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Meeting Skilled Labour Needs

Across the industrialized world, the upcoming retirement of the baby boomers will mean that
companies are going to lose large numbers of senior-level employees in a short period of time.
A strong and technically skilled workforce is key to a successful twenty-first century economy
and strengthening diversity will address national skilled labour needs.

For instance, between 2011 and 2016, Canadian employers will need to hire around 106,000
information and communications technology workers — approximately 17,700 per year —in

a field that is currently about 75 percent male. This gender imbalance compounds the skills
shortage problem by limiting the qualified pool from which employers can recruit. This is not a
future prospect. It is already happening. (Information and Communications Technology Council,
2011). Skilled labour shortages in coming years are similarly documented in recent reports

by the Construction Sector Council, the Mining Industry Human Resources Council, and
Engineers Canada, to name a few. It is time to implement an integrated approach to attract
and retain underrepresented groups in engineering and technology. Schools, universities,
professional bodies and industries need to work together to address the barriers at the
individual, organizational and societal levels (Cukier, 2010).

Enhanced Business Capacity

There are business advantages to enhancing diversity in the engineering profession — above
and beyond the branding benefit resulting for companies viewed as socially progressive.
Research confirms that the time and money invested in implementing the changes to make
diversity a corporate goal is well worth the return on investment.

Organizations with a diverse employee population and a supportive corporate culture are
able to attract and retain the best talent in a diverse labour market. In this era of global
competitiveness, people of various cultures and nationalities are customers, competitors and
employees. There is very strong evidence that an organization whose employees reflect the
diversity of its customer base responds more effectively in understanding and serving their
needs and in identifying new opportunities and markets.



Improved Management and Financial Performance

Women in senior management positions make sound business sense. The 2010 study,
Women Matter, found that companies with the highest share of women on executive
committees outperformed those with all-male executive committees by 41 percent in terms

of return on equity and 56 percent in operating results (Desvaux, Devillard & Sultin-Sancier,
2010). Prior to this, a 2004 study found that the group of companies with the highest
representation of women on their top management teams experienced better financial
performance than the group of companies with the lowest women’s representation — including
a 35 percent higher return on equity (Catalyst, 2004). Additional research by Catalyst also
indicates that companies with three or more women on their boards significantly outperformed
those with no female board members.

Increased Return on Investment in Human Resources

As WInSETT’s business case asserts, one of the greatest economic advantages of a diverse
workforce lies in capitalizing on the major investments in human resources by minimizing loss

of talent (Emerson, 2012). Australia’'s Commonwealth Scientific and Industrial Research
Organization found that it cost roughly four times as much to continually hunt for and train
replacement staff than it did to provide optimal conditions for job satisfaction and motivation of
existing personnel (as cited in Council of Science and Technology Advisors, 2002). Women tend to
leave organizations at higher rates than men, particularly at mid-career levels. A Harvard Business
Review report found that 41 percent of highly qualified scientists, engineers and technologists on
the lower rungs of corporate career ladders are female, but more than half (52 percent) drop out
of the workforce (Hewlett, Luce, Servon, Sherbin, Shiller, Sosnovich & Sumberg, 2008).

Creating workplaces that support, offer development opportunities for, and provide methods
of returning valuable employees to work, provides a return on the organization’s investment in
valuable human resources and saves on the high costs of this differential turnover. The 2003
Conference Board of Canada report illustrates that workplace cultures that encourage greater
participation by women, share many of the same characteristics as those that maximize
employee satisfaction and engagement, and lessen the costs related to illness, injury and
turnover (McLean, 2003).

Why This is Important to the Engineering Profession
Engineering is a profession of innovators. Engineers draw on their knowledge and skills to
solve many problems in our everyday lives. The diversity of these problems is reflected in the
large variety of careers available in engineering. Studies show that diverse groups are more
likely to generate creative ideas and solutions. Researchers also found that female employees
can enrich an organization’s capacity for innovation by bringing different life experiences,
perspectives, values and communication, management and leadership styles. Only when its
workplace reflects the diversity of the population can an organization reach

its maximum innovation potential (Emerson, 2012).

The culture surrounding traditionally male-dominated professions, like engineering, was
developed in a different era and no longer reflects the needs, expectations or composition

of today’s labour force. With an increase in the number of dual-income families and an equal
number of men and women participating in the labour market, today’s licensed engineers
are expected to contribute both at home and at work. Given this change in the labour market,
organizations that do not find a way to attract and retain a diverse workforce will be at a
business disadvantage.

The benefits to supporting a diverse workforce are many and the evidence is clear and
compelling. Engineering organizations looking to create a diverse engineering workplace
can consult Engineers Canada’s publication, Welcoming Workplaces: Diversity in

the Engineering Profession.
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