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1. Explain the nature of research and the stages of the research process.

Research is the systematic investigation into a particular issue. HR professionals use research as a way of increasing knowledge of an area. Identifying as much information as possible, enables conclusions to be reached to underpin effective action. This aids decision making and provides the basis for action to be undertaken, in order to achieve the best possible outcome. (Saunders, Lewis and Thornhill, 2016 p.5).

Basic research is used as a way of increasing knowledge, whereas applied research is used to answer a specific question. 

Anderson (2013) states that various steps are usually undertaken during the research process:

· Identify the research subject.
· Agree the aims and objectives of the research – what outcome do you wish to achieve.
· Undertake a literature review – research secondary data from books, journals, websites. Secondary data is data that already exists about the research topic.
· Decide on the methodology – how is the data going to be collected e.g. interviews, surveys, questionnaires, focus groups. The type of methodology used will influence the type of data obtained. Qualitative data – (interpretivist) is normally non numerical data e.g. images, words, interviews, focus groups. Quantitative data – (positivist) is normally to do with numbers or statistics e.g. questionnaires, surveys. Mixed methods are a combination of both of the above.
· Collect the primary data – this data is obtained solely for the purpose of this project.
· Analyse the data – have the aims and objectives been reached.
· Draw conclusions and recommendations – what has the research shown and what has been learnt.

2. Compare and contrast different approaches to research.

According to Bryman and Bell (2015), research designs and data collection should reliable, replicable and valid.

With the above in mind, according to Anderson (2013) there are four research strategies or designs:

a. Cross-sectional research – is the gathering of data at a single point in time e.g. employee engagement questionnaire:
· can help to see trends or patterns and compare.
· relatively inexpensive to undertake. 
· can produce large amounts of data. 
· questions could be interpreted differently leading to poor data.
· may not be completed and returned.
· depth could be limited as unable to prompt further replies.

b. Case study research – this research focuses on one issue e.g. interviews held on organisational culture: 
· large amounts of very detailed data can be obtained.
· assists in understanding the organisational culture. 
· excessive amounts of qualitative data can be difficult to interpret.
· may not assist with understanding the issue elsewhere. 
· evaluations reached maybe limited as is the ability to generalize, due to only focusing on one issue.

c. Action research - this design is aimed at problem solving. Understanding the data gathered, leads to action being taken. Views are gathered from a range of individuals to assist planning, action and observations e.g. focus groups on new pay structure. 
· including views from others, increases morale and can assist in changing patterns of thinking. 
· this type of research does not tend to explain why things are done in a certain way, it merely describes how things are done. 
· can be time consuming and again limits generalisation.
 
d. Comparative research – this design compares issues within different departments or organisations e.g. participant observation on productivity levels. 
· although a great deal can be learnt in understanding how HR practices operate, 
· it can be difficult to organize due to geographical locations. 
· in order to make a successful comparison, there must be a number of common factors within the organisation.

As mentioned above, Anderson (2013) describes the two types of metholodgy used in research:

· Positivist – is a scientific approach to gathering and analysing data.
· Interpretivist – is understanding the meaning and human interactions of processes within the organisation.

Double phased or multi-phase research can lead to a richer source of data. Sequential research design is when the qualitative and quantitative data is collected at different stages, whereas during concurrent research both are collected at the same stage.

All evidence collected in the research process should be used in order to facilitate informed decision making (CIPD 2019).

3. Give examples of how research can be used in researching HR.

Evidence based research is extremely useful in understanding a range of HR issues. The data gathered in research projects can help stakeholders to identify trends and develop theories.

Examples of researchable areas in HR:
a. absence at work – understanding what issues lead to absence.
b. employee engagement – increasing motivation by including employee views.
c. Recruitment – understanding the dynamics of those that apply for particular roles.
d. retention – understanding why employees leave or remain with an organisation.

These are just a few of the many issue which face HR professionals in today’s fast paced and ever-changing workplace. The research techniques mentioned above are an ideal way to commence the research journey into a particular issue.
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