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1.0 Introduction and Research Rationale
The shortage of skills and insufficientinvestment in training remain central challenge for UK employers.The immediate aftermath of the pandemic has seen a lessening in the pressure on the labour market but still, there is a need for organisations to attract staff who have the right skills, as well as build capacity in their current employees. This is not just a problem of human resources or staffing as it can have impacts on productivity, service quality, operating cost, innovation and workforce planning (Becker, 1962; Acemoglu and Pischke, 1999; Autor, 2015; Deming, 2017). The World Economic Forum (2025) also highlights skills gaps as a major constraint on business transformation, further emphasizing the importance of considering skills planning as a key component of business strategy.
The proposed study will examine the link between skills gaps, training provision and the recruitment problems faced by employers in the UK.The Employer Skills Survey 2024 is suitable as it is a recent authoritative source for vacancies, skills gaps and training by geographical area (England, Northern Ireland, Wales and Scotland) (Department for Education, 2025a). Also the UK findings page includes the full research report, UK data tables, tables of investment in training and questionnaire (Department for Education and Skills England, 2025a). Hence, the dataset is suitable for a secondary quantitative research design because its indicators are directly in relation to the research problem.
The story in the headline evidence is complex. 12% of employers reported having staff who were not fully proficient and 4.0% of employees were judged as not being fully proficient in 2024. This is less than in 2022, but it is still estimated that about 1.26 million people are still working without the skills they need. Meanwhile, the proportion of employers who had delivered or organised training in the last 12 months (59%) was the lowest since the Employer Skills Survey series began in 2011; and real spending on training had declined by 18.5% compared with 2011 (Department for Education and Skills England, 2025b).
Thus, the present proposal employs SPSS for descriptive statistics, Cross Tabulation, Group comparison, correlation and simple regression (if applicable). It's not meant for creating a model or technical forecasting tool for machine learning. Rather, it suggests an applied management study, based on official secondary evidence, for making decisions on workforce development. Topic is suitable for MBA level business research due to the relevance of policy evidence to practical issues relating to recruitment, training investment, job design and relationships with education or apprenticeship providers.
2.0 Research Problem, Gap and Novelty
There is a considerable volume of policy evidence from the UK about the skills of employers. Much of this evidence is given in official, descriptive reports, however. Official reports provide a valuable source of information because they tend to be large scale, systematic and policy relevant, but often do not add up to a straightforward decision making process for the employer. In the meantime, research on skills gaps in the academy has tended to focus on the human capital theory, on the signalling nature of the labour market, on the under-investment in training, on technological change, or on the difference between an external lack of skills and an internal lack of skills (Becker, 1962; Spence, 1973; Acemoglu and Pischke, 1999; Keep and Mayhew, 2010; Autor, 2015). These debates are helpful but managers must have evidence to guide them in where the risks lie and what kind of workforce development interventions might be most suitable.
Thus, the following research gap is proposed: internal skills gaps, recruitment difficulties and employer training provision.As mentioned in the report by Department for Education and Skills England (2025b)there are interrelationships between the core measures, but a student research proposal could focus the analysis on a specific managerial question – do groups of employers with a higher difficulty in recruiting employees also have higher skills gaps and is training provision stronger or weaker in those groups? This is not a copy/paste of an official report.
The innovation of the proposed study is not in the creation of a new dataset, but in the integration and interpretation of the dataset for the study. Specifically, it will draw on recent official UK employer data to create a realistic skills-risk profile, at a sector-level and employer-size level. Groups will be classified here based on the combination of the skill gap density, skill-shortage vacancy indicators and training provision. For instance, a sector with a relatively high skills gap density and low training provision may be considered as a workforce development priority while one with a high skills-shortage vacancy rate and high training provision would suggest a pressure in the labour market for recruitment instead of inactivity in training provision. This results in a real business contribution as it puts the data analysis process in the context of business decisions e.g. recruitment and training investment decisions, workforce planning etc.
The proposed research will therefore be in a realistic place with regard to novelty. It will not assert that a lack of skills and training and recruitment problems are fresh issues. Rather, it will assert that the significance of the project lies in the combination of variables that are targeted; the employment of the latest official UK survey data; and the conversion of patterns shown in the statistics into a feasible format. This is crucial, as an overly original proposal is not a good sign of good research at Level 7. The contribution should be believable, specific and realistic in the data set given. Therefore, the study will not be a causal examination of the impact of training on reducing skill shortages in individual workplace but an aggregate examination of skill shortages in employer groups.

3.0 Research Aim, Question and Objectives
Research aim:To analyse the differences in employer skills gaps, training provision and recruitment challenges vary by employer sector based on the Employer Skills Survey 2024 and to create a practical skills-risk profile based on the data to feed into employer workforce development decisions.
Main research question:What are the differences in skills gaps, provision of training, recruitment issues by sector, region and employer size and what practical skills-risk patterns emerge from the Employer Skills Survey 2024?
The proposed objectives will be:
· To research relevant literature on human capital, employer training, skills shortages and recruitment problems in the UK labour market.
· To assess the value of the Employer Skills Survey 2024 as a secondary quantitative dataset to analyse employer-reported skills issues.
· To compare skills gap indicators, training provision indicators and difficulty accessing training indicators across sectors, regions and size of employers using SPSS.
· To examine if there are links between training provision patterns and skills gaps and skill-shortage vacancy indicators, at an aggregate level.
· To build a realistic skills-risk profile to provide support for recommendations for workforce development for employers in the UK.
This study will not make causal claims since it will be secondary and/or aggregate data from published sources. Rather, it will examine connections and relationships. Working propositions are:
P1: Skills gaps and recruitment challenges will be significantly different across various industry and company types.
P2: Groups with higher density of skills short vacancies are likely to show higher internal skills gap density.
P3: Skills gaps will not be evenly distributed across the groups that have skills gaps, and there will be identifiable skills-risk priorities.
4.0 Key Literature and Contextual Issues
4.1 Human capital and employer training
The human capital theory can serve as the basis for this idea. Becker (1962, 1993) believes that education and training can be viewed as an investment yielding greater productivity among workers. Schultz (1961) also sees investment in people as a catalyst to the economic capability. This perspective sees employer training as being not just a cost, but a possibility to invest in productivity. The theory does, however, pose a practical business question: When personnel can acquire a skill and then move on, a business may be tempted not to invest in transferable skills. Acemoglu and Pischke (1999) build on this argument by considering the situation in which employers might still invest in training in the presence of imperfect labour markets given that wage structures, endogeneity of information and firm-specific productivity benefits can make training beneficial.
The proposed study is consistent with this literature as it investigates if groups of employers in the UK with difficulties in finding skilled workers also seem to be spending time and money on workforce development. The ESS data is not capable of proving a decrease in skills gaps due to training - due to being a cross sectional data set. However it could demonstrate the distribution of training provision, skills gaps and recruitment challenges among employer groups. This can be helpful because poor skills levels can have an impact on productivity, innovation and profitability, which is highlighted in the ESS report (Department for Education and Skills England, 2025b).
4.2 Skills gaps, recruitment difficulty and changing skill demand
A skills gap is when current workers are assessed as not being fully competent in their current job. It is not the same as an external skill shortage as that is when employers are not able to find applicants that have the skills. The difference is significant, as the management response to each problem will be different. Training and supervision, job design and progression planning, recruitment difficulty through pay, employer brand, job design, apprenticeships or a wider recruitment pipeline could be appropriate solutions to internal skills gaps and/or recruitment difficulties (Hogarth and Wilson, 2001; Green, 2013; CIPD, 2023).
This distinction is more significant in light of recent changes in the labour market. Skills needs are changing across various industries, as a result of digitalisation, the use of AI and sustainability transitions (Autor, 2015; Deming, 2017; World Economic Forum, 2025; CIPD, 2025). But employers' answers might vary with the industry, their size and resources, and their business model. While larger employers might have more formal training systems, with more complex skills required, smaller employers may have less formal systems, and/or a smaller budget for learning. Thus, it is crucial to make a comparison of sectors and employer-size groups in the proposed study.
This distinction also helps in selection of the variables. Skills gaps will be considered a capability issue; recruitment challenges a labour market issue; and providing training an organisational issue. These are the three factors, but not the same. For example, an employing body might have only a few jobs open now, but have a number of employees who need to be upskilled. Likewise, employers can offer a great amount of training, but still find it difficult to attract workers with the skills they need due to the lack of specialists in the broader job market. The proposed analysis will be based on the assumption that more training does not necessarily solve all shortages, therefore. Rather, it will search for patterns that may help to account for the more frequent presence of skills problems in each of the three groups of employers.
4.3 Training provision and strategic workforce development
On the job training, off the job training, apprenticeships, mentoring work placements and formal learning programmes can be included as part of training provision. The ESS 2024 results indicate that training continues to be prevalent but not uniform. In 2024, almost 60% of employers provided or organised training, but this is lower than at previous time points in the ESS series and training spend per employee and per trainee was also the lowest in the series (Department for Education and Skills England, 2025b). This puts the manager under a managerial strain. Employers may see the need to invest in skills development, but may not have the funds to make the investment, may be uncertain, may have time constraints, and/or may have recruitment needs.
In addition, there are indications in the literature that the number of hours of training is not the only factor that determines the effectiveness of training. Noe (2020) states that training should be related to business requirements, transfer of learning and performance outcomes. In the same way, CIPD (2023, 2025) also points to the need to connect learning and development to the organisational capability, and not just the inputs of training. The proposed study will not only be exploring if training is available, but also if it is available and what it entails. It will benchmark training provision and skills gap and recruitment difficulty indicators to determine if training looks to be related to workforce risk areas.
4.4 Literature matrix
	Literature strand
	Relevance to proposal
	Indicative sources

	Human capital and training investment
	Training can raise productivity, but employers may underinvest where benefits are uncertain or transferable.
	Becker (1962); Schultz (1961); Acemoglu and Pischke (1999); Mincer (1974)

	Skill shortages and labour market demand
	External recruitment difficulty and internal skill gaps need different business responses.
	Hogarth and Wilson (2001); Green (2013); Keep and Mayhew (2010); CIPD (2023)

	Technological change and future skills
	Digitalisation and AI can change the mix of skills employers need, increasing the importance of reskilling.
	Autor (2015); Deming (2017); World Economic Forum (2025); Skills England (2024)

	Learning and workforce development
	Training should be aligned with organisational needs, not treated as an isolated HR activity.
	Noe (2020); CIPD (2025); LinkedIn Learning (2025)

	Research methodology
	Secondary quantitative analysis requires attention to data quality, measurement, validity and limitations.
	Saunders et al. (2019); Bryman (2016); Creswell and Creswell (2018); Field (2018)



4.5 Conceptual Framework
[image: ]
Figure 1: Conceptual framework relating training provision, skills gaps and recruitment challenges for employers in the UK
The conceptual framework for the study is shown in Figure 1. It demonstrates that there may be links between training provision, employer size, sector, and region to skills gaps and recruitment challenges for employers in the UK. The framework does not make an assumption of direct cause and effect - since the study was secondary cross sectional. Rather, it provides direction to the proposed aggregate analysis, to consider whether training provision patterns are related to changes in skills gaps and recruitment-related issues by employer group.
5.0 Research Methodology
5.1 Research Philosophy, Approach and Methodological Choice
The positivist approach will be used for study, as the study will involve measurable outcomes such as skills gap incidence, skills gap density, hard-to-fill vacancies, skill-shortage vacancy measures, training provision and training investment. This approach is suitable because statistical analysis can be used to identify hidden patterns and relationships within numerical data.
This is similar to the theory and evidence drawn on in the study on human capital (Saunders et al., 2019; Bryman, 2016) and employer training and the skill shortages in the labour market.
The method used is quantitative with single design that is mono-method based on secondary data. This is appropriate as the research question does not address the personal experiences of individual managers and is instead at the national and group level. As the ESS 2024 offers a larger scale evidence base that will allow for measuring the proposed constructs, this study seems to be more suited for secondary quantitative analysis than to primary qualitative data collection.
5.2 Methodological Critique of Alternative Qualitative Designs

It was decided that a qualitative design would be considered but would not be the main design. Employers, HR or training providers could be interviewed, using a semi-structured approach, in order to understand why organisations invest (or do not invest) in training, and thematic analysis can provide an opportunity to identify patterns in qualitative accounts (Braun and Clarke, 2006). The study would not be able to compare the incidence of skills gaps, the indicators of skills shortages in vacancies and training provision by sector, country and employer-size group, however, through interviews. It is thus less appropriate to answer a research question having an aggregate employer focus.
One other case-study design was also rejected as the primary design. Rich organisational insight and the challenging of simple assumptions in business research can be found in case studies (Flyvbjerg, 2006). However, a single retailer/manufacturer would not reveal if the link between training provision and recruitment difficulty differs across the wider UK employer base. It would also raise access and permissions issues which are needless where there is a recent national evidence base.
Theories for a mixed method design might be firmer because it would involve the use of national statistics and interviews. In reality, it would take longer and more access, ethics approval and analysis. The selected design is thus a conscious compromise: it has been selected as a design that seeks to maximise its breadth and inter-comparability and transparency, while minimising its depth of lived experience. This is fitting as the proposed contribution is a skills risk profile for a given sector based on recent official UK employer data but recognises that managerial motives and organisational culture can't be captured purely at a macro level from data.
6.0 Data Source and Dataset Validity
Secondary analysis of published government statistics will be used as the method to the research. The Employer Skills Survey 2024 UK findings and the UK data tables and tables of the investment in training data table (Department for Education and Skills England, 2025a) will be the main source of data. The dataset is appropriate due to the scope of the data on recruitment challenges, skills that are missing, skills that are missing, provision and investment in training, and department for education (2025a). The research report is available in full, and explains how the survey population is defined (UK employer sites with two or more employees, across all sectors of the economy) and the population information and weights (from the Inter-Departmental Business Register) used in the work.
Credibility is among key benefits of this data. It is an official source of the UK government data, it is published with a full research report, data tables and questionnaire. It is also recent – this is very important since the module guidance highlights: current and credible sources. The data set is better suited than an older public data set as the skills requirements and recruitment situation may evolve rapidly. The study will also be mindful of not going too far with what it can reveal, however. The public data tables will probably facilitate aggregate analysis by sector, by region, country and by size of the employer. The study will therefore be testing the associations, not the causal nature of the associations that employers have.
Also, the use of data tables published in the literature is consistent with the feasibility. Secure Data Access approval for access to individual employer microdata may be needed, and would not be feasible in a short proposal schedule. Unlike the published UK tables which are adequate for aggregate analysis, the published US tables are not. They can be used in conjunction to compare groups and generate a clear skills-risk profile without having to deal with identifiable employer records. It is a logical and pragmatic choice of a methodology: the analysis is more abstract than microdata analysis, but it is more practical, ethical and repeatable for an MBA project.
7.0 Proposed Variables and Measures
	Construct
	Potential ESS 2024 indicators
	Purpose in the proposed analysis

	Internal skills gaps
	Skills gap incidence; skills gap density; volume of skills gaps
	To measure the degree to which existing employees are not proficient enough.

	Problems in recruiting
	Difficult vacancies; skill-shortage vacancies; SSV density
	To assess recruitment-market pressure and shortage of applicant skills.

	Training provision
	Any training; on-the-job training; off-the-job training; staff trained
	To assess whether employers develop workforce capability.

	Training investment
	Training spend per employee; spend per trainee; total training expenditure
	To assess the scale of employer investment in skills.

	Employer characteristics
	Sector; nation; English region; employer size; public/private/third sector
	To compare where skills-risk patterns are concentrated.


8.0 Data Analysis Plan Using SPSS
The analysis will be done in SPSS as it is widely used among MBA business and social science research and for a business research analysis rather than the complex programming approach is more suitable. Data tables will be initially downloaded from GOV.UK and then cleaned (if required) in Excel. After cleaning the data set will then be imported into the SPSS. Variables will be clearly labelled, percentage values will be double checked and values not provided or missing from the data will be noted but not forced into the analysis.
	Stage
	SPSS technique
	Reason for use

	1. Data preparation
	Clean published tables; select sector, region and size indicators; check missing values.
	Creates a transparent dataset for analysis.

	2. Descriptive statistics
	Frequency, percentage, mean and standard deviation.
	Summarises skills gaps, recruitment difficulties and training patterns.

	3. Cross-tabulation and charts
	Sector/size/region comparisons using tables and bar charts.
	Shows where skills-risk indicators are higher or lower.

	4. Correlation analysis
	Pearson or Spearman correlation depending on variable type and distribution.
	Tests whether training provision is associated with skills gaps or SSV measures.

	5. Group comparison
	ANOVA or non-parametric alternatives where appropriate.
	Examines differences across sectors, regions and employer-size groups.

	6. Skills-risk matrix
	Ranking and classification of groups by high/medium/low risk.
	Translates findings into practical managerial recommendations.


As an additional statistical test,a basic regression model which might include the skill gap density as a dependent variable and the provision of training and the SSV density and size of the employer as independent variables. If sufficient comparable observations are available, this will be listed, however, if there are not sufficient observations this will not be included. If it is still an aggregate analysis, the regression will be presented as association (not prediction or causality). It is relevant since the purpose of the proposal is to exhibit methodological judgement rather than the unnecessary use of advanced methods.
As the analysis will be presented to a non-technical audience of business, it is important that the statistical outputs are presented in a non-technical language. A correlation, for instance, will be interpreted as an indication that two measures vary together across the groups of employers, but not necessarily that one measure causes the other. Where ANOVA is used discussion will highlight whether the differences between sector/ size groups are statistically significant and managerially significant. The results will be explained in charts and ranking tables so that readers without a statistical background can easily understand the results. It's a way of working that helps in achieving the business objective of the project – the decision makers need to have proof and they don't need to have technical complexity.
9.0 Advantages and Disadvantages of the Chosen Method
	Area
	Evaluation

	Strengths
	The dataset is official, recent, UK-wide and directly relevant to the research question. It avoids the time and access problems of collecting primary employer data. It also allows comparisons across sectors, size groups and regions.

	Weaknesses
	The researcher cannot control questionnaire design or add new variables. Some tables may be aggregate, limiting employer-level analysis. Self-reported employer judgements may understate latent skills gaps. Cross-sectional data cannot prove causation.

	Mitigation
	The study will use careful wording such as association, pattern and variation. It will triangulate official findings with academic and industry literature. It will also present limitations transparently.


10.0 Ethical Considerations, Bias, Reliability and Validity
10.1 Ethical Use of Secondary Data, Bias, Reliability and Validity
The proposed study is not likely to present any ethical risk as it does not involve primary data collection from individuals or organizations but rather secondary data will be used. The researcher will not seek to engage employers or ask for personal/confidential information. But there is still the need for ethical care in the usage of secondary data. The proposal will be based on the accurate reporting of figures from the Department for Education and Skills England and won't manipulate the figures, recognise the limitations of the data and won't claim to report sector-level figures as applying to everyone within that sector.
The original ESS questionnaire is designed to ensure that respondents are reassured of its confidentiality, the fact that it adheres to the General Data Protection Regulation and findings will be reported in an aggregated form and not in a way that identifies individual respondents (Department for Education and Skills England, 2025c). This helps to support the ethical appropriateness of the public data source. However, employer responses are dependent on managerial judgement which may be influenced by awareness, HR capability, organisational culture etc. Additionally, the ESS report indicates that there might be some latent skills gaps that go undetected if employers are not aware of them (Department for Education and Skills England, 2025b).
Reliability will be assured by uniformity of data tables, definitions and analysis process. Validity can be further enhanced by using variables that are directly related to the research question: skills gap density will be able to reveal the problems with the internal workforce, and SSV density will be able to reveal the problems with applicants for whom there is a gap in their skills. The strength of external validity is greater in a small primary survey than in the ESS, as the ESS is a UK-wide survey, but the results will be limited to the indicators published for 2024.
There is still a possibility for researcher bias to creep in, through variable selection and interpretation. To minimise this risk, variables will be chosen prior to analysis and findings will be reported even if this makes the argument more complex than can be predicted. If a group has a good training provision but ongoing skills gaps, this will be discussed as evidence of the possibility of training quantity and training effectiveness as distinct issues.
10.2 Researcher Positionality: Outsider Perspective and Reflexivity

Despite being secondary data, researcher positionality is still relevant. Positionality deals with how the researcher's location in the research settings can influence what is noticed, prioritised and interpreted, and reflexivity can manage this influence (Berger, 2015; Bourke, 2014). In this proposal the researcher is not an insider in the Department for Education, Skills England or employer establishments which made the survey; he/she is a secondary data analyst from outside the Department. It helps to minimize the likelihood of influencing the reaction or the image of a specific sector.
There are also restrictions on the outsider position. The researcher cannot determine, for each employer, the organizational conditions under which any skills gap is reported, for example whether the skills gap is due to genuine skill deficiencies, or to technological change, to low levels of HR systems or to variations in managerial interpretation. An additional danger is taking on the notion that training is the solution in all instances. This will be addressed by applying appropriate terms and identifying findings as an overall association, not as evidence of a universal impact of training to address skills gaps.
The reflexivity will be maintained in three ways: First, variables will be chosen based on the fit with the research question not the argument they support. Secondly, patterns that conflict with the normal interpretation will be reported. Third, there will be a discussion in which the distinguishing features between what the secondary data can show and what it cannot show will be separated. This provides an added strength to the study because it acknowledges the researcher is an outsider looking at official statistics and not a neutral mirror of the data.
11.0 Limitations of the Study
There are a number of limitations of the proposed study. First of all it is based on secondary data, which implies that the researcher has no control over the original questionnaire and cannot obtain other variables. Secondly, the data tables from the publicly available ESS 2024 mainly allow for sector aggregation, region and country level and size of employers, therefore the study should not conclude that sector, region or country level and size of employers are the causal factors. Thirdly, the survey is cross-sectional; that is, that it includes a snapshot of 2024 and not changes over time within the same employer. Lastly, measures are on employer-reported skill shortages and training activity, which could have perception-based bias.
The following limitations will be addressed by applying careful wording, by reporting associations instead of causation and by always making recommendations directly to the published ESS indicators. This allows the study to be viable but also gives an opportunity to have a meaningful discussion at Level 7 in relation to secondary quantitative research design.
12.0 Resource Implications and Feasibility
The project is practical as it is based on secondary data, which is already published by GOV.UK. The primary tools and information needed are access to the ESS 2024 data tables, SPSS, Microsoft Excel, academic databases and time for data cleaning, literature review and interpretation. No travel, no transcription of interviews and no incentive for participants or formal primary data collection budget are needed. This is very beneficial from a student's research project perspective as it minimizes the risk of access and ethical issues. The important time risk in the data collection is not that but data preparation may involve cleaning of government tables before they can be analysed in SPSS. Hence, the project timeline provides time to check the structure of the tables, identify variables and guarantee the comparability of measures.
13.0 Time Plan / Gantt Chart
Here figure 2 presents a suggested eight-week research timeline. Can be adjusted as needed to suit the dissertation supervisor's needs.
[image: ]
Figure 2. Proposed Gantt chart for the research process.
14.0 Expected Contribution and Significance
The proposed study will have a significant value both in an academic and in a practical sense. Academically, it uses human capital and workforce development literature to an updated dataset of employers in the UK. It also shows an insight into secondarily quantitative research methods, such as data appropriateness, limitations of measurement and analysis of aggregation. The study will practically yield a skills-risk profile to assist employers and managers to reflect on the potential need for training and recruitment interventions. This is useful since skills are not uniformly distributed in the economy. If there are differences in the number of jobs in certain sectors, and differences in the level of training investment or internal proficiency in other sectors, a one-size-fits-all approach to training is unlikely to work well.
The result expected is a series of recommendations based on evidence. There are examples of companies in high skills gap density groups that have low training provision that might need to examine workforce development systems. High SSV density groups may find they need to enhance their recruitment systems, their apprenticeships, and their job design and employer attractiveness. Groups that have a high level of training provision yet ongoing training gaps might want to consider reviewing the quality of training, transfer of learning and training to job requirements. Thus, contribution is more than just statistical, it is an approach to decision making for business that links workforce evidence with management action.
The recommended options will be conservative in nature. They will not ask all employers to increase  their training. Rather, the study will recommend that organizations first investigate and identify the primary issue – is it a lack of capabilities within their organization or an inadequate supply of potential candidates from the outside, or both? This diagnostic logic has significance for its usefulness. A firm with internal shortcomings in its proficiency could require a stronger induction, training or development for their jobs. If the organization's job openings are for skills that are not in abundance, it might require other strategies such as apprenticeships, a stronger relationship with education providers or better conditions. The proposal links analysis to various types of intervention, providing more of a management contribution than a descriptive report.
15.0 Conclusion
This proposal has been built on a research plan to analyse the skills gaps, training provision and recruitment challenges faced by UK employers based on the Employer Skills Survey (ESS) 2024. The study is justified as it is a current business issue related to productivities, recruitment, operating cost and adaptability of the organisation that relates to skills development. The proposed data set is valid because it is a recent (UK government) source, it contains relevant measures, published data tables and a clear questionnaire. This methodology is also viable as it does not involve primary data collection or modelling or complex analysis. Most importantly, the novelty of the study is the use of official data related to the employers to create a practical skills-risk profile. This provides an unambiguous contribution to business research in MBA as it involves credible evidence and relevant theory and practical recommendations for workforce development decisions.
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Figure 1. Proposed skills-risk framework for the study
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Figure 2. Proposed 8-week Gantt chart
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