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Trends Shaping the Workforce Landscape.




Where are we heading with the current skills shortage?
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Drivers of the skills shortages






It will never go
back to the way
it was.

Key Drivers of Change

Convenience
 Cost
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Home vs Office
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The impact of
\ changing
~ demographics

Drivers of the skills shortages
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“Al Is transforming entry-level roles. Where did everyone go?
Many tasks that previously trained
juniors are now automated, posing
new challenges for developing future

senior talent.”
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The Next 10 Years

Baby-Boomers Retiring

Bottom of the Baby-Boomers
and X generations

Junior Staff
Millennials




The aging

“Did you know that by 2030, one in four Canadians will be
aged 65 or older? This demographic shift not only reshapes
our communities but also intensifies the demand for skilled
professionals, especially in healthcare, to support our aging

population.”

This year, approximately
10,500 Canadians will
retire weekly, contributing
to around 1,300,000 skilled

worker vacancies since

2019. ‘

/'/'2’ /‘/{/"4(/



No Better Time To Be Working



vacancies last quarter in Canada ' == o) aallilee -

: “S‘hift in hiring pattern: firms competig harder for mid-
and 7'400'000 in the US. career talent while overlooking new grads, risking a

pipeline gap in 3-5 years.”




What can we dO’?
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"Diversity, Equity, and Inclusion are essential to solving Canada’s labour shortages.
Immigrants drive nearly 100% of our labour force growth, and they already make up
36% of our physicians, 33% of business owners, and 41% of engineers—showcasing the

critical role diverse talent plays in building our economy.”






Inclusion and co-creation

eLooking for ideas and support
throughout the organization.
eLeveraging the strengths of individual
team members to achieve corporate
goals.

eEmployees are emotionally committed

.. A . . to the success of their employer.






Aclively Disengagea

75

Not Engaged
53%
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The Benefit and Cost of Leading an Engaged Team
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Actively disengaged 17%

Disengaged 53%

Engaged 30%
60% of productivity

-20% of productivity
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*15% of engaged employees would consider leaving their
employer

*Up to 85% of unengaged employees would leave their employer.

Engaged employees recommend their place of employment as a
place to work and do business.

e Capacity Building will be essential to offset skills shortage

Engaged employees are five times less likely to have safety-

.. related incidents than disengaged ones.

4 = *The cost is six times higher on average per incident for the

' disengaged employee.

Engaged 30% Disengaged 53% Actively disengaged 17%
60% of productivity 60% of productivity -20% of productivity




Two-Week Empower & Drain Challenge

(Inspired by Marcus Buckingham)

Daily Reflection Form

| Date: |
| Day #: |
Task/Activity Empowers Me (E) Weakens Me (W)
. O
. O
] O
] O
] O
NV
Instructions:

1. At the end of each day, reflect on your tasks.

2. Write down your key activities and mark whether each task:
Energized (E) you or
Weakened (W) you.

Review your patterns at the end of the two weeks to understand what empowers and drains you.

Engaged 30% Disengaged 53% Actively disengaged 17%
60% of productivity 60% of productivity -20% of productivity
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Three questions all employees ask.
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“These three questions are more
Important now than ever.”




Why is this job important to me?
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Why is this job important to me?

This Is why we join.



Who am | going to be working with?

This Is why we stay






“For new

graduates,

attraction depends

on clear pathways

to growth. If firms
remove entry 4
opportunities, we
risk disengagement
before careers even
begin.”




The future of work belongs to those who inspire
and engage.
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In Closing

Understand evolving employment trends, adapt to the modern
workplace, and recognize that traditional management
methods no longer work effectively.

Focus on the key factors influencing talent decisions:

* Why people join your organization.
* Why they stay with your organization.
* Why they leave your organization.

Prioritize these three pillars for success:

1. Diversity — Embrace inclusion to access a broader talent

pool.
2. Technology — Leverage innovation to enhance efficiency

and adaptability.
3. Engagement — Foster a motivated and committed
workforce.

“Don’t hollow out your workforce.
Winning firms attract new grads, teach i . e 7 o
them to partner with Al, and build the 34
senior leaders of tomorrow.”
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eddie @eddielemoine.com
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