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Abstract: Given the insufficient involvement of business investments in adult education, this study focused on the factors that
motivate managers and entrepreneurs to invest in continuing education. For this purpose, we conducted a systematic literature
review of studies referenced in Scopus and Web of Science since 2015. The factors for training were classified into four levels:
personal, organizational, industry-related, and national. The results indicated that the inside firm-related determinants are the most
studied and essential. A consensus emerged in the relevant literature on the positive impact of a supportive workplace culture, a
learning orientation, formalized human resource development practices, and employee voice. The long-term orientation of
managers and the perception of employees’ flexibility and adaptability to change also play a role. The study highlights the increasing
pressure from regulations and market competition, as well as the (in)capability of universities to provide training tailored to the
specific needs of companies. Although institutional factors appeared to predominate, economic considerations also influence
training decisions; the latter means that the two underlying theories - institutional theory and human capital theory - complement
each other when explaining employers' incentives to invest in training.
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Introduction

The impact of continuing education and training extends to the national, industrial, organizational, and personal levels.
A well-trained workforce is a critical factor for innovation and growth, economic and social cohesion, the reduction of
income inequalities, quality jobs, and a worthy family life. Adapting to structural changes driven by technological and
organizational factors through job-related training is positively associated with increased employment security, job
flexibility, employer retention, and innovation (R. Becker, 2019). However, the success of training depends on an initial
analysis of training needs, the development and implementation of an appropriate training plan, and ongoing evaluation
(Huerta et al., 2012). European policy in education and training recognizes the essential benefits of lifelong learning and
includes it as a critical priority. This priority is evidenced by the updated target for adult participation in education and
training (European Commission, 2021). It recommends a rate of at least 47% in the 12 months before the survey to be
achieved by 2025.

In today’s organizations, training enhances employees’ skills and is a strategic tool that defines the capacity to adopt new
knowledge (Polo et al., 2018). Although business organizations are an essential source of funding for training (Elson-
Rogers & ge Westphalen, 2000), their involvement is insufficient, considering that only 27.5% of individuals have
received training support from their employers (Cedefop, 2015).

Considering all these facts, policymakers, authorities, and managers need to recognize the reasons for (non-)investment
in adult learning. In this regard, this study focuses on the determinants of company-funded education and training. There
is an abundance of papers on lifelong learning that come to different, sometimes even contradictory, conclusions. We
have therefore applied the systematic literature review method to outline the predominant determinants of corporate
investment in training. Including recent empirical papers referenced in Scopus or Web of Science since 2015 ensures the
quality of the research findings.

The search in the two databases did not produce a similar study that provides a multidimensional comprehensive
analysis of the determinants of employer-provided training. Some reviews and meta-analyzes address specific aspects of
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learning and training in organizations, e.g., conceptualization of training (Cerasoli et al., 2018), talent development and
talent management (Kaliannan et al., 2023; Rowe, 2019), the impact of skills obsolescence on training (Gussek et al.,
2021) and the role of technological change, particularly the fourth industrial revolution (Aranda Jiménez et al.,, 2022;
Verma & Venkatesan, 2021). Thus, the main contribution of this article to the current state of research in this area is that
it presents the latest evidence regarding companies’ investments in adult learning. We examine numerous empirical
papers and outline the key factors and barriers to these investments. The study also highlights the theoretical paradigms
in continuing education that are justified by the latest evidence from the field. All of these paradigms have important
practical implications for adult learning policies.

Literature Review

This section contains a comparative analysis of the underlying theoretical views on the determinants of workplace
training. Human capital theory, dating back to G. S. Becker (1964), views education and training as an investment in
human capital that increases a firm’s productivity, efficiency, and competitiveness. Under rational behavior, they would
only be carried out if the expected benefits outweigh the training costs. Employers have no incentives to improve the
general skills of their employees, as the latter is helpful for all employers if the employee decides to change companies
(van den Berg et al., 2023). The current employer bears the training costs, while the external company reaps the benefits
by satisfying its skill needs at no cost (Mohrenweiser et al., 2019). Therefore, the company is motivated to invest in
company-specific training (Korpi & Tahlin, 2021). It would take away the gains of such training due to the expectation
that employees would not benefit from higher productivity and corresponding wages if they change employers, as the
specific knowledge and skills have less or no value to competitors (Cedefop, 2015). Another reason for investing in
specific skills is the replicability of workers. Those who have acquired valuable skills for a particular company are harder
to replace. The likelihood that an employee will stay with the same company for a long time increases, which reduces the
turnover rate (Koster & Benda, 2021).

In contrast to this consideration, some studies argue that employers could reward general training (Pedrini, 2013). The
reasons for this argument are mainly related to market failures, such as imperfect labor markets. A company with
monopsony power could depress wages and thus neutralize some of the general training costs (Acemoglu & Pischke,
1998). When demand for labor is weak, employees cannot easily change their current employer. Therefore, less
developed regions would invest more in general training. With information asymmetry, the current employer would pay
a higher wage to retain highly skilled workers, while low-skilled workers would be free to leave (Brunello & Wruuck,
2020). In addition, there could be some complementarity between general and specific training (Acemoglu & Pischke,
1999).

Companies that use non-standard labor tend to underinvest in human capital due to a higher turnover rate. For this
reason, temporary and part-time employees are less willing to participate in training (Poulissen et al,, 2021). This
hypothesis applies to both general and specific types of training. However, there could be economically plausible reasons
for these workers to participate in training, e.g., a higher willingness to learn and perform, intensive interactions with
full-time employees, the need to signal workers’ skills, etc. (Pedrini, 2020).

Combined with the task-based approach (Autor & Dorn, 2013; Mohr et al., 2016), human capital theory could explain the
differences in training by occupation. Continuing training of people performing routine, repetitive tasks is not attractive
because computer technologies could gradually replace their jobs. Such occupations are less likely to require new
knowledge/skills. Training would go to people performing non-routine tasks that usually require specific competencies.

Business cycles also exert pressure on training investment, although the direction of this influence is not clearly defined
(Dietz & Zwick, 2020). In times of recession, the forces driving training could arise due to the lower opportunity cost of
employees' time spent on training, as capacity is less utilized and working time is lost. The strategy of labor hoarding
combined with training could help managers retain a qualified workforce and meet the increasing demand for labor
during subsequent upturns (Moéller, 2010). However, in bad times, declining revenues, uncertainty, and credit constraints
might harm training investments (Bellmann et al., 2014).

According to resource-based theory (Barney, 1991), the firm is viewed as a unique set of resources that aims to maximize
its value. An enterprise could achieve efficiency gains by coordinating the efforts of different individuals who possess
specific knowledge (Grant, 1996). The dynamic market conditions resulting from technological advances, changing
consumer needs, or competitive pressures necessitate continuous knowledge acquisition. The manager's main task is to
coordinate this newly acquired knowledge.

A well-established strand of literature on work-based training stems from institutional theory. In a broader sense,
training could be considered a response to regulations, norms, beliefs, cultural attitudes, and values at the national,
industry, or organizational level. Against this backdrop, it is influenced by a range of factors such as trade unions
(Waddoups, 2014), culture and ethics (the cognitive aspect of the organizational institution), market
structure/competition as a normative institution, and institutional change (Garcia-Cabrera etal., 2018; Webster & Jensen,
2006).
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Corporate governance theory links training to short-termism. Managers who prioritize shareholders' interest place more
emphasis on short-term profits. Therefore, the enterprises listed on the stock market would invest less in training than
the unlisted establishments. Some managers also behave opportunistically. To be better recognized and rewarded by
their employers, they would prioritize short-term goals, which could hinder training initiatives. This opportunism of
managers creates a moral hazard problem (Felstead, 2018). From the manager's perspective, there is a risk that
productivity gains will be lower than expected and that they will switch careers or poach after training in transferable
skills. In line with transaction cost theory, introducing contracts against such risks increases the transaction costs
associated with training, making the training investment less efficient (Wotschack, 2020b).

The model of exchange relationships between employers and employees (Tsui et al., 1997) distinguishes four types of
behavior according to investments in employees and the associated expectations: high investment/high expectations,
high investment/low expectations, low investment/high expectations and low investment/low expectations. Training
investment occurs in the first two cases (Koster & Benda, 2021): when there is a reciprocal relationship in which
employees make extra effort and expect a reward from the organization or when employers invest more in employees
due to certain circumstances such as a tight labor market without expecting corresponding returns.

The above brief literature review shows that from a theoretical perspective, training decisions can be explained in the
light of two basic views — human capital theory and institutional theory. While the first theory focuses on purely economic
reasons for training investment, institutionalists add a social context to organizational behavior (Waddoups, 2014;
Wahda, 2017). With this in mind, the following research questions arise:

RQ1: What factors influence employers’ investment decisions in organizational human resource training?

RQ2: What theoretical views on corporate training are justified by recent real-world evidence?

Methodology

Given the large body of empirical literature on adult learning, we applied the systematic literature review method to
answer the above research questions (Kitchenham, 2004; Xiao & Watson, 2019). It comprised three stages: (a) an
automated search based on a set of criteria, (b) a preliminary review (titles, abstracts, keywords) of the papers selected
in stage 1, and (c) an in-depth review of the abstracts/content of the papers selected in stage 2. Table 1 shows the criteria
for the automatic selection and the outcome of stage 1. To ensure the quality of the selected studies as well as the
robustness of the outcome we focused on the two most popular databases for scientific references - Scopus and Web of
Science.

Table 1. Outcome of the Automated Search Using a Predefined Set of Criteria

Criteria Value

Databases Scopus and Web of Science
Publication Year January, 2015 - January, 2023

Subject Area Economics, Econometrics and Finance
Scope Continuing Vocational Education

Continuing training
Employer provided training

Title +Abstract + ..
Employee training

Keywords Investment continuing training
Business investments continuing training
Type of publication Articles, Conference Paper
Language English
Search outcome Total of 1441 items”, including

1379 non-repeating items
*372 items were found in Web of Science and 1069 in Scopus

In the second stage, we carefully reviewed the title, abstract, and keywords of all 1379 articles found by the automatic
filtering. A significant number of these articles were classified as not relevant. This was because a loose set of criteria was
used in the first stage to reduce the likelihood of omitting some relevant studies, thus ensuring the reliability of the
research findings. We also excluded studies outside business, management, economics, econometrics, finance,
administration, and management (e.g., pedagogy, psychology, law, engineering studies, etc.). The result of the second
stage was 98 papers (see Table 2). The full-text analysis of these papers showed that the factors for training could be
categorized into four subgroups according to the level of aggregation: a macro/national level, an industry/market level,
a company level, and a personal/individual level. Not surprisingly, the studies on company-related determinants
predominate (more than 1/3). It is also worth noting that more papers have been published since 2020 (i.e., in the last 3
years), which may indicate an increased interest in this topic recently.
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Table 2. The Outcome of the In-Depth Review of the Relevant Papers

Factors of training Number of studies

Total, of which: 98

At a macro/national level 16

At an industry/market level 7

At a company level 36

At a personal level 17

A multi-level approach 22
Findings/Results

Personal-Level Factors

In line with human capital theory, the employee profile is expected to determine the likelihood of further training. Barry
et al. (2020) claim that the age of employees is negatively associated with training opportunities (see also Korsakiené et
al, 2017); marital status plays a role, while education is insignificant. However, they point out that industry- and
company-related factors, such as workplace, market structure, and product market policy, are more important. The
workplace requirements, the workplace's further training potential, and the further training needs of employees, not
their educational background, determine attitudes toward further training (Korpi & Tahlin, 2021). Conversely, a
statistically significant correlation was also found in the opposite direction. For example, Bozi¢ (2019) found that the
older age of employees and their higher educational background in the Slovenian private sector significantly correlate
with their access to in-service training. In this way, employers are addressing skills gaps and deficits among employees.
Sung and Choi (2023) claimed that the quality of human capital is positively associated with investment in human
resource training and development. Professional management and a high-quality workforce increase the likelihood of
investing in training over time. They also found a positive impact of technological change, suggesting that the
complementarity between these two forms of intangible capital could explain the positive impact of human capital.

In contrast to the above and in line with human capital theory, Kramer and Tamm (2018) derived a complementarity
between higher educational attainment and participation in training during working life in Germany. However, they did
not explicitly refer to job-based training (see, also Cho & Lee, 2022, for South Korea). This result could be due to a higher
return on investment in training due to the human capital accumulated in the early years of life. Grzeskowiak (2015)
added the role of career stage and individual age on the type, intensity, and expenditure on education and training.

The flexibility of the workplace, manifested in the decision-making autonomy of the workplace or the performance of
different tasks, is beneficial for training. In such cases, investment in training is often disproportionately biased towards
workers with higher levels of education (Campaner et al., 2018), which may explain the positive impact of a higher
educational background on training.

Studies have also addressed gender differences in education. Halldén (2015) pointed out that men are more often
exposed to long on-the-job training than women. In the private sector, female employees are more likely to receive
training if their immediate supervisor is male. A greater risk of being on the training margin is experienced by women,
older workers, and those employed in the private sector or doing manual labor (Silvennoinen & Nori, 2017). The low
participation of female small business owners in formal training is explained by time and resource constraints and
personal preferences (Sharafizad, 2018). On the other hand, female employees value supportive human resource
management practices, including training opportunities, more than men (Human Resource Management International
Digest, 2020). The literature generally assumes that there is no gender-neutral training model (Kroese, 2022).

The Cerasoli et al. (2018) meta-analysis found many statistically significant personal demographic characteristics that
increase the likelihood of working adults participating in informal learning. These include a higher level of education,
higher rank/tenure, and marital status (married). The latter was associated with the occupational success of married
individuals. The effects of gender and age are not sizeable.

The profile of educated immigrants was also mentioned. In Canadian private companies, visible minority immigrants
receive less classroom training and participate in less and shorter classroom training than white immigrants. This pattern
could be explained by the fact that companies offer fewer training opportunities to male immigrants and that there are
differences in the workplace for female immigrants. This fact consequently affects the wages and career paths of these
employees. No significant differences were found in on-the-job training (Dostie & Javdani, 2019).

Pedrini (2020) implied that part-time employees are less likely to participate in training outside the workplace than
employees on fixed-term contracts. The negative correlation between the volume of training and part-time contracts
could be explained by these workers' lower educational attainment and lower-graded jobs, which generally supports the
human capital theory. The study revealed differing patterns between British and Italian firms regarding the exposure of
training content for part-time and temporary workers. In Italy, part-time workers are more likely to participate in
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training to improve their standard technical skills. Temporary workers are trained in non-transferable in-house or non-
standard technical skills. In contrast, the likelihood of providing non-standard technical content in the UK is higher for
part-time jobs. These differences may reflect the institutional models of the labor market, namely, using part-time
workers in administrative occupations or mobility.

Organisational-Level Factors

The determinants at the company level originate mainly from institutionalism. The relevant studies focus on the
probability of training, its forms, or the type of skills trained. The most studied factors are the company’s culture, human
resource management strategies, policies and practices, business strategy, especially product/service strategy, labor-
management relations, and the power of employee associations.

Professional development, including training as a core component, is an integral part of organizational culture (Greaves,
2020). Cultural context determines extrinsic employee motivation, a significant predictor of training and development,
especially in organizations that employ young people (Han et al.,, 2023). Ho et al. (2021) found that a supportive culture
promotes lifelong learning among employees, while a bureaucratic or innovative culture has no impact. In organizations
that require continuous improvement of employees’ skills, such as information technology, on-the-job learning can be
more efficient and less expensive than formal training (Pathak, 2017). Building a culture that supports continuous
learning and development is essential to achieving learning goals.

It can be assumed that general skills training programs that promote greater employee involvement in decision-making,
teamwork, and innovative incentive schemes are prevalent in workplaces, as employees should be trained to implement
these practices successfully. According to Cerasoli et al. (2018), formal (e.g., rewards) and informal organizational
support, autonomy in job/task, available resources, and reduced workload signal learning opportunities. They also claim
these situational antecedents are more important than personal demographic characteristics. The sharing of work
experiences, a learning-oriented culture, the existence of staff responsible for training, good human resources
management, ownership of a private company, and transparency and fairness in the selection of trainees are conducive
to lifelong learning in companies (Anlesinya, 2018; Aurrekoetxea-Casaus & Diez, 2020; Nguyen et al., 2020).

Management support is essential for fun in the workplace, providing various learning opportunities within the
organization (Taheri et al., 2022). Managers of companies that offer higher quality products/services (i.e., high-ranking
compared to low-ranking hotels) better recognize the role of training and the training needs of employees (Mitreva,
2019). On the other hand, a lack of focus on organizational learning practices or recognition of learning as a factor in
achieving values, mission, and business plans reduces training (Mousa et al., 2022).

Factors at a company level could explain some specific aspects of training. Rego et al. (2017) argued that the involvement
of older workers in training and their discrimination in favor of younger people depends on managers' attitudes towards
older people, especially the perception of older employees' adaptability, i.e., competence in performing new tasks,
resistance to change, willingness to participate in training, etc. Organizations that promote greater employee
involvement in decision-making, teamwork, and innovative incentive schemes must train their employees in general
skills to implement these practices properly.

Concerning the hospitality industry, Johnson et al. (2018) found a positive correlation between the company's service
orientation and its service training. The stronger service orientation is reflected in managers' intense communication
about the importance of services, incentives, and rewards for employees and employees’ commitment to providing high-
quality services. The innovative orientation and technological state of production are most important in explaining the
frequency and intensity of training, especially in manufacturing companies (Roshchin & Travkin, 2017). Thus, the
company’s job-related education and training engagement is rooted in its business strategy. In addition, Smith et al.
(2019) claimed that business strategy has displaced strategic response as a driver of training in Australian firms,
particularly large establishments. They underline the role of new technologies and change in the workplace and point
out that quality has recently become the most important factor. In the European context, business practices focusing on
the development of the organization’s internal resources were positively associated with training, while externally
oriented practices focusing on the organization’s environment - customers, technological cooperation, etc. - have a
negative statistically significant influence (Garcia-Cabrera et al., 2018).

Felstead (2018) tested the short-termism view during the recent global recession (2008-2009) and substantiated the
hypothesis that the opportunism of managers prioritizing short-term gains over long-term success is negatively
correlated with training activity. Market followers considered relatively short-term oriented, are more likely to report a
decline in training and scope in times of crisis.

The role of human resource management strategy and practices has also been well discussed. The human resource
development structures that are in place, particularly in larger companies, enable them to choose formal forms of
training. In contrast, smaller players generally do not have such formal facilities and rely on informal and incidental
learning (Bishop, 2020). The two main forms of learning are complementary, as the opportunity for formal learning is
positively associated with short- and long-term participation in informal learning activities. However, this relationship
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depends on the strength of the human resource management system (Bednall & Sanders, 2017) or national cultural
values, especially high uncertainty avoidance (Richter et al., 2020). Formalizing human resource practices (e.g., by
writing down plans, procedures, descriptions, etc.) is favorable for training (Cho & Lee, 2022; Davis & Amirbekova, 2019;
Wotschack, 2020a).

Another important issue that has its origins in institutionalism is the power of employee voices expressed formally or
informally. Kambayashi and Kato (2020) claimed that “de facto” communication between workers and management
about training opportunities is more important for training than “de jure” collective bargaining within the enterprise.
This result could be because unions are more willing to focus on short-term issues, such as wages or working hours, than
on long-term issues, which include worker training. Such “de facto” institutions are positively related to managers'
willingness to communicate about training, encouraging participation in training, particularly off-the-job training. The
study implies that informal work institutions play a greater role in training investment than formal legal structures. The
forms of collective employee representation that enable workers to assert their interests in training and formal human
resource practices stimulate training for low-skilled jobs. This influence is more substantial than economic or market-
related forces, such as up-to-date equipment and technologies, production, services, innovations in work organization,
and labor shortages (Wotschack, 2020a).

According to Piasecki (2021), employees who own part of the establishment (in the case of cooperative banks) receive
more training than the rest in terms of the number of training events and the duration of training. Moreover, this study
could explain the negative or negligible relationship between the educational attainment of workers and training, which
is supported by some empirical evidence presented above, as it shows that non-member workers are often young, better-
educated people.

Industry-Level Factors

Although far fewer in number, some papers examined the role of training in the business environment in which the
company operates (e.g. the region, technologies, and nature of competition). On the one hand, a positive link between
regional development and training frequency was found in Eastern Europe (Neycheva & Baltov, 2024; Stacho etal., 2019).
Conversely, in southern Italy, companies in regions with lower employment density have lower training opportunity
costs (Filippetti et al., 2019), which stimulates investment in training. Ahmad and Khan (2022) pointed out that human
resource practices, including training, differ considerably between companies operating in risky and less developed
market environments and competitive industries that use a more skilled workforce. A disadvantage of training incentives
is the low level of support from local stakeholders, such as chambers, associations, or local authorities, concerning the
training needs of companies (Fuchs et al,, 2021).

The intensity of competition, technological innovations, and customer demand also promote learning. In light of the
resource-based view, Esteban-Lloret et al. (2018) highlighted the role of competitive pressure for training. It is
determined by the company's desire to achieve a competitive advantage and perform better than its rivals. Furthermore,
in line with the institutionalist paradigm, the latter study found a meaningful impact on professional associations and the
training patterns pursued by market leaders. Aranda Jiménez et al. (2022) added the role of industry agreements in
supporting training. According to Roshchin and Travkin (2017), firm-level factors such as the technological state of
production positively affect the frequency and intensity of training, supporting the above findings, while product market
competition is positively correlated with the frequency but not the intensity of training.

The high financial, environmental, and human costs of mistakes in some sectors or the reduced supply of highly skilled
labor induce employers to pay for training (Sampson & Tang, 2016). Gussek et al. (2021) showed that training is a
primary measure to prevent skills obsolescence due to technological changes. However, due to financial considerations,
organizations are more willing to train their younger employees in new technologies than their experienced employees.
The impact of Industry 4.0 was also recognized by Whysall et al. (2019).

As mentioned above, employee poaching could also explain why rational employers (do not) offer training in general
skills. However, for Germany, Mohrenweiser et al. (2019) revealed that such practices are not common and do not
influence training patterns. Employees usually switch to competing firms when their employer suffers a temporary
slump. Nevertheless, the relationship between poaching and training needs to be explored in more detail.

Macro-Level Factors

The macro-level factors shaping the training decisions of all enterprises across a given economy can be classified into
three main groups. The first relates to national culture, traditions, and values, the second to the national institutional
framework, and the third to the state of the economy, which is determined by economic cycles, technological progress,
and digitalization. Aepli et al. (2021) highlighted the cultural differences in private preferences over public goods. Taking
this into account, they explain the higher proportion of firms offering adequate apprenticeship training positions in
Switzerland's German-speaking communities of Switzerland compared to their French-speaking counterparts. The
reason for this finding is the more robust support of private engagements, including unpaid ones, by individuals in the
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German regions. Demographic change, leading to an aging population, makes it necessary for older people to participate
in lifelong learning to remain in the workforce and extend their working lives (Angeloni & Borgonovi, 2016).

The second group of factors influencing job training involvement is linked to institutional settings and organizational
pressures. When comparing their later results (2015) with a similar earlier study, Smith et al. (2019) observed increasing
pressure of the regulatory requirements on the training initiatives (see, also, Oseghale et al., 2018; Wotschack, 2020b).
Legal protection against discrimination based on gender or sexual orientation mediates access to training (Allmang et al.,
2019). Government support, including financial incentives and practices to improve business competitiveness,
encourages employers to invest in training (Lee & Davison, 2018; Mason, 2020).

An important role has been attributed to partnerships between companies, universities, and the government as a
predictor of training. Mousa et al. (2022) focused on the barriers to formal training as a primary form of organizational
learning in public banks in a developing economy (Egypt). In addition to the organizational level factors mentioned above,
they also mention unsuitable external trainers providing training content unfamiliar to the organization's business needs.
The low level of support from the local government leads to informal personal relationships when selecting external
trainers. There is a lack of trust in the business qualifications of universities to provide vocational training. Supporting
evidence can be found in Mitreva (2019) for Macedonia and Neycheva and Baltov (2024) for Bulgaria. On the other hand,
Fuchs et al. (2021) for Germany highlighted the cooperation between universities of applied sciences and foreign
subsidiaries in providing industry-specific skills. The availability of appropriate trainers, the readiness and capacity of
academia to offer high-quality education and training, and the state of university-industry are (positive) predictors of
training activity (see Aslam et al.,, 2022; Davis & Amirbekova, 2019; Esteban-Lloret et al., 2018; Jackson et al., 2022;
Oseghale et al., 2018; Rowe, 2019; Vodenko et al.,, 2017).

Economic crises negatively pressure training activities overall, especially for semi-skilled and unskilled workers (Dietz
& Zwick, 2020). The supply-side measures proposed by the Greek government during the recent Great Recession in 2009
for small businesses, i.e., the expansion of higher educational institutions and subsidized training courses/programs,
have not led to the expected impact on the demand for formal and informal training (Panagiotakopoulos, 2015). In
addition, higher income taxation and a lower minimum wage have forced these firms to pursue low-price strategies,
negatively impacting the demand for highly skilled workers. Both studies demonstrate the negative influence of crises
on investment in training.

Conclusion

This study aims to outline the main drivers of business investments in CET based on a systematic literature review of
relevant recent publications (since 2015) indexed in Scopus or Web of Science. The research scope was limited to
economics, econometrics, finance, business, management, and administration. We explored the incentives to train rooted
in human capital theory, resource-based theory, and institutional economics. The literature search yielded 98 articles
dealing with the topic.

In line with the theoretical background (see section 2), we identified four groups of factors depending on the level of
aggregation: personal, organizational, industrial, and macroeconomic. The research mainly focused on the organizations'
role, while the industry/company environment was the least studied. A key impact on the training investments is
organizational characteristics such as a supportive culture, learning orientation, and the existence of human resource
development practices, particularly formalized ones. Recently, the role of employee voice in various forms, such as formal
institutions, non-formal representation, or stock ownership, has become essential for employee development and
training. The positive role of these factors is broadly supported by recent studies, such as those by Aurrekoetxea-Casaus
and Diez (2020), Ho et al. (2021), Kambayashi and Kato (2020), Piasecki (2021) and Wotschack (2020a). Management
attitudes and views, such as short-term vs. long-term orientation and perceptions of staff flexibility and adaptability to
age-related changes, also play a role. Another group of determinants examined relates to business strategy, innovative
practices, customer orientation, and technological progress. The stimulating impact of the latter was also recognized in
the review studies by Aranda Jiménez et al. (2022), Gussek et al. (2021), and Verma and Venkatesan (2021).

The organization's environment also appears to influence training decisions. Training is widely recognized as gaining an
advantage in a competitive business environment. In addition, modern organizations gain legitimacy and acceptance by
investing in training, especially if they are more locally based. In this respect, the studies support the positive influence
of stakeholders, such as local authorities, professional associations, or educational institutions. It was recognized that the
level of regional development also plays a role, but the direction of this impact was not precisely defined. A positive
correlation between education and regional development was observed for less-developed European economies
(Eastern Europe). One of the reasons for this result could be the higher degree of competition between the developed
regions in these countries.

At the macro level, the studies for both developing and developed countries confirm the fundamental role of academic
institutions as providers of high-quality training services tailored to companies' needs for (specific) training. This finding
complies with the works of Fuchs et al. (2021), Mousa et al. (2022), and Neycheva and Baltov (2024). National authorities
provide a regulatory framework, incentives, and support. The existing national frameworks/institutions encourage
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companies to adopt and apply similar practices in human resource management. The hypothesis that training activity is
related to the stage of the business cycle is also justified, as there is some evidence that training activity decreases in
times of crisis. Nevertheless, further work is needed in this direction.

In line with the second research question (see section 2), the literature review shows which existing theories fit the
contemporary empirical evidence. The influence of institutional determinants at the national, industry, or company levels
on the training volume has also been recognized in practice. This finding is also confirmed by Garcia-Cabrera et al. (2018).
This result means that the paradigms rooted in institutional theory better explain the determinants of training in modern
organizations. However, although these factors seem to predominate, neither of the two theoretical background
paradigms - human capital theory and institutionalism - comprehensively explains an organization’s attitude towards
training its employees; instead, they should be considered complementary. The institutional determinants, e.g., company
culture, employee voice, employee participation, etc., help the factors considered by human capital theory, such as age,
education, skills, etc., of the trainees, to unfold their effect. The decisions made by rational managers/entrepreneurs are
influenced by economic considerations as well as the internal and external institutional context in which the company
operates. This result also means that national and local institutions should adapt their approaches and practices
according to the worker's personality (i.e., age demographics, education, gender, skills acquired, etc.) to promote the
training companies offer.

This study derives the determinants of company-sponsored training in today’s organizations by applying the systematic
literature review method. Given the increasing number of scientific papers focusing on lifelong learning, it provides a
comprehensive overview of the relevant research. It synthesizes the major findings, which sets it apart from previous
works. The comparative analysis of the drivers of lifelong learning associated with human capital theory and those
stemming from institutional theory suggests that institutional factors predominate inside and outside the organization.
These include the organization’s culture, learning orientation, and formalized human resource development practices.
Both formal and non-formal employee voices prompt managers to invest in training. In terms of the company's
environment, competitive market pressures, government regulations, and regulatory support are beneficial. The
importance of universities as the main providers of specific quality services is also confirmed. At the same time, the
results on the impact of personal characteristics, such as age, educational background, or gender, differ in the studies.
Although the behavior of companies could be justified in the light of human capital theory and institutionalism, the latter
seems to better explain the motivation of today’s companies to invest in continuing education. The study has practical
implications for policymakers in the field of lifelong learning. From a practical point of view, it underlines the
responsibility of national and local authorities to provide a favorable institutional environment that motivates business
actors to finance continuing education. This responsibility is especially important in countries with low levels of
participation in adult education.

As it was indicated above, the systematic review outlines some gaps in the literature which need further elaboration.
Prospective research areas for future investigation include cost-benefit and cost-effectiveness analyses of training, the
impact of crises, particularly Covid-19 pandemics, and a careful analysis of the companies which rarely participate in
training or do not participate et al. Also, there is a need to extend the geographical scope of the relevant research by
focusing more extensively on the less developed countries in Europe. Such studies would have important implications
for the government policy in the area of lifelong learning in those economy, since our review gives an inconclusive
evidence that in the lower income countries, state regulations regarding professional accreditation, qualification
requirements for the job, etc., might be employers’ sole motive for sponsoring training.

The study is limited to research articles and conference papers included in the two reference databases Scopus and Web
of Science since 2015 onwards. Also, it focuses on a limited number of scientific fields: Business, Management,
Administration, Economics, Econometrics and Finance. Other scientific domains have not been reviewed.
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