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Exelsys Human Capital
Management System

Are you spending too much time on
HR administration rather than on
HR strategic issues?

pwc

Exelsys Human Capital Management System allows you to run the following tasks with the touch of
a button!

Track and Analyse Employee Information
Absence Management

Performance Management

Recruitment and Selection Management
Training and Development Management
Position and Career Management

Key benefits

Connect all your employees and streamline human capital processes

Employee Self-Service

User’s position and role based interface

Multilingual. Speaks each user’s language

Flexibility to customise each part of the system to your business needs

Cloud computing, reduces infrastructure cost

Maximum information security

User friendly, familiar Ms Outlook Style Interface

Integrated business analytics and reports at Word, Excel or PDF format at the touch of a button
Hassle free, fast implementation

For more information contact:

Philippos C Soseilos PwC Cyprus
Partner — People & Change Julia House
philippos.soseilos@cy. pwe.com 3 Themistocles Dervis Street

CY-1066 Nicosia, Cyprus
Elena Leonidou P O Box 21612, CY-1591 Nicosia, Cyprus
Senior Manager - People & Change Tel: +357-22555000
elena.leonidou@cy.pwe.com Fax: +357-22555001

©2011 PricewaterhouseCoopers Lrd. All rights reserved. In this document, “PwC" refers to PricewaterhouseCoopers Lid of Cyprus, which is a member firm of
PricewaterhouseCoopers International Limited, each member firm of which is a separate legal entiry.
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Anod ™ ZUvtagn | From the Editor
> EUROT

Ayaznroi avayvwoTeg

Mé\n kat gidot Tov Kumprakod SovSéapov AtevBovorns AvBpamt-
vov Avvapikod,

Evao n avepyia ovvexwg av§aveTal Ty YWPa Hag Kat o pé)\og TWY
enayyeparidy Aeobovarjs AvBpdmvov Avvapkod Ppioketar
Ko amd oG méoelg 0 vSeaptog pag opeiket va mpowbei Tov
KAaS0 600 kahbrepa umopel. Omw Oa Seite aTig emdpieveg oeideg
Tov TEPLOSIKOY, 0 ZVVSETHOS, e TIG exSwoeg Tov avaPadyile
T0 sﬂdyye)xpa 07O VIOTIO ETUYEIPHUATIKO KOTHO UE EVH LEPWTIKES
1uepiSes Kot TpoyevpaTa, ETAryYENHATIKOVS Kal Qo Tikodg
Staywviopole, Kat pe evkatpieg Suctvwang pe Staokedactiko
Yapaktijpa 67wg efvat 70 Etjoto [apro. (anstdm‘cs emiong 070
1)UEPOAGYIO COLG THY NUEPOLIVict 11 Maiov, pépatov Etijoton
Sovedpiov pag).

AwaPaote exiong evdiagépovta dpbpa oe kaworopa Oépara

67wg T Tpowdnon Tpdatvey SefotiTwy, kévipa allohoyn)-
o, managing the payroll risk, enhancing core competencies,
believing in yourself kat to thought-provoking dpBpo

“Is HRM evidence based and does it matter?” peta&d dMwv.

Ko} avéyvwor !

Dear readers

Members and friends of the Cyprus Human Resource
Management Association,

While unemployment continues to increase in our country

and the role of HR professionals is under a lot of pressure, the
Association is obligated to promote the HR profession as best it
can. As you will see in the following pages of the magazine, the
Association with its events helps to upgrade the HR profession
in the local business community with informative workshops
and breakfasts, professional and student competitions, as well as
networking opportunities with an entertaining character such as
the annual party. (Also note in your calendars 1 1th of May, the
day of our Annual Conference).

In addition read through our interesting articles on innovative
topics such as promoting green skills, on assessment centers,
managing the payroll risk, enhancing core competengies,
believing in yourself and the thought-provoking article

“Is HRM evidence based and does it matter?” among others.

Enjoy your reading l q-
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Etholo maptt Kumprako
2ovdéatov Aevbuvorg
AvBpwmvov Avvapikov 2011

>ni¢ 27 lavovapiov 2011 mpayparomouifyke To etrioro mdpm Tov Kumpiaxov Svvdéopov AvBpwmvov Avvapikov o
eomatdpio Chateau Status oty Aevkwoia. H ekdndwon oépOnke pe emrvyia, apot cvvodikd mapevpéOnxav 120 droya
Tov aamaxolovvmt 0TOV TOpEQ Atev’@vvcrquv@pd)mvov Avvagukod, ysmfﬁ TWY 0TIOIWY Kal véa ys’lq.

Tnv ekdnAwon AGvoiEe e opiNia Tou o Mpdedpog Tou Xuvdéouou  KwoTtag
ManakupiakoU, 0 onoiog avagéPBNKe OTOUG OTOXOUG Kal TIG NMPOCDOKIEG ToU
Juvdéopou yia Tn véa xpovid. AkohouBnoe anovoun enaivwv oTig Movika
MoéTo0U Kal MUpia AvTwviou yia Tn UMHETOXA Toug ota «HR Excellence Awards».
2T ouvéxela, N Avtinpdedpog Tou Zuvdéopou Aven OpviBdpn BpdReuce Toug
enImuxovieg oto PoitnTikd Alaywviopd yia 1o 2010. BpaBeUtnkav n EAévn
Mpwtonand (1o BpaBeio), n Ereva MaviatonoUAou Xar¢nnavayn (2o BpaBeio)
kal N MavougAa Xatdreua (3o BpaBeio).

H ekdNAwoN EKAEICE PE TNV KANPWOon dWpwY Ta onoia NpocEpepav EknaideuTikof

Opyaviopoi kal Etaipeieq péAn Tou ZUVOEOHOU. EVOEIKTIKA avaQEPOULE:

Maveniothuio Aeukwoiag, Kunpiakég Aepoypappég, Louis Cruise Lines, Europa
kal Padiopwviko 1dpupa Kunpou.

Tnv enipélela yia Ty enimuxi opydvwon TG eKONAwONG €ixav Ta PEAN TNG
Enmponig Anpoociwv XX€cewv o€ ouvepyacia pe TNV uneubuvn AIOIKNTIKA
Neiroupyd Tou Zuvdéopou. H napoucia OAwv ATav MOAU onUavTIKA Kal
anodeikvUel yia GAN pia ¢opd TNV CTARIEN TwV PEAWY NPOG To ZUvOEeoo. To
yeyovog autéd, evioxUel oucIaoTIKA TN dUVATOTNTA TOU ZUVOECHIOU VA CUVEXICEI
TN dlopydvwon TETOIWY OUVAVTACEWY, AMA Kal GAWV EKNAIDEUTIKWY Kal
ENAYYEAUATIKWOV OPACTNPIOTATWY, NOU avaupiBoAa cupBAAoUY oTnv evioxuon
TWV OXECEWV PETAEU TWV PEAWY TOU Kal OTNV EUpUTEPN avANTUEN TOU.
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2011 CyHRMA
Annual Party

On January 2011 the Cyprus Human Resource Management Association held its annual party
at the Chateau Status restaurant in Nicosia. The event was successful with 120 participants mainly from
the HRM arena, including some new members.

The President of the Association, Mr. Costas Papakyriacou, addressed the party
with a speech that touched on the Association’s objectives and expectations for
the New Year. The speech followed a ceremony of awards. Ms Monica Potsou
and Ms Myria Antoniou received an award for their participation in the <2010 HR
Excellence Award».

Mrs Anthi Ornithari, Vice-President of the Association, talked about the 2010
Student Competition and went on to award the prizes to the winners. 1st prize
was awarded to Eleni Protopapa, 2nd prize to Elena Maniatopoulou Hadjipanayi
and 3rd prize to Manoela Hatzieva.

The event closed with a lottery of gifts offered by Training Organisations,

Consulting Firms and Corporate Members of the Association to name a few:
University of Cyprus, Cyprus Airways, Louise Cruise Lines, Europa and CyBC.
The members of the Public Relations Committee were responsible for
organising this event in cooperation with the Administrator of the Association.
Everyone’s presence was very important and proves once again the support
to the Association by its members. The presence of our members provides
substantial support to the Association to continue organising such events
as well as other learning and professional occasions which will undoubtedly
contribute to strengthen the relations between its members and towards its
overall development.




10 CyHRMA

6° etroto oepvapto People
Management

116 21 Oxtwppiov Sopyavafyke To 60 etijoio aeuvdpio «People Management> oo Eevodoyeio Meyddn Bpetavia
oty Abva. H ovykekpipévn exSiidwon éyeryiver Oeoud ta tedevraia ¢ ypovia oy EMdSa xai Oswpeitar mhéov wg n
KopLQaia Kal THUAVTIKGTEPH] dpacThpioTiTa Tov elvar apiepwuévy atov Topéa ths Atoiknons AvBpwmvov Avvapixod.
270 gepvdplo mHpav pépog mapa moMoi smyyskyan’eg TOU Toyéa Azo[;chquv@pd)mvov Avvaguxot aMd kal
oTeAéyn amd opyaviopovs mov amacyoAobvar o SAovg oyeddv Tovg TopelS TG orkovouiag.

To npdypaupa Tou cepivapiou nepMauBave opINEG and apKETEG dIANPENEIQ
NPOCWMNIKOTNTEG TOU TOUEQ [AG, TO €PYO KAl Ol EUNEIRIEG TWV OMNOIWV ANOTEAECE
néAo €NENG Kal onpavtikO KivnTpo yia Tov KABE CUPPETEXOVTA.  MEAETWVTAG
Ta BIOYPAPIKA TwV OUIANTWY, €UKOAa Ba UNopoUce KAVEIG va ONpIoUPYACE!
WNAEQ NPOGCOOKIES YIa TO MEPIEXOUEVO TOU CEWIVAPIOU Kal yia To OPENOG nou Ba
nNpocépepe oe booug Ba To NapakohouBoucav. OvduaTta nou oe noAoug fval
AyvwoTa Kal nibavae acnpavta, aAd yia Toug enayyeAuaTieg Tou HR anoteholv
avBPWIVEG MNYEG YVWDOEWY Kal JUE KAPIEPES MOU AMOTEAOUV £MAYYEAUQATIKA
npotuna. ‘OAol autol, padepévol o pia aiBouca Gepvapiwy, naveéroluol va
HOIPaCTOUV PEPIKEG and TIG EPNEINIEG TOUG Kal va dWoouv To dIkG Toug oTiyua
otV €KONAWON.

MpWTog Kal oNUAVTIKGTEPOG OUIANTAG, o Bill Conaty, Senior Vice President
Human Resources otnv General Electric (4oq peyaAUTEPOG OPYaAVIOLOG
omg HIMA, Fortune 500) péxpl 1o 2007 Otav Kal oUVTAgI0d0TNONKE. ‘Exovtag
ouvexodpevn euneipia 40 NePIMOU ETMV OTOV EMIXEIPNUATIKO AUTO  KOAOGOO,
népace anod ewvid SIAPOPETIKEG BECEIG PEXPI VO CUVTAEI0O0TNBE! OTNV KOPUPH
NG Nupapidag Tou Tunuatog AAA oTnv onoia unNPETNCE Ta TEAEUTaia 14 xpdvia.
2N PJaKPOXPOVN UNNPECIa TOU AOXOANBNKE  [E
OAa Ta Béuata AAA Kal cUVEN®G Ta AeyduEeva
TOU QnokToUvV vONpa O €va Mo MEAKTIKO
ennedo, PakpPIG and TIG TETPIUPEVES BEWPNTIKEG
MPOCEVYICEIG KAl YEVIKONOYIEG.

27NV Napouciacn Tou Npoonddnoe va cUUNTUEE!
didpopa Bguata, apxidovrag and Tn dlaxeipion
TAAEVTWV Kal TNV KOUATOUPA Mou MpPéEnel va
avanTtugel o opyavioudg yUpw and authv.
AkoloUbwg avapepbnke oTov TpoMo nou diaxelpiovtal otnv GE tTnv andédoon
Kal TOo NAQICIO PECa OTO OMoI0 MPOCPEPETAI N EUKAIPIA VO AVADEIXTE N GUVONIKN
NPOGPOPd TOU avBpWNIVou NapdyovTa. ZUYKEKPIUEVA, EEAYNCE OTI N MPOGEYYIoN
wg npog v anddoon efval noAudIGoTaTtn Kal BAciZeTal o€ TECCEPIC MUAWVEG:
OTNV NPOCEAKUCN, TNV avanTugn, TNV agoAdynon kai Tn dlathpnon. XTov KAbe
éva and Toug NUAWVEG auToug, UNAPXouV EEXWPIOTEG OTPATNYIKES. ZNUAVTIKA
OTOIXEIO WG MPOG TNV €lIkGVA evOC avBpwnou Kal BeRaiwg TNG CUVONKAG Tou
anédoong Bewpouvtal, EKTOG and TNV NapaywyikoTNTa (yia TNV ornoia NPéEnel
va undpxouv PETPNOIUA KPITRPIa), Ol a&leq Tou KABe epyalduevou kal Katd
néco auTéq cuPBadIfouv WE TIG ETAIPIKES, GCO Kal Of IDIAITEPEG KAl UOVADIKEG
OeEI6TNTEG TOU KABEVOG.

2Tn CuVéXela avapEéPBnke oTo POAO Tou Tunpartog HR oTtov opyaviopd wg
oTPaTNYIKOG €TaIPOG yia Tn SlEUBUVON Kal TOUG PETOXOUG Kal OXI AanADG WG
TUAPA UMOCTNPIKTIKWOV unnpeciwyv. BeRaiwg, dnwg navrou €rol kai otn GE
Tinota e divetal dwPEAV aMG KepdIZeTal, £TO1 Kal 0 KABE enkePaAng AA Ba

"To epyactako mepipatov,
UETA TNV atdpoSo NG Kpiong,
Oa eivaw: Ataavég, Eminedo,

Avtaywviotikd ket Evéhkto”

npénel va TonoBetioel To HR otn Béon nou npénel va €xel e TIG EVEPYEIEG
Tou. Mo OUYKEKPIPEVA, N enikoivwvia PeTagy dlelbuvong AA Kal VEVIKAG
dlevBuvong Ba npénel va vivetal e TpOno WOTE va KEPDICETAI N EUNICTOCUVN Kal
0 €NayyEAUATIKOG 0EBAOUOG.

Autd npoUnoBétel ouvnBwg nepiccdTePN npoondBeia and T dieUBuvon AA
Onwg Kal To va neioer T yevikn diebBuvon ot autd anoTeAel yewnTtpia AJoewv
Kal Ox1 VEWV NPORANUATWV.

‘Exovtag cuvepyaoTei otevd e évav and Toug Kopupaioug EMIXEIDNUATIKOUG NYETEG

otn GE, 10 “okAnpd” Jack Welch, piAnce yia éva and ta kUpia XapakTnPIoTIKG Tou
1davikou nyétn: Tnv e&lcoppdnnon Tou ndboug yia Tn doUAeld e To ndbog yia
TOUC avOPWoug. TEAOG, N UNOPWVTAG VA NAPAAEIPE! TIG UPICTAUEVEG OUCXEPEIQ
OIKOVOUIKEG OUVONKEG, TOVICE 6Tl ol dvBpwnol oTa dUCKOAd Xpeiddovtal TNV
€NKoIVwVia NepIcodTePO and noTe. H enayyeAuaTiki aBeBaidtnta kai N KoVwVIKA
avaopAAEIa nou eNKPATel oe OAOUG, aveEQIPETWG IoBoAOYIKOU enNédou, KaBIoTA
EMITAKTIKA TNV AVAYKN YIA EVIOXUCN TNG EMIKOIVWVIAG TWV NYETWV TNG ENIXEIPNONG
JE TO MPOCWNIKO TOug. XTnV NPd&n autd Pnopel va eniteuxOeil pe SIApopousg
TPOMOUG, -Népav  and v Kabnuepivil NPOCWNO WE MPOCWO EMNIKOIVWVIA - HE
TN CUPKETOXNA OTIC JIAPOPES AAAVES, TNV NOIKA
enBPABeUcn Kai TNV NPOPOPIKA avayvmpion Tou
€PYoU TwV avBpWNwy N onoia UNopei va éxel oAU
peyaAUTEpa anoteAéopata and OTl UNOPEl KAVEIG
Va NEPIPEVEL

Avdpeca OTIG KOPUPAIEG OTIYHES TNG NPEPAG
ATav n npocwnikA cuvévteugn Tou Bill Conaty
otnv onoia apnyriBnke TNV ENAYYEAUATIKA TOU
nopeia PEXPI TNV KopuPn, PIANCE yia SIAMOPES
MEAKTIKEG BIAXEIPIONG TOAEVTWY Kal Napatnpenoe 6Tl Ta NEPICOOTEPA AGBN
yia évav enayyeAuatia  AA ouviBwg evronifovtal oTov Topéa TNG €MIAOYAG
npoownikoU kal TG agloAdynong, TOUEIG GTOUG OMoioug o opyaviopol Ba npénel
va eivar 1I91aTEPa NPOCEKTIKO!.

EninpooBeta, 1o ndvel oudntnong pe enayyeiuarieq HR and kopugaioug
€MNVIKOUG 0pyaviopoUg ixe wg KUPIA UNVUPATa TNV ion kail Sikain avTieTadnion
nou MPENEl va UNdpxel wg NPoUndBeon OTIG NEPINTWOEIC  CUYXWVEUCEWV Kal
eEayopwy, TNV eAnida nmou ol unevbuvol HR opeilouv va kaligpyolv oTO
npoownikd o€ NEPIGAOUS avacPAAeiag, To dINAG pdAo Tou HR wg otpatnyikdg
€T0IPOC AANG Kal EKNPAOOWNOG TOU MPOCWIIKOU KaBWGS Kal TN SUCKOAN NpdkANcr
TOU va KePONBE( N eunicTooUvn Kai and Tig dUO NAEUPEG.

Ektdg ané tov Bill Conaty, pia dAMn didonun NpoownikOTNTA TOU XWPEOU
ormg HIMA, o John Blackwell, piAnce yia 10 péMov TG epyaciag pe Bdon Tig
ouvexwg eEeNlccdpeveg ouvbrikeg. O Blackwell eidikeUeTal oto va napwlel (to
motivate) kal va €UnvEEl TOUG NYETECG TWV OPYAVICH®Y, 0dNYWVTAG TOUG GTNV

MPOIPAMMA ASHNA
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kaivotopia. ‘Exel wg grhocopia Tou 1o ‘challenge the way you do it” kar péxpl
ONUEPQ E€XEI CUVEPYQOTE JE  KOPUQAIEG ETAIPEES. TOVIOE OTI, OE NEPIGAOUC
kpiong 6nwg onpePa, N avdaykn yia aAay£g oTov TpOMo nou dPacTNPIONOIETal
N KABe eTAIPEI KAl KT ENEKTAON TO KABE TUNWQ, UETATPENETAI OE EUKAIPIAL.
TETOIEG NEPIODOI, MPOCPEPOUV TNV EUKAIPIA OTIG NYESIEG va ENAvANPOodIopicouv
TOV TPOMNO Mou A&IToupyouV 1 akOpa Kai va Tov AAAEOUV EVIEADGS, KAVOVTAG TN
dlapopd and Tov avtaywviopd. To KAeldi BeBaiwg yia va enimeuxBel autd dev
efvar GAMo and v KavoTopia kai To NAQicIo YEca GTO onoio avanTicoeTal.

To onpavtikOTEPO KoUUAT and Tnv napouciacn Tou Blackwell Atav autd dénou
npoonddnce va NpoodIiopicel To epyaciakd NePIBAMOV LETA TNV NAPodo TNG
OIKOVOUIKAG Kpiong, Baci{OPevog OTIC aVAYKEG TOU UICTAPEVOU €PYATIKOU
duvapikou. To epyaciakd nepIBaMov Ba eivar:

1) Alapavég, E EVIOXUUEVO TO GTOIXEID TNG EUNICTOCUVNG, XWPIG UUCTIKONABEIEG
Kal KaTeuBuVOPEVA POVTEA Dloiknong

2) Eninedo, pe KaAUTEPN, YPNYOPATEPN KAl AMOTEAECHATIKOTEPN EMIKOIVWVIO,
JE XAUNAOTEPEG ETAIPIKEG NUPAKIDES KAl PJEIWON TOU EMNIKOIVWVIAKOU XACKATOG
UETaEU BAoNg Kal KOPUPNG

3) AvtaywvioTikO, HE Baolkd cuoTamkd TNy KaivoTopia kal T diapoponoincon
NEPICCOTEPO TOU TPOMOU AEIToUpyYiag napd Tou NpoidvTog, Kal

4) katoniv ATNoNG, OE €TOINOTNTA YIa avd Ndoa oTiyprn aMayn, e eueNigia Kal
EYPrYOPON yIa OUVEXN avAnTugn.

KaraAyovtag tovice 6T TO €pyaciakd PEANOV BpiokeTal oTov kaBéva and
€pag, B€NovTag €701 va unoypapuicer o1 ol opyaviopol eival autol nou Ba
npocapudlovTal aTov AvBpwno kar OXI To avTiBeTOo.

2Tn CUVéXela, TO CEUIVAPIO eunAouTicav e TN Bepatoloyia Toug kal AANoI
opIAnTég 6nwg o Leonardo Sforza (Head Research Europe and EU Affairs,
Hewitt Associates), 0 onoiog napouciace Ta AnoTEAéCUATA NMAVEUPWNAIKAG

€PEUVAG JE TN CUPUETOXNA OPKETWV IIOKTNTWY ETAINEIWMV PE KUPIO CUUNEPACA

OTI N OIKOVOUIKN Kpion €xel ueyaAn enidpacn otov Topéa Tou HR, autd ouwg o
onuaiver 611 BpiokeTal YnAd OTIC NPOTEPAIOTNTEG TNG ATZEVTAG TOUC WG MPOCQ
TNV KaAUTEPN agonoinor Tou. EmnpdoBeta, agloonuegiwTo eival To cupnépacua
OTl ,NEPAV TWV OTPATNYIKWY avANTUENG JAPKAG, onuavtikd pOAo Naier kal To
nwe N ETAIPEIQ XEIPICETAI TOUG AvOPWNOUG TNG KABWS auTtd anoTeAel pia and Tig
anodoTIKOTEPEG PEBOSOUC NPORBOANG.

2Tnv nopeia, Mol opIANTEG €dwoav To JIKG Toug oTiyha otV eKONAWON
H Sally McGuire (Head of
Leadership, Learning & Development, NG Bailey) piAnoe yia 1o pdAo Tou HR wg

avoAUovtag o kabévag OIGpopous TOUEIG.

napwOnThg (motivator) Tou CEO yia va odnyAcel Tov opyavicpd oTo €NOUEVO
oTédIo Kal yia Tov enavakabopiopd g diadikaciag dlaxeipiong TaAévTwy. H
Mary Delaney (President, Personified, CareerBuilder) €dwoe névie cUPBOUNEG
VIO JEyIoTOMNoNoN Tou 0GENOUC and TNV EMIAOYN NEOCWIKOU:

1) Zuykekpigevonoinon Tou 1I9avIkoU TAAEVTOU (va EEPOUE TI aKPIBWS BEAOULIE)
2) ANOTEAECHATIKA MPOCEAKUCN TOAEVTWYV (EEUNVEG PEBODOI MPOCEAKUONG
TOU EVOIAQEPOVTOC TWV TAAEVTWV)

3) Anpioupyia kaAoU ovOpaTog wg Epy0dOTNG

4) Anodotikn dladikacia yia va pn xabel To evilapEéPov Gowv evOIapEPOVTAl
via T 6€on, kai

5) AnoteheopaTiki opdda oTPaToAdynonG e To anairoUpevo ndbog yia Tov
opyavioud oTov onoio epyalovTal.

TéNOG, EUXAPIOTEG Kal CUVTOPEC NAPOUCIACEIG and ‘EAANVEG enayyeAUaTiEG eixav
w¢ BEpa T onuacia nou NPENE va divVeTal aTnV MICTONOINCN MAEOV TWV MPOCOVTWV
TWV UNOYN®iwV yia epyacia anod Toug 0pyaviopoUg, YIa TO NWG UNOPE( TO NAIxvidl
va aveBdoel TNV napaywyikotnTa Pe Niyn neQICCOHTEPN PAvVTAsia, XIOUUOoP Kal
EUPNPATIKOTNTA Kall yia TO OTI Ol OPYAVICHO! IOVO LE KavoTopia Kal dlagoporoincn
and TOUG QVTAYWVIOTEG INOPoUV va AUEACOUY Ta €600¢ TOUG agou N duvaTtodTnTa
auENong Tou CUVONIKOU PEPIBioU ayopdq ival TAEOV EEQINETIKA EIWUEVN.
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CyHRMA
student competition 2010

The CyHRMA successfully carried out its annual Student Competition last December, which was directed to
postgraduate students who had either recently acquired their Masters degree in an HR-related field or who were about to
complete such a course.

Students were approached either directly at their universities (e.g the University
of Nicosia, University of Cyprus, CIIM etc.) via short presentations given by
members of the CyHRMA'’s Student Competition Committee or via posters.
Furthermore, a facebook account was set up specifically for the purpose of
the competition and all additional information was available on the CyHRMA
website. Candidates were of various nationalities, students of Cyprus
Universities and Cypriot students at Universities overseas, who were fluent in
either English or Greek.

The purpose of the CyHRMA Student Competition was to provide a platform
for post-graduate students to demonstrate their knowledge in the realm of HR,
as well as their analytical and presentation skills, to a panel of HR professionals
who are well-respected in their area of expertise. Specifically, candidates were
required to make a short presentation on a topic related to HR management
from a list of topic choices. After their presentation they had to answer

questions addressed to them by the panel.

The winners were announced at CyHRMA'’s Annual Party which took place

on the 27th of January 2011 at Chateau Status. The prize for first place, a free
ticket to an HR Conference either in Cyprus or abroad as well as a one-month
internship at the HR department of Deloitte, was offered to Ms Eleni Protopapa,
whose presentation was on how to maintain the motivation of employees who
aren’t promoted. Second and third place were monetary rewards, and were
awarded to Elena Maniatopoulou and Manoela Hadzhieva respectively.

We send our warmest congratulations to all three winners and wish them great
success in their careers! We would also like to thank all candidates for taking
part in the competition and hope they found the experience as fruitful and
rewarding as we did!

Please be on the lookout for our next Student Competition which should be
taking place at the end of 2011.

QortnTikds daywviopog

Ku2vAAA

010

O KvZvAAA érpeke pe emrvyia ov etrjoro Qorrnrixd Awrywvioud Tov mepaouévo Aekéufpio mov ordyeve portneg
AievOvvang AvBpamvov Avvapixod petamtoyiakod emmédov.

[Mpooeyyicape TOUg GOITNTEG GTA NAVENICTARIA TOUG (N.x. MaveniotApio
Neukwoiag, Maveniotipio Kunpou, ClIM, kKAn) divovtag cUvToun Napoucia-
on and péAn Tng Enmponnig Tou Alaywviopou 1 péow dlapnuiong e posters.
AvoixTnke eniong Aoyapiacpog oto Koivwvikd diktuo facebook eidikd yia Tnv
npowOnon Tou dlaywviopou. ‘OAeg ol eNINAEOV NANPOPOPIEG ATav JIaBECH
UEG PEOW TNG I0TOCEAIDAC TOU ZUvdEapou. Or unowneiol GOITNTEG Kal POITATOI-
€G ATaV JIAPOPWV EBVIKOTATWY, POITNTEG 1 NPOCMATO! ANOMOITWY KUMPIAKDOV
navenotnpiwy i Kunpior poItTég nou (orrodcav n eixav Npdo(aTa anopol-
TACEI and NAVENIOTARIA Tou eEwTEPIKOU NoU WIAoUCAV AnTaioTa Ty EAANVIKA i
AyyAIKA YAWooa.

> kondg Tou DormnTikou Alaywviopou Atav va SoBei N NAATPOPUA OE HETC-
NTUXIOKOU EMINEDOU POITNTEG VA AVASEIEOULV TIQ YWWOEIG TOUG OTOV TOMED TNG
NiebBuvong AvBpwnivou Auvapikou, 6nwg eniong TIG avaAuTIKEG Toug DeId-
TNTEG KAl IKAVOTNTEG NAPOUGIAoNG PUNPOGCTA OE €va NAVEA KATAEIWPEVWY OTE-
AEXQWV / ENAYYEAUATIQV TOU KAGDOU pag. EIBIKGTEPA, Of UNOWA®IO! ENPENE

Va NapouUcIdoouy G cuvTopia éva Béua (enneypévo and pia Aiota BepdTwy

nou anepdcioe N Enmponn) oxeTikd pe T AiedBuvon AvBpwnivou AuvapikoU.
AkoNoUBwG Toug ZNTEITO va anavINoouV O EPWTACEIG.

Q1 VIKATPIEG avakovwBNKav oT1o EThoio MApTu Tou ZuvOECHOU NMou EAARE XWPa
oto Chateau Status o1ig 27 lavouapiou 2011. To 1o Bpafeio, nou Atav éva
dwpeAV glomplo o€ Zuvedplo AleuBuvong AvBpwnivou AuvapikoU otny Kunpo
1 o1o €EWTEPIKO NPOoPopd Tou KUZUAAA Kal npocpopd epyaciag yia 1 priva
und popen internship oto TpApa AletBuvong AvBpwnivou AuvapikoU Tng eTark-
peiag Deloitte otnv Kunpo képdioe n ‘EAeva MpwTtonand, nou n napouciacn
NG gixe WG BEa Mwg SIATNEOUUE TO EVIIAPEPOV TwV UNAAAAWY NMou Sev Npo-
rxBnoav. To 20 kail 3o BpaBeio ATav xpnuaTikd Nocd Ta onoia anoveprndnkav
oTIg Kupieg 'EAeva MaviatonoUAou kal Mavoéha XatlieBa avTioToixa.

EK pépoug Tng Enmponng Tou diaywviopoU Ba Béape va dwooupe Ta Bepud
Jag cuyxapnTripia oTIg 3 VIKATPIEG Tou dlaywviopou! Toug euxopacTe KABE eni-
TUXia oTn oTadlodpopia Toug. Ba BEAaPE ENioNG va EUXAPICTACOUPE OAOUG
TOUG UMOWNQIOUG YIA TN CUPETOXN TOUG OTO dlaywVIoUO.
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[Ty dratnpovpe To
ev&acpégov TWV VTAMAAWY

TTOV

ev potynoav

Eva amé ta onpavictepa kiviipa mov yproomotovy ot eraipeleg yia va Pedtiooovy thy amdédoon twv vraMrdwy Toug,
elva o1 mpoarywyés. TTapdlo mov pe Ty mpoarywyj dievpvvovtar ot evBives kau o1 vioypedoreig evog vrallidov,
evToUTOIS Elva KTt Tov SAot mdikovy aob e ThY Tpoaywyr avédvovrar ot anodafés, avaPabuilovrar n Oéon ka To
ktpog kat o vdMnlog aoBdverar wepioodTepy ikavomoinay axd Ty epyaoia Tov(job satisfaction).

To npdPBANua éykeital oTo yeyovog OT, cuvriBwg, ol unownpiol ival
noANof Kal o1 B€oeIg neplopiopéves. Kal TiBetal To epddtnua: Mg Ba
BIATNPACOUE TO EVDIAMEPOV AUTWY Nou Jev nponxbnoayv; Mpdkerral
via éva coBapd B€ua yiati n NAEIOYNQIa auToV Twv avBpOnwy ano-
Bappuvovtal, ennpeddeTal N aPociwon ToUg NPOG TNV ETAIPEIT, LEIWD-
VETAI N anddoon Kal To eVOIAPEPOV TOUG YIa T SOUAEIG TOUG, KAl YEVI-
K& napatnpeiTal anwAeia evog PeyAAoU NOcOoToU TNG ANOTEAECHATI-

KOTNTAG TOUG.

‘Epeuveq Kal JeENETEG anédelEav OTI, OE TETOIEG MNEPINTWOEIG, Ol YVWw-
OTEQG pEBOdOI Napwbnong (Motivation) Twv unaAMAAwv eival anoTte-
AECHATIKEG, VOOUEVou 0TI, o KABE nepinTwon Ba xpnaolponoinBei n
KATAMNAN PEBODOG. 2ZTOXO0G TNG MPAKTIKAG aUTAG Eival N KAAUWN TwV
IBIAITEPWY AVAYKWY TOU KABE UNGAAAOU WOTE va eVICXUDE( N IKavo-
noinon Tou and Tnv anacxdAncn Tou (job satisfaction) kal va augnbei
n eniBupia Tou yia Napaywyikh anédoon.

la va neTuxel N PEBod0G auth NPENel va TUXEI TNG AUEPIOTNG UNOOTHA-
pIENG and TNV avwTaTn nyeoia Tng eTaipeiag. Anapaitnta eniong ival
Kal Ta €ENG:

* TOKTIKN EMIKOIVWVIA PE TOUG UNAAAAAOUG KAl EVNEPWON TOUG Yia
TNV nopeia Tng etaipeiag. Na ZnTeital kal N JIKA TOUG Anown/KPITIKA
o€ B€paTta nNou Toug agopouv. Me Tov Tpdrno autd dnpioupyeiTal éva
QioBNPA CUPPETOXNG Kal EUBUVNG EK EPOUG TWV UNAAAAWV.

* TauTion TwV NPOCWMIKWY OTOXWV TWV UNAANAWY |IE TOUG OTOXOUG
TNG ETAIPEIG Kal avTapolBri Toug GTav ol oTOX0I auTol ENITEUXBOUV
(N.X. NAPAXWPENON PETOXWVY GTOUG UNMAANAOUC, NMApaxXwenon GIAO-
dWPENUATWY, MPOCAUEACEWV K.AM.)

*[Mpoaywy£g Xwpig SIOKPICEIG (A Kal OTIC NEPINTWOEIG NOU auTd DeV
unopei va ano®euxBei, va enwBei n aAnBeia yia Tov Adyo npoayw-
YAQ VO UNAANAAOU €0TW Kal AV AuTog OeV Eival QVTIKEILEVIKOG).

* Avavéwaon/evioxuon KaBnKOVTwY Twv UndAoIinwy OECEWVY n.x. TOMNo-
B€Tnon vEwv oTOXwV (XwpIig autd va onpaivel anapaitnta au&non
KaBNKOVTWVY aAG dlagoponoincn CTOXwV)

* E@apuoyn péowv yia BEATIwoN TwV IKAVOTATWY TwV UNAMNPAWY pag,
yIa Napddelyua, N KAAUWN KEVADV ABNONG OXETIKA [E JIa VEQ TEXVO-

Aoyia n napouciaon avaykng yia véa yAwood.

*lootnTa (equality) oTn cupnePIPOPG Kal NPOCOXH avAESA oTa AToud Nou

EAENHITPQTOITAITA
H k. EXévn Ipwroma-
T eivat arod@oITog Tov
[Mavreiov Tavemotn-

piov, ABnveov (Ty-
pa Anuootag Atoikn-
ong) katkdroxog MSc Tov
Brunel University, West
London (Atoiknon Av-
Opomvov Avvapkon
kat Bpyaotakov Xyéoe-
wv). Katam Sidpkeia twv
omovdwv TG aoyoAOn-
ke emoxtakd wg Tapiag, fo-
1066 TwAfoEwY, vTANN-
Aog vodoxis k.d. Zrig gp-
yaoieg avrég g 360n-
Ke 1] evkatpia va evromioet
™y é)x}\tw/q emKOVWYiag
7oL VTEApYEL peTad V-
MAwv kat Stotknamg, dnwg
KALTO apyNTIKS avTikTy-
TO TTOV £XEL ATH) 1) OETT]
0TIV QVTITPOTWTEVTN) THG
€TaLpElag amd T0 TPOoWTIL-
k6. Avté vmpée kiviytpo
Yt va akohovBroe T et
&Ké-n]m g Atoiknamg
AvBpémvov Avvapukod
0\ ovrag va yepupwoet
avto To xdopa. Katdt
Sudpketa Twy pabrricdy
KAt QOITITIKGV THG XPO-
VWY, COUUETElNE TE XOPED-
Tikés opddes, avBpw-
TKéG ekSN\GTELS Kat 0TH
Slopydvwon oepvapiwy
Kkat mapovatdoewy Pii-
wv. Tuepa epydletat oe
£0TIATOPLO OTY) Sécr] efo-
mmpétnong meAatov. Exi-
ong epydletar neprotacia-
kd (internship) oe ypageio
eevpeang epyaciag yia va
QTOKTHOEL Eelpieg aTOV
Topéa Aroixnong AvOpao-
7YoL AvVaKOD.

€XOUV Kal eV EXouV NPoaxBei oTe va NeEpvA TO Privupa oToug
unaAnAoug 6T N N npoaywyn dev onpaivel anoTuxia Tou UNaAi-
Aou n nepiBwplonoinon Tou. Mpoonaboupe va dnPIoUPYACOUE TO
1Davikd NEOGIA yia ToV KABE UNAAANAG AQ YIa VA IKavorolgital and
TN B€0N Nou NdN €xEel.

Av NnapdAeg TIG NPOoNABEIEG Iag 0/n UNAAMNAOG eV avTanoKpl-
Bel BeTIKA, TOTE NPOTEVOUPE UNOAAKTIKEG AUCEIG, N AMOKAEIOUE-
VNG Kal TG eEeUpeong AMNG SoUAEIGG av eEakoAOUBNGEI va eival
apvnTikOg/N.

Apuoddiol va xelpioTouv Buata dnwg autéd eival of TEXVOKPATEQ
g Aloiknong AvBpwnivou Auvapikou, yiI' autd kal O0EG ETAIPEF
€q Oev SIaBETOLV TETOIO UNNPETia Ba Npénel va dnpioupyrnoouv
xwpig kaBuotépnon. Puoikd autd cuveNAYETal KANOIO KOOTOG, TO
onoio duwg Ba Npénel va BewpnBei enévducn apou Ta CTEAEXN TNG
unnpeaciag, Ba NapakoAouBoUv CUVEXKG KATACTAGEIG ONwG Ol Mo
névw Kail Ba Napéxouv Ta KAaTGAMNAa KivnTpa avaloya e Ty nepi-
nTWoN Kai TIG eEENEEIG oTNV ETAIPEIT Kal TNV ayopd oty onoia
auTri dpacTtnplonoleiTal yia va BEATIWOE N andédoon Tou NPocwri-

KOU CUVEN®G, N MoPEia TnG eTAIPEiG.

MEpav Twv YWWoTwV KaBnkovTwy TG Ynnpeoiag AvBpwnivou
AuvapIkoU (NPOCANYEIG, JETABECEIG, NPoaywyEg, pioBodoaia,
EPYAOIOKEG OXETEIG K.AM.) Ol VEEC CUVONKEG Epyaciag eniBEAoUV

onwe n Ynnpeoia va:

* EVNUEPWVETAI CUVEXWG Yia TIG DIEBVeIQ eEENIEEIG NAvw oTa BEUa-
TA MOU aPOPOUV TNV NAPOXN KIVATRWY Kal va TIG EQapPdlel oTnv
€TAIPEIT, NPOCAPUOZOVTAR TEQ OTa dIKG TNG dEdOUEVA.

* NIEEAVEI CUXVEG €PEUVEG OTNV ETAIPEID YIa va ENMBERAIVEI TV
ANOTEAECHATIKOTNTA TWV PETPWV NOU NAPONKAV Kal va EVTONICel

TUXOV VEEQ QVAYKEG TWV UNAANAWY.

Karahryovtag 6a nBeha va unevBupiow o1 dev NPENEI va avaué-
VOUE OTI ol uéBodol Mou Ba XPNOIIOMOINCOULE Kal Ta UETPa nou Ba
ndpoupe Ba €xouv 100% enituxia. ZTOxog pag eival n BeATiwon and-

d0oong Tou NpoowrikoU oe Babud nou BonBd v eTaipeia va Eexwpl-

o€l kepdiovtag onpavTikd NAEOVEKTNIA (competitive advantage).
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2How do you maintain the
motivation of employees who
do not get promoted?

One of the key challenges for managers is to determine what will motivate employees and then to apply appropriate
policies. Motivation is concerned with how behavior gets started, is energized, is sustained, is directed, is stopped and what
kind of subjective reaction is present in the organism while all this is going on (Jones, 1955 ). Work Motivation can be
defined as a set of energetic forces that originate both within as well as beyond an individual’s being to initiate
work-related behavior and to determine its form, direction, intensity and duration (Pinder, 2008)

There is a wide range of theory about what motivates people at work.
While theories like Maslow’s & Herzberg’'s have been successful in
attracting the interest of managers, academics have generally preferred
to work with cognitive theories such as the Goal-Setting and Expectancy
theories, placing the emphasis on the conditions under which motivation
occurs and how motivational decisions are made.

What do HR practitioners do in practice to motivate the employees
who did not get promoted? Bonuses are often used when managers
retrospectively decide to recognize an employee’s extra efforts,
aiming at increasing employee motivation, enhancing engagement
and improving performance. Bonuses have an ongoing motivation
effect as bonuses have to be re-earned. Employee recognition
schemes work also retrospectively, rather than aiming to directly
incentivize future efforts. There are different versions such as day-to-
day, public and formal/informal schemes. According to the 2009 CIPD
reward survey, 31% of all employers use recognition schemes that are
more popular among private sector organizations & large employers.
Other remarkable methods to motivate employees are the Horizontal
Move (i.e.Australia, Greece, Cyprus), meaning to support the employee
to identify other opportunities within the organization, but outside
of their department or get people to work on special projects that
they would have a particular interest in. Another alternative is the
Relationship/Networking (i.e. U.S.) that provides exposure to senior
executives & other key people to facilitate learning from others and
promoting versatility. Furthermore, there is Detailed Career Mapping
(i.e. U.S.) that helps employees to match their long-term professional
goals with opportunities within the organization. Specific action steps
can be set to properly develop and engage employees to achieve

ELENA

MANIATOPOULOU
HADJIPANAYT
A fullmember of the
CyHRMA, was born and
raised in Athens, Greece.
She holdsa B.Sc .in
Business Administration
from University of
LaVerne (US.) anda
MSc.in Organizational
Psychology from
University of London
(UK.) awarded with
Merit. Also, she holds
aBachelor'sand a
Master's degree in Piano
Performance. She is
currently working at
Bank of Cyprus Public
Company Ltd. She
is a board member,
holding the position of
secretary, of the Junior
Chamber International
(JCI Lemesos). Elena
won the 2nd prize in
the CyHRMA Student
Competition 2010.

Promoting their self-awareness makes them adapt more effectively,
since cognitive elements such as perception & anticipation invariably
intrude in any serious attempt to understand the situation.

In general, effective communication is interrelated to a healthy
psychological contract both having an impact on job satisfaction.
By the term “psychological contract”, we refer to an employee’s
subjective understanding of promissory-based reciprocal
exchanges between him/her and the organization. The crucial point
is the interpretation process where the employee attaches meaning
to the breach; perceived or actual breach makes no difference. The
finding that a fair promotion system is one of the few determinants
of motivation in the current HR systems suggests that employers
expect equity in decisions related to promotion in order to maintain
high motivation levels & career expectations. Cropanzano et al.
(2001) concluded that justice matters to people to the extent it
serves one out of four interrelated psychological needs i.e. control,
belongingness, self-esteem, & meaningful existence.

The main question remains open: are people need-driven, goal-
seeking creatures? In work settings, pay, promotion, recognition
from one’s superior and a chance to show one’s skill are examples
of goals that people may seek to satisfy their existence, relatedness
& growth needs. A distinction shall be made here between intrinsic
rewards (those provided by the individual — pay, promotion, job
security) & extrinsic rewards (those provided by the organization —
sense of achievement, a feeling of responsibility, job satisfaction);
these two aspects are not mutually exclusive.

Promotion acts as an incentive mechanism provided employees
value the higher position. When promotion is not attained, it is

multiple career paths. Finally yet importantly, is the alternative of High Potentials
Development Programs (HI-PO) (i.e. Switzerland, U.S.) that includes individual
training customized to employees in order to broaden their areas of competencies
to be in line with their future career growth.

There are certain key aspects of the motivation process when promotion
is not attained. First, effective communication is of essential importance.
Unfortunately, 1/10 employees feels fully informed by their supervisor about
what is happening at work (CIPD 2009). In fact, a manager who fails to provide
explanations for the delivery of the enactment of bad news is likely to lose
authority & respect in the eyes of subordinates (Baron, 1993). Managers should
try to reduce unpleasant feelings such as job dissatisfaction, frustration, and
discomfort. Employees demand

information pertaining to the details/rationale for not getting a promotion.

necessary to establish new career paths in which employees are encouraged
to acquire professional knowledge & skills and completely utilize their expertise
other than simply pursue advancement in the organization ladder.

There are specific career management interventions that can be applied
to support the “not promoted employees.” Firstly, the High Potentials (HI-
PO) programming combined with key position analysis, succession planning
analysis, labor market analysis. In addition, Assessment & Development
Centres, Developmental work assignments and Personal Development
Planning (PDP) can be applied. Furthermore, Career — Planning workshops
and Career Counseling & Coaching can be utilized together with Mentoring
Schemes. All these fall under a career guidance umbrella synonymous with a
systematic programme of coordinated information & experiences designed
to anticipate & facilitate selected knowledge & skills important to employees’
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career management. Unfortunately, when it comes to career management
interventions, often individual elements are introduced in isolation from each
other; the issue of compatibility is crucial here and evaluation of the intervention
shall be addressed.

Apart from the various interventions, we shall emphasize the role of intensive
feedback, meaning to provide both formal and informal assessment &
feedback to accelerate development. As former UCLA basketball coach
John Wooden said: “a coach is someone who can give correction without
causing resentment.” The hallmark of good coaching is performance
feedback and the ultimate aim is performance not motivation. Unfortunately,
increased motivation does not necessary lead to increased performance.
Feedback comes under the umbrella of performance management, especially
performance appraisal; still evidence is scarce, supporting association of
such systems to organization’s productivity.

In conclusion, a framework of motivation that takes into account human
cognition, human emotion, individual differences and adjusts career
management interventions to these three factors can maintain motivation for
those who did not get promoted but potentially will do in the future. We are

lacking firm rules of thumb as to where in the cycles of experience related to
the motivation to work emotionality resides. However, not getting a promotion
very often results in job dissatisfaction; analyzing it in black & white offers a
limited means of portraying what it can mean for those who experience it.
Therefore, the major psychic challenge for working individuals will be to adjust
their expectations about continuous upward mobility & career progress;
managers have to support their employees and promote a coaching culture.
From an academic perspective, the recent resurgence of interest in need
theories in an attempt to explore motivation on a global scale and the promising
concept of goals and its link to emotion & personality provide potential for
further research on our topic question. From a practical perspective, managers
need to find solutions even if they seem to run ahead of theory & research
evidence; since they are aware of the detrimental effects on motivation &
performance of effort-reward imbalance, their only option is to improve equity in
rewards, create flexible accommodated & promised career paths and support
employees to gain specific work skills and experiences that are necessary to
their career progress. When it comes to motivation, the road of inquiry is open
and it leads beyond the horizon...

@ How do you maintain the
motivation of employees who
do not get promoted?

How many times do young people find themselves searching for a job and come across the requirement
“the successful candidate must have minimum 2 years experience in a similar position”? How many times have they read
“We are seeking an experienced manager to fill the vacancy, offered!"?

Do you remember a few years ago, when experience was not
required for the job applicant, but the university degree was? And
what employers are asking for nowadays, is quite the opposite — a
simple qualification with a lot of experience! Therefore, an MBA
graduate will struggle to get this experience, when there is no
opportunity offered. Well, this is where an event like the CyHRMA
Student Competition 2010 takes place and make this happen!

which can give you the answer of “Are you going on a good
direction in life, taking the HR path?” or “Are you as good in it as
you think you are?”. Winner or not, if you really believe in yourself
and you keep yourself motivated enough to follow your dream,
never settle and always stay hungry! Being interesting for me, from
the topics offered, | chose to speak about the motivation of people
who don’t get promoted. Even though most people think that a

Attending my classes in the European University, a few members ﬁﬁl\zﬁfxf\ raise in their salary will be the only thing which can motivate them,
of the CyHRMA association presented the competition and the Manoela Hadzhieva is that will not motivate you longer for more than a few days. And
an MBA student at the

advantages of participating. What made it realistic and interesting
for current MBA students was the need of no experience. The
participants were offered an opportunity to show their skills and
knowledge, or even just an interest in the HR field. An internship
at Deloitte was mentioned, but not many people could describe
Deloitte’s business. The competition challenged students to google

after that, what? Will you ask for another raise? Employers should
European University of
Cyprus. Her course’s
specialization is in HR.
Holding a Bachelor
degree in Hospitality
Management, Manoela
previously worked in
the Hospitality Industry,
in hotels Hotels such as
Kempinski in Bulgaria
and Hilton in the USA.
She is Bulgarian and
is interested in foreign
languages.

appreciate employees and respect their opinion. Moreover they
should try to understand their needs and their individual motivating
factors. Most of the times, successful motivation doesn’t require
an investment of money, but a small gesture which can make an
employee’s workday better, so they can come to work the next
Deloitte and to find more about the company’s services and to day with a smile on their face.
imagine themselves how one day they could possibly find themselves Motivation is not a task - it is rather a continuous process,
working within such a well know company..

The application process was enjoyable, well organised and it
included help and guidance, provided by CyHRMA. All Competition
Committee members, including Eugenia, lanthi and the jury of HR
professionals, were extremely polite and communicative. | was not only self-
motivated to participate in this competition, but | also wanted to give my best,

even though | didn’t believe | could win a prize. It was more like a challenge

giving people a desire to work. Complacency is not something
employees need to be blamed for, but what managers have to
work on. The people in the organisation need to constantly be
challenged and provided with variety. The management should not
emphasize on punishing employees for doing something wrong, but rewarding
them for extraordinary work! The keys for success in every organisation are
these extraordinary people, part of you!
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Aptoteio Atevbuvong
AvBpwmvov Avvapukod 2010

2 TOXOC MAG, UYIEC avBpwnivo OUVAUIKO

Avapgiopia, To AvBpwmvo Avvayid amotedel Tov muprva e emTvyiag yia kdbs opyaviod.
H zﬁmpfq IKavoy, TPOoOVTOUY0V Kal TTdVw amo dAa vyiovg TPOOWTLIKOU, Elva TO ,Bamicéfspo K&pdlalo xat Oéter Ta
Ocpéia Ta omoiar o8iyoly oThy emTvyia Tov 0pyaviouo.

la Tov opyaviopd Pag, NpwTapXikd péAnua ival n diacpaNion evog
uyIoUg Kal anodoTikoU £pyaciakoU NEPIBAAOVTOG. XTOX0G pag ival
n dIacPANICN TNG UYEIQG TOU MPOCWIKOU UAG, LE ANWTEPO CKOMo TNV
BeATiwon TNg noidTNTag Zwng Kal TG andédoong Tou KEBe atopou.

APXIKH IAEA

H 1d€a Tou cuykekpiuévou €pyou Eekivnoe, OTav NapaTNENBNKE Nwag
oTnv eTaipeia anoucialav apkeTd cuxvd dtopa and TNV Epyacia Toug
avagépovTag wg Adyo anouciag ndvoug otn Pécn, oTtnv NAGTN, oTa
Avw Kal KATw AKpa (kapnog, yovaTta, ayKWVEG), TOV auxéva, n GANO
napodpolo NpodRANLA. Ol CUYKEKPILEVEG NABAGEIQ ApXIcaV va yivovTal
OO Kal MI0 CUXVO PAIVOUEVO, EVW OE APKETEG MEQINTWOEIG N ACOEVeIa
KaTaypapoTav we coBapn IaTPIKA NEPIMTWOoN KATA TNV onoia anarrei-
TO N xopriynon &delag.

To k6oTOG and TETOIEQ MEPINTWOEIG KATAYPAPTNKE WG CNUAVTIKO YIa
TNV €TaIpeia, KaBwg eniong unNnp&av NEQINTWOEIG ONou N Bepaneia
Kal avAKTNoN anéBNcav avanoTEAECUATIKEG, UE TEAIKO ANOTEAECHA O
€0Y0DOTOUNEVOG Va NV eival o BEon va eNICTREWE! TN BEcN EpYaci-
Qg Tou, PE akOUN UEYAAUTEPO KOGTOG YIa TNV ETAIPEID.

XTI nabroeig nepAapBdavovtarl eniong ducpopia kal Aniol Névol, ol
onoiol NpokaAoUv NOVo Kal TOAQINWPEIa 0TOUG NACXOVTEG, TOOO OTNV
€NayyeAUaTKn 6oo kal otnv IBIWTIKA Toug {wn, KATI To oroio diaTa-
PACCEl TNV OPOAA EQYACIa PEIDVOVTAG TNV anddoon Kal TNV napa-
YWYIKOTNTA.

ZTOXOI TOY EPIroy

Baoikoi atdxol Tou €pyou Eival N MPOCAPPOYNR TNG Epyaciag oTov
GvBpwno Kabwg Kal N afloAdyNoN TOU XWPOU €pyaAciag. ANWTEPOQ
okondg eival va BpeBeil pia anoteAecuaTtikn AUon oto npdRANua,

MONIKATIOTZOY

H Movika Iotoov &i-
vat anégotrog tov Otko-
vopuko0 [avemoui-
ov ABrvav (mpeny AXO-
EE) kau ivat KATOXOG pe-
TanTUXaKob Smhdpa-
70 otV Atoikror) Av-
Opomvov Avvapkod amo
70 Middlesex University
700 Aovdivov. Etvau emiong
amo@ortog Tov Chartered
Institute of Personnel and
Development (CIPD)
Tov AovSivov kat Kkdtoyog
enayyelpatikod Smhe-
uatog oty Aroiknon Eni-
XeproEwy. Eekivioe Ty
snaﬂfs)\panm'] g mopeia
wg odpPovdog oe Oépara
Suayeiptong AvBpwmivov
Avvagukod kat ZooThpd-
wwv [ownrag (ISO) kat
OT1) CLVEXELA EPYAOTIKE
wg YredOvvn AvBpwmvov
Avvapxot kat MioBodo-
olag oe W8Tk emieipn)-
on o Kompo. Aooletral
mapdMiha pe ) Siopyd-
VWOT] EKTAUSEVTIRWY TPO-
YPQHHCVITWV Kat T'I’]v T[QPO‘
X1} couPovkevtikay vm-
peatdy oe Oéuata AvOpa-
7YoL AVVaKOD.

OWOEI NPOXEIPEG ANUGCEIG, aMG AJGEIQ 01 OMOIEG VA Eival MPAKTIKEQ
Kal va avtanokpivovtal oTiq ISIAITEPES CUVONKES MOU ENIKOATOUV
oE KGBe xwpo epyaciag. Eniong, dGONKE NMPOCOXN OTOV EVTOMI-
o6 GAWV TwV NIBavV NapayovTwy KIvOUVOU LE TN GUPBOAA TOoO
TOU iDI0U TOU NPOocwrikoU 6o0 Kal EISIKEUUEVWY CUUBOUAWY YIa TO
OUVYKEKPIUEVO BEua.

TN OUVEXeld, N eTaIPEia DIOPYAVWOE EVNUEPWTIKO CGEUIVAPIO OE
ouvePYaoia pE eI01KoUG PUCIOBEPANEUTEG JE TITAO «MUOGCKEAETIKEQ
nadnoeig» oto onoio éAapav pépog didpopa dtopa and O6An v
eTalpeia. Ekel, d6BNKe n eukaipia oTo NPOCWNIKG va WIANGE! YIa
Ta NPEOPRAAKATA Ta onoia avTieTwNiCouv KaBnPePIVG oTNV €pya-
oia Toug Kal va dwoouv niBavég AUcelg. H diaBoUAeucn Tou npo-
ownikoU gival 6Tl Mo cNUavTIKG yia TNV AUecn Kal 0pOn avTIETOMI-
oN TOU NPORAAPATOG.

Ol CUUETEXOVTEG EVNUEPWONKAV YIa TOV OnOVOUAO Kal Tov TpONo
AEITOUpYIag Tou, via Tn dIaThRPNCN TNG GWOTAG GTACNG TOU OWUA-
TOG OTO XWPO £pyaciag aAMd Kal GTo oniTl, ToV TEOMO YETAPOPAQ
QVTIKEIMEVWY Kal TEAOG, UNOJEXTNKAV KAMOIEG MPAKTIKEG ACKNGCEIQ
TOCO YIa TOV XWPO EPYaciag GO Kal yia TO GniTl ol ornoieg d6ONKav
Kal OE &vTumnn Pop®r OTOUG CUPETEXOVTEG.AKOAOUBNCE MAGvo
napakoAoUBNoNG TwV CUPWETEXOVTWY ONoOU Ot deKANEVORUEEN
Bdon kataypd@ovtav Ta oxONd ToUg, TUXOV BEATIOCEIC KABWS
Kal AMeQ elonynoelq. O ekNaIDEUTEG — PUCIODEPANEUTES, A&IOAO-
youcav TIC anavinoelg Tou NPocwikoU G TaKTIKA BAon kal napa-
koAouBoucav TIG €PYACIEQ TOUG OUTWS WOTE VA TOUG UNOJEIKVU-
OUV TN CWOTA GTACN TOU GWHATOG OTOV XWEO EPYACIAC TOUG.

Eniong, ol cUuBouAol ENICKEPTNKAV SIAPOPOUG XWPEOUG EQYACI-

oUTWG WOTE va eAaXIcTONoINBoUV Ol anoucieg and TNV £pyacia o OrNoieq OpEeN-
AOVTAI GE YUOCKEAETIKEG NABroelg. AIdeTal IDIQITEPN £UPACN OTIC CUYKEKPIUEVES
nabnoeig Adyw Tou 6Tl N EKTACN Kal To KOGTOG Mou cuvendyovral eival aEioAoyo
MPOCOXNG Kal EAETNG. To KOGTOG yia TNV nixeipnon €ival MOAUNOIKIAG Kal pro-
PEl va OENETAI OE ANWAEID NAPAYWYNAG, A0BEVEIEG TOU MNPOCWIKOU, anolnpi-
WOEIG KAl AOPANCEIG, ANWAEIQ EIBIKEUUEVOU NPOCWIIKOU Kal KOGTOG NPACAN-
Wng Kal KatépTiong VEOU, ENINTWGEIG TNG dUG(OPIAg oTnv NoidTNTa TNG EQYACH
ag TwV €pYalopEVWY, KAM.

ZYNONTIKH MNEPIFPA®H EPIOY
APXIKA, €YIVE lia MPOCEKTIKA NAPATAENCN TNG NPAYHATIKAG KATAGTAoNG N onoia
ENIKPATEI GE GAOUG TOUG XWPOUG epyaciag. H eTaipeia dev gixe okond anid va

ag Kal pwTtoypdgioav AavBacpéveg OTACEIQ GWUATOG N Kal TPOMo €pyaciag.
MapdMnAa, unedeikvuav oToug £pyalduevoug TV opBn GTéon ToU OWUATOg
divovtag Toug Kal Tpdnoug RBeATiwong. ANMWOTE, N KaAUTEPN Bepaneia eival n
nEOANYN Kal N SIBACKAAIQ TG CWOTNG KaBIoTAG Kal 6pBiag oTdong, Ndco PAA-
Aov 61av autd YivETal ni TOMOU, GTOV XWPO EQYACIAG.

To pwToYPAPIKO UNKG Kal Ta BivTeo Ta onoia AMpOnkav Le TIc AavBacpéveg Kal
TIG 0PBEG OTAGEIG TOU CWHATOG KABWES Kal Tov TPOMNO £pYAciag, XpNaolonolou-
VTal WG NapadeiyuaTta yia GA0 To MPocwnikd Kal aneikovidovtal oe 08bvn onTKAG
aneikdviong (TAedpacn) N onoia €xel TONOBETNBET yia To okond autd GTO XWPO
NG KavTivag Tou npoownikoU. EKel, GA0 TO Npocwnikd Unopei va napakoAoubel
TIG UNOdeiEeIg kal va BupdTal Nwe «N cwoTh GTACN TOU CWHATOG NMEENE! Va ViVE
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TPOMOG {wNg oUTWG WOTE Va AnoPeUxBouv / LEIwBOUV Of JUOCKEAE-
TIKOI novol». Eniong, ol cUpBoUAOI Kal EyYEYPAPUEVOI PUCIOBEPANEU-
TEG BpiokovTal O CUVEXA CUVEPYAOoIa PE TNV ETAIDEIC yIa TNV NaApPo-
XA OUMBOUAWY yia ouvrBn i kal coBapd NEOBARUATA OTO NPOCWI-
KO, 6TaV TO XPEIAZOVTAl.

MNa 10 okond autd PANCTA, EXOUV MEOYPAUMATIOTEl CUYKEKPIUEVEG
UEPEG Kal WPEQ KATA TIC OMOIEG TO MPOCWIKO PMNOPE( va Toug €Mk
OKEMTETAI YIA OUMPBOUAEG, OE CUYKEKPIUEVO XWDPO OTIG EYKATACTACEIG
NG eTaIpeiag. To NPOCWNIKO EVNUEPWVETAl ANd NMPONYOUREVWG Kal
UNOPE KATA TIQ CUYKEKPIPEVES PEPEG KAl WPEG VA TOUG EMICKEPTES
kal av@ioya, va epappéoouy kanolo npdypapua dpdong, KAnolou
€idoug puoloBepaneia, unodeiEelg, kKAN. EninAéov, npayuatonomen-
kav kal diIdpopa AAa oepivapia avd TakTd diacThuaTa, éva and autd
ue B€pa «Baolkég apxEQ yia acpaii GopTwon Kal EEPdPTWwoN Kal
anarnoelg uyleivig and Alavopeic kar MwAnTég» oto onoio éAaBav
UEPOG O NWANTEG Kal SIAVOUEIG TNG ETAIPEIG.

'
»
b ; ! é e
MYPIAANTONIOY
H Mopa Avtwviov giva
KATOX0G TTVXiOL 0OV KAG-
80 Anpoowy Zxéoewy pe
adikevon oo Marketing.
‘Exer epyaorel oe 1wriky
Talpeia TOL TAPEXEL V-
Bou}mu‘ru{ég LTI PEiEg 0TO
Topéa Aopaletag kar Yyei-
ag. Tatedevtaia 2 xpo-
via EPYdtSTal (TTYIV £TaL-
peia Hapadeioomg Atd
Kat aoyoAetran pe to O¢pa-
Ta Aopaletag & Yyeiag kat
Ipoowrikov.

ANOTENEZMATA EPIOY

Ta anoteAéopata and TNV EQAPHOYN TOU CUYKEKPIPEVOU €PYOU
dpxicav NoAU ypriyopa va yivovTal epavh oTnv eTAINEID Kal €XEl
Adn d1ad0Bei N kKOUATOUPA TOU «UYIoUG Kal  anodoTikoU epya-
olakoU NePIBANOVTOG». APKETEG and TIC €IONYNCEIG TOU MPO-
ownikoU €Xouv EQAPHOCTEl, KATI TO OMNoio Toug KAVEI va VIw-
Bouv onpavTikoi Kal 6T oF andYEIG Toug eloakouyovTal, o Tpo-
nog epyaociag exel BEATIWOEI onpavTikd, Ta napdnova yia névoug
OTn PEON, TOV AUXEVA, T AKPA KAM €XOUV PEIWBES, Ta aTuxnpa-
Ta €X0OUV €niong NEPIOPIOTEN KABWG Kal Ol ANOUGCIEG TOU NPOCW-
nikoU yia AOyoug Ol onoiol OXETICOVTAl JE UUOOKEAETIKEG Nabn-
OEIG KAl YEVIKA, Napatnpeite RBeAtiwon Tng didBeong Tou npo-
ownikou. And TNV dAANn PepId, NapatnenOnke avgnon Tng Napa-
YWYIKOTNTAG KABWGS Kal PEIWoN Twv NMANPWHOV YIa UNEPWPIES.
Avapévertal 6T Ta anoteAécpata Ba eival akoun nio epgavh 6o

nePVAEI O KAIPOG Kal apou PUOIKA CUVEXIOTEN N NpoondBeia Kal

n EVNPEPWON TOU NPOCWNIKOU.
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Limassol event

Employee commitment and
company performance

The CyHRMA PR Team for Limassol and Paphos
organised an open lecture and a networking event for mem-
bers and non-members of CyHRMA on the 22nd of Febru-
ary. The presentation took place at the “Pefkios Georgiades”

auditorium (“Andreas Themistokleous” building), at the
Cyprus University of Technology, in Limassol.

George Kokou (Industry-Academia Liaison Office Coordinator at the Cyprus
University of Technology) presented a very interesting topic about the three
Organisational Commitment classifications based on Meyer and Allen’s
framework (1991) and their relationship with Employee performance.

Issues such as the impact of strong Organisational Commitment on employee
performance, factors which cause lower commitment and performance,
barriers which prevent companies achieving high levels of Commitment, and
ways to develop and implement corrective actions towards a highly committed
workforce kept all participants’ interest at high levels.

The discussion which followed was rather constructive as various perspectives
were laid out which helped participants to identify myths and realities about
organisational commitment and performance at the workplace.

/ 4
OutAia ot Aepead
H d€opguon Tou NPoownikou Kal N

NOPAYWYIKOTNTA TN ETAIPEING

ng 22 ®ePpoudipiou Tou 2011, n Opdda Anpooiwv Xxéoewv Aepecol/TMNMapou
SlopyAvwoEe TNV NEWTN dPAcTNPIOTNTA TOU ZUVOECOU OTNV NePIoxXn yia 1o 2011,
Hia DIGNEEN e B€pa Tnv Aéopeuon Tou MpocwnikoU Kai Ty MapaywylkdTnta TG
Eraipeiog. O kog lMwpyog Kokou, Aeimroupydg Alaouvdeong Tou TexvoloyikoU
MavenioTnpiou KUnpou, uneuBuvog yia T ENagEG Tou Maveniotnpiou e Ty en-
XEIPNPATIKA KOIVOTNTA TNG NEPIAOXAG, EKAVE pIa NOAU evIapEPOUTa Napouaciaon.
Ol CUPETEXOVTEG BPriKav TNV NApOUCiacn apkeTd evOIapEPOUCA Kal MPOEKUYE
EKTETAPEVN CUZATNON PETAEVU QUT®Y Kal TOU NAPOUCIacTA N oroia SINPKECE APKE-

TN WPA KAl CUVEXIOE KAl OTO KOKTEIN NOU akOAOUBNCE.
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2Tadlodpopia

To XapParokvpiaxo 20 & 21 Noeyfpiov 2010, 6mwg avvybiler Ta teAevtaia ypdvia o Sivdeapos AievOvvang
AvBpwmvov Avvapikob ota mhaioia Tng mpoopopds Tov, éAafe pépog on «Zradiodpouia mov opyaveveTal amd Tov
Kvmpiaxd Zivdeapo Kabnynrdv ZvpPovevticis kar Enayyedparixis Aywyg tne O.EAMEK pe tny vrootipiéy

¢ Tpdnelag Kompov,

Vo SN B o e —

H «Zradiodpopia» divel Tnv eukaipia ce pabn- napouciacn oto koivéd and Méhog Tou AloiknTIkoU
TEG AUKeiou va pdBouv nepicodTepa yia Ta did- JupBouAiou Tou ZUVOECHOU YIa Ta ENAYYENIATA TOU

POPAa ENAYYEANIATA WOTE VA EXOUV OWOTA MANPO- e o KAadou Aielbuvong AvBpwnivou Auvapikou, €dwoe

POPNON OXETIKA PE TIG ONMOUSEG Kal TO ENAYYEAUA B TO NAPWV TOU, MPOCMEPOVTAG GTNV KUMPIOKN KOIVW-
nou BéAouv va akohoubricouv. Méoa ota nAaicia autd, €701 Kal 0 ZUVOECUOG  Via, Kal KUPIWG OTOUG VEOUG MOU EEEPEUVOUY Ta ENAYYEAUATA TOU HEANOVTOG Kall
Jag pe v napoucia eBEAOVTMV/UEA®Y TOU OTO €TACIO aUTO YEYOVOG Kal JE  TIG DIKEG TOUG SUVATOHTNTEG OTNV ayopd EpYACiag.
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Business

breakfast

Following a request from members, the CyHRMA

organised another in its series of successful Business
Breakfasts on 4th November, this time on the topic

of Cyprus Employment Law Updates, in English. The
event was held at the Hilton Hotel in Nicosia with over

60 participants from all over Cyprus. Mr. Michalis
Antoniou, Deputy Director General of the Employers

and Industrialists Federation (OEB) was kind enough to
present the latest updates on the law and adeptly answer
the endless questions raised by the participants.

Eatawe)\pa'tmé

TCP oyevua

Y€ avtandkpion Twv PEAWY Tou, 0 Kunpiakog ZUvdeoiiog AlelBuvong AvBpmnivou AuvauikoU

0pYAVWOE €va akopa Enayyehuarikd Mpdyeupa otny enimuxnpévn oeipd Enayyeruatikav
Mpoveupdtwy ot 4 NoguBpiou 2011, pe 6¢pa v Evnpépwon o ©éuata Kunpiakng
Epyamikig NopoBeoiag. Auth Tn popd To B€ua avantuxBnke otnv AyyNiKri YAWCoa yia va eEu-
NMNPETACE! IEPIOA TWV PEADY AG Mou EPYAZETAI UE QUTA TN YAWOOQ OE KaBnpepivi Bdaon. H
exkdNAWOoN €yive oTo =evodoxeio Hilton otn Aeukwoia pe ndvw and 60 CUPWETEXOVTEG and OAN
v Kunpo. O kog MixdAng Avtwviou, Avaninpwtig Mevikdg Aieubuvtng Tng Opoonovdiag
Epyodotwv kar Biopnxdvwy (OEB) pag €kave Tnv Tiun va NApoUcIAoel TIG TEAEUTAIES EEENEEIQ
oty Kunpiakn Epyatiki NopoBeoia kal va anavinael e enide§IOTNTA TIG AUETONTEG EPWTNOEIG
TWV CUUMETEXOVTWV.

CYPRUS
INTERNATIONAL
INSTITUTE OF
MANAGEMENT

The Cyprus International Institute of Management (CIIM),

the leading business school in Cyprus, is awarding two partial
scholarships to CyHRMA members for the following master
degree programmes:

» 50% scholarship for the Master in
Business Administration (MBA)

P 50% scholarship for the Master of Science in Human
Resource Management and Organisational Behaviour

Candidates should:

* Hold a recognised university degree or equivalent professional title
» Have at least three years work experience (for MBA)

* Have a very good command of English

* Do well in a personal interview

Deadline for application: 30 June 2011

For more information and to submit your application please contact Theodora Petasi or Gaurav Dubey
on 22 462246 or email ci iim.ac.cy - Website www.clim.ac.cy
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Managing
is knowing your people

Secrets of Human-Capital Management

One of the best books ever written on talent management is The Talent Masters by Bill Conaty and Ram Charan
(published November, 2010). The book reveals the special characteristics that separate truly effective talent management
from programs that seem ok but don't have a big impact.

Conaty ran HR for GE under Jack Welch. He says Welch knew the
top 600 people intimately. He knew their families, their hobbies,
their preferences, their strengths and their weaknesses. That is an
incredibly high number; but Conaty assures me it is accurate and it is
that incredible dedication to knowing people deeply that is the secret
sauce of talent management. You can have all the talent reviews
and development programs and competency models you want, but

on any organization values in making the numbers?

To be a good manager you have to get beyond the labels and
the metrics to a true understanding of a person. You get that
understanding by observing them in many situations and having
many genuinely candid conversations with people they work with.

WHAT IS MANAGEMENT?

DAVID CREELMAN

unless you really know the people intimately, you won’t know who to
promote, who to deploy to which job, and what development each

David Creelman is
CEO of Creelman

A great deal of management is getting the most out of your
people; as well as preparing them to play an ever bigger role in

Research providing

person needs.

KNOWING YOUR PEOPLE DEEPLY
Welch had deep knowledge of the hobbies, preferences and

writing, research and
commentary on human
capital management. He
works with a variety of
academics, think

the organization. Whether managers know their people extremely
well, or not, probably has more to do with temperament than a
theory of management. What I'm proposing is that knowing your
people very well is one of the foundational aspects of being a

tanks, consultancies and

strengths of 600 people. How many managers know that much even
about their direct reports? Certainly some do, but it is by no means

HR vendors in the US,
Japan, Canada and China.

manager. Welch, who surely had more on his plate than almost
any of your managers, spent 40% of his time on people issues.

Mr. Creelman can be

universal. Many managers have only a surface knowledge of their
direct reports and even less about anyone a layer below.

The hypothesis I'm advancing is that knowing your people extremely
well is one of the things that lies at the heart of being a good manager. We
can talk about all the right things to do to motivate people or retain people or
develop people, but underlying all those things should be a deep knowledge
of the individual. Yes, goal setting increases performance even when you are
managing strangers but think how much more effective goal setting is when
you really understand what makes the individual tick. You might at a surface
level know someone needs development in, say, understanding customers, but
how much more effective will you be in both coaching them and directing their
development if you really know their preferences and shortcoming and abilities?

THE MARCUS BUCKINGHAM ANGLE

Marcus Buckingham’s work supports this notion that knowing your people
extremely well is at the core of good management. In The One Thing You Need
to Know he said the one thing that made managers great is that they tuned the
work to the individual's strengths. They wouldn’t just assign tasks to whoever
was available but would tune the tasks, even redesign the job, so that people
could use their strengths.

Conaty says that having a bunch of ‘labels’ to describe someone is not the same
as knowing them. Maybe you have a list of someone's competencies or personality
traits, but those should either be a starting point for further investigation or a kind
of short hand summarizing all the detail you know. The same goes for results. It
isn't enough to know that someone has hit their numbers, you need to know the
context, how hard was it to really achieve those results and did the person tread

reached at dcreelman@
creelmanresearch.com

Perhaps your managers should do the same.

The role of HR is communicating to managers just how
fundamental this is. Getting to know the people is not a matter
of being sociable, it’s a matter of good management. One phrase Conaty uses
that | like a lot is 'institutionalizing good judgement about people'. You want an
organization where all managers make good judgements about people; and that
can't begin to happen unless managers invest a lot of their time in gathering a
deep understanding of the people in the organization.
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Ouadeg epyaciag oe dpaat

Orav vnperovon wg A15090v717g Ipoowmixov otny Topevtomotia Baaidixot, lswovpyq(mv 10 1984 e 10 dvopa
<OUASES TAPAYWYIKOTHTAG>, TO AVTITTON0 TwWY <KUKAWY TOIOTHTAG>, TwWY OpdSwY ekelvwy Tov SpacThplomolovVTay
TH GUYKERPIUEVY YpovIKH Tepiodo e emTvyia kat o¢ peydAn kAipaxa omny lamwvia.

AV Kal N apxikin cUMNYN TG 100G AVAKE OTOV ALIEPIKAVO OTOXO-
om W. Edwards Deming ( 1900-1993 ), evtouTtoiq ol «KUKAOI MoIo-
NTag» NPWToEUPaviotTnkav otnv lanwvia. O Beoudg uIoBeTBNKE
ueténema and Tiq Hvwpéveg MoAiteieg, TN Mepuavia, T FaANia, Tnv
ITaAia kal To Hvwpévo Baoiheio. Tn dekagTia Tou 1980 nepiocdTePO
and SEka ekaTopPUPIa EPYACOUEVOI CUUHETEXAV OE «KUKAOUG MOk
otntag». Mia Tértola opdda cuvnBwe anapiBuel PETaU névie €wg
O€ka PEAN, Ta onoia kavouv Tnv idla 1 napopola epyacia. AuTof ol
€pyalopevol cuvavTiouvtal NAvw oe TAKTIKA BAon yia va npocdiopi-
©oUV, avaAUCOUV Kal ENIAUCOUV NMPOBAALIATA OXETIKG WE TNV NMoIGTN-
1A, NOPAYWYIKATNTA A GANa NPORARKATA Mou apopolV TNV Kabnue-
PIVA TOUG OOUAEID.

A NA AEITOYPIHZEI EYPYOMA H OMAAA XPEIAZETAI
NAYMNAPXOYN KAINA THPOYNTAI KAMOIOI KANONIZMOI:
* H ouppeToxn eival eBeAovTikni

¢ O1 ouvavtnoeig npoypapuaricovtal va yivovtal €Bdopadiaing n
KABe dekanevONPEPO

* O T6Mog Kal N wpa TG cuvAvinong Mnpénel va dieuBeTouvtal and
MPONYOULEVWG

* H didpkeia Twv ocuvavtiicewv Npgnel va eival yipw otn pia wpa

* H opdda eniréyel Ta npoBAipaTa nou Ba katanmaoTel kail TIG UeBod-
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TNTag» atdvNoe 1AV, AOyWw TNG KATAKOPUPNGS NTHONG TwV EEAYW-
YV and v andAgIa Napadooiakwy ayopv otn Méon AvatoAn,
avaykAaoTNKe N eTaipeia va anoAUcEl NPoownikd wg MAEOVALwV.
AuoTuxag dev katéotn duvatd va enavaAn@Bei To neipapa, nou
OHONOYOUPEVWG EPEPE MIO KOVTA TN dleUBuvon PE TO €PYATIKO
SUVAMIKO, BEATIOVOVTAG KATE MOAU TIG JETAEU TOUG OXETEIC.

H anoteAeopaTikn eappoyn TG opadikig Epyaciag BaciceTal otnv
eunioTooUvN Kal TNV KaAr BEANCN OAwV Twv PEA®Y. Toug SiveTal n
EUKQIPIa yia aAMNAOUNOCTAPIEN UE OKOMO TNV ENITEUEN TWV KOIVWV
otoxwv. Or opddeg epyaciag cuvadouy e TNV NoIOTNTA TNG EPYa-
olakig dwrig, dIGTI NAPEXOUV TNV EUKAIPIa OTOUG £pyalOEVOUG VA
EUMACKOUV [E Ta MPAYUATA MOU €XOUV APECN GXEon LE TN OOUAEIA
nou kavouv. Ta péAn Tng ouddag pabaivouy o évag and Tov GAO
pIa Kal HoIpddovTal YWWOEIG, EPNEIRIEG Kal PANPOpOPIES. EEGMOU,
otav pia opdda avBpwnwy epyalovTal padf, Exouv KaAUTEPEG EICOO-
€¢ napd éva aropo nou epyadetal ubvo Tou. XpeIAdeTal Ta UEAN TG
opAdag va SIOBETOUV «KOIVWVIKA IKAVETNTA», ONAGdA N €K LEPOUG
TOUG avAANYN 0nolacdnMoTe MPWTOROUNIG VA CUVADE! UE £Va KW
KA KOIVWVIKWOV aglwv 6nwg n eINKPIvela, N eunioToolvn, N evTILGTN-
Ta, To NveUpa cuvepyaciag. ACPoAwS o kabévag eival EAeUBePOQ
va EKPPACE! TIG AnOYEIG TOU, AANG €XEI TNV UNMOXPEWGCN VA AKOUE!
MPOCEKTIKA AUTA MOU AEVeE Kal Of cuVAdeA®oI Tou. Eivarl onuavTikd

doug Nou Ba XPNOIUOMOINCE!

* O NYETNG Tou KUKAOU eival cuvnBwg o AUeca NPOICTAREVOG, AAG auTd Pnopel
va ano®aocioTel and Ty opdda

* H opdda eionyeital Adoeig otn dieUbuvon Kal TiIG uAonolel, 6tav n dieuBuvon
eivar oupewvn

* Ta péAn eknaidedovtal OTNV ENIKOIVWVIA Kal oTNV Katavonon Twv dIadIKacIwy,
oTnv anoéktnon de&I0TATWY, OTNV ENAUCN NMPOPRANUATWY KAl OE TEXVIKEG EAEY-
XOU NoIbTNTAG

>1nv Tolpevronoiia BacolAikou o «opddeg napaywyikotnTag» eixav TeBel und tnv
alyida Tou TOTE MevikoU AIEUBUVTN, LIE TOV UNMOMAIVOUEVO VA EKTEAEN XPEN GUVTO-
vioTh TNG OANG NPoondbeiag. And PEAETN TwV MEAKTIKWY, OIANICTWVETAl Ol
unnp&e eppavng BeATiwon otny augidpopn enikovwvia, KaBwa Kal TN CUVEP-
yaoia peTa&y Twv dIapopwy TUNPATWY TNG €Taipiag, 1d1aiTepa O PeTagy Tou
Tunpatog Mapaywyng kai Twv TUNUATwy Mnxavoloyikng Kal HAEKTPOAOVIKAG
Juvtipnong. Ektég autou AUBnkav kai népa noAAG Aeroupyiké NpoRAAUATA UE
UEYAAEG €EOIKOVOUNGEIG yia TV eTalpeia. O BeoUOG Twv «OUAdwY Napaywyiko-

"Or opadeg epyaoiag auvadovy pe
TIV TOLOTHTA THG EPYATLAKNAG Zwr']g,
doTL TAPEXOLY THV EVKALPia 0TOVG
spya(:o' UEVOUG Ve EUTAAKODY pe Ta
TPAYUATA IOV £XOVV AUEDT] TXEOT]
ue Tr) SovAeld TOL KAVoLY.”

va e§loopponeital n cuZAtnon yia va diacPaNcBel &Ti OAOI €xOuV TNV EUKaIpIa va
OUVEIOPEPOUV. a va AEIToUpyNoel anoTeAecaTIké n opdda xpeldleTal va diabg-
Tel XpOVO, CUVOXN, KOIVO okond. MapdAnAa anarreitar cuvexnc napakoAoubnon
Kal aEIOAOYNON TWV AMOTEAECUATWV.
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AIAOGHMIZT

TO NAEON ENATTEAMATIK
O MNEPI
OEMATA AIEYOYNZHS ANOPQﬂlNge"A(eJEIﬁIIlEBQPOY o

AIAOHMIZONTAZ ZTO “ANOPQMNOZ KAI EPTAZIA’ MPOQOEITE TIZ
YMHPEZIEZ KAI TA MPOIONTA ZAZ ZE OAOYZ AYTOYZ TOYZ ANAINQZTE=
KAI TYIT’XANETE THZ ANAAOIHZ MNPOZOXHZ KAl ANAINQPIZHZ.

To nepiodiké Tou EnayyeAuaTikoU pag

> uvoEopou AauBdveral and 1500 MEAn,
EnayyeAuartieg AietBuvong AvBpwnivou
Auvapikou, AIEuBUVTIKA ZTEAEXN TOU TOMOU
pag, Akadnuaikoug kal EpguvnTtég otnv
KUnpo aAAd kal 010 EEWTEPIKO, and NYETIKA
OTEAEXN TOU TOMOU PAG nou kabopidouv To
MENOV TV ENIXEIPHOEWVY oTnV KUnpo.

PEOPLE AND WORK

YPRIOT HUMAN RESOURCES
-ll\-lll-II\El\lgGEMENT PROFESSIONAL MAGAZINE.

BY ADVERTISING IN PEOPLE AND WORK

YOU ARE PROMOTING THE SERVICES AND
PRODUCTS TO ALL THOSE READERS AND
ENJOY THEIR ATTENTION AND RECOGNITION.

The magazine of our Professional Association is received by
1500 Members, HRM Professionals, Managerial Executives
of our place, Academics and Researchers in Cyprus and
abroad as well as leading figures that determine the future of
enterprises in Cyprus.

INA NMAHPO®OPIEZ XETIKA ME KPATHZEIZ AIAOHMIZTIKOY XQPOY EMNIKOINQONHXTE ME THN EYTIENIA
MAMAAQOIOYAQY THA: 22318081, THAEOMOIOTYTIO: 22318083, E-MAIL: EUGENIA@CYHRMA.ORG

FOR INFORMATION REGARDING RESERVATIONS OF ADVERTISING SPACE YOU CAN GET IN CONTACT WITH
EUGENIA PAPADOPOULOS AT TEL: 22 318081, FAX: 22 318083, E-MAIL: EUGENIA@CYHRMA.ORG
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npdyua anapaitnto Ge pia enixeipnon, To NPOCWNIKG TG onoiag

~— . .
» OUMMETEXEI OTO OPAUA TNG ETAIPEIQG.

ONOMA. ETAIPEIA TITAG € 6,1 apopd OTO OKEAOG TNG EPWTNONG 0AC AV €XOUV OAAEE! Ol

Mé)\QVI’] MlXOnf’gPrAz,Az QPXIKEG OU EVTUNMCEIG, aloBAvopal TUXEPN Nou eiual JENOG EVOG

,OIJI)\OQ ETOIDEId)V n ', ou opyaviopou Tou oroiou, napdAn TV avantugn Tou, N KOUAToUPa

HR and Corporate AHGIHOE)\)\an TOU napapével n idia. X1o enikevipd TnG Bpioketal npaypaTkd o

pirs Manager avBpwnog. To npocwnikd dev eival évag anAdg apiBuog. YNApxel

IZTOPIKO MOP OAYMITIA DANTH ) i i ) ) i
Mruxio B DPOFHF H Ooyria Gaven OXE€ON EPMIOTOOUVNG KAl QVOIKTNG EMIKOIVwvIag. To KAipa eival

s vwvxo)\oyl’oq-ﬂovemomulo Kunpovu,

C'lﬂ Hgman Resource Management

-Cardiff University, Certificate in Business
Excellence- Columbia University

]
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TI HTAN AYTO MNOY APXIKA ZAX EAKYZE TlA NA
EPFAZTEITE ZTON TOMEA ANOPQIMINOY AYNAMIKOY;
lMa péva ol Baolkég NapAUETPOI yIa TNV EMAOYA TOU ENAYYEAUATOG
pou ntav TéooepiG: H ouvexig eEENEN, o1 EUKAIPIEG MPOCWMIKAG

eivat kdtoxog Bachelor
Economics kat Masters in
Human Resource Man-
agement and To Hvwyévo
Baotheto. Efvat péhog Tov
Chartered Institute of
Personnel and Develop-
ment. Twpa epydletat
oy TSYS International
oav HR Advisor.
Tponyovuévwg
epyalétav wg Operations
Co-ordinator yta ua
VTEPAKTLA ETAUPELQ KAt
Client Relations Officer
oty Federal Bank of the
Middle East.

PINKS Kal auTO UNopEi va To dIANICTWOE! KAVEIG apécws. Oewpwy
o eiuacTe évag opyaviopog cTov onoio eival wpaia va epydadetal
kdnolog-it’s fun to work- kar autd eniBeRaiwveTtal kal and To XaunAd
nocooTd anwAelag npoownikoU. BéRaia, kataBdMeTar idiaitepn
npoondBeia kupiwg and Tn AieiBuvon AvBpwnivou Auvauikou,
va diatnpnBei N KouAtoUpa, KAT TO onoio dev eival EUKOAO av
avaloyioTel Kaveig TN paydaia avdntuén o€ OUVTOPO OXETIKA
XPOVIKO dIdoTnua, TO00 Twv dpactnPIoTATWY Tou Opilou 6co Kal
ToU apiBuoU Twv epyalopévwy. Ouwg, EXOUME HIa KA oudda
nou BPICKETAl KOVTA OTOUG CUVADEAPOUG Kal OTIG AVAYKEG TOUG.
Kai pe v unoctipiEn g AietBuvong Tou Opidou, BpiokouaoTte

avantuéng, To NepIBwPIo NPOWONONG IBEWV Kal MEWTOBOUAIDY Kal

n enikovwvia pe Tov kbopo. Me autd ta dedopéva Bewpnoa 6Tl

0 TOPEQG TWV EMIXEIPACEWV ATV Hovodpopog. To HR rtav oxetkd évag
VEOG TOMPEQG yia Ta Kunplakd Oedopéva Kal €va UNOoXOUEVO ENAYYEAUA HE
NOMEG NPOKAACEIG. Mou Kivnoe To evdIapEPOV N AnooToAn evog opyavicpou
va EMITUYXAVEI TOUG OTPATNYIKOUG TOU OTOXOUG, a&lonoidvtag anodoTika To
pEYOAUTEPO  KEPAAQIS TOU Mou eivarl of GvBpwroi Tou.

MOIA HTAN H APXIKH ZAX ENTYNQZH IlIA TIN ETAIPEIA OTAN
ZEKINHZATE; EXEl AAMMAZEI AYTH H ANMOWH;

AUo riTav Ta NPAyuaTa Nnou Pou ékavayv eviunwon. To NpwTo ATav To PIAIKO KALA
nou enikpatoucoe. Eixeg Tnv aicbnon o1 ol epyalopevol, népav and cuvadeApol,
ATav Kal kAT napandavew PeTa&U Toug Kal NEpVoOUcaV KaAd OTO XWPO £PYACIAG.
Kai autd 1o cuvaiobnpa pe EKave Kal Uéva, wg VEOEICEPXOUEVN TOTE, VA VIMOW
MOAU AVETA KAl VO AnoKTRow VwPIG Ty aicBnon 6T aviAkw oe auTd ToV opyavioud.
=€peTe, €iual TNG YVWHNG Nwg N anddoon Tou kKabevog eival NOAU HeyaAUTEPN Kal
OUCIAOTIKN yvwpidovtag nwe nnyaivovrag otn SouAeid Tou Ba aioBavOei apéowg
Opop®a Kal 611 auTdG 0 XWPOG dEV TOU MPOKAAEl apvnTIKA cuvaictriuata. To
SeuTePO, ATav N oxéon Tng dlEUBuvoNG PE TO NPOcwnIkO. Mou €kave LeyAAn
eviUNwon N avoIKTh Ox€on enikolvwviag Kai 611 OeV AKOUYEC va aneubuveTal
Kaveig oTov NANBUVTIKO, oUTE akOpa Kal oTov EKTEAECTIKG Aleubuvth. AvtiBeTa,

UnApXe pIa NOAU  ONUIOUPYIKA oxéon WeTa&U dielBuvong Kal Mpoownikou,

oTh owoTh KaTeuBuvon.

MOIEX BAEMETE AN TIZ MEFAAYTEPEZ MPOKAHZEIX MOY
OA ANTIMETQMIZEI H KYNPOXZ XTA EMOMENA XPONIA XTON
TOMEA ANOGPQIINOY AYNAMIKOY;

Eivar n Ikavétnta evog opyaviopoU va dnuioupyel a&ia npoopEépovtag eife kAT
SIaPOPETIKO €iTe KATI KOAUTEPO and Tov avtaywviopd. ‘OAol pag BIVOUUE i
nepiodo TEPACTIWY OAAYWV KAl YIa VA UNOPECOURE VA ENIBIOCOUNE XPEIAZETal
Va EJacTe EUENKTOI, MEOVONTIKOI Kal SEKTIKOI oTnv aAhayr. Opyaviopol e upnid
eninedo anddoong eival ool éxouv wg NPOTEPAIGTNTA TN OTPATNYIKA dIATAPNONG
ToAévTwy. H SIdoTaon TnG CUYKPATNONG Kal AVANTUENG TAAEVTWY €XEI YIa PEVA
TPEIG MTUXEQ: TNV IKAVOTNTA MPOCEAKUCNG Kal dIATAPNoNG Ikavou MPoowrikou,
v €dpaiwon KOUATOUPAS UWNARG anodoTiKOTNTAg evidg Tou opyaviopoU Kal
TOV EVIONIOPO Kal avAnTUEN TwV PENOVTIKOV NYETWV. To AdBog mnou kdvouv
noM\oi eival 611 dev avtidapBdavovTtal TNy agia Kal Twv TRIOV NTUXWV PE AnoTEAECUA
va pnv undpxel N avdioyn enévducn ce cuothpata dloiknong kal avanTuéng
avBpwnivou duvapikoU. H andktnon kal HETAPOoPd yvmong evidg TOU OpYaVICHoU,
n dlaxeipion TNG aAayng Kal N cUVOECN TWV IKAVOTATWY TwV EQYALOPEVWV LE TIG
NPEOTEPAIGTNTEG TOU OpyaviopoU eival BacikOTaTeG NPoUnobEcelg.

ME TI ZXETIZETAI MIA ZYNHOHZ MEPA EPTrAZIAZL;
27OV TOUE nMou epyalopacTe Tunikni pépa dev undpxel. O aAAVEG OTO XWPO
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6nou dpacTnplonoloupacTe eival Too paydaieg nou To NPOYPAUUd cou NMoAU
OUXVA QVaTPENETAl. Z€ MAEIOTEQ MEPINTWOEIC MPOKUMTOUV VEEG UMOBECEIS,
nio CNUAVTIKEG and AUTEG MOU EIXEG MPOYPAUMATIOE! VA XEIPIOTEIG. 2€ YEVIKEQ
VPAUMEG, BAENW HE TOUG OUVEPYATEG WoU Ta dIGpopa ¢NTAKATA MOU ApopoUV
N Slaxeipion kal avanTuén kail cuvepyddopal oe kabnpepivA BAaon pe Tn dloiknon
Tou Ouidou OTE va UNAPXEl PIa AANAEVOETN OXEON TOU EMIXEIPNCIAKOU
nAaiciou Tou opyaviopoU pE Ta cuoTthuata dlofknong Kal dIaxeipiong Tou
avBpwnivou duvapikoU. To HR dev pnopei va eival anokoupévo and Tov
undAoino opyavioud. AvtiBeTa, npénel va ouvepyddetal oTevd Pe Tn dielbuvon
Kal Toug JIEUBUVTEG TNG NPWTNG YPAUUNAG, Va yVwPIZEl KAAG Tn AeIToupyia kal
TOUG OTPATNYIKOUG OTOXOUG nou TiBevtal kal BAceEl autwyv va eival oe Béon va
O€TEI TIG NPOTEPAIOTNTEG TOU.

NIQOETE OTI ZYNEXIZEI NA ZHMEIQNEI MPOOAO H KAPIEPA
ZAZ;

Nar kar o Aoyog eival 611 0 opyavioudg GTov ornoio epyodoToUpal, avayvwpIZe!
€unpakTa TV a&ia g enévducng oTo avBpwnivo ke@diaio. H dioiknon
€NevOUEl OTNV AVANTUEN TWV YVWOEWV TWV EQYALOPEVWV HECW EKNAIDEUTIKWY
Kal AMwV NpoypauudTwy T16o0 otnv Kinpo 600 Kail oto eEwTePIKO. And Tnv
Etaipeia pou d66nke n eUKaipia va CUPPETACXW OE EKNAIEUTIKA NEOYPAUMATA
MOAU KaAWV navenioTnpiowv Tng AUEPIKAG 6nwg To Columbia kai To Stanford pe
KaBNyNTEG NaykdOWIAG avayvmpiong Kail Grung. O yYWWOOEIG Kal Ol NapacTACEI
nou anekouioa ival NoAU peyding a&iag, kar autd eival KATI Mou aviavakAd Kal
OTIG anOWEIG MWV CUVADEAPWY MoU £MioNG eixav TIG IDIEQ EUKAIPIEG WE PEVA.

TI ZYMBOYAEZ ©A AINATE XTOYZ NEOYZ XTO EMNAITEAMA
ZTA NPQTA ZTAAIA THZ KAPIEPAZ TOYZ;

Na apooiwbouv oTov ToPEd TOUG Kal va npoonabolv KaBnpepva va BEATIOVOUV
TG Oe&IOTNTEG Toug. MAvw and OAa va BpickovTal KovTa oTouG €PYAlOUEVOUG
Kal TaUTOXPOVA VA ENISIWKOUV VA AMOKTOUV YVIMCEIQ VI TOV ENIXEIPNCIAKO TOUED
TOU OpyavIopoU.

MIZTEYETE OTI H ANOPQMINH AIOIKHZH MPEMNEI
EMMAAKEI ME TO ‘LINE MANAGEMENT’;
Ewoeiral. O kaipdg nou 1o Tunpa HR avaAdpBave anokAEIoTIKA va eNIAUEI

NA

OAa Ta BéuaTa nou agpopouoav Tn dIAxXeipIon Twv pYAJOUEVWY, EXEI NEPACEI.
Kai autd, yiati o pdhog Tou HR €xel anokTAcEl, Kupiwg Tnv TEAEUTaia deKaETIa
€va nio €EEIBIKEUPEVO Kal oTpatnyikO PONO. Y& Opyaviopoug HE UWNAA
anodotkoTNTa, ol SIEUBUVTEG TNG MPWTNG YPAUWAG avaAauBdavouv nmAéov
nio NyeTikd PONO Kal  xPeIGdeTal va dIaBETouv  TIC  anapaitnTeq IKAVOTNTES
MOTE va CUPRANOUY oTnV avanTuén Twv PJEAWY TNG opddag Toug, POAO nou
nponyoupévwg kateixe 1o Tunpa HR. O evroniopdg TaAévTwy, N napwénon, n
kaBodriynon, n a§loAdynon kar n avantuén Tng opdadag nepiiapBavovtal MAéov
OTa KABrKOVTA TwV JIEUBUVTWOV TNG NPWTNG YPAUKUAG Kal anoTeAoUv npoUndBecn
VIO €NITEUEN TWV TUNUATIKWV oTOXwV. To HR npéner va unootnpicel evepyd Toug
SIEUBUVTEG auToUg NAPEXOVTAG TOUG Ta KATAAMNAG epyaAeia avaBdabuiong Twv
IKOVOTATWVY TOUG WOTE va eival oe BEon va nyouvtal anodoTikd TNV opddag
Toug. Apa e§unakoueTal n oTevA cuvepyacia Tou Tunpatog HR pe Toug ev Adyw
SIEUBUVTEG Kal N kKaBodNyNon TOUG WOTE va BeATIVETaI N anddoon TNG opddag,
N avanTuén NyeTWV Kal N ENTEUEN TwV OTPATNYIKWY CTOXWV.

MOIOX POAOX MIZTEYETE APMOZEI XTHN ANOPQMINH
AIOIKHZH ZE MIA ETAIPEIA; ZYMBOYAEYTIKOZ, ZTPATHIIKOZ,
AIOIKHTIKOZ;

Kai o1 Tpeig pdAol ival anapaitntol yia Tnv enituxn Aeiroupyia tng doung Tou HR.
Mpénel n AiedBuvon AvBpwnivou AuvauikoU va eival oe B€on va unooTnpidel
Kal TO JIAXEIPIOTIKO KAl TO CUMBOUAEUTIKO GAAG KaI TO OTPATNYIKO KOPUATI. Agv

UNOPEIG va ENAEYEIG va dIBEIG Eupacn POVO OTN JIa ATUXA Kal va NEPILEVEIG Va
EMITUXEIC CUVOAIKA T AnoTEAECUATA Mou BEAEIG.

‘Ocov apopd 10 JIaXeIPIOTIKG KOUUATI, XPeIGZeTal va TnEeital éva ouoTnua
dlaxeipiong Twv epyalopévwy e GAA Ta CTOIXEIQ MOU TO aPOopoUy, WOTE, av Kal
€(OOOV XPEIAOTEl, va cUBadICEIq e TNV IoxUouoa vopoBeaia. Eniong auto eival
ONPAVTIKSG Kal yia TN YeVIKOTEPN a&lonoinon Twv NANPOMOPIWY Yia TN dIaXeipIon
TWV KABNUEPIVAV BEPATWY NOU apopouV TouG EpyAoEVOUG.

EnminAéov, To HR Xxpeidletal va Aeimoupyel kal oav vépupa, dIaTNPWVTAg
pdAo cupBoulou. Autd egunakoUel TN dnuioupyia kal T dlacPAAion evog
kaAoU gpyaciakou NEPIBAAMOVTOC Kal JIAg KOIVAG KOUATOUPAG, OTnv oroia ol
€pyalopevol €xouv TNV aicBnon TNG SECEUONG AMNEVAVTI GTOV OPYAVICHUO Kal OTI
0l NPOCNABEIES TOUG avayvwpidovTal. YIOBETOVTAG ANOTEAECHATIKESG MPAKTIKES
Onwg n oToxoBETNoN, N dIAXuoN TNG NANPOPOPNONG, N ENIKOIVWVIA, N NAPOXA
EUKAIPIOV NPOCWMIKAG avanTuéng, n eni\ucn €pYaciaKWV NPORANUATWY K.AM.,
EMPUOE(Tal oTOUG £pYAlopEVoUg N NenoiBnon &1 EXOuV PEPIDIO OTIG EMITUXIES
TOU opyaviopoU Kal 6Tl NPOKEITal yid, eniong, yia kATl SIKO TOUG.

Kai o 1pitog pdAog nou eival yia péva kai o no dUoKOAOG, ival va KatacTel o
HR, otpatnyikdg cuvepydtng tou Opyaviopou, cuPBAAovTag otny avantuén
Kal ENITUXIa TOU €MIXEIPNCIAKOU MAAGVOU Kal TwV OTPATNYIKWV oTOXwv. [a va
enireuxBei autd, o HR xpeiddetar va eival KovTd oTo eniXeIPNoIakd NAQicIo Tou
opyaviopoU Kal va €Xel yvwon Tou TpOMnou AEIToupyiag Tou opyaviopou, Twv
OUCTNPATWY KAl TwV NPOTEPAIOTATWY Tou. O oxedIAopOg Twv BECEWV epyaciag,
Ol MPOCAAYEIG, O OXeDIACPOG TOU CUCTAPATOG apoiBwy Bdoel anddoong, n
avgnon Tng anodoTikOTNTAG To cUoTNUA JIAxeipiong TNG anddocong, TN KApIEPa
kal Ta oxedia SIadoxXNg, anoTeAoUV BACIKEQ MPAKTIKEG NMou avaBabuifouv To
pdAo Tou HR o€ otpatnyikd.

MOIEZ XYMBOYAEZ ©A AINATE XTO NENIKO AIEYOYNTH ZAX
ZE OEMATA MPOZQMIKOY KAl AIOIKHZHZ ANOPQIMINOY
AYNAMIKOY;

Na enevduel otn diadikacia npdoAnYng kai diatnenong TaAévTwy. Ol CUVEXEIQ
NIECEIG, OI AANAYEG OTOV TOPED TOU €pyaTIKOU duvauIKoU kal n 6oo To duvaTtd
peyaAUTEPN €névdoucon Kal agonoinon Tou TopEd TNG NANPOPOPNONG Kal
NG anOKTNONG YVWMOEWY €KAVAV TA TAOAEVTA TO MO CNPAVTIKO QvTaywVIOTIKO
NAEOVEKTNUA o €vav opyaviopd. ‘OAol avayvwpilouv Tn onuacia Unapéng
IKavWV pYalopEVWY OE €vav opyaviopd, n oucia Ouwg eival TI NPayuaTiké
KAVOULE YIa va KPATACOUPE Toug duvaToug NAiKTEG.

MOION 6EQPEITE TON HR GURU ZAZ;

Kord&re eipal npakTmkog AvBpwnog Kal Katd CUVENEIQ EMKEVTRWVOUAI OTIG
MNPAKTIKEG NOU MEENEN va EPAPUOZEl TO TUNWA HOU YIa VA ENITEAECE! TO €PYO
Tou. Av eWOEiTE Katd néco and Tnv OAN eKNaIdEUCN Kal eNIPOPPWON Hou,
unopw aipvng va karovopdow pia dlebvr aubevria otov Topga Tou HR, nou
EXEl EVTUNWOIGOE! Kal EPéva, ONwg Kal NoAoUg dMoug, autég eival o Dave
Ulrich.  To HR Roles Model 1o onoio oxediace anoteAei odnyd yia GAoUg
Toug enayyeAuaTieq Tou HR. H peteEéNEn Tou HR and Tov npocavatoNioud
TOU WG Mo OIGXEIPIOTIKA AEIToupyia oe oTpaTnyIkO CUVEPYATN, MNPOOCJIOE!
oToug enayyeAuatieg Tou HR otpatnyikd POAO HE MOAG OPEAN yia Tov
opyaviopd. Evag and Toug PRaocikdtepous pdAoug, eival n diaxeipion NG
ETAIPIKAG KOUATOUPAG. [p€nel va dIauop@woouy TNV ETAIRIKA TAUTOTNTA
€VTOG Kal EKTOC TNG ENIXEIPNONG, AAA Kal €va BEUENWDOEG EVOOENIXEIPNOIAKO
nAaiclo dpdong. EminAéov, npénel va eival EUENIKTOI OTNV aA\ayh Kal va
OUPBAAOUY OTNV EvioXUon TNG IKAVOTNTAG TNG ETAIPEIAG KAl TwV avBPONWY TNG
va npocappdlovtal ota véa dedopéva. Eivar akopn ZAtnua peydAng onuaciag
va ouvdgel To HR 1o €pyo TOu pE TOUG NEATEG TOU OPYAVICHOU EVIOXUOVTAG TNV
a&loniotia Tou péoa and T JIAPOPPWON CXECEWY EUNICTOOUVNG. AUTO NMICTEUW
odnyei kal otnv andAuTn enimuxia evog HR kal piag peydAng enixeipnong.
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Enhancing core

competencies for human
resources professionals

Over the past three decades, world wide economies have moved swiftly and forcefully from the industrial age to the
knowledge/information age economic models. This rise in knowledge based work is causing employers to put much more
emphasis on human capital. With human capital now generating competitive advantage, necessary changes in basic
business competencies are needed to work successfully.

In today’s business models, neither the employer nor the employee
has a firm commitment to each other, thereby leading to the
greater movement of jobs and people. Add to the mix the changing
demographics of our workforce, globalism, technology and complex
regulatory climates, it is no wonder that employees are seeking better
opportunities elsewhere, and companies are re-designing work to
receive competent and lower cost services wherever they can. As a
result, employees in every function, especially HR, are now expected
to focus more on the bottom line metrics of the company and move
significantly beyond the boundaries of their individual discipline. They
are expected to develop new and broader business skills that reflect
the changing business environment and be able to capitalize quickly on
new market opportunities and challenges. In short, they are expected to
become business partners to CEOs and CFOs and be able to speak the
language of business fluently. As trusted advisors, they are expected to
think first as business people, and secondly as discipline specialists.

Local and national HR associations are doing a very competent job
in preparing their members for in-depth skills development in the HR
discipline. In the United States, excellent HR certification programs
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president of Ken Moore
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2. INTENSE KNOWLEDGE OF OUR COMPANY’S BUSINESS
Do you have a clear line of sight between the work that you do in
HR and the customers who buy your products and services? All too
frequently, we lose sight of the concept that we are in business to
attract, retain and satisfy our customer’s needs as well as playing by
the rules. For example, within your Human Resources department,
can every employee answer these basic questions:

* Why is my company in this business?

* Who are our customers?

* Why do they buy from us?

* What is our competitive advantage?

* What is the financial condition of my company

* How does my HR department help the company fulfill its vision,
mission and strategy statement.

Of course you can create your own list of required subjects to
master. The key is to insure that all employees are fully engaged in
the business and in creating competitive advantage.

3. COMPETITIVE ADVANTAGE

are available through local and national chapters as well as selected
colleges and on-ine programs. What is lacking in these programs is a
clear linkage between various HR function such as compensation, benefits and
staffing to the business performance pressure points of the company. In order
to make this linkage, one must understand how businesses operate and what
challenges it faces. Literature reviews and discussions with CEOs, CFOs and HR
executives suggest several basic business skills are critical to senior HR officers.

1. FINANCIAL INTELLIGENCE

There is no question that finance is the language of business. Executives who
are not fluent in this language are at a distinct disadvantage when presenting
their discipline’s arguments. Understanding the trends indicated in the financial
statements will tell you when and how to advance your arguments. For
manufacturing and merchandizing companies, watching the direction of the gross
profit margin in relation to total revenue will tell you if it is a good time to ask the
CEO and CFO for additional contribution to the 401 (k) plan. In the banking industry,
efficiency ratios provide guidance to modify staffing levels and labor projections.
Understanding basic finance is not that difficult. When you manage your household
budget, you are simply applying principles of debt, cash and asset management
and making appropriate decisions from these applications. With proper records
keeping at the end of the month, you can easily calculate profit, equity and
shareholder (family) values.

Competitive advantage encourages customers to buy from us rather
than our competitors. But what defines our competitive advantage?
Here are some possible topics to explore with HR-related components:
* Product pricing strategies - do our benefit costs negatively impact pricing
strategies?
* Sales and marketing skills - does our employee tumnover ratio harm the
relationships that we have forged with our customers?
* Culture - does our organizational culture permit growth, learning and innovation
that leads to sustaining and growing our customer bases?
» Customer service orientation - do we have the proper staffing and decision
making levels and appropriate technology to address our customer’s concerns?
* New and innovative products/services development - have we produced a
culture in which innovation, creativity and best business practices identification
are rewarded?
No matter what subjects you choose to emphasize, it is necessary to focus both
on the regulatory requirements of the industry or government agency overseeing
your business and the knowledge, skills and abilities needed to advance the
objectives of your organization, sustain its operations, and grow the business.
Organizations need people in every discipline who understand the basic concepts
of business and can directly link their work to those tenets. Without broad
business knowledge, the best benefits delivery system in the world becomes
meaningless if your company is sliding into bankruptcy.
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Kévtpa a&loldynong vioyme

WV

YamipdoAnim (KAYTT)

Ta Kévipa Aftolo’quyg Yroymeiwy yia Ilpdokmym (KAYTI) TPWTOEUPAVITTHKAY 0TO sfwr&pmo’ katd 71 Sidpketa THg

Sexaetiag Tov 1980, v oy Kompo ta gvvavrobye yia mpaty popd i Sexactia tov 1990.

JuvnABwg xpnolponolouvtal yia TNV nNpdoANYn MNPocWnwy  HE
WNAA akadnpdikd npocdvta. Ta npdowna autd npoopifovtal va
avaAdBouy, JEMNOVTIKG, SIEUBUVTIKES BETEIG.

a&lohoynTég k&BovTal OTIG TECOEPIG YWVIEG TOU dwpaTiou, av ol
unoWn@Iol €ival OKTW, N OTIG TPEIG, av Ol unownaiol eival €&, ue
TPOMO WOTE KABe agohoyntig va BAénel kal va a&lioloyei duo

YL . .
! e unoyneioug. O KABe agIoAoyNTAG CNUEIMVEI TA UNEP KAl TA KATA
MPOTOY OMNOIOZAHMOTE OPrANIZMOXZ ﬁ*—- KGOE unowneiou, SIKAIOAOYOVTAG TNV agIoAGYNon Tou e Bdon
AEITOYPIHZEI ENA KAYM MPENEI NPQTA: ) TOU TI €inav Kal T ékavav ol dU0 UNoWN@IOl NOU NMAPAKOAOUBE!.
* Na kootohoynoel Ta €60da nou Ba enwuioBel. Ta €§oda autd H a&ioAéynon aut kaAdnTel Ta npokaBopiopéva kpimpia.  And

nepAapBavouy Toug pIoBoUs Twv agloAoynTdv KaBwg Kal Ta €£oda
dlapovig kal dIaTpoPng Twv unownagiwy. MoANEG POPEG Ta €§0da
autd anoteholv anoTPenTkO NapdyovTa yia TN AEmoupyia evog
KAYTI, eIBIkd av ol KeVEG BEaeIg eival Niyeg Kal oI avAykeg Oev eival
duecec.

* Na BeBaiwbei 611 n k&Be dokiuacia (teoT) oToxeUel oTnv agloAdynon
OUYKEKPIUEVWV KPITNPIwY, Ta onoia Ba MNpeENel va EXOUV €K TWV
NPOTEPWV CUUPWVNOE( pe Tn dieUBuvon Tou opyavicuou.

* Na enNéEel aoAoyNTEG MOU  va €XOUV APKETA eknaideucn Kal
neipa WoTe va unopolv va Eexwpiouv TIC AeNTEG YPAUUES PETAEU eEunvddag,
IKavOTNTAG, TAXEIAG AVTIANYNG, NPOCWMIKOTNTAG KA.

>1a KAYTT kaAouUvtal o unowngiol o OPAdES €8 WG OKTW aTtduwy, apou
MPONYOUPEVWG METUXOUV O DIAPOPES SOKINAGIES [E TIG ONOIEG  agIOAOYNBNKE
N ENIKOIVWVIOKA TOUG IKavOTNTa, N TaxUtnta kal opBéTNTd Toug 6oov apopd
TNV QVTILET®OMION NPORANPATWY, N TaxUTNTG PE TNV OMoid CKEPTOVTAI Kal
€vePYoUV KAM. META TIG SOKIUACIEG akoAOUBOUV MPOCWIKEG CUVEVTEUEEIG r/Kal
NapoucIAcElq (presentations) Twv enikpaTécTEPWV unowndiwyv. ‘Ocol NETUXouv
kal o’ autd, To SeUTEPO OTAdIO TNG dladikaciag, kaAouvtal oto KAYTT.

Mpotou Aermoupynoel 1o KAYT], n diedBuvon Tou opyaviopoU kabopilel Ta
kpiThpia, Bdoel Twv onoiwv Ba yivel N agoAdynon Twv unowneiwy. XTov
KaBopIopd TWV KPITNPIWV NPENEl va €UNAaKOUV OAQ TO QVWTERA OTEAEXN
TOU Opyaviopou, oUTwg WOoTE va OECUEUTOUV TOCO E TIC AIOAOYNCEIG MOU
Ba akohoubricouv, 6co kal pe v 6An diadikacia Tou KAYTI. Ta kpithpia
autd ouvnBwg  nepIAauBdavouv Ta €§AGQ: opadIKOTNTA, EMIKOIVWVIA, NYETIKEG
IKAvVOTNTEG, SIaXEipIoN Xpdvou (time management), IKAVOTNTA va AKOUE! KAMNOIOG
Je npocoxn, napwdnon (motivation) kal evBouciaopdg, avaAuon deDOUEVWY,
AYn anopdoewy, ONPIOUPYIKOTNTA, AKEPAIOTNTA XAPAKTAPA, MNPWTOBOUNQ.

Ta KAYTT Aeiroupyouv O XwPo Tou opyaviopoU, av dIaBETEl KATAMNAO, 1 o€
éva Eevodoxeio.

Or agiohoynTég npgnel va eival ynAdBabua oTeAéxn Tou opyaviopou Ta onoia
€Tuxav eviamkig eknaideuong. O Adyog nou enAéyovtal YnAORABa OTEAEXN
€ival yia va ano®euxBei 0 UNOKEIUEVICHOS and VEGTEPT CTEAEXN, Ta OMoia nopef
va BewpPncouv Toug UNowneioug we niBavoug HEANOVTIKOUG avTINAAOUG TOUG.
Kd&be KAYTT cuvnBwg Siapkei 3 - 5 PEPES Kal OI UNOWNPIOI EVAIl UNOXPEWIEVOI vVa
SIUEVOUV CUVEXWG, €nf 24wpou BACEWGS, OTO XWPO Tou KAYTT.

‘Eva and 1a onpavTtikétepa otdédia NG agloAdynong eival n opadikn doknon.
AIdETaI OTOUG UNMOWNPIoUG €va eNIXEIPNCIOKG NPORANLIA, TO OMoio kKaAouvTal
va Aoouv oe TaktA npobeopia. Or agoloyntég dev napepBaivouv yia va
kabopioouv NPoedPO, ypapuatéa KAM.  Enagietal otoug unoyngioug va
EMNIAEEOUV TOV TPOMO PE TOV onoio Ba evepynoouy, KaBWG Kal katd ndoo Ba
avaAdBouv kdnoloug POAOUG. ZUVhBwWG, OI UNOWNPIO! ANOpEUYOUV VA OpicouV
pOAOUG, apou yVwPICouv €K Twv MPOTEPWV OTI €va and Ta CNUAVTIKOTERA
KpIThpla ota onoia Ba aglohoynBouv eival ol NyeTIKEG Toug IkavotnTteg. Ol

AHMHTPHX
EPTATOYAHX
O Anprrpng Epyatotdng
efvat agumpetioag
Avdtepog Aevdovriig
6 Aaikrig Tpdme{ag
Kkat 18puTiKé pélog Tov
Kunprakod Zvvdéopon
AietBovong AvBpomvon
Avvapkod

NEOCWNIKA Neipa wg afloAoyNTAG, UNoPW va dlaBeRaldow 6T oo
Kal va NMpocmnabnoouy OpIcUEVO! UNOWA®ION va ENIDEIEOUV NYETIKEG
IKAVOTNTEG, Oly&-0lyd Ba «EEPOUCKWDOOUV» av Oev JIABETOUV TETOIQ
npocodvTa. 210 TENOG Ba Byouv otnv enipdvela kail 6a avadeixfouv
€KEVOI NOU NPAyHATIKG JIGBETOUV NYETIKES IKAVOTNTEG.

Mia éMn onpavtiki doknon Ttou KAYTT eival n dieknepaiwon
NG EI0EPXOUEVNG aMNAoypapiag. AdeTal oTov kABe unoywnpio
TO Oopyavoypauua UIaG €TAIPEiOG  Kal Tou enggnyouvral Ol
apUOBIOTNTEG KABE TUAPATOG. XTN CUVEXEIQ KAAEITAI O UNOWNPIOG
va XeIPIOTEl A va napanéuyel NANBWPa EICEPXOUEVWV EYYPAPWY, EITE OE
EVTUMN POP®N €ITE OE NAEKTPOVIKNA.  2KondG TNG AOKNONG AutAg eival va
a&loAoynBel n 1kavoTNTa TV unown®iwv va enidauBavovtal evog TepAoTIou
GYKOU MANPOPOPIWDY, GE CUVTOLO XPOVIKO didotnua. Eniong, a&ioloyeital n
IKavOTNTA TOUG Va avaAUoUV HE TaxXUTNTA YEYOVOTa Kal apiBpoug, va IEpapXxouv
nEOTEPAIOTNTEG Kal va AapBAavouv 0pBEG ano®pdoelg k&Tw and nieon. H doknon
niBavov va nepinapBAvel Kal TNy gTolpacia eKBEGEWY, TNV avdBeon oe AANOUG
Kdnolwv and Ta EICEPXOPEVA Kal TNV UMOPBOAR EICNYNCEWY OE OUYKEKPIUEVO
avwTEPO, HOOV APOPA TO XEIPIOUO KANOIWV and TIG EICEPXOUEVES UNOBETEIG.
EkT6g and Tnv opadiki doknon  Kail Tn JIEKMEPAIWON EICEPXOPEVWY, Mou eival
NPwTOHTUNES EBODOI 0l orofeq xpnaluonolouvtal ota KAYTI, n 6An diadikacia
duvardv va NEPINAUBAVE! Kal TIG EENG ATOUIKES OOKINAOIES:

* CUMNANPWON EQWTNIATOAOYIOU YIa TO MPOCWIKO NMEOGIA TOU UNnoywn®iou
*avdiuon evog MPoRANPATOG Kal napouciacn TNG AUONG EVWNIOV OAWY TwV
agioAoyntwv

* doknon poOAwv: dideTal éva NpodRANUa o dUO UNoWNPIous, Xwpig o évag va
yVwpier 6Aa Ta oToixeia nou d6BNKav oTov AN, Kal KAAOUVTAl VA GU{NTACOUV
TO B€pa PETAEU TOUG

AvandonacTo pépog TG OANG dladikaciag eival ol KOIVWVIKES EKONADCEIG NoU
dlopyavwvovtal katd Tn didpkeia Twv  KAYT, oTig onofeq napeupiokovTal ol
unowniol, ol a§IOAOYNTES Kal AVATEPA CTEAEXN TOU opyaviopou. Me Tov Tpono
autd DJIGETAI N EUKAIPia GTOUG UNowNn®ioug va PdBouv NepIcoOTEQA YIa TOUG
peENOVTIKOUG £pYOdOTEG TOUG, OE €va, «UnoTiBeTal», avenionuo nePIBAANOV.
MPOoCEETE Ta El0aYWYIKG OTN AEEN «UNOTIBETAI»: TA EUNEINA UATIA TWV AEI0AOYNTWV
NAPAKOAOUBOUV CUVEX®G TOUG UNoWn®ioug Kal napoAo nou Sev eNITPENETAl va
ENIKAAECTOUV TN CUMNEPIPOPA TwV Unown®iwv Katd Tn SIGPKEIa ToU YEUPATOG
i Tou deinvou, dev ANOKAEIETAI N CUMNEPIPOPG AUTA va eNNPEAOE! TNV TEAIKA
YV@UN nou Ba oxnpaticouv yiI’ auTtoug.

lMa OAeq TIC doKIMACIES ViVETAI ATOPIKA AvaTPOPODSTNON and ToUug AEI0AOYNTEG
Kal aKOUYOVTal Of AnOWEIG TWV UNOWNQIwY.

MeTd T cupnAipwon Twv epyacidv Tou KAYT, avakoivavovTal EEXwpIoTd oTov
KE&Be UNOWN®IO T ANOTEAECHATA TOU Kal, AV UNAPXOUV aVAYKEG YIa AUECEG
NPEOCAAYEIG, Ol ENITUXOVTEG NPOCAQUBAVOVTAl KAl KATAPTICETAI KAl €vaAG HIKPOG
katéAoyog enaxovTwy. ‘Ocol anoTuxouv anoppinToval.
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Managing the payroll risk

Over the past decade the global marketplace has been experiencing an increasing trend in the number of frequent interna-
tional business travellers and assignees, who every so often undertake international assignments under the encouragement

and coordination of senior management and the human resource department. It is not uncommon to see foreign employ-
ees as part of a Cypriot business team who undertake short as well as long termassignments into Cyprus.

Frequent international business travellers and assignees into Cyprus
may trigger income tax and social security risks to both themselves
and their employers. Non-compliance with Cypriot employment tax
rules and regulations may be a result of the employer and employee
not being familiar with Cypriot income tax and social security
provisions and requirements.

KNOW THE OBLIGATIONS - TAXATION OF INDIVIDUALS

o

PETROS LIASSIDES

Dividend, interest and rental income from Cypriot sources received
by non resident Individuals is not subject to any withholding tax/
SDC in Cyprus.

Shares, performance share units and stock appreciation rights
Should the Individuals receive shares, performance share units
or stock appreciation rights in Cyprus, on the assumption that
such benefit is not received as a benefit in kind or associated to
employment exercised in Cyprus, it is not considered to be Cypriot

Petros Liassides is a

IN CYPRUS
Cyprus taxes the worldwide income of its residents, while non-

Member of the Board at
Ernst & Young Cyprus

source income and therefore not subject to tax in Cyprus.
In case the shares, performance share units and stock appreciation

specialising in human . . . .
residents are only taxed on certain income derived from sources Cappital andp%lyroll related  11ONts regard a foreign entity, the retumn on such instruments and

within Cyprus. Income from employment exercised within Cyprus is
considered as Cyprus-source income in this respect.

A person is considered to be a tax resident of Cyprus if he/she is present
in Cyprus for more than 183 days in any calendar year. For the purpose of
calculating the days of residence in Cyprus, the day of departure from Cyprus is
considered to be a day out of Cyprus, the day of arrival into Cyprus is considered
to be a day in Cyprus, the arrival in Cyprus and departure from Cyprus on the
same day is considered to be a day in Cyprus, and the departure from Cyprus
and return to Cyprus on the same day is considered to be a day out of Cyprus.
The Personal Income Tax (“PIT”) rate for individuals is divided into brackets. The
first EUR 19,500 of taxable income is not subject to Income Tax. On the excess
income, Income Tax is levied at a rate of 20% (EUR 19,500 to EUR 28,000), 25%
(EUR 28,000 to EUR 36,300) and 30% (over EUR 36,300).

The Cypriot Income Tax law allows for deduction of certain expenses such
as donations to approved charitable organisations (100%), contributions to
approved provident funds, pension funds or medical funds (limited to 1/6th of
the gross income taxable in Cyprus).

TAXATION OF NON RESIDENT INDIVIDUALS

In case the Individuals who plan to move to Cyprus, do not become tax
resident of Cyprus in the year of their move (or in any subsequent years)
they will be taxed in Cyprus as follows:

Employment income

Remuneration received for employment exercised outside Cyprus is not subject
to Cypriot PIT. Remuneration received for employment exercised in Cyprus is
subject to PIT at the ordinary rates as referred to above. This means that the
tax consequences depend on where the individuals will actually physically carry
out their work. If this is (partly) in Cyprus, the salary is (partly) taxable in Cyprus,
unless a double tax treaty becomes applicable which may grant the sole right of
taxation to another jurisdiction.

The amount of remuneration subject to tax in Cyprus is generally determined on
a proration of salary or wages earned i.e. based on the number of workdays in
Cyprus as a proportion of workdays in the year.

Dividend/ interest/ rental income

Dividend, interest and rental income from abroad, for non residents, is not
considered to be Cypriot source income under Cypriot Income Tax law and thus
not subject to tax in Cyprus. Such income is also not subject to Special Defence
Contribution (“SDC”)in Cyprus.

tax matters.

any capital gain upon sale of such instruments should not be
considered to be Cypriot source income and therefore not subject
to tax in Cyprus.

TAXATION OF CYPRIOT RESIDENT INDIVIDUALS

In case the Individuals who plan to move to Cyprus become tax residents of
Cyprus in the year of their move (or in any subsequent years) they will be taxed
in Cyprus as follows:

Employment income

Remuneration received for employment exercised outside Cyprus for a foreign
employer for a period exceeding 90 days in aggregate in a tax year is exempt
from tax in Cyprus.

Remuneration received for employment exercised in Cyprus is subject to PIT at
the ordinary rates mentioned above.

Remuneration received for employment exercised abroad not exceeding 90
days in aggregate in a calendar year is in principle subject to tax in Cyprus
but may be exempt in case a convention for the avoidance of double taxation
becomes applicable. It is noted that in the absence of a treaty and based
on domestic legislation’s unilateral relief provisions, credit can be claimed in
respect of tax paid abroad for the same income and for the same tax year may
be credited against the Cypriot tax payable on such income.

In addition, as of the year following the year of commencement of employment
and for the next two years (i.e. total of 3 years), an individual who was resident
outside Cyprus before the commencement of his/ her employment, is entitled to
an expatriate allowance, deductible from his/her taxable income, of EUR 8.550
or 20% of the remuneration received whichever is lower.

Business income

Residents are subject to PIT at the above mentioned income tax rates on self-
employmentincome. Taxable income includes profits and gains from any trade,
business, profession or vocation. Expenses are allowed in as far as they are
incurred wholly and exclusively for the production of (taxable) income and can
be supported by evidence.

Dividend income

Dividend income of resident individuals derived from both Cypriot and foreign
sources is exempt from PIT in Cyprus but subject to 15% SDC. Tax paid abroad
on foreign source dividends for the same income and for the same tax year may
be credited against the Cypriot SDC payable.

Interest income

e
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Interest income on bank deposits, bonds, etc, derived from both Cypriot and
foreign sources is exempt from PIT but subject to 10% SDC in Cyprus. Tax paid
abroad for the same income and for the same tax year may be credited against
the Cypriot SDC payable.

Rental income

Rental income of resident Individuals from both local and foreign sources is
subject to PIT and SDC. The rental income (minus allowable expenses of 20%)
is subject to PIT together with the individuals all other income at the ordinary
tax rates. SDC is levied on 75% of the rental income at the rate of 3%. Tax paid
abroad for the same income for the same tax year may be credited against the
Cypriot tax payable.

SHARES, PERFORMANCE SHARE UNITS AND STOCK
APPRECIATION RIGHTS

Should the Individuals receive shares, performance share units or stock
appreciation rights in relation to their employment in Cyprus, such benefit
should be considered to be a benefit in kind associated with employment and
as such taxable as part of their emoluments.

Gain on sale of shares is exempt from tax in Cyprus. If performance share
units and stock appreciation rights can be considered as securities then any
gain realized upon a future sale thereof should be exempt from tax in Cyprus.
Securities are defined in the tax law as shares, bonds, debentures, founders’
shares and other titles of companies or other legal persons, incorporated under
alaw in Cyprus or abroad, and options thereon.

Gain on sale of assets

Gains realized by an Individual resident in Cyprus upon the sale of an asset
would only be subject to PIT if such gain can be considered as being of a

trading/ revenue nature. In respect to whether the gain can be considered as
capital in nature as opposed to trading in nature, various criteria would have to
be considered including, the subject matter of the realization, the length of the
period of ownership, the frequency or number of similar transactions by the
same person, the source of financing of the transaction, supplementary work
on or in connection with the gain realized, the circumstances for the realization
and the motive.

Cypriot CGT is levied at a rate of 20% only with respect to profits realized upon
a disposal of immovable property situated in Cyprus as well as on the sale of
shares of companies the property whereof consists also of immovable property
situated in Cyprus.

CROSS-BORDER TAX CONVENTIONS

As noted above in case of a convention for the avoidance of double taxation
between Cyprus and the employee’s home country, employment income
earned in Cyprus may be exempt from taxation. The employer will have to
examine the various criteria of the applicable convention to determine if the
remuneration earned in Cyprus may be exempt from Cyprus PIT. When looking
at an applicable convention it needs to be considered if the employee is working
in Cyprus for less than 183 days in a period; if the payment being made to the
employee is paid by or on behalf of a tax resident of Cyprus; or if the burden of
the remuneration earned in Cyprus is borne by a permanent establishment in
Cyprus or is there a cross-charge to Cyprus for this.

KNOW THE OBLIGATIONS - PAYMENT OF TAXES
Income Tax - Pay As You Earn
Cypriot Income Tax on salaries is levied based on the Pay As You Earn (“PAYE”)
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principle. The employer of the Individual should register for Cypriot Income Tax
purposes, withhold Income Tax from the employee’s salary and remit this to the
tax authorities by the end of the following month.

At the end of every year the employer has an obligation to furnish each
of its employees with a certificate of emoluments (Form I.R. 63), detailing
their remuneration (including benefits in kind) for the year, social insurance
contributions, other fund contributions and PAYE tax deducted at source.
Upon commencement of employment and at the beginning of every year, the
Individual would need to inform the employer (by filling out Form I.R. 59) about
any items that may lower his taxable income (e.g. life insurance premium,
medical insurance premium, etc.) in order to ensure that the employer is to
deduct the correct amount of PIT during the year. Additionally, the Individual
may declare (via the Form I.R. 59) to the employer any additional taxable income
on which the employer will withhold PIT as part of the payroll run.

Provided that the employee’s gross income will exceed EUR 19.500 in a
calendar year, the employee will have an obligation to file a personal income tax
return (Form I.R.1) not later than 30 April of the year following the year to which it
relates (e.g. the tax return of 2010 would need to be filed by 30 April 2011). The
personal income tax return must be accompanied by the employer’s certificate
of emoluments (Form I.R.63) mentioned above.

Income Tax — other than employment income

In case the Individuals are to receive income subject to income tax other
than employment income, such income needs to be included on the above
mentioned .R.59 as well as declared in the Individuals’ yearly tax return with
any tax due payable upon receiving an assessment from the tax authorities.

DEFENCE TAX

Defence Tax on interest and dividend income is deemed to be due by the end
of the month following the month of receipt of such income.

Defence Tax on rental income is deemed to be due on 30th of June for receipts
during the first half of the year and the 31st of December on receipts in the
second half of the year.

Interest of 5% per annum is applicable on late payment calculated on a daily basis.

KNOW THE OBLIGATIONS - APPLICABLE SOCIAL INSURANCE
RULES IN GENERAL

The Cypriot Social Insurance Scheme

The Cypriot Social Insurance Scheme provides among others for coverage for
old—age pension, sickness, maternity, work injury and unemployment benefits.
Social Insurance contributions are compulsory for every person gainfully
occupied in Cyprus either as an employed person or as a self-employed person.
In general, an employee is subject to the Cypriot Social Insurance system if
he carries out work in Cyprus for a Cypriot employer. Employees that do not
exercise their employment in Cyprus generally do not fall within the scope of the
Cypriot Social Insurance regulations. Persons working abroad in the service of
Cypriot employers are allowed, under certain conditions, to be socially insured
in Cyprus voluntarily.

Employees working in Cyprus are liable to pay Social Insurance contributions
in Cyprus provided that these persons have their ordinary residence in Cyprus.
This is determined by reference to the following indicators:

* The duration and continuity of the person’s stay in Cyprus;

* The family situation, especially the place where the family resides, the place
where the children are educated and family ties;

* The nature of the business, including the terms of employment, the period of
the contract of employment and the total period of employment;

* The country in which the totality of a person’s income is taxed irrespective of
the source of his income;

* The intention of the individual as it appears from the facts and information
contained in his application.

Based on the above, only individuals that are exclusively working outside
Cyprus or that come to Cyprus for short intervals of time may have no obligation

to be insured in Cyprus.

BILATERAL SOCIAL INSURANCE CONVENTIONS

Cyprus has entered into bilateral social insurance conventions with a number of
countries. Such conventions should be carefully reviewed as a person who is
employed abroad and sent by his employer to work temporarily to Cyprus, may
continue to be insured and his employer should continue to pay contributions
to the home country as long as the temporary employment does not exceed a
defined period of time.

EU LEGISLATION

Based on EC Regulation No 883/2004 about Social Insurance within the
European Union (“EU”), an individual should as a main rule, be insured only in
one member state.

According to this Regulation, an Individual who pursues an activity as an
employed person in a Member State on behalf of an employer which normally
carries out its activities there and who is assigned by that employer to another
Member State to perform work on that employer’s behalf shall continue to be
subject to the legislation of the first Member State, provided that the anticipated
duration of such work does not exceed twenty-four months and that he is not
sent to replace another person.

In case an EU national is working in two or more EU countries for only one
employer, the following tie-breaker rule must be applied:

* The employee should be insured in his country of residence if he is partly
working (“pursuing his activity”) in that country or if he is working for more than
one employer which have their base or residence in several member countries);
* The employee should be insured in the country where his employer has
its residence, if he is not living in any of the member states in which he is
performing his employment duties.

The outcome of application of the above rules highly depends on the facts and
circumstances of the case of each Individual.

RATES, THRESHOLDS AND UPPER LIMITS

Under the Cypriot Social Insurance Scheme, contributions to the Social
Insurance Fund are made monthly on the gross emoluments of each employee
up to a maximum amount, which is changed every year. A contribution is to be
paid by both the employee and the employer. The term ‘emoluments” includes
any remuneration derived from employment (such as salary and commissions
paid), but it does not include ex-gratia payments and occasional bonus paid to
employees.

Employees must contribute 6,8% of their gross salary income to the Social
Insurance Fund (this amount is to be withheld from the employees’ salaries by
the employer and remitted to the Social Insurance Department).

As an employer, a Cypriot company has to make Social Insurance contributions
for all its employees working in Cyprus. The employers contributions amount in
total to 10,5% which consists of:

* 6,8% to the Social Insurance Fund (similar to the employee’s part); and

* 0,5% to the Human Resources Development Fund; and

* 1,2% to the Redundancy Fund; and

* 2% to the Social Cohesion Fund.

As mentioned above, the maximum level of income on which Social Insurance
contributions are paid (“the insurable earnings”) is revised every year. For 2011
the maximum amount of insurable earnings for the purpose of contributions
was capped at EUR 4.342 on a monthly basis (i.e. EUR 52.104 on a yearly
basis). If the actual earnings are higher than the maximum amount of insurable
earnings, no contribution is paid on that higher amount. It is noted that
contributions to the Social Cohesion Fund are not capped.

This article provides an overview of the Cyprus Tax System and is intended
for general guidance only. For any specific matter, reference should be made
to professional advisors. The tax advisors of Ermnst & Young will be pleased to
discuss any issues that are of interest to you.
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K# vaq Tov 2011
WG ETOVG TIPATIVWY SEELOTﬁTCOV

Apxn Avantuénc AvBpwnivou Auvapikou Kunpou

Ta tedevraia ypovia o mhavirng pag Ppioketar avipétwmog pe Stapkas kAipakovpeves onpavTikés kApatikés allayés
ka e pia Slapkag eveduevy emoeivwon tov wepipdMoviog. H Evpwraixi Evwoy, auveidiromoidvag tny aviykn
)Ujlwyg UETPWY, Exel m@op[aa ot Ziparnyiki) <Evpamn 2020> wg éva amd Tovg Tpels Kipiovg Topels TpotepaidTrTag
i &ampq’myq ava’mqu uéoa amo Ty ouco&)’wmy utag mo a7r050m<;7’g 0TI XPHON TOPWY, Tlo TPATIVHG Kal Tio
avrarywviotikig okovopiag. O atdyos avtds cvpPadiler amdvra pe iy eximovy mpoondBeia yia va Eemepdoovye Ty
okovopkrj kpion al\d kai va mpoetoipaotobye kardMnAa yia iy mepiodo wov Oa axolovBioe..

H oTpopn npog Tnv Npdaivn oikovopia, N onoia €xel wg eNakOAOU-
60 TNV avanTuén VEWV ENIXEIPNUATIKWY OPACTNPIOTATWY AN Kal TNV
avand@EUKTN UNoxwenon AAAwY, eNnPedlel oe onpavTiko Babud Ty
ayopd epyaciag. Kard cuvéneia n anacxOANon avauéveTal va enn-
peaoTel péoa and TNV NOCOTIKA KAl NOIOTIKA SIApOPOnoincnN APKETWY
and Ta UPICTAREVA ENAYYENIATA, TNV AVTIKATACTACN A akOUN Kal TNV
eEAAEIPN opIopévwy BECEWV Epyaciaq aAG kal Tn dnuioupyia VEwv

OIKOVOUIKAG dpacTNPIOTNTAG Kal ENAyyEAUaTa and GAo To GAcua
OPACTNPIOTATWY TNG KUMPIOKAG OIKOVOWIOG Kal o€ auth To 2009
Bpiokovtav 10 21,6% Twv anacxohoupévwy. AnAadn 1 otoug 5
anacxohoupevoug TG Kunpou evidoceTal oTnv Npdcoivn OIKOVO-
pia. Ta nocootd autd duwg dlIaPEPOUV oNUAVTIKA avaAoyd e
TOUG TOWEIG OIKOVOUIKNG OpacTNpIOTNTAG.

H npdaoivn oikovopia Tng Kunpou avapéveral va anaoxoAei 87.800

| i ) i ) NIKH MATOAIOY ) j ) i i
B€oewv epyaciag oe TOPEIG TG NPACIVNG OIKOVOWIAG. Tpoedpog Atorrricon dropa 10 2013 oe ouykpion pe 83.157 atopa 10 2010. Autd onpai-
Baoikri npoUndBeon yia va KatapEéPOULE VA a&lonoINGOULE OTO HEYI- N iwﬁo"’)\wvg Vel au&non katd 1,8% 1o xpovo Tnv nepiodo 2010-2013 oe cuykpl-

pXY]Q \WVATTTV: Y];

OTO TIG EUKaIpieg nou Ba dnuioupyrnoel N npdoivn avdanTugn eival n
Unap&n KaTdAMNAa KaTapTIoUEVoU avBpwnivou duvapikod To ornoio
va JIaBETel TIG anapaitnTeq yvwoelg, OeEIOTNTEG Kal vooTponia.
DUOIKA IO va KATAVONCOULE TIG anapaitnTeg NPAcIVEG YVWOEIG Kal OEEIOTNTEG
ATav anapaitnTo va npoodIopicoUE NPWTA TOUG 6POUG NPACIvN olkovoyid, Npd-
olva enayyéAuata kal Npdoiveg deEI6TNTEG. 210 NAaiclo autd n Apxrt AvanTugng
AvBpwnivou AuvapikoU KUnpou ekndvNoe OXETIKA PEAETN PIE TITAO «EvToniopdg
Avaykwv o€ Mpdoiveg Aegiotnteg otnv Kunpiakr Oikovopia 2010-2013».

‘ETol wg npdoivn olkovopia Bewpouvtal OAeQ o1 dPaAcTNPIOTNTEG MOU NAPdyouV
ayabd kal unNnPECieS via Tn PETpnon, NEdANYN, NEPIoPIoUd, EAAXICTONOINCN Kal
B16pBwon TNG NEPIBAAOVTIKAG ZNIAG OTO VEPD, aéPa Kal £DAPOG KaBwg Kal Ta
npoRAAuaTa OXeTIKA Pe andBAnTa, B6puBo kal oikoouoTtApaTa. AnAadn n npd-
oIvn oIkovopia NEPIANAUBAVEI TEXVOAOYIEG, MPOIOVTA KAl UNMNPEGIEG MOU LEIMVOUV
ToV NEPIBAAOVTIKO KivOUVO Kal eEAaxicTornolodv TN pUnavon Kai TG avAyKeS O
PUOIkoUG Ndpoug. O dpacTNPIOTNTEG TNG NMEACIVNG OIKOVOUIAG KATAVELOVTAl GE
2 OPAdEC: TIG OPACTNPIOTNTEG NEPIBAMOVTIKAG NPOCTACIAg Kal TIG dpactnpioTh-
TEG DIAXEIPIONG NOPWV.

Mpdoiva enayyéAuaTa eival ol BECEIG Epyaciag oe GAOUG TOUG TOUEIG TNG OIKOVO-
piag nou cupBdAouv oucIacTIKA oTh dlaTAENoN i TNV anokatdoTacn Tng noloTn-
TaG TOU NEPIBAANOVTOG KAl LEIDOVOUV TOV NEPIBAMOVTIKO QVTIKTUMO TWV EMIXEION-
OEWV KAl OIKOVOUIKWY TOPEWY OE QeIpdpa enineda. MapdAnAa, npénel va eival
KOAEQ BECEIG Epyaciag ol oMnoieg va Napéxouv Kahoug picBoug, acpaleic ouv-
ONKEG EPYAOIg KAl VA KATOXUPWVOUV Ta SIKAIWUATA TwV EQYAOUEVWV.

Me Bdon Tnv exkteTapévn avaiuon g dieBvoug RiBNoypapiag kai Toug dIEBVEIQ
opIopoUg EYIVE YIa MPWTN Popd NPOCdIOPICHOS Kal avAAucn TN NPACIvVNG OIKO-
vopiag Tng KUnpou oTtn BAcn UPICTAUEVWY TOMEWV OIKOVOUIKAG dpacTnpidTn-
TaG Kal enayyeAUdTwy. H npdoivn oikovopia Tng Kinpou anoteAeital and Toueiq

AvBpamvov Avvagukod

on pe 1,4% 10 Xpovo yia Tnv undloinn olkovopia. Kard t didp-
kela TG nepidbdou 2010-2013 otnv npdoivn olkovopia Tng Kunpou
nPoBAENETAI VO NAPOUCIACTOUV AVAYKEGS YIa anacxdAnon nepinou
11.400 atdpwv wg anotéAeopua 5.700 vEwv BEcEwV Epyaciag Kal GAAwY TOCwWV
QVAYKWOV AOYW HOVILWY ArOXWPNCEWV.

Atpopnxavi Tng avdantuéng Tg npdoivng OIKOVOUIag eival O TPITOYEVAG TOUE-
ag, dnAadn o TOPEAG TwV UNNPECIWY, Ornou Ty nepiodo 2010-2013 Ba napou-
olaoTouv avaykeg anacxoAnong via 1.600 droua 1o Xpdvo ol Oroieg apopouV
1.200 véeg Bécoeig epyaoiag kal 400 anoxwpnaoeig To XpOvo. 2XTo OEUTEPOYEVA
Topéa 0 onoiog nepidauBaver Tic Kataokeuég, Tn Metanoinon, Tnv Mapaywyn
evépyelag, v Mapoxn vepou, eneepyacia AupdTwy kal Slaxeipion anoBARTwY
Ba napouciacTouv avAaykeg anacxdéAnong yia 1.200 dtopa 1o Xpovo e dIapope-
TIKA GUWG KaTavoun agou ol VEEC BEoEIG epyaciag eival nepinou 500 kai ol ano-
XwpNoeig nepinou 700 1o XPOVO.

KUplog poxAdg avanTtugng T npdoivng olkovopiag Tng Kunpou eival Ta enay-
YEANUQTa avidTEPOU EMNESOU, ONACdN ENAYYEAUATA VI T Oroia anaiteitar yeta-
AUKeIaKA A ToIToRAaBuIa eknaideucn. ZTa enayyéAUaTa autd avauéveTal va dnpi-
oupynBouv nepinou 600 véeg BETEIG epyaciag To xpdvo Tnv nepiodo 2010-2013
evw Ba napouociacTolv kal 300 anoxwpnoelg aveRaZovtag TIG CUVONKEG avda-
YKEG anacxdAnong ota 900 ATopa To XpOvo. 2Ta ENayyENJATA PECOU EMNEDOU,
onou katd kavova anaireital deutepoBabuia eknaideuon, Tnv nepiodo 2010-
2013 avapéveral va napouciacTolVv CUVONKEG avAYKEG anaoxOAncnG nepinou
1100 atépwv To xpdvo ol onoieg karavéuovtal oe 300 VEeg BETeIG epyaciag Kal
o€ 800 anoxwpnoelg.

Méoa and 1o €pyo autd dIanIoTWONKE OTI N PETARACN NEOG TO IOVTEAO TNG AEl-
@OPOU avdanTuéNg Kai TG NPACIVNG OIKOvVouiag dnuIoUPYEl TNV avavkn yia 34
VEa npdoiva enayyéNJATa Ta onoia oTnv NAEIOVOTNTA TOUG €ival QVWTEPOU Eni-
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nédou. TEToIO avTEPOU eMNEDOU enayyénaTa eival ol AlEuBUVTEG napayw-
VAQ OE NAPKA PWTOROATAIKWY Kal AIOAIKAG EVEPVYEIAG KAl OE OVADES aPaAATW-
ong, ol AIEUBUVTEG Napaywyng oTnv napaywyn Blokaucipwy, ol EpeuvnTég noA-
TIKOI UNXavikol, oI EvEpyeiakol uNxavikoi Kal EUneIpoYVWUOVES, ol EniBewpnTég
ouoTNPdTWY KANILaTIopoU Kal Bépuavong, ol Mnxavikoi napaywyng oe ndpka
PWTOROATCIKWY Kal AIONKNAG EVEPYEIAG Kal BIoKAusiuwy, o Mnxavikoi nepIBAA-
Aovtog, ol IMepiBaAhovTikoi €10Ikof, cUUBOUAOI Kal EAEYKTEG Kal ol Eidikol otn
VeEwpyia akpiBeiag.

Anpioupyouvtal eniong véa npdoiva enayyénJaTta nou Oev anairouv NTuxio
NavenioTNUiou 6nwg ol TEXVIKO! EyKATACTAONS AVTIPEUMAVTIKWY CUCTNPATWY, O
Texvikol eykaTdoTaong Kal cUVTAPNONG GWTOROATAIKWY Kal NNIAKWY CUCTNUG-
TWV, AVELOYEVWNTPIWV KAl JNXaAVNUATWY Napaywyng Rlokaucitwy, ol XeIpIoTEQ
€YKATACTACEWV BIaXeipIoNg anoBANTWY Kal AnopEIPKATWY, Ol XEIPIOTEG EYKATA-
OTACEWV AVAKUKAWONG UNIKWY, Of XEIPIOTEG NXAVMV NAPAYwyns BIOKAUGTUwWY
Kal O ZUVAPUOAOYNTEG PWTOROATAIKWY NACICIWV.

Méoa and Tn UENETN evTonioTnNKav oI VEEQ NPAcIVEG OeEIGTNTEG oI onoieg eival
avaykaieg yia 1o avBpwnivo duvapikd Tng Kunpou. AUTEG anairolv Kupiwg
UWNAG Babuod eEeidikeuong kal OXETICOVTAl E TNV ANOKTNON YVWOEWV YIA TIG
VEEG NPACIVEG TEXVOAOYIES, TNV NEPIBAANOVTIKA VOUOBEGI Kal Ta NEPIBAAOVTIKA
¢ntpara. MapdMnAa dIanicTWONKE N avAaykn yia andkTnon UQIoTAPEVWY OeElo-
TATWV KATAAMNAC NPOCAPHOCHEVWY OTIC AVAYKECS TNG NMPACIVNG OIKOVouiag Onwg
efvaln dlaxeipion €pywv, 0 oTPATNYIKOG OXEDIACHOG, N EMIXEIPNUATIKOTNTA, N BEA-
TicTonoinon diadikaciwy, N diaxeipion npocwnikoU kal n diaxeipion noibTNTAg.
lMa v eniteugn Tou oTdxou TNG RILCIUNG avanTuENg eival AkPwS AnapaitNTEG ol
Baoikég kar yevikég DeEIOTNTEG ONWG N ENIKOIVWVIA, N IKavOTNTA ABNoNG, N oua-
SIKOTNTA, N dNUIOUPYIKATNTA, N KalvoTopia, N avaAnywn npwtoBouliag, or Se&io-
TNTEG NANPOPOPIKAG, N EVENIEIC Kal N NEPIBAANOVTIKN CUVEIDNCN evw eival kaBo-
PIOTIKOG 0 PONOG TWV BACIKWY OEEIOTATWY dNAASA TWV ENICTNUWY, TNG TEXVOAOYI-
ag, TNQ PNXAVIKAG KAl TWV JaBNUaTIK@OV.

H peAétn TG AVAA evtodnioe 52 upioTApEVa enayyENJATA Ta ornoia €xouv auén-

"Koprog poyAdg m

UEVEG avAykeg o npdoiveg Oe&I6TNTEG and Ta onoia 30 eival avwTePoU eniné-
dou Kkal 20 péoou eninédou.

Ta onpavrikOTEpa enayyéAUaTa avmdTepou emnédou eival o AIEUBUVTEQ
Kal Ol avOTEPOI KUPBEPVNTIKOI AEITOUPYOi, oI XNUIKOI, oI APXITEKTOVEG, Ol
Mnxavikoi (MoAmkoi, HAekTpoAOyol, MnxavoAdyol, Xnuikoi, Mapaywyng kai
TNAEMIKOIVWVIDV), 0 AVOAUTES KAl MPOYPAPUATICTEG NAEKTPOVIKWY UMOAOYICTWY,
ol BioAdyol, o1 ZwoAbyol, ol lewndvol, o AoyioTEG, ol Nopikol, of OIKoVoUoAOYOl,
ol ZUpRoulol, ol Texvikoi BonBoi xnueiag, or Texvikoi BonBoi NAEKTPOVIKWY UMno-
AoyioTayy, ol Texvikoi BonBoi BioAoyiag, yewnoviag kar dilatipnong edAMOUG Kal
ol Eidikol cuoTnudtwv dpdeucng Kai JIaxeipiong yng.

And Ta enayyé\uara pécou ennéEdou Ta onpavtikotepa eival ol Tewpyoi, ol
Ktnvotpdpol, or Wapddeg, ol Eniotdteg gpdppag, ol Oikodopol, of KaAouwindeg,
ol [MNeAekdvor kal ZuAoupyoi, oI TEXVITEQ yIa GTACIO OKEAETOU, OI TEXVITEG anopo-
VWOEWV, 0l TonoBeTNTER TCAIWV, OF YOPAUNIKO, 0l ZUYKOANTEG, of HAEKTPOAOYOI,
01 ZUVTNPNTEG INXAVNUATWY Kal O XEIPIOTES INXAVWV NApaywync.

lMa va eival oe Béon o1 eNIXEIPACEIG VA QVTILETWNICOUV PE EMITUXIA TIG ENEPXO-
JEVEG ONAVEG, €xouv avaykn and avBpwnivo duvapikd nou va dIabétel npdol-
veg OegoTNTEG. Mpog TNV KateUBuvon auth n AVAA éxel eknovAcel EIDIKO 2xEDIo
Mpowbnong Twv Mpdoivav AeglotiTwy otnv Kunpiakr Oikovopia To onoio nepIAap-
Bdvel NoIkNeg, AAMNAOCUUNANPOULIEVES KAl EMKEVTPWUEVES OPACEIG NOU aneuby-
VOVTal OE ENIXEIPACEIG, EPYAlOUEVOUG KAl AVEPYOUG O 3 MUAWVEG OPACEWV:

¢ MpowBnon Mpdoivwv AggIoTATWV YIa AvEpyoug

¢ MpowBnon Mpdoivwv AggloThtwy yia Enixeipioeig kar AnacxoAoUpevousg
¢ Evioxuon Ynodouwv kai ZuoTnudtwy yia MNpowenon twv Mpdoivwv Aeglothtwv
H andéktnon npdoivwv Se€oTATwy and Toug avépyoug N onoia CUPBAAE oTn
BeATiwon TNG ANACXOANGIIOTNTAG TOUG KAl GTNV KATACTOAN TNG AVEQYIAG Mpow-
Beital uéoa and 4 enikevipwpéveg dpdoeic. Méoa and T OPACEIG AUTEG NAPE-
XOVTal EUKAIPIEG KATAPTIONG O€ Avepya dToua pe Baoikn enidiwén Tnv ouciacTr-
KA BEATIWON TWV NPACIVWY YWHCEWV Kal DEEOTATWY TOUG WOTE Va KATACTEN duvVa-
™ N napaywyikn évragn Toug otnv anacxéAnon. MNpdoBeTa napéxovrtal kivntpa

THG Tpdovng otkovopiag Tng Kumpov sival ta

emayyEMaTe avOTEPRDIETITEO OV, SHAadY] emaryyEApaTa Yia Ta omoia arauteita
uETaAvketaki 1) TprroPabua ekmaidevon.”

i
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o€ EPYODOTER VIO VA NMPOCPEPOUV BETEIG aNAoXOANCNG, MPAKTIKA KATAETION KAl
£PYAOIOKN Neipa oe avépyoug KaBwG Kal o andgoiToug TpItoBabuiag eknaideu-
oNG aM\d Kal va avTIKATaoTACOUV TOUG MPOCWPIVA AnAcXOAOUHEVOUG aANoda-
noug and TPITeG XWPEG pe KUNpIoug Kal KOIVOTIKOUG avEPYOUG.

Méoa and Tiq OpAceIq auTES O AVEPYOI AMOKTOUV NMPACIVES YVWOEIG Kal OEEIOTN-
TEG 0€ B€paTa Onwg ol VEEQ NPACIVEG TEXVOAOYIES, N NEPIBAAOVTIKA vouoBeaia,
0 OIKOAOYIKOG OXedIaop6G, N dlaxeipion evép-
YEIOG KAl QVaVEWCIPWY MNYWMV EVEPYEIAG, O
UMNOAOYIOHOG TNG EVEPYEIOKNG anddooNng K-
piwv, N eykaTAoTACN KAl CUVTAPNON AVTIPPU-
NAVTIKWV CUCTNPATWY, (PWTOROATAIK®WY Kal
NAIOKWOV CUCTNPATWV KAl QVEUOYEVWNTPIWY,
n dlaxeipion anoBAATWY Kal anoppIRPATwY,
N avaKUKAWON UNKWV Kal N cuvappoAdynon
PWTOROATAIKWY MACIGIWV.

‘Etol npowBeital n anacxdAnon Twv avepywv
oe VEa N u@ioTdpeva npdoiva enayyeaua-
T4 YIO TG OMOoia NAPATNEOUVTAI AVAYKEG OTNV
ayopd epyaciag kai Pe Tov 1p6no autd avt-
peTwNICoupE, o KAMolo Babuod, TIG CUVENE-
€G TNG OIKOVOMIKNG kpiong. Mapadeiyuara
TETOIWV MPACIVWY ENAYYEAUATWY OTNV NEPi-
nTwon Twv and@oItwy TPIToRABUIag exknak-
deuong eivar or AIEUBUVTEG €pyooTacinwv Kal
napaywyng, of XnUIKoi, oI APXITEKTOVEG, Ol
MepiBaAovTog,

Mnxavikoi  (Evepyelakoi,

MoAimikoi,  HAekTpoAOYOIl,  MnxavoAbdyol,
Xnpikol, Mapaywyng kai TNAENIKOIVWVIWY),
ol MepIBaMOVTIKOI €101KO!, GUPBOUAOI KAl EAE-
YKTEG, Ol AVOAUTEG KAl MPOYPAUUATIOTEG NAE-
KTPOVIKWV UMOAOYIOTWY, Ol BioAdyor kai ol
lewndvol evw otTnv nepiNTwon Twv and@or-
Twv OeuTEPORABUIOG eknaideuong eival ol
Oikodopol, o YOPAUNIKO! kall TEXVIKOf eykaTa-
OTAONG CWARVWY, Ol ZUYKOAMNTEG Kal KOMTEG
UETANOU, ol Texvikoi eykatdotacng Kai
OUVTAPNONG  QVTIDPUNAVTIKWV OUCTNUATWY,
PWTORBOATAIKWOV KAl NNIAKWY CUCTNIATWY Kal
QVEUOYEVWNTPIWY, Ol XEIPIOTEG EYKATAOTACE-
wv dlaxeipiong anoBATwy Kkal anopEIPpa-
TWV KAl QVAKUKAWONG UNKWV Kal ol TEXVIKOI
OUCKEUWV YUENG Kal KNIATIooU.

H andktnon npdoivwy yvwoewv Kar OegloTr-
TWV and ToUug anAoXOAOUUEVOUG CULRAME!
oTN dIATAPNCN TOUG OE £0YACIA KAl NAPAAN-
AQ OUVEICREPEI OTN PEiWON Twv NEPIBAMO-
VTIKWOV €NINTWOEWY and Tn dpacTtnpionoinon
TWV ENIXEIPNOEWV KABWE KAl OTN EVIOXUON TNG QVTAYWVIOTIKOTNTAG TWV EMIXER
pRogwy, oTNV aUENoN TNG NAPAYWYIKOTNTAG Kal oTn BeATIWoN TNG NOIOTNTAG TWV
NPOCPEPOUEVWV MPOIGVTWY KAl UNNPECIWV. AUTA NPOwBE(Tal YEoa and 7 enike-
VTPWUEVEG OPACEIG,.

Méoa and Tig Spdoeig auTeG eNIBIKETAl N AvaBABUIoN TwV NPACIVAWY YWHMOEWV
Kal OEEIOTATWY EPYOOOTOUUEVWY OE EMIXEIPNCEIG UE TN CUMETOXNA TOUG GE Mpo-
ypduuaTa katapTiong ite otnv KUnpo n oto eEwTePIkO Kal NApAANAC Npowoei-
Tal N ANOKTNON ENAYYEAUATIKWY NPOCOVTWY. [1poTepaidtTnTa divETal OE TOUEIG
NG Npdoivng olkovopiag 6nwg n Metanoinon, n Mapoxr NAeKTPIoHOU Karl puoH-
Kou aepiou, n Mapoxn vepou, enegepyacia AupdTwy Kai diaxeipion anoBAATwY,
o1 Kataokeuég, n Evnpépwon Kai enikoivavia Kai ol EnayyeEAUATIKEG, ENICTNHOVI-

[

"H andxtnon apdotvwy
Yvooewy Kat Se§loTTwy
a0 TOVG anacrxé}\ov UEVOVG
oopfBdael oth Sathpryor Tovg
o€ epyacia kat TapdMnla
TUVELTQEPEL OTT) pelwTt) TwY
TP PAMOVTIKWY EMTTOTEWY
ano ™ SpaO‘TY]plOTEO non twv
ETYELPNOEWY kaBwg Kat oTHV
EVIOXVOT TIG AVTAYWVIOTIKOTITAG
ka0 Pektinon g oot Tag
TWY TIPOTPEPOUEVWY TIPOIOVTWY

iy
KO VTN PETLAY.

KEG KaI TEXVIKEG OpaCTNEIOTNTEG.

‘Etol npowBeital n cuvexng enpéppwon pYOdOTOUEVWY CE EMIXEIPACEIC MOU
aoxohouvTal Pe B€uata nou oxeTiCovTal e T PeTARacN otnv NPAcivn OIKOVO-
pia 6nwg o OIKOAOYIKOG oxedIaopog, N nicTonoinon NEPIBAAOVTIKOV NMpoTU-
nwv, N KTIUNON TWV NEPIBAAOVTIKWOV ENMTWOOEWY EQYWY, N YVWON Twv NEPIBAA-
AOVTIKG QEIPOPWY UNK®V, O UMOAOYIOUOG TNG EVEPYEIOKNG anddooNng KTNEiwy,
n yvaon Kal epapuoyn YeBodwv nepIBaiio-
VTIKAG AnokaTrdoTaong, O UNOAOYIOUOG EKMO-
unav dio&eidiou Tou AvBpaKa, N eykatdoTacn
Kal CUVTAENON AVTIPEUNAVTIKWY CUCTNHATWY,
PWTOBOATAIKWY Kal NAIGKWOV OUCTNUATWY Kal
QvePIoYEWNTPIWY, N dlaxeipion anoBAATwv
Kal ANOPPIMHUATWY Kal N AVAKUKAWON UNIKWV.
MapdMnAa npowBeitar N evnuépwon NAvw
ota Béuata autd, IBIKWV OPAdWY AnaoXo-
AoUpevwY 6nwg eival Ta JIEUBUVTIKA Kal avw-
TEQA OTEAEXN EMIXEIPDNCEWY, O OPYAVWTEG KAl
Ol EKNAIDEUTEG MPOYPAUUATWY KATAPTIONG KAl
TQ CUVOIKANICTIKG OTEAEXN.

Baoiki npolnéBeon yia Tnv npowdnon g
anokTNoNG NPACIVWY YWMOEWV Kal OeEIoTA-
Twv and 10 avBpwnivo duvapikd Tou TOMou
efval n Unapgn Twv avaykaiwv unodopwy Kal
ouoTNPdTWY avanTugng avBpwnivou duvapl-
koU. H evioxuon Twv uNodouwY Kal cuoTN-
pATWYV yIa npowdnon Twv Npdoivwy SegoTrh-
Twv Ba NPowBNBEl péoa and 3 eNIKEVTPWE-
VEG OPACEIG.

H npdt dpdon nou eicdyetal 1o a” e§Aun-
vo Tou 2011 npowBel Tnv avdanTtugn Twv ano-
paiTNTWV UNOJOPWY Kal CUCTNPATWY YIa TNV
napoxn TWV avaykaiwv NEAcvwy YVHOEWY,
SefIOTATWVY Kal vooTponiag oTo avBpwnivo
duvapikd Tou Ténou. Me Tn deutepn dpdon
nou kal nAN eicdyetal 1o a’ €EAUNVo Tou
2011 evBappuvovtal dIAPOoPOI POPEIG (ENIXEr-
PACEIQ / opyaviopol Kal AToua) yia TNV €701
paocia kal epappoyn NPOTACEWY NMou va dia-
AauBdvouv TN PEAETN Kal avanTuén agonoin-
OlUWV KAIVOTORIKWV I0EWV 0TO B€ua TnG and-
KTNONG NPACIVAWV YVMOOEWY Kal OEEIOTATWV.
TéNog péoa and To XUoTnua EnayyeAuaTikody
MpocovTwv egeTalovtal o NPACIVES YVWOEIG
kal OeEIOTNTEG TwV ATOUWY Kal MIGToMNoIoUvTal
T ENAYYEAUATIKG NpoodvTa Toug otn Bdon
MpdTtunwv EnayyeAuatikav Mpocdviwy. Ta
Mpdétuna EnayyeAuatikd Mpoodvra oupne-
PIAapBAvVoUV TIG NPACIVEG YVWOEIG Kal OeEIOTNTEG €I0IKG NPOCUPHOCUEVES OTO
NEPIEXOUEVO Kal TIC AVAYKEG TOU KABE eNayyEALATOG.

€ pia npoondBeia NpowOnong Twv NEAoivwy OeEIOTATWY, PE OTOXO TNV EVEP-
yonoinon appédiwy POPEWY Kal Twv CUVEPYATWV TNG AVAA, Tnv euaicBnTonoin-
ON TWV EMNIXEIPNOEWV KAl TNV EVNPEPWON TWV EQYALOUEVWY, TWV AVEPYWV GANG
Kal TOU KOIVOU YEVIKOTEQA YIa TN ONPACIa TNG ANOKTNONG MNPACIVWV YWWOOEWV Kal
SegloTnTwV, T0 AIOIKNTIKO ZUPBOUAI0 TG AVAA anogdoioe Onwg knpuger to 2011
wq Etog Mpdoivwv Aegotitwy. EugAnioToUpE OTI €101 KAl IE EQAATAPIO MPOGHO-
pdg 1o 2011, n Apxrt AvanTugng AvBpwnivou Auvapikou Kunpou Ba oupBdAel
KaBOPIOTIKG OTN YEVIKOTEPN NPOCNABEIa NOU KATABAAMETAI yIa PIa ENITAXUVOE-
VN oTPO®N TNG OIKOVopiag TnG KUnpou npog T npdoivn avantugn.

. Am wnivou
ONE
Kinpaow
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A Study on the motivation
and retention of employees

StepStone Solutions, one of the world's leading suppliers of talent management solutions with over 1600 customers

in SO countries, carried out an online survey on motivation, gathering data from 3000 adults in Germany,
Austria, Norway, Sweden, Denmark, the Netherlands, France, Belgium and Italy
as well as another 2000 adults from a YouGov poll in the UK.

The results revealed a highly diverse set of employee groups in terms
of what motivated them, thus emphasizing the need for employers
to adjust their approaches in terms of attracting, retaining and
developing employees, accordingly.

Five groups emerged from the research, each one characterized
by different attitudes and priorities in terms of their career paths but
also unique in terms of the way they contributed to the company.

work abroad but it is worth discussing this possibility with them if
potentially it could benefit the whole family.

QUALITY OF LIFERS

Their priority is to maintain a good work-life balance, thus making
work fit around their personal needs and having a convenient
workplace. They are less likely to work overtime since they are

Specifically, they were as follows: Cash Chasers, Ladder Climbers,
Bread Winners, Quality of Lifers, Flexibility Seekers

CASH CHASERS

Cash Chasers are often relatively new employees who have not yet
developed a sense of loyalty to the company. They are likely to be
more interested in their own survival rather than that of the company
and are quick to seek new job opportunities if the company is going
through hard times. They are prepared to work overtime but only if
they are paid for it since they are keen to boost their earnings. Of
all the groups, they are most likely to retire early and this requires
financial foresight. They are valuable in the sense that their ingenuity
and often superior knowledge could lead the business in a lucrative
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reluctant to sacrifice their lifestyle for the sake of their job and an
increasing number are considering going freelance or seeking
alternative employment in order to fuffill their need for flexible
working hours. ‘Quality of Lifers’ also place less importance on
promotion but if the company they work for has a code of ethics and
brand they can identify with, they are more likely to remain working
there. If their desire for work-life balance can be satisfied, they can
contribute to the company due to their experience and reliability.

FLEXIBILITY SEEKERS

This group usually refers to the older workers of the company who
are less interested in promotions and more interested in flexibility
than any other group. They are more likely to postpone their

new direction so it is important to be aware of their interests and to

keep them engaged. The majority expect to be in a different position

after 3-5 years. A clear understanding of their future in the company through
open communication will help retain them.

LADDER CLIMBERS

Ladder Climbers seek promotion and prominence and work towards their goal
with a long-term strategy that maximizes their opportunities and profit. The
possibility of promotion is what keeps them loyal to their employer and in order
to get noticed and move ahead, they are likely to provide services over and
above what is expected of them, by putting in long hours, without getting paid
for it. If their career needs aren’t met however, i.e. if they are not given a chance
to prove themselves or do not receive recognition in the form of advancement,
they will look elsewhere. Around a third of them see themselves in a more senior
role within 3-5 years and in comparison to the Cash Chasers, prefer stability so
are less keen to work abroad.

BREAD WINNERS

Bread Winners are family-oriented and are therefore strongly interested in
money. However, even though being the main household earners makes their
income very important to them, they are less prepared to work unsociable
hours in order to earn more. They therefore seek a flexible and convenient
environment, both in terms of hours and location. With regard to loyalty, they
expect to be working for the same company within the next 3-5 years and
are committed to their organization, especially if they can relate to its ethics.
Since they seek stability due to family commitments, they may be reluctant to

London.

retirement in order to earn extra money but their priority is to fit their

job around their original retirement plans. Out of all the groups,
they have the greatest desire to work from home. Their employer’s social
and environmental activities are particularly important to them and as older
workers they have superior experience and interpersonal skills, making them
top candidates for knowledge sharing and company mentoring programmes.
Some are interested in travel opportunities in order to broaden their experience.

OVERALL PURPOSE OF THE STUDY

The purpose of this study was to educate employers on what to ask of each
employee in order to make the most of their talent, fulfill the business’ needs
and improve retention and profits. With much of the corporate world having
undergone major change in the past year, many people are now seriously
revising their long-term work and life plans. Employers are assessing budgets,
succession and retention issues and employees are worrying about possible
redundancies or double work-loads. Some are waiting to make a job move as
soon as the economy stabilizes and this potential loss of talent once the market
picks up plus the job losses entailed so far could leave organizations with a
large number of knowledge gaps. As a result, it is imperative that employers
understand their employees’ needs in terms of what drives them and what their
priorities are and how these might change over time, in order to retain them.
Giving the wrong tasks or offering the wrong rewards to the wrong employees
can increase a company’s retention risk. Once you get to know people as
individuals and discover the contributions they are most willing and able to
make, you can apply this knowledge and reward your employees appropriately,
thus creating a powerful bond that is very hard to break.
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A SUCCESSFUL
STRATEGY

In the short-term, the Human Resource team can
gain valuable information from their employees
by encouraging them to express their career
preferences, strengths, needs and requests for
training and development. This will show that the
employer is a good listener - a vital element in
becoming an employer of choice.

This information can lead to a mid-term strategy
where career-planning programmes
developed giving employees a feeling of stability and clear overview of their
future within the company. Career-plans help employees understand what they
need to do and learn in order to reach where they want to be and also how their
contribution is important to the company in terms of reaching its objectives. With
time, this helps them clarify the direction they want to take, both professionally
and personally.

In the long-term, employee development and commitment requires ongoing

RETENTION

are

"With much of the corpo-
rate world having undergone
major change in the past year,

many people are now seri-
ously revising their long-term

work and life plans'".

-

L

maintenance. Job satisfaction must be
boosted in order to improve productivity and
the company must demonstrate its wilingness
to reward its people appropriately, for their
unique contribution. This could be done
through enhancing employment practices e.g.
providing the choice of flexible hours, working
from home, money or holiday trade-offs and
regular communication plans. In terms of the
latter, some managers are rather reluctant to
have regular reviews with their subordinates
about their career directions and aspirations as they feel that they may not
be able to meet their expectations. However, it is much better to be aware of
your subordinates’ future hopes so that you can at least try to accommodate
them accordingly and avoid a surprise resignation from somebody who was
considered a loyal team member. In many instances, their career move is one
you could have accommodated yourself as an employer, had you known about
their aspirations in the first place.
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Is HRM evidence-based and

does it matter?

From fortune-tellers to football managers and from homeopaths to home secretaries, all practitioners tend to believe quite
strongly that what they do is based on evidence. To challenge this belief is likely to provoke a reaction somewhere between
mild puzzlement and deep offence in most practitioners.

While HR has made great progress in starting to engage
with evidence it still has some way to go, as a profession and
practice, before it can truly claim to be evidence-based or
even strongly evidence-informed.

In these respects, HR practitioners are probably no different. Of
course what is done is based firmly on evidence, isn’t it? And, there’s
plenty of firm evidence around, isn’t there? What about all that CIPD
research, the countless books, Dave Ulrich’s stuff, all those journal
articles, and, of course, all the research conducted here at IES? To
even speculate about whether the work of HR is evidence-based
can just seem plain silly, a little stupid, and even somewhat insulting.

To view it as a stupid question is, however, to misunderstand some
fundamental issues around how practitioners actually practice, what
evidence-based practice is, and the nature of the evidence for HRM.

want to explore these issues here in order to make the case that while
HR has made great progress in starting to engage with evidence it
still has some way to go, as a profession and practice, before it can
truly claim to be evidence-based or even strongly evidence-informed.

WHAT DO HR PRACTITIONERS ACTUALLY DO?

There is little systematic evidence about what HR practitioners
actually do. It is also difficult, given the wide range of contexts in
which HR practitioners work, to generalise across the profession. In
spite of this, it is still possible to identify some of the ways in which
both personal and contextual factors shape both the process and
content of HR work.

What determines what any practitioner in any field does when faced
with a decision about what to do about a particular problem? The
more palatable answer goes like this:

* Drawing on their extensive training and experience, the practitioner
evaluates or diagnoses the problem through collecting valid data;
they identify a range of possible solutions or interventions; carefully
consider the merits and drawbacks of each; implement one or more
of these solutions; and then evaluates what happens.

The less palatable but perhaps more realistic answer is something like:

*Drawing on very limited resources, using the little time available to them,
and working with restricted knowledge about the nature of the problem, the
practitioner identifies the small number of options open to them that might help
solve the problem and then implements one in the hope that the problem might
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familiar?

be solved or at least go away for long enough for them to deal with all the other

things they have to do.

WHICH SOUNDS MORE LIKE YOUR JOB?

While HR has made great progress in starting to engage with evidence it still has

some way to go, as a profession and practice, before it can truly
claim to be evidence-based or even strongly evidence-informed.

THE PROBLEM OF THE QUICK FIX

Another way of thinking about what practitioners actually do is
through the idea of ‘The Quick Fix’. So what is a quick fix? And
what'’s the alternative?

WHAT IS A QUICK FIX?

A quick fix is the rapid implementation of a practice or technique

with the aim of resolving a presenting problem which is likely to:

* not be based on initial assessment

* be strongly influenced by fad and fashion

* provide an answer to a political problem rather than a deeper or
even presenting problem

* be driven by the need to be seen to be doing something

* be championed by an issue-seller or individual who stands to
gain or avoid harm by its implementation

« focus on style and presentation not content or process

* not be evaluated

* not be as quick as had been hoped

* be followed by another quick fix

* become subject to organisational amnesia.

Quick fixes are usually not based on initial assessment and the
content is often determined by whatever HR practice or technique
happens to be in fashion. As has been observed many times, HR
management, like management more generally, is full of fad and
fashion - just look in any bookshop, at HR consultants’ websites,
or some of the presentations and exhibitors at the annual CIPD
conference. The pressures on practitioners to adopt some of
these apparently ‘new’, ‘cutting-edge’, and ‘best =practice’
techniques can be overwhelming.

There are also pressures coming from inside the =organisation which
push practitioners into the quick fix. Perhaps most important is the
pressure to solve political rather than HR problems. Trying to retain
power or prevent political damage results in the implementation of
all sorts of initiatives, practices, and policies which are unlikely to
achieve any meaningful HR objectives. Another pressure, facing

all practitioners, is the need to be seen to be ‘doing something’ even if the best
solution is to do nothing: budgets must be spent and practitioners need to justify
their existence - the quick fix solves these problems perfectly. Does this sound

Individual practitioners who are very keen on career advancement may also
push the quick fix in order to gain status, to get a reputation for being ‘dynamic’,
and to position themselves as deserving of rapid promotion and other rewards.

Such individuals have been called ‘issue sellers’ (Dutton and Ashford, 1993) as
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they first sell an issue to senior management — convincing them that there is a
big, big problem or issue that they really need to deal with. Next, once senior
management has bought this idea and start panicking about finding a solution,
the issue seller is then, of course, also able to offer an apparently brilliant
solution which is likely also to be the worst kind of quick fix. The issue seller
will then be seen as a champion of the apparent solution, a ‘star’ performer, be
rapidly promoted, moved on to other projects and areas, and in many cases
leave a trail of destruction, caused by their quick fixes, in their wake. Does that
remind you of anyone?

Quick fixes, by their very nature, do not bear too much analysis and so, like any
fashion or fad, tend to focus on style and presentation rather than content or
process. They are usually not evaluated, are unlikely to actually fix the problem
and so are followed by another (usually quick) fix. Not surprisingly, organisational
members prefer not to dwell on these failed quick fixes, and, like embarrassing
fashion disasters, soon become forgotten or even denied. Have you observed the
collective forgetting of embarrassing and failed quick fixes?

WHAT IS EVIDENCE-BASED PRACTICE?

One response to the problem of the quick fix is evidence-based practice (EBP)
which makes the obvious and even mundane plea that what practitioners do
is based on evidence about the nature of the problem being tackled and the
efficacy of possible interventions. What surprises most people is that EBP
originated most recently in medicine: the one area in which most of us assume
that, because of the life and death decisions it involves, practitioners are bound
to base the decisions they make on the best evidence.

However, medical practitioners are subject to the same sorts of pressures as
practitioners in any field. A surgeon may perform a procedure because she
or he is very good at doing it, not because it's more effective or less harmful
than other procedures. A general practitioner may prescribe antibiotics without
knowing much about the patient’s condition because the patient expects to get
some sort of medication. A consultant may recommend a set of diagnostic
tests because that’s what has always been done, not because those tests are
necessarily the most valid or relevant.

EBP has become a major, if not revolutionary, movement within medicine
influencing the training of practitioners, what and how medical research is
conducted, how research results are disseminated, and most importantly how
practitioners do their work.

DEFINING EVIDENCE-BASED PRACTICE

(adapted from Sackett et al., 1997)

EBP is about integrating individual practitioner expertise with the best available
external evidence from systematic research in making decisions about how

to deal with problems and issues:

* information needs are converted into answerable questions

* the evidence most able to answer the questions is efficiently gathered

* that evidence is critically appraised for its validity and usefulness

* the results of the appraisal are used to help make the decision

* performance is evaluated.

One of the major challenges of EBP is to find ways of making evidence
from systematic research available to practitioners along with the skills and
support required to make judgements about its validity and usefulness. Most
practitioners in any field, even those who have recently finished training will have
difficulty doing this. We will return to this issue later.

WHAT DO EVIDENCE-BASED PRACTITIONERS DO?

As is clear from the definition of EBP, the role of external evidence from
systematic research becomes highly significant for EBP but absolutely not to
the extent that it dismisses the importance of practitioner experience. Indeed,
one of the major challenges for the practitioner is to find ways of integrating
what they already know from experience with what the research is telling them.

While it is difficult to say exactly what it is evidence-based practitioners do it is

possible, in general, to think about the approach taken by such practitioners
and the sorts of questions they might ask.

EVIDENCE-BASED PRACTITIONERS:

examples of their approach and questions they ask

* Problem-focused: What exactly is the problem or issue that needs fixing?

* Analytic: What is really going on here?

* Questioning and critical: How do | know what'’s going on here? Are my
perceptions valid and reliable?

* Solution-generating: What are the possible responses to this problem?
Which might work and why? Is it better to do nothing?

* Evidence-oriented: How good is the evidence for the apparent problem?
What organisational data do | have? How good is the external evidence from
research about the nature of this problem? What is the evidence for
the proposed solutions?

* Integrating: How does the evidence from research fit with my previous
experience of this kind of problem and what | know about this organisation?

A good example is the problem of high absence. Because of my interest in
stress and absence | have been contacted several times by organisations who
believe they have a problem with high absence caused specifically by stress.
The first thing | do is ask the HR practitioner two simple questions: what exactly
is the absence rate? How does your absence rate compare to norms for your
sector? | find it surprising if not shocking that only a minority seem to know the
answer to the first question and almost no-one knows the answer to the second.
| am not claiming this is common amongst HR practitioners — | do not know —
but it is a good example of how not to be an evidence-based practitioner. In this
case most of the practitioners concerned did not know where there really was
a problem; for example, absence rates could actually have been declining, or
they may have been well below the norms for that sector.

So, how would an evidence-based practitioner approach a similar problem of
high absence?

As this example shows, evidence-based practitioners have to be prepared to
identify and answer sometimes difficult questions and keep reflecting about the
quality and relevance of the possible answers they find. One way of thinking
about what evidence-based practitioners do is that they apply critical thinking
skills to the problems they face, and to the experience and evidence they may
be able use to help them make decisions.

AN EVIDENCE-BASED APPROACH TO THE PRESENTING

PROBLEM OF HIGH ABSENCE

* Do | know exactly what the absence level is?

* Has the absence level changed?

* Do | know what type of absence is it?

* How does the absence level compare to norms for my sector?

* Do | know who is absent and their positions and locations?

* What exactly is the problem with the level of absence? Does it matter and
in what ways?

* What internal, organisational evidence do | have for the causes of absence?

* How good do | think this evidence is?

* What is does external evidence from research suggest are the causes
of absence?

* How good is this evidence and can | apply it here?

* What other causes of absence might there be here?

* |f the absence level is high, what is the external evidence from research about
the effectiveness of interventions to reduce or manage absence?

* Is the absence level so high it requires an intervention?

* Will the benefits of interventions outweigh the costs?

* How well do | think these interventions might work in my situation?

* Might they have unintended negative consequences?

ARE HR PRACTITIONERS EVIDENCE-BASED PRACTITIONERS?
As discussed above, we do not how HR practitioners actually do their jobs.
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This means it is difficult to know whether or not HR practitioners are evidence-
based practitioners. However, also as discussed above, HR practitioners are
subject to exactly the same pressures as any practitioner. Such pressures
make it difficult, if not impossible, for practitioners to engage with evidence-
based practice even if they want to do so. It seems likely, therefore, that HR
practitioners are not evidence-based practitioners — though | would be happy if
not delighted to stand corrected on this presumption (so please let me know if
you are). A further indication is that, with perhaps one exception (Briner, 2000),
there are no publications about evidence-based practice in HRM as there are
for many, many other professions.

Staying with the example of how HR practitioners respond to absence
problems, the following news item from a professional psychology journal
published some years ago leapt out at me:

‘Stress at work has increased over the last few years, according to a survey by
The Industrial Society. 53 per cent of respondents [responding on behalf of their
organisation] said that stress levels had increased in the last three years. 68 per
cent said that permanent fatigue was the main symptom of stress, and 76 per
cent said that stress had never been measured in their orgarisation. Only 7
per cent of organisations said they measured the amount of absence caused
by stress and 76 per cent said that increased absenteeism was the most
adamaging effect of stress.’

The respondents to this survey, who are most likely HR practitioners, say
some interesting things. First, 53 per cent say that stress has increased in
their organisation but 76 per cent say stress has never been measured in
their organisation. Let’s assume that each of the 24 per cent of respondents
who have actually measured stress (however you do that) found that it has
increased: this still leaves 28 per cent of respondents who believe that stress
has increased in their organisation while at the same time also admitting that
stress has never been measured in their organisation. How is this possible? A
second striking feature of these results is that 76 per cent believe that increased
absence is the most damaging effect of stress and 7 per cent say they
measure the amount of absence caused by stress. This means 69 per cent of
respondents believe that absence is the most damaging effect of stress, while
at the same time admitting that they have never measured the amount of
absence caused by stress. Again, how is this possible?

This is just one, probably small, undoubtedly unrepresentative survey, about
one issue, but | still believe it illustrates two important points:

* HR practitioners, like many others, are prepared to make judgements about
what'’s going on without, apparently, any systematic evidence.

* HR practitioners, again like many others, have beliefs about the causes of the
problems they observe without having any clear or specific evidence to support
these beliefs.

If you think about just one practice you have been involved with or are aware of
and run through these questions, it should give you some idea about the extent
to which you and your colleagues adopt an evidence-based or evidence-
informed approach to doing HRM. But, so what if you do take an evidence-
based approach?

And so what if you don’t? Does it really matter? We will address these important
questions later.

HOW EVIDENCE-BASED OR EVIDENCE-INFORMED ARE YOU?
Think about just one of the initiatives, practices and policies you have been
involved with over the past few years. For example, flexible working, competency
frameworks, performance management, management development, coaching,
assessment centres, and so on. Ask yourself these questions:

1. What was the problem the practice was introduced to deal with?

2. What was the internal evidence from the organisation that there was a
problem?

3. Were data collected to help clarify the nature of the problem?

4. What was the external evidence from research that the problem identified
was a serious or important one? In other words, what, in general, was known
from research about how important the problem is for organisations?

5. What was the external evidence about the causes of the observed problem?
In other words, what in general, was known about the causes of the problem?
6. Did you identify a range of practices and possible solutions to the problem?
7. Was there evidence for the relative effectiveness of each of these practices?
Was the evidence evaluated for relevance and validity?

8. Was a systematic process used to choose between alternative solutions or
practices?

9. Were both the costs and the benefits considered?

IS THERE AN EVIDENCE BASE FOR HRM?

To do evidence-based practice you need evidence: how can you do evidence-
based practice if there isn’t any? Actually, there is always evidence. It may be
scant, poor quality, not very relevant, indirect, anecdotal, old, sketchy, but it
will be there. A common misunderstanding of evidence-based practice is that
it means acting only on the basis of ‘good’ evidence. However, as indicated
earlier, this is just not the case. Rather, it is about combining the best available
evidence with practitioner expertise in order to make decisions about what to
do. In some situations it may be the case that the best external evidence is so
scant or of such poor quality that it adds little to the decision-making process.
However, even simply reflecting on the evidence available and considering its
usefulness and validity can often help clarify the nature of the problem.

But what about HRM? What sort of evidence-base do we have to work on?
Is it scant and sketchy, or plentiful and comprehensive? Well, in my view, it's
somewhere in between but definitely over towards the scant and sketchy end of
the spectrum. While some reviews of the evidence are available (REFS) here | will
just attempt to characterise some aspects of the nature of this evidence base.

In the continuing attempt for HRM to ‘prove’ itself and its worth, and to not feel
like the poor relation at the boardroom table, much research has focused on the
important — but not always helpful question — of whether HRM ‘works’. It is in
some ways an important question because if HR doesn’t ‘work’ we may as
well all pack up and go home. It's an unhelpful question because it's driven
by an anxious concern to justify HRM'’s existence rather than by a more open
attitude of healthy, and relaxed, scepticism. Such a motive means that the
more important and relevant questions can get overlooked. HRM describes, if
it describes anything, a huge range of policies, practices, procedures, initiatives
and techniques. So how can we even ask, let alone answer the question, ‘does
HRM work?’” Which bits are we talking about? And ‘work’ compared to what?
Doing nothing? Is it even possible to do no HRM? Doing some bits rather than
other bits?

What about the other part of the question? What does ‘work’ mean? What
criteria can we use to judge the effectiveness of HRM? Performance?
Productivity? Return on investment? Motivation? Job satisfaction? Turnover?
Sustainability? Customer satisfaction? All these and more? So when we ask
‘does HRM work?’ how are we going to choose our criteria for making this
judgement?

For me, asking if HRM works is rather like asking if medicine works. It’s just the
wrong sort of question. Rather, like in medicine, we should be asking whether,
and the extent to which, certain practices solve particular sorts of problems
and in which contexts. We should also be asking whether our practices might



CyHRMA 41

be doing more harm than good and whether the benefits they may accrue
outweigh the costs.

There are, however, definite signs that the somewhat narrow focus on the
question ‘does it work?’ has started to broaden in the following sorts of ways.
First, is the issue of what particular kinds of practices and in what combinations
of practices affect what sort of outcomes (eg, Cappelli and Neumark, 2001).
Second, better-designed longitudinal studies which are more able to explore
cause and effect can help address and unpack whether it is HRM that drives
outcomes such as financial performance or whether, in fact, it is financial
performance that drives HR practices (eg, Wright et al., 2005). Third, are the
relatively recent attempts to alert practitioners to the dangers of fads and
fashions in management, and advocate the importance of evidence-based
practice (Pfeffer and Sutton, 2006). Fourth, are the more comprehensive and
rigorous attempts to address the question of whether HR works, by conducting
semi-systematic reviews. One such review (Wall and Wood, 2005) reinforces
the point that asking simply whether in general HR works is the wrong sort of
question. In addition, it concludes:

I.. although consultants are acting in good faith, and their views are seemingly
reinforced by the presumption on the part of academics that HRM systems
actually do promote organisational perfonmarnce, the empirical evidence is as
et not strong enough to justify that conclusion.’

(Wall and Wood, 2005, p. 454)

Yes, sure, HR probably ‘works’ in some ways, even though the evidence is
less clear than is generally presumed. But this is just the starting point of our
analysis — not the end.

So, while there certainly is an evidence-base in HRM this has tended to focus
on one perhaps not-so-useful question, though this has now started to change.
However, a problem which faces all evidence-based practitioners is that the
best available evidence is rarely as neat, accessible and unequivocal as they
would like. Having an evidence-base does not mean having all the answers:
rather, it means having evidence to draw on which is likely to improve the quality
of decision-making about how to deal with a particular problem.

WHY SHOULD HRM BECOME MORE EVIDENCE-BASED?

It does matter that HR practitioners are not more evidence-based. If HRM
is serious about one of its main objectives, to improve the effectiveness of
organisations, then it also needs to get serious about the way in which it goes
about doing its work. This does not mean rolling out yet more massive initiatives,
models, and frameworks. It does not mean embracing each and every new and
exciting idea or practice that sweeps through the HR community. Nor does it
mean worshiping yet more HR champions, heroes and gurus.

Rather it means something different: something quieter, something more
modest, something less exciting, something harder, but something ultimately
more effective. To put it in a nutshell, it means doing what works and operating
in new ways that makes that happen. Adopting an evidence-based approach is
an example of one such way.

Of course, there are many objections to evidence-based practice. One of the
most obvious is that it’s just too difficult. The sorts of pressures on practitioners
discussed earlier present a major challenge. Getting hold of relevant evidence
is also very difficult as it is rarely, if ever, found in books but, rather, in academic
journals. Even if you can get hold of journal articles they are pretty impenetrable
to anyone except other researchers. However, there are ways around this

and many of the techniques already used to get evidence to evidence-based
medical practitioners may be equally useful for HR practitioners. Likewise the
recently-emerged interest in Evidence Based Management (EBM) (see web
resources below) is also likely to lead to mechanisms through which technical
research papers relevant to HR practice can be translated into usable evidence
for practitioners.

Evidence-based practice is not easy — nor is it the only way to improve the quality
of decision-making and hence the effectiveness of practice. However, it seems
that at least for now adopting an evidence-based approach is the most promising
means of both challenging and developing HR practitioners and HR practice.

ABOUT IES
IES is an independent, apolitical, international centre of research and
consultancy in human resource issues.

IES aims to help bring about sustainable improvements in employment
policy and human resource management. We achieve this by increasing the
understanding and improving the practice of key decision makers in policy
bodies and employing organisations.

We believe that HR can make a significantimpact on the success of organisations
of all types. In order to help bring this about, we help organisations:

* decide what they want HR to achieve

¢ identify what high performing HR people are like

¢ design and deliver bespoke development programmes for HR people

* evaluate how they are progressing against their goals
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wg}\smkéyov LE TOV
katdMnAo Project Manager

e éva ovvéSpio AietBuvang Epywy, mov eiya Ty evkaipia va coppetéyw, TéOnKe T0 epwThpa TS oTapatovye éva épyo
7ov 0dever o€ amotvyia. Modis TéOnke To epdrtnua apéows fipBe oo pvadd pov n éMenym opydvwors, poypaupatiopod,
mpdpAeyme kivdtvawy, emrowwviag kot yevikd anotvyiag Siayelpione kar SievBuvang épywv,

H enimuxig uAonoinon €pywv avTIKaTonTIZe! TNV 0pyAvwon, TNV Napa-
YYIKETNTA, TNV avAnTUEN Kal TNV avTaywVICTIKOTNTA EVOG OPYAVIOHOU.
‘Eva €pyo Bewpeital ENMUXEQ OTaV EXEI IKAVOMOINGE! OE €va UEYANO
BaBud Toug GTOXOUG TOU, Kal €XEI ONOKANPWOET EVTIOC TOU XPOVIKOU,
OIKOVOIKOU Kal MoloTIKoU MAQIGioU NMou apxIkd eixe TeBel. Eiuar oiyou-
pog 6T eival SUCKOAO va eNIcNUAVETal MOANG €pya, TGO EVTOG OO0 Kal
€KTOC TOU OPYaVICHOU Gag, NMou va BewpouvTal eNmuxn Ue Baon Tov
o Névw opiopd, aAd eANiw Kal kavéva rnou va eixe PTAcel ota 6pia
TEPUATIOOU.

O1 NpoUNoBECEIQ yIa va PTACOULE OE €Va ENITUXEG EPYO €ival MOAMEG:
Oa Npénel NpwTa va €xoupe BEcel pEaNIOTIKOUG OTOXOUG Kal anaiTi-
OEIG YIa TO €py0 pag. AkoAoUBwg Ba npénel va €xoupe dIaBETEl apke-
TO Kal KATAAMNAO NMEOCWIKG, VA EXOUHE XPOVODIAYPAUUA Kal 0pya-
VWOoN EQYACIRY, NPOUNMOAOYIOUO, CUVEXN BIEUBUVTIKNA UNOCTAPIEN Kal
kaBopIoTIKA NuepouNvia évap&ng kal AnéEng Tou €pyou. QoTdcoo, TO

no Baoikd and OAa eivar va €xoupe ENIMEEEI TOV KATAANAO SIAXEIPIOTH

Kal dleubuvTh ToU €pyou, yvwaoTd wg Project Manager (PM).

Mg eMAéyoupe To KATAANAO GTopo yia TN SOUAEIA auTr; ApxIKd Ba
MEENEl va anoQacicoupe PETAEU UPICTAPEVOU NMPOCWIKOU A TNV €ni-
Aoyr unnpeaidv and eEwTepikd oUpBoulo / ofko. H endoyr aut
eEaptdtal and T dIaBeCIIOTNTA TOU NMPOCWIKOU Kal TN SIaBéaiun
epneIpia kal eEEIOIKEUON OTO CUYKEKPIUEVO QVTIKEIUEVO. AVEEQPTATWG
E0WTEPIKOU N EWTEPIKOU ATOHOU, TO ATOUO TO onoio Ba enikeyei Ba
NEEnel va €Xel TOV anaitoUpevVo XpOvo, Va YVWPEIZEI TO QVTIKEIIEVO

KalIl v EXEl EUNEIRIEG Kl YVWDOEIG HEBODWV Kal TEXVIKWY UAONOINONG
€pywv. O dIEUBUVTAG Tou €pyoU QVEECPTATWCS EUMNEINIAG OTO QVTIKEIE-
vo Ba npénel va NpocnAWVETal oTa kKabrikovra diaxeipiong kal dieu-
Buvong evég €pyou kal va unv enepBaivel kal va aMAdel Ta oxédia Kal
TIC ANAITACEIG TOU £PYOU EKTOG Kal AV TO OXEDIO TOU £PYOU Mou Ba UAo-
noinBei Ba €pBOel Pe PabnuaTikh akpiREI va pag NAAKWOEL.

‘BEva €pyo pnopei va xapaktpIoTel oav £vag NpoowpIivog 0pyavi-
Op6G PE OTOXO0UG, EPYacieg, €£00a, NPOUNOAOYIoHO, XPOoVIKA NAdicia,

ANAPEAY
XATZHIQANNOY
O AvSpéag Xarlniw-
dvvou eivar AtevBovewy
Soupovdog g etanpei-
ag Virtuall T mov acyo-
Aetrau pe Ty Tapoyy ovy-
Bovdevtikwy vnpeoioy,
exmaidevon kau epapyio-
71 ohokMpwpévy Nooe-
wv IM\npogopixrc. Me
Teipa mdvew and 25 ypovia
ooV Topéa Twy Texvolo-
Yoy IT\npogopukrg kat
Emcowwviov(TTIE) ka-
TéxEL efeld IKEDHEVEG YV~
oeig o Stayelpion ko Si-
evBvvon épywy, opatyr-
i) IT\npogopuxrig, HAe-
KTpoviké Eumoplo, acga-
Aeta SikTOwy, avtoparo-
Toinon ypageiov, epappo-
Y Noytopkdy kat oxedia-
o6 katvhomoinon Sikto-
wv TIIE.

Etvat pédog twv Stotkn-
TkGY ovppoviny: Ko-
mprakod ZuvSéopov Evar-
peLov H)n]poq)opm']g
(CITEA), SvvS¢opov
SopPovlwy Emxeiproe-
wv kat péhog Tov Advisory
Council, ITavemoTnpiov
Agvkwoiag.
andreash@virtual-it.
com.cy

NPOCWNIKO KAM., e TN dlagopd OT Xl NUePOUNVia AgnG. AuTo
onpaivel 611 0 AleuBuving Epyou Ba npénel npdTa va Exel IKavoTn-
TEQ KAl EUNEIPiEQ va dleuBUvel éva €pyo, pia oudda atépwy, va dia-
XeIpICETaI NPOUNOAOYICHO, XpdVO Kal NOIGTNTA, VA EAEYXEI TNV NPO-
030 TWV EPYACIWV Kal va Naipvel AUECEG Kal KABOPIOTIKEG Anopa-
o€IC. ©a Npénel va SIaVEEI Kal va avabETel epyacieq avaioya Je
TIG dUVATOTNTEG TOU ATOPOU GE HIa OopAda €0YOU, VA OPYAVMVEI
OUVAVTAGEIG, Va ETOILAZEI KATACTACEIG MPOODOU KAl VA EVNUEPWVEI
ue akpiBeia kai elNikpivela Tn dieUBuvon 1 To cUPBOUAIO TOU Opyavi-
oloU yia Ta KOAG Kall Ta KAKA JavTATa Tou €YOU.

O Aleubuvng Epyou Ba npénel va eivar éva ATopo e unopovn,
HEBOBIKOTNTA, OPYAVWON Kal owoTh dlaxeipion xpovou. To dTopo
auté Ba npénel va eival KaAOGG akpoaTAG Kal va UNopEl va XpNoiuo-
nolel ENOIKOSOUNTIKG TIQ EICNYACEIG TOOO TNG OUAdAG OO Kal Twv
QVWTEPWY ToU. ©a NPENEI va EXEl YWMUN KAl anoQacioTIKOTNTA e
TNV IKavOTNTa va SIaxeIpiZeTal Yuxpaiua TIC OUOKOAEG OTIVHES EVOQ
€pyou. Av eENINEEOUUIE ECWTEPIKO ATOWO TOTE NPENEl va ENAEEOUE
€iTe &Topo PE UWNAR JIEUBUVTIKA B€on 1 ATopo To 0Moio eival YEVIKG
oeBaotd and Toug cuVadéAPOUG Tou / TNG.

H enimuxia evog €pyou eEaptdral oe peydio Babud and 1o nboo
€vBOUCIOoPEVN Kal KivhTomnoiNpévN gival N oudda Tou Epyou NPog
TOUG OTOXOUG. AUCTUXW®WG DEV EXOUIE NAVTOTE TNV MOAUTEAEIQ VA
SIOAEEOUE TNV KAAUTEPN OUAdA Kal €701 NPOCNABoUE Va EXOUUE
Ta KOAUTEPA anoTeAEoPaTa SIAVEUOVTAG TNV UNEUBUVOTNTA Kall TIG
gpyaoieq avaioya. O dieubuvig Tou €pyou Ba npénel va avardBel
T0 €pY0, A§IOAOYWVTAG TIG dUVATOTNTEG TNG OPAdAG Nou JIABETE! Kal
ENINEYOVTAG Ta KATAMNNAG GTORA OTIG KATAMNAEG epyacieg. O dieu-
BuVTNG TOU €pyoU €XEl EMioNg TNV eUBUVN EUPUXWONG Kal PETAD0-
ong Tou evBouciacpoU Npog To €Yo, yia OAN TNV opdda kab’ OAn T
OIGPKEIA TOU €pyou. Baoikd xapaktnpioTikd 0w €ival n duvatdtn-
Ta ENIKOIVWVIAG Tou SIEUBUVTA E TNV oudda, 0 KaBopPIoUOS UETPNA-
OlpwV JEIKTWY, 0pOONUA ENITUXIAOV Kal N agloAdynon Tng noidétntag,
NG aduvapiag Kal Tng IKavoTNTag Tou KABE PéAoug TNG opddac.
Oa npénel va SIaBETel TPdNoug avayvmpiong kai diatrpnong Tou

opadikou NveuuarTog.

‘Evag SieuBuvtig €pyou npénel va Pnopei va eival EUENIKTOG NPocapuolovTag Tiq
€pyaoieq avaoya Pe Ta NpoRARUaTa Kai Ty npdodo Tou €pyou. Ba Npénel va
unopei va avaAUel kal va a&loAoyei niBavoug KivdUvoug, va BETel kal va UNonolel
unxaviopoug eAéyxou, va naipvel anopAcelg, Kal va aglohoyel peaNIoTIKA T Npod-
000 evog €pyou.

H avagimon pag agopd NYETEC Kal JEMOVTIKOUG SIEUBUVTEG MOU va Pnopouv va
OPYaVMOOUV Kal vVa (PEPOUV €IG NEPAG HE EMITUXIa €va €pyo. Zfyoupa eival SUCKO-
Mo va Bpoupe dropa pe OAa Ta Mo NAVW XAPAKTNPIOTIKG Kal npocdvTta. Av apni-
OOUUE GUWG TNV EMIAOYA TOUC OTNV TUXN, OTNV NPWTN NIAOYA 1 akopa o B€pa
MOAITIKAG TOU opyaviopoU pag TéTe dnpioupyoUle eEapXNG NpoUnoBEcelg niBavig
anoTuxiag Kal og pwTAATA ONWG «MwG OTAPATAUE AVENITUXA €0Ya».
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Just BE.LLEVE.

A couple of years ago I was invited to give a speech in a conference along with Professor Theodore Panayotou, Director
of the Cyprus International Institute of Management and a Harvard Professor. He shared a joke with his audience that
referred indirectly to the current financial crisis which is now a reality all over the globe.

Professor Panayotou said that there was once a debate between a
Doctor, an Architect and an Economist, each of whom was insisting
that his profession was the most ancient. The Doctor said that Eve was
born from Adam'’s rib. That dissection alone proved that his profession
was indeed the oldest around. The Architect patted the Doctor on the
back, implying that it was a good attempt but he noted that if it had not
been for God’s wise planning and detailed architecture there would
have been no Adam and Eve but rather chaos that existed for so long.

MICHAEL R. VIRARDI

radio and listen to the news. Guess what? Over 65% of the news that
comes through your car speakers and into your ears is bad news!
Energize yourself by listening to self-development, motivational and
inspirational CDs or if you are into sales, for example, invest in sales
CDs. On the one hand it will work wonders on your closing ratio of
visits to customers and sales gained and on the other hand it will help
you psychologically in these turbulent times.

L = Live a life full of passion! Throw your heart into everything and

Michael R. Virardi holds

In a very condescending voice, the Economist then said: “And who

Switch on the TV or radio or flip through any newspaper and you are

aB.A.in International
created the chaos in the first place?...!” Business from Richmond
University and a
M.A. in International
Business and

anything you do, be enthusiastic. The word enthusiasm comes from
the Greek word ‘en-theo’ which means ‘the God within’. Release
your ‘God” within” and watch as the ‘miracles’ in your life unravel.
People love to associate with happy, enthusiastic and energetic

bound to see or hear about the ‘chaos’ that was first ‘uncovered’ on
Wall Street due to the financial crises in the housing and insurance
industry and which has now made its way to Europe. The advisors
(economists, financial analysts, etc) had failed to spot the potential
avalanche of their actions and reactions, thus driving companies like
Lehman Brothers to file for Chapter 11 (bankruptcy) and Merrill Lynch
& Co to agree to sell out to the Bank of America Corporation. The
American International Group Inc (AIG — Manchester United FC’s main
sponsor) s still grateful to the US government for investing $85 billion in
order to ‘'save their souls’.

My grandfather, a man who saw many economic downturns and
upturns in his life, used to say that “Tough times never last but tough

Management from
The University of
Westminster. He started
his career as
Marketing Director
at Virardi Enterprises
Limited and from
January 2005 onwards
he is Assistant Managing
Director of the same
company. In parallel, as of
2007 he is the Managing
Director of MRV Simple
Techniques Limited. He
is author of the book:
“©ETIKH EMIIEIPIA:
26 amhég 18¢eg g va Ee-
ywpioei!” (‘A Positive
Experience: 26 simple

people. Be one!

| = Invest time in your family. Our most precious possession, in my
personal opinion, is our family and loved ones. In times of economic
‘crisis” when the economy is slow and sales threaten to come to a
halt, invest time and energy in your family. A survey has revealed
how 50 out of 52 parent couples stated that what they regretted
most was that they had not taken more time to watch their children
growing up and to be by their side. Economic thunderstorms will
fade at some point in time but memories of your children and loved
ones around the fireplace sharing moments of happiness never will.
E = Evolve by expanding your network. There is a saying that goes:
“Your network determines your net worth”. In most cases, it is not
what you know that counts but who you know. Join associations and

people do”. Economic downturns will always make their entry and exit.
The big question-mark is how long this downturn will last before it exits.
| am neither an economist, a financial analyst nor a fortune-teller and
this article will not advise you to invest in land, in shares that have plummeted or
in bonds. | am an inspiration coach and this article is intended to encourage you
toinvest in... you. Believe in yourself and your potential: the sky is the limit. As the
saying goes: “Shoot for the moon; even if you miss you will be amongst the stars!”
To help guide your actions and jog your memory | have come up with an acronym
that will not only motivate you to act, but will act as the backbone motivator to
your success. An acronym of hope, to act as an antidote to the fear and confusion
caused by today’s economic and social turmoil.

The acronymis B.E.L.I.LEV.E.

B = Believe in you. There is no other and there will never be anybody else like you.
You are unique. Howard Gardner talked about multiple intelligences and argued
that man possesses at least one of many (for example people-smart, word-smart,
music-smart, numbers-smart, etc). Find your field of interest and invest 15 minutes
a day reading up on the subject. Within a month you will have read two books and
within a year 24! The average person reads only one book a year and, in more
than 70% of cases, that book remains half-read. Consider how much you will gain
in terms of ideas and solutions that you can implement in your work environment.
E = Energise yourself with motivational CDs whilst driving. There is a lot of ‘dead
time” between driving destinations. The majority of people prefer to switch on their

ways to differentiate
yourself!”).

clubs. There you will meet people and exchange ideas and solutions
that can have alasting effect on your professional life. Write an article
and send it to be published. This establishes you as an expert and
helps you expand your network. Show your face at events and make sure that
you are equipped with your business cards. Seek out new faces and move fast
to meet them.

V = Visions are better than dreams. The average person tries less than once to
achieve their goal. This is, by definition, not a goal but an unrealised dream. Have
a vision of tomorrow. Set and achieve goals. Stretch yourself. Stanford studies
have shown that the average person uses only 2% of his/her brain power. Can
you imagine how much more you could accomplish (and earn) if you could tap
into the other 98%7?

E = Exercise daily! Your health is all you have got. Studies have shown that by
exercising daily (@ 30-minute walk is sufficient), your brain releases endorphins
which, in turn, stimulate your thinking and provide you with ideas and solutions
to both your work and family life. The same studies have shown that you will be
more energized at work and your performance will improve by approximately 20%!

At this time of economic unrest, | am sending out a message of hope: B.E.L.I.LEV.E.
in your ability to think, learn and innovate. Writer Ted Menten believes that the
answer to a question is contained within the question itself. In these turbulent times
you might ask: “What can you do?” My answer to all the readers of this article is
contained within the question; simply rearrange the words: “Do what you can!”
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Generation Y and the
Workforce

Managing generational differences has become an increasingly growing area. In todays diverse and ever changing
business environment, it is imperative to the areas of recruitment, retention and engagement, for organizations to
successfully communicate across generational boundaries. With an age gap of nearly S0 years between the oldest and
youngest employees in some organisations, there is a broad range of perspectives, needs and attitudes floating around the
office. Today’s workplace is most definitely a multi-generational one — and each generation has its own set of expectations,
needs, values and working styles.

Employers have to acknowledge the generational tensions their
employees may be feeling. To get everyone working together, they
need to understand the unique strengths and weaknesses of each
generation and identify the points of friction among them.

While generational diversity in the workforce promotes a broader
range of talent, it can often mean conflicting ideas and stereotyping
- the Baby Boomers think Generation X needs a stronger work ethic,
Gen X sees the Boomers as obsessive workaholics — and everyone
thinks Generation Y is selfish and self-entitled.

BABY BOOMERS (BORN BETWEEN 1946 — 1964)

If you were around during the Vietnam War, grew up watching The
Twilight Zone (the original) and were a ‘flower power’ child of the 60s,
then you are classified as a Baby Boomer. Boomers make up a large
percentage of the working population and are presently nearing the
age of retirement. There are many stereotypes surrounding mature
age workers - they are expensive, difficult to manage, won’t learn new
skills, resist change and aren’t technology savvy. These generalities
can make it difficult for mature age workers who are seeking new
work or who aren’t quite ready for retirement.

Boomers are committed, hard working and career focused — which
has caused them to be tagged as workaholics by Gen X and Gen

Y. The Baby Boomer work ethic is also characterised by dedication,
loyalty and a willingness to stay in the same job for a long time.
Frequently referred to as the ‘gold watch generation’, they have a

lot to offer businesses with their work and life experience, skills and
knowledge that many younger people can’t offer. They tend to work
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change, Gen Xiis tech-savvy and open to change. They possess
a different work ethic to the boomers — Gen X thrives on diversity,
challenge, responsibility, honesty and creative input, compared to
the boomers’ preference for a more rigid, work-centric approach.
A flexible workplace is a must for a Gen X-er and they value
constructive feedback — which both need to be taken into
consideration when managing Gen X.

GEN Y (BORN BETWEEN 1981 — 2000)

Known as the technological whiz kids in the generation world,
these guys were born in the early 80s through to the 90s. They are
predicted to occupy almost half the working population by 2020.
Practically born with a mobile phone strapped to their ear and a
laptop in their cradle, these guys are totally comfortable with digital
technology. Excellent multi-taskers — they’ve had to juggle school,
soccer training, dance class and computer games, all whilst
sending text messages - they are impatient and require instant
gratification as they have always had all the information they need
at their fingertips via the Internet. Generation Y is like Generation X
on steroids.

Where boomers prefer ‘face time’, Gen Y prefers to communicate
through platforms such as email, Instant Messaging (IM), blogs
and text messages, rather than on the phone or face to face. They
speak in tweets, update their statuses and upload their profile pics
simultaneously. Gen Y also prefers cybertraining, webinars and
telecommuting rather than traditional lectures or training.

They have been constantly surrounded by choice and therefore

longer hours. Respect is paramount when managing a Baby Boomer.

GENERATION X (BORN BETWEEN 1965 — 1980)

Gen X encompasses the group of individuals born in the late 60s but before the
80s really got started. They represent the pop culture of the 70s and are often
referred to as ‘latch-key’ kids (often left alone at home because both parents
were working) — which explains their independent, resourceful and adaptable
approach to work.

Gen X occupies a massive percentage of the current workforce. They

possess an entrepreneurial spirit, a do-it-yourself attitude and, in contrast to

the generations before them, embrace change in the workplace. They are
career-oriented but place a strong emphasis on family time and strive for a good
work-life balance. They enjoy freedom and autonomy — they work to live rather
than live to work, which is often frowned upon as slack and difficult to manage
by the Boomers, who prefer to do the long hours. They are the generation most
noted for attending university. Brought up in an era of technological and social

don’t tend to stay in one job for very long. They require constant stimulation and
the opportunity to develop their skills — if they don’t get it, they will walk out the
door and find another company.

With their ‘what’s in it for me?” attitude, Gen Y focuses on entitlements, rewards,
promotions and development. Other generations see them as arrogant, selfish,
lazy and unethical. However, provided with rewards, access to training and
inspiring leadership, this generation will thrive and be the one to take business
through to the future.

So how does a leader effectively recruit, engage, retain, and communicate with
Gen Y? What makes Gen Y different at work? How will those just embarking
on their careers work and play? What are the technology and culture shifts
occurring in the workplace? How do we keep this group of people, who will
make up over half the working population, happy?

They’re young, smart, brash. They may wear flip-flops to the office or listen to
iPods at their desk. They want to work, but they don’t want work to be their

life. This is Generation Y, a force of as many as 70 million, and the first wave

@



is just now embarking on their careers — taking their place in an increasingly
multigenerational workplace.

Get ready, because this generation — whose members have not yet hit 30 —

is different from any that have come before. This age group is moving into

the workforce during a time of major demographic change, as companies
around the world face an aging workforce. Sixty-year-olds are working beside
20-year-olds. Fresh college graduates are overseeing employees old enough
to be their parents. New job entrants are changing careers faster than their
facebook statuses, creating frustration for employers struggling to retain and
recruit talented high-performers. Recognising and understanding generational
differences can help everyone learn to work together more effectively and
transform the workplace from a generation war zone to an age-diverse and
productive team. The Baby Boomers are retiring and the next generation, Gen
X, isn’t nearly large enough to replace the talent. Employers will need to replace
their Baby Boomers with members of Gen Y, and when comparing these two

4

generations you're bound to see significant differences.

Unlike the generations that have gone before them, Gen Y has been pampered,
nurtured and programmed with numerous activities since they were toddlers,
meaning they are both high-performance and high-maintenance. They also
believe in their own worth.

Generation Y is much less likely to respond to the traditional command-
and-control type of management still popular in much of today’s workforce.
They’ve grown up questioning their parents, and now they’re questioning their
employers. They are willing and not afraid to challenge the status quo and an
environment where creativity and independent thinking are looked upon as a
positive is appealing to Gen Y.

A GREAT DEAL IS KNOWN ABOUT GEN Y:
*They have financial smarts. After witnessing the financial insecurity that
plagued earlier generations stung by layoffs and the dot-com bust, today’s
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newest entrants into the workforce are generally savvy when it comes to

money and savings. They care about such benefits as medical insurance and
retirement plans.

*Work to live, don't live to work. Unlike boomers who tend to put a high priority
on career, today’s youngest workers are more interested in making their jobs
accommodate their family and personal lives. They want jobs with flexibility,
mobile options and the ability to go part time or leave the workforce temporarily
when children are in the picture.

*Change, change, change. Generation Y-ers don’t expect to stay in a job, or
even a career, for too long. They've seen the Enron and Lehmann Brothers
scandals and they’re skeptical when it comes to such concepts as employee
loyalty. They don't like to stay too long on any assignment. This is a generation
of multi-taskers and they can juggle e-mail on their iPhones, talk on mobiles

and surf the web simultaneously. They believe in their own self worth and value
enough that they’re not shy about trying to change the companies they work for.
*Conflicts over dress code and technology. In the workplace, conflict and
resentment can arise over seemingly silly subjects such as dress code. As a
generation used to casual clothes like flip-flops, tattoos and capri pants, wearing
a traditional suit and tie to work seems a bit archaic. We only need to look at
Mark Zuckerberg, dressed in his ubiquitous grey hoodie, jeans and trainers.

He did not need to wear a tie to become the founder of the most successful
business at present and proved that wearing jeans to work could still win him the
Times Man of the Year Award.

And then there’s Gen Y’s total comfort with technology. While Boomers may
expect a phone call or in-person meeting on important topics, younger workers
may prefer virtual problem solving.

All organizations want to recruit the best
possible employees. In the past, most
organizations successfully recruited for
the vast majority of their hiring needs by
advertising their needs in the newspaper,
putting a help wanted sign in the window,
and running some job posting ads on
sites such as Monster.com. While those
tactics worked and continue to work in some cases, it is becoming increasingly
apparent that today’s young adults don’t read the newspaper, don’t apply to
jobs simply because they exist, and are increasingly moving away from on-line
classified sites such as Monster, which, let’s face it, are just an electronic version
of the newspaper help wanted section.

It is about recruiting the best of this generation, and the best of this generation
will vary considerably depending upon the organization doing the recruiting and
the role that individuals will play once employed by your organization.

That being said, what characteristics are shared by the most sought after Gen Y
candidates?

1. Education is important. A far higher percentage of Millennials than previous
generations either stay in or go back to school to obtain a graduate degree and
almost all relish and even insist on substantial training and mentoring from their
employers. If your organization believes that these young adults should accept
your offer of employment because they’re qualified and you're offering them a
salary, you will struggle to recruit the talent needed. Smart companies are not
just mentioning salaries; they are reaching out to potential employees by telling
them about company benefits such as flexible work schedules, mobile work
stations, full tuition reimbursement and online mentoring tools.

2. They prefer to IM and text. Not only do they multi-task and regularly use new
communication tools like instant messaging and cell phone text messaging in
their daily lives, they prefer it. If you want to win over these candidates then
learn how to use your iPhone, put up a quality MySpace page describing

your organization’s career opportunities, network on facebook, incorporate
video into your job posting ads, and publish your instant messaging address.
Prove to these candidates that you understand that their needs and wants

are different from those of their parents by communicating with them in their
own language. Gen 'Y is used to technology; some were even born with it at

"Mark Zuckerber...did not need
to wear a tie to become the
founder of the most successful
business at present”

their fingertips. They aren’t scared of new technologies and adapt fast to new
innovations. To attract, retain and engage Gen Y don’t shy away from using
new technologies that enable fast and easy online applications and virtual work
environments. Utilize video teleconferencing, webinars, laptops with wireless
access. Technology can be used to encourage group and project based work.
Use technology to build in collaboration, create informal team building exercises,
and as leverage for positive public relations for your organization.

3. They want security and rewards. The security they want comes with a good
benefits package but they also want to be rewarded for their performance.
Some complain that these young adults don’t consider a work week to be 40
hours long. Millennials consider a work week to be the time it takes to get the job
done. Give them menial work and deny them the opportunity to develop their
skills and they will return the favor by not even putting in 40 hours. Give them
the opportunity to contribute with meaningful work and invest in them by training
and mentoring them and they will work far more hours and be happier for it,
whether they are physically in your office or working from Starbucks.

4. An open culture is king. Regarding culture, open and honest communication
and a culture of performance rewards is a necessity. Gen 'Y believes that
communication is important. To get the most out of Gen Y at work, create

an environment where they are encouraged and rewarded for speaking up
regarding ideas and concerns, regardless of level in the organization. Add

a structured coaching or mentoring program to your organization. Build in
monthly or quarterly development updates and create a space for discussion.
Communication often leads to innovation, increased trust, and engagement.
Gen 'Y has a low tolerance for political bureaucracy. They believe results drive
success, not years of service or level in

the organization. Consider changing the
structure of your organization to a flatter
model with less hierarchy and more rewards
based on merit and performance, not tenure
and title.

5. They are who they are. Be prepared to
see the Millennials putting in the hours in
casual clothes, including flip flops, because
they know that their work performance is not dependent upon what shoes
they’re wearing. If you want the work, then don’t sweat the sweat pants. This
generation doesn’t see the need to be chained to a desk for eight hours a day

if they can get their work completed in six. Gen 'Y want something beyond

an all consuming career. They want true work life balance. When recruiting
Gen Y highlight the programs in your organization that can deliver on these
expectations.

6. They network but not like Boomers. It is very common for Millennials to have
multiple, quality employment offers from which to choose. They don’t post their
resume on job boards and wait for the phone to ring. They don’t go to job fairs
as they know they don’t need to put up with being treated like cattle, but they
do network. Unlike the phone calls to family friends that Boomers make when
they’re out of work, Millennials network with their friends. Remember the two
most popular sites for this generation: MySpace and facebook — both of which
are social networking sites. Itisn’t at all unusual to meet Millennials who literally
spend hours a day on these sites. How many Boomers can claim to ever have
networked for hours in a day let alone day after day, year after year?

The Millennial generation is probably the most sought after, highly skilled,

ready to hit the ground running generation ever to enter our workforce. We are
counting on them despite their vastly smaller numbers to replace the productivity
of the massive Baby Boomer generation. People work for more than the money,
especially the X and Y Generation. It's important to help employees enjoy

their jobs. You can accomplish this by setting high standards and making sure
employees know what you expect. Lead by example and keep communication
channels clear. Create a partnership with your team. Give them a chance to
grow and learn new skills; reward their efforts, and celebrate their successes.
To recruit and retain this generation, do as Mark Zuckerberg. Trade your suit for
your jeans, buy an iPhone, update your facebook status, tear down the cubicles
and make sure you tweet your heart out.
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A.AM.&C. LIMITED
P. O. Box 70701, 3802 Limassol
Tel: 25360015
Fax: 25360025
Email: info@allied-asset.com
Contact Person: Apostolos Nikolaou

ALLIED ASSET

MANAGEMENT

AMDOCS
P. O. Box 50483, 3606 Limassol
Tel: 25 886000
Fax: 25 886560
Website: www.amdocs.com
Contact Person: Stefania Vlasceanu,
Chrysanthi Marangou

amdocs

CASSOULIDES MASTERPRINTERS
T.6.T.6. 21980, 1515 Aeukwoia
TnA: 22843600
Dag: 22348835
loToxwpog: www.cassoulides.com.cy
Exnpéownog opyaviopoU: MNMaviog Aoiou

cassoulides
MASTERPRINTERS

ECDL CYPRUS
P. O. Box 27038, 1641 Nicosia, Cyprus
Tel: 22460680
Fax: 22767349
Website: www.ecdl.com.cy
Contact Person: Irene Papazisimou

@ ecoL

(GRS) GLOBAL RECRUITMENT
SOLUTIONS LTD
Pamelva Building, Office 205, Corner Kannigos and
Griva Digeni, 3035, Limassol
Tel: 25342720
Fax: 25342718
Website: www.grsrecruitment.com
Contact Person: Georgia Michaelides

m

INNOVAGE CONSULTING
5 Nafpaktou Str., 2221 Nicosia
Tel: 22488088
Fax: 22485607
Website: www.innovageconsulting.com
Contact Person: Mr. Costas Konis

INNOVAGE

LEXACT LTD
Vyzantiou 30, off 22, 2064 Nicosia
Tel: 2203161
Fax: 22665535
Website: www.lexact.com.cy
Contact Person: Olga Georgiades

lexact!

ONEWORLD LTD
P.0.Box 25207, 1307 Nicosia
Tel: 22496000
Fax: 22493000
Website: www.oneworldweb.net
Contact Person: Anna Spyrou

oneworld

ACS
AIR COURIER SERVICES CYPRUS LTD
T.0. 26829, 1648 Neukwoaia
Tnh: 22762062
Dag: 22762052
loTOX®WPOG: WWW.aCSCyprus.com
Exnpoéownog opyaviopou: Mapia Motapitou

BeE

AON HEWITT
8 John Kennedy Avenue, Athienitis House,
3rd Floor, 1087 Nicosia

Tel: 22458011

Fax: 22458012

Email: philippos.mannaris@aonhewitt.com.cy
Website: www.aonhewitt.com.cy
Contact Person: Philippos Mannaris

Hewitt

ClIM
P.O. Box 20378, 2151 Nicosia
Tel: 22462246
Fax: 22331121
Website: www.ciim.ac.cy
Contact Person: Marios Siathas

@

ERNST & YOUNG
P. 0. Box 21656, 1511 Nicosia
Tel: 22209999
Fax: 22209996
Website: www.ey.com/eyse
Contact Person: Ninos Hadjiroussos

CYPRUS
INTERNATIONAL
INSTITUTE OF
MANAGEMENT

Ell ERNST & YOUNG

Quality In Everything We Do

HEALTH INSURANCE ORGANISATION
P.0.Box 26765, 1641, Nicosia
Tel: 22557200
Website: www.hio.org.cy
Contact Person: Angelos Tropis

&)

KARAISKAKIO FOUNDATION
P.0.Box 22680, 1523 Nicosia
Tel: 22772700
Fax: 22772888
Website: www.cybmdr.org
Contact Person: Julie Kitromilidou

LOIS BUILDERS LTD
T. ©. 24360, 1703 Neukwoia
TnA: 22778777
®ag: 22773153
loToxwpog: www.loisbuilders.com
Exnpdéownol opyaviopou: NikoAag Aorig
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Builders

PASCHALIS CONSULTING
P. O. Box 16241, 2087 Nicosia
Tel: 22454547
Fax: 22454548
Website: www.paschalisconsulting.com
Contact Person: Elena Paschali

AIRTRANS
P.O. Box 25532, 1310 Nicosia
Tel: 22559000
Fax: 22559111
Website: www.airtrans-group.com
Contact Person: Andreas Papadopoulos

AIRTRANS

AP APPROVED PERSONNEL CYPRUS
8, John Kennedy Ave., Office 105, 1087 Nicosia
Tel: 22817817
Fax: 22817827
Website: www.ap-executive.com
Contact Person: George Georgiou

e

DELOITTE & TOUCHE LIMITED
P.0.Box 21675, CY-1512, Nicosia
Main: 22360300
Fax: 22666006
Website: www.deloitte.com/cy
Contact Person: Nicos Papakyriacou,
George Pantelides

Deloitte.

FBME CARD SERVICES
P. O. Box 25503, 1310 Nicosia
Tel: 22 557567
Fax: 22 557503
Website: www.fomecs.com
Contact Person: Mr. Yiannos Koullinos

D SERVICES

HRM CONSULTANTS
P.0.Box 25022, 1061 Nicosia
Tel: 22755330
Fax: 22452611
Website: www.hrm.com.cy
Contact Person: Nicos Stylianou

HRm,

KARIERA SA
Apostolou Paviou 10A, Maroussi PC 15123, Athens
Tel: +30 210 81.15.300
Fax: +30 210 81.15.309
Website: www.kariera.gr
Contact Person: Alexandros Fourlis

kariera.com.cy

MERITSERVUS LIMITED
P.0.Box 53180, 3301, Limassol, Cyprus
Tel: 25857700
Fax: 25356010
Website: www.meritservus.com
Contact Person: Heidi Pajunen

Meritservus

PH.H.EASY CATERING
(CHATEAU STATUS)
P. O. Box 24540, 1300 Nicosia
Tel: 77771167
Fax: 22445310
Website: www.chateaustatus.com
Contact Person: Phokion Hadjioannou
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ALL ABOUT PEOPLE LTD
P.O. Box 28791, 2082 Nicosia
Tel: 22665161
Fax: 22679267
Website: www.allaboutpeople.com.cy
Contact Person: Eugenia Papadopoulos
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C.A. PAPAELLINAS EMPORIKI LTD
(ALPHAMEGA)
P.0.Box 27879, 2433 Nicosia
Tel: 22469520
Fax: 22469541
Email: marios@alphamega.com.cy
Website: www.alphamega.com.cy
Contact Person: Marios Antoniou

DELTASOFT LTD
Tel: 357 22375254
Fax: +357 22519369
skype: deltasoft_ltd
Website: www.deltasoft.eu
Email: apapagapiou@deltasoft.eu
Contact Person: Andreas Papagapiou

L\delta

FYSAIR LTD
P.0.Box 28589, 2080, Nicosia Cyprus
Tel: 22497890
Fax: 22311766
Contact Person: Andreas Karkotis

o fytsr?ir

I.E. MUHANNA & CO.
Block C, 4th floor, 1095, Nicosia - Cyprus
Tel: 00357 22 456045
Fax: 00357 22 456046
Website: www.muhanna.com
Email: george.psaras@muhanna.com
Contact Person: George M Psaras

iy@hannam

OMIAOZ AAIKOY
T.©. 21812, 1513 Aeukwoia
Tnh: 22717128
Dag: 22347976
Eknpéownol opyaviopou: MNawog Mérag,
Mapiva Zupeol

>
LAIKO GROUP

MRV SIMPLE TECHNIQUES
Mousiou 3, Kithira 6, Flat 303, 3090 Limassol
Tel: 99612532
Website: www.michaelvirardi.com
Contact Person: Michael Virardi

PLANNING CYPRUS LTD
P. O. Box 23392, 1682 Nicosia
Tel: 22456050
Fax: 22456070
Website: www.planningcyprus.com
Contact Person: Athanasios Mavros
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PEOPLE ACHIEVE
P.0.Box 24273, Nicosia 1703
Tel: 22773334
Fax: 22780999
Website: www.peopleachieve.com
Contact Person: Aleen Andreou

Peoplefchieve

Maximising Human Capltal

PRICEWATERHOUSECOOPERS

Julia House, 3 Themistocles Dervis Street,

1066 Nicosia
Tel: 22555000
Fax: 22555173
Website: www.pwc.com/cy
Contact Person: Evgenios Evgeniou,
Marios Melanides, Philippos Soseilos

PrICEWATERHOUSE(QOPERS

ZYMBOYAIO AMOX.
AEMEZOY - AMAGOYNTAZ
T.6. 50622, 3608 Nepecdg
TnA: 25881900
Dak: 25881777
loToxwpog: www.sbla.com.cy

Exnpéownog opyaviouou: Xapd MNavépa

®
£\

UNIVERSAL LIFE INSURANCE
PUBLIC CO LTD.
P.0.Box 21270, 1505 Nicosia
Tel: 22882222
Fax: 22882200
Website: www.unilife.com.cy

Contact Person: Kypros Miranthis, Maria Kakouri
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UNIVERSAL LIFE

MOVED HOUSE?

PERFORMA CONSULTING LTD
18 Kyriakou Matsi Avenue - Victory Tower,
Office 301, 1082 Nicosia
Tel: 22315930
Fax: 22315760
Email: inform@performa.net
Website: www.performa.net
Contact Person: Dimis Michaelides

Y performa

RENAISSANCE INSURANCE
BROKERS LTD
P. O. Box 28391, 2094 Strovolos
Tel: 22311662
Fax: 22313633
Contact Person: Christos Gavriel

ol

+

ZYNTEXNIA ENIZTHMONIKOY
NMPOZQMNIKOY AHK (ZEMAHK)
T.6. 24506, 1065 Acukwoia
TnA: 22201007
Eknpéownog opyaviopou: MixaAng MixanA

EEDMARE

UNIVERSITY OF NICOSIA
P.0.Box 24005, 1700 Nicosia
Tel: 22841500
Fax: 22352057
Website: www.unic.ac.cy
Contact Person: Dina Hassabi, Ifi Christoforou

UNIVERSITY OF NICOSIA
| NANEMIZTHMIO AEYKONEIAL

HAVE YOU CHANGED JOBS / EMPLOYER?
HAVE YOU MOVED YOUR OFFICES?

CHANGED ADDRESS (ELECTRONIC OR OTHERWISE)?

We don’t want anybody to miss out on our publications! If you ha
e-mail our database co-ordinator Eugenia Papadopoulos on info

professional details.

METAKOMIZATE ZE NEO ZNITI;
AAAA=ATE AOYAEIA/EPFOAOTH;
EXETE METAKOMIZEI ZE NEA FPA®EIA;

EXEI AAAZEI H AIEYOYNZH ZAZ (HAEKTPONIKH KAl MH);

Aev BENOUPE VA XAOEL Kavéva HENOG HaG Kdnmq aro TIq
Euyevia MaradornoUAou Pe TIG VEEG 0AQ AETTTOUEPELEG OT

POWER IMAGE MISCO
P.0.Box 25447, 1309 Nicosia
Tel: 22660006
Fax: 22661222
Website: www.powerimageservices.com
Contact Person: Stephanie Dikaiou

@ |POWER
msco  IMAGE.

OCECPR
Helioupoleos 12, 1101 Nicosia
Tel: 22693000
Fax: 22693070
Website: www.ocecpr.org.cy
Email: info@ocecpr.org.cy
Contact Person: Neophytos Papadopoulos

TSERIOTIS CONSUMER GOODS
P.0.Box 12764, 2252 Nicosia
Tel: 22467110
Fax: 22480379
Website: www.tseriotis-fmcg.com
Contact Person: Kyriakos Andreou

&8 seriomis

WORKFORCE CYPRUS
1 Nicolaou Skoufa, (Office 202), 2415 Engomi
Tel: 22679800
Fax: 22665535
Website: www.workforcecyprus.com
Contact Person: John Papachristos

WorkForceds

P&P ICE CREAM
P.O. Box 25040, 1306 Nicosia
Tel: 22445566
Fax: 22835738
Email: human.resource@pandpicecream.com
Contact Person: Jovana Papaphilippou

s

ICE CREAM GROUP

OMIAOX ETAIPEIQN ANAPEAZ
ZODPOKAEOYZ
T. ©. 58159, 3026 Nepecog
TnA: 25849000
Dag: 25849100
loToxwpog: www.soflawfirm.com
Eknpoownog opyaviopou: Karia Mapnni

TSYS CARD TECH LTD
P.0.Box 20552, 1660 Nicosia
Tel: 22882600
Fax: 22882884
Website: www.tsyscardtech.com
Contact Person: Kenneth Cuschieri,
Zoe Leonidou

SYS

WORLD TRADE CENTRE LTD
P.0.Box 58023, 3730 Limassol
Tel: 25588116
Fax: 25588299
Website: www.wtccy.org
Contact Person: Styliana Pontiki-Drege

WORLD TRADE CENTER
ETPRUS] e

Lot us fnow!

ES"/" raa;.
- =

ekd00elg pag! Mnopeite va EVNUEPWOETE TNV
nv nAekTpovikn dlevBuvon: info@cyhrma.com

\nNote

——

ve moved house or changed employer please
@cyhrma.com with your correct contact and/or

!
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BENEFITS OFFERED TO “CORPORATE MEMBERS”

Service / Benefit

Journal «’AvBpwrog kal Epyacia» (“People and Work”)

Listing the Organisation in a special page in the journal “People and Work”

The electronic newsletters “Human.Net” and “e-HR Trends”

Participation in seminars, workshops and conferences organised by the Association
Advertising “Job Vacancies” in HR in “Human.Net”

Purchase of research or survey results published by the Association

Permission to use the Logo of the Association on the Organisation’s letterhead and
include a mention that the Organisation is a Corporate Member of the Association
Invitations to participate in all events organised by the Association

Provision of advisory services from members of the Association following special
arrangements as well as the development of professional and research partnerships.
Distribution of information by email to members of the Association

Distribution of information by mail to members of the Association

Advertisements in the journal “People and Work”

Listing the Organisation in a special page on the web-site

Advertisements in “Human.Net”

Sponsorship of “e-HR Trends”

Price

Free
Free
Free
Member Rate
Free

Member Rate

Free after approval

Free / Member Rate

Special Arrangements
30% discount

30% discount

20% discount

Free

30% discount

30% discount

O®EAH MNMOY NAPEXONTAI ZE «OPIr'ANIZMOYZ MEAH»

Ynnpeoia / ‘O¢pehog

Meplodikd «’AvBpwriog Kal Epyacia»

MNpoBoAn Tou Opyaviouou oe eIk oeAida oTo meplodikd «'AvBpwriog kal Epyaacia»

Ta nAektpovikd évtuna «Human.Net» kal «e-HR Trends»

SUMMPETOXN O OgULVAPLD, EPYATTNPLA, OUVEDPLA TOU SUVOEGHOU

AyyeAieg oto Human.Net yia «Kevég O€oeig» A.AA.

Ayopd ekOOOEWV Yla £peUVEG Kal JEAETEG TIOU €KDideL 0 ZUVDEOUOG.
Alkalwpa va avaypddeTtal ota emotoldxapta 6Tl 0 Opyaviopodg eivat MéNog

TOU ZUVO£CUOU Kal Va UTopel va yiveTtal xpron Tou AoyoTurou

MNPOCOKANOEIG CUUPETOXNG O OAEG TIG EKBNADOELG TIOU SlopyavwVeEL 0 ZUVOETUOG.

Mapoxn CUPBOUAEUTIKMV UTNPECLMOV Ao PJEAN TOU SUVOECHOU KATOTIV EIBIKWOV
dleuBeTnoewV Kal avamTuén eMayyEAUATIKOV KAl ETIOTNOVIKOV CUVEPYACLMOV.
ATOOTOAY] evTUTIWV 0€ NAEKTPOVIKN HoPdN oTa JEAN TOU SUVOECHOU

AMOOTOAY evTUTWV PJéow Taxudpopeiou oTa HEAN TOU ZUVOETUOU

Alagpnuioelg oto nMeplodikd «AvBpwrtog kal Epyacia»

MNpoBoAn Tou Opyavioupou oe ek oeAida Tng LloTooeA(dag

Alapnuioelg oto «Human.Net»

Xopnyia tou «e-HR Trends»

TipA

Awpedv
Awpeav
Awpeav
Tiun Méhoug
Awpeav

T Méhoug

Awpedv PETA ard £ykplon

Awpeav / Tiun Méloug

Eldikég AleuBeTtnoelg
30% EKMTWOoN

30% EKMTWON

20% EKMTWOoN
Awpeav

30% EKMTWON

30% EKMTWON



