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Provide a written response which addresses 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


1. Research is critical in Education and Business, but how individuals interpret its meaning varies.   The general agreement however is that Research is a “systematic and methodical process of inquiry and investigation with a view to increasing knowledge” (Collis and Hussey, 2014. p. 2).  Systematic Research allows us to challenge general expectations, think outside the box and consider new approaches to solving problems (Anderson, 2013).
Research informs decision making in Human Resources Management and the CIPD promotes the importance of HR Professionals focusing less on what has worked for others and focusing more on what is right for the individual organisation.  This helps to maintain effective relationships between the business and its people therefore encouraging Evidence-Based practice to support all decision making (CIPD, 2016).   There are 4 key areas of evidence that need to inform part of that decision making: External; Academic and Scientific Evidence; Good Quality Internal Data and Professional Expertise and Experience (Jacobs, 2017).
The research process can vary for each individual research project however Anderson (2013) has developed a Roadmap that clearly defines the key components and breaks down the process into separate pieces of work.  Anderson’s journey is broken down into the following areas; ‘Defining the research topic’ (this includes background reading and arranging access issues); ‘Evaluating what is already known’ (carrying out a literature review); ‘Obtaining data of good quality’ (collecting the data) and ‘Interpreting the information and Communicating the results’ (this includes analysing the data, making recommendations and finalising the report).

2. Anderson (2013, cited in Perkins and Woodhams, 2016) discusses four basic strategies that a HR professional can choose from when conducting research: Cross Sectional; Case Study; Action and Comparative.
Cross-Sectional research is generally conducted with a large sample at a single point in time in a consistent format e.g. Questionnaire.   Questionnaires or Surveys tend to produce quantitative data, created through ‘numbers’ that can be analysed easily through graphs and statistics (Saunders, Lewis and Thornhill, 2015).  The quality of data may be uncertain due to how the questions are interpreted.  Bell and Waters (2014) and Oppenheim (2000 cited in Saunders, Lewis and Thornhill, 2015) suggest it is difficult to produce a good questionnaire and collect precise data to answer the research question.  
Case Study Research is most likely linked to a single individual or small group.  Data is commonly collected by Interview or Observation.  Both tend to produce Qualitative data, often referred to as ‘rich data’ resulting from words and images and can be analysed by identifying trends (Saunders, Lewis and Thornhill, 2015).  Observations provide a useful in-depth understanding into an environment but there is a risk that individuals may behave differently in this setting (Perkins and Woodhams, 2016).  Interviews are about listening and fully understanding the responses.  They are helpful when investigating a smaller number of issues, allowing for gathering a range of information.   They can be time-consuming to conduct and analyse the data (Perkins and Woodhams, 2016).
Action Research centred on problem-solving is generally a longitudinal study conducted in cycles consisting of diagnosing issues, planning action, taking action and assessing the action (Saunders, Lewis and Thornhill, 2015).  It encourages collaboration of others, is useful in solving specific problems within an organisation but can be difficult relating to other settings.  The data collected can be descriptive and reasons behind the problem may still be vague (Perkins and Woodhams, 2016).  
Comparative Research allows for comparisons to be made between different groups and situations.  Standardised interviews and surveys are often used for data collection which can aid comparing and contrasting results.  Making accurate comparisons can be more challenging as environments often don’t have enough in common to make comparisons reliable (Perkins and Woodhams, 2016).
3. To ensure a research study is meaningful, the research topic needs to be given careful consideration.  Horn (2012) discusses adopting different strategies when deciding on a research topic.  Researching an area of personal importance such as The Investigation into Stress Relief at work may be a typical research area that sits within the ‘Burning Desire’ Strategy.  The ‘Replication’ strategy is finding research that already exists, adjusting it to fit your organisation and repeating it.  (Horn, 2012)
The ‘Practical Problem’ strategy is perhaps most commonly used by HR professionals.  Research may be conducted as a result of a staff survey highlighting an area of concern.  The ‘Convenient Access’ strategy focuses on research around the access you have to your advantage i.e. data available due to the specific area in which an individual works (Perkins and Woodhams, 2016).
Anderson (2013) provides example of research topics to aid individuals in their decision making who may find it challenging.  Performance Management, Effectiveness of Flexible working and the Recruitment and Selection Process are just some suggested examples.
For an organisation with poor Staff Retention rates research could be carried out to ‘Analyse Strategies to Improve Retention’ or specifically to ‘Analyse strategies to lower Staff Turnover during Probation Period’.  ‘Investigating Reasons for Staff Absence’ may be looked at where this area is a concern.  Evaluating ‘Flexible Working’ or ‘Reward and Recognition’ to Improve Employee Engagement may also be effective. Perkins and Woodhams (2016) discuss how research could be carried out to compare staff engagement levels within different departments in an organisation.
In addition to all the above, Bryman and Bell (2015, cited in Perkins and Woodhams, 2016) discuss three basic criteria to be considered that all final research designs must meet; they must be Reliable, Replicable and Valid.  
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