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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.
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.
A high percentage of support staff left due to pay and a change of career, although there were many positives regarding teamwork, communication and being valued within their job role.
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 However in Wales support staff now have to 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.
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