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[bookmark: _Toc224496605]Introduction
In this report a company called Made Design and Build was formed in August 2025. The company build houses for Clients to a very high standard. MDB offers a service where they help design and get planning for the Client and provide a service to build the identical idea that the Client wants. Impact of Labour Shortages in the Industry OF Construction is very high which impacts MDB Business Performance and Employee Retention to help finish projects.
[bookmark: _Toc224496606]Identification of a Business Problem
Labour shortages have become an increasingly significant challenge for organisations across many industries, creating difficulties for businesses that rely on a stable and skilled workforce. A labour shortage occurs when the demand for workers exceeds the supply of available and suitably qualified employees in the labour market. In recent years, sectors such as hospitality, healthcare, logistics, retail, construction, and technology have all been affected. These shortages can limit business productivity, increase operational costs, and reduce overall organisational performance (OECD, 2022).
One of the most important factors contributing to labour shortages for MDB is demographic change. Many developed economies are experiencing ageing populations, meaning that large numbers of workers are retiring while fewer younger workers are entering the labour force. As a result, the overall supply of labour is decreasing, which can create significant workforce gaps in many industries (International Labour Organization, 2022). 
This issue is especially challenging in the construction industry that require specialised skills or extensive training. At the same time, rapid technological developments have reshaped labour markets. As organisations adopt digital technologies and automation, the skills required for many roles have changed. This has created a growing skills gap, where employers struggle to find workers with the technical or specialised knowledge they need (World Economic Forum, 2023).
Changing employee expectations have also contributed to labour shortages. Modern workers increasingly prioritise flexibility, career development, job satisfaction, and work–life balance. Organisations in the construction industry that do not offer these benefits may find it harder to attract and retain staff (SHRM, 2022). 
The COVID‑19 pandemic intensified these challenges, as many workers left industries such as hospitality and retail due to job insecurity, health concerns, or shifting career priorities. Even after economic recovery began, many did not return, creating long‑term staffing shortages (World Economic Forum, 2023).
Labour shortages can have serious consequences for any business. If MDB do not have enough employees to meet operational demands, productivity may decline and customer service quality does suffer. MDB may also face increased labour costs because they must offer higher wages, bonuses, or additional benefits to attract employees (CIPD, 2025). 
Existing employees often experience heavier workloads and increased pressure, which can lead to stress, burnout, and reduced job satisfaction, ultimately increasing turnover (Baum,2020). 
Over time, labour shortages can also affect organisational competitiveness, making it harder for businesses to innovate, expand, or respond effectively to market demand (CIPD,2023). For these reasons, this research proposal aims to examine the impact of labour shortages on organisational productivity, employee satisfaction, and retention, while also exploring strategies organisations can adopt to improve workforce stability.

[bookmark: _Toc224496607]Research Aim, Objectives and Research Questions
The aim of this research for MDB is to investigate the impact of labour shortages on organisational performance and employee retention, and to identify strategies that MDB can implement to manage workforce shortages effectively.
[bookmark: _Toc224496608]Research Objectives
1.To identify the key causes of labour shortages within MDB. 
This objective focuses on understanding the underlying reasons why MDB struggle to recruit and retain staff. It involves examining factors such as demographic changes, skills shortages, employee expectations, and industry‑specific challenges that contribute to workforce gaps.
2.To examine the impact of labour shortages on MDB productivity and operational performance. 
This objective aims to explore how insufficient staffing affects day‑to‑day operations, including productivity levels, service quality, efficiency, and overall business performance for MDB. It considers both short‑term disruptions and long‑term organisational consequences.
3.To analyse how labour shortages influence employee job satisfaction and retention for MDB
This objective investigates how understaffing affects existing employees, including workload pressures, stress, morale, and intentions to stay or leave. It aims to understand the human impact of labour shortages within the workplace.
4.To explore strategies MDB can adopt to address labour shortages and improve workforce management. 
This objective focuses on identifying practical solutions MDB can implement, such as improved recruitment methods, training initiatives, flexible working, and retention strategies.
[bookmark: _Toc224496609]Research Questions
1.What are the main factors contributing to labour shortages for MDB? 
This question explores the root causes of staffing gaps, including economic, demographic, and organisational influences.
2.How do labour shortages affect MDB productivity and performance? 
This question examines the operational consequences of understaffing and how it impacts efficiency and output.
3.What impact do labour shortages have on employee satisfaction and staff retention? 
This question investigates how workforce shortages affect employee wellbeing and turnover.
4.What strategies can MDB implement to reduce the negative impact of labour shortages? 
This question focuses on identifying effective organisational responses to staffing challenges.

[bookmark: _Toc224496610]Critical Literature Review
Labour shortages have become a widely discussed issue in business and management research because of their impact on MDB performance and wider labour market dynamics. According to the Organisation for Economic Co-operation and Development, labour shortages occur when employers are unable to find suitable candidates to fill vacancies at prevailing wages and working conditions (OECD, 2022). 
One of the most significant causes of labour shortages is demographic change. Many countries are seeing ageing populations, which reduces the size of the available workforce. As older workers retire, organisations must replace them with younger employees who may not yet have the same level of experience or skills (International Labour Organization, 2022). 
This demographic shift can create long-term workforce challenges for businesses. Another major factor is the mismatch between the skills employers require and the skills workers currently possess. Rapid technological change has increased demand for digital and technical expertise, yet many workers lack these abilities, leading to recruitment difficulties for organisations (World Economic Forum, 2023). 
Employee turnover also contributes to labour shortages and high turnover rates can leave organisations with ongoing staffing gaps and rising recruitment costs. Deery and Jago (2015) note that industries such as hospitality often experience high turnover due to low wages, irregular hours, and limited opportunities for career development. Employee engagement and job satisfaction are equally important for retention. Research shows that organisations offering supportive work environments, competitive pay, and opportunities for progression are more likely to retain staff (SHRM,2022). 
In contrast, poor management, heavy workloads, and limited development opportunities can encourage employees to leave any organisation. These findings align with frameworks such as the job demands–resources model and Herzberg’s motivation–hygiene theory, which suggest that high demands and low resources undermine wellbeing and increase turnover intentions. There is still relatively little empirical work that explicitly links labour shortages to these theoretical models, particularly at the organisational level (McGann et al, 2020).
Labour shortages can significantly affect MDB productivity. When businesses operate with insufficient staff, employees may struggle to complete tasks efficiently, and service quality may decline. CIPD (2025) highlights that labour shortages can reduce productivity, increase absenteeism, and place additional pressure on existing staff. The financial impact can also be substantial, as the organisation may need to raise wages, offer incentives, or invest more in training to attract workers. The company may face costs associated with overtime or temporary staffing solutions (ManpowerGroup, 2023). 
Some researchers argue that strategic human resource management can help organisations respond more effectively to labour shortages. By strengthening recruitment, investing in training, and building positive workplace cultures, organisations can improve retention and reduce workforce instability. This research therefore aims to contribute to the literature by examining the relationship between labour shortages, employee satisfaction, and organisational performance, while also exploring the strategies organisations adopt to manage these challenges. By integrating insights from SHRM and employee wellbeing frameworks, the study intends to address these gaps and provide practical implications for workforce management (Wright et al, 2022).

[bookmark: _Toc224496611]Research Methodology and Design
This study will adopt a mixed‑methods research approach, combining both quantitative and qualitative methods to gain a deeper and more rounded understanding of the topic. A mixed‑methods design is particularly valuable because it enables the researcher to collect numerical data while also exploring personal experiences and perspectives in greater depth. By integrating these two forms of evidence, the study can develop a more comprehensive picture of how labour shortages affect organisations and their employees (Saunders, Lewis and Thornhill, 2019).
[bookmark: _Toc224496612]Research Strategy
To address the research aims, the study will use questionnaire surveys and semi‑structured interviews as the main data collection methods. These methods complement each other effectively. The questionnaire surveys will generate quantitative data that can highlight patterns and trends related to staffing levels, employee satisfaction, and organisational performance. Meanwhile, the semi‑structured interviews will provide qualitative insights, allowing managers and supervisors to describe the challenges they face when dealing with labour shortages and how these issues influence everyday operations within their organisations.
[bookmark: _Toc224496613]Data Collection Methods

A structured questionnaire will be distributed to employees working in organisations that have experienced labour shortages. The survey will include closed‑ended and Likert‑scale questions designed to measure perceptions of workload, job satisfaction, management support, and staffing levels. Around 40–60 employees will be invited to participate, offering a broad base of quantitative data that can be analysed to identify common experiences and emerging trends (Lyon, 2026).

Semi‑structured interviews will be conducted with 5–8 managers or supervisors who have direct experience managing staffing shortages. These interviews will allow participants to discuss recruitment challenges, retention issues, and the strategies their organisations use to cope with labour shortages. The flexible nature of semi‑structured interviews makes it possible to explore topics in depth while still maintaining a clear link to the research objectives (Lyon, 2026).
[bookmark: _Toc224496614]Sampling Strategy
The study will use purposive sampling, selecting participants who have relevant experience with labour shortages. This approach ensures that the data collected is meaningful and directly connected to the research topic. Employees and managers from industries known for frequent staffing shortages will be specifically targeted (Webster,2021).
[bookmark: _Toc224496615]Data Analysis
Quantitative survey data will be analysed using descriptive statistics to identify trends and relationships between labour shortages and employee experiences. Qualitative interview data will be examined using thematic analysis, enabling the researcher to identify recurring themes and patterns within participants’ responses (Webster,2021).
[bookmark: _Toc224496616]Ethical Considerations
Ethical considerations are central to the research process. Participants will be informed about the purpose of the study and asked to provide informed consent. Participation will be voluntary, and individuals will have the right to withdraw at any time. All data will remain confidential and anonymous, and personal information will not be disclosed. The findings will be used solely for academic purposes (Saunders, Lewis and Thornhill, 2019).

[bookmark: _Toc224496617]Business Relevance and Practical Implications
Understanding labour shortages is crucial for organisations that want to maintain productivity and remain competitive in increasingly challenging labour markets. The findings of this research could help organisations develop more effective strategies for addressing workforce shortages and improving employee retention. One potential solution is improving employee engagement and job satisfaction. Research indicates that organisations that invest in employee wellbeing, career development, and positive workplace cultures are more successful in retaining staff (SHRM,2022). Providing opportunities for professional development may encourage employees to remain within the organisation.
Another important strategy is workforce planning. Organisations that analyse labour market trends and plan their workforce needs in advance may be better prepared to manage staffing shortages (Armstrong and Taylor, 2020). Strategic workforce planning can help organisations anticipate recruitment needs and develop long-term talent pipelines. Technological innovation may also help organisations address labour shortages. Automation, artificial intelligence, and digital tools can improve productivity and reduce the reliance on manual labour in certain tasks (World Economic Forum, 2023). 
In addition, organisations may benefit from improving recruitment strategies by offering competitive compensation, flexible working arrangements, and inclusive workplace environments. These measures can help attract a wider pool of potential employees and improve retention rates. Overall, the findings of this research could provide valuable insights for managers and human resource professionals seeking to develop strategies that reduce the negative effects of labour shortages and by understanding the causes and consequences of workforce shortages, organisations can implement policies that support employee wellbeing while maintaining productivity and long-term business success.
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