Using Research in Human Resources 
Research is defined as a systematic process of enquiry and investigation in order to enhance knowledge of a process or problem. Systematic approaches involve a system, method or a plan. Research can be used in many ways, including investigating an issue, to provide solutions to a problem and be used to support business decisions (Oxford, 2019). 
Anderson (2013) developed a four-stage research process, made up of four components, as follows:
1) Identify HR issue/opportunity and define research topic
2) Evaluate what is already known (i.e. what research has already been done on the topic)
3) Obtain information of good quality, for example, carry out primary research then link with what is already known and evaluate this information
4) Interpret the information and formulate conclusions 
This process can help to ensure research is carried out effectively and in a structured manner. However, it can also be said that each stage of research is often “interrelated with the others and experiences in later stages often lead to reconsideration of earlier ones.” (Saunders et al, 2012). It could therefore be argued that a linear approach isn’t always successful, particularly when researching HR or organisational topics. 
Anderson (2013) also developed a research project journey which takes the four-stage research process and develops it in further detail. It explores the types of data used in research projects, which are primary and secondary data, and qualitative and quantitative data. Briefly, primary data is largely new and may not have been explored within other research, for example focus groups, and secondary data is information that has been used in previous research, for example a literature review. 
There are several ways that research can be approached by Human Resources professionals. It can be said that research needs to be structured and systematic utilising three criteria; research needs to be reliable, replicable and valid (Bryman and Bell, 2015). In tandem to this, Anderson (2013) wrote that HR professionals should select a strategy in which to structure or design their research depending on the topic selected. The four designs are cross-sectional, case study, action and comparative. 
Cross sectional research is a collection of data from groups of people, for example an employee engagement survey. This type of research can help identify trends and compare groups. The advantage of cross- sectional research is that it is cost effective to carry out and gives access to a large amount of data. However, the drawback of this type of research is that data could be seen to be of poor quality, for example if questions are not relevant. It is also likely that only a small amount of data is going to be useful.  
In comparison to this, Anderson (2013) noted that case study design involves a more focussed approach to gaining research which may be from one or more related cases, for example if a HR professional was looking at the culture of an organisation. Case studies are useful when the topic being investigated is more complex and research is usually completed on a more one to one basis, for example through interviews or observations. This is an advantage should a very specific topic need to be investigated; however, this can then mean it is hard to analyse the data and draw conclusions as there will be a lot of detailed data gathered. It can also be a time intensive process.   
Action designed research is focused on solving problems, and Anderson (2013) states that this design should support change as its primary aim. For example, an organisation could utilise this design should they be looking to implement new initiatives to improve employee sickness absence levels. The advantage of this can be that HR can involve other parties in planning and implementing an idea within an organisation, i.e. a works’ council, which can influence change more effectively. The disadvantages can be that this takes time, similarly to case study design, and is not a quick fix to identify where change is required and implement said changes. 
[bookmark: _GoBack]Comparative research designs use research which evaluates findings between different groups, usually used to compare findings across multi-sites or internationally. As an example, this could be used to gauge employee thoughts on a subject within a global business. This can be an advantage as an organisation can gain a wide range of opinions on what is happening within the business itself. However, such as in the case of cross-sectional research, attempting to collect and analyse such a large and diverse set of data could prove very difficult to administer. Culturally, this could also be an issue as data may not be appropriate to compare as responses may vary dependant on where the respondents are from. 
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