
IOE-Deloitte-CIP 
Digital Conference on Skills and Jobs 
Transformation
Tuesday 1 September 2020 – 13:30-15:00 CEST



15th October

Welcome

- Please mute your microphone

- Please switch on your camera unless you have 
connectivity issues

- Use the chat box to raise questions

- We will start soon!

Follow us on twitter @ioevoice



Agenda
13:30-13:40 Opening remarks by the Chair Mr. Roberto Suarez Santos, IOE Secretary-General 

Welcoming statements :
• Mr. Erol Kiresepi, IOE President
• Mr. António Saraiva, CIP President 
• Mr. Mahmood Abdulla Al-Siddiqi, Permanent Mission of State of Qatar 
• Mr. Rik Vanpeteghem, Deloitte Global Public Policy Leader

13:40-13:50 Remarks by Mr. Guy Ryder, Director-General, International Labour Organization (ILO)

13:50-14:00 Remarks by Ms. Stefania Giannini, Assistant Director-General for Education, United Nations Educational, Scientific and 
Cultural Organisation (UNESCO)

14:00-14:20 Q & A session

14:20-14:45 Panel discussion on ‘Examples of effective, proven and impactful skilling initiatives at the national and company level’ by:
• Mr. Vitor Dias, Representive of CIP, Training Department Director (CENFIM – Vocational Training Centre 

Metallurgy and Metalworking)
• Ms. Diana Chavez, Vice Chair Board member, United Nations Institute for Training and Research (UNITAR) 
• Ms. Nazrene Mannie, Executive Director, Global Apprenticeship Network (GAN)

Q & A session

14:45-14:55 Official launch of the IOE-Deloitte Future Skills Assessment report
• 1-min video
• Presentation by Ms. Akustina Morni, IOE Adviser and Ms. Alessa Terzano, Manager Human Capital, Deloitte

14:55-15:00 Concluding remarks by the Chair
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Mr. Roberto Suárez Santos
Secretary-General

International Organisation of Employers (IOE)
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Mr. Erol Kiresepi
President 

International Organisation of Employers (IOE)
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Mr. António Saraiva
President 

Confederação Empresarial de Portugal (CIP)
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Mr. Mahmood Abdulla Al-Siddiqi
Representative of the Ministry of Administrative Development, 
Labour and Social Affairs, Permanent Mission of State of Qatar
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Mr. Rik Vanpeteghem
Deloitte Global Public Policy Leader 
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Mr. Guy Ryder
Director-General 

International Labour Organization (ILO)
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Ms. Stefania Giannini
Assistant Director-General for Education 

United Nations Educational, Scientific and Cultural Organization 
(UNESCO)
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Panel discussion on ‘Examples of effective, proven 
and impactful skilling initiatives at the national and 
company level’



Mr. Vitor Dias
Representive of CIP, Training Department Director (CENFIM 
– Vocational Training Centre Metallurgy and Metalworking) 
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IOE Digital Conference on Skills  
& Jobs Transformation



CENFIM
Professional Training Centre of the  

Metallurgical and Metalworking Industry

TARGETMET SECTOR

IVET
3.000/Y

CVET (LLL)
10.000/Y

BOARD

.

www.cenfim.pt

http://www.cenfim.pt/


IVET - Apprenticeship

Trainee

WBL Company

GOV.
Regulator

VET
Provider

Proximity  
Evaluation feedback  
90% of Employability

VET PROVIDER

High-School

YEARS
1st 2nd 3rd

COMPANY

Contract



CVET/L.L.L.

• By
• VET

Provider
Workshps SME • WBL

• By
• Sector

Assoc.

B2B
Consulting



PBL = Tech + Emotions

Hard Skills Soft Skills



Vitor Dias 
vdias.df@cenfim.pt

Investment needs

“We believe that, by aligning workforce skills with labour market  
demands, businesses, people and communities will be empowered to  
thrive in a world of transformation.”

(GAN)

mailto:vdias.df@cenfim.pt


Ms. Diana Chavez
Vice Chair Board member 

United Nations Institute for Training and Research (UNITAR) 
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Ms. Nazrene Mannie
Executive Director 

Global Apprenticeship Network (GAN)
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GAN 
IOE Digital Conference 

on Skills & Jobs 
Transformation
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A future of work that 
provides decent and 

sustainable work 
opportunities for all 

segments of the workforce.

We empower people and 
businesses by promoting and 

advocating for the uptake of work-
based learning, including 

apprenticeships, as a way to address 
the mismatch between the skills 

people have and the skills 
employers want.

OUR PURPOSEOUR AMBITION



WHAT HAVE GAN MEMBERS DONE

Research, innovations and 
engagement 

Programmes and activities that create 
opportunities for ongoing training , job 
creations and labour market linkages

Shape policies with our Networks 
& members to create an enabling 
environment

Enable learning and sharing through 
peer2peer exchanges online, face to face

• Ongoing engagement with the GAN's 
board members to champion WBL

• Commitment of support from the ILO

WBL Solutions for decision makersDriving the acceleration of  WBL by 
businesses

Build partnerships to develop enabling 
policy and practice

Shift to different learning methods

Evaluation and analysis of policies 
& programmes



https://skillspanorama.cedefop.europa.eu/en/analytical_highlights/covid-19-and-jobs-which-skills-make-difference

4 skills can 
make the 
world better 
after COVID-19

Skill 1: futures 
literacy

Skill 2: systems 
thinking

Skill 3: 
anticipation

Skill 4: strategic 
foresight

https://www.weforum.org/agenda/2020/08/the-four-skills-to-make-the-world-better-after-covid-19/

SKILLS SHIFTS

https://skillspanorama.cedefop.europa.eu/en/analytical_highlights/covid-19-and-jobs-which-skills-make-difference
https://www.weforum.org/agenda/2020/08/the-four-skills-to-make-the-world-better-after-covid-19/
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HOW TO SHIFT THE CONVERSATION

As a unique business-driven and CEO-led multisector alliance, GAN enjoys strong support of international organizations and is recognized as an 
exceptional and respected influencer in the world of work-based learning (WBL) that can convene and leverage the experience, knowledge and 
networks of global and community corporate leaders and policy-makers. 

GLOBAL POLICY AND ADVOCACY: Using GAN’s unique global network and relationships as affiliate to the world’s largest and most influential 
business organizations (IOE and Business at OECD), GAN members have a direct channel to voice their views and influence policy at the 
multilateral policy organizations formally associated with those business groups (ILO and OECD). GAN also provides technical insight on WBL and 
apprenticeship related topics.

CONVENING POWER AND PEER-TO-PEER NETWORKING: Providing a safe space for learning about current issues by bringing together top 
companies and organizations with immense global outreach such as the ILO, the OECD and the G20/B20 structures.

AHEAD OF THE CURVE: Access to GAN’s local networks who root the GAN Global concept and target it to meet local market needs while seeking 
out and anticipating trends, changes, threats and opportunities to help members with potential solutions or strategies on emerging issues.

STRATEGIC GAN PARTNERSHIPS and COLLABORATION ON JOINT INITIATIVES : increased visibility as a responsible business – GAN showcases 
member investments in workforce development as a pillar of corporate responsibility and contribution towards the global Sustainable 
Development Goals.



E-mail: mannie@gan-global.org Twitter: @GAN4SkillsFacebook.com/ GAN4Skills
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Nazrene Mannie
GAN Executive Director

mailto:mannie@gan-global.org


IOE-Deloitte Future Skills Assessment Report
By Tina Morni (IOE Adviser) & Alessa Terzano (Manager Human Capital)



Video
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Ms. Akustina Morni 
Adviser 

IOE
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Ms. Alessa Terzano
Manager Human Capital 

Deloitte



Methodology

HR 
function

Other functions e.g. Digital, Wealth 
Management, Sales, Finance

Big

Medium

Small

Average size of company

Employer 
organisations and 

international 
organisations

• Life sciences & health care
• Financial services
• Consumer
• Energy, resources & industrials
• Technology
• Government and public services

Private and public companies

Industry

Function

Region

Role
Chief Human Resources Officer / Chief Financial Officer 
/ Chief Digital Officer

HR leader and manager e.g. HR Business Partner, 
transformation, talent, services & systems

Others e.g. Labour experts, Executive / Managing director, 
director wealth management, Senior enablement architect 

Asia 30%

Europe 30% Africa 21%

Americas 
19%



Questions
• How do you identify and harness untapped or hidden skills of existing employees? 

• What are the most relevant soft/human/social skills needed for your daily operations? (Examples: creativity, critical thinking, 
persuasion, communications, problems-solving)

• Do you have any specific strategies in place to develop and enhance soft/human/social skills? Especially in the recruitment
process, reskilling and upskilling initiatives?

• How can you ensure that employees have the right attitudes and mentality to embrace technology and new ideas in a 
changing work environment?

• What kind of tools or methodologies do you use to anticipate or forecast the type of skills you need in the foreseeable 
future? 

• How can governments and other stakeholders help ensure human and social skills are included in national skills policies? 

• What are the social skills really missing in the current educational systems in your country?

• How important social and soft skills are in your human resources policies: Rate from 1-10
• Is it becoming: more-less-equally relevant in the last 5 years

• Are there any lessons learned from this pandemic crisis on skills development, re-skilling and in promoting a learning culture?

31



Key findings

Current skills

Top rated soft 
skills needed for 
daily operations 

(pattern observed 
in all regions)

Communication and collaboration

Analytical thinking and problem solving

Leadership

Creativity and innovation

Adaptability/flexibility and curiosity

Most of the companies said that soft 
and social skills are important in their 

HR policies and that these became 
even more relevant in the last 5 years 

(pattern observed in all regions)

Most of the companies and organisations have no 
formal mechanism in place to identify and 
harness untapped or hidden skills (pattern 

observed in all regions)

Sample mechanisms that some companies implemented for 
untapped or hidden skills identification are: Assessment and 

development centre, internal badge-based certification program, 
learning on the job, appraisal systems and conversations, (360 

degree) surveys, training-needs-analysis, external benchmarking, 
strategic planning, learning strategy and (blended) journeys, HR 

system, talking to HR leaders 

Digital 
skills

Adaptability/
Flexibility

Emotional 
intelligence

Most relevant skills in general 
across workforce

Less than half of the companies said 
that above skills are addressed 

everywhere in HR policies. Some said 
it is addressed in e.g. learning, 

recruiting or talent strategies or 
leadership and performance 

frameworks



Future skills

Strategic   
(workforce) 

planning

Thought leadership 
and external 
benchmarks

Self-made 
tools e.g. 

Excel

Top tools and methodologies for 
forecasting skills needed

50%

35%

15%

Strategy in place to develop/enhance soft/human/social 
skills

Strategy partially in place to develop/enhance 
soft/human/social skills

No strategy in place to develop/enhance 
soft/human/social skills

Tactics to ensure that employees have the right attitudes 
and mentality to embrace technology and new ideas in a 

changing work environment (pattern observed in all 
regions)

• Form a group of innovators e.g. “champions” network
• Learn from each other (peer to peer learning)
• Lead by example e.g. set the right expectations from the 

beginning 
• Showcase what “good looks like” e.g. knowledge sharing 

sessions, symposium
• Implement incentives e.g. awards and mobile credits
• Build a culture of life-long learning
• Create awareness of what is possible in terms of learning 

pathways
• Provide information and explain the “Why”

Less important for e.g. for 
Supply chain/

Manufacturing, Legal

Important for e.g. IT, HR, 
Sales/Marketing/R&D

Importance/ urgency of 
future skills per department

Job 
descriptions

Key findings



Future skills

Soft skills not really addressed in the 
current educational systems in your country 

(pattern observed in all regions)

Additional thoughts about 
your workforce and their 

future skills

Critical thinking / 
Problem solving / 

Project 
management

Global mindset / 
Teamwork / (Virtual ) 

collaboration / Resilience

Emotional intelligence /
Empathy / Curiosity / Stress 

management / 
Cultural mindset / Diversity / 

Inclusiveness

Ongoing transformation / 
Learn as we go

Key question is how to 
enable the employees

Upskilling and reskilling 
needs to become a habit

Key findings



Future of work

Lessons learns from pandemic

Fully mature

Not mature

Partially 
mature

Lessons learned from the pandemic crisis on skills development, re-skilling and in promoting a 
learning culture (pattern observed in all regions)
■ Implement a “Do it” culture – test new ways of working and adjust as required and “on the go”
■“Who adapts technology faster, will do well”
■Digitalization becomes necessary and digital literacy education is essential
■People have to learn when they need to
■Create a culture of trust
■Emphasize on ability to “Self-solve“
■Keep the learning momentum post COVID-19 to build upon it to become stronger, faster and better
■Re-skilling of employees in certain functions e.g. IT on virtual collaboration and tools to be used

• Future of work will be technology driven
• A cultural change / right mindset is required
• Develop digital careers
• Well-being is a hot topic
• Dedicate time when learning future skills e.g. block calendar 

and stick to it 

Other comments around  skills and Future of 
Work



Practical recommendations

Analyse future 
workforce skills

Analyse current 
workforce skills

Create action plan to close the 
workforce skills gap

Analyse workforce 
skills gap

Action plan
• …
• …
• …

Driven and aligned with your business strategy



Our guidance to assess future workforce skills
Analyse future 
workforce skills

Analyse current 
workforce skills

Create action plan to close the 
workforce skills gap

Analyse workforce 
skills gap

• Send out, set-up and run: HR
• Nominate: Business/manager
• Participate: Business representatives

• Schedule and run: HR
• Validate and map: Business 

representatives

• Visualize, analyse, recommend and 
compile: HR

• Validate and prioritize: 
Business/manager

• Develop and communicate: HR
• Establish, pilot and check-in: 

Business/manager

• Send out an initial communication to 
business/manager for awareness

• Nominate business representatives to 
participate in survey and workshop

• Set-up and run a 15 minutes survey per 
functional area

• Participate in survey

• Schedule and run a half-day day workshop per 
functional area 

• Validate findings from survey
• Map current against future workforce skills

• Visualize and analyse the gap between 
future and current workforce skills

• Recommend any skill changes
• Compile read-out (report)
• Validate read-out (report) and 

prioritize any skill changes

• Develop, communicate and  establish a timeline 
and plan for action

• Pilot any skill changes e.g. hire intern to test 
and adjust skills

• Check in on timeline, plan for action and skill 
changes

• 3 months before fiscal year starts
• Annually
• As required

• 2 months before fiscal year starts
• Annually
• As required

• 1 month before fiscal year starts
• Annually
• As required

• During the fiscal year
• Annually
• As required

Tool: Survey Tool: Workshop Tool: Manual sheet and read-out Tool: Manual action plan

Light touch approach for small companies with lower degree of maturity in the labour market

Business / HR  view

Objective -> Push: HR initiates process and delivers tools and reports to business/managers



How it could look like
Sample workshop structure

Our guidance to assess future workforce skills

How it could look like
Sample survey structure

1.
Multiple choice 

question

2.
Rating question

3.
Rating question

30 mins
Welcome 
and intro

1 hour 
Validate 
findings 

from survey

30 mins
Break

1.5 hour 
Map current 

against 
future 

workforce 
skills

30 mins
Wrap-up 

and closing

Use

Question 1:
Please select which of the 
following skills are most 
relevant for your future 

workforce.

Question 2:
Please evaluate how relevant 
they are in your organisation.

(1 = Relevant to 5 = Very 
relevant)

Question 3:
Please prioritize the top future 

workforce skills for your 
company.

Use brown paper and post it notes

Map current against future workforce skills

Digital skills

Adaptability/Fle
xibility

Emotional 
intelligence

FutureToday

Validate findings from survey

Adaptability/Fle
xibility

Emotional 
intelligence

Digital skills

1

2

3

Survey outcome Workshop outcome

Digital skills

Adaptability/Fle
xibility

Emotional 
intelligence

1

2

3

FutureToday

FutureToday
1. 2. 3.

Light touch approach for small companies with lower degree of maturity in the labour market

Business / HR  view



How it could look like
Sample manual action plan structure

Our guidance to assess future workforce skills

How it could look like
Sample manual sheet and read-out structure

Use

Skill gaps analysis

Skill -> Digital  skills
Adaptability / 

Flexibility
Emotional 

intelligence

Functional 
area -> IT  Medium need High need Low need

Prioritization matrix

High priority

Low  priority

Digital skills

Adaptability/Fle
xibility

Emotional 
intelligence

Use

Action plan to operationalize digital skills for the IT functional area

What Who When How

Learning and 
development

Business/ma
nager Next month Employee to conduct training about digital skills e.g. eLearning

Talent 
acquisition HR manager

Next 3 
months Recruit a new hire with digital skills from external market e.g. intern

Read-out part 1:
Summary skill 

gaps

Read-out part 2:
Summary skill      prioritization

Read-out part 3: 
Summary skill recommendations

Visualization and summary of 
analysis of skill gaps by 

functional area see graphic 
below

Visualization and summary of 
analysis of any prioritized skill 

changes see graphic below

Summary of any skill changes 
recommendations

Pilot any skill 
changes see 

samples below

Test and adjust 
any skill changes

Check-in on any 
skill changes 

Finally 
implement any 

skill changes 

Month 1-3 Month 4-6 Month 7-9 Month 10-12

Timeline

Light touch approach for small companies with lower degree of maturity in the labour market

Business / HR  view



Policy recommendations: EO to lobby govts
 Find ways to embed human and social skills in 

the different learning pathways
 Strengthen the capacities of career counsellors
 Support tripartite consultations and promote 

cooperation on skilling projects
 Provide an enabling environment for businesses 

to upskill and reskill their workforce, such as 
through incentives, grants and access to finance
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Policy recommendations: EO to lobby govts
 Promote sound labour market systems
 Build a culture of lifelong learning from a young 

age
 Lifelong learning is a joint responsibility of 

individuals (as it increases one’s employability), 
governments (through public education 
systems) and employers (such as work-based 
training)

 Expand cooperation between the education 
system and the private sector
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Policy recommendations: EO to lobby govts
 Address human and social skills in the national agenda
 Government at the central and state levels should 

make human and social skills as part of education 
curriculum

 Review of TVET and apprenticeships systems
 Understand the problems of establishing a common 

skills recognition framework and to find ways to go 
beyond this as skills are evolving

 Invest in Science, Technology, Engineering and 
Mathematics (STEM) and digital skills

42





Thank you!

www.ioe-emp.org
ioe@ioe-emp.com

Final Report: https://www.ioe-emp.org/policy-priorities/employment-skills

https://www.ioe-emp.org/policy-priorities/employment-skills
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