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1. Introduction
	Employee attrition rate can be defined as the pace at which employees leave the company, this often calculated as an annual figure or as a number of employees over another time frame. Since the employees are the beating heart of any business and also the direct link between the product or service and the customer, business owners have learned that retaining good employees makes their organisation stronger.
	In the following study I will argue the attrition rate and its impact on the company’s productivity. The main objectives of this study is to define the attrition rate, to understand the dominant factors leading to employees retention, to present the fundamental types of attrition and to link the pros and cons of the attrition rate with the company’s productivity rate. The mentioned above study objectives are leading to two focal questions of the research as per below: ‘How does the attrition rate impact company’s productivity?’ and ‘What actions can be taken in order to positively impact the attrition rate?’
	The above topic has been chosen for my research as it is becoming a concerning problem across UK businesses and with the ongoing economic crisis and post Brexit environment the high attrition rate has become an issue that requires a different/special approach. As an example, my research is going to be based on the data collected from a sole company ‘Clipper Logistics PLC’, which embodies multiple other logistics and transport companies across UK with the same characteristics: multiple nationalities employed, cheap/unqualified labour force, seasonal job openings and employees demand.
	By the end of this study, we should be able to understand the influence of the attrition rate on the company’s productivity based on the current business environment and come up with reasonable solutions for the employers facing the matter. 

2. Literature Review
Today, attrition is one of the important issues in an organization. The employers are realizing that there are many variables that determine an employee's stay at a company. They are not motivated by hygiene factors like salaries alone (Kulshreshtha and Kumar, 2005). They look for other softer rewards like a challenging job, clarity of work, catering to training needs, etc.
Retention is often governed by motivation and the realization that the recognition and training needs of each individual are different (William, 2004). It is realized that the need is not merely to stem attrition rates by implementing various retention strategies. It is rather to identify the right candidates at the time of recruitment, so that they identify with the organization and stay on proving to be assets for the company. Cultural shock is something that often leads to employees retreating into a shell and building up a lot of unnecessary pressure on themselves. They need to be sensitized to culture and again training plays a major role at this juncture. Organizations must strike the right balance between pampering their employees and extracting maximum work from them. Any one of these when overdone would lead to dissatisfaction, and thereby, attrition. Corporate control has to be very carefully handled (Amaram, 2005). Employees should be given adequate freedom to complete their work as and how they want to (flexi-times and work from home), without compromising on the quality.
According to the researchers (Guthrie, 2001; and Noe et al., 2003), there is a positive correlation between high involvement work practices and employee retention and firm productivity. A disordinal interaction is indicated; employee turnover is associated with decreased productivity when use of high involvement work practices is high and increased productivity when use of high involvement work practices is low. Postgraduate management education, in particular, serves to produce a shared sense of mission for the employee and the company. The employee identifies achievement of organizational goals with his own growth. The company, in turn, gains from the enhanced capacity and motivation to import value addition. More importantly, if managed effectively, this process can pave the way for companies to move up the value chain.
Attrition cannot be completely eradicated as there is no 'zero attrition', but turnover intentions can be predicted with the help of psychologists and thereby reduce or control the rate of turnover of in organization. Staff turnover is a serious issue especially in the field of human resources management. The losses related to termination, advertising, recruitment, selection, and hiring (Abbasi, Hollman & Hayes, 2008) hit the companies' profits. With attrition being impossible to arrest, many organizations aim at predicting the intention of the employees to leave their jobs. Thus, in the present study the researchers have examined four antecedents of turnover intentions, namely: emotional intelligence, perceived alternative employment opportunities, job satisfaction, and organizational commitment along with certain demographic variables (gender and tenure).


3. Research Methodology
In order to arrive at the aim of the paper, the research methodology will be based on quantitative and qualitative methods. Mixed methods can help you gain a more complete picture than a standalone quantitative or qualitative study, as it integrates benefits of both methods.
For the literature review, the use of electronic databases containing various books and scientific articles from the field of business, psychology and human resources will be adopted in order to reach various source materials in order to study what attrition rate is, and what characteristics and challenges it presents. A secondary objective is to synthesize all the information presented by highlighting the importance of the attrition rate within a company and its’ influence on the productivity. Finally, the conclusion presents the results that were obtained following this analysis.
Mixed methods research draws from the characteristics of both quantitative research and qualitative research. In mixed methods research, quantitative and qualitative techniques are combined in a variety of ways that range from simple, concur- rent forms to more complex and sequential forms. The ways in which quantita- tive and qualitative research may be combined, as well as the extent to which this may occur, have led to the identification of a number of variations of mixed methods research (Creswell and Plano Clark 2011; Nastasi et al. 2010). We now consider these briefly. 
Concurrent mixed methods research involves the separate use of quantitative and qualitative methods within a single phase of data collection and analysis (a single-phase research design). This allows both sets of results to be interpreted together to provide a richer and more comprehensive response to the research question in com- parison to the use of a mono method design. Where you collect qualitative and quantita- tive data in the same phase of research in order to compare how these data sets support one another, you will be using a concurrent triangulation design. 
Using a concurrent mixed methods design should provide richer data than a mono method design and be shorter in timescale, as well as more practical to undertake, than a sequential mixed methods design. 
In the study I will use the following two data collection methods: structured interviews and physical surveys.
· A survey is the process of collecting, analysing and interpreting data from many individuals. It aims to determine insights about a group of people. A survey goes much deeper than a questionnaire and often involves more than one form of data collection.
· An interview is a structured conversation where one participant asks questions, and the other provides answers. In common parlance, the word "interview" refers to a one-on-one conversation between an interviewer and an interviewee.
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