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Introducing Anna Charalambidou

HR experience exchange program

Koxreid mapto mpog iy twv Mehwv twv Emrpomdy
pag ota véa ypageia tov ZvvSéopov / Cocktail Party in
honour of our Committee Members at the Association
New Premises

Etijoto ZovéSpio KvZvAAA 2011/2011 CyHRMA
Annual Conference

Leonardo Da Vinci Exchange Mobility Programme
Etjota TevikA) Zuvékevon 2011/ Annual General
Meeting 2011

Increasing the Yield from Employee Training and
Development by Andrew McK. Jefferson

Opening up talent for business success
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coming talent vacuum by Van Zorbas
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Really doing it by David Creelman
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workplace in a positive way by Constantina Christou
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by Elena Maniatopoulou Hadjipanayi
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Néa Méhr tov ZvvSéopov / New Association Members
Opyaviopoi Méh Tov Ku.Xv.A.A.A. / CyHRMA
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Z1n Cyta, éva opyaviopé nou NPogpxetal and tny
KOIVWwVIa Kal avikel OE auTnh, EOTIGCOUME OTNY
unedBuvn NAPOXn UNNPECIWV KAl NPOTOVTWY.
EipaoTe epyoddTee npoTiunong, diaxpovikol apwyofl
NG KoVWVIag Kal npwraywvioTég oTic dpdoeis yia
TNV npooTtacia Tou NEPIBAAovVTES pag.

Q¢ npwrondpol oTn olyxpovn ohokAnpwpévn
NAEKTPOVIKIT EMNIKOIVWVIA NPOCPEPOUKE EUNPaKTa
kal dlaxpovikd yia éva kaAdTepo aulplo.

Ztn Cyta piAdpe unevBuva kar pIhdpe pe €pya.
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Ano6 Tn Yuviaén | From the Editor
—

——=

AyaznToi avayvaoTteg
Ka\woopicate o 340 Tevyog Tov AvBpwro kat Epyacia.

EArifovpe va mepdoate wpaia oTig KahoKatpLvég aag dtako-
TG KaL va €XETE YEPLOEL TIG unatapies ooag npocSoKu’wmg OTIG
YI0PTEG TWV XpLoTovy£vvwy.

Edv Sev umopéoare va napevpedeite a0 Etrjoto Sovedpro tov Ko-
SvAAA Sev oag Eexdoape! Ttig enopeveg 0eAiSeg Tov TEVYOVG Av-
00 Oa peite dapOpa ano Tovg KaTaglwpEvong OWANTES pag Tov
TaiSeyav and kdbe dxpr TG Y16 Y1a VA TAPOLTLATOLY TA ‘hot’
Bépard Tovg o Aevkwoia Tov mepaoyévo Mauo.

S ag mapovatafovue exiong, a0 TEVX0G avtd, T véa Operations
and Member Relations Officer tov uvS¢opov pag, Ty Avva
Xaanap:riSov, 70 VE0 GTOLO IOV PUTTOpELTE Var ETUKOVWVEITE y.aZi
ov Yt B¢para Tov ZuvSéapou.

To Tevy0g AvTo eivat aQLepwyéVo aTh Ay Tov Mikn Znapot,
emimyto péhog Tov SuvSéapov pag, Tov Svotuywg anefiwoe Sagvi-
KA TIpLY amo PePIKog Prves.

Dear readers
Welcome to the 34th issue of People and Work.

We hope that you had a lovely summer break, recharged
your batteries and are now looking forward to filling your
Christmas stockings.

Ifyou were not able to attend the CyHRMA Annual Conference
no need to worry as all the ‘hot’ topics are in the next pages ready
for you to read. The esteemed conference speakers who joined us
in Nicosia last May, from around the globe, and discussed issues
around New trends in the HR profession in Europe, Talent and
diversity management, Return on investment from employee
training and many more, have contributed articles in this issue of
our magazine for you to enjoy.

This issue also introduces the Association’s new Operations
and Member Relations Officer, Anna Charalambidou, our new
contact person for Association related matters.

Finally, this issue of People and Work is dedicated in the
memory of Mikis Sparsis, an honourable member of the
Association, who sadly passed away suddenly a few months ago.
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Not Just a Job Board

Christos Kourouklis
Country Manager
Karierakypros.c

"Spend less and fasten
your hiring process while
innovating in

your recruitment strategy.”

Contact Details:

Christos Kourouklis
Country Manager
Karierakypros.com

Christos Kourouklis@careerbuilder.com
Tel.: +30 210 81.15.300

Cell.: +-30 693.73.34.485

Linkedin: Christos Kourouklis

com

Let us introduce ourselves to you. Karierakypros.com is
a member of the multinational company of
CareerBuilder that has more than 2000 employees
worldwide and a presence in 55 countries.

Our mission is to find and match the right candidate to
the right job. Our services include candidate/talent
attraction in Greece, Cyprus and abroad while using
numerous services and products. From Graduate
recruitment publications (www.careerguide.gr] and
education services (Kariera Seminars] to provision of
toals for organizing and improving procedures to attract
staff (Recruitment systems). The turnover of the Greek
and Cyprus market reached 2.7 million euros in 2010.

In 2010 www karierakypros.com made its way into the
Cyprus jobsite scenery, giving the chance to
Cypriot companies to attract talented people
from Cyprus and abroad while posting
their job ads to any country in the
world — Karierakypros.com can be
your “window to the world". And @
with no doubt, in less than a year, it £
has made its way to the top. %
Recruitment  today is  more
challenging than ever. so as a
member of the global leader's network
in human capital solutions, we help
organizations target and attract their most
important asset: their people. We use world-class
technology, data-analysis. a comprehensive partner
network and superior customer service to match the right
people with the right jobs.

Our smart, intuitive technology enables us to provide
more options for the thousands of unique visitors who
come to our site every month, while also making the site
as smooth and seamless to navigate as possible. We
have focused solely on our industry to gain a deep
understanding of how job seekers behave and how to
serve the right content to the right person. Itis this focus
that has made Careerbuilder and Kariera expertise put
into motion karierakypros.com. so as to be faster,
smarter and more effective at producing better results
than any of our competitors.

Karierakypros.com at the moment is the Nol
recruitment site in Cyprus having more than 22.000
visitors/month from Cyprus and 31.000 visitors/month
from all over the world (surpassing Jobincyprus.com
and Cyprusjobs.com). It is also an active member of
CyHRMA [Cyprus Human Resource Management
Association).  Karierakypros.com currently offers
attracting, recruiting and consulting services to the
biggest multinational,

Target

Strategic
Goals &
Planning

Attract

Cypriot and Greek companies and has already covered
140 job positions in Cyprus since the beginning of 2011.

Recruitment doesnt end with a job offer. It begins from
the moment your business defines its needs. and
continues even after an employee is hired
Karierakypros.com philosophy explains recruitment in
terms of the TARGET (identify your audience], ENGAGE
(define your message). ATTRACT (access the right
people), and MAXIMIZE (optimize your process] steps. We
help you determine the right steps for your recruitment,
right now. As you incorporate the necessary pieces into
your recruitment process, you. too, will see how a
candidate can become a longterm, successful member of
your team. Find the right candidates to take your
business to an unprecedented level.

While job advertisements and access to
resumes are still at the core of online
recruitment, karierakypros.com

continues to innovate: we currently
m provide more than 20 solutions.
% from branding to intelligence to
@ talent communities. We develop

your company's full employment
brand. including the  unique
employment value proposition, brand
opportunity. message map. key messages
and supporting points as well as sample
creative.

Karierakypros.com has teamed up with Facebook, the #1
Social Media Site in the World. to provide branded
recruitment advertising and marketing services. giving
you the power to build quality relationships with
candidates and customers alike. Karierakypros.com and
Facebook work closely with you to help build a meaningful
presence on Facebook and meet and exceed your
recruitment strategy objectives. The karierakypros.com
partnership helps recruitment advertisers leverage
Facebook and allows employers to engage in a dialogue
with potential candidates on their own “turf’.

Take advantage of this unique opportunity to build your
presence on one of the most prominent social media
sites. These are all developed after doing extensive
research on your competition for talent and the
perceptions, values, and behaviors of your target talent.
No matter what the size of your company is. we can
provide you the tools in order to transform your Human
Resources needs into a Talent Atfraction project with
measurable results in order to lessen your Cost per Hire
and speed up your hiring processes.

*source Google Ad Planner and Analytics

Karierakypros.com: Expert advice on attracting, engaging and retaining your #1 asset; your people
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ElZ MNHMHN MIKH ZlNAPZH
(ANMOSANQN TIMOMENO MNMPOEAPO TOY ZYNAEXMOY)

DéTog, Npiv and PePIKOUG PAVES, N KUnpog éxace éva EexwploTd AvBpwno Kal mpwTepYATn ota Epyaciakd Béuara Tou Térnou, To Mikn Xnapon.
O Mikng Znapong, ekTog and Mevikdg Aleubuviic Tou Ynoupyeiou Epyaciag kal Kolvawvikbv AopaAicewy 6Tav npwToidpuBnke n Kunpiakn Anuokparia,
unnpé&e Kai 1IdpuTIKG PENOG Tou Kunplakou Xuvdéapiou AlelBuvong AvBpwnivou Auvapikou, EoU kal itav enimpog Mpdedpog Tou ZUVOECHOU Uag.

Q¢ POPO TIUNG BEAALIE VA KAVOUE €va UIKPO aPIEQWRIA OTN UvAKN autoU TOU CNUAVTIKOU avBp@mou Nou LE TO Opapa Kal Ta €pya Tou
Apnoe TN oppayida Tou oTig KUNpIaKEG EQYACIAKES OXETEIG.

AvBpwNog e UPNAES apxEQ Kal ayann yia Tov AvOpwo Kal Tn yv@on nnye wg véog otn Néa Yopkn 1o 1947 yia va onouddcel, SOUAEUOVTAG TAUTOXPOVA
WoTe va BydAel Ta npog 1o Znv. EZNoE kel 7 xpdvia Kal W € TNV ENICTEOPNA Tou oTnv KUnpo To Gvoud Tou cUVOEBNKE e TN Anudola Yinpeaoia.
MpwTepydTng otn yiyavTiaia npocndBeia TNG 0ikoddUNoNG Tou KpdToug NpocéAKUCE avBpmmnoug e IKavOTNTEG, pAvTAcia Kal dNPIoUpYIKOTNTA.

Me Tn {wvTtdvia Tou, TIG MPWTONOPIAKES TOU IDEEQ Kal OPAUA, NTAV O BECN va LETATRENEI TIG VEEQ IDEEG O MPAEN Kal va kaBodnyel TNy oudda Kal To TUAKA Tou,
dIdAoKoVTAG Toug 6T 0 KaBévag Toug CUPBAME! oTn BeATIwon TN Cwng Twv Kunpiwv.

‘Opapa 1ou N a&lonpennig {wn o” éva KpATog Npoévolag Kal KOIVwVIKAG dikalooUvng 6nou N KUBEPvNoN, ol EpYOdOTEG Kal O EQYALOUEVOI
€ival MPAYUATIKOl KOIVWVIKOI ETAIOI Kal GUVEPYAZOVTAI yia Va UNoPEi 0 KABEvVag va €Xel EUKAIRIEG AVANTUENG Kal EUNPEPIOG.

[Mioteue 6T N KUnpog unopoUce va éxel Aoyo oTig dIEBVEIG EENEEIQ OTOV EpYATIKO KAl KOIVWVIKO TOUEA €Tol avENTUEE pia nAoucia dpdon
otn Aiebvr Opydvwon Epyaciag, oto ZupBoUAio Tng Eupwnng kai otov Opyaviopd Hvwpévwv EBvav TipmvTag Tn Xmpa Tou.

IN MEMORIAM MIKIS SPARSIS

A few months ago this year Cyprus lost a special person, one amongst the first Cypriots to have worked on establishing Industrial Relations in the country,
Mikis Sparsis. Not only did he serve as the General Manager of the Cyprus Ministry of Labour and Social Insurance when the government was first

established, but Mikis Sparsis was also involved in founding the Cyprus HRM Association, thus being one of our Honourary Chairmen.

To pay tribute to his memory, we wanted to make a small dedication to honour his vision and work in the Cyprus Labour Relations.

A person with high morals and love for people and knowledge, as a young man, he travelled to New York to study in 1947, while working hard at the
same time to make ends meet. He lived there for 7 years and upon his return home his name became synonymous with the Public Service.
One of the first in the gigantic attempt to construct the State he attracted people with skills, imagination and creativity. With his spirit,
vision and innovative ideas he was in a position to transform the new ideas in practice and to coach his team and his department,

teaching them that each one of them could make a difference by improving the lives of their fellow Cypriots.

He envisioned a decent life in a state of providence and social justice where the government, employers and employees are true social partners cooperating

so that each person can have opportunities for growth and prosperity.

He believed that Cyprus could have a say in the international developments in the labour and social arenas so he got heavily involved in the International

Labour Office, in the European Council and the United Nations, honouring his country.
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INTRODUCING ANNA CHARALAMBIDOU

WHO IS ANNA CHARALAMBIDOU?

Anna holds a Bachelor degree in Business
Administration with concentration in Economics and
Finance and a Master’s degree in Human Resource
Management from Manchester University, UK. Since
September 2011 she is employed by the CyHRMA
in the position of Operations and Member Relations
Officer.

MOIA EINAI H ANNA XAPANAMIIAQY;

H Avva eival kdroxog ntuxiou Bachelor otn Aloiknon
Enixeipiogwy pe karelbuvon oTa XpNUATOOIKOVO-
MIKG Kal JETanTUXIakoU SIMAWUATog otn AleuBuvon
AvBpwnivou AuvapikoU and NavenioTAIo TNG
AyyAiag. And Tov ZentépBpio Tou 2011 gpydceTal
otov Kunpiakd 2Uvdeopo AletBuvong AvBpwnivou
AuvapikoU otn B€on Tng AloIKnTIKAG Aeiroupyou yia
B€uaTta Tou 2XuvdEapou Kal Twv MeAwv Tou (Officer
Operations and Member Relations).

WHERE CAN YOU FIND HER / HOW CAN YOU CONTACT
HER? / FOR WHAT MATTERS?

Anna will be at your disposal and happy to assist you either by answering any
questions that you might have regarding the operations of the Association,
events and seminars organized, publications issued, cooperation with other
organizations or by providing guidance on which processes to follow in order
to become a member of our Association or on HR related issues in general.

You can contact her from Monday to Thursday from 10:00am to 16:00pm and
Friday from 10:00 to 13:30.

Her contact details are: email: info@cyhrma.org, telephone number:
22318081, fax: 22318083, address: 8 Pindarou Street office 103 1060
Nicosia, P.0.BOX 28785, 2082 Nicosia

MOY MIOPEITE NA TH BPEITE; NQ> MMOPEITE NA
EMIKOINONHZETE MAZI THZ; I'lA MNOIA ©EMATA;

HAvva 6a BpiokeTe otn didBeor cag yia va dIacpaAicel TN owoTh Kal AUecn
€EuNNPETNON 0ag KABWG Kal yia va ENIAUCE! OMOIECONMNOTE ANOPIEG KNOPET va
EXETE OXETIKA JE TIG AOXONEG TOU ZUVOECHIOU LIAC.

Ba Bpicketal kABNUEPIVA OTO YPAPEID TOu XUvdETHoU oTnv 0d6 Mivddpou 8,
dlauépiopa 103 Kkal UNopeiTe va ENKOIVWVACETE adf TnG and AeUTEPA PEXQI
Mépntn and 1ig 10:00nu péxpr Tig 16:00uu kai Tnv MNMapaockeun and mig 10:00nu
pEXPI TIG 13:30pu. To nAekTPOVIKG Taxudpopeio TG eival info@cyhrma.org kal
TO TNAEPWVO TG 22 318081.

WHAT IS HER PREVIOUS WORK EXPERIENCE?

Right after she obtained her Master’s degree she was employed by KPMG
Cyprus as a team-member of the HR Internal Department where she worked
for aimost four years. There, she had the opportunity to be engaged in a
whole spectrum of department activities (main responsibilities included internal
recruitment, organizing training programmes and seminars for the employees
and she was in charge of the company’s Summer Placement Programme).

MOIA EINAI H MPOHIOYMENH THX
EPrAZIAKH MEIPA;

AUEOWG PETA TNV ANOPOITNON TNG ENECTPEWYE OTNV
Kunpo 6nou kai epydoTnke otnv KPMG oto Tunua
Eowtepikng Aloiknong AvBpwnivou Auvapikou yia
oxedbV TECCEPA XPOVIa. EKEl eixe TNV EUKaIpia va
QOXOANBOE( e i EYAAN YKAUa pyaci®yV / BepdTwv
ONwG NPOCANYEIG ATOPWVY YIa NARPWON KEVWV BECE-
, WV, 0PYAVWON CEPIVAPIWY Kal ATAV ENIKEPAANG TOU
KOAOKAIPIVOU MPOYPAUKATOC anacxdANong TNG £Tal-
piag.

WHAT ARE HER WORK ETHICS?

She strongly believes that the famous quote
‘Employees are the number one asset of a company’
should be finally put into practice with the guidance
of the HR Professionals.

MOIA EINAI TA EPFAZIAKA THZ MIZTEYQ KAI A=ZIEZ;

MioTevel 6T N XINOEINWEVN pPAcn 6Tl ol EpyalOueVol eival TO eYOAUTE-
00 NAEOVEKTNWA IAG ETAIPIAG €ival TO MPOCWIKO TNG NPEME! va Yivel npdén
AuECO WE TN owOoTH KaBodrynon ndavia Twy I0IKWY oTovV Topéa Aloiknong
AvBpwnivou AuvapikoU.

WHAT DOES SHE BELIEVE SHE CAN CONTRIBUTE TO
CYHRMA? WHAT ARE HER GOALS?

Anna is committed to give all her energy, knowledge and creativity to ensure
the smooth operation as well as the further development of the association,
in all aspects concerned. Her biggest bet is to assist in any possible way

in the collective attempt of the Association Board and members for the
establishment of the HR Profession in Cyprus.

TI NIZTEYEI OTI MMOPEI NA NMPOX®EPEI £TO XYNAEXMO
KAI MOIOI EINAI Ol ZTOXOI THZ;

H Avva éxel OeopeUTel va dWoEl OAN TNG TNV EVEPYEID, TIG YVMOEIG AANG Kal
TN ONPIOUPYIKOTNTG TNG Yia va SIaCPAAICE! TNV OAAR AEITOUpYia Twv Epya-
OlWV TOU ZUVOECHOU aANG Kal TNG MEPAITEPW AVANTUENG TOU G OAOUG TOUG
TOWEIG. To peyaAUTEPO oToiXNPA NoU BEAEI va kKePDIoE! eival va BonBnoel
EVEPYA TIG NPOCNABEIEG TOU ZUVOECHOU VIO KATOXUPWON TOU ENAyYEAUa-
T0G oTnNV Kunpo.

WHAT ARE HER “EXTRA-CURRICULAR” INTERESTS AND
ACTIVITIES? HOW DOES SHE LIKE SPENDING HER FREE
TIME?

When she has free time she likes exploring the world of psychology by
reading relevant books and articles. She also likes to take part in any events
organized for children in need as a volunteer.

MOIA EINAI TA «<EZQXXONIKA» THZ ENAIAOEPONTA; MQx
THZ APEZEI NA NMEPNA TON EAEYEEPO THX XPONO;

2ToV EAEUBEPD TNG XPOVO SIARACE! BIBAIC OXETIKA LE TOV KAGDO TNG WUXOAOYI-
ag. Tng ap€cel ENIoNG VA CUULETEXEI EBENOVTIKG OE EKONAWDOEIC Nou dlopya-
v@vovTal yia va BonBrcouv naidid Pe eIBIKES aVAYKEG.
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HR EXPERIENCE EXCHANGE PROGRAM

Within the Leonardo da Vinci Mobility program in March 2011, 4
delegates from the Latvian Association of Personnel Management
had the opportunity to participate in an experience exchange
program and visit Cyprus. Our host, the Cyprus Human Resource
Management Association, provided us with a professional work
program. We visited 9 companies in total from different sectors

have in Latvia. For the HR people this is a very important issue
and it’s great that every employer has the opportunity to educate
and train their employees.

Apart from the Human Resource Development Authority of
Cyprus, it was very interesting to get to know the differences in
the educational systems between Cyprus and Latvia. We were

(private, government and semi government) and sizes (small, INGA GRIEZE surprised that bachelor degree education is for free in the state
medium and large organizations). C°°_rdi,““°r_(L“Via“ Cyprus University. Also, some of the companies we visited told us
Association of Personnel

Management) that they are supporting their employee’s children education and

Our first impression of Cyprus was great: a warm and welcoming

country with sincere and kind people. Our experience exchange program
started with a presentation from the CyHRMA, where we learned much
about the association and about the Cyprus economy, culture and labor
market. This meeting was very useful, as it gave us the first chance to discuss
common things and matters in the association’s work strategy, vision and
future plans. We got to know the differences between the associations as well
as gain new ideas. During the next visits we learned that many HR issues in
Cyprus and Latvia are quite similar, but in some matters there are interesting
differences.

EDUCATION AND TRAINING:

One of the greatest things we learned was that Cyprus supports education
and development in every way it can. A visit to the Human Resource
Development Authority was a very interesting experience. An institution which
fulfills companies’ and organizations’ training needs is something we don’t

paying bonuses for the good grades, which we find very motivating.

WORKING HOURS:

Another interesting difference is the management of working hours. In Latvia
the usual working hours are 40 hours a week, from 9:00 a.m. to 18:00 p.m.
with one hour or 30 minutes lunch break (depending on the company). We
were impressed to learn that working hours in Cyprus are very flexible and
many employees can choose their own working hours. Surely, a strong control
mechanism is required, but all in all the working hour flexibility is a great benefit;
it gives you the feeling of freedom, if you can choose when your working day
begins and when it ends.

TRADE UNIONS AND COLLECTIVE AGREEMENTS:

It was quite surprising to see how strong are the trade unions of Cyprus. This
is also a difference from Latvia, where unions try to increase their role in social
dialogue, but they are not so strong yet.
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RECRUITMENT PROCESS IN THE GOVERNMENT:

We learned some specifics about the recruitment process in the government
which are different in Cyprus compared to Latvia. In Cyprus, a person who
wants to work in a government sector has to pass an exam first in order to
get the job (in Latvia there is no such exam or test). This surely works as a
guarantee that only the best employees are hired by the government. Job
security in the governmental sector is another interesting difference Cyprus
has and Latvia doesn’t.

OTHER INTERESTING DIFFERENCES:

In Cyprus the unemployment benefits are only for 6 months. In Latvia this
period is much longer (depending from the person’s work experience in years)
and it does not motivate the unemployed to look for a job. Matemity leave in
Latvia is up to one and a half years and the employer has to keep the job for
the parent during this period. Quite surprising that the maternity leave period
in Cyprus is much shorter.

Another interesting difference is the probation period. In Latvia it is 3 months.
After that time an employee becomes a permanent staff member. From the
HR point of view that is a very short time and the possibility to prolong it is
something Latvia could learn from Cyprus. Apart from the HR experience
exchange, during our trip to Cyprus we had the opportunity to visit several
cultural and historical places. For example, we visited the ancient city of
Curium, Larnaca, the village of Lefkara and Limassol.

A very special thank you from the Latvian delegation to each and every
one who took part in hosting us, especially to Eugenia Papadopoulos and
the members of the International Relations Committtee of CyHRMA who
organised our visit.

F -

Y
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MEANn Twv Enmpony Tou 2uvOEcuou

KOKTEIA MAPTY MPOZ TIMHN TQN MEAQN TON
EMITPOMNQN MAX 2TA NEA N'PA®EIA TOY 2YNAEZMOY

Eiaote maveuTtuxeig mou Mapoucidloupe éva VEo Ke@AAQIo OTNV IoTopia
Tou Kunpiakou 2uvdéopiou Aielbuvong AvBpwnivou Auvauikou. And v 1n
Anpiiou 2011 (6xiI dev eival Wépa!l) o KUZUAAA €xel Ta dIkA Tou ypapeia. Ta
VEQ YPAPEITO €XOUV XWPOUQ YIa TIG ZUVAVTACEIQ / ZUVedPIACEIQ Twv Enmponav
Kal Tou ZUupBouliou 6nwg eniong kal pia pikpr BIBAIOBAKN nmou clyd-oiyd
EUNAOUTICETAI. ZKONOG TWV YPAPEiwY pag Oev eival UOVO GUVAVTACEIG KAl CUVE-
dpldoelg. Mnopouv KAMNIGTA va XpnaluonoinBouy and PéAN uag (Vuv Kail evol-
QAPEPOPEVA), EMICKENTES Kal PIAOUG YIa OMoIodNMOTE OKOMO CUCXETICOUEVO LE
O1 EAEYKTEG TOU ZUVOECHOU KUpIol ANpATENG

AnunTtpiou Kal Tpnydpng AnunTpiou padi pe Tov

npwnv Npdedpo ko Kwaora Manakupiakou

TO ZUVOECHO Kal To AvBpwnivo Auvapiko. Me TNV EUKaIpia TwV VEWV YPapEF-
WV, dIopYavwBNKE PIKPG KOKTEIA NAPTU NPOC TIWAV Twv MeAWV Twv Enmpondyv
uag. ‘Etol, ong 7 Anpidiou 2011 n JETAKOWION OTA VEA WAG YPAPEIQ YIopTd-
OTNKE and To ZUPBOUNIO Tou ZUvdEopoU padi pe MéEnn Twv Enimponayv Le Tol-
unApaTa Kai nota.

H véa pag dievbuvon eivar: 0d6g Mivddpou 8, 1og 6popog, Alapépiopa 103,
1060 Neukwoia (n €icodog PpickeTal OTO NiIcW PEPOG TNG MOAUKATOIKIAG PE
npooBacn kai and tTnv Mivodpou aMd kai and Tnv NAdivi 006 OEoKPITOU).
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COCKTAIL PARTY IN HONOUR OF OUR COMMITTEE
MEMBERS AT THE ASSOCIATION NEW PREMISES

We are delighted to introduce a new chapter to the Cyprus Human Resource On the occasion of establishing our own offices, a small cocktail party in
Management Association’s history. As of 1st April 2011 (no, it’s not a lie!) the  honour of our Committee Members was held. So on the 7th April 2011 the

CyHRMA is housing its own offices. The new offices incorporate facilities for move to our offices was celebrated with Board and Committee members
Committee and Board of Director’s Meetings as well as a small Library which over a few drinks and nibbles.

is slowly being enriched. Our offices are not only for holding meetings, but We can be found at the following address: 8, Pindarou Street, 1st Floor,
can also be used for any members- interested or current, visitors and friends Office 103, 1060 Nicosia (the entrance is in the rear of the building with
for any purpose related to the Association and Human Resources. access both from Pindarou and the side street - Theokritou)

Euyevia ManadonouAou Kai
MNwpyog Kwvotavrivou

To AloiknTikd 2upBouAio 2009-2011

John Papachristos, Taiv ToaAIKiGv kal
Biku XapaAdunoug kai Biku XapaAdunoug
OAupnia @avTn

Mdpiog Mehavidng kal MNwpyog Kwvotavrivou, TaAiv ToIoAIKIAY,
Euyevia Manadonouiou Nardoa "EMnva kal Epn Euctabiou
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ETHZIO ZYNEAPIO KYZYAAA 2011

To peTvo crvvs’Spto TV Zvv&’ayov, otig 11 Maiov pag kawotounoe ye Ty ano@uyt]
smva’lm//;yg QEW’Ta)v Kat ye v mapovaiaon Qeydfwv TOU ama)(olovv Tov Topéa pag oto Evpwmaikd xat to
ayxdopio 7/[7/1/509011 Twv Emyeiphocwy.

MPoo@EPBNKAV NOAUTIMEG YVWOEIG HE NPAKTIKA NapadeiyuaTa, Epyoieia Kal
TEXVIKEG YIa GPECN €(apuoyn and eUnEIPOYVWLIOVES and Tnv Kunpo, Tnv
EMG&da, To Hvwpévo Baaiheio, Tnv ItaAia, Tig HIA kai Tov Kavadd.

KAAYOOHKAN TA EZHZ ENAIAOEPONTA ©EMATA:

* Néeg 1doeig oo endyyeAua AAA otnv Eupwnn

* H perarponn Tng AAA og Ztpatnyiké Etaipo

* H diaxeipion TAAEVTWV Kal TNG SIAPOPETIKOTNTAG

* H anbéoBeon Twv xpnudtwy and Tnv EKNABEUCN TwV EQYACOUEVWV

* H onuacia Tng enixeipnolaknig NBIKNG kal 0 pdAog TG AAA

* O1 BEATIoTEG NPAKTIKEG AAA ot BpaBeupévous opyaviopous otnv EAAda

H otpoyyuhi Tpdneda, pe dlakekpIuévoug KUnpioug opIANTEG, npayuaTtedTn-
KE TO B€pa «anooTpdyyion eyKePAAwv (brain drain) Kai pelwpévn aglonoinon
ToU avBpwnivou Ke@aiaiou otny KUnpo» dnPIoUpY®VTag TEPACTIO EVOIapE-
POV GTO aKPOATNPIO.



CyHRMA 15

MapaBeToupe PWTOYPAPIKO UAIKO E anoondopaTa Tou Xuvedpiou Kal onpa-
VTIKA KOPWATIA and Toug XAIRETIOHOUG Tou TOTE MPpo€dPou Tou ZUVOEGHIOU LIAG
KUplou Kwota ManakupiakoU Kal Tou cUR-Mpoédpou Tou Zuvedpiou KUpIou
MNwpyou AcinkaAn nou divouv pia yYeuon Twv NPOBANUATICH®Y TWV ENAYYEALA-
IOV TOU KAADOU [AgG MOU GUVEXICOUV Va IOXUOUV.

“O1 EnayyeuaTieg Tou KAGD0U [Hac avTIETWICOUV MPOKAACEIG Kal GUVOETa npo-
BAruaTa nou éxouv wg Yeveoioupyd artia TNV olkovouikr Ugeon. H avepyia va
augaveral dPapaTIKG Og GUYKPEION E MPONYOULIEVA XPAVI, KUPIWG aVARECT GTOUG
VEOUG Kall TOUG arogoiToug TRImoBABUIag EKMAIDEUONG KAl O EQYACIAKES OXECEIQ
o€ JIAPOPOUG TOLEIG TNG OIKOVOUIS Va Mapouciddouv coBapd MpoBAnUaTa. ZTnv
aBeRaIOTNTA TWV KAIPWV N E0WTNON-NPOKANGCN Yia ToV TOpEA Pag eival N akdAou-
Bn: Mwg xelpiceTal To epyaciakd NEPIBAMNOV Kal MOIEG EICNYACEIG KATABETEI NPOG
Toug EpyodadTeg r Toug ExkteheaTtikoug Aieubuvtéq évag Enayyehuartiag HR yia Tn
ONUIoUPYIa KIOG 0pYAVWTIKAG KOUATOUPAG Grou N EUMICTOCUVN, N AVOIKTA EAEUBE-
pn eNiKovwvia, N OECUEUCN TOU MPOCWNIKOU, N QUENUEVN NApAywyIKOTNTA, N ag-
oKQATIa Kal ol akPIBOdKAIEG ANOPACEIS TNG NYECIAC Va €ival Ta KUPIapXa OTok
xeia TG Enixeipnong kar oxi n e&aipeon; TMari eival MAéov 0AoPAVEQO OTI N OIKO-
VOUIKA Kpion UETARAME! Kal JETAPOPPVEI TO IEMOV TNG iB1ag TG epyaciag. O
Enixeiprioeig, karw and Tnv nieon EEWYEVAV Kal EVOOYEVADV NAPAYOVTWY Kall DUVE-
Hewv avaykalovral i ENBAMETAI va ENavacxedIooUV Kal avanpoodIiopicouV Ta
OUOTAKATA ALIOIBWY KAl MOPEUPERWY WPEANUATWY TwV EQPYALOUEVQY, VA AVAd-
0PYAVAMOOUV TIG QOUES TOUG, VA avaBEWPNOOUV Kal CUMMTUEOUV AEITOUPYIKEG dIa-
OIKAOIES, VA UEIDOOUV KAl CUUMIECOUV TIG AEITOUPYIKES TOUG SANAVES (M.X. OE MPo-
OWrIKO, WPEG EQYACIAG, UNEPWPIES ) Kal OXI UOVO. OAEG QUTEG Of AANAYEQ EMIE-
POUV AOPOADG BEATIVOEIG OTA OIKOVOUIKA TwV Enixepricewy €xouv Owe cola-
PEG ENINTWOEIG OTOUG EpYACopEVOUG TNG Enixeipnong kai enipépouv dIdRpwon oxi
JOVO TNG EPNICTOCUVNG Mou eival To BEUENO OMA Kal Tou GAOU EQYaciakoU KAUa-
T0G. Apd N EMIBILKOUEVN anAVINCN OTNV EPWTNCN MoU Mponyndn dev eival TGO
€UKONN. 'Exel NTOMEG NOPAPETPOUG KAl MEPIOPICUEVEG DIEEODOUG. AUTEQ TIG MOPa-
JETPOUG MEenel va AJBETE undyn oag  Kal va elonynBefTe TIG KOAUTEPEG JIEED-
doug kal AJceig EXEIX o1 EnayyeAuarieg Aietbuvong AvBpwnivou AuvapikoU Kai
EQYaoIaKwV ZXECEWV TOU TOMOU HIAG LE TIG YVWOEIG KAl EMMNEIRIEG MOU KATEXETE. X’
auTd To onpeio BEAW va Tovicw kal éva AMo B€ua. Ekppdloupe Ty avriBeon pag
OTIG NEPIKOMEG TOU MPOoUnoAoyiopoU Twv EniXeiproswy yia KatdpTion Kal Enuop-
@won. Ba eival N XEIPGTEPN CUVTAYNA GE NMEPIODOUG KPIONG VA ANMOKOMTOVTAI KOV-
SUNa yia autoug Toug okoroug. O Enixelpnoeig, eav npdyuat Bewpoly NoAUT
O TO avBpwIvVo KEPAAAIO Toug TOTE Ba NPEnel o€ NEPIGAOUG KPIoNG va enevou-
OUV OTNV KATAPTION, EMNMOPGWON Kal avanTuén Tou avBpwnivou dUVAIKOU TOUG
BewPWVTag TNV WS KIa UWNAN MpoTepalbTnTa Kal Oxi To avtiBeTo. Ol NEQIKOMNES oTal
OUYKEKPIEVA KOVOUNIO €ival vTIBETA UE TOV EMIBIKOPIEVO OTOXO TNG EMIXEINUATH
KNG avAKapWNgG Kal NEPAITEPW NMPoddoU Kal apioTeiag. Me autr Ty eukaipia xar-
peTiCoupe Ta KuBepvnTikd 2Xx€DIa kal MpoypdupaTa yia avaxaimion TG avepyiag,
KUpiwg péow g AVAA kai Tou KEMA. Eniong xalpeToUle IDiaitepa TNV NoAU npd-
opaTn eykaviaon piag véag dpdong and tnv Eupwnaikr Enmponn e my ovopa-
ofa Youth@Work pe otéxo T dnpioupyia BEcEWV EQYaciag OToug VEOUG Kal TNV
TOVWon g Enixeipnuamkotrag otnv Eupwnaikn ‘Evwon 19iwg otig MIKpopeoaieg
Enixeiprioeiq”.

Kwotag Manakupiakou

O npwnv npoe-
P0G TOU CUVOE-
opou kog Kiorag |

Manakupiakou

Ditte,

OTNELKTNC |

? presenters from
PD Ms Dianah
prman and Ms

Van Zorbas

O kog MNwpyog
[MavTeAidng

Méyag AV Y=

eloitt

L YooTNELKTNG

O opIANTAG KOG
OAnno Aunpdpo
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«Mnnkape ndn oTov TPITO XPAVO TNG OIKOVOUIKAG KPIoNg, TNG WEYOAUTEPNG
nou €ide o NA\avATNG and Tn dekaeTia Tou 1930 Kal TAAQVIZE! TIG OIKOVOUIES TwV
MNEPICOOTEPWV XWPWV.

Qg anotéAeoua, NOMEG EMIXEIPACEIG UMOXPEWBNKAYV GE MEPIOPIOUEVO KUKAO
EPYACIOV Kal UEYANOG apIBudg epyalopévwy EXel XACEI TNV Epyacia Tou. And
TIG apx€g Tou 2008, nou dpxIce N Avodog TNG AvePYIag, 0 apiBuodg Twv avép-
vywv otnv Eupwnaikn Evwon au&nBnke and 16 k. ota 23 K. MPOG TO TEAOG TOU
2010, napouciddovtag augnon 44% péca oe 3 xpdvia, apiBUdS NoU AVTIoTO-
xel o€ pia p€on avgnon 15 % 1o xpdvo. Auté onpaivel T yia KABe 9.6 epyald-
pevoug otnv EE undpxel kal évag Avepyoc.

Daiveral nwg o oTdéx0g TNG NOAITIKAG TG AlccaBoOvag yia NEPICOOTEPES Kal
KaANUTEPEG BETEIQ Epyaciag anéTuxe, yI” auto nNpénel va AnpBouv PETpa yia e68-
AEIPN Twv AdywV Nou odriyncav oTnv anoTuxia.

O péoog pubudg av&nong NG avepyiag otnv Eupnn @aivetal otadiakd va
uUNndeviceTal kal 0 apIBPOS TwV avEPYWY NAPEPEIVE O iBIog Ta TEAEUTaIa 2 TR
unva, didovTag eEANIDEQ avakapwng and Tnv Kpion Kai Jeiwong TNG avepyiag.
AuoTuxag, otnv Kunpo n téon auth dev enaAnBeUeTal a@ou N avepyia cuvexi-
Cel va aukdvetal kal katd 1o 2011 kal onuepa Bpioketal 1o 7.2%.

MNa kdBe 13.9 epyalbpevous undpxel kal €vag Avepyog otnv Kunpo, aveRalo-
VTaG TOV apIBuUd Twv aveépywv otoug 28 400.

JUYKPITIKG JE TIG XWPES TNG EE N KUnpog Bpioketal otnv 6n KaAUTeEPN B€on doov
apopd TNV avepyia, Guwg Ta PnvUPaTa Nou Naipvouv ol VEOI Jag, YIa TOUG orok-
oug n avepyia Eenépace 1o 20%, dev eival KOBOAOU evOapPUVTIKA.

H ebeloloia exkkaBdpion Tng Eurocypria, Ta OIKOVOPIKG MpoBAAuaTa Twv
Kunpiakmv Agpoypapuy, Tou Zgpayeiou Tng Kogivou kal dowv €novral, npé-
nel va KpoUoouv Tov K@dwva Tou KivdUvou Toco otnv KuBépvnon 6co Kai Tiq
AoikAceIg Twv OpYaVIOPmV KAl TwV ZUVIEXVIWV, WOTE Va KataoTel duvat n ava-
didpBpwon Twv Opyaviouwy Pe BAon To ENIXEINEV Kal va oTeAexwBolv |E TO
KATAAMNAQ KATAPTIOPEVO MPOCWIIKO WOTE VA AEITOUPYACOUV ANOTEAECUATIKA.
Aev eival duvatd peydAol Opyaviopol va AEImoupyncouv Je Managers Xwpig
kardption otn Aioiknon Enixelpicewy, ouTe va dlopBpwBolv cwoTd kal anodoT-
Kd e AleiBuvon AvBpwnivou AUVAPIKOU Xwpig OXETIKG akadnpidikd undBadpo.
Ta Zuvta&iodoTikd Taueia xpeiddovTal Babid Toun WoTe Ta GUVTAEIODOTIKA WPE-
AiuaTa, TOUAGXIOTOV yia Ta VEd WEAN, va apxicouv va Bacidovral oty anddo-
on Twv enevdUcEWVY TG kaBoplouévng cuvelopopds (defined contribution) Twv
€PYOS0TWV Kal TWV PJEAWDV Kal OXI OTO CNUEPIVO cUCTNHIA KABOPICKEVWY WPEAN-
udrwv (defined benefits) 6nmou oe kdnolo otédio Ba aduvaToly va avianokpIBouv.
AB€Baio eivarl yevikd To PEMOV TNG OIKOVopIag BpaxunpdBecia ald eAnido-
POPO HAKPOMNPOOEDHA, EV UECW TWV MPWTOPAVWY AAAAYWY MOU CNEIDMVO-
VIl OTNV NEPIOXN Pag Kal ennpeddouv coBapd Tnv Kunpo, AMeG BeTIkG Kal
AMEQ apvnTIKA.

H enmpnon and tnv EE, n katdoTtacn Twv SNUOCIwV OIKOVOUIKWMY Kal Ol ana-

VWTEG UNoBaBUICEIC TNG KUMPIAKAG Olkovouiag and dEBVEIQ oikoug agloAdyn-
ong, nou au&dvouv To kOoTog davelopou Kal KooTifouv otnv KUnpo ekatovTd-
O€eg ekaTtopuupia Eup, dev BonBouv kaBdAou oTnv avakapyn TNG KUMPIAKNAG
oIKovopiag anod TNV OIKOVOLIKA KEion.

H kaboAikn eE€yepon Tou Aaou oTIG ApaBIKEG XWPES Kal N CUVENAYOUEVN AVo-

0G TNG TIMAG Tou NETPEAioU dnuioupyel aloBnuaTa aBeRaidTNTag Kail oTNPICE!
TNV Napdracn g kpiong. MapdAnAa duwg N coBapn MIBavéTnTa avakaAu-
WnG PEYAAWY KOITACUATWY (PUCIKOU AEPIOU Kal METPEACIOU GTNV AMOKAEIOTIKA
OikovopIkn Zavn Tng Kunpou, kabwg kal N avaykn yia agipopo avantugn Kai ol
€nevOUCEIG EKATOVTAdWV EKATOUMUPIWY Eupw nou yivovTal otnv TEXVOAOYia Kal
TNV Npdolvn eVEPYEIa, dNPIOUPYOUV TIG MPoUN0BETEIG VIa VEEQ BECEIQ Epyaciag
OE VEOUG TOMEIG nou anaimolv eEeIdikeuon Kal VEEG DEEIOTNTEG, didovTag eAni-
O€EG yIa TO PakponpdBeapo PEAOV TG Kunpiakig olkovopiag.
OeTKd unvUpata didel N pikph aAG oTabeprt au&non Tou AkaBdpioTou
Eyxapiou MpoidvTog katd 1o 2010 kail To NpwTo Teiunvo Tou 2011, and apvnTi-
kO nou BpiokoTtav katd 1o 2009, deixvovTag onUEia avaKapyng.
270 €EPYAcIaKd B€uaTa, evOIAPEPOV NAPOUCIAZEl N GUPNEPIPOPT Twv Kunpiwv
€pYalouEVWY avapopIka PE ToV apIBUd TwV CUVOIKANICUEVWY. Ta GTATIOTIKA
napouocidlouv oTaBepn PEIWON TNG CUPWETOXNG TWV KUMPIWY OE CUVTEXVIEQ
katd Ta TeAeuTaia 20 xpbdvia.

H otaBepn peiwon TG NUKVOTNTAG TwV CUVTEXVIWY and 87% katd 1o 1981 o1o
50% 10 2010 pavepwvel 61 0 KUnpiog epyalopevog ApXICE Va oTNEICETAI MAEOV
OTNV EUNOPIKOTNTA TOU, Mou NNydadel and Tn Op®Gwon Kal EKNAidEUcn Tou, TIG
YVWOEIG Kal DEEIOTNTES TOU Napd GTN GUANOYIKOTNTA.

Davepwvel eniong 10 WnNAG eninedo anoAaBwv kar BIoTikoU enNEdou Tou

Kunpiou epyalbpevou, Nou Tou ENITPENEI Va OTNPIXOEN O MPOCWIKG CUURO-
Aaia epyaciag. AuTEG ol aAayEQ GTEAOUV KAMola unvUpaTa yid To EpYAcIakd
pag cuoTnua kai Tov KodIka BIoUNXavikwy ZXECEWV NMou apiBuel pétog 34 xpod-
via Unapéng xwpig Tpononoincn. Eival npogavég ot 1o epyaciakéd pag cuoTtn-
Ja Kal 0 uPIoTApeVog KMdIKag XPeIGZovTal EKOUYXPOVIOHO, WOTE N OIKOVOIa
Tng Kunpou va avTéEel oTiq MPOKANGCEIG TWV KAIPWV.

MapdAeiyn Ba ATav va pnv avapepdw otn PeydAn npdo®arn diebvn didkpion
nou TIud Tnv KUnpo Kai To ENICTNOVIKG TNG SUVAPIKO, ENITEUYA NMOU OXETICETAI
AUECA IE TO QVTIKEIUEVO TNG EPYACIag Tou TOED Kal Tou Zuvedpiou. Mpdkeital
yia 1o BpaBeio NopneA OIKOVOUIKWY NMOU AnoVEUNBNKE GTOV CUMNATPIWTN LAG
kaBnyntn oto LSE kal 1wpa oto Maveniotiuio Kunpou, Xpiotdgopo Miccapidn
KaI TOUG CUVEPYATEG Tou, Diamond kai Mortensen yia Tnv Epyacia Toug avapo-
PIKA JE TNV AvEPYia TNV ayopd £pYaciag Kal TO CUCXETIOWO TNG LE Ta KivnTpa
MoU NAPEXEI TO ENIDOUA AVEPYIAG Yia avaAnwn epyaciag, KaBwg kai Tn cnuacia
NG SIGPKEIAC TOU XPOVOU EKTOG Epyaciag otn duvatdTNTa ENAVEQYODOTNONG>.

MNwpyog AcINKaAng

Partnering people

O kog lMNwpyoq > and business

AocInkaAng

PNYog | a___
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O Kog H ka Zévia Andrew McK &
Anuntpng KwvoTavrivou Jefferson dr-
Mkavoudng and ™ oudAtnon

OTPOYYUANG

TPANECNG

2011 CYHRMA ANNUAL CONFERENCE

This years conference, taking place on May 11 innovated by avoiding repeating topics and by presenting subjects which
are of interest to businesses in Europe and the World.

Valuable knowledge was offered with practical examples, tools and techniques
for immediate implementation by specialists from Cyprus, Greece, the UK,
Italy, the USA and Canada.

THE FOLLOWING INTERESTING TOPICS WERE COVERED:

* New trends in the HR profession in Europe

* The transformation of HR into a strategic partner

* Talent and diversity management

* Return on investment from employee training

* The importance of business ethics and the role of HR

* Best HR practices in award winning organisations in Greece

The round table, with distinguished Cypriot speakers, discussed the topic
“brain drain and under utinized human capital in Cyprus” creating a huge

interest to the audience.

The photo gallery from the event gives you a flavour of what the conference contained.
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LEONARDO DA VINCI
EXCHANGE MOBILITY PROGRAMME

Latvia visit of the Cyprus delegation, 5-12 June 2011

Since 2006 the Cyprus Human Resource Management Association has
been taking part in the EU Leonardo Da Vinci Exchange Mobility Programme.
This year the Association in cooperation with the Latvian Association of
Personnel Management (LAPM) organized a trip to Latvia between 5 and 12
of June 2011. Five members of the CyHRMA were
selected to take part in the programme: Kiki Kalli,
Cathrin Lazarou-Kitteni, Michalis Tsangarides,
Panayiota Tsiokri and Andreas Papadopoulos
who was the team’s coordinator representing the
Association’s International Relations Committee.
The purpose of the visit was to exchange views
and transfer of knowledge on issues faced

by HR professionals, to transfer learning and
implementation of best practices and new ideas
and to get familiarized with a different country,
culture and people by visiting the LAPL and other
big state and private organizations and trade
unions.

Latvia became an independent country in May
1990 and a member of the EU in May 2004.

The capital of Latvia is Riga. Official language is
Latvian. 2.26 million inhabitants live in Latvia. Main

A
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ethnic groups are: 59.2% Latvians, 28% Russians,
3.7% Belarusians and 6.6% others.

The country is covered with forests and lakes.
44% of Latvia is covered by forests. It has 3859
lakes (1375 are artificial), 17 rivers longer than 100
km each and 531 km of coastline. The best well
known festival in Latvia is the Latvian Song and
Dance Festival which takes place every 5 years
and approximately 30000 people participate in the
event.

Unemployment in Latvia has dropped from 20%
but is still extremely high at 17%. The minimum
wage is 200 Lats (approximately €285), the
probation period at work is 3 months, the working
weekly hours are 40 and statutory annual leave is
20 days.

Our first visit took place in the LAPM office in Riga.
Inga, the LAPM coordinator, made a presentation giving the team a lot of
information about the LAPM and Latvia. The LAPM was established in 1996
in Riga. It has 207 members (198 legal members and 9 persons). As from
2001 the LAPM became a member of the European Association of Personnel
Management.

The mission of the LAPM is to unify Human Resources Management
professionals with the aim to improve the efficiency of organizations and to
create a human driven environment in Latvia by developing competence in
the human resources management field and promoting a strategic role for HR
in organizations.

The management board consists of 11 members and meets monthly.

Daily work is carried out by the LAPM coordinator.

LAPM offers educational events to members such as seminars/lectures,
experience exchange seminars, discussions and workshops and experience

exchange events in member organizations. In 2010 40 educational events
were organized visited by 1584 members and in 2009 42 educational events
were organized visited by 1652 members.

LAPM also offers to its members, discounts for annual HR forum and

Master degree studies in HR, programme of
potentiality, free of charge advice from specialists
of the Employer’s Confederation of Latvia on
labor relations issues and an HR intranet with
information about HR vacancies, news in HR field
and forum for Questions and Answers.

Since 2007 the LAPM offers to all HR
professionals a certificate of HR managers and
HR specialists.

The LAPM collaboration partners in Latvia consist
of the Employer’s Confederation, the Latvian
Chamber of Commerce and Industry, the Riga
International School of Economics and Business
Administration and the Latvian Association of
business Consultants.

In the afternoon we visited the Latvian State
Forestry, a government organization whose
main target is to protect the forests in Latvia.

LSF employs more than 1000 employees and
approximately 6200 sub-contractors from 770

g
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companies. It has under its protection 2 forest
parks, 4 lakes and 2 hunting areas. The major
revenue comes from the selling of trees. In 2011
they expect to have a profit of about 60 million
euros. About 50% goes to the state and the rest
goes to running expenses and development of
the areas they protect.

LSF recruits staff through internal campaigns.

If it cannot find suitable candidates the LSF
employs staff either through agencies or placing
advertisements in the media. Two days training

@ is offered to new staff in order to learn the targets
¥l of the organisation. The average salary is 800
Lats. The performance management system is
based on critical incidents. They have 10 internal
coaches-experts and 30 more who train the employees and also the business
partners’ employees.

THE HR CHALLENGES FOR THE FUTURE IN THE STATE

FORESTRY ARE:

¢ Having a motivating remuneration system in place, linking economic results
to each structural unit

* The appraisal of competences and performance of employees

* The growth and training of employees

* The competence and knowledge management of the organization.

On day 2, we visited Stora enso, a Swedish and Finnish state owned
company. The company’s main products are paper (e.g. newspapers,
cigarette packages, paper plates and cups, medicinal boxes etc) and wood
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(furniture, wooden roofs etc). It’s the oldest joined stock company in the
world. It employs 26000 employees in 35 countries. In the Baltics there are
about 1000 employees, 150 of them working in Latvia. The profit in 2010
was 754 million euros. In the Baltics the HR department consists of 1 HR
manager, 5 HR employees and 4 in payroll.

The performance bonus is based on 70% company’s financial results and
30% on individual results. The bonus is also based on the Appraisal Reports
(calculated on 7% - 20% of annual salary). The company offers extra bonuses
at Christmas, social events such as weddings and births and as an additional
and unique company perk, there is a sauna which can be used by employees
after working hours.

They use the Mercer system to all Baltic countries in order to evaluate

jobs and update salaries. The average salary is 800 to 900 Lats for white
collar employees and 400 Lats for labor staff. However, due to the recent
economic recession the company has stopped the benefits on retirement and
the training budget dropped to the minimum.

Next stop was the Latvian Trade Union Energija. The Trade Union Energija is
a member of the Free Trade Union Confederation of Latvia. 3500 employees
work for the Latvian Energy Company; however, only 72% are members

of the Trade Union. The Trade Union’s main activities are to protect the
employees’ salaries, to represent their members, to offer legal aid to the
members, to organize training, to take part in the collective agreement
negotiations, and to overview the Health & Safety issues at the workplace.
Theoretically, it is a Semi-Government Organization but the profit goes to the
government. The chairperson of the Trade Union is a Member of the Latvian
Parliament. Her main target is to protect the employment laws and also to
influence other sectors to solve industrial issues. The membership fee is a
percentage of 1% on the salaries. Upon retirement the employees receive a
one off payment. The pension is expected by the state. The minimum salary
is a little higher than the state minimum. The Trade Union employs 3 full

time employees and a part time employee. One of the main achievements

of the Trade Union is the payment of half of the employee’s salary when the
employee is on vacation leave.

Day 3 of our visit was dedicated to excursions so we had the opportunity to
go outside Riga and have a fun field trip!

Day 4 started with a visit to the Employers’ Confederation, the biggest
Organizations’ representative as they represent over 37% of employees.

Its main task is to keep social peace through a three party dialogue. They
employ 8 permanent staff and 22 contractors who work on specific short
term contracts. Their fees range from 400-3,000 Euro depending on each

company’s profitability, turnover and number of employees.
The confederation has 8 sub-councils depending on the field/area they want
to participate. The services they provide are: representation of interest,

analysis of forthcoming legal acts, free consultation on labor issues,
members’ portal, electronic news edition, events/conferences/ seminars.
During the last year they have developed an interactive computer video game
for young people based on real companies and actual workplaces which
aims at raising risk assessment awareness.

An initiative that was quite impressive for the Cyprus delegation was that
before a legislation is voted, the Unions and Employers’ Confederations
are given about two weeks time to read it and get back with their feedback
before the legislation is finalized. 50% of the times, their views were taken into
consideration, thus shaping the legal framework.

We continued with another company, Rautatesko is a Finnish multinational
retail company selling products for building and home improvement. It has
9 stores and 505 staff in total. The challenge they are facing the last twelve
months is a re-engineering process which merged the Latvian and Estonian
markets leaving the HR Department with 3 staff, one specialist on each
country and the Manager overlooking both markets. A lot of duties and
responsibilities of HR daily issues are handled by the store managers, such
as store staff recruitment, employee development & training, and the HR
Department holds a more consultative role.

Recently they introduced an “In-house Trainers” program and the store
managers / deputy store managers have been trained as internal trainers
for their stores’ sale staff which cost only 4,000 euro per store and the total
investment was 24,000 euro. This program aims at fostering and improving
sales efficiency.

THIS INITIATIVE BENEFITS THE COMPANY IN MANY WAYS:

* Considerable reduction of the training budget

* The store managers hold responsibility of their staff training and they
acquire an in depth knowledge of their capabilities and potential

* Recurrent training can take place with minimum notice and planning

* New training programs can be implemented any time.

In terms of the benefits offered, there is an individual performance based
bonus to salespeople based on their targets as well as team bonus based
on the stores’ targets which applies to all staff, cashiers, warehouse staff etc.
Other benefits are private health insurance, products discount & cafeteria
discount.

A job satisfaction survey is conducted globally and the results are translated
to the local language to review and analyze.

In the afternoon we visited the Food and Veterinary Service, a governmental
institution founded in 2002 with four main functions: food surveillance,
veterinary surveillance, border control, assessment and registration agency.
Their mission is “from farm to fork”. The HR Department has 5 staff and the



20 CyHRMA

total number of employees is 582; 26% male and 74% female. The workforce

is young, average age is 20-29 years and the turnover is low. They are ISO
certified 9001 and 17020.

THEIR REMUNERATION COMPRISES OF 4 PARTS:

* basic salary

* additional payment in cases such as increased work density, premium pay
for replacing a person in long term absence

 awards for special achievement, long service and honest work

* bonus on a five point rating scale from A to E. However, the distribution is
not a normal one but skewed towards A & B rates. The bonus is linked with
the results of the annual performance assessment, which also leads to an
annual improvement plan.

Due to the requirements for constant skills improvement of employees
especially the inspectorate ones, a heavy training plan is conducted.
Moreover, e-learning will start from this autumn.

On the 5th day we visited the Free Trade Union Confederation, the biggest
Trade Union in Latvia with representation of 109,000 workers-members,
12-13% of the total workforce. It was established in 1992. 22 full time staff
are employed, 3 leaders and 19 specialists. The Confederation is very active
in establishing vocational training certifications. They strongly co-operate
with the Employers’ Confederation as well as with other NGOs and local
authorities to protect employment rights and ensure that the governmental
normative acts are not against workers’ rights. Part of their ongoing activities
is to teach and consult employees what to do to make better and safer
working environments.

Something worth mentioning is the activity of the Confederation during the
2009 recession when it opened consultation advice bureaus throughout the
country offering services to employees who were dismissed illegally.

We were impressed when we were informed that the law forbids layoffs for
unionized employees, thus the Government or the employer has to take
permission from the Union first!

The last visit of the Cyprus delegation was at the State Plant Protection
Service. Their main objectives are the protection of plant health, plant and
plant product import-export control, fertilizers registration and control, plant
protection product control, etc.

201 staff work for this governmental institution, 80% women, 20% men and
half of them are regional inspectors. The demographic issue of ageism
causes a headache to the HR Department, as the average employee age is
41-55 years old which constitutes the 75% of the total workforce. It is a sad
fact that in a country with high unemployment rates not many young people
study agriculture, so they will soon be lacking specialized staff.

The HR team has currently two members and they are looking for a third

one so they can focus on in depth human resources tasks. As far as training
is concerned, the training needs of staff are very specialized due to such a
focused job nature. Every year a training plan is prepared for all professional
fields. The average number of training days per year is five.

The performance management system is outdated as it runs since 2001, thus
anew one is currently designed. Nevertheless, the results of the existing one
determine targets and tasks for every employee. It is also linked to the payroll
system, training system and statistics. The new one though will also relate
each employee’s real goals to suit the organization’s goals and plans.
Another HR project is the self-motivation issues the staff are facing and what
HR can do to improve self motivation and implement the appropriate systems
to give the expected results to the organization in return. This was a topic we
discussed with the HR Manager there at length and exchanged views on.
The Latvian industrial relations context is tougher compared to the Cypriot
one, comprising higher unemployment rates, lower cost of living and lower
minimum wage. In return they get much better maternity leave entitlements,
although they faced a considerable reduction since the 2009 recession.
Overall, this trip was a unique educational experience for the Cyprus
delegation. Our impression was that organizations in Latvia face quite similar
HR challenges with their colleagues in the local organizations but within a

completely different country environment.
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ETHZIA F'ENIKH
2YNEAEYZH 2011

TeAéobnke oTig 23 louviou n EMX Tou KuXuAAA cto Mondo Prive otnv onoia
napeupgBnoav Ta anepxopevVa kail Ta véa MEAn Tou AloiknTikoU 2 UpBouNiou
TOU 2uvdEapou, MéAn Twv dlapopwy Enimponay, o EAEYKTES Kal JEYANOQ
apIBUOG AMAWY PEAWY TOU ZUVOEGHIOU.

H HMEPHZIA AIATA=H THXZ XYNEAEYZHX NMEPINAMBANE
ZQPEIA 6EMATQON ENAIAOEPONTOX OMNQx:
* Xalpemiopd Tou MNpoédpou

H ka Nardon * \oyodooia Tou angpxopevou AIoIKNTIKOU XUpBoUAiou TNG BleToug

‘EMnva

Bnteiag Tou

* Mapouaciacn anoteAeoudTwy 2010-11

* Mapouaciaon yia To Ta&dI avtaAayng otn AeTovia pe To Npdypauua
Leonardo da Vinci and péAn Tng avTinpoowneiag nou EAaBav JEPog

* ‘Eykpion Twv npakTikwv g EMX 2010

* BpdBReuon TG akadnpdikou Ap. EAévng XTaldpou-KwaoTeéa npog avayvapion
TOU €PYOU TNG OTOV KAASO Hag

v EMZ anoxaipemioape kar enionpa 2 péAn Tou AloiknTikoU X UpBoUAiou nou
Je TN AMEN Tng BnTeiag Toug dev UNERaAav Eavd evOIOMEPOV YIa ENAVEKAOYA:
Tov Mpdedpo Kwota Manakupiakou, Xpovia evepYd LEAOG TOU ZUVOECHOU Hag
Kal MOAUTILO pENOG Tou A.Z. eni GeIpd ETAV, Kal TN TPAPUATED TOU ZUVOECHIOU
Mapidvva ZouyAidou Mou Ki auTr €xel MPOoPEPEI TOMG oTov KUZUAAA.

-7 éajo_h _%:q A Evyduaote xar otovg dvo kals] Esicozﬁpa(fq ke kde emrvyia oe
B O 7 7

EAévnoaalipou J dm avaddpouy!

ANNUAL GENERAL
MEETING 2011

On the 23rd of June, the CyHRMA AGM took place at Mondo Prive. The
previous and the new Board of Directors Members of the Association
attended, as well as members of the various Committees, our Auditors and a
large number of Association members.

THE MEETING’S AGENDA INCLUDED A NUMBER OF

INTERESTING SUBJECTS, SUCH AS:

* President’s Speech

* The accounts of 2 year office term of the Board of Directors rendered

* Results of the Financial year 2010-2011

* Presentation of the Leonardo da Vinci exchange programme to Latvia by
members of the delegation

* Approval of the AGM 2010 Minutes

* Honouring of academic Dr. Eleni Stavrou-Costea in recognition of her work
in the HRM field

During the AGM we had the opportunity to officially say goodbye to 2
members of the Board who with the ending of their term in office did not
request re-election: the President Mr Costas Papakyriacou, active member of
the Association for years and valuable member of the Board of Directors for
a number of years, and the Association’s Secretary, Ms Marianna Souglidou
who has also contributed greatly to CyHRMA.

Marie - Claire N We wish them both a well deserved rest and every success in their
Junge - ! future endeavours!
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[ncreasing the Yield from
Employee Training and
Development

The most effective enterprises manage business processes so that they yield optimal results. Corporate learning
and development is a process designed to produce more skilled employees who materially improve the competitiveness
and business results of the organization.

AT THE HIGHEST LEVEL OF GENERALIZATION, THE
PROCESS LOOKS LIKE THIS:

ini Improved
Training and :
Development Bﬁlgé%ﬁsss

The conversion of training and development to business results
can be likened to a production process. Like any other critical
business process, it should be analyzed, managed, and continuously
improved through total quality management and process
improvement. While a people development process will never
achieve the same predictable results as a manufacturing process, it
can nevertheless be made more efficient and effective by applying
the principles of process management.

The critical issue in all processes is the yield — the quantity

and quality of output in relation to the input. The measure of
effectiveness of corporate training programs is the extent to which
the resources they consume (time and money) are converted into
improved organizational performance.

INVESTMENT RETURN
Employee Improved

Training and Business

Development Results

ANDREW MCK.

JEFFERSON, D
Andy Jefferson is the
Chief Executive Officer
of the Fort Hill Company.
Heis a co-author of
The Six Disciplines of
Breakthr(’ugh Leal’ning:
How to Turn Training
and Development
into Business Results
(Pfeiffer, 2010) and
Getting Your Money's
Worth from Training and
Development (Pfeiffer,
2009). Andy is admitted
to the Bar of the State of
Delaware, and spent the
early part of his career as
an attorney focused on
corporate and complex
transactions. Heisa
graduate of the University
of Delaware and
graduated Phi Kappa Phi
\‘\'ith hOnOrS ﬁ'(?ln
the Widener University
School of Law, where
he currently serves on
the school’s Board of
Overseers.

THE LEARNING-DOING GAP

For training and development to pay dividends it must first be
converted to on-the-job action and applied to relevant work. In
most training programs, however, there is a chasm between what
is learned — typically in the classroom — and what is actually done
on the job. This is the learning-doing gap.

On one side of the gap is the program where initial learning takes
place. On the other side is the work of the business, where

the learning needs to be converted into action and increased
productivity. Too often, all of the resources and attention are
directed to the program itself - and not enough to the crucial
learning transfer process that is essential if the objective - better
business results — is to be achieved.

Training Transfer Improved
De?/g(ljop— |:> Aapn&i_ |:> Business
ment cation Results

MANAGING THE WHOLE PROCESS

The companies that get the greatest return on their training
investment practice six disciplines to manage the entire process of
converting learning into results. These 6Ds® are:

* Define outcomes in business terms

¢ Design the complete experience

* Deliver for application

* Drive learning transfer

* Deploy performance support

¢ Document results

Employee development represents an investment for which the corporation
expects a return. Given the billions of dollars corporations spend annually
on training and development, the most effective organizations are those who
ensure that corporate training is managed with a focus on maximizing the
return on investment in employees.

Unfortunately, in the vast majority of companies, that is not the case. A
substantial disconnect exists between what happens in the classroom and
what goes on in the workplace. The result is that only a small fraction of the
investment in corporate training and development ever makes a positive
impact on the business. The competitive advantage which should flow from
trainings is severely compromised by failure to manage the whole process. In
particular, far too little attention is given to the actions needed to manage the
post-instructional period.

Ensuring that your learing organization practices these six disciplines will
materially increase the effectiveness of learning and development initiatives
and the return on investment.

DEFINE OUTCOMES IN BUSINESS TERMS

The need to clearly define the objective of a training program seems so obvious
as to not warrant mention. Yet it is surprising how many corproate training
programs are implemented without a clear definition of the expected benefits
to the business. The program’s “learning objectives” are usually defined, such
as ‘at the conclusion of the program the participant will understand the new
coaching model.” But how does understanding a coaching model benefit

the business? What will people do better or differently? What need does it
fulfill? Presumably the real objective is more effective coaching that improves
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performance through the application of new coaching skills. “More effective
coaching” should be the stated objective and the criterion by which success
of the program is measured. Defining the expected outcomes of a training
and development program in business terms is a shared responsibility
between management and the training and development department.

Companies that effectively maximize the value derived from training articulate
the outcomes sought in business terms. Just as you would not approve a
major capital investment in new manufacturing equipment without a sound
analysis of its costs, benefits and projected payback, you should not invest in
training without an explicit understanding of how it will benefit the business.
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DESIGN THE COMPLETE EXPERIENCE

Learning is a continuous process. It begins before the formal instructional
period and continues long afterward. Indeed, while formal training can be an
important catalyst or accelerator of development, employees only develop
valuable new skills through deliberate practice back on the job. Thus, whether
or not a development program delivers its promised benefits depends in

large part on what happens back in the workplace which is often outside the
traditional mandate of instructional design.

For example, the participant’s manager has a great influence on whether
learning transfer takes place. In other words, a great training program is
necessary, but not sufficient to produce the desired results. Organizations
obtaining the maximum impact from training ensure that program designs
include plans for post-course implementation that are as comprehensive as for
the learning event itself.

This is no different than realizing that customer satisfaction with a new product
or service depends on the complete experience — the marketing, packaging,
instructions, customer service, and billing — and not just the product itself.
Maximizing the return on investment from training depends on planning

and managing the entire system from the packaging and delivery of new
knowledge to the quality of on-the-job support.

The most effective enterprises insist that training programs address the
complete experience. They demand that program designs address issues
such as how managers will be prepared to support their direct reports, how
learners will be assisted in their application efforts, and how the results will be
tracked, monitored and continuously improved.

DELIVER FOR APPLICATION

For training and development to impact results, learners must be able to
transition from the theory in the classroom to application of the new skills

on the job. Whether the connections to work are obvious, or whether they
require a tremendous leap of insight depends on how the material was
presented. Too often, corporate education is presented as a disconnected
set of materials or lectures by trainers that have little connection with the
actual work of the enterprise.

For business results to be achieved from corporate education, the training
needs to be delivered in a way that facilitates transfer and application. Each
topic must be firmly anchored by relevant business needs and illustrated by
examples that are meaningful to the participants and applicable to the business.
Well-designed simulations and action-learning programs are far more useful in
this regard than, PowerPoint slides, lectures, and e-learning drills.

The most impactful programs are reviewed jointly by business and learning
leaders to ensure that there is tight coupling between the classroom and

the real work of the attendees. They ask: How will on-the-job application be
illustrated in the classroom? Will learners have the opportunity to practice the
skills in simulations that emulate the actual environment? Have appropriate
steps been taken to ensure that the trainers truly understand the business and
the business challenges that the participants face?

DRIVE LEARNING TRANSFER

As valuable as structured learning programs can be, they are only the starting
point. Unless the learning is practiced and reinforced on the job, performance
rapidly falls back toward baseline. The majority of the potential value is lost.
For this reason, the best learning organizations actively manage the post-
course leamning transfer period. No area has been more neglected, or

offers greater opportunity for improvement. Virtually everyone has had the
experience of attending a training program, gaining new insights, writing
objectives to apply them, then putting the notebook and their good intentions
on the shelf and doing ... nothing.

To avoid this loss of potential it is imperative that learning objectives be treated with
the same rigor as business objectives, because technically that’s what they are.
They need to be tracked, measured, and eamn recognition for their completion.

Learners and their managers need to be held accountable for taking
post-course action that delivers expected outcomes and a return on the
investment. Companies that have implemented post-course Learning
Transfer Management Systems™ such as ResultsEngine® have seen dramatic
results. Participants put forth greater effort, have more on-going discussions
with their managers, and make greater progress than when learning

transfer is left to fate. Studies of managerial effectiveness have shown a
high correlation between thoughtful post-course action and improvement.
Those who systematically followed-up on leadership training were rated as
significantly improved. Conversely, those who failed to follow-up were rated
as unchanged, or even less effective, than prior to the training.

DEPLOY PERFORMANCE SUPPORT

The fifth discipline is to ensure that there is support as well as accountability
for follow-through in the post-course period. Program participants are more
likely to try new skills and approaches if they feel they can succeed and are
assured that there is help available when they need it.

Support from direct supervisors is essential. This requires — at a minimum

- that the participants’ managers know and endorse their direct reports’
development objectives. Surprisingly, this is not always the case. At one
company, 60 percent of managers admitted that they had no knowledge of
their direct reports’ learning objectives following a week-long training program.
Clearly, these managers were not in a position to provide the support essential
to maximize return. A well designed program ensures that managers know
and agree with their direct reports their development objectives and that they
are committed to support their achievement.

Senior leadership needs to set the tone. Managers at all levels should be
expected to endorse the training and take steps to ensure that the new
learning is applied on the job. Support for learning transfer should be part

of a manager’s performance evaluation, because without such support, the
investment in learning will be squandered. If a company is unwilling to actively
manage the implementation process of training, it should cancel the program
and re-deploy the resources, rather than waste time and money teaching skills
that will never be used.

DOCUMENT RESULTS

Effective learning organizations treat the investment in training and development
like any other corporate investment. That is, they measure and evaluate the
results to ensure that the investment is producing an adequate return.

While the results of training and development may be more difficult to

quantify than other traditional business processes — there is no excuse for

not measuring the output.  Without measurement it is impossible to drive the
continuous improvement necessary to stay competitive. Subsequent training
and development cycles will only be improved by comparing the actual results
to the expected results (defined by the first discipline) and assessing the
variables that most influence the outcomes.

Training and development organizations should be held to the same evaluative
standards of excellence as other business departments. They should not
accept measures of activity (such as number of courses or people trained)

as substitutes for measures of productivity. Increasing the number of people
trained is of value only if the training actually improves on-the-job performance
and business results. If no one uses the training to produce tangible
outcomes, then the appropriate course of action is to reduce rather than
increase the number of people trained.

SUMMARY

Corporations globally invest billions of dollars in training and development
each year. The most vigorous corporate competitors have training
organizations that manage the entire learning process in a systemic and
disciplined way to ensure that investment yields maximum return and
sustainable competitive advantage.
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pening up talent for
business success

CIPD research findings presented at the recent CyHRMA conference in Nicosia, suggest that there could be many
employers who are not acting in their own best interests because they are failing to inter-connect their approaches to

From an extensive focus group study involving over 100
participants from organisations across all economic
sectors as well as in depth interviews with a range of
public and private sector employers we found a broad
continuum of understanding about these core people
management issues and the way they are related to
each other.

This understanding varies from seeing the issues as
mutually inclusive to seeing them as totally separate
and diametrically opposed to each other. Because
understanding varies so do the actions taken. Actions
range from highly integrated seamless approaches
focused on developing all talent as a way of supporting
business objectives and welcoming all kinds of personal
differences as rich potential sources of business
advantage to seeing talent as being limited to ‘high
potentials’ for example and the adoption of exclusive fast
track schemes. In these circumstances approaches to
diversity tend to be fixed on basic compliance with anti-
discrimination law and not related to talent management
in any way.

Our study shows that the contexts and circumstances
of organisations play a big part in the approaches that
are taken towards integrating talent management and
diversity. These focus on adding value to business
performance and supporting corporate values and brand
reputation and delivering improvements to customers
and clients to maintain and build market share.

talent management and diversity.

1
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Behaviours based on respecting difference form the cornerstone of

organisational values in organisations where talent management and diversity

are woven through the fabric of the organisation.

CLAIRE
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harmonious working relationships and creating open
workplace cultures where everyone feels what they do
matters and that their ideas are listened to is seen to
make perfect sense.

Our research showed different definitions of talent as well
as diversity but we have developed the definition below
from the work we have carried out.

CIPD DEFINITION OF TALENT MANAGEMENT
AND DIVERSITY

Talent management and diversity need to be interlinked.
Diversity should be threaded through all
management activities and strategies to ensure that

talent

organisations make the best use of the talent and skills
of all their employees in ways that are aligned to business
objectives.

The key learning points from the work we have done are
as follows and come under five headings. The learning
points are practical and will help organisations to integrate
talent management and diversity for business success.

KEY LEARNING POINTS FORM THE CIPD
TALENT MANAGEMENT AND DIVERSITY
RESEARCH

Getting started
Get the buy-in and commitment of your leadership team
from the start by clearly articulating how a focus on diversity

can make a difference to their talent and bottom line. Aim to create a strategy that
is suited to your unique organisational context and business drivers.

Have a well thought out plan

Such leading-edge oganisations strive to uphold these values even regarding
the recruitment and retention of talent. They see the right attitude and
behaviours as critical to the extent that a highly talented person with the wrong
attitude and behaviours will not be entertained as an employee. Inappropriate
behaviours are managed out of such organisations either by peer group
pressure or the organisations systems.
seen to be at least as important as technical skills and abilities. The wrong

Having the right behaviours are

behaviours damage working relationships, brand values and corporate
reputation. Upholding strong organisational values is seen as key to becoming
a good place to work and a way of attracting the right kind of talent. Enabling

The importance of planning cannot be understated. Create a clear vision of
what you want to achieve and some practical milestones and objectives for
achieving it. Weave diversity considerations into performance management,
recruitment and selection, training and reward.

Who to involve

Involve a range of stakeholders from the start. Ensure that Board members are
committed and are role modeling the types of behaviours and values you want
to encourage within the rest of the organisation. Involve line managers and
employees and
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Look for the ‘natural champions’ - people who
believe in diversity, inclusion and in developing talent.
Consider creating a business focused taskforce of
people across the organisation to drive diversity into
operational activities.

Communicate the whole picture

Any intervention seen in isolation can be seen
as exclusive rather than inclusive. It is therefore
important to communicate the whole picture. Explain clearly what your
intervention is trying to do and why, and use simple language.

Recognise natural human reactions like cynicism and fear ~how might you tell
the story or describe things in words people will be able to bond with?

Work with colleagues in communications and marketing to bring the issues to life.

Be challenging
Challenge behaviour that does not respect diversity and be seen to do this. Have

"Our research shows that
talent management 1S
more not less important
in the current turbulent
economic times."

tenacity and persistence - don’t be pushed back
readily on issues. Encourage people to think about
diversity in connection with how they do their jobs.

As well as good practice guidance our hot topics
research report includes top tips for practitioners, a
collection of rich case studies and a tool for taking action
to see how well your organisation is doing so you can
design an appropriate strategy for making progress.

Our research shows that talent management is more not less important in the
current turbulent economic times. With equality law being strengthened as we
pull out of the worst recession since the middle of the last century organisations
need to be as ready for recovery as they can be to take advantage of any new
business opportunities that arise. In view of the confusion about the relationship
between talent management and diversity we feel organisations should get up
to speed as quickly as they can on this important area.

To access the CIPD’s Opening up talent for business success research got to: http://www.cipd.co.uk/hr-resources/research/talent-business-success-integrating-
talent-management-diversity.aspx
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This article was featured in Energy Processing Canada magazine in the Jan/Feb 2011 issue.

Empower your talent:
How to survive and thrive in
the coming talent vacuum

"History tends to repeat itself" is a phrase you hear a lot; perhaps that's because its true. Its happening right now in the
Canadian energy sector, as another talent void looms.

Assuming only moderate growth in employment demand, the industry
will see a 24,000-worker shortfall by 2014, according to a recent
energy industry study.(1) The Petroleum Human Resources Council of
Canada supports the growing urgency of this forecast, predicting that
more than 100,000 workers will be needed by 2020.(2)

There is consensus around these predictions. If the numbers are
even close to correct, the energy processing industry faces a talent

ENGAGE EMPLOYEES

No matter how good your talent is, or what their leadership
potential, it’s all for naught if they leave your company. As the
economy continues its tentative recovery, these very workers
are likely to seek the new opportunities other talent-strapped
organizations make available.

VAN ZORBAS

Van Zorbas is a partner in

shortage across a wide range of skills — professionals, trades and

manual labour. It will hit middle management hard and is likely to

Deloitte Canada’s Human
Capital practice. He can

With life-long company loyalty a vanished motivator, top employees,
quite simply, need a reason to stay, and energy processing

be reached at vzorbas@

escalate over the next decade. On top of that, accelerating energy
demands in China and throughout Asia may push those numbers
even higher.

In the recent report Empower Your Talent: Building a High-performance
Organization, Deloitte outlines key talent management strategies to help
companies survive and thrive in the growing talent vacuum.

GROOM AGILE LEADERS

Finding the right people for the right roles — particularly leadership roles — has
always been a challenge. During the recent economic crisis, many companies
in many industries appeared to lack the leadership to weather the storm.
This dearth of effective leadership continues to hamper companies’ ability to
generate long-term innovation and growth. As leaders continue to be promoted
on shorter timelines, companies need to ensure these candidates are ready...
and able.

Strong leaders drive strong performance. It’s critical that energy processing
companies focus on locating the right people and prioritizing their development,
consulting regularly with HR and talent leaders. This requires that employees
marked as potential leaders gain the broadest possible exposure to company
functions and policies.

By instituting strategic programs that involve job rotations, special projects,
cross-training and global mobility transfers, you can develop a strong leadership
chain that lasts into the future, survives the loss of a few links and pulls your
organization through the difficult times ahead.

deloitte.ca

companies must find ways to engage them more effectively.
With four generations currently in the workforce, however, finding
effective company-wide engagement strategies presents a huge challenge.

For many employees, career flexibility is key. Create an environment where your
people have more control over their career path: present valid lateral choices
(as opposed to perpetual pressure to “climb the ladder”) and enable workplace
flexibility to match. Combines with an on-going environment of coaching and
support, you should be able to significantly increase talent retention numbers
and bolster employee commitment and loyalty.

DEVELOP COLLABORATIVE STRATEGIES

Even though productivity hinges on effective collaboration, the energy industry’s
traditionally competitive modus operandi tends to limit collaborative talent
strategies, both within individual companies and across the industry at large.

Energy companies often have highly siloed functions and segregated
procedures, making it difficult for information to move and resources to
interact easily between them. At the same time, the thought of inter-corporate
collaboration generally raises more than eyebrows.

Internally, there are many different collaborative models, from traditional
structures to ones that are more process-oriented or creatively driven. Your
company needs to look at which model best suits your needs and culture.

And when it comes to the overall industry labour shortage, companies can even
collaborate with each other to their mutual benefit. Sharing external resources

“No matter how good your talent is, or what their leadership potential, it’s all for
naught if they leave your company.”
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to avoid replication and working together to attract global talent to the area are
increasingly valid, potentially necessary strategies.

SUSTAIN THE NEW TALENT PIPELINE

To make all these talent strategies work, you need something to work with. Just

secure future supply. Beef up in-house training and programs while looking at
other industries and global resources to supplement talent.

Proactive steps are necessary. By anticipating future needs and working to fill
them now, your company can avoid the talent vacuum that may well swallow

up the unprepared.

as a strong leadership chain is critical, so is an uninterrupted stream of top new

talent to lengthen and strengthen it. While
the labour force has not yet bottomed out,
skilled labour is in increasingly short supply.

This has an immediate business impact on
companies by limiting their ability to respond
quickly to financial opportunities. In the long
term, it will leave them unprepared to fill the
highly skilled jobs that accompany complex
work environments.

You can take steps to stay ahead of the
talent curve. Analyze your workforce and
act immediately to fill current talent gaps and

“You can take steps to stay ahead
of the talent curve. Analyse your
workforce and act immediately to
fill current talent gaps and secure
future supply. Beefup in-house
training and programs while look-
ing at other industries and global
resources to supplement talent”

(1) Edmonton Journal, June 21, 2010. Oil
patch worker shortage forecast in energy
industry survey, by Dan Healing. Accessed
at  http.;/www.edmontonjournal.com/QOilp
atch+worker+shortage+forecast+energy
+industry+survey/3182569/story.html on
December 14, 2010.

(2) Petroleum Human Resources Council
of Canada,
information - Supply/Demand Analysis
2009-2020,  http.//www.petrohrsc.ca/
media/41866/supply%20demand%20
analysis%202009-2020.pdf, p.7 (Accessed
December 14, 2010).

Petroleum  LabourMarket
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H ¢pevva Best Workplaces

H épevva BEST WORKPLACES yia ty avddeidn kai fpdfevon twv etapeidoy
pe 0 kadvTepo epyaoiaxd mepifalloy, Siebdyetar etnoiwg Ta Tedevaia 9 ypdvia oty Evpdrmn pe ty emifAeym
tov Great Place to Work” Institute ti¢ kd0e ywpag.

H €épeuva aut ctoxeUel va avadeiEel kal va BpaBeUcel TIG ENIXEIPACEIG
nou diakpivovTal yia TNV NPOCHAWGN Toug oTo AvBpWnivo AUVAUIKO TOUG
aM\G TauTdxpova va dWOEl TN duvaTOTNTA OE OAEG TIG ETAIPEIEG MOU CUW-
JETEXOUV VA ‘CUyicouy’, va anoTuAcoUV Kal VA KATavoroouv 1o dIkd
TOUG £0YACIOKO NEPIBANOV Kal TIG NMEAKTIKEG NOU €PAPUOLOUV.

To Great Place to Work® Institute dnuioupyriénke npiv and 25 xpdvia
omg Hvwpéveg MoAieieg, €neima and enICTAPEVEG EPEUVES KAl UENETEQ
yUpw and Toug NAPAYOVTEG MOU CUVTREXOUV WOTE Va dNPIOUPYEITAI GE
uia eTaipeia éva eEaIpeTIKO epyaciakd NEPIBAMOV Kal KAt CUVENEIQ va
EXEI IKAVOTOINPEVOUG KAl NAPAKIVNUEVOUG EQYACOUEVOUG.
EvronioBnkav Aoindv kai kateypdpnoav 5 kaBopIoTIKEG SIAoTACEIG NoU
KAVOUV TNV €UPAVION TOUG OE KABE EEQIPETIKO £pYACIAKO NEPIBAMOV:

H AZIONIZTIA, O ZEBAZMOZ, H AIKAIOZYNH,

H YNEPH®ANEIA KAl H ZYNTPO®IKOTHTA.

1. H A§onioTia Tng Aloiknong onpatodoTei Tnv dTunn Kal anoTeAecpa-
TIKN ENIKOIVWVIa P€ca oTnv eniXefpnon (and ndvw Npog Ta KATw Kal 1o
avTiBeTO), KaBWG Kal To NOCO AgIONOIOUVTAI CWOTA Ol UNAPXOVTEG (UA-
Kof kal GUAOI) NGPOI TNG ENIXEIPNONG. ZNuaivel ENioNG akePAIOTNTA, TIWI-
OTNTa KAl NBIKNA CUKNEPIPOPA and Toug AIOIKOUVTEG.

2. O XeBaoudg npog Toug epyaldUEVOUG CUVICTATAl GTNV UNOCTAPI-
&n otnv enayyeAuaTikn avantuén kai eEENEN, oTh cuvepyacia TG eni-
Xeipnong pe Toug gpyadduevoug, To katd ndéco AauBdveral un’ dyn n
YV@UN TOUG KAl OTN (pPOVTIOA Kal MPOcwIKO EVOIAPEPOV TNG EMIXEIPN-
ONG NPOG TOUG avBpwnoug TNG.

3. To aicbnua AikalooUvng nou  undpxel otnv eTalpeia kabopiZeTal
and 10 N6CO VoInBouv OAOI IGOTIUA Kal MAREN
UEAN, TIG QVTIKEIUEVIKEG KAl AUEPOANMTEG NEO-
ONAYEIG KAl MPOAYWYEG Kal TNV £QAPHOYN
KOIVWVIKAG SIKaIooUvNG WE TNV anoucia Twv
ONoIWV JIAKPICEWV.

4. H Ynepngdveia PETPIETAI PE TNV aioBnon Tng
MPOCWMIKAG CUPETOXNAG KAl CUVEICPOPAG OTa
anoteAéopaTa, TV Ikavonoinon and Toug oTd-
XOUG TNG 0pAdag Kal TNV UNePNQAVEIT NOU VOI-
@O0V ol EpyalOUEVOI yia Ta ETAIPIKG NPOoidvTa
KaI TO KOIVWVIKO MPdowo TNG ETAINEING,.

5. TéAog N Zuvtpo®ikOTNTa €Eaptdral and
T0 NGCO AVETA, OIKEIO KAl avUNOKPITA VOIW-
Bel Kaveig otnv €pyacia Tou, TNV UNApEn GIAG-
Eevng, EUXAPIOTNG Kal PINKAG aTUOOMAIPAG
KaBWGC Kal TNV KAANIEQYEIQ KANUATOG KOIVOTN-

AHMHTPHX
T'KANOYAHX
O Anwijrpng Ikavoddrg
etvan Tevikog AteoBovrrg
7ov Great Place to Work™
Institute Hellas kat ov-
vrovilerm herrovpyia Tov
a6 10 2004 motedovTag
akpddavta oty anoato-
M) Tov 1) omola givat va kd-
verka\bTepn Ty Korvwvia
pag PonBeovrag Tig emyer-
prioeis va Pektiooovy To
£pyaotaxd Tovg TepiPal-
Aov. Me omovdés Zopfov-
qurmr’] 5, Opyavwatakiig
kat Kowwvikig ‘I’U)(okoyi—
ag o) TaNhia, (MAs ané
Mavemotiwa Caen kat
Paris V) éxet epyacei oe
Toaia kat ENaSa amé Ty
TAELPA Tov TLpBovAoy
pe Oépata Management,
Marketing, Emyetpnuati-
Kig Avdmving, Kowwvt-
i Epevvag, ExmaiSevong
kat Human Resources.

TaG Kal opAdag PEca oTny TAIREIQ.

TI NPOZ®EPEI O ©EXMOZ TQON BEST WORKPLACES
ZTOYZ EPTAZOMENOYZX.
O Beopog Twv Best Workplaces €xel okond va eniBpaBeUcel Tiq eTar
peieg nou anodedelypéva evepyolv oTnv KateuBuvon TG BEATILWONG
TOU €pyaciakoU Toug NEPIBAMOVTOG, aANG TAUTOXPOVA Va NAPAK-
VAGEI Kal va eUnveUcel OAEQ TI UNOAOINEG ETAIPEIEG va AoxoANBouv
e 1o avBpmnivo duvapikd Toug. X1o Great Place to Work® Institute
noTeUOUE OTI BONBWVTAG TIG EMIXEIPNTEIG VA BEATIOCGOUV TO EQYACH-
k6 TOUG NEPIBANOV BonBoupe TV Kovwvia pag va yivel kaAdtepn.
2T €TAIPEiEG PE KOAO €pyaciakd KAA, UNdpxouv ANIYOTEPEG MPO-
OTPIBEG, MEYAAUTEPN ENIKOIVWVIA, KAAUTEPN PO EQYaciag, ol Epya-
{6pevol VoIwBouV PEYOAUTEPN IKavonoinon yia TN SOUAEIA TOUG Kal T
OUVEIOPOPG TOUG, avayVwpIZETal 0 POAOG TOUG, AKOUYETAI N Anoyn
TOUG, TOUG MPOCMEQROVTAl NEPICOOTEPES DUVATOTNTES EKMNAIDEUCNG
kal avanTuéng, exTioUV Kal GEROVTAI TOUG OUVEPYATEG TOUG, VOIW-
Bouv unepNPAVEIa yia TN SOUAEIA TOUG.
BéBaia ol ENIXEIPNCEIG MoU dNPIOUPYOUV €va KOAO EQYACIOKS MEPK-
BA&AOV €xouv KaTavonoel 6Tl TETOIOU €I00UG MPOKTIKES ANOMEPOUV
ONPAVTIKA OPEAN Kal OTIG BIEG Kal eV IAGHE POVO YIa TO EMNIKOIVWVIO-
kO dPeNoG TNG SIdkpIoNg kal BpdReuong ota Best Workplaces aMd:
* AapBdvouv nepiocdTEPA Kal nio agidéAoya Bioypapikd otav
avadnTolv epyalopeVOUC.
* ‘Exouv xapnASTEPO NOCOCTO ANOXWENCNG NPOCWIKOU.
* ‘Exouv peiwpéva kOoTN IaTpIKAG NEPIBaAYNG.
* AnoAauBdvouv ugnAéTepPa enineda IKAVo-
noinoNG Kal a@ociwong NEAQTWV.
* O1 gpyadbuevol Toug eival ol KAAUTEPOI MEE-
oBeuTég Npog Ta €Ew kal voiddovTal yia Tnv
ETAIPEID TOUC.
* MNapouaoidouv peyaAUTePN KavoTopia, dnpi-
OUPYIKOTNTA KAl avAANYN pioKwV.
* EuepyeTouvral and upnAOTEPN NAPAYWYIKO-
TNTQ KAl KepdOPOpIa.
* To aioBnpa Tng unepnpdvelag eival ave-
NTUYUEVO
TeAkd AapBdvovrag Oha un’ oyn eival KAt
napandvw and BéRaio ot a&icel va enevdu-
€1 Kaveig oTn dnpioupyia evog KaAou epyacia-
KoU NePIBAMOVTOG,.
Y€ KABe nepinTwon eival avtanodoTikd!

"O Beopdg Twv Best Workplaces éxet oxomo va emPpaBevoet tig etatpeieg wov
amodedetypéva evepyodv ot katedBuvan g PeAtinong Tov epyactakod Tovg
TepLPAAOVTOG, aM TADTOXPOVA VOt TAPAKIVHTEL KAL VAL EUTVEDTEL OAEG TIG VTIOAOLTIEG
£TaUpEiEG va acxo?wleof)v ue to avOpwmvo vaayucc’) TOoUG."



) The right jo_b,fcan transform your life
p The right individual can transform your business

JobsCyprus.com are a specialist Recruitment and Employment company offering one of
the best sourcing and placement services in Cyprus.

Our mission is to provide the best and most professional recruitment service both for Employers & Jobseekers in the
Corporate and Professional field as well as in the Hotel, Hospitality & Catering industries.

Our recruiting experts work very closely with both employers and jobseekers in order to indentify
the right candidate for the right job.

For more information please visit www.jobscyprus.com, JObSCYpI'U.S .com

send an e-mail to info@jobscyprus.com
L or call (+357) 22 26 95 30. RECRUITMENT & EMPLOYMENT
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Really doing it

Secrets of Human-Capital

anagement

An important management concept is the distinction between ‘doing it and really, doing it”. This idea is a major element
of GEs talent management system and it is worth reflecting on the idea and integrating it into you core beliefs.

The idea is easy to understand: are you just going through the motions
or are you really doing your best? Imagine a boyfriend buying a present
for his girlfriend. Does he drop into the supermarket at the last minute
to pick up a box of chocolates so he can say “Hey, | got her a gift” or
does he spend time pondering what she would really like? Interestingly,
the difference between “doing it” and “really doing it” will be clear to an
observer (not to mention the girlfriend), but it is easy for the boyfriend to
convince himself that what he did was good enough.

The man giving a gift example is a good one because it is something
that many men find hard to do. It is hard in the same way behavioural
event interviewing, or succession planning, is hard. It should be no
surprise that we often ‘do it” rather than “really do it”.

WARNING SIGNS

Failing to really do it is so common that we have a host of expressions
that identify the problem. We say “it’s just a page turning exercise”
indicating that people are dutifully looking through the presented
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In many cases if you “are really doing it” the process will be intense,
generate anxiety, and some controversy. This does not mean
civility has to be abandoned. Yet if a process that should be intense
is not, then that is an indication that people are probably not as
committed to it as they should.

PROBLEM AREAS AND RECOMMENDATIONS

The areas in HR where failing to ‘really do it’ are most prevalent are
those dealing with assessing people. Here are six areas to keep
a close eye on: interviews, talent reviews, succession planning,
personal development plans, performance appraisals, and post-
mortems after a project.

If you recognize people are not really doing it, there only three
options: accept, abandon, or fix. There are times when accepting
that “really doing it” isn’t going to happen is the right choice. Many
a girlfriend has come to accept poorly chosen gifts rather than try
to fix the boyfriend. We have to face the fact that both humans and

information without really engaging with it. We will hear “They are just

going through the motions.” or “It’s just a bureaucratic exercise.” When we hear
any of these phrases it is a clear warning sign.

Other warning signs are when we start hearing excuses. Imagine the boyfriend
again, “Hey | got her a box of chocolates. What does she expect? How was |
supposed to know she’d hoped for flowers?” In HR we might hear “We spent
as much time as could.” or “We did our best.” or “It was good enough.” It is not
so much the words, as the tone where one can detect that the person did not
devote much energy to the process.

A final warning sign is where a process feels overly comfortable. Let’s take
succession planning as an example. Deciding who likely successors are is a
difficult process and ought to generate a certain amount of controversy. Bill
Conaty, former head of HR at GE and author of The Talent Masters, recounts
how Jack Welch would throw out comments like “I hear that guy’s a jerk.” just to
push people out of polite agreement and force them to defend their judgements.

our processes are imperfect, and sometimes it is better to accept
a mediocre outcome rather than trying to change it.
Abandoning is the option that is often overlooked. USC’s Ed Lawler provides
evidence that poorly done performance appraisals do more harm than good
and recommends abandoning them | you can’t fix them. Similarly, if post-
mortems after a project are just polite, hasty conversations they are best
abandoned. It can take courage to abandon a process, but it is a great relief
once that decision is made.
Clearly fixing is the ideal option. Fixing requires two things. First, analyse the
process to understand the barriers that prevent people really doing it. For
example, it is hard to have a fully honest discussion of someone’s potential in
a group of 12 people whom you don’t know well. But don’t think that you will
be able to fix this category of problem just by tweaking the process. You also
need someone who will bring energy to the process, as Welch did to GE’s talent
reviews. This is an area where the energy a leader brings does matter.
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Transparency in Business

In 1992, Jack Stack, President & CEO of Springfield Remanufacturing Company (SRC), published a book
entitled The Great Game of Business. Also known as open book management’, his thesis is that if employees know
exactly what they contribute, what they cost the company, and how each employee and each job function depend upon
one another in order to be successful, they will start thinking and acting like empowered owners and not as traditional
employees just doing a job. A fundamental premise of open book management is that owners, executives and employees
are all working from the same scorecard — the income statement, the cash flow statement, and the balance sheet. It is all
intended to advance the mission of the organization and grow the business.

The core task of open book management is teaching employees not
just the basic and advanced mechanics of how to do their job, but
how the company makes money from their labor, their intelligence
and their motivation to improve their company’s bottom line and
competitive advantage. It includes not only the financial performance
but the non-financial, or qualitative, metrics that are important to
employees, owners, and customers.

embraced the development program that put them in charge of
their job. The result was improved revenue, decreased costs, and
increased job security due to advanced competitive advantages.

Other managers are uncomfortable with transparency. They are
uncomfortable knowing that some employees may know more
about a subject than they do, may make meaningful challenges
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access to the data. This puts them into an uncomfortable situation
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WHILE A LOT OF FINANCIAL DATA IS COMPLEX AND
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the industrial waste level standard is 2% - which the employees know

by virtue of open book management and the Internet - the employees now
have a target upon which to base decisions affecting their work output. This
includes not only efficiency processes within the established environment, but
a re-evaluation of the processes in order to achieve the performance results
without jeopardizing quality, safety or other critical metrics. From the savings,
many companies reward the employees by adding a percentage of the savings
to their bonus or incentive schemes.

There are obstacles to business transparency, of course. Principally it is
ignorance. In many cases, managers wrongfully assume that their employees
are incapable or uninterested in learning more of the fundamentals of the
business in which they work or the environment in which their company
competes. For some people thisis true. But at SRC, most of the people eagerly

1. Revenue should always exceed expenses;
2. The competitive playing field is not level;
3. Owners and senior executives do not always have the correct solutions and
need help from knowledgeable subordinates;
4. Employees will eagerly buy into their company’s vision, mission and strategy
if they are given access to performance data and the skills or knowledge to
interpret the data and make appropriate changes.

Ultimately, open book management requires a mindset from executive
leadership that a “learning environment” within the organization leads to
competitive advantage, a more productive and motivated workforce, and
improved qualitative and quantitative performance in multiple categories
important to the employees, the customers, the owners and stakeholders who
have a vested interest in the success and reputation of the company.

"Transparency without knowledge does not work. In order to appreciate
transparency, one must understand what each metric means and how they are
linked to individual job performance. "
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Leadership identification:

Can HR utilize history’s

impact to identify contempor
leadership talent?

As organizations evolve over time, it is becoming ever clearer that attracting, developing and retaining the best possible
leadership talent is a vital task and one whose importance cannot be easily overestimated. Having the finest leader run an
organization is nothing less than imperative for the organization’s success and long-term growth. And the responsibility
for identifying and/or selecting the leaders of tomorrow falls upon the HR department.

When approaching such an important task as that of leadership
identification, one factor which often goes unnoticed by most HR
departments is the way in which leadership evolved over time. This
is a potential fallacy because, simply stated, it could be difficult
to effectively address such a thorny issue as that of leadership
identification unless HR professionals are aware of leadership’s exact
roots and, in particular, those historical factors which have impacted
the development of leaders over time.

In academic terms, a number of researchers have raised the subject
of local leadership roots and have asked the question ‘what gives
rise to leaders in different regions of the world’? If we were to
replicate this question at a domestic level, we could ask how have
Cypriot leaders evolved over time? And what role did history play in
local leadership creation?

In a study of Cypriot leaders carried out in 2001 by the author of this
article, some light was shed on these questions. Analyzing the findings
of the study clearly showed that every one of the leaders who formed
part of the study seems to have his/her own specific leadership style
and characteristics. In effect, therefore, identifying a single leadership
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that Cyprus played what is generally referred to as a passive role
in the historical events that took place around and, indeed, inside it
doomed Cypriot leaders to aimost complete obscurity. In the limited
cases when Cypriots were appointed by the foreign conquerors in
positions of seemingly genuine power, they had no saying in key
matters and they were in effect treated as ‘persona non grata’ when
important decisions had to be taken.

With the passage of time, the native Cypriot population developed
two approaches to leadership in response to these externally-
determined circumstances. The first approach was one of crude
logic and relied on the principle of trial and error. Cypriots knew
that, if they chose to stand against foreign rule, they would pay
a heavy price in the same way that some of their most brave
ancestors did in the past. It, therefore, appeared sensible not
to resist foreign command and, instead, to follow it obediently.
The bulk of Cypriots observed this approach and, by choosing
to submit themselves to foreign rule, they gave up any of their
leadership potential. In essence, these individuals transformed
themselves into subservient followers, although in reality some of

pattern, even in a small society as that of Cyprus, does not appear pertinent. Yet all
leaders share one common quality: they have all been brought up as constituent
parts of the Cypriot society and they have, thus, been subjected to the local
Cypriot ‘norms’ as these have evolved over time. As highlighted by a number of
scientists (Schein, 1985 and Handy, 1993 among others), the importance of local
history (and culture) in the creation of characters cannot be underestimated.
Exactly how Cypriot history has impacted contemporary native leaders is an
intriguing issue and, to begin to understand this link, a very brief outline of
Cypriot history is essential.

Throughout the majority of Cyprus’ civilized history, foreign conquerors ruled the
island and appointed their own kings and governors. If Cypriots managed to gain
freedom, this would not usually last for many years. The next wave of conquerors
would soon strike the island, once again displacing native rulers from their posts.
Without a single doubt, native leaders were born throughout the long and troubled
history of Cyprus, much like they did in every other country. The fact, however,

them could well possess genuine leadership abilities.

The alternative to the above approach encompasses those individuals who, in
their small number and against prevailing odds, chose to make a stand against
foreign rule and demonstrate the true identity of Cyprus, in effect elevating
themselves to the status of local national heroes. In essence, by selecting to
stand out from the crowd in their struggle for protection of the national identity,
these individuals delivered the popular Cypriot leaders of older and relatively
recent times. Indeed, over an extended era during which official Cypriot leaders
were virtually non-existent, national heroes fulfilled the needs of the Cypriot
population for an inspiring vision, which was none other than freedom from
servility and foreign rule.

The author holds that the origins of today’s leaders can potentially be traced
back to the historical Cypriot approaches to leadership. In fact, the roots of the
distinguishing ability of leaders to motivate followers appear to lie in one of the
key achievements of national heroes, which was none other than their ability to

For a description of the term ‘motivation’ and its use by leaders (as opposed to managers), see article ‘Management versus Leadership: The pervasive
importance of motivation” published in CyHRMA magazine, issue 32 (September 2010).
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What circumstances can
affect productivity in the

Workplac:e i

N a posmve way

For every companys success, it is essential for the employer to be able to motivate his/her employees to work efficiently, for
a satisfactory output. This can only occur by utilising the employees’ productivity rate for the companys benefit. However,
employees cannot be blamed entirely for lower rates of productivity. During periods of a financial crisis, such as the one
that the workforce is currently going through globally, increasing productivity in the workplace cannot only be quite chal-
lenging for those in charge, but it can also be extremely frustrating and time consuming

So how can one increase productivity in the workplace? As many
specialists and researchers state on this matter “Sometimes it is
not about working harder, it is about working smarter”. Therefore,
enforcing and applying specific strategies which can promote a
smarter way of working may affect productivity in the workplace in a
positive manner. The following article will explore a few ways which
employers can utilise in order to affect productivity positively.

STRUCTURED ENVIRONMENT

Itis exceptionally useful for a business to set a structured environment.
The departments should be organised within the premises in such a
way so that related departments can be close to each other. The
departments’ proximity can result in organising people according to
their duties, which has been proven to be incredibly constructive. If
employees are closer to each other as needed, they can perform their
tasks faster and more effectively.

IMPROVING THE QUALITY OF THE WORKSPACE
Research shows that arranging the workspace in a positive manner
might affect employees’ productivity positively, as well. The decoration
of the workspace can impact the employees’ mood. Painting the walls
with light and bright colours and avoiding the use of the cubicles so that
the office looks bigger and more spacious, promotes a positive reaction
to the space. Decorating the office with paintings or motivational
posters and plants promotes a pleasant feeling for the employees.

In addition to that, using bright lights, such as fluorescent lamps, so
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events which can spearhead robust bonds amongst the staff
members.

Additionally, in order to achieve a good sense of teamwork, it
is crucial that the staff feel that there is equal and fair treatment
from those in charge towards everyone. If they feel that some are
favoured whereas others are mistreated, then it is highly possible
that they will hold back on the way they work and they will not meet
the standards that they are capable of.

FURTHER TRAINING

Even though employees may be specialised on what they do
through their studies and work experience, it is vital that they
enhance their level of knowledge regarding their field of work. It is
fundamental for companies to better their employees’ awareness
as ongoing training and life-long learning constitutes one of the
best ways to increase productivity. For that reason companies may
benefit by either organising in-house trainings, or by sponsoring
their employees to attend trainings. Furthermore, it is important to
arrange trainings and meetings which can lead the staff members
to better understand their duties and how they can become more
efficient in their performance, thus making them more productive.

EMPLOYEES’ INPUT

Employees are the backbone of any business. They are the ones
who are in contact with the clients, they are the ones who utilise
the company’s systems, they are those who are “hands on” the

that the employees are more alert can also increase productivity.

RELATIONSHIPS BETWEEN THE STAFF AND GOOD TEAMWORK
Working together does not necessarily create good relationships amongst the
employees. However, by improving the relationships between the people who
must cooperate, disputes (which can be time consuming as well as the cause
of possible errors) are eliminated. As a result, productivity rate and performance
are enhanced.

Therefore, it is a manager’s duty to provide the appropriate circumstances
in order to encourage friendships between the employees, which in turn will
promote good teamwork. The employer should organise outings and social

situation. Consequently, it is beneficial for the company to seek its employees’
input. By asking for their feedback and listening to what they have to say
regarding what limits them from being productive and what causes difficulties,
can provide valuable insights to the company. Taking into consideration all
of that information and applying it into a company’s performance plan could
increase productivity.

KEEPING EMPLOYEES SATISFIED

When employees are satisfied they tend to want to offer more of “themselves”
in the sense that they want to contribute more. By acknowledging their input,
or their hard effort, or the good results that they managed to produce, we
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can show them that they are valued and needed. This helps into developing
a mentality of belonging in the company’s environment. The stronger this
mentality is, the better the results that the employees will bring. Also, rewarding
the people who do well, either by oral or written public praises or by materialistic
ways (i.e. financial bonus, extra vacation time etc) can lead to the desirable
outcome, as well.

Another noteworthy aspect for creating a strong notion of belonging is to allow
employees to be creative and to promote the importance of showing initiative.
Through this the people who are working in a company feel free and trusted,
instead of feeling that they are someone’s subordinate who merely follow
orders and complete specific tasks. So, they will be more satisfied. Satisfaction
can also be achieved by allowing shorter but more breaks throughout the day.
This practice also keeps the employees rested, more refreshed and alert.

FIGHTING STRESS

A stressed employee will not only be less productive but it is highly possible that
he/she will also make mistakes. In order to avoid such a situation it is beneficial
for employers to find ways to be more flexible. For example, it is better if the time
schedule maintained by the company for its operation is not strict, giving the
ability to the employees to come in and leave with a time span of at least thirty (30)
minutes of opening and closing. Employees are people with lives and obligations
outside the workplace and that should be acknowledged and respected.

Stress can be minimised if the person in charge gives smaller and more
manageable tasks. Moreover, it is essential that the deadlines regarding projects
are realistic and according to the tasks involved. Additionally, a manager should
prioritize his/her requests so that the employees will not feel overwhelmed or
confused as to what they should attend to first. Clear requests receive clear
answers and this impacts productivity. It may be useful to teach employees
through training programmes some time management skills and prioritization.
Finally, activities which can assist in fighting stress may include simple actions
such as allowing the employees to listen to music while working, or ones that

"It is a manager’s duty to provide the
appropriate circumstances in order
to encourage friendships between
the employees, which in turn will
promote good teamwork."

require some investment, such as offering various related workshops to the
staff, concentrated on teaching techniques for alleviating stress, performed by
specialists (i.e. Psychologists, Psychotherapists etc).

UPGRADING THE SYSTEM

Every company should be concerned with its employees’ performance.
Nevertheless, as it is obvious, the end result is not only up to the employees;
many factors may play a role in that performance. If, for example, the equipment
(i.e. computers, software etc) used is old or it does not comply with the latest
technology, then failure is probable along with decrease in performance. Updating
the tools used by the employees is required in order to achieve the desirable end
result. Managers must always be a step ahead and they should investigate
whether there is better or new equipment in the market which could replace
existing equipment in order to have a faster and more efficient outcome. Having
the appropriate equipment leads to minimising errors and increasing productivity.

PROPER EVALUATION

It is highly valuable for any employer to ensure that he/she makes the most of the
employees’ strengths and it is imperative to recognise their weaknesses, as well.
For this reason, companies should incorporate an efficient evaluation system
in order to distinguish who is competent about specific duties, so that the
particular person can be appointed to the appropriate position. This will
maximise the quality of the employees’ work in the company’s best interest.

PROMOTE A FRIENDLY AND TRUSTING ENVIRONMENT

When the staff feels pressured or stressed the anxiety levels increase and the
productivity rate decreases. An employer can maintain boundaries but still be
approachable. In that way when there are difficulties the staff can approach
him/her in order to share ideas or concerns which can benefit the company.
Otherwise, if the staff keeps to themselves and they do not express their distress

and apprehension, then there is a high possibility that productivity will suffer.
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S UVEVTEDEELC UE eataw.s}\parieg
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ue Tnv OAupnia ®dvTn

1. ONOMA, ETAIPEIA, TITAOXZ EPIAZIAX
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3. TI HTAN AYTO NOY APXIKA ZAX QOHZE I'A NA
EPFAZTEITE ZTON TOMEA ANOPQIINOY AYNAMIKOY;

OAYMITIA OANTH
H Olvpria Dévn
efvat kdtoxog Bachelor
Economics kat Masters in

Human Resource Man-
agement az6 To Hvwpévo
Baotheto. Etvar péhog Tov

Chartered Institute of
Personnel and Develop-

EKMNAIDEUON, OE €UENKTA oUCTAPATA PETPNONG TNG anddoong,
oe owoTA dlaxeipion TNG dIAPOPETIKOTNTAG KAl ACPAADG OTNV
a&lonoinon TOAEVTWY, TOPEIG GTOUG Ornoioug cAUEPA UGTEPOULE.

5. MQX NEPNATE MIA XYNHOIZMENH MEPA XTO
FPADEIO ZAL;

©a pnopouca va nw pe BeRaidtnta 6Tl oTov Topéa diaxeipiong A4,
kapia epyaciakn pépa dev eival idia pe Tnv nponyoupevn. BeBaiwg
0 KABe enayyeAuaTiaq kpaTd TI KATEUBUVGCEIG TOU MNPOcnabmvTag
Va MOPAUEIVEI CUYKEVTPWUEVOG OTOUC GTOXOUG Mou BETEl, OUwg
kaTd TN DIGPKEIQ TNG KABNPEPIVOTNTAG UNGPXOUV APKETA NpdyuaTta
Mou MPOKUMNTOUV EKTOC NPOYPAUMATOG. AUuTO €ival PUOIOAOYIKO,
éxovtag dueon eEdpTtnon and Tov nio anpdBAenTo a&lonoinaciuo

ment. Topa EpdeE'ml

Y€ VEVIKEQ VPOPUEG MPEMEl va avapépw OTI N evaoxOAnon e
ENAYYEANUATA MOU EMIKEVTOWVOVTAl oTov AvBpwno npénel va eival

o TSYS International
oav HR Advisor.

népo NG eTaipeiag, Tov avBpwnivo. Tautdxpova, autd eival nou
KAVEI Kal To ENAYYEANIQ TOCO EAKUCTIKO, IDIAITEQA YIA ENAYYEALATIEG

[poryovuévwg

ANOTEAECHA HIAG YEVIKOTEPNC AVAYKNG YIa UEAETN TOU CUYKEKPIUEVOU
Topéa. Ma péva ntav npocwnikA enoyn 6tav péca and éva udbnua

epyalétav wg Operations
Co-ordinator yta ua

ol onoiol gival aviouxa NVeUUaTa Kai yonTeuovTal and To GTOIXEID

NG aMayig kal Tou anpdBAentou. H epyaciaki uépa pnopel

VTEPAKTLA ETAUPEL KAt

TOU NTUXIOU (EPYACIaKN CUUNEPIPOPG) AVTIANPONKa TNV IKavorioinon
MouU HOU MPOCEPEPE N MPOKANCN TNG PBEATIOTNG DIOXEIPIONG TWV

Client Relations Officer
oty Federal Bank of the

va nepnauBdvel BEUATa EQYACIAKWY OXECEWY, UMNOCTAPIENG TWV
SIEUBUVTWY, cUVTAPNONG Kal BEATIWONG Twv SIAPOPWY CUCTNUATWY

Middle East.

avBpwnivwy  noépwv.  AnNo(pAacicd va CUVEXIOW UETANTUXIAKA OTO

Béua autd napatnpwvtag o1 6oo RBabutepa  TO peEAETOUCa TOCO
au&avoTtav o Babudg Ikavornoinong pou.. Mpodkertar yia évav Topéa O onoiog
efval enayyeAUaTIKA Kal KOIVWVIKG QVEEAVIANTOG KAl OUVEXWG avanTUoOETal
NapdANAa LE TNV avAanTuEN Tou avBp®ou. ZUVEN®G, TO VA ACKW WG ENAYYEAIT
KATI Mou AaTpelw Kal JANOTA va NANPWVORAIl YIa AuTd, €XEl ANOTEAECE! TO
KUPIOTEPO KIVNTEO [IoU.

4. MOIEX BAENETE QX TIX MEFTAAYTEPEXZ NMPOKAHZEIZ MOY
OA ANTIMETQMIZEI H KYNPOZXZ XTA ENMOMENA XPONIA XTON
TOMEA ANOPQIINOY AYNAMIKOY;

lMa va doBei oAoKANPWEEVN andvInon oTo EpWTNUA oag Ba npénel va AdBoupe
unoywn dUo NAPAUETEOUC: TIG AVAYKES TOU CUYXPOVOU pyalopévou aANG Kal
QuTEG TOU OUYXpOovou €pyodoTN.  Av UNOBECOUUE OTI Ol CNUEPIVEG CUVONKEQ
otnv ayopd Ba anoTeAécouy TN VEa TAEN NpaypdTwy, TOTE O PECOG EPYACOUEVOG
Ba nepdoel and pia edon aBeBaidTNTag Kal anaiclodo&ag yia 1o PEANOV.
Autd Oev Aeimoupyei nNAvioTe apvnTiKd, av Bewprcoupe OTI O UNXavIcHof
apunviong nou o k&Be dvBpwrog dIabEéTel, Ba evepyonoinBolv o€ UeyaAUTERO
BaBud an’ 6,1 ohpepa Kal Ba odNyAcouV OE MEPAITEPW MPWTOPROUNES VIia
NEOCWNIKA avanTuén aMdG Kal O KAIVOTOUIEG, £TCI (WOTE VA UNOPE( VA ANOKTAGE!
KaVeig avtaywvioTIKd NMAEOVEKTNUA. QG €K TOUTOU, TO MAKETO YWWON-OEEIOTNTEG-
OUUNEPIPOPG MOU PNOPEl va odNYNCEl OTNV ENITUXIA, avaykaoTikd Ba BpeOel
WNAJ OTIG MPOTEPAIGTNTES TOU CUYXPOVOU £pyaldpevou. And Tnv GAN NAEUPd,
0 oUyxpovog £pyodoTng Ba Kiveital NAéov nio €EUnva AauBAvovTag CoPOTEPEG
anopdoelg. Méoa o€ autég, Ba avapBabuioel 1O avBpwNIVo duvauikd GTovV
KaTAAOYO  TwV €MeVOUCEWMV TOU, yVwEICovTag mAéov, AOyw TwV CNUEQIVWV
EUNEINIWV , OTI N NAPAYWYIKOTNTA ANOTEAE( TO KUPIOTEPO ONAO KATA TWV KOICEWV.
Apa, LE MoIoTIKOTEPO avBpwIivo duvapikéd kKal opyaviopoug diatebeluévoug va
enevoUoouv oTov AvOpwo, ol NPOKANCEIG Ba oTnpiovTal oTnV anodoTIKOTEPN

diaxeipiong AA, epappoyng  TNG ETAINIKNG OTPATNYIKAG, KABWG
eniong kar UAonoinong Tou eKNAIBEUTIKOU  MPOYPAUUATOG.

6. NIQOETE OTI ZYNEXIZEI NA ZHMEIQNEI MPOOAO H KAPIEPA
YA,

Aiaviovtag PONIG TOV MEUNTO XPOVO TNG ENAYYEAUATIKAG ou  oTadiodpouiag
oToV Topéa Tou AA, eKTIUW OTI N NPdodog YiveTal akOUa Kal 6 kKaBnuepivi Bdon,
KATI MoU NEOKUNTE! KUPIwg and To eUpog Twv BepdTwy e Ta onoia pou diveral
N €UKalpia va aoxoAnBw. TMpdkeital yia éva endyyeAUa yia TO 0noio, apevog n
euneIpia anoTeAel HEYAAO MAEOVEKTNA, APETEPOU OUWG O ENAYYEAUATIEG NPENEI
va eival ouvexwg oe dladikaoia avaBdbuiong TwV YWOCEWDY TOUG MPOKEIUEVOU
Va LETAPEPOUV OTOUG OPYAVICUOUG TO GTOIXEID TNG €EENENG Kal TNG aANayAC.
Jupnepacpatikd, o enayyeAuatiag AA €ival UNOXPEWPEVOS va NMPOOdeUEl
ue TIG eEeNiEelg,
JIaPOPETIKA, Ba Bebei ekTOG cUCTAPIATOG aPoU O Opyaviouos eEENiCCETa.

OUVEXWC Kal va BpioKeTal Pnpootd N €oTw va cUPBadICel

7. TI ZYMBOYAEZ ©A AINATE XTOYZ NEOYZ XTO EMAITEAMA
XTA NMPQTA ZTAAIA THZ KAPIEPAZ TOYZ;

DpovTidw va daTNEw ENAPN LE TIG VEEQ YEVIEG EQYAZOPEVWV KAl UEANOVTIKWDV
OTEAEXWV Kal Péoa and TG OUNTACEIG MoU €Xw padi Toug dIanioTivw pia
YEVIKOTEPN QNOYONTEUCN YO TOV Topéa kal Oxi povo. EdW Ba nbeda va
enionuAavw 6Tl gival MOAU onPavTkO va avayvwpicouy Tov NoAU ONUAvTIKO pOAO
nou Ba kKAnBouv va naigouv TG00 KoIVWVIKG GCO Kal OTNV OIKOVOIa Tou TOMOU.
O1 cupBoUAEG nou Ba €diva eivar:

*Va PN oTapatolv va Kuvnyouv To endyyeAUa nou 6a Toug KAVE! EUTUXICHEVOUG
yiaTi yOvo autd UNOPET va TOuG KAVE! MapaywyIkoug

*va dlaxelpifovtal TNy andppiyn wg eukaipia yia BEATIwoN GTOUG TOWEIG via
TOUG orofoug anoppinTovtal (n.X. OTIG MEPINTWOEIC MOU anOTUYXAvouv va
npocAn®Oouv),
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* va avanTUoo0UV CUVEXWG YVWOEIC Kal OEEIOTNTEG ,

*va BEATIOVOUV TN CUNEPIPOPA TOUG KOIVWVIKA KAl ETAINIKA,
*va npoonaboulv va diagoponolovvTal kal OXI va JIHoUvTal, Kal
*va Pnv otapatolv va augioBnTtolv Kal  va avantiooouy €MnoIKODOUNTIKA

KPITIKA, DIEPELVMVTAC TA NAVTA YUPW TOUG.

8.MIZTEYETEOTIHANOPQMINHAIOIKHZH NPEMEINAEMMNAEKETAI
ME TOYZ AIEYOYNTEZ TMHMATQON / MPOISTAMENOYZ (LINE
MANAGERS);

H dloiknon AA eunAékeTal €€ opIoUoU E TN CUYKEKPIWEVN DIEUBUVTIKNA oudda
apou k&Be dleubuvtng eival Tautdxpova dIEUBUVTAG ToU avBpwivou duvauikou
Tou. To TunApa AA dev npénel va Sleubuvel avBpwnivoug népous (MANV Tou
SIkoU Tou TUAWATOG) GANG va Toug dlaxelpiCeTal. Autd npénel va yivetar péoa
and Ta dideopa cucTAPATA Nou oxedIAZE! yia va UAOMOIOUV oI DIEUBUVTEG OANG
Kal géca and TN ouvexn kaBodrynon Kal EKNAdeUcn Twv JIEUBUVTWV ETO0I WOTE
va @Tdcouv oe YnAA enineda dlevBuvong AvBpwnivou AuvauikoU. Xe eninedo
OTPATNYIKAG, €MioNg, ol SIEUBUVTEG TUNUATWY Ba Npénel va ouvepydalovTal e TO
TuAPa AA a@ou anotehoUv avandonacTo PEPOG TNG OTPATNYIKAG AUTAG Kal T
VEQUPA NPog uAornoinon Tng.

9. NOIOZ POAOZ NMIZTEYETE APMOZEI XTHN ANOGPQMINH
AIOIKHZH ZE MIA ETAIPEIA; ZYMBOYAEYTIKOZ, ZTPATHIIKOZ,
H AIOIKHTIKOZ;

Kard tnv dnoyn pou 1o TuApa AA eival iowg To KAteEoxnv TuApa oTtov

opyaviopé nou Ba Npénel va Kpatd dIapK®S ,0€ UPNAA enineda, TaUTOXpova

, Kal Toug TEEIG Mo ndvw poAoug. H Ikavdétnta evalhayng PETAEU Twv
POAWV OUVIOTE fOWG TO CNPAVTIKOTEPO NMAPAYOVTA EMITUXIAC N anoTuxiag
TOU TPAPATOG. X€ OUMPBOUAEUTIKO €ninedo, O Opyaviopos PBEATIOVEN TNV
ANOTEAECUATIKOTNTG TOU GAAG KAl PUNopel va ano@uyel dIAPOPES VOUIKEG
nayideg. Xe otpatnyikd eninedo UNAPEXEl CUVTOVIOUOG WG MPOG TOUG
oTdX0UG nou TiBevTal Xe dIoIKNTIKO eniMedo EACMANZETAI N 0pyAvwon Kal o
NEOYPAPUATIONOG, BACIKA CUCTATIKA TNG ENITUXIAG.

10.MOIEZ YMBOYAEXZ 6A AINATE ZTA ZTEANEXH ZAZ E OEMATA
MPOZQMIKOY KAI AIOIKHZHZ AN©PQMINOY AYNAMIKOY;

2TOV Oopyaviopd nou epyddopal Bewp OTI N OXEoN Mou €xel avanTuxBel
JETAEU yevikng dielBuvong kal HR, gival noAU enoikodounTikr Kal Tautdxpova
napaywyikA.  AvTaMAaloupe ehelBepa andyelg, oulntdue SIEEODIKA OAa Ta
Béuata Nou OXeTICoVTal UE TO MPOCWMIKO, TO OTEAEXOG €XEl NAVIOTE EVEPYN
OUMETOXA 0TN AMWN ano@Acewy Kal YEVIKOTEPA UNAPXE! €va KAjua oeBacpuou
Kal GMNACEKTIUNONG.  Av Ba €npene va dWow CUPBOUAEG GE eNAyYEAUATIKO
eninedo, ciyoupa Ba cuvictouca va diatnPNBel TO UPIOTAUEVO HOVTEAO
dloiknong, To onoio eival anokevTpwTIKG Kal SiVEl TNV EUKAIPIa OTO OTEAEXOG Va
avanTuxBef enayyeAuaTikd. Eninpdobeta, Ba evBdppuva noloTikGTEPN Enévducn
OTOV TOPEQ TNG EKMNAIDEUONG, EIBIKOTERA TWV OTEAEXWYV, CUVEXNH €naypunvnon
YIO TIG EUKAIPIEG TNG aYOPdg Kal MOAU MEOGCEKTIKEG ENIXEIPNUATIKEG EMAOYEQ
KaBWe, oTo BUCKOAO OIKOVOUIKO NEPIBANOVY, pia AavBacpévn emAoyr unopei va
kabopioel apvnTIKG TO PEAOV EVOG OAOKANPOU OpYaVIoHOU.
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Goal-Setting: Can we reall )
challenge the most “practica
motivational theory?

Mitchel & Daniels (2002) memorably described Goal-Setting Theory as the ‘800 pound
Gorilla in the Work Motivation literature”. it is quite easily the most dominant theory in the field with over
1000 articles & reviews published in a little over 30 years.

Motivation constitutes one of the cornerstones of psychology.
Motivation is a function at the level of challenge. All consciously
motivated behaviour is goal-oriented; goals can either be self-
generated (internal) or assigned by others (external). Goal-Setting
Theory is the most widely used and accepted motivation theory; it
is based on motivation being created from the tension of not having
achieved goals. Goal commitment is most important and relevant
when the goal is difficult; actually the more difficult a valued goal, the

more intense the effort to attain it (Latham 2007).

Why do employees pursue goals? They may pursue a goal because
they want to, because they think they should, because they must
or due to some combination of the three (Latham 2007). So, goals
provide employees with a sense of direction but not necessarily with a
sense of choice. Employees may be motivated to pursue a goal when
they can identify with it but this cannot apply when goals are coercive.
Do we really care why people are motivated to pursue a goal as long
as they do so? Yes, we do; we need to examine all the mediators that
explain why goal-setting raises performance levels if we are to pursue
a sustainable competitive advantage through our people.

Let’s focus first on self-efficacy, “an individual’s belief that he/she
is capable of performing a hard task” (Bandura 1982, 1997). Self-
efficacy has a direct effect on performance by raising motivation
levels. Goals and self-efficacy relate positively with performance
regardless of whether goals are internal or external. In other words,
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How can people be motivated to pursue a goal when they know
that they do not have the knowledge and skills to proceed? Ability
should not be taken for granted! As Kanfer & Ackerman (1989)
explain, in the absence of knowledge/ability, setting a difficult goal
can have a deleterious effect on a person’s performance, let alone
the psychological effects. Obviously, ability and knowledge are a
prerequisite that cannot be ignored.

What about mood and emotion? Do they affect goal-setting? On the
one hand, goal-achievement produces a feeling of self-confidence,
a sense of closure. On the other hand, failure to achieve a goal
creates tension and a drive to finish the work. However, we have
not identified clearly what types of emotional experience are
associated with the goal-setting process. Which emotions affect
the level of difficulty of goals selected, if not assigned, and the
level of commitment? Is it fear? Anxiety? Joy? How do people deal
with frustration and how does frustration affect their motivation
levels? It seems like failure to achieve a certain goal would lead to
lower motivation and performance in relation to the future, though
expectancy motivation theory (Porter & Lawler, 1968) would predict
the same thing.

All these mediating variables affect motivation and performance,
each of them to a different extent on different occasions. No
matter what, Goal-Setting theory remains the most dominant
and empirically supported theory. Not only the research support

the theory holds that people with high self-efficacy beliefs are high performers
because they are more likely to undertake difficult goals, to become committed
to these goals and —presumably- work with more intensity to achieve their goals
(Locke & Latham 1990, 2002). At this point, we shall make a distinction between
self-efficacy and overconfidence; overconfidence can have detrimental effects
on performance.

Another key mediating variable is ability. Latham’s (2007) provocative statement
that “knowledge in the absence of goals is useless” can be reversed. What is the
reason for goal-setting when people are incapable of pursuing a certain goal?

is strong — though shall not be unchallenged - the theory is widely used by
hundred of practitioners worldwide. Its utility is left to the experts to decide,
still, goals should be prescribed selectively and be closely monitored to avoid
unpleasant or unethical side effects. If Goal-Setting is implemented inflexibly
and without consideration of potential negative consequences, then certainly
negative consequences can occur, but equally these could be avoided by more
considered implementation. Still, goals are the most promising concepts around
which to integrate motivation theories and link motivation to other important
areas of organizational behaviour such as emotion and personality. The potential
of goals is far away from being exhausted... so use them with care.

"Employees may be motivated to pursue a goal when they can identify with it but
this cannot apply when goals are coercive."
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Anpiov pyia LLat

TEAATOKEVTPIKHG KOVATOUPAG

[T60eg popés éyovue SiaPdoet To Opaya 1j Ty Amoorods) piag etapiag ka Sev éyovue ovvavtrioe i Aékny
meddrng’ péon; H évvora medaroxevpicr) kovAtovpa omidnmote dMo mapd kawovpua eivar apob amotedel avrikeipevo

ovlifTnong Slapdpwy epevviv Ta Tedevaia weviivta ypovia. To dpBpo avtd oxomd éyer Syt pdvo va pag Siddéer
WG qutovpyst’mt Ut TETola Kovlrovpa aMd TIEPLOTOTEPO VAl sfqu’(rst Ta M@q IOV YvovTal Kat Tov
03;77/0151/ € amOTUYIa THG ETAUPIKTG icov)wovpag.

AUCTUXWG Pé€oa and €peuveg nou dieEdyovTal CUVEXWG NYEQ eival ol
ETAINIEC HE OPANA Va dNPIOUPYACOUV UIa MEAQTOKEVTOIKA KOUATOUPA
nou TeNkd Ba ta katagépouv. O Adyol; Molkihouv Kal iowg va npénel
Va Jag avnNOUXNOOUV.

MOIOI EINAI TEAIKA Ol AOIOl ANOTYXIAZ;

Katapxrv va tovicoupe 6Tl dev eival évag o napdyovtag nou odnyel
O€E [Ia TETOIa KOUATOUPa aMG noAhoi. To Bépa eivar va Bpel o kabé-
vag nou ndel Adbog.

Katapxriv noAoi opyaviopoi Eexivouv AdBog. Mmbg dnAadn; Ma va
dnpIoUpyNBEl pia kouAToUpa 6nou Ba éxel NAvta WnAG Tov neAdTn Ba
npénel npwta an’ 6Aa va KoITGEE! N eTAIRIa TOUG ECWTEPIKOUG NApAyo-
VTEG MOU PNOPE( va 0dNyNCoUV GTNV anoTuxia.

‘OAa Eekivouv and tnv npdoAnyn. Av KAMolog opyaviopog BEAel
va OeiXVel KAMOIO OUYKEKPIUEVO MPACWNO NPOC TOV NEAATN TOTE N
npdoAnYn Ba Npénel va EEKIVA Kal va TEAEIDVEI JE TNV OkEWN auTA.
MpoohauBdvoupe dropa Ta onoia NIoTEUOUUE Kal EiacTe ofyoupol
600 10 duvaTod yivetar 6T Ba PnopoUv va avieneEENBOUV Kal va CU-
B&Aouv oTNV NEAATOKEVTPIKA KOUATOUPA Mou BEAOUE va dnpioupyr-
COUWE. H npocwnikdTNTa NAiZel ndvTa To SNPAavTIKGTEPO PONO Kal Iowe
XPEIGZETAl KATI NEPICOOTEPO AN HIa anAR CUVEVTEUEN YIa TA TO AVAKC-
AOYEIG. AUCTUX®WG MOMEC POPEG iowg and Tn BiacUvn va KOAUPBET pia
Béon autd napaykwviZetal.

‘Eva dMo onpavtikd onueio eival autd nou BENoupE va BYAZoupEe Npog

AXITAZIA
ZIMIAAIAOY

OEOAOZIOY
BSc, MSc, PhD candidate
Aev@ovrpa Tpoypappd-
TWY, Pe()pleAchieve
H Aonacia givar kéro-
YOG LETATTUXAKOD OTH
AetBovon AvBpomvoy
Avvagukov kat Opyave-
‘rlKr']gAvo’O\Ucr]g anod 1o
King’s College London.
Y10 mapév oadio Ppioke-
Tat o Stadikaoia ano-
ktnong Sidaxtopikod Tit-
Aov [Mavemomiov g
AyyMiag pe Oéua Siarp-
s ‘Emotional labor:
The case of the Cyprus
Banking Industry’

H Aomaoia etvar Sievfo-
VIPLA TIPOYPAUUATWY TTHY
People Achieve kat po-
0pépet ekTaidevon kat
ovpPovkevticég vinpeaieg
€ éva peydlo Paopa eTal-
perov. ApBpa g éxovy
Snuoatevtel oe mepodi-
Kd, epnuepiSeg kat 070 Si-
adikTvo.

BaBuod. MoMEQ €peuveg €xouv vivel ndvw oTo Béua auTtd, IdiaiTe-
00 O TUAWATA NWANCEWY OMOU €XOUV CUXVA ENAPN |E TOV NEAG-
Tn. MwANTEQ €xouv anaviioel oTo T Ba Toug €Kave va anodwoouV
NEPICOOTEPO KAl VA VIWOOUV MIO EVTOVA TN ONPAGIa TOU NEAATN Kal
autd Ba ATav pia kKouAToUpa péca otnv onoia Ba éviwbav ol idlo
NEWTA CNPAVTIKOI.

Av BupnBoupe Tnv nupapida Tou Maslow, o AvBpwnog €xel avaykn
Va KAAUWEI CNPAVTIKEG QVAYKEG PEXQI VA VIDOE! KAA [E TOV £QUTO
TOU Kal va eival NepIccdTEPO €T0IOG va anodwaoel. H napakivnon
TOU UNAMAAOU dev €pxeTal pdvo péca and TG apolREG Nou Pnopef
va naipvel. Auto, Onwg Aéve NoAof eIDIKOI, eival APKETE yia va Tov
Eunvioel To Npwi Kal va Tov 0dnynoel oTn doUAeId. Av pia eTalpeia
B€NEI GVTWG Va €XEl MEAATOKEVTPIKO XapakThpa TéTe Ba npénel va
KAVEI NOAU NEPICCOTEPA Kal VA KAAUMTEI TIG AVAYKEG TOU UNAAMAAOU
Mou XPEIGZETAl VIa Va UNOPEl va anodwaoel KaAUTEPA. Tnv avaykn yia
oeBaopod, katavonon kal eniBpdReuon.

TI XPEIAZETAI MIA ETAIPEIA NA KANEI ZHMEPA;

Aev eival EUKONO HIa ETAINEIO VO ANOKTAGCE! MEAQTOKEVTPIKA TAUTO-
NTa. Xpeiddetal décpeuon and Ty avawtepn dlofknon yia va enk-
TeUXBoUV Ta nio NAvw nou €xoupe avagépel. Enerma, apou yivel n
OWOTA NPOCANYN aTOUWV Kal UNAPXEl TO KAIUa ECWTEPIKA Nou Ba
Toug BonBd va anodwoouv Ba npénel n eTalpeia va EeKIVAce! va
WAXVE TIG NPAYMATIKES AVAYKEG TWV NEAATWY TNG,.

YAUEPQ Ol NEPICOOTEPEG ETAIPEIES EEKIVOUV WAXVOVTAG AMEYVWOE-

Ta €W va TO €XOUNE NPWTA £PEI UIOBETAGE! and péca. Mia KouAToUpa Nou BEAEI
va OVOUAZeTal Kal va efval NEAATOKEVTPIKA CUUNEPIPEPETAl [E TOV DI0 TPOMO
OTOUG ECWTEPIKOUG NEAATEC Mou dev eival dGAoI and Ta dTopa nou anapTidouy To
avBpwnivo duvapikd TN KABe eTaipeiag. Ta dToua nou KaAouvTal va unooTnpi-
Eouv pia TéTola KoUATOUPa Ba Npénel NpwTa va aicBavovTal ol dlol OTi €Xouv TNV
avdéhoyn oThpIEn and Tnv eTaipia otnv onoia epydZovtal. Ta SIApopa OXEIA KIVA-
TPWV NMou dev eival avaykn va gival xpnPaTika NAvToTe, BonBouv oTny evOuvAapw-
on Kal TNV napakivnon Tou avBpwnivou duvapikoU pIag ETAIPEING.

O TPéN0G NOU CUUNEPIPEPOPACTE PETAEY PaG PECT OE PIa ETAIPEIO QVTIKATO-
nTpicel Tov TPONO nou Ba cupnepIPepBoUE eEwTEPIKA. AuTo €ival kavovag Kal
ol eEaIp€oelg Tou kavova autou eival ondviegq. Oco Kal va NPoonabncel Kaveiq
va BAAEI 0TO JUGAS KAMOIoU VEOU UNAAMNAOU TO NOGCO CNUAVTIKOG €ival O NEAS-
TNG yIa TNV €TaIpia av 0 510G O€ VIWGCEI CNPAVTIKOG PJECa oTo NEPIBAANOV Epya-
oiag Tou TéTE auTd dE Ba TO ANOdWOEI GTOV NEAGTN, TOUAGXIOTO OXI GTO LIEYIOTO

va va BPouy TIG AVAYKES Twv NEAATWY Kal Eexvouv 6Tl NpwTIcTa Ba ENPENE Va Kot
TAZOUV YIa TIG QVAYKEG TWV ECWTEPIKWY TOUG NEAATAV. MMolog eival o Adyog; MoAU
anAd yiati To avBpwnivo duvapikod piag eTAIpEiag eival ekeivo nou Ba KaAEOTES IeTA
va ONPIOUPYACE! Ia a&EXaoTn eUneipia oTov NEAGTN TOU opyavicpoU ekeivou. Av
AoINdV 0 UNAANAOG VILBE! IKavonoinon ToTe Ba oeRacTel Tov NEAATN O NOAU JEYO-
AUTEPO Babuod. Ba WAEe! yia TIG avAyKeS Tou Kal Ba TIG KAAUWE! EUKOAOTEQQ.

O undMNAoG Nou BpicKeTal Eoa O€ WIa KOUATOUPa rou eival ndva an’ dAa avBpw-
MOKEVTPIKN, TOTE UNOPE OXI UOVO VA CUVOPAEI OTOV MEAQTOKEVTOIKO TNG XOPAKTH-
pa aMA Kal va yivel o KaAUTEPOG MPECREUTAG TNG eTalpeiag autAg. MPocPEpel
oTnv €TaIpEia NOAU NEPICOOTEPA Kall GTOUG NEAATEG TNG eniong. Or eTaIpeieg, Aok
nov, Twv onoiwv To 6papa Kal N anooToAd nepAapBavouy Ty Ikavorioinon Tou
neEAGTN Toug Ba NEENel va kKAvouv NOAMEG NPOoMABEIES yia va dnuIoUpyAcoUY TNV
noAUNOBNTN NEAATOKEVTPIKA KOUATOUPA. ZEKIVWVTAG and TO M0 ONUAVTIKO OTOk-
XEI0 Mou €xel 0 KEBE opyaviouog oTa XEPIa Tou. To avBp®nivo duvapiké Tou.
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2 aTaTOKPLOT) TWY THUEPIVWDY OIKOVOUIKWY apoKMaewv, éxel avf;y@s[ Spayamcd 1N xpnon oya’&uv pyaoiag.
Mua opdda amotedeirar and éva ovvodo aMnlebapripevwy atduwy, Ta omola poipdlovrar Ty evdvvny yia Ta
amoteAéopata. S moME TepImTwOES 01 0uddES SyptovpyoUvTaL ATOKAEITTIKG Yia v QEPOVY TE TIEPAG TUYKEKPIUED
amootods). Ot dvOpwrot mov Oa amapticovy Tnv oudda emAEyovTar amd SIdpopeg EISIKOTITES e YVWHova TIg YVWOEL,
&Etémreg Kat IKavoTHTEG TOUG.

Eivar enitakTiké va enideyouv ol KatdANAoI AvBpwriol, ol onoiol VoIw-
Bouv evBouoiaopo, dEopeUcN Kal agoaciwon otnv opdda. AvBpwnol
nou va eivar npéBupol va KAvouv To nav yia va Ty Bondricouv va
neTuxel. ATIGXVETal éva eNMEAEi0 and apOCIWUEVOUG UNAANAOUG HE
TEXVOKQATIKA avIANyN, ol onoiol €xouv anokTAcEl TNV aicbnon Tou
eneiyovtog. ‘Otav TEAEINOEI TO €PYO, ENICTPEPOLV NICW OTA TUNWATA /
UNNPEGIEC TOUG A ETAKIVOUVTAI GTO VEO Und avaAnyn €pyo.

dlo dlapdpPwong TNG opadag, énou KAnolog dev yvwpilel T6Go
KaAG TIG SUVATATNTEG TWV  UMOAOIMWY, KAVOVTAG €TCI TNV ANOCTOAR
va PavTadel akdun Mo dUcKoAN. Avap®iBoAd, o Nio anopacioTIKOG
napdyovTag yia Tn dIaTrENoN KaAWY OXECEwV €ival n UNnapén apor-
Baiag epniotoolvng, N onoia eUNICTOCUVN ENITPENEI OTOUG UNAAAR-
Aoug va cuykevTpwBoUv anepionacTa ora NPpoPAnuaTa, agomnold-
VTG ANOTEAECHATIKG TO XPOVO TOUG.

ANAPEAY
©.AXIIOTHY
Mp®TIoTO KABrikov TNG opddag eival va NETUXEI TOUG GTOXOUG TNG Kal O AvBpéag ©. Acowomis Q) EexkdBapol aTdX0l Eival iowg To N0 oNUAvTIKG cUCTATIKO YIa Hid
, ; | , eivat AtotknTikog | , , , , |
Va EKNANPWOEI ENITUXMOG TNV ANOCTOAN TNG. H anoTeAecpaTIkOTNTA TNG Aertovpyog oto napaywyikn opada. O otdxol BonBouv Tov NYETN va dIaTNPACE!
KABe ouddag Ba kpIBel and To €pyo nou Ba eNITENECE! Kal Ba PETPN- ”};’\TOUPW‘O ”“l&e"“G& TOV €AEYX0, KaB nv oTiyurh evOappUVOUV TN LEVIOTN CUULIETOXA.
. . } i . ., ohmiopov. Epydotnke wg . . o . .
B¢el ue BdAon Tn AeImoupyIkOTNTA, TNV ANGB00N, TO XPOVO AVTanOKPIoNG, atéheyog e AtesBuvo Eomidcouv v opdda oT1o avTiKeiuevd TG, NPodyouv Ta AMOTEAE-

TNV NOIGTNTA Kal TNV Kavotopia. H avantuén tTng opddag kai n BeATiow-
ON TNG AnNOTEAECUATIKOTNTAG TNG €§apTATal And TN GUVOAIKA NMPOond-
Beia Nou KataBAMETal, TN SIOIKNTIKA UNOCTAPIEN Kall TIG ATOUIKES IKO-
vOTNTEG. ENiong, and 1o NAéyua Twv pyaciak@y SIadIKACIDV Kal Twv
DIANPOCWNIKWY OXECEWY, IDIAITEQA OE TWV OXECEWV PETAEU TOU NYETN
JE Ta GAAC PEAN TNG OUADAG.

Opeilel TO K&BE PENOG TNG OUADAG VA KATAVOE( TOUG OTOXOUG Kal

o070 British Telecom
(1976-1983) xat 071
Towevtomotia Baothikon
(1983-1992).Zrov8ace
oty AyyMia: Diploma
in Labour Studies, MA
Manpower Studies
ané to University of
‘Westminster kat MSc in
Training, MA in European
Law; azé To University of
Leicester.

opaTa Karl eEUNNEETOUY wg PETPO anddoong Kal NAPaywyIKOTNTAG.
H anddoon Tng opddag oe peydho Babud eEaptdral and Tnv aTo-
HIKA andédoon Tou Kabevog, To Katd Ndco Ta PEAN cupuEepiCovTal
TO OPANA Kal TOUG OTOXOUG Kal av GAol €xouv TNV idla eniBupia va
NETUXEI N Opdadal.

Me 1oV Kaipd N opdda avanTuocel TN DIKA TNG NPOCWIKOTNTA, EXEI
T SIKN TNG TauTOTNTA. ‘OAC Ta PEAN, WE NVEUPa CUVAIVECSNG KAl OpIC-

va  YVwpicel TIc euBUVEG Tou Kal Tov Babud eEouciag nou dIaBETE!

Av 6Nl EKTENOUV KOAG Ta KABrKovTa Toug TOTE QUEAVETAI N ANOTEAECUATIKOTN-
T4 TNG opédag. Autr dev pnopel va dIakpIBel, av Sev UNAPXEl aToUIKA Enévoucn
o€ XPOVO Kal eVEPYEIQ. Ta PEAN dIaTNPoUV NOAU KOAEG DIANPOCWIKEG OXECEIQ
JETAEU TOUG. ZuvepydlovTal, polpddovTal PANPOMGOPIES kal aAnAoUNooTNiCo-
vTal. Eival avoiktol kai eINKPIVEIG, céBovTtal kal EpnIoTEUOVTAl 0 £vag ToV AAAO.

H nyeoia eival To avand@eukTo cuoTaTikd otn {wn Twv opddwy, Wia anapaitn-
TN NPOUNGOECN yia TO CUVTOVIOHS TNG CUHNEPIPOPAS KAl OPACNG TWV HEADY YIa
TNV ENITEUEN TWV KOIVAV oTdXwv. ETol gival onpavTiko va eNIAEYEl TO KATAANAO
dTopo nou Ba €xel TN yevIKA euBUVN yIa TOV NMEOYPApKaTIopd Tou €pyou kal Ba
nynBei Tng opddag. Ma Adyoug KUpoug, aAG OxI Jovo, TG opddag Ba npénel va
nyeitar upnAOBabpo oTéAexog. O eNIKEPANAG va DICBETEI TIG AeYOUEVEG «QvOPW-
niveg» Se§IOTNTEG (soft skills), SNAadA TNV IKavOTNTA va CUVEPYAZETAI, VO EUNVE-
€1 Kal va PETadIDEI TOV eVBOUCIAoUO TOU OTOUG CUVEPYATES ToU. Toug avabETel
OUYKEKPIUEVA KaBrKovTa Kal avanTUocel TIG KATAMNAEG DIadIKaoieS yia dlek-
nepaiwon Tou €pyou. AvBpwnog pe OPeEN Kal EVEPYEID YIa DOUAEIG nou enidIc-
KEl e KABe TPpOMO TN cuvaiveon.

H opadikn epyacia eival pia npdkANcN yia 1o KABe péhog, 1IdIaitepa de oTO OTA-

JIKOTNTAG, CUMETEXOUV EVEPYA OE OAEG TIG DPACEIG. ZUVEVWVOUV
TIG DUVAPEIQ TOUG YIa VA QVTILETWNICOUV TIG ONOIEGONMOTE NMPOKANCEIG WOTE Va
napdyouv €pyo. Opdda pe avapPIoBATNTOUC KaVOVEG CUMNEPIPOPAC NOU EVER-
y& avadntei TN oUvBeon andWewv Kal Tn cuvewodnon. Opdda Twv anopacewy
nou JICBETEI GUVEIDNON TOU KOIVOU KOAOU. ZKomndg, To €pyo nou Ba dNUIoUPYACE!
va anoTeAECEl NAPAdEIYUA AEITOUPYIKOTNTAG KAl ANOTEAECHATIKOTNTAG,.

"O1 ZeKdGapOL 0TOXOL Elval i0WG TO TTLO ONUAVTIKO CVOTATIKO Yla {la

Tapaywytkh opada.”
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Atowkytikn Vs AvBpamivng
Emyeipnomng

Ta tedevtaia 100 ypdvia, ot Sidpopor Oewpnikol Tov pdvarlyev, mpoomddnoay va Siaywpioovy Tovg ArevOuvTés,
ue IBd(m T0 TOTO0TO O1paActag Tov Stvovy OTHY ERYELPNOT) TOVG KAt 0TOV dv@pwm O1 10 roMoi vﬂoompt’fovv 0TI 70

T0000TO VTS TpETeL va evar iooppoTtyuévo. Tov TeAevTalo Kaupd Guws, lowg Adyw THG OIKOVOUIKIG KPLOT]G, dpyioe va
UTEPLOYVEL CHUAVTIKA 1] oHpacia wov Stvetau ot epyacia. 2ti¢ HIIA 7o mooooté avtd @tdver 070 95%, aprvovtag ol
mep1Bpto udvo $% yia v onuacia wov dSivetar otov dvBpwo.

Aiaxwpicovtag TG dUo TACEIG, Oa doUE 6Tl OTIG ENIXEIPNCEIG OTIG OMoi-
€G N dIeUBUVON ENIKEVTPWVETAI OTNV €pyacia (SI0IKNTIKG/ENIXEIPNCIC-
KO OVTEAO) UNGPXOUV:

* au&npévol Eneyxol
* QUOTNPEC YPAUMEG IEpapxiag
* OUYKEVTPWTIKO CUCTNUA EYKPICEWY Kal AMYNG AnopACEWV.

* va avahapBdavouv nepioodTEPa KaBnkovta kal eUBUVEG, apou
TO NPOCWMIKO
HEIMVETAI CUVEXWG, PECA OTa NAQicIa Twv NPocnadeiby
* via NEPIOPICHO TwV EEOdWV
* va uUnocTNPICouV Ta CUMPEPOVTA TNG ENIXEIPNONG, OXI OVO TV
@pa nou epyalovtal, aMda Kai oTov EAeUBEPG TOUG XPOVO
* VA ENIPOPPWVOVTAl CUVEXWG KAl va UNMOBAAOUY KAIVOTOUES

AHMHTPHX

AVTIBETa, OTIC EMIXEIPNCEIQ OTIG Onoieg N JIEUBUVON ENIKEVTPWVETAI
oTov GvBpwno (avOpwNICTIKO HOVTEND) UNAPXEL:

* éva oUoTNAa TO Oroio KAANIEPYET TIC avBpwnIveg agleg kal oEReTal
v avBpwnivn cUPNEPIPOPA

* NiyoTEQN ONpacia oTo Napadociakd dIOIKNTIKO OVTEAO

* ouVOUACHOC TOU AVEPWNIVOU KAl TOU EMIXEIPNCIAKOU LIOVTEAOU
dleuBuvong, e enikevipo, OPWS, Tov AvBpwro.

To enixeipnolakd POVTEAO oTnpiCeTal otn AavBacpuévn okéyn OTl Ol
undMnAol ocuvnBwg epyalovtal yia To dIKG ToUG CUUPEPOVY, BAlo-
VTOQ Ta CUMEPOVTA TNG eNiXeipnong o SeUTepN poipa. 17 autd, yia

EPTATOYAHX
O Anprrpns Epyartotdng
efvat agumnpeTioag
Avdrrepog AevBovrrig
™ Adixrg Tpémelag
Kat 13puTikd péhog Tov
Kumpakod Zvvdéopon
AetBovong AvBpamvov
Avvapukod
* O Anwyrpng
Epyaroddng eivar
agumnpetoag (2006)
Avirrepog AevBovrrig
6 Aaikrg Tpdmelag
Kat 13puTiké péhog Tov
Kumpakod Zvvdéopon
AwevBovons AvBpamvon
Avvapukoo.

€ICNYNCEIQ VIO VA QVTIJETWIOTEN O NAYKOOUIOG AVTAYWVICUOG.

H noAmkn TG avrapoiBig (kapdTo) Kal TNG TILwEIag (UacTiyio),
napdAo nou eEAKOAOUBE( KANOTE va XpeIddeTal, dev apkei mia and
pévn ng. 7 autd kai ival kadrikov dAwv Twv AlEuBuvTOV va Bon-
Bricouv To NPocwnIkG va avtIANOel 0TI o KAVOVEG TOU Malyvi-
dIoU éxouv aMd&el. Na Toug eupuUoncouy TNV avAaykn yia evow-
pATwon Twv avBpwnivwy agiwv ot oTpatnyIkA TNG nixeipnong,
oUTwG WOTE, PE TNV aAMayn Tou KAiaTog va doBei nepiocdTepn
onpaocia otov avBpwnivo napdyovta. Auté Ba npocdwaoel IdIaiTe-
N onpacia oToug UNaAnAoug, ol onoiol Ba IkavorolouvTal Epya-
Cbuevol, o avtiBeon pe 1o NaNid POVTEAO, Nou ol AvBpwrol Epya-
ZovTal eV avapovn TnG eNITayng Tou pioBou Toug. Me To VEO ovTE-

va unoxpewBouv va epyalovtal Npog To CUPMEPOV TNG ENIXEIDNONG,
unAapxouv: oaPrig NOAITIKA, aucTNPEG dIAdIKAGIES, OIKOVOWIKOI OTOXOI Kal OTOXOI
anédoong Twv unaAiAwy. Or AIEUBUVTEG xpnaionololv TNV aviapolRh Kai Ty
TIHwpIa, og Pia NnpoondBeia va napwBrcouv Toug UNAANAOUG va akoAouBouv
TIG JIAdIKAGCIES YIa va METUXOUV TOUG OTOXOUG TNG ENIXEipnong. ‘Otav or undAAn-
Aol yivovtal nio napaywyikol, audvouv To pioB6 Toug h Toug divouv PIANodwEN-
pata. Orav duwg uoTepricouv h NapaBoulv Toug Kavoviopoug, TOUG AnoKOmTe-
TaI 0 PIoBOG i/kal To PIACdWPNCA 1 anoAuovTal.

To ouotnua autd ATav anoteAecpaTikd 6oo kaipd o AleuBuvTES, TO JOVO Mou
ZnToucav and Toug UNaAAAAOUG TOUG ATV va €xouv 6o To duvaTdy KaAUTEPN
anédoon oTn SOUAEIG TOUG. 2XAUEPT, O AIEUBUVTEG €XOUV MOAU NEPICCOTEPESG
anamoeic and Toug UNaANAoUG Toug. Toug ZnTouv:

* va avanTUucoouV NPOCWIKEG OXECEIG |IE TOUG NEAATEG TOUG
* va pabaivouv EEveg YAWOOEG Kal va EVNEQWVOVTAI VI TNV KOUATOUPA EEVv
XWPWV LE TIG Oroieg cuvepyalovtal

Ao, ol undMnAol Ba aicBdvovtal dnwg Toug ENICTAUOVES NOU €PYA-
ZovTal yia va avakaAUyouv €va enavacTtaTikd Gpappako nou Ba BepaneUel pia
oopapn acbéveia.

Na pnv eKAN@OET OTI TO VEO OVTENO MPOVOET yIa pIa EMIXEIPNON «EEQPayo apné-
Ai». - Or gpyalbuevol Ba eEakoAoubnoouy va akohouBouv KAMoloug KavOVeg,
napdAMnAa Opwg, Ba aioBdvovTtal SECUEUPEVOI VA KAIVOTOUOUV, Va CUVEPYA-
ZovTal UE TOUG CUVAOEAPOUG TOUG KAl Va EMIBILOKOUV EMTEUEN TWV OTOXWV TNG
enixeipnong. Ki 6Aa autd Oxi yiari Toug Ta eniBAMel n AiebBuvon Tng enixei-
pnong, aM\a yiati autrt Sivel nepicodTEPN onpacia oTov AvBpwno Kal AiyoTepn
oTnv epyaacia.

Méoceg Popég akoUoaTe TN GPACN «TO M0 onoudaio CTOIXEID EVEPYNTIKOU
pag eival To avBpwnivo duvapikéd pag»; Movo kal yévo nou yiverar avago-
pd o€ OTOIXEID EVEPYNTIKOU, UNOONAMVEI OTI Ol AvBPWMOol TUYXAVOUV TNG
{dlag peTaxeipiong 6Nwg Ta KTAPIa Kail Ta pnxavipgara. Autd dpwg ouvi-
Bwg, 600 nNepvd o kaipdg, xdvouv and Tnv a&fa Toug Kal anoofévovtal, oe

"H mohrrier) g avmpmﬁr’]g (KOLpéTO) Kat THG Tipwpiag (paariylo), TAPOAO OV
eEaxolovbel kémote va yperdletan, Sev apkel ma amd povn mg."
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avtiBeon pe Toug UNAANAOUG Nou N a&ia Toug PEYAAWDVEI CUVEXMDG UE TNV
nefpa nou anokTouv.

Av 10 VEO povTéNO 04G (aiveTal Aiyo napatpaBnypévo, CKEPTEITE NOCO Napd-
Eevn pag eaiveTav N NAEKTPOVIKA TpanediKn Npiv eikool nepinou xpdvia. ‘Otav
NPWTOEPPAvioTNKav of AutOuaTeEG TapelakéG Mnxavég (ATM), auTég anoTéAe-
oav EexwploTég ovtoTNTEG and Ta KataotipaTta Twv Tpanelwy. ‘Otav de, ékave
TV gupavion Tng n dIadIKTUaKA Tpanedkn ( internet banking), auth dev eixe
onoladnnoTe oxéon Pe TNy napadooiakn Tpanediki nou npoopepdTav and ta
Karaomipata Twv Tpanedwv. ZAPEPa 6Aa auTd €xouv evowuaTwdel otnv kadn-
uePIVA pag {wn Kal ondvia avapépovTtal EeExwpIoTd. ZAPEPa Aéue «Ba ndw va
anocUpw xpnuarax». Mpiv 15-20 xpdvia Ba Aéyape «ndw va anooUpw XPNua-
1a and Tnv ATM». To 810 6a cUUBEl Kal e TNV avBPWNOKEVTPIKA  EMIXEipNon:
ouvtopa Ba evowuatwBel TOGO MOAU GTA CUCTAPIATA TWV ENIXEIDNCEWY , ONWG
EvowPaTwONKav npiv Aiya xpovia n noidétnta, N eEunnNPETNoN Tou NeAGTN, o1 dia-
OTAUPOUMEVES MNWANCEIG KA.

To avBpwWNOKEVTPIKO LOVTEAO DEV NMPOKEITAI VA KATAPYAGEI TO SIOIKNTIKO. ANAWG
Ba viver avakaravopr Tng onpaciag nou diveral ota dUo, HE GTOXO0 va PEIwBoUv
ol EAeyx0l KAl Ol AUOTNPEG 0dnyieg, Kal va augnbel n gIAkA kaBodrynon pe

Bdon 1o ceBacud Npog Tov AvBpwro.

Ag pnv Eexvoupe 6T OAoI oI napaywyikoi ndpol eEaviAouvTal. EEaipeon anotehel
0 GvBpwnog, o onoiog eival pia aveEAvIANTN NNy napaywyng 19wV, dIaouvOE-
OEWV, CUVEPYAOIWV, CULNEPIPOPWY KAl KAIVOTOIWY. AUTOG 0 AvOpWNog KaAE-
Tal CAPEPA VA EACXICTOMNOINGE! TIG ANEINEG KAl VO MOAANAACIACE! TIG EUKAIPIEG
nou NapoucidZel N Naykoouionoinon TG ayopdg.

TNV NPOoondBeId Jag va CUYKEPACOUE Ta dUO LOVTEAD MEENEL

* Va KATaPYACOUE TIG DIOXWPICTIKES YOAUWES METAEU TWV DIOIKNTIKWY HOXAWY
(6Nwg o1 KavoVIoHOI KAl O OIKOVORIKOf GTOXOI) KAl TwV avOp®nivewy aglwv (Onwg
n eunioToouvn Kai N akepaidbtta). Kai ta dUo pnopouv va cuvundp&ouv

* VA LEIMCOULE OTO EAAXIOTO Ta £NMEDA EAEYXWV Kal EYKPICEWY. Me To Slolkn-
TIKO HOVTENO, MIBavodv €vag UNAAMNAOG Va XPEIaoTel va NeEpAcEl IEpapXIKG and
Tpia oTAdIa NPOKEIPEVOU Va EEACPANTEI £yKPIoN yia va EOPANGCE! £va TIIOAGYIO
ONywV eUpw. Me To avBpwnivo povTéAo de Ba xpeIGZeTal €ykpion and Kavéva.

KaraAriyovtag 8a nbeAa va toviow o1 Aol Ba KePSICOULE av enKeVTPwOOU-
JE NEPIOOOHTEPO OTOV NAPdyovTa AvBpwnog Kal AiyGTEPO OTOV NAPAyovTal EAEY-
X0G Kal dlofknon.
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ANAKOINQZH TMHMATOZX EMNIOEQPHXZHZ EPrAZIAX

Amotedéopara Exotpareiag EmBedpnong Ep)/om&’wv
lavovdpiog — Azpidiog 201 1

EPTrAZIEXZ ZE YWOZ

To Tunua EnBewpnong Epyaciag (TEE), katd Tnv nepiodo lavouapiou-AnpiAiou
2011, die€riyaye ekoTpaTeia ENIBEWPNONG TWV EQYOTAEIWV [IE GTOXO TNV MPOCTA-

oia Twv epyalopévav nou dIEEAYoUV Epyacieg o UWOG.

O1 eniBewpnoelg nou dIEEAXBNKavV oTa NAQICIa TNG EKOTPATEIQG QUTAG ENMIKE-
VIPWONKAV OTOV EAEYXO TNG CUMLIOPPWONG TWV EPYOS0TWV E TIG dIATAEEIQ TNG
nepi AopdAeiag kai Yyeiag otnv Epyacia Nopobeaiag ce oxéon e Ta anamou-
JEVA MPOANMTIKA Kal MPOCTATEUTIKA PETPA YIA TNV QVTIUETMMION TWV KIVOUVWY
Mou EVEXOVTAI OTIG EPYACIEG OE UWOG. Ta oNEia oTa onoia ENKEVIPWONKE N eV
AOYW EKOTPATEID ATAV N yPaANTA EKTIUNCN KIVOUVWY, TA IKPIOPATA, O (POPNTEG
KAIUCGKEG, 0 avUPWTIKOG €EONANICUOG MEOCWWY, N XPron KATAANAWY UECWV
aTopIkng npootaciag (MAI), n npooTacia avolyudTwy Kal AKpwV EVavTl Tw-

ONG Kal N NpooTacia and evagpia NAEKTPOPOPA KOAWDIA.

JUVONKA mpaypatonoindnkav and Toug EnBewpntég Twv névre Enapxiakdv
Mpageiwv EnBewpnong Epyaciag (Aeukwoiag, Aepecou, Adpvakag, Mdapou
Kal AupoxwoTou) 453 eniBewpnoeiq os 348 epyotd&ia. Me Bdon Ta oToIXEla Tou
> UpBouUNou Eyypaprig kal EAEyxou EpyoAnnTddv kai Tou Turnuatog EnBedpnong
Epyaoiag exmiudrarl 61 katd Tn SIGPKEIQ TNG EKOTPATEIAG EMIBEWPNONKE NEPIMOU

10 12% TOU GUVONIKOU apIBuoU TwV EVERYWY EQYOTAEwY NaykUnpia.

2€ NoocooTd 41% Twv epyoTa&iwv nou eniBEwPnBnkav xpnaolponoinénkav and
Toug EnBewpnTtéq vouika epyaieia yia Tnv eniBoAn Tng Nopobeoiag uéow
9 novikiyv diwEewy, 100 Eidonomocewv Anaydpeuong Kai 77 Eidonoincewv

BeAtiwong. Eniong, otdAnkav 50 NpogidomnoinTIKES EMIOTOAEG.

MapdAo 611 e BAon Ta anoTeEAéoPATA TNG EKOTPATEIOG TA ENMESA ACPAAEL-
ag Kal uyeiag ota gpyoTdgia nou eniBewpriBnkav NTav BEATIWUEVA OE CUYKPI-
ON HE MNPONYOUMEVEG XPOVIEG, ENMICNPAIVETAl GTI UNAPXOUV KON APKETA NEPI-

Bwpla BeAtiwong.

Ynuelveral 6Tl Katd Tnv nePiodo Tng exoTparteiag (lavouapiou-AnpiAiou
2011) dev OUVEBNKE Kkavéva Bavatn@opo epyatikd atuxnua TOCO OTOV
KataokeuaoTikd Topéa 600 Kal 6ToUG AANOUG TOUEIG OIKOVOUIKAG dpacTnpIO-
TNTQG, OE avTiBEoN PE 7 Bavatngdpa aTuxnApaTa Nou cuveéRNoav TNV avTioTol-

xn nepiodo Tou 2010.

ZYM®QONA ME THN ANAAYZH TON AMOTEAEZMATQON
THZ EKZTPATEIAZ ZTA EPTOTAZIA MNMOY ENIOGEQPHOHKAN
AIAMIZTOOHKAN TA AKOAOYOA:

* O1 POPNTEG KNIAKEGS (CKAAEG) MOU XpNoIUomnolouvTav oto 66% Twv epyoTagi-

WV, OeV ATaV KATAMNAEG 1 dev eixav ENAPKA oTEPEWON.

* 270 62% TwV EPYOTAgiwV OEV UNNPXE KATAANAN NPOOTAGIA E KIYKAIDWLIO-
Ta, KOAUPPATa 1 GAa Jé€oa oTa Akpa Kal oTa avolypaTa danédwy yia anopu-
vy nTwong and Uyog.

* Aev unnpxe dlaBéaio oxEDIo dlapdpPWong kKal odnyiegq cuvapLoAdyNong/
ANOCUVAPHOAOYNONG TWV IKDIWHUATWY OTO 62% TwV EQYOTAEWV.

* O1 pioof epyodoToupevol ota epyoTagia Nou eNIBEwWPNBNKAV OEV XPNCIUOMON-
ouoav katédAnAa MATT.

* Aev unnpxe dlaBéaiun ypanTh exTilinon KivOUvou via TG Epyacieq oe “Ywog
o710 40% TwV €pyoTagiwV.

* 2710 38% TwV pyoTaginv Oev eixav AnpBEl UETPA YIa anopuyrn NAEKTPONANEAG.

IlA THN MEPAITEPQ BEATIQXZH TQN EMINMEAQN AZ®ANEIAZ
KAI YTEIAZ ZTA EPTOTA=IA, TO TMHMA ENISEQPHZHZ
EPrAZIAZ ©A MNPOBEI =TI AKONOYOEX ENEPIEIEX:

* O1 eNIBEWPNCEIG |UE OTOXEUUEVES EKOTPATEIEG OTOUG XWPOUG EQyACiac drou
JIEEGYOVTAl KATAOOKEUAOTIKEG Epyacieq Ba nepAauBdvovtal oto €TACIO NPO-
YPAPUA TNG ENOUEVNG XPOVIAG.

* ©a ouvexicel TN dnpoocionoinon TwV EKOTPATEIWY EMIBEDPNCNG GTOV
KartaokeuaoTtikd Topéa kal n JIOXETEUCN EVNPEPWTIKOU UNKOU G’ GAOUG TOUQ
EUNAEKOUEVOUG (POPEIG.

* AapBdvovrag unoéwn 61 N NTwon and UWog eival pia ané TG KUPIOTEPEG alTi-
€G ATUXNUATWV OToV KaTaoKEUAoTIKO TOPEQ, N eKOTRATEID e BEUa «Epyacieq
o€ "Yyog» Ba enavaAn®Oei Tov ENOPEVO XPOVO.

* ©a npowbNBel kal N xprion Tou Kwdika yia Epyacieg o€ "Ywog, o onoiog €xel
Adn TeBeil o€ dnudala diaBouAeucn. O KwdIKag autdg avauévetal va Bonbnaoel
O€ PEYANO BaBuod Toug EpYOdOTEG, TOUG AUTOEPYODOTOUNEVOUG KAl TOUG EPYO-
doToUuevoug atnv eMAOYN Tou nio KatdAMnAou eEonhicpoU epyaciag yia Tnv
EKTEAEON MPOCWPIVIV EPYACIDV O UYPOG, WOTE va BeATIwBoUV Ta enineda TnG

QAoPAAEIOG Kal UYeiag Twv epyalopévwy o UYog.

To Tunua EmBewpnong Epyaciag emiBupel va ekppdcel TIG EUXAPIOTIEG
Tou oTIG EpyodoTikég Kal ZUVOIKANCTIKEG Opyavwoelg, KaBWG Kal oToug
EnayyeAuatikoug Dopeiq kal Zuvdéopous, Opyaviopoug Kal YINpesieq nou
OpacTNEIOMNOIOUVTAl OTOV TOUED TWV KATACKEUWY, MOU WE TIQ JIKEG TOUG EVEQ-
YEIEQ VIO EVNPEPWON TWV EQYODOTWV KAl EQYODOTOUUEVWY CUVERAAQV OTNV €ni-

TEUEN TWV OTOXWV TNG EKCTPATEING.

la NPOOBETEG DIEUKPIVIOEIG N MANPOPOPIEG, UMOPEITE VA EMIKOIVWVEITE LIE TO

Neimoupy6 EmiBewpnong Epyaciag k. MixdAn Opgavidn oto TnA. 22405660.

loUAiog 2011
Tunpa EniBewpnong Epyaciag
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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

amdadocs

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

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

»..mmp‘u. =

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 CYPRUS LTD
36 Byron Avenue , 1511, Nicosia, Cyprus
Tel: 00357 22 209999
Email: ioannou@cy.ey.com
Website: www.ey.com
Contact Person: Zacharias loannou
(Direct: 00357 22 209774)

Ell ERNST & YOUNG

Quality In Everything We Do

CYPRUS
INTERNATIONAL
INSTITUTE OF
MANAGEMENT

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

1 In.
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

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,

KARIERAKYPROS.COM
Apostolou Pavlou 10A, Maroussi, 15123,
Attiki, Greece
Tel: +30 210 81.15.300
Fax: +30 210 81.15.309
Website: www.karierakypros.com
Contact Person: Christos Kourouklis, Country
Manager (Cell: +30 693.73.34.485)

karierakypros.com

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

ALL ABOUT PEOPLE LTD
P.O. Box 28791, 2082 Nicosia
Tel: 22665161
Fax: 22679267
Website: www.allaboutpeople.com.cy
Contact Person: Eugenia Papadopoulos

L C

N

il Bbaut Pesple

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

D ruspir

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 Zupeou

Y
LAIKO GROUP

MRV SIMPLE TECHNIQUES LTD
Mouseou Street, Kythira 6 Building,
Flat 303, 3090, Limassol - Cyprus
Tel: +357 25811511
Mob: +357 99 383891
Fax: +357 25375118
Email: christine@michaelvirardi.com
Website: www.michaelvirardi.com
Contact Person: Christine S. Antoniou

PLANNING CYPRUS LTD
P. O. Box 23392, 1682 Nicosia
Tel: 22456050
Fax: 22456070
Website: www.planningcyprus.com
Contact Person: Athanasios Mavros

P|L|AININII IN|G
« *IRL
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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

Exnpdownog 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

&2

UNIVERSAL LIFE

INMOTION LTD
42 Tempon Street, Office 301
2408 Engomi, Nicosia, CYPRUS
Tel: 22 253064, 96 842531
Fax: 22 253064
Email: inmotion@cablenet.com.cy
Skype id: inmotionltd

3 motion 11

MOVED HOUSE?
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 pu
e-mail our database co-ordinator Anna Chara

professional details.

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
NPOZQMNIKOY AHK (ZEMAHK)
T.6. 24506, 1065 Acukwoia
TnA: 22201007
Eknpdéownog opyaviopou: MixaAng MixanA

IED¢AHK

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

FIRST ELEMENTS EUROCONSULTANTS LTD
10 Gregoriou Xenopoulou, 1st Floor
1061 Nicosia Cyprus
Tel: 22875710
Fax: 22757080
Website: www.firstelements.com.cy

METAKOMIZATE ZE NEO ZNITI;
AAAA=ATE AOYAEIA/EPFOAOTH;
EXETE METAKOMIZEI ZE NEA FPA®EIA;
EXEI AMAZEI H AIEYOYNZH ZAZ (HAEKTPONIKH KAl MH);

Aev BENOUE VA XAOEL KavEva PEAOG HaG Kdr,tom aro TIg
‘Avva Xapahapridou HE TIG VEEG 00G AETITOUEPELEG 0NV

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

)

ICE CREAM GROUP

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

TSYS
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 fnowl

e

blications! If you have moved house or changed employer please
lambidou on info@cyhrma.org with your correct contact and/or

£kd60eIG Hag! Mmopeite va eVNHEPWOETE TNV
NAEKTPOVLKN dlelBuvon: info@cyhrma.org
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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



