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Editorial

By Bob Morton, EAPM President

Welcome to our latest edition of
the EAPM newsletter. As you will
notice, we have introduced some
substantive and editorial changes
as a first step towards turning our
newsletter into a more profes-
sional European magazine focus-
ing on European HR trends and
good practices in our member
countries. In this context, | would
like to thank all those who have
sent us highly interesting articles
and studies “from the ground”
across all Europe. We invite you
to continue doing so always when
you come across a valuable HR
initiative.

A topic which is very relevant to
us all in Europe is Migration. Our
colleagues from DGFP have con-
tributed an excellent article in this
issue ‘Coming to stay — integra-
tion of refugees into the Labour
World'. | wanted to give some
context to the issue of migration
and particularly the implications
for HR.

Migration and HRM issues

Migration can be positive. Howev-
er, in the current political and so-
cial climate it is perceived nega-
tively and is an increasing source
of social friction. It is sometimes
seen as a threat to national cohe-
sion and security. Since access
to social benefits in welfare states
is often related to residence, gov-
ernments attempt to control the
amount and type of immigrant,
usually to favour skilled migrants
and to minimize demand on so-
cial welfare systems.

HRM across Europe is influenced
by EU regulation, of which an im-
portant dimension is the free
movement of labour. However
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free movement is under threat
during the current migration cri-
sis. Labour mobility and migration
confront human resource manag-
ers with a number of unique chal-
lenges. Chief among the main
issues raised by migration is the
issue of diversity and multicultur-
alism (especially in the work-
place): its causes, consequences
and management.

Itis too early to gauge how HR in
European countries is coping with
this emerging environment and
the challenges it brings. Few or-
ganisations are taking on migrant
labour (where they have been
granted permission to work) and
the majority of migrants are un-
skilled. It is likely that some will
engage with the unseen economy
in order to survive and place
downward pressure on wages.

In the medium to longer term the
influx of younger workers may
help to rebalance the labour mar-
ket providing suitable skills train-
ing is provided. The European
Commission has estimated that,
even if the EU accepted 1.4 mil-
lion immigrants a year for the
next three decades, the EU would
still end up having two working-
age people for every person aged
over 65, compared with four to-
day. So, added numbers should
be welcome. See graph below.

Emerging trends in HR

In addition to the critical issue of
migration, | think it's also useful to
reflect on the emerging shift and
changes in European Human Re-
source practices in 2016.

It is important to set the context
for these changes. Europe ac-

counts for
one-tenth
of the
world’s
population.
Two-thirds
of Europe-
ans live in
countries
that are members of the Europe-
an Union (EU). The proportion of
the population (aged 15-64) who
are employed in the EU is just
66.0%, compared to 69.3% in Ja-
pan and 71.5% in the USA.

Bob Morton

HR strategy needs to evolve

The focus for HR strategy in Eu-
rope over the last decade has
been to find an ever-widening
range of methods to cut costs
and improve operational perfor-
mance. These tend to be carried
out irrespective of the current
stage of the economic cycle or a
company'’s relative competitive
position. Options which were
once regarded as either in or out
of fashion are now being as-
sessed purely on their merits, and
are being swiftly adopted if they
seem likely to succeed.

We appear to have entered an
era of corporate perfectionism in
which organizations believe al-
most anything is possible. The
prevailing aim of companies is
not just to be more efficient and
effective than their business ri-
vals, but to be so good that it will
be dangerous for competitors to
try to emulate their achievements.
However there is a danger when
pursuing corporate perfectionism
we can forget the ‘Human’ in Hu-
man Resources. There is an
emerging trend towards focusing
on the person, enabling them to



do the best job they can, and giv-
ing them the opportunity to devel-
op. It's one of the reasons we as
HR professionals need to get
back to a deeper understanding
of human behaviour, but also why
we need to get better at measur-
ing and understanding outcomes
and value. The future has to be a
lot less about control, and a lot
more about enablement.

Too often the long drive for effi-
ciency and too much focus on so-
called ‘best practice’ have con-
strained thinking into a ‘one size
fits all' approach, in which it's
easy to lose sight of purpose.
Good HR is contextual, individu-
ally and organisationally, and the
world of work is evolving so
quickly anyway that focusing on
finding best practice versus most
appropriate practice, or ‘best fit’,
makes less and less sense. Ra-
ther than prescriptive processes
and practices, we need to start
with broad principles that are sen-
sitive to various stakeholders and
are focused on good business
purpose and outcomes.

Developing EAPM

EAPM is presently going through
exciting times. Since the begin-
ning of the year, a team compris-
ing four country representatives
under the leadership of Mr. Even
Bolstad, Managing Director of HR
Norge, is working on the revision
of EAPM statutes with the objec-
tive to make our umbrella organi-
zation more participatory and ad-
justed to modern governance.

The newly established EAPM
subcommittees represent another
element to further develop the
voice and value of EAPM for the
HR profession across Europe. |
am delighted about the work that
has been prepared so far by the
various subcommittees, and | am
eager to see our new projects go
live. | would like to thank all of the
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PROJECTED OLD-AGE DEPENDENCY RATIO
Number of persons aged 65 as a percentage of
number of persons aged between 15 and 64.
2060
Latvia I 68
Romaniza NN 64.8
Poland IR 64.6
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committee chairs and members
for their commitment and particu-
larly Mrs. Dana Cavaleru, Execu-
tive Director of the Romanian HR
Management Club, who has re-
cently conducted an EAPM mem-
bership survey with the effective
participation of 23 national mem-
ber associations. You can find the
results of the survey on page 16
of this newsletter.

New Secretary General

In the meantime, DGFP in Ger-
many has fully taken over the
EAPM Secretariat. Following the
departure of Dr Sascha Armutat,
Mrs. Katharina Heuer — the man-
aging Director of DGFP — has be-
come the new Secretary General
of EAPM.

Finally, on behalf of EAPM, our

Turkish colleagues, Peryon, are
hosting the WFPMA congress in
October. There is more on the

congress in the newsletter. How-
ever, | think it's important to note
that, having carefully reviewed
the security situation with Perydn,
EAPM continues to be fully sup-
portive of the WFPMA Congress
being held in Istanbul.

We are proceeding to organise
our EAPM Annual Delegate’s As-
sembly in parallel with the World
Congress. Clearly if the situation
worsens or our governments ad-
vise against travel we need to
review the position, however we
have expressed our solidarity
with our Turkish colleagues in
these difficult times which we are
facing not only in Turkey, but
across Europe

| look forward to an exciting year.

Kindest Regards,
Bob
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Europe’s stubborn gender pay gap — will it ever clo

By Rachel Suff, CIPD, United Kingdom

The gender pay gap is arguably
the most obvious expression of
women'’s inequality at work. Al-
though some success has been
made in narrowing the gap in re-
cent decades in many European
countries, progress towards clos-
ing it completely is stubbornly
slow. According to Eurostat (the
statistical office of the European
Union), in March 2016 the gender
pay gap stood at 16.1% in the
European Union (EU), a mere
0.3 percentage points lower than
a year before. This means that
women earned on average 16.1%
less than men (based on average
gross hourly earnings).

The gap ranges in size

There are considerable diffe-
rences in the gender pay gap
across Europe, as shown in the
table below. According to Euro-
stat’'s March 2016 release, across
Member States, the gender pay
gap varied by 25.4 percentage
points, ranging from 2.9 % in Slo-
venia to 28.3 % in Estonia. The
causes of the gender pay gap are
complex and interconnected, with
some factors resulting from deep-
seated societal and cultural
trends and attitudes that have
become entrenched in modern-
day institutions and working prac-
tices.

According to Eurostat, there are a
number of factors influencing the
size of the gender pay gap in dif-
ferent countries including ‘the
kind of jobs held by women,
consequences of breaks in career
or part-time work due to child-
bearing, decisions in favour of
family life, etc. Moreover, the
proportion of women working and
their characteristics differ signifi-
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cantly between countries, particu-
larly because of institutions and
attitudes governing the balance
between private and work life
which impact on the careers and
thus the pay of women.’

The European Commission says
that the gender pay gap is not an
indicator of the overall inequality
between women and men; it must
be looked at in conjunction with
other indicators linked to the la-
bour market. For example, in
countries such as Italy where the
female employment rate is low,
the pay gap is lower than average
— this may be a reflection of the
small proportion of low-skilled or
unskilled women in the workforce.
It says that a high pay gap is usu-
ally characteristic of a labour mar-
ket which is highly segregated,
meaning that women are more
concentrated in a restricted num-
ber of sectors and/or professions,
such as Estonia and Finland.

There are a number of systematic
reasons as to why a gender pay
gap might exist in particular sec-
tions and workplaces in a count-
ry’s economy, such as the talent
pool available to certain emplo-
yers. In the UK, for example,
there is a strong disparity in the
number of males and females
pursuing studies in science, tech-
nology, engineering and mathe-
matics (STEM) subjects. There-
fore, it is highly likely that a large
number of, for example, engi-
neering businesses will end up
reporting a relatively high gender
pay gap. Factors such as the
number of females pursuing
certain courses of study mean
that some underlying reasons for
the pay gap are beyond the con-
trol of individual employers.

se?

What action is needed?

The Commission aims to close
the gender pay gap through both
legislative and non-legislative
means, and has also implement-
ed actions directly focused on

Table: Gender pay gap in EU
Member States (%)

Austria 22.9%
Belgium 9.9%
Bulgaria 13.4%
Croatia 10.4%
Cyprus 15.4%
Czech Republic 22.1%
Denmark 15.8%
Estonia 28.3%
Finland 18.0%
France 15.3%
Germany 21.6%
Greece -
Hungary 15.1%
Ireland =

Italy 6.5%
Latvia 15.2%
Lithuania 14.8%
Luxembourg 8.6%
Malta 4.5%
Netherlands 16.2%
Poland 7.7%
Portugal 14.5%
Romania 10.1%
Slovakia 21.1%
Slovenia 2.9%
Spain 18.8%
Sweden 14.6%
UK 18.3%

Source: reported March 2016 by
WWw.ec.europa.eu/eurostat




closing the pay disparity between
men and women, including infor-
mation campaigns to boost
awareness among employees,
employers, social partners and
the general public and a website
in 22 EU languages, as well as
an annual ‘European Equal Pay
Day’ to coincide with the latest
gender pay gap figures. There is
also an exchange of good prac-
tice on issues around the gender
pay gap, and the European Pact
for Gender Equality, adopted by
EU leaders in 2011, made tack-
ling the gender pay gap a priority.

The challenge of closing
the pay gap

Although there has been steady
— but very slow — progress in
narrowing the pay gap across
Europe in recent years, the gen-
der pay differential is a persistent
trend undermining the achieve-
ment of genuine equality between
men and women at work. This is
because some of the factors con-
tributing to the gender pay gap
are historical and deeply rooted in
society. On a global level, the In-
ternational Labour Organisation
has noted that ‘without targeted
action, at the current rate, pay
equity between women and men
will not be achieved before 2086,
or at least 71 years from now.’

Several European countries have
taken action across a number of
fronts in a bid to close their gen-
der pay gap. Some of these mea-
sures focus on gender equality
and equal pay such as Estonia
(Tackling the gender pay gap in
the European Union, European
Commission, Justice).

Another approach in some Euro-
pean countries focus on gender

equality plans and audits in com-
panies to reduce the gender pay
gap — Austria is one example of
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a country following such an agen-
da. In Sweden, employers with
25 or more workers have to legal-
ly draw up an action plan for
equal pay every three years. This
has to include information on any
gender pay gaps within pay
grades. Companies are also re-
quired to promote equal pay
growth opportunities for women
and men.

Belgium , meanwhile, adopted a
law on reducing the gender pay
gap in 2012 requiring companies
to outline differences in pay and
labour costs between men and
women in their annual reports
(see www.ec.europa.eu)

According to the Eurostat table,
the UK’s gender pay gap stood at
18.3% in 2014. The UK Govern-
ment has just published draft re-
gulations requiring companies
with more than 250 employees to
publish details of the gender pay
gap. The CIPD has given serious
attention to the UK’s gender pay
gap consultation, drawing heavily
on the views of our 140,000-
strong membership of HR profes-
sionals to help inform its respon-
se to Government.

Transparency is an important first
step but it is essential that com-
panies understand why their gen-
der pay gap stands at a certain
level and what steps it needs to
take to improve it. And action by
employers will not be enough on
its own to close the gap com-
pletely — wider cultural and so-
cietal factors such as occupatio-
nal segregation and effective
childcare provision will also need
to be tackled to achieve that.

The CIPD publishes regular se-
ries of EU Briefings, if you would
like to read more about our per-
spective on HR issues in Europe.
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The role of HR in ensuring adaptability and

the connection to blended learning

By Egbert Schram, itim International, Finland

70-20-10 = The magical distribu-
tion of learning. 70% from what
people learn comes from chal-
lenging assignments, 20% comes
from developmental relationships
and 10% comes from course
work and training.

5 = The average number of years
that the current generation of em-
ployees in the EU stays in one
company — compare this with
how it used to be 20 years ago.

Why do these numbers matter?

In a time dubbed the “VUCA” era,
which stands for Volatility, Uncer-
tainty, Complexity and Ambiguity,
organizations are facing challeng-
es with an operating environment
which changes much faster and

more often than in former times.

The only way of dealing with this
in a sustainable manner (which
means that the organization still
exists in 10 years from now) is to
ensure adaptability — not excel-
lence; effectiveness, not efficien-
cy. The same counts for employ-
ees. With employees having to
deal with organizations that show
less loyalty (just observe the
massive amounts of lay-offs), or-
ganizations in return have to deal
with less loyalty (just witness the
increasing difficulty of retaining
people). What is valid for organi-
zations also applies to employees
— they have to deal with much
more uncertainty and complexity
than their parents had to do.

This brings us to the topic of

blended learning, organizational
development and the role of HR.
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HR has to be a real
key player in
strengthening the
adaptability of or-
ganizations and
employees. It
needs to support
the development of
both an organiza-
tional culture and
employees’ behav-
iour which focus on
doing the right
things — and not
necessarily on do-
ing the things the
right way. HR is key
to ensure that all
necessary tools are

\\ > Validation route

=N

Reflection route

in place and are

used pro-actively —

let it be Compensa-

tion and Benefits, Training and
Development, or Recruitment.
The tools have to be used in a
way to shape organizational and
personal adaptability, and not
backwards looking, as it is the
case today, when tools are usual-
ly applied reactively — to judge
and to evaluate.

Evolving HR practices

HR is seeing a shift happening in
the United States where more
and more organizations are mov-
ing away from performance man-
agement. Unfortunately, in the
EU most companies are just get-
ting started with performance
management. As such, there is
nothing wrong with applying Tay-
lorism to HR. However, when
“performance” becomes more
important than adaptability (which
will typically bring along less per-

formance (at least initially) then
the result is that people see their
learning efforts effectively being
punished as “learning on the
job” (e.g. making mistakes).

Enabling people to experiment
with what they have learned in
the classroom (to validate the ap-
plicability of new knowledge) or
vice-versa supporting people to
“tag” or give a name to what they
have learned in practice are the
only ways in which organizations
and people can truly develop
adaptability.

| would name these two routes
the “Validation route” (does that
what you have learned really
work in practice) and the
“Reflection route” (is there a theo-
ry reflecting your situation from
which you can learn). In both cas-
es, these development directions
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are supported by safe conductors
— which can either be people
(managers, mentors, friends,
colleagues) or an organizational
culture that supports learning.

The challenge of HR is to enable
an environment which creates
opportunities for employees to
experience both routes: learn

new concepts and try them out;
and simultaneously, reflect upon
what they do to learn if they can
do it better. In other words, HR
needs to shape proactively the
organizational culture and create
a safe environment which allows
trying out both routes. And
through this, HR will help ensure
adaptability.

Egbert Schram is the managing
director of itim International, an
international training and consult-
ing firm with its HQ in Helsinki,
Finland, chairman of the Interna-
tional Chapter of the Finnish HR
federation and co-founder of the
Dutch-Finnish business commu-
nity at Amcham Finland.

What is IMPORTANT for engaging people?

By Zsuzsa Szaniszl6 Sz (icsné& Imre Virag, DSE, Hungary

The practice of doing business
has changed a lot. Newer and
newer business models and prac-
tices start being popular and
trendy. However, we must admit:
regardless of the excellence of
the business tool we have in
place, if our colleagues don't use
it, then it is "unnecessary waste
of money". Understanding this
phenomenon placed engagement
at the top of the leaders' agenda.

However, we should note: there
is no harmonized definition of en-
gagement among researchers
and consultants. The definitions
they use quite often differ and are
sometimes even contradictory.
(March and Simon (1958); Mow-
day, Steers&Porter (1979); Meyer
(1997); Towers Perrin associates
(2008))

One comprehensive approach for
managing the engagement is us-
ing the DSE (Dissatisfied -
Satisfied -Engaged) model, which
has been developed and tested
by the authors. The DSE model is
based on the observation that
colleagues with a similar level of
competencies might have differ-
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ent levels of contribution to the
value creation. They might have
similar capabilities, but their en-
gagement level makes the differ-
ence. In the framework of the
DSE model, the engagement lev-
el is in line with the extent to
which employees make available
their competence for the compa-
ny’s value creation.

The DSE model

The DSE model describes the
engagement as observable, be-
havioral patterns of employees.
Based on the typical behavioral
patterns, the model defines three
levels of engagement: dissatis-
fied; satisfied and engaged. By
identifying their most frequent ob-
servable behavior patterns, the
model classifies the employees
into those three groups.

The model uses the physiological
contract as framework for under-
standing the reasons for the en-
gagement level and assumes that
those colleagues have higher lev-
el of engagement whose physio-
logical contract is fulfilled to a
greater extent. (Robinson, 1996).

(Schein, 1978), (Armstrong, Mu-
ris, 2005)

As the result of using the DSE

model, it is possible to identify:

- the organizational phenomena
which are important to your em-
ployees (these factors enter
into their psychological contract
as expectations) and

- the extent to which the organi-
zational phenomena fulfill the
expectations of the employees.

Those organizational phenomena
that are important to our col-
leagues and meet their expecta-
tions drive their engagement, and
retention; those that are im-
portant, but not fulfilled decrease
their engagement level and drive
their exits.

In foregoing studies, we have
identified six factors which influ-
ence employees’ engagement
and which can be combined in
several ways. (Virag |. — Szlicsné
Szaniszl6 Zs., 2014) These fac-
tors are the elements of the psy-
chological contract. Their fulfill-
ment or non-fulfilment deter-
mines the employee engagement
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— with personally unique weight.
In the framework of DSE model
those factors are: task, compen-
sation, leadership, opportunities,
orderliness, organization includ-
ing several observable organiza-
tional phenomena. We have not-
ed that the employees’ list of im-
portant organizational phenome-
na (in what topics they wish to
sign the psychological contract)
depends on national, regional,
organizational and individual
characteristics.

The DSE model basically
measures the fulfillment of the
physiological contract, e.g.: the
difference between the expecta-
tions and the experience of the
employees. But in the present
study, we analyze ‘only’ the im-

portance of organizational phe-
nomena influencing the engage-
ment, considering two individual
characteristic of the respondent,
namely age and roles.!

Main findings

The Task

Availability of job related know-
ledge is the most important topic
for young employees, this im-
portance decreases with age,
probably because elder col-
leagues have already acquired it.
The importance of clarity of tasks
and goals shows the same ten-
dency. This seems quite under-
standable, as we consider that
fresh graduates need clearer and
more precise task determination
than experienced colleagues.

Diagram 1. The age structure based differences in expectation

Compensation

Compensation security is the
most important aspect regarding
compensation for all employees
in the sample. However, we have
to note that the importance of this
phenomenon also decreases
slowly with increasing age. The
importance of salary competitive-
ness decreases significantly with
age. This somehow contradicts
the importance of the quality of
pay system (fairness and perfor-
mance pay), which increases with
age.

Opportunities

The most important element for
everyone under opportunities is the
flexible work schedule possibility.
Its importance decreases with the
increasing age of the employees.
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The tendency is the same regard-
ing the importance of professional
development opportunity. This is
guite reasonable, as employees
get more and more professional
knowledge, the older they are.
Leadership career opportunity is
most important for employees
between 21 and 35 years old.
They are ready to make sacrifices
at this age to build their career.
As people get older, the im-
portance decreases, because
one has either built his/her lead-
ership career by this time, or if
not, s/he has given it up.

Leadership

Organizational phenomena under
the Leadership factor are highly
important for the youngest profes-
sionals. Generally, the impor-

tance of leadership factor re-

mains on the same level with in-

creasing age, but there are two
exceptions:

« communication style of manag-
ers is more important to elder
employees

+ the importance of performance
feedback is decreasing with age.

The Task

Clarity of tasks and goals is one
of the most important topics for
leaders, a bit less important for
white collar colleagues and the
least important for blue collar
workers. Safety at work is much
more important for the blue collar
workers than for the others. The
importance of valuable work de-
creases downward the organiza-
tional hierarchy.

Diagram 2 . The role structure based differences in expectation

Compensation

Within compensation, the most
relevant organizational phenome-
non for all is the income security.
It is an interesting finding: salary
competitiveness is less important
for the blue collar workers (even
though their salary is usually low-
er) than for the white collar work-
ers and leaders.

Opportunity

Managers evaluate the profes-
sional development opportunity
and the work-life balance oppor-
tunity as the most important or-
ganizational phenomena under
opportunities. Colleagues in non-
managerial positions think that
flexible work schedule possibility
is the most important opportunity
for them.
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Leadership

The importance of communica-
tion is high for managers, but it
decreases downwards in the or-
ganizational hierarchy. The result
shows that all leadership related
organization phenomena are con-
sidered less important by blue
collar workers than white collar
workers or managers.

Summary : there is no philoso-
pher’s stone in managing en-
gagement

In this paper we have shown
some results of our researches,
we have conducted recently
based on our database. We un-
derstood that: in the Hungarian
industry and energy sectors, con-
cerning the ages and roles, there
are differences on the employees’
list of important organizational
phenomena, whose fulfillment
can drive their engagement and
their participation in value crea-
tion.

Based on our experiences, we
have learned that there is no phi-

losopher’s stone in managing en-
gagement.

Even though we all are human
beings, there is no unique set of
organizational phenomena,
whose fulfillment drive the en-
gagement. It seems that it differs
according to national, regional,
organizational and individual
characteristics.
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Coming to stay

— integration of refugees into the Labour World

By Katharina Heuer and Christian Lorenz, DGFP, Germ

In the summer of 2015, as tens of
thousands of people migrated to
Germany, it became clear rela-
tively soon that we were facing
one of the greatest challenges in
recent decades: the integration,
both short-term and long-term, of
people fleeing war, violence and
hopelessness in their homelands
to find a safe refuge in Europe,
often in Germany. Then as now,
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any

the total number of people who
will eventually migrate to our
country and how long they will
stay remains unclear. At the time,
the sheer number of people flood-
ing the country pushed questions
like these into the background,
while the immediate priority was
handling the acute crisis of regis-
tering and accommodating the
refugees.
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Today, just under one year later,
people are still coming to us, al-
beit in smaller numbers than in
the previous months. Closure of
the Balkan route and the agree-
ments reached with Turkey have
reduced their numbers. Despite
this, more than ever before we in
Germany now face the added
challenge of providing those who
seek and are permitted to stay
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the prospect of a real future.
Their integration into the job mar-
ket is crucial to this aspiration.
This situation represents a spe-
cial challenge for the German
business community, and one
that is not without obstacles. Just
how open are German business-
es to the prospect of integration?
What hurdles must companies
overcome, and what changes still
need to be made to the current
situation on the ground?

We, the German Association for
Human Resource Management
(DGFP), are dedicated to prepar-
ing human resource managers to
meet these challenges. Numer-
ous events and discussions have
helped us obtain an overview of
the challenges posed by the inte-
gration of refugees into Germa-
ny’s companies.

Many would, few do — The
openness of German compa-
nies to integration

There are no reliable statistics on
how many companies are already
employing refugees today. Two
studies from early 2016 provide
at least some indication of the
current state of integration. Ac-
cording to a survey by Hays AG,
19 percent of companies claim to
already employ refugees. The
Randstadt — ifo — Human Re-
source Manager Survey of 2016
cites this figure at only 7 percent,
but only in relation to the last 24
months. Regardless of which
study better reflects the reality in
German companies, there is
plenty of room for improvement.

However, both studies also indi-
cate there is cause for hope. In
the Hays survey almost 60% of
the companies responding can
imagine employing refugees in
the future. Only 22% see no pos-
sibilities for integrating refugees
into their operations. And accord-
ing to the Randstadt — ifo — Hu-
man Resource Managers Survey
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Oliver Lang, Berlin 2016 / © Deutsche Bahn AG

The German railway company prepares refugees for vocational training

of 2016, around one-third of the
companies surveyed even have
concrete plans to employ refu-
gees in 2016 or 2017.

This pronounced willingness to
tackle the issue at the operational
level is also reflected in the large
interest shown in DGFP events
focusing on this specific topic.
More than 200 human resource
professionals have discussed the
challenges of integration in four
regional networking events orga-
nized for sharing practical experi-
ences and good practices on the
issue. In their role as important
regional players, the local cham-
bers of industry and commerce
also enjoy high attendance rates
at similar events. Scarcely any
other issue has moved so many
human resource professionals in
such a short time.

Those who would, have to wait
— The obstacles to integration

The discussion with human re-
source managers has nonethe-
less also illustrated the many hur-
dles to integrating refugees within
companies. The primary obstacle
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is of course the language. Inade-
quate language skills falling be-
low the B2 level normally required
for an apprenticeship in Germany
are a major problem in a compa-
ny’s day-to-day operations and in
the corresponding vocational ed-
ucation facilities. Both work in-
structions and safety instructions
are problematic. And regardless
of whether or not the refugees
have good English skills, for
many German production opera-
tions English is not a viable alter-
native: The prevailing language
on the production floor and in the
educational workshops remains
German.

Another challenge has proven to
be the level of qualifications
among many people immigrating
to Germany. While the high
standards of Germany’s dual ed-
ucational system are acclaimed
throughout the world, they simul-
taneously represent a stumbling
block for anyone who comes here
lacking them. The feedback from
companies on refugee qualifica-
tions does not represent a nega-
tive as such, but most companies
still note a significant disparity.
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Often the two parties also have
widely divergent expectations.
Many refugees are eager to find
sufficient work with an adequate
income as quickly as possible,
while reality dictates a longer-
term approach involving language
courses, internships and appren-
ticeships in order to achieve more
sustainable integration into the
German labour market. It is not
always feasible to accommodate
both aims, and this effectively
eliminates the possibility of fast-
track success for both sides.

Furthermore, companies com-
plain that effective integration is
still hampered by many bureau-
cratic obstacles despite the ex-
tensive streamlining introduced in
recent months. The equivalence
appraisals and labour market pri-
ority reviews, at least in the past,
have proven to be time-
consuming and nerve-wracking.
Coordination with the various
players at the local level, such as
the Federal Employment Agency
(BA), Germany’s immigration au-
thorities, or the Jobcenter em-
ployment services does not al-
ways run smoothly. In some cas-
es, procedures differ between
different regions. For larger com-
panies in particular, this can re-
sult in problems if processes
cannot be completed in a stand-
ardised fashion.

Uncertainty also continues in re-
gard to refugees’ residency
rights, although far greater clarity
has now been achieved on this
issue than in the past. If
measures result in people being
repatriated, then the motivation
for companies to participate is
significantly diminished.

Many companies dedicated to the
concept of refugee integration
were or are still somewhat disillu-
sioned by the lack of enough suit-
able applicants. This is partially
attributable in some cases to job
centres or employment agencies
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being inadequately prepared for
the wave of refugees. Without a
doubt, this situation will change in
the near future.

The obstacles cited here are by
no means the only ones, but they
certainly count among some of
the most important ones we face.
Time will tell the extent to which
they can be overcome.

What has to change — Breaking
down barriers to integration

It is difficult to raise political de-
mands for the improved integra-
tion of refugees in the job market.
Seemingly on a monthly basis,
the political players have broken
down barriers and hurdles. For
example, the planned integration
law in Germany at least partially
eliminates the priority reviews —
bureaucratic assessments of
whether German or European
candidates might be available
and prioritised for a particular job
opening — so heavily criticised by
many important players. The ban
on the temporary outsourcing of
employees is also set to be signif-
icantly loosened for refugees.
These two examples represent
an easing of restrictions that
would have been unthinkable on-
ly last year, even if they haven’t
yet been thought through com-
prehensively.

Despite these improvements and
others, the impression cannot be
allowed to flourish that the work
of simplifying or improving such
restrictions is done. In particular,
the vocational training system is
bound up with numerous hurdles.
Examples of this include the fact
that exams can only be taken in
German and that the “all or noth-
ing” principle still applies in terms
of qualifications. Calls for two-
year vocational training pro-
grammes with a reduced focus on
theory or for partial qualifications
have encountered resistance, es-
pecially from the chambers of
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crafts who fear a “devaluation of
the dual education system”. This
is one area where an important
step toward integration could be
taken by opening up the educa-
tion systems to greater flexibility,
thereby establishing realistic
qualification goals for aspiring
refugees.

The minimum wage exemption
for refugees proposed by numer-
ous employer associations is
problematic and has not met with
broad acceptance among human
resource managers. On the con-
trary, many human resource pro-
fessionals are wary of what they
refer to as a “two-class society”
within companies that could trig-
ger dissatisfaction among differ-
ent groups of employees who see
themselves as being played off
against one another.

While this list of issues is also not
complete, it does show where
politics and business are strug-
gling and where points of conten-
tion remain.

Integration

Now that the initial euphoria has
faded, realism has set in. It is not
only doctors, mechanical engi-
neers and programmers who are
coming to live among us. The
overall group of refugees is far
more heterogeneous with regard
to qualifications, expectations and
their preparedness or ability to
embrace integration. This means
that the integration task we face
is accordingly more complex and
long-term. The refugees are not
the skilled specialist workers of
today or perhaps even tomorrow.
Instead, they are more likely to be
the experts from the day after to-
MOrrow.

This fact should not and cannot
be permitted to lure us into rele-
gating this important task to the
backburner. Regardless of the
variety of motives that drove
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companies to begin focusing on continue unabated. Good work  these measures, even if the

integration in 2015 and even performance is one essential key headlines have long since moved
earlier — ranging from corporate for the integration of refugees, but on to more topical themes. Many
responsibility projects to the it is not the only one. Business, of these people have come to

search for suitable apprentices  politics and civil society must per- stay. Let us see this as an oppor-
—, this concentrated push must sist in promoting and supporting  tunity, not a threat!

If the future of work is human,
the questions we should be asking are...

By Samantha Whittaker, Head of Editorial & Strategy =~ Development, CIPD

How can we pursue new think- ating a new kind of community. A We convened our search for radi-
ing? community determined to ask the cal, fresh thinking last year at a
right questions, made up of HR roundtable that asked participants
Our core purpose at the CIPD is  leaders and thinkers, business the question ‘is it possible to have
to champion better work and bet- leaders, academics, NGOs and principles at work?’ That commu-
ter working lives. But the work we policy-makers. Because to nity has grown organically to 200
do, the places we work and the achieve better work and better active participants, 85 of whom
way we work have changed be- working lives, we need to think were present at our very first Un-
yond recognition over the last about HR in the context of peo- Seminar on Tuesday 8 March.
thirty years, and the pace of ple, organisations and society. With a non-hierarchical structure,
change shows no signs of slow- the discussion was stimulated by
ing. So, a little while ago, we How can we create a space for expert voices, with participants
stopped to ask ourselves —what  real debate? exchanging ideas and challenges
do better work and working lives on themes including education,

look like? And what role will HR
professionals play in creating
them? Is it the same as thirty
years ago? Ten years ago? Even
two years ago? And, if we are
defining good HR by best prac-
tice, how can that continue to
hold true in the face of an un-
known future, when best practice
is all about what's worked well in
the past?

In order to create that new defini-
tion of ‘good’ HR, we needed to
start some real conversations
about what it means to be a HR
professional, what it means to be
an employee, and what it means
to be human in a workplace that's
increasingly influenced by tech-
nology. In partnership with Jeri-
cho Chambers, we set about cre- Indy Johar leads a discussion at The Future of Work is Human UnSeminar
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values, love, identity and inclu-
sion. And the theme of that Un-
Seminar? 'If the future of work is
human, the question we should
be asking is...?’

Have we lost our humanity at
work?

Margaret Heffernan, author of
Willful Blindness and The Bigger
Prize, gave a speech on educat-
ing dissenting citizens, which
formed a thought-provoking, cen-
tral pillar for the day’s discus-
sions. Heffernan encouraged par-
ticipants to question how our ide-
as are standardised through edu-
cation and work, how processes
have created a culture of homo-
geneity and removed our sense
of ownership over our decisions
at work.

Stefan Stern, a management writ-
er and visiting professor at the
Cass Business School, who at-
tended the Un-Seminar, said ‘we
started off with Margaret Heffer-
nan, the writer, who had some
very interesting, challenging
thoughts about the nature, the
culture of organisations, the fear
in organisations, the damaging
effects of hierarchy and bureau-
cracy and issued us a challenge.
How are we educating people?
How are we training them? How
are we managing them? Is this
really bringing out what they’ve
got to offer or are we putting peo-
ple into boxes?’

It was in the early moments of
Heffernan’s speech that the
#workischanging hashtag began
trending on Twitter. The sense of
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excitement, promise and curiosity
that arose from an informed, flow-
ing discussion on something so
vital was clearly contagious.

How can we get our humanity
back?

Heffernan’s speech encouraged
lively debate, discussions and
dissent. How can we, as HR and
L&D professionals, help organisa-
tions move away from policy, pro-
cess and control, towards a cul-
ture of enablement that gets the
best out of every person? How
can we steer discussions away
from employees being a compa-
ny's most important asset, to peo-
ple being the greatest drivers of
innovation and value? How can
we build environments that foster
good citizens with a sense of re-
sponsibility, instead of a work-
force that is disconnected from its
sense of purpose?

What happens next?

Profession for the Future is the
CIPD’s strategy to ensure we
continue to fulfil our purpose as
the world of work evolves. Itis a
programme of work which will de-
fine what it will take for the HR
profession of the future to meet
its full potential.

But the future of work affects eve-
ryone, and that’s why we're invit-
ing everyone to join in the debate.
Our Un-Seminar was just one of
the many ways we will be engag-
ing with students, members, HR
leaders, business leaders and
beyond to define what the HR
profession of the future should
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look like. Every debate, every dis-
cussion, every thought-provoking
idea will feed into our research,
as we move forward to champion
better work and better working
lives for all.

An important step in convening
that debate is the creation of a
new online community, future-
workishuman.org, which aims to
open up the discussion about the
future of work and spark new ide-
as about how to make that future
more human. It is a melting pot of
lively discussions, thought-
provoking curated content and
insightful blogs and articles from
leaders across the worlds of HR,
business and academia. And it's
open up to anyone who wants to
get involved. The site is currently
in beta, and we're gathering all
the feedback we can to make it
as brilliant as we can, before a
wider launch later on this year.
Please do visit it and be part of
the debate.

Find out more about Profession
For the Future, including our lat-
est research, on the CIPD web-
site

You can join the debate...

on Twitter using the hashtag
#workischanging

on futureworkishuman.org

on our CIPD community page
about the changing world of work

If you'd like a roundup of the Un-
Seminar, the discussions and
themes as they unfolded, have a
look at our Future of Work is Hu-
man Storify page.
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EAPM reform

By Katharina Heuer, DGFP, Germany

The EAPM community has
started 2016 full of energy with
the implementation of various
highly interesting projects. A
small team under the leadership
of Mr. Even Bolstad, Managing
Director of HR Norge, has in-
vested a lot of efforts in revising
the current EAPM statutes in view
of adapting them to modern
times, above all — but not exclu-
sively — in terms of its internal
governance structure. The objec-
tive is to turn EAPM into a more
efficient, participatory and trans-
parent organization and to clarify
a number of themes that have
been discussed over years. The
revision is based on consultations

EAPM Executive Committee meeting in Wimbledon, May 2016

held with all EAPM member
associations and some more in-
depth discussions at the last Exe-
cutive Committee meeting in
Wimbledon on 10th May. A num-
ber of administrative simplifica-
tions, such as the use of English
as the only “official EAPM lan-
guage”, have been easily fixed —
before, the German language did
officially prevail. Other elements
still require some more in-depth
reflections, such as the privileges
and obligations of all EAPM
member associations, the compo-
sition of the steering structure or
the tenure of the different EAPM
offices. The team is aiming at fi-
nalizing a first draft of the revised
statutes over the
summer months
in order to
present a solid
version of to the
EAPM Delegates
Assembly for fi-
nal discussions
and approval in
October this
year.

The last ExCom
meeting in
Wimbledon has
also served to

kick-off
the o
work of FETERHERENES
the four
newly created subcommittees:
(i) Scientific;
(i) Conferences and Events;
(iii) Membership; and
(iv) International Relations.

In our fruitful group work, a num-
ber of really interesting ideas
emerged. Just to name a view:
the revision of the EAPM website
including an exclusive space for
member associations, the estab-
lishment of a European speakers’
database, enhanced outreach to
other international organizations
or the establishment of a know-
ledge site. In a next step, the sub-
committees will have to identify
those projects that can be effec-
tively implemented in the course
of this year.

It goes without saying that the
success of all our initiatives highly
depends on your active participa-
tion and contributions. So join us
and let us walk the talk together!

ALlL the best,
Katharina

Date

6™ July 2106
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18™ October 2016
19" October 2016
20" / 21% October 2016

Type of meeting

Next EAPM Meetings & international events

Working Group meeting, Amsterdam

Executive Committee, Istanbul
Delegates Assembly, Istanbul

WFPMA World Congress, Istanbul
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EAPM Survey — Membership Value, Services & Benefits
offered by national HR associations around Europe

By Dana Cavaleru, HR Club, Romania

For the first time, EAPM has run
a survey among its 30 member
associations with the objective of
centralizing and sharing best
practices of national HR associa-
tions on topics like types of mem-
bership, benefits for members as
well as retention and attraction of
members.

The research was conducted in
March and April 2016 by HR
Club, the Romanian HR Associa-
tion, and had a response rate of
82% (23 responses).

The most important conclusions
of this survey are the following:

Size

Our member organizations differ
tremendously from each other in
terms of size ranging from organi-
zations with roughly 100 mem-
bers up to organizations with sev-
eral thousand members (the big-
gest one being CIPD with
140,000 members).

HRClub

.:I.
K]
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Types of membership

Most national organizations offer
both individual and corporate
membership. Only three national
organizations offer purely individ-
ual membership. The main types
of membership are: Individual
Membership (100% of respond-
ents), Corporate Membership
(87,5% of respondents), Student
Membership (66,67% of respond-
ents). Some associations offer
additionally some very interesting
types of membership that could
serve as models: Academic
Membership, Affiliate member-
ship (no need for demonstrated
HR expertise) or special types of
membership for particular mo-
ments in the career-cycle, such
as: membership for HR experts
in between jobs, Parent leave
membership or membership for
retirees.

HR Providers as Members
Our member organizations have

very different practices when it
comes to HR Providers as mem-

ieipating Courtries & WNumber of members

bers starting from “we don’t want
to have (and want) HR providers
as members”, going to special
packages for HR providers: “only
corporate membership at special
rates or marketing services add-
ed for special fees to the basic
membership packages.

Attracting new members

When we speak about attracting
new members, the majority of our
member organizations are focus-
ing on: free events for a trail peri-
od that would convince HRs to
join discounts for non-members
at conferences, partnerships with
other business associations or
new media marketing campaigns.
Recommendations from current
members are another important
element.

Retention of members

Looking at the retention of mem-
bers, the majority of national or-
ganizations (20 out of 23) does
not provide any incentive, when it
comes to the renewal of member-
ship. The special offers provided
by three national organizations
are:

(i)  discounts for early bird
registration,
(i)  discounts for members that
do not pay in time, or
(i)  free membership for one
year as a gift that can be
offered by a member to a
HR practitioner who has
never been member of the
organization if the member-
ship of this new member is
renewed until a certain
date.
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Rewarding members

We found some very interesting
practices in rewarding members
for loyalty that can inspire all our
member associations: certificates
of appreciations; the longevity
within the association as an im-
portant criteria for Board nomina-
tions; one special training day for
active members; free confer-
ences passes or special dis-
counts for HR events; or seniority
awards over 20 years.

Provided services and benefits

The most appreciated services

and benefits provided by our na-

tional member organizations are:

(1) Best practices events &
conferences

(2) Networking events

(3) HR awards

(4) HR Magazines and Jour-
nals

(5) HR trainings
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Other membership types:

(8 awoc:ahens 23. 3!]

emm
! -Unempluml{brmmembus)mem
~ Membershipfor young HR professionals
- Senior membership
\Parent ieave membership

The entire survey will be available

on the EAPM website
(www.eapm.orq). As it was diffi-
cult to draw clear conclusions for
some of the questions, you will
also find there all individual
responses from our member
organizations as referral.
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Special thanks for this important
piece of work for the EAPM
community to Florina Dinca,
Membership Coordinator at HR
Management Club Romania.

WEPMA
T

o
[ ———

Connecting Peaple
Connecting the Larlo!

wfpmaZeigistankel org




News from EAPM

NEEM

The 19" Northern European Ex-
change Meeting (NEEM) took
place on 12" and 13™ April 2016
in the beautiful city of Tallinn,
Estonia.

Participants from various Euro-
pean countries had vivid discus-
sions around the future of HR,
agile talent management, crea-
tivity management and others.
One of the highlights was the
visit of the e-Estonia Showroom,
an executive briefing centre
about the concept and the suc-
cess story of e-Estonia. Partici-
pants learnt how Estonia has
implemented an extremely ad-
vanced e-government system in
order to increase efficiency at alll
levels of government. e-Estonia
means, among others, preparing

NEEM meeting in Tallinn, April 2016

your income tax declaration in
just five minutes, signing a
legally-binding contract via inter-
net or voting in elections from
the comfort of your own living
room. As a consequence, inter-
action among government agen-
cies, and between the govern-
ment and citizens, has been
transformed completely. Need-
less to say that the implications
for HR are tremendous!

If you want to learn more about
e-Estonia, please have a look at
https://e-estonia.com/e-estonia-
showroom/. Participants also
had the chance to visit the Esto-
nian company Proekspert and
heard from the HR Manager and
Workplace Happiness Advocate
about a highly interesting story of
the healing cycle and happiness
(http://www.pare.ee/sites/default/
files/proekspert.pdf).

WFPMA 40" Anniver-
sary Student Essay
Contest

In celebration of its 40th anniver-
sary, World Federation of People
Management Associations
(WFPMA) is focusing its 2016
Student Essay Contest on the
challenges of human resource
management (HRM) in 2056. The
Contest is intended to encourage
current students of HR to consid-
er what the future of employment
and the workforce will look like,
the challenges that HRM will face
globally, and how human re-
source professionals will resolve
those challenges.

One student contribution per con-
tinental region within the WFPMA
will be recognized as a winner
and will be awarded an expense-
paid trip to the WFPMA'’s World
HR Congress in Istanbul, Turkey,
in October 2016. The extended
deadline for submissions is June
30, 2016.

For more information about the
contest, please see: http://
www.wfpma.org/sites/
wfpma.com/files/WFPMA%
2040th%20Anniversary%
20Essay%20Contest%20 Final%
20UPDATE%2005.12.16%
20New%20Deadline.pdf
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