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According to the Business Research guide, research is defined as a “systematic and methodical process of inquiry and investigation with a view to increasing knowledge” (Collis and Hussey, 2013).  From this we can understand that research is used to collate and compile information from different sources to improve knowledge and understanding of a specific question or issue by using a systematic and structured approach. Information that is collected is then analysed and used to make an evidenced based decision.  
The initial stage of the research process is to choose a topic, as Horn (2009) recommends the following methods can be considered to do this:
· The Burning Desire Strategy – this would be a topic that is important to you, something that you may have wanted to investigate for a long time.
· The Replication Strategy – This strategy is used by repeating research on an existing topic by changing the context.
· The Practical Problem Strategy – researching a problem generated within an organisation. 
· The Convenient Access Strategy – fitting research around the access you have.
When carrying out a research project it is important to know that there are different types of data, these are known as primary and secondary data.  There are also different approaches or methods of collating data, they are known as qualitative, quantitative and mixed methods.   Horn (2009) explains that primary data is new information that has been gathered and has not been previously researched, this could be through interviews or surveys.  Secondary data is information that is already known through previous research, this could be in the form of a report. Anderson (2013) tells us that a quantitative method uses statistics and numerical data, while the qualitative method is gathered through written and spoken opinions. The mixed method approach combines both quantitative and qualitative data but can also be time consuming.
Once a research topic has been decided, it is important to ensure the accuracy of the data being used when carrying out research, especially with the use of primary data, so that conclusions can be drawn from appropriate information. Briner (2019) suggests that evidence-based decisions should be made from reliable sources and information should be specific to the purpose of why it is needed.  Having a prior understanding of the research topic and the evidence needed when selecting purposeful data will aid this. Information will need to be taken from trustworthy and credible sources to be able to make effective evidence-based decisions to draw conclusions.  Research needs to be reliable, replicable and valid (Bryman and Bell, 2015).




HR research is used to observe HR practices and performance, it is ongoing and relies on being up to date. As suggested by Anderson (2013), HR Professionals should take into consideration the following four basic research designs, when deciding on an appropriate research approach:
· Cross Sectional Design – This is a collection of data from a group of people or individual and it is taken at a single point in time. Through this method primary data can be collated through questionnaires or interviews and can be used to look more in depth to a certain topic, for example employee relations.  This design would produce a high volume of information but only a small amount of the data may be reliable due to the questions being misinterpreted.
· Case Study Design – “The case design is useful where the issue being examined is very difficult to separate from its wider context” (Anderson, 2013).  This design analyses the use of existing data in order to create new knowledge and can be beneficial for focusing on one specific topic, especially when there is a need to learn more about organisational culture.  However, this method may not be replicated in other organisations with the same issue and can generate a high volume of data that would be difficult to analyse.
· Action Research Design – This method is focused on problem solving and is used for improving practice. As stated by Anderson (2013) its main aim is to support and promote change. It is an ongoing process, which measures the effectiveness of the research after putting the plan into action.  For example, this could be used in improving employee absences and introducing initiatives. The disadvantage of this design is that it can be time consuming and may not always have the desired effects.
· Comparative Designs – this method allows for the researcher to compare data between different departments or organisations, commonly internationally.  However, this may not always be ideal due to it producing a high volume of data and there being many variables in the information received. As “not all environments have a sufficient amount in common to enable comparative research” (Perkins and Woodhams, 2016).
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