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Axd ) Zovraky | From the Editor

The Leonardo Exchange Program to Milan Italy, 2012
Etoto [Tapti Tov ZvvSéopov/ Annual Association Party
The Resilience Advantage by Agnieszka Bajer

Human Resources 2012: Driving real change in business
by Joanna Moutafi, Spyros Gkinos

Extipnon emxwvdovétnrag Texviki exeynom tov dpov
7ov Kéora Iaraxvplakod

Neéa emaryyédpara kat eidikotnreg ooy Kumpako
opiZovm: Auayeipion Qvotkod Aepiov kat dwy
Y8poyovavbpdkwy Tov Kéora Iaraxvpiaxod
Being a boss or a friend? Achieving balance between the
two by Constantina Christou

Cyprus Employment Law by George Z Georgiou
The Dangers of Diagnostics by David Creelman
Is YouTube the future of training? by David Creelman
The Management and Leadership dichotomy: Can HR
play a beneficial role in developing either?

by Omiros Pissarides
Involving Line Managers in HRM: A Brief Overview

by Fotis Pavlou
Tarti Sovhevovpe? Ty Avrprag AvrwvidSov

Iwg va kdvete pa Sovhewd o evdlagépovoa

Tov Aquijtpn Epyaroddn

Tunua Ipoowmikov Vs Ated@uvong AvBpwmvov
Avvaguko0 rov Anurjtpn Epyaroidy

Interview with HR professionals by Olympia Fantis
Focusing Your Corporate Training Program For Today’s
Economy by Ken Moore

Are Unions Still Relevant? by Ken Moore

1S tpomot yia evtvyia Kot emTvyia oty epyacia

716 Bixvg Xapaddumovs

Opyaviopoi Mély Tov Kv.Xv.A.A.A. / CyHRMA
Corporate Members

Benefits Offered to “Corporate Members”

Néa Mé\n tov Zovdéopov / New Association Members

Ano6 Tn Zuvtaén | From the Editor

Ayaznroi avayv@ore,

To 2012 Esm’vr]o's TOND APVITIKA Y10 TOV TOTO PAg, Le THY avepyia oTa 11 Kat Tovg
181006 va PAdve yla 1) XelpOTepT) OlKOVOpIKT) katdotaoh s Kompov petd tov mo-
)\spo Tov 1974. X¢ évatétolo ﬂsplﬁd)\)\ov amaTeiTaL TEPLOTOTEPO A6 TOTE, ATO
dhovg g orov Topéa g AtevBovorg AvBpomvov Avvapikov, va Statnpodpe De-
TIKY 0TAOY Kat pie Snpovpykd ad\d pealoTikd TpOTIO Vet HETATPETOVYLE TIG TTPOKAT]-
O€LG O EVKAUPIEG.

> autd To Tevyog Tov AvBpwnog & Epyacia éxovpe yia oag 2 mod evSiagépovta dpOpa
and evpripata epevv e1dikwY cLpBOvAWY Le Xpriotpes TLUBOVNES Yia To TG UTOPOVY
OL ETIYELPT|TELG VA AVTILETWTHTOVY THV OKOVOLIKY] Kpion Kat va avteneEéNdovy. Oa Sia-
Baoete, epmvevopévo and v Apepikavikr mparyparikdtta, To dpBpo “Are Unions Still
Relevant” 7o otyovpa a mpoPnparioet. Exiong, ok evSiagépov etvat o dpBpo mov
srcsgrn/si tov po Extipmon EmkivSvvotnrag kat 1o dpBpo mov avakvet ta emaryyélpara
Tov péENovTog oty Kompo, 2 dipwg pAéyovta Oépata. ‘Exovpe aMa 3 apOpa mov mpay-
uarevovtat to Oépa epyaoia: “Tiarri Sovkevovpe;”, “Tliog va kdvete pa Sovhetd mo evia-
@épovoa’ kat “15 Tpomot y1a evtoyia kat emrvyia oty epyacia’, dpbpa mov korralovy
To MOV THG KaTépTIoT)G Kat owpeia dMwy Toh) evdlagépwy dpBpwv.

Extog and ) otijdn “Interview with HR professionals” mov éxet mhéov kaBiepwbe,
amd avto T0 TEvY0g ey kavidlovpe T véa Ayydiki) otii\n Cyprus Employment Law
IOV e aVaALaT) TEPITTWOEWY Kalt msir’]yqo‘y] VOpwv 1} aMary@v Tovg otyovpa evlags-
peL 6Aovg Toug snaws)xpa‘risg Alsﬁevvoqg Avepcbmvov Avvagukod Tov T6T0V Hag.

Acire emiong mog mépacay ta uéln pag ov EkaPav wépog oo Etioto [apti tov Zov-
Séapiov kat oL ovVASENPoL O TVppETEAY 0TV emtiokey ] oTo MIAdvo péow Tov Tpo-
Ypappartog Leonardo da Vinci.

Sag evxopaoTe Kaky avayvoon!

Svvraktpieg: Olvopria Qavry, Kucy Kal

Dear readers,

2012 started very negatively for Cyprus, with unemployment reachinga
record high and specialists talking about the worst economic situation that
Cyprus has faced since the 1974 war. In such an environment it is required,
more than ever, from all of us in Human Resources, to keep a positive stance
and with creative but realistic ways turn challenges into opportunities.

In this issue of People and Work we have two very interesting articles on
research findings from specialised consultants with useful tips on how
businesses can cope and manage the economic crisis. Inspired by the American
reality, you will read the article “Are Unions Still Relevant?” that will surely get
you thinking. Furthermore, a very interesting article that explains the term Risk
Assessment and another one which analyses the jobs of the future in Cyprus,
two extremely stimulating topics. Moreover we have 3 other Greek articles
discussing the nature of work: “Why work?”, “How to do a job more interesting”
and “15 ways to success and happiness at work’, articles looking at the future of
training and a number of other very interesting articles.

Apart from the column “Interview with HR professionals” which is well
established in the magazine, from this issue going forward we introduce the new
column Cyprus Employment Law, written in English, which with case studies
and analysis of Cyprus Employment legislation or changes to the laws will
definitely interest all HR professionals in Cyprus.

Additionally, get the chance to read how members who attended the annual
party of the Association, enjoyed the evening and how colleagues spent their
time in Milan during the Leonardo da Vinci programme visit to Italy.

We wish you a pleasant reading!

Co-Editors: Olympia Fantis, Kiki Kallis
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THE LEONARDO EXCHANGE PROGRAM
TO MILAN ITALY, 2012.

Every year along with other EU countries, an Exchange program is coordinated
between the participating HR Associations for the Leonardo Da Vinci Mobility
Program. The aim of the program is to support participants in training and
further training activities in the acquisition and the use of knowledge, skills and
qualifications to facilitate personal development, employability and participation
in the European Labour Market. Additionally it serves to support improvements
in quality and innovation in Human Resources and training systems, institutions

and practices.

On the 25th of March 2012, a team of HR professionals left Larnaca airport for
the Leonardo Da Vinci Mobility program to
Milan, Italy. The purpose of the trip was the

exchange of information and best practices

in HR departments of Italian companies that could be applied to Cypriot
organizations.

The team was made up of 5 HR professionals — Panagiota Kari, HR Manager
of Louis Group of Companies, Thoula Tsiakkou Nicolaidou, HR Manager

of Crowe Horwarth, Kyriakos Andreou, HR Manager of Tseriotis Consumer
Goods, Elli Matsouka, Assistant Manager of Deloitte Human Capital Services
and John Papachristos, Senior Partner of WorkForce Cyprus.

The exchange program had been arranged and coordinated between the
Cyprus HR Association and AIDP (Association Italian Personnel Development).
9 meetings had been arranged for the team to visit and participate in
discussions regarding HR issues and best practices
primarily over lots of espresso — which is known as coffee
in Italy. Below is the summary of the companies visited

and the ideas that were shared:

MICROSOFT ITALY

International Electronics company with over 800
employees in Italy. The headquarters are based in Milan.
Ideas and best practices shared were:

* “New World of Work” — promoting flexibility in the

workplace. They don’t focus on the “when”
and the “where”, but more the “what” and
“how”. No controls over absenteeism.

* The HR department serves as Business
Partners to the various departments of the
company

* Strong value system — communication of
values to all employees, creates a
sense of belonging for all.

* The employees have a passion for
customers, partners and technology

* Transparency of their reward
system — all employees are well aware
of their measurable objectives and the
reward scheme associated to that.

* Effective learning model: On the job

10%

* Each employee has a clear career
path and knows of their possible
development through compulsory
training and selective learning modules.

* The company provides kindergarten facilities for working families

BORSA ITALIANA

It is the privately owned lItalian Stock Exchange. In 2007 Borsa Italiana merged
with the London Stock Exchange and now operates under the LSE umbrella.
The company headcount is at 510 employees in Italy. Ideas and best practices
shared were:

* The HR department functions as Business Partners to the various

departments of the company

70%, from others 20% and training w Ch‘llms
self

» Corporate social responsibility is
assigned to HR
* The HR department focuses on
building a strong intranet to promote
internal communication and culture
awareness
* Focus on project basis/contract basis as
to minimize risk of hiring the wrong people
due to strict termination law of permanent

employees.

SCUOLA DI PALO ALTO

m & hm A training and management consulting company

established in the 90’s. They are the representative
office of the International Group “Profile”. They are
involved in providing training sessions to their clients
on various topics and skills such as Presentation
skills, Customer Service, Team building, Sales
training and Negotiation skills. Learning gained
included:

* There is a strong desire from companies for Public
Speaking training

* Training in Negotiation skills entails simulated hostage situations

¢ Team building is done through cooking sessions

* Anew trend arising is “Understanding the Female Brain”. Something
perhaps that ALL males would require (especially before marriage!)

* Perception of core competencies of HR professionals should be:

Management capabilities; Solidity; Resilience

RANDSTAD

International HR Solutions company with a strong presence in Italy. They have
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over 600 employees with 200
branches nationwide. Ideas and
best practices shared were:

* HR operates as a Business
Partner for the different
departments of the company

* In their 1st year of
employment, all must attend
training in commercial
competencies, negotiation skills, customer
approach and customer care

* Strong emphasis on training — every
employee promoted to their 1st
managerial role, must attend coaching and
performance appraisal training.

* Promote flexibility and productivity

ATM

The municipality public transportation company of Milan. They manage the
Metro, Tram, Bus, Trolley system, parking areas and the rentable bicycles of
Milan. Their headcount is at 9000 employees, only in Milan. They are an Italian
leader and rated in the Top 10 Technology companies in Europe. Ideas and
best practices shared were:

* Focus on customer satisfaction, through customer satisfaction surveys,
which is directly linked to the performance of front line employees (drivers)

* Created an environment of a strong sense of belonging for employees —
conduct career days for the children of the employees to visit the premises
and also have published a book “Storytelling” : the experiences of employees
of ATM

* As the employees of the company, especially the drivers, suffer from lots

of pressure and stress, they tend to take lots of time off. The company has
implemented strict controls on absenteeism, as to make the employees aware
that the company takes interest in their well being and that their absence is
noted. The employees don't feel like just another number in a company.

* Emphasis on internal communication through magazines and newsletters
sent to all employees and their families.

* Internal campaigns for healthy diets. Promotes healthy eating and living.

* Provides kindergarten facilities for working families.

CREDITO VALTELLINESE

A small private owned bank with over 500 branches in all of Italy and 4000
employees. Established in 1908 by 60 shareholders from an area called
Valten which means the Valley. Ideas and best practices gained were:

* Emphasis is placed on the company’s values. This is done through their
training

* The HR department uses Job Evaluation Boards in their development
programs. These are questionnaires completed by all employees as to
determine a “Training Needs Analysis”. This provides a more detailed report

on the training needs of all employees.

ISMO

A local training and consulting firm. Established in 70’s
and has focused on delivering training and HR services to
international and local clients. Their key focus areas are:
Research, Consulting and Academics. Ideas gained:

* Anincreasing trend in Italy is that of change management.
If a company is to change, they first need to accept change

before proceeding.

EIDOSMEDIA

Software development company of platforms
for publishing companies. Established in
1999, they have over 200 employees and

7 offices worldwide. Best practices shared
were:

* With great emphasis on development, the
company has a road map to middle level
management.

* Job rotation through secondment to other
countries.

* Strong sense of belonging — The company
organizes annual meeting for all employees.
The CEO knows everyone in the company and
they have their own internal intranet for communication between offices.
GDF SUEZ

An international energy company, GDF Suez is the result of the merger
between Gas De France and Suez (Belgium) that took place in 2008. Their
headcount is 600 employees in Italy but 200,000 worldwide. Their HR
department in Italy is made up of 14 people. Ideas obtained:

* Focus on integration of common culture through training sessions.

* Their performance management is linked by objectives and their objectives

are linked to bonuses.

Apart from visiting companies and exchanging knowledge, views and ideas
with our respective counterparts, we also engaged in extra-curricular activities
such as: a sightseeing tour of Milan visiting the Duomo Cathedral, Scala de
Milano, a trip to Lake Como, enjoying traditional Italian food and traditional

[talian wines as well as lots of shopping!

Overall it was a very successful trip coupled by very friendly and hospitable Italian
hosts. Apart from all the ideas obtained on this trip, on a more personal note, the

most valuable thing gained for us, was that of new friends! VIVA ITALIA!!

ETHZIO MNMAPTI TOY ZYNAEZMOY
ANNUAL ASSOCIATION PARTY

MioTof oTo PavreROU PaAg, CUYKEVTPWONKAUE OTIG 26 TOU NEPACUEVOU Evapn
o1o Occhio Lounge Bar otn Aeukwoia yia Tnv kaBiepwpevn €Thola ekdNAwon
Tou 2uvdéopou. Mnaivovtag oto Occhio pag nepipeve To (EoTO KaAwoOPIoUA
and Tn vea Mpdedpo Tou ZuvdEapou, Kpig Mabd.

‘Hrav pia Bpoxepn aAad euxdpiotn Bpadid 6nou Ta PEAN gixav TNV EUKaIpia va

Bpebouv peTagu Toug o€ pia aTudo®aIpa XaAapr XApn oTo NOTo Kal Ta VOOTI-
Ja £€0ATA TOU INOUME Kal JE TN oUVOSED TNG {wvTavAG POUCIKAG and Tnv
opxriotpa Cultura Latina. H Bpadid nepiehduBave kAripwon nAouoiwv dWpwy
JETA and TIG EUYEVIKEG xopnyieg Twv eTaipeldv Christodoulides Brothers,
Costas Papaellinas Organization, Cyprus Trading Corporation PLC, DeltaSoft
Ltd, Chr. A. Papaellinas, KyproPharm, Marks & Spencer, Tseriotis Consumer
Goods and Vassos Eliades.

Mia noAU wpaia NpwToROUAI TOU CUVOEGHOU NTAV Ta dWEA NOU EIXE ETOING-
o€l n Enimponn dlopydvwong TnG ekdNAWONG YIa TO KABE PEAOG, TONOBETNUEVA
JEoa o€ Eva MoAU wpaio KaAGBI Mou €ixav KATAOKEUAOE! Ta Naidid Tou 19pUNa-
TOg XpioTou ZTéNIoU lwdvvou

TéNog, a&iCel va noupe €va unpdRo og GAOUG Nou BonBnoav yia TNV ENITUXA
Slopydvwon autnig g Bradidg!

Faithful to our meeting, we all gathered last January on the 26th at Occhio
Lounge Bar in Nicosia for the annual event of the Cyprus Human Resource
Management Association. Entering Occhio a warm welcome awaited each
one of us from the new President of the Association, Chris Mathas.

It was a rainy but, enjoyable evening, where members had the opportunity to
meet in a relaxed atmosphere amongst drinks and the delicious buffet and
delicacies whilst enjoying the live music from the band Cultura Latina.

The evening included a lot of gifts from the Companies sponsoring the event.
These included: Christodoulides Brothers, Costas Papaellinas Organization,
Cyprus Trading Corporation PLC, DeltaSoft Ltd, Chr. A Papaeliinas,
KyproPharm, Marks & Spencer, Tseriotis Consumer Goods and Vassos Eliades.
A very nice initiative of the association were the gifts that had been prepared by
the Committee organizing the event for each member, arranged in a nice basket
that the children had made from the Christos Stelios loannou foundation.

Finally, a well done to all who helped in organising this successful evening!
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The Resilience Advantage

If there is one thing that organizations are learning right now; it is the crucial importance of resilience.

The ability to overcome setbacks, bounce back from adversities
and withstand prolonged periods of pressure is becoming
increasingly important to succeed in the current business and
economic environment.

Resilience is often the critical factor that sets successful
organizations and individuals apart from the rest; it creates an
advantage really hard to beat.

WHY IS RESILIENCE BECOMING INCREASINGLY
IMPORTANT?

According to the economists, 2012 will be yet another year of

major struggle for a lot of businesses. As we aimost got used to the
challenges, such as rapid changes and developments in all industries
and technologies, uncertainty of the markets and the flux of global
mergers and acquisitions, more are on the way.

The current economic situation has already led a lot of Cypriot
companies to downsizing and cutting corporate ranks. In order

to support the flexibility essential for corporate survival, many
employees are required to undertake further responsibilities, with
job descriptions becoming less and less clear. In addition to that,
client-facing employees will have to deal with increasingly stressed
consumers, who struggle to make ends meet and are very often
unable to meet their financial obligations or make the necessary

AGNIESZKA BAJER
Agnieszka is a seasoned
Leadership Coach,
Facilitatorand a

Manager at Performance
Improvement Consulting
of PwC Cyprus.
Passionate about
supporting individuals
and organizations in
achieving better results,
she works with clients
who are willing to make
the necessary changes to
create sustainable success.
Her work s driven by a
strong belief that people
grow through stepping
out of their comfort zone,
pushing their boundaries
and taking action.
Originally from
Poland, Agnieszka has
cosmopolitan outlook,
having lived in a number
of countries and worked

WHAT IS RESILIENCE?

Life isn’t exactly a walk in the park. You might feel that it is exciting,
beautiful and fascinating, you might have it all going for you right
now, but | hate to break it to you: sooner or later it will throw a
nasty surprise at you. Just because it always does. It’s called
Murphy’s law.

In that sense we are all equal, we all get our own share of
challenges and we all need to create our own strategies to deal
with them. And this is when resilience comes in handy.

When things get tough, some people tend to carry on, while
others feel overwhelmed and unable to act. This alone can very
often amount to the difference between success and failure.

Jenny Campbell defines resilience in her paper “Resilience” as:
“(...) the ability to overcome setbacks and absorb any learning
offered by those setbacks, quickly, and at the minimum cost.”
What is particularly interesting in this definition is the fact that it
doesn’t approach resilience as a mere skill to bounce back from
adversities. Instead it encompasses the learning process that
takes place while we overcome difficulties.

The truth is that irrespective of whether we are prepared for it
or not, when faced with life-disrupting events, we are in for a

purchases.

The new reality will have an increasing number of employees flounder

through confusion, lack of work-life balance and even fear of losing their job.
An increasing percentage of the Cypriot workforce will become excessively
stressed and very often unable to handle the situation in a constructive way.

But how can we know if our workforce is not coping with pressure? In other
words, what are the red flags indicating low resilience?

Well, to name just a few: increased rate of sickness and absenteeism, reduced
morale and engagement, unresolved workplace conflict, lack of commitment
to achieving company goals and a deteriorating customer satisfaction index.
When these symptoms are ignored for a sufficiently long period of time,

they are very likely to cause lower performance, shrinking customer base,
decreased revenues or profitability. Would anyone be willing to accept that?

My experience from working with various organizations in Cyprus and

abroad shows that the answer to the above question is a resounding “NO!”
Nobody would ever deny what more than 50 years of scientific research have
demonstrated: that resilience is key to success at work and satisfaction in life.
The problem, however, is not the unwillingness of organizations to support
their people in improving their resilience but the fact that they are simply not
clear on how it could be done.

with diverse cultures. free lesson. We are also in for a change. Chances that we will

somehow remain in the same cosy place, that we were in before
things came crushing down on us, are pretty close to nil.

When reality strikes, we have no choice but to fight or... take flight, cope or
crumble, win or lose, raise or fall, become better or bitter. Resilience therefore
is not about emerging from difficulties intact; it is about emerging from them a
changed person. Hopefully for the better.

There are a lot of examples to prove that resilience can reach an even higher
level than the one described above, where you not only learn and grow
through the process but also transform extreme challenges into opportunities
and reach out to others. Think of Hellen Keller (blind and deaf from birth, not
only developed her own method to communicate, but lived with passion and
helped others overcome similar difficulties), Nelson Mandela (jailed for decades
in South Africa during apartheid, then later leader of the country), or Viktor
Frankl (Holocaust survivor who developed psychotherapy method of finding
meaning in all forms of existence, even the most sordid ones, and thus a
reason to continue living). You get the picture.

But it’s not necessary to be friends with Nelson Mandela to have our own,
private role-model of resilience; we all meet impressively resilient people in
our everyday life. Remember the colleague who was able to bring remarkable
results and keep his people upbeat and engaged in spite of half of his team

"Nobody would ever deny what more than 50 years of scientific research have
demonstrated: that resilience is key to success at work and satistaction in life. "

being made redundant, the friend who
experienced a terrible loss of a loved-one
and yet found the strength to devote a
big part of their life to creating a fund for
cancer research. Look at the Filipino lady

"Resilience therefore is not about
emerging from difficulties intact;
itis about emerging from them

strategies to avoid them in order to achieve an
accurate estimation of reality.

- Identifying and Challenging Underlying Beliefs

who maintains her positive outlook, in spite a Changed person. Hopefully for People have deeply held beliefs about how the

of being away from her family and working
extremely hard to support it financially.

All these people have been able to tap into

their inner resources and transform a really difficult situation into something
positive. The good news is that research has proved we all have these
resources and that resilience is not determined by our DNA but rather by our
willingness to make some changes to the way we...think.

HOW CAN RESILIENCE BE DEVELOPED?

Just like we can build a muscle through a consistent training regime, we can
strengthen our resilience through building the key skills linked to it. The
research by Karen Reivich and Andrew Shatte, described in their book: “The
Resilience Factor: 7 Keys to Finding Your Inner Strength and Overcoming
Life’s Hurdles” showed that the number one roadblock to resilience is
people’s cognitive style, in other words how they think. Reivich and Shatte
confirmed that our emotions and behaviours are not necessarily triggered by
events themselves but by how we interpret those events.

What it means is that, for example, you have become anxious and uncertain
about your job and your future not just because your boss didn’t greet you

in the corridor this morming. It is how you explained his behaviour to yourself
that caused all the emotional upset:” “I’'m sure he cannot look me in the eye
because | am next on the redundancy list! Now it all makes sense: the fact
that he didn’t have time for my performance review last week and that | wasn’t
invited to the X client meeting yesterday. God, | wonder how I’'m going to pay
my mortgage when | get laid off”.

There are a number of thinking patterns that we all habitually use and which
are not conducive to effectively dealing with stress and pressure. It takes a set
of skills to break these habits and replace them with more constructive ones.

Resilience skills can be broadly grouped into two categories: Self-Awareness
Skills and Transformation Skills. The first category focuses on understanding
of our triggers, i.e. the situations that tend to “push our buttons”, as well as the
beliefs that we hold in relation to these situations and the consequences of
these beliefs.

As there are no two people who are exactly alike, these factors are different
for each person and require personal work to explore and understand.

The Self Awareness Skills are the foundation to all the rest of the resilience
skills. It would be impossible to develop resilience without gaining a deeper
understanding of ourselves first.

The second category, Transformation Skills, comprise of all the skills that
enable us to transform our thinking and thus our emotions and behaviours and
achieve higher levels of resilience. These skills include:

- Accurate Thinking

We all have our habitual reactions when faced with adversity. Depending on
our personal “preference”, we focus on a very small aspect of the whole
situation and ignore the big picture, jump to conclusions, blame ourselves for
everything, or assume that we know what others are thinking. Developing
accurate thinking is about identifying these shortcomings and developing

the better. "

world should operate. Although

very often these beliefs are so deeply seated
that we are not fully aware of

them, they drive our behaviour, especially when
we are under pressure.

When theses beliefs are working against us, or lead us to wrong conclusions,
we need to challenge them in order to find solutions that work.

- Putting Things into Perspective

When things don’t go as planned, a lot of us go into overdrive and perceive
problems as... catastrophes. Putting things into perspective enables us to
stop obsessing about imaginary problems and focus on these that really exist,
thus utilizing our energy to find the best solution.

- Maintaining focus and self-control

Stress is not necessarily a bad thing; it is when we get overwhelmed by stress
that true problems arise. If you ever spent significant amount of time lost in
your thoughts and just staring at your computer screen although you had a
pressing deadline to work towards, or if you lost your patience and burst out,
although the situation required calmness and a clear mind, you definitely
know what we are talking about here. Maintaining focus and self-control is a
skill that can be put into practice instantly to help us regain control and
minimize the negative consequences of stress.

Developing the above skills can really make a difference to the quality of our
professional and personal lives. It is also probably one of the best
investments we can make in ourselves and the human capital of our
organizations- it helps us maximize performance at work, improve key
relationships, boost our health and well-being.

Being resilient gives us courage and curiosity to explore new ways of thinking
and consequently doing things. It equips us to face unknown situations with
audacity, agility, creativity and decisiveness. It offers us and our organizations
an advantage that is really hard to beat.
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Driving real change in business

The Cypriot economy has entered a period of turbulence since 2009, as a result of the economic downturn in Europe, and

especially the effects of its exposure to the sovereign debt of Greece and its economy.

Following a weak recovery in 2010, 2011 was a year

of stagnation, while economists expect a modest
contraction in 2012. However, weakened domestic and
external demand combined with increased competition
from other neighboring countries and lack of public
finance stabilization jeopardize the recovery of the
economy in the short to mid-term. But what are the
implications of this climate of uncertainty for companies
operating in the Cypriot market?

There is no doubt that organizations in Cyprus are now
confronting the challenges of a transformational era. An
era in which ‘change’ and ‘adaptation’ are at the top of

the everyday agenda of most senior executives.

Today, more than ever, leaders are asked to manage
the non-tangible elements of their company as well

as the tangible elements of the balance sheet: the
organizational, relational and human capital. Studies of
Hay Group conducted with the World’s Most Admired
Companies reveal that the enduring characteristics
that contribute to a company’s success, especially in
uncertain economic conditions are:

* Refusing to compromise long-term objectives for short
term demands
* Develop their best talent to drive performance

JOANNA MOUTAFI
Dr Joanna Moutafiis a
Chartered Psychologist
and a Senior Consultant
at Hay Group, in the
region of South-
Eastern Europe. She
specializes in workforce
effectiveness, focusing
in the areas of employee
engagement and
effectiveness, selection/
assessment and
talent management.
Joanna holds a PhD
in Occupational
psych()l()gy ﬁ'()m
University College
London, she has
auth()red % b()()k& on
psychometric tests
and has published over
15 research papers in
scientific journals.

* Foster an energizing climate with high employee engagement

* Build a culture of teamwork and collaboration, starting from the management team

Actually, effective people management makes the difference between

“survival” and “sustainability” in the new “normality”. The new agenda to win the

‘crisis war” relates to leadership quality, emotional intelligence, role-person fit,

employee engagement and enablement. This “organizational software” is what

makes an organization resilient and able to achieve sustainable growth.

SPYROS GKINOS

Spyros Gkinos is a
Consultant at Hay
Group, in the region of
South-Eastern Europe.
He specializes in the
area of reward, and in
benchmarking of large
companies’ remuneration
competitiveness and
internal equity of pay
practices. Spyros holds
an MSc in Management
Research from Oxford
University and has
worked as a research
executive in several
projects in Strategic and
HR Management.

that take a pro-active approach are proceeding to
re-evaluations of their HR policies and systems so as to
better align them with new business and people needs,
considering the actual performance and the strategic
targets.

Recent research of Hay Group on the HR Trends for
2012 showed that companies in Cyprus are taking

a two-fold approach in order to face the changing
business environment — they are aiming to reduce their
costs whilst focusing on increasing their workforce
effectiveness.

MANAGING THE COST SIDE:

The vast majority of companies have implemented cost-
cutting measures in 2011, the most popular being not
replacing employees who leave, reducing marketing
expenses and business-related travel. Despite the fact
that 92% of the companies suggest that they expect to
either maintain or increase their revenues during 2012,
any salary increases will be much lower compared

to previous years (at 1.5% in 2012 compared to 2.9%
in 2011) while 36% are planning to proceed with
redundancies in 2012.

This could indicate a proactive stance so as to be prepared if times get

tougher. However, linear cost-cutting measures through salary freezes/

reductions or redundancies, which may reduce operating costs in the short

term, can have a damaging impact on the motivation and subsequently the

effectiveness of employees, and can also lead to the loss of key talent.

For this reason, such decisions should be made with caution and with

“intelligence”. If redundancies are required to ensure sustainability, it is

important to focus these on poor performers, therefore strengthening the

organization, instead of solely focusing on cutting costs. Additionally, salary

reduction can be guided by appropriate diagnostic tools to understand what

rewards employees value the most. For example, companies should take

Global experience has shown that downturns are ideal opportunities for pushing
through the radical changes that may be needed in the core business, for it is
always easier to get people to move when their ‘feet are on fire’. Thus companies

advantage of the motivational power of non-monetary reward and recognition
programs, as research indicates that employees are happy with less expensive
packages when they understand what they include, and companies often,

"Today, more than ever, leaders are asked to manage the non-tangible elements of
their company as well as the tangible elements of the balance sheet: the organiza-
tional, relational and human capital. "

"If redundancies are
required to ensure
sustainability; it is im-
portant to focus these
on poor performers,

therefore strengthening

the organization, in-
stead of solely focusing :
on cutting costs."
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find out that that they are spending too much on
‘unnecessary’ benefits.

IMPROVING EFFECTIVENESS:
The majority of companies will be focusing on three
areas to impact organizational effectiveness:

* Managing Performance (key area of focus
for 71% of the companies): Robust performance
management is critical, especially now that
employees are asked to do much more with less.
Companies need to clearly define what good performance is, recognize and
reward good performance and make sure poor performance is identified and
addressed.

* Engaging Employees (for 64% of the companies). Hay Group studies
show that when high levels of employee engagement are combined with high
levels of employee enablement, organizations achieve significantly improved
productivity, better customer satisfaction, lower absenteeism and turnover,
and superior financial returns.

¢ Building Leaders (for 57% of the companies): Climate improvement
programs can translate into a 30% improvement in profitability, while 50-70%

1ERED
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"Robust performance
management iS C[‘itical) need to create talent pools with leaders who have

of the variance in organizational climate can be
explained by leadership style and skill. Companies

the skills, intelligence, capabilities and mindset to

espeCiaHy now that cem- master business transformation.
ployees are asked to do
much more with less. "

In tough times, companies should create a climate
of performance AND trust. That means focusing

on open and sincere communications, regarding
strategic direction, performance, rewards, career
development opportunities etc. It also means
providing employees with a clear and motivating picture of where they stand and
what they need to do differently to succeed. They need to be flexible and ready-
to-act, with smart structure and systems which enable knowledge-sharing,

with an innovation culture which facilitates the development of new ideas and
mindsets, with inspiring and supporting leaders who will create and implement
dynamic action plans with their teams, and so on.

Borrowing terms from the evolution theory, companies that can quickly adapt
to the changing business landscape are the ones that will be ‘fittest’ to survive

and flourish. HR will play a strategic role to prepare organizations and their
leaders. What a great opportunity for HR professionals to show their true
added value contribution...

When Hay Group is beside you...

You have an advantage!

Hay Group is a global management consulting firm that works with leaders to
transform strategy into reality. We develop talent, organize people to be more
effective and motivate them to perform at their best. Our focus is on making change
happen and helping people and organizations realize their potential.

- Clarify Business Strategy « Leadership » Executive Rewards
« ManagementAlign business development » Job Evaluation
& operating model + Top Team Effectiveness -« RewardsInformation
» Organizationand role design . Coaching Services
« Manpower Planning « Capability Assessment « Reward Strategies

« Performance Management  Talent management
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Extiunon emkvduvothtag

Teyvixr ETTEST

Y]O’Y] 10U OpPOV

Merd i peydAn xatactpoei tng 11n¢ Tovdiov 2011 gav amotédeopa tng povikig E'qufqg oty Navtik) Bdoy
«Evdyyedoc DAwpdxne> oo Mapi, yiverar yua ovveyric avapopd ot 6Aa ta MME ¢ Aébng <emrwdvvétnras xabiog
Kat Tov dpov <exTiunon emkwdvvotyrac>. H avapopd avti yivetar oty meprypagi kar alndovyia twv yeyovétwy,
dtav Sidovrar ovvevreveic kai uaptopieg sgmlsicoys’vwv, € avapopeéq Kal katabéoeic evmov 16 AgpevvnTiig
Empomiig kat yevid oe 011 oyetiletar kai apopd 1o ovykexpiyévo cvufdv. Evar méov odopdvepo 011 To Oéua mov
aQopd TV <€k Tiunon emKwSVVOTHTAG> Tw eymopevparokPwriwy pe Ty Topinida kar dMa wodexd vAikd amotedel
70 kopPikd onpeio TG dAng Tpayikig vmdean.

Ao TEXVIKAG MAEUPAG N «EKTIUNGN KIVOUVOU» €ival pia Bacikn Kal
VOUOBETIKG eMBAMOPEVN Dlepyacia Mou OXETICETAI KUPIWG PE TNV
MPOEVEPYNTIKA NPOCEYYION Yia EEACPANCN Kal EUNEdWON TG aoPd-
AEIag Kal Lyeiag Twv epyalopévwy OToUG EpYaciakouq XWPOUG aMG
Kal OxI POV M.X. OE TONoUS ONOU GUVUNAPXOUV KOIVOTNTEG Kall SIaKI-
VATAI TANBUCHIOG NANGIOV  BIOUNXAVIKWY HOVADWY, NAEKTPOMNAPAYW-
YIKQOV OTABUWY, ANOBNKEUTIKWY XMPWV Kal GAWY EYKATACTACEWV.
‘Evag oUvtopog opIouog yia TNV «ENIKIVOUVOTNTA» £ival O CUVIIACHOG
NG NIBavaTNTag Kal TNG CUVENEIAS TOU Va CUUBET éva KaBopIouévo
enikivouvo yeyovog. Kar’ enéktacn o opIcpOg yia TNV «eKTIUNoN ni-
KIVOUVAETNTAG» €ival N CUNMOYIKA SIEpyacia UNOAOYICHOU TOU [EYE-
Boug TNg ENIKIVOUVOTNTAG Kal TG andpacng Katé ndco N NKIVOUVS-
TNTa €ival avektA 1 oxi kail nola S1opBwTIKG PéETpa AauBdvovTal yia e
®OoN Tou KIVOUVOU GE anodeKTd enineda.

Eival yvwotd Sidpopa povTéha oxeTIKG e T dIadIkaoia Mou ako-
AOUBE(Tal KaTA TNV EKTIUINCN TOU KIVOUVOU QVAANOYA [IE TN CUYKEKPI-
Pévn nepinTwon. Yndpxouv dIadIKacieg of OMoieg eival OXETIKG AnNAEQ
(6nwg n MéBodog oe 5 ZTadia), undpxouv OUWGS MNOAUMAOKEG Kal XPO-
voRdPeGg bnwg eival n.x. BS8800:1996, HAZOP k.d. kara TG onok-
€G OUVEKTIIOUVTAI NAPA NMOANOT NAPAYOVTEG NOU aneMouy TV acpd-
AEIa Kal UYEia Twv €pYAOPEVWY Kal TOU KOIVOU. Z€ NEPINTWOEIG EYS-
Awv Biopnxavikav Movdadwv, AiiAicTnpiwy MetpeAaiou, TEpUATIKWY
2TaBuy, Eykaraotdoewv EneEepyaoiag kal Yyponoinong ®ucikou
Agpiou, ANoBRKEG We enikivOuva XNUIKA KAM yivovTal NoAU EEIDIKEU-
HEVEQG PENETEQ yia MMoooTikr EkTilinon EnikivduvotnTag 6nwg eival
YVWOTEG wg Quantitative Risk Assessment (QRA) Studies. AuTEG ol
HENETEGQ KOAUNTOUV KABE NIBavVOTNTA OE NEPINTWON ATUXAPATOG UE
ENNTWOEIC OTO NEPIBANOV, OE NEPIOUCIEG KABWG KAl KOIVWVIKEG €Ml
NTWOEIC OE ATOpA Kal Tov NANBUCPO TNG YeIviddouoag nepioxna. H
epyaoia auth yiverar and e&eidikeupévouc Oikoug ZUUBOUAWY OE
MPEONYPEVEG XWPEG HE TEPAOTIA YVMON KAl NEIPA TOU QVTIKEILEVOU.

Ano Ta nio ndvw yivetal aviiAnato 6T N ypanTh PEAETN «EKTiUNONG

KQXTAY
TIATTAKY PIAKOY

O Kaoorag IMarakvpra-
KOv sivalAveEdpm‘mg %
Soupovog kat Exmaudev- 1
s oe Oépata Aevbov-
NG Kat Avdn‘ruiqg Av-
epobmvou Avvagukot, A
ayeiptong Kpioewy, Aopd-
Aewag / EAéyyov Amwler-
@v (Loss Control). Ei-
vat kéroxog Amopia-
Tog Mijxavikrjg Metal-
Atiwv, MA in Personnel
Administration,
Chartered MCIPD,
Professional Member
SHRM, Founder and
Member of Institute
of Leadership and
Management k.. Exet
wua mhovata exayyeNpa-
TIKN eumelpia T omoiav
ATEKTIOE UETA Al pakpd
otadioSpoiia ot peydheg
Buopnyavikés Movadeg
1 Kompov atovg topeis
Twv MetaMeiwy, Towié-
vrov kat [etpedaiov. Ka-
eiye o akfwya tov Tpay-
HaTéa yia eTTd Xpovia Kat
and tov lovvio 2008 ewg
Tov lovvio Tov 2011 rav
Tpdedpog tov Atotknti-
k00 ZopBov)iov Tov
KoZvAAA.

EnikivduvotnTag» oe pia eykardotaon ival tia andAUTa avaykaia, AENTopePG
Kal CUYKEKPIPEVN and KABe dnown cUAOYIKNA diadikacia yia acpAAEla Kal Uyeia
rou Oev UNOPET va avTIKATACTABET e NPOXEIPOUG UNMOAOYICLIOUG, OXEDIACHOUG
Kal YEVIKOTNTEG OTNV QVTILETONION TWV ‘€V DUVAPE!" KIVOUVWY. ZUUNEQACHATIKG
EINAITO «A» KAI TO «Q» ZTHN AXDAAEIA KAI YTEIA

Néa emayyéApata kat eL0KOTNTEG
otov Kumprakd opilovta:

Alaxeipion Quoikou Agpiou Kal AWV
YOpoyovavepaKkwy

Merd thy emionun sfawd[a omig 28.12.2011 azé tov TTpdedpo ths Kvmpiaxiig Anuokpariag yia avedpeon evdg
ONUAVTIKOD KOITAOUATOS PUIIKOV Agpiov 010 o1kémedo A@po&’ﬂy EVTOC quAﬂox)Letaﬂmy’g Ouxovopikric Zavng (AOZ)
¢ Kvmpov, avaycptq@q’mm qutovpyoévmt véa &Soyéva Kal TPOOTITIKE Yia 7Tp0'050 Kai avdmv&y 0TOV TOTIO A,

lMa v agonoinon kar diaxeipion autoU Kal YGvo TOU KOITACHATOG -
KaBoTI dev eival yvwoTd To PEYEBOQ TwV KOITAoPATWY oTa undAoina
12 oikéneda kar mibavrl Unap&n anoBeudTwv apyou neTpeAaiou - Ba
XPEIOTEl EKNAIDEUPEVO avBpwNIVO SUVAPIKO TO OMOI0 VA KATEXE TN

OXETIKA [JE TO QVTIKEIUEVO TEXVOYVWOIa. 5

Eivar yvwoTto 611 0 Blopnxavikdg Topéag Tou «Ducikol Agpiou

otov Topéa Tng Evépyeiag kar 1diaitepa Tou MeTpehaiou, Puoikou
. l Aepiou Kal 6Ta NapAywya TOUG.
&
\ | 4

2TN CUVEXEID NAPABETW Eva eVOEIKTIKO KATAAOYO eNAyYEAUATWY /
€I0IKOTATWY NMou oxeTicovTal e Tnv aglonoinon «Pucikou Agpiou

kal MerpeAaiou (YOpoyovavepaKwv)»:-

KQXTAY

kal MeTtpeAaiou» (Oil & Gas) eival UPNAAG TExvoAoyiag Kal MoAU
anairnTikég Adyw TNG GUoNG auTou Tou BIoU TOU UAIKOU Kal TwV
‘ev dUVAE! KIVOUVWY (aVaPAEEINOTNTA/EKPNKTIKOTNTA) MOU EUNE-
piExovtal oe 6Aa Ta otédia kai TG dladikacieq dnwg eival n eE6pUEN Tou
PUoIKoU agpiou, N HETAPOPA TOU PHECW aywywdV and To KoITaopa PEXpI TN
OTEPIA, TEPUATIKEG EYKATACTACEIG KAl Uyponoinon, anoBrikeucon, dIKTUw-
on kal dlavoun o HAekTponapaywyikoug Z1abpoug, eEaywyn KAM, KAM).
AuTA Tn oTIyun napd TNV uwPnAn avepyia otnv Kunpo kai 181aitepa peta&u
TWV VEWV Kal Twv ano@oitwv TpiItoBdbuiag eknaideucng, eival pavepd o
n ayopd epyaociag dev eival oe B€on va IKAVOMNOINCEI TIG AUECES AVAYKEG
nou Ba npokuyouv. Eivar duwg napriyopo 611 ol unodouEg Kal Ta didpopa
€pya nou avapévovTal va avantuxbouv Kal AeiIToupynoouy Ba dwoouv Tov
avaykaio xpdvo yia pia NOAUPETWNN AVTILETWONION TOU KEVOU MOU NApOU-
oldZeTal. 'Hon 1o Maveniothpio Kunpou «uéoa oToug oTdXoug Tou yia TO
2012 peta&u aMwv eival n opydvwon Mpoypapudtwy Znoudwy oe B€ua-
Ta evépyelag kal udpoyovavBpdkwv. Eniong vivetal n dianiotwon 611 ol
Topeiq autoi Ba eivar and Toug nio SNUOPIAEIC OTO APECO PEANOV GTNV
ayopd epyaciag Kal Toug eNICTAPOVEG>.

Mdavw oTo id1o B€ua n Avtinputavng Akadnpaikwv YNoBEcewy Tou
Texvoloyikou MNaveniotnuiou Kunpou (TEMAK) oe cuvévteugn Tng SnAwoe o
«Ba epnAouTticoupe Ta Mpoypdupara Eknaideuong oTov Topéa TNG EVEPYEIAG

KaBWCS Kal TOV TOPEQ TNG EPEUVAG».

Aic1000E® Aoindv 6T1 kal GANOI POPEIG Tou TOMou pag, 6nwg Adyou xdpn To
Ynoupyeio MNaideiag, enavanpoodIiopicel TNV MOAITIKA KAl TOUG OTOXOUG ToU YId
va KAAUWEI VEEG avAykeg otnv Texvikr Eknaideuon nou oxeTicovTal e TNV eVEP-
VEIO KAl TOUG UBPOYOVAVOPAKES WG EMIONG TNV AVANTUEN OXETIKWV EMIOPPWTI-
K@V A Kal TaxUpuBpuwy npoypauudtwy and Ta IdiwTikd Maveniothuia, Tnv Apxni
Avantuéng AvBpwnivou Auvapikou, To Kévrpo Mapaywyikdtntag Kunpou k.4.
H texvoyvwoia o’ autdv Tov TopED UNoPEl va anokTnBel Kal e SIaCUVOETEIG
HETa&U Twv ETaipeidv A Twv TEXVIKOV ZupBoUAwy nou Ba avaAdBouv Tnv uho-
nofnon Twv €pywv Kai Twv AKadNPAIKWY ISPUUATWY Kal POPEWY EKNABEUONG
/ KaTdpTIoNg ToU TéMoU pag. H cupnAripwon Tou kevou Pnopei va yivel kal oe
181WTIKG EKnaideuTikd Kévtpa Tou eEwTepikoU nou eIdikeuovTal £E'0AOKANPOU

mamarpakoy  EMATTEAMATA MANEMIETHMIAKOY EMIMEAOY:

Mnxavikdg MetpeAaiou, Xnpikdg Mnxavikdg, Xnpikdg & Xnuikog

TexvoAdyog, MoAimikdg Mnxavikog, Mnxavoldyog Mnxavikdg,
HAekTpoAOYOQ Mnxavikog, Mnxavikog Opydvwv & AutouaTtiopou,
Mnxavikdg 2XxedIaoThg, Mnxavikdg ZwAnNVwoewy, MpoypauuaTioTAg
HAekTp. Ynohoyiotiv & Zuotnudtwy, EnBewpntng Eykataotdoewy &
EAéyxou MoiétnTag, Aoyiotng Kivnong & AnoBeudtwv Yopoyovavopdkwy,
Neimoupyog Aopdheiag, Yyeiag kal MepIBAAoVTOG K.A. OAoI e EEIDIKEU-
oelg og Bgpata Puoikou Agpiou / YdpoyovavBpdkwy avaloya Kal o

OX€on PE TNV KABE 101IkOTNTA.

EMAITEAMATA TEXNIKOY / TEXNOAOIIKOY ENIMEAQY:
Xelpioig Mnxavnudtwv & Eykartactdoewy, Xelpiothg Kevipou EAEyxou,
BonB6g Xnpeiou, Mnxavikdg Epappootic, ZuykoAnTAg, Eqpappootng
ZWANVWOOEWV, K.4. Ohol pe e€eidikeloelg o Bepata Puoikou Agpiou /
YOpoyovavBpdkwy avaAoya Kal o€ OXEon PE TNV KABE e10IKOTNTA.

lMa unepdkTIEG Epyaonieg aveupeong, eE0PUENG Kal napaywyrg Puoikou
Aepiou & YopoyovavBpdkwv nepirapBavovtal ol akOAOUBEG EIBIKOTNTEG:
Mnxavikog leweniomipovag / FewTexvikog, Mewxnpikog Metpehaiou, Mnxavikog
lewTpnoewy, Mnxavikog Mapaywyng, XeIPIOTAG ZUCKEUWY ZEICUIKWOV Epguvady,
Xelpiotg / BonBog MAatpdppag, Xeipiothg / BonBog MewTtpunavou wg eniong
KQI OPICPEVA VAUTIKA ENAYYEAUATA.

Me Tnv e§ayyehia Tng avelpeong guoikou Agpiou otnv AOZ Tou vnolou
Jag pia vEa enoxn apxicel pe NoAU evOAPPUVTIKEG NPOONTIKEG Kal BETI-
KEQ ENINTWOEIG 0TNV ayopd epyaciag Kal Tnv anacxoAnon Tou Ténou

Jag pe povTo Ta endueva Aiya xpoévia. Na enaAnBeucn autig Tng nNpo-
onTIKNG xpeldleTal and 6Aoug Toug evdlapepouevoug Popeic Tou dnuod-
olou Kal 1I91wTIKOoU Topga aAAG 181aiTepa n Alunoupyikn Enitponn kai n
Opada Twv ZupBoulwv Tng KuBépvnong yia 1o Ducikd AEPIO Kal TOUG
YdpoyovavBpakeg va nepIAdBouv oToug oxedlaopoUs TOUG TIG avayKaieg
EVEPVEIEG Kal OPACEIG YIa NPOETOIUAGIa TOU avBpwnivou duvapikoU nou
6a cupBdAer otnv BEATIOTN aglonoinon Tou MAOUTOU NOU anpOGCHEVA Hag

xdplioe n untépa duon.
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Being a boss or a friend?

.
1

Achieving
t

balance between
ne two

In this day and age it is very difficult to find good friends, so when people have good friendships they consider them pre-
cious and try to preserve them. Nevertheless, having a good boss is also hard these days. For that reason, when people are
lucky enough to have a good relationship with their boss, they do not jeopardise it. So what happens if you become your
friends boss? How do you keep a balance between being a friend and being a boss? How do you maintain both relation-
ships without hurting either facet?

While being a boss is about being superior and about making executive
decisions and calling the shots, friendships are based on equality and

they are all about discussing and sharing ideas before making decisions.

That is why maintaining the balance between these two relationships
may tun out to be quite challenging, even problematic at times.
However, there are some ways to achieve a balance.

Since the model of subservience is no longer working well for the
new generation of employees, it is not recommended anymore.
Factors such as teamwork, initiative, collaboration, and mutual
respect are indicative of many companies’ success. It is commonly
known that collaboration and negotiation are vital for successful
relations between management and employees. Thus, promoting a
friendlier image as a boss enhances productivity and improves the
relationship between line managers and employees. For that reason,
being your friends’ boss is not detrimental.

HERE ARE SOME POINTERS REGARDING THIS ISSUE.

Be honest: The first step is to have an honest conversation with
your employee-friend. Let your friend know that although this is

a new situation it does not mean that your old relationship as
friends will be destroyed. It is, however, essential to express that
your friendship is as important to you as having a good working
relationship. The expectations regarding your professional and
personal relationships should be clear and distinct. It should also be
stated that when you are interacting professionally, that is all there
is. You should try to convey to your friend that you are both parts

of a bigger ensemble and both of you should strive to enhance

the business, hence it is vital to do what you have to in order to be
successful. Thinking ahead of the negative outcome your friendship
may bring in the workplace and discussing these challenges with
your friend in advance can help avoid any negative consequences of
being your friend’s boss.

Set Boundaries: It is not recommended to have your friend
stopping by your office to have friendly chit-chats during working
hours. Remind him/her politely of your and his/her responsibilities

and duties. Deal with the issue the same way you would with any other
employee. Advise your friend that this behaviour could make others at work

CONSTANTINA
CHRISTOU
Constantina Christou
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specialized in Integrative
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feel uncomfortable and that it makes you both less productive.
Setting boundaries includes drawing the line between “managing”
and “being friends” with your subordinate in a way that everyone
in the workplace can identify it. These boundaries must be
evidenced by the boss’s unbiased behaviours. Do not overlook
the fact that it is up to the boss to establish the relationship
between him/her and employees.

Promote Equality: You should treat every employee in the

same manner. It is neither professional nor fair for a boss to give
special treatment to anyone because they are friends outside the
workplace. As the boss you should not be more lenient with your
friends when it comes to job performance, or allow them extra
time off, or stop being strict with them if they do not follow the
rules (i.e. not meeting deadlines, coming to work late, leaving early
etc). By promoting equal treatment you will avoid resentment from
growing among your workforce.

Be organised: Give all your employees feedback through a
review. By formalizing the way you offer feedback it is a good way
to criticise without jeopardising your friendship. If the feedback

is offered to everyone, then they will not take it personally.
Additionally, it is necessary that as the boss you provide guidance
to your employees. During each meeting it is imperative that you
state your expectations and the objectives which need to be met
clearly, and that nobody leaves each meeting without knowing
exactly what their duties are. Therefore feedback is necessary to
determine whether those objectives are being met, and to what
degree. If you present the objectives in an organised and clear
fashion to all of the subordinates (including your friends), you can
avoid misunderstandings and the risk of arguing with them if the
outcome is not up to your standards.

Differentiate your role in your mind: There are times when
your goal is to maintain the role of being your employee’s friend,
but bear in mind that this can turn out to be a slippery slope. You
should never forget that you are also their boss. Boss being the
operative word. As a line manager you are responsible for any

failures and/or mistakes your team is held accountable for. Therefore, it is

highly important that you are always professional and in charge. By managing

correctly and distinguishing between the two roles, you can delineate that
while you are friends, you are also their boss. Having said that, it does not
mean that you should be inaccessible. You should strive to be approachable,
polite and in general try to commend your employees and acknowledge their
efforts. That way you can avoid the possibility of coming out as a snob who
used to be one’s friend and now is his/her superior.

Additionally, it is crucial that your
behaviour at work is professional at all
times. Do not get tangled up in your
“friend” role and gossip or complain
about other employees or work to
your friend. This can backfire if others
notice this and view your behaviour as
favourable or unfair. It is preferable if you
concentrate on discussing business at
the office and your personal issues on
your private time away from work.

Hanging out with your employee-friend: \When you are spending time
with your employee-friend outside the workplace, it is best to confine your
conversation to topics which are irrelevant to work. This way you can step out
of the boss’s role and it will allow you to relax and behave like you used to -
when you were only friends — with that person. It also enables your friend to be
more relaxed and comfortable around you. Furthermore, there is no way that
this behaviour will lead to favoritism around the office. Consequently, drawing
that line will help you both separate your relationship as friends from your
relationship as co-workers.

Do not end your friendship: Just because you became your friend’s boss

it does not mean that you have to cut off your friendship. Good friends are
so hard to find as it is, so losing the ones you already have is not advisable.
In addition to that, if this type of behaviour becomes known around your
workplace it will only lead to resentment between you, your colleagues and
your subordinates in general.

Respect: The truth is that if you find yourself reminding your employees that
you are their boss, then perhaps you are

"The most significant principle to go  retressiingthe proper espect to beain
by is that any kind of human rela-
tionship — let that be friendship or
working relationship — must always  tetyousioudaays be aware o our
be approached with respect.”

with. Do not feed your friends reasons to
take your role as the boss loosely in the
risk of showing to your other subordinates
that they can disrespect you. This means

behaviour even when it entails activities
concerning your social and personal

life. You can be social with your friend-
employee, however you should modify your behaviour appropriately and should
not act in embarrassing ways such as getting drunk to the point that you lose
control, or engage in arguments or fights. Behaving in this way will only make it
impossible for your friend to take you seriously at work.

Finally, the most significant principle to go by is that any kind of human relationship
- let that be friendship or working relationship — must always be approached with
respect. If so, then there is no danger in experiencing great losses.

Since there are cases that your friend will become your subordinate, it is not
possible to forget the fact that you were friends before this immense change. It
is possible though to carry on with your working relationship without hurting your
friendship. Just like any experience in life the purpose is to learn and to teach.
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Latest Developments in
the award of exemplary
damages by the Cypriot
Employment Courts

Two recent rulings by the Employment Courts regarding exemplary damages
have re-established the importance of fair action on the part of the employer.

The Employment Court has wide discretion to issue an award for damages
ranging from the minimum amount of compensation offered for redundancy and
the maximum of 2 years wages. In the recent cases of Koulla Charalambous v.
LSG Handling Limited and Janet Panayides v. The Junior School, two separated
Courts stated the most important factors they consider before granting
damages over the minimum standard. These are: a) the amount of daily-wages
and the general income of an employee, b) the duration of employment, c) the
employee’s age, d) any contingent loss of his future career prospects, e) any
material damage suffered by the employee, f) the parties’ (the employer and the
employee) general behavior and conduct and g) the real circumstances under
which the employment has been terminated.

The burden of proof regarding the award of exemplary damages rests on the
employee who has to show that he/she is entitled to higher damages.

In these two cases the Courts took into consideration a) the high quality of

the applicants services during their employment, b) the fact that they worked
overtime very often, c) the fact that their supervisors very often awarded them
for the successful completion of their tasks and the high quality of their services,
d) the long duration of their employment (19 and 20 years respectively), ) their
age at the time of their dismissal and f) the loss of any future career prospect.
Additionally, the Courts considered as essential the circumstances under which
the dismissal took place and more specifically the fact that no previous notice
or warning was ever delivered to either of them concerning any inappropriate
fulfillment of their duties. Based on the above and given the fact that the
applicants’ dismissals were illegal, the Employment Court awarded to both
exemplary damages.

These can highlight the importance to employers of following a structured
“good faith” approach to dismissals of staff with the possible offer of ex gratia
compensation to minimize the possibility of an award of aggravated damages.

Increased dismissals
of employees due to
redundancy reasons

There has recently been a large increase in the number of
redundancies attributed by employers to the economic crisis.
However, redundancies must be supported by objective criteria
and the burden of proof rests with the employer, which must show
that the employee has been rightly dismissed for valid redundancy
reasons. These criteria are stated in the law and have been
analysed in numerous court cases. According to the Termination of
Employment Laws of 1967 (Law 24/1967), some valid redundancy
reasons are as follows.

Actual reduction of turnover

This is ascertained by taking into consideration the usual workload
of the business during the past three years (at a minimum) before
the redundancies occurred. In A lasonos Ltd v Christou ([1994] 1
CLR 703), the Supreme Court stated that a temporary reduction

in workload cannot constitute an adequate reason for supporting
redundancy, as businesses experience daily fluctuations with regard
to their workload.

Restructuring of businesses due to reduction in turnover

As the Supreme Court has explained (eg, in A/foi Galatarioti Ltd v
Paraskeva Grigora ([2001] 1 CLR 1985)), restructuring can constitute
a valid reason for supporting redundancy only when it occurs at such
a level of severity that it results in a change of the employee's duties,
leading to a decrease of his or her necessity within the business.

Abolition of employee's position

Dismissals are ruled invalid if, after making an employee redundant,
an employer hires a new employee to perform the same duties as
those of the dismissed employee. However, redundancy is usually
not affected where new employees may have been hired to perform
different duties from those carried out by the dismissed employees
or by the assignment of the dismissed's duties to another employee
who performs the same duties within the business.

If redundancy is upheld, the employee will be compensated by the
statutory redundancy fund and not by the employer.
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The Dangers of Diagnostics

There are two approaches to diagnosing business issues.

One is informal: you look at some data, talk to some people, and
come back with a conclusion about what the underlying issues are.
I'm calling this an informal diagnostic, but many would just call it
figuring out what is going on.

The alternative is to use a formal diagnostic instrument that works
through a well-defined process (often a questionnaire) and scores the

The structure of a formal diagnostic is helpful, but we need to
suppress the idea that it is revealing truth in a scientific way. It's
providing a helpful insight just as an informal diagnostic does and
is not necessarily any more accurate.

The correct approach to the emotions that formal diagnostics
generate is not to fall for the “Wow, this is scientific fact” marketing

DAVID CREELMAN

organization on a number of scales. You are probably familiar with the
Myers-Briggs test, a common diagnostic for individuals. There are a

David Creelman is
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of these tools. Instead, simply say “Hey, there are some good
insights here”. If you take that approach then the conflicting
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emotion that the diagnostic isn't fully reflecting the complexity of
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Formal diagnostics often generate two strong conflicting emotions. Jafﬁlnxsan"‘lda and C{li“a» and formal diagnostics are good, but when you use a formal
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One is the positive sense of scientific certainty. After the diagnostic, reached at dereelman@ method treat the result the same way you would an informal result

you “know” that you are an intuitive thinker or you “know” your creelmanresearch.com — as a set of insights, not a body of fact.

organization’s biggest problem is internal communication.

The other emotion is a sense that there is something false in the diagnostic and
that somehow the complex, rich and ambiguous reality you know has been lost.
While it is hard to argue with the results, you feel that something’s not right.

How should you make sense of these conflicting emotions?

AN APPRECIATION OF REALITY

Informal diagnostics don’t generate the same emotions formal ones do; they
can suffer from the sense that “Well, that’s just your opinion”, but if people don’t
feel it’s quite right the conclusions are easily adjusted.

Formal diagnostics suffer from the fact that once you've embarked on one the
results are hard to ignore. If Myers-Briggs says you're an extrovert, it's hard to
argue that you don’t belong in a job dealing with people all day, even if you feel
it is not really right for you. If an organization finds its biggest weakness is in
alignment, it is hard to say “Well, we'll just ignore that” and equally hard to resist
the consultant’s pitch that they just happen to have a three step program to
improve alignment.

The crux of the problem is that any given diagnosis only captures a narrow view
of reality. Myers-Briggs can give you some insight into personality, but to look
at your peer and say “You are an extroverted-intuitive and that’s all | need to
know” is foolish.

BUT THERE IS A PROBLEM.

The problem is that once a diagnostic has labelled you it's hard to free
yourself of that label. If the diagnostic has said ‘alignment’ is the biggest
problem it is hard to turn around and ignore that by saying it is just one part
of the story. Organizations involve many people and the subtlety of your
understanding of the situation will be lost when the results come out. All your
boss’s boss will know is the headline. All they will be asking is “What are you
doing about alignment?”

If you are in a wise organization this may not be a problem. For the rest of us, let
me propose a general solution: never do a formal diagnostic in isolation. Always
have a parallel process of an informal diagnostic that you can present alongside
the results of the formal one. If the formal diagnostic suggests Alignment is the
number one problem and the informal diagnostic suggests Engagement is the
main issue, it leaves the organization free to compose whatever solution makes
sense, not walk down the narrow path prescribed by the formal diagnostic. It
creates space.

One never has to choose one answer over another: both answers are right, they
are not incompatible and they set the stage for a solution. Even if the formal
study cost a million dollars and the informal study was just a handful of focus
groups, that informal input can be enough to break the bonds a formal study
can unwittingly impose.

"Formal diagnostics often generate two strong conflicting emotions.

One is the positive sense of scientific certainty. After the diagnostic, you “know”
that you are an intuitive thinker or you “know” your organization’s biggest problem
is internal communication. The other emotion is a sense that there is something
false in the diagnostic and that somehow the complex, rich and ambiguous reality
you know has been lost."

Is YouTube the future
of training?

Ifyou want to learn how to prune an apple tree you could take out a book from the library, sign up for a course at your

local college or spend a few minutes on YouTube watching how it is done. The first two learning methods—reading and

instruction—have been with us for millennia; YouTube is new. There has been some use of video in learning, but it was
expensive and hard to access. YouTube is universal.

Most of the ‘how to’ videos on YouTube are aimed at people’s
personal life; topics range from how to make a baked Alaska to
how to apply mascara to how to check the transmission fluid in
your car. But the range of topics is truly mindboggling and includes
management topics like negotiation skills, giving feedback, and
business writing.

of thing is built into their own LMS called Feathercap. You do not
need to have a department of experts rating and organizing the
training videos; users do that themselves.

MORE SHORTCOMINGS?
Another thing organizations will worry about is people creating
content that is somehow inappropriate and could damage the

DAVID CREELMAN

YouTube is free and fast; easy to use and easy to share. It’s available
at your desk or on your smart phone. If employees can meet their
training needs using YouTube, why do we need anything else?

SHORTCOMINGS

What you won't find on YouTube is a video of how to shelve packages for
your warehouse on Victoria Street or how to fill in the XYZ expense form for
your particular organization. But that could easily change. Since YouTube is
s0 universal why not encourage employees to create their own training videos
about the specific practices of your organization? They can shoot it on their
mobile phone and just load it up. If they are ambitious they might ask their
teenager to edit the clip on a home computer to improve the production values.
In no time you could have hundreds of videos about how to do things at your
organisation.

Many training managers and instructional design specialists will absolutely hate
this idea. Instead of carefully crafted programs based on an analysis of training
needs, definition of clear learning objectives and a scientifically based instruction
methodology, you get some high school drop-out in the warehouse spending 15
minutes creating training on how to handle oversize packages.

The issue with YouTube, whether from the masses of videos produced by the
world at large or those produced by employees in-house, is that there is little
quality control. One might theorize that the lack of quality control would make
the whole thing utterly unworkable. Luckily, there is no need to theorize, you can
go online and see how bad the problem is; and the finding is that it is not bad
at all. People tend to make videos about things they really do know how to do.
Furthermore the videos are short and users soon get good at surfing through the
available content and finding something that meets their needs.

Tim Seager, CEO of an LMS company called Xerceo also points out that social
media tools for rating and commenting on content already exist; in fact this sort

reputation of the organization. However, this risk is similar to that

which exists if you allow employees to write emails; and in some
way the risk is less since people will put more thought into preparing and posting
a training video than they would into an email.

Knowledge management guru Euan Semple is frankly a little contemptuous
of how some organizations want to utterly control the flow of knowledge in a
manner that would make Stalin proud. Semple’s view is that organizations are
better off to let the knowledge flow and if embarrassing practices are revealed
to fix them quickly.

Again the social media tools Seager talks about are the best way to protect
the organization’s reputation. If someone posts a video that is in some way
inappropriate other users can flag it or potentially even be given the power to
take it off line immediately.

| have skipped over the technology question of whether you want to simply use
the public YouTube service or create an in-house alternative behind your firewall.
Clearly, there are pros and cons; but there is nothing in the technology issues
that upsets the fundamental proposition that YouTube can be a great addition
to how training is created and delivered.

YOUTUBE WINS IN THE END

The advances we have seen in technology really are revolutionary. The fact that
just about everyone is walking around with a video camera in their purse or pocket
and already knows how to make their films universally available is stunning.

Training produced by learning specialists will still be important, but in many
cases nothing produced by an expert will have as much credibility with
employees as something done by a peer or senior manager in the organization.
The flood of employee produced training material is coming; better to get ahead
of the game and channel that energy in the most productive way rather than try
to fight it.

"Clearly, there are pros and cons; but there is nothing in the technology issues that
upsets the fundamental proposition that YouTube can be a great addition to how
training is created and delivered."
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The Management and
Leadership dichotomy:
Can HR play a aeneﬁciaffrole
in developing either?

Developing the next generation of managers and leaders, or improving existing ones’ skills and potential, is an intriguing
quest and one which has been the subject of substantial research and considerable efforts from numerous HR academ-
ics and professionals respectively. Which organization, after all, would not be ecstatic about the prospect of improving its
managers' and leaders capabilities, while having an opportunity to nurture their next generation?

The traditional approach to personnel development has been to

OMIROS PISSARIDES  detail how effective leaders... are best developed. There are still
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create dedicated courses and training programmes and to ensure
that all potential managers and leaders go through the same
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for church leaders to mention but only a few. While these long-
established programmes claim to have been successful in creating

management training
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types of individuals: those individuals which can be termed
‘Managers-Leaders’ (MLs) and those which can be called
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a large number of managers and leaders, their effectiveness has
come under scrutiny in several occasions. Barker (1997) states that
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position of Regional forward by the author of this article in 2001 after the conclusion of

‘Motivational-Leaders’ (MOTLs). This distinction was first put

Channel Manager for
training programmes focus on instilling to potential leaders traits and Middle E{,SLA&%G, ad  @study focusing on 21 Cypriot leaders. The findings of the study

behaviours on which there is no reasonable agreement. In a toss of
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the same coin, uniform training programmes have been criticized for before that, the position implications of training experiences upon both individuals can be

generating nothing more than the ‘norm’, a point also picked up by

of General Managerof - ynderstood after an overview of table 1.
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Barker (ibid) who identified an inherent inability of such programmes holds a Bachelor Degree

in terms of differentiating what makes a good leader from what

in Economics and

MLs correspond to the everyday notion of ‘managers’ whereas

. . Accounting and an MBA. . )
makes an effective manager. In his own words, ‘people Who emerge  Omiros can be reachedat  MOTLS possess abilities which reflect those we have come

from these training programs rarely become what anyone might
define as good leaders’.

Larry Ellison, Chief Executive Officer of Oracle, took it a step further when he
cast one of the most negative notes on the efficiency of business management
programmes:during the convocation of Yale University back in September
2000, Ellison stated the following, ‘Graduates of Yale University... as | look

out before me today, | don’t see a thousand hopes for a bright tomorrow. |
don’t see a thousand future leaders in a thousand industries. | see a thousand
losers... | want to give hope to any underclassmen here today. | say to you, and
| can’t stress this enough: leave. Pack your things and ideas and don’t come
back. Drop out. Start up. For | can tell you that a cap and gown will keep you
down just as surely...".

Probably the most profound short coming of generic programmes aimed at
developing leaders is that the majority of these programmes follow a ‘collective’
approach which is often highly inflexible. This approach fails to differentiate
individual trainees between those with managerial and those with genuine
leadership abilities. And while this universal training approach has developed
into a legitimate one, especially given that, ‘we still do not really know in any

omiros@ominthiacapital.  to expect from‘leaders’. Both types of individuals perform
com.

key functions that are imperative for all organizations. MLs

possess important managerial skills and are effective in directing
organizational members and controlling organizational processes. They appear
to depict a very strong vision for their own advancement which, together with
hard work, provides them with their managerial positions. However, MLs fail in
motivating their subordinates through a genuine and inspiring long-term vision.
MLs are better in managing, not leading, and they appear to have a preference
for adhering to predetermined methodologies.

MOTLs do not view themselves as managers or mere power wielders. On

the contrary, they perceive their mission as being one of leading and inspiring
individuals and, to achieve this mission, they make use of their ability to
motivate those that they come in contact with. This ability to motivate is

largely innate and enables MOTLs to utilise those psychological personnel
management techniques that will bring out the best in their subordinates and
colleagues for an infinite period of time for the ultimate and long-term benefit of
their organization as a whole.

What should be clear from the findings depicted in table 1 is that MOTLs

Table 1: The development of Motivational Leaders and Managers-Leaders

Creation of a MOTL

Stage in life

Creation of a ML

INNATE ABILITIES

A strong foundation. MOTLs possess vital innate
leadership abilities such as the ability to motivate.

EARLY LIFE EXPERIENCES

They bring out a MOTL s innate
abilities. They ensure that a leader gains
leadership experience from a young age.

LATER LIFE EXPERIENCES

Enable MOTLs to improve potential. In limited
cases, they act as leadership stimulants or
transformation agents of MOTLs from one field of
society to another.

Early experiences enable MOTLs to utilise leadership abilities
and blossom, while later experiences enable them to improve
their potential further. But it is their innate abilities that enable
them to utilise their potential in the first place.

Innate abilities and experiences appear to be equally
vital for MOTLs.

BIRTH

v

EARLY LIFE
STAGE

Approximately up to the
age of twenty.

v

LATER LIFE
STAGE

From twenty onwards.

INNATE ABILITIES

MLs possess managerial abilities. They also
possess leadership abilities but not analogous to
those of MOTLs.

EARLY LIFE EXPERIENCES

Minimal impact. MLs appear to have received
limited early stimuli to take the lead, or to have
ignored such stimuli.

LATER LIFE EXPERIENCES

Deep impact. Assumption of management
positions by MLs is largely a result of later life
experiences.

MLs possess some inherent qualities but their leadership
potential is largely built over time. Experiences, primarily later life
ones, act as the catalyst that transforms them into managers.

Experiences are more vital to MLs than innate
abilities and leadership is much more of a process
than a trait for them.
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and MLs cannot be trained in exactly the same manner since their ultimate
potential and innate abilities are not similar albeit to a small extent... Would
this automatically imply that generic training programmes are therefore only
partially beneficial for different individuals? It would most certainly do!

Nonetheless, the author holds that there is plenty of beneficial scope for

HR departments that wish to develop future managers and leaders. To take
advantage of this scope, HR professionals must realise that, while everyone’s
ability can improve, some individuals have a head start in acquiring leadership
capabilities. Leaders have this head start because of the impact of early life
experiences, which enabled their innate abilities to surface, blossom and
improve over time. Leaders do not appear to benefit in the same manner and
to the same extent from training programmes as managers. This is natural
since training programmes focus on instilling to the participants those qualities
that are largely innate for leaders, such as the abilities to view circumstances
from a wider perspective, to consistently motivate their subordinates and
colleagues and to offer them a long-term vision.

The author is inclined to state that training programmes can potentially prove
much more valuable for MLs whose acquisition of managerial positions is
largely a matter of later life circumstances such as university education. Of
course, the question that surfaces at this point is how to identify MLs and how

to distinguish them from MOTLs. The author believes that an answer is not

forthcoming through juvenile observation because, even if organizations knew
the identity of their future employees in advance and with absolute certainty,
the associated monetary cost of observation would prove unduly preventive.

Psychometric testing, however, can provide an answer which, although
qualified, would cost less to organizations. This qualified answer can be
improved further by supplementing it with the results of contemporary
observation of organizational members. The author, therefore, holds the view
that psychometric testing will provide an initial indication of an individual’s
traits, while subsequent observation of organizational performance will
effectively supplement this initial indication, thereby significantly expanding the
scope of determining the individual’s actual potential.

At any rate, developing a MOTL requires a diverse approach to that of a ML.
Development of MOTLs is largely a natural process and HR departments
should aim to facilitate that process rather than direct it. This can be achieved
by identifying MOTLs -through a combination of psychometric tests and
current observation as stated above— and by creating an organizational
culture that facilitates their development. Useem (2000) identifies an
interesting way to achieve the latter:higher-level managers should engage
those MOTLs closest to them in leadership debates and ask them to do

the same with their associates. At the same time, managers should provide
MOTLs with personal coaching and individual mentoring, and MOTLs should
be encouraged to discuss their moments of both success and setback, as
well as to synthesise lessons from these moments. Above all, MOTLs should
feel a degree of freedom in making decisions without an acute fear of failure.

Specific leadership training programmes may also prove beneficial for MOTLs
and the author believes that these programmes should be geared towards
the most practical aspects of leadership. There is no need to train MOTLs in
leadership qualities, which they either possess or are likely to acquire over
time. A strong component of effective leadership programmes for MOTLs
could be an examination of the actions of other leaders in times of crisis.
Considering leaders’ experiences and reactions during their most intense
times of leadership challenges offers MOTLs a window to reality and provides
them with those lessons that will enable them to effectively utilise their inherent
potential during those critical stages of their careers. In the words of Useem
(ibid), ‘it can be particularly powerful to walk historic battlefields or recall critical
decisions’.

It should be clear to all HR professionals that universal training programmes
cannot be fully effective as they disregard the very same thing they are meant
to improve: the individual and his/her specific characteristics. In conclusion,
therefore, it would be appropriate to stress that training managers and leaders
requires identifying MOTLs and MLs and training them in dissimilar manners.
While MLs stand to gain from traditional training programmes, MOTLs are
more likely to benefit from practical exercises, such as leadership debates with
higher-level managers and increased participation in organizational decisions.
While the above may cause dismay to those who are used to universal
training programmes, the successful HR professional knows that any effort
undertaken in the direction of improving his/her organization’s managerial

and leadership ability can only yield important long-term benefits for the
organization and all of its members.

"While everyone’s ability can improve,
some individuals have a head start in
acquiring leadership capabilities. "

[nvolving Line Managgrs in

HRM:

Briet Overview

In general, line managers are widely considered as those individuals being at the lower levels of the management hierarchy
and are mainly responsible for managing day to day assignments rather than being involved with strategic HR issues.

They were always involved to a certain degree with HR-related
activities since ‘they are after all closest to employees, having direct
responsibility for managing them on a regular basis and being
accountable for their performance’ (Purcell et al., 2009: p62).

In the recent years, there is an apparent expansion of line managers’
duties and contribution to HRM. The reasons why organisations
decide to enhance their role in relation to HR issues vary. Indeed,
the relatively new focus on differentiating between the intended

HR policies with the actual practices as experienced by employees
revealed their pivotal role.

Nonetheless, line managers are also brought to the spotlight since
they help management to overcome several barriers. One of these is
that HR specialists are often considered to be ‘out of touch’ with the
reality, promoting HR policies that are mostly theory-based. Thus,
when it comes to putting these policies into effect, problems and
inconsistencies start to emerge. Another argument promoting line
managers’ prominence is that HR departments are criticised of being
unresponsive or most of the times their actions are characterised

by lengthy, time-consuming preparations and slow decision-making
processes rather than instant and direct response. Purcell et al.
(2009: p63) expand this argument, by suggesting that ‘there are also
other factors at play to explain this recent trend. Decentralisation of
decision making, organisational restructuring, the growth of team-
working, pressure at costs and speedier decision making have all
influenced devolvement to the line’.

By involving line managers, organisations aim to create a cost-
effective, more spontaneous, accurate and reality-based approach to
HRM. Therefore, line managers are continually encouraged to take up
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allocation and even the control of trivial disciplinary issues are most
likely to be managed by the line managers.

Now, in alliance with the HR specialists, and with the necessary
support, line managers may have the responsibility for
implementing the policies that flow from the higher managerial
levels. For example, they may be highly involved in employees’
appraisal procedures (i.e. HR department developing the
appraising schemeyindicators to be used, establishing the
procedure to be followed and line managers ensuring the
implementation stage). Also, line managers may be involved

in employees’ training and development (i.e. HR department
offering guidance and line managers being responsible for the
daily formal or informal on-the job training of the employees). This
kind of partnership may exist for several HRM aspects, such as
activities related to employees’ involvement and participation (i.e.
HR specialists designing the policies and line managers carrying
out the actual team briefings, problem-solving, quality circles etc.)
and activities dealing with work-life balance (i.e. policies will be
specified by HR department and implementation will be ensured
by the line managers).

Overall, empirical findings show that HRM departments and their
members are mostly in charge of designing / developing the
different HR policies and procedures to be followed. Alongside
that, they are also responsible for guiding and supporting the line
for a successful operationalisation. For Thornhill & Saunders (1998)
and Renwick (2003), this support should not be undermined since
is a ‘key’ ingredient facilitating line managers to effectively carry
out their HR responsibilities.

further HR responsibilities. As a result, several studies conclude that, in alliance
with the HR department/HR specialists, line managers absorb a significant
amount of HR authorities and tasks (see for example the studies of Storey, 1992,
Hutchinson & Wood, 1995, Hall & Torrington, 1998, Currie & Procter, 2001,
Larsen & Brewster, 2003, Renwick, 2003, Nancy & Panayotopoulou, 2005).

Marchington & Wilkinson (2008: p202) present how HR-related responsibilities
may be done by the HR department, by line managers, or the responsibilities
are shared between them. However, looking at the study of Francis & Keegan
(2006) what seems to be the norm is that the HR department / specialists are
highly involved in policy development, whereas line managers operationalise
these and put managerial plans into effect.

In more detail, Hutchinson & Purcell (2003) advocate that line managers are
highly involved with communication and information sharing, as well as with
coaching, guidance and development of their subordinates. The suggestion is
that line managers’ basic role is to manage day-to-day issues that arise at the
workplace, so as to avoid channelling each and every employees’ incident to the
HR department. Thus, aspects like absenteeism, employee’ motivation, tasks

Before closing this short article, it should be stated that while this collaboration
between the two parties may appear as ‘trouble-free’, tensions arise since ‘the
relationship between HR specialists and line managers is not a simple issue...
indeed, it is a rather complex, ambiguous and dynamic one’ (Larsen & Brewster,
2003: p241). In very brief terms, barriers arising both from HR specialists (e.g.
fear of losing authority / of being redundant if HR responsibility is transferred to
the line; excessive workload) and line managers (e.g. unwillingness to absorb HR
duties; lack of competencies; insufficient training) are capable of hindering the
establishment of a synergistic; mutually beneficial relationship.

As Larsen & Brewster (2003: p229) state, ‘line managers have responsibility
for HRM in their areas, but HR specialists have responsibility for HRM across
the organisation. The balance of these responsibilities is a key issue in HRM'.
A close cooperation between these two is expected to yield benefits for the
parties involved and consequently for organisations. This is because from

the one side, the HR specialists will have the time focus mostly on strategic
HR issues. On the other side, line managers will have greater authority and
flexibility to understand and manage their subordinates; thus achieving a more
effective climate at the workplace level.
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[ati dovAgvovpe?

Lia to Madpdg, Ty Zryyamovp, 7" Akyépt kai 1o Xpak, Oavaywpovy oav mdvrote mepripava ta whola,
kI €YW), oKVQTOG 0 éva ypageio e ydpTes vavtikovs, Oa kdvw abpoloeig oe yovipd Aoyiorikd BiPAia.

(and 1o noinpa Mal du départ, N.KaBBadia, 1933)

Mapd 10 ywwotd «ZAho» Tou KaBBadia, T0 napdnovd Tou Qpavidalel
KOIVO Kal dlaxpovikd. Moo PAMOV 0Toug cUYXPOovous KalpoUs nou
anairolv neplocéTePa Pe AiyoTepa. Xiyoupa, «n pdvva €€ oupavou»
anoteAel NapeAbov €W Kal kaipd! ‘AppnkTa AoIndv CUVOEDEUEVN LE
ToV KOMO, TNV NPOCNABEI, TOV aywva, NOAMEG POPES Th Bucia 1 Tnv
adnpIth avaykaidtnTa, N cwoTn SIaxeipion TNG SOUAEIAG wg N KaT'eE0-
XAV NNyA yia Ta NPog To eIV, Jnopel OUwG V' anoTEAECE! TAUTOXpOVA
Kal TOAUTIUN EUKAIPIa yIa dNPIoUPYIa Kal NPOopOoPd. ZTOIXEIQ NouU ano-
OeDEIYUEVA OUVTEIVOUV OE UVIEIG, OAOKANPWUEVEG KAl  EUTUXIOPEVEG
NPEOCWNIKOTNTEG, XWPIG ECWTEPIKES EKKPEPOTNTEG,.

NikG yIa va NPOXWPENGEI, VA PPOVTICEl £TCI WOTE TO MNPOCWMIKO TOU
va aloBdaverar ot aicel, dxi udvo péoa and TIG OIKOVOUIKES AMOAC-
B€g Nou Tou NPOCPEPEI MG Kal and To NEPIEXOUEVO TNG EQYACH-
ag Tou, TNV evBAPPUVON TwV ENAYYEAUATIKWY dIANPOCWIKWY OXE-
CEWV, TNV dlavoun euBuv®y, TNV EACPANICN EUKAIPIWY avAnTuéng,
TNV avayvapion Twv NEoICTAPEVWY TOU Kal TO aioBnua ikavonoin-
oNG OTI GUUUETEXEI GTO KOIVO KAAD.

ANTPIA
ANTQNIAAOY
HAvipia Avtoviadov - KAVEIQ KaAG, onpaivel va eival npdowno oe NAfpn Asiroupyia. Kar’

Anoyn evég eniothgova / epeuvnth gival 6Tl To «eu Ceiv», TO va el

vatkitoyog BAwruyt- auTdv, onuaivel va anAwvesal Kal va avantuocecal €101 WOTE va

To gpwTNPa «yiaTi SOUAEUOUE» NaPOUCIAZETal OAO Kal MIO KaipIo OTIG

ov azd to [lavemoth-
o Tov Warwick oe Tk~

yiveoal 6G\o kal nepIcodTEPO O duvaTOTNTEG coU. H SoUAEId pno-

JEPEG Mag oUupwva pe enegriynon enipavols akadnudikoU, viati N Aikég Smovdéc uelahikd  PEN VA MPOOPEPEI TNV EUKAIPIA va CNOEI KAVEIG ENOIKOOOUNTIKG, WG
olkovopia Méov BaciZeTal GAO Kai MEPIOTOTEPO OE EPYACIA MOU OXeTile- Kot kevartvyiakod MSein 1660 tne avBpdnivig Tou eEENENG.

Tal UE YVWOEIG KAl MVEUUATIKEG OEEIOTNTEG NAPA OTN XEIPOVAKTIKA €QYC-

Management pe éugaon
e Oépara Awoiknomg Av-

ola. Xuvenwe, naAaibTepa ol GvBpwnol Mo EUKOA UMOKIVOUVTAY — O’éva  Bpémvov Avvapkov axé  H GpvNon, n duuva, n dIacTpEBAWCN TG MPAYUATIKOTNTAG MOU XAPG-
BaBUO — yia BEATIWHEVN Mapaywyr and eEwyeviA kivntoa énwe eniniéoy o Cass Business School,  wpizeTal ané Ty avTiueTdnion Tne SOUAEIEE we OTEPNCN TNG EAEU-

Xpnpata i akdua, oe IBIaITERa NapWXNEVES ENOXEC, TNV eEAcknon Biag!

tov [Mavemoiov City
Tov Aovdivov. Aookeftat

Bepiag, katd Tov npoavapepBEvVTa epeuvnTh OE CUVTAVEI OTNV MAREN

enayyeluanikd e tovo-  AETOUPYIO TOU OTOHOU Kal OUVENMG ot BladIkacial Tou u Cev. 1o
H epyacia buwg Nou oTNPIZeTal 6TN yvdon Kail TNV KalvoTopia kal eEap-  wéa Awobovang Avbpd-  gpiytna eGv N gpyacia anoTelel NeEPICoOTEPO MEA avayKaIdTNTa

TéTal and TNV apociwon, TN dNUIoUPYIKGTNTA, TNV EVENIE(Q, TOV EVOOU-
olaopd, anaitel 1diaitepn onpacia ota kivntpa nou divovtal oTo Npo-
ownikd. ZUYKeKpPIPEVa, diagaiveral OTi Ta ATopa 6'auToug TOUG TOUEIQ
€pyaoiag napdyouv KaAUTEPN SOUAEIG GTav auTr TOUG ENIPEREI VONUA KAl EUXA-
piotnon, napd pévo xpripata.

YnooTnpiZetal 611 ol AvBpwnol péca and Tnv epyacia avadnTouv VA anoKTAoouV

a&ja, nou yia kAanoloug anoTeAel kal Tov oploud TG aglonpéneiag. Eivar Aoindv
ONPAVTIKO, €vag HOVTEPVOG OpYaVvIoUOG NMou oTNPICETAI O EVOOUCIMOES MPOCW-

Nk

7vov Avvapkod ard o
2008 péyptonuepa.

napd anotéAecpa eAeUBEPNG EMIAOYNG, YIa TOUG EI0IKOUG paiveTal OTi
yia GMN pia @opd anavtd 1o 0TI Ve KAVEVAG I0XUPICHOG Sev eival
OVOUEPNG, N PAYEIQ EVANOKEITAI OTO VA JNOPEIG va BAEMEIG Ta MPAy-
para 6nwg ecU BEC. ZUpwva P'autoug, TO ATOoUO Mou epYAZETAl CUVEXWG MPOG
ONeG TIQ KATEUBUVOEIG PUNOPEl va BIOCEN AMA Kal va XPNOIMOMOINGE! TNV avegap-
TNoIa TOU yIa va ENINEEEI auBOPUNTA KAl OIKEIOBEAWG aUTO MOU TAUTOXPOVA Eival,
andAUTa KABOPICUEVO.

Ki 6Aa autd, otn pnTpa aut nou ovopacayv, dOUAEIA.

[dg va kdvete wia dovAeld
TLO EVOLAPEPOVT

Me v sfet&’mvm oV Tapatipeltal ta TeAevTala Xpovia, 1) pyaoia ToMé¢ POPEG KaTavTd [ovoToV] Kai aviapy).

Ma QVTILET@NION QUTAG TNG KATAoTaong, N oroia odnyel Toug una-
AAOUG OTN VWXEAEID Kal oTNV adlapopia, ol EpyodOTEG NPENEI va
€UNAOUTICOUV TNV EQYACIA TwV UNAAAAWY TOUG, E OTOXO auTh va
yiver o evdiapépouca.

Yndpxouv dUo TpdMnoI EUNACUTICHIOU PIAG EpyAciag: o opIZovTIoq
Kal 0 KaTakOPUQOG, Ol 0roiol OVOUAZovTal Kal «€EMEKTACN EQYACH-

A NA EOAPMOZTEI ENA MPOIrPAMMA
KATAKOPY®OY EMMAOYTIZMOY, XPEIAZETAI NA
FINOYN Ol EZHX ENEPTEIEX:

* O1 UPIOTAUEVEG EPYacieq Mou Ba eunAouTioTouy, NPENE! va eival
KUPIWG auTEG NMou cuvnBwg o1 Epyalopevol dev TIG EXOUV MEPT MOA-
AoU N €pYACIES yIa TNV EKTEAECN TWV OMOIWV ANAITEITAI CUVEXAG

AHMHTPHZ

ag». H diapopd Twv duo éykerral o1o eEAQ: O 0pICOVTIOG EUNAOUTI-
opo6G ouvendyetal avaBeon GTov UNAANAO NAPEUPERDY KaBNKO-
VTwV, id1ag nepinou onpaciag, pe oTdxo TN PEiwon TNG ENAVAANMTI-
KOTNTAG KAl TNG OVOTOVIAG, EV® O KATAKOPUEPOC KABIOTA TNV £pya-
ofa nio evdiapépouca, apou o epyalOUEVOG, NEPAV TNG EKTEAECNG
TOU €PYOU, CUUBAAEI OTO OXEDIACUS TOU KAl GTOV EAEYXO TOU TEAI-
KoU npoidvTog.

TiBeTal Twpa 1o EpWTNWA, Nola and Tig duo peBddoUG eival kKaAUTePN; AuTO
eEaptdaral and 1o €00 TNG EpyACiag Kal TIG IKAVOTNTEG KAl TO XAPAKTAPA TOU
KG&Be atopou. ZuvnBwg N opIZHVTIA XPNOIUONOIETAl OE ANAEG EQYACIES KAl OE
avBpwnoug ol oroiol Sev €xouy IBIAITERA NPOCOVTA Kal MEIPA YIa Va EKTEAECOUV
ocoBapdTepa kabrikovta. Autd dev onuaivel 6T OeV KAVOUV OwoTd TN CNUEPIVA
Toug doUAeId. MiBavdv va eival ApIoTol UNAANAOI yIa TNV E0YACIa NMou KAGvouv
TWEA. H katakdpupn epappoleTal OTIC NEPINTWOEIS MOU O UNAANAOI Eival IKa-
voi va avaAdpouv Ta coBapdTepa KABNKOVTA NOU ANAITel N CUYKEKPIJEVN EQYA-
ofa. To 1 yivetal cuvABwg, aveEapTATWS UNCAAAWY Kal €pyou, gival va epap-
JOOTEl ApXIKA 0 OPIZOVTIOG EUNAOUTIONOG Kall, GTaV 0 UNAMNAOG anodeiEel eau-
TOV VA NPOXWPNCOULE KAl GTOV KATAKOPUPO.

I'lA TON OPIZONTIO EMMAOYTIZMO, AEN EXOYME NA
MOYME TINOTE AAAO, NMEPAN TQON OZQON EXOYME HAH
ANAOEPEI. OZON A®OPA TON KATAKOPY®O, AYTOZ
2THPIZETAI ZTIX EZHZ APXEZX:

* O UNAMNAOG eAEYXeTal NIyOTEPO, EEAKONOUBET GG va gival undAoyog yia Tiq
NPAEEIG Kal TIG NAPOAAWEIG Tou, YI” AUTO Kal UNOBANEI TAKTIKEG AVAPOPES CTOV
NEOICTAPEVO TOU YIa TNV NPood0 TG EQPYACIag Nou aveAaBe.

* O undMnAog avaiapBaver va dieknepalwaoel OAN TN dladikacia eVOG CUYKE-
KPIUEVOU €pyou. TT.x. Péxpl NIV Aiya xpovia
€vag TPAnedIkOQ UNAANAOG EAEYXE LIO ENITO-
YA Kal UETd €E0UCIOd0TOUCE TOV TAIa va TNV
eEapyupwoel. Twpa, o Tapiag EAEYXEl O 1B10g
TNV ENITAYN KAl TNV EEAPYUPWVEI XWPIG va
napepBaivel GAAOG UNAAANAOG.

* Aivovtal auénpéveg eEouaieq oTov UNAAN-
Ao, oUTWG WOTE va ano®acicel o idIog yia TIq
OPacTNEIGTNTEG MOU APOPOUV TN DOUAEIA TOU.

EPTATOYAHX
O Anpijrpng Epyarovng Mpénel va yivel katavonto and GAoug OTi yia VA UNAOUTICTET pia
eivat aumnpetrioag
Avorepog AevBovrig
g Adikrlg Tparelag €UKOAO, apou OAol cuvriBioav Pe Tov NaNid TPOMO Epyaciag.
ket 18pu kG pedog Tov
Konprakov Euv&'cyou
AwtBoveng AvBpomvov  Kal Ba eunAoUTICTOUY, XpNolponoleital N uéBodog TG IDe0BUEA-
Avvagukoo.

"Yrapyovv Svo tpomot
s:wﬂ\ovrwpof) uiag epyaciag: o
OPLZévnog KoL 0 KATakopueog,

oL oToioL 0vo [JdZOVTOLl Ko
, o
«<ENEKTAOT) epyaoiag.

napwBinon Twv UNAANAWV.

€pyaoia, XpeIdeTal va yivouv kanoleq aAayeg, Nnpdyua kabdAou

* Ano6 tn oTiyur nou Ba anopacioTel Noleg epyacieq Ba aAGEouv

Aag! (brainstorming) yia va dieupuvOei oo To duvaTdv NEPICOOTE-
00 0 KaTAAOYOG TWV NIBAVMY AANAYWY. XTOV KATAAOYO NPOCTIBE-
VTal TUXOV EICNYACEIG NoU UNERAAaV oTo NAPEABOV O EUNAEKOUEVOI UNAANAOI
JE oTOXO va UNAOUTIOTEI N OOUAEIG TOUG.

* Ané Tov katdAoyo agaipouvtal GoEC AAAYEG OeV OXETICOVTAl UE MAPAYOVTEG
nou napwBouv Toug UNaANAOUG.

* [MpoTou TeBoUV o€ pappoyr ol aAayEG nou Ba PEPOUV TOV EUNAOUTIONO,
avatiBeral og pia opdda UNAMAAWY Va EQYACTEI PE TO VEO cUOTNUA, EVW HIa
AMN opdada - napduolou apiBoU Kal NoléTNTAG UNOANAAWY — EEAKONOUBET
va gpydadetal e 1o naNié cuotnua. Me To neipapa autd eniBeBaidveral kartd
néco 1o VEO cuoTnua eival KAAUTEPO and To NANIO, XwEIG va napaBAEneTal

&1 oTNV apxr N opdda nou Ba epyacTel Ue To VEo ouoTnua Ba avTieTwnilel
KANoIEC OUCKONIEG MNPOCAPHOYAG.

[Mpénel va éxoupe undyn OTI O NPOICTAUEVOG TOU TUAWATOG OTO oroio Ba epap-
pooTouv ol aMayEG niBavév va avTidpdoel apxikd, poBoupevog 61 B6a ennpea-
otei n anddocon Tou TUNPATOG Tou ri/kal Ba XAoel P€pog TG dUvauNg Kal T eE0U-
oiag Tou, apou éva PéPog Toug Ba avaAngBei Twpa and Toug UPICTAUEVOUG TOU.
Kdm tétol0 WG ypriyopa 1o Eenepvd, apou PETE TNV NETUXNUEVN SOKIUN TOU VEOU
ouotiuaTog avrdapBAveral o1l Twpa Ba Unopei va acxoAnBel e Ta kaBapd dieu-
BUVTIKG TOU KOBAKOVTA, TA OMoIa JEXQI TWEA MIECOTAV VA EKTEAETEI, HIa Kal DIEDETE
HEYAAO MOCOCTO TOU XPOVOU TOU YIA VA EAEYXE! TNV EQYACIAl TWV UNCANAWY TOU.

TéNog, Npénel va deiXVoUpE Katavonon oTn
oTéoN KANoIwv UNAMAAWY oI oroiol anexed-
VOVTaI TIC aMaYEG Kal Sev eniBupoly onoladn-
note avaBdabpion Twv KaBNKOVTWY Toug, E0TW
KI av autd Ba cuvendyeTal TN Pn avéNigA Toug.
Av gival Kahof oTn onpepivi Toug doUAeId, ag-
OMOINGCTE TOUG EKEI, (PTAVEI v TOUG EENYNCETE
TIG ENINTWOEIG NMOoU MBavOV va €xel oTNV AVEN-
&n Toug N oTAoN TOuG AUTA.

1 H opyavwpévn evBdppuvon npog 6Aa Ta NPdowNa NoU CUPKETEXOUV OE I GUCKEWN, VA UNOBAAOUY EI0NYACEICG, MPOTACEIG N ANOYEIS, YA €va CUYKEKPIJEVO BEUa. H oudda evepyo-
noleital kal napwOeiTal va SIaTunwaog! ONoIEGONMOTE YVWOHES, ANOWEIQ N MPOTACEIG, XWPIG KAVEVA NEPIOPIOUO, PPAYUO N KPITIKEG NApatnEnaelg. H dielBuvon gpovTidel va dnPIoUpYEi To
KATAMNAO WUXOAOYIKO KALQ, €T OE €va UXAPIOTO NEPIBAANOY, WOTE N OuAda va UNopPEi va Napd&er oo 1o duvaTd NEPICCOTEPEG IDEEG,.
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Tunua Tlpoowmikov

S

Aevbuvong AvBpwmvov Avvagikov

TMHMA MPOZQMIKOY

O T1iThog Turpa MpocwnikoU XPNGCIONOINBNKE yia NEWTN Gopd YUpw
oto 1920 omig HIMA, kar otnv AyyAia yUpw oto 1939. An’ ekel, o
Beopog ENEKTABNKE G GAO OXEDOV TOV KOOWO. XNV KUnpo, aveniBe-
BaiwTeg NMANpopopieq avapépouy T, TOUAAXIOTOV UIa IEYAAN UETOA-
AeuTIKN eTaipeia diatnpouce Turiua MpocwnikoU Katd TN dEKAETIa ToU
1940, evd apxég Tng SekaeTiag Tou 1950, PEYANEG ETAIPEIEG ONWG

n Kéka — Koha eixav Turipa Mpoownikou. O Beopog enekTaBNKE TN
SekageTia Tou 1960 (Tpdnela Kunpou), kai T dekaetia Tou 1970 (Adikn
Tpdneda, Apxri TNAeniKovaviwy). And To 1980 kai JETA, OXeDOV ONEG
ol JeydAeg eTaipeieg otnv Kunpo diEBetav Turipa Mpoownikou.

Ta Turpata MpoownikoU peydAwvav o€ apiBuoug, OUwS N GINOCOIa Kal
01 OPACTNPIOGTNTEG TOUG NAPEUEVAV OI IDIEG UEXPI TIG APXEQ TNG OEKAETI-
ag Tou 1980 6Tav npwTogpgaviotnke (1981) oto npdypappa Tou MBA Tou
Maveniotnuiou XapBapvt To Béua «Alelbuvon AvBp®nivou Auvapikou».

AIEYOYNZH ANOPQIIINOY AYNAMIKOY

MeTd Tnv elcaywyn Tou Béuatog o1o XdpRapvt, N Aielbuvon AvBpwnivou
Auvapikou (AAA) Gpxioe va ekTonidel Kal va avTikabiotd Ta Turipara
Mpoownikou (TT1). And To XdpRapvT o Becudg ENEKTABNKE apxIkG oTnv
AucTtpahia kai Tn Néa Znhavdia, kal apyotepa otnv AyyAia, Tnv IpAavdia, Tig
> KavOIVaBRIKEG xwpeg, TN NoTIa kal NoTioavatoAiki Acia kai Tn NOTIo AppIKA.

APXIKEZ EMIOYNAZEIZ

‘Otav npwtogppavioTnke N AAA , EKPEACTNKAY KANOIEG ENMIPUAAEEIG OXETIKA
Je To av Ba €npene va uloBeTNBel wg TITAOG Kal we GIAocopia. O OKEMTIKIOTEG
unootrpidav oTi:

* H AAA anavBpwnonolei Toug unaMiAoug, apou Toug Bewpel «ndpoug» Kal
dpa Toug B€Tel oTnv idla poipa e Toug AAOUG NGPOUG TOU 0pYavIoHoU, ONwg
TOUG OIKOVOUIKOUG NOPOUG, TOUG KEPAAQIOUXIKOUG NMOPOUG KA.

* HAAA eival anAwg éva dAo dvopa yia To Turnua Mpoownikou kai dev undp-
XEIAOYOG V' aMNGEEI €vag TITAOG PE DIAXPOVIKA EMITUXIAL.

Kal o1 duo autég enpuAGEEIG kaTappinTovTal and To yeyovog OTi n AAA Bewpel
TOUG UNAANAAOUG WG TO CNIIAVTIKOTEPO CTOIXEID EVEQYNTIKOU EVOG OPYAVICHOU,
eV, 6oV apopd To dvoua, JIAOULE Yia dUo dIAPOoPETIKA npdyuata T6co and
andYews PIA0COPIag 600 Kal and andPews appodIOTATWY Kal SPACTNPRIOTATWVY.

OPIZMOI

Yndpxouv noAoi opicpoi nou kaBopiouv Tl eoti AAA. Enidéyoupe dUo, TOUG
ENIKPATEOTEPOUG:

* AAA gival Jia oTPATNYIKA, CUVEKTIKA KAl ELNEPICTATWHEVN NPOCEYYION OXETI
k& pe Tn dlevBuvon kal avanTu&én Tou avBpwnivou duvapikou evog opyaviopou,
Bdoel Tng onoiag GAeg TNG o1 dPACTNPIOTNTEG KAl EUOUVEG EVOWUATWVOVTAI
NAAPWG oTN oPpalpIkn dIEUBUVON TOU OpPYavIoUoU».

* AAA gival pia SIaKPITIKA MPOCEYYIoN OXETIKG UE TN IEUBUVON TwV UNAAAAWY,
N ornoia okond €xel va NETUXEI AVTAYWVIOTIKA NAEOVEKTAPATA PECW TNG AVANTU-

AHMHTPHE
EPTATOYAHZ

Eng evog MANPWS aPOooIwPEVOU Kal IKavou avepmnivou duvay-
KoU, XPNOILONOIMVTAG HIa OAOKANPWUEVN CEIPA HOPPWTIKWY, DO
KWV KAl EQYACIAKWDV TEXVIKWV».

Ol AIA®OPEZ TOY TN ME TH AAA

H Baoikn Toug dlapopd éykeital oTo yeyovog 6Tl To Tl anote-

A&l TNV Napadociakn MPOoeyyion, evad N AAA Tn povtepva. To TT1
aoXOAElTal KUPIwG pE SI0IKNTIKG KaBNKOVTa, Ta 0onoia oToXeUouv
oTnv Unap&n dikalwy OpWV Kal CWoTWV cUVONKWY epyaciag. H
AAA evowpaTVvel TI dpacTNPIOTNTEG AUTEG OTA OTPATNYIKA OXE-
dia Tou opyaviopou, ald avarapBAavel kal npdoBeTeQ EUBUVES Kal avOpwMNOKe-
VTPIKEG OPACTNPIOTNTEG, Ol OMOIEG ANOCKOMNOUV OTNV avANTUEN TOU OpyaVICHOU.

O1 diapopéqg peragu TN kar AAA xwpidovtal o€ dIaPpopEG NoU aPo-
pouv:

* 10 OKkOMNO

* TNV MPOGCEYYIoN

* Tn UCN Toug, Kal

* TNV EPAPPOYN.

AIAOOPEZ XTO ZKONO

To Tl aoxoAeital Ue AIToUpYIKES OPACTNEIGTNTES, ONWG O MPOYPAPUATICUOS
avBpwnivou duvapikou, ol MPOCAAYEIS, N avaAuon kal a&loAdynon Twv BECEwY
€pyaoiag, To hIoBoAdyIo, N agloAdynon Twv UNAAAAWY, N CUMHOP(WON HE TV
nepi epyaciag vouoBeoia, TNV EKNAidEUON K.O.K.

H AAA nepidapBdvel dGAa Ta nio NAvw Kal ENINAEOV  CUPUETEXEI EVEQYA OTA
avanTu§iakd NPoypdupaTa Tou 0pyaviopoU, aoxoAoUUEVN Pe Béuata nyeoi-
ag, napwbnong, avanTuéng eTaIPIKAG KOUATOUPAG, DIAXUCN TWV APXWV Kal
a&lv Tou opyaviopoU K.0.K.  Me TIg EVEPYEIEG TNG aUTEG N AAA EVOWUATR-
VETAI 0TO BAGIKO NUPAVA TNG OTEATNYIKAG KAl TOU 0PAUATOS TOU OpYaVICLIOU,
kal npoonaBei va BeATioTononoer Tnv aglonoinon Tou avBpwnivou duvapikou
MPOKEIJEVOU O OPYaVIOUOG va NETUXEI TOUG GTOXOUG TOU. AUTO TO OTPATNYIKO
Kal PINOCOPIKS NEPIEXOUEVO TNG AAA, TNG NPOCSIDEN pIa MIO EUCTOXN, OXETIKA
Kal anoTEAECHATIKA NPOGCEYYIoN O cUyKpion e 1o TIT.

AIAOOPEX XTHN MPOZEITIZH

To T eival TunoAatpikd, apou didel peyGAn onpacia oToug Kavoviopoug, Ta
nEOTUNA Kal TIG NAPadOCIAKEG NPAKTIKEG, o€ avTiBeon pe Tn AAA n onoia Sidel
pEYGAN onpacia oTIG apXEQ Kal a&feg, KaBwG Kal oTo épapa Kal TNV anocToAr
TOU Opyaviopou.

To T evdiapépeTal yia TN dNPIOUPYIa KAVOVIOUWY, MNONTIKWOV Kal CUPBAcE-
WV, Kal npoonaBei va eAEyxel TNV NICTA epapuoyn Toug. M’ autd Kal ol Kavo-
VIoWOI, yia napddelyua, ival KaTaypapuévol e KABe AENTOUEPEIT OTA EYXEII-
d1a TOU OpyavIcHoU.

H AAA gival nepiocdTEPO EUENIKTN GO0V aPopd TOUG Kavoviououg, Kal
TOUG NPOCappdlel avaloya LE TIG EMIXEIPNCIAKES aVAYKEG TOU opyavi-
opou, didovTag NepIccdTEPN CNPAGia 6To NVEUNA TWV KAVOVICHWY Napd
OTO YPAPMQa TOUG.

AIAOOPEZ XTH ®YZH TOYZ
‘Ocov apopd Tov TpOMNo avTeT®NIoNS NEoBANUdTWY, TO Pev TI evepyel dlop-

BwTikd, og avtiBeon pe Tn AAA nou evepyel npoAnnTikd. Mapadeiyuatog
xdpn, otnv nepintwon Tou Tl , av o opyaviopog BEAEN va AeIToupyAcEl Eva

VEO NAPAPTNHA, ANO(ACICEI NPWTA N AVATATN NYESIA YIa TN AEITOUPYia Tou,

Kal PeTd, ¢nTeital and 1o Tl va To oTEAEXWOEL. ZTnv NepinTwon TNG AAA, auth
OUVANOQAGICE! PE TNV aVATATN NYESIA YIa TN AEITOUPYIa TOU VEOU NapapTh-
HaTOG, KAl EKPEPEI EK TWV MEOTEPWY ANoYN yia TN oTEAEXWON Tou. Eva dAo
napddelyua eival n a§loAdynon Tou NpocwnikoU. To pev TT agioAoyel Tnv and-
500N TWV UNAANAAWY YIa TO XPOVO nou néPace, N de AAA epapudlel nponyé-
va Kal NPoANMTIKG cuoTApaTa dIoiknong, Ta 0rnoia OTOXO EXOUV VA BEATIDCOUV
TNV anddoon napd va Ty agloAoynoouv avadpopiKd.

AIAOOPEXZ XTHN EQOAPMOIH

Baoikn diapopd eivar 61 1o Tl dpa aveEdpTtnTa, evdd n AAA avapiyvUgl Toug
SIEUBUVTEG 0T dlEUBUVON TOU MNPOCWMIKOU TOUG.

To TN npoonaBeil va Bonbricel To Npocwnikd va NpaypaTonoinoel TIG PIAOd0-
&ieq ToU pe oupPaTikoug TPOMOUG, ONWG Of CUMOYIKEG CUUBACEIC Kal ol dia-
NEAYUATEUCEIG LE TIG CUVTEXVIEG . MEe Tov TpdMno autd of UNdAMNAoI BpickovTal
oMol otnv idia poipa, aveEdptnTa and Tnv anddoor Toug, Kal XwPIg va AauBd-

VETAI UNGWN N CUUBOAN TOUG GTNV EMITEUEN TWV OTOXWV TOU OPYAVICHOU.

H AAA deixvel nepIcoOTEPN EUNICTOCUVN OTIC OXETEIG TNG LIE TOUG UNAANAOUG,
BAénovTag Tov kaBéva EexwpioTd Kai didovTag peyaAUTePN onuacia otny anod-
S0ooN Twv UNAAAAWY e BAon NEAATOKEVTPIKA KOITAPIA.

TéNog, T TI epapudlel QUOTNPEG NEPIYPAPES EQYACIAS, AKOAOUBET LIcBoAOYI
KEQ KNIOKEG Kall JIa CUYKEKPILEVN MONITIKRA GO0V apopd Ta KOITAPIa Mpoaywyng,
Ta onoia cuvABWG OTNPICOVTAI OTNV aPXAIBTNTA KAl TN PEXPI TOUDE anddoon.

>1nv nepinTwon TnG AAA o1 KAIUOKEG Kal o BaBpoi eival AiyoTepol, eV Ol
NeEPIYPAPES EQYATIAC Eival YEVIKES, APNVOVTAC ETOI NEPIBWPIA VI NPWTO-
BouAia kal dnpioupyIkGTNTA, NOAAANAAGCIAZOVTAG TAUTOXPOVA Kal TIG EMIAO-
VEQ TWV UNAAARAWY yIa TN HEANOVTIKA TOUG nopeia, avaloya JE TIQ IkavoTn-
TEQ, TIQ YVWOEIG, TO TAAEVTO TOUG, KABWG Kal TNV enBupia Toug yia nepaité-
pw avenign.

KaraAryovtag opeidw va napatnprnow 6Tl, TOUAGXIoTov oTnv KUnpo, Ta nepio-
c6TEPA TupaTa Mpoownikou, GAagav pdvo To GVoud Toug — o YNNPEGIES
AvBpWNIvou AUVAUIKOU — NAPEPEIVAY OUWS MNPOCKOMNEVEG OTN PIAOCOMIa
Kal TIg dpacTNEIGTNTEG TOU TUrpaTog Mpocwnikou.
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with
professionals

with Olympia Fantis

1. NAME, COMPANY NAME, JOB TITLE.

Irena Hadjivassiliou
Diplomat Distributors (D.D) Cyprus Ltd
HR Manager

2. EDUCATIONAL BACKGROUND.

University of La Verne — BSc Psychology
University of New Heaven — Industrial & Organizational Psychology

3. WHAT INITIALLY ATTRACTED YOU TO GO FOR A
JOB IN HR?

There was a blend of aspects that attracted me in this profession.
You have the opportunity to influence innumerable aspects of the
organization, to assist in the development of its employees, and
to play a part in influencing strategic business decisions. You also
need to genuinely care about the well-being of your employer’s
employees, which often results in close working relationships with

OLYMPIA FANTIS
Olympia Fantis is a

holder of a Bachelor in
Economics and a Master
in Human Resourse Man-
agement from the United

Kingdom. Olympia is a
member of the Chartered
Institute of Personnel and

Development.

She works of TSYS Card
Tech as an HR Advisor.
Before joining TSYS
Card Tech, she held the
position of Operations
Co-ordinator for an
offshore company and
Client Relations Officer
at the Federal Bank of the
Middle East.

6. WHAT DOES A TYPICAL DAY INVOLVE?

In Diplomat’s HR there is no typical day. Every day there are new
challenges with different scenarios and different protagonists.
This is what makes it so exciting working at Diplomat.

7. DO YOU FEEL THAT YOU ARE CONTINUALLY
IMPROVING IN YOUR CAREER?

| consider everyday as having a chance of expanding my
knowledge and become more experienced than | was a day
before, improving many aspects of my personal and professional
life. This would only lead me to one direction, that of a stable,
solid improvement of my career. The key is to set out clear-

cut goals, take any challenge as an opportunity to learn and
mature professionally and use that as a practice of continual
improvement.

8. WHAT ADVICE WOULD YOU GIVE TO YOUNG
PROFESSIONALS IN THE EARLY STAGES OF THEIR

people from across the business. As | always say ‘a business is only
as good as its employees and an organization’s employees are only
as good as their HR team’.

4. WHAT WAS YOUR IMPRESSION OF YOUR COMPANY WHEN
YOU FIRST JOINED? HAS THIS VIEW CHANGED?

When | first visited Diplomat’s Head offices in Israel something in the
atmosphere and in the people’s behaviour immediately caught my attention.
Positive energy was all over the place. Professionalism, passion, dedication
and teamwork were obvious with just a glimpse. | was so proud and honoured
to be a part of Diplomat’s team because | knew right there that this was ‘my
way to success’. It is with this spirit and this positive energy that employees in
Diplomat Cyprus are working today.

5. WHAT DO YOU SEE AS THE MAJOR HUMAN RESOURCE
CHALLENGES FACING CYPRUS IN THE NEXT FEW YEARS?

Generally economic conditions provide the background to the everyday
business of HR. What happens in the macro economy of our country, or in
individual product markets, ultimately determines the needs of recruitment,
retention and development in order to meet the demands and ensure
employees’ motivation and engagement. Another challenge is to be able

to cope as best as you can with these economic changes, in other words,
deal with Change Management. Use effective organizational procedures to
help employees to accept and embrace changes in their current business
environment by minimizing the change impacts.

CAREER?

The Human Resources profession is an excellent career opportunity for the
smart and creative young professionals and it gives excellent opportunities to
learn new things and to demonstrate managerial potential. What | would say
to young professionals using the knowledge of my experience is that career is
not something that you can build in one day. Career in the HR field can only be
built through the following:

*Eagerness to learn and experience

*Hard work and sacrifices

*Having the virtues of ‘giving’

9. DO YOU BELIEVE THAT HR SHOULD BE INVOLVED WITH
THE LINE MANAGEMENT?

Most certainly HR has a great responsibility and should be involved with

the line management. Especially in today’s economic recession we must
recognize and give emphasis to the vital role that line managers play in
every aspect of the employment relationship. HR has to make sure they

are equipped and properly trained in day-to-day people management,
management of difficult situations and communication. Additionally HR
contributes to the translation of the strategies and goals into operating plans
for the line managers to achieve shared organizational objectives, thus
supporting strategic business aims.

10. WHAT ROLE DO YOU THINK IS SUITABLE FOR HR IN A
COMPANY? ADVISORY, ADMINISTRATIVE, STRATEGIC?

HR has three basic objectives. To support the company’s workforce, aligning

HR activities with the business and to deliver efficient services. In order to
achieve all three basic objectives all three roles of advisor, administrator and
strategist are adopted and used. At times one is more important and suitable
than the others depending on the situation.

11. IF YOU WOULD GIVE ANY ADVICE TO YOUR CEO OR
GENERAL MANAGER CONCERNING PEOPLE AND HR
MANAGEMENT ISSUES WHAT WOULD THAT BE?

b

Join our
Leading Team!

My advice would be three-fold:

1. Concentrate on our long-term reputation and responsibility to act as a fair
and good employer.

2. Set a clear sense of direction and double our efforts to boost and maintain
employee engagement and satisfaction. In this sense our managers will be
better able to operate in these periods of economic change.

3. Think long term: Think creatively about how to reduce employment costs,
such as new ways of working and work reorganization.



34

35

Focusing Your Corporate
Training Pro gram For To day’s

L

CCONOIMY

This article examines the relevancy of current corporate training programs and assesses their value to the participants
and their managers.

Several years ago, as the training director for a $1 billion bank, my
job was to teach leadership and management skills to managers
and officers. While all of my program reviews were enthusiastic and
excellent, | began to see a decrease in attendance. Budgets were
being cut and the various departments were reluctant to send their
people to the class because they could no longer justify losing a
revenue generator for one day.

KEN MOORE

To develop the technical and operational skills curriculum,

we identified critical competencies for each position. We then
determined where the employee was in that competency via

a simple yardstick: Unqualified, qualified, and highly-qualified.
Those who were unqualified were given access to necessary
training material and additional coaching from others within

the department. They were then evaluated. The process was
repeated until they achieved a ‘qualified” evaluation. Advancement

Ken Moore, a member

A thorough review of the training program by me and my
colleagues revealed that the department managers were under
increasing pressures to deliver improved business results that were
secondary to the focus of our programs. In short, my programs
were teaching critical, but soft skills such as leadership, motivation,
and performance evaluation at the expense of hard skills such as
increasing deposits, improving the efficiency ratio, and lowering
loan default rates. From the department executive’s perspective,
they could not justify the return on investment in soft skill training.
Something had to be done.

of CRHRA, is the to ‘highly qualified” was subjective in nature based upon business

president of Ken Moore  needs and the manager and the employee were expected to plan
Associates, a management

consulting group based
in Schenectady, NY. “Businesses that can remain solvent during economic hard
Heiis also an adjunct
professor at the State
University of New Yorkat ~ like business people first and technical specialists second.”
Albany and at the Union
Graduate College where . )
he teaches graduateand  SPecific banking systems and processes, a teller's cash drawer,

and budget for individual development.

times typically expect their managers and officers to think

The focus was on the technical and operational skills such as,

undergraduate business  opening and closing procedures, etc. Self-development was
courses in strategic
management.

encouraged and budgets were modified if necessary.

He may be reached at

An assessment of the banking skills of the officers & managers
revealed that that most employees in my bank were uncomfortably
ignorant of how banking business is conducted, where revenue comes
from that pays operating expenses (including salaries and benefits), and the
overall financial condition of the bank. Many of them could not understand
what they were reading in the company’s annual report or link their work

to the performance drivers of the executives, the bank clientele, and our
shareholders.

As a result, | re-wrote my curriculum and focused on three categories:
1. Technical skills

2. Industry (bank) business skills

3. Leadership skills

We developed a baseline of competence in each category and included them
into their performance evaluation criteria.

1. TECHNICAL AND OPERATIONAL SKILLS.

When a person is hired into a bank he or she is expected to accomplish

the objectives of the position. The incumbent is expected to master the
details of his/her job through formal and informal development programs.
After a specified period of time, the employee is required to demonstrate
mastery of the discipline that achieves the purpose of the position. From
those evaluations, strategies can be developed and implemented to raise
the employee’s mastery of basic skills so that he or she can better serve the
objectives of the position and advance to a higher level of competence.

kmooreOl@nycaprrcom - pAGIC BANK BUSINESS SKILLS

Businesses that can remain solvent during economic hard times
typically expect their managers and officers to think like business people first
and technical specialists second. They focus their efforts on satisfying the
needs of multiple stakeholders instead of just one in a functional discipline.
They understand the link between their job and other disciplines within the
organization. A loan processing specialist, for example, knows how to process
loan applications correctly and within acceptable time limits. He also knows
that if a mistake is made or an unnecessary delay is encountered, the loan
customer may decide to take his application to a competing bank that delivers
faster and more accurate service.

With much discussion and negotiation, we developed a list of basic bank
business skills that each manager or officer should possess. In many cases,
the teachers were senior executives with many years experience in the
industry.

Here is a partial list of the subjects we felt everyone in the bank should master:
1. How does my bank generate interest and non-interest revenue?

2. How are expenses controlled?

3. Who are our prime customers and why do they bank with us?

4. What are the strengths and weaknesses of my bank?

5. Who are our competitors and how do we compare?

6. What is the financial condition of our bank and how does it differ from our
top three competitors?

7. What are the primary issues that my bank and the banking industry are
facing that threatens their ability to stay in and grow the business?

3. LEADERSHIP SKILLS

With limited time and budgets, we determined that managerial skills
development was best accomplished by individual programs typically
provided by outside vendors. There was little agreement on what constitutes
effective communication or motivation skills. Certain skills such as coaching,
evaluation, discipline and planning are better left to outside vendors who can
teach the general philosophies and practices of each subject. It is then up

to the manager and the employee to take that knowledge and apply it to the
individual setting.

Some managers encourage their subordinates to read articles and books on
leadership subjects and discuss the main points in group meetings. Others
encourage employees to publicly identify good and bad leadership behaviors
when they experience them and discuss it as a part of their performance
evaluation process.

Unfortunately, there is not enough time or budget to train everyone properly.
In the financial industry, federal and state banking laws require annual training
on selected regulations. Sexual harassment and discrimination training

becomes necessary — partly because it is an important subject and partly
because it provides the company legal protection in the case of lawsuits.
Many professions require proof of continuing education in their field in order to
maintain their license or certification. These are typically achieved in an after-
work setting.

There is a huge difference between training people in soft skills such as sexual
harassment and discrimination, and hard skills such as computer applications
and loan processing procedures. Successful training occurs when the
learning is applied immediately and consistently to the work environment.
Training programs add value when the training leads to improved stakeholder
satisfaction.
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Are Unions Still Relevant?

In New York State, driving from Albany to Buffalo along the Erie Canal corridor, it is impossible to go 20 miles without
seeing a shuttered plant that once provided good jobs for thousands of capable workers who produced superior goods and
services for worldwide distribution. Where did these jobs go and why couldn’t their unions protect them?

According to the Bureau of Labor Statistics, in 2007, union
membership accounted for 12.1% of the employed wage and salary
workers'. In 1983, the first year for which comparable union data are
available, the union membership rate was 20.1%. Earlier statistical
resources identified the unionized workforce in 1946 at between 40
and 45%.

2. MORE INTELLIGENT AND INFORMED
WORKFORCE.

The shift to more white-collar work in service and technology
has significantly reduced the number of industrial jobs that have
traditionally been union strongholds.* Employees recognize

KENMOORE

Currently, public arguments for passage of the Employee Free

Choice Act focus on the benefits of the act to the unions. There

appears to be little or no discussion on the benefits of unionization to the
organization or the customers who purchase their goods or services from
these companies.

What has happened to cause such a drastic and unsustainable decrease in
membership? There are many reasons, but principally this. Union leadership
has abandoned its historical and successful charter of representing its
membership and partnering with the organization to ensure sustainability and
growth. And they have ignored the changing nature of work and business.

Consider:

1. UNIONS ARE A VICTIM OF THEIR OWN SUCCESSES.

Over the decades, unions successfully raised wages above those of
competitors. Thus, union-made products became more expensive and priced
themselves out of the market to non-union made substitutes (see General
Motors vs. Toyota). This caused unionized companies to close or relocate
their factories and lay off good employees, thus reducing the number of dues-
paying union members.?

Union successfully fought for fair wages, safer working conditions, against
child labor, and health and pension benefits. As a result, the US government
took over those causes and eliminated strong union bargaining tools.
Aggressive legislation such as OSHA virtually eliminated safety issues as a
bargaining chip. The 1964 Civil Rights Act, subsequently amended to include
strong enforcement measures, eliminated the need for unions to agitate
against discriminatory practices. The Equal Pay Act attempts to achieve

parity of equal pay for equal work between men and women. Now, however,
employees who are affected by workplace issues get better results by seeking
redress through the courts rather than the unions.

that unions do not have the power to deliver on their promises

without jeopardizing the sustainability of the company and their
jobs. Websites, blogs, media, newsletters, oral campaigns, etc. are available
to anyone who wants it. For every argument in favor of a particular position,
there are scores of sites for opposing arguments. Employees also know that
the only legal power a union has over a company is the threat of withholding
work, i.e. the strike. And that action contains very serious risks of success and
failure, as well as financial challenges.

3. THE TYRANNY OF ABUSIVE AND EXPLOITATIVE OWNERS
AND EXECUTIVES RARELY EXISTS.

Government intervention has seen to much of this. Competition for talent
has seen to the rest of it. The union’s rightful goal was to change the nature
of executive power into one of a benevolent leadership where everyone wins.
Unions provided effective checks and balances. Guess what? The unions
succeeded beyond their wildest dreams. Management became smarter,
more benevolent, more understanding of human capital and its rightful place
in our society. Arguably, it may not have been for entirely altruistic reasons.
Competition for talent is fierce. Companies who wish to hire the best and the
brightest must prove to those applicants that they are worthy of the needs of
the workforce as well as the needs of other stakeholders. Many companies
are embracing concepts such as Corporate Social Responsibility (CSR)
which argues that a corporation’s success is not based solely on financial
performance.® It is based upon a number of criteria formerly in the domain of
good union negotiators.

4. ECONOMIC AND COMPETITIVE PRESSURES HAVE
TAKEN AWAY CONCEPTS SUCH AS BETTER PAY AND MORE
BENEFITS.

If the company cannot reach and sustain economic competitive advantage,
job security cannot be guaranteed under even the best of circumstances. It

"Your union must justify to the customers who buy your product or service why
union workers generate competitive advantages for the custormers over non-union
workers. What good are higher wagese and benefits to the employees if the fewer
customers are buying what you sell and the company is sliding into bankruptcy?"

can be enhanced, but only by allowing the company to quickly take advantage
of market opportunities as they are recognized, and before the competition
takes similar action. When compared to their non-union colleagues in any
industry, there is relatively little research that supports the output and quality
of union workers over non-union workers that justifies a premium price
demanded in the contract.

The competition for the consumer’s dollar is fierce and unrelenting, particularly
so with today’s economic downturn. There are multiple options for buying a
car in the U.S. as buyers are no longer restricted to the Detroit Three. Market
research shows that consumers buy their beer based upon taste, price and
brand loyalty. Very few people buy their beer based upon whether or not it

is made with union labor. Disposable income is typically carefully rationed by
the consumers. Unsurprisingly, they want the best quality for the best prices.
That is something that is not negotiated. Rather it is dictated by consumer
spending habits that are heavily researched.

Labor costs are but one factor in producing a product or service at
competitive rates. All costs must be examined carefully to see if the money
is being spent wisely. These can include energy, raw materials, taxes, rent,
mortgage, salaries, infrastructure, and utilities. Union offices are no different.
Labor unions are in a service business. They provide qualified labor as
needed by an organization. As such they are subject to the same economic
pressures that any other vendors
must endure. Their income must
exceed their expenses thus
generating profit to fund and
advance other worthy objectives.
They must be competitive against
alternative sources of labor. This not
only includes salaries and benefits,
but availability, quality, stability,
automation, and other characteristics
desired by the hiring company. They
must be able to help the company
sustain operations and grow the
business. They must help the company maintain competitive advantage in a
very un-level, even unfair, playing field. In short, unions can no longer play the
adversarial role. They must be a party to the sustainment and growth of the
organization.

5. UNIONS ARE UNABLE TO STEM THE TIDE OF, OR
CAPITALIZE ON, GLOBAL ECONOMIC AND CULTURAL
CHANGES.

The economy has become global in nature and technologically advanced

with the advent of the Internet and its affiliated capabilities. A customer can
buy an automobile manufactured in the U.S. from a dozen manufacturers.
This provides freedom of choice which is vital to our way of life. In the past,
Chrysler, Ford and GM competed against each other. Now all three are
lumped into the category of “Detroit” and must now compete in a global
marketplace against companies like Toyota, Daimler, Fiat, Hyundai and
Renault. The clothes that you wear are mostly made in foreign shops and sold
at Wal-Mart and Target. Online ordering with LL Bean has eliminated the brick
and mortar stores, with accompanying local jobs.

The shift in beer manufacturing to mass production has coincided with
consolidations within the beer industry, and the elimination of thousands of
jobs. Today, three major brewers, (Molson-Coors, SAB Miller, and Anheuser-

Busch InBev) control 95% of beer production in the U.S.> The result has been
the elimination of hundreds of small breweries that brewed full-flavored beers
and employed thousands of people, many of them unionized.

Culturally, research shows that today’s Generation Y - those born after
1985 - is one that is constantly wired into the 24/7 world and is not likely to
be constrained by a 3-year contract at 40 hours per week where job behavior
is restricted.® They cherish their freedom to move about freely, develop

their professional and social network, pad their resume with additional skill
sets, and participate in decision-making events. Employees are increasingly
demanding that their employers provide a work environment that typically
cannot be negotiated in a contract session. Issues like environmentally
progressive policies, work-life balance, and skills development are critical to
this generation. They do not look to the union to provide it. Rather, they look
to the organization and to the community for these satisfiers. And, they are
mobile enough to go to wherever it is provided.

6. UNION MEMBERS ARE INCREASINGLY DEMANDING THAT
THEIR LEADERSHIP DELIVER MEMBERSHIP BENEFITS THAT
THEY CANNOT GIVE.

Employees are smarter than ever. They can read the newspapers and the
Internet and understand the pressures affecting their company and industry.
They are scared for their jobs and their

" . .
Many companies are embracing CON-  pions are ot acressing e s
cepts such as Corporate Social Respon- ©victorstothe socaled Empioyee

Free Choice Act note that, if unionized,

sibility (CSR) which argues that a cor-  man smai busness ouners i ve
poration’s success is not based solely on
financial performance. It is based upon  Accordingto e schenectacy, v
anumber of criteria formerly in the
domain of good union negotiators."

forced to shut down rather than to
absorb the cost of a union contract.

Chamber of Commerce, most small
businesses within its membership are
staying in business just by the skin

of their teeth.” In a small business
unfriendly state like New York, any form
of additional costs would have a strong and negative impact on their ability
to stay in business. Unions have not been able to generate sustainable cost/
benefit arguments justifying the value of a unionized workplace.

7. HIGHER WAGES, BENEFITS AND JOB SECURITY ARE NOW
NON-STARTERS.

Being the leader in salaries and benefits is causing nervousness among the
employees working for those companies. They want to know if the company
can sustain those wages. Under extreme competitive pressures, corporations
have learned to be very judicious in the allocation of corporate assets, e.g.
labor. Over the past several decades, well-paying union jobs in the Northeast
migrated to southern states where the cost of labor was less and state
governments did more to attract corporate investment. Now, even those
jobs are being outsourced to foreign locations, and there is very little that the
unions can do to prevent it. Conversely, foreign companies such as Toyota
and Honda are operating in states where the labor relations issues are less
restrictive than in other parts of the country. Further, with access to multiple
forms of information such as the Internet, blogs, websites and the media,

the employees have become much more savvy regarding the economic
condition of their company and the industry. They understand that the Jobs
Bank program at General Motors may be a good idea conceptually, but is
unsustainable in real economic life.
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8. THE PLAYING FIELD IS NOT LEVEL.

At the end of World War Il, the US had virtually no meaningful international
competition. Europe and Japan were devastated by the effects of the
war. We were free to establish our own economic rules without regard

to external competitive pressures. Ford, GM and Chrysler competed
against each other. Local banks competed with local banks. McDonalds

fought Burger King for the fast food business. Life was good. Then came

competition, most notably with the first gas crisis in 1973 when the price of

a gallon of gas shot up from 38 cents to 92 cents!

European and Asian economies rebounded and began, for the first time,
to challenge American superiority. Unfettered by American work rules

and laws, and the so-called legacy costs, foreign operations were able to
provide the same or similar quality of goods and services as their American
counterpart, but at a much lower cost per unit. True, there were and are
abuses with child labor and unhealthy work conditions, but American
industry flocked to these off shore sites for the financial benefits of lower
labor costs. Conversely, foreign companies began to invest in American

industries by demanding conditions unheard of in American unions.

What can unions do to better serve their

membership? Here are some suggestions:

"Now (...) employees

their focus to include the customer needs and desires and understand
clearly why the customers buy from them. The Cadillac division of
General Motors does not sell automobiles. [t sells prestige and status.
It competes with furs, jewelry, yachts and other high end goods valued
by the customer. Negotiating strategies must be conducted with the
customer firmly in mind. Any improvements in topics such as salary,
benefits and job security must be tailored to the company’s ability to sell

what the customers want and are willing to pay for.

* Help the company increase revenue and decrease costs. Within your
own household, tough economic times means carefully examination your
income and your expenses. Your household operating plan is to have
more money left over at the end of the month, rather than to have more
month left over at the end of the money. Organizations are managed

in exactly the same way. They must remain solvent and profitable. If
they are successful, the company stays in business, union members
retains their jobs, and union dues continue to be collected. The current
legislative activity of the unions is aimed at increasing union membership
in companies, thus generating additional income through dues-paying
members. It does not address the competitive pressures facing these
organizations that threaten their very existence. The ultimate focus on
negotiating strategies is to help the company stay

in and grow the business. Anything less than that

Wh() are aﬁected by W()rl(- invites economic disaster for all parties.

* Establish a value metric that improves

competitive advantage for the organization.

place issues get better

*Get over the adversarial mindset of your

Value is something that is perceived by the results by seekmg I edr €SS  ancestors. Smart negotiators on both sides argue

customer and justifies the price paid for the

product or service. Your union must justify to the

through the courts rather

their interests, not their positions.®  For every

business decision, there is a cost/benefit analysis

. "
customers who buy your product or service why than the unions. that must be made. From that analysis comes

union workers generate competitive advantages

for the customers over non-union workers. What good are higher wages
and benefits to the employees if the fewer customers are buying what you
sell and the company is sliding into bankruptcy;

*Focus your negotiating efforts and results on the customers who

buy your products — not the membership. Every contract negotiation
session must focus on the end user of your product or service. It is not
the employee! They are but one of a series of vital tools necessary to
convince the consumer to buy your product or service. Clearly, without
the employees, no product or service would be produced. However, with
out the customer, there is no need for the employees or the company or
the union. The skill and the art of business is in convincing the customer

to buy your product at the price you wish to charge. Unions must expand

arguments designed to advance a particular point
of view. It is frequently not a question of right vs. wrong, but who has done
a better job of analyzing the data and developing a superior argument.
To the business owners, executives and union leadership, you are not
enemies of each other. Get over it and start focusing on keeping your
company in business against aggressive competition in a very un-even

playing field.

If your union can help me stay in and grow my business against
unrelenting competitive, financial and government pressures, | would
gladly sit down with you and welcome your advice and participation.
Unless you can directly improve the condition of my company, you will
provide little value to me, my customers and my owners. | fear that you

will become completely irrelevant.

1. U.S. Department of Labor, Bureau of Labor Statistics, 2009, http://www.bls.gov/news.release/union2.toc.htm
2. The Social Studies Help Center, 2009, http://www.socialstudieshelp.com/Eco_Unionization.htm

3. Employment Times, August 16, 2007, www.employmenttimesonline.com
4. Customer Centricity, Inc. http://www.customercentricity.biz/

5. SEC Form 10-k, Boston Beer Company, for the period ending December 31, 2007.

6. \When Generations Collide, Lancaster, Lynne & Stillman, David, 2002.

7. Schenectady (NY) Chamber of Commerce, Business Advisory Council, 2008

8. Getting to Yes: Negotiating Agreement Without Giving In, Fisher, Roger & Ury, William, 1991.
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LS tpomot yia evtvyia Kat
emitvyia oty epyaoia

{uaote on SovAeld pac yia TovddyioTov okt Wpec THY nuépa, vi avtd kat Oa mpémer va mpoomaBovue va kdvovue Tov
Eiyaore o7 Soudeid pag yia rovddy pes TV 1uépa, P P u 0
Xwpo wov spyaZo’yaoTz 000 TI0 evydpLoTo yiveTal.

Yiyoupa n kaAA enikovwvia HeTagu AieBuvong kai Mpoownikou Kal
Ol PINKEG OXECEIG UE TOUG OUVADEAPOUG NaiCouv kaBopIoTIKG pOAO

OTO VA €UACTE EUXAPICTNUEVOI OTNV £pyacia. QoTOo0, N ATOUIKA Jag

otdon, UI0BETOVTAC SNACdH EUXAPICTN Kal BETIKA oTAoN, UNOPEl va
OUUBAAEI GNUAVTIKA OTNV EQYACIAKN Pag eUTuXia. MEPIKEG EVEQYEIEQ

nou Ba unopoUcape va KAVOUE WOTE VA EUACTE MO XAPOUUEVO! KAl

KATA CUVENEIQ NapaywyIKOTEPOI:

EIMAI OPTANQMENOZ/H

O1idxvw €va UAONOoINCIKO NEOYPAPKA KAl OpYavwOVopal cwoTtd BETo-
VTaG TIG NPOTEPAIOTNTEG TNG €BOOUASAC Kal TNG NPEPAG apxilovTag
and TG Mo CNUAVTIKEG. Mnopw va aiepwvw 15 AenTtd otnv apxn
NG NPEPAQ yIa va kAvw auTd TOV NPOYPAUUATIONO. ANG TO KUPIOTE-
00 NpPocnabw 1600 va €xw EekdBapoug oTdxoug GO0 Kal va KaTop-
BwVw va TouC UAOMOIW.

MPOZAPMOZOMAI

To va éxw EUENKTN okEWN Pe BonBd oTo va npocapuélopal kai va
€ilual avoixtdg/n oTig aMayEg. Autd anoTeAel Tov un’ apiBud éva
napdyovta eniBiwong oToug cUyXPovoUG OPYavIGUOUG.

MAGAINQ ZYNEXQZ KAI ANAMTYZZOMAI

AvalnTy CUVEXWDG EUKAIPIES YIa pABnon kar BeATIwon Twv IKAVOTA-
TWV HJOU, (HOTE VA aVaveWVoual Kal va diaTnpeital o evBouoiapog
Jou vyia gpyacia.

MPOZMASQ NA AHMIOYPIQ KAI NA AIATHPQ ®IAI-
KEZ ZXEZEIZ ZTHN EPTAZIA

BIKY

XAPAAAMITOY X
H Bikv Xapaldumovg etvat
ano@orrog Tov Tuuarog
Aebvov ket Evpwmaikdoy
Owovoptk@y movdv
Tov Okovopkod
TMavemotpiov ABrvey
(ASOEE.) kat éhafe
TO UETATTTVYLAKO THG
oty Opyavwtiky
Kkat Owovopukr
Yoyohoyia and to
[Mavreto [Mavemoto.
Epyaotnke oty SHL
Hellas, 7o Ivotitovto
Avénrolng wg YretBovy
Enayyelparicod
ITpooavatohiopov, oy
British American To-
bacco, Cyprus otn 6¢om
6 Human Resources
Executive. A6 to Mdto
2010 epydlerar wg
YredOvvn [poohiyewy
Kat Auayeipiong AmoSoong
otov Opo Exapéoy
TManaéNva. Eivar pélog
TG EpELYNTIKAG opddag
YT pehém) Twv Oetikay
ovvatoOnudtwy otov
£pyactakd ywopo (www.
positiveemotions.gr).

MASAINQ AMNO THN KPITIKH

Aev anoppinTw auéows TNV KPITIKA Twv AAMwV. MEPIKES POPEG
dTopa Nou PNOPEl va pn oupnad Pnopei va pou dWoouy Mio IA-
KpIVA avaTpopodoTnon. Aev To Naipvw NPocwnikd. Akouw, TO
ene&epydlopal kal PETA anopaoifw nola BeTIKA evépyeia Ba ako-
Aoubnow.

AHMIOYPIQ EYXAPIZTO MPOZQIMIKO XQPO

T KEPTOPAl NPAYATA NMOU UE EUXAPIOTOUV Kal DIAKOCUW UE autd
TO YPAPEO ou. TOMOBETW EIKOVEG MOU [IE KAVOUV VA XAPIOYEAD
Kal YeVIKG va vIkBw opoppa.

AIATHPQ KAAH YTEIA

To va Tpépopal cwoTd Kal va nivaw dpovo vepd katd Tn SIdpKEIa
™G Nuépag pou divel evépyeia. Eniong, BonBd oTo va éxw KaAUTe-
N oTéon yia Tov €auTd IOU Kal TO NEPIBAAOV [ou.

ADOZIONOMAI AMEPIZNAZTA ZTHN EPTAZIA MOY

Edv e kupleUouV Ta MPocwnIKA pou NPoRAAUATa eV giual otn
OoUAeId gival DUOKOAO VA OUYKEVTPWOW OTa KaBrKovTa pou. EGv n
Zwn pou eival yeudmn oTpeg, eival SUCKOAO va €pxoal XapoUEVOS
otn SoUAeId. ‘Onwg akpIBWS NPENEI va aprivw T SOUAEIG oTn dou-
AEId, XPEIGZETAl VA APrivw Ta NMEOCWIKA LoU NPoBAAUATa oTo OniT.
Edv eniBupw, Aoindv, va gijar napaywyikdg otnv epyacia Ba npénel
Va ENIKEVIPWVOAI OTa BEUATA NOU aPopouV T SOUAEIG [ou.

MASAINQ NA ANATNEQ

EnideikviovTag QINKOTNTA, cuvepyacia kal opadikd nveuua augdveral
onpavTika N napaywylkdétnta pou. Ekel nou xpeiddetal ¢ntw Tn Bonbeia
TWV CUVAOEAPWY IOU Kal OKEPTOUAI DNUIOUPYIKA YIa TPONOUG NOU Unopw
VA CUVEPYAOT®W PE TOUG AANOUG, OTE VO PTACOUNE OE UPNASTEPQ ENiMne-
da anodoTIKOTNTAG Napd av ektehoUoape pia epyacia atopikd. Mnopw, eni-
ONG, VO CUVAVAOTPEPOPAl UE ATOHA NOU €XOUV Ta id1a evOIAMEPOVTA KAl
TPOMNo LwNg pe péva. Autéd pe Bonbd va aicbdvopal nio dveta evw Bpioko-
par otn SoUAEId.

ATMOAEXOMAI TOYZ ANOPQIMOYZ

Aev aprivw TN CUPNEPIPOPA TWV CUVEPYATWOV JOU VA PE ENNPEACEI ApvNTIKA.
Apou dev pnop va aAdGEw Toug avBpwnoug nou cuvepyaloual, padaiva
nwe va avtidpw. EAv dnuioupyouvtal evidoeiq npoonabw va TIG avTIETWNi-
Ow KATAAMNAQ. Agv aprvw TNV KAk oTdon KAnolou AAOU aTéuou va ennpe-
doel apvnTiké Tn SIKA pou didBeon.

MOAMEG LENETEG €xouv deiEel OTI 0I AOKACEIG yia BaBid avanvor BonBouv otn
VEVIKA uyeia. Mpoonabw, €701, va naipvw BaBIEG kal DIOPKEIG avanvoég KaTtd Tn
DIGPKeIa TNG NPEPAC. AUTO UNOPET va AUEAVEI TNV EVEPYEIQ LOU KAl Va JE KAVEI
va Bpiokopal o eypriyopon. BonBd, eniong, otnv EKTOVWON APVNTIKWY CUVAIl-
oBNuATWY 6NWG 0 BUPGS Kal TO AyX0G.

MAPAKINQ TON EAYTO MOY

Aev NepIPévw TNV NApakivnon va €pxetal nAvroTe and Toug GAouG. M'vwpiw ot
kavévag OV UNOPEl va NApaKIVACE! kavévay, av Oev eival o IBIog NapaKivnévog/n.

MMAINQ XTH ©EXH TON AAAQON

H evouvaicBnon, To va unaivew otn Béon Tou dA\oU, Eival N IEYAAUTEPN KOIVWVI-
kn SegoTNTa. MPoonabw ndvra va pnaivw otn B€on Twv CUVADEAPWY LIOU, TwV
NEAATWV POU Kal Va VIDBW TIG AVAYKEG, TIG OKEWEIG Kal T cUVAIOBApATA TOUG.

AuTO e KAvel oAU Mnio anoTeAecaTIKG/M oTn SOUAEIA [JoU Kall Mo cupnabn oTig
OXECEIG [IOU.

EAEMXQ TA ZYNAIZ©HMATA MOY

Aev eNMPENW OTa APVNTIKA cuvaicBripaTa Tou dyxoug, Tou Bupoy, TG anoyon-
TEUONG VA UNAOKAPOUV TO HUAAG pou. Tvwpidw OTI To KAAUTEPO avTidoTO yia T
apvnTIkG cuvaicBnuarta sival Ta BeTIKG cuvaiobrparTa.

AIAGETQ XIOYMOP

To xI0Upop EKTOVWVEI KPIOEIG Kal NpoAaBaivel TIG cuykpoUcelg. EniotpaTtelw 1o
XIOUUOP Kal TO XAPOYENO OU OTIG KABNPEPIVES IOU OXECEIG. ANUIOUPY® EUXA-
piotn diGBeon TGCO o€ Péva OO0 Kal oToug YUPw HOU.

EMIKENTPQNOMAI ZTA ©ETIKA THZ EPTAZIAZ MOY

Enikevtpwvopar ota BETIKA NoU PNOPE( va IoU MPOCMEPE! N EpYACia LUoU Napd
oTa apvnTIKA. TpAgw, yia Napddelyua, 5 OTOIXEI Ta onoia eKTIW Kal ArnoAdp-
Bdvw otn douAeId pou.

AiaBaZw autr Tn Aiota 6rnoTe VIKBw anoyonTeupEVOS/n e T SOUAEIG LIoU.
Tovicovtag ta BeTIkA Unopei va yiver N SoUAEId ou NMoAU nio euxdpioTn!

TéAog, BupiCw oTov eauTd Pou OTI N ENITUXIA KAl N EUTUXIA JoU 0TN SOUAEIA
AM\G kar otn {wn pou, YeVIKd, eival npocwnikh pou undBeon kai AIKH MOY
EMIAOIH. Eyw eiparl unedBuvog/n yia TIG OKEWEIG Jou, Ta cuvalicbriuaTa Kai Tig
OUMNEPIPOPEG Hou. K&Be pépa, Aoindv, EMAEYw va KAvw BETIKEG OKEYEIG, va
€xw BETIKA cuvalctpaTa Kai Mo BeTIKEG OXETEIG.

.
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ACS AIRTRANS AMDOCS
P. O. Box 70701, 3802 Limassol AIR COURIER SERVICES CYPRUS LTD P.O. Box 25532, 1310 Nicosia P. O. Box 50483, 3606 Limassol
Tel: 25360015 T.8. 26829, 1648 Neukwoia Tel: 22559000 Tel: 25 886000
Fax: 25360025 TnA: 22762062 Fax: 22559111 Fax: 25 886560
Email: info@allied-asset.com ®Dag: 22762052 Website: www.airtrans-group.com Website: www.amdocs.com
Contact Person: Apostolos Nikolaou loTOXWPOG: Www.acscyprus.com Contact Person: Andreas Papadopoulos
Eknpéownog opyaviopou: Mapia Motapitou
ALLIED ASSET

MANACZC

Contact Person: Stefania Vlasceanu,
Chrysanthi Marangou
s,
. EMENT

amdocs
AON HEWITT AP APPROVED PERSONNEL CYPRUS C.A. PAPAELLINAS EMPORIKI LTD CASSOULIDES MASTERPRINTERS
8 John Kennedy Avenue, Athienitis House, 8, John Kennedy Ave., Office 105, 1087 Nicosia (ALPHAMEGA) T.6.T.0. 21980, 1515 Aeukwoia
3rd Floor, 1087 Nicosia Tel: 22817817 P.0.Box 27879, 2433 Nicosia TnA: 22843600
Tel: 22458011 Fax: 22817827 Tel: 22469520 ®Dag: 22348835
Fax: 22458012 Website: www.ap-executive.com Fax: 22469541 loToxwpog: www.cassoulides.com.cy
Email: philippos.mannaris@aonhewitt.com.cy Contact Person: George Georgiou Email: marios@alphamega.com.cy Eknp6ownog opyaviopou: Madiog AciZou
Website: www.aonhewitt.com.cy Website: www.alphamega.com.cy
Contact Person: Philippos Mannaris Contact Person: Marios Antoniou
; cassoulides
Hewitt MASTERPRINTERS
clim CYFEED BIOFEEDBACK CENTER LTD DELOITTE & TOUCHE LIMITED DELTASOFT LTD
P.O. Box 20378, 2151 Nicosia 3, P Dimitrakopoulou str, FI 203 P.0.Box 21675, CY-1512, Nicosia Tel: 357 22375254
Tel: 22462246 1090 Nicosia Cyprus Main: 22360300 Fax: +357 22519369
Fax: 22331121 Tel: 22374127 Fax: 22666006
Website: www.ciim.ac.cy Fax: 22374094
Contact Person: Marios Siathas

skype: deltasoft_lItd
Website: www.deltasoft.eu
Email: apapagapiou@deltasoft.eu
Contact Person: Andreas Papagapiou

MANAGEMENT o CyFeed DeIOitte. C&d 81ta
ECDL CYPRUS

Website: www.deloitte.com/cy
E-mail: cyfeed@cytanet.com.cy
YPRUS
INTERNATIONAL

Contact Person: Nicos Papakyriacou,
Contact Person: Dr. Christos Hadjicostas George Pantelides

c Website: www.anti-stress.org

m INSTITUTE OF

ERNST & YOUNG CYPRUS LTD E.C. EXECUTIVE CONNECTIONS LTD FBME CARD SERVICES
P. O. Box 27038, 1641 Nicosia, Cyprus 36 Byron Avenue , 1511, Nicosia, Cyprus 25 Enthikis Antistaseos, 3025, Limassol P. O. Box 25503, 1310 Nicosia
Tel: 22460680 Tel: 00357 22 209999 P.O. Box 56616, 3309 Tel: 22 557567
Fax: 22767349 Email: ioannou@cy.ey.com Tel: 25387600 Fax: 22 557503
Website: www.ecdl.com.cy Website: www.ey.com Fax: 25373795 Website: www.fomecs.com
Contact Person: Irene Papazisimou Contact Person: Zacharias loannou Email: info@executiveconnections.eu Contact Person: Mr. Yiannos Koullinos
(Direct: 00357 22 209774) Contact Person: Mrs. Elena Vassiliadou
= Website: www.executiveconnections.eu
@ ECDL &I ERNST & YOUNG EXECUTIVEM
Quality In Everything We Do ONNECTIONS
FYSAIR LTD FIRST ELEMENTS EUROCONSULTANTS LTD (GRS) GLOBAL RECRUITMENT HEALTH INSURANCE ORGANISATION
P.0.Box 28589, 2080, Nicosia Cyprus 10 Gregoriou Xenopoulou, 1st Floor, 1061 Nicosia SOLUTIONS LTD P.0.Box 26765, 1641, Nicosia
Tel: 22497890 Tel: 22875810 Pamelva Building, Office 205, Comer Kannigos and Tel: 22557200
Fax: 22311766 Fax: 22757080 Griva Digeni, 3035, Limassol Website: www.hio.org.cy
Contact Person: Andreas Karkotis Email: info@firstelements.com.cy Tel: 25342720 Contact Person: Angelos Tropis
Contact Person: Mr. Panayiotis Pastos Fax: 25342718
Website: www.firstelements.com.cy Website: www.grsrecruitment.com
o fysair EED Contact Persor.l.: Georgia Michaelides ﬁ
L1o FIRST \ H
ELEMENTS i
HRM CONSULTANTS I.E. MUHANNA & CO. INNOVAGE CONSULTING INMOTION LTD
P.O.Box 25022, 1061 Nicosia Block C, 4th floor, 1095, Nicosia - Cyprus 5 Nafpaktou Str., 2221 Nicosia
Tel: 22755330 Tel: 00357 22 456045
Fax: 22452611 Fax: 00357 22 456046
Website: www.hrm.com.cy

42 Tempon Street, Office 301
Tel: 22488088 2408 Engomi, Nicosia, CYPRUS
Fax: 22485607 Tel: 22 253064, 96 842531
Website: www.innovageconsulting.com Fax: 22 253064
Contact Person: Mr. Costas Konis Email: inmotion@cablenet.com.cy

Skype id: inmotionltd
INNOVAGE

Website: www.muhanna.com
Contact Person: Nicos Stylianou

B : ‘.y‘@hannam

"\’anotion Ltd
1.B.C.S. TRADING & DISTRIBUTION CO LTD ICAP CYPRUS LTD KARAISKAKIO FOUNDATION KARIERAKYPROS.COM
Omiros & Araouzos Tower, 7th Floor, 25 Olympion 169 Athalassas Avenue, Office 102 P.0.Box 22680, 1523 Nicosia Apostolou Pavlou 10A, Maroussi, 15123,
Street 3035, P.O. Box 53049 CY 3300 Limassol 2015 Strovolos, Nicosia, Cyprus Tel: 22772700 Attiki, Greece

Tel: 25 837000 Tel: 22 871872 Fax: 22772888 Tel: +30 210 81.15.300
Fax: 25 360018 Fax: 22 316192 Website: www.cybmdr.org Fax: +30 210 81.15.309
Email: hr@audeh-group.com Email: aanastasiou@icap.com.cy Contact Person: Julie Kitromilidou Website: www.karierakypros.com
Contact Person: Mr. Andreas Sawides Contact Person: Mr. Adonis Anastasiou Contact Person: Christos Kourouklis, Country
Website: www.audeh-group.com Website: www.icap.gr Manager (Cell: +30 693.73.34.485)
= o8 karierakypros.com
K. A. STAVRINOS CONSULTANTS LTD LOIS BUILDERS LTD LEXACT LTD myCVpro.com
P.0.Box 23404, 1683 Nicosia T. ©. 24360, 1703 Aeukwoia Vyzantiou 30, off 22, 2064 Nicosia P.O Box 42550, 6500 Larnaca, Cyprus
Tel: 22468300 TnA: 22778777 Tel: 2203161 Tel: 7000 50 10
Fax: 22468303 ®ag: 22773153 Fax: 22665535 Fax: 7000 50 15
Email: kascons@cytanet.com.cy loToxwpog: www.loisbuilders.com Website: www.lexact.com.cy Email: info@mycvpro.com
Contact Person: Mr. Kypros Stavrinos Eknpéownol opyaviopou: Nikohag Aong Contact Person: Olga Georgiades Contact Person: Mr. Thanos Vassiliades
H Website: www.mycvpro.com
8 ) Lois I&
(O S Builders

1 ei':aCt ! chgfo.uun |

OPIrANIZMOI MEAH TOY Ku.zZu.A.A.A. | CyHRMA CORPORATE MEMBERS
MERITSERVUS LIMITED

MRV SIMPLE TECHNIQUES LTD OMIAOZ AAIKOY ONEWORLD LTD
P.0.Box 53180, 3301, Limassol, Cyprus Mouseou Street, Kythira 6 Building, T.6. 21812, 1513 Aeukwoia P.0.Box 25207, 1307 Nicosia
Tel: 25857700 Flat 303, 3090, Limassol - Cyprus TnA: 22717128 Tel: 22496000
Fax: 25356010 Tel: +357 25811511 Dag: 22347976 Fax: 22493000
Website: www.meritservus.com Mob: +357 99 383891 Eknpoéownol opyaviopou: Mavvog Mérag, Website: www.oneworldweb.net
Contact Person: Heidi Pajunen Fax: +357 25375118 Mapiva Zupeou Contact Person: Anna Spyrou
Email: christine@michaelvirardi.com
Website: www.michaelvirardi.com =
Meritservus Contact Person: Christine S. Antoniou J

LAIKO GROUP Oneworld
OMIAOZ ETAIPEIQN ANAPEAZ OCECPR PLANNING CYPRUS LTD PEOPLE ACHIEVE
ZODOKAEOYZ Helioupoleos 12, 1101 Nicosia P. O. Box 23392, 1682 Nicosia P.0.Box 24273, Nicosia 1703
T. ©. 58159, 3026 Aepeaodg Tel: 22693000 Tel: 22456050 Tel: 22773334
TnA: 25849000 Fax: 22693070 Fax: 22456070 Fax: 22780999
®ag: 25849100 Website: www.ocecpr.org.cy Website: www.planningcyprus.com Website: www.peopleachieve.com
lotoxwpog: www.soflawfirm.com Email: info@ocecpr.org.cy Contact Person: Athanasios Mavros
Exnpéownog opyaviopoU: Kara Mapnni Contact Person: Neophytos Papadopoulos

PERFORMA CONSULTING LTD POWER IMAGE MISCO
18 Kyriakou Matsi Avenue - Victory Tower, P.0.Box 25447, 1309 Nicosia
Office 301, 1082 Nicosia Tel: 22660006

Tel: 22315930

Contact Person: Aleen Andreou

P|LIAININ/IINIG
clyirirluis] LT

Peoplefchieve

Maximising Human Capiltal

P&P ICE CREAM PRICEWATERHOUSECOOPERS
P.O. Box 25040, 1306 Nicosia

Julia House, 3 Themistocles Dervis Street,
Tel: 22445566 1066 Nicosia
Fax: 22661222 Fax: 22835738 Tel: 22555000
Fax: 22315760 Website: www.powerimageservices.com Email: human.resource@pandpicecream.com Fax: 22555173
Email: inform@performa.net Contact Person: Stephanie Dikaiou Contact Person: Jovana Papaphilippou Website: www.pwc.com/cy
Website: www.performa.net Contact Person: Evgenios Evgeniou,
C?a(t Person: Dimis Michaelides @ |POWER ' Marios Melanides, Philippos Soseilos
IMAGE.
/) performa moco | _IMAGE. b PRICEWATERHOUSE(GOPERS
PASCHALIS CONSULTING PRIMETEL PLC PH.H.EASY CATERING RENAISSANCE INSURANCE
P. O. Box 16241, 2087 Nicosia 141 Omonia Avenue, The Maritime Centre, Block B (CHATEAU STATUS) BROKERS LTD
Tel: 22454547 3045, Limassol, P.O. Box 51490, 3506 P. O. Box 24540, 1300 Nicosia
Fax: 22454548 Tel: 25867000
Website: www.paschalisconsulting.com Fax: 25028422
Contact Person: Elena Paschali

Email: hr@prime-tel.com

. Contact Person: Mrs. Linda Zamboglou
() Website: www.primetel.com.cy
Paschalis Consulli

rreseTiee >
ZYMBOYAIO AMOX. ZYNTEXNIA ENIZTHMONIKOY
AEMEZOY - AMAGOYNTAZ NPOZQMIKOY AHK (ZEMAHK)
T.©. 50622, 3608 N\epeocdg T.8. 24506, 1065 Neukwoia
TnA: 25881900

®ag: 25881777
loToxwpog: www.sbla.com.cy
Eknpdéownog opyaviopou: Xapd MNavépa

TnA: 22201007
Exnpoéownog opyaviopou: MixdAng MixanA

!";::'\e‘ EED#AHE
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TSYS UNIVERSAL LIFE INSURANCE
P.0.Box 20552, 1660 Nicosia

Tel: 22882600
Fax: 22882884
Website: www.tsyscardtech.com
Contact Person: Kenneth Cuschieri,
Zoe Leonidou

PUBLIC CO LTD.
P.0.Box 21270, 1505 Nicosia
Tel: 22882222
Fax: 22882200
Website: www.unilife.com.cy
Contact Person: Kypros Miranthis, Maria Kakouri

SYS

UNIVERSAL LIFE

WORLD TRADE CENTRE LTD WORKFORCE CYPRUS
P.0.Box 58023, 3730 Limassol 1 Nicolaou Skoufa, (Office 202), 2415 Engomi
Tel: 25588116 Tel: 22679800
Fax: 25588299 Fax: 22665535
Website: www.wtccy.org Website: www.workforcecyprus.com
Contact Person: Styliana Pontiki-Drege Contact Person: John Papachristos

WORLD TRADE CENTER
[CYPRUS) e

WorkForceds

Tel: 77771167
Fax: 22445310
Website: www.chateaustatus.com
Contact Person: Phokion Hadjioannou

P. O. Box 28391, 2094 Strovolos
Tel: 22311662
Fax: 22313633

Contact Person: Christos Gavriel

SONGA OFFSHORE TSERIOTIS CONSUMER GOODS
25 Kolonakiou Street, 4103 Limassol, Cyprus P.O0.Box 12764, 2252 Nicosia
P.O. Box 54023, 3720 Limassol, Cyprus Tel: 22467110
Tel: 25 207700

Fax: 22480379
Fax: 25 311175 Website: www.tseriotis-fmcg.com
Email: nneophytou@songaoffshore.com

Contact Person: Kyriakos Andreou
Contact Person: Mrs. Neophyta Neophytou
Website: www.songaoffshore.com

mre TSERIOTIS
>

UNIVERSITY OF NICOSIA UNIVERSITY OF CENTRAL
P.0.Box 24005, 1700 Nicosia LANCASHIRE-CYPRUS
Tel: 22841500 15 Stratigou Timayia, 1st Floor, Linda Court
Fax: 22352057 6051 Larnaka, PO Box 42440, 6534, Cyprus
Website: www.unic.ac.cy Tel: 24 812121 / Fax: 24 812120
Contact Person: Dina Hassabi, Ifi Christoforou Email: info@uclancyprus.com.cy

Contact Person: Mr. Pavlos Pavlou
Website: www.uclancyprus.com.cy
[P UNIVERSITY OF NICOSIA
| NANENIZTHMIO AEYKOEIAL
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Journal «’AvBpwrioc Kal Epyacia» (“People and Work”)

Free

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

Free

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

Free

Participation in seminars, workshops and conferences organised by the Association

Member Rate

Advertising “Job Vacancies” in HR in “Human.Net”

Free

Purchase of research or survey results published by the Association

Member Rate

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

Free after approval

Invitations to participate in all events organised by the Association

Free / Member Rate

Provision of advisory services from members of the Association following special

arrangements as well as the development of professional and research partnerships.

Special Arrangements

Distribution of information by email to members of the Association

30% discount

Distribution of information by mail to members of the Association

30% discount

Advertisements in the journal “People and Work”

20% discount

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

Free

Advertisements in “Human.Net”

30% discount

Sponsorship of “e-HR Trends”

30% discount

Meplodikd «'AvBpwriog Kal Epyacia»

Awpedv

MpoBoAn Tou OpyaviouoU oe e1dIKN oeAida oto Meplodikd «’AvBpwrioc Kal Epyacia»

Awpedv

Ta nAekTpovika €vturna «Human.Net» kat «e-HR Trends»

Awpedv

SUUMETOXN OE OSUIVAPLa, EPYAOTHPLA, CUVEDPLA TOU SUVOECUOU

T Méhoug

Ayyeliec oto Human.Net yia «Kevéc O¢osig» A.A.A.

Awpedv

Ayopd eKdOOEWV YO £PEUVEG Kal UEAETEG TIOU £KSIdeL 0 ZUVDEOUOG.

T Méhoug

Alkalwpa va avaypagetal ota emotohoxapta 6Tt o Opyaviouoc eivat MéAocg

TOU SUVOECHOU KAl VA UIMOPEL va yiveTal Xpron Tou AoyOoTuriou

Awpeav PETA ard £yKpLon

MPOOKANOEIC CUUPETOXNG O OAEG TIC EKONADOEIC TIOU dlopyavwvel 0 SUVOECTUOC.

Awpedv / Tiun Méloug

Mapoxr) CUUBOUAEUTIKOV UTINPEECLOV artd HEAT TOU SUVOEOUOU KATOMLY EI8LKOV

dleuBeTNOEWV KAl AVATTTUEN EMAYYEAUATIK®OV KAl EMIOTNUOVIKOV CUVEPYACLMV.

E1d1kég Aleubetnoelg

AMooTOA eVTUMWV O£ NAEKTPOVIKN HOPPT OTA HEAN TOU SUVOECUOU

30% EKMTWON

AMOOTOA eVTUNIWV HEOW TAXUSPOUEIOU OTA MEAT TOU SUVBECUOU

30% EKMTWON

Alapnpuiosic oto meplodikd «AvBpwriog Kat Epyaocia»

20% £KMTWOoN

MpoBoAn Tou OpyaviopoU os €181k oeAida TG lotooeAidag

Awpeav

Alapnuiosig oto «Human.Net»

30% £KMTWOoN

Xopnyia tou «e-HR Trends»

30% EKMTWOoN

MAHPH/FULL

lewpyia XpuoooTtopidou

®OITHTIKA / STUDENTS

Mapia Fewpyiou

MNwta XptotodoUAou

Maria Henderson

Etpryvn MaradortoUAou

Avtpéac Toupdlou

Noukia Makpn Xplotodidou

MoéAuc MoAukdapriou

BaAevTtivn Fewpyiou
Alihia MavoAn

ANABAOMIZH ZE NAHPEZ MEAOZ

Oe0dwpa Apyupou

Avtpéac KwvaotavTivou

‘Avva Xapahaumidou
AiCa XapaAauroug
NikoAiva EAeuBepiou

OPrANIZMOI/CORPORATE

myCVpro.com

Nikog Kwvotavtividng

1.B.C.S. Trading & Distribution Co Limited

Xplotiva AploToTtéAoug

Songa Offshore

Kuptdkog Kuptdkou

E.C. Executive Connections Ltd

Stulavée Xplotodpdpou

Primetel Plc

Cyfeed Biofeedback Center Ltd

ETAIPIKA/ASSOCIATE

EuayyeAia XpuodvBou Ocodoaiou

ICAP Cyprus Ltd
University of Central Lancashire-Cyprus
K.A. Stavrinos Consultants Ltd

EuBupia NAéTOoKQ

lwavva Avtpéou

AxiMEag MIATIGdoug

lwavva Aaprpn

Mapia Avtwviadou

Chris Matha
Kpic Maba

Chairman
Mpdedpog

Anthi Votti-Ornithari
AvBr Bétmn-OpviBdpn

Deputy Chairman
AvTinpoedpog

Elena Stavrinou
‘EAeva Zraupivou

Secretary
loauparéag

Charis Anastasiadou
Xdpig Avactaciddou

Assistant Secretary
BonBég Moapuatéag

George Pantelides
MNwpyog MavreAidng

Treasurer
Tapiag

Kiki Kalli
Kikn KaAn

Publications Representative
Yneubuvn Ekdooewv

Taleen Tchalikian
TaAiv ToloAkidv

Public Relations Representative
YneuBuvn Anpooiwy XxXEcewv

George Ashikalis
MNbpyogq ACINKAANG

Member
Méhog

Melani Michaelidou
Ménavn MixanAidou

Artemis Artemiou
ApTEUNG ApTEUioU

Member
Méog

Honourary Chairman
Enimpog Mpdedpog




partnering people and business

"People and Work"

JOURNAL OF THE CYPRUS HUMAN RESOURCE

MANAGEMENT ASSOCIATION

"AvOpwnog kai Epyaacia"
TO MEPIOAIKO TOY KYMNPIAKOY ZYNAEZMOY
AIEYEYNZHZ ANSPQMINOY AYNAMIKOY

P.0.Box 28785, 2082 Nicosia, Cyprus
TEL +357 22318081, FAX +357 22318083
info@cyhrma.org - www.cyhrma.org

T.0. 28785, 2082 Neukwoia, Kunpog
THA +357 22318081, ®A= +357 22318083
info@cyhrma.org - www.cyhrma.org




