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The province of Ontario is currently witnessing a 

changing of the guard in relation to the demographics 

of its workforce.  Or rather, it should be.  A report 

released by the Canadian Centre for Policy 

Alternatives has identified some issues which should 

be concerning for all Ontarians. 

 

The report included data that is particularly troubling 

to Ontario’s youth, ages 15 through 24.  In 2013, 16 - 

17.1% of youth in Ontario were unemployed 

compared to the 13.5 – 14.5% national average.  

However, this figure only includes those who are still 

actively striving to secure employment.  To articulate 

this point, 50 to 52% of Ontario’s youth simply do not 

have jobs.   

 

Much of this has come as a result of the 2008 

economic downturn that affected the entire world.  

With that being said, other parts of the country have 

been able to turn things around.  For instance, 

Quebec’s youth unemployment rate of 13.7% is more 

in line with that of the country as a whole.  

 

To compound the problem, most individuals in the 

youth demographic are increasingly in substantial 

debt as a result of their post-secondary education.  

The average student leaves campus with nearly 

$30,000 in debt.  This has a trickledown effect on the 

entire economy.  Major purchases such as the 

purchase of a home will be delayed as recent 

graduates have to address their accumulated debt 

while at the same time having few job prospects. 

 

After collecting this debt, those who do work tend to 

not find work in their field of study.  They are forced 

into underemployment as a necessity.  We have all 

heard of individuals who have educational credentials 

which far exceed the requirements of the position they 

currently hold.  In addition, temporary work is 

increasingly the norm for employers.  It allows for 

employees to be rotated in and out as a method of 

keeping wage costs down.  When a contract is 

completed, the employee is let go, only for the 

position to be filled by a new employee at the same 

minimum wage rate.  Even more detrimental to recent 

graduates is the proliferation of unpaid internships 

that are not related to the completion of academic 

studies.  It is estimated that there are up to 300,000 

individuals in Canada working for free as a method to 

gain experience.   

 

So what can Ontario do to address this situation?  As 

hinted at in the title of this article, succession 

planning could be an ideal method of improving the 

prospects of Ontarian youth.  For many years, the 

retirement of the baby boomers was seen as the 

gateway to youth employment.  Yet, this golden age 

of youth employment continues to be pushed back.  

Baby boomers are not retiring.  They are remaining 

on as consultants and taking part-time or contract 

work to supplement their retirement income.  This 

points to a systemic problem we are currently facing 

that will only be exacerbated in coming generations.  

However, these individuals will retire at some point, 

taking their collective knowledge and experience with 

them.  Experienced workers partnering with driven, 

educated youth is the recipe to address this problem. 

 

By fostering succession planning in this manner, 

Ontario’s youth as well as businesses will benefit.  

Knowledge will be transferred to those with the time 

and drive to implement change.  One of the major 

concerns baby boomers tend to have with the youth of 

today is that they want everything too fast.  This is 

true to an extent, which leads to young workers 

moving from company to company to create the 

forward momentum they crave.  Youth can become 

frustrated when they see that they have reached their 

highest possible position within a company.  They see 

individuals with tenure and experience above them so 
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look outward to move upward.  As external 

consultants, we would recommend that employers 

create that upward mobility within their own 

organization so as to stem the loss of quality young 

people to external competitors.   

 

To make succession planning work well, employers 

must utilize performance management as an important 

element in the quest to find the right person to assume 

positions of greater authority.  If used properly, 

performance management not only allows employers 

to assess current performance of their workforce, but 

helps identify those star performers who can be 

trained and developed for future challenges within the 

organization.  As consultants, we are often amazed at 

the number of organization that completely ignore 

succession planning as part of its performance 

management process.  Most recently, our firm worked 

with an organization that has five of its six senior 

management staff nearing retirement and no one has 

been identified to assume these roles once these 

senior managers decide to retire.  One must think of 

the potential fallout of such a situation.  Long-term 

organizational success is dependent to a large extent 

on the quality of the personnel who can assume 

positions of greater importance and authority.  

Without thoughtful and methodical succession 

planning, an organization may be crippled by the 

inertia created by the lack of qualified employees to 

replace those leaving critical positions.  Performance 

management is a powerful tool to motivate current 

performance and to fulfill the organization’s 

succession needs.  

 

Succession planning should be used as a means to 

motivate your younger employees as well as to 

transfer valuable skills and knowledge from the more 

senior members of the workforce. When done 

correctly, succession planning can create a symbiotic 

relationship where each party benefits.  Experienced 

workers can pass off the more tedious aspects of their 

job, younger workers can pick the brains of their 

experienced counterparts, business are prepared for 

the unexpected, which ultimately fosters growth in 

youth employment and overall economic stability on a 

provincial and national level.     

 

 


