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AnoO Tn 2UvTaén

Me 181aiTEpn xapd cag napoucidloupe To 380 TEUXOG TOU NEPIODIKOU uag!

AvapeiBoAa 1o 2013 ATav pia dUCKOAN XPOoVvid Nou TaPAKoUVNOoE TOCO TOV EMIXEIPNUATIKO
KOO0 600 Kal TNV KUMNPIAKN Kolvwvia oTo oUvoAS TnG. To KUPIO XapaKTnEIoTIkG TNG ATAv N
EMNIKEVIPWON oTo NPORANUa, N oUyxuon Kal Ta apvnTikd cuvaicOnuata. Me 1o vEo XpOvo oQei-
AOUUE WG ATOMA, WG EMIXEIPACEIC KAl WG KPATOG VA €0TIACOUUE oTN AUon avTi 6To NPORANua
Kal oTn B€TIKN NPOCEYYIoN TNG aAAayNng. H NnTwon Tng oikovopiag Kal To aBERaIo KoIVwVIKONo-
AITIKO NEPIBANOV UNopoUV Va anoTEAECOUV TAUTOXPOVA WIa JovadikA EUKalpia yia TOug enay-
yeAuaTieg otn AAA va avaldBouv npwTtoBoulia kal va enmidei§ouv Tn dnuioupyikdTnTa Toug. H
al\ayn pnopei va BewpnBei Kal wg Eukalpia va eNnavanpocdioPicOUPE TOUG OTOXOUG Kal TIG
NPOTEPAIOGTNTEG TOCO TOU opyaviopoUu 6co Kal Tou duvapikoU pag. Eival onpavtikd, woTtdoo,
Va TIG IEpAPXOUUE KATAANAQ, EVTONICOVTAG MOIEG €ival Ol MO CNUAVTIKEG KAl CUPPBATEG PE TIQ
OTPATNYIKEG NPOTEPAIOTNTEG TOU OpyaviouoU pag. To aiyoupo gival 611, dnwg avapEépel Kal

o Aivotdiv «Agv pnopoUue va AUCOUE Ta NPORANPATA PAG XPNOILONOINVTAG TOV idIo TPOno
OKEWNG NMou XPNoIUonoIncape 6Tav Ta SNUIOUPYNCAUE».

Mégoa o€ autd 10 oKeNTIKO, 0 Ku.Zu.AAA. en€cTpEWPE SUVANIKA, CUVEXICOVTAG TNV NPoondBela
yla €vioxuon TOU onPAvTIKOU POAOU MOU EXOUV VA EMITEAECOUV 01 enayyeAuaTieg Tng AAA.
Aivovtag Bdon oTa eupAPATa TNG EPEUVAG IKAVOMOINONG TwV UEAWY, Ta Onoia napouciddovral
avaAuTIKG o€ auTd To TEUXOG, 0dNYNONKE OE Jia GEIPG and CTOXEUOPEVEG EKONAWOEIG Kal
EVEPYEIEG, Ol OMnoieq BpiokovTtal oe eEENIEN.

H BepatoAoyia Tng Ekdoong auTNG NEPICTPEPETAI YUpw and enikaipa ¢ntnpata onwg n B€TIKN
dlaxeipion TNG aAAayng, n avaBewpnaon TNG oTEATNYIKAG AuoIBwY, 0 POAOG TwV EPYODOTWV
OTIG OUCKOAEG ENOXEG KAl MOANG AAAa dpBpa clyxpovou NpoBAnuaTicuoU.

H apxn Tou 2014 €ival pia oAU KaAn eukaipia yia avavéwaon, KAAUTEPEG ICOPPONIEG, ENEVOU-
OVTag GTNV NPOCWNIKA Yag avdntuén, apxi¢ovrag npwTa and Tnv evioxuon Tou €auToU Pag PE
aiolodogia kKal akoAoUbwg Twv avlpwnwyv pag. Ag pnv Eexvdaue 611 n npoondBeia yia avAka-
wn Kal avolkodopnan and TG SUCKOAIEG €ival QUTA NMOU aVTIKATPONTPICEI TOV XAPAKTAPA, TNV
AKEPAIOTNTA Kal TIG duvaTtoTnTEG pag!

KaAn avdyvwon!

Biku XapaAdunoug, Méhog Tou A.X. KuZuAAA, YneuBuvn Ekddoewv kal Enkovwviag

Editor's note

It is with great pleasure that we present the 38th issue of our magazine!

Undoubtedly, 2013 was a difficult year that shook both the business world, and the society of
Cyprus as a whole. The year was marked by confusion and negativity, as our attention was fixed
on the problem. As of the new year, however, let us as individuals, businesses, and nation, turn
our attention to the solution instead of the problem, and let’s adopt a positive approach towards
change. It may be that the collapse of the economy and the uncertain socio-political environment
offer a unique opportunity for HR professionals to demonstrate initiative and innovation. Such an
opportunity for change may enable us to redefine the objectives and priorities of organizations,
as well as our resources. It is important, therefore, to prioritize effectively, and in harmony with the
strategic values of our organizations. After all, as Einstein stated "We cannot solve our problems
using the same thinking we used when we created them."

With this in mind, the CyHRMA is back stronger as ever in its effort to enhance the important
contribution of HR professionals. Based on the outcomes of the satisfaction survey completed
by its members, which are presented in detail in this issue, the CyHRMA has organised a series
of targeted strategic events and activities to take place throughout the year.

The theme of this edition of our magazine revolves around current issues such as positive
change management, the revision of reward strategy, the role of employers in difficult times, as
well as many other contemporary issues of interest.

In the wake of 2014 come great opportunities for renewal and new resolutions, for better
balance and investment in personal development; starting first by cultivating an optimistic
outlook for ourselves and then our people. Let us not forget that our attempts to recover and
rebuild from difficult times are what shape our character, integrity and potential!

| wish you happy reading!

Vicky Charalambous, CyHRMA Board Member, Publications and Communication Representative
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Enmpuoppwtikec Apdoelc Tou Ku2uAAA

AvolKTh AIGA€én: Open Lecture:
Ta 2uoTtaTikd piag MNeTuxnuévng The Ingredients to a Successful
2 UVEVTEUENC», N\eukwoia Interview”, Nicosia

Avtanékpion Zaxapiag lwdvvou Correspondence Zacharias loannou

21 20 NogpBpiou 2013 o KuXuAAA oe cuvepyaoia pe 1o Cyprus In November the 20th, 2013 the CyHRMA in cooperation with the

International Institute of Management (CIIM) diopydvwoe avoikT did- Cyprus International Institute of Management (CIIM) organized

AeEN pe Béua «Ta ZuoTtamikd piag MeTuxnuévng ZUuvEevteuEng». Mipw a lecture open to the public on the topic of “The Ingredients to a

O KUleO KéQ ZUV6EO|JOQ Al EL,JGUVOH Q AVGD(DHIVOU AUVOUlKOL,J (KUZU A A A) otoug 60 pe 70 CUMPETEXOVTEG €iXav NOPEUPEBET oTNV EKINAWGN, N Successful Interview”. Between 60 to 70 participants attended for
) L ; > . ) onoia eixe dIdpKeIa Nepinou pIGPIoNg wPAg. the duration of approximately one and a half hours.

6|ODYOV(DO€ MIa OEIPA Aano EHOYYE)\IJ ATIKA EPYACTNPIA KAl GEUIVAPIA TKONOG TNG SIGAEENG ATAV VA NAPEXE! GTOUS GUUHETEXOVTEG XPAGH The aim of the lecture was to provide participants useful tips and

4 7 f - 1 = JEG OUPBOUAEG Kal MANPOPOPIEG YIa TNV KAAUTEPN duvVATH NOPOUsia information for the best possible presentation of themselves during
KATa TNV nEpIOéO NOEUBDIOU 201 3 lOVOUODIOU 201 4’ UE BIOKEKDH‘JE OTIG NMPOCWINIKEG CUVEVTEUEEIG, WOTE va AUENCOUV TIG NMIBAVOTNTEG job interviews, in order to increase their possibility for hiring.
VOUC OUIANTEG oTa akOAouBa BeuaTta: Ta 2uoTaTikA pIac [eTuxnuEVNG npdoAyIiG Toug. Three members of the Association were the main speakers of the

z 74 ' Z 74 z KUpiol ouIANTEG TOU CEMIVapiou ATaV Tpia JEAN TOU ZUVOECHOU: O KOG seminar: Mr Zacharias loannou, Consultant/Trainer on HRM and
ZUVEVTEUEHQ’ AI—IOTE)\EOUOTIKH AIOXEIDIOH XpOVOU! EDYOTIKH NOUOGEOIO Kal Zaxapiag lwdvvou, XUuBoulog/Eknaideutng oe BéuaTa Alaxeipiong Employee Relations issues, Mr Kyriacos Andreou, HR Manager at

{ 4 { AvBpwnivou AuvapikoU Kal Epyaciakv Zx€cewy, 0 kog Kupidkog Diapo & Tryfon Tseriotis, of the Tseriotis Group and Treasurer of

EEOpeO)\OYIOUOQ an EHIXEIpnonQ o€ KOIpOUQ KplOnQ. Avdpéou, AleuBuviiq AvBpwnivou AuvapikoU omv Diapo & Tryfon the CyHRMA Board, and Mrs. Vicky Charalambous, Recruitment

Tseriotis, Tseriotis Group kal Méhog Tou AloiknTikoU 2UpBOUNIOU Tou and Performance Development Manager at Papaellinas Group of

O ZUVéEOUOQ éGEOE WC OTC,)XO va OpYOV(bOEI EK6I’17\(I)O€IQ Ol O|_|O|/EQ eO KUZUAAA oTn B¢on Tou Tapia, kai n ka Biku XapaAdunoug, YneuBuvn Companies, also Member of the CyHRMA Board in the position of

> : ) > ) ) > MpooAiyewv kai Alaxeipiong Anddoong otov Opido Etaipeiwv Mana- Representative of Publications and Communication.

HODIEXOUV OTﬂpIEn OXI ,U OvO OTO,UQ EHOYYE)\UO-HIEQ OVGp@I‘IIVOU 6,UVOU|KOU fﬁé?&ﬁ%&gﬁ&?:ﬁglfgg';zzEﬂ%%ggﬁii;?%ﬁ%%ﬁ%gn Beon Tobegin wit.h, Mrloannou mentioqed and highlighted the_importance

O)\)\O KOI OTOUQ (DO”T]TEQ KOI OI_IO(POITOUQ OI OI—IOIOI OTO OUVTOUO UE)\)\OV 60 of communication, partly as a desirable labour market skill and partly
> ) i > > > ApxIKd, 0 Kog lwdvvou avapépBnke Kal TOVIOE TN CNUAGCIa TNG ENIKOI- as a tool for promoting candidate competencies and advantages.

EVTOXGO Uv OTO EpYOTI KO 6UVO U IKO TNQ KUI—IOOU. HEDIOOOTEDO ano 200 VvIaG, APEVOS WG HIAg srueuunTp . éeﬁqunch oV ayopa epyack Following on from that, Mr Andreou presented and analysed some of

&Topa NapaKoAoUBNGaV pia i NEPIGOATEPES and TIC Mo NAVW EKSNADCE 06 40 IQETENOL (00 S10G EPYONEID MpOnone KO MPOBONIG T the desired and required skils that today's ermployers look for, such

U p U p p Q Q Q H wneiwv. as commercial acumen, team-spirit, self-motivation, being driven by

2TN OUVEXEIQ, 0 KOG AVOPEOU NAPOUCIACE Kall aVEAUCE KAMOIEG and TIG results and being target-focused.
EMIBUNTEG, KaI ANANOULEVEG SEEGMTEG NoU AvaZnTay O GNUERIVOl Finally, Mrs Charalambous developed the importance of Positive

The Cyprus Human Resource Management Association (CyHRMA) EPYODGTEG, SN ENXERPUATK QYN WO QUIEPIOOPS, ey sipiogy and the ole posive tirking, emtions andl beaviwr
has organised a series of professional workshops and seminars from | can play in achieving better performance during the interview

: - : TéNOG, N Ka XapaAdunoug avénTuge Tn onuacia Tou kKAAdou Tng Oe- process and generally in empowering the whole job hunting phase.
November 2013 to Jan uary 2014 with di St|ngu| shed keyno‘te Speakerg on TIKNAG WUXOAOYIGG Kal TO pOAO NOU UNOPET va dIaSpauaTioe! n BETIKA She also explained ways and strategies for reinforcing positivity in
, , , , , , : OKEWN, OUVAICBNUATA KAl CUUMNEPIPOPG OTNV ENITEUEN KAAUTEPNG our personal and working lives.
the following topics: The ingredients to a Successful Interview, Effective gné§oonc KQTG T BIGBIKOCIO TG CUVEVIEUENG KOl YEVIKG TV €v- The presentation ended with & Questions and Answers session,
. . ‘. . . uvapwon otny 6An edcn Tng avalntnong epyaciag. MNapdAMnAa discussion and exchange of views
Time Management, Employment Law and Rightsizing the Business in £EAYNOE TPOMOUG KQI OTPATYIKEG YIQl EVIOXUGN TG, BETIKATTAG OTNY 9 :

T| mes Of Cri Si S NPOCWNIKA KAl ENAYYEAUATIKA pag {wn.

To oepIVApIo EKAEICE e ouZhTNON, anNdvTNoN EQWTACEWY Kal AVTaA-
Aayrl andyewv.

It was of outmost importance for the Association to organise useful

events that would support not only the human resource professionals but EWRMA,

also the students and university graduates who will join the workforce in Ta ouoTanikg U.qg;mwx :

Cyprus in the near future. Over 200 people attended one or more of the Al -

above events. . 0 o OIS

Avdptou

\apToug
v,

H enimuxia nou onueiwoav Ta enayyeAUaTIKG EQYACTAPIA KAl OEUIVAPIA UAG OECHEUEI VO CUVEXIOOUUE TNV
nPoondBEeIa Nou KAVOULE VI TNV ENMIMOPQPWON TNG TOMIKAG EMIXEIONWATIKAG KOIVOTNTAG KAl TNG KOIVWVIAG ‘ \
YEVIKOTEQQ GOOV apOopPd TNV KAipIa oNPAGCIa Tou avBpwnIivou KEPAAQIOU OTNV EMITUXIA TwWV OPYAVICUWY Kal 0Tn ,
BeATiwon Tou eMNédou Twv eNayYEAUATIOV avBpwnivou duvapikoU otny KUnpo. 2 _ |

Due to the success of the professional workshops and seminars, we are committed to continue our efforts oy ,
to educate the local business community and society in general about the vital importance of human capital -
to the success of their organizations and to advance the level of human resource professionals in Cyprus. =
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EnayyeAuartiko
Mpoyeuua:

EEopBoroyiouds Tne Enixeipnong oe
Kaipouc Kpiong

Avtranokpion Natdoa lakwBidou

To enayyeAuaTikd Npdyeupa Pe TiTho “E&opBooyioudg Tng Enixeipn-
ong oe Kaipoug Kpiong” éhafe xwpa ot 26 Noguppiou 2013 oto Ké-
vTP0 KatdpTiong Tou Opidou Etaipeicdv MNanaéMnvag otn Aeukwoia.

To epyactipl nTav Baciopévo o NPakTikG napadeiyuata and Tic
EUNEIPIEG TWV 2 OUIANTWY, TOou Kou Mavayiwtn ©pacuBouiou, Algu-
Buvth AvBpwnivou Auvapikou kal Moiétntag oty eTaipeia Unicars
Ltd kai Tne kag Natdoac lakwBidou, AleubuvTpiac AvBpwnivou Au-
vauikoU Tng Hermes Airports Ltd, 6nwg kai and Tic euneipieg Twv
OUMIHETEXOVTWV.

To epyaoTrpl EOTIACTNKE oTa EENG BEUATQ:

* Meiwon npoownikou Vs EEopBoAoyiouou Tne Enixeipnong

* EvBdppuvon diapAaveiag kal SIKaoouvng

o XeIPIOUOC TWV VOUIKWY ENNTOOEWY TNG dIadIKAGIag
peiwong npocwnikou

o XeIPIOPOG TWV ZUVTEXVIWV

o Y xedIaoPOS oTEATNYIKOU NMAGVOU ENIKOIVWVIAG E OTOXO TN
dloxeipion aAaywy Kai JIAXEIPION AUTWV NMOU QVTIOTEKOVTA
otnv aMayn

* [Mwg va JIAXEIPICTEITE TO MPOCWIKO MOU NAPAUEVE! («CUVOPOUO
auTou nou enBICVEl»)

* |oopponia PETAEU PEiwong KOGTOUG KAl EMIXEIPNOIAKNG
ANOTEAECUATIKOTNTAG

Me Bdon Tnv avatpo@odOTNon NMou NNPAUE, Ol CUMPETEXOVTES Bpn-
Kav TO EpYacTNPI EVOIAPEQOV Kal WPENIO, KABWGS TOUG NPOCEPEPE
TNV EUKaIPIa va BECOUV EPWTNCEIC, VA AVTAAMAEOUV andYEIG Kal va
JOIPACTOUV TIC MPOCWIKEG TOUC EMNEIRIEG OTO BEUA, KAAEG Kal KO-
kég! O1 oupPETEXOVTEG dNAwoav eniong, 6T N SIadPACTIKA oPPA
TOU EPYACTNPIOU Kal N eUKaIpia Mou Toug OBNKE yia dIkTUwon ATav
HEPIKG aKOUN BETIKA.

Business Breakfast:
Rightsizing the Business in
Times of Crisis

Correspondence Natasa lacovides

The “Rightsizing the Business in Times of Crisis” business breakfast
was conducted on the 26th of November 2013, at the Training
Centre of Papaellinas Group of Companies, in Nicosia.

The workshop was based on practical examples coming from the
experiences of the two facilitators Mr. Panayiotis Thrasyvoulou, HR
& Quality Manager at Unicars Ltd and Mrs. Natasa lacovides, HR
Manager at Hermes Airports Ltd, as well as those of the participants.

The workshop was focused on the following issues:

* Downsizing Vs Rightsizing

e Encouraging transparency and fairness

¢ Handling the legal implications of the downsizing process

¢ Handling the Trade Unions

e Designing a strategic communication plan aiming
at the management of change and managing those resisting
to change

e How to handle the remaining staff (the “survivor syndrome”)

e Balancing the need to cut costs with operational effectiveness

Based on the feedback received, participants found the workshop
interesting and beneficial as it offered them the opportunity to ask
questions, exchange ideas and share their personal experiences
on the subject, both good and bad! The interactive nature of the
workshop and the opportunity to network was also a plus, according
to the participants’ feedback.

27.11.2013

EpyaoTtnpt:

AnoteheouaTikni Alaxeipion Xpbvou

Avtanoékpion Mapia MNewpyiou & Avva Zo@okA&éoug

>Tg 27 NogpBpiou 2013 o KuZuAAA oe cuvepyaoia pe 1o I'papeio
J1adiodpopiag Tng Ynnpeoiag Xnoudwv kal GoitntikAc Mépiuvag
Tou Maveniotnpiou Kunpou diopydvwoe epyaotipl pe BEpa «Ano-
TEAEOUATIKA Alaxeipion XpOvou» Nou ATAV GTOXEULEVO VIa POITNTEG,.

Méoa and pia oeIpd NAPOUCIACEWY, HE EICNYATPIEG TIG KK XPIOTO-
Béa Katéun, EnayyeAuartiag AieuBuvong AvBpwnivou AuvapikoU Kal
Aleen Avdpeou, Programme Director at PeopleAchieve and Human
Resources Consultant, ol GUPPETEXOVTEG €ixav TNV eukaipia va nd-
POUV XPNCIUEG MANPOPOPIEG NoU Ba Toug BonBricouv aTnv KAAUTEPN
dlaxeipion Tou xpdvou Kal oTnv aUénon TNG NapaywyIkOTNTAG TOUG.

Me 10 KAEICINO TwV NAPOUCIACEWY, Ol CUUMETEXOVTEG EEEQPACAV TNV

dnoyn Toug yIa TO EPYACTARI ANAVTWVTACG OTIC AKOAOUBEG EPWTNOEIC:

* Ti cou Gpeoe oTNvV Napouaciacn;

e Ti Bewpeig Nwe ATav XProIWo Kal e Nolo TPOMNO UNOPEIG va To
agonoInceic;

e Ti kavouplo €UaBEG;

* H napouciaon ikavonoinoe TIG NPOCOOKIEG COU;

2NV NPWTN €PWTNON, OF CUMKETEXOVTEC dNAwoay OTI N doun Kal O
TPOMNOC dleEaywync TNS Napouciacng NTav autd Nou Toug EIXE EVTU-
NWOoIAoE! Mo NOAU.

21N OeUTEPN €PWTNON, Ol CUPUETEXOVTEG EiXav EMIKEVTPWOE! OTIQ
MEAKTIKEQ CUPBOUAEG NMOoU NapoucidoTnkay, Kai I0IKA oTn onpavTi-
KOTNTA Kal TOV TPOMO IEQAPXNONG TWV OTOXWV NoU BETOUV O KabNn-
uepvi Bdon.

TNV €pWTNON «TI KAIVOUPIO EUABEG;», Ol CUUIETEXOVTEG EIXQV EMIKE-
VIPWOET KUpiwg 010 ox€dI0 opydvwong «SMART» oToxoBéTnong Kail
oTov TPOMNO JIAXEINIONG TWV EPYACIWV KAl KABNKOVTWY TOUG. ZUYKE-
KpIEVa, GoITNTAG Tou TupaTog OIKOVOUIKWY Tou Maveniotnuiou Ku-
npou, dNAWGE OTI MPENEI Va KAVE! «MPWTA Ta OUCKOAX Kal UETA Ta €U-
KOAQ» Kal OTI IEXQI TWEA MAYAIVE «avAnodd... EKava NPWTA Ta EUKOAA,
€Nalpva NnEwTa TN AEMTOUEPEIA Kal UOTEPA DEV EKAVA TA CNUAVTIKG».

TNV TEAEUTAIO €0WTNON, Ol CUMETEXOVTEG €iXaV EKPEACE! TNV IKA-
vonoinon Toug yia Tov Tpono dIEEaYwYNG TOU EQYACTNEIOU eV KA-
nolol drAwaoav OTI N napouciacn eixe EeNepAcel TIG NPOCDOKIEG TOUG.

Workshop:

Effective Time Management

Correspondence Maria Georgiou & Anna Sophocleous

On November 27th, 2013 the CyHRMA in collaboration with the
Career Office of the Academic Affairs and Student Welfare Service
of the University of Cyprus organized a workshop on “Effective Time
Management” which was targeted at students.

After a series of presentations, by Mrs. Christothea Katemi, Human
Resource Management Professional and Mrs. Aleen Andreou,
Programme Director at PeopleAchieve and Human Resources
Consultant, the participants had the opportunity to gain useful
guidelines and tools that will help them better manage their time and
eventually increase their productivity.

By the end of the presentations, some participants were asked to
answer the following questions:

e What did you like about the presentation?

e What did you find most useful and in which way can you use it?

* \What new did you learn?

¢ Did the presentation meet your expectations?

With regard to the first question, participants mentioned that they
were impressed most by the way the presentation was structured
and delivered.

In response to the second question, participants were focused on
the practical tips given to them, and especially on the importance
and the way they prioritize the goals they set on a daily basis.

In response to the question “What new did you learn?” participants
mainly focused on the “SMART” goal setting process and the way
they manage their work and tasks. Specifically, a student in the
Economics Department of the University of Cyprus, said that he
should do “the difficult things first and the easy ones later”, whereas
so far he was doing “the reverse... | was doing the easy things first,
focusing on details and later not doing the important ones”.

In response to the last question, participants expressed their
satisfaction with the workshop while others reported that the
presentation had surpassed their expectations.
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Mapouciaon:
EpyaTikn NouoBeoia

Avtanékpion MixaAng Oikovopidng

2116 29 NoegpBpiou 2013 npayuatonoinénke oeuIvapIo PE BEua Tnv
«EpyaTikin NopoBeoia» oto Texvohoyikd Maveniomipio Kdnpou, 1o
onoio napouciace o K. Mixaing Oikovouidng, diknydpog and To dikn-
yopIk6 ypapeio ECONOMIDES KRANOS & CO. LLC.

‘Eva and ta Béuara Ta onoia napoucidotnkav Katd Tn JIGPKEIQ TOU £V

AOYW OepIvapiou gival o TEPUATIOPOG TNG anacxdAnong Kai didpopa
nTAPaTa Ta onoia npokunTouv yUpw and autdv. Eyive avapopd oto
dIkaiwua anolnpiwong, To ornoio €Xel KAMoIog £pYOd0TOUUEVOG OF
nePiNTWoN TEQUATIOLOU TNG AnacxXxOGANCNG TOU, KAl OTNV ANWAEID TOU
SIKalwUATOG yia anolnuiwon. MapoucidoTnKe eniong N NEPMTWon TNG
andAuoNg Pe N xwpig Npoegidonoincn Kal N NEPINTWon TEPUATIONOU TNG
€pyodOTNONG and Tov €pyodoToUpEVO. MNepalmépw £yIVE avapopd Kal
oT0 dIKaiwpa NANPWHNG evOg £pyod0TOUEVOU avTi va Tou doBel npo-
€100M0inoN TEPUATIONOU anacxdAnoNng. XulnTnOnkayv JETAEU AAMWV Ta
SIKalwUaTa Ta ornoia éxel kKAnolog pyod0TOULEVOS KATA Th JIAPKEIQ
NG NEPIGOOU MPOEIdONOINCNG YIa TEPUATIOWO TNG €PYACIAq KABWS
enioncg Kai To B€ua Tou NAEovacoU.

Kard tn didpkeia Tou ogpivapiou, PETAEU AMwv avapePBnKay N npo-
oTacia Twv PNTépwy, N Adeia PNTedTNTag, N Anaybpeucn Tou TEPUATH
opoU TNG anacxoANcng TNG PUCIKAG Kal TNG BETAG UNTEPAC, Of JIEUKO-
AUVOEIG VIa TO BNAAoUO Kal TIG QUENUEVES (PPOVTIOES Tou NaidioU Kai N
&dela anouciac and TNV Epyacia yia NPOYEWNTIKEG EEETACEIG.

Meparmépw ounTBnkay B€uaTa adelny Kal apyiwV TIG onoieg dikalou-
VTQl Ol 0YOOOTOULEVOI.

‘Eyivav avapopég ota Béuata iong PETaxeipiong PETAEU avOpwy Kal

YUVAIKWOV OTOV €QYACIOKO XWMPO Kal OTNV €NAyYEAUATIKA eknaideucn
Kal MO CUYKEKPIPEVT BEUATA OEEOUANKNG NAPEVOXANONG, EKJIKNTIKES
EVEPVEIEG €IC BAPOC EpYAlOUEVWY, EKMAIDEUOUEVWY N UNOWNPIWY,
n anayopeuon dIOKPIcEWY TNV anacxoAncn, N anayopeucn dUCHE-
voUG PETAXEIPIONG EYKUWY N UNTEPWV Kal o DIAKPICEIG Adyw NAIKIag,
KaBWS Kal N anaydpeucn dIOKPICEWY AVALESA OE EQYODOTOULEVOUC
ol onoiol pyadovTal PE PEPIKN anaoxdANcn Kal o €pyod0TOUUEVOUG
ol onoiol epyddovtal e NANPN anacxdéAnon Kai/ri oONKNG JIAPKEIAG
€pyaoiag.

‘Eyive eniong avapopd otnv unoxpéwon acPAAiong Twv £QY0d0TOU-

MEVWV EvavTl TNG UBUVNG Tou pY0dATN yIa aTUXNPA N ENAYYEAUATIKA
acBéveia oe kKGO pyodoTOULEVO TOU.

TéNog, €yive avapopd Kal oTo dIKAIwUA EVNUEPWONG TwV EQYODOTOU-
pévav and Tov epyoddTn yia 6poug epyaciac. Xudntibnkav neparré-
pow Kal BéuaTa diatipnong - SIACPANIONS TwWV JIKAIWUATWY TWV EPYO-
OOTOUPEVWY KATG TN PETARACN OTNV ENIXEIPNON Kal O NEPINTWOEIG
ANOAUCEWY AOYW OIKOVOUIKWY, TEXVIKWV Kal AANWY AOYwV.

To ev Aoyw CepIVAPIO ATAV AVOIXTO MPOG TO KOIVO Kal KaTd TN dIGPKEI
NG napouciaong T IGAEENG unnpxe avoixTog JIAAOYOG UETAEU TOU
OMIANTA Kal TOU KOIVOU yia Tnv enfAucn OAWV TwV anopIwV TwV NapEU-
QICKOUEVWV.

Presentation:
Employment Law

Correspondence Michalis Economides

On November 29th, 2013 Mr Michalis Economides, lawyer at
ECONOMIDES KRANOS & CO. LLC, presented a seminar with title
“Employment Law” at the Cyprus University of Technology, under the
auspices of the CyHRMA.

One of the main subjects that have been presented and analyzed
during the course of the seminar considered the matter of termination of
employment along with further issues that may occur as a consequence
from it. Mr Economides referred to an employee’s right of compensation
when his/her ordinary course of employment is terminated. He also
referred to those instances by which this right is likely to be lost or
abolished. Additionally, the seminar discussed the instances by which
discharge of an employee is allowed with or without notice, and in what
instances it is possible for an employee to voluntarily terminate his/her
contract of employment. Furthermore, reference was made in regards
to the right for a payment in advance to an employee instead of issuing
him/her a discharge notice. Further discussion, amongst others, was
made around the rights accompanying an employee during the period
refereed in the termination of employment notice along with other issues
concerning redundancy.

Mr Economides also referred to maternity rights, maternity leave,
the prohibition of termination of employment for natural or adoptive
mothers, further concessions regarding breastfeeding or the
demanding treatment and care of a child and to a mother’s right for
prenatal examination leave.

Furthermore, Mr Economides demonstrated an overview around the
employees’ rights over annual leave and holidays.

The seminar also covered equal rights between men and women
in the workplace and with regards to training and development
opportunities. It specifically referred more particularly to the matters
concerning sexual harassment, punitive actions against employees,
trainees or candidates, the prohibition of discrimination at work,
the prohibition of mistreatment of pregnant women or mothers,
discrimination due to age as well as the prohibition of favourable
treatment between part-time and full-time employees. Reference was
also made on the employer’s obligation to insure each and every one
of his/her employees for accidents, occupational diseases or other
incidents through Employer’s Liability.

Conclusively, Mr Economides talked about the employee’s right
to be informed about his/her working terms and conditions by his/
her employer. There was a further discussion around employees’
conservational rights regarding their transition to work and the
instances by which an employer is allowed to discharge an employee
for economic, technical or other reasons.

The abovementioned seminar was open to the public and during the
course of the presentation there was an open discussion between
Mr Economides and the audience in order to resolve and answer all
the potential issues or questions arising from the topics/legislation
covered in the seminar.

03.12.2013

AvolKkTn AIGAEén:
Ta 2uoTtaTikd piag MNeTuxnpévng
2 UVEVTEUENC, Apog

Avtanokpion Avvita lMNérpou

2ng 3 AekepBpiou 2013 npayuatonoindnke otnv MaAid HAeKTpIKA, oTnv
kapdid g Mdgou, n avolkt dIGAeEN pe Béua «Ta XuoTamkd uiag MeTu-
XNPEVNG ZUVEVTEUENC» TNV onoia cuvdlopydvwoay o KUZUAAA padi pe 1o
Enapxiakd Mpageio Epyaciag Mdagou kai o Cyprus International Institute
of Management (ClIM).

H npocéAeucn Tou Koivou ritav aBpda, e anoTEAECHIA VA UNAPXE Jia MOAU
HIkpr kaBuaoTtépnon oTo exkivnua. MapdAa autd To cepivapio Ba unopouce
Va XAPAKTNPICTEI 0av AWoya OPYAVWUEVO.

To dvolyua Tou cepivapiou avéAaBe 0 KOG ZwkpATng XpIcTOdOUAIdNG,
Enapxiakég Aeiroupydg Epyaciag Mdgou, 0 onoiog  KaAwoOPIoE Toug
OUMHETEXOVTEG KAVOVTAG HIA IKON €I0aywyn yia To Tl 6a akoAouBoUce. XTn
OUVEXEID, oTo Bria avéRnke o Aruapxog Mdaoou, kog ZaRRag Bépyag,
0 0rnoiog avagépBnke oTa eUpWNAIKA KOVOUNIO Kal OTO NMOCO €XEl ENNPE-
acTel 0 dnpog Mdapou and TN CNUEPIVA OIKOVOUIKA KEIoh GTnNV onoia éxel
nepIENBEI To vnol. AKoAoUBwG, 0 kog Anuntpng Mixanhidng, AviTepog Aer-
Toupydg Epyaciag oto Tunua Epyaciag, avagépbnke ki autdg OTa EUPW-
naikd kovOUAIO Kal GTN GNUAGCia Tou va BPoUpe TPOMOoUG va GpEPOUE auTd
Ta KOVOUNIO OTN XWPA PAC WOTE va eNw@EANBoUV ol VEOI UE TN dNPIOUP-
via véwv Bécewv gpyaciag. TéNog, o kog Kpiotng MAaocmpag, Business
Development Manager cto ClIM, napouciace TpoMoug nou NPOoMEPE! TO
CIIM @orTe o1 véol va BEATICOUV TNV anacxoANcIuéTNTA Toug.

Auéowg PETE, akoAoUBNGE TO KUPIWG UEPOG TOU CEUIVapiou, UE TNV Ka
Mapia Avtwviddou, Administrative Assistant Accounts & Administration
Tng Columbia Shipmanagement Ltd, v’ avoivel To cepivapio eEnywvTag
OTOUG CUMPMETEXOVTEG OTI N CWOTN dNPIOUPYIa Tou BIoypapIkoU ONUEIw-
JaTog Kal N NPOETOIACIa GTN CUVEVTEUEN €ival N apxn nou ival To AYICU
Tou Navtog. H ka Aviwviddou eniKevTpwONKe KUPIwg oTo Nwe Ba npénel
va ypaQTel éva Bloypadikd oNPEiwUa, T va XpnoluonoloUpe Kai Tl Ba Atav
KaAG va anopeUyouULE.

Akoloubnoe n ka Awvita Metpou, Yneubuvn Alaxeipiong AvBpwnivou Au-
vapikou Tng RCB Bank Ltd, n onoia ava@épBnke otnv anoTeAECUATIKA
ENKOIVWVIa Twv deEIOTATWY TOU UNoWN®iou e TOV UNEUBUVO TNG CUVE-
VTEUENG. Mpoondbnoe Baoikd va dWoel Tov TOVO TNG TEAEUTAIAS NMIVENIAG
evavovtag OAa Ta KOPPATIa TOU NadA pIag CUVEVTEUENG LIE TNV EMIKOIVWVIa
Kal Ta KUPIGTERA XAPAKTNPICTIKA MoU WAXVOUV Ol EpyodOTEG OE €vav UMo-
WNPIO: CUVEPYACILIOG, EMKOIVWVIOKOG, CUVAIVETIKOG, EUDIGBETOC.

To kAeioipo Tou Bépatog avéAaBe n ka NdataAn MaoTtopoudn, Senior HR
Specialist Tng Amdocs Development Ltd, n onoia enikevipwBnke ota €idn
OuvevTeUEEWY, oToug SIAPOPOUG TUMOUG EPWTACEWY KAl OTO M®G Ano-
vToUpE O OUOKOAEG EPWTACEIG. AVaPEPBNKE €NionNg OTIG EPWTNCEIG -
oAOYNONG €NAYYEAUATIKWY IDIOTATWY Kal aTov dounuévo Todno (S.T.A.R.
Technique) nou pnopsl o unowneiog v anavtioel. H ka MaoTtopoudn
€0wOE eniong NapadeiypaTa EpWTACEWY MOU UNOPES va KAVEI 0 UNoWN®I-
0G KaTd To TEAOG TNG CUVEVTEUENG YIa va Oeiel TO evDIApEPOV TOU YIa TN
OUYKEKPIPEVN BECN €pyaciag.

210 TEAOG TWV NAPOUCIACEWY, 0TO Bra avéRnkKe Kal NAAI 0 kog MAaoTA-
pag, o onoiog ZATNoe and To KoV va aneubUVEl EpWTAGCEIG MPOG TOUG Oli-
ANTEG. O1 DIAPOPES EPWTNOEIC AMNd TOUG CUUKETEXOVTEC anavTnBnkayv and
TOUG OMIANTEG Kal auTd ONUATOOOTNOE Kall TO TEAOG TOU CEUIVAPIOU.

Open Lecture:
The Ingredients to a
Successful Interview, Paphos

Correspondence Annita Petrou

On December 3rd, 2013 all roads led to the Old Power House at the heart
of Paphos, where the CyHRMA in cooperation with the Paphos District
Office of Labour and Cyprus International Institute of Management (CIIM)
organized an open lecture entitled “The Ingredients to a Successful
Interview”.

The turnout was beyond expectations thus resulting in a slight delay at the
beginning of the seminar due to the large number of participants. Despite
this delay the seminar was characterized as being perfectly organized.

Mr Socrates Christodoulides, Paphos District Labour Officer, opened the
seminar by welcoming the participants and by making a short introduction
of what would follow. Mr Savvas Vergas, Mayor of Paphos, followed
and referred to the availability of European funds and how the Paphos
municipality has been affected by today’s crisis that the island is facing.
Mr Demetris Michaelides, Senior Officer at the Department of Labour,
continued the presentation and stated that the European funds are very
important and that we should find ways to bring these funds to the island
in order for young people to profit with the creation of new jobs. Finally,
Mr Christis Plastiras, Business Development Manager at ClIM, presented
the ways in which CIIM offers so as to help young people to improve their
employability opportunities.

During the main part of the seminar, Mrs Maria Antoniadou, Administrative
Assistant of Accounts and Administration at Columbia Shipmanagement
Ltd, explained to the participants that the right CV as well as being well
prepared for an interview is the beginning of everything. Mrs Antoniadou
focused her presentation on how to write a CV as well as what one should
use and what one should avoid.

Mrs Annita Petrou, Human Resources Officer at RCB Bank Ltd, followed to
talk about the importance of effective communication skills for a candidate
during an interview. She basically tried to give the last touch by joining all the
pieces of the puzzle together for an interview and show what the employers
are really looking for in a candidate i.e. cooperation, communication skills,
responsibility, and consensus.

Mrs Natale Mastoroudes, Senior HR Specialist at Amdocs Development
Ltd, closed the seminar by focusing her presentation on the different types
of interviews and different types of questions addressed to candidates
during interviews. She also noted that behavioural interview questions can
be answered using the S.T.A.R. Technique which allows the candidate to
answer in a structured way. Mrs Mastoroudes gave examples of frequently
asked questions that are given to candidates by employers during an
interview.

Mr Christis Plastiras closed the seminar by asking the participants to
make any queries they had to the presenters. The various questions of the
participants were answered by the speakers and that marked the end of
the seminar.
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Correspondence Panayiotis Thrasyvoulou & Kyriacos Andreou

Early this November, the European Association for People Management (EAPM) and the Chartered Institute of Personnel
& Development (CIPD) combined their forces and co-organized their annual conferences. The events were a huge suc-
cess, both in terms of bringing together HR professionals from all over the world and providing an excellent opportunity for
further learning and professional development to the participants.

Both events were held at the Manchester Central, an amazing Convention Centre dedicated to conferences and exhibi-
tions at the heart of Manchester, UK.

HR Exhibition/Organization of the Conferences

Adding further to the conferences’ value a huge HR Exhibition was organized by the CIPD. Thousands of HR profession-

als passed by the Exhibition and were informed about the latest advancements in the field of HR. Hundreds of exhibi-

tors participated, including HR Consultants, Training Consultants, HRIS Providers, Coaching Experts, Universities etc. i i
We were impressed by the organizers’ emphasis on technology and professional networking. Technology was evident

throughout the conference; individual passwords were generated for every one of us, and these were used to issue the E e
authorization card on the spot. In addition, the log-in details enabled us to download an application on our mobile phones

consisting of all the information related to the conference and the exhibition: floor plans, individual schedule based on =
our enrolment preferences, exhibitors’ description, location details and so on. The organizers’ approach to professional

networking was structured and well-thought; they created a section for “speed networking” where people registered them-

selves and waited for the “networking sessions” to begin. They also designed the layout of the exhibition in such a way

as to include cafeterias in the dense areas. Cafeterias were “branded”, for example there was the “conference delegates’

café” and the “business café”. In addition, the CIPD and other Exhibitors organized short presentations delivered at the

exhibition floor. Participants who wanted to get actively involved in networking would find it hard not to be able to do so!

EAPM CONGRESS

The first day (i.e.5th November, 2013) was devoted to the Annual Congress of the European Association for People
Management (EAPM). The Congress was of a “traditional” format, consisting of talks delivered by prominent HR professionals
and academics. The key topic was “Managing the New Global Talent Realities”. The Congress also included the official
handover ceremony to the new Presidency of the EAPM.

We were impressed by the following presentations:

1. Prof. Ben-Hur of IMD talked about the importance of talent analytics into decision making and introduced talent
intelligence as the key to talent management.

2. The HR Director of CERN focused on the peculiarities of recruiting talent for a huge scientific project.
The majority of talent needed at CERN is not scientists. The focus was on how to recruit talent through social media.

3. The Shell HR team focused on how they conduct workforce planning in an environment that demands resource deploy
ment and planning for more than a decade ahead.

4. The BCG team presented the findings from their survey and the key challenges HR Professionals will face in the upcoming
years (survey is now available on the CIPD website).

5. The VP of HR at Unilever talked about the impact of demographic shifts on talent management and the new realities we
have to face in terms of new career paths’ design and women'’s advancement.

6. The HR Director of Allianz Insurance and the Talent Director of Hilton Worldwide discussed the importance of adjusting
HR practices in order to become more attractive for international talent and how can international talent fill the skills
gaps in the organization.
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CIPD ANNUAL CONFERENCE & EXHIBITION (6 — 7 November, 2013)

The EAPM Congress was useful, structured and focused on its key topic. The CIPD Conference, however, was a spec-
tacular show! More than 4000 people attended and the topics covered were of huge relevance to the current, global HR
challenges. More than 35 workshops and seminars were organized during the two days. We tried to attend to as many
workshops possible but, unfortunately, time was limited. We managed, however, to gain spectacular insights regarding
the topics covered during the workshops we attended. To get the maximum out of the conference, we split the work-
shops between us and attended them separately. The highlights of the CIPD Conference were the two keynote speeches.
Success stories and practices from organizations of all sizes were shared, giving attendees a unique opportunity to learn,
think and generate new ideas. We were particularly impressed by the following:

1. Neuroscience of Leadership: we had the opportunity to examine the biological processes that happen in our brain
and gain insights as to how we can affect change by “gearing” influential people who can lead: training them to slightly
alter their underlying cognitive abilities that determine their attitudes and beliefs, and therefore their behavioural patterns.
We even went through a brain scan for this purpose!

2. Entrepreneurship and Intrapreneurship: we examined how small and big enterprises foster innovation by focusing
on entrepreneurship. Entrepreneurship is built-in in their DNA and they aim at creating “intrapreneurs”, employees with
similar attributes as business owners who strive to create and implement a new, innovative idea (sometimes against all
odds). Of particular interest was the comparison between a small company, “Innocent Drinks UK” and a big company,
“Alcatel — Lucent”; Innocent strives to create an entrepreneur at every level of the organization and create many new ideas



whereas Alcatel focuses on struc-
turing the innovation process: they
have created an “Innovation Board
of Directors” that approves new, big
ideas and acts as an intermediary to
bring them to life (i.e. it invites angel
investors to fund its employees’ new
project, Universities to help develop
the idea further and so on). To be
able to do that, the HR Department
designs networking events where
engineers, marketers and sales peo-
ple get together and are encouraged
to form informal innovation teams.
These teams are then encouraged to
create and present their idea to the
Innovation Board. Approved ideas
enter the formal process of imple-
mentation and non — approved ideas
are not entirely rejected: instead, an
option is given to the employees that
created the idea so that they can start
their new venture with Alcatel’s sup-
port or remain with the organization
and work on their idea (and even a
new one) more.

3. HR Technology: we covered the
area of HR metrics and how analytics
can provide insightful guidance to
employees and managers, how tech-
nology can be used to empower and
motivate people and improve produc-
tivity. The understanding of the wider
impact social media can have on
people strategies and practical ways
to engage with the workforce using
social media were played on top of
the topic list. Social media are having
an important role within recruitment
and engagement strategies.

4. Leadership: a different approach
on leadership and particularly on female leaders was a very interesting topic as well. We are now aware of real examples of
how to encourage, coach and develop female leaders for future leadership requirements and roles. A woman in a senior
role is an international challenge for HR professionals around the world. In addition, the success story of Crossrail, gave
us an example of how people should lead through organizational change.

5. Young Talent Strategies: HR leaders from organizations such as KFC and Hilton talked about recruitment pro-
grammes to attract, engage and retain young talent, and how apprenticeship programmes are able to develop young
talent and create value for the business. They provided us with an understanding of the business benefits of collaborating
with schools, colleges and universities to attract and secure future talent.

Conclusion

The two Conferences constituted a life-changing experience for both of us. We gained valuable insights into the hot topics
of HR, as these are seen by the eyes of HR Professionals all over the world. We believe that the challenges are common,
global and very relevant to our jobs, however specific the context. We wish to share our knowledge of the insights we
gained and for this reason we invite all of you to contact us and ask for material and more information regarding the two
conferences.

Email: info@cyhrma.org

Christmas Business Breakfast, Nicosia o0

CyHRMA Christmas
Business Breakfast

Correspondence Charis Anastassiadou

The Cyprus Human Resource Management Association (CyHRMA) organised on Monday, 2
December 2013 a Business Breakfast presentation by Mrs Emmanuela Lambrianides, Com-
missioner for the Reform of the Civil Service, which was sponsored by PwC and the University
of Cyprus (UCY).

More specifically, Mrs Lambrianides analysed to a large group of Human Resource Manage-
ment professionals the developments and challenges in transforming Human Resource
Management in the Cyprus Civil Service. She transparently presented the challenging objec-
tives and tight deadlines of the reform process' design and implementation, which sparked a
lively discussion with the audience.

This event had a charitable character. Instead of the usual participation fee, the participants
donated Christmas presents for underprivileged children of ages 3-5,5 years old who are at-
tending “MANA” kindergarten, which is supported by volunteers.

In total, 60 Christmas presents were collected and delivered by Charis Anastassiadou and Irene
Papadopoulou, on behalf of the CyHRMA Board of Directors, to the children of "MANA" kinder-
garten during a short ceremony on Tuesday, 17 December 2013.

Following the presentation, the CyHRMA received a letter from Mrs Lambrianides informing us
that any Members who are interested in providing professional assistance to the "Office for the
Reform of the Civil Service" should submit their contact details to the Office, in order to be able
to get in touch with them, when and if necessary.
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XPIOTOUYEWIATIKO
EnayyeAuaTikd [Npdyeuua
ToU KU2ZUAAA

Avtanokpion Xapig Avaotaciddou

Tn Agutépa 2 AekepBpiou 2013, o Kunpiakdg Zuvoeopog Aleubuvong AvBpwnivou Auvapikou
dlopydvwoe napouaciacn, otn didpkela EnayyeAuaTikou MNpoyeuuatog, Tng kupiag EppavouéAag
Aaunpiavion, Enimpénou Metappubpiong Tng Anpdaoiag YAnpesiag, To onoio enixopnynénke and
TNV eTaipeia PwC kai To Maveniothpio Kunpou.

[0 OUYKEKPIUEVA, N KA. AaunpIavidn avéEAUCE OE IEYAAO aPIBUO NOPEUPICKOUEVWY
enayyeAUaTiov Tou Topéa AAA TIG eEENIEEIC Kal MPOKANGEIC oTN avadiaudpdwon Tne AlelBuvong
AvBpwnivou AuvauikoU otn Anpéola Ynnpeoia Tne Kunpou. MNapouciace, e dIapAVEIES, TOUC
OTOXOUG-MPOKANGEIG Kal Ta OTEVA XPOovodlaypdupaTa Tou oxedidcpou kal uhonoinong TNg
dladikaoiag peTappuBbuiong, BéuaTa nou NpokAAeoav (wnpr cUZATNON UE TO AKPOATAPIO.

AUTO TO YEYOVOG €iXE PIANAVEPWNIKO XAPAKTAPA. AVTi yIa IKAIWUA CUPLETOXNAG, Ol CUULETEXOVTEG
XAPIoAV XPIGTOUYEWIATIKA OWPA GE NAIDAKIA NAIKIWV 3- 5.5 XpOV@V Nou nnyaivouy 6To
vnriaywyeio «<MANA», idpupa nou otnpidetal and eBeAOVTEC.

2 UVONKKQ, padeutnkay 60 XpIoTOUYEWIATIKG OWEA TA Ornoia NapEdWOAV EK [UEPOUG TOU
AloiknTikoU 2ZupBouliou Tou KuXuAAA ol Kupieg Xdpic Avactaoiddou kal Eiprivn NanadonouAou
ora naidid Tou vnmaywyeiou «MANA» katd Tn dIdpKeIa oUvTouNG TEAETAG TN Tpitn 17
AekepBpiou 2013.

MeTd TNV Nnapouciacn, n ka. Aaunpliavion anécTtelAe enicToAN oTov KUXUAAA NANPOPORWVTAC
pag 611 6noia MENN Tou ZUVOEGHIOU EVOIAMEPOVTAl VA MAPEXOUV ENAYYEAUATIKN BONBEIa 0TO
«[papeio MeTappuBbuiong Tng Anpdaolag Ynnpeoiac» Ba mpénel va unoBAAouV Ta GTOIXEID
ENIKOIVWVIAC Toug oTo papeio, WOTE va UnopoUV Va ENIKOIVWVACOUY Wadi Toug, EAV Kal OroTe
XQEIQOTEI.

AdEI0 avanauonc
AVEU AnoAaBwY Kal ion
UETAXEIDION PUAWV

Avtanékpion Zaxapiag lwavvou

Mvoudteuon Tng Emmpdnou AloIKNoewg yia
SIAKPITIKA JETAXEIDION TWV YUVAIKWY MOU KAVOUV
xpnon ddeiag dveu anoAaBwv PeE okond Tn
(PPOVTIOQ TOU VEOYEVVNTOU TEKVOU.

Anudola UNAMnAog UnERBaAe katayyeAia via Ok
dkpion otnv Enitpono Aloiknoewe und v appo-
dI6TNTa TNG WG enionun Apxn lodTnTag otnv ana-
oxOAnon, dla To AGyo 6Tl OeV TNG NICTWONKE ETNOIA
Gdela avanauong yia Tnv Nepiodo nou EAaRe Adeia
dveu anoAaBwv e okond TN PEOVTIOA TOU VEO-
yéwntou naidiou Tng. Eniong, n nepiodog TNg ev
AOYw GOEINg eV TNG MPOCUETENONKE YIA GKOMOUG
KaTaBoAnG TNe avaAoyiag Tou 13ou pioBou. ©€on
TNC NapanovoUpevng eival 6T N ev AOYw UETAXEN
plon cuvioTd dIAkPIoN Adyw PUAOU Kal napaBioon
Tou [epilong Metaxeipiong Avopwy kai Muvaikov
otnv anaoxdéAnon Nopou yia TI§ Yuvaikeg nou Ké-
VOUV XPNon TETOIoU €idoug AdeIag.

EEetdlovrac 1n NopoBeoia ce €BvVIKO Kal EUpw-
naiké eninedo, n Enitponog Aloiknoewe dianioTw-
o€ 611 n B€on TNGg napanovoupevng ival Baciun
Kal OTI O CUYKEKPIPEVOG KAVOVIoUOG TG Anpdact-
ag YNnpeciag ouykpoUETal E TNV apXn TNG 100~
TNTAG.

Kartapxnv Bewpel «npoBANUATIKN» TNV MPOCEYYI-
on Tou TUNPaTog Anpéoiag Aioiknong kai IMNpoow-
nikoU and Tn uia va avayvwpilel Tnv Adeia Aveu
anoAaBWY wg NPAYPATIKA UNNPECIa yia ckonoug
MPOAYWYWYV, MPOCAUENCEWY Kal OUVTagIodOTH-
KOV WPEANPATWY Kal and TNy AAAN va unv
AapBdvel unéwn yia ckonoUg UMOAOYICUOU TNG
€Tnolag adelag kai Tou 130u picBou.

YUppwva e Tnv Enitpono, n AMwn TNG CUYKEKPI-
HEVNG GOEIag OeV OIOKOMTEI TO CUVEXEC TNG AMC-
oxoAnong.

H ev AOyw mpakTikA KataAfiyel o duouevn Ok
AKPITIKN ETAXEIPION KAl QNWAEID EQYACIAKWY
SIKAIWUATWY TWV YUVAIKWV MOU KAVOUV Xpron
TOU OIKAIMPATOG auTOU. XUYKEKPIUEVA, N JIAKPI-
on NPOKUNTEl and To YeYovOg 6Tl Ol YUVAIKEG Mou
AauBAvouy Aadela Aveu anoAaBwyv PE okomnd Tnv
PPOVTIOC TOU VEOyEVvVNTOU MalidloU TEAOUV GE 1016
(ouca katgoTaon, N onoia eNBAAAEI TNV NAPOXN
OE AUTEG €I0IKNG NPOCTACIAG OE OXEON E TA EO-
yaolakd Toug SIKAIMUATA.

H Enitponog onueidvel eniong 6Tl 1o dIkaiwua TNG
€TA0I0C AdEIag EXel OITTO OKOMod, O OMoi0g CUVI-
OTATAl APEVOS YIA VA AVANANPWVEl O EQYAlOLE-
VOG TIC QUVAEIG TOU GE OXEON WE TNV EKTEAECN
TWV KABNKOVTWY TOU KAl APETEPOU VA EXEl OTN
AIABECN TOU £va XPOVIKO dIACTNUA YIa XAAGPwon
Kal yuxaywyia.

O okonbg autog diagpépel alobnTd and Tnv Adela
AVEU anoAaBWY UE OKOMO TN PPOVTIOC VEOYEVVN-
TOU TEKVOU, N Oroia NapaxwpeeiTal otnv epyalo-
JJEVN AMOKAEIOTIKA VIO VA UNOPECE] VA (PPOVTIOEI
10 NaAIdi TNC.

TéNog, n Enitponog evionioe akoun pia JIAKPI-
ON Mou apopd Toug AVTPEG KAl TIC YUVAIKES oTNV
anacxéinon. Eidikétepa, napdAo nou o nepilong
Metaxeipiong Avdpwv Kai [uvaikov otnv ano-
ox6Anon Nopog npovoel pnTwg T N xopriynon
SIKAIWUATOC 1 GANOU MAEOVEKTAIATOC OE ATOUA
TOU €EVOG UOVO PUAOU EMEKTEIVETAI AUTODIKAIWS
oTa dToua Tou GAAOU (UAOU, O Kavoviouog 17
TN Anpodoiac Ynnpeaoiag dev KAAUNTEl Kal Ta dUO
@UAa a®ou Bewpel 6TI N avaTpo®n TwV NAIdIWY
efval ZATnpa anokAeIoTIKG yuvaikeio. H Enitponog
enionpaivel 6Tl N avaTpo®@n Twv NaIdIwY apopd
KaI TIQ YUVAIKES Kal TOUG AVTPEG KAl MPOG TO OKO-
n6 autd Ba npénel va uloBeTNBoUV MONITIKES Kal
WETPA nMou npowbouv TN CUUPINIwoN TNG enay-
VEAUATIKAG KAl OIKOYEVEIOKAC wNG Kal MApdAAN-
Aa va divouv I0EQ EUKAIPIEG Kal oTa dUO (PUAQ.

[Na Toug enayyeAuartieq Tng Aiaxeipiong avBpw-
MWV GTOV EMAYYEAUATIKO XWPO, N Mo NAvw und-
Beon ToViCel Kal unevBupicel OTI N KaTNyopia Twv
EYKUWY, AEXWDOVWV N YOAOUXOUCWY EQYALOPEVWY
anoTeAel VouIka Kal NBIKAG uia «eudicOntn opddas»
yIa TNV OMoia anaiteital N EQapPoyn eKEVWY Twv
METPWV MPOCTAGIAG MoU BEATILOVOUV TNV UYEIa Kal
TNV aoPAAEId Toug, aMG Kal nou dIacpaAiouv
ot dev Ba TiBevTal o€ PEIOVEKTIKA BECN GE OXEon
lE Toug AVOPEG N TIG YUVAIKES MOU OEV AVAKOUV
oTnv ev AOyw KaTtnyopia.
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" To €TNOIO NAPTI TOU 2.UVOEOIOU AC Our Association’s Annual Party N

Avtanokpion Mapia I'ewpyiou

To €mmolo NApPTI Tou 2UVOECHOU [ac, gyive oTig 23 lavouapiou 2014 oto pnapdki/kapRa Silver Star kai Ta gixe OAQ.
Qpaio kpaodkl, TolunAuaTa, dIACKEDACTIKA UOUCIKN, MOANG dwpa kal KaAr didBeon.

‘Ohoc 0 KaAOG 0 KOOWOG ATav eKel, KovTd oTta 80 AToua ... kaivoUpyia NEdcwNad, NEWNY KAl VUV UEAN TOU 2ZUPBOUAIOU,
YVWOTA Npdowna, akOUN Kal dTopa KTOC TOU ENAYYEAUATOC. ‘HTav N KOAUTEPN EUKAIPIC VO CUOMIEOUE TIG OXECEIC
WETAEU pac. Eixape eniong Tnv eukaipia va dwooupE I0EEC yia BEUaTa Tou ENOPEVOU 2 uvedpiou.

H kaAUTEPN oTIyun TNe Bpadidg ATav GUOIKA N KANpwon e Ndpa NoAAG dwpa 6nwce oepivapia, coaching sessions, Bi-
BAia, kahaBdkia e paywolua kal apwpata. ‘OAor 6ool kEpdioav (Mou NTav oxeddV oI WIcol) ATav XapoUuevol. H ouiAia
g Xdpig AvacTtacidadou (Méhog AoiknTikoU 2ZupBouliou/ AvTInpdownog AnUosciwy XXECewV Kal MAPKETIVYK), ATav
ouvToun Kal aiolbdoén Kai o Mavayiwtng BpacuBoUAou (paupaTéag) ATav AYoyog OTIC AVAKOIVWGEICS TWV OWEWV.

Ta oxONIa TwV NAPEUPICKOUEVWY ATAV NMOAU BeTIKA. ‘Apece oTov KOO0 N 1I0€a Tou ‘cheese and wine’, N UIOUCIKN Kal O
XWPOG. Mepikd oxONIa MoU pag inav ATav:

‘TéAelo, TEAEIO
‘HpBa Aiyo MpokaTEINNUUEVOG Yia TO concept Kal To XWEo, OPWG [JoU APECE! MOAU’
‘Kdabe xpdvo yiveral KaAUTEPO TO NAPTI g’

210 TEAOG OAOI NMNPALE TO dWPEAKI Lag, noU NTav Eva KaAdB! pTiayuévo and 1a naidid Tou 1dpuuatog XpicTou XTEAIoU
lwdavvou.

Na 6ooug BENOUV va doUve pwToyPAPIEC and TNV eKONAWGCN Kal TNV EUXAPIOTN ATUOOMAIPA, UMOPEITE va TIQ PPEiTE
OTNV ICTOOEAIDA TOU ZUVOECHOU, www.cyhrma.org.

Juyxapntiplia oto AIOIKNTIKO 2UPBOUAIO Kal Go0UG EpYACTNKAV YIA TNV ENITUXIA TNG Bpadidg kal eAnioupe of Bpadiég
QUTEG va eival NAvTa EUXAPICTEG KAl EUKAIPIEG yIa va BpeBouue e KaAoUG (IAOUC Kal CUVEQYATEG.

Eva peydio euxaplioTw oe Gooug NPpdo®eRav dWPA Yia TNV EkONAWON ac, Nou dev NTav Ao
A big thank you” goes out to all those who offered gifts for our event , and they were many:

; /N u
aApapeya ot s o Rmbite KEQ

HOTEL

. o SEMELI
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Correspondence Maria Georgiou

Our Association’s annual party took place on the 23rd of January 2014 at Silver Star wine bar and it had it all...good
wine, finger food, entertaining music, many gifts and good mood.

All the good people were there, around 80 people...new faces, current and previous Board members, known people,
even non HR professionals. It was the perfect opportunity to strengthen the relations between us. We even had the
opportunity to give ideas on topics for the next Conference.

Of course, the highlight of the evening was the raffle with numerous presents, from seminars, coaching sessions, books,
food baskets and fragrances. All those who won (about half of the attendees) were very happy. Charis Anastassiadou,
the Board Member responsible for the Public Relations and Marketing Committee of the Association gave a concise
and upbeat speech and Panagiotis Thrasyvoulou (Secretary) was impeccable in announcing the gift winners.

Comments from those attending were very positive. People liked the ‘cheese and wine’ idea, the music and the cosy
venue. More specifically, some of the comments given:

‘Perfect, perfect’
‘I was a little biased against the concept and the place, but | really like it’
‘Our party gets better and better every year’

For those who wish to see photos of the event and the pleasant atmosphere, visit the Association’s online photo album
on the website, www.cyhrma.org.

At the end we all received our present, a gift basket prepared by the children of Christos Stelios loannou Institution full
of goodies from our sponsors listed below.

Well done to the Members of the Board and all those who worked on making it a successful night. We hope that such
evenings are always pleasant and provide opportunities to meet with good friends and working partners.
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nterview with
Dr. Constantinos
Markides
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Dr Constantinos Markides, one of the world’s top 50 thinkers
(www.thinkers50.com) and who according to the Harvard
Business Review is “one of the 50 most influential management
gurus” recently visited Cyprus exclusively to speak at the “12th
HR Management & Human Capital Conference” and this gave
us the opportunity to interview him for our readers / members.
The conference was titled “How to energize people and promote
entrepreneurship when times are tough” and it was organized by
IMH and PwC Cyprus, on the 13th of November.

Answering our questions during an interview at 2 December
2013, Dr Markides gave us some practical ideas on how to
motivate and keep employees active, productive and engaged,
despite the adverse economic environment.

On the one hand,
people appear to be
demotivated. Job
insecurity, salary cuts,
stagnated careers,
thwarted expectations,
lack of promotions, negative environment at work, demotivated
colleagues, all have taken a toll on employees’ motivation and
job satisfaction. On the other hand, there appears to be a sense
of optimism that we can get out of this mess. We have faced
crises before and we managed to prosper despite the problems
therefore, there is no reason why we cannot do it again.

| don’t know if we are
more pessimistic than we
should be but | do know
that successful people
do not allow pessimism
get the better of them. Instead, they use the crisis as the lever
to create a sense of urgency and then take proactive steps to
get out of it.

Entrepreneurship and
innovation are the
foundations of wealth
creation. History shows
that societies prosper when they innovate. It is the strategic
responsibility of business to innovate and if we succeed in doing
this, then we will not only get out of the crisis; we will set the
foundations for a more prosperous society for years to come.
You can innovate in a myriad of ways (through new technologies

Constantinos Markides is Professor of Strategy and Entrepreneurship and holds the Robert P. Bauman Chair of

Strategic Leadership at the London Business School.

A native of Cyprus, he received his BA (Distinction) and MA (1984) in Economics from Boston University, and his MBA
(1985) and DBA (1990) from the Harvard Business School. He serves on the Editorial Boards of several academic
journals including the Strategic Management Journal, the Academy of Management Journal, the Academy of
Management Perspectives, the Sloan Management Review and the European Management Journal. He also serves

on the Board of Directors of the Strategic Management Society.

He has done research and published in the top academic journals on the topics of diversification, strategic innovation,
business-model innovation and international acquisitions. He has published 7 books including the best-selling: All the
Right Moves: A Guide to Crafting Breakthrough Strategy. His current research interests include the management of
business model innovation and the use of innovation and creativity to achieve strategic breakthroughs.

or new products or new business models) and Cyprus will be
better in some of these things and not so good in others. For
example, our small size suggests to me that we will not be the
pioneers in technological innovation but nothing should stop us
from engaging in business model innovation. All you need to do
this is creativity and courage.

| am currently reading a
book called “Innovation
and the State” by Dan
Breznitz.  He describes
how 3 countries Israel, Taiwan and Ireland created a model of
innovation in their countries. | believe all 3 of these countries
have important lessons for Cyprus.

What you need to
remember is that people
get motivated by different
things it could be money,
recognition, independence
at work, job satisfaction, power, a nice working environment, the
feeling that their company is “special”, autonomy and so on. So
the first thing to remember is: “it’s not just money”.

Now, there is no question that in times of crisis, some of these
things become more important than others for example, the
most important things that people want at this time in Cyprus
are job security, a salary close to their pre-crisis salary and
some hope about the future. I'd say that the most important
thing to do to motivate Cypriot employees at this time is to offer
them hope that we will get out of the crisis. You can do this by
developing a creative strategy for growth and selling it to your
people so that they believe in it.

Among the other motivational means that one can use, I'd single
out the following: recognition; giving them challenging things to
do; giving them your time and attention; celebrating any small
victories; helping them with family financial problems; training
them on the job; And so on.

This principle states that:
“Small changes can
have a big effect”. For
example, small changes
in your behavior can have a big effect on others. Similarly, small
changes in the Environment of your company can have a big
influence on how people behave in that company. For example,

we have a lot of academic evidence that simply smiling at people can create a much more positive and
cooperative culture at work! This is a good principle to know because it suggests that you do not need to
change everything to achieve meaningful results small things can make all the difference!

People will do what they think is best for them and their families
no matter what | tell them! But “brain drain” is a serious problem
not just for Cyprus but for other European countries as well. It can
only be reversed if Cyprus starts growing again. The “medicine”
for this disease is simple: help our country grow again so as to
provide exciting opportunities to the new generation. Itis up to the
Government and our business sector to achieve this.

| believe that the “knowing-doing” gap is the biggest “disease” that
you’d find in any organisation today. This basically means that we
know what we have to do but still do not doit.  Take, for example,
innovation. | have yet to see a company that doesn’t want to
become more innovative. They all ask: “how can we make our
people and organisations more innovative?” Yet, they all know what they have to do! When | ask them the
same question, they quickly develop a huge laundry list of ideas on how to do it allow experimentation,
reward new ideas, do not punish mistakes and so on. The problem is not that they don’t know. The
problem is that they don’t do what they already know they should do!

The main reason is time constraints. We all have many important
things that we want to do every day but we simply do not have
the time to do everything. We therefore focus on urgent things.
Promoting innovation or building commitment for our strategy may be important but, for most people, they
are not urgent. We therefore put them aside until a crisis forces us to put them again high on our priority list.

Another major reason for this disease is attitudes specifically the attitude that somebody else will do
whatever we think is important. This is what psychologists call “social loafing” and you see manifestations
of it in companies when people say: “We will do this” and then nobody does anything.

In short, there are so many reasons why we fail to actually do many of the things that we already know
we should do, that | have come to the conclusion that the only way that something will take place inside a
company is when that something is institutionalized. For example, innovation will take place not because we
ask for it or train our people to do it but only when we find ways to institutionalize innovation in our culture.

When you institutionalize something, it takes place, but nobody
notices that it’s taking place. My favorite example of that is when the
United States for the first time put a woman astronaut, Sally Ride,
up in the Space Shuttle. During the press conference, one of the
reporters asked her, “Sally, do you think this is a great day for American women, that we finally put a woman
in space?” And Sally replied, “No, | don'’t think it's a great day for women. The great day will be when we
put a woman on the Space Shuttle and nobody notices.” This is exactly what | mean by institutionalizing an
innovative culture: innovation happens and nobody notices!

Thank you Dr. Markides!

Yota Tsiokri was born in Athens.
After school, she studied Journal-
ism and started her career as a
journalist & broadcaster in radio
stations and magazines. Being a
restless spirit, after five years of
pursuit, she moved to the UK and
in 1997 she held a Postgraduate
Diploma in Management Studies
from Middlesex University. During
her studies, she was captured by
the Human Resources field and
decided to continue her education
with a Masters’ Degree in Human
Resource Management at Mid-
dlesex University, in 1999.

For the last 14 years she has been
working as an HR generalist and
Consultant in a number of compa-
nies in London, Athens and Cyprus.
Since 2008 she is the Human
Resources Officer at LGS Handling
LTD, in Larnaca.

Yota is a member of the CyHRMA
(Cyprus Human Resource Man-
agement Association) and the
Co-ordinator of its Publications
Committee. In addition, since
January 2012, she holds a Diploma
in Coaching at Practitioner level by
EMCC (European Mentoring and
Coaching Council) and has over
100 hours of practice in Career and
Executive coaching. She is a found-
ing member of the Cyprus EMCC.
She speaks Greek (native speaker)
, is fluent in English and has good
knowledge of Italian.




One of the first tasks of the Association’s new Board of Directors elected last summer was to conduct a Satisfac-
tion Survey amongst its members. The scope was to evaluate our members’ satisfaction level and also to help
us understand how to better meet our members’ expectations and take relevant actions to improve our Asso-
ciation’s practices even further. In this issue, we have the pleasure to share with you the results of this Survey,
which was conducted in October 2013, by the team of the Research and International Relations Committee.

149 members participated in providing their feedback. 90.5% of the participants are HR Professionals and
53.4% of them are CyHRMA members for more than 5 years.

Overall, the majority of our members indicated that they are satisfied with their CyHRMA membership (59%).

Taking the feedback from the survey results into account the Board of the Association has prepared an ac-
tion plan and is committed to do its best so that the needs and suggestions of its members are satisfied.

‘Bva ané ta npwTta kabrikovta nou aveAae 10 AIOIKNTIKO ZUPBOUAIO TOU 2ZUVOEGIOU MOU EKAEYNKE TO
NEPACIEVO KaAoKaipl nTav va dleEdyel Epeuva likavonoinong PeTa&u Twv peAwv Tou. To nedio epapuoyng
ATav N a§loAGyNon Tou ENINEDOU IKAVOMOINCNC TWV PEAWY PAC 6NwG ENioNG Kal va uag BonBnoel va
KATAAGBOUE NWG VA AVTANOKPIBOUUE KAAUTEQQ OTIC MPOCOOKIEC TWV PEAWV PAC Kal va AABOUNE TIQ
OXETIKEG EVEPYEIEG NPOG NEPAITEPW BEATIWON TWV MPAKTIKWY TOU ZUVOECHOU. 2 € QUTO TO TEUXOG, EXOULE TNV
€uxapioTnon va polpacTtoupe padi oag Ta anoteAéopara NG Epeuvac n onoia €yive Tov OKTwRpIo Tou 2013,
and Tnv oudda Tne Enimponnic Epeuvag kar AIEBVwV 2XECEWV.

149 uéAn éapav pgpog divovtag pag avatpo@odotnon. 90,5% Twv CUPUETEXOVTWY gival enayyeAuaTieg AAA Kal
53,4% autwv eival uéAn Tou KuZuAAA yia ndvw and 5 xpdvia.

JUVOAIKG, N MAEIoWN®Ia TwV JEAWV UNEDEIEE IKavomnoinon and Tnv IBI6TNTA PéAoUG Tou KuZUAAA (59%).

AapBavovtag Tnv NANpopopnon and Ta ANOTEAECUATA TNC EPEUVAG TO AIOIKNTIKO 2UUBOUNIO EXEI ETOIUAOE!
OXEDI0 OPAoNC Kal decEVETaI VA MPAEEI TO KAAUTEQO dUVATO WOTE VA IKAVOMOINBOUV Ol AVAYKEGS KAl Ol
EIONYNCEIG TWV PEAWV.

* The survey was conducted over a period of two
weeks between 7-20/10/2013

* 149 members participated

* 90.5% of the participants are HR Professionals

* 53.4% of the participants are CyHRMA
members for more than 5 years

Demographics

What is your gender?

Committee:

Natasa lacovides (Board Member)
Andreas Papadopoulos

Barbara Esterhuyse

Constantinos Kassapis

Elli Matsouka

John Papachristos

Neophyta Neophytou

Answer Options Response Percent Response Count

Female 70,5%
Male 29,5%

What is your job role?

105
44

Answer Options Response Percent Response Count

HR related 90,5%
Non HR related 9,5%

134
14

Which category below includes your age?

33
63
34
15

g:;“éi; Response Percent  Response Count
21-29 22,1%
30-39 42,3%
40-49 22,8%
50-59 10,1%
60 or older 2,7%

4

For how long have you been a member of the CyHRMA?

Answer Options Response Percent
Less than 6 months 4,1%
6 months to a year 3,4%
1-3years 20,9%
3-5years 18,2%
More than 5 years 53,4%

Response Count

6
5
31
27
79

What type of CyHRMA membership do you currently hold?

. Response
Answer Options Percent
Individual Membership 74,8%
Company Membership 8,8%
Both, Individual and Company 16,3%

Membership

Response
Count
110
13

24



What was your reasoning for becoming a member of the CyHRMA"?

100%

80% 74.5% 73.8%
61.1%
60% -
47.7%

40% -
20% 1 10.7%
0% T T T T I I T

Professional Professional Continuous Updates on Membership

current industry  discount benefits

trends and issues

professional
development and
training

networking
opportunities

recognition

Overall, how satisfied are you with your CyHRMA membership?

50%

40.3%

40%
30% 26.8%

18.89
20% 8.8%

10.7%
10%
3.4%
0% . —_ ﬂ—[ ] : .
Very Satisfied Satisfied Neutral Dissatisfied Very Dissatisfied

How likely would you be to recommend a CyHRMA membership to
a colleague/friend/associate?

60% -
49.0%
40% -
26.8%
20% - 18.1%
0
4.0% 2.0%
0% 4 . , , - .
Very Likely Somewhat Likely Neutral Somewhat Unlikely Very Unlikely

The CyHRMA is offering a number of benefits to its members.
Please indicate the importance of the benefits below:

Updates via email

Human Net

People and Work e-magazine

HR Newsletter
Updates on current industry trends & issues
Continuous Profession Development & Training

Professional Networking Opportunities

3.81

Professional Recognition

5.00
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Which CyHRMA events have you attended in the past 3 years?
100%
80%
59.0%
60% 53.7% 47.8% 1.8% 49.3%
40%
20% 11.9%
0% [ ]
Annual Annual Annual Party Seminars Exchange Breakfast
General Conference Programmes Meetings
Meeting (eg Leonardo,

(AGM) Athina, etc)
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Please rate the value you have received out of the following
CyHRMA events

Breakfast Meetings E 3.81
Exchange Programme (e.g. Leonardo, Athena etc) a 3.35
Seminars E 316
Annual Christmas Party a 3.00
Annual Conference E 3.69
Annual General Meeting (AGM) g 3.14

1.0 1.5 20 25 3.0 3.5 4.0 4.5 5.0

How can the CyHRMA make events Additional suggestions that can add
more valuable to you? value to the members?

* More events, workshops, trainings and conferences * Recognition of HR Profession

on HR trends with pragtical examples, not just theory * Recognition and Promotion of good practices implemented

* Team building activities and more get-togethers by CyHRMA members

(formal and informal) * Research projects in cooperation with other professional

* Events should be targeted bodies/organisations
* Employment law updates, practises and tools * Online learning and advisory tools
* Events outside Nicosia district

Overall, how satisfied are you
with the services provided
by the CyHRMA"?

H Very Satisfied Very Satisfied
W Satisfied Satisfied

Neutral Neutral
B Unsatisfied Unsatisfied

M Very Unsatisfied Very Unsatisfied

HRM in the time of cholera
(or, Why employer organisations
are more relevant than ever)

HR practitioners in Cyprus have had it easy for the past 30 years or so. |am not saying that their job
was easy, but that they had it easy. The unprecedented economic development we experienced
between 1980 and 2009, in conditions of near full employment, our accession to the EU and the
adoption of the common currency allowed Cypriot companies to grow and become increasingly
oriented towards international markets. Foreign companies and multinationals also came to
Cyprus to take advantage of the island’s competitive strengths, namely the high quality labour
force and favourable tax environment. Good economic conditions allowed HR professionals to
focus on the more ‘pleasant’ aspects of their profession; hiring, retaining and managing talent.
Terms such as ‘mass layoffs’ and ‘redundancy’, were virtually unheard of. Unfortunately, the
outbreak of the economic and credit crises, be they local or global, brought the Cypriot economy
to an abrupt halt.

The speed and ferocity with which the economy deteriorated took most companies by surprise and
left them with very little leeway to adjust and introduce reforms. The difficulties Cypriot companies
face today seem insurmountable and beyond their control: they pay the most expensive electricity
in the EU, they borrow money (if they can) at some of the steepest interests rates in the Eurozone
and pay more taxes than 2 years ago. Healthy companies that maintained adequate cash flow
and kept money in the bank lost almost everything they had in the blink of an eye on March
15 2013. Meanwhile, unemployment stands at a record high with dire consequences for the
economy and society.

If we are to believe the hype and broad oversimplified generalisations propagated by the media,
then Cypriot companies are ruthless bloodsucking Dickensian corporations determined to make
profit at the expense of their employees. Even though bad employers may exist, they are the
remote exceptions not the rule. The average annual wage increases between 1980 and 2009 in
Cyprus rarely fell below 5% and that is a fact that is conveniently and selectively ignored. Given
that few things can be done to reduce fixed costs or the cost of borrowing, a company’s payroll,
operational and organisational structure are now put under much closer scrutiny than they would
be otherwise.

HR departments have in the past few years, (and this trend accelerated in the period after March
2013), undertaken the joyless task of drafting and executing an HR strategy that would help
contain payroll expenditure. Make no mistake; this is not a race, but a struggle for survival for
businesses. Reducing payroll expenses is an undesirable and dreaded necessity but a necessity
nevertheless. It is imperative when executing the aforementioned strategy to consider Cypriot
labour law carefully.

_Obeyz'ng the law should not only be seen in the |
narrow scope of legal compliance but also as an
obligation that safeguards everyone’s interests

Cypriot labour law and practice govern the island’s industrial relations system. Obeying the law
should not only be seen in the narrow scope of legal compliance but also as an obligation that
safeguards everyone’s interests. \WWhen companies operate within the law, as they should, both
they and their employees benefit. First, the company reduces the risk of litigation expenses.
According to the Ministry of Labour and Social Insurance, complaints by aggrieved employees
have risen by 100% between 2009 and 2012 whereas prosecutions against employers rose by
a staggering 900%. Second, by obeying the law, the rights of employees are safeguarded and
helps build trust and mutual respect.

Labour law is not always intuitive and there is a large body of legislation to observe. There are
numerous laws covering the termination of employment and redundancies, the protection of
wages, maternity, mass layoffs and the transfer of undertakings (which is of particular interest in the
case of subcontracting, mergers and acquisitions) to name but a few. Then there is an even greater
body of Labour Disputes Tribunal decisions interpreting the often vague labour legislation and then
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Supreme Court decisions that sometimes overturn the Tribunal’s rulings. Keeping up with this torrent
of ever changing information is a Herculean task and few companies can afford to do it on their own.
When it comes to interpreting and implementing labour law, HR departments have two choices. They
can either seek professional advice or proceed on their own and at their peril.

Fortunately, companies and their HR departments are not alone when it comes to this issue for they
can turn to their respective employer organisation for assistance. Employer organisations, such as
the Cyprus Employers & Industrialists Federation (OEB), exist for the sole purpose of supporting
businesses in all matters relating to industrial relations, labour law and collective bargaining. OEB
has been the mainstay of Cypriot businesses for more than half a century, a feat few organisations
can match. Since 1960 we have been ever present in all bodies where labour laws and regulations
are drafted, debated, amended, transposed and voted for. We are among the signatories of the
Industrial Relations Code and innumerable collective agreements. Most importantly, for employer
organisations, industrial relations are not an area of secondary specialisation but the very reason

they exist.

As businesses merge, contract or consolidate to weather the financial storm it would be a mistake
to assume they can execute their HR strategies in any way they want as long as they obey the letter
of the law. The law stipulates what can be done but it is labour practice that provides guidance on
how things should be done. If a company thinks and acts in legal terms alone it might find itself

™

against other unintended and undesirable
consequences, even against industrial action.

The voluntary character of our industrial
relations system, whereby agreements are
freely made by employers and employees,
has led to the development of an advanced
(and often unwritten) code of conduct and
practice between the two sides, something
which is especially true in unionised sectors
or companies. The Industrial Relations
Code is one such codified practice between
employer organisations, trade unions and
the government that provides a framework
and conflict resolution mechanisms that help
reach compromise and avoid industrial action.

Also, over the course of decades and due
to the privilege of representing business
interests in all areas of economic activity,
employer organisations have amassed a
considerable experience of good and best
practices regarding all employment aspects.
Consulting with an employer organisation
prior to the implementation of a new palicy,
the modification of employment terms or the
introduction of a new scheme can expose HR
professionals to valuable insight and relevant
tried and tested practices.

Businesses, for the reasons | discussed
earlier, are going through their most difficult
time since 1974 and the future, at best,
looks uncertain. HR professionals have a
very difficult and humourless role to perform.
To carry out their mission and perform their
duties more effectively, businesses and
their HR departments need all the help and
support they can get. They need support
from somebody who genuinely understands
their concerns, from somebody who is on
their side and will not judge them, from
somebody who has the expertise, experience
and competence to help them. Employer
organisations exist to help businesses not only
in good times but especially at times like the
ones we live now and this is the reason why |
believe that the role of employer organisations
is more relevant today than ever. After all, an
employer organisation in need is an employer
organisation indeed!

Recruiting the most
brilliant employee with the
use of technology

The Purpose

After the recent economic crisis people’s
perspective in all aspects have been affected,
in their everyday life, in the way of thinking and
acting and also in the way business is conducted.
During the last year and particularly after the
15th of March 2013, when a haircut was forced
for Cypriot banks, unemployment has been
increasing rapidly. High unemployment suggests
that the supply of workers exceeds the demand,
which puts companies with available jobs in a
more powerful position than if unemployment
rates were low (Foot 2006). This fact strengthens
the purpose of this study, which is the ability for
companies to reach the most brilliant employees
with the help of technology. As a result | decided
to examine the recruiting and selecting procedure
of employees using technology as atool to ensure
that the best employees will be employed.

Companies will adopt online services, and
technologies for recruiting screening, selecting
and interviewing candidates if they want to reach
the most brilliant employee. If companies induct
technologies like these will benefit in the short-
term with cost reduction and in the long-term with
increase in their revenues.

This article is focusing on the significance of
introducing technology in recruitment, selection,
screening and interview processes, as well as
examines how companies could benefit by adopting
these technologies in general. Another important
area of this article is the examination of several
job searching and CV submission techniques in
order to identify what the trend is and the impact of
technology in human resource activities.

Previous research related to this topic indicate
that managers undervalue the challenge of
adopting technology solutions in recruiting and
selection because of their concern about the
issues around the loss of personal touch, their
worries about cheating and adverse impact
(Chapman & Webster 2003).

Benefits

Other studies undertaken abroad showed that
various benefits are gained by using technology in
human resource procedures. The first regards to
the prospective of cost savings. Companies that
are using their own career web site can achieve
significant cost reduction by postingimmeasurable

job applications in order to attract an infinite pool
of candidates (Foot 2006). Companies that use
online job advertisement could have unlimited
advertising material unlikely newspapers’ costly
small ads (Plessis & Frederick 2012).

Second, according to Levitt (1984), technology
and globalization are the two vectors that shape
the world. Technology helps to determine human
preferences and globalization, economic realities.
Globalization of the markets has made the demand
of international recruiting essential. Businesses
are demanding to find the best and most radiant
applicant from a global pool of candidates. This
procedure could be quite expensive for the
recruiting company (Hattrup et al. 2006).

Another advantage gained by adopting the
use of technology in HR procedures, is that the
possibility to avoid discrimination is increased
by removing or reducing the human element
from the selection procedure, and introducing a
standardized, impartial, technology solution.

Finally, in order to compete with other
organizations for the best applicant it is crucial
to improve the efficiency of the hiring system
by saving time and shortening hiring cycles so
as to make the company more approachable
to applicants (Chapman & Webster 2003).
Companies have the ability to reduce their
hiring cycle up to 18 days or even more, only by
posting jobs online, by taking online applications,
and by screening and processing applications
electronically (Cappelli 2001).

Statistics

According to Foot (2006), there has been a 60%
increase of job searching over the internet from
the year 2000 to the year 2006. The rate for
unemployed people to be re-employed is 25%
faster for those using the internet (Kuhn 2013).

A research study of Foot (2006) indicated that
a company’s career site is extremely important
for its recruiting success and about 50% of job
seekers were attracted to working for a company
based on a visit to its career site, and also about
25% of them rejected a company due to poor
experience with its career site.

Several studies conducted abroad showed that
over 90% of the large companies in the sample
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have careersites. Inthese sites vacant positionsandinstructions
for accepting CVs are presented. Of those sites, 78% are trying
to sell the company to the job seeker or to anyone who is visiting
the website by describing the organizational culture and values.
This functionality may also prevent people who do not fit with
the organization’s culture, to apply for the job, resulting in lower
cost and effort in the recruitment process. Therefore, people
who are aligned with the organization’s culture, have more
chances of being productive and to stay with the company for
many years (Foot 2006). As stated by Plessis & Frederick (2012)
the paper erais coming to an end and technology takes the lead
in the recruiting industry.

People who are aligned with the
organization’s culture, have more chances
of being productive and to stay with the

company for many years

Research methods

In order to extract results for the study, two types of research
methods were conducted. The first method was about
interviewing corporate executives with HR responsibilities. This
is a qualitative research approach and it was conducted in order
to discover what methods and technologies are used for the
recruiting, screening, selecting and interviewing processes. The
second method was a questionnaire uploaded in social media.
This is a quantitative research method aiming to discover the
inclination of job searching methods and job response in
relation to technology. For the qualitative method personal
meetings with the corporate executives were conducted and
for the quantitative research a questionnaire was created using
Google docs which was uploaded in social media in order to
be answered. Both methods were used for the collection of
primary data. Secondary data were collected through literature.

Data Extraction

Data for this dissertation were collected during August and
September of 2013, a period in which Cyprus was having an
economic crisis and unemployment rate was at a high level

(17, 3%) (Eurostat 2013). Data analysis was based on the data
reduction and interpretation.

In order to examine the relationship between technology and
companies, three individuals were interviewed with each of
them representing one of the three different firm size groups.

The questionnaire sample consisted of 47 respondents who
replied to seven compulsory questions.

The questionnaire that was designed to collect research data
was only posted on the intemet through social networking
services like Facebook and twitter. Social networking places
are being visited mainly by young ages so the sample collected
is considered to be biased.

The sample collected from the companies is considered as
limited because of the small number of interviews conducted.
Future researchers could investigate the actual benefits or
hindrances that technology provides for recruiting, selecting,
screening and interviewing candidates, taking as sample
companies that are already utilizing this kind of technology.

Research Findings

Relying on the findings collected from the interviews conducted
there seems to be a gap in technology use in the human
resource sector. The majority of the companies especially in
the public sector and semi-government organizations do not
use their own career website in order to collect curriculums
from possible employees neither other software systems for
recruiting, selection, screening and interviewing candidates.

On the other hand, relying on findings revealed from the
questionnaires it is evident that there is a large pool of applicants
extremely familiar with the use of technology who are regular
users of the intemet. Candidates take full advantage of the
technology provided in order to apply for a job opening. This
means that companies who decide to introduce technology
in their recruiting procedure will have major advantage over
companies that do not capitalize technology for their benefit.
Employers and job seekers can interact by utilizing the
use of technology and the web with unlimited exposure of
advertisements at a low cost (Plessis & Frederick 2012).

Antiquated and traditional job searching methods like media
(radio, TV, newspapers), word-of-mouth, store posting or even
job agencies (public and private) and also corporate recruitment
conferences are not preferable among job seekers according to
findings. Online job searching methods through corporate websites,
social media and online recruitment agencies are on the rise.

In addition to that, communication methods between the
employer and the candidate through post office, hand delivery
and fax are outdated. Applications via e-mail and completion of
applications on corporate websites have already taken the lead
as communicating methods.

Depending on the above statements it is clearly presented that
the future of recruiting is based on technology. In accordance
with Plessis & Frederick (2012) online recruitment is reforming
the way of recruiting employees.

Companies that introduce those technologies will not only save
valuable screening time and reduce recruiting costs but they will
be much closer to recruiting the top-quality candidate.

Proposals — Suggestions

In order to be more competitive and to have the skills so as to
reachthe “most brilliant candidate” it is necessary for companies
to take the lead in the recruiting business and overcome any
concerns they might have according to technology.

For this purpose a complete managing system is going to be
proposed. A corporate website providing the ability of online job
applications for a job opening is one big step so as to complete
this purpose. This website will provide job seekers the ability to
apply online for a job opening directly to the company of interest.
Companies utilizing a corporate website for recruiting purposes
will benefit with reduced time, money and effort in the recruiting
process mostly because screening will be an automated
procedure. Users will have easy access in candidates’ stored
data for present or future job openings.

Voice XML or IVR system will provide a helpful interview assistant.
Those systems are able to collect valuable information from
interviewees through an interactive voice response dialogue
without any physical contact between the respondents. Voice
XML and IVR systems can create audio dialogs that feature
synthesized speech, digitalized audio, recording of spoken
input, telephony and mixed initiative conversations (Voxeo
2013). Companies using this software will have benefits like cost
and time reduction for the interview process. The job interview
will be an automated procedure making the HR manager’s
presence unnecessary. This system is used not to replace the
actual interview process but as a pre-interview procedure that is
preventing interviews never meant to take place.

For companies that want to recruit from abroad or from a long
distance it is recommended to use video and tele conferencing
software such as Skype so as to conduct the job interviews.
Skype is a program which is used for online video conferences.
This software provides a tool for HR managers to interview
candidates from a distance in real time.

* Cappelli, P., 2001. On-Line Recruiting.

During the interview process HR managers are recommended
to use a decision making form to evaluate the performance of
the participating job seeker. A digital rating system is proposed
to replace the existing rating system.

Conclusion

The rapidly dawning digital age is expected to affect business
even more in the future. Companies will become even more
demanding in the aspect of recruiting and selecting the best
available talent. Taking advantage of the smart use of technology
will be the golden ticket to success.

!
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Interview with an HR professional

IN Limassol

1) Ovopa, Etaipeia, TiTAog epyaciag

Kwotag Xénnag, Texvoloyiko Maveniothpio Kunpou, Mpoiotd-
pevog Ynnpeoiag AvBpwnivou AuvapikoU.

2) lotopik6é Mépoewong kai Epyaciakng lMeipag

Exw onoudég oto Management (B.Sc.) pe eidikeuon oTo
Personnel and Strategic Management kai M.B.A. (Finance)
and To Maveniotipio Saint John’s Tng Néag Yopkng. Akohou-
Bwg, enioTpépovtag otnv Kunpo, anéktnoa M.A. oTov Touéa
Educational Leadership and Administration ané 1o Mavenioth-
pio Kunpou kal npdopata oAOKAApwaoa Tn dIDAKTOPIKA dIaTPl-
B pou pe B€ua “Strategic Human Resource Management and
Organizational Performance” .

‘Exw epyaotei yia duo xpdvia oto MNaveniothuio Saint John's TNg
Néag Yopkng we BonBog dI0AcKANAC Kal EPEUVNTIKOC CUVER-
yatne. Enictpépovtag otnv Kunpo, gpydotnka oto Eupwnaikod
Maveniotipio (Mpwnv Cyprus College) yia okTw xpdvia wg kabn-
ynTAC oToug Topeic AleuBuvong AvBpwnivou Auvapikou, XTpaTn-
yikAg AledBuvong kal Opyavwolakng Zupnepipopds. AkoAoU-
Bwg epydoTnka wg AleuBuvtic AvBpwnivou Auvapikou oTo idlo
MavenioTrpio yia akéua oKTw xpdvia. And 1o 2007, epydloual
oto Texvohoyikd Maveniotipio Kunpou, apxikd  wg lMNpoioTd-
pevog e Ynnpeoiag OIkovopikwy kal AvBpwnivou Auvauikou
(2007-2012), kai Twpa (and 1o 2012 uéxpl onpepa) wg INpoioTd-
pevog Tng Ynnpeoiag AvBpwnivou Auvapikou.

3) Ti ATav autd nou apxikd cag odNYNoE va EPYACTEITE
oTov Topéa AvOpwnivou Auvauikou;

Tnv NpwTN Pou «akadnudikn» enagn pe Ta BEuata avBpwn-
vou duvapikoU Tnv anéxktnoa oo lMNaveniompio otn Néa Yopkn
napakohouBwvtag 1o pdbnua «Management and Personnel
Administration». To udbnua autd e Bornbnoe va cuveldnTonoin-
ow 6T NBEAa va aoxoAnBw 1 va Pdbw NepIcodTERA Yia Ta BEUO-
10 SIEUBUVONG «MPOCWIKOU» TOTE. XTNV NPAEN, N ENAPN [OU g
TOV TOPEQ EyIVE and pIKEN NAIKIa, 6Tav ApxIca va epyAoual Katd
TOUG KOAOKQAIPIVOUG MAVEG OMA Kal KaTd TNV NEPIOd0 Twv Grou-
OWV |JOU, OE XEIPOVAKTIKEC EPYAOIEC KAl APYOTEPA OE UNNPECIEG
ypapeiou. OAeG aQUTEG 01 Epyaciec eixav Eva Koivd aAG TauTd-
Xpova TOo0 dIaPOoPETIKS GTOIXEID, TO AvBpWNIvo Auvapikd Toug,.

Bupudual Tov eauTtd oU VO NapaATNE® TOUG CUVADEAPOUG [UOU
kal va npoPAnuarticopar. AvBpwnol dIapOPETIKOI, UE MOIKIAEQ
KATABOAEG O KABEVAG, DIAPOPETIKEG EUNEIPIEG, AVAYKEG, OVE-
00 Kal 6TOXOUG Kal GAOI AUTOl OI XOPAKTAPES VA NPocnaboUue
va ouvundp&oupE yia va NpowBnoouue Toug otdxoug Tou Op-
yavicpou pag.

AkpIBWG, autdig 0 MAOUPONICUOS TNG AVBPWMIVNG CUUNERIPOPAG
ATAV NOU IE EKAVE VA AOXOANBW e Tov Topéa TN AleuBuvong Av-

Bpwnivou AuvapikoU kal aKOPA UE KPATAE! OE EVyPriyopcn agou O
avBpwnIivog NapdyovTac NAPAPEVE! TO Mo anPOBAENTO Kal TAUTO-
XPOVa EUNAACTO OTOIXED G KABe Opyaviopo.

4) Moleg MOTEVETE OTI €ival Ol HEYAAUTEPEG NPOKANCEIG
NMouU QVTIMETWMICATE MEXPI TWPA OTNV KAPIEPA OAG;

‘Exovrag epyaotei wg Alcubuvtic AvBpwnivou AuvapikoU oTo

Eupwnaiké Maveniotipio kal oto TEMAK, kar otic dUo nepr-
MTWOEIG €iXa TNV €UKAIPIa va OXeSIACW, VO OPYAVWOW KAl VA
SlapopPwow and Tnv apxn Ta onpepivd Tunuata Aleubuvong
AvBpwnivou Auvauikou, apou dev NpoUnnpxav.

To Eupwnaikd Maveniothpio apxiké (2000) dev digBeTe Tunua
Aieubuvonc AvBpwnivou Auvapikou To onoio Kal dnuioupynoa-
pe otnv nopeia. To Tunua AvBpwnivou Auvauikou oto TEMAK
10 2007 AeIToupyoUoeE e €va ATOPO WG €Ni TO NAEICTOV W TUA-
ua Personnel Administration xwpig va diveral onoladnnote -
(Paon o€ oTPATNYIKA BEuaTa AvBpwnivou AuvapikoU. AUCTUXWG
NMOANEC Popéc of Opyavioluoi SUCKOAA unopouv va avTIANgOoUv
nolog eival o poAoc aAG Kal ol KUPIEG appodIOTNTES evog Tun-
patog AvBpwnivou AuvapikoU népav Twv dIOIKNTIKWY Kal ypa-

(PEIOKPATIKWY dIadIKacIwy Tou. Bewpw OTI noAoi Opyavicuof

kal AleubuvTikG Ztehéxn otnv Kunpo Oev éxouv akbua ano-
dextel Tn onpaocia NG AAA kar dev €xouv avTIANPBel Nwe €va
owoTd Tunua AvBpwnivou AuvauikoU unopel va BonBnoer Tov
Opyavioud kal To avBpwnivo duvapikd Toug NAVTA OE OXECN UE
TNV oTpaTnyikni Tou OpyaviopoUu. AuTo eival éva npdBAnuUa nou
QVTIMETWNICOUV NOANOI ENAYYEAUATIEC TOU XWEOU Jag yiaTi ival
OUCKOAO va anodei€ouv TNV APECN CXEON TWV CUCTNUATWY TOU
HRM kai Tng anddoong Tou Opyaviouou e apiBUNTIKA CTOIXEIT.

5) Moieg nioTeVETE OTI €ival Ol MEYAAUTEPEG NPOKAACEIG
nou O0a avtiyeTwnicel n Kinpog ora endépegva xpovia
otov Topéa AvOpwnivou AuvauiKou;

Bewpw, 6T auTd €ival Eva onPavTIkO KeEPAAaIo apoU (paiveTal
va dlavUoupE Uia NEPIodO WE TIC GOBAPOTEPES MPOKANGCEIG GTOV
TopEa avBpwnivou duvauikou. H enideivawon TNG KUMPIOKNAG OIKO-
vopiag evoeExeTal va dNUIOUPYNOEI NEPICOOTEQEC DUCKONIEG OTOV
TOMED UAG Kal auTd XpNdel IIaITEPNC cnuaciag Kal npoooxng. H
olkovopikA katdotaon Tng KUnpou NAATTEN Kaipia Tov KUKAO €p-
YOOIV TWV ENIXEIPACEWY, BNPIOUPYWOVTAC avand@EUKTA AAUCH

SWTEC ENIMTWOEIC GTNV NMEOCNABEIN TOUG va eNiBIwoouy. NMoAof

opyaviopuol evOEXETal va BpeBoUv evwniov GoBapwy SIANPUATWY.
H picbodoacia kal Ta wPEAMUATA TOU NPOCWNIKOU, Of arnoAUCEIC,
Ol MAEOVAOOI, O NAYIONOINCEIG VEWV BECEWV €pYaniac EXouv
ndn Bpebei oto Npocknvio. O NEOUNOACYICUOC YIa TNV EKNAIOEU-
ON Kal EMPGEPWOoN Tou NPOSWNIKOU AN Kal N MPoondBeId uag
va enevoUoOUPE GE AuTo, pnaivel dUCTUXWG o€ OEUTEPN [oipal.
NAOYW TNCG OIKOVOUIKAG Kpiong, Bewpw OTI Ol KUPIEG MPOKANCEIG

nou Exel va avTieTwniogl N Kunpog kar o kunpiakoi Opyaviopol

Aoyw s owkovopunns kpions, Oewpa o o1 KUpies poryinoers nov éxel
oa avzzlueza)m’oez n Konpos kar o1 kvniprarot Opyaviopol eivai va
Jtopove va &ampnoovv 10 avOpamivo (S'Waymo 10VS EMEVOVOVIAS O€
O¢para onws n tovmwon tov nbhxkov tov npoowitikov, n Siapoppwon Oetikov
EPYAOLAKOD K/?zluazos Kaw n_evporepn vrioompin 1pos tovs epyajougoovs,
Exovias €18 yvmwon o izoﬂﬂa OLKOVOJIKA, KUPILWS,

Sedopéva éxovy onuepa aslilafer.

gfval va pnopouv va diatnprcouy To avBpwnivo dUVApIKO TOUC
enevouovTag og BéuaTa dnwg N Tévwon Tou NBIKoU ToU NPOCwri-
koU, N SIaPOPPWoN BETIKOU £pyaciakoU KAIATOG Kal N eupUTEPN
UNooTAPIEN MPOG TOUG EQYACOPEVOUG, EXOVTAC EIC YVWON OTI MOA-
A& OIKOVOUIKG, KUpiwg, OeDoUEVa €XOUV ONUEPT OANAEEL.

6) NiwOeTe O1I cUVEXIZel va onUEIDVEI NPO0Jo N Kapiépa
0ag C€ NPOCWNIKO ENINEdO;

Bewpw 6TI N cUVEXNG NPOOJOC Kal BeATIwon eival NOAU cnuavT-
k& oToIXela yia KABe AvBpwno. AuTd, duwe, OEV NPENEI VA QvTI-
kaTonTpileTal KAt avAykn LE NMPOAYWYEG N AVWTEPES BECEIQ
oUTE Npénel va anodelkVUETal UOVO JE ENIMAEOV akadnpaikoUg
TiTAoug onoudwv. O1 TiTAoI onoudwy Kain eknaideucn ival ano-
OaiTNTa YIa BACIKEG YVWMGCEIG KAl OI AVWTEPEG BECEIQ, OE KAMOIEG
NEPINTWOEIC, AVTAUEIBOUV ToV KOMO NMou €xel KaTABANBEL. Ta on-
pavTIkOTEPA £pODIa oTN {wn OUwWG Eival o EPNeIpieg, N doknon
KOITIKAG OKEWNG, N QVTIUETWMION MPOKANCEWY WG EUKAIPIWV KAl

TO QVTIKPIOKA KABETI VEOU e avoIxTd PUaAd. MNpocwnikd, npo-
ondbnoa va CUPNANPWOW PE ANAPAiTNTES YVWOEIC TNV KAPIEPQ
Hou MG Kupiwg Npoonddbnaod va eUnACUTIOW TNV NPOCWIKG-
TNTG OU KAl VA IKAVOMOoINcw TNV NEPIEPYEIA ou. H epyacia pou
ota Tpia MaveniotApia, 1600 we Akadnuaikde 600 Kal we Al
eubuvtric AvBpwnivou AuvapikoU ue Bonbnoe va cuvexiow Ty
EPEUVNTIKA pou dpaoTnEIdTNTA. H CUPUETOXA pou o dleBvn
Kal TOMNIKG CEPIVAPIA KAl Ol MAPOUGCIACEIS / NAPEURACEIS [ou yia
Bépata AAA, pe BonBoulv oTnv eKTEAECN TWV KABNKOVTWY OU
apou €ijal eVAPEPOG OXETIKA HE TNV JIEBVA ENIKAIPOTNTA KAl TIC
KAIVOTOWIEG TOU TOWEQ pac. KAanoleg and auTES TIC KAIVOTOWIEG
npoonabw va Tig epappdlw otov Opyavioud Tov onoio Bpioko-
al, npocapudlovtdg I ota ekdoToTe dedouéva. MoTelw, OTI
n enayyeAuaTikA oradiodpopia evog avBpwnou ecTIGlETal GTNV
apxn TNG ouvexoug ENPGPPWONG, TNG NAPAYWYIKAG NPOCPO-
pdcC Kal TNG avAAnyng uneubuvoTnTag.




Motevw 6T oe peydioug Opyaviopous Tng Kunpou, o Topéag
AvBpwnivou Auvapikou odeUel MPog To owaTd dpodpo. PuUoIKd,
TO OIOIKNTIKO Kal YPAPEIOKPATIKO KOUUAT Ba anoTeAel navia
avanodonaoTo PEPOC TNG OOUAEIAC Uag, TO OMoio Kal MPEEnel va
eKTEAETaI, aANG, 0 poAog TNG AAA eival Kai oTpatnyikde. Autd
onpaivel 611 1o Turua AAA CUPETEXE! o€ BEUATO aVANTUENGC, OXE-
dlaopoU Kal EKTEAECNC TNG OTPATNYIKAG Tou Opyaviopou. And
Z1patnyikni Tou Opyavicpou anoppéouv BEuaTa Ta onoia NpEénel
va xelpiotei To Tunpa AvBpwnivou Auvapikou nou, HETaEU AWV,
anoteAouv TN oTpaTnyikn NG AAA  yia va unocTtnpigel Tnv idia ™
oTpaTnyikn Tou Opyavicuou.

TNV NEPIMTWON TWV PIKPOPECAIWY EMIXEIPACEWY, O POAOG TOU
HR eival TIc nepIcoOTEPEG POPES DIOIKNTIKOC. YNdpxel ndvta
nepIBwplo BeATiwong oTov TOPEa pag, Pe KUPIO AEova TN oTpo-
TyikA AAA kal Ta cucthuata AAA Ta onoia XpNolUonoIoULE.
MoTelw 6T €xel NapaTnENBel peydAn BeATiwon oTov ToET av-
Bpwnivou duvauikou otny Kunpo Ta TeAeutaia xpdvia, 1Idiaite-

Sedopévwy. Motelw Opwe 61 and Poéva Toug OV UNopouV
va Bonbnoouwv pakpoxpovia. Mnpootd otn onuepivi SUCKO-
AN OIKOVOUIKN CGUYKUPIG MOU €XOUUE VA QVTIUETWICOUE, ival
anapaitTo va Bpoupe eVAMAKTIKOUG TOOMOUG JIAXEIPIoNG TOU
AvBpwnivou Auvauikou divovtac Bdon Kupiwg o B6€uata nou
€XOUV Va KAVOUV PIE TNV evioxuon TNG WuxoAoyiag Twv epyalo-
HEVWY, ENeVOUOVTAC OE MPAKTIKES MNOU WEIWVOUV TO KOGTOC TOU
Opyaviopou (n.x. eknaideucn NpocwnikoU pHEcw dIadIKTUOU) Kal
oxeDIACOVTAG CUCTAUATA AVTAUOIBWY Mou cuvOEovTal [E TNV
QOPAAEID TWV UNOAAAWY GTO €pYACIOKO NEQIBAANOV.

Mpénel va dei€oupe oTo NPOCWMIKO Pag OTI VOIaOUACTE MEAYUO-
TKG yia autd. Av évag opyaviopodg diIaBéTel To KaAUTEPO bonus
/ incentive scheme n npoo®gper TNV emAoyn Twv stock options/
sharing aA\& anotuyxdvel va anodei€el oto NPoownikd Tou 6Tl
TO voIAdeTal, TO ayandel Kal TO KTIUG, TOTE EXEl XAGEI TO MAIXVIOL.
Opyaviouoi ol ornoiol MPOCPEPOUV XPNUATIKA KIVNTOA Kal EPAp-
HOZoUV MPAKTIKEG MOU GTOXEUOUV IOVO OTN OIKOVOUIKA QVTAON-
Bn Twv gpyadopévwyv Toug Pnopolv va npooBAENowV LOVO oE
BpaxunpoBeopua BeTkG anoteAécpaTa aAMA OXI OE NpayuaTkA

OEOEUON Kal apooiwon Twv UNaAnAwy Toug otov Opyaviouo.

H extipmon pov elvar on n Naxeipron AvOpaormvov Nveapurov
npérner va npoornalel va diexnepaiawer to Svoraro poslo ms o 0roios €i-
Oal Va [SPIoKeL OVYETMS Ny 100pPOITLA KAl 1 TPVON topn petafv ms Aiev-
Oveons kai tov Hpoowmkov. Ay o otoxos avios emmuevxlet, e 1o Tunua

AvOpormvov Nveapurov eivar ermmwarnyuévo.

Pa KAl JE TNV €10aywyn NXavoypapIKwy cuoTnudtwv AAA Ta
onoia pnopoUv va anopPo@noouY TO JEYOAUTEPO KOPUATH and
TO YpapelokpaTikd péEPOG TNS AAA Kal va enimpéyouv atoug Op-
yavicpoUg va ECTIACOUV NEPICCOTENO GTO OTPATNYIKO KOUUATI.

Mnyaivovtac éva Brpa nio népa, N NPoownikA Pou dnoywn
givar 61 oe kdnoloug Opvyaviopoug, n Aiaxeipion AvBpwni-
vou AuvapikoU npocnaBei va ikavonoiricer Tn dievbuvon (top
management). H exTiunon pou eivar 6t n Aioxeipion AvBpwni-
vou AuvapikoU Npénel va npoonabei va dIEKNEPAIWVEI TO OUCKO-
A0 POAO TNG 0 OMoiog ival va BPICKEI CUVEXWGS TNV ICOPEOMIT Kal
TN Xpuon Toun PeTa&u Tng AiedBuvong kai Tou MNpoowrnikou. Av
0 OTOXO0C AUTOC EMITEUXBEI, TOTE TO TuNua AvBpwnivou Auvapi-
KoU €ival ENITUXNPEVO.

H dnown pou fowg va akouoTel Aiyo dIapopeTIKA and TI CUXVA
akoupe. O1 TEXVIKEG Kal MPAKTIKES TG Alaxeipiong AvBpwnivou
AuvauikoU nou oxeTicovtal e bonuses kal incentive schemes
ofyoupa undpxouv Kal unopouv va agonoinBouv, NEPIOPICHE-
va BéRala oTic NUEPEC Pag AOYW TwV DUCXEQWY OIKOVOUIKWY

MoTtelw o1 NAéoV NPENEl va OWOOUE NEPICOOTEPN EUPACN OE
BéuaTa avBpwnIvng cUPNEPIPOPAC, EUNICTOCUVNG, SIKAIOOUVNG,
TO aicBnpa Tou va voIGZecal MPayUaTiKA YId TO MEOCwIKG Gou.
To onpavTikGTEPO Eival va UNopEig va KAVEIG TO MPOownikd Gou
va eival xapoUPEVO Kal va €PXETAl e OPEEN Kal Xapd OToV £p-
YaoIakd ToU XWPO. AUTO dev EMITUYXAVETAI NAVTA [IE XPNUATIKA
KivnToa OANG KUPIWG PE TO NWC AVTILETWNICOUUE Toug AvBpw-
Moug pag. AUCTUXWG, BERala MOMEG POpPEC EExVIOPACTE AOyw
(POPTOU Epyaciag, MiEoNS Kal AAWV NEOTEQAIOTATWY.

Mpoocwnikd nioteuw 61 dev eival eubBuvn evoc Aieubuvti AvBpw-
nivou AuvapikoU va unayopeUel oToug AIEUBUVTEG TwV AOINWV
Tunudtwy Tou OpyaviopoU To NWS NPENEI va JIEKNEPAIWMVOUV
TN OOUAEIG TOUG, €XOVTAG UnoWn pUOIKA OTI €XOUV TONOBETNOE]
Ol KaTAANAOI AIEUBUVTEC OTIC KATAMNAEG B€oelg. TMioTelw OTI
«KkABe AleuBuvtng Tunpatog eival kail évag Aleubuviie Avopw-
nivou AUVAPIKOU».

O Kd&be Aleubuvtng €xel Tnv euBUvn TOU yia TN dlAXEipion Tou
AvBpwnivou Auvapikou Tou. O dIkOGG pag pdAog, we Tunua
AvBpwnivou Auvapikou gival Kupiwg UnooTNPIKTIKOS, EPOdIACo-
vTag Toug AIEUBUVTEC PE Ta KATAANAG EpyaAeia, anapaitnTeg
YVWOEIG, KAl EVOEIKVUOUEVEC KOAEC MPAKTIKES YIa TN DIOXEipIoN

Tou MNpoownikoU Toug. To Turua AvBpwnivou Auvauikou kaBopilel To yevikd NAaiolo, To oxediacuo,
TIG KATEUBUVTAPIEG YPAUWES AEITOUPYIAC TNC ENIXEIPNONG GTOV TOUEQ AVBpWNIVOU AUVAUIKOU KAl EK-
naidevel cuvVexwg Toug line managers, epodIAloviag ToUg PE TIG KATAMNAEG DeEIOTNTES Kal IKAVO-
TNTEQ OAA evaAnOKEITal OTOUG IBI0UG Toug AIEUBUVTEC YPAUUNG N EPapPoyn Kal UAonoinon Twv nio
ndavw yia va unoctnpi€ouv Kai va npowBnoouy Toug otdxouc Tou Opyaviopou. O Opyaviopdg unopel
va pyodoTel €va TaAavTouxo AleuBuvTr AvBpwnivou AuvapikoU, 0 onoiog va divVEl GUVEXWG EloNyN-
O€Ig, Va Npoonabei va epapudlel TIC KAAUTEPES NPAKTIKEC HR, va npowBel Tnv avanTtuén Kal Tnv ek-
naideuon Tou MPOCWMIKOU AAAG VA LNV €XEI TNV UNOOTAPIEN TwV JIEUBUVTWY Ypapung (line managers).
AnoTteAel avaupiBoia eubuvn Tng AAA va PETAPEPE! AUTA TA UNVURIATA 6TOUG JIEUBUVTES YPAUUNG
(line managers) kai otnv avwtepn dleUBuvon (top management). O AIEUBUVTEC YPAUUNG TNC EMIXEF-
pNoNC €xouv dUWC TNV KUpIa EuBUVN Slaxeipiong Tou Npocwnikou Toug, divovTag AUGEIC Kal anavth-
OEIG OTIG NPOKAAGEIC Mou cuvavTouy, TNV avanTuén Twv deEI0TATWY Toug, TNV anddooh Toucg, Kabwe
€niong kal TNV NAPOXN IGXUPWY KIVATPWV YIa BEATIwoN TG anodoTIKGTNTAG TOUG.

H dnown pou eival 6Tl yia va unopéoel akpIBwe va diadpapaTioel cwoTd To pOAO Tou éva Turnua AvBpw-
nivou AuvapikoU, oQeilel va 1I00pPOMNOEI UETAEU Kal TWV TPIWV POAWY. 2iyoupa PEPOC TNC OOUAEIAG
pag Ba eival ndvra 1o dIoIKNTIKO KOPWAT 0AAG éva cwotd Tupa 6a npénel eniong va eival e Béon
Va NPOOPEPEI UNOCTNPIKTIKEG UNNPEGIEC OTOUG AIEUBUVTEG MOPEXOVTAG EYKAIPA OPBEG CUBOUAEC Kal
MEAKTIKEG GTNV KABNUEPIVA DIEKNEPAIWON TWV EPYACIWV TNC ETAINEIAG ONWG €XW NEOAVAPEPEL. TauTO-
xpova n AieiBuvon AvBpwnivou AuvapikoU opeilel va dIadpapiaTioe! Tov GTEATNYIKO TNG POAO O 0roiog
Bewpeital KaBoPIOTIKOG, avaykaiog kal auTtdg Mou KAvel TENKA Tn diagopd. MNa va 1o neTuxel autd o
AieuBuvTric AvBpwnivou AuvapikoU Kal n opdda Tou, NPENEI va eival JEPOG oTNV avanTugn / oxediacud
TNC OTPATNYIKAG TOU OpyavicuoU, oTny UAoroinon Kal a§loAdyncn TNG.

Mpoownikd nioTelw OTI, yIa VA AeIToupynoel anodoTIKA évag opyaviopog, anapaitntn npolndBecn
eivar opBoAoyikn aglonoinon, 100TIUA, TOGO TwV AvEPWIVWY OCWV Kal TWV XPNUATIKWV NOPWVY ToU.
AucTUXWG, otnv Kunpo, oe peydho Babud akdun o OIKovouIkog AIEUBUVTNG EVOG OpYaVICHOU EXEI
peyaAUTepn Baputnta (power basis / decision-making authority) ané tov Aicubuvn AvBpwnivou Au-
vapikou.

©a é\eya OTI Ta TeAeuTaia xpdvia otny KUnpo éxel d0Bei agja oTov TopED Uag, MOAOT 0pyaviIcUol Kal
191aiTEP 01 EYAAOI OPYAVIOHOI APXICAV VA TOV EKTILOUV. YNAPXOUV MOANOT GEIGAOYOI ENAYYEAUATIEG
OTO XWPO Tou AvBpwnivou Auvauikou otnv KUnpo, ol 0noiol GUVEXWDG ENHOPMWVOVTAI, avanTucoo-
VTl KAl IPOCMEPOUV GTOV OPYaAVICUO TOUG, OUWS Bewpw OTI MOAOI evikoi AlIEUBUVTEC BeV EXOUV
aKOpa avTIANEBEei TN cuPBOAN AAAG kal TN BIaPoPd NoU PNOPEl va NPoc@EPEl N AAA GToV Opyavioud
Toug. ‘Exel napatnpnBel peydAn BeAtiwon oto 6€ua autd, OPwg N anoywn pou eival 6Tl akdpa UNdpXEl
€va PeyAGAo NepIBWPIO BEATIWONG OTO VA KATAPEPOUE VA NEPACOULE Ta OWOTA UNvUuaTa. AuTo iowg
HNoPEl NIo eUKOAa va ENITEUXOET AV apXicoupe va xpnaoluonolouue benchmarks, HR matrixes, HRIS
Kal AA\a TETOIa EQYaAEia, £TOI (OOTE VA NAPOUCIAOUPE PETEACIUA MAEOV OEDOUEVA KAl OTOIXEIQ GTNV
avwTepn dlevubuvon. Eniong, péoa and épeuveg €xel anodeixBel 611 MOANEC and TIC OTPATNYIKES Kal
NPEAKTIKEG MOU XpnaluonoloUpe dev eival ol IBIEG e auTéC Nou avTIAAUBAVETAI TO NPOCWNIKO.

Eival Aoindv anapaitnto va avtiAngBouv ol Mevikoi AIEUBUVTEG OTI, N UNOCTAPIEN EVOG KAAG dounuEé-
vou oucotipatog AAA To onoio peTa&l dMwv Baci¢eTal otn oTpatnyiki Tou OpyavicpoU Pnopei va
dWoEl PeYAAn wbnon otov Opyavioud agou duvatal va ennpedoel BeTIKG TNV EPYACIAKA CUNEPI-
Popd, TIC YVWOOEIG Kal OeEIOTNTEG, Kal TNy anddoon Tou MpocwnikoU. Anapaitntn npoUndBeon yia
va oupBel autd eival n opbn ENIKOIVWVIa TOU CUCTAPIATOG, WOTE va Yivel avTIAniTo and 1o Mpoownikd
TO0O0 TO 010 TO CUCTNUA AAAG KAl T AVAUEVOUEVA ANOTEAECUATA and TNV epappoyn Tou. Eival on-
MOVTIKO va avapépw KAeivovTag o€ autd To onpeio ot éva ocuotnua AAA yia va éxel dIGPKEIa Kal
anoTéAecopa Oev NPEnel va eival otatiko. Ma autd To AOYo MPENEI CUVEXWG va ¢NToUE TNV anoyn
TOU NPOCWMIKOU PAg TO onoio BIWOVEI TIC NPAKTIKES AAA, €101 WOTE va eiuacTe o€ B€on va KAVOUE
owoToUg enavacxediacpoug kal va avTIAaUBavouacTe KAAUTEPA TIG NPAYUATIKES AVAYKEG TOU.
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H Acnaoia eival kaToxog
NTUXIOU OTOV TOUEQ TOU
Marketing kar peranTuxiakou
otn AieUBuvon AvBpwnivou
AuvapikoU kal OpyavwTIKAG
WuxoAoyiag and 1o King's
College London. 210 napdv
o1édlo BpiokeTal otn dladikacia
anoktnong SIBaKTOPIKOU TITAOU
[Naveniompiou Tng AyyAiag oTov
TouEa G Epyaciakng Wuxoloyiag,
e B€ua diatpiRrig ‘Emotional labor:
The case of the Cyprus Hospital-
ity Industry’.

H Acnaoia gival cUuBoulog
ENIXEIPNOEWV KAl EKNAIBEUTPIA.
EidikeUeTal otnv €EUNNEETNON
NEAATAV, ETAIPIKIA KOUATOUPQ,
TEXVIKEG EMIKOIVWVIAG,
ouvaicBnuarTiki vonuoouvn

Kal TEXVIKEG MWANCEWV.
MNpoceyyicel TNV eknaideucn

JE NPAKTIKEG PEBODOUG Péca
ano Tnv Epyaciakn YuxoAoyia.
MNpoopépel eknaideucn kai
OUMBOUAEUTIKEG UNNPECIEG OE
€va eYAAO PACHA ETAIPEIDV TOU
NlavikoU eunopiou, TOANeZeS,
Eevodoxeia kal ETaIpeieq
logistics. MeAdTeg TNG €ival
JEPIKOI and TOUG PEYAAUTEPOUG
opyaviououg otnv Kunpo, oto
Kartdp kai oto Bahrain. Eival
KOAEOUEVN OUINATOIO GE APKETA
ouvédpla otnv KUnpo Kal oto
eEWTEPIKG. ApBPa TNG EXOuV
ONpOoCIEUTEl OE MEPIODIKA,
EPNUEPIOES Kal OTO JIAdIKTUO.
‘EX€l NOPOUCIACTEl GE EKMOUNES
oTnv TNAebpacn 6rou PolpddeTal
TIG YVWOEIG TNG PE TO EUPU KOIVO.

Eniong, n Acnacia eival
Aéktopag oto CIM énou dISAoKel
OTOV TOREQ TOU MAPKETIVYK.

2 UvVaIoBNUATa Kal 0 POAOC TOUC
OTNV ArnodOTIKOTNTA

JAUEPA oUlNTEITaI CUXVA TO PAIVOPEVO TNG AVEPYIAC KAl TwV OUVAICONUATWY
QUTWV Nou TN Biwvouv. ApvnTikG cuvaicBnuaTta, Opwe, BIvouv KaBnPePIVA Kal
Ta ATOWA MOU NAPAPEVOUV AKOPN OTO XWPO epyaciac. Ti yvivetal e autouc nou
uévouy; MNold eival Ta cuvalioBbrpaTa Twv aTdPwY NOU NAPAUEVOUV OTNV EQYAOIC;
doBoc, aBeBaidtnta yia To PEAOV, AyXOC €ival JEPIKA and Ta cUVAICONATA MOU
ol epyalOueVol CNUEPA VIWBOUV MPAyUATIKA.

2 € Tl Ba 0dnyNoeEl, OpWG, OA0 auTod; MNoiIdg 0 POAOG AUTWV TWV CUVAICONUATWV
oTnv anodoTIKOTNTA TwV EPYAlOUEVWV CNUEPQ;

EEQIPETIKO evdIOPEPOV  NAPOUCIAZEl N PEAETN TWV OUVAICONPATWY OTOV
EPYAOIAKO XWPO, N ENICTNPOVIKN €PEUVA TWV ONOIWV KAVEI EUPAvion yUpw
oto 1930. O dpduog NPog auth TNV 000 AVOIXTNKE MEPICOOTEPO and Tnv
enBupia Kal TNV avdaykn yia Katavonon Twv cuvaiotnNuATwV Twv pYaopEVWV
and auTtoUg nou Toucg dlEUBuvav.

H npékAnon

MnaivovTag Babid otn yuxoAoyia Tou epyalopévou Ba doupe 6T Ta GUVAICONUATA NPOEPXO-
vial and Biwuata. To T BIWVOULE, EITE OE NPOCWNIKOG EiTE GE enayyeAUATIKO €NINEDO PEPVEI
oTnv eniQAvela NOAAG cuvaioBnuata. EvalapEépov 0w, OUwG, EXEI TO YEYOVOG OTI JNOPEI PIa
opada atéuwv va Biwoel Ta idia npdyuata aAAd va avTIyeTwnicel SIapopPETIKA cuvaicdnuara.
'’ autd pnopoupe va noupe 6Tl TO TI NPOKAAEI TO ouvaicOnua ival T6oo To Ti BIOVEI KANOIOG
aAAG oTnv TENIKA Kal TO TI EpUNveia divel o€ €va YEYoVoG.

O1 gpyadduevol onpepa Aiyo n noAU Biwvouv NapOuoleq KaTaoTdoelg. BAEnouv Kal akouv
yUpw TOUG Ta idla aAAG Ta avTiyeTwnidouv diapopeTikd. Kanolog 6a npoonabnaoel va KAVEl
OTI KAAUTEPO PMNOPEI EVW TV id1a oTIiyun €va AAAo dtouo Ba avTidpdoel apvnTikd kal 6a oTa-
patnoel kABe npoondBeia yia va kAvel Ta npdyuaTta KaAUTePQ.

Ano Tnv €pyodoTIKN NAEUPd, N EAEIYN NAPAYWYIKOTNTAG Eival KATI NOU AVNOUXEI o€ PEYAAo
BaBuo Tig enixelpnoelg. Eival pia npdkAnon nou avriyeTwniouv ol EpY0dOTEG KaBNnuePIVA.
MoANéG opEg, pn EEpovTag NwG va avTidpAdcouV, PiXvouv eUBUVEG OTOUG EPYACONEVOUG
Kal TOUG avTINETwNiCouv Pe apvnTikOTNTa. MAnwg, duwg, Ba énpene va YaxTei n nnyn Tou
npoBAApaTog;

KaravowvTtag ané nou npogpxovral Ta didgopa cuvaiodnuara gival KATi nou unopei va Bo-
nBnaoel dIAGOPOUG 0pyaviouoUg va dwoouv AUGCEIC GE NPOKAAGCEIG NOU avTIUETwNI{ouv 6ooV
apopd 1o BEua auTo.

+ Evdoyeveig oTtnv gpyacia napdyovreg: NapadeiyyaTa Twv Napayoviwy auTwy UNopEi
va gival ol apoIBEG kal Ta Kivntpa kaBwg kail ol eninAn&eig. Eniong, didpopa cuvaicdnuata
MNOPE( va NPOKAAOUV CUPNEPIPOPEG TWV NYETWV N akOun Kal d1Id@opa yeyovoTta, ducdpeaTa
N eUxdPIOTA NOU PNOPEI va cupPBouv YEca OTO XWPO EPYAciag.

+ E&wyeveiq napdayovreg: napadeiyuata €ival NPOocwniKEG OXEOEIG, OIKOYEVEIOKESG UMOXPE-
WOEIG N OUCKONIEG. MOMEG PpopEG Npocwnikd B€uaTa dev unopouv napd va eNNPEACOUV Ta
ouvaicBnpaTa KANoIou YECT OTO XWPO £pyaciag 6co Kal av NPocnabnoel wg NPOG To avTiBETo.

H ©swpia ZuvaioOnpatikwv Neyovotwyv (Affective Events Theory-AET)

H karavonon Twv cuvaicOnpdtwv otnv epyacia BonOnBnke onuaviikd and €va PoVIEAO
Twv Weiss kal Cropanzano (1996), nou ovouddetal Oswpia ZuvaicBnuaTikwv [eyovoTwv
(Affective Events Theory-AET). H Bewpia auti BonBd, apxikd, otnv Karavonon TNG Epyact-
QKNG CUPNEPIPOPAG Kal NapAdAANAQ, GUVOPAEI OTO YEYOVOG OTI T EPYACIAKA YEYOVOTA Kal
Ta ouvaicOnuata dev Ba NPEnel va ayvoouvTal, akOua Kal 6tav Bewpouvral hIKpaA, yiaTi Ta
TEAEUTAIO €XOUV TNV TACN VA CUGCWPEUOVTAI.

O1 Weiss kai Cropanzano napouciacav €va yvwaoTIKO Ho-
VTEAO Mou nePIypd@el 6T oI undAAnAol avTidpouv cuval-
oBnuaTikd o€ NPpdypaTta nou Toug cupfaivouv GTny Epya-
oia Toug, Kal To Yeyovog autd emidpd GtV EPYACIAKN TOUG
€nidoon Kai Ikavonoinon. H Bewpia &ekivd pe Tnv ava-
yv@pion Tou 6Tl T cuvaIicOnuaTa ival yia aviandkpion o€
€va yeyovog nou AapBAvel Xwpa GTo €pYAciakd nePIBAA-
Aov. To epyaciakd nepiBdArov nepIAapBavel OAa ekeiva
TQ OTOIXEIQ MOU EUNEPIKAEIOVTAl OThV €EPyacia, SnAadn Ta
XAPAKTNPIOTIKA TNG EPYACIAG, TNV NOIKIAIa KABNKOVTWY, TO
BaBué autovopiag, TIG EPYACIAKEG ANAITACEIG KAl TIG CUV-
BNKegG yia EK@pPacn TNG cuvalcONPATIKNG KéNwaong. AuTté To
nepIBANOV dNUIOUPYEI EpYaciakd yEyovOTa NOU UMNOPEi va
€XOUV Tn popen avdracng, SUcKOAiag N Kai Ta duo. Autd
TA EPYACIAKA YEYOVOTA KIVNTOMOIOUV BETIKEG KAl APVNTIKEG
avTidpdoelg. QoT600, N OXECN YEYOVOTWV Kal avTidopaong
puBpiceral and Tn d1IdOecn Kal TNV NPOCWNIKOTNTA TOU EP-
yadouevou onwg avapEPONKE Kal nio Navw.

Yndpxel Auon;

O1 €peuveg €xouv BeiEel TOV AUECO CUOXETIONO TNG NAPOU-
0iag apvNTIK®WV cuvalicONUATWV Kal TNG NAPAYWYIKOTNTAG.
Av €vag epyodoTng EVOIAQEPETAI YIa TNV au§non napayw-
YIKOTNTAG, TOTE TA BAPATA NPOG ENITEUEN TOU GTOXOU AQUTOU
gival noANd. 'Eva ané 1a onpavtika BApara givar n diaxeipi-
oN TV CUVAIGONUATWY.

Karapxnyv, yia va dIaxeIpIcTOUPE onoIodnnoTe cuvaicnua
Ba npgnel va yagoupe pEca otoug dIAPOPOUG NAPAYOVTEG
Mou €XOUPE aVAPEPEI Kal va OOUNE CUYKEKPIPEVA and nou
nnyddel. Autd xpeidZetal noANA npoondBeia al\G kai B€-
Anon and TIG dUO MAEUPEG YIa va PNOPECE! va undpEel pia
OowoTN EIKOVA TNG KATdoTaong.

‘Eneita, ynopoupe va doUupe Katd NOco undpxel TpONoG va

BeATIOOUE TNV MNYN NOU NPOKAAET Ta apvNnTIKA cuvaicBn-
paTa oUTwG WOTE VA INOPECGOUPE Va Ta JETARAAOULE. MoA-
AEG QOPEG Unopei va eival B€paTa EoWTEPIKAG KOUATOUPAG
N aKOUN Kal ECWTEPIKWY CUCTNHATWV. ANEG POPEG AMNOTE-
AoUv B€uATa aTOUIKWY CUUNEPIPOPWV.

Yndpxouv, OUwG, Kal IPOANATIKA YETPA nou Ba unopouoa-
ME va NAPOUUE yIa va ano@UyOUNE TNV apvnTIKGTNTA and
Tnv apxn. Néco nio BeTikd Ba ATav av npocnaboucapue va
BdaAoupe yepég BAoelg; Av dnuIoUPYNOOUPE YEPA BeUENT
TOTE Oa UNOPECOUUE VA ‘KTICOUPE’ KAAUTEPA MAVW TOUG.

‘ET0l, akoAouBwvTag anAd Brpara pnopouv va ano@eu-

X800V ol 6MoIEC apVNTIKEG avTIOPACEIG.

e lNvwpioTe Ta duvarad onpueia Twv avBpwnwv cag. Avo-
pwTnBEiTE! AV 0aG pwTOUCE KAMOIOG CNUEPA VA NEITE TA Be-
TIKA OTOIXEIa TOU KABE EpyadouEvou oTnv €1aipia oag NGco
€UKoAo Ba ntav va 1o KAvete; Mnnwg 6a ntav nio eUKOAO
va avaAUcoeTe Ta onueia ota onoia xpeiddovrtal BeATiwon;
H avarpo@oddétnon givar kATl oAU onpavTikd aAAd Onwg
€xel anodeIxTei peoa and €peuveg E0deUOUPE TO DINAACIO
XPOVO yia va cu{nTAGOUPE TO TI NAsl AdBog and 1o Ti NAEl

owotd! KaAéote, Aoindv, KAMOIO UPICTAUEVO N akéun Kal
OUVAdEAPO 0AG Kal NEITE TOUG Ta BETIKA GTOIXEIQ TOUG TA
onoia ekTiudTe! MNapatnpnaoTe PETA TNV ENIPPON NOU Ba €XEl
6A\0 auTtdé GTn OXE0N [E TOUG CUVADEAPOUG TOUG, UE TOUG
NEAATEG Kal YEVIKA TNV OAN NAPAywyIKOTNTA TOUG.

e EnikevipwOeiTeE oTN CUUNEPIPOPA Kal OXI OTOV AGv-
Bpwno! ‘ONol npgnel kaTd Kaipoug va dWCOUUE KAMnola ap-
vnTiKA avatpo@odoTtnon. O Tpdnog nou Ba doO¢€i unopei va
€NNPeAcEl TO cuvaicbnua kal ENEITa TNV NAPAYWYIKOTNTA
€iTe O€TIKA €iTe apvnTikd. Mnv TovioeTe TO yEYOvOG OTI TO
dTopo €xel kAvel AdBog, aNAG TOVIOTE TO TI XEI YiVEl Kal TI
€nippon €xel otn SOUAEIA KAl TNV €IKOvVA Nou Byaivel Npog
10 €Ew. To dtopo Ba anodexTei Mo eUKoAa To0 AdBog av de
VIWGEI OTI TOU YiVETaI «nNPOocwIKh eniBecn». ETol 6a ano®u-
YETE O€ PeYAAo Babud 1o apvnTtikd autd cuvaicOnua.

+ WagTe yia AUoeig padi! To va viwoel kAnoiog onua-
VTIKOG €ival kAT To onoio Ba Tov KAvel Mo B€Tikd Kal nio
napaywyiké. Awote ota dToua nou oag nePIBAAoUV Thv
EUKQAIPIO VA 0ag NMouv TIG JIKEG TOUG I0EEC KAl EICNYACEIG
Kal npoonaBnaoTe padi va TiG UAOMOINGCETE.

+ BydaAre Tov nyétn andé péca toug. O KaBévag KpUBel
€vav NyETn Y€oa Tou. YNAPXOUV KAMOIEG NYETIKEG IKAVOTN-
TEG, Ol ONoieg xpelagovTal BonBeia yia va Byouv otnv enipa-
vela. Av OWOETE GTO avBpwNIvo SUVapIKG oag Ta Eodia yia
va yivouv owoToi NYETEG OTN BECGN NOU KATEXOUV TOTE MOAU
anAd 6a Toug dlakaTEXouv ciyoupa nio B€TIKG cuvaicdnpuara.

+ EmkpoTtnoTe TNV npoondBeia. Ectw Kal av n onoladn-
noTe Npoonddeia nNou yiveralr and €va ATouo OV EMIPEPEI
dueca anoTeAéouaTa, £0€IG OPEINeTE va To OeiTe OeTIKA. H
avayvwpion 8a BonBrcel Ta dTopa va yivouv nio napaywyi-
K& ka1 Ba emTUxouv NOAU NEPICCOTEPA OTO PEANOV.

To cuvaicBnua gival avanéonacTo KouudTi TG Epyaaiag.
>Apepa Tou Siveral peydAn onpacia. O Adyog; Eivar nAéov
olyoupo 6T and Yévo Tou €ival n nnyn NOAAWV NpoBANuG-
TWV TWV CNPEPIV®V EMIXEIPNOEWV. EKTOG auTou, o1 Epyodo-
TEG CNUEPQA AVAPEVOUV avBpwnoug yUpw TOUG Nou givail nio
napaywyikoi. Aivovrag peyaAdtepn ocnpacia oto cuvaiocdn-
pa Ba 1o NETUXoUV GE PEYAAO Babuod.

aspasiasim@gmail.com
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Cyprus to Detroit

Denial to Disaster — Turn in your keys!

KEN MOORE
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The drama surrounding Cyprus and its economic situation has received a great deal of attention
in the United States. The Wall Street Journal, Business Week, and numerous other publications
explore the issue of the financial crisis of this beautiful yet tiny island country of Cyprus. Articles
and commentaries often take disparate perspectives of why this country is in such a dire situation.
Some articles and Internet blogs compare the situation in Cyprus to the bankrupt U.S. city of
Detroit. Some of the comparison may have a ring of legitimacy but others require a strong dose of
imagination. “Left-leaning” individuals frequently blame the problems of both Detroit and Cyprus on
greedy bankers and other wealthy people. “Right-leaning” individuals often blame the problems on
exaggerated entitlement programs which require government spending that outpaces sustainable
government income. Both “left-leaning” and “right-leaning” individuals consider governing agencies
to be complacent to and perhaps facilitators of the crisis.

There are a number of issues affecting Cyprus that unnerve the U.S. Perhaps the U.S. is unnerved
because looking at the situation in Cyprus may be like looking in the mirror and being frightened by
what it sees, for example:

1. Continuing high unemployment, especially among certain groups of citizens;
2. The banking industry’s apparent determination to reward a small number of people
(usually executives) at the expense of everyone else;
3. The apparent disregard for employees, communities, and the environment by big business;
4. Loss of faith in governing agencies to find a palatable and effective manner of
addressing entrenched problems by constituents;
5. Belief by constituents that any changes are only going to make life worse.
They believe things were better off the way they were;
6. Refusal of constituents to accept the unsustainable dimension of current programs

Few would disagree with the idea that it is possible for different people to interpret important issues
from diverse positions or points of view. When studying governing/economic matters, it has become
customary to dichotomize positions into “left and right” or trichotomize them by adding a center
(or middle). Each has within it a range of degrees. For example, far left, center-left, and moderate
left. No doubt there are considerable differences of opinion between each sub-dimension but the
broader categories of LEFT and RIGHT are my focus here. There is a significant distance between
the thoughts and ideas of those on the left and those on the right. It is equally true in Detroit as it is
in Cyprus — both sides (left and right) are denying that they are part of the problem. Unfortunately,
this denial can be the fast track to economic and political disaster.

Suffice it to say that those on the left are convinced the problems within Cyprus or Detroit were
indeed caused by greedy bankers, industrialists, and other wealthy people who were driven by one
focus — the profit motive. Those on the right believe the entitlement programs (condescendingly
called “giveaways”) are the cause of the majority of problems.

| do not pretend to know the complete answer but | do understand that having NO viable plan,
wallowing in denial of the looming disaster, and not taking positive steps forward will spell more
pain for everyone and intensify an already unhealthy environment. Four domains (Business/Banking,
Government, Unions, and Media) have been identified as crucial to the health of a free society but it
appears that each has descended into some form of extremist interpretation of governing/economic
philosophy. It is not unusual to observe extremist thoughts and ideas originating from individuals on
both the left and right but when they permeate the mentality of leadership, serious problems emerge.

Consider the following:
> On the left:

BAR executive editor Glen Ford, in his article “From Detroit to Cyprus, Banksters in Search of Prey”
wrote: “From Nicosia, Cyprus, to Detroit Michigan, the global financial octopus is squeezing the life

N
- a2, %
A® 28 R !
! Ln AQZ ; =¥
280 333 U '?5\‘?3& -
) anfd Y AT 7%t o, |

out of society, stripping away public and individual assets in a vain attempt to fend off its own, inevitable collapse.”

Mr. Ford is an excellent writer and his article is very interesting but does this really represent the truth or is it simply fanning the
flames of irrational thought?

> On the right:

Right-leaning arguments believe that the opportunity to generate and retain one’s own wealth is a driving force not only improving
our society, but also for individual and social advancement.

Authors Scott Rae and Austin Hill, in their book “The Virtues of Capitalism” argue that free markets are by and large the best
solution to financial disasters rather than the cause. The ability of an organization (e.g. the government) to take something
that belongs to the individual (e.g. wages) and give it to another less successful individual in the name of compassion (e.g.
entitlement) is an anathema. They strongly believe that an individual should reap the rewards of his labor, retain as much of it as
possible, have a voice of where some of his money will be allocated (e.g. taxation) for the good of society, and that the pursuit of
capitalism’s principles have benefited societies far more than the centralized planning models of social states. Could this be an
“extremist” view of the virtues of capitalism?

From Nicosia, Cyprus, to Detroit Michigan, the global financial octopus
1s squeezing the life out of society, stripping away public and individual
assets in a vain attempt to fend off its own, inevitable collapse.

Have Crucial Domains Become A Haven for Denial and A Sanctuary for Extremists? There are big problems in Cyprus
and Detroit and many other places in the global economy. Big problems usually begin by big misunderstandings
followed by big denials. Denials are then fortified by adoption of “extremist” interpretations of governing/economic tenets.
Society suffers when domains crucial to its wellbeing become unstable environments filled with misunderstandings,
accusations, and denials. When leaders in these domains refuse to objectively assess their role in societal ills and deny
any responsibility, they make solutions impossible. Leaders in each of the four crucial domains are unwittingly driving
societies toward the cliff of disaster. When leaders entrench themselves by tethering to myopic, irresponsible, unrealistic,
self-serving, extremist philosophies, they become extremists. Extremists NEVER serve society —they drive it off the cliff. Unfortunately,
it appears that leaders in each of the four crucial domains have become so entrenched in exaggerated positions they have ceased
serving society. To these individuals on both the left and right extremes, | send a message: Society needs a change NOW — get
the message or turn in your keys.
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1. Banking and other Businesses Executives - REMEMBER: Greed leads to ultimate collapse. Profit is not an evil concept
but greed (profit at any cost) is malevolent. Bankers and other business executives must re-learn to re-focus on balancing the
needs and concerns of all stakeholders — not just stockholders.

2. Governing Agencies - REMEMBER: Constituents are people and not inanimate numbers. Changes are necessary but they
must be carefully considered and competently, completely, and clearly communicated. Changes MUST be gradual.

3. Labor Unions and other Organizations closely associated as direct constituent representatives — REMEMBER: Progress is
impossible without change. Almost all change involves some sort of discomfort. Money must be earned by someone before it
can be shared. All pots, including money pots, have a bottom and can be easily emptied.

4. Media - REMEMBER: Responsible reporting should be a priority. Investigative reporting was once an honorable profession
in which there was a deep passion for the search of truth. Over the years, it appears that some reporters have lost sight of what
made reporting an honorable profession. It has become increasingly popular to search for OR CREATE a flamboyant story
without regard to its relevance and little concern for its truth or damaging effect on society.

Society needs a change NOW —
get the message or turn in your keys.

Time for New Leadership

The significant challenges faced by both Cyprus and Detroit need to be addressed by effective leaders. Understanding the
scope of each issue requires a thorough examination and comprehensive assessment from multiple perspectives. New leaders
must exhibit disciplined thinking and be capable of suppressing temptations to marginalize opinions or criticize individuals who
are committed to opposing opinions. Understanding and appreciating the complicated dimensions associated with opposing
positions must be a priority and it is the first step forward. Perhaps the current leaders are incapable of taking this first step. Since
the second step is even more challenging than the first, it may be time to turn leadership roles over to a younger set of leaders.

The second step, achieving pragmatic compromise can be the most difficult of challenges. Thisis especially true when confronted
with “absolutists” or rigid thinkers. These are individuals who solemnly believe their ideas and way of thinking is the only path that
should be taken. Compromise in this environment (including Cyprus and Detroit) becomes particularly challenging and can be
accomplished only by the most capable leaders. When individuals become entrenched with specific beliefs or ideas, the path
to progress requires the highest degree of patience and perseverance. It seems perfectly clear that current problems require a
new approach by leaders with a new set of skills. New leaders should be those who demonstrate the ability to:

1. Assess issues thoroughly (critical thinking)

2. Pragmatically consider the importance of
sustainability (whether political, environmental or
economic),

3. Integrate compassion into decision-making

4. Achieve consensus

It is my belief that young potential leaders are well-prepared to assume leadership roles in each of the crucial domains. They
will avoid being seduced by the “blame game” as they balance the needs of all members of society. | am fortunate to have had
students from all points on the globe. They have been from Greece, Turkey, Cyprus, and countries in Africa, Asia, Europe, South
America, and more. Most are returning to their home country and will contribute to the healing process without repeating the
mistakes of previous generations. These people are gifted future leaders who will confront denial with tact and skill. They will
attempt to bridge the gap of understanding between various governing/business philosophies as they strive for honest consensus.
To current leadership in each crucial domain | say: Floundering in denial is a free-fall into disaster. Your wisdom has been lost. Turn
in your keys and leave the decision-making to the young.
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O AnunTpng Epyatoidng
givalr apunnpetioag (2006)
AvwtepOG AIEUBUVTAG TNG
Nadikng Tpdnedag kal IBPUTIKO
HENOG Tou Kunpiakou
Zuvdéopou AlelBuvong
AvBpwnivou Auvapikou.

MovTEpvocg

‘Eva and T1a Baoikd kabrikovra k&Be dieubuvin
€ival Kal 0 oTPATNYIKOG NPOYPAWUATIONOG.

Y TOXOC TOU OTPATNYIKOU MPOYPAUATIouoU gival
va OWOoEl UNdoTAcN Kal okono OE €vav 0pyavi-
oo, kabopifovtag NMPOCXEDIOCUEVES EVEQVEI
€G. AuTO Ba enmeuxBel e BAon uIa UAKPOXPO-
VIO OTPATNYIKA Kal Eva OXEDIO, JECW TWV Oroiwv
6a uAonoiNBouv o1 GTOXO0I TOU OPYaVICOU.

Mapadooiakédg oTpatnyIKOg NPOYPANMUATIONOG

JKOMoOG Tou MnapadooiakoU oTpatnyikoU Mnpo-
yPauuaTiopoU eival va NPoyPAUUATIOTE TO JEA-
OV TOU OpyavIopoU, N avAnTuEN ToU Kal 0 TPOMOG
JE TOV 0oroio 0 opyaviopos Ba AVTILETWNIOE! UE
EMITUXIA TIG UEMNOVTIKEG MPOKANCEIC Kal Ba EKLIE-
TAMEUTE TIQ EUKAIPIEG MOU Ba NapoUcIacToUV.

H diadikacia nou akoAouBeital yia Tov oxedla-
ouo ToU oTPATNYIKOU NPOYPaAuPaTiouou ival

n eéng:

> kaBopicovral ol GTOXO!

> a&oloyeital To nepIBAAOV

> avaAUJovTal Ol UPICTAUEVES OTPATNYIKES

> AauBdvovtal ano@Acelg via oTPATNYIKA

B€uata onwg:

* NWe Ba UNOPETEI 0 OPYAVIOUOC VA CUVEXI-
OEI va avanTUooETAl OTO VEO QVIAYWVICTIKO
nepIBAAOV

* NWG 6a AVTIUETWNICTE O AVIAYWVICUOG

* katd NGoo Ba NPENEI 0 OPYAVICOS vVa
OlAMOPONOINCEI TOUG PEXQI TWPA
oTOXOUC TOU

* M0I0I NOPOI — UAIKO, XPNUATIKOI Kall avBpw-
nivol — 6a XpelacTouV yia EQapUoyn Tou
nPOoyPAUKATOG Mou Ba anopAcIoTEl

> avAdhoya LE TIC anavTnoelg oTIG Mo
navw epWTACEIC, KaBoPIZETAI N MOAITIKA Mou
B6a akoAouBNBe(

> gT0IACOVTalI OXEDIA YIa UAOMOINCN TWV
ano@Acewv nou Ba AnpBouv

> opiceTal Pnxaviopog napakoAoubnong
TWV ANOPACEWY AUTWV.

Movtépvog oTpaTnyikOG NPOYPAUUATIONOG

EionynTég ToU oVTEPVOU OTPATNYIKOU MPOYRAU-
paTiopou eival ol kabnyntég Gary Hamel kai
C.K.Prahalad, ol onoiol unootnpicouv 611 0 Na-
0ad00IOKOC OTPATNYIKOC MPOYPAUATIOUOG EXEI
€EENXOEl OE IO TEAETOUPYIKN Kal TUNOAQTOIKA
dladikacia, apou NpwTa kabopiZovTal o GTOXOI
and TNV avwTEPN NYECIa TOU 0pyavIoUoU Kal JETA
akoAouBouyv ol dIadIKacieg UAoMoINoNg Toug.

O1 dU0o KaBnyNTEC UNOOTNEICOUV EVA VEO |IOVTE-
A0, OTO Oroio a&lonoIEiTal 6To €NAKPO N ETAIPI-
KA QavTaoia, PETATPENOVTAG TOUG TEXVIKOUG GE
OVEIPONOAOUC KAl TOUC OXEDICIOTEC OE OTPATNYI-
koUC NPOYPALUATIOTEC.

2 TOATNYIKOC
[looypauuaTiopoc

Me Bdon 10 poviéNo auTd, n dladikacia EEKIVA
JE TOV EVTOMICUO TWV SUVATWY XAPAKTNPICTIKWV
TOU opyaviopoU, ONAAdN TWV XAPAKTNEIOTIKWY
OTQ OMoia UNEPTEPE EvavTl TwWV AvVIAywVIOTWV
TOU. AKOAOUBEl avAAUCN TWV XAPAKTNPIOTIKWV
autv Kal diEpeuvVATal NWG autd Pnopouv va
€NexTaBOUV Kal o AANAA TUAUATA TOU OpYavi-
OpoU, EVEQYWVTIAG UE TETOIO TPOMO WOTE Ta dU-
vaTd autd XapaKTNPIOTIKA va €ival SUCKOAO va
avTiypapouv and ToV aviaywviouo.

>1n dladikaocia autA AauBdvovtal undéyn n ane-
AEUBEPWON TWV ayopwy, oI paydaieg eEENEEIC
OTNV TEXVOAOVIO Kal TIG TNAEMIKOIVWVIES, N EUKO-
ANia dlakivnong Kal UETAKIVNONG Tou €pyaTikou
duVauIKou, N peiwon TNG onpaciag nou divetal
oTNV NEIPa KAM.

MNapaTiBevtal Mo KATw ol APXEG MoU JIENOUY TOV
HOVTEPVO OTPATNYIKO MpoypaupaTiopd. Mpénel
auTtoc:

* va eival MPOKANTIKOC Kal KAIVOTOUOG, (OTE
HEOW TOU Va avaKOAUMNTOVTAI VEEG EUKQIRIEG

* va eival avaTpeNnTIKOG, WOTE Va ap@IoBnTE(Tal
N ohPEePIVA KATAOTACN TOU Opyavicuou

* va napapepiel Ta eunodia Mou ouvnBwg
npoBAaA\ovTal and TNV avwTEPN NYECIA GTNV Kal-
VOTOUIO Kal TNV aAAayn

* va BonBd oTov evroniopd avBpwnwy nou o
aBétouv (pavtaocia - ol ornoiol UNdpxouv e KABe
OPYAVIOUO - KAl VA UNAPXEI CUVEQYAGIA TOUG JE
TA EUNEIPA OTEAEXN OO0V APOPA TOV KABOPICUO
TOU PEANOVTOG TOU OpyavIouoU

* VA OUVOEEl TO HENOV TwV UNOAAAWY LE TO
HENOV Tou opyaviouou. ‘Otav vyivel autd, eival
EUKOAOTEPO VA EQPAPLIOCTOUV TUXOV OANAYEG

* va kaBoploTei dladikaoia, e TNV ornoia va na-
pouUOIAZovVTal VEEC EUPAVTACTECS IDEEC, aveEAP-
TNTa anod tn B€on, TNV NEipa Kal TNV NAIKIa Tou
glonynt

* va OIEPEUVWVTAI CUVEXWG Ol EUKAIDIEG Mou
B6a napouciacTouV GTO [IEANOV.

‘Ooov apopd 10 Napadociakd POVTEAO, ol dUo
KABNYNTEG, MEPAV TWV XAPAKTNPIOKWY Mou rNdn
avapéPBNKayv (TEAETOUPYIKG Kal TUMOAGTPIKO),
unooTnpiCouv OTI AUTO GTNPICETAI GTNYV AVAMTUEN
TOU OpyaviopoU PJECW TNG PEIwoNG Twv EEGOWVY,
TOU apIBPoU NMPOCWMIKOU Kal TWV ENMESWV IE-
papxiag, TNV avadopncn, Tnv anAonoinon Twv
SIadIKACIOV KAl TNV avTIVPaPN KOAWY MPAKTI-
KWV Tou avraywvicpou. ‘OAa autd dnuioupyouv
€VaV aoPUKTIKO KAOIO GTOV Opyaviopod, OE on-
JEIO Mou va unv Pnopouv va undp&ouv AAEG
€EOIKOVOUNGEIG, UE AMOTEAECHIA O OPYAVIOUOG
Va PNV Jnopel va avantuxfei GAAo.

AvTIBETa, UE TO VEO POVTENO, TO OMOIO oTNPICETAI
OTO PENNOV, 0 OXeDIAOUOG Ba aANACEI CUVEXWG,
avAloya e TIG paydaieg eEENEEIC MOU CUVEXWG
napaTnEoUVTal.
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UIO KOTAOTAoN UETARBAONC

ANTPIA ANTONIAAOY

H Avtpia Avtwviddou eival
kdToxog nTuxiou (BA) and
10 Maveniotpio Tou War-
wick o€ FaA\IKEG Znoudég
JE ITaAikd, peTanTuxiakou
(MSc) oe Management and
10 Cass Business School
Tou Maveniotnuiou City Tou
Novdivou kai MoronoinTikou
GCDF (Global Career Devel-
opment Facilitator). Katéxel,
eniong, eEnayyeAUaATIKA
neipa TEOCOAPWV XPOVWV
oTov Topéa AieuBuvong
AvBpwmnvou Auvapikou,
EVW) EXEI AOXOANBE KaTd
KalpoUug PE HETAPPACEIG
ano Kal NPog dIAPOPES
YAwooeG (EANANVIKG,
AyYAIKd, TaAAIKd, [TaNikd),
Onwg Kai ue ouyypaen
KEINEVWV YIa ENAYYEAUATIKA
nePIODdIKA Kal EPNUEPIDEG.

AveEdptnTa and v anddoon, TNV NAIKIa, TIC ouven-
KEG, N avepyia nAéov ayyicel i eENoxeUel oav daud-
KAEI0G 0ondon oTic wég Twv NAEIoTWY. YNODEXETAI
KUVIKA TEAEIOPOITOUG POITNTEG, EUMEINOUG TEXVITEG,
yoveiq. Ayxog, avac®dieia, @oéRog, Buuodg eival
povo oplopéva and Ta aiobnpaTta nou PIOVEl Evag
dvepyog. Mépav and Tov kar'e€oxriv TpOMO yia Ta
npog 10 Ceiv, N doUAEIG cuvriBwC AMNOTEAET TO PEYQ-
AUTEPO HEPOC TNG WwNG evOG avBpwWNou, NPOopE-
povTag dopn oTnv KABNPEPIVOTNTA TOU KAl EUKAIPIEG
yla auto-npaypdrwon. Ki éuwg, n avepyia ival pia
kaTtdoTaon PeTaRaong, OXI KAT avAyKNV JaKPOXPO-
VIQ, MOU LE TNV KATAAANAN CUUNEPIPOPT, UNMooTAPI-
&n kal dpdon, Pnopei v’ anoTeAéoel BeéNio oe VEEC,
OIEUPUPEVEG MPOOMTIKEC.

O opioubg VoG avépyou cUUpwva e Tov Algbvi
Opyavioud Epyoddtnong eival To dropo nou Bk
OKETAl:

* 2N PIKPOTEPN TOUAAXIOTOV NAIKIQ YIa VOUIIN anaoxo-
Anon (oTnv Kunpo 15 e1wv)

* ExTOG pyaciag Katd Tn CUYKEKPIUEVN NEPIODO

* MpdogpaTta dIaBECIUO yia Epyaoia, Kal

* ) e dladikacia avadntnong epyaciag

To nocootd avepyiag avrinpoowneveTal and Tov apie-
1O TV AVEPYWV, Ol OMoiol UETPNBNKAV GE OXEON LIE TO
€pYaTIKO QUVAUIKO (EPYACOUEVOUC KAl QVEQYOUQ).

MpokerTal yia évav onpavtikd OeikTn PETPNONG TNG
OIKOVOMIKNG €MIGO0NG MIAG XWPEAG N PIOC NEPIOXNG
a@ou deixvel TNV IKAVOTNTA JIAG OIKOVOWIag va na-
PEXEI dUVATOTNTEG ANACXOANCNG GTO EQYATIKO TNG
duvauikd.  Or Mo NPOoPATEC OTATIOTIKEC AVApE-
pouv OTI N avepyia otnv Kunpo Bpioketal 010 17,1%
TOU evePYoU NANBUooU Kal o€ andAUToUC apiBuoug
ota 76,000 npdbowna.

Aev gival pdvo Guwe ol apIBUol, GO TOOUAKTIKOI KI av
eivar mAéov and pdvol Toug. Eival Kal of KOVWVIKEG
dlooTdoeIc auTAQ TNG KATAoTaoNg, Nou Nap’éAn Tnv
OIKOUUEVIKOTNTG TNG MAPAWEVEl UNOGBECN ATOUIKA KAl
ouxvd nepinhokn. Avatapddel TNV ENIBUUNTA APUOVIKA
ouvUnapén TNG €pYAcICKAC anacxOAnNong pe GAAOUC
KOIVWVIKOUC pONOUC OMwG N OIKOVEVEIQ, N KOIVOTNTA
Kal 0 EAEUBEPOC XPAVOG, Kal GUXVA EMIBApUVEl akd-
N NEPICOOTEPO UPIOTAEVA MPOPBAAIATA OIKOVOUIKA,
uyeiag 1 GMEG NPAKTIKEG OUCKONEG.

2 nuavTikO CE TETOIEG NEPINTWOEIG £ival va EEXWPIOEI
kaveic T eival kal TI dev efval oTov €éAeyxd Tou. Av
Kal n avepyia opeileTal cuvnBwg oe eEwTepikG afmia,
dev navel and TO VA EXEI KAVEIG TNV IKAVOTNTA va €Mi-
Aé€el To N 6’avTanokpiBel ¢’ auTolg Toug Napdyo-
vIeG. EEGNOU, TO TI ENITUYXAVE] KANOIOG EOWTEPIKA
pnopei va dlaoponoINcel TNV eEWTEQIKA NPAYUAT-
kOTNTA.

Kdnoior and toug Adyouc rnou eunodidouv VEOUG
V' ANOTEAECOUV EPOG TOU EVEPYOU €QYATIKOU dUVO-
HIkoU eival n anooUvdeon exnaideucng kal ayopdc
€pyaciag, N UNEPNANPWON CUYKEKPIUEVWY TOUEWY

TOU €PYATIKOU QUVAUIKOU Kal N EMEIYN EQYACIAKAC
euneipiac.  Anarreirar Aoindv n adidkonn andkInon
VEWV YWWDOEWV PECW TUMIKAG (OXOAES, MAVENIOTALIA)
KaIl aTunng (EpyacTripla, CEUIVApIa) eknaideuong. TMa
V' augnBel, eniong, N ‘epNopeUcINGTNTA’ TOUG XPEIGdE-
TaI V'anokTNBoUv YeTapePOEVES OEEIOTNTEG (EMIAU-
oN NMPORANUATWY, XPNON UNOAOYICTIKWV EPAQHOYWY,
EMKOIVWVIOKES OEEIOTNTEG), MOU UNOPOUV v XPNOk-
ornoinBouv oe nolkiAa mAaicia, v’avalntbei epyaacia
JE MPWTIOTO OKOMG TN WABNOoN yIa va PNopECouY va
kticouv ndvw c’autiv, va {Acouv euneipieg evouva-
pwong nou va divouv pia aicbnon anoTeEAECUATIKO-
NTag (N enmuxia GEpvel NepIcoOTEPN enimuxia), va
kavoTopioouv. Aev eival avaykn va aicBdvovtal nwg
xapalouv To PENOV Toug NAvw OE PApUapo. Xper-
&leTanl va dpdTTouV EUKAIPIES, va naipvouy pioka, Vv’
avalntolv NPoKANCelg. Me pikpoUg kal uhonoiriol-
oug oTGX0UG va KAVEl KAnolog K&Be popd TO OrpE-
00 KOAUTEPO an'TO XOEG.

Efval onuavTikd va BewpnBei n diadikacia eEeUpeong
gpyaciag wg epyacia n idia. Autd Bonbd otnv eniké-
VTPWON TwV NPOoNABEIDY, TNV KAAUTEPN OpyAvwon
TOU Xpdvou, otnv Icopporia. O Tpdnog NPOGEYYIoNS
auTou Tou okornou eival eEicou onuavTikdg. Xiyoupa,
anarefral va agonoloUvral Ta dNPOPINECTERA ECT
avalntnong epyaciag énwg diadiktuo, dNPGCIEQ
Kal IBIWTIKEG UNNEECIEG aNacxOANoNG, EPNUEPIDEG.
QoT600, onPEInVETal 6Tl GUXVE 0 TPOMOG avadnTnong
npocwnikoU and Touc epyodOTeC eival avTioTPOPOG
and ekeivov nMou xpnaipionoloUy auTtol nou avalnTtouv
epyaoia. Auté cupBaiver apou N NPWTN ENIAOYN Twv
€0Y0d0TWV Eival N ‘EK TwV £0W’ MPOCAIYEIG I PECW
YVWOTWV/ KOIVWVIKOU SIKTUOU, aKoAoUBwS N dnpoci-
EUCN TWV BECEWV PECW YPAPEIWV KAl TEAOG UECW QY-
vehwv. O1 TeheuTaieg diadikaoieg eival nepICCOTEPO
XPOVOBOPEG Kal dANavNPEQ.

["la Toug nio NAvw Adyoug, o1 aIrnTég evBappuvovTal
eniong v'agnvouv Bioypagpikd akoua kal étav dev
UNAPXOUV OXETIKEG ayyeNEC, MG Kal va agionol-
ouv Kal va dIEupUVOUV TO KOIVwVIKO Toug diktuo. H
dnpioupyia evog IoxupoU enayyeAUaTIKOU NPOPIA oe
HEoa KoIVWVIKNG SIKTUWoNG efval 1IdIaiTepa xprciun.
Eniong, Ta droua nou avalntolv epyacia eival on-
MaVTIKO va anocTEAOUV OUVTOUN OUVODEUTIKA €Mi-
OTOAN LE TO Bloypaikd TOUG, GTNV Oroid va avapé-
POUV TIQ 2-3 1I0XUPOTEPES OEEIBTNTEQ/ IKAVOTNTEG MOU
KaTéxouv kKal Ba unopoucav va NpocpEPOUV YId TIG
UNNPECIEC TwV €pyodoTwV. ©a pnopoucav akdua
va avaggpouv TN diabecipotnTa yia BpaxunpdBe-
oun epyacia dveu anoAABWY E TNV MEOOMTIKA UEA-
AOVTIKNG OUVEPYQOIAG.

H autoanacxdAnon i n idpuon piag enixeipnong
eival akdpa pia duvapikn €MAOYN [IE APKETA MPo-
Teprpara. Mépav and Ta oPEAN yia TNV OIKOVopia,
o€ aTopikd eninedo, N autoanacxdANcn n n idpuon
piag enixeipnong kal ouxvd e €dpa To oniTl, dNuI-
oupyel autovouia kal aveEaptnoia, enimpénel TNy

nNAAPN evacxdAnNon e TOPED TNG EMIAOYNAG TOU aTOMIOU, EVW, N dOU-
Aeié and 1o oniT anoTEENE! TN onaTéAn XPAvou Kal KGOTOUG Via e-
TAKIVACEIG Kal GAAN oTéyaon. MapdMnAQ, evioxUetal n S€opeucn
VIO OAOKANPWON OUYKEKPIUEVNG EPYACIACG UECO OE MPOKABOPIOUE-
vn npoBecpia AENG, apou N ENEIPN CUVENEIAG €XEl AUECO QVTi-
KTUMO OTNV ANOTEAECHIATIKOTNTA TWV UNNPECIWY MOU NMPOCPEPOVTA
HakponpdBeoua. Méow dIadikTUou/TEXVOAOYIAC, Ol ETAPPACEIG,
01 AOMANIOTIKES Kal Ol ENEVOUTIKEG UNNPECieq eival and TiC NeRICTO-
TEPO DIAOEDOWEVEG HOPPES ANACXOANCNG aAnd TO ONiTl. ZNUAVTIKO
eivar eniong va diepeuvnBoUv o1 EUKAIPIEG ENIXOPrYNONG dIAPOPWV
ANV EIBWV ENIXEIPNIATIKAC anacxoAnong Toco and Tnv Eupwna-
ik 'Evwon, 6oo kai and viénioug popeic.

Ano Ta KUpIbTEPA MpoTePraTa TG Eupwnaikng Evwong kai otu-
AOBATNG TG anacxdANoNg KUpIwg o nePIGdoUC IDIAITEPA YNNG
QVEPYIOC OE KAMOIEG XWPEGS, €ival N apXn TNG EAEUBEPNC KUKAOPO-
piag Twv epyalopévwy. Evroutolg, To nocootd Twv Eupwnaiwy nou

‘ |

Nev elvar avayrn va aiolavoviai
1nws xapdfovy 1o oy wvs ndvwm
oe udppapo. Xpewdferar va dpdr-

I0VY EVRAIPIES, VA TTaipyovy Piora,

i

1lal

0’ avafnrovy npoxnoets.

Ce1 kal EpYALETal OE KOATOG UEAOG EKTOC TNG XWPAG MPOEAEUCIIC TOU
Oev Eenepvd 10 3%. Ta oPEAN and TNV pyacia oTo EEWTEPIKO, €ivall
1dlaitepa onuavtikd. Kar'apxdg, onuepa, otn dIadIkTuakr nuAn yia
TNV eNayyeAUaTIKA KivNTIKOTNTa  Eures (ec.europa.eu/eures), undp-
Xouv népav Twv 2,000,000 kevwy BEcewv gpyaciag kal 32,000 ey-
YEYPaPUEVOI EpYOd0TEG O 32 eupwNAkEG XWPEG. H gpyacia Twv
aTOUWVY OTO EEWTEPIKO, AKOMA KAl VIO OUVTOUA XPOVIKA JIaoTNUATA,
unopel va au&noer onpavtikd Ta enineda eEeidikeuonc Toug dNwg Kal
TIG NIBavOTNTES €UPEONG KAAUTEPNG BEONC EPYACIAC OTN XWPA NPO-
ENEUONG TOUG OTO PENOV. TapdMnAa kKaBIoTd NoAUTIUN EUnelpia n
YVWPIUIa e GAOUG avBpmNOUG OTIC XWPES AUTEG, KAl N AVTIIETWNI-

On VEWV MPOKANCEWV TOVWVEI TNV autonenoiBnon Toug. H €peuva
VIO TOUG TOUEIQ OTOUG OMoioug UNAPXEl KUPIwg EANEIPN €pyaTikoU
SuvapIkoU 6nwe Kal N ekudbnon piag &&vng yAwooag, auEdvouy Tig
MIBavOTNTEG ANOTEAECATIKAG AvAZnTNONG EPYACIAG.

O xpdvog PéXpl TNV £pyoddTNON €xel BonBrnoel MOAOUG V' avaKa-
AUgouv T npaypaTiké Ba nBeAav v'akoAouBncouv enayyeNUaTIKA.
Mapd TIG OIKOVOUIKEG OUOKONEG, pnopouv, anoAapBdvovtag Ty
EUXEPEIQ TOU XPOVOU Mou €xouv oTn dIdBeon Toug, va Bpouv Noi-
AoUG TPOMOUG YIa VA EKPEACOUV TN dNPIOUPYIKOTNTA TOUC EXQI VA
Bpouv autd nou eival duvaTtov va PeTapEacTel o endyyeAua. Htau-
TOTNTA TWV avBpwnwv dev kabopileTal and TNV ENayYEAUOTIKA TOUC
Béon. Oute n enituxia otn {wn PETPIETAI TOGO and TIG EUKAIRIEG MOU
divovtal, 6o and Tov TEOMO E TOV Oroio AVTILETWNICOVTAl Of SUCKO-
Neg kal npokAncelg TNG Zwng. Me Aiyn €pguva Kal OwOoTEG EMIAOYEG,
noAoI Bpiokouv Tl unopoUv va RGOV e AyOTERA XPAIATA, XWPEIG
Va eNNPEACTEl OPAUATIKA N Avesh Toug katd Tnv avepyia. Eniong, n

OUVEXICOUEVN EvACXOANCN, OKOA Kal UEca and Npoc@opd ApIctng
gpyaciag (vIonieq eBENOVTIKEG opyavwoelg N diebveig dnwg Youth
on the Move 1 UNV online volunteering service), dieupUvouv 10 (pa-
opa Twv OeEI0TATWY, CUVTNPOUV TNV aioBNCN TNG QUTO-ANOTEAECATH
KOTNTAG, NPOCPEPOUY NPOCWIIKA AvANTUEN, EVA KaBIoToUy TN Bécn
TOUG MIO EAKUCTIKA WG UNMOWNIOI yIa oTaBePn €pyoddTNoN.

AicbrpaTa adikiag, anoyonTeuong, apvnTIKOTNTAC, MOU OUXVA Ou-
vodeUouv TNV anoucia epyaciag anopulolv eVEPYEIQ NoU UNopel
va dloxeTeUBel og Mo napaywyiké kavaAia. AuTtol nou nepIBAAouV
dropa nou Bpiokovtal oe diadikacia avadntnong epyaciag, eival
OUVETS va eMAEyovTal wg AToua nou dlakpivovTal yia Tov vBouai-
acuo6 kai Ty aiclodoéia Toug.  Eniong, n €unpaktn NOAMEC POpPEQ
UnooTAPIEN PIAwV Kal OIKOYEVEIag, ouvieivel otnv eEANEIPN Twv
eunodiwv Nou NapouciAlel n avepyia. MNapdANAQ, eival onpavTikd
v’a&lonoleital npog 6peAog 0 Xpbvog nou divetal, yia NepIcoOTEPN
auToyvwoia kal ET0I Ia MIo yvAGIa Kal QUVAMIKA NopEia.

‘Ooor Bpiokovtal otn PETARATIKA AUt Katdotaon, KaAouvTtal va
OUUPINIWBOUV LE TO XA0g, Kal va Badicouv otny aBeBaidtnta 'éva
anoBepaTikd and aueiwTn enipovA, autonenoBnon Kal BeTIKOTNTA.
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MAPINA TPYAAAKH

H Mapiva FTpuMdakn yevwnonke
otnv ABriva. Anogoitnoe

and 1o KoMéyio ABnvav

Kal OTN CUVEXEIQ OnoUdaoE
Kolvwvioloyia oto Apgpikavikd
KoMéyio EMGdog (Deree).

To 1996, OAOKANPWOE TIG
METANTUXIOKEG OMOUDEG TNG
otnv Kolvwvikn kal Opyavwolakn
WuxoAoyia, (Social & Organisa-
tional Psychology) oto London
School of Economics & Political
Science (LSE).

Ané 10 1997, epydceTal

OTO XWPO TNG Aloiknong
AvBpwnivwv Mépwv, apXIKa wg
oUpBoulog Endoyng ZTeAexwv
& Alaxeipiong Kapiépag otnv
eTaipia Stanton Chase Interna-
tional kai Ta TEAeuTaia xpovia,
wg dleubuvTpia Executive
Education oto ALBA Gradu-

ate Business School at The
American College of Greece. Z1a
€nayyEAUATIKG TNG EVIIAPEPOVTA
oupnepapBAvovTal n OeTIKN
WuxoAoyia (Positive/Strengths
Based Psychology) kai n

Y UMBOUAEUTIKN ZTEAEXWV, EVA)
andé 1o 2011 eival editor Tou
NAEKTPOVIKOU NEPIodIKoU Execu-
tive Family Issue.

H diadpoun anod Touc
OeTikoUuc Opyaviououg OTIC
OeTIKEC OIKOVEVEIEC

Ta teNeuTaia xpdvia n eknaideucn, n avantugn Kai
n e&e1dikeuon avBouv: OINGDOED NpoypdupaTa avd-
nTUENC IKavoTATWY Kal Oe&loThTwWY, MNEoYyPAPUaTa
nyeoiag, ouvedpieq coaching, MTuxia Kal PETAMTUXI-
akd otn dloiknon, ot JIAXEIRIoN Kal TNV EMNIXEIPNIA-
TIKA apioTeia, cupBAaMouy OAa otnv ENAVOPWOoN TWV
EMIXEIPNOEWV e GEIa OTEAEXN KAl OTNV EVIOXUCN TwV
avBpWNwv Pe deEIBTNTEG Nou BeATIVOUY TN {wh Kal
v gpyacia Toug. Or NPOoNABEIEG EXOUV EMTUXEL.
‘Exoupe 6Nol cULBAAEI anOTEAECUATIKA OTO va dnpi-
OUPYNOOULE — KaI VA YIVOUUE — ENIMUXNEVA CTEAEXN:
AOUNEUOUE UE OPYAVWTIKOTNTA, [E OUAdIKOTNTA, UE
ONUIOUPYIKOTNTA, UE CUVAICONUATIKA VonUooUvN.

MaBaivoupe va dlaxelpilOpacTe To Ayxog Jag, va
opiCoupe cwoTd TO XPOVO WAC, VA QVTIETWNICOUUE
TNV aANaYA LE BETIKGTNTA KAl UNOLIOVA.

Y UXVA OUWG, MONIG ENICTREWOUIE OTO OMiTI, APHAVOULE
TO AYXOG va EEONATEL, TO XPOVO va EEPUYEI, TNV Opa-
AIKOTNTA va XABel, Tn BeTIKOTNTA VA EEXAOTEN, TN NI
oupyIkOTNTa va eEapavioTel. Kal oTepoUpe and Toug
€auToUG JAC Kal TNV OIKOYEVEIA Uag, OAEG TIG IKAVO-
TNTEG, TIQ OEEIGTNTEG Kall TIC PETEQ MOU JE TOCO KOMto
avanTU&ape otn OOUAEIA AC KAl OTNY ENAYYEAJATIKA
nopeia pag.

Towg TWpPa, HEcOUoNG TNG KPIONG Kal TNG KATAMEIAG,
va eival 0 KatdMNAOC Kalpdg va npoonabncoupe
Va MPOCPEPOULE TIG YVWOEIG, TIG EUNEINIES Kal TIG
ENITUXIEG Mag, oTnv JIKN Pag olkoyevela. To Positive
Parenting, €ival pia oxeTikd véa évvoia, nou apopd
TNV UIOBETNON TNG BETIKOTNTAG GTOV TPOMO MOU Ol YO-
veig dlanAdBouv Ta naidid Toug, Pe okond va Ta £60-
nAicouv e auToyvwoia, auTonenoiBnon Kal aveeKTI-
kOTNTa KAl va Ta Bonbricouv va avBicouv.

e H diaBeoipdtnTa, n eyydtnTa, N otaBepOTNTA Kal N
aoniotia Twv yoviwv BonBolv Ta naidid va avantu-
Eouv aioBnua epnioTooUvng yid ToV €AUTO TOUG Kall
TOUG YUPW TOUG.

o O1 aA\ayEg eival cuxvd avand@EUKTEG Kal ENNPES-
ouV JIAPOPETIKEC MTUXES OTN wnN Twv Naidiwy. Eivai
AoInov onPavTikd, ol YOVEIG va MPOETOIIAZouY Ta nal-
316 TOUG WOTE VA AVTIUETWMIOOUV E AVOEKTIKOTNTA TIG
aMayEg kal va avalntoly VEEG AUGCEIG Kal duvaToTn-
TEQ, P€ca and yovIuo SIGAOYO.

o H aio16d0&n kateuBuvon, odnyei Ta NaIdId oTNV eni-
TEUEN OTOXWV, KABWC Ta evBapPUVEl va dOKIUAZouV
OIAPOPETIKEC EVAMUAKTIKEG OE OXEON LE TIG MOOKAN-
GEIQ MOU QVTIUETWMICOUV Kal VO anodEXovTal KaAUTE-
0a TNV NPAyUaTKOTNTA.

o To xI0UUOP QUVALWVEI TIG OXECEIG, TOVWVEI TNV AU-
TonenoiBnon kail odnyel oe pia nio aici6dogn aviiAnyn
via Tn {wn.

e H apnynon 1oTopidv PE BETIKOUC XAPAKTAPEC,
nEd&eIg kal cuvalobripara, eunvéel Ta naidid va ava-
nTUEouv TNV alclodog&ia Toug, va avalnticouy Ta dIKA
TOUG XapiopaTa Kal va eVioxUoouy TN BETIKNA Toug Ano-
Wn yia Tov KOGoUO.

o O XpOVOC yia NAIXVid! Kal Y CURWETOXA Tou Naidioy
QGAAA Kal GANG TNG OIKOYEVEIAG G ABANTIKEG, MONITIOTI-
KEQ KI EKNAIDEUTIKES OPACTNPIOTNTEG DiVEI OE YOVEIQ
kal naidid Tn duvaToTNTA Yia AVaKGAUWN Kal ArnokAAU-
Wn TOAEVTWY Kal KNIGEWV, ONPIOUPYIa KOIVWY EVOICpE-
POVTWV Kal MOAUMAEUPN avAanTUgN.

Kd&bBe olkoyévela pnopei va dIaAéEel Tn dIKA TG dia-
dpoun oTo Ta&dI Npog TN BETIKOTNTA.

1o Positive Parenting, eivai jiia oxrenxa véa vvoia, nov apopd my
wolémon s Oeninormias oroy porno wov o yovels Sranylabovy ta
naidid rovs, je oxorno va wa eforylioovy e avioyvwora, avionenol-
Onon xar ayOexnxomea xar va ra fsonOnoove va avlioovy.

‘Epeuveg unodeikvUouv Nwg N aiciodo&ia uabaiveral.
O 1POMNOG [E TOV OMoIo EPUNVEUOUIE TOV KOO0 Eival
pia otdon Cwric Nou avanTUGoOULE Kal Wia AeiIroupyia
nou eEA0KOULE:

e O TPOMNOC MOU Ol YOVEIG EpUNVEUOLY TIG KATAOTA-
OEIQ MOU AVTIETWNICOUV, DIOUOPPUVEI KAl TOUG TPO-
Moug PE TOUG OMoioug Ba oKEPTETAI Kal Ba AeIToupyel
TO MaIdi oTIG MPOKANGEIG MOU AVTIMETWNICEI oTN AIKNA
Tou Cwni. O1 yoveig unopouv Aoindv, va KAnpodoTh-
oouv oTa Naidd Toug pia alclbdoén otdon wng.

e H avalntnon, n avayvopion kal N éugacn ota
duvard xapakTnEIoTIKG KABe naidiou Kal KABE OIKo-
YEVEIQG, OPOUV KATAAUTIKA TNV aneAeuBepwaon Tng
autonenoibnong Kai Tng aiclodo&iag Twv NAIdIWV.

o H BeTikr avarpopoddTnon, oe avtiBeon e TNV apvnTr-
KA KOITIKN, divel TN duvardTnta oTa NaIdIG va oTnPIXBoUV
oTa duvaTd TOUG CNLEI KAl VA KTICOUV ia nio BETIKA Kal
otabepn oTdon Via TIQ MEAEEIQ KAl TIQ EMIAOYES TOUG.

Molog 6pwg Ba pnopouce va eival o POAOG TwV ETAIPH-
WV OE Pia.. OIKOYEVEIOKN unoBeoN;

H oupBoAn Twv Opyaviouwy, Pnopel va eival moAUTI-
un. O eTaipieg unopolv va anoTeEAECOLV Tov MUpriva
yia TNV Napoxn eEEIDIKEUPEVWY DPACEWY, EUKAIPIWY
Kal duvaTtoTNTwy Nou Ba eEONAICOUV Ta OTEAEXN KAl
TIG OIKOYEVEIEG TOUG HE auTonenoiBnon, aiclodogia
Kal avBeKTIKOTNTA Kal nou Ba BonBricouv Ta naidid
va yVwpIoouv Tov EaUTO TOUG, VA avayvwpioouv TIQ
KNIOEIG TOUG Kal va avadeiEouv TIG apeTESG TOug. To
BeTIkO €pyaciakd KAua, Ba anoKTAGE! UEYOAUTEQO
Kal akOpa Mo oucIacTIKO VONUA av OUVOEBET UE EUTU-
XIOUEVEQ OIKOYEVEIEG Kal alolbd0&a naidid. Kal n oup-
BoAn Twv Opyaviopwy otV eUPdPEId, TN BETIKOTNTA
Kal TNV agipopia Ba anoktoel SIJPKEIQ.

*MpwTn dnpooieuon oto neplodikd HR Professional,
TeUxog NogpBpiou 2013

————— T
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When reward feels the freeze

Now IS the time to review
reward strategies

Only few months have passed since the burst out
of one of the worst economic downturns in the
Cypriot history and most companies are undergoing
significant changes in order to adapt to the new
business conditions and changing market needs,
with many revising their business strategy, their
operating model and their workforce requirements.
The process of adaptation includes in many cases the
implementation of cost-cutting measures, aimed to
balance the reduced revenues that organizations are
currently facing, or expect to face in the near future.

Unsurprisingly, the changing business landscape
is also strongly impacting on companies’ decisions
regarding their compensation policies. According to
the recent Hay Group’s Compensation and Benefits
Survey in Cyprus, salary increases showed a big drop
from last year, with only 38% of companies of the
sample providing salary increases in 2013, compared
to 59% in 2012. Moreover, the magnitude of salary
increases also show a significant drop, from 4.0%,
10 2.6% in 2013 while bonuses do not appear to be
significantly changed.

However, today, instead of just considering pay in
relation to competitive position or inflation, companies
also need to ask themselves what they can afford to
pay and how to optimize the payroll budget so that
all employees, and especially high performers, will
continue to run the extra mile, even if the company
is not able to provide them the size of increases and
bonuses of the past.

But how do the successful companies around the
world cope with the challenging task of balancing
pay budgets against the backdrop of economic
uncertainty, while increasing employee effectiveness?
Where they can, imaginative employers try to save
jobs by reducing costs through flexible working
arrangements, such as cutting the working week,
hiring freezes and so on. Their aim is to retain talent
in anticipation of the upturn. In the meantime, the
best ensure that remuneration policies contribute to
business strategy by:

e reviewing both short-term and long-term incentive
schemes to refocus employees on achievable
performance target, especially for sales roles

e addressing which components of remuneration
help to achieve business strategy and retain and
motivate talent

e reducing fixed elements of remuneration and
building more performance related programs

e asking whether any increases need to be made
right now, or if the 'reward pot' could be distributed
more effectively

e understanding which components of remuneration
employees really value, through employee surveys etc.
e communicating the value and rationale of the
remuneration program

e reassessing employment structure: ful-time, part-
time, contractors and so on

e supplementing salaries with other non-financial
rewards — such as training and improving the
workplace environment.

A fresh look at remuneration

The past few years’ remuneration decisions have
been driven by employee shortages, especially of
top talent. How times change... Many employers,
compelled to keep abreast of the market to attract
and retain talent, have allowed bad practice to slip in.
Performance management processes have become
sloppy. Bonus schemes are not always aligned
with performance. The different components of
remuneration — base salaries, bonuses, benefits, and
allowances - have often been managed separately,
even by different departments within the same
company. Few organizations have assessed overall
costs, competitiveness and perceived effectiveness
of the total package. Moreover, few companies have
really consulted with employees about which parts of
the remuneration package are most valued. Indeed,
employees are sometimes unaware of the existence,
let alone the value, of certain aspects of their package
—and sometimes value components of their packages
quite differently from the cost to the employer.
Companies should be reviewing their remuneration
structure and costs to understand where value lies
in the eyes of the employee. In the current climate it
may be possible to redistribute rewards in ways that
simultaneously reduce costs and satisfy employees.

In the current climate 1t may
be possible to redistribute
rewards in ways that
stmultaneously reduce costs
and satisfy employees.

Reducing fixed costs — such as benefits — and
moving towards variable compensation aligned with
performance helps focus on targets whilst building
what economists call an 'automatic stabiliser' to
the remuneration system. In short, if company
performance falls, bonuses fall too. When performance
improves, remuneration rises. In a tough economic
climate, bonuses might be the only real vehicle for
rewarding high performers.

The time is now

This is the time for employers to look strategically at
the total cost and perceived value of remuneration
packages. After all, remuneration is often their largest
cost. So, the time for action is now. This downturn
provides a unique opportunity for companies to
address ‘pay’ and optimize its allocation. But don't
delay, it may be too late!
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S0, you think you're an
effective Manager. But can
you manage your ... Self?

Managers tend to be concerned with the behaviours, attitudes,
mood and overall performance of their subordinates. Indeed,
the past three decades have seen an immense growth in
research, identifying individual differences in personality
and ability in the workplace that may predict a range of
performance outcomes (Cervone, Shadel, Smith, & Fiori,
2006). For instance, individuals with low emational intelligence
experience lower job satisfaction. Much research, however,
focuses on comparing individuals, and fails to explain complex
dynamics within individuals. These dynamics encompass the
process of self-regulation, or put simply, managing the self.

Many psychological processes are involved in managing
the self. Essentially, these include adjusting behaviour,
thoughts, decisions and emotions in a manner that achieves
desired outcomes (Kuhl, 2000). More specifically, managing
the self is the capacity to:

1. focus on working towards set goals and intentions (self-control)
2. enhance the intrinsic appeal of tasks, both challenging
and monotonous (self-motivation)

3. disengage from moods that disrupt goal progress (self-
relaxation)

4. cope with failure (regulate emotion)

Individuals, who can manage these processes within their
self, can foster psychological well-being and job performance
(Diefendorff, Hall, Lord, & Strean, 2000).

Self

Motivation

may improve mood immediately (Totterdell & Parkinson,
1999). The constant need to provide immediate gratification,
however, can lead an individual to a reactive cycle that does
not develop long term proactive abilities. Strategies that pro-
duce long term effects, therefore, should be prioritised.

Accessing the Self: Crucial in Managing the Self

Finally, accessing the self involves accessing representa-
tions of thoughts, emotions, and reactions relevant to au-
tobiographical experiences, motivations, and preferences,
beliefs and values (Koole & Kuhl, 2003). The self is linked to
the right hemisphere of the brain, as found in research using
kinesiology. For instance, squeezing the left hand (activating
the right hemisphere), has shown to protect against falsely
ascribing the goals of other people as ones’ own (Baumann,
Kuhl, & Kazen, 2005). That is, managers with access to their
self will deliberately pursue their own goals, rather than the
goals of other people.

Self-affirmation is a useful tool when responding to threat to
the self, such as failure and criticism. That is, affirming per-
sonally important values, such as work ethic, can reduce ru-
mination and preoccupation about ego threatening events.
Furthermore, self-affirmation promotes a positive self<image,
pleasant emotions, and positive evaluations (Koole, Smeets,
Knippenberg, & Dijksterhuis, 1999).

Emotion
Regulation

The four processes of managing the self: The whole is greater than the sum of these parts.

Self Motivation & Self Control: Managing thoughts
and behaviour

The average workday involves a series of intentional activi-
ties that are executed via the ability to manage intentions and
behaviours. For relatively easy tasks, such as responding
to an email, this process is effortless. However, for difficult
tasks, such as those that form a break from routine or involve
pressure, greater initiative is required.

Planning is a process that assists in self-motivation and self-
control. Planning enables goals to be defined, meaningful-
ness to be extracted, and discrete action steps to be set-
out for execution. Individuals who have difficulty motivating
themselves benefit greatly from planning.

To put a plan into action, however, a different set of processes
are involved, which are associated with improved mood. That
is, you are more likely to follow a plan of action when you are
feeling positive and optimistic of that plan, rather than pres-
sured. In addition, the ability to recognise when a plan or inten-
tion is not appropriate for execution is also crucial.

Self Relaxation & Emotion Regulation:
Managing emotions...

Not everyone achieves success all the time. In the event of mi-
nor failure or interruption, immediate recovery and persistence
makes the difference between effectively and ineffectively
managing the self. Overcoming negative emotional states and
maintaining positive emotions are part of this process.

In some cases, individuals alleviate negative emotional states
instinctively, whereas other times, strategic intervention is re-
quired. Most mood elevation techniques, such as thinking
of something else, are selected based on the belief that they

and authenticity: Comment. Psychological Inquiry, 14 (1), 43-48.

Can You Manage Your Self?

Do you experience difficulty focusing and applying yourself
and your resources to a single task, resisting impulses and
immediate gratification, experience persistent distraction,
rumination, procrastination, and interruption when it comes
to achieving a goal?

If you answered ‘yes’ to the most part of this question, you
may benefit from the following:

1. Set realistic standards and deadlines to reduce the
chances of failure. Failure evokes anxiety and preoccupa-
tion, and can hinder persistence and subsequent perfor-
mance. You may find yourself more often concerned with
avoiding failure than achieving success.

2. Remove pressure from wherever possible. That is,
give yourself more time and freedom to make decisions and
actions. You are likely to work more efficiently and happily in
a supportive environment.

3. Imagine what it might feel like not succeeding, to
help energise you. You are likely to be responsive to poten-
tial losses more than to potential rewards.

4. Use your intuition wherever possible. Intuition is as-
sociated with your true values, beliefs, and preferences, and
can help you make decisions that are right for you.

5. Identify how each task and responsibility is meaning-
ful to you. Meaningful tasks enhance task enjoyment, reduce
negative emotions, and enable you to focus your efforts on ad-
dressing issues, rather than disengaging from these issues.

The above strategies have been devised based on empirical
psychological research of self-regulation. For more informa-
tion, please contact, filia_garivaldis@msn.com.

Koole, S. L., Smeets, K., Knippenberg, A., & Dijksterhuis, A. (1999). The cessation of rumination through
self-affirmation, Journal of Personality and Social Psychology, 77 (1), 111-125.

Kuhl, J. (2000). A functional-design approach to motivation and volition: The dynamics of personality
systems interactions. In M. Boekaerts, P.R. Pintrich, & M. Zeidner (Eds.), Handbook of Self-regulation:
Directions and challenges for future research (pp. 111-169). New York: Academic Press.

Totterdell, P. & Parkinson, B. (1999). Use and effectiveness of self-regulation strategies for improving
mood in a group of trainee teachers, Journal of Occupational Health Psychology, 4 (3), 219-232.

To paIvOuEVO TNC

QVTIOTOONC O

N (BETIKN

OPYAVWOIOKN AAAaYN

[Napdyovteg, 6Nwe 0 AUENUEVOG avTaywvIoPog Kal n
TEXVOAOYIKN avanTuEn, KaBwa Kal Of CUVBNKEC OIKOVO-
MIKNAG Kpiong, MIECOUV TIQ EMIXEIPNOEIC VA UAOMOINCOUV
aMaveg. O ENIXEIPACEIG OEV EXOUV MIa EMAOYN, ApoU
A Npénel va aMAgouy n NPéNel va Peivouv EKTOG ayo-
0dg. AUCTUX®G, av Kal n avdykn yia aAayn eivar &e-
k&Bapn, n uhonoinon TNe aAAaynig ival pia SUCKOAN
unéBeon. Av kal €xouv yivel TOAA Bripata otn dloikn-
ON AAN\AYWV KAl UNApXouV BEATIOTEG MPAKTIKEG KAl O~
VIEAa Dloiknong aANaY@Y, Ta MPOYPAUUATA OAAAYWV
€U@aviCouy €va IdIaiTepa PEYAAO MOCOOTO AMOTUXIAG.
O1 Beer and Nohria (2000) unooTnpicouv 611 éva 70%
TWV NEOYPAPUATWY AAAAYNG ANOTUYXAVOUV.

‘ONa 1a npoypduuaTa AANAYWY AVAPEVETAI VA QVTIUE-
TwNicouv KAMola Pop®n avtiotTacng Katd TNG aAAC-
yng, ave&dptnta and 1o N6co avaykaia Kpiveral n oA
Aayn kai and 1o Nd6co KAAAd TN XEIRICETAI 0 0PYAVICHOG
(Piderit, 2000). O1 KOAUTEPEC MPAKTIKES UMODEIKVUOUV
TNV avtiotaon Kartd TNG OANAYAG wg TOV KUPIGTEPO
AGYO anoTUXIag TWV MEOYPAPUATWY aAAayng (Strebel,
1996). H avriotaon katd Tng aAAaynig apopd otn un
uNocTAPIEN TOU NPOYPAUKATOG TNG AAAAYAG Kal oTNV
ekONAwonN avtiBeong r avridpaong TOC0 WS NMPOG To
NEPIEXOUEVO TNG AAANAYNG OGO Kal WS MPOG ToV TOOMO
uhonoinong kal Epapuoyna.

‘Exer dianiotwBei 611 dlagopeTikoi dvBpwnol Ba avT-
Opdoouy e MoAU SIAPOPETIKG TPOMO oTnV idla aAa-
vn. Mapatnpeital 6T yia aAAayn nou Kanolol EKAARA-
VOUV ¢ anein, kdanolol GANOI TNV EKAALIBAVOUY WG
EUKaIpia Kal cUPNPATTOUV JE OAEC TOUG TIC OUVALEIC,
€V KANOIol GANOI aMAWDG adIapopouV via auti. ZUp-
ewva pe Toug Oreg, Vakola & Armenakis (2011), ol
nNyEG TNG AvTioTacng oTnNv aAAayn XwpidovTal Ge TEc-
OEPIC PEYAAES KATNYOPIEG:

1) Mpoowniké XapaKTNPIOTIKA
2) O1 EPYAOIAKEG CUVONKEG

3) H enidpaon Tng aA\ayng Kai
4) H diadikaoia Tng aA\ayng

MpoowniKG XapaKTNPIOTIKA: JUYKEKPIUEVEG ATO-
MIKEC JlaPOPES €ENyoUV TOV MAOUPAAICHO OTIC QvT-
OPACEIQ MPOG TNV OPYAVWOIAKN aAayn. Xapaktn-
PIOTIKA ONWG N ECWTEPIKA €Dpa ENEYXOU, N UWNAA
autoanoTeAecHaTIKOTNTA, N alolodo&fa, N avoxn oe
OUPIBOAEC KATACTACEICG, N WUXOAOVIKA AVOEKTIKOTNTC
Kal N OEKTIKOTNTA OE VEEG EUNEINIES Eival KUPIWE Ta Xa-
PAKTNPEIOTIKG, MOU cuvOEovTal BETIKA E TNV MPOOAP-
pooTikOTNTa o aAavEQ (Judge, Thoresen, Pucik, &
Welbourne, 1999; Oreg, Vakola, & Armenakis, 2011;
Vakola, Tsaousis, & Nikolaou, 2004). O gpyalbuevog
dnAadn, nou NicTeUE! OTI EXEI TOV EAEYXO TNC (WG TOU,
aicBaveTal Ikavog va avieneEENBEI OTIG OUOKOAEG TNC
OAMaVYNG, EXEl BETIKA ouvaloBNuaTa, AvIEXEl va EpYa-
CeTal o€ KaTtaoTdcoelg 6rou dev eival NA\pwg OAa &e-
kaBapIopEéva Kal, WG NEOcwNIKOTNTA, €XEl TNV TdoN va

nelpapaTiceral kal va SoKIUAZel kaivoupyia npdyuaTa,
EXEl KAAUTEPN MPOCAPHOCTIKOTNTA oTNV aANayn.  2n-
davTikd pdAo eniong, Nailel o TEOMOG NOU AVTIUETWICE
kdnolog TNV aAayn nou ival pia KatdoTaon Nou nPo-
KaAel dyxog kal avaotdtwon. ‘Oool epyalOEVOl EMIAE-
YOUV va eNAUCOUV To MPORANLIA avTi va To ayvoroouy
Va 10 NApaKApyouy, npocapudlovial kaAutepa (Oreg,
et al., 2011). Eniong, Ta dToua nou nopakivouvtal and
UWNAOTEPEG IEPAPXIKG QVAYKES, ONWG AUTEG TNG AU-
TOaVANTUENG Kal TNG ENITEUENG oTOX0U, (aiveral Ol
NPOcapUOZovVTal KAAUTERA Kall EUPAVICOUV EYOAUTEPN
€T0INOTNTA OTNV GAAQYA.

O1 gpyaciakéq oUVONKEG: Ta XAPAKTNPIOTIKG TOU
€pyaciakol NePIBAMOVTOG enNEEAZOUY Tov TPOMO
nMou NPocappoleTal €vag pyalOPEVOC OE EVOEXOLE-
VEG aMayéc. o CUYKEKPIUEVA, N EUNICTOCUVN OTN
dioiknon Kal N unooTPIEN eival 0 MPWTOG NAPAYOVTAG
QUTAG TNG KaTNyopiag Nou eNNPEACE! TIG AvTIOPACEIC
o€ pia aMayn (Oreg, et al., 2011; Rousseau, Sitkin,
Burt, & Camerer, 1998). Otav o gpyalbuevog Exel
€uncToouvn oTn dloiknon Kal Ywpilel o1 Ba éxel OAN
TNV UNOGTAPIEN YIa VA PMNOPEGE! VA AVTIUETWNICE! TIG
VEEG MPOKAACEIG MOU EMIPUAGCTEI N AAAaYH, CUVABWG
avTiueTWNICEl Mo BETIKA Kal anodexeTal TNV aAAayn. H
eunioToouvn autA eival BeTIKG va undpxel Oxi UoVo
HETAEV TwV epyalopévay Kal TNe dloiknong, aAAG Kal
METAEU TV CUVASEAPWV. To KNG TNG EUMNICTOCUVNG
€ival To kaT@ANAO yia va avBioel pia alayn, o avti-
Beon PE To KA TNG Kaxunowiag, TNG ECWOTPEPEIAG
Kal Tou apvnTiopou. Eniong, ol epyalduevol nou eival
OECWEUPEVOI OTOV Opyaviopd, dnAadnh TauTiCovTal Ue
TIg a&feg Tou, ENIBULIOUY Va NOPAUEIVOUV GTOV OpYaVI-
o6 TOUG Kal va kataRdAouv npoondBeia, epeavicouy
JEYAAUTEPN ETOILOTNTA GTNV AAACYN KAl MPOCapPGLo-
vTal KOAUTEPQ OE AuTh. ©a NePIUEVE Kaveig 6T Napd-
YOVTEG, OMWG N OPYAVWOIaKA JECHEUCN KAl N €PYa-
OlaKn Ikavonoinon, Aitoupyouv BeTIKA dTav NPOKEITal
yia aAAayEC. YNAPXoUV OUWS EPEUVEG MOU ArnodEIKVU-
ouv 611 0l dU0 auTol MAPAYOVTES UMOPET va AEIToUpyn-
oouv Kal apvnTikd. a napddeiyua, évag epyaloue-
VOG MOU €ival EUXAPICTNPIEVOG PE TNV EQYACIA TOU Kal
QAPOCIWPEVOG OTNV ENIXEIPNON WUNOPE va avTioTaBel
otnv aMayn, yiati O BéAel TinoTa va aAA&el. Mno-
P&l OUWG va UNooTNPEIEE! TNV aANayH OKEMTOUEVOG OTI
ndvta undpxouv nepiBwpia BeAtiwong. Eniong, €vag
€pyalouevog nou Oev eival EUXAPIOTNUEVOG WE TNV
€pyaoia Tou Pnopei va unootnpi&el TNV aAhayn, yiarf
eival yia eukaipia va BeATiwBoUv Ta npdyuaTa, aAAd
Unopei va avtioTabel kal otnv aAayn niotedovtag oTi
€uBUveTal yia TNV Napouca apvnTikA katdotaon (Van
Dam, Oreg, & Schyns, 2008).

H opyavwolakr kouktoUpa eival o TpiTog napdyoviag
rou eUBUVETAI YIA TIG APVNTIKES 1 BETIKEQ avTIOPACEIG
neog TNV aAayn. Mia opyavwaolakr KOUATOUPd nou
XAPAKTNPIZETAI and AVOIXTA EMNIKOIVWVI, EUENET, Oi-

o0
49

MAPIA BAKOAA

H Mapia Bakoia givai
OpPYavwolaKn YuxoAdyog Kal
£pyaleTal wg enikoupn KABNynTpIa
oto Oikovopiké MNaveniotipio
ABnvwv. EAaBE To B10aKTOPIKS TNG
and 1o Maveniotpio Tou Salford kai
TO YETANTUXIAKOS TnG and To UMIST
NG MeydAng Bpetaviag 6mou kai
E£PYAOTNKE WG AEKTOPAG YIa KAnola
xpovia. Exel napoucidoel o€ diebvi
OUVEDpIa, dnPooIeEUoE! OE JIEBVN
nepiodikd énwg: Journal of Applied
Psychology, Communications of
the ACM, European Journal of
Work and Organizational Psychol-
ogy, International Journal of Human
Resources Management, Person-
nel Review, K.q. Kal €X€l EKOWOEI
Tpia BiBAia e TO TEAEUTAIO Va EXEI
6£ua Tnv Opyavwoiakn WuxoAoyia
Kal Zupnepipopd. Eival kpimig
ApBpwv oe dIEBVA enCTNUOVIKA
nePIODIKA Kal CUVEDPIA Kal Eival
UENOG TNG APEPIKAVIKNG AKadNuiag
Aioiknong Enixeipnoswv.

270 OIKOVOWIKO MavenioTApio
ABNnvwv dIddoKel pabrnuara pe
QVTIKEIPIEVO TNV Opyavwolakn
Yuxohoyia kal GUPNEPIPOPd,

Tnv dioiknon aAAaywV Kal TNV
dloiknon avBpwnivou duvapikol o€
NPONTUXIAKOUG KAl PETANTUXIAKOUG
POITNTEG KABWG Kal OE OTEAEXN
enixelpAoewv. MNa 1o SIBAKTIKO

NG €PYO €XEl TIUNOEI PE aploTeio
d1dackaAiag and 1o Interna-

tional MBA tou OikovopIkoU
Maveniotnpiou ABnNV®v.

‘Exel eniong epyacTei wg oUUPBOUAOG

oxedIAZovTag Kal UAOMOIOVTAG
npoypdupaTa aAAay®v Kai
dioiknong avBpwnivou duvapikou,
anoTeAéCATA TWV ONoiwv

€X€l NOPOUCIACEl OE CEUIVAPIa
oreAexwv. Ol nio NPOCPATEG
ouvepyaoieq TG nepIAauBdavouv
eTaipeieg 6nwg AB BaoihdnouAog,
Emporiki Bank, Vodafone, Intra-
com, OZE k.a

>x6\ia Kal NapATNPACEIS €ival
kaAodexoUpeva otn SielBuvon
mvakola@aueb.gr
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d&xuon yvawong KA., BonBdel otnv KAAUTEPN MPOCAPOYN TWV EQYAl0-
UEVWV aKOUAO Kal O OUOKOAEG M EYAANG KAIaKAG aAAayeg. Eniong,
TA XAPAKTNPICTIKG TNG Epyaciag euBUVOVTal yia TNV KAAUTEQN M UN MPo-
cappoyn Twv epyalopévav ot pia evoexopevn alayn. ‘Ocol Bikvouv
UEYOAUTEPN QUTOVOIT, €XOUV TNV EUKAIPIa VA XPNOILonolouy TIG Oe&l-
OTNTEC TOUG, avTIAauBAvovTal TN CNUAGIa Tou €pyoU TOUG Kal ENava-
TPOPOOOTOUVTAI YIa TNV andd0CH TOUG UMOPEI va avantugouv BETIKEG
OTACEIG MPoG TNV aAayn (Oreg, et al., 2011).

H enidpaon Tng aAAayng: H avriotacn katd Tng aAayng eival pia or-
adIkaoia ‘UnoAoyIouoU’ TWV AVAPEVOUEVWY WPEAEIWY KAl TOU KOOTOUC.
O ouvduaoudg Twv dUO AUTWY dIACTACEWY, dNAAON Tou avtiAauBavo-
UEVOU KOOTOUG KAl OPEAOUC, OONYEI GE TECOEPIC DIAPOPETIKEG OTACEIC
kal avTidPACEIG anevavtl oty alayn.  ZUupwva e Toug Petrini &
Hultman (1995), étav évag epyalduevog aviiAauBaveral 6Tl N CUUPE-
TOXN TOU OTIC OANAVEG OEV EXEl KOOTOC YIa ToV D10, OTI Ol EMINTWOEIG
and auTég eival PIKPESG Kal auTto mnou €xel va KepdIoe!l eival PIKPO, TOTE
odnyefTal TNy adlapopia. XNV NEIMTWOoN MOU N NEWTN CUVONKN Na-
PAPEVEI N (B1a, ONAGdA N CUPKETOXN KAl Ol ENINTWOEIG EiVal MIKPEG AANG
10 OPENOG and TIC AANAYES LEYANO, 0 EpyaldueVOg avanTUooel BETIKN
oTdon NPog TIG AANAYES Kal TIG anodéxeTal. H Tpitn nepintwon apopd
oTnV avTioTaon Katd TNG aAAaync Nou eugavicetal dtav o/n epyaloue-
vOG/n avTIAauBAvVETal 0TI TO KOOTOG TNG CUPHETOXAC TOU/TNG Eival e~
YGAO, EV( QUTO MOU AVAPEVETAl WG OPEAOG ival pIkpd. 2XUyKpouon
rou odnyel o NEPAITEPW dlANPAYUATEUCEIG E TN DIOIKNTIKA OpAda Twv
aNaywv eival To anotéAecpa and 1o uwnAd avriAapBavouevo kKHoTog
kal 6PeN0G. H katnyopia autr OAOKANPWVETAI LE NapAyovTEG, 6Nwag N
aiobnon Tng epyaciakng avac@aieias. Orepyalopevol nou gpoRouvtal
OTl Ba XAoOUV TNV EQYACIA TOUC UNMOMEPOUY CWHATIKA KAl PUXOAOYIKG
Kal aVaPEPOUV EYOAUTEQO OTPEC KAl EQYACIAKN OUCAPECKEID. EKTOQ
and v aiocbnon Tng avacpAAelag, ol pyalouevol Nou avtiAauBavo-
vTal 611 Ta oPEAN nou Ba npokUwouv and Tnv aAayr de Ba dobouv pe
dikalo TpoMo oToug EpYAlOLEVOUG, EUMAVICOUV APVNTIKEG AVTIOPACEIQ
npog Tnv aAayr (Armenakis, Bernerth, Pitts, & Walker, 2007).

H diadikacia Tng aMaynic: H TeAeuTaia katnyopia oxeTieTal Ye Tov
TPOMO Nou UAoMoIETal N aAayn. Autd onuaivel nwg eav ol epyalope-
VOl €XOUV TNV avaykaia MANPopéenaon, EUNICTEUOVTAIl TOUG (POPEIG TNG
OAM\aYAC, CUMETEXOUV 0TO OXEDIACKO TNG, AauBAvouv OAN TNV UNOOTA-
PIEN yIa va NeTUXOUV TO €PYO TOUG KATA Th OIGPKEIQ TNG aAAayNg Kal
avriapBdvovral 61 n dlofknon €xel OAEQ TIG IKAVOTNTEG YIA VA OAOKAN-
PWOEI UE EMITUXia €va TETOIO NPdYPAUUa, Eival mBavov va unooTnpi&ouy
TO NPGYPAULA TNG AAAAYNG.

Tpdnol avTIHETWNIoNG TNG avTioTaong Katd TG aAAayng

[MoMoi €peuvVNTEC OMA Kal GTEAEXN MPOTEVOUV TOUC NAPAKATW TPO-
Moug YIa VO QVTIUETWIOTEl ANOTEAECUATIKA N avTioTacn TNy aAayn
(King & Anderson, 1995; Kotter & Schlesinger, 2008).

» Exknaidguon kal enikoivwvia. O T1pdnog autdg dnuioupyel cuver-
KEQ ‘ac@dAelag’, bnou o/n gpyalduevoe/n avrAauBAaverar yiari Xpeid-
ZeTal TO NPOYPAUKA aANayNG Kal NG Ba ENNEEACTEN N KABNUEPIVOTNTA
Tou/ng. Eniong, o/n epyalbuevog/n avrdapBdveral i dIaBECEIC Tou
opyaviopou vVa UnooTnPIEEI TNV MPOonABEIa auTh ECW TNG MPOCPOPAG

EKMAIDEUTIKWY MPOYPAPUATWY. AUTOG O TOOMOC AVTILETWMNIONS KPIVETAI
EMITUXNPEVOG, YIOT ouvNBWG o1 Epyalopevol neiBovral va unootnpi§ouv
TNV enikeiievn alayn. To PelovEKTNUA TNG PEBOdoU autng eival ot
XPeIGZeTal and TN PEPIG TOU OpyaVvICUOU €MEVOUCN OE XPOVO Kal No-
pOoUG (XpruaTa, IKavoTNTES OE dloiKNGN AN WV KAM).

* TuppeToxn. H dnpioupyia cuvBNKWY TETOIWV, OTE VA CUMUETEXOUV
€vEPYA 0l pyalbpevol TOoO oTov oXedlaoud GCo Kal GThv UAoMoincn
TWV NMPEOYPAUPATWV aMayNig, eNnNPedlel BTIKA TIG OTACEIG TwY EQYAlo-
UEVWV anévavtl oTIc aAayEQ. Kaveig dev avTIoTEKETAI O KATI MOU EXEI
Bonbricel va kTiotel and Tnv apxn. H uéBodog auth av Kal anoTeAECa-
TIKA, €I0IKG OE NEPINTWOEIG NOU AVAPEVOVTAl MOAEC KAl YEVIKEUUEVEG
avTIdPAoElg, eival MoAU XpovoBopa Kal wg ek TOUTOU AUEAVETAI MOAU TO
KOOTOG EPAPUOYAG TNG AAaYAG.

* Alanpayudreuon. H dianpayudreuon apxicel e TV oploBETnon
TWV ANAITNOEWV (TO PEYIOTO KAl TO EAGXIOTO EMITPEMTO) KAI CUVEXICETAI
JE TNV MPoondBeia KaTavonong Twv anaitnoewy Twv UnéAoinwy aTtod-
JWV N opddwy. Xpnaolponoleital cuvABwg o KATaoTACEIG Grou KAMoIo
ATOHO N opdGda €xel QUCEVEIG EMINTWOEIC And TNV UAOMOINGN TwV GAA-
Y@V N GE NEPINTWON MOU TO CUYKEKPIUEVO ATOWO 1 opdGda EXEl MOAU OU-
Vaun Kal éxel anopacioel va avtiotabel. KAnoleg popég anodeikvUeTal
€UKOAN IEBODOG KAl ANOTEAECUATIKA, JNOPET OUWG Va yivel NOAU akpIRn
OT1aV Kal GANEG OPAdEG 1 AToUa anopaAcicouy Va XPNGIUOoMNoINcouy Tn
dlanpayudteuon.

* EmBoAn. H eniBoAn eival katdMnAN oTnv nepimTwon nou N aAAayn
eival engiyouca Kal 0 POPEAG TNG AAAYNG Exel HeyGAN duvapun. Exel
ypriyopa anoteAéopara, aMd Oev eival cuvhBWS AMOTEAECUATIKNA,
apoU dnpIoUPVEl €xBpa KaTd Twv avBpwnwy nou NPOTEIVAV Kal UAO-
nolouv aAAayYEG. AUTO TO AMOTEAECKA UNOPET va ONUIOUPYNAGCE! apvnTIKG
ouvaicbripaTa kal apvnTikd KAUa, UE APECO avTIKTUMNO GTOV TPOMO UAO-
noinonNg TNG AAAAYAG Kal 6Ta AnOTEAECUATA TNC.

* Ynootnpign. KAnoleg popég n avriotacn eugavicetal, yiari ol epyalo-
JEVO! avTIMETWNICOUV KAMNoIa MPOBANUATA MPOCAPKIOYAS GTNV Kavoupyia
kardoracn. Me v unootpIEn, MoU cnPAiVEl TNV AVOIXTA EMIKOIVWVIA,
TNV dpeon enucn NEoBANPATWY, TN OTASIOKN UAOMOINGN TwV aAAAYWY,
TN CUVEXN EVNPEPWON KAl TNV EKNAIOEUCN, O EPYACOEVOI IoBAvovTal
aoPaAEic WG NPOg TN Véa katdotaon. H péBodog autn eivar akpiRr Kai
XPOVOROPA Kal ol NIBavOTNTEC ANOTUXIAG Eival OXETIKA MOAEG.

O1 KaAUTEPEG MPAKTIKEG oTN dloikNoN aAAay WV OEXVOUV OTI N CUE-
TOXA KAl N ENIKOIVWVIA, MOU ENIKEVTOWVOVTAI KUPIWG OTO va eENYACOUV
Ta OPEAN NoU Ba MPOoKUWOUV and TIC OAAAYEQ, ANOTEAOUV EMITUXNLIE-
VEQ OTPATNYIKEG QVTIMETWNIONG TNG avTioTaong katd tng aAayng. Ol
€PYACOPEVOI MOU CUUIETEXOUV MPOTEiVouV AUGCEIC Kal aioBdvovral O
‘N YVWPN TOUG WETPAE!, avanTUooouyv UneuBuvaTtnTa npog TiG NPOTEIVO-
UEVEG OANQYEG, UE anOTEAECHA va AuEAVETAI N Napakivnon Toug Kai va
JEIMVOVTAI Ol apVNTIKEG avTIOPACEIQ. H enMBoAr Twv aAaywy Bewpeital
QMOTEAECUATIKN PEBODOG GE KATAOTACEIG EKTAKTNG AVAYKNG, MOU OUWG
UNoPEi va NpokaAécel BUENa avTIdpAdcewv OTav OV cUVODEUETAI and
QANOTEAECUATIKA EMIKOIVWVITL.

To napdv keiuevo otnpicetal oto BIBAI0 ‘Opyavwaolakh ZUunePIpopd
kal WuxoAoyia’, BakoAa M., kai NikoAdou |., (2011), Ekddoeig Rossili

Corporate Scandals —
Time to Face the FACTS

Will corporate scandals ever end? Do a few bad
apples cause the scandals to fill our headlines or
is the barrel rotten? What do we do if it is down to
individuals or the system as a whole?

US corporate scandals dogged the early 2000s.
More recently scandals plagued the global
economy particularly in the banking sector since the
financial crash. Here are some 2013 news stories:

o KPMG resigned as the auditor of Herbalife
after one of its senior partners engaged in insider
trading in Herbalife stock - The Guardian 10 April
2013.

e Pope Francis on Thursday strengthened
monitoring of the Vatican bank to prevent money
laundering or the financing of terrorism as part
of his campaign to clean it up after decades of
scandal. - The Telegraph by Reuters 8 August
2013.

e More than 20 City workers face being
investigated in relation to the alleged conspiracy
to fix the Libor interest rate. - The Telegraph 21
October 2013.

e Police have arrested Paul Flowers, the former
chairman of the Co-operative Bank who is at
the centre of a drug, expenses and impropriety
scandal that has plunged the group into crisis. -
The Guardian 22 Nov.

o RBShasbeen accused by government adviser
Lawrence Tomlinson of pushing struggling small
firms into its “turnaround” unit, so it could charge
higher fees and interest, and take control of their
assets. - The Telegraph 27 November 2013

These are just a few examples, there are many
more. So what is causing these scandals? One
reason is that personal interests outweigh the
interests ofthe systemasawhole. Individuals seek
to maximise their own needs, not considering the
knock on effects and long term consequences.
This has been, and still is reinforced by personal
bonuses. Andrew Rawnsley in The Observer
newspaper said on 24 November, “City bonuses

are still structured in a way that they reward and
incentivise shortterm risk-taking. The law lacks
serious penalties for reckless or fraudulent trading.”

Here’s another quote about corporate scandals:
“Let me set the context by using my “apples and
barrel” metaphor. We have seen many attempts
to explain what happened, and they fall into two
broad classes. One puts primary responsibility
on a few bad apples and sees the solution as
catching them, prosecuting them, putting them
in jail, fining them whatever is appropriate.
That’s one pole of the continuum. At the other
pole, you have people who really believe there’s
something extremely wrong with the barrel. Thus
it’s not just a matter of a few bad apples; what
we really need is a wholesale revamping of the
systems of governance and the web of laws and
regulations.” What is interesting is that these
remarks were made by the Harvard Business
School Dean Kim B. Clark on February 26 2003!
Ten years on, what has changed?

So what can we do? Do we just accept that these
things happen and wait for the next scandal, or
do we try to make a change? I’'m reminded of the
famous quote by Margaret Mead: “Never doubt
that a small group of thoughtful, committed
citizens can change the world; indeed, it's the
only thing that ever has.”

We can all play a role; we can change the system
one conversation at a time. We can challenge
the status quo, we can speak our truth, we can
say that the Emperor has no clothes, and we
can deal with the ‘elephant in the room’. We can
provide feedback on the organisational system.
This takes courage and conviction. As coaches
we work with coachees to raise their awareness.
We can specifically raise awareness relating to
the interconnectivity of our lives and the system
we inhabit. Through awareness comes action
and change. As John Whitmore said “coaching
is bigger than coaching”. How true, let’s set the
example and change the world.

o9
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IAN DAY

lan Day is an executive coach,
facilitator and speaker working
at board and management
level for blue chip international
clients to create sustained
individual and business
change. lan is co-author of
“Challenging Coaching: Going
beyond traditional coaching
to face the FACTS” a highly
acclaimed book published in
2012 and regularly speaks at
coaching conferences. Fol-
lowing a 20 year career in HR,
lan now works as a consultant
specialising in individual and
team development within an
organisational context.
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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

AIRTRANS

APOLA HUMAN SOLUTIONS

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
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DELOITTE LIMITED

Address: P.0.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

EXECUTIVEIN
CONNECTIONS

HEALTH INSURANCE ORGANISATION
Address: P.O.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
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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 Sawvides

AUDEH GROUP

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

Karaiskakio Foundation
e Cypm v s o gty

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

AMDOCS AP EXECUTIVE CYPRUS
Address: P. O. Box 50483, 3045 Limassol, Cyprus Address: 8, John Kennedy Ave., Office 105,
Tel: +357 25886000 1087 Nicosia, Cyprus
Fax: +357 25886560 Tel: +357 22817817
Email: cyphr@amdocs.com Fax: +357 22817827
Website: www.amdocs.com Website: www.ap-executive.com
Contact Persons: Bettina Bungert, Contact Person: Chrissy Tasou

amdocs APEXECUTIVE

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

Aw Hewitt

CliM CYFEED BIOFEEDBACK CENTER LTD C.A. PAPAELLINAS EMPORIKI LTD
Address: P.O. Box 20378, 2151 Nicosia, Cyprus Addres: 3, P Dimitrakopoulou str, FI 203, (ALPHAMEGA)
Tel: +357 22462246 1090 Nicosia Cyprus

Address: P.0.Box 27879, 2433 Nicosia, Cyprus
Tel: +357 22469469
Fax: +357 22469540
email: marios@alphamega.com.cy
Website: www.alphamega.com.cy

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

Tel: +357 22374127
Fax: +357 22374094
E-mail: cyfeed@cytanet.com.cy
Website: www.anti-stress.org
Contact Person: Dr. Christos Hadjicostas

Contact Persons: Marios Antoniou,
CYPRUS
INTERNATIONAL Athena Neophytou
MANAGEMENT o GAWIJEYG

DELTASOFT LTD DIAPO LTD ECDL CYPRUS
Address: P.O.Box 16152, 2086 Nicosia, Cyprus Address: P.O.Box 12764, 2252 Nicosia, Cyprus Address: P. O. Box 27038, 1641 Nicosia, Cyprus
Tel: +357 22375254 Tel: +357 22507900 Tel: +357 22460680
Fax: +357 22519369 Fax: +357 22815846 Fax: +357 22767349
Skype: deltasoft_Itd Email: hr@diapo.com.cy Email: info@ecdl.com.cy
Website: www.deltasoft.eu Website: www.diapo.com.cy Website: www.ecdl.com.cy
Email: apapagapiou@deltasoft.eu Contact Person: Kyriakos Andreou Contact Person: Christina Papamiltiadou

Contact Person: Andreas Papagapiou =
DIAPO @ ECDL Cyprus
avopri+anoBrikeuon

L\deltasoft”
FBME CARD SERVICES

ERNST & YOUNG CYPRUS LTD
Address: P.O. Box 21656, 1511 Nicosia, Cyprus Address: P. O. Box 25503, 1310 Nicosia, Cyprus
Tel: +357 22209999 Tel: +357 22557567
Fax: +357 22209997 Fax: +357 22557503

Email: nicos.marcou@cy.ey.com Email: personnel@fbmecs.com
Website: www.ey.com Website: www.fomecs.com
Contact Persons: Nicos Marcou, Aliki Andreou Contact Person: Maria Yiallourou

EY & CARD SERVICES

HRM CONSULTANTS
Addres: P.O.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

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

-IGLOBAL
RECRUITMENT
SoLUTIONS

I.LE. 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

HUMAN ASSET LTD
Address: 41-49 Ayiou Nicolaou, Nimeli Court,
Block C, 2408 Nicosia, Cyprus
Tel: +35722600191
Fax: +35722600001
Email: christiana.christofi@humanasset.com
Website: www.humanasset.gr
Contact Persons: Christiana Christofi

by humanss

INNOVATIVE HOTEL INNOVAGE CONSULTING LTD
AND RESTAURANT SOLUTIONS Address: 5 Nafpaktou, 2221 Latsia, Nicosia,
Address: 35K Georgiou A Avenue, 4040 Limassol, Cyprus
Cyprus Tel: +357 22485607
Tel: +357 25812151 Fax: +357 22488088
Fax: +357 25321120 Email: info@innovageconsulting.com
Email: gd@ihrs-cy.com Website: www.innovageconsulting.com
Website: www.ihrs-cy.com Contact Person: Costas Konnis

Contact Person: George Damianou m

K. A. STAVRINOS CONSULTANTS LTD

<X uhanna:..

Actuaries & Consultants
since 1986

CONKTLTANTS

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

KARIERAKYPROS.COM
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

LOIS BUILDERS LTD
Address: P.0.Box 23404, 1683 Nicosia, Cyprus Address: P.O Box 24360, 1703 Nicosia, Cyprus

Tel: +357 22468300
Fax: +357 22468303
Email: kypros@kas-cy.com
Contact Person: Kypros Stavrinos

Tel: +357 22778777
Fax: +357 22773153
Email: info@loisbuilders.com
Website: www.loisbuilders.com
Contact Person: Nicolas Lois, Yiannoula Pattichi

Contact Person: Alexandros Fourlis K
karierakyproscom . . JLois Jp
- haltn s Builders
MYCVPRO.COM MRV SIMPLE TECHNIQUES LTD OFFICE OF ELECTRONIC
Address: P.O Box 42550, 6500 Lamnaca, Cyprus ~ Address: 3 Mouseou, Kythira 6 Building, Flat 303, COMMUNICATIONS& POSTAL
Tel: +357 7000 50 10 3090, Limassol, Cyprus REGULATIONS (OCECPR)
Fax: +357 7000 50 15

Tel: +357 25811511
Fax: +357 25375118
Email: christine@michaelvirardi.com
Website: www.michaelvirardi.com Email: info@ocecpr.org.cy
Contact Person: Christine S. Antoniou Website: www.ocecpr.org.cy

E Contact Person: Neophytos Papadopoulos

GO CECPR ot b Commiios o B Comuncaion & Pose Reion

Address: P.O. Box 24412, 1704 Nicosia, Cyprus
Tel: +357 22693000
Fax: +357 22693070

Email: thanos@mycvpro.com
Website: www.mycvpro.com
Contact Person: Thanos Vassiliades

m;CVgra com

Buils

our CV Like a Pro
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ONEWORLD LTD PEOPLE ACHIEVE
Address: P.O. Box 25207, 1307 Nicosia, Cyprus Address: P.O. Box 24273, 1703 Nicosia, Cyprus
Tel: +357 22496000 Tel: +357 22773334
Fax: +357 22493000 Fax: +357 22780999
Email: info@oneworldweb.net Email: consult@peopleachieve.com
Website: www.oneworldweb.net Website: www.peopleachieve.com
Contact Person: Eugenia Diaouri Contact Person: Aleen Andreou

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

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

} oneworld PeOp'EAChleve

Maximising Human Capital

PLANNING CYPRUS LTD POWER IMAGE SERVICES
Address: P.O. Box 23392, 1682 Nicosia, Cyprus Address: P.O. Box 25447, 1309 Nicosia, Cyprus
Tel: +357 22456050 Tel: +357 22660006
Fax: +357 22456070 Fax: +357 22661222

Email: info@planningcyprus.com.cy Email: team@powerimageservices.com
Website: www.planningcyprus.com.cy Website: www.powerimageservices.com Website: www.pandpicecream.com Email: charis.anastassiadou@cy.pwc.com
Contact Person: Mary Ayiotou Contact Person: Stephanie Dikaiou Contact Person: Jovanna Papaphilippou Website: www.pwc.com/cy
Achieving POWER

@ " Contact Person: Charis Anastassiadou (Manager,
[PILIAININIIINIG | excettence misco _|MAGE. @P Human Capital Department)
Together vErws | e < ;
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P&P ICE CREAM GROUP PRICEWATERHOUSECOOPERS (PWC)
Address: P.O. Box 25040, 1306 Nicosia, Cyprus LIMITED

Tel: +357 22445566 Address: P.O. Box 21612, 1591 Nicosia, Cyprus
Fax: +357 22835738 Tel: +357 22555000

Email: human.resource@pandpicecream.com Fax: +357 22555029

ICE CREAM GROUP

PRIMETEL PLC RENAISSANCE INSURANCE BROKERS
Address: 141 Omonia Avenue, The Maritime LTD

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

SEWERAGE BOARD
OF LIMASSOL - AMATHUS (SBLA)
Address: P. O. Box 28391, 2093 Nicosia, Cyprus ~ Address: P.O. Box 50622, 3608 Limassol, Cyprus
Tel: +357 22311662 Tel: +357 25881888
Fax: +357 22311644 Fax: +357 25881777
Email: info@mbrokers.com Email: info@sbla.com.cy
Website: www.rnbrokers.com Website: www.sbla.com.cy
Contact Person: Christos Gavriel Contact Person: Hara Panera
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UNIVERSAL LIFE INSURANCE PUBLIC
Address: P.O. Box 20552, 1660 Nicosia, Cyprus COLTD

Tel: +357 22882600 Address: P.O. Box 21270, 1505 Nicosia, Cyprus
Fax: +357 22882884 Tel: +357 22882222
Email: cyprushr@tsys.com Fax: +357 22882200
Website: www.tsys.com Email: info@unilife.com.cy
Contact Person: Kenneth Cuschieri, Zoe Website: www.unilife.com.cy

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

Takcouvia interne

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

TRICAN WELL SERVICE TSYS LTD
(CYPRUS) LTD
Address: P.O.Box 25728, 1311 Nicosia, Cyprus
Tel: +35722513835
Fax: +35722515441
Email: aspyrou@trican.ca
Website: www.trican.ca

Contact Persons: Anna Spyrou Leonidou Contact Persons: Kypros Miranthis, Maria Kakouri
- : )
The Advance Institute Welt senvice T BY People-Centered Payments
heloing you reach hgher UNIVERSAL LIFE
UNIVERSITY OF NICOSIA UNIVERSITY OF CENTRAL

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

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

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
UNIVERSITY OF NICOSIA ?
uclan

MANEMIZTHMIO AEYKOQZIAZ

Univesty of Gl Lancsiee

MOVED HOUSE?

HAVE YOU CHANGED JOBS / EMPLOYER?

HAVE YOU MOVED YOUR OFFICES?

CHANGED ADDRESS (ELECTRONIC OR OTHERWISE)?

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

METAKOMIZATE ZE NEO zNITI;

AAAA=ATE EPIrAzIA / EPFOAOTH;

EXETE METAKOMIZEI ZE NEA FPA®EIA;

EXElI AMAZEI H AIEYOYNZH ZAZ (HAEKTPONIKH KAI MH);

E\ oTfo \RoTe ra;!

3 o > 3 . ¢ ¢ | MnopeiTte va eVNUEPDOETE TV
Aev BENOUE va XAoEL KavEva HENOG HAG KATIOLA ATIO TIQ £KkBOOEIG pag! ) a
Elprivn HG#G5OHZ)(U7\OU UE TIG VEEG 0AG AETITOUEPELEG OTNV NAEKTPOVIKT dleubuvon: info@cyhrma.org
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THE REASONS TO BECOME A CyHRMA MEMBER NEA MEAH TOY ZYNAEZMOY / NEW ASSOCIATION MEMBERS
Membership of the CyHRMA carries a lot of benefits for you, including: ETAIPIKA / ASSOCIATE MAHPH / FULL
Ovopatenwvupo / Name Ovopatenwvupo / Name
+ Updates on current industry trends and issues Aliki Antoniadou Constantinos Kassapis
Katerina Leonidou Elena Constantinidou

* Networking opportunities
Panayiotis Sentonas

+ Continuous education and training programs Eleana Christoforou OPIrANIZMOI / ORGANIZATIONS

Lydia Charilaou Ovopatenwvupo / Name

HUMAN ASSET LTD
TRICAN WELL SERVICE (CYPRUS) LTD

« Free subscription to "People& Work", the bi-annual journal of the Association . .
Theodoros Giovanni

« Free subscription to ‘Human.Net’, the HR Newsletter of the Association Adonis Anastasiou

Michalakis Michaelides

« Participation in the various Committees of the Association which contribute to the overall work of the CyHRMA Elena Hanna

- . . . . . . Constantinos Georgiades
* Privileged access to restricted content on the website of the Association (discussion forum, articles, surveys, g

HR Publications from worldwide, and other) Anna-Maria Petsides Michael

Valentin Mavrinac
+ Reduced fees for participation in seminars, conferences, and other events Costas Taliadoros

. . . Demetris Vassilakkas
+ Right to vote for a new Board of Directors at the Annual General Meeting

+ Right to write after the name the relevant designation (FCyHRMA, MCyHRMA, ACyHRMA)

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

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

« Free listing in a special page in the journal “People and Work”
* Free listing in a special page on the website

+ 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)

» Discounts on email distributions to the members of the Association

+ Discounts on advertisements in “People and Work”

George Pantelides
Mwpyog MavreAidong

Elena Stavrinou
‘EAeva Ztaupivou

Panayiotis Thrasyvoulou
Mavayiwtng ©pacuouiou

Maria Stylianou - Theodorou
Mapia ZTuhiavou - ©eodwpou

Kyriakos Andreou
Kupidkog Avdpéou

Vicky Charalambous
Biku Xapahdunoug

Charis Anastassiadou
Xdpig AvacTtaciddou

Natasa lacovides
Nardoa lakwBidou

Melanie Michaelidou
Méhavi MixanAidou

Chairperson
Mpbedpog

Vice - President
AvTInpoedpog

Secretary
["papuaTéag

Assistant Secretary
BonBég IMpauuaréag

Treasurer
Tapiag

Publications and Communications Representative
YneuBuvn Ekddoewv kal Evhuépwong/Enikoivwviag

Public Relations and Marketing Representative
YneuBbuvn Anpociov 2x€cewv kal MAPKETIVYK

Research and International Relations Representative
Yneubuvn Epeuvag kal AleBvwv ZXEcEwV

Corporate Social Responsibility and Education Representative
Yneubuvn Etaipikng Koivwvikng EuBuvng kai Eknaideuong

ENITIMOZ NPOEAPOZ / HONOURARY CHAIRPERSON

Artemis Artemiou
ApTéUNg ApTepiou

Honourary Chairperson
Enimpog Mpdedpog
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"People and Work"
JOURNAL OF THE CYPRUS HUMAN RESOURCE
MANAGEMENT ASSOCIATION

"AvBpwnog kal Epyacia”
TO MEPIOAIKO TOY KYTPIAKOY ZYNAEXMOY
AIEYBYNZHZ ANSPQIINOY AYNAMIKOY

P.0.Box 28785, 2082 Nicosia, Cyprus T.0. 28785, 2082 Neukwoia, Kinpog
TEL +357 22318081, FAX +357 22318083 THA +357 22318081, ®A= +357 22318083
info@cyhrma.org - www.cyhrma.org info@cyhrma.org - www.cyhrma.org




