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INTRODUCTION 

2014 – TIME FOR ACTION 

As we begin 2014, the need for caution has been superseded by the need to take action… yet business 

realize that the workforce changed 

The world is much more 

global and interdependent 

Technology is changing how 

we work and the skills we 

need 

- Trends in leadership, talent acquisition, capability development, 

analytics and HR transformation are all impacted by globalisation 

- Companies that learn to leverage global talent markets while 

localizing their HR strategies will have strong performance 

- Today we are online 24/7 and relentlessly flooded with 

information… not only technology has become a pivotal part of 

human resources, but we have also identified the issue of the 

‘overwhelmed employee’ 

- Collaborative technologies make it possible for teams to work in 

remote locations and have access to international experts 

Global, social, political and 

regulatory shifts are 

changing the focus of 

business 

- Business models reshape, by the corporate social responsibility 

and ‘conscious capitalism’ demands of consumer and talent 

markets 

- Regulation and particularly in the financial  markets continue to 

grow as the role of regulators continue to expand 
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INTRODUCTION 

2014 – TIME FOR ACTION (CONT.) 

Demographic shifts are 

creating the most diverse, 

multi-generational, 

workforce in history 

 

- Millennials (born after 1980) want to be innovative, have accelerated 

career growth and are filled with passion and purpose… ”they don’t 

want a career, they want an experience” 

- Many Baby boomers (born between 1946-1964) are extending their 

working lives, for financial reasons and for professional satisfaction 

- Organisations need to identify ways to manage this highly 

diverse group of employees…  Millennials are a major force but so 

are older workers who remain engaged and valuable contributors 

Changes in the workforce and 

workplace are significant and are 

here today! 

On every critical HR issue 

executives recognize the need to 

take action! 

The 2014 Global Human Capital 

Trends report, provides guidance 

on these important HR Strategies. 



The 12 critical Global 

Human Capital Trends 
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 12 critical Human Capital Trends have been identified for 2014, which are categorised into three 

areas, as following: 

OVERVIEW OF HUMAN CAPITAL TRENDS 

12 TRENDS ACROSS THREE KEY AREAS OF STRATEGIC FOCUS 

FOR MORE INFORMATION CLICK  

ON THE BELOW AREAS 

Lead and develop Attract and engage Transform and reinvent 

Leaders at all levels Talent acquisition revisited The reskilled HR team 

Corporate learning redefined Beyond retention Talent analytics in practice 

Performance management is 
broken 

From diversity to inclusion Race to the cloud 

The quest for workforce 
capability 

The overwhelmed employee 
The global and local HR 

function 
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HUMAN CAPITAL TRENDS 

LEAD AND DEVELOP 

The quest for workforce capability 

Organisations now compete globally for scarce technical and professional skills. How can 

you locate and develop this talent when it takes years to develop expertise?  

Corporate learning redefined 

It’s a new age for Learning & Development. Online content, MOOCs (Massive Open Online 

Courses), collaboration tools, and social media now fuel a training model where employees 

own their skills and experts share knowledge freely. 

Performance management is broken 

Companies worldwide are questioning their forced ranking, rigid rating systems and once a 

year appraisal process. This is the year a new model of performance management will likely 

sweep through HR. 

Develop leaders at all levels 

Leadership remains the top human capital concern—and the largest “readiness gap” in our 

survey.  

BACK TO THE TRENDS’  OVERVIEW 
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HUMAN CAPITAL TRENDS 

ATTRACT AND ENGAGE 

Talent acquisition revisited 

Talent acquisition and recruiting are undergoing rapid disruption, challenging 

companies to leverage social networks, aggressively market their employment brand 

and re-recruit employees every day. 

Move beyond retention 

Survey respondents say retention and engagement is the second biggest human capital 

challenges they face (after leadership gaps). What’s the secret to becoming a “talent 

magnet” in the coming years?  

Shift from diversity to inclusion 

The world has become highly diverse, but many companies have not—especially when 

it comes to combining diversity with the inclusive culture needed to truly drive value. 

Rescue the overwhelmed employee 

Technology and too much access have turned us into “overwhelmed” employees. 

Nearly every company sees this as a challenge to individual productivity and overall 

performance, but struggles to handle it. 

BACK TO THE TRENDS’  OVERVIEW 
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HUMAN CAPITAL TRENDS 

TRANSFORM AND REINVENT 

Globalize and localize the HR function 

A new model of “high-impact” HR blends globalized talent practices for consistency and 

mobility with localized flexibility to attract, retain, and manage people appropriately.  

Race to the cloud 

Cloud-based HR technology promises to integrate people systems, enable learning and 

talent management, and reengineer recruiting. But massive adoption of new software is 

harder than it seems. 

Reskill the HR team 

HR pros need an increasingly wide range of skills, not only in talent areas but also in 

understanding how the business works, makes money, and competes. How are HR 

teams staying current and viable? 

Implement talent analytics 

Analytics is an exciting and fast-growing areas of human resources, but many companies 

are lagging. How can they address this game-changing area of HR to move quickly and 

methodically into the future? 

BACK TO THE TRENDS’  OVERVIEW 



Human Capital Trends – 

Survey Demographics 
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RESPONDENT DEMOGRAPHICS  

 2,532 business and HR executives 

participated in the Global Survey, in 

90 countries, in a variety of regions, 

functions, industries and 

organisations 

 EMEA region accounted 1162 

respondents 

 EMEA region includes countries 

from Europe (Central and Eastern, 

Western, Nordic countries), Middle 

East and Africa  

 Cyprus accounted 50 respondents 

- The sample is considered to be 

representative, in comparison to the 

market realities in Cyprus  

 Additionally, Deloitte interviewed:  

- more than 80 of its Human Capital 

partners around the world, who 

provided detailed perspective on 

their client needs and challenges 

- more than 50 CHRO, VPs of Talent 

Management, CLOs and other 

business leaders 



Human Capital Trends – 

Comparative Analysis of 

Global, Regional and Local 

Results 



Analysis of Human Capital 

Capability Gap (Vs. priority 

areas) 
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 The Deloitte Human Capital Capability Gap Index shows HR’s relative capability gap in addressing a 

given HR-related priority 

 It shows how the respondents have rated the readiness of their organisation to address each trend and the 

importance of the specific trend, as well as the difference between the weighted average for importance and 

readiness  

 

 

 

TOP TRENDS BY IMPORTANCE AND READINESS GAP 

ANALYSIS OF RESULTS 

 On a local, regional and global level:  

- Leadership is the number one priority  

- Retention & Engagement is among the three top 

priorities 

 Reskilling the HR Function, so as to remain 

viable to manage business priorities, is one of the 

three top priorities for EMEA and globally 

 Performance Management remains a priority 

for Cyprus, even though global trends indicate 

that traditional ways of performance management 

are changing 

 

 

 

 Overall, organizations report low levels of 

readiness to respond to the trends 

 The biggest gap between importance and 

readiness, both on a Global and regional levels 

appears to be on Leadership, the highest priority 

 On a local level: 

- leadership appears to have the biggest gap, 

among the top three priorities 

- talent acquisition and access has the biggest 

gap, followed by HR technology  

 

 

 

Analysing the importance index Gap Analysis - importance Vs. readiness 

CLICK FOR GRAPHICAL 

REPRESENTATION OF RESULTS 
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TOP TRENDS BY IMPORTANCE AND READINESS GAP 

RESULTS 

Global 

Cyprus 

EMEA 

BACK TO THE ANALYSIS OF RESULTS 

* Click on each graph for separate representation 
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RELATIVE URGENCY OF HUMAN CAPITAL TRENDS 

RESULTS 

Global 

Cyprus 

EMEA 

 This graph shows how 

the respondents have 

rated trends across the 

following options:  

 

 

 

 

 

 

 

 When the weightages 

are applied to this 

figures, we get the index 

number for importance 

shown in the previous 

slide. 
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PRIORITIES BY INDUSTRY 

 On a Global level, 

Human capital 

priorities vary by 

industry, with one 

exception: 

Leadership 



Analysis of HR Programs 

and Investments 
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 Participants were asked  to self-assesss the 

capabilities of their organisation’s HR and 

talent programs 

 Their responses were rated as follows: 

- A: Excellent 

- B: Good 

- C: Adequate 

- D: Getting By 

- E: Underperforming 

 Results on all levels (locally, regionally and 

globally) were low, with Cyprus results being 

the lowest between the three 

 Cyprus respondents rated their HR and talent 

programs by D+ (Getting by to Adequate), which 

is lower compared to the EMEA region as a 

whole and the Global results of C- (Adequate to 

Getting by) 

HR PROGRAMS AND INVESTMENTS 

ANALYSIS OF RESULTS 

 

 Participants were asked to rate their plans to 

invest in HR in the next 12-18 months 

 The following options were provided to the 

participants: 

- Significantly increase (more than 5%) 

- Increase (1-5%) 

- Remain the same 

- Decrease 

- Significantly decrease 

- Not Applicable 

 Organisations worldwide plan modest increases 

in HR investments - In Cyprus, 10% of 

organisations plan to significantly increase 

investment in HR in the next 12-18 months, in 

comparison to 13% globally and 12% at EMEA  

HR investment in next 12-18 months HR and Talent programs  

CLICK FOR GRAPHICAL 

REPRESENTATION OF RESULTS 
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HR PROGRAMS AND INVESTMENTS 

RESULTS 
HR and Talent programs report card HR investment in next 12-18 months 

Global 

GPA 1.5 (C-) 
Growth in spending averages at +1.32% 

EMEA 

Cyprus 

GPA 1.4 (D+) Growth in spending averages at +0.54% 

GPA 1.5 (C-) Growth in spending averages at +1.18% 

*Click on each graph for separate representation of HR programs and HR investment 

CLICK FOR THE ANALYSIS OF RESULTS 



c. Analysis of Business 

Outlook 
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BUSINESS OUTLOOK 

Global 

EMEA 

Cyprus 

 Participants were asked to outline their 

general outlook for business in 2014, 

across the following options:  

- Strong growth compared to 2013 

- Moderate growth compared to 2013 

- Similar growth compared to 2013 

- Slower growth than 2013 

- Much slower growth than 2013 

 14% of Cypriot respondents, 52% of 

respondents on the global level and 49% 

on the regional level expect strong to 

moderate business growth in 2014. 

 At the same time 30% of Cypriot 

respondents expect similar growth 

compared to 2013 for this year, similar to 

global (34%) and regional (37%). 

*Click on each graph for separate representation 



Summary of Results 
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SUMMARY OF RESULTS 

GLOBAL, REGIONAL AND LOCAL LEVEL 

Human Capital Capability Gap  HR Programs and Investments Business Outlook 

- Leadership is the number 

one priority, while Retention 

& Engagement is among the 

three top priorities, on a 

global, regional and local 

level. 

- The biggest gap between 

importance and readiness, 

both on a Global and regional 

levels appears to be 

Leadership (the highest 

priority); while on a local level 

leadership has the biggest 

gap, among the top three 

priorities. 

- Participants’ responses  with 

regards to the capabilities of 

the HR and talent programs 

were low on a all levels 

(Getting by / Adequate), with 

Cyprus results being the 

lowest between the three. 

- Even though Cypriot 

organisations expect 

moderate to strong growth of 

14%, this is a less optimistic 

view of the outlook for 

business growth than its 

peers on a global and 

regional level.  



Human Capital Trends –  

What’s Next?  
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 How can organisations utilise the opportunities derived from HR trends and stand out? 

HUMAN CAPITAL TRENDS 

WHAT’S NEXT? 

Lead and develop Attract and engage Transform and reinvent 

Leaders at all levels: 
Close the gap between 
hype and readiness 

Talent acquisition 
revisited: Deploy new 
approaches for the new 
battlefield 

The reskilled HR team: 
Transform HR 
professionals into skilled 
business consultants 

Corporate learning 
redefined: Prepare for a 
revolution 

Beyond retention: Build 
passion and purpose 

Talent analytics in 
practice: Go from talking 
to delivering on big data 

Performance 
management is broken: 
Replace “rank and yank” 
with coaching and 
development 

From diversity to 
inclusion: Move from 
compliance to diversity as 
a business strategy 

Race to the cloud: 
Integrate talent, HR, and 
business technologies 

The quest for workforce 
capability: Create a 
global skills supply chain 

The overwhelmed 
employee: Simplify the 
work environment 

The global and local HR 
function: Balance scale 
and agility 
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FOR MORE INFORMATION CLICK  

ON THE BELOW AREAS 
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HUMAN CAPITAL TRENDS – WHAT’S NEXT? 

LEAD AND DEVELOP 

The quest for workforce capability - Create a global skills supply chain 

Companies that develop a deep understanding of their capability gaps can build a global 

skills supply chain to address critical needs. This supply chain can be filled by tapping into 

new skills pools in new locations, creating innovative new ways of working that provide 

access to a broader range of talent and developing skills throughout the workforce—from 

the youngest recruits to the most experienced employees. 

Corporate learning redefined – Prepare for a revolution 

Corporate training today requires content, context, and deep expertise. Companies should 

rationalize their HR spending, develop a global learning architecture, and shift the focus 

from “delivering training” to “developing capability.” Many leading companies focus on 

putting the learner in charge and unlocking the power of expertise to ensure it is shared 

throughout the firm. Effective corporate learning encourages a culture of growth. 

Performance management is broken - Replace “rank and yank” with coaching  

Today’s workers expect to be held accountable for results—but they also expect coaching, 

development and regular feedback. Look carefully at the performance management process 

to see if it truly drives performance. In many cases, a shift from “evaluation” to “development 

and performance improvement” will drive appreciable results. 

Develop leaders at all levels - Close the gap between hype and readiness 

Develop leadership pipelines that are global and broad reaching to every level of the 

organization. This involves a significant investment of resources and a commitment to 

leadership from the executive team. The biggest challenge is for business and HR leaders 

to explore new approaches to move the needle on their leadership requirements. 

BACK TO THE WHAT’S 

NEXT OVERVIEW 
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HUMAN CAPITAL TRENDS 

ATTRACT AND ENGAGE 

Talent acquisition revisited - Deploy new approaches for the new battlefield 

To compete for talent in 2014, HR teams must move to more marketing oriented, 

innovative, social media-savvy, and global approaches to talent acquisition. This 

demands innovation on the front end of recruiting, coupled with the need to “re-recruit” 

employees, managers, and leaders every day. 

Move beyond retention - Build passion and purpose 

To reach new heights in retention and engagement, world-class managers will focus on 

growing a talent brand that weaves together the critical elements of work itself, the desire 

for personal growth and development, the power of passion, and the intrinsic reward of 

serving society as part of a brand of which employees can be proud. 

Rescue the overwhelmed employee – Simplify the Work Environment 

Companies need to recognize that the overwhelmed, hyper-connected employee is a 

business concern. The opportunity for business and HR leaders is to find ways to make 

information easier to find, simplify processes and systems, keep teams small, and make 

sure leaders provide focus. The result will likely be improved employee satisfaction, 

teamwork, and productivity. 

Shift from diversity to inclusion – Move from compliance to business strategy 

A diverse workforce is a company’s lifeblood and diverse approaches are the only means 

of solving complex and challenging business issues. Deriving the value of diversity means 

uncovering all talent and that means creating a workplace characterized by inclusion. Our 

research shows that most organisations are not there yet, but change is in the wind. 

BACK TO THE WHAT’S 

NEXT OVERVIEW 
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HUMAN CAPITAL TRENDS 

TRANSFORM AND REINVENT 

Globalize and localize the HR function - Balance scale and agility 

Global integration and local optimization are twin goals attainable through global 

technology platforms and proper role and process definition. Global consistency and 

standards ensure efficiency and scale; local flexibility drives agility, growth, and employee 

engagement. Both are necessary to develop an HR organisation that is globally “fit for 

purpose.” 

Race to the cloud - Integrate talent, HR and business technologies 

A new cloud-based platform allows companies to consolidate legacy systems, 

dramatically improve data-driven decision making and improve the effectiveness of HR 

business partners. When adopted widely, these platforms enable dramatic improvements 

in productivity, capability development and collaboration. 

Reskill the HR team - Transform HR professionals into business consultants 

To achieve better business results, companies will need to reskill and invest in their HR 

and talent capabilities. Focusing on emerging HR skills, such as analytics and deep 

business and global skills, is a place to start. 

Implement talent analytics – Go from talking to delivering on big data 

It can take 3 to 5 years to build a strong talent analytics function and the same length of 

time to develop a mind-set in which people make decisions based on data and not 

instinct. In 2014, companies should start taking action to build HR analytics capabilities, 

to seek out and conduct pilot projects focused on critical business problems and to invest 

in developing the analytics capabilities to drive the HR function.  

BACK TO THE WHAT’S 

NEXT OVERVIEW 



Appendices 
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TOP TRENDS BY IMPORTANCE AND READINESS –  

CYPRUS 

For        Importance Index the 

following  weightages were used:  

• Urgent - 100 

• Important - 66.6 

• Somewhat Important - 33.3 

• Not Important - 0 

For       Readiness Index the following  

weightages were used: 

• Ready - 100 

• Somewhat Ready - 50 

• Not Ready - 0  

Trends               Readiness          Importance                             Gap analysis 

BACK 



© 2014 Deloitte Limited. All rights reserved  

TOP TRENDS BY IMPORTANCE AND READINESS –  

EMEA 

For        Importance Index the 

following  weightages were used:  

• Urgent - 100 

• Important - 66.6 

• Somewhat Important - 33.3 

• Not Important - 0 

For       Readiness Index the following  

weightages were used: 

• Ready - 100 

• Somewhat Ready - 50 

• Not Ready - 0  

BACK 

Trends               Readiness          Importance                             Gap analysis 
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TOP TRENDS BY IMPORTANCE AND READINESS –  

GLOBAL 

For        Importance Index the 

following  weightages were used:  

• Urgent - 100 

• Important - 66.6 

• Somewhat Important - 33.3 

• Not Important - 0 

For       Readiness Index the following  

weightages were used: 

• Ready - 100 

• Somewhat Ready - 50 

• Not Ready - 0  

BACK 

Trends               Readiness          Importance                             Gap analysis 
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HR PROGRAMS AND INVESTMENTS 

HR AND TALENT PROGRAMS REPORT CARD 

Cyprus - GPA 1.4 (D+) 

BACK 
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HR PROGRAMS AND INVESTMENTS 

HR AND TALENT PROGRAMS REPORT CARD 

Global - GPA 1.5 (C-) 

EMEA - GPA 1.5 (C-) 

BACK 
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HR PROGRAMS AND INVESTMENTS 

HR INVESTMENT IN NEXT 12-18 MONTHS 

Cyprus - Growth in spending averages at +0.54%  

BACK 
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HR PROGRAMS AND INVESTMENTS 

HR INVESTMENT IN NEXT 12-18 MONTHS 

Global - Growth in spending averages at +1.32% 

  

EMEA - Growth in spending averages at +1.18%  

BACK 



© 2014 Deloitte Limited. All rights reserved  

BUSINESS OUTLOOK 

Cyprus 

BACK 
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BUSINESS OUTLOOK 

Global 

EMEA 

BACK 



Our Team 



© 2014 Deloitte Limited. All rights reserved  

OUR TEAM 

For more information on Deloitte’s Human Capital Services, contact: 

 

 

 

 

 

George A. Pantelides 

Partner 

gpantelides@deloitte.com 

+ 357 22 360507  

 

 

 

 

 

Pavlos S. Charalambides 

Director 

pcharalambides@deloitte.com 

+ 357 22 360 527  

 

 

 

 

 

 

Maria Spyrides 

Manager  

mspyrides@deloitte.com 

+ 357 22 360 523  

 

 

 

 

 

Ellie Stavrou 

Manager  

estavrou@deloitte.com 

+ 357 22 360 524 

mailto:gpantelides@deloitte.com
mailto:pcharalambides@deloitte.com
mailto:mspyrides@deloitte.com
mailto:estavrou@deloitte.com


© 2014 Deloitte Limited. All rights reserved  


