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GEORGE I. GEORGIOU & ASSOCIATES
TIPTOT 1. TEQFTIOY & TYNEPFATEI

From 1st January 2016, the GZG Academy will provide lectures, training
sessions, workshops and breakfast meetings on all areas of Cypriot law
including employment, pensions and corporate immigration. If you would
like to receive information on the Academy's activities, please email
GZGAcademy@gzg.com.cy.

‘Hpac 1, 1oc Opopog, 1st Floor, 1 Eras Street, T (+357)22763340 E admin@gzg.com.cy
Neukwoia 1060, Kunpog 1060 Nicosia, Cyprus F (+357)22763343 W www.gzg.com.cy
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Ano tn Zuvra&n / Editor's note

AyannToi avayvwoTeg,

‘Exoupe ndn diavUcoel TOUG NPWTOUG UNVEG TOU XPAVouU, O 0Mnoiog OAoI EUXOPACTE va gival Napaywyikog kal OeTikOG. e KABE TeU-
X0G N KATAoTAoN OTNV OIKOVOWIa Jag yiveral KaAUTEPN, NAPOAO NOU AKOUN AVTIMETWNICOUUE CNPAVTIKEG NPOKANCEIG OTOV TOUEQ
NG Epyaciag Kal TNG anacxoAnong. MEeTPOo@UAAWDVTAG TO TEUXOG auTo Ba BPEITE NOAU EVOIAPEPOUCEG ANOYEIG YIa TNV NOPEIQ TOU
Top€a Tou AA péoa and Tnv €peuva HRCS, KaivoTOueg I0EEG Kal MPAKTIKEG AAAG Kal andWEIg yia Tn onpePIv B€on Tng AAA oTIg
ENIXEIPNCEIG. ©a €Aeya NWG TO TEUXOG auTd BAENEI TO UEANOV E aiolodogia Kal kalvoTopa d1Id6eon, aAAd Kail €va OToIXEio peaNIcUOU
WG NPOG To NWG Ba BENauE eueic va doUpEe To POAO UAG va YiVETAI MIO OUCIACTIKOG KAl GTPATNYIKOG.

2€ autd TO TEUXOG €10AYAYOUUE KAMOIEG KAIVOTOUIEG NOU €ANICOUNE va BPEITE XPNOIPEG Kal EVOIAPEPOUCEG. H cuvévteuén nou
napouciddoupe €ival evég CEO padi pe 1o dropo oto Tpnua AvBpwnivou Auvapikou, yia va SWOOUNE T oTPATNyYIKA GKOMId Tou
TOMEQ pag.

‘Exoupe eniong oxedIdoEl VEEG OTNAEG E OTOXO VA A&IONOINCOULE TIG EUNEIPIEG TwV ENAyYEAUATIOV AA Kal va dSNUIOUPYACOULE €va
XWPEO YIa NapdOeon andWewv Kal NEORANUATICU®Y Yia BEuaTta nou anacxoAouv 6Aoug. Ol VEEG auTeG OTANEG gival:

e Yg 100 Aé&eig 6nou ¢ntoupe and dToua Tou TOPEA va MapaBEcouv TIG andyelg Toug Eekivwvtag and 1o Bgua ‘O Tougag
AleBuvong AvBpwnivou AuvauikoU otnv Kunpo: MNMpokAAcelg kal MpoonTikeg’

e AI\nppata eveg AAA pe B€ua Tnv EMIAOYN yia NPoaywyn PETAEU 2 JIAPOPETIKWY NPOPIA unown@iwv

¢ TpakTikég ZUUBOUAEG 0 KABNUEPIVEG NPOKANCEIG P BEua ‘Twg va diaxelpioTeiTe peydAo apiBud airnoewy’

AlaBdoTe eniong yia TIG NOAEG EKONAWGEIG MOU €XOUV YIVEI TOUG NPONYOUPEVOUG UAVEG and To 2UVOECHO TOOO Yia Ta PEAN uag,
600 Kal 6Ta NAQicIa TwV oTOXWV Uag yia NPOcPopd, EKNAIOEUCN Kal KOIVWVIKA guuvn.

EAni¢w va anoAauceTe TO NEPIEXOUEVO KAl TIG VEEG JAG GTNAEG KAl N JICTACETE va POIPACTEITE padi pag TIG IDEEG KAl ANOYEIG 0aG
yla TO NEPIODIKO Uag.

Mapia Fewpyiou
MéMog AloiknTikoU ZupBouAiou Tou Ku.Zu.A.A.A., YneuBuvn Ekddoewv kal Enikoivwviag

Dear readers,

We are already 3 months into the new year, which we all hope will be a productive and positive one. With every issue the economic
environment is getting better, although we are still facing challenges in the areas of work and employment. Going though this issue
you will read interesting views on how HRM is progressing through the HRCS survey, innovative ideas and practices, as well as
views on the current role of HR in the business. | would say that this issue looks at the future with optimism and creativity, as well
as realism on how we all want to see the role of HR becoming even more important and strategic.

In this issue we introduce some innovations which we hope you will find useful and interesting. For our interview column we
present a CEO along with the HR professional, to provide a strategic lens to HR initiatives.

We are also introducing some new columns aiming to capitalise and share the experiences of HR professionals and provide a

forum for exchange of views and concerns on areas that we all care about. These new columns are:

¢ Within 100 words where we ask HR professionals to share their opinions starting with the topic ‘ HR in Cyprus: Challenges
and Prospects’

¢ HR Dilemmas with the topic of selecting a candidate for promotions between 2 very different candidate profiles

¢ Practical Advice on everyday issues with the topic of ‘How to manage large amounts of applications’

Read also about the many events that took place in the past months, both for our members, as well as events contributing to our
goals for professional development and social responsibility.

| hope you enjoy this issue and our new columns and we welcome your ideas and views on our magazine.

Maria Georgiou
Member of the CyHRMA Board of Directors, Publications and Communication Representative



TWO LETTERS
OF THE ALPHABET
THAT CAN DRIVE

Leadershi
Development

€€Emotional Intelligence is commonly integrated as a
topic in leadership development courses, or as an
objective in organizational coaching. Nearly half of
organizations report that El is a topic of Training &
Development courses, as well as an objective for
leadership/executive coaching.* ) )

*Source:“Leadership and Emotional Intelligence: The Keys to Driving ROl and

Organizational Performance”. A research by the Human Capital Institute and MHS.

We all know by now, that in today’s complex business environment,
leaders who are not emotionally and socially intelligent, are a thing
of the past.

Emotional Intelligence, referred to as El or Emotional Quotient
(EQ), is no longer just a fancy, “buzz” word. It is a well-defined,
measurable set of skills that should play a part, in leadership and
talent development, selection and recruitment, teamwork development.

InterkNOWLEDGE now offers a range of Emotional Intelligence
development services, based on the globally renowned and
scientifically validated assessment tool EQ-i 2.0 by MHS.

To find out more, contact us at 22 625222 or 22 364786.

7S 1terKNOWLEDGE

36 Costa Mishiaouli Street, 2450 Kato Deftera, Nicosia



27.01.2016

Ethoio MNapt tou Ku.2u.A.A.A. 2016

Avtanokpion ané tnv Eiprivn ManadonouAou kai Tn Mapia Xpiotopn

Tnv Tetdptn, 27 lavouapiou 2016, o Ku.Zu.A.A.A. dlopydvwoe To
«EtAoio MdpTi» Tou yia Ta MéAn kai GAoug Tou ZUvOECHIOU OTO PNapd-
Ki/kdBa "Funky Vino" otn Aeukwoia.

‘Evag peydrog apibuég Mehwv kal Oidwv avianokpiBnkav BeTikd otnv
nPOOKANCN ToU 2XUVOECHOU Kal Jag Tiunoav pe Tnv napouacia Toug. O
XWPog ATav katdueotog! O NOPEUPICKOUEVOI EiXaV TNV EUKAIPIT VO
SIaokedAOOUY GE Ia EUXAPIOTN Kal XaAaprh atpdo(alpa Kal va ano-
AaUoouv pia noikIAia and vooTiua ToIuNAPATa Kai notd!

To ndpT éopule and {wn Kal N ENAVEVWON PEAWY Kal AWV KaBWS
Kal N KoIVwVIKOMoinon ATav akpIBWg autd nou Ta ATopua XPeIalovTay
ekeivo To kpUo Bpddu. OAol padi yibptacay Kal anoxaipéTnoay To ET0G
2015 kal e NoAU evBouoiacud kadwaodpicay 1o 2016, e TIG KAAUTE-
PEQ EUXEQ YIa TO endyyeAua TnG AieBuvong AvBpwnivou AuvapikoU
Kal yia To ZUvOeou6 Uag.

‘Orav bhol nAgov EouiEav, eixe €pBEI N wWEA YA TN CUVAPNACTIKA KARpw-
on va AABel xwpa, nou nepiAduBave 34 dwpa and 18 eTaipeieg.

Oa BENALE VA EUXAPIOTACOUWE BEPUA TOUG XopNnyoug Tou NApTI Kag,
Kal Ta OU0 PéAN Tou Ku.Zu.A.A.A., Twv onoiwv N cUPBOAA ATaV {WTIKNG
onuaciag yia Tn dnpIoupyia PIag eNMUXNUEVNG ekdnAwong: George Z
Georgiou & Associates (Gold Sponsor) kal Maravilhosa (Supporter) 101
okTnaoia kupiag Muriel Matta, kail va ek(pEACOULE TNV EUYVWHOOUVN Jag
OTOUG aKOGAOUBOUG OpyaviopoUug NMou Jag napeixav Ta dwpd yia Ty
KA\pwon: Alphamega, C.A. Papaellinas, Columbia Hotels & Resorts,
Costas Theodorou, Cyprus Employers and Industrialists Federation,
Cyprus Trading Corporation, Diplomat Distributors, Kapilio Tavernaki,
Mallouppas & Papacostas, Maravilhosa, NHR Solutions, TGl Fridays,
Thanos Hotels, The Advance Institute, Tryfon Tseriotis, Voici La Mode,
Xinaris Home, Zorbas.




CyHRMA Annual Party 2016

Correspondence by Irene Papadopoulou and Maria Christofi

On the 27th of January, 2016 (Wednesday), the CyHRMA organized
its "Annual Event" for the Members and Friends of the Association at
"Funky Vino" wine bar in Nicosia.

A large number of Members and Friends responded positively to the
Association’s invitation and honored us with their presence. The place
was overcrowded! This was a gathering point where all attendants
participating in the event, had the opportunity to have funin a pleasant
and relaxed atmosphere and enjoy a variety of delicious finger food
and drinks!

The party spirit was buzzing and friends’ reunion and socialization
was just what people needed on that cold evening. All together
celebrated, saying goodbye to the year of 2015 and welcomed 2016
with a lot of enthusiasm, wishing the best for the HR Profession and
our Association.

When everyone had mingled and finished their catching up, it was
time for the exciting raffle to take place which involved 34 gifts by 18
companies!

We would like to warmly thank the sponsors of our party, both
members of the CyHRMA, whose contribution was vital in creating a
successful event: George Z. Georgiou & Associates (Gold Sponsor)and
Maravilhosa (Supporter) owned by Mrs Muriel Matta, and express our
gratefulness to the following organizations that provided us with gifts for
the raffle: Alphamega, C.A. Papaellinas, Columbia Hotels & Resorts,
Costas Theodorou, Cyprus Employers and Industrialists Federation,
Cyprus Trading Corporation, Diplomat Distributors, Kapilio Tavernaki,
Mallouppas & Papacostas, Maravilhosa, NHR Solutions, TGl Fridays,
Thanos Hotels, The Advance Institute, Tryfon Tseriotis, Voici La Mode,
Xinaris Home, Zorbas.

Thank you to our sponsors!

Gold Sponsor

Gift Sponsors (in alphabetical order)

— =

X.A. NManaéAnvag Epnopikn ATd

-

The Advancn stitute

LA oo Qoo

D pipLAT
per m:mﬁi:-mmm
- b
-"* ; “ NHR Solutions Ltd '!FIIM\'S‘
o . & = w W
M N
THAMNOS HOTELS “TEERIOTIS



10

Positive Examples of
nnovative and Successful
HR Practices

by Marianna Efstathiou

Brief note from the Editor: In this issue we chose to have an interview with a CEO along with the HR
professional, to give the business and strategic perspective of HR initiatives and demonstrate how HR
and top management can achieve great things when working together.

Name, Company, Job Title
Johny Abuaitah, CEO of Windsor Brokers Ltd.

Educational/Background History

| was born in Palestine. | have a MSc. in Business Systems Analysis
from London City University and a BSc. in Accounting and Computing
from Leicester University, UK. | first joined Windsor Brokers as a
Financial Dealer. For years | conducted extensive research on how to
use mathematical models to study price movements and as trading
signals. | used to publish a daily newsletter that provided analysis
and recommendations on major world currencies. Windsor began
its operations in 1988 with a capital of 10,000 Cypriot pounds. When
Windsor Brokers obtained its CySec license, | became the Managing
Director. Windsor was one of the first licensed Cypriot Investment Firms
in Cyprus and | was one of the first to offer online trading to the MENA
region. | became CEQO beginning of 2014 — the same year that Windsor
Brokers ranked one of the biggest CIFs based on capital reserves. As
you can see, | cannot differentiate my background with the history of
Windsor Brokers as we both grew and developed together.

Can you please describe the major initiatives you have recently
undertaken?

To reach the top is not easy. To remain at the top is even harder. For
this reason a company needs to develop and continuously progress.
If change is required to step up and grow, then change needs to
take place. This year we have undertaken several major initiatives,
most of which involved the partial restructuring of our Company
and a stronger focus on HR. This year we revamped policies and
procedures, redesigned job descriptions and duties, the Staff Manual,
the performance appraisal system and many more. At the same time,
we have increased our Corporate Social Responsibility by organizing
several activities such as charitable events and blood donations.

What was the need you identified that made this re-structuring
essential? Which departments were involved in this process?
When did this happen?

Restructuring is not an easy process as it involves everyone within
a company; starting from the CEO, to the Directors, Managers,
Supervisors and the entire team. Windsor Brokers has come a very
long way since its establishment. However we want and are able to
support further growth. In order to achieve growth, you must first make
sure that your roots, your foundations, are strong and healthy enough
s0 as to expand properly and steadily.

Our restructuring process began in September 2014 with our
Corporate Governance, the Company organizational chart, authority
and approval guidelines and expansion of HR.

Which parties were involved in this process?

Every single person and every department is interlinked to one another
like a chain. Change therefore applies to all, on the same level, at the
same pace. It cannot work otherwise.

What kind of innovative HR practices have you introduced so far?
CEO: Our HR has invested a lot of time and effort to cover several
dimensions simultaneously. We have focused more on matters
related to commitment and the promotion of stronger working
relationships, health and safety at work, equality in employment, work-
life reconciliation and other good practices. Following the successful
implementation of the above, we were the first Cypriot Investment Firm
to receive the SIR 2014 Accreditation.

From a safety point of view, we organized training of fire marshals,
first aiders and employees with regards to certain emergencies. For
our employees, we decided to dedicate a special training budget for
educational purposes, to continue offering medical insurance and a
provident fund, made new parking arrangements, flexible working
conditions for special cases and have even established a small
entertainment committee that is responsible for organizing Company
activities inside and outside of the office.

Human Resources: Windsor Brokers is on a journey to create an
environment that encourages success and growth. A critical aspect
of creating this environment was to find a way to hear the voice of all
Windsor brokers’ employees’; this was achieved through a survey that
all employees completed anonymously, providing their suggestions
and expectations . Taking also into consideration the employees’
survey results, we created and introduced many innovative HR
practises namely:

e Career Development for Employees’ children: Having one-to-
one meetings with our employees’ children for their career aspirations
helping them with their career path through various character
assessment questions and an introduction to all Windsor Brokers
departments.

¢ Entertainment Committee: Organising indoor and outdoor various
company events with different themes, in order to come closer with
each other and increase employees motivations and efficiency.
We have organised events such as Walk in Nature, Breakfast Day,
International Cultural Diversity Day, and International Women’s Day.

e Equal Opportunity Employer: Being an “Equal Opportunity
Employer” made us review, re-assess and where needed correct all the
procedures and processes used by the company, thus demonstrating
the company’s commitment of providing a working environment free
from any form of discrimination.

* Suggestion Box: We are always open to hear our employees giving
us their suggestions and opinions forimprovements and/or complaints.
The company assesses all recommendations / complaints and where
applicable these are implemented / evaluated in order to improve the
services and create better working conditions for our employees.

e Corporate Social Responsibility: Our employees’ are always
available to contribute and provide a helping hand that can make a
difference in someone’s else’s life:

a. Closer to the new Generation: We receive many CVs from
interested candidates applying to our organisation for a recruitment
opportunity. After the interview has been completed we offer our
services, where we believe is needed and if they are interested, to
provide them with feedback on the structure of their CV, in order to
make it more professional for their future uses.

b.Syrian Refugee and Cypriot families Donations: we have
collected high volumes of clothing and food supplies, of over 50 boxes
that were passed on to the Cyprus Red Cross Limassol.

c. Blood Donations: we always have a high turnout volume of
volunteer blood donor employees. This demonstrates the humanity in
our employees in trying to help others in need.

¢ Study Leave: We have given employees additional paid study leave
days to encourage individual professional and academic development.
e Parking for pregnant women and employees with mobility
problems: The Company made every reasonable effort to facilitate
the needs of employees with mobility problems or during pregnancy to
enhance their accessibility to our offices.

e Work-Life Balance (Flexible work schedule): The Company
understands the importance of work-life balance and is willing to



provide each requesting employee, at least on a temporary basis,
reasonable means of achieving this.

¢ Director’s Appreciation Awards: On the 12th of December 2015
at the company’s Christmas party, the company recognised and
rewarded employees' loyalty and commitment by giving employees
with 10 years, 15 years and 20 years a Director’s Appreciation Award
and additional paid leave days.

Which were the most important benefits for the Company that
came up after taking these innovations from your end?

CEO: The aim for these changes was to create a more professional
environment whilst maintaining our humane approach. We wanted
to encourage a healthier workflow, better communication, stronger
teamwork and to make people feel more engaged towards each other,
the Company and their duties.

When people - when ‘we’ feel engaged, we deliver better. When we
deliver better, it is for the benefit of all. It is a simple principle yet a
challenge to apply.

Human Resources: A critical aspect of enhancing the “employees'
work environment” was to develop a stronger HR Department that
addresses both the expectations and needs of its human assets: the
Employees. We have received very positive and constructive feedback
after the implementation of our innovative HR practises:

* Employee 1: “So far the HR Department has done a good job from
what | can see.”

* Employee 2: “| feel they are doing a great job!! Keep up the good work”
* Employee 3: “Need more training and career development activities”
* Employee 4: “| am glad that we have an HR Department and we are
thankful for the improvements in terms of career development.”

Which were the main challenges that you faced during the re-
structuring process?

People were a bit sceptic at first with regards to the new changes and
procedures. This is normal, as change instinctively puts people ‘on
guard’ for a certain timeframe. Once they realise however that these
procedures serve merely to promote a better and more professional
working environment and to encourage further growth, then it is
gradually accepted. This is why communication is key; both managers
and employees need to listen to each other.

How do your employees perceive these new innovations and
what employee behaviours have you encountered during the
process?

Well, like | said, change is not easy. What we tried to do however, is to
maintain a balance between changes. Yes, we elevated procedures,
we also increased Company activities in order to maintain employee
engagement and loyalty. At Windsor Brokers we have people working
with us from over 20 different nationalities and it is no coincidence that
we have a very low employee turnover. | intend to keep it this way as my
team is one of the biggest assets of this Company.

What were the key success factors/the environment that
supported this initiative?

Windsor Brokers is a 27 year old Company and remains a pioneer
where innovations are concerned. We have received several awards
for our products, services, partnership programs, customer support
and so forth. However a Company cannot progress without its team.
For this reason, it is vital to keep employees constantly motivated and
to make them understand that no matter how good you are, there is
always room for improvement. | must mention that the Windsor team
has shown significant cooperation and understanding towards the
adaptation of measures and the new developments that have taken
place so far.

What kind of qualities should a HR Department possess and
what do you expect from the HR Department?

A HR department must be the frontline. As a CEO, | unfortunately do
not have the time or the privilege to be near my team every day to
discuss where improvements can be made or to help tackle issues or
difficulties that may arise. The HR team is dedicated for these specific
purposes. They need to set the right example, suggest changes to

11

existing policies or establish new policies and to come up with solutions
at the right time under different circumstances. [t is then my role to
determine whether they are suitable for my people.

What kind of suggestions/recommendations would you like to
pass to other HR professionals when it comes to change and
introduction of innovative HR practices?

CEO: | strongly recommend to HR professionals to be close to
employees at all times and to also guide Management on how to remain
close to their teams during times of change or transitional periods and
how they should make their employees feel that they are actually part of
the change process. Communication is key at all times and on all levels.
Of course they need to think of what is beneficial for the Company
however as HR, they must give priority to employee engagement,
involvement and motivation in order to improve performance and
achieve Company goals.

Human Resources: HR professionals should involve employees into
every aspect of new and proposed changes, which can be a very
important component towards a successful change. Innovating HR
practices are very important to be implemented in all companies, as
long as all HR practitioners understand that their “human assets” can
by neither black-or-white, nor right-or-wrong, rather just a “recipe” that
requires the right ingredients and the right quantity to succeed.

For this year’s successfully implemented innovative HR practises,
we have to recognise the great support and openness shown by our
CEQO, Mr. Johny Abuaitah. Our CEO, Mr. Johny Abuaitah has help us
with his trust, support and open mind to implement all our proposed
innovations which will add value and recognition to the company;
Windsor Brokers in 2015 received the SIR 2014 Accreditation.

“Don’t Pick a Job. Pick a Boss”, we like to dedicate this well-
known quote to Mr. Johny Abuaitah for being the employer that values
innovation, commitment, hard work and dedication.
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First things first. What does *Owiwi’ mean?

We are asked this question on a daily basis, and quite frankly it’s
a great conversation starter for us. Owiwi stands for “Owl” in the
dialect of the Yoruba tribe in Nigeria, which is renowned for its playful
people and traditions. Furthermore, owls are very unique creatures
with an incredible ability to see things in the dark that others cannot.
Likewise, our assessment tool is able to provide valuable insights into
people’s talents.

Tell as a few things about team and your company. How did
everything start?

Athina and I metin 2012 during our post graduate studies in International
Business and Management at Alba Graduate Business School.

It was during one of our lectures where | first mentioned the concept of
gamification. Athina, having heard the concept for the first time was
completely fascinated by it and began asking me questions about how
and where it could be applied in HR. It took us many brainstorming
sessions to decide where exactly we felt that gamification could be applied

effectively, and it was not until a month after we graduated that we settled
on our concept of gamified assessments. We came to this conclusion as
a result of Athina working as an HR generalist in a tech company where
talent was not only hard to come by, but also hard to retain.

Lastyear, we put ouridea to the testin the Enter-Grow-Go competition, an

by Theodoros Giovanni

initiative designed from Eurobank and Corallia to boost entrepreneurship
among young Greek businesspeople. The result? We won. The Enter-
Grow-Go judges were impressed with Owiwi’s gamified assessment
tool, which is fun for job applicants and provides those in human
resources with a very thorough assessment tool that offers valuable
insights into prospective hires that would otherwise be unattainable.

Owiwi’s mission is to ’help companies find the best fitting
employees for their needs’ and you plan doing so by using new
and exciting technologies’. Tell us more about this

Serious games are games designed for a primary purpose other than
entertainment. They involve the use of electronic games technologies
and methodologies and are meant to take on real-world problems.
Serious games are the byproduct of simulations and gamification,
combining game-thinking, game elements and game-play into one
application to solve a problem.

What we have done at Owiwi is combine serious games and
psychometric testing to create a revolutionary assessment tool that
complements existing tools seamlessly by providing valuable insights
on candidates soft skills; i.e. Interpersonal skills.

Does research support this premise?

Scientific research on the effects of video games are a relatively recent
field of study, however the findings are very promising. You see, Video
games have the tremendous ability to take players on incredible journeys
through their narrative, visuals and game-play! What we are trying to
do at Owiwi is utilize that very process through video games, to gain
valuable insights into the candidates’ abilities, strengths and aspirations.

Gamification on the other hand is a proven process. Gamification is the
concept of applying game mechanics and game design techniques
to engage and motivate people to achieve their goals by creating
engagement loops. Psychology constitutes an important component
to gamification and the principles behind it are based on years of
research. It is very important to get the design right and for that reason
we have a “Design first, Data second” principle, as we believe that with
good design you receive good results.

Which soft skills does this assessment tool aspire to measure?
The first version of our demo measures the Teamwork soft skill which
consists of multiple subscales that we measure; such as communication
skills, attitudes towards team members and emergent leadership
qualities. However, our plan is to measure a total of 20 soft skills in
our final product. It is very important to us that we offer solutions that
solve real business problems and the only way to achieve that is by
meticulously performing market research to identify the soft skills which
HR managers value the most in their employees. Based off our research
and feedback, the soft skills which you can expect to see from us in the
next release of our tool which will be released in September of 2016 are:
Resilience, Flexibility, Adaptability, Problem solving skills and Decision
making skills. Other skills you can expect to see from us further down the
line are skills like Leadership, Creativity, Time and Crisis management,
Accountability, Ethics/Integrity, Self-Confidence and Patience.

What are the benefits to companies relative to traditional soft
skill measurement techniques?

The most common reason we see companies making bad hires is
because the position needs to be filled in quickly, but even still the
average time to hire is approximately 45 days. You can imagine the
kind of effects this would have on business performance. Add to this
the high employee turnover rates, and what you see are companies
scrambling to fill in vacant job positions with below average talent just
to keep things going.



Taking into consideration the above point it becomes pretty clear that it
comes as no surprise that HR managers have a very difficult problem on
their hands. This problem only becomes amplified when you consider
another factor...Millennial’s. Millennials are a hot topic of conversation
nowadays as they are the next generation of labor entering the
workforce, and their demographics have forced companies to adapt
their organizational values to those of the millennials they are trying
to recruit. The result is companies «fighting» one another, as to who
will hire the best candidate. This is the so called «War On Talent», and
it’s a battlefield out there. Only those who improvise and adapt, can
overcome these obstacles; And we do just that...we help companies

o9
13

make the process of identifying and selecting the best talent a simple
and insightful process which in tumn also helps improve the brand
recognition of the company turning it into an employer of choice.

Having said that however, whenever you discuss the assessment of an
individual, under no circumstances can we or any other psychometric
provider guarantee 100% success rates with potential hires; For us a
job is not just a job...it"’s an extension of who you are, and what you
aspire to be, and we feel that through our tool we give people the
opportunity to showcase their skills, aspirations and potential.
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Aginvo npog TINA TwV
anoxwpouviwv MeAwv
Tou AIOIKNTIKOU

2 UMBOUAIou TOU
Ku.2u.A.A.A.

Avranékpion ané tn Mapia Mewpyiou

21ig 2 XentepBpiou 2015, diopyavibnke deinvo oto Caraffa Bastione
otn Aeukwoia Npog TIUA NG ka Xdpig Avactaciddou, ka Méiavi
MixanAidou kail ka Biku XapaAdunoug Twy onoiwv n BnTeia Toug wg
MEAn Tou AloiknTikoU ZupBouiou Tou Ku.Zu.A.A.A. OANOKANPWONKE
Tov louvio Tou 2015.

210 J€EiNVo NAPEUPEBNKAY Ta anEPXOUEVA, TA UPICTAPEVA Kal TA VEQ
MEAN Tou ZupBoudiou. H atubdopaipa ATav xaAapn Kal euxdpioTn
KaBWS o1 NEPICOOTEPOI €iXav ONIG ENIOTREWE! AN TIG KAAOKAIPIVEG
ToUug OIOKOMEG KAl N EMIAOYN TOU ECTIATOPIOU NTAV EEQINETIKN.

To Oeinvo Atav o €EQIPETIKA  EUKAIpia va yvwpioTouv OOl
KOAUTEPQ, VO NPEUNCOUY, VA anoAaUcouy wpdio Gayntd Kal Kpaoi
Kal va polpacTouv acTeieg kal Napd&eveg IoTtopieg and tTn {wh evog
Aieubuvtn MNpoownikou.

O Mpoéedpog Tou AloiknTikoU XupBouliou, Mwpyog MavreAidng,
€uxapioTnoe TIG 3 KUPIES yIa TNV apoaciwaon, TN okANPEN SOUAEIA Kal
TOV NOAUTIMO XPOVO TOUC NOU APIEPWOAV UE OKond va CUKURAAOUY
oTnv €NITEUEN TNG AMOCTOANG KAl TWV OTOXWY TOU ZUVOECHOU JaC.
Toévioe Nwg N €BEAOVTIKA TOUG CUMUETOXNA €ival éva emnpoocBeTo
KOMUATI OTIC MOANEG AMEC UNOXPEWGEIG MOU €X0UV, ONMwe N KapiEpa
TOUG, N OIKOYEVEIG TOUG Kl AMEG KOIVWVIKES OPACTNPIOTNTEG.

Ta véa pén Tou AloiknTikoU ZupBouliou euxapioTnoav GAOUG YIa TN
OUMBOAA Toug OAa autd Ta xpovia KABWS Kal yIa TNV ENITUXNUEVN
nPoo®opPd Toug oTnNV avaBdBuIon kai dlagopornoincn Tou ZUvOECIoU
pEoaanoTondbog, TN yVWON KAITIGEPNEIRIEG TOUGKAIUMNOOXEBNKAV VA
OUVEICPEPOUV UE TOV KAAUTEPO duvaTd TEOMO yia To OPEAOG TOU
Juvdéopou.

To Bpddu TeAEiwoe NOAU €UXAPIOTA Kal GPKETA apyd Kal OOl
avaxwpnoav Je To aioBnua o1 polpdlovTal 6xi IOvVo KoV eNAyYEAUQ
AMG Kal TNV KOIVA TOU PIAODOE(Q va MPOCMEPOUV GTO ENAYYEAUQ.

SPECIAL EVENT

Dinner in honor of
the outgoing Board
Members of the
CyHRMA

Correspondence by Maria Georgiou

On September 2, 2015, a dinner was arranged at Caraffa Bastione
in Nicosia in honor of Mrs Charis Anastassiadou, Mrs Vicky Chara-
lambous and Mrs Melanie Michaelidou, whose term of service as
CyHRMA Board of Directors came to an end in June 2015.

At the dinner the leaving, the continuing and the new members of
the Board were there. The atmosphere during the dinner was very
relaxing and pleasant, as most have just returned from their summer
holidays and the choice of restaurant was excellent.

The dinner was a great opportunity for everyone to get to know each
other, relax, enjoy nice food and wine and share some interesting
and funny stories and experiences from the HR field. Everyone was
enjoying themselves and they were happily sharing their own experi-
ences as well.

The Chairman of the Board, George Pantelides thanked the 3 ladies
foralltheir dedication, hard work and their valuable time to accomplish
the mission and goals of our Association. He stressed that being
a member of the Board was in addition to many other important
commitments in their lives like their career, their family and other
social activities.

The new members of the Board thanked everyone for all their contri-
bution over the years and for using their passion, insights and experi-
ence to move our Association forward, and promised to contribute
to the best of their abilities for the benefit of the Association.

The evening ended very pleasantly and very late, with everyone feeling
that they share more than a common profession but also a common
aspiration to offer to the profession.
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EkOnAwon PE TO
A10IKNTIKO ZUpBOUAIO Kal
Ta MEANn Twv EniTponwyv

ToU Ku.2U.A.A.A.

Avtanékpion and tn Naotagia MixanA
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A Get Together Event
with the CyHRMA
Board of Directors and

Members of Committees

Correspondence by Nastasia Michael

O Kunpiakdg Zuvdeopog AietBuvong AvBpwnivou Auvapikou (Ku.
2U.AA.A.) npayuatonoince v Tetdptn, 18 NoeuBpiou 2015 «Ek-
OnAwon pe 1o AloiknTikd ZupBoUNIo kal Ta MéEANn Twv Enmpondv». H
€KONAWON NPayUaTonoINBNKe NPOog iRV Twv MeAwv Twv Enmponav
W¢ EVOEIEN EKTIINONG KAl EVYVWPOCoUVNG Via TNV UNooTAPIEN Kal 0e-
AOVTIKA CUPBOAA TOUG OTNV EKTEAECN TWV JIAPOPWY EPYACIAV TWV
Enmponv kai yevikd Tou ZUuvOEoOou.

MAnpoPopIakd ol Enmponég Tou Xuvdéaou eival: Enmponn EkdOcewv
kal Enikovwviag, Enimponn 2uvedpiou, Enmponn Anuociov 2xEcewv
kal MdpkeTivyk, Enmponn ‘Epeuvag, AigBvav 2xécewv kal BpaBeiwy,
Enmponn Agovroloyiag, Enimponn Etaipikig Koivawvikng Eubivng kai
Exknaideuong, Enimponn Zuvtoviopou: Aepecdg kai INégpog. Mepioodte-
PEG AEMTOPEPEIEG YIa TO PONO TNG KABE Enimponng, unopeite va Bpeite
oTNV I0TOCEAIDa Tou ZUVOECHIoU (Www.cyhrma.org).

H ekdnAwon npayuatonoinBnke oto Silver Star Wine Bar, 010 kKévTpo
NG AeuKwoiag. ‘Hrav évag UngEPoxXog XWPOG UE HIa EUXAPIOTN Kal
XOAaPN aTuOOPAIPA0 KAAUTEPOC TEPOMOC VA KAEIOEI UNEPOXA Ia LE-
y&AN Kal KOUPAOTIKA PEPA padi Je pIAoug kal CUVADEAPOUG.

Ta véa péAn Twv Enmponv eixav Ty eukaipia va dIKTuwBouv LE
enayyeAuatieq TNg AAA e NoAG xpdvia NeIPAg oTov TopEa KABWS
Kal va péBouv NepIcodTEPA YIa TIG Epyacieq Twv Enmponav. Mevikg,
ATaV pIa eKONAWON [IE IEYAAN NAPOUCIA KAl OUMIETOXA.

©a nbeha va euxapioTiow Ta Mén Tou AloiknTikoU ZUUBOUAIoU Tou
2uvdEapou yia TNV OAN UNoaTNEIEA TOUG Kal yia TNV NPWTOROUAIa va
SIoPYaAVWOOoUV Wia TETOIa EKONAWON, Ta PEAN TNG Enimponng Anpo-
olwv Xxéoewv kal MAPKeTIVYK  yia TN dIopyAvwaon TNG ekONAWGNG,
6Aoug HOOUG CUULETEIXAV, Kal PpUOIKd, To Silver Star Wine Bar yia tn
@N\oevia kal TNV dpioTn eEunnpétnon!

The Cyprus Human Resource Management Association (CyHRMA)
organized on Wednesday, 18th of November 2015 “A Get Together
Event with the Board of Directors and Members of Committees”. The
event was organized in honor of the Members of the Committees as
a token of appreciation and gratitude for their support and voluntary
contribution to the implementation of the various projects and overall
work of the Association.

For information purposes, the Association Committees are:
Publications and Communication Committee, Conference
Committee, Public Relations and Marketing Committee, Research,
International Relations and Awards Committee, Ethics Committee,
Corporate Social Responsibility & Education Committee, Limassol
& Paphos Coordination Committee. More information on the role of
each Committee can be found through the website of the Association
(www.cyhrma.org).

The event was held at Silver Star Wine Bar, in the centre of Nicosia.
It was a lovely venue with an enjoyable and relaxing atmosphere;
the best way to end a long and exhausting day with friends and
colleagues.

New Committees members had the opportunity to interact with HR
professionals with many years of experience in the field and learn
more about the Committees’ projects. Generally, it was an event
with high volume of attendance and participation.

| would like to thank the Association’s Board Members for all their
support and for making the event happen, the Public Relations and
Marketing Committee Members for organizing the event, everyone
who attended, and of course last but not least Silver Star Wine Bar
for their hospitality and excellent service!
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Publications and Communication Committee
Christmas Photo Shoot & Participation in

Escape the Room

Correspondence by Irene Papadopoulou

Committees are an important part of CyHRMA’s structure as
they were established to contribute to the proper functioning and
implementation of the Association’s overall work. Sounds boring?
CyHRMA Committees are not only that! By having fun and spending
time with friends and colleagues, Committees offer their Members the
opportunity to:

* Interact and network with experts in the HR field.

* Develop transferable and specialist skills.

* See their efforts incorporated into the projects of a recognized
Association.

On 14th of December 2015, Members of the Publications and
Communication Committee gathered at the CyHRMA offices for the
Committee’s regular meeting which usually takes place once a month.

During the meeting, tasks were allocated to the Members and
decisions were taken on the Committee’s various projects based on
the input of all present Members. The meeting ended with a Christmas
Photo shoot which has become a holiday tradition of the Committee.
Then, Members of the Committee had the opportunity to participate in

“Escape the Room”; one of the greatest team building exercises ever
created. They were locked into a room for 60 minutes and had to work
together as a team, demonstrate group spirit in order to escape by
solving various puzzles, riddles and all sorts of hints and codes.

The scenario:

The Pope is visiting Cyprus for two days but an assassin is out to get
him. The detective has been kidnapped so it is up to you to continue
his investigation and to uncover the culprit, the weapon, the location
and the getaway vehicle and warn the police before it is too late!

The session was a highly unique experience where participants had
to communicate, think out of the box, listen to each other and work
together. The team managed of course to save the Pope and escape!

With this article, we would like to share our experiences of our
participation in the Association’s work and urge you to join CyHRMA
Committees which can be an educational experience worth mentioning
it to your CV. All you need to do is contact us (info@cyhrma.org, 22
318081) and submit your interest.




87% OF YOUR STA

WWW.DEALWITHYOURELEPHANTS.COM

SEMINARS DON’T WORK

Generic classroom training does not bring about real change. Our Boot Camps are
high-impact training interventions for business professionals. Through a series of
specialised outdoor exercises and simulations, requiring them to overcome
challenges and collaborate in order to accomplish objectives as a team, they
experience an immediate change; a result we like to call “The Boot Camp Effect”

BooT CAMP TRAINING FOR BUSINESS PROFESSIONALS

Through our specialised exercises we surface the natural tendencies and
behaviours of each team member. This allows us to give ruthlessly direct feedback
with the goal of bringing them face-to-face with the behaviours they need to
improve, or even change, to be able to work effectively as part of a team. In
between exercises, we give them the tools, methods and support they need to
improve their performance within a group and on an individual basis.

* Challenge perceptions
» Stretch comfort zones
* Boost team performance

» Transfer leadership skills
* Align communication styles
* Promote responsibility

open

box

... TEAMBUILDING IS A CONSEQUENCE
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> UvTaén Bioypagikou
2 NUEIDUATOC KAl
2_UVOOEUTIKNC EnioToANG

Avtanékpion ané tov Anuintpn BaciAakka

O Kunpiakédg 2uvdeopog Aieubuvong AvBpwnivou Auvapikou (Ku.
Ju.AA.A.) og cuvepyaoia pe To Mpageio Ztadiodpopiag Tou Cyprus
International Institute of Management (ClIM), diopydvwoe duo na-
pouacidoelg, pia otn Aepecd (14 OxTwPRpiou 2015) kal pia otn Agu-
kwoia (21 OkTwRpiou 2015) pe B€ua «2UvTagn BioypapikoU Znue-
@paTog Kar ZuvodeuTikng EmoTtoAng». H napouciacn KEvTpIoE TO
€VOIAPEPOV TWV POITNTWY TOU akadnuaikoU I0pUUATOG Kal MPOCEA-
KUCE €va PeYANo apiBud CUPHETEXOVTWY Kal OTIG dUO EKONAWCEIG.
O kUpiog Anunitpng Baolhakkdg, AleuBuvwy ZUuBoulog TnG 1Ak
peiag Future Advisor Career Development Atav o kUpIOg €lonynTAg
TwV dU0 JIOAEEEWV evd N Kupia Movika Motoou, Operations Advisor
otnv Frontica Global Employment, cupueTeixe otnv napouciacn TNg
NePECOU €XOVTAG UMOOTNPIKTIKG pdAo. H JIGAeEN nepidduBave pia
NnapouUGiacn OXETIKA E TA CNAVTIKA CNUEIQ Nou KAMoIOg NEENE! va
AauBAver undwnv Katd Ty eToluacia Tou Bioypapikou X nueidpaTog
kal TNg 2ZuvodeuTikAC EnIoTOAAC kal akoAouBncav epwTAcEIg and
TOUG (POITNTEG OTIG ONOIEG anAvTnoav ol elonynTéC. Kdanoiol and Toug
OUMIIETEXOVTEC €iXaV TNV EUKAIPIA va NApoUV EATOUIKEUUEVN KaBO-
driynon oTo Bioypaikd TOug 2Znueiwpa kal ZuvodeuTIKA ENICTOAN.
H ekdnAwon ATav ENIMUXNG Kal MAPEIXE XPNOIJES MANPOPOPIEC OTa
dropa nou avadnTtouv epyaoia.

Empopowrikéc Apdoeic Tou Ku.Xu.AAA.

CV and Cover Letter
Preparation

Correspondence by Demetris Vassilakkas

The Cyprus Human Resource Management Association (CyHRMA)
in collaboration with the Career Office of the Cyprus International
Institute of Management (CIIM) organized two presentations: one
in Limassol (October 14th, 2015) and one in Nicosia (October 21st,
2015) on “CV and Cover Letter Preparation”. The presentation drew
the attention of many students of the academic institution and the
attendance on both events was high. Mr Demetris Vassilakkas,
Managing Director of the company Future Advisor Career
Development presented both lectures while Mrs Monica Potsou,
Operations Advisor at Frontica Global Employment, participated
in Limassol’s presentation having a supportive role. The lecture
featured a presentation on the key points of writing a CV and Cover
Letter, followed by a Q&A session. Some of the attendees had the
opportunity to get one-to-one advice on their CVs and Cover Letters.
Overall, it was a successful event that provided key know-how to
current and future job searchers.
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AEIOTNTEC KAl TEXVIKEC OTN
2 UVEVTEUEN [TpdoANYNC

Avtanékpion ané tnv Eiprivn NMNanadonouAou

Interview Skills

Correspondence by Irene Papadopoulou

O Ku.2u.A.A.A. oe ouvepyaoia pe 10 pageio ZTadlodpouiag Tou
ClIM, diopydvwoe dUo NaPOUCIACEIC e BEUA «AEEIOTNTEG Kal TexVI-
KEG OTN ZUVEVTEUEN MpdoANWNG» yia TOUG (POITNTEG TOU aKadNaikou
1®pUlaTOg, oI onoieg Npayuatonoinénkav otg 17 NoguBpiou 2015
(Neukwoia) kar 18 NoguBpiou 2015 (Aepead). H eionyntpia Tng di1d-
AeEng otn Aeukwoia ntav n Ap KaBpiv Aaldpou-Kittévn, Aéktopag
otn ZxoAn Aloiknong Enixelpricewv Tou Eupwnaikou MNavenioTripiou
Kunpou. H ka Awvita Mérpou, Human Resources Officer atnv RCB
Bank Ltd, Atav n opiAntpia Tng dIGAEENG ot AepeaO.

Kai o1 dUo ouIANATRIEG TOVICAV TN CNUACIa TNG NPOETOIUACIAg NPV and
TN CUVEVTEUEN, N onoia NeEpIAaUBAVE! Kupiwe: TNV NPOc(aATn agloAdyn-
on Twv Se§oTATWY, a&IWV Kal ENITEUYUATWY, TNV EVNPEPWON Tou Blo-
YPAPIKOU CNUEIWMUATOC, TNV EQEUVA OXETIKA JUE TOV OpYaVIoUO Kal BEcn
€pYaciag, Kal Th CNUAGCIa TOU VTUGIUATOG KAl YEVIKA TNG EUPAVIONG.

[Mapouciacav TPONOUG UEIWONG TOU AyXOUg, avagEépBnkav oTn
YAWOOO TOU CWPaTog Katd Tn SIGPKEIA TNG CUVEVTEUENG Kal AVEAU-
oav TIG BACIKEG OEEIOGTNTEG NMOU MPENEI VA EXEI/BEATIWOEI KAMOIOC,
NEOKEIUEVOU va MITUXEI kaTd TN dladikacia npdoAnyng.

Or1 ouINATPIEG QVEPEPQV, ENONG, TN ONWAGCIa TNG NPOETOIPAGiag ana-
VINOEWV OE TUMIKEG KAl GTOXEUPEVES EPWTACEIG MOU KAVOUV Ol EQYO-
OOTEQ KABOAN TN DIAPKEIC TNG CUVEVTEUENG.

Katd mn didpkeia Twv JIGAEEEWV, OI CUPUETEXOVTEG €iXav TNV EUKaIPIa
va eNAUCOUV TIG aMNoPIEG TOUG OE €va eUpU PAcUA CNTNUATWY OXETH
K& JE TIQ CUVEVTEUEEIG MPAoANYNG.

CyHRMA, in collaboration with the Career Office of CIIM, organized
two presentations on the subject “Interview Skills” for the students of
the academic institution which took place on November 17th, 2015
(Nicosia) and November 18th, 2015 (Limassol). Presenter of the
lecture in Nicosia was Dr Cathrin Lazarou-Kitteni, Lecturer, School of
Business, European University Cyprus. Mrs Annita Petrou, Human
Resources Officer at RCB Bank Ltd, was the lecture speaker of the
program in Limassol.

Both lecturers emphasized on the importance of preparation prior to
a job interview which primarily includes: recent assessment of skills,
values and accomplishments, CV updating, research on the targeted
organization and position, and details of dress and appearance.

They showed ways on how to reduce interview stress, referred to
the body language during the interview and analysed the basic skills
someone must have/improve in order to succeed in the hiring process.

The lecturers also mentioned the importance of practicing on
answering typical and targeted questions employers ask throughout
an interview.

During the lectures, participants had the opportunity to get their
queries answered on various issues of their concern.
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Texvikee Napouoiaoewv

Avtanékpion ané tnv Eipiivn MNManadonouAou

Presentation Skills

Correspondence by Irene Papadopoulou

>1g 18 NogpBpiou 2015, o Kunpiakdg 2Uvdeopog AieiBuvong Av-
Bpwnivou Auvapikou (Ku.Zu.A.A.A.) ce cuvepyaacia pe To MNavenioth-
piIo Kunpou diopydvwaoe JIGAEEN yia TOug GOITNTEG Tou [aveniotn-
piou pe TiTAo «Texvikée Mapouaidoewv». H eionynTpia g JIAAEENG
ritav n Ap Kabpiv Aaddpou-Kirtévn, AékTopag otn ZxoAr Aioiknong
Enixeipnoewy Tou Eupwnaikou Maveniotripiou Kdnpou.

O okondg g dIGAEENS ATaV va dWOEI OTOUG CUUMETEXOVTEG MANPO-
POPIEQ OXETIKA E TO OXeDIACKO, TNV OPYyAvVWOoN Kal TNV uAornoinon
QAMNOTEAECUATIKWV NAPOUCIACEWY MOU EXOUV TO LEYIOTO BETIKO avTi-
KTUMO oTO KoIvd. H ouNATpIa €0W0oE XPNOIMEG CUUBOUAEG GTO NWG
KAMOIOG MNOPET va PETaTPANEl and évav AneIpo OE Evav IKavo OPIANTA
KQI CUYKEKPIMEVA: NWCS Va KTIZETAI KAl VA EUPAVICETAI TO NEPIEXOPEVO
TNG NapoUciaong, NWG ENITUYXAVETAI PIO- ANOTEAECUATIKA ENIKOIVW-
via, nwe va napouciddovtal ol IGEEC Kal andYEIS e NenoiBnon, Nwe
va a&§lonolouvTal ol CNUEIWOEIS (EI0IKG AV O OMIANTAG EXEI AYXOQG), NWG
va XEIPICETAI KAVEIQ TN PV TOU, JE MOIOUG TPOMOUC AUEAVETAI N CU-
JETOXN TOU KOIVOU, NS VA XPNolUonolouvTal Ta onTika Bonbruara,
Kal Nwg Yivetal 0 XeIPIoU6G SUCKOAWY EPWTAGEWY TOU KOIVOU.

H opIAiTpIa avagépBnKe GTN oNPIAoIa TNG NPOETOILAGIAG Kal NPdRaAg
npiv and Tnv Napouciacn yia PEYICTOMNOINGN TwV ANOTEAECUATWY TNG
napouaciaong.

H JIGAEEN EKAEICE PE TNV EICNYATPIA VO KAVEI avapopd OTO NWGS KA-
rolog UNOPET va NApouUcIAcel ToV €aUTO TOU KaTA TN JIGPKEIX JIOG OU-
VEVTEUENG KaI NWG VA anavticel €Eunva oTIG EPWTACEIG Mou YivovTal
and tTov/n Aleubuvtry/Tpia AvBpwnivou AuvauikoU.

Tn dIGAEEN NnapakoAoUBncav MOAO! POITNTEG, O OMOoioI EiXaV TNV EUKAI-
pia va eMAUcOoLV TIG anopieg Toug kaTtd T JIGPKEIQ TN NAPOUGIAIoNG.

On18thofNovember2015, the Cyprus Human Resource Management
Association (CyHRMA) in collaboration with the University of Cyprus
organized a lecture for the University students titled “Presentation
Skills”. The lecture speaker was Dr Cathrin Lazarou-Kitteni, Lecturer,
School of Business, European University Cyprus.

The objective of the lecture was to give participants information on
planning, organizing and implementing effective presentations that
have the maximum positive impact on the audience. The lecturer
gave useful tips on how to transform from an inexperienced speaker
1o a skilled presenter and particularly: how to develop and organize
the presentation content, how to communicate effectively, how to
present ideas with conviction, how to handle notes (especially if the
presenter is under stress), how to project the voice, how to engage
the audience, how to use visual aids, and how to handle difficult
questions from the audience.

The lecturer mentioned the significant importance of the preparation
and rehearsal prior to a presentation for maximising the effects of a
good presentation.

The presentation closed with the lecturer making a reference on how
someone can present himself/herself during an interview and how to
cleverly respond to the questions made by the HR Manager.

Many students attended the lecture and had the opportunity to
resolve their queries during the presentation.
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OpadikoTnTa Kal Enikoivwvia

Avtanékpion and Tov Xapn Tandkn
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Teamwork and
Communication

Correspondence by Haris Tapakis

2116 25 NoguBpiou 2015, o Ku.Zu.A.A.A. oe ocuvepyaaoia pe To lNa-
veniomipio Kdnpou, diopydvwoav avoixt didAegn/napouciaon yia
TOUG POITNTEC ToU [NavenioTnuiou pe B€ua Tnv «OuadikdTnTa & ENiKor-
vwviar. EionyntAig Tng didAeEncg nTav o Xdpng Tandkng, ZUPRoulog
eNIXeIPNoEwWY Kal Eknaideutng otnv etaipeia HRm Consultants.

APXIKA €yive olvdeon e Ta Oedopéva TNG ENOXAC Kal Nwe autd
dUOXEPAIVOUV aKOUN MEPIOCOHTEPO TO OUAdIKO NveUUa GTOUG OpYa-
viopoug. AkoAoUBwG Kal PJeTd Tov oplopd TG «Opddac», o Xdpng
Tandkng cuZATNOE NPOEKTACEIG Kal BEUATA NOU apopouV oTny avd-
nTUEN ToU opadikoU NVEUUATOG. EUXApIoTo OToIXEID TNG NApOoUGiaong
ATav ol aEIGAOYEC KAl OUCIAOTIKES EPWTACEIG Kal NAPEUPRACEIC and
TOUG OUMUETEXOVTEG MOU CNUEIWTED ATAV and dIAPOPETIKOUG KAG-
doug onoudwv Tou Maveniotnuiou Kunpou.

‘Eyive avapopd ota otddia avdantuéng tng ouddag, Pe npoondBeia
vIa NPAKTIKA avAAuon Kal enegnynon e npaypatiké napadeiyuara.
2 UVENWG, TOVIOTNKE N onuacia nou diadpauaTiCel N UNap&n epunioTo-
olvng Péca OTIC OMAdESG KAl MOIEC O CUVENEIEC TNG ANOUGIag TNC.
H avapopd oTic opddeG OAOKANPWONKE E avapopd oTn dIAPOPE-
TIKOTNTA KAl 6TO POAO Nou dladpapaTiel oTNV avAanTuén Twv opGdwy
kal TNV agonoinon TG dNPIoUPYIKOTNTAG OTIG OPADEG. 2TN CUVEXEID,
avaAUBnkav BépaTa nou apopoulv TNV eniKovwvia, TOoo oE dlanpo-
ownikd enMedo KABWS Kal O eNNeEdO OPYAVICUWY KABWG Kal TIQ
NMPEOKANGCEIC NOU NEOKUNTOUV KATA TNV EMIKOIVwVia. TEAOG, avaAudn-
kav TUMNol cUKNEPIPOPAG Kal TpoMol DIOXEIPIONG TNG ENIKOIVWVIAG.

"evikd ATav pia eEaIPETIKA euKaipia enikovwviag Pe oitTég and di-
QPOPETIKEG OXOAEG Tou MavenioTnuiou Kunpou, Pe avagopd oe dUo
OMNAEVOETa BéuaTa: TNV oudda Kal TV enikoivwvia. H npdkAnon
NAVTOTE OE TETOIEG NEPINTWOEIG, ECTIACETAI GTN dNPIoUPYia Twv NEa-
KTIKQV EIKOVWV YIQ TOUG CUPETEXOVTEG Mou va BaacieTal otn Bewpia.
To euxdpioTo ATAV OTI Ol CUPETEXOVTEG £0EIEQV EVOIAPEPOV, UNERO-
AQV EPWTACEIC Kal NPOKAAECAV CUZATNON Kal NEQAITEPW AVAAUGN.

On 25 November 2015, CyHRMA in collaboration with the University
of Cyprus held an open lecture/presentation on "Teamwork &
Communication". Haris Tapakis was the presenter for this lecture,
who is a Business Consultant and Trainer at HRm Consultants.

Initially, a general framework was set mentioning the current
challenges on teams and the negative influence that these
challenges have on team spirit in organisations, followed by definition
on ‘Teams’. Participants, from different faculties, participated adding
to the discussion with comments, while their questions gave the
opportunity for further analysis.

The different team development phases were analysed in an
effort to provide participants with a practical approach on what is
happening in the real life working environment. Trust was an issue
emphasised for its importance as a building block for teams and
their development, followed by a brief analysis on team creativity. In
the last half of the presentation interpersonal communication issues
were analysed, as well as, the importance of communication in the
working environment. At the end, different behavioural types were
discussed and ways to manage behaviour and communication with
each behavioural type.

In general, this was an excellent opportunity to communicate with
students from various faculties and create a basic understanding for
these two interrelated topics, teams and communication. As always,
the greatest challenge is to create practical understanding for the
participants based on theory. Participants’ questions and comments
allowed for further discussion and analysis.
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AeEIOTNTEC Kal TEXVIKEC OTN
2 UVEVTEUEN [NpdoAnync

Avtanékpion ané Tov Anyiatpn BaciAakka

21 26 NoguBpiou 2015, o Kunpiakog 2uvdeopog Alelbuvong
AvBpwnivou Auvauikou, ota nAaiola eNTEUENC Twv OTOXWY ToU Yid
napoxn oTNPIENG kal BonBeiag NPOG TOUG avEPYOUG KAl (POITNTEG YIa
€vTaén otnv ayopd epyaociag, cupeTeixe otnv ERSoudda Kapiépag
Tou Maveniotnuiou UCLan Cyprus. O 2Uvdeopog avEAaRE va Napou-
oldcel To NPdypaupa «KAIVIKN Bioypadikwv» kal Tn JIAAeEN «Ag&I0TN-
TEG KaI TEXVIKEG OTN ZUVEVTEUEN MNpdoANYNC».

O kUplog elonynTAg TNG DIAAEENG «AeEIOTNTEG Kal TEXVIKES OTN ZUVE-
VTEUEN MpdoANYNC» ATAV 0 KOG AnunTENG BaolAakkdg. Ztn SIGAEEN
ouppeTeixe kal N ka NaoTtddia MixanA €xovtag unooTnEIKTIKG POAO.
Méaoa and Tnv napouciacn dGONKAYV GTOUC CUPHETEXOVTEG MANPOPO-
pieg yia Tn diadikacia TN Zuvévteuéng MpdoAnwNg, XpNaola OTOIXEID
YIO TN CWOTA NPOETOILAGIA KAl PUOIKA KAMNOIA NEAKTIKA Napadeiyua-
1a. O1 oUPPETEXOVTES, 20 0TO OUVOAO, NTAV WG £MI TO NMAEICTOV POITN-
TEQ Tou [MTuxiou Tng Nopikng nou diévuav 1o 30 €T0C TWV GNoUdWV
Toug. MoMoi and Toug POITNTEG ANEKTNOAV NEPICOOTEPN ENfyvwon
yia Tn dladikacia kal £volwoav NEPICCOHTEPN auTonenoidnon via TV
ENITEUEN TWV OTOXWV TOUG.

Me 70 TEAOG TNG Napouaciacng, eicakoUoTnNkay BeTIKG oxONa TOCO
and Toug QOITNTEG AAA kal TN cuvTovioTplia ka Egn Xpiotou, Senior
Student Support Officer oto UCLan.

Interview Skills

Correspondence by Demetris Vassilakkas

On 26th of November 2015, the Cyprus Human Resource
Management Association participated in UCLan Cyprus’ Career
Week. This action was within the scope of the CyHRMA'’s
collaboration with Academic Institutions, to support students and
unemployed youth in entering the labour market. The Association
participated in the following two sessions: “CV Clinic” and “Interview
Skills” lecture.

The main presenter of the lecture “Interview Skills” was Mr
Demetris Vassilakkas. Mrs Nastasia Michael also participated in
the presentation having a supportive role. The presenters provided
participants with some valuable tips to use when attending an
interview, how to prepare for an interview, as well as to practise on
attending a real interview. The audience comprised 20 students and
most participants being in their 3rd year of a Law degree. Many of
the students had the chance to broaden their awareness and felt
more confident in succeeding in the interview process.

There was a lot of positive feedback at the end of the presentation
both from the students and the coordinator Mrs Effie Christou,
Senior Student Support Officer at UCLan.
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KAIvikn Bloypagikwv

Avtanokpion ané tnv Eiprivn NManadonouAou
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CV Clinic

Correspondence by Irene Papadopoulou

211G 26 NoeuBpiou 2015, MéAn Tou Ku.2u.A.A.A. CUPUETEIXAV OTNV
«KAVIKA Bloypagikwv» nou npayuatonoinénke oto MNavenioTripio
UCLan Cyprus yia TOUG QOITNTEG TOU.

JUYKeKpIEva, ol Anpritpng Baoidakkdg, Avdpeag Matodykog, Na-
orddia MixanA kai Eiprivn ManadonoUAou cUPPETEIXAY €0EAOVTIKA
NPOCPEPOVTAG TIG YVWOEIQ TOUC OE aTouikrA Bdon divovrag eionyni-
O€IQ yIa BEATIWON TwV BIOYPAPIKWDV.

Ta MEAN Tou ZUvOECHOU EVNUEPWOAV TOUC (POITNTEC OXETIKA LE TIQ
KUPIEG apx€G nou SIEnouv TN cUVTagn Tou BioypagikoU kal nou Ba
npénel va akohouBouvtal. MepIKES and auTEC avapEPOVTal Mo KATw:
- To Bioypapikd Xnuegiwpa npénel NAvToTE va £ival YOAUPEVO OE UNo-
Aoyiot Kai va gival SIaBECIIO GTN PNTPIKA YAWGCOA TOU QITNTA KAl 0TNV
EUPEWG DIAdEDOUEVN YAWOCOQ, TNV AyYAIKA.

- Ta évtova xppaTa Kal oxedIa va ano@eUyovTal, EKTOG KAl AV KO-
VETQI aNapaitnTo (NX YIa pia B€on oxediaoTr).

- To Bioypa@ikd Znpeiwpa npéner va eival cUvTopo Kal ouvnibwg va
unv &enepvdel TIg dUo CENDEC.

- To Bioypapiké npénel va eival opBoypa@nuévo, euavayvwoTo, Ga-
PEG, OUOIOHOPPO KAl EAKUCTIKO.

- To Bioypa®ikd npénel va eival evneQWUEVO NAVTOTE [IE TA MO NPo-
opaTa oToIXEia.

- [oté dev npénel va nepAauBdavovtal Yeudn CTOIXEID 1 va napanol-
iTarn aAibeia.

Me 10 TENOG TNG «KAIVIKAG Bloypagikwv», O poITNTEG Tav og B€on va
avTIAnpBoUV yiati dev €Bpiokav avTandkpion oTIG JIGPOPES AITNOEIG
€pyaciag nou ékavav, noia N cwoTth dopn evog Bioypadikou Kal Nweg
va TonoBetouvtal cwaoTd Ta JIGPOPA PEPN Nou TO anapTiouy (Epya-
olaKn eunelpia, eknaideucn, deEIOTNTEG KAN), NWG VA CUVTACCETAI UE
TPOMNO NMOU VA avTanokpiveTal oTnv kKABe dIAPOPETIKN BEcn epyaciag
Kal va angeuBuveTal oTIC avAYKeG TOU KABE €pyodOTN Kal YEVIKA NMWG
va kdvouv To Bioypagikd Toug va Eexwpioel and 1o NAnBog Bloypapr-
KWV Nou o1 EpyodOTEG AaUBAVoUV KaBNUEPIVA.

OnNovember 26, 2015, Members of the CyHRMA participated in the
session “CV Clinic” held at UCLan Cyprus University for its students.

In particular, Demetris Vassilakkas Andreas Matsangos, Nastasia
Michael and Irene Papadopoulou participated voluntarily offering
their knowledge in one-to-one sessions by giving their suggestions
for CV improvement.

The Members of the Association briefed students on the main
principles that should follow when drafting a CV. Some of these are
listed below:

- The CV should always be typed on a computer and should be
available in the native language of the applicant and in the most
widely spoken foreign language, the English language.

- Bright colours and patterns should be avoided, unless necessary
(designer position for example).

- The CV should be short and generally not exceed two pages.

- The CV should be grammatically correct, readable and clear, have
uniformity, and be attractive.

- The CV should always be updated with the latest data.

- Phony information should never be included.

At the end of the session “CV Clinic”, students were able to
understand why they did not get a response to the various job
applications they made, learned the proper structure of a CV and
how to put the various parts that compose it in the right way (work
experience, education, skills etc.), how to target it to suit each job
position and be addressed to the needs of each employer, and
generally how to make their CV stand out from the crowd.
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Career Academy 2015

Avtanokpion ané tn Mévika Nétoou

Career Academy 2015

Correspondence by Monica Potsou

To Z&BRarto, 28 NoeguPpiou 2015, o Kunpiakodg ZUvdeopog AlelBuv-
ong AvBpwnivou Auvapikou (Ku.2u.A.A.A.) CUUUETEIXE OTO TRINUEPO
OuVvEDpIO We TITAO «Career Academy 2015» nou dlopyavwBnke and
Tov Opyavioud Neohaiag Kunpou, Eurodesk kal Erasmus+. Zkondg
NG EkONAWONC NTaV va BONBAGCEI TOUC CUMETEXOVTEG MPOPEPOVTAG
TOUG OAOKANPWEVN NANPOPOPNGCN YIa TNV EVOUVANWON Kal avAanTu-
&n KapiEpag, péoa and pia oeipd NAPOUCIACEWY Kal EQYACTNEIwWY
and edIkoug oTn dlaxeipion avBpwnivou SUVAPIKOU Kal JIOKEKPIUE-
VOUG EKMNAIDEUTEG KAl EMIXEIPNPATIEG.

H exknaideuon enikevipwBnke ota akdbAouba BéuaTa:

- AvdnTuén Autoyvwaiag, AUTOEKTIINONG Kal Autonenoibnong

- Bvioxuon Zuvaictnuarikng NonuooUvng kal ©€TIKNG ZKEWNG

- BeAtiwon EnayyeAuaTikng AKTuwong

- Texvikég Avalintnong Epyaciag

- ANibpBwon BioypapikoU XNUEIOUATOG

- 2UUBoUAEG yia Enmuxnpévn Zuvevteugn Epyaciag

- Agonoinon Méowv KoivwvikAg AIKTUwong yia XwoTtn MpoBoAr

- Enixeipnpatikétnta kai Kaivotopia

- Aiaxeipion kail YAonoinon Xxediwv e napadeiyuata and Erasmus+

To ouvedpio €naBe xwpa oTo Eevodoxeio Mooedwvia otn Aepecd
Kal ONOKANPWONKE pE peyAAn enimuxia. Mepinou 100 CUULETEXOVTEG
NapePRPEBNKaV, KUPIWG POITNTEG, VEOI andQOITOI, AVEQYOI, VEOI ENAy-
YENUQTIEG Kal dTopa nou eniBupiolcav va aAdEouv Touéa otadio-
dpopiag.

O Ku.Zu.A.A.A. cuppeTeixe oTic akOAOUBEG TPEIQ evOTNTES «ETOIMO-
oia BioypagikoU 2ZnueidpaTog kal Texvikég Avadntnong Epyaciag»,

«AI6pBwon Bioypa®ikoU ZNUEIOUATOG>, Kal «BacIKEQ APXEG ZUVE-
vTeuEng Epyaoiag kai MpakTiki EEGoknon».

Eionyritoia Tng dIdAeENG «EToipacia Bioypagikol ZnPEIouaTog Kal
Texvikég Avaitnong Epyaciag» ntav n ka Avvita Mérpou, Human
Resources Officer otnv RCB Bank Ltd kal péhog Tou XuvdEéouou
pag (Ku.Zu.AAA). H didAeEn oxedIAOTNKE UE OTOXO VA MAPEXEI
OTOUG CUMMETEXOVTEG TIC ANAPAITNTEG YVWOEIG Kal SEEOTNTEG yia TN
ouyypaen Tou BioypagikoU XnUEIDPATOS Kal TNG ZUVODEUTIKNG Eni-
OTONAG Toug, au&dvovtag Tig niBavoTnteg eEeUpeong epyaciag. Mio
OUYKEKPIPEVA, N Ka METPOU NOPEDECE TEXVIKEG MOU UNOPET KAMOIOG
VO XPNOIUOMOINGE! YIa VA NAPOUCIAoEl TNV EKNAIdEUCN, TNV EPYACIO-
Kr neipa kai Tig Oe&I6TNTEG TOU OTO Bloypapikd Znugiwua Pe anoTe-
AEOUATIKO TPOMO KABWG Kal TPOMOUG CUYYPAPNG TNG ZUVODEUTIKAG
EniotoAric nou kevtpiel To evOIAPEQOV TwV EPYODOTWY KAl EEXWPICE!
and 1o NANBOG GUVODEUTIKWY EMICTOAWDY NOU AauBdvouy.

H eionyntpia ouviotd Ta BIoypadikd va gival NAVTA GTOXEUUEVA OE
k&Be BEon €pyaciag, KAl GTN CUVEXEIQ aVEPEPE DIAPOPa EpYaAeia/
péoa avalitnong epyaociag: Anudola pageia Epyaciag, 18i1wTIKA
Ipageia Epyaociag, Eviunog Tunog, Aiadiktuo, Méoa Kolvwvikng
AIKTUWONG, PECW YVWOTWV .

H ka Métpou ékAeioe TV JIGAEEN KAvVOVTAC Ia PEYAAN avagopd
OTNV NPOETOINAcIa NPV and PIa CUVEVTEUEN (avayvwpion Twv Oeg-
OTATWV, MPOETOIWACIA YIa MBAVES EPWTACEICS, NPOPIA Kal KOUATOUPQ
TOU OPYyaVIoHOU), TN YAWOOA TOU CWHATOG KATA TN DIAPKEIQ TG CUVE-
VTEUENG, KAl TI KAVEIQ VO anogpeUyeEl.




AkoNoUBNGE N «KAIVIKA BloypagikoU ZNUEIOUATOG», Ornou PJEAN Tou
Yuvdéaopou, n ka Avvita MéTpou kai ka Eiprivn ManadonouAou €dw-
oav avaTpopodSTNON Kal EICNYACEIG NAVW GE NPOSwWNIKA Bdon yia
Tn BeATiwon Tou BIoYPAPIKOU CNUEIMUATOS TWV CUPUETEXOVTWY Kal
andvinoav o€ SIAPOPESG EQWTACEIQ OXETIKA [IE TN CUYYPAPH Tou Blo-
ypapikoU CNUEIDPATOG.

ApybTEPQ, NEAyUATONOINBNKE TO €£pyacThpl «BaoikéG APXEG ZUVE-
vTeUEng Epyaaciag kai MpakTikr EEGoknon» nou okono eixe va dWoEl
OTOUG OUUIETEXOVTEC MEPIKEG NOAUTIUES CUMBOUAEG MOU UNOPOUV Va
Xpnalponolouv dTav NaPEUPIOKOVTAI GE Jia OUVEVTEUEN, va Toug Bo-
NBoEI OTNV NPOETOIAGCIA YIa CUVEVTEUEN, KABWG Kal va eEacKNBouv
HEOW EIKOVIKWY CUVEVTEUEEWV NPOCANYNG.

Ol CUUMETEXOVTEG XWPIoTNKAV O U0 OUAdEG Kal O OIANTEG ATAV N
ka Movika MéToou yia Tn pia opdda Kail 0 kog AnpriTeng BaolAakkAg
yIa TNV AGAN oudda, Kai ol dUo evepyd peAN Tou Ku.ZUu.AAA., KaBWg
Kal PEAN dlapdpwy enmpon®y Tou Ku.Zu.A.A.A.

H napouciaon Eekivnoe e pia yeviKA gicaywyn kal afloAdynon Tng
UPIOTAEVNG KATACTAONS TNG ayopdc pyaciag otnv KUnpo Kai yia
avdAuon Tou Ti eival N ouvévteuEn NpdoANYNC.

EnminAéov, katd Tn SIGPKEIQ TNG NAPOUCIACNG, Ol CUMETEXOVTEG EIXAV
TNV eUKaIpia va pdbouy yia Ta akdAouba:

- XOpaKTNPIOTIKA Kal TUMOI CUVEVTEUEEWV

- e va KAvouv TN CUVEVTEUEN MAEOVEKTNUA YIA TOV EQUTO TOUC

Mwg o1 eTaipeieg agloAoyouv Toug unowngioug Kai T eival autd

nou WAXvVouv

Ti 6a npénel va agloAoyouv or unowngiol katd TN IGPKEIT PIag

OUVEVTEUENC

Mwg va npogToiuddovTal (Mpiv, Katd m SIGPKEIQ, IETE TN CUVEVTEUEN)

- e va xpnaolponolody Ta KOVWVIKA Péoa JIKTUWONG YIa TV
npowBnoN Kal Napousciacn Tou EaUToU TOUG

- NtUolyo kal enayyeAUATIKA EUpAvIon

MAWOOoA TOU OWUATOG

- YU0otnua agloAdynong STAR

TunikéQ EpWTACEIC KaTA TN DIGPKEIA TNG CUVEVTEUENG KAl EVOEIKTIKES

ANAVTACEIG

EpwTtnoeig nou pnopef va KAvel o unowngiog
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EnmnAéov, oI CUUUETEXOVTEC €iXxaV TNV EUKAIQIA va €PyacTouV O€
OUAdEG avaAUovTag WIa MPAyUaTKA ayyeNia epyaciag Kal va Npoe-
TOIUACTOUV YIa va NApeUPeBoUV GE PIO MPAYMATIKA CUVEVTEUEN Kal
OTN CUVEXEID, EYIVE MPOCOUOIWoN CUVEVTEUENG UNPOOTA and GAOUG
TOUG OUMIETEXOVTEG.

EninpdobeTa, 60NKE OTOUC CUMETEXOVTEG ANIOTA EAEYXOU YIa TN OU-
VEVTEUEN Kal NIOTA E TUMNIKEG EpWTACEIG NOU Ba NPENEI va avauévouy
Kal Tov TPOMO |E TOV 0Moio PUnopouv va anavTnoouy.

210 TEAOG, O CUMIETEXOVTEG EIXAV TNV EUKAIPIA Va KAVOUV EQWTNACEIC
nou Toug NPoRANudTZav Kai akoAoUBNGE pia yevikr cuZitnon.

On Saturday, 28th of November 2015, the Cyprus Human Resource
Management Association (CyHRMA) participated at the 3-day
conference named “Career Academy 2015” organized by the Youth
Board of Cyprus, Eurodesk and Erasmus+. The purpose of this event
was to help participants by offering them comprehensive information
on empowerment and career development, through a series of
presentations and workshops by experts in the human resource
management field and prominent educators and entrepreneurs.

The training focused on the following topics:

- Self-awareness, Self-esteem and Confidence Development

- Strengthening Emotional Intelligence and Positive Thinking

- Professional Networking Job Search Techniques

- CV Clinic

- Tips for a Successful Job Interview

- How to Use Social Media to Promote Yourself

- Entrepreneurship and Innovation

- Management and Implementation of Projects with examples from
Erasmus +

The conference took place at Poseidonia Hotel in Limassol and it
was a great success, with around 100 participants from different
backgrounds, mainly university students, young graduates,
unemployed people, young professionals and people who were
looking to change their career field.
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The CyHRMA participated in the following three sessions: “CV
Preparation and Job Search Techniques”, “CV Clinic” and “Interview
Skills and Role Plays”.

The presenter of “CV Preparation and Job Search Techniques” was
Mrs Annita Petrou, Human Resources Officer at RCB Bank Ltd,
member of our Association (CyHRMA). The lecture was designed
to provide participants with the necessary knowledge and skills on
CV and Cover Letter writing, aiming at increasing their employability.
More specifically, Mrs Petrou illustrated techniques someone can
use to present their education, working experience and skills on their
CV in an effective manner and ways to write a Cover Letter that is
intriguing for employers’ interest and stands out from the crowd.

She recommended that resumes should always be targeted to each
job position, and then she mentioned the various job search tools/
means: Public Recruitment Offices, Private Recruitment Agencies,
Press, Internet, Social Media, building relationships/networking.

Mrs Petrou closed the lecture by making a wide reference on the
preparation prior to a job interview (skills identification, preparation
on possible questions, knowing the organization’s profile and
culture), body language during the job interview, and what to avoid.

The “CV Clinic” session followed, where members of the Association,
Mrs Annita Petrou and Mrs Irene Papadopoulou, gave personal
feedback and suggestions to participants for the improvement of their
CV and answered to various questions relating to the write up of a CV.

The “Interview Skills and Role Plays” course followed, aiming to
provide participants with some valuable tips to use when attending
an interview, to prepare them for an interview, as well as to practice
on attending a real interview.

The participants were split into two different groups and the speakers
were Mrs Monica Potsou for one group and Mr Demetris Vassilakkas
for the other group, both active members of CyHRMA as well as
members of different CyHRMA Committees.

The presentation started with a general introduction and evaluation
of the current market status in Cyprus and an analysis of what a job
interview is about.

Moreover, during the course, participants had the chance to learm about:

- Characteristics and types of interviews

- How to make the interview an advantage for themselves

- How companies are evaluating candidates and what they
are looking for

- What candidates should evaluate during an interview

- How to prepare themselves to attend an interview (before,
during and after)

- How to use social media for personal branding and promotion

- Dress code and professional appearance

- Body language

- STAR evaluation system

- Typical interview questions and how to reply to them

- Questions a candidate can ask

Moreover, the participants had the chance to work in groups by
analyzing a real job advert and prepare themselves to attend an
interview and then, a role play was demonstrated in front of all
participants.

In addition, the participants were given an interview check list and a
list with some typical questions they should expect and the way they
can answer.

Conclusively, the participants had the opportunity to ask questions
on various issues of their concern and a general discussion followed.
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CyHRMA NEWS

BiBAI0OAKN «KwoTac Nanakupiakou» Tou
Ku.2u.A.A.A. / CyHRMA Library “Costas

Papakyriacou”

O Kunpiakog XUvdeopog Aieubuvong AvBpwnivou AuvapikoU (Ku.2u.AAA.) ue
Xapd avakoIVAVel TNV €vapgn Tng Aeitoupyiag Tng BIBAIOBAKNG Tou, N onoia €xel
ndpel To bvopa Tou Enimuou Mpoédpou Tou Zuvdéapou K. Kaaota Manakupia-
KoU ANoyw TNG dwPedq peydAou apiBpol BIBNWY Kal eEEIBIKEUMEVWY EKDOOEWV
anoé v NpoowniknA Tou BIBNIOBrKN, Nou kaAUNTouv éva eupl pAcpa BePdTwy
Tou Topéa AieUBuvong AvBpwnivou Auvapikou.

H BIBANI0BrKN, N onoia €xel wg 0TOXO TNV ENICTNUOVIKA, EDEUVNTIKA Kal EUPUTEPN
nNANPoPSPNoN KaBWG €Nicng kal TNV evBApPUVON TN PIAAVAYVWoiag, PINOEEVET
ndavw and 415 BiRAia kabwg kai nepiccdTepa and 480 NePIODIKA KAl EVNUEPWTI-
k@ deATia oTov Topéa TG AieUBuvong AvBpwnivou Auvapikou.

Ta MéAn kai o1 @ihol Tou Zuvdéapou pnopouv va aglonoincouv auTtéd 1o
XPNoIUo epyaeio dwpedv.

H BiBAioBrikn BpiokeTal oe diadikacia cuvexoUg eunAouTiopou. MNpookahoUue
Ta MéAn kail Pidoug Tou Zuvdéapiou va Bonbricouv oTnv npocndBeia auth dw-
pi¢ovtag BiBAa 1 nepiodiké and Tn JIKA ToUG NEocwnikh BIBAI0BrkN. To dvoud
Toug/opyavicpos B6a cuuneEPIANGOE! Ge pIa €IBIKA GEAIDA GTNV IGTOCENIDO TOU
Juvdéapou, n onoia Ba avapépel GAOUG TOUG dwENTEG Kal Xopnyoug.

O katdhoyog pe dAa Ta BIRAID, NEPIOdIKA Kal EVNUEPWTIKA deATIa BpiokeTal oTnv
|I0TOGENIDQ TOU ZUVOECHOU (Www.cyhrma.org).

o nNePICCOTEPEG NANPOPOPIES, UNOPEITE VA ENMKOIVWVACETE Padi pag oto 22
318081 11 oTnv NAekTpOVIKA dieUBuvon info@cyhrma.org.

Mo k&Tw Pnopeite va Bpeite Toug Kavoveg Asiroupyiag BiBAIOBNKNG
«Kwotag ManakupiakoU»:

1. ZKOMoxz

2konég Tng BiBAI0BrKkng Tou Kunpiakou Zuvdéopou AleuBuvong AvBpwnivou
AuvapikoU (Ku.Zu.A.A.A.) eival va eEunnpeTei npwTioTwg Ta MEAN Tou 6T €pyo
TNG ENICTNRIOVIKNG, EPEUVNTIKAG KAl EUPUTEPNG MANPOPOPNONG.

2. ONOMA BIBAIOOHKHZ

H BiBANoBrikn €xel ndpel To dvoua Tou Enimpou Mpoédpou Tou ZUvOESHIOU K.
Kwota ManakupiakoU Aoyw TG dweedg ueydiou apiBuou BIRAIwy kal eEEID-
KEUMEVWV €KOOCEWV and TNV NPoownikh Tou BIBAIOBrKN, nou kaAUnTouv €va
€UpU pdopa Bepdtwy Tou Topéa AleUbuvong AvBpwivou Auvapikou.

3. YAIKO BIBAIOBGHKHZ
Ta BIRAa eival TonoBetnuéva otn BIBNOBAKN kATw and TIG akOAOUBES kaTnyopi-
€G BepdTwV, YIa EUKOAO EvTONIoRO and Toug evOIaPEPOUEVOUG XPNOTECS:

(A) LEARNING & DEVELOPMENT
(B) GENERAL MANAGEMENT & MANAGEMENT DEVELOPMENT
(C) ORGANIZATIONAL BEHAVIOUR
(D) NEGOTIATIONS
(E) LEADERSHIP
(F) HEALTH & SAFETY MANAGEMENT/ LOSS CONTROL
(G) HUMAN RESOURCE MANAGEMENT & RELATED SUBJECTS
(H) INDUSTRIAL PSYCHOLOGY
() INDUSTRIAL RELATIONS / EMPLOYEE RELATIONS
(J) GENERAL BUSINESS, INDUSTRIAL
& MISCELLANEOUS TOPICS
(K) NOTES FOR MANAGERS (Industrial Society publications)
(L) SUPERVISORY MANAGEMENT
(M) EMPLOYMENT LEGISLATION (Non - Cyprus)
(N) EMPLOYMENT LEGISLATION (Cyprus)
(O) HR SURVEYS & REPORTS, PROCEEDINGS (Europe and Cyprus)
(P) CONFERENCE BOOKLETS, COURSE MANUALS ETC
(Q) CyHRMA STRATEGIC PARTNERS (Directories etc)

MAGAZINES

4. AIKAIOMA XPHZHZ
OrxprioTeg ival UNoXpewPEVol va TNpoUv Toug kavoviopoug Tng BiBAoBrikng.

To UNKS Tng BiBNIoBrikng diatiBeTal yia xprion evdg Tng BIBAIOBAKNG i kai yia
davelopod. Aikaiwpa xpriong g BIBAIOBNAKNG éxouv OAoI O ENICKENTEG, EVW O
Kaiwua davelopou €xouv uévo Ta MEAn Tou ZuvOECou.

O1 ENICKENTEG PNOPOUV Va Xpnaiyornolouv To UNKS Tng BIBAIOBKNG ota Mpapeia
Tou Zuvdéopou (Mivddpou 8, 10g dpopog, Alau 103, 1060 Acukwaoia). Z€ nepi-

nNTwon NEORAAUATOG KATA TN XPNoN TOU UNIKOU, Of XPNOTEG OPEMOUV Va evNe-
pwoouv Tov/Tv AIoiIknTIKO AEIToupyd Tou ZUvOEooU GUETQ.

BiBAia nou apaipouvtal and 1a pd@ia yia xpnon eviog g BiBNoBrikng dev
npénel va enavatonoBeTouvtal oTa pagia aAd va napadidovtal PETA Tn xpron
TOUG GTOV/OTNV AIOIKNTIKO AEITOUPYO TOU ZUVOECHOU.

Y€ nepinTwon davelopou, o XxproTng napadidel otov/ctny AIDIKNTIKG AgiIroupyd
TOU ZUVOECIOU CUPNANPWHEVN KAl UMOYEYPAPUEVN TNV «AfTnon Aavelopou», e
TNV OMnoia anodéxeTal Toug OPOUG Kal Kavoviopoug Aemoupyiag Tng BiBNioBn-
KNG. To €évTuno PUAAYETAI OTA APXEIa TOU ZUVOECHOU Yia JEAOVTIKA Xpron Kal
davelopd and To XpnoTn.

Or avayvaoteg éxouv npdoacn oto UAKO Tng BIBANIOBAKNG Kal oTnv aveupeon
TOU UNIKOU MoU TOUG eVDIAMEPEL, e TN BoriBela kKataAdyou o onoiog eival avap-
TNUEVOG OTOV ICTOXWPEO TOU ZUVOECHIOU.

5. QPEZ AEITOYPTIAZ
H BIBNI0BrKN Aeiroupyei OAOKANPO TO £TOG, WOTOCO NAPAPEVEI KAEIOTA TIG NUE-
PEQ apyiag/dIaKonwy Tou ZUVOECLIOU.

O1 npépeg Kal WPEG Aeimoupyiag TG BIBNOBAKNG €Xxouv wG akoAoUBwWG:
Aeutépa - Méuntn 08:30 — 17:00
Mapaokeun 08:30 — 14:30

6. AQPEAN XPHXH
H npbdoBacn ot BiBN0BNKkN eival dwpedv yia GBAOUG TOUG XPAOTEG.

7. AANEIZMOX

Kd&Be Méhog duvaral va daveiZeTal péxpl kal Tpia (3) cuvoNikd BiBAIa. H npoBe-
opia yia enioTpo®r davelZduevou BIRAIou eival 30 PEPEG .

Aev enimpénetal o davelopog loose-leaf BIBAIwY KaBWS kal TEUXN NEPIODIKWY.



8. AMQAEIEZ - ®OOPEZ - KYPQZEIX

Ta MéAn nou daveidovtar BIBAIa, Ba npénel va Ta eNICTREPOLY OTNV iBia KaTd-
oTAoN Mou Ta €xouv NApaAdBel dtav Ta daveioTnkav. [Ma onolIadnnoTe anwAEIa
1 PBopd UNKOU, 0 XproTNG unoxpeouTal va anolniIoEl TO XUVOECHO WE TNV
ayopd Tou BIBAiou n dAou BIBAou iong aiag.

e nepinTwon enioTpo®ng BIBANIWY Pe eppavi pBopd, akoAouBouvTal ol IdIEQ
NPEOVOIEG MOU apopoUV TNV anwAeia BIBAwy.

Y€ nePINTwoN dpvnong Tou XproTn va anolnpIoel To ZUVOECHO, O XPNoTNG
UNOKEITAI 0€ OPIOTIKG anokAeioud and T xprion Tng BIBAIOBAKNG.

9. MNEYMATIKH IAIOKTHZIA

Q1 xpnoTeg TN BIBAIOBAKNG eival unoxpewpévol va céBovral Tn vouoBeaoia nou
apopd TNV NPOCTACia TNG NVEUMATIKAG IBIOKTNGIag. H avanapaywyn (pwToTuni-
€Q) ToU UNKOU Tng BIBAIOBrKNG anayopeueTal auotnpd. DwToTunieg enTpéno-
vTal pévo oe BIBANa pe loose-eaf ceNideq kal nepIodIKG GTNV NAPOUGia Tou/TNG
AoiknTikAg Aerroupyou.

10. AZDAAEIA

["la T yevikn acpdaieia Tou UNKoU Tng BIBAIOBAKNG, Npénel va TnpouvTal ol ako-
AouBol Kavoveg:

A. AnayopeUeTal n HETaPOPd aVTIKEIWEVWY OTn BIBAIOBAKN, Nou Katd Tn yvdun
Tou/ TG AloiknTikoU A&iroupyoU Pnopolv va NPOKAAECOUY KATAoTPOPh 1 gpBo-
P4 TV BIBNIWV.

B. AnayopeUeTal auotnpd TO KANVICUA Kal N katavaAwon gayntou f notou
KkaTd TN Xprion Tou UNIkoU Tng BIBAIOBAKNG.

Y& nepinTwon nou dev TnpouvTal ol Mo NAvw Kavoviopoi, o/n AIOIKNTIKOG A&l
TOUPYOG €xel To dikaiwpa va ¢NTACE! and Ta AToua Va EYKATAAEIYOUV TO XWPO
g BIBANIOBAKNG.

11. EMAAOYTIZMOZ BIBAIOOHKHZ

O eunAoutiopdg NG BIBAI0BrKNg duvartar va yiverar and ndpoug Tou X uvdeE-
opou Kal nepaimépw dwpeég and Méan, diloug Tou ZuvdEoHou Kabwe Kal Bi-
BAIonwAeia.

The Cyprus Human Resource Management Association (CyHRMA) is
pleased to announce the launch of its Library which has been named “Costas
Papakyriacou” after the Association’s Honorary President, who donated a large
number of books and specialized publications from his personal library, which
cover a wide range of issues in the sector of Human Resource Management.

The Library which aims to provide scientific, research and wider information as
well as cultivate a love of reading includes more than 415 books and more than
480 magazines and newsletters in the field of Human Resource Management.

Members and Friends of the Association can make use of this valuable
resource for free.

The Library is under continuous enrichment. We invite Members and Friends of
the Association to assist in this effort by donating books or magazines from their
personal library. Their name/organization will be mentioned in a special page on
the Association’s website under a list with all donors and sponsors.

A catalogue with all books, magazines and newsletters can be found on the
website of the Association (www.cyhrma.org).

For more information, please contact us at 22 318081 or send us an email to
info@cyhrma.org.

Below you can find the Operational Rules of “Costas Papakyriacou” Library:

1. PURPOSE

The purpose of the Cyprus Human Resource Management Association
(CyHRMA) Library is to primarily serve its Members for scientific, research and
wider information.

2. NAME OF THE LIBRARY

The Library has been named “Costas Papakyriacou” after the Association’s
Honorary President, who donated a large number of books and specialized
publications from his personal library, which cover a wide range of issues in the
sector of Human Resource Management.

3. LIBRARY MATERIAL
The material arrangement in the Library is based on the following theme
categories in order to be easily found by the interested users:

LEARNING & DEVELOPMENT

GENERAL MANAGEMENT & MANAGEMENT DEVELOPMENT
ORGANIZATIONAL BEHAVIOUR

NEGOTIATIONS

LEADERSHIP

HEALTH & SAFETY MANAGEMENT/ LOSS CONTROL

SuiCKelCP=
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G) HUMAN RESOURCE MANAGEMENT & RELATED SUBJECTS

H) INDUSTRIAL PSYCHOLOGY

[)  INDUSTRIAL RELATIONS / EMPLOYEE RELATIONS

J) GENERAL BUSINESS, INDUSTRIAL & MISCELLANEOUS TOPICS

NOTES FOR MANAGERS ( Industrial Society publications)
SUPERVISORY MANAGEMENT

EMPLOYMENT LEGISLATION (Non - Cyprus)

EMPLOYMENT LEGISLATION (Cyprus)

HR SURVEYS & REPORTS, PROCEEDINGS (Europe and Cyprus)
CONFERENCE BOOKLETS, COURSE MANUALS ETC

CyHRMA STRATEGIC PARTNERS (Directories etc)

MAGAZINES

4. RIGHTS OF USE
The Library users must abide by all Library rules.

LICZZIC 2

The library material is available for use within the Library or may be borrowed.
All visitors have the right to use the Library however only the Association’s
Members have the right to borrow books.

Visitors may use the Library material which is located at the Association’s
Offices (8 Pindarou, 8, 1st floor, Apt 103, 1060 Nicosia). If any problem arises
during reviewing library books and materials, users should instantly inform the
Administrative Officer of the Association.

Books removed from shelves for use within the Library must not be re-shelved
but handed over to the Administrative Officer after their use instead.

In case of borrowing, the user hands over to the Administrative Officer the
“Borrowing Form” duly completed and signed, accepting the rules and
regulations of the Library. The form is kept within the Association’s archives for
reference and monitoring.

Readers may access the Library’s material and find the material of their interest
through a catalogue which is available on the Association’s website.

5. OPENING HOURS
The Library is open throughout the entire year and it remains closed during the
Association’s public holidays and vacations.

The Library’s opening hours are:
Monday to Thursday 08:30 — 17:00
Friday 08:30 — 14:30

6. FREE USE
The access to the Library is free to all users.

7. BORROWING
Each Member may borrow up to three (3) books in total. The deadline for
returning a borrowed book is 30 days.

Loose-leaf books, magazines and journals issues cannot be borrowed.

8. LOSSES - DAMAGES - PENALTIES

Members who borrow books need to return them in the same condition as
when they were borrowed. For any material loss or damage, the user is obliged
to fully compensate the Association by buying the same book or other book of
equal value.

In case of a book return with obvious corruption/damage, the same provisions
are applied related to books loss.

In case the user refuses to compensate the Association, he/she is subject to a
definitive exclusion from using the Library.

9. COPYRIGHTS

The users of the Library are obliged to respect the law on the protection of
intellectual property. The reproduction (copying) of the Library’s material is
strictly prohibited. Photocopies are allowed only for books with loose-leaf pages
and magazines in the presence of the Administrative Officer.

10. SAFETY

For the general safety of Library material, the following rules must be followed:-
A. Carrying in the Library objects that, according to the Administrative Officer,
may cause damage or corruption to the books is prohibited.

B. Smoking and food or beverage consumption during the Library material use
is strictly prohibited.

If the above rules are not followed, the Administrative Officer has the right to ask
people to leave the Library.

11. LIBRARY ENRICHMENT

The enrichment of the Library can be made from the Association’s funds and
further donations from Members, Friends of the Association as well as from
Bookstores.



o9
30

NEW COLUMN! / KAINOYPIA XTHAH!

O Topéac Tng AievBuvonc AvBpwnivou Auvauikou
otnv Kunpo: NpokANoeIC Kal [poonTIKEG

Mapiog Avtwviou
AieuBuving AvBpwnivou Auvapikou,
X.A. Nanaé\\nvag Epnopikn

Moia gival n yeyaAiTepn npoKANn-
ON Mou avTINETWICEl TO ENAYYEN-
Ma Tng AieGBuvong AvBpwnivou
AuvapikoU otnv Kinpo?

H peyoAUtepn npdKANoN nou avti-
METWNICEI TO ENAyyeAUa AleBuvong
AvBpwnivou AuvapikoU otn xwpad
Jag cnugpa eival N MPocEAKUCN Kal
n e€elpeon TaAéVTwY Ta onoia Ba
pnopoUv va eEeNiXBoUv oe XpPNaIua
OTEAEXN OTIQ ENIXEIPNOEIG. AKONOU-
Bwg, GMN pia peydAn npodkAnon eival kal N AIAaTRENCN TWV TAAEVTWY
AUTWV OTIG EMIXEIPACEIC.

Me noioug Tpdénoug 6a pnopouoce o Ku.Zu.A.A.A. va cuuBdaAel
oTnv NnpowOnon Tou enayyéAparog tng AAA?

O Kunpiakdg Zuvdeopog AieiBuvong AvBpwnivou Auvapikou €xel
Ta €pyaAeia kaBwWG Kal TO UAIKO yia va oupBAAel otnv npowdnon
TOU €NAYYEAUATOG pag. Ouwg, dev undpxel N avaioyn npofBoAn. Ta
VEa Tou Zuvdécpou pabaivovtal and Ta AToud nou acxoAouvTal e
autdy, evy dev undpxel NpdoRacn NPog Tov eupU ENIXEIDNUATIKO
k6opo. O ZUvdeopog Ba Npénel va €xel NPOBOAN e I0TOCENIDEG ni-
XEIPNUATIKOU NEPIEXOUEVOU WOTE Va dIad0BEei TOCO 0 IdI0G AAANG Kal
TO ENAYYEAUQ.

Mée noioug Tpoénoug 6a pnopouace o Topéag Tng AAA va evioxu-
o€l Tn B€on Kal Tn cUUBOAA TOU OTNV €NITEUEN TWV ENIXEIPNUA-
TIKWV OTOXWV?

H 6éon Tou Topéa Tng AleUbuvong AvBpwnivou AuvapikoU Kal n
OUMBOAA TOU OTNV €NITEUEN TWV ENIXEIPNPATIKWV OTOXWV UNopouv
va evioxuBouv av 0 XUvdeouog avanTugel SeopoUg e To YToupyeio
Epyaciag, Mpdvoiag kal Kolvwvikwy AGPANCEWY Kal CUYKEKPIPEVA
ge To Tunua Epyaciakwyv Xxécewy, divovtag €101 To Napdyv Tou OE
oudnTioelg vopoBeoiwv and Tig KolvoBoUAeUTIKEG ENImponég (n.x. o€
oudnNTACEIG YIa ABEIEG UNTPATNTAG). Me Tov TPdMo auTd 0 ZUVOECHOG
Ba BpiokeTtal oe B€on va NANPOPOPET T UEAN TOU £YKAIPA KAl EYKUPA.

Moiol Toueiq Tng AAA nioTeUeTE OTI BA £€XOUV NPWTAPXIKA GNJO-
oia yéoa ota enéueva xpoévia?

Ta endueva xpdvia Ba doBel Eupacn oTo BEUA TWV CTOXEUUEVWY Ol
oloyrnoewv anédoong Nou Ba cUVOEOVTAl E PICBOAOYIKEG QUENCEIG
kal GA\a WPEANUATA.

Bioypaikoé:

O Mdpiog Aviwviou onoudace Business Administration oto New York
University Tng Néag Yopkng, pe kateuBuvon To Management, AapBdvovtag
TO nTUXio TOU TO 1997. To 1998 anéktnoe Tov MetanTuxiakd Tou TITAO and
10 Middlesex University Tou Aovdivou oTtov kAAdo Tou Human Resource
Management. An6 1o 1999 uéxpl kal onpepa pyadeTal wg Aleubuviiq Av-
Bpwnivou Auvapikou, apxikd otnv etaipeia PHC (1999 — 2001), kai oTh cuvé-
xela otnv eTaipeia X.A. ManaéMnvag Epnopiki Atd (2001 - oripepa). O kUpi-
o¢ Avtwviou eival eniong Mpappatéag Tou Maykunpiou Zuvdéopou Alavikou
Epnopiou (MA.ZY.AE.), ndpedpog Tou Aikaotnpiou EpyaTikwbv Alapopwy Kal
péNog Tou KunpiakoU Zuvdéapou AleiBuvong AvBpwnivou Auvapikou.

&fbﬂ& Alﬂ“aa

Nikog M. ZtuAhiavou
QAieubuving AvBpwnivou Auvapikou,
Lois Builders

Moia gival n peyaAuTtepn NpOKANn-
ON MouU avTINETWNICEI TO ENAYYEA-
pa Tng AiedBuvong AvBpwnivou
Auvapikou otnv Kunpo?

Bewpw OTI N PeyaAUTEPN MPOKAN-
0N TOU XWPEOU [ag eival n kaBIEpw-
on kal avayvwpion / karavonon
NG a&iag Tou pdAOU pag. Xiyoupa
avApeod Pag, ol BACIKEG APXEG TNG
SIOXEipIoNG Tou avBpWMIvou duvau-
koU €ival MoOAU WnAA Kal anoTteAolv
BacikA MPOTEPAIGTNTA KAl EPYAAEID
yIa TNV ENIMUXN epapuoyn TNG ETAIOK-
KA oTPATNYIKAG Kal ENITEUEN TwWV ENAYYEAUATIKWOV OTOXWV. AUCTUXWGC
Ouwe, akdun kai ev €t 2016, undpxel pIa eYAAN PEPIda kKOGLIOU Nou
SlepwTdTal yIa To POAC KABWG KaI TNV avayKaIOTNTA TOU TOREA ag. a
unopoUcaTe va BETate EUBEWG OE Ia EPELVA TO EQWTNIA MPOG EMIXEN-
pnuaTieg, og nola B€on oTn AioTa E TOUG OTOXOUG Gag £ival O TOPEAC
Tou AA; Ta npakTikG (6x1 AeKTIKG 1 BewpnTikd) anoTteAéopata Ba Atav
Ia EKNANEN yia GAOUG ag.

Me noloug Tpénoug 6a pnopouce o Ku.Zu.A.A.A. va cuuBdAel
oTnv npowonon Tou enayyéAuarog tng AAA?

Motelw 6T 0 Ku.2Zu.A.A.A. npénel va enidIEEl napoucia oTa dIApo-
pa KEVTPA AMWNG ano@Acewy Nou apopolV ToV TOUED UAG, MPOow-
BwvTag Ta moTelw Kal TIG ApXEQ Wag. e Opyaviopoug Kal APXEQ
MOU TO QVTIKEIUEVO TOUG OXETICETAI AUECA WE BEUATA TOU TOUED UAC
AX. n AVAA, o ZUvdeopog Pag Ba NpEnel va avTinpoowneUeTal oTa
€KAOTOTE AIOIKNTIKA ZupBou)\lo QVTAOVTAG NOAUTILEG n)\npocpop|sq
and TG EUNEINIEG KAl YVWOEIG TwV HEADV JaG. Eniong, npener enime-
Aoug va eNBIEOUE TNV KATOXUPWON TOU XWPEOU JAC VOUIKG — ONwG
NX Ol APXITEKTOVEG 1 vopikoi. Na dnpioupynBei To KATAAMNAO VOUIKO
nAQicio Mou va puBuidel TNV EKTEAECN KANOIWY KABNKOVTWY and &To-
Ja nou dev undyovTal oTo XUvOeoUd Pag i Oev TUYXAVOUV avayvwpl-
ong and tov Ku.Xu.A.AA.

Me noloug Tpénoug Ba pnopouce o Topéag Tng AAA va evioxUoel Th
B£on Kai Tn cUPBOAN TOU GTNV EMTEUEN TWV EMIXEIPNUATIKWY OTOXWV?

Oewpw 6T 0 Topéag TNg AAA Ba PnopoUce va NAIEEl KATAAUTIKO
pbAO oe KABE enixeipnon Kal opyaviopd UnooTnPICovTag PE Kavo-
TOUEG TEXVIKEG Ta owoTd cuotipaTa AAA, dnwg n A&oAdynon And-
doong, n Eknaideuon karl AvanTuén kabwa Kal Ol UYIEIG EpYACIOKEG
oxécelg. Mx pia and TiIg NPOKANCEIC TOU XWEOU €ival N €loaywyn TNG
TEXVOAOYIOG oTnV eKnNai®EUCN TO YWwoTO e-learning, dnwg eniong Kal
0 Beopog Tou Coaching and Mentoring 6To xWPo epyaciog.

Moiol Topeiq TNG AAA mioTeUETE OTI A £€XOUV NPWTAPXIKA CNUA-
oia yéoa ora endueva xpoévia?

Miotelw O NPWTAPXIKAG onpaciag Ta endpeva xpdvia eival n dioxeipr-
on TaAéviwv. H avdykn va unopoUue va ovovvaiouue Eexwp|Zoupe
QVaNTUGOOULE KAl BIOXEIPIGOMATTE HE TO 0waTd TPONO Ta ATOUA QUTNG
NG eEQINETIKNG OnpIaciag otov k&Be opyaviopd, Ba eival kai To KAEIS! en-
TUXiag. Av npooteBouv o€ auti TNV e&icwon kal ol TEPAOTIEG kal paydai-
€G OMNAYEG MOU CUVTEAOUVTAI OTOV EMIXEIPNATIKO KOOWO Ta TEAEUTaIO
xpbvia, eival ofyoupo 6T oI ENayyENIATIEC OTO XWPO Lag Ba éxouv va
Sladpapaticouv éva anioteuta onpavTikd POAO Ta ENdUEVA xpdvial

Bloypa@iko:

O Nikog M. Ztuhavou eivar andgorog Tou Maveniomuiou Tou Warwick oro
Management Science & Operational Research (MSc) pe eidikeuon og Béuara nou
apopouv 10 AvBpwnivo Auvaikd. TaTeheuTaia xpdvia ival o ENIKEPaAiQ Tou Turuo-
T0G AvBpWdrivou AuvapikoU CTnv MpwTondpa KATACKEUAOTIKA eTalpeia Lois Builders
nou dpaotpionoleiral oy KUnpo kal aoudikn ApaBia.  YNrp&e opAnmg Kal ex-
naideutng yia nepiocoTepa and 10 xpdvia oe Bépara AA. "Hrav eniong AékTopag oe
oXON TPmoRGBIag exnaideuong oe Bépara Aloiknong kar AiedBuvong AvBpwrivou
AuvapikoU (Maveniompio ASUKWoIag) g NPOMTUXIaKS eMinNedo KABWG KAl OE ETa
rmuxiako eninedo oto Mecoyeiakd vatmouto AieiBuvong (VM) oe Bépata Texvoor
KOVOUIKWV MeAeTv, Aioiknong Enixelpricewv kar AvBpnivou Auvapikou. To 2014,
diamoredTnke wyg Life & Executive Coach and diebvr opyaviopod (ICF).



XpioTia lMNaaoitn
Yneubuvn AvBpwnivou Auvapikod,
Fileminders

Moia €ival n peyaAutepn npOKANn-
ON NOU QVTILETWNICEI TO ENAYYEN-
Ma Tng AletBuvong AvBpwnivou
Auvauikou otnv Kinpo?

H peyoAUTeEPN NPOKANCN TOU £Maly-
YEAUaTOG €ival va pnopécel n A
€lBuvon  AvBpwrivou AuvapikoU
omv Kdnpo va anoteAécel Tov
oTPaTNyIKO CUVEPYATN dleUBuvong
Kal MPOCWIKOU WOTE va BonBNoel
TNV ETAINEID VO MPOXWPENCE! ENimuU-
xnpéva oo péMov. Or enayyenua-
Tieg Tou KAGdOU Ko)\ouuome npwTioTWG Va 6|0x&|p|0Touue TIG ON\QYEQ
Mou £yIVaV TNV TEAEUTAIO NERIODO AN KAl MOU YivovTal KOBNPEPIVA OTIG
ETAIPEIEG Kal va anodei&oupe OTI UNOPOUE VA NMAPEXOUIE TIC DOMEG, TIG
JIadIKACIES Kal Ta EpYAAEia Mou Ba ENIMUXOUV TOUG ETAINIKOUG OTOXOUG,.
H emoyn Twv KAAUTEQWY UNoWngiwv, N KATAAMNAN avanTugn Toug Kal
n dnuioupyia Kai dpaiwon uIag dUVATAC ETAIPIKNG KOUATOUPAC Orou Ol
epyodoToUpevol epyadovTal opadikd Exoviag Tnv aioBnon TG euBuvng
yia Ta Béparta nou diaxelpidovTal, UNopolV Va ArnoTEAECOUV Ta CNUAVT
KOTEPQ EQYOAEIQ YIa TNV EMIXEIPNCIAKNA CUVEXEID PIAG ETAIREITG,.

Me noioug 1pénoug 6a unopouce o Ku.Zu.A.A.A. va cuuBdAel
oTnv npowOnan Tou enayyéAparog tng AAA?

O XUvdeopog eival oAU onuavtikd va BonBrcel otny avAanTuén
Kal BEATIWON TwWV IKAVOTATWY TwV PEAWY Tou. H kKdAuwn exknaideu-
TIKWV QVAYKWOV PJECW CEPIVAPIWY Kal CUVEDPIWY E CUYKEKPILEVA
KQl OTOXEUPEVA BEUATA €ival YIa ONPAVTIKA EVEQYEIA MOU JE OWOTN
opydvwon unopei va Bonbricel otnv evouvAuwon TnG agionioTiag
Kal TNG EMNICTOCUVNG TWV ENAYYEAUATIAOV OTIC YWWOEIG Toug. Evag
onuavTIKOG Topeag eival n EnayyeAuatikn diktuwon (professional
neworking forums or programs) kaBWa kal ol YWWOEIG NOU PNopoUE
Va UETAPEPOUIE O €vag oTov AANo. Eniong, n oeAida Tou 2uvOEaoU
6a unopoUce va anoTeAel NyA YWWOOEWV Kal TANPOMOPIWY Yid GAOUG
TOUQ enovve)\poﬁeq otnv Kunpo. Texvoyvwaoia ano To eEu)Tepmc’) n
Kal ENITUXNUEva apyo (projects) and v Kunpo Ba pnopouoov va
NapoucIAZovTal VA MEPIGBOUG  OE KAMOIO OUVEDPIA ETOI (OOTE HECW
TNG EUNEINIAC CUVAEAPWV VA ENWPEAOUVTAI GAOI.

Me noioug Tpénoug Ba pnopouce o Topéag TG AAA va evioxUoel Th
B€on Kai Tn cUPBOAN TOU GTNV EMITEUEN TWV EMIXEIPNIATIKWY OTOXWV?

ApPXIKA ival NTOAU onuavTIkO va KATaAdBOULE NoIo ival To NPOoidV TNG
€TAIPEIag Pag, nolol gival of NEAATEG, Nwe Ta JIAPOPA PEPN CUVEPYA-
ZovTal YETAEU Toug, nola €ival Ta NEORAAIATA NMOU AvTILETWNICOLY,
nolog €ival 0 aviaywviopog Kal G NoIa CNPEIa UNEPTEPOUUE EPEIG
1 6x1.AQoU yivel autd, Ba npénel oe cuvepyaoia pe TN AleUBuvon va
dnuIoupynBei N aTpaTnyikn kai To NAAvVo nou Ba onpwéel TNV eTapeia
Kal TO MPOCWMIKG TNG VA BEATIOVOVTAI KABNUEPIVA KAl VA NETUXAVOUV
TOUG €TAIPIKOUC OTOXOUG. ZNnuavTikA Baputnta npénel va doBel otnv
avdnTugn Twv OEEIOTATWY Kal TNG avTiAnyng Tou NPOcwnIkoU nou
nyeital ouddag n epyaciag (leaders, managers, supervisors) aAd Kai
oTnV avaBepnon Twv ECWTEPIKWY SIAdIKACIWY WOTE VA PelwBoUv
T YPOPEIOKPATIKA ONWEIQ KAl va XPNCIUONOINBel N TEXVOAoyia nou
Ba Bonbricel va yivovTal KaAUTEPa Kal Mio Napaywyikd ol pyaoieg. H
ouvexnig avabBewpnon Kal BeATiwon Npénel va eival otoxog 6xi Jovo
€vOC TMAKATOC OANG KaI TNG ETAIPEIQC OTO GUVOAO.

Moiol Toueiq Tng AAA mioTeUETE 6TI Oa £€XOUV NPWTAPXIKA ONJO-
oia yéoa ota endueva xpoévia?

Oewpd 011 T0 PEMOV Ba anaImoe! and Toug ENAYYEAUATIEG TOU KAG-
B0U VO CUVEIGPEPOUIE OTN SNUIOUPYIA TNG ENOUEVNG YEVIAG NYECIAG.
©a npénel va KTIoToUv SUVATEG OPADEG Kal va EMIAEYOUV Ol KAAUTEQOI
uUNAAANAOI, 01 onoiol NPENEI Va avanTUCOoVTAl CUVEXWG KAl VA EVIOXU-
OUV TIG NYETIKEG TOUG IKaveTNTEG. Eival enévducn nou Ba anodwoel
Kal o€ aTopikd eniNedo AN Kal GE ETAIPIKO.

Akoépa Ba eival NpwTapXIKAG onpaciag N cuvexng avabewpnon Oi-
QBIKACIOV KAl CUGTNUATWY KAl N SNUIOUPYIa KOUATOUPAG CUVEXOUG
BeATiwong kai kavotopiag. O TpOMog €pYaciag aAG Kal N TEXVOAO-
Yia aMGCel kaBnpepIva Kal NPENEN Va EIACTE ETOIOI VA AvVanNpooap-
pOCoupE OTI KAVOUE YIa va avTanokpIBoUpE OTIG ANamnoElg.

Bioypa@iko:

H Xpiomia Maoft karéxel ntuxio otn Anpdoia Aioiknon kai Aloiknon Enixeipricewy
ano 1o Maveniotipio Kunpou kabwg kal Metanmuxiakd otn AieiBuvon AvBpw-
nivou AuvapikoU and To University of Surrey. Eival uéhog Tou Kunpiakou Zuv-
déopou AlevBuvong AvBpwnivou Auvapikol kaBwg kai Tou Chartered Institute
of Personnel and Development (CIPD). Epyddetal Ta teAeutaia 5.5 xpbvia otnv
eTaipeia Fileminders Ltd énou diaxeipidetal OAeG TIG €PYACIEG MOU APOPOUV TN
Aioiknon AvBp@nivou AuvapikoU NepIAapBavopévwy NpoypapaTiopoy, MPooAr-
Wewv, eKNAIBEUCEWV, Q§IOAOYNOEWV Kal avANTUENG.
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XpuotdA\a Kwvoravrtivou
Ynetbuvn AvBpwnivou Auvauikou,
Jumbo

Moia gival n pyeyaAuTtepn NPOKAN-
ON NOU QVTIJETWNICE TO ENAYYEN-
Ma Tng AielBuvong AvBpwnivou
Auvapikou otnv Kinpo?

Ol ONPEPIVEG  OIKOVOUIKEG  OUV-
Brkeg Tng KUmpou, ol TPEXOUCEG
QVTOYWVIOTIKEG MIECEIC OE CUVOU-
aopod HE TNV TEXVOAOYIKA avAanTuén
dnpioupyouv €va nepIBAMoV npo-
KANOEWV, OMAYWV KAl EUKAIQIOV
yia ONeG TIG OUYXPOVEG EMIXEIPN-
oelc. To endyyehua ng AiedBuvong
AvBpwnivou AuvapikoU BpiokeTal
QVTIMETWNMO PE OAEG QUTEG TIG MPOKAACEIS, EXOVTAG WG KUPIA MEOTE-
paIOTNTa TNV TAXEIQ NPOCAPUIoYNA OTIC AAAAYEC Kal TNV avAanTugn Tou
avBpwnivou duvauikoU Twv enixeiprioswy. MNapdMnAa, anarreiral n
gvioxuon TG ouvexoUg NEoondBeiag yia Ty avantuén evog Ikavou
NEOCWNIKOU NOU VA APOOIWVE! TIC EEENEEIC, va BEATIOVETAI DIAPKWC,
Va QVTANOKPIVETAI OTIG VEEC MPOKANGCEIC TOU NEPIBAAOVTOG Kal VA CUV-
Oéel Toug SIKoUG TOU OTOXOUG E TOUG OTOXOUG TNC EMNIXEIDNONG.

Me noloug Tpénoug B6a pnopouce o Ku.Zu.A.A.A. va cuuBdAel
otnv npowdnon Tou enayyéAuarog tng AAA?

O Ku.Zu.AA.A. pnopel va cUUPBGAEl ANOTEAECUATIKA OTNV MPOW-
Onon Tou enayyeAuaTog Tng Aleubuvong AvBpwnivou Auvapikou,
MEOCW TNG CUCTNUATIKNG NANPOPGOPNONG KAl NAEKTPOVIKAG EVNUEPW-
OoNG TwV ENIXEIPACEWY YIA TN CNPAVTIKOTNTA TOU €NAYYEAUATOG Kal
TNV avaykaibtnta Unapéng Tou o€ KABE PIkpn N peyGAn enixeipnon,
ave&dptnTa and Tnv opyavwTik doun Kail Aermoupyia Tne. H Unapén
Tunuatog AvBpwnivou AuvapikoU o€ OAEQ TIG ENIXEIPACEIG CNPAIVEI
KaAUTEPN opydavwon Tng ETaipeiag oe 6Aa Ta epyaciaxkd 6éuara. Eni-
npoobeTa, otV KaTeUBuvon auth UNopEi va GUUPBANOUY NPoYPa-
MATIOUEVECS DIOAEEEIC EADV TOU ZUVOECHIOU OE OXOAEID YIa EVNUEPW-
ON TWV TEAEIGPOITWV YIa TOV KAADO KAl GE MAVEMICTAUIA KAl KOAAEYI
VIO EVNEPWON TWV NPWTOETWY (POITNTWV NEIV TNV TEAIKA EMIAOYN TOUG
yIa kaTeUBuvon e191IKOTNTAG. TEAOG, UE TN XPNOIUOMOINGN TWV HECWV
KOIVWVIKNG JIKTUWONG PNopel va npowBnBei €éEunva o KAGd0G.

Me noioug Tpénoug Ba pnopoulace o Topéag Tng AAA va evioxu-
o€l Tn O€on Kal TN CUPPBOANR TOU OTNV ENITEUEN TWV EMIXEIPNA-
TIKWV OTOXWV?

O Topgag TN Aleubuvong AvBpwnivou AuvapikoU €XEl OTPATNYIKO
pdAo kal anoTeAei Bacikd napdyovra yia To cuvolikd Management
K&Be enixeipnong, cupBAMOVTAG KaBoPICTIKG OTNV ENITEUEN TwV ENi-
XEIPNUATIKWY oTOXWV. BonBd otnv opydvwon yia eniTeuén Twv oTo-
XWV KABe enixeipnong, avaAauBdavovtag npwToBouNiEeS, KAVOVTag
NapePPBACEIQ Kal NOPEXOVTAG kaBodnynon kal unooTAPIEN o€ KABE
B€ua nou agopd Toug unaAnAoug TNG. H evioxuon Tou Npocwnikou
MEOW EKNAIdEUONG, avayvwpiong, ENBEAREUONS, NPOCWNIKAG avd-
nTuéNg, fong peTaxeipiong GAwv Twv Epyaouévwy Kal dnpioupyiag
aopaloUc kal enayyeAUaTikoU NePIBAANOVTOG CUURBAME! KaBopIoTH-
k& oTn dnuioupyia avBpwnivou duvauIkoU Pe UWNAEC anodOCEIG MOU
€ival kal To KAEIOT yia va NETUXEI TOUG OTOXOUG N KABE ETaipeia.

Moiol Topeig Tng AAA nicTeUeTE OTI Ba €XOUV NPWTAPXIKN ONJA-
oia yéoa ota endueva xpoévia?

H npoondBeia avalhtnong kai dIATNENCNG TWY AvBPWNWY «TOAEVTWV»,
MoU QPOUOIMVOULV TIC EEENEEIG KaI MPOCAPKOGZOVTAl OTA VEQ EMIXEIPN-
paTikda dedopéva, anoTeAel kal Ba anoTeAei Baciki NPOTEPAIOTNTA TOU
Topéa AieUBuvong AvBpwnivou Auvapikou. H avalitnon TaAavToUxwy
OTEAEXWV MEENEI VA ANOTEAEN cUVEXN NPoondbela, va yiveTal e Todrno
Suvauikd KABE aTiyun kal Oxi uOvo 61av undpxouv avAyKeg oTnv eni-
xeipnon. H anoteAecuaTikn diaxeipion kal SIaTpnon TAAEVTWY anairel
TNV aAAayN Tou TPOMOU OKEWNG KIAG EMNIXEIDNONG WOTE va NeloTel OTI Ta
TAAéVTA Pnopouy va Tn BonBroouy va NETUXEI TOUG OTOXOUG TNG.

EninAéov, niotelw 6T oT0 PEANOV To coaching Ba nai&el NpwTapXIKA
onuaocia yiaTi AeIToupyel wg epyaieio otnv avantuén NPOCWNIKWY
IKAVOTATWY, YWWOEWV KAl CULNEPIPOPWY Kal BonBd Tov epyalbuevo
Va KATavonoel To NOoo KaAG anodidel Kal Ti XPeIGZeTal va UABEL.

Bioypa@iko:

H XouotdMa Kawvoravivou yewnBnke kai peyéiwoe om Adpvaka. 2noudace BSc
in Business Administration otnv KUnpo kai akoAoUBwg €kave TO PETANTUXIO-
k6 NG MSc in Management oto Leicester University otnv AyyAia. AkohoUBwg
€PYAOTNKE yia 8 xpdvia wg Aemoupydg TuiuaTog AvBpwivou AuvapIkoU O Je-
yA&An Etaipeia Alaveunopiou kai and 1o 2014 avéAaBe kabrikovta wg Yneubu-
vn AvBpwnivou AuvapikoU Tng Etaipgiog Jumbo, piag ek Twv PEYAAUTEPWV
Etaipeidyv Tng Kunpou. AcXoAeiTal Kupiwg e TNV avanTugn, eknaideucn, ava-
YV@pIoN NPocwrikou Kal Yevikotepa 6T apopd T AleUBuvon Tou TuruaTtog
AvBpwrnivou Auvauikou otnv ETaipeia Tng.

Eipaote €dw yia va anavincoupE oTiG EpWTNOEIG oag! Av €XETE EpWTANATA Nou NIBUEITE va anavinBouv and enayyeAuatieg Tng AiedBuvong AvBpwnivou AuvapikoU nou gival MéAn Tou

Ku.Zu.A.A.A., TO U6VO MoU €XETE VA KAVETE €ival va TIG OTEINETE NAEKTPOVIKA oTo info@cyhrma.org. Ma SIEUKPIVIOEIG/MANPoPopiES, ENKOIVWVNACTE padi pag (22 318081, info@cyhrma.org).




Ve

Annita Petrou holds an M.Ed de-
gree in Educational Psychology
from Manchester University, and in
2006 she graduated with an MSc
in Occupational Psychology from
Manchester Business School.

Annita is currently working at RCB
Bank Ltd in the position of a Human
Resources Officer for the last five
years. Previously, she held posts
as a Training Manager and Human
Resources Coordinator at the Inter-
continental Aphrodite Hills Resort
Hotel, as a Business Psychology
Lecturer at the College of Tourism
and Management, and as a Human
Resources Consultant at the Inter-
college Consultancy Unit (Limassol).

Annita is a Chartered Member of
the British Psychological Society
and holds the title of CPsychol.
Simultaneously, she is a member
of the Health Professions Council
as a Registered Practitioner Psy-
chologist in the United Kingdom.
She is also an external trainer for
the Cyprus Productivity Center,
and occasionally conducts train-
ings related to HR issues.

Panikkos Parmaxis graduated with
a BA (Hons) degree in Social Ad-
ministration from Plymouth Univer-
sity and a Postgraduate Degree in
Personnel Management form Mid-
dlesex University.

He started his career as the Man-
power Information Manager at the
Lister Hospital, Stevenage, UK
before relocating to Cyprus where
he worked as a HR consultant and
trainer before being employed as
the HR Manager for Medochemie
Ltd for 7 years and subsequently,
since 2007, the HR Manager for
Cybarco Ltd. with duties covering
Cyprus and the Gulf Countries.
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HR Dilemmas

Dilemma:

Marianna is a member of your department. She is reliable, methodical and a real helping hand in the team,
however she lacks confidence and she is hesitant to take initiatives unless required. More experienced colleagues
say it is a pleasure to work with Marianna and she can support the team doing all sorts of back up tasks and be a
last minute lifesaver, although they believe she has not shown marks of outstanding performance.

Linda on the other hand was employed and joined your department at the same time as Marianna. She is a real
star performer. She can handle challenging projects with success despite her limited prior work experience.
However, Linda can be abrupt with colleagues when under pressure and stress. Her teammates admire Linda’s
sharpness as she can be a creative asset to the team however find it difficult to cooperate with her due to her
lacking team player spirit. In fact, in one case she promoted the idea of a colleague’s the team discussed during

the lunch break as hers.

Which of the two would you promote for the position of a Project Manager and why?

Annita Petrou

Why a HR Professional should promote the 1st employee?

Marianna can be promoted, as she is portrayed as reliable,
methodical and has a pleasant personality. Marianna seems to
understand the value of administration work and can perform
pretty well as part of a team. As a last minute lifesaver, she is
more likely to perform well under pressure, demonstrate a good
quality of work and be effective in decision making. The fact
that her colleagues describe her as a pleasant person to work
with, means that she is more likely to be respected amongst the
team, and her subordinates will be more willing to work for her
and execute the tasks assigned by her. Marianna’s style may
lead to micromanaging; however her willingness to offer a real
helping hand implies that she might take on some tasks, if the
sheer volume of work cannot be handled by her employees.

Why a HR Professional should promote the 2nd employee?

A HR professional may promote Linda as she has shown high
aptitude and processing skills. It takes a person of high quality
orientation to hit the ground running when coming into a new job,
and Linda demonstrated that she can take on challenging tasks.
She is the star performer of the team and has characteristics
of an intuitive person. Her creativity will definitely be valuable in
situations where there are no clear solutions or unclear paths
on how to handle various challenging situations. Linda’s ability
to work under stress offers clear thinking and decisiveness
when others are not able to cope. Although, she may not be a
likeable person she may be well respected if employees value
her sharpness and creativity, and these character attributes
outweigh her abruptness and her lack of team spirit.

Who would you promote?

First of all, a HR professional should not promote anyone without
the input of the Line Manager who actually should have the final
say. Based on the information provided, none of them has
exhibited clear managerial skills through their duties. The fact
that they have performed well under different circumstances
does not qualify them to be successful project managers.
Unfortunately they both have a distinct disadvantage. On the
one hand Marianna lacks of confidence which can be exploited
by her subordinates in case she is promoted. Furthermore, she
exhibits lack of initiative which is a key ingredient of a successful
manager who is expected to generate new ideas for completing
tasks, bringing new solutions to the table. Also be able to
change and streamline procedures and processes to adapt to
a changing environment whilst remain efficient.

On the other hand, Linda is abrupt and is not a likeable person.
As a star performer she may be doing all the tasks well, however
as a project manager where she will need to assign tasks to
others, people will not be willing to put in the extra effort for her.
Linda has also shown low ethical standards which is definitely a
deal-breaker. This modus operandi may look like a minor issue
however over the long run this type of behaviour will lead to
similar incidents within the firm and even more worrisome may
lead to issues outside the firm that may have negative legal
consequences for the firm as a whole.
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Panikkos Parmaxis

Before deciding which one of the two employees to recommend
for promotion, we need to take into consideration the new role and
function the employee will have in the new position. Often employers
make the fatal mistake to assume that because the employee
performs well in one position, that employee automatically merits
promotion to a more senior position. This is often a major mistake
in judgement. For example a company’s most successful Sale
Person may not by default necessarily be a good Sales Manager.

Hence we need to consider first the new role and duties the
employee will have for the position of Project Manager. As a
Job Description is not provided, for this exercise we have to
make some assumptions. A Project Manager is in essence
a Team Leader, and must demonstrate high level of skills of
(amongst others) team leadership, delegation, decision making,
coordination and cooperation with colleagues.

Hence, based on this we can start to analyse the two employees
given to see who merits the position of Project Manager.

Unfortunately we do not have a great deal of information on the
two employees other than the above brief description. We need
to take the information given and see if they have (or at least have
the potential) the attributes and skills to succeed in the position
of Project Manager and at the same time examine if there are
signs that they are not suitable for the position.

Let’s review Marianna.

Marianna has been described as a team player, and has support
from her colleagues. They are generally satisfied with her overall
performance even though she does not seem to be evaluated as
outstanding, however certainly good enough. These are positive
attributes for the position. The lack of confidence mentioned may
be overcomed in the new role of Project Manager which may
give her a boost in confidence. | would not be too worried by the
fact that she has not shown signs of outstanding performance,
because, as mentioned before, performance on its own may
be a misleading factor when considering promotions. If she
has constantly demonstrated positive qualities and provided
solutions to problems, there is no need to excel to a level of
outstanding to be considered for promotion to the position if she
can demonstrate she has the necessary attributes.

Overall, based on the above description of Marianna, | see more
positive points than negative, and certainly can be considered
for promotion to the position of Project Manager.

Now for Linda.

We see Linda has a lot of qualities relating to her abilities and
described as a “star performer”. She has admiration for her
sharpness and creativeness from her colleagues. These are
indeed positive attributes which are in her favour for promotion for
the position of Project Manager. However, there are a number of
negative signs which must be taken into consideration. The fact
that she can be abrupt with colleagues when under pressure and
stress is not in her favour. Even more significant is the fact that
her team find it difficult to cooperate with her due to her lacking
team player spirit. The example given, of her promoting an idea
of a colleague as hers, is a sign of weakness and certainly has
the potential to lose respect from her colleagues.

Unfortunately for Linda, there are more negatives than positives,
and indeed the negatives are very significant in considering for
promotion to the position of Project Manager. As | previously
explained, the attributes required for this position include team
leadership, delegation, decision making, coordination and
cooperation with colleagues. Based on the above description,
| have serious doubts if Linda has these attributes.

If someone only took into consideration performance (and
possibly technical competences), than an argument may be put
forward to promote Linda to the position of Project Manager, as
she may be more technically competent than Marianna.

However, it is my overall opinion based on the above
descriptions, Marianna is more suitable to be promoted to the
position as there are no significant negative aspects. When
considering promotions it is important to look out for negative
aspects to the employee’s character as well as positive signs.

This is why as a HR Professional | would suggest Marianna for
promotion over Linda as she does not seem to have serious
negative characteristics that Linda has, whilst at the same time
demonstrating enough positive signs to merit the position.

Do you wish to know what others would do in your place? Just send your request to info@cyhrma.org and HR Professionals who
are Members of the CyHRMA will provide you with their own perspective on how to deal with HR issues of your concern. For further
information/clarification, please contact us (22 318081, info@cyhrma.org).
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HR Practical Advice

How do you manage large volumes of applications”?

Alexia Nicolaou
Assistant Manager, Human Capital Department, PwC Cyprus

At PWC Cyprus, we receive more than 4000 applications every year for our internship, graduate,
experienced professional and client career opportunities.

All applications are managed in an efficient and timely manner by our recruitment specialists, through a
structured recruitment and selection process.

* A standard application form is used for all job positions, which enables an easy and fast application
screening, whilst ensuring that all the required candidate background information is submitted

Pre-determined assessment criteria, such as meeting minimum academic and/or professional
requirements and passing online aptitude tests, are used to assess candidates for each specific
job position

Automated processes, through the use of technology, are used to handle the administrative steps
of our recruitment and selection process

Our team of specialised recruitment professionals completes the application screening in a
time-efficient and consistent manner

Standard communication templates, which can be customised accordingly, are used to
inform candidates of the way forward

As aresult, we are in a position to inform all Candidates of our decision regarding the way forward (whether
positive or negative), the latest within 2 weeks of having received their application for employment.

©000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000

Christiana Palla
Senior HR Associate, EY

Every year at EY Cyprus we receive an extensive amount of applications. To manage these, at EY, we take a

systematic approach towards recruitment:

* Organisation: Categorise CVs upon receipt in a structured manner based on the service line, position
and level the applicants are seeking.

Technology: Use technology to manage the application process and the applicant assessment
process. Archive CV's and feedback from interviews creating an up to date database as a future point of
reference - having a comprehensive system in place makes it easier and quicker to find the right candidate.

Screening: Initial screening consists of filtering candidates meeting our entry criteria (in terms of education,
accomplishments and CV presentation). Qualifying candidates then take a critical thinking test for further
filtering.

Prioritise: Rank candidates in terms of suitability for each position and contact them within two to three
days of receiving their application - the best candidates will be in high demand, and if you do not get them,
someone else will!

* Beresponsive: Respond to all candidates promptly and keep them updated of the status of their
application.

* Timely: Ensure time is devoted to progress applications on a daily basis, avoiding the building of a backlog.

The above processes are integral to managing large volumes of applications. From an HR management
perspective, the most challenging aspect, is often that of managing time. Attention to detail, good team work
and excellent organisation skills are some of the additional key attributes required from HR personnel.
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This column is designed to give
pieces of practical advice on how to
manage different aspects of HR work.
Please contact us to overcome chak-
L) lenges with simple strategies and tips!
(22 318081, info@cyhrma.org)

Alexia Nicolaou is an Assistant
Manager in the Human Capital
Department of PwC Cyprus. She
manages a team of recruitment
professionals and has overall re-
sponsibility for the internal recruit-
ment, selection and onboarding
processes for interns, graduates
and experienced hires. She is also
responsible for PwC’s internal and
international mobility programmes.
Alexia is a CyHRMA Member
since 2008 and has served as a
representative of the Marketing
and Public Relations Committee.
She holds a BSc in Operations
Management from Lancaster Uni-
versity and an MSc in Human Re-
source Management and Industrial
Relations from The University of
Manchester.
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Christiana Palla joined EY as a
Senior Associate in the Talent
Team in Cyprus. She is a holder
of a bachelor degree in Psychol-
ogy from Lincoln University in the
United Kingdom and she previous-
ly held the position of HR Officer
for Hyperion Systems Engineering
where she was responsible for the
HR function in a cross border role
across EMEIA that she held since
2010. She had originally begun her

career as an HR Advisor for KPMG
in Cyprus where she was primarily

engaged in a Recruitment func-
tion for clients in various sectors
in Cyprus.
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The Impact of HR Competencies and HR
Department Activities on HR Value Creation:
Round 7 of the HR Competency Study

by David Kryscynski and Michael Ulrich

Sponsored by the Ross School at the University of Michigan and The RBL Group along with 22
regional partners around the world, we are delighted to present the results of the 7th round of the HR
competency study (HRCS). For almost 30 years the HRCS has empirically defined the competencies

of HR professionals and how those competencies impact performance.

In this round we collected

over 30,000 worldwide surveys rating the competencies and performance of more than 4,000 HR
professionals from more than 1,500 organization units. The results simultaneously build upon insights
from prior rounds and generate new insights for the HR.

What Drives the Perceived Performance of
Individual HR Professionals?

Competencies of HR Professionals

We found that about 50% of the perceived performance of HR
professionals that we can explain in our study comes from their
perceived competencies.

HR professionals deliver business value through nine competen-
cies (see model in figure 1). Business success comes when we
can effectively translate business strategy into the right employee
actions. HR professionals who help the organization effectively
translate strategy into action must first be competent strategic
positioners — i.e. they must have and apply knowledge of busi-
ness context and strategy. HR professionals who are strategic
positioners are able to accurately set the agenda for action within
the organization by helping people point in the right direction.

In addition to pointing people in the right direction, however, HR
professionals must also be credible activists - i.e. they must
have relationships of trust and influence with key people within
the organization. Credible activists are able to get people mov-
ing in the required direction. Thus, strategic positioners set the
direction and credible activists actually get people moving in that
direction. Both of these competencies are critical for driving per-
formance.

A new competency to this round of research is paradox navigator
—i.e. the ability to navigate the many embedded tensions in busi-
ness operations (e.g. long term vs. short term focus, centralized
vs. decentralized operations, internal vs. external focus, etc.). HR
professionals are constantly wrestling with embedded tensions
that must be resolved in some circumstances and cultivated in
other circumstances in order to help the business move forward.
Wisely navigating these many embedded tensions becomes one
of the central challenges for modern HR professionals.

In addition to these three core competencies there are also six
HR enablers — i.e. competencies that enable the translation of
business strategy into individual action. Three of these enablers
focus on building a strategic organization:

e Culture and change champion: Able to make change hap-
pen and to weave change initiatives into culture change.

¢ Human capital curator: Able to manage the flow of talent by
developing people and leaders, driving individual performance,
and building technical talent.

¢ Total reward steward: Able to manage employee wellbeing
through financial and non-financial rewards.

The other three enablers focus on tactical delivery:

e Technology and media integrator: Able to use technology
and social media to drive create high performing organizations

¢ Analytics designer and interpreter: Able to use analytics to
improve decision making

e Compliance manager: Able to manage the processes related
to compliance by following regulatory guidelines.

Each of these HR competencies is important for the performance
of HR professionals. In more fine grained analysis, however, we
see that some competencies seem more critical for certain stake-
holders. Creating value for internal stakeholders such as line man-
agers and employees requires being a credible activist. Creating
value for external stakeholders such as investors and external cus-
tomers, however, requires being a strategic positioner.

Human
Capital
Curator Total

Rewards

Steward

Culture
and Change
Champion

Strategic
Positioner

Technology
and Media
Integrator

Compliance
Manager

Analytics
Designer and
Interpreter

Figure 1: HR Competency Model: Round 7



In addition to exploring how HR competencies relate to the per-
ceived performance of HR professionals, we also explored the
demographic characteristics and career histories of those HR
professionals. We were intrigued to learn that about 35% of the
perceived performance of HR professionals comes from their de-
mographics and career histories.

We have many additional findings related to demographics,
regions, industries, and so forth, but one of the most critical
findings relates to the poor quality of self-report data. Self-ratings
had almost no relationship with performance while other-ratings
had a very strong relationship with performance. This finding
suggests that non-self-ratings may be particularly important
when determining how competencies relate to performance.

What Drives the Perceived Performance of

HR Departments?

We also studied how the HR competencies in HR departments
and the activities of those HR departments related to the value
the HR department creates for different stakeholders. A key over-
arching finding was that the activities of HR departments consis-
tently explain more of the HR department performance than the
competencies of the HR professionals within those departments
(see table 1). This is particularly true for internal stakeholders.
We believe this starts to indicate the relative importance of the
team in HR rather than the individual. We can have great HR
people, but we need the HR department to be doing the right
things if we want to have impact.
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Table 1: Relative importance of HR department activities compared
to HR competencies in explaining the value HR departments create
for different stakeholders'.

"The table shows three groups of variables and the relative impact of each group.
The results are scaled to 100% for convenience to show the relative impact of
each group.

We explored the activities of HR departments that most impacted
HR value creation for key stakeholders. We organized activities
of HR departments into four domains of activity:

¢ Employee performance HR practices: HR activities that help
employees develop their skills and abilities (e.g., performance ap-
praisal, training, engagement)

¢ Integrated HR practices: HR activities that offer integrated
and innovative solutions to business problems (e.g., developing
an HR strategy linked to organization strategy, offering integrated
HR solutions to business problems, HR being a cultural role mod-
el for the organization)

¢ HR analytics practices: HR activities related to a scorecard
for the HR department

¢ HR role in information management: HR role in managing
information to make better business decisions (e.g., bringing ex-
ternal information into the organization, using information to drive
competitive advantage, using data for decision making).

In Table 2, we show that integrated HR practices have the most
impact on internal stakeholders (employees and line managers),
but HR’s role in information management has much more im-
pact on external stakeholders.

These findings suggest that HR professionals should learn to
work together in creating HR practices that offer integrated solu-
tions when serving line managers and employees. But, when
working to position HR within the external business context, HR
professionals need to master the flow of information to drive busi-
ness results.
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Table 2: Relative Importance of HR department Activities in explaining
value created for different stakeholders?.

2This table shows the relative importance of each of the HR activities by scaling the
results to 100% for convenience.

CEO surveys increasingly point to businesses winning through
differentiating themselves through organization and people.
Competitors can more readily match access to capital, strate-
gic intent, and operational excellence. In this research, we have
identified what individual HR professionals should know and do
to respond to these business opportunities. HR professionals
need to be paradox navigators who effectively manage the in-
herent tensions in the business. HR professionals need to be
both strategic positioners who understand business context
and can think outside/in and credible activists who influence
through relationships of trust. HR professionals also need to
understand and master strategic and foundational HR enablers.
These findings have implications for who is hired into HR, how HR
professionals are trained, promoted, and paid.

In addition, we found that HR professionals have more impact
on key stakeholders when they work as an effective HR depart-
ment. The old adage, ‘I like my HR professional, but | hate HR”
needs to change because the HR department’s activities have
more impact on all stakeholders than individual HR professionals.
In particular, managing information and integrated HR solutions
shapes the agenda of an effective HR department.

We are confident that these findings and the subsequent implica-
tions for developing HR professionals and creating HR depart-
ments will enable HR to continue to add value.



36

Méxpl 10 2020 unooyicetal 6T To 50% Tou €pyaTikoU duvapikou, Ba
anoTeAeital and avepwnoug Nou YevwNBnkav JETAEU TNG DEKAETIAG TOU
1980 kal Twv apxwv Tou 210U aibva. H yevid autr ovopdleTal «yevid
NG véag xINeTiag» (Millennial generation i generation Y).

Or e1dIkoi og B¢paTa AlelBuvong AvBpwnivou AuvapikoU npoRAEnouv
OTI 0l ANAITCEIG TNG VEQG AUTAG VeVIAG, Ba eival MoAU JIAPOPETIKEG
and ekeiveg Twv U0 NPONYOULEVWY VEVIWY, dNAAON Twv €pyaloué-
VWV Nou yewnonkav apéowg PeTd Tov B” Maykdopio MoéAepo (baby
boomers) kai NG yevidg X (generation X), dnAadn autoug nou yewnon-
KAV PETAEU TwV dUO AMNWV YEVEWV: TNG LETA TOV NMOAELO YEVWNBEVTWV
kal TG yevidg Tng xINeTiag (Y).

2 UPPWVa PE Toug EI0IKOUG, Ta EAN TNG VEAG YEVIAG Ba €xouv dlapope-
TIKEG avAYKES GOOV apopd ToV EQYACIAKd XWPO, Ba €xouv dIAPOPETI
KEG NPoodoKieG kal Ba napwBouvTal and dIaPopPeTIKA kKivnToa, and 6,
01 300 NPoNnyoUEVER YEVIEG. Ba anodidouv NEPICCHTEPN CNUACIa oTNV
KOPIEPT TOUG Kal OTNV MPOCWIKA TOUG avENIEN, OTIC EUKAIRIEG pabn-
ong, oTnv eUeNEla, OTIC avBPWMIVEG OXECEIG, OTNV EMIXEIPNUATIKOTNTA
Kal oTO VONPA TNG EPYACIAC.

[MpOoKEeIUEVOU Ol OpyaVIOOI VA MAPAUEIVOUV AVTAYWVICTIKOI KAl va Jro-
PECOUV VA EAKUCOUV (KAl VO KPATAOOUV KOVTA TOUG) TO CUVEXWG AVa-
NTUCCOUEVO €0YATIKO dUVAPIKO TNG YEVIAG TNG XINIETIAC, Of YNINPECIEG
AvBpwnivou AuvapikoU NpEnel va euBUYPAUIOTOUV LE TIG ANAITNOEIG
NG enoxng, 6oov apopd TG dIadIKAciEG NPAGCANYNG KAl MPOCPOPAC
KIVATPWV, MPOKEIUEVOU Ol UNAANAoI nou Ba npocAapBdvovtal va nao-
papévouv oTn SOUAEIG Touc.

H véa otpatnyikn Twv Ynnpeoidv AvBpwnivou AuvauikoU, Npénel va
nepINapBavel Ta eENG:

¢ ETaipikn KOUATOUpPQ

‘Onwg éxer ndn avapepBei, 6ol avrikouv oTn yevid TG XINETIAG, ano-
didouv PeyadAn onuacia oTnv TaIpIKA KOUATOUPA evOg opyaviopou. Y
auTo, ol opyavicpol Ba Npénel apécws va a&loAoyrnoouV TNV UPICTALE-
VN KOUATOUPA TOUG Kal va TN BEATIOOOUV, OUTWS WOTE VA UNOPECOUV
va EAKUCOUV, Va avanTuEOUV Kal va KPATACOUY KOVTA TOUG TA EAN TNG

O Anpntpng Epyatoudng eivai
apunnpetnoag (2006) Avitepog AlEUBUVTAG
NG Aaikng Tpdnedag Kal IBPUTIKO PEAOG

Tou KunpiakoU Zuvdéopou AletBuvong
AvBpwnivou Auvapikou.

TOU AnpnTpn Epyatoudn

yevidg autng.  OpIoPEVOI ENIIEPOUG TOWEIG TNG ETAIPIKNAG KOUATOUPAG
nou evalapépouy IBIaITEPa TN VE yevid eival n ETAIPIKA euBUVN, N KIVNTI-
KkOTNTA, N EVEANIGia, N dlapAVvela, N CUVEPYAGIa KAl N CUXVA avayvwpion
Kal avatpo@oddTNoN doov apopd Ty anddocn Toug. Tic YNNpeoieg
AvBpwnivou AuvapikoU NpEnel va anacxoAncouy 1I81aiTepa:

* 70 EUENKKTO wPAPIo Epyaciag, Kal

* n eueNigia 6oov aPopd TO XWPO OToV onoio Ba epyddovTal ol Undi-
AnAol. Me Tn véa Texvoloyia noANoi UNAAANAOI, avaAoya JE TN puon
TNG Epyaciag Toug, Ba unopoUv va eKTEAOUV Ta KABNKOVTA Toug and Ta
onima Toug.

e avtiBeon e 6ca oTePEOTUNA UNOCTNPICOULY TA PWEAN TNG YEVIARG X,
T PEAN TNC VEGTEPNG YeVIAG epydalovTal okANPd Kal enBupoly dIaKa-
WG VA OUVEIOPEPOUV OTNV ENITEUEN TWV OTOXWV TOU OPYAVICHOU GTOV
onoio epyddovtal. Ouwg dev ival pavaTikol UNooTNEIKTES Tou dbyUa-
TOG «OOUAEIA Kal uOvo OOUAEIG», apoU yI” auToUc BEWPEITAl EK TWV WV
OUK AVEU 0 owoTOC I00duYIouoG HETAEY epyaciag Kal EekoUpaonc/Yu-
Xaywyiag/olkoyévelag.

H véa yevid dev IkavonoleiTal e Ty Thola agloAdynon. ©€Aouv cuve-
XWGC vVa yvwpiCouv Nwg Toug a&lohoyouv ol DIEUBUVTER TOUG.

Xaipovtal étav o opyaviopdg ctov onoio epyalovtal NPORAAAEI TO
KOIVWVIKO TOU MPdOoWNo Kal OpIcuéVol {NToUv Kal EAEUBEPO XPOVO ToV
0rnoio va apIEPWCOUY OTOV EBENOVTICHO.

¢ Texvoloyia

H texvoloyia eival Babid pidwpévn otn Cwh TS vEag yevidg. ‘Onwg ol
NPONYOUUEVEG YEVIEG dABaivav avayvwon Kal ypaen, To idlo kail n véa
YEVIA: YEWNBNKE Kal PeYAAWOE padi e T véa Texvoloyia. Aev é¢noav
XWPEIG auTAv Kal ival Kal N 0pWTN YeVIA TNG onoiag Ta PEAN eivar GAa
KOIVWVIKA dIKTuwpPéva. ‘Otav npooAngBolv o évav opyavicpod, ava-
uévouv 0TI ekel Ba Bpouv TOUAGXICTOV TIG IDIEG TEXVOAOYIKES DIEUKOAUV-
OEIG NOU €X0UV Kal 0Ta onima Toug. H yevid X ouyxwpoUoE Ta EAN TNG
NPONYOUUEVNG YEVIAG NOU JeV EEOIKEIMVOVTAVY [IE TNV TEXVOAOYIQ, OUWG
n yevid Tng xINeTiag dev eival dlateBeiuévn va SeIEel TN Napapikpn ka-
Tavonon oe TETola alvopeva. Aegv unopouv va qavractolv o1 Ba
UNAPXoUV CUVABEAPOI TOUG NMou dev yVwEIiCouv KAAG TNV TEXVOAOYIa.

Av Bpouv nenalaiwpéva npoypduuaTa, CUCTAKATA KAl NXavAuaTa
oTOV opyaviopd nou Ba npocAngBouyv, Oxi ubvo Ba anoyonTeuTouy,
MG Kal Ba anepnAakouy, Kal, oTo PETPO Tou duvatou, Oe Ba Ta xpnol-
porolouv, [E anoTEAECHA O OpyavIouOG va Eodelel AdIka Ta XpAUaTd
Tou o€ Ox€DIa avéNIENC Kal eKnaideucng, Ta onoia of VEOI UNAAANAOI
&€ Ba xpnalponolouy kai de Ba enweehouvtal and autd. MpoTipoly Ta
npoypduuata nou eivar INKG NPog TOUG XPNOTEG Kal Ta Onoiad, PE TO
NATNUA €VOG KOUPMIOU, VA PEPVOUV GTNV 08AVN TOU UMOAOYIOTA TOUG
onoladnnoTe NANPoQopia BewpoUv anapaitnTn NPOKEIUEVOU va EpYa-
ZovTal e TaxutnTa Kal PeBodIkoOTNTA.

¢ H otpatnyikn Twv Ynnpeoiwv Avepwnivou Auvauikou

O1 Ynnpeoieg AvBpwnivou AuvapikoU NPENEl va apXicouv auécwe va
aMAZouv Kal va NpocapudlovTal YE TIG anaitnoelg TN VEAG YEVIAC.
Ta dedopéva ndvw ota onoia ol Ynnpeoieg autég Ba otnpifouv TIq
ano®doelq Toug, NEENEl va eival MANRPWS EVNLEPWUEVA KAl €yYKUPQ,
oUTWC WOTE VA UNopoUV va NapakoAouBoUy anoTeAEoUaTIKG NWG eE&e-
ANiocovral Ta dId(popa NPoyPAUKaTa nou epappdlouy 6oV apopd To
NPEOCWIKO, Kal va unopouv va AapBavouy npoAnnTikG Kai dIopBwTIKA
pétpa. Or AleuBuvoeig AvBpwnivou AuvapikoU MNPENEl va KataoTouv
NEPICOOTEPO CUVEIDNTOMNOINUEVEG GO0V apopd TNV eneEepyacia Twv
OeOOUEVWV MOU OXETICOVTAIl UE TNV APOCiwon, NEPOCOOKIES Kal TNV
NapaywyikotNTa TwV UNCANAWY, oUTwS WOTE, 0 0pYavIoUOS va eival
BéRaiog 6T Ta NpoypApuaTa Nou epapudlouy NPocBETouy agfa oTov
opyaviopo.

Enihoyog

Kdnoia oTiyun n 0IkoVopIKA Kpion nou pag paoTidel Ba nepdoer kal ToTe
N NPOGEAKUGN, N JIATAPNGCN Kal N avAnTUEN TwV TOAEVTWY TNG VEAG YE-
vI&G, Ba anoTeAel TNV un” apIBUGV éva NPoTepaIdTNTA OAWVY TWV OPYa-
VIOHWV. Kal pia Kail n yevid Tng xINETIag 6a anoTeAel Tn JeyAAN nA€io-
wnoia Tou avBpwnivou duvapikoU, o appodIEG UNNEEGIEG NPENEI, and
TWPA, VO apxicouv va avanpooappdlouy TNy KOUAToUpa Toug, TNV No-
NITIKA Kal TNV TEXVOAOYIa TOUG, OUTWG WOTE AUTEC VA EUBUYPAUUICTOUV
JE TIG AVAYKEG TIQ VEAG YEVIAC.
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Management in Gaining a Competitive
Advantage and its Role in Economic Crisis

by Elena Christou Zeniou

Mrs Elena Christou Zeniou, Associate Member of CyHRMA, conducted her Master’s thesis on “The Impor-
tance of Human Resource Management in Gaining a Competitive Advantage and its Role in Economic Crisis”
by collecting information through the Association. Members were asked to complete a short questionnaire

with closed-ended questions.

The goal of her research was to find out how Cyprus organisations perceive HRM and how it enables compa-

nies gain a competitive advantage.

The research illustrates that by creating a unique and value-adding workforce, using the HRM practices,
especially in difficult circumstances, and giving HRM a strategic role within the company, sustainable
competitive advantage is achieved, which is the goal of every company in order to survive and be successful.

Objectives of the Research

The objectives of the research was to examine the following areas and
test assumptions on the role of HR in the organization. The areas and
assumptions examined are outlined below:

* |dentification of the importance of Human Resource Management.

* How effective HRM practices are, and in what ways they support
business goals and enable companies gain competitive advantage.

* The role of Human Resource Management in economic crisis.

* Examination of the importance of HRM in gaining a competitive
advantage in Cyprus. Specifically attempt to establish how Cyprus
organisations perceive HRM in gaining a competitive advantage.
The management of human resources can increase companies’
competitiveness managing in a global marketplace, introducing
new technology, developing organisational knowledge, improving
customer service, product quality or reducing product /service
costs, requires the” human equation” (Pfeffer, 1998a).

* HR Managers are becoming even more involved in the strategic
planning process by focusing on improving their individual business
and specialised competencies. This occurs due to the tendency on
maximising human capital.

* Human Resource Professionals need to understand the change
demanded by the marketplace and forget their traditional roles, by
adding value to operational excellence. Human capital development
must be more effective in order to increase business results.

* The human as well as the financial effects of companies’ business
strategies need to be managed because today, as Antony and
Norton (1991) suggest, HRM is much more integrated into both
the management and the strategic development of the company.
Researches show organisations that have the finest results in
productivity, client service, and profitability have used their human
resource departments as strategic partners to achieve this balance
(Rothwell, Prescott & Taylor, 1998). Human Resources are of vital
importance as certain media reports explain by positively correlating
companies’ choices on HRM practices with the influence of
employees, managers, shareholders, the community and ultimately,
the success of a company.

* HRM practices help organisations in addressing various challenges
thus achieving competitive advantage.

Do Human Resource Management practices indeed help companies
compete? And if they do in what ways do they achieve this?

Talented employees are the reason that many organisations gain
competitive advantage (Robert L. Mathis and John H. Jackson, 2004).
Human Resource Management involves the policies and practices that
affect the attitude of employees and consequently their performance.

Competitiveness is very important for a company’s survival. It is related
to a company’s effectiveness, which involves a combination of level of
satisfaction of the shareholders who want a return on their investments,
customers who want the best quality and best service, and last but not
least employees who want better working conditions, better salaries
and a reasonable compensation for their services in general.

Human resources can add value to a company and give competitive
advantage if four basic requirements are met:

1. Employees’ performance must give value to the firm.

2. Employees’skillsmustbeunigueandnoteasilyimitatedbycompetitors.

3. Employees’ knowledge must be specific and not easily replicated.

4. As noted by Wright and McMahan (1992), in order to further
decrease the probability of imitation, it is important to invest in firm
specific human capital, through training and development.

At this point Human Resource Managers must step in and apply their
practices, become strategic, train and develop employees’ skills and
knowledge. Also, they should try to attract new talented employees
which their skills can hardly be imitated thus enabling the company
to gain competitive advantage.

Organisations that wish to achieve a competitive advantage must try
to be more competitive than their competitors by providing a unique
low cost product or service (Porter, 1985). HR Managers can achieve
unigueness and be competitive through the training and development
of the company’s workforce.

Companies especially nowadays invest in talent, as a skillful and
valuable personnel help organisations in becoming more efficient.
This is a tremendous asset during economic crisis when the economic
aspects are affected such as income, consumer satisfaction, quality,
productivity, cost.

According to Ulrich (1997), in order for HRM to be successful in the
changing environment, HR People must recognise the new demands
and competencies of the field. Ulrich (1997) suggests that the HR has
never been more necessary and that the competitive forces which
Managers are challenged to face can be dealt with organisational
excellence. In order to achieve this excellence, the company must
train its employees, inspire teamwork, achieve quality, as everything
is determined by the way organisations get things completed and the
way they treat their people. HR must take a new role; it must focus
on outcomes and not on “traditional HR activities”, such as filling and
payment. HR should be in charge of strategy execution with senior
managers, and make sure that costs are reduced and efficiency arises.
Also, an HR manager must be a hero for the employees, a person that
represents their worries to Senior Management and someone who
gives them incentive to work for the company which as a result will
make employees feel committed to the company and produce more.
HR Managers also must manage change and help employees accept
change easier and not being afraid of it. In order for this to happen,
there must be a person that will calm employees by explaining to them
the exact changes and the reasons why some changes will occur. The
role of the HR Manager is to create a relationship of trust between the
company and its employees.

In order to become a strategic partner as Ulrich (1997) says, HR
Managers must become partners by executing strategy. They must use
technology for example in order to become experts in administration and
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remove the role of administrators they had. Also technology can be used
in making HRM more efficient resulting to costs decrease. A second way
of becoming a strategic partner is to create engaged employees.

Human Resource Management Roles during Economic Crisis

Choosing a correct action in crisis periods is a difficult decision for
human resource management.

Emrah Onder and Altan Dogan (2013), analyse this in their research
and argue that an organisation’s objectives are influenced by
governments decisions, competition, changes in the workforce and in
general the economic conditions. Economic conditions are the levels
of unemployment, inflation rates stock market fluctuations etc.

Human Resource Managers must take into account the factors that
are causing the economic crisis in order to become more effective
and strategic. Technology, social, ecological, political, ethical, and
economic factors are the companies’ external environment factors.

The job that human resource management has is very important. First
of all, it must take into consideration the company’s needs and the
employees’ needs also. It must restructure the staff list and reduce
salary expenses without the risk of losing employees which are efficient
and valuable to the company (F.Stefanescu and D.Darabaneanu, 2011).

Intimes of crisis, Human Resource Managers must proceed with a strategy
that will keep the most capable employees in the company and depress
employees which are not so capable from hurting the company. Trying to
run the organisation with the least possible cost is the most important thing
that Managers are faced with. Managers’ responsibility is to make sure
that employees are motivated and efficient as much as possible.

It is also stated that Human Resource Managers must encourage
communication in difficult times. As it is shown through researches,
organisations that communicate with their people, increase their
commitment, improve collaboration, productivity and performance. In
times of economic crisis, employees have the need to know that their
company is honest with them regarding the future of the business.

General Conclusions - Results

According to the analysis of the questionnaires, Cyprus Companies have
not understood the importance of Human Resource Management and
consequently the number of HR professionals in organisations is very small.

Organisations in Cyprus do not have consultative committees or
work councils for workers representation. The results showed that
employees’ involvement in human resource practices is very low.

Human Resource Professionals need to forget their traditional role and
adjust to the current marketplace. According to the results, organisations
that have used their Human Resource Departments as strategic partners
have the finest results in productivity, client service, and profitability.

In order to be successful, HR Managers must follow certain
competencies such as providing results to employees with integrity,
share information, build trusting relationships and have the ability to
influence others and taking appropriate risks.

They must also help employees to find meaning in their work, to
promote work-life balance practices and inspire innovation. They
should manage talented people in an effective way and train employees
in order to obtain more skills and advanced knowledge.

Ways to Increase Employee Engagement

disengaged employees.
2. Ask for their input:

to get accurate and real-time feedback.

3. Listen what your employees are trying to tell you:

Bring interim staff that can assist with special projects.

from routine.
4. Management level:

motivates them.

o

to make the changes required.

activities that encourage creativity and innovation.

improvements.

Reference List:

Retrieved from http://www.entrepreneur.com/article/242030

Retrieved from http://www.entrepreneur.com/article/244590

Retrieved from: https://www.roberthalf.com/officeteam

1. Hire and promote the right behaviours and personalities. A skilled person with a bad attitude can do damage over time leading to

* Ask employees’ opinion either directly to ensure them that their ideas are heard or by using the right means (surveys, intranet)
* Share good and bad results immediately showing full transparency and that all feedback is welcomed and valuable.

* “l'am bored”: give them the opportunity to take on new responsibilities.
* “Help”: let your employees know that it is ok to seek assistance when their workload has become too much to handle.

* “| need some coaching”: offer coaching sessions and training programs out of the office. A change of scenery provides a break

* Select the right manager. Arrogant managers who seek to dominate and control should either be fired or given the opportunity to change.
* Get managers accessible and visible so that staff sees them as approachable and available for guidance.
* Managers should get to know their team (interests, hobbies). The more they know the more you will be able to identify what

Set a good example when it comes to punctuality, appearance, courtesy.
6. Say “thank you”: acknowledgement by management and peers lead to trust.
7. Set up groups: set up teams consisting of employees that can offer solutions to problems. These teams can also be responsible

8. Focus on effective infrastructure: i.e. purchase equipment and software that makes employees’ job easier.

9. Keep employees out of the dark: Trust employees with sensitive information which will help them feel connected to the company.
10. Volunteer: help people in need proving that the company is not just about making money but also making a difference in the world.
11. Provide rewards: extra days off, broaden job responsibilities, promotions.

12. Give them a break to recharge their batteries: for example organise a quick break with catered lunch, organise team building

13. Help staff achieve work-life balance by providing flexible schedules, child care, exercise facilities.
14. Recognise signs of dissatisfaction: increased absenteeism, complaints, conflicts, poor performance.
15. Learn from the exit interviews. Use the feedback from employees who are leaving the company to make changes and bring

- Laura Soper (2016, January 8), 6 steps to execute a successful employee engagement strategy,
Retrieved from https://www.interact-intranet.com/6-steps-to-execute-a-successful-employee-engagement-strategy/
- Ray Gillenwater (2015, January 21), For True Employee Engagement, Follow These 6 Steps,

- Tim Eisenhauer (2015, April 2), 10 Simple Secrets You Need to Know to Increase Employee Engagement,
- Avery Augustine, 4 Things Your Employees Are Desperately Trying to Tell You,

Retrieved from https://www.themuse.com/advice/4-things-your-employees-are-desperately-trying-to-tell-you
- OfficeTeam A Robert Half Company, Motivating your Team: 25 ways to increase Employee Engagement,
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Below are some positive examples of well-known organisations:
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“Since founded in 1824, Cadbury has maintained its worker village
and R&D factories. The village offers its staff and their families a
comfortable environment to work and live. The company is built
on an altruistic belief system that makes people a priority. The

“The average hours of training per year at Boston Consulting
Group (BCG) for ful-time salaried employees are 100. Hourly
employees receive approximately 40 hours of training per year.
Both training programs are considered rare for companies of this

kind. BCG is ranked number 3 by Fortune as the Best Company
of 2014 to work for, particularly because of their extensive training
programs. It is the training that allows employees of BCG to suc-
ceed. Many newcomers graduate to leadership positions within a
short duration of time because of the training received early on at
the company.”

Cadbury culture combines positivity and balance, among work
and life”.

HumanResourcesMBA Staff (January 2015), The World’s 30 Most Innovative Corporate Human Resources Departments, Retrieved
from: http://www.humanresourcesmba.net/worlds-30-innovative-corporate-human-resources-departments/

ACADEMY

GEORGE I. GEORGIOU & ASSOCIATES
FMQPrOL I. TEQPTIOY & LYNEPTATEL

From 1st January 2016, the GZG Academy will provide lectures, training
sessions, workshops and breakfast meetings on all areas of Cypriot law
including employment, pensions and corporate immigration. If you would
like to receive information on the Academy's activities, please email
GZGAcademy@gzg.com.cy.

T (+357) 22763340
F (+357) 22763343

E admin@gzg.com.cy
W www.gzg.com.cy

1st Floor, 1 Eras Street,
1060 Nicosia, Cyprus

‘Hpacg 1, 1Tog¢ Opogog,
Neukwoia 1060, Kunpog
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H T aBpiéa XpiotodouAou epydgeTal
oto TuApa Tlpoowrnikoy  Tou
Padiopwvikou [dpupatog Kunpou
(PIK). Ta kaBrikovtd Tng agopoulv
Tn dloiknon, TNV EKNaideuon Kai TNV
avdanTu&n Tou NPOoWIKOU.

Eivar aAnBesia ot sival TOoo
ONUAVTIKO TO avOpWNIvVO OUVAUIKO
UIOQ EI'IIXEI,pﬂOﬂQ, Tng MaBpigrag XpiotodoUAou

ApkeTof €ival autoi mou MIGTEUOUV OTI UNAPXOUV MOAU MO CNUAVTIKA NPAyUaTa and To avBpwnIivo SUVALIKO UIAG
ENIXEIPNONG.

Mnopei autol MoU CKEPTOVTAI PE AUTOV TOV TPOMO Va EiXav TOUG AOYoUG Toug, Onwg PEYAAEG oE JIGPKEIQ Kal
KOUPQOTIKEG EQYACILESG MEPEG, Aiyn EekoUpaon Kal MOANEG UNMOXPEWOEIC. ..

To avBpwnivo duvapikd piag enixeipnong Ba €énpene va anoteAel MOAU onpavTikd Napdyovia enTuxiag Kal
QVTAYWVIOTIKOU MAEOVEKTAKATOG YIa TNV ENIXeipnon. MoAAol duwg BAENoUV TN BEcN AUTA [IE OKEMTIKIOUO.

Towg duwe 0 AGyog yia AuTOV TOV CKEMTIKIOUO VA KPUBETAI GAAOU...

>U0upwva pe eNeTn TNG Gallup Management Journal otic HIMNA o1 epyalbpevol piag enixeipnong Xwpicovial oe
TPEIC BACIKESC OUAdEG OGOV APOPA TO NOCO ANMACXOANUEVOI EiVAl OTO XWPO EQPYACIAC TOUG:

* MANnpwg anaoxoAnuévol epyalopevol: 31%, autoi eival ol epyalduevol ol onoiol epydovTal Ye ¢riAo Kal
VIKBoUV OEGUEUPEVOI LE TNV EMIXEPNoN. AuTol €ival oI EpyaldIEVOI Ol OMOI0I CIIPWXVOUV TNV EMIXEIPNCN UNEOCTA
JE TN okANPEr OOUAEIA KAl TIC KAIVOTOUIES TOUG.

* Mn anaoxoAnpévol epyalopevol: 52%, autof ival ol EpyalouEVOI Ol OMoiol XaPARICouV TO XPOVO TOUG OTNV.
ENIXEIDNON. XTO XWPO EPYACIAC TOUG ENEVOUOUY LOVO TO MPOCWIKO TOUCG XPOVO, GAAG OXI TNV EVEQYEIQ Kal TN
ONUIOUPYIKOTNTA TOUG,.

* Evepyd un anacxoAnuévol epyaldopevol: 17%, autoi ival ol Epyalduevol ol onoiol eV eival EUXAPICTNLEVOI
OTO XWPO EPYACIAG TOUG, UNMOCKAMTOUV TNV EMNIXEIDNON UE KABE duvaTO UETO KAl AEITOUPYOUV UNOKIVOULEVOI and
TN QUCAPECKEIG TOUG .

H peAetn omiq HIMNA anodeikvier 0Tl oI IANPEIG ANACXOANUEVOI EQYACOMEVOI EIVAI O MIO NAPAYWYIKO KAl PEOVOUV
p6vo €00da yia TNV enixeipnon, ONUIOUPYOUV KOAEQ OXECEIQ WE TOUG NEAATEC Kal UEVOUV OTNV EMIXEiPNON Yyia
HEYAAQ xpovIKA dlaoThuaTa.

And TNV dMN, ol EvEPYS PN anacXoAnpévol epyalouevol ol onoiol eival pévo 1o 17%, avtiotoixel pe 23,3
EKATOUMUPIa EQYACOREVOUC, N XAUNAR NMAPAywylkOTNTA TOUG OTOIXICEl OTNV AUEPIKAVIKA olkovopia 370 dIg
doAdpIa KABe xpdvo. AuTd eival TEPAOTIO NOGO Kal yia KIia IoxXupr xwpa onwe eivar ol HIMA.

JToixeia yia Tnv Kunplakni ayopd dev undpxouv, aAAG Kai va unnpxayv, Oev 8a diEpepav NoAU and autd Twv HIMA.

And 10 udkpo-napddelyua Twv HIMA ag €pBoupe oTo pPikpo-MAPAdEVUA TwV KUMPIOKWY ENIXEIPACEWY Ornou
noANoi eival auTol mou avapwTioUvTal akOua av gival TOoo cnUAvTIKG TO avBpwnivo dUVapIkO OE PIa ENIXEIpNON.

Edv Ta JIOIKNTIKA OTEAEXN OPICUEVWV EMIXEIDNOEWY €XOUV TNV dnown 6T N OPACTNEIONOINCN GTOV TOPEX TNG
dloiknong avBpwnivou duvapikoU gival axpeiaoTn Kal Aveu onPaciag via Tnv enixeipnon, engidn undpXxouv NoAU
nio onUavTikG NPAyPaTa, N ANOTEAECUATIKA Kal Napaywylkr dloiknon G AUTEG TIQ EMIXEIPNOEIC Ba eival KATI TO
MOAU OUGKOAO.

H ordon Toug, Ba éxel wg anoTéAecua va au&dvovTal Ol PN anacXOoAOULEVO! EpYACOUEVOI Kal Ol EVEQYA LN
anacxoAnuévol epyalopevol kal BERaia 1o TEANIKO anoTEAECUA Yia TNV eNIXEfPNon Ba eival xaunAn napaywyikoTnTa
Kal MPAYMATIKEG ANWAEIEG YIa TOUC LETOXOUG Kal 0TO NApOV aAAG Kal OTO JEANOV.

Mwe 6uwg PNopoUE va avadeiEoupe TNV KABOPIOTIKN onuacia TN dloiknong Tou avBpwnivou SUVAUIKOU UIaG
ENIXEIDNONG YIa TNV EMITUXia Kal TNV NPp6od6 TNG;

Katapxdg npénel eniméAoug OAOI va kKatavoroouy OTI To avBpwnivo SUVAWIKG LIAG ENIXEIPNONG UNOPET va gival To
avTaywvIoTIKO TN MPOTEPNHIA OE CUYKPION LE TOUG AVTAYWVIOTEG TNG OTNV ayopd kal 6T edv eNevOUCOUYV OwOTA
oTO AvBpWNIVo duvapikd Toug Ba BEATIHOOUV TNV NAPAYWYIKOTNTA Kal TO TEAIKO MPOIOV TOUG.

["a va enimixouy pia cwoTr Kal napaywyikn dloiknon Tou avBpwnivou duvapikoU Toug, Of ENIXEIPNCEIC Ba npénel
va UIOBETAOOUV Kal Va EPAPPOCOUY pIa CEIPd  OTPATNYIKEG Kal KOAEC MPAKTIKEG Goov apopd Tn dloiknon.
Epapudlovtag auTég TIG MPAKTIKEG, O EMIXEIPNOEIC Ba ENITUXOUV TNV aUENCN TWV ANACXOANUEVWY EQYACOMEVWY
ol oroiol epyalopevol 6a UAOMOINCOUY OTNV OUGIa TA UNOAOINA OTOIXEIQ TNG EMIXEIPNWATIKAG OTEATNYIKAG TNG
ETAIPEIOG:

Eknaidgupévol kai
Ikavonoinuévol
Epyalopevol

Zuvexopeva Ecoda
Kal Képdn
yia Tnv Enixgipnon

Ikavonoinuévol Kai
Z1a6epoi MeAdTeg

To NpwTo Briua To onoio NEENEl va KAvel N dlofknon o€ Wia enixeipnon eival va BaAouv Ta cwotd BepéNa yia pia
owOTN Kal napaywyikn dioiknon. MNa va enreuxtel autd Ba Npénel va anavincouy o Tpia BAcIKA EpWTAUATA , T
onoia ivat:

1. Molol eival ol Bacikoi pag NEAATEG;

2. lNolol gival ol BAcIKO! HAG avIayWVIOTEG;

3. Mool eiuaoTe npaypaTikG epeic; Mol BpiokouaoTe otnv ayopd;

Eival cnpavtikd yia v enixeipnon va kaBopicel Th B€cn TNG otnv ayopd Kal Ty TautoTnNTd TNG w§ EMIXEIPNON TO
onoio 6a PETAPEPEI Kal GTO NPoownikd TNG. AuTtd BonBd otnv av&non TNg OEOPEUCNG KAl NAPAYWYIKOTNTAG TOU
NEOCWMIKOU.

AuTi Ba eival pévo n apxn.

Mia apxri 6pwe nou Ba Sei€el To OPAUO Yia TN CWOTN Kal ENAYYEAUATIKA dloiknon Tou avBpwnivou duvapikol TNG
enixeipnong. ©a OeiEel To dPOUO TOU PEANOVTOG YIa VA MAPAUEVEI N EMIXEIDNCN GTO ANAITNTIKG KAl AVTAYWVIOTIKO
nepIBAMOV TG ayopdc.
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The 27th EAPM Congress took place in Valencia, Spain on
October 22nd and 23rd 2015. AEDIPE, the Spanish Association
for People Management and Development, hosted a very
successful event.

“l have to say that Valencia was a great place to have EAPM
Congress there and our Delegate Assembly. The environment
is very inspiring.

— The Congress put forward the importance of talent definition
and the ways, how to discover the talent in a person either for
profession or for private activities

—The role of HR professionals in the company is to discover
talents in their company

— HR professionals should know their employees very well and
help them to develop their talents”

Vanda Pecjak, SHRA (Slovenian HR Association)

“My absolute highlight was the speech of Professor Charles
Handy. | already know him from CIPD Congresses in the past,
but was very keen on listening to him after some years. | was in
suspense, if he would be that good as he was in my memory and
| have to say — he was even better!”

Ute Graf, DGFP (Deutsche Gesellschaft fiir Personalfiihrung
E. V., HR Association of Germany)

During the Congress in
Valencia, Mr Izy Behar
handed over his presidency
to Bob Morton who was
elected EAPM’s President
at the Delegates Assembly.
The Delegate’s Assembly
also marked the formal
handover of the EAPM
Secretariat  from  CIPD
to DGFP in Germany. Dr
Sascha Armutat is the new
Secretary General of EAPM
and will be supported in
the secretariat by Barbara
Orlik, Manager International
Affairs of DGFP. Finally, the
elections for the EAPM
Vice-Presidency took place
where Mr Lucas Van Wees
[Dutch  Association  for
Personnel Management &
Organisation Development
(NVP)] was elected to the
post of Vice-President. The
other two nominations for
the post of Vice-Presidency
were Mrs Natasa lacovides
[(Cyprus Human Resource
Management  Association
(CyHRMA)] and Mr Yigit
Oguz Duman  [People
Management
Association  of
(PERYON)).

Mr 1zy Behar as EAPM
President  hosted  the
ceremony and presented
the awards of 2015 European HR Award with this year’s theme
"Trust and Talent". There was a high standard of entries for this
year’s HR awards. After much deliberation and consideration the
judges made their decision on the top three finalists who were
then invited to Valencia to receive their award.

Turkey

Izy Behar handing over his presidency to Bob
Morton at the Congress in Valencia.

—APM Congress

The winner of the European HR Award 2015 is:

Svetlana Valeva from Bulgaria — Network Intelligence: Trust
and Talent Alliances

Svetlana tells the stories of 3 individuals — a top performer to be
retained in difficult times, a woman trying to strike her work-life
balance when planning to have a baby, and a young entrepreneur
daring to develop his emotional intelligence in the company he
had started at 16 — and how these situations may empower all of
us to connect the dots and build a new employment framework
that facilitates trust and benefits both organizations and talents.

The two runner ups were:

Antonia Specchia from Italy — Collaboration for Change: The
Saipen Path Towards Social Collaboration

During 2014 Saipem launched the project “Collaboration for
Change” aiming to merge the efforts dealing with:

- Knowledge Management, by extending and simplifying the
management process of Lessons Learned;

- Internal Communication, with the creation of a virtual place
where people may converge to create a common identity
supporting collaboration and engagement; and

- Innovation, involving the entire company population in the
generation of innovative ideas

“Collaboration for Change” represents an opportunity for
SAIPEM to change the way it does business, by creating new
opportunities, making room for people and their initiatives and
their passion, valuing their commitment and work, speeding up
ways of collaborating, and generating trust and engagement by
bringing the entire SAIPEM world closer together.

SMR Hungary Bt. HR Team from Hungary — Mentoring Talents

“SMR Hungary Bt. is a part of Samvardhana Motherson Group
(SMG) multinational company group which is worldwide in 25
countries with more than 70 000 good-qualified colleagues.

Inside the
company is a huge
focus on “family”
trust between
the  employees,
development  of
teamwork and
recognizing  and
management  of
talents. Mentoring
talents is what
SMR  represents,
it is important for
the corporation to
create a positive
atmosphere inside
the company
walls: where the
employee feels
good, and safe,
can develop and
plan for long-term.”

lzy Behar awarding Svetlana Valeva from Bulgaria her
trophy as 1st Place Winner.

The full essays
can be found on
the website of
the  Association
(www.cyhrma.org).

Svetlana Valeva, Detelina Smilkova and Svetla
Stoeva with the HR award trophy.



g% How to learn to ski

A part of HR's role is telling people how to do things. For example
we tell people how to do performance management: we create
processes; we have forms, we have software; we have training
programs.

And yet, people still don’t do it right! So you try to break it down
in more detail. Maybe they have only been focusing on concrete
goals, so you add in competencies. Maybe the objectives are not
aligned with corporate needs, so you create a cascade process.
Maybe...well there are a lot of things that can be done badly
and each set of errors encourages us to provide more detailed
guidance and controls.

The trouble with providing more and more help is that you end up
with a complex, unwieldy process that still doesn’'t work. When
that becomes too burdensome, you radically simplify the whole
thing until people make mistakes, and you start adding in more
and more structure again.

This unhappy dynamic of simple to complex and back again is
driven by a fact that processes, forms, instructions and even
training is insufficient for someone to master a technique. Think
of learning to ski: you cannot set up a fool-proof process so that
they never fall down. You cannot even really teach them to ski,
all you can do is help them learn.

A change in mindset

Deciding to help people learn, rather than building more controls
into a process, is a shift in mindset for some HR departments —
maybe even more than a shift in mindset, it is a leap of faith.

by David Creelman

One of my favourite insights into how people learn comes from
Tim Gallwey’s book The Inner Game of Tennis. He noticed that
giving people detailed instructions (“keep your weight on your
right knee as you wind up to hit the serve”) was less helpful
that telling people where to pay attention (“pay attention to your
balance as you serve”). So rather than telling people what to do,
we should tell them what to watch for.

A similar idea is to arm people with good questions instead of
whole scripts. Pointing out what to ask can be all the help a
manager needs to get something moving in the right direction.
To develop any skill, people of course need a chance to practice
and after practice they need a chance to reflect on how it went.
The easiest way to get that reflection is to get groups of people
together for a conversation.

The elements required to help people learn are quite straightforward;
all that is needed is a commitment to that approach.

A learning culture

Moving from a world of trying to control what people do, to a
world where people develop the skills to do it right on their own,
works best with a learning culture. Most CEOs will agree that a
learning culture is a good idea, but probably won’t know how to
create it, and may even work against it by punishing people who
try something new and fail.

For those CEOs | recommend Chris Worley et al's book The
Agility Factor. His research illustrates how important a “test and
implement” approach is to sustained corporate performance. In
other words, try something and if it fails take that as a data point
to guide your next test).

Let me leave you with this: pay attention to what is and what
isn’t working. This is not a one-time exercise; it is a constant
discipline. As you pay attention, you will learn where you need
to shift your weight. But pay attention, instead of looking for a
pre-packaged answer that tells you what to do.

This unhappy dynamic of simple
to complex and back again is
driven by a fact that processes,
Sforms, instructions and even
raining is insufficient for someone
to master a technique. Think of

learning to ski: you cannot set up a

Jool-proof process so that they never

Jfall down. You cannot even really

David Creelman is CEO of Creelman Research. His current
focus is on helping companies take advantage of the “Uber-
ization of work” and build evidence-based thinking into the
HR function. You can connect to Mr. Creelman on LinkedIn
or email him at: dcreelman@creelmanresearch.com

teach them to ski, all you can do is

help them learn.




THE REASONS TO BECOME A CyHRMA MEMBER

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

* Updates on current Human Resource Management trends and issues.

* A rich network of Human Resource Management professionals.

* Opportunities to develop professional knowledge through events, training programs, conferences and gatherings.

* Reduced fees 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, surveys and articles).

* 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

* Fellow Members, Full Members, Associate Members and Corporate Members through their representative (s) can 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”.
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AIRTRANS

AIRTRANS GROUP LTD
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

P
Ungpaupeyu
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 Person: Marios Antoniou

n CONSULCO

CONSULCO LTD
Address: P.O. Box 26025,
1666 Nicosia, Cyprus
Tel: +357 22361300
Fax: +357 22361483
Email: chrisoulla.kailos@consulco.com
Website: www.consulco.com
Contact Person: Chrisoulla Kailos

DIAPO

DIAPO LTD

Address: P.O.Box 12764,

2252 Nicosia, Cyprus

Tel: +357 22507900

Fax: +357 22815846
Email: hr@diapo.com.cy

Website: www.diapo.com.cy
Contact Person: Michalis Papadopoulos

R
e _HIVI'M‘NY

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

K
A

C.S

K. A. STAVRINOS CONSULTANTS LTD
Address: P.0.Box 23404, 1683 Nicosia, Cyprus
Tel: +357 22468300
Fax: +357 22468303
Email: kypros@kas-cy.com
Contact Person: Kypros Stavrinos

amaocs

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

Tel: +357 25886000

Fax: +357 25886560
Email: cyphr@amdocs.com
Website: www.amdocs.com

Contact Person: Natale Mastoroudes

H
CAREER

CAREERFINDERS LTD
Address: 6th Floor, Athlos Building, 28 Nikis
Avenue, 1086 Nicosia, Cyprus
Tel: +357 22002285
Fax: N/A
email: jobs@careerfinders.com.cy
Website: www.careerfinders.com.cy
Contact Person: Chris Moore

@ CYPRUS
INTERNATIONAL
INSTITUTE OF
MANAGEMENT
CYPRUS INTERNATIONAL INSTITUTE
OF MANAGEMENT (CIIM)
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: Sophie Kyriacou

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

o

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

Lois I l i
Builders

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

AMICORP (CYPRUS) LTD
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

CENTAURTRU

CENTAUR TRUST SERVICES (CYPRUS) LTD
Address: 2 Apostolou Varnava, Centaur House
2571 Nicosia, Cyprus
Tel: +357 22499994
Fax: +357 22499984
Email: info@centaurtrust.com
Website: www.centaurtrust.com
Contact Person: Demetris Papaprodromou

Deloitte.

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

EY

ERNST & YOUNG CYPRUS LTD
Address: P.O. Box 21656,
1511 Nicosia, Cyprus
Tel: +357 22209999
Fax: +357 22209997
Email: christiana.palla@cy.ey.com
Website: www.ey.com
Contact Person: Christiana Palla

I'\ human

HUMAN ASSET LTD
Address: 41-49 Ayiou Nicolaou,
Nimeli Court, Block C, 2408 Nicosia, Cyprus
Tel: +357 22600191
Fax: +357 22600001
Email: christiana.christofi@humanasset.com
Website: www.humanasset.gr
Contact Person: Christiana Christofi

Meritservus

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

PEXECUTIVE

AP EXECUTIVE CYPRUS
Address: 8, John Kennedy Ave., Office 105,
1087 Nicosia, Cyprus
Tel: +357 22817817
Fax: +357 22817827
Email: hr@apgroupglobal.com
Website: www.ap-executive.com
Contact Person: AP Executive Cyprus
Limited, HR Department

ConiCon

TRAINING & MANAGEMENT
CONSUITING

CONICON
Address: P.O. Box 53300, 3301 Limassol,
Cyprus
Tel: +357 25749370
Fax: +357 25749371
Email: vasiliki@conicon.com
Website: www.conicontraining.com
Contact Person: Vasiliki Christofi

\&delta

DELTASOFT LTD

Address: P.0.Box 16152,

2086 Nicosia, Cyprus

Tel: +357 22375254

Fax: +357 22519369

Skype: deltasoft_ltd

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

European Institute
of Management & Finance

EUROPEAN INSTITUTE OF
MANAGEMENT & FINANCE
Address: 101 Acropolis Avenue, 3rd Floor,
2012 Nicosia, Cyprus
Tel: +357 22274470
Fax: +357 22274475
Email: info@eimf.eu
Website: www.eimf.eu
Contact Person: Marios Siathas

uhanna

Actuaries & Consultants
since 1986

I.E. MUHANNA & CO LTD
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

Mixahn
BaoiAsiou

AE

MV SPOUDES LTD
Address: 112 Nikou & Despoinas Pattichi, 3070
Limassol, Cyprus
Tel: +357 25345800
Fax: +357 25345808
Email: spudes@iekvasiliou.com
Website: www.anergos.eu
Contact Person: Michalis Vasiliou
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OFFICE OF ELECTRONIC
COMMUNICATIONS& POSTAL
REGULATIONS (OCECPR)
Address: P.O. Box 24412,

1704 Nicosia, Cyprus
Tel: +357 22693000
Fax: +357 22693070
Email: info@ocecpr.org.cy
Website: www.ocecpr.org.cy
Contact Person: Neophytos Papadopoulos

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

)
@\
N
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

wWELL SEeviCe

TRICAN WELL SERVICE
(CYPRUS) LTD
Address: P.O.Box 25728,
1311 Nicosia, Cyprus
Tel: +35722265370
Fax: +35722515441
Email: mjohnson@trican.ca
Website: www.trican.ca
Contact Person: Michael Johnson

b 4 ‘-Jl);.‘l'l
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OPEN BOX COMMUNICATION
Address: 46A Agias Fylaxeos Street,
3025 Limassol, Cyprus
Tel: +357 96307715
Fax: N/A
Email: deano@anopenbox.com
Website: www.anopenbox.com
Contact Person: Deano Symeonides

| rrrivqETEL D

Talewmm ntacant | Tarihpenn |

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 person: Stefania Viasceanu

e

SONGA OFFSHORE LTD
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

TBYS reople Centered Payments

TSYS LTD
Address: P.O. Box 12691,
2251 Nicosia, Cyprus
Tel: +357 22882600
Fax: +357 22882982
Email: cyprushr@tsys.com
Website: www.tsys.com
Contact Person: Kenneth Cuschieri, Zoe
Leonidou

' UNIVERSITY OF NICOSIA
MANEMIITHMIO AEYKOEIAY

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 Person: Dina Hassabi

METAKOMIZATE ZE NEO ZnNITI;

AANAZATE EPrAZIA / EPTOAOTH;

WorkForceda

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

EXETE METAKOMIZEI ZE NEA FPA®EIA;

EXEl AAAAZEI H AIEYOYNZH ZAZ

(HAEKTPONIKH KAI MH);

Ae B€Noupe va xdoel kAveva PENOG Pag kanola and TiG EKOOOEIG uag!
Av EXETE UETAKOIOEI N €XeTE AANAEEI EpYODOTN, NAPAKAAOUNE ONWG
anooteileTe otn AeIToupyo Tou 2uvdeopou, Eiprivn ManadonouAou,
T OWOTA GTOIXEIQ EMNIKOIVWVIAG oag oTo info@cyhrma.org.

A
OSM

OSM CREW MANAGEMENT LTD
Address: 28th October Street 319 Kanika
Business Centre, Office 401,

3105 Limassol, Cyprus
Tel: +357 25335501
Fax: N/A
Email: andreas.tziarras@osm.no
Website: www.osm.no
Contact Person: Andreas Tziarras

wcC

PwC CYPRUS
Address: 43 Demostheni Severi Avenue,
1080 Nicosia, Cyprus
Tel: +357 22555000
Fax: +357 22555001
Email: charis.anastassiadou@cy.pwc.com
Website: www.pwc.com/cy
Contact Person: Charis Anastassiadou
(Senior Manager, Human Capital)

()UPERNOVA

CONSULTING

SUPERNOVA CONSULTING LTD
Address: P.O.Box 56747,
3309 Limassol, Cyprus
Tel: +357 25817880
Fax: +357 25817881
Email: kds@supernova-consulting.com
Website: www.supernova-consulting.com
Contact Person: Kyriacos Stylianides

(N2
UNIVERSAL LIFE
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

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

RENAISSANCE INSURANCE BROKERS
LTD

Address: P. O. Box 28391,
2093 Nicosia, Cyprus
Tel: +357 22311662
Fax: +357 22311644

Email: info@rnbrokers.com

Website: www.rnbrokers.com
Contact Person: Christos Gavriel

' TheC 1 of
THE CYPRUS FOUNDATION FOR
MUSCULAR DYSTROPHY RESEARCH
Address: P.O.Box 23462,
1683 Nicosia, Cyprus
Tel: +357 22358600
Fax: +357 22358238
Email: annam@cing.ac.cy
Website: www.cing.ac.cy
Contact Person: Anna Michaelidou

udiah

iy of (e Lncnen

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

el us énow!

C.

MOVED HOUSE?

e

owou'\o-\:e rm;!

HAVE YOU CHANGED JOBS / EMPLOYER?
HAVE YOU MOVED YOUR OFFICES?
CHANGED ADDRESS (ELECTRONIC OR OTHERWISE)?

We don’t want anybody to miss out on our publications!
If you have moved house or changed employer please
e-mail the Officer of the Association, Irene Papadopoulou
at info@cyhrma.org with your correct contact and/or

professional details.
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NEA MEAH TOY ZYNAEXMOY / NEW ASSOCIATION MEMBERS

MAHPH MEAH / FULL MEMBERS

Ovopuarenwvupo / Full Name

Stella Hadjicosti

Christiana Siali

2YNAEAEMENA MEAH / ASSOCIATE MEMBERS
Ovoparenwvupo / Full Name

Elena Kameri Margarita Zindili

Andri Chatzikonstanti Marlena Papanicolaou
Effie Savvides Syrimis Elia Petrou

Eleni Karasavva Fotios Bekris

®OITHTIKA MEAH / STUDENT MEMBERS
Ovoparenwvupo / Full Name

Iro Maria Demetriou Irene Loizidou

Elena Apostolou Mairi Nicolaou

Petros llia Nicoletta Kyriacou
Margarita Salata Konstantinos Xenos
Andreas Polycarpou Anastasia Christofi
Christiana Talioti Evropia Voukelatou
Constantina Christodoulides Andreas Nicolaides
Andri Antoniou Photini Mavrommati
Elina Andreou Christina Neophytidou

OPrANIZMOI - MEAH / CORPORATE MEMBERS
Enwvupia Eraipeiag / Name of Company

OSM CREW MANAGEMENT LTD

CONSULCO LTD

EUROPEAN INSTITUTE OF MANAGEMENT & FINANCE
OPEN BOX COMMUNICATION

MV SPOUDES LTD

AIOIKHTIKO ZYMBOYAIO Ku.Zu.A.A.A. / CyHRMA BOARD OF DIRECTORS

President: George Pantelides / Mpdedpog: MNwpyog MavreAidng

Vice - President: Elena Stavrinou / Avtinp6edpog: ‘EAeva XZtaupivou

Secretary: Panayiotis Thrasyvoulou / Mpaupatéag: MNavayiwtng ©pacuBouiou

Treasurer: Kyriacos Andreou / Tapiag: Kupidkog Avdpéou

Assistant Secretary: Maria Stylianou - Theodorou / Bon66¢ INpapuatéac: Mapia ZtuNiavou - ©eodmpou

Publications and Communication Representative: Maria Georgiou / Yneubuvn Ekdoogwv kail Enikoivwviag: Mapia Mewpyiou

Public Relations and Marketing Representative: Athena Neophytou / YneuBuvn Anpociov Zxéoewv kal M&pkeTivyk: ABnvé Neogutou
Research and International Relations Representative: Natasa lacovides / YneuBuvn Epeuvag kar AleBvwv Zxécewv: Natdoa lakwRidou

Corporate Social Responsibility and Education Representative: Elli Matsouka / YneuBuvn Eraipikiiq Koivwvikig EuBuvng kar Eknaideuong: EMn MatcoUka

ENITIMOI MPOEAPOI / HONONARY PRESIDENTS

Artemis Artemiou / ApTéung ApTepiou

Costas Papakyriacou / Kwotag Manakupiakou



()UPERN OVA

CONSULTING

consulting I technology | outsourcing

OUR INNOVATION. YOUR EDGE.

With SAP® solutions implemented by Supernova Consulting
you can operate more efficiently, sell more effectively
and respond more rapidly to market shifts.

Supernova Consulting is a leading consulting,
technology and outsourcing services firm serving
clients in more than 25 countries.

Combining unparalleled industry experience with
leading technology offering, together with its clients,
Supernova Consulting creates and delivers business
and technology solutions that fit their needs and
drive the results they want. For over a decade, w
Supernova Consulting has built a firm to help its

clients accelerate business performance and realize
their most important goals.

Tel. 77771977, 38A, lapetou Street, Agios Athanasios, 4101 Limassol, Cyprus
info@supernova-consulting.com  www.supernova-consulting.com

®2015 Supernova Consulting Ltd. All rights reserved.
®2015 SAP® Solutions and SAP logos are the trademarks or registered trademarks of SAP SE in Germany and in several other countries.
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partnering people and business

"People and Work"

JOURNAL OF THE CYPRUS HUMAN RESOURCE
MANAGEMENT ASSOCIATION

"AvOpwnog kai Epyacia”
TO MEPIOAIKO TOY KYTIPIAKOY ZYNAEXMOY
AIEYOYNZHZ ANOPQIIINOY AYNAMIKOY

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




