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1.ABSTRACT 

 

Talent gap is the inability of a company to have professional workers. Industrious disparity of expertise has 

the ability to impede an organisation's growth and progress. Hence it is of prime importance for the HR 

department to take measures to fill the skill gap. The World Economic Forum study showed that in 2022 133 

million youthful positions will become persistently growing. In the coming years the Indian services industry 

will be seeing increased demand for skilled labour. The significant number of these representatives have like 

intellectual, computerized; frameworks thinking and so forth should be incorporated with the centre plan of 

action. Due to skills gap, the worker won't have the option to play out the total job. This conceptual paper 

reveals the insights from different literature to overcome talent-skill gap challenges in the organization and 

for the students to face the era technological disruptions and also helps in providing the ideology of skill sets 

that are needed for the industry. In addition to that this paper provides overview on reskilling and upskilling 

of employees and students. Multiple changes and disruption in the information technology and Automobile 

industry may have a significant impact on how the organization restructure itself in terms technological 

advancements, people, policy, principles and culture that are necessary for organization to prepare for the 

change and adapt to the trends of the market. 
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2.The Dynamic Shift Towards Transformation: 

 

The corporate business climate has advanced a powerful state throughout some undefined time frame. The 

distressing rate of unemployment, skill gap and scarcity of good people resources have led to cold war, which 

can be only cracked by hiring right talents and making them efficiently strong and data driven. Talent 

Procurement is the way toward gaining the privilege gifted human for the enhancement, need and 

Development of the association. Talent acquisition is a gathering or a group interlinked with the HR office 

enrolling the great ability to meet the authoritative requirements. In new organizational development talent 

acquisition is one of the important functions.  

 

Taking steps to fill the capability gap is essential to the Hr department. Skills gap alludes to the 

contrast between the skills required for a job and the skills representative really has. Due to skills gap worker 

probably won't have the option to play out the total job. The automobile sector almost contributes to 7% of 

countries GDP, in accordance to the automotive mission plan of 2026 the sector helps to increase its 

contribution over 12% by 2026. In order to achieve the mission plan, the need of R&D engineers required in 

the country also expected to shoot up with creation of 16 million jobs in automobile sector. The automotive 

missions aim plan is to create 65million jobs by 2026 in addition to that, the authorities predict that India is 

expected to be the world’s largest automobile vehicle market. While all the statistics look present and 

satisfying the market is trouble with disruption and changing norms. Example: Right from shifting BS4 

norms to BS6 norms as well in development of fame for electronic vehicles, there are multiple technological 

disruptions coming in to play such as autonomous vehicles and shared mobility and the need of new skills 

such as mechatronics, Artificial intelligence and robotics in that automobile sector. 

 

 Future occupations would have gigantic data dependence, and delegates would be required to 

dismember and consolidate data for sense making. Another finding pointed out that in inevitable, individuals 
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would be constantly required for capacities upgradation and in like manner learning would transform into a 

consistent profound established strategy. 

 

 

2.1 The Influence and the Edge of Technological Advancements 

 

The pioneers and representatives of Information technology industry are well aware about the present skill 

gap. The skill gap in Information Technology Industry shows sometimes enterprises facing the challenges in 

finding, contracting, and holding workers with the IT skills they need, to ensure effective quality of the 

products.  

 

The All-India Council for Technical Education (AICTE) measurements show that the enrolment of 

youth for specialized courses in India is lower than the accessible limit and under 40% of the graduating 

students land positions in industry. The academic system is not able to match with the industry requirements. 

In order to overcome this challenge different manufacturing industries are providing training to the 

employees to fill the gap. Due to rapid change in technology and world of work is difficult to find workforce 

with experience in emerging technology and technical practices. Skill gap is raising at an alarming level with 

raising in demand and inadequate supply.  

 

Automobile industry is at present facing a bout of issues and difficulties. Industry reports have 

revealed there is an absence of sufficient abilities required for the present tech world. For instance, as 

indicated by conjectures made in the 2017 Engineering UK. The State of Engineering report, 186,000 

individuals with tech abilities are required every year from this point until 2024 to address these serious 

issues. Today, in 2019, there is a shortage of engineering graduates with adequate skills. The report shows 

yearly shortage of at any rate 20,000. A 2017 Forbes report on IT administration the board says that C-level 

official report an absence of IT aptitudes as the greatest issue in adjusting IT to business administrations. 

Numerous CIOs report that the IT abilities hole applies to workers inside the higher echelon of their IT 

groups. In 2019, the IT aptitudes hole keeps on growing with rising interest and deficient stockpile. As per a 

World Economic Forum report, 133 million new jobs may develop comprehensively continuously 2022. 

 

The vital development drivers incorporate the expansion of Artificial Intelligence and Machine 

Learning innovations. Notwithstanding the headway of innovation, associations will keep on depending on 

the human workforce for imaginative critical thinking. Industry insiders refer to numerous reasons behind 

this IT aptitudes hole, including: The interest is expanding. As organizations need to both keep up and 

enhance regularly expanding innovation, they need more individuals to help this strategy. The requirement 

for IT is spreading. The manner in which we learn IT abilities is evolving. More individuals are retooling 

outside conventional degree-giving schools and colleges, selecting rather for present moment, serious 

designer training camps that give the hard IT aptitudes. The dependence on IT as a crisis responder remains. 

 

3.Literature Survey 

 

(Kiran Nair,2019) Organizations overall are putting significant measures of capital in digital change by 

refreshing and redesigning equipment, programming, and administrations. Although such venture is required 

to reach USD2tn by 2021, the digital talent hole inside the present pool of representatives stays a challenge 

to fruitful change. Digital talent includes a mix of hard digital abilities and delicate digital aptitudes. Hard 

digital aptitudes incorporate information examination, programming, computerized reasoning, and AI 

abilities, among others. Delicate digital abilities are investigating, learning aptitudes, client centricity, 

coordinated effort and objective driven reasoning. Talents that advance a "digital-first mentality" are key for 

any association to effectively execute digital change. The rise of troublesome innovation and the 

appropriation of digital change have prompted the production of digital jobs in current organizations.  
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(Zara Whysall, Mike Owtram, Simon Brittain, 2019) The speed of innovative change achieved by 

Industry 4.0 had made a critical gap between current capacity of workers and the quickly advancing 

prerequisites of their jobs, inciting a need to consider new and increasingly viable ways to deal with talent 

development. Centre directors are progressively perceived as disregarded basic talent inside this setting of 

exceptional change, given their fundamental job in change management. Moreover, while horizontal 

employing stays a typical talent management practice, on account of Industry 4.0 this compares to battling a 

war for talent that doesn't exist.  

 

(Lisbeth Claus,2019) Quick changes in socioeconomics, innovation and globalization have impressive 

worldwide ramifications for work and the labourer. This new setting is additionally disturbing ability of the 

board as known throughout the previous two decades. Dynamic organizations in all parts understand that 

their ability the board rehearses are never again addressing the necessities of their labourers. Rather, bosses 

concentrate on building up an important worker experience to pull in and sustain the ability they need. 

Another type of ability the executive’s professional is building up a HR stack that incorporates other 

administration systems, for example, design thinking, agile administration, behavioural financial matters and 

analytics to increase their HR skills. Organizations will be not able rehash their current ability the board 

rehearses in a maintainable manner except if they expand the ability the executive’s discussion. 

 

 

 

 

4.The New Normal Evolution: 

 

As said in the earlier report of world economic forum shows 133 million new jobs may develop all around 

continuously in 2022 on account of technological advancement. The main key drivers include the emergence 

of Artificial intelligence, machine learning Technologies, cloud computing etc. Intelligent automated system 

is predicted to complement the workforce but not entirely replacing the existing system, which in return the 

enterprises are required to reskill the talents to convert them as competitive technological advancements.  

 

Inadequacy of digital transformation skills in an organization can restrict creative innovation and 

economic growth. The following are skills sought after soft skills they are Artificial Intelligence, Internet of 

Things and block chain, Employers find big challenge in identifying the expertise people related to these 

technologies. The vehicle industry is today facing multiple unknowns and uncertainties. The present scenario 

is making it challenging to predict and forecast evolving talent implications over the long term. The Indian 

automotive industry is likely to witness increased demand for skilled workforce in the coming years. The 

skills many of them such as cognitive, digital, systems thinking etc. will need to be integrated with the core 

business model.  

 

The Way and the pace at which Electric Mobility program shapes up in our country, will be a key 

determinant of the changes in nature and quantum of the jobs in future. It is being stated by many in the 

industry that over next 5-7 years, a significant number of jobs would require new skill sets., the organizations 

would have to be more agile and need to respond to market forces faster. The increasing appetite for 

innovative technologies in the automotive industry has increased the demand for skilled workforce. Only 

through re-skilling and upskilling, the labour force can remain relevant and useful to the industry. The short-

term solution to overcome this skill gap is by attracting and retaining the skilled talent by paying high. 

Organization can create and design the own courseware for the reskilling and upskilling process, which help 

the workforce choose the skill and knowledge they particularly need in future. Organisation must ensure and 

develop the new approaches for the development of workforce by following strong policies and strategies. 

By recruiting the people from multi-diverse background including young people across the globe the 

enterprise can fill the skill gap. 
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The organization that are successful in implementing the workforce development strategies will able 

to utilise the new and emerging technologies that helps to attain the higher level of efficiency in production 

and consumption and increase in innovation by entering in new markets. Work force diversity plays 

important role in fulfilling the search of filling the skill gap as it results in the driving both innovation and 

creativity.  

 

4.1 The New Turnaround  

 

As Deloitte report states, the globe of work is rapidly changing and workforce require a lifetime of continuous 

learning to keep them updated. Due to increase in the emerging technologies like AI, IOT, ML. The essential 

and required human skills like empathy, decision making, emotional quotient and ethical thinking will 

become critical as workforce more interact with the machines. Increasing the employee development by 

engagement by investing in new technologies and approaches like micro learning, digital learning, Moocs 

and personalized learning paths. In continuous learning environment the employee feels empowered to test 

and experiment, actively participate in upskill training and development process for their own professional 

growth by sharing across the department. Organizations need to both keep up and upgrade consistently 

expanding innovation, they need more individuals to help this attain strategic mission.  

 

we are living in the dynamic world where getting accepted in ivy league university is slight easier then 

identifying the right talent. As the nations are driving towards solving the unemployment crises, business 

faces large talent and skill gap that will have a huge image impact in business innovation and economic 

development. SHRM states 83% of recruiters find difficulty in identifying the suitable candidates in the past 

twelve months,75% of talent acquisition professionals find difficulty in recruiting process in believing that 

there is a skill shortage among their applicants. 

 

The present talent shortage is going to be a future talent crisis. Hindrances in the workplace can be 

seen opportunities to enrich their skills for the future performance. Every employee knows what are the key 

areas they need to improve and for those who are highly skilled a clear career path should be developed that 

gives them the sense of sustainable growth and enrichment which leads to strong relationship with the 

organization. It can be remembered that numerous developments and transitions in information technologies 

and the automobile industry will have a profound effect on how the company restructures itself in terms of 

technical innovations, personnel, practises, values and culture that are important for companies to plan for 

the transition and respond to customer dynamics. Talent gap is an opportunity for a human resource 

professional to estimate the skill needs of the organization and providing the strategy for the enterprise 

development by fulfilling the talent gap.  

 

5.Conclusion: 

Technology is nothing without the people behind it, the world bank-world development report states 

automation may replace workers but on the other side technological advancements creates new specialized 

industries and opportunities to balance them. In the globalized digital economy firms that are first to connect 

the advanced ability skill gap will appreciate to project pioneer positions in their individual industries. This 

can diminish the business openings accessible for actually skilled people. Not simply the low-skilled and 

semi-skilled employments, even high skilled occupation is at risk because of the new influx of advances like 

Artificial Intelligence, Machine Learning, IOT etc. The Digital workforce wants to connect with organization 

that have a reasonable vision for digitalized change. Persistent learning and reskilling are the need of great 

importance in order to uphold the organization’s growth. It is important for firm to keep the creative 

ecosystem to make the workforce up-to-date with the industrial trends. The Policymakers of the organization 

can work inclining towards the innovation driven ecosystem and strengthen the Individual skillsets that par 

with the current industry trends. Thus, the firm should impart a strong strategy, in order to attract and retain 

talents by enabling graduate training programs and career development programs followed by incentives. 
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