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Ayamntd pély,

Yag evyopat va amolavoete a0 éva tevyog Tov AvBpwnog & Epyacia oty avavewyié-
vi) Tov nhextpovikiy pop@r. H veosvorarn opdSa Sovrakng éxet epyaotet oxhnpd kat
ue dBog yra Ty aisbpsor] Véwy Ty Bepd Ty 70V va Kivovy To evilagépoy Twy erary-
Yedpamiov AedOvvarig AvBpomvov Avvagikov oty Kompo. Stig oeideg mov akodov-
Bovy B Bpeire oD evilagépovaeg pedétes 6mws avth and portnTiky opddatov Ia-
vemothpiov Kumpov ov katamdotike pe to Oépa tov Ageism kat ) pENETY TOL Ap
Do Iavhov pe titho « Best Practice HRM: Is it Really Feasible?>.

T o\ exikatpa Oépata mov wephapBavovtal o” avtd To Tevxog eivat 1) LENETH amd T
HAY Group g épevvag « Tt uéNhet yevéoBar' pe tig puoBooyxés ekeiferg oy Ko-
7po;> kar 1o GpBpo «The rise of the Chief Culture Officer>. IToAv onpavrikd exiorg
ta O¢para «Katn vrpeata AvBpomvov Avvapukod Xpslesml E\eyyo> kat <<AL'>Er|or|
anoSorrméﬂ]mg 070 XWpo Epyactag.

Kémwg Stapopomompévn poper éxet avth T opan vaéwsv‘ér] pe HR Professionals
70V AUTH TH Popd yivetat pe Sbo AtevOuvtég AvBpwmvov Avvagitkov a6 tov iSio Opwg
opho erarperdyy. [otevovpe mwg eivar dkpwg evdiagépovaa n ovykpon!

‘Omwg mavra, Oa StaPdoete emiong, véa and Ta moMd events mov Stopydvwoe o Zovde-
oo amd To Méuo péxpt ka vo NoguPpto (6w o emruyés Erioto TvvéSpio pag, Ty
Etoa [evixr Zvvé)\sucrr], ™Y Avagopd HpoéSov Yt to oTpatn YKo £pyo Tov Ko-
SvAAA yOpw amd To Atebvég ITpotumo AevBuvang AvBpwmvov Avvagukov, o HR
Breakfast mov éyve Tov mepaoévo prjva 0T Apesd, OTWG Kat THY avakoivwon y1e to
QOLTHTIKO pag Slaycovt(ry.é).

Kug Kol
Méhog Aowknikod Zvpfovhiov KvZvAAA
YrevOvvn ExSooewv kat Emkorvaviag

L

Dear members,

I hope you enjoy another issue of People & Work in its refreshed electronic form.
The newly formed Editorial team has worked hard and with passion to find new
sources of topics that would interest the HRM professionals of Cyprus. In the
pages that follow you will find very interesting studies like the one by students of
the University of Cyprus that deals with Ageism and the study by Dr Fotis Pavlou
titled « ‘Best Practice’ HRM: Is it Really Feasible?.

Topics of real current interest included in this issue include the study by HAY
Group (in Greek) on what s the future of salary developments in Cyprus as well
as the article «The rise of the Chief Culture Officer>. Also very important themes
are dealt with in the articles about the HR departments also needing checking and
on increasing performance at the workplace (both written in the Greek language).

You will see a somewhat differentiated format this time of the interview with
HR Professionals as this time we interviewed two HR Managers, not just one,
but from the same group of companies. We thought the comparison would be
interesting!

As always, you will also read the news and updates on many events organised by
the Association from May until now (such as the successful Annual CyHRMA
Conference, the Annual General Meeting, the Progress Report on the CyHRMA
strategic project around the International Standard for HRM, the HR Breakfast
that took place in Limassol last month, as well as the Student Competition
Announcement).

Kiki Kallis
CyHRMA Board Member
Responsible for Publications and Communication
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Ethoto Zuvédpio
Ku2vAAA 2012

AkOpn éva emTOYNEVO ETHOI0 TVVESPLO Slopydvwae étog 0 Kumplakdg Zovdeatiog AtevBuvang AvBpdmvov
Avvapikot. To ovvéSpio hape xopa atic 9 Mafov, 2012 oo Eevodoyeio Hilton Cyprus. To petvé ovvédpio
EexwpLoe Noyw Tov OTLjTay 1dlafTepa TPAKTIKS Kat KatvoTOpo.

Ol gpyacieg Tou cuvedpiou ApxXIcav PE KOAWCHOPICHA and TOUG CUPNPOEDSPEU-
ovTeg Tou AloIknTIKoU ZupBouliou Tou 2uvdéopou Bahevtivn Mewpyiou - n
ornoia piknoe yia To pOAo Twv enayyeAuaTidv dielbuvong avBpwnivou duva-
HIKOU w¢g OTPATNYIKWY CUVEPYATWY - Kal Tov Twpyo TMavreAidn, tauia Tou
AI0IKNTIKOU ZUUBOUAIOU TOU 2ZUVOECHOU. AKOAOUBNOE €I0AYWYIKO CNUEiwua
and Tnv K. Xpuoouha (Kpig) Mabd, npdedpo tou AloiknTikoU ZUuBOUAioU Tou
Yuvdéopou, N onofa clvtopa aA\G duvauikd €Enynoe  OTI EVANOKEITAl GTOUG
enayyeAuatieq diofknong avBpwnivou duvapikoU va avTueTwnicouv napou-
0a TNV OIKOVOUIKA Kpion. ENKEVTPO TOU CUVEDPIOU ATAV N MEPIEKTIKA OMIAIa
Tou K. lvan Jovanovic, diakekpiuévou npornovntr Tou AMOEA nou EExWpICE yia
TNV TANEIVOPEOCUVN N OMoia TOV XAPAKTNPIZEL. TNV OUIAIa TOU O K. Jovanovic
HETEDWOE 10XUPA PUNVUPATA OXETIKA HE TO NWG PNOPEI KANOIOG va dnpioupyn-
o€l Jia enimuxnpévn opdda. Ta Baoikd onpeia ATav 0TI G Pia opdda Npénel va
UNAPXoUV EUNICTOOUVN Kal KOIVOi aTOXO0I, aAG Kal 0 pOAOG Tou NYETN eival 11
aftepa onpavtikog. 'Evag KaAdG NyETNG NPEENEN va €xel TNV IKavoTnTa va dia-
xelpiCeTal atopa pe SIapopeTIkO UNOBABPO/EBVIKOTNTA, VA EXEI AUTOYVWOIA Kal
autonenoidnon, va eival eVENIKTOG, KABWGS Kal va YoIpAdeTal TNV ENITUXIa e TNV
opéda Tou. O K. Jovanovic anokAAUYE OTO akpodTripIo OTI, HEXPI Mou Eekivn-
OE TNV NPOETOILACIC TOU YIa TNV OpIAQ, NOTE OEV OKEPTNKE NOCO OPOIOG eival
0 pONOG TOU MPOMOVNTA E auTdv Tou enayyeAuaTia dietBuvong avBpwnivou
duvapikou Kal ndoo dUCKOAOG eival 0 pOAOC auTdS.ZTO TEAOG TNG OUIANIAG TOU,
0 K. Jovanovic déxBnKe epWTNOEIG and To EVOOUCINDESG AKPOATAPIO NMou NBEAE
NANPOMOPIES yia TO T eival AUTO NMOU KAVEI Evav EMTUXNUEVO NYETN KAl JIa €ni-
TUXNPEvVN opdda. Mia and TIG EQWTACEIG ATAV «TI Efval auTO NOU GAG EUMNVEEL;»
H andvtnon Tou ATav 6T Tov unvéel N idia Tou N opdda. Qg NponovnTAg €Xel
nepico6TEPN BEANCN Kal evBouciacud OTav Kal N opdda Tou €xel BEANCN Kal
evBouoiaopo. AuTh n apoiBaidTNTa BETIKWY cuvaicBnudTwy BonBd Tnv oudda
va gival ioxupn €vavTi Tng cuvexoug dNPOCIAG KPITIKAG MOU UMAPXE! yia Ta ano-
TeENéopaTd TNg, o eRdopadiaia Bdaon.

Auéowg PETA TNV OPIN Tou K. Jovanovic, akoloubnoe 1o “HRM Challenge
Round”, pia kaivotopa Kal npakTikA p€Bodog. Zudnthenkav ol KaBNUEPIVES NPO-
KANCEIQ Mou avTIETWNICouV ol enayyeAUaTieq dieUbuvong avBpwnivou duvapl-
koU. Ol CUMETEXOVTEG EiXaV TNV EUKAIPIA va cUNTNOOUY AUGCEIC GE BAcIKd BEua-
Ta AvBpwnivou AuvapikoU nou avTILETwNICouV o eTalpeieq otnv Kunpo. Or cup-
JETEXOVTEG OTO CUVEDPIO XWPIOTNKAV OE UIKPEG OUAdEG Kal N ocudritnon K&Be
opdadag cuvroviZotav and EUnEIPous enayyeAUaTieq otov Topéa AleUBuvong
AvBpwnivou Auvapikou. O okondg ATav va npoBAnuatioTolv Kai va Bpouv
NUoEIG o€ BépaTa Oonwg:

B WG eNIPBPaBeUoULE TAAEVTA GE [ia EMOXA KPIoNG

m N®WG avanTUCOOUPE TO €MonmkO MPOCwnikd PE okond va epyalovial Ki
autol cav uneubuvol AvBpwnivou Auvapikounag Pnopei o Topéag AleBuvong
AvBpwnivou AuvapikoU va ennPeAcEl oTPATNYIKEG ANOPACEIC OE NEPIGOOUQ
oIkOVopIKAG aoTdBeiagoucTipaTa agloAdynong anddoong — AMOTEAECUATIKA
Siadikacia n anAwg pia akdun diadikacia, Kal

mMOIEG €ival Of YWWOEIG, SEEIOTNTEG KAl CUMNEPIPOPG MOU anarrouvTal yia diapo-
POMOINPEVEG EMIXEIPNIATIKEG OUVOAaYEG. H diadpacTikr diadikacia nou ako-
AOUBNBNKE EMETPEWE OTOUC CUMPIETEXOVTEG VA AVTAAAEOUV YVICEIG, EUNEINIEQ
Kal MPAKTIKEG O auTd OAa Ta B€para.

To ouVEDPIO OAOKANPWONKE e CUZNTNON OTPOYYUAAG TPanédng. Ta JEAN Npoe-
dpeiou ATav or Kk. MIXAANg Zappng (ToTe Mpdedpog Tou AloIknTIKOU ZUupBouiiou
g Adikng Tpdnedag), Xpiotog ManaéMnvag (EKTEAECTIKOC ZUPBOUAOG TOU
Ouihou C.A. Papaellinas), Anuritong Zopndg (Mevikog AleuBuvtig Tng A. Zopndg
kai Yiol Anudoia A1d.) kai Xpiotng Xpioto@opou (Aleubuvwv ZUUBOUAOG TNG
Deloitte Kunpou). Zuvtoviotig Atav o K. Avdpog MIXanAidng (yvwoTtog enayyen-
partiag ota MME kar dieubuviq otnv A.M. Epikinonia Ltd.). ©éua tng cugitn-
ONgG ATaV «XT0 PUAAS Tou AleuBuvovTa ZupBouiou: Aiddyuata... 0 dpdUOG JUnpo-
otd». Katd T cuZATtnon 1o KGO PENOG poipdoTnke diddyuaTa oe BEuaTa Onwg

m N €TAIPIKA dlakuBEpvnon
m N AAYN ano@Acewy, Kal
m Ol NPAKTIKEG AleUBuvong AvBpwnivou Auvapikou Npiv Kal UETA TNV Kpion.

Idiaitepa evOIAQEPOUCES NTAV OI DIAPOPETIKEG ANOYEIG KAl NMPOCEYYIOEIC Mou
eEEppaoav Katd Tn cuZATNoN Ta PEAN Tou NPOEdPEIoU, NMou eival NyETeg oe dia-
(POPETIKOUG TOLEIC.

270 TEAOG TNG ougATNONG, Ta LEAN d€XBNKaV oeipd epwTtAcewy. Mia and auTég
ATAV «MWOG PNoPoUV Ol eNayyEAUATIEG Kal uneuBuvorl dleuBuvong avBpwnivou
SuvapikoU va oTnpi§ouv KaAUTepa Toug AleuBUVOVTES 2UPBOUAOUG OE [Ia OIKO-
VOUIKN Kpion»:

m O K. ManaéAnvag andvtnoe «auté Jnopel va yiver Ue 1o va yvwpilel o
unevuBuvog avBpwnivou duvapikoU Kal va Katavoei MOAU KaAd OAEG TIG AEl-
TOUPYIEQ TOU OPYaVICHOU, Va €XEl AUECN €NAPN [IE TO NPOCWNIKO Kal Alyo-
TEPN YPAPEIOKPATIO».

1 O KOG. Zappng andvtnoe «OT auTd PNopEr va Yivel e To va avaAauBavel o uneu-
Buvog avBpwnivou SuVapIkoU NYETIKO PAAO KaTd T diadikacia aANayAG», Kal

1 O KOG. Zopndg €ine «autd Pnopei va yivel e To va OTEKEN 0 UNeUBUVOG avBpwni-
vou duvapikoUu dinAa otov AleuBuvovTa ZUUBOUAO MPOGHEPOVTAG TN YVWDUN TOU
wg enayyeAuaTiag dieUBuvong avBpwnivou duvauikoU, Baciouévn oe apiBpoug
Kal JE TO Va EXEN PIa MO OTPATNYIKA NAPA AEITOUPYIKN MPOCEYYIoN>.

[eviKd, TO ouvEDPIO anéonace  OEeTIKA agloAdynon and TOUC CUUETEXOVTEG,
TOUG X0PNYyoUg Kal Ta PEAN Tou KUZUAAA Kupiwg yia TO NOIOTIKO NEPIEXOPEVO
TOU. AIanIoTWONKE OTI ATAV NEPIEKTIKO, EUCTOXO KAl MOAU NPEAKTIKO. AnodeixBnke
Eavd OTI TO CUVEDPIO gival €va 0pOONPIO OTN CUVEXN BEATIWON TWV ENAYYEAUAT
@V dlevbuvong avBpwnivou duvapikoU PE IBIaITEPN eoTiaon o onPavTIkG Béua-
Ta Tou Topéa dleUBuvong avBpwnivou duvapikoU oto nepIBAAOV Tng Kunpou.
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2012 CyHRMA

Annual Conference

This year the Cyprus Human Resources Management Association organized another successful Annual
Contference, held on the 9th of May 2012, at the Hilton Cyprus. This year’s conference was characterized by
a more practical and innovative approach.

The event began with a welcoming note by the Co-Chairpersons of the CyHRMA
Annual Conference, Mrs. Valentini Georgiou, who spoke about the role of HR
Business Partners and Mr. George Pantelides, Board Treasurer of CyHRMA.
This was followed by an opening address by Mrs. Chris Mathas, the President
of the Board of Directors of CyHRMA who briefly but using an allegory made
the point that it is up to us the HR professionals how we deal with the economic

crisis that we are living in.

A strong keynote address, the highlight of the Conference was delivered by
Mr Ivan Jovanovic, the distinguished Coach of APOEL F.C. Mr Jovanovic had
a humble approach and yet so many powerful messages on how to build a
winning team. The key points were that a team needs to have confidence and
common goals. But the leader’s role is of outmost importance. He/she needs
to manage different cultures, be self-aware, confident and flexible, as well as
share the success with his/her team. Mr Jovanovic repeatedly told the audience
that he had never thought how much the role of Coach is similar to that of a HR
professional but when he started preparing for the conference he realised how

much these roles are similar and how difficult they are!

At the end of his speech, Mr Jovanovic accepted many questions from
the eager audience who wanted to find out so much about what makes a
successful leader and a successful team. One of the questions was “what
inspires you?” His response was that his own team inspires him. He finds himself
feeling more eager when his own team is eager and enthusiastic. This kind
of mutual inspiration helps the team be strong, at the face of constant public

criticism generated by the weekly broadcasted results of the team.

Immediately after Mr. Jovanovic’s keynote speech what followed was the “HRM
Challenge Round.” An innovative, practical method of focusing on significant
everyday challenges faced by HR professionals. Through the Challenge Round
the conference participants had the opportunity to discuss solutions through
facilitation on key HR issues that organizations in Cyprus are facing. All conference
attendees were divided into smaller groups which were facilitated by experienced
HR professionals with the aim of provoking thought on issues such as “how do we

reward our talents in a time of crisis?”, "how do we evolve our supervisory staff with

the aim to work amongst others as managers of human resources (every manager
is an HR manager)”, “how can the field of HRM affect corporate decisions in times of
economical instability”, “Performance appraisal systems — effective process or just
another process” and “‘what are the necessary knowledge, skills and behaviours
required for enterprises-based diversified business affairs”? This interactive process
allowed participants to share their knowledge, experience and their practices on

these issues and to learn from each other.

The Conference was concluded with a panel discussion. The panellists were
Mr. Michalis Sarris (Chairman of the BOD of Cyprus Popular Bank), Mr. Christos
Papaellinas (Executive Director of C.A. Papaellinas Group), Mr. Demetris Zorbas
(General Manager at A. Zorbas and Sons Public Ltd.), and Mr. Christis Christoforou
(CEQ of Deloitte Cyprus). The panel was facilitated by Mr. Andros Michaelides (a
wellFknown professional in the media and Manager at A.M. Epikinonia Ltd.).
The panel discussion’s topic was “In the Mind of CEOs: Lessons learned... the
way forward”. During this discussion, each CEO shared their lessons on issues
such as corporate governance, decision making, and HR practices before and
during the economic crisis. It was very interesting to hear the views and different

perspectives of seasoned leaders from different industries.

At the end of the discussion, the panel accepted a number of questions,
one of them being “how can an HR professional best support a CEO during
an economic crisis?” to which Mr. Papaellinas replied “by knowing and
understanding well all the operations of the company, having direct contact with
employees, and less bureaucracy.” Mr. Sarris replied “the HR professional needs
to take a leading role during the process of change”, Mr. Christoforou said “he/
she needs to be aligned with the company expectations”, and Mr. Zorbas said
“he/she needs to stand next to the CEO offering his/ her expert opinion based

on numbers, and by having a more strategic rather than operational approach”.

Overall the conference generated positive reviews from the participants,
sponsors and members, mainly because of its quality content. It was found to be
straight to the point and very practical. It proved again to be a milestone for the
continuous development of human resource and management professionals,

with a strong focus on key HR issues specific to the Cyprus environment.
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Etnowa Lev K]

2Vvéhevan
Ku2vAA

2012

2TIg 28 louviou apyd 1o andyeupa npog Rpddu eixaue v EThola TevikA
2uveheuon(ENY) Tou ZuvOEoHoU Pag Nou GETog AaRe xwpa oto The Press
House otnv naNid Asukwoia.

H Huepriola Aidragn ritav nhouoia oe BepatoAoyia, Onwa Pag €xel cuvnBioe! AMw-
oTe 70 AIOIKNTIKO ZUPBOUAIO aAG Th CUVEAEUON IOVONWANGCE KUPIWG TO CNAVTIKO-
TaTO B€RIA TNG AVABEWDPNONG KAl £YKPIONG TOU VEOU KataoTaTikoU Tou ZUVOECHIOU.

Metd ané 1o Xaipetiopd g K. Xdpig Avactaciddou, BonBou Mpapuatéa Tou
AloIKNTIKOU ZupBoUAiou (AXY), n ZuvéAeuon Eekivnoe PE TNV €yKpION Twv NPa-
KTIKWV TNG nponyouuevng Etnoiag Mevikig Xuvéleuong tou 2011 and Tn
[papparéa Tou AY Tou KUZUAAA, K. ‘EAeva Ztaupivou.

AkoAoUBNcE o anoAoyicpog Tou AloiknTikoU ZupBouiiou and Tnv Mpdedpo Tou
AloiknTIkoU ZUpBouUANiou K. XpucoUAa Mabd, n onoia avépePe TOUG OTOXOUG
Tng dieTiag Tou onuepivou AX Kal o€ nold Babud €xouv wg TWPa EKMANPWOE.
2 npueiwoe eniong Tov NOAU UWPnAS CTOXO Mou éxel BAAEl To AY via KaToxUpw-
ON TOU ENAyYENIATOG OTOV KAGOO0 TNG AleUBuvong AvBpwnivou Auvapikou otnv
Kunpo. ‘Eva otdxo o onoiog iowg va unv npayuartonoinBei péxpl 1o T€A0C NG
BnTeiag autou Tou A nou 6pwg oiyoupa Ba NPocnabrcel yia To KAAUTEPO duva-
T6 ANOTEAECHA MNPOG AUTA TNV KaTeuBuvon.

MeTd pag pilnoe o Tauiog Tou Zuvdéopou K. Mweyog MavieNidNg oxeTika pe
T OIKOVOWIKA OTOIXEIQ TOU ZUVOECHOU Kal AVEPEPE NWG Ba akOAOUBNCE! TO
YenteéuPplo n ékBeon Twv EAeykTwv N onoia Ba oTaAel oTa PEAN pag PECW NAE-
KTPOVIKOU TOXUSPOUEIOU.

AKONOUBWG, NaPOUCIACTNKE Kal OUINTABNKE EKTEVAWG TO AVABEWPENHEVO
KaraotaTtikd Tou Zuvdéopou pag. AuTh ATav Kal N NpwTn avabewpnon PETd
and 21 xpdvia and v idpuon Tou KUZUAAA. H avaBewpnon autn €yive and
€IBIKA eNmponn nou eEAETNOE OAa Ta GpBPa TOU KATACTATIKOU, KAl E TNV €YKU-
PN cUPBOUA Tou NopikoU pag ZupBouiou kuplou Mwpyou Z. Mewpyiou, glon-
yABnke NPocBEcelq Kal aMavég. H oulitnon pag €Byaie €Ew and To XPovo-
didypapua TG nepnolag dIATagng TG EMX aAAd Atav anoAUTwe anapaitnTn.
NOYw TNG EMEIPNS XPAVOU BUCTUXWG DeV KaTéoTn duvatd va Yivel N Napouci-
aon and Ta PéAN TNG anooToAng Tou KuZUuAAA otnv Itadia pe 1o Mpdypaupa
AvraMayng EnayyeAuaTiav Leonardo da Vinci.  AvunopovoUpe va Tnv akou-
OOoUpE cUVTORA OE KAMoIo AAO event Tou CUVOEGIOU.

[pIv TO KOKTEIA OTO TEAOG OHWG, EIXAWE TNV EUKAIPIA VO OKOUCOUWE Ta EUPNUATA
andé pia npdopaTtn Kai oAU evdlapépouca épeuva Tng Hay Group yia 1o poAo
g AiedBuvong AvBpwnivou Auvapikou oTn VEa €MNoxXr Kal TNV aviiAngn rou
€xouv yia autrv ol AAY (CEOs). Tnv épeuva napouciaoe N Ap lwdvva Moutdpn
Tng Hay Group Hellas.

HRMA
Annual

General
Meeting 2012

In the evening of the 28th of June 2012, we had our Association’s Annual
General Meeting. This year it took place at The Press House in the old
part of Nicosia.

The AGM agenda was rich in topics, as we have been accustomed
by the Board but the meeting was mainly monopolised by the review
and approval of the association’s Constitution, a highly important
discussion topic.

After the Assistant Secretary Mrs Charis Anastassiadou welcomed
the members the meeting started with the approval of last year's AGM
minutes by the CyHRMA Secretary, Mrs Elena Stavrinou.

Our President, Mrs Chris Mathas, reported on the current Board’s
objectives for its 2 year term and the extent to which they have been
achieved. She also noted the very ambitious aim that this Board has set
for itself which is the statutory vesting of the HR profession in Cyprus.
It was explained that this may not be easy to achieve within the existing
term of office but efforts will be continued in order to realize this goal.

The Treasurer, Mr George Pantelides discussed the financials of the
Association highlighting the challenges faced and promising that the
Auditors’ Report will follow in September via e-mail to all members.

What followed was the presentation and thorough discussion of the
revised Association Constitution. This was the first time since the
CyHRMA's establishment 21 years ago that the Constitution was revised.
A special committee was set up to review the previous Constitution
which, in cooperation with our association’s Legal Consultant George
Z. Georgiou, reviewed all articles of the constitution and put forward
suggested additions and changes. This necessary and important
discussion did however derail the time frame of the meeting but at least a
very important job was done.

Due to the lack of time, the International Committee was not able to make
the presentation the visit to Italy within the context of the Leonardo
da Vinci Mobility Programme. Arrangements will be made for this
presentation to take place at some other time in the very near future.
Before the cocktail at the end of the meeting, we had the opportunity to
listen to the findings of a recent and highly interesting Hay Group study.
The research looked at the role of HR in the new era: HR vs CEO’s
viewpoint of Human Resources. The research findings were presented
by Dr Joanna Moutafi of Hay Group Hellas, who made an interesting and
thought proving presentation.

HR BREAKFAST
OCTOBER 2012

Me enituxia otéBnke Tnv Tetdptn 3 OkTwRpiou To HR Breakfast nou diopyava-
Bnke and To XUvdEoUO pag oto Zevodoxeio Auaboug, otn Aeuecod e 1o B€ua
Baoikég Apxeg Tng Kunpiakrig NopoBeaoiag nepl MAeovaouvy.

Or elonyntég, kog MNwpyog Z. Mewpyiou and 1o Aiknyopikd Mpageio lModpyog Z.
lewpyiou & Zuvepydreg kal n npwnv Mpdedpog Tou Kunpiakou AikacTnpiou
Epyamikav Alagopdy, ka Mboxw Zaunakidou-MouptouBdvn Kateixav 1o avTi-
Keluevo NoAU KaAd Kal N Napousciacn Mou €KAvVaV OTOUG CUMETEXOVTEG ATAV
0aPNQ Kal KATatonioTIKA Pe dIapwTIoTIKA NapadeiyuaTa.

TA BAZIKA 6EMATA NOY KAAYOOHKAN HTAN:

m Ol BACIKEG APXEQ TOU £PYaTIKOU dIKAIOU Kal TO VOUIKG NAQICIO €S GTO OMnoio
AeImoupyel

m 0 Beoudg Kal N Asitoupyia Tou AikaoTnpiou EpyaTikidv diapopwv

m N Jlapopd LETAEU andAuong kal MAEovacpiou evog pyalouévou

m O€ MOIEG NEPINTWOEIG OIKAIOAOYEITAI N andAUCN PYAOPEVWV

m Tl €ival To Tapeio MAeovacpou kal noTe dikaiouTal £vag anoAUpEVog anolnpli-
won and 1o ev Adyw Tapeio

m 0 Nopog nepi OUadIK@Y ANOAICEWY

H napouciacn ce apketd onpeia €ixe kal Tn pop@n diaAdyou KabBwg o1 GU-
LETEXOVTEG €iXav EPWTNOEIC N NEPIOTATIKA va OIEUKPIVIOOUV, yeyovog nou
€0IVE TNV €UKAIPIa KAl GTOUG UNOAOINOUG CUHMETEXOVTEG VA EUNAOUTIOOUV
TIG YVWOEIG TOUG.

Delyovtag, 0 CUVOECHOG £DwOE OE KABE oupPETEXOVTA and éva BIBNO Le Tov TITAO
Positive Impact, euyevikr xopnyia Tou MixdAn BipdpvTn, cuyypa@éa Tou BIBAoU.

The HR Breakfast of our Association that was held on Wednesday 3
October 2012 at the Amathus Hotel in Limassol concerning the Basic
Principles of Cypriot Employment Law was organized with great success.
The speakers, Mr George Z. Georgiou from the Legal Office George
Z. Georgiou and Associates and the former President of the Cyprus
Industrial Tribunals Court, Mrs Moscho Zambakidou-Mourtouvani
exhibited a deep knowledge of the subject. Hence, their presentation
was clear and precise with illuminating examples of case studies.

THE MAIN TOPICS COVERED WERE THE FOLLOWING:

m the basic principles of employment law and the legal framework under
which it functions

m the Industrial Tribunals Court and its operational framework

m the differences between redundancies and dismissals

m cases where employee dismissals are justified

m what is the Redundancy Fund and when employees are entitled to
compensation from it

m Collective Redundancies Law

The presentation contained dialogue between the speakers and the
audience at times since the participants placed questions of real cases
for clarification, and this offered the opportunity to the rest of the
participants to enrich their knowledge.

Before leaving, the Association offered each participant a book titled Positive
Impact, a generous sponsorship by Michael Virardis, author of the book.

ANAKOINQZH

OOITHTIKOZ AIAFQNIZMOZ
KYZYAAA 2012

O Kunpiakdg Zuvdeopog AleiBuvong AvBpwnivou AuVapikoU avaKoIVAVEl ToV ETACIO

@OITNTIKG dlaywVIoPO.

Av gioal poITNTAG/pOITATEIA MTUXIOU M UETANTUXIOKOU EMIMEDOU KAl POITAG OTOV KAADO TNG
AleuBuvong AvBpwrivou AuvapikoU 1 NOPEUPERES TOUED 1 EXEIQ UONIG CUUNANPWOEI TIQ
OMouUdEG CoU CE KAMolov and autoug TOUG TOUEIG, TOTE MANPEIG Ta KPITHPIA YIa SIKAiwUA

OUPETOXAC oTOV eniKefevo DomnTikd Alaywviouo!!

O1 unowneiol/eg Ba €xouv TNV eukalpia va eNIGEEOUV TIG YVWMOEIG TOUG OTOV TOUEQ TNG
AleyBuvong AvBpwnivou AuvapikoU, o€ dia enimponi and KaTagiwpévous oTo XWPOo

auTd, €IBIKOUG Kal ENAYYEAUATIEG.

O vikntig/vikriTpla Ba €xel Tn onoudaia eukalpia ENAyYEALATIKAG avAnTUENG JECW CUL-
JETOXNG OE NPOYPAUNA MPAKTIKAG EEACKNONG Yia €va urva, oTo TUAUA ZUPBOUAEUTIKWOV
Ynnpeolwv AvBpwnivou Auvapikou Tng Deloitte KUnpou. ©a npocpepBouv eniong kai

AMa dwpa. BpaBeia Ba doBouv kal o autoug nou €pBouv otn 2n kai 3n B€on.

MapakaAw enikolvwvAoTe pe Tnv Eiprivn MapadonoUAou, Aemoupyd Tou Kunpiakou
Juvdéopou AielBuvong AvBpwnivou AuvapikoU oTo NAEKTPOVIKO Taxudpoueio  info@
cyhrma.org 1 oto TNAépwvo 22318081 yia va JEBETe NEPICOOTEPA YIA TO NWG UNOPEi-

TE VA ONAWOETE CUPUETOXN.

CYHRMA STUDENT
COMPETITION 2012

The Cyprus Human Resources Management Association
announces its annual student competition.

If you're a graduate or postgraduate student who is specializing
in HR management or a related field or have just completed such
studies, you are eligible to participate in the upcoming CyHRMA'’s
Student Competition!!!!

Candidates will get to demonstrate their knowledge in the areas
of Human Resource Management to a panel of seasoned HR
professionals / experts.

The winner will be offered a great development opportunity, a
one-month work internship at the Human Resource Department of
Deloitte Cyprus as well as other prizes. Rewards will also be given
to those in 2nd and 3rd place.

Please contact Irene Papadopoulou Operations & Member
relations Officer of the Cyprus Human Resource Management
Association at info@cyhrma.org or at 22318081 to learn more
about how to participate!
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CyHRMA STRATEGIC
PROJECT:

HUMAN RESOURCE MANAGEMENT
INTERNATIONAL STANDARD
PROGRESS REPORT

As of 2011 our Association has been participating in the Technical Committee
of the International Standards Organisation (ISO/TC 260) for establishing global
Human Resource Management standards, as the official representative of
Cyprus together with the Cyprus Employers’ Federation (OEB) and the Cyprus

Chamber of Commerce and Industry (KEBE) (Observer status).

The key objective of the project is to arrive at agreed international standards for
our profession. This is undoubtedly a lengthy process that typically takes around
5 years to complete. We intend to actively monitor the progress of the project

and give you updates as and when something concrete appears.

For the moment we would like to inform you that the first meeting of the
international technical committee took place in Washington DC in the USA
on 10th and 11th of November 2011 where the following Participant member

countries were represented:

Finland Pakistan
France Portugal
Germany Sweden
Netherlands United Kingdom

Norway United States

Israel (one of the 19 Observer member countries) also attended the meeting.

ANUMBEROFPARTICIPANT COUNTRIES GAVEPRESENTATIONS
AND DISCUSSIONS TOOK PLACE BEFORE THE FOLLOWING
RESOLUTIONS WERE APPROVED BY THE END OF THE 1ST
MEETING:

m The Technical Committee (ISO/TC 260) wants to encourage ISO members to
join this committee in order to have more global participation in the standards
developed by it.

m ISO/TC 260 will establish an internal ISO Liaison with ISO/TC 176 Quality
management and quality assurance.

mISO/TC 260 will establish an internal ISO Liaison with ISO/PC 259 Outsourcing
m ISO/TC 260 will establish a terminology workgroup to develop an internal

document to support the work of TC 260.

m ISO/TC 260 will establish Task Groups to study specific topics and make
recommendations to the TC to consider.
m ISO/TC 260 will review and discuss the committee business plan at the next

plenary meeting.

A very good piece of news has been announced since the first committee
meeting. The Chair of ISO TC 260, Lee Webster, announced that the International
Labour Office (ILO) has now been convinced to join the standard and following a
voting by the TC 260 members the International Organisation of Employers was

allowed to join the Technical Committee as a Liaison member.

The Technical Committee has also grown to incorporate ltaly as a new
Participant member and Denmark, Ireland and Montenegro as Observer
members. This amounts now to a total of 35 countries (14 Participant and 21

Observer members) participating in this work stream.

As per the resolutions pointed out above, currently there are 4 Task Groups
working in the Technical Committee and they will be required to present their
workings at the 2nd meeting, followed by a discussion on potential new work
items. The topics that the 4 Task Groups have worked on and will be making

recommendations at the plenary meeting in Australia are:

1. Operating model(s) of HR
2. HR practices (including list of effective processes)
3. Metrics — Key social and business impacts

4. Human governance

The second plenary meeting of the technical committee will take place
in September 2012 in Melbourne, Australia. There, the resolution drafting
committee will be appointed following an examination of the task groups’
recommendations, the liaison members will give their presentations and the
relationship between ISO/TC 260 and other groups and organisations will be

discussed.

Kiki Kalli is the responsible member of the Board of Directors for this project and

remains at your disposal should you need any further information.

Y TPATHI'IKO EPI'O
Ku2vAAA:

AIEONEZ TTPOTYIIO AIEYOYNXZHX
ANOPQITINOY AYNAMIKOY
EKOEXHITPOOAOY

Ané 10 2011 0 XUvdeopog pag eival o enicnuog avTinpdownog  Padi Je v
OEB kai to KEBE tnhg Kunpou otnv Texviki enimponn Tou Aiebvri Opyaviopou
MpoTUnwv yia Ty avanTugn npoTunwy oTov TOEA Jag, Tn AieUBuvon AvBpwnivou

Auvapikou unod Tnv 1d16TNTa Tou Mapatnpnt Méhoug.

Baoikog o1dx0g Tou €pyou autou eival n KatdANEN o cuppwvNuéva dieBvr Npod-
TUNA yia T0 ENAYYEAUG pag. AuTo eival avap@IoBATNTA pia akpd diadikacia nou
ouvnBwg naipver yUpw ota 5 xpdvia yia va cUUNANPWOE(. ZkoneUouUE va napa-
KOAOUBOUPE CUVEX®WG TNV NMPOGODO TOU €PYOU Kal va 0ag diVOUIE EVNUEPWON GE

TOKTA dlacTAPATA Kal ONOTE OTIONMOTE XEIPOMIACTO EUPAVIOTE.

Ma v wpa Ba BENaPE va oag evNPEPWOOULE OTI N 1n cuvdavTnon Tng dieBvoug
TEXVIKAG €nimponng €yive atnv OQudoiyktov Twv HIMA omig 10 kai 11 NoguBpiou

2011 6rnou avTinpocwneluBnkav of aKOAOUBEG XWPEG:

OivAavdia Makiotav

Kol (e] MopToyahia
leppavia >oundia

OMavdia Hvwpévo Baoilelo
NopBnyia HIMA

To lopanA (uia and Tig 19 xWpeg MapampnTég ) eniong NAPEUPEBNKE OTN CUVAVTNON.

APIOMOXZ AMNO TIX ZYMMETEXOYZEX XQPEX EKANAN
MAPOYZIAZEIZ KAl XYZHTHZAN MPOTOY Ol AKOAOYOEZ
AIMNO®AXEIX EF'KPIOOYN:

m H Texvikit Enimponn pag (ISO/TC 260) BeAel va evBappuvel dAa ISO péAn va
A&BoUV PEPOG OTNV ENITPONN WOTE Va ENMITEUXOET Nio dlEBVAG CUMIETOXA OTA NPO-
TUNA TUNonoinong nou Ba avanTugel.

m H enimponn ISO/TC 260 6a kabiepoel ECWTEPIKO CUVOECHO HE TNV ENITPOMA
Alaxeipiong MoiotnTag kal Alaogpdhiong Moidtntag ISO/TC 176.

m H enimponn ISO/TC 260 Ba kabiepoel ECWTEPIKO CUVOECHO HE TNV ENITEOMNA
ISO/PC 259 Outsourcing

m H enimponn ISO/TC 260 Ba 1dpUcel opdda epyaciag nou Ba avanTtUer éva
eowTePIKO  terminology document yia unooTAPIEN TNG €pyaciag TNG TeXVIKAG
Enmponnig 260.

m H enimponn ISO/TC 260 6a 1dpUcel opddeg epyaciag nou Ba peAeTAcouV

OUYKEKPIUEVA BEuaTa Kal Ba dWOOUV EICNYACEIG OTNV TEXVIKA ENITPONN yia va
AG&Bel undyn TnG.
m H enmponn ISO/TC 260 6a avabewprioel Kal GUCNTAGEI TO EMNIXEIPNCIAKS MAGVO

TNG ENITPONNG TNV ENGUEVN CUVAVTNON.

Eva euxdpioto VEo avakoivwBnke oTto PeTagU. O TMpodedpog TG TEXVIKAG

Enitponng, o Lee Webster, avakoivwoe 611 1o Albvég Tpapeio Epyaciag
(ILO) éxel nAéov neloTel va AdBel pépog oto npodTuno. MeTd and ynpopo-
pla Twv pehwv TG TexvikiAg Enimponng €yive enimpentd oto Aiebvri Opyaviopd

Epyodotayv va AdRel pépog otnv Texvikn Enimponn wg Liaison pélog.

H Texviki Enimponn €xel eyaAWoEe! ENiONG PE TN CUMKETOXN MAEOV TNG ITaNiag
WG ZUPUETEXWY MéENog kal pe TG Aavia, lpAavdia kal MovTevéypo wg  HUEAN
Mapatnpntée.  H Enimponn anoteAeital Tdpa and éva ouvoro 35 xwpwv (14

JUPETEXOUCEG Kal 21 wg Mapatnpntég uéAN) otn diekMEPaiwon auTou Tou €pYou.

O1 4 Opdédeg Epyaoiag Tng TexvikiAg Enmponnig  6a napoucidoouv T SoUAEId

TOUG OTN 2n cuvdvinon oTnv AucTpaAia, oTa e§ng BéuaTa:

1. Movtého/a xeipiopou AiebBuvong AvBpwnivou Auvapikou

2. MNpakTikéG Aleubuvong AvBpwnivou AuvapikoU (CUUNEPIANaUBaVOUEVOU KaTa-
AGYOU anOTEAECUATIKWOV dIAdIKACIWY)

3. Kpirhpia Métpnong— KUpIEG KOIVWVIKEG Kal EMIXEIDNCIAKES ENIDPACEIG

4. ANlakuBEpvnon avBpwnwy

©a akoAoubricel cudnTtnon Ndvw oe NIBavd véa Béuara epyaciag.

H deutepn cuvavtnon ohopéAeiag Tng Texvikng Enimponnig 6a AdRel xdpa peTa-
EU 23 kal 25, ZenTtepBpiou 2012 otn MeABoupvn Tng AucTpaAiag. Ekel, n enimpo-
nA NpooxediacpoU Twv ano@Acewv Ba dIopIoTel PETG and eEETaoN Twv glonyn-
oewv Twv Ouddwv Epyaciag, ta liaison péhn Ba kdvouv Tig JIKEG TOUG NAPOUGCH
doeig kal Ba ountnBei N oxéon PeTa&l TG Texvikng Enimponnig ISO/TC 260 kai

ANV OUAEdWY KAl OPYAVICHWV.

H Kiki KaAn eivar To appddio Méhog Tou AIoiknTikoU ZUMBOUAIOU yia To €pyo
autd kal Bpioketal otn dIABeCH 0ag yia ONOIECONMNOTE NEPAITEPW NANPOPOPI-

€Q XPEIGLETTE.
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You Can Prevent Layoffs

Harvard Business Review

When you strip away the fancy jargon, a successtul business fundamentally makes more money than it
spends. While managers can pull any number of levers to accomplish this, the one they most often choose

reads: "Reduce Costs!" And perhaps the most common way they cut costs is to eliminate jobs.

This is why we are so familiar with this PR-fueled refrain in
business news: "[Company X] today announced that it will
be [reorganizing/consolidating/streamlining] in order to better
serve its customers. And oh, by the way, these changes will also
save the company [Y million] dollars and result in the elimination

of [Z number] of jobs."

In recent months we've heard variations on this theme from
companies ranging from HP to GE to Peugeot; as well as from
local schools and government agencies. And even though the
overall number of job losses is actually decreasing on a year-by-
year basis, they are still significant with over 37,000 U.S. cuts

announced in June.

What they don't say is that the process of cutting jobs

entails a number of hidden costs.

In some cases these costs may be so significant that they
reduce or even outweigh the benefits of job elimination. For
example, depending on the employee, companies may need
to provide severance, extended benefits, and out-placement

counseling.

But that's just the tip of the iceberg. In addition to these
measurable costs, layoffs cause firms to lose institutional
knowledge about how to get things done, disrupt work
relationships and patterns, and increase burdens on those
who remain. These factors alone can reduce productivity for
weeks or months, and can impact product quality, customer-
service, and company image. One study of 4000 workers at 318

companies, for example, found that 77% see more errors and

mistakes after layoffs than before. Layer on to that the time that managers,

HR people, and others spend thinking, planning, and obsessing about

layoffs, and the cost goes up even further.

None of this is to suggest that companies should
never lay people off. Market forces can change
quickly or strategic bets may not pay off, which

will force managers to shift strategies or redeploy

RON ASHKENAS

Ron Ashkenas is a senior
partner of Schaffer
Consulting in the USA
with many clients from
Fortune 500 companies.
He is the author and
co-author of a number of
books. In addition to his
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include dozens of articles,
some published by the
Harvard Business Review.
He also writes his own
weekly blog for Harvard
Business Review and for
Forbes.

Ron received his BA from
Wesleyan University,
his Ed.M. from Harvard
University, and his PhD in
Organizational Behavior
from Case Western
Reserve University, where
he has also held several
tcaching assignments. He
l"lils C()nducted executive
education programs at
Case Western Reserve,
the Kellogg School of
Northwestern, Stanford
University School
of Business, and the
University of Michigan —
and has lectured in Israel,
South Korea, Canada,
Germany, the UK., and
many other countries
around the world.

not perform up to the standards required, and companies need

to be able to move them out.

However, given the costs involved, perhaps it's time to think
about layoffs as a last resort rather than a prime strategy. As a
manager, here are some actions that you can take to reduce the

likelihood of layoffs in your organization:

First and foremost, watch out for creeping structural

complexity.

Just like any living organism, organizations have a tendency
to grow, adding unnecessary layers, positions, and locations.
As such we end up with headquarter staffs, divisional staffs,
regional staffs, and local staffs all creating work that justifies
their existence. Maintaining structural simplicity to begin with,
with limited layers and as few extra locations as possible, is one

way of avoiding layoffs.

Phase out products and services.

Although we are always looking for new ways to benefit
customers, often we don't eliminate the ones that have outlived
their value. Without sunset laws for outdated products and
services, we allow costs and infrastructure to build up that will

eventually have to be taken down.

Manage the balance between today's revenues and

tomorrow's opportunities.

Managers always have a choice between investing in current

operations and innovating for the future. When the balance is overly skewed

towards short-term revenues, it's easy to build up costs (and people) that

provide results today but cannot be sustained in the long-term.

"Perhaps it's time to
think about layofts

as a last resort rather

In today's business environment, layoffs have
become an accepted fact-of-life and a common
tool for managers to maintain profitability. But we

might be better off if we spend more time preventing

. 1
resources. At the same time, some employees may than a Prlme Strategy. layoffs rather than managing them.

Can human resources
ever be a strategic partner

The short answer is: probably no.
The long answer is: yes it most definitely can — if that is what organizational and HR leadership want.

LET’S LOOK AT THE SHORT ANSWER FIRST

Human Resources’ beleaguered reputation as a necessary but
annoying cost center is well deserved. Fartoo many HR departments
are ill-suited to make meaningful contributions to organizational
success. Their general weakness in business acumen and basic
financial literacy contributes to their inability to convince other
managers that their work provides value to them that helps them

m the work of the department managers whom they support
m the customers who buy their products and services, and
m the owners who expect above average returns on their investment.

These skills are sadly lacking in many of the HR certification
programs. It unjustifiably leaves HR out of the development and
strategic loop.

achieve their objectives.

HR has a further reputation, perhaps undeserved, as a transactional
expert for ideas and policies that other people created. Many of
them are appropriate for the proper conduct of business, but
to line managers, they seem pointless, counterproductive and
burdensome. While adept at obeying and enforcing employment
laws and regulations, HR has failed to make the link between
these laws and improving the company’s competitive advantage or
business health. Thus, HR has trained itself to be a superb defensive
player rather than a pro-active participant in the business game.
Employees who wish to develop and advance their career potential

KEN MOORE
Ken Moore, a member
of CRHRA, is the
president of Ken Moore

Associates, a management
consulting group based
in Schenectady, NY.
He s also an adjunct
professor at the State
University of New York at
Albany and at the Union
Graduate College where
he teaches graduate and
undergraduate business
courses in strategic
management.

He may be reached at
kmoore01@nycap.rr.com

Linking strategic HR to a company’s business plan is not an
easy chore. However, here are some examples to consider:

1. Labour costs. These costs must be managed aggressively
in any industry. The result of such management directly affect the
cost of production and impacts the company’s ability to price
its products competitively, grow its profit margins, improve its
competitive position, and stay in business. Gross profit margins
and costs of goods sold are not in the normal bailiwick of the HR
department. However, without understanding the impact of these
ratios on a department’s performance objectives, any compensation

and gain exposure to increased responsibilities are those who can
demonstrate improvements to the quantitative as well as qualitative
metrics that govern departmental and executive decision making.

THE LONG ANSWER: HR can definitely become a strategic partner if it
sees its job as a significant contributor to the company’s business goals.

Firstly, executive management must believe that HR needs to play a strategic
role beyond that of tactical administration. They must demand that HR play
a more strategic role in achieving the company business plan and hold
them accountable for delivering this service. In
order to do this, the top management team
(TMT) must be willing to be transparent regarding
its organizational performance metrics. For

or labour strategy — which is in the purview of Human Resources
- will be unnecessarily flawed, perhaps fatally;

2. Performance appraisals: HR must clearly understand the deliverables
established for each department within the organization. Should any
department fail to achieve its stated objectives, then performance appraisals
should reflect this failure. A superior performance rating for less than superior
performance achievement should not be tolerated. HR sets the bar for effective
and productive performance evaluations and is expected to ensure that a
disconnect between actual performance and evaluations does not happen

and tactfully present arguments to address this

"HR professionals must up-  conditon
grade their financial literacy

3. Employee recruitment: Strategic HR

example, is the company gaining or losing market SleS and bUSIHGSS acumen so recruiters know the difference between hiring

share? Are the company’s gross and net profit
margins increasing or decreasing? HR needs to
know what these metrics mean and why they are
important to the decision making people. From
this knowledge, HR can now link their policies and
procedures to helping the various departments achieve their objectives, thereby
adding recognized value to each transaction.

Secondly, HR professionals must upgrade their financial literacy skills and
business acumen so that they can link their work to the performance drivers
that keep department managers up at night. To do this, in addition to mastering
their transactional responsibilities, HR must develop a clear line of sight between
their work and

m the employees who require a strong organizational infrastructure;

that they can link their work
to the performance drivers."

a body to fill an opening on an organizational
chart and hiring an individual with the knowledge,
skills and abilities to achieve the deliverables
established for the position. An HR recruiter may
be asked to find suitable candidates for an open
credit manager position. Without knowing the specific deliverables demanded
of this position (e.g. reducing the accounts receivable ratio by 25%), HR may
invite for interviews candidates who are not qualified or competent to do the
work that is expected.

Developing HR into a strategic partner is a two-way street. HR must develop the
business and financial skills necessary to gain and sustain credibility within its
business community. With that credibility, top management can demand higher
levels of performance from its HR department — and get it!
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Ot tpéxovoeg olkovopkeg e€ehibec oV Kvmplaky ayopd éyovv emnpeaotel dueoa amd Ty olkovouLky kpio)
s EMadag kat to aBéBato kar aotabég owovopukd mepipaMov g Evpomng. Qg amotéheopa, énerta and
TOM& Xpovia, o Ssim'r]g owo’tmv%ng Va EXEL APVITIKO TTPOOTLO KAt vat ﬁpimcstou 070-1.2% 7102012, ue Tov
TAnBwpLopd va kopaivetar 0o 3.5% kat Tig pecompdbeaties okovopukég TpoPAéyelg va eivat Suooiwveg,

ETPEPOVTAG &)Gpsvsig vaer’]ng Yl TG £Tatpieg ov SPOLO‘TY]plOTCO tovvtat otnv Kompo.

Y€ QUTA TN CUYKUPId, Ol NPOKAAGEIC NMou KaAouvTal va
QVTIHETWNIoOUV Ol €TAIPiEG €ival avaupioBATNTa MOAU
HEYAAEG Kal NPWTOYVWPEG. Onwg éxel anodeixBei die-
BvC O aVTIOTOIXEQ MEPINTWOEIG, O KAEIDI yIa TNV €Mi-
Biwon kal Tnv €£0do Twv €TaIPIOV aAnd TO TOUVEA TNG

Kpiong avadeikvUeTal N AnoTEAECUATIKA Slaxeipion Tou

Sown 5 . el 56 JOANNA MOUTAFI
avBpwnivou BUVAHIKOU — Nou. anoTerel TV «KapdI&> "y Moutfiisa
NG enixeipnong. Evaq Bacikog napdyovrag enmuxiag  Chartered Psychologist

and a Senior Consultant
eival Ta dikala Kal EUBUYPAPUICUEVA PE TOUG OTPATNYI- atHay Group, in the

| | | ) ) . region of South-Eastern
KOUG ETAIPIKOUG GTOXOUG MAKETA QHOIBMVY KAl MAPOXMY  Europe. She specializesin

, e . . WOl'kal'CC cngagcmcnt

Ta onoia Ba PeyiocTonoloUv TNV NApakivnon Twv pyalo- and effectiveness,

uévwv kal 6a augdvouv Tn JECEUCH TOUG Kal TOV MPO- selection/assessment,
leadership development

0avaToNIoUO TOUG OTA ETAINIKG ANOTEAECUATA, EVW TAU-  andtalentmanagement.

i i i . Joannaholdsa PhDin
TOXpova Ba cupBAAoUY OTN BNpICUPYIa KAAOU EPYACK  Occupational Psychology
oy 5 , , ., ) from University College
aKoU KNHATOG. ZUVENMG, €Va ONHAVTIKO EPWTNHA MOU | 0 ey o thored
NPEOKUNTEI MAéOV YIa TIQ SIOIKACEIQ TWV OPYAVICHWY €ival 3books on psychometric

av ol apoIBEG TwV epyalopévwy Ba NPENEN va AVTILETW-
ni¢ovral oav éva akéua Peydho kHOTOG yia Ty eTaipia,
TO onoio NPéEnel va PeIwBel, n av Ba NpENel va NPOoEYYi-

ZovTal ONIOTIKA Kal 0pB0AOVIKA, WS PIa oTPATNyIKA €NEV-

tests and has published
over 15 research papersin
scientificjournals.
Joannamoutafi@
haygroup.com

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.
Spyros.gkinos@

haygroup.com

anopacicel akéua TNV PICBOAOYIKA TOUG MONTIKA yia TO
2013, Aoyw Tng aBeRaidtnTag nou enikpatei yupw and Tig

OIKOVOUIKEG EEENEEIG.

XpeidleTal, dpwg, 1I91aiTEPN NPOcoxn yia TIG ETAIPIES Ol
onoieg oxediAfouv va npoPouv o Ndywud Twv auEnoe-
wv, KaBwg Ba npénel va AdBouv unéywn OTI N NPOCWPI-
VA PEiwon Tou AeImoupyikoU kOoToug and To NAywHa Twv
auEioewv Unopei va anodeIxBel PIkp o Ooxéon JE TO
KOOTOG TOU avTIKTUMOU Mnou dUvaTal va €Xel autd oToug
€PYalopPEVOUG Kal TEAIKA va QEPEI TA aVTIDETA anoTEAE-
opara. OpigovTia PETpa, 6nNwe 1o NAyWwHPa Twv auEnoe-
wv oe GAOUG ToUg €pyalopEVOUg, MWMNopEl va AnpBouv
and Toug anodoTIKoUG EpYAlouEVOUG we «ENIBPAReUcn
NG PETPIOTNTAG» aPOoU JE auTd TOV TPOMO AVTIIETWNICO-
vTal Aol e Tov id10 TpoMno, aveEapTNTWS TNG CUVEICHO-
0dg Toug oTa anoteAéopata. Mia noAU onuavTIkA eninTw-
ON UMOPEI va €IvVal N ANOX®WENGCN TWV MIO IKAVGOV TOUG OTE-
AEXWDV — TWV TAAEVTWV MOU oucIiaoTikd Ba Bonbricouv Thy

eTaipia va Byel and Tn SUCKOAN KATACTACN va avanTu-

duon n onoia av oxedlacTel Kal UAonoinBel cwoTd Ba NPocdwael Oty eTalpia

HAKPOXPOVIa OPEAN.

Mg, duwg, deixvouv va avtidpolv npayuaTika ol eTaipieq otny KUnpo o autiv
TNV Nepiodo TG aBeRaidTNTAG; ZUPPWVaA PE TNV NPOGMATN UEYAAN €PEUVA NOU
dieEiyaye n Hay Group yia Tic AUoIBES Kal
Mapoxég otnv Kunpiakn ayopd, oe deiyua
47 peydAwv eTAIPIOV dIaPOPwV KAGdWY, TO
59% Twv eTAIPIWV NPOERNCAV OE ICBOAOYIKEQ
augnoeig To 2012, N0cOCTO CNUAVTIKA XauN-
AoTEPO and TO avriotoixo 90% katd 1o 2011,
To péyebog Twv augnoewv NTav €niong oOxe-
TIKG XauNAOTEPO, and 4.3% 10 2011 e 4% TO

2012 v oI NEPICCOTEPEG ETAINIEQ BEV EXOUV

"Optlovtia pétpa, dmwg T0
Téhywpa Twv avéfoswy ot Ghovg
TOVG epyaZépsvovg, umopei va
M@Botv and Tovg amodotikong
epyalopévovs wg emPpdpevor
THG HETPLOTNTAG.”

XOEl LEMOVTIKA PHECW TNG YVWONG, TNG EUNEINIAC Kal TNG DECUEUCNAG TOUG GTOV
opyaviopo. E&cou peydo pioko, Opwg, (EkTOG and T SUCKOAIT Kal TO KOGTOG
KAAUWNG pIag KEVAG BEoNG WE IKavA OTEAEXN), efval va napapeivouv ol duca-
peoTnpévol epyalOuevol oty eTaipia, diXwg va gival KIVNTOMoINPEVO! va KaTa-
BdAouv NpoondBela yia va pEPOUV Ta AVAUEVOUEVA ANOTEAEGHATA GE [ia TOGO

Kpioiun nepiodo.

BeTIKO OTOIXEID NAVTWS AnoTeAE!, 0TI CUPPW-
va pe v €peuva TG Hay Group 10 81% Twv
eTaIPIOV oTnv Kunpiakn ayopd enavegeTd-
Zouv TN PIOBOAOYIKA TOUG MOAITIKA KABE XpOVo.
e aut Tnv nepiodo NepIcoOTEPO and MoTe,
eival anapaitnTo ol ETAIPIES va avadiapoppw-

OOUV Kal VA QvarpocapHOCOUV TN GUVOAIKN

MOATIKA apoIBWVY Kal NapoXwy Toug divovTag EUpacn OTIG AUOIBEG BACIOUEVES
otnv anédoon. MapoAo, dUWG, Nou 77% Twv ETAIRIMY NAPEXOUV bonus oToug
epyalopévoug Toug, Hovo To 62% auTwy Bacifouv TNV napoxn bonus otnv
atopikh andédoon Twv epyalopévwy. AEICel, eniong, va onueiwBel T TO péye-
00¢ Twv PETARANTOV anodoxwy nou anodoBnkav oToug epyalopevous yia
TNV anédoon Tou 2011 ATtav peiwpévo katd 30-50% ce ox€on PE TNV NEPUOIVA
XPOVId, KUPIwG AOYW TNG WN ENITEUENG TWV OTOXWV WG ANOTEAECHA TNG TAXE-
Qg apVNTIKAG avTIOTPOMNG TOU KAIUATOG TNG Ayopdq Kal TNG N €yKalpng ava-
NPOCAPUOYAG TwV OTOXWV. AUTO KaTadelkvUel OTI yia va €ival anoTEAECHATIKO
10 cUCTNRA auoIBWY, Eival anapaitnTo va undpxel Kail éva agionioTo, PEaNOTI-
KO, EUENIKTO, dikalo kal anodektd ocuoTtnua dloi-
KNoNG TNG anddocong, yia auTd Kal MOANES (KUPI-

WG NOAUEBVIKEG) ETAIPIEG EMIKEVTPWVOVTAI GTOV

"Eivat amapaityjto ot eTaupieg
va avadlapopPwoovy Kat

NAPOXWV/WPEANPATWY (ETAIPIKA QUTOKIVNTA, NAKETA 1IATPOPAPUAKEUTIKAG
KAAUYNG, ouvTaglodoTIKA NPOYPAPUATA) KAl TNG PEYICTONOMNGON TOU NPAYUATI-

KOU O(ENOUC Yia ToV £pYAlOUEVO.

®uolkd, anapaitntn NpoUndBeon yia TNV ENITUXIA AUTWV TwV aANayV gival
va Undpxel avoIxXTA Kal EINKPIVAG ENIKOIVwVIa PE Toug epyalopévoug Kal
KAWa apoiBaiag euniotoouvng. MoANG napadeiypata ETAIPIOV NAYKOOWI-
w¢g Oeixvouv nwg ol epyalopevol ival npdOupol va dexTolv akoOua Kal Uei-
won oTo Bacikd Toug pIcBO dTav Katavoouv TIG NPAYLATIKEG DUCKONEG Nou
avTiueTWNICEl 0 opyaviopdg Toug. I’ autod, Aoindy, Ba NPénel ol JIOIKAGCEIQ
va éxouv avoixToug SIaUAOUG EMIKOIVWVIAG HE
TOUG avBpwnoug Toug, oUTWS WOTE VA APOU-

yKpGZovTal TIG NPAYHATIKEG aVAYKEG TOUG, va

avaoxediaopd TwV CUCTNUATWY TOUg auti TNV r dNpIoUPYNoouV KAiJa gunicToolvng aAANG Kai
o o Seo , . Va AVATPOTAPUOTOVY TH) s . o
nepiodo. TéAog, dlapaiveTal kal n Téon enavagi- va PETadIdoUV anoTeEAECHATIKG TO Opapa Kal
A A 14
0AGYNONG TOU GUVONIKOU NAKETOU AUOIBWY HECW GUVO}\lKYI ’JTO}\lTlKVI aHOleV TOUG BPaxuxpovioug Kal JaKpOoXpOVIoug oTRa-
Tou e€opBoAoyiopoU Tou KOGTOUG TwV dIaPOpwV Kol j-capoxd)v TOUQ.” TnyikoUg oTdXoUG TNG €TAIpiAC.
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Strengths vs. Learned Talents

The traditional approach to training - fixing what is wrong - has given way to a widespread belief that you
should play to your strengths. People love this idea. Dr Lyle Spencer, one of the founders of the competency
movement, summed it up by saying: “You can teach a turkey to climb a tree, but it is easier to hire a squirrel”

HR professionals also love the idea that if people believe talents are
learned, not innate, they perform better. Not only is this idea is very
empowering - “be strong and you can master any skill’—it is backed
by solid research.

The only problem is that these two ideas are contradictory. If
someone is not good at sales, should you follow the ‘strengths’ camp

always those skills are also strengths, since you move up the
learning curve quickly. At the same time, often but not always, it
makes sense to believe that skills are learned not innate since this
belief enhances skill development. However, if you want to be a
figure skater but have poor coordination then the belief that skills
are learned may lead you down an unproductive path.

DAVID CREELMAN

and tell them to give up, or the ‘talents are learned’ camp and tell
them to keep trying?

David Creelman is
CEO of Creelman

THE DOWNSIDE OF CURVES
The talk of leaming curves and payoff curves is very logical, but

Research providing

writing, research and
commentary on human not very practical. If we have two main training perspectives, play
capital management. He
works with a variety of
academics, think

SEEKING RESOLUTION
There is value in both the ‘strengths’ and ‘talents are learned’ ideas.
The trick is to see them as perspectives rather than laws of behaviour.

when one wants to give advice explaining this kind of algebra is

to your strengths and skills can be learned then it is a question of
pulling out the one appropriate for the situation, not becoming a

. . . . . . tanks, consultancies and
With any skill there is a learning curve where increased effort delivers HR vendors in the US, hardened advocate of one school or another.

increased ability. If a skill is one of your strengths, you will go up that ~ Japan, Canadaand China.
Mr. Creelman can be

curve quickly. Also, for any skill there is a payoff curve such that

reached at dereelman@ Phrases like ‘play to your strengths’ become a short-hand way of

an increase in skill might be worth a little or a lot. If you are good at creelmanresearch.com saying ‘In this particular case, this rule of thumb is appropriate.’

persuasion then playing to that strength can lead you to excel.

If you are good at persuasion, but on the verge of getting fired because you
never hand in reports on time, then fixing that weakness will have a big payoff.
Of course, fixing the weakness requires the belief that talents can be learned.

So which skills should you put effort into? The answer is those skills where the
effort it takes to move up the learning curve delivers a payoff. Often but not

Thinking of management as a collection of rules of thumb to be applied where
relevant, as opposed to laws of behaviour that always hold, allows us to comfortably
manage contradictions. It even leads us to doubt ourselves if we do find we are not
dispensing contradictory advice. If you always say “Play to your strengths” or always
say “Skills can be learned” then you are not adding value. Your value comes from
your experience and ability to recognize pattens such that you can distil a complex
situation and give the helpful, simple advice that someone needs.

Katn vmpeoia avBpwrvov

duvapikov Ypetdletat Eheyxo

Ortav n Yanpeoia AvBpwmvov Avvapikon (YAA) TPWTOEUPavioTnKe 0TI apxés Tov 2000 alwva vId ™
UopQ1| Twv <YmaMnAwv Evy ueptac> 1 Twv «Kowwvikwv Ipappatéwv>, o po’Xog TOVG 1TV CLVTOVIOTIKOG,
Snadi va pecohaBoty petald Twy vIaM WY KaL TwV EpYOS0THY, OVTWG WOTE Va TAPEXOVTAL TTOVG TIPWTOVG
Ta anapaityta y va (ovv. Apy0Tepa, ot oLYTOVIOTEG avTol ovopdoTnkay «Asrtovpyol Epyaciag>, votepa
«[poowndpyec> 1 «AtevBvvtég ITpoowmikov> kay, Téhog, «Atevbuvtég AvBpdmvov Avvapikon.

ApXIKA, AOyw Kal Twv EKACTOTE TITAWV Toug, ol Aeiroupyol Tng YAA ritav
Ta «KAAG NAIBIA» TWV ENIXEIPACEWY, APoU PPOVTIZAV VIa TNV EUNPEPIa
TWV CUVAdEAPWY TOUG KAl YIa TNV ENAUCN Twv dIAPOPWY TOUG E TOUG

£PYODOTEG TOUG.

ApyOTEPQ, HE TIG UMOXPEWOCEIC MOU EMERBAAAV OTIC EMIXEIDNCEIG N
auoTnEn €PYaTIKA VouoBeaia, o kavoviopol ao(PAAEIag Kal UYeiag,
ol Vool MePi NPOCWNIKWY OEDOUEVWY KAl OF AEMTOUEPEIC CUAOYIKES
OUMBACEIQ E TIG CUVTEXVIEG, CUVETEIVAV WOTE oI Agiroupyoi TG YAA,

anod «kaAd naidid» va PETATEANOUY G «kakd naidid». Autd opeindTav

KYPIOI TOMEIZ EAEIXOY
O €Aeyxog KaAUNTel 6A0 To PAopa Twv dpacTnPIoTATWY TNG YAA pE

1d1aiTepN €UPacn oTa Mo KATwW:

!
\ _‘ u [poypappaTIouos
’ [MveTal NoIoTIKA Kal NOCOTIKA a§IoAOYNoN TOU UPICTAUEVOU MPOCW-

AHMHTPHZ
EPTATOYAHX
O Anuiyrpns Epyatotdng
efvat agumnpeTioag
Avrepog AtevBovrrg
™ Adixrg Tpémelag

nKkou, kal a§loAoyouvTal ol LEANOVTIKEG AVAYKES, Ta oxédia diado-
XNAG, Ol ANOXWPENCEIC KA.

m X TEAEXWON

0oT0 Yeyovog 6T n YAA ENIPopTIOTNKE e SUCKOAA Kal ENaxBn kaBr-  xau§prmko Hék;@ v AEIoAOYOUVTaI Of HEBOSOI Kal 01 BIASIKAGIES MOU AKOAOUBOUVTAI OTIQ
Kumprakod Xvvdéaiiov

KOVTa ONWG 0 XEIPIOPOG NEIBAPXIKWY UNOBECEWY, N ENIBOAN MOV, AwoBovong Avdpomvor  MPOCANYEIG, Ta €§00a MPOCAAWEWY, N AMOTEAECUATIKOTNTA OTNV

Ol anoAUGEIG KA. Avvaguxob.

Tnv idia nepiodo, o1 enixeiprioeig dev €dIvav IIAITEPN ONUACia OTN OTEAEXWON
Twv YAA, agou ol Aeimoupyoi Tng enmAéyovTav pe BAon TNy auctnpdTnTa Kal Thy
TunoAatpia Toug. ‘ETol, n Ynnpeoia katdvinoe oupaydg otn Aiyn oTpaTnyikov

anoQACEWV.

Ta teleutaia xpovia, 1Idiaitepa and TOTE Nou N YNNPESia MAPE TN CNPEPIVA TNG
ovopacia (YAA) o pdAog TnG avaBaBuioTnke kal onuepa Bewpeital évag and
TOUG ONPAVTIKOTEPOUG NAPAYOVTEG MoU KaBoPICouv Tov OTEATNYIKO NPOYPAUWa-

TIOPO TNG ENIXEipNONG.

EAEMXOZ YMHPEZIAZ ANOPQIIINOY AYNAMIKOY
O éheyxog TG YAA eivar pia cuotnuaTiki dladikacia, n onoia eEeTddel Tn oTpa-
yIKA TG YNnpeoiag, TNV NOAITIKA TNG Kal TIC OIadIKACIEQ NoU auTh epappodEl.

Onwg kKaBe dANOG €Neyx0g, €101 Kal 0 €Aeyxog TNG YAA nepvd and 1a €§Ag
otadia:

m KaBopiZovTal ol oTdX0l Kal Of GKOMOi TOU EAEYXOU

m AvaAUovTal Ta anoTeAéoUaTa Tou EAEYX0U Kal evionidovial Ta duvard Kal 1a
aduvata onpeia Twv dIadIKaclbv Nou akoAouBouvTal

m KaraprtieTal oxédio dpdong yia avackonnon Kai BeATiwon Tou GAou cUCTARIATOG
m YNoRAMeTal EkBEoN TNV AVWTEPN NYESIA TNG EMNIXEIPNONG YIA TOUG TOWEIG Nou

KAAUWE 0 EAEYXOCQ, TNV ANOTEAECHATIKOTNTA TOUG, TUXOV ENNENPEIG, Kal glonyA-

CEIg yIa BeATiwonN TN KaTdoTaoNng.

NANPWON TWV KEVWOV BEGEWY, KATA NGCO NPOCAARBAVOVTAIl OF KATAA-
ANAOI UNOWA®ION KA.

m AEIoAdynon npoownikou
Avahuovtal ol éBodol mou xpnaigonolouvTal yia TNV agloAdynon Tou Npocwrii-

KOU, Kal N anoTeEAECUATIKGTNTA TOUC,.

m Eknaideuon kar avantuén

AvaAUovTal Ta €idn Kal o oKomnoi TNG EKNADEUONG, PEAETOUVTAI TA EKNAIDEUTIKG
npoypdupaTa, agloAoyeiTal To NPOcwIKO PETA TNV eKNaAideUoN (yia va eEaKpIBw-
Bei n anoTeAecpaTikGTNTA TNG EKNAIGEUONG), avaAUovTal Ta NEoyPAUUaTa ava-

NTUENG, HEAETOUVTAI OI MEPIYPAPES EQYAOIAC KA.

m MioBoi kal wPeAnaTa
Avahuovtal or EBodol Mou XpNnaolornolouvTal yid TNV Nap@eNon Tou NPocwnikou

Kal TO NPOCPEPOUEVA KIvNTOA.

m /\erroupyoi YAA
Avahuovtal ol éBodol nou xpnalponoiolv 6ool epyddovtal otnv YAA kai eEeTa-
Zetal katd Ndoo ol PEBOSOI AUTEG CUVADOULY E TO ETAIPIKO NBOG (TNV KOUATOU-

0a) TNG eNixeipnong.

O éheyxog ™G YAA anotelel éva ioxupd 6rAo via BeAtiwon Tng Ynnpeaiag,
apou, Je Tov EAeyxo viveTal KaTopBwTd va eUBUYPAPUICTOUV Ol MPAKTIKES MOU
akohouBoUv ol AEIToUPYOl TG E TN GTPATNYIKA TNG EMIXEIPNONG, Va EVIONICTOUV
TUXOV EMNEIPEIG KAl VO YVWPEICEI N aviTATN NYESIa TNG enixeipnong Tig dIadikacik-
€G nMou akohouBouvTal. TEAOG, EVNPEPWDVOVTAI Ol A§IwUaTOUX0l TNG EMNIXEIPDNONG
YIO TUXOV HEAOVTIKOUG KIVOUVOUG — and MOIOTIKA KAl MOCOTIKA EAAEIYN NPOCwI-

KoU — Kall evioxUeTal n déopeuon Twv Aeimoupydv TnG YAA yia cuvexn BeATiwon.
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Active

ageing

The World Health Organization gives the following definition to the phrase “Active ageing”™: *
Active ageing is the process of optimizing opportunities for health participation and security in order to

enhance quality of life as people age”

by UNIVERSITY OF CYPRUS HRM STUDENTS
DENKA KOVACHEVA | LINNA SO | MARGAUX DE BOECK | MARKO VIRTANEN

According to the United Nations a person is considered old, if he/she is over
60 years. This may seem too early to call old in the developed societies, where
greater life expectancy occurs.

We should know that chronological age is not a marker for the changes
that accompany ageing — there are variations in the way time reflects on
people physically and mentally. Countries should consider these factors when
developing policies for their “older” population. The ageing of population rises
SOMe SOCio-eCoNOMIC CONCerns:

m How to help people remain active while growing old

= Will a large number of old people bankrupt the health care and social system
Entering the 21 century the ageing population is putting social and economic
demands on all countries. Still the World Health Organization states that
countries can afford to “get old” if their governments, organizations and civil

society make the participation, health and security of older people better. These
measures to help older people remain active are necessary for all the countries
in the world.

The population of people over 60 is the fastest growing age group in the world.
Between 1970 and 2025 this group will grow to 694 million, 223% growth rate.
This means that in 2025 there will be a total number of about 1,2 billion people
over the age of 60, in 2050 - 2 billion with 80% living in developing countries.
Age composition is the proportionate numbers of children, middle-aged adults,
young adults and older adults in any country. The ageing of population means
that there is a decline in the proportion of children and young people and
increase in the proportion of people over 60 years old. That means that figure 1
will become more cylinder-like, not triangular pyramid like it is now.

Fertility rates decrease, longevity increases and that leads to more “greying” in

Figure 1. Global population pyramid in 2002 and 2025
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the world population, despite shortage in life expectancy in the African world
(due to AIDS) and some other countries (due to other medical diseases). The
fertility rates are sharply decreasing all over the world. By the year of 2025, 120
countries will reach total fertility rates below the replacement level - the average
fertility rate now is 2,1 children. This will be a very substantial increase compared
to 1975 when only 22 countries had a total fertility rate bellow or equal to the
replacement level.

Nowadays the population ageing is more associated with the more developed
country regions — nine out of the ten countries with more than 10 million
inhabitants and largest older people group are in Europe. By 2025 the
population over the age of 60 will be 1/3 of the population of countries like
Japan, Germany, Italy and then other European countries.

Table 1. Countries with more than 10 million inhabitants (in 2002) with the

highest proportion of persons above age 60

If we make a comparison between the developed countries and the developing

ones we will see that socio-economic development in the developing countries
did not go along with ageing population. In developed countries the population
ageing was a gradual process coming after steady socio-economic growth,
after several decades and generations. In developing countries the ageing
of population is compressed into 2 or 3 decades. Thus the population of
developing countries is getting older before any increase in wealth occurs.

Figure 2. Distribution of world population over age 60 by region, 2002 and 2025
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2002 2025
Italy 24.5% Japan 35.1%
Japan 24.3% Italy 34.0%
Germany 24.0% Germany 33.2%
Greece 23.9% Greece 31.6%
Belgium 22.3% Spain 31.4%
Spain 22.1% Belgium 31.2%
Portugal 21.1% United Kingdom 29.4%
United Kingdom 20.8% Netherlands 29.4%
Ukraine 20.7% France 28.7%
France 20.5% Canada 279%

Table 2. Absolute numbers of persons (in millions) above 60 years of age in countries

with a total population approaching or above 100 million inhabitants (in 2002)

2002 2025
China 134.2 | China 2815
India 810 | India 168.5
United States of America 469 | United States of America 86.1
lapan 31.0 | Japan 435
Russian Federation 26.2 | Indonesia 350
Indonesia 17.1 | Brazil 334
Brazil 14.1 | Russian Federation 32.7
Pakistan 8.6 | Pakistan 183
Mexico 1.3 | Bangladesh 11.7
Bangladesh 1.2 | Mexico 116
Nigeria 5.7 | Nigeria 114

In all countries around the world, mostly in developed ones, the older population
is ageing itself. People over the age of 80 number around 69 million, most of the
living in developed regions. The people over the age of 80 are one percent of the
world’s population and three percent of the population of developed countries
and they are the fastest growing segmentation of the ageing population.

In developed, but also in less developed countries a concern arises about
whether a shrinking labor force will be able to support the part of the country
population that is considered to be dependent on others — children, older
people, etc. Right now in Japan there are 39 people over the age of 60 for every
100 in the age group 15-60. In 2025 this number will rise to 66.

In 2002 about 400 million people with the age of 60 and above lived in the
developing world. By the 2025 this number will increase to about 840 million
which will be 70% of all the old people on the Earth. Over half of these people
will be living in Asia. Asia’s share of the world’s older population will continue to
expand, but Europe’s share as a proportion to the global older population will
get the biggest over the next two decades.

IMPACT ON COMPANIES & HR PRACTICES

Because life expectancy increases across Europe, pension ages are rising.
Many employees fear that they will not be able to have a respectable job until
they can retire on a decent pension. It's important to raise awareness about this
matter and promote measures that create better opportunities for older people
to remain active. Encouraging older workers to work longer is essential. But this
of course requires some effective incentives, such as improvement of working
conditions (e.g. flexible working hours), giving the older workers the chance
to access a lifelong learning programme and the review of tax and benefit
systems. Not only does the employee’s point of view have to change, also the
HR managers point of view. It's essential that negative stereotypical attitudes
and age discrimination towards older workers are destroyed.

The core of the active ageing policies is to enable people to continue to work
according to their capacities and preferences. This would also help to offset the
rising costs in pensions and income security schemes as well as those related
to medical and social costs.

In this chapter we will explain to you how HR managers at this point feel about
active aging and the essential requirements for effective age management.

HR MANAGERS POINT OF VIEW

In 2003 the SHRM (Society for Human Resource Management) published
the report ‘Older Workers Survey’. Numerous questions have been asked,
to HR specialists from over 120 countries in the world, about their point of
view concerning older workers. One of the findings from the survey was that
HR professionals indicated that they had mixed feelings about older workers.
On the charts below, you can see both the positive reasons to hire and the
negative reasons not to hire older worker. Remarkable is that HR specialist
are quite contradictory regarding “flexibility” while it's has been considered
to be both positive and negative. Employees approaching retirement age are
not interested in working the typical 40-hour week. Older workers are more
interested in having more flexible work schedules, because most of them, at
this age, desire a high-quality of life and prefer to work part time.

Overall, the majority of HR professionals indicate the advantages of hiring older
workers outweigh the disadvantages.



22 CyHRMA

CyHRMA 23

Advantages older workers

More willing to work different schedules
Serve as mentors

Invaluable experience
Stronger work ethic

More reliable

Add diversity of thought/approach
More loyal

Take work more seriously

Have established networks
Higher retention rates

More knowledge and skills

More readily available

More productive

Other

No advantages

Disadvantages older workers

Don't keep up with technology
Cause expenses 1o rise

Less flexible
Don't have same dr‘we“
Require more training
Stifle creativity
Take time for eldercare
Don't work well with other generations
Only want to work flexible hours
Have higher rates of absenteeism
Other
No disadvantages

AGE AWARENESS

A very recent survey published by the European commission showed that 71%
of the Europeans are becoming aware of the population getting older. But only
42% is concerned with this fact.

In the ‘Older Workers Survey’ 65% of the HR specialists indicate they are not
taking any specific action to retain older workers. This means that when the
employee reaches the retirement age they will not make any effort to keep him
inside the company. 30% do make changes in their policies and practices on
recruiting, retention, and management in response to the increasing age of
their workforce. These organizations apply measures such as flexible schedules
(24%), continuous skills training (17%), reduction in work hours (17%), and
asking older workers what they want (5%).

53%

Age awareness must be developed, particularly among HR managers and staff
representatives at all levels. Age awareness training has a two main advantages:
m it increases sensitivity towards the necessity and advantages of an age-
positive HR policy (see in 2.1 age-friendly recruitment)

mand it allows ageing in employment to be considered in a more sophisticated
and Realistic manner

Not only HR managers need training in the background, requirements, opportunities
and limits of age management also the employees should be educated about their
own ageing process and their possibilities in the labour market.

Experience shows, however, that age awareness campaigns, on their own,
do not achieve a great deal if they are not linked to concrete incentives for

companies, such as economic advantages or the need to comply with external
regulations.

1. MEASURES FOR SUCCESSFUL AGE MANAGEMENT
Applying one or more of the following measures are essential in order to limit the
aging problem which will be of the concerns of population in the next two decades.

Age-friendly recruitment

The most important measure is of course to be open to recruiting older
workers. When it comes to recruiting it’s essential to have an ‘age-neutrality’.
The assessment and selection procedure has to be exclusively job and task-
related. For the recruited older employee special orientation or other support
facilities may be required. For example, offering flexible working hours to them
has showed positive results.

Benefits

For HR managers there are often serious concerns that workers become more
expensive and less productive as they get older. Especially in regard to the
recruitment of older workers, higher wage and non-wage costs are reported to
act as barriers (OECD 2006). However, the experiences of individual companies
show that recruiting older workers brings numerous advantages. The main
advantages are:

m Recruiting older workers means that the organisation gains extra experience
and skills (they are often even more skilled then younger people). The
workforce, and the organisation, also benefits from the older recruits passing
on their experience to younger colleagues;

mLinking the new and existing skills of the workforce can raise the organisation’s
productivity and capacity for innovation;

m Retaining older workers avoids the expensive loss of skills;

m Recruiting older workers leads to greater age diversity both in individual teams
and in the company as a whole.

Case study

L’Incontro Cooperative, Italy

A good example for age-friendly recruitment comes from the company
‘L’Incontro’ situated in Italy. It recruits older maintenance workers from the local
region’s to work as instructors in protected job-centres. The workers had either
recently retired or had taken early retirement. Flexible working hours such as
part-time contracts and variable work shifts had been offered to the employees.
The positive outcomes from these changes were that the quality of service and
internal relationships were improved. Also the production lines were extended.

Learning, training and lifelong learning

The choice of the training programmes depends on the organisation’s specific
needs. But there are two very good programmes which have proven many
good results when it comes to training older workers, namely:

mjob rotation which should be combined with on-the-job training (effective for all
employees, not just older ones);

m working time should be flexible — for example, combining in-house training
sessions with special working time arrangements such as partial retirement.
The European Union set a target for average participation in lifelong learning
throughout the EU at 15 % by 2020 for adults aged 25-64. In 2010, average
participation was 9.1 %. It is of economical importance that the qualifications
and skills grow in the future, given that the workforce is getting older.
Implementing on-the-job training integrating older employees is a priority task
for the organisation.

Benefits

Organisations report a number of benefits from age-related training policies:

m in-house training and further education of older employees helps raise the
workforce’s overall skills level and capacity for innovation;

m younger staff see greater potential for career development: their motivation
increases as a result, as does their respect for the performance of their older
colleagues; this is especially true for schemes that involve different age groups,
as these offer more potential for intergenerational knowledge transfer;

mimprovements in the quality of an organisation’s products and services;

m in many organisations, the involvement of older employees ensures the
maintaining of skills levels and the potential for professional development and
internal transfer;

Case study

Verbund Konzemn, Austria

Verbund Konzern is an Austrian distributor of electricity. The company
analyses the ageing of its staff and had developed a number of initiatives,
including education programmes, the promotion of age-positive attitudes,
intergenerational knowledge transfer programmes and quality management
processes. One programme focused on the transfer of practical field experience
and implicit knowledge from experienced employees to experienced trainers, all
participants being over 45 years old.

Flexible working time practices

On the point view of employers, the most beneficial part of hiring elderly people
could be the flexible working hours of the old employees compared to other
age group, as we can see on the figure on page 8. The old do not stick to their
own working schedule; they have less interest toward other routine things than
the young, which make working on the different time possible. What is more,
unlike other age group, the elderly used to put their working experience and
responsibilities with more sincere attitude on their job. In consequence if the
work does not need lots of physical capability, it would be recommended to
supply a new old employee in their workforce other than younger generation.

Benefits

m Changing the point of view toward the elderly that may bring more flexible
schedule on working would give employers greater benefit of planning a labor
distribution within their corporation.

Health protection and promotion, and workplace design

One of the most problematic points of hiring senior workforce can be a health
problem. However concerning the case of Finland, health problem and working
place designing can be adjusted. Finland has been recently paying attention
world-wide due to their comprehensive policies for the aged people including
recruitment of senior.

FINPAW referred as Finnish National Programme on Aging Workers has
operated focused on the two concepts; work ability and maintaining work
ability. With these two main conceptions, Finland itself is eager to grow and
enhance the performance by establishing some measurements. Most of all,
Finland interprets the old workers capability of working by

1) the personal ability such as health, skill and desire,

2) what company needs to do

3) Interaction between workplace.

As a result it would reduce the post problems after hiring the olds into the work,
since the appropriate candidates will be admitted when they choose what to
do by their health status. What is more, Finland takes consideration on both
senior employees’ health and promotion to be opened by enhancing the health
and ability of senior, and redesigning the workplace such as human resource
management department which helps senior to support a better performance
of their capability and also community within the company. It would solve the
losing desire during the olds working on their job and also lower the anxiety on
employers who have a senior worker on their company.

If it is possible to redesign the working area, changing working place for the
health level of employees would be important. Would the office locate in the
upper floor without a lift or construction site, the old cannot be trying to go
to their working site. Thus we can assume that the better workplace bears
the better work performance, which would positively impact on the result of
workforce and satisfaction of senior by providing what they needed; an office
located in lower floor, first-aid kit for senior, comfortable and safe uniform would
be the examples.
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Benefis

m Keep employees work their site which will lower the turnover cost

m Make it possible to use veteran skill into the corporation by integrating the old
workforce and it would increase productivity of company

Employment exit and the transition to retirement

There is no age limitation for the retirement in United states whereas Japan
has the age of retirement. We cannot say which one is better and worse, but
having an age of retirement and let them give subsidies would be good. Here
is the problem; Japan provides a social security for senior after 70 years old
but the retirement is 60 years old which means no subsidies for ten years and

have to live on their own. It will seriously cause a serious threat onto the seniors
directly facing the financial problems. In consequence, government would try to
prolong the retirement age from age of 60 to 70. However as we can find below
a number of senior workers opposite this agenda

To put it more specifically, the ministry announced Thursday that in a survey of
138,000 small, medium and large companies, only 17% of employees favored
working until 70 years of age. Moreover, only 47.9% favored working until 65.
In small to medium-sized businesses, 50% of employees favored working until
65, but this number fell to 23.8% among employees of large companies, the
ministry said in a statement.

Intemational Yoluntary Betired A pe Companing (Male, ape over 60, 2005)

Japan & Koreq [ (rermany Sweden
Before G 0.2 1.2 7.1 29 14.2
G~ 11 2.1 15.7 344 9.4
~fi5 K5 1E.7 4749 53.5 2312
~T0 327 3H3 14.4 4.6 24
T5--H0 1.4 24.1 412 04 0.l
Ortheer 53 B4 10.5 259 0.3

Intemational Yoluntary Retired A& pe Comparing (F emale, ape over 60, 2005)

Japan & Korea [ (rermany Sweden
before GO TR 2.1 12 16.6 40.3
) 283 0.7 19.5 624 48
~fi5 3449 228 434 16.7 10
~T0 17.6 257 1.6 1.1 1.1
T5--H0 5.1 4.6 3 0 0
Others 5 6.9 10.3 27 0.3

As we find on the tables right above, wish to have a lower voluntary retire age
is not just for the case of Japan. Though, Social security spending in Japan
accounts for around one third of the $1 trillion state budget and the amount
is growing steadily. Japan’s outstanding dept is already twice the size of its
$5 trillion economy. When it comes to the end, there would be short of money
because of the long time period recession and deep dept of government itself.
Subsidies or social securities to back up the increasing number of seniors
cannot be possible in the end. A welfare ministry panel is due to hold further
retirement age discussions toward the end of the year.

In consequence, drawing an attention from society, raising fund, reforming the
pension by government dimension would be needed to minimize the difference

between the age of voluntary retirement and the age of getting social security
benefits. On the other hand, when it comes to the negative attitude toward
efficiency of government pension system within the majority of the young
generation, government should start to recommend the young not to depend
only on the social pension for their 70’s or 80’s but to have their own saving or
private pension for a better living when they get old.

Comprehensive approaches

The most important point of hiring aging people is that the companies hire elderly
not often even though they do not think of it as negative, and this atmosphere
should be changed. For the case of Japan, government pay subsidies if
corporate have recruited the old. However this kind of policies could be not

enough because it related only money. Thus, it is recommended to changing a
perception, attitude, or even paradigm toward hiring seniors like the hiring the
old friendly policy from Finland. To put it more specifically, active aging policies in
Finland operate comprehensively not only offering jobs to senior but redesigning
the social-economical environment to be friendly to the senior employees.
Finland government runs campaigns to switching a perception of senior workers
among society, supporting a corporation that makes senior employees friendly
environment, providing physical and psychological relieve for the old, having a
research and development to have better understand on the senior labor, and
educating every interesting group concerned with senior workers.

For these effort to switching a perception about senior employees, appealing
and attracting society to having a senior workforce — for the olds, having a
proper job which offers appropriated level of work concerning their health level,
and which offers enough allowance and promotion. For the company, having
skills and greater royalty by hiring senior labors - for lowering the difference
between the age of retirement and social security beneficial age will be useful to
achieving active aging in the future.

CONCLUSION

As we can see, people are willing to work after their traditional retirement. They
are willing to work as part-time and they are not only looking forincome but sure
it is one big factor in some countries where pensions are not so good.

People reaching their retirement age are creating lack of employees to
the employment markets. Not only because of the volume but also in skill,

knowledge and dedication. Those people are already educated. They have

"It’s essential that negative
stereotypical attitudes and
age discrimination towards
older workers are destroyed."

skills and knowledge about their jobs plus most of them are willing to work.
These people are very important workforce to employers and they should not
be underestimated. Instead companies should invest in their employment
and health. When talking about ageing people the health is one of the most
important things. To secure people’s ability to work companies must secure
their health. Improving healthcare systems and regular health inspections are
the key to improve people’s longer working.
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Handling and Prevention
of Sexual Harassment at

Workplace in Cyprus

GEORGE Z GEORGIOU & ASSOCIATES LLC - NICOSIA, CYPRUS
george@gzg.com.cy.

CYPRIOT LEGAL FRAMEWORK

Sexual harassment is defined as any form of verbal or physical behaviour
of a sexual nature, unwanted by its recipient, that is conducted with the
purpose or effect of outraging a person’s dignity and, in particular, creating an
intimidating, hostile, humiliating, degrading or offensive environment during a
person’s employment or vocational training or during his efforts to apply for that
employment or get enrolled on training.

The legal framework with regards to sexual harassment at work in Cyprus
is provided by the Equal Treatment of Men and Women in Employment and
Vocational Training Laws of 2002-2006 (‘Law 205(1)/2002’). This legislation
establishes an absolute prohibition on sexual harassment at work, in both the
private and public sector, and covers all aspects of employment, including
application, promotion and retirement or resignation. Law 205(1)/2002 obliges all
employers to abstain from any action which constitutes sexual harassment and
to prevent or deal with cases of sexual harassment. Moreover, the law provides
protection against any vengeful action which might take place towards a victim of
sexual harassment who decides to complain about the harassment. The law also
protects any employee who is willing to provide evidence or present himself as a
witness with regards to any sexual harassment incident that has occurred within
the organisation.

EMPLOYERS’ DUTIES

It is important to note that Law 205(1)/2002 establishes a general obligation
towards every employer to protect their employees, trainees or candidates for
employment or vocational training against any action of sexual harassment and
to provide a safe working environment. For this reason, the Cypriot Ombudsman
suggests that employers should have a sexual harassment policy for the
prevention and treatment of sexual harassment within their organisations.
Although there is no legal requirement to have a compliance officer it is
considered that a company's directors, general managers and supervisors are
key to the successful implementation of a policy against sexual harassment.
These figures will be responsible for the general oversight of the working
environment, which must meet accepted professional standards. They must
be seen to set an example for all employees in relation to the prevention
and treatment of sexual harassment and they must promote the company's
policy. Moreover, these figures should consider and immediately investigate all
complaints of sexual harassment urgently. In order to effectively prevent and
treat cases of sexual harassment in the company, an internal procedure for the
investigation of all such complaints must be established, taking into account the
size, structure and available financial resources available to the company. The
main purpose of having such a procedure in place is to seek to peacefully settle
any complaint internally and avoid proceedings in court. The complaints should
be investigated by specifically trained personnel.

SEXUAL HARASSMENT POLICIES

It is advisable for employers to have a sexual harassment policy in order to
comply with the legal requirements regarding the provision of a safe working
environment (Article 12 of the Law 205(1)/2002). By implementing a sexual

harassment policy, employers may avoid or reduce possible its liability for
incidents of sexual harassment.

In addition, the creation of a sexual harassment policy helps employers to
safeguard the trust and respect owed to their employees, maintains positive
relationships among colleagues and further promotes and enhances the
employees' productivity.

A sexual harassment policy it is advisable to contain:

m a policy declaration on behalf of the company stating clearly that the employer
will not tolerate any incidents of sexual harassment and will adopt all the
necessary measures in order to prevent such incidents;

m a list of the employer’s targets in relation to sexual harassment;,

ma clear definition of what does and what does not constitute sexual harassment;
m certain examples of sexual harassment in the workplace;

m a declaration from the employer emphasising that sexual harassment is illegal;
m details of the consequences arising from incidents of sexual harassment in the
workplace; and

mallist of the obligations placed upon the directors, managers and all employees
of an organisation in the workplace.

Such a policy may be published in official documents or guides distributed
to the employees. In addition, employers may organise training seminars in
order to inform employees about the existence and extent of the policy. The
policy could also be included within the organisation’s employee manual, the
contents of which all employees are obliged to be aware of and, importantly,
must comply with. There are no limits as to what a sexual harassment policy
can cover. However, it must be drawn up in accordance with the principles of
proportionality and equal treatment and must not violate any employee’s human
rights and freedoms, such as an employee’s right to keep their personal data
private or the right of an employee to a fair hearing. A sexual harassment policy
serves as a general warning towards all employees and a reminder that they
should be in full compliance with it, given that there are serious implications for
those who breach it.

RECOURSE FOR VICTIMS OF SEXUAL HARASSMENT

There are two available forms of recourse available to victims of sexual
harassment in the workplace. Firstly, there is an informal, internal investigation
of the complaint, which will aim to find a peaceful settlement of the complaint,
without the need for the collection of evidence to prove the conduct constituted
sexual harassment. Secondly, the victim may choose the employer's formal,
internal complaints procedure, which will base its findings on evidence proving
that the complaint is valid and that the conduct complained of actually
constituted sexual harassment.

OUTLOOK
It remains to be seen how employers will be treated by the Cypriot Courts in
cases of sexual harassment given that, to date, there is no relevant case law
on this issue.

The rise of the chief
culture ofhicer

More companies are looking to have someone around to keep an eye on their culture, but doing it well
takes more than just adding an additional office in the C-Suite.

by SHELLEY DUBOIS

Read any management how-to, and it will talk about the sanctity of a
company's culture. Culture, you could argue, drives everything a business
does - it's successes and its slip-ups. Cracks in an otherwise sound culture
can lead to big, expensive mistakes, much of which we have recently seen
in the financial industry.

But a company's culture changes constantly, which makes it a challenge for
companies trying to define it and make sure it's progressing the way they want.
More and more, companies are trying to figure out how to do this, says Ken
Oehler, a senior vice president at consulting firm Aon Hewitt. "There's been a
resurgence from our clients, certainly an elevation of importance of culture to
the CEO level during the recession and post recession. " Many companies,
Oehler says, are seeing that "macroeconomic pressures have created a
dysfunctional culture, one that is not supporting
business performance moving forward," and now,
they are trying to figure out how to keep their

culture from spinning out of control.

One way to do this is to bring someone into the

"Don't preach about efh-
Ciency and customer Serv-  He or she would need to have the CEO's ear
ice, but instead make oper-

First, a chief culture officer needs to understand the way internal business
environments change, which is slow, says Katzenbach. Most companies
hire someone up top to monitor culture if they're expecting dramatic change,
say, a series of mergers and acquisitions, Oehler says. But the most
insidious changes rarely happen during times of crisis.

"Cultures that encourage inappropriate behavior and inhibit change to more
appropriate strategies tend to emerge slowly and quietly over a period
of years, usually when firms are performing well," according to the book
Corporate Culture and Performance by John Kotter and James Heskett,
published in 1992. "Once these cultures exist, they can be enormously
difficult to change because they are often invisible to the people involved,
because they help support the existing power structure in the firm."

To that end, an effective chief culture officer
would need the full support of top management.

without growing too distant from the rank-and-
file employees that live, breathe, and define

C-Suite whose job it is to keep an eye on culture. ational Changes that aHOW a company's culture with everything they do.

The best-known example of this approach is
Google (GOOG), which added "chief culture
officer" to head of HR Stacy Sullivan's job title in
2006. Part of her job is to protect key parts of Google's scrappy, open-source

cultural core as the company has evolved into a massive multinational.

But Google is the poster child for innovation and foosball at work; it makes
sense that they would have a culture-keeper. Yet other, more traditional
companies, even in the financial industry, have hired culture chiefs as well.
One example is North Jersey Community Bank (NJCB), which recently
appointed Maria Gendelman as its chief culture officer. CEO Frank Sorrentino
encountered resistance from his board when he argued for the position, he
says, because the job description is a little tough to define. Though now,
having a chief culture officer is a differentiator for the bank, and there's no
reason it shouldn't be status quo, Gendelman says. "Could every bank utilize
a protector of the culture as part of the team?" she asks. "Absolutely."

The title certainly isn't enough, though, notes Jon Katzenbach, a senior
partner at consulting firm Booz & Company. In fact, he adds, one of the
main ways that a culture can sour is if management focuses too much on
messaging and not enough on action. In other words, don't preach about
efficiency and customer service, but instead make operational changes
that allow those behaviors to thrive: Reward great service, streamline
technology, etc.

those behaviors to thrive."

CEOs often subscribe to the misguided idea that
culture can be controlled from the top down,
says Mel Lowe, a consultant with Mercer's Delta
division. Culture will morph, she says, and "You can either let it happen or
you can influence how it happens. " Hiring a chief culture officer is one way
to step to the plate”.

For Gendelman, that means she's in charge of a range of things - soon shelll
have people mystery-shopping at the bank, making sure employees at all
branches aren't using a script and that they're inquiring into the lives of their
customers. That's a key part of NJCB's culture. The idea, she says, is that
"it's banking a hundred years ago where you knew everyone who walks
through the door."

And while customer service is part of the equation, culture includes just about
everything a company does. Gendelman's job, she insists, is completely
different from head of HR. "I'm there to make sure that every single piece of
paper that we give to the customer all looks the same, that our processes
are efficient and streamlined - all of those things touch culture.”

But just as no culture is all good or all bad, appointing a chief culture officer is
"neither a good idea nor a bad idea," says Katzenbach, "but certainly opens
a whole interesting set of challenges." At the very least, it seems promising
that companies are thinking about culture again at all.
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People Charter

An Employment Deal for the 2 1st Century

When you hear about companies ruthlessly laying off loyal employees it feels wrong,

Yet when you hear about companies saddled with lazy employees who cannot be fired it also feels wrong,
When we experience Silicon Valley where bright people flit happily from one company to another it is easy to
think that is the employment model of the future. Yeta quick look at the rest of the world show this free and
easy style is rarely applicable.

So what do organizations really owe employees? What is a fair
employment deal? That was an issue tackled by the Corpus Operis
think tank at Schloss Wartin in eastern Germany. The result was the
Corpus Operis People Charter.

WHAT A PEOPLE CHARTER NEEDS TO ADDRESS
Employers need to be encouraged to adopt a fair employment

The Transparent Measurement Promise: \\e will measure
how well these promises are being achieved and share the results
publicly.

UNDERSTANDING THE APPROACH
Let's look at a few of the promises. The first promise deals with
the most important issue: people need a soft landing when they

. ) ) DAVID CREELMAN ) - . .

deal because there is an imbalance in power. The employer can David Creelman is are fired. Employers have an obligation to minimize the risk of

afford to lose an employee, but if an employee loses their job it CEO O{ICfeelf;a" someone facing a personal disaster. In the case of a high flying
Research providin,

can be devastating. This imbalance in power can lead to abuse of writing, refemh angd Programmer in Silicon Valley the parachute may be nothing more

employees. In the 20th century, governments passed innumerable commentary on human than 24 hours notice and a goodbye party because they know she

labour laws to protect employees, but these are inflexible and out of

date. We need something new. academics, think

capital management. He . . . .
works with a variety of can get a new job immediately. In the case of a Mechanic who has

spent his working life learning the specialized equipment of your

tanks, consultancies and . . )
HR vendors in the US, firm then they will need considerably more support.

The Corpus Operis People Charter aims to be a flexible model that ~ Japan, Canada and China.
Mr. Creelman can be

looks after the interests of employees while not unduly constraining

reachedat dereelman@ VW€ can't prevent hardship; we can't give that Mechanic a job

employers. It is meant to be a model for companies defining their creelmanresearch.com for life or guarantee they will find a job at equivalent pay, but

employment deal, and a signal to government about what kind of
employee protection is relevant in the 21st century.

THE EIGHT PROMISES
The People Charter has eight aspirational, but measurable promises:

Termination Promise:Employment is not forever. When it makes sense to end
the relationship we will not assess blame. We will handle the process with dignity
and ensure the departing employee has an effective parachute.

Capability Promise: Every year you work with us you will develop your ability
to contribute to an organization. This is one element of the parachute.

Work-life Promise: \We will actively monitor stress levels and enable you to
strike a work-life balance that is reasonable for you.

the organization can make sure the employee is in pretty good
financial shape and in reasonably good position to find a new job. This does
not just mean fat payouts. It means financial education so that the employee
does not get stupidly in debt. It means encouraging savings so that the
employee has a nest egg. It may mean lobbying the government for new kinds
of unemployment insurance. The outcome that matters is that employees know
they are not sitting on a precipice, where the loss of a job would be a disaster.
There can be no single standard for what that entails. Companies need to
commit to the principle and then strive to achieve that for the particular situation
of their employees.

The last promise is critical because it means that the Charter is not just nice
words. An organization should measure and report on its own People Charter
goals and how well it has succeeded at achieving them. For example, the fourth

promise relates to engagement. An organization may decide

" . . . .
We need realistically it can only promise that 50% of employees will be

Valued Talent Promise: \We will ensure people are treated well
and that people treat each other with respect.

engaged: fair enough. This, like many of the promises, can be

Somethlng measured in an employee opinion survey. If the organization finds

n" they are falling short of their promises, they should take action.
new yereiens b /

Engagement Promise:\\e will create high levels of engagement.

Good Citizen Promise:\\e will behave as a good citizen so that people can be
proud of the organization. We will enable people to be good citizens.

Diversity Promise: e will actively encourage diversity in gender, ethnicity,
culture and personal style so that people can feel free to be themselves in the
workplace.

WHAT TO DO
We are immersed in a web of legislation. The People Charter won't free us from
that, but it does provide a great starting point for employers to articulate their
own employment deal.

You can find the full document at http://tinyurl.com/3ofpcll, by Googling “Corpus
Operis People Charter”, or asking me for a copy.
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AVENON amodoTIKGTNTAG 0TO
Xwpo gpyaciag

Zobpe ot TEepLOdovg OTTov TOAOL 0pyaviopol kavovy peydAn mpoondbeia yia va etvar Broatpot.
Ot anartijoeig Twy mehaty éxovy addgeL.

Anaitouv nepIcCOTEPA CAUEPA Kal O AVTAYWVIOUOG ONOEVa YIVETaI KAl
nio évrovog. Me autd Ta dedopiéva, To avBpwnivo SUVapIKO evog 0pyavi-
opou Ba npénel va kataBAAel oAU NePICCOTEPN NPOCNABEIa OTNV EQYa-
oia Tou, iowg va douNéwel kal KaTw and nepiocdtepn nieon. Ti yiveTal
Opwg 6tav OAa autd Ba NEENE! va Ta KAVE e NiydTERA XPNPATIKG Kivin-
TPa; Mwe Ba augnbel N anddoon Twv UNAMAAWY CE NEPIGSOUG ONOU pia
eTaIpeia iowg va Npénel va KAVEl akduN Kal anoKorég yia va eniBIROEN;

KAAYWH TON ANATKQN T'A KAAYTEPH ANMOAOXH
Eival noAU cwotd va oKePTel KANOoIOg OTI yIa VA UNOPECE! VA AnodWoEl
€vag epyalOUEVOG OTO PEYIOTO TwV dUVATOTATWY TOU XPEIAZETal Kivn-
TPa. MOAEG POPEG OTAV AKOUCOUUE TN AEEN aUTA NAEI TO PUCAS HAG
OTa XPNPATIKG, TA 0Noia I6WG va PN UNoPOUKE AUTA TN CTIYUA va Npo-
opépoupe. MNwe, Opwg, NAPABAENOUUE €va CNUAVTIKO NAPAYOVTa;
Tnv yuxoAoyia Tou idlou Tou EpyalopéEvou;

ZUppwva pe Tov Maslow, o dvBpwnol pyddovtal yia va IKavonoln-
00UV KAMOIEG NMPOCWIKEG TOUG AVAYKEG. Ziyoupa Ol MPWTEG AVAYKEG
efval ol BIOAOYIKES. Av KAMOIOG UNAMNAOG péoa and Tnv epyacia Tou
Oev PNopel va KOAUWE! TIG aVAYKEG AUTEG (TPO®N Kal oTéyn), ofyou-
pa Ta NPOPRARPATA yia va auEACOUPE TNV anodoTIKGTNTA TOU UNAANA-
Aou autou eival peyaAUTEPA. AG NAPOULE OUWS TNV NAEIOWNPIa TV
NEPINTWOEWY NMOU GVTWG PNOpPoUV HE TNV €pyAcia TOug va KaAJyouv
TIG BIOAOYIKEG TOUG avAykeg. O undMNnAog eival DIOBECILOG va DWOE!
NEPICOOTEPN KAl MOIOTIKOTEPN €PYACia 0TO BaBUd nou KaAUnTovTal ol
uUnNOAOINEG TOU avAYKeG. KAanoleg and auTég eival ol KOVWVIKES, AANG
Kal avAYKeG avanTugng TNG WUxAg Kal Tou nNveupaTtog. ©a npénel, Aok

AXTIAZIA

SIMIAAIAOY
OEOAOZIOY
H Aomacia sivat
KaToxog 7TvXiov oTOV
Touéa Tov Marketing
Kat H{TﬂﬂTleaKOﬁ D"n]
AwetBoven AvBpwmvon
Avvapukod kat
Opyavwrikiig ‘I’UXO)\oyl'ag
a6 7o King's College
London. Zro mapov
otddi0 [;P((TKETQ[ ot
Siadikacta andxTnong
Si8axtopikod Tithov
Tavemotnuiov g
AyyNiag oTov Topa tng
Epyacaxrs Yoxoloyiag,
pe Oépa SwarpiPrg
‘Emotional labor: The
case of the Cyprus
Banking Industry’ Etvat
avpPovog emtyeproewy
Kat ekmadevTpla oty
People Achieve. ApBpa
TG €xovy SpoatevTel ot
TEPLOdIKd, epnuepiSeg kat
o0 StadikTvo.

Jevol oAUEPA Kal TO OMOI0 PEIDVE! TNV AnodOTIKOTNTA TOUG €ival TO
yeyovog o1 dev avanTtuocovTal. MoAoi opyavicpol oTo EEWTEPIKO
MG Kal kanolol opyaviopoi otny Kunpo xpnolponololv T uéBodo
NG EVOANaYNAG Epyaciiv (job rotation) yia va kKaAUwouv Ty avaykn
auth. Or epyaddpevol ‘avtaA\AZouy’ KaBrikovTa yia éva pIkpd Xpo-
VIKO didoTnua oUTwS WOTE va eKNAIDEUTOUV Kal G AANOUG TOUEIQ
névw otoug onoioug dev eIdikeUovTal. Mnopei dnAadn éva drouo
nou epyadeTal o éva Tunua va AGRel Uépog o €va dIapOPETIKO
€pY0 P€ca oTov opyaviopd Kal va pudder péoa and auth Tn diadIka-
oia k& kavouplo. Me Tn owoTr enonTeia kal TV avéAoyn kabodri-
ynon n péBodog auti eival EUPEWS YWWOTA WG APKETE EMITUXNLIE-
VN oToV Topéd avanTugng Tou avBpwnivou duvapikou. H epappo-
v TNG pEBGDOU QUTAG anookonel oTNv anaAiayr and Tn povoTovia
oTNnV €pyacia, KaBwag eniong kar TNV NPOCWMIKA avantugn. Me Tov
TPONO auTd O UNAMNAOG VIKWBOEI CNAVTIKOG Kal BEwpel OTI N epyacia
TOU NPOCPEPEI NPOCWNIKO GPENOG avAanTUENG TO 0noio dpa BeTIKA
otnv Yuxohoyia Tou. Puoikd GAo autd Ba Tov KAVE Nio NEdGOBULIo OTO
Va EPYACTES NIO CKANEA Kal N0 Napaywyikd.

MAPAKINHZH KAl ANATPO®OAOTHZH

ZnuavTikd pOAO oTnV auEnon anodoTIKOTNTAG EXEI KAl N Napakivn-
on Twv atopwv. Evag dvBpwnog XpeldZeTal napakivnon oe 0TI KAVEI
otn {wn Tou. Kanolol unopouv nio eUKOAG va dWO0UV KivnTPo GTOUG
egautoug Toug and KAnoloug AAouG. MeydAn onpacia Ouwg EXEl
Kal N napakivnon and Tov NEPiyUPO JECA OTO XWPO £pyaciag, €10k
K& auTh Nou €pxetal and TOUG aVWTEPOUG.

nov, évag opyaviopog va OUAEYE! OE eYaANUTEPO Babud ndvw oe autd.

Ag NépouPe apxIKA TIG KOVWVIKEG avAykeg. O k&Be dvBpwnog éxel SIAPOPES
KOIVWVIKEG avAykeg. Mia and auTtég eival va vidBel Pépog piag opddag. Av n
avdaykn auti Pnopei va KoAUQBei Jéow TNG epyaciag o kanolo Babuod, ToTe
TO dTopO YiveTal nio BeTIkO kal SEKTIKO O ONoIadANOTE MNPOKANCN AVTILETWNICE!
péoa otnv epyaocia Tou. Etol audvertal kar n anédoon Tou kabevoc. To aicbnua
NG opGdag, 6Nwg €xel anodeixBei uéoa anod dIAPOPES EPEUVEG, UNOPET va auri-
OEI TNV ATOPIKA anddoon Kal GTN CUVEXEIQ TNV andd0oon TNG £TAINIAG 60 GUVOAO.
lMa va neTUxel, Opwg, KATI TETOI0, XPEIAZETAl Ia owoTA SIaUdPPWoN TNG ETAIPK
KAG KOUATOUPAG N onoia BonBd Kal eVIoXUEl TNV opadIkOTNTA, TN CUVONIKA Npo-
ondBela kal TNV enikPOTEl. AKOUN kal Ta onoladnnoTe kivntpa didovtal Ba npénel
va eVIOXUOUV TNV OpadIkOTNTA Kal OXI TNV aTopIkOTNTa. Me auTd Tov TpON0 KaAU-
ATETAl Ia and TIG ONUAVTIKES AVAYKEG.

Yndpxel, eniong pia dGMn avdaykn n onoia 6a unopouce va Bonbricel otnv anéd-
d0ocon, auTh TNG NPOCWIKAG avanTuéng kal avéNENG. ‘Evag epyalopevos eKTOG
and Tnv avéioyn auoiRr BéAel va viwBel 6Tl péca and TNV €pyacia Nou KAVEI
unopei va avantuxBei Téoo oTov Topéa Tou 600 Kal oav dvBpwnog YeviKOTeQQ.
‘Eva and 1a peyoAUtepa NpoRARKATA Nou (paiveTal va avTIWETWNICOUV ol epyald-

H napakivnon unopei va ndper S1aPOopETIKEG HOPPEG.

m ZwoTh aToxo0étnon: Or otdxol and povol Toug Pnopolv va dSNPIoUPYNCOoUV
€va eidog napakivnong kai va augAcouy TV anodoTiKOTNTa VoG ATOLIOU OTNV
epyaoia. @rdvel, Opwg, va BETovTal cwoTd Kal va gival peaNIoTIKoi. O KABe dieu-
Buvtng eival cwoTd va ¢nTd and Tov €pyalopeVo va BEcouv padf Toug oToXoug
NG XPOoVIAG 1 Tou eEaprvou oUTwG WOTE Va gival CUMPWVNUEVOI Kal and TIG dUo
nAeupéc. Evag otdxog o onoiog éxel TeOel ueTd and cuZAtnon pe To GTopo nou
6a KaAeoTel va Tov UAOMNOINGE! €xel ndvta nio BeTiké anoteréopata. Eva koivd
HUCTIKO TO ornoio Ba BonBroel éva ATopo va anodwoel KAAUTEPa eival va BETel
nAvTa oTéXoug YNAOGTEPOUG and EKEVOUG NMOU NICTEUE! OTI INOPET VA UAOMOINCEL.
AuTé Ba Bonbricel To ATOUO va DOUAEWEI NEPICCOTEPO. ZNUAVTIKO VA TOVIOOUE
o1 évag otoxog Ba npénel ndvw an’ OAa va eival epIKTOg yiati av cupBaivel To
avTiBeTOo TOTE IoWC ENIPEPEI AKOUN KAl PVNTIKA ANOTEAECUATA OTNV ANodOTIKO-
TNTA TOU ATOLIOU MOU KAAEITAI VA TOV UAOMOINGE.

m Avatpo@oddtnon: ©£oarte Toug avaloyoug otdxoug! Metd i yiveral; To cuvn-
Biouévo AdBog nou Ba npénel va anogeuyeTal eival To va ageBei éva dropo povo
TOU KI ECEIG VA NEPIJEVETE aNAG Ta anoTeAéopaTa. H EMepn avatpopodotnong
HINOpPET va PEIWOE! TNV anodoTIKATNTA evOG aTOLOU apou dev EEpel katd Ndco Ndel
KOAd i O N0IOUG TOWEIR XpeIddeTal BeATiwon. Edw eival, OUwG, pia peydAn nayida

nou Ba npénel o kabévag va npoonabioel va ano@uyel. Zuvnbwe divouue ava-
TPOPOdSHTNON OTaV KATI NdEel AdBog. Enmideikvioupe 10 AAB0G Kal MOMEG (POPES
Je apvnTikd TPdMO. H apvnTikh avarpopodétnon eivar oiyoupa kAT Nou NPENE!
va yiverar kal BonBd ot peydro Babud otnv avanTtugn evog arépou. And Tnv GAN
nNAEUPAd Gpwg, Ba npénel va dideTal kal n BeTIKNA avatpopoddTnon. ‘Otav Ta npdy-
para ndve KaAd, otav ExeTe BECEN Eva oTOX0 O 0roiog paivetal va NANCIAZe! oTnv
€niTeUEn Tou, N BETIKA avaTpPoPOdGTNoN Ba dWCEI AvayvwPIoN CTOV EPYACOUEVO
kar Ba Tov Bonbricel va anodwoel akdun kahutepa. O Dr Desmond Morris, eival
€vag and Toug NOMOUG EPEUVNTEG NOU EPYACTNKAV NAVW OTO BEUa TN Avayv-
piong. Méoa and Tig dIAPOPES EPEUVES DOBNKE IBIAITEPN ElIPACN OTO CUCXETIOUO
NG avayvwpiong pe v anodotikétnta. ‘Evag epya-
(6pevog anodidel NepiocdTEPO bTaV VIKOE! 0TI N doU-
AeId Tou avayvwpidetal. Av naipvel pdvo apvnTikiA ava-
yvpion TOTE autd PEPEI aveniBUUNTA anoTeAéoaTa

OO YeVIKOTEQQ.

TO ZQXTO ATOMO XTH ZQ>TH ©EXH
ZNPAVTIKOG MAPAyovTag Mou OXETICETal AUeca PE TO
B€ua Tng anodoTIKATNTAG Eival va €XOUE TO GwoTd ATORO OTN BECN NOU TOU APHO-
Zel. ONo autod Eekva and T dladikacia TG NpdcAnyng. To va éxel To dTopo Ta
akadnpadikd npocovTa n Ty euneipia eival éva koupdT. Autd and pévo Tou, OUwG,
dev unopei va eyyunBei Tnv eniBupnT anddoon. Eival noAd yvwotd 6T yia va ano-
OWOEl €va ATOHO OTO PEYIOTO Twv duVATOTrATWY Tou Ba Npénel va ayand autd nou
KAVEI KaI va ToU TaIPIGLE!.

MoMEG Popég n diadikacia TG npdoAnyng de AapBdavel undyn 10 onUavT-
kO autd oToixeio. Yndpxouv onpepa otn didBeon Tou KABE gpyodoTn 1 dlEu-

Buvt AvBpwnivou AuvapikoU NoANG epyaAgia MoU UNOPE( VA XPNOILOMOINCEL.

"Mymwg, 6pws,
TapafAémovpie éva
1600 yia 10 d1opo 600 kat yia v opdda fi Tov opyav- O HAVTIKO TAPAYOVTAL;
Tiv yvxoloyia tov iStov

Tov epyalopévov;"

EpyaAeia nou dnuioupynbnkav PETG and NOAEG EPEUVEG KAl MOU OKOMO EXOUV
va BonBouv otn cwoth npdoAnywn. Kdnoia and autd eival Ta YUXOUETPIKA TECT
Kal Ta KEVTpa a&loAdynong Ta onoia prnopouv va dWwoouv otny NpdoAnyn pia
&M diGotacn and autr nou Ba €BIVE pia anAn cuveévteugn. ‘OAa auTd €xouv wg
okond va TonoBeTACOUY O€ pia B€on dTopua Ta onoia 6a anodwoouvV GTO LEYIOTO
kal Ba pEpouv Ta KAAUTEPA NIBavda anoTeAéouaTa.

EPTAZIAKO KAIMA

Tinota dev eival nio onuavTikd and éva BeTIKO epyaciakd KAia. ‘Ot ki av KAve-
1€, BoNOnoTE TO avBpwnivo duvapikd oag va VIWoel duoppa. MolpaoTeite padf
Toug 6Aa 6oa cupBaivouy, eite eival BeTIKA eiTe apvnT-
k4. MopTAoTE Padi TOUQ ATOPIKEG I OUADIKES EMITUXIEQ
Kal KAVTE TOUG VA VIWOOUV CNUAVTIKOL. AKOpN Kail otav
Ta npdyuata dev NAve kal TOoo KAAG (pPOVTICTE va N
xd&oeTe TNV alolodo&ia cag Kal KAVTE Toug epyaloue-
VOUG Va VIOOUV CNUAVTIKOf o€ kABe andgpaon nou Ba
ndpete oav etaipeia. Eva gpyaciakd kAiua 10 onoio
o€ BonBd va viwoelg BeTIKA ofyoupa endPA CNUAVTIKA
oTtnv av&nong anédoong.

JAPEPQ, NEPIOCHTEPO NAPA MOTE, O ETAIPEIEG EXOUV WG OTOXO TOUG VA anodw-
OOUV OTO PEYIoTO. Ta PoVTEPVA KTipIa, O AVAANOYEG EYKATACTACEIG M TA UNEPOU-
Xpova pnxavipata eivar ofyoupa évag 1ponog yia va KAvel pia eTaipeia m dia-
@opd. ‘OAa autd Opwe xpeIGdovTtal Kal To avepwnIvVO KOWUATI yIa va GUPNAN-
pwBouv. lMboeg Popég einate oToug UNAAMNAOUG oag 6T Ba Npénel va anodw-
00UV NEPICOOTEPO; Xiyoupa APKETEG. Twpa Ba NPENEl iowg va Unouv o epap-
poyn kanola and Ta no NAvw yia va dwoouv TNV )Bnon otov kKABe epyalduevo
va anodwoel KAAUTEPA. AG pn EexvApe OTI, avTIBETWGS and Ta AYuxa AVTIKEEVA,
ol AvBpwnol AeImoupyoUuv Kal dpouv avaAoyd pE To NG aloBdvovTal.
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‘Best Practice HRM: Is it
Really Feasible?

‘BEST PRACTICE’ HRM

Also known as ‘high commitment’, ‘universal’, ‘high performance
work systems’, ‘high road’ or ‘high involvement’; ‘best practice’
conceptualisation, in simple words, assumes that the function of
HRM across any organisation will gradually shift towards convergence
(Marchington & Wilkinson, 2012). The basic conception underpinning
this orientation is that there is a particular, a universal way of managing
and one ‘best’ way for practicing HRM in the effort of organisations to
realise a positive impact on performance. This normative approach
advocates a number of universal practices suitable for all organisations
with the assumption that ‘the more organisations adopt and implement
these practices the clearer the pay off will be in terms of performance
improvements’ (Bach, 2005: p8).

In essence, the idea of this ‘universal’ model advocates that all firms
will experience improvements at various levels by implementing
best practices. Some of the strongest arguments made for this
approach to HRM are expressed by the classical writers regarding
‘best practice’ / universal HRM. Huselid (1995: p644) explains that
‘all else being equal, the use of high performance work practices
and good internal fit should lead to positive outcomes for all types
of firms’. This stance is further reinforced by Delery and Doty (1996:
p828) who conclude that ‘some human resource practices always
have a positive effect on performance’. Similar to this direction,
one of the most influential authors of this philosophy, Pfeffer (1998),
explains how best practice HRM is capable for producing positive
outcomes for all organisations, regardless the country within which
they operate, the type of market which they are located in, their size,
structure etc.

A core idea within this model of analysing HRM is the integration
of various HR practices to become more productive and work
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activity’ (Kepes & Delery, 2008: pp393-394). On the contrary, a
negative synergistic effect (deadly combination) is the case were
HRM practices work against each other, suppressing each other’s
effects.

IS IT REALLY FEASIBLE?

The idea of ‘best practice’ model is that HRM can and should be
used within any of organisation, regardless of factors such as size,
market type, technology, workforce’s attributes etc., since certain
HR practices have a universal effect. These indications are highly
supported from various authors who reach the conclusion that
positive outcomes will be produced for any organisation only by
‘putting people first’. More specifically, as one of the founders of
this concept concludes, ‘nothing in the available evidence suggests
that the results are country specific, and in fact, the evidence shows
that the results generalise quite well cross-nationally...the effects
of high performance management practices are real, economically
significant, and general’ (Pfeffer, 1998: p34).

However, to what extent is this ‘best practice’ HRM idea feasible;
especially within an environment characterised by longstanding
financial crisis and extended severe ‘cost-cutting’ schemes? One
can easily spot various shortcomings of this conceptualisation. For
example, it could be argued that in the case of cheap labour costs,
organisations may easily adopt high commitment / best practices.
Yet, in an opposite scenario, where an organisation operates under
strict financial constraints and expenditures are at high levels, finance
managers will be more reluctant to invest money on developing and
/ or advancing practices related to their human capital (Marchington
& Grugulis, 2000: p1117). Thus, in the effort to control the costs
organisations are expected not to adopt a ‘best practice’ approach;
rather are more likely, as many employees are currently experiencing,

more effectively, thus producing better results. This interconnection and the
simultaneous operation of different HR practices signify the importance of
evaluating their usefulness when they are merged together into a consistent
package. For Boselie et al (2005: p73), ‘the more strategically minded system
approach views HRM as an integrated and coherent bundle of mutually
reinforcing practices’. Actually, the more organisations integrate HR practices
into strategic formations, consistent and synergistic bundles, the more likely
is that these will produce rewarding outcomes and benefits. The belief is
that by adopting a ‘configurational’ approach and by strategically integrating
high commitment HR practices with each
other (forming coherent bundles), it is
expected that they will ultimately result to
better outcomes rather than if these were
implemented individually.

"There is a particular, a universal
way of managing and one ‘best’
way for practicing HRM in the

to trim down training costs, restrain benefits, minimise work-life balance benefits
and many more.

Also, the decision for adopting ‘best practice’ HRM is not so simple. In
certain occasions different HR practices (such as training and development,
employment security, work-life balance, profit-sharing schemes, team-based
bonuses etc.) may be desired by employees at the shopfloor, but may be
undesirable by the management due to their costly and expensive nature and
vice versa. A common example would be the case where while organisations
and managerial levels are more than keen
to implement PRP schemes and close
monitoring measures of performance,
employees may not be wiling to accept
such practices.

This ‘configurational’ aspect of best practice eﬁort Oforganisations to reahse a Consequently, beyond the fact that the

is summarised in the literature under the

idea of ‘best practice’ HRM deviates

‘powerful or deadly combinations’ argument. positive impact on Performance." between employers and employees (and

A positive synergistic effect (powerful,

additive combination), is the case were the combination of two or more HRM
practices produce more positive effects than individual HRM practices, a
notion implying that ‘complementary HRM activities have greater effects on
organisational effectiveness than the sum of the effects of each individual

between various managerial layers); there
is also the obvious case that the attractiveness of this model differs from
organisation to organisation. For example, employees working in a call
center, whereby work is characterised as unpleasant and ordinary, are most
likely to find more attractive practices such as EIP, information sharing,

training and development as a type of benefits, rather than employees
working within organisations (i.e. professional consultancy companies)
employing such practices at an everyday basis as a commonplace practice
(for example see the case of Kinnie et al., 2000). So, given that different HR
practices are valued and realised in a different way by different employers
and employees, the formulation and development of diverse HR practices
should be done in accordance to this particularities; taking into account the
distinctive nature of dissimilar contexts.

What this means is that there are concerns if all kinds of organisations either
desire to invest in high commitment, or afford to do this, or even if they
could be benefited from the adoption of such framework. Related to this
for example, the costs for a successful implementation of high commitment
model may be too expensive in certain countries or sectors, or the owners
/ management may see little value in investing and spending resources in
such practices.

Perhaps, the most important consideration is that, up to this moment;
and despite the enormous development that HRM as a concept has
experienced, problems arise regarding the association that exist between
high commitment HRM and performance. The speculation is that, especially
within strict financial conditions, organisations will seek to quantify the
returns of their HR-related investments. However, even in the case that
the desired positive links are identified between these two variables (high
commitment HRM & organisational performance), still there are great
ambiguities regarding the directions of causality and the processes that
produce such linkages; a debate widely referred in the academia as the
‘Black Box’ or ‘Holy Grail’.

Adding to that complexity, beyond the ‘economic’ arguments; there are
still many important elements of this ‘universal’ philosophy that have to
be reassessed. Debates and confusion also exist regarding what actually
constitutes ‘best practice’ HRM (i.e. there is no one agreed, ‘ideal’ bundle
of HR practices), the proxies developed for each of these practices, the
indicators adopted to measure performance, the sectors in which the
studies have taken place, the methods of data collection and so on.
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The exit interview

When done properly, exit interviews are an excellent opportunity to obtain information about what your

organization is doing well - and, what your organization needs to do to improve. Typically conducted by the
Human Resources department, they are a rich source of information for organizational improvement.

Exit interviews assume that employees departing under favorable
circumstances will be more forthcoming on their perceptions of the
work environment and provide more objective information. This can
then be used to strengthen managerial or organizational performance.

communication within the organization, and tolerance of sloppy
work. The goal is to isolate specific causes to these problems so that
workable solutions can be considered and implemented.

4. If you were given the opportunity to sit down with the

or her? This forces the employee to focus on constructive criticism, e.g.
“if my equipment did not breakdown so often, my budget could record a
surplus”. HR managers commonly hear the complaint that employees can
see problems at their level and are frustrated
that senior management does not respect
their observations. Surprisingly, in today’s

many of the responses now focus on lost

"The purpose of the interview
digitally wired and global environment, is to galn Objective information

concern. From this information, strategies can be developed to improve on the
positive aspects and eliminate or minimize the negative aspects. Responses
to these questions can be narrative, or can be combined with a standardized
questionnaire with multiple choice answers or
a high-low ranking of specific subjects (e.g.
appropriateness of salary & benefits).

Each interviewer can generate his or her own

business opportunities, productivity gains and that WIH help make the Company line of questioning. The point to remember

improved profitability metrics.

5. What do you like about working here?
What do you dislike about working here?
This two-part question has the intention of gaining insight on the positive
aspects of employment with our company as well as to isolate areas of

a better place to work."

is that for the exercise to have any value, it
must be focused on gathering data that can
be used to advance the objectives of the
organization and make it a better place for employees and their managers. This
will please not only them, but the customers, owners and other stakeholders
who have a vested interest in the success of the organization.

The interviews are voluntary, although they are frequently combined
with the mandatory administrative functions such as returning
company property and calculating the final paycheck. If the
employee is leaving on unfavorable terms, there is the risk of
emotional and biased responses that may not be based on facts.

To conduct exit interviews properly, and to avoid the temptation of
prejudice by each party, | have developed a standard list of five core
questions. The responses are recorded for each candidate (with their
knowledge) and then combined into a master list of responses to
each question. After five or six exit interviews, strong patterns emerge
that are later reinforced or embellished by subsequent interviews. |
then conduct an analysis of the responses and present my findings to
senior leadership, along with my observations and recommendations.

CEO, what three pieces of advice would you give him

KEN MOORE

Ken Moore, a member
of CRHRA, is the
president of Ken Moore
Associates, a management
consulting group based
in Schenectady, NY.
Heis also an adjunct
pmfessur at the State
University of New York at
Albany and at the Union
Graduate College where
he teaches graduate and
undergraduate business
courses in strategic
management.

He may be reached at
kmoore0l@ nycap.rr.com

| always start the session by informing the employee that the purpose of the
interview is to gain objective information that will help make the company a
better place to work. Individual responses are confidential, but combined
responses, without attribution, are forwarded to executive leadership for their
consideration. Here are my five top questions or conversation starters that |
use regularly:

1. Please describe your workplace environment. Here is where most
employees will either praise or criticize the work environment. It is where special
problems are uncovered that may not be known by the leadership. If one
interviewee is upset about something, it is noted but no action is anticipated
after the employee’s departure. However, if this theme is repeated with others,
then it suggests an area that needs attention. Care must be taken to ensure that
the responses are informative and not accusatory.

2. Do barriers exist that prevent you from doing your best work? If so,
what are they? The purpose of this question is to provide productive feedback
that can be applied to individual or group supervisory development initiatives.
Frequently, the responses are not surprising, e.g.: Frustration about getting
straight answers, lack consistent job priorities, uncertainty of decision-making
authority, and an eagerness to be a part of the problem solving processes.

3. Do your colleagues work at top efficiency and productivity? |f not,
why not? This is a variation on question #2 and it gets into the heart of what works
and what doesn’t work in your organization. It focuses the responses on specific
issues rather than providing a laundry list of complaints that may or may not have
merit. The interviewer has the opportunity to press for specific details that may
lead to improved performance. Representative responses frequently include
shortage of information or material, numerous machine breakdowns, improper
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Interview with HR

with Olympia Fantis

professionals

1. NAME, COMPANY NAME, JOB TITLE.

Panikkos Parmaxis

I(_Zlybarco Ltd.

industry). Unfortunately, HR cannot wave a magical wand to solve
these problems, but HR has a vital and significant role to play in
offering various alternatives and strategies to its organisation in
best dealing with the issues affecting its employees. Issues such
as redundancies, downsizing, pay freezes (possibly pay reductions)

and employee de-motivation are common issues currently been

uman Resources Manager

2. EDUCATIONAL BACKGROUND.

-BA (Hons)in Social Policy & Administration (University of Plymouth, UK)
-Postgraduate Degree in Personnel Management (Middlesex
University, UK)

-Chartered Member of the CIPD, UK (MCIPD)

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

OLYMPIA FANTIS

Olympia Fantis is a
holder of a Bachelor in
Economics and a Master
in Human Resourse Man-
agement from the United
Kingdom. Olympiais 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

faced by many Cypriot organisations and will increase over the
next year or two. Also, we are seeing rapid demographic changes
in our society with more non-Cypriots (in particular from the EU)
entering the workplace. Dealing with these issues with the problems
they bring will be the major challenges facing HR professionals
in the coming years. Those who can successfully overcome and
provide proactive, efficient and effective strategies will allow their
organisations to be in a better, healthier position when the tide turns

and we have better days ahead.

6. WHAT DOES A TYPICAL DAY INVOLVE?

Middle East.

After completing my first degree in Social Administration, | wanted
to embark a career which would encompass business/management
issues not purely from the core marketing/financial side but with an emphasis
and concentration on the people/administrative aspects of management.
At that time in the late eighties, early nineties in the UK, the discipline of HR
management was at the forefront of many changes taking place in British

industry and general workplace practices.

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

I think the impressions all have in Cyprus of Cybarco Ltd. and in general the Lanitis
Group of Companies is that of respect, admiration, and acknowledgement of its
significant contribution to the Cyprus economy. These were my impressions
as well when | joined the company more than 5 years ago and today, with my
experience within the company, | can say that | fully support these impressions

more than ever.

5. WHAT DO YOU SEE AS THE MAJOR HUMAN RESOURCE
CHALLENGES FACING CYPRUS IN THE NEXT FEW YEARS?
We are all aware of the difficult imes we are facing with many problems in major

areas of the economy (in particular the sector lam employedini.e. the construction

I think for most of us working in HR there is not such a thing as a
“typical day”. We may all have some routine administrative duties,
however, when you are dealing with people issues it is often uncertain what the
next day will bring. This is the excitement of working in HR, and the key is to be
flexible to adapt to whatever challenges and difficult situations you are likely to

entrust to handle.

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

To be honest this is a difficult question to answer. With every new experience,
you learn something. | would not necessarily say | am continually improving in
my career, but would prefer to say | am constantly in a better position to handle

the challenges and demands | constantly encounter.

8. WHAT ADVICE WOULD YOU GIVE TO YOUNG

PROFESSIONALS IN THEIR EARLY STAGE OF THEIR CAREER?
| would say that it is important to gain as much general experience as possible,
and not to focus on certain aspects in a so-called specialist role. At the beginning
of your career the emphasis should be on experience and not so much on salary
expectations. It is important to be flexible and be willing to take on whatever role

is required within the profession. This is more true now than ever due to high

unemployment, hence, a young professional showing diversity, flexibility and

willingness to adapt to the needs of the organisation will have better prospects

in his/her career.

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

The interaction with line management is a must for HR and cannot be ignored.
Without proper interaction with line management it will be difficult if not
impossible to gain the maximum benefits of implementing HR strategies and
policies. Line management has to be convinced that decisions made are in
the best interest for their departments and employees; as often it is the line
management that influences the opinion of the employees in the department.
Without proper interaction with line management HR will miss out on vital

information and feedback from the core employees in its organisation.

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

All the above are roles that HR must undertake in its organisation. You need to

have the right administrative procedures in place so as to be able to provide
accurate and proactive data and reports which will assist the company in
making strategic decisions. The advisory role is essential both at the employee
and management level. HR should be the “bridge” between the employee and
management and can be seen as the “internal union” of the organisation. We
should be able to offer advice to all (regardless of level in the organisation) on all

aspects of employment issues.

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

The relationship between the CEO or GM and the HR Manager has to be
based on complete trust. Decisions and policies which will have an impact on
the organisation’s employees have to be discussed with HR. The HR role at
this strategic level has to be proactive and not reactive to decisions already
decided and implemented. Hence, my advice to CEOs and GMs would be to
listen and involve the HR function as early as possible in issues concerning their

employees and relevant strategies to be formulated accordingly.
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Interview with HR

with Olympia Fantis

professionals

1. NAME, COMPANY NAME, JOB TITLE.

Marios Christoforou
I(_Zﬁf{)arco Development Ltd
Manager

CHALLENGES FACING CYPRUS IN THE NEXT FEW
YEARS?

Inevitably, | will have to link my answer with the global economic
crisis. | am certain that the majority of the HR professionals
nowadays are in the process of trying to foresee the challenges

ahead and evaluate which strategy will allow their company to stay

OLYMPIA FANTIS

2. EDUCATIONAL BACKGROUND.
Arizona State University — BSc in Marketing

University of Leeds — MA Human Resources Management

3. WHAT INITIALLY ATTRACTED YOU TO GO FOR A
JOB IN HR?
| was initially attracted to the Human Resource Management

professional field as it allowed me a direct and constructive interaction

Olympia Fantis is a
holder of a Bachelor in
Economics and a Master
in Human Resourse Man-
agement from the United
Kingdom. Olympiais 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.

operational in the years to come. One major issue which we will
have to address in the near future is how to keep the workforce of
a company motivated, as well as which way the companies would
be able to provide employee satisfaction in an effort to maintain the

productivity and efficiency at a high level.

6. WHAT DOES A TYPICAL DAY INVOLVE?

There is no such thing as a “typical day” in my line of work. Each
day can be totally different from the one before. The ability to
multitask through the various duties and responsibilities | am

handling every day helps me stay on top of things and progress

and communication with other individuals. Another attractive fact

was that, HR management would enable me to actively participate

in the strategic planning of the company and influence decisions which
would be essential for the future success of a company. A third attribute of
HR management which has influenced my decision to follow this particular
professional track is the daily challenge of balancing the two sides of the
company — the professional relationship between the company personnel and

the management team.

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

The successful track record and great reputation of both Cybarco and the
Lanitis Group of companies was one of the main reasons | chose to join Cybarco
Development Ltd. Following my initial meeting with the management team
| concluded that the daily function of Cybarco Development Ltd was based
on teamwork, professionalism, honesty, ambition, innovation, and flexibility. |
consider all these attributes to be very important elements for the future success
of any company and | can still identify them in all the departments of Cybarco

Development Ltd.

5. WHAT DO YOU SEE AS THE MAJOR HUMAN RESOURCE

even further.

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

Each year | find myself handling new and more interesting projects which in turn
allow me to improve both professionally and personally. | am a strong believer
that HR Management is a profession that provides endless opportunities and is
up to each individual to decide whether he/she would grasp them and progress

in the profession or specialise in a specific area.

8. WHAT ADVICE WOULD YOU GIVE TO YOUNG

PROFESSIONALS IN THEIR EARLY STAGE OF THEIR CAREER?
The past couple of years | have observed an increasing level of competition
amongst young professionals. This is a barrier that they will need to
overcome in order to achieve a position which will allow them to reach their
dreams. With that in mind, | would advice young professionals to have a very
clear and specific target of what they want to achieve. This will allow them
to set the right path which will eventually help them reach their destination.
At the same time though, they need to have patience and determination and
accept any negative response as an opportunity for improvement rather

than a rejection.

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

The direct involvement and communication with the line management should
be one of the top priorities of the HR Department. The line management can
provide the HR Department with important information regarding the workforce
of the company and their particularities — on both individual and collective level.
This kind of information is very critical for the HR Department since it will allow it
to adjust its strategy and policies to their culture and understanding. Having the
support of line management during the implementation of various policies and
procedures is a factor that can determine whether a policy would be accepted

and developed even further or rejected.

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

For a Human Resource Department to be effective, all three roles should be
blended equally together. All decisions should be taken based on a long-
term strategic plan which should be directly related with the overall business

strategy of the company. This approach enables the HR Manager to advice

the Management team proactively on how to handle any future matters. The
administrative role is directly linked to the core duties of the HR Department
since this is the department that has the sole responsibility to implement a

number of policies and procedures.

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

| believe that it is extremely important for top executives to have an open
and honest communication with all members of the company. Any planning
regarding the future sustainability of the company should be presented
and explained to all. By presenting to the company the actual extent of
the problem and explaining why the company will have to take the specific
measures, will help the employees accept the steps the company will have to
take and at the same time the management team will be in a better position
to manage their expectations and associated stress. An open and direct
communication with the employees can help the company come together

and work actively for the common goal.



40 CyHRMA

CyHRMA 41

Néo debvég mpdTumo ya
Awayeiplon Emyeipnotaknig
2VVEYELAG

Ooo ot puBuoi Tng oy Ypovng Kowwviag aviavovtar emPaMovtag Ty adidhew Aertovpyia Twv Shudoiwy
Kat W TIKGY opyaviopwy o 24wpr) Bdar, 1000 1) avéykn oxedlacpod kat epappoyns ovoTiudtwy Alyeipiong
Emyeipnotakig 2vvéyetag kaBiotatal andlvt.

O 6pog “Enixeipnolakn Zuvéxela - (Business Continuity)” avagpépetal
oTnV IKavOTNTA £VOG OPYAVICUOU VA GUVEXICE! TIG EQYACIEG TOU PETA
and éva €KTaKTO Yeyovog/KataoTpo®n e EAAXIOTEG OUVENEIES, Va
IKAVOMOIEl TIG AVAYKEG TwV NEAATWV KAl VA QVTANOKPIVETAI OTIG UMO-
XPEWOEIQ TOU. TETOIa EKTAKTA yeyovoTa duvaTal va npokAnBouv efte
and QPUOIKEG KATAOTPOMEG, ONWS yia NAPAdElyUa NEPINTWOEIG OEl-
opoU, NNUUUPAG i NupKayidg €ife and aotdBunToug nNapdyovTeg,
onwg eival N anWAEID NAPOXNg PEUPATOG, acToxia SIKTUoU, acToxia
UANIKOU Kal avBpwnivo AdBog. H npdopaTn peydAn ékpnén cto Map,
Jag €3eIEe Nwg TETola TPAYIKA cupBAvTa Pnopouv va npayuaTonoin-
BoUv karl oTo Sk pag Téro.

O1 KaTaoTPOPEG cupBaivouv. AucTUX®GS, Oev dUvaTal NAVTa va EAEY-

Eoupe TO PEyeBOQ HIOG KATAOTPOPNG OUTE VA ANOTPEWOUE TNV MPAyUaTOomnoi-
non TnG. Abvatal 6pwe, PE enPeA oxedlacpd Kal KATAANAN NPoEToIacia va
EKTIINGET TO PEYEBOC TV CUVENEIWDVY NMou Ba ENEPEPE I EVOEXOUEVN KATACTPO-
®N oTNV ENIXEIPNUATIKA SPAcTNEIGTNTA WOTE EV CUVEXEIQ, UE TNV EPAPHOYH EVOG
OUCTAPATOG JIAXEIPIONG EMIXEIPNCIAKAG CUVEXEIAS, VA NEPIOPIOTE OTO EAGXIOTO
duvartd To PEyeBOG TNG ENIXEIPNUATIKAG TNG ANWAEING.

Ta nukvd coBapd cUPBAVTA TwV TEAEUTAIWY XpOVWY, ATAV N agopun and n
AigBvn kKovOTNTa yia TN dNpIoupyia VEwV HEBOdWY Kal MPAKTIKWV YIa TN JIAXEi-
pIon TETOIWV KATAoTAcEWV. [a va eAaxIoTornoINGel o avTikTunog TETolwv duod-
PECTWV NePIOTATIKWY, 0 AlgBviig Opyaviopdg Tunonoinong (ISO) e&€dwoe 10
npétuno 1SO 22301:2012, pe T1iTho “Societal security — Business continuity
management systems — Requirements”. To ISO 22301:2012 napéxel €va nAai-
olo og éva Opyavioud yia va oxedIGLel, EDPAIWVEI, EQAPUOLE], AEITOUPYET, Napa-
KONOUBEI, avaBewpel, CUVTNPET KAl GUVEXWG Va BEATIOVE! éva cUoTNUa SIOXEID-

"Opyaviopoi xwpig cvoTnHa
OLayeipLong emiyelpnotaig
OUVEXELAG EXOVV Xapr])\ég
TlavdTTEG TAY)POLG AvdKaL
UETA Ao KAmola K

AIAMANTH

ZADEIPIAAH
Agrrovpyds Tomomoinong
Tov Kvmpuakod
Opyaviopo
(CYS)

ONG EMIXEIPNCIAKAG CUVEXEIQG.

‘Eva olotnua diaxeipiong TG Enixelpnoiaknig Xuvéxeiag (BCMS)
dev eival éva €pyo, oUTE I OTIyUIaia EVEPYEID E OpIopévn dIdp-
kela. To BCMS npénel va eival éva 1péxov, {wvtavd npodypauua.
Opyaviopol xwpig ouotnua SIaXEIPIONG EMIXEIPNCIAKAG CUVEXEIAG
€XOUV XAUNAEG NIBavOTNTEG NANPOUG avakapwng PETG and Kanola
KaTaoTPOPN 1 AIAKOMNN AEITOUPYIWY, EVW EKEIVEG MOU EXOUV EQPAP-
J6cEl éva TETOIo CUCTNUA €XOUV UEYAAUTEPA MOCOOTA AVAKAL-
wng Kal augnuévn ikavotnta eniBiwong. O opyavicpol nou eknar-
SeUoUV TAKTIKA TO MPOCWIKO TOUG OE NPAKTIKEG Tou BCMS éxouv
AKOWN PEYAAUTEPES NIBAVOTNTEG AVAKAUWNG.

0 Toromoinong

MeTd TV avanTuén Kal EpapPoyn GTov 0pyavioud Tou ZucoThuaTtog Alaxeipiong
Enixeipnolakng Xuvéxeiag Bdoel Tou npotunou ISO 22301:2012, akoAouBei
n @don TNg niotonoinong Tou cuctiuatog and Opyaviopoug MicTonoinong
(Certification Bodies). Avapeoa ota ogeéAn nou anokoui¢ovtal and Tnv nicTonof-
non evog opyaviopou Bdoel Tou npotunou ISO 22301:2012 eival n andktnon
AVTAYWVIOTIKOU MAEOVEKTAUATOG €vavTl GAMwV opyaviop®y kal N diaBeRaiwon
Napoxng UNNPESIDY UYPNANG noldTnTag Kail a&loniotiag. H anodedelyuévn Ikavo-
TNTA XEIPIOUOU PIAG EMIXEIPNOCIAKNG dIAKOMAG NPOoTATEVE! Kal VIOXUE! TNV KAAA
®riuN Tou opyavicpou.

To ISO 22301:2012, avantixBnke and t dieBvr Texvikn enimponr Tunonoinong
ISO TC 223 «Societal Security». O Kunpiakdg Opyavioudg Tunonoinong (CYS) o
onoiog ival o appoddIog POPEQAC yia TNV UIOBETNCN Kal EGpapUoyn Twv Eupwndikdv
kal Aiebvav Mpotunwy oty Kunpo napakoAoubei otevd To ev Aoyw Bépa kai Ba
EVNUEPWVEI OAOUG TOUG EVOIAPEPOIEVOUG YIa ONoIECONMOTE EEENEEIQ.

What’s mine is yours

As of late, employees at one of Switzerland’s major banks have a free choice
of workstations, every day. In their new offices, designed by Munich office
planners Congena and furnished by Swiss office furniture manufacturer
Lista Office LO, each and every employee (including management) is able to
choose the workstation that is best suited to that day’s to-do list. This new
concept is called “smart working”, whereby
the entire office floor is divided into different
working areas, such as the “meeting
point”, specific areas for more informal
meetings or the “think tank” conceived for
more confidential exchanges or telephone
conferences. Furthermore, the “library”
offers employees a space where they can
consult files and documents, the “quiet zone” enables deep concentration
with little disturbance, and the green “business area” provides inspiration
for their work.

As part of the Commission for Technology and Innovation (KTI) research project
“Business Club’, the “Smart Working” initiative received academic support from
the Universities of Applied Sciences in Zurich and Lucerne. Following highly
positive initial results — the concept was well-received by more than half of the staff
at the major Swiss bank, with 76 percent feeling more appreciated and a total of
87 percent feeling more motivated — the credit institute decided to design its new
building in Zurich based on the new concept. Now the 1,950 workstations have
been divided between several different zones; they are all open to every one of

"“Smart working” allows for
an effective reduction of the
number of workstations, since
staff members are often absent..."

the bank’s employees and can be chosen to best suit their current tasks. “Smart
working” therefore allows for an effective reduction of the number of workstations,
since staff members are often absent due to meetings, business trips, vacation
days orillness. This means that the 2,500 employees have 550 fewer workstations
available for use — which however have proved to be sufficient.

Office specialist Lista Office LO was
responsible for the furniture design for
the “smart working” concept and created
the space-defining furniture series “LO
Mindport”, designed by Carmen and Urs
Greutmann. The system is a combination of
open and closed modules - the walls and
ceilings are made of steel and the upholstered seating, tables and lighting
create ideal settings for all different kinds of work. In design terms, they
could be described as hybrids: half furniture, half room. The self-contained
‘cells” fit into any environment and can be adjusted and rearranged to suit
the situation at hand. “LO Mindport” won this year’s red dot “best of the
best” award. The “LO Vertical Desk” and “LO Locker”, lockable storage
furniture, complete the product range

SOURCE
http://www.stylepark.com/en/architecture/whats-mine-is-yours/334409

-
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How Leaders Become
Self-Aware

Aplethora of people, courses, and self-help guides profess to lead you by the hand to the promised land of

business success. The problem is that things are always messier than the how-to's make them out to be. This is

why it is often better to consider less the specifics and more the principles and qualities that bring success.

by ANTHONY K. TJAN

In my experience — and in the research my co-authors and | did for our new
book, Heart, Smarts, Guts, and Luck — there is one quality that trumps all,
evident in virtually every great entrepreneur, manager, and leader. That quality
is self-awareness. The best thing leaders can to improve their effectiveness is to
become more aware of what motivates them and their decision-making.

Without self-awareness, you cannot understand your strengths and weakness,
your "super powers" versus your "kryptonite." It is self-awareness that allows
the best business-builders to walk the tightrope of leadership: projecting
conviction while simultaneously remaining humble enough to be open to new
ideas and opposing opinions. The conviction (and yes, often ego) that founders
and CEOs need for their vision makes them less than optimally wired for
embracing vulnerabilities or leading with humility. All this makes self-awareness
that much more essential.

That self-awareness is a critical factor for business-building success is not a
new insight. The tougher code to crack is how to become more self-aware.
Here are three key ways to do so:

1. TEST AND KNOW YOURSELF BETTER. Having a framework for
self-awareness helps to bucket your strengths and weaknesses. Personality
tests like Myers-Briggs, Predictive Index, and StrengthsFinder have gained
popularity in recent years, for good reason. It's not that such tests are perfect
measures or predictors, but they facilitate self-reflection, which leads to better
self-awareness. Our own recently developed Entrepreneurial Aptitude Test
(you can take it here) measures how one stacks up in the four key traits that
drive business and entrepreneurial success: Heart, Smarts, Guts, and Luck.
Among a sample set of about five-hundred global entrepreneurs and business
builders, about 50% were Heart-dominant, 25% Luck, 15% Guts, and 10%
Smarts. We found successes and failures across all types, but understanding
which core trait drives your decisions and your attitude is what is most
important for increasing the probability for success.

2. WATCH YOURSELF AND LEARN. In the classic Harvard Business
Review article, "Managing Oneself," Peter Drucker wrote, "Whenever

you make a decision or take a key decision, write down what you expect

will happen. Nine or 12 months later, compare the results with what you
expected." Drucker called this self-reflection process feedback analysis and
credited it to a 14th-century German theologian. He said it was the "only way
to discover your strengths." Many successful people follow similar practices:
Warren Buffett, for example, has made it a habit for years to write down

the reasons why he is making an investment decision and later look back

to see what went right or wrong. Such analysis can be qualitative or highly
quantitative — think of the executive dashboards that can now give almost o
instantaneous feedback on the "vitals" and health of a business. It can be

private or part of a regular communication between a CEO and a board. The (/

key to the effectiveness of feedback analysis is to (a) codify rationale and

motivations and (b) reflect and assess outcomes. Such a practice forces one A s

to focus not just on the what, but also equally on the why. Perhaps the biggest -5

benefit of a codified feedback analysis is avoiding the attraction of revisionist - —"‘F

history when things do not turn out as expected. Backward rationalization is

all too easy to fall prey to — and is a reason why so many do not progress in
their self-awareness and personal development.

3. BE AWARE OF OTHERS, TOO. SELF-AWARENESS IS CRUCIAL
WHEN BUILDING A TEAM. Knowing your natural strengths and
weaknesses makes you a better recruiter and allocator of talent. But you also
must be an acute observer of others' strengths and weaknesses. Effective teams
are made up of people who both understand and complement each other. By
definition, it is impossible for any one individual to be above average across all
the business-building traits . The best teams are rarely made up of similar types.
On the contrary, they are composed of a diversity of excellence. If one is open-
minded and objective, different types of people on a team will also help over time
to further self-awareness and deepen an appreciation for the variety inherent in
patterns of success. When you see people progressing towards a common goal
by following different paths from yours, there is an implicit peer-based feedback

loop and systemic learning in that observation itself. Having the right complement
of people and a supportive learning organization allows you to see more clearly
what you do well and what others do well.

This is the trinity of self-awareness: know thyself, improve thyself, and
complement thyself. These are common sense principles but are not necessarily
commonly followed. Why? Because people don't always commit to stand in
the face of truth. Intellectual honesty, rigorous commitment, and active truth-
seeking are sine qua non to any self-awareness process.

Self-reflection and its reward of self-awareness cannot be thought of as passive
exercises, new era meditation, or soft science. They're absolutely essential.
There is a reason why in rehabilitation programs the starting point is being
aware enough to admit you have a problem. So, too, is the case in business
leadership and personal development.
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AON HEWITT

8 John Kennedy Avenue, Athienitis House,

3rd Floor, 1087 Nicosia
Tel: 22458011
Fax: 22458012

Email: philippos.mannaris@aonhewitt.com.cy

Website: www.aonhewitt.com.cy
Contact Person: Philippos Mannaris

Am Hewitt

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

CYPRUS

INTERNATIONAL
INSTITUTE OF

MANAGEMENT

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

Deloitte.

FBME CARD SERVICES
P. O. Box 25508, 1310 Nicosia
Tel: 22 557567
Fax: 22 557503
Website: www.fomecs.com
Contact Person: Maria Yiallourou

HRM CONSULTANTS
P.0.Box 25022, 1306 Nicosia
Tel: 22755330
Fax: 22105081
Website: www.hrm.com.cy
Contact Person: Nicos Stylianou

HRm

JOBS CYPRUS
P.O.Box 23984, 1687 Nicosia, Cyprus
Tel: 22269530
Contact Person: Ayis Virides
Email: ayis@jobscyprus.com

Jobs(

LOIS BUILDERS LTD
P.O Box 24360, 1703 Nicosia
Tel: 22778777
Fax: 22773153
Website: www.loisbuilders.com
Contact Person: Nicolas Lois, Yiannoula Pattichi

Lois IE
Builders

OCECPR
P.0.Box 24412, 1704 Nicosia, Cyprus
Tel: 22693000
Fax: 22693070
Website: www.ocecpr.org.cy
Email: info@ocecpr.org.cy
Contact Person: Neophytos Papadopoulos

AP EXECUTIVE CYPRUS

8, John Kennedy Ave., Office 105, 1087 Nicosia

Tel: 22817817

Fax: 22817827
Website: www.ap-executive.com
Contact Person: Chrissy Tasou

CYFEED BIOFEEDBACK CENTER LTD
3, P Dimitrakopoulou str, FI 203
1090 Nicosia Cyprus

Tel: 22374127

Fax: 22374094
E-mail: cyfeed@cytanet.com.cy

Contact Person: Dr. Christos Hadjicostas

Website: www.anti-stress.org

o CyFoed

ERNST & YOUNG CYPRUS LTD
P.O. Box 21656, 1511 Nicosia
Tel: 22209999
Website: www.ey.com
Contact Person: Nicos Marcou,
Aliki Andreou

Ell ERNST & YOUNG

Quality in Everything We Do

FIRST ELEMENTS EUROCONSULTANTS LTD
10 Gregoriou Xenopoulou, 1st Floor, 1061 Nicosia

Tel: 22875810
Fax: 22757080
Email: info@firstelements.com.cy
Contact Person: Christiana Christofi
Website: www.firstelements.com.cy

411
FIRST
ELEMENTS

I.E. MUHANNA & CO.
P.O. Box 24949, 1355 Nicosia
Tel: 22456045
Fax: 22456046
Contact Person: Fani Lagou
Website: www.muhanna.com

j:}@hannam _

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

myCVpro.com
P.O Box 42550, 6500 Larnaca, Cyprus
Tel: 7000 50 10
Fax: 7000 50 15
Email: thanos@mycvpro.com
Contact Person: Mr. Thanos Vassiliades
Website: www.mycvpro.com
|

quVgra.c0[1 1 i

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

oneworld

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

AIRTRANS

C.A. PAPAELLINAS EMPORIKI LTD
(ALPHAMEGA)
P.0.Box 27879, 2433 Nicosia
Tel: 22469520
Fax: 22469541
Email: marios@alphamega.com.cy
Website: www.alphamega.com.cy
Contact Person: Marios Antoniou,
Athena Neophytou

E.C. EXECUTIVE CONNECTIONS LTD
25 Enthikis Antistaseos, 3025, Limassol
P.O. Box 56616, 3309
Tel: 25387600
Fax: 25373795
Email: info@executiveconnections.eu
Contact Person: Persis Christodoulou
Website: www.executiveconnections.eu
EXECUTIVENm

C( IECTI

IONS

(GRS) GLOBAL RECRUITMENT
SOLUTIONS LTD
67 Spyrou Kyprianou, Samos Business Center,
4042 Germasoyeia, Limassol
Tel: 25342720
Fax: 25342718
Website: www.grsrecruitment.com
Contact Person: Georgia Michaelides

[—

1.B.C.S. TRADING & DISTRIBUTION CO LTD

P.O. Box 53049 CY 3300 Limassol
Tel: 25 837000
Fax: 25 360018
Email: hr@audeh-group.com
Contact Person: Mr. Andreas Sawvides
Website: www.audeh-group.com

]
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——

==
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KARIERAKYPROS.COM
Apostolou Pavlou 10A, Maroussi, 15123,
Attiki, Greece
Tel: +30 210 81.15.300
Fax: +30 210 81.15.309
Website: www.karierakypros.com
Contact Person: Alexandros Fourlis

karierakypros.com

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

Meritservus

PEOPLE ACHIEVE
P.0.Box 24273, Nicosia 1703
Tel: 22773334
Fax: 22780999
Website: www.peopleachieve.com
Contact Person: Aleen Andreou

PeopleAichieve

Maximising Human Capiltal

AMDOCS
P. O. Box 50483, 3606 Limassol
Tel: 25 886000
Fax: 25 886560
Website: www.amdocs.com
Contact Person: Bettina Bungert,
Evanthia Peyiotis

amdocs

DELTASOFT LTD
P.O.Box 16152, 2086 Nicosia, Cyprus

Tel: 357 22375254

Fax: +357 22519369

skype: deltasoft_ltd

Website: www.deltasoft.eu
Email: apapagapiou@deltasoft.eu

Contact Person: Andreas Papagapiou

&delta soft”

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

@ EecoL

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

ICAP CYPRUS LTD
169 Athalassas Avenue, Office 102
2015 Strovolos, Nicosia, Cyprus
Tel: 22 871872
Fax: 22 316192
Email: aanastasiou@icap.com.cy
Contact Person: Mr. Adonis Anastasiou
Website: www.icap.gr

K. A. STAVRINOS CONSULTANTS LTD
P.O.Box 23404, 1683 Nicosia
Tel: 22468300
Fax: 22468303
Email: kascons@cytanet.com.cy
Contact Person: Mr. Kypros Stavrinos

e T

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

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

@performa
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POWER IMAGE SERVICES
P.O.Box 25447, 1309 Nicosia
Tel: 22660006
Fax: 22661222
Website: www.powerimageservices.com
Contact Person: Stephanie Dikaiou

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

)

PRICEWATERHOUSECOOPERS
P.O. Box 21612, 1591 Nicosia, Cyprus
Tel: 22555000
Fax: 22555001
Website: www.pwc.com/cy
Contact Person: Charis Anastasiadou,
Marios Melanides, Eleni Vasileiou

PRIMETEL PLC
141 Omonia Avenue, The Maritime Centre, Block B
3045, Limassol, P.O. Box 51490, 3506
Tel: 25867000
Fax: 25028422
Email: hr@prime-tel.com
Contact Person: Linda Zamboglou,

@ | POWER Stavrini Michaelidou

mico | IMAGE.

Website: www.primetel.com.cy
........................... — PRICHA/AERHOUSE@PERS e >
RENAISSANCE INSURANCE ZYMBOYAIO AMOX. SONGA OFFSHORE TSERIOTIS CONSUMER GOODS
BROKERS LTD

AEMEZOY - AMAGOYNTAZ
T.6. 50622, 3608 Aepecdg
TnA: 25881900
®ag: 25881777
loToxwpog: www.sbla.com.cy
Eknpéownog opyaviopou: Xapd Mavépa

ol G
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§¢ Offshore

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

P.O. Box 54023, 3720 Limassol, Cyprus
Tel: 25 207700
Fax: 25 311175
Email: nneophytou@songaoffshore.com
Contact Person: Mrs. Neophyta Neophytou
Website: www.songaoffshore.com

P. O. Box 28391, 2093 Strovolos
Tel: 22311662
Fax: 22311644
Contact Person: Christos Gavriel

P.0.Box 12764, 2252 Nicosia
Tel: 22507800
Email: info@tseriotis-fmcg.eu
Contact Person: Kyriakos Andreou
Website: www.tseriotis-fmcg.com

TSYS UNIVERSAL LIFE INSURANCE
P.0.Box 20552, 1660 Nicosia PUBLIC CO LTD.

Tel: 22882600 P.0.Box 21270, 1505 Nicosia
Fax: 22882884 Tel: 22882222

Website: www.tsys.com Fax: 22882200
Contact Person: Kenneth Cuschieri, Website: www.unilife.com.cy

Zoe Leonidou Contact Person: Kypros Miranthis, Maria Kakouri

SYS

UNIVERSAL LIFE

UNIVERSITY OF CENTRAL
LANCASHIRE-CYPRUS
15 Stratigou Timayia, 1st Floor, Linda Court
6051 Larnaka, PO Box 42440, 6534, Cyprus
Tel: 24 812121 / Fax: 24 812120
Email: info@uclancyprus.com.cy
Contact Person: Mr. Pavlos Pavlou
Website: www.uclancyprus.com.cy

oo Gl e
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WORKFORCE CYPRUS
1 Nicolaou Skoufa, (Office 202), 2415 Engomi
Tel: 22679800
Fax: 22679802
Website: www.workforcecyprus.com
Contact Person: John Papachristos

WorkForceds

MOVED HOUSE?

HAVE YOU CHANGED JOBS / EMPLOYER?

HAVE YOU MOVED YOUR OFFICES?

CHANGED ADDRESS (ELECTRONIC OR OTHERWISE)?

Lot us fnow!

—

i icati d house or changed employer please
We don’t want anybody to miss out on our publications! If you have move :
e-mail our databa);e cg-ordinator Erene Papadopoulou on info@cyhrma.org with your correct contact and/or
professional details.

METAKOMIZATE ZE NEO ZMITI;

AAAA=ATE AOYAEIA/EPFOAOTH;

EXETE METAKOMIZEI ZE NEA FPA®EIA;

EXElI AAAZEI H AIEYOYNZH ZAZ (HAEKTPONIKH KAI MH);

E\ oTfo \RaTe ’M\;!

3 g 3 > . c c | Mrniopeite va EVNUEPWOETE TNV
Aev BENOUE va XAoEL KavEva HEAOG HAG KaTola aTto TIG €KOOO0EIG pagh , a
E::pr’]vn I'Ialttlaéonélﬁ)\ou HE TIG VEEG 0AG AETTOUEPELEG OTNV NAEKTPOVIKT dleuBuvon: info@cyhrma.org
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Service/Benefit ~ Pprice MAHPH/FULL Ayyéra Mahou
Ovopatendvupo /Name  Avipéag Mixanh

KAeb6BouAog Mavayiwtou ‘Avtpla Avtwviadou

Journal «’AvBpwrioc Kal Epyacia» (“People and Work”) Free

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

‘Ayyehog AoUng
The electronic newsletters “Human.Net” and “e-HR Trends” Free loavvne MavdpaBEANOG OPrANIZMOI / CORPORATE

Participation in seminars, workshops and conferences organised by the Association Member Rate EAtéva Ktwph ‘Ovopa opyaviopoU / Company Name

Advertising “Job Vacancies” in HR in “Human.Net” Free OdAela Zaxapladn The E.D. Advance Institute Ltd
Stépavn Aoukd Innovative Hotel and Restaurant Solutions

Purchase of research or survey results published by the Association Member Rate

Mapi\éva lopddvou-lwavvidou Jobs Cyprus

Permission to use the Logo of the Association on the Organisation’s letterhead and

STENA XapaAduroug

include a mention that the Organisation is a Corporate Member of the Association Free after approval

KwvoTtavTtivog Toarmg

Invitations to participate in all events organised by the Association Free / Member Rate

Florie Contat

Provision of advisory services from members of the Association following special

Awplava Beodoaiou

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 ®OITHTIKA / STUDENTS

Distribution of information by mail to members of the Association 30% discount _

STéNa Mauln

Advertisements in the journal “People and Work” 20% discount

Andreja Ivancic

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

Advertisements in “Human.Net” 30% discount ANABAOMISH SE MAHPH MEAH

Sponsorship of “e-HR Trends’ 30% discount Ovouaternévupo /Name

OAuprtia ®&vtn

AAeEia Nikohdou

., , , Chrysoula (Chris) Matha Chairman
Meplodiko «’AvBpwriog kal Epyaacia» Awpeav XouoouAa (Kpic) Mad MP6ESPOG

MpoBoAn Tou Opyaviopou oe eldIkT] 0eAida oTo TePLodikd «AvBpwriog kat Epyacia» = Awpeav George Ashikalis Vice - President
MNpyogq ACINKAANG AvTinpoedpog

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

Elena Stavrinou Secretary

SUUMETOXN OE OSUIVAPLa, EPYAOTHPLA, CUVEDPLA TOU SUVOECUOU T Méhoug EAeva ZTaUpNOD MooppaTéac

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

Charis Anastasiadou Assistant Secretary
Ayopd eKBOOEWV YIa £PEUVEC KAl MEAETEC TIOU £KBIdEL 0 ZUVOEONOG. T MéAoug Xdpig Avacraciddou BonB6g papparéag

Alkaiwpa va avaypddeTtal oTa emoToAoXapTa 6Tl 0 Opyaviouog eivat MéEAog George Pantelides Treasurer
MNwpyog Mavrehidng Tapiag

TOU SUVOECHOU KAl VA UIMOPEL va yiveTal Xpron Tou AoyOoTuriou Awpeav PETA ard £yKpLon

; , . , , , , , o, Kiki Kallis Publications and Communications Representative
MPOOKANOEIG CUMHETOXNG OE OAEG TIG EKONADOELG TIOU BLOPYAVDVEL O ZUVOEOUOG. Awpeav / Tiun Méloug Kikr KoM YneuBuvn ExS60ewy kal Evipépwong/Enikovmviag

Mapoxn OULBOUAEUTIK®Y UMMNPECLOY MO PEAN TOU ZUVOECUOU KATOTLV EIBIKOV Taleen Tohalikian Public Relations Representative
TaAiv ToloAkidv Yneubuvn Anpociwv ZXEcewvV

dleuBeTNOEWV KAl AVATTTUEN EMAYYEAUATIK®OV KAl EMIOTNUOVIKOV CUVEPYACLMV. E1d1kég Aleubetnoelg

Demetris Demetriou Research and International Relations Representative

ATIOOTOAN eVTUTIWV O€ NAEKTPOVLIKN HOop®d] 0TA HEAN TOU ZUVOECOU 30% EKmTwoNn AnprTNG AnunTpiou YreuBuvoe EPELVAG Kol AEBVGY EXE0EMY

AMOOTOA eVTUNIWV HEOW TAXUSPOUEIOU OTA MEAT TOU SUVBECUOU 30% EKMTWON

Melani Michaelidou Corporate Social Responsibility and Education Representative

Alaonpuioelc oto T[Spl05lK6 «'AvBpwroc kat Epyaocia» 20% E’:KT[T(J.)OY] Ménavn MixanAidou YneuBuvn Koivawviknig Etaipikng EuBivng kai Eknaideuong

MpoBoAn Tou OpyaviopoU os €181k oeAida TG lotooeAidag Awpedv

Alapnuiosig oto «Human.Net» 30% £KMTWOoN

Xopnyia tou «e-HR Trends» 30% eKmtwon Arternis Artemiou Honourary Chairman
ApTEUNG ApTEUioU Enimpog Mpdedpog
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