
T H E  M A N S F I E L D  A R E A  C H A M B E R  O F  C O M M E R C E

UPSKILLING  AND

RESKILLING
W H O ' S  R E S P O N S I B L E ?



Upskilling is learning additional skills or

enhancing existing abilities, often with the

goal of advancement. ... Reskilling, on the

other hand, is learning a new set of skills or

training for a new role, often with the goal of

transitioning to a new job or different industry.

Upskilling is the process of enhancing or

expanding an employee’s skill set so that they

can be a more productive contributor to the

business. Upskilling usually involves

continuous learning, and it’s often vital to an

employee’s ability to advance in their career

and take on more responsibility.

Reskilling is about equipping employees with

new skills that will allow them to take on a

new position in the company that’s entirely

different from what they’re doing now.

An example would be, if you are looking to

increase automation in your department,

what will you do with the valued employees

who no longer need to handle certain manual

tasks that were once core to their role? You

might help them build skills in big data

analysis. Or you could provide them with

training to work with emerging technologies

like artificial intelligence and machine

learning, which are quickly becoming

essential to everyday finance operations. You

are, in effect, repositioning these employees,

so they stay relevant.

https://www.forbes.com/sites/paulmcdonald/2021/05/14/how-cfos-can-improve-succession-planning---and-why-its-critical-now/?sh=656820b5a94c


Data from the Bureau of Labor Statistics (BLS) show that about 9.3 million people in the United States

were unemployed in May. Meanwhile, as of the last day of April, 9.3 million jobs in the country were sitting

open.

Looking at these numbers, you might think employers have an ample labor pool, so why so many open

roles? One factor is that many of the millions of people looking for employment don’t have the skills and

experience required for available jobs—especially roles requiring new and advanced skills.

CFOs and other senior executives looking to build a highly skilled workforce to support the business in

the post-pandemic recovery and beyond should keep these two words in focus: upskilling and reskilling.

Stiff competition for professionals with in-demand skills isn’t likely to ease. So, it’s likely you’ll need to

invest more in growing at least some talent in-house.



Research from the World Economic Forum (WEF)

finds that half of all employees around the world

need to upskill or reskill by 2025 to embrace new

responsibilities driven by automation and new

technologies. That figure doesn’t include all the

people currently unemployed, according to the WEF.

Their findings also suggest that if the current pace of

workforce upskilling doesn’t pick up, it could take

decades for today’s employees to be ready for the

future of work — which by then won’t be future.

82% of employees and 62% of HR directors said they

believe that workers will need to reskill or upskill at

least once a year to maintain a competitive

advantage in a global job market.

Some options for delivering reskilling and upskilling

opportunities include e-learning provided in-house

or through platforms like Degreed or Coursera, virtual

mentoring arrangements and peer-to-peer learning,

or financial aid to support other relevant external

learning. Offering an array of options helps to ensure

every worker who is able to evolve into a future

worker for your business — and wants to do so — can.



 

Keep in mind that your company’s efforts to reskill and upskill its workforce

will likely need to be ongoing if you want your business to continue

recruiting and retaining top talent.

 

WHO IS RESPONSIBLE?

 

Based on the link between employee engagement and business performance it’s

important for businesses and leaders to take some responsibility for developing

their employees and new recruits.

Upskilling and reskilling programs not only foster an agile, adaptable business

environment, but also save organizations thousands of dollars in recruiting and

onboarding costs each year. 

All these trends call for a renewed commitment from business leaders to support

upskilling and reskilling opportunities within their existing workforce. 

HR often focuses primarily on improving (AKA upskilling) in order to maximize

internal talent and reduce turnover. But reskilling is just as crucial for long-term

business success, as it gives you the opportunity to fill vacant positions internally

and adapt to industry changes. In short, an upskilling and reskilling training

program allows your organization to continually evolve and rise to emerging

challenges. 



Be respectful. Start by recognizing the skills,

experience and institutional knowledge that

many older workers already have. The ability to

make sound decisions, think critically and

remember how and why things used to be

done a certain way are actually helpful in

crafting new approaches. Position reskilling

and upskilling as chances to add, rather than

subtract, skills.

Be collaborative. Ask mid career and late-

career workers if they are interested in

developing any of the new skills the

organization most needs. Do they want to

move into an adjacent area, or one that is

completely different? How much of their

existing duties do they want to keep , and what

emerging capabilities or roles do they want to

grow into? Though you may not always be able

to craft the exact career path that every

employee wants, approaching the

conversation as a process of cocreation helps

achieve buy-in, enthusiasm and engagement.

There has been a definite shift in the emerging

workforce.

The Old Deal           The New Deal

I Learn                        I Learn

I Do                             I Do

I Retire                       I Learn

                                    I Do

                                    I Keep Doing & Learning

Here are five principles to follow when discussing

upskilling opportunities with mid career and late-

career workers:

1.

2.

3. Be transparent. Be straightforward and up-

front with the reasons you are offering these

opportunities to reskill. If some or all of the

employee’s job tasks are being automated or are

simply no longer needed, tell them this and

explain that while the tasks or roles are going

away, you want to keep them as valuable

workers. Or, if you’ve targeted certain employees

for their transferrable skills and want to utilize

them in new ways, say that, too. Answer their

questions with as much information as you can.



4. Be supportive. Many midcareer workers are in the busiest life stage in terms of caring for children and

elders, managing teams and juggling multiple work priorities. Acknowledge these responsibilities. Practice

empathetic leadership, and provide the flexibility busy employees need to take on the task of learning new

skills. Can you reassign or lower the priority of some of their current projects? Can you temporarily move

them to a different role within the team? Challenge them to take advantage of these opportunities and ask

what you can do to give them the greatest chance of success.

5. Don’t assume. Despite ample evidence to the contrary, many stereotypes about older workers persist, so

it’s important to check your own potential for bias before starting a conversation. Research shows that

productivity, engagement and motivation increase with age, as does older workers’ interest in learning new

skills. Lead with questions and stay open to what employees say they want or are interested in. Steering

them away from the opportunity to join a coding bootcamp, for example, reveals a hidden bias.

SUMMER  ESCAPADES

https://www.aarp.org/work/working-at-50-plus/info-2019/myths-facts-age-discrimination.html


Case Study: Verizon

When COVID-19 first emerged, many organizations felt forced to close their doors and

pause all but the most basic operations. Facing a global health crisis seemed to obviate

the need to think about anything as superfluous as training. But not all organizations took

this approach. In fact, Verizon doubled down on training as a way to avoid deep

workforce cuts.

Rather than laying off huge sections of the workforce and hiring a large volume of new

talent, Verizon successfully reskilled 7,000 retail employees into remote customer service

roles for the first six months of the pandemic. The adaptability of both Verizon’s business

leaders and workforce translated into a more efficient onboarding process, condensing

training from the traditional five weeks to two weeks, which saved thousands of jobs and

thousands of dollars in productivity costs. And the effects continued beyond the first six

months. Verizon’s learning and development team stayed in touch with all reskilled

employees, allowing them the choice to remain in their new roles or return to their old

ones as retail locations began to slowly open back up.

Some business leaders are cautious about investing in training programs for employees,

only to have those employees leave the organization within months. Adriana Lange,

director of Learning and Development for Verizon , counters with the question “what

happens if you do not invest in employees and they stay with your organization?” Indeed,

many organizations report stronger employee retention and brand loyalty because of the

educational opportunities offered.


