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Ano tn Xuvra&n / Editor's note

AyannTtoi avayvwoTeg,

Eival pe peydAn xapd nou cag napouciddw Tnv TEAEUTAIa €KSOoN TOU NEPIODIKOU Pag. XTIG GEAIOEG auTou TOU
TEUXOUG, Oa d1aBACETE TIG AeNTOUEPEIEG TOU EThOIOU ZUuvEDPIOU TOU ZUVOECOU Pag To onoio d1EENxOn oTig 18
louviou peTd and didAeIuua evog €ToUg, KaBWG eniong Kal TG ETnolag Mevikng ZuvéNeuong nou EAABE Xwpa
OUO0 €RJOPADEG VWPITEPA KAl CUYKEKPIPEVA OTIG 4 Tou idlou pAva.

To dpacTNPIO KOIVWVIKO MPOPIA TOU ZUVOECHOU CUVEXIOTNKE UE TN dlopydvwon 11 ekdOnAWOEwWY kAl EpyacTn-
piwv and Tnv EKGooN TOU NPONYOUUEVOU TEUXOUG TOU MEPIODIKOU. ZKOMOG NTav N ENPIOPPWON KUPIwG TOU Mo
VEOU £pYATIKOU SUVAUIKOU Kal TV QOITNTWV Ol onoiol cuvToua Ba kAvouv To Egkivnua TNG KapiEpag Toug. Eyive
pIa npoondBEeia va NPocPEPOULE UIa EUPEIQ YKAPA NNYWV EKPABNONG Kal GE NPAKTIKO £NiNedo, nou Ba BonBdni-
OOuV TNV avdanTuén TnG vEag YeviAg enayyeAuaTiov. Apdoeig autou Tou €i60uUg UNoypappi¢ouv Tn dECEUON
TOU 2UVOECNOU NPOG TIG KOIVOTNTEG NMOU ANEUOUVOUAOTE.

2 € auth Tnv €kdoon Tou «AvBpwnog kal Epyacia» Ba BpeiTe eniong Kal XPNoIUEG NANPOPOPIEG AvAPOPIKA E
1a Mpoypdpuara BonBeiag Npoownikou (Employee Assistance Programs) Ta onoia npéo®ara eNEKTEIVAV TN
Opdon Toug Kal OE EYXWPIEG EMIXEIPNOEIG. MPOKeITal yia €va €PYAAEgio MOU N XpNoN TOU AMoOTEAE] Engévouon
o010 avBpwnivo KE@AAaio BeATIWvVOVTAG TO NBIKG Kal TNV anddoon Twv EPYAlOUEVWY, EVI TAUTOXPOVA PNOPET
Vv’ anodeIXTei pyia eEAIPETIKN NNyN NANPOPOPIWV YIa TOUG enayyeAUaTieg TG AAA OXeETIKA PE TIC adUVAMIES TNG
ETAIPIKAG TOUG KOUATOUPAG.

2uyxapntnpia oTiq etaipeieg Deloitte kal PwC, TiG dU0 NPpWTEG ETAIPEIEG MOU ANEKTNOAV TN XPUCNH NIGTONoINcN
Tou Investors in People!

Z€pw OTI Ba OIaCKEDACETE PE TNV AVAYVWON TWV NEPICTATIKWY MOU UOIPACTNKAV Padi uag OuvAdEAPOI TOU
XWPOou OTav Ekavav NPOCANYEIG 1 dTav ol id1ol npocAauBdvovTav.

Mn xdoete 10 diopaTiké ApOpo Tou Ap. Evans kal Tng Martina Mettenberg yia 10 NG PIKPEG XWPESG KATEXOUV
NYETIKN B€on oTovV NAaykOouIo XAPTN ava@opIKd LE TNV avTaywvioTIKOTNTA, aglonolwvTag Ta TaAEVTa nou OlaBE-
TOuV. 210 dpBpo Yiveral ava@opd GTOUG AnoTPENTIKOUG NapAyoVvTEG Nou eunodidouv Tnv KUnpo va NpoceAKUGEI
Kal va XpNolPonoINcel To NoAU KaAd onoudacpévo avBpwnivo duvapiké Tou Tonou. Me Tpeig AEEEIG: «n ENAEIYN
a&lokpartiag». EninAéov, uéoa anoé 1o dpbpo Tou Kwota MNanakupiakou Ba d1anioTwooupe and poévol Pag Ta aima
aAAd Kai TIG AUCEIG TNG KUNPIAKNG UQEONG: anwAEIQ TwV agiwVv pag, TNG NOIKAG Yag, EKATWOEIG OToUg BeooUg o
ouvouaouo PE pIa TAoN OIKOYEVEIOKPATIAG aAANG Kal EywIopoU anévavtl GTNV KOIVwVia.

«TinoTa kaivoupylo» Ba CKEPTEITE KAl OPICPEVOI IOWG VA KPUPTOUV Micw and Tn cuvnOIcuEVN EPWTNON/ ENMIXEI-
pnua: «eyw Oa cwow tTnv Kunpo;» H andvrnon €ival vai! H Kinpog €ival éva pikpd vnoi, ENOUEVWG KavEVAG
AANOG EKTOG and eUEVA KI €0€va OE PEPEI EUBUVN yI’ AUTN TN VOOTPONIa Nou €XeEl KAOOPIoEI NAEOV TNV KOUA-
ToUpa autoU Tou TOMnou. AG YiVOUUE AIYOTEPO EYWIOTEG, AIlYOTEPO KAKOMABNUEVOI KAl MIO WPEILOI YIa va avTi-
METWNICOUPE TIG CUVENEIEG TWV NPAEeWV pag. Edv npdyuat 6€Aoupe va eEEABoupe and autn Tn SUCKOAN Kal
OKANPN €noxn, NPENEI 0 TPOMOG CKEWNG WAG VA KAVEI peTacTpo®n. '’ aA\ayn, ag npocnabnooupE va €ijacTte
nio B€TIKOI, N0 YEVVAIOSWEO! ANEVAVTI GTOUG UPICTAUEVOUG UAG KAl OTOUG CUVAJEAPOUG HAG, ONwG AVAPEPEI
XAPAKTNPIOTIKA 610 ApOpo Tou 0 MIXAANg MaAavdkng. ANwOTE, KANOTE PNopei va Bpeboupe N va nuacTav
oTn B€on TouC.

2.aqg euxopal KaAn avayvwon kai KaAd Kahokaipi!

MNwrta Toldkpn
2uvTtovioTpia Emtponng Ekddcewv kal Enikoivwviag/Evnuépwong




Dear readers,

It is with great pleasure | introduce the latest publication of our magazine. In the pages of this 39th issue, you
will read the details of the Association’s Annual Conference which was held on the 18th of June after a year’s
break, as well as the Annual General Meeting, that took place a few weeks earlier, on the 4th of the same month.

The active social profile of the Association continued; since our last issue, 11 events and workshops were organized.
The aim was to educate mostly the younger workforce and students who soon will start out in their careers. There was
an effort to offer a wide range of learning and practical resources and help in the development of a new generation of
credible professionals. Such actions outline the Association’s commitment to the communities we cater.

In this edition of "People and Work" you will also find great information in our oblation concerning the Employee
Assistance Programs which are recently being introduced in local companies. This is a tool the employers can
use to invest in their human capital and improve employee morale, whilst at the same time it can prove a grand
source of vital information for the human resource professionals to understand the flaws of the company culture.

Congratulations to Deloitte and PwC, the first two companies who obtained the Gold IIP certification!

I know you will enjoy reading some of our colleagues’ stories while they were recruiting or being recruited
themselves!

Don’t miss Dr Evan’s and Martina Mettenberg’s very insightful piece on how small countries lead the way to
talent competitiveness. In the article, there is reference to the preventative factors which block Cyprus from
attracting and utilizing the country’s well educated workforce. In three words, lack of meritocracy. Moreover,
through the article of Costas Papakyriacou we will discover ourselves the causes of and the solutions to the
Cyprus recession: loss of our values, of our morals, statutory setbacks along with nepotism and egoistic
approach towards society.

Nothing new you will think and some may hide behind the usual question/ argument “will | change the world”?
The answer is yes, you willl Cyprus is a small island, so it’s you, me and no-one else who hold responsibility
for the mentality which defines our culture. Let’s be less selfish, less spoilt and mature enough to accept the
consequences of our actions. If we really want to get out of this tough era, we need a shift in our mindset. For a
change, let’s all try and be more positive, more generous towards our subordinates, our colleagues, as referred
in Michalis Galanakis’ article. We might have been or will be in their place.

Enjoy this issue and | wish you all have a great summer!

Yota Tsiokri
Coordinator of the Publications and Communication Committee




SPEC'AL EVENT avranokpion ano Tov Avipéa Manayaniou

[1o1G e 10 AIoIKNTIKO 2-UUPBOUAIO
KQI TN 2.UVTOVIOTIKN Enimponn

NAepeoou-I 1apou

To Bpddu Tng Méuntng, 24 Anpidiou Tou 2014, ota NAaicla pIag
Kolviic npoondbeiag Tou AIoIKNTIKOU 2ZUPBOUAIOU Tou 2 UVOECHOU
KaI TNG ZuvTovIoTIKAG Enmimponng Aepecou- Mdagou, o Ku.Zu.AAA.
dlopydvwoe ekdrAwaon SIKTUWOoNG YId Ta PJEAN TOU OTNV MEPIOXN
Nepeoou kai MNagou.

H exdnwon «[otd pe 1o AIoIKNTIKG ZUBOUNIO Kal TN ZUVTOVIOTIKA
Enimponn AepecoU-TNdagou» gixe okond va dWoEel TNV EUKAIpIa oTa
HEAN TOU cuvdéopou uag otn Aepeocd kai Mdgo va cuvavinBolv
JE CUVAOEAPOUCG KAl CUVEQYATEG and Tov Topéa e AleBuvong
AvBpwnIvou AuvapikoU, aAAG ouVAUA KAl VA NAPEXET I MAATPOPUA
VIO AQUTA TA PEAN VA POIPACTOUV ANOYEIC, AVNOUXIES, IGEEC KAl
elonyAoelg  aneubeiag pe Ta pEAN Tou AIOIKNTIKOU 2 UPBOUAIOU
Tou Ku.Zu.A.A.A. kai TN ZuvtovioTikr Enimponn Aepecou - Mdgou.
‘ONa auTd UOIKA O €va euxdaploTo NePIBAAOV, anoAauBdvovtag
WPaIio KPaoAKI e KAAA Napéa.

H ekdriAwon piAo&evribnke and To unapdki/kdapa CavArt, otnv 0dd
Ayiou Avdpéou otnv kapdid g AepecoU. Hrav To TEAEIO PEPOG
YO éva XaAaPWTIKO andYeUPd e KAAOUG (PIAOUC Kal CUVEPYATEG,
QUBEVTIKO ITaAIKG PECE Kal KaAd Kpaoi!

Ta PEAN TOU ZUVOEGIOU [AC MOU CUPWETEIXQV Eixav TNV EUKAIRIa va
EKPPACOULV TIG EICNYNGEIC TOUC YIA IEMOVTIKES OPACTNPIOTNTES KAl
NPwTOROUANEC Nou Ba Pnopouce va avaAdRel 0 ZUvOECHOG MPog
OPENOC OAWV TWV PEAWY TOU.

H npooéheuon ritav e€aipeTikn. O TMwpyog Mavteidng, Mpdedpog
TOU ZUVOECUOU HAC, KOAWOOPIoE OAOUC TOUG OCUMUETEXOVTEQ
otnv ekdNAWGN, Kal enaivece TN okAnpr GoUAEId nou yivetal and
6Noug, eniBeBaiwvovtag NapdAnNAa TN d€oueucn Tou AIIKNTIKOU
Y UpBOoUAIOU Kall TOUu ZUVOEGHIOU VA CUVEXIGOUV TNV MpocndBeia Kal
TIG EVEPYEIEG MOU AMOCKOMOUV GTNY NPowBnon Tou eNayyENIATOC
Hag Kal oTny oTNEIEN Twv ENayyeAUATIOV oTov Topéa autd. Tovioe
TNV avd@yKn Kai Tn GNUAGia Tou va eival 0 XUVOECHOG KOVTA OTa UEAN
TOU OTa NAQICIa TNG ENITEUENG TWV OTPATNYIKWY TOU OTOXWY KAl WG
npeog ToUTo, XAIPETNGE TN CUVERYAOIA TwV PEAWY Tou AIOIKNTIKOU
Y UpBouUAiou Kal TNg ZuvTovIoTIKNG Enimponng Aepecou Mdégou.

Mia eniruxnpévn Bpadid nou EKAeIoE e BETIKA oxOANia and dGAoug.

BEva peydho euxapioTw ota PéAN Tou AloIKNTIKOU X UUBOUAioU

TOU XUVOEOUOU YIa TNV UnooTAPIER Toug, ce OAQ Ta PEAN TNG
JuvTtovioTIKAG Enimponng Aeuecou MNdagou nou epydcTnkay yia Ty
enituxia Tng Bpadidg, oe GAoUC OGOUC CUULETEIXAV, KAl (PUCIKA OTO
CavArt, yia Tn @iAo&evial

EuxapicToupe Tov cuvAadeAdo Kal EAOC TNG EMITPONAG ag AvOpEa
2aPRIdN vIa TIG UNEPOXEC PWTOYPAPIEG TIG OMNOIEQ PNOPEITE va
OEiTe Kal oTNV ICTOCENIDA pag, www.cyhrma.org




Drinks with the Members of the
Board and the Limassol-Paphos
Coordinating Committee

On the evening of Thursday, 24 of April 2014, through a joint
effort between the Association’s Board of Directors and the
Limassol- Paphos Coordinating Committee, the CyHRMAsoughtto
re-engage with its Limassol and Paphos members.

“Drinks with the Members of the Board and the Limassol-Paphos
Coordinating Committee” was organised to provide an opportunity
to the Association’s Limassol & Paphos members to catch up with
colleagues from the HR community. It also served as a forum for
these members to share their opinions, concerns and ideas directly
with members of the CyHRMA Board and the Limassol - Paphos
Coordinating Committee. And of course to have a relaxing drink in
good company.

The event was hosted by CavArt, in the very centre of Limassol,
in St. Andrews Street. It was the perfect venue to enjoy a relaxing
evening with good friends and colleagues, along with authentic Ital-
ian finger food and good wine.

Members in the Limassol and Paphos region were encouraged to
use the event to voice directly to the CyHRMA Board, their suggestions
for future CyHRMA activities and initiatives that would help them
get the most out of their membership.

It was pleasing to see that the turnout was excellent. George
Pantelides, the Association’s President, welcomed everyone
to the event, and encouraged the hard work to continue while
reaffirming the Board’s and the Association’s commitment to
continue the effort to reach out to all the members of the association
with value adding activities and initiatives that aim to promote
our profession and towards supporting the professionals in this industry.
He stressed the importance of the association being close to
its members in achieving its strategic goals and to this end, he
congratulated the cooperation between the members of the Board
and the Limassol-Paphos Coordinating Committee.

Overall, a thoroughly good time was had by alll.

A big thank you goes out to the Association’s Board members for
their support and for making it happen, to all the members of the
Limassol- Paphos Coordinating Committee for the organisation of
the event, to everyone who attended, and of course to CavArt, for
their hospitality!

Thanks for the photos, courtesy of our resident photographer,
committee member and colleague, Andreas Sawvides. Also available
on our website at www.cyhrma.org.
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EnayyeAuaTiko
Mpoyeupa:

Empopowrikéc Apaoeic Tou KuZuAAA

Business Breakfast:
Rightsizing the Business in

E&opBoroyioude e Enixeionone Times of Crisis

oe Kaipouc Kpiong

Avtanékpion and tn Natdoa lakwidou

Correspondence by Natasa lacovides

Merd mv enmuxn JleEaywyn TOU  ENOYYENJCTIKOU  MPOYEULIOTOG
pe TiAo  “EEopBoloyiopde Tng  Enixeipnong ce  Kaipoug
Kpiong” nou éAafe xwpa oTic 26 NoegpBpiou 2013 oto Kévipo
Kardptiong tou Opidou ETaipeicv Manaé\nvag otn Asukwoia, o
2 Uvdeopog dlopydvwaoe To 1o epyacTripl omig 14 GeRpouapiou
2014 ora I'pageia Tng Deloitte oTn Aepead.

To epyaotipl ATav BAcIOUEVO O MPAKTIKA napadeiyuata and
TIG EUNEIPIEG TWV 2 OPIANTWY, TOU kou Mavayikdtn ©pacuBouiou,
AieuBuvtn AvBpwnivou Auvapikou kai oidtntag otnv eTaipeia
Unicars Ltd kai Tng kag Natdoag lakwRidou, AleuBuvipiag Av-
Bpwnivou Auvapikou Tng Hermes Airports Ltd, dnwg kar and Tig
EUMNEIPIES TWV CUPUETEXOVTWV.

To epyactipl eoTIACTNKE OTa £ENG BEUaTA:
* Meiwon npoownikou Vs EEopBoioyiopou Tng Enixeipnong
* EvBdppuvon diapdveiag kal dIkaloouvng

* XelpIoPOG TWV VOUIKWY ENIMTWOEWY TNG dladikaciag
JEIWONG MPOCWMIKOU

* XeIPIOPOG TWV 2ZUVTEXVIDV

* > xedIaoPOG OTPATNYIKOU MAAVOU EMIKOIVWVIAG UE OTOXO TN

dlaxeipion aAaywV Kal DIAXEIRION QUTWY MOU QVTIGTEKOVTAI
oTnv aA\ayn

* [Mwg va JIOXEIPICTEITE TO MPOCWIIKO NOU NAPCEVE]
(«cUvOPOUO auToU NMou ENIBIWVE»)

* |copponia PeTa&EU Peiwong KOGTOUC Kal EMIXEIPNCIOKNG
ANOTEAECUATIKATNTAG

Me Bdon Tnv avaTpo®oddTNoN Mou NMNEAE, O CUUMETEXOVTEG
Bprkav 10 gpyacTipl evOIAPEPOV Kal WPENUO, KABWG TOUG
NPOGCEMEPE TNV EUKAIPIA va BECOUV EPWTNCEIG, VA AVTAAAGEOUY
anOYEIC KAl VA POIPACTOUV TIC MPOCWNIKES TOUC EUNEINIEG OTO
B€ua, KaAéQ kal kakég! Or CUPPETEXOVTEG dNAwoav eniong, OT
n d1adPACTIKA OPEQN TOU EPYACTNPIOU Kal N EUKAIPIA MOU TOUg
d0BNKe yia DIKTUWON ATAV LEPIKA akON BETIKA.

After the great success of the Business Breakfast on “Rightsizing
the Business in Times of Crisis” which was conducted on the
26th of November 2013, at the Training Centre of Papaellinas
Group of Companies, in Nicosia, the Association organized
the same workshop on the 14th of February 2014 at Deloitte’s
Offices in Limassol.

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

* Encouraging transparency and faimess

* Handling the legal implications of the downsizing process
* Handling the Trade Unions

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

* How to handle the remaining staff (the “survivor syndrome”)
* 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.
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AIGAEEN:

Bioypagpikd kai

2 UVOOEUTIKEC EMIOTOAEC

Avtanoékpion ané 1i¢ Avva XapaAaunidou
Kal Ai¢a XapaAdunoug

2N onPEPIVA Kolvwvia, énou o deiktng avepyiag sival ndpa
NoAU WNAOG Kal 0 avTaywviopog augdveral e yopyouc pub-
poug, eival NoAU onuavTikd ol unoynelol va diaBétouv éva
ENKUCTIKO Bloypa®ikd Kal OUVODEUTIKA ENICTOAN oUTWE WOTE
va TPARAEOUY TO EVOIAMEPOV Kal TNV MPOCOXN TwV UNeEUBuvVwY
nEOCANYNG Twv eTalpelwv. Exovrag auté undyn, o Kunpiakog
2 Uvdeopog AleuBuvong AvBpwnivou AuvauikoU O CUvVeEPYaoia
e 1o Maveniotpio Kunpou, diopydvwoe JIAAEEN yIa TO NWG Ol
UNoWN®Iol UNopouV va eToIGcouY To Bloypadikd TOUG Kal TN
OUVODEUTIKA ENICTOAN.

O1 OUIANTEG EDWOAV OTOUC CUPLETEXOVTEG OULBOUAEG Kal XPr-
OIJEG MANPOPOPIES YIa TNV KOAUTEPN MIBavh napouciacn Tou
Bioypapikou Toug e oTOX0 va augNcouy TIC MIBAVOTNTEG TOUG
yia npdoAnyn. Eivar éva yeyovde nmou nmiBavwg MPOoKaAel
EKNANEN, aAAG o1 uneuBuvorl npdoAnync Eodelouy PONC 20 e
30 deutePOAENTA YIa Va EAETACOULV €va Bloypapiko! Apa To va
EXEI KANOIOG €va KAAG SOUNPEVO, KATavoNnTd Kal EVIUNWOIAKO
BloypapIkd AUTEG TIG MEPEG eival ENITAKTIKO!

Katd tn didpkela TNG JIAAEENG NAPOUCIACTNKAY OTO KOIVO
TEEIC and Toug Mo ONPOPIAEIC Kal EUPEWS dIAdEDOUEVOUC
TUnoug Bloypagikwy. Eniong, o opiAnTéc €dwoav NEPAITE-
pw KabBodrynon yia 1o nolo €idog RBloypadikoU eival KaTaA-
ANAOTEQO yIa TOUG VEOUG arno®oiToug, Nou anoTeAoUcay Kal
TNV mAsIopn®ia Tou akpoatnpiou. Eniong, d6Bnkav cToug
OUMMETEXOVTEG EEQIPETIKEG CUPPBOUAEG VIO TO MWG VA NAPOU-
oldoouyv To BIoypagIko TOUG Kal NoIa YAWOOO VA XPNOIUOoMoIN-
oouv, AauBdavovTac undyn 1o yeyovog 6Tl Kal N ePpAvion Tou
Bloypagikou eivarl enione wTikAC onpaciag.

O1 kUplol opIANTEG TNG BIGAEENG Tav N Aida XapaAdunoug, HR
Manager oto EcwTtepikd Turiua AletBuvong AvBpwnivou Au-
vapikou 1ng KPMG kal n Ava XapaAaunidou, HR Manager
Tng BDO Ltd Kunpou.

Lecture:
CV and Cover Letters

Correspondence by Anna Charalambidou
& Liza Charalambous

In today's world, where the unemployment rate is really high
and the competition is rapidly increasing, it is essential that
candidates have a very attractive CV and cover letter in order
to stimulate the recruiter's interest and attention. With this
in mind, the CyHRMA in cooperation with the University of
Cyprus, had organized a lecture on how candidates could
prepare their CV and cover letter.

The lecturers gave participants tips and useful information
for the best possible presentation of their CV so they could
increase their possibility of being hired. It is perhaps a very
surprising fact, but recruiters spend only 20 to 30 seconds
reading through a CV! Therefore, having a well-structured,
comprehensive and impressive CV these days is imperative!

During the presentation, 3 of the most popular and widely used
types of CV were introduced to the audience. In addition, the
lecturers gave further guidance on which type of CV is more
appropriate for newly graduates which was the majority of the
audience. Also, great tips were given to the participants on
how to present their CV and what language to use considering
that the appearance of their CV is also vital.

The main speakers of the lecture were: Liza Charalambous,
HR Manager in the Internal Department of KPMG Cyprus and
Anna Charalambidou, HR Manager of BDO Ltd, Cyprus.




10

* 21,22.02.2014

‘EkOeon:
“EPIA2IA 2014”

Avtanokpion and tov Kpiotn MNMAaotnpa

TepdoTia enituxia onpeiwoe N npwTtonoplakA’EkBeon pe 6éua
«EPI'AZIA 2014», nou diopydvwoav and koivou 1o Cyprus
International Institute of Management (CIIM) kai n IGTOGENK-
da www.ergodotisi.com, oTig 21 kai 22 OeRpouapiou pe TNV
unooTipIEN Tou Kunpiakou Zuvdéopou Aleubuvong AvBpwrni-
VOU AUVauIKOU oTo XWpo Tne Alebvoug KpaTikig EkBeong otn
Neukwoia.

21N JIdpKeIa TN €KBeoNG, eKATOVIAOES AVEPYOI GAAG Kall
dTopa mou WAxvouv yia KaAUTepn B€on gpyaciag, eixav Tnv
€UKalpia va napoucidoouy {wvTavd TO NAEKTPOVIKO avTiypa-
PO ToUu BloypadikoU Toug pécw TNG unnpeciac Seek4U tng
IoToceNidag Ergodotisi.com, ce peydAeg eTaipeiec nou dpa-
oTnplonolouvtal aTnv Kunpo.

2Konog TNG €kBeong NTav NpwTioTwg va doBei N eukalpia o
dropa nou avalntouv pia 6€on epyaciag va IANCOUV E €Tal-
peiec, va AdBouv kdnola a&loAdynon oXeTIKA E TO BIOYPAPIKO
TOUG KalI VA CUUNEPIANGBOUV OTIG NIOTEG TWV ETAIPEIWV [IE TOUG
niavoug unoywneioug yia gpyoddTnon. MapdAMnAa Opwg,
HEOW TNG EKINAWONG BOBNKE Kal N EUKAIPIa OTOUG EQPYODOTEG
va a§IoAOYNoouUV KAAUTEPA KAl MIO AMOTEAECUATIKA TOUG XINIG-
OECQ unoywngpiouc Twv BECEWY EPYAnIag TwV ETAIPEIWDV TOUC,
KaTA TNV SIGPKEID I OUVTORING YVWpIWIag padi Toug.

Exhibition:
“WORK 2014”

Correspondence by Christis Plastiras

The innovative Exhibition titled “WORK 2014 that was
co-organised by the Cyprus International Institute of
Management (CIIM) and the website www.ergodotisi.com at
21 and 22 Febuary, with the support of the Cyprus Human
Resource Management Association in the International State
Fair in Nicosia was a huge success.

During the exhibition hundreds of unemployed as well as
people looking for a better job, had the opportunity to show
live an electronic copy of their curriculum vitae through the
service Seek4U of the Ergodotisicom website, to large
organisations operating in Cyprus.

The main purpose of the exhibition was to provide job seekers
the chance to speak with companies, receive an evaluation
of their CV and to be included in the candidate shortlists. In
parallel, however, the event gave employers the opportunity to
better and more effectively assess the thousands of candidates
for their vacancies, during a short meeting with them.




05.03.2014

AIQAEEN:

Enimuxia otn 2uvevTteuén

[TodoANYNC
Avtanékpion ané Tn BaAevriva Toupaviou

MpayuatononBnke We PeydAn enmuxia otic 5 Maptiou 2014, oto
Maveniotiuio Kunpou otn Asukwoia, SIGAeEN pe Bépa «Enmuxia
otn Yuvévteuén Mpoohnwng». H dIGAeEN nou aneubuvotav o
(POITNTEG, cuvdlopyavwbnke and 1o Mpageio ZTadiodpopiag Tou
Maveniotnuiou Kunpou kai Tov Kunpiakd > Uvdeopo AielBuvong
AvBpWNIvou AUVAUIKOU. XNUEIVETAl OTI N CUYKEKPIUEVN KO-
Awon dlopyavwBnKe oTa NACIcId CUVEQPYACIAC MoU UAOMOIEITAI
HE oegIpd JICAEEEWY and PEAN TOU ZUVOECIIOU MEOG TN POITNTIKA
kovoTNTa Tou IMaveniotnpuiou Kunpou.

OIANTES ATaV Ta PEAN Tou KunplakoU 2uvdgopiou AlelBuvong
AvBpwnivou Auvapikou, Baievriva Toupaviou kail Zaxapiag lw-
dvvou. XTOX0G TNG NAPOUCIacNG ATAV N KaBodrynon Twv (ol
TNTWV KAl N EVNPEPWON TOUG YIa TA BACIKA CUCTATIKA WIOC NETU-
XNUEVNG NOPOUCiac O CUVEVTEUEEIG MPOOANYNG. H NpakTIKA
EUMNEINIO TWV OMIANTWV EVIOXUCE E NAPAdElyUaTa T OTOIXEID
OTa onoia NEENEl va eNIKEVIPWOOUV Ol POITNTES VIa va KEPDF-
00UV TIC EVTUNWOEIG GAAG KAl MG VA QVTILETWMICOUV EMITUXWG
OUOKOAEG €pWTACEIC KATA TN DIGPKEI TNC CUVEVTEUENG, ONWS
yIa NAPAdEIYUa EPWTACEIC MOU EXOUV VA KAVOUV LE TO HIcBO,
kevd oTo Bloypadikd onugiwpua, KAM. Idiaitepn onpacia d60nkKe
and ToUG OUIANTEG GTNV MPOETOILAGIA TwY UNoywNgiwy Npiv and
KGO cuVEVTEUEN MPOCANWNG.

Me 10 Népag TG Napouciaonc, SOONKE APKETOG XPOVOC YIa EQU)-
TACEIC TOV OroI0 Ol CUMETEXOVTEG aglornoincav yia va BEcouv on-
MAVTIKEC EPWTACEIC Yia £va €UpU pAciIa ENTNATWY OXETIKA JE TIG
ouvevieUEeig npdohnywne. Enione, akouotnkav evOIapPELOUCES
ANOYEIG YIa TO NWG Of POIMTEG BILOVOUV TNV OIKOVOUIKIA UPECN Kal
TN oNPEPIVA KaTAoTAON OTNV ayopd Epyaciac.

2> UVOAIKA Tn JIAAEEN NnapakoAouBnoav oydOVTa (POITNTEC.

Lecture:
How to succeed in
a job interview

Correspondence by Valentina Toumaniou

On the 5th of March 2014 the lecture on “How to succeed in a
Job Interview” took place with great success at the University
of Cyprus in Nicosia. The lecture was addressed to students
and was co-organized by the Career Office of the University
of Cyprus and the Cyprus Human Resource Management
Association. The event was one of a series of events organized
in the framework of the established collaboration between
the University of Cyprus and the Cyprus Human Resource
Management Association.

Mr Zacharias loannou and Mrs Valentina Toumaniou,
members of the Cyprus Human Resource Management
Association, presented the key elements that make a lasting
positive impression in a job interview and discussed in detail
the different stages of the hiring procedure. The lecturers
referred to several real life examples and suggested ways of
dealing successfully with difficult job interview questions such
as salary-related, curriculum vitae gaps, etc. Furthermore,
both lecturers emphasized that preparation prior to a job
interview is the key to success. Conclusively, the participants
had the opportunity to ask questions on various issues of their
concern and demonstrated interesting views on how they
experience the economic downturn and the current situation
in the labour market.

The lecture was attended by a total of eighty students.

Emmuyia omn ouvévieudn
wpboAnyng

Eiomomeg.  Bouviva Toujeaicu
apiag
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AIQAEEN:

[1oWTEC EVTUNWOEIC -

EnayyeAuaTiopds otnv eugpAvion Kai tn

OUMNEPIPOPA MPIV KAl PETA TNV MPOCANYN

Avtanoékpion anoé Ti¢ Mapia Avtwviddou
kal Kpig Maba

2Tic 12 Maprtiou 2014 o KuZuAAA ce cuvepyacia e 1o ['pageio
21adlodpopiac Tng Ynnpeoiag Znoudwv kal PoirnTikng Mepr-
pvag Tou Maveniotnpiou Kunpou, dlopydvwoe OTO XWPO TNG
MavenioTnpioUnoAng napouaciacn pe B€ua «[pwTeg eviunwoeig/
ENAYYENUATIONOG OTNV €UPAVION KAl TN CUPNEPIPORA MPIV Kal
METE TNV NPSCANWNS.

Apxii omv napouciaon ékave n kKa Mapia  Avioviddou,
Administration Assistant Accounts & Administration orn Columbia
Shipmanagement Ltd, divovtag CUMBOUAER yia TO NWG UNoPOoUV ol
UNoWN@IO!l va MPOETOIIACTOUV KATAMNAQ yIa JIa GUVEVTEUEN TOCO
oTNV ENAYYENUATIKNA EUPAVION GCO Kal GTN GUMNEPIPoPd nou Ba
npénel va Oei€ouv otov EMNOVTIKO £py0d0TN.

H ka. Avtwviddou TéVICE TN cNUAcia TNG MPWTNG EVIUNWONG KAl
™G auBevTIKOTNTAC Kal £DWOE CUYKEKPIUEVES EICNYNCEIC MOU
pnopoUV va UIOBETROOUV Of MAPEUPICKOUEVO! WOTE VA BEATIG-
COouV TNV ENIBOCN TOUg OTIG CUVEVTEUEEIG. O1 EI0NYACEIG ApOopoU-
oav PETAEU AMNwV: MPOETOILACIA EPWTACEWV/ANAVINCEWY, TNV
ENAYYENIATIKA EUPAVION, XEIPAWIa KAM.

Tn okutdAn MApe N ka Kpig MaBd, IdpuTpia kail AicuBlivouca ZUu-
Bouhog Tne eTaipeiag Let’s Talk! Human Potential Ltd, n onoia 16-
VICE OTI N €NAYYEAUATIKA ENITUXIA oTNEIZETAI ETAEU AAAWY OTNV IKO-
vOTNTA [Iag va dnpIoupyNooude pavaTikoug onadous GTo XWPO
€pyaoiag péoa and TV €UVEVEIQ, TN CUVEQYACIA, TNV AnNopuyn
KOUTGOMMOAIOU, TWV «MONTIKWY NAIXVIDIWDV» KAl TNV MOIOTIKA £Mido-
on. Eniong, enicrpave 611 é1av € UNOPOUE Va EYICTONOINGOULE
TO XPNUATIKO OPENOG JAC, MPEME! VA EYIOTOMOINGOUE TNV IAON-
on (if you can’t earn, learn!). H ikavotnTtd pag va enigntoUpue Kai
va aglonoloUpe EUKAIPIES CUVEXOUG ABNCNG GTO XWPO Epyaciag
efval kaBopIoTIKOG NaPAYOVTAG TOU AVIAYWVICTIKOU MAEOVEKTAUO-
TOC JOC WG ENAYYEAUATIEGS.

210 TEAOG, Ol POITNTEG €ixav TNV EUKAIPIA VA OIPACTOUV TIC OKE-
YEIC Kal TIG AVNOUXIEQ TOUG OXETIKA PE Ta BEUATa TNG NOPOUCIo-
oNg, oTa NAGICIa pIag PINKAG, SIACKEDAOTIKAG KA AKQWCS NARAYw-
YIKAG ouZriTnong.

Lecture:

First Impressions -

Professional Appearance and Behavior
before and after the recruitment process

Correspondence by Maria Antoniades
and Chris Matha

On March 12th 2014 the CyHRMA in collaboration with the
Career Office of the Academic Affairs and Student Welfare
Services of the University of Cyprus organized a presentation:
“First Impressions — Professional Appearance and Behavior
before and after the recruitment process”, at the University
Campus.

Mrs. Maria Antoniadou, Administrative Assistant Accounts &
Administration at Columbia Shipmanagement Ltd started the
presentation giving advice on how candidates can effectively prepare
for an interview, both in terms of professional appearance and in
terms of the behaviors that should be displayed to future employers.

Mrs. Antoniadou gave examples like: preparation of possible
questions/answers, guidelines for appropriate professional
appearance (dress code, personal hygiene etc.), the importance
of nonverbal signals like the handshake and of course the need
for being yourself. Through these examples participants were able
to get a clear understanding of what they can do to improve their
performance in interviews and increase their chances of success.

In the second part of the presentation, Mrs. Chris Mathas,
Founder and Managing Partner of Let’s Talk! Human Potential
Ltd stressed that one of the core elements of a successful career
path is our ability to create raving fans out of each and every
one of our colleagues and customers, by being positive, polite,
helpful, cooperative team players and avoiding gossip and
negative organizational politics. She also stressed that at times
in our professional career where we are unable to maximize our
earning potential, we must ensure that we are maximizing our
learning potential (If you can’t earn, learn!). Our ability to seek and
exploit opportunities of continuous learning in the workplace is a
key to our competitive advantage as professionals.

At the close of the presentation, students were given the
opportunity to share thoughts and concems regarding the
various issues highlighted in the presentation, within the context
of a friendly and highly productive discussion.




19.03.2014

AIGAEEN:

ANOTEAEOUATIKEC

["lapouscIAoEIC

Avtanékpion ané Ttov MNMdauno XTuAiavou

>nic 19 Mapriou, 2014 o KuXuAAA oe cuvepyacia WE TO
Maveniotripio Kdnpou, diopydvwoe SIGAEEN yia TOUG POITNTEG
Tou MavenioTnpiou Pe TITAO «AnoTEAECUATIKEG MAPOUCIACEIG>.
Eionynmig Tng d1dAeEng Atav o k. Tldunog ZTtulhiavou,
Exknaideutng/ 2ZuppBouiog Aieubuvong AvBpwnivou Auvapikou.

2Konog TG OIGAEENS NTaV va OWOEl OTOUC OUWETEXOVTEQ
XPACIUEG CUPBOUAEG yia TO Xxediacpd, Opydvwon kal YAoroi-
NoN ANOTEAECUATIKWY NAPOUCIACEWY MOU Ba EXOuV TN LEYIOTN
BETIKN ENIdpacN GTO AKPOATAPIO. X € auTA DOBNKE EUpacn Kal
avaAUBnkav Ta KUPIa cUcTaTIKG PIAG NETUXNUEVNC NAPOUCi-
aong, Ta onoia, cUpewva Pe Tov eionynTr, ival o EvBouoio-
opog, 0 owoTog MNMpoypaupaTiopog kal N EEGoknon. XUyKeKpl-
HEVa, ENEENYNBNKAV OTOUG MAPEUPIOKOPEVOUG, Brpa Npog
Brua, Ta didpopa oTédIa pIag NETUXNUEVNG Napouciaonc, &e-
KIVOVTAG and To oxedIaopd TOU MEPIEXOPEVOU, TNV €TOIMACIO
TWV OXETIKWV ONTIKWY BonBnpdTwy, TNV 0pydvwaon TOU XWPOU,
TN oNPacia nou NPenel va doBEei GTo aKPOATAPIO Kal TEAIKA TIG
TEXVIKEG MOU MPENEI VO aKOAOUBNCEI /N NapoUcIacTAG/pIa
TNV WPA TNG Napouciaong.

Tn dIGAeEN napakoAouBnoav e evdlapépov népav Twv 120
(POITNTWV, Ol Oroiol OTO TEAOG, €ixav TNV €uKaipia va enAU-
O0UV, PECW EPWTACEWV, TIC AMOPIEG TOUG,.

Lecture:
Effective Presentation Skills

Correspondence by Pambos Stylianou

On March 19th 2014 the CyHRMA in collaboration with the
University of Cyprus organized a lecture for the University
students titled “Effective Presentations”. The lecture speaker
was Mr. Pambos Stylianou, Trainer — HR Consultant.

The lecture purpose was to give participants useful tips
about Planning, Organising and Implementing effective
presentations that have the maximum positive impact on the
audience. The presentation focused onand analysed the main
ingredients of a successful presentation, which according to
the presenter are Enthusiasm, correct Planning and Practice.
Specifically, the participants were taken through every step
of the various stages of a successful presentation, starting
from the planning stage of the content, the preparation of the
relevant visual aids, organizing the venue, paying attention to
the audience and finally the techniques the presenter needs to
follow during the presentation.

More than 120 students attentively followed the lecture and
they had the opportunity at the end to resolve their queries in
aQ & A session.
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‘EkBeon:
2 TadI0000WIa Kal

Enixeipnuatikotnta 2014

Avtanékpion ané Tov Anuntpn BaciAdkka

To INpapeio Xtadiodpopiag Tng Ynnpeoiag 2Znoudwv kai Dol
TNTIKNG MEpiuvag oe cuvepyaaoia pe Tov Opyaviopd Neohaiag
Kunpou, kai 1o Mpodypapua MBA Tou MNaveniotnuiou Kunpou,
dlopydvwoe TV <EkBeon XTadiodpopia kal EMXeipnuaTikdTn-
10 2014,

H exkdnAwon npaypatonoinénke ot 9 kar 10 AnpiAiou 2014
otnv MNavenioTnpiounoAn.

O1dU0o Baocikol oTdX0I TN EKONAWOCNG ATAV N NOPOUCIacN NPoo-
MTIKWV Kal EUKAIpIV oTadliodpopiag Kal n avadeiEn TNG onuaock-
Qg TNG ENIXEIPNPATIKOTNTAG WG Wia cuveldNTh enAoyn dieEGd0U
and v Kpion. ENINAEov, O GUUETEXOVTEG €ixaV TNV EUKAIPIa
va evNUEPWBOUV YIa KEVEG BECEIG EpYaniag, EUKAIPIEG TONOOE-
TACEWV, NPOYPAUKATA KATAETIONG, NPOYPAWATA VEOATIAR, Kal
EUKAIPIEQ CUPWETOXNAG O EUpWNAikdA NpoypduuaTa.

O1 poIrnTeg eixav eniong TNV eukaipia va BeATivoouv To Blo-
YPAPIKO TOug, otnv «KAIVIKNA Bioypa®ikiv». MEAN Tou XuvoE-
OJOU PG CUMMETEIXAY OIVOVTAG OUMPBOUAES Kal KATEUBUVOEIQ
OTOUC VEOUG OXETIKA [E TIG ANAITNCEIG TNG HOVTEPVAG ayopdq
gpyaoiag.

Ta pgéEAN Tou ZUvOEOIOU MOU OTNPIEAV TNV EKONAWON AUTA LIE
aApaBnTIKA ceipd eivar: Avtpeag Matodykog, Aruntpa Map-
KOUAQ, Anpntpne Bacoindkkag, Mdpiog XpioTopopou Kal
John ManaxpioTog.

Z1nv EkBeon cuppeTeixav OUVONIKG 48 €nIXEIPACEIG Kal
OPYQVIOUOI.

Exhibition:
2014 Career and
Entrepreneurship Fair

Correspondence by Demetris Vassilakkas

The Careers Office of the Academic Affairs and Student
Welfare in collaboration with the Youth Board of Cyprus and
the MBA Programme of the University of Cyprus organized
the 2014 Career and Entrepreneurship Fair. The event took
place on the 9th & 10th of April 2014 in Panepistimioupoli.

The two main goals of the event were to present the career
perspectives and opportunities and to show the importance
of entrepreneurship as a conscious choice for a way out of
crisis. Additionally, participants had the opportunity to be
informed on vacant job positions, placement opportunities,
training programs, youth programs, and participation in
European programs.

Moreover, the students had the opportunity to improve their
CV at the “CV Clinic” initiative. Members of our Association
participated in the activity by giving advice and providing
guidelines to young people on the requirements of the modern
labour market.

The members of the Association that actively participated in
the event were (in alphabetical order). Andreas Matsangos,
Demetra Markoula, Demetris Vassilakkas, John Papachristos
and Marios Christoforou.

In total 48 businesses and organizations participated in the
Career Fair.




30.04.2014

Huepida Evnuépwong
yia ©€pata lMNaideiag kai

EnayyeApaTikng Avantuéng

Avtanoékpion ané Tov Avopéa Matcadyko

Event on educational
and professional
development topics

Correspondence by Andreas Matsangos

2ng 30 AmpiNiou 2014 diopyavdBnke and Tov Kunpiokd ZUvOeouo
AiebBuvong  AvBpwnivou AuvapikoU kKai Tov  OuiAo  Potapakt
Ndpvaka Kimiov Huegpida Evnuépwong yia ©¢uara lMaideiag kai
EnayyeAuamkiAg Avantuéng pe TiTAo «Zekiva 1o Ovelpd cou» OTO
Eevodoxeio Atrium Zenon otn Adpvaka.

JuppeTeixav Kal othpigav Ty ekdriAwon Maveniothuia and 6An T
KUnpo Ta onoia npdopepav UNOTPOPIEG Kal Edwoav OAEC TIG Ana-
PaITNTEG NANPOPOPIEG OTOUG NAPEUPICKOPEVOUG. M0 CUYKEKPIUEVQ,
Ol CUPIUETEXOVTEG (Ue aAPABNTIKA oelpd) ATav: AVWDTEPO =eVOdOXEIa-
k6 Ivorirouto Kunpou (A=IK), Apxri Avantugng AvBpwnivou Auvapi-
koU, Maveniothpio Kunpou, Maveniotiuio Aeukwoiag, Texvoloyikd
Maveniotipio Kunpou, Ynoupyeio Maideiag kai lMoAmopou, Alexander
College, Atlantis College, C.D.A. College, Cyprus Computer Society
(CCS), ECDL (European Computer Driving Licence), Frederick
University, Intercollege Adpvaka, kait UCLAN Cyprus.

MéENN Tou KUZUAAA GUULETEIXQV EVEQYA NMPOCPEPOVTAG CUUBOUAEG
yia Tn dnpioupyia evog kahou Bloypagikou. Eniong, napeupédnkav
eknpdownol Tou Ynoupyeiou Maideiag kai MoAmopoU kabwg kai and
v Apxn Avantuéng AvBpwnivou Auvauikou.

O otdxog ATav va BonBnBouv AnnTeg Bonbripatog and 1o Kovwvi-
kO MavronwAeio Adpvakag kal GAWY PIAAVERWNIKWY 0pYAVWDOEWY
WOTE VA 0nouddcouV e PEIwPEVA SIDAKTPA r UNOTPOMIEG and Ta Mo
navw akadnuaikd IdpUaTa. Xopnyoi TNG eKdNAWGCNG e AAPABNTIKA
oeipd nrav: CA Papaellinas & Co Ltd, Deloitte, Deltasoft, Grantxpert,
Hellenic Bank, Lithotechnic Printers, Petrolina, Rotary International,
SMC JV kai Studio Bagno.

Tnv ekdnAwon otpiEav UE Thv Napoucia Toug o ANPapxog
Ndpvakag K. Avopgag Aoupoutdidtng, o Enitponog EBelovTiopou
K. Mdévvng Mavvdkng kal 1o PEAOC TOU KOIVOBOUAIOU K. APIOTOTEANG
Micog.

‘ON0I 0l CUPIETEXOVTEC CUVEROAQV OTNV EVIOXUON TNG ENTIOAC KAl GAMNAEYYUNG
VI TOUG VEQPOUG (POIMNTEC, TOUC AURIAVOUG EVERYOUG MOATEC!

On the 30th of April 2014 a joint educational project by the Cyprus
Human Resource Management Association and Rotaract Club of
Larnaca Kition titled “Start your dream” took place at Atrium Zenon
Hotel in Larnaca.

Universities from all around Cyprus gathered and supported the
event by offering scholarships and giving advice to the attendees.
The following is a list with the academic Institutions that participated
(in alphabetical order): Alexander College, Atlantis College, CDA
College, Cyprus Computer Society (CCS), European Computer
Driving Licence (ECDL), Higher Hotel Institute Cyprus, Cyprus
University of Technology, Frederick University, Intercollege Larnaca,
UCLan Cyprus, University of Cyprus, University of Nicosia.

Members of the CyHRMA participated actively in the event by giving
advice on how to create a good CV. Additionally, representatives
of the Ministry of Education and Culture and the Human Resources
Authority of Cyprus were there in order to assist the attendees.

The goal was to gather money which will be used to get a tuition
fee reduction from an Academic Institution. The beneficiaries were
young people who are supported by the Municipal Welfare Store of
Larnaca and other similar charitable organizations. Sponsors of the
event (in alphabetical order) were: CA Papaellinas & Co Ltd, Deloitte,
Deltasoft, Grantxpert, Hellenic Bank, Lithotechnic Printers, Petrolina,
Rotary International, SMC JV and Studio Bagno.

Mr Andreas Louroutziatis, the Mayor of Larnaca, Mr Yiannis Yiannaki,
Volunteer Commissioner, and Mr Aristotelis Misos, Member of
Parliament supported the event with their presence.

All the participants created an amazing spirit of hope and solidarity
for the young students and tomorrow's active citizens!
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ETnoia Nevikn
2 Uvéleuon KuZuAAA 2014

Avtanoékpion ané Tov ApTéun ApTepiou

Tnv TerdpTn 4 louviou dlopyavwdnke n 23n Emoia MevikA 2u-
VEAEUON TOU ZUVOEoUoU pag otn Anpocioypadikn Eotia otn
Neukwoia. Mépav ano Ta diadikaoTikd Béuarta, 1IB1aiTepo evdia-
PEpov eixe 0 EThoiog AnoAoyioude Tou AloiknTikoU ZupBouliou
ano Tov Mpdedpo Tou Yuvdécpou K. IMwpyo MavreAidon. O k.
MavteNidNe avapEPBNKe GTOUC MPWTAPXIKOUG OTOXOUG MOou
€0e0€e 10 2ZUpBoUNIo Kal avapépovTal:

* 2 TNV EVIOXUON TNG ENIKOIVWVIAG PE T PEAN,

* Y TOXEUPEVEG MPWTOROUAIEG,

* Evépyeleg pe anotéAeopua,

* Evioxuon cuvepyaoiag pe onpavTikoUg (popEic Kal
* JUpBOAA oTN dlaxeipion TwV EKACTOTE MPOKANGEWV.

Méoa oTa nAaicia autd, Tnv nepiodo louviou 2013-louviou 2014,
TO YUPBOUNIO SlopyAvwoEe OEIpd EKINADCEWY ONWG EVWEQ AVOl-
KTEQ DIOAEEEIG, DUO MpoyeUpaTa epyaciac, EKONAWGEIC SIKTUW-
ONG KAl OUMPETOXEG o€ DIEBVN CUVEDPIA KAl EKBECEIG OTAdIOdPO-
piag. OrnAgioteg ano TIG EKONAWOEIG AUTEC NTAV OTOXEUPEVEG va
Bonbricouv Ta PEAN PE IAPOPOUC NPAKTIKoUg TPOMoUS, CUCTA-
paTa Kail OIadIKACIES, YIa VA avTeENEEEANBOUV OTIG MPOKANCEIC TG
SUOKOANG OIKOVORIKAC NEPIGOOU Kal éyivav o dIGPOPES NOAEIG
e KUnpou, IKavonolmvTag e Tov Todno autd T SECEUCN TOU
Y UpBOUAIoU va ival KovTd oTa EAN O OAEC TIC ENOPXIEG.

Y10 enmedypata g nepiddou, o NMpdedpog piknoe, avdueoca
O0’ANAQ, yIa Tn dnpIoupyia TNG VEAC IGTOCENDAG TOU Y UVOECHOU,
TN YEVIKOTEPN TEXVOAOYIKA avaBdBuion, T véa BAon dedopéviv
TWV PEADV KAl TIG CUVEPYAODIEQ pe TNV Apxn AvAanTuéng AvBpw-
nivou AuvapikoU kai 1o Maveniothpio Kunpou. XTnv nepintwon
™ AVAA, TovioTnke n ndyia 6éon, SECUEUON Kal Of MPOCTNABEIEQ
Tou 2UpBouliou yia eknpoownnon ex-officio péAoug Tou Aloikn-
TIkoU ZupBouAiou Tou Zuvdéopiou oTo AIOIKNTIKO ZUPBOUNIO TNG
AVAA. Yot apopd To Maveniotiuio KUnpou evnuepwonkav ol
napeupIokOpEVo! OTI BpiokeTal o EEENEN PEYAAO €PYO HEAETNG
Kal EI0aYWYNG ENAYYEAUATIKWOV MPOCOVTWY Tou Topéa AlEUBUV-
ong AvBpwnivou AuvauikoU G GUVEPYAOIa UE TNy KaBnyrTpia
Tou Tunpatog Aloiknong Enixeipnoewy kal Anudolac Aioiknong
Ap ENévn ZT1aupou Kwortéa.

MeTd Tov olkovopikd anoioyiopd ano Tov Tapia k. Kupidko
Avdpéou, akoAoUBnoe napouciacn Tou MPOYPAPUATOS TOU
Emolou Zuvedpiou Tou Zuvdéopou (Mou dlopyavwBnKe OTIq
18/06/14) ano Tnv ka. EAeva Xtaupivou.

O NapEUPICKOPEVOI €iXaV TNV EUKAIRIC Va AVTAMAEOUY andYEIC yia
TOUG OTOXOUG KAl TIG OpACTNPIOTNTEG TOU 2 UVOECIOU [IE TA IEAN TOU
AoIKNTIKOU Y UpBoUNoU Kal UETAEU Toug, TOGO KaTa TN JIGPKEID TNG
ekdNAwoNGg, oo Kal oTn piker Se&iwon nou akoAoudNcE.




CyHRMA Annual
General Meeting 2014

Correspondence by Artemis Artemiou

On Wednesday June 4th, the 23rd Annual General Meeting
of our Association was organized at the Journalists' House in
Nicosia. Apart from the procedural issues, of particular interest
was the Annual Report of the Board presented by the President
of the Association, Mr. George Pantelides. Mr. Pantelides
referred to the primary goals set by the Board as being:

¢ Enhancing communication with members,

* Targeted initiatives,

* Results-oriented actions,

¢ Strengthening of cooperation with relevant institutions and
* Contribution to the management of different challenges.

In this context, during the period June 2013-June 2014, the
Council organized a series of events such as nine lectures open
to the public, two breakfast workshops, networking events and
participation in international conferences and career fairs. These
events were targeted to assist members in various practical
ways, presenting proven systems and processes to meet the
challenges of the current difficult economic period and were
organized in different cities of Cyprus, satisfying in this way the
Council's commitment to be close to members in all the districts.

Talking about the said period’s achievements, the President
mentioned, among other things, the creation of the new
website of the Association, the technological upgrade of the
systems, the new member database and the partnerships
with the Human Resource Development Authority (HRDA) and
the University of Cyprus. In the case of HRDA, the President
emphasized the Council's ongoing position, commitment and
actions for the ex-officio representation of a member of the
Board of the Association to the Board of HRDA. In regards to
the University of Cyprus, the attendees were informed of the
ongoing project to introduce HR professional qualifications in
collaboration with Professor Dr. Eleni Stavrou Kostea of the
Department of Business and Public Administration.

After the financial reporting from the Treasurer Mr. Kyriakos
Andreou, Mrs. Elena Stavrinou presented the program of the
Annual HR Conference of the Association.

Participants had the opportunity to exchange views on the
objectives and activities of the Association with the Board
members and amongst them, both during the event and also
during the small reception that followed.




MoTdg oToug Beopoug Tou, 0 OUINOG ZIakOAa NPOCEAARE Kal (PETOG andPOITOUg TPITORABUIag ekNaideuong, ol oroiol JETA
and evea pnveg exnaideuone wg Management Trainees 6a avaAdpBouv uneubuveg Beoeic oTig Etaipeieg Tou Opilou.
Onwe avépepe n Ka. Xpuodvon Aavou, AieuBuvtpia AvBpwnivou Auvapikou Tng Cyprus Trading Corporation Plc, «10
2014 anopacioape va cUPBAAOUWE TNV KATANOAEUNON TNG au&avopevne avepyiag, Ki €10l auEncape Tov apiBud Twv
eknaideudpevwy, NpocAapBdvovtag 23 Management Trainees».

©eoudg Twv Management Trainees

Or Management Trainees kaAoUvTal HECA and TNV EKNAIDEUCN VA AMOKOWICOUY EUNEINIEG and GAO TO PACUA TWV EQYACIDV
Tou Opidou (epnopikn dleUBuvon, AOYIOUIKG CUCTAWATA, NWAACEIC, aAucida TpoPodoaiag, TEXVIKN eEUNNPETNON K.4.).
H exnaideuon yivetal pe dIAQopoug TPOMOUG: CUUMETOXN OTNV KABNUEPIVI OOUAEIG SIAPOPETIKWY TUNUATWY GANG Kal
QIAPOPETIKWV ETAIPEIDY Tou OPiAOU, CUPUETOXN OE ETAIPIKA projects kal napakoAoUuBnon cepivapiwv eviog Kal EKTOG TG
Eraipeiag. Me 10 népag Tng exknaideucng, ol Management Trainees avaAauBAvouv pid cUyKekpIuévn Béon otov OuiAo,
oUNGpWVA LE Ta NPOocOVTa Kal TNV £Qyaciakn Toug anddoon.

Epneipieg Twv Management Trainees

And TNV NPWTN PEPA Nou yivape KoupaT Tou Opidou ZIaKOAQ, €iaoTe OEKTEG YWWDOEWV KAl EUNEINIOV. AUTO EMITUYXAVETAI
pEoa and eUNAOKN OTIC KABNUEPIVEG EPYACIEC OAG KAl TN CUPWETOXA OTNV EKNOGVNON Projects oe CUVEPYAGCIa UE GTEAEXN
NG ekdoToTe eTalpeiag. MapdMnAa pe Tn diadikacia eknaideuonc, NEAyPATONOIOUUE CUVAVTAGCEIC JE TO ATOUO Mou
napakoAouBei TNV Npdodo pac, Tov Coach. Mpdkerrar yia pia diadikacia avdntugng, 6nou AapRdavoups kabodrynon yia va
NETUXOUE NPOOWIKOUG Kal ENAyYEAUATIKOUG 0TOXoUC. To npdypaupa eknaideucng eival SIaUopPPWUEVO [IE TPOMO Nou va
ONUIOUPYNOEI TOUG OWOTOUG ENAYYEAUATIEG, 01 onoiol DIaBETOUV TOOO TIG YVWOEIG GCO Kal TIC OEEIOTNTEC YIa VA UNooTnpiEouv
VEUPOAYIKOUC TopElg Tou Ouidou.

MoTelw NwG ol 6TOXO0I TOU NPOYPAUWATOG, ONWG aAuTol TEBNKaV MEIV TNV €VapEn Tou, EXouv ENITEUXOET o peydAo Babuo.
H diadikaoia eknaideuong anoTteAei To BeENO TN ENAyYEAUATIKAG Wag nopeiag evrdg Tou Opidou. Edv npocAapBavopouy
and TNV apxn yia €va CUYKEKPIUEVO POAO Kal OeV €ixa nepdoel and dIAPopa TUAUATA Kal ETAIPEEG, Ba rnTav dUCKOAO va




aviIAN@BOWw €I BABOG Tov KUKAO €pyaciwy, aAA Kal TIC NPOKANCEIC Nou avTieTwniCouv ol kAToxol KABe Beong. Méoa
and Tnv evaAhayn auth pabaivw, Napatnp® Kal eionyoupal, avanTiooovTag NEPAITEQW MOAUTIMES IDIGTNTEG ONWG M.X. O
EUNOPIKOC NpocavaToAioude. Katavow TNy aMnAeEGPTNON Twv IaPOpWY TUNPATWY KAl TNV CUVEICPOPG TOU KaBevog oTO
TENKO anoTéAeopa. Oco NeEPVAE! 0 Kalpog, Palelw Ta KOUWATIA Kal CUPNANPWVW To puzzle, Tn opaipikn, dnAadn, eikbva TNg
EUMNOPIKNG Pag dpAcTNPIGTNTAG.

MapaBetw Adyia GAwV CUVASEAPWY, Ol omnoiol NepIypApouy Tn dIKA Toug eunelpia we Management Trainees otov OuiAo
Etaipeiwv Ziakoha.

Z1éNM0G Mouooupog: O Ouinog 2IokOAa pag €dwoe TNV euKaipia péow Tou npoypdupatog Management Trainees va
eknaideuTouue oe dIAPopeg ETaipeieq Tou OUiNou Kal va CUYKEVTPWOOUWE EUNEIRIEQ Kal OeEIGTNTEC and éva eupyU pAoua
dpacTnploThTWY. MEow Tou NPOoYPAUATOG Kal TNG KABodNyNoNG NMou TUYXAVOUE, ag SIVETAI N EUKAIRIA va aVTILETWNICOUPE
IAPOPES MPOKANCEIC Kal va BAAoupe o€ NPGEN TIC BEWPNTIKES YVWOEIG NMOU ANOKTACAWE OTO NAVEMIOTAWIO. H eunAokn
OTO NPEOYPAPKA aVOTATWY OTEAEXWY Tou OuiAoU Kal 0 ENAYYEAUATIKOG TPOMOG E TOV 0noio dlEKNEPAINONKE N diadikacia
NpocANPewv deixvel TN Baputnta nou divel n dioiknon Tou Opidou 6TN cwoTA oTEAEXWON Twv ETalpeidv. ©a nepiéypapa 1o
NPOYPAUPA wg €va TaxupuBpo deUTEPO NTUXIO.

MiciéN MaocouUpa: O Beopdg Twv Management Trainees enimpénel o€ veapoUs eNAyYEAIATIEG va EEKIVACOUV TNV KAPIEPQO
TOUG OTO PEYAAUTEPO EUMOPIKO 0PYAVIOUO TNC XWPEAG, VA YVWPICOUV VEOUG avOPWNOUG KAl VA JETAPEPOUY TIC OKADNUATKES
TOUG YVWOEIG OTO XWPO €pyaciag. Bewpw OTI N euneipia auth e Borbnoe va avanTtuEw TIG IKavOTNTEG JOU PECW ToU
ouoThuaToc rotation, pe To onoio eixa Tnv eukaipia va epyacTw o€ didgopecg ETaipeiec Tou Ouidou.

Avdpéag XpioTodoulidng: Me 10 Beoud Twv Management Trainees divetal n duvardTNTa GE VEOUG MTUXIOUXOUG va
EPapPOOoUY KAl avanTUEOUV TIG TEXVIKEG KAl MVEUPATIKEG TOUC IKAvOTNTEG. To rotational training pac enimpénel va yvwpicouue
TG eTaIpEieg Tou Opilou XZIakOAd, ToU PeYAAUTEPOU £UNopikoU opyaviouou otny Kunpo, kal péoa and autn Tnv euneipia va
QavayvwPICOUPE TIC ENAYYEAUATIKES PAG MPOTIMNCEIC. To NPOYPAUUA WA NPOCPEPE! €va EQIPETIKO MAEOVEKTNUA KABWS
Jag enmpénel va doupe oTnv NPdgn Ta dIApopa EMIXEIPNUATIKA UOVTEAT, VA KTIGOUPE To OIKO Pag OikTUo enapwy Yéca and
TNV €pyaocia, KAl va anoKTACOULE [ia eUpUTEPN EIkOVA TNG ayopds. O cUPBOUAEG kKal n BoriBeia and To Tunua AvBpwnivou
Auvapikou, KaBwe Kal To KaAd SopNPEVO MEOYPAUUA TWY ATOUIKWY Kal OUAdIKWY projects, pag eMmpénouy va anodeiEoupe
HMECW TNG CUVEIOPOPAC Kal TN ONPIOUPYIKOTNTAG HJAG TO €NMEDO TwV IKAVOTATWY Pag. H euneipia, kaBwe Kal o1 YVWOEIC Nou
anokoiCoupe pnopouy va BewpnBouy To dlIaRaThPIO PAG OE JIa ENITUXNUEVN KAPIEPQA.
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HR confessions and stories

We asked our members to share with us (anonymously) interesting and funny real life
stories from their recruitment experiences (both as hiring managers or candidates
themselves). Here are some of their confessions:

| had applied for an administrator position and the job in-
terview was held at the MD’s house which also served
as the company’s temporary offices. (The Company was
working temporarily from his home as they had not set
up yet). He asked me to go upstairs (to his office) for the
interview. After half an hour into the interview he told me |
got the job as his Personnel and Administration Manager
for their head office to help him set up the company, and
recruit staff for all their offices within Cyprus. As it turns
out he felt | was over qualified for the administrator’s job.

Moral of the story: not all upstairs invites are bad ?7??!!l

LY

The following is a hiring incident that happened to me as
the HR Manager about 14 years ago while working for
an established multinational with best practices in place.
Management candidates had to go through an Assessment
Centre whereby they were evaluated in solo and group
exercises for a whole day by a number of trained asses-
sors against very specific globally-aligned competen-
cies. The company's policy was to respectfully provide
extensive verbal feedback to all the participating candi-
dates (successful or not). This one particular candidate
who proved to be overconfident was very polite when |
gave him the detailed feedback (which | had to sugar-coat
somewhat to not make it sound that we really didn't like
his attitude during the Assessment Centre). He did say
he did not agree with our criteria but | explained to him
that these were the global criteria used by all the group's
companies around the world.

A week later he dropped me an email as long as an essay
where he told me that he believed that we did not know
what we are doing and he continued to write in detail the
kind of criteria he thought were the correct ones and why
he was the best candidate for the job! Needless to say that
| did not find it appropriate to continue the dialogue with
someone who clearly could not take constructive criticism.

R M B

Many years ago | interviewed for a position within a ma-
jor banking organisation. It was evident from the first
moment that the position was already promised to a
specific candidate. (I am not saying this out of bitterness
but the individual who was eventually hired was allowed
to sit the exam after he arrived more than half an hour
late AND was caught cheating on the math exam the
very same day, yet was not disqualified!)

At the final interview, one of the interviewers was trying
to find an excuse to exclude me as a potential candidate
by insisting that | was overqualified for the position. | tried
to explain politely that my credentials and qualifications
were known to the bank from the moment | applied, yet
| was allowed to proceed until the very last stage of the
interviewing process, let alone the fact that it was my
postgraduate degree that qualified me to apply in the
first place. The interviewer insisted | was overqualified in
which case | asked him in justified frustration:

“Sir, if you were pregnant who would you rather help you
give birth for the same cost; a midwife or an obstetrician?”

“Why, an obstetrician of course” he replied.

“Obviously the obstetricianis overqualified!” | said, and then
| got up, thanked them for their time and left the room.

12 years ago whilst working for a recruitment agency,
| received the following job application form. All the
fields of the form were filled out and the candidate
was verified in person. The applicant was deadly seri-
ous about his needs:

Name: X

Age: 35

Marital Status: Average to Bad

Sex: 2-3 times a week

Qualifications: Bachelor in Business Administration,
Master in Business Administration (MBA)

Position applying for: Any position related to my
studies as long as the company you will recommend
is close to Y Street in order to eat lunch at my mum’s
house and not at my wife’s.

c) 2
N 2

Do you or someone you know have an unforgettable (and
true) HR moment you would like to share anonymously
with our readers? We’d love to read it so please send us
your HR life stories at info@cyhrma.org.




Size doesn’t matter:
How small countries lead the
way on Talent Competitiveness

by Paul Evans & Martina Mettgenberg Lemiére
(INSEAD, Fontainebleau and Singapore)

Talent is critical for companies’ performance and nations’ development. The Global Talent Competitiveness
Index (GTCI) is a new diagnostic developed by the global school INSEAD in partnership with Singapore’s
Human Capital Leadership Institute and the leading multinational HR solutions provider, Adecco. It assesses
critical factors to enable, grow, attract and retain talent and also measures the output of vocational and
global knowledge skills of 103 countries. Cyprus occupies the 33rd position. Professor Paul Evans and Dr
Martina Mettgenberg Lemiéere share what talent competitiveness means, what are success strategies of the
world leaders, and how Cyprus can learn from these talent competitive powerhouses.

What does it mean to be talent competitive? For companies, annual reports and profit and loss statements are indications of their
success or failure. Nations can estimate their success through GDP, though GDP has been increasingly under fire for its failure to
measure broader well-being. If a nation is not well endowed with natural resources such as oil and minerals (that typically only offer
temporary well-being, often focused on an oligopalistic few), what produces GDP and well-being if not people? The Global Talent
Competitiveness Index is a diagnostic measure that explicitly connects talent with national competitiveness (see Box 1, outlining
the conceptual model).

The conceptual model for Talent Competitiveness

The GTCI’'s 48 variables are clustered

into 6 pillars: Enablers, Grow, Attract
Global Talent Competitiveness Index (GTC!) and Retain as well as Labour/Vocational

and Global Knowledge Skills.

The enablers are government and busi-

ness policies and practices —
the regulatory, business and market
landscape — that are crucial to facilitate

talent. In terms of attraction, external

and internal openness are important
m factors (internally closed economies do
not tap into the potential talent pool,

closing the doors to women,

Regulatory Extemal Formal S Employable Higher Skis and immigrants, and those who are born

Landscape Openness Education Skills Competencies with less privileged backgrounds).
Formal education is the obvious aspect
of growing talent, but equally important

Market Intemal Lifelong TR Labour Talent .

Landscape Openness Leaming L Productivity Impact Inanage of constant Change and
innovation are access to lifelong learing
and to challenging growth opportunities.

Business Access to Growth And one of the laws of human capital

i D Box 1 theory is that talent will move to more at-

tractive environments if there is not

attention to the lifestyle and sustainability
factors of retention. This is more

and more obvious in our increasingly

globalized world.

On the output side, two kinds of talent are relevant on a national level: on the one hand,
the technical and vocational skills, and on the other Global Knowledge Skills
that are associated with management, innovation and leadership. Both are assessed
by the quantity of employable and higher skills/competencies respectively as well as
labour productivity and talent/innovation impact.
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Take alook at the Top 20 in the world on Talent Competitiveness, shown in
The GTCl's Top 20 Box 2. Dominated by European countries, there are two points to make that
are relevant to Cyprus. The first is that these are all high-income countries,
among the highest in the world aside from oil and resource rich nations.
In fact, the first medium-income country Montenegro appears at Rank 26.
3 - Denmark 13 - Belgium There is a clear relationship between talent competitiveness and national
4 - Sweden 14 - Austria income. Indeed the relationship between GDP per capitaand talent competi-
5 - Luxembourg 15 - Australia tivenessis shownin Box 3. Atlow levels ofincome per capita, the relationship
6 - Netherlands 16 - Germany between GDP and talent competitiveness is significant but modgrate - i.t is
7 - United Kingdom 17 - New Zealand above all low gosts and natural resclaurceslthat help geta deyelopmg nation

. onto the start line to growth, combined with entrepreneurship. But among
8 - Finland 18 - Ireland the richer countries, the line gets steeper and steeper.Growth among high
9 - United States 19 - United Arab Emirates income countries is clearly dependent on innovation, leadership and high
10 - Iceland 20 - France level technical as well as managerial skill — in other words on talent.

1 - Switzerland 11 - Canada
2 - Singapore 12 - Norway

Box 2

GTCI Scores vs Gross Domestic Product per Capita for 103 countries (Cyprus highlighted)

T

GTCl score

404

Bttres ses ty popUaton

In (GDP per capita i PPPS)

Note GOF per taptia n PPPS s driren hom imematons Monetary Fund, Wk Econoese Ouliooh and populston Sats pesresentied by The bubibies) is o Unded hatons, Word Population Prospects. The 2012 Revaon. The bend bne 5 8 polyromsal Segree of tes (1740 164)

Bubbles sized by population.
For the original graphic, visit http://Global-indices.insead.edu/gtci/documents/gcti-report.pdf (pages 24-25).

Second, the top three nations and a majority of the top 20 are all small countries — just like Cyprus. The top three - Switzerland, Singapore
and Denmark — are countries that have long recognized that they have no other resources except for their people. National policies have
historically been oriented around attracting, developing and retaining talent, anchored in close partnership between the government and
business communities that in the case of Switzerland and Denmark have historical roots that go back a century in time, while obviously only
50 years in the case of Singapore.

The top three nations head the global ranking because they pursue all angles of talent competitiveness in a balanced way — careful govern-
ment policies that ensure open competition and reasonable labour market flexibility; attraction of talent both from abroad and internally, with
open talent markets so that women and immigrants can have access to opportunity; developing talent through education and experience;



retention of talent since otherwise the best will leave for opportunities elsewhere. In our model, these
are the levers of talent competitiveness, the parameters that a country can employ to increase both the
opportunities for people and their nation’s economic growth: enabling, attracting, growing and retaining.

Switzerland’s advantage next to tourism is its strong financial industry as well as craftsmanship in precision
engineering such as watches. Singapore has managed to lift its population out of poverty in less than 50
years through a strict roadmap focusing on education and advancement. Initially national policies empha-
sized low costs, then technical skills. More recently, the educational system was reformed to introduce
more choice and the creative thinking that is necessary for innovation. The world’s best universities were
invited to set up Asian satellites in sectors from the biosciences to management, including our own busi-
ness school INSEAD. Today Singapore is a leader and trailblazer in Asia, enjoying one of the highest levels
of economic prosperity in the world. Among the Scandinavian countries that all are in the top 10, Denmark
is a small country with a strong culture of meritocracy. Its policies of “flexicurity”, balancing the freedom of
enterprises to hire-and-fire with social support for workers on the dole, are a model for labour market reform
in much of the rest of Europe. All three countries (and all of the top 10) have a healthy balance between
strong technical and vocational skills and what the World Economic Forum calls “global knowledge skills”,
the managerial and creative skills associated with innovation and entrepreneurship.

What about Cyprus at #33?

Let us examine Cyprus’s rank of 33 in that light and see what Cypriots can leam about the path to success
from these leaders in talent competitiveness. Cyprus ranks consistently in the 30s on the seven pillars of
the Index, slightly behind the average for the high-income nations of the world.

Cyprus scores best on growing or developing talent, stronger than its position on attraction of talent from
abroad (which is a major focus of many countries concerned with recruiting the best and brightest from
the global market place). Its strong position on growing talent can be attributed to formal education, where
Cyprus is particularly attractive to foreign students (here Cyprus’ 1st place positions it on a par with the
GTCI leader Singapore) but with a lower performance on access to growth opportunities and lifelong
learning. As Cypriots know well, many top students go abroad to the UK and elsewhere for part of their
education, but they are not necessarily attracted back to the island.

Why? Whereas leading countries like Singapore, Denmark and Switzerland strive to enable innovative
and entrepreneurial talent through sturdy regulatory policies, easy business and vibrant market land-
scapes, the Cypriot business and political landscape constitutes a major challenge for the nation. The
key indicator here is reliance on professional management, where Cyprus rates #91, near the bottom of
the scale of 103 countries, alongside countries such as Bolivia, Ethiopia, and Bangladesh and Mali and
Algeria. In the view of informed executives, those who hold senior management positions in Cyprus are
more usually “friends and relatives regardless of merit” rather than professional managers chosen for
merit and qualifications.

The reasons are well known to Cypriots — a heritage of patronage in the political system, a tradition of
appointing relatives and friends to business management posts rather than competent entrepreneurs
who will grow the business. This contrasts with our other three top GTCI nations, where meritocracy is
far more clearly anchored in the culture.

This is clearly the biggest challenge for Cyprus, and without progress on this front it will
in all likelihood prove to be difficult to attract entrepreneurial Cypriot expatriates back to
the nation, to keep the best of those students who study locally, and to profit from the
opportunities that Cyprus has in the near Middle East.

A related problem is that Cyprus needs to fight against the small firm culture where top managers take
all decisions, delegating little authority to others. The research of Paul Evans convinced him that people
grow above all through challenge (together with the necessary coaching and training to avoid making
mistakes). Yet Cypriots are clearly less willing than our top nations to delegate authority and challenge.
Cyprus at #56 on willingness to delegate authority is one of the poorest scoring nations in Europe, on
the same level as China and India. In contrast, our top 3 nations of Switzerland, Singapore and Denmark
are all at the head of the pack in providing challenge through delegation of authority — despite a predomi-
nance of small enterprises as in Cyprus.

There is a Spanish saying in Latin America that says that if you want to get ahead in life, find a big tree to
sit under. There is a parallel Scandinavian aphorism: “Strong plants don’t grow under big trees”. Guess
which region scores best on both talent competitiveness as well as economic prosperity?

Crisis is a Time of Opportunity

The banking crisis has hit Cyprus hard. But the Chinese symbol for crisis has two sides to it, one signifying
the difficulties of crisis and the other the opportunities that it presents for change. Crisis is a time of
opportunity for the necessary changes in the Cypriot landscape, bringing more meritocracy
into the system. One of the strategic roles of human resource management is to fight for this.

The strength of smaller countries is that they can be more nimble, as the examples of the global top
three show. For Cyprus, there may be grounds for optimism as it emerges from the banking crisis — if it
confronts its own cultural roadblocks.

Paul Evans is the Shell Chaired
Professor of Human Resources
and Organizational Development
Emeritus and Emeritus Profes-
sor of Organizational Behavior at
INSEAD. He is Academic Dir
ector of INSEAD’s Global Talent
Competitiveness Index.  With his
many books on leadership and
HRM, he is described in the press
as one of the world’s most influen-
tial people in the field of international
human  resource  management,
joining in 2013 the UK list of Most
Influential Thinkers in HR. His PhD
in Management and Organizational
Psychology is from the Sloan School
at M.L.T., and he has an MBA from
INSEAD, graduating in law from Cam-
bridge University.

Martina ~ Mettgenberg ~ Lemiere
is the Lead Researcher of the
Global Talent Competitiveness
Index (GTCI) in Singapore. She leads
the team in terms of the data analy-
sis, project delivery and stakeholder
collaboration since the GTCI’s incep-
tion in August 2012. She has a PhD
from Manchester Business School
and over 7 years of work experience
in business research and consulting
focusing on financial services and hu-
man capital. Dr Mettgenberg Lemi-
ere brings expertise on human capi-
tal/talent, financial services to her
current role and is passionate about
emerging markets, impact investing
and social entrepreneurship. Next
to her PhD, she holds an MSc in
Anthropological Research Methods
from the University of Sussex and a
BA (Hons) Comparative Religions and
Social Anthropology from the University
of Manchester.




Group Project:
Issues and solutions of deviant behaviour
In professional services environment

Submitted by: Submitted to:
Agathangelos Mytillos Dr. Eleni Stavrou-Costea
Elena Kazamia Associate Professor
Tatijana Nekazakova University of Cyprus

Yana Raevskaya

Academic and professional publications on deviant behaviour

Deviant behaviour in the workplace is a very hot topic for organizations of any kind and it has been broadly analysed
in academic and professional research and studies. Deviance can have both positive and negative impact on the
organizations, but this report is focused on the problem of negative deviant behaviour, thus the deviant behaviour is
defined as “voluntary behaviour that violates significant organizational norms and in so doing threatens the wellbeing of
an organization, its members, or both. (Kidwell, Kochanowski, 2005).

The four types of workplace deviance are as follows: The factors contributing to deviant workplace behaviour could be
grouped into three major categories:

Production deviance: violation of organizational norms on quality

and quantity of work to be done; 1) Individual, which include factors affecting individuals’ behaviours
¢ Political deviance: social interaction with others which negatively such as character and personal values, demographics (sex, age, social
affects their status, productivity or psychological wellbeing; status, and religion), education and training, etc.
* Property deviance: unauthorized manipulation or damage of
company’s property or assets; 2) Organizational, which include factors defining organizational
* Personal aggression: aggressive or hostile behaviour environment such as industry and relevant regulations, exposed and
towards others. imposed culture, ethical standards and values, organizational size,

structure and hierarchy, risk management and internal control activities,
The relevant examples are presented in the figure below. (Robinson  job structures and characteristics, reward policies and decision-making
and Bennett, 1995) algorithms, employee integration and turnover etc.

ORGANIZATIONAL

Production deviance Property deviance

*|eaving early * Sabotaging equipment

* Taking excessive breaks * Accepting kickbacks

* Intentionally working slow * Stealing from company

*Lying about hours worked *\Wasting resources
MINOR SERIOUS

Political deviance Personal aggression

* Showing favouritism * Sexual harassment

* Gossiping about co-workers *Verbal abuse

*Blaming co-workers * Stealing from co-workers

* Competing non beneficially * Endangering co-workers

PERSONAL

Figure 1. Typology of deviant workplace behaviour (Robinson and Bennett, 1995)




3) Situational, which encompass all the rest uncontrollable neither by
individual nor by organization factors, such as force majeure situations,
changes in work scope or deadlines due to suppliers, subcontractors
or customers, changes in the poalitical, social or economic environment
due to crisis or conflicts, etc.

In order to minimize deviant and counterproductive behaviour the
organizations should understand the exact reasons behind it and
use specifically designed solutions for minimization and elimination of
these reasons in order to reduce it. Besides, the employees’ behaviour
is congenitally multiple, and requires theoretical as well as empirical
consideration (Wilkerson, 2008) for decision making and problem solving.

Through scanning of the academic and professional research reports
and studies, the following general steps were recommended in order to
prevent and/or reduce workplace deviant behaviour:

1) Define and promote an ethical organizational culture
Organizations must define a clear and comprehensive ethical framework
aligned with their business strategy. This should be based on the
analysis of what kinds of behaviours could adversely affect achieving
organizational goals and each one of the potential reasons should be
addressed with the set of rules and policies constraining and guiding the
employees in a way favourable to the company. Moreover the ethical
framework must be communicated via different channels (electronically,
documentary or personally) to all the levels of employees so they receive
clues about the behaviours that are expected from them. By making
people aware of what is right and what is wrong in the context of the
organization, the company makes the big step towards engaging them
in the behaviours which are in its favour.

2) Promote procedural transparency and justice

People, more specifically employees in this context, want to
understand the substance behind decisions affecting them and they
need evidence of fair justice because all these provide signals about
the extent to which they are respected by organizational authorities
and their standing within groups. It has been found, that when
procedural transparency and justice are low, employees are more likely
to engage in deviant behaviour as they seek for “revenge”, which could
be expressed through not doing any work or doing it at a low quality,
or through spreading adverse attitude to the company as a whole or to
specific co-workers. (Jones, 2009).

Thus itis important to provide the employees with as much information
and feedback as possible to help them understand the actions of the
organization/individuals affecting them directly or indirectly. Two-way
dialogue should be established in order for the organization to be aware
of the employees’ opinion and judgement, and for the employees —
about the company’s.

3) Communicate consequences of deviant behaviour

[t usually helps to minimize the risk of deviance behaviour, if the
employees recognize and understand what the outcomes of their
deviant behaviour are, and how it will affect them in the course of
time. Therefore the organization should make employees aware of the
costs associated with all kinds of deviance, and how these types of
indiscretion chip away at organizations’ profits as well as some of the
employees’ benefits. (Litzky, 2006).

4) Ethical Leadership

According to the social information processing approach, individuals
use information from their immediate social environment to interpret
events, develop appropriate attitudes, and understand expectations
concerning their behaviour and its consequences. Moreover, if
individuals work in the environment that includes others who serve as
a role model (for instance, management team or direct supervisor) for
deviant behaviour, these individuals are more likely themselves to get
engaged in such behaviour. (Robinson, 1998).

Thus leaders/managers at all levels of the organization have to
take responsibility for shaping work group dynamics and focus on
developing a positive ethical climate. They need to model ethical
behaviour and take a firm stance against deviant behaviour if they
expect the same from their employees. When they set an example by
behaving ethically, the employees are much less likely to feel tempted
or pressured to engage in deviant acts. (Litzky, 2006).

5) Toxic handlers

Toxic handlers are the individuals within the organization, who should
identify deviant behaviour in the workplace, investigate the reason and
take actions (together with organizational leaders/managers)to prevent
its occurrence in the future (Appelbaum, 2005). Any employee should
be able to become a toxic handler regardless of their position and the
organization must make sure this is the case. Deviant behaviour could
occur to anyone, anytime and anywhere, thus all employees should be
trained and empowered to deal with such cases if they face them at
their workplace. Such approach ensures maximization of the coverage
of all the employees and their actions and thus it leaves less space for
employees to engage in deviant behaviour because they know it could
be discovered and addressed accordingly.

6) Build psychological contracts within the team

The psychological contract is a form of commitment which can be
built between co-workers and/or team members. This commitment is
based on mutual trust, respect, support and recognition. Employees
which feel untrusted, or treated with no respect or equality, are not
appreciated nor recognized, are more likely to get engaged in deviant
behaviour as they are not committed to their job and are misaligned
with organizational goals. But the situation changes for the better
when the management team build trusting psychological contracts
where everyone has equal rights for being treated with dignity and
respect, everyone’s efforts are recognized and rewarded, everyone
gets support and feedback when needed. Further, employees who
engage in positive relationships with their supervisor are expected to
react harsher to a violation of trust, than the employees who do not
have a trusting relationship in the first place. It is thus imperative that
the organization takes care of equal distribution of trusting relationships
and psychological contracts.

7) Design and implement internal control activities and individual
performance monitoring

Internal control activities play the two main roles in the organization:
preventing and detecting errors or intentional deviant activities (usually
called fraudulent). The main limitation of internal controls: they are
effective when it comes to measurable or “tangible” deviances (e.g.
theft, financial data manipulations, falsification of the documents,
unauthorized access to confidential information, etc.), but they cannot
deal with highly interpersonal “intangible” issues (e.g. fair treatment and
respect, whistle-blowing and badmouthing, etc). Besides, the internal
control systems are broadly used by organizations in order to assure
that employees do not engage in deviant activities or at least to reduce
the occurrence of those activities.

Organizations should also develop individual performance monitoring,
as it can deter employees’ deviant behaviour by providing explicit
evidence that it is not accepted and tolerated by the organization
(Smithikrai, 2008). But there is one thing the organizations should be
careful with. The performance monitoring could be perceived by some
employees as an act of abusive supervision. Abused subordinates
believe that their employer cares little about their well-being and are
unlikely to identify with or develop a sense of attachment to their
organization (Tepper, 2008). Therefore, a balanced approach should
be followed.

The above solutions list to the problem of deviant behaviour at the
workplace represent the general principles of addressing individual
and organizational factors causing it. There is no unified prescription
for the companies to address this issue and so organizations should
take the sense of general principles and adapt them to the specific
circumstances they are dealing with to find ways to eliminate or reduce
deviant behaviours they are faced with.

| — ]
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Me nAfipn enituxia npayuaTonoinBnke @eTog To ETNoio Zuvedpio Tou
Kunpiakou Zuvdgopou Aieubuvong AvBpwnivou AuvapikoU (KUZUAAA).
To Zuvédpio éAaBe xwpa oTig 18 louviou 2014 010 CUVEDPIOKS KEVTPO
«Doevia» otn Aeukwoia. To QeTIVO ZUVEDPIO EEXWPICE IBIaITERA AOYW
Tou OTI ATAV KAIVOTOWO, NPWTOTUMO Kal dIadpacTIKO, AAANG Kal AOYw Twv
EEVWV OPIANTWV KAl IPOCKEKANUEVWY TOU.

JUUMETEXOVTEG, HEAN TOU ZUVOECHOU OANA Kal Un, and OAeQ TIG NOAEIG
g Kunpou, Eekivnoav TNV NPOCEAEUCN TOUG GTOV XWPO TOU X UVEDPIOU
and 1ig 08:15 dnou Kai yivovtav ol eyypapES 01 OMnoieC KUANGAV OUAAQ.

["Upw oTig 09:00 kal apoU Palelutnkay oxeddV OAOI Ol CUMETEXOVTEC,
TOo 2UveEdplo &ekivnoe e KaAwooOpiopa and Tov [Mpbdedpo Tou
Y uvedpiou kai [MpappaTéa Tou AloiknTikoU 2 upBouliou Ko. Mavayidtn
©pacupBouiou, 0 onoiog Pe 1IBIaITEPO evBoUsIaoud EKave Wia YevIKN
€10aYWYN yia ToV ZUVOECHO Kal TO ZUVEDPIO. AKOAOUBNGE XAIPETIOUOG
and Tov Mpbdedpo Tou AloiknTikou ZupBouliou Ko. Mwpyo MavteAidn, o
onoiog eniong KAAWCOPIOE TOUC CUUIIETEXOVTEG KAl TOUG EUXAPICTNCE
IO TNV NaPOUsia Toug o€ auTtd TO CNUAVTIKO Yia TOV ZUVOECHO YEYOVOG.

O lMpbdedpog énerma, kAAeoe oTo Prua Tov Ko Avdopéa AocoiwTtn
eknpéowno TG YnoupyoU Epyaociag, Mpdvoiag kar Kovwvikwy
Acpaiicewv Kag. Zétag Aiphiavidou o onoiog, péoa and uia cuvTopun
AM\G NEPIEKTIKA OINIQ, PIANGE yia Tov POAO NOU KCAEITal va avaAdBel
onpepa 1o Mpageio Epyaciag kai TG NPAKTIKES TIG OMNOIEC EPAPPOLE
KaBWG Kal TIG DIAPOPES NPOKANCEIG NOU AVTILETWICEL.

O npwtog KUpIOG OWIANTAG Tou Xuvedpiou ntav o Ap. Stevan
Rolls, Enikepahic Ttou Turipatog AvBpwnivou Auvapikou tng De-
loitte Hvwpévou Baolkeiou. O Ap. Stevan Rolls pidnce yia 10 nwg
ol avaduobpeveg TACEIG oTny ayopd €pyaciag, oTnv OIKOVoWia Kal
oTIc NPAKTIKEG AleUBuvong AvBpwnivou AuvapikoU ennpedlouy Tn
dnuioupyia kal avantugn otpatnyikwv AvBpwnivou Auvapikod GToug
opyaviopoug, kKabwg n naykoopia olkovouia eEEpxetal and Tnv
Upeon. MpdopePE GTO AKPOATAPIO TIG DIKEG TOU MEAKTIKES EUMEINIEC
divovTag eniong kal kdnola napadeiyuarta, Ta ornoia o d1og Epapuolel
OTO XWPO €pyaciag Tou. AvapEéPBnKeE oTnv TAoN Mou UNApPXel via
Outsourcing kal NMoIEG XWPEG BewpouvTal NMAEOV «UPNAOU KOOTOUG»,
onwe yia napddelyua n Ivoia, KaBwe Kai yia To Nndco onPavTikd gival
va dnIoupyoUVTal KAl va Undpxouv NyETeq oe OAa Ta enineda Tng
IEpOPXiaC oe évav uyin opyaviopd (dnuioupyia nyetwv o OAa Ta

enineda). AVEPePE akoun T dev Bewpel NAEOV avaykaio va undpxouv
Babuoloyikeég KAiUakeg agloAdynong Tng anddoong (Performance
Management Ratings). ©a pnopouce va divetal évag npoUnoAoyiouds
otoug OIEUBUVTEG Twv TUNUATWY Tov oroio ol idlol Ba Katavéuouv
OTO TUrKA TOUG, OUPPWVA PE TNV JIKA TOUG KPion aAAG KAl HECW TwV
eTAoIwV aglohoynoewy. ZUUPWVa e autég, Ba npénel va yivovral ol
avaBewpnoelg LIoBwv kal va divovtal avéioywe Ta Bonus. Me autdv
TOVTPOMNO, TO TUNUA AvBpWivou AuvapikoU eCTIAZETAI NEPIOCOTEQO OTIG
avBpWNIVEG OXETEIG Kal eV eival MAEOV €va TUNUA TO OMOI0 AKOAOUBE!
Kal eQapuolel povo dladikacieg. To va divetal eniong eueNi&ia oTo
npoownikd ival NoAU onpavTikd. Edwoe wg napddelyua 6T, oto dIKO
TOU opyaviopd unopei onolocdnnoTte epyalouevog va ¢ntioel Gdeia
dveu anohaBwv yia TECCEPIC (4) ouvexOueVES eRDOUAdES XwPIG va
npénel va Owoel kanola armoAoyia. MNMapouciace eniong 1o POVTEAO
«Agile Working Map», To onoio napopoiace pe 1o x&ptn Tou MeTpd Tou
Novdivou, 6nou napouciAZovTal KANOIEC KATEUBUVTAPIES YPAUUES OTa
npoRAnuaTa Ta onoia Pnopei va napouciacTolv Katd T diadikacia TG
dnuioupyiag kai avantuéng otpatnyikwy AvBpwnivou Auvapikou. Me

ONa auTd eine NWS PUNopEel KANoIog va KAvel éva PeyaAo opyaviopd va
PaiveTal PIKPOG Kal autd ENITUYXAVETAI KUPIWG PECW Twv avBpwnivwy
OXEOEWV.

MeTd To Népag TNG opINiag akoAoUBNGoE N NPWTN cuvedpia eue&iag Ue
Yoga ypageiou. H ka. Eheva KwvotavTividou, Business and Person-
al Results Coach, Coach Me 2 Excellence kai Operations Manager
Dias Group, WIANGE vyia To Nwg N idia Exel CUVOECE! TNV KAAR wn Kal
€Uelia wg WEPOG TOu TUNuaTog AvBpwnivou AuvapikoU kal Borénce
TOUG OUMPETEXOVTEC VA XAACPWOOUV PUECW KAMOIWY AokKNoEwY Yoga
ol onoieg, ONWG aveépepe, eival ocnuavTiko va yivovTal Kal oTo ypapeio
Katd Tnv wpa epyaociac. EEAynoe nwg éxovrag kabapd PUaAd, O KABe
€pyaloUEVOG WUNOPES va Vivel Nio Napaywyikdg Kal anodoTikog otV
epyaocia Tou. Ol CUPUETEXOVTEG XOAIPWOAV Kal JIAoKEDACAV [E TO
OUYKEKPIPEVO PEPOC TOU ZUVEDPIOU.

NeUTEPOG KUPIOG OUIANTAG TOU cuvedpiou rTav kog. Simon James Day,
Enikepaiic Avantuéne Hyeoiag kar 2xediwv Aladoxrig Tng Qatargas,
0 oroiog PIANGE yia To NWCS PNopoUpE va avanTtuEOULE Nyeaia Kai noia
efval N NpakTkrA dIAoTacN NouU NEENE! va akoAoubnBei. MNapouciace To
HOVTEAO aMayrg NMou o iB10g EPAPHOCE O dIGPOPOUG OPYAVICUOUG Kal
TO onoio nepapBdavel dwdeka (12) otddia nou odnyouv otV aAayn



(The Burke-Litwin Model), kabwg eniong Kai €va vEO POVTEAO yia T
JETPNON TNC ANodOTIKOTNTAC TNC ANGAO0NC PECW TWV KUKAWY anddoong
(Four Performance States Circles). AvapépBnke eniong oToug ToOrnoug
Slaxeipiong aAAG kal AIATAPNONG TwWV TAAEVTWY KAl 6TO NGCO CNUAVTIKO
OTOIXEIO €lval yIa TNV cUVEXN eNITUXIQ evOG 0PYAVICUOU, MG Kal KOBNKOV
K&BE NVETN va EEPeI NWG va DIaxXEIPIOTE! Ta OIKA TOU TAAEVTA.

To deUtepo PéPOC EUEEiaC apopoUce dITPOPIKES CUUBOUAES and Tnv
KAvikr Aiamodyo kai Aiatpo@oAdyo ka. Avrpia Xpiotodn. H ka. Xpiotopn
JOG NOPOUCIOcE KAMOIEQ MIKPEG KAl XPNOIUEG OUUBOUAEG TIC OMOIEQ
JNOPEl KANOIOG VA AKOAOUBNGEI OTO YPAPEID, oUTWS WOTE VA EXEl i
Ic0pEOMNNKEVN diIaTpodr NAoUoia o€ BPeNTIKG cUOTATIKA GANG KAl EVEQYEIQ.
E&rynce Tn onuocia Twv PIKOWY KAl CUXVEY YEUUATWV Kal TO NWG UNopEr
kAnolog va pnv Eepuyel and pia ioopponnugvn dIATPOPr aKOUN Kal KATW
and éva noAU BeBapniévo kal MEcTIKG NPOYPAUa Epyaciac.

Ol OUPUETEXOVTEG EMEITA XWPIOTNKAV OE TECOEPIG (4) OIAPOPETIKEG
opadeg avdloya pe TNV OIKA TOUG MPOTINCN KAl CUPUETEIXaV oTa
akOAouBa NapdMnAa epyacTripia:

1. H AidBuvon AvBpwnivou AuvauikoU npocbétel a&ia péow NG
xprionc cucTNUATWY PETPNONG (Metrics), Je GUVTOVIOTA TOV KO. ANUATEN
AnpnTpiou, AleuBuvwy ZUuBoulo, Deltasoft.

2. AnoTteAeopaTIKOTNTA AIEUBUVTIKWOV XTEAEXWYV, HUE Tov ko. KwoTa
Xénna, Mpoiotduevo Ynnpeoiag AvBpwnivou Auvapikou, TEMAK.

3. Métpa Arétntag. Ti akohouBei yia Tn AledBuvon AvBpwnivou
AuvapikoU; pe Tnv ka. Kpig Mabd, Aieubuvwy > UpBoulo, Let’s Talk!
Human Potential Ltd.

Deloitte.

¥ CONFERENCE
{\ CENTRE

4. Kaivotéuol TpoMnol EQapUoyng WIag 1I0XUpnig oTpaTnyikAg Kai
ueBodoAoyiag eknaideuong kal avanTuéng, e Tov ko. MixaAn Bipdptn,
Inspirational Coach & Author, MRV Simple Techniques Ltd.

‘ONOI Ol CUMPETEXOVTEG YVWPIZaV and MPONYOUMEVWG Ta BEUATA TwV
gpyaoTnpiwv Kal dnAwaoav ol idlol e nNold NBEAQV VA CUPUETACXOUY,
oUUpwVa HE TIC avAyKeS Kal Ta BéuaTa nou Toug evdiépepav. OAa Ta
€pyaoTipia €ixav IKavonoiNTIkG apiBud CUPLETEXOVTWY Kal Péoca and
auTd €ixav TNV eukalpia va cuNTAoOUV O PIKPOTEPEG OPIAdES BEuaTa
Ta onoia Toug apoPOUCAV.

To NPWTO PEPOG TOU XUVEDPIOU €KAEIOE €UXAPIOTA Kal EnETa
aKoAoUBNGCE eAApPU YEUUA YIA TOUG CUPWETEXOVTEG divovTag Kal TNV
eukalpia yia diktuwon. Mpiv TNV €vapén Tou deUTEPOU PEPOUG ANPONKE
eniong opadikn pwToypapia.

To undéoino Tou cuvedpiou Eekivnoe kal NAN pe To OEUTEPO PEPOG TWV
napdMNAwVY EpyacTnpiwy nou eixav Tnv €ENG Bepatoloyia:

1. EVaAOKTIKEG HOp@ES Napakivnong epyalopévwy UECW TNG NAPOXAC
JN OIKOVOUIKWY apoIBWV WE TNV Ka. XpuodvOn Aavou, AieuBuvtpia
AieuBuvong AvBpwnivou Auvapikou, Cyprus Trading Corporation Plc.

2. H eikdva kai TonoBétnon tng AieiBuvong AvBpwnivou Auvapikou
oToV €TAIPIKO XAPTN, WE TNV Ka. MdTa Toidkpn, Aemoupyd AvBpwnivou
Auvapikou, LGS Handling Ltd.

3. Kpoioor otnv Kpion — H onuacia Twv BeTIKWY cuvalobnudTwy oTo
XWPO €pyaciag o€ atopikd Kai enixelpnolakd eninedo, Pe Tov Ap.
Mix&An MaAavdkn, Human Resource Executive.

4. Alaxeipion NG dIAPOPETIKOTNTAG OTO XWPO €PYACIAG, WE TOV KO
NikdAa Avdpeou, Associate, Centre for Organisational Health and De-
velopment, UK.

Ta OeUtepa NAPAMNAG EQYACTAPIA EKAEICAV €MIONG WE  ENITUXIa
JE TOUC OUMHETEXOVTEC va Oivouv evepyd 1O Mnapdv Touc OTIC
oudnticelg, dleEdyovTag cupnePAopaTa Kal avTiaAAGooVTas NPAKTIKA
napadeiyuara.

2TN OUVEXEIQ, Ol CUPETEXOVTEC CUYKEVTPWONKAV EQVA OTNV KEVTPIKA
aiBouca Tou Zuvedpiou Kal Ol OKTW (8) CUVTOVICTEG / OUIANTEC TWV
€pyaoTnpiwv napouciacav Ta EUPNUATA KAl OUPNEPACUATA TOUG
Kal JoIPAoTNKAV TIG andYEIG TOUg e GAOUG TOUG NOPEUPICKOPEVOUG
HEOW EVOC anoAoyiopoU. AkoAoUuBnoav KANOIEG EPWTACEIG NMPOG TOUC
OUVTOVIOTEC MOU EiXAV APKETO EVOIAPEQOV.

TENOG, TO OUVEDPIO EKAEICE E MiO OUVaPNACTIKA OWINIA JE TITAO
«AkoAoubroTe Ta dvelpa oag!» and Tov ko ZTuNiavo Adunpou, o onoiog
eival 0 10putng Kal AviTepog EKTEAEOTIKOS ZUPBOUAOG TNG ETAIpEiag
Social Airways kaBwg eniong kal 2Xuv- 1Idputng Tng Heart Cyprus. H
OMINa Tou av Kal oUvTopn ATav NMoAU evBousInddNG Kal MEPIEKTIKA.
E&nynoe nwg o idlog &ekivnoe and 1o Pnd&v Kal Nwe aKoAoUBWVTag

Ta OVEIPA TOU, KATAPEPE OTNV NMOAU VEapr NAIKIa Twv HONIG 23 XpoVmV
Va EXEI EMITUXEI MOAG, €xovTag Ndn oT1o Bioypadikd Tou dUO JIKEG TOU
€TAIPEIEG 01 onoieg Tuyxdvouv dleBvoug avayvwpionc.

To ouvedplo ékAeioe divovtag BeTikd pnvUpaTa yia KaAn dwn, yia
TO NWG MNOPOULE va akoAouBoUpE Ta OVEIRA Pag GAA Kal NwG
Ol enayyeAuatieq otov Topéa AvBpwnivou AuvauikoU pnopolv va
eEeNixBolv péca and dIAPOPA UOVTEAQ Kal MPAKTIKEG. To XUVEDPIO
a&loAoynBnke pe NoAU BeTIkG oxONia TS0 GooV apopd OTNY 0pyavwon
TOU MG Kal TO NEPIEXOPEVO TWV OUINIV KAl EpYACTNPIWY TOU KABWS
Kal TNV NoIGTNTE TOU.

H Enmponn Zuvedpiou kal To AIOIKNTIKO X UUBOUANIO EUXARICTOUV OGAOUG
TOUG MAPEURICKOUEVOUC YIa Ta BeTIKG Toug OXONIA Kal UndoxovTal va
OUVEXICOUV [IE aKOUN MIO ENITUXNKEVA 2ZUVEDPIA OTO EAOV!
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The CyHRMA Annual Conference was concluded once again with
great success. The conference took place on the 18th June 2014 at the
‘Filoxenia Conference Centre’ in Nicosia. This year's conference was
really special first and foremost due to its original, innovative and interac-
tive nature and due to the participation of foreign speakers and guests.

Many participants, members and non-members of the Association
and other guests arrived at the conference area from all parts of
Cyprus at around 8:15am and the participants’ registration started.

At around 09:00am, participants gathered at the conference room
where proceedings began with a warm welcome by the Conference
Chairperson and Secretary of the Board, Mr. Panagiotis Thrasyvou-
lou, who made an introduction about CyHRMA and this year’s Confer-
ence with great enthusiasm. The President of the Board, Mr. George
Pantelides also welcomed the participants and thanked them for
being present in this special event. The President then invited to the
podium the representative of the Minister of Labour, Welfare and So-
cial Insurance Mr Andreas Assiotis, who on behalf of the Minister, Mrs.
Zeta Emilianidou made a brief but comprehensive speech and spoke
about the role of the Labour Office, the practices that are applied and
the various challenges the Ministry currently faces.

manager who could then allocate their resources based on their
own judgment, understanding and annual evaluations. Annual salary
increases and bonuses can then be distributed accordingly based
on this. In this way, the HR department will give more emphasis on
the human relationships and will no longer be a department which will
only follow and implement standard procedures.

He also pointed out that another important aspect is to be able to
provide flexibility to your employees. For example, in his own orga-
nization any employee may request for an unpaid leave for up to four
consecutive weeks without having to give any reasoning. He also pre-
sented a model called «Agile Working Map», which he compared to
the London Tube Map, and also presented some guidelines of facing
problems that may arise during the process of creating and developing
human capital strategies. Having said all that, we can make a large
organization seem small, and this is achieved mainly through good
human relations.

After the speech, a Yoga Wellness session was followed by Mrs.
Elena Constantinidou, Business and Personal Results Coach of
the company Coach Me 2 Excellence and Operations Manager at
Dias Group, who spoke about how well-being can be part of the HR

FILOXENIA CONFERENCE CENTRE

The first main speaker of the conference was Dr. Stevan Rolls, Head
of Human Resources at Deloitte UK. Dr. Rolls explained how emerging
labour market trends affect the economy and also how HRM prac-
tices influence the creation and development of strategic HR organi-
zations as the global economy emerges from recession. In addition,
he spoke about his own practical experiences and also gave some
good examples which he personally applies in his work. He referred
to the trend towards ‘Outsourcing’” and mentioned the countries that
are now considered to be of "high cost", such as India. Furthermore,
he also spoke about the importance of creating and having leaders
at all levels of the hierarchy in healthy organizations (creating leaders
at all levels).Amongst others, he pointed out that he does no longer
consider the existence of rating scales in performance appraisal
systems as necessary (Performance Management Ratings). He
believes that it would be effective if a budget was given to each line

department’s role. Mrs Constantinidou helped participants relax
through some Yoga exercises which she explained that are important
for employees to actually perform them in the office during working
hours. She explained that by having a clear mind, employees can
become more productive and efficient at work. This part of the confer-
ence was very relaxing and the participants enjoyed themselves.

The second key speaker of the conference was Mr. Simon James
Day, Head of Leadership Development and Succession Planning of
Qatargas, who spoke about leadership development and what is the
practical dimension that should be followed. He presented the model
of change which he applied to several organizations, which includes
twelve (12) steps that lead to change (The Burke-Litwin Model), as well
as a new model for measuring the efficiency of performance through
performance cycles (Four Performance States Circles).

He also referred to ways of managing and maintaining talent and how



important it is to sustain the success of the organization. He also spoke
about the responsibility of every leader to know how to manage their
talents.

The second part concerned some wellness nutritional advice which
was presented by Mrs. Andria Christofi, a Clinical Dietitian. Mrs
Christofi gave some useful tips that someone can follow in the office in
order to keep a balanced diet which is rich in nutrients and energy. She
talked about the importance of having small and frequent meals and
explained how people can keep a balanced diet even when they have a
very tight and busy schedule.

Participants were then divided into four (4) different groups according to
their own preference and participated in the following parallel workshops:

1. Proving the Power of HR to add value using metrics with Mr. Deme-
tris Demetriou, Managing Director, Deltasoft.

2. Line Management Effectiveness with Mr. Costas Hoppas, Director of
Human Resources Services, Cyprus University of Technology.

3. Austerity measures. What's next for HR? with Mrs. Chris Matha,
Managing Partner, Let’s Talk! Human Potential Ltd.

4. Innovative ways to implement a powerful learning strategy &
methods and development, with Mr. Michael Virardi, Inspiration Coach
& Author, MRV Simple Techniques Ltd.

All participants were informed about each workshop’s subject well in ad-
vance and hence, they had the opportunity to choose a subject of their
interest based on their current needs and personal working experiences.
All groups consisted of an adequate number of participants and all of
them had the opportunity to discuss various issues in smaller groups.

The first part of the session was completed with success and followed
by a short lunch where the participants had the opportunity to network.
Before the start of the second part, group photographs were also taken.

The second part of the conference started with four additional work-
shops which were the below:

1. Engaging People through non-financial rewards, with Mrs. Chrysanthi
Danou, Human Resource Manager, Cyprus Trading Corporation Plc

2. HR ‘Branding’ within the Organisation, with Mrs. Yota Tsiokri Hu-
man Resources Officer, LGS Handling Ltd.

3. Psychological Wealth in rough economic “waters”. The importance
of positive emotions in the working environment at the individual and
organizational level, with Dr. Michael Galanakis, Human Resources Ex-
ecutive.

4. Managing diversity in the workplace, with Mr. Nicholas Andreou, As-
sociate, Centre for Organisational Health and Development, UK.

The second parallel workshops were also completed with great suc-
cess as participants were actively having fruitful discussions that led to
interesting conclusions and practical examples for sharing.

Following this, participants gathered again in the main hall of the Con-
ference area and then eight (8) coordinators / speakers presented their
findings and conclusions and shared opinions with all the attendees. A
‘Questions and Answers’ section then followed.

Finally, the conference ended with the fascinating speech: "Follow
your dreams!" which was made by Mr. Stylianos Lambrou, Founder
and C.E.O of Social Airways as well as Co-founder of Heart Cyprus. His
speech was short but very enthusiastic and inspirational. He explained
that his career has started from scratch but he followed his dreams and
managed to have two internationally recognized companies under his
ownership at the very young age of just 23 years old.

The conference closed with positive messages about the importance
of having a good and healthy life, how we can follow our dreams as well
as how Human Resources professionals can progress further through
various models and practices. All participants gave very positive feed-
back about the conference both in terms of organization and content
of speeches and workshops.

The members of the Committee and the Board thanked all attendees
for giving such positive comments and feedback and promised to offer
even more successful conferences in the near future!
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Secrets of Human-Capital

Management

by David Creelman

Does survival of the fittest apply to business?

Itis an article of faith in economics that good businesses survive while bad ones fail. Consider a highly competitive business like restaurants:
if a restaurant is inefficient or not in tune with customer needs, surely it will die while the good restaurants survive.

Thisline of thinking leads us to believe that only well-managed companies will survive. Hence by now, after 150 years of industrial capitalism,
the vast majority of companies must have excellent management practices.

In your experience, are most companies models of excellent management?

Arguing in the affirmative

If we are brave we can make the argument that most companies display excellent management. For example we can argue that complaints
about bad management are misguided because people only see the flaws and not the strengths. Canadians complain endlessly about
the incompetence of their governments, whereas objectively it is one of the better governed countries in the world. So maybe, companies
like some countries are well run but we just don’t know it.

There is probably some truth to the notion that complaints about management are overblown. Still | am not convinced that most
organizations are well managed.

So while survival of the fittest is a_force for good management,
the general chaos of organizational life, the pursuit of self-interest and
the difficulty of knowing what 1s good limit its power.

Where evolution fails

The theory of evolution is so simple and so successful in biology that it is tempting to see it as a universal phenomenon. However, when
we look at management the evidence seems to stand against the hypothesis that bad management is becoming extinct. How is it that bad
management not only survives, it thrives?

One reason is that organizations are not very stable. The staff is always changing and so a good practice is easily destroyed. We have all seen
carefully crafted processes thrown out when a new leader comes on board. \We have all seen bad practices implemented by new managers.

Another reason is that employees do not always work to ensure the organization is well managed, they strive to do well themselves. Even if
amanager knows a certain practice would make the organization more effective, if it erodes their own power, or makes them work harder,
oris just less fun, then they are unlikely to pursue it.

It is also simply true that it is very hard to know what a good practice is. Organizations are very complex. Every practice has a multitude
of pros and cons, short-term and long-term effects, and unexpected consequence both good and bad. Practices that appear inefficient
may serve some subtle purpose; practices that seem effective may undermine an important capability. \We may not know which practices
should be reproduced.

So while survival of the fittest is a force for good management, the general chaos of organizational life, the pursuit of self-interest and the
difficulty of knowing what is good limit its power.

Organizations are different from organisms. The structures within an organism are much more stable than in an organization. In
organizations ideas can reproduce, but there is no good parallel to the gene. While we might expect to some hint of progress, there is no
overwhelming force to presume good practices will survive in light of the forces that encourage bad practices.

Will things get better?

David Creelman is A biologist would point out that 150 years is no time at all in evolution (unless you are a
CEO of Creelman bacterium). Perhaps if industrial capitalism lasts for a hundred thousand years we will find
Research, providing that the fittest really have survived and you won’t be able to walk into a firm that is not
writing, research and beautifully managed.

speaking on human-
capital management.
He works with a va-

However, if change does come it will probably be by design rather than blind evolution.
Maybe between academics, consultants and practicing managers we will find reliable
ways to identify and maintain good practices while avoiding bad ones. There is no reason
to assume this will happen. Consultants are driven first by what they can sell, not what
is objectively best practice. If companies prefer to buy unrealistic quick fixes and simple
formulas then that is what consultants will provide.

riety of academics,
think tanks, consultancies and HR vendors in

Canada, the U.S., Japan, Europe and China. Mr.
Creelman can be reached at:
dcreelman@creelmanresearch.com Where does this leave us? The important thing to recognize is that the idea that evolution
automatically means businesses are getting better and better is at best a half-truth. We
cannot count on evolution to create good organizations for us; if we want a mechanism
to improve management we need to create it ourselves.



Interview with an HR professional

™¢ Mapidvvag EuotaBiou

1) Ovopa, ETaipeia, TiTAog epyaciag

K. Avtpéag NoiCou, Four Seasons Hotel, Human Resource and Quality Director

2) lotopiké Méppwong

MeTtd and TNV CUUNANPWON TWV CTEATIWTIKWY UMOXPEWCEWY Uou, onoudaca Mayeipikh aTo AviOTEPO
Zevodoxelakod IvoTitouTo, Kal akohoUuBwe napakoAoubnoa pabiuara Mepuavikig Mwooag oto Mavenr-
othuio TNG Biévvng. Zuvéxioa Tic onoudég uou oTo Maveniothuio Tou Surrey oto Hvwpévo Baoiheio and
6nou nNnpa To NTuxio pou (bachelor’s Degree in Hotel Management) evdy 0AOKANPWOA TIG ETAMTUXIAKEG
OMoUdEG Uou oTO NavenioTAWio Tou Leicester (European Management and Employment Law). Katd tnv
JIGPKEIa TNG EpY0dOTNONG OU 0TO EEVODOXEeIo Four Seasons, anékTnoa Tov enayyeAuaTikd TiTho Certified
Human Resource Executive (CHRE) petd ané e&etdoeig Tou American Hotel and Lodging Association.

3) Ti ATav auto nou apxikd ocag odNynoe va epyAcTeiTe oTov Topéa AvOpwnivou Auvapikou;

MdaMov cupnTwpaTiké. Metd and uia nepiodo otny EAAGSa dnou epyaldpouy we Assistant F&B Manager
oe Eevodoxeio Tne Mepuavikng AAucidag Robinson Club, enéotpeywa otnv Kunpo 1o 1992 kai avéAaBa
epyacia wg kabnyntng food & Beverage Operationg oto KoAéyio Toupiopou otn Acukwoia. Tnv idia nepi-
000 n KaTackeun Tou Eevodoxeiou ’Four Seasons’ Atav npog eEENEN kal n TéTe dieBuvon NS ETaipeiag
dpxioe Tn dladikacia NPOCANYPEWY TNG JIEUBUVTIKAG oudAdog. MeTd and aitnon LoU Kal GEI0d MPOCWIIKWY
OUVEVTEUEEWV, [JOU MPOCPEPBNKE N BEcn Tou AleuBuvTn AvBpnivou AuvauikoU. AnodéxTNKa Tn B€on av
kal Oev €ixa MPoONyoUUEVN NPAKTIKNA EUNEINIa GTOV KAGDO auTo Kal Unopw va nw o1 alcbdvopal TUXEPOG
viaTi o TéTE dIEUBUVTAG Tou EEVODOXEIOU K. TOEPIWTNG, EKTOC and TNV OTAPIEN TOU, UETEDWOE OE [UEVA MOA-
Aég and TIG YVWOEIG KAl EMNEIRIES TOU avaPopIKA Ue TNV AAA. AUTEC 01 YWIOEIG KAl EUNEIRIEG [UE CUVODEU-
ouV uéxpl onuepa. Eniong, To yeyovog o1l eixa epunAakel and Tnv apxn oto Avolyud evog EEVodoXeiou NTav
ONUAVTIKA EUNEINIa NoU WE BornBnce oty Katonivh nopeia pou. To Tl Napéueiva oTov Topéd TNG AAA,
€naige KaTaAuTIkd POAO Kal N PIAOCOPia Tou IBIOKTATN KUpIou XpioTou Mouokn kal n éugacn nou didel oTo
avBpWnIvo Tou SUVAIKO.

4) Moleg NICTEVETE OTI €ival 01 HEYAAUTEPEG NPOKANCEIG MOU AVTIMETWNICATE HEXPI TWPA GTNV
Kapiépa oag;

O1 NPOKAAGEIG ATAV MOANES Kal MOAUDIACTATEG OANG KA OEV CUYKPIVETAI [IE TNV MEAOKANGCN MOU QVTILE-
TWNICOUPE TOUG TEAEUTAIOUG pnveg otnv Kunpo, BAENovTag OeKADES OIKOYEVEIAPXEG Kal agidAoya veapd
A&Toua E YVWOEIG Kal 6peEn va ¢nTouv ia B€on yia va KaAUWouv Ta Npog To Znv Kai va eniikoouy. Eival
and TiIC eAAXIOTEC POPEG MoU avTIAAUBAvVESal 6T OEV UNOPEIG VA AOKAGEIC KAVEVA EAEYXO OTA YEYOVOTQ,
ouTe va aMdE&eig Tnv katdoTtaon. H yevid Twv 20-25 xpdvwv eival otny nio dUokoAn 6éon and To 1974 kai
HETE, apou napd Tnv uOP@Won TOUg, O EUKAIPIES NMou undpxouy yia va anodei&ouv Tnv a&ia Toug, eival
neploplopéveg. Eival pavepd 611 pia UeyAAN poupVvIA TAAEVTWVY XAVETAI, APoU NMOANOI NaPAREVOUY AVEPYO
yia pey&Ao dIdoTnua eva AANOI avaykAalovTal va anacxoAnBouv e AOXETES EIDIKOTNTEG M akOpa Kal va
EevireuToUv. Eipal duwe aioldbdo&og 611 cUvioua Ta dedopéva Ba aAAEouv PTAVEI va GTAUCTACOUE Va
KAvoUlE Ta AdBN Tou NapeAbovTog, To BOAEUA KAl TIG «QPMNAXTEC» KAl VA NMPOCOETOUNE KaBNUEPIVA a&ia
OTIC KABNUEPIVEG [AG CUVANQYEG, €ITE AUTEG ival TNV DOUAEIA, €ITE €ival oTNV MPOCWIIKA Pag {wn.

5) NiwOeTe 611 cuvexidel va onUeIDVEI NPO0J0 N KAPIEPA 0aG OE NPOCWNIKO £NinNgdo;

Na péva, n kapiépa dev onpaivel Tinota av dev cuvodeUeTtal and dUo OToIXela. To MPWTO GTOIXEIo efval
n duvaTtdTNTa NMou cou Oidel va eEeNicoeoal NveupaTikG, Oxi OVo and MAEUPAC EPYACIaKNG PdBnong N
EUNEIPIag, aANA YEVIKA we AvBpwnog. Av oou JIGEI TNV EUKAIPIA VO CUVTNPEIG TIC ApXEQ Kal A&iEC oou Kal
va Pnv napaBIdleig Ta motelw cou, av OV 0OU BETEI CUVEXWC CUVEIDNOIAKA JINAUIATA, AV GOU EMITOENE]
va BAENeIg BeTIkG TNV {wr Kal TIG OXECEIC 00U WE TOUG AAOUG. To AANO GTOIXEID, MoU €ival avavTiAEKTA Kal
MPEOEKTACN TOU MPWTOU, ival n noiéTnTa {wric Nou cou NPOcBETEL. Av OnAAdK, EEACKWVTAG TO ENAYYEAUA
00U, UNopeic va anoAauBAavelg autd nou yia cEva EXouv NPAyPaTKA onuacia ife eival UNKA, eite eival
XPOVOG E TOUC avBpwnoug nou ayandg n ondnnote dAo. Me Bdon Ta nio ndvw, val, niotelw OT €iual
EUXAPIOTNUEVOG [IE TNV «KAPIEPO» UOU KAl EIUAI EUYVWOUWY YIA 600 EXW.

Marianna Efstathiou holds a
BSc in Business Administration
from the University of Macedo-
nia in Thessaloniki and a MSc
in HR Management from the
University of Surrey in UK. She
is an Associate Member of the
CIPD as well as full member of
the CyHRMA. Marianna has
an in-depth knowledge and
experience in avariety of HR man-
agement and development as-
pects. In June 2009, she started
her professional career as a HR
and Payroll Officer and then as
a HR Administrator at Aphrodite
Hills Resort Ltd which is one of
the premier and most prestigious
five star Resorts in Europe. Since
June 2014, Marianna is currently
working at the Commonwealth
War Graves Commission, an
International Organization as a
HR Advisor of the Mediterranean
Area. She is also undertaking
parttime MBA studies at ClIM
where she was honored with a
partial scholarship. Marianna is
an active member of CyHRMA
and she has been involved in
various HR projects including
EU funded programmes and
publications. Marianna is a reliable
person, strong team player and
has excellent people’s skills and
a positive approach. She is a self-
motivated and target-oriented
HR professional with great pas-
sion and enthusiasm about her
field.
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MoTtedw 6T OeV UNAPXEI CUYKEKPIUEVN POPUOUAQ. KAEBE enimuxia n
anoTuxia eivar anoté\eopa NOANWY Napayovtwy. Xtn dIKA pag nepi-
ATWOoN N €U@Acn oTov NEAATOKEVTRICUO Nailel onUavTIKG POAO dIOTI
YIO VA KTIOEIG pIa MEAQTOKEVTRIKNA KOUATOUPA Kal VA VIDBEI O UNdA-
AnAoG andAuta Tov NeEAGTN, Ba NPENEl NPWTA va eNevOUGCEIG GTOV
avBpWNOKEVTPIOUO, Va gioal KOVTA Kal va PPOVTICEIC via TOUG av-
Bpwnoug cou, va eUNEDWOEIG TNV EUNICTOCUVN AAG Kal €va eUXA-
pioTto nepIB&Aov epyaciac. Eniong, pdAo nailel n ctabepdtnta. H
SIEUBUVTIKN oudda eival katd 80% idia and Tov Kalpd nou Avoige To
Eevodoxeio kal auTo €xel dNPIOUPYNGE! £va PINKO Kal OadIKO KAUA
METAEU pag. To Opapa Tou IBIOKTATN, Of CUVEXEIG aVAKAIVIOEIG Kal N
AoPANEIa Epy0DOTNONG EKMEUMOUV PIA NPEWIA NOU OIOXETEUETAI GTO
NPoowniké Kal and exel aTov NEAATN. Agv GTOXEUOULE AUECT OTNV
€NITUXia aAMd oToug TPOMOUG EKEVOUG KAl TOV TPOMO £QYACIOKAG
wng nou Ba TNV eEacPaNicouy.

O mo onpavaros wopos, nov jdshora eiva
«Cavavemonios» Kar 6ev KOotifel tinoia, elva

10 eyhikpLves evdrapépoy yia tovs dslilovs.

Mou eixe kavel eviunwon ia PIkpn IoTopia nou avagepdTay, av
dev anatwual otov Dostoyevsky. ‘Evag nmidvog nou NepIpEPETAl
xpovia oToug dOpodpoUg TNG MOoXAG avAOXAEUE! TO MAPEABSY Kal
NAPAdEXETAI MWG N MIO CUYKAOVICTIKA TOU OTIVUN gival 6Tav KANoIog
nepaoTIKOG, OTO aitnua Tou ¢nmidvou yia BonBeia, Tou andvince
“ASENDE, dev €xw Wwi N AepTd va cou dWow aMd Ba cou npo-
OPEPW WIa ayKANIG”. T1a TO NPOCWNIKO, EXEI UEYAAN cnuaocia, autd
Mou KAVEIG, AAG €Xel Kal yIaTi TO KAVEIG. Av ONAAdN evOIOPEPEDA,
av voiddeoal, 1 av To KAVEIQ yiaTi oou TO ENIBAAOUV Ol YPOUUES
NG €TaIpEiag, N vouobeaia, n o NPoicTduevog cou. AMWGTE AuTd
dev Eexwpilel kal Tov NEAATOKeVTPIoUS and Ta WYnAd enineda unn-
peoclwv? To va KAVEIG KATI KaAd Ogv €ival apKeTO, NpEnEl va
YVWPICEIG yiaTi TO KAVEIG KAAA Kal va TO NICTEUEIG. 2ZUVENWG,
efval apkeTd va apxicoupe Pe Ta anAd yiaTi noAAof diEUBUVTER Npo-
ownikoU napanoviouvtal 6T n eTaipeia dgv Toug dIOBETEI NOGPOUC
yia va kévouv Tnv douleld Toug. O mio onuavTikdg népog, nou
MAAIoTa €ival «avavEWGIPOG» Kal OEV KOOTICEI TinoTa, €ival TO
€INKPIVEG evBIaQEPoV yia Toug AANoug. Av evdiapépeaoal, Ba
Bpeig Tpdnoug va NpocBEcelg agia otnv dIkn Toug noiéTnTa (g,
apxi¢ovtag and 1o Ti Toug dNUIoUPYEl MPORANUA Kal Ti TOUG UMOKI-
VEl Kal BoNBWVTAg TOUG VA EKTIUNCOUV TO UPIOTALEVO EQYACIOKO
nePIBAMOV GG Kal TIG MPOCNABEIEG YIa TNV CUVEXN ToU BeATiwon,
VA OUUPBAMEIC oUTwG WOoTE va eEENICOOVTAl WC EMNAYYEAUATIEG Kal
wg GvBpwnol Kal va PPOVTICEIQ OUTWG WOTE O APXEG Kal a&feg nou
nEoRAMeI n eTaipeia, epapudlovTal. AECUEUREVO KAl UNMOKIVNEVO
NPoowniké Oev eEACPANIETAI ANAPAITNTA UE NEQICCOTEPA AEPTA N
JE eEednTnEva Kal akpIBd npoypduuaTa. Mia koA apxn, Kal ako-
1o KOAUTEPN CUVEXEID Eival va Ta GUVODSEUEIC KAl VA T UNOYPAPEIG
|JE TNV aydnn cou.

To Tunua AvBpwnivou AuvapikoU gival UNOGTNPIKTIKO KAl EUNAEKE-
TQI WG €va Babuo oTo line management aAAG ciyoupa 0 POAOG UaG
dev npénel va eival napepRatkdg. O NapeuBaTiopos CKOTWVE! TNV
npwToRouAia Kal Tn dNpIoupyIkGTNTa. O apXIKOG pag otdxog efval
va eKNAIOEUCOUIIE TOUG CUVEPYATEG UAG O GAND TUAWIATA, VA Ka-
Tavonoouv To Gdcua Asmoupyiag Tng AAA, kal va Toug neicoupe
OTI N €pappoyn piag cwotne Alaxeipiong AvBpwnivou AuvapikoU
OTO TUNPA, NPOCBETEl agia oTic JIKEG Toug dlepyacieq. Mpénel va
MNOPOULE VA NMPOCPEPOULE CWOTN OTAPIEN, va NEBOUE eKel Mou
KplveTal anapaitnTo, va €xXoupE Ta auTid Jag avoIkTd, va npowdou-
HE TN dNUIoUPYIKOTNTA KAl TNV KPITIKA OKEWN KAl VA NPOCMEPOUE
owoT kaBodrynon ekel Nou xpelddeTal, Oxi OPWG vVa EMIBAMOULE.

‘Onwe Karl oTig NAEioTEG TwV AANWV NEPINTWOEWY ETOI KAl TO THAWA!
AAA dev pnopei va ackel éva kal povo poAo. Eva cwoTd Kal eni-
TUXNUEVO anOTEAECHA MPOUNOBETEI TO GUVOUACHO Kal TWV TRIWV
pOAWV Ornou auTol XpelddovTal Kal KpivovTal avaykaiol. Yndpxouv
OTIVUEG MOU N NPOoWBNGCN BIOIKNTIKWY EQPAPUIOYWDV EXEI NPOTEQAIO-
TNTA, AAMEG OTIVUEG MOU O CUPBOUAEUTIKOG XaAPAKTAPAG TNG AAA
eival MoAU nio avaykaiog and BEuaTa oTPATNYIKAG, EVW Kal N XAPa-
&N Kal epappoyn oTpaTNYIKAC NPENEI va eival avandonacTo PEPOC
TWV KABNKOVTWY pag. OAa €xouv Tnv B€on Toug Kal OAA €XOuV TNV
Wpa Toug. Edw eival nou npénel va cupBIHCOUE TNV KOUATOUPA,
TIG KOBNUEPIVEG OUVNBEIEG TwV avBpwWNwWY TNG ETAINEING, PE TNV
otpatnyikn. Kavévag poAog dev UNEPEXEI TOU AANOU GTNV JIKA TOU
wpa. Aev npénel va Eexvape AMwoTe OTI Xwpig eueNi&ia kal npo-
OQPPOCTIKOTNTA OEV NAPE MOUBEVA. 21NV EEVODOXEIAKN BlounXxavia
MIANGUE ouxvd yia moments of truth. Tétoleg «oTyuég aniBeiag»,
kaBnuepivd {oupe deKAdEG, Kal kauia dev eival idia pe Tnv dAAn. Ol
pbAoI nou diadpapaTtiZel Kanolog eVAAACCOVTAl CUVEXWG, KAl ETOI
AMwOTE NPENel va yiveral.



Virtual remote work

by Maria Georgiou

As workforce becomes more global, remote work has become increasingly prevalent. Global
organisational challenges such as the attraction and retention of employees across the world have
strengthened the need for promoting the model of virtual remote work.

The benefits of remote work for organizations and employees are manifold. By reducing the number of
employees on site, organizations will increase their savings, reduce turnover, increase their talent pool
and improve their ability of working with other nations (Jason Friend, 2013). Remote work provides
virtual employees with personal flexibility and autonomy over their time, place and mode of work while
increasing productivity.

While the benefits of remote work are multiple, organizations and virtual workers should also be aware of the
challenges associated with employee commitment, internal communication, productivity and satisfaction.

The ability to maintain a corporate culture becomes more complex when managers have no face-to-face
interactions with their workforce. Technology advancements, such as social networking and instant
messaging, have provided alternative mediums of communication to some face-to-face interactions
assisting employees and managers to both social and professional communication.

In some cases, virtual workers may develop isolation perceptions as they have no direct contact with their
colleagues. They might feel that they do not have the same opportunities for advancement or that they do
not get enough support from management. In some other cases, their perceptions might decrease their
motivation to work or might make them feel the need to work more hours than their office co-workers.

To confront the challenges and maximize the potential of remote work arrangements, companies should
prepare a comprehensive system for managing virtual employees.

* Formulate a work plan. Managers and employees should work together to establish personal
plans for work based on the time they have available, the nature of work, and type of communication.
Management should have informal check-ins to understand employees’ issues and concerns and
encourage them to communicate the challenges they face.

* Provide Feedback. Management should provide feedback regularly to enable workers to handle
their work.

* Be aware of the nature of remote work. Managers should be aware of the potential differences
between traditional office space work and virtual work. They should know how much time or resources
are needed to perform specific tasks.

* Provide a supporting environment. Organizations should create a supporting and understanding
environment that encourages informal communication.

* Train the managers. The managers that will assume the role of managing remote staff should be
trained about the potential challenges that remote work might entail.

Reference

J., Fried., 2013.
Remote: Office Not Required
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Maria Georgiou has a BSc
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As the world becomes more complex and
diverse, organizations will seek strategies
to provide workers with a greater amount of
flexibility. The cost benefits and the flexible
arrangements of the virtual workplace will be
more in demand. The virtual workplace will
become stronger as management tries to
find ways to build trusting relationships and
utilize the technological advances effectively.
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Co-founder & Director

Steve graduated in Law before
joining one of the UK’s leading
recruitment firms where he set
up and headed their property
recruitment division in central
London. He then moved on to
work for a boutique London
financial recruiter specializing in
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international consultancy, before
establishing GRS with his co-
founder Donna Stephenson and
turning GRS into the market leader
in Cyprus for recruitment and
payroll services.

Temporary Workers —
A Flexible Workforce

by Steve Slocombe

Recruitment  agencies supply Temporary
Workers to Employers to either replace or
supplement a client’s existing labour force on a
short term basis. In a lot of European countries
it is a big business. For example, in the UK 1.6
million people work in temporary positions (6.4%
of the UK workforce) in an industry which is worth
£31 bilion a year. With labour/salaries often
amongst the biggest fixed and variable costs for
employers, minimising human capital expenses
is a goal of many Human Resources Managers
and this can be achieved by supplementing staff
with temporary personnel to sustain production
and service demands during peak periods.

Almost any position can now be filed on a
temporary basis and this flexibility is tremendous
for companies that need to respond to changing
market conditions, which releases them from
the costly burden of over hiring permanent
employees especially when the economic
outlook is uncertain.

By engaging an individual
on a temporary basis it
allows the company to test
the individual’s talents
before commatting to
a permanent contract in
the long term.

For countless organisations, there are many
benefits to using temporary staffing. The most
obvious is that you can reduce overall payroll
expenses by adding staff only when needed
and as you pay for a temporary worker by the
hour or the day it is very easy to monitor and
see the value that a temporary worker can bring
to an organisation. Today there are temporary
workers in all sectors of the economy including
Accounting, HR, Marketing, Logistics, and
Administration - companies in almost every sector
can use temporary workers to reduce costs and
remain competitive.

The major advantages of hiring temporary workers
are usually the cost savings that an employer
might realize. To gain these advantages, an
employer must compare temporary employees
with the alternative of part-time and full-time regular
employees. If an employer does not need regular
labour, then the major advantage is scalability,

conveniently being able to add or reduce the
worker payroll per business needs. It also allows
the Employer to ‘try before you buy” with a potential
permanent employee. By engaging an individual
on a temporary basis it allows the company to
test the individual’s talents before committing to a
permanent contract in the long term.

Temporary employees offer distinct advantages
for companies when their employees are either
off on maternity leave, holidays, sabbaticals, and
sickness or there is a requirement for assistance
in ad-hoc projects of a short duration. As a flexible
resource, temporary workers are a cost efficient
way of covering all of these eventualities without
burdening existing employees with a colleague’s
work. All too often employers just pass the work
load of an absent employee on to their co-workers
which can lead to lower morale, additional
employee stress and burn-out all of which
ultimately cost the company more in the longer
term. There are serious implications for a business
being understaffed as it will lower the probability
of a department meeting its productivity and
profit targets, which in turn can have an impact
on other inter-related departments and ultimately
the whole company.

While employers have to provide salaries and
overtime pay to temporary workers you only pay
for the hours that the temporary workers work,
so there is no down time. Cost savings are
also made on medical/dental benefits, sick pay,
bonuses, 13th salaries and provident fund costs
and other income benefits reserved for full-time
and parttime workers. In addition, temporary
workers can help reduce costs further for the
employer by saving on overtime costs which
they would ordinarily pay to their permanent
employees at time and a half or double time.

Finally, one of the other cost savings temporary
workers provide, is that it allows Human
Resources Managers to focus on their core
activity by shifting the administrative burden and
all the costs associated with the recruitment,
processing and administering of payroll to the
recruitment company.

In conclusion, temporary workers offer a cost
efficient solution to businesses looking either to
make their businesses leaner and more efficient
or to cope with a sudden increase in demand
for their services. The temporary worker option
is particularly beneficial to employers in times
of economic uncertainty, allowing companies
to align their labour costs with an uncertain and
changeable demand for services.



INVESTORS IN PEOPLE -

Deloitte kar PwC: O1 npwTol opyaviouoi otnv Kunpo nou
enaBav Tn diEBvn diakpion "Investors In People Gold"

Eicaywyn

ONoéva kal nepiccdTepol Opyaviopol, Tdoo otnvy Kunpo 6co
kal oTo eEwTePIKO, avrAapBavopevol Tnv agia Tng enévoucng
oTov avBpwnivo napdyovta, oneudouv yia TNV andKTnon
TOU MPoTUNou Kal nmAaiciou «Investors In People», 10 onoio
UNOJNAWVEI OUCIACTIKA TNV  ANOTEAECHATIKOTNTG TOUC OTN
dlaxeipion avBpwnivou duvapikoU. ANoTeAEl MPAKTIKO EpyaAEio
1O onoio divel TN duvaTtdTNTA NPOCIOPICHOU 0PBOAOYIKWY KAl
METPACILWY OTOXWV/ KQITNPIWV yIa TNV anodoTIKGTEPN avAnTUéN
TOU avBpwnivou duvapikoU. XTnv oucia, To Investors in Peo-
ple BonBd TIC ENIXEIPNCEIC va BEATIOOOUV TIG EMOOCEIC TOUG
oTNV ENITEUEN TWV ENIXEIDNUATIKWY TOUG OTOXWV Péoa and
dlaxeipion kal avanTuén Twv epyalopévay Toug.

Ye autd TO €I0IKO aPIEPWUA, NapoucidlovTal NEPICCOTEQES
NANPOMOPIEG yIa TNV €papuoyn Tou npotunou otnv Kunpo
and Tnv kupia Mapia XTuNiavou Bgodwpou, Quality Manager
Tou Investors In People Cyprus oto nAaiclo uAonoinong Tou
ouyxpnuatodoToupevou €pyou Kal MpoloTdpevn Tou TUAWATOG
MeleTwv kal XTpatnyikoU MpoypapuaTiopou Tng Ouoocnovdiag
Epyodotiv kar Biounxdvwv Kunpou (OEB).

OEB

Mapia ZTuhiavou Beodwpou,

Quality Manager Tou Investors In

People Cyprus kai Mpoictduevn Tou
Turuatog MEAET@Y Kal ZTpatnyIkou
MpoypappaTiopou Tng Opocnovdiag
Epyodotwv kai Biopnxdvwv Kunpou (OEB).

2 e 11 ouviotatal 1o MAaioio «Investors in People»
Kal nouU oToxeUEl,

To Movtého Investors in People eival éva digebvég npdTuno 1o
onofo nicTonolel TIC EMIXEIPACEIG KAl TOUG OPyavIoUoUg Mou
avayvwpifouv Tov KATOAUTIKO pOAo mnou  dladpauaTiCel To
avBpwnivo duvauikd otn BeAtiwon NG avtaywvioTIKOTNTAG
Toug. H @\ocopia Tou Movtéhou nepIcTREPETAl YUpw and
Tpia Baoikd otddia: TNV avdanTuén GTEATNYIKAG yia TN BEATILwoN
TNC EMIXEIPNUATIKAG €nidoong, TIC OPACEI via BeATiwon Tng
ENIXEIPNPATIKAG enidoong kal TN a&loAdynon Tng enidpacng
TWV OPACEWY GTNV €NIGOCN TNC ENIXEIPNCNG 1 TOU 0pyavIcUoU.

To Movtélo Investors in People otoxeUel otnv nmiotonoinon Twv
EMIXEIPACEWY KAl OPYAVICUWY Nou diaxelpiovTal To avepwnivo
TOUG SUVALIKO GTA MACIOIO PIAG EMIXEIPNCIAKNAG KOUATOUPAG NOU

XapaktnpiZeral and Tnv eNoIKOSOPNTIKA KaBodriynon, TNV KaAR
ENIKOIVWVIa Kal TNV avanTtuén Tou avBpwnivou Toug duvapikou
HE okond TNV eNTEUEN TWV EMIXEIDNCIAKWY OTOXWV Kal KAT’
ENEKTAON TNV EKNANPWON TOU 0pAUATOG TNC EMIXEIPNONG 1 TOU
opyaviopou.

2 € MOIEG EMIXEIPNCEIG KAl OPyavIoPoUg angeubuvOnke autd
10 €pyo; lMolol cupueTeixav e auTo, PJE Noloug 6poug Kai
noleg nNPoUnoBEosIg;

O1 enINexBeioeq €NIXEIPACEIC KAl OPYAVIOUOl CUVEPYACTNKAV
oTa MAaiola Tou €pYOU JE EYKEKPIMEVOUC ZupBouiouc and
v €BvikA avtinpoowneia Tou Investors in People, n onoia
glonxBnke otnv Kunpo 1o 2007 kai Aeimoupynce kATw and tnv
opnpéAla T1ng Opoonovdiag Epyodotiv kai Biopnxdavwy (OEB).

Me Tnv évapén Tou ouyxpnuatodoToupevou €pyou and Tnv
Kunpiakn Anpokparia kai 1o Eupwnaikd Koivwviké Tapeio Tng
Eupwnaikng Evwong pe T1iTAo «Epapuoyn Tou MovTélou Inves-
tors in People o€ KUNPIOKES EMIXEIDACEIG Kal OpyaviopoUc» N
OEB npoxwpnoe e Tnv €vIagn Kal aUEnon ToU EYKEKPIUEVOU
apIBuou ZupBouAwy oty Kunpo, oUtwg WoTe va eival duvath
n eunnpétnon peyoAUtepou apiBuol  eENW@ENOUUEVWY
EMIXEIPNOEWV.

Or enixelpricelg ol onoieg evidxBnkav oTa NAdiola Tou A' KUKAOU
efxav eninexBel and v OEB kai 1o diebvn opyavioud Investors
in People oUtwe woTe To NpdTUNo va pappooTel oe SIGPOPOUG
TOMEIQ TNC OIKOVOPIag Kal o€ JIAPOoPa PEYEDN EMNIXEIPNOEWY KAl
OPYQVIOHWV.

MopdMnAa pe Tnv eknaideucn Twv ZUPBOUAWY Kal TNG
uhonoinong Tou A' kukhou, N OEB npookAAEGCE TIC ENIXEIPNCEIG
Ol ornoieg evOIOPEPOVTAV VA CUPUETACOXOUV OTO €QYO Vda
TNG anooTeEiAOUV Ta aNAPAITNTG  CUMNANPWHEVA  €yypaga.
H npdokAnon aneubBuvOnke npog OAEQ TIC EMIXEIPACEIG.
E&aip€BnKav NPoBANUATIKEG EMIXEIPNOEIC KABWG eniong Kal
EMIXEIPNCEIG Ol onofeq dPACTNEIONOIOUVTAl OTOUG TOWEIG TNG
ONEIOg Kal TNG UOATOKAANIEQYEIOG, OUUNEPIAAUBAVOUEVWY Kal
TNG PJETANOINCNG KAl EUNOPIAg AAIEUTIKWY MPOIOVTWY.

Baolkég mpoUnoBeceic via TNV €viagn Twv EMNIXEIPNOEWVY OTO
€pyo nrav:

* H enixeipnon / o opyavioudg va pnv Exel eYKPIOEl yia
EMNIXOPAYNCN OE NMPONYOUIEVO KUKAO MPOKNPUENG (A' KUKAOG)

* Henixeipnon /o opyaviopdg va epyodoTel TOUAAXIOTO 2 dTopa
* H évapén Tou €pyou TNG Npoocappoyng/nictonoinong va pnv
NPONYNBNKE TNG NIEPOUINVIAG UNOBOANG

* H enixeipnon/opyavioude va deoueuBel 611 Ba epapudoel
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10 IMPATUNO PE TNV UNOCTAPIEN EYKEKPILEVWY ZUUBOUAWY TOU
Investors in People ol onoiol €ival kal eyyeypauuévol oTov
kaTdAoyo ZupBoUAwv oTnv enicnun Avtinpoowneia Tou Inves-
tors in People KUnpou (anokAEIoTIKOG EKNPAOCWOG TNG 0Noiag
eivarn OEB)

* Y& nepMTwon pn emTuxoug nictonoinong Tng enixeipnong,
n idla deopevetal 611 Ba enwuioTel TOCO TO KOOTOC TNC
Y UUBOUAEUTIKAC 600 Kal To KOGTOC TNG AEIOAOYNONG.

Me Tnv napoAaBn Twv anapaitntwyv  eyypdpwy Kal N
OIEEQYWYN TWV OXETIKWY EAEYXWV, N EVTAEN TWV EMIXEIDACEWY
Kal opyaviopwy oTo B' kal ' KUKAO Tou €pyou yIve BAoEl TNG
o€1pdg NAPAAABRAC TWV AITACEWY TOUC KAl TN OIKOVOUIKOTEPNG
NPoo@oPdc and TOUC EVTAYUEVOUC ZUUBOUAOUC OTO €pYO.

Me Tnv OAOKAAPWON TwV XUUBOUAEUTIKWY UMNPECIOV Ol
EMNIXEIPACEIC MPOXWPNOCAV HE TNV AEIOAOYNON TOUG GE OXEON |IE
10 NpPoTUNO Investors In People. H nicTonoinon tng enixeipnong
ME TO MPOTUMNO KATECTNOE TO KOOTOG TNC CUUBOUAEUTIKAC
UNNPECIag Kal To KOGoToC TG a&loAdynong Kal MoTonoinong
eENAEEIUO  yia  enixopnynon and To €pyo. 2e avriBetn
nepinTwon, n enixeipnon avéAaRe €€’ OAOKANPOU TO KOGTOG TNC
OUMBOUAEUTIKNG Kal TN a&IoAdYNoNg.

YnuavTikG €ival va  avaQEéPOUPE OTI Ol EMIXEIPACEIC  Kal
OpYyaVvIool Mou evTAxBnkav oTo €pyo €pxovTal and dIAPOPOUG
TOWEIG TNC OIKOVOWIAG, UE ANAEC Kall UE MOAUNAOKEC OPYAVWTIKEG
OI0POPWOEIQ, HE MIKPO Kal UE PEYAAO apiBud avBpwnivou
OUVAMIKOU, JE €va Kal PE MOAG napaptiuata KTA. Ta
anoTeAEoUATa TNG EPAPHIOYNAC TOU NPEOTUMOU €ival OpoIOUoppa
JE TNV €VvOIa TOU OTI MAPEXElI £va EUENIKTO MAQICIO OTO Oroio
N enixeipnon PNopel va NPocapuooel TIC IDIAITEQOTNTEC KAl
avAyKkeg TNG.

O1 68 KUNPIAKEG ENIXEIPNCEIG NOU £XOUV NON NICTONOINOET
oto «Investors in People», napoucidlouv onuepa
OlaQopETIKA  €IKOva kKal eniddoel 6oov agopd TO
avbpwnivo Toug Ouvauike; Yndpxouv AAANa antd
anoteAéopara Tou «Investors in People» o€ AAAEG XWPEG
onou €xel NdN EQAPUOCTEI;

O1 ev AOyw EMNIXEIPNOEIG KAl OPYAVICHOl €XOUV EPAPUOCE! OTNV
npdén T1a Aoyia Tou ApioToTéAn «O1 dvBpwnol €luacTe autod
nou KAvoupe kat enavAAnyn. Ynod tnv évvola autri n AploTeia
dev eival pia anAi npdén aA\d eival ocuvnibela». H apioTeia
yla Toug 68 opyaviououg dev eival anAd pia npdén n onoia
NPEAYLATOMNOINBNKE KAl EPTACE OTO TEAOC TNC, AAAG £Va CUVEXEC
Ta&id1 TO onoio €yIve EPOC TNC KABNUEPIVOTNTAG TOUC Kal KaT’
€NEKTAON KaA ouvrBela.

EninpdoBeta, n BEANCN AuTWV TwV EMNIXEIPACEWV YIa AvTaAAayn
KOAWV MPAKTIKWVY Kal YIa NEPAITEQW EVNUEPWON Kal avAnTugNn
odrynoav otn dnuioupyia Tou AikTUou Investors in People.
O1 ouvavticelg Tou AIKTUOU anockornouv oTnv avTaAAayn
NANPOMOPIWY, KAAWY Kal KAIVOTOUWY NPAKTIKWY Kal BEUATWY
nou a@opoUV To avBpwnivo duvapikd oe €0VIKO aAMA Kal O
dleBVEc eninedo.

YE OXéONn [E TA OQEAN MOU €EXOUV KaTtaypagel and Tnv
€QapPoyn Tou NPOTUNoU oTo EEWTEPIKO, KATA KAIPOUG EXOUV
OIEEOXOEl MOMEQ PENETEC, KUpiwg oTo Hvwpévo Baoieio

and Ornou Kal To NEATUMO NPOEPXETAl. ZUVOWYICOVTAG AUTEG TIG
MEAETEC, KAMOIa and Ta KUPIa OPEAN YIa TIG EMIXEIPACEIC MOU
EXouv Kkartaypaei €ival n avgnon NG kepdopopiac HECW
™G au&nuévne napaywyikotntacg, n BEATIOTN EunnpETnon
NEAQTWV KAl  IKAvoroinon  PECW TNC  MEAATOKEVTPIKNAG
KOUATOUPAG, N OPNUEVN KAl ANOTEAECUATIKA MPOCEYYIoN OOV
aopd TNV eKnaideucn Kal TNV avanTtuén Twv avBpwnwy, n
avabewpnon TNG ANOTEAECHATIKOTNTAG Twv JIAdIKACIWOV Kal O
€NavanpPoodIOPICHOC TwWV OTOXWV TNG EMNIXEIPNONG.

To npétuno Tautdxpova €oTIAdel Kal OTa OMEAN yid TOUG
epyalduevoug, Onwe yia napddelypa tn BeATiwon  OTIg
MPAKTIKEG AvVAYVWPIONG KAl avEANIENG, TN BEATIWON TNC NOIGTNTAC
OTNV EKNAIOEUCN Kal TNV ECWTEPIKNA EMIKOIVWVIA, TNV avAnTuén
OeEIOTATWV K.T.A.

H OEB OJienyaye €peuva WPETAEU TwV MNICTOMOINPEVWY
EMNIXEIPACEWY KAl opyaviouwy oty - Kunpo, n  onoia
ANOCKOMOUCE OTOV MPOCOIOPICHO TwV AMOTEAECUATWY TNG
EPAPUOYAC Tou v Adyw Mnpoturnou. Ta anoTeAéopaTta NG
€peuvag ntav OINAA BeTKA KABWC Ta OMEAN MOU EXOUV
kaTtaypapei eival BeTIKA Kal CUYKPICIUA UE AUTA TOU EEWTEPIKOU,
evw NApdANAQ, ce avTiBeon e TIG €PEUVEG Tou eEWTEPIKOU, N
kataypapn otnvy KUnpo npayuatonoinBnke o €va OIKOVOUIKO
KAua aBéBalo kal peuoTd. AuTO anodeikvUel TN OECIEUCN TWV
NICTOMOINUEVWY EMIXEIPNCEWY KAl OpyavIouwy oTnv KUnpo Kai
TNV NMOIGTNTA TWV XUUBOUAEUTIKWY YNNPEGIWY NOU NAPEIXaV Ol
EYKEKPIEVOI ZUUBOUAOI oTa NAQicIa TOU £pYOU.

Ta O@EAN, ol MPOKANCEIC KABWG EMicng Kal Ol TOUEIQ
BeATiwoNg Twv EMIXEIPACEWY KAl OPYAVIOUWY MOU  €XOUV
niotonoinBei pe 1o NpodTUNo Investors in People ota nAaioia
TOU OUYXPNUATODOTOUEVOU €PYOU, OUVOWIOTNKAV O€ €I0IKA
€kdoon TNV onoia ol evOIaPEPOUEVES  EMIXEIPNOEIC KAl
opyaviopol pnopouv va npopnBeutolv and v Ouoocnovdia
Epyodotwv kal Biounxdvwy n onoia 6a cuvexioel va otnpiel
TI NPooNdBEeIEg TwV eNIXEIPNCEWY TNy KUNpo, PE NApOUOIES
NMPWTOROUNIEG KAl GTO IEANOV.

And Toug 68 nioTonoiNuévoug opyaviopoug otny Kunpo, duo
EXouv BeTIKA Eexwpioel anoonwvTag Tn dliebvr didkpion Inves-
tors in People GOLD anodeikvUovTag EUnpakTa TN O€oeUon
TOUG VIO EMIXEIPNOIOKN aploTeia péca and To avBpwnivd Toug
OUVAUIKO.

O1 Deloitte kar PwC éxouv niotonoinBei nANpwvTag Kai 1a
126 eninpdobeta kpimpia Tou MAaioiou Investors in People.
Or projects managers Twv dUo Etaipeidv, o kUpiog MNMauiog
Xapahapnidng (Director, Human Capital Services Consulting
& Human Resources Department, Deloitte Limited) kai n kupia
Xdpig Avactaoiddou (Senior Manager, Human Capital Depart-
ment, PwC), poipddovTal Tnv euneipia Toug aAAd Kal Ta OPENN
nou anexkodpioav and OAn Tnv nopeia, and TNV NPOEToIUacia
MEXQI TNV ENITEUEN TOU OTOXOU Mou €6ecav, NapabETwvTac
XpNolun  NANPopOPNoN Kal EUNvVEUcN MPoC OAOUC OGOOUG
MEAMOVTIKA eniBupouy va evioxUoouv Kal va avaBabuiocouv 1o
TUApa avBpwnivou duvapikoU Toug, oTn Bdcn Tou dieBvoug Kal
avayvwpIiopévou npotunou Investors in People.



Deloitte

Moéoco e0koAo ATav 1o Tagidl yia Tnv andéktnon Tng PEYIoTnG niotonoinong and 1o Investors in People; Me 11 T1p6no
KepOioaTe Tn OECEUCN TOU NPOCWMNIKOU WOTE va AnodEXTEI Kal va PapuOcel TIG AAAAYEG NOU NPOTEIVATE (MPOKEINEVOU
va nAnpouvTtal 6Aa Ta KpIThApia yia Tnv andktnon Tou Gold Accreditation?)

H kUpia npokAnon nou avTiyeTwnioaue kab’ dAn Tn didpkela Tou TagidioU Pag NPOG TNV MICTOMNOINCN ATAV O EVTOMIOUOG eKEVWV
TWV NPAKTIKWY, Ol Oroiec apevog va euBUYPAUUICovVTal UE TOUG OTPATNYIKOUG 0TOXoUG Tou Opyaviouou Jag Kal T OeO0UEVA TwV
NUEPWV Kal ap’ ETAIPOU va avTanokivovTal oTIC UPNAEG NPOCOOKIEG TOU KOCHIOU AC, Ol OMOIEC MPOKUNTOUV TOCO and TO MPOMIA
TOU NPOCWIKOU, GO0 Kal and Tn UEXpl Twpa aglonoinon BEATICTWY NPAKTIKWY and Tov Opyavioud (01 ONnoieg €Xouv EPAPIOOTE KaTd
Tn dIdpkela Tou Ta&IdioU epapuoyng Tou MNpoTunou oTo eninedo TN avwTatng dIAKPIONG).

Kepdioape Tn déoueuon Tou KOOWOU ag dIacpaiidovTag TNV EUNAOKNA TOUC O€ OAO TO PACHA TwV BEATIWTIKWY EVEPYEIWV KAl |UE
OWOTN ENIKOIVWVIA TWV NPOGIOKWHUEVWY OPEAWDY, NAVTOTE e KUPIO YVWHOVA TNV EOTIACN OTIC ETAIPIKES A&lEC KAl OTNV avayvwpIon
TWV ATOPWY MoU CURPBANOUV OTNV IKaVOMoinon Twv NPOTEQAIOTATWY Tou Opyaviouou.

To yeyovog ot n Deloitte eival o npwTtog opyaviouds otny Kunpo nou niotonoinBnke e Tnv avatatn didkpion Investors in People
Gold 10 2011, eniBeBaiwvel Tnv ungpoxn Tou Oikou pag otov Topéa Alaxeipiong kai Avantuéng AvBpwnivou Auvauikou.

Moieg and TG OpACEIG/ NPAKTIKEG MOU EXETE EKMOVACEI BEWPEITE 101AITEPA KAIVOTOUEG;

H kaivotopia anoteAel éva and Toug KUpIoug XTpatnyikoug MuAwveg Tou Opyaviopou pag. Qg ek ToUTou, €XOUV EPAPUOOTET
Kal ouvexiCouv va epappodlovTal MANBWPEA KAVOTOUWY MEAKTIKWY, ONwe Vid NApAdEyUa EXOUE NETUXEI TNV EUBUYPAUMION TNG
OTPATNYIKNC avBpwnivou dUVAIKOU JE TIG OTRATNYIKEC NPOTEPAIGTNTEG TOU OpyavIouoU, EIGAYOVTAC I MPWTOMNMOPIAKA Kal SouNuévn
dladikacia NPOCEAKUCNG, EvTONIcHoU, ag§loAGyNoNg, avanTugNg Kal SIAXEINIONG TAAEVTWY E TNV EUNAOKIA GTEAEXWY TOU OpYaVIGUOU
and 6Aa Ta enineda IEpapXiag. AMN agloonUEIwTN KAIVOTOWIa Mou €xouE eicdyel aTov Opyavioud £ival n EQApPoyn GTOXEUOUEVWY
MPAKTIKWY avayvwpiong Kai eniBpdReucng Tng anddoong Kal TG GANG CUVEIOPOPAg Tou NpoowrnikoU ctov Opyavioud, ol ornoieg
eival Baolopévee oTn YEVIKOTEPN OTPATNYIKA KAl OTA ANOTEAECUATA TOU TUAPATOC KAl TOU OPYAVICUOU YEVIKOTEPA. Tautdxpova,
uloBetioape éva avaBabuicpévo ocuotnua agloAdynong To onoio a&loAoyel TOoo TNy anddoon GCo Kal TNV NPOOMTIKA EVOC OTEAEXOUC
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(Performance / Potential Matrix). Me Tnv eicaywyr kaivoTéuwy NPAKTIKWOV, M.X. JEGW TEXVOAOYIKWY avaBabuicewy N NPAKTIKOVY Yia
nPocwnIKA enagn pe TNV Avatepn AleuBuvTikr Oudda, EXOUUE KATAMEPE! VA eVIGXUCOUE Ta ENMEDA EMNIKOIVWVIAG Kal TNV EUNAOKNA
Tou npoownikoU otn dladikacia AMyewe anopdoewy. ‘Exoupe eniong epapudcel dopnpévn oTpatnyikn o Béuata ETalpikng
Koivwvikng EuBuvng, kabBwg kal MpakTkEG El00pponNNcNG eNayyEAUATIKAC Kal NPoownikAg {wnic, otn BEcN Tou NPOMIA Kal Twv
QVTIGTOIXWV AVAYKWY TwV dIApOPWY KATNYoPIWY Tou NpocwnikoU. EmnpdoBeTa, aglonoloUpue eVAAAKTIKES ueBOOOUG eKNaidEUONC
kal avanTtuéng, BAcICUEVESG OTO NMPWTOMOPIAKO LOVTEAO exknaideucng nou aveénTu&e n Deloitte oe cuvepyacia pe 1o Deloitte Uni-
versity kabwe kai ota nAaiola Tou Deloitte School of Excellence. ApkeTég evépyeleg epapudlovTal Eniong, Mou GTOXEUOUV GTNV
gvioxuon TN opadikoTNTag, ONWe “summer events”, kaBWS kal SIAPOPOI DIAYWVICHOI avayvwpIong TNG eNINEOCOETNG NPOCNABEIAG
n.x. “client excellence”, “values”, “ambassadors”. A&iCel va onueiwBel 611 0 Opyavioude Napoucidlel oe €Trola BAon To NAAvo, TIC
NPEOTEPAIOTNTEG Kall TIC avaBaBUICUEVES MPAKTIKES NoU UIOBETEI, o BéuaTa Alaxeipiong kal AvanTuEng Tou AvBpwnivou Auvapikou,
npog 6Aa Ta oteAéxn Tou Oikou.

Moia gival Ta mo onpavTika oPEAn/ Topei BeATiwong nou éxete del otnv ETaipeia cag Yetd tnv epapuoyn 6Awv autwv
TwV NPWTOROUAIWYV; (ExeTe a&loAoynael TOGO Tnv £Nidpacn Nou gixav oto Npocwniké 6Go Kal aTo cUVoAo Tng ETaipeiag?
Av vai, pe 11 TPONO;)

* Koivil otpatnyikn kateuBuvon kKai cuMoyIKA npocndBeia «As One»

*  AUENCN CUPUETOXNAG TOU MPOoWNIKOU G NPAKTIKES ETaipikAc Kolvwvikng EuBUvng (87% cupetoxn oto oxédio ‘Make an impact’)

* Eappoyn otoxeuduevwy, otn BAon Tng oTeaTNyIKAG, NPAKTIKWY ot B€uaTa Eknaideuong & Avantuéng

* BeAtiwon oe 6éuata e§lcoppdnnNong eNayyEAUATIKAC Kal Npocwnikng Zwng (10.6% peiwon unepwpiwy, 33% eiwon adeimv
aoBeveiag, 39% au&non Tou Babuou IKavornoinonNg Tou NPOCWIKOU)

* Evioxuon twv npakTikwv Emoyng kai MpdcAnyng Tou MpocwnikoU kai Thg ETaipikng Eikévag

*  AUEnon Twv ENINESWY EUNAOKNAC TOU NPocwikoU oTn dIadIkacia AMPEWS anoPAocEwY

* Evioxuon Twv eninédwv autoyvwoiag kal Babuou anoteAecpatikoTnTag TG AleuBuvTIKAG Ouddag

* AVTIKEINEVIKOTEPN A&IOAGYNON ToU NPocwrikoU, AapBdvovtag undyn T6co TNV andédoon Je JETEPNCIIOUG GTOXOUG OGO Kal TIG
SuVaTOTNTES TWV ATOUWY

* Eotiaon og NpakTIKES dIAxXeipIoNG TAOAEVTWY

H eappuoyri Tou MpoTUnou kaikar’ enéKTacn ol DIaKPICEI MoU EXoUUE AAREL, €xOUV CUPBAAEI TNV EVIOXUGN TOU QICBAATOC UNEPNPAVIAG
Tou NpocwnikoU yia Tov Opyavioud, otnv evioxuon Twv eninédwv déopeuong (Improved Engagement Index), aAdG kai oty eniteuén Tou
opduartog g Deloitte mou eival va avayvwpiletal we To «MpdTtuno Enixeipnuarikic AplioTteiag» (to be the Standard of Excellence).

Ti cupBouAég/ tips Ba divate o€ pia ETaipeia n onoia otoxevel otnv anéktnon tou lIP Gold Accreditation?

‘Exel dianiotwOei 611 o1 Opyaviouoi ol onoiol Ba eniBicouy PéEca and TIG VEEG OIKOVOUIKEG avaKaTaTAEEIg, €ival auTtol or onoiol

€NIOEIKVUOUV OUYKEKPIUEVA XAPAKTNPIOTIKA, Ta onoia eival dueca cuvdedepéva Pe Ty epappioyr Tou lMNpotunou Investors in
People. Mo cuykekpipéva, Ta véa dedopéva anairolv 6nwg ol Opyaviopol MPOXwPENCoUV GE avabewpnon TNG CTEPATNYIKAG TOUG
kaTeuBuvong, va enIdEIKVUOUY NPOCAPUOCTIKOTNTA Kal va npoRaivouv o€ dueon agonoinon eukaipidyv. Eniong, n otoxeuduevn
Kal CUVEXNG avanTuEn Twv OegoTATWY Tou avBpwnivou duvapikou, dUvaTal va CUURAAEI GTNV EvICXUon TN AVTAYWVICTIKOTNTAG
Twv OpyavIoPWY, Nou iowe anoTeAEl TO OUCIACTIKOTEPO GUOTATIKO JIAXEIRIONG TWV CNUEPIVAV NPOKAACEWY. EninAéov, To MpdTuno
OUMBANEI GTOV ANOTEAECHATIKOTEPO MPOYPAUUATIONS avBpwnivou duvapikoU Pe okond TNV aglonoincn CUVERYIWY Kal TNV EVioXuon
NG NAPAywWyIKOTNTAG, KABWGS KAl GTNY EVIGXUCN TWV NYETIKWY KAl DIEUBUVTIKWY IKAVOTATWY, NOU avaugpiBoia dUvaTal va cuvdpduouy
BeTIkd oTa 0IkOVOUIKG anoTeAéopaTa Twv Opyaviopwy. TENOC, N €upacn Nou NEocdidel To NEOTUMNO GTa BEUATA ENIKOIVWVIAG EXEI
WC ANOTEAECHA TNV ANOTEAECHATIKA DIAXEIRION TWV EKACTOTE AAAAYWY Kal TNV KATAVONGCN TOU NPOCWIKOU GTOV TROMO [IE TOV Oroio
ol ido1 duvaral va cuPBAAOUY GTNV ENTEUEN TWV GTPATNYIKWY NMPOTEPAIOTATWY Tou Opyavicpou.

‘ SiE sl O Mauthog Xaparaunidng eival

. Director, Human Capital Services
& Human Resources Department
¢ Deloitte.
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Mbéoo eUkoAo ATav 1o Tagidl yia Tnv andKTnon TnG PEyioTng miotonoinong and 1o Investors in People (IiP) Gold kai pe i
TPONO KePSioaTe TN OECPEUCN TOU NPOCWMNIKOU WOTE va anodeXTEl Kal va epappooel TIG aANAYEG NOU NMPOTEIVATE;

H PwC Kunpou gival évag nyeTikdg opyaviopdg nou dIABETEl Eva APTIA OPYAVWUEVO TUNKA AvBpwnivou Auvapikou, Nou dIaxXpovIKA
EXel BpaBeubel ue NaykOOUIES Kal TOMIKEG OIAKPICEIC yIa TNV UAOMOINCN KAIVOTOWY MPAKTIKWY OTO CUYKEKPIUEVO TOPEQ. [M1a TO AOYO
auTd, npiv and Tnv nictonoinon e To MAaioio Investors in People kal Tnv Xpuon diebvn didkpion, O XPEIAOTNKE va nponyntouv
OMoIECONMOTE PEYAAEC aANAVES, Napd PUOVO va YiVOUV OPICUEVESC CUMNANPWLATIKEC PUBUIOEIG.

JUYKEKPIUEVA, nplv and Tnv niotonoinon pe TN didkpion Investors in People Gold 1o 2012, n PwC €ixe ndn eEacpaAioel Tic
nioTonoIncelg pe 1o MNpdTuno Investors in People To 2008 kai Tnv didkpion e To Investors in People Silver 1o 2011, Ta noAU BeTikA
anoTEAEoUATA TWV 2 MICTOMOINCEWY €DIvVaV €va NOAU duvVaTd PAVUA yIa TO OTI 0 0pyaviopdg ATAV ETOIOG KAl YIa TO UPNAGTEPO
eninedo notonoinong.

H peydAn npokAnon yia pag Atav o1t otny PwC toAuncape va aglohoynBoupe yia To upnAdTePO eninedo Tou MAaioiou Investors in
People péca oto olkovouikd €1og 2012, kKaTtw and NoAU SUCHEVEIC CUVONKEG yia TNV Kunplakn olkovopia, ayn@uyvTag ouciacTIKA
TO NOAU apVNTIKO OIKOVOUIKO KAIUG TNG ayopdc.

To KA€IOI TNC ENITUXIAG UAG ATAV N EMIKEVTRWON GTO OTOXO UAC, Napd TIC SUCKOAIEC NMou Tov cuvodeuav. ETol, n oudda uag oto Tuiua
AvBpwnivou Auvapikou, napd Toug OUCHEVEIG EEWYEVEIG OIKOVOUIKOUC NAPAYOVTEG, OPYAVWONKE NPOGEKTIKG YIa VA JIAXEIQIOTET
0pBd& TNV YuxoAoyia Tou KOCPOU €V IECW TNG OIKOVOUIKAG KPIONG Kal va KUANGOUV OAa OPOAG OE OXEoN WE TNV a§IoAGYNoN Tou
opyavicpoU uag yia Tnv andktnon Tng didkpiong Investors in People Gold.

H kouAtoUpa pag otny PwC Kunpou xapaktnpiletal and Tn ouvexn BeAtiwon, avantuén kai eEENEN. Méoa oe auTtd Ta nAaioia,
NPEAYLUATOMNOINCAPE AVOIKTEG CUZNTAGEIG UE TOV KOOWO [IAC, UE AnWTEPO OTOXO TN CUVEXA BEATIWON KAl TOV EVTONIOWO EVOAMAKTIKWV
Kal BEATIWPEVWY NPOCEYYIcEwV oe diIdpopa BEuaTa AleUBuvonc AvBpwnivou AuvapikoU.

Méaoa and ctevi enan Kal enikoivwvia, of AvBpwnof pag ixav BIWoEl EunpakTa 6T ol NPOTACEIC KAl EICNYNGCEIG TOUG EIXaV UEAETNOET
kal 6T ApBnkav coBapd undwn. 2XT6X0G Pag ATav va PUACOULE Tov KOOWO Pag oTo va aloBavOel pépog TG npoondbeiag yia
nepamépw BeATIwoN Kal va Katavonoel 6T ol onolecdnnoTe aAAAVES Ba NTav NPog Koive 6PeA0G. Me auTd Tov TPOMO KATAPEPAUE
va KePdIooUPE TN OECEUON TOU KOGIOU [ag NPog Tnv eniteuén Tng nicTonoinong Investors in People Gold.

Moieg anod TiIG OPACEIG/ NPAKTIKEG MOU EXETE EKNOVNCEI OEWPEITE 1I0I1AITEPA KAIVOTOUEG;
Kat’ apxdg, dnpioupyncape €va AENTOUEPEC MAAVO ECWTEPIKAG EMNIKOIVWVIAS TO OMoI0 EPAPUOCTNKE OE GAO TOV OPYAVICUO.

Auté BonBnoe OTO va METUXOUWE aKOUA MeEPICCOTEPN JIAPAVEID YId TO NWOG Ol ETAIPIKOI A OTOXOl CUVOEOVTAl UE TOUG
€vOOTUNUATIKOUG GTOXOUG KaI TOUG MPOCWNIKOUG GTOXOUG ToU KABE €pyalOuEVOU.

A&loonpueiwTo eival eniong 1o yeyovdg 61 otny PwC evBappuvoupe evepyd Tn JIAPOPETIKOTNTA, avayVwPICOUUE TN UOvVadIKOTNTA
TOU KAB’ evOC Kal EKTIUOUWE TIC OVADIKESG EUMEINIEG Kal TA IDIAITEPA XAPAKTNPIOTIKA TWV CUVADEAPWY KAl MEAQTWV HAG. ZTOXOC
Jag eival va diatnpouue To UPnAS enimedo Tou enayyeAuaTikoU NepIBAMoVTOC pag aveEapTATWwS NAIKIAG, EBVIKOTNTAC Kal PpUAOU,
QVTIETWNICOVTAG GAOUG TOUG OUVADEAPOUG Kal NEAATEG WG I00UG Kal ONUIOUPYWVTAG Wi KOUATOUPA EVOWHPATWONG OAWV TWV
avBpwnwyv aveEQIPETWG.

TéNog, 0 BaBuobS Ikavonoinong kal OECUEUONC TwWV CUVASEAPWY [IAG, O onoiog BEATIWONKE aicBNTA KaTd Ta OIKOVOUIKG €Tn 2012
kal 2013 o€ OAeQ TIc NOAEIG, UNNPECIES Kal Babuideg, anodeikvUel T Ol MPAKTIKES MOU EPAPPOCTNKAY ATAV ANOTEAECHATIKEG,

Moia gival Ta onuavTikd o@éAn/ Topeig BeATiwong nou €xeTe O&l oTnv ETaipegia ocag YeTd Tnv e@apuoyn AWV auTwv TwvV
nPWTOROUAIWY;

H PwC &ekivnoe 10 Tagidl TNg cuvexoug RBeATiwong W Kal NOANG xpdvia. To 2008 anoktioape TNy nictonoinon e 1o Investors
in People Standard, akoAouBwce To 2011 nnpape Tnv mictonoinon Investors in People Silver, pe TeNK6 npoopioud 1o 2012, dtav
katakmoape TN dieBvn didkpion Investors in People Gold kal EKToTe avayvwploTNkape we Investors in People Champion.

Méoa ota nAdiola TNG EQpapPoyng VEWV NPWTOBOUANILY, AVTANOKPIVOUAGCTE ENITUXWG OTNV avaTpo@oddTNoN ToU KOCWOU Hag,
avayvwpiCoupE ToWEIC yia NEpaITEPw avAnTUEN OE OXEON LE TIC MPAKTIKEG Uag o€ BgépaTta Alelbuvong AvBpwnivou AuvapikoU Kal
Bacoupe akoua Mo YnAoUg OoTOXOUG, TOUC OMOIoUG Kal UAOMOIOULE.

[0 CUYKEKPIUEVA, EXOUUE OWOEI OKOPA WEYAAUTEPN EUPACN OTN PETPNON TWV ANOTEAECUATWY Kal ENEVOUCEWV PAG OE BEuaTa
AievBuvone AvBpwnivou Auvapikou. I'a napddelyua, o OxEon e BEuata eknaideuonc kal avanTtugne, NApOUCIACAE I Mo
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EekdBapn oxéon PETAEU TNG oTEATNYIKAC Kal TWV EMPEPOUC OTOXWY WAg. Eniong, dnuioupynoape eninpdcBeTEC NAATPOPUES
EMIKOIVWVIOG [IE TOUG aVBPWNOUG UAC KAl TOUG EVOAPPUVALE VA CUPUETEXOUV GE ANOMACEIC NMoU Toug enNNPedouv.

E&etdlovTag 10 €ninedo apooivwong Tou NPOoownikoU Uag, TIG ENITUXIEG TOU Kal TNV anddoon oTny €pYAcia, avakaAUWaLE OTI N
enidpacn g didkpiong Investors in People Gold Atav noAU enoikodopunTIKA TOCO YIa TO NPOCWIKG Pag, GO0 Kal yia TOV 0pyavicuo
vevikoTEPQ. Ta eEQIPETIKA oxONI NMOU NRPAE OTo TENOC TNG afloAdynong, eniBeRaiwoav 611 0 KOCUOC Jac eival NEpr(pavog Nou
€PYACETAI GTOV NYETIKO OPYAVIOUO ENAYYEAUATIKWY UNNEECIWY TNV KUNEo nou enevouUel CUVEXWG GTNV avAnTuén Tou.

Ti cupBouAég Ba divate o€ pia Etaipeia, n onoia otoxelel oTnv andkrtnon Tou npotunou IIP Gold?

IMNa va eTdoel kKAnolog opyaviopdg otny kopudr Tou MAaiciou Investors in People, xpeidleTal ceBacudg kal enévducn oTov idio Tov
avBpwno, Kabwg eniong kal okAnpri douAeld. AuTr MioTeUw €fval N XPUON CUVTAYNA YIa OPYAVICUOUG Mou NBUUOUY VA ANOKTACOUV
n didkpion Investors in People Gold.

To Investors in People gpeuvd kai AauBdvel undyn 1a cuvaictnuata Twv avepnwy, To Nwe avridauBdvovral Ty atudopalpd
€vOC opyaviopou, aAd Kal To NW¢ vikBouv yia Tn AietBuvon AvBpwnivou AuvapikoU. Exoviag autd we yvwova, eival onuavTikd
va BupbuaocTe 6T To va epapupdlel évac opyaviopos KAnoleg BaAcikES NPakTIKEG AleUBuvong AvBpwnivou Auvauikou, dev eival
QPKETO WOTE va eyyunBei TN didkpion. I'a va enimeuxBel autd, NpEnel N NAEIOWNQPIa Twv Epyalopévwy va alcBAVETAl OTI Ol NPAKTIKES
NietBuvone AvBpwnivou AuvapikoU nou xpnalponololvTal eival OvTwe ol KATAANAES Kal 6T unopoUv va 0dNynoouv oTa enBUNTA
anoTeAéouaTa, Ue BeTIkG avTikTuno oTnv SOUAEId TOUG.

Katd ouvéneia, n okAnpri douAeld and pdvn TNC PUNoPEi va PEREI €vav 0pyaviopd KOVTA oTnv Kopupn, aANG dev ApKE( yia va Tov
odnynoel oTn ofyoupn enimuxia. O opyavioudg eNIBAMeTal va eEETACE! TAKTIKA TIG MPAKTIKEG TOU YIA va UNopei va BEATIOVETAI O
ouvexn Bdon kai va divel Npocoxn o€ AENTOUEPEIES, OI OMOIEG UNOPET va anoBouv CNPIAVTIKES wg NPOg TNV BEATIWoN TNG NoIdTNTAC
TOU £PYACIaKOU NEPIBAAOVTOG.

EninpdoBeta, n opadikdTNTa KAl N CUVEPYAOIa PNopoUV va ENIPEPOUY EUVOIKA ANMOTEAECUATA OE NOMEC NEQINTWOEIG. H oTevA
Kal KaBNPEPIVA ENIKOIVWVIA UE TOV KOO0 TOU opyaviopoU, eival MoAU ocnuavTikh, apou €10l Ba Unop€écouy ol €pyaloUEVol VA
kaTavorncouv Tn AoyIKrA Kal Ta ogEéAN nou kpuRovTal nicw and To MAaicio Investors in People.

H Xdpig Avactaciddou eival Avawtepn AieubuvTpia
oto Turpa AvBpwnivou Auvapikou Tne PwC




AO®IEPOMA

oo
41

Employee Assistance Programs (EAP)

H AUON-KAEIDI yIa TIC EMIXEIPNOEIG O NEPIODOUG OIKOVOUIKNG

UpEONC €ival N OTPATNYIKN ENEvVOUON OTOV AvBpwno

AIgBvwe, ol ENIXEIPACEIC MoU eNevOUOUV OTO avBpwnivo dUVAUIKO TOUG Kal EPAPHOLouV
Ta EAP, anéKTnoav TEKUNPIWUEVA AVTAYWVICTIKO MAEOVEKTNUA, IBIAITEQA O NEPIGOOUG
OIKOVOUIKAG  UPeong, Kataypdgovtac a&locnueinTa anoteAéocpata oty avénon
TOU nBIKOU Kal TNG OECPEUONG, OTNV IKavonoinon and TNV €pyacia, otV €pyAciakn
anodoTikOTNTA, OTNV MoIGTNTA  €EUNNPETNONG  MEAATWY KAl KAT  €néKTacn oThv
kepdoPOopia Touc. EvOEIKTIKA avapépoupe 0TI o £pyaloUEVOUG MouU Xpnalonoincav
Ta EAP, onueiBnke evioxuon TNG eUeEiag Touc Katd 87%, ReATiwon Tou nBikou Kal
NG KivnTonoinong katd 51%, Peiwon Tou palvopévou anouciag and Tnv epyacia Katd
32% Kal auEnon TNC CUVONIKAG NAPAYwWYIKOTNTAG OTOV EQYACIAKSO XWPO NAvVw and 25%.
(Davidson Trahaire Corsych, 2012).*

Opiopég kai Bacikn Texvoyvwoia Twv EAP (Core EAP Technology)

Ta EAP, anotehouv dIEBVWG yia nepiocdTERa and 40 xpdvia, £va OANOKANPWHEVO Kal auTtdvouo “Work
Place Employee System”, €va oAoTkO mpdypapua unooTnpiEng kar avantuéng Tou avBpwnivou
SuVapIKOU €IBIKA OXEDIACUEVO YIO TNV MPOAYwWYN TNG UYeiag, TNG €UEEiag Kal TNG aoPAAEIag Kal TNV
€vioxuon TNG NaPAywYIKOTNTAG OTOV EQYACIAKO XWPO. H Bacikn Texvoyvwaoia Twv EAP, enovopalduevn
w¢ "Core EAP technology", oe cuvduaoud pe TNV eQappoyn €EEIBIKEUPEVNS YVWOONG OTOV TOPEA TWV
OUMNEPIPOPICTIKWY EMICTNUWY Kal TNG WUXIKAC Uyeiag anoteAoUv BACIKA OTOIXEIQ TOU ENAYYEAIATOG
Employee Assistance (EA). Qg npoypdupata eEEISIKEUUEVA OTOV EQYACIAKO XWPO, O OXEQIAOHOG Kal
n uAonoinon Tou k&Be EAP moikiMel kal npoocapudleTal, avaioya he T doun, TNV KOUATOUPA Kal TIG
avAyKEeG ToU EKAOTOTE Opyaviopou.

Ta EAP vyia noA\éc dekaETieg BpiokovTal oTnv kopu®n Tng atdéviac Twv CEO oe ¢ntripata diaxeipiong

Kal avdntugng Tou avBpwnivou NapdyovTa Kal npoaywync evoc BeTikoU kal uylolc €pyaciaxkou

nePIBAMOVTOG, KUPIwG O MePIGOOUG OIKOVOUIKNG Upeong. H 1diamepdtnta Twv EAP al\G kal

N avaykaibtNTa UAOMOINCNG Toug, €ykeimal oto OTI dev anoTeAoUv anAd Pia KovA UNOCTNPIKTIKA

napéuRacn Npog To avBpwnivo dUVAUIKO, AAAG €va douNUEVO, dIadPACTIKO Kal JIAXPOVIKO OVTEAO Yia

TNV EMIXEIDNON NMOU NAPEXEI OTPATNYIKEG, EQYAAEID Kal OEEIOTNTEC yIa TNV:

* ANOTEAECHATIKNA DIOXEINION TOU PICKOU MOU CUVOEETAI E TOV AVBPWNIVO MAPAYOVTA Kal TNV
epyaoiakn andédoon (Operational Risk & Performance Management)

* npoaywyn TG euegiag (wellbeing) Twv pyalopEvwy Kal TOU 0pyavIGuoU

* aU&non TNg avBEKTIKOTNTAC, NPOCAPOCTIKOTNTAC Kal EUENIEIAC oTnV aAAayn

* gvioxuon Tou NBIkou, TG aiclodogiag kKail TN BETIKAG AVTILETWMIONG TwY NPOKANCEWY TNG
€PYAOIAKNG Kal MPOCWIKAC {whg

* 1POANWN Kal JIOXEIRION TWV PUXOKOIVWVIKWV KAl GUUNEPIPOPICTIKWV KIVOUVWV

* dnpIoupyia evOg UYIECTEPOU Kal anodOoTIKOTEQOU avOPWMIvou SUVAUIKOU

EnmnAéov, Ta EAP anotehouv Tn pdvn napoxn (benefit) Twv enixeipnoewy Npog Toug pyalopévous nou
«QyyiCel» Kal unooTNPICel Kal Ta PEAN TNG OIKOYEVEIAC TOUG, OEQOUEVOU TOU OTI GUXVA Ol MPOCWMIKEG
NPOKANGCEIG TWV EPYACOPEVWY, «UETAPEPOVTAl» and TO ONITl KAl OTOV EQYACIAKO XWEO UE CNUAVTIKO
QVTIKTUMO OTNV ANOTEAECATIKOTNTA TOUG.

Ta EAP 1€A0G, JIOAoKOVTAI O PETAMTUXIOKO Kal IDAKTOPIKO €MiMEdO ot XWPEES o6nwg ol H.IM.A., o
Kavaddg, n Auotpahia, n NéTia Appikn aAd kai otny Eupwnn. EVOEIKTIKG NAVENICTAPIA NMOU NAPEXOUV
pETANTUXIOKOUG TITAOUG 0noudwy, MIoToMnoINcelg, dinAwpaTa kal eEeidikeuoelq ota EAP eival to University
of Maryland kar Catholic University of America (USA), To University of Pretoria (South Africa), To Glasgow
Caledonian University & Human Development (Scotland), To National University of Ireland, k.d.

O aotepiokoc (*) napangunel otn BiBAIoypapia nou Bioketal oTo TEAOG Tou dpbpou.

H Ap. Avactacia M. Rush, eivai
KAIVIKOG WUXOAGYOG, IBPUTAG Kal
levikn AieuBlvipia tTng Hellas
EAP, Tng €Taipeiag nou eioriyaye
Ta Employee Assistance Pro-
grams (EAP) otnv EMGda.
NigBéter 40 € diebvouc
€UnEIpiag oTov Topea Twv EAP
Kal eupUTEP OTOV TOMED TNG
WUXIKAG UYeiag. AleTéNece Mevikn
AieuBuvipia kal Senior Consult-
ant ce PeYAAo apIBUd IDIWTIKWY
kal  OnudoIwV  OPYAVIOHWV
onwg US. Air Force (NATO),
Mental Health Centers,
Sheriff’'s  Department, Depart-
ment of Justice, Hospitals ka.
TNV NOAUETA ENAYYEAUATIKA TNG
nopeia €xel AGRel dIaKPIoEIg Kal
BpaBeloeig yia TNV KaivoTopia
Kal To €pyo TNG OTOV TOPEQ TNG
npoaywyng WUXOKOIVWVIKAG
uyeiog and KuBepvNTIKOUG Kal
IDIWTIKOUG POPEIG E UWNAGTEPN
dIdKPIoN, TNV €mIAOYh TNG Kal
OUMMETOXA TNG OTO ZUPBOUANIO
Tou KuBepvntn Tng PAGPIVTA
oe Béuara vouobBeoiag yia Tnv
nPOAaywyn TNG WUXIKNG UYEIag.
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O1 AiBveic ZUAoyol Twv EAP

H ovopaoia kar n Texvoyvwoia Twv EAP éxel kabiepwBei vopikd and 1o Aiebvn ZUMoyo Employee Assistance Professionals Asso-
ciation (EAPA Int.), 0 onoiog 18puBnke 10 1971 oTig HIMA kal anoTeAei Tov NAAQIGTEQO Kal JEYAAUTEPO CUANOYO Naykoouiwg. O EAPA
Int., opiCel kai emPBAENEl TNV aucTnEn ThEnon Tou Kwdika Asovtohoyiag kal Twv Baoikwv Apxav 2xediacpou kai YAonoinong Twv
npoypauudaTwy and Touc EAP napoxeic diebvwc oe oxéon pe Tnv aglonioTia, eEEIBIKEUCN, EUNICTEUTIKOGTNTA, AVANTUEN KAl EPApUoYn
Twv EAP unnpeciwv. * Z1oug peyaAdtepoug diebveic ZuAoyoug Twv EAP cuykataAéyovtal o ZUMoyoc Tou Kavadd (Canadian Em-
ployee Assistance Association) kai Tng Aciag (Asia Pacific Employee Assistance Roundtable).

Ornapoxeic EAP ota kpdt péAn Tne Eupwnaikic Evwong idpucav 1o 2002 1o Employee Assistance European Forum (EAEF). Baoikog
oTOX0G Tou Eupwndikou ZulMbyou Twv EAP, anotehei n didxucn Twv NPAKTIKWOV Tou EAP enayyéAuatog, n- dnuioupyia Twv Bacoikov
Apxwv YAonoinong (Standards of Practice), kaBwg kal Tou Kwdika Acovtoloyiag (Code of Ethics) kai evioxuong Twv MNMoAmKwv Kal
Niadikaoiwv (Policies & Procedures) yia Tn SlacpANion upnAic noidbtnTag napexopevwy EAP unnpecidv otny Eupdnn.

Méhog Tou AleBvoug EAPA Int. anotelel To ENnvikd MapdpTtnpa, To onoio 10pubnke 10 2003 Kal OTOXEUEI 0TV NPOoWwBNon Twv
EAP ctov eMANVIKO 1810TIKG EMIXEIPNATIKO Kal dNPOCIO TOUED Kal oTnv avanTuén EAP npoypauudTwy nou avIanokpivovTal OTIG
OUYKEKPIUEVEC KOIVWVIKOOIKOVOUIKEG AVAYKEG TOU EMNVIKOU £pyaciakoU NEPIBAANOVTOC.

O1AigBveig XUMoyol Twv EAP kal Ta napaptipaTd Toug, unootnpidovtal kal cuvepydlovTal e KoaTIkoUg opyavicpoug, MAvenIoTAWIA,
OMOCMOVOIES, CWUATEID KOl GUMOYOUG, OPYAVWVOUY PEYAANG EKTACNG EQEUVEG OE TOUEIC MOU ANTOVTAI TNG UYEIQG GTOV EQYACIAKO
XWPO, M.X. EpyaAciakd oTPEG, doknon Biag, epyaciakn anédoon, Risk & Performance Management k.d. kal dpacTnpionoliouvtal oTny
EKMNAIdEUCN Kal TNV MPOETOIAGIa Tou avBpwnivou NapdyovTa yia TNV QVTIWETWNION KPICEWV KAl AIpVIOIWY TPAUPATIKWOY YEYOVOTWY
(Critical Incident Stress Response).

T1 AEN €ival Ta EAP

‘Onwg evOelkTIKA avapépeTtal oto EAP Buyer’s Guide, * Tov 0dnyd nou opidel Ta Kpimipia nou opeifouy va nAnpouv Ta EAP. IMNMapoxeig

dlebvwg, Ta EAP dev eivar:

* £(pappoyn YepovwPEVWY (ad hoc) cUUBOUAEUTIKWY UMNPECIWY N WPUxoBepaneia

* NaPOXN UNNPEciag and PEUOVWPEVA ATOWA, OUADEC/KEVTOA WUXOAOYWY, WUXIATPWY A Kal and WuXIATEIKA KAIVIKA

* aoPANOTIKO NPOYPAUA UYEIQS TO 0Mnoio cUUNEPIAAPBAVE! UEUOVWEVES GUUBOUAEUTIKEG UNNPECIEG M UNOTUNWAN
npooBacn/napanounn Ge POPEIG UNOCTAPIENG

* NaPOXN UNNPECIWV anod eTAINEIES, Mou N kKUpIa dpacTnpIOTNTA Toug dev eival Ta EAP.

AVTIBETWG, N UNap&n evog oAokANpwuévou EAP mpoUnoB&Tel TN CUGTNUATIKA Kal ENIGTNIOVIKA NAPOXA VoG UEYAAOU €UPOUG
UMNPECIWVY VIa TO avBpWIvo SUVAUIKO Kal Ta IEAN TWV OIKOYEVEIWY TOUC ONwG:

avvupn Kal anepidpiotn npdolacn oe 24/7/365 TnAepwvikn Mpapun YnootipiEng kai Kpiong

EMMIOTEUTIKNA aloAOYNoN TNG KABE NepINTwong Kal npdoBacn ce Bpaxeia cUPBOUAEUTIKA kaBodrnynon

npoopacn ce dNdoiouc N IBIWTIKOUCG (POPEIC YIa HAKPOXPOVIA UNOCTAPIEN AV Kal EPOCOV XPEIAZETal

OUVEXN UNOCTAPIEN Kal ENAKOAOUBNCN TNG KABE NepiMTwong nou eiIcepxeTal ota EAP

uUNooTAPIEN, EKNaIdEUCN Kal KAOBOdNYNON GTA OTEAEXN TWV EMNIXEIPNOCEWY GE ¢NTAPIATA MOU ANTOVTAI TOU avBpWIvou NapAyovTa
UNooTAPIEN GTN JIaXEiPIoN AIPVISIWY TPAUPATIKWY YEYOVOTWY Kal KRIGEWV

OIKTUO GUPBOUAWY CUUNEPIPOPICTIKWY KA KOIVWVIKWOV EMIGTNIWY

€EEIDIKEUPEVO NOYICUIKO, UETPNOILA ANOTEAECHATA XProNG KAl ANOTEAECHATIKOTNTAC TOU MPOYPAUUATOC

(NoI0TIKA KAl MOCOTIKA) KAl OTATIOTIKA ANOTEAECATA IKAVOMOINONG NEAQTWV.

Z0vToun 1I0TOPIKA avadpoun Twv EAP

Ta EAP npwtogp@avioTnkav katd m didpkeia Tou B’ Maykoouiou MoAéuou, £xovag wg oToxo T dIaTrENcn Kal Ty evioxuon evog
uyloUg Kal napaywyikou avBpwnivou duvapikoU. To 1940, NOMEC enNIXEIPNOEIG oTIC Hvwuévec MoATeieq AUEPIKAG, KaTOMIV EPEUVAC
kal aloAdynong, katéAn&av 6To cupnépacia OTI eival NEPICCOTEQO ENIKEPDEC VA eNeVOUCOUV OTNV ANoKaTAoTaoN EQYACOUEVWY UE
NEORAUATa AAKOONIGHUOU and To va dIATNPOUV JIa MOAITIKA anacxOANCNG «QvOIXTNG NOPTAG», UE OUVEXEIG ANOAUGEIG, MOOCANYEIG
KQI AVTIKATACTAOEIG EpYAlOUEVWY E EEAPTNTIKES CUMMNEPIPOPEG. * KATWw and AQUTEG TIC CUVONKEG eupavioTnkay Ta EAP ot uia apxikn
TOUC HOP®N, EXOVTAG WS EMNKEVTPO KUPIWS TNV MPOANYN, TOV £YKAINO EVTONICUO Kal TNV UNOoTAPIEN €pyalopévwy e NPOoRARUaTA
aAKOOAIoHOU. Ta CUYKEKPIWEVA MPOYPAUWATA OTOV EQYACIAKO XWEO yvWpIoav eupeia anodoxn oTig dekaeTieg 1950 kal 1960. Ta
EAP kdvouv Tnv napoucia Toug 0Tn CNPEPIVA TOUC LOP®N Kal avayvwpidovTal SIEBVMS and TIC apxEG TNG dekaeTiag Tou '70.

2N oUyXxpovn Jopgn TOUG, MEPAV TNG NAPOXNG EEEIDIKEUMEVWY UMNPECIWDV OTOV TOPEQ TwV €EQPTACEWY, dIaXElpiCovTal éva peyaAo
€Upog BepdTwy Nou oxeTiCeTal e TNV Uyeia, TNV €Uegia, TN CUMNEPIPOPA, TNV AMOTEAECUATIKOTNTA TOU avBpwWNIivou SUVALIKOU Kal
TNV UNOGTAPIEN TwV €QYACOUEVWV KAl TWV PEAWY TNG OIKOYEVEIACG TOUG YIa TN DIAXEipIoN Twv MPOKANCEWY MOU QVTILETWMICOUV KAl
€NNPeACouV apvNTIKA TNV MApAYyWYIKOTNTA Twv enixelpnoewy. And 1o 1980, N Eupwnn 1o unodéXeTal kal Ta UIOBETEl wg €va autOvouo
Topéa Tou Behavioral Health Care (BHC) diagpopornolwvTag Ta and AANEG PEPOVWUEVES WUXOKOIVWVIKES MNOPEUPBACEIG.

Ta teAeuTaia oapdvTa Kal IAEOV XpovIa Exouv BECUOBETNOET 6 MOAEG XWPEG ANOCKOMWVTAG GTNV MPOAYWYN TNG YUXOKOIVWVIKAG
uyeiag kal acPAAEIag Kal TNV auénon TN NapaywylkOTNTAG OTOV EQYACIAKO XWPO. e XWPES 6nou Ta EAP éxouv pakpd 1oTopia,



onwg ol H.IMA., n mAsioyn®ia Twv PEYAAWY ENIXEIPNCEWY NPOCPEPOUV OTOUG EQYACOUEVOUG KAl OTIC OIKOVEVEIEG TOUG TA OXETIKA
NEOYPAUMATA. * ZUupwva Pe NpoopaTa EPEUVNTIKA dedopéva, Ta EAP napéxovral oto 89% Twv peydAwv enixelprnoswy (500+
€pyalopevol), oTo 76% Twv pecaiwv enixelprioewv (100 - 499 epyalbuUevol) Kal 0To 52% TwV JIKPWY ENIXEIPNOEWV (1 -99 epyalduevol)
(Society for Human Resources Management, 2009).* Eivar agloonueiwto o€, 6T To 90% Twv €TQIpEIdV oTo Fortune 500 kai For-
tune 1000 epapudlel EAP unnpeaciec. Epeuva Tou AieBvoug ZuMbyou Twv EAP, deixvel 6T ndvw and 1o 97% Twv ETAIPEIDV [E
neplocdTEPOUG and 5000 epyalbuevous epapudlouv Ta EAP.*

AvapopIkd PE TIG MOAU MIKPEG EMIXEIPACEIS, N GUVABNG TAKTIKA Eival N UNAywyN JIKPWY JIAPOPETIKWY EMIXEIPNOEWY, NMOU BpickovTal
otnv idIa YEwypapIkA NEPIOXN N anoTeAoUV PUEAN TOU EUNOPIKOU CUANOYOU TOU TOPEQ TOUG, KATW and TNV OunpéAa evog eviaiou
EAP npoypduuatog. TEAOG, cuvavtdral Kal n NPAkKTIKA Ta EAP va npoogpépovTal oToug epyalbuevouc and Ta cuvOIKATA (CwpuaTeia
€pyalopévwy). ZTnNV NePINTwon autn, To KOCTOG KAAUMTETAI AMOKAEICTIKA and Ta cwuaTeia N and KoivoU OE CUveEPyacia Kal
ENIUEPIOPO TOU KOGTOUG PETAEU TWV CWHATEIWY Kal TOU EpyodoTN.

AlgBveic npakTKEG uhonoinong Twv EAP

loTopikd, Ta EAP ékavav Tnv eppdvion Toug G NePIGOOUG KPIoNG Kal GTN CUVEXEID CUVOEBNKAV LE KABE NEPIOdO avAnTUENS Twv
ENIXEIPNCEWY NPOCAPUOLOUEVA GE DIAPOPETIKEC NPOTEPAIOTNTES KABE XWPAG Kal EpyaciakoU NepIBAMovTOG. MNépav Tng AEPIKAG,
Tou Kavadd kar Tng AucTpaAiag, énou Ta EAP uhonolouvtar and Tn dekaeTia Tou 1970 kar éxouv BecoBeTnBeil, 6a avapépoupe
EVOEIKTIKA XAPAKTNPIOTIKG Napadeiyuata Xwpwy avd Tov KOoUO, Mou Ta UI0BETNCaV Kal Ta BECU0BETNCAV yIa TNV KAAUWN TwV
OUYKEKPIUEVWV KOIVWVIKOOIKOVOUIKWY QVAYKWY TOUG. *

* >N MeydAn Bpetavia, Ta EAP anotehoUv pia and Tig mio JIadeO0UEVES MAPOXES TWV EQYODOTWY MPOG TOUG EQYALOUEVOUC UETO 71% Twv
EMIXEIPNOEWV CAPEPA va Napéxouv EAP.* Enmuxnuévec NapePBACEIQ MouU €X0UV EQPAPOOTE! anoTEAOUV: EAEYXOI OTPEG (Stress Audits),
dlaxeipion xpoviwy acBevelwy (Disability Management), cupBouleuTikn evidg epyaciakou xwpou (On-site Counseling) kal npoypduuata
eueiag (Wellness Programs) o€ B€uaTa mpoANNC Kail SIAXEIRIONGS TWV WUXOKOIVWVIKWY KIVOUVWY OTNV Epyacia.

* 21V IpAavdia, Ta EAP éxouv BecuoBeTnBel oe GAOUC ToUC KPATIKOUC (POPEIG Kal KATA Eva UEYAAO MOCOGCTO GTOV IBIWTIKO TOUEQ.
APXIKE EQapUOCONKAV yia TNV AVTIWETWMION TOU OTREG, TNG Biag, TNG NapevoxANong, Tou ekpoRiopoU Kal TG JIOXEIPIONS KPIGEWV
OTOV EPYACIAKO XWPO. XAUEQT, EQAPPOLOVTal KUPIWG Yia TN JIOXEIPION TNG XAUNAAG anodoTIKOTNTAG TwV EpYACOPEVWY Kal yia TNV
evioxuon Tng KEPJOPOPIAG TwV EMIXEIPNCEWY PEca and Tnv Anddoon TN Enévducng (R.O.1.) oe EAP npoypduuara.

* 21N MdATa kai Tn @iviavdia, Ye npwToBoulia popéwy 6nwe Ta Ynoupyeia Epyaciag, Koivwvikwy Yanpeoiwy, Yyeiag kal 1o Kévipo
‘Epeuvag kal Avantuéng, Yyeiag kai Mpdvoiag, Pe Tn xpnpatodotnon Tou Eupwnaikou Koivwvikou Tapeiou kal ye Tn cupBoin EAP
napoxewv, Ta EAP eqpapudoTnkay apxikd 6 MIAOTIKO oTAdIO KAl GTN GUVEXEIQ BECUIOBETNBNKAY GTO dNPGOIO Kall IDIWTIKO TOET.

* >1nv Kiva, and 1o 2002 n KuBEpvnon Je TN cupBoAr Tou AleBvoug ZuMbyou Twv EAP (EAPA Int.) €dpace mpoAnaTIKG EVIACOOVTAG
otnv EBvIkn Tng ZtpatnyikA Tnv npowbnon Twv EAP og dnudaoio kai 181wTIkO Touéd. KUplo okond anoTéAece N dIAXeipion Twv
ENNTWOEWY TNC Paydaiag OIKOVOUIKAG avAanTUENG OTNV WUXOKOIVWVIKA UYEia Tou avBpwnivou SuvauikoU Npiv autéG eNNPedoouV
apvnTIKA Toug puBoUg avanTugng.

* 2TNV AQYEVTIVA, O MONTIKOOIKOVOUIKEG KOl KOIVWVIKEG OUVEMEIEG TNCG KPIONG, WE TIGC MAJKEG aMOAUCEIG Kal TIC CUVEXEIQ
avadlapBpWOEIC oToV EMIXEIPNUATIKO TopEa, odnynoav TIG ENIXEIPACEIC oTnNV uAomoinon Twv EAP we oTpatnyikn avakapyne
péoa and Tn diaxeipion Twv SUCHEVWV ENIMTWOEWY TNG KPIONG Kal TNG AAAAYNG 6T avBpwnivo SUVaAUIKO Kal KaT  ENEKTACN OTNV
napaywyikoTNTa TWV EMIXEIDNCEWV.

* >1nv EAAGOQ, Ta anoTeAéopata SIEBVwv pEUVWV Kal AEIoAOYACEWY, TOMOBETOUV IEQAPXIKA APKETA XAUNAG TN BEoN TNC XWPAG
¢ NPOG To Babud EQapUOYNC AUTWV Twv NPOoYPAUUaTwWY. MBavde, autd oPeNeTal GE CUYKEKPIUEVA XAPAKTNPICTIKA TOU EMNVIKOU
ENIXEIPNPATIKOU KOOPOU Onwg N UNApgn MOM@OV PIKOWY Kal ECQIWY OIKOYEVEIOKWY EMXEIPNCEWY, N ENEIPN EEWOTPEPEIAG, N
ducnioTia anévavTl Ge JOVTEAD Kal EpyaAeia mou diapEépouy and Toug napadociakoug Tpdnoug dloiknong, aglonoinong Kail avanTugng
ToU avBpwnivou Kepahaiou. Eival 6uwg BeTIkO, 0TI 0A0gva Kal HEYAAUTEPOG apIBUOG enxelprioewy avTIAapBAveTal To pOAO Kal TNV
eNIXeIPNoIakn a&ja Twv EAP kal oTpEPeTal e KOAEC DIEBVEIC MPAKTIKES AvVAZNTWVTAC TNV KAIVOTOWIA, YVWOOEIQ Kal AUCEIG evAvTIa GTNV
OIKOVOWIKA UPESN Kal TNV £5pAion KOUATOUPAC avTaywVIOTIKOTNTAG Kal BETIKWV ANOTEAECUATWY. *

EAP kai An66oon Enévduong - Return On Investment (R.O.l.)

NeKAOEC €peuVeEG Ta TeEAeuTaia 20 xpdvia €xouv avadeiEel Ta NOMANAG oPEAN/KEPDOG Twv EAP ce oxéon e To KOGTOG UAOMOINCNG
Touc.* OI €PEUVEC AUTEC KaTEYpaWav TNV EEOIKOVOUNGCN XPNUATWY YIA TIC ENIXEIPNCEIG GE TOWEIG ONWG N PEIWoN Tou KOGTOUC Mou
OUVOEETAI E XAUNAN anodoTIKOTNTA, N PEIWON TOU IATPOPAPUAKEUTIKOU KOGTOUC, N PEIWON VOUIKWY JIEKDIKACEWY KAl KOOTOUG
anolnUIMOEWY, N Peiwon evaAayng kal avTikatdotaong epyalopévawy. O unoAoyiopdg tng Anodoong Enévduone (R.O.L)
unoAoyidetal o UWNAA enineda Kai PTAvel aTNv eMIoTPOPN 3 €we kal 10 doAapiwy yia k&Be Eva doAdpIo nou EodeUoUY O ENIXEIPATEIQ
oe EAP.*

‘Epeuva tou Davidson Trahaire Corsych 1o 2012 £dei€e 6T ia enixeipnon kepdicel $10.187,99 etnociwg via k&Be gpyalOuevo nou
xpnolyonoiel Ta EAP and tn BeATiwon oTnv napaywyikdTNTA Tou.*  BAEnoupe dnAadn 6Tl e KAMOIEG NEPIMTWOEIG TO KEPDOC TWV
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enIXelpNoewy and &vav Poévo epyaldpevo nou xpnolgonoince Ta EAP kKaAUnTel To €Tholo k6oTog Tou EAP npoypduuatog yia 1o
OUVOAO TWV EQYALOMEVWV.

EnminAéov oTaTioTiké anoteAéopata and Tnv uhonoinon EAP :

R.O.l.:

* United Airlines $16,95: $1,00
* Royal Bank of Canada  $14,00: $1,00
* Bank of America $6,00: $1,00
* Citibank $4,65:$1,00
* PepsiCo $3,00: $1,00
* General Motors $3,00: $1,00

* Chevron: katéypaye képdog $50.000 avd nepintwon and Tn Jeiwon avtikatdoTaons GTEAEXWY, AOyw TNG Epappoyng Twv EAP

* To 5% Twv epyalopévwy nou xpnalponololv Ta EAP peiwvouy Ta €€oda picBodooiag katd 3,45%

* Johnson & Johnson: 33,7% BEATIwoN TNG PUXOKOIVWVIKNG UYEIOG Twv EQYAlOPEVWV

* 3M: 70 80% TwV £pyaopEVWY CNUEIwoaV PEiWoN anouciwy and TNV epyacia, augnon NapaywyikoTNTAg Kal BEATIWUEVES
EPYQOIOKEC OXECEIC

2TOUC MOPAKATW MIVOKES KaTaypdpovTal Ol PETPACEIG MPIV Kal PETA Tnv xprion Twv EAP oTnv npoownikiA Kal €pyaciakn
AeIroupyIkdTNTa Twv epyalopévwy (EAP counselling: Outcomes, Impact and R.O.1. by Paul J Flanagan & Jeffrey Ots, 2012).*

Personal Functioning Work Functioning

Personal Impact
Pre & Post Measures

Work Impact
100% Pre & Post Measures

100%

80%

80%

60%

60%

40%
40%

20%
20%

0%
Emotional Wellbeing Physical Health Worklife Management 0%

Work Productivity Morale/Motivation Work Relationships

Il Pre [ Post I Pre [l Post

‘Epeuva ikavonoinong enayyeAuaTtiwv Tng AietBuvong AvBpwnivou AuvapikoU ané tnv uhonoinon Twv EAP otnv EAAGSa

2 € €peuva Nou NpaypaTonoINBnke ota oteAéxn TN AieUBuvong AvBpwnivou AuvapikoU o€ 11 EAMANVIKEG Kal NOAUEBVIKEG ETAIPEIES
otnv EANGOa, Ta NapakdTtw anoTeEAEcUATa KaTaypd@nkay o oxéon e TNy uhonoinon EAP unnpeoiwv (Hellas EAP, 2012-2013).*

H napoxr twv EAP unnpeotiv £xet cupBaAeL otnv Miotebete 6T Katd T Sidpketa ™G Kpiong, Ta
gvioxuon tou pdAou oag we HR; EAP, anoteAouv anapaitnto epyaleio yia tnv
gvioyuon g avBektkdTTAG KAL
50% anodotkotntag Twv epyalopévwy;
33.30%

50% 50%

' 16.70%

Supdpwvw Jupdwvw Oudétepog p
aroAvTa Jupdwvw andAuta Zuppwvw

Oa npoteivate Tig EAP untnpeoieg oe @AAn statpeia;

83.30%

16.70%

Supdwvw anodAuta Supdwvi




EniAoyog

EE opiopou hoindv T1a EAP eival dueca cuvdedepéva e Toug Opoug Performance Management kai Pro-
ductivity Issues w¢ €va anapaitnto oTpaTnNyIKO EQYAAEID yIa TNV EVIOXUON KAl AUENCN TNG NOPAYWYIKOTNTAC KAl
QVTAYWVIOTIKOTNTAG TWV ENIXEIPNOEWV. WUXOKOIVWVIKA RIoKa ONwe 01 EQYACIOKES ANAITACEIC, O POPTOC EQPYACIAG,
N OPYAVWOICKA KOUATOUPQ OAAG KAl OF CUVEXOUEVEG aVadIaPBPWOEIC OTOV EQYACIAKO XWPO, EMIPEPOUV AUEDCT
QPVNTIKEC EMINTWOEIG OTNV PUXOKOIVWVIKA UYEIa Twv epyalopévay.™ H ékBeon Twv epyalouévwy o €viova
WUXOMIECTIKEC CUVONKEG IDINITEPQ OTO MACICIO IAC NAPATETAIEVNG OIKOVOMIKNG KRIONG, EXEI AUECO AVTIKTUMO OTN
LEIWON TNG aNOTEAECUATIKOTNTAC KAl TNG NOIGTNTAC TWV UNNPECIWV, ENITEVEI KATAKOPUPA TNV EKONAWON AABWV,
OUMNEPIPOPICTIKWY EMKIVOUVOTATWY, WUXIKWY AOBEVEIWV KAl TAPABATIKWY CUUNEPIPOPWY UECT OTOV EQYAOIAKO
XWPO. H onpavTikGTEPN Aoindv NPOKANCN YIa TIC  ENIXEIPNOEIC ONPIEPQ, Eival N MPOETOINAGCIA TWV CTEAEXWV KAl
TOU £pyaociakoU NEPIBANOVTOC YIa TN JIOXEIPION TwV KIVOUVWY NOU CUVOEOVTAI UE TOV avBPWNIVO NaPAyoVTa KAl
avaduovTal EVToVa O OUVONKEG nieonc. MNpwTtapxikng onuaoiag yia 1n AietBuvon AvBpwnivou AuvapikoU aAMd
Kal TG UNOAOING OTEAEXN, €ival TA €QYAAEIQ MOU PNoEOUV va €xouv oTn JIABECH TOUC yIa TN DIAXEIDION AUTWV TwV
KIVOUVWYV OE €va apxIKO oTAdIo MPOTOU 0dNYNOOUV GE CUMNEPIPOPIOTIKA (UWNAG enineda oTpeg, Bia, EEaPTNCEIG
K.4.) Kal Opyavwolakd pioka (XaunAn napaywyikdTNTa, anoucieg, Napoucia otn SOUAEId e XapnAd enineda

napaywyikoTNTag K.4.), JE Ta eNakOA0UBA «avBpwnIvVa» KAl OIKOVOWIKA KOOTN YIA TOV OPYAVIOUO.
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Kpoioool otnv Kpion: H duvaun twv
OETIKWV 2_.uvaIoBNUATWY oToV Epyaciako
XWPO KAl O EUEPYETIKEC EMIOPAOEIC TOUC
otnv anddoon, TNV NAPAYWYIKOTNTA KAl TO
Well Being twv epyalouevmwy.

Tou MiXdAn MaAavdkn

Ta teAeutaia 10 €N 0 xwpog NG BeTkNG Wuxoloyiag Exel
yvwpioel peydAn avanTtugn o€ epeuvnTIKO Kal MPAKTIKO €NiNedO.
MeTtaBAnTéQ 6nwg n nioTn, N aiciodogia, N xapd, To evOIAPEQOV,
N CUVEPYAOCIia, 0 aATpoulcude, N aicBnon voruaTog, N avOeKT-
KOTNTA BewpouvTal TAEOV OxI anAd eVOEiEEIC KahoU epyaciakou
NePIBAAMOVTOC aAAG oUCIaoTIKA dOUIKA CUCTATIKA Kal aiTia TNG
ENITUXIOC O aTOIKO Kal opyavwTIKG eninedo.

Kevipikd pobAo otnv aAayrh Bewpnong via TIC BETIKEG UETO-
BANTEC €xel N Bewpia Tng AleUpuvong kal AONONC TwV BETIKWY
Juvaictnudtwv (Fredrickson, 1998, 2001, 2004). ZUupwva e
mv Bswpia ™G Fredrickson n Biwon CUYKEKPIMEVWY OETIKWY
Juvaictnudtwv dnwg eival n xapd, N Ikavoroinon, n aydnn, To
evOIaPEPOV, N UNEPNPAVEID, N EUYVWPIOCUVN Kal N eANIda odnyel

a) oe yVwOoTIKA dieUpuvon (Napaywyn NEPICOOTEPWY IOEWV Kal
AUCEWV, KavoTopia, dNUIoUPYIKOTNTA) KAl

B) otnv dOPNON ICXUPWY Kal JAKPOXPOVIWY CUVAICONUATIKWY,
YVWOTIKWY, WUXOAOYIKWY KAl KOIVWVIKWOV NMOpwy. Z€ éva Oeu-
TEPO €ninedo N Bewpia unooTtnpilel 6T N Biwon BETIKWY cuval-
OBNUATWY AVTIMETWNICE! TIG CUVENEIEC BiILWONC APVNTIKWY cuval-
oBNudTWV (Bupde, BAIYPN, OTPEG) Kal OONYET PECW KAIAKWTWY
pNXaviopwy aveNiENg (upward spiral) oTnv WUxoAoyIKNA eunpepia
(psychological well being).

Ta Baoikd anoteAéopiaTa TN Riwong BETIKWY cuvaloBNUATWY Nu-
podo6TNoaV NANBOG epeuviy e BAoN TIC onoieg oNPEPQ EilacTe
o€ Béon va yvwpiCoupe OTI OTOIXEID GNWC TO EVOIAPEPOV, N XaPd,
N Kivntornoinon, N BeTIKA nyeoia, n evouvaiobnon K.d. eEQopaA-
Zouv UYNAOTEPN anNGOOoN CTOV XWEO EQYACIAG, MEPIOPICUO TWV
OUYKPOUCEWYV, KavoTopia, ANYOTEPEG ANOUGCIEG, ONUIOUPYIKOTN-
Ta, QVOEKTIKOTNTA OE OTPECOYOVEG KATACTACEIG, KAAUTEPN OU-
VEPYaoia, KAAUTEPQ OPAdIKA AnoTEAECHATA, EYAAUTEQN EMAY-
VENUATIKA Ikavonoinon, avénon NwANCEWY, akOUN Kal KAAUTEPN
nolotnTa {wng, NEPIOPIoO ACOEVEIWY Kal Iakpolwia.

XapakmpioTikA gival n nepintwon Tng METLIFE ALICO otnv
ALEPIKNA, N onoia KATAPEPE PECA OE apPVNTIKO OIKOVOUIKO MEQI-
BaAAov va napoucidoel alEnon NWANCEWY acPANIOTIKWY NEOI-
ovtwv 120% o€ 2 xpdvia anAd Kail UOvo NPocAauBAavovVTag cav
QAOPANCTEG AMOKAEICTIKA UNOWNPIOUG e UWNAN aiciodogia.

H onpepivi enoxn Bpiokel Toug enayyeAUaTieq OAWY TwV KAG-
OWV MEICPEVOUG OXETIKG e TNV aia Twv BeTIKWY cuvaloBnud-
TWV OTNV KABNPEPIVA £QYACIAKA MPAKTIKA AAAG TAUTOXPOVA KAl
NPEORBANUIATIOUEVOUC OXETIKA JE TO NWC PNOPOUV va auEnoouv

10 BETIKA CUVAICONIATA OTOV EPYACIAKO XWPO.

21N oUvtoun €kTacn autou Tou GpBpou PNopoUUE VA avapeP-
Boupe cuvonTikd o€ 10 Bacikoug TPdGNOUG JE TOUG 0Mnoioug o/n
oUyxpovog/n manager UNopei va enipeper Tn OTIKOTNTA GTOV
XWPO EPYA0IAC TOU/NG. ZUYKEKPIUEVA:

1) H Téxvn TOoU HoIpddeoOal. O1 cuvepydteg dev yivovral
oupdpéToXo!l oTnv dpdon étav aprivovtal €Ew and TG eEENEEIG.
Méoa and 1o poipacua NANPOMOPIWY Kal TNV AVOIXTA EINKOIVA
eNIKovwvia o epyaléuevoc AauBdavel To privupa Tl eival onuo-
VTIKOG Kall OTI €XEI TNV EUNICTOOUVN TWV AVWTEPWY TOU.

2) Euyvwpoouvn. ‘OAol oTnPICOUACTE GTOUC CUVEPYATES LAC YIa
VA (PEPOUIE AMOTEAEOATA, OANG NOCO CUXVA TOUG OVAPEQOULE
nGoo onuavTIKo! gival yia epdg; MpooBéoTe oTo KABNPEPIVO 0ag
AeE&AGyI0 TIC AéEeie "EuxapioTw", "MapakoAw", "Aev 6a 1a kaTd-
PEPVA Xwpic ecéva", "Eical noAUTIUOG" Kall (pOVTIOTE va TIG EKPPE-
(ETE TAKTIKA LE TEKUNPIWON. ZKEPTEITE TO OAV TNV OXECN JE TOV/TNV
ouduyo cag. Mvwpicel 6T TNV/ToV ayandTe aMd& xpeldeTal va To
EMIKOIVWVEITE CUXVA YIa VA PNV EEBWPIACEL

3) EvOUVapwoTE TOUG OUVEPYATEG 0aG HEOW avddeong. To
peyaAUTEPO AGB0G Nou Unopei va kAvel évag/uia manager ofpe-
pd eival va Napaykwvidel TOUQ CUVEPYATES TOU/NG Kal VA KAVEI TNV
OOUAEIG OAN pbvog Tou/Tne. TinoTa dev ekpPACel TNV NioTn Tou OTI
Ol CUVEPYATEG TOU/TNG eival Aiyol, avikavol Kal avanoTEAECATIKOI
nepioodTEPO and auto. Mpénel va dei€eTe eunioToouvn Kal va Bo-
NBNOETE TOUG OUVEPYATEQ OAC VA ANOKTACOUV auTonenoibnon,
IKavOTNTEG Kal epnelpia. Euvouxidovrag Toug dev NpdKeTal noTe
VQ TO NETUXETE. Eniong, HOAOVOTI MOMEG PpOPEG UNAPXE! O KivOu-
VOC Tou AdBoug Bupnbeite 611 eival KopudT TG SOUAEIAC 6ag va
«avanTUEETE» TOUC avBpWNouc cag kal OTI Kal ECEIQ BpedrkaTe
kdnola oTIypn GE auth TNV B€on Kal KANOIOG Gag MICTEWE, 0ag
EUNICTEUTNKE Kal 6ag avéBeoe anamnTikoUg 6TOXoUG YIa va pTé-
OETE OTO ONEIO MoU gioTe oNPEPQ.

4) MpooapudoTe To management style cag. Acv eival 6Aol
Ol ouvepydTeg oag idlol, oUTE €xouv Ta idla XaPAKTNEICTIKA,
eNBUPieg kal IkavoTnTeg, Eceic viati 6a Npénel va Toug PETAXE-
piCeote cav va ATav Guolol; XapToypa®noTe Ta BETIKA CTOIXEID
KA&BE cuvepydTN KABWE Kal TIC OVadIKES TOU MOIGTNTEG Kal MPO-
OQVATONIGTE TNV CUUNEPIPOPA GAC OE AUTA.

5) Ano@opTioTe Tnv artydéo@aipa. J€ KAbe epyacia undp-
XOUV eun6dIa Ta onoia eavidlouv avunépRAnTa. PpovTioTe e
TNV EUNEINIO 0AG VA Ta OPIOBETACETE KAl VA TOUG BWOETE OTA



MATIO TWV CUVEPYATWY 0AC TO owaoTo PEyeBog. H dyvoia cuvnBwe Twv CUVEPYATWY Kal N EMNEIYN EUNEI-
piag Ta kavel va gaivovtal peyaAUtepa and OTi npayuaTika ivai.

6) AlaoKeBAOTE GTOV XWPO €Pyaciag. > OAoUC apécel To YéAIo. OAol BEAOUV va NEPVAVE KAAA.
Mati va pnv ocupPaivel autd Kal 0TOV XWPO €pyaciag; Ziyoupa Oev eival ONEC OI OTIYHES KATAAMNAEQ
A& eniong ofyoupa dev eival kal OAEC OI OTIVUES anapaitnTo va eival CKUBPWNES, OKOTEIVES KAl ICEPEG.
ElodyeTe TNV avoixTn enikoivwvia, To naixvidl, Tov NEIPapaTIoUO Kal To XIoUop oTny Epyacia oac.

7) KaraveigeTe anoTeAeGHATIKA TOV XpOVO Gag. H npwTn aitia nieong otov Xwpo epyaciag eivaln
EMEIPN xpdvou. Ta kakd vEa eival 0TI N Pépa Oev MPOKEITAI VA ANOKTACEI 25N wpa. Ta KaAd vea eival ol
WUNOPEITE VO EKUETAAEUTEITE / OPYAVWOETE TOV XPOVO OAC (OTE VA EIOTE MIO ANOTEAECUATIKOL. TO KAEIO!
o€ auTd eival To ywwoTd Bewpnpa Tou MNapéto N aMiwg n apxn Tou 80-20. EcTidoTe ota npaypatiké on-
HavTIKG NpdyUaTa Kal ApIEPWOTE TOV JEYAAUTEPO XPOVO oag o€ auTtd. Mnv @oBAcTe va AéTe OXI Kal va
AKUPWVETE avoUOIEC OPACTNPIOTNTEG KAl CUVAVTNOEIC.

8) HynOeite pe 1O napadelyya oag. Eivar guoikd 6tav ol cuvepydTteq oag BAENouvV (poup-
TOUVIQOWPEVO KAl VA KPATATE TO KEPAA 0ag WE Ta 2 0ag XEPIa va aneAnidovTal Kal va OKOTEIVIG-
Zouv. Mnv EexvdTte OTI €i0TE O PWTEIVOC TOUG PAPOC. AgixvovTag npwTtog/n 1o BeTikd Napddely-
da, TNV alolbdo&n oTAon KATAPEPVETE va TNV dladideTe 01O UNOAOCINO NMPocwnikd. H xapd eival
METAOOTIKN TO 010 OWG gival kar n BAIpN.
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9) AnpioupyAoTe vonpa. Tinota dev anoBappuvel NEPICOOTEQO €vav epyaloPevo and To va unv
KataAaBaivel TI KAvel Kal yiaTi. ©a Npénel ol oTOX0I Nou BETETE va eival capeic Kal cUVOEDEEVOI UETO-
&U Toug oToV 10TO IOC aVWTEPNCS OTPATNYIKNG Kal opduaToc. Eniong Ba npénel o KABe opyavwTIKOG
OTOXOG VA EPXETAI OE EUBUYPAUMION JE TIC MPOCWIKES aiec, PAEWEIG, PINODOEIES Kal IKAVOTNTEG TOU
KA&6e ocuvepydTn.

10) MpoBdaiAeTe TIGC agieg Tng eTaipeiag kKai dwoTe TO NAPAdelypa. H BeTikdTnTa dev
gival poévo B€pa xioUpop kal yéAou. H BeTikdtnTa €ival N kardotaon otnv oroia 1o ATopo
VIWBEI OTI CUUETEXEI OE VAV UPNAO OKOMO Kall OTI AEITOUPYET e BAon Wia oelpd a&lwV E TIC OMNOoIEC NOPET
Va TAUTIOTE Kal va eival neprigavog, 6nwg N dikaiooUvn, N AKEPAIGTNTA, N CUVTPOQPIKOTNTA KAl N a&lomioTia.

Ynpepa, otnv kKapdid Tng Kpiong, n a&ia Tng BeTIkdTNTAg (aiveTal va eival Mo eENTAKTIKA and NOTE.
MoAovoT n epappoyn TNG eival SUCKOAN €iacTe Nenelopévol OTI anoTeAEl To KAEIST yia TNV eMITuXia
pE€oa og auTo To NePIBANOV. ZekivhoTte Ta 10 BAuaTa CAPEPQa Kal ViVETE 0 NapdyovTac TNG aAAayNig
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O Ap. Tahavdkng MixAAng
yewnbnke otnv  Abriva 1O
1977. ONOKAAPWOE TIG BACIKEG
onoudég Tou oto  EBvikd
KanodioTpiakd MNaveniothuio
ABnvyv, oto Turua Gidocopiag,
Madaywykng &  Wuxoloyiag
ue karteuBuvon Wuxohoyiag, 1o
1999. Eivar kdroxog [Mruxiou
Master (MSc) otnv OpyavwTikni
Wuxohoyia and 10  Tldvreio
Mavemotiuio  ToAmKadv &
Koivwvikwv Eniotnpwy ano 10
2003. To 2009 avayopeudnke
AIBAKTWPE OpyavwTIKAG
Wuxohoyiag oTO Mévreio
Maveniotiuio TTONTIKGOV
& Kolvwvikdv Enotnuav.
Evi6g TV EPEUVNTIKWV TOU
EVOIaPEPOVTWV Bpiokovral
n BeTIKOTNTA, n OeTIKA
nyecia, N QvTIUETWNION  TOU
€pYaolakoU OTPEG, N OpAadIKA
anoTeAecuaTikOTNTA, n
KivnTornoinon, N €nayyeAUaTikni
lkavoroinon  n KOTAOKEUN
WUXOUETPIKWY EPYOAEIWY Kal n
€PYAOIOKN  oUPNEPIPOPd. Exel
MPEAYLATOMOINGCE! OIONEEEIQ
oe OiEBvn  Kal  eENNVIKG
OUVEDPIa wuxoloyiag Kal
€XEl ONUOOCIEUCEl  MPWTOTUMES
ENIOTNUOVIKEG ~ €PYacieq  OE
dIEBVA €MIOTNUOVIKG MEPIODIKA.
AI0BETel peydAn euneipia otnv
Aiaxeipion AvBpwnivawv Mopwv
kal €xel OlateAécel HR Man-
ager o PEYANEG ETAIPEIEC OTOV
XWOPO TWV QAPMAKWY Kal TwV
KATAVOAWTIKWV NpoidvTwy. Eival
avTinpoedpog TG EMnVIKAg
Eraipeiag ©eTikng Wuxoloyiag.
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How to keep your employees
motivated in difficult times

by Michael R. Virardi

“A store is nothing without its staff, like a home is nothing without its family”

The above words belong to Harry G. Selfridge, the American-born British retail magnate who founded
Selfridges, the world-famous London-based department store. His 30-year leadership of Selfridges led to
his becoming one of the most respected and wealthy entrepreneurs in the United Kingdom.

Harry’s business track record was a testament to the fact that he knew very well both the why and the
how when it came to keeping his employees motivated and his customers returning in difficult — and in
prosperous — times.

Know the ‘why’

In 2000 I had the good fortune to travel to the USA to attend a sales course by a man who has proved the test of time and would become
one of my mentors, Jeffrey Gitomer (Gitomer.com).

When Jeffrey came on stage — 14 years ago! — he uttered the following words that still linger in my mind:
“The person who knows the "how" will always have a job; and the person who knows the "why" will always be their boss!”

Harry G. Selfridge knew, long before J. Gitomer, that people are driven by a large enough ‘why’ and he made sure that he — and his
Management team — provided it daily to each and every member of his 3,000 Selfridges team; this, in an era when few business people
cared to show much interest in motivating their employees.

Having read Reginald Pound’s biography of Selfridge, | have come to the conclusion that the celebrated businessman was very aware
that success comes in building a capable, committed and cohesive team... because, as he said, a store is nothing without its staff, like
a home is nothing without its family.

And it was Harry G. Selfridge who gave me a strong enough why to write this article, some 105 years and 89 days after his Selfridges
store opened its doors to welcome its first ‘guests’ as Harry always referred to them.

Know also the ‘how’

Harry Selfridge, who showed genuine concern and interest in his employees, believed that, if they were going to sit up and take notice
of him, he had to sit up and take notice of what made them sit up and take notice. He understood more than most businessmen of his
time — and indeed most businessmen and businesswomen of ours — that employees needed to be motivated and coached in order to
perform at a higher level.

Firstandforemost, he achieved it by being an ardent supporter ofthe well-knownmottothat “nomanis anisland”. As alogical consequence,
he believed and trusted his people to carry his vision forward and in doing so he inspired me to come up with the B.E.L.I.E.V.E. formula
for keeping your employees motivated in difficult times.

The BE.L.I.LE.V.E. Formula

BE careful: Trainer, speaker and consultant Helen Breman urges managers and owners to show leadership. In her words, “You may be
scared to death, but once you walk into the office, everyone is taking your emotional temperature.” A confident and welcoming attitude
from Management is critical. Morale and motivation go hand in hand and sacrificing one of the two will have a detrimental effect on the
other one as well as on the organisation as a whole. Harry G. Selfridge was handed the resignation of one of his most trusted, valued
and, until the time of the announcement, loyal employees — Henri Leclair, Head of Display — just a few hours before the visit by the King
of England to Selfridges. He was distressed and discouraged by the news but he put on a brave face to welcome the King and his
entourage without letting his emotional temperature show. As R. Pound says in his biography of Harry Selfridge, “It’s important to keep
your feelings private since your own apprehension can panic employees.” Preserving his motivation as well as that of his own people was
priority number one for Harry Selfridge.

Leave your door open: It is said that when Jack Welch took over at General Electric (GE)in 1981, his first leadership move was to — literally
- remove his office door. It was a gesture that clearly signaled the arrival of a new “open door policy” towards the company’s 420,000
employees! The fact that he remained at the helm of one of the world’s largest corporations for two decades and, in that time, managed
to increase the value of GE by an eye-popping 4,000% shows that we have to take notice. Even though Harry G. Selfridge did not take
his door off its hinges, he was friendly with almost every employee who wanted to discuss debate and deliver an opinion on how the
store could improve its operations and increase its profit margins and market share. Whether you take your door down, as in the case



of Jack Welch, or simply keep it open, as in the case of Harry Selfridge, the fact remains that an open
door promotes idea-sharing and problem-solving and this positively impacts on both the bottom line and
employee morale and motivation.

Engage positively: No team-building exercise will suffice to restore employee lack of morale and
discontent. Unhappy and unmotivated employees will spread their negativity through the grapevine
and steer the organisation to its grave. They are the same employees who, according to the Wall Street
Journal, “draw a disproportionate amount of time and energy out of their managers. They can also bring
down the morale of the entire unit.” Harry Selfridge knew that engaging positively with his colleagues was
the main prerequisite for a successful company and an unbeatable team. He used to seek out employees
from throughout the staff hierarchy to ask them how he could improve their work experience, improve
bottlenecks and breakdowns as well as perfect the overall customer experience. His mantra was that
"The boss fixes the blame for the breakdown; the leader fixes the breakdown".

Visualize the future: Harry Selfridge was always visualizing the future. In 1906, following a trip to London,
he invested £400,000 in his own department store in what was then the unfashionable western end of
Oxford Street. Tough times don’t last but tough people do. If your people can’t visualize the future, it is
your duty to help them do so. Motivation is powered by hope and hope is won or lost in a person’s mind.
Even terminally ill people feel hopeful until their last breath. Leaders, in the words of Napoleon Bonaparte,
are “dealers in hope”;

Exit the office: There are no two completely identical people among the seven billion people that inhabit
this earth. The same can be said about stress. Everybody handles it differently. In Cyprus, where 98%
of the companies are classified as small, it is easier for managers to take a one-on-one approach. Talk
informally with employees to find out what each needs to stay on track. Then compliment — and motivate -
some of the employees by implementing their suggestions. Harry Selfridge was as precise as Swiss watch
in the time he invested by walking around in his store talking to his employees and educating himself in
the process. His wide smile and encouraging words were a source of inspiration and motivation. It is no
coincidence that one of the all-time classic sayings belongs to him: “The boss drives his men; the leader
coaches them.”

Conclusion

The number one motivator for most people has never been money; it has always been self-esteem. The
BE.L.I.LE.V.E. formula will go a long way towards preserving your employees’ self-esteem and maintain
high levels of motivation. If you wish to keep your employees motivated in difficult times, your main
responsibility as a manager is to preserve their self-esteem.

Ultimately, the most motivating thing to do is to treat your employees exactly as you would want to be
treated if you were an employee in the company you manage or lead. By acknowledging and treating
people with the kind of respect that you expect from them, you will go along way towards maintaining high
levels of motivation, enthusiasm and self-esteem. At the end of the day, the way you treat your employees
will be mirrored in the way they will treat your customers. Harry Selfridge understood this more than a
century ago. Some things — good things — never change!
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Currently at the age of 42, Mi-
chael R. Virardi is one of the
youngest inspirational and mo-
tivational speakers in Europe.
His energy, enthusiasm and
knowledge have made him one
of the most sought out speak-
ers at company events, training
sessions and conferences both
in the UK, USA, Switzerland,
Greece and Cyprus. He has
been a speaker and trainer for
the last 12 years.

Michael is also the author of two
best selling books which also
feature on Amazon and they are:
«Positive Impact!» and «Crisis?
Let’s Beat it».

Michael is also an expert on cus-
tomer care and sales and has
trained various prestigious com-
panies some of which are:

UCL (UK)

Swiss Education Group
(Switzerland)

EOS-Solutions (Germany)

AKER (Finland)

Interlaw (Global)

Marks & Spencer (Cyprus)

and many more.
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To Coaching kar n AvanTtuén KouAtoupag
Coaching otouc Opyaviououg

Tng Z1éANag BouAyapdkn

H ZtéMa Boulyapdkn €ival
nictonoinuévn Coach (ACC)
and 1o International Coach
Federation, > UuBouUNOG
oe Béuara Opyavwolakig
AvanTuéng kai Trainer. Exel
ntuxio  Wuxoloyiag  and
10 AlO Kal PETANTUXIAKO
ané 1o CITY University Tou
Novdivou otnv Opyavwolakn
WuxoAoyia. Epydotnke wg
Aleublvipia  AvBpwnivou
AuvapikoU O JEYAAEQ
IDIWTIKEG EMIXEIPNCEIG yia 9
xpbvia, kKal w¢ XUUBOUAOG
oe Bgpara  AvBpwnivou
AuvapikoU  kal - Emoynig
SteNexdv. And T1O 2008
QOXOAEITal ENAYYEAUATIKA UE
10 Coaching, oe aTtopIko Kal
ouadikd eninedo, To Training
kal 7o Consulting, JEow TNG
eTaipeiac People Growth.
Eivar idputikd pélog Tou Hel-
lenic Coaching Association
(HCA/EMCC Greece).

To Coaching eival pia paydaia e&eNiocduevn
unnpPecia, n onoia €xer UIoBeTNBEl and opyavICIOUG
oe ON0 Tov KOOUO, EVW Ta TEAEUTAID Xpovia €XEl
apxicel va avanTuooceTal oAU kal otny Kunpo kai Tnv
EMdada. To Coaching npocpépel MOAanAG opEéAn
TO00 OTOUG OPYAVIoUOoUG Mou To UIoBeTolv, 600
Kal OTOUG €MpEPOUC eunAekopevoug. Or opyavi-
ool ENIAEYOUV OUXVA TNV AVAMTUEN TWV CGTEAEXWV
Toug pEow Tou Coaching, KABWG €peuveC anoder-
KVUOUV OTI CUVOEETAI |UE QMOTEAECUATIKA AVArTUEN
Hyeoiac, Alaxeipion ANMaywv kal AvanTuén Talé-
VTV, UE XEIpOoniaoTd Kal dpeca anoteAécparta. MNa-
PAMNAQ, péoa and Tn diadikacia Tou Coaching, ol
EUNAEKOPEVOI  avanTUoooUY  VEEQ OeEIOTNTEC KAl
avaBabuicouv cuvohikd Tnv noidtnTa (wNAg Toug,
kaBwg ePBabuvouy oe Véa enineda yvwong, BEAT-
@vouv TNV anddoon Toug Kal TN JIAXEIPION TWV OXE-
OEWV TOUG ESQ GTOUG OPYAVIOUOUG.

Evw To Coaching apxikd uioBetnBnke wg unnpeacia
pe ATOMIKEG ZUVAVTACEIG NMPOG Ta UWnAOBaBua
OTEAEXN TWV OPYAVICUWY, OTNV NOPEia N unnpecia
€EeNIXONKe oupnepIAapBdavovTag OMAdEQ
OUVEPYQOIAG Kal YKpoun e Tn pop®r Tou Team
Coaching kai Tou Group Coaching.

To Team Coaching €ivai pia diadikacia petdRaong
KaTd TNV Oroia 0 NPOICTAUEVOS TNG OpAGdAg Kal Ta
PEAN, eunAékovtal o éva nePIBANOV MPAKTIKAG
pdbnong, oe ouvepyaoia pe Tov Coach. O Coach
OIEUKOANUVEI TN AeImoupyia TN opddag kal
OUVEPYOOIa TwV PEAWDY MPOG TNV €NTEUEN evog
OUYKEKPIUEVOU ETAIPIKOU anoTeAécpiaTog. Hepyaaoia
Kal N apociwon Tou KABE PEAOUG EXOUV WG OTOXO
va €EUNNPETACOUV TIG AVAYKEG KAl TNV €NITUXIa Tou
opadikoU OTOXOU, XPNOILOMOIMVTAG WG apwyousq
TQ ATOUIKA BEAW. TMePINTWACEIG OTIC onoieg To Team
Coaching 6a unopouce va xpnolyonoinBei oe
€vav opyaviouo, ival n.x. veoouoTaTteq OIOIKNTIKEG
OMAdEG, OIOIKNTIKEG OUAdES via Tov KaBopioud
OTPATNYIKAG, OPADES NWANCEWY N OUADES EQYOU.

Kard tn diadikaoia Tou Group Coaching, n opdda
ouvrovicetal and évav enayyeAuatia Coach e éva
Béua Kolvou evIIapEPOVTOG, WOTE va BonBrcel
Ta MEAN va dleuplUvouv TNV enfyvwon Toug, N
onoia eival anapaitnTn yia va KAVOUV CNAVTIKEG
aMavég npog TNV eNiTEUEN Twv oTOXwv Toug. H
opdada dNUIoUPYEITal [JE OTOXO VA JEYIOTOMOINGE!
TN OUVOUOOUEVN EVEPVEIQ, EUNEIpIa, yvwon Kal
COQIa TWV ATOPWY NOU EMIAEYOUV VA CUMETEXOUY,
Kal UNopel va anoTeAéCeEl KATaAUTN otn dladikaoia
g aMayng. MepinTtwoelq oTig onoieg 10 Group
Coaching 6a pnopouce va xpnaoionoinBel oe Evav
opyaviopo, anoteAolv o NAPaKATw MEPINTWOEIG,

n.x. opdAda VEwv managers o€ SIApOPETIKA TUNUATA
TOU OpyaVvIoUoU 1 peer groups CTEAEXWV HE OTOXO
TNV €vioXuon TNG KAIVOTOWIAG Kal TNG AAAAYAG GToV
opyaviouo.

Epbdoov évag opyavioude anopaciosl va UIOBETAGE!
KouAtoupa Coaching (Coaching Culture), otnv
nEAYUATKOTNTA UNOCTNPICE! €unpakTa OTI ENIBUUES
va enevoucel Kal va avantu&el 1o duvauiko
rMou NN UMAPXEl OTA UPIOTAUEVA GTEAEXN TOU,
avantioocovtag  véeg Oefdtntee Onou  autd
anarreital kar dlaxéovtag NapdMnAa Péoa oTov
opyaviopd To aicbnua TNG  ATOMIKAG  €uBuvng
npEog TNV eNITEVEN TwV ETAIPIKWY OTOXWvV. Ma v
uhonoinon npoypduuatog  Coaching oe  évav
opyaviopd Kal TNV PETEMNEITA UI0BETNON KOUATOUPAQ
Coaching otnv  kabnuepivh  aA\nAenidpacn
TWV UEADV TOU opvyaviopou, anaireital apXikd n
Aéopeuon Tng Aloiknong. Na va PnopéEcel va
Aeiroupynoel n eihocopia Tou Coaching, xpeiddetal
Va eVIOCXUETAI JEGA and TNV KABNUEPIVA MPAKTIKA Kal
TO NOPAdEIYUA TWV PEAWY TNG AloIKNTIKNAG Opddag.

2T OUVEXelD, Xpelddetal o oxedlaoude and
enayyeNuatieg Coaches evog Mpoypduparog
Coaching, npocappocpévo  oTig  IDIaITEPOTNTEG
TOU OPYQVICUOU KAl TIC EMIJEPOUG AVAYKEG Tou. Eva
oMok npwévo npdypappa Coaching, avdloya ue
TO UéyeBog Tou OpyaviopoU, UNopel va JIOPKECE!
and 6 PAVEG €wg Kal PEPIKA Xpdvia Kal cuvnBwg
nepAapBdver workshops, aTOPIKEG N OPAdIKEQ
ouvavtneoelg Kai follow up sessions otnv uAonoinon
TwV NAGvwyv dpdong.

Ta o@éAn and Tnv UI0BETNON KOUATOUPACG coaching

Kal TNV UAomoinon  avTioTOIXWV  MPOYPAUUATWY

JNoPOUV Va CUVOWICTOUV OTA MAPAKATW:

* eNTEUEN TWV OPYAVWOIAKWY OTOXWV

* AUENoN TN ATORIKAG Kal opadikAg anddoong

¢ gvioxuon TNG OECUEUONG TWV EPYACOUEVWV

* gvioxuon TNG ATOPIKNG avAanTugng, oTo nAaiclo
TNG ETAIPIKNG AVANTUENG

* JIOXEIPION TNG AAAAYAC UE CUVTOVICHIEVO Kal
OUMN\OVIKO TPOMO

And 10 Mo ndvw npokunTtel OTI Ta OPEAN TOU
Coaching 10600 o€ aTopIKO, OGO KAl OE OPYAVWOIAKO
eninedo eivar noManAd. To Coaching, péca and Tiq
HEBODOUC MoU avAPEPALE, MNOPEN VO CUVEICPEPEI
BeTiKA OXI pGvOo TNV avAanTUEN TwV UWNAGBaBuWY
OTEAEXWV KAl TNV €vioxuon TNG ATOWIKAG TOUug
anédoong, aMd va CUUBAAEl OUCIAOTIKA GtV
€NITEUEN TwV OTOXWV TOU opyaviouou Péca and
BeAtiwon g anddoong Twv opddwy. Me autd Tov
TpdMNo TO coaching unopel va dleupUvel Ta OPEAN
TOU O€ Opyavwolakd eninedo.



Kwdikac Enxelpnuatikne HBIKNG
kKal AeovToAoyiac

Tou Kwota Manakupiakou

Mevika

e pia npwtn TornoBétnon Ba Aéyaue 6T 0 Kwdikag Enixeipnuatikng HBIKNG kai Aeovtoloyiag sival
avapeIoBATNTa €va anapaitnTo CUCTATIKO CTOIXEID UESO GTOV NMUPRVA TOU EMIXEIPNUATIKOU YiyveoBal oTiq
OUYXPOVEG Kolvwvieg Tou 21°Y aitdva. AuTh N YeVIKNA TOMoBETNoN SUCTUXWG eV EUCTABE! oTNV NePINTWon
g Kunpou. Or ENIXEIPACEIC MOU €X0UV CUYYPAWE! Kal epapudlouy Kidika Enixeipnuatiking HOIKNAG kal
Aeovtoloyiag péoa oTo €UPUTEPO MAEYUA MIOC anoTeEAEoMaTIKAC ETaipikAg AlakuBépvnong, anoteAouv
e&aipeon napd kavova. H yevikn eikdva eival anoyonTteutk, N andvinon ouwe Kanwe anii.  Twpa
Kal PEPIKA Xxpodvia diamoTwveTal hia Jey@An nBIKh Kpion otnv Kunpo, pia coBapn unoxwpnon
BeopWV, apXWV Kal A€WV PE ApVNTIKEG ENNTWOEIG OXEOOV O€ OAEG TIG NTUXEG TOU KABNUEPIVOU Biou
(emxe1pnPATIKOU, KOIVWVIKOU, MONITIKOU, K.4.) e CUVENOKOAOUBO TNV OIKOVOWIKA OIoAicBnon kal kat’
EMEKTACN TNV KATAPPEUCN TWV CUVEKTIKWV BECUWV Kal TNV Nap’ OAlyov ATWXEUON Tou kpdTtoug. a Tnv
avopbwaon TNG OIKOVOMIOC N CUVOPOUN TWV EMIXEIPNCEWY €ival MOAU ONUAVTIKA voouuévou Ot Ba
Baoicetal oe oTépeo NBIKS UNORABPO. IdiaiTEpa auTA TNV ENOXNA XPEIAZETAI UIa «EK BABPwWVY aAAayh», éva eidog
METAUOPPWONG, kAvovtag apxr anod kata&lwpévoug kal npoodeuTikoug Opyaviououg kal Enixelpriceig Tou
TOMOU Jag.

Ti gival o Kwdikag HOIKAG ka1 AgeovToAoyiag;

O KwdIkag nepIEXEl KAVOVEG OUUMEPIPOPAG Kal JIO CUAOYN ano apXECQ Kal MPAKTIKEG OTIG OMoieg N
enixeipnon  nioTeVel Kal oTOXeUEl va epapuodel otnv npdén. ‘Evag Kwdikag HBIKNg kai Asovtoloyiag
OEV UNopei va undpxel péoa oe éva Kevo yiati Ba npénel va Asiroupyel napdAnAa pe o Opaua Kai Tnv
AnooTolA TNG ENIXEIPNONG, KABWCS Kal OE GUVAPTION E CUYKEKPIUEVEG MONTIKEG KAl MPAKTIKES MOU ApOpoUV
QAMNOJEKTEG CUUNEPIPOPES MPOG TOUG EQYACOLEVOUG, TOUG CUVEPYATES, TOUG NPOLNBEUTEG, TOUG NEAATEG,
TOUG QVTAYWVICTEG Kal MPOG TO AUECO KOIVwVIKO NepIBaAov. O Kwdikag eival To BepéNio kal n Bdon ndvw
oTnv onoia oikodopeiTal aTov €va Bpaxiova n Etaipikin AlakuB€pvnan kai otov dAo n Etaipikin Koivwvikn
EuB0vn 1ng enixeipnong.

Etoipacia kal nepiexéuevo

‘Evag Kwdikag HOIKAG Kal AgovToAoyiag JIag CUYKEKPIUEVNG ENIXEipnong gival nBIkd opB6 va unv
avTiypd@eral aAAd va avTikaTtonTpidel TiG IOI0UOPPIES, IBIAITEPOTNTEG, AVTIAAYEIG KAl NPOBECEIG Ka-
0WG Kal TNV KOUATOUPA TNG gnixeipnong. 16€eg duwg Pnopel va napBoulv 6oov apopd To NEPIEXOUEVO
TOU and UPIoTAUEVOUC KWOIKEG OUYKEKPIUEVOU EMIXEIPNCIAKOU TOUEQD MOU AEITOUPVET OE MAPOOIO KOIVWVIKO
nepIBAMoV aMd Kail and enayyeAuaTikg diebvr npdTuna enixelpnuaTikig NBIKAS, dEovToAoyiag Kal euBuvng
onwg eival A.x. 10 1ISO 14001, SA8000, ISO 9000, AA1000, ISO 26000, ISO 31000 kar OHSAS 18001, k.4.
H ouyypaen Tou Kaidika Ba npénel va avaiapBdveral and Atopo i Atopa nou ol id1o1 €xouv NBIKEG APXEG Kal
a&feg kai va gival moAU KaAof yvmoTeS TNG avBpwnivng cupnepipopdc (human behaviour) aMd kal eupUtepa
Va KATEXOUV BABEIEC YWWOEIG TOU QVTIKEIUEVOU TNC EMIXEIDNONG KABWGS KAl KOIVWVIKA EUQICONGCIC TOU OUYKE-
KPIMEVOU XWPOU AEIToupyiag TNg enixeipnong. Katd T yvwpun Pou, cUP(va LE TIG cuvBrikeg Tng Kunpou,
TO IGEWOEC ATOWO N ATopA Mou PUNopoUv va avaAdBouy To XTICIWO Kal Tn ouyypapn evog Kwdika Enixelpn-
paTmkAg HBIKAG kal AeovToAoyiag piag enixeipnong eival katd npoTepaldTNTa AvwTePa ZTEAEXN / Enayyeh-
patieg Tou TunpaTog AvBpwnivou AuvauikoU [E TN CUVERYAOCIa ZTEAEXWV AMNWY BACIKWY EMNIXEIPNCIAKWOV
Tunudtwv r/kar pe eEeIBIKEUPEVOUC EEWTEPIKOUG 2UpBoUAoUC Enixeipricewy o1 onoiol JIaBETOUV YVWGCEIG
Kl EPNEINIEC OTOV CUYKEKPILEVO TOPEA. BEBaIa n eunAOKN TOU NPOcwnIikoU TN JIapdP@won Tou Kwdika Kal
1dlaiTepa nEiv TNV epappioyn Tou eival avaykaia av oxi de eniBeBANPEVN.

O Kwdikag pnopel va eival éva oUvTouo €yypa@o 2 — 3 CeNdwY aMdA Kal EKTEVECTEPOG AvAAOYa TOU
JEYEBOUG, TOU TOWEQ, TOU KolVwVIKoU nepIBAAovTog oto onoio n Enixeipnon dpactnpionoieital. ‘Ocov
aPopPdA To NEPIEXOUEVO Tou KWAIka Ba Aéyape OTI OE YEVIKEG YPAUWES Ba NPENEI va OTOXEUE! KUPIWG OTOUG
AuECa EVOIAPEPOPEVOUG Kal va KAAUMNTEI AuTA Nou N enixeipnon Bewpei onuavTika (MapaBETOUPE Mo KATW
napadeiyuara):-

Mpog Toug Epyadbuevoug — npocAAYEIG NpocwnikoU WE diapaveiq kal EekdBapeg dladIkacieq Xwpig
anokAgIopoUg Kal EUVOIEG AOYw PUAOU, XPWUATOG, Bpnokeiag, BVIKOTNTAG KAM., IKavonoINTIKA LicBodoacia
Kal w@eNAUaTa, Ofkain Kal QVTIKEIUEVIKA a&loAdynon Tng €nidoonG, QOMAAEIQ Kal UYIEIVEG OUVONKEQ
€PYaoiag, Ioeg EUKAIPIEG MPOCWNIKNG AvANTUENG Kal AVENIENG, 0EBACOC GTN JIAPOPETIKOTNTA, CEEOUAANIKN
napevoxAnon, cUyKPoUon CUPpEPOVTWY, evBdppuvon yia whistle-blowing k.a.

oo
®

O Kworag [lNanakupiakoU
eval AveEdpmrog  ZUuBouAog
otn  AiedBuvon  AvBpwnivou
Auvapikou  kal - Alaxeipiong
AnwAeidv / EnayyeAUaTIKAG
AcPAAeIng e mAouoia
€UMEINIa TNV OMnoiav anéxkTNoe
JETA and pakpd otadiodpouia
ot peydhoug Opyaviououg
oTouG Blounxavikoug TOUEIQ
Apiavtopuxeiou, MNapaywyng
Tolpgviou Kal AiONoNG
MeTpehaiou. Eival  kdtoxog
AINAGUATOg MnxavikiAg
MetaMeiwv, MA in Person-
nel Administration, Char-
tered Member of CIPD
(Chartered MCIPD), Profes-
sional Member of SHRM,
Founder Member of Institute
of Leadership and Manage-
ment (MInstLM), ex Emeritus
Member of American Soci-
ety of Safety Engineers K.d.
Eival eniong MAnpeg MéNog
Tou KunpiakoU XUuvOEopou
Aigybuvong AvBpwnivou
Auvapikou (MCyHRMA) kai
oTOoV Oroio Karteixe 10 PONO
Tou I"pappatéa (1998 — 2008)
Kal Tou [Npoédpou AloIKnTIKoU
2upBouiiou (2009 - 2011).
Topa eival  Avtinpdedpog
Tou KunpiakoU  IvoTitoutou
Enixeipnuatikig HBIkNAG
(EBEN-Cy).
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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

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

l‘\("’lhwﬁ"

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

Deloitte.

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

EY

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

uhanna.

Actuaries & Consultants
since 1986

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

MRV SIMPLE TECHNIQUES LTD
Address: 3 Mouseou, Kythira 6 Building, Flat 303,
3090, Limassol, Cyprus
Tel: +357 256811511
Fax: +357 256375118
Email: christine@michaelvirardi.com
Website: www.michaelvirardi.com
Contact Person: Christine S. Antoniou

E
)

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

" | Achieving
¥ | Excellence
| Together
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AMDOCS
Address: P. O. Box 50483, 3045 Limassol, Cyprus

Tel: +357 25886000
Fax: +357 25886560

Email: cyphr@amdocs.com

Website: www.amdocs.com

Contact Persons: Bettina Bungert,
Natali Mastoroudes

amdocs

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

DELTASOFT LTD
Address: P.O.Box 16152, 2086 Nicosia, Cyprus
Tel: +357 22375254
Fax: +357 22519369
Skype: deltasoft_Itd
Website: www.deltasoft.eu
Email: apapagapiou@deltasoft.eu
Contact Person: Andreas Papagapiou

ﬁwdm

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

e
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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

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

K
A

c.S.

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

QocECrR
POWER IMAGE SERVICES
Address: P.O. Box 25447, 1309 Nicosia, Cyprus
Tel: +357 22660006
Fax: +357 22661222
Email: team@powerimageservices.com
Website: www.powerimageservices.com
Contact Person: Stephanie Dikaiou
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misco .}/ AGE.
‘ mm;,,n. ahand

AMICORP CYPRUS
Address: 15 Dimitriou Karatasou, Anastasio
Building, Office 601, 2024 Nicosia, Cyprus
Tel: +357 22504000
Fax: +357 22504100
email: e.matsouka@amicorp.com
Website: www.amicorp.com/Cyprus/index.html|
Contact Person: Elli Matsouka

Clim
Address: P.O. Box 20378, 2151 Nicosia, Cyprus
Tel: +357 22462246
Fax: +357 22331121
Email: ciim@ciim.ac.cy
Website: www.ciim.ac.cy
Contact Person: Marios Siathas

@

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

DIAPO

HEALTH INSURANCE ORGANISATION
Address: P.0.Box 26765, 1641, Nicosia, Cyprus
Tel: +357 22557200
Fax: +357 22875021
Email: hio@gesy.org.cy
Website: www.hio.org.cy
Contact Person: Christina Antoniou

CYPRUS
INTERNATIONAL
INSTITUTE OF
MANAGEMENT

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

Tel: +357 25812151
Fax: +357 25321120

Email: gd@ihrs-cy.com

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

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

Lois IB
Builders

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

PeopleAchieve

g Human Capita

P&P ICE CREAM GROUP
Address: P.O. Box 256040, 1306 Nicosia, Cyprus
Tel: +357 22445566
Fax: +357 22835738
Email: human.resource@pandpicecream.com
Website: www.pandpicecream.com
Contact Person: Jovanna Papaphilippou

I ICE CREAM GROUP

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

EXECUTIVE

C.A. PAPAELLINAS EMPORIKI LTD
(ALPHAMEGA)
Address: P.0.Box 27879, 2433 Nicosia, Cyprus
Tel: +357 22469469
Fax: +357 22469540
email: marios@alphamega.com.cy
Website: www.alphamega.com.cy
Contact Persons: Marios Antoniou,
Athena Neophytou

AAPAEYG

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

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

r\ human

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

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

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

PRICEWATERHOUSECOOPERS
(PWC) LIMITED
Address: P.O. Box 21612, 1591 Nicosia, Cyprus
Tel: +357 22555000
Fax: +357 22555029
Email: charis.anastassiadou@cy.pwc.com
Website: www.pwc.com/cy
Contact Person: Charis Anastassiadou (Manager,
Human Capital Department)

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

TRICAN

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

udih

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

TSYS LTD
Address: P.O. Box 20552, 1660 Nicosia, Cyprus

Tel: +357 22882600
Fax: +357 22882884

Email: cyprushr@tsys.com

Website: www.tsys.com

Contact Person: Kenneth Cuschieri, Zoe
Leonidou

Im. People-Centered Payments

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

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

Tel: +357 25881888
Fax: +357 25881777

Email: info@sbla.com.cy

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

UNIVERSAL LIFE INSURANCE PUBLIC
COLTD
Address: P.O. Box 21270, 1505 Nicosia, Cyprus
Tel: +357 22882222
Fax: +357 22882200
Email: info@unilife.com.cy
Website: www.unilife.com.cy
Contact Persons: Kypros Miranthis, Maria Kakouri

UNIVERSAL LIFE

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

Songa
Onffzho’re

UNIVERSITY OF NICOSIA

Address: P.O. Box 24005, 1700 Nicosia, Cyprus

Tel: +357 22841500
Fax: +357 22352057
Email: hassabi.d@unic.ac.cy
Website: www.unic.ac.cy

Contact Persons: Dina Hassabi, Melina Andreou

UNIVERSITY OF NICOSIA
NANEMIZTHMIO AEYKOEIAL

MOVED HOUSE?

HAVE YOU CHANGED JOBS / EMPLOYER?

HAVE YOU MOVED YOUR OFFICES?

CHANGED ADDRESS (ELECTRONIC OR OTHERWISE)?

Lot us fnow!

——

We don’t want anybody to miss out on our publications! If you have moved h_ouse or changed employerd please
e-mail our database co-ordinator Irene Papadopoulou on info@cyhrma.org with your correct contact and/or

professional details.
E 5 o\ V’\ JTe ra ¢ '

METAKOMIZATE ZE NEO ZNITI;

AAAA=ATE EPIrAZIA / EPFOAOTH;

EXETE METAKOMIZEI ZE NEA FPA®EIA;

EXEI AAMAZEI H AIEYOYNZH ZAZ (HAEKTPONIKH KAl MH);

\OT“ !
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THE REASONS TO BECOME A CyHRMA MEMBER

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

* A rich network of Human Resource Management professionals. The last "Annual People Survey" has indicated that our

Members feel that the relationships made through the CyHRMA have provided them with professional support in their careers
* Updates on current Human Resource Management trends and issues
* Opportunities to develop professional knowledge through events, training programs, conferences and gatherings
* Member rate for participation in seminars, conferences, and other events

* Access to free professional publications and resources on Human Resource Management issues
(e.g. People & Work magazine, Human.Net newsletter, worldwide publications and surveys)

* Participation in the various CyHRMA Committees, which contribute to the overall work of the Association
* Access to exclusive content on the CyHRMA website. To find out more visit our website: www.cyhrma.org/MenuPages/exclusive
* Right to vote for a new Board of Directors at the Annual General Meeting

* Fellow Members, Full Members and Associate Members are entitled to write after their names the relevant designations
i.e.FCyHRMA, MCyHRMA, ACyHRMA.

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 (http://www.cyhrma.org/MenuPages/corporate-members-directory)

*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”




NEA MEAH TOY ZYNAEZMOY / NEW ASSOCIATION MEMBERS

MAHPH / FULL

Ovopatenwvupo / Name
Rania Pantelidou
Maria Eleftheriou

Rebecca Raftis
ETAIPIKA / ASSOCIATE

OvopaTtenwvupo / Name
Annita Paliou

Yiota Charalambous

Stella Solomi

Despo Palli

Natale Mastoroudes
Andreas Strovolides
Nicoletta Hadjioannou
Christina Kokkinou
Christina Aradipiotis

Maria Gallou

Maria Aresti

Andreas Matsangos
Demetra Markoula
Constantinos Papanicolaou
Antoninos Hanadjias

Marianna Charalambous

George Pantelides
Mwpyog MavreAidong

Elena Stavrinou
‘EAeva Ztaupivou

Panayiotis Thrasyvoulou
Mavayiwtng ©pacuouiou

Maria Stylianou - Theodorou
Mapia ZTuhiavou - ©eo0dwpou

Kyriakos Andreou
Kupidkog Avopéou

Vicky Charalambous
Biku Xapahdunoug

Charis Anastassiadou
Xdpig AvacTtaciddou

Natasa lacovides
Natdoa lakwBidou

Melanie Michaelidou
Méhavi MixanAidou

Artemis Artemiou
ApTéuUng ApTepiou

AIOIKHTIKO ZYMBOYAIO KY.2Y.A.A.A. / CYHRMA BOARD OF DIRECTORS

Theophanis Pavlou
Elena Charalambous
Eleni Aslani

Christina Kriticou
Ghiwa-Stephanie Mogharbel
Cleri Mela

Yiannoula Pattichi
Maria Pavlou

Vanessa Kalimera
Xenia Panteli

Stefania Vlasceanu
Yiola Charalambous
George Christodoulides

Nastasia Michael
O®OITHTIKA / STUDENTS

Ovopartenwvupo / Name
Maria Perikleous
Mary Soutzi

Irene Markou
OPIrANIZMOI / ORGANIZATIONS

Ovopartenwvupo / Name
AMICORP CYPRUS

Chairperson
[Mpbedpog

Vice - President
AvTinpoedpog

Secretary
"papuaTéag

Assistant Secretary
BonBég IMpauuaréag

Treasurer
Tapiag

Publications and Communications Representative
YneuBuvn Ekddoewv kal Evnuépwong/Enikoivwviag

Public Relations and Marketing Representative
YneuBuvn Anpocinv 2xEcewv Kal MAPKETIVYK

Research and International Relations Representative
YneuBuvn Epeuvag kal AIEBvav 2XEcEwv

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

ENITIMOZ MPOEAPOZ / HONOURARY CHAIRPERSON

Honourary Chairperson
Enimpog MNpdedpog
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