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And TN 2UvTaén

To nepiodikd pag AvBpwnog kai Epyacia €pxeral
KOVTA oag Aiyo JETA TNV EKAOYN Tou VEou AIOIKNTI-
koU XupBouliou Tou ZuvdEopou. O kéopog Tng Ku-
MPEOU Kal Ol VTOMIEG EMIXEIPNOEIG NPOonadolv aKko-
JN va NPOCApPUOCTOUV oTa VEQ OESONEVA TNG OIKO-
vouiag kal ol enayyeAuatieq dieuBuvong avOpwni-
VOU SUVANIKOU KAVOuV 0TI KOAUTEPO UnopouvV yia va
avteneEENBoUV Pe duvauiopd oTIG AANAYEG.

AuTO TO TEUXOG TOU NEPIODIKOU Pag ival andAuTta
€nikalpo: HECW TNG NOAU NpdopaTng Epeuvag (HR
Pulse Survey) Tou Zuvd€opouU, GAG EVNUEPWVEI
NwWG N OIKOVOUIKA Kpion €xel eNNPedoel TIG NPa-
KTIKEG AAA TWV EMIXEIPNCEWY NOU OPACTNPIONOI-
ouvtal otnv Kunpiakn ayopd Kai Tautéxpova na-
PaBETEI 6T JEAN pag PEYAAn YKAPA ApBpwv and
Kunpioug kal &Evoug apBpoypdpous Napoucid-
Zovtag and JIAPOPETIKEG ONTIKEG YWVIEG BEuaTa
dIaxeipiong aAaywv KaBwg Kar SIaxeipiong Kpi-
oewv. ‘Eva andé 1a dpBpa pag e&nyei Nnwg npénel
Va XEIPIOTOUNPE TOUG NAEovaopoug, €va AAAo Bo-
nBd nwg va dIaKPIVOUNE Kal va NPoAdBoulE To
OTPEG OTOV EPYACIAKO XWPO, AANO dpBpo npo-
TPEMEI TOUG AVAYVWOTEG va aviane&EABouv OeTI-
K& oTIg aA\ay£€g. ZTnv nAoUoia UAn auTtou Tou TEU-
xoug Ba Bpeite dnpocigupa yia Tn XpAon cuoTn-
parog noiotntag ISO (ISO quality standards) wg
avTidoTo oTnv Kpion, padi ue ApBpPo nou eionyeital
OTI TWPA €ival N WPA yia KalvoTopieg otn AAA. XTiG
O€NIOEG auToU TOU TEUXOUG WMNOPEITE VA EVNUEPW-
O¢eite oe oxemkd dnuociceuya NwWG 10 coaching
(kaBodnynon) YNopei va GEPEI aNOTEAECUATA OE
avtiBeon pe 10 va divoupe CUPPBOUAEG OTav dev
pag TG ¢ntouv (KATI TO OMoio Giyoupa autd Tov
Kaipd ol Kunpior kar o1 “EAANvVeG pnopoulv va Ka-
TaAdpouv)!

H eTaipeia Misco Powerlmage n onoia e&€tace 10
poAo Tou enayyeAuatog AAA otnv Kunpo onpe-
pa, poipddetal eniong padi pag Ta KUpia eupnua-
Ta €PEUVAG NMOU EKAVE OTIG APXEG AUTAG TNG XPO-
VIAG. Mia noAU evdlapépouca Epeuva Nnou apopd
6A\oug uag! Kar pnv XdoeTe Tn GUVEVTEUEN JE TNV
anepxouevn Mpdedpo Tou ZuvdETOU Uag, Kupia
XpuoouAa (Kpig) Ma8a.

EnminA€ov, poipaddpacte padi oag Ta cupnepAcua-
TA TWV NOAU €VOIAPEPOVTWY CUINTACEWV XTPOY-
YUANAG Tpanédng nou dIopydvwoe O ZUVOECHOG
o€ N\eukwoia kal AePeaO, e oTdX0 TNV aviaAhayn
andyewv PETAEU TWV PEAWV PAG AVAPOPIKA UE
TO NWG va avrene&ENBouv oTa NPoBARUaTa PEU-
OTOTNTAG KAl TNV NPOONTIKA NMIBAVWY NAEOVACWV.

‘Eva akéun noAU evdiapépov dnpocieupa e TiT-

Ao «O1av ol dvBpwnol MIAAVE padi, npoxwpAve Kal
padi» pag Sivel va KataAdBoupe Nwg ol UNAAAN-
Aol Npénel va eunAékovTal otn diadikacia anodo-
XNG TV anapaitnTwv aAA\aywv. ©€AovTag va dw-
ooupE pia EANmdopopa voéTa aiclodogiag, poipa-
{opaoTe padi oag nPwTOBOUNIEG KOIVWVIKNG aA-
AnAgyyUng and €TaIPEIEG KAl JEAN YOG MOU OKO-
noé €xouv Tn BonBela NPog Tov cuvdavlpwmno pag
o€ auTn Tnv NePiodo TnG UPeong. H aAAayn gival
NAEOV avanOonacTo PEPOG TNG Lwng Twv Kunpiwv

Kal EPEIG TNV aNOdEXOUACTE Kal BPiOKOUUE TPO-
NMoug va TNV avTIUETWMNIOOUUE PE PEANIOUO, ano-
(ACIoPEVOI yia TO KAAUTEPO duvaTd anoTéAEoA.

EAni¢w n cuMoyn BepdTtwv Tou TEUX0UG autou va
oag gunvevoel! KaAao didBaopal

Kikn KaAAn

Editor’'s Note

Our magazine “People and Work” comes to you
shortly after the election of the new Board of
our Association. The people of Cyprus and local
businesses are still dazed after the shock of the
economic bailout terms and do their best to adapt to
the changes but the HR professionals continue on.

This issue of our magazine is very much keeping
with the times, updating you with a recent HR
Pulse survey by CyHRMA that shows how the
economic crisis has affected local businesses and
HR practices and by providing numerous articles
by local and international authors on the topic of
change management and on dealing with the
crisis from a number of different perspectives. We
have an article on how to deal with redundancies,
another one on how to identify and prevent stress
in the workplace, an article on how to positively
deal with crisis management, an article on using
ISO quality standards as an antidote to the crisis,
an article that advocates how now is the time for
HR innovation and an article on coaching rather
than giving advice when it is not requested (which
the Cypriot and Greek people can definitely relate
to these days!).

We also bring to you the key findings of a
very important survey contacted by Misco
Powerlmage in the beginning of this year which
investigates the standing of the HR profession
in Cyprus these days. A very interesting survey
indeed! And don’t miss the interview with our
former Association President, Mrs Chris Mathas.

Amongst other very interesting topics, we
furthermore bring you the results of the successful
CyHRMA Roundtable discussions that were
held in Nicosia and Limassol aiming to assist
our HR members to deal with the liquidity issues
and potential threat of job losses and a very
interesting article called Engaging Dialogues on
how employees need to be adequately involved
to accept necessary changes. In an attempt to
give some optimistic hope, we share with you the
outcome of some of our members’ CSR initiatives
mainly aiming at helping the people affected by the
current crisis at the moment. Change has affected
everyone in Cyprus, directly or indirectly, but we
choose to accept change with pragmatism and
determination for the best possible outcome.

| hope that our collection of articles will inspire
you! Enjoy your reading!

Kiki Kallis
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CYHRMA

CyHRMA
Pulse
Survey

Last June, following the economic
crisis and its subsequent labour market
our Association requested its members

to answer a brief questionnaire to

get the pulse from the local HR
professionals. Only 1 questionnaire
per company amongst the CyHRMA
members was completed and the
analysis of the results gathered follows
in the next few pages.

Epevva tov
Ku2vAAA

Tov nepacpuevo louvio, e apopun
TNV UNAPXOUCA OIKOVOUIKN Kpioh
Kal TIC ENAKOAOUBEC NPOKANGEIG OTNV
ayopd epyaciag, o ZUvOECUOG UAG
dNTNnoe ano Ta PJEAN TOU VA anavTnoouV
o€ €va OUVTOPO EPWTNHATOAOYIO
woTe va AdBel Tov naAud and Toug
enayyeauaTieg Aieubuvong
AvBpwnivou Auvauikou.

Maovo 1 epwtnuaToAdyIo ava ETAIPEIQ |UE-
TAEU TWV PEAWV PAG CUPNANPWONKE Kal N
avAAUoN TwV anoTeEAECUIATWY Nou AdBAuE
OKOAOUBEI OTIG ENOPEVEC CENIDEG.

SUMMARY REPORT 18/06/2013

3 Has your organisation reduced its staff?
H eTaipeia oag peiwoe 10 NPoowniko;

Yes 33.3%

No 66.7%

Percent

33.3%

66.7%

Statistics
Total Responses 30

100
75
50

25

CYHRMA

4 If so, at what percentage?

Av val, o€ Tl N0cooTO;

0-5% 5-10%

Value

over 10%

Percent

0-5%

33.3%

5-10%

22.2%

over 10 %

Statistics

44.4%

Total Responses

Sum

1 Are you currently working?
Epydleote autd To didoTnua;

l

Yes 100.0%

Percent

100.0%

0.0%

Statistics

Total Responses

2 Has your organisation’s turmover/profits been reduced?
H eTaipeia oag éxel peiwon Tgipou / Kepdwy;

No 24.1%

N

Yes 75.9%

Percent

75.9%

241%

Statistics

Total Responses

5 Has your organisation reduced salaries
(including bonus, 13th, etc)?
H eTaipeia oac ueiwoe Toug pioBoug
(oupnep. bonus, 130 kKAN);

No 33.3%

AV
Yes 66.7%

Percent

66.7%

33.3%

Statistics
Total Responses 30

100

75

50

25

6 If so, at what percentage”?

Av val, Ge T MocooTo;

0-10% 10-20%

Value

over 20%

Percent

0-10%

33.3%

10-20%

571%

over 20 %

Statistics

23.8%

Total Responses

Sum




7 Has your organisation reduced its staff working hours?
H eTaipeia oag PeiwoE TIC WPEC EpYACIAg TOU MPOCWMIKOU;

Yes 16.7%

No83.3%

Percent

16.7%

83.3%

Statistics

Total Responses

8 Has your organisation implemented any form of
flexible working?
H eTaipeia cag epApUOCE EUENKTES UOPPES
€pyaoiag;

Yes 20.7%

No 48.1%

Percent

20.7%

79.3%

Statistics

Total Responses

9 If so, please state which:
Av val, NOPAKOAWD ONAWGCTE TI;

Response

A global policy, any working scheme is possible
subject to approval of HRD service line

AIgBvNAG NONITIKA NOU EXEI EPAPPOOTET KAl OTO E§WTE-
pIkd, onolodnnoTe oxédlo epyaciag eival mBavd va
1e0€l 0E EQappoyn apoTou eyKpIBel and 1o Tunua
AvBpwnivou Auvapikou kail and Tov APECO NPoioTd-
UEVO TOU TUAUATOG

Increase of part-time employees

AUENoN epyalopévav O OUVONKEG PEPIKAG
anacxéAnong

It was implemented a few years ago, e.g. Flexible
arrival & departure time & working mothers scheme

‘Exouv Ndn 1eBel oe eapuoyn £dW Kal UEPIKA XPO-
vid , n.x. EUENKTEQ peg avaxwpnong/ dpiEng otnv
€pyacia & ox€dIO yIa EPYACOUEVES UNTEPEQ

Seasonal staff, part-time work, change in working hours

Enoxiakd npoownikd, epIKA anacxdAnaon, diapo-
poroinon wpapiou

Flexible hours, telework
EuéNkTo wpdplo, TnAepyacia

10 Has your organization eliminated overtime pay?
H eTaipeia 0ac oTAUATNOE TNV NANPWUNA UNEQWPIWY;

No 33.3%

N

Yes 51.9%

Percent

51.9%

48.2%

Statistics

Total Responses

11 Has your organisation been merged or
merged departments internally?
Eixate ouyxwveuon TG ETAINEING N ECWTEPIKWY
TUNPATWV;

Yes 13.3%

No 86.7% ™

Percent

13.3%

86.7%

Statistics

Total Responses

12 Has your organisation outsourced services?
H eTaipeia oag avdBeoe TG Epyacieq TNG o
eEWTEPIKO cuvePYATN (outsourcing);

Yes 20.7%

No 79.3%

Percent

20.7%

79.3%

Statistics

Total Responses

No 60.0%

13 Is your staff unionized?
To nNpocwnikd TNG ETAIPEIAG AVAKEI OE CUVTEXVIEG;

Yes 40.0%
ol

Percent

40.0%

60.0%

Statistics

Total Responses

14 If s0, has the relationship with the unions been
disturbed?
AV val, N OXECN TNC ETAIPEIOG E TIC CUVTEXVIEG
avaTapdxOnke;

Yes 25.0%
A

No 75.0%

Percent

25.0%

75.0%

Statistics

Total Responses



15 Has your organization increased the use of early
retirement?
H eTaipeia oag av&noe Tn xprion TNC NPdwENC
ouvta&iodoTnong;

Yes 10.0%

A

No 90.0%

Percent

10.0%

90.0%

Statistics

Total Responses

16 Has your organization reduced/ cut off the
training budget?
H eTaipeia oag peiwoe / anéoupe Tov NpoUnoAoyioud via
EKNAIOEUON TWV UNAMNAWY TNC;

No 40.0%

N

Yes 60.0%

Percent

60.0%

40.0%

Statistics

Total Responses

It is obvious, even through the small
sample of companies we collected
across industries that the economic
crisis has greatly affected Cyprus
businesses which are trying to

reduce their operating costs mainly

through traditional means.

Eival pavepdTaTo, £0Tw Kal YEca
and 10 PIKPO uag deiyua ETAIPEIWV
Nou CUAAEEQE and IAPOoPOoUg
KAAQdOUG, OTI N OIKOVOUIKN KPi-
on €xel eNNPeACEl 6 NOAU PEYANO
BaBbud T Kunpiakég ENIXEIPNOEIG
0l Onoieg NPoonadouv va PEIOOUV
TO AEITOUPYIKO TOUG KOOTOG KUPIWG
ME TIC NaPadOCIaKES UEOODOUC.

ANAMNTYZZONTAZ THN ENAITEAMATIA T'YNAIKA:
TAZEIZ, NPOKAHZEIZ KAI TIPOOMNTIKEX

[MpaypaTtonoinBnke Pe  emituxia 1o eKNAIDEUTIKO  OEUIVAPIO
«Avantiooovtag TNy enayyeAuaTia yuvaika: TACEIQ, NPOKANGCEIC Kal
npoonTikég» oTig 13 Maptiou 2013 and To KEMEAA Tou MNaveniotnuiou
Kunpou. 210 ogpvépio cudnThonke To OXETIKO VOUOBETIKO NAQICIO, N
B€on Tng yuvaikag otnv ayopd epyaciac kal n diaxeipion anédoong
kal avéNENG oTov opyaviopd. Eniong, npayuaronoinénkav napoucid-
oeIc and KUnpleg yuvaikeg enayyeAUaTiec.

NOMOBGSETIKO MAAIZIO

» H avicdtnta otnv apoifni pUAwY ugictatal 6Tav Undpxel SIAPOPETI-
kr apoiBn via idla epyacia 1 gpyacia nou enimeAeiTal and AvOPEG Kal
YUVaIKeG Kal otnv onoia anodidetal ion a&ia, BACEI AVTIKEIUEVIKWDV KOI-
TNpiwv 6nwg autd kabopifovtal oto Nouo nepi long AuoIRng LeTa&y
Avdpwv kai Muvaikwv yia Tnv 181a Epyacia n yia Epyacia long Agiag.

w 2 e eEENEN BpiokeTal To ZuyxpnuatodoToUuevo €oyo Tou Ynoupyeiou
Epyaciaog «Apdoeig yia peiwon Tou xAouatog Twv auoiBwv UeTagy
avOPWV Kal YUVAIKWV» To 0noio Ba cUPBAAEI OUCIACTIKA GTNV AVTILETWNI-
ON TWV AITIOV MoU To dNPIoUPYOUV Kal TO GUVTNEOUV.

= O Noépog nepi npootaciag Tng untpdtnTag kai o Nopog nepl iong ueta-
XeElpIONG avOPWVY Kal YUVAIKWY OTNV anacXdANon Kal €nayyeAUaTIKA
eknaideuon kabiotavral NAEOV OAMNAEVOETOI Kal eVIOXUOUV MEPAITEQW
TNV NPooTacia TG eykUou epyalopevng. Me dedopuévo 6T n eyKupooU-
vn anoTeAel BIoAoyIKN KATAoTaon Nou aPopd AMOKAEIOTIKA TIG YUVAIKEG,
N NlyOTEPO EULVOIKA UETAXEIRION EYKUOU, AEXWVAG 11 YaAOUXOUCAG OTOIXEN-

obetel dueon dIAKpIoN AOyw GUAOU.
m 2€ nepinTwon duopevoug PETaxeipiong eykUwy, To BAPOG TNG anbd-
JelEng avTioTPEPETal and TNV Napanovouuevn otov EpyodéTn, nou
koAefTal va anodei&el 611 N ducpevig UETOXEIpION Mou IoXupieTal N
Epyodotoupevn dev CUVOEETAI EITE JUE TNV EYKUPIOCUVN EITE E TNV AdEIT
uNTPATNTAC.
» H vopoBeaoia nepl yovikng adeiag Tpomnonoinbnke we akoAoubwg:
» H didpkeia Tng auEdvetal ong 18 gRdopddec avd naidi Kal
oTig 23 €Bd0OPAdEG YIa XNPO YOVEQ,
» MNapaxwpeital and Tn Agn Tng ddeiag uNTPATNTAG PEXPI TN
OUUNAAPWOoN Tou 8ou €Touc NAIKiag Tou naidioy,
» H eAdxiotn Tng didpkeia eivar 1 gBdoudda kal n uéyiotn 5
€BOOUAdEG avd NUEPOAOYIAKS €TOG. 2€ NEPIMTWOEIC YOVEQ UE
3 naidid n péyiotn didpkela augdvetal oTic 7 €ROOPAdES / €TOC.
= H xprion Tng yovikng adeiag Kupaivetal oe xapnAd enineda, Kupiwg
AOYW ToU yeyovoTog 6T Napauével Gdeia Aveu anoAapwy.

H ©EXZH THX N'YNAIKAZ £THN ArOPA EPTAZIAL

» ZUppwva pe otoixeia g Eurostat via 1o 2011, 0 pyécog 6pog anaoxo-
Anong Twv avipv oy E.E Bpiokdtav oto 75%, evid Twv YUVAIKWY GTO
62.3%. Xmv Kunpo, Ta nocootd autd Atav 79.6% kai 67.7% yia AVIpEg
Kal yuvaikeg avriotoixa.

» T6co otnv E.E. 600 kal otnv KUnpo, ol YUVaiKeS TEVOUV VO CUYKE-

VTPWVOVTAI OE €QYACIEQ HEPIKAG KAl EKTAKTNG anAcxOANoNG, AANG Kal
o€ kdnola enayyéAuara énou ol pioBofi eival cuvhBwe XaUNAGTEPO.
» H EKNPOCWNNON TWV YUVAIKWY O BECEIG ANYNG OTPATNYIKWY Anopd-
oewV eival NOAU neplopiocpévn, Pe TNV KUnpo va kataAauBavel pia and
TIG TEAEUTaiEG B€oelg otnv E.E. EvrouTolg, €pguveg deixvouv 6T N Cup-
HETOXN YUVAIKWOV O€ BECEIG AMWNG OTPATNYIKWY anopACEWY UMNopPE( va
EMPEPEI OETIKA anoTEAéoUATA GTNY ANdGOOCN TWV OPYAVICUWV.
» O1 NopdyovTeg Nou enNNPEAZOUV TIG ENAYYEAUATIKEG anoPACEIQ TwV
YUVAIKWV fval noAanAof:
» 270 KOIVWVIKO €ninedo, ol ‘katdMnAol’ poAol yia 1O KABE
PUAO dlapoppwvovTal HEGA and TNV KOIVWVIKONOoINoN Twv
atéuwV Kal and To eKNaIdeUTIKO cUoTNUA.
» 210 opyavwolakd eninedo, ol MAsioteg yuvaikeg Oev unopolv
va aviene&éNbouv o1o avtpikd nPdTUNO anacxOAnong nou
unayopeUEl ENAYYEAUATIKA KaPIEPa XWPIG JIOKOMES yIa
PPOVTIda EEAPTWUEVWY KAl MAPAAMNAG MOAEC Kal acuvnBIoTEQ
DPEG Epyaoiag.
» O1 yuvaikeg Bewpouvtal ‘akaTdANAES’ yia BECEIG ANwng
ano@AcEwV, NMOMEG Qopég dIOTI ENKOIVWVOUY, NyouvTal Kal
JIoIKOUV [E dIapOoPETIKO TodMNO and 6Tl o AVTPEG.

AIAXEIPIZH AMOAOZHX KAl ANEAIZHZ
u [lapd T xpnoiponoinon cUyxpovwy cuoTnPdTwy dIOXEIpIoNG TNG ané-
doong Kal avanTuéng unaMiAwy, Ta cpdAUaTa Npogpxdueva anod Tig

avTINAYEIG ONwg Ol UNOBECEIG, EVIUNWOEIC KAl NPOKATAANYEIQ EEAKO-
Aoubouv va ennpeddouv TNV Kpion Twv a§IoAOYNTWV Kal CUVENWG TNV
AVTIKEILEVIKA a&I0AGYNoN Kal TNV AVENIEN TWV YUVAIKWOV EMAYYEAUATIGV.
= H evioxuon g eknaideuong 6CWV CUUIETEXOUV OE EMITPONEG AEION-
ynong, n ékdoon EEkABaPWY KATEUBUVTNPIWY YRAUUWY KAl N TEKUNPIW-
pévn eniBeBaiwon Twv avIAWPewY avapEéPBNKay avAPESA OTIC KAAEQ
MPAKTIKEG VIO TNV QVTIUETWMION TWV ORAAJATWY QVTIANYNG KAl KATA ENE-
kraon Tn BeAtiwon Tng diadikaciag agjoAdynonc.

KAAEZ MPAKTIKEZ KAl ©ETIKEXZ APAZEIX

O napouaidoTpieg avapépBnkav o€ JIGPOPEG KONEG MPAKTIKES Kal OETH
kE€Q OPACEIG MOU PNopEl va cUUBAAOUY TNV avANTUEN TwV ENAYYEALOTICOV
YUVAIKWY. AVAECA OE QUTEC ATAV N A&ION0INCN TWV UEVTOPWY, N EBEAOVT-
KN gpyacia, N endiwEn TN MPOGEYYIoNG «win-win», N KOAUTEPN aglonoinon
Twv dlacuVOECEWY (Networking) Kai N CUVEXNG ENAYYEALIATIKA KAl MPOCwWI-
KA avantugn. EninAéov, ol napoucidoTpieg TOVICAV WG AnapaitnTeS IKavo-
TNTEG MPOC QUTA TNV KaTeUBuvoNn T

w CUMLETOXIKOTNTA,

m avadntnon BonBeiag otav xpelddeTal,

m avABeon appOdIOTATWY Kal EUBUVAY,

= OUAdIKA CUUNEPIPOPA,

= eMIdIwWEN TNQ cuvaiveong, Kai

m OTPATNYIKA OKEWN.

Ané Toug Zaxapia lwdvvou, XpioTidva lepodiakdvou, EAévn Ztaupou-KwoTéa



VISIT TO HELSINKI, FINLAND BY THE CYPRUS

uring April 2013, we had the great pleasure to take

part in the EU Leonardo da Vinci Exchange Mobility

Programme which is organized by the Cyprus Human

Resource Association since 2006. This year, the
exchange programme took place in Helsinki, Finland in collaboration
with the Finnish Human Resource Association — HENRY.

The Cyprus HR team delegates that participated in this one-
week visit to Finland were 3 HR professionals from Cyprus and
members of the CyHRMA: Marianna Efstathiou, HR Administrator
at Lanitis Development Ltd — Aphrodite Hills Resort, Vasso
Samani, HR Training Consultant at NHR Solutions Ltd and
the Association’s International Committee Coordinator, Vicky
Charalambous, Recruitment and Performance Development
Manager at Papaellinas Group of Companies.

The 2013 exchange programme took place in a highly-developed
country which has a strong and steady economic system that
undoubtedly supports its organizations to invest a lot in the
people’s welfare, competence and development as well as in
HR practices. Finland has a population of 5.2 million people. The
unemployment rate of Finland is currently 8% which is considered
by Finnish professionals as an increasing rate that has to be
strategically tackled by them and that is why different kinds of
measures are taken by the government to minimize the rate and
its long-term consequences.

The Leonardo Da Vinci exchange mobility programme’s purpose
was to provide the Cyprus HR professionals with an understanding

of the Finnish HR policies and procedures, share knowledge
and experiences as well as networking and meeting with HR
professionals from different industries including public and private
organizations. The organizations visited were: the Finnish Human
Resource Association — Henry, Wartsila Corporation Ltd (Oil and
Energy), The Ministry of Employment and Economy, The VTT
Technical Research Center of Finland, The Confederation of Finnish
Industries, The HAUS Finnish Institute of Public Management Ltd,
The International Restel Hotels Oy (Royal at Crowne Plaza), The
Ministry of Finance and HiQ Finland Oy.

All visits at the Finnish companies were organized by the Finnish
HR Association — Henry and a member of the Association was
accompanying the Cyprus HR team at these visits. The Cyprus
representatives were very impressed by the hospitality and the
very warm welcome they received from the Finnish HR Association
members and the other Finnish HR professionals they met during
the week. Finnish people are very hospitable and friendly although
at first they might seem a bit shy and introverted until they get
to know the other person better. All scheduled meetings were
well organized and the Cypriot representatives were provided
with all the necessary information for each visit to enable them to
maximize the benefit and experience.

The Finnish HR Association — HENRY has 3000 registered
members from which 2000 of them are active members. HENRY’s
vision is to be the number one arena and partner of HR. The HR
Association has 7 full time employees who deal with many different
and interesting HR practices. HENRY is actively organizing HR

HUMAN RESOURCE MANAGEMENT ASSOCIATION

events and seminars for its members in Helsinki or abroad every
year and they issue a HR magazine and a newsletter which are
circulated to their members. They also conduct 360 degree
feedback projects, salary surveys and they work as consultants to
Finnish companies. In addition, HENRY is promoting networking
among Finnish companies. For example, when a company is
facing a specific HR issue, HENRY can bring them in touch with
another company which is facing a similar challenge in order to
discuss and get assistance and advice.

It goes without saying that, Finnish HR professionals give a lot
of emphasis in the HR planning and budgeting for employees’
welfare and training and development. They invest a big part
of their budgets for employee social events, sports and leisure
activities, they offer different kinds of incentives and benefits to
their staff (e.g. free use of gym, sauna, offer of vouchers and tickets
for cultural visits and sports activities) as part of motivation and
recognition and they continuously try to ensure good and healthy
working conditions for their people. In addition, it seems that
they have developed high-quality bonus scheme systems which
address both the individual and group targets and they consider
them to be one of the most important and strong HR tools for
performance and talent management. Many Finnish companies
offer to their employees flexible working hours and they even
provide their talented people the choice to work from home for one
or two days per week.

Job satisfaction surveys are usually conducted once a year in order
to evaluate the employees’ satisfaction and review the companies’

needs and proceed with action plans. Public sector organizations
also invest a lot in HR practices and employees’ welfare. Moreover,
unions have a very strong influence in the organizations’ decision
making and they continuously strive to ensure that employees have
good working conditions and welfare.

Their biggest challenge is to be able to continuously adapt to
the change situations and adjust with the new and different
transformational factors that are emerging either from their internal
or the external environment. ‘During periods of change, you
always have to give the reason why you are doing something. It
is challenging to make decisions because people are questioning
everything that you decide especially when you work with highly
experienced, educated and intelligent Managers and staff. You
have to be available to support, explain and discuss with people
but you do not have to interfere into their jobs’ said Ms Riitta
Tolvanen, Senior Vice President of Human Resources at VTT
Technical Research Centre of Finland.

The participation in the EU Leonardo da Vinci Exchange Mobility
programme in Finland was an exciting experience and a unique
opportunity for the Cyprus HR team delegates to share knowledge
and professional experiences with other HR professionals. It was
an opportunity for them to get to know the Finnish HR practices
that seem to have many common characteristics with the practices
that the Cypriot HR professionals use and on the other hand, they
had the chance to deepen their knowledge and experience with
new and innovative ideas and HR practices and network with very
interesting people.



ETHZIA M'ENIKH
2YNEAEYZH 2013

Tnv ITépmtn 20/06/13 n wpa 18:00 Eexivnoe oty Anpoot-
oypagwi Eotia, oty Aevkwoia n Etota Tevikr) Zovélev-
01 Tov ZVVOECUOL pag ToV AmOTENEL pict Ao TIG T THUAVTL-
Kkég SpacTnpLoTTEG TOL ZVVSETOV TOOO Yia TO ALOIKNTIKS
SvpfovAio 600 kat YL T péAY pag. Xta TAaiota avThg TG
ekdNAwatg pag Sivetat n evkatpia va K&vovpe TV amoAoyt-
opd Twv dpactplothtwy Tov Zvvdéopov kdbe xpdvo ald

Kkat va avtaMdEovpe andyelg yia to péNov.

N QETIVA XpoVvId €iXape Kal EKAOYEG yia €niAo-

yn véou AloIknTIKoU ZupBouAiou yia Tnv nepiodo

2013-2015. ®étog dNAwaoav evolapEPoV yia uno-

BoAn unoyn@idTNTag 17 CUVOAIKG YEAN pag, 13
and Ta onoia ATav £yYKUPEG unoyn@IoTNTEG.

Ektég anéd 11 ocuvnBeig epyacieq Tng ETNoiag Mevikng

> UuvéAeuong (anoAoyiopd Kal Napouciacn TwV OIKOVOUIK®WY TOU
>uvdéapou), ool NapeupEBNCAV gixav TNV EUKalpia va napa-
KOAOUBNAGCOUV payvnTooKoMNNUEVN GUVEVTEUEN MNOU NAPAXWPEN-
o€ otnv MNpdedpo Tou ZuvdEouou pag n unoupyog Epyaciag
Kal Koivwvikwv Acpalioewy, ka. Zéta AiiAlavidou.  Eniong
AKOUoQV TIG CNPAVTIKEG EUNEIPIEG TWV PUEAWV Yag and Tn CUp-
METOXNA TOUG GTNV anocToAn Tou MNpoypdupaTtog Leonardo da
Vinci otnv ®ivAavdia npiv Tnv KaTauéTpnon Twv Ynewv. TENOG,
€ixav Tnv euKaipia va xaAapwoouv napéa Ye piAoug Kal ouva-
OEAPOUG OTO KOKTEIA MPOQG TIA TWV PEAWV.

Me Bdon Ta anoTeAéouaTa TNG YNPopopiag Twv PEAWY Pag To
véo AloiknTiké ZupBoUAio anoTeAeiTal and Ta eEng dTopa:

= [MavTteAidng Mwpyog, ZuvéTaipog, ZUPPBOUAEUTIKEG YNNPECIEQ
AvBpwnivou Auvauikou - Deloitte Ltd

= ©OpacuBouiou Mavayiwtng, AieubuvTig AvBpwnivou
Auvapikou kai Moiétntag — Unicars Ltd

= MixanAidou Méhavi, AieuBuvTpia AvBpwnivou Auvapikou
kal ETaipiking Koivwvikng EuBuvng - ‘Ouihog Etaipeicv
Manaé\\nvag

= lakwBidou Natdoa, AleubuvTpia AvBpwnivou Auvapikou —
Hermes Airports Ltd

= AvaoTaoiddou Xdpig, AleubuvTpia Tunua Aieubuvong
AvBpwnivou AuvapuikoU - PwC (PricewaterhouseCoopers
Limited)

= Avtpéou Kupidkog, AleuBuvtng AvBpwnivou Auvapikou -
Diapo Ltd & Tryfon Tseriotis Ltd

= XapaAdunoug Biku, YneuBuvn MpoohApewv kal Alaxeipiong
Anédoong — ‘Opihog Etaipeicdv ManaéAAnvag

= 2TUNIOVOU ©godwpou Mapia, Mpoioctdpevn Tunuatog
MeAeTwv & Z1paTnyikou MNpoypappatiopou - Opoonovdia
Epyodotwv kal Biounxdvwv Kinpou

= 21aupivol ‘EAeva, Managing Director/ HR Business Partner —
Let’s Talk! Human Potential Ltd

ANNUAL GENERAL
MEETING 2013

On Thursday June 20th 2013, at 18.00 the 2013
Annual General Meeting of our Association was held
at the Journalists’ House in Nicosia. The Annual
General Meeting is one of the most important
activities of our Association both for the Board of
Directors and our members. Within the context of
this event, we are given the chance to learn about the
progress that has been achieved with regards to the
strategic objectives of the Association and at the same
time exchange views about its future.

his year we had the elections for the new
Board of Directors for the period 2013-2015. 17
of our members showed interest, 13 of which
were fully eligible.

Apart from the regular activities of the Annual General
Meeting, the attendees had the opportunity to watch a
videotaped interview that the Minister of Labour and Social
Insurance, Mrs. Zeta Emilianidou gave to the President of
our Association, Mrs Chris Mathas. They also heard the
experiences of the team who visited Finland within the
context of the Leonardo da Vinci Program, as well as enjoy
the company of colleagues and friends during the cocktail
that followed the formal activities of the AGM.

Based on the results of the voting, the new Board members
are the following:

= Pantelides George, Partner, Head of Consulting Services —
Deloitte Ltd

= Thrasyvoulou Panayiotis, HR & Quality Manager — Unicars
Ltd

= Andreou Kyriacos, Human Resources Manager — Diapo
Ltd & Tryfon Tseriotis Ltd

= Michaelidou Melanie, Human Resources & CSR Manager -
Papaellinas Group of Companies

» lacovides Natasa, Manager HR — Hermes Airports Ltd

» Anastassiadou Charis, Manager, Human Capital
Department- PwC (PricewaterhouseCoopers Limited)

= Charalambous Vicky, Recruitment & Performance
Development Manager — Papaellinas Group of Companies

= Stylianou Theodorou Maria, Head of Research & Strategic
Planning Department - Cyprus Employers and Industrialists
Federation

= Stavrinou Elena, Managing Director/ HR Business Partner
— Let’s Talk! Human Potential Ltd
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1. = [NioTelw oTo ©€6, otnv aydnn
Kal TNV avBpwmivn BEANoN.
= [ioTelw 61 TiNOTA 0’AUTA T
Cwn eV pag avikel (oUTe kav
kal Ta nadid pag).
= ENidiookw va dw pia dpop@n kabnpepivodtnTa yiati To napév eival
TO OVO Giyoupo (YI'autd TPWw KABNUEPIVA VA KOUATAKI OOKO-
A&Ta, €101 yiaTi U’ apéoel, Kal acxohoUpal 600 Unopw Pe npdyuata
nou e evBouaoiddouy Kal Ta ayanw).
= Eipar avoixtd BipAio, Aatpelw Tnv opadikdTNTa Kal oixaivopal
T «MONTIKG Naixvidia».
= Enidiookw va eiual evepydg noAitng e dnown yiati niotelw 6’ au-
T6 Nou €ixe nel évag and Toug Mo adioTakToug SIKTATOPES TNG £MO-
xAG pag 611 dnAadn “Eivar peydAn TUXn yia TOUG NYETEG MOU Of Aol
dev okénTtovtalr. Ovelpedopal ia KAAUTEPN KOIVWVIa, UE NYETEQ
nou efvar avidioTeAeiq kal avtiAapBdvovTal ndco cnUavTIkG NPAyud
eival n egrotoclvn, o oeBacuog kal n aydnn yia To GUVOAO.

H aArBeia eival 611 wg AIoIKNTIKO
2. ZUpBOUNIO avTILETWNICAPE ApKE-
TEG dUOKOAIEG aut Tn dieTia yiaT
XPEIAOTNKE VA KAVOUIE MOAMEQ
aMavég. Ta uéAn pag (6Aor epeic
dnAadn) BEAouv 1o ZUVOECHIo va
unopei va diekDIKEL, va unooTnpidel kal va avTinpocwneUel ENap-
KOG To eNdyyeAua Kai Toug idloug. Ma va yivel autd xpelddeTal o
2 UvOECUOG, O6NWG 0NolIocdNMNOTE AANOG NETUXNIEVOG OPYaVIOUOG,
va €xel anodoTIKA Kal anoTeEAECUATIKA UNodoun, KIa OAOKANPWLE-
vNn enayyeAUaTikn eikova, Eekdabapn oTpaTnyikn, BecpoUc nou uro-
oTNEICouV TNV OTPATNYIKA AUTA, CUUWETOXNA OE KEVTPA ANYNg ano-
Aoewy, dlebveic dIacuvOETEIg, KAN. MoAAG and autd eite dev
unnpxav, ite dev eixav avantuxBei oto Babud nou xpeialbTav yia
V@ NETUXOUWE TO OPAPd HaG wg 2ZUvdeopog. QQc anoTéAecua,
XPEIAOTNKE Va OOUAEWOURE NMOAU okANpEd. TMa napddelyua, unnp-
Xav ATopa Tou AX Mou XPEIACTNKE va aplepWoouy ndvw and 20
WPEG TNV €Rd0PAda and Tov NPOCWIKO TOUG XPOVO YIA Va ENITE-
AECOUV TIG EQYACIEG TOU ZUVOECHIOU KAl VA NETUXOULE TOUG OTO-
X0UQ Jag.

AZIOAOYWOVTAG OAEC AUTEG TIG QUCKOAIEC MIOTEUW OTI O MIO CNIAVTI-
KEG NPOKANGCEIG ATaVv Kal eivat:

1. Na kepdicoupEe TNV EUNICTOCUVN KAl TOV GERACHIO TWV UEAWY Kall
TWV KOIVWVIKWOV ETAIDWY UAG

2. Na evepyonoiNcoULE Ta PEAN JAG WOTE VA CUMIETEXOUV MOAU
nio evePyd OTa OPWEVA TOU 2UVOECLIOU

3. Na kdvoupe NoAANG e ndpa noAU Aiya
4. Na diatnpricouv Ta péANn Tou AX Tov evBoOUCIAONO, TOV ENAYYEA-
daTiopd kal ndvw an’éAa TNV agooiwon Nou anarreiTal.

‘Exoupe netuxel e 6GAouC Toug oTOXOUG Nnou BAAalE, ciyoupa

Ouwe NEénel va vivouv nepiccodTepa. Mpoowniké dev eilual NOTE
IKOVOMOINUEVN, UNAKAWE OUWS OTO 0woTO OPOUO dIaopaAilovTag
TO ENNOV TOU ZUVOEOHOU ag.

M6oo Ba nBeAa va nw
3. «OXl»! H aAnBeia 6pwg
eivar o1 To £pyaoiakd nepr-
BdaAov Tne Kunpou eival
EVTOVA OVOPOKPATOUE-
vo. Mnopei va pnv yag
QPEGEI VA TO AKOULE MG
€10l eival. H aAnBeia movdel. Ztn JIKA Pou NepmTwon, To YEYovoq
auTo dev anoTeeoe 1I01aITEPO NPORANUA, Icwg eNeIdn oTo AY. CU-
peTeixav katd nAsiownia yuvaikes . Motelw akpddavta 6T N dIkN
Mag oTdon wq Yuvaikeg kaBopilel katd Ndco To GUAGC uag Ba enn-
pedoel apvnTIKA 1 BETIKA TNV ENAYYENJATIKA UAC NOPEIQ Kal QVEN-
&n. Mpoownikd eMNAéyw va pnv To Kavw B€ua. Enikevrpwvopal oty
oucia, Aemoupyw e Bdon EekABapOUG OTOXOUG KAl CUUNEPIPEQO-
Mal SUPpWVA UE TIG MPOCWIIKES Wou agieg. Eiuarl o eautdg pou, dev
anoAoyouual yI'autd kail dev pnaivw otn diadikacia va enAUow Ta
unap&iakd NEOBAAUATA Kal TIG AVACGPAAEIEG MOU WUNOPET VA EXEl O
kaBévag, ID1IaITERA av AUTEC apopoUV TO PUAO Pou. And Tnv AAN
€ilual SeKTIKA 0 avaTPoPOdOTNCN Kal EKEl MOU MPénel Oev poapal
va JIEKIIKACW TO BIKAIO Kal TNV aAAayN.

Efvar pia noAu duckoAn
4. gpwtnon. ‘Exoupe PINOEI
€va GEIoPO GTNV OIKOVO-
pia pag pe Babud 8+ otnv
KAiuaka pixtep. AkOun
néQPTouV KTipIa kal undp-
XOUV IOXUPEG UETACEICUI-
KEC dovNnoeic. MPENEl va TEAEIWOE! auTrA N GACN NPIV VA UNopou-
HE va noUpE OTIBNMOTE OUCIACTIKO VIO TO UEANOV TOU ENAYYEAIATOG
pag otnv Kunpo. AuTtd nou dev xwpdel aupioBitnon opwg, eival
TO YEYOVOC OTI OVO OGO0I €XOUV BABOC OE YWWCEIG, EUMNEINIEG Kal

UWNAS eninedo enayyeAuaTiopoU 6a unopouv va avteneEENBOUY oE

€va TETOI0 NEPIBAMOV. B€Aw va nicTelw OTI N Kpion autr Ba Bon-
Bricel Tov TONO pag va BeATIwWOEI e NOAOUG TopElC cupnepIAauBa-
VOUEVOU Kal Tou JIKOU [Iag TOUEQ.

Anokopicaue MoANG wg
5. AoIKNTIKO ZUPBOUNIO
and TNV ePneipia Yag Ta
TeAeuTaia dUo xpovia. Ta
Mo cNPAvTIKG KaTtd TNV
dnoyn pou ival Ta eEAG:
= XWpPIg TNV evepyod oup-
METOXN TNG NAEIOWNQIag
TWV PEADV OeV PNnopoUue
va NETUXOUE TOUG OTOXOUG PAG Kal OEV JNoPoUE NOTE Va ava-
JEVOULE 0l AANOI va ag dMo0oUV TNV avayvmpion Kal Unootnpién
nou BENOULE WG 2ZUVOECHOG. H CUPETOXN OUWG NPENE! va gfval
OUCIACTIKA Kal OXI yIa va KTiICoUPE Tn OIKA Pag eikdva. AuTd I0XUEI
IB1aiTeEPa yia B€oeig oTo AloIKNTIKG ZUpBoUAIo Kal oTig Enimponég.
= Eival kaAUTEPO Ndvta va KAVEIQ Aiya Kall KA, SNAAdN va EMIKEVTRW-
Beig oe eUoTOXES, UWNAAG a&fag IBEEC Kal EMINOYER, va eival KOAG
OPYQAVWUEVEG KAl VO CUVOEOVTAI UE ia OANOKANPWLIEVN CTRATNYIKA.
= [0 va npocBéooupe ouolaoTIkh agia oto endyyeAua otnv Kunpo
MEENEI va GTOXEUCOULE GTNV €PEUVA NoU aPopd Tn dlaxeipion Tou
avBpwnivou duvauikou oTo Tonikd NepIBEAov. Mbvo 1ol Ba pno-
poUpe va napdyoupe ocupunepdopaTa Kai evoeiEeig nou Ba éxouv
WC AnoTEAECUA I0€€G Kal AUCEIQ YIa Ta I01aITEPA XAPAKTNPICTIKA
TOU JIKOU G EMNIXEIPEIV.
= Na unv napayvwpi¢oupe 6T 0 ZUVOECHOG AVAKEI GTA [JEAN TOU
Kal WG €K TOUTOU anarreital nAnpng diagpdvela. H diapdveia pe
TN o€Ipd Tng anaitel BouAnon, Bdppog, akepaidbTnTa, dIABeoN Kal
wpIWéTNTa Va anodextoupe Tnv aAnbeia. Edv BéNoupe va dlacpa-
Nooupe Tnv pakponpdBecun BIwaIGTNTA TOU ZUVOECIOU NEENEI
va eNISEIKVUOUE TA OTOIXEIQ auTd o OTI KAVOUWE Kal IdlaiTeEpa eAv
Ba avaAdpoupe B€on enipponc.
= H aAnBeia eival 6T Aiyol dvBpwnol oKEPTOVTAl Kal OWS OAOI
BéAouv va anopaoifouv yia dAa. XpeiddeTal va neiBapXnoou-
JE TOV £QUTO PAC, VA OKENTOUAOTE NEIV MIANACOULE, 1I01aiTEpa NpIv

—

(MOIA EINAI
TA LESSONS LEARNED AINO TA
TEAEYTAIA AYO XPONIA XTO AZX);

EKPPACOUE Anown Kal KPITIKA. AuTd pAvNKe kal and Tic eEENEEIQ
otnv KUnpo pag Tov TeAeuTaio Kalpd aAd kail and Tig eEENEEIG oTO
2 Uvdeouo pag.

NIwBw guyvwpoouvn yia TNV eukaipia nou pou 566nke and

Ta PEAN va Chow TIG NAOUCIEG EUNEIPIEC MOU cuvOEovTal LE TO

pOAo pou we Mpdedpog Tou Zuvdéouou!

Aev Ba unw oTov Neipacuoé va
6. anavimow G auTn TNV EpW-
TNoN yIaTi TO KABE AX npé-
nel va diaypdyel Tn SIKA Tou
nopeia. Auté nou npénel 6AoI
Hag va éxoupe unéyn eival
OTI Ta PEAN Tou AY pnopei va eival eBeNovTéQ aMdG eniBAMeTal va
AEITOUPYOUV LE ENAYYEAUATIOUO WOTE va avteneEEABoUV oTIG EUBU-
VEG Kall UNOXPEWOEIG Tou AY. To KIvNTPO CUPKETOXAG OTO A Mpé-
nel va efval anokAEICTIKA N NEowBNoN Twv oTOXwV Kal agldv Tou
2uvdéopou. Omdnnote dAo Ba odnynoel oTnv anotuxia. To AX
npénel va o€ReTal Ta PEAN éca and Tnv NMIoTrA EQAPUoYN TOU KaTa-
oTaTikoU, ToV ENAyYENIATIOUS Kal TNV EUNVEUCHIEVN dpdon.

MpwTa Ba EekoupaoTw.
Yndpxouv noAAG €pya oTa
onoia CUPPETEXW Kal Ofyou-

pa Ba enevdUcw NEPICCOTEPO
Xxp6vo o’auTtd yia Ta onoia 6a
evnuepwOeiTe 61av £pBEI N WPEQA.
Mdavw an’6Aa Ba nBeAa va dIaTNPACW ENAPNA LE TA WEAN LE Ta
onoia éxw cuvdeBei TOOO oTevda auth Tnv NePIodO, yI'auTod Kal
Ta evBappUVW vVa ENIKOIVWVOUVE Pad uou OTO NPOCWIKO [oU
email: cmathas@gmail.com.

7.

EUxopar oe 6Aoug kaAd KOAOKAIPI Kal KOAEG OVTOXEG.

Il
i

B—
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® CyHRMA

H KYTPOZX ZE KPIZH:
MHXANIZMOI
ANTIMETQMNIZHZ 2E

OEMATA AIEYOYNZHZ
ANSPQIINOY AYNAMIKOY

2vftnon Zrpoyyviis Tpaméing

10 NPWTN POPA EYKAIVIACTNKE GTO NAQICIO TOU

Y UVOEOHOU Pag 0 BeoOG TNC ZTEOYYUAAG

Tpanédne, pe dUo NUePIdeg, otic 17 & 24 Anpihiou

2013, oToug xwpoug Tou Maveniotnuiou Kunpou

(Aeukwoia), kal og ekeivoug Tou TEXVOAOYIKOU
Maveniotnpiou Kunpou (Aepecod).

TN cuvavtnon TG Aeukwoiag ot 17/4 cuvtovioTég ATav N Kpig
(Xpuoouha) Mabd (Nuv Mpdedpog Tou Kunpiakou ZuvdEGou
Aieubuvong AvBpwnivou Auvauikou), o Kog ApTéung ApTtepuiou
(Enmuog (Mpwnv) Mpdedpog Tou Kunpiakou ZuvdEcou
AiguBuvong AvBpwnivou Auvapikou), o Kog Mavvng (John)
Manaxpictou, AlceuBUvwy X UuBoUAog TNG eTalpeiac Workforce
Cyprus, ev o€ ekeivn TNG Agpecoy, n Kpig (XpuoouAia) MaBd (Nuv
Mpdedpoc Tou Kunpiakou 2uvdéopou AlelBuvong AvBpwnivou
Auvauikou) kal o Kog Avtpgag MNanayaniou (Tng eTaipeiag
Deltasoft).

ZYMMETEXONTEZ

H npooéAeuon ntav abpda and enayyeAuaTtieg Aleubuvong
AvBpwnIivou Auvapikou diIapdpwy EMXEIPNCEWY, KunpIaKwy Kal
MoAuebvikwv. Katd Tnv eioaywyn, apou n Mpdedpog EKAVE JIa
avaeopd Kal neplypapn Tou Becpoy, N cuZATNoN ENEKTABNKE OTA
akdAouBa BEuaTa:

= Alaxeipion AvBpwnivou Auvapikou kal Peuotétnta

= Ynootipign Mpocwnikou kal AIacpAaAion OTI £XOUV TO CwaTd
Mind Set

= AIdpopa ZxONa / 10€eq

TN CUVEXEIQ NAPABETOUNE TA CNUEIQ KAl TO OUPNERPACUATA ONWG
NaPOUCIACTNKAV KAl OTO EVNIEPWTIKO UNKO MOU OTAANKE OTIG

13 Maiou ané tnv Eiprivn MNManadonouou, Officer Operations &
Member Relations Tou Xuvdéopiou.

AIAXEIPIZH ANGPQMINOY AYNAMIKOY KAI PEYZTOTHTA
O eTaipieg kKAeivouv Ox1 A\oyw ENEIPNG KEPOWV AAG KUPIwg AOYw
ENEIYNC PEUOTOTNTAG.

«lMw¢ ennpedleral Aoindv n peuocTOTNTA NIAG ETAIPIAG
ano Tov Tpono dlaxeipiong Tou avBpwnivou duvauikou
Kal 11 NPEnel va aAAd&éel evOWel TwWV ONUEPIVOV MPOKAN-

oewv; Yndpxelr p6no¢ va auénoouue Tnv napaywyiko-
™NTa XwWpPIic va auéAocouue Ta KooTn;»

Xuunepdouara:

= H Kpion pnopei va epunveuBei wg anoTéAecua anotuxiag TNg
Hyeoiag oToug opyaviopoUg Kal CUVEN®G anoTuxia kai Tng AAA
a@ou n TeAeuTaia SIAUOPPUVEI GTEATNYIKA, KOUATOUPA KTA.

= H peuctoTnTa TN dedopévn oTiyun eival avinapKkTn Kal €Xel onpa-
VTIKEG apVNTIKEG eNNTWOEIG. H AAA opeiel va cupBAAEl oTnv peu-
OTOTNTA KAl EXEI TOUG TPAMOUG VA TO KAVEI AUTO.

= QaiveTal oe peydho Babuod 6T o enayyeAUATIEG TOU KAGDOU Lag
Oev Exouv glRabUvel boo Ba énpene oTo BEUA TNG PEUCTOTNTAG KAl
OEV EXOUV aVOAGREl apKETEQ MPWTOROUAEG yia BeTIkA dlaxeipion
Tou B€uaTog autou.

= H AAA €xel TO KaBNKov va PepIuvAcel kal opeilel va diadpauari-
o€l KaBopIaTIkO POAO OTIG DUCKOAEG QUTEG OTIVUEG, ENAVANPOCDIO-
picovtag 10 PdAO TNG. MpEnel va IAG TN YAWOCOA Tou ENIXEIPNIATIaL.
= O1 anoAUcelg Ba énpene va eival To TEAEUTAIO Kal XEIPOTEPO CeVE-
010, aoU ol ENAyYEALATIEG TOU XWPEOU ag EEAVIANCOUY KABE
A0 TPOMO AVTIMETWMIONG TNG Kpiong.

= H AAA va anopaocicel av eival TEAKA owaTd va kpatd dToua otny
eTaipeia étav de xpeidletal. H andéAucn unaAMnAwy pnopel TENKS
va gival n cwtpia AUon 6x1 Povo yia Tnv idia TNV eTalpeia aAAd Kal
yia Tov UndAMNAo, kKaBwg Tou SiVETaI N EUKAIRIa va KAVEI TN ano-
Tiunon Tou, va O&l NPAYUATIKA TI BEAEI va KAVEI OTN {wh TOU Kal va
QOXOANBE( e KATI VEO, DIAPOPETIKS.

Eionynoeig:
= O Kd&Be enayyeAuaTtiag AA va yvwpicel KaAd Tnv eTaipeia oTnv

onoia gpydceTal Tooo 6oov apopd To avBpwnvo dUVAuIKO TG 6CO
KQI TIG EQYACIEG TNG ETAIPIOC.
a Na yiveTar JEAOVTIKOG MPOYPAUMATIOUOC TNG PEUCTOTNTAG BAoN
TOU 0OMoiou va anopaciCovTal CUYKEKPIUEVEG EVEQYEIEG MOU va JIa-
OpaACouv TOV MPOYPAUMATIONS auTd.
» Ecticon oe evaMakTikoUg 1o6noug anacxdAnong, opyavwong
kal SI0IkNoNG TOU NMPOCWIKoU Onwg yia napddeyua:

» Epyaocia pepikic anacxdAnong

» Meiwon wpwyv gpyaciag — €Tl diVETAI N EUKAIPIa OTOUG

UNAAAAAOUC va acxoANBoUV HE KATI AANO OTOV EAEUOEPO XPOVO

TOUG YIO VA QVANANQ®OOUY TO XAUEVO HIoBO.

» AlOpoIPac6S KABNKOVTWY Yia Pia B€on gpyaciag

(job sharing).

» TnAepyaoia — epyacia and 1o oniTl

» «AQveloudC» UNAAAAWY O MEAATEG 11 OE AANEG XWPEG OE
NePMTWOoN NMou n eTaipeia avalauBdvel diebveic dpacTnPIOGTNTEG.
» Meiwon pioBwv — BeTIKN Kivnon ival 0f cwoTd UEAETNEVEG
KaI Q8IOKPATIKEG MEINCEIC PICOWY, Katdnv avadiapdppwong Tou
OUCTALIATOG MIcB0d0CIag KAl WPEANUATWY LIAG ETAIRIAG KAl TIG
anapaiTNTEG MNPOCAPUOYEG.
a Mayonoinon Npocau&Acewv/enidoudTwY 1 KAl EI6POPWY OTA
TauEia npovoiag.
= Aidonaon picBou oe Baoikd kai bonus. ‘Etor GAol or undAAnAol Ba
eivar €Toiuol yia dpdon Pécw TnG afloAdynong.
= E@appoyr oAokANpwuévng NOAITIKAG YIa MPOCWIKG JE XAUNAEQ
eMdOCEIC.
n XTEVOTEPN CUVEPYAOIA E NEAATEG — PWTOUE TOV D10 ToV MEAATN
T XPEIGZETAI KAl KAVOUE OXETIKEG OANAYVEG OTNV ETAIREIDI.
n XTEVOTEPN CUVEPYAOIA UE AAA ECWTEPIKA TUNUATA Yia NApAdely-
da pe 1o Tpripa Alaxeipiong Piokwy, To onoio 6a pnopoUce va cup-
BdAer otnv npdRBAewn niBavay KivdUvwy nou Ba Bewpouvtav aner-
A yia v eTaipeia kai va agonoiei n AAA Tnv nAnpopOpnon auTn
Y10 va SIOUOPPWVEI TN GTPATNYIKA TNG WOTE VA MEOETOIUAZE! TOV
OPYAVIOUO VIO IEANOVTIKEG MPOKANCEIG.
» XwoT npdoAnyn, eMIAOYN Kal akoAoUBwS agioAdynon Twv
UNAAANAWV.
» Na yiveTar npdtacn avacxnuaTiopoU o€ 6Aa Ta enimeda ToU Opya-
VIOLOU E OTOXO TNV CUYKEVTPWON TwV AnapaitnTwy ISIOTATWY KEl
nou npaypaTiké xpeIddovtal Kai TNV Jeiwon TN onaTtdAng.
» Na evBappUVOULE TNV KAIVOTOWIa GTOV KABNUEPIVO TOOMNO Al
Toupyiac.

Mapadeiyuara:

n 2 YWwoTo eknaideuTikd idpupa, To 2008 Nnpav Ta €E1G UETPA Vi
TNV QVTIETWIMION TNG OIKOVOUIKAG KPIONG: NEPIKOMEG LIOBWY E avTah-
Aayua va 060UV oTo NMPoowrikd 12 NEPES NEPETAIDW UNOXPEWTIKNG
&de1ag kar eMnAéov 2 wPeG NYOTEPEG TNV NPEPQ, MPAyUa rou poéRIcE
TO NPOCWNIKO. Md&PONKaV NPWTOROUAEC and To EKNAIGEUTIKO IOPULA,
VIO VO arokopioouy €00da and GAMouUg NGPoUC péEaa and Ty dnp-
oupyia latpikrg 2xoMg (Pre-medicine), AiadikTuakd MNpoypduuara
(E-leaming) kai ypageia o AMeQ XWpeQ. EnmpdobeTa, cuykpothon-
KAV OMADES ATOUWY, Ol OMOIEG €PXOVTAV GE ENAPN WE Tov Mpdedpo
TOU EKNAIGEUTIKOU IOPUIIATOC |E ANOTEAECIIA N Hyeoia va épxeTal
KOVTA OTNV «MRWTN YPaUUA». TEAOG, UPIOTAUEVA ATOUA NOU avAKav
OTO EQYATIKO QUVALIKO KAl MOU £X0UV EQYACIAKN Meipa, EKNAIdEUaV
AMa dropa nou eniong ATaV JEAN TOU eKNAIBEUTIKOU IGPULIATOC.

» DETOC 0€ GUUPBOUAEUTIKN ETAIREIN anéAUCAY MPOCWIKO Kal N
epyaoia dieEAyeTal Mo opaAd. YNApXEl oTPATNYIKO OXEDIO OTO
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onoio eunAékeTal N AAA kail Ta dIEUBUVTIKG GTEAEXN NAiPVOUV CUW-
BouAég and autA.

YNOZTHPI=H TOY NPOZQIMIKOY KAI
AIAZOANIZH OTI EXOYN TH ZQ>TH
NOOTPOTMMIA

«lMw¢ unopouue va BonBRooUuE ToUuG epyalouevouG va
olarnproouv uia BeTikn Kal aioi60o0én npooEyyion WoTe va
Hopouv va unootTnpiéouv enoikoOouNTIKd Kal aroTeAE-
ouarTikd ToV opyaviouo O€ £va EMIXEIPNUATIKO NePIBdAAov
ou xapakTnpiderar andé aBepaiornra, EVIOVEG Kai anpo-
BAENTEG aAAayEG Kal oUpPIKVWOoN ayopwv;»

Xuunepdouara:

» H EMIMIZTOXYNH og dAoug Toug Topeic kal o OAa Ta enineda
Exel KAovIoTel - N AAA npgnel va Bpel Tpdnoug va EavakepdnBei n
eunioToolvn autA.

= H ecwTepKn enikoivwvia eival kKAeIdi Tng enimuxiag 6cov apopd
TNV YPuxoAoyia o€ cuvBnkeg kpiong. H AAA npénel va diadpaparti-
o€l €vTovo POAO oTn dlaxeipion Kar aglonoinon TNG EcWTEPIKAG M-
KOIVWVIagG yia To okond auTo.

= O peyalUTepog exBpbdg 6oV apopd TNV PUXOAOYIKA KatdoTacon
TOU NpocwnikoU gival n aBeBaiétnta Kal 0 GOROC MOU MPOKAAEI.

= H éN\elyn peucTtdTNTAG, N Nayonoinon MPOCAAWEWY dNUIOUP-
youv TEpAoTIa avacPAAEla.

= H kpion ayyicel Tov kaBéva pe EexwpioTd TPOMO Kal CUVEN®G OEV
NPEENEI Ol ENAYYEAUATIEG TOU KAADOU JaG va UIoBeTOUV TUMOMOINUE-
VEG MPOOCEYYICEIG / AUCEIC AANG MPENEl va evToniCouv Kal va KaAU-
MTOUV TIG NPOCWNIKES AVAYKEG TOU KABE aTOpoU Kal ouddag.

» 2TOXOG MPENEl va gival n JIaThpnon pIag BeTIKNG Kal AlciodoENG
MPOCEYYIONG YIA TO UEANOV (OTE Va YiVEl TO MPOCWIKG AVOEKTIKO
OTIG aA\QYEQ Kal Va ECTIACE! TNV EVEPYEIQ TOU OE OPACTNEIGTNTEG
nou dnpioupyouv Kai dIacPaNifouy Tnv agia.

Eionynoeig:

= H AAA npénel va aneuBuveTal Kal GTo MPOcwnikO AANG Kal
oToug HyEteg. Ze nepinTwon nou To uneuBuvo ATopo Nou dgv
akoUel yia va A&Bel pETpa, TOTE XPEOG Tou enayyeAuaTia AAA eival
Va Bpel To cwoTO AToPo-KAEISI Mou Ba akoUCE! Kal Ba PEPIUVACEI
avéiova.

= Enava&ioAdynon Tou kKABe unaAnAouU Kai N enavaTonoBeTnon
TOU OTN 0WoTh B€on avaAdYWS TwV IKAVOTATWY TOU Kal NAvTa oUp-
(PWVa PUE TN OTPATNYIKN KAl TIG aVAYKEG TNG ETAIPEING.

= Na diaopaAifoupe OTI T UNVUUATA MOU PETAMEQOVTAl and TNV
nyecia oTo Npocwnikd gival PEANICTIKA Kal Tl Ol MPOGOOKIEG TOU
NPOCWNIKOU avTavakAoUV Tnv npayuamkotnta. H AAA xpeiddeTal
va Aéel TNV aANBEIa wg EXEI OTOUG UNAANAAOUG yia OAa Ta BEuaTa
Mou TOUG ApopoUV Kal Toug ENNPEGZOUV.

= EnioTpon oTiq agjeg kal CwaoTEG apxEQ

= Na otéAvel n AAA peaNoTIKG aANBIVG UNvUUATa OTOUG UNOAA-
AOUG KaI vVa Toug KaTeuBUvel owoTd PEca and To KAAO NApddelyua.
= Na Toug npoBAnuaricel.

= Na Toug «EeBOAEYEI», v TOUG MPOCYEIWGCE! KAl VA TOUG EUNVAGEL.
= Na TOUGg eunvéel.

= Na Toug cupBouleuel. Na Toug deiel 6TI undpxouv Kal AANEG EnNi-

AOYEG Kal va eNIKEVTPWOOUV TNV £pWTNON «TI NPAYUATIKG BEAW?»
(What do | want?) kai «Ti ynopw va Kavw Tpa;».

= Na diatnpei Tov undAAnAo xpriciyo péca and diIdpopa YETPA
onwg Tnv eknaideuon.

= O1 undAANAOI va epnAaKoUV oe SIGPOPES OUADEG KAl VA OXNWC-
TiCouv Team Briefings kai Quality Circles e nyeTikd oTeAéxn, va
oudnTdve, va ekPPAZouV TIC ANOYEIG TOUG Kal va NPocnabouy Ki
auTol va Bpouv TIg JIKEG Toug AUGEIG GTa NPORANUATA NouU TaAal
nwpoUV Toug iBIoUg Kal ToV 0pyaviopo TOUG.

= Eicaywyn Beopv unootipIENg Kai ppovTidag Npoownikou
(Employee Assistance Programs) nou oToxeUouv oTnv QvTIHETOM-
ON OUYKPOUGCEWY, EVOUVAUWON TNG AVOEKTIKOTNTAG TOU NPOCWI-
KoU, GTNV NAPOXN WUXOAOYIKAG GTAPIENG OTO MPOCWIKO KTA.

= Na enevdUcel TNV CuVEXN EKNAIdgUCN.

= Enava&ioAdynon Tng KOUATOUPAG TOU OpYaVICLIOU Kal EQapPoyn
OXETIKWY MPOYPAPUATWY GANAYAG.

AIADOPA XOAIA/IAEEX

= H onpepivi kpion enicnuaivel yia akdun pia eopd Néoo onua-
VTIKO €ival 0 OAOKANPWEVOG GTPATNYIKOG MPOYPAUMATIONOG OTOV
OnMoio NPENEI VA CUPUETEXEI EvEPYd N AAA.

= Eva dA\o onpavTikd GTOIXEID MOU NPEMEN VA XAPAKTNPIGE! TOV
KAAO0 pag eival n IkavéTnTa NEORAEWNGS Kal N Aiyn akéun Kai odu-
VNPWV ano@ACEWV TN OTIVUN Nou xpeldZeTal. H avaBAnTIKGTNTA Kal
N avano@acIcTIKOTNTA PNopoUv va anodexBoUV KATAGTPOPIKEG.

= Na 50800V kivnTpa GTouG £pYODOTEG YIa ENEVOUCN GTN dNUIOUP-
yia vEwv BEcewv epyaoiag.

= H AAA ogeilel va givar dinAa otnv AieuBuvon/Aloiknon, va nape-
XEl CUPBOUAEG kal va avoi&el Ta pdma Tng Hyeoiag. Ag un &exvaue
om n AAA eival To «epyaleio» To onoio xpnaiponoiolv Ta diIdpopad
TUAPATA TOU OpyaviopoU yia va ENMUXOUV TOUG OTOXOUG TOUG (M.X
Marketing & Sales). Autd eival nou doUAeUoUV EVTATIKA yIa TOV
NeAGTN KAl TN OXECN TOUG UE AUTOV Kal EMIPEPOUV LEYAAOUC apIB-
HoUG KEPOWV OTNV ETAIRIA.

= ©0 NPENEl va eNavanpocdIopIoToUV Ol GTOXOI Kal 0 a&eg kal and
v dMn n AAA va dIapoponoINGEl Tov TPOMO MoU O UNAANAOG OKE-
(TETAI YIA TNV EQYOCIa TOU.

= H a§ioAdynon katd Tn didpkeia TnG NpdoAnywng, TG NepItdou OoK-
paoiag KaBwe kal o MpoypaupaTiopdg Tng AAA Ba npénel va Asmoup-
youv cwotd. H AAA Ba npénel va otauaticel va Aundral Toug unai-
AIAOUG Kal va TOUG UNEPMPOOCTATEUEL.

= X KOMNOG NPENEI va YiVE N IPOWBNoN TwV MPOODEUTIKWV-
OPACTIKWY CUMMEPIPOPWY Kal OXI TV avTIOPACTIKWY. TEAOG Ba
NEENEI VA OTAUATAGCE! N QVEKTIKTOTNTA GE OTIONMOTE nou Jev eival
€NIBuUUNTO Kal va eKNAIBEUTOUV O UNAANACI MPOG TO EMBUUNTO.

= O Anpdolog Topgag Ba npénel eniong va epnAakel dnwg cupBai-
Vel e Tov IB1wTIKS. O1 Anpboieg Ynnpeoieg 6a npénel va yivouv
nepPICoOTEPO EWOTPEPEIC. Kalipdg eivarl va TeBoUv oE eypriyopon
Kal va dpactnpIonoinBouv.

= H AAA npénel va yvwpicel TG 1I816TNTEG Nou JIABETEN N eniXeipnon
Kal va NPOTEIVEI GTPATNYIKEG MOU NOPOUV va UAOMOINBOUV.

= OAeg o1 mo ndvw elonynoelg, 6a eivar EPIKTES UOVO €AV ONG-
EoupE TNV KOUATOUPA TOU OpyavIopoU OTov onoio avhkouue. H
aMayn autn Ba enipépel TNV avadidpBpwon TNG ETAIPIAG KAl auTd
Oev unopei va cupBei and Tn pia oty otnv AAAn, xpelddeTal
€NEvOUON KOMOU Kal XPOVOU.

“CYPRUS IN CRISIS: HR
COPING MECHANISMS”.

RoundTable Discussion

t is the first time CyHRMA introduced the

institution of Round Table discussions with the hot topic

Two meetings were held, on 17 & 24 April, at the University

of Cyprus premises (Nicosia)/ at the Technological
University of Cyprus (Limasssol).

At the Nicosia meeting the coordinators were Mrs Chris
(Chrysoula) Mathas (President of the Cyprus Human Resource
Management Association), Mr. Artemis Artemiou (Honorary
(Former) President of the Cyprus Human Resource Management
Association), Mr. John Papachristos (Managing Director of the
company Workforce Cyprus), whereas in Limassol the roundtable
was coordinated by Mrs Chris (Chrysoula) Mathas (President of
the Cyprus Human Resource Management Association) and Mr.
Andreas Papagapiou ( of Deltasoft Ltd).

Numerous HR professionals/association members participated
from both local as well as international companies based in
Cyprus. During the introduction, the President described the
institution of Round Table and then the discussion expanded with
reference to the following topics:

= Human Resource Management and liquidity
= Personnel support and measures for ensuring the right mindset
= Comments / Ideas

A detailed reference to the topics and the Round Table’s
outcomes follow as they were presented at the email that
was sent on the 13th of May by Irene Papadopoulou, Officer
Operations & Member Relations of the Association.

HUMAN RESOURCE MANAGEMENT AND
LIQUIDITY

The main reason companies close/shut operations is due to the
lack of liquidity and not due to the lack of profits.

“How the management of human resources affects the
liquidity of a company and what it needs to be changed
in order to meet current challenges? Is there a way to
increase productivity without increasing the costs?”

Conclusions:

= The crisis could be interpreted as a result of failure of Leadership
and consequently a result of failure of HRM since it shapes the
business strategy, culture etc.

= The liquidity today is nonexistent and causes significant negative
effects. HRM should safeguard and improve liquidity and of
course, there are many ways to do this.

= [t seems in a great extent that HR professionals have not been
involved enough with the issue of liquidity and have not taken
enough initiatives and action to manage positively this issue.

= HRM has the duty to take up measures and it should play

a key role in these difficult times redefining its role. HRM and
entrepreneurs should “speak the same language”.

= HR professionals should consider and implement all ways and
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options available before deciding on layoffs which should be the
last and worst scenario.

= HRM should decide if having the same number of employees in
a company is the right thing to do when there is no such a need.
Employees’ dismissal may ultimately be the right solution both for
the company and employee as he/she can grab this opportunity
to make his/her self-evaluation, see what he/she really wants to do
in his/her life and engage in something new and different.

Suggestions:
= Each Human Resource professional must get to know the

company they work for very well as well as its workforce and
operations.
= They should compile a dynamic liquidity plan to accurately
forecast future liquidity needs.
= HRM should focus on alternative ways of employment,
organization and personnel management such as:

» Part-time jobs

» Reduction of working hours — hence employees could

engage in something else in their free time to make up for the

lost salary

» Job sharing

» Work from home

» “Borrowing” employees to customers or other countries in
case the company undertakes international activities.
= Wages reduction — HRM should redesign the payroll system
and various benefits, make the necessary adjustments and then
implement the procedure for salary reduction.
= Stop wages increasing/allowances or contributions to provident
fund.
= Break down the components of a salary in two parts: a basic
salary and bonus. Consequently, all employees will always be
in action through the implementation of a correct employee
performance evaluation.
= Implementation of a comprehensive policy addressed to low-
performers.
= Maintain closer collaboration with customers — ask the customer
what he/she wants and make the relevant changes in the company.
= Maintain closer collaboration with other internal departments
such as the Risk Management Department which could assist
in forecasting possible dangers considered to be a threat for the
company. HRM then can use this information in preparing the
organization for future challenges.
= Proper recruitment practices, selection and performance
appraisal.
= Make coherent proposals at all levels aiming at indentifying the
necessary skills and capacities, placing the right people with the
right skills to the right place and thus reducing expenses.
= Encourage and build a great corporate culture which will enable
employees to innovate everyday across the organization.

Examples:

= A well known educational institution, took the following measures
to deal with the economic crisis in 2008: wages cuts giving in
return 12 additional days of compulsory leave to employees and
working hours reduction (2 hours) which upset staff. Initiatives
were taken by the educational institution to receive income

from other sources for example through the establishment of a
Medical School (Pre-medicine), Online Programs (E-learing) and
opening offices in other countries. Additionally, groups of people
were composed aiming at building a closer relationship with the
President of the educational institution which resulted in bringing
closer the Leadership with the “front line”. Finally, employees with
a lot of years of work experience trained other employees of the
educational institution.

= A consulting firm initially fired staff. Everything runs more
smoothly this year. There is a strategic plan in which HRM and
managers are involved and take initiatives.

PERSONNEL SUPPORT AND MEASURES FOR
ENSURING THE RIGHT MIND SET

“How can we help employees maintain a positive and
optimistic approach so as to effectively support the
organization in a business environment characterized
by uncertainty, unpredictable changes and shrinking
markets?”

Conclusions:

= Trust has been shattered in all sectors and at all levels — HR
professionals must find ways to regain trust from employees.

= Internal communication is the key to success regarding the
psychology in times of crisis. HRM must play a key role in the
management and utilization of internal communication.

= The biggest enemy of employee’s mental state is uncertainty
and the fear it causes.

= Lack of liquidity and hiring freeze cause gigantic uncertainty.

= The crisis affects each one in a unique way, thus HRM should
not adopt standardized approaches/solutions but should identify
and cover individual needs of each person and team separately.
= The aim is to maintain a positive and optimistic approach for the
future and give the necessary guidance to the personnel to build
its resilience in change and focus its energy on activities which
create and ensure values.

Suggestions:

= HRM should be addressed both to the workforce and Leaders.
In case that the appointed person hears and takes necessary
measures is indifferent, then HR professionals must find the right
key-person who will listen and act accordingly.

» Re-assessment of each employee and repositioning to the right
place according to his/her skills, the strategy and needs of the
company.

= HRM must ensure that all messages coming from leadership are
realistic and that employees’ expectations reflect the reality. The
HRM must tell the truth to employees for all issues which are of
their concern and affect them.

= Returning to the right values and principles.

= HRM being a good example to employees should send realistic
messages and guide them properly.

= HRM must puzzle employees.

= HRM must find ways to “wake up” employees and make them
realize of the importance of values and performance.

= HRM must inspire employees.

= HRM must guide employees. It must be in place to show all
available options and make them focus on the questions “What
do I want?” and “What are my options now?”

= HRM must maintain employee useful through various measures
such as training.

= Employees must get involved in various teams and form Team
Briefings and Quality Circles along with their managers to facilitate
discussion and expression of their views. Through discussions
they can come up with solutions to their problems as well as to
the problems of their organization.

= Introduction of institutions related to the support and care of
personnel (Employee Assistance Programs) aiming at dealing with
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conflicts, reinforcing resilience, providing psychological support etc.
= Invest in continuous training.

= Redefine the culture of the organization and implement relevant
programs which will bring change.

COMMENTS/IDEAS

= The current crisis highlights once again the importance of

an integrated strategic planning in which HRM should actively
participate.

= Another important element that should characterize HRM is the
ability to forecast and take painful decisions when necessary. It
should put an end to procrastination and indecision which their
consequences could prove catastrophic.

= Provide incentives to employers in order to invest in creating
new job positions.

= HRM must be in a close collaboration with the Management/
Leadership. Let’s not forget that HRM is the “tool” the various
departments in an organization use to achieve their goals (e.g.
Marketing & Sales). These departments serve the needs of
customers and bring profit to organizations.

= Goals and values should be redefined and on the other hand the
HRM department must alter the way employees think of their work.
= Evaluation during hiring, probationary period as well as the HRM
planning must operate in a right way.

= The HRM department should stop feeling sorry for the
employees and overprotecting them.

= HRM should develop effective behaviour resulting in desirable
outcomes and fight reactive behaviour and negative thinking.
HRM should stop tolerating anything which is undesirable and
train employees to the desired outcome.

= The Public sector should get involved in the same way private
sector does. The Public Services should become more extrovert
and active.

= HRM should be aware of the capacities of its company and
propose realistic strategies.

= All the above suggestions can turn out to be possible if the
organization’s culture change. This change will result in the
restructure of a company. Good things take time and effort.
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"Hrav peyddn n xapd pag mov avtanokpidikate oo kdAeopa
Kkat potpacthkate padi pag Tig IpwroBovdies aMnAeyydng Twv
eTaLPELDV oag, TVUPAMOVTAG £T0L TN oTadlak eumédwon piag
KovAToVpaAg KowwvikAg aMnAeyyvng! Epeig Sev éxovpe mapd
va ovYXapodpe TIg eTaupeieg avTég yia To PAavOpwmiké Tovg
£pY0 Kal Ue TH) OELPA Pag VA HOLPAcTODE pe ONa Ta PéNY pag

TIg TpWTOPovAieg avTés.

H EKO INMPOZ®EPEI €3000 IN'A TO KOINQNIKO
MANTOIMQAEIO NAPNAKAZ

H EKO oTo nAaicio Tng ETAIPIKAC KOIVWVIKAG TNG EUBUVNC NPO-
oépepe enmmayn Uyoug €3000 yia evioxuon Tou Kolvwvikou
MavronwAeiou Tou Afuou Adpvakag. Tnv enmayr napédwoav
010 Anuapxo Adpvakag K. Avdpéa AoupouTdid o AVWTEPOG
AieuBuvtng MpounBeiwv & Alakivnong Tng ETaipeiag EAANvikd
MeTpéhaia Kumpou K. Avtivng Zepehidong kai n Aemoupyog
MdpkeTivyk Kal Enikoivwviag k. Mapiva T¢iakoupn.

EKZTPATEIA ATAMHZ NMPOZQrMIKOY
EAAHNIKHZ TPANEZAZ

270 nAaiolo Twv dpdoewv ETaipikng Koivwvikng EuBuvng kai pe Tnv
EUKAIPIa TWV YIOPTWY TWV XPICTOUYEWWY, N YNnpeoia AvBpwnivou
Auvapikou g Tpdnelag dlopyAvwaoe yia NpwTn opd EkoTtparteia
Aydnng MpoownikoU pe TNV ovouacia «AéuaTa aydnng ota naidd-
Kia and Toug avBpwnoug TN EMinvikig Tpdnelag» nou otdxo €ixe
TNV OIKOVOWIKNA OTAPIEN Kal cupnapdoTacn Twv Anopwy Naididv
ANOTIKWOV GXOAEIWV TOU TOMOU JAC KAl TWV OIKOYEVEIWDV TOUG.

H npwTo@avig avtandkpion Twv JEADY TOU MPOCWIKOU KAl N YEV-
vaibdwpn NPOcPoPd TOUG OBNYNGE GTN CUYKEVTPWON XPNAT-
koU nNooou Kal Slapopwyv NAIBIKWY AIXOUdIwY, MOU NPOCPENPBNKaV
o€ 243 naiddkia. Méow Twv AIEUBUVTWOV TwV ANPIOTIKWY GXOAEIwY,
napaddBnke oe KABE olkoyévela dwpokounodvi agiag € 100 and
unNeEPAyYoPA TNG ENAPXIAG TOUG VIa TNV KAAUWN TWV AVAYKWOV TOUG
yIa TO XPIOTOUYEWIATIKO TOANEC, KaBWG ENICNG Kal pid TOAVTOUAQ
YEUATN AIXOUDIEG YIa TO D10 TO NAIOAKI.

EIZ®OPA ZE AHMOZIA ZXOAEIA KAI EPIO
ZYA\OIHZ TPO®IMQON THZ BERNHARD
SCHULTE SHIPMANAGEMENT CYPRUS

H eTaipeia BSM Cyprus dwpice €2000 ce 2 dnuodoia oxoAeia
NG AgpeooU o€ pia Npoondbeia oTAPIENG TwV VIONIWY I9pUUG-

TWV Kal JaBnTwv nou xpridouv Borbeiag. H Oudda Didogeviag
kal n Oudada EBehovtyv NG eTaIpgiag cuvePYACTNKAV Kal ENEAE-
&av Ta dUo oxoAeia nou éhaBav €1000 To ké&Be éva, To AnNPOTIKO
2 xoAeiou Ancloug kai To Mupvdocio Kohooaiou.

To MNaoxaAivé €pyo GUAOYNG TPOPIUWY ATAV €MIONG ENITUXEG.
O1 eBeNoVTER TNG eTAIPEIOG KATAPEPAY Va Padéwouy 21 KIBWTIa
Je paywolua, 9 KIBwTa Pe naxvidia kal 12 KIB@TIa pe pouxa yid
dropa pe avaykn kai Ta dwpnoav otov Epubpd Ztaupd.

OINANOPQMIKEZ MPQTOBOYAIEZ THZ
GRANT THORNTON

2tnv Grant Thornton dnpioupyrBnke N oudda e TNV ovouacia
“GTeam” 1a 6 péAn TNG onoiag aAAZouv KABe 12 PrAveg Kai nou o
pPbA0G Toug eival n opydvwon Kal EKTEAECN pIag OeIpdg dpacTnpl-
OTATWV AVOIKTEG MPOG GAOUG TOUg UNarniAoug TG eTaipeiag. And
Eraipiki Koivwvikn EuBuvn péxpl opadikég OpacTnpIoTNTES yid
€VOUVAPIWOoN TwV PETAEU TOUG OXECEWV. 2TOX0G TNg GTeam eival
va QEPEI KOVTA TOUG CUVADEAPOUG, Va dnuioupynoel BeTIKO Epya-
olakd NePIBAAOV Kal va CUUBAAEI GTO KOIVWVIKO GUVOAO.

Mepikég and Tig OpacTNPIOTNTES MOU APOPOUV TO KOIVWVIKO GUVO-
Ao akoAouBouv:

u KdBe xpovo, otig 19 OktwRpiou nou eivar n Maykoopia Mépa
Tpodiuwy, To NPocwnIKO PaleUel HEYAAEG NOCHTNTEG TPOPIUWY
nou dwpifovTtal o PIAAVBPWNIKA IBPUATA TOU TOMOU Kal GE OIKO-
YEVEIEC MOU €XOUV avAykn.

= H eTaIpEia €xel éva anoBNKEUTIKO XWPO APIEPWIEVO OTN CUA-
Aoyn poUxwv Kal Naixvidiyv oAdxpova. To Npocwnikd PEPVEI
pouxa, naixvidia, eidn koudivag, NaIdIKA EMINAA KAM. NMou OV XPEl-
&leTal kal n eTalpeia Ta dwpilel oe PIANaVBpwWNIKG 1IdpUKATA.

= KaTd Tnv €0pTACTIKN NEPIOdO TWV XPIoTOUYEWWY, N GTeam
opyavwvel eToio Malapdki 6To onoio NPOCPEPOUY UNAANAOI
YAUKAQ, aAuupd kal GAAeC AIXOUDIEG MOU PTIAXVOUV Ol idIol kal Mpo-
okaAoUV PIAoUg, YVwoToUg, CUYYEVEIG Kal YEITOVEG Yia v TA NOU-
Aoouv. Auti Tn xpovid To TEAIKO Nocd nou pdlewav and To nado-
pdkKI 50BNke oTo MNMaykunpio ZupBoUNio 2ZuvToviopoU EBeAovVTY,
HETG and yneopopia.

NMAKETA ATAMHZ THZ KPMG

Mia ané 11§ a&ieg Tng KPMG International Tnv onoia n eTaipeia
otnv Kunpo akoAouBei mioTd 3w Kal xpdvia ival n euaicbnTonoi-
non OTIG AVAYKES TwV CUVAVEP®NWY PAg Kal TNG KOIVWVIaG Lag,
yI’ auTé €xel npoxwpenoel otn dnpioupyia «Makétwv Aydnng». Ta
MAKETa AuTd €T0IACovTal and TO MPOCWNIKG TNG ETAIPEIAG PAG WE
MoAU aydnn nNpog TOUG CUVAVBPWNOUG UAG Ol OMoiol AVTIWETWI-
Couv kaBnpepiva npopAruaTa diainong kal nepIAaUBAvouy Npo-
TovTa MPWTNG avdykng, TPOPIUA Kal KaBAPICTIKA £13N Nou ayopd-
Zouv and NeAATEG TOUC.

Ta «[Makéra Aydnng» dlavépovTal e dIakPITIKO TPOMO OTIG OIKOYE-
VEIEG PETA aNG PEAETN KAl MPOCEKTIKA A§I0AGYNCN yia TNV OIKOVO-
MIKA Toug katdotaon, and avBpwnoug Tng KPMG. Z1oxoq gival

n oTAPIEN, OGO PNOPE( N ETAIPEID, TWV EUAAWTWY OUAdWY MANBU-
OpoU TIC OUCKOAEG QUTEG CTIYMEG MOU PBILVEI 0 TOMOG ag GTNPICo-
v1aG JIAPOPES PINAVOPWMIKEG OPYAVWCEIG KAl KAVOVTAG OWPEEG.
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YNOZTHPI=ZH TON KOINQNIKQN
MANTOMQAEIQN AMNMO THN LGS
HANDLING LTD

H Etaipeia LGS Handling LTD nou dpacTnpionoleital otny eniyeia
€EunnNPETNON Twv agpodpopinwv Adpvakac kal Méeou, Ue Nnapd-
TPuvon Twv AIEUBUVTWV KAl JEAWY TOU MPOCWNIKOU TWV XTABUWY
NG, KAVEI HIa NPoondBbela va NpoopERE! EUNPaKTN Bonbeia o
QPKETEG OIKOYEVEIEG MOU QVTIUETWNICOUV MPORANUATA OTIG OUYKE-
KPIUEVEG ENaPXIEG.

To nooo6 nou diaBETel k&Be xpdvo n ETaipeia yia To MaoxaAivd
yeUua Tou npoownikoU nou epydaletal Tnv Kupiakn tou MNdoxa,
10 dINAAGIACE Kal PE Ta xprpaTa autd 6a ayopdoel heydain
nocOTNTA TPOPIUWY YIO VA Ta MPOCPEREI OTA KOIVWVIKA NAVTo-
NwAEia Twv NOAEWV PaAg, OTEAVOVTAG UNVULIA UNOOTARIENG Kal
BorBelac npog GAoUG Toug NOAITEG Nou dokiudlovTal okAnpd,
avTiyeTwniovtag TEPAcTIa NPoRANUATA oTn dIaXEipion KaBnpue-
PIVOV QVAYK®V TOUG,.

ENTONH ANOGPQIMOKENTPIKH APAZH
AlNO TON OMIAO NMANAEAAHNA

Me avBpwnoKevTPIKA GIAocogpia and Tnv idpucn TNG UNTPIKAG
Tou eTaipeiag X.A. ManaéAnvag & Xia Atd 1o 1929, o Ouihog
ManaéAnva dev unopouce Napd va KaTacTACE! YEPOG TNG OTPA-
TnyIkNg ETaipikng Koivwviknie Tou EuBuvne didpopeg dpAcelq
KOIVWVIKNG aANAeyyUNng. Tov DeRpoudplo PETOC GE CUVEPYO-
ofa e 1o GIAavBpwnIKO IBPUUA «XEPI e XEPI» DIOPYAVWOE EKON-
AWDOEIC CUANOYNG TPOPIMWY YIa EUNABEIC OIKOYEVEIEG. 2 UVEXICE!
€EGA\OU auTd nou KAvel and xpovia, va BonBd aneubeiac 1I0pU-
JOTA KAl CUVOEOHOUC MOU MPOOPEPOUY KOIVWVIKO Epyo. b
nNPOOPATa EVETAEE GTN GTPATNYIKA TOU Th oUVAWN GUPPWVIMV YIa
npowbnon Kunplakwy NpoiovTwy, OE UId €UNPakTn ekdNAWoN
TOU eVOIGMEPOVTOC TOU YIa OTAPIEN TOMIKWY EMNIXEIPNOEWY. [apd
TNV Kpion, cuvexicel, JETAEU AANWY, va NapExel KABE XpOVO pIa
unoTpo®ia yia 1o npdypauua MBA Tou MNaveniotnuiou Kdnpou,
epyodoTeil dToua PE EIDIKES IKAVOTNTEG, DIOPYAVWVEI AINOdOCIES,
OUMMETEXEI OE EKONAWGCEIG EBENOVTIKWV OPYAVWCEWY KAl OTNPI-
Cel 10IkA TNV Europa Donna ue Tnv npocpopd OAwV Twv 603wV
and 1o neplodikd TNG Beauty Line.
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It was our great pleasure to see a number of firms respond to
our request and share with us their social solidarity initiatives
with the aim of supporting groups and people in need, thus
participating in the gradual embedment of a culture of social
support! Congratulations are in order for the charity work
of these firms and in turn, we would like to share with our
members these initiatives.

EKO OFFERS €3000 TO THE LARNACA
SOCIAL GROCERY

Within the corporate social responsibility framework of EKO the
company offered a cheque for €3000 in support of the Social
Grocery of the Municipality of Larnaca. The cheque was delivered
to the Larnaca Mayor Mr. Andreas Louroutziatis by the Supply
Chain Senior Manager of Hellenic Petroleum Company of Cyprus,
Mr. Antonis Semelides and the Marketing and Communication
Officer Mrs. Marina Tziakouri.

HELLENIC BANK LOVE CAMPAIGN

During the Christmas holiday period and within the corporate
social responsibility framework of the Hellenic Bank, the
Human Resources department of the bank organised for the
first time the Employee Love Campaign with the name “Love
packages to children from the people of Hellenic Bank” with

the aim of helping financially and supporting poor Primary
School children and their families.

The unprecedented staff response with their generous offerings
led to the collection of a large amount of money and various
sweets which were offered to 243 children. A € 100 voucher
from a local supermarket was given to each family, via the primary
school Headmasters, towards their Christmas dinner needs,
together with a bag of goodies for the child itself.

BERNHARD SCHULTE SHIPMANAGEMENT
CYPRUS PUBLIC SCHOOL DONATION AND
FOOD BANK EASTER PROJECT

BSM Cyprus donated €2000 to two public schools in an
attempt to support local educational institutions and students
in need. The Entertainment Team and the Volunteers Team of
the company collaborated and selected the two schools that
received €1000 each, the Primary School in Apsiou and the
High School in Kolossi. The BSM CY Food Bank Easter Project
was also successfully completed. The company volunteers
managed to collect 21 boxes of non-perishable food, 9 boxes
of toys and 12 boxes of clothes for people in need that were
donated to the Red Cross.

GRANT THORNTON CHARITY WORK
INITIATIVES

At Grant Thornton “GTeam” was formed. The six members
of this team change every 12 months and their role is to
organise and execute a series of events open to all GT
people. From CSR to bonding events, GTeam'’s aim is to
bring employees together, create a positive workplace and
contribute to the community.

Some of the latter events are the following:

= Every year, on the International Food Day (19 October) staff
collect great amounts of food that are donated to local charities to
help families in need.

m A storage room is kept in the company where we collect used
clothes and toys throughout the year. Staff brings unwanted
clothes, toys, kitchenware, baby
fumniture etc. and the company
donates them to charities.

m During the Christmas holidays,
the GTeam organises the annual
Charity Bake Sale, where the

"The unprecedented staft
response with their generous
ofterings led to the collection of
a large amount of money and
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cleaning products which they buy from their clients.

The “Love Packages” are distributed with subtlety to the families
after careful evaluation of their financial situation, by KPMG
employees. The aim is for the company to support, as much as
it can, vulnerable population groups during these difficult times
our country is facing, by supporting a number of charities and
making donations.

LGS HANDLING LTD
SUPPORT FOR THE
LARNACA AND PAPHOS
SOCIAL GROCERIES

LGS Handling Ltd which
operates in ground service of the

employees bake sweet and savoury ~ VarI’ 10us sweets Wthh were Offer ed Larnaca and Paphos airports, is

treats and bring them to the office,
they invite family, friends, clients
and neighbours to buy the treats.
This year the total amount was donated to the Pancyprian
Volunteerism Coordinative Council, following a voting procedure.

KPMG LTD LOVE PACKAGES

One of KPMG International’s values, which the local firm follows
for years now, is sensitivity to the needs of our fellow human

beings and our society and this is why KPMG Cyprus has
created the “Love Packages”. These packages are prepared by
the company’s staff with a lot of love towards people in need
and they include products of necessity such as foodstuff and

to 243 children."

attempting to provide substantial
help to numerous families facing
problems in specific towns, after
encouragement by its management and members of its staff.
The amount that the company budgets every year for the
Easter lunch of the employees that work on Easter Sunday
was doubled this year. With this money the company will buy
a large supply of food to donate them to the social groceries
of our towns, thus sending a message of support and help
towards all citizens in hardship who face immense problems
managing their daily needs.

IMMENSE ANTROPOCENTRIC ACTION
BY THE PAPAELLINAS GROUP OF
COMPANIES

Since the establishment of the mother company
C.A.Papaellinas & Co Ltd in 1929, Papaellinas Group of
Companies has always been anthropocentric in philosophy,
something which enabled the companies of the group to
have a number of social solidarity actions as part of their
Corporate Social Responsibility strategy.

In February this year, in cooperation with the charity institution
“Hand in Hand” the group organised food collection events
to support vulnerable families. It also continues for years
now, to sponsor institutions and associations that offer social
work. More recently, they implemented a strategy to sign up
agreements promoting products of Cyprus, in a clear show of
interest to support local businesses. Even during the crisis, it
still provides, amongst others, a scholarship to the University
of Cyprus’ MBA programme, offers employment to people
with special abilities, organises blood donations, participates
in events of voluntary organisations and in particular supports
Europa Donna by donating all the proceeds from the Beauty
Line magazine.
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on people using it

LinkedIn is the world's largest professional network online which recently celebrated its 10th birthday in May
and is in it for many more. Today, hundreds of millions of people around the world are coming together creat-

ing and sustaining relationships that matter. This number grows by the minute.

LinkedIn reached a new milestone in January 2013; it
surpassed 200 million members with representation in

more than 200 countries, in 19 different languages (nope,

not yet in Greek). Europe alone covers an approximate
number of 39+ million members. That's mind blowing.
Take a minute and think of how many professionals you
can reach.

STATISTICS SHOW THAT THE LARGEST
INDUSTRIES ON LINKEDIN ARE:

= Information & Technology Services (4 million)

= Financial Services (2.03 million)

» Higher Education (1.95 million)

= Computer Software (1.65 million) and

» Telecommunications (1.59 million)

Whether your company belongs to one of the above
industries or not, there is no excuse, in this day and age,
for not having a company page on LinkedIn. In case you
didn't know, more than 2.6 million companies have a
LinkedIn company page and are hugely benefiting from
it. Having a company page helps your organisation have
greater visibility and exposure as it allows showcasing
its products/services, post important updates, post
vacancies at minimal cost and more. It's a great tool to
enhance your company's reputation and image online and
is great for Search Engine Optimization (SEO) purposes.

If you are not yet convinced of its importance, this will

help. Recent statistics conducted by LinkedIn show that "87%
trust LinkedIn as a source of information affecting decision

L—A
SOPHIA A FANTIS
Sophia holds a BAin
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(Northumbria University,

UK) and an MSc in Strate-
gic Public Relations and

Communications Manage-
ment (Stirling University,

Scotland). She showed an
interest in social media
at an early stage during
her university years, as
she assisted with North-

umbria University's social
media platforms during

her studies and dedicated
both her dissertations on
understanding the power
of communications online
and social media. She
is now working as a part
time Social Media Ex-
ecutive for 'Fit to Inspire'
(www.fittoinspire.com)
which inspire women
all around the world to
greater fitness and well-
being, whatever age, size
or shape they're in.

top stories from current affairs. What | personally enjoy
most is reading people’s different perspectives about a
topic, and seeing the different approaches people have
from different countries in the world. It makes me think
twice and see stuff from another perspective which |
may have not thought about initially.

In the current difficult times we are experiencing in the
Cyprus economy and labour market LinkedIn can prove
to be an asset to those looking for a new job as it is
today’s most used recruitment tool. Linkedin can be
great for Human Resource professionals and recruiters,
as it allows an individual to build a massive network with
candidates, partners and colleagues and to attract and
screen potential employees. It is currently gaining more
and more popularity with recruiters who don’t have to
spend huge amounts of money on advertising vacancies
through conventional means.

LinkedIn is the most well-known social network that is
business oriented and allows all types of professionals

to stay in the loop within their industry of expertise. This
popular professional social network offers numerous
articles for job seekers on a daily basis with tips on how
to stand out from the crowd and how to succeed at a job
interview and land a successful career. In addition, a full
LinkedIn profile will make your name appear in the top 10
search results when typing your name in search engines
(I'told you, you always gain something, whether you're an

active member or not). That is the 'first impression' people get when

searching for you online.

making". Social networks in general, are a whole new 'search tool'

because we trust people's opinion more than anything else.

Being part of the LinkedIn network means being part of the
biggest professional network in the world. Whether you are an
active member who shares posts and articles, asks questions
and comments in various discussions or whether you are just
an observer of it all, what matters is that you are a part of the

LinkedIn is about social and professional networking relationships as
it allows people to connect easily. Relationships matter, as does your
attitude when looking for a job. Authenticity matters too when building

quality connections. Make sure to remember that you will convert
business, based on creating relationships of people who know you,
like you and trust you. So be yourself and be kind through this social

network, because no one likes to work with monsters.

200+ million members. There is always something to gain out of

it. For starters, there are numerous channels with articles being
posted every day on business and management issues of general
interest to keep readers informed of top influencers’ opinions or

| hope this article has convinced you to leverage the power of
LinkedIn a little further and be part of the 200+ million, both on a
business and a personal level.

"In the current difficult times we are experiencing LinkedIn can prove to be an asset
to those lookjng for anewjob."

The cost-efficient and convenient way to leam

Flexible Professional

Training Methods

Today’s business environment requires organizations to learn faster in order to remain agile, competitive and
efhcient. As a result, the models of organizational learning are dramatically changing,

Gone are the days where organizations chose only the
classroom method as their means of training. Instead,
organizational learning has become a complex set of
flexible and integrated options that help increase the
learning opportunities and experience for employees and
at the same time keep the costs down.

Technology is a strong element that allows flexibility
and cost efficiency, as the classroom method is
sometimes considered costly, inconvenient, and time
consuming. A few flexible and cost effective training
methods that are now more readily available to
organisations include:

WEB BASED ON DEMAND MODULES: These are
non-instructor supported sessions that allow for self-
paced learning in greater detail on specific subjects.

MULTIMEDIA ON-DEMAND-MODULES: Educational
DVDs, Audio and e-documents which are readily
available to order and study at the individual learner’s
own time and pace.

LIVE WEBINARS: These are interactive instructor-led training
sessions. A key feature of a Webinar is its interactive element
- the ability to give, receive and discuss information with the

recipient of the webinar.

STEPHANIE DIKAIOU
Stephanie studied Busi-
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Coach (Neuro-Linguistic
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Chamber International
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Member of the Cyprus
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national Coach Federation
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WEBCAST: This form of training is similar to the
webinar with the difference of being a one-way data
transmission as it does not involve interaction between
the presenter and the audience.

FORUM AND DISCUSSION BOARDS: A web-
based environment where the instructor posts
questions on a subject and learners discuss and share
opinions and experiences. This is a very good way of
knowledge sharing.

VIRTUAL WORLDS AND AVATARS: Digital versions
of employers and employees, or avatars who come
together to work on projects, get training and receive
help on professional problems. One example is Linden
Lab’s Second Life, a virtual environment that allows
anyone to log in for free, adopt an avatar and roam
through different business settings.

Traditional teaching methods are valuable and

still have an important role to play. The key is for a
company or a training and development manager
to blend the different training methods effectively.

Blended learning, as the name suggests, is about integration,
but in a seamless way. The use of flexible, IT-based learning is
complementary to the elements of a course making the learning

experience more effective, economical, but also exciting!




S UVEVTEDEELC Ue evmyyakyaﬁeg
avbpWTVoL duvapkoy

ue v Ohvpria Oévy

1) ONOMA, ETAIPEIA, TITAOZ EPTAZIAZ

Nardoa lakwBidou, Hermes Airports Ltd, AleuBuvTpia
AvBpwnivou Auvapikou

2) IZTOPIKO MOP®QZHZ

OAYMMIA ®ANTH
H OAupnia ®dvin gival
Kkaroxoc Bachelor
Economics kai Masters
in Human Resource Man-
agement and 10 Hvwpévo
Baoilelo. Eivar péhog tou
Chartered Institute of
Personnel and Develop-
ment. Tdypa epyaceral
omv KovonoAreiakn
Enimponn ZTpanwik@v
Tdpwv wg AicuBivipia
AvBpnivou Auvayikou
— Topéa Meooyeiou.
Mponyoupévwg epydotnke
omv TSYS Interna-
tional wg HR Advisor, og
unepdkria eraipeia wg
Operations Coordinator
Kkai otnv Federal Bank of
the Middle East wg Client
Relations Officer.

EnypappaTikd 10 10T0pikd Hou unéBabpo nepIAauRE-

vel onoudég BSc otov Topéa “Business Administration
and Management” oto Maveniompio Meipaing Kabwg Kal
MA oTov Topéa “Human Resources Management” Tou
Maveniotnuiou Thames Valley Tng AyyAiog.

3) TI HTAN AYTO, MNMOY APXIKA A% OAH-
MHZE NA EPTAZTEITE ZTON TOMEA
ANOPQIINOY AYNAMIKOY;

Or avBpwniveg ox€oeIg anoteAoUoay NMAVTOTE yia Jéva
nedio evdlapépovtog. H avBpwnivn cUUnePIPopd, N Npo-
ownikOTNTA, N QUVAMIKA, KABWGS KAl TO AnoTEAECUA TNG
ouUVavacTPOPAG PETAEU Twv avBpwNwy, cuvicTouv yida
péva évav eEQIPETIKA vOIAPEQOV TOUEQ.

To 2000 PeTd TNV OAOKANPWON TwV Oroudwy Wou otn Aloiknon
Enixeipricewy kai €xoviag NAvia oto PUaAd [ou To KEPAAQIO
«AvBPWNog» CUVEXIOA TIC OMOUDEG UOU CToV Touéa Aloiknong
AvBpwnivou Auvapikou. H oxéon kal n aMNnAenidpacn Tng nIXeIpn-
MaTIKNG dpacTNPIOTNTAG WIAC ETAIREING WE TO avBpwnivo TNG duvVau-
kO £EAKONOUBET IEXQI CAIERA VA ANOTEAET yia Péva pia mpdkANoN.

4) NMOIEZ BAETNETE ZAN TIZ MEFAAYTE-

PEZ NMPOKAHZEIZ, NMOY ©A ANTIMETQII-
2ElI H KYTIPOZ ZTA EMMOMENA XPONIA ZTON
TOMEA ANSGPQITINOY AYNAMIKOY;

Bewpw, 6T NON dlavUoulE pia NePIodO UE TIC GORAPOTEQES NPO-
KAAGCEIC oTOV TOUEQ avBpwmivou duvapikou. H emdeivwon Tng
KUMPIGKNG OIKOVOIaG eVOEXETAI va 0dNYAGE! IKAVO KAl NOpayw-
yIkO avBpwnivo duvauikd oTnv avalniTnon Epyaciag oTo EEWTEPK-
k0. Ma péva autn n eEENEN anoTeAel To PeYOAUTEPO NANYUA OTO
avBpwnivo dUVAUIKO TNG XWPEAG.

Tautdxpova, N KAKN OIKOVORIKA kaTdoTacon TG KUnpou NAATTEl Kai-
010 TOV KUKAO EQYACIWV TWV EMIXEIONOEWY, ONUIOUPYWVTAG QVANOpEU-
KTa aAUCIOWTEG eNIMTWOEIC. O1 eTAIPEIEC EVOEXETAI VA BpeBolv evwn-
ov coBapwv dANUPATWY. H picbodoaoia Kal Ta wPeAAATa TOU MPOoW-
nkou Ba Bpebouv avaykaoTIKA GTO MPOCKAVIO.

Exmiuw eniong 611 ol nEpIcoOTEPES ETAIPEIEG Ba KANBOUV va 100p-
ponNoouV PETAEU TNG avAyKNg SIATRPNONG EUMEIDWY OTEAEXWV,

EVOEXOUEVWG [IE OXETIKA AUENUEVO KOOTOG KAl TNG
moavnig NPGoANYNG AVEISIKEUTOU NMPOCWIKOU |UE OXETI-
K& XaUNAGTEPO KOGTOC.

TéNog, Ba éAeya OTI N peyaAUTePN NPdKANGN nou Ba
QVTILETWNIOOUV 01 £TAIPEIES ival n duvaTdTNTA TOUG
va SIaXeIPIoTOUV TNV KPIion evepywvTag Péca and pia
dlaxpovikr ckonid. ©a npénel va avtiAngeouy, 61 To
avBpwNIvo dUVANIKG TOUC AnOTEAE! TNV MIO CNIAVTIKA
TOUG ENEVOUON Kal OTI N OIKOVOUIKA KRIoN €XEl NEPO-
unvia Ariénc. ‘Otav Aoindv, n olkovopikA kpion Eenepa-
oTel, Kupiapxol Tou naixvidiou 6a katacTouv Ol opyavi-
opof, mou nap’ OAEC TIG AVTIEOEQ OUVONKEC CUVEXIOQV
va enevduouyv otnv aia kai Tn dlapkn BEATIWoN TwV IKa-
VOTATWV KAl YVWDOEWY TWV OTEAEXWV TOUG.

5) TI NEPINAMBANEI MIA ZYNHOIZME-
NH MEPA ZTHN EPTAZIA ZAz;

H pépa Eekivd pe éva dInAG kagg! KaAwg i Kakwg To
MUGAS xpelddeTal va NAPEl OTPOPES, YIA VA UNOPECE! Va
QVTAMOKPIOE( g ENITUXI OTIC KABNUEPIVEC MPOKANCEIQ
ToU TuApaTog! Tig NEPICOOTERES POPES TO NAEKTPOVI-
KO Pou Taxudpopeio KatakAUZeTal and unvUpaTa, Ta onoia npénel
va anavtnBouv. AKOAOUBOUV GTN CUVEXEIQ CUVAVTACEIG [IE ECWTE-
pIkoUg kal eEwTEPIKOUC CUVEPYATEG, DIaUECOAABNCEIG yia ENiAU-
on nNIBavav dIaPopwY, AVTIIETWMNION EKTAKTWY NMEOBANUATWY Kal
oTevh napakoAouBbnon Tng SIadiKkaciag UAOMOINCNG TOU OTPATNYI
koU MAGVOU TOU TUNUATOG.

MapdMNnAa, avandonaoTo KOPWAT TNG KABNUEPIVOTNTAC Uou Eival n
OTEVA CUVEPYAOIT OU IE Ta PEAN TNG OuAdag pou. Eiuarl opadikog
naikTng Kal autd anoTeAel yia péva Bacikn NapdueTpo TNG EPYACIAq
JOU. ZuvnBwg, N IEPQ OTO YPAPEIO TEAEIWVE UE JIA «yPriyopn» €Ni-
OKEWYN OTA YPAPEIa TwV CUVAdEAPWY, KATI TO 0roio Bpiokw XaAapw-
KO 1IBIaiTEPA META and TO NEPAC pIag SUCKOANG PEPAC.

6) NIQOETE, OTI ZYNEXIZEI NA ZHMEIQNEI
MPOOAO H KAPIEPA ZAZ;

©a nBeAa va nictelw nwg vai! Motelw, 6T N enayyehuaTiki otadio-
dpopia evoc avBpwrou eoTIAZETAI OTNV APXNA TNG CUVEXOUG EMNIPIOP-
PWOoNC, TNG NAPAYWYIKNG NPOSPOPAS KAl TNG CUVEXOUC AVENENG.
270 JIKO JOU TOREQ, MEPQV TWV KABNUEPIVWV MPOKAACEWY, undp-
XOUV OTOXOI, N KATAKTNON TwV Ornoiwv €ival GUVUQACUEVN PE TNV
KaTa&iwon Kal TNV avayvmpion GToV ENIXEIPNUATIKG KOOUO.

Eivar idiaitepa onuavTikd yia Jéva va Unopw Va avanpocappdloual
KQIl VO QVAVEWDVW TOUG OTOX0UG [ou. Mpoowrnikd eiuar dropo nou dev
€PNOUXAZETAI EUKOAA. BETW CUVEXWS KAIVOUPYIOUC CTOXOUG, £QXOUAI
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QVTILETWINN UE VEEC MPOKANCEIG KAl ANOCTOAEG APEVOS VIa va avanTy-
Ew TIQ AIKEQ oU IKAVOTNTES KAl APETEPOU YIa VA BonBriow Ty Tak-
PEia UoU Va NMPOXWPENGE! UNPOOTJ [IE KAIVOTOLIES MPEAKTIKEG Nou Ba
TNV KATAOTACOUV MPWTAYWVIOTN OTIC EMIXEIPNUOTIKES EEENEEIG.

Qg onuavTikA anooToAn Kai npdkANon Eexwpilw auTr TNV NEPiodo
TNV NpoondBeid pag yia TNV KaTdktnon Tng dieBvoug avayvwpiong
Investors in People (IIP). MeTtd and ockAnpri SoUAEId Kal GUAMOYIKA
npoondBeia, KAaTapEPAE NEPTI VA ANOKTACOUE TO MEWTO oTAdIO
didkpiong (IIP). ®€tog cTOXEUOUE Va (PTACOUE AKOUN Mo WNAA
Kal va KATAKTAGOUE éva and Ta endpeva otédia. Eiuarl nensiopé-
vn 6T kal AN 60 Ta KATAPEPOUE.

7) Tl ZYMBOYAEZ ©A AINATE ZTOYZ NEOYZ
2TO EMAITEAMA ZTA MNMPQTA ZTAAIA THZ
KAPIEPAZ TOYZ;

H enoxn nou Coupue, xapaktnpidetal and pia évtovn npoondBeia
TWV EMIXEIPACEWY VA JIATNPACOULV TIG IGOPPONIES IETAEU TNG KEP-
doPdPAG EMIXEIPNUATIKAG dPACTNEIOTNTACG KAl TNG avBpwnivng
dlaxeipiong Tou npocwnikoU Toug. MANcTa, N KaTdoTacon yiveral
aKoUN Mo dUoKoAN AdYw TOU cuvexoUc AUEQVOEVOU aVTaYwWVI-
OpoU aANA NApAAANAG Kal TNG PEIWONG TOU KUKAOU EQYACIWY TWV
ENIXEIPNCEWY, WS ANOTEAECUA TNC OIKOVOUIKAG KpioNg.

‘Ocol Egkivouv onuepa TNV Kaplépa Toug otn Aloiknon AvBpwnivou
Auvapikou, 6a npénel va yvwpidouy TiIc coRApEG NPOKANCEIG, [E
TIG OMOIES Ol EMIXEIPNOEIG Toug Ba BpeBolv avTIéTwNEeG. Ba éAeya
OTI, OI CNUAVTIKOTEPEG €€ AUTWV eival N nieon yia €E0IKOVOUNGEIQ
OTO PICBOAGYIO, Ol MEPIKOMEG OE WPEANUATA KAl N aU&non TNG
napaywykotnTag. Eival yia autdv akpiBwe To Adyo nou Bewpw,
6T 01 veoelogpxdpevol /Aeiroupyoi AvBpwnivou Auvapikou 8a npé-
nel va eival KAaTAAMNAQ NPOETOIUACKEVOI, YIA VA UNOPECOUY VA
Ic0opPoNAcouUV PETAEU TN BEwpiag Kal TNG ENAYYEAUATIKAG NEa-
KTIKAG. [N va unopéoouy va enimixouv oe auti TNV NpdKANon, N
OUPBOUAN pou gival va ppovrticouv va pdBouv 6co To duvaTd ypn-

yopOTEPA Kal KOAUTEPA TOV KWAIKA EMIXEIPNUATIKAC EMIKOIVWVI-
ag kal cuvevvonong (business language), €101 WOTE va gival oe
B€on va PIAoUV Kal va KatavooUv TN YAWGCoa ENIKOIVWVIAS NoU Ta
AIOIKNTIKG ZTEAEXN XPNCIUOMOIOUV.

8) MNIZTEYETE OTI H AN©GPQIINH AIOIKH-
2H MPEMEI NA EMMNAAKEI ME TO “LINE
MANAGEMENT?”;

Efval aAiBeia, 6Tl o€ KANOIEG NEPINTWOEIC UNAPXEI QUCKONT OE
NIEUBUVTIKA ZTEAEXN va avTIANGBOoUV TNV euBUvN JIaXEipIoNg Tou
SIkoU TouC MPOCWIKOU Kal va TNV eEaokAcouY anotehecuaTikd. H
QAigUBuvon AvBpwnivou Auvapikou eival exel, yia va kaBopicel To yevi-
kO NMAQIIO, To OXeAIACHUO KABWCS Kal TIC KATEUBUVTAPIES YOOAUES Ael-
Toupyiag TS enixefpnonc otov Touéa AvBpwnivou Auvapikou. Ol
AigubuvTEG TG enixeipnong (Line Managers) éxouv v kKUpia euBU-
vn JIaxeipiong Tou NpoownikoU Toug, divovTac AUCEIQ Kal AnAvTAGEIG
OTIG MPOKAAGEIG MOU OUVAVTOUY, TNV avANTUEN TwV IKAVOTATWY/ Oeg-
OTATWV TOUC , TNV anddoor Toug, KaBWCS ENIONG Kal TNV NMAPOXA I0XU-
PWV KIVATPWV Yia BeATIwon e anodoTikOTNTAS Toug. O JIKOS Jag o
pdAOG eival kaBapd unooTNPIKTIKOG. EfuacTe ndvra exel, dinAa Toug
yIa ouZATNON Kal NAPOXA CUUBOUAWY, Orou XpeIAdeTal.

9) MOIOZ PONOZ MIZTEYETE APMOZEI
2THN ANOPQIINH AIOIKHZH ZE MIA ETAI-
PEIA; ZYMBOYAEYTIKOZ, ZTPATHIIKOZ 'H
AIOIKHTIKOZ;

H dnoyn pou eival 611 0 pdAoc Thg AisdiBuvonc AvBpwnivou
AuvapikoU €ival oucIaoTIKAG KAl KATAANKTIKAG chuaciag otny e&&-
NEN KABe opyaviopou nou GIANOSOEET va KaTaoTel onuavTIkog nai-
KTNG/ NYETNG GTOV TOPEQ ToU. Ma VA UNOPECE! aKPIRWCS va dIadpaa-
Tioel autA TNV anocToAr, oeilel va IG0PEONNGE! ETAEU KAl TWV TRIWV
pOAwV. ©a npénel dNAadN va eival oe BECN va NPOCPEPE! UNOOTNPI-
KTIKEG UNNPECiEC oTn AlEUBUVON NAPEXOVTAG EYKAIPA OPOEG CUPBOU-
AEG KaI MPAKTIKEG OTNV KABNPEPIVA DIEKMEQAIWON TWV EQYACIV TNG
eraipeiag. Tautdxpova n AieuBuvon AvBpwnivou AuVauIKoU opei-

el va dladpapaTioel Tov POAO NouU TNG avaAovel, TOoo oTo oXedIAoUd
TNC OTPATNYIKAG TN ETAIPEIG GO0 Kal oTOUG TPONOUG UAOMOINCAC
G. MapdMnAa péca oe autd To NAdiolo, N AiedBuvon AvBpwnivou
AuvapikoU KoAeital va SIOIKNOE! ANOTEAECUATIKA TO MPOCWNIKO TNC
ETaIPEIag XapAooOoVTaG TNV AvVaYKaIa MOAITIKA KAl EUNVEOVTAG [IE PEQ-
NOTIKEG IOEEC KQI MPOCEYYIOEIC TO UNAANAIKO MPOCWIIKO.

10) MOIEZ ©A HTAN Ol EIXHIMHZEIZ A% NMPOX TON
FENIKO AIEYOYNTH XAXx E ©EMATA AIOIKHZHZ
ANOPQIMINOY AYNAMIKOY;

[MoTelw 6T eival oNAvTIKO va UNAPXE! GUAOYIKNA QVTILETWMI-

oN TWV NPOKANCEWY Nou NapoucidZovTal Kal aglonoinon exei-
VOV TWV POPEWV Nou ival o BEoN va cUPBAAOUY ENoIKodoUN-
TIKA oToug dIdpopouc NpoRAnuaTiopoUs. Eival Aoindv onuavTikd
Va UNAPXEl OTEVA €NAPN, 6WOTOC CUVTOVIOUOG KIVACEWY GANG Kall
ouvewvonon PETAEU TNG Nyeciac Tng eTaipeiag kai Tng AiedBuvong
AvBpwnivou AuvapuikoU. ANWOTE, ONwS AVEPEPA Kal VWPITERT, TO
avBpwnivo dUVAUIKO JIAC ETAIPEIOC ANOTEAE! GTNV OUGIA TO PEYO-
AUTEPO MAOUTO TNG KAI T CNUAVTIKOTEPN £NEVOUCNH TNG. ©a Npé-
nel va nw o1 ailcbdvouar 1dlaiTepa eutuxng, dIOTI oTNV Hermes
Airports autdg o oxedlaoudg, authi N CUVEPYACIa Kal auTtdg O
OUVTOVIOMOC EVEPYEIWDV UNAPXOUV and TNV NPwWTN CTIYWA Kal ano-
TehoUV NUEDa oTnv Nopeia eEENENG TNC €TalpEiag pag.



apecoenapuss

Orav ot avOpwrot wAave padj,
TPOYWPAVE Kat pal

O Sialoyog kai 1) guvepyasia GTOVG 0OPYAVITUOVS Y1 TO UEANOV.

EMMIZTOZYNH KAI ANOIrMA =XTO
MEAAON ZE PEYZTOYZ KAIPOYZ

Moiddel va CoUuE OE JIa PEUCTA €NOXN AAAENAAAN-
Awv, cuxvd eNWOUVWY aVOAOKARPWTWV aAaywyv. O
Kbopog nou E€pape anopakpuvetal BIacTIkA padl pe
TIg BERaIOTNTEG NAVW OTIG OMNOIEG KTICAUE TNV NMPO-
OWMIKA Kal ENAYYEAUATIKA pag Cwn. H napateTapé-
VN OIKOVOWUIKNA U@eon otnv EANGDA Kal Twpa Kal oty
Kunpo og cuvduacud LE Thv Kpion oTnv eupwlodvn
€xel ennpedoel BabUTaTa To KAUQ GTOUG ENIXEIPNIC-
TIkoUG opyaviououg Kail TNy NioTn nou eixav ol dvepw-
nol ce autouq. Mpbo@aTEG NAVEUPWNAIKEG EPEU-
veg! enBeRaldvouUV TO PEYAAO EMEIUPA EUNIOTOCUVNG
TWV avBPWNWV 6TOUG EMNIXEIPNUATIKOUG OPYavIoUoUG
Kal oTOUG NyETeg Toug. H duonioTia eivar akéua
MEYAAUTEPN yia TOUG NMOAITIKOUG Kal TOUG KOIVW®E-
Aeig opyaviopoug pYe anoTéEAECHA TN cuvalicBnuaTi-
KA anocuvoeon Twv avBpwnwy and TNV epyacia Toug
(disengagement)? kal Tnv aicBnon 6T N epyacia Toug
dev éxel vonua (lack of higher purpose)®. Eival yeyo-
vog OTI 6A0 Kal AlydTEPO aKoUUE YUpW Uag NAEOV TN
opdon «Mou apéoel n epyacia pou» (job satisfaction
& job contribution).*

And Tnv AAN 0 NAOUTOG TwV NONITICHWY MOU (PEPVOUV

ol dvBpwnol (diversity) e Toug onoioug KAAOUUAOTE va
OUVEQYAOTOUWE PESA OTO NAYKOOKIO XWPIO KAl Of AXapTOo-
YPAPNTEG akdPa duvaTtoTNTEG TOU JIAdIKTUOU, Uag ONnpi-
OUpPYOUV 0w HIa PIKEA alclodogia.

NIKONAOX TZANOX
0 NikdAaog TZavog eivai
0 10putig g iDealogy 10
2002. ‘EXel GUYKPOTAGE
™ péBodo opydvwong
Kal SIEEaYwYAg aVoIKTOV
Oidhoywv (“Engaging
dialogues”TM) kaBwe Kai
 péBodo opadikol men-
toring yia Tov epnAoutiopé
NG «KOIVWVIKAG
& ENAYYEMIATIKAG
autoouveldnaiag» Kai
TWV NYETIKAOV IKAVOTATWV
OTEAEXWMV KOl VEWV NYET@V.

“Hrav 6UpBOUAOG ETaIPIKAG

orparnyikig Aéhra/
Vivartia 1996-2005.
QiguBuvnig dlagrpiong
amv Coca Cola Hellas,
1986-1992. AicuBuving
ETAIPIKAG OTPATNYIKAG
KaI HAPKETIVYK otV
EAKE/ASSOS ODEON,
1993 - 1995. YneUBuvog
€Eunnpétnang NEAATOV
omv Ted Bates, 1984
- 1986. AicuBuviig
Tufparog eEunnpémaong
neharcyv BBDO, 1995.
Eivar miotonoinpévo
UENOG TOU EUpwNaikoU
OUVOEGHOU OIKOYEVEIOKWY
Bepaneutav (EFTA),
MéMog Tou HCA kai EMCC.

270 KEVTPO AUTNG TNG AAANAENIdpaonG PETaEU evOg KOOLOU Mou

peuoToUg KalpoUg PIag NapaTteTapévng Petdfaong
Kal TNV EMeIpn eunictoolvng nou Biwvouv orfpepa
OTO NPAGOWO TOUG Ol NYETIKEQ OUADEG Kal O AvBpw-
nol Tng AleUBuvong AvBpwnivou AuvapikoU, 8a xpel-
aoTei va avaAdBouv Tnv euBUvn Tng opydvwong Kal
TOU CUVTOVIOPOU via TNV NMPOETOIMACIA Twv avBpw-
MWV TOUG Kal TOU 0pyaviopoU, WOTE va KaTopBw-
oouv va dlafouv ue eniTuxia oTn véa enoxn (external
adaptation). MapdAAnAa, Ba éxouv éva akopua onou-
daio €pyo va eniteAéocouv. Na enavanpocdiopicouv
Kal va TonoBeTroouy NAN Tov UPNAGTEQO okond Tou
opyaviopou, TIG a&feg Tou Kal To vONua TG Epyaci-
ag Twv avBpwnwv OTo KEVTPO TNG KABNUEPIVAG AEl-
TOUPYIag Kal Twv anopAcEwyY, CUVBETOVTAG TOV NMAOU-
1O TNG SIAPOPETIKOTNTAG TOUG PE Ta KAOAUTEPA CUCTA-
TIKA TNG 0PYAVWONG TWV MNOAUEBVIKWY ETAINEIWY KAl
TOU EAN\NVIKOU ENiXeipnuaTikoU nveuuatog (Internal
adaptation & cultural integration). Me Tnv npocdo-
Kia k&nola oTiyun va nAnBuvouy kail NdA ol dvBpwrol
nou Ba Aéve «lJou ap€ael auTd MouU KAVW» Kal Xaipo-
Jal MOU CUUMETEXW [IE TNV EQYACIA IOU OE €vav «Uyn-
AOTEPO OKOMO».

2YZHTHZH & AZIEZ I'l|A TH NEA
EMOXH

270 TA&II NPOG TNV ECWTEPIKA AVACUYKEOTNCN Kal
TNV EEWTEPIKA NPOCAPHOYNA TOU opyaviopoU oTIG
VEEG OUVONKER, Ol NYETIKEG oddeg onpepa, 600
noTé AMOTE, XPEIAZETAl VA NEICOUV TOUg avBpw-
NOoUG TOUG VA TOUG OKOAOUBNOOUV KAI VO CUUMETE-
XOUV OTO KoIvd €pyo. ‘OxI ubvo yia To yeyovog OTi

B€Ael va napapeivel kal evog KOGUOU, e adIapdpPwTeG SUVALEIG,
nou naoxicel va oxnuaTioTel and TiIg 0dUVEG TNG OIKOVOUIKNG KP-
ong, BpiokovTal of cUYXPOoVol EANNVIKOI Kal KUMPIAKO! opyaviopof
YAXvovTag To SPOLIO TOUG YIA TO UEANOV.

AHMIOYPI'IA NOHMATOXZ =THN EPrAzIA

Q1 NYETIKEG OUAdEG Kal O AvBpWNOI TV «avBpwnivwy Nopwv», EVOG
MEYAAOU PEPOUG TWV opyaviouwy oty EAGDa kail Tnv KUnpo, noAu-
€BVIKWOV Kal EBVIKWY, KOAOUVTAI JECA OE AUTO TO OIKOVOUIKOKOIVWVI-
kO NMAQioIo, va eNavanpocdIopicouV TO AVTIKEIEVO TOUG, TOV EUPU-
TEPO OKOMO Kal TN AEITOUPYIa TwV OPYAVICHWY TOUG WOTE VA AVAKTA-
OOoUV Tn Xapévn Toug aglonioTia kal va Bpouv Tn BEcN Mou Toug ava-
Aoyei oTov KOO0 NMou avadUEeTal.

Mapd Tn BAIYN yia 611 KaAG xdveTal, Tnv aBeBaidéTnTa and Toug

0l NEPICOOTEPES and AUTEG TIG OMADEG €XOUV XACEI TNV aglo-
nioTia Toug, 6Nweg Pag deixvouyv ol EPEUVES, AAAG Kal yia TO
AGYo OTI «n JIOIKNTIKA NPOCEYYIoN TN Nyeciag Tou divw evTo-
AEQ Kal EAEYXw YIa Ta anoTeAéopATA, Ta TEAEUTaia xpdvia yive-
Tal cuvexwe OAo Kal AlyoTepo Riwaoiun. H naykoopionoinon, ol
VEEC TEXVOAOYIEG KAl OI OAAAYEG OTIG QVTIANYEIG YIA TO NWG Ol
eTaIpeieq napdyouv aia kal aAAANAENIOPOUV UE TOUG NEAATEQ
TOUG €XOUV andToUA UEIDCE! 0TO OUTIKO NONITIOUS TNV ANoTE-
AECUATIKOTNTA TOU OVTEAOU TNG KaBapd KaATEUBUVTIKAG NYECI-
ag kai Tou and ndvw npog Ta kKATw. Ti Ba avTikaTacTACEl auTd
TO PovTéNO nyeciag; H oculntnon nou Ba dieEdyouv ol apxn-
yoi e Toug avBpwnoug Toug (organizational conversation)® yia
Ta OUCINAN BEUATA TOU OPYaVICPOU PESA OTNV 0OPYAVWGON»,
aM\d Kal N CUVEPYACIa TWV APXNYWV E TOUG avBPWNoUG TOUG
navw ota 6€uata nou Toug agopouly, oTn BAcn KoIVV agiwv
(relational & values-based leadership)e.

Ol ANePQIMOI NMOY MINANE MAZI
MPOXQPANE KAI MAZI

To gpWTNa nou TIBETAl yIa TIC NYETIKEG OUADEG KAl TOUG avOpw-
noug Tng AieUBuvone AvBpwnivou Auvapikou otny KUnpo Kai
otnv EANGSa eivar Ti eidoug nyecia Ba eMAEEOUY, CUVEPYATIKN N
KATEUBUVTIKNA, yIa va 0dNYNOOUV TOUG OpYyaVvIoUoUG TOUG OTNV EMi-
TUXN €£000 MPOC TNV KAIVOTOWIa Kal TN VEa enoxn. Moia and TIg
QU0 NYETIKEG NPOOCEYYICEIG €ival N KATAAMNAN CAPERA YIA VA ENC-
vanpoodIopiocouv To VONPA TNG EpYACIag Kal va eUnveUucouy T
ouvepyacia otov opyavioud; MrAnwg N NEwTN yia va oxedid-
O0UV TO JENOV Kal N OeUTEPN YIA VA NEPIOPICOUV TIC EMIPPOES TOU
OUCTAPATOC Nou eEaKOAOUBOUV va agalpouy To vonua anod Ty
epyaoia Twv avBpwnwy (It is just a job) or onoieg anoTEENouy Kai
TNV OUCIACTIKA CUVEPYAOIA, EVIOXUOVTAG TN OTEIpa enavaAnyn
(Business as usual) kai Tn piunon;

Tnv andvtnon Ba Tn dWoel o/n KABE NYETNG E TN BIOIKNTIKA TOU/
NG opdda. Evrwueta&l Ba unopou-
oav va agionoinocouy Tov avoikTo did-
AOYO LE TOUG avBPWNOUG TOUC VI Va
ANOKTACOUV KOIVA avTiAnwn ota B€ua-
TG NOU TOUC anacxoAoUV Kai va BeAT
WOoOoUV Aueca 6T XPEIAZETAl OTOV OPYa-
VIOMO VIO VO AEITOUPYACOUV AMOTEAE-
ouaTikG oTIG VEEG ouvOnkeg. Aipvng,
yIa TOUG opyaviopoug nou BéAouy va
agonoincouy TIC ENIBUPIEG, TIG IDEEG
KQI TIG YVWOEIG TwV avBpmnwy Toug yia
va apBpwoouv and koivou nolof eniu-
HoUv va gival oTn véa enoxn Kal npog
10 NoU B€Aouv va npoxwpricouv padf
oTO PENOV, €vag avoiKTOg SIGAOYOG
Ba ritav eEaipeTkd BonBNTIKOS yia TNV
KoIvh KaTavonon Kai T GECIEUoN TwV
avBpwnwv (engagement) o€ €va Veo,
Mo EUNAOUTICUEVO Kal £NiKaIPO, kovd okond. Evag avolktog did-
Aoyog Ba ATav eNioNC WPENIOG YIa va ENIAEEOUV KAl VA CUPPWVN-
oouv, o1 UNAANAOI E TNV NYECIQ, TIG KOIVEG a&ieg e TIG onoieg Ba
JIACPAACOUV TNV MPOGCEYYICN TOU VEOU TOUg oKorou.

lNa Toug opyaviopoUug nou To KAUa ival Bapu Adyw Twv apvnT-

KWV OIKOVOUIKWV AnoTEAECUATWY, €vag avolkTog JIGAOYOG YIa VA
NPOGdIOPICTOUV Kal VA CUUpWVNBoUV NOIES €ival Ol EMITUXNIEVEG
UNAPXOUCEC MPAKTIKEG MOU XPEIAZeTal va agionoinBouv nepiocéd-

BIBAIOIPADIA

"OtdvBpwrot dtav
oL Hﬁgpl}\ayﬁdvo\m@u El)\le VA EEepeuvnTiKA DIGBECN UNopel va epnveloel
ot éva Sidhoyo (sincere in-
clusion), pe B¢pa Tov Tovg
APOPA AUECA, TOUUETEYOVY
ue evyapiotnon. Otavy
YVWU TOUG AKODYETAL KAt Ol
ETMITVYiEG TOVG avayvcopi?,’ovmt,
TUVOEOVTAL AKOUA TEPLOTOTEPO T Hio EN0Xii nou n Gwii aMdel kai n

pe To okomo TN opddag.”

TEPO AAAA KAl MOIEC Ol VEEG MPAKTIKEG NMou Ba pnopoucav va evid-
Eouv dueca otnv KaBnPEPIVA TOUC epyacia, icwg Ba punopouce

Va ANOTEAEGEI TO Evaucpa Yia va Eavakepdicouv ol AvBpwnol TNV
€UNICTOoUVN GTOV £AUTO TOUG KaI TNV NYECIa, va eVIoXUCOUV TO
aioBnua Tou avikev Kai To opadikd Toug nveuua.

‘Evag enmuxnpévog dIdAoYoG e OUCIaoTIKN Napdbeon kal cUvOe-

oNn anOYPEWV Kal OAOKANPWON [JE CUYKEKPIWEVES ANOPACEIC KAl
NPAEEIG NAVW CE €va BEua nou «Kaiel», NPOUNOBETEI KAAN NPOE-
TOIMAGIA Kal opydAvwon, ENAOYN apxwy Kal Tponou dieEaywyncg.
2€ autn Tnv NepinTwon miBavov pia eEwTePIKN unootApIEN and
€EEIDIKEUPEVOUG KAl EUMNEIPOUG OUUBOUAOUC UMOpEl va ival wpé-
AIIN KaI QVOKOUIOTIKA YIa TA JEAN TNG NYETIKAG opddag kai Ta
dropa Tng AieuBuvong AvBpwnivou Auvapikou.

Or1 avBpwnor dtav cupnepAapBdavovTal eINKPIVG OE €va JIAAOYO
(sincere inclusion), e B6€ua nou Toug apopd AUESA, CUMETEXOUV
Je euxapiotnon. ‘OTav N yvun TOUG AKOUYETAI KAl 01 EMITUXIEG TOUG
avayvwpiovral, cuvdEovTal akOUa NEPIC-
0OTEPO E TO oKomnd TNC opddag. ‘Evag
ENAPKAG CUVTOVIOTAG UE OUSETEPN OANA

Kal va EAEUBEPWTEI TIG ONPIOUPYIKES DUVO-
TOTNTEG TWV AVBPWNWY MOU CUPUETEXOUV.
Kar étav e 1o népag Tou SIaAOYoU CUPPW-
vricouv va avaAdBouV CUYKEKPIUEVES NMEG-
E€1Q Mou apopoUv To Kovo €pyo, ouVNBWG
TIC EMNITEAOUV OTO [IEYIOTO TwV dUVATOTH-
TWV TOUG, Epocov BERaIa N nyeTIkA opdda
nPWTN WE TIC NPGEEIG TN OTNPICEI TIG EMIAO-
YEQG MOU GUVANOQACIOTNKAV.

OIKOVOWIKN Kpion neplopicel Tig duva-
TOTNTEG EMNIAOYWYV, O AVOIKTOG DIAAOYOG
TNG NYECIAG UE TOUG avBpwNoug Tou
opyaviouou ota Béuata nou kabopidouv To NAPSV Kal TO UEA-
Aov Tou, SlapopPWVEl BETIKO KAIa Kal npoUnoBéceig yia va agi-
onoinBouv Ta TAAEVTA TwV avBpwNwv WOoTE va dnuioupynBouy
VEEC NPOONTIKES YIa TO EAMOV. Evac KaAd opyavwuévog Kal
OUVTOVIOPEVOC JIAAOYOG, UMOPEI VA EVAWCEI TOUG avBpwmnoug
Kal va Touc unooTnpi&el va Bpouv Tig SIKEG Toug AUCEIG oTa
dIKA TOug NPORAAKATA, YIa va BYOUV AVAVEWUEVOI KAl ICXUPOTE-
pol, Aol padi ,and pia SUoKoAn cuykupia. ANWGTE, o AvBpw-
Mol 0TOUG opyaviopoug nou JIAAve padi, npoxwpdve kai padi.

*«An organization that talks together walks together» Charles Handy.
Understanding organization

1. Trust & Purpose survey 2011 Burson-Marsteller

2. \iyotepol and évag otoug TPEIG (31%) avBpwnoug eival SECUEUPEVOI GTNV
£PYaoia TOUG NAYKOOMIWG. XTNV NpaypaTkdTNTa, €vag oToug nevie (17%) eival
«anoouvOEdEPEVOG» and TNV epyacia Tou. To eniNedo TNG OECHEUONG NMOIKIANEI
avaloya Pe T YEWYPAPIKA NePIoXA (M.x. 37% otnv Ivdia, 17% otnv Kiva). 2011
Global Engagement Report 2011/Blessing White Research

3. O1 dvBpwnou Bewpouv 6Tl To MO oNPAVTIKO OTOIXEIO YIa TN OECUEUCN TOUG
eival n gpyaocia Toug va eival cuvdedeuévn e €va euputePo okond (Link the
work of the organization to a larger purpose - 60%). Global Engagement Report

2011/Blessing White Research

4. O npwtog AGyoq yia va WeiVEl KAVEIG oTnV gpyacia Tou - kal autd agopd
KA&Be yewypapiki nepioxn - eival «H gpyacia pou. Mou apécel n epyacia
nou KAvw». To OTOIXEI0 autd CUVOUACETAI KAl E TNV EPEUVA VIO TNV KAPIE-
pa n onoia deixvel 611 ol dvBpwnol WAxXvouv NPpWTa pia epyacia pe vonua
A PIa €pyacia Nou va Toug NPOKAAET va yivouv KaAUTEPOI yIa va €NITUXOUV
(meaningful & challenging) npiv agiloAoyricouv Ta UAIKG OQEAN ONwG TIG OIKO-
VOMIKEG anoAaBEég kal Tnv npoonTikA npoaywyng. Global Engagement Report
2011/Blessing White Research

5. Leadership is a conversation Boris Groysberg kai Michael Slind /HBR June 2012
6. CIPD research report Perspectives on leadership in 2012: Implications for HR
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apecoenapuss

Epyaotaxd Ayyog 2Zvpmtopata
kot KatamoAéunon

H (:wr] uag onuepa nsplﬁo’t}\)\smt amd T0 dyxog kat Ty Tiieon. O eMITHUOVES EMOTUAVOLY WG TO dy)OG Lmopet
va aMdEet ) {wi Tov atdpov plikd.

Efval mBavév kdnoiog Adyw Ayxoug va BINCEI cuvalictn-
pata dpvnong, anaiciodo&iag kal nniag Péxpl kal copa-
pNAg KaTdbAIYng. Eniong unopel va kKAovioTel N auTone-
noiBnon Tou, va avanTu&el avnouxieg kal poiec kai va
YIVEI E0WOTPEPNC KAl Va PNV EKPEAZETAl. 2TNV EUPAVI-

on Tou dyxoug cuuBAAoUV NoANOf NAPAYOVTEG NOU UMo-
P&l va eival NpoocwnIKof, OIKOYEVEIOKOI, KOIVWVIKOI KaBwg

KQl EPYACIAKOI.

NOyw TOU 6T N €pyacia Kal To Epyaciaxkd nNePIBAAOV ano-

TeEAOUV yIa TNV NAEIOVOTNTA TWV AvOpWNWY PECO Kal NEDio
npo6dou, Kal eneidn eival éva eidog anddeIEnc piag ave-

NKTIKAG oTadliodpopiag kal kata&iwong, noAoi eivarl autof

nou napouacidlouv dyxog otnv gpyacia. To dyxog autd
odnyd oTny anopuBIon Tou epyAlopEVOU [IE CUVENEID
VA EXEl OPYAVIKEG, MVEUUATIKEG KAI WUXIKEC EKONAWCEIG.

EnnpbobeTa, TERA0TIA apvNTIKA CUVENEIQ £ival KAl N PEIW-

JEvN epyaciakr anddoon.

2TPEZOIONOI NAPATONTEZ I'lA EPTA-
ZOMENOYZ MNMOY AMNAZXONOYNTAI ZE
EMIXEIPHZEIZ H OPTANIZMOYZ

AIGQOPEG AMAYEG OTNV 0pyAvwaon, GTN SoUN Kal 6TOUG

OTOXOUG TNG ENIXEIPNONG, anoTeAoUv NapdyovTeg NEOKAN-

ong dyxoug yia Toug epyalopévous. Mnopel va gpofou-
VTl yIa NIBAvEG apVNTIKES EMIMTWOEIG KAl AUTO VA TOUG
OUOKOAEUEI GTO VA NPOCAPHOCTOUV OTN VEQ KATACTAGN.

MeydAo apvnTikO PpdOAO Naidel Kal N EMNEIYN EVNUEPW-

KONETANTINA XPIZTOY
(Wuxohdyog-
WuxoBepanedipia)

H Kwvoravriva Xpictou
eival Wuxodyog-
WuxoBepaneltpia Kai
€10IKeUETal oTn ZUVBETIKA
WuxoBepaneia, nou
onyaivel 61 ival
eknaideupévn oe dIGQopeg
WYUX0BEPANEUTIKES
NPOCEYYIOEIG Kl TEXVIKES
TIG Oroieg Xpnalonolei
Kard m diGpKela Twv
WYUX0BEPANEUTIKAY
OUVEDPIGV.

“Exel niuxio ot Wuxohoyia

ue akadnyaikn didkpion
(CUM LAUDE) and 1o
Naveniotpio Suffolk
(Boat@vn, HMA) kai
Merantuxiakd otn
WuxoBepaneia and 10
Naveniotmpio Tou Ntéppnu
(AyyAia).
1B10teUEl BiaTnpdvTag
IKG NG ypageio Kai
€XEI EKTEVA Meipa
douleloviag pe EVANKEG
kai naidid. Eniong
NPOCPEPEI UNNPETIES
WG EKNaIdeUTpIa
Kai guvtoviotpia
dlopyavavoviag
OEpIVapIa, KNaIDEUOEIG
Kal BlwpaTikG epyaotipia.

2 UxvA N UNOXPEWON TOU UNAAAAAOU Va UNNPETAGE! N
va NpowBnoel okonoug, UNNPEGCIEG N NPOIdvTa nou Ta
Bewpel E&va n unodeéotepa npog T dIKA Tou dnoyn
kaTanig€Zouv TNV NPOcwnIKOTNTA Tou aTdoU Kal dnpi-
oupyouv SINAPUATA KAl CUVEIDNCIAKES CUYKPOUCEIG.

Eival noAU olvnBeg paivopevo o UNAANAOG va npé-
Mnel va uhonoiNcel N va eniBAéWel anopdoelg Tng dloikn-
ONg, yia TIG ONoieg OV iXE KAV yVWDON MPONYOUUEVWG,
A akopa XelpdTepa dev Tou CNTARBNKE N VU Tou, A
unopel va Biyouv Toug cuVadEAPOUG TOU (M.X. va Npég-
nel va anoAUoel kdnoiov). EEicou of aAayég otnv gpya-
ofa 6nwe n npoaywyn, n unoBdduion, n petdBeon, n
andéiucn, n NPGoANYN oe GAAN €MIXEipnon, ol UNOXPE-
WOEIG TNG VEQG gpyaciag, ol AavBacouéveg enayyeAUo-
TIKEG NPOGCOOKIEG, N avABeSN VEWV KABNKAVTWY Kal N
avAANYPN UMOXPEWCEWY, YIA TIC OMNOIEQ 0 £pYalOUEVOG
Bewpel OTI dev €xel ekNAIdEUTET 1 6TI eival népa and To
OIKO TOU QVTIKEIUEVO €pyaciag, dNPIOUPYOUV QVACTATW-
ON Kal AUENPEVO AYXOG.

H EMeIPN MPOOMTIKWY Kal EUKAIPIWV OEV NPOWBEl T BEN-
Tiwon. O pdAog nou diadpapaTiZel kal N BE0N Mou KATEXE!
0 kdBe gpyalbuevog otov Opyavioud avTikaTonTpidovTal
Kall and Tov OyKO Kail TN QUOKOAIT TG SOUAEIAS TOU aTd-
Jou Kkal €Av Eenepvouv TIC IKAVOTNTES Kal TIC QUVATOTNTEG
TOU, QUTO MPOKAAET aywvia Kal avnouxia.

2TPEZOIONOI NMAPATONTEZ I'lA
IAIQTEZ

ong Twv epyalopévwyv and Tn AieUBuvon, 6rnou yevviETal n aiodn-
on TNG anopdvwaong Kal TN adlagopiag, N UNnoxpewon AEIToUpyi-
Qg UE VEOUQ Kavoviopoug, ol JIaTapayUEVESG OXECEIG METAEU TwvV
€pyalouévay, 0 avTaywviopog, N UNovoueUon Kal ol JIAUAXEG.
‘Oha autd npokaAoUv cUyxuon Kal arnoyonTeuon. EKVEUPICOUY,
avVaoTATWVOUV, KATAGTPEPOUV TN CUVEPYACIa, TN YOAAVN Kal TNV
opydvwon. Aev undpxel NPepia, oUTe CUVADEAPIKOTNTA AAAG
oUTe Kal To aioBnua TNg aANAeyyUNg. Eniong n éMeipn evnpé-
PWONG NPOKAAET Kal DIAPOPETIKA avTiAnyn oTov KABe epyalodue-
VO YIO TOUC okonoUg Kai Tov Tpéno Asitoupyiag Tou Opyavicuou.
‘Etol apxidouv ol NOIKES kal IDEOAOYIKES DIAPOPES KAl N vTUNWoN
NG AdIKNG PETAXEIPIONG.

‘Eva peydho peiov nou avtiyeTwniCouv ol IBIWTEG ival TO yeyovog

6T dev UNAPXEl IcopPONIa avapeoa OTIC ANAITNOEIS TNG EPYACI-
ag Toug — nou €ival Ndpa NOAMEG — Kal oTnv IKavoTNTA va TIg dIa-
XEIPIOTOUV YIa va AeImoupyncouv anoteAecuaTikd. Eniong, kdnote
npénel va avtene&eABouy e eEQVTANTIKG wpdpia. AvTIWeETwNICouUV
TNV aywvia kai 1o dyxog av 6a 1a ByaAouv NéPa OIKOVOUIKA, EAV
Ba €xouv apkeTrA DOUAEIA Kal YEVIKOTEPA €AV Ba «ENIBICOUV» OTN
onpepIvVA Kpion.

‘Exouv 6Aeq TIG €UBUVEG yia va diapnpicouy, va npowdn-

oOouv, va Asrmoupynoouv OAa autd nou o€ AMNeG Enixeipnoeig n

Opyaviopoug Tic poipdlovtal didgopa dtoua PeTa&U Toug.

FENIKOI ZTPEZOIMONOI NAPAIONTEZ

To epyaociakd nepIBEAov kab’ autd unopei va npo&evel euxapi-
otnon 1 dyxog. H aocxnpia Twv XOpwV Kal TWV AVTIKEILEVWV Jrno-
P€l va npokaAel anoctpo®n kal ducpopia. H EkBeon og evoxAn-
TIKOUG (pUGIKOUC NapdyovTeg, 6nwe o BOpuBog, 0 avenapKkng

A unNePBONIKOG TEXVNTOG PWTICUOG, TO KPUO, N (ECTN, Ol OCLEG,
koupddouv Kal avnouxolv. H kakn epyovopia Twv BEcEwy epya-
oiag, Twv opydavwy Kal TwV PINXavay anoTeAolV nnyn eVoxAnoe-
wv. H ékBeon oe KivdUvoug NPokaAel pdRoUG Kal avaopdAeia.

To peTaBaAduEVO wEdPIO EPYACIAC UE CUXVEG ONNAYEG TNC NEPK-
600U epyaciac and NPEPa e VUXTA NPOKAAET DIOTAPAXES UNVou
Kal AMEG OpyaVIKES eKONAWOEIG. To iBlo cupPaiver ue Ta eEavian-
TIKG wPAPIa XwPEIg SIOAEIUATA AAMA Kal TIG CUXVEG UNEPWPIES.

ZYMIMTQMATA

To dyxog NPOEEVel EPAVEIG OpYaVIKEG EKONAWGEIG Kal dIATa-
POXEC TNG CUPNEPIPOPAS. AUTE Ta CUPNTOUATA NEPIAAUBAVOUY
KATAXPNON OIVOMVEUUATWOWY Kal kanvou, Ta ATopa NapoucH-
&douv xapnNAd Babud autoekTiunong, EAEIYN evBOUCIAGHIOU,
PTWXA KivNTEA, KAl CNPEIMVOVTAI ANWAEIEC WEWV EQYACIAG.

Ta dtoua punopel va sivar enippenn o€ epyaTikG atuxnpaTa, va
NapPOUCIACOUY OWHATIKA CULNTWHATA ONWG VA €XOUV CUXVOTE-
pa KeE@AAaAYieg, va CaAifovTal, va €Xouv apTNPIaKh UNEPTAcn,
va ONPIOUPYOUV EAKOG CTOUAXOU Kal YACTPEVTEQIKES OIATAPAXEG.
Eniong n diatapaxn Unvou (va Kolpdtal k&nolog NoAU 1 eAAXIOTO,
A va eival SIGKEKOPUEVOG O Unvog) kal n dlatapaxn dpeEng (va
TPWEI KANOIOG MOAU N va UNV TPWEI) €ival MOAU cUXVO PAIVOUEVO.
Ta ocupnT@uata 6GO NAPAUEVOUV Kal EV QVTIUETWNICOVTAl anOTE-
AeopaTiké odnyouv ce NoAU apvnTIKA anoTEAECUATa ONwS ava-
PEPBNKE Kal TNV apxr Tou dpBpou.

BOHOHTIKEZ YMBOYAEZ

= [EVIKOTEPQ VIa va BonBNoouPE TOUG EQUTOUG AG MPEMEI VO OKE-
@TOUacTE BeTIKG. Eival kaAUTepa va kdvoupe TN doUAeId pag 6co
KAAUTEPQ PNOPOULE YIa va gijacTte Ndvw and dAa KaAd e Tov
€auTd Pag Kal Tn cuveidnon pag. 6a
yvwpiloupe 611 BaAape Ta duvatd Pag
kal Og Ba €xouE aUPIBONEG.

= Na avayvwpicoupe Ta 6pia pag kai va

,TSVlKéTSPOL yava
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un Eepelyoupe and Tn oTaBepdTNTA.

= Enoikodopuntiké eival eniong va diatnpoupe 660 To duvaTtd KAAU-
TEPEC OXECEIG JUE TOUG CUVADEAPOUG [ag Kal €AV eV nopou-

e TéTE va KpaTtdue éoTw Ta TUNIKA. Na
efluaoTe peaNOTEG JIOTI Ol CNIEPIVES EMO-

BOY]G]”]O'OU HS TOUQ SOLDTOI’)Q Hag XEC eival OUOKOAEG. Aev UNoPOUE va

Bpoupe 10 «I0eaTd» GE TETOIOUG KaIPOUG.

J4 J4 rn
Bécoupie dpia kal aToxoug. Edv dev uno- TCPSﬂEl va GKS(PTO H(XO'TS 98’17[1((1. = O1 npoioTapevol Npénel va eival nio eué-

PeiTe va KAVETE NePICCOTERQ, N AV BEV

EMNMTEI KATI 0TA KABAKOVTA Kall OTIC IKAVOTNTEC 0aG VA AETE «OXI»
avTi va avaAapBAveTe KOBrikovTa Kal va unv Ta ByAdeTe €1¢ népag,
AuTd eival XeIpdTEPO.

= BonBd va dnuioupynooupe éva nepIBAAOV NOU VA Jag ApECE!
kal va pag RByddel BeTikdTNTa (N.X. UNopoUue va BAAOUUE PWTO-
YPAQIES N NIVAKES, A va €XOUE anaAr UOUGIKN €4V TO ENITPENEI N
epyaoia pag). Kaid eival va eijuacTe Tunikoi ota wpdpid Jag via va

AIKTOI Kal va npowBouv TNV NpwToRou-
Nia €1o1 6a anAonoinBei kar n dikr Toug B€on. Na pnv Eexvouy o
kANoTe ATAV KAl QUTO! UPICTAUEVOL.
= TO Npoownikd Tou Opyaviouou PUnopel va avTiueTwnidel kabnue-
pIva nieon kai dyxog, we €K ToUToU eival ENOIKOOOUNTIKO va Aau-
Bdvouv ol epyalbuevol TN MNPENOUCA OTARIEN GTNV WPA TNG avd-
YKNG TOUG, KB Kal va TOUG NAPEXOVTAl NEQAITEQW BIWUATIKG
oepvépla kal eknaideUcEIC.



AvTtidoTo otnV Kpioh To
TVOTHHA OLAEIPLONG TOLOTITAG

Détog aupminpdvovtar 25 ypdvia amd Ty Y1eion Kat vioBétrar tov Stebvotg mpoTvmov yia T Swayeipion
g motdthTag ISO 9001. Me Béon ta atoryeia tov Aebvotvg Opyaviouov Tomomoinong ISO (International
Organization for Standardization) TEPAY TOV £VOG EKATOUUVPIOV ETIXELPHTELG TTAYKOOUIWG EIVAL IO TOTIOUEVES
ue to TpdTvTo ISO 9001. Teyovdg mov kabiotd To TpdTLTo AVTO (0WG TO TILO EPAPUOTIUO TTOV KOTHO.

TI EINAI OMQZXZ TO ISO 9001 KAI NQx
MIOPEI NA BOHOGHZEI MIA ENIXEIPH-
2H EIAIKOTEPA ZTIZ AYZKOAEZ AYTEZ
MEPEZ;

To ISO 9001 eival éva diebvég npdTuno via Tn dlaxeipion

NG noiétnTac. Kataypdpel Tov 100 e TOV OMoio N M- AHMHTPHZ
< < Ypoo P Y BAPZAKAKOX

Enikeganig EniBewpnrrig
Kunpiakn Etaipeia
Motonoinong

Xelpnon pnopei va epapudoel Eva cUoTNAa JIOXEIRIoNG
NG NoldTNTAG, UE BAcikd OTOXO va IKAVOMOINGCE! TIG anal-
TACEIG TwV NEAATWV TNG. KABe enixeipnon/opyavioog
nou epapuolel éva cuoTnua dlaxeipiong NoldTNTAg, KAAEI-
TAI VO TEKUNPIWVEI ECWTEPIKEG DIAdIKACIEG, va dlaTNEEl KATAAN-
O Qpxeia Kal va AEITOUPVET [JE CUYKEKPIUEVOUG KAVOVIGHIOUG NMou
npPodyouv TNV cuvexn ReATtiwon TNC.

Mnopei va e@appoacTei and OAEG TIG ENIXEIPACEIG/0PYaAVICUOUG
aveEapTATwe Topéa dpacTnEIGTNTAG Kal JeyéBoug, TOCO OTO
Anpdoio 600 Kal oTov IBIWTIKG Touéa, cupBAAovTag €ToI OTN
ouvexn BeATIwoN TwV UNNPECIWY Kal TwV NPOIGVTWY Nou npo-
OPEPOUV.

H epappoyn evdc cuotiuaTog diaxeipiong noidTNTag yivetar and
€EEIDIKEUPIEVOUG OUUPBOUAEUTIKOUG oikoug. H a&loAdynon kai n
nioTonoinon Tou cuoTApaTog dlevepyeital and aveEdpTnToug dia-
nICTEUPEVOUG POpEic nicTornoinong. OuciacTIkG anoTeAEl éva KaAd
€pyaleio opydvwong Kal EAEyxou oTa
Xxépla Tng Aioiknong piag eTaipeiag
JEe BGon TIG ApXEQ TNG NoIGTNTAC.

BriuaTa yia Tnv epapuoyn evog nicto-
noINPEVOU CUCTAUATOG BIOXEIPI-

ong noiéTNTag e Bdon 1o NPdTUNo
ISO 9001 €ival, n Tekunpiwon Tou,

N eKNAIEUCN TOU NPOCWNIKOU OTO
oUoTnua, N epapuoyn Kal Asiroupyia
TOU CUCTAKATOG YIa €va Xpoviko dIAcTNA yUpw oToug 3 UAVEG.
TéMog dievepyeital eniBewpnon yia a§loAdynon Tou and ave&dp-

TNTO JIANICTEUPEVO OPYaVICUO MICTONOINONG E OTOXO TNV MICTOMOI

non Tou. MeTd TNV apxIikn agloAdynon Kal moTonoincn, XopnyeiTal

TO OXETIKO MIoTONOINTIKO TO 0Moio €xel IoxU 3 xpobvia. To
ouoTnua eniBewpeiTal and Tov aveEJPTNTo Popéa Wia
@opa KABE xpoVO.

O1 anaImoeig Tou NEOTUMNOoU €ival XWPICUEVEG OE 5
KEPAAQIO Kal MEPIYPAPOUY TNV UMOXPEWTIKA TEKUNPI-
won Tou npoturnou, Tig euBUveg NG Aloiknong Ge pia
eTaipeia, TNV diaxeipion Twv NdPWV TNG, TNV UAOMOINGN
TOU MPOIGVTOG 1 TNG UNNPECIAC TNG KAl TIG ANAITACEIG
yIa HETPNOoN, avAAucn Kai BEATIWON TOU GUGTAIATOG
dlaxeipiong TNG NoIGTNTAG OE Wia eTalpEia.

2 € éva anoTeAeoUaTIKA EQapPolOeVO cuoTnua dIaxeipiong noid-
TNTag oUppwva Pe To ISO 9001, OAeC o1 AeIToupyieg TN ENIXeipn-
ong AEYXOVTal KAl Opyav@vovTal Pe BAon To cUoTnua dIaxeipiong
noldTnTac.

AYNATA ZHMEIA TON AMNAITHZEQN TOY MPO-
TYNOY ISO 9001 EINAI:

= “YNapén PETPACIWY OTOXWY NOIGTNTAG OTIG AEITOURYIES TNG £TAK
piag.
m YNOXPEWTIKN PETPNON KAl avAAUCN CNUAVTIKWV JIEQYACIWY TOU
OUCTAPATOCG NOIBTNTAG, YEYOVOG NMou BonBd Tnv eTaIpEia va BeA-
TIOVETAL.

u YNOXPEWTIKA TEKUNPIWUEVEG ECW-

"Ovo1a0TIKG, 1) TLOTOTTOIN T EVOG  Tepiés diadikaoies mou cupBMouy
S1e@votg poTvmov, amoTehel évar
Kalo epyadeio opydvwong kat
e}\éyxov ota Xépta g Atoiknong
uiag etaupeiag pe Bo’wq TIG APYES

, ¥
THG TOLOTTAG.

oTnV ENAVAANYILGTNTA, OTN OWOTA
EKNAIdEUON TOU NPOCWMIKOU KAl OTN
orabeponoinon TG NoIOTNTAC TWV
NAPEXOUEVWY MPOIOGVTWY Kal UnnNPE-
OlOV.

= YNOXPEWTIKA apXeia nou anoTeAolv
anodei€eIg cuPPGEPWOoNG TWV Anaiti-
OEWV MoIOTNTAG.

m Aéopeuon Tne Aloiknong oTnv pap-
oyn Tou cucThuatog Alaxeipiong Tng NoIdTNTAG.

= ZUUPOPPWON JE TIG VOUIKESG ANAITAGCEIG.

= KaBopiopéveg eubUveg Kal appodIoTNTEG TOU MEOCWIKOU.

u KQTAAMNAN E0WTEPIKA ENIKOIVWVIA JETAEU TOU MPOCWNIKOU.

u ANIOTEAECUATIKA EMIKOIVWVIO JE TOUG MEAJTEC.

» [1pOYPAUUATIONEVES CUVAVTACEIC TNG AIOIKNONG JE UNOXPEWTIKA
nuepnola dIATagn.

» YUYKEKPIUEVOUG KAVOVER YIa TO OXEQIACHO VEWV MPOIGVTWY KAl
UMNPECIWV.

» EKNaIOEUPEVO NPocwniKG OTIC ANAITNOEIC TWY NAPAYOUEVWY
NPEOIGVTWY KAl UMNPECIWV.

» ‘EAeyxo Twv npounBeutwyv Kal unepyoAdBwyY TNG ETAIRIOG.

» APXEIQ MOIOTIKOU EAEYXOU TWV MPOIOVTWY KAl UNMNPECIWV.

= YNOXPEWTIKA napakoAoUBnon kal avéAuon TN Ikavonoinong
TWV NEAQTWY TOU.

» EcwTepIKO €Aeyx0 TOU cuoTAPATOG JIAXEIDIONG TNG MOIGTNTAC.

= Kataypapn kai a§ioAdynon Twv «mpoBANUdTwyY» TOU GUCTAUC-
TOG HE TN ANWN TwV JI0PBWTIKWY EVEQYEIDV Kal TNV EEAAEIUN TwV
amwV TV NEORANPATWY.

» JUVEXNG BEATIWON TNG ANOTEAECHATIKOTNTAG TWV AEITOUPYIWY TNG
€TAIPEIOG.

Mia and 1ig Baoikée aduvapieg nou  kataAoyidouv 610 NEATUNO
auTtd eival N dNUIOUPYIO YPAPEIOKPATIKWY JIAdIKAGCIWY, Mou OUOTU-
XWG AUTEG ol aduvapieg dev Nnyddouv and 1o NPGTUNo aAAd and

TNV KaKN EGAPPOYN TWV ANAITNOEWY TOU.

Mia enixeipnon pnopei va epapudoel To cuoTnua JIaXEipIoNg TNG
noIGTNTAC, TEKUNPIWVOVTAG MOVO €va UIKpO apiBud diadikaoiwbv
kal apxeiwv. To NPGTUNO eival apkeTd EUENKTO Kal UNopEel va Bon-
Brioel pia enixeipnon va yivel nio anoteAecuaTikA.

Mepikd o@EAN and Tnv Epapuoyn ToU cuoTAPATOC DIAXEIPI-
ong nolotnTag, eivar n kata&iwon Kal avayvwpion TNG ETAIPEING
TG00 OTN XWPA NoU OPAGTNPIONOIEITAI OO0 Kal OTO EEWTERIKD,
N BeATILWoN Twv NAPEXOUEVWY NPOIOVTWY Kal UNNPECIWV TNC, N
au&non TNG IKavonoinong Twv NEAATWY TNG, KAl N anodoTIKOTE-
pn AsIToupyia Twv ecwTePIK®Y diadikacliwy. Eniong ol nicTonol-
NUEVEC EMIXEIPAOCEIC EXOUV TO MAEOVEKTNIA TNG CUMETOXNG OE
dlaywviououg Tou dnpociou, 0TOUG OMoioug anaiTeiTal N KAToxn
TOU OXETIKOU MIGTOMOINTIKOU.

2TIC HEPEC WAG N CWOTH EQApUoy £vOG NIGTOMOINKEVOU
oucTApaTog diaxeipiong TNG NoldéTNTAG, BACICUEVOU OTIQ
apxég Tou npoTunou ISO 9001, cupBdAel kKaBopIoTIKA oTN BeA-
Tiwon TNG 0IKOVOUIKAG anddoong Wiag enixeipnong eAAxIOTo-
noIVTAG TNV onNatdAn népwv Kal NpocbeTovtag a&ia otnv
enixeipnon.




It is Time for HR Innovation

At times of economic turbulence we are all witnessing the socioeconomic landscape changing shape and

form and we all find ourselves wondering what should be our business or personal positioning,
When everything around us is changing, the sure thing is that we are forced to change as well.
How we manage the current environment, how we adapt to change and how we plan for the future

will determine our sustainability and success.

CURRENT SITUATION

The current situation of the Human Resources arena
consists mainly of layoffs, salary cuts, redundancies,
reduced working hours, adjustment of employee
benefits such as lower employer contributions to
provident funds and other measures to account

for business survival. While such measures are
characterizing recent times, employees are feeling more
insecure than ever about their jobs. Employee morale is
very low, and while copying with the unemployment of
family and friends, and managing financial difficulties,
stress is becoming the number one health threat in our
businesses today.

TIME FOR INNOVATION

The best way to manage the current situation is to take
drastic measures towards innovation. The Human
Resources function in Cyprus has never been in such
a critical position to take action and support top
management and the Cypriot workforce. Now, it is the
time for new Human Resource practices and policies
to be introduced and implemented within organizations
for more improved results. All HR professionals are
now called to do things differently and innovate

within their job scope to set fresh goals and develop new HR
strategies that will bring positive change among their people

and businesses.

6 STEPS TOWARDS HR INNOVATION
1) See the Opportunities at Hand

ELENI
DEMOSTHENOUS
Eleni Demosthenous is a
Human Capital Consultant
and an Executive Coach
and the Director of The
Advance Institute, Ltd.
Eleni’s educational back-
ground is in Industrial/Or-
ganizational Psychology.
Eleni has been managing,
advising, consulting and
coaching companies and
individuals on their or-
ganizational and personal
capabilities both locally
and internationally in the
last 10 years. Eleni’s
professional experience
spreads in holding various
positions in management,
human resources and
advisory while living and
working in the United
States for a decade and
continued when returning
to Cyprus in 2009.

2) Concentrate on Producing Measurable
Results

When introducing innovation in your organization
make sure that you set measurable objectives that can
measure the end result and the return of the business
investment. Measurable objectives may require for
the business to develop and implement the systems
to monitor progress, performance and measure

the result. Such systems could be the innovation a
business needs to bring long term positive results.
With the availability of information over time, a
business can make more informed decisions about its
next steps and avoid a vulnerable position of facing a
crashed local market.

3) Align Performance Goals with Business Goals
Studies have shown that employees conduct their
duties and responsibilities within the scope of their job
without being aware of the overall business objectives
of the company they work for. A lot could be done to
innovate in this area and produce desirable results. For
starters, HR professionals can ensure the alignment

of performance and business goals by effectively
communicating both. Every employee is an integral

piece of the organizational puzzle. The vision of the organization
and its strategy must be clear and reflected in the daily activities of

every employee. Use your creativity to succeed in this effort.

4) Pay Attention to Your Talent
In every company the sum of their people hold immense talent.

In every crisis there is always opportunity. Human Resources
professionals could take a whole new positioning within their
organizations and become the driving force of change. It is time
for new dynamic HR initiatives, more effective HR strategies,
and reengineering the traditional workplace. With the constant
evolution of new technologies so much more is possible. For
example, businesses could promote work from home and

more flexible working hours, especially for young parents. Such
measure could enhance dedication and increase productivity,
while saving energy and space. Let’s look for the opportunities,
explore and test new things and reassess. Remember that there is
no failure, but only feedback.

The people’s individual unique talents may be utilized in the
purpose of their position but in many cases they are not. This
step calls for innovation in Talent Management. Make talent
management a business priority. Your employee’s talent pool is
your competitive advantage that can produce sustainable results.
Pay attention and innovate in Talent Management. Keeping your
talent motivated and engaged in your business, it will enhance
creativity and foster business innovation.

5) Invest in your Top Performers
Innovate and further invest in your top performers. Do not neglect
your top performers because even at challenging times they

are exceeding performance expectations. Invest in your top
performers and provide them with more tools and support to
grow. Your top performers could be the
reason you are either surviving or thriving
in the current environment. Reward
them with incentives and offer to further
develop their technical and soft skills,
through training and coaching. Making
your top performers more equipped
could be your HR innovation!

Assistance Programs, which may include a day care program
for children, counseling support for employees, and a gym
membership to name a few. Such programs

"Studies have ShOWD that increase employee satisfaction, retention,

1 d h . and as a result enhance productivity since
emp Oyees conduct their employees are feeling supported based on

duties and responsibihtjes their personal needs. A new HR innovation

1. . could be the appearance of EAP’s, which
WlthlIl the SCOP ¢ Ofthell' can be outsourced and made easily

job without being aware of feasiole.

. . The above six steps are a few possible
the overall business objec- Ve S Sieps arg a few possbie
ideas for HR innovation. In today’s business

tives Of the company they restructuring, HR professionals and decision
; Wi OI'k fOI’." makers can seize the (?pportunity t.o byild
Employee Assistance Programs better and more sustainable organizations
are either non-existent, are not that will thrive and become employers of
communicated, promoted nor utilized by employees. Companies choice. We must all work together to raise the standards of HR

in Europe and in the USA are known for their Employee practices and make our people a business priority.

6) Establish Employee Assistance
Programs
It has been observed that in Cyprus,



[ooTikég Ymnpeoieg
epapudlovrag Awdv [pdtuna

Méoa ot éva k)ipa Ty kOapiLag okovoptkig aotabetag, ) ToTHTAa Kat 01 1 0WO'TH EQAPUOYH| TWY TPOTVTIWY
amoTeoy To KAeWd! ameykAwPLopod amd Ty kplom. Apepa, Tepiocdtepo and kabe dy popd, vIapxeL LoV
amaitn o yia IpOTLTA TOL vnocrr]p[(:ovv KaA£g TPAKTIKEG TIPOG écpskog TWV KATAVANWTWOV
KAl TWY ETLYELPHTEWY.

YUupwva pe Tov MNaykoouio Opyavioud Eunopiou (WTO),

Ol UNNPECIEC anoTeAOUV TN PEYTAUTEQN KAl TNV Mo SUVAUIKA

OUVIOTWOA TNG OIKOVOUIAG TWV AVEMTUYMEVWY KAl TwV Und

avanTuén xwpwv. KatahapBdavouv 1a 2/3 Tou MNaykoouiou !

AkaBdpioTou Eyxwpiou Mpoidvrog (GDP), kal cupBdAouv

TA PEYICTA OTNV Napaywyn nEoiovTwy. r I|
i

AvayvwpilovTag Tn onUacia nou éxel N eAeUBepn diakivn-
ON UNNPECIWV YIa TNV NMaykOouIa ayopd Kal oIkovopia Kal
TNV ENEILPATIKA, PEXPI NPOTIVOG, Napoucia NpoTUnwy Nou
va BETouV eviaieC ANAIMOEIG YIa TIG UNNPECIES, 0 AIEBVAQ

Sy
MAPIAENAZ NIKOAAOY  EMITEUXOET N eEoikovONoN VEPOU Kall NMWG EAEYXOVTAI Ol
H ka MapiAéva NikoAdou Unnpgoi&q ﬂopoxhq VgpoU'
epyaceral wg Aeimoupyog

Aioiknong Kal AieBvav . A i i
Ixéoewv oovKunpiaké Ikavonoinon MeAatwy — KateuBuvtnplieg odnyi-

KateuBuvtripliec odnyieg yia Tn dlaxeipion Twv PopE-
wv ndalou vepou kal TNV agloAdynon Twv Napexoue-
VWV UNNpeciwv Ndoiuou vepou (Activities relating to
drinking water and wastewater services - Guidelines
for the management of drinking water utilities and

for the assessment of drinking water services).
MNepIAauBAVEl KATEUBUVTIAPIEC YPAUMES YIa TO NWS Ba

= ISO 10002: 2004 Aiaxeipion MoibétnTag —

Opyavioude Tunonoinong (ISO), édwoe Ta TEAeUTaia xpdvia  Opyavioud Tunonainans ¢ v Fiaxefpion napandvwy (Quality management

peyAAn BapuTnTa oTnv eKNOVNON NMPOTUNWY CTOV TOUED TWV
unnpeoiwv. Mepimou 700 and Ta 19000 npdTuna Ta onoia
€xel ekdwoel 0 ISO, cuvdéovTal AUESA |IE TIC UNNPECIEG.

Ta oéAn and TéTolou €idoug NpdTUNa €xouv BETIKG avTIKTUMNO
TOOO OTOUC KATAVAAWTES GO0 KAl OTIG ENIXEIPACEIC: O KATAVOAW-
T€G au&dvouyv Tnv UnioTocUvVN TOUG MEOG TIG UNNEECIEG NMOU TOUG
npoopgpovtal. Ocov apopd TNV eNIXeipnon, N NPOcPoEd NoIOT-
KWV UNNPECIWY 6a NPOOdWOE! GE AUTAYV CNPIAVTIKO avTaywVIOTIKO
NMAEOVEKTNWA EVaVTI TWV UNoAoMwv: noidTnTa, XaunAGTERA KOGTN/
€&olkovopnon xpbvou. H Tunonoinon unnpeaiwy UNopel va enn-
PEAOEI YEVIKOTEPA TNV Ayopd apou evBappUVel TOV UyIN avTayw-
VIOUO, NpooTaTelel Ta JIKAIWPATA TWV KATAVOAWTWY Kal CUUBAAEI

OTNV OIKOVOUIKA avAnTugn Kai TExvoAoyIkr avaBdabuion piag Xwpag.

Micw and k&Be npdTuno, undpxel pia avaykn. O Aiebvng
Opyaviouoég Tunonoinong, paBaivovtag and 1o napehdév Kai KTico-
VTAG YIa TO UENOV, MPOXWEET TN dNpIoUEYia MPOTUNwWY nou augd-
VOUV TNV MOIOTIKA NPocpopd unnpecidv. Ta AieBvri npdTuna KaTa-
yivovTal pe dlapdpou TUNOU UNNPECIEG 0 NOAOUG Kal DIApOPETI-
KoUG TOMEIG WS 0 OTOXOC €ival KOIVOG: N IKAVOMONGCN TwWV ava-
YKV KAl TWV anaimoewy Twv NoAITwy. Na napddelyua, undpxouv
nEATUNA YIA: UNNPECIEQ EEUNNEETNONG KATAVAAWTWY, OIAXEIPIONS
napanévwy NEAATWY, UNNPeaieg eEoikovoNoNg vepou, EKNAIOEU-
TIKEC UNNPECIEC, TOUPIOTIKES UNNPEOCIEG, XPNIATOOIKOVOUIKES UMN-
PECIEG KAl AMEG.

Ta npéTuna Ta cuvavtdue naviou. Xy kabnuepivA pag {wn, Xpn-
OIOMOIOULE CUVEXWG NEATUNA NoU OXeTICoVTal E UNNEECIES, TA
onoia EUKOAUVOUV TNV KaBNUEPIVOTNTA pag. EVOEIKTIKA va avaé-
oW MEPIKA and autd:

n ISO 14452: 2012 AiadikTuakeG unnpeoieg MAnpwuwy (Network
service billing) Ano@eUyetal n GUyXuon TwV KATAVAAWTWY avapo-
PIKA UE TOUG AoyapIacpoug, TO MANPWTED NOCO, TNV KATAPETENGN
NG KaTavaAwong K.a.

= ISO 12812: Ynnpeoieg nAnpwpwv Péow KivnTwv (Mobile
Financial Services) MpoopEPeTal NAEKTPOVIKN MANPWUN Aoyapia-
OMWV PECW KIVNTOU TNAEPWVOU.

n ISO 24512: 2007 ApacTnPIOTNTEG NOU OXETICOVTAI [IE NAPE-
XOUEVEG UNNPETiEC NOGILOU VEPOU Kal UdATIKWY anoBAATwY —

(CYS)

- Customer satisfaction - Guidelines for complaints
handling in organizations). Aivel odnyieq yia TG diad-
kaoieg dlaxeipiong Nnapandvwy Kal Nwe AuTég epapudlovTal yia va
ENITEUXBET N IKAVONoINoN TWV NEAATWV.

= ISO 29990: 2010 Ynnpeoieg uddbnong yia Tnv &Tunn eknaidgu-
on Kal KatdpTion — BAoIKEC aNAITNGEIG YIa TOUG NAPOXEIC unn-
peolwv (Learning services for non-formal education and training
-Basic requirements for service providers). MepiAauBdvel kateu-
BUVTAPIEC YPAUUES NPOG EKNAIDEUTEG YIA TO NWCS VA dNUIoUPYN-
OOUV €Va POVTEAO MOIOTIKAG EKNAIBEUONG, NWG VA HETAdWOOUV
KOAUTEQQ TN YVWOON avayvwpiovTag TauTdXpova TIG AVAYKEQ
TNC ETAIPEIOC KAl TWV NEAQTWV.

» ISO 24803: 2007 KataduTikég Ynnpeoiec Avayuxng —
Anarroelg yia MNapoxeic KaraduTtikwyv YINPeoIbv Avapuxng
(Recreational diving services - Requirements for recreational
scuba diving service providers). Aivel KaTEUBUVTAPIES YPAUWES VIO
KOAEC MPAKTIKES OTIC AKOAOUBEG KATNYOPIEG: a) EKNaidEUONG AUTO-
QUTWV cUPPWVA JE TO MOTOMOINPEVO NPOYPAMUA EKNAIDEUCNG
Opyaviopou and Tov onoio €xel eEouciodoTnBel, B) opyavwpevng 1
kaBodnyoupevng katdduong, EVOIKIAoNG Kal ) CUVTARPNONG/KATO-
duTikou e€onAiopoU.

= ISO 18513: 2003 ToupIoTIKEG YNNPEDIEG — ZEVOOOXEIAKES OVA-
Oeg kal GAMoU TUNOU TOUPIOTIKA KaTaAuuaTa (Tourism services -
Hotels and other types of tourism accommodation). MNepiAapBdavel
UNNPEGIEC MOU MNPOCPEPOVTAl GE EEVODOXEIQ Kal AN TOUPICTIKA
KaTaAUPaTa.

O Aigbvric Opyaviopédg Tunonoinong (ISO) eival o appéddiog
Opyavicpo6g yia Tnv ekndvnon Twv AIEBV@VY NEoTUNWY. 2TO CUYKE-
KpIuévo Opyavioud CUPETEXOUV €BVIKOI popEic Tunonoinong

and dIAPoPES XWPES Naykooping. O Kunpiakdg Opyaviopog
Tunonoinong (CYS), eival 0 eBvikOG popéag Tunonoinong TG
Kunpou. Qc nAnpeg péhog Tou I1SO, o CYS éxel Tnv eukaipia va
OUUIETEXEI 1 va NaPAKOAOUBES €iTe e AeiroupyoUg Tou EfTe Ue
AvTinpocwnoug and 1o dnUocIo Kal IBIWTIKO TOWEQ, TIG CUVAVTAGCEIQ
TV AIEBVWV TexviKOV Enmpony nou eknovouy 1 avabewpouv Ta
Aigbvn npdTUna. EninAéoy, éxel Tn duvatdTNTa I0OTING CUMUETO-
XNG OTNV EKNGVNON TWV MPOTUMNWY, GTNV UNOBOAN NaPATNPENCEWY N
KaTdBeon oxoAiwv eni Twv NPocxediwv Twv AIEBVGOV NEoTUNWY Kal
CUMETEXEI oTN BIAadIKAGIa YNPOPOPIAG e OTABUIOPEVN WNPO.

Mnyn: Alebvng Opyavioudg Tunonoinong 1ISO
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AZloAoynoTe TIC
IKOVOTNTEC TOU

MPOCWMIKOU pe To
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Computer Driving
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Kal 0€€10TATWV OTN
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YroAoyiotwv (H/Y)
nMayKoopiwc!
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UTTAAANAWV.

/nmote anodeitelg yia

TIC YVWOELC TOU TIPOOWTTIKOU
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T0 KOOTOG eKmaideuang Kat
auénote mv napaywylkotmta
mg¢ enyxeipnong oag.
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O lOL%O PETIKOTY

TAG UEOW TNG

epLeKTIKNG Hyeotag

Agv apxelva Géﬁscrou ™ <<Sla<pop£m<émm>> . To onpavTiko etvat vo iy aflomoleic owoTd.

Eival yeyovog 611 To avBpwnivo SUVANIKO TwV OpYAVICUWY
OAUEPA XapaKTNpICeTal €vTova anod To oToIXeio TNG dia-
@opeTIkdTNTAG. O opyavicpol MAéov anapTidovtal and éva
NMoAUCUVBETO peiypa avBpwnwy e NoAUpopgia TOCo o
ONUOYPAPIKA XAPAKTNPIOTIKA 6CO KAl 0 HPOUG YVWOEWY,
SEEIOTATWY, EUMNEINILV KAl KOIVWVIKOU UNoBdbpou.

H evioxuon kar agonoinon Tng dIaPoPETIKOTNTAC CUYKA-
TOAEYETAI AVAUECA OTIG OTPATNYIKEG MPOTEPAIOTNTEG TNG
dlaxeipiong avBpwnivou duvVAUIKoU MOAWY LEYAAWY Ni-
XEIPNCEWY, KaBWQ eival MAEOV ENICTNIOVIKA KAl MOAKTIKA
anodedeVUEVO OTI €va EUNAOUTIOUEVO [EIYUA TOAEVTWY,
IKAVOTATWV KAl EUNEIRIV EMPEPEI KAAUTEPEC AUCEIG Kal
anoTEAECUATA Yia TNV eMixeipnon. EmnpooBeTa, euvoei kal
NEOWBE! TN dNPIOUPYIKOTNTA KAl TNV KAIVOTOWIC, OTOIXEIO
anapaiTnTa yia TNV avTaywvIoTIKOTNTA TWV OPYAVICHWV 191
aitepa o éva aBéPRaio olkovopuikd NePIBAAOV NAPATETO-

»

ZAXAPIAL INANNOY
0 Zaxapiag lwdvvou eival
Enikepang Ynnpeaiav
AvBpwnivou Auvapikou
g Ernst & Young Cyprus
Ltd. Eivar kdroxog nruxiou
OIkovopIKaV ( BSc) kal
UETANTUXIOK@V oTn TEVIKA
Aioiknon (MIM ) kai
Aioiknon AvBp@nivou
Auvapikot (MA HRM).
Eivar péhog Tou Chartered
Institute of Personnel
and Development Tou
Hvwpévou Baaikeiou ka
Tou Kunpiakou Zuvdéopou
MigUBuvong AvBpanivou

piouata Tou KABE PEAOUC TNG OPAdAG TOUG TO OMoio
Ba Touc BonBNoEl va KTICOUV CWOTEC Kal DIOPKEIC OXE-
OEIG JE TOUG avBPWNOUG TOUG KAl VA DIEKMEPAIWMCOUY
ANOTEAECUATIKA TOV AKPWG CNUAVTIKO UMO TIG EMOXEG
HyeTikd Toug poéAo.

MO ZYITKEKPIMENA, ENAZ
MEPIEKTIKOXZ HFETHZ ©A MNPENEI :

= Na o€BeTal To k&Be pérog TG opddag Tou aveEapTn-
TWC SIAPOPWY OTO KOIVWVIKO GTUA Kal unépadpo

= Na avridauBdaveral 611 n olvBeon ouddwy Le dIapo-
PETIKOUC avBpwnoug unopei va npocbeacel a&ia otnv
gnixeipnon

= Na enididkel va PAENeI Ta npdyuaTa Kail and AAn
onTiKA ywvia, n onoia mBavév va divel KAAUTEPEG
AJoEIQ

» Na napoTpUVEl TNV GUPLETOXNA Kal TNV €kppacn dia-

Auvapikou.

pévng Ugpeong.

H a&ionoinon Tng dIaMOPETIKOTNTAG OTOV ENAYYEAUATIKO XWPO
NPEOUNOBETEI apevdc TNV UNAPEN TwWV KATAANAWY UNXAVICUWY —
KOUATOUPAC YIa va TNV OTNPIEEI Kal aPETEPOU avBPWNOUG [IE NyeE-
TIKG pOAO, oI onofol Ba TNV aglonoINcouY CwWoTA WOTE VA AMOKOWI-
OO0UV TO PEYIOTO OPENOC and TA MAEOVEKTAUATA TNG.

H MepiexTikn Hyeoia, (Inclusive Leadership) eivar pia pébodog
e@apuoynce kal aglonoinong Tng dIaPOPETIKOTNTAC TOU avOpwni-
vou duvapikoU oTnv Npdén kal Baci¢eTal Kupiwg otnv GIAocopia
TNG cupnePIANYNG Kal TN evEQYoUS AVAUEIENS KAl CUUIIETOXNG
OAwV oTa OPWLEVA TOU OpYavIoUoU.

H AZKHZH THZ MEPIEKTIKHZ HIEZIAZ MPOY-
MOOGETEI AYO BAZIKEXZ NMAPAMETPOYZ:
MpwTov, Tnv katavénon TG onuaciag va BAENEIQ Ta NpdyuaTa Kal
and JIAPOPETIKN OMTIKN ywvia oTny AN Twv ano@dacewy, oTnv
eniluon evog MPoRANuaTog, oTnv dIEUBETNON VO BEUATOG Kal

o€ AN\ eniIxelpNolakd B€uata. AUt EMITUYXAVETAI KUPIWS 6Tav ol
aokouvTeg Hyeaia, ave&apTnTtwg TiTAOU, gival avoIkTol Kal OEKTIKOT
o€ 10€€g, evBappuvouy eionyAcelg and dAoug Kal npondvtwy eival
dlaTebelpévol va akohouBroouy dlaPopeTikd NAdGvo dpdong, and
auTd nou ixav unéwn Toug, av autd eEUNNPETEl KAAUTEPA TOUG
0oTGX0UG TOU 0pYyaviouoU Toug.

To deUTePO Kal eEicou onuavTIkG, a@opd TN BEANCN va KaTavon-
OOV TIG AVAYKEG, Ta KIVNTPA KAl TA JOVADIKA XOPAKTNPICTIKA YVw-

(POPETIKWV IOEWV

= Na avridapBaveTal €ykaipa NEORANUATA TNG dIAPOPE-
TIKOTNTAG Kal va Ta ENIAUEI IE OUCIACTIKS TPOMO
= Na auqioBnTei unoBéceig kal oxdNIa TRITwY, BACICUEVA KUPIWG
O€ NPOKATAANYN Kal oTEPEGTUNA Ta ornoia NAATTOUV TNV NoldTNTA
TWV AnoPAcEwWY ToU
= Na avayvwpidel MoIeC EVEQVYEIEC N CUUNEPIPOPES ToU MIBavov va
anokAeiouv a&ibhoya dtopa and dIadIKAoIES, ANOPACEIC K.Q
= Na avaBETel onPavTIKES Epyacieq / euBUVEQ Kal va divel eukalpi
€G 0 GAOUG WOTE va CUPRAAEI TNV MNPOCWIIKA TOUG avAanTuén
= Na dlaxwpiCel TNV andédoon epyaciag kal Ty enayyeAuaTkni a&ia
TWV avBpwNwy Tou and TO KOIVWVIKO TOUG OTUA
» N ENIKOIVWVET AVOIKTA Kal EINKPIVG IE OAOUG AVAPOPIKA JE TIG
dUVATOTNTEC KAl TOUG TOUEIG BEATIwONG Toug
= Na npocappdlel TNV ENIKOIVWVIAKA TOU MPOCEYYIoN avAAOYa JE
T XAPAKTNPIOTIKA TOU KABE EAOUG TNG opddag
= Na eival avolktég, SeKTIKOG Kal va diatnpei BeTIkrA otdon

Ynod 1a SUCXEPN OIKOVOUIKG CNUEPIVA OEQOUEVA Kal TNV MPoond-
B€e1a Nou KAVOUV 01 ENIXEIPNOEIG va JIAPUAAEoUV Tn Biwciudtnta
Kal va BEATIOCOUV TNV AVTAYWVICTIKOTNTA TOUG N NEPIEKTIKA Hygoia
anoTeAEl pia enITuxn NEAKTIKA dIaXeipiIong avBpwnwy, apou CUp-
BdAel otnv NArApN cuvelopopd kal aglonoinon GAOU Tou EUYUXoU
duvapikoU. Anpioupyei eniong kal avanTtiooel éva aiobnua onpa-
VTIKOTNTAC Kal a&fag oto k&Be dTouo, KaBWe EUNPAKTA TOU NMapa-
XWPEEl Mo evepyd POAO Kal MIO OUCIACTIKA CUMIETOXNA OTA TEKTAIVO-
MEVA TOU opyaviopoU Tou BEATIVOVTAC Tn OECEUCN KAl APOOoiw-
on oToug oTdXouC auTouc.

The redundancy process:

Why empathy goes a long way

Why do your employees suddenly lose trust when youe going through organisational changes?
They've watched time and time again as you go through the same old redundancy process, following the
letter of the law; accommodating personal circumstances when possible, and treating people well in difficult

times. But when their time comes, there are inevitable feelings of cynicism, doubt and suspicion.
Suddenly they want detailed explanations of every minor point in writing, and they want to know the
comparison of what you said and what the law says.

ACCOMMODATING AN EMPLOYEE’S
CHANGING PRIORITIES

I've been on both sides of the table. As a manager, I've
been frustrated when people suddenly lose faith in me.
But I've also been through it — | became that suspicious
cynic, and going through it gave me some insight.

It enabled me to figure out what | would want to do
differently as a manager or HR support.

The whole reason that you and your employees are in
this boat is probably because things are changing. You
need new skills. You have to cut cost. You’re moving the
work somewhere else. By its very nature that means that
things just won’t be the same. And yet you expect your
employees to trust that the way you handle it will be the
right way and the best for everyone. Why should they
have that faith in you?

The employee has most likely spent their career with
you in a mutually beneficial relationship. They’ve enjoyed
the financial benefits of work, but they’ve probably had
some personal satisfaction delivering for you. Now they
don’t have to consider the latter. They have to focus on
themselves and on finding a way through uncertainty by
taking significant next steps and planning financially. And
to do this planning, they will feel a need for every bit of
information they can find.

EMPATHY GOES A LONG WAY

So how can we help? First of all, don’t be surprised by it.
When you’re challenged on how things will be managed,
don’t consider this to be picky, disrespectful, irrelevant or

unnecessary. The truth is that in times of uncertainty, many people
need all the small things buttoned down. Because your company
is changing significantly, there will be suspicion that ‘other things’
might change — your approach to how you manage people, for

example.
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want clarity, and they will probably want that in writing.
So give it to them.

As managers and employers, a little bit of empathy
goes a long way. Putting yourself in the shoes of the
‘at risk” employee can really help you to prepare for
managing the redundancy process. Telling them you
have too much work to respond to their individual
needs is just poor management and people skills.
Referring them from one team to another is just
frustrating. Prepare for it early, and have as much
information as you can. Make time to identify, address
and respond to their questions.

The HR department with a fixed service-level
agreement (SLA) is no good in this scenario. People
need answers, and while a 3-day turnaround may
seem quick to you, it’s a lifetime to those who are
making decisions based on that information. The
information they seek may not seem significant, but it
could be to them.

ADDRESSING THE SOFTER ISSUES IN
THE REDUNDANCY PROCESS

Find ways to adapt your processes. Can you
change priorities? Can you dedicate a resource?
Can you set up a surgery or a hotline? Can you put
all the resources you have managing the processes
into one control centre? Frequent interaction will
help the processes.

Allowing affected employees access to the people

with the answers is an important part of their own process.

The important thing here is to remember the people part of people
management. When your decisions have an impact on people’s
lives, you need to be well-prepared. Take the time to lift your eyes

from the paper that your plan is written on, and consider how to
address some of the softer issues that will come.

You may have always been fair — even generous. The disruption

that change brings means that nothing is guaranteed. People will

Don’t be surprised. Be prepared.
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Is the HR person(s) or Department in your company mostly focused on activities that directly relate to HR?

RESULTS SUMMARY OF ONLINE SURVEY:

The Role and Impor tance e
mn ( Cy]] . ves 71.4%
Powerlmage / MISCO Cyprus during the period 8/2/13 — focus on for the year 2013?
13/4/13 ran a unique and exclusive survey, with the aim of = What are the current main concerns and problems faced Value Percent
identifying the role and level of importance given to Human by HR =« What role do HR departments / persons have in
Resources Management in companies in Cyprus. companies in Cyprus? YES 71.4%
= How much importance is given to the HR department / NO 28.6%
The main objective of this research was to determine the persons in companies in Cyprus? 070
following:
For this study, there were 69 respondents, representing
= How involved is the HR department or person in the 64 companies in Cyprus. 43% of the respondents have an On which of the following activities will the HR Department or person of your company focus during 2013
strategic decision-making in companies in Cyprus? Upper Management position, 26.1% are Line Managers, 13% (select UP TO THREE activities)?
= What will HR departments / persons in companies in Cyprus  Executives, 14.5% Officers, and 4.4% Administrators. ’
Does your company have: Item 0;’::("
Personnel development 1
MNone of the above? 13.5% Performance management 2
Cutting costs 3
Employee relations 4
Restructuring of jobs 5
A non-qualified Human Resources ———— AnHR (Human Resources) department? 8 -
person, involved with some HR issues? 46.9% Creating employee policies and procedures 6
20.7%
Putting HR systems in place (HR software, Performance appraisal system, ect.) 7
Redundancies and employee outplacement 8
Talent management 9
_ Salary restructuring 10
A dedicated and qualified Human Resources person? -
18.9% Recruiting talent 11
Ethics and corporate social responsibility 12
Value Percent Employee health and well-being 13
An HR (Human Resources) department? 46.9% Reward systems 14
A dedicated and qualified Human Resources person? 18.9% I don't know 15
A non-qualified Human Resources person, involved with some HR issues? 20.7% Total Respondents:

! Score is a weighted calculation. Items ranked first are valued higher than the following
None of the above? 13.5% ranks, the score is the sum of all weighted rank counts.



Does the HR department in your company have a budget dedicated only for HR activities?

Idon't know 7.3% -

NO46.3% —

. .

Value Percent
YES 46.3%
NO 46.3%
I don't know 7.3%

What role is given to the HR Department in your company?

CYHRMA

What would you like to be improved in your company?
(SELECT BY PRIORITY, 1=FIRST PRIORITY, 8=LAST OF PRIORITIES)

Clerical: the HR person simply executes
orders from above or / and mostly

Strategic: the HR personisinvolved
in the strategic-decision making of the “‘“\H
company 36.6%
" focuses on administrative duties
30.5%
II
Executive: the HR person is given the opportunity and re- /
sponsibility to create an action plan for HR issues / activities
32.9%
Value Percent
Strategic: the HR person is involved in the strategic-decision making of the company 36.6%

Executive: the HR person is given the opportunity and responsibility to create an action plan for HR issues /

0,
activities 32.9%

Clerical: the HR person simply executes orders from above or / and mostly focuses on administrative duties 30.5%

ltem Overall
Rank

Involve the HR person or department more in the plan of action or decision-making 1
Increase the value given to the HR department / person by the management of the company 2
Include HR issues in the company\'s strategy 3
Increase the role and responsibility of the HR department / person of the company 4
Increase the variety of the implemented HR activities 5
Have a dedicated budget for HR activities 6
Have a dedicated HR person in the company, focused only on HR issues 7
Increase the number of HR professionals in the company 8

Total Respondents:
! Score is a weighted calculation. Items ranked first are valued higher than the following
ranks, the score is the sum of all weighted rank counts.

How would you best describe your company's approach when it comes to its employees?

Employee-centred: having happy
employees 25.0%

It is all about the strategy, not the people:
People just implement decisions 25.0%

/

Focuses on return on investment: for
anything spent on employees, there
must be areturn 16.2%

!

. . ¢
Gives priority to employee performance and focuses ~_/
on measurable goals 33.8%

Value Percent
Employee-centred: having happy employees 25.0%
Focuses on return on investment: for anything spent on employees, there must be a return 16.2%
Gives priority to employee performance and focuses on measurable goals 33.8%
It is all about the strategy, not the people: People just implement decisions 25.0%
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Do you think having a Human Resources Department or a Human Resources professional in your company, focusing
on Personnel issues (such as Training and Development, Performance Management, Reward Strategy, Recruitment
& Selection, etc.) is necessary?

" Strongly disagree 1.5%
/7 =Disagres 1.5%
- Neutral 5.9%

Agres 27.9%
Strongly agree 63.2%

Value Percent

Strongly disagree 1.5%

Disagree 1.5%

Neutral 5.9%

Agree 27.9%

Strongly agree 63.2%

Powerlmage / MISCO Cyprus is a specialized HR Services
company. Each year the company runs surveys that relate
to the industry, in order to offer companies specialized
knowledge and services on the subject of Human
Resources Management.

@ POWER
mi)co IMAGE@

RECREUITING /RESEARCH
CYPRWUS TRAINING [ CONSULTING

Taking yawaﬁwﬂd

The full study with detailed data analysis and literature
review is available to order from Powerlmage /

MISCO Cyprus. For more details contact team@
powerimageservices.com or +357 22 66 00 06. You can
also visit our website: www.powerimageservices.com.

The Advice Monster

One of the most delightful management thinkers I know is Michael Bungay Stanier.
He shares a coaching tip that all managers need reminding of: people don't want advice.

This is simple enough, however humans seem consumed by an overpowering desire to give advice,
no matter how unwelcome it is. Bungay Stanier calls this desire the advice monster.

The idea that coaching does not involve giving advice is
counter-intuitive. Surely, if you are the boss it is your job
to give advice. Surely if someone comes to you for help
then that is solicited advice, which surely must be ok. In
fact, more often than not advice is both unwelcome and

unhelpful. Advice can lead to resistance and resentment.

Worst of all, the unwary manager may find that in giving
advice they have somehow shifted the burden of dealing
with the problem onto their own shoulders. These are all
bad outcomes.

WHERE ADVICE WORKS AND WHERE IT
DOESN'T

When someone asks for a simple fact “What is the
best way to get downtown from here?” then advice
is usually helpful. If you are the technical expert and
someone asks for a technical answer then advice
makes sense. However, there is a distinct line
between situations where there is a right answer and
giving advice around things that are ambiguous or
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THE MAGIC OF QUESTIONS

Bungay Stanier says that the way to help is to ask
questions. Ask what the challenges are. Ask what
the options are. Ask if there are other options
beyond the first ones that came to mind. Ask which
option is best. Ask if that solves the real challenge.
Persistent helpful questioning rolls the issue over
and over in the person’s mind until they have a deep
understanding of the issue, their options and what
they genuinely want to do.

The magic of questions also can come into play even
when managers are giving orders. Solution-focused
coach Coert Visser relates the story of an employee
prone to angry outbursts. The manager is right to say
this behaviour needs to stop. However, then rather than
give the employee advice on how to stop the outbursts,
the manager asked the employee to think through how
they might solve the problem. Instead of the manager
tossing out ideas that the employee would angrily bat

involve difficult choices. When someone asks “How can | get
along better with my annoying colleague?” straight-out advice
usually leads nowhere.

ADVICE CAN FAIL FOR ANY NUMBER OF
REASONS:

= You don’t know enough of the context to know what solutions
are practical

= You don’t know enough of the person’s motivations to know
what will engage them

= The advice seems to be understood, but is not really internalized
= The person resents being told what to do

m The person agrees but doesn’t emotionally commit to the action
» The person convinces you that since you know what to do, then
maybe you had better do it

What people actually need is not to be told what to do, but to be
given help figuring it out for themselves. When they figure it out for
themselves they will come up with a better answer, have a deeper
understanding of that answer, and be committed to applying it.

away as being impractical, the manager encouraged the employee
come up with their own ideas. The employee figured out that if he
went for a short walk when he felt an outburst coming on this would
give him time to calm down. It was a solution that worked for him.
Questions were better than answers. People appreciate a thought
partner in thinking through the options, but the thought partner
should focus on asking simple questions to clarify the thinking, not
provide a torrent of advice.

A MONSTER TO BE FEARED

It is hard to avoid the advice monster. We love the idea that we
can be in control by offering advice. It seems efficient just to

tell the person what to do rather than go through the exercise

of questioning. That’s why Bungay Stanier’s label “the advice
monster” is a worthy one. It reminds us of that we have a
dangerous tendency always lurking in the background. Good
managers will learn to slay this monster and guide employees to
their own solutions by patient questioning. By “patient” we mean
five minutes or ten minutes. Not long, although it can seem an
eternity when we are desperately eager to dole out advice.

"There is a distinct line between situations where there is a right answer and giving
advice around things that are ambiguous or involve dithcult choices."
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Avap@iBola n maykdopia okovopik kpion mov ekSHAGVETAL GTOV TOTIO LA fe TPOTIO TPWTOYVWPO Kt
eMSVVO eTPEPEL TOAEG AVATPOTIEG e TOPaPEG TVVETELEG TOTO € ATOUIKO 000 Katt 0t GVMOYIKS emtimedo. Mvo
TO dKovopa mgkéiqg «<Kkplon> JIpOKOL)\E[ ayyog, KOLTO'LON\I/Y] Kkat kplon mavikov. Etvat katavonto otiy Zwr’], 1
TPOCWTIKGTITA Kat ] emtvyia Tov abyypovov avBpwmov Pacileta ot peydho PaBud névw oty epyacia kat
IV otkovoiky] Tov emdvela. H emaryyepaticy tavtdtta mpoadiopilet kat t1y Tpoowmik] TavtoThTa Kot
emnpedletto Pabpd avtoektiunong tov kdbe avBpdmov.

MpdBeon pou ce auth TN oUvTouN napéuBaocn dev eival
va aoxoAnBw PE Ta aiTia Kal TNV EpUNVEIa TG Kpiong.
QOuTe PUOIKA va UNoTIIACW TIG APVNTIKES EMIMTWOEIG MOU
Ba éxel n vEa OIKOVOUIKA KATACTAoN OTNY ENAYYEAUAT-
Kr, OIKOVEVEIOKN Kal MPOCWIKNA wn TwV MONTWV Kal YEVI-
KOTEPQ GTNV OIKOVOUIKN, KOIVWVIKA KAl MOAITIKA wnh TOU
TONOU. ANAG BEAW Va PETAKIVAOW TN OKEWN GE WIa MIO
BeTiKN Npocéyyion and auTtiv nou BIVOULE Kal yiaTi dgv
Ba NBEAa VO UETATPEWOUE TNV OIKOVOUIKNA OE WPUXOAOYIKNA
kpion. H deutepn eival noAU xeIpodTePN TN NPWTNG.

To oiyoupo €ival 6T n kpion €ival MOAUNAOKO paIVOUEVO
JE NOAANAG aiTia Kal TOAEG HOP(ES. Ba ATav TEPACTIO
OpANJa SUWG va NiIoTEUoUE OTI N Kpion gival yovo oIko-
VOUIKN KAl Va €0TIACOUE TNV MPOCOXN Ag MOVO oTny €EU-
yiavon Tou TpanedikoU GUCTARIATOC KAl TOU OIKOVORIKOU
MOVTEAOU Kal va €xoupe TNV WeudaioBnon o1 Ba pépoupe
TNV aAayn Kai Tn JeTappubuion. H oikovouikn kpion eival
TAUTOXPOVA NONTIKNA, KOIVWVIKA, MOATIoTIKA. Eival npond-
VIWV Kpion Becu®v kal agiwv. Eival kpion kKouAtoupag Kal
naideiag. O UNKOG eudaigoviopdg, N UnNePBOAN, N unep-
KATAVAAWON, N KOUPATOKQATIA LE TIG MEAQTEIOKES OXE-
OEIG, N AvagIoKPaTia, TO POUCPETI, N IBIOTEAEIQ KAl O W(E-
Alpiopdg, n aveubuvéTnTa, N NABNTIKOTNTA KAl O KOVPOPI-
oubg eival ePIKA pévo onpddia Tng naboAoyiag otn dopn
Kal OTN AEITOUPYIa TOU OUCTAPATOG, TWV BECUWY Kal TwV
atouwV. XN dIapdp@®aon Kal GTn cuvTAPNoN Authg TNG
KOUATOUPAC Kal auTOU TOU CUCTAIATOG £XOULE CULBAAEI
6ol ce 6rnoio NdOTO Kal va RBpiokopacTe, GANOI [E TIQ NPd-
Eeic pag kal dAol ue T anpaéia pag. Xiyoupa kAnoliol
€uBUvovTal NoAU NepIccOTEPO and KANOIOUG AANOUG.

AP. NEO®YTOX
XAPANAMMOYZ
(Wuxohdyoc)

0 Nebgurog XapaAdunoug
onoudace Naidaywyika,
Nopikr kar Wuxohoyia
o€ Maveniomipia g
AUEPIKAG Kal TG
EANGOaC. Epydotnke
G dGokahog, wg
eKnaIdeuTIKOG YuxoAdyog
Kal w¢ kaBnyntig
Kai Mpoiotauevog
Enipépewaong oto
Naidaywyikd Iveritodro.
Eivar AleuBuvtig Tou
IvaritouTou MpoownikAg,
OIKOYEVEIOKNAG Kal
EnayyeApankrg
Avantuéng. Aiddokel
€Krakra oto Maveniompio
Kunpou, oto Maidaywyikd
IvoTiTodro kar omnv
AcTuvopIki Akadnia.
‘Exel npayparonoinoel
€KATOVTAES OPINIEG OE
yoveig amv Kinpo kai v
EAAGBa Kal 0pyavavel
oepivapia Kal epyactpia
YIa YOVEIG, eKNaIdEUTIKOUG
Kal EMIXEIPNYATIES.
Eival ouyypagéag
oK1 BIBAiwv. Eival
Emomnpovikog YnelBuvog
Tou npoypdpparog APETH.

(PEPAV VA EVOMEIPOUY, VA KAAIEQYNOOUV Kal VO OUVTN-
PACOUV TOV NMAvIkO, TN oUyxXuon Kal TN GUAOYIKA KaTd-
OAYN. To anotéAeopa eival n dnuioupyia KAiuaTog ano-
yorTeuong, avacpdAeiag, anaiclodogiag, EMeIYNG
gunicTooUvng, anocTacionoinong kai ana&iwong Tng
NONITIKAG KAl TwV MOAITIKWY KAl TwV BECUWV.

Enavépxopal duwe yia va Toviow 6T Aol iuacTte
WEPOG TOU NPORBAAPATOG, (OMOU VA YiVOUUE UEPOG
NG AUong. ‘Epeuveg o€ dIAPOPeS XWPES EDEN-

Eav Nwg ol DUCKOAEG KATACTAGCEIG Kal Ol KPICEIG dev
€xouv Tnv idla enidpacn oToug avBpwnoug. ANOI
KaTappPEouy, adpavornolouvTal Kal kKaTabAiBovTal, eva
&A\\oI evepyornolouvTal, dnpioupyoUlv Kal CuveXiCouv
N {wh TOUG akouN Mnio anogaocioTikd. Ti eival autd
nou kavel Tn dla@opd; Tnv andvrnon unopouuE va
N Bpoupe otn BeTikn WuxoAoyia kal otn Bewpia TNg
WUXIKNG aVBEKTIKOTNTAG.

H ©eTikri Wuxooyia eival o véog KAGD0C WUXOAOYi-

ag Nou acxoAeiTal he TNV noldtnTa {wNg Kal TNV EUTU-
xia Tou avBpwnou og avTIBIACTOAA LE TNV NAPadOoIaKn
WuxoAoyia nou acxoAeital ye Tnv naBoAoyia, Tn dUoAEK-
TOUPYia Kal TNV apvnTIKA cUPNEPIPOPA. To Kaivouplio
Nou NPOTEIVEI N VEQ OXOAN OKEWNG YIa TNV UYEia, TNV
gudalpovia kal TNV eUTuXia Tou avBpwnou eival 0 euep-
YETIKOG PONOG TWV BETIKWY cuvalcBnudTwy, N avadn-
TNON Kal aVOKAAUWN TOU VONuaTog {wng, To Eekabdpi-
OMa TWV AgIWV Nou SIAPOPPUVOUV TOV XAPAKTNPA KAl
TN ONPAGIA TNG WPUXIKAG AvBEKTIKOTNTAG.

Me Bdon 1o nvelpa Tng BeTIKAG WuxoAoyiag Kai Tn

MoTtelw duwe 6T Ta NPORANUATA KAl 01 KPICEIG deV avTIETWNICO-
VTl JE TNV NApeABovVTOAOYia, ToV apvNTIoPO, TNV ENIBETIKOTNTA, TIQ
OAMNAOKATNYOPIEG, TO VAPKICOIOUO, TNV EKDIKNTIKOTNTA, TNV AMO-
yoriteuon kai 1o Bupd. ‘Oco dikaioAoynuéva Kal katavonTd eivail Ta
OuVaICONUATA KAl OI CUPNEPIPOPEG AUTES dev Ba BonBricouv otnv
OMayn Kal oTn AUoN TwvV NMPORANUATWY.

AUCTUX®WC N NPWTN pdon dlaxeipiong TNG Kpiong oTnv KUnpo ako-
Aoubnoe autr Tnv apvnTikA npocéyyion. Ta MME ue Tig yapabw-
VIEG OUCNTAGEIG OTIG OMOIEG CUMETEIXAV dNWOCIOYPAPOI, MONITIKOI
Kal KOUWATEPXES, OIKOVOLIOAGYOI KAIVOPAVEIG Kal YWWOPIUO! KaTd-

Bewpia Twv BETIKWY CUVAICONUATWY UNOPOULE VA NPOCEYYICOUUE
TNV Kpion nio BeTIKA Kal va unv eyKAwRICTOUUE GTOV apvNnTIoUO, T
anaiclodogia kai Tnv katdbApn; AvaugiBoAa, val. Mnopouue kai
NPENEI va ENINEEOUPIE TNV NPOCTACIA TNG WUXIKNG PAG UyEiag, av
TNV ENINEEOUIE WG NPOTEPAIOTNTA.

To npwrto Bripa aiclodogiag kal BeTIkGTNTAG €ival va Bewpnoou-

e Tnv Kpion vopiopa pe dUo Owelg. H pia dyn eival n apvnTikn Kal
n &M gival n BeTikn. H pia gival o kivduvog kail n dAAN n eukaipia.
Av unopécoupe va doUE TNV Kpioh wq pIa EuKalpia yia kaBapon
Kal avaygvvnon og NPoownikG Kal GUANOYIKO eninedo dIac@aAi¢ou-

JE TNV WUXIKN [IAG UYEIQ Kal EfuacTe 6TN 0waoTh Nopeia yia Eenépa-
opa Tng kpiong.

To enduevo Prua eival va evepyonoiNcoupe Tn BETIKNA Jag okEWN
kal va BpoUpue doa NePIcoOTERA BETIKA UNopoUV vVa NPOKUYWOUV
and TN véa KatdoTacn NPayudTwy TO0 o€ CUANOYIKO 600 Kal OE
npoownikd eninedo.

Mia BeTIKi MPocEyyIon TNG Kpiong Ba enicnudvel Ta BeTIKA Nou evoe-
XopéEvwe Ba npokUyouv og cuMoyIkO eninedo. Kai ofyoupa dev eival
Aiya, av QvTIMETWNIOTEN N Kpion we EUKaIpia, NPWTa an’oAd, yia OANG-
yr vooTponiag Kai TPOMouU okeWNG. BUICw Ta Adyia Tou AivoTtdrv oTi
«T0 CNPAVTIKOTEPQ NMPORAAUATA

dev UnopoUv va Aubouv e Tov idio
TPOMO CKEYNG Nou Ta dnuioUpyn-
o€c. MNpénel va pdBeig va BAENEIC ToV
kdopo and kavoupia onTikh». Kai
BéRala péoa ota mAaicia TG kavou-
plag onmkAG efval To 6PAPa yia AAa-
YEG oTn dopn Kal AsIToupyia Tou Kpd-
TOUG Kall yia €Euyiavon Twv BeouV.
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NPOKANGN yIa vonpatodOTNoN 6Tn {wh Pag Kal yia avabempnon
TwV A&V Kal TwV NPOTEPAIOTATWY PaAg. Towg va ival pia yova-
AIKA guKalpia yia NEpIocOHTEPN £vOOCKOMNCN KAl AUTOYVWoia, yid
avakAAuywn dUVATOTATWY, IKAVOTATWY KAl TOAEVTWYV. X€ OUCKO-
AEC KATACTACEIG 0 AvBPWNOG UNOPE( KAl MPEMNEI VA EVEQYOMOI-

€ Kal va enioTpaTevel TIG ONPIOUPYIKEG TOU IKAVOTNTEG, VA OPYO-
VWVEI KAl VO NPOYPAPUATiZel KAAUTEPA TNV OIKOVOMIKA Tou {wn. H
ENICTPOPN oTNV aNASTNTA €ival N KAAUTEON anAvTNon GTNV UNEP-
BoAN, TNV uNEPKATAVAAWON, TN GNATAAN, TNV acud0Gia Kal ToV
pIuNTIoNO. H autokpImKn kal autoa&loAdynon ival anapaitntn
Kal xpnolun dladikacia kal 6a unopouce va BonBrnoel oTnv anai-
Aayn pag and vooTponieg Kal EBICTIKEG CUPNEPIPOPES, EEapTA-

OEIC KAl MPOCKOAMACEIG. Ta véa

"Av pmopécovpe va SoVUE THY KPIOH  orovopika dedopeva iows va pac
WG piat evkapia yla Ko'teapm] Ko
aAvVay£VYNOT) O£ TPOCWTIKO KAt
ovMoyko eninedo Staopakilovpe
TNV YOXIKY] pag yeia Kat gipaoTte

BonBrnoouv va anoKTNCOUWE NEPIC-
o6TEPN EVOUvaioBnon, va VIDGoU-
JE 0 €vag ToV AANO, va cuopiEoupe
TIC OXEOCEIC AC TIG OIKOYEVEIAKEG,
TIC CUVAJEAPIKEG, TIG PINKEC Kal
Va €PNESWOOUE NEPICOOTEPO TNV
a&ia TG NpooPopdg, TNG AAANAE-

Kpiverar anapaimtn n uioBmon Kai GTY] O'(OO'TY] TEOPﬂa Yla EeﬂspaGHa Tﬂ@ &GpTtnong kai TNG aAANAeyyUNG.

N EUNEdWON evOC CUMOYIKOU KOIVG-
VIKOU Kal MOATIKOU a&lakoU GUOTAUA-
TOC JE NUPNVIKES agieg TNV uneuBu-
vOTNTA, TN GUVEPYAOIia, Tn dIKaIooUvn, TNV aglokparTia, TNV MONTOTN-
Ta, TNV anAOTNTA, TNV TOAUN Kal TNV nyeoia. To véo ouotnua a&liv Ba
MEEMEI VA anoTeEAE! TNV APETNEIa KAl TOV MPOOPICHO, TNV MNYRA EUNVEU-
ONG Kal Aemoupyiac OAWY TwV KOVWVIKWY BECUWY: TNC OIKOYEVEICG,
TOU OXOAEIOU, TNG KOIVOTNTAC, TWV KOPWATWY, TWV OIKOVOUIKWY OpYa-
VIOUAV, Twv MME.

270 MPaKTIKS eniNedo, N KAAUTEPN agonoincn TOU EYXWPIOU EMICTN-
JoVIKoU Kal pyaTikoU avBpwnivou SUVAUIKOU, N M0 IGOPPOMNUEVN
avanTuén OAWV TWV TOPEWV TNG OIKOVOUIKAG NAPAywyNng, N ENICTOO-
¢ otn GUoN Kal oTn PAva yn, O MEPIOPICUOC TNC ACTUPINIAG Kal N
a&lonoinon Tng unaibpou Ba eival UEPIKES UdVO BETIKES EEENEEIG.

270 NPoownikG eninedo PNopoUuE va doUE TNV Kpion we [id

kpiong.”

TeAeivovtag, 6a npdTteiva va
doupe TNV napouca Kpion wg pia
OOKIMAGIa TNG WUXIKNG PAG avBeKTIKOTNTAG Kal WS ATOUA KAl WC
Na6g. Wuxoloyikée €peuveg Deixvouv Nwg nio avBekTikd givar Ta
dropa nou Bpiokouv Kail divouv vonua otn {wn Toug, EXOUV EEKG-
Bapo dpapa Kal dPouV yia TNV UAOMOINCK TOU UE CUYKEKPIUEVOUG
otéxoug. Eivar dvBpwnor dnuIoupyIKoi e EUENIKTN CKEWN Kall
EPEUPIOKOUV CUVEXEIQ AJCEIG. ATEVICOUV TO UEANOV [E aIoIodO-
&ia, yiati BAénouv TIC DUCKONEG WG NMPOCWPIVES KATACTACEIS, WG
avandonacTo PéPog TNG CwNe KAl NoPoUV va TIG JETATPENOUY
O€ EUKAIPIEG. TENOG, Ol DUVATEG KAl HUOPPEG CUVAICONUATIKEG
KaI UNOCTNPIKTIKEG OXECEIG BEwpPOUVTAl ONPIAVTIKOG NAPAyovTag
evioxuong TNG avOEKTIKOTNTAG KAl TN EUTUXIAC TOU avBpwnou.
Eival noA\d Ta napadefyparta avBpwnwy kal Aa®v nou KaTape-
pav OXI ubVO va avtEEouV OUCKONEGS, ANWAEIECG KAl KPIOEIG, aAAG
va Byouv péoa and auTég Kal Mo aveeKTIKOI Kal Mo duvaTol.



"There needs to be an atmosphere of trust
that will allow people to freely, although
reasonably, state what is on their mind and
back up their arguments with sound reason-
ing — even if it disagrees with executive and

HR and critical thinking

In our modern and very real economic world, the concept of “Ciritical Thinking”

is rapidly emerging as a powerful and highly desired skill to help develop rational and workable solutions to

complex problems.

WHAT IS CRITICAL THINKING?

It is the intellectually disciplined process of eliminating
bias as one conceptualizes, synthesizes, analyzes, and
evaluates information gathered by observation and/or
experience. It involves a process of visualizing situations
from a variety of perspectives and reflecting, reasoning,
and communicating conclusions in a clear and logical
manner.

WHY IS THIS IMPORTANT TO HUMAN
RESOURCES PROFESSIONALS?

The ability to think critically is crucial to the quality of
any decision-making process. It requires the individual
to demonstrate the ability to remain open-minded and

KEN MOORE
Ken Moore, a member of
CRHRA, is the president
of Ken Moore Associates,
amanagement consult-
ing group based in
Schenectady, NY. He is
also an adjunct professor
at the State University of
New York at Albany and
at the Union Graduate
College where he teaches

graduate and undergradu-

ate business courses in
strategic management.
He may be reached at

nations such as Cyprus, Greece and Portugal provide

a powerful argument for knowledgeable critical thinking
skills. A recent Wall Street Journal editorial describes
the European Zone to be in a never-ending slump
because it has mostly failed to reform sclerotic labor
markets, cut job-killing regulations, reduce the rolls of
civil service, improve tax competitiveness (with complete
transparency), and rein in the power of public unions.

Furthermore, there is significant evidence showing that
the problems affecting the Eurozone are so complex
that no one in elective or appointed office really
understands them. |[f this is true, then to expect good
decision making from them under these realities is not
productive. Politicians are beholden to their parties and
not allowed to stray far from those boundaries. Business

objective, even in the most sensitive of situations. The
critical thinker can envision a wide range of possibilities
as the cause or effect of decisions and not be restrained by
conventional thought.

Several years ago on a teaching assignment for a mid-sized bank,
| asked a senior officer who she looked to for best practices
guidance in her discipline. Her response was “Why, other

banks of course”. | asked her if that approach might limit her
opportunities to solve problems and to advance her department’s
(and her clients’) objectives. She was not convinced that this
approach was sound because she had been programmed by her
profession to only think in certain ways. She was constrained by
her inability or unwillingness to think outside of the banking box.

Business strategy articles and textbooks are full of examples for
creative thinking. A regional tire company was having customer
service problems with their tire installation process. It was taking
an average of 1 hour and 15 minutes from the time of purchase
to the time of completion where the customer could then drive
away. Instead of examining other tire sellers for possible solutions,
they sent a team to study the activities and processes of the
world’s best tire changers: NASCAR. They took home with them
lessons in inventory management, tire changing processes, and
teamwork. While they were not able to replicate NASCAR'’s 17
second standard, they did reduce their tire replacement average
to about 30 minutes — much to their customers’ delight.

The current economic and political conditions affecting Eurozone

kmoore01@nycap.rcom  executives are focused on profits and the concept called

‘shareholder value’ - frequently disregarding non-profit
related factors.

Creative thinking requires numerous competencies and values
beyond one’s professional discipline. These include a solid
grounding in business and financial literacy, tactical and strategic
planning, execution of the business plan, the ability to see the big
picture, and a keen awareness of the culture of the people, the
industry, the country, and their history.

HERE’S WHERE HR COMES INTO PLAY.

Although not restricted to any one discipline or department,
effective HR leaders can accelerate creative thinking.

= Encourage candid discussions regarding the causes and effects
of past decisions in order to understand what went right and what
went wrong — and why. There needs to be an atmosphere of trust
that will allow people to freely, although reasonably, state what is
on their mind and back up their arguments with sound reasoning
— even if it disagrees with executive and political leadership. Itis

a form of higher intelligence brainstorming designed to directly
improve the conditions of the department, the organization, or the
nation.

» Promote informed and civil discourse that focuses on

potential solutions to real and perceived problems. Thanks to

the transparency of the Internet, data can be obtained that can
provide a solid overview of the condition of the company at

political leadership”

any one time. Lunchtime tutorials or other such extra-curricular
knowledge development sessions can generate potential solutions
to problems that are not normally found in textbooks, management
articles or restricted leadership circles. Focus on interests, not
positions.

= Address the cultural issues of decision making. Like my colleague

in the bank, there exists a culture that banking problems can be

solved only by applying banking solutions. This directly impedes the

ability to generate alternative solutions to thorny problems.

In one example, another regional bank was seeking a branch
manager for a troubled branch. Rather than seek internal
candidates from the banking community, they opted to hire the

#1 sales manager from an area general merchandise retailer. The
critical thinking argument was that the candidate was a super
salesman and that he had solid support staff who could handle the
intricacies of many crucial bank functions. Within 18 months, his
branch became the top branch within the system.

= Link an employee’s work to the overall goals and objectives

of the organization. This starts with simple job descriptions that
describe the work that needs to be done, the outcomes that are
desired, and how the accomplishment of these tasks lead directly
or indirectly to department, company and customer satisfaction.
= Let go of, or challenge, conventional thought. This does not
mean get rid of past successes, values or history. Critical thinking
requires using them as guidelines to current and future decisions.
Concentrating decision-making into small clusters of supposed
experts leads to the phenomenon of Groupthink which is contrary
to critical thinking. These clusters (e.g. congresses, parliaments

& executive councils) alarmingly fail because they attempt to
substitute their confined expertise into a bureaucracy that ignores
the collective brainpower of their employees and their citizens.

Developing and applying critical thinking skills is a key factor in

addressing and solving intricate and multi-faceted problems. It may '

not pull countries like Cyprus and Greece out of their economic
distress anytime soon, but the proper solutions are available. They
just have to be uncovered and let loose.
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AIRTRANS

Address: P.O. Box 25532, 1310 Nicosia, Cyprus

Tel: +357 22559000

Fax: +357 22559111

Email: info@airtrans-group.com
Website: www.airtrans-group.com
Contact Person: Andreas Papadopoulos

Evanthia Peyiotis

AIRTRANS amdadocs

APOLA HUMAN SOLUTIONS clim
Address: 38 Strovolos Avenue, 2018 Nicosia, Cyprus
Tel: +357 22840700
Fax: +357 22590009
Email: info@apola.com
Website: www.apola.com
Contact Person: Christiana Kyriacou

%
apota

DELOITTE LIMITED
Address: P.O.Box 21675, 1512, Nicosia, Cyprus
Tel: +357 22360300
Fax: +357 22666006
Website: www.deloitte.com/cy
Contact Person: George Pantelides, Nicos
Papakyriacou

Deloitte.

E.C. EXECUTIVE CONNECTIONS LTD
Address: P.O. Box 56616, 3309, Limassol, Cyprus
Tel: +357 25387600
Fax: +357 25373795
Email: vacancies@executiveconnections.eu
Website: www.executiveconnections.eu
Contact Person: Elena Vassileiadou

EXECUTIVEM
CONNECHONS

AMDOCS

Tel: +357 25886000
Fax: +357 25886560
Email: cyphr@amdocs.com
Website: www.amdocs.com
Contact Persons: Bettina Bungert,

Tel: +357 22462246
Fax: +357 22331121
Email: ciim@ciim.ac.cy
Website: www.ciim.ac.cy
Contact Person: Marios Siathas

CYPRUS
INTERNATIONAL
INSTITUTE OF
MANAGEMENT

DELTASOFT LTD
Address: P.0.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

QSdeltasoft

ERNST & YOUNG CYPRUS LTD
Address: P.O. Box 21656, 1511 Nicosia, Cyprus
Tel: +357 22209999
Fax: +357 22209997
Email: nicos.marcou@cy.ey.com
Website: www.ey.com
Contact Persons: Nicos Marcou, Aliki Andreou

EY

HRM CONSULTANTS
Addres: P.0.Box 25022, 1306 Nicosia, Cyprus
Tel: +357 22755330
Fax: +357 22105081
Email: info@hrm.com.cy
Website: www.hrm.com.cy
Contact Person: Nicos Stylianou
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HEALTH INSURANCE ORGANISATION
Address: P.0.Box 26765, 1641, Nicosia, Cyprus
Tel: +357 22557200
Fax: +357 22875021
Email: hio@gesy.org.cy
Website: www.hio.org.cy
Contact Person: Christina Antoniou

INNOVATIVE HOTEL
AND RESTAURANT SOLUTIONS
Address: 35K Georgiou A Avenue, 4040 Limassol,
Cyprus

Tel: +357 25812151
Fax: +357 25321120

Email: gd@ihrs-cy.com

Website: www.ihrs-cy.com
Contact Person: George Damianou

INNOVAGE CONSULTING LTD
Address: 5 Nafpaktou, 2221 Latsia, Nicosia,
Cyprus
Tel: +357 22485607
Fax: +357 22488088
Email: info@innovageconsulting.com
Website: www.innovageconsulting.com
Contact Person: Costas Konnis

KARIERAKYPROS.COM

Address: P. O. Box 50483, 3045 Limassol, Cyprus

Address: P.O. Box 20378, 2151 Nicosia, Cyprus

AP EXECUTIVE CYPRUS
Address: 8, John Kennedy Ave., Office 105,
1087 Nicosia, Cyprus
Tel: +357 22817817
Fax: +357 22817827
Website: www.ap-executive.com
Contact Person: Chrissy Tasou

' APEXECUTIVE

CYFEED BIOFEEDBACK CENTER LTD
Addres: 3, P Dimitrakopoulou str, FI 203,
1090 Nicosia Cyprus
Tel: +357 22374127
Fax: +357 22374094
E-mail: cyfeed@cytanet.com.cy
Website: www.anti-stress.org
Contact Person: Dr. Christos Hadjicostas

O

DIAPO LTD
Address: P.0.Box 12764, 2252 Nicosia, Cyprus
Tel: +357 22507900
Fax: +357 22815846
Email: hr@diapo.com.cy
Website: www.diapo.com.cy
Contact Person: Kyriakos Andreou

£DIAPO

(%

FBME CARD SERVICES
Address: P. O. Box 25503, 1310 Nicosia, Cyprus
Tel: +357 22557567
Fax: +357 22557503
Email: personnel@fbmecs.com
Website: www.fomecs.com
Contact Person: Maria Yiallourou

&~ CARD SERVICES

I.E. MUHANNA & CO.
Address: P.O. Box 24949, 1355 Nicosia, Cyprus
Tel: +357 22456045
Fax: +357 22456046
Email: renne.luciani@muhanna.com
Website: www.muhanna.com
Contact Person: Renne Luciani

Muhanna. ..
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e 1086

JOBS CYPRUS
Address: P.O.Box 23984, 1687 Nicosia, Cyprus
Tel: +357 22269530
Email: ayis@jobscyprus.com
Website: www.jobscyprus.com
Contact Person: Ayis Virides

K. A. STAVRINOS CONSULTANTS LTD
Address: P.O.Box 23404, 1683 Nicosia, Cyprus
Tel: +357 22468300
Fax: +357 22468303
Email: kascons@cytanet.com.cy
Contact Person: Kypros Stavrinos

LOIS BUILDERS LTD
Address: P.O Box 24360, 1703 Nicosia, Cyprus
Tel: +357 22778777
Fax: +357 22773153
Email: info@Ioisbuilders.com
Website: www.loisbuilders.com
Contact Person: Nicolas Lois, Yiannoula Pattichi

Address: Apostolou Paviou 10A, Maroussi, 15123,

Attiki, Greece
Tel: +30 210 81.15.300
Fax: +30 210 81.15.309
Email: hr@kariera.gr
Website: www.karierakypros.com
Contact Person: Alexandros Fourlis
°

karierakyproscom

MYCVPRO.COM
Address: P.O Box 42550, 6500 Larnaca, Cyprus
Tel: +357 7000 50 10
Fax: +357 7000 50 15
Email: thanos@mycvpro.com
Website: www.mycvpro.com
Contact Person: Thanos Vassiliades

é Lois
o S Builders

MRV SIMPLE TECHNIQUES LTD
Address: 3 Mouseou, Kythira 6 Building, Flat 303,
3090, Limassol, Cyprus
Tel: +357 25811511
Fax: +357 25375118
Email: christine@michaelvirardi.com
Website: www.michaelvirardi.com

P———rr— Contact Person: Christine S. Antoniou
myCVpro.com ] m
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OFFICE OF ELECTRONIC
COMMUNICATIONS& POSTAL
REGULATIONS (OCECPR)
Address: P.O. Box 24412, 1704 Nicosia, Cyprus
Tel: +357 22693000
Fax: +357 22693070
Email: info@ocecpr.org.cy
Website: www.ocecpr.org.cy
Contact Person: Neophytos Papadopoulos

QTP e e

AON HEWITT
Address: 8 John Kennedy Avenue, Athienitis
House, 4th Floor, 1087 Nicosia, Cyprus
Tel: +357 22458011
Fax: +357 22458012
email: philippos.mannaris@aonhewitt.com.cy
Website: www.aonhewitt.com.cy
Contact Person: Philippos Mannaris

AON it

C.A. PAPAELLINAS EMPORIKI LTD
(ALPHAMEGA)
Address: P.0.Box 27879, 2433 Nicosia, Cyprus

Tel: +357 22469469
Fax: +357 22469540

email: marios@alphamega.com.cy

Website: www.alphamega.com.cy

Contact Persons: Marios Antoniou,
~ Athena Neophytou

anpapeya

ECDL CYPRUS
Address: P. O. Box 27038, 1641 Nicosia, Cyprus
Tel: +357 22460680
Fax: +357 22767349
Email: info@ecdl.com.cy
Website: www.ecdl.com.cy
Contact Person: Christina Papamiltiadou

ECOL Cyprus

GLOBAL RECRUITMENT SOLUTIONS LTD
Address: Lophitis Business Centre, 28th October
& Emiliou Chourmouziou Street, Mezzanine Floor,
Office 6, Limassol 3035, Cyprus
Tel: +357 25342720
Fax: +357 25342718
Email: jobs@grsrecruitment.com
Website: www.grsrecruitment.com
Contact Person: Donna Stephenson

CLOBAL
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1.B.C.S. TRADING & DISTRIBUTION CO LTD
Address: P.O. Box 53049, 3300 Limassol, Cyprus
Tel: +357 25837000
Fax: +357 25360018
Email: hr@audeh-group.com
Website: www.audeh-group.com
Contact Person: Andreas Savvides
e
Ry

ALLEH GROLS

KARAISKAKIO FOUNDATION
Address: P.O. Box 22680, 1523 Nicosia, Cyprus
Tel: +357 22772700
Fax: +357 22772888
Email: admin@cybmdr.org
Website: www.karaiskakio.org.cy
Contact Person: Julie Kitromelides

<:::>5onnu¢Uohmmounn

MERITSERVUS LIMITED
Address: P.O. Box 53180, 3301, Limassol, Cyprus
Tel: +357 25857700
Fax: +357 25356010
Email: info@meritservus.com
Website: www.meritservus.com
Contact Person: Heidi Pajunen

Meritservus

ONEWORLD LTD
Address: P.O. Box 25207, 1307 Nicosia, Cyprus
Tel: +357 22496000
Fax: +357 22493000
Email: info@oneworldweb.net
Website: www.oneworldweb.net
Contact Person: Eugenia Diaouri

* oneworld
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PEOPLE ACHIEVE
Address: P.O. Box 24273, 1703 Nicosia, Cyprus
Tel: +357 22773334
Fax: +357 22780999
Email: consult@peopleachieve.com
Website: www.peopleachieve.com
Contact Person: Aleen Andreou

PeopIeAchieve

Maximising Human Capital

POWER IMAGE SERVICES
Address: P.O. Box 25447, 1309 Nicosia, Cyprus
Tel: +357 22660006
Fax: +357 22661222
Email: team@powerimagesservices.com
Website: www.powerimageservices.com
Contact Person: Stephanie Dikaiou

RENAISSANCE INSURANCE BROKERS
LTD
Address: P. O. Box 28391, 2093 Nicosia, Cyprus
Tel: +357 22311662
Fax: +357 22311644
Email: info@mbrokers.com
Website: www.rbrokers.com
Contact Person: Christos Gavriel

TSYS CARD TECH SERVICES LTD
Address: P.O. Box 20552, 1660 Nicosia, Cyprus
Tel: +357 22882600
Fax: +357 22882884
Email: cyprushr@tsys.com
Website: www.tsys.com
Contact Person: Kenneth Cuschieri, Zoe
Leonidou

Tm People-Centered Payments

WORKFORCE CYPRUS
Address: 1 Nicolaou Skoufa, Office 202, 2415
Egkomi, Nicosia, Cyprus
Tel: +357 22679800
Fax: +357 22679802
Email: info@workforcecyprus.com
Website: www.workforcecyprus.com
Contact Person: John Papachristos

MOVED HOUSE?

PERFORMA CONSULTING LTD
Address: 16-18 Halkokondili, Amaral Building,
Office 104, 1071 Nicosia, Cyprus
Tel: +357 22315930
Fax: +357 22315760
Email: info@performa.net
Website: www.performa.net
Contact Person: Marios Nicolaou

P&P ICE CREAM GROUP
Address: P.O. Box 25040, 1306 Nicosia, Cyprus
Tel: +357 22445566
Fax: +357 22835738
Email: human.resource@pandpicecream.com
Website: www.pandpicecream.com
Contact Person: Jovanna Papaphilippou

SEWERAGE BOARD
OF LIMASSOL - AMATHUS (SBLA)
Address: P.O. Box 50622, 3608 Limassol, Cyprus

Tel: +357 25881888
Fax: +357 25881777

Email: info@sbla.com.cy

Website: www.sbla.com.cy
Contact Person: Hara Panera

o
z
UNIVERSAL LIFE INSURANCE PUBLIC
COLTD
Address: P.O. Box 21270, 1505 Nicosia, Cyprus
Tel: +357 22882222
Fax: +357 22882200
Email: info@unilife.com.cy

Website: www.unilife.com.cy
Contact Persons: Kypros Miranthis, Maria Kakouri

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

PH.H. EASY CATERING CONSULTANTS LTD
Address: P.O. Box 24540, 1300 Nicosia, Cyprus
Tel: +357 77771167
Fax: +357 22660419
Email: info@chateaustatus.com
Website: www.chateaustatus.com
Contact Person: Phokion Hadjioannou

CHRTER T

PRICEWATERHOUSECOOPERS (PWC)
LIMITED
Address: P.O. Box 21612, 1591 Nicosia, Cyprus
Tel: +357 22555000
Fax: +357 22555029
Email: charis.anastassiadou@cy.pwc.com
Website: www.pwc.com/cy
Contact Person: Charis Anastassiadou (Manager,
Human Capital Department)
I
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SONGA OFFSHORE
Address: P.O. Box 54023, 3720 Limassol, Cyprus
Tel: +357 25207700
Fax: +357 25311175
Email: nneophytou@songaoffshore.com
website: www.songaoffshore.com
Contact Person: Neophyta Neophytou

SHhare
UNIVERSITY OF NICOSIA
Address: P.O. Box 24005, 1700 Nicosia, Cyprus
Tel: +357 22841500
Fax: +357 22352057
Email: hassabi.d@unic.ac.cy

Website: www.unic.ac.cy
Contact Persons: Dina Hassabi, Melina Andreou

.umrmsm OF NICDS1A
MANEMIETHMIO AEYKOEIAZ

PLANNING CYPRUS LTD
Address: P.O. Box 23392, 1682 Nicosia, Cyprus
Tel: +357 22456050
Fax: +357 22456070
Email: info@planningcyprus.com.cy
Website: www.planningcyprus.com.cy
Contact Person: Mary Ayiotou

PILIAN NN G|
| Together

PRIMETEL PLC
Address: 141 Omonia Avenue, The Maritime
Centre, Block B, 3045 Limassol, Cyprus
Tel: +357 25867000
Fax: +357 25028422
Email: hr@prime-tel.com
Website: www.primetel.com.cy
Contact persons: Linda Zamboglou

PRETEL D
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THE E.D. ADVANCE INSTITUTE LTD
Address: 33 Klementos, Suite 302,
1061 Nicosia, Cyprus
Tel: +357 22263977
Email: info@theadvanceinstitute.com
Website: www.theadvanceinstitute.com
Contact Person: Eleni Demosthenous

The Adaroe rettso
et

UNIVERSITY OF CENTRAL
LANCASHIRE-CYPRUS
Address: P.O. Box 42440, 6534 Larnaca, Cyprus
Tel: +357 24812121
Fax: +357 24812120
Email: info@uclancyprus.com.cy
Website: www.uclancyprus.com.cy
Contact Person: Georgia Kyriacou
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THE REASONS TO BECOME A CyHRMA MEMBER

Membership of the CyHRMA carries a lot of benefits for you, including:

Professional Recognition

Professional networking opportunities

Continuous education and training programs

Updates on current industry trends and issues

"People& Work", the bi-annual journal of the Association

‘HumanNet’, the HR Newsletter of the Association

HR Newsletters from Cyprus, Greece and worldwide

Job vacancy advertisements in the field of HR

Member rate for participation in seminars, conferences, and other events

Member rate for the purchase of research or survey results published by the Association

THE REASONS TO BECOME A CyHRMA CORPORATE MEMBER

IN ADDITION TO THE ABOVE MENTIONED BENEFITS, THE CORPORATE MEMBERSHIP
ALLOWS ANY ORGANIZATION TO ENJOY ALSO THE FOLLOWING:

Service / Benefit Price

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

Listing the Organization in a special page on the website Free

Advertising Job Vacancies on the website Free

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

include a mention that the Organization is a Corporate Member of the Association Free after approval
Distribution of information by email to members of the Association 30% discount
Advertisements in the journal “People and Work” in all pages except High Profile Pages 30% discount
Provision of advisory services from members of the Association as well as the development

of professional and research partnerships. Special Arrangements

NEA MEAH TOY ZYNAEZMOY / NEW ASSOCIATION MEMBERS

MNAHPH / FULL
Ovopatenwvupo / Name
Joanna Moutafi
Chrystalla Katemi

Stella Englezou

Corinne Bahadourian
Maria Stylianou
Panayiotis Thrasyvoulou
Chrysanthi Danou
Froso Vasileiou
Nicoletta Kyprianou
Demos Metaxas

Mireille Hawila

ETAIPIKA / ASSOCIATE
OvopaTtenwvupo / Name
Spyros Gkinos

Anna Paradisi

Christos Constantinou

Maria Kyriacou

OPIANIZMOI / ORGANIZATIONS
Ovoparenwvupo / Name

APOLA HUMAN SOLUTIONS

AIOIKHTIKO ZYMBOYAIO KY.zY.A.A.A. / CYHRMA BOARD OF DIRECTORS

George Pantelides
Mwpyog MavreAidng

Elena Stavrinou

‘EAeva Zraupivou

Panayiotis Thrasyvoulou
Mavayikdtng Bpacuouiou

Maria Stylianou - Theodorou
Mapia ZTuNiavou - Beodwpou

Kyriakos Andreou
Kupidkog Avtpéou

Vicky Charalambous
Biku XapaAdunoug

Charis Anastassiadou
Xdpig Avactaciddou

Natasa lacovides
Nardoa lakwBidou

Melanie Michaelidou
Méhavi MixanAidou

Chairperson
MNpdedpog

Vice - President
AVTINPOEDPOG

Secretary
[oapuatéag

Assistant Secretary
BonBég Moapuaréag

Treasurer
Tapiag

Publications and Communications Representative
YneuBuvn Ekdboewv kal Evnuépwong/Enikoivwviag

Public Relations and Marketing Representative
Yneubuvn Anpociwv Zx€cewv kal MAPKETIVYK

Research and International Relations Representative
YneuBuvn Epeuvag kail AIEBV®V ZXECEWV

Corporate Social Responsibility and Education Representative
YneuBuvn Etaipikric Koivwvikng Eubuvng kai Eknaideuong

ENMITIMOZ NMPOEAPOZ / HONOURARY CHAIRPERSON

Artemis Artemiou
ApTéung ApTepiou

Honourary Chairperson
Enimpog Mpdedpog




partnering people and business

"People and Work"

JOURNAL OF THE CYPRUS HUMAN RESOURCE

MANAGEMENT ASSOCIATION

"AvOpwnog kai Epyaacia"
TO MEPIOAIKO TOY KYMNPIAKOY ZYNAEXMOY
AIEYOYNZHZ ANOPQMINOY AYNAMIKOY

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

T.0. 28785, 2082 Neukwoia, Kunpog
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