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Chapter I: Introduction

The skills gap is not only a national challenge, but also a global one. Across the world,
employers are struggling to find workers with the right competencies and qualifications for the
jobs they offer. According to the World Economic Forum (2020), by 2022, at least 54% of all
employees will require significant reskilling and upskilling. Moreover, the COVID-19 pandemic
has accelerated the pace of change and disruption in the labor market, creating new demands and
uncertainties for workers and employers alike. Therefore, it is imperative to understand the
causes, consequences, and solutions of the skills gap at a global level. This background section
will provide an overview of the main trends, challenges, and opportunities that shape the skills
gap phenomenon around the world and the importance of training and development in closing
the gap.

I. Background

The United States is facing a growing skills gap that threatens the nation's long-term
economic prosperity. The workforce simply does not have enough workers and skilled
candidates to fill an ever-increasing number of high-skill jobs (SHRM, n.d.). As the future of
work continues to evolve, more jobs become automated while others are rendered obsolete.
Nonetheless, this also opens opportunities for new skills and professions. Thus, teaching
employees’ new skills while also elevating existent skills can help address the skills gap within
organizations.

A skills gap or shortage describes a fundamental mismatch between the skills that
employers rely upon in their employees, and the skills that job seekers possess. This mismatch
makes it difficult for individuals to find jobs and for employers to find appropriately trained

workers. (Levesque, 2019). In other words, a skills gap occurs when the existent workforce’s
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skillset does not line up with the skills necessary for their jobs. Companies tend to focus on hard

skills primarily, but employees may be lacking on both hard and soft skills. Therefore, employers
must identify and signal the skills they need, as well as develop mechanisms to recruit, train, and
retain employees (Levesque, 2019).

Training refers to a planned effort by a company to facilitate employees’ learning of job-
related competencies (Noe, 2019). Mainly organizations go for training programs to improve
productivity and quality, to increase organizational and employee morale, to motivate
employees, to achieve financial gains, for prevention from industrial accidents, to provide wider
awareness to employees that leads them to enhance their personal growth, to reduce employees’
turnover intentions, for enhancement of company’s image through conducting ethics training and
for updating employees skills to align them with company’s goals and objectives (McDougall &
Beattie, 1998). Thus, understanding which skills the employees are lacking and effectively
training the workforce in these skills can help shrink the skills gap. Through Andragogy
techniques and by targeting their type of intelligence, employees would be given a better
opportunity to effectively learn new skills.

Accenture (2018; 2021), McKinsey & Company (2017; 2020), Wiley University Services
(2022), and OECD (2019) in recent studies explore the need for employee reskilling, the
crippling skills gap, and the skills necessary for their success. From their studies they have found
that companies believe there to be a skills gap and a need for reskilling their employees.
Moreover, there is a healthy and growing body of research on the challenges and potential
solutions related to the skills gap (Levesque, 2019). Therefore, companies are aware of the
increasing crippling skill gap and the need to reskill or upskill their employees. OECD (2019)

emphasizes the need for skills by stating that the future of work will bring about substantial
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changes in skill requirements. Because of this, they insist that better access to adult learning
opportunities will be crucial for workers to benefit from these changes. Even though the need for
skills is crucial and training is essential for their development, OECD (2019) state that many
adults today do not participate in training and training programs available are not always relevant
and useful, so there is a need to improve training quality and make adult learning systems more
aligned to changing skills needs. This is quite alarming because if nothing is done to prevent this,

the skill gap will continue to widen as the years pass by.

Il.  Problem or Opportunity

The rapid pace of technological change and the increasing demand for new skills pose a
significant challenge for employers and employees alike. For this study, we recognized that the
skills gap poses a problem as hiring and filling jobs is stricter as applicants lack the necessary
skills for the position. Therefore, by analyzing the skills gap, companies can gain insights on
their employees’ skills set and enhance their development and performance. Furthermore,
offering employee development can serve as a competitive advantage for companies.
1. Justification

In terms of this study’s justification, we understood that as technology advances,
companies are finding themselves needing a new set of skills to thrive and effectively grow. A
2017 study by the McKinsey Global Institute, found that as many as 375 million workers
globally might have to change occupations in the next decade to meet companies’ needs and that
automation could free employees to spend as much as 30 percent of their time on new work. Fast
forward three years and in a new study, McKinsey (2020) found that nine in ten executives and

managers say their organizations either face skill gaps already or expect gaps to develop within
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the next five years. Furthermore, from this recent study, McKinsey (2020) found that 87 percent
of respondents say they either are experiencing gaps now or expect them within a few years.

Additionally, a post-pandemic influx of people into the market does not lessen the
challenge of recruiting the right candidate with the right skills for the right job. As companies
regroup and reinvent, the skills deficit is projected to intensify (Accenture, 2021). Moreover, as
intelligent systems and machines reshape the nature of work, people will need entirely new
skillsets. However, the very skills that are growing in importance are not taught in classrooms.
They are acquired through practice and experience, often over long periods of time. Some large
corporations are experimenting with new lifelong learning methods, but traditional education and
learning systems are ineffective and inappropriate for the new skills challenge. Smaller
organizations are most at risk if they cannot apply new learning techniques (Accenture, 2018).

Also, Wiley University Services (2022) recent study found that most business leaders
agree that to better meet their goals, they need their teams to acquire new skills. From their
study, they found that fifty-five percent of respondents believe there is a skills gap within their
organization. Not only that, but also, fifty-seven percent of respondents believe that upskilling or
reskilling their employees is the best way to close employee skills gaps (Wiley University
Services, 2022).

Aside from these studies on the skill gap crisis, OECD (2019) explains that the skills
required to enter and progress in the labor market are undergoing profound changes because of
megatrends such as technological progress, new trade patterns and population ageing. This
process is driven by shifts not only in the occupational structure of employment but also in
changing skill requirements within each occupation. OECD (2019) further explains that skill

demands have been gradually, but consistently, shifting towards a more intensive use of
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cognitive and interpersonal skills under the combined forces of technology and globalization.
Nonetheless, they express that most adult training systems are ill equipped for this challenge and
participation in training varies widely, but what is common across all OECD countries is that
those who need training the most train the least. These groups include the low skilled, older
adults, displaced workers, those whose jobs are most at risk from automation, as well as non-
standard workers. In addition, training is not always of good quality and aligned to the needs of
the labor market (OECD, 2019). Because of the increasing skill demand, there is an urgent need
to scale up and strengthen training opportunities for adults to keep their skills up to date or
acquire new ones over longer working lives.

Due to these studies’ results on the crippling skill gap, this study aims to determine the
benefits of closing the skills gap within a large company in the outsourcing industry. In addition
to this aim, the purpose of this study is to determine which skills the employees consider
necessary for their success. Aside from determining the lacking skills, this study seeks to
determine the correlation of lack of skills with employee retention, productivity, motivation, and
satisfaction.

The results from this study aid in better understanding the cause of the skill gap within
the employees, what type of training is more effective and which skills the employees are mostly
lacking. Furthermore, using the analyzed results, training centered on the lacking skills can be
developed to boost the employees’ learning and development. Through the results, we are able to
understand which type of intelligences were prominent and thus, prepare the training materials
catered to these types of intelligences. By doing so, the company can give human resources the
chance to experience training in a whole new perspective where they can learn depending on

their type of intelligence while also rendering positive results. This, in turn, can prepare and aid



DISSERTATION PROPOSAL: SKILLS GAP

them in their job in a stress-free way while also elevating their satisfaction, motivation,

performance and/or productivity.

V.

Objectives

The objective of the study was to determine if by closing the skills gap can employee retention,

motivation, satisfaction, and/or performance/productivity be improved. And the following:

1.

2.

V.

To determine the cause of the skill gap within the employees.

To determine if employees are aware of the skills gap.

To determine if employees are self-motivated to improve their skills.

To determine which skills the employees consider they lack necessary for their success.
To determine with the type of training is most effective.

To determine the correlation of lack of skills with employee retention,

performance/productivity, motivation, and/or satisfaction.

Research Questions

The general overall question was to determine by closing the skills gap can employee retention,

motivation, satisfaction, and/or performance/productivity be improved?

1.

2.

What is the cause of the skill gap within the organization?

Are employees aware of the skills gap?

Are employees self-motivated to improve their skills?

What are the skills the employees feel they are lacking necessary for their job success?
What is the best training method for employees?

What is the correlation of lack of skills with employee retention,

performance/productivity, motivation, and/or satisfaction?

15
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VI.  Hypothesis

The general hypothesis of this study was:

HO: Closing the skills gap does improve employee retention, motivation, satisfaction, and/or
performance/productivity.

Ha: Closing the skills gap does not improve employee retention, motivation, satisfaction, and/or
performance/productivity.

Additional hypotheses of this study were:

HO®: Employees believe the company offers opportunities for reskilling.

Hal: Employees believe the company does not offer opportunities for reskilling.

HO0?: Employees are aware of the skills gap.

Ha?: Employees are not aware of the skills gap.

HO03: Employees are self-motivated to improve their skills and participate in available training
opportunities.

Ha®: Employees are not self-motivated to improve their skills and participate in available training
opportunities.

HO* Employees feel the skills they are lacking are mostly soft skills.

Ha*: Employees feel the skills they are lacking are mostly hard skills.

HO0°: Employees prefer training given in traditional strategies or methods.

Ha®: Employees prefer training given in non-traditional strategies or methods.

HOS: There is a positive correlation between closing the skills gap with employee retention,

performance/productivity, motivation, and/or satisfaction.
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Ha®: There is a negative correlation between closing the skills gap with employee retention,

performance/productivity, motivation, and/or satisfaction.

VII. Research Variables

Independent Variables: Employees

Dependent Variables:

Employee motivation

Employee productivity

Employee satisfaction

Employee retention

Skills employees feel they are lacking (Soft vs Hard Skills)
Type of Training (Traditional vs Non-Traditional)

Available Training Opportunities

Factors to be Considered:

Employees’ desire and self-motivation to learn and gain new skills.

VIIl. Theoretical Framework

For this research, three theoretical frameworks were chosen. The first framework was the

Kirkpatrick Model which is a model developed by Donald Kirkpatrick. The model focuses on a

series of four (4) levels for evaluating training programs. The four levels are: (1) reaction, (2)

learning, (3) behavior, and (4) results (Kirkpatrick, 1998). The first level, reaction, refers to the

degree to which participants find the training favorable, engaging, and relevant to their jobs. The

second, learning, is the degree to which participants acquire the intended knowledge, skills,

attitude, confidence, and commitment based on their participation in the training. Next, the third,

behavior, is the degree to which participants apply what they learned during training when they
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are back on the job. Following the third is Kirkpatrick’s last and fourth level, results, which is the
degree to which targeted outcomes occur because of the training and the support and
accountability package (Kirkpatrick Partners, 2009).

The second framework was the Multiple Intelligence Theory which was penned by
Howard Gardner in 1993. Howard Gardner initially formulated a list of seven intelligences. His
listing was provisional. The first two have been typically valued in schools; the next three are
usually associated with the arts; and the final two are what Howard Gardner called ‘personal
intelligences’ (Gardner 1999). Gardner (2003) elaborates on eight (8) distinct forms or types of
intelligence, these being: (1) verbal-linguistic, (2) logical-mathematical, (3) musical-rhythmic,
(4) visual-spatial, (5) interpersonal, (6) intrapersonal, (7) kinesthetic, and (8) naturalist. Gardner
(2003) explains that verbal-linguistic refers to the ability to use words in thought, language, or
writing; this can be known as word smart. On the other hand, logical-mathematical is the ability
to think logically, solve problems, calculate, determine relationships, find patterns, hypothesize,
and work with abstract symbols; this can also be known as reasoning or number smart.
Following these comes musical-rhythmic which is the ability to musical elements such as, but
not limited to, timbre, rhythm, pitch, because of this it is also known as music smart. The fourth
intelligence is visual-spatial which relates to the ability to recreate visual experiences and orient
in the world, thus also known as picture smart. Next comes interpersonal and intrapersonal, the
first is the ability to communicate and relate to others, hence why it is also known as people
smart, while the second is the ability to look within oneself and be aware of one’s thoughts and
feelings, which is why it is also known as self-smart. The seventh intelligence is kinesthetic, also

known as body smart, which is the ability to coordinate the body and mind in an agile fashion.
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Lastly, naturalist, or nature smart, is the ability to make distinctions in the physical world and
relate more to nature.

The third framework was the Andragogy or Adult Learning Theory by Malcolm
Knowles. Knowles (1980) popularized the concept of andragogy (“the art and science of helping
adults learn”), contrasting it with pedagogy (“the art and science of teaching children”). His
theory consists of six assumptions of adult learner characteristics and principles of andragogy. In
1980, Knowles penned the first four assumptions then four years later in 1984, he added the last
assumption, as well as the principles that are applied to andragogy. The five assumptions of adult
learners are (1) the need to know, (2) self-concept, (3) adult learner experience, (4) readiness to
learn, (5) orientation to learning, and (6) motivation to learn. First, the need to know, Knowles
(1984) explains that adults must be involved in the planning and evaluation of the learning; they
need to understand why they need to learn the material before taking time to learn it. Knowles
(1990) explains (1) self-concept as when a person matures their self-concept moves from
dependency to increasing self-directness towards their personal learning. Next, (2) adult learner
experience relates to a person’s accumulated growing reservoir of experience they can leverage
as a resource for learning. On the other hand, for (3) readiness to learn, Knowles (1990) explains
that as people mature their readiness to learn becomes correlated to their social and life related
roles. Subsequently, (4) orientation to learning occurs when a person matures, they embrace a
problem-centered approach towards learning and opt for immediate application. Lastly, (5)
motivation to learn implies that as people mature, they are motivated to learn by internal factors.
IX. Conceptual Model

The conceptual model below describes how the different variables of the study interact with

each other. It begins by questioning if the employees are aware of the skill gap. Depending on



DISSERTATION PROPOSAL: SKILLS GAP 20

the result would be where it branches out. In the case that they are not, the model would proceed
to the next step and question if the organization offers opportunities for reskilling. This step
aligns with one of the theoretical frameworks of the study, Kirkpatrick Model which is a model
developed by Donald Kirkpatrick in 1998. If the company does not offer such opportunities, the
model would reach its first (1) end which is to design opportunities for reskilling employees. In
the case that the company offers opportunities for reskilling, the model goes on to question if we
would know which skills set the employees are lacking. If we do not know, we would reach the
second (2) end of the model is met which would be to create training material based on skills
relevant to the job. However, if we do know the skill set the employees are lacking, the model
would go on to the next step which would be to question if we know which intelligences are
most common amongst the employees. This step aligns with one of the theoretical frameworks of
the study, Multiple Intelligence Theory which was penned by Howard Gardner in 1993. In the
case that we do not know the types of intelligences, we would reach the third (3) end of the
model which is to create training material focused on one or more types of intelligences and the
skill sets the employees feel they are lacking. On the other hand, if we do know their types of
intelligence, then the model would proceed to the next step and question if we know which type
of training method the employees prefer. In the case that we do not know, we would reach the
fourth (4) end of the model which is to create training material focused on one or more types of
methods, the most common type of intelligence and the skill set the employees feel they are
lacking.

Nonetheless, if we do know which type of training they prefer, we would proceed to the
following step and question if the employees are motivated to take training courses. This step

aligns with one of the theoretical frameworks of the study, Andragogy or Adult Learning Theory
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by Malcolm Knowles (1980, 1984). If employees are not motivated, we would have reached the
fifth (5) end of the model which is to review the reasons as to why they are not motivated to take
the training courses. If the employees are motivated to take the training courses, the model
continues to the next step and questions if they feel more productive after taking the training. If
they do not, we would reach the sixth (6) end and review why they do not feel productive after
the training. Nevertheless, if they do feel more productive, the model would advance to the
following step and question if the employee is more satisfied and motivated with their job. In the
case that they are not, we would reach the sixth (6) end and review why they are not satisfied and
motivated with their job. However, if they are more satisfied and motivated, the model would
continue to the next step and question if they would consider leaving the organization if a new
opportunity appeared. If they leave, the eight (8) end would be met, and we would review the
reasons they would consider leaving along with the negative correlation of closing skills gap and
the improvement of productivity, satisfaction, motivation, and retention. On the other hand, if
they would stay, we reach the ninth (9) end of the model and review their reasons for staying and
the positive correlation of the closing skills gap and the improvement of productivity,
satisfaction, motivation, and retention.

However, in the case that the employees are aware of the skills gap and the company
offers opportunities for reskilling, the model would advance to question if the employees are
motivated to take training courses. This step unites both branches and depending on the outcome

would be the ends met as explained previously.



DISSERTATION PROPOSAL: SKILLS GAP

Does the
N company offers
. opportunities for
opportunities for 4— No <+ reskilling? R No
reskilling employees (Kirkpatrick,
1998)
Do we know
which skill set
the employ 4— Yes
feel they are
lacking?
Yes Do we know
which Yes
intelligences
are most > Yes
’ common
amongst the
employees?
(Gardner, 1993) l
> No
Do we know
which type of
i training
. method the
Create training No employees
material based on prefer?

skills relevant to the
job.

I

Create Training Material
focused on one or more
types of intelligences and No
the skill set the employess
feel they are lacking

Create Training Material
focused on one or more types
of methods, the most common
type of intelligence and the
skill set the employees feel
they are lacking

Are employees

<4— aware of the skills

gap?

Yes

Are employees
motivated to

R take training —p

courses?
(Knowles, 1984)

;

No

!

Review reasons on why
they are not motivated
to take the training
courses

Review reasons on
why they would
consider leaving and
negative correlation

4;

Review reasons on
why they would
consider staying and
positive correlation

22

Do employees
feel that they
are more
productive
after taking
the training?

.

Yes

Yes

s

Are employees
more satisfied
and motivated
with their job?

v

Yes

Yes ¢

If a new
opportunity

arose, would
they consider
leaving their

job?

No

'

Review reasons on
why they feel they
are not more
productive after the
training

v

Review reasons on
why they are not
satisfied and
motivated with
their job



DISSERTATION PROPOSAL: SKILLS GAP

X.  Alignment Table
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Objectives

Research Questions

Hypothesis

Variable

To determine if by
closing the skills gap can
employee retention,
motivation, satisfaction,
and/or
performance/productivity
be improved.

By closing the skills gap
can employee retention,
motivation, satisfaction
and/or
performance/productivity
be improved?

HO: Closing the skills gap does improve
employee retention, motivation,
satisfaction, and/or
performance/productivity.

Ha: Closing the skills gap does not
improve employee retention, motivation,
satisfaction, and/or
performance/productivity.

Employees
Employee motivation

Employee performance/productivity

Employee satisfaction
Employee retention

To determine the cause
of the skill gap within
the employees.

What is the cause of the
skill gap within the
organization?

HO1: Employees believe the company
offers opportunities for reskilling.
Hal: Employees believe the company
does not offer opportunities for
reskilling.

Employees
Available Training Opportunities

To determine if
employees are aware of
the skills gap

Are employees aware of
the skills gap?

HO02: Employees are aware of the skills
gap.

Ha2: Employees are not aware of the
skills gap.

Employees
Skills employees feel they are
lacking (Soft vs Hard Skills)

To determine if
employees are self-
motivated to improve
their skills

Are employees self-
motivated to improve
their skills?

HO03: Employees are self-motivated to
improve their skills and participate in
available training opportunities.

Ha3: Employees are not self-motivated
to improve their skills and participate in
available training opportunities.

Employees

Employees’ desire and self-
motivation to learn and gain new
skills

Available Training Opportunities

To determine which
skills the employees
consider they are lacking

What are the skills the
employees feel they are
lacking necessary for
their job success?

HO04: Employees feel the skills they are
lacking are mostly soft skills.
Ha4: Employees feel the skills they are
lacking are mostly hard skills.

Employees
Skills employees feel they are
lacking (Soft vs Hard Skills)
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necessary for their
success.

To determine with type
of training is most
effective.

What is the best training
method for employees?

HO05: Employees prefer training given in
traditional strategies or methods.

Ha5: Employees prefer training given in
non-traditional strategies or methods.

Employees
Type of Training (Traditional vs
Non-Traditional)

To determine the
correlation of lack of
skills with employee
retention, productivity,
motivation, and/or
satisfaction.

What is the correlation of
lack of skills with
employee retention,
productivity, motivation,
and/or satisfaction?

HO06: There is a positive correlation
between closing the skills gap with
employee retention,
performance/productivity, motivation,
and/or satisfaction.

Ha6: There is a negative correlation
between closing the skills gap with
employee retention,
performance/productivity, motivation,
and/or satisfaction.

Employees

Employee motivation

Employee performance/productivity
Employee satisfaction

Employee retention
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XI.  Delimitations
The study was delimitated to the employees of a large company in the Outsourcing
industry.
XIl.  Term Definitions

Employee motivation: Employee motivation is defined as commitment, the energy levels,
and the creativity that the employees bring to their job. Even though employees’
motivation doesn’t directly influence an organization’s growth, it is like a necessary
precondition because lack of motivation among the employees can have a detrimental
effect on their performance. Motivation can be defined as the inherent enthusiasm and
driving force to accomplish a task. It can be used in directing employees’ behavior and
actions for a constructive vision or goal. Proper motivation turns an employee into a loyal
asset and helps in maintaining the retention rate (Ramyasri & Ch, 2020).

Employee performance: the level of success of employees in carrying out their duties and
responsibilities. Employee performance is key in determining the achievement of
organizational goals; therefore, organizations look for ways to motivate their employees
to give their best performance on the job (Tamunomiebi & Oyibo, 2020).

Employee productivity: Employee productivity is an assessment or evaluation of the
efficiency of a worker or group of workers. Employee productivity is the driving force
behind an organization’s growth and productivity. Employee productivity is so essential
to an organization, to the extent that it is capable of determining the level of profit and

loss of that company. Employee productivity directly affects a company’s profit (Jamiu,

2019).
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e Human Resources: The department or support systems responsible for personnel sourcing
and hiring, applicant tracking, skills development and tracking, benefits administration,
and compliance with associated government regulations (Entrepreneur, n.d.)

e Traditional training: can be defined as training that is conducted in person and attended in
person (WizlQ+, 2018). Some of these methods are, but not limited to, coaching,
instructor-led, mentoring & apprenticeship, on the job training, and shadowing.

e Non-Traditional training: focus more on computer-based training, hands-on and
interactive training that is done outside of the classroom and sometimes without the need
for an instructor. Some of these methods are, but not limited to, augmented reality, e-
learning, interactive, gamification, hands-on, virtual reality, and webinars.

o Skills gap: A skill gap, or skills gap, is the difference between an employee's skills and
the skills your company requires for a specific role (Herrity, 2023).

e Training: refers to a planned effort by a company to facilitate employees’ learning of job-
related competencies. These competencies include knowledge, skills, or behaviors that
are critical for successful job performance. The goal of training is for employees to
master the knowledge, skill, learning, and behaviors emphasized in training programs and
to apply them to their day-to-day activities. (Noe, 2019).

e Self-directed learning (SDL): process in which individuals take the initiative, without the
help of others in planning, carrying out, and evaluating their own learning experiences

(Knowles, 1975).
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Summary

This chapter has provided an overview of the issues that have contributed to the skills gap
within organizations. This chapter also discussed the theoretical frameworks established for the
study. Furthermore, it set the foundation for the study detailing the study’s objectives, research
questions and variables, along with the hypotheses.

Next, Chapter Il will set to describe the concept of training, types of training methods,
influences on training, skills gap among other concepts relevant to the study. Furthermore, the
chapter reviews (a) the effects of training on employee satisfaction, motivation, productivity,
performance, and retention and (b) the recent research around the skills gap. This chapter

illustrates the findings of previous researchers to support the present study.
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Chapter II: Literature Review

The purpose of this chapter is to acquaint the reader with the subject matter related to the
study. Concepts such as training, influences on training, positive effects of training, negative
effects of lack of training, reasons for lack of training, and types of training methods and
strategies will be explored. Additionally, the literature review will explain further about the skills
gap and the types of skills sets.
Training

Training refers to a planned effort by a company to facilitate employees’ learning of job-
related competencies. These competencies include knowledge, skills, or behaviors that are
critical for successful job performance. The goal of training is for employees to master the
knowledge, skill, learning, and behaviors emphasized in training programs and to apply them to
their day-to-day activities. (Noe, 2019). In addition, according to A. Khan et al. (2016), training
helps the workforce adapt flawlessly to new technology thereby increasing the efficiency and
productivity of individuals and organizations. Reynolds (2004) elaborates on the topic of training
and states that it has a complementary role to play in accelerating. Also, he further elaborates that
it should be reserved for situations that justify a more directed, expert-led approach rather than
viewing it as a comprehensive and all-pervasive people development solution. In addition, he
points out that the that the conventional training model tends to emphasize subject-specific
knowledge, rather than trying to build core learning abilities.

Because of this, training and development interventions are among the oldest strategies
for organizational change. They provide new or existing organization members with the skills
and knowledge they need to perform work. The focus of training interventions has broadened

from classroom methods aimed at hourly workers to varied methods, including simulations,
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action learning, computer-based or online training, and case studies, intended for all levels and
types of organization members. (Cummings & Worley, & Donovan, 2020). However, the war for
talent, the changing nature of the workforce, shifting social expectations about work and family,
and increasingly knowledge-based strategies have pressured organizations to rethink their role in
managing careers and developing their human capital (Whitmore, 2017). As Chovarda (2020)
explains “investing in employee development will potentially enhance an organization’s chances
of retaining its people as it may increase employees’ perceived cost of leaving the organization
even though developing and increasing employees’ competency may enable them to find better
jobs elsewhere”. Therefore, by further developing the employees’ skills and knowledge, the
company can also improve their overall performance and retention rate.

Due to this, many companies have adopted this broader perspective, which is known as
high-leverage training. High-leverage training is linked to strategic business goals and
objectives, uses an instructional design process to ensure that training is effective, and compares
or benchmarks the company’s training programs against training programs in other companies.
High-leverage training practices also help to create working conditions that encourage
continuous learning. (Noe, 2023). Continuous learning requires employees to understand the
entire work system, including the relationships among their jobs, their work units, and the
company (Sessa, 2015). Employees are expected to acquire new skills and knowledge, apply
them on the job, and share this information with other employees. By doing so, they can further
cultivate the company’s intellectual capital which can serve as a competitive advantage in the
long run.

Nonetheless, training can seem to be remote from reality and the skills and knowledge

acquired can appear to be irrelevant. Transfer of learning problems often occur after management
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or supervisory training, but even the manual skills learnt in a training center can be difficult to
transfer (Armstrong, 2020). To prevent these transfer problems from occurring, Armstrong
(2020) recommends that training is designed as relevant and realistic as possible, anticipating.
and dealing with any potential transfer difficulties. He suggests training to be to be either
systematic or just-in-time to prevent transfer problems. Armstrong (2020) defines systematic
training as a training that is specifically designed, planned, and implemented to meet defined
needs. He explains that this type of training is created by people who know how to train and
hence, the impact of this training is carefully evaluated. On the other hand, just-in-time training
is training that is closely linked to the pressing and relevant needs of people by its association
with immediate or imminent work activities. The training will be based on an identification of
the latest requirements, priorities and plans of the participants, who will be briefed on the live
situations in which their learning has to be applied. (Armstrong, 2020).

Aside from systematic and just-in-time training, Armstrong (2020) elaborates on bite-
sized training which involves the provision of opportunities to acquire a specific skill or a
particular piece of knowledge in a short training session focused on one activity, such as using a
particular piece of software, giving feedback, or handling an enquiry about a product or service
of the company. He explains that it usually carried out through e-learning and can be useful for
skill development through a concentrated session or activity without diversions but weak in
expanding individuals’ intellectual capacity and holistic understanding of the business and too
restrictive due to its dependability of line managers. Because of this, it is best for training
employees in straightforward techniques that they can use immediately in their work or to

complement, not replace, longer courses or developmental processes (Armstrong, 2020).
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Influences on Training

There is both a direct and indirect link between training and business strategy and goals.
To contribute to a company’s success, training activities should help the company achieve its
business strategy (Noe, 2019). A business strategy is a plan that integrates the company’s goals,
policies, and actions. Also, the business strategy tends to influence how the company uses
physical, human, and financial capital and thus, helps direct the company’s activities for it to
reach its goals. Noe elaborates on what these goals are and explains that they are what the
company hopes to achieve in the medium and long-term future. Most companies’ goals include
financial goals, such as to maximize shareholder wealth. But companies have other goals related
to employee satisfaction, industry position, and community service (Noe, 2019).

Not only does business strategy impact a company’s goals, but also it has a major impact
on the type and amount of training that occurs and whether resources (money, trainers’ time, and
program development) should be devoted to training. Also, the business strategy influences the
type, level, and mix of skills needed in the company (Noe, 2019). Aside from the business
strategy, another training influencer is management. Management heavily influences the
conditions under which parallel structures operate. Because of this, it controls the
amount of authority that members have in making recommendations, the amount of
information that is shared with them, the amount of training they receive to increase
their knowledge and skills, and the number of monetary rewards for participation (Cummings &
Worley, & Donovan, 2020). Due to this, they coordinate most, if not all, training programs and
events and are thus, one of the pivot influences of training.

Some of the most common training programs or events are catered to skills such as, but

not limited to, manual, IT, interpersonal, and personal or specific roles or procedures such as, but
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not limited to, team leader or supervisory roles and organizational procedures or practices
(Armstrong, 2020). Aside from training programs and events, employees can also gain skills
through on-the-job training. On-the-job training, or OJT, is a program designed to help
employees gain hands-on knowledge in the workplace. This type of training involves employees
using the resources available for them at their workplace, and it allows them to learn while
integrating into their everyday work environment. Typically, managers, HR team members, and
experienced coworkers provide the internal training (Campbell, 2023).

Furthermore, and according to a study conducted by Degreed, more workers first turn to
their peers (55%) second only to asking their bosses whenever they wish to learn a new skill.
Peer-to-peer learning is also uniquely well suited to the way we learn. People gain new skills
best in any situation that includes all four stages of what we call the “Learning Loop™: gain
knowledge; practice by applying that knowledge; get feedback; and reflect on what has been
learned. Peer-to-peer learning encompasses all of these (Palmer & Blake, 2018). Thus,
companies can also benefit from internal employees when it comes to upskilling their teams.

Nonetheless, even if done through activities or on-the-job training, measuring, and
providing enterprise-level training/learning activities can be difficult. For example, during
Covid-19, results show that across OECD countries, workers’ learning opportunities could have
decreased by an average of 18% in case of non-formal learning, and 25% in case of the informal
learning during widespread shutdown regimes. Estimates indicate that on average, medium- and
low-skilled workers experience a reduction in their informal learning opportunities that is over
twice as large as for tertiary educated adults. Under the widespread shutdown scenario, every
week, an average tertiary-educated worker missed just over half an hour of informal learning,

while a worker with, at most, upper secondary education missed nearly 1.5 hours (OECD, 2021).
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A Dutch study that developed a measure of the time during which a worker is learning at work
shows that workers spend on average 35% of their working time on activities from which they
learn. This is far more than the time workers spend on formal training courses: informal learning
activities account for 96% of the time in which workers are engaged in activities from which
they learn. Given the finding that informal learning activities account for 96% of the time that
workers are involved in activities from which they learn, informal learning in the workplace is
far more important for the human capital development of the working population than formal
learning. However, this does not mean that participation in formal training is not important.
Formal training and informal learning appear to be complementary, although this finding is
probably also due to a selection effect: workers who participate in a training course spend on
average five percentage points more time on informal learning in the workplace than workers
who do not, and 34% of the workers who participated in formal training report that the training
stimulated them to learn more at work (De Grip, 2015).

However, measured, the extent and quality of enterprise-level training varies between
enterprises, both across and within industry sectors. The studies by Hayton et al. (1996) found
that firms characteristically differ in: (1) their reliance upon external training; (2) their reliance
upon accredited and regulated training qualifications; (3) their engagement with public
competency standards and training regulation arrangements; (4) the range and variety of training
methods that they adopt; and (5) the extent to which they formalize their internal training
processes. Because of this, there are some internal and external factors that can influence a
company’s training even further. Long, Ryan, Burke, and Hopkins (1999) further elaborate on
some of the aspects that can influence training and development; these are, but not limited to, (1)

worker and job characteristics; (2) enterprise characteristics; and (3) sociopolitical and economic
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environment. Furthermore, LaMarco (2018) explains that for a training program to be effective,
it needs to have a purpose and then implement the right training methods. They list some factors
influencing the effectiveness of training programs, such as but not limited to, the purpose of the
program, the resources available to the company, audience of the program, and the trainers
involved. All these aspects mentioned previously can affect direct or indirectly the training
offered by companies, given, and taken by employees and given the effects will be the rendered

results.

Positive Effects of Training

When it comes to the effects of training, research shows it can affect various areas of the
organization. Areas such as employee performance, loyalty, productivity, and satisfaction, as
well as business results and organization innovation can be positively affected when training is
implemented. Now a days training is the most important factor in the business world because
training increases the efficiency and the effectiveness of both employees and the organization.
The employee performance depends on various factors. But the most important factor of
employee performance is training. Training is a continuous process to improve the caliber of
employees (Yimam, 2022). Because of this, it is crucial for companies to focus on training their
employees, however, some waver on these effects debating if they are truly worth the cost.

As it is known, training requires substantial allocation of monetary, human and time
resources. Because of this, human resources training cost/benefit efforts are not complete until
the outcomes and results have been measured. A major reason to evaluate training programs is to
determine whether the training programs are accomplishing their specific training objectives
(Jack, 2020). The process of training evaluation has been defined by Goldstein and Ford (2011)

as the “systematic collection of descriptive and judgmental information necessary to make
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effective decisions related to selection, adoption, value and modification of various instructional
activities” Furthermore, the evaluation of a training program is important for a number of
reasons, not the least of which is to ascertain whether the organization’s investment pays off in
terms of performance improvements (Goldstein & Ford, 2011). Therefore, from a cost-effective
perspective, if the effects and results of the training are not up to par with what was desired then
the training shall be modified and restructured to meet planned objectives and expected goals.

Nevertheless, it is true that knowledge conversion processes can be responsible for the
creation of new knowledge, without any intervention from outside the organization (Nestian,
2013). In other words, training is the most basic function of human resources management. It is
the systematic application of formal processes to help people to acquire the knowledge and skills
necessary for them to perform their jobs satisfactorily (Armstrong, 2020). Given that employees
are the most precious asset for any organization in building up or destroying its reputation and
profitability (Elnaga & Imran, 2013), it is natural that these activities have become widespread
human resource management practices in organizations worldwide (Hughes et al., 2019).

In today’s business world, training is the main strategy to perform institutional objectives.
It helps to improve employee and employer performance (Ruttledge & Cathcart, 2019). The
more training provided the more benefits for the employees, the further enhanced skills and
capabilities and the more advantages reflected back to the organization (Terrana et al., 2016).
Some of the factors that determine the performance of employees are training of employees,
organizational policies, working situations, job satisfaction, interactions with in the organization
(Aktar et al., 2012). Thus, training is one of the most effective tools to enhance the employee
performance and to achieve the organizational objectives and goals effectively and efficiently

(Afroz, 2018; Garavan et al., 2020).
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Moreover, it is argued that training within organizations creates a resource that is more
valuable than any other, that is, committed employees (Jex & Britt, 2015). Improved capabilities,
knowledge and skills of the talented workforce proved to be a major source of competitive
advantage in a global market. To developing the desired knowledge, skills, and abilities of the
employees, to perform well on the job, requires effective training programs that may also affect
employee motivation and commitment. In order to prepare their workers to do their job as
desired, organizations provide training as to optimize their employee’s potential. Most of the
firms, by applying long term planning, invest in the building new skills by their workforce,
enabling them to cope with the uncertain conditions that they may face in future, thus, improving
the employee performance through superior level of motivation and commitment. When
employees recognize their organization interest in them through offering training programs, they
in turn apply their best efforts to achieve organizational goals, and show high performance on job
(Elnaga & Imran, 2013).

In addition, feedback and support interventions can increase employee performance,
satisfaction, and morale, and provide a systematic way to monitor the development of human
resources in the firm, at little or no cost (Cummings & Worley, & Donovan, 2020). By doing so,
companies can achieve a competitive advantage by effectively managing people and developing
high performers who will be able to reach targets and meet deadlines. Employee performance
has continuously gained huge attention since a few decades ago and is frequently highlighted in
society. According to Silitonga and Sadeli (2020), employee performance is frequently
interpreted as representative of the organization's performance and has a direct impact on the

organization's image. Employee performance, achieved through training, refers to immediate
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improvements in the knowledge, skills, and abilities to carry out job related work, and hence
achieve more employee commitment towards the organizational goals (Elnaga & Imran, 2013).
Furthermore, employee training and development programs are critical for enhancing employee
performance. In fact, a 2019 report published in The International Journal of Business and
Management Research indicates that 90% of employees surveyed agreed or strongly agreed that
training and development programs improved their job performance (Maryville University, n.d.).
According to Wright and Geroy (2001), employee competencies change through effective
training programs. However, employee performance is also affected by some environmental
factors such as corporate culture, organizational structure, job design, performance appraisal
systems, power and politics prevailing in the firm and the group dynamics. To make training
effective and to ensure the positive effect of training on employee performance these elements
should be taken into consideration (Wright & Geroy, 2001). Moreover, when employees feel
valued and heard by the organization, they’re inevitable feel more committed to the company as
they can tell the organization is committed to them, their career and professional growth, thus, in

turn increasing their performance, motivation, and satisfaction.

Reasons and Negative Effects of Lack of Training

Training is vital to the success of an organization. Attracting, developing, and retaining
high-performing employees is at the core of successful companies. High-quality training
programs result in irrefutable paybacks including higher productivity, lower turnover, fewer
safety accidents, and job satisfaction. It’s also important to understand the cost of not training
employees. Neglecting to implement training essentially means neglecting all areas of your
organization. An effective training program is imperative for running a successful organization

(Gendron, 2022). However, and according to a study by SurveyMonkey, only 52% of employees
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think their employer provides the right amount of training (Gitlin, 2022). Thus, employees
wishing to grow are bound to expand their horizons elsewhere resulting in an increase in
turnover for the company.

While it’s the employees’ obligation to perform their assigned duties, work-related tasks,
maintain and protect confidential resources and knowledge, it’s the employers’ obligation to
provide their employees with fair wages, benefits, safe work conditions and opportunities that
allow the enhancement of employee development. Reciprocal formal obligations of the
employment relationship are moderated by the expectations of both parties: although loyalty and
citizenship were the most expected overt behaviors for employers, self-development and
vocational training are inevitable expectations and motivational factors for employees at every
stage of their career (Bulut & Culha, 2010). In other words, when workers are not committed,
satisfied, or believe they have better chances elsewhere they will not be motivated no matter
what training strategy is used.

Kasriel (2018) elaborates on this reason for lack of training stating that companies fear
that employees will leave the company after they are trained, thus causing the company to lose
funds. Furthermore, he states that society is better off if workers are properly trained. Trained
workers mean more productive ones, which mean more productive companies and greater
overall economic output. However, individual companies are better off if they leave the cost of
training to their competitors. More companies these days, it seems, want a free ride (Kasriel,
2018). This, in turn, leads to several consequences since employees that are not trained cannot
develop the skills that will help them become successful and therefore, end up leaving the
company after a short period of time in hopes of finding one that fits them and their goals. By

having the workers leave, companies will have a high turnover rate and will suffer in
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performance and productivity. This is because it takes time for new workers to adjust and grasp
the essence of their job and master their duties. Nonetheless, if companies spent time training
employees the time needed for them to master their skills would be reduced.

Capelli (2014) emphasizes on this by stating that people believe there are good jobs out
there for people who have skills, however, employers cannot find people to hire because high
schools are failing, and college students are not majoring in the hard subjects where the jobs are.
In other words, the economy is suffering from a skills gap. However, when investigating deeper
and in detail, one can conclude that companies want workers who already possess the skills they
desire for the job. Nonetheless, these soft or hard skills may not be the ones taught in the
classrooms. Therefore, and as Capelli (2014) states, what employers really want are workers they
do not have to train. Employers would rather hire someone who is already trained than have
someone they must train with because they believe this will lower company expenses.

According to Eric Hanushek and Lodger Weissmann (2015), raising the quality of skills
of a workforce can generate a substantial payoff in economic growth. Moreover, education and
skills must keep pace with the growth in technological change to raise incomes and to limit
economic inequality (Goldin & Katz, 2018). Often, when discussing employee’s lack of skills,
the conversation focuses primarily on academic skills and educational learning while employers
are mainly concerned about occupational competencies and employability skills such, but not
limited to, as communication, teamwork, allocating resources, problem-solving, reliability and
responsibility.

Skills Gap
A skill gap, or skills gap, is the difference between an employee's skills and the skills

your company requires for a specific role. Identifying gaps between staff members' actual skill
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sets and the skills necessary to complete various jobs helps organizations determine how to
structure training programs that support employees' skill development. Additionally,
understanding the skills gap between staff members and your company's needs can help you find
candidates with the necessary qualifications during recruiting and hiring activities (Herrity,
2023). Bridging the skills gap is critical to maintaining social stability around the world. And
doing so will require the actions of companies and governments together (Moldoveanu, Frey, &
Moritz, 2022). Many employers say they cannot find people with the skills they need, even for
entry level jobs. Skills gaps are an impediment to workers getting jobs, and to companies gaining
essential talent. Skills are the building blocks of human capital. Job titles can vary widely across
companies and industries, so skills tend to have a stronger signal for what a job entails (Barrett,
2018).

As the market and technology trends evolve, companies can expect to see a skills gap and
organization’s talent needs begin to alter. On McKinsey and Company’s study (2022) they found
that “most respondents say their organizations are hiring employees in an attempt to prepare for
potential skill gaps, and some have made efforts to build skills in their workforces: about one-
third of respondents say their organizations have begun reskilling efforts”. Moreover, 87 percent
of respondents say they either are experiencing gaps now or expect them within a few years
(McKinsey & Company, 2022). McKinsey and Company’s study (2022) also highlights that
respondents, whose organizations are building employees’ skills, are more likely to say their
organizations are prepared to address role disruptions than are respondents whose organizations
address gaps through other methods, such as hiring.

There are diverse types of skills that a worker can lack such as, but not limited to, soft,

hard, foundational, and job-specific skills. Depending on the type of skill gap the person



DISSERTATION PROPOSAL: SKILLS GAP 41

possesses should be the type of training given and taken. Because of this, it is crucial for
companies to understand the skills that need improvement to be able to target them accordingly

and be able to help their workers reduce the skill gap.

Soft Skills

First, soft skills are non-technical skills that relate to how you work. They include how
you interact with colleagues, how you solve problems, and how you manage your work. Soft
skills include interpersonal (people) skills, communication skills, listening skills, time
management, problem-solving, leadership, and empathy, among others. Furthermore, soft skills
include the personal attributes, personality traits, and communication abilities needed for success
on the job. Soft skills characterize how a person interacts in his or her relationships with others.
(Doyle, 2022).

Another definition for soft skill is the personal attributes that enhance an individual's
interactions and his/her job performance. Soft skills, also known as noncognitive behaviors, add
accuracy to performance prediction. Examples of soft skills include adaptability, communication
skills, cooperation, discipline, and integrity (Clark, 2013). Daniel Goleman (2020) mentions that
emotional intelligence represents self-awareness; self-control; managing one’s own emotions;
motivation; empathy; reading other people’s emotions; socializing skills such as, teamwork
capability, persuasiveness, listening, leadership and managing relations with other people. Soft
skills are vital to the health of any organization. If you hire an employee without a combination
of several soft skills, you may find it more difficult to work with that person than with others on
your team. In a worst-case scenario, one employee with poor soft skills may irreparably damage
your company culture and cause stellar employees to exit the company (Peek, 2020). Unlike hard

skills that can be taught, such as coding, bookkeeping, or writing, soft skills are thought to be
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somewhat inherent, a part of your personality, and are developed over time as experience is
gained. These traits can be defined by your attitude, motivation, adaptability, and overall
personality.

Hard Skills

Peek (2020) explains that unlike soft skills that are thought to be somewhat inherent, a
part of your personality, and are developed over time as experience is gained, hard skills can be
taught, such as coding, bookkeeping, or writing. These traits can’t be defined by your attitude,
motivation, adaptability, and overall personality, but rather are skills gained through knowledge
and what a person knows.

As opposed to soft skills, hard skills are defined as the technical skills to carry out a job
or task. In occupational therapy, this may include competencies to administer an assessment,
skills to fabricate an orthosis, or the ability to document a thorough progress note in a timely
manner (Deluliis & Saylor, 2021). Hard skills are the type of skills learned through school and
education. These skills possess seven dimensions that form intellectual ability. These seven
dimensions are: (1) intelligence figures, (2) verbal understanding, (3) quickness of perception,
(4) inductive reasoning, (5) deductive reasoning, (6) spatial visualization, and (7) memory

(Robbins & Judge, 2015).

Foundational Skills

Foundational skills are the fundamental, portable skills that are critical to training and
workplace success. These skills are fundamental in that they serve as a basis for supporting more
advanced skill development. These skills are also portable because, rather than being job-

specific, they can be applied at some level across a wide variety of occupations (Clark, 2013).
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Job-Specific Skills

Job-specific skills are those skills that focus on a certain aspect of the job or activity
needed to be done. Clark (2013) elaborated on these and states that determining the necessary
skills for successful performance of specific job duties is the focus of a large body of research in
industrial and organizational psychology. Furthermore, and as research supports, measures of
foundational cognitive skills, or general cognitive ability, are the best predictors of on-the-job
performance (Clark, LeFebvre, Burkum, & et al., 2013).
Training strategies or methods

Training strategies or methods can be classified as traditional and non-traditional.
However, they can be further classified in various ways such as, but not limited to, classroom or
instructed training, interactive, hands-on, computer-based, apprenticeship, self-directed, online or
e-learning.
Traditional

When it comes to traditional strategies or methods these can be defined as training that is
conducted in person and attended in person. In-person training imitates the conventional
classroom which has a teacher with a room full of students. Such a method of delivery has been
an integral part of corporate training for decades (WizlQ+, 2018). Some of these methods are,
but not limited to, coaching, instructor-led, mentoring & apprenticeship, on the job training, and
shadowing.

Coaching
Coaching is the process of educating, instructing, and training subordinates. Here, an
experienced worker or the trainee’s supervisor trains the employee. This may involve simply

observing the supervisor, or (preferably) having the supervisor or job expert show the new
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employee the ropes, step by step (Dessler, 2020). The State of Coaching and Mentoring 2022
report shows that 65% of HR professionals agree or strongly agree that coaching is an important
part of their organization's strategy. Yet only 39% strongly agree that their mentors do a great job
at coaching (Carruthers, 2022). According to Carruthers (2022), the goal of coaching is to help
people achieve their goals by providing them with the tools and knowledge they need while

helping them identify their strengths and areas for improvement to achieve their goals.

Instructor-led

Instructor-led training is done in a classroom and given by an instructor, it can be any of
three types of training strategies or methods such as presentation, hands-on, and team building.
Instructor-led training is the traditional type of employee training that occurs in a classroom
environment, with a trainer presenting the material to a group of people. Team-building training
has a big and important goal: to connect a team. As such, it does not focus on trainees as
individuals like the previously discussed methods; rather, this method is used to connect team
members and make them more engaged in their training and work (Raynolds, 2019). This type of
training can involve presentations, conferences, lectures, storytelling as well as hands-on training
which is further explained in the non-traditional segment since depending on how it’s done it can
apply to both categories.

Mentoring & Apprenticeship

A mentor is one who teaches or provides guidance and advice to a less experienced and
often younger person (Merriam-Webster, n.d.). An apprentice is an employee who works under
the supervision and direction of a more experienced colleague or manager. From the company’s
perspective, orientation and socialization activities are necessary to help new employees get as

comfortable as possible with their new jobs and co-workers so they can begin to contribute to the
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company’s goals (Noe, 2019). Also, when companies plan to groom people for promotion and
growth, this is the best training method to use. Trainees can truly benefit from such a
personalized learning structure, boost the mentor-trainee relationship, and facilitate their future
career (Raynolds, 2019).

On the job training

On-the-job training enables active participation for employees by allowing them to learn
in the flow of work. It’s one of the most effective employee training methods to teach a new
software application or process via in-app and on-screen walkthroughs and guides that help users
navigate through different features and tasks within an application. The end goal of on-the-job-
training is faster user adoption of new tools or newly released features. (Gupta, 2023). Some on-
the-job training techniques can involve both traditional and non-traditional techniques and be

from simply reading or discussing the job description and manual to hand-on training.

Shadowing

Job shadowing allows employees to follow and observe other professionals working in
different job functions to gain insight into their work area. Job shadowing is also implemented to
allow lesser experienced individuals to work alongside experienced professionals to sharpen
their skills from those who have already mastered them. (Gupta, 2023).
Non-traditional

On the other hand, non-traditional training strategies or methods focus more on
computer-based training, hands-on and interactive training that is done outside of the classroom
and sometimes without the need for an instructor. Some of these methods are, but not limited to,

augmented reality, e-learning, interactive, gamification, hands-on, virtual reality, and webinars.
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Although webinars are part of the e-learning category, due to its popularity it has been placed

separately and stand-alone.

Augmented Reality

Augmented reality (AR) is an enhanced, interactive version of a real-world environment
achieved through digital visual elements, sounds, and other sensory stimuli via holographic
technology. AR incorporates three features: a combination of digital and physical worlds,
interactions made in real time, and accurate 3D identification of virtual and real objects. With
augmented reality (AR), you’ll bridge the physical and digital worlds to better guide and train
employees, solve problems faster, optimize efficiencies, improve productivity and collaboration,
and better prepare for the future (Microsoft, 2022).

E-learning

E-learning is described as a “teaching and learning approach that completely or partially
embodies the educational paradigm employed, and that aids in accepting novel ways of
understanding and establishing learning based on the use of electronic media and devices as tools
for enhancing the availability of training, communication, and interaction, and that aids in
accepting novel ways of understanding and establishing learning” (Algahtani, Alamri, Sayaf, &
et al., 2022) E-learning is increasingly becoming a vital tool that educational institutions and
universities throughout the world are adopting (Yeh and Chu, 2018). According to Al-Rahmi et
al. (2021), e-learning establishes a virtual environment where students may participate in a
variety of activities. Also, it uses online videos, articles, quizzes, and courses to deliver
employee training. Employees can do their training at any time, from anywhere in the world with

an internet connection (Somiji, 2018).
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Interactive

Interactive training is a form of training, in which learners learn by doing and are,
therefore, active participants in the knowledge gaining process rather than passive absorbers of
information. Interactive training is not just about sitting back, watching videos or presentations,
and clicking the next button. Rather it involves problem-solving, analyzing scenarios and real-
life decision-making. With interactive learning, learners gain new knowledge and at the same
time, sharpen their critical, analytical, and creative skills (Neendoor, 2022). Gore (2023) explains
that interactive training is highly engaging and effective, which causes learners to absorb more
information, retain it faster, and recall it for longer periods of time. The success of interactive
training comes from being practical rather than theoretical, so, employees learn by applying
knowledge in a realistic setting. Some examples of interactive training are, but not limited to,
roleplaying, game-based training, simulations, case studies, and quizzes.

Gamification

Gamification focuses on training employees using games. Games have been used for
many educational purposes, including training. Using games for education is affordable,
competitive, and motivational, especially in the digital era, in which many applicants and
employees are highly involved with technology. One of the disadvantages of this method is the
inability to determine the components in a game that will contribute to the training itself.
Trainers cannot really make sure that every learning concept will be accepted by the trainees
through game playing (Raynolds, 2019).

Hands-on

Hands-on training is a great training method for employees using machinery or software,

where they can learn through on-the-job experience. Hands-on training can help employees fit
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into their upcoming or current role, while enhancing their on-the-job skills. This is a time-
intensive method of employee training that is best used when there are enough resources (spare
equipment, software licenses, etc.) available to support employees during the training (Somiji,
2018).

Virtual Reality

Virtual Reality (VR) is the use of computer modeling and simulation that enables a
person to interact with an artificial three-dimensional (3-D) visual or another sensory
environment. VR applications immerse the user in a computer-generated environment that
simulates reality through the use of interactive devices, which send and receive information and
are worn as goggles, headsets, gloves, or body suits (Lowood, 2023). In other words, is an
interactive simulated experience that creates a virtual environment which can be like or different
from the real-world environment. VR is achieved with the use of a headset and sometimes even

sensors to enhance the experience.

Webinars

A webinar is a live, online broadcast that companies present to their audience around the
world. A webinar is also sometimes called a webcast or web seminar. They allow the hosts of
companies to share videos, presentations, web pages or other media to their audience in a
condensed, interactive broadcast. Furthermore, webinars help companies grow, understand, and
advertise to their audience. These live online events provide valuable feedback to companies

seeking to improve while also engaging the audience in real time. (Birt, 2022).
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Impact of the Pandemic: COVID-19

COVID-19 radically changed the way we work and interact with one another. Even as
restrictions continue to lift and we move toward a “new normal,” the workplace trends the
pandemic has accelerated will shape the workplace for years to come. Alongside changes such as
the shift to hybrid and flexible work, COVID-19 has exacerbated skills gaps and highlighted
inequalities in the workforce. In fact, McKinsey & Company found that 87% of companies are
either experiencing a skills gap in their workforce or anticipating one within the next few years

(Hastings, 2022).

Skill shortages and skill gaps have a cyclical and a structural component and the same
should hold for training investments, although firms’ training decisions are more likely to
involve systematic planning (Brunello & Wruuck, 2020; McGuinness et al., 2018). An economic
upturn and tightening labor markets should induce corporate investment in human capital via
several channels, notably by making training more important to retain and attract staff as
opposed to reliance on external talent recruitment. Firms’ increasing profitability, capital
investments and a more positive business outlook would also support training decisions.
However, greater staff turnover and poaching externalities could diminish incentives for general

training investments in times of buoyant job markets (Pouliakas & Wruuck, 2022).

Understanding cyclical and structural patterns in corporate training, including the effects
of the large-scale economic shock related to the coronavirus pandemic, is of key relevance for
designing effective skills policies to accommodate recovery and adaptation to a post-Covid-19
economy. On the one hand, the pandemic has clearly accelerated digitalization, increasing

demand for digital skillsets related to the massive shift to remote work arrangements and e-
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commerce (Sostero & Wruuck, 2021; van Loo et al.,2021). In a quest to survive the creative
destruction process fostered by the coronavirus health shock, many firms have sought to enhance
their investments in a digital marketing and sales strategy. Short-time work arrangements,
furlough and remote work schemes may have also provided opportunities for (online) training,

given overall financial support and time availability (Pouliakas & Wruuck, 2022).

Even before the pandemic, only two out of ten low-educated adults took part in formal or
on-the-job training, compared to six out of ten high-educated adults. Participation in adult
learning also differs greatly across countries: fewer than 25% of adults in Greece, Italy, Mexico,
and Turkey report participating in adult learning, compared to over 55% in Denmark, Finland,
New Zealand, Norway, and Sweden (OECD, 2021). Therefore, adapting employees’ skills and
roles to the post-pandemic ways of working will be crucial to building operating-model
resilience. This is because organizations face a critical shortage of talent and skills. Investing in
people can create a virtuous cycle that improves the ability to attract, advance, and retain talent.
The talent shortage is a critical problem that is only getting worse. Organizations already face a
severe shortage of key talent, and 90 percent say they will have a meaningful skills gap in the
coming years. At the same time, digitalization and automation of work activities are leading to
further skill shifts, with about 40 percent of Americans and 34 percent of Western Europeans
potentially needing to switch occupational groups by 2030. And with 40 percent of workers
planning to leave their jobs, attrition is making it harder to retain skills within organizations

(Durth, Komm, Pollner, & et al., 2023).

The future of work was shifting even before COVID-19 upended lives and livelihoods.

But the pandemic accelerated three broad trends that will continue to reshape work as the effects
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of the crisis recede: remote work and virtual meetings, e-commerce, and digital technologies.
Moreover, COVID-19’s spread flattened the cultural and technological barriers standing in the
way of remote work (McKinsey & Company, 2023). Recent McKinsey & Company analysis of
the potential for remote work to persist looked at 2,000 tasks used in roughly 800 jobs in eight
focus countries. It showed that 20 to 25 percent of workforces in advanced economies could
work from home in the range of three to five days a week—which is four to five times more
remote work than pre-COVID-19 (2023). The expansion of remote work and digitalization also
broadens the horizon of opportunities for diverse training and upskilling methods as well as types

of businesses and employment.

A study by PWC found that COVID-19 has a profound impact on workers, and their
survey of 32,500 workers in nineteen countries expressed a mix of hopes and fears regarding the
near- and long-term future of employment - from the traditional corporate environment to the
informal gig economy and entrepreneurism. Specifically, 52% of youth (18-24 years old) either
agreed or strongly agreed that traditional employment will not be around in the future, as they
will promote their own personal brands and sell skills on a short-term basis to those who need
them. Additionally, 62% of youth either agreed or strongly agreed that automation would put

many people's jobs at risk (Moritz & Frey, 2022).

Evidently, the pandemic created a before and after for workers across the globe, the
techniques used to train employees and the opportunities for work, thus, enabling a new future of
work as humanity copes with the changes and possibilities of growth and progress. With regards
to the pandemics’ impact on employee satisfaction, motivation and retention, the situation is a

serious challenge for employees, as they have had to work from home or were furloughed or laid
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off. Other employees in life-sustaining positions such as medical staff had to work under often
difficult conditions (Kniffin et al., 2021). Nonetheless, the need for employees to work from
home due to the COVID-19 pandemic has been facilitated by the ground-breaking development
of communication technologies (Kniffin et al., 2021), which offered a new ray of hope for those
that had been let go from their jobs. Aside from higher turnover, the COVID pandemic caused
most employers to resort to cutting down of remuneration and facilities which heavily affected

the level of employee satisfaction (ICA, 2021) and motivation.

An increased level of fear of Covid-19 was associated with decreased job satisfaction,
increased psychological distress, and increased organizational and professional turnover
intentions (Rn et al., 2020). In this pandemic of Covid-19, organizations know that engaged
employees are the key to success in this tough time. In this tough time, companies must keep
their personnel satisfied and motivated during pandemic circumstances (Chanana &

Sangeeta, 2020). The highly stressful work environment resulted in job dissatisfaction with
tendency to leave job in the future during the pandemic of Covid-19 (Said & El-shafei, 2021).
On the other hand, employees enjoyed their job during COVID 19 pandemic when their job
security is guaranteed, all facilities are fulfilled, a happy atmosphere is provided, and suitable
workload is given (Hidayat et al., 2021). Therefore, depending on the individuals’ work
conditions, environment and experience would be their own take on how the pandemic affected
their overall motivation, satisfaction, and retention. Nevertheless, the workplace will not be the
same as it was before the pandemic, humanity has evolved to brace the change and thrive against

adversity.
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Summary

This study covered the gap in the literature regarding the skills gap, its relation to training
and the effects of lack of training. This present study findings provide more evidence on the
skills gap and its effect on employee retention, productivity, motivation, satisfaction, and
performance. Moreover, the study contributes to the literature in this field through adding the
experiences of employees in the outsourcing industry to a list of industries affected by the skills
gap. The aim of this review is to (a) add value to the field and development of employees, and
(b) improve employees’ training experience. Next, Chapter I11 covers the study’s methodology
and details how the study’s collection of data, population, sample, procedures, research scope

and design will be.



DISSERTATION PROPOSAL: SKILLS GAP 54

Chapter I11: Methodology
This chapter presents the methodology for this dissertation. It explains the study’s
population, sample, source of data collection techniques, operational procedures, methodological
approach, and description of research instrument. Furthermore, it details the research scope,

design, and interpret data analysis.

I.  Research Scope
The contribution of this study was to provide an understanding of the types of training that
render the best results on employees. Another contribution was to determine the cause of the skill
gap between the employees and which skills they are currently lacking. By doing this, the
company can prepare training materials focused on these skills and seek to improve their

employee retention, productivity, motivation, and satisfaction.

Il.  Research Design

This research study was exploratory, descriptive, and causal in nature. The study was
exploratory since the topic of multiple intelligences in training has not been researched in its full
capacity since most studies on this topic are catered towards education. Nonetheless, researchers
such as Zhang, Liu, and Sun (2019) dabble on this topic in hopes of incorporating the essence of
multiple intelligence in company’s day to day training. Furthermore, by incorporating multiple
intelligences and adult learning, we aimed to bridge any skills gap within the company with
training catered to their type of intelligence. With the use of existent company data, we gathered
results that detailed the correlation of lack of skills with employee retention, productivity,
motivation, and satisfaction; while also, determining what was the root of the skills gap and

which skills the employees considered they were lacking necessary for their success.
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I11.  Methodological Approach

The methodological approach was a mixed method research conducted through existing
company data. The data was analyzed in a quantitative way using SPSS and Excel as statistical
tools. The survey respondents on the data were evaluated using the unrestricted probability
sampling design, otherwise known as simple random design. The reason this method was chosen
is because every single element in the population has the same chance of being selected as a
subject. In addition, this method was chosen over the other methods available due to our current
lack of time, budget situation, and the fact that we were using existing company data.
IV. Population

The sample size was calculated based on the total amount of respondents on the data
provided by the company to make sure the sample was a significant representation of the

population and a statistically significant sample size to ensure research validity.

V. Type of sample
The sample were employees of an organization in the Outsourcing industry. To ensure
everyone has a fair chance, the respondents from the data were chosen in a simple random
sampling way. The data was reviewed and analyzed to ensure all answers qualify for the

research. From the data received, the sample was of 1,429 employees.

VI.  Source of Data Collection

We partnered with the Learning and Development in the company to gather the data from
their records. The data was provided by the company as this will be backyard research with a
convenient and random sample.

[ See Appendix 1 for Data Collection Plan]
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VIIl.  Description of the Research Instrument
Since this was backyard research, no research instrument was made as the data was

provided by the company.

VIIl.  Operational Procedures

To ensure the study was completed within the desired timeframe, a Gantt chart was

created to allocate tasks in designated time slots.
[ See Appendix 2 for Gantt Chart]

IX.  Analysis to Interpret Data

The data was analyzed using SPSS and Excel. An analysis of ANOVA, frequencies, and
linear regression were done to analyze the results. The frequencies were analyzed using
Microsoft Excel, while the more advanced statistical tests were run on SPSS. This study’s main
purpose was to determine which skills the employees considered lacking necessary for their
success and the correlation of lack of skills with employee retention, productivity, motivation,
and satisfaction. Aside from these the study aimed to determine the cause of the skills gap, and
which type of training is most effective. Because of this, we partnered with the Learning and

Development in the company to gather the data from their records.
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Summary
Chapter 3 detailed every aspect of the research that was conducted, from the research
scope and design to its methodological approach. The chapter provided the structure for the
study and how the collection of data, and sample section took place. Furthermore, it explained
how the collected data was analyzed and the study’s timeline.
The following chapter will introduce the results of the research conducted in this study. It

will present and analyze the data from the survey data by themes and subthemes.
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Chapter IV: Results
This study aimed to explore the diverse types of training and find which is best suited for
the employees of the organization. Ultimately, by identifying and implementing these training
methods, we hoped that the organization and its employees would better understand what they
can do to close the skills gap. In this chapter, the results of this quantitative company data are
presented, including demographic information of employees, and the various survey question
sections that tackled topics such as, but not limited to, multiple intelligences, job skill level,

interest in learning skills, motivation to learn, and training preference.

Overview of the Study

To explore the various topics discussed in Chapter I, we relied on the company data that
was shared with us. This company data contained the responses to a survey that is run on a
monthly basis within the company. The analysis of the findings in this chapter are organized by
themes, where each theme and subtheme relate to a section of the company data that was shared.
The company data did not contain any demographic information that could identify the employee
as the survey is done anonymously so employees can express themselves freely and to protect
their privacy.
Excel Frequencies
Demography

Understanding the demography of the employees in the company helps provide
background information to support the categories observed. The company data shared contained

a total of 1429 responses from the company survey that is shared on a monthly basis.
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Gender

With regards to their gender, 1071 (74.95%) of the employees were female, 304
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(21.27%) were male, 20 (1.40%) were non-binary/non-conforming, 8 (0.56%) were transgender

and 26 (1.81%) preferred not to respond. Table 1 summarizes the demographic gender

information.
Table 1

Gender

Man
Non-binary/non-conforming
Prefer not to respond
Transgender

Woman

Grand Total

Age

In terms of the age range, the data contained a wide age range of responses from

employees as young as 18 to those over 65. From the responses, 298 (20.85%) were from

Total
304
20

26

1071
1429

Percentage
21.27%
1.40%
1.82%
0.56%
74.95%
100.00%

employees 18 to 24 years of age, 427 (29.88%) were from employees 25 to 34 years of age, 320

(22.39%) were from employees 35 to 44 years of age, 242 (16.93%) were from employees 45 to

54 years of age, 126 (8.82%) were from employees 55 to 64 years of age, and 16 (1.12%) were

from employees 65 years old and over. Table 2 summarizes the demographic age information.

Table 2

Age

18-24 years old
25-34 years old
35-44 years old
45-54 years old
55-64 years old

65 years old and over
Grand Total

Total
298
427
320
242
126

16
1429

Percentage
20.85%
29.88%
22.39%
16.93%

8.82%
1.12%
100.00%
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Ethnicity
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Of the employees in the company data, 19 (1.33%) of them were American Indian or

Alaska Natives, 28 (1.96%) were Asian, 464 (32.47%) were Black or African American, 390

(27.29%) were Hispanic, 70 (4.90%) were Multiracial, 20 (1.40%) were Native Hawaiian or

Other Pacific Islander, 39 (2.73%) preferred not to respond, and 399 (27.92%) were White.

Table 3 summarizes the demographic ethnicity information.

Table 3
Ethnicity Total
American Indian or Alaska Native 19
Asian 28
Black or African American 464
Hispanic 390
Multiracial 70
Native Hawaiian or Other Pacific Islander 20
Prefer not to respond 39
White 399
Grand Total 1429

Location & Region

Percentage
1.33%
1.96%

32.47%
27.29%
4.90%
1.40%
2.73%
27.92%
100.00%

Employees in the company data were in various locations that the company operates in.

The first location is Canada with 65 (4.55%) of employees, out of which 23 (1.61%) were in the

Atlantic region, 16 (1.12%) were in Central Canada, 22 (1.54%) were in the Prairie Provinces,

and 4 (0.28%) were in the West Coast. The next location is Mexico with 46 (3.22%) of

employees all of which were in the Center region. The last location is the United States of

America with 1,318 (92.23%) of employees, out of which 60 (4.20%) were in the Caribbean, 131

(9.17%) were in the Midwest, 62 (4.34%) were in the Northeast, 712 (49.83%) were in the

Southeast, 280 (19.59%) were in the Southwest, and 73 (5.11%) were in the West. Table 4

summarizes the demographic location and regional information, and Chart 1 visualizes the data.
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Table 4

Location & Region
Canada
Atlantic region
Central Canada
Prairie Provinces
West Coast
Mexico
Center
USA
Caribbean
Midwest
Northeast
Southeast
Southwest
West
Grand Total

Chart 1

Total

Location & Region

Population ]
2 111 220
4
9 58 7
9
4 A
4
g\ /4

65
23
16
22

46
46
1318
60
131
62
712
280
73
1429

Percentage

Powered by Bing
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4.55%
1.61%
1.12%
1.54%
0.28%

3.22%
3.22%

92.23%
4.20%
9.17%
4.34%

49.83%
19.59%
5.11%
100.00%
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Multiple Intelligences

The company data survey contained fourteen (14) questions related to multiple
intelligences. Out of these fourteen questions bodily kinesthetic, intra-personal, musical, and
naturalistic had two questions each, while, inter-personal, linguistic, and spatial had only one
question each and lastly, logical-mathematical had three questions. Table 5 shows each question
along with its specific multiple intelligence type together with the results from the company data
survey. Going by the multiple intelligence type, on table 6, it gives an average percentage of
their answers. From these results, we can conclude that the employees had the highest score for
naturalistic intelligence (61.55%), followed by musical (47.41%), linguistic (41.36%), intra-
personal (40.69%), logical-mathematical (37.95%), spatial (32.54%), inter-personal (31.98%),
and lastly, bodily-kinesthetic (15.61%). Chart 2 visualizes these averages while Chart 3

showcases all averages for each multiple intelligence type.
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Table 5

Question

| am proud of my large
vocabulary.

Using numerical symbols is
easy for me.

I love listening to music.

I consider myself an
athlete.

I know for a fact, people of
all ages are fond of me.

I am fascinated by plant
and animal kingdom.

I enjoy learning something
new every day.

| observe and determine
facts based on that.

I have varied musical
interest and play multiple
musical instruments.

I don’t get lost easily and
use maps and landmarks to
find my path.

| feel good about being
physically fit.

I consider all humans as
equal irrespective of their
sex, color, caste etc.

I don’t like wasting time on
trivial issues.

I like to keep a journal to
record my daily thoughts.

Multiple
Intelligence

Type
Linguistic

Logical-
mathematical

Musical

Bodily-
kinesthetic

Inter-personal
Naturalistic

Intra-personal

Logical-
mathematical

Musical

Spatial

Bodily-
kinesthetic

Naturalistic

Logical-
mathematical

Intra-personal

Strongly Agree

Total

591

602

1042

148

457

574

891

628

313

465

298

1185

397

272

Percentage Total

41.36%

42.13%

72.92%

10.36%

31.98%

40.17%

62.35%

43.95%

21.90%

32.54%

20.85%

82.93%

27.78%

19.03%

558

561

294

163

489

461

461

556

299

499

381

175

457

275

Agree

Percentage Total

39.05%

39.26%

20.57%

11.41%

34.22%

32.26%

32.26%

38.91%

20.92%

34.92%

26.66%

12.25%

31.98%

19.24%

256

230

79

382

424

286

71

212

368

281

508

59

423

390

Neutral

Percentage Total

17.91%

16.10%

5.53%

26.73%

29.67%

20.01%

4.97%

14.84%

25.75%

19.66%

35.55%

4.13%

29.60%

27.29%

20

33

9

491

47

86

2

22

349

129

162

115

339

63

Disagree

Percentage
1.40%
2.31%
0.63%

34.36%
3.29%
6.02%
0.14%

1.54%

24.42%

9.03%

11.34%

0.35%

8.05%

23.72%

Strongly Disagree Grand Total
Total Percentage Total Percentage
4 0.28% 1429 100.00%
3 0.21% 1429 100.00%
5 0.35% 1429 100.00%
245 17.14% 1429 100.00%
12 0.84% 1429 100.00%
22 1.54% 1429 100.00%
4 0.28% 1429 100.00%
11 0.77% 1429 100.00%
100 7.00% 1429 100.00%
55 3.85% 1429 100.00%
80 5.60% 1429 100.00%
5 0.35% 1429 100.00%
37 2.59% 1429 100.00%
153 10.71% 1429 100.00%
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Table 6

Multiple Intelligence Type

Bodily-kinesthetic
Inter-personal
Intra-personal
Linguistic
Logical-mathematical
Musical

Naturalistic

Spatial

Grand Total

Chart 2

61.55%

Average of
Strongly
Agree

Percentage
15.61%
31.98%
40.69%
41.36%
37.95%
47.41%
61.55%
32.54%
39.30%

15.61%

37.95%

Average of
Agree
Percentage

19.03%
34.22%
25.75%
39.05%
36.72%
20.75%
22.25%
34.92%
28.14%

Average of Strongly Agree Percentage

31.98%

Average of
Neutral
Percentage

31.14%
29.67%
16.13%
17.91%
20.18%
15.64%
12.07%
19.66%
19.84%

40.69%

‘ N

Average of
Disagree
Percentage

22.85%
3.29%
11.93%
1.40%
3.97%
12.53%
3.18%
9.03%
9.04%

= Bodily-kinesthetic

= Inter-personal

= Intra-personal

= Linguistic

= Logical-mathematical
= Musical

= Naturalistic

= Spatial
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Average of
Strongly
Disagree

Percentage

11.37%
0.84%
5.49%
0.28%
1.19%
3.67%
0.94%
3.85%
3.68%
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In terms of evaluating the skills gap, the company survey data contained six (6) questions
on the topic. From these questions, we found that 27.92% of the employees disagree or strongly
disagree with the premise “I feel that I have the necessary skills to complete my job.”, 28.20% of
the employees felt neutral and 43.88% agreed or strongly agreed to the premise. Thus, we can
conclude there is a skills gap within the employee population of 27.92%.

Furthermore, in relation to the premise “I feel there are skills I need to be taught.”,
58.08% of employees agreed or strongly agreed, 15.82% remained neutral and 26.10% disagreed
or strongly disagreed. Therefore, we can conclude that more than half of the employee

population feel there are skills they need to be taught.
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The third premise was “There are specific skills that I would like to learn.”. For this
premise, the company data results indicated that 73.06% of the employee population agreed or
strongly agreed to this premise, 23.51% remained neutral and 3.43% disagreed or strongly
disagreed. From these results, we can conclude that close to two thirds of the employee
population feel there are skills they’d like to learn.

The last three questions were related to the company and its efforts to close the skills gap
through resources and investment in learning and development. For the fourth premise, “I am
satisfied with the investment the company makes in training and development.”, we found that
31.98% agreed or strongly agreed with the premise, 27.01% remained neutral and 41.01%
disagreed or strongly disagreed. From these results, we can understand that the company could
invest more in their learning and development as 68.02% of the employees felt neutral,
disagreed, or strongly disagreed with the current amount of investment. Next, for the fifth
premise, “The Knowledge Base, job aids, training material are useful and help work me
successfully and accurately.”, 32.96% of employees agreed or strongly agreed with the premise,
26.94% felt neutral and 40.10% disagreed or strongly disagreed. Given these results, we can
conclude that 67.04% of the employee population felt neutral, disagreed, or strongly disagreed
with the premise. Therefore, the company can look into further improving these areas to ensure
employees have an enhanced learning and work experience. Lastly, the results of the sixth
premise, “I think that the company offers reskilling opportunities.”, indicated that 28.34% of
employees agreed or strongly agreed with the premise, 26.03% felt neutral and 45.63% disagreed
or strongly disagreed. Going by these results we can conclude that 71.66% of the employee
population felt neutral, disagreed, or strongly disagreed with the premise. Thus, the company can

invest in reskilling opportunities and also promote the existent reskilling opportunities as this
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could be the result of employees not being aware of the current reskilling opportunities available

at the company.

Table 7

Category

| feel that | have the
necessary skills to complete
my job.

| feel there are skills that |
need to be taught.

There are specific skills
that | would like to learn.

| am satisfied with the
investment the company
makes in training and
development
The Knowledge Base, job
aids, training material are
useful and help work me
successfully and accurately.
| think that the company
offers reskilling
opportunities.

Strongly Agree

Total

268

346

498

159

154

110

Percentage

18.75%

24.21%

34.85%

11.13%

10.78%

7.70%

Total

359

484

546

298

317

295

Agree

Percentage

25.12%

33.87%

38.21%

20.85%

22.18%

20.64%

Total

403

226

336

386

385

372

Neutral

Percentage

28.20%

15.82%

23.51%

27.01%

26.94%

26.03%

Total

262

234

44

436

382

493

Disagree

Percentage

18.33%

16.38%

3.08%

30.51%

26.73%

34.50%
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Strongly Disagree

Total

137

139

150

191

159

Percentage

9.59%

9.73%

0.35%

10.50%

13.37%

11.13%
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Chart 4
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Job Level Skill

Following the questions related to the skills gap, the company survey data contained a
section related to how the employees felt about their current skill level. The question asked them
to rate how they felt about their current skill level from one (1) to five (5), one being highly
unprepared and five being highly prepared. From this section’s results, we found that employees
felt mostly prepared in soft skills as the average of summed 4 and 5 score responses was 1.41%
higher than hard skills with soft skills having an average of 40.06% while hard skills had an
average of 38.66%. Out of the skills listed, the top five skills that the employees felt they were
prepared for were business etiquette with 44.44%, followed by listening with 43.95%, teamwork
with 43.32%, problem solving with 42.48%, and lastly, data analysis with 42.48%. On the other

hand, the five skills with the lowest percentage of employees felt they were prepared for were
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public speaking with 30.37%, project management with 33.24%, presentation skills with

34.78%, technical skills with 35.90%, and strategic planning with 37.93%. Nonetheless, it is

important to mention that more than half of the employees did not feel prepared or highly

69

prepared in any of these skills as the highest score amongst the skills was 44% and the lowest

30%. The table below showcases the results for this section along with the chart at the bottom

that visualizes the results shared previously.

Table 8
Hard 1 2
Vs Skill
Soft Total Percentage Total Percentage
Interpersonal
Soft communication 222 15.54% 186 13.02%
Hard Writing 239 16.72% 178 12.46%
Soft Public speaking 149 10.43% 361 25.26%
Hard Project Management 166 11.62% 328 22.95%
Hard Organizational abilities 206 14.42% 216 15.12%
Computing skills &

Hard numeracy 232 16.24% 205 14.35%
Hard Business Etiquette 270 18.89% 168 11.76%
Soft Teamwork 255 17.84% 168 11.76%
Soft Problem Solving 250 17.49% 164 11.48%
Soft Resilience 245 17.14% 181 12.67%
Hard Data analysis 253 17.70% 172 12.04%
Soft Analytical skills 221 15.47% 172 12.04%
Hard Technical skills 200 14.00% 237 16.59%
Soft Listening 246 17.21% 150 10.50%
Soft Conflict Resolution 216 15.12% 194 13.58%
Soft Decision making 222 15.54% 176 12.32%
Hard Creativity 206 14.42% 245 17.14%
Soft Time management 208 14.56% 218 15.26%
Hard Strategic planning 209 14.63% 239 16.72%

Hard Presentation skills 182 12.74% 302 21.13%

Total

463
440
485
460
440

426
356
387
408
403
397
469
479
405
447
449
428
445
439
448

3
Percentage

32.40%
30.79%
33.94%
32.19%
30.79%

29.81%
24.91%
27.08%
28.55%
28.20%
27.78%
32.82%
33.52%
28.34%
31.28%
31.42%
29.95%
31.14%
30.72%
31.35%

Total

302
288
256
289
308

295
307
302
316
299
298
294
286
316
316
310
288
301
300
285

4
Percentage

21.13%
20.15%
17.91%
20.22%
21.55%

20.64%
21.48%
21.13%
22.11%
20.92%
20.85%
20.57%
20.01%
22.11%
22.11%
21.69%
20.15%
21.06%
20.99%
19.94%

Total

256
284
178
186
259

271
328
317
291
301
309
273
227
312
256
272
262
257
242
212

5
Percentage

17.91%
19.87%
12.46%
13.02%
18.12%

18.96%
22.95%
22.18%
20.36%
21.06%
21.62%
19.10%
15.89%
21.83%
17.91%
19.03%
18.33%
17.98%
16.93%
14.84%
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Chart 5

MULTIPLE VALUES BY 'SKILL'

Business Etiquette
Listening
Teamwork
Problem Solving
Data analysis
Resilience
Decision making
Conflict Resolution
Writing
Analytical skills
Organizational abilities
Computing skills & numeracy
Interpersonal communication
Time management
Creativity
Strategic planning
Technical skills
Presentation skills
Project Management
Public speaking

Skill

44.44%
43.95%
43.32%
42.48%
42.48%
41.99%

0.00% 5.00% 10.00% 15.00% 20.00% 25.00% 30.00% 35.00% 40.00% 45.00% 50.00%

B Sum of 4 & 5 Percentage
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Interest in Learning Skills

After the section related to how the employees felt about their current skill level, the
company data asked for their interest in learning more about a series of skills. The question
asked them to rate how interested you would be in learning more about them from one (1) to five
(5), one being highly uninterested and five being highly interested. From this section’s results,
we found that employees were interested in learning more about both soft and hard skills as the
difference between the average of summed 4 and 5 score responses was 2.06%, with hard skills
having an average of 75.72% and soft skills an average of 73.66%. Out of the skills listed, the
top five skills that the employees were interested to learn more about were technical skills with
an 81.39%, followed by project management with 79.92%, computing skills and numeracy with
79.50%, analytical skills with 78.31%, and lastly, problem solving with 78.31%. On the other
hand, the five skills with the lowest percentage of employees interested in learning more were
public speaking with 65.92%, business etiquette with 70.05%, listening with 70.12%, resilience
with 71.73%, and writing with 72.01%. Nonetheless, it is important to note that the employees
were interested in learning more about all of the skills, hence why all of the skills’ percentages
were higher than 65%, which in itself is a high interest rate. The table below showcases the
results for this section along with the chart at the bottom that visualizes the results shared

previously.



Hard vs
Soft

Soft
Hard
Soft
Soft
Hard
Soft
Soft
Hard
Hard
Hard
Soft
Soft
Soft
Hard
Hard
Soft
Soft
Hard
Hard
Hard

Table 9
. 1
Skill =
Total Percentage
Public speaking 132 9.24%
Business Etiquette 153 10.71%
Listening 148 10.36%
Resilience 130 9.10%
Writing 112 7.84%
Teamwork 123 8.61%
Interpersonal communication 94 6.58%
Data analysis 134 9.38%
Creativity 127 8.89%
Presentation skills 95 6.65%
Time management 115 8.05%
Decision making 105 7.35%
Conflict Resolution 97 6.79%
Organizational abilities 103 7.21%
Strategic planning 92 6.44%
Problem Solving 96 6.72%
Analytical skills 80 5.60%
Computing skills & numeracy 82 5.74%
Project Management 67 4.69%
Technical skills 72 5.04%
Chart 6

Technical skills

Project Management

Computing skills & numeracy

Analytical skills

Problem Solving

Strategic planning

Organizational abilities

Conflict Resolution

Decision making

= Time management

2 Presentation skills

Creativity

Data analysis

Interpersonal communication

Teamwork

Writing

Resilience

Listening

Business Etiquette

Public speaking

0.00% 10.00% 2

DISSERTATION PROPOSAL: SKILLS GAP

2
Total  Percentage Total
98 6.86% 257
77 5.39% 198
90 6.30% 189
76 5.32% 198
81 5.67% 207
67 4.69% 206
82 5.74% 217
64 4.48% 192
63 4.41% 200
67 4.69% 206
66 4.62% 180
62 4.34% 174
52 3.64% 186
48 3.36% 181
51 3.57% 172
52 3.64% 162
56 3.92% 174
44 3.08% 167
46 3.22% 174
44 3.08% 150

3
Percentage
17.98%
13.86%
13.23%
13.86%
14.49%
14.42%
15.19%
13.44%
14.00%
14.42%
12.60%
12.18%
13.02%
12.67%
12.04%
11.34%
12.18%
11.69%
12.18%
10.50%

VALUES BY 'SKILL'

Sum of 4 & 5

)0% 40.00% 50.00%

Percentage
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4
Total Percentage Total
226 15.82% 716
149 10.43% 852
165 11.55% 837
188 13.16% 837
230 16.10% 799
160 11.20% 873
217 15.19% 819
179 12.53% 860
157 10.99% 882
200 14.00% 861
194 13.58% 874
197 13.79% 891
191 13.37% 903
227 15.89% 870
229 16.03% 885
209 14.63% 910
211 14.77% 908
203 14.21% 933
211 14.77% 931
221 15.47% 942
81.39%
79.92%
79.50%
78.31%
78.31%
77.96%
76.77%
6.56%
6.14%
74.74%
74.25%
72.71%
72.71%
72.50%
72.29%
2.01%
71.73%
70.12%
70.05%
65.92%
10% 90.00%

5
Percentage
50.10%
59.62%
58.57%
58.57%
55.91%
61.09%
57.31%
60.18%
61.72%
60.25%
61.16%
62.35%
63.19%
60.88%
61.93%
63.68%
63.54%
65.29%
65.15%
65.92%
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Motivation to Learn

When it comes to evaluating the employee’s motivation to learn, the company survey
data contained four (4) questions on the topic. From these questions, we found that 93.21% of
the employees agree or strongly agree with the premise “I am motivated to learn and gain new
skills. ”, 4.62% of the employees felt neutral and 2.17% disagreed or strongly disagreed with the
premise. Thus, we can conclude employees are highly motivated to learn and gain new skills.

Next, for the second premise, “I feel that more training is needed for employees.”,
72.92% of the employees agreed or strongly agreed with the premise, 16.86% felt neutral and
10.22% disagreed or strongly disagreed. Thus, almost two thirds of the employee population
believe there is a need for more employee training.

Moreover, in relation to the premise “I would attend training workshops held by the
company.”, 83.34% of employees agreed or strongly agreed, 13.76% remained neutral and
2.87% disagreed or strongly disagreed. Therefore, we can conclude that the majority of the

employee population would attend workshops held by the company.

Lastly, for the fourth premise, “If given the opportunity to take training on a

variety of topics I would take them.”, we found that 88.45% of employees agreed or

strongly agreed, 9.80% remained neutral and 1.75% disagreed or strongly disagreed. As a result,
we can determine that most of the employee population would take training if given the

opportunity. The table and chart below illustrate the company data results.
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Table 10

Catedo Strongly Agree Aaree Neutral Disagree Strongly Disagree
gory Total Percentage Total Percentage Total Percentage Total Percentage Total Percentage
| am motivated to learn and gain

: 961 67.25% 371 25.96% 66 4.62% 14 0.98% 17 1.19%
new skills.
| feel that more training is
needed for employees.
| would attend training
workshops held by the company.
If given the opportunity to take

training on a variety of topics | 783 54.79% 481 33.66% 140 9.80% 11 0.77% 14 0.98%
would take them.

594 41.57% 448 31.35% 241 16.86% 118 8.26% 28 1.96%

722 50.52% 469 32.82% 197 13.79% 26 1.82% 15 1.05%

Chart 7

MULTIPLE VALUES BY 'CATEGORY'
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Strongly Agree ™ Agree Neutral Disagree  m Strongly Disagree

Training Preference

The next section in the company data questioned the employee’s preference on several
training methods. From the results, we found that the training method the employees had a strong
or slight preferability to was hands-on (88.59%), followed by interactive (85.37%), on the job
training (82.51%), instructor-led (79.99%), e-learning (76.56%), mentoring (75.58%), shadowing

(71.10%), coaching (70.96%), webinars (60.88%), and lastly gamification (57.03%). Using these
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results, the company can train employees with their preferred methods allowing for a better

75

training experience. The table below summarizes the results from the company data while the

chart visualizes the results mentioned previously.

Strongly preferable

Slightly preferable

No preference

Slightly unpreferable

Strongly unpreferable

Total Percentage
991 69.35%
890 62.28%
875 61.23%
713 49.90%
685 47.94%
669 46.82%
662 46.33%
614 42.97%
510 35.69%
466 32.61%

Total Percentage
275 19.24%
330 23.09%
304 21.27%
430 30.09%
395 27.64%
425 29.74%
354 24.77%
400 27.99%
305 21.34%
404 28.27%

Total Percentage
149 10.43%
187 13.09%
197 13.79%
250 17.49%
287 20.08%
253 17.70%
285 19.94%
327 22.88%
524 36.67%
415 29.04%

Sum of Strongly Preferable and Slightly
Preferable Percentage

Table 11
Traditional
vs Non- Category
Traditional
Non-
Traditional Hands-on
Non-
Traditional Interactive
Traditional ~ On the job training
Traditional Instructor-led
Traditional Mentoring
Non-
Traditional E-learning
Traditional Shadowing
Traditional ~ Coaching
Non-
Traditional Gamification
Non-
Traditional Webinars
Chart 8
60.88%

70.96%

71.10%

75.58%

57.03%

76.56%

88.59%

85.37%

82.51%

79.99%

Hands-on

= [nteractive

Total

7

13
35
25
43

51
83
63

50

89

= On the job training

Instructor-led

= E-learning
= Mentoring
= Shadowing
® Coaching

= Webinars

® Gamification

Percentage
0.49%

0.91%
2.45%
1.75%
3.01%

3.57%
5.81%
4.41%

3.50%

6.23%

Total

7

9
18
11
19

31
45
25

40

55

Percentage
0.49%

0.63%
1.26%
0.77%
1.33%

2.17%
3.15%
1.75%

2.80%

3.85%
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Employee Satisfaction, Motivation, Performance and/or Productivity

With regards to evaluating the current employee motivation, satisfaction, performance
and productivity, the company data contained thirteen (13) questions around these areas.

From these questions, we found that 31.35% of the employees agree or strongly agree
with the premise “I feel like I am reaching my full potential with this position.”, 38.70% of the
employees felt neutral and 29.95% disagreed or strongly disagreed with the premise. Similarly,
when presented with the following premise “I feel that I'm growing professionally.”, 40.66% of
the employees agree or strongly agree, 27.57% was neutral and 31.77% disagreed or strongly
disagreed with the premise. Thus, we can conclude less than a third of employees feel they’re not
reaching their full potential with their position nor are growing professionally.

Additionally, in relation to the premise “My job gives me the opportunity to develop my
skills.”, 32.68% of employees agreed or strongly agreed, 34.85% remained neutral and 32.47%
disagreed or strongly disagreed. In parallel with the previous premise, when presented with the
premise “My job gives me the opportunity to learn my skills.”, 27.92% of employees agreed or
strongly agreed, 41.57% remained neutral and 30.51% disagreed or strongly disagreed. From
these results we can conclude that less than one third of employees don’t believe their job gives
them the opportunity to develop their skills or learn new skills.

It’s important to note that on these four (4) premises the highest percentage was obtained
by the neutral category.

For the rest of the premises in this section, the majority of the employees agree or
strongly agree with the premise with less than one tenth disagreeing or strongly disagreeing and
less than one fifth remaining neutral. The table below summarizes the results from the company

data while the chart visualizes the results mentioned previously.
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Table 12
Category Strongly Agree Agree Neutral Disagree Strongly Disagree
Total Percentage Total  Percentage Total Percentage Total Percentage Total Percentage
| feel like 1 am reaching my full potential with this position. 259 18.12% 294 20.57% 448 31.35% 261 18.26% 167 11.69%
| feel that I'm growing professionally. 247 17.28% 334 23.37% 394 27.57% 282 19.73% 172 12.04%
I'm fully focused on my job. 846 59.20% 417 29.18% 149 10.43% 7 0.49% 10 0.70%
I'm motivated at work. 774 54.16% 405 28.34% 177 12.39% 48 3.36% 25 1.75%
| feel encouraged to do my best at work. 857 59.97% 378 26.45% 148 10.36% 26 1.82% 20 1.40%
I'm motivated to go extra miles at work when needed. 824 57.66% 372 26.03% 161 11.27% 43 3.01% 29 2.03%
My job gives me the opportunity to develop my skills 119 8.33% 348 24.35% 498 34.85% 314 21.97% 150 10.50%
My job gives me the opportunity to learn new skills. 120 8.40% 279 19.52% 594 41.57% 277 19.38% 159 11.13%
| feel I'm appreciated and valued at work. 655 45.84% 398 27.85% 243 17.00% 74 5.18% 59 4.13%
| feel my work is appreciated and meaningful. 684 47.87% 422 29.53% 215 15.05% 67 4.69% 41 2.87%
| feel supported by management. 759 53.11% 398 27.85% 179 12.53% 49 3.43% 44 3.08%
| feel connected to my peers. 615 43.04% 457 31.98% 257 17.98% 69 4.83% 31 2.17%
I look forward to going to work every day. 618 43.25% 475 33.24% 242 16.93% 51 3.57% 43 3.01%
Chart 9
Multiple Values by 'Category’
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Employee Retention

The company data also had a section related to employee retention. In this section, we
found that 64.59% of employees are very likely to recommend the organization to friends or
peers as a great place to work, 55.14% are very likely to stay at this company if they were
offered the same job at another organization, 67.32% are very likely to apply to their position
again, and 71.59% are very likely to stay with the company for another year. From these results,
we can understand that more than half of the employees of the company are happy enough to
stay and promote the company to others regardless of the training opportunities offered and the
existent skills gap. The table below summarizes the results from the company data while the

chart visualizes the results mentioned previously.

Table 13
Very likely Somewhat likely Neither!ikel nov Somewhat unlikely Very unlikely
Category unlikely

Total Percentage Total Percentage Total Percentage Total Percentage Total Percentage
How likely would you recommend
this organization to friends or peers as 923 64.59% 336 23.51% 91 6.37% 46 3.22% 33 2.31%
a great place to work?
If you were offered the same job at

another organization, how likely o o o o

would it be for you to stay at this 788 55.14% 283 19.80% 216 15.12% 76 5.32% 66 4.62%
company?

How likely would you be to apply to

this position again? 962 67.32% 279 19.52% 96 6.72% 47 3.29% 45 3.15%
How likely are you to stay with the 1023 71.50% 227 15.89% 07 6.79% 39 2.73% 43 3.01%

company for another year?
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Chart 10

SKILLS GAP

"Very likely Percentage'

71.59%

67.32%

64.59%

55.14%

How likely would you recommend this organization to friends or peers as a great place to work?

If you were offered the same job at another organization. how likely would it be for you to stay at this company?

How likely would you be to apply to this position again?

How likely are you to stay with the company for another year?

Correlation

79

The next section of the survey was focused on the correlation between finishing a training

course and the employee’s performance, productivity, motivation, and satisfaction at work. This

section contained six (6) questions from which we found that after finishing a training course

over 70% of the employees strongly agreed or agreed that their performance was higher, they

were more productive, motivated, and satisfied at work. Furthermore, less than one fifth of

employees strongly agreed or agreed that after finishing a training course they felt less satisfied

and motivated at work. Therefore, we can conclude that learning and development opportunities

positively impact employee’s motivation, satisfaction, productivity, and performance.

Table 14

Category

After finishing a training course, | consider
my performance at work to be higher on the
topic learned.

After finishing a training course, | consider
myself to be more productive at work on the
topic learned.

After finishing a training course, | am more
motivated at work.

After finishing a training course, | am more
satisfied at work.

After finishing a training course, | am less
motivated at work.

After finishing a training course, | am less
satisfied at work.

Strongly Agree

Total

649

642

613

486

105

93

Percentage

45.42%

44.93%
42.90%
34.01%

7.35%

6.50%

Total

576

582

472

531

59

60

Agree

Percentage

40.31%

40.73%
33.03%
37.16%

4.13%

4.20%

Total

163

169

291

356

217

251

Neutral

Percentage

11.41%

11.83%
20.36%
24.91%
15.19%

17.55%

Total

24

21

34

37

528

509

Disagree

Percentage

1.68%

1.47%
2.38%
2.59%
36.95%

35.59%

Strongly Disagree

Total

17

15

18

19

520

516

Percentage

1.19%

1.05%
1.26%
1.33%
36.39%

36.08%
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Chart 11

45.42%

40.31%

11.41%

Y
% 3
O
=

AFTER FINISHING A
TRAINING COURSE, I
CONSIDER MY
PERFORMANCE AT
WORK TO BE HIGHER
ON THE TOPIC
LEARNED.

MULTIPLE VALUES

B Strongly Agree M Agree

44.93%%

40,73%

11.83%

1.47%
B 1.05%

AFTER FINISHING A
TRAINING COURSE, I

42.90%

33.03%

20.36%

2.38%

AFTER FINISHING A
TRAINING COURSEI

34.01%

B i26%

37 10%

24.91%

B 2so%

1.33%

AFTER FINISHING A
TRAINING COURSE I
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BY '"CATEGORY'

ENeutral ®Disagree ™ Strongly Disagree

6,95%
6.39%

15.19%

7.35%

| EREIG

LAC Y

AFTER FINISHING A
TRAINING COURSEI

35.59%
6,08%

3

AFTER FINISHING A
TRAINING COURSE I

17.55%

6,50

4.20%

CONSIDER MYSELF TO AM MORE MOTIVATED AM MORE SATISFIED AM LESS MOTIVATED AM LESS SATISFIED

BE MORE PRODUCTIVE
AT WORK ON THE
TOPIC LEARNED.

AT WORK.

CATEGORY

AT WORK.

AT WORK.

AT WORK.
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SPSS Statistical Tests

To identify the correlation between closing the skills gap with employee retention,
performance/productivity, motivation, and/or satisfaction, a series of statistical tests were run on
SPSS. These statistical tests were Linnear Regression and ANOVA. Below are the results and
their interpretation.
Linnear Regression & ANOVA
Descriptive Statistics

Descriptive Statistics

Std.

Mean Deviation N
If given the opportunity to take training on a variety of topics | would  4.40 775 1429
take them.
After finishing a training course, | consider myself to be more 4.27 .805 1429
productive at work on the topic learned.
After finishing a training course, | consider my performance at work ~ 4.27 .818 1429
to be higher on the topic learned.
After finishing a training course, | am more motivated at work. 4.14 907 1429
After finishing a training course, | am more satisfied at work. 4.00 902 1429
How likely are you to stay with the company for another year? 4.50 .955 1429

The data above is a summary of descriptive statistics from the company data. Below is an

interpretation of the results:

1. Training Opportunities (Closing the Skills Gap): The average response to “If given the
opportunity to take training on a variety of topics I would take them” is 4.40 with a
standard deviation of 0.775. This suggests that most employees are likely to take
advantage of training opportunities, with a relatively small variation in responses.

2. Productivity and Performance: The average responses to “After finishing a training
course, [ consider myself to be more productive at work on the topic learned” and “After
finishing a training course, | consider my performance at work to be higher on the topic

learned” are both 4.27, with standard deviations of 0.805 and 0.818 respectively. This
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indicates that most employees feel that they are more productive and perform better at
work after completing a training course.

3. Motivation and Satisfaction: The average responses to “After finishing a training course I
am more motivated at work™ and “After finishing a training course I am more satisfied at
work™ are 4.14 and 4.00 respectively, with standard deviations
of 0.907 and 0.902 respectively. This suggests that most employees feel more motivated
and satisfied at work after completing a training course.

4. Retention: The average response to “How likely are you to stay with the company for
another year?” is 4.50, with a standard deviation of 0.955. This indicates that most

employees are likely to stay with the company for another year.

The number of respondents (N) for all questions is 1429, which suggests that the company

data has a large sample size, and the results should be quite reliable.
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Correlations

Pearson
Correlation

Sig. (1-
tailed)

If given the opportunity to take
training on a variety of topics |
would take them.

After finishing a training course,
| consider myself to be more
productive at work on the topic
learned.

After finishing a training course,
| consider my performance at
work to be higher on the topic
learned.

After finishing a training course,
| am more motivated at work.
After finishing a training course,
| am more satisfied at work.
How likely are you to stay with
the company for another year?
If given the opportunity to take
training on a variety of topics |
would take them.

After finishing a training course,
| consider myself to be more

83

Correlations

After After
If given the After finishing a After finishing a finishinga  finishinga  How likely
opportunity to  training course, | training course, | training training are you to
take training on consider myself to consider my course, I am  course, | am stay with the
avariety of  be more productive  performance at more more company for
topics | would at work on the topic  work to be higher  motivated at  satisfied at another
take them. learned. on the topic learned. work. work. year?
1.000 438 429 454 450 .269
438 1.000 .860 746 .708 .339
429 .860 1.000 734 .683 .320
454 746 734 1.000 .789 .362
450 .708 .683 .789 1.000 .348
.269 339 320 .362 .348 1.000
<.001 <.001 <.001 <.001 <.001
.000 .000 .000 .000 .000
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productive at work on the topic

learned.

After finishing a training course, .000 .000 : .000 .000 .000
| consider my performance at

work to be higher on the topic

learned.

After finishing a training course, .000 .000 .000 . .000 .000
| am more motivated at work.

After finishing a training course, .000 .000 .000 .000 . .000
| am more satisfied at work.

How likely are you to stay with .000 .000 .000 .000 .000

the company for another year?

If given the opportunity to take 1429 1429 1429 1429 1429 1429

training on a variety of topics |

would take them.

After finishing a training course, 1429 1429 1429 1429 1429 1429
| consider myself to be more

productive at work on the topic

learned.

After finishing a training course, 1429 1429 1429 1429 1429 1429
| consider my performance at

work to be higher on the topic

learned.

After finishing a training course, 1429 1429 1429 1429 1429 1429
| am more motivated at work.

After finishing a training course, 1429 1429 1429 1429 1429 1429
| am more satisfied at work.

How likely are you to stay with 1429 1429 1429 1429 1429 1429

the company for another year?
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The correlation matrix above shows the relationship between different variables in the

company data. Below is an interpretation of the results:

1. Training Opportunities (Closing the Skills Gap) and Other Variables: The correlation
between “If given the opportunity to take training on a variety of topics I would take
them” and other variables ranges from 0.269 to 0.454, indicating a positive but moderate
relationship.

2. Productivity and Performance: The correlation between “After finishing a training
course, [ consider myself to be more productive at work on the topic learned” and “After
finishing a training course, | consider my performance at work to be higher on the topic
learned” is 0.860, indicating a strong positive relationship.

3. Motivation and Satisfaction: The correlation between “After finishing a training course I
am more motivated at work™ and “After finishing a training course | am more satisfied at
work” is 0.789, indicating a strong positive relationship.

4. Retention and Other Variables: The correlation between “How likely are you to stay with
the company for another year?”” and other variables range from 0.269 to 0.362, indicating

a positive but moderate relationship.

The significance level (Sig.) for all correlations is less than 0.001, which means all these

correlations are statistically significant.

The number of respondents (N) for all correlations is 1429, which suggests that the survey has a

large sample size, and the results should be quite reliable.
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Model Summary

Model Summary®

Std. Change Statistics
Error of R Durbin
R Adjuste the Square F Sig. F -
Mode Squar dR Estimat Chang Chang df Chang Watso
I R e Square e e e 1 df2 e n
1 500  0.250 0.248 0673 0250 94992 5 142 0.000 1.979
a 2

a. Predictors: (Constant), How likely are you to stay with the company for another year?, After
finishing a training course, | consider my performance at work to be higher on the topic
learned., After finishing a training course | am more satisfied at work., After finishing a
training course | am more motivated at work., After finishing a training course, | consider
myself to be more productive at work on the topic learned.

b. Dependent Variable: If given the opportunity to take training on a variety of topics | would
take them.

The model summary above is a summary of the linear regression analysis. Below is an

interpretation of the results:

1. R (Multiple Correlation Coefficient): The R value is 0.500, which represents the
correlation between the observed and predicted values of the dependent variable. This
value ranges from 0 to 1, with 1 indicating a perfect positive relationship. An R value of
0.500 suggests a moderate positive correlation.

2. R Square (Coefficient of Determination): The R Square value is 0.250, which means that
25% of the variability in the dependent variable can be explained by the model. In other
words, the independent variables in the model account for 25% of the changes in the
dependent variable.

3. Adjusted R Square: The Adjusted R Square value is 0.248, which adjusts the R Square

for the number of predictors in the model. It is always lower than R Square and is a more

accurate measure of the goodness of fit of the model.
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4. Std. Error of the Estimate: The standard error of the estimate is 0.673, which measures
the standard deviation of the residuals (the difference between the observed and predicted
values). A lower value indicates a better fit to the data.

5. F Change: The F Change value is 94.992 and its significance level (Sig. F Change)
is 0.000, which means that the overall model is statistically significant.

6. Durbin-Watson: The Durbin-Watson statistic tests for autocorrelation in the residuals
from a statistical regression analysis. The statistic ranges from 0 to 4, with a value around
2 meaning no autocorrelation. In this case, it’s 1.979, indicating that there’s no
autocorrelation in the data. Furthermore, the result of 1.979 proves that the model

specification and validity of the study is adequate given its value close to 2.00.

ANOVA
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 214.838 5 42.968 94,992 <.001°
Residual 643.210 1422 452
Total 858.048 1427

a. Dependent Variable: If given the opportunity to take training on a variety of topics | would
take them.

b. Predictors: (Constant), How likely are you to stay with the company for another year?, After
finishing a training course, | consider my performance at work to be higher on the topic learned.,
After finishing a training course | am more satisfied at work., After finishing a training course |
am more motivated at work., After finishing a training course, | consider myself to be more
productive at work on the topic learned.

The table above is the output of an ANOVA analysis. From the results we can conclude
that the model has a significant effect on the dependent variable which is “If given the
opportunity to take training on a variety of topics I would take them.” This is indicated by the
significance level which is less than 0.001. Furthermore, the F-statistic (94.992) is quite large,

which typically indicates a stronger relationship between the variables.
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Coefficients

Coefficients?

Unstandardized Standardized
Coefficients Coefficients Correlations

Std. Zero-
Model B Error Beta t Sig. order Partial Part

1 (Constant) 2.184 0.113 19.391 0.000

After finishing  0.095 0.047 0.099 2.032 0.042 0.438 0.054 0.047
a training

course, |

consider

myself to be

more

productive at

work on the

topic learned.

After finishing  0.086 0.044 0.091 1.944 0.052 0.429 0.051 0.045
a training

course, |

consider my

performance at

work to be

higher on the

topic learned.

After finishing  0.124 0.036 0.145 3421 0.001 0.454 0.090 0.079
a training

course, I am

more motivated

at work.

After finishing  0.146 0.034 0.170 4.324 0.000 0.450 0.114 0.099
a training

course, | am

more satisfied

at work.

How likely are  0.077 0.020 0.095 3.816 0.000 0.269 0.101 0.088
you to stay

with the

company for

another year?




DISSERTATION PROPOSAL: SKILLS GAP 89

The data above shows the result of the Regression’s Coefficients. The coefficients
indicate how much the dependent variable changes with a one-unit change in the predictor while
other predictors are held constant. For example, for every unit increase in “After finishing a
training course, | consider myself to be more productive at work on the topic learned”, there is an
expected increase of 0.095 in the dependent variable “If given the opportunity to take training on
a variety of topics I would take them”, assuming all other variables are held constant.
Additionally, in terms of significance of predictors, all predictors are significant at the 0.05 level
except for “After finishing a training course, I consider my performance at work to be higher on

the topic learned” which has a p-value of 0.052, slightly above the common alpha level of 0.05.

Residual Statistics

Residuals Statistics?

Minimum Maximum Mean Std. Deviation N
Predicted Value 2.71 4.83 4.40 .388 1428
Residual -3.752 1.979 .000 671 1428
Std. Predicted Value -4.359 1.093 .000 1.000 1428
Std. Residual -5.578 2.942 .000 998 1428

a. Dependent Variable: If given the opportunity to take training on a variety of topics | would
take them.

The table above shows the statistics of the residuals from the regression analysis. The
residuals (the difference between the observed and predicted values) have a mean of 0 and
standard deviation close to 1, which indicates the model has a good fit and suggests that the

model’s assumptions are likely met.



DISSERTATION PROPOSAL: SKILLS GAP 90

Summary
This chapter presents the results of the analysis of the company survey data. The survey
covered various topics related to the employees' skills, interests, motivation, and preferences for
training. The chapter was organized by themes, each corresponding to a survey question. The
chapter provided an overview of the study and the company data, followed by the results of each
theme and subtheme. Next, Chapter V covers the study’s discussion and details the summary of
findings, limitations, future research, recommendations, conceptual model after research and a

conclusion.
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Chapter V: Discussion

In this chapter, the results of the statistical analysis are interpreted and discussed in
relation to the research questions and hypotheses. The implications of the findings for the
existing literature and theory are also explored. The chapter is organized as follows: first, a
summary of the main findings is provided; second, the limitations of the study are acknowledged
and discussed; third, some directions for future research are suggested; and fourth, some
recommendations for practice and policy are offered. Finally, a conclusion is drawn that
summarizes the main contributions and implications of the study.
Summary of Findings

The following section will explain and interpret the study hypotheses based on the results
from the previous chapter.
General hypothesis

HO: Closing the skills gap does improve employee retention, motivation, satisfaction,

and/or performance/productivity.

Ha: Closing the skills gap does not improve employee retention, motivation, satisfaction,

and/or performance/productivity.

Based on the data results from Chapter 4, closing the skills gap does improve employee
retention, motivation, satisfaction, and/or performance/productivity. Below is a breakdown of the
results that lead to this conclusion:

1. Performance Improvement: A large majority of employees (85.73%) agree or strongly

agree that their performance at work is higher in the topic learned after finishing a

training course.
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2.

10.

11.

12.

Productivity Improvement: Similarly, 85.66% of employees agree or strongly agree that
they are more productive at work on the topic learned after finishing a training course.
Motivation Increase: A significant majority of employees (75.93%) agree or strongly
agree that they are more motivated at work after finishing a training course.

Satisfaction Increase: More than half of the employees (71.17%) agree or strongly agree
that they are more satisfied at work after finishing a training course.

Recommendation Likelihood: A large majority of employees (88.10%) would very likely
or somewhat likely recommend this organization to friends or peers as a great place to
work.

Retention Likelihood: Most employees (74.94%) would very likely or somewhat likely
stay at this company if offered the same job at another organization.

Reapplication Likelihood: Most employees (86.84%) would very likely or somewhat
likely apply to this position again.

Stay Duration: Most employees (87.48%) are very likely or somewhat likely to stay with
the company for another year.

Motivation to Learn: A large majority of employees (93.21%) agree or strongly agree that
they are motivated to learn and gain new skills.

Need for More Training: Most employees (72.92%) agree or strongly agree that more
training is needed for employees.

Attendance Willingness: Most employees (83.34%) would attend training workshops
held by the company.

Training Opportunity Utilization: Most employees (88.45%) would take training on a

variety of topics if given the opportunity.
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13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

Reaching Full Potential: A majority of employees (38.69%) agree or strongly agree that
they are reaching their full potential with this position.

Professional Growth: A significant portion of employees (40.65%) agree or strongly
agree that they’re growing professionally.

Focus on Job: A large majority of employees (88.38%) agree or strongly agree that
they’re fully focused on their job.

Motivation at Work: Most employees (82.50%) agree or strongly agree that they’re
motivated at work.

Encouragement to Do Best: A large majority of employees (86.42%) agree or strongly
agree that they feel encouraged to do their best at work.

Motivation to Go Extra Miles: Most employees (83.69%) agree or strongly agree that
they’re motivated to go extra miles at work when needed.

Opportunity to Develop Skills: Only 32.68% of employees agree or strongly agree that
their job gives them the opportunity to develop their skills.

Opportunity to Learn New Skills: Only 27.92% of employees agree or strongly agree that
their job gives them the opportunity to learn new skills.

Feeling Appreciated and Valued: A majority of employees (73.69%) agree or strongly
agree that they feel appreciated and valued at work.

Work Appreciation and Meaningfulness: Most employees (77.40%) agree or strongly
agree that they feel their work is appreciated and meaningful.

Support from Management: A majority of employees (80.96%) agree or strongly agree

that they feel supported by management.
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24. Connection with Peers: Most employees (75.02%) agree or strongly agree that they feel
connected to their peers.
25. Looking Forward to Work: Most employees (76.49%) agree or strongly agree that they

look forward to going to work every day.

Given these results, we fail to reject the null hypothesis (HO): Closing the skills gap does
improve employee retention, motivation, satisfaction, and/or performance/productivity.
Additional hypotheses
Hypothesis 1

HO!: Employees believe the company offers opportunities for reskilling.

Hal: Employees believe the company does not offer opportunities for reskilling.

Based on the data results from Chapter 4, a majority of employees do not believe the
company offers opportunities for reskilling. From the data results only 28.34% of employees
agree or strongly agree that the company offers reskilling opportunities, while 45.63% disagree

or strongly disagree and 26.03% are neutral.

Given this, we reject the null hypothesis and accept the alternative hypothesis (Ha):
Employees believe the company does not offer opportunities for reskilling.
Hypothesis 2
HO02: Employees are aware of the skills gap.
Ha?: Employees are not aware of the skills gap.
Based on the data results from Chapter 4, employees are somewhat aware of a skills gap.

Below is a breakdown of the results:
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1. Necessary Skills: While a majority of employees feel they have the necessary skills to
complete their job (43.87% agree or strongly agree), there is still a significant portion
who are neutral (28.20%) or disagree/strongly disagree (27.92%).

2. Need for Training: More than half of the employees (58.08%) agree or strongly agree that
there are skills they need to be taught.

3. Desire to Learn: A large majority of employees (73.06%) agree or strongly agree that
there are specific skills they would like to learn.

4. Satisfaction with Training: Only 31.98% of employees agree or strongly agree that they
are satisfied with the company’s investment in training and development, while 40.01%
disagree or strongly disagree.

5. Usefulness of Resources: Only 32.96% of employees agree or strongly agree that the
provided resources (Knowledge Base, job aids, training material) are useful and help
them work successfully and accurately.

6. Reskilling Opportunities: Only 28.34% of employees agree or strongly agree that the

company offers reskilling opportunities, while 45.63% disagree or strongly disagree.

In conclusion, while some employees feel they have the necessary skills for their job, many
recognize a need for additional training and express a desire to learn specific skills. Furthermore,
there seems to be dissatisfaction with the company’s investment in training and development, as
well as the usefulness of provided resources and reskilling opportunities. Therefore, we fail to

reject the null hypothesis (HO): Employees are aware of the skills gap.
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Hypothesis 3
HO03: Employees are self-motivated to improve their skills and participate in available
training opportunities.
Ha3: Employees are not self-motivated to improve their skills and participate in available
training opportunities.
Based on the data results from Chapter 4, a significant majority of employees are indeed self-
motivated to improve their skills and participate in available training opportunities. Below is a

breakdown from the results:

67.25% strongly agree and 25.96% agree that they are motivated to learn and gain new

skills.

e 41.57% strongly agree and 31.35% agree that more training is needed for employees.

e 50.52% strongly agree and 32.82% agree that they would attend training workshops held
by the company.

e 54.79% strongly agree and 33.66% agree that they would take training on a variety of

topics if given the opportunity.

Given these results, we fail to reject the null hypothesis (HO) that employees are self-
motivated to improve their skills and participate in available training opportunities. However, it’s
important to note that this conclusion is based on the data from the company and may not apply
to all contexts or populations. It’s also worth noting that while a majority of employees express a
desire for more training, this does not necessarily mean they are not self-motivated - it could

indicate a high level of motivation to learn and improve.
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Hypothesis 4
HO*: Employees feel the skills they are lacking are mostly soft skills.

Ha*: Employees feel the skills they are lacking are mostly hard skills.

Based on the data results from Chapter 4, employees feel they are lacking both hard and
soft skills. However, the skill with the highest percentage of employees rating it as 1 (the highest
level of lack or unpreparedness) is “Business Etiquette”, a hard skill, with 18.89% of employees
rating it as such. On the other hand, the soft skill with the highest percentage of employees rating

itas 1 is “Teamwork”, with 17.84% of employees rating it as such.

Therefore, based on this data, the alternative hypothesis (Ha: Employees feel the skills
they are lacking are mostly hard skills) seems to be more supported. Thus, we reject the null

hypothesis and accept the alternative hypothesis.

However, it’s important to note that this is a general interpretation. The perceived lack of
skills might vary depending on the specific context or the individual perceptions of the
employees. Also, this interpretation does not imply causation. Further research might be needed

to understand the reasons behind these perceptions.

Hypothesis 5

HO0°: Employees prefer training given in traditional strategies or methods.

Ha®: Employees prefer training given in non-traditional strategies or methods.

Based on the data from the previous chapter, it appears that employees have a stronger
preference for non-traditional training methods, specifically hands-on and interactive methods, as

compared to traditional methods like on-the-job training or instructor-led sessions.
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For instance, 69.35% of employees strongly prefer hands-on (a non-traditional method),
while only 61.23% strongly prefer on-the-job training (a traditional method). Similarly, 62.28%
strongly prefer interactive (non-traditional), while only 49.90% strongly prefer instructor-led

(traditional).

Therefore, the alternative hypothesis (Ha5: Employees prefer training given in non-
traditional strategies or methods) seems to be more supported by this data. Thus, we reject the

null hypothesis and accept the alternative hypothesis.

However, it’s important to note that this is a general interpretation. The preference might
vary depending on the specific context or the individual preferences of the employees. Also, this
interpretation does not imply causation. Further research might be needed to understand the

reasons behind these preferences.

Hypothesis 6

HO8: There is a positive correlation between closing the skills gap with employee

retention, performance/productivity, motivation, and/or satisfaction.

Ha®: There is a negative correlation between closing the skills gap with employee

retention, performance/productivity, motivation, and/or satisfaction.

Based on the data from Chapter 4, we fail to reject the null hypothesis (H0): There is a
positive correlation between closing the skills gap with employee retention,
performance/productivity, motivation, and/or satisfaction. The R Square value in the model
summary is 0.250, which indicates that 25% of the variance in the dependent variable (employee
retention, performance/productivity, motivation, and/or satisfaction) can be explained by the

independent variables (closing the skills gap).
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Furthermore, the Pearson Correlation values are all positive, suggesting a positive
correlation between closing the skills gap and employee retention, performance/productivity,

motivation, and satisfaction.

Lastly, the ANOVA table shows a significance level (p-value) of less than 0.001, which
is less than the commonly used threshold of 0.05. This indicates that there is a statistically

significant relationship between closing the skills gap and employee outcomes.

Therefore, there is sufficient evidence to accept the null hypothesis (HO) that there is a
positive correlation between closing the skills gap with employee retention,
performance/productivity, motivation, and/or satisfaction. The alternative hypothesis (Ha) that
there is a negative correlation is not supported by this data.

Limitations

This study had some limitations; specifically, the company survey is lengthy and has 106
questions, which could have resulted in survey fatigue. Running a shorter version of the survey
with more targeted questions catered to lesser topics would be the solution.

Furthermore, as this study was done through backyard research, the study was limited to the
employees of a specific company which could not relate to the situations of other companies.
The resolution would be to expand the study to incorporate multiple organizations for a
comparison in the research.

Another limitation was that most of the employees in the study were front-line employees
as they represent the largest population within the company. A solution to this would be to run
short surveys targeted at supervisors, managers, and executives to have a better understanding of
their opinion towards the skills gap, how they are training their subordinates, and how they

embrace multiple intelligences and adult learning.



DISSERTATION PROPOSAL: SKILLS GAP 100

Moreover, another limitation was that all of the employees work from home as the
company solely works from home. A solution to this limitation would be to survey companies
that have an in-office or hybrid model and do comparison research.

Lastly, the company’s population in Mexico (3.22%) and Canada (4.55%) was minor
compared to its population in the United States (92.23%) were it holds most of its business.
Therefore, the results from these countries aren’t intended to be generalized to the larger
population of these countries. A solution to this limitation would be to expand the survey in these

and other countries to gain a wider understanding of their population.

Future Research

In terms of future research, the study could be replicated in other countries aside from
Mexico, Canada, and the United States. By doing so, the results could have a greater cultural
impact and can help understand how different nations learn, which training methods they prefer
and which skills they’re motivated to learn. Moreover, it can be expanded to diverse industries,
organizations, and work-type models. As mentioned earlier, this study was done through
background research and thus, it only contained the results of one organization. Expanding the
study to several industries can show how different organizations train their employees and what
steps they’re undergoing to close the skills gap. Additionally, further research could highlight
which multiple intelligence is most present in each industry and which skill sets are preferred by
their employees. Moreover, after Covid, more companies started working from home or
remotely, by expanding this study to the various work-type models, it can result in a comparison
of which work-type model is preferred for learning and working, be it in person/office, hybrid or

remote.
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Furthermore, it would also be valuable to explore the impact of incorporating employee
feedback into training and development programs, as well as the potential benefits of offering
incentives for completing training and development programs. Further research could also
examine the role of leadership in supporting and promoting training and development initiatives,
as well as the potential challenges and solutions for implementing such programs in diverse work
environments. Additionally, research should explore how to tailor training programs to
individual employee needs and preferences, as well as how to measure the effectiveness of such
programs in terms of skill acquisition and application. For example, future research could
investigate the potential benefits of using personalized learning algorithms to adapt training
content to individual employee learning styles.

Finally, future research could explore the role of organizational culture in closing the
skills gap and improving employee outcomes. This includes examining the impact of leadership
styles, communication strategies, and employee involvement in training and development
initiatives. Additionally, research could investigate how to foster a culture of continuous learning
and development within organizations, and how to align training and development programs
with broader organizational goals and strategies. For example, future research could examine
how to optimize the use of training and development programs to enhance employee creativity
and innovation, and how to promote a culture of knowledge sharing and collaboration within
organizations. Ultimately, a better understanding of these factors could help organizations design
more effective training and development programs that improve employee outcomes and

contribute to overall organizational success.
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Recommendations

Based on the findings of this study, several recommendations can be made for
organizations seeking to close the skills gap and improve employee outcomes. It is recommended
that companies conduct a thorough skills gap analysis to identify areas where employees lack the
necessary skills. This analysis can help determine the specific training and development
programs needed to close the gap and improve employee performance. By investing in targeted
training programs, companies can ensure that employees have the skills they need to perform

their job duties effectively and efficiently.

In addition to targeted training programs, it is recommended that companies implement a
comprehensive onboarding process that includes ongoing training and development
opportunities. By providing employees with continuous learning opportunities, companies can
help keep employees engaged and motivated, and build a culture of learning within the
organization. This can also help with employee retention, as employees are more likely to stay
with a company that invests in their professional development. The organization could
implement measurements and initiatives to foster a culture of continuous learning and
development by encouraging employees to pursue additional training and education

opportunities, and by providing incentives and recognition for those who do so.

Another recommendation is to involve employees in the training and development
process. This can include soliciting feedback from employees on what skills they feel they need
to improve, as well as involving them in the design and delivery of training programs. By
involving employees in the process, companies can increase engagement and ownership of the

training process, which can lead to better outcomes. Not only that, but the company can also
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provide regular feedback and coaching to help employees identify areas for improvement and
develop plans to address them. This feedback should be both constructive and supportive and

should be delivered in a timely and consistent manner.

It is also recommended that companies measure the effectiveness and impact of their
training and development programs. This can be done through assessments, surveys, or other
feedback mechanisms. By measuring the effectiveness and impact of the programs, companies
can identify areas for improvement and make necessary adjustments to ensure that the programs
are achieving their desired outcomes. Moreso, organizations can use this data to continually
refine and improve their approach. By taking these steps, organizations can effectively close the

skills gap and create a more engaged, motivated, and productive workforce.

Furthermore, organizations can conduct a comprehensive training and development
program that is tailored to the specific needs and goals of each employee. This program can
include both technical and soft skills training and be regularly reviewed and updated based on
employee feedback and performance. Additionally, it is recommended that organizations offer
opportunities for employees to participate in cross-functional projects and job rotations to
broaden their skills and increase their exposure to various parts of the organization. This way, the
organization can gain better insight into their employee’s skills and also offer opportunities for

career development and growth.

Finally, it is recommended that companies make training and development a priority by
allocating sufficient resources and budget to these initiatives. By investing in employee training
and development, companies can improve employee performance, increase employee retention

and satisfaction, and ultimately drive business success. As the job market becomes more
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competitive, companies that prioritize employee development will be better positioned to attract
and retain top talent.
Conceptual Model After Research

After the research, we found that even though the company offers reskilling
opportunities, employees aren’t aware of these opportunities. Therefore, promoting existent
learning and development opportunities as well as ensuring employees’ are able to take these
during their shift would be an area to evaluate further. Additionally, through the research we
found that although employees were mostly unprepared for hard skills, they actually lacked both
hard and soft skills. Because of this, it is vital to take this into account and prepare programs to
develop employees on both sets of skills. Moreover, while employees’ top two training methods
were non-traditional the two that followed were two traditional methods; thus, development
sessions should incorporate both traditional and non-traditional methods. Aside from these

highlighted items, the conceptual model remained the same as the original.



DISSERTATION PROPOSAL: SKILLS GAP

Does the
Design opporeiniiesfor
opportunities for €—— No <+ pp,eski“ g? - No
reskilling employees (Kirkpatrick,
1998)
|
Do we know
which skill set
the ploy <+ — Yes
feel they are
lacking?
Yes Do we know
which s

intelligences

are most
L » >
common =

amongst the
employees?
(Gardner, 1993)
Ly No v
Do we know

which type of
i training 1
method the
employees

Create training No
prefer?

material based on
skills relevant to the
|

! |

Create Training Material
focused on one or more
types of intelligences and
the skill set the employess
feel they are lacking

Create Training Material
focused on one or more types
of methods, the most common

type of intelligence and the
skill set the employees feel
they are lacking

Are employees

<4— aware of the skills

gap?

Yes

Are employees
motivated to

— take training —p

courses?
(Knowles, 1984)

"

v

Review reasons on why
they are not mativated
to take the training
courses

Review reasons on

hy th Id
why they wou

consider leaving and
negative correlation

Review reasons on
why they would
consider staying and

positive correlation

105

Do employees
feel that they

Yes —» are mor € —» No
productive
after taking
the training? l
Review reasons on

why they feel they
are not more
G productive after the
training

Are employees
more satisfied

and motivated Lo
with their job?

v v

Review reasons on
why they are not
Yes satisfied and
motivated with
their job

Yes

If a new
opportunity
arose, would
they consider
leaving their

jobh?
No



DISSERTATION PROPOSAL: SKILLS GAP 106

Conclusion

In accordance with the data results, it can be concluded that closing the skills gap through
appropriate training and development programs can lead to improvements in employee retention,
motivation, satisfaction, and/or performance/productivity. The data suggests that employees who
undergo training are more likely to have higher performance, productivity, motivation, and
satisfaction levels. Additionally, employees who receive training are more likely to recommend

the company, stay longer, and feel appreciated and valued.

Although employees recognize a need for additional training and express a desire to learn
specific skills, there seems to be dissatisfaction with the company’s investment in training and
development, as well as the usefulness of provided resources and reskilling opportunities.
Therefore, companies need to invest more in training programs and provide useful resources to

meet employees' needs for growth and development.

The study also reveals that employees are self-motivated to improve their skills and
participate in available training opportunities. Employees prefer non-traditional training methods
such as hands-on and interactive methods over traditional methods like on-the-job training or

instructor-led sessions.

Furthermore, the data suggests that employees feel they are lacking both hard and soft
skills. Business etiquette is the hard skill with the highest percentage of employees rating it as
the highest level of lack or unpreparedness, while teamwork is the soft skill with the highest
percentage of employees rating it as such. Therefore, companies need to provide more training

programs to improve business etiquette and teamwork skills.
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Finally, the study shows a positive correlation between closing the skills gap and
employee retention, performance/productivity, motivation, and satisfaction. The data suggests
that closing the skills gap can help improve employee outcomes. In conclusion, the study has
demonstrated that closing the skills gap through appropriate training and development programs
can significantly improve employee retention, motivation, satisfaction, and
performance/productivity. Organizations that invest in such programs stand to benefit from a
more skilled and motivated workforce, which can lead to improved organizational outcomes.
Therefore, companies need to invest in appropriate training and development programs to close

the skills gap and improve employee outcomes.
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Summary
This chapter discussed and interpreted the findings in relation to the research questions,

hypotheses, literature, and theory. It has also acknowledged and discussed the limitations and
challenges of the study design and methodology and suggested some directions for future
research on the relationship between employee training and development and the skills gap.
Moreover, it has offered some recommendations for company practice and policy to enhance
employee learning and success in the digital age. Finally, it has concluded that the study has
provided some valuable insights and implications for the literature, theory, and practice of

employee training and development and the skills gap.



DISSERTATION PROPOSAL: SKILLS GAP 109

References

Accenture. (2018). Closing the Skills Gap Through Intelligent Technologies | Accenture.
Accenture.Com. https://www.accenture.com/us-en/insights/future-workforce/transforming-

learning

Accenture. (2021). Closing the Skills Gap with Untapped Talent | Accenture. Accenture.Com.

https://www.accenture.com/nl-en/insights/consulting/finding-hidden-talent

Afroz, N. (2018). Effects of training on employee performance - A study on banking sector,
Tangail Bangladesh. Global Journal of Economic and Business, 4(1), 111-124.

https://doi.org/10.12816/0048158

Aktar, S., Sachu, M. K., & Ali, M. E. (2012). The impact of rewards on employee performance
in commercial banks of Bangladesh: An empirical study. IOSR Journal of Business and

Management, 6(2), 9-15. https://doi.org/10.9790/487X-0620915

Algahtani, M. A., Alamri, M. M., Sayaf, A. M., & Al-Rahmi, W. M. (2022). Exploring student
satisfaction and acceptance of e-learning technologies in Saudi higher education. Frontiers

in Psychology, 13. https://doi.org/10.3389/fpsyg.2022.939336

Al-Rahmi, A. M., Shamsuddin, A., Alturki, U., Aldraiweesh, A., Yusof, F. M., Al-Rahmi, W.
M., et al. (2021). The influence of information system success and technology acceptance
model on social media factors in education. Sustainability 13:7770. doi:

10.3390/su13147770



DISSERTATION PROPOSAL: SKILLS GAP 110

Armstrong, M. (2020). Armstrong’s Handbook of Human Resource Management Practice.

Kogan Page.

Barrett, J. (2018). Quantifying Skills Gaps with the Economic Graph. LinkedIn.

https://economicgraph.linkedin.com/blog/Quantifying-skills-gaps-with-the-economic-graph

Birt, J. (2022). What Is a Webinar and How Does It Work? (With Tips) | Indeed.com. Indeed.

https://www.indeed.com/career-advice/career-development/what-is-webinar

Brunello, G., and Wruuck, P. (2020). Employer provided training in Europe: Determinants and

obstacles.

Bulut, C., & Culha, O. (2010). The effects of organizational training on organizational
commitment. International Journal of Training and Development, 14(4), 309-322.

https://doi.org/10.1111/j.1468-2419.2010.00360.x

Campbell, S. (2023). How To Build An Effective On-The-Job Training Program | When | Work.

Wheniwork.Com. https://wheniwork.com/blog/on-the-job-training

Carruthers, R. (2022). What is performance coaching and how you can use it in the workplace? |
Together Mentoring Software. Together Platform.

https://www.togetherplatform.com/blog/performance-coaching

Chanana, N., & Sangeeta. (2020). Employee engagement practices during COVID-19 lockdown.

October. 10.1002/pa.2508



DISSERTATION PROPOSAL: SKILLS GAP 111

Chovarda, M. (2020). SCHOOL OF ECONOMICS, BUSINESS ADMINISTRATION & LEGAL
STUDIES The Impact of Training & Development on Work Engagement: a study in the

banking sector.

Clark, H. (2013). A Comprehensive Framework for Measuring Skills Gaps and Determining

Work Readiness.

Clark, H., LeFebvre, M., Burkum, K., & Kyte, T. (2013). Work Readiness Standards and
Benchmarks: The Key to Differentiating America’s Workforce and Regaining Global
Competitiveness. www.act.org

Cummings, T. G., Worley, C. G., & Donovan, P. (2020). Organization development and change.

Cengage.
de Grip, A. (2015). The importance of informal learning at work. 1ZA World of Labor.

https://doi.org/10.15185/IZAWOL.162

Deluliis, E. D., & Saylor, E. (2021). Bridging the Gap: Three Strategies to Optimize Professional
Relationships with Generation Y and Z. The Open Journal of Occupational Therapy, 9(1),

1-13. https://doi.org/10.15453/2168-6408.1748

Dessler, G. (2020). Human Resource Management. Pearson.

Doyle, A. (2022). What Are Soft Skills? The Balance Money.

https://www.thebalancemoney.com/what-are-soft-skills-2060852#citation-2

Durth, S., Komm, A., Pollner, F., & Reich, A. (2023). Reimagining people development to

overcome talent challenges | McKinsey. McKinsey & Company.



DISSERTATION PROPOSAL: SKILLS GAP 112

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-

insights/reimagining-people-development-to-overcome-talent-challenges

Elnaga, A., & Imran, A. (2013). The effect of training on employee performance. European

Journal of Business and Management, 5(4), 137-147

Entrepreneur.com. (n.d.). Human Resources Definition - Entrepreneur Small Business
Encyclopedia. Retrieved December 10, 2019, from Entrepreneur website:

https://www.entrepreneur.com/encyclopedia/human-resources

Garavan, T., McCarthy, A., & Carbery, R. (2020). Training and organizational performance: A
meta-analysis of temporal, institutional and organizational context moderators. Human

Resource Management Journal, 31(1), 93-119. https://doi.org/10.1111/1748-8583.12284

Gardner, H. (1999). Intelligence Reframed. Multiple intelligences for the 21st century. New

York: Basic Books.

Gardner, H. (2003). Multiple intelligences: the theory in practice. New York: Basic Books.

Gendron, B. (2022). How the Lack of Training Affects Your Organization - TTA. The Training

Associates. https://thetrainingassociates.com/lack-training-affects-organization/

Gitlin, J. (2022). Why employees crave more training and how employers aren 't delivering it |
SurveyMonkey. SurveyMonkey. https://www.surveymonkey.com/curiosity/why-employees-
crave-more-training-and-how-employers-arent-delivering-it/

Goldin, C., & Katz, L. F. (2018). The Race Between Education and Technology. Inequality in

the 21st Century: A Reader, 48-54.


https://doi.org/10.1111/1748-8583.12284

DISSERTATION PROPOSAL: SKILLS GAP 113

Goldstein, I. L., & Ford, J. K. (2011). Training in organizations: Needs assessment,

development, and evaluation. Cengage Learning India.

Goleman, D. (2020). Emotional intelligence. Bantam Books.

Gore, E. (2023). 7 Types of Training Methods (and How to Choose) | ELM Learning. ELM

Learning. https://elmlearning.com/blog/training-methods/

Gupta, D. (2023). 14 Best Employee Training Methods & Techniques.

https://whatfix.com/blog/employee-training-methods/

Hanushek, E. & Weissmann, L. (2015). Universal Basic Skills: What Countries Stand to Gain.

OECD Publishing. http://dx.doi.org/10.1787/9789264234833-en

Hastings, R. (2022). How to Close the Skills Gap Widened by COVID-19. Emeritus.

https://emeritus.org/blog/how-to-close-the-skills-gap/

Hayton, G., Mcintyre, J., Sweet, R., McDonald, R., Noble, C., Smith, A., & Roberts, P. (1996).
Final report: Enterprise training in Australia. Melbourne: Office of Training and Further

Education. Brisbane: Australian National Training Authority.

Herrity, J. (2023). What Is a Skill Gap? (Plus, How To Address One in 4 Steps) | Indeed.com.

Indeed. https://www.indeed.com/career-advice/career-development/skill-gap

Hidayat, T., Fahmy, R., Sari, D. K., Mergeresa, F., & Fernando, Y. (2021). COVID-19 outbreak
effects on leadership, job satisfaction and turnover intention: A mediating model of

Indonesian banking sector, 10(1), 113-128.



DISSERTATION PROPOSAL: SKILLS GAP 114

Hughes, A. M., Zajac, S., Woods, A. L., & Salas, E. (2019). The role of work environment in
training sustainment: A meta-analysis. Human Factors, 62(1), 166-183.

https://doi.org/10.1177/0018720819845988

ICA. (2021). Employee Retention Post Pandemic. LinkedIn.

https://www.linkedin.com/pulse/employee-retention-post-pandemic-ignouatica

Jack, M. (2020). What You Need to Know About Training Evaluation. The Human Capital Hub.
https://www.thehumancapitalhub.com/articles/What-Y ou-Need-To-Know-About-Training-

Evaluation

Jamiu, S. A. (2019). MOTIVATION AND EMPLOYEE PRODUCTIVITY IN THE PUBLIC
SECTOR: AN ASSESSMENT OF KWARA STATE UNIVERSITY ADMINISTRATIVE
STAFF.

Jex, S. M., & Britt, T. W. (2015). Organizational psychology: A scientist-practitioner approach.

John Wiley & Sons.

Kasriel, S. (2018). Young Workers No Longer Get the On-the-Job Training They Need -- So

They are Finding It Elsewhere. Retrieved November 2, 2019, from Entrepreneur website:

https://www.entrepreneur.com/article/314468

Kirkpatrick Partners. (2009). The Kirkpatrick Model. Retrieved December 11, 2019, from
kirkpatrickpartners.com website: https://www.kirkpatrickpartners.com/Our-Philosophy/The-

Kirkpatrick-Model



DISSERTATION PROPOSAL: SKILLS GAP 115

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. P., Bakker, A. B., et al.
(2021). COVID-19 and the workplace: Implications, issues, and insights for future research

and action. Am. Psychol. 76:63. doi: 10.1037/amp0000716

Knowles, M. (1975). Self-directed learning: A guide for learners and teachers. Chicago: Follett

Publishing Company.

Knowles, M. (1980). The modern practice of adult education: Andragogy versus pedagogy. Rev.

and updated ed. Englewood Cliffs, NJ: Cambridge Adult Education.

Knowles, M. (1990). A Theory of Adult Education Andragogy. In The Adult Learner: a

neglected species (pp. 27-65).

Knowles, M., and Associates (1984). Andragogy in action: Applying modern principles of adult

learning. San Francisco: Jossey-Bass.

LaMarco, N. (2018). Factors Impacting Employee Training. Chron.Com.

https://smallbusiness.chron.com/factors-impacting-employee-training-37613.htmi

Levesque, E. M. (2019). Understanding the skills gap—and what employers can do about it.
Brookings.Edu. https://www.brookings.edu/research/understanding-the-skills-gap-and-

what-employers-can-do-about-it/

Long, M., Ryan, R., Burke, G., & Hopkins, S. (1999). Enterprise-based education and training: A

literature review. Melbourne: ACER Centre for the Economics of Education and Training.



DISSERTATION PROPOSAL: SKILLS GAP 116

Lowood, H. (2023). Virtual reality | Definition, Development, Technology, Examples, & Facts |

Britannica. Britannica. https://www.britannica.com/technology/virtual-reality

Maryville University. (n.d.). Importance of Training and Development for Employees. Maryville
University. Retrieved March 10, 2023, from https://online.maryville.edu/blog/importance-

of-training-and-development/

McDougall, M. & Beattie, S. R. (1998). The missing link? Understanding the relationship
between individual and organizational learning. International Journal of Training and

Development. 4.

McGuinness, S., Pouliakas, K. and Redmond, P. (2018), “Skills mismatch: concepts,

measurement and policy approaches”. Journal of Economic Surveys, 32: 985-1015.

Mckinsey & Company. (2020). How companies are reskilling to address skill gaps | McKinsey.
Mckinsey & Company. https://www.mckinsey.com/capabilities/people-and-organizational-

performance/our-insights/beyond-hiring-how-companies-are-reskilling-to-address-talent-

gaps

McKinsey & Company. (2022). How companies are reskilling to address skill gaps | McKinsey.
McKinsey.Com. https://www.mckinsey.com/business-functions/people-and-organizational-

performance/our-insights/beyond-hiring-how-companies-are-reskilling-to-address-talent-

gaps



DISSERTATION PROPOSAL: SKILLS GAP 117

McKinsey & Company. (2023). What is the future of work? | McKinsey. McKinsey & Company.
https://www.mckinsey.com/featured-insights/mckinsey-explainers/what-is-the-future-of-

work

McKinsey Global Institute. (2017). What the future of work will mean for jobs, skills, and wages:
Jobs lost; jobs gained | McKinsey. McKinsey.Com. https://www.mckinsey.com/featured-
insights/future-of-work/jobs-lost-jobs-gained-what-the-future-of-work-will-mean-for-jobs-

skills-and-wages

Microsoft. (2022). What is Augmented Reality (AR) | Microsoft Dynamics 365. Microsoft.

https://dynamics.microsoft.com/en-us/mixed-reality/guides/what-is-augmented-reality-ar/

Moldoveanu, M., Frey, K., & Moritz, B. (2022). 4 Ways to Bridge the Global Skills Gap.

HBR.Org. https://hbr.org/2022/03/4-ways-to-bridge-the-global-skills-gap

Moritz, R. E., & Frey, K. (2022). How to address the widening youth skills gap | World
Economic Forum. World Economic Forum.

https://www.weforum.org/agenda/2022/03/how-to-address-the-widening-youth-skills-gap

Neendoor, S. (2022). How to Create Interactive Employee Training Modules - A Step-By-Step
Guide. Kitaboo. https://kitaboo.com/creating-interactive-training-modules/
Nestian, A.S. (2013). Organizational knowledge conversion and creation processes
in a chaotic environment. Management Dynamics in the Knowledge

Economy. 1(1).



DISSERTATION PROPOSAL: SKILLS GAP 118

Noe, R. A. (2019). Employee training and development (8th ed.). New York, NY: McGraw-Hill

Education.

Noe, R. A. (2023). Human Resource Management: Gaining a competitive advantage. McGraw

Hill Education.

OECD. (2019). OECD Employment Outlook 2019: The Future of Work. Paris: OECD

Publishing. https://doi.org/10.1787/9ee00155-en

OECD. (2021). Adult Learning and COVID-19: How much informal and non-formal learning
are workers missing? - OECD. OECD. https://read.oecd-
ilibrary.org/view/?ref=1069 _1069729-g3oh9e4dsm&title=Adult-Learning-and-COVID-19-

How-much-informal-and-non-formal-learning-are-workers-missing

OECD. (2021). COVID-19 pandemic highlights urgent need to scale up investment in lifelong
learning for all, says OECD. OECD. https://www.oecd.org/skills/covid-19-pandemic-

highlights-urgent-need-to-scale-up-investment-in-lifelong-learning-for-all-says-oecd.htm

Palmer, K., & Blake, D. (2018). How to Help Your Employees Learn from Each Other.

HBR.Org. https://hbr.org/2018/11/how-to-help-your-employees-learn-from-each-other

Peek, S. (2020). What Are Soft Skills? US Chamber. https://www.uschamber.com/co/run/human-

resources/what-are-soft-skills

Pouliakas, K., & Wruuck, P. (2022). Corporate Training and Skill Gaps: Did COVID-19 Stem

EU Convergence in Training Investments? www.iza.org



DISSERTATION PROPOSAL: SKILLS GAP 119

Ramyasri, N. V. D., & Ch, N. C. (2020). Evolution of Employee Motivation Over the Years. In
International Journal of Progressive Research in Science and Engineering (Issue 1).

WWW.ijprse.com

Raynolds, J. (2019). The Most Effective Training Methods - HR Daily Advisor. Retrieved
December 10, 2019, from hrdailyadvisor.blr.com website:

https://hrdailyadvisor.blr.com/2019/05/22/the-most-effective-training-methods/

Reynolds, J. (2004). Helping People Learn. London: CIPD.

Rn, L. J. L., Alexis, J., & Rn, A. D. L. S. (2020). Fear of COVID-19, psychological distress,
work satisfaction and turnover intention among frontline nurses. September, 1-9, 29, 395-

403.10.1111/jonm.13168

Robbins, S. P & Judge, A. T. (2015). Organizational Behavior (16th ed.). Pearson.

Ruttledge, & Cathcart. (2019). An evaluation of sensory processing training on the competence,
confidence and practice of teachers working with children with autism. Irish Journal of

Occupational Therapy, 47(1), 2-17. https://doi.org/10.1108/1J0T-01-2019-0001

Said, R. M., & El-shafei, D. A. (2021). Occupational stress, job satisfaction, and intent to leave:
Nurses working on front lines during COVID-19 pandemic in Zagazig City, Egypt. 19,

8791-8801.

Schanz, J., &Wruuck, P. (2021). “One year into the pandemic. Do EU labor markets signal risks

to economic and social cohesion?”, EIB weekly policy brief.



DISSERTATION PROPOSAL: SKILLS GAP 120

Sessa, V. I. (2015). Continuous learning in organizations. Psychology Press.

SHRM. (n.d.). How to Address the Skills Gap. https://www.shrm.org/resourcesandtools/tools-

and-samples/how-to-guides/pages/how-to-address-the-skills-gap.aspx

Somiji, R. (2018). Different types of employee training and delivery methods. Retrieved
December 10, 2019, from virtualspeech.com website:

https://virtualspeech.com/blog/employee-training-types-delivery

Tamunomiebi, M. D., & Oyibo, C. (2020). Work-Life Balance and Employee Performance: A
Literature Review. European Journal of Business and Management Research, 5(2).

https://doi.org/10.24018/ejbmr.2020.5.2.196

Terrana, A., Dowdell, J., Edwards, B., Tahsin, F., Cacciacarro, L., & Cameron, D. (2016).
Perspectives of key stakeholders about vocational training and rehabilitation in Trinidad and
Tobago. British Journal of Occupational Therapy, 79(11), 703-712.

http://doi.org/10.1177/0308022616669380.

Van Loo, J.; Eiffe, F. and VVan Houten, G. (2021). Adapting business practices to new realities in
the middle of a crisis: first findings from the COVID-19 European company survey.

Luxembourg: Publications Office of the European Union. Cedefop working paper; No 5

Whitmore, J. (2017). Coaching for performance: The principles and practice of coaching and

leadership. HODDER & STOUGHTON.



DISSERTATION PROPOSAL: SKILLS GAP 121

Wiley University Services. (2022). Closing the Skills Gap: What Do Employers Need? | Wiley.
UniversityServices.Wiley.Com. https://universityservices.wiley.com/closing-the-skills-gap-

what-do-employers-need/

WizIQ+. (2018). Seven differences between traditional employee training and online employee

training. https://doi.org/10.1146/annurev.psych.60.110707.163505

Wright, P. & Geroy, D.G. (2001). Changing the mindset: the training myth and the need for

word-class performance. International Journal of Human Resource Management. 12 (4).

Yeh, Y. C., and Chu, L. H. (2018). The mediating role of self-regulation on harmonious passion,
obsessive passion, and knowledge management in e-learning. Educ. Technol. Res. Dev. 66,

615-637. doi: 10.1007/s11423-017-9562-X

Yimam, M. H. (2022). Impact of training on employee’s performance: A case study of Bahir Dar
university, Ethiopia. Http://Www.Editorialmanager.Com/Cogentedu, 9(1).

https://doi.org/10.1080/2331186X.2022.2107301

Zahidi, S. (2020). Why we need a global reskilling revolution | World Economic Forum. World
Economic Forum. https://www.weforum.org/agenda/2020/01/reskilling-revolution-jobs-

future-skills/



DISSERTATION PROPOSAL: SKILLS GAP 122

Appendixes

Appendix 1: Data Collection Plan

Data Collection Plan

u
Coordinate with Company
to receive data
&
Appendix 2: Gantt Chart
GANTT CHART
YEAR 1
TASKS J F M AP MAY JUN JUL AG S O N D
Chapter |
Chapter Il
Chapter Il
Chapter IV
Chap[erv I ——- ]

Review
Revisions

Approval



