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ABSTRACT  
The study's goal is to fill the skills gap in the workplace across all sectors in order to help 
businesses. Improving the accuracy of gauging how well job hopefuls and employers meet 
expectations is the goal.  Staff reallocation and targeted training, the research takes a 
quantitative approach to investigating the relationship between employer demands and 
employee competencies. When the qualifications needed for available jobs are not specified, 
it might cause problems for the organization. As a measure of the difference between ideal 
and actual competences, the skills gap is not yet defined consistently. To create a shared 
vocabulary for comparing data across employees and jobs, this study presents a thorough 
skills gap model that is relevant across sectors. This study examines the relationship 
between company needs and employee capacities using quantitative research. In order to 
prepare workers for the rise of automation, robotics, and artificial intelligence, this study 
aims to lay the groundwork for such a program. By illuminating the relationship between 
employer aspirations and current employee competencies, the study sheds light on the skills 
gap. Preparation for re-tooling the workforce to accommodate new technology is laid out 
here. 
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Introduction 

In Companies are learning quickly that their employees are one of their most 
significant resources, whether they are growing, reorganizing, downsizing, adapting to 
technology changes, or just trying to fill vacancies caused by employees leaving for better 
opportunities. (Radermacher, Walia, & Knudson, 2014).  This quality is not like a piece of 
machinery that can be simply located and replaced.  Different jobs within an organisation 
call for different sets of expertise.  These skill sets often describe the kinds of things one 
must do in order to fulfill the duties of a certain job. Companies can't meet their workforce 
planning requirements unless they take stock of their existing staff and determine where 
they are in terms of future competencies. Companies make efforts to coordinate their 
infrastructure, tools, and employees with their present and future goals (Freel, 1999). A 
"skills gap" exists when a worker's actual abilities fall short of what is needed for a certain 
profession. These gaps must be discovered before an organisation can take action to fill 
them by training current employees, reassigning workers to more suitable jobs, or bringing 
in new hires (Figure 1).  
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Figure 1: Skill Gap analysis 

There are three potential outcomes when matching workers with jobs: 

 The employee's skill set is a good match for the demands of the company.  There won't 
be any problems for the company if they find a suitable candidate for the role.   

 The employee's skill set exceeds what's needed for the job.  This is a wasteful use of the 

available workforce.  If the worker is not challenged, they may look elsewhere for job.  If 

the gap is positive, the employer and the employee can both benefit from trying to place 

the worker in a new, more suited role.  

 There is a negative gap between the job requirements and the candidate's abilities.  

Organizations would benefit from eliminating or reducing negative gaps because of the 

money they would save.   

Since the definition of jobs has changed as system autonomy has increased, a more 
rigors approach is required to identify, monitor, and manage the skills gap between 
positions and individuals. This is true for both system design and organisational structure. 
Finding qualified employees and pinpointing skill gaps in a current staff have taken on more 
significance in recent years (Fulmer & Ployhart, 2014). The price tag and productivity are 
both impacted by the lack of necessary skills. Positional responsibilities need to be defined 
and quantified so that they can be communicated to employees. Although the issue of a skills 
gap is well-known, not much has been written about it. It has been assumed that this is an 
organisational issue, thus "workarounds" like more education or staff is employed to fill the 
gap that exists (Tlanusta Garret et al., 2001). The performance of a system may be negatively 
impacted by unfilled positions within the system, thus it's important to take an architectural 
approach to identifying these traits as part of the roles inside the system.  Specifying the 
human capabilities that result from matching qualified troops to technology tasks is crucial 
in order to accurately characterize trade-offs between troop assignments. The term "gap" 
connotes a lack, whereas a "capability" implies a surplus. Therefore, systems engineering 
takes a holistic perspective and must make connections to the business or organisation for 
which the system is being developed. 

Literature Review 

The existence of a “skills gap” and its implications has been the subject of much 
writing.  The standard schooling system, critics say, does not prepare students for the 
realities of the modern job market.  There is another school of thought that contends 
businesses are at fault because they are either unwilling to invest in their current staff 
through training or unable or unwilling to pay market rates for the specialized skills they 
require (Grillo, 2014). However, other research points to problems with motivation, 
attitude, and reliability rather than technical competence. Organizations are struggling to 
hire the proper individuals for open roles, regardless of the "skills gap" debate. 
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Organizations have had a hard time measuring and quantifying the skills gap, which may be 
a contributing factor to the widespread discussion around the issue.  There is no one 
"engineering approach" to obtaining and evaluating skill gap information since every 
business has unique obstacles.  Finding out what's missing may help in finding ways to 
"bridge" the skills gap.  However, there are no guidelines for doing so (Freel, 1999).  

However, the employer does not provide any details on how to define the gap or 
how they intend to monitor it.   According to the findings, businesses need to take 
responsibility for addressing their own skill gaps in order to meet their workforce planning 
objectives (Galagan, P. 2009). The organisation wouldn't know how to close the gap unless 
it had a system in place to detect and quantify these needs.  Organizations need to identify 
skill shortages before they can invest in training existing employees, transferring workers 
to more suitable positions, or hiring new people.  Several places in an organisation need 
identifying and quantifying knowledge gaps.  Finding a talent shortage among current 
employees is the first step.  Overworking the current staff, low morale, and lower production 
are all possible outcomes of the void. Quality and safety issues might arise when workers 
are overburdened or when operators are asked to undertake duties for which they lack 
training. The second context is when advancements in technology necessitate redefining or 
even eliminating some job functions (Oyamada, Chiu, & Yamaguchi, 2022). 

 It's possible that the present staff won't be able to learn the new skills necessary for 
the position, thus they'll need training.  However, it is essential that the gaps be accurately 
recognized so that appropriate training may be applied.  Investing time and money on 
training that doesn't benefit the company is a waste.  The third factor is figuring out whether 
the expertise of current employees can be put to use in other departments.  By comparing 
the worker's skill set to those of open positions, employers may determine the extent of 
training necessary to fill the position, and hence the associated costs (Orellana & Madni, 
2014).  

 The worker still has to be taught once a skill gap has been detected, but the problem 
now is figuring out what to teach them in and how much.  Businesses may improve their 
training efficiency and efficacy by identifying and quantifying areas in which employees lack 
necessary skills. Determining which metrics are applicable, determining what descriptors 
are needed to identify position requirements and worker skills, and determining how to 
make the comparison are all critical steps in defining a skills gap model. Titles for equivalent 
occupations vary from company to company, and so do descriptions of employees' abilities 
(Watkins et al., 2016).  Quantitative assessments of both the job criteria and the worker's 
qualifications are necessary for an appropriate worker-to-position comparison.  The skills 
gap may be determined if the worker's skill set and the position's requirements are 
translated into the same language and found to be incompatible. The existence of a “skills 
gap” and its implications has been the subject of much writing.  One argument is that 
traditional educational institutions do not adequately prepare individuals for the demands 
of the current labor market.  There is another school of thought that contends businesses 
are at fault because they are either unwilling to invest in their current staff through training 
or unable or unwilling to pay market rates for the specialized skills they require (Pearce, D. 
(Ed.).2006).  

Organizations are struggling to hire the proper individuals for open roles, regardless 
of the "skills gap" debate. Organizations have had a hard time measuring and quantifying 
the skills gap, which may be a contributing factor to the widespread discussion around the 
issue. There is no one "engineering approach" to obtaining and evaluating skill gap 
information since every business has unique obstacles.  Finding out what's missing may help 
in finding ways to "bridge" the skills gap.  However, there aren't any clear directions on how 
to achieve it.  However, the employer does not provide any details on how to define the gap 
or how they intend to monitor it.   According to the findings, the key to satisfying the 
workforce planning needs of businesses is to have those businesses assess their own skill 
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shortages.  The organisation wouldn't know how to close the gap unless it had a system in 
place to detect and quantify these needs.  Organisations need to identify skill shortages 
before they can invest in training existing employees, transferring workers to more suitable 
positions, or hiring new people.  Knowledge gaps need to be identified and quantified in a 
number of departments within a business ( Wilson, et all, 2013).  

 Finding a talent shortage among current employees is the first step.  Overworking 
the current staff, low morale, and lower production are all possible outcomes of the void. 
Quality and safety issues might arise when workers are overburdened or when operators 
are asked to undertake duties for which they lack training. The second context is when 
advancements in technology necessitate redefining or even eliminating some job functions.  
It's possible that the present staff won't be able to learn the new skills necessary for the 
position, thus they'll need training.  However, it is essential that the gaps be accurately 
recognized so that appropriate training may be applied.  Investing time and money on 
training that doesn't benefit the company is a waste. Quantitative assessments of both the 
job criteria and the worker's qualifications are necessary for an appropriate worker-to-
position comparison.  The skills gap may be determined if the worker's skill set and the 
position's requirements are translated into the same language and found to be incompatible. 

Material and Methods 

This quantitative survey's main goal was to look closely at the connection between 
finding skill gaps in the workplace and measuring them. We choose to collect data mostly 
through questionnaire surveys in order to accomplish this goal. In an organizational setting, 
this method was very useful for gathering data on a wide variety of relevant elements and 
understanding how they were related to one another. We were able to collect detailed 
information and spot patterns and trends that may have gone unnoticed without using a 
standardized questionnaire. Complex linkages and correlations could be shown by 
comparing replies from different groups and individuals. For our results to be accurate and 
reliable, this methodical approach was essential. Strategically targeting high-level 
management persons allowed us to correlate the survey outcomes with our specific goals. 
There was a wide variety of service providers represented among the 154 responders. This 
all-encompassing perspective allowed for an in-depth awareness of skill gaps in various 
organizational settings. After the survey results were compiled, a thorough procedure was 
followed to ensure that the data was accurate and comprehensive. If there were any missing 
values in the dataset, the mean would cover them. The collected dataset was then analyzed 
with the help of SPSS, a statistical program. Thanks to this methodological approach, we 
were able to efficiently manage large amounts of data from a large sample while 
simultaneously streamlining the data collection procedure. 

Results and Discussion 

Age of respondents 

Participants' ages ranged from 20 to 60 for this study. A total of 52% of eligible 
participants were between the ages of 20 and 30, making up the age group with the highest 
participation rate. The response rates were 30% and 16% for those between the ages of 30 
and 40 and 40 and 50, correspondingly. In comparison, just 2% of those in the 50-60 age 
bracket participated. 

Table 1 
Age of Respondents 

  Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 
20 to 30 78 50.6 52.0 52.0 
30 to 40 45 29.2 30.0 82.0 
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40 to 50 24 15.6 16.0 98.0 
50 to 60 3 1.9 2.0 100.0 

Total 150 97.4 100.0  
Missing System 4 2.6   

Total 154 100.0   
 

Gender 

Both male and female respondents are taking part in this study. The response rate 
for the questionnaire is 82% for male participants and 18% for female participants. 

Table 2 
Gender of Respondents 

  Frequency Percent Valid Percent Cumulative Percent 
Valid Male 123 79.9 82.0 82.0 

Female 27 17.5 18.0 100.0 
Total 150 97.4 100.0  

Missing System 4 2.6   

Total 154 100.0   

The data from all of the respondents was entered into IBM's SPSS programme for 
the social sciences so that we could do a correlation study. All of the relevant studies for 
verifying dynamics were performed inside the programme. This sections talk about the 
results of the study. 

Table 3 
Correlation of identification and Quantification Personnel Skills Gaps, 

  
Identifying 

Personnel Skill 
Gaps 

Quantifying 
Personnel Skill Gaps 

Identifying Personnel 
Skill Gaps 

Pearson 
Correlation 

1 -.066 

Quantifying Personnel 
Skill Gaps 

Pearson 
Correlation 

-.066 1 

A -0.066 value for the correlation coefficient (r) indicates a significant negative 
relationship between the two variables, "identification" and "quantification" personnel 
skills gaps. The P value for this correlation is below -0.01, indicating that it is not statistically 
significant. As a consequence, the degree of Quantification Personnel Skills Gaps will 
decrease in proportion to the rate at which such gaps are identified. 

Conclusion  

In conclusion, in order to succeed and remain competitive in today's fast-paced 
corporate environment, it is crucial to conduct a process of detecting and measuring 
personnel skills gaps in the workplace. In this research, we show how evaluating employee 
abilities may help fill up knowledge gaps and boost productivity. Our research shows that 
ongoing skill evaluation and development programmes are necessary to keep up with 
changing workplace norms and consumer expectations. To maintain staff competences and 
spot gaps as they arise, organizations should conduct frequent skills evaluation 
programmers. Performance reviews and growth strategies should include these 
evaluations. Training courses to fill in the workforce's most pressing knowledge shortages. 
Make sure these programmes are not only useful in terms of teaching workers new 
information, but also fun and applicable to their daily work lives. Create an environment 
where employees are encouraged to learn and grow on the job. Inspire your staff to take 
charge of their own professional growth by providing them with tools like access to online 
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courses, mentorship, and in-house training. Use tools like AI-powered analytics and learning 
platforms to speed up the evaluation of employees' skill sets and give them individualized 
suggestions for how they can improve. 

Recommendations 

If these suggestions are incorporated into a company's talent development strategy, 
not only will existing skills gaps be closed, but the workforce will be equipped to adapt to 
and thrive in a dynamic business environment. Organizations can set themselves up for 
long-term success and adaptability in the face of change by taking these preventative steps. 
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