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ABSTRACT

The dynamic and rapidly evolving business landscape, fueled by technological advancements and shifting market dynamics, necessitates a reevaluation of the skills and competencies required for managers to thrive in the future. This research explores the role of lifelong learning, adaptability, and technological literacy in developing effective management capabilities in the face of these challenges. Lifelong learning enables managers to stay relevant by continuously acquiring new knowledge and skills. Adaptability empowers managers to navigate change and complexity, while technological literacy enables them to leverage emerging technologies strategically. Through a mixed-methods approach involving surveys, interviews, and case studies, this research assesses the current state of skills among managers, explores experiences and perspectives, and identifies best practices. The outcomes provide valuable insights for managers, organizations, and policymakers, informing the development of effective management development programs that prioritize lifelong learning, adaptability, and technological literacy. The findings also address challenges and barriers, ensuring successful implementation and adoption of these skills for agile and future-ready management practices.
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INTRODUCTION
	The rapidly changing business landscape, driven by technological advancements and evolving market dynamics, has necessitated a reevaluation of the skills and competencies required for managers to thrive in the future. In an era characterized by increasing complexity, uncertainty, and digital disruption, traditional management approaches may fall short in effectively addressing emerging challenges. To navigate this evolving landscape successfully, managers need to possess a unique set of skills and competencies that enable them to adapt, learn continuously, and leverage technology for strategic advantage.
This research aims to explore the role of lifelong learning, adaptability, and technological literacy in developing effective management capabilities for the future. Lifelong learning refers to the ongoing process of acquiring new knowledge, skills, and attitudes throughout one's professional journey. It enables managers to stay relevant in an ever-evolving business environment and embrace emerging trends. Adaptability, on the other hand, represents the ability to adjust and thrive in the face of change, ambiguity, and complexity. Managers who possess adaptability can navigate shifting circumstances, seize opportunities, and drive organizational growth. Technological literacy, the third pillar of this research, encompasses understanding and proficiency in utilizing emerging technologies to enhance decision-making, streamline processes, and drive innovation.
By investigating these three dimensions, this research seeks to shed light on how these skills and competencies contribute to the development of effective management capabilities in the face of rapid technological advancements and evolving business landscapes. Understanding the importance and impact of lifelong learning, adaptability, and technological literacy on management practices can empower organizations to proactively shape their management development programs and strategies.
The research will employ a mixed-methods approach to gather both quantitative and qualitative data. Through surveys, interviews, and case studies, the current state of skills and competencies among managers will be assessed, while exploring the experiences and perspectives of managers, organizational leaders, and experts in management development. A comprehensive review of existing literature will also be conducted to draw upon established theories and concepts in the field.
Lifelong learning
In recent times, there has been a notable increase in the focus on promoting lifelong learning, drawing attention from both the educational and business sectors. Scholars and trend forecasters have directed their attention towards the demands of the 21st century, unanimously agreeing on the significance of maintaining a continuously improving and technologically adept workforce capable of thriving in the global marketplace. Additionally, there is a consensus about the vital role of various attitudes and motivations in fostering lifelong learning, especially in technical fields.
To effectively promote lifelong learning attitudes and skills, educational psychologists can best apply their knowledge about motivation and learning. This should encompass all educational levels, ranging from elementary to postsecondary, and should extend to training environments involving businesses and industries. It is crucial for psychologists to consider the whole person within their context by integrating "grand theories" that encompass principles of learning and motivation, cognition, and emotions. This approach ensures a comprehensive understanding of individuals' learning processes and enhances their preparedness for the challenges of the 21st century.
Lifelong learning is a form of self-driven education focused on personal development, extending beyond formal educational institutions. It encompasses both informal and formal learning, undertaken voluntarily to achieve personal fulfillment. Lifelong learning acknowledges our innate drive to explore, learn, and grow, aiming to enhance our quality of life and self-esteem by pursuing our interests and ambitions. It emphasizes the importance of continuous learning throughout one's life to stay engaged, adaptable, and fulfilled.
Lifelong learning recognizes that education extends beyond the confines of a traditional classroom. It encompasses the continuous acquisition of knowledge and skills throughout our lives, including both formal and informal learning experiences. Examples of lifelong learning can be seen in various stages of life, from learning basic skills in childhood, such as talking or riding a bike, to acquiring new abilities as adults, like using a smartphone or mastering a new recipe. These everyday instances of lifelong learning occur through social interaction, trial and error, or self-directed exploration.
The essence of lifelong learning lies in personal fulfillment and development. It is driven by our inherent interests, curiosity, and motivations, rather than external obligations. Lifelong learners engage in the pursuit of knowledge and skills for their own satisfaction and growth.
When considering lifelong learning, several key aspects should be considered. It is voluntary, meaning individuals willingly choose to engage in the learning process. It is self-motivated and self-initiated, driven by personal interests and aspirations. Lifelong learning doesn't always require financial investment, as it can be achieved through various accessible resources. It often takes an informal approach, going beyond structured educational settings. Individuals may be self-taught or seek specific instructions or guidance based on their interests. Ultimately, the motivation behind lifelong learning stems from personal interest and the desire for personal development.
The decline in visible signs of lifelong learning among a considerable portion of our society has raised concerns, especially within the business and industry community. Recent publications from the U.S. Department of Labor (1989) and the U.S. Departments of Labor, Education, and Commerce (1988) reveal that the majority of new jobs in the 21st century will require some level of postsecondary education. Only 27% of these new jobs will fall into lower skill categories, a decrease from the current 40%.
Interestingly, jobs that are currently considered to be in the middle of the skill distribution will become the least skilled occupations in the future. This shift, coupled with shorter life cycles for products and processes, implies that future jobs will be restructured approximately every 7 years. Consequently, continuous learning and retraining become essential to cultivate qualified individuals for available job opportunities.
Unfortunately, basic reading, writing, and mathematical deficiencies persist among a significant and growing segment of our population. This lack of fundamental skills poses a challenge to meet the increasing demands for a flexible and skilled workforce.
Educators and employers have recognized that the dynamic nature of the modern workplace requires employees who can adapt to change and continuously enhance their job skills, particularly in keeping up with advancing technology. The successful integration of workers into jobs involving advanced technologies and processes will heavily rely on their ability to quickly acquire new skills.
A recent report, "Workplace Basics" by Carnevale (1988), highlights that essential workplace skills are directly linked to positive self-esteem, goal-setting capabilities, motivation, learning-to-learn skills, and effective personal management skills (such as communication, career development, teamwork, and leadership). Employers highly value these skills in employees as they are indicators of successful job transitions and fruitful training experiences.
However, a challenge arises from the findings of the Hudson Institute's (1987) "Workforce 2000" report, which projects an older workforce in the 21st century, with younger entrants being less skilled. Furthermore, it anticipates that over 80% of new entrants into the workforce will be women, minorities, and immigrants.
III.Adaptability
Organizations often face unexpected and disruptive events known as crises, which create significant uncertainty and pose potential threats to their survival. In the past decade, there have been significant economic upheavals, such as the crashes of the Mexican peso, Russian ruble, and Brazilian real, resulting in economic crises. Extensive research has been conducted on organizational crises from various perspectives, including psychology, social polity, and technological structure (Halpern 1989; Weick 1988; Pauchant and Douville 1994).
In this study, we contribute to this existing body of research by exploring the relevance of market orientation and strategic flexibility in determining firm performance, particularly in developing economies and during periods of economic crisis. We specifically investigate these relationships in the context of the recent Asian economic crisis.
The literature on the Asian crisis, as highlighted by Champion (1999) and Goad (1999), emphasizes the need for "better management" in general, without specifying the specific aspects of this improved approach. To address this, the researchers in this study adopt a resource-based perspective, aiming to identify organizational capabilities that can assist firms in effectively navigating through an economic crisis. This perspective draws on the works of Barney (1991), Dickson (1992), and Hunt and Morgan (1995).
According to this resource-based perspective, resources refer to the stocks of knowledge, physical assets, human capital, and other tangible and intangible factors that a business owns or controls. These resources enable a firm to efficiently and effectively produce market offerings that hold value for specific market segments, as described by Capron and Hulland (1999, p. 42). In turn, the firm utilizes these capabilities developed through resource utilization to manage its environment and achieve performance goals, as discussed by Day (1994). Among the identified capabilities, the study focuses on two crucial ones: market orientation and strategic flexibility.
The concept of market orientation is essential for the development of effective marketing practices (Day 1994; Kohli and Jaworski 1990). Being market oriented means providing products and services that consumers value, achieved through continuous monitoring of market conditions and adapting organizational responses accordingly (Narver and Slater 1990; Shapiro 1988). Top management plays a crucial role in fostering market orientation (Webster 1992), and it has a significant impact on organizational performance, commitment, and motivation (Jaworski and Kohli 1993). Given its significance, it is not surprising that marketing scholars have extensively studied and examined the construct of market orientation.
IV.Technological Literacy
Evidence of technology's increasing role in our lives is readily available. In 2015, over three billion people globally had Internet access, accounting for nearly half of the world's population (Internet World Stats, 2015). Developed countries, especially North America, had even higher rates, with almost 90% of North Americans having Internet access.
Within this context, there is particular focus on the technology usage of young people, often referred to as "digital natives" (Prensky, 2001). These individuals have grown up with technology and cannot remember a time before accessing the Internet. They are highly adept in using digital devices for learning, communication, and entertainment. Many teenagers, for instance, reach for their smartphones or electronic devices within five minutes of waking up (IpsosMediaCT&Wikia, 2013). Tweens (ages 8 to 12) spend an average of slightly over four-and-a-half hours daily on screen media, while teens (ages 13 to 18) spend slightly over six-and-a-half hours, not including school or homework time (Common Sense Media, 2015). Multitasking is common among teenagers, as they engage in various activities simultaneously, like monitoring Twitter feeds and SnapChat messages while watching YouTube videos (Nass, 2013). For a significant portion of teenagers, technology usage is constant, with 44% reporting that they never fully "unplug" (IpsosMediaCT&Wikia, 2013).
Nevertheless, digital natives are not the only ones heavily reliant on technology. "Digital immigrants," referring to adults who have readily adopted technology as it became available (Prensky, 2001), are also increasingly comfortable with and dependent on technology. A considerable 64% of American adults have access to the Internet, email, and social media right at their fingertips through smartphones (Smith, 2015), and they fully embrace this access. The average American smartphone user checks their phone every six and a half minutes, or up to 150 times per day, as reported by a study conducted by Nokia (Spencer, 2013).
This growing reliance on technology has led to significant changes in the way we live our lives. We are almost constantly in communication with each other, and our daily experiences are instantly shared with friends and followers in real time through social media. The digital landscape has revolutionized how we interact and connect with others, reshaping our day-to-day experiences.
V. Role in Developing Effective Management Capabilities
Lifelong learning plays a crucial role in developing effective management capabilities for the future. Here are some key aspects of how lifelong learning contributes to managerial development:
· Continuous skill development: Effective management requires a diverse set of skills, including leadership, communication, problem-solving, decision-making, and strategic thinking. Lifelong learning enables managers to continuously develop and refine these skills, staying updated with the latest management techniques and best practices. Through ongoing learning, managers can adapt to new business trends, technologies, and industry changes, ensuring they remain effective in their roles.
· Adaptability and agility: The business landscape is dynamic and constantly evolving. Lifelong learning helps managers develop adaptability and agility to navigate change effectively. By staying curious and open to new ideas, managers can identify emerging trends, embrace innovation, and make informed decisions in rapidly changing environments. Lifelong learning fosters a growth mindset, allowing managers to see challenges as opportunities for learning and improvement.
· Expanding knowledge base: Lifelong learning broadens managers' knowledge base beyond their core areas of expertise. It enables them to have a holistic understanding of various business functions, industry trends, global markets, and emerging technologies. This broader perspective helps managers make informed decisions, collaborate effectively with cross-functional teams, and identify opportunities for organizational growth.
· Developing a global mindset: In today's interconnected world, managers often work in multicultural and international environments. Lifelong learning facilitates the development of a global mindset by exposing managers to diverse perspectives, cultural differences, and global business practices. It helps them understand and navigate the complexities of conducting business across borders, leading multicultural teams, and adapting management approaches to different cultural contexts.
· Building a network and collaboration: Lifelong learning provides opportunities for managers to build a network of professionals in their industry or field of interest. Collaborative learning, networking events, conferences, and online communities enable managers to exchange ideas, share experiences, and learn from others' expertise. This network can be a valuable source of knowledge, support, and mentorship throughout their careers.
· Ethical and responsible leadership: Lifelong learning promotes ethical and responsible leadership. It encourages managers to stay informed about social and environmental issues, corporate governance, and ethical business practices. By continuously learning and reflecting on their leadership approach, managers can develop a strong sense of ethics, integrity, and corporate social responsibility, fostering a positive organizational culture.
· Embracing innovation and technology: Lifelong learning helps managers keep pace with technological advancements and embrace innovation. It enables them to understand the potential impact of emerging technologies on their industry and organization. By acquiring digital literacy skills and staying updated on technology trends, managers can effectively leverage technology to drive organizational growth, improve processes, and enhance customer experiences.
In summary, lifelong learning empowers managers to develop and enhance their management capabilities for the future. It enables them to continuously acquire new skills, adapt to change, expand their knowledge base, develop a global mindset, build networks, embrace ethical leadership, and stay innovative in a rapidly evolving business landscape. Lifelong learning is essential for managers to navigate complexities, lead effectively, and drive organizational success in the long term.This chapter aims to contribute to the understanding of the skills and competencies required for managers to thrive in the future. The findings can provide insights for managers, organizations, and policymakers to develop effective management development programs and strategies that prioritize lifelong learning, adaptability, and technological literacy. 
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