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Introduction

As we enter 2024, the mining and metals industry finds itself at 
the center of a complex matrix of challenges and opportunities, 
expectations, and demands.

With supply shortages looming in metals that are critical, not 
just to the energy transition but to global urbanization and 
industrialization, stakeholders are acting strategically to secure 
their supply chains (copper, for instance, is expected to see a 
supply deficit of 9.9Mt by 20351). With supply source alternatives 
such as urban mining still in their infancy, downstream 
companies and even governments are striking deals with 
miners and metals providers in a reshuffle that has seen some 
traditional value chains realign over the past 12 months. 

Organizations also remain under pressure to improve the 
efficiency of existing assets and operations by embracing 
generative artificial intelligence (gen AI), leveraging third 
party delivery models with specialized back office capabilities 
and to unlock new value in assets. Additionally, the need for 
mining and metals companies to collaborate with industry 
peers, suppliers, and competitors to tackle productivity and 
environmental issues, all while upholding environmental, social, 
and governance (ESG) expectations in day-to-day operations 
remains a priority. 

With strong business strategies in place and 2050 sustainability 
targets as its North Star, now is the time for the mining and 
metals industry to accelerate growth. However, with heightened 
uncertainty in the global geopolitical sphere and volatility in 
commodity markets, to do so may not be easy. Companies 
that navigate uncertainty, work with governments to address 
permitting issues for new projects, rethink the strategic value 
of exploration, work with regional players to address skills 
shortages, and drive toward becoming more purpose-led 
organizations are most likely to prevail.

In this, the 16th edition of Deloitte Global’s Tracking the trends, 
a team of professionals from around the world provides 
insights and examples as well as practical ideas to help mining 
and metals companies rise to the challenges that lie ahead 
and capitalize on new opportunities. We’re looking forward to 
discussing these trends with you in more depth and helping 
your organization to continue forging its own pathway to 
success. Thank you for your ongoing support. 

Navigating global challenges and opportunities in 
mining and metals

Endnotes

1.	 Camellia Moors and Kip Keen, “Looming copper shortage shifts attention to alternative supply solutions,” S&P Global 
Market Intelligence, 7 September 2022.
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challenges through a 
skills-based approach: 
Equipping mining and metals 
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Skills shortages have dominated the headlines over the 
past 12 months, causing one research group to declare the 
issue “persistent”, rather than “transitory”.1 At the same time, 
organizations face the reality of an aging workforce. The United 
States is just one example—more than half of the country’s 
mining and metals workforce is set to retire by 2029 (some 
221,000 workers),2 and with it could go knowledge that’s critical 
to future ways of operating.

Diversity, equity, and inclusion (DEI) also remains a priority. 
While there’s a clear business case for a more diverse 
workforce,3 many organizations continue to grapple with 
creating workplaces that are physically, psychologically, 
and culturally safe.

These matters are indicative of the need for broader change 
in the way the industry values and treats talent to become 
a more desirable industry to work in. By coming together to 
tackle workforce challenges, mining and metals companies, 
educational institutions, and governments might have a better 
chance of success. 

Speaking to younger generations
Recent research from Mining Journal4 cited general labor 
scarcity as a significant factor globally; in July 2023, Australia 
and the United States had respective unemployment rates of 
3.6% and 3.7%, and Canada 5.2%.

Mining and metals faces the difficulty in appealing to talent, 
particularly younger generations.5 A December 2020 
survey of 3,000 young Canadians by the Mining Industry 
Human Resources Council (MiHR) and Abacus Data found 
that 11% would definitely, or probably, consider working in 
mining and metals.6

In a 2023 article for Euractiv, Rohitesh Dhawan, president and 
CEO of the International Council of Mining and Metals (ICMM), 
wrote, “Just when we need the best and brightest talent to build 
the responsible mining industry of the future, graduates and 
potential future employees appear to be turning away from 
mining or being encouraged by their universities to do so.”7

Dhawan attributed this partly to a lack of trust in the sector. 
He acknowledged that, despite considerable progress in 
environmental and social commitments, the industry still has a 
ways to go to appeal to the next generation of workers. Gen Zs 
and millennials for example, are values-driven and concerned 
about the environment8 so sustained positive performance 
over time could be critical in changing the industry’s image and 
in linking the mining and metals to clean energy, global food 
security, and development.9

Realigning education with industry 
A shift of this magnitude also demands a step-change in the 
way that that mining and metals industry is taught and talked 
about. This requires government investment aligned with 
critical minerals strategies, as well as collaboration between 
industry players and universities to produce courses, curricula, 
and credentials as well as vocational education and training that 
better match current and future objectives.

A good example comes from the Bradshaw Research Institute 
for Minerals and Mining (BRIMM) at the University of British 
Columbia (UBC), which works closely with mining companies 
and Original Equipment Manufacturers (OEMs) to determine its 
offerings. The team established an executive microcertificate 
in Economic Leadership for Mining program in 2020. This 
13-course program allows candidates to mix and match seven 
or more courses to achieve a UBC microcertificate.10

“Micro-credentialing can 
accelerate the entry of talent 
into mining and metals and 
can prove valuable in creating 
pathways for underrepresented 
groups—for instance, Indigenous 
communities—where access to 
tertiary education may be limited.”
Joanne Doyle, senior manager, Consulting, 
Deloitte Canada
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While people naturally learn in different ways and it’s important 
to tailor training accordingly, there’s also a shift in the way 
that different generations learn. Research from Deloitte 
US has shown that members of Gen Z proactively seek out 
personalized learning opportunities to enhance skills and prefer 
to learn independently via online platforms.11

Experiential learning tools, such as online games, could be 
used more widely to educate students about the role that the 
mining and metals industry plays in their lives, and to introduce 
organizations in this industry as a potential employer. For 
example, the Briefcase game, developed by the European 
Union and EIT Raw Materials, familiarizes students and teachers 
in three age groups with the minerals used to build everyday 
objects and where they come from.

Broadening the DEI lens
A 2018 survey from the Pew Research Center found that 
Gen Z is the most ethnically and racially diverse generation 
in history.12 While the mining and metals workforce is slowly 
becoming more diverse, it’s vital that companies move beyond 
numbers and targets and address the systems that sit around 
diverse talent. 

At BHP’s fly-in, fly-out South Flank iron ore mine in Western 
Australia, women comprise 40% of the more than 850-person 
strong frontline workforce, making it the first gender-balanced 
mining operation in Australia. Research has found that this is 
attributable to multiple factors, including strong engagement 
from senior leaders, strict gender equity targets, major 
technological investments to support inclusivity, and new 
onboarding procedures for new employees.13

Wiring organizations and their systems to support 
intersectional diversity is central to workforce well-being. For 
example, individuals can be racially, culturally, and gender 
diverse. This is essential, not only in attracting and retaining 
skilled talent, but also in creating organizations that can 
adapt to change. 

“Some companies are challenging 
different processes, practices, 
and systems, and building DEI 
principles into wider projects, such 
as HR system implementations. 
This attitude should 
be applauded.”
Kristy Delaney, partner, Consulting, Deloitte Australia

Shifting from jobs to skills-based work
Prospecting for a future pipeline of talent is important, but so, 
too, is filling the vacancies that exist in the mining and metals 
workforce today. One way to broaden the talent pool and help 
ensure that individuals have the knowledge needed for the 
future, is to switch the focus throughout the industry from 
roles to skills.

Mining and metals organizations, like most others, are 
structured around jobs and hierarchies. However, with 
workplace agility and flexibility growing in importance, and with 
innovation and creativity increasing in value, separating some 
work from job descriptions, and workers from being seen as job 
holders, could allow organizations to tap into a wider range of 
workers’ capabilities and to find new ways of working. That said, 
there are certain mining and metals jobs that are legislated, 
so there is a balance to be struck with a skills-based approach 
in this industry.

Deloitte US has developed an operating model called the 
“the skills-based organization," In this, skills can be technical 
abilities (hard skills), human capabilities (such as emotional 
intelligence), or potential skills (including latent qualities, 
abilities, or adjacent) that may be developed and lead to future 
success. Research has found that organizations that embed a 
skills-based approach are 107% more likely to place talent more 
effectively and 98% more likely to retain high performers.14

For example, Schneider Electric was able to improve employee 
retention by creating an internal gig economy, which allowed 
more than 2,300 people to move to areas within the business 
where their skills were of more value.15
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The skills-based approach also applies at a macro-level. In 
Saskatchewan, Canada—a key region for future critical metals 
production—Deloitte Canada recently convened companies at 
a skills accelerator summit to address workforce challenges in 
the mining and minerals industry, so that Saskatchewan and its 
people can achieve their collective employment, empowerment, 
and economic ambitions for 2030.

Following an economic assessment, the summit identified the 
occupations needed by various industries, including mining 
and metals, and then deconstructed the roles, examining 
the skills needed to complete the work. It then looked at how 
rearchitecting work could help to increase each role’s capacity 
as well as adjacent industries where talent with the requisite 
skills might be found. Research showed that this approach 
could cut the talent gap in half, by almost 2,400 workers.16

Upskilling for future challenges
As the work involved in mining and metals operations evolves, 
so too will the type and range of skills required to execute 
on it. Access to critical skills and knowledge—for instance, 
surrounding climate adaptability and decarbonization—and, 
in sufficient volumes, could become a point of increasing 
differentiation for companies in the future.

“Not all educational 
establishments are turning out 
job-ready mining candidates today. 
In certain countries, there’s a lack 
of educational courses altogether 
and, where courses are available, 
curricula don’t always align with 
the industry’s needs. This means 
that new entrants often require a 
period of upskilling before they are 
fully job-ready.”
Kristy Delaney, partner, Consulting, Deloitte Australia

Upskilling and reskilling of the current workforce, both at the 
individual level and in mass (ICMM states that 48% of mining 
employees will require upskilling or reskilling in the next four 
years)17 pose a challenge and an opportunity. However, the 
industry already has some experience and capability in this 
area. For example, some organizations have established 
digital academies to help transition their workforces to new 
ways of working.

In March 2020, Antofagasta Minerals opened a digital academy 
in Chile to speed up and deepen the implementation of its 
digital road map.18 The academy provides courses that increase 
the company’s productivity and competitiveness, and improve 
the skill sets and employability of its workers. In its first year, 
more than 1,500 employees completed nine courses on the 
basics of design thinking, agile project management, big data, 
Internet of Things, cybersecurity, and digital technologies such 
as collaborative tools and robotic process automation.

Replicating operations and programs such as these for systems 
thinking, climate-based skilling, and more could prove critical 
in organizational change and help companies respond quickly 
to future opportunities and anticipate which skills might be 
required in time. 

Artificial intelligence (AI) can also play an important role in 
reskilling or upskilling the workforce; for example, AI algorithms 
can help to personalize training programs that build on workers’ 
existing skill sets to prepare them for future opportunities 
that leverage technology. For example, the EdCast platform by 
Cornerstone combines an assessment of workers’ skills with 
analysis of future labor market needs, allowing users to identify 
potential future jobs and gain the skills and qualifications they 
need to secure them.19

Laying the foundations for modern work 
In summary, by investing time and resources now to create 
systems that increase and accelerate the entry of young talent 
into mining and metals, widen the search for skilled candidates 
at organizational and regional levels, and improve the well-
being of current workers, companies could not only improve 
their productivity but help ensure they have the capacity and 
know-how required to deliver on their future ambitions.
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From ideas to actions

	• Think long term: By using strategic workforce planning to assess the business’s long-term strategy, organizations could become 
better equipped to identify potential future skills shortfalls, that is, in areas such as climate resilience and digital disruptions. This 
will inform workforce strategy choices, and prioritize and accelerate investments in training, such as the development of a skills 
academy or the creation of a regional labor force ecosystem. This will also allow organizations to implement strategies to attract 
talent locally and regionally.

	• Map out the organization’s needs: By defining a skills taxonomy or framework and a common way of validating skills, 
organizations can lay the groundwork for making decisions about work and workers based on skills rather than jobs. They can 
expand from there, transforming one talent practice at a time, or experiment with new ways of organizing work so that workers 
can flexibly flow to the work based on their skills. 

	• Put a DEI lens over every implementation: A standard part of the evaluation process for new projects, processes, or 
technology implementations throughout organizations should be consideration through an intersectional DEI lens. Making this a 
standard metric or procedure, regardless of the nature of the project, will help embed DEI thinking into company culture. 

	• Prioritize skills-based changes: When transforming companies to a skills-based model, start with practices that have clear 
connections to skills—for example, learning and development, internal mobility, and talent acquisition. Prioritizing these areas 
makes sense, as organizations may be able to use mature, off-the-shelf technologies as readily available upgrades to existing HR 
information systems, such as talent marketplaces.

	• Explore skills ecosystems: Companies could start by exploring the regional and local skills ecosystems surrounding each 
operation and identifying groups or sources of talent, such as adjacent industries or communities, who are underrepresented in 
their current workforces. From there, barriers to entry can be determined and programs developed to support talent transfer, and 
educational and upskilling opportunities can be created.

7

Trend 7: Addressing workforce challenges through a skills-based approach—Equipping mining and metals companies for the future



Endnotes

1.	 Nadav Shemer, “Time to upgrade mining skill shortages from ‘transitory’ to ‘persistent’,” Mining Journal, 10 July 2023. 

2.	 Amanda Stutt, “Colorado School of Mines warns of ‘grey tsunami’ of mining industry retirements,” Mining.com, 29 August 2023. 

3.	 White & Case, “Conclusion: The business case for women in mining,” Changing the face of mining, 29 June 2023. 

4.	 Shemer, “Time to upgrade mining skill shortages from ‘transitory’ to ‘persistent’.” 

5.	 Laura Syrett, “‘Gen Z values’ are choking mining’s talent pipeline,” Mining Magazine, 15 September 2023. 

6.	 Blair McBride, "Lacklustre interest among youth a big problem for mining," Mining.com, 19 September 2022.

7.	 Rohitesh Dhawan, “Mistrust in mining should worry us all,” Euractiv, 25 June 2023.

8.	 Deloitte, “Deloitte’s 2023 Gen Z and Millennial Survey reveals workplace progress despite new setbacks,” press release, 17 May 2023.

9.	 Thebriefcasegame.eu, Homepage, accessed 6 September 2023.

10.	 Bradshaw Research Institute for Minerals and Mining (BRIMM), “BRIMM101—Executive Microcertificate in Economic Leadership for Mining,” 
13 November 2020. 

11.	 Karianne Gomez, Tiffany Mawhinney, and Kimberly Betts, Welcome to Generation Z, Deloitte and Network of Executive Women (NEW), accessed 
6 November 2023.

12.	 Richard Fry and Kim Parker, “Early benchmarks show “post-millennials” on track to be most diverse, best-educated generation yet,” Pew Research Center, 
15 November 2018. 

13.	 Erik Denison and Richard Pringle, “How a remote Australian mine became a gender-balanced workplace,” Harvard Business Review, 13 July 2023. 

14.	 Sue Cantrell, Michael Griffiths, Robin Jones, and Julie Hiipakka, Building tomorrow’s skills-based organization, Deloitte, 2022.

15.	 lbid.

16.	 Deloitte Canada, Building tomorrow’s skills-based province: An evolution from jobs to skills for the mining industry, 2023.

17.	 International Council on Mining & Metals (ICMM), Future of jobs in mining regions, 2020.

18.	 Antofagasta Minerals, “Antofagasta empowers employees with digital skills,” 17 June 2021.

19.	 Mark Caine and Kay Firth-Butterfield, “How AI can train workers for the jobs of the future,” World Economic Forum, 22 October 2020.

8

Trend 7: Addressing workforce challenges through a skills-based approach—Equipping mining and metals companies for the future

https://www.mining-journal.com/sustainability/opinion/1455790/time-to-upgrade-mining-skill-shortages-from-transitory-to-persistent
https://www.mining.com/colorado-school-of-mines-warns-of-grey-tsunami-of-mining-industry-retirements/
https://www.mining.com/colorado-school-of-mines-warns-of-grey-tsunami-of-mining-industry-retirements/
https://www.mining.com/colorado-school-of-mines-warns-of-grey-tsunami-of-mining-industry-retirements/
https://www.whitecase.com/insight-our-thinking/changing-face-mining-conclusion
https://www.mining-journal.com/sustainability/opinion/1455790/time-to-upgrade-mining-skill-shortages-from-transitory-to-persistent
https://www.mining-journal.com/sustainability/opinion/1455790/time-to-upgrade-mining-skill-shortages-from-transitory-to-persistent
https://www.miningmagazine.com/sustainability/news/1459375/gen-z-values-are-choking-minings-talent-pipeline#:~:text=%22Mining%20doesn’t%20tend%20to,these%20issues%2C%22%20he%20added
https://www.mining.com/lacklustre-interest-among-youth-a-big-problem-for-mining/
https://www.euractiv.com/section/energy-environment/opinion/mistrust-in-mining-should-worry-us-all/
https://www.deloitte.com/global/en/about/press-room/2023-gen-z-and-millenial-survey.html
https://www.thebriefcasegame.eu/
https://brimm.ubc.ca/events/brimm101-executive-microcertificate-in-economic-leadership-for-mining/
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/consumer-business/welcome-to-gen-z.pdf
https://www.pewresearch.org/social-trends/2018/11/15/early-benchmarks-show-post-millennials-on-track-to-be-most-diverse-best-educated-generation-yet/
https://hbr.org/2023/07/how-a-remote-australian-mine-became-a-gender-balanced-workplace
https://www.deloitte.com/global/en/issues/work/skills-based-organizations.html
https://www.icmm.com/website/publications/pdfs/social-performance/2021/briefing_future-of-jobs.pdf
https://www.antofagasta.co.uk/media/articles/antofagasta-empowers-employees-with-digital-skills/
https://www.weforum.org/agenda/2020/10/ai-jobs/


Global contacts

Regional/Country Mining &  
Metals Leaders

Stanley Porter
Global Energy, Resources & Industrials Industry leader
Deloitte Global
+1 301 793 4170
sporter@deloitte.com

Ian Sanders
Global Mining & Metals Sector leader
Deloitte Global
+61 3 9671 7479
iasanders@deloitte.com.au

Africa
Louis Kruger
+27 11 806 6165
lokruger@deloitte.co.za

Mexico
Valeria Vazquez
+52 55 5080 7548
vavazquez@deloittemx.com

Australia
Nicki Ivory
+61 422 024 597
nivory@deloitte.com.au

Southeast Asia
Jarrod Baker
+65 9896 1225
jarbaker@deloitte.com

Brazil
Patricia Muricy
+55 21 3981 0526
pmuricy@deloitte.com

United Kingdom
Stacey Toder Feldman
+44 20 7007 0051
stoderfeldman@deloitte.co.uk

Canada
Van Ramsay
+1 416 998 4905
vramsay@deloitte.ca

United States
Teresa Thomas
+1 713 982 2059
tethomas@deloitte.com

Chile
Chris Lyon
+56 9923 44429
clyon@deloitte.com

United States
John Diasselliss
+1 303 305 3972
jdiasselliss@deloitte.com 

China
Jill Wang
+86 10 85207766
jillwang@deloitte.com.cn

United States
Bradley Johnson
+1 412 338 7987
bradjohnson@deloitte.com

India
Rakesh Surana
+91 22 6122 8160
rvsurana@deloitte.com

9

Tracking the trends 2024

mailto:sporter%40deloitte.com?subject=


Authors
Trend 1: Putting purpose at the heart of mining and metals—Creating social momentum
Ian Sanders, Global Mining & Metals Sector leader, Deloitte Global | iasanders@deloitte.com.au 
Mike Robitaille, partner, Purpose & Momentum practice lead, Deloitte Canada | mrobitaille@deloitte.ca 

Trend 2: Navigating global uncertainty—Building capacity to thrive in the face of disruption
Andrew Swart, partner, Energy, Resources & Industrials leader, Deloitte Canada | aswart@deloitte.ca  
Patricia Muricy, partner, Energy, Resources & Industrials leader, Deloitte Brazil | pmuricy@deloitte.com 
 
Trend 3: Dealmaking for future-focused growth—Rethinking minerals and metals investments
Nicki Ivory, partner, Mining & Metals leader, Deloitte Australia | nivory@deloitte.com.au 
Mark Upton, partner, Tax, Deloitte Australia | maupton@deloitte.com.au 
Stacey Toder Feldman, partner, Mining & Metals leader, Deloitte UK | stoderfeldman@deloitte.co.uk

Trend 4: Working toward net-zero—Building capacity and futureproofing ESG strategies for 
a credible transition 
Celia Hayes, partner, Risk Advisory, Deloitte Australia | chayes@deloitte.com.au 
John O’Brien, Sustainability & Climate leader, Mining & Metals, Deloitte & Touche LLP | johnobrien1@deloitte.com 

Trend 5: Collaborating with governments to rethink regulation—Unlocking critical resources 
through permitting
Professor Deen Sanders OAM, partner, Integrity lead, Deloitte Australia | deensanders@deloitte.com.au 
Michelle Leslie, senior manager, Financial Advisory, Deloitte Canada | mileslie@deloitte.ca
Louis Kruger, partner, Energy, Resources & Industrials leader, Deloitte Africa | lokruger@deloitte.co.za 
 
Trend 6: Going back to grassroots—Nourishing growth through investments in exploration
Charles Hooper, director, Consulting, Deloitte Canada | chooper@deloitte.ca 
Van Ramsay, partner, Mining & Metals leader, Deloitte Canada | vramsay@deloitte.ca 

Trend 7: Addressing workforce challenges through a skills-based approach—Equipping mining and 
metals companies for the future
Kristy Delaney, partner, Consulting, Deloitte Australia | kdelaney@deloitte.com.au 
Joanne Doyle, senior manager, Consulting, Deloitte Canada | joandoyle@deloitte.ca 

Trend 8: Unlocking new value in existing assets—Balancing complex priorities and meeting supply 
demand through operational optimization 
Herman Lombard, partner, Industrial Smart Operations leader, Deloitte Canada | hlombard@deloitte.ca 
Shak Parran, partner, Ecosystems & Alliances leader, Energy, Resources & Industrials, Deloitte Canada | sparran@deloitte.ca 

Trend 9: Bringing generative AI into mining and metals—Capitalizing on current and 
future opportunities
Shak Parran, partner, Ecosystems & Alliances leader, Energy, Resources & Industrials, Deloitte Canada | sparran@deloitte.ca  
David Alonso, partner, Generative AI leader, Deloitte Australia | davalonso@deloitte.com.au  
Sonia Solova, senior manager, Consulting, Deloitte Canada | ssolova@deloitte.ca

Trend 10: Third party delivery models—Gaining agility and competitive advantage through next-gen 
approaches to outsourcing
Tim Boehm, principal, Global Operate leader, Energy, Resources & Industrials, Deloitte Consulting LLP | tboehm@deloitte.com 
Rob Hillard, partner, Consulting leader, Deloitte Asia Pacific | rhillard@deloitte.com.au 
Mahendra Dedasaniya, partner, Consulting, Deloitte Canada | mdedasaniya@deloitte.ca 

10

Tracking the trends 2024

mailto:stoderfeldman@deloitte.co.uk
mailto:lokruger@deloitte.co.za
mailto:ssolova@deloitte.ca


Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited (“DTTL”), its global network of
member firms, and their related entities (collectively, the “Deloitte organization”). DTTL (also 
referred to as “Deloitte Global”) and each of its member firms and related entities are legally 
separate and independent entities, which cannot obligate or bind each other in respect of third 
parties. DTTL and each DTTL member firm and related entity is liable only for its own acts and 
omissions, and not those of each other. DTTL does not provide services to clients. Please see 
www.deloitte.com/about to learn more.

Deloitte provides industry-leading audit and assurance, tax and legal, consulting, financial 
advisory, and risk advisory services to nearly 90% of the Fortune Global 500® and thousands 
of private companies. Our people deliver measurable and lasting results that help reinforce 
public trust in capital markets, enable clients to transform and thrive, and lead the way toward 
a stronger economy, a more equitable society and a sustainable world. Building on its 175-plus 
year history, Deloitte spans more than 150 countries and territories. Learn how Deloitte’s 
approximately 457,000 people worldwide make an impact that matters at www.deloitte.com.

This communication contains general information only, and none of Deloitte Touche Tohmatsu
Limited (“DTTL”), its global network of member firms or their related entities (collectively, the 
“Deloitte organization”) is, by means of this communication, rendering professional advice or 
services. Before making any decision or taking any action that may affect your finances or your 
business, you should consult a qualified professional adviser.

No representations, warranties or undertakings (express or implied) are given as to the 
accuracy or completeness of the information in this communication, and none of DTTL, its 
member firms, related entities, employees or agents shall be liable or responsible for any loss 
or damage whatsoever arising directly or indirectly in connection with any person relying on 
this communication. DTTL and each of its member firms, and their related entities, are legally 
separate and independent entities.

© 2024. For information, contact Deloitte Touche Tohmatsu Limited.

http://www.deloitte.com/about
http://www.deloitte.com

	Trend 7

