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Welcome to Workforce 360, where we explore the changing talent dynamics across major 
industries in the United States. In today’s rapidly evolving economy, you are likely witnessing a 
transformation in how work gets done and who is doing it. Technological advances, 
demographic shifts, and shifting employee expectations are redefining the skills and roles 
businesses need. The workforce landscape is evolving at 360 degrees – touching every sector 
from healthcare and IT to manufacturing and energy.

As a business leader or HR professional, you might be asking: How do we keep up with these 
changes and ensure we have the right people in the right roles? The answer lies in 
understanding both the big-picture trends and the on-the-ground challenges in each industry. 
Across sectors, common themes emerge: a growing skills gap, the rise of automation and AI, 
and the need for flexible staffing solutions. At the same time, each industry faces unique talent 
hurdles and opportunities.

In this e-book, we’ll step into the shoes of industry experts to unpack how different sectors are 
navigating talent trends. You’ll find data-driven insights delivered in a conversational tone—
imagine having a candid chat with an industry mentor who tells it like it is. We’ll frame the key 
problems you’re up against, offer commentary on why they matter, and suggest forward-
looking strategies you can apply. By the end, you should have a 360-degree view of workforce 
trends and practical ideas for future-proofing your workforce.

Before we dive into each sector, keep in mind one overarching principle: the future belongs to 
organizations that can learn and adapt quickly. Whether it’s by reskilling your team, 
embracing new work models, or leveraging technology responsibly, the goal is to build a 
workforce that’s resilient and ready for what’s next.

So let’s begin our journey through the industries shaping America’s economy and see what 
talent trends are in store for you.
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Healthcare isn’t just another industry—it’s the backbone of our well-being. And yet, as someone 
managing in this field, you might feel like you’re constantly trying to bridge a widening talent gap. 
You’re not alone. Hospitals, clinics, and care facilities nationwide are grappling with worker 
shortages and burnout at a time when patient demand is rising. In this chapter, we’ll diagnose the 
causes of the healthcare talent shortage and explore remedies to ensure your organization can 
continue delivering quality care.

The Growing Shortage and Its Causes
The numbers tell a sobering story: by 2028, the United States could face a shortfall of around 
100,000 healthcare workers across various roles. This spans from physicians and nurse 
practitioners to nursing assistants and technicians. If you’ve struggled to fill open positions, these 
statistics confirm it’s not just your organization—it’s a nationwide challenge. Several factors are 
contributing to this crunch:

Post-Pandemic Turnover: In the wake of the COVID-19 pandemic, many healthcare 
professionals left their jobs or the field entirely. Exit rates remain higher than they were before 
2020, meaning experienced staff are walking out faster than new ones come in.

Aging Workforce: A significant portion of healthcare workers are nearing retirement. From 
seasoned surgeons to veteran nurses, retirements are creating large talent vacuums. You might 
be witnessing invaluable institutional knowledge leaving with each farewell party.

Burnout and Job Stress: Years of high-pressure work, especially during the pandemic, have led 
to record levels of burnout. 

When your staff are overworked and emotionally exhausted, job dissatisfaction 
soars. Some may cut their hours or leave healthcare for less stressful careers, 
further widening the gap.

Wage and Compensation Issues: Let’s face it—if your organization can’t 
offer competitive pay, retaining talent gets harder. Some regions or employers 
have struggled to keep up with rising wage expectations, and talented healthcare 
workers will move on to where they feel valued both in mission and paycheck.

This means that 
about 17.3% of the 
U.S. population is 
in this age group. 

- U.S. Census Bureau

1 in 6 people in the 
United States are 
65 years or older. 
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These challenges compound one another. An aging nurse workforce retires just as a wave of 
burnt-out colleagues quits, and suddenly patient-to-staff ratios become unmanageable. You may 
have felt the impact: longer hiring times, reliance on temporary staffing, or tough decisions about 
scaling back services.

Tech to the Rescue? The Role of Innovation
Faced with these daunting gaps, healthcare organizations are turning to technology and innovative 
practices as a lifeline. Could technology be your force multiplier? In many cases, yes:

Telehealth and Remote Care: During the pandemic, telehealth usage exploded. Today, virtual 
consultations and remote patient monitoring remain common. This isn’t just convenient for 
patients—it can also stretch your limited staff further. A specialist can consult on cases in multiple 
hospitals via video, or a single nurse can monitor dozens of patients’ vital signs remotely with AI 
assistance. Telehealth allows you to deliver care without always having a provider physically 
present, partially alleviating staffing pressures.

Artificial Intelligence (AI) and Automation: AI is making inroads in healthcare, from diagnostic 
algorithms to automated administrative workflows. Think about how much time 
your staff spends on paperwork or routine checks. AI can help triage patient inquiries, flag 
high-priority cases, or auto-complete documentation, freeing up your team to focus on what 
humans do best—empathize, make complex decisions, and care. Some hospitals are experimenting 
with AI-driven scheduling to better allocate nurses based on real-time patient load.

Task Shifting: This isn’t high tech, but it’s innovative: shifting certain tasks to 
different levels of staff. For example, some duties traditionally done by doctors 
can be handled by nurse practitioners or physician assistants; nurses in turn 
delegate non-clinical tasks to medical assistants. By rethinking roles and team 
structure, you can make the most of every team member. Perhaps you’ve already 
considered how “every pair of hands” in your facility can operate at top-of-
license (doing the highest level of tasks they’re qualified for).

Technology and creative staffing models can mitigate the strain, but they aren’t a 
panacea. Virtual care still requires providers behind the screen, AI needs skilled 
operators and oversight, and task shifting demands training and trust. That said, 
organizations embracing these tools often find they can do more with less, 
buying time to recruit and train new staff.

Strategies to Bridge the Healthcare Talent Gap
How can you take action to close the gap? Bridging the talent shortage in 
healthcare will require a multi-pronged strategy, and it’s as much about retaining 
the people you have as it is about attracting newcomers. Consider the following 
approaches:

Grow Your Own Talent: Many healthcare employers are investing in training 
programs to develop talent internally. This could mean partnering with nursing 
schools for residency programs, sponsoring tuition for medical assistants to 
become nurses, or fast-tracking promising staff into advanced roles. By creating 
a pipeline and clear career paths, you not only fill roles but also give employees a 
reason to stay (they see a future with you).
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Flexible Staffing Solutions: To handle fluctuating patient volumes and avoid overworking your 
core staff, flexible staffing is key. You might use per-diem nurses, traveling clinicians, or 
part-time specialists to fill gaps during surges. These contingent workers can be a pressure 
relief valve, ensuring you’re not caught short during critical times. If you haven’t already, consider 
establishing a pool of on-call professionals or forming partnerships with staffing agencies that 
specialize in healthcare.

Improve Work-Life Balance: Retention often comes down to how people feel at work. Small 
changes like more flexible scheduling, wellness programs, or additional support staff can make
a big difference. Could you implement a rotating schedule that guarantees everyone some 

weekends off, or provide counseling services for staff dealing with stress and trauma? Addressing 
burnout proactively will pay off in loyalty and fewer sick days.

Policy and Advocacy: Some solutions need a broader lens. The healthcare talent gap is 
prompting policy makers to act, for instance by streamlining immigration for healthcare 
professionals. Foreign-trained doctors, nurses, and technicians can help fill rural and urban 
shortages if licensing hurdles are eased. While you might not control national policy, you can lend 
your voice through professional associations advocating for sensible changes like visa reforms or 
funding for healthcare education programs.

By combining these strategies—developing talent, staying flexible, caring for your staff, and 
influencing policy—you create a holistic plan to bridge the gap. It’s about being proactive rather 
than reactive. For example, instead of waiting until your last respiratory therapist resigns to start a 
training program, you establish a mentorship and training pipeline now.

Compliance Spotlight — What Each 
Role Must Know

Front-line Clinicians (Physicians, 
Nurses, Therapists)
HIPAA Privacy & Security Rules, EMTALA, CMS 
Conditions of Participation, state scope-of-practice 
rules

IT & Data Teams
HIPAA Security Rule technical safeguards, HITECH 
breach-notification, 21 CFR Part 11 for e-records.

HR & Staffing Managers
OSHA Blood-borne Pathogens, Nurse Staffing 
Standards, FLSA overtime for 24-hour operations, 
EEOC.

Revenue-Cycle & Compliance Officers
Stark Law, Anti-Kickback Statute, OIG Exclusion 
checks, ICD-10 & CPT coding accuracy.
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Reflection Prompt: Think about your current team—what’s one critical role where a 
vacancy would seriously impact operations? What is one step you can take this quarter to 
strengthen your pipeline or backup for that role? Jot down a quick action plan to start 
securing that talent gap before it becomes a crisis.

Key Takeaways (Healthcare):

• The healthcare talent shortage is real and pressing, driven by retirements, burnout, and post-
pandemic shifts. A 100,000-worker gap by 2028 underscores the urgency.

• Technology like telehealth and AI can extend your team’s capacity, but these tools 
complement rather than replace skilled healthcare workers.

• Bridging the gap requires both recruitment and retention. Invest in growing your own talent, 
use flexible staffing for surge capacity, and ensure your workplace supports employees’ well-
being.

• Engaging in broader solutions (like supporting immigration of healthcare workers and 
education funding) can help address systemic challenges beyond your facility.
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In the fast-paced world of Information Technology (IT), it sometimes feels like there’s a new 
“game-changing” trend every month. As an IT leader, you’re bombarded with hype about the latest 
frameworks, AI tools, or cybersecurity threats. Amid all this noise, one thing remains constant: you 
need a resilient team that can adapt and deliver. This chapter cuts through the hype to focus on 
what really matters for your IT workforce. We’ll look at the talent shortages behind the tech 
headlines and how you can build an IT team that’s not just up-to-date, but future-ready.

Critical Skills in Short Supply
Despite the buzz around tech, many IT departments are understaffed in key areas. It might surprise 
your non-IT colleagues to hear that even in 2025, demand for certain tech skills far exceeds 
supply. Let’s highlight a few:

Cybersecurity Professionals: With cyber threats growing every day, organizations are desperate 
for skilled cybersecurity staff. The U.S. faces an estimated shortage of around 265,000 
cybersecurity professionals. That means if you’re trying to hire a cloud security expert or incident 
response analyst, you’re competing with countless other companies doing the same. Globally, the 
cybersecurity workforce has swelled to nearly 5 million, yet it’s still not enough to fill all open roles. 
The talent gap in this area could leave your company vulnerable if not addressed.

Cloud Architects and Engineers: By now, almost every business relies on cloud computing in 
some form. Moving operations to the cloud and managing those systems post-migration requires 
specialized expertise. The rush to adopt cloud services has led to a shortage of qualified cloud 
professionals. Perhaps you’ve experienced projects being delayed because you didn’t have an 
AWS or Azure architect available. It’s a common pain point as the industry realizes you can’t just 
lift-and-shift without the right people to do it.

Data Analysts and AI Specialists: “Data is the new oil,” as the saying goes. 
Companies are collecting mountains of data and investing in analytics and AI to 
make sense of it. Roles in data science, machine learning, and analytics are some 
of the most sought-after (and highest-paid) in tech. In fact, data-related positions 
often command salaries well above national averages. While exact needs vary, 
almost every industry now wants data analysts—meaning you in IT are not only 
competing with tech firms for talent but also with banks, retailers, and healthcare 
organizations. The result is a fiercely competitive market for skilled data people.

Experienced Software Developers: Here we have an interesting paradox. On 
one hand, there’s talk of AI-assisted coding tools boosting developer productivity 
(and indeed they have). Some companies even slowed down hiring developers in 
the last couple of years, noticing that one programmer can do more with AI help—
leading to about a one-third drop in open software engineering positions compared 
to five years ago. On the other hand, the long-term outlook still shows software 
development roles growing. The U.S. Bureau of Labor Statistics projects strong 
double-digit growth for software developers, QA analysts, and testers over the 
next decade. So while you might feel a temporary lull or be experimenting with 
smaller dev teams, don’t be fooled: you’ll likely need more coders and testers in the 
future, especially those proficient in working alongside AI and automation tools.

These examples make one thing clear: having the right mix of IT skills on your 
team is more critical than ever. Gaps in expertise—be it a missing security 
specialist or lack of data science know-how—can slow down projects or leave your 
organization exposed. The challenge is finding and keeping these experts when 
everyone else wants them too.
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Beyond the Hype: Focusing on Fundamentals
It’s easy to get caught up in the excitement of new tech trends. Every week, you hear about 
a new JavaScript library, a must-try DevOps tool, or an AI model that promises to change 
everything. Chasing the hype, however, can be a recipe for a revolving door of skill requirements. 
To build a resilient IT team, focus on fundamental, durable skills and a culture of learning:

Core Problem-Solving Abilities: Technologies will come and go, but analytical thinking and 
problem-solving endure. A developer adept at breaking down problems can pick up a new 
programming language fairly quickly. Similarly, a security analyst with a keen investigative mindset 
will adapt as threats evolve. When hiring or training, emphasize these underlying competencies 
over knowing the “hot” tool of the moment.

Continuous Learning Culture: The one certainty in IT is change. Encourage a culture where your 
team continuously learns and certifies in new skills. Maybe you create a training budget for each 
team member or set up knowledge-sharing sessions where one employee teaches others about a 
technology they’ve been exploring. Teams that embrace learning can ride the waves of change 
without capsizing. Does your team have dedicated time to learn new skills or experiment? If not, 
consider introducing that—whether it’s a formal 10% time policy or informal “lunch and learn” 
meetups.

Cross-Training and Knowledge Sharing: Resilient teams avoid silos. If only one person knows 
your legacy database or a critical piece of infrastructure, your operations are fragile. You can 
improve resilience by cross-training team members. Pair up staff on projects so they learn from 
each other. Document processes and solutions openly. This way, when turnover happens (and it 
inevitably will, given how in-demand your IT folks are), you won’t lose all the expertise in one go.

Avoiding Shiny Object Syndrome: Every new tool should solve a real problem for 
your business. Before jumping on a trend, ask: Does this help us serve our 
customers better or make our tech backbone stronger? Keeping that pragmatic lens 
will help you prioritize what skills you truly need to develop in-house versus what’s 
nice-to-have. For instance, if a hyped technology like blockchain isn’t directly useful 
to your operations, it might be wiser to focus on more pertinent areas like improving 
cybersecurity or finally migrating that on-premises database to the cloud.

By doubling down on fundamentals and fostering adaptability, you make your IT 
workforce ready for anything. When a new technology does become important, 
your team can acquire it faster than a team that’s never given time to learn. That’s 
the hallmark of a resilient IT team: not that they know every new thing already, but 
that they can learn every new thing as needed.

Strategies for Building (and Keeping) a Strong IT Team
Now let’s talk concrete steps. How can you ensure you attract and retain the tech 
talent you need? And once they’re on board, how do you keep them engaged and 
growing?

Competitive and Flexible Work Arrangements: Top IT talent knows their worth. 
They’re looking not just for good pay, but also flexible work options. If your 
company still requires a strict 9-to-5 in-office routine for developers or analysts, 
you may be turning off great candidates who expect remote or hybrid work as the 
norm. Offering flexible hours or remote work opportunities greatly widens your 
talent pool (you could hire that brilliant engineer who lives two states away) and 
keeps current staff happier. Plus, many IT pros report they’re more productive when 
given autonomy over their work environment and schedule.
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Use Contractors and Consultants Strategically: Sometimes you need a particular skill for a 
short-term project—say, a network overhaul or a one-time app development. This is where flexible 
staffing through contractors or consultants comes in. You can bring in an expert for the duration of 
the project rather than struggle to hire full-time for a niche skill you won’t need later. Many 
companies maintain relationships with IT consulting firms or independent contractors as a way to 
plug skill gaps on demand. This approach can also prevent burnout of your core team by not 
overburdening them with projects outside their expertise.

Career Progression and Skill Development: One reason tech employees switch jobs frequently 
is to advance their careers or learn new things. Create paths within your organization for them to 
do that instead. Can a junior developer become a senior, then an architect, without leaving your 
company? Do you have mentorship in place to groom a cybersecurity analyst into a team lead role? 
Laying out clear career paths and providing leadership opportunities or special projects to stretch 
their skills will give ambitious IT professionals a reason to stay.

Inclusive and Engaging Culture: IT teams thrive when people feel included and heard. This 
might sound soft compared to hard skills, but culture impacts retention hugely. Foster a team 
culture where everyone—whether they’re a veteran mainframe operator or a 22-year-old data 
scientist—is respected for their contributions. Encourage idea-sharing and perhaps even healthy 
debate on technical solutions. When people feel they have a voice in technology decisions and that 
their unique background or perspective is valued, they’re more likely to stick around and more 
likely to refer others to join your team.
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Compliance Spotlight — What Each 
Role Must Know

Software Developers & DevOps
Open-source license compliance, Secure Software 
Development Framework (SSDF), Export 
Administration Regulations.

Cloud & Security Engineers
SOC 2, ISO 27001, NIST 800-53 / Fed RAMP 
(public-sector work), PCI DSS for payments.

Data & AI Teams
GDPR, CCPA/CPRA, emerging AI governance 
(EU AI Act draft, NIST AI Risk Mgmt Framework), 
algorithmic bias rules.

IT Leadership / vCISO
Sarbanes-Oxley IT controls (for public companies), 
NYDFS Part 500, incident-reporting deadlines in 
state laws.
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Quick Quiz: True or False – “If my IT team is currently fully staffed, I don’t need to worry 
about talent shortages.”

Think again! Even if you’re fully staffed today, remember that IT is a fast-moving field. 
Team members may acquire new ambitions or get poached by competitors. Always be 
cultivating your next hire or upskilling your current folks. In IT, complacency in talent 
strategy today can become a crisis tomorrow.

Key Takeaways (IT):

• Despite all the tech hype, fundamentals like cybersecurity, cloud, data analytics, and good old 
software development remain in high demand and short supply. Identify which skill gaps pose 
the biggest threat to your IT operations and address them proactively.

• Build resilience by focusing on core skills and fostering a learning culture. A team that’s 
adaptable can navigate whatever new technology or crisis comes their way.

• Attract and retain IT talent by offering what they want: flexibility, continuous growth 
opportunities, and a positive, inclusive environment. Sometimes the best perk is simply letting 
a great employee keep learning and balancing work with life.

• Don’t go it alone—use flexible staffing like contractors for specialized or temporary needs. It’s 
a strategic way to bolster your team without long-term commitments, ensuring your full-
timers can focus on what they do best.
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Retail is an industry of constant change, perhaps now more than ever. If you’re in the retail sector, 
you’ve seen first-hand how shopping habits have evolved. Customers bounce between online 
stores and physical locations, expecting a seamless experience in both. This omni-channel 
revolution isn’t just about technology and inventory—it’s about people. The skills your retail 
workforce needs today are a far cry from those of a decade ago. In this chapter, we’ll explore how 
retail’s talent needs are shifting in the omni-channel era and how you can staff up to meet 
customer expectations across all channels.

Shifting Roles in an Omni-Channel World
Think about the range of roles in retail today. You likely still have the traditional positions: store 
associates, cashiers, customer service reps. But added to those are newer roles like e-commerce 
fulfillment specialists, digital marketing analysts, and omni-channel customer support agents who 
handle chats and emails. Here’s what’s changing:

Blending Online and In-Store Responsibilities: The line between online and offline retail is 
blurring for employees. In many businesses, a store associate might also be the person preparing 
online orders for curbside pickup. Likewise, your customer support team might handle inquiries 
from in-store shoppers one minute and online chat questions the next. Staff must be versatile. You 
might already be cross-training employees so they can pinch-hit in different channels as needed. 
This flexibility is gold during peak times (like holiday rushes) when all hands need to be on deck, 
regardless of channel.

Increased Demand in Logistics and Fulfillment: With the boom in e-commerce, roles that deal 
with the movement of goods have grown. Warehousing, delivery, and supply chain management 
talent is at a premium. If your company expanded its online sales, you may have experienced how 
crucial it is to have enough warehouse pickers, packers, and logistics coordinators. 

A delay or error in fulfillment can lose a customer just as surely as a poor in-store 
experience. Thus, hiring reliable people for these behind-the-scenes roles is now as 
important as staffing the sales floor.

Evolution of In-Store Roles: Physical stores aren’t going away, but their purpose 
is evolving. Many retailers are turning their stores into experiences—places to 
showcase products, offer services, or build community—rather than just transact 
sales. As a result, store employees today are expected to do more than ring up 
purchases. They might need to demonstrate products, assist customers in using 
mobile apps or kiosks, or handle online returns in-store. Essentially, your in-store 
team is becoming more tech-savvy and customer-experience focused. You might 
recruit for different traits than before: digital literacy and interpersonal skills are as 
valuable as the ability to stock shelves.

Seasonal and Flexible Staffing: Retail has always had seasonal peaks. What’s 
notable now is how much those peaks can spike due to online promotions (think 
Cyber Monday) in addition to traditional holidays. Retailers like Macy’s have hired 
tens of thousands of seasonal workers in recent years to cope with holiday demand 
across stores and online fulfillment centers. To manage these surges, many 
businesses maintain a flexible staffing model. This could include on-call staff, part-
timers willing to take extra shifts, or arrangements with temp agencies. The 
challenge is ensuring that even short-term hires are well-trained enough to keep up 
your brand’s standards.
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The Digital Skills Gap in Retail
For a long time, retail jobs were considered “low-tech” and mainly about customer interaction and 
physical tasks. Not anymore. According to industry surveys, about 79% of retail jobs now require 
some level of digital skills. That could be as simple as using point-of-sale software or as complex 
as analyzing sales data in Excel, managing an inventory system, or executing social media 
campaigns. Yet, finding workers with these skills isn’t easy—around 62% of retail leaders report 
difficulty hiring people with the necessary tech know-how.

If you’ve tried hiring for roles like an e-commerce manager or a data analyst to make sense of 
customer data, you know you’re competing not just with other retailers but with tech companies for 
that talent. Even at the store level, you might find that long-time employees struggle to adapt to 
new digital tools, and new hires who are tech-savvy might lack retail experience.

Bridging this digital skills gap is a top priority. Some strategies retailers are using include:

Upskilling Current Staff: Many retailers are investing in training programs to elevate their 
employees’ digital competencies. For example, you might run workshops to train store staff on 
how to manage online order tablets, or teach your marketing team the latest in e-commerce SEO 
and analytics. Companies are realizing it can be more cost-effective to train a loyal, experienced 
retail worker in new tech than to find a tech expert and teach them retail from scratch.

Hiring for Attitude and Aptitude: When tech skills are hard to find, some retailers focus on hiring 
people who are eager and able to learn, even if they lack specific experience. The idea is to bring 
on team members who are enthusiastic about technology and customer service, then provide 
on-the-job training. For instance, a candidate might not know your inventory software on day one, 
but if they’re generally good with gadgets and eager to improve, they’ll pick it up quickly.

Blending Teams: Another approach is to increase collaboration between the 
“digital team” and the “store team.” In practice, this might mean rotating 
corporate e-commerce staff through front-line store shifts to understand that 
side of the business, or having store managers contribute ideas to the online 
customer experience. When teams aren’t siloed, skills and knowledge transfer 
more naturally.

The retailers that succeed in the next decade will be those that turn their 
workforce into a digitally savvy force, capable of delivering a great customer 
experience whether that customer is in a checkout line or on a smartphone app.

Automation, AI, and the Retail Workforce
No discussion of retail trends is complete without touching on automation and AI. 
From self-checkout machines to AI-driven personalized product 
recommendations, technology is changing how routine tasks are done. 
Understandably, this raises questions about the retail workforce: Will automation 
reduce jobs? Change jobs? Create new ones?

Here’s the balanced view: automation will change jobs more often than it will 
eliminate them. For example:

Self-Checkout and Cashier Roles: The introduction of self-checkout kiosks 
means fewer checkout lanes need manning. But rather than eliminating the need 
for staff, many retailers reallocate those workers to other tasks—like assisting 
customers on the floor, handling returns, or keeping an eye on the self-checkout 
area to help as needed. The role shifts from purely scanning items to more of a 
customer service guardian who can troubleshoot tech issues or verify ages for 
restricted sales.14 | The Talent Blueprint: Building Resilient Workforces In a Digital Age 



Inventory Management: AI-powered inventory systems can automatically reorder products, and 
robots can roam store aisles or warehouses to scan shelves. These technologies reduce manual 
stock-taking work. However, they also create new jobs like robot operators or data analysts who 
monitor inventory data and decide on merchandising strategies. If your company adopted an AI 
inventory system, you might have repurposed some back-room clerks into data-focused roles, 
ensuring that the tech is making the right decisions (since AI is great at data crunching but humans 
still excel at context and judgment).

Targeted Marketing and Customer Insights: AI crunches customer purchase data to suggest 
what products to stock and who to market to. That can streamline what your merchandising 
planners or marketing analysts do. Instead of spending days pulling reports, employees can spend 
time crafting creative promotions or improving the in-store experience using insights the AI 
provides. In effect, the job becomes less about data gathering and more about decision-making.

Robotics in Warehousing: Automated guided vehicles and sorting robots in warehouses can 
handle a lot of the heavy lifting and moving. While this might mean fewer forklift driver positions, it 
increases demand for maintenance techs who can service the robots and for skilled operators who 
can manage an automated workflow. It’s a shift from pure physical labor to a mix of overseeing 
technology and doing specialized manual tasks robots can’t.

For retail leaders, the key is to anticipate these shifts and prepare your people for them. This might 
involve reskilling programs – for instance, training a cashier to become a visual merchandiser or an 
inventory analyst as their role evolves. It also involves communicating with transparency: if you’re 
introducing automation, engage your workforce by explaining how roles might change and what 
new opportunities can arise. Fear of job loss can be alleviated by a clear plan for job transition.

Strategies for Omni-Channel Talent Management
Given all these changes, how can you ensure you have the right team in place for 
omni-channel success? Here are a few strategies:

Cross-Training Employees: Make flexibility a cornerstone of your staffing. When 
you cross-train team members on multiple tasks (for example, sales associates 
who can also fulfill online orders, or warehouse staff who can do customer service 
via chat during downtime), you create a nimble workforce that can shift with 
demand. This doesn’t mean everyone does everything, but a bit of overlap in skills 
goes a long way in covering peaks or unexpected absences.

Optimize Scheduling with Data: Use the sales and traffic data at your disposal to 
staff smarter. Modern workforce management tools allow you to predict busy times 
in-store and online and schedule accordingly. For instance, if data shows Monday 
nights have a surge in online orders, you might schedule extra warehouse or 
curbside pickup staff at that time. The better your predictions, the less you 
overwork your staff during rushes or waste labor during lulls.

Retention of Front-Line Workers: With retail turnover traditionally high, retaining 
your trained workforce is paramount. Consider what will make someone stay in a 
retail job: opportunities to grow (maybe into management or corporate roles), a 
positive team culture, and recognition for good performance. Some retailers have 
implemented coaching and development programs for hourly workers to show 
them a path to promotion. Others use incentive programs (bonuses, employee 
discounts, or competitions) to keep morale up. A stable, experienced team will 
handle omni-channel complexities far better than a constantly rotating crew.
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Tap into the Gig Economy for Peaks: On top of a core team, think about creating a roster of 
reliable gig or temporary workers you can call during peak times. This might include former 
employees who are open to picking up occasional shifts, or part-timers from a staffing app who 
are rated and vetted. Embracing a flexible labor pool can save you when you need people on short 
notice. Just ensure anyone customer-facing still gets basic training so the customer experience 
doesn’t suffer.
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Compliance Spotlight — What Each 
Role Must Know

Store & Customer-Facing Staff
OSHA ergonomics, ADA accessibility, FTC 
consumer-protection signage. E-commerce & 
Payments Team

E-commerce & Payments Team
PCI DSS, GDPR/CCPA for customer data, FTC’s 
Children’s Online Privacy Protection Act (COPPA).

Warehouse & Fulfillment
OSHA powered-industrial-truck rules, DOT HazMat 
labeling (if shipping aerosols, batteries, etc.).

HR & Payroll
FLSA overtime, Equal Pay Act, predictive-scheduling 
laws in select cities, EEOC harassment prevention.
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Key Takeaways (Retail):

• Omni-channel retail blurs the lines between online and offline roles. Your workforce needs to 
be versatile, with employees often handling tasks for multiple channels.

• There’s a notable digital skills gap in retail. Most roles now require tech know-how, from using 
point-of-sale systems to managing online orders. Investing in upskilling and hiring adaptable 
learners is critical.

• Automation and AI are changing retail jobs, but not simply cutting them. Many roles are 
evolving rather than disappearing. The companies that succeed will reskill their workers and 
integrate technology in a way that enhances the human touch instead of replacing it.

• To navigate seasonal swings and omni-channel demands, use cross-training, data-driven 
scheduling, and flexible staffing models. And above all, work to retain your good people—it’s 
their experience and adaptability that will make your omni-channel strategy hum.
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Omni-Channel Readiness Checklist: 
Are you set up for success across all channels?

 Cross-Training Program: We train store staff on basic online order 
handling and e-commerce staff have exposure to in-store operations.

 Digital Skills Training: We offer workshops or resources to help 
employees improve their comfort with new retail technologies (e.g. 
inventory tablets, CRM systems).

 Flexible Staffing Plan: We have a strategy (and budget) for hiring temporary 
or gig workers during peak periods to support our core team.

 Employee Retention Focus: We actively recognize and reward front-line 
employees, and provide paths for advancement to keep talent within the 
company.
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In manufacturing plants across the country, a quiet revolution is underway. You might have noticed 
it on your own factory floor: new machines humming where manual labor once dominated, 
operators with laptops as well as toolkits, perhaps even a friendly collaborative robot (cobot) 
working alongside your team. Automation is transforming manufacturing at a rapid pace. But it’s 
not replacing people wholesale; instead, it’s changing the skills people need and the jobs they do. 
In this chapter, we’ll discuss the state of the manufacturing workforce and why reskilling and 
upskilling are the lifeblood of the industry’s future.

The Manufacturing Workforce Outlook
First, let’s set the scene with some context. Manufacturing remains a huge part of the US economy, 
employing roughly 13 million people as of the end of 2024. After some turbulent decades, 
employment numbers have stabilized in recent years. However, stability on the surface hides 
looming challenges:

Retirements and New Demand: Over the next decade, the industry might need to hire as many 
as 3.8 million workers. Why so many? A combination of baby boomers retiring from long-held 
manufacturing jobs and the creation of new positions due to growth and technological change. 
The worry, though, is that about half of those positions (possibly 1.9 million jobs) could go unfilled 
if current trends continue. That’s because the next generation of workers isn’t entering 
manufacturing at the same rate, and there’s a skills gap for the more advanced roles emerging.

Shifting Geography and Sectors: Manufacturing jobs are not evenly distributed. They tend to 
cluster in industrial regions – think of the Midwest or Southeast states like Indiana, Ohio, Michigan, 
or Alabama. These areas have rich manufacturing traditions and often the training infrastructure 
(like trade schools) to support them. If you’re operating in one of these hubs, you may have an 
easier time finding skilled labor locally. 

If you’re outside these areas, you might be feeling the pinch more acutely or having 
to entice workers to relocate. Furthermore, within manufacturing, some sectors are 
booming (like aerospace, automotive, electronics – all increasingly high-tech), while 
others might be shrinking or plateauing. High-tech and precision manufacturing jobs 
often require more education and continuous training, which can be a hurdle in 
finding ready candidates.

Impact of Economic Cycles: Manufacturing can be cyclical. Demand for goods 
can rise and fall with the economy. But unlike in the past, when a downturn just 
meant layoffs, now it might mean also losing valuable technical talent that is hard to 
replace when things pick up. It’s a frustrating paradox: you need to maintain a 
skilled workforce through the ups and downs, but budget pressures push you to cut 
headcount during a slump. This is where flexible staffing (like temporary contracts) 
can help maintain a core of skills while scaling labor costs to demand – more on that 
in strategies.

In short, the manufacturing workforce faces a twofold challenge: a quantity issue 
(enough people) and a quality issue (people with the right skills). Let’s delve into 
the quality side, as that’s where reskilling comes in.

Automation’s Effect on Skills Demand
Walk into a modern factory, and you’ll see a very different picture than 30 years 
ago. Automation, robotics, and computer-controlled systems (like CNC machines or 
3D printers) are widespread. Manufacturers are adopting these technologies for 
good reason: to increase productivity, improve precision, and cope with labor 
shortages for repetitive tasks. However, these technologies also mean the average 
worker’s skill set needs an upgrade. Consider:
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New Technical Roles: Automation creates jobs such as robot technicians, automation engineers, 
and data analysts for production metrics. If you install a fleet of robots on your assembly line, you 
need people who can program and maintain them. These roles often require an understanding of 
both mechanics and software. Many companies report difficulty hiring for these hybrid skill sets –
for example, a maintenance worker who’s equally comfortable with a wrench and a programming 
console.

Rising Skill Levels in Traditional Roles: Even jobs that remain fundamentally manual are now 
tech-enhanced. A welder might work with an automated welding machine, a machinist might need 
to operate a CNC interface, and a quality control inspector might use digital measurement tools 
and statistical software. It’s estimated that the need for advanced skills (like proficiency in 
simulation software, data analysis, or using digital dashboards on the production line) has surged 
dramatically in recent years, up by an order of 75% over five years. If you hire someone today for a 
production role, chances are they need far more technical literacy than someone you hired a 
generation ago for the “same” role.

Less Repetitive, More Adaptive Work: Automation excels at repetitive, predictable tasks. What 
does that leave humans? The tasks that are irregular, require decision-making, or craftsmanship. 

Your employees might now handle multiple types of tasks instead of one repetitive function, 
intervening only when the automated systems flag an anomaly or when a custom piece needs 
special handling. This means workers must be able to adapt on the fly, troubleshoot issues, and 
have a broader understanding of the whole production process, not just one station. Soft skills like 
problem-solving and communication (to coordinate with other teams or engineers) become more 
important, elevating the profile of a once purely “blue-collar” job into a tech-savvy troubleshooter 
role.

The bottom line is, automation doesn’t remove humans from the equation; it 
raises the bar for human skills. As you integrate more tech into your operations, 
you must also invest in your human capital, or the shiny new machines won’t deliver 
their full potential due to operator skill bottlenecks.

In short, the manufacturing workforce faces a twofold challenge: a quantity issue 
(enough people) and a quality issue (people with the right skills). Let’s delve into 
the quality side, as that’s where reskilling comes in.

Reskilling and Upskilling: How to Adapt Your Workforce
Knowing that skill demands are rising, how do you ensure your workforce keeps 
up? The answer is a concerted focus on reskilling (teaching current employees new 
skills for different jobs) and upskilling (enhancing their current skill set for their 
existing job). Here are strategies to consider:

Internal Training Programs: Many manufacturers are creating in-house training 
programs or “academies.” These can range from formal classes to on-the-job 
mentoring or apprenticeship models. For example, an experienced machinist could 
mentor younger workers on CNC programming, or you might set up a classroom in 
your facility for basics in robotics and automation for any interested employee. 
Some companies even use e-learning platforms, letting employees take modules on 
their own time (with incentives for completion). Given that surveys show about 80% 
of manufacturing employees actually want more frequent skill updates, you’ll likely 
find a willing audience. Interestingly, a high percentage of workers also report 
being fairly satisfied with current training opportunities (around 70%+), which 
suggests that efforts made in recent years are paying off. The takeaway: 
employees value employers who invest in their development. It boosts morale and 
loyalty in addition to skills.
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Partnerships with Educational Institutions: Don’t do it all alone. Community colleges, technical 
institutes, and universities are eager to partner with industry to ensure their curriculum matches 
real-world needs. You could collaborate with a local tech school to develop a program in, say, 
industrial mechatronics or supply chain automation, tailored to the roles you need. Some 
manufacturers donate equipment or offer their facility as a “lab” for students. In return, they get a 
pipeline of graduates who trained on the very systems the company uses. This approach can be 
especially useful in regions where you’re a major employer – it’s in the community’s interest to align 
education with the jobs you offer.

Onboarding and Apprenticeships: Traditional apprenticeships are making a comeback in 
advanced manufacturing. These programs combine paid work with class instruction over a couple 
of years, leading to a certified skill (like an advanced CNC operator or an industrial electrician 
specialized in automation). If you struggle to find fully trained hires, consider taking in less 
experienced workers and training them through a structured program. European companies have 
done this for ages; in the US, it’s gaining traction as a way to build exactly the skills needed, while 
fostering employee loyalty (apprentices often stay on for many years post-certification).

Cross-Training and Job Rotation: Within your current workforce, one way to build flexibility is to 
cross-train employees on different machines or processes. For instance, an assembly line worker 
might spend some days working with the maintenance team to learn basics of machine 
troubleshooting. Or, rotate staff between different production cells to broaden their competence. 
This way, when you implement a new technology, you have a group of employees with a baseline 
understanding of multiple parts of the operation, making it easier for them to pick up that new 
thing. It also safeguards you against specialization silos – if one expert in a critical task leaves, you 
have others who can step in.

Embracing Flexibility and the Human Element
Even as we focus on tech and skills, remember that manufacturing is still very much 
a people business. Employee motivation, safety, and engagement count for a lot. 
Here are additional thoughts on keeping the human element strong:

Safety and Comfort with Automation: One barrier to adopting new tech can be 
fear or discomfort among staff. Some might worry that robots will replace them; 
others might simply be intimidated by complex machines. An approach here is to 
involve employees early when introducing automation. Let them provide input, 
attend the vendor demonstrations, or even help in selecting the equipment. When 
people are part of the change, they’re more likely to embrace it. And always retrain 
on safety when a new process comes in—make sure everyone knows how to 
operate or work alongside new machines without risk.

Career Pathways in the Plant: Traditionally, someone might start on the line and 
aim to become a line supervisor, then maybe a plant manager. Those paths still 
exist, but now there are more technical specialist paths too. Highlight these to your 
team. For example, an entry-level worker today could grow into your go-to 
automation specialist in a few years, or into a supply chain analyst role, etc. By 
showing that automation isn’t a career dead-end but rather opens up new expertise 
tracks, you motivate employees to learn and stay. After all, if they don’t see growth 
with you, they might jump to another employer that promises it.
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Adjusting Hiring Profiles: When you do hire new workers, consider adjusting what you look for. 
Aptitude, reliability, and willingness to learn might serve you better than specific experience that 
will become outdated. Many manufacturers now use aptitude tests or hands-on trials in their hiring 
process to see how candidates solve problems or how quickly they pick up a new task. Some 
companies also reach out to underrepresented groups (like recruiting more women into 
manufacturing roles or transitioning military veterans) to expand the talent pool. Diverse 
backgrounds often bring fresh perspectives to problem-solving on the factory floor.
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Compliance Spotlight — What Each 
Role Must Know

Production Operators & Line Leads
OSHA 29 CFR 1910, Lockout/Tagout (1910.147), 
NFPA 70E electrical safety.

Quality & Process Engineers
ISO 9001 (quality), ISO 14001 (environment), ISO 
45001 (safety), SPC data-integrity.

Maintenance & Robotics Techs
ANSI/RIA R15.06 robot safety, ISO 10218 
collaborative robots, machine-guarding audits.

Export / Trade Compliance
ITAR (mil-spec parts), EAR dual-use controls, 
anti-boycott reporting



Key Takeaways (Manufacturing):

• Manufacturing faces a potential worker shortage and skills gap simultaneously. Up to 3.8 
million hires may be needed by 2033, but without intervention, about half of those jobs could 
remain empty. This makes reskilling the workers you have and attracting new ones absolutely 
critical.

• Automation is raising the skill bar. Jobs aren’t vanishing as much as they are evolving—today’s 
machine operator might need to know programming and analytics in addition to mechanics. 
Embrace the mindset that technology investments must be paired with human capital 
investments.

• A culture of continuous learning can be your competitive advantage. Through training 
programs, apprenticeships, and partnerships with schools, you can build the skilled workforce 
you need. Your employees actually want this training, and providing it increases their loyalty 
and productivity.

• Keep flexibility in your approach: use job rotations, consider temporary staffing for cyclical 
upticks, and broaden your recruitment lens. And remember, engaged and valued employees 
will make even the most high-tech factory run better. People are the irreplaceable element 
that will carry manufacturing through the age of automation.
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Reflection Prompt: Think about your facility or team—what’s one task that has been automated 
or could be soon? Now, list two ways you can support your team through that change. For 
example, it might be a specific training they’ll need or a way to repurpose an existing role. By 
planning for the human side of automation, you ensure a smoother transition and a more capable 
team on the other side.
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The world of finance and banking is often seen as traditional and even a bit conservative. But if 
you’re working in this sector, you know that image is rapidly changing. Over the past few years, 
banks and financial institutions have been propelled into a digital transformation journey. Customer 
expectations are shifting toward online and mobile services, fintech startups are challenging 
incumbents, and technologies like AI and blockchain are making their mark. In this chapter, we’ll 
look at how these changes are influencing the workforce in finance and banking. How do you 
ensure you have the right mix of tech-savvy talent and experienced financial professionals to 
navigate this transformation?

The Rise of Tech in Finance
Finance was once the domain of MBAs and number-crunchers; now it’s just as much about 
software developers and data scientists. Consider a few snapshots of this tech infusion:

Generative AI and Analytics: Approximately half of financial institutions have started integrating 
AI technologies into their operations. This isn’t science fiction; it’s real use cases like AI-driven 
chatbots handling customer queries, algorithms personalizing investment advice, or machine 
learning models scanning transactions for fraud. If you’re at a bank, you might have already seen a 
pilot project where AI helps analyze large datasets in seconds—tasks that took analysts days 
before. This means your teams need to understand how to work with AI (even if they aren’t coding 
it) and interpret its output. It also means new roles are popping up, like AI model trainers or data 
engineers, within banks.

Digital Banking and Customer Experience: The push towards digital banking is intense. Many 
banks report that a majority of customer interactions have shifted to digital channels (mobile apps, 
online banking, etc.). This drives demand for roles like UX/UI designers (to make sure the app 
interface is friendly), software developers (to build new online features), and cybersecurity experts 
(to protect all that data). 

If your bank has closed some physical branches recently, you might have in parallel 
hired more IT staff or digital product managers—that’s the talent shift in action.

FinTech Competition: Every traditional bank now competes with agile fintech 
companies offering services like peer-to-peer payments, digital wallets, or online 
loans. To keep up, banks sometimes partner with fintechs or try to build similar 
services. Either way, they need people who are innovative and tech-proficient. It’s 
no longer enough to have folks who understand checking accounts; you need 
people who can integrate an API with a payment startup or analyze how a fintech is 
attracting young customers. Some banks have even set up their own internal 
“startup” teams or innovation labs. If your organization has something like that, you 
know they operate differently, often with a mix of bankers and engineers working 
side by side.

RegTech and Compliance Automation: Finance is heavily regulated, and 
compliance is a huge part of operations (and cost). Technology is helping here as 
well, through what’s dubbed RegTech (regulatory technology). These are systems 
that automate parts of compliance—like software that can automatically perform 
anti-money laundering checks on new accounts, or monitor transactions for 
suspicious activity according to regulatory rules. While these tools can save time, 
they also require specialists who understand both compliance and how to configure 
these systems. The regulatory environment itself keeps changing (consider new 
rules around data privacy or cryptocurrency), so banks are now hiring people who 
can bridge compliance and tech – a hybrid skill set that’s not easy to find.

The big picture: Finance is no longer just about money; it’s about data and 
technology too. The workforce needs to reflect that, blending financial acumen 
with digital proficiency.
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Changing Roles and Skill Requirements
With tech doing more of the heavy lifting in calculations and routine processes, the roles of 
humans in finance are shifting:

Generative AI and Analytics: Approximately half of financial institutions have started 
integrating AI technologies into their operations. This isn’t science fiction; it’s real use cases like 
AI-driven chatbots handling customer queries, algorithms personalizing investment advice, or 
machine learning models scanning transactions for fraud. If you’re at a bank, you might have 
already seen a pilot project where AI helps analyze large datasets in seconds—tasks that took 
analysts days before. This means your teams need to understand how to work with AI (even if 
they aren’t coding it) and interpret its output. It also means new roles are popping up, like AI 
model trainers or data engineers, within banks.

Digital Banking and Customer Experience: The push towards digital banking is intense. Many 
banks report that a majority of customer interactions have shifted to digital channels (mobile 
apps, online banking, etc.). This drives demand for roles like UX/UI designers (to make sure the 
app interface is friendly), software developers (to build new online features), and cybersecurity 
experts (to protect all that data). If your bank has closed some physical branches recently, you 
might have in parallel hired more IT staff or digital product managers—that’s the talent shift in 
action.

FinTech Competition: Every traditional bank now competes with agile fintech companies 
offering services like peer-to-peer payments, digital wallets, or online loans. To keep up, banks 
sometimes partner with fintechs or try to build similar services. Either way, they need people who 
are innovative and tech-proficient. It’s no longer enough to have folks who understand checking 
accounts; you need people who can integrate an API with a payment startup or analyze how a 
fintech is attracting young customers. 

Some banks have even set up their own internal “startup” teams or innovation labs. 
If your organization has something like that, you know they operate differently, 
often with a mix of bankers and engineers working side by side.

RegTech and Compliance Automation: Finance is heavily regulated, and 
compliance is a huge part of operations (and cost). Technology is helping here as 
well, through what’s dubbed RegTech (regulatory technology). These are systems 
that automate parts of compliance—like software that can automatically perform 
anti-money laundering checks on new accounts, or monitor transactions for 
suspicious activity according to regulatory rules. While these tools can save time, 
they also require specialists who understand both compliance and how to configure 
these systems. The regulatory environment itself keeps changing (consider new 
rules around data privacy or cryptocurrency), so banks are now hiring people who 
can bridge compliance and tech – a hybrid skill set that’s not easy to find.

The big picture: Finance is no longer just about money; it’s about data and 
technology too. The workforce needs to reflect that, blending financial acumen with 
digital proficiency.

Changing Roles and Skill Requirements
With tech doing more of the heavy lifting in calculations and routine processes, the 
roles of humans in finance are shifting:

Advisory and Relationship Focus: For customer-facing roles, there’s a trend 
where tellers and service reps are becoming more like advisors. If basic transactions 
move to ATMs or apps, what do customers come to a branch for? Often, it’s advice 
– maybe on a loan, an investment, or solving a complex issue. 
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So, the skill set needed is more about communication, understanding products deeply, and 
problem-solving rather than just transactional speed. You may have retrained some of your 
branch staff to have deeper conversations or even moved some into roles like small business 
advisors or mortgage consultants.

Data-Driven Decision Making: From credit risk to marketing, decisions in banks are increasingly 
data-driven. A credit risk analyst today might rely on an AI-generated risk score as a starting 
point, then apply judgment for the final call. A marketing team might constantly A/B test 
campaigns based on real-time data. Thus, employees at all levels need more data literacy. 
Training programs in many banks now include modules on data interpretation or basic coding (like 
SQL) for analysts who traditionally only used Excel.

Cybersecurity and Risk Management: Financial institutions have always been about managing 
risk – credit risk, market risk, etc. Now add cyber risk to that list in bold. Banks are prime targets 
for cyberattacks, so much so that cybersecurity risk is considered one of the top concerns by 
bank executives. This reality has expanded the security teams and created roles that didn’t exist a 
decade ago: cybersecurity analysts, ethical hackers, and cybersecurity compliance officers who 
ensure the bank meets guidelines for data protection. Moreover, regulators are focusing on how 
banks manage not just their own cyber risk but also the risk of any third-party tech vendors they 
use. So roles in third-party risk management have grown – people who vet and oversee the 
fintech partners, cloud providers, or any vendor that handles sensitive data or processes for the 
bank. If you’ve onboarded a new software vendor, you probably went through a lengthy risk 
review – that’s the work of these new risk management professionals.

Continuous Learning in Tech: An interesting shift in mindset: finance 
professionals, even if their job isn’t “in IT,” are finding they need to continuously 
learn new tech tools. This could be as simple as mastering an updated analytics 
software or as significant as understanding blockchain basics if the bank is 
exploring crypto assets. The static days of learning on the job for a few years and 
then coasting on that knowledge are gone. Many banks now encourage (or even 
mandate) ongoing training and certifications, whether it’s a course on the latest 
financial regulations or a bootcamp on digital product management for middle 
managers.

Strategies for Talent in a Transforming Finance Sector
How can traditional financial institutions ensure they have the right talent to keep up 
with digital transformation? Here are a few strategies:

Upskill Your Existing Workforce: It’s often said that people working in banks for 
20 years have a wealth of knowledge about the industry that you can’t just hire off 
the street. To leverage that, banks are heavily investing in upskilling programs. 
These can be internal “universities” where employees can learn new skills – say a 
course on data analytics for loan officers or an AI primer for operations managers. 
By training your current staff in new technologies, you keep their domain expertise 
while adding modern skills. It’s also a great way to retain employees, as they feel 
the company is investing in their growth.

Attracting Tech Talent: To build new digital services, banks need to attract 
software developers, data scientists, UX designers, and more. Competing with 
Silicon Valley for these folks isn’t easy, so banks have had to adjust their image and 
offers. This might mean creating more laid-back tech team cultures, offering flexible 
working conditions, or setting up offices in tech hubs. 
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Some big banks have opened technology centers in cities known for tech talent to broaden their 
recruiting reach. If you’re at a firm that’s done this, you know it’s a departure from the main 
headquarters vibe – and that’s intentional to draw in a different crowd. Offering remote work or 
hybrid schedules is a huge factor too; many tech professionals simply expect that now. A bank 
that can’t accommodate modern work-life balance might lose out on these hires.

Collaborations with Universities and Bootcamps: Just like other industries, finance is 
partnering with educational institutions to fill their pipeline. This can range from sponsoring fintech 
hackathons at universities (to spot talent and ideas) to partnering with coding bootcamps to tailor 
programs for financial tech skills. Some banks offer internships or rotational programs specifically 
aimed at STEM grads to entice them into finance by giving a taste of various tech-related projects 
in the bank. If you have entry-level folks rotating through a data analytics team, an AI project, and 
a traditional branch experience, the hope is they become well-rounded and excited to join 
permanently in a role that suits them and the bank’s needs.

Retain and Redeploy Experienced Bankers: With all the focus on tech, what about the 
seasoned bankers and analysts? There’s still a critical need for their expertise in areas like 
regulatory compliance, relationship management, and strategic decision making. The key is not to 
let them feel left behind. Many institutions pair up experienced staff with tech experts in cross-
functional teams – each learning from the other. Also, offering mid-career training can help 
traditional bankers pick up enough tech knowledge to work effectively in the new environment. 
For instance, a veteran credit officer might learn to use a new AI-driven credit scoring tool, 
combining her years of judgment with the model’s output for a better result than either alone.
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Compliance Spotlight — What Each 
Role Must Know

Advisors & Brokers
SEC Regulation Best Interest, FINRA suitability, CFPB 
UDAAP. Risk & Compliance Staff

Risk & Compliance Staff
SOX 404 controls, Dodd-Frank Volcker Rule, BSA/
AML & OFAC sanctions screening, Basel III capital.

Tech & Cyber Teams
FFIEC Cyber Assessment Tool, NYDFS 500, GDPR 
for EU clients, PCI DSS in card operations.

Customer-Data & Marketing Teams
GLBA Safeguards Rule, CAN-SPAM, state privacy 
laws (e.g., Virginia CDPA).
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Key Takeaways (Finance and Banking):

• Finance is deep into its digital transformation, turning banks into tech-infused organizations. 
Skills like AI, data analytics, UX design, and cybersecurity are now as crucial as traditional 
banking knowledge.

• Many roles are evolving rather than disappearing. Customer-facing staff shift towards 
advisory roles, analysts become more data-driven, and risk management now includes cyber 
and third-party risks, creating new specializations.

• Banks are tackling talent needs by upskilling internal staff and competing for tech talent 
through flexible work arrangements and innovative culture shifts. Partnerships with 
educational institutions are also key to building a future talent pipeline.

• It’s crucial to blend the old and the new: retain the experienced professionals who understand 
banking deeply, while injecting fresh tech skills into the team. The organizations that succeed 
will be those that create collaborative environments where bankers and technologists jointly 
shape the future of financial services.
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Reflection Prompt: In your team or department, identify one area where a technology 
solution is being implemented (or has been recently). How are you ensuring that the people 
side is keeping up? For example, if you’ve rolled out a new analytics tool, have the analysts 
been properly trained and given time to practice it? Write down one action you can take to 
better align your team’s skills with the tools they’re using or will soon use.
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Flick a light switch or charge an electric car – behind these everyday actions lies an energy and 
utilities sector undergoing massive change. If you work in this industry, you’ve likely seen headlines 
about the transition to renewable energy, the push for a smarter electric grid, and the ongoing 
need to secure critical infrastructure against cyber threats. But what do these trends mean for your 
workforce? In this chapter, we’ll examine how the shift to a digital, cleaner energy grid is creating 
both opportunities and challenges for talent in the energy and utilities field. We’ll explore what skills 
are in demand and how companies are evolving their workforce strategies to keep the lights on 
(and the data flowing).

Surge in Clean Energy and the Talent Gap
One of the biggest stories in energy is the rise of clean energy jobs. As the country invests more in 
renewable energy sources like solar and wind, employment in these areas has been climbing:

Growing Green Workforce: In recent years, jobs in clean energy (think solar panel installers, wind 
turbine technicians, energy efficiency experts) have grown at double the rate of overall job growth. 
For instance, in 2023 the clean energy sector in the U.S. saw nearly a 5% increase in jobs, far 
outpacing the roughly 2% job growth in the economy overall. This translated to roughly 149,000 
new positions in one year, which is substantial. If your company operates in renewables, you might 
have been hiring like crazy and still not keeping up with demand.

New Skills for a New Grid: These new roles often require specialized training. Solar and wind 
technicians need electrical, mechanical, and sometimes even climbing skills (for those high wind 
towers!). There’s also a growing need for smart grid specialists – engineers and technicians who 
understand how to integrate renewable sources and new tech (like battery storage) into the grid 
without compromising reliability. The traditional utility engineer’s skill set is evolving; now 
knowledge of distributed energy resources (like rooftop solar feeding back into the grid) and 
advanced metering infrastructure is crucial.

Regional Shifts: Jobs in coal or traditional fossil fuel generation might be declining, 
but those in solar farms or wind farms are rising, often in different locations. That 
means some regions face worker displacement while others can’t find enough 
skilled people. If you’re in a region that’s big on oil & gas historically, you might see 
efforts to retrain those workers for renewable projects. Conversely, if you’re in a 
sunny or windy state with lots of new installations, there’s likely a shortage of 
experienced workers to build and maintain them.

Unionization Trends: Another workforce trend is that many clean energy jobs are 
becoming more likely to be unionized. Recently, unionization rates in parts of the 
clean energy sector surpassed those of traditional energy sectors. For employers, 
this means navigating labor relations and expectations around wages, training, and 
safety. On the upside, union apprenticeship programs can be a pipeline for skilled 
talent if partnerships are forged correctly.

The clean energy surge is exciting, but it has created a talent gap. Simply put, there 
are more jobs than qualified people. This is a call to action for training and 
education systems to catch up, and for companies to be proactive in developing 
talent internally.

Digital Transformation of Utilities
Parallel to the green wave is the digital transformation of the utility sector. 
Whether it’s electricity, water, or gas utilities, the incorporation of digital technology 
is accelerating:

Smart Grids and IoT: Utilities are investing in smart grid technology. This includes 
smart meters at homes, sensors on distribution lines, and sophisticated software to 
manage demand and supply in real-time. 
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The goal is a grid that can automatically reroute power, integrate many sources of energy, and 
even self-heal to some extent after disruptions. To make this happen, utilities need engineers who 
are also IT-savvy, data analysts to interpret the flood of information from sensors, and technicians 
skilled in IoT (Internet of Things) devices. An old-school electrical engineer might now need to 
know about networking and communications protocols because the substation equipment is 
connected to a network.

AI and Automation in Operations: AI is being adopted for tasks like predictive maintenance—
using algorithms to predict when transformers or pipelines might fail so they can be fixed 
proactively—and for optimizing energy distribution. For example, AI can help balance load by 
controlling devices or suggesting optimal settings for grid devices. This requires data scientists 
and AI specialists on staff (or working closely with the operations teams). If you work for a utility, 
you might have seen new roles like “data analytics manager for grid operations” or even the 
introduction of a Chief Digital Officer to lead these efforts.

Cybersecurity Imperative: With digitalization comes vulnerability. Energy infrastructure is 
considered critical national infrastructure, and attacks on it can have huge consequences (imagine 
a widespread power outage or a hacked water treatment facility). Therefore, there’s a high demand 
for cybersecurity experts in this sector. These aren’t just any IT security folks; they often need to 
understand industrial control systems (ICS) and operational technology (OT) in addition to standard 
cybersecurity. Many utilities are scrambling to hire or train people in this niche. If your team 
operates SCADA systems (common control systems in utilities), you likely have had to up your 
cybersecurity training and protocols recently. Cyber drills and threat monitoring have become part 
of the operational routine.

Customer Engagement and Services: Digital transformation also touches the 
customer side. Utilities now have apps and online portals for customers to monitor 
usage, pay bills, or get outage updates. Some are even gamifying energy saving for 
customers. As a result, utilities have roles in digital product development and 
customer experience that didn’t exist before. They might hire UX designers, mobile 
app developers, or communication specialists to handle social media updates during 
outages. These skills are more akin to a tech company than a traditional utility, 
indicating just how much the field is evolving.

Bridging the Workforce Gap in Energy
Given both the clean energy expansion and the digital shift, energy companies need 
to ensure their workforce evolves accordingly. Here are some strategies and 
considerations:

Training and Re-training Programs: Many utilities and energy firms are investing 
in training programs to equip workers with new skills. For example, a lineman (who 
repairs electrical lines) might be trained in how to install and manage smart grid 
sensors, or a fossil fuel plant worker might get retrained to work on a solar farm. 
Partnerships with community colleges to create certificate programs in renewable 
energy tech or grid cybersecurity are increasingly common. Some companies are 
also looking internally: identifying employees with adjacent skills and giving them 
sabbaticals or dedicated time to learn the new ones needed (like an IT person 
learning OT security, or a mechanic learning to maintain wind turbines).

Apprenticeships and Mentoring: The energy sector, like others, is seeing a 
generational shift. As older engineers and technicians retire, they take with them 
decades of knowledge about the grid or plant operations. 

32 | The Talent Blueprint: Building Resilient Workforces In a Digital Age 



Capturing that knowledge through apprenticeship programs or mentoring can help transfer know-
how to younger employees. For instance, an experienced grid operator might mentor a cohort of 
new hires on the intricacies of load balancing or emergency response. These programs also serve 
to standardize training for new kinds of work (like maintaining battery storage systems, which 
might be new to everyone).

Collaborating with Universities for R&D and Talent: Given that a lot of innovation in energy is 
connected to academic research (battery tech, solar efficiency, etc.), companies that engage with 
universities often have an edge in recruiting and innovation. Some utilities sponsor research 
projects or labs in exchange for first crack at hiring the graduates or even co-owning any 
developed tech. If your organization has an internship program or co-op program with a university, 
that’s a great way to bring in fresh talent who are learning the latest techniques in school.

Flexible Workforce and Consultants: During this transition, you might not always find full-time 
employees fast enough for every need. In some cases, energy companies use specialized 
contractors or consultants for certain projects – for example, bringing in a cybersecurity consulting 
firm to set up initial defenses or hiring contract engineers for a big wind farm construction project. 
While building in-house is ideal for long term, these flexible staffing approaches can fill immediate 
gaps and help current staff learn from external experts.

Emphasizing Purpose and Culture: Last but not least, attracting talent in energy often comes 
down to the mission. Many young professionals are very motivated by the clean energy cause or 
the idea of modernizing critical infrastructure. Energy companies are leaning into this, branding 
themselves as being at the forefront of solving climate change or securing the nation’s power 
supply. Within the company, fostering a culture of innovation and public service can help retain 
employees. It’s exciting to work on something that literally keeps the lights on for your community 
or contributes to a greener planet.
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Compliance Spotlight — What Each 
Role Must Know

Grid & Control-Room Operators
NERC CIP cyber-standards, FERC reliability 
standards, DOE incident-reporting.

Field Technicians & Line workers
OSHA 1910.269 electric-power safety, DOT Pipeline 
Safety (49 CFR 192/195).

Environmental & Sustainability Leads
EPA Clean Air Act, Clean Water Act NPDES permits, 
NEPA reviews, state RPS tracking.

OT/IT Security Teams
NIST 800-82 (ICS), ISA/IEC 62443, Presidential EO 
14028 on critical-infrastructure security.
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Quick Reflection: Energy infrastructure projects often span years. Consider a long-term project 
your organization is undertaking (for example, building a new solar farm or deploying smart 
meters across a city). Do you have the skills on your team to see it through from start to finish? 
Identify one skill area where you might need reinforcement (such as data analytics, project 
management, or field technical expertise). How could you obtain or develop that skill within your 
team this year? Thinking ahead in this way will help prevent talent bottlenecks from stalling your 
critical projects.

Key Takeaways (Energy and Utilities):

• The shift to renewable energy is creating jobs faster than we can fill them. High growth in solar, 
wind, and related fields means a pressing need for skilled technicians, engineers, and project 
managers. At the same time, traditional roles are evolving or moving geographically, requiring 
proactive retraining and workforce planning.

• Utilities are becoming high-tech enterprises. Smart grid technologies, AI, and a focus on 
cybersecurity are reshaping the skill sets required. The industry now competes for tech talent 
and needs to blend IT with engineering expertise.

• Bridging the talent gap involves heavy investment in training – both for new entrants (through 
apprenticeships, school partnerships) and current workers (through reskilling programs). 
Capturing the knowledge of retiring experts and transferring it to new staff is critical in this 
knowledge-intensive field.

• A sense of mission can be a significant asset. People want to work on things that matter. By 
highlighting the impact and importance of roles in keeping the grid reliable and making energy 
cleaner, companies can attract passionate talent ready to power the future.
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The pharmaceutical and biotechnology industries sit at the cutting edge of science and health. If 
you’re in this arena, you’re part of a mission to discover new therapies, cure diseases, and improve 
quality of life. But achieving these lofty goals isn’t just about lab equipment and research budgets—
it’s about people. Innovation in health is driven by talent: brilliant scientists, skilled clinicians, savvy 
regulatory experts, and increasingly, tech gurus who bring tools like AI into the drug development 
process. In this chapter, we’ll explore the workforce trends shaping pharma and biotech and 
discuss how organizations can attract and develop the talent needed to fuel the next 
breakthroughs.

A High-Stakes Talent Landscape
Pharma and biotech have always been talent-intensive sectors. Consider the stakes: developing a 
new drug can take a decade and cost billions, and it requires a symphony of expertise at each 
stage. Here are some key aspects of the current talent landscape:

Growing R&D Workforce: Research and development (R&D) is the heart of pharma/biotech. 
Globally, the industry pours hundreds of billions of dollars into R&D each year and employs millions 
in this domain. In the U.S., major companies are expanding teams focused on areas like gene 
therapy, oncology, and vaccine development. If you work in R&D, you might have noticed 
continuous hiring or the formation of new departments (for example, a new cell therapy unit or a 
data science group within R&D).

Interdisciplinary Skills in Demand: Modern drug development isn’t just about chemistry and 
biology. It increasingly requires skills in bioinformatics (to analyze genetic data), machine learning 
(to predict drug-target interactions), and even engineering (think of drug delivery devices or 
bioengineered tissues). This means companies are now competing for talent that has one foot in 
science and one foot in tech. The classic PhD in molecular biology is still valuable, but the PhD who 
also taught themselves to code Python to analyze datasets might have an edge.

If you’re a hiring manager, you’ve probably had candidates with very hybrid 
backgrounds – like a computational biologist – and these folks are gold.

Regulatory and Compliance Expertise: If R&D is one pillar, regulatory affairs is 
another. The pharma/biotech sector is heavily regulated by agencies like the FDA. 
Recent times have seen evolving regulations, whether it’s expedited approval 
pathways, new requirements for clinical trial diversity, or pricing rules (like those 
introduced by health policies impacting drug pricing). Keeping up requires astute 
regulatory professionals. And even regulators themselves (like the FDA) have had to 
adapt – for instance, they had some high-profile staffing challenges and policy 
changes around remote work. For companies, having former regulators on staff or 
strong regulatory affairs teams can smooth the journey of a drug to market. The 
demand for these experts is steady and rising in specialized areas (like those who 
understand digital health regulations or global market access rules).

Production & Supply Chain Roles: Manufacturing a drug or vaccine at scale, and 
doing it reliably, is a massive undertaking. During the COVID-19 pandemic, the 
public got a glimpse of how crucial supply chains are (remember vaccine production 
ramp-ups, cold storage issues, etc.). The pandemic also highlighted vulnerabilities 
like reliance on single-country suppliers for ingredients. Now there’s a big push for 
supply chain resilience: companies are hiring supply chain analysts, quality 
assurance specialists, and process engineers to diversify and secure production. 
You might see expansion of domestic manufacturing facilities or partnerships to 
have backup suppliers. All of this translates to workforce needs – sometimes in 
regions not traditionally known for pharma, because a company decides to build a 
plant in, say, the Midwest instead of overseas.
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Market and Health Economics: Another niche but growing talent need is for health economists 
and market access specialists. As healthcare payers (insurance, governments) push back on high 
drug prices and demand evidence of value, pharma companies must demonstrate the economic as 
well as clinical value of their products. That means people who can analyze real-world evidence, do 
cost-benefit analyses, and navigate pricing regulations. It’s a crossover of policy, economics, and 
science. If your company launched a new therapy recently, you likely had an entire team working 
on dossiers and models to justify its price and get it onto insurance formularies. These roles are 
increasingly crucial to a drug’s commercial success.

Tech Integration: AI, Digital Health, and More
Technology is changing every industry, but in pharma/biotech it’s enabling some particularly 
exciting advances:

AI in Drug Discovery: Artificial intelligence is being used to screen vast libraries of compounds, 
predict which ones might be effective drugs, and even design new molecules from scratch. 
Companies big and small are pouring resources into AI-driven drug discovery platforms. The result? 
They’re hiring computational chemists, data scientists, and software engineers to work hand-in-
hand with biologists and pharmacologists. Some firms have reported that AI has shortened certain 
research phases from years to months. If your team adopted an AI tool, you might have seen how it 
suggested a few promising drug candidates out of thousands, focusing your lab work on the most 
likely winners.

Digital Health and Remote Trials: The lines between pharma and tech are blurring with the rise 
of digital health. This includes mobile health apps, wearable devices to track patient data, and even 
digital therapeutics (software as a treatment). Pharma companies are increasingly involved in such 
digital products either as companions to drugs or as new business areas.

Plus, clinical trials are going partly virtual—using telemedicine and remote 
monitoring to collect data from patients at home. All this means hiring software 
developers, UX designers, and digital product managers inside pharma. A traditional 
clinical trial team might now include a tech project manager to handle a smartphone 
app that patients use. It’s a different world than the all-paper trials of the past.

Biotech Innovations and Specialized Talent: Fields like gene editing (CRISPR), 
mRNA technology (famous from some COVID vaccines), and personalized medicine 
(tailoring treatments to a patient’s genetic profile) are advancing. Each of these 
sub-fields has its own talent needs. For example, gene therapy production requires 
people skilled in handling viruses safely and scaling up bioprocesses; personalized 
medicine might need data experts who can handle genomic data in clinical settings. 
If you’re in one of these cutting-edge areas, you know how hard it can be to find 
someone who has “done it before” because in many cases, it’s the first time anyone 
is doing it! So, companies poach from each other or from academia. Which 
underscores another trend: strong links with academia and even early hiring from 
PhD programs are common, to grab talent before they’re snatched by competitors.

Building the Workforce for Innovation
What strategies are pharma and biotech companies using to attract, retain, and 
develop the talent that drives innovation?

Partnering with Academia and Startups: Many breakthroughs originate in 
university labs or small biotech startups. Big pharmaceutical companies know this, 
and rather than trying to do everything in-house, they often form partnerships. 
partnerships. Sometimes this is to acquire a new drug candidate; other times, it’s 
about talent and technology transfer. 
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For instance, a large company might fund a research lab at a university and in return get first dibs 
on hiring the PhDs from that lab, or they might invest in a biotech startup and later acquire it fully, 
along with its team. If you’re at a big company, you might have colleagues who joined via an 
acquisition (one day they were at a 50-person startup, the next at your 10,000-person firm) –
which is one way new skills and a more entrepreneurial culture infuse into the big organization.

In-House Training and Development: To keep up with rapid scientific advancements, 
companies also focus on continuous learning for staff. This could be scientific seminars, support for 
attending conferences (a key way researchers stay current), or even formal programs like a “Data 
Science for Biologists” training series. Some pharma companies have rotational programs where 
new hires (often fresh PhDs or MBAs) rotate through different departments—R&D, regulatory, 
marketing, etc.—to develop a well-rounded understanding and to identify where they fit best. If 
your employer does this, you know it helps break down silos, too, because those who rotate often 
become bridges between departments later.

Flexible Work Models for Knowledge Workers: The pandemic taught even the most traditional 
companies that remote work in some areas is quite feasible. Pharma has many lab-bound roles that 
obviously require physical presence, but there are also plenty of roles (like data analysis, writing 
regulatory submissions, or marketing planning) that can be remote or hybrid. Companies that 
embrace flexibility for those who can benefit from it likely have an edge in recruitment. For 
example, a top biostatistician might prefer to work from home in another city rather than relocate 
near headquarters; if you allow that, you can hire them. Some firms initially resistant to remote work 
have come around after seeing competitive offers woo their employees with such arrangements.

Mission and Culture: One thing pharma/biotech has in spades is a compelling mission – save 
lives, improve health. This attracts passionate people. To retain them, a supportive culture is key.

Moreover, a culture that supports scientific freedom to some extent (letting 
researchers pursue interesting findings) and that celebrates learning from failures 
(important because many experiments and drug candidates do fail) will keep talent 
engaged. You don’t want your brightest scientists feeling like they can’t take risks or 
that one failed project will stain their career.

Diversity and Inclusion for Innovation: There’s also a growing emphasis on 
diversity in the workforce. Diverse teams have been shown to be more innovative, 
which is exactly what this industry needs. Plus, when developing medicines for 
global populations, having a workforce that brings multiple perspectives can 
improve decision-making, whether it’s in clinical trial design or marketing strategy. 
Companies are working to recruit more women in leadership (traditionally, pharma 
had more men at the top despite many women in the labs), and to include people of 
varied ethnic and educational backgrounds. Mentorship programs, affinity groups, 
and unbiased recruitment training are tools being used to create a more inclusive 
environment where all that talent feels welcome and can thrive.

Key Takeaways (Pharma & Biotech):

• These industries rely on highly skilled, often highly specialized talent. Whether 
it’s a CRISPR scientist, an AI expert for drug discovery, or a regulatory strategist, 
getting the right people can make or break the next big project.

• The infusion of technology (AI, digital health) means competition with tech 
companies for talent and the emergence of hybrid roles that never existed 
before. Organizations must be agile in hiring and developing these new skill 
sets.
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• Collaboration is key: strong ties with academia, biotech startups, and even tech companies can 
help large organizations stay on the cutting edge and access new talent pools.

• Retaining top talent is as important as hiring. Providing growth opportunities, maintaining 
flexibility, and nurturing a mission-driven culture that values innovation and collaboration will 
keep the workforce motivated to achieve breakthroughs.
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Compliance Spotlight — What Each 
Role Must Know

R&D Scientists & Lab Staff
Good Laboratory Practice (GLP, 21 CFR Part 58), 
ICH Q2 for validation.

Clinical Operations
Good Clinical Practice (GCP, ICH E6), FDA IND/IDE 
filings, ClinicalTrials.gov registration.

Manufacturing & Quality
Current GMP (21 CFR Parts 210–211), ISO 13485 
(devices), EU Annex 1 for steriles.

Data & IT Teams
21 CFR Part 11 electronic records, HIPAA/PHI for 
trials, GDPR for cross-border data.
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Commercial & Medical Affairs
FDA advertising & promotion (21 CFR 202), Sunshine 
Act/Open Payments, anti-kickback safe harbors.

05

Quick Quiz: Which of the following skill sets is not increasingly important in the 
pharma/biotech workforce?

• a) Data analytics and AI expertise
• b) Regulatory and compliance knowledge
• c) Traditional craftsmanship and manual assembly line skills
• d) Cross-disciplinary scientific knowledge (e.g., bioinformatics)

If you picked c, you’re right. While there are still hands-on jobs in pharma (like lab 
technicians or production operators), even those are becoming more tech-driven. 
Traditional assembly line skills are more relevant in other industries. In pharma/biotech, 
the big growth is in science, data, and regulatory skills. It’s a high-tech, knowledge-
driven workforce steering the future of medicine.
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The chapters you’ve just explored show one truth across industries: workforces that learn, flex and include will win the next decade. Whether you run an ICU, a cloud COE or 
an automated plant floor, the same six principles keep surfacing:

Embrace Lifelong 
Learning & 
Upskilling

Build a Flexible 
Staffing Model

Leverage 
Technology 

Thoughtfully

Cultivate Talent 
Partnerships

Foster an 
Adaptive, 

Inclusive Culture

Plan Ahead with 
Data

Blend full-time, 
project-based 
and contingent 
talent to scale 
with demand.

Make 
continuous 
learning the 

norm so skills 
stay evergreen.

Automate 
drudgery, 

amplify people 
and lead robust 
change-manage

ment.

Team up with 
colleges, 

bootcamps, 
suppliers and 

industry bodies for 
fresh pipelines.

Diversity + 
psychological 
safety = faster 

problem-solving 
and innovation.

Use turnover, 
skill-gap and 

market analytics 
to steer hiring and 

training 
investments.

Strategies deliver value only when executed. That’s where Cogent Infotech becomes your multiplier.



We’ve journeyed through diverse industries—from the emergency rooms of healthcare to the high-
tech labs of biotech, from retail shop floors to the automated assembly lines of modern factories. 
What’s clear is that workforce trends, while unique in their context, share a common theme: change 
is the only constant. Every sector is facing a version of the same challenge: how to have the right 
people with the right skills, now and in the years to come.

As a leader or professional focused on talent, your mission is to future-proof your workforce. That 
doesn’t mean predicting every trend perfectly, but it means building an organization that can adapt 
no matter what comes. Based on everything covered in this e-book, here are some overarching 
strategies that apply across industries:

1. Embrace Lifelong Learning and Upskilling
Make continuous learning part of your company’s DNA. Encourage employees to update their skills 
regularly, and provide the resources to do so. This could be through formal training programs, 
tuition reimbursement, online courses, or dedicated learning hours each week. The goal is to create 
a workforce that’s never static. When new technology or processes emerge, your team should be 
quick to acquire the knowledge needed. As we saw, whether it’s nurses learning to work with AI 
tools, or factory workers learning to program robots, upskilling turns threats into opportunities.

2. Build a Flexible Staffing Model
The days of rigid, one-size-fits-all workforce models are over. To stay competitive, you need 
flexibility. This includes:

Flexible work arrangements: Remote and hybrid options, flexible hours, job-sharing—these can 
attract talent and improve retention, particularly for highly skilled roles that are in demand.

Scalable staffing: Use a mix of full-time staff for core functions and contingent 
workers (contractors, freelancers, temp staff) for fluctuations and specialized 
needs. We saw this in retail with seasonal workers, in IT with project-based 
contractors, and even in healthcare with traveling specialists.

Cross-training: Internally, train employees to handle multiple roles or 
responsibilities. This allows you to pivot quickly when someone is out or when a 
new need arises without always hiring anew.

A flexible workforce is like a rubber band: it can stretch when needed and return to 
shape when the pressure eases.

3. Leverage Technology Thoughtfully
Technology is a force multiplier for your people—but only if implemented with them 
in mind. Don’t adopt tech for tech’s sake. Instead:

• Identify pain points where automation or software can free your employees to 
do higher-value work.

• Involve end-users (your employees) in the selection and design of new tech 
tools so uptake will be smoother.

• Provide ample training and change management support when rolling out new 
systems.

42 | The Talent Blueprint: Building Resilient Workforces In a Digital Age 



The aim is to have tech augment your workforce, not alienate it. As we discussed, AI can help a 
doctor manage patient loads, or a chatbot can assist a bank’s customer service—but you need to 
prepare your team to work alongside these tools. Companies that successfully integrate tech often 
have better productivity and happier employees (since they’re relieved of drudgery and can focus 
on more meaningful tasks).

4. Cultivate Partnerships for Talent
Your talent pipeline extends beyond your office walls. Build relationships that feed into your 
workforce:

Educational institutions: Partner with universities, community colleges, trade schools, and 
bootcamps. This might involve internships, co-op programs, curriculum input, or research 
collaborations. It’s a win-win: students get experience; you get early access to candidates and help 
shape their skills.

Industry associations and networks: Engage with professional groups in your sector. They 
often have job boards, events, and training resources. They can also be platforms to collectively 
address talent shortages (for example, an industry consortium might start a new apprenticeship 
program).

Public sector and community initiatives: Sometimes government grants or local programs exist 
to train workers in certain fields (like tech or healthcare retraining programs). Tapping into these 
can diversify and expand your hiring pool, while also doing good for the community.

By not going it alone, you spread the effort and gain allies in building the workforce you need.

5. Foster an Adaptive and Inclusive Culture
Culture might sound abstract, but it’s the bedrock of whether all these other 
strategies succeed. A future-proof workforce thrives in a culture that is:

Adaptive: Encourage innovation and be willing to pivot. If an experiment fails, 
treat it as a learning opportunity rather than a fiasco. Celebrate teams that try new 
approaches to solving talent issues or streamlining work.

Inclusive: Make sure you’re drawing on the full range of talent available. That 
means actively working to include people of different backgrounds, ages, and 
perspectives. Diversity isn’t just a box to check; it often leads to better 
performance and creativity. Also, an inclusive workplace tends to have higher 
morale and retention—people stay where they feel they belong.

Employee-centric: Listen to your employees. Use surveys, feedback sessions, 
and open-door policies to understand their challenges and ideas. Often, the folks 
on the ground have the best suggestions for improvement. If employees feel heard 
and see that management acts on feedback, they’re more engaged and willing to 
go the extra mile.
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6. Plan Ahead with Data
Workforce planning in the modern era should be data-driven. Utilize whatever data you can gather:

Retirement and turnover projections: Know what portions of your workforce might leave soon 
and have succession plans or recruitment plans ready.

Skill gap analysis: Regularly assess what skills you have in-house versus what you’ll need in the 
next 3-5 years. Identify gaps and address them through training or hiring.

Productivity and workload metrics: These can tell you where staff are overburdened (indicating 
you may need more hires or efficiency improvements) or where there’s slack.

Market trends: Stay informed about salary benchmarks, emerging roles, and competitor moves. If 
a new certification becomes the hot thing in your industry, you want to be in the know and perhaps 
get your team certified early.

By treating talent strategy with the same rigor as financial strategy, you ensure fewer surprises. It’s 
like weather-proofing a house—better to reinforce the roof now than scramble to patch leaks in a 
storm.
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Cogent Infotech is a technology & talent development company headquartered in Pittsburgh, PA, 

USA. The ISO-certified company works with 65+ Fortune 500 companies and 100+ government 

agencies and helps them grow their business by providing staffing services and deploying top tech 

talent. Cogent also empowers businesses to digitally transform through its expertise in Cloud 

Computing, Cybersecurity, Application development & Modernization, Data Analytics, and AI.

Cogent Infotech is a top 100 minority-owned business certified by NMSDC with delivery centers 

in Pittsburgh, Dallas, Washington DC, New York City, and San Francisco.

Learn more about Cogent Infotech:  www.cogentinfo.com

Contact us at:

+1 (877) 71 - USA.

+1 (412) 835 – 2700

hello@cogentinfo.com
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