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SUPERNOVA

OUR INNOVATION. YOUR EDGE.

Supernova Consulting helps businesses to run better
and improve people’s lives.

This is our enduring cause, our higher We do this through simplifying
look Our promise to all
purpose. Our customers look to us to  human resource (HR) processes

help them seamlessly, connecting so that they can start: el °:r employee_s
people and technology in real-time. - discovering the right talent and customers:

) Innovating every day for
' - - developing future leaders helping the connection
With SAP® SuccessFactors Solution - engaging all employees with

) of people to each
we are helping our customers to automated, transparent company's purpose.
connect their people to their higher processes, within a digital HR

purpose. experience.

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

SAP° Certified
Partner Center of Expertiss
Tel: +357 25817880 | Fax: +35725817881




o01a0pacic

XPONIA

Mia 6ekaeTia 6inAa oag!
IMoAAoi IkavornoliNuévol NEAATEG, AQUETPNTEC duvepyaaieg!

Mdavrta pe geBaocpd npog Tov MEAATN O6Aa autd Ta Xxpoévia
QPOVTiZOUE yIa TO KATI Napandvw!

To 6vopa pag kadopizel TNV NPOCEYYIoN paAg.

H Ai146paoi¢ napanéunel atnv "aAAnAenidpaon avdueoa ge U0 N
MePIOTOTEPA aTolIXeia eEVOg auvorou” (Aegikd MnaprivicTn).

H apxr) TNg aAANA&eniSpaong kali OTEVAE guvepyaaiag Sianveel TIC OXETEIG

pag pe Tov MNMeAdrtn. Xe 6Aa 1a €pya Nou avaAduBAvoupEe CUVEPYAzOUAoTE

oTevd pe Tov lMeAdTn, WOTE anod KolvoU va avanTUEoUUE TIC KATAAANAEG
AUgeIg kal NapePBATeIC.

H npoonddeia pag eival ndvra va epappdzoupe BEATIOTEG MPAKTIKEG,
NPOJAPHOTUEVEC OUWC OTIC IBIAITEPEC TUVINKEC TNC KADE erixeipnang.

Ynnpeaoieg:
Ol BEdIKoi otn Mnxavoypdpnon kai Opydvwon Tng AsToupyiag Alaxeipiong
AvBpwrivou Auvauikou HEgw Tou OAOKANpwHEévou ouaTnuartog Exelsys HCM.

02 'Epeuveg Agpogaiwang/Ikavonoinang Epyazopévwy. Aladétoupe Bdon edopévwy yia
gUYKpITIKI a§loAéynan (benchmarking) Twv anoTeAeopdTwV Tou SIKOU 0ag opyaviopou.

02 Eknaideuon oe Oéuata AAA
04 E€wtepikA avddeon AAA (HR Outsourcing)

05, E€eupean, eriAoyn kal kadodrynan Nnpoagwrikou

Exelsys HCM — Complete Management of:

- Employee Information

« Applicant Tracking and Recruitment

- Performance and Appraisals

« Training and Development

« Positions and Org Structures

- Employee and Manager Self-Service

- Events Administration e)(e S S
- Employee Expenses

- Business Intelligence . .

. Alerts and Notifications Consulting Services Partner
- Time Attendance & Shift Planning

- Document Management

- Projects & Timesheets

« Health and Safety

« Surveys

What is your overall level of
satisfaction with Diadrasis?

m Satisfied

= Very Satisfied
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*+altusSF

More time,
for things that really matter.

AltusSF® SAP SuccessFactors® HR Solution
Creates meaningful workforce experience that fuels phaenomenal results.
Deliver more, without doing more, so you can rapidly turn your company’s purpose into performance.

Deltasoft Ltd. E info@deltasoft.eu D I f w
28 Nikis Avenue, 5th Floor T 435722375254 ‘
1087 Lefkosia - Cyprus W www.deltasoft.eu ' e Eﬂnsggmz
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Ta dpBpa annxouv Pévo TIG
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O€ OeOPEVOUV TO ZUVOECHO HE
onolovaNnoTe TPOMO.
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Why we invite you to write an article for our magazine People & Work?

ANOPOQNOXL
EPrAzIA

o

* Publication of your article brings additional professional recognition and prestige to you

* You are helping our profession by providing additional knowledge and expertise
transferandadding to the cumulative knowledge of Human Resource Managementin Cyprus

* Finally, you contribute to the overall excellence of CyHRMA publication People & Work

Before embarking in writing your article please refer to our Publications Policy which you
can find in our website www.cyhrma.org

Survey results: “COVID-19: The new era in HR”

Emoaio Mdptu 2020 /
Annual Party 2020
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https://twitter.com/cyhrma
Epeuva Ikavorioinong MeAdy 2019 8987 oy, http://www.youtube.com/cyhrma
http://www.linkedin.com/company/3241893
https://www.facebook.com/pages/Cyprus-Human-Resource-Management-Association/281404311973509
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Technology Hiring Solutions

Remotely hire tech talent
anywhere, faster
SHL's technology hiring solutions boost tech recruitment by

automating the assessment process with Al and delighting
candidates and hiring managers every step of the way.

Attract candidates with a remote, immersive coding experience and
significantly increase speed to hire.

Our results speak for themselves: °
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Reach quality : Save hiring . Increase
candidates - managers time - speed to hire coe e
SHL identified . A giant . We made the time to
45% . 10.000 : hire quality talent
N [} N
more suitable : : 60%
candidates than other hours were saved
assessments. of tech team time. faster.

Lock-in tech talent without compromising
quality

Cast your tech talent net wider by attracting more quality
candidates and use powerful Al to halve the time to hire.

Coding Simulations: Find up to 45% more qualified developers
using Al

Technical Skills: Evaluate over 250 technical concepts

Live Coding Interviews: Hire the best developers in half the
time

Leading the way in talent innovation.

SHL brings powerful and transparent Al technology, data science, and
objectivity to help companies attract, develop, and grow the workforce

they need to succeed in the digital era.

Greece &

We empower talent strategies to unlock the full potential of your greatest Cyprus

asset—people.




Ano tn Zuvtaén / Editor's note

Dear Readers,

This issue finds all of us living a new reality. Within the past few months we have reconsidered things which
in the past were taken for granted. The global pandemic has developed into a financial and societal crisis
which has impacted each one of us, every family, every business and every country. It has highlighted
our weaknesses and our vulnerabilities, and the magnitude and timing of its impact are still unknown.
On a positive note, within this crisis we have witnessed people, groups, organizations and nations < W
demonstrating extraordinary strength and resilience. Our personal bet is for each one of us to reflect what
they have learned and gained from this challenge.

As HR professionals during this period we have operated in extreme situations, we have supported our
people in different ways than before, we have managed changes which we could not imagine being
our present reality for decades and have confidently sat on the table of significant and tough decisions.
We strongly believe and hope that our profession will come out stronger and will continue to contribute
significantly in the revival of every business, of the economy and the society in general.

Just before this crisis, an important milestone for our Association was the In Business Award for
Professional Associations for 2019. This award is a great honor, signifying the importance and contribution of the human factor in businesses
and fuels strength and energy for even greater things.

This issue could not but focus on the topics relating to the crisis we are experiencing. We outline the activities initiated and held by our
Association during this period including webinars and online trainings on the impact and ways of dealing with the crisis, our online Annual
General Meeting and the results of our Members Satisfaction Survey, as well as the results of a survey conducted by the Association on the
“COVID-19 — The new era in HR” including remote working, which were presented and commented by Professor Eleni Stavrou Costea during
a webinar.

We would like to take this opportunity to wish you some rest and quite during the summer holidays, so we can all recharge and come back
stronger to manage a creative, interesting and tough period for all of us. Our Association will remain next to the HR professionals like we did
during the past few months. The Fall will find us with renewed spirits and a lot of energy for even more targeted activities.

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

Ayanntoi AvayvwoTeg,

To TeEUX0G auTo pag Bpiokel GAOUG o€ pia dIAPOPETIKN NpayuaTikdtnta. Méoa o€ Aiyoug UNVEG €XOUUE avaBewpnoel NpdyuaTta nou Bewpou-
oape dedopeva. H naykdouia navonpia €xel eEENIXOei O pia KOIVWVIKNA Kal OIKOVOWIKA Kpion n onoia €xel enNpedcel Tov KABe €va and uag,
TNV KAOE OIKOYEVEIQ, ENIXEIPNon Kal xwpa. Exel peyebuvel TIg aduvapieg kal Ta TPwTd PAg onuEia Kai To HEYEOOG Kal SIAPKEIQ TWV ENNTWOEWV
NG napapévouv dyvwota. Me BeTikd pakod, péoa and auti TNV Kpion €xouue NapdANAa d€l avBpwnoug, cUVOAQ, ENIXEIPNOEIG KAl XWPES va
enMdeIkvUOUV anioTeuTn dUVANN Kal avOEKTIKOTNTA. To NPoowniké PAg oToixnua €ival o KaBEvag and Yag va avaloyIoTel T EXEI JAOEI Kal TI EXEI
KEPDBIOEI and auth TNV NPOKANoN.

Qg enayyeAuaTieq avBpwnivou duVapIkoU EXOUNE AuTn TNV NEPIODO AEITOUPYNOEI GE ANICTEUTEG CUVONKEG, EXOUKE UNOOTNPIEEI TO NPOCWIKO
Hag PEe NoAU S1apOoPETIKOUG TPOMOUG KAl £XOUUE OIaXEIPIOTEI AANAYEG OGTOV TPOMO EPYACIAG NOU OUTE O OEKAETIEG OEV PAVTALOPACTE Va EpOouUV
Kal EUACTE 0TO TPAMNE] ONUAVTIKWV Kal OUCKOAWV anopdoewv. Mioteloupe kal EAniCoupe Nwg To endyyeAua pag 6a Byel mio duvard kal Ba
OUVEXIOEI VO CUVEICPEPEI OUCIAOTIKA OTNV avAKauyn TNG KABE eNIXEipnong, TNG OIKOVOIAG Kal TNG KOIVWVIag YEVIKOTEPQ.

Mpiv and Tnv kpion €ixape €va onpavtikd YEYovog yia To XUVOECHO pag, Tnv BpdBeuon pag and T1a In Business Awards for Professional
Association yia 1o 2019. To BpaBeio autd pag Tiud 191aiTEPa Kal anodeIKVUEl TN oNPacia Kal Tnv Ipoo@opd Tou avBpwnivou napdyovTa oTig
EMIXEIPNOEIG KAl Jag divel SUvaun Kal EVEPYEIQ yia aKOuN NEPICCOTEPQ.

Avand@QEeUKTa TO TEUXOG QUTO EMIKEVTPWVETAI GE B€aTa Nou a@opoulv Tnv Kpion nou Biwvoupe. Kataypd@oupue TIG dpacTnpIOTNTEG NOU EXOUUE
OUMUETEXEN N OlIEEAYEI WG ZUVOECUOG PESA OE auTn TNV NEPI0OO ONwg OIadIKTUAKA CEUIVAPIA Kal NAPOUCIACEIG Yia O€uaTta nou apopouv To
TPOMNO dlaxeipiong TNG NavONUiag Kal Twv ENINTWOEWV TNG, TNV dIadIkTuakA ETAcia MevikA ZuvéAeuon TOU ZUVOEGHOU, KABWG Kal TA ANOTEAE-
opaTa TNG €PEUVAG IKAVOMOINONG TWV JEAWVY PAG, ONWG ENICNG T ANOTEAECHATA EPEUVAG MOU €XOUNE DIEEAYEI WG ZUVOECOG OGOV APopd TIG
EMINTWOEIG KAl avTIdPAoeIg o oxéon e Tov “COVID-19 — The new era in HR”, nou nepIAduBave kai Tnv €§ anooTACGEWG EpyAcia, Ta OMNoia €Xouv
napouclacTei Kal oxoAiaoTei o€ diadikTuakn cuvdvinon and Tnv Kabnyntpia EAévn Ztavpou KwoTéa.

©a B€Nape Pe TNV EUKalpia autn va euxnBoupe Aiyn EEkoUpaon Kal NPepia KaTd TIG KAAOKAIPIVEG GaG OIAKOMEG, YIA VA UNOPECOUE VA YEUIOOU-
JE pnaTapieg yia pia dnuioupyikn, evola@épouaca Kal Idiaitepa dUokoAn nepiodo. O ZUvdeouog pag Ba BpiokeTe diNAaQ 0TOUG ENAyYEAUATIEG TOU
avBpwnivou duvauikou 6nwg Kal Toug TEAEUTAIOUG auToug pnveg. To @Bivonwpo Ba pag Bpel pe avavewpévn dIABeon kal MOAN EVEPYEIQ YIa
AKOUN NEPICCOTEPEG OTOXEUPEVEG OPACTNPIOTNTEG.

Mapia Mewpyiou
MéNog AloiknTikoU ZupBouliou Tou Ku.Zu.A.A.A., YneuBuvn Ekdocewv Kal Enikoivwviag
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CyHRMA Recent Activities

8n cuvavtnon Tou AIKTUou EnayyeApatiov Epyaciakwv ZXECEwvV
Kal Aieubuvong AvBpwnivou AuvapikoU (SLRNetwork) / AieBvig

Huépa AvOpwnivou Auvauikou

8th meeting SLR Network / International HR Day

Avtanokpion anoé tnv Mapia 1. ©e0dwpou / Correspondence by Maria St. Theodorou

To &pbpo napoucidleTal drnwg autd koivornoinBnke and Tnv OEB, otpa-
TNYIKO CUVEPYATN TOU 2ZUVOECHIOU JAG, WS AIGXEIDIOTAG TOU CUYXPNUa-
Tod0TOUPEVOU €pyou «YYIEIQ Epyaciakég 2XETelg, ZUyxpoveg Enixeipr-
o€EIg» 0Ta NAaiola Tou onoiou Aeiroupyei To AikTuo EnayyeAuaTidv oTtov
Topéa Epyaciakwv Zxécewv kal AleiBuvonc AvBpwnivou Auvauikou.

AiadIKTUaKA npaypaTonoindnke n 8n cuvavinon Tou AikTUou Enayyen-
paTiwv Epyaciakwv Zxécewv kal AiebBuvong AvBpwnivou AuvapikoU
(SLRNetwork), To onoio cuctdBnke 6To NAQICIO TOU CUYXPNUATOO0TOU-
pevou €pyou and Ty Kunpiakr Angokparia kai To Eupwnaikd Koiva-
VIk6 Tapeio Tng Eupwnaiking Evwong e TiTAo «Yyieiq Epyaoiakég Xxé-
O€IG, ZUYXPOVEG Enixeipnoeig».

210 KaAWodPIoPA Tou 0 KUplog MiIxAANg Avtwviou, M'evikdg AlEuBuvTAG
Tng Opoonovdiag EpyodoTwy kai Biopunxdvwy (OEB) aneuBuve euxa-
plotieg npog 1o Ynoupyeio Epyaciag, Mpdvoiag kar Kovwvikodv Acpa-
Nioewv yia Tnv ouvexr oTAPIEN Tou KATA TNV UAOMOINGN TOU CUYXPNUG-
Tod0TOUUEVOU €Pyou, Napd TIC QUCKONIEC NMOU avTIETWNICovVTal and TIG
ouvéneleg Tou Covid-19.

O kUplog AvTwviou euxapiotnoe eniong Tov Kunpiakd ZUvOecpo AleUbuv-
ong AvBpwnivou Auvapikou e Tov ornoio N OEB cuvdiopydvwoe TNy exdr-
Awon, TpdVTag €rol T Aiebvr Huépa AvBpwnivou Auvapikou, Toug enay-
YENUATIEG TOU TOpEQ Nou €pyAovTal akoUPAOTa Yia VA OTNPIEOUY TOUG
€pYaloUEVOUC Kal TIG EMNIXEIPACEIG VO MNPOCAPUOCTOUV oTa VEXQ SEOOUEV
KaIl MPOKANCEIG MOU €XEl ENIPEPEI N KpIoN TNG navonuiac.

ONOKANPWVOVTAC TOV XAIPETIOUO Tou, O KUPIOG AvTwviou, NapdTPUVE
TOUG CUMETEXOVTEG VA OUVEXICOUV VA KAIVOTOPOUV [E VEEQ IOEEG,
avadlopyavadvovTag TV EMNIXEPNUATIKA dpdon o éva VEo NePIBGA-
Aov. Auti, 6nwg avépepe, «efval N eukalpia cag va anodeiEeTe Nwg
ol enayyeAuaTieg Tou Topéa AvBpwnivou AuvapikoU gival n KaAUTEPN
€névouon WIaG ENIXEIDNONG GE OMOIOdNMOTE TOPED TNG OIKOVOLIAS Kal
av dpacTNEIONOIETAl».

Tnv cuvAvTnon XaIPETICE EMioNG, 0 KUpIog INavayidtng ©pacuBouiou,
Mpbdedpog Tou KunpiakoU Zuvdéouou Alelbuvong AvBpwnivou Auva-
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Dr. David S. Cohen
Contrarian Consultant, Speaker, Author
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pikou. O KUplog ©pacuBoulou PETAEU AAwY, OXONaoE TN BETIKN €l
kOVa nou Kataypd@nke Péca and TG anaviioEIQ TWV CUPUETEXOVTWV
kaTd Tov XalpeTIopd Tou. 1diaiTepa BeTIKG anoTeAéopaTa Kataypdpn-
Kav OTIC anavtAcEIg TNG £pWTNoNG «[doo ciyoupol aicBAaveaTe yia Tov
opyaviopd cag, kabwe diEpxeTal TNG navonuiag» dnou o Pécog 6pocg
Twv anavioewv ntav 4.3 pe 1o 5 va unodnAwvel To andAUTa ofyoupog.

YKUTGAN d6BNke oToug Ap. D. Cohen kai kUpio G. Cohen oi onoiol avé-
Aucav Tov TPONo e Tov onoio N euneipia Twv epyalopévay (Employee
Experience) ennpeddel TNV euegia Toug Kal KAt eNEKTacn To Ta&idl Twv
enixelpnoewy péoa and v véa Téd&n npayudtwy éveka Tou Covid-19.
Me avapopég oe epyaleia kal o NPOCPATEG EPEUVEG, TOVICAV TNV ON-
paoia Twv anopdcewv nou AapBAVOUV Ol NYETIKEG OUADEG EVTOG TV
ENIXEIPACEWY TWPA, KABWG auTéQ Ba Kpivouv TNV BIWOIIOTNTE TOUG KAl
TNV avAykn PECa O€ QUTEG TIC anopAcEIg va doBEl EUpacn oTov OXedl-
Aopo TWV EPNEINIRV NMou Rikvouv of epyalbuevol. Avapopd €yive Kal
OTA MAEOVEKTAPATA Nou dUvaTal va EMIPEPRE! Ia aAayA, EUNAEKOVTAC
evepyA Toug epyalouévouc otnv dIaudP@Won TNS, JE NAPAAANAO BETI-
kO avTikTuno TOCO YIa TOUC EpyaddEVOUC OCO Kal YIa TIG EMIXEIPNCEIC.

MepiocdTEPEG MANPOPOPIES Yia TNV 8n Xuvdvinon Tou SLRNetwork,
oTnv ornoia cudpeTexav Népav Twv 200 atopwy dIadIKTUaKd, €xouv
avapTtNBEel oTNV I6TOCEANIDA TOU OUYXPNUATODOTOUWEVOU €pyou: http://
slr.com.cy/events/

ﬁ. Sound Labour Relations 8th M E ETI N G #OER
(. CONTEMPORARY ENTERPRISES S LR N t k #CyHRMA
www.slr.com.cy etwor #InternationalHRDay
International HR Day #HRtogether
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TiynTikA BpdpBeucn Tou «In Business Award 2019» oTov

Ku.Zu.A.A.A.

Honorary award of "In Business Award 2019" to CyHRMA

Avtanékpion and tnv Aptepig PiaAd / Correspondence by Artemis Riala

21g 29 lavouapiou 2020, o€ pia KaTAPeCTN aibouca Tou =eVodOoXei-
ou Hilton Park Aeukwaoia, otnv napoucia TNG ENIXEIPNPATIKAG ENT TNG
Kunpou, éyive n BpdReuon Tou KunpiakoU Xuvdéouou Alelbuvong
AvBpwnivou AuvauikoU (KUZYAAA), otnv katnyopia EnayyeAuaTtikdg
ZUvdeopog, KIa TIMNTIKA BEABEUCN Mou YIa NPWTN Gopd oTnV IoTopia
Tou Beopou Twv IN BUSINESS AWARDS £A\aBe xwpav.

To BpaBeio napghaBe o Mpdedpog Tou ZuvdEopou, Kog Mavayiwtng
©pacufoulou 0 onoiog avepepe NwG N BpdReucn anoTeAel IdIaiTEPN
TIMA yia TOV ZUVOEOHO JaC, KABWS KAl avayvwpeion TOU €PYOU NMou ENITe-
Aei Ta TeEAeuTaia 29 xpdvia. AKoAoUBwWGS, EUXaPIioTNOE TO AIOIKNTIKO XU-
BoUAIO TOU ZUVOEGHIOU YIO TNV CNUAVTIKA CUVEIG(OPA TOU OTO a&IOAOYO
€0Yy0 Tou Zuvdéopou, Ta MéNn Tou Zuvdéopou, KaBwg eniong Kai Ta
nponyoupeva AloIknTIKA ZupBouNia, Tovidovtag nwg To BpaBeio avhkel
oe 6An TV KovéTnTa HR.

To BpaBeio autd pag divel Tn dUvaN VO CUVEXICOULE TIG EVEPYEIEG KAl
TIC NPWTOROUNES NPOG OPEAOG TV MEAWV aG, UE OTOXO TO EUPUTEPOD
KOAO TNC KUMPIOKAG OIKOVOWIOG Kal KOIVwviag.
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IN BUSINESS

AWARDS

On January 29th, 2020, in a full hall of the Hilton Park Hotel Nicosia, in
the presence of the business elite from all parts of Cyprus, the Cyprus
Human Resource Management Association (CyHRMA), was awarded
the IN BUSINESS award for Professional Association for the first time in
the history of the institution of IN BUSINESS AWARDS.

The award was received by the President of the Association, Mr.
Panagiotis Thrasyvoulou, who stated that the award is a special honor
for our Association, as well as recognition of the work which is been
done for the last 29 years. He then thanked the Board of Directors of
the Association for their significant contribution to the remarkable work
of the Association, to the Members of the Association, as well as the
previous Boards of Directors, emphasizing that the award belongs to
the entire HR community.

This award enables us to continue our actions and initiatives for the
benefit of our Members, aiming at the wider good of the Cypriot
economy and society.
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CyHRMA Recent Activities

A Commentary on the Future of Work

Correspondence by Panayiotis Thrasyvoulou

On 29th of April 2019, the Cyprus Human Resource
Management Association in collaboration with the Department
of MSc Human Resource Management of the University of
Cyprus, organised a webcast with the topic “The future of work
and the future of HR: Remaining relevant as Humans”.

The keynote speaker was the President of the CyHRMA, Mr.
Panayiotis Thrasyvoulou and the webcast was held virtually
with more than 100 participants.

We outline below Mr. Thrasyvoulou’s commentary on the
Future of Work.

What are the people implications from all those things we are
living through? How do we design organizations and prepare
our workforces for what’s next and beyond?

| am going to start by referring to some megatrends of the future
which are driven by the forces of globalization, demographics
and technology.

The first trend relates to the fact that the average life span
is increasing, people live longer and through the medical
technologies we are ageing gracefully. While this is a good
thing for humanity, it also puts a lot of pressure on social welfare
systems and makes prolonged retirement a necessity. This in
turn, creates a very diverse workplace where up to 5 generations
can co-exist, with 4 generations being already the norm.

Arelated trend is that the definition of employee is changing; we
now have full time workers, contingent workers with alternative
forms of employment such as freelance (which, by the way, will
constitute 50% of the global workforce from next year onwards),
we have remote workers whose talent can be tapped from
everywhere in the world and we have robots.

So, imagine the leadership challenges, the situation millennials
are faced with having to lead teams of people and bots with
such diverse backgrounds and demographics. At this point
| should mention that, within the next 5 years, millennials will
occupy 75% of managerial jobs. We already see that the
majority of team leaders are called to lead teams composed
of people who are older than them, much younger than them,
some are not physically present, some others work for multiple
employers and many tasks are automated and executed by
algorithms. The combination of inter-personal skills, emotional
skills as well as the digital skills needed in order to coordinate
work and produce results are immense and can make them or
break them. Note that millennials and GenZs today grow up to
be much less empathetic and less emotionally skilled than their
counterparts a couple of decades ago. This creates an added
need for up-skilling them even more, and not just making them

digitally savvy.

Some other key trends have to do with technology, which
has evaded our personal lives and this trend is here to stay.
We no longer refer to work-life balance but instead to work-life
integration, which means finding ways to live our personal lives
and at the same time face the fact that technology and work are
following us at home.

We also need to be able to manage the fact that younger
generations have specific needs, in this case GenZ, which
needs consumer-grade experiences at work, technology
interfaces they can find on Amazons and Alibabas. They need
to feel that the experience of receiving feedback, of being on-
boarded in the organization or the simple task of tracing their
annual leave balance is online and of consumer-grade.

Other key trends include the physical infrastructural changes
to cater for the new demographics and realities; people
want flexibility and tools to work remotely, and this has been
exacerbated by the current covid-19 situation. Moreover, de-
urbanization trends in the developed world constitutes the use
of expensive city-centre offices a bit less necessary.

The acquisition of digital skills by tomorrow’s leaders will be
imperative to get the work done efficiently. Coupled with the key
trend of organizing around teams, highly diverse teams as we
have seen, makes digital skill acquisition by leaders even more
important.

Finally, beyond technology, demographic changes and new
habits, we have to also account for the fact that people of all
generations want meaningful work, they want to contribute
to something bigger than them and they are more attuned to
employers who are both Purpose-driven and socially sensitive.
Highly talented people refuse to apply to an employer who
does not seem to operate for any reason other than money
and who does not respect the surrounding communities and
the environment. They even avoid applying to companies who
are not pet-friendly! Having a purpose and providing meaningful
work will be a huge challenge, especially for traditional industries
who find it hard to convince people that they are here to change
the world for the better, for example banking, retail, HORECA
and consumer goods. Even retailers have to compete for
attracting data analysts, user experience designers and app
developers away from high tech industries these days.

So, what can we do about it? How can we respond to these key
trends of the future?

Well, first, we have toinvest time and resources to designing high-
performing organizations. We have to design the organizational
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structure in a way that brings about both efficiency and
effectiveness, efficiency for back-end automation and front-
end shift to digital channels and effectiveness for bringing
about collaboration, innovation, customer-orientation, complex
problem-solving and superior leadership of cross-functional
and fluid teams. We have to automate but also innovate, reduce
human interaction where it matters but also enhance it where it
makes a difference. While applying “one less click” strategies
for optimising customer experience the Amazon way, we
have to also remember that Amazon employs 750k people,
among others on designing e-commerce solutions, cloud
computing, digital streaming, Al and so on. In a few words,
intelligent automation and streamlined process management
should be coupled with effective functioning of teams in order
to constantly innovate, create new products and services,
take evidence-based decisions and managing customer
experience face-to-face where it makes sense. All these mean
that a tremendous shift in headcount will occur, with rightsizing
being the name of the game. Simplified, mechanistic jobs will
become automated and human capital will have to be shifted to
other parts of the organization where creativity, problem-solving
and highly complex interactions are needed. Whether this will
disrupt the labour markets partly depends on the up/skilling,
cross-training activities that will take place within organizations,
whether current workforces will be sufficiently prepared and
equipped for the transformation of work.

Along with these trends, acquiring the necessary digital
skills and being able to utilise advance analytics and process
automations will also become part of work transformation.

Agile HR processes and systems will have to be designed,
in order to instil the necessary flexibility and adaptability
whenever circumstances change and customer needs evolve,
a phenomenon which will become more frequent.

Along this transformation process we must identify and
leverage enabling technologies which will bring about the
desired results. It should be added that technology alone is not
enough, and disruptive innovations are not only technological
innovations. Disruption comes from new ways of thinking about
processes, organization and job design, new business models.
Technology can be an enabler and not an end.

So, designing the future-proof organization will require novel
thinking and enabling technology to enact it. We have seen
recently organizations that rolled-out quite a few of those
technologies to help organizations enact their vision for the
future. Take for example crowdsourcing; crowdsourcing had
been a predominately marketing tool to promote products or
secure funding, but we see that nowadays it also constitutes
an effective way of deploying novel and fun recruitment
campaigns, especially appealing to new generations. People
log-on to the crowdsourcing platform and get the opportunity to
deploy certain skillsets, within the framework of a competition or
challenge. Recruiters then interact with candidates and evaluate
their work and select people who exhibited the skills and even
the values sought and invite people for further assessment.

Another example is leveraging technology in order to facilitate
peer recognition and rewards programs; newer generations are
more accustomed to near real-time feedback and rewards, and
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they can get it from both their managers and peers via these
platforms.

Bigger organizations can utilise platforms for designing
and constantly adjusting their job grading systems and pay
structures, and at the same time deploy the right people at
the right time and at the right cost, via the strategic workforce

planning & manpower optimisation platforms.

Of course, predictive people
analytics provide the means for
evidence-based, data-driven
decision-making which can come
before uncomfortable situations
emerge. HR departments can
utilise such readily available tools
to assess turnover intentions,
sentiment regarding near real-time
employee engagement levels and
psychological and physical well-
being. Advance culture fitness
diagnostics can also add to the
effectiveness of this process.

To recap, | would say that the
future of work is driven by the three
forces of globalization, technology
and demographics and brings
about challenges for both the
HR Function and the employees
themselves.

New, agile organizational formats
and designs willbecome imperative
and upskiling in the areas of
essential human skills such as
empathy, creative problem-solving,
leadership of highly diverse teams
and complex cross-functional
collaboration will be coupled with
the need for digital up-skiling to
facilitate those designs.

Technology enablers will drive HR
to improve employer branding,
make  decision-making  more
informed and more convincing
with the use of analytics, enhance
the overall employee experience
by making it consumer-grade via
superior HR information systems,
optimise sizing and deployment of
staff through digitalised workforce
planning, transform learning and
leadership development directed
to the effective leading of highly
diverse, cross-functional and fluid
teams, optimise and increase the
frequency of feedback and rewards
and at the same time reduce costs.

Panayiotis Thrasyvoulou is the
Head of People Advisory Ser-
vices (PAS) at EY Cyprus. He
joined EY after having worked
for 11 years as Human Resourc-
es Manager in diverse groups
of companies, operating in the
fields of automotive, construc-
tion, property development,
hospitality, FMCG, IT and 3PL,
among others. He then founded
his own consulting firm, Onwork
Strategy & HR Advisory, which
he successfully ran for 3 years,

before taking on his current po-
sition. He is a certified Quality
Manager, a certified Trainer and
assessor of renowned psycho-
metric tests.

Panayiotis’ work concentrates
on work and organizational
design, performance man-
agement, HR transformation,
leadership development and
culture management.

He holds a BSc in Business
Management from Essex Uni-
versity, an MSc (Distinction) in
International Employment Rela-
tions & Human Resources Man-
agement from LSE, and a PhD
(cand.) in Management from
the University of Cyprus. At LSE
he received the “Foundation of
Automation and Human Devel-
opment School Prize for the
Best Overall Performance'. His
academic research revolves
around the issues of work and
organisational (re)design.
Panayiotis currently serves as
the President of the Cyprus Hu-
man Resources Management
Association (CyHRMA).
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Webcast: “COVID-19: The new era in HR”

Avtanokpion ané tnv Apteuig PiaAd / Correspondence by Artemis Riala

Tnv Tpitn 30 louviou 2020 npayuatonointnke dadIKTuakd CEPIVAPIO
(webcast) oe cuvepyacia pe 1o Department of Public and Business
Administration Tou Maveniotnuiou Kdnpou pe eionyntpia v Kabn-
yATola EAévn Z1aupou Kwotéa, pe Béua “AnoteAéouarta Epeuvag -
COVID-19: H véa enoxn oto HR”.

210 GEUIVAPIO NAPOUCIACTNKAY TA ANOTEAECHIATA TNG EPEUVAG MOU ETPE-
&e 0 XUvdeopog o€ cuvepyaoia e v Ap. Hilla Peretz. H épeuva ago-
pouce v «Néa Enoxri» nou Bioape Toug TEAEUTAIOUG TPEIG UAVEG AOYW
NG NavoNnpiag kai nou e§akoAouBoUpE va BIVOULE, TIC MPOKANGCEIQ NOU
npénel va Eenepdoouv ol EnayyeAuaTieg AvBpwnivou Auvapikou Kal nwg
BAEMoupE TO UEANOV MOU ICWG va NPENEI VA ENAVACXEDIAOTE!.

H ka Mapia Mewpyiou annuBuve xaipeTiopd ek pépoug Tou Kunpiakou
Juvdéopou AlglBuvong AvBpwnivou Auvapikou kal Napgdwoe TV
OKUTAAN OTNV Ka ZT1aUpou KwoTéa N onoia nopousciace Ta anoTeAE-
opaTa EEKIVAVTAG HE TIC ENIBPACEIC TG NAVONIOS YEVIKOTEPA OTNV KOI-
vwVia Kal akoAoUBwG Mo CUYKEKPIUEVA oToV Touéa Tou AvBpwrivou
AuvapikoU Kai oTIC ENIXEIPACEIS oTNV KUNpo.

‘Eneira, napoucidotnkav Ta dnpoypa@ikd OToIXEIa TNG €PEuUvag nou
ATav anoTteAéopata and TIG anavTNGCEIQ TWV 77 CUUETEXOVTWV.

O1 OUUIPETEXOVTEG KAAEOTNKAV VA AMAVTAOOUV OE EQWTNOEIC OXETIKEG [IE
TIC MPOKANGEIG MOU NaPOUCIACTNKAV 6Toug SIKoUG TOUG Opyaviououg, Ta
METPO NEOANWNG NOU akoAOUBNOCAV O QVTIOTOIXEG EMIXEIPACEIS, KABWS
€niong Kal yia TNV euneipia Toug and Ty TNAepyacia (remote work).

TN OUVEXEID, N Ka ZTaupou KwoTéa avépepe Ta kUpIa B€UaTa nou
neénel va anacxoAicouv Toug EnayyeAuatieg AvBpwnivou Auvapikou
KaTd Tn SIGPKEIQ TNG NAVONUIAG, OANG KAl JETENEITA KAl TIC EUKAIPIEG
nou dnuioUpynoe o Covid-19. Eniong, avapépBnke otnv avaywpion
TOU avBPWMIVOU GTOIXEIOU OTNV ETAIPIKA BlwoludTnTa.

Kheivovtag, avépepe nwg «H naykdopia TdEN YeTd TNV navonuia Xper-
GleTal pIa OIKEIQ AEITOUPYIT yIa Va CUVOEDE] TNV KOIVWVIKA BIWCILOTNTA.
AuTh n Asimroupyia 6a npénel va eival 1o AvBpwnivo Auvapiké. »

AkoNoUBNGE pia enoikodounTIKA cUZNTNON WE TIG KUPIEG Mewpyiou kal
21aupou KwoTéa 6nou anaviibnkay EpWTACEIG TWV CUUETEXOVTWV.

Mnopeite va JeiTe NEPIOGOTEPES MANPOPOPIES YIa TA ANOTEAECUATA TNG
€peuvac oTo GpBPO Nou aKOAOUBET oTIC GEAIDEG 22-25 auToU TOU TEUXOUG,.

COVID-192 The New Era in HR?

On Tuesday, June 30th, 2020, an online seminar (webcast) was
held in collaboration with the Department of Public and Business
Administration of the University of Cyprus with Professor Eleni Stavrou
Costea, on "Survey Results - COVID-19: The new erain HR".

The seminar presented the results of the research conducted by the
Association in collaboration with Dr. Hilla Peretz. The research was
about the "New Era" that we have experienced in the last three months
due to the pandemic which we are still experiencing, the challenges
that HR Professionals have to overcome and how we see the future,
which may need to be redesigned.

Ms. Maria Georgiou addressed a greeting on behalf of the Cyprus
Human Resource Management Association and welcomed Mrs.
Stavrou Costea, who presented the results starting with the effects of
the pandemic in society in general and subsequently in Cyprus and in
the Human Resources Sector.

Then, the demographic data of the survey were presented, which were
the results of the answers of the 77 participants.

Participants were asked to answer questions about the challenges
presented to their organizations, the prevention measures followed by
the respective companies, as well as their experience in remote work.

Then, Mrs. Stavrou Costea mentioned the top issues that should
concern the professionals of Human Resources during the pandemic,
but also the HR-related opportunities created by Covid-19. She
also referred to the recognition of the human element in corporate
sustainability.

In closing, she referred that “The post-pandemic world order needs
one familiar function to tie-up with the social sustainability. This function
should be the Human Resources.”

This was followed by a constructive discussion with Ms. Georgiou and
Mrs. Stavrou Costea, where participants' questions were answered.

More information regarding the survey results are presented on the
pages 22-25 of this issue.
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Etnoia MNevikn 2uvéleuon 2020

Annual General Meeting 2020

Avtanékpion andé tnv Aptepic PiaAd / Correspondence by Artemis Riala

Tnv TerdpTn 24 louviou 2020 otnv Nnapoucia 26 MeAwv dIegnxOn n ETh-
ola "evikiA ZUuvEAeUoN ToU 2ZUVOECHOU pag, dIadIKTUaKG PECw Zoom.

H Mevikn ZuvéAeuon GpXIoE e xaIpeTIopO and Tnv kKupia ABnva Neopu-
Tou (MéAog AloiknTikoU ZupBouAiou Tou Ku.2u.A.A.A., BonB6g Mpap-
paTéag), n onoia ékave avapopd oTa MPaKTIKA TNG NEONYOUUEVNS
Emolac MevikAg Xuvéleuong (2019), Ta onoia eykpibnkav opdpwva
and TOUG NAPEUPICKOUEVOUC,.

AkoAoUBNnoe o Anohoyiopdg Tou AloIKNTIKOU 2ZUWBOUAIOU yia TNV NEPIo-
&0 louviou 2019 - louviou 2020 and Tov kuplio MNMavayiwtn ©pacuBou-
Aou (Méhog AloiknTikoU ZupBouiiou Tou Ku.Zu.AAA., Mpdedpog). O
kUploc BpacuBoulou avapépBnke ota MENN Tou ZUVOECHIOU Nou or-
uepa apiBuouv ota 616 MéAn oe cuykpion e 1o 2019 nou apiBuoucav
ora 571.

TN OUVEXEIQ, O KUPIOC BpacuBoUAOU avapEéPBnKe oTic EKONAWOEIG/
Y UVaVTAGCEIG Nou SIoPYAVWOE N AaRE UEPOG 0 ZUVOECHOG:

To Emioio Zuvédpio Tou Zuvdéopou npayuaTtonoinnke otmg 3 OKTw-
Bpiou 2019 pe KUpIOUG OUIANTES TOUG Kupioug Peter Cheese kai Ben
Whitter, Tnv kupia Stephanie Davies kal To NAVEA UE KAAECUEVOUG TOUG
ko. Twpyo XpiotodouAidn (EMnviki Tpdnela), ko. Mdpio Avtwviou
(ANpapéya), ko. Avdpéa Noicou (Four Seasons Hotel) kal ka. NIKOAE-
Ta TUMIpou (Amdocs). To ZuvédpIo CTEPBNKE PE PEYAAN ENITUXIA KAl
TO NapakoAoUBnoav NePIccdHTEPOI and 250 CUUETEXOVTEG.

© Zoom Mecting

Antefings Hanadjias 47

George Phylactou

# AGM 2020- Present..

Méoa ota nAaicla Tng Etaipikrig Koivawvikig EuBivng Tou Xuvdéopuou
kal oe ouvepyaoia pe 1o Cyprus Refugee Council diopyavwBnke oTiq
2 NekepBpiou 2019 ekdniwon dnou MEAn Tou ZuvdEapou diegnyayav
Y uvevrteU&eig Mpooopoiwong kal CV Clinics

216 29/01/2020 0 ZUvdeopog TIUNONKe e To In Business Award otnv
katnyopia EnayyeAuaTkog ZUvOecuog

ExkdnAwoelg dikTuwong: To Eticio MdpTu Tou ZUuvOESHoU NEayUaTonol-
nBnke otic 12 MePpouapiou 2020 pe nepiccodTEQOUG and 100 cupE-
TéXovTeG. Eniong, oTig 5 XenteuPpiou 2019 npayuaTtonoinbnke exkdn-
Awon PETAEU Twv MeEAWV Tou ZUVOECHIOU YIa YWWPILIA UE TO AIOIKNTIKO
JUpBOUNIO e nepinou B0 CUPUETEXOVTEG.

O Xuvdeopog eniong, eixe ocuppetoxn oto EUC & EURES Network
Career Boot Camp 2020 npayuaTtonolivTag O POITNTEC ZUVEVTEUEEIQ
Mpoocopoiwong kai GV Clinics

210 nAaioia Tng AieBvoug Huépag AvBpwnivou AuvauikoU nou yiop-
TéCeTarl omg 20 Mafou, o ZUvdecopog npayuaTonoinoe dIAPOPES EVEP-
YEIEG VIA VA TIUACEI TNV PEPA auTn. Mo CUYKEKPIUEVA OE CUVEPYAOIa
pe Tnv Opoonovdia EpyodoTwy kar Biopnxdvwv (OEB) otig 20 Maiou
2020 diegnyaye JIAdIKTUAKO GEUIVAPIO UE OMIANTEG Toug koug David
S. Cohen kai Gil Cohen pe Béua «“Strengthening Your Employee
Experience Through COVID-19 and Beyond» pe nepiocdtepoug and
200 ouppeTéxovteg. MapdMnia, €tpe€av dIGPOPES KAUNAVIEG OTa
- Participants (23)
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B Elena Stavrinou (€o-host)
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CyHRMA Recent Activities

ETnoia Nevikn 2uvéleuon 2020

Annual General Meeting 2020

Avtanoékpion ané tnv Apteuig PiaAd / Correspondence by Artemis Riala

Koivwvikd Méoa AikTuwong nou nepidduBavav diaywvioud, Urvupa
andé v Ynoupyd Epyaciag ka Zéta AipiNiavidou kai SIGPOPES AMEG
OpACEIG.

AkoAoUbwg, o Tapiag Tou Zuvdéopou, kog Mdpiog XpicTopdpou, Nna-
pouciace Tov OIKovouIkd ANoAoYIoUd Kal TOUG EAEYUEVOUC OIKOVOUI-
koUg Aoyapiacuoug Tou 2019, ol onoiol eykpiBnkav and Ta napdvra
MéAn. O idlog oxoAiace Tn BeTikA elkOva Twv OIKOVOUIKWY KaTtaoTdoe-
WV EQOCOV UNNPXE NAEOVACA, aUEnon 0OdWV Kal UETENTWY KAl JEiw-
on eEGDWV OE OXEON LIE TIG MPONYOUUEVES XPOVIEG.

Eykpibnke and Ta napdvra MEAN n avavéwon CUU(pWVIOR UE TOUC UpI-
otdpevoug EAeykTeEG KO AnuriTpio AnunTpiddn kai ko pnydpn Anun-
TPIOU YIa €va XPOVO (0IKOVOUIKOG EAeYX0G yia TNV nepiodo 01/01/2020
-31/12/2020).

AkoAoUBNoE N avaBeWENON CUYKEKPILEVWY ApBpwv (GpBpo 3 kal dp-
Bpo 4) Tou KataotaTikou pe Tnv ka EAeva Ztaupivou (Méhog AloiknTi-
koU ZupBoulNiou — MpaupaTéac) va evnuepwvel Ta MEAN yia Tnv npo-
obrkn o1 Katnyopieg MeAwv Ta Enimpua MEAN kai Ta kpimipia autiq
NG KaTNyopiag. Enimua MEAn Ba eival pEAn nou cupnAnpdvouy 10 €1n
ri/kai 5 Bnteieg oo AX ToU ZUVOEoUoU r MEAN Ta onoia, KaTtd TNy Kpion
Tou AY, €ixav agloonPEiwTN CUVEIGPOPE/ NPOCPoPd OTo ZUVOECHO N
o1o endyyeAua yevikdtepa. H aMayr auth eykpiBnke oudpwva and
TOUG CUETEXOVTEG.

AkoAoUBnoe N napouciaon Tou KaivoUpylou AoyOTUMOU Tou YUVOE-
opou and Tnv ka Mapia Mewpyiou, Méhog Tou AIoIKNTIKOU ZUUBOUAIOU.
KhAeivovtag, Ta MéAn Tou AloiknTikoU 2UPBOUANIOU euxapioTnoav Ta
MEéENN Tou ZuvOEOOU NMoU CUUPETEXAV oTnV ETAcIa MevikA ZuvéAeuon
kal akoAouBnoe oudritnon.
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OnWednesday June 24th, 2020in the presence of 26 Members, the Annual
General Meeting of our Association was held virtually through Zoom.

The Annual General Meeting commenced with Mrs. Athena Neophytou
(Assistant Secretary of the Board of the CyHRMA) and the Minutes of
the previous General Meeting of 2019 were approved by those present.

An account for the events and activities of the period June 2019 -
June 2020 followed, presented by the President of the CyHRMA, Mr.
Panayiotis Thrasyvoulou. Mr. Thrasyvoulou referred to the Members of
the Association, which now amount to 616 compared to 571 in 2019.

Mr. Thrasyvoulou referred to the Events /Activities organized by the
Association:

The Annual Conference 2019 was held on the 3rd of October 2019
with the following keynote speakers Mr. Peter Cheese, Mr. Ben Whitter,
Mrs Stephanie Davies and the panel discussion with Mr. George
Christodoulides (Hellenic Bank), Mr. Marios Antoniou (Alfamega), Mr.
Andreas Loizou (Four Seasons Hotel) and Ms. Nicoletta Tyllirou (Amdocs).
The Conference was a great success with more than 250 participants.

In the context of Corporate Social Responsibility, the Association in
collaboration with the Cyprus Refugee Council on December 2nd,

2019 held an event where members of the Association conducted
Mock Interviews and CV Clinics.

On 29th of January 2020 the Cyprus Human Resource Management
Association has received the prestigious In Business Award in the
category of Professional Association

Networking events: The Association’s Annual Party was held on
12th of February 2020 with more than 100 participants. Also, on 5th
of September 2019, an event for Members of the Association to be
meeting with the Board, with about 60 participants.

The Association also participated in the EUC & EURES Network Career
Boot Camp 2020 by conducting Mock Interviews and CV Clinics.

As part of the International Human Resources Day, which is celebrated
on May 20th, the Association has taken various actions to honour
this day. More specifically, in collaboration with the Employers and
Industrialists Federation (OEB), on May 20th, 2020, an online seminar
was held with key-note speakers Dr. David S. Cohen and Gil Cohen
on "Strengthening Your Employee Experience Through COVID-19
and Beyond" with more than 200 participants. At the same time,
various campaigns were running on Social Media which included
a competition, a message from the Minister of Labour, Mrs. Zeta
Emilianidou, and various other activities.

Subsequently, the Treasurer of the Association, Mr Marios
Christoforou, presented the audited financial accounts for 2019, which
were approved by the present Members. He also commented on
the positive picture of the financial situation in view of fact that there
was a surplus, an increase in revenues and cash and a decrease in
expenditures compared to previous years.

The renewal of the agreement with the existing auditors, Mr. Demetris
Demetriades and Mr. Gregoris Demetriou for one year (financial audit
for the period 01/01/2020 - 31/12/2020) was also approved by the
present Members.

This was followed by the revision of certain articles (Article 3 and Article
4) of the Articles of Association with Ms. Elena Stavrinou (Member of
the Board of Directors - Secretary) informing the Members about the
addition to the Member Categories of the Honorary Member and its
criteria. Honorary Members will be the members who have completed
10 years and / or 5 terms in the Board of the Association or Members
who, at the discretion of the Board, have a significant contribution
to the Association or to the profession in general. This change was
unanimously approved by the participants.

This was followed by the presentation of the new logo of the Association
by Mrs. Maria Georgiou, Member of the Board of Directors.

In closing, the Members of the Board of Directors thanked the Members
of the Association who participated in the Annual General Meeting and
a discussion followed.
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Avtanokpion ané tnv Apteuig PiaAd / Correspondence by Artemis Riala

Tnv Terdptn, 12 OeBpouapiou 2020, o Kunpiakdg Xuvdeouog Algu-
Buvong AvBpwnivou Auvapikou dlopydvwoe €va JIAPOPETIKO ETn-
olo Mapt-Gala yia 1a Mén kar ®ioug Tou Zuvdéopou oto "Occhio
Residence" otn Aeukwaoia.

Ta MéAn kar o1 Dihol Tou ZUuvOECHIOU avTanokpiBnkav BeTIkG otnv Npd-
okAnon Tou Ku.2Zu.A.A.A.kal n Bpadid oTéEPBNKE e enituxia apou ne-
plocoTepa and 100 Méan dniwaoav To napdv Toug.

2TOV XWPO 6NoU NPAyPaTonoinBnke N ekdNAWON, TO KAiUa ATav EUXA-
PIOTO aPoU EIXAUE TNV EUKAIPIA VA AnNOAAUCOUPE GAOI TO AAKTAPIOTO
MNoUQE, Apbovo kpaai, aMd kal To SIackedaoTIKG NaIxXVidl Tou wine-
casino.

Ol CUPETEXOVTEG XWPIOTNKAV OE OPIADES KAl WE TIG UGPKES MOU TOUG
dwbnkav and Toug dlIopyavwTéG Tou NaIxvIdIoU, UnopoUcay vVa Novtd-
pouv o€ dIAPOoPa NAIXvidia Nou oxeTiCovtay Pe To Kpaaol. O opddeg nou
OUYKEVTPWOQAV TIC MEPICCOTEPES MAPKEG KATAPEPQAV Va KEPSIGouV did-
(opa dwpa.

Aev Ba ynopoUcape va NAPAAEIPOUE VA EUXAPICTNCOUUE Ta MEAN Kall
®dihoug Tou Zuvdéapiou nou €dwaav To NapdV Toug Kal aTnpifouv Tov
Y Uvdeopo e kKGO TpdMo.

H 6An dlopydvwon onueiwce PeyAAn eniTuxia kal avunopovoUupe yia
TNV €NopEVN xpovidl

On Wednesday, February 12th 2020, the Cyprus Human Resource
Management Association organized a special Annual Party-Gala for
Members and Friends of the Association at "Occhio Residence" in
Nicosia.

The Members and Friends of the Association responded positively to
the CyHRMA's invitation and the evening was a great success with
more than 100 Members present in the said event.

At the party we all had the opportunity to enjoy the delicious buffet,
plenty of wine and the fun game named “wine-casino”.

The participants were divided into groups and with the chips given to
them by the game's organizers, they could bet on various wine-related
games. The teams who collected the most chips managed to win
various gifts.

We should not forget to thank the Members and Friends of the
Association who honoured us with their presence and support in every
way.

The whole event has been a great success and we are looking forward
to next year!
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HR, n kapdid Twv Enixeipnoswv

2 UvVEVTEUEN TN Mapiac 2 TUNIOVOU ©e0dwpPou,
AvTINPOEDPO TOU AIOIKNTIKOU 2_UUBOUAIOU TOU
Ku.2U.A.A.A. 010 neEPIodIKO INBusiness

MNari givar onpavTiké pia Enmixeipnon 1 Opyaviopog va éxel HR Services;

Ta Tunuata AvBpwnivou Auvapikou diadpapati¢ouv TOoo KaBopIioTIkO pOAO GO
Kal n idla N napouscia Tou avBpwnivou duVAIKoU eviog TNS enixeipnong - and Tov
oTpaTNYIKO OXEAIOoUO PEXQI KAl TNV €IkOVa Nou NEoBAANE! N enixeipnon. X’ autd
Tov pONO anaiteiTal UOIKA N UECOAGRBNON yia TNV dnpioupyia Twv KAaTAANAwWY
MOAITIKWY OIAXeipIoNg, avanTuéng kai dlaTipnoNg Tou avBpwnivou KePaAaiou
Kal N dIaTNENGCN ICOPPONIWY O AeNTd BEUATa TNG ENIXEiPNoNG GNMou NapoUsIG-
ZovTal QVTIKPOUOEVEC TACEIC ONWC €ival M.X. N JEIWoN Tou KOOTOUC Kal augnon
NG NapaywyikoTnTag. O oUCIaoTIKOG TOUC POAOG avTavakAdTal oTn dnuioupyia,
avdnTuén, diapdPPWoN Kal evioxuon TNC EpYACIAKNG KOUATOUPAG TNG ENIXEipn-
ONG UE anWTEPO CTOXO TNV ENITEUEN TWV EMIXEIPNCIAKWY OTOXWV. OUCIACTIKA, T
HR Services kaBopiouv Tov TpbMo diaxeipiong, avaBdbuiong kai agonoinong
TNG YVWONE Kal Twv OEEI0TATWY VIO TNG ENIXEIPNCNG OUTWGS WOTE VA EMTEUXOET
TO €MNIXEIPNOIaKO dpapa. Evoow ol enixeipnoeic eEapTwvTal and Tov avepwnivo
napdyovTa yia va avtaneEEABouV Tou OEUTATOU QVTaYWVIOUOU, O POAOC TwV
enayyeAUaTIoV Tou Touéa Ba cuvexioel va Napauével ouoiaoTIKOG yI© AUTEC.
‘Onwg NoAU xapakTnpIoTIKA avapépel o motivational speaker, Simon Sinek, “100% of your customers are people. 100% of
employees are people. If you don’t understand people, you don’t understand business.”

T xapakTnpIioTIKA €Xel évag KaAOG xwpog epyaciag; Kal ue noia KpITnpia SiIagopPwVeTal €vag TETOI0G XWPOG;

AuoTUXWG dev UNAPXEl MAVAKEID yia TNV eEUyiavon evdg pyaciakoU NEPIBAAOVTOC oUTE Kal Jid IdavIKh cuvtayn yia Tnv oU-
oTaon Tou. QoTOo0, Ol KAAOI EQYACIAKOI XWPEOI Eival AUTOI GTOUG OMoioug o1 QYACOUEVOI VOIWBOUY CUVAICENUATIKA KAAS Kal
auTtd TOUC NAPAKIVEN va CUVEXICOUV vVa ENICTRPEPOUV OTNV £pyacia Touc KABE pépa. O KaAOC XWPOC pyaciag BpiokeTal exel
nou To PUOIKO NepIBAMoV (n TonoBeaoia, o dilabEaiuog eE0NAICLIOG, O AEPAC, O PWTICHOG K.0.K.) CUVOUACZETal e TNV BETIKA
WuxooUvBeon Tou KABe epyalbuevou. Ta anoTeAEoUATA NPOCPATWY EUNEINIKWY EQEUVWV DEIXVOUV OTI 01 UYIEIG XWEOI EQYACH-
ag napoucidlouy Kolva XapakTnpIioTIkG Ta onoia npodyouy TNy ApICTEa, TNV NApaywyIkOTNTA Kal TNy auoiBaia unictoouvn.
Eivar onuavTikd Opwg va avTIAauBavOUacTe OT €Vag EQYACIAKOC XWPEOG UMOPE TaUTOXpova va eival KOAOG oTa dTIa evOg
€pyalduevou Kal Kakog ota udma evog AAou, r/Kal avTioTpoga.

Moia o@£éAn anokopifouv ol epyaloHEeVol MIag eTalpEiag and evépyeleg Tou Tunpatog Avlpwnivou Auvadikou;

To Tunua AvBpwnivou AuvapikoU ouvodeUel Toug £pyalopevouc kad' dAn Tnv JIGPKEIA TNC CXEONC TOUG E TNV EMIXEipNoN,
and v oTIyun Nou SNAWVOUV TO EVOIAMEPOV TOUG YIa Ia BEoN £pyaciag EXPI KAl TNV GTIYUA NOU N CUVEPYAOia autr OAOKAN-
pwvetal. Orevépyeleg Tou Tunuatog AvBpwnivou AuvapikoU diacmaAifouy 0TI 0 epyalOPEVOC CUVEXICEI va avanTUooeTal, va
€ival Napaywyikog, UyiNg (CwPaTiKG Kal PUXOAOYIKA) Kal IKAvVOrNoINUEVOS KaB' dAN Tnv JIGPKEIT AUTAG TNG EQYACIAKNG TOUC

'Ta HR Services kaBopi{ouv tov 1000 blaxeipiong,
avalBaBuionc kat aélorioinong ¢ yvwaong Kat twv
oelotntwyv eviog ¢ enixeipnong”
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oxéong. Evtdg Twv NoAITKwy nou SiacpaAidouy Ta Npoavapepdueva, Bpiokovtal Kal Ta 0pEAN NMou anokopiCouv ol epyaloe-
VOL. ZTNV Nio cuvonTIKA Kal anAonoinuévn andvinon, To Turiua AvBpwnivou AuvapikoU €xel Tnv euBuvn va dlacpalicel T Ol
€0YalOUEVOI NOPAUEVOUV EUXAPICTNUEVOI KAl DECUEUPEVOI MEOC TNV ENITEUEN TwV OTOXWV TNG ENIXEDNONG JIALOPPWVOVTAG
€va UYIEC KAl KATAANAO NeEPIBAANOV yIa TOUG £QYACOUEVOUC.

Moigg eival o1 véeg Taceilg yia To HR otnv yn@iakn €noxn;

‘OAa autd nou péxpl Npiv Alya xpdvia Pag ATAV MPWTAKOUGTA: EIKOVIKA MPAYUATIKOTNTA GTNV eKNAIdEUCN, YNPIaKA Epya-
Aia yia TNV napakivnon kar eUnAoKnA Twv epyalopévwy, agionoincn TNG TEXVOAOYIAS yIa TNV NpdoAnyn atopwy Xwpic va
yvwpidoupe Ta dnuoypagikd Toug oToixeia (blind hiring technologies), epapuoyEg €I0IKA OXEDIAOUEVER YIa TIQ AVAYKEG TNC
ENIXEiPNoNG 6rMou CUYKEKPIUEVES DIdIKAOIEG Kal ENIKOIVwYia auTopaTtonoleital, gamification, npocAAYelg Pe Tnv agionoinon
bots, blockchain, avdAucon peydAwy Oykwv OEQOUEVWY NMOU APOoPOUV TNV CUUNERIPOPG TwV EpYOD0TOUMEVWY, aglonoinon
EPAPUOYWY OTO OIAdIKTUO KAl MOAAG, a NAEa NOAAG Kail DIAPOPETIKA GAAC.

Nwg BAENEeTE va diaypd@eTal TO HJEAAOV TOU EPYACIAKOU XWPOU Ta endpeva xpovia Kai nwe 1o HR 0a 1o ennpedoel;

Auto nou eivarl ofyoupo eival 611 To ENOV Ba cuvexioel va aykaNAZel GAO Kal NEPICCHTEPO TNV Texvoloyia. Evoow ol millennials
kal n yeved Z 6a anoteAolv To PeYaAUTERO NOCOOTO ToU £pyaldueVOU NANBucIoU, N aglonoinon Nponypévng Texvoloyiag eival
dedopiévn. To HR 6nwe To Epoupue onpepa, avapéveral va dlapépel oAU and 1o HR Tou péAovtog. Evoow ol Taoeig diago-
OMNOIOUVTAI KAl EKOVTEPVICovTal, oI enayyeAuaTieq HR Ba npénel va agioAoyouv NolEG and AUTEG €ival NPayUATIKA OUCIACTIKEG
EMINOYEQ VIO TIC ENIXEIPNOEIC, EVW NAPAMNAa Ba kaTaBAMoUY NpoondBeleg yia TNV eEEUPECN TwV BEATIOTWY TROMWY KAl NOPWV
€papuoyng Toug. Eival eniong B€Raio 6T N nepamépw aglonoinon Tng TexvoAoyiac Ba evioxUoel TNV eUnAokn Tou HR oTo péAov
JE MO EEATOUIKEUPIEVOUC TPOMOUG «€EUMNPETNONG>» TWV EPYACOUEVWY Kall E TNV JIABECINGTNTA NANPOPOPIWY 24/7 .

T1 O€para €xel va avTINETWNICElI 0 ZUVOEGHOG;

O Kunpiak6g Zuvdeopoc AletBuvong AvBpwnivou AuvapikoU Ba NpEnEl va CUVEXICE! va avanTUooel &vtovn OpacTnEIdTNTA
O€ OUvePYOOoia e AANOUG (POPEIC TNG OIKOVOUIAG KAl KOIVWVIAG Kal va anoTeAsl UEAOG SIEBVWV Kal EUpwNaikwVy SIKTUWVY OU-
TWG WOTE va gival o Bon va Kpatd Aueca eviuepa Ta MEAN Tou yia TIG 6noIeg €EENIEEIG Tou enayyéAuaToc. H ndn évrovn
dpacTtnpionoinon ota dpdpeva Tou Topéda Peoa and Ty JIopyAvwon Zuvedpiwv, EKNAIDEUTIKWY MPOYPAUUATWY, DICAEEEWY,
EKOECEWY OTAdIOdPOMIAG KAl AAAWY ENAYYEAUATIKWV EKONADOEWY, AVAUEVETAI VA EVOUVAUWBEI NEPETAIPW, EICAYOVTAC VEEC
TACEIC, KAIVOTOUIEG Kal aANaYEQ o€ Tonikd Kal dIEBVES enmedo. H NpdKANCN €ykerTal 6To va dIaTNEACOUE TOV NYETIKO Uag
PAAO oTNV ENPGEPWON TNG TOMIKAC ENIXEIPNUATIKAG KOIVOTNTAG KAl KOIVWVIAS yIa TNV Kaipia onpacia Tou avBpwnivou KEQa-
Aaiou oTnv enimuxia Twv opyaviouwy. MapdAANAQ, NpEner va cuvexicoupe va avaBabuioupe To eninedo Twv EnayyeAuamav
NigUBuvong AvBpwnivou Auvapikou otny Kunpo uéca and Tig OpdoEIC Tou ZUVOECHIOU, UE TPOMO NOU VA GUVADEI [E Ta BEAW
KaI TIG AVAYKEG TwV MEADV TOU OE €va CUVEXWG AVAMTUCCOPEVO Kal UETARBAANOLIEVO EMIXEIPNCIOKS Kal OXI IOVO NEPIBAAOV.
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Member Satisfaction Survey 2019

KdaBe xpdvo o Kunpiakde Zuvdeopoc AielBuvone AvBpwnivou Auvapikou (Ku.2u.A.A.A.) die€dyel Epeuva Ikavonoinong MeAwy e
oTOX0 TNV a&loAdynon Tou Babpou IKavonoinong Twv PEAWY, TOV EVIONICHO TwV NMNPOCOOKIWY TWV PEAWY KABWS Kal Tpdnwy nou 6a
0odNyNnoouv oTny evioxuon Tou Babuou Ikavornoinong Toug.

Y€ auTO TO TEUXOC, Holpalduacte padi oag Ta anoteAéopata Tne Epeuvag Ikavonoinong MeAwv nou npayuaTtonoinBnke Tny nepiodo
17/02/2020-28/2/2020.

To AioiknTIkO 2ZupBouiio Tou Ku.Zu.A.A.A. euxapioTel OAa Ta PJEAN MOU CUUNANPWOAV TNV €PEUVA KAl UOIPACTNKAV TIG OKEWEIC Kal
andyelg Touc.

80 MéAn éAaPav pépog divovtag Tnv avaTpo@oddTNon Toug énou To 87.5% Twv CUUPETEXOVTWY €ival EnayyeAuaTieg Tng AieUBuv-
ong AvBpwnivou AuvapikoU kal 25% auTtwv eival éAn Tou Ku.2Zu.A.A.A. yia ndvw anod 5 xpdvia.

"evikd, Ta JEAN Eival IKAVOMOINWEVA JUE Ta OPEAN NMou Npoo@épel 0 Ku.2Xu.A.A.A. (80.8%).

Ta anoteAéopaTa TNG €peuvag Ba AngBouv undyn katd Tn diadikaocia dIaudpPwong Tou 2TpaTtnyikou MNMAAvou Tou AloIKNTIKoU Zup-
Bouhiou Tou Ku.Zu.A.A.A. yia 10 2020-2021.

To AiIoIKNTIKO ZUPBOUNIO NAPAUEVEI OECUEUPEVO Va EQAPHUOOCEI MPWTOROUAIEG Kal OPACEIG yIa £vioxuon TNC IKavonoinong kai yia
Napoxn akOpN KAAUTEPWY WPEANUATWY NPOG Ta MEAN Tou 2ZUVOECOU.

MNapakdaTw BAENETE AVAAUTIKG TA ANOTEAECUATA TNC EPEUVAC (Ol ANAVTACEIG NTAV AVWVUER):

Every year the Cyprus Human Resource Management Association (CyHRMA) conducts a Member Satisfaction Survey to assess
and evaluate member satisfaction, identify their expectations and find out how it can serve its Members better.

In this issue, we are sharing with you the results of the Member Satisfaction Survey which was conducted between 17/02/2020-
28/2/2020.

The CyHRMA Board would like to thank all those who completed the survey and dedicated the time to share their thoughts.

80 Members provided their feedback where 87.5% of the survey participants are HR Professionals and 25% of them are CyHRMA
Members for more than 5 years.

Overall, members indicated that they are satisfied with the benefits provided by the CyHRMA (80.8%).
The survey results will be taken into consideration during the preparation of the CyHRMA Board's Strategic Plan for 2020-2021.
The Board remains committed to enhancing satisfaction and providing even better benefits to the Members of the Association.

Below you can find the full results of the survey (responses were anonymous):

Which age category do you fall in? /
Le noia NAIKIGKN opada avikeic;

45.00%

40.00%

35.00%

30.00%

25.00%

20.00%

15.00%

10.00%

5.00% T

0-000/0 T T T T 1
18-29 30-39 40-49 50-59 60 or older /
60 kai Gvw

Responses
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What is your current job level? (If not applicable, please indicate ® 19
your last job level) / Mg noio ané Ta nio KATw gnineda avTioToIXEi n
onpepivii B¢éon epyaciac oac; (EGv dev 10XUEI, VTIOTOIXEIOTE TNV
TEAEUTOIO BE0N €PYaOiaC Nou KATEIXATE)

. . I . I . I . I . . I Responses

HR Assistant HR Officer/ HR Manager Top Executive Other /ANMo  Never Employed
BonB4g AA Supervisor QNiguBuving A AvidTepo ZTEAEXOG Dev epydotnka noté
YnedBuvog AA

For how long have you been a Member of the CyHRMA? /
Na néoo xpoviko didoTnpa iore pEAoC Tou Ku.Xu.AAA;

; 171 Responses

Less than a year 1-3years 4 - 6 years 7-10years More than 10 years
Niyotepo ané éva xpovo 1 - 3 xpovia 4 - 6 xpbvia 7-10%p0via  nepiggérepo ané 10 xpévia

How likely would it be for you to recommend a

CyHRMA membership to a colleague / friend / associate?
Méoo mBavo gival va npoTeiveTe o€ Evav ouvadeA@o /
@ilo / ouvepydrnva yivel pEAoG Tou Ku.Xu.A.AA;

. . | - | — — 1 Responses

Very Likely Somewhat Likely Neutral Somewhat Very Unlikely
MoAu mBavo Mepik®g mBavo Oudétepo Unlikely NoAu aniBavo
Mepikmg

aniBavo
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The CyHRMA is offering a number of benefits to its members. Please indicate the
importance of the benefits below: / 0 Ku.Lu.A.A.A. npoc@EpEl KANOIA NPOVOIT OTA
HéAN Tou. NMapakaAw unodEiEETE TN GNPAVTIKOTNTA TWV MO KATW NPOVOHiWV:

3
2.5
2.
1.5
1
0.5
0-
Academic CyHRMA Discussion Individual People Professional Professional Updates on Updatesvia  Website Worldwide HR Other/
Discounted Library Forum / & Corporate and Work Development Networking current Industry Email / Exclusive Publications /
Fees / "Costas Avoikti Membership  (CyHRMA & Training Opportunities / Trends & Evnpepwtika  Content / Aigbveig
Meiwpéva Papakyriacou" / ouZfitnon Di / ine) /  Activities / y Issues / Email AnokAeioTiké  Ekdooeig AA
Axadnuaikd  BiBhioBrikn MIKEG & ‘Avep! S 6 i 0 NEPIEXOUEVO
Aidaktpa Ku.Zu.A.AA. Eraipikég Kai Epvuolu Enuvve)\ucman AKTOWONG OXETIKA E TIG yia Ta yéAn
"Kworag " (I & TPEXOUTEG oTnv lotooeAida
Manakupiakoy" Mehov Ku.Zu.A.AA) Kardpﬂanq TAOEIG Kal TouZuvdEouou
B8épara Tou
Topéa
= Weighted Average

Which CyHRMA events have you attended in the past
3 years? [ Le noieg dpaotnpidTnTES / EKONAWOEIG TOU
Ku.Zu.A.A.A. €xeTe napaotei Ta TeAeutaia 3 xpovia;

Please rate the value you have received out of the following
CyHRMA events: / NapakaAw npoodiopioTe Tnv NPooTIOEPEVN
a&ia nou oag napeixav Ta mo Karw:

3
25
2
15
1
l . 0.5
T T T T 0
Annual Annual General Annual Party Business Networking None of the Annual Conference Annual General Annual Party Business Networking Events Open Lecture /
Conference Meeting (AGM) Erigio Ndpru Breakfast Events (i.e. Above Emioio Zuvédpio Meeting (AGM) Emaio Ndpru Breakfast (i.e. Drinks with the Presentation
Emaio Zuvédpio Emoia Meviki Enixeipnpankd Drinks with the Kavéva Emoia Meviki Enixeipnpamkd Board, Ad-hoc Avoikmi MidheEn /
Zuvéheuon Mpdyeupa Board, Ad-hoc ané Ta nio nAve Tuvéheuon Mpéyeupa Outings, etc) Mapouciaon
Outings, etc) ExBnA@oEIg
EKdnAGOEIG Diktiwong (n.x.
AikTiwong (n.x. “E€0doG e To AT,
“E€0dog pe 10 AT, . Ad-hoc €601 KTh.)
= Responses Ad-hoc €€6801 KTh.) 1 Weighted Average
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Please let us know what HR fields, from the list below, you would like to see in future trainings: / NapakaAw emAéETE and
TNV Nio KAtw Aiota, Ta O¢pata nou Ba BéAate va napakoAouBNoeTe o€ PEANOVTIKEG EKNAIDEUTIKEC EKONAWTEIC TOU

Coaching & Mentornig / MpakTikég KaBodnynong 60.27%
Future of HR / New HR Practices / Nésc Mpakrikég kai 1o MéAov Tng AAA 60.27%
Diversity & Millennials / AiagopeTikoTnTa 46.58%
KPls / Acikteg Mérpnong Tng Anddoong 46.58%
Implementing HR Analytics 45.21%
Succesion Planning / Mpoypappaniopog Aladoxng 45.21%
Cloud HR 42.47%
Work-life Balance / E€icopponnon EnayyeApatikng - Mpocwnikng wng 42.47%
Retain Talent Management / Aiaxeipion TaAéviwv 41.10%
Digital Recruitment 41.10%
Next Generation HR Metrics 39.73%
Performance Management / Aiaxgipion Tn¢ anédoong 39.73%
Labour Relations / Epyaciakég oxéaeig 38.36%
Employee Wellness & Safety / Enixeipnoiakn Euegia kai Aodheia 38.36%
Performance Appraisal Methods & Techniques / MeBado1 kai Texvikég a&loAdynong anddoong 38.36%
Strategic Workforce Planning (recruitment, selection, etc) / Zipatnyikdg Ixediaopog Epyatikol Auvapikou 36.99%
Employee Experience 34.25%
What CEOs expect / Ti avapévouv o1 CEOs 31.51%
Leadership / Hyeoia 30.14%
Compensation Management / Aiaxeipion AnoZnpiwoewv 27.40%
Social Media & HR / Koivwvikd Méoa Aiktuwong & AAA 27.40%
New Business Start-up 20.55%
Communication Apps / Epappoyég Enkoivaviag 23.29%
Employee Contracts / ZupBoAaia Epyaciag 19.18%

Overall, how satisfied are you with the services
provided by the CyHRMA? / 1600 i1kavonoinpévol
€i0TE PE TIC UNNPECIEC Nnou napexel 0 Ku.Lu.A.A.A;

60.00%

50.00%

40.00%

30.00%

20.00%

10.00%

0.00%

Very Satisfied / Somewhat Satisfied  Neutral / Somewhat Very Dissatisfied /
MoAu / MepIKWG Oudértepol Dissatisfied /  MoAU avikavonointol
Ikavonoinpévol  Ikavonoinyévol MepIK®G

avikavonointol

Responses
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e —oeuva: "COVID-19:
The new era in HR”

The CYHRMA in collaboration with Professor Eleni Stavrou-Costea, Director of MSc Human Resource Management, University of
Cyprus, carried out a survey amongst its members to better dive into how COVID-19 has impacted and will impact HR and ways
of working.

Businesses and other organizations across the globe are now faced with tough choices on how to ensure their continuity and
even survival. HRM’s responses have ranged from enforcing stringent policies on employee health and safety to actively changing
employee policies such as moving towards remote working. These steps have all required HR to generate faster, more frequent
and robust internal communications to keep everyone informed while the changes have taken place. They have also required
closer collaboration between the HR function and the rest of middle and top management, as well as external stakeholders (i.e.
ministries, unions etc). Overall, HR is called to find ways for organizations to become more flexible in relation to managing people
and saving jobs

Survey demographics

The survey was conducted between 18th of May to 22nd of May and we received 77 valid responses. The demographics of
respondents were:

* 65% were in HR and 14% were in top executive positions
* 39% had non-managerial and 61% managerial positions
* The sample consisted of 30% males and 70% females

* Most respondents were between the ages of 25 and 49
* 47% had children under 18 years old

* Their employment tenure, practically full-time, varied: 35% had 1-3 years; 49% had at least 4 years; 16% had less than a year
* The industry in which the respondents worked varied: education, commerce, pharmaceutical, financial, etc - with the majority in
services

Overall, the demographics were not significant factors in the results
We outline below key findings, as well as insights based on these findings combined with research conducted across the globe on
the topics covered by the survey.

COVID-19 challenges for organisations

How would you rate the COVID-19 as a challenge to your organisation overall?

Percent

W oS Mean = 4 06
Std. Dev. = 864
N=77
30
b= 74,02%
20 :
i | Does that call for crisis
,,' management policies
/| and training?
10 b
1: not challenging

5: extremely challenging
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How big of a challenge do you consider the situation created by COVID-19 for your organization,
in the following areas?

Challenges Mean
Management of stress and high morale among employees (women slightly more than men) 3.73
Change management and / or implementation of measures under COVID-19 3.66
Managing daily operations 3.53
Recruiting 3.40
Hiring decisions and job offers 3.35
Onboarding new employees 3.35
Communication and cooperation among employees 3.32
Learning and Development of employees 3.29

How much do you think COVID-19 will affect your company's financial results for the current year?

Mean = 3 61
Stel. Dev. =1,243
N=70

i---% 58,57%

/" 1:notatall
5: very much

Working from home before and during Covid-19

* While prior to Covid-19 about 47% of organizations offered work from home, such arrangement was infrequently picked up by
employees then, whereas 60% never used it; 1.3% used it all the time; 25% used it once a month, while about 14% used it during
the week

* During Covid-19 56% of respondents worked from home

* The overall experience of working from home was from good (46%) to very good (32%). Only 3% considered their experience poor.
* While most respondents reported being neutral (42%), about 35% reported preferring working from home (versus 14% who
preferred not to work from home). Results showed that family status, gender and children were not significant factors

* Working from home increased their levels of commitment, while job satisfaction remained unaffected

* During the Covid-19 period the daily working hours reported were as follows: 5-6 hours among 12% of employees; 7-8 hours
among 27%of employees; 9+ hours among 51% of employees

* It was slightly more challenging for those who had kids at home to work from home and to handle change management and the
implementation of COVID -19 measures. But those with children felt slightly more productive.
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Productivity & performance while working from home

* 50% of respondents reported that their productivity was not reduced, while 28% admitted that it was (the rest were neutral)

* 70% of respondents said that while working remotely they felt concentrated and efficient, while 10% disagreed (the rest were neutral)
* 62% of respondents said they did not have difficulties to get work done, while 22% disagreed (the rest were neutral)

* 79% reported being satisfied with their work performance, while only 6% disagreed (the rest were neutral)

* Overall, compared to their work prior to Covid-19, 52% of respondents reported their performance as stable and 29% even as
higher. Only 14% reported their performance as lower.

* Women’s performance was reported to be higher than men’s. The former’s productivity and satisfaction were also slightly higher
than the latter’s.

Satisfaction & commitment while working from home

* 77% of respondents were satisfied with their job

* 75% of respondents were willing to put a great deal of effort beyond what is normally expected in order to help the organization
be successful (i.e. employees stepping in to help their organization)

* 82% of respondents felt loyalty towards their organization and 80% would accept almost any type of job assignment in order to
keep working for their organization

* 75% of respondents agreed with their organization’s policies on important employee related matters

* But only 39% of respondents stated that their organization really inspires the very best in thermnin a way of job performance

Top issues to be dealt with as a result of Covid-19

* Employee health and safety (i.e. formation of committees, policies/practices beyond those mandated by law, trainings,
wellbeing, etc)

* High morale and low stress levels among employees (i.e. wellness programs, life-long learning activities, work-life balance
options, etc)

* Employee productivity (i.e. management by objectives, utilise surveys, implement training programs, etc)

* Frequent and clear communication channels among employees(i.e. frequent meetings, feedback sessions, social activities, etc)
* Unobstructed business operations (i.e. crisis management policies/practices idiosyncratic to our organizations, etc)

* Maintaining employee commitment (i.e. satisfaction and commitment surveys, etc)

* Long term (enhanced) sustainability of organization (i.e. integrate employee wellbeing into firm practices)

* Maximizing employee potential (i.e. training needs analysis, commitment, etc.)

* Layoffs (i.e. minimize them, etc)

HR opportunities and areas of focus

So based on the above, which HR-related opportunities are resulting from the Covid-19 experience? In a nutshell its about
Restructuring & Rethinking how we do business and approach employee welfare. Specifically, HR professionals should critically
consider the following:

* More remote opportunities and policies (what knowledge, structures and processes do we need to achieve that?)

* Becoming more flexible and less bureaucratic (how can we do that?)

* Increased and better use of technology (e-learning, e-hiring, greater automation etc)

» Change of culture (greater trust between employees and management, higher collaboration, stronger bonds etc)

* Measuring productivity more effectively (rethink of productivity — i.e. focus on results)

* Establish ways of dealing with crises and uncertainty (establish a crisis mind-set, roles and procedures)

* Dealing with employee mental health (understand it, create strategies, educate employees)

Where should we stand now as HR professionals?

* Ensure that business can sustain while job losses are minimized: work with senior leadership to reconfigure workflows,
redeploy talent and/or reskill staff to help them stay relevant. This may include family-friendly policies for virtual work-life as well as
further digitalization of HR.
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» Offer greater education and training across the board (mostly virtually?): employees need to understand not just the
current risks and new safety protocols, but also their respective roles in responding to risks at all fronts from disruptions in business
continuity. Create an ecosystem devoted to creating an Al powered skills inventory, reskilling and exploring new partnerships with
traditional and non-traditional institutions of learning.

* Often considered as the relationship managers of the business, HR needs to work closely alongside the line managers to
ensure inclusivity and security are mainstreamed across all rank and file of employees.

* Working with the legal and regulatory teams is also necessary to lobby inside and outside the organization for policies and
procedures that protect the jobs, incomes and wellbeing of employees.

How do we, now more than ever, recognize the human element in corporate sustainability?
* Covid-19 showed that people are motivated at the highest levels when they can connect their work contributions to a greater
purpose and mission. During the crisis, people showed resilience and adaptability.
* HR should do more than treat employees fairly and respectfully. It should facilitate a more profound connection between
employee contributions towards both the organization and society as a whole by:
- Creating clear connections across individual jobs, team objectives, and the organization’s mission.
- Building a resilient workforce that can adapt in the face of constant change.
* During Covid-19, employee physical, financial and psychological wellbeing became paramount
- HR should embed well-being into every aspect of the design and delivery of work itself and to fundamentally redesign work in
doing so.
* Covid-19 did not only “get” to the elderly and the physically weak, but to whole societies, including all types of employees.
- HR should use analytics to segment and better understand employees’ unique attributes and needs in order to develop
targeted programs and policies that bring out employees’ personal best while giving them what they need in order to do
their work safely and effectively.
* Covid-19 showed that while technology can supplement work, it cannot replace humans.
- HR can explore ways to integrate teams of humans and technology for greater productivity, efficiency and a knowledge-
sharing culture.
* Covid-19 brought ethical issues
to the forefront on the impact
of organizational decisions on
different types of employee

groups.

- HR should ask themselves
critical questions to help them
champion the perceived and
actual ethical impacts of people
decisions.

Overall, HR needs to assess if it is
positioned to make the impact it
can and should be making across
organizations.

Adapted from Professor Eleni
Stavrou-Costea presentation of
the results during the webinar
taking place on 30th of June 2020
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O MixaAncg INnAIkoc UE Ta PATIo

TOU MIxaAn AvTtwviou

/]

‘Htav o mpwTog pou mpoioTapevog, Zemteuppng Tov 1991, 27
XPOVWV eyw, 35 xpovwv ekeivog. Madl pexpl to 2015, kovta eva
TETOPTO TOU QUWVA, PE TIC XAPEC KAl TIC OTEVOXWPLES, PE TIG VIKEC
Kal PE TIC NTTEG, pe Ta OUOKOAQ Kal pe Ta SUCKOAGTEPQ, YIaTi LN
yeNOUaoTe, Oroloc €(Noe TO  eMayyeAUaTIkO Tagidt Tou Mix&hn
MAAIKOL EEpel KaAG OTL eDKOAA Oev Eixe.

Aim\a Tou éuaba va dovieLw, ard avtov dIBAXBNKa TIC epya-
olakeg oxeoelg. Oxt Ta kelueva Twv NOpwv Kat TIG TIpOVoLeG TOU
Kwdika Blopnxavikwv Zxeoewv, Oxt autd. Ta GAAa, Ta SUCKOAQ,
auTa mou dev Ta SIGACKOLY OTA TAVETIOTH I KAl TIOU JOVO Qv
gloal TuxePOC TA CLVAVTAG OTNV TIOPEIQ COU.

Aim\a Tou €paba 6Tl EKTIPOCWTIOVUE CUUDEQPOVTA GANG  OTL N
SouAeld pag dev elval va eMPBAEAOLUE TA CUUPEPOVTA TIOU EK-
TIPOCWTIOLKE. ACUAEIA aG, Pe EPaBe, eival va SlaBouAeuopacTe
Kal va SlarmpaypaTeuopacTe, TTPWTA PE autolg TIOL EKTTPO0W-
TIOUE KAL UETA IE TOUC QVTICLUPBOAAOUIEVOUC.

Na avalntolpe apolBaia arnodexktolg cupBPacpols, va dedyou-
pe arod 1o TPAmnEC Tou SICAGYOL OXL E A VIKN OTO XEPL AAAA LE LIal
CLUPWVIa, va oeBOUACTE TOV CLUVSIKAAIOTH OX! YICT UAC APECOLY Ol
TIPOCEYYICEIG TOL, OMNA YIATE TTAVTA EKTIPOCWTTEL AVBPWITOUG, EP-
yalOUEVOULG e QEIOTIPETIELD, UE OIKOYEVEIEC KAl UE OVEIRAL.

Madi Coaue TIC PEYAAEG XAPEC KAl TIC CUAMOVYIKEG OOKIUAOIES,
padi mepdoaue TNV KATAEIWoN NG XWEAG PAC Ye TNV évTagn TG
otnv Euvpwriaikr Evwon, padi kat Tnv tpaywdia Tou MapTiou Tou
2013. Ze Kau& arod TIC HEYANEG OTIYHES, OE Kaveva amod Ta KPiol-
pa dfuuata dev eixe TNV mapapikpn audiBoAia, hEepe mavta oe
TIOl0 TIAELPA TNC IOTOPIAC AVAKEL.

Tov €BA\ema va TepVA WPEC PE TOUC CLVTEXVIOKOUC KAl TOUG AEL-
TouPYoULS Tou Yroupyeiou Epyaciac culnTwvtag yia rmodoodal-
00, YIO TIOAITIKA, YA GINEC KAl VIO OIKOYEVEIEC KAl VA KTICEL OXETEIQ
IOXUPEG, OXEOEIC AANAOKATAVONONG Kal apolBaiou ogBacuou.

Tov eidba va oikodopel Bripa Briua o LrORABPO TNC EMAyYEAUATI-
KNG ertuxiac, opupnAATWVTAC SecUOLC AANBIVAC Ppiag. Kal Tov
EPRAena va adlepwvel aveEAVTANTEC TIOCOTNTEC EVEPYEIQC YIA VA
AOoel TIC Sladpopeg TIou avarauBave. Xwpic va Ta mapatd ToTe,
Xwpic va otapatd noté va avalnTd TIc anodekTeS pLBUITELS, P
TAB0G va TIPOWBEL TOUG ETIXEIPNUATIKOUG OTOXOUG ICOPPOTIW-
VTAC Y€ PAETTPIA QVTIKPOUOUEVA CUUPEQOVTA.

H kata&iwon nTav amwg dAtnua xpdvou. Hrav Ailcubuvthc Ep-
YOOIOKWY 2XE0ewV, 35 XpOovwv Kal OAn n ayopd YIAOVLCE yia ToV
MAAIko. Bpoxn ol mpoodopég SoUAEIdC and Kopudaies emIxelpn)-
CEIG KAl OPYaVIOHoUC aANA O MHAIKOG NEEPE KAAA TO TIEMPWLE-
vo Tou. To 1999 mpodxBnke o BonBo Mevikd AleuBuvtr) kat To
2002, eywve Mevikde AleuBuvtng NG PEYAANG €PYOOOTIKNG Opya-
VWOongG Tou TOTTOU.

‘Exovtag mepdoel amd OAa Ta lepapXKa eTtineda ol avaiaBel
OTa X€PIa Tou TIC TOXeC TNG OEB, NEepe mapa MOAD KAAA TL ETTPE-
e va yivel. Kai 1o ékave. MEoa oe eAGXIoTA XPOVIA, KUPLIOAEKTIKA
yetapdpdwoe tnv Opootiovdia EpyodoTtwv Kat Blopnxavwy.

Tnv MapéAaBe we &va KAaUTT TNG AT Tou KuTtplakoU eTtxelpelv
Kal TNV peteTpede o pia Opyavwon avolyTr) oTnv evpuTeEPN KOL-
vwvia, pe TAaTia Baon kat pe piCeg mou Armwoav o KABe Touea
KAl LTTIOTOUEQ OIKOVOUIKNC SPACTNEIOTNTAC.

Evioxuoe Tnv dwvn Kal TNV QvTIipOooWITEUTIKOTNTA TNG £pYOS0TI-
KNG 0pYAvVWOoNG Kal TOAQIMAQCIaoE TNV ETIPEON TG OTA KEVTPA
A bNG anodacewy.

‘Htav o mpwTtog Mevikog Alevbuvtic e OEB mou Byrke amd To
Ypadelo Tou, KATERNKE OTO EQYOCTACIO, OTO EQYACTAPLO, OTO TIA-
VETIOTHUIO, OTO AAVL KL OTO VOCOKOWEID, CUVAVTNGE TOV ETTIXEL-
pNUATIa eKEl TTIOL KATABETEL TNV PUXT| TOUL.

MiAnoe &x1 udvo oTouG OPOAGYOUG TOU, OXl HOVO OTOUG YTIOUP-
yoUG kal otoug evikoug AleuBuvTeg f Toug Mevikolg Mpaupa-
Telc. Miknoe og omolov kKABIoe amévavTt Tou Xwpic va volddetal
yla [epapxIKA emimeda, aveBalve pe ta Todla TOLUG 0POPOUC TWV
YTIOLPYEIWV KAl TWV CLVTEXVIOKWY OIKNPATWY YIA VA TIEL PIAL KAAN-
PEPQ OE OOOUG YWWPIOE aTNV Sladpopr) Tou, YIa va KOAQUTIOUPI-
o€l, yla va pwThoEL KAl VA PJABEL TA VEA TWV TIAAOPAWVY.

OpBohoyioTrg, HE XIOUPOP TIAVEELTIVO, OELEEPKNG, OEIKTIKOG LA KAl
QUTOOQPKACTIKOG, PE AKATACKETN AIo0S0Ea KAl SNUIOUPYIKOTNTAL

Bynke ota Méoa Madikhe Evnuépwong kal pinoe pe yaAwooa
KATQVONTN, PE ETIXEONUATA AMAQ Kat TIEloTIKA. Ekave tov Tomo
Kal TOLG SNPOCIOYPADGOUG PHEPOG TNG KAVOVIKOTNTAG TNG ArOCTO-
AAG TOL, TOUG EUTIIOTEVBNKE, PICKAPE Kal KEPOIOE AKOUA KAl TOUC
IO KAXUTOTITOUG.

MeTPIOTIABNG, CLVAIVETIKOG, ATEQYPANTTA TPAYWATIOTNG, HE
AvoBELTO PEAAICHO, KAUIA Gopd e TIOVO MG Xwpic SioTtayuo,
AuBave TG emBaMOpeveC armodAcel Kal TNV idla oTiyur) ava-
AApBave kal Tic evBLVEC.

‘Htav o lMNevikdg AleuBuvtrc ou napéAaBe v Opydvwon duva-
T AAAG ecWOTPEDN TIOL Alyol TV YWWEILaV eKTOG amod TOUg Ta-
POIKOUVTEG KAl TIOL OTAV TNV MAPESWOE, Oxt HOVO TNV NEEPE OAN
n Kompoc oM@ poloav yia v OEB ota o anopakpuouéva
onueia Tou vnolov.

‘Evac minBwplkdg Nyetng, mou LeTeTpee TNV Opydvwon Tou oe
TILAWVA AVATTTLENG Kal TIPOGO0U, CE TIPWTAYWVIOTH Twv eEeNiEe-
wv, SlekdIkNoE Kal ArEKTNOE AOYO GE OAEG TIG TIONTIKEG TIOU ETIN-
pealovv TNV oovopia, peteTpee v OEB amd cuvSIKOAIoTIKO
$OopPEA TWV €PYOOOTWV OE OXNUA ETIXEIPNUATIKAC SNUIoLEYIAC
otnv Blopnxavia, otnv naideia, oTnv LYEIQ, OTNV EVEPYELQ, OTO
ePIBAM0Y, OTnV VAUTAia, OTnV €peuva, OTNV KAVoTopia, oTov
TIOATIONO, oTov ABANTIoNO, avTol. Me Alya Adyla katadepe va
kavel Tnv. OEB ouotnuikn.

Mix&ANg MRAKoG, pia ottoudaia GuOIoYVWIC, EVAC APXITEKTOVAC
TNC KOWVWVIKAG CLVEWONONG, EVAG I0TOPIKOC NYETNG Tou Kutpl-
QaKoU ertxelpeiv.

Tnv Kuplakry 31 Maiou 2020 Tov arnoxaupeTioaue yia avia. e
ELXAPIOTOUPE YIa OAA MiX&AN IMHAIKE.



Strengthening
the Employee

Employee Experience (EX) is the sum of all interactions a
person has with their employer, including all Human, Physical,
and Technological touchpoints. Let's dive deeper into our
understanding of Employee Experience by asking “Why”
questions to get to the root of the issue. (1) Why does EX
matter? Because it impacts human wellness. (2) Why does
human wellness matter? Because it determines quality of life,
as well as behaviours. (3) Why do behaviours matter? Because
they determine business outcomes. Do | even have to ask (4)
Why quality of life and business outcomes matter? We barely
needed to get to a 4th Why to see the value of improving EX.
Employee Experience is impacting these vital outcomes whether
you design for it or not.”

It is important to understand the connecting path of how
Organizational Design is a key factor in the outcomes your
organization will achieve. The design of the organization
(intentional or otherwise) will create the experience employees
have at work. Those aspects of the organization that you don’t
design intentionally will be subject to biases and Behavioural
Economics. Unintentional design will cost your people stress and
your company money.

Employee Experience has an impact on all aspects of our
wellness. There are Eight Dimensions of human wellness that
impact our Physical and Mental health. As well, our current
experiences relative to each Dimension will impact our attitudes
and ultimately, our behaviours. Behaviours are the fundamental
building block for individual, and organizational performance. If
you are not optimizing EX for your people, you will have a negative
impact on both their wellness and the bottom line. Intentional EX
will bring you closer to the outcomes you seek.

DAVID S. COHEN

—Xperience

by Dr. David S. Cohen and Gil Cohen

The path from design to outcomes is a complex one that ranges
through the fields of psychology, biology, axiology, physiology,
technology, anthropology, deontology, epistemology, sociology,
horology, and kinesiology. Because of both the complexity and
time delay from start point to end, it is hard for many leaders to
understand this relationship. The problem for their employees is
that this happens whether they understand the connection or not.

The Eight Dimensions of Wellness at Work

There are eight dimensions that impact quality of life, physical,
and mental health. Beyond that, the support within each
dimension will determine a person’s behaviours. Below is a brief
explanation, with an example of how that dimension of wellness
impacts productivity.

Emotional — The Emotional Wellness Dimension is about the
ability to express your feelings while also appreciating the feelings
of others. It also entails the ability to be optimistic and enthusiastic
about your life. Understanding how to properly manage your own
emotions in an adjusted way allows for emotional wellness. For
example, psychological safety will determine how much a person
shares with others at work. Without psychological safety, a
person might hide information that would be vital to the business.

Environmental — The Environmental Wellness Dimension is
about the relationship between yourself and your environment.
Healthy, stimulating environments support our well-being, as
well as our ability to complete our jobs effectively. Environmental
wellness is determined by a variety of factors that make up your
environment. For example, open concept offices have been a
popular design over the last couple of decades. However, open
concept offices actually lower productivity and decrease morale.

Dr. David S Cohen, Ed. D. has a vision: organizations that thrive by living their values in good times and especially
VUCA times. David's first career was in elementary and high school education, where he built a reputation for build-
ing school communities based on purpose and social responsibility. Thirty-three years ago, David transitioned to
corporate consulting. As a consultant, David earned a reputation as a contrarian consultant because he does not
always follow what is popular in his chosen field. David works with leaders helping them understand what is and
what is not necessary to build an active and positive organization. He helps leaders' step into life's challenges,
inspiring them to create a sustained approach through a values-based focus, resulting in better business results.
David has had the privilege of partnering with firms across five continents and all business sectors. Additionally, he
has worked with governments, from the local to the federal levels, and not-for-profits.

He has taught at Queens University School of Labour Relations and the executive education program at the Schu-

lich School of Business, York University. Currently, he teaches organizational development at Durham College.
David earned his doctorate from Boston University in Humanistic and Behavioural Studies; during that time, he also completed independent studies at the
Harvard School of Education, where he was a teaching assistant.

David is a keynote speaker, educator, disruptor, facilitator, team builder, and executive coach.

He has authored two books and numerous articles in professional journals.

¢ The Talent Edge: A Behavioral Approach to Hiring, Developing, and Keeping Top Performers (John Wiley and Sons, August 2001)
¢ |Inside the Box: Leading With Corporate Values to Drive Sustained Business Success (Jossey-Bass September 2006)

When David is not travelling, he is hanging out with his five grandchildren, when possible, attending Toronto Raptor's games, or simply relaxing.

EXPERT ON

¢ Corporate Culture

¢ Vision/Purpose

* Human Resources

¢ Organizational Development
* Teamwork / Teambuilding

* Performance Improvement
¢ Leadership

EXPERIENCE IN

Consulting

¢ Corporate

¢ Not-for-profit

¢ University and college teaching

* Ethics / Values
¢ Consulting
* Employee Accountability for Commitments
* Recruitment and Selection
¢ Organizational Behaviour /
Behavioural Competencies that work
* People Management
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Financial — The Financial Wellness Dimension is about overall
financial input and output, as well as your financial literacy and
understanding. Financial wellness is determined by satisfaction
with your present financial situation, as well as future outlook.
For example, job instability impacts a person’s future perceptions
of their financial wellness, causing stress. Those who lack job
stability often display job defensive behaviours that might put
them in a better position but weakens the position of the group.

Intellectual — The Intellectual Wellness Dimension is about
keeping your brain active and expanding vyour intellect.
Intellectual wellness is supported by maintaining curiosity, valuing
learning, and responding positively to intellectual challenges.
You can support your own Intellectual wellness by learning new
knowledge and skills, as well as sharing that learning with others.
For example, growth is vital for retaining employees. Employees
are often looking for growth, either within a function or across,
throughout their career. Without providing opportunities for
development, people will be less likely to stay with the company,
with significant per person costs.

Occupational — The Occupational Wellness Dimension is about
your relationship with your own work, as well as your career.
Occupational wellness exists when your role consists of tasks
that provide personal satisfaction in alignment with your individual
interests, skills, and talents. For example, autonomy is vital for most
peoples’ occupational wellness. When we are micromanaged,
our autonomy is negatively impacted. Consequently, many
people’s motivation is diminished by a micro-managing boss.

Physical — The Physical Wellness Dimension is about having a
physically healthy body. This consists of caring for your body to
stay healthy, both now and in the future. Physical wellness relies on
healthy habits including nutrition and exercise, as well as appropriate
health care. For example, the ergonomics of our work setup has an
impact on our physical wellness. Negative physical impacts cause
pain for the individual, as well as absences from work.

Social — The Social Wellness Dimension is about having healthy
relationships with those around us, as well as the community.
Social wellness involves having an interest in, and concern, for the
needs of others. It also includes enjoying being around others and
developing friendships. Social wellness increases your desire to
contribute to the whole. For example, inclusion within one’s local
team is key for teamwork. Without true inclusion, teams are unable
to reach full productivity, with one or more people holding back.

Spiritual — The Spiritual Wellness Dimension is about your Values
and involves having purpose and meaning in your life. By ensuring
alignment between your actions and your beliefs, you can serve
your spiritual wellness. For example, our values need to be in
alignment with the behaviours of leadership. Even as recently
as during COVID, employees have quit from major companies
based on the decisions that their leaders have made.

Each of these elements play into our overall well being in their
own way. Employee Experience impacts every dimension of

GIL COHEN

wellness. Circumstances and individual differences will cause the
relative impact of each dimension to vary over time.

These are just a few examples of ways that EX impacts peoples’
wellness at work. As well, these are just some ways that wellness
has an impact on behaviours. The reality is that each individual
and each group are unique. It is important to understand which of
these factors are most important for your team. By understanding
what your people care about, you will be able to better determine
which aspects of EX need improvement.

The Employee Lens is the Key to a Better Employee Experience

One key to ensure a focused EX is the employee lens. Multiple
perspectives are vital to ensure that plans are being achieved and
the system is designed effectively. Too often, HR and Leadership
make decisions based on what is best for them and the company
without understanding the impact on their people. Change
management is more effective when the people lead the change,
not get dragged from the back.

Because most company decisions are missing the perspective
of the employee, decisions are made with limited information.
The front-line employee is the individual who faces the suppliers,
customers, and prospects. The front-line employee has the
wisdom and experience to make things better. They know the
system and the culture, including what needs fixing. Employees
are also aware of how the internal system is actually implemented
and its real impact on motivation.

Voice of the Employee (VOE) gathers the opinions, wants, needs,
preferences, etc. from employees to understand their Employee
Experience. VoOE is critical feedback that every organization
needs in order to improve effectiveness. There are a lot of details
that go into gathering VoE effectively, but it starts with one; The
intent to listen.

When the employee voice is involved in the solution, the
opportunities for better and more meaningful improvements
are not only discovered but successfully executed. It is about
listening to the frontline employee and engaging them in building
the organization. Many successful leaders have learned that if you
take care of your employees’, in a way they want to be treated,
your employees will take care of your customers in the same
manner. The result is consistency of behaviour. The expected
behaviours during the interaction build your brand and have your
customers return again and again.

There are a wide variety of ways to collect VoE (e.g. committee,
survey, managers, journey mapping). There is no one right way
to accomplish the goal of understanding the employee lens. You
will need to do what is right for your organization. But whatever
you do, make sure you follow up. Make sure not to leave people
hanging after they provide feedback or they won’t provide it again.
Organizational outcomes depend on your ability to collect honest
feedback, and implement solutions based on both organizational
and employee needs.

Gil has a passion for helping organizations design employee experiences that improve both the capacity of the organizations
and the lives of its employees. His combined background in psychology and business helps him understand both sides of the
individual and organizational aspects of workplace experiences.

Over his two decade career, Gil has worked with leadership teams from numerous industries, gaining insights into their different

styles. His work has spanned a variety of topics, including employee experience, talent management, values definition, leader-
ship development, among others. The work that Gil has completed has had a focus on aligning human and organizational needs.
This enhances the ability of the organization and its people to achieve their individual and common goals.

Gil has run workshops and conference sessions throughout North America, where his focus is working with smaller to medium
sized groups. Engaging with people about the specific work they are doing allows the session participants to gain insights not
just from Gil, but from one another as well.




What is an H

R audit 2

and why Is Important

When it comes to risks in the management of human resources,
employers and HR professionals should not simply wait for an
inspection by the Department of Labour, the Social Insurance
Services, the Income Tax office or another government bureau to
knock on their door. Regular audits are the best way to defend
an organisation against potential employment claims, adverse
government department findings or fines.

Most people are familiar with annual financial audits (the legal
requirement for organisations to provide reasonable assurance
that their financial statements are complete and accurate)
but not many have heard of HR Audits. The performance of
people (human resources) is one of the most difficult aspects of
organizational performance to measure. HR audits can provide
valuable help in this direction as they are a powerful diagnostic
tool measuring the effectiveness of HR management practices.

HR audits can help an employer safeguard legal conformity and
to monitor their recordkeeping policies. But they don’t have to
be limited to legal compliance. HR audits may accomplish a
variety of additional objectives, such as aiding the maintenance
or improvement of competitive advantage; creating efficient
documentation andtechnology practices; and, detecting strengths
and weaknesses in recruitment, performance management,
reward, communications, learning and development and other
employment practices.

A typical HR audit will provide diagnosis on all the strategic
elements of human resource management practices, such as:

¢ HR Strategy

¢ Workforce Planning

¢ Employee Engagement

e Communication

e Equal Opportunities, Diversity and Inclusion

e Corporate Social Responsibility

e Employer Branding

® Health and Safety

but also examine the less “sexy” and more “housekeeping”
elements without which HR departments could crumble. These
housekeeping areas include, amongst others:

® Records Management

e Employment Legislation

¢ GDPR compliance

® Risk Management

* HR metrics and analytics

e Employee Relations and Trade Union Practices

¢ HR Information Systems

¢ HR Budgeting

A systematic formal process like any other audit, the HR audit
is designed to objectively review and evaluate the strategies,
policies, processes and procedures, structure, systems and
documents of the organisation’s human resource management
in view of enhancing organisational performance. It does so by:
e Ensuring that legal compliance and governance requirements
are being met

e Confirming that business and talent management objectives
are achieved

e |dentifying, assessing and managing human
management risks

¢ Warranting the organization’s human resources add value

resources

by Kiki Kallis

The HR audit is based on the principle that HR processes are
dynamic and have to be re-addressed and refreshed constantly
if they are to keep on being quick to respond to needs that are
changing all the time. It’s important to note, that this is not
a routine practice intended to solve problems. Similar to
financial audits, HR audits act as a health check-up, allowing
organisations to get an overall view of where they stand,

looking at their processes and
paperwork to see if everything is
in order. By offering insights into
the likely cause of problems they
are facing or by identifying potential
future issues, this health-check acts
as an “early warning system”. The
audit can help the organisation plan
ahead and prevent issues from
arising, thus saving trouble and
money.

HR audits provide the following
benefits to organisations:

e They explore the effective use of
human resources

® They ensure alignment of human
resource management with the
overall business

e They can identify ways to
streamline work processes

e They offer measuring  of
continuous improvement

eThey can instli a sense of
confidence in the HR department

e They can maintain or enhance
the organisation’s reputation in the
community

By carrying regular HR audits, it can
be ensured that the organisation’s
human resource practices are
healthy and carried out at their best;
reducing general organizational
liability and increasing performance
effectiveness.

As human resources are increasingly
identified as an organisation’s
biggest asset, being the source
of innovation and a driver for
productivity, profitability, business
success and sustainability, it is
evident why HR audits are such an
important diagnostic tool.  The
results of such an audit, carried-
out professionally by experienced,

Kiki Kallis

With academic studies in Psy-
chology and Human Resource
Management, extensive training
in all HR aspects and an interna-
tional career spanning over 20
years with large multinational
corporations Kiki enjoys work-
ing on HR projects with organi-
sations willing to invest in their
people agenda and wellbeing.

She currently works as HR
Manager at CARDET and pro-
vides HR Consulting services
to clients at the Institute of De-
velopment.

She enjoys conducting HR Au-
dits and identifying ways to ad-
dress organisational needs, de-
livering training and facilitating

workshops.
include

Her HR passions

Talent Management, Diversity
and Inclusion, Employee Well-
being and Engagement.

external consultants, help determine the actions that need
to be taken, identify how the changes will affect the business
bottom line and decide how to prioritise problem areas in order
of importance.
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A Case Against Playing Devil’s
Advocate: Why you need to Be a Voice
of Support, NOT a Voice of Reason

Have you ever received advice from someone that felt more like
an attack? Has someone with the best intentions ever offered
your insight that left you frustrated or potentially even angered?
You’re not alone! Every week | encounter at least one person that
he/she believes of being the voice of reason, when in reality he/

Joshua M. Evans

Joshua has a passion for bring-
ing purpose and fulfillment into
the workplace. As a #1 best
selling author, TEDx program-
mer, keynote speaker, and cor-
porate trainer he helps organiza-
tions thrive by building engaged
teams, impassioned individuals,
and phenomenal organizational
cultures.

Joshua's clients include Ameri-
canExpress, GE, ExxonMobil,
HP, Raytheon, Starbucks and
DHL. His insights have been fea-
tured in The Wall Street Journal,
Harvard Business Review, INC.,
Huffington post and others.

Joshua travels the world provid-
ing companies and individuals
with tools to help employees
re-engage in their work and find
meaning in their roles. He lives
in Texas with his lovely wife and
their three beautiful children.

she just trying to be contrarian.

Many people, myself included, have
attempted to be the voice of reason,
but were in reality just eroding the
other person’s excitement.

| recall a recent lunch with a
good friend of mine. During our
conversation he mentioned a
new job opportunity that would
potentially be a step up, but would
involve a transition into another
industry. Needless to say, he was
very excited and optimistic about
this new venture. However, there
was something about this moment
| couldn’t let go... | had to say
something.

| started with a fairly inquisitive
question. Something along the lines
of what’'s the company’s 5 year
strategy? After a few more benign
questions, | turned up the intensity.
Quickly, | began walking through
all the hidden problems and all the
potential challenges that my friend
might be confronted with.

Then out of the left field he cuts me
off with “Can you just be supportive
of this change I’'m going to make?”

It was like a slap back to reality. | had
become the same type of person
I've fought in countless meetings.
| was ‘Playing Devil's Advocate’. In
my attempt to be insightful, | had
thrown water on the newly lit fire of
hope within my friend. In my short-
sighted effort to bestow wisdom, |
had taken an exciting moment and
trivialized it.

[t was at this moment, | came to

the conclusion that | can either build people up or | can break
them down. Since then, | have decided to constantly make the
conscious decision to be a person of support, NOT a voice of
reason.

by Joshua M. Evans

If you are anything like me, you’ve been confronted by these sorts
of moments. Here are a few ways that you can fight being the
voice of reason and become the voice of support.

1. Ask yourself “How can | positively impact THIS person?”
When in a conversation, look beyond your knowledge and insight
and ask yourself what's best for the person that is confiding
in you. Think about how you can positively impact the person
sitting across from you. Not trying to influence them, not trying to
change their mind, and not pushing your own agenda. Only think
about them and their emotional and psychological well-being.

2. Listen!

Actually listen to their thoughts. Chances are, they’ve already
thought through many of the problems and roadblocks you would
have pointed out. Highlighting the issues would only serve to
frustrate and irritate someone that has already been overthinking
their situation.

3. Ask if they want help! As it turns out, not everyone wants
advice. Can you believe it?!

It took me many difficult conversations with my wife to realize
that sometimes people just want to vent. There are times when
people will share problems or challenges without the desire for
someone else’s insight. Before offering unsolicited advice, make
sure it is actually wanted.

Don’t try to be the:
¢ \/oice of Reason
Or

e Devil's Advocate

4. Remember: No one thinks they are detractors or
malicious or oppressive.

Many times it is the people that believe they are helping the
most that end up doing the most damage. | want you to think of
someone in your life that constantly telling you to keep your head
out of the clouds, or continually trying to help you see potential
problems, or the person that most easily bring the ‘voice of
reason’ to your situation. These people often have no idea of the
negative impact they have. Most times they think they are being
helpful or ‘honest’ with you. While it is important that you limit
their influence, remember they do not mean you harm.

Lastly, remember that there is a very good chance that you have
become the ‘voice of reason’ on someone else’s life. Be aware of
how advice could detract from someone else’s success.

In conclusion, work to be a person of support in the lives of those
around you, not the voice of reason. Let the rest of the world play
devil's advocate.

Be awesome, stay awesome!
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TOU MIXGAN Maiudpn

H Sle€aywyn apketwyv ceuvapiwv oe Béuata Hyeoiac onuepa yivetal yéoa and (oTopieg
AvOPWIWY TIOL KATAPEPAV KATI TIOU BEWPEITO aKATOPBWTO TL.X. PECW €EepeLVNTWY TNG
AVTOPKTIKAC A TWV TIPWTWY AvBpWIwyY TI0U aveBnkKav tTnv PnAdTeEPN Kopudr TOL KOGHOUL —
10 EBepect. Ta pabruata gival oG — TO00 peca amod Ta AABn Touc AAAG KAl T EKavaV
ocwoTd. To Mo eEVTUNIWOIAKO, OUWC, eival Ol XEIPLOMOI TTOL IIPETEL va Kavel évag Hyétng
- Opadag, Tunuarog, ETaipeiag, e18IkoTEPA 0 TMEPLOSOLG KPioEWV.

Ta epwTnNUATIKA eival TIOAA. Tt pogxel yU' autov Tou nyeita; Na metixel Tov oTtoXo Tou,
€0TW KAl €AV TIPETIEL VA BLOIACEL KATTIOIA ATt TA ATOWHA TNC OpAdAC TOU, N N EYKATAAEWPN TOL
OTOXOU KAl TIPOOTIABEIQ ETIITELENC TOL OE KATOTIVO XPOVO VIO va MNV UTIAPXouV avepwr-
veg anwaAeleg; Eva xapaktnploTiko mapdadetyua eival n mepimtwon Tou yeyalou eEepeuvn-
™™ Ernest Shackleton, o onoiog Bewpeital €vac amnd Toug o arnodacloTikoLe HyeTeg 6oov
apopd TOUC XEIPIOPOUG TOL O BEPATA KOICEWV.

MeTd amnod MoAEC SUOKONEG, AUTOC Kal N opdda Tou aneixav poAlc 97 pilia ard Tov Bopelo
Mo 0, aAAG armoddoloe va emioTpePel Tiow, yati kKivdlvevav va TeBdvouy amnod neiva oe
TEPIMTWON TIOL TPOXWPEOVCAV TIPOC TNV ETITEVEN TOU OTOXOU, TIOL Gev NTAV AAAOG ard TO
va gival ol TpwTol oL Ba pBacouy otov Bépeio MoA0. ' autr Tou TNV evepyela SoEAcOnKe
art’ OA0 TOV KOOUO KAl ArEKTNOoE ToV TITAO Tou Sir and Tov Baohéa tng AyyAiac Edovdpdo
TOV S0V.

Katd tnv enopevn AnmooTOAr] TOL €XA0E TO TIAOIO TOU TO OTTOI0 TayldelBNKe oTOLC AYOUC,
TIPOTOU aKOUN ®Bacel oTnv AVTAPKTIKA. MeTa amod 600 xpdvia TIEPIMAAVACEWY — KAl XWPIG
Kavevag va yvwpilel ou Bpiokovtav — KaTadepe va odnyraoel GAOLE TOUC AvOPEC TOUL TTicw
otnv natpida pe achdiela — BupiCovtag Aiyo Tov mepimiavwpevo Oduvocea. Onwg Xapa-
KTNPIOTIKA avedepe o’ AAAN Tiepintwon o Neolnhavddcg eCepeuvvntig Sir Edmund Hillary: “
‘O Kivouvog eival éva npaypa, aAAa o Kivéuvog ae cuvduacHo pe SUOKOAEG Kataota-
OEIG Kal pAAloTa yia peyaia xpovika diaostipara, sivat Katt to ditadpopetikd”. Mool
AvBpwoL UMoPOoLV va avtarneEEABouV KAMOI0 KivOLVO — LEPIKOL KIOAAG BAETIOLV TOV KivOLVO
oav TIPOKANCN — AAAA OE Kavéva dgv apeael N TaAAmwpIa.

Tolanwpia onuaivel va Tevac, va dupag, va eiocal eEavtAnuévog, K OpwS va CLVEXICEIC va
aywviCeoal. Onwg eire kat o Napoleon “O Hyétng gival o eknpdowmog Tng eAnidag’. I
auTo, XAPAKTNPIOTIKA SnAwoav ol Avdpeg Tou Shackleton: “ ‘Huaotav mpayuatiké a&loAD-
TINTOL, OAAG O KATIETAVIOC ATAV 0 AvBPWTTOC TIOL KATAPEPE VA PAC BYAAEL amtd TO adiEEodo”.

O Shackleton, fitav o GvBpwrog Tou OTIC SUCKOAEG OTIYMEG, KATAdePE va BAAEL TIG BACEIG
yla opadikoTnTa, €voelEn adooiwong oTo KAbrnkov, LTeELBLVOTNTA, ETIHOVH KAl TIAvVwW art’
OAa mveLpa alolodotiag. TMa évav Hyétn, o avBpwtiog eival mavw am’ 6Aa. KoAltepa
va (ACEIC Kal VA TIPOCTIABNCEIC apydTePA va TIETUXEIC €va 0TOXO PNAOTEPO art’ auTd TIoU
EXEG XAOEL

To nvebua opadikoTNTAG elval AUTO TIOL TIPETIEL VA DIAKATEXEL ONUEPA TIG ETIXEIPNOELG YIA
VA UTIOPOULV VA QVTEMEEEPXOVTAL OAWY TWV APOBAETTWY KATACTACEWY TIOL CLVAVTOUV OTO
TAEidI Toug, Kal £TOL GAOL VA VOIWBoULV IKAVOTIoiNoN yia Ta eTUTEDYHATA TOUC. H opadikdTnTa
elval euBovn Touv HyeTn, adol auToC ETTIAEYEL TA ATOUA KI' AUTOC KaBopIlel Tov TPOTO SIoi-
KNoNG Toug.

MixdAng Maipdapng

O MixdAng Maipdpng epydcetal
wq Eknaideutng kal ZUuBoulog
Enixeipnocewv  otnv  €Talpeia
Knowledge Training & Con-
sulting Ltd. ‘Exel epyaotei yia
neplocdtepo and 20 xpovia
G  AieuBuvtikd  ZTENEXOG
ora Tunuyata MApKeTIVYK &
MwACEWY  KUMPIOK®WYV KAl
MOAUEBVIKWY 0pyaviouwv, 6nou
QANEKTNOE ONUAVTIKEG EUNEIPIEG
and TNV KUMnpIakA Kal and tnv
naykéopia ayopd.

Ta TeNeutaia 4 xpovia Exel
Ta&I0EWel cuxvd oTo lopanA yia
Va MEANETNOEI TNV KOUATOUPQ
Kal va O€l and Kovid TI €KAVE
TNV XWPA auTA va OVOUAOoTEl
“The Startup Nation”. Exel
ktioel éva  eupu  dikTuo
YVOpIMIWV  PE  lopanAivoug
Startuppers, QMOKTWVTAG
ONUAVTIKEG €UNEIpiEG and Thv
ouvavaoTpoPn Kal cUVEPYacia
padi Toug.

‘Exel oupPBouAeUcEl MEPA TwV

300 enixeipricewv and TO
1995, an’ 6Aoug TOUuG TOMEIG
dpacTNPIOTATWY  TNG  ayopPdG.
Eninp6oBeta N €KNAIOEUTIKN
Tou euneipia Eenepvad Tig 10.000
WPEG. ApBpPa TOU PE QVTIKEIUEVO
TOV KOOUO TWV EMIXEIPNCEWV
dnpooievovtal oto LinkedIn kai
GAA\a OIKOVOUIKG €vTuna.




32

The impact of creating an HR Digital
Workplace: What does it means for
the HR Professionals by Nastasia Michael

Introduction

Over the last few decades, Human Resource Information Systems [HRIS] have received significant attention by many employers, trade
unions, public organisations, academic institutions, scholars and researchers who were interested on the topic (Dery, K., Grant, D.,
& Wiblen, S., 2009). Hedrickson, A.R. (2003) described HRIS “as integrated systems used to gather, store and analyse information
regarding an organization’s human resources”. Tannenbaum, S.I. (1990) stated that HRIS “is used to acquire, store, manipulate,
analyse, retrieve and distribute information about an organization’s human resources.” Various researches revealed that in order for
HR Professionals to become more efficient, effective and have a strong competitive advantage in the market, they need to have quick,
available and updated information on existing and potential employees. This can be achieved through technological advancement,
with the implementation of an HRIS system which can provide improvements, new techniques, and HR analytics with an e-speed of
a mouse click.

Figure 1.

The structure of HRIS
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Figure 1 illustrates the areas and functionalities that can be adapted, applied and installed in an HRIS system. The HRIS has become
flexible, quick and easier to use and has managed to replace many administrative and paperwork-based duties, as well as the creation
of manual reports. HRIS can also be named as a “strategic building platform” with the capability to analyse the most significant
information for HR Professionals and the organisation.

Change is a necessity for organisations; thus, technological systems must be also flexible and adaptable to changes because of new
market demands. An HRIS must follow, develop and update their functionalities to satisfy the current and potential demands and needs of
every organisation. Findings revealed that when organisations do not follow the trends or the market demands regarding technology and
accessible information, this would have a negative impact on the organisation’s effectiveness. The results of this negative impact include
inefficiency, ineffectiveness and time consuming (Nagendra, A. & Deshpande M., 2014).

Advantages and Disadvantages of HRIS

Advantages of HRIS
Several authors and scholars (Hendrickson, A.R., 2003, Beadles, et al, 2005, Kovach, 2002) have recognised and emphasized the
HRIS benefits in areas such as management, human resource development and employees as outlined in a summary:

A) HRIS benefits for the management of the organisation:

a. The ability to make efficient decision making for the organisation’s goals and objectives.

b. The ability to reduce cost because HRIS provides the opportunity to control and monitor the setup budget.
c. The ability to provide transparency into the organisation.



d. The ability to provide a clear mission and vision to the
organisation and

e. The ability to monitor and review the process of existing
employees and ex-employees (monitor the labour turnover).

B) HRIS benefits for the human resource development of
the organisation:

a. The ability to have all necessary information and automatized
reports of all employees in a single database.

b. The ability to change an information input and through
automatization the employees’ information and reports to be
adjusted immediately.

c. Theability to remove paperwork, templates and administration
duties which are time consuming and have high chances for
mistakes and errors.

d. The ability to improve HRIS software packages according to
legislation (i.e. GDPR) and

e. The ability to improve efficiency on the employee’s absences,
delays, holidays through automation.

C) HRIS benefits for the employees of the organisation:

a. The ability for the employees to review their information in
a single software, holidays, absences, appraisals, training and
development etc.

b. The ability to access the software and request holidays, sick
leaves through a fast track automation.

c. The ability to automate through reminders, deadlines, events
and project progression.

d. The ability to monitor and review in-house trainings and
request their interest in any external training opportunities which
can increase the employees’ morale.

e. The ability for the HRIS to be accessible 24/7 even through
mobile applications

Disadvantages of HRIS

HRIS systems main challenges can be identified in areas such
as receiving the proper attention from an organisation, people
management complexities and managing the change and
acceptance of the employees and other users. As addressed
above, there are several advantages, however, there are also
some disadvantages needed to be taken into consideration
about the HRIS system outlined below:

e |t is common that an organisation has different level of
employees whereas not all employees are comfortable with
technological changes. In other words, the organisation will
require additional training hours to make employees familiar with
the HRIS systems.

e Change is not always welcomed easily, since many
employees prefer to stay in their comfort zone with what they are
familiar with.

e The HR Professionals need to attend several training hours
in order to adapt and become familiar with the HRIS system and
quickly start using all the functionalities of the system.

e A more serious issue is the compatibility of the HRIS in case
an organisation wishes to change from one software to another.
There are several parameters to be considered before the
decision for replacement such as privacy security, and whether
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database information can be compatible with the other systems
in the organisation.

o Huge database: Through HRIS enormous availability it can
have the side effect of getting lost in managing the database

e | oses human touch: through technological advancements,
the HRD can neglect the human side or human touch.

Shilpa and Gopal (2011), has addressed the disadvantages
of HRIS as follows:

e Cost: Cost can become a major indicator to avoid HRIS
systems. Researchers and scholars have addressed the
implication because it relates to the availability to get some HRIS
functionalities, but not all due to cost.

e Link business requirements with HRIS: The management of
the organisation must monitor that the system can assist and
support the organisation with its functionalities and avoid losing
control.

e Privacy and Security: GDPR plays an important part though
the implementation of new legislation. The HRIS needs to ensure
that sensitive information are secure from competitors and
external parties, as well as ensure confidentiality.

Conclusion

Everything mentioned underlines that HR Professionals can
become more efficient, effective and have a strong competitive
advantage in the market through technological advancement
with the implementation of an HRIS system. Organizations will be
benefited by the implementation of the digital HRIS system, as it
will assist and support HR Professionals through technological
automation.

Figure 1 illustrates the HRIS system as a “strategic building
platform” providing areas and functionalities that can be easily
adapted, applied and installed in an organisation. The HRIS
system with an e-speed of a mouse click can become flexible,
quick and easier to produce reports and data, making it essential
for HR Professionals and replacing administrative and paperwork
duties done manually.

It is significantly important to consider the advantages and
disadvantages analysed above. Some of the parameters that
have been addressed are knowledge and skills, efficiency and
effectiveness, IT and security and accuracy, which organisations
need to consider while implementing an HRIS system. Moreover,
HRIS systems are like any technological software which can
have some pitfalls and challenges such as cost, link to business
requirements, huge database and loss of human touch, as
already noted.

In summary overall, an HRIS system can assist and support HR
Professionals to achieve the organisation’s goals and objectives
and take care of the welfare and working environment of its
employees. An HRIS system can replace manual paperwork,
administration, creation of reports and information when HR
Professional become overloaded with deadlines and numerous
tasks. An HRIS system is highly recommended for any small,
medium or large organisation to improve efficiency, effectiveness
and productivity.
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Membership of the CyHRMA carries a lot of benefits for you, including:

A rich network of Human Resource Management professionals.

e Updates on current Human Resource Management trends and issues.

e Opportunities to develop professional knowledge through events, training programs, conferences and gatherings.
¢ Reduced fees for participation in seminars, conferences, and other events.

¢ Participation in the CyHRMA Discussion Forum.

e Use of the CyHRMA Library “Costas Papakyriacou”.
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METAKOMIZATE ZE NEO ZMITI; AAMAZATE EPrAZIA / EPFOAOTH; EXETE METAKOMIZEI ZE NEA FPA®EIA;
EXEI AAAAZEI H AIEYGYNZH ZAX (HAEKTPONIKH KAI MH);
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We don’t want anybody to miss out on our publications! If you have moved house or changed employer please e-mail
your correct contact and/or professional details at info@cyhrma.org.
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email: lefterisc@cytanet.com.cy

Website: www.bbsacademic.org
Contact Person: Lefteris Colocassides

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

2571 Nicosia, Cyprus
Tel: +357 22499994
Fax: +357 22499984

Address: 2 Apostolou Varnava, Centaur House

CRC | sobutors

CENTAUR TRUST SERVICES (CYPRUS) LTD = CHARAKIS RESEARCH & CONSULTING LTD
Address: 10 K. Charakis Street,
3041 Limassol, Cyprus

Contact Person: Christos Theocharides

tions*

Tel: +357 25366571
Fax: +357 25355463
Email: info@crccy.com
Website: www.charakis.com
Contact Person: Micheal Charakis

Email: info@centaurtrust.com

Website: www.centaurtrust.com
Contact Person: Demetris Papaprodromou

\CUBE
\/ AUDIT LTD
CYPRUS EXAMINATION CENTER

« TAX « CONSULTING
CUBE AUDIT
Address: Address: P.O. Box 28092, Address: Anemonas 27,
2090 Nicosia, Cyprus 2051 Strovolos, Nicosia, Cyprus
Tel: +357 22003399 Tel: +357 22255592
Fax:+357 22003395 Fax: N/A
Email: info@cubeaudit.com.cy Email: info@cec.com.cy
Website: www.cubeaudit.com.cy Website: www.cec.com.cy
Contact Person: Andreas Koundouros

cy
EXAMINATION
® CENTER

AUDIT

d Danat

DANATCON HR LTD
Address: P.O. Box 27672,
2432 Nicosia, Cyprus
Tel: +357 99592353
Fax: N/A Fax: N/A
Email: louisa@danatcon.com
Website: www.danatcon.com
Contact Person: Louisa Kyprianopoulou

Contact Person: George Charalambous

X
Dale Carnegie

DC PERSONAL AND PROFESSIONAL
DEVELOPMENT LTD
Address: 25 Minoa,
7102 Larnaca, Cyprus
Tel: +357 96535300

Email: dinos.demetriou@dalecarnegie.com

Website: cyprus.dalecarnegie.com
Contact Person: Dinos Demetriou

EY

IEErilakoutas

CHARALAMBOS PILAKOUTAS

GROUP LTD

Address: 14 Meteora Street,

2032 Nicosia, Cyprus
Tel: +357 22586154
Fax: N/A

Email: maria.metaxa@pilakoutasgroup.com.cy

Website: N/A
Contact Person: Maria Metaxa

@

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

CYPRUS

INTERNATIONAL
INSTITUTE OF
MANAGEMENT

Contact Person: Takis Stylianides

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

European Institute

m of Management & Finance

EUROPEAN INSTITUTE OF
MANAGEMENT & FINANCE
Address: Address: 101 Acropolis Avenue,

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

2
>
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CYPRUS UNIVERSITY OF TECHNOLOGY
Address: P.O. Box 50329,

3603 Limassol, Cyprus
Tel: +357 25002500
Fax: +357 25002750
Email: constantia.kousoulou@cut.ac.cy
Website: www.cut.ac.cy
Contact Person: Constantia Kousoulou

LA delta
DELTASOFT LTD

Address: P.O.Box 16152,
2086 Nicosia, Cyprus
Tel: +357 22375254
Fax: +357 22519369
Skype: deltasoft_Itd
Website: www.deltasoft.eu
Email: kgeorgiou@deltasoft.eu
Contact Person: Katerina Georgiou

exelsys

EXELSYS LTD
Address: 12 Mikynon Street,
1065 Nicosia, Cyprus
Tel: +357 22375034
Fax: N/A
Email: info@exelsys.com

3rd Floor, 2012 Nicosia, Cyprus
Tel: +357 22274470
Fax: +357 22274475
Email: info@eimf.eu

ERNST & YOUNG CYPRUS LTD
Address: P.O. Box 21656,
1511 Nicosia, Cyprus
Website: www.exelsys.com
Contact Person: Kyriacos Fiakkas

Tel: +357 22209999

ergohomegroup

ERGO HOME GROUP LTD
Address: 41-49, Ag. Nicolaou Block B, 2nd floor,
2408 Nicosia , Cyprus
Tel: +357 77771411
Fax: +357 22352142
Email: info@ergohomegroup.com
Website: www.ergohomegroup.com
Contact Person: N/A

George K. Konstantinou

GEORGE K. KONSTANTINOU LAW FIRM
Address: Gladstonos 55, Roussos Center Point,
5th floor Office 5E, 3040 Limassol, Cyprus
Tel: +357 25368683

Email: marios@gk-lawfirm.com

Website: www.gk-lawfirm.com
Contact Person: Marios Konstantinou

Fax: +357 22209997
Email: Maria.Sergiou@cy.ey.com
Website: www.ey.com

George Z. Georgiou

il
&Associates LLC
e 1= ey
GEORGE Z GEORGIOU
& ASSOCIATES LLC
Address: 1 Eras Street,
1060 Nicosia, Cyprus
Tel: +357 22763340
Fax: N/A Fax: +357 22763343
Email: admin@gzg.com.cy
Website: www.gzg.com.cy
Contact Person: Natasa Aplikiotou

ators & Log:

Website: www.eimf.eu
Contact Person: Marios Siathas

Contact Person: Maria Sergiou

RECRUITMENT

GLOBAL RECRUITMENT SOLUTIONS LTD
Address: Agathangelou Business Centre,
101 Gladstonos Street,
30832 Limassol, Cyprus
Tel: +357 25342720
Fax: +357 25342718
Email: jobs@grsrecruitment.com

Website: www.grsrecruitment.com
Contact Person: Steve Slocombe

OCREDITGROUP
S € of mind

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

RONT

INTERFRONTIERS
Address: 36 Costa Mishiaouli,

2450 Kato Deftera, Nicosia
Tel: +357 22625222
Fax: +357 22625223

in [’
securing ea
INFOCREDIT GROUP LIMITED
Address: 5A Philippou Hadjigeorgiou,

IKEA H.M. HOUSEMARKET
(CYPRUS) LTD.
Address: Verginas 1, Strovolos,
2025 Nicosia,Cyprus, 2006 Nicosia, Cyprus
Tel: +357 22502472 Tel: +357 22398000
Fax: +357 22502477 Fax: +357 22458937
Email: hmcyprus@ikea.com.cy Email: info@infocreditgroup.com
Website: www.ikea.com.cy Website: www.infocreditgroup.com
Contact Person: Evangelia Aspromalli Contact Person: Andreas Hadjimichael

I'V 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

Website: N/A

email: kyriacos.iacovides@inter-frontiers.com
Contact Person: Kyriacos lacovides
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INVESTCOR CORPORATE LTD

gurl:avﬁ! uu:nc'i
VATUEGus
where change begins
Address: 61 Omirou Street, Joanna Court, K. A. STAVRINOS CONSULTANTS LTD KESEA LTD
Office 208, 3091 Agios Nicolaos, Limassol Address: P.0.Box 23404, 1683 Nicosia, Cyprus
Tel: +357 25000333
Fax: +357 25000133

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

Email: info@investcor.eu
Website: www.investcor.eu

Tel: +357 22817900
Contact Person: Evdokia Efstathiou

Fax: N/A
Email: central@kesea.com.cy
Website: www.kesea.com.cy
Contact Person: Anna Xinistery
-

A J. VA . N,
Educational
Services

L.M.C. (COLOCASSIDES)
EDUCATIONAL SERVICES
Address: 30A Ippokratous Street,
1011 Nicosia, Cyprus
Tel: +357 97617535
Fax: N/A

DYNAMICS

L =ADING Li

nkage

Create lasting leadership
LEADING DYNAMICS - ADVANCED
CONSULTANCY & TRAINING SOLUTIONS

LINKAGE INTERNATIONAL LTD
Address: 6 Aiolou Street, 2018 Nicosia, Cyprus

Address: 11 Bouboulinas Street,

1060 Nicosia Cyprus
Tel: +357 70000075 Tel: +357 22 030781
Fax: N/A Fax: N/A
Email: lefterisc@cytanet.com.cy Email: info@leadingdynamics.training Email: sales@linkageintlitd.com
Website: www.Imceduservices.com Website: www.leadingdynamics.training Website: N/A
Contact Person: Lefteris Colocassides Contact Person: Andreas Hadjixenis

Contact Person: Antonios Theocharis

MIND

OCECPR o et of Re
OFFICE OF ELECTRONIC
COMMUNICATIONS& POSTAL
MPK MINDMOVER SOLUTIONS LTD REGULATIONS (OCECPR)
Address: 57 Digeni Akrita Str., Offices 301 & 302,

3rd floor, 1070 Nicosia, Cyprus
Tel: +357 22250725
Fax: N/A
Email: mpattichi@mindmover.com.cy
Website: www.mindmover.com.cy
Contact Person: Mikaella Pattichi

)

ICE CREAM GROUP

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

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

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

Phoenix Leaders

PHOENIX LEADERS LTD
Address: Agion Omologiton 97,
Agioi Omologites, 1080 Nicosia, Cyprus
Tel: +357 22818000
Fax: N/A
Email: ask@phoenixleaders.co.uk
Website: www.phoenixleaders.co.uk
Contact person: Simon Ashton

PAFILIA PROPERTY DEVELOPERS LTD
Address: P.O. Box 60159,
8101 Paphos, Cyprus
Tel: +357 26848800
Fax: +357 26934910
Email: human.resources@pafilia.com
Website: www.pafilia.com
Contact Person: Lucy Nicolaou

-
pwe

PWC CYPRUS
Address: 43 Demostheni Severi Avenue,

1080 Nicosia, Cyprus
Tel: +357 22555000
Fax: +357 22555001

Email: eleni.vassiliou@pwc.com

Website: www.pwc.com.cy
Contact Person: Eleni Vassiliou

()

SOCIALSPACE GLOBAL MEDIA LTD
Address: 57 Digeni Akrita, Office 201,
1070 Nicosia, Cyprus
Tel: 70 088 088
Fax: +357 22104880
Email: y.p@socialspaceglobal.com
Website: www.socialspaceacademy.com
Contact Person: Yiorgos Petrakides

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

SAT-7 MEDIA SERVICES LTD
Address: Strovolos Avenue,
2042 Nicosia, Cyprus
Tel: +357 22761050
Fax: +357 22761040
Email: hr@sat7.org
Website: www.sat7.org
Contact Person: Sophia Evangelou

SocialSpace

CONSULTING
STAFFMATTERS INTERNATIONAL LTD

Address: .0. Box 53394,
3302 Limassol, Cyprus
Tel: +357 25341383
Fax: +357 25353055
Email: tony@smstaffmatters.com
Website: www.smstaffmatters.com
Contact Person: Tony Papadopoulos

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
The Cyprus Institute of

Neurology & Genetics

THOMAS POUTAS

INTERNATIONAL
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

THE INTERNATIONAL SCHOOL
OF PAPHOS
Address: 100 Aristotelous Savva Avenue,

8080 Anavargos, Paphos
Tel: +357 26821700
Fax: +357 22358238

Email: hr@isop-ed.org

Website: www.paphosinternationalschool.com
Contact Person: Amandas Charles

THOMAS POUTAS INTERNATIONAL
ASSOCIATES
Address: Dinokratous 2, Amaral 25,
Office 302, 1070 Nicosia, Cyprus
Tel: +357 22422000
Fax: +357 22759993
Email: info@thomaspoutas.com
Website: www.thomaspoutas.com
Contact Person: Thomas Poutas

Address: Nisou 11, Dhali 2540, Nicosia, Cyprus

HR INNOWTE

KHR INNOVATE LTD
Address: 10 Terra Santa, Flat 1,

2001 Nicosia, Cyprus

Tel: +357 96217187

Fax: N/A
Email: katerina@hrinnovate.org
Website: www.hrinnovate.org
Contact Person: Katerina Andreou

MindGeek

MG CY HOLDINGS LTD
Address: Block 1, 195-197 Old Nicosia-Limassol
Road, 2540 Dali Industrial Zone, Cyprus
Tel: +357 22662320
Fax: +357 22343282
Email: joanna.michael@mindgeek.com
Website: www.mindgeek.com
Contact Person: Joanna Michael

A
OSM

OSM SHIP MANAGEMENT CYPRUS 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

rrveTee D>

TnAcowvia | Internet | TnAcopaon | Mobile

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

SHL GREECE & CYPRUS

Address: 1 Poseidonos Street,
2406 Engomi, Nicosia, Cyprus

Tel: +357 22007999
Fax: N/A
Email: info@shlcyprus.com
Website: www.shl.com

Contact Person: Orfeas Stavrou

talentteam

TALENT TEAM CONSULTING TT LTD
Address: P.O. Box 25611,

1311 Nicosia, Cyprus
Tel: 700 88 520
Fax: +357 22250520

Email: kkyriacou@talentteam.com.cy
Website: www.talentteam.com.cy
Contact Person: Kypros Kyriacou

FI3XM

TRADING POINT OF FINANCIAL

INSTRUMENTS LTD
Address: 12 Richard and Verengaria Street,
Araouzos Castle Court, 3042 Limassol, Cyprus
Tel: +357 25029920
Fax: +357 25820344
Email: hr@xm.com
Website: www.xm.com
Contact Person: Argyroula Demetriou

Loizidou
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TBYS People-Centered Payments &
UNIVERSAL LIFE
TSYS LTD UNIVERSAL LIFE INSURANCE PUBLIC
Address: P.O. Box 12691, COLTD

Address: P.O. Box 21270,
1505 Nicosia, Cyprus
Tel: +357 22882222
Fax: +357 22882200

Email: info@unilife.com.cy

2251 Nicosia, Cyprus

Tel: +357 22882600

Fax: +357 22882982
Email: cyprushr@tsys.com
Website: www.tsys.com

Contact Persons: Kenneth Cuschieri,

Website: www.unilife.com.cy

udlan
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

“
UNIVERSITY of

NICOSIA

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

Zoe Leonidou Contact Persons: Kypros Miranthis, Maria Kakouri Contact Person: Georgia Kyriacou Contact Person: Dina Hassabi
VASSILIKO
CEMENT WorkForceda
SINCE 1963 i
VASSILIKO CEMENT WORKS PUBLIC
COMPANY LTD WORKFORCE CYPRUS

Address: P.O. Box 21281,
1519 Nicosia, Cyprus
Tel: +357 24845555
Fax: +357 24845345
Email: m.toumbas@vassiliko.com
Website: www.vassiliko.com
Contact Person: Markos Toumbas

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

NEA MEAH / NEW MEMBERS

NMAHPH MEAH / FULL MEMBERS
Ovopatenwvuuo / Full Name
Heidi Driessen

Chrisoulla Kailos

George Tsolakis

Eva Eliadou

Anna-Maria Vasiliou

Stefanos Metaxas

Anthi Maratheftou

Andri Koullapi

Celia lerodiakonou

2YNAEAEMENA MEAH / ASSOCIATE MEMBERS
Ovoparenwvupo / Full Name

AIOIKHTIKO ZYMBOYAIO KY.2Y.A.A.A. /

CYHRMA BOARD OF DIRECTORS
Mpo6edpog / President

Mavayikdtng ©pacuBoulou / Panayiotis Thrasyvoulou
AvTinpb6edpog / Vice-President

Mapia ZruNiavou Beodwpou / Maria Stylianou Theodorou
Fpappatéag / Secretary

‘EAeva Ztaupivou / Elena Stavrinou

Tapiag / Treasurer

Mdpioc Xpiotopdpou / Marios Christoforou

BonB6g Npapuatéag / Assistant Secretary

ABnva Neoputou / Athena Neophytou

Eleana Agrotou Méoc / Member

Stella Theodoulou . . ) )

Melina Vassiliou Mapia Mewpyiou / Maria Georgiou
Gennadios Stavrou Méhog / Member

Charalambos lasonos ‘EMn Matoouka / Elli Matsouka

Maria Makridg o Mt-':)\oq / Member

Desp ona Ch”StOfondl. Mipdvta Apxovtidou / Miranda Archontidou
Marinos Markou loanni

Annie Yiannikou MéAog / Member

Elena Afxentiou Mapia Znupidng / Maria Spyrides

®OOITHTIKA MEAH / STUDENT MEMBERS
Ovoparenwvupo / Full Name
Eleni loannidou

Alexandra Vasiliou

Penny Palazi

Paul Andreas Kitromilides
Renata Kaminska

Eleni Shialy

Chrysanthos Georgiou

Athina Tsianti

Alexandra Milne

Georgios Gkioulekas

OPIrANIZMOI - MEAH / CORPORATE MEMBERS
Enwvupia Etaipeiag / Name of Company

Linkage International Limited

Staffmatters International Ltd

Phoenix Leaders Ltd

Pafilia Property Developers Ltd

Thomas Poutas International Associates

EMITIMOI MPOEAPOI / HONONARY

PRESIDENTS

Artemis Artemiou / Aptéunc ApTteuiou
Costas Papakyriacou / Kwotag MNanakupiakou
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partnering people and business

HMIETE =TO

TO NAEON ENAFTEAMATIKO
MEPI
OEMATA AIEYOYNZHS ANOPQHINgelxeNTEI\EI&gy.:OY o

AIA®GHMIZONTAZ ZTO “ANOPQIMOZ KAl EPTAZIA’ MPOQOEITE TIZ YINMHPEZIEZ
KAI TA MPOIONTA ZAZ ZE OAOYZ TOYZ ANAINQZTEZ TOY NMEPIOAIKOY
KAI TYTXANETE THZ ANAAOIHZ MPOZOXHZ KAl ANATNQPIZHZ.

To nepiodikd Tou EnayyeAuankou pag ZuvOEouou
AapBdveral o NAEKTPOVIKA Kal Eviunn pop®n and MéAn,
Enayyehuarieg AietBuvong AvBpwnivou Auvauikou,
AIEUBUVTIKA ZTEAEXN TOU TOMOU PAg, AKQdNUAIKOUG

kal Epeuvntég otnv KUnpo aAAd kail oTo EEWTEPIKO,

and NyeTIKA GTEAEXN TOU TOMOU PAG MoU

KaBopIiZouv TO HEANOV TWV EMIXEIPNCEWY

ornv Kunpo.

PEOPLE AND WORK

YPRIOT HUMAN RESOURCES
-II\-II}AENRGEMENT PROFESSIONAL MAGAZINE.

BY ADVERTISING IN ‘PEOPLE AND WORK’ YOU
PROMOTE YOUR SERVICES AND PRODUCTS TO ALL
READERS OF THE MAGAZINE AND YOU BENEFIT
FROM THEIR ATTENTION AND RECOGNITION.

The magazine of our Professional Association is
received electronically and in hard copy by Members,
HRM Professionals, Management Executives of our
country, Academics and Researchers in Cyprus and abroad,
as well as leading figures who determine the future of our
enterprises in Cyprus.

A NMAHPO®OPIEX ZXETIKA ME KPATHZEIZ AIAGHMIZTIKOY XQPOY EMNIKOINQONHZTE ME THN APTEMIZ PIAAA
THA: 22318081, THAEOMOIOTYT10: 22318083, E-MAIL: INFO@CYHRMA.ORG

FOR INFORMATION REGARDING RESERVATION OF ADVERTISING SPACE CONTACT ARTEMIS RIALA
TEL: 22318081, FAX: 22318083, E-MAIL: INFO@CYHRMA.ORG
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STAFFMATTERS

Experts at Work

Recruitment for Permanent Staff
Temporary Staff
Contractors
Payroll Outsourcing
HR Services

4th Floor Limassol Roussos Tower - Corner Anexartesias & Kyriakou Matsi
P.O. Box 53394, Limassol 3302, Cyprus
T. +357 25341383 - E. admin@smstaffmatters.com

www.smstaffmatters.com
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® CyHRMA

partnering people and business

"People and Work"

JOURNAL OF THE CYPRUS HUMAN RESOURCE
MANAGEMENT ASSOCIATION

"AvOpwnog kai Epyacia”
TO MEPIOAIKO TOY KYTIPIAKOY ZYNAEXMOQY
AIEYEYNZHZ ANSPQITINOY AYNAMIKOY

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




