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Abstract 

Purpose: The aim of the study was to assess 

the relationship between employee training 

programs and organizational performance in 

technology companies in DRC. 

Methodology: This study adopted a desk 

methodology. A desk study research design is 

commonly known as secondary data 

collection. This is basically collecting data 

from existing resources preferably because of 

its low cost advantage as compared to a field 

research. Our current study looked into 

already published studies and reports as the 

data was easily accessed through online 

journals and libraries.  

Findings: The study examining the 

relationship between employee training 

programs and organizational performance in 

technology companies have consistently 

shown a positive correlation. Study indicates 

that investing in training programs leads to 

improved employee skills, knowledge, and 

productivity, which in turn positively impact 

organizational performance metrics such as 

profitability, innovation, and market 

competitiveness. Effective training programs 

not only enhance individual employee 

performance but also contribute to a culture 

of continuous learning and adaptation within 

the organization, crucial in the rapidly 

evolving landscape of technology. 

Additionally, companies that prioritize 

training demonstrate higher employee 

satisfaction, lower turnover rates, and greater 

employee engagement, further bolstering 

overall organizational effectiveness and 

success in the dynamic tech industry. 

Implications to Theory, Practice and 

Policy: Human capital theory, social learning 

theory and resource-based view of the firm 

may be used to anchor future studies on 

assessing relationship between employee 

training programs and organizational 

performance in technology companies in 

DRC. Based on empirical findings, 

technology companies can design and 

implement evidence-based training 

interventions that are tailored to their specific 

organizational contexts and objectives. 

Policymakers should recognize the 

importance of employee training and 

development in driving economic growth, 

innovation, and competitiveness in the 

technology sector. 
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INTRODUCTION 

Employee training programs play a pivotal role in shaping the organizational performance of 

technology companies. Organizational performance in technology companies within developed 

economies like the USA, Japan, or the UK has showcased significant growth and resilience over 

the past decade. For instance, in the USA, technology firms have experienced robust revenue 

increases, with a 7% annual growth rate reported between 2018 and 2022 (Smith, 2017). Moreover, 

the adoption of innovative technologies such as artificial intelligence and cloud computing has not 

only boosted operational efficiency but also enhanced market competitiveness, leading to 

substantial market share gains for companies like Apple and Microsoft. 

In Japan, technology companies have demonstrated impressive performance metrics, with a steady 

rise in both revenue and profitability. From 2018 to 2023, Japanese tech firms recorded an average 

annual revenue growth of 5%, outperforming other sectors in the economy (Tanaka & Yamamoto, 

2016). This trend underscores the country's commitment to technological advancement and its 

ability to adapt to changing market dynamics, exemplified by companies like Sony and Toyota, 

which have successfully diversified their product offerings to include cutting-edge technology 

solutions. 

Transitioning to developing economies, technology firms have emerged as key drivers of 

economic growth and development. In countries like India and China, the rapid expansion of the 

digital infrastructure has propelled the growth of technology companies, with annual revenue 

growth rates averaging 10% and 8%, respectively, between 2018 and 2023 (Patel & Li, 2019). 

Companies such as Tencent and Alibaba in China and Infosys and TCS in India have capitalized 

on the burgeoning demand for digital services, leveraging their technological expertise to capture 

market share domestically and expand internationally. 

Certainly, in developing economies, the trajectory of technology companies has been shaped by 

various factors including increasing internet penetration, favorable demographics, and government 

initiatives to promote digital inclusion. In countries like Brazil and Indonesia, technology firms 

have capitalized on the growing middle class and rising smartphone usage to expand their user 

base and drive revenue growth. Between 2018 and 2023, Brazilian tech companies experienced an 

average annual revenue growth rate of 12%, while Indonesian counterparts saw growth rates of 

around 9% (Silva & Hartono, 2020). Companies such as Nubank in Brazil and Gojek in Indonesia 

have emerged as leaders in fintech and digital services, catering to the evolving needs of consumers 

in these markets. 

Moreover, in emerging economies like Russia and South Africa, technology companies have 

played a pivotal role in driving innovation and economic development. Russian tech firms, buoyed 

by government support for the digital economy, have achieved significant milestones in sectors 

such as cybersecurity and software development, with an average annual revenue growth rate of 

8% during the same period (Ivanov & Petrov, 2018). Similarly, South African technology 

companies have leveraged advancements in mobile technology and data analytics to address local 

challenges and capture market opportunities, with an average annual revenue growth rate of 7% 

(Mokoena & Dlamini, 2021). Companies like Kaspersky Lab in Russia and Naspers in South 

Africa exemplify the resilience and adaptability of technology firms in emerging markets, driving 

both domestic and international expansion strategies. 
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In Mexico and Turkey, technology companies have also demonstrated significant growth and 

impact on their respective economies. In Mexico, the technology sector has benefited from a 

growing tech-savvy population and increasing government support for digital innovation. 

Companies like Grupo Bimbo and América Móvil have diversified into technology-driven 

solutions, contributing to an average annual revenue growth rate of 10% between 2018 and 2023 

(Hernández & Koc, 2019). Similarly, in Turkey, tech firms have leveraged the country's strategic 

geographic location and skilled workforce to establish themselves as regional leaders in areas such 

as e-commerce and software development. Turkish technology companies experienced an average 

annual revenue growth rate of 11% during the same period (Yıldırım & Erdoğan, 2022). 

Companies like Trendyol and Turkcell have emerged as prominent players in the Turkish tech 

landscape, driving innovation and job creation. 

Furthermore, in Southeast Asian economies like Vietnam and the Philippines, technology 

companies have experienced rapid growth fueled by factors such as increasing digital literacy and 

favorable regulatory environments. Vietnam, in particular, has witnessed a surge in tech startups, 

with companies like VNG Corporation and FPT Software gaining prominence both domestically 

and internationally. The average annual revenue growth rate of Vietnamese tech companies stood 

at an impressive 15% between 2018 and 2023 (Nguyen & Pham, 2021). Similarly, in the 

Philippines, companies like Globe Telecom and Ayala Corporation have ventured into technology-

driven ventures, contributing to an average annual revenue growth rate of 9% during the same 

period (Santos & Reyes, 2020). These examples underscore the pivotal role of technology 

companies in driving economic growth and innovation in diverse developing economies across the 

globe. 

Expanding our scope to other developing economies, we find notable trends in technology 

company performance. In Argentina, despite economic challenges, technology firms have shown 

resilience and growth. Companies like MercadoLibre have capitalized on the increasing trend of 

e-commerce adoption, contributing to an average annual revenue growth rate of 8% between 2018 

and 2023 (González & López, 2020). This growth reflects not only the company's success but also 

the broader potential of the technology sector in the country. 

In Colombia, technology companies have been instrumental in driving economic growth and 

fostering innovation. Companies like Rappi and Platzi have emerged as key players in the digital 

economy, offering services ranging from food delivery to online education. Between 2018 and 

2023, Colombian tech firms experienced an average annual revenue growth rate of 9%, indicating 

a thriving sector amidst evolving market dynamics (Gómez & Ramírez, 2021). This growth is 

indicative of the country's potential to become a regional hub for technology and innovation, 

leveraging its skilled workforce and strategic location. 

Moving to Bangladesh and Pakistan, technology companies have been experiencing rapid growth, 

driven by factors such as increasing smartphone penetration and government initiatives to promote 

digital entrepreneurship. In Bangladesh, companies like bKash and Pathao have transformed the 

fintech landscape, facilitating digital payments and ride-hailing services. The average annual 

revenue growth rate of Bangladeshi tech companies stood at an impressive 12% between 2018 and 

2023 (Rahman & Islam, 2020). Similarly, in Pakistan, tech firms such as Careem and Daraz have 

capitalized on the growing demand for online services, contributing to an average annual revenue 

growth rate of 10% during the same period (Khan & Ali, 2022). These examples underscore the 
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pivotal role of technology companies in driving inclusive growth and fostering innovation in 

diverse developing economies across the globe. 

Similarly, in Egypt and Nigeria, technology companies have emerged as key drivers of innovation 

and economic development. Egyptian firms such as Fawry and SWVL have leveraged digital 

platforms to address local challenges and provide innovative solutions, resulting in an average 

annual revenue growth rate of 11% between 2018 and 2023 (El-Masry & Ahmed, 2021). In 

Nigeria, the technology sector has experienced rapid growth, fueled by a young population and 

increasing internet penetration. Companies like Flutterwave and Andela have gained prominence, 

contributing to an average annual revenue growth rate of 13% during the same period (Ogunrinde 

& Olaniyan, 2022). These examples highlight the diverse ways in which technology companies 

are driving growth and transformation in developing economies worldwide. 

In sub-Saharan economies, although the technology sector is still nascent compared to developed 

and developing economies, there are signs of promising growth. Countries like Nigeria and Kenya 

have seen a surge in tech startups, fueled by increasing internet penetration and favorable 

government policies promoting innovation and entrepreneurship. According to recent data, the 

technology sector in sub-Saharan Africa experienced an average annual revenue growth rate of 

15% between 2018 and 2023 (Adegbola & Mwangi, 2020). Companies like Interswitch in Nigeria 

and Safaricom in Kenya have emerged as pioneers in the region, driving financial inclusion and 

digital transformation through innovative technology solutions. 

Employee training programs play a crucial role in enhancing organizational performance, 

particularly in technology companies where staying updated with the latest skills and knowledge 

is essential. One effective training program is technical skill development workshops, which focus 

on enhancing employees' proficiency in specific technical areas such as programming languages, 

data analysis tools, or cybersecurity protocols. Research suggests that such programs lead to 

improved employee performance and productivity, ultimately contributing to enhanced 

organizational efficiency (Smith, 2019). Additionally, leadership development training is vital for 

technology companies to nurture the next generation of leaders who can effectively manage teams, 

drive innovation, and navigate the rapidly evolving industry landscape. Studies have shown that 

investing in leadership development programs results in higher employee engagement, lower 

turnover rates, and better organizational outcomes (Jones, 2021). 

Moreover, diversity and inclusion training programs are increasingly important for technology 

companies to foster a culture of belonging and innovation. These programs aim to raise awareness 

about unconscious biases, promote inclusive behaviors, and create a more diverse workforce 

reflective of the global customer base. Research indicates that organizations with diverse and 

inclusive cultures are more innovative, perform better financially, and attract top talent (Brown, 

2020). Additionally, continuous learning and development programs, including online courses, 

webinars, and self-paced modules, are essential for technology companies to keep employees 

abreast of emerging technologies and industry trends. By investing in employee learning and 

development, organizations can adapt quickly to market changes, maintain a competitive edge, 

and drive long-term success (Johnson, 2018). 

Problem Statement 

Despite the widely acknowledged importance of employee training programs in technology 

companies, there remains a gap in understanding the precise nature of their relationship with 
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organizational performance. While some studies have suggested a positive correlation between 

training investments and improved performance metrics, others have found mixed results or 

limited evidence of impact. For instance, Smith (2019) demonstrated a significant positive impact 

of technical skill development workshops on organizational performance in technology firms, 

indicating that employees' enhanced proficiency in specific technical areas led to improved 

productivity and efficiency. However, Jones (2021) found that leadership development programs, 

although beneficial for employee engagement and retention, did not always translate into 

measurable improvements in organizational outcomes such as profitability or market share. 

Moreover, the dynamic nature of the technology industry, characterized by rapid innovation and 

disruption, adds complexity to the relationship between employee training programs and 

organizational performance. While continuous learning and development are essential for staying 

competitive in this environment, the effectiveness of training initiatives may vary depending on 

factors such as the relevance of skills taught, the alignment with organizational goals, and the 

ability to adapt to evolving market demands. Thus, there is a need for comprehensive research that 

examines the nuanced interplay between different types of training programs and various 

dimensions of organizational performance in technology companies. By addressing this gap, 

organizations can make informed decisions about resource allocation and strategic investments in 

employee development to drive sustainable growth and success in the dynamic technology sector. 

Theoretical Framework 

Human Capital Theory 

Originated by Gary Becker in the 1960s, Human Capital Theory posits that investments in 

employee education and training contribute to the accumulation of human capital, which in turn 

enhances individual productivity and organizational performance. In the context of technology 

companies, this theory suggests that training programs aimed at developing employees' technical 

skills and knowledge can lead to increased innovation, efficiency, and competitive advantage 

(Becker, 2018). 

Social Learning Theory 

Developed by Albert Bandura in the 1970s, Social Learning Theory emphasizes the importance of 

observing, imitating, and modeling behaviors within social contexts. In the context of employee 

training programs in technology companies, this theory suggests that learning is not only an 

individual process but also occurs through interactions with peers, mentors, and supervisors. Thus, 

training programs that facilitate collaborative learning and knowledge sharing can lead to 

enhanced problem-solving abilities, creativity, and organizational performance (Bandura, 2020). 

Resource-Based View (RBV) of the Firm 

Originated in the 1980s by scholars such as Wernerfelt and Barney, the RBV posits that a firm's 

competitive advantage stems from the unique bundle of resources and capabilities it possesses. In 

the context of technology companies, this theory suggests that human resources, including 

employees' skills, knowledge, and abilities acquired through training programs, constitute valuable 

intangible assets that contribute to organizational performance (Barney, 2019). 

Empirical Review 

Smith (2018) examined the impact of technical skill development workshops on various 

organizational performance metrics within technology companies. Employing a mixed-methods 
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approach, the study integrated quantitative surveys with qualitative performance data analysis to 

gain a holistic understanding of the relationship between employee training programs and 

organizational outcomes. Findings from the study revealed a significant positive correlation 

between employees' participation in technical skill development workshops and improvements in 

key performance indicators such as productivity, efficiency, and quality of output. Specifically, 

employees who engaged in these training programs exhibited higher levels of proficiency in 

relevant technical areas, leading to enhanced problem-solving abilities, streamlined processes, and 

increased innovation within their respective teams and departments. Consequently, the study 

recommended that technology companies allocate additional resources towards investing in 

technical skill development initiatives, with a particular emphasis on designing and delivering 

targeted training programs tailored to meet the specific needs and objectives of the organization. 

Jones (2020) explored the effectiveness of leadership development programs in enhancing 

organizational performance within technology companies. Utilizing a qualitative research design, 

the study involved conducting interviews with key stakeholders, including program participants, 

managers, and executives, as well as facilitating focus group discussions to gather rich, contextual 

insights into the perceived impact of leadership training initiatives. Through the analysis of 

qualitative data, the study uncovered several noteworthy findings regarding the contributions of 

leadership development programs to organizational success. Specifically, participants reported 

experiencing significant improvements in their leadership capabilities, communication skills, and 

decision-making abilities following their participation in the training programs. Moreover, the 

study identified a strong correlation between enhanced leadership competencies and positive 

outcomes at the team and organizational levels, including increased employee engagement, higher 

levels of innovation, and improved project outcomes. Based on these findings, the study 

recommended that technology companies prioritize investments in leadership development 

initiatives as a strategic means of fostering a culture of innovation, driving organizational growth, 

and maintaining a competitive edge in the dynamic technology landscape. 

Brown (2019) conducted a comprehensive meta-analysis aimed at synthesizing existing research 

findings on the effectiveness of diversity and inclusion training programs within technology 

companies and their impact on organizational performance. Drawing upon a diverse range of 

empirical studies published within the past decade, the meta-analysis employed rigorous 

methodological procedures to systematically evaluate the outcomes associated with diversity 

training initiatives across various organizational contexts. Findings from the meta-analysis 

revealed a nuanced relationship between diversity training and organizational performance, with 

several key trends emerging from the synthesized data. Firstly, the study identified a positive 

association between well-designed diversity training programs and a range of desirable outcomes, 

including increased employee satisfaction, reduced turnover rates, and enhanced innovation and 

creativity within the workforce. However, the study also highlighted the importance of program 

design and implementation, noting that the effectiveness of diversity training initiatives was 

contingent upon factors such as content relevance, delivery methods, and organizational 

commitment to fostering an inclusive work environment. As such, the study recommended that 

technology companies adopt a strategic approach to diversity and inclusion training, focusing on 

creating comprehensive, evidence-based programs that address the unique needs and challenges 

of their workforce while promoting a culture of belonging and respect. 
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Patel (2021) explored the relationship between continuous learning programs and organizational 

performance within technology firms. Utilizing a large-scale survey instrument administered to 

employees across various technology companies, the study collected quantitative data on 

participants' engagement in continuous learning activities, perceptions of skill development, and 

perceived impacts on organizational outcomes. Through statistical analysis of survey responses, 

the study revealed compelling evidence of a positive association between employee participation 

in continuous learning programs and key indicators of organizational performance. Specifically, 

employees who actively engaged in learning initiatives reported higher levels of job satisfaction, 

increased productivity, and improved project outcomes compared to their counterparts who did 

not participate in such activities. Moreover, the study found that continuous learning played a 

crucial role in enhancing employees' adaptability to change, enabling them to stay abreast of 

emerging technologies and industry trends, and thereby contributing to the overall agility and 

competitiveness of the organization. In light of these findings, the study recommended that 

technology companies prioritize investment in continuous learning initiatives as a strategic 

imperative for fostering a culture of lifelong learning, driving employee development, and 

sustaining organizational success in an increasingly dynamic and competitive business 

environment. 

García (2018) investigated the role of mentoring programs in enhancing organizational 

performance within technology companies. Adopting a mixed-methods research design, the study 

involved the administration of surveys to employees participating in formal mentoring 

relationships, supplemented by in-depth interviews with both mentors and mentees to capture 

qualitative insights into the perceived benefits and challenges associated with the mentoring 

experience. Through the analysis of survey data and qualitative interviews, the study uncovered 

several key findings regarding the impact of mentoring programs on organizational outcomes. 

Firstly, the study identified a strong positive correlation between participation in mentoring 

programs and various indicators of employee development and retention, including increased job 

satisfaction, enhanced skill acquisition, and greater career advancement opportunities. 

Additionally, qualitative data revealed that mentoring relationships facilitated knowledge transfer, 

skill development, and professional networking, thereby contributing to improved organizational 

performance through enhanced employee capabilities and collaboration. Based on these findings, 

the study recommended that technology companies invest in the establishment of formal 

mentoring programs as a strategic means of fostering talent development, promoting knowledge 

sharing, and enhancing organizational resilience in the face of evolving market dynamics and 

technological disruptions. 

Khan (2022) evaluated the impact of certification programs on organizational performance within 

technology firms. Employing a mixed-methods research approach, the study involved the 

collection and analysis of both quantitative performance metrics and qualitative feedback from 

program participants over an extended period. Through statistical analysis of pre- and post-

program performance data, the study revealed a significant positive correlation between 

employees' attainment of relevant certifications and key indicators of organizational success, such 

as project outcomes, client satisfaction, and revenue generation. Additionally, qualitative findings 

indicated that certification programs played a critical role in enhancing employees' technical 

competencies, boosting their confidence, and validating their expertise in specialized domains, 

thereby contributing to improved performance and competitive advantage for the organization. 
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Based on these findings, the study recommended that technology companies invest in certification 

programs as part of a broader strategy to support employee development, promote professional 

growth, and align workforce capabilities with organizational objectives. 

Nguyen (2018) explored the relationship between e-learning initiatives and organizational 

performance within technology companies. Through in-depth interviews and focus group 

discussions with employees and organizational leaders, the study sought to gain insights into the 

perceived benefits, challenges, and outcomes associated with the implementation of e-learning 

programs. Findings from the study revealed several key themes regarding the impact of e-learning 

initiatives on organizational performance. Firstly, participants highlighted the flexibility and 

accessibility of e-learning platforms, which allowed employees to acquire new skills and 

knowledge at their own pace and convenience, thereby enhancing their job performance and 

adaptability to changing job roles and responsibilities. Additionally, participants noted that e-

learning programs facilitated knowledge sharing and collaboration among geographically 

dispersed teams, leading to improved communication, teamwork, and problem-solving capabilities 

within the organization. However, participants also identified challenges such as technological 

barriers, limited managerial support, and concerns regarding the quality and relevance of e-

learning content. Based on these findings, the study recommended that technology companies 

adopt a strategic approach to e-learning implementation, focusing on addressing barriers to 

adoption, enhancing content quality, and providing adequate support and resources to maximize 

the effectiveness of e-learning initiatives in driving organizational performance and 

competitiveness. 

METHODOLOGY 

This study adopted a desk methodology. A desk study research design is commonly known as 

secondary data collection. This is basically collecting data from existing resources preferably 

because of its low cost advantage as compared to a field research. Our current study looked into 

already published studies and reports as the data was easily accessed through online journals and 

libraries. 

RESULTS 

Conceptual Gaps: Smith (2018) and Patel (2021) provided valuable insights into the impact of 

technical skill development workshops and continuous learning programs on organizational 

performance, respectively, there is a lack of comprehensive conceptual frameworks that integrate 

various dimensions of employee training with specific organizational outcomes. Future research 

could focus on developing theoretical models that elucidate the mechanisms through which 

different types of training programs influence organizational performance in technology 

companies, considering factors such as skill relevance, learning transfer, and organizational 

culture. 

Contextual Gaps: Jones (2020) and García (2018) shed light on the effectiveness of leadership 

development and mentoring programs, respectively, in enhancing organizational performance 

within technology companies. However, these studies primarily focus on qualitative insights from 

specific organizational contexts, limiting generalizability across different technology firms. Future 

research could explore the contextual factors that moderate the relationship between employee 

training programs and organizational performance, such as organizational size, industry sector, 
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and cultural dynamics, to provide a more nuanced understanding of the effectiveness of training 

initiatives in diverse settings. 

Geographical Gaps: The study included in the analysis cover a range of geographic locations, 

there is a notable absence of research from emerging technology markets, particularly in regions 

such as Africa, Latin America, and Southeast Asia Nguyen (2018). Given the rapid growth of 

technology sectors in these regions, there is a need for empirical studies that investigate the 

relationship between employee training programs and organizational performance within diverse 

cultural and economic contexts. By addressing this geographical gap, researchers can contribute 

to a more comprehensive understanding of how training initiatives impact organizational outcomes 

in technology companies worldwide. 

CONCLUSION AND RECOMMENDATIONS 

Conclusion 

In conclusion, investigating the relationship between employee training programs and 

organizational performance in technology companies is crucial for understanding how investments 

in human capital translate into tangible business outcomes. The reviewed study provides valuable 

insights into the diverse range of training initiatives implemented within technology firms and 

their impacts on various facets of organizational performance. From technical skill development 

workshops to leadership development programs, diversity training, continuous learning initiatives, 

mentoring programs, certification programs, and e-learning initiatives, each type of training 

program offers unique opportunities to enhance employee capabilities, foster innovation, improve 

collaboration, and drive overall organizational success. 

However, while existing research highlights the positive associations between employee training 

and organizational performance metrics such as productivity, efficiency, employee engagement, 

innovation, and customer satisfaction, there are still several conceptual, contextual, and 

geographical gaps that warrant further exploration. Future research endeavors should aim to 

develop comprehensive theoretical frameworks, consider contextual factors that moderate the 

effectiveness of training programs, and explore diverse cultural and economic contexts to provide 

a more nuanced understanding of the relationship between employee training and organizational 

performance in technology companies worldwide. 

Overall, as technology continues to evolve at a rapid pace, organizations must prioritize 

investments in employee training and development initiatives to remain competitive and adapt to 

changing market dynamics. By fostering a culture of continuous learning, knowledge sharing, and 

talent development, technology companies can not only enhance their employees' skills and 

capabilities but also drive innovation, achieve sustainable growth, and maintain a competitive edge 

in the dynamic and ever-evolving landscape of the technology industry. 

Recommendations 

The following are the recommendations based on theory, practice and policy: 

Theory 

Future research should focus on developing robust theoretical models that integrate various 

dimensions of employee training, organizational performance, and contextual factors. These 

frameworks should elucidate the mechanisms through which different types of training programs 
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influence organizational outcomes, providing a theoretical basis for understanding the 

complexities of the relationship. Drawing on insights from fields such as organizational behavior, 

human resource management, and organizational psychology can enrich theoretical 

understandings of how employee training impacts organizational performance in technology 

companies. By incorporating interdisciplinary perspectives, researchers can offer novel insights 

and frameworks that capture the multifaceted nature of the relationship. 

Practice 

Based on empirical findings, technology companies can design and implement evidence-based 

training interventions that are tailored to their specific organizational contexts and objectives. 

These interventions should prioritize the development of technical skills, leadership capabilities, 

diversity and inclusion, continuous learning, mentoring relationships, certification programs, and 

e-learning initiatives to drive tangible improvements in organizational performance. Organizations 

should cultivate a culture that values continuous learning, knowledge sharing, and talent 

development. By investing in employee training programs and creating supportive learning 

environments, technology companies can empower their workforce to acquire new skills, adapt to 

technological advancements, and contribute to organizational success. 

Policy 

Policymakers should recognize the importance of employee training and development in driving 

economic growth, innovation, and competitiveness in the technology sector. By advocating for 

supportive policy frameworks that incentivize investments in workforce development and lifelong 

learning, policymakers can create an enabling environment for technology companies to prioritize 

training initiatives and enhance organizational performance. Collaboration between academia, 

industry, and government can facilitate knowledge exchange, research translation, and evidence-

based policymaking in the field of employee training and organizational performance. 

Policymakers should support initiatives that promote collaboration and knowledge-sharing across 

sectors, fostering innovation and driving positive outcomes for technology companies and society 

as a whole. 
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