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Q1
Research uses a systematic approach to; investigate, problem solve, make decisions, benchmark or increase knowledge (Anderson, 2013).

‘Evidence-based’ research and “critical thinking” using scientific, organisational and stakeholder data from multiple trustworthy sources enables us to make the best decisions. Using our own opinions and personal experiences is an easier option however, doing so distorts the research. (CIPD, 2013)

To gain the best insight, Barends Et al. (2014) suggests; asking the right questions gathering quality information, obtaining, and reviewing the credibility of the data, applying it to the research process and evaluating conclusions. 

Anderson (2013)’s research process starts by defining a topic, gathering primary and secondary data using various research methods and presenting findings.

Horn (2009) suggests topics can be identified through the Burning Desire, Replication, Practical Problem or Convenient Access strategies. 

In both processes, time, resource, and skills should first be considered. Alongside stakeholders’ opinions and knowing what the business’ priorities are, the research can be tailored to support and improve organisational performance (Anderson, 2013)

Primary and secondary data is gathered using qualitative and/or quantitive approach. Primary gathers “new” information purposely for a new study (Horn, 2012) using surveys, questionnaires, or study groups. Whereas secondary examines data from previous research or academic writing/ literature. These sources provide the most reliable data and should be collected before gathering primary data (Anderson, 2013). 

Qualitative research centres around words and facts; explaining why events happen (Anderson, 2013). However, Horn (2012) argues qualitative research takes longer to gather and analyse.  

In contrast, quantitive data is more straightforward to evaluate as it focusses on numbers and data and presented through statistical software (Bryman and Bell, 2015). However, does not focus on why events happen. (Anderson, 2013)

Anderson (2013) argues mixed methods can be more valuable however can be time consuming to gather and analyse.






Q2.
Research designs must gather “reliable, replicable, and valid” data (Bryman and Bell 2015, p97). Anderson (2013) argues the strengths and weaknesses of the following designs:
· Cross-sectional
· Case study
· Action
· Comparative

Cross-sectional obtains information and patterns from groups at a particular time using surveys or questionnaires, which are useful when using a large population. The cost to run is low however due to the large scale covered, information can be heavy, and questions can be interpreted differently, resulting in poor data.

Conversely, the selection of people could be biased, therefore data obtained may not be reliable. If data was collected on several occasions in a disciplined area, findings may be more reliable (Gifford, 2016).

Unlike cross-sectional design, case studies focus solely on one or several small related issues which is useful when trying to separate the issue from a wider context. Interviews work best producing large amounts of in-depth data however case studies are difficult to replicate and validate in another setting (Anderson, 2013)

Gifford (2016) suggests case studies provide quality data by using qualitative understandings with scientific secondary evidence. When completed thoroughly they provide strong outcomes.

The action design is great for identifying and solving problems and understanding the need for change. However, this involves continuously planning, actioning, and reviewing which can be resourceful and data collected may be too detailed, not explaining the ‘why’. 

The Comparative design, like cross-sectional uses surveys to collect data from groups/ situations where the results are comparable. However, the differences in findings make it hard to replicate and compare in another organisation. This design can also be difficult to plan and carry out. (Anderson 2013).






Q3
The HR function utilise research methodologies to explore work related problems and help improve processes, policies, and procedures.
1) Research into sexual harassment (SH) identifies whether colleagues have been subjected to SH and how employers dealt with it. 
Equality and Human Rights Commission (EHRC) (2017) researched 1000 employers and overall found:
· The ‘lack of consistent, effective action taken’ and policies in place. 
· An imbalance in gender equality, as 4 in 10 women had experienced SH at work whereas majority of men had not. 
· Half of the cases reported found no action was taken.
· HR are ‘unhelpful’, and managers are ‘inexperienced’ and ‘unsupportive’. 
EHRC recommended; changing the workplace culture, provide training to colleagues, better clarity of policies and new laws in place to prevent SH and increase protection for victims.
2) Research into Absence Management can provide understanding as to what drives employee absence. CIPD (2020) conducted research and found a 37% increase in work-related stress over the last year, and 60% rise in mental health absences. 
The biggest causes were heavy workload, management style, and modern-day technology, as 86% said it prevents them from switching off outside of work.
CIPD (2020) suggested employers could support their colleagues’ health and well-being by: creating a mentally healthy culture, investing in the right guidance and training for managers, and promoting the use of Occupational Health. 
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