Q1
Research in a HR profession is the process in which information is gathered and analyzed to be able to draw a conclusion that is reliable to make HR changes. By using multiple and critical appraised resources the outcome of the research should mean that better decisions have been made (Eric Barend, 2019). Evidence-based practice is making knowledgeable determinations that has the desired outcome to make educated actions (Jake Young, 2020).
The research product journey breaks the research process into multiple steps (Anderson, 2013, pg 93). Firstly, being able to define the research topic. Horn (2009) suggests there are four methods in which a research topic can be identified: burning desire, replication, practical problem and convenient access. The practical problem strategy is popular as usually the problem will be highlighted for the HR professional, compared to the ‘burning desire’ strategy where research is created from HR practitioners' personal interest. Whilst selecting an area to research the HR practitioner should always be mindful of the opinions of the stakeholders (Anderson, 2013, pg 90). 
The following steps in Andersons (2013) journey are to evaluate what is already known and obtain data of a good quality. A HR practitioner should see the importance of gathering a range of data from a variety of sources (Horn, 2012, pg 95).  CEBMa’s research suggests that an evidence-based approach will lead to better decision making compared to taking a decision-making process (Young, 2020). The CIPD’s new profession map states evidence-based research is one of the key aspects of making a conclusion in HR (CIPD, 2018). Although, arguments have been made that evidence-based research is too focused on finding information about what the problem is, rather than implementing a solution (Marenco, 2020).
Q2
 Anderson (2013) suggests that there are four different approaches. The cross-section design is a relativity cheap way to research and can cover a vast range. However, can result in irrelevant answers depending on how the individual interpreted the questions. Primary data can come in forms such as, questionnaires, interviews, and focus groups. It’s ‘new’ information (Horn, 2012, pg 93). It is important when collecting this sort of data that considerations are made regarding sampling. It is acknowledged that a proportion of a group is usually selected rather than the whole group as this helps speed up the process and saves costs (Creswell, 2007, pg 98). Although, the sample group that is selected needs to represent the needs of the larger groups to make sure results stay unbiased (Bee and Bee, 2005, pg 98).
The case study design is looking at an individual case or multiple small cases. The positives to this design are that you can get a lot of in-depth information about a particular topic. Although, it is extremely hard to be able to generalize the information collected and to be able to cross reference the information that you have found.
Action research can be very time consuming and the result can sometime be more descriptive of the problem rather than figuring out why the problem has occurred. The idea behind this design is that you are problem-solving and in doing so you will be in a cycle of planning, acting and then observing (Anderson, 2013). It is important for a HR practitioner to ensure the data collected for the research is reliable and credible. Qualitive data is that composed of words and the meaning of those words, compared to quantitative which is often data that includes numbers and statistics that can be analyzed (Bryman and Bell, 2015, pg 94).
Comparative design often uses surveys and interviews to collect the information, meaning you can find the similarities and differences between diverse groups. There can be challenges in organizing this data and then making valid comparisons in the data you have found. Again, this method is using more primary data then secondary, but it is important to remember the importance of secondary data. Secondary research is gathering information from a variety of resources that has been undertaken previous from the HR practitioner conducting their study (Horn, 2012). Anderson (2013) recommends that a topic of research should begin with secondary data, and the most important source of data is that collected from academic literature.
Q3
The CIPD and Simplyhealth produced a survey report looking at health and well-being at work. They surveyed over 1000 people and found that overall sickness has gone down but 89% have observed presenteeism and 79% observed leaveism. They found that there was a 37% increase in stress-related absence and 60% increase in common mental health issues. The two top causes of workplace stress were a heavy workload and management style. They suggest when researching the wellbeing, a stress risk assessment and a focus group with both managers and employees will be affective in finding out information for your company.





