
 
 

Minding the (Skills & Mindset) Gap 
 
The 2022 survey that was conducted by Your Directors Club (YDC) in collaboration with 
CEO Clubs Greece on the characteristics of the corporate leadership agenda in Greece 
highlighted that the top challenge faced by all companies is, and will continue to be for 
the foreseeable future, the availability, attraction, and retention of qualified human 
talent. In an era when technology and AI bring forth significant disruptions at an incredible 
pace, access to the right human capital – the one that can lead or implement the needed 
changes – is paramount and may turn into the determining factor between success and 
failure. 
 
To delve further into a topic of such importance, CEO Clubs Greece hosted a Circle event 
at the ClubHouse on the 20th of October 2022 under the title "Minding the (Skills and 
Mindset) Gap". Three igniters – Ioanna Fanarioti, HR Director, EY Greece and South CESA 
Cluster; Tasos Spanidis, CEO & Co-Founder, Generation Y International eBusiness Experts; 
and Elena Stassi, HR Director, Business Partner Operations, OTE Group – shared their 
thoughts and experiences, addressing the topic from different angles. Their presentations 
were followed by a vibrant discussion among the participants, the lot emphasizing that 
the human talent conundrum has no easy answer but, instead, requires agility, patience, 
empathy, and creativity to be successfully addressed. 
 



 
 
 
The challenge is complex. On the one side, many of the skills companies require today are 
either in limited supply or nonexistent. The speed of the unfolding changes indicates that 
some of the skills that will soon be needed (including those that determine leadership 
ingenuity) have not been identified yet – and certainly, are not taught in the universities. 
On the other hand, the simultaneous presence of many generations in every organization, 
the hybrid working environments, the increasing diversity and the subsequent mindset 
differences challenge the unity of any organizational culture, muddling priorities, visions, 
and communication.   
 
Ioanna Fanarioti and Elena Stassi offered an HR perspective to the discussion. Drawing 
from their experiences, they shared examples of actions and a corporate mindset that can 
make the human talent disruption smoother and, hopefully, faster. Much in accordance 
with the results of the YDC survey that highlighted the Directors' preference in developing 
the existing talent (rather than sourcing from the market), the two ladies emphasized the 
learning and development opportunities that can/should be offered within an 
organization and the belief that, given the right incentives, space, and means, people are 
eager to bridge the gaps, change and grow. More specifically: 
 



 
 
 
Ioanna Fanarioti focused on the human talent factors that will help a company thrive in 
the future. Based on several analyses – including those of the World Economic Forum and 
McKinsey that were shared as indicative examples – the top skills required today include, 
beyond the traditional cognitive and interpersonal ones, self-leadership, critical and 
analytical thinking and digital prowess.  
 

 



 

 
 
An extensive survey conducted by EY and MRB (with replies from 1906 respondents 
through interviews, questionnaires, and focus groups) led to four types of leaders – the 
people leader, the results-focused, the digital transformation, and the transparent moral 
one – the first being significantly more prominent today than the last.  
 

 
 
The replies also highlighted that the ideal leaders of tomorrow are not ready yet, with 
70% of the survey participants pointing towards a different leadership type than the 
existing one in their organization. In addition, the survey identified changes between the 



pre-Covid and the Covid-era, as an emphasis on people, results, and morals increased 
during the first months of the pandemic. Finally, differences were highlighted among 
generations, with the older people prioritizing morals, targets and results, and the 
younger participants, good communication and diversity, respectively. These differences 
are only a slight indication of the current generations' gap and all companies' difficulty in 
correctly integrating the younger generations. 
 
To address this challenge, EY's HR strategy is based on the premise that growth can be 
achieved when all generations co-exist in an open and safe space where they can 
exchange opinions and know-how, ask questions and, together, co-create the answers. 
The younger generations are more curious; they bring a fresh perspective into the 
traditional modus operandi and, hence, challenge a company to find new ways to connect 
with its people and clients. As such, EY's hiring process transcends the quest for analytical 
skills and, instead, gives priority to an individual's curiosity to explore and grow within a 
team. Empathy, ability to learn, high motivation for fast development, enthusiasm, 
teamwork, adaptability and time management are some of the traits that are sought in 
the company's human talent. By joining EY, one embarks on a cultural journey that brings 
together the company's transformative leadership model with core social skills like agility, 
client centricity, well-being, inspiration, and personal purpose. It is a journey of 
experiences aiming to serve the individual's vision while building the right team for the 
future. 
 
In parallel, in the leadership development program that EY offers its clients, emphasis is 
placed on 13 "superpowers" that the modern leader should possess. These range from 
the basic, foundational capabilities (like business acumen, authenticity, customer focus 
and a results orientation) to traditional capabilities that need to be redrawn (for example, 
moving from mere communication to communicating with purpose), and, finally, to 
entirely new capabilities (like resilience or balancing human talent with technology). The 
sum of these skills promises to help a leader think differently with clarity in mind, navigate 
a complex, digital, disrupted working world, connect people and possibilities in virtual, 
complex systems, and relate to others on a very human level. 



 
 

 
 
 
Ultimately, transitioning from traditional skills to new ones and building resilience at an 
individual and corporate level is a slow process that is still being developed through trial 
and error. Therefore, the only way forward is for each one of us to act as a role model, 
inviting with empathy and strong team spirit everyone else to be part of such a journey 
of co-creation, even when the destination remains unclear. 
 
 



Elena Stassi complemented 
the above analysis by 
sharing OTE's learning and 
development practices 
which sprout from the 
premise that in a rapidly 
changing world, it is the 
people who lead the 
change. As such, a learning 
culture which reinforces the 
employees' ability to learn, 
unlearn, and relearn is the 
key transformation driver. In 
parallel, diversity and 
inclusion strengthen 
innovation since they 
replicate within the 
organization the social 
mosaic that represents the 
company's clientele, 
allowing OTE to address the 
needs of different target 
groups better and more 
effectively. 
 

Echoing Leo Buscaglia's belief that "change is the end result of all true learning", OTE 
allocates a considerable budget every year to the development of its people. Some 
standard learning practices include unlimited, free access to online platforms like 
Coursera, coaching, mentoring, and themed or experiential learning. Most importantly, 
though, OTE developed three innovative initiatives – the Career Shifter project, the IT 
NextGen project, and the Customer Centricity Academy – that help the organization grow 
from within skills that are high in demand, assisting employees in changing careers within 
the company and learning how to constantly improve the customer experience. 
 



 
 
In general, the OTE case study (an ex-public sector company that turned into a highly 
successful international one) has indicated that when offered the framework, vision, 
means, and proper communication, people want to change and grow, contributing to an 
environment of infinite learning and, ultimately, to the achievement of the aspired 
change. 
 

 



 
On the other hand, Tasos Spanidis (who joined virtually from Miami) addressed the topic 
from a different angle, introducing the challenges faced by the CEOs, that is, the 
individuals who, beyond managing teams, skill deficiencies, and generation gaps, are also 
responsible for the achievement of the organization's financial goals and the vision that 
will take their company into the future. 
 
Growth is the ultimate goal of every organization, and it is towards this objective that all 
strategies and innovations develop. Today, growth is achieved primarily through 
technology (hence the significance of digital transformation investments). Consequently, 
and for the first time, technology is regarded as a panacea, frequently operating in 
juxtaposition to human talent. However, this notion is inaccurate: technology can lead to 
the desired results only when it complements human talent. Accordingly, traits like 
creativity and empathy (that today seem to be of lesser importance, based on the YDC 
survey) will soon become paramount. 
 
More analytically, growth can be achieved through two parameters: 
a. Human Capital. 
b. The constantly evolving technology. 
 
As an organization grows, more and more human talent is needed, and it is up to the 
company's leaders to determine the priorities in the skills and qualifications required. The 
timing in acquiring the needed people is critical, and even then, one needs to factor in the 
integration process, which cannot be accurately estimated due to unpredictable human 
factors. Experience has shown that as long as a company is in a growth stage, it will never 
have all the needed human talent, the timing of the talent's addition will never be perfect, 
and the integration of the new people will always be erratic. 
 
In parallel, technology changes at a constantly accelerating pace, leading to unimaginable 
disruptions which become the new normal. AI evolves from managing repetitive tasks to 
cognitive communication, and the start-up ecosystem gets increasingly more robust 
because the corporate world is consciously looking for disruption. These disruptions are 
not always based on the traditional premise of a lower product price; for example, Tesla 
revolutionized the car industry with an expensive model representing a promise of 
something beyond mere status or transportation. Instead, the changes introduced alter 
massively prior processes and procedures, challenging the comfort zone within which we 
used to operate, work, and live. 
 
Based on the above, and regardless of the new obstacles that keep arising (like the great 
resignation), human capital and technology, combined, represent the true north that can 
guide every organization towards determining its vision and culture in the new era. 
 



Naturally, the human talent needs can be covered through the market, or they can be 
built internally. In the case of building them from within, the following points are worth 
noting: 
a. The leader needs to learn to recognize potential (especially considering the fast 

changes of the skills sought) and trust the person even before achieving the desired 
results. Talent is not determined anymore only based on performance. Trust has to 
come first, particularly when the younger generation is concerned. 

b. The corporate vision must be clearly communicated to achieve engagement. Today, 
vision is more important than remuneration for talent acquisition because it is the 
"why" that will attract the younger generation to a company or a position. 

c. Situational leadership is the new norm: people should be given a safe space to grow 
and take risks. For example, a back-office employee may need to talk directly with a 
client, taking the lead from the head of the department or an account manager. As a 
result, soft skills development is not limited only to certain positions but should 
include all employees. 

d. As always, results should be measured frequently and consistently to give timely 
feedback and allow for adjustments, learning, and growth. 

e. Support through coaching grows in importance since it leads to faster development 
and better results. 

 
Furthermore, upskilling and reskilling are two new buzzwords, reflecting that within the 
next 15 years, around 35 million jobs are expected to disappear, and another 50 million 
will emerge, the requirements of which are not being covered today by formal education. 
 
The trends above lead to the emergence of new work models, where life-long learning 
becomes the go-to solution to achieve self-growth and agility. Hybrid working 
environments will keep replacing traditional structures, especially for knowledge workers 
who can operate from everywhere worldwide. The number of digital nomads – currently 
estimated at around 35 million – will keep increasing, and synergies will become vital to 
increase the available knowledge density and speed of growth. 
 
Finally, when developing a talent-related strategy, it is worth remembering that: 
a. The leadership team must be strong. 
b. The company should focus on developing "A Teams"; there should be no compromise 

in the talent quality. 
c. Although freedom and empowerment are essential, they should be balanced with a 

disciplined approach. Generation Z has its own understanding of what discipline 
means, with expectations that may not be realistic, given the available resources and 
time constraints within each organization. Achieving the needed discipline and 
coherence in a diversified and hybrid environment is one of the most prominent 
challenges leaders are called to address. 

d. Digitization is key. 
e. Synergies play a decisive role in the new work models, so outside providers should be 

wisely used. 



 
Although an HR strategy and a supportive corporate culture are undoubtedly necessary, 
the pace and style of change require a personalized approach, focusing on each person 
separately. This requires significant investment in time, effort, and resources, and so far, 
no sustainable model for a timely, meaningful, just, and culture-aligned personalized 
approach has been identified. As a result, further human talent disruptions are expected 
but are difficult to estimate or anticipate accurately. 
 
 

Delving deeper 
Q: Given the fast talent turnover, 
especially among the younger 
generations, should we invest in talent 
retention? 
 
A: The HR strategies are not meant to 
focus on retention but, rather, on 
integration, inspiration, and inclusion. 
People who join a company are invited 
(and, hopefully, inspired) to be part of 
the organizational culture's reshaping 
and the overall co-creation process that 
will lead the organization into the 
future. Through its strategies, a 
company aspires to help its people 
grow while offering their best to the 
broader vision, regardless of how long 
they decide to stay. Today, most people 
expect access to diverse learning, 

frequently even beyond the scope of their position. Such a learning culture is (or should 
be) encouraged in all companies, and solutions should be explored even when the 
resources to support L&D programs are limited. After all, in the long term, developed 
people enrich the available talent pool and positively impact the company and the market 
as a whole. 
Perhaps, the real challenge is not the retention rate (or strategies) but the generation gap 
within the companies. Usually, the leaders in decision-making positions are older, have a 
traditional mindset, and become increasingly inflexible in adjusting to peoples' new 
needs, their agility compromised by the fatigue that comes with age. The challenge of the 
skill-and-mindset gap will lead to consecutive disruptions, with the bigger companies 
(usually less flexible) getting impacted the most. 
 
Q: Is the talent density decreasing? 
 



A: Indeed, there is a scarcity of qualified talent mainly because the knowledge and skills 
required for a position today are much more diverse, complex and expanded compared 
to what was needed only a few years ago. Knowledge needs to be transferred 
immediately from the older generations to the new ones when time is frequently a luxury. 
It often feels as if one builds an airplane engine while flying. The companies start by 
assuming that each person they have represents worthy talent; then, they try to capitalize 
on each person's skill set by developing it and/or transferring it to others. Tasos Spanidis 
offered a few examples of programs designed by Generation Y to further develop its 
people, like "Level Up" (which invites employees to apply for mentoring by a company's 
C-level executive), "Buddy" (which pairs each person with someone outside of the HR 
department or the individual's direct manager, so that there is always a safe space to 
share a concern or a problem), and a brief monthly induction process that ensures proper 
integration and the coherence of the corporate culture. 
The biggest challenge in the growth process is time. People adjust slower than the 
unfolding of needs dictated by regional and international changes. It is worth investing in 
talent with good potential (keeping in mind that identifying this potential becomes a 
complex art), but the timing of the skills' addition may ultimately fall short of the 
company's needs. 
An additional concern voiced by several participants is that the percentage of people who 
genuinely want to grow seems to be decreasing, making the gap between needed and 
available talent even wider. 
 
Q: Several surveys indicate that 80% of a company's employees are usually unhappy 
and unmotivated, especially the younger generation used to instant gratification. Are 
we becoming too accommodating to people's demands? Amidst such mindsets, how 
could one protect the unity of the corporate culture? 
 
A: As mentioned before, freedom and flexibility are necessary but not without discipline 
– even though the definition of discipline differs among the generations that co-exist 
today in a working environment. 
Older leaders are indeed forced out of their comfort zone in an ever-changing "new norm" 
that never settles down. Regardless of personal beliefs, the challenge of managing the 
younger generations is here to stay and will only increase as more and more Gen Z people 
get employed (while Gen X remains in leadership positions). On the other hand, corporate 
leaders are asked to become humbler and more agile to effectively face the challenge 
while holding the helm with a steady hand and leading their company into the future. 
 
Q: How should a company's leadership deal with the "older generation"? (including 
those who missed the opportunity to grow during the 10-year-long recession in Greece 
and have settled into a limited working mindset). 
 
A: There is no easy answer to this question. A company may attempt to re-engage these 
employees by changing or enhancing their skill set. However, frequently a change seems 



impossible. In this case, it is better to create processes allowing these individuals to retire 
with dignity, leaving space for more active, skilled, and engaged talent. 
 
Closing remarks 
Despite all the concerns and predictions shared above, it is worth remembering that 
history repeats itself. Admittedly, many of the difficulties we face today are new, but 
companies have always faced challenges caused by external forces or the company's 
growth process. We, humans, have proven over and again that we are adaptable to 
change, and no matter the challenges, we always find a way to successfully navigate 
ourselves and our teams through unchartered territory. 
 

 
 
 
 


