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1. Introduction
After identifying an area of research, it is important to follow the correct key steps, including data collection and analysis, work out which of these can be conducted and which must follow in a sequential manner. Anderson (2013) has created a roadmap which lists the various stages of the process. These are as follows:
· Define the research topic 
· Evaluate what is already know 
· Obtain data of good quality
· Interpret information
· Communicate the results.
According to Taylor and Woodham (2013) It is important to note that not all research projects will include every step in Anderson’s roadmap, this should be used as a guide.
A key point to mention is that a roadmap allows for progress to be monitored against initial expectations. 
Various types of data can be gathered during a research project. When conducting a project of any size professionals need to collect and review data that is relevant to their research.	
It is important to understand that there are different types of data that are used in research projects, essentially, they fall into the following categories:
· Primary or secondary
· Qualitive or quantitative
We can have primary data which is qualitive or quantitative or secondary data that is qualitive or quantitative. Before the latter terms are explored, the difference between primary and secondary data must be clarified.
Primary data has been collected for the study in which it is used, new in which it has not been captured by previous research projects. Secondary data refers to information that has been previously used in research.
Being able to effectively and efficiently find and utilise information is a key skill that HR professionals need to master.

The company I am employed with are called Perthyn, who support adults with learning difficulties. The main stakeholders comprise of chairholders, the chief executive and two directors. I have completed research on staff turnover.  
Employee turnover can have a negative impact on an organisation; therefore, I have prepared a report on this topic. I have formulated an exit interview questionnaire to understand and investigate if there is a regular pattern on staff leaving the organisation. Please see a copy of the exit questionnaire in the reference section.
Aim – The aim of the Staff Exit questionnaire is to collate information on why the employee is leaving, this can provide a powerful insight into possible working patterns.
Objectives – To identify any patterns or re-occurring answers from the staff member who is leaving. To discuss if any of the reasons that the employee is leaving can be adapted, particularly if there is a higher percentage of one answer for example if several staff members answer that they are not provided with sufficient training. To make suitable recommendations to higher management in hope to retain staff.

2. Literature Review
2.1 Employee Turnover
According to the CIPD (2021) Employee turn is based on those employees who leave the organisation over a set period, this can often be on a year-to-year basis. The term employee turnover is based around all the staff who have left the organisation, these include the following:
· Voluntary
· Unvoluntary 
· Resigned
· Retired 
· Redundancy
Although these numbers can be collated as a whole, I am going to focus on resigned and voluntary staff turnover. Turnover levels can vary depending on the type of industry and location, the highest levels are typically found in hospitality, health and social care, and manufacturing, this is suggested in Ofstead (2021). The highest turnover rates are particularly more noticeable in the areas where unemployment is lowest and where it is relatively easy for people to secure desirable alternative employment. Perthyn are a health and social care-based industry and are based in several locations in England and Wales. There are several businesses providing health and social care throughout these regions, it can there for be a competitive job market. Although staff turnover can have a negative impact to an organisation’s performance, in general, there is no defined stage of impact depending on the market in which the organisation competes. In certain businesses it can be easy to train new staff at low cost and maintain service precision, however some industries have a greater need for skill which leads to less applicant for the job and more time to fill the vacancy.
According to the CIPD (2021) Employees resign for several different reasons; it can be the attraction of a new job or the prospect of a period outside the workforce such as a job recommendation by a friend or former colleague. Sometimes the employee can be pushed to find a new job because they are dissatisfied with the company, their line manager or the lack of career progression. The move could also be prompted by an element of several aspects mentioned above. Gathering information from leavers can on occasions be difficult because sometimes the reason the employee may give can be different from their genuine reason for leaving, they may feel reluctant to voice criticism of their managers, colleagues or the or the organisation in general. It is therefore important that the direct line manager does not conduct the interview, using an impartial employee such as a member of HR or an external representative may be more beneficial helping the organisation overall to capture more accurate information. Confidentiality should be assured to the leaving employee and the purpose of the interview explained. It is also important to consider existing employees, conducting an exit interview will gain useful information from those leaving but current employees can state useful information which will give the employee a voice, this can be conducted by meetings, surveys or staff engagement days and allow the employer to listen to existing employees and their needs before it leads to larger numbers of people leaving, this can help to minimise subsequent negative outcomes of turnover.
Perthyn’s exit interviews are generally completed by a member of HR or sent out via post or email, the exit interview questionnaire is completely anonymous, the leaving employee does not need to write their name on the document. 
2.2 Facts and Trends of staff turnover 
According to Gov.uk the latest statistics for England Show that in 2018/2019 there were 1.9 million requests for adult support, research from kingsfund also shows in 2019/2020 that 838,530 adults received long term social care, primarily in care/nursing homes or in their own homes and 1.5million people work in adult social care in England.  There are numerous care providers and funding generally comes from the local authorities. Perthyn provide support to more than 250 individuals across England (East Midlands) and Wales.
Workforce intelligence state that the staff turnover rate of permanent and temporarily employed staff working in the adult social care sector was 30.4%, there was approximately 430,000 leavers over the year, however 67% of leavers remain within the sector. The level of turnover rates indicates that employers are struggling to find, recruit and retain suitable people to the sector. A large amount of staff turnover is from people leaving the sector or leaving soon after they join. It is important to note that turnover is not uniformly high, approximately 23% of independent sector employees have a turnover rate of less than 10%. There was an average of 112,00 vacancies at any one time in 2019/2020. Key finding from the report notes that those who travelled further to work were more likely to leave their role, the sector can struggle to retain young workers, people leave the sector soon after enrolling and that turnover rates were higher for those on a zero-hour contract. Staff turnover can be problematic in health and social care, the health foundation notes that the turnover rates is 31% compared to the UK average across all employment sectors of 15%. Turnover can lead to the following issues:
· Insufficient staffing.
· Existing employees can be under increased pressure to provide the relevant support.
· Staff burnout, which can create issues around the wellbeing of employees.
· Safe working levels.
Perthyn have unfortunately been faced with some of the above, the majority of the individuals we support need around the clock care and support, if a member of a team leaves this can then lead to employees working extra hours to ensure safe levels of support are provided, although no employee is put under pressure to do so. Perthyn are continuously looking to recruit and use different measures to do so, such as posting adverts on indeed, their facebook page and posting on active jobs UK, networking, attending recruitment fairs and holding open days for specific services.
Methodology 
I have chosen a quantitative method to complete, staff exit questionnaires with the employees who leave, the questionnaires are completely anonymous, Perthyn’s usual protocol was to send the leaver questionnaires via post. Although, I spent a period of time contacting the employees via telephone and going through and completing the questions with them, providing they were happy to participate, this way we received more feedback, the leaving staff members were reassured that the questions were confidential and that there would be no name attached to the questionnaire and the information they would provide will allow managers and HR to gain vital information to understand employees reasons for leaving and to establish if there are any steps that can be taken to prevent further loss of voluntary employees. The information gathered will be input on to a spreadsheet and discussed in higher management meetings, which will allow for possible changes, if necessary, to retain staff.
Findings
The research I carried out for the questionnaires were in a primary form for the purpose of this report, I have focused of qualitive research of recent employees who have just left the organisation or are about to leave within the quarter. I wanted to focus on the most recent employees to gain a better understanding and meaning of why the employee has left the organisation rather than focus on a qualitive amount due to being able to establish a more direct insight of the recent leavers. My choice of guidance was based from Anderson (2013) roadmap.  A high percentage of support staff left due to pay and a change of career, a small number left due to shift work, although there were many positives regarding teamwork, communication and being valued within their job role. Employees also felt they had regular training adequate to their job role and opportunity for career progression.
Over 6-month period, 30 staff members left the organisation, 26 of those employees who left resigned, for several different reasons such as moving back home or for another job role.  3 employees had not successfully completed their probation and 1 employee was not able to complete the training.
From those 30 employees who left the organisation 28 were happy to take part in the questionnaire, please see the table below and find a template of the leaver questionnaire in the appendices. Note that the questionnaire allows the employee to tick several of the options for leaving and not just the one. The information provided in the table shows that the most frequently answered reason for leaving is based on pay, pay is in line with guidelines from the local authorities and competitors. Most employees felt that they were happy with their work life balance which is beneficial to both the employee and organisation as this is an important component of a healthy work environment. The majority of staff answered that they agreed they had a helpful induction, although from that number of employees feeling they had a sufficient induction the supervision compliance seems to decline.














	Reason for Leaving 
	The number of people answered
	Remuneration and Benefits 
	The number of people answered 
	The company and Job role? 
	Agree or disagree

	Dissatisfaction with Job?
	3
	The Salary was inadequate?
	22 
	Did you receive an induction and was it helpful?
	26

	Dissatisfaction with shift?
	4
	The salary was adequate?
	4
	I received adequate training?
	25

	Disatisfaction with culture, management and ethos?
	1
	I was happy with my work/life balance?
	25
	Was a good and positive environment to work in?
	22

	Limited Promotions and training opportunities? 
	0
	The organisation allowed me to work flexibly when I needed to?
	24
	Communication worked well?
	19

	Career Change? 
	12
	Other benefits were good?
	22
	There was no bullying or Harassment?
	24

	Personal/ family commitments?
	1
	
	
	The workload was acceptable? 
	22

	Retirement?
	0
	
	
	I felt valued in my role?
	22

	Pay?
	20
	
	
	Did you receive regular supervisions?
	21








Conclusion 
It is important for an organisation to consider cost of losing employees and to look at how staff retention can be maintained long term, this can be by ensuring all staff are treated fairly, allowing flexible working, and promoting employee wellbeing. As an organisation Perthyn offer flexible working contracts and have an employee assistance programme, due to government funding there is no current room for pay scales to rise significantly, however in Wales support staff now must be registered with CIW recognising the skill involved behind support workers and allowing the organisation to offer full training and qualifications to enhance the employees’ skills.

Recommendations of change and changes that have been actioned 
The recommended changes were as follows:
· Increase Salary/Wage scales if able to. 
· HR to closely monitor supervision compliance, particularly for those employees who are new with the organisation, to ensure that monthly supervisions are ongoing.
· HR to contact employees via telephone as well as by post.
Perthyn have recently increased all staff wages starting from £9.20 instead of the £8.72 minimum wage for over the age of 21, please find a spreadsheet in the appendices relating to pay uplift. There is a scheme called refer a friend, I an existing employee introduces a person they know and the person they have recommended is successful, the existing employee will received £250 bonus. Perthyn have also recently introduced a joining bonus of £250 and a further payment of £250 when the employee passes their probationary period. A member of the HR team has now been assigned the task of contacting the leaver employee to complete the questionnaire. There is now an increase in answered questionnaire, I have included the spreadsheets for the last two quarters in the appendices. 
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