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ABSTRACT The present study aims to explore the role of management and technology in bridging the skill gap of an em-
ployee because the human resource department plays very important role in organizations now days. Organi-

zations and their environment have changed dramatically over the past years. These changes have altered the concept of 
career and have contributed to the development of new models for skill based career management. The impact of the skills 
gap is far reaching and varied, with effects on global economics, human capital development, and business performance. In 
advanced economies, skill imbalances will lead to more long-term and permanent joblessness and a greater polarization of 
incomes between high- and low-skilled workers. Developing economies likely will slow their climb into higher value-added 
industries and see millions of low-skilled workers trapped in subsistence agriculture or urban poverty.
The paper at hand presents the issues regarding high unemployment and a shortage of skilled talent sound like contradic-
tory concerns, yet they are co-existing realities for the present workforce. In this research study aims to present action plans 
by the organizational leaders should look to their learning professionals to help identify the skills and competencies needed 
now and in the future and to align their development to key drivers for the organization. 

INTRODUCTION:
Management issues are fundamental to any organization: 
how do we plan to get things done, organize the company 
to be efficient and effective, lead and motivate employees, 
and put in place control to make sure our plans are followed 
and our goals are met. Good management is basic to starting 
a business, growing a business and maintaining a business 
once it has achieved some measure of success.

What is Management?
“Management is the organizational process that includes 
strategic planning, setting objectives, managing resources, 
deploying the human and financial assets needed to achieve 
objectives, and measuring results. Management also includes 
recording and storing facts and information for later use or 
for others within the organization. Management functions are 
not limited to managers and supervisors. Every member of 
the organization has some management and reporting func-
tions as part of their job.” (Knowledge Management Terms, 
2009)

Technology Management:
Technology management is set of management disciplines 
that allow organizations to manage their technological fun-
damentals to create competitive advantage. Typical concepts 
used in technology management are technology strategy (a 
logic or role of technology in organization), technology fore-
casting (identification of possible relevant technologies for 
the organization, possibly through technology scouting), 
technology roadmap (mapping technologies to business 
and market needs), technology project portfolio ( a set of 
projects under development) and technology portfolio (a set 
of technologies in use). The role of the technology manage-
ment function in an organization is to understand the value 
of certain technology for the organization. Continuous devel-
opment of technology is valuable as long as there is a value 
for the customer and therefore the technology management 
function in an organization should be able to argue when to 
invest on technology development and when to withdraw.

Technology Management can also be defined as ”the inte-
grated planning, design, optimization, operation and control 
of technological products, processes and services, a better 
definition would be the management of the use of technol-

ogy for human advantage”.

The Association of Technology, Management, and Applied 
Engineering defines Technology Management as the field 
concerned with the supervision of personnel across the tech-
nical spectrum and a wide variety of complex technological 
systems. Technology Management programs typically in-
clude instruction in production and operations management, 
project management, computer applications, quality control, 
safety and health issues, statistics, and general management 
principles.

What is skill gap?
ASTD defines a skills gap as a significant gap between an 
organization’s current capabilities and the skills it needs to 
achieve its goals. It is the point at which an organization can 
no longer grow or remain competitive because it cannot fill 
critical jobs with employees who have the right knowledge, 
skills, and abilities. It is not just individual organizations or 
sectors that are feeling the consequences of the skills gap. 
Communities, states, regions, and entire nations pay a heavy 
price when they cannot find or equip workers with the right 
skills for critical jobs.

The McKinsey Global Institute June 2012 report, The world 
at work: Jobs, pay, and skills for 3.5 billion people, predicts 
a potential global shortage of 38 to 40 million high-skills 
workers in 2020 (13 percent of the demand for such work-
ers) and 45 million middle-skills workers (15 percent of the 
demand). Low-skills workers will be in least demand at 10 
percent, a shortage of 90 to 95 million. On a national level, 
the state of employment continues to play a major role in the 
United States skills scene. At 8.3 percent in July 2012, the 
unemployment rate has gradually decreased during the past 
three years after hitting 10 percent in October 2009. While 
the number of unemployed workers remains fairly high, the 
number of job openings is on the rise, with 3.8 million in June 
2012, compared to 3.1 million in June 2011. Despite a large 
pool of unemployed workers, employers continue to struggle 
to find skilled talent to fill the growing number of job open-
ings in the country.

Impact of skill gap:
The impact of the skills gap is far reaching and varied, with 
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effects on global economics, human capital development, 
and business performance. In advanced economies, skill 
imbalances will lead to more long-term and permanent 
joblessness and a greater polarization of incomes between 
high- and low-skilled workers. Developing economies likely 
will slow their climb into higher value-added industries and 
see millions of low-skilled workers trapped in subsistence ag-
riculture or urban poverty.

As far as bottom-line impact, many industries feel the effects 
of a skills shortage in similar ways. CompTIA’s State of the IT 
Skills Gap report notes that 80 percent of information tech-
nology employers indicate that their industry’s skills gaps af-
fect at least one business area, such as staff productivity (41 
percent), customer service/engagement (32 percent), and 
security (31 percent). Workforce shortages and skills deficien-
cies in production manufacturing roles are significantly im-
peding the sector’s ability to expand operations and improve 
productivity.

The role of training and education:
High unemployment and a shortage of skilled talent sound 
like contradictory concerns, yet they are co-existing realities 
for the 2012 workforce. MHC suggests a cause for this co-
nundrum, and a solution: “The low levels of employment dur-
ing the recession actually may mask the way that changes in 
the industry, especially the growing green job market, require 
new skills and better training. Certification of employees is 
one effective way in which the industry can respond to these 
rising needs.” As high-skills jobs become more specialized, 
earning certifications is a viable solution for educated work-
ers to hone their existing knowledge.

Anthony Carnevale, Nicole Smith, and Jeff Strohl of George-
town University’s Center on Education and the Workforce 
believe that, due to growth in technology across many 
business segments, workers require more post-secondary 
development for success in today’s workforce. They define 
post-secondary education as two- and four-year education 
institutions, employer-provided formal training, and employ-
er-provided informal training. In Help Wanted: Projections of 
Jobs and Education Requirements through 2018, the authors 
predict that—in its current state—post-secondary education 
will under-supply candidates for 3 million jobs by 2018.

However, formal post-secondary education is not the best 
skills development solution for all job openings. The Bureau 
of Labor Statistics reports that eight of the 10 top growing 
occupations through 2014 do not require a bachelor’s de-
gree. Instead, skills certificates, on-the-job training, and ap-
prenticeship programs are relevant and practical methods for 
developing middle skills. In its June 2012 report,

Let’s Get Serious About Our Nation’s Human Capital, the 
Center for American Progress claims that the United States 
needs to help an additional 1 million low-skills workers per 
year earn associate’s degrees, technical certificates, or indus-
try-recognized credentials to close the projected shortfall in 
middle-skills workers. Of course, the onus for developing the 
skills necessary for the future workforce is not on the em-
ployer alone. The Skills Gap: Reversing Washington’s Lack 
of Skilled Workers Through Early Learning makes a case for 
education reform beginning with early learning: “Education 
reform must occur if we are going to prepare young people 
to enter the workforce with the skills and education busi-
nesses will require. But we must understand that education 
reform cannot only be limited to K–12 and post-secondary 
education. Quality early care and education is the foundation 
upon which success in school and later in the workforce is 
built. Policy-makers and the public must shift their thinking 
and incorporate early learning in any education reforms our 
country implements.”

Employee Development & Training:
The challenges associated with the changing nature of work 

and the workplace environment is as real for the campus as 
elsewhere. Rapid change requires a skilled, knowledgeable 
workforce with employees who are adaptive, flexible, and 
focused on the future.

As a manager, one of your key responsibilities is to develop 
your staff. The Philosophy of Human Resources Management 
(Appendix B) states that you can: “Encourage growth and 
career development of employees by coaching, and by help-
ing employees achieve their personal goals at UCSF and be-
yond...[you can develop] human resources by providing ad-
equate training... encouragement of staff development, and 
opportunities for growth.”

The campus recognizes that employee development requires 
a shared responsibility among the institution, you, and the 
employee. In this partnership:

The institution ensures that policies and programs facilitate 
the continuing development of staff

You Work with staff to: assess and provide feedback on their 
skills and interests; select training and development activi-
ties that match their career development objectives and job 
needs; use the Development & Training catalog as a tool to 
tell employees about training and development opportuni-
ties on campus and to create an annual development plan; 
stay informed of current policies and practices that support 
employee development; follow up with employees after a 
learning activity to integrate new skills and knowledge into 
their responsibilities 

The employee Takes initiative to assess skills and interests 
and seek development activities that match needs; works 
with you to identify training and development objectives

Most employee development and training programs fall un-
der the following categories:

•	 Management Development; 
•	 Career Development; 
•	 Basic Skills; 
•	 Professional Skills; 
•	 Technical Training; 
•	 Supervisory Skills 

Your support of training and development creates a “Win” 
for the employee and for your work place. You will have:

Employees with upgraded skills, working to their full poten-
tial and equipped to deal with the changing demands of the 
workplace; employees with higher morale, career satisfac-
tion, creativity, and motivation; increased productivity and 
responsiveness in meeting departmental objectives

•	 Career Development 
•	 Management Development 
•	 Other Resources 
 
An action plan to take charge of the skills gap:
Organizational leaders should look to their learning profes-
sionals to help identify the skills and competencies needed 
now and in the future and to align their development to key 
drivers for the organization. The following action plan identi-
fies six steps for taking charge of skills gaps.

1. Understand the organizations or unit’s key strategies, 
goals, and performance metrics:
•	 Be sure you know the answers to the following questions 

and can articulate the connection between performance 
goals and employee capability.

•	 What factors in the economy, culture, or market most in-
fluence your organization?

•	 What are the organization’s key strategies and goals, and 
performance metrics for those?
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•	 What business functions have the most impact on the 
success of the organization?

•	 What capabilities must employees at all levels have to be 
able to meet the performance metrics?

•	 How robust are the HR systems and reporting capabili-
ties for monitoring performance, business results, and 
employee capabilities?

•	 How is the organization’s business and leadership model 
communicated throughout the organization?

•	 How engaged and committed are the organization’s 
leaders to tackling this challenge through an investment 
of people, processes, and systems?

•	 How are the demographics of the organization’s work-
force changing, and what impact will they have on knowl-
edge, skills, and behaviors?

•	 What is the state of the supply chain of talent for the 
business or industry, given specific strategies?

2. Identify competencies and skills that map to strategies 
and performance metrics:
•	 Identify the core competencies for the organization’s 

workforce and business unit most critical to the organiza-
tion’s success.

•	 Identify current needs as well as those for the next one to 
three years.

•	 Working with leaders of core business functions, deter-
mine which skills and competencies their employees 
need to be able to meet key goals and be effective at 
implementing key strategies.

•	 Map current and future competencies to current and fu-
ture strategies and goals.

•	 Identify the priority job(s) to develop the functional com-
petencies required for job success.

•	 Identify which skills and competencies are required for 
meeting desired performance standards, in what time 
frame, and how they will be measured

 
3. Assess the skills gap:
•	 Define the scope of how the organization will address the 

gap (organization, division/unit, or individual), and con-
sider starting with one function or business unit as a pilot.

•	 Use analytical tools, such as impact mapping, to identify 
performance behaviors required to meet specific goals.

•	 Conduct a capability audit to determine where gaps exist 
in employees’ knowledge, skill, or behavior.

 
4. Set goals and prioritize the path to filling gaps:
•	 Establish baseline measures of employees’ current skills.
•	 Set goals for closing gaps between existing skill sets and 

those needed to support current and future goals.
•	 Determine which paths to take to fill particular gaps: 

outsourcing, hiring, training and development, coaching 
and mentoring, and so on.

•	 Determine how results in filling skills gaps will be meas-
ured.

•	 Create an internal communication plan to educate and 
involve managers and employees in programs to close 
skills gaps

 
5. Implement solutions:
•	 With key leaders in the organization, prioritize solutions 

and secure funding and resources needed to do the 
work.

•	 Connect with your local Workforce Investment Board 
(WIB) to identify opportunities to partner, and to access 
training funding that can assist your organization in ad-
dressing skills gaps.

•	 Led by the organization’s learning function, create an 
organization-wide plan to address skills gaps.

•	 Prioritize what the organization can implement and sus-
tain, even if there are disruptions, changes, and challeng-
es to the organization.

•	 Ensure there is senior leadership buy-in and engagement 
in every step of implementation and communication, and 
that they are participating as teachers.

•	 For identified knowledge or skill gaps, create learning 
and development opportunities using appropriate deliv-
ery options and leverage all forms of learning: formal, 
informal, and social.

•	 Create individual learning plans and paths for employ-
ees. Have systems in place to measure and document 
skills and competencies before, during, and after train-
ing and development. Link all learning and development 
goals to the organization’s skill needs and priorities.

•	 Have a balance of quick wins, medium-term successes, 
and longer-term development so that measurement of 
success can begin immediately. Look for both leading 
and lagging indicators.

6. Monitor and measure results and communicate the im-
pact:

•	 Be prepared to demonstrate how closing the skills gap 
has increased organizational performance, while improv-
ing productivity and reducing costs.

•	 Ensure the measures are truly aligned with the organiza-
tion’s measures of success.

•	 Use assessment tools to measure progress before and 
after learning and development takes place.

•	 Identify a successful stakeholder work with that person to 
communicate the results.

•	 Communicate progress and results regularly to all stake-
holders.

 
CONCLUSION:
Technology management is set of management disciplines 
that allow organizations to manage their technological fun-
damentals to create competitive advantage. In advanced 
economies, skill imbalances will lead to more long-term and 
permanent joblessness and a greater polarization of incomes 
between high- and low-skilled workers. The challenges as-
sociated with the changing nature of work and the workplace 
environment is as real for the campus as elsewhere. Rapid 
change requires a skilled, knowledgeable workforce with 
employees who are adaptive, flexible, and focused on the 
future. Organizational leaders should look to their learning 
professionals to help identify the skills and competencies 
needed now and in the future and to align their development 
to key drivers for the organization.


