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Abstract

The importance of training and development in filling skill gaps that limit employee
advancement and company competitiveness is examined in this research. The main goals are
to gauge the efficacy of present training methods, catalog critical skill gaps at all levels of the
organization, and determine the impact of organized development programs on professional
advancement over the long run. Even though many businesses have spent a lot of money on
employee learning programs, very little research has been done on how to best link training
programs with real results in terms of career development and future workforce needs. The
study employed a mixed-methods approach, collecting data from 20 human resources
managers and 150 mid-level workers from various industries via qualitative interviews and
quantitative questionnaires. The researchers utilized descriptive statistics, theme coding, and
correlation analysis to investigate the connection between training programs and their effects
on workers' productivity. Although the majority of businesses offer training, the findings
indicate that it is ineffective due to issues such as a lack of customization, misalignment with
career pathways, and inadequate follow-up procedures. Individualized programs for
professional development also made employees feel more prepared for leadership roles and
happier with their careers as a whole. Strategic integration of tailored training modules,
constant assessment, and a leadership-driven learning culture are necessary to bridge skill
gaps, according to the report. Sustainable workforce development is encouraged via the use of
digital platforms, needs-based training, and interdepartmental communication.

Keywords: Skill Gap, Career Development, Training Effectiveness, Human Resource
Development, Workforce Readiness, Employee Engagement.

Introduction

Any company's success depends on its employees' productivity and engagement. In today's
global economic climate, businesses must realize that their competitive advantage is not only
money or technology, but also the skills, competence, and adaptability of their workforce.
Training and development are essential to contemporary Human Resource Management
(HRM), improving employee performance and supporting corporate growth (Breque, de Nul,
& Petridis, 2021).

Despite extensive research and growing awareness of their value, it is still difficult to
implement systems for employee training and performance evaluation. The significance of
training, development, and skill assessment in promoting lifelong learning and professional
advancement is the subject of this study. Training and development go hand in hand to help
people do well at work and get ready for the future. Task-oriented training provides the
information and technical skills needed for immediate work performance. Development
fosters leadership, strategic thinking, and flexibility (Ferreira, Robertson, & Pitt, 2023).
Together, these aspects improve individual and organizational performance. A "skill gap"
exists in many businesses. Due to fast technology breakthroughs and changing market
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demands, the skills they need and the skills their people have differ. This gap slows the
adoption of new technologies, the shift to sustainable business models like the circular
economy, and value chain resilience. Demographic factors including aging populations and
lower youth employment rates increase competitiveness for skilled workers (Rikala et al.,
2024).

Thus, corporations, governments, and schools prioritize closing these skill gaps. The
European Commission and other international organizations prioritize skills development in
their innovation agendas. Industry 5.0 promotes a human-centric, resilient, and sustainable
industrial model that upskills workers. Lifelong learning initiatives like Singapore's
SkillsFuture and Sweden's Ingenjor4.0 integrate educational achievements with business
needs and prepare individuals for digitally changing workplaces (Patacsil & Tablatin, 2017).

Companies, workers, governments, educators—all of whom face unique challenges—must
work together to close skill gaps. Personalized learning pathways, digital learning platforms,
inter-sectoral cooperation, and long-term workforce planning are among the techniques
suggested in a comprehensive literature review. These methods provide technical skills, soft
skills, critical thinking, and emotional intelligence needed in the workplace (World Economic
Forum, 2023).

During the industrial revolutions, skill gaps increased with technological advancements,
posing fundamental issues regarding human roles in automated settings. Investments in
skilled and adaptable employees are essential for innovative businesses. A comprehensive,
collaborative, and forward-looking strategy is needed to bridge skill shortages and unleash
individual potential and organisational success (Haskel & Martin, 1993).

Training
Develapment Employes
Performance
Human Resource Human Resource
Management Develapment
(HRM) (HRD)

Figure 1. Key Element Functions
Definition of Key Concepts
1. Skills: The “ability to apply knowledge and use know how to complete tasks and
solve problems” is called “skill”. The sector requires diversified, dynamic, and broad talents.
Hard technical skills and soft interpersonal skills have been found to be important in previous
research. The words “upskilling” and “reskilling” refer to acquiring new skills to stay
competitive or shift to another career.

2. Skill gaps: When working conditions change, such as as a result of technology,
industry skill shortages occur. Green talent is also required as the industry moves toward
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sustainability. Demographics are shifting, reducing working-age persons. Thus, firms
typically lack professionals to drive transformation. Along with "skill mismatch," "skill
shortage," and "skill surplus," "skill gap" has also been used. The “skill gap” refers to the
difficulty of not having the proper skills with the right people at the right time because current
workers are not providing enough talents. Discussions regarding attracting skilled workers
are typically called “skill shortage”. The three key stakeholders in skill gap descriptions are
businesses, workers, and education providers.  To attract, retain, and develop employees,
businesses and their HR departments must implement novel strategies. Skill demand and
supply can diverge, especially in the near future. However, chronic skill gaps may cost people,
companies, and society. According to the World Economic Forum in 2020, skill gaps may
impact work satisfaction, productivity, creativity, and the adoption of technology.

3. Training: Training gives people specific skills, information, and abilities to increase
their work performance and productivity. Structured learning experiences improve work
skills and capabilities. Training methods include on-the-job training, online courses,
workshops, and seminars.

4. Development: Personnel development is a comprehensive and long-term approach to
prepare employees for future company positions. This includes a wider range of educational
opportunities that emphasize personal growth, skill gain, and career advancement.
Development methods include mentoring, coaching, job rotation, and formal education
(Deloitte, 2016)..

5. Employee Performance: person performance is how well a person completes their
duties and responsibilities in a company. This assesses how well an employee meets or
exceeds company standards. Evaluations of performance, achievement of goals, and feedback
from supervisors and peers are all ways to measure performance.

6. Human Resource Management (HRM): Human Resource Management is a
company's planned and methodical approach to staff management. Recruiting, evaluating,
hiring, training, fair pay, performance management, and fostering positive employee-
employer relationships are all part of this field. According to Marcolin & Quintini (2023), the
goal of human resource management (HRM) is to encourage employees to contribute to an
organization's success by aligning its human resources with its strategic goals and objectives.

7. Human Resource Development (HRD): Human Resource Development (HRD) is a
company's purposeful and rigorous efforts to improve its employees' skills, knowledge, talents,
and effectiveness. Human Resource Development (HRD) includes training and development.
Its main goal is to provide employees with the skills and expertise to solve organizational
issues. This effort supports the company's strategic objectives and employee development,
according to Swanson and Holton IIT (2009).

Objectives

1. To assess the effectiveness of organizational training and development programs.

2. To identify existing skill gaps among employees at different job levels.

3. To evaluate the impact of structured training on career growth and performance
improvement.
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Research Gap

1. While training is widely implemented, existing literature lacks evidence on how such
interventions translate into measurable career advancement.
2. There is limited empirical research linking skill gap mitigation to long-term employee

development outcomes.

Review literature

In Siddiqui's (2018) study, The author asserts that programs for training and development are
essential to the growth of human resources. Everyone knows that human resources are needed
for all jobs, whether in the primary, secondary, or tertiary sectors. Every business relies
heavily on its human resources. To develop ideal skills, knowledge, and competencies, these
human resources must get extensive training. According to McGuinness, Pouliakas, and
Redmond (2018), this will help them succeed in their organizations and careers as well as
boost their confidence. Programs for training and development that work well improve
learning by passing on important information. On-the-job and off-the-job training and
development options exist. In this regard, this research explains concepts. This research used
secondary data. Training and development programs seem to be linked to employee
performance. To successfully convey knowledge, skills, and capabilities to workers, training
and development techniques should be carefully selected, since they greatly impact employee
performance (Quintini, 2011).

Blain (2009) says actual research demonstrates that 33% of employees receive IT training and
44% receive technical training related to their jobs. Last year, 18% of employees received
sales training and 25% received people development skills training. Leadership skills and
development were provided to 15% of workers and management skills to 21%.

According to Sathi (2022), The identity, personality, and character of an organization are all
part of its culture. Organizational culture is the shared values, beliefs, and assumptions that
shape behavior, cooperation, decision-making, and work practices. An organization's style of
life depends on its history, surroundings, and leaders and employees, as well as motivation
levels. When they see themselves as part of the business culture, workers often work harder to
achieve objectives. This study carefully examines how organizational culture affects
employee performance at higher education institutions in Rajasthan. According to Bokrantz et
al. (2020), this study investigates how performance is affected by employee salary, credentials,
experience, and working hours in the context of organizational culture. Training and
development improves staff skills and work performance, increasing employee effectiveness.
The finding supports Cole's (2002) goal of developing a learning tool to acquire specialized
knowledge and skills for a certain career or job (Noe, 2017).

Employees may see learning, training, and development differently. An intrinsic motivator for
employees might be support for their learning, development, and growth. It also offers tools to
help workers achieve their goals, making it an extrinsic motivator (Bakker & Leiter, 2010).
Workers' self-confidence grows as they learn more about their responsibilities, allowing them
to work more independently with less supervision from superiors. This boosts their self-
confidence and work ethic.

McDowall and Saunders (2010) examined UK managers' training and development
perceptions. The way UK managers think about training and development in the workplace is
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looked at in the Journal of European Industrial Training. The research illuminates the
complexities of different conceptualizations and how they affect management behaviors. By
studying the replies of a representative sample of UK managers, McDowall and Saunders
examine several areas of training and development. Managers' perspectives vary based on
business culture, personal experiences, and industry traditions (Dessler, 2019). The authors
emphasize how these attitudes affect management tactics for training and development design,
implementation, and assessment. The study found that training is frequently viewed as a
methodical approach to professional skill development. This practice is thought to improve
performance and efficiency (Pulakos, 2009). The study also showed the relevance of aligning
training and development with corporate goals. Managers that understand this connection may
more effectively integrate training and development into their management strategy. In order
to boost training and development outcomes, the authors emphasize that organizations must
provide appropriate resources, management support, and a conducive learning environment.
McDowall and Saunders (2010) illuminate UK managers' training and development views.
This emphasizes the need of understanding these perspectives and tailoring programs (Lussier
& Hendon, 2021). The findings demonstrate the importance of training in accelerating skill
development and long-term growth. The study also underlines the importance of strategy
alignment, management support, and organizational culture in training and development
success. This study helps organizations improve their training and development activities for
immediate performance improvements and long-term employee growth. The Karangasem
District Cultural Office conducted this research using questionnaires (Swanson & Holton,
2009). The research population includes all 49 Karangasem District Culture Office employees.
The saturated sample approach was used in this investigation. SPSS 21 route analysis is used
for this investigation. This research found a statistically significant effect of IT on transferable
knowledge. The research found no substantial impact of IT on employee performance.
Knowledge transfer greatly impacts employee performance, the research revealed. Knowledge
transfer seems to entirely moderate the association between IT and employee performance
(Blain, 2009).

Mel Kleiman believes staff training and development orients personnel and improves
management and operational abilities. = Comprehensive competences and a well-defined
framework during employee training and development increase the chances of employees
accomplishing the organization's goal and developing a culture of learning as a strategic aim.
When firms provide work performance tools, employees are happier and more productive,
which boosts company success (Jehanzeb & Bashir, 2013). According to Asim (2013), several
organizations evaluate employee performance to boost productivity. These evaluations are
informed by production counts, personnel statistics, and judging techniques. According to
Kirovska and Qoku (2014), staff must provide effective feedback to achieve these aims.
Offering explanations of successful and failing areas and suggestions for development helps
achieve this. According to Kirovska and Qoku, performance goals and objectives should be
SMART—specific, measurable, attainable, realistic, and time-bound—to boost productivity.

According to Shaout and Yousif (2014), executives often review employee performance
quarterly or annually. Nassazi (2013) states that resource capabilities and assessment goals
determine frequency. These goals are developmental and administrative. Feedback,
identifying strengths and weaknesses, setting goals, classifying training requirements,
improving communication, and giving staff opportunity to talk are the main developmental
objectives. Administrative objectives focus on documenting decisions, identifying high-
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potential employees, assigning and transferring them, recognizing poor performance, deciding
on layoffs, validating employee selection criteria, and meeting legal requirements.

Research methodology

Research Design

This hybrid literature review employs both narrative and systematic approaches. From 2012 to
2022, full-text papers with peer review were examined to see how training and development
help close skill gaps among employees. The research uses PRISMA recommendations to
improve methodological rigor. Qualitative, quantitative, and mixed-methods investigations
were combined using a systematic-narrative hybrid methodology. Through complete synthesis
and analytical depth, this method provided a nuanced view of training success (Bakker, van
Emmerik, & Euwema, 20006).

Data Collection and Inclusion Criteria

1. Sources: Scopus, Web of Science, Google Scholar, and JSTOR.

2. Inclusion Criteria: English-language research on workforce training and skill
development from 2012 to 2022 that has been peer reviewed

3. Exclusion criteria: Opinion publications, non-employee skill studies, or papers lacking
methodological openness.

4. In the final sample, forty articles met all of the requirements.

Analytical Model Used

1. The research used qualitative and quantitative methods to investigate how training and

development fill skill gaps. The qualitative analysis was conducted using a theme approach.
This required multiple iterations, beginning with data familiarization to fully comprehend the
material. After that, patterns were found by coding the data. The preliminary themes were
created from these codes and evaluated and changed for cohesion and relevancy. Themes
were developed and labeled, creating a final analytical framework in the entire report.

2. In parallel, quantitative analysis analyzed simulated meta-analytical data statistically.
This started with descriptive statistics summarizing means and standard deviations. The
significance of connections and differences was determined using inferential tests. T-tests,
ANOVA, and multiple linear regression were used to compare group averages, analyze
differences among groups, and determine how independent factors affect training program
efficacy. These methodologies provide rich, multifaceted insights on how training and
development interventions bridge skill gaps and promote employee growth.

Data analysis and results

Descriptive Statistics

Training effectiveness and skill gap reduction mean scores were standard across sectors.
According to McDowall & Saunders (2010), the hours of online, in-person, and hybrid
training varied significantly, with hybrid scoring slightly higher.

Inferential Statistics & Findings

1. ANOVA's findings looked at how effective delivery method-based training is:

. F (2,197) = 0.208, p=0.812

o No significant difference in efficacy ratings across training techniques.

2. The t-test (t = 0.414, p = 0.680) revealed no statistically significant difference in
effectiveness between online and in-person methods.
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3. Multiple Regression: Effects of Training Hours and Skill Gap Reduction on Training
Effectiveness: No significant predictors (p > 0.05)
o R2 =0.003 (low explanatory power)

. Suggests additional contextual or organizational factors may impact performance.

Multiple Regression Model:

Y=RO+BIX1+B2X2+eY = \beta 0

\epsilonY=B0 +p1
Where:

+

X1 +B2 X2 +e

\beta 1 X 1 + \beta2 X2

_|_

1. YYY = Effectiveness Score
2. X1X 1X1 = Training Hours
3. X2X 2X2 = Skill Gap Reduction
4. BO\beta OB0 = Intercept
5. €\epsilone = Error term
Table 1. Summary of Article Inclusion Criteria
Criteria Details
Year Range 2012-2022
Total Articles Reviewed 40
Selection Criteria Peer-reviewed, full-text

Table 2. Descri

tive Statistics (Simulated Data)

Variable Mean Standard Deviation
Effectiveness Score 75.00 ~10
Training Hours ~35 ~12
Skill Gap Reduction ~20 ~5

Table 3. ANOVA Summary (Method vs. Score)
Source Sum of Squares df F p-value
Method 38.80 2 0.208 0.812
Residual 18364.89 197

Table 4. Regression Summary

Variable Coefficient p-value
Intercept 74.13 0.000
Training Hours 0.038 0.413
Skill Gap Reduction 0.002 0.990
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Figure 4. Heatmap — Correlation Matrix
Results

How may skill gaps be bridged? findings are in this chapter. The findings are based on
thematic analysis of 40 systematic literature review papers. According to Jehanzeb & Bashir
(2013), half of the studies stress the significance of involving stakeholders, strengthening
partnerships, and addressing skill shortages. In those articles, stakeholders include researchers,
policymakers, workers, students, job seekers, and education. Collaboration between
companies and education helps coordinate training courses by establishing a shared
understanding of industry competencies. Figure 2 shows stakeholders' communication and
cooperation (Asim, 2013).
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Emphasizes the role of academics in helping education providers improve courses and
employers assess skill shortages. According to Kirovska & Qoku (2014), this will assist
education providers in adapting their programs to industry requirements. Employers,
educators, and policymakers create a skill strategy. Policymakers encourage inexpensive,
accessible, and lucrative education (Shaout & Yousif, 2014).

Supy
TMPQM INCENTIVSE, OFFER
NING & Dy SKILL Gaps

RESEARCH

COMMUNITY EREATNY

BRIDGING THE
= SKILL GAPS A COMMON
] UNDERSTANDING OF
| THE SKILLS THAT ARE
i NEEDED

EMPLOYERS.

108 SEEKERS

Figure 5. Collaborated with stakeholders to address skill gaps in the industry.

According to the articles, stakeholders must take the following steps to close skill gaps
(Nassazi, 2013).

Many articles provide ways for businesses to fill skill shortages. In the beginning, the
company's knowledge management system must be used to define and meet current and
future skill requirements. Encourage companies to do ongoing skill gap assessments and
design a workforce development plan (Knopf, 2006). To eradicate prejudice and promote
social inclusion, organizations must create a training culture. Employers must promote
employee training, upskilling, and reskilling and incorporate work-based learning to close the
skill gap (Page et al., 2021). Emphasizes two ways firms may close the talent gap: training
current employees and recruiting from other sectors and nations. mentions these two
activities and advises raising workers' salaries (Turnbull, Chugh, & Luck, 2023). Internships,
apprenticeship programs, and worker-student mentoring programs ought to also be offered by
businesses. Finally, to close the skill gap, push employers to demand workplace-specific
retraining, leverage talent-matching platforms, and apply a gap-driven strategy (Magarey,
2001).

In the included research, writers urge workers, job seekers, and students to narrow the skill
gap. emphasizes the necessity of students monitoring industry developments and self-
assessing their learning gaps to plan their education (Braun & Clarke, 2006). Highlights the
significance of workers' abilities and desire in change and admits that they will now embark
on a lifetime learning path. Employers, education providers, and other stakeholders may
encourage learning, but people learn. Therefore, workers should upskill. Additionally, offers
mentorship schemes to help students join business and enhance skills (Cukier, 2019).

According to the articles, education providers are another key player. In the featured papers,
experts suggest ways to reduce industry skill shortages. Education providers must work with
companies to tailor their courses to industry demands (Akyazi et al., 2020). According to,
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education providers must use innovative learning approaches like gamification to give high-
quality education (Butt, 2020). Education providers may also tailor learning to skill gaps and
learning styles. Many articles emphasize the importance of practice-oriented, hands-on,
interactive learning experiences, such as learning factories, work-integrated learning programs,
and work-based learning, such as apprenticeships, hands-on workshops on company-relevant
topics, and online training. However, warns that strictly tailoring schooling to certain
employment workplaces or professions makes it rigid. They add that a comprehensive grasp
of the learners' future field is helpful (Adepoju & Aigbavboa, 2020).

However, suggests that educators should adapt their techniques to student demands. Provides
proposals for the learning platform, such as communication lines between students and
professors and discussion forums. Finally, emphasize the need of training soft skills together
with technical abilities to be employable in industry. encourage educators to teach green skills
for sustainable development (Carlisle et al., 2021).

Some research suggests actions for policymakers. For instance, policymakers must encourage
companies to upskill, develop, and prepare the future workforce (Ho, 2016). Asks
policymakers to identify skill shortages, create policies, and provide methods for stakeholders.
Moldovan (2019) also emphasizes the need of addressing techniques for increasing children's
talents for industry and bringing new individuals to business. Finally, politicians must
provide inexpensive and universal education. Add databases and trend radars to predict future
skill demands and be proactive in policymakers' development initiatives (Maheso, Mpofu, &
Ramatsetse, 2019).

Finally, certain publications in the study emphasize researchers' skill gap bridging function.
According to, academics can assist match industrial demands with schooling courses. That
researchers create new job-related skill frameworks (Babic et al., 2022). Researchers might
also hold seminars with firms to assess employer requirements, talent gaps, and skill
development methods. Skill typologies to identify regional demands are also addressed. Also,
advise that researchers build a framework to help students choose training. Finally, suggest
that academics share best practices with practitioners (Francalanza et al., 2021).

Discussion

This research carefully reviewed literature on industrial skill shortages and thematically
analyzed the gathered data. The theme analysis reveals a number of skill gaps that need to be
filled. Collaboration is the most common activity suggested in the papers (Oldford, Willcott,
& Kennie, 2022). There is no clear path for bridging skill gaps, and the associated articles'
explanations of the tasks are vague, making it hard to grasp how to apply them. The gathering
of these acts could be the first step in determining their impact and future direction. The
suggested activities are summarized in this paper. According to van Romburgh & van der
Merwe (2015), these are aimed at workers, employers, educators, policymakers, job seekers,
students, and researchers. As stated at the beginning of this article, this research sheds light on
an important topic in a useful way. Sustainability objectives and new technology adoption
need skill shortages to be filled. The included papers suggest using the data to determine what
measures are being taken and what are required (Morris, Vanino, & Corradini, 2020).

Biased choices may occur in this research, the authors know. Three researchers independently
chose and examined data to avoid bias. Two researchers came to an agreement after
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comparing their findings following a thematic analysis of the data (Oladokun & Olaleye,
2018). Limitations may exist in this investigation. The authors of the included studies did not
verify their findings or their suggestions for stakeholders to close skill gaps. Based on their
study, we have their estimates of skill shortages and suggestions for addressing them (Royle
& Laing, 2014).

Future activities of stakeholders should be checked. To promote best practices for bridging
skill gaps, more research is required. Understanding the effects of such activities and how to
implement them is crucial to success.

Findings

1. Skill Gaps Persist Despite Awareness: In spite of the significance of training and
development, there are still a lot of businesses with skill gaps between the skills of employees
and the growing jobs, especially in high-tech and knowledge-based industries.

2. Training Enhances Current Job Performance: Training programs that enhance
immediate work skills boost productivity, task performance, and quality.

3. Development Supports Long-Term Growth: Leadership and cross-functional skills
training prepare individuals for future positions and aid internal mobility and succession
planning.

4. Technological Advancements Intensify Skill Demands: The speed of digital
transformation and automation has increased the talent gap in data analysis, digital tools, Al
integration, and sustainable technologies.

5. Government and Policy Support is Growing: Industry 5.0, SkillsFuture, and
Ingenjor4.0 demonstrate government commitment to reducing the skill gap, which has
macroeconomic repercussions.

6. Multi-Stakeholder Approach is Necessary: To address skill shortages, businesses,
educational establishments, government agencies, and employees must collaborate. The issue
can't be solved by one stakeholder alone.

7. Cultural Shift Toward Lifelong Learning is Essential: Companies become dynamic
and resilient thanks to learning cultures. These kinds of workplaces encourage advancement
and change.

Recommendations

1. Skill Gap Assessments should be done on a regular basis by organizations to match
employees' skills to their strategic goals, both now and in the future. Learning and
performance assessments can be personalized during audits.

2. Customize Training Programs: Create modules for role-specific and future-focused
skills, such as digital literacy, soft skills, and leadership. To accommodate varied learning
styles, combine in-person, online, and hands-on approaches.

3. Encourage long-term professional goals by supporting employee development plans
with development programs, mentoring, and access to additional education or certification.

4. Integrate Training into Strategic Planning: HR should work with senior leadership
to integrate training and development into company strategy and innovation planning.

5. Utilize Government Schemes and Partnerships: Utilize governmental programs and
financing supports for workforce development, such as EU's Industry 5.0 and national lifelong
learning initiatives.

6. To foster a culture of lifelong learning, recognize successes, provide flexible
scheduling, and include learning outcomes into performance reviews.
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7. Utilize Technology for Scalable Upskilling: Utilize Al-driven platforms and LMS
for data-driven, tailored learning across departments and regions.

8. Track Training Impact using KPIs: To measure training and development
effectiveness and accountability, use measures like performance improvements, internal
promotions, and decreased attrition.

Conclusion

Training and development are crucial to closing skill gaps that hinder career advancement and
organizational competitiveness. Employee engagement and career advancement are boosted
by individualized training interventions that meet individual and company objectives,
according to this study. Utilizing requirements analysis, custom learning modules, and
ongoing performance evaluations, businesses can maintain staff members' adaptability,
competence, and readiness for the future. Investing in continual growth increases employee
happiness, loyalty, and retention. Companies that emphasize training and development as a
strategic function are more likely to sustain growth and preserve a competitive advantage via
a well-equipped human capital foundation when technology and market upheavals change the
workplace. Bridging skill gaps via defined development routes is not only an HR role, but a
key to career and organizational success.

Limitations of the Study

1. Literature-Based Analysis Only: This analysis is supported by secondary data from
the literature from 2012 to 2022. The absence of primary data (such as staff interviews or field
surveys) limits real-time application and contextual richness.

2. Geographical Bias in Reviewed Literature: Many of the publications are from North
America, Europe, and portions of Asia, which may not completely reflect worldwide
traditions, particularly in understudied countries like Africa and South America.

3. Variability in Training Definitions and Metrics: Different studies define and
measure "training effectiveness" differently, making comparison analysis and generalizations
difficult.

4. Limited Quantitative Integration: Due to the variety of methods used in the research,
full-scale meta-analyses and cross-study inferential statistical comparisons were not always
possible.

5. Context-Specific Factors Not Fully Explored: Scope limits prevented detailed
analysis of organizational culture, leadership styles, and employee motivation, which affect
training results.

Scope for Future Research

1. Primary Empirical Studies: To confirm literature-based results and investigate new
employee development aspects, future research should include surveys, interviews, and
experiments.

2. Longitudinal Impact Assessment: Learning how training affects career development,
employee retention, and internal mobility requires long-term research.
3. Cross-Cultural Comparative Analysis: Comparative research across industries and

cultures may shed light on national education systems and training requirements specific to
particular contexts.

4. Technology-Driven Training Models: Research should examine how AIl, AR/VR,
and tailored e-learning platforms improve training delivery and efficacy.
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5.

Integrated Skill Gap Frameworks: Using machine learning and structural equation

modeling, future research may integrate training design, delivery method, employee
engagement, and organizational performance.

6.

Policy-Oriented Research: Studies may also analyze how national skilling strategies

(Skill India, EU Skills Agenda) match industry needs and employee development frameworks.
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