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Explain the nature of research and the stages of the research process
Research is a systematic process to interrogate data, carried out to determine the facts of the topic under scrutiny.  Types of data are most commonly separated into two categories; Primary & Secondary, defined by Horn (2012) as new, previously unidentified data and latterly, data previously discovered through research or academic writing  and    Qualitative & Quantitative, Bryman & Bell 2015 provide a simple distinction between the two as words and meanings versus numbers and statistics. 
The research process requires the researcher to collect, analyse, interpret and communicate the findings, Anderson (2013) sets out the stages of research into five stages of a project journey;
Define the research Topic
Agree/Research/Design/Address Issues.
Evaluate what is known
Search/Read (Secondary Data) draft the review. 
Obtain Quality Data
Plan/Design Data Gathering & Tools, Collect Data  (Primary Data), Finalise Issues, Draft Methodology & Findings.
Interpret Information
Analysis of Findings/Draft Analysis/Conclusions/Recommendations and Introduction.
Communicate the Results
Finalise References & Appendices, prepare as per requirements, submit accurately.
Demonstrating the importance of a structured and methodical approach to the research process with explicit objectives and an action plan. 

Compare and contrast the different approaches to research 
Fundamental to the success of the research is to select the most suitable approach to achieve the desired objectives and to appreciate the limitations of the research. Qualitative, quantitative and mixed method approaches can be considered.
[bookmark: _Hlk527460554]Acknowledging that research designs must be reliable, replicable and valid Bryman and Bell (2015) and the four research strategies of  Anderson (2013); cross-sectional, case study, action and comparative, the following comparisons and observations are made Perkins & Woodhams (2016) as cited by (Taylor & Woodhams, 2016).
Cross-sectional; best achieved through interviews and surveys in which data can be retrieved quickly and cost effectively at a point in time, useful if the researcher is attempting to discover relationships between groups, such as geographical locations. 
Conversely, a snap shot covering a broad cross section of an organisation, may not achieve the required depth.  This approach also depends on good survey and interview questions with honest responses, which may result in the research data not being replicable or reliable. 
Case Study; a much deeper investigation, usually used in a smaller number of complex cases, undertaken by observation and interviews when there is a requirement to reach a meaningful depth, this is the opposite of cross-sectional research.  Case study will provide qualitative in-depth data. 
The disadvantage of this approach is the time taken to research and produce data that can be difficult to analyse, furthermore due to the intense nature it may be difficult to replicate.
Action Research; Fundamentally problem solving, (Anderson, 2013).  In which the researcher often becomes part of the process of change, Easterby-Smith, Thorpe & Jackson (2012), brought about by fostering change within the research itself. Achieved by engaging stakeholders in planning and design in which the topic and solution are received and implemented by those involved, this would indicate that Focus Groups might be the preferred data collection method.  With everyone ‘on-board’, it could also be the most reliable, replicable and valid (Anderson, 2013).  Easterby-Smith, Thorpe & Jackson (2012) cite examples of its use as far back as 1962.
A weakness of this approach is the time taken to undertake the project, it is also expressive, therefore qualitative and difficult to analyse, however, action research provides solutions in the design not contained in other approaches.
Comparative; described by Taylor & Woodhams (2016) as a research design which allows comparisons between groups, usually internationally.  In this scenario whether the research is conducted by interview or survey the importance of uniform data collection is critical to valid results.  This is a useful system to determine opinions and feelings of an issue/process in one organisation across different countries/cultures, but according to Anderson (2013) difficult to administer and organise.  Data in this design could be both qualitative and quantitative, but would be difficult to meet Bryman and Bell’s, (2015)  criteria, as it may be difficult to replicate outside of the original setting.
Give examples of how research can be used in researching HR 
Research in HR allows us to unravel complex problems, challenge established theories and produce data to support our proposals for change.
1. Employee Satisfaction, often a complex area to understand, research using a variety of methods could achieve a deeper understanding of underlying issues, a survey followed by an action research focus group to improve employee engagement could be the desired approach.
2. Historically some organisations have provided employee benefits based on what the organisation believes employees want, by researching what is important to the employees we find there is rarely correlation between the two, see appendix 1. This research could be achieved via survey or questionnaire that would produce this quantitative data.
3. Regular short term absence; supporting proposals for change by capturing and presenting absence data, conducting interviews and demonstrating patterns.  





Appendix 1 (Hays Specialist Recruitment Limited, 2017)
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For their 2017 Salary Survey Hays surveyed their Employee Participants asking which benefits

were key & Employers which benefits they offered, see below results;
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Results show that in most cases, what was offered was not the most valued!




