directly by the researcher.  Both primary and secondary data can be qualitative – words and meanings – and/or quantitative – numbers and statistics (Taylor & Woodhams, 2016).  The data collected needs to be analysed and interpreted. Finally, findings (including recommendations) must to communicated for decisions to be made and actions carried out.

Anderson (cited in Taylor and Woodhams, 2016) described four design approaches to research – cross sectional, case study, action, comparative.  Comparatively, all approaches have its advantages and disadvantages; these, along with which approach chosen, are depended on the area of research chosen and the context.
It is important that all data collected, no matter the research approach, is reliable, replicable, and valid (Taylor & Woodhams, 2016) for effective recommendation to derive.  High quality evidence from different sources can “result in more accurate problem identification” (Briner, 2017). All approaches require data collecting with analysis and conclusions drawn, otherwise the research would be purposeless.  Before collecting any data for any of the research approaches, the researcher must determine whether it is more efficient and still effective to carry out a sample collection (depending on employee size).  If so, this sample should represent the wider group, no matter the approach (Taylor & Woodhams, 2016).  The data collected by both comparative and cross-section approaches are commonly based on surveys and interviews.  An important aspect, not to be overlooked, is that the findings of any approach can be affected/influenced by the skills of the researcher (Taylor & Woodhams, 2016).  

Whilst data is necessary for all approaches, the method of collecting data will vary dependent on the approach used (Taylor & Woodhams, 2016).  For example, the case study approach normally uses qualitative data only; while the others have the option of either qualitative and/or quantitative.  
The cross-sectional approach might use surveys or interviews to uncover patterns; in the case study approach interviews and observation are regularly used; the action research approach may involve discussions, evaluations and more; and the comparative approach typically uses standardised surveys and interviews to compare and contrast findings.
The action research approach often involves a continual cycle of planning, acting and evaluating (e.g. PDSA), while the other approaches have the potential to end after the recommendations have been made.

Research in HR can be used in small ways as well as large.  An example of how research can be used would be to conduct a cross-sectional approach research project on how effective rewards are in staff engagement and retention.  After evaluating secondary on ‘recognition’ and/or ‘rewards’, along with ‘retention’ and ‘staff engagement’, primary research could include surveys and interviews with a sample of current staff.  From the information gleaned from the carefully worded surveys and interviews, recommendations could be put forward to those in authority with the organisation.  


This assignment has showed that there many advantages to using research in HR, including identifying solutions to issues and highlighting ways forward.  Research in HR and evidence-based practice is the way forward.  However, the research must follow the correct process using relevant high-quality information from various sources for recommendations to be accurate.  A must for organisations to survive and thrive.
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