
 
 
www.idosr.org                                                                                                                                                 Nakitende 

45 
 

 
 

 ©IDOSR PUBLICATIONS  

 International Digital Organization for Scientific Research                                                IDOSRJCISS24547 

IDOSR JOURNAL OF CURRENT ISSUES IN SOCIAL SCIENCES 10(1):45-47, 2024. 
https://doi.org/10.59298/JCISS/2024/101.19274547 

 
Strategies for Closing Skill Gaps in Organisations: 
Enhancing Productivity, Innovation, and Competitiveness 
 

Nakitende Phionah H. 
 

Faculty of Business and Management Kampala International University Uganda          

ABSTRACT 
Addressing talent shortages has become crucial for organisational success in the current changing business climate. 
Skill gaps, which refer to differences between the abilities that are necessary and the skills that were held, impede 
productivity and creativity. This research examined methods for efficiently addressing skill deficiencies via 
customised training initiatives, integration of technology, and cultivating a lifelong learning mindset. This study 
used surveys and case studies across several sectors, to identify the main deficiencies in skills. It also examined the 
efficacy of remedial options and assessed their influence on productivity and competitiveness. The results 
highlighted the need for strategic personnel planning and ongoing skill development to adapt to changing market 
demands and maintain organisational resilience.  
Keywords: Organisation Efficiency, Innovation, Competitiveness, Continuous learning, Strategic planning. 

 
INTRODUCTION 

In today's rapidly evolving business landscape, 
organisations face constant challenges in maintaining 
competitiveness, fostering innovation, and enhancing 
productivity. One of the most pressing issues is the 
persistent skill gap within the workforce. Skill gaps, 
defined as the disparity between the skills required for 
a job and the skills possessed by employees, can 
hinder organisational performance and limit growth 
potential. Addressing these gaps is crucial for 
organisations aiming to remain agile and responsive 
to market demands. The importance of closing skill 
gaps has been underscored by recent studies, which 
highlight the correlation between a skilled workforce 
and organisational success. For instance, a 
comprehensive report by the World Economic Forum 
[1] indicates that companies with well-developed 
skill enhancement strategies are better positioned to 
innovate and sustain competitive advantage. This 
finding is supported by McKinsey & Company [2], 
which emphasises that organisations prioritising 
continuous learning and skill development tend to 
outperform their peers in terms of productivity and 
market share. Several strategies have been proposed 
to address skill gaps effectively. One approach 
involves implementing robust training and 

development programmes tailored to the workforce's 
specific needs. These programmes should be designed 
to be flexible and adaptive, incorporating both 
traditional classroom training and modern e-learning 
platforms to cater to diverse learning preferences. 
Furthermore, leveraging technology, such as artificial 
intelligence and machine learning, can help identify 
skill deficiencies and personalise learning pathways 
for employees. Another critical strategy is fostering a 
culture of lifelong learning within the organisation. 
Encouraging employees to take ownership of their 
skill development and providing them with the 
resources and support needed to pursue continuous 
learning can significantly bridge skill gaps.  Although 
it is crucial to address talent gaps to improve 
organisational productivity, creativity, and 
competitiveness, many companies still have 
difficulties accurately detecting and efficiently closing 
these gaps. A recent study emphasises that skill gaps 
continue to be a major obstacle to attaining optimum 
performance since a considerable segment of the 
workforce lacks the required abilities to satisfy 
current employment requirements. This disparity not 
only hinders individual efficiency but also obstructs 
overall organisational development and capacity for 
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innovation. A fundamental obstacle to tackling skill 
gaps is the fast rate of technological progress and the 
consequent change in necessary skill sets. McKinsey 
& Company [2] in their analysis reveals that around 
40% of the fundamental skills necessary for current 
work positions are projected to change during the 
next five years. The high rate of change poses 
challenges for organisations in maintaining 
alignment between their workforce's abilities and 
evolving industry requirements, resulting in ongoing 
and expanding skill gaps. Moreover, many businesses 
do not have a methodical strategy for recognising and 
resolving talent gaps. Conventional training 
programmes often struggle to promptly adjust to 
changing skill demands, and there is a noticeable lack 
of strategic workforce planning that incorporates 
skill gap research into wider organisational plans [3]. 
This leads to ineffective allocation of resources for 
training and lost chances to improve skills, which 

might ultimately hinder innovation and a competitive 
edge. The study was designed to identify and 
prioritise the most critical skill gaps within various 
organisational functions and industries, develop and 
evaluate effective strategies for addressing and 
closing skill gaps to enhance productivity, and assess 
the impact of skill gap closure on organisational 
innovation and competitive advantage. The research 
addresses skill shortages in businesses and improves 
efficiency, innovation, and competitiveness. 
Databases include peer-reviewed publications, 
industry reports, and case studies over the last decade. 
Consider the sources' importance, quality, and 
scientific rigor. Learn how skill-building methods 
affect effectiveness and competitiveness. Identify 
effective methods, summarise key findings, and 
provide implementation advice. Identify research 
flaws and provide an objective perspective on 
organisational strengthening's pros and cons. 

Identifying Deficiencies in Skills 
To effectively remedy skill gaps, it is essential to 
precisely identify them in the first place. Conventional 
approaches, like job analysis and performance 
assessments, are often enhanced by sophisticated 
methodologies like skill inventories and competence 
mapping. Boudreau and Cascio [4] argue that using 

data analytics and artificial intelligence may provide 
more accurate observations of current skill 
deficiencies. These tools enable businesses to 
anticipate future skill requirements by analysing 
market trends and organisational objectives, thereby 
facilitating proactive talent management.  

Strategic Interventions 
Training and development continue to be the 
fundamental focus of initiatives aimed at closing skill 
deficiencies. According to Aguinis and Kraiger [5], 
recent research indicates that tailoring training 
programmes to match the specific requirements of 
each employee and the goals of the company yields 
the best results. The popularity of e-learning and 
blended learning systems is growing rapidly because 
of their flexibility and scalability. Partnerships with 
universities and vocational institutions may enable 
organisations to tap into a pool of highly skilled 
individuals. These collaborations often include the 
development of customised courses that are 
specifically geared to meet the needs and demands of 
the business. Apprenticeships and internships provide 
valuable hands-on experience, which is essential for 

acquiring job-ready skills. Promoting internal 
mobility enables individuals to cultivate a diverse 
range of skills and address organisational 
shortcomings. Succession planning is a strategic 
process that aims to prevent important positions from 
being left unfilled and assures a consistent pool of 
competent candidates who are prepared to assume 
such jobs. Integrating technology and automation 
may alleviate talent shortages by carrying out 
repetitive duties, enabling staff to concentrate on 
more intricate and innovative operations. 
Nevertheless, this necessitates using supplementary 
approaches to enhance the skills of personnel, 
enabling them to collaborate proficiently with 
emerging technology.  

Effects on Productivity, Innovation, and Competitiveness 
Addressing skill deficiencies directly enhances 
production. Proficient individuals execute activities 
with more efficiency and superior quality, thereby 
minimising mistakes and augmenting productivity. In 
addition, the ongoing acquisition of knowledge and 
the enhancement of skills cultivate a culture 
characterised by exceptional quality and outstanding 
achievement. Organisations that allocate resources to 
enhance their employees' skills are more likely to be 
in an advantageous position to generate new and 
creative ideas. Employees who possess current and 
relevant skills and expertise are more inclined to 
make valuable contributions to novel ideas and 
enhancements. The cultivation of innovative thinking 

is often propelled by a wide range of skills and 
collaborative efforts across different functions. This 
may be effectively supported by implementing specific 
training and development programmes [6]. 
Organisations that possess highly qualified personnel 
have a notable edge in the fiercely competitive global 
market. According to Porter [7], organisations may 
enhance their ability to adapt to market changes, 
efficiently satisfy consumer needs, and maintain high 
service standards. Organisations enhance their 
resilience and flexibility by consistently improving 
their human capital, which is crucial for achieving 
long-term success.  
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Obstacles and Prospects for the Future 
Although several solutions for addressing skill gaps 
might be successful, organisations often encounter 
obstacles such as resource constraints, opposition to 
change, and quickly evolving skill demands. It is 
crucial to continuously analyse and change skill 
development programmes to effectively tackle these 
difficulties. Subsequent studies should prioritise novel 
methodologies, such as tailored educational 
trajectories, immersive virtual reality training, and 
the incorporation of gig economy workers, to 
effectively address and overcome dynamic skill 
deficiencies [8]. In conclusion, addressing 

deficiencies in skills is crucial for improving 
productivity, promoting innovation, and sustaining 
competitiveness. Organisations may successfully 
bridge these gaps and establish a resilient, adaptive 
workforce by using a blend of classic and innovative 
tactics. By incorporating cutting-edge technology 
and forming strategic alliances with educational 
institutions, these efforts are strengthened, 
guaranteeing that organisations maintain flexibility 
and a forward-thinking approach in an ever-evolving 
business landscape.  

                                                                             CONCLUSION 
Boosting output, innovation, and competitiveness 

requires addressing talent gaps. Comprehensive skill 

development may be done by combining traditional 

and modern approaches including tailored training, 

academic partnerships, and technology advances. In a 

competitive global market, these tactics boost 

efficiency and innovation. Organisations must 

overcome resource constraints and changing skill 

needs. Regular review and modification of skill-

building methods ensure their efficacy and 

compatibility with organisational goals. 

Diagnostically evaluate skill inventories and map 

skills to identify skill gaps and forecast future needs. 

Analytics may increase these evaluations' accuracy 

[4]. Create and implement flexible e-learning and 

blended learning programs to meet individual and 

organisational needs. Build appropriate educational 

programs with universities and vocational 

institutions and promote apprenticeships and 

internships for hands-on learning [9]. Increase 

internal mobility and succession planning to develop 

a diverse workforce and avoid crucial post openings. 
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