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Abstracts

ills serve as a pertinent component that contributes to, and helps sustain a prosperous
economy and an inclusive society. Enhancement in skills can directly influence and lift workers’
productivity and this can bring growth and devel opment to the economy. Automation hasits
benefits but to minimise disruption, alifelong learning cultureis very essential and needs to
be implemented in organisationsto reskill and upskill employees. Organisationswill need to
think about lifelong learning differently in order to capture the opportunities presented by
intelligent automation. It has been recognised for a while that lifelong learning will be the
bedrock of Industry 4.0 (fourth industrial revolution). The advantages of skill devel opment
and lifelong learning are of a great deal, multifaceted and cut across the economy of a
society, technology trends and changing business models. It is pertinent to note that the
impact of technological change and dynamic global market on jobs makes it important for
individuals to reskill throughout life to remain competitive in the modern economy.

K ey words: Reskilling, Upskilling, New skilling, Lifelong Learning and Sustai nable Devel opment
God Eight.

Introduction

The Sustainable Devel opment Goad's (SDGs), a so known asthe Globa Goals, were adopted by
the United Nationsin 2015 asauniversal call to action to end poverty, protect the planet, and
ensure that by 2030 all people enjoy peace and prosperity. The 17 SDGs areintegrated - they
recognisethat actioninoneareawill affect outcomesin others, and that devel opment must balance
socid, economic and environmenta sustainability. Thecreetivity, know-how, technology and financia
resourcesfrom al of society arenecessary to achievethe SDGsin every context. In addition, the
rate at which changestake placein theworld of work dueto factorsrelating to technological,
demographic, dimaticreditiesaread arming. Thesechangeshavebrought about | otsof transformation
and new opportunitiesbut also comewith alot of challengesfor enterprises. The outbreak of the
COVID-19 pandemic at the beginning of 2020islikely to causedisruptionto theworld of workin
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moderntimes, thereby accelerating the structural transformationsthat have evolved over yearsand
aggravatingexiginginequalities.

In recent years, there has been atrend towards learning in non-formal and informal
environments, including at home, onlineand ininforma work settings. Technology trendsand
changing businessmodelsoffer different types of accessto education. Bacon and MacKinnon
(2016) opined that skills serve as an important component in contributing to and sustaining a
prosperous economy and an inclusive society. Improvements in skills can directly influence workers’
productivity, boost growth, wages and consumption across societal economy. Asoneof themain
factors of productivity, skillsare known to beintrinsically linked with growth, productivity
improvement, competitiveness andinnovation in an economy. Theenvironmentsare experiencing
changes astechnol ogy trends and other changesto employment patterns have been changing the
typeand volume of skillsrequired within the economy.

Bacon and MacKinnon (2016) buttressed thefact that, patternsin the supply of skillsare
shaped by regional economic needsand demandsdictated by fluctuationsin thelabour market.
Thiscanresult in short- or longer-term skillsmismatchesinlocal labour forces. Thishasthe dual
effect of increasing the requirement for training, as people adapt to new roles and even new
sectors, and reducing theincentivefor employerstoinvestintrainingtheir saff if they arelesslikely
to stay inthat company or sector for prolonged periodsof time. Planned changesto pension age
arelikelytoresultinlonger working lives. Collectively, thesechanges point to lifelong learning as
critical torealising further growth driven by skill gains, building onthe skillsthat individua shave
when they |eavethe education system.

Research hasestablishedthefact that, lifel ong learning can enableamore adgptableworkforce
to respond to market and technol ogical transitionsin away that continuesto deliver productive
employment for those affected, helping to create an inclusive economy. Thiscentury isall about
dreaming big, doing big, and delivering bigintermsof solutions, offers, products, and services
which can only be achieved through acquiring different types of skills. A non-skill person cannot
competefavourably inthis21st Century. However, in order for peopleto deliver high expectations
and to use technol ogy to servethem, specific skillsaremandatory (Green, 2016).

At the beginning of the 20th Century, it was enough to have one skill, and one’s job could
still beguaranteed. If someone had technical skills, such astyping and languagethey would havea
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good job and anice salary. Nowadays, to find ajob, one needs to know computer skillsand a
globally acceptablelanguage (meaning the English language). Skillsand knowledgetogether comprise
a nation’s human capital on which the economy and society depend. For employers, they are
concerned about productivity and, for theindividua , as gnificant determinant of wagesand wellbeing
(Laurillard, Derrick, & Dod, 2016).

Green (2016) stated that, automation hasitsbenefits but to minimisedisruption, alifelong
learning culture needs to be implemented in organisations to reskill and upskill employees.
Organisationswill needtothink about lifelonglearning differently in order to capturethe opportunities
presented by intelligent automation. It hasbeen recogni sed for awhilenow that lifdlong learning will
bethe bedrock of Industry 4.0 (fourthindustrial revol ution). Asautomation continuesto take root
and flourish, workerswill need to devel op skillswhich areunique to humans,

According to theWorld Economic Forum 2020 these skillsare: Innovation: thiscan be
Incremental, sustaining, radical or disruptive, creativity whichinvolvesidesas, plan, writing and
execution. Critical thinkingwhichinvolves observation, analysis, inference, communication and
problem solving. Designinvolvesempathising, defining, idegting, prototyping and testing. Emotiona
intelligence also involvesempathy, socia skills, and credtivity, self-awarenessand understanding
fedings. Problem solvinginvolvesdefining theproblem, generating new idess, eva uating and sdecting
solutions, implementing and eva uating.

Reskillingiswhen peoplealter their skill set, ofteninorder to takeon new roles. Reskilling
isthe processof learning new skillsby employeesto moveonto anew rolewithin their current
company. Reskilling might beagood aternativeto firing current employeesand hiring new ones
withadifferent skill set. It isal so agood way to moveaperson who fitsbetter for another role, but
for somereasonisworkinginatotaly different one(Diallo. 2001).

According to theWorld Economic Forum published in October 2020, therapid accel eration

of automation and economic uncertainty caused by the pandemic will shift thedivision of labour
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between humansand machines, leading to 85 million jobsbeing displaced and 97 million new ones
created by 2025. Not only are machines seen asasafer alternativeto in-person work, but they can
also complete some tasks more efficiently, and at amuch lower cost to employers. Whilesome
workersareabletowork at home, someworkersarereplaced entirely by machines. However, as
seen by the World Economic Forum 2020, there are also going to be many new jobs created.
Green and Hogarth (2016) anticipatesthat many of thesejobswill comeasaresult of reskilling
workersthat were previoudly replaced by automated processes.

Upskillingissmilar toreskilling, dthough up skilling smply involvesteaching employeenew
skills, without the sti pul ation of taking on adifferent job role. Upskillingiswhen peopleextend and
updatetheir existing skillset, oftenin order to progresstheir careersor performtheir existing roles
with an added leve of complexity and competence. Thissmply meansfacilitating employeeskills
and building ontheir foundations. It usualy requiresfurther training or education opportunitiesfor
employeesto grow intheir field of expertise. It isinitiated through mentoring programmes, online
courses, workshops, or other micro-learning opportunities. An example of upskillingmight be that
acompany decidesto use new dataanaysis software, and all affected employeeswill need to be
trained inthe use of the software (Holmes, 2017).

New skillimgrepresentsall typesof continuouslearning to hel p build high-demand kills,
whether anindividua istrying to upskill current capabilities or they need completereskilling to
build entirely new capabilities. A new skilling mindset keeps both aworkforce and acompany
agileby ensuring learning initiatives arerel evant to future business obj ectivesand tailored to the
needsof learners. Thisissmply the new redlity, meaning no businesswill survivefor long without
reskilling and upskillinginitiativesdriven by anew skilling strategy. By regularly identifying what
skillswill be needed in the futureand which of them employees currently possess, organi sations
can build morethoughtful , continuousskilling programmesto effectively devel op those abilitiesin

their workforce (Holmes, 2017).
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Lifelongisaform of self-initiated education that isfocused on personal devel opment.
Whilethereisno standardised definition of lifelong learning, it hasgeneraly beentakentorefer to
thelearning that occursoutside of aformal educational institute, such asaschool, university or
corporatetraining. Lifelonglearning doesnot necessarily havetorestrict itsdf toinformal learning.
However, it isbest described asbeing voluntary with the purpose of achieving persond fulfillment.
Themeansto achievethiscould result ininformal or formal education. Lifelonglearningisthe
*ongoing, voluntary, and self-motivated” pursuit of knowledge for either personal or professional
reasons. Itis important for an individual’s competitiveness and employability, but also enhances
socid inclusion, activecitizenship, and personal devel opment (Green, 2016).

Lifdonglearninginthiscontext isacombination of reskilling, upskilling, and new skilling.
It isan opportunity for employeesto learn in every aspect of their work. Whether that isviaan
external resource or by providing them internal options, an employee’s knowledge will always be
expanding. Lifelong learning can enable amore adaptabl e workforce to respond to market and
technologicd trangtionsinaway that continuesto ddiver productiveemployment for those affected,

hel pingto createan inclusive economy.

Goal 8: Decent Work and Economic Growth: Thegoal focuses on promotion of sustained,

inclusive and sustainable economic growth, full and producti ve empl oyment and decent work for
all. Thisgod statesthat over the past twenty-five years, the number of workersliving in extreme
poverty hasdeclined dramatically, despitethel asting impact of the 2008 economic crissand globa

recess on. In devel oping countries, the middle class now makes up morethan 34 percent of total

employment — a number that almost tripled between 1991 and 2015. However, as the global

economy continuesto recover, there are d ower growth widening inequalities, and not enough jobs
to keep up with agrowing labour force (https:.//www.undp.org/sustai nable-devel opment-goals).

Corresponding Tar getsof Sustainable Development Goal 8
The 2030 Agendaof Sustainable Devel opment Goa s (United Nations, 2015) specifically stated
the corresponding targetsof SDG 8 asfollows:

Sustain per capitaeconomic growth in accordance with national circumstancesand, in
particular, at least 7 percent gross domestic product growth per annum in the least devel oped
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countries; Achieve higher level s of economic productivity through diversification, technological
upgrading andinnovation, incduding through afocus on high-va ue added and | abour-intens ve sectors;
Promote devel opment-oriented policiesthat support productive activities, decent job creation,
entrepreneurship, creativity and innovation, and encourage theformali sation and growth of micro-
small and medium-sized enterprises, including through accessto financial services; Improve
progressively, through 2030, globa resourceefficiency in consumption and producti on and endeavour
to decoupl e economic growth from environmental degradation, in accordance with the 10-year
framework of programmeson sustai nabl e consumption and production, with devel oped countries
taking thelead; By 2030, achievefull and productive employment and decent work for al women
and men, including for young peopleand personswith disabilities, and equal pay for work of equal
value; By 2030, substantially reduce the proportion of youth not in employment, education or
training. Takeimmediate and effective measuresto eradicate forced |abour, end modern davery
and humantrafficking and secure the prohibition and dimination of theworst formsof child labour,
including recruitment and use of child soldiers, and by 2025 end child labour inal itsforms; Protect
labour rightsand promote safeand secureworking environmentsfor al workers, including migrant
workers, in particular women migrants, and thosein precarious employment.

By 2030, devise and implement policiesto promote sustai nable tourism that createsjobs
and promoteslocal cultureand products; Strengthen the capacity of domestic financial ingtitutions
to encourage and expand accessto banking, insurance and financia servicesfor dl; IncreaseAid
for Trade support for devel oping countries, in particular |east devel oped countries, including through
the Enhanced Integrated Framework for Trade-Related Technicd Assistanceto theLeast Devel oped
Countries, By 2030, devel op and operationdizeagloba strategy for youthemployment and implement
the Global Jobs Pact of theInternational Labour Organizations.

How Reskilling, Upskilling, New skilling and L ifelong L ear ning can help attain Sustainable
Development Goal Eight (8)
Educationisalifelong activity. Employersthat recognise and embracethistruth by investinginthe
ongoing devel opment of their employees stand to benefit in numerousways.

Hiring and training new empl oyees costs companies money and it can cost even more
whenyou arelookingfor talent in specidised roles. When training new empl oyees, you arenot only
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training theminther own specificrole. You areaso training themin company processes, software,
and protocol. Your current employees ared ready well aware of and do not need to beretrained on
them, which savesyou money right fromthegtart. Trainingisnot theonly part of hiring new employees
that costsmoney: recruiting, interviewing, background checks, and much moreare costly endeavours.

Your current employees already know how the company works, and what their roles
entail. Thisisvauableinformationthat can take monthsor yearsto obtain, and when an employee
leaves, you lose that company’s knowledge and experience. Reskilling allows you to keep these
knowledgeabl e empl oyees, so they can passit onto less experienced employees. Thisa so means
that the company’s time to market is significantly improved. Timeto marketisessentially how long
it takesacompany to produce aproduct, fromtheinitial conception to putting the product out for
sale. Because employees with solid company knowledge can work without needing as much
assistance, tasks are compl eted more quickly. Asan end result, you get higher quality products,
faster production, and better profits. Reskilling meansyou do not haveto simply fire otherwise
excellent employees. Talented employees are not aways easy to find, and it isfar better to keep
them inyour company than havetheir talents go to another organisation. Reskilling top employees
keep theminyour organi sation, and s mply enhancestheir valueto your organisation by giving them
more skillsto contribute to your company.

The other good newsisthat reskilling will not just help you keep your top employess; it
can aso help you attract the next round of dedicated empl oyees. These new employeeswill want
towork for an organisation that valuesits current employees and shows that by hel ping them
expand their skillsand roleswithin thecompany. Peopleare much morelikely to stay in acompany
that shows they are interested in expanding current employees’ roles.

Employeesfed that their company val uesthem when they are given opportunitiesto grow
their skillsand elevatetheir positionsin thecompany. Whenworkersfed that their workplace cares
about skillstraining, they areabout 94 % morelikely to stay within thecompany. It isnot just about
elevating their positions, however, it alsoletsempl oyeesknow they have ameasure of job security.
New skillsafford employeesthe opportunity to work in new roles should their current position be
eliminated. Thismakesemployeesfeel important and raisestheir esteem for their jobsand the
company they work for. Of course, thiscreatesafeding of dedication for employees, which makes
them takeprideintheir jobs, and create higher quality work.

253



UNILORIN JOURNAL OF LIFELONG EDUCATION 5(2) 2021

Conclusion

Thebenefitsof skillsdevelopment and lifelong learning are multifaceted and accruein many ways
acrossthe economy and society. In recent yearsthere hasbeen atrend towardslearning in non-
forma andinforma environments, including a& home, onlineandininformal work settings. Technology
trendsand changing business model soffer different types of accessto education. Individudsare
morelikely to consider re-engaging with learning at variouslife stagesand lifelong learning helps
achieveanumber of other policy objectivesa ongsideimproved earnings. Other benefitsinclude
the extent to which lifelong learning may be an effectivetool for achieving policy goasrelatingto
addressing regiona or economy-wideinequality. Theimpact of technologica changeand dynamic
globd marketsonjobsmakesitimportant for individuastoreskill throughout lifetoremain competitive
in the modern economy. Technology and businesstrends may result in greater opportunitiesfor
informal and non-formal training. There hasbeen ashift fromforma toinformal learning for adults.
Lifelong learning may haveanimportant rolein reducing the costs associ ated with unemployment. A
number of the benefitsareinterlinked: benefitsto theindividuad, for exampleincreaseinwagesand
the probability of remainingin employment; benefitsto theemployer, for examplegreater profitability
(aso positively affecting society); and benefitsto society, including public heath benefits, reduced
welfare dependency and higher tax revenues. Providing individua swith an opportunity to address
the negative consequencesof their initial engagement with the education syslemfromearlier inlife
could also be seen as part of agovernment’s social contract with the citizens, especially where there
may have been deficiencies in the education system or people’s personal circumstances and attitudes

to education may have changed.
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