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Building Critical Skills 
and Competencies for 
Your Organization

What is contributing to the skills gap 
in Canada?  

In Canada, part of the problem stems from 
demographics. Canada’s growing economy and 
aging population are eating into the pool of skilled 
workers available. Additionally, prior to COVID-19, 
Canada had benefited from low unemployment 
rates, resulting in fewer job seekers with the right 
skills for the jobs available.
 
Other causes lie in more systemic issues. It’s 
surprisingly challenging to match skilled workers 
with jobs that make good use of those skills. And 
there are a lot of skilled workers in Canada who are 
more highly educated than ever. As of 2018, 58% of 
Canadian workers had pursued education beyond 
high school and earned a tertiary qualification.4 

The same year, Canada ranked the most highly 
educated country in the world.5 Additionally, 
apprenticeship has been on the rise. New 
registration for apprenticeship programs rose 11% 
from 2016 and 2018.6

 
With such a highly educated workforce, a problem 
is more so that of underemployment, meaning that 
many university graduates are working in jobs that 
they’re overqualified for. A 2014 study showed that 
Canada’s highly educated workers suffered the 
second highest rate of youth underemployment in 
the world.7

It’s getting increasingly difficult for companies to 
find the skilled workers they need to drive their 
business forward. Organizations all over the world 
are struggling to fill open roles. In Canada, for 
example, the proportion of companies reporting 
labour shortages rose to a 10-year high in 2019.1

 
According to a 2019 study by Society for Human 
Resource Management, 75% of those struggling 
to recruit talent say there is a shortage of skills 
among applicants.2 Even among employees, a 
report from Gartner in 2020 revealed that 70% 
have not mastered the skills they need for their 
jobs.3 Given the discrepancy between the skills 
the workforce possesses and those required to 
do the job, it’s no wonder why building critical 
skills and competencies within an organization is 
the No. 1 cited imperative for business leaders.3

 
This white paper explores three questions: 
What is contributing to the skills gap in Canada 
today? How can you identify and develop 
the critical skills your company needs to 
succeed? And, how can you build an effective 
culture of learning and development?
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Even highly educated and qualified workers may 
have trouble finding work when employers are 
hiring for specific skills rather than broad abilities. 
Studies show that the amount of time employers 
spend on training their workforce has declined.
 
In 1979, young workers received an average of 
2.5 weeks of training a year.8 By 2011, a study 
by Accenture showed that only about a fifth of 
employees surveyed reported getting any formal 
training from their employer.9 In 2018, this trend 
showed some improvement, jumping from 25 
average hours of employee training in Canada to 
32, but it remains a far cry from the past.10

 
Rather than a lack of talented workers, the skills 
gap seems to be largely a breakdown in the 
pipeline which fails to match the most talented, 
educated and well-trained workers in the world 
with jobs that suit their talents and neglects 
to work with them to develop the specific skills 
necessary to put those talents to good use.
 
The process of learning and development 
transcends the onboarding process – it’s ongoing. 
The skills needed today will be dated in the years 
that follow. As many as 19% of employees believe 
their skills will be irrelevant in just three years.3  
Skills are like tools in the hands of a craftsperson 
– a tool may wear out or become outmoded, but 
the person who wields it remains a valuable talent. 
With proper training, your employees can reskill to 
use their talents to meet new challenges and grow 
your business.
 
Before you can reskill your workforce, 
however, you need to know which skills 
are missing.

How to identify the skills your 
organization needs

How does a business go about analyzing their own 
personal skills gap? Using the method of talent 
gap analysis you can determine your organization’s 
projected skill and hiring needs so you can fill the 
gaps to build a more competent, committed and 
creative workforce.

Step 1: Determine needs

The talent gap analysis can take place on two 
levels: individual and organizational. Analyzing 
at the individual level allows you to determine the 
skills required to perform a role and use that as a 
rubric to measure the suitability of an individual 
for that role. At the organizational level, you can 
analyze whole teams to determine what skills are 
necessary to perform their function and where the 
team falls short. 

In either case, by charting the ideal skills each role 
and team needs to have to succeed, you’ll have a 
clearer picture of where you are and what you need 
to reach for once you complete the next step.

Step 2: Take inventory

You may already keep tabs on your employees’ 
skill sets. If not, you can take inventory of the skills 
and talents your workforce already has through 
interviews, assessments and surveys.  
You should, of course, take stock of specific job 
experience and education, but also keep track of 
broader skills, talents, competencies and interests. 
This can be valuable information when matching 
people with suitable roles.
 
You can find skills-tracking and competency-
matching software to help you with this analysis. 
The important thing is to create a detailed 
inventory of the skills and competencies of your 
current workforce so that you have a solid bedrock 
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of information to build on. You may even find some 
hidden gems along the way.
 
Group the skills into a hierarchy based on 
immediacy, applicability and sustainability. 
Immediate skills are the ones you need right now or 
in the near future. Applicability is a measurement 
of how easy it is to transfer from a learning 
environment to put it to good use in a work 
environment. Sustainable skills are measured on 
endurance, or how much potential they have to 
stay relevant through changes in the market and 
technology.
 
For example, the skills associated with plumbing 
are likely to be more enduring than those related 
to social media management, but its applicability 
depends on whether your business is in advertising  
or construction.

Step 3: Find the gaps

Once you have that inventory, you can see 
what you’re missing. Remember that analysis of 
necessary skills from step one? From that pre-
analysis, you can create an action plan to address 
the gaps in an individual or team’s skill set. Can the 
gaps be improved through training? Are they more 
suitable for a different role in the organization? It’s 
time to map the dream to reality. Using your vision 
map as a guide, you can see which roles and teams 
are filled with the most skilled individuals and 
where you need to create plans to bring them up  
to speed. 

How to build and access missing skills

With those gaps identified, you’ll need a plan to 
address them. You have three basic options for 
doing so: realignment, training and recruitment. 
You’ll likely need to mix and match  
these approaches.

Realignment

With your detailed inventory of your current 
workforce’s skills, you can reshuffle the roles and 
teams to make better use of those capabilities. 
This way, you can mine your current workforce for 
unused or underused talents.
 
Your employees may have useful talents going to 
waste in their current positions. It’s not uncommon. 
Only 34% of employees reported to Accenture that 
it was easy to move to roles that would suit them 
better within a company.9 Easing these barriers 
could unlock hidden potential.
 
Take Hilton Hotels & Resorts, for example. The 
company keeps a detailed record of its employees’ 
skills and talents so that it can activate those 
employees when needs arise that require their skills. 
For example, bilingual employees can be brought in 
from other parts of the company to help penetrate 
new markets.9

 
According to Matthew W. Schuyler, Hilton 
Worldwide Holdings Inc. Chief Human Resources 
Officer, “We’re creating an internally mobile talent 
market where there is a natural push and pull  
for skills.”
 
Training

Many employers believe they’re investing plenty 
in training and professional development. But if 
70% of employees feel like they’re not masters of 
the skills required for their jobs, as Gartner found, 
there’s clearly a disconnect.3

 
Training is the most straightforward and concrete 
way to address skills gaps among your current 
employees. It accomplishes two goals: It increases 
an employee’s productivity by giving them the 
tools they need to succeed and provides a boost to 
job satisfaction, ultimately reducing turnover and 
saving your business money in the long-run. In fact, 
when Indeed asked job seekers what could have 
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helped them stay at their company longer, the No. 1 
response (42%) was more effective onboarding  
and training.11

 
This training doesn’t need to be prohibitively 
expensive. According to a 2012 OECD report, 
small and medium-sized enterprises can take 
advantage of collaborative business networks in 
certain provinces. Take, for example, the learning 
circles called “consortia” created by Canadian 
Manufacturers & Exporters of Manitoba or the 
mutuelles de formation in Quebec, which offer 
customised services for training and  
skill development.12

Most effective training methods:

Mentorship programs: Organizations 
that embrace mentoring benefit from 
higher levels of employee engagement, 
retention and knowledge sharing. This 
form of training has proved so impactful 
that 71% of Fortune 500 companies 
now offer mentoring programs to their 
employees.13

e-Learning Courses: E-learning solutions 
offer staff the resources they require to 
increase job performance, with three-
quarters of organizations offering some 
form of self-paced e-learning through 
online courses.14

Microlearning: According to the 
“forgetting curve,” 90% of traditional 
training is forgotten after 30 days.15 

This is why more companies are investing 
in microlearning tactics to provide 
ongoing training in more engaging ways.

1
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“Small-and medium-sized enterprises 
are unable on their own to handle 
training processes, to analyse their 
needs and find the appropriate 
resources,” says a senior advisor at a 
mutuelle called FormaPlus interviewed 
by the OECD. “They have constraints 
that compel them to proceed in 
different ways.”

Recruitment

Finally, recruitment can help you address a skills 
gap in your company, and there are some ways you 
can change your recruitment process to access a 
greater pool of talent.
 
You can start by looking beyond specific skills 
to focus on finding talented candidates whose 
broader competencies make them trainable for 
the specific, niche skills you need. For example, a 
candidate for a job in your accounting department 
may not have experience working with SAP S/4 
HANA, but may be an otherwise skilled accountant 
who can adapt and learn. Understanding how 
transferrable skills can be used across various 
roles will help your recruitment team find qualified 
candidates for roles faster and more efficiently.
 
Additionally, you can access key skills by hiring 
freelancers. There are many independent 
contractors who have found that they can make a 
good living selling in-demand skills in a tight job 
market.
 
Finally, you should also look beyond your usual 
networks to recruit from a more diverse pool of 
candidates. Ask yourself who is being excluded 
from your usual approaches to hiring and how you 
can tap those pools for talent. For example, some 
companies are dropping their degree requirements, 
and others have started opening their talent pool 
to people with criminal records and examining 
these candidates on a case-by-case basis. It’s 
important to rethink your hiring biases to find 
people with the skills our businesses need to grow.
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Conclusion

The skills gap is a hybrid problem that requires a 
multipronged response. With some creativity and 
flexibility, we can improve our ability to match 
talented people with jobs they’re suited for and 
train them to keep their skills sharp and relevant.
 
Questions? Contact us at 
ca.indeed.com/hire/contact
 
See how Indeed can help you hire
ca.indeed.com/hire
 
Stay up-to-date on hiring trends
indeedleadershiphub.ca

Follow us

linkedin.com/showcase/indeed-employers

facebook.com/IndeedForEmployers
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