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RECRUITMENT

IMPROVING THE RECRUITMENT
PROCESS AND SKILL ASSESSMENT
ARETWO OF THE BIGGEST HR
TOPICS IN 2021.

Growing evidence suggests that skill testing is far more effective
than traditional hiring methods and a must-do practice to establish
faster candidate screening.

Companies seeking to hire new talent post-pandemic are looking
for emotional intelligence (EQ), communication, adaptability,
cohesion, compassion and creativity in a candidate.

Investing in skill-testing yields positive results, such as happier,
retained employees.

RIHOGAN

GRS RECRUITMENT IS RECOGNISED AS A TOP RECRUITMENT FIRM AND THE LARGEST @ @ @
IN CYPRUS.

With more than 16 years of experience, we can help you find the best talent www.grsrecruitment.com
in the market as we are also an accredited Hogan Assessor. jobs@grsrecruitment.com

2 / ANGPQMOX + EPTAZIA



SHL
TalentCentral™

e /

&

Access SHL's innovative talent decision
tools via TalentCentral

We influence more than 35 million assessments per year for
10.000 organizations in over 100 countries and 39 languages

TalentCentral is a state-of-the-art, cloud-based platform which delivers SHL talent assessment
data through a single, access point, enabling clients to harness actionable people insights
more efficiently.

Unmatched Portfolio
including:

e Personality & Motivation

Mobile-Ready Experience Questionnaires
Intuitive, engaging, candidate-centric experience across devices Cognitive ability Tests

Job focused skills Tests
Coding Simulations

Video Interviews

Virtual Assessment Centers

Quick Access to Solutions

Unlock 1000+ industry-leading assessments, people insights and talent
solutions

Drive effective talent decisions with configurable workflows, dashboards,
and reports

Seamless Integration

Secure, seamless integration within your existing systems and processes
to save time and promote consistent outcomes

Tailored Workflow
@,
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SHL a

evalion-shl.com
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Investing in people!

We specialize in Human Resources Training & Development!

Whether it is highly effective human resources solutions and practical support or first-rate vocational
training, we remain focused on providing services that empower professionals
and help organizations take their business to the next level.

- Vocational Training

-y = -
s’ & Certification Programs " wdustirial Relations

;‘,- On-the-job Training HR Management

L £

£z Tel: +357 25 109025

n Ci ) Emall: info@polykarpouhrd.com
AH L EI CHEI Web: www, polykarpouhrd .com

EDARCATIOM AL INEFTTUTE CYPEUS HOSPITALITY

e =
% Scan here!
2 polykarpouhrd.com

CONTACT US FOR A FREE
CONSULTATION!

We des stormized training seminars,
tailored to your business needs.

e PobykarpouHnd

T Pt | EDUCATIORAL THSTITUTE Address: 26, Griva Digeni Street, 4002, Mesa Geitonia, Limassol @ pohykarpouhnd_chei
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Etnoia levikn Zuvéleuon 2021/ Annual General Meeting 2021
EkdNAwon pe to Aloikntikd SupBouAio / Drinks with the Board Event

Mapouciaon tou Ku.Xu.A.A.A. otoug poITnTEG /
CyHRMA presentation to students

EAPM Delegates Assembly
Alaxeipion AladopeTikOTNTAC oTo Xwpo Epyaaciacg

Avantuén Zuppdxwy otnyv lodtnta: Kaivotopo Mpoypaupa
Evowpdtwong otov Xwpo Epyaciag
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4 HR Professionals talk about wellbeing

Interview of the President of the Cyprus HR Management
Association, Mrs Elena Stavrinou to GOLD Magazine

Remote Working in Cyprus: Survey Results
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©a aNoTEAECEI O HETACXNMATIOPOG Tou HR TO vApa Nou cuvdEel
tnv aia pe TNV epneipia;

Enavanpoodiopidovtag to HR otnv véa Npayuatikotnta

Eulwia (well-being) oto xwpo epyaciac otn
Baon tou povtéAou PERMA

The Importance of Evaluating Non-Technical Skills in
Tech Talent Hiring

O polog tng dieuBuvong tou AvBpdnivou AUVauiKoU OTO XWEO
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Why we invite you to write an article for our magazine People & Work?
+ Publication of your article brings additional professional recognition and prestige to you
» You are helping our profession by providing additional knowledge and expertise

transfer and adding to the cumulative knowledge of Human Resource Management in 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
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H / EDITOR'S NOTE

ANO TH 2YNTA

Dear Readers,

- We are honored to present to you our 51st issue of our magazine “People and Work”
L f on this festive period of the year. The year 2021 will go down in history as a year of un-
: precedented shock, change, and volatility. HR is at a center stage, needing to contin-
) uous “reinvent today and tomorrow’s work” and adapt to the mutations of the global
A pandemic, the social tensions (racial strife, refuge challenges, and political dissent),
economic adversity, and personal mental health and wellbeing, since these threats
k a tl ’ have such a profound impact on people and organizations.

ye We outline the activities initiated and held by our Association, our Annual General
Meeting and the event Drinks with the Board which gave us the opportunity to meet
physically with you after such a long time and also to introduce you our new board

» members!
‘ f . . . S
{| Weencourageyouto read our president’s, Mrs. Elena Stavrinou interview in Gold
| Magazine, which highlights the need for transformation and meaningful communi-
d cation in businesses, as well as the results of interesting survey on remote working in

Cyprus, which was conducted by CARDET and the Institute of Development.

Wellbeing is one of the critical challenges organizations we’ re called to face this year and our HR professionals were
“forced” to make decisions and act under these new emergency pandemic circumstances; in this publication we in-
terviewed HR professionals on the subject and here we reveal you, their insights.

Additionally, in this issue you will read articles from HR professionals and experts who share their insights, viewpoints
and experiences on themes such as wellbeing on the basis of PERMA model, redefining the HR in the new reality and
the role of HR in the working market. Also, we include articles on Tech Talent Hiring and reverse mentoring.

We hope you enjoy this issue as much as we enjoyed its preparation and hope the New Year finds you all healthy, hap-
py and reenergized for a better and prosperous future!

Christina Tsolaki Patsali
Member of the CyHRMA Board of Directors, Publications and Communication Representative

Ayanntoi AvayvaoteG/AvVayVwOTPIEG,

'EXOUME TNV TIPA VO OAG NAPOUCIACOUE TO 510 Telxog Tou Neplodikol Yag «AvBpwnog Kal Epyacia» yia auti tnv
€0PTAOTIKN NEPiod0o Tou Xpovou. To €tog 2021 6a peivel oTnV I0TOPIA WG ETOC AVEU NPONYOUUEVOU MoU Xapaktnpidetal
andé aotdBela kal alayég. O Topéag AvBponivou AuvapikoU BpioKETAI OTO EMIKEVIPO, XPEIAZETAI VA KENAVAEPEUPEI

TN OOUAEId TOU OrUEPA KAl TOU aUPIo», oUTWE WOTE VA NPOCAPHUOOTEI OTIG AANAYEC MOU ENEPEPAV Ol HETANAEEIG

NG NAYKOOUIAG NAVINUIAC, OTIG KOIVWVIKEC EVIAOCEIC (PUAETIKEC SIAUAXEG, HETAVAOTEUTIKA BEUATA KAl MOAITIKEG
dIAPUWVIES), OTIC OIKOVOUIKEC AVTIEOOTNTEG KAI OTIC EMNIMTWOEIC OAWY AUTWY OTNV NEoownikr LUXIKr UyEia Kal eunpepia,
KOO WG AUTEG 01 ANEIAEG EXOUV TOOO BaBU avVTIKTUNO TOCO O avBpPwWNouc 000 KAl GE OPYAVIOHOUG.

Y€ aUTO TO TEUXOG NEPIYPAPOULE TIC OPACTNPIOTNTES NMOU NPAYHUATOMNOINCE O ZUVOECUOG PAC KATA TNV dIAPKEIQ TOU
€toug 2021, tnVv Etnoia MevikA ZUVvEAEUON PAG KAl TNV EKONAWGCN NOU NPAYUATOMNOINONKE Ye TO AS Ornou Yag dOONKe n
€UKaIpia va cuvavinBouUpe e GUTIK Napoucia padi cag Uetd and tooo Kaipo, dAAd KAl VA 0aG NApouciACOUE TA VEA
MEAN TOU AX!

>ag evBappuvoupe va dIaRACETE TN CUVEVTEUEN TNG NPoEdPoU Pag, Kag EAevag Ztaupivou oto neplodikéd Gold, n
onoia unoypaupidel tTnv avaykn yid JETACXNUATIOPO KAl OUCIACTIKN ENIKOIVWVIA OTIG ENIXEIOAOEIG, KABWGS Kal Ta
AMOTEAECUATA PIAG EVOIAPEPOUTAG EOEUVAC YIA TNV EE anootdoewd epyacia otnv Kunpo, n onoia die§AxOn anod to
CARDET Kal To lvotitouto Avantuéng.

H Eulwia (well-being) sivai pia anoé tic ueyaAUTepeC NPOKANGEIG MOU KAOAOUPAGOTE VA AVTIPETWNICOUUE GETOC, ONOU

Ol ENAYYEAPATIEC AVOPWMIVOU SUVAUIKOU €aVAYKACTNKAV» va AdBouv anoddoelc KAl VA dpAcouV KATW UMO EKTAKTNG
avAYKNG OUVBAKEG TNG NAvONUIag. € autod TO TeEUXOG NNPAPE ouvevteUEeic anod enayyeApatieg avBpwnivou dUVAUIKOU
yIa TO O€pa auTo KAl €3W CAG ANOKAAUMTOUE TIG ANAVTIACEIG TOUC.

EninAéov, oto teuxog auto Ba diaBdoete dpbpa anod enayyeAUaAtieg kal €1I8IKOUG Tou TopEA Yag, nou Polipalovtal

TIG YVWOEIG, TIC ANOWYEIG KAI TIG EPNEIPIEG TOUG O€ BEPATA ONWG N eunUEPia pe Baon to poviéAo PERMA, o
£MAVANPOOAIOPICHOG TOU HR oTN VEQ NPAYUATIKOTNTA KAl 0 POAOG Tou AAA otnv ayopd epyaciac. Eniong, nepiAapBavoupe
ApBpa OXeTIKA Pe TNV NPOCANYN TAAAVTOUXWV OTOUWY UE TEXVIKEG OEEIOTNTEG KAI TO AvVTioTPpodo Mentoring.

EueAniotoUpe va anoAaUoeTe auTo TO TEUXOC 00O ANMOAAUCAE KAl EYEIC TNV MPOETOILACIA TOU KAl EUXOUOOTE N VEQ
XPoVId va oag Bpel OAOUC UYIEIg, XAPOUPEVOUG KAl AVAVEWUEVOUG YIA €va KOAUTEPO KAl EUNPEPOUV UEANOV.

Xpiotiva TooAdkn MatooAn
MéAog AloikntikoU ZupBouAiou tou Ku.Xu.A.A.A., YneuBuvn Ekdooewv kal Enikolvooviag

6/ ANOPQIMOX + EPTAXIA




[MTPO2OATE2 APA2EIX

30.06.21

ASSOCIATION

ETnoia [evikn 2uveAeuon
Annual General Meeting

nv Tetdptn 30 louviou 2021 otnv napoucia 26
MeAwv dIeEAXON N ETAola MlevikA ZuvéAeuon Tou
>uvdEopouU pag, otn Anpocioypadiki Eotia, otn
AgUKWOia.

H levikn ZuvéAeuon ApXIOE YE XAIPETIOPO anod

TNV KUpia EAeva Ztaupivou, n onoia €kave
avadopd ota MPaktikd Tne nponyoupevng Etnoiag Mevikng
>uvéleuong (2020), Ta onoia eykpiBnkav opddwva anod
OAOUC TOUC NAPEUPICKOUEVOUG.

AkoAoUBNoe 0 ANoAoyIouOC Tou AloIKNTIKOU ZupBouliou

yla tnv nepiodo louviou 2020 - louviou 2021 ano tov

KUplo Mavayiwtn ©pacuBouiou. O kUplog @pacuBoUAou
avapEPONKe ota MEAN Tou ZUVOECHOU NOU CnUEPa aplBuolv

ota 593 MéAn og cuykpion pe to 2020 nou apiBuoucav ota 616.

3TN OUVEXEId, O KUpIog ©pacuoUAou avadpeépBnke oTIC
EkSNAwOoeIG/Zuvavtnoeic nou dlopyAvwaoe 1 EAaBe uEPOC O
>Uvdeouoc:

+ 211 25/06/2020 o0 ZUvdeopoc €0eoce unod TNy Alyida tou

to Cyprus HR 360 Conference: NEW ERA | NEW HR

+ 211 30/6/2020 npaypatonoin®nke 31adIKTUAKO CePIVAPIO
oe ouvepyaoia pe to Department of Public and Business
Administration tou Maveniotnuiou Kunpou ye eionyntpla
tnv K. EAévn Ztaupou Kwotéa, e O€ua “AnoteAécpuata
‘Epeuvag - COVID-19: H véa enoxn oto HR”. Tnv €peuva
dieENyaye 0 ZUVOEOUOG HECW TwV MeAWV Tou.

« O Zuvdeopog otnpi&e eniong diadiktuakd oepivapia

oe ouvepyaoia pe to CURIS Network pe titho «To péNov
TNG Uyeiac oto Xwpo epyaciac» kal to CARDET e titho
«Hyeoia Kal eunpepia OTo XWPEO epyaciag» otic 9/7/2020 kal
27/8/2020 avtiotoixa.

« O ZUvdeopog eniong, NpoodePE TNV EUKAIpia Ot
Opyaviopouc MEAN yia tn dieEaywyr) SIadIKTUAKWV
oegpIvapiwVv npog 6Aa ta MeAn tou. O1 opyavicuoi nou

oupuEeteixav otnv npwtoBouAia autr Atav ol Grant Thornton
Cyprus Ltd, GrantXpert Consulting, Great Place to Work kal
Phoenix Leaders.

« X1a nAaioia tng AleBvoug Huépag AvBponivou
Auvapikou nou yioptadetal otig 20 Maiou, 0 ZUvdeopog
npaypatonoinoe dIAPOPEC EVEPYEIEG VIO VA TIUAOEI TNV
uEPa auth. Mo CUYKEKPIPEVA, OE CUVEPYATia Pe To Eu-
ropean Association for People Management (EAPM)
npaypatonoinenkav 2 ekdNAwoelg S1adIKTUAKA HE TITAOUG
«Connect and reflect - International speed networking

for HR Professionals» kai «Redefining the World of Work:
Insights and ideas from European HR leaders».

« O Koc ®pacuBoUiou avadpépBOnke kal oto Kalvotouo
NEOYPAUHA: KZUUHPAXOI OTNV ICOTNTA OTOUG OPYAVICHOUGY,
onou dIgEAXONKe AIADIKTUAKO CEUIVAPIO: KXUPUAXO! YIa TN
dNMIoUPYIa XWPWV EPYACIAC XWPIC ANOKAEIOUOUG» OTIG
7/14/2021.

« Eniong, avagepe 0TI 0 ZUVOECUOG PJAG KATOMIV EI0YNONG
TOU Kou Kwota MNanakuplakou, Exel unoypdyel to Mvnuovio
JuvavtiAndng tng Xdaptag AlapopeTIKOTNTAG.

+ AkoAoUBwC¢, avapepOnke otig dPACEIC TOU XUVOECUOU

yia Ta 30xpova nou neplAauRavouy napouciacn Je Titho
«H otiypr tou HR gival edw. Eipaote €toigol?», cuvepyaaoia
ToU ZuvdEopou pe diddopa Maveniothuia tng Kunpou ye
OKOMO TNV EVNUEPWON O GOITNTEC YIa OEUATa nou agopouv
Tov Topga AieUBuvong AvBpdnivou AuvapikoU, KaBwg
gniong Kal tn dnuioupyia NAATPOPPAG ONMou GOITNTEC KAl
Opyaviopoi-MEAn Tou ZuvdEopou Ba €XouV TNV EUKAIpia

va ouvepyaotoUv. Eniong, ota nAaiocia tng ETalpikAg
Kolvewvikng EuBUvng npayuatonoinenke CUPPETOXN

og tnAeonTIKG NalxVvidl onou ta €00da diateOnKaAv yia
dIANaVBpwNIKO okono. STOX0C N NPoROAN Twv dpdoewyv
auTV, aAA Kal ToU onNPAavtikoU €pyou Nou SIETEAECE O

> Uvdeopog pag ta teAeutaia 30 xpovia og didapopa YEca
enikoivooviag (tnAedpaocn, padiodwvo, NEPIOdIKA, KOIVWVIKA
diktua). To enioTéyaoua twv ekdNAWoewy Oa oppayIoTei
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OTO TENOC TOU €TOUG e éva enionuo gala-deinvo.

+ O Zuvdeopocg eniong éNaBe pépog otn heyaAutepn Epeuva
HR pe titho «Creating People Advantage survey», 6rnou
€yYIVE Napouaciach anoteAecpdtwy and to CIPD.

3TN CUVEXEIQ, AVADEPONKE OTO VEO AOYOTUMO TOU SUVOEGHOU
Ttovidovtag Ot N NpoondBbeld yia Tn VEA EIKOVA TOU
SUVOECUOU eiXe oKoMo TNV AvVAVEWGCN AutoU YE Pia nio
ouyXpPovn Kal PPECKIA patid.

TeNog, eE€ppaoe Tn ouykivnon Tou KaBwg eival n teAeutaia
Tou Onteia oto AloIKNTIKO ZUpBoUAIO Kal TNV nepnddavia
TOU YIa 60a NETUXE To AX. Euxapiotnoes ta MéANn Tou A yia
TN ouvepyaaoia Kal KaAwooplioe ta NEa MEAN euxOpevog va
OUVEXIOOUV TO €pY0 TOU ZUVOECHOU We Tov idio ZAAo.

AkoAoUBwg, o Tayiag tou ZuvdEopou, kog Mdpiog
Xpiotopopou, napouciace Tov OIKOVOUIKO ANOAOYIOUS
KAl TOUG EAEYHUEVOUG OIKOVOUIKOUG AOyapIaouoUg Tou
2020, ol onoiol eykpiBnkav and ta napovta MeAn. O kog
Xpiotodpopou oxohiaoe TNV eIkdva TV OIKOVOUIKWV
Kataotdoewv Adyw Tou OTI UNNPXE PEIWon e00dwV,
METPNTWV KAl OTO NAEOVAOUA, ToViovTag OTI AOyw TG
navdnuiac dev ATav epIKTO va npaypatonoinBei to
Etnoio Zuvédplo nou Ba anépepe 0IKOVOUIKO OPeENOC OTOV
>Uvdeopo. MapodAa autd Bewpei OTI TA OIKOVOUIKA TOU

L "

r
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SuvdEopOoU gival KuyIN» Kal npénel va AngBei unoyn oti ta
TeAeuTaia xpovia unnpxe avodog ecOdwV.

EykpiBnke ano ta napovta MEAN n avavéwaon cupdwviag ue
TOUG UdIoTApeVOUG EAeYKTEG KO AnNpNTEIO AnpNTEIAdn Kal
Ko Monyopn Anuntpiou yia éva Xpovo (OIKOVOUIKOG EAEYXOG
yla tnv nepiodo 01/01/2021 - 31/12/2021).

AkoAoUBnoe n avaBewpnon CUYKEKPIYEVWVY ApBpwvV
(6pBpo 8Z kal GpBPo 12) tou KataotatikoU anod tnv ka EAsva
>TaupIvou, Onou eykpiOnkav ouddpwva and OAa ta MéAn.

‘Eneita npaypatonoindnke n avadel&n tou NEou AloiknTikoU
>upBouAiou 6nou n k. EAeva Xtaupivou, evnuEPWOE OTI
napaAfeOnkav 9 éykupec unoPnedidTnTeg, yeyovoc nou
odnynoe otn Pn dieEaywyr ekAoywv. O1 unoYPripiol nou
AUTOUATA £XOUV eKAEYEI WC MEAN Tou AS yia tnVv ngpiodo
2021 - 2023 akoAouBouv pe aApaBntikn oelpd:

Aypotou EAediva, Mewpyiou Mapia, MatooUka EAAN,
Neoputou ABnva, Znupidng Mapia, Ztaupivou EAeva,
TooAdkn-Tatoahn Xpiotiva, XatdnBaoiAeiou Eipéva,
Xpiotopopou Mapiog.

KAeivovtag, ta MEAn tou AloiknTtikoU XUupBouAiou euxapiotnoav
Ta MEAN Tou ZUVOECHOU NOU CUPPETEIXaAV otnV ETnoia Mevikn
YuvéAeuon kal akoAouBnoe culATNON KAl KOKTEIA.




On Wednesday June 30th, 2021in the presence of 26 Mem-
bers, the Annual General Meeting of our Association was
held at Journalists House, in Nicosia.

The Annual General Meeting was commenced by Mrs. Elena
Stavrinou and the Minutes of the previous General Meeting
of 2020 were approved by all the present members.

An account of the events and activities of the period June
2020 - June 2021 followed, presented by the president,
Mr. Panayiotis Thrasyvoulou. Mr. Thrasyvoulou referred to
the Members of the Association, which now amount to 593
compared to 616 in 2020.

Mr. Thrasyvoulou referred to the Events /Activities organ-
ized by the Association:

+ On 25/06/2020 the Association put under its auspices the
Cyprus HR 360 Conference: NEW ERA | NEW HR

+ ONn 30/6/2020 an online seminar was held in collaboration
with the Department of Public and Business Administration
of the University of Cyprus with Professor Eleni Stavrou
Kostea, on “Survey - COVID-19: The new erain HR”. The
research was conducted by the Association and data was
collected through its members.

« Moreover, the Association supported two online seminars
in collaboration with CURIS Network entitled “The future

of health in the workplace” and CARDET entitled “Lead-
ership and prosperity in the workplace” on 9/7/2020 and
27/8/2020 respectively.

« The Association also offered the opportunity to its Corpo-
rate Members to conduct online seminars for its Members.
The organizations that participated in this initiative were
Grant Thornton Cyprus Ltd, GrantXpert Consulting, Great
Place to Work and Phoenix Leaders.

+ Inthe context of the International Human Resources Day,
which is celebrated on May 20, the Association took various
actions to honor this day in collaboration with the European
Association for People Management (EAPM), 2 events were
held online entitled “Connect and reflect - International
speed networking for HR Professionals” and “Redefining the
World of Work: Insights and ideas from European HR leaders”.
« Mr. Thrasyvoulou also referred to the Innovative program:
“Allies in equality in organizations”, where an online semi-
nar was held: “Allies for the creation of workplaces without
exclusions” on 7/4/2021.

+ Also, it was mentioned that our Association, following

the suggestion of Mr. Costas Papakyriacou, has signed the
Memorandum of Understanding of the Diversity Charter.

Then, he referred to the Association’s actions for the 30
years thatincluded a presentation entitled “The moment of
HRis here. Are we ready? Also, in the framework of Cor-
porate Social Responsibility, a participation was madeina
TV-game where its proceeds were donated to charity. The
aim is to promote the above mentioned actions, but also
the important work the Association has done in the last 30
years in various media (television, radio, magazines, social
networks). The finale of the events will be sealed at the end
of the year with a formal gala dinner.

Next, the Association took partin the largest HR survey ti-
tled “Creating People Advantage survey”, where its results
were presented by the CIPD.

Mr. Thrasyvoulou referred to the new logo of the Associa-
tion, emphasizing the effort to upgrade the new image of
the Association and present the modern and fresher look.

Finally, he expressed his gratitude as it was his last term
on the Board of Directors and that he is proud of what the

Board has achieved. He thanked the Members of the Board
for their cooperation and welcomed the New Board Mem-
bers, wishing them to continue the good work in the Asso-
ciation with the same zeal.

Next, the Treasurer of the Association, Mr Marios Christo-
forou, presented the audited financial accounts for 2020
and these were approved by the present Members. Mr.
Christoforou mentioned that on the view of the Financial
Statements, since there was a decrease inincome, cash as
well as surplus, due to the pandemic, it was not possible to
hold the Annual Conference which offers financial benefits
to the Association. Nevertheless, he considered that the
Association’s financial condition finances of the Associa-
tionis “healthy”, and it must be taken into account that in
recent years there has been anincrease in revenues.

Additionally, the Association renewed the agreement with
the existing auditors, Mr. Demetris Demetriades and Mr.
Gregoris Demetriou for one more year (financial audit pe-
riod 01/01/2021 - 31/12/2021) and this was also approved by
the present Members.

The revised articles (Article 8 and Article 12) of the Con-
stitution of the Association with Ms. Elena Stavrinou were
followed and these changes were unanimously approved by
the participants.

Lastly, the election of the New Board of Directors took
place, and Mrs. Elena Stavrinou informed all present mem-
bers, that no elections were held since 9 valid nominations
were received, as many of the positions of the Board. Can-
didates who have been elected as Members of the Board
for the period 2021 - 2023 are:

Agrotou Eleana, Christoforou Marios, Georgiou Maria, Had -
jivassiliou Irena, Matsouka Elli, Neophytou Athena, Spyrides
Maria, Stavrinou Elena, Tsolaki-Patsali Christina.

To conclude, the Members of the Board of Directors
thanked the Members of the Association who participated
in the Annual General Meeting and cocktail followed.
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22.09.21

EkONAwoN ue to AIOIKNTIKO
>UpBouAio / Drinks with the Board

TNC ApTepIg PiaAd

To anodyeupa tng Tetdptng, 22 SentepyBpiou 2021, 0
Ku.Zu.A. A A. dlopydvwaoe ekdnAwon diktuwong: «Motd
JE To AIOIKNTIKO ZUPBoUAIO», ye NeplocoOTEPOUC and 50
OUUMETEXOVTEG.

H ekdnAwon eixe okonod va Swoel TNV EUKAIPIA OTA PEAN
TOU CUVOECHOU PaAg va cuvavtnBouyv pe cuvadéidoug
KAl CUVEPYATEG AN TOV TOPEA TNG AleUBuvong
AvOpnivou AuvapikoU, Kal NapdAAnAa va poipactolv
anoyeic, avnouyiec, ISEEC KAl EI0NYNOEIC aneuBeiag e
TA PEAN Tou AloIKNTIKOU XupBouAiou Tou Ku.Zu.A. AA.
‘ONa autd duoIkd o€ éva euxdploto nepIBAloy,
anoAapBdavovtag wpdaio KPAoAKI UE KAAN NAPEQ.

H ekdnAwon dIAoEevnOnke anod to unapdki Gardens
Day & Night, otn Aeukwaoia. Htav to TéAelo pépog
Y10 éva XaAJPwTIKO AnOYEUHA PE KAAOUG piAoug Kal
OUVEPYATEG, ANOAQUOCTIKA NMIATA KAl KAAO Kpaaoi!

Ta Y€AN Tou ZUVOECHOU YOG NMOU CUMMETEIXAV, eixav
TNV EUKAIPIa va eKPPACOUV TIG EI0NYACEIG TOUG YId
HEAOVTIKEG dpaotnpIdTNTEG KAl NPwTtoBoulieg nou Ba
pnopei va uAonolnoel 0 ZUVOECHOG NPOG OPeAOC OAwV
TWV PEAWV TOU.

H npocgAheuon ntav eEaipetikr). Ta yéAn Tou
AIOIKNTIKOU ZUpRoUAiou, KaAwoOpIioav OAOUG Toug
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OCUMMETEXOVTEG OTNV EKONAWON, KAl eNaivecav

TN okAnpn douAeld nou yivetal and oAoug,
eniBeBaiwvovtag napdAnAa tn déopeucn tou
AlolKnTIkoU Zupouliou Kal Tou ZuvdEouou va
ouvexioouv tnv NpoondBbela KAl TIG EVEPYEIEC MOU
ANooKOMNoUV OTNV NPownon Tou ENAyyEAUATOC PUaAC
Kal otnv otAPIEN TV ENAYYEAUATICOV OTOV TOHEQ
auTo. TOVIOE TNV avAyKn KAl Tn onyacia Tou va gival
0 ZUVOECNOG KOVTA OTA YEAN TOU Oota NAdiola tng
€NiteUENG TV OTPATNYIKWY TOU OTOXWV.

Mia enituxnuévn Bpadid nou EKAEICE Ye BeTIKG OxXOAIa
anod ohoug.

‘Eva pgeyAaAo euxaploTw oTa PEAN Tou AloIKNTIKOU
>UpBoUAiou Tou ZuvdEouoU yia TV unoothpIEr Toug,
oe 6AOUC 6COUC CUPHETEIXAV, KAl pUoIkA oto Gardens,
yia tn diAoevial




On Wednesday, 22nd of September 2021 late afternoon, the
networking event “Drinks with the Board”, was organised
by CyHRMA and more than 50 members and friends of the
Association participated.

The event offered the opportunity to its members to interact
with colleagues from the HR community. It also served as

a forum for the members to share their opinions, concerns
and ideas directly with the Members of the Board. And of
course to enjoy a drink with good company.

The event was hosted by Gardens Day& Night, a perfect
venue for the specific event, with good companion along
with delicious platters and good wine.

The Members of the Association were encouraged at the
event to voice directly to the new CyHRMA Board, their
suggestions for future CyHRMA activities and initiatives
that would help them get the most out of their membership.

The evening turnout was excellent. The members of the
Board welcomed everyone to the event and encouraged

the hard work to continue, while reaffirming the Board’s
and the Association’s commitment to continue the effort to
reach out to all its members with value adding activities and
initiatives that aim to promote their profession.

A big thank you goes out to all Association’s Board Members
for their support and for making this event to happen, as
well as to all participants and of course to Gardens for their
hospitality!
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[Mapouociaon tou Ku.Zu.A.A.A.
otouc politntec / CYyHRMA
presentation to students

TNC ApTepIg PiaAd

>Ta NAQICIA TV E0PTACHMY Yia Ta 30Xpova Tou
SUVOEOHOU PAC, oUCTABNKAV SIAPOPEC UNOEMITPOMNEG
ue okond tnv avtaAayn 1I9ewv, KaBopIoud Tou NAdvou
dpACEWY YIA TO XPOVO, KABWC Kal oTthpIEn otnv
uAonoinon Twv SPACEWY AUTWV.

Mia and TIC UNOENITPONEC EiXE WG OTOXO TNV NAPOXN
otAPIENG O PoITNTEG TOU MeTanTuXiakoUu MSc HRM kai
Tou Business Management og didgopa MNaveniothuia
otnv Kunpo, onou 5 EnayyeApatieg AAA kal MéAn tou
>uvd€opou napouciacav Kal culntnoav Béuata nou
dntovtal Tou AvBponivou Auvauikou.

Y UYKeKPIYEVA, ol Mavayiwtng @pacuBouiou, ABnva
Neooutou, Xapig Avactaciddou, STEANA ZoAwpn Kal
‘Edn Anuntpiou og cuvevvonon pe Kabnyntég twv
Maveniotnuio Kunpou, Cyprus International Institute
of Management (ClIM), Maveniotriuio AsUKwaoiag Kal
Cyprus Institute of Marketing (CIM), diopydavwaoayv e
€NITUXia TNV NApouciacn, apou nepicodtepol anod 100
doITNTEG €dwWOoAV TO NAPOV TOUG gite dIASIKTUAKJ, gite
JE PUOIKN Napouacia.

H napouciacn apopoUsoe yia elcaywyn yia TIG dpdoelg
ToU KU.ZU.A.A.A. KOI TA WHEANPATA MOU NPOCPHEPEI
ota MEAN Tou KAl OTn ouvExela ol EnayyeApatieg AAA

R

SCRTIATEO M

W THE 1B oMMy
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avadEpBnkav oto MéAov tou Touga otnv Kunpo, ala
KOl YEVIKOTEPQO OTNV NAYKOOUIA KOIVWVIA KAl OIKOVOWid,
divovtag o kaBévag tn SIKr TOU ONTIKA ywvia yia To
OUYKEKPIUEVO BEpa.

O koc MNavayiwtng ©pacuBoUlou Napébeoe Nwc «To
auplo eival edw. Oco N TeEXVNTA vonuoouvn Pndaivel
otnv Zwn Jag Ao TOoo n epyacia pag Ba yivetal

nio evdlapEPouUca, aPou TA PNXAVIOTIKA KaBrKkovta
Ba tuyxdvouv xelpiopoU anod ta bots. Mépav toutou,
NoAU CNUAVTIKEC dNUOYPAPIKEC AAAYEC pac odnyouv
o€ €va NoAU diverse gpyaciako nAaioio. OAa autd
odnyouv oTNnV avaykn yid £yKalpeG aAayEg, Goov
agpopd oto upskilling kai reskilling Tou epyatikou
duvapikoU. To HR Ba npénel va dnAwaoel éva nxnpo
«NAPOV», KAl VA ETOIUAOCTEI MPOTO YIA VA 0dNyNOEl TNV
NEOoNABEId JETACKXNUATIOUOU KAl €TOIJACIAG yId TNV
VEQ KAVOVIKOTNTA..»

H kupia 'Edn Anuntpiou avédepe OTI «MioTeUw OTI

pia npoRAEWIYN peAovTIKA npdkAnon Ba Atav n
npoondBeia va cupBadicoupe Pe To VEO status quo Kal
TN VEQ NPAYHUATIKOTNTA PECW KAl JETA TNV Navanyia.
Auto Ba anaitroel tn 31a6gon va enavepeUPoUE OxI
HMOVO TOUG EQUTOUC HAC AANG Kal TiG 31adIKACIEG Yag,
eV Ba KAvou e Pia NpoondBeia va KAAIEPYNOOUUE




1 VA eVIOXUCOUWE TIC DUVATOTNTEG TV EPYALOHEVOV

WOTE VA UnopoUuyv va NPocapPooToUV GE VEOUG TPOMOUG
€pyaociag kal cuvepyaaoiac. Evw to ypacidi yivetal nio
nEAcIvo, NPORAENOUE YA OTPOdH) TWV OIKOVOUIWV/ TWV
OpYaVIoUWY NPOG nio Biwaiya nepiBaAovta epyaciag/
NMEAKTIKEC/TEXVOAOYIEC/OE0EIC epyaTiac. MPOKEIUEVOU Ol
€TAIPEIEC VO TO UNEPACTIOTOUV AUTO, Ba Xpelaotei KAnola
dladikacia avaoxediaopoU. Me To véo olkooUoTnua

nou a&lonolegital, OToUC NEPICOOTEPOUC OPYAVIOUOUG, N
peAOVTIKN NPOKANON tNG epyaciag Ba éykeltal eniong otn
onpacia tng nyeoiag. H anoteAecpatikh nyecia npolnobétel
Toug epyalopevouc va aveBouv eninedo kal va avantu&ouv
NEPICOOTEPEG IKAVOTNTEC NAOAYNONG NPEORBANUATWY HECW
dlaTapaxwy, kKaBodrynon opdadwy KATd tn SIAPKEIQ TAXEWY
METAOYXNUATIOPWY KAl dlaxeipion MoANANAwY opadwv/
evoladePOPEVWV and andéotacn.»

H ka Xdapig Avactaciddou unoypdppios Ot «ZoUue os

pla enoyn 6nou n navdnia npowBei pe avaudpioBAtnta
yopyoug pubuoug to KPEAoV TNG epyaaciac» xpovia
pNpPOoOTd, Xwpig enotpodr ota naAid. O Yndiakog
METAOYXNUATIOPOG UAoNOIEiTal Je HEYAAN TaXUTNTA Kai N
UBpPIBIKNA epyacia éxel unel otn dwr YOG VIa TA KAAd. Zav
AnoTtéANeoua, KANoleg and TG EYAAUTEPEG MPOKARCEIG

OTOV TOMPEQ Pag Bewpw Nwc Ba ival n IKAvOTNTa Yag yia
ouvexn eueAiia kal avadiopydvwaon TwY EPYACIWY PAG
AVOAOYWGC TWV PEUCTWV KATACTACEWY, N SIAXEipIon NEVTE
OIAOPETIKWY YEVIWY OTNV EpYACia yia Npwtn ¢opd, Ye
SIAPOPETIKA XAPAKTNPIOTIKA KAl AVAYKEG, N dlaxeipion
opAdwV 01 onoieg dev EXOUV NAEOV OUOIOYEVEID, OTABEPO
EPYACIAKO XWPO A NPOYPAPHA EpYAciag, N Npowdnon

TNG KOIVWVIKAG aAAayNG yYUpw anod ta Béuata 106tntag,
dladopeTIKOTNTAG, eUEEiag Kal NePIBAANOVTIKNAG CUVEIdNONG
OTNV EPYOCIa KAl KAT’ ENEKTACN N AVANTUEN TWV CWOTWYV
Se&I0TATWOV O ATOUA NOU KATEXOUV NYETIKEG OEOEIC WG NPOG
TNV SIAXEiPIoN OAWVY TWV MNI0 NAVW TEPATTIWY NPOKANCEWY,
TIG onoieg avtiyetwnidoupe yid Npwtn ¢opd os cuvdIacuo.
Méoa ota endpeva Xpovia Bewpw Nwg to endyyeAua pag Ba
exel eEAIPETIKO evdIapEPOV KAl Ba AvayVwWPIOTEI NEPAITEPW
WG OTPATNYIKO YIA TNV ENITUYXiA TOU KABE opyaviouou.»

H ka ABnva Neogputou Bewpei 0TI «pia npokAnon yia

To YENoV gival n euehi&ia nou Ba npénel va deiEouv ol
ENIXEIPAOEIG YIA VA IKAVOMOINOOUV ToUG £pyalOPEVOUG TOUG
oe éva uBpPIdIkS poviélo epyaaciac, To onoio Ba eEicopponei
TNV NPOCWNIKA KAl ENAYYEAUATIKN Toug o). Eival avaykaia
TOO0 N TEXVOAOYIKN 600 Kal N Yndiakn avaBabuion os
ouvdUaouo6 PE TO outsourcing, MPOC AVTIPETWNIoON TNG
EMEIPNG epyaTIKOU SUVAPIKOU XWEIG OPWC va PeIwBei To

eninedo otnv eEunnp&tnon TtV NEAATWYV TWV ENIXEIPHOEWV.

AkoAoUBwWC, ol HOITNTEG €ixaV TNV eUKAIpia va unoBdAouv
TIC EPWTNOEIC TOUC YIa BEPATA MNOU TOUG anacxoAoUuoayv Kal

aKoAoUBNGCE pIa eMNIKOJOWITIKA KAl EVOIADEQOUTA YIA TOUG
napeupiokopevoug oulnTnon.

©a B¢Aape va suxaplotiicoupe dAouc 6couc BonBnoav oto
OUVTOVIOUO Kal TN dlopydvwon tne NPwToRouUAiag autng:

MaveniotApio Kunpou:

K. EAévn Ztaupou-Kwotea, Ap. Xpiotidva lepodiakdvou
Cyprus International Institute of Management (CIIM):
Ap. Biku Katolohoudn, ka Aécnoiva lNMaotou
MaveniotApio Aeukwoiag:

ka Mapia MixanAidn kai to UNIC - Career Success Centre
Cyprus Institute of Marketing (CIM):

Ko Mayko Xatdnyiavvn, ko ®atn MauAou

In the context of the celebrations for the 30th anniversary
of our Association, various subcommittees were set up in
order to come up with ideas, set up an activity plan for the
year and support in the implementation of these activities.

One of the subcommittees aimed to provide support to
students of the program MSc HRM and Business Manage-
ment, in various Universities in Cyprus, where 5 Profession-
als and Members of the Association presented and dis-
cussed issues related to Human Resources.

Specifically, Panayiotis Thrasyvoulou, Athena Neophytou,
Charis Anastassiadou, Stella Solomi and Efi Dimitriou, in
consultation with Professors from the University of Cyprus,
Cyprus International Institute of Management (CIIM), Uni-
versity of Nicosia and Cyprus Institute of Marketing (CIM),
successfully organized the event, where more than 100
students gave their presence either online or physical.

The presentation introduced the actions of Cyprus Hu-
man Resource Management Association and the benefits
it offers to its Members. Afterwards, the HR Professionals
referred to the future of the Sector in Cyprus, as well as to
the global society and economy, giving their own point of
view on these issues.

Mr Panayiotis Thrasyvoulou said “The future has arrived. As
Alinvades our lives, our jobs will become inherently more
interesting, leaving the repetitive, mechanistic tasks to the
bots. Moreover, substantial demographic changes lead to
a highly diverse future workplace. All these issues create a
whole new set of challenges with regards to the upskilling
and reskilling of our workforces, to be able to navigate the
new normal. HR needs to be on top of the transformation
agenda and become future-proof itself..”

Mrs Efi Demetriou quoted that “l believe that a foreseeable
future challenge willbe, the effort to keep up with the new
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status quo and the new reality through the pandem-
ic. The existing situation develops the willingness

to reinvent not only ourselves but our processes, as
well as an effort to cultivate and enhance the capa-
bilities of the employees in order to be able to adapt
to new ways of work and collaboration. While grass

is getting greener, we foresee a shift of economies/
organizations towards more sustainable working
environments/practices/ technologies/ job positions.
In order for companies to champion this, it will take
some kind of a re-engineering process. With the new
ecosystem that is being harnessed, in most organ-
izations, the future challenge of work will also lie in
the importance of leadership. Effective leadership
requires employees to step up and develop abilities to
navigating through disruption, steering teams during
rapid transformations and managing multiple teams/
stakeholders remotely.”

Mrs Charis Anastassiadou underlined that “We are liv-
ing at a time where the pandemic is undoubtedly pro-
moting the “future of work “at a rapid pace, without
looking back. Digital transformation is taking place
very fast, and the hybrid work model has become part
of our lives. As aresult, | feel that some of the biggest
challenges our profession will be facing in the future
will be our ability to work continuously with agility, to
reorganize the way we work through a volatile envi-
ronment, whilst managing five different generations
at work (for the first time in history), with different
characteristics and needs, managing teams that are
no longer homogeneous, do not have a standard
workplace or work schedule, as well as to promote
social change around the realms of equality, diversity,
wellness and environmental awareness. Consequent-
ly, we will be responsible for identifying and devel-
oping the right skills for people who hold leadership
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positions, so that they will be able to manage all the
above challenges, which we face in combination for
the first time. To conclude, | feel that the HR profes-
sion will become even more interesting and will be
further recognized as a strategic partner for organi-
zational success.”.

Ms. Athena Neophytou considers that “a future chal-
lenge will be the flexibility that companies must show
to satisfy their employees in a hybrid work model,
which will balance their personal and professional life.
“Both technological and digital upgrades are need-
ed in conjunction with outsourcing, to address the
shortage of manpower without reducing the level of
business customer service.”

After the presentation, the students had the oppor-
tunity to ask questions about their concernsand a
constructive and interesting discussion followed for
the attendees.

We would like to thank all those who helped to coordi-
nate and organize this initiative:

University of Cyprus:

Professor Eleni Stavrou-Kostea,

Dr. Christiana lerodiakonou

Cyprus International Institute of Management (CIIM):
Dr. Vicky Katsioloudes, Ms. Despina Pastou
University of Nicosia:

Ms. Maria Michailidis and UNIC - Career Success Center
Cyprus Institute of Marketing (CIM):

Mr. Yangos Hadjiyannis, Mr. Fotis Pavlou



03.12.21

EAPM

2021

by Elli Matsouka

The EAPM (European Association for People Management)
held its annual Delegates Assembly meeting which was
conducted virtually on the 3rd of December.

The Delegates Assembly (DA) is comprised by one repre-
sentative per full member-association (32 in total) and is
the supreme body of the EAPM. It determines its policies,
strategies and plans and elects EAPM Board members. Our
Association is represented by the Member of the Board Elli
Matsouka, who has also participated in the meeting.

In the context of the DA meeting, a review of the activities of
the EAPM over the last year and its financial condition was
conducted.

At the same time, the initial strategic plan for 2022-2025
was presented and eventually approved by the DA body.
Some of the strategic actions discussed are the following:

- Development of regional networks / clusters amongst
member-associations to strengthen the exchange of
knowledge and experiences that are relevant to their
individual and unique needs

- Working towards creating connections and cooperation
with the European Union

- Provision of continuous opportunities for virtual,
international experiences

Delegates Assembly

- Forming of working groups that will support key strate-
gic projects at an EAPM level. These will be led by an EAPM
Board Member and will be open for participation by any
member of the local HR Associations

- Maintaining the International HR Day celebration and
creating an even greater impact

- Continuously providing its member-associations with key
insights via international surveys

Equally important part of the DA agenda was the election
process for five new board members, following the approv-
al of governance changes related to the EAPM board size
and composition.

Elli Matsouka was elected as one of the five board members
that will take over from January 2022 for a two-year tenure.
This is a great opportunity of our Association to actively
contribute in the continuous development and empower-
ment of the HR profession at an international level.

In case you would like to learn more about the EAPM DA, its
strategic plans or how you can actively contribute on the
EAPM activities and projects, please contact us at 22318081
or email: info@cyhrma.org.

Elli Matsouka, Organisational Culture Consultant, Corporate Wellbeing Expert and Executive Coach

Elli works with heart-led, visionary leaders and executives to improve the quality of workplace life and
ultimately make an impact to the wider society.

During her 15 years of working experience, she has worked with a number of organisations in
designing practices and running interventions that lead in the creation of the right organisational
culture - the one that can support organisations to thrive and people to feel happy!

She worked for Deloitte as a consultant and has led the EMEA HR & Development function for
Amicorp Group, an international fiduciary provider. Her last job position before leaving her corporate
career was with EY (Head of Consulting Unit, People Advisory Services).

Since she left her corporate career, she has dedicated her work in helping business executives
achieve a healthy and holistic wellbeing while they retain their corporate demanding roles. Her work
is also dedicated in helping organisations become a place where people will enjoy being and where
their professional and personal needs will be fulfilled.

Her love about what she is doing and her dedication in making a greater impact are what have been
keeping her active within the international and local HR community. She is a Board Member of the
European Association for People Management (EAPM) and the Cyprus HR Association (CyHRMA).
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Alaxeipion AIopopEeETIKOTNTAC
oto Xwpo Epyaociag

TNC MNavayiwtacg Kwvotavin

MNarti diadpopetikdéTNTA;
H évvola tng S1adopEeTIKOTNTAG EYPAVIOTNKE YIA NEWTN GOPA OTOV KOCUO TNG EPYATiag tn deKagTia Tou 1990,
NEWTIOTWC otn Bopeia ApepIikn KAl ev ouvexeia otnv Eupconn.

And tn dekactia tou 1960, o1 pyodOTEC XPEIACTNKE VA EPAPPOCOUV NPAKTIKEG dlaxeipiong oudstepec (loeg
Eukalpieg AnaoxoAnonc) i Betiknc dpdong (Affirmative Actions). O1 npdTeg anookonouoayv oTny anotPonn
NPEAKTIKWY NMou g10AyouV dIOKPICEIG, v ol TeEAeutaieg dlacdpaAidav 6Tl ol anopdoelg nou AapBdavoviav
odnyouacav otnv npdcAnYn, Npoaywyr Kai diIatrnenon HEAWY NPOCTATEVOUEVWY OPABwWY (YUVAIKWV,
HEIOVOTATV K.AM.).

>tn dekaetia Tou 1990, autég ol NOANITIKEG ApXIoAV VA dUdIoRNToUVTAl AOYw TOU OTIYUATIOTIKOU XOPAKINEA TOUG,
TNG ANadiTNoNG Toug OCOV adopPd TNV ADOP0IWON TOU ATOPOU KAI TWV MNIBAVMY CUYKPOUCEWY NMou EUNAEKOVTAV OE
autn tn diadikaacia. TOTe NapATNPOUKE YIa NPWTN ¢opd Pid oTpodn and TIG i0EG eUKalpieq otn dlaxegipion tng
SIAPOPETIKOTNTAG .

Autég ol eEeAitelg aviikatontpidouv ONUAVTIKEG ONUOYPAPIKEG, OIKOVOUIKEG, VOUIKES KAl MONITIOTIKEG OANAYEG
avd To Naykoopio. H évvola tng dlaxeipiong tng O10OopETIKOTNTAC MPOEPXETAI And Wi PIAEAEUOePN pIANoCOdIa,
nou Bacidetal oTNV AvayvwpEIon TwWVY ATOPIKMWY dladopwV.

Alaxeipion tng d10pOoPETIKOTNTAG

H npokAnon tng epappoynG Kal dIAxXEipIong YIAg NOAITIKAG yIa TN S1aPpoPETIKOTNTA evionideTal OTO va
SlaocpaAIoToUV Ol EUKAIPIEG ANAOYXOANCONG KAl 0TAdI0dpopiag OAwWY, cUPdwVa e TIG SeEISTNTEG KA TIG PIAOSOEieg
TOoUG, 0RoPEVOI KAl AapuBdvovtag unoin Ta atopikA Touc XapaktnploTikd (GUAo, GUAR, NAIKia, EBVIKN 1) KOIVGVIKN
KaTaywyn, avannpia, yA\wooa, Bpnokeia r| nenolBnoeig, ceEoUaAIKO NPOcAvVATOAICUO, OIKOYEVEIAKH KATAOTAOoN,
£B1pa KAML).

H évvolia tng diaxeipiong tng diapopetikotntacg Bacidetal otny I8€a 4TI N AvAyV@EIoN Tou NARBoUG Twv
avOpwnivwy NPodiA yEoa og Evav opyaviopo UPBAANEI OTNV OIKOVOUIKN TOU enituXia edv n S1adpopeTikOéTNTA
eVowPaTwOei ouveldntd oTn OTPATNYIKHA KAl OTIG NPAKTIKEG dlaxeipiong. Etol, ol opyaviouoi kaAouvtal va
Bpouv véoug Tponoug Asitoupyiag, NEpPICCOTEPO CUUPWVOUG PE TN SIadPOPETIKOTNTA TOU NPOCWNIKOU KAl TWV
NEAATWYV TOUG. ZUYKEKPIYEVA, AUTO Ba NpEnel va nepIAaPBavel Tnv avayvwpion OeEI0TATWY, TNV EKTIPKNON TwWV
OIaPOPETIKWV gPNEIPICOV WNG, TNV AVTAANAYH YVWOEWY KAl TO AVOIYHUO OE VEEG MNYEG TAAEVTWOV.

Edv n S1apopeTIKOTNTA TV EpYAlOUEVWY ayvonBei, dxI HOVO APVEITAI OTOV OPYAVICHO £VA OIKOVOUIKO KAl
KOIVGOVIKO MAEOVEKTNUA, AAG pnopei eniong va odnynoel oe BUCAEITOUPYIEG, ENIBEIVEOTN TOU KOIVWOVIKOU
£pyaciakoU NepIBAANOVTOC KAl VA €XEI CNUAVTIKEG ENIMTWOEIC OTNV NAPAYWYIKOTNTA KAl TNV £1IKOVA TOU
opyaviouou.

XAPTA
AIAOOPETIKOTHTAZ
KYMNPOY

Ao 1o Kévrpo Kowvwviknig Kawvotopiag

Canter for Sockel

- Mépog ¢ Evpwnaikrig Matdoppag Xaptwv AladopeTikoTnTal Innovetion Enionuog Avunpdownog EE otnv Kinpo
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Eicaywyn otn Ala@opeTikoTnTa Kai Evrain orov Epvaglaxé Xwpo

NS
RN

12 & 13 OkTwPpiov 20201, 11:00 - 12:30 EET | 21 OkTwppiov 2021, 10:00 - 12:00 EET
AadikTuaka péow Tng mAargpoppag ZOOM

ALOPYAVWTEC: 2UVOLopYavVWTINC: Eknawdevtpla:

NMavayiwra Kwvoravri
:::»nnmmvu Center for Soclal i HR r‘\'.u:(r;,'u "'.mp PoTpLa Fu[nw'u'nnu.v n[nw;;i:.mu!.u-.'
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H diaxeipion NG 310oPETIKOTNTAC AVTIUETWIZEl ENOUEVWCS NTAPATA ONWG:

- JUPPOPDUON PUE VOUIKEG KA KOVOVIOTIKEG UNMOXPEWOEIG

- MpoANYN KIVOUVOU €IKOVAC KAl GrPNG TOU OpYyaAVICUOU

- Emdeikviovtag tn DECUEUOT) TOU WG EVAC KOIVCOVIKA UNEUOUVOC opyaviopog (n S1apopeTikOTNTA gival hia and Tig

NTUXEG tng Etaipikng Koivavikig EuBuvng)

- BeAtiotonoinon tng Siaxegipiong tou avopwnivou SuvapikoU Tou opyaviouou (KaAltepn diaxeipion twv dIaBEcipywyV
dekiotntwy, NnpoAndn eAeiPecov de€iotrtwy, BeATicoon TOu KoIVeVvIKoU nepIBAAOVTOC K.AM.)

- AUENoN TN anddoonc TOU OpYaVICUOU, TOCO OE KOIVWVIKO 600 Kal 08 0IKOVOWIKO eninedo (va avantu&el tny Ikavotntd
TOU VIO KAIVOTOWia, va BEATICOE] TNV €IKOVA TOU, VA KATAVONOEI KOAUTEPA TIG MPOCOOKIEG TWV NEAATWY, VA AVOIXTEI OE VEEG
AYOPEG K.AM.)

> € auto to NAaiolo, pia Xapta AlIapopETIKOTNTAG €ival VA ICXUPO HAVUUA TNG OECPEUONG TOU ENAYYEAPATIKOU KOGUOU VA
AnodEXETAI KAI VA EKTIPA TN SIAPOPETIKOTNTA, TOCO OTO ECWTEPIKO OCO KAl OTO EEWTEPIKO EVOC OpYAVIOUOU.

H Xdpta Alagpopetikotntag otnv Kinpo

Ano tov 210 aiva, NOAAEG AANAYEG KATEOTNOAY AVAYKAia TNV NPOCAPPOoYN TWY TPONwWY OKEYNG Kal SIAXEipIoNG Hag
NMPOKEIPYEVOU VA AVTANOKPIBOUHE OTIG OIKOVOUIKEG MPOKANCEIG, ONWC Ol SNUOYPAPIKEC AANAYEG, N MAYKOOUIONOINoN TwV
AYOpPWV, N KIVNTIKOTNTA TwWV avBpwnwy, N diayeveakn Kal SIanoAITIOUIKN cupBiwaon, n yApavon tou nAnBucuou pag, ol
£EEANICOOUEVOI KOIVGOVIKOI KO YOVIKOI POAOI AvOPV KAl YUVAIKWYV KAl TEAOG N ENEKTACHN TNG SIAPKEIAC TNG ENAYYEAUATIKAG
pag otadiodpopiac.

Me £va 16% tou nAnBuopol tng KUnpou va npoépxetal and diapopseTikég eOvikotnteg (Migration Data Portal, 2019), pe
nepinou 420.000 gpyalouevo nAnBuopd (Statista.com, 2021) - avaueod toug 69% epyaldueveg yuvaikeg (Gender Equali-
ty Index 2019) - ka1 ye 74,8% tou nAnBuopou oe nAikia epyaciag (15-65 etcv) (Statista.com, 2019), n noAunoAItiopikotnta
Kal nolkiNopopdia TNg Kunplakng Kolvowviag os 6Aa ta enineda sival KABopPIoTIKA yIa TNV ayopd epyaaciac. Autoi sival povo
UEPIKOI BEIKTEC TNG EKTAONG KAI TNG ONUAVTIKOTNTAC TNC dIAXEipIoNG TNG EVTagNng Kal tng diagopetikotntag (diversity and
inclusion) otov epyaciakd XwPEOo KAl TNV KoIvewvia o eupUTtepo NAaicio.

H Kunpog, To otaupodpodpl Tplwv Nneipwy, dev Eepelyel anod TNV KOIVVIKN aAayr. H eyyevng noikiAopopodia tng Bpioketal
OTO EMNIKEVTPO TNG AEITOUPYIKNG DNPOKPATIAG KA, WG EK TOUTOU, ANOTEAEI oNPAVTIKA NEOKANGCN YIA TOV KOOUO TNG Epyaaciac.
Autoc eival o Adyog yia Tov onoio n uloB€tnon tng Xdptag AladopetikdtTntag KUnpou KpiBnke anapaitntn, yid va
SIEUKOAUVEI AUTA TN JeTARaAoN, TOOO YIA TOUG OPYAVICHOUG/eNIXEIPNOEIG/ETAIPIEG, GO KAl YIA TO KOIVWVIKO GUVOAO. EvTog
NG Eupwonaikng Evwong, kai ta 26 AANa eupwnaikd Kpdtn €xouv Beonicel XApTteg AIadOpETIKOTNTAG, YE TNV UNOOTAPIEN TNG
Eupwnaikng Enitponng.

H Xdpta Alapopetikotntag Kunpou, diaxeipi¢ouevn ano 1o Kévtpo Koivwvikhg Kaivotopiag, gival éva eBviko Keipyevo
deOoPEUCEWY NOU NPOTEIVETAI YIO unoypadn o€ KABe opyaviopo otnv Kunpo nou eniBupei va deCPeUTEi yia Tnv npowonon
Kal tn dlaxeipion tng dIaPOPETIKOTNTAG HECW CUYKEKPIPEVOV EVEQYEIWV MOU UNEPRAIVOUV TIG VOUIKEG UNOXPEWOEIC,.
Ynootnpidetal ano 181.TIKOUG Kal dNUOCIoUG GOopEig, Kal d1apBpwpévn yUpw and NEvie BACIKEG APXES, KOBodnyei Toug
OpPYAVIoUOUG OTNY EPAPUOYH MPAKTIKGWY NOU NPOAYOUV TN CUVOXH KAl TNV KOIVGVIKA 106TNTA HECW SIKTUWY, EpYAcTniV
KOl oUvedPiwV, OTA ONoid CUPPETEXOUV OAOI 01 EpyalOUEVOI KAl Ol CUVEPYATEG TOUG. H Xdpta AladopetikdéTnTtag Kunpou
anoteAei yépog tng Eupwnaiknig NMAaTtdoppac twv Xaptwy AIdPopeTIKOTNTAG, YE eNMIKEDAAAC TN MevikA AlelBuvon
Alkaloouvng tng Eupwnaikng Enitponng.
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Eicaywyn otn 31apopETIKOTNTA KAl EVIAEN OTO XWPO EPYACIAG

>Ta NAQICIA TV OPACTNPIOTATWY KAl UNNPESIWY TNG XAPTAG AladopeTikOTNTACG KUNPOoU NPog Td HEAN TNG,

n Xdpta, oe cuvepyaaoia pe to Kévtpo Koivwvikng Kalvotopiag kal tov Kunpiako Xuvdeopo Alaxeipiong
AvBpnivou AuvapikoU (gnitigo EAOG TNG XApTtag), DIopyAvwae SINPEPO EICAYWYIKO NPOYPAPPA KATAPTIONG WE
TitAo “Eicaywyn otn AldpopeTIKOTNTA Kal Evia&n otov Epyaciakd Xwpo”, To onoio npoodEépOnke dwpedv yia
OAa Ta péAN Tou Xuvdéopou. To Npodypappa Npocépepe dIadPAOTIKN KATAPTION OTIC MO KATW BDEPATIKEC:

1. H'Evvolia Tng Alagopetikotntag & Eviagng

Alapopetikotnta & Evta&n kai ol Alaotdoelig toug otnv Kolvoovia kal otoug Opyaviopoug

Ta OpeAn: Nati n AlapopetikdtnTa & Evia&n eival Znuavtikn otov Epyaciakd Xwpo;

2. H Alaxeipion tng AladopetikOTNTAG oToug Opyavicuoug
Ti XZnpaivel Alaxeipion Tng AladopeTIKOTNTAG otoug Opyaviopoug

MpokANoeIg TNG Alaxeipiong TNG AladopPeTIKOTNTAG: OPYAVWTIKEG, MoAITIoUIKEG KAl WUXOAOYIKEG

3. Alaxeipion tng AladpopetikoTnTag Kal To Ta&idl tou Epyalduevou otov Opyaviouo

MpoocéAkuon AladopeTikoU EpyatikoU AuvapikoU Kail n'Evta&n tou. H ®rjun tou Epyoddtn

MpooAnyeiq pe Bdon tn Alagopetikotnta: Kpithpia EniAoyng kai Zuvévieu&n Epyaaoiag

Alaxeipion Anodoong Epyalopévawy: Eknaideuon, Mpoypauuatioudg Stadiodpopiag, lon apoiBn

Anuioupyia MepiBdaMovtog AlapopetikdtnTac & Evta&ng otov Epyaciako Xwpo

RECENT ACTIVITIES

Alaxeipion AlapopPETIKOTNTAG OTIC EpYaoIakeEG IXECEIG — STAdI0 AKUpWOewV: ZuvevteuEn EEOSou Kal
YnootApi&n Ektoniopou

4. Avantu€én Biwoipng KouAtoUpag AladopetikoTnTag Kal Evta&ng otov Opyaviopo

Avantugn piag KouAtoupag @IAIKAG Npog tn AlapopetikdTnTa Kal tnv Evta&n otov Opyaviouod

Baoikoi Agikteg Anodoong yia tov EAeyxo tng Avantuéng piag KouAtoUupag AladopetikdTnTag Kal Evia&ng
otov Opyavioud

Agiec kal lkavotnteg nou Anaitouvtal yia tnv O1kodoépnon Piag KouAtoupag AladopetikoTntag Kal' Eviagng
oto MAaiolo evog Opyaviopou

To diIAuEPO NPdYypPAPPa OTEGONKE PE ENITUXIA, PE TNV EVEPYO CUPMETOXN TwWV HEAWY Tou KunpliakoU ZuvdEGUou
Alaxeipiong AvBpwnivou AUVAUIKOU KAl UE VEEC DUVAUIKEC CUVEPYEIEC TNG XAPTAC PE TOV ZUVOECHO KAl TA PJEAN TOU.

Mpog Biwoiudtepoug opyaviopoug Kal Biwaoipdtepn Kolvwvia

MNa tn dnuioupyia piag BIcooipyng KoUAtoUpac dIaPopEeTIKOTNTAG KAl Evta&ng otov Kunplakd epyaciakd Xwpo
anapaitntn eival n olkodounon evog XWEOoU epyaaciac nou aykaAlddel Tn dIadopETIKOTNTA KAl TN YVWOon OXETIKA
UE TO Tl XPeIAZeTal VA EPYACIAKO NEPIRBAANOY CUPPOPHWONG, AUCTNPNAC IEpaAPXiag Kal MBavawv SIaKpicewY yid
VA YETAPOPPWOEI Og YA KOUATOUPA eVOWPATWONG NOU dNUIOUPYEI £Va AVTAYWVICTIKO MAEOVEKTNPA KAAWVTAG
OAouc Touc epyalduevVouG otn oculNTNon. Me ANapPaiTNTEG OTPATNYIKEC:

+ To ayKAAIaopa TV dIadopwyV Kal TNV eUpecn AUCEWV

+ Tn 3éopEeucn Pe OKOMO, OTPATNYIKEG KAl NPAEEIG

« Tnv avayvwpion twyv NPokataAfPewy, Tnv anodoxr Toug Kal TNV aAAayn toug

« Tn otoxeupévn aAAayn o kaBe nedio Kal eninedo

+ Kaltnv avayvopion tTng onNPavtikotNTag YIAG eNITUXNPEVNG NYECIAG

unopei évag opyaviopog va odeloel otaBepd, duVApIKA KAl OTOXEUPEVA oTn BICIPOTNTA KAl TNV ENITUXiA TOU
18iou, KaBWC KAl TNG KOIVWVIAG YaG.

H Mavayiwta Kwvotavtr epydadetal wg Avatepn YneuBuvn Eupwnaikwv Mpoypauudtwy oto Kévtpo Kovevikng
Kalvotopiag pe €dpa tn Asukwaoia (KUnpog), dnou ouvtovidel tn Xapta AlapopeTikdTnTac KUnpou Kai diaxelipidetal épya
UE ENIKEVTPO TNV EVOUVAPWON TNG KOIVOTNTAG, TNV UNOCTAPIEN EUNABWV OPAdwV, TNV EKNAISEUCN KAl KATAPTION EVNAIKWY,
TNV ENIXEIPNHATIKOTNTA, TNV NEPIBANOVTIKH EKNAISEUCN KAl KATAPTION, KAI TNV KOIVGOVIKI KAIVOTOWIA, AVANEST O GAAA.

Eival katoxog ntuxiou BSc AleBvav kal Eupwnaikov Znoudayv and to MNavteio Maveniotripio Kovawvikawy Kail TToAITIKWV
Eniotnuv otnv ABAva, Kal yetantuyiakou MSc otig AleBveig Avantu&lakeg noudéc ano to Utrecht University otnv
OMavdia (ue cuvduacTiKr cuvepyacia pe to University of Amsterdam), evcd ¢oitnoe yia éva xpovo oto The Paris Institute
of Political Studies (Sciences Po Paris) oto Mapiol, ota nAdicia tou Eupwnaikol Npoypdupatos aviaAayng doItnTav.

H ektetapévn enayyeAPOTIKN TNG epnelpia NePIANAPRAVEI CUVEPYATIEG PE PN -KePSOOKOMIKOUG OPYAVIOUOUG, EQEUVNTIKA
KEVTPA Kal dieBveig opyaviopouc og Eupconn, Acia, AppIkA Kal AaTiviKr) AuepIKN. Exel avantuel eidIKEUOEIG WG EPEUVATPIA
Kal ekNaIdeUTPIa, e NAOUCIA epnelpia Kal dPATelG nou NePIAApRAVOUV TV olkoddunon oxediwy UNoothPIENG yia
EUAAWTEG KOIVOTNTEG KAl TN Slaxeipion SlEBVV avantugIakwy €pywy avd Tov KOCUO.

STOXOG TNG NAVTA €ival N NPOwBONoN TNG SIAPOPETIKOTNTAG, TNG dIKAIOCUVNG KAl TNG KAIVOTOMIAG UECW TOU NAB0UG KAl TNG
APOCIWONG TNG O NPOYPAPPATA HE ENIKEVTPO TOV AvOpwno, TNV BIoIuOTNTA, TNV EPAPHOYH CUPHPETOXIKWY HEBOSWV Kal
NPOCEYYICEWVY, KOBWG KAl OE TOWEIG KAl EEEIBIKEUTEIC YIA TNV EMITEUEN ANTWV, MPWTOMNOPIAKMY ANOTEAECUATWY KAl TV
eEaywyr BeTIKWY aMayV.
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Avantuén Zuppuaxowv otnv lootnta:
Kaivotopo MNpoypapua Evowpdtwonc

otov Xwpo Epyaociag

TNC XPIoTIAavac lepodIaKOVOU KAl TNG Avtplac Xplotodidou

Committed Al.Lies... Y N

Inclusive workplaces

An Innovative Worplace Inclusion Programme

To npdypapua «Avantu&n Zupudxwy otnyv lootnta» (ALLies) sival éva npoypappua KOIVWVIKNG KAIVOTOMIAG Mou okond £XEl
va cUPBAAel otn dnuioupyia Mo CUPNEPIANNTIKWY XWEWYV EPYATIAG yia yuvaikeg kal AOA* atopa otnv KUnpo yéow tng
avANTtuENG CUPPAXWY OTOV EPYATIAKO XWPO.

Nari;

MapoAn tnv €vta&n toug otnV ayopd EpYAciac Kal TNV GAIVOUEVIKA IGOTIHUN CUUPPETOXH TOUG OTOV EPYACIAKO XWEO, Ol
yuvaikeg kal ta AOA dtopa anoteloUv dUo opddeg nou cuvexiouv cuoTtnPATIKA va nepiBwplonolouvtal, EIIKOTEPA
O€ TOMEIG KAl OPYAVIOUOUG NOU CUVTNPEOUV AVOPOKEVTPIKEC KOUATOUPEG. Z€ TETOIEG KOUATOUPEG, TA PHEAN TNG KUPIAPXNG
opadag, dNAadn ol eTEPOPUAOPINOI AVIPEC, TUMIKA KATEXOUV TIC NAgioteg B€oeig eEouaiag, v ta unodloina dtoua
nepiBwplonolouvtal, o€ HIKPOTEPO ) HEYAAUTEPO BaBuo, w¢ ‘anokAivovta’. Z€ tétola nepIBANMOVTA, Ol YUVAIKEG KAl TA
AOA dtopa - opoiwg pe HEAN AANWV PN Kupiapxwy opgdadwy — SUCKOAD UMOoPEi va VICooUV 0TI cupnepIAauRavovtal Kal
EVOWHATWVOVTAI MAAPWC Kal EINKPIVA O ONEG TIG MTUXEC TNG OPYAVWOIAKAG CwNG.

H eINikpIvAc oupnepiAndn npolinoBETel Yia opyavwaolakh KOUAToUpAa nou oxi Jovo gival SeKTIK oth diadopeTikéTNTA

KAl oTNV NoIKINOPopdia, AANG Mou TV ENISIWKEI KAl TNV ENIKPOTEI. AUTO andaitei and Toug opyaviopoUs va UAOMOINCOoUV
napepPBaoceic népa and tnv avantu&n enicnPwy NOAITIKWY KAl 31adIKACIWY. ZAPEOTATA, N UNAPEN — AAAA NPWTIOTWG

n epappoyrn — NONITIKWY yia dlacPpAAion TNG 1I00TNTAC KAl anoguyn dIaKpicewvV gival ouciwdng. Evioutolg, Xwpeiq
NapeuRACEIC OTNV OPYAVWOIAKK KOUATOUPA YIA VA AVTIMETWNIOTOUV OTEPEOTUNIKEG AVTIANYEIC KAl - CUXVA UNOCUVEIdNTEQ

- NPOKATAAAWPEIG, Ol OXETIKEG MOAITIKEG KAl D1adIKaoieg dUvaTal va eMGEPOUV POVO PIKPR aAayr. To niBavotepo eival ot Ba
anoBappuvouv TNV dueon dIAKPION EVAVTIOV CUYKEKPIPEVWV ATOPWY Kal opddwy, aAAd Ta dtopua autd 6a eEakoAoubricouv
va vIeBouv w¢ ‘ANol’ yéoa oto epyaciako nepidaAiov, epocov Ba Bicovouv KABNUEPIVA MIO EUPECEG KAl ‘UIKPES’ HOPDECS
di1dKkplong kal nepiBwplonoinong.

H €peuva nou dieEdxOnke oto NAaicio Tou npoypdupatog ALLies avedel&e akpIBwg OTI Ol OXETIKEG OPYAVWOIAKEG MOAITIKEG
gival onNuAvTIKEG dIOTI oNPATOdOTOUV TN dECEUON TNG dleUBUVONG oTNV I00TIYN Kal dikain PeTaxeipion. Evioutoig,
dlapAvnke OTI TO AicONPA TNG cupnePiANYNG NpoKUNTEl YEca anod Tig KABnuepIvég dlavtidpdoeig avApeoa ota Atoua Kal
OUVYKEKPIYEVA 6TAV auTeéG diEnovtal and oeBacpo, eINKpiveld, DIAKPITIKOTNTA, UNOOTHPIEN KA CUVEPYAGCIa. AKOUN, N €peuva
avedel&e TNV ENITAKTIKA avaykn eEAAeIPNG TwV enipovwy acuveidntwv npokataAnPewy nou cuxvd enneedlouV dIOIKNTIKEG
anodAceic aAAG KAl NPOCWNIKES dIAVTIOPACEIG KAl ol onoieg cuPBAANoOUVY oTnV NepIiBwpionoinon KANoIwY aTOPwWY AOYw
TOoU pUAOU f/kal Tou oeE0UAAIKOU TOUG NPOocavatoAiopou. O evioniopog TETOIWY NPOKATAAAYEWY anaitei yeBodIko EAeyxo
OAWV TWV OPYAVWOIAKWY 1adIKACIWY KAl CUCTNUATIKI EKNAIdEUTN OAWY TWV YEAWY TOU Opyaviopou. ETol, ol opyaviouoi
Ba ynop&éoouv va yivouv CUPNEPIANMTIKOI HE TNV €vvold NOU KATEDEIEAV TA ATOHUA MOU CUUHETEIXAV OTNV €PEUVA PAG: XWPO!
nou cuveldntd KaAAiepyo UV €va KAiJa cuvepyaaciag, oeRBacuou kal anodoxng, 4nou 6Ad Ta ATOPA YNopPoUV va eKPPACOUV
TN yovadiKOTNTA TOUG VD TAUTOXPOVA VIGBOoUV OTI aVKOUV 0To cUVOAO, 0nou a&lonololvial ol duvaToTnTeC OAWY NPog
apoiBaio 6PeAOG ATOUWY KAl OPYAVICHWV.

*AeoBieg, OHOPUAOPIAT Kal AUPIGUAGPIAG dTopa. ANOPQMOX + EPTAXIA /19



RECENT ACTIVITIES

Baoiopévo ota npoavagpepOPeVa EPEUVNTIKA EUPNUATA, TO NPOypaAua ALLies aventu&e pia KAIVOTOMIKA AUoN
WOTE VA EVEPYOMNOINOEI TNV AVANTUEN CUPNEPIANMNTIKWY OPYAVWOIAKWY KOUATOUPWY: TNV EKNAISEUCN CUUPAXWV
u€oa otouc opyaviopouc. Qg cUppaxol Npoodiopidovtal Ta AToua NoU AVAKOUV OtV Kupiapxn opdada tng
nAeioPnoiag kal otnpidouv ATOPA NOU AVAKOUV OE PHEIOVEKTOUCEG OPADEG: CUUPAYXOI TV YUVAIKWY JNopPEi va
gival ol Avipeg, evw oUppayol twv AOA aTOUwY UNOoPEi va gival Ta eTepoduUAOPIAa dTopa.

To Mpoypappa €xel NON EKNAISEUTEI HEAN DIADPOPLOV OPYAVICHWY WG CUPPAXOUG OTNV I00TNTA JECA ano pia
oe1pd dIadPACTIKMY EpyacTnEiwy Nou EAaBav Xwpeo to KaAokaipl tou 2021. Ta epyacthipla NpoopEpBNKav
dwWPEAV KAl evOAPPUVAV a) TNV KATAVONON TWY NAPAYOVIWY KAl CULMNERIGOPWV MNOU UNOPEI VA ANOKAEIOUV TIC
YUVaikeg kal ta AOA dtoua anod tnv kadnuepivr opyavawoiakn Zwh, B) TNV andKTnon yVoOoEwY Kal DEEIOTATWY
nou Xpeladovtal yia va 3pAcel KAMNOoIog w¢ CUPPAXOC 1I60TNTAC, KAl Y) TNV avAANYn ATOUIKGWY KAl OpYAVWCIAKWY
dpAcEewV NoU YNopoUV va avantu&ouy ol CUPPAXOI I00TNTAG YId TIG YUVaiKeg kal Ta AOA ATOPA OTOUG XWPOUG

gpyaociag.

Ta cupuetéxovta atopa EAaBav kaBodrynon waote va EekIVIoouV dpdoElg JECO OTOUG OPYAVICHOUG TOUG

WOTE VA apyioel N KouAtoUpdad va yivetal nio cupnepIAnntikn. O1 dpAOoEIC AUTEG YMOPEI VA gival JIKPOTEPEG N
peyaAUtepeg KAl va ival NoAU SIaPOPETIKES 0T GUON TOUG, EPOCOV eEAPTWVTIAI ANO TIC IDIAITEPEC CUVONKEG

nou nepiBallouv kAdBe dtouo kal opyavioud. O cUPpaxol NAEOV €XOUV TIC BACIKEC YVMOEIC Nou XpelddovTtal yia
VA EVNPEPWVOUV AAAG ATOPA OTOV OPYAVIOUO OXETIKA Ye OEPaTa pUAOU Kal 0eEOUAAIKOTNTAG, EvOappUVoVTaG
€TOI AveNionPa TN XPNon CUMNERIANNTIKAG YAWOOAG KAl 0poAoyiag, Th d1opydvwon eKSNAWOCEWY ) AKOUA KAl TNV

€KNaideuon AAAWV CUPPAXWY HECA OTOV OPYAVICUO.

Ta Ogppd pag cuyxapntipia oTtnv NPwWTN OPYAda eEKNAISEUPEVWYV CUPPAXWYV I00TNTAG OTOV EPYATIAKO XWPO TNG
Kunpou! H opdda autr anoteAsital anod ta akoAouBa dtoua kal opyaviopoug (os ahpaBntikn osipd):

Xdpig Avactaooiddou, Research & Innovation Foundation
Avipéacg Avtpéou

‘EAeva Apioteidou, Grant Thornton

XAon Kapakwota, KPMG

Avtpea Miocidpta, CMMI - Cyprus Marine & Maritime Institute
Movika MNoétoou

lecpyia MouAhaidou

Xplotiva Poupna, Areti Charidemou & Associates LLC
Mapiva ZeBaotidou, Wargaming Group Limited

AxINEag Znupou

AiZa XapaAdunoug, KPMG

Cardet

EANVvIkN Tpanela

To €pyo oTOXeUEI vO CUPBAAEI MPaKTIKA otnV KaAIEpyeia

evoc VEOU BoUC OToUG opyaviopoug nou Ba oéBetal kai Ba
unootnpidel tn d1IadopeTIKOTNTA Kal Nou Ba avalpei tn diapopd
(Otherness). H kaA\igpyela evog KAiHaToc oupnepiAnyng
ynopei va BeAticooel TNV NpocEAKUoN, dIaTAENON Kal avAantugn
TaAavtouxwy unaAnAwyv. Eniong, éva BeTiko epyaciako KAipya
OUPRAMEI oTNV NAapaywyIikOTNTA AAAd Kal TNV anddoon Twv
UNAaAARAwY, ol onoiol vikBouv Kal Mo aposIwPEVOl OTOV
opyaviopod. Qg ek ToUTOU, Ol OPYAVIOUOI CNUEIVOUY AduEnuéva
KEPDON AANA Kal TNV UNOoTNPIEN TWV OPAdWY NOU EKEIVOI
otnpidouv, a&lonolwvTag €101 EUKAIPIEG ayopdac.

o

H Ap. Avtpia Xpiotodidou, KoivavioAoyog, epyadetal wg MetadidakTopIkn EpeuvATpia oto €pyo
Developing Equality Allies: An Innovative Workplace Inclusion Programme kai 818dokel oto Tura
Kolvoovikoov Kal MoAItikev Eniotnuov tou Maveniotnuiou Kunpou. Eva e18ikelstal o O€pata pUAou
KAl 0eEOUAAIKOTNTAG OTO XWPO EQYATIAG, EXEI ENIONG AOXOANOEI EPEUVNTIKA UE TOV XWPO TWV TEXVWV
otnv KUnpo Kai oto eEWTePIKO. Ta ANOTEAECHATA TNG EPEUVAG TNG ePdaVICoVTal O aKAdNUAIKA

nepPIodIKA KAl OTn povoypadia tng.

Email address: christofidou.andria@ucy.ac.cy
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To Mpoypaupa deoueltnke €€’ apxng va BonBnoel tnv avaAnyn dpdong HEca OToug OpYyavIoUoUG. QG K TOUTOU NPOCdEPE!
dwpedv NPOoRACH 08 OXETIKO UNKO KAl KOAEC MPAKTIKEG MOU UNopoUV VA NPOoCAPHOCOUV KAl VA XPNOIKJOMNOINCOUV avaloya
ME TIG AVAYKEG TOU OpyavIopoU. AkOud, TO €pyo NpoodEpel Tn duvatdtnta dlekngpaiwong dwpedv didyvwong tou otadiou
ETOIJOTNTAG TOU OPYAVICHOU va dpd el wg CUPNEPIANMTIKOG XWEOG, TO onoio 6a cupBdAAel oTov evionioud TwV NAPAYOVTWY
ekeivwv nou xpnlouv dueong napéuBaong.

Ma va paBete neplocdtepa eniokedpOeite TNV I0TO0CEAIda ToU Epyou natwvtag enikoivewvAote padi yac:
TnAedwvwvTag yag oto +357 97809800

>téAvovtag prnvupa oto Facebook

'H otéAvovtag pag email oto allies@ucy.ac.cy

Xopnyoi npoypduuatog:

o e, i
(3] 3 /Y
Eupunmaixn ‘Evwan [

Eupesmuins Tops /! BsopBpuwnid Topeia ~ Thonersemiqisn Ky
Mgt praaehy Avdmmaiing v, Enguiftiadet o, e Wiy e Argicspan Uniweruary of .

To Nnpoypappa «AvAantugn Zupuaxwy otnv lodotnta» (Developing Equality Allies) cuyxpnuatodoteital anod Tapeia tng
Eupwnaikng Evwong, tnv Kunpiakh Anpokpatia kal to Maveniothuio Kunpou. H kolvonpa&ia uhonoinong anoteAeital anod
to Maveniotruio Kunpou, tov Kunpiakd Suvdsopo AvBpwnivou AuvapikoU (Ku.Zu.A.A.A.), tnv ACCEPT AOATI Kunpou,

v Kunpiakn Opocnovdia Muvaikwy Enixeipnuaticov, Enayyeiuaticov (K.O.ME.E.) kai to TuAua Epyaciakay SXECEwY Tou
Ynoupyeiou Epyaciag, Mpovoiag kai Koivoovikwv Aopalicewy. To npdypapua cuviovidel n Ap. Xpiotidva lepodiakovou,
Enikoupn KaBnyntpla oto Tunua Aloiknong Enixelpnoewy Kal Anuodaciag Aloiknong, Maveniotnuio Kunpou.

H Ap. Xpiotidva lepodiakovou epyddetal wg Enikoupn Kabnyrtela oto Tunpa Aloiknong
Enixelpnoewy kal Anuooiag Aloiknong tou Maveniotnuiou Kunpou, énou kai cuvtovidel to

€pyo Developing Equality Allies: An Innovative Workplace Inclusion Programme. EidikeUetal
otnv Aloiknon AvBpwnivou AUVAUIKOU KAl AOYXOAEITal EpeuvNTIKA Pe BEpata dUAoU Kal
0eE0UAANIKOTNTAG, OPYAVWOIAKAG cupnePIANYNG, EE100PEPOMNCNG EPYACIAKNG KAl PN EPYACIAKAG
ZwNC KAl EUEAIKTEC MPAKTIKEG ANACXOANONG. H €peuva tng €xel dnuoocieubei og dieBvr) akadnuaika
neplodika kai BiRAia.

Email address: c.ierodiakonou@ucy.ac.cy
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PRANENEES

WORKPLACE

Doreen Demirdjian

The pandemic took a toll on employees’
well-being. What challenges did you
face and how did you overcome these
challenges?

The Covid-19 pandemic took its toll on
many aspects of employee well-being.
Financial, social, physical and emo-
tional. Many employees faced emo-
tional challenges during the pandemic
as they felt a sense of uncertainty

and stress. The feeling of stress was
due to their concern about the stability of their jobs and for some
employees, the requirement of going to work onsite, despite the
heightened health risks.

Since the pandemic began, employees have been carrying extraor-
dinary levels of continuous stress. Feelings of vulnerability relating
to job insecurity, fear of getting sick, self-isolation, working out-
side of normal hours to accommodate family routines, all caused
increased anxiety.

During these periods of uncertainty, it is crucial for HR profession-
als to keep levels of motivation high. One of our top priorities was
ensuring the health and safety of all employees. The HR Depart-
ment offered strategies to reduce the uncertainty associated

with Covid-19’s impact to employee well-being. Most importantly,
during these exceptionally stressful times, we kept all lines of com-
munication open. For example, our managers regularly ‘checked-
in’ and this helped employees stay connected. We also conducted
regular phone and video conferencing. All these provided us with
the opportunity to respond to well-being concerns.

In order to overcome feelings of job insecurity, we made sure to
offer paid leave to all employees that could not work from home
and that were placed out of work due to the measures announced
by the government. The emotional uncertainty as far as employee’s
health is concerned, was tackled by offering paid leave to all vul-
nerable groups of people as well as employees over the age of 60.

In these difficult times we also made to sure keep old habits. We

did virtual get togethers and celebrations, we invested in virtual
seminars and training sessions and sent employees birthday gifts
at home. One of the most important things we had to do was to
support employees as far as health well-being is concerned such as
offering paid covid tests and personal protective equipment such
as antiseptics, surgical masks and protective uniforms. We also
created a crisis management team, which consisted of 4 people and
made weekly phone calls to colleagues to remind them of the meas-
ures to be taken at work to confirm their health well-being.

The HR Department encouraged and supported employees who
worked onsite and communicated with them regularly about the
safety precautions they had to take.

In addition, transparency and making sure that all teams were
informed about any organizational changes or updates was very
important for employee mental well-being. Communicating with
employees, and providing transparent information helped with the
feeling of job insecurity.

Further to the above, we also encouraged employees who worked
remotely to exercise by providing virtual training sessions and
programs by a specialized coach paid by the company.
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Many experts forecast a complete change to the way we work in a
post-COVID world. What are some of the key lessons we should
take from the working-in-quarantine experience?

The working in quarantine experience has given us some key les-
sons as well as skills that we previously might have not developed
enough. Flexibility and adaptability are two things that employees
got used to during the pandemic. Employees are now able to work
from home, and it is likely that this new way of working will last even
after the pandemic passes.

The pandemic has taught us to be flexible, work well under pres-
sure, adjust to deadlines and prioritize tasks. Another key lesson
that the pandemic has taught us is that technology and digital
skills are crucial. The working-in-quarantine experience has accel-
erated the need for digital skills to help employees become more
aligned with new technologies.

The pandemic has also taught us that communication skills are
critical in every job. Not being face to face has challenges that need
to be overcome. Clarity in emails and at virtual meetings is very im-
portant to retain high productivity levels. Always staying connect-
ed is one of the greatest lessons learned in working remotely.

Besides managing time, working from home has taught us to be
self-motivated and get the work done by avoiding the distractions
associated with working from home. With remote work, employees
have learned to better prioritize family activities and commitments.

Another lesson we took from the working-in-quarantine experience
is that continuous learning and development should never stop.
During the pandemic, we used our virtual Vassos Eliades Academy
platform (VE Academy) to continue with trainings and seminars and
therefore the learning process became more flexible and mobile.

How do we ensure that the conversation about employee wellbeing
continues even after the COVID-19 crisis and becomes ingrained in
work culture?

A happy, supportive workplace energizes people to come to work
each day and increases their concentration. Organizations with
stronger cultures that support employee well-being are generally
more successful and have high productivity levels. Protecting em-
ployee well-being will not just ensure increased productivity levels
but will offer companies a competitive edge.

The pandemic has proven that employee well-being practices are
no longer ‘nice to have’, but a necessity. Companies must help their
employees embrace the new way of working. Virtual meetings have
even allowed people who were not physically present to be included.

The actions of the HR Department during periods of crisis and instability
such as the Covid-19 period are key factors in boosting staff confidence
and satisfaction. Well-being practices must continue and be ingrained in
the work culture as this increases levels of trust and morale.

Doreen has 12 years of experience within the HR field and has worked in both FMCG and Retail
Industries. She is currently the HR Manager of Vassos Eliades Ltd and has experience in several
fields of HR such as recruitment & selection, performance evaluations, rewards & incentives,
talent management, restructuring, managing change, and aligning HR policies with business
strategy. She is a fullmember of the CyHRMA and a member of the SLR network of OEB. Doreen
holds a BA in Business Studies & Marketing from Middlesex University UK and an MSc in Human
Resource Management & International Employment Relations from the London School of Eco-
nomics and Political Sciences (LSE). Doreen is a certified user of SHL Personality Assessments
which are used to improve the recruitment and selection process through revealing candidate’s
preferences and motivations. She is an appointed Lay Member of the Cyprus Industrial Disputes
Tribunal Panel and holds a consultative role, from year 2018 until present.



EnayyeApatieg AA anavtouv o€
EPWTNUATAMATA VIO TNV Navonuia
KOI TO JEANOV Tou HR

Vicky Charalambous

The pandemic took a toll on employ-
ees’ well-being. What challenges did
you face and how did you overcome
these challenges?

Employee wellbeing is of even greater
importance in the adverse realities we
are experiencing due to the pandemic
which has had an unmeasurable impact
in all aspects of our lives. Over the

past two years, employees had to go
through and adapt to a great transition
in their work which - in addition to the social restrictions imposed
and insecurity- has piled more stress and mental strain on them.
These were risks that we, as CARDET, identified from the onset of
the pandemic and tried to proactively address. Before implement-
ing any intervention, we collected data through focus groups, one-
on-one meetings with the HR Manager as well as satisfaction, well-
being & engagement surveys. These steps allowed us to formulate
structured and catered responses in support of our staff that may
be facing such as maintaining work-life balance, managing work-
load and retaining social connectedness. Furthermore, many of our
employees were working with young children at home or did not
have an ergonomic workspace. The input and feedback received
were key drivers of our responses and efforts to assist them.

We delivered a series of bite sized online trainings that had a
two-fold objective: maintain engagement and connection within
our team and help them build resilience and acquire the skills to
cope with the new realities. Furthermore, we invested in establish-
ing regular communication with all members of our team and in
organizing informal and fun meetings. It is also very important to
note that the organisation offers free counselling/therapy sessions
to those who need it as well as mindfulness sessions. Moreover, we
have placed particular emphasis on helping and supporting each
other through group projects, introducing mentoring, volunteer-
ing and focusing on our blessings through a ‘digital gratitude wall’.
As an organisation we consider wellbeing as a strategic priority. To
that end, we have appointed a Chief Happiness Officer responsible
for the wellbeing strategy and have formed a wellbeing committee.

Many experts forecast a complete change to the way we work in a
post-COVID world. What are some of the key lessons we should
take from the working-in-quarantine experience?

As the pandemic has been going on for two years, a number of
useful lessons can be drawn from this experience which can guide
us in the future:

1. Remote work can be a very good alternative with reduced costs
and from the feedback we get, many workers would like to keep it
after the pandemic. As long as trusting relationships are built and
leaders are trained in the skills needed to manage teams remotely,
this option can even lead to higher productivity by some employ-
ees. Setting meaningful, measurable and tangible work outcomes,
and allowing the employee to decide how they accomplish these
outcomes is extremely important.

2. Invest in relationships. It is evident that sustaining trust and
acknowledging employee efforts are critical to employee engage-

-~

ment, well-being, and effectiveness. Organizations that have been
building social capital during earlier phases of the crisis will be in
better position than others.

3. Flexibility. Organisations should allow their people to have the au-
tonomy and freedom to not only decide where, when and how to do
their work, but also be prepared to experiment, fail, learn and grow.

4. Positive Leadershipis the key. Leaders should act as role models
who walk the talk, creating a positive work environment for their staff.

5. Purpose-driven organisations. Organisational purpose can serve
as a motivator for employees to feel they are part of something they
can contribute to something that can impact the larger world.

6. Reward & Recognition. When an employee feels that their em-
ployer values them, they tend to be more engaged and committed,
and this in turn will have an effect on the work that is produced, and
the retention of employees.

At CARDET, we believe work should work for people, and employ-
ees are the most critical drivers of company success — businesses
need to recognize that and be agile in responding to their employ-
ees’ needs and expectations.

How do we ensure that the conversation about employee wellbeing
continues even after the COVID-19 crisis and becomes ingrained in
work culture?

Being ‘People Forward’ has never been more important or impact-
ful. The companies who prioritize and listen to their employees,
and act upon their feedback will be among the quickest compa-
nies to bounce back once this is all over. By prioritising employ-

ee wellbeing, organisations can enjoy a wide-array of benefits:
collaborative thinking, attracting and retaining the best talent,
building resilience and resourcefulness, enhancing performance,
reducing the cost of iliness, and unlocking the unrealized human
potential that exists within every workplace. As any business owner
knows, ‘what gets measured, gets managed’. Therefore, organ-
izations who continue to invest and strive to be a best place to
work, should combine a number of survey metrics with HR metrics:
employee engagement, employee satisfaction, retention, cost of
recruitment, absenteeism through sickness to create an overall
company wellbeing KPI score. If they don’t appreciate the strategic
importance of employee wellbeing, they’re going to have trouble
meeting their business objectives.

If the virus has shown us anything, it’s that employee wellbeing
practices are no longer ‘nice to have’, but an absolute necessity.

H Biku XapaAdunoug éxer 20-etn di1ebvn euneipia otnv avantu&n avBpwnivou duvapikou.
Eivai katoxog MSc otnv Opyavwaoiakn YuyxoAoyia kai PhDc otn Ostikr) Opyavawolakn
WuyxoAoyia. Eival miotonoinuévn eknaideutpia tne ANAA, éxoviag oxedidoel kal EpapUOOE!
nave ano 100 eknaideuTIKA MPOYPAUUATa. EXEl E0yaOTel (G OTEAEXOG AvBpnivou AuvapikoU
0 NOAUEBVIKEG Kl KUMPITKEG EMIXEIPNOEIG KAl coG AKadNUAikoG. Eivar Oudtiuo peAog

Kar pEAog tng Emtponrg Ekddoewv tou Kunpiakou Suvdgouou AieuBuvaong AvBpddnivou
AuvauikoU. Eival eniong péAog tou Kunpiakou Suvdgauou Mentoring kai Coaching (EMCC
Cyprus), Kai epeuvntiko LEAOG tng EMnvikng Etaipegiag Oetikng WuxoAoyiag. AieuBuiverto In-
stitute of Development, to onoio napéxel HeTa&u AAwv, ouuBoUAEUTIKN Kal EKNAIOEUOEIG OE
Béuata eulwiag kai BETIKNG KOUATOUPAG OTOV XWPO E0YA0IAG, NAPAKivNonG Kar EVOUVALWONG
QTOWV Kal opadwv, BETIKNG NYECIAG, YUXIKNG aVBEKTIKOTNTAG Kai SIOXEIPIONG anddoonG
(www.iodevelopment.eu). Ecivai eniong epeuvitoia kai kKatéxel tov poAo tne Chief Happiness
Officer oto epeuvntikd kévtpo CARDET.
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Elli Matsouka

What are the biggest mental health
concerns for employees in today’s work
setting and how do we address them?

| want to start with pointing out that
the pandemic has caused a signifi-
cantdisruption not only on the way
that people were working but on other
aspects of their life too. Just think the
impact of the so many lockdowns, the
social distancing and self-isolation.

At the same time, the pandemic has generated an enormous
amount of fear - fear about people’s own health and safety, fear
about the health of their loved ones, fear about job security and fi-
nancial stability. These are just some of the emotional and physical
challenges that employees had to cope with.

A number of research has shown an increase in depression, anxiety,
burned out and lack of energy amongst employees. Country-spe-
cific records show an increase in the number of people that quit
their jobs during pandemic. Shocking data..

So, what can we do to address mental health challenges for
employees?

Awareness of mental health is the first step. Employers could
provide opportunities for educating people about mental health
issues and get professional support where needed.

Employers could also put in place mechanisms to help them spot
on time possible signs of mental health issues.

Another critical step is for employers to support a culture where
people feel comfortable to speak out and seek support. Other than
what was mentioned above, creating the right forums for people
to discuss their concerns and share their stories, could also help in
building the right mindset.

Many experts forecast a complete change to the way we work in a
post-COVID world. What are some of the key lessons we should
take from the working-in-quarantine experience?

Indeed, the pandemic has taught us important lessons that we
should keep in a post-pandemic world to make workplaces better.
These are a lot but the most important ones that | keep are the
followings:

1. Flexibility is plausible and definitely, not on its basic form of
allowing flexibility on working from home or following a working
schedule under certain rules that are set by the company. What
we have seen during the pandemic is that a lot of employees were
given the trust to fit their work into their lives in a manageable and
more meaningful way to them.

2. Technological tools are important to improve and expand the
way we work. Even though these tools were made available before
the pandemic, a lot of companies were not harnessing their full
potential. Though, during the pandemic a number of companies
have adopted tech tools that empowered employees to work from
anywhere, meet instantly online instead of waiting to fly people in
and reinforced employees hiring across the world, tackling one of
the challenges of talents shortages, especially at certain industries.

3. We, as human, are capable to act collectively and support each
other in making radical changes. | believe that one of the skills that
played an important role was empathy. The pandemic was a time
where empathy was remarkably demonstrated among individuals,
no matter how well they knew each other. We all encountered very
similar struggles at work and at home, physically and mentally and
we quickly understood (somehow intuitively, | would say) that the
best way to tackle these challenges is by talking to each other. Of
course, most of the times demonstrating empathy requires a great
amount of curiosity, authentic listening and vulnerability - traits
that were demonstrated during the pandemic and should be main-
tained afterwards.
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4. Expect the unexpected and build the necessary skills: resilience,
critical thinking, creativity, adaptability and a growth mindset are
some of them.

5. The before-Covid ways and approaches of communicating and
managing a team should be redefined. The essence of the physical
workplace has significantly replaced by a virtual workplace with
remote teams, creating new challenges and questions for leaders.
Companies should find new ways to support a diverse, remote
workforce. Leaders are being given a chance to reimagine and re-
invent their teams and organisations towards a brighter and more
human future.

How do we ensure that the conversation about employee wellbeing
continues even after the COVID-19 crisis and becomes ingrained in
work culture?

| believe that the need for ingrained employee wellbeing in the
work culture has been there for a long time; the pandemic however
has magnified this matter, requesting employers to act immedi-
ately and suddenly.

The increase in working from home during the pandemic has made
it clear that work and life are not two separate parts. They are fully
integrated and co-dependent. Alas we have been ignoring this
connection for a long time. For many years, organisations have
been adopting practices to support work-life balance, approach-
ing work and life as two segregated parts.

The pandemic has made it clear:

Humans stand as a whole whether they are at work or at home.
Work cannot be segregated from personal life, neither vice versa.
Now more than ever, organisations that aim in creating a sustain-
able business and results will need to treat their employees as a
whole and not just as professionals.

Organisations will need to redefine the essence of successful lead-
ers within the company: the most successful and impactful leaders
are not those that develop the best talents for the organisation,
rather than those that support their employees to become the best
version of themselves.

This can be achieved through the lenses of the servant leader - one
that primarily focuses on the growth and well-being of its people
and those around them. These leaders have strong listening skills
and empathy, maintain self-awareness at most times and acknowl!-
edge the importance of treating individuals as a whole, supporting
them both physically and mentally and committing to the profes-
sional and personal growth of others. They also use persuasion -
rather than authority - to encourage people to take action, demon-
strate foresight, act with humility and show trust. Last but not least,
such leaders act with compassion and have noble intentions.

These are the characteristics and behaviours that organisations
should aim in developing for the leaders of today and tomorrow to
help in keeping the conversation about employee well-being and
gradually in making this part of the organisational culture.

Elli is an Organisational Culture Consultant, Corporate Wellbeing Expert and Executive
Coach, who works with heart-led, visionary leaders and executives to improve the quality of
workplace life and ultimately make an impact to the wider society.

During her 15 years of working experience, she has worked with a number of organisations in
designing practices and running interventions that lead in the creation of the right organi-
sational culture - the one that can support organisations to thrive and people to feel happy!

She worked for Deloitte as a consultant and has led the EMEA HR & Development function
for Amicorp Group, an international fiduciary provider. Her last job position before leaving
her corporate career was with EY (Head of Consulting Unit, People Advisory Services).

Since she left her corporate career, she has dedicated her work in helping business execu-
tives achieve a healthy and holistic wellbeing while they retain their corporate demanding
roles. Her work is also dedicated in helping organisations become a place where people will
enjoy being and where their professional and personal needs will be fulfilled.

Her love about what she is doing and her dedication in making a greater impact are what
have been keeping her active within the international and local HR community. She is a
Board Member of the European Association for People Management (EAPM) and the Cyprus
HR Association (CyHRMA).




Melanie Michaelidou

The pandemic took a Toll on Employees’
Well-Being. What challenges did you
face and how did you overcome them?

The Covid-19 pandemic separated
people from their workplace, co-work-
ers, and disrupted people’s daily rou-
tines. In many cases, it added stress,
led to a moral drop, and fragmented
team cohesion.

One of the biggest challenges C.A.
Papaellinas Group and more specifi-
cally the HR Department faced since
then, was to actively foster a sense of
inclusion at work and keep our people connected/together. It was
critical to keep our staff connected, focusing on creating a safe en-
vironment where employees felt supported during isolation, with
particular paying attention to mental health. For approximately/
about two years now, all staff events and face-to-face meetings
have been cancelled, aiming to make a full use of technology,
boosting employees’ morale and encourage them to stay connect-
ed. Through our employees’ portal, we upload all relevant informa-
tion including our company’s updates, and design various compe-
titions with gifts that will act as a motivation to our employees.

Mental health in the workplace is a necessity. Our priority is our
employee’s well-being. We, therefore, teamed up with profes-
sional psychologists, and we are running a series of training on how
an employee could confront and response better to the challenges
they might face/come up with. Furthermore, we uploaded arti-
cles by nutritionists and videos with physical experts providing
information and tips on nutrition related matters and physical
exercises. In collaboration with our beauty experts, we created and
uploaded short clips of beauty tips to boost our female employee’s
confidence (for those who needed it), and add that touch that will
make each one of them feel beautiful and special.

Additionally, we have been running multiple employee survey, to
give that opportunity to our colleagues to express their feedback
regarding their employment, their company expectations, and the
satisfaction ratio on the measurements the company took on how
it responded to the pandemic.

We maintained open channels of communication with our employ-
ees to allow them/ give them that opportunity to tell us how they
are feeling and most importantly, listen and respond. We estab-
lished a central point of contact regarding safety issues, and we
developed in-house channels to respond promptly to employee
questions and concerns.

Many experts forecast a complete change to the way we work in a
post-COVID world. What are some of the key lessons we should
take from the working-in-quarantine experience?

The pandemic had a massive impact in our lives and how we deal
with things. One of them, work. Although, many questions will
remain unanswered in the present, we sure know work will never be
the same.

One thing we can say for sure, is that COVID enabled/helped us to
see working life from a different angle. It pushed as in a way to find
new ways of work, where under normal circumstances we would not
think of/ we would not go that extra mile.

If we could move past the eight to five office-centric working
hours, then there is an opportunity to retain the best parts of office
culture whilst inefficient processes, ineffective meetings, and un-
necessary bureaucracy is left behind.

What is certain is that employees’ mindset has changed. Pro pan-
demic, people worked to live. They worked for Microsoft. During the
pandemic, more and more people realized that they want to make
a living, and work is only a part of life. They realized that Microsoft
works for them and not vice versa. The pandemic made a lot of us
reassess our roles in the community, how we live life and appreciate

the hard work each one of us puts up with. Therefore, settingup a
hybrid working model could be seen as essential. Of course, there
are some critical factors that we need to take into consideration:

1. One thing that became clear from the very beginning of COVID-19
was the need of establishing a regular way communication with all

of our employees. The last couple of years have been classed as the
‘listening’ years. HR professionals play an active role in the collec-
tion of information from completed surveys and focused groups,
ensuring strategies that will meet both employees’ values and needs
as well as organizational objectives, to ensure strategies developed
to meet both organizational objectives as well as what employees
most need and value. Also, it could also be seen as an era where
companies must support emotional wellbeing.

2. Digitalization was definitely needed, and COVID-19 gave us the
right push for improving performance, the implementation of new
tools and at the same time connecting with our people.

3. Agility and speed of decision-making let us to new ways of work-
ing. Collaboration across the organization happened seamlessly,
processes were questioned, and flexibility of decision-making
became paramount.

4. Training: During the pandemic, we conducted extra training and
seminars for both personal and professional aspects, so the com-
panies/organizations were prepared to offer their employees the

best support possible alongside with improving their productivity.

5. Onboarding: we had to figure out ways of how to attract new fac-
es into the company’s culture, ensuring that organizations’ values
will be successfully embedded into the recruits’ mindset. Addition-
ally, the HR team had to ensure the successful implementation of
following up with employees’ performance

6. We must not forget/ we need to keep reminding ourselves that a
big percentage of staff work in specific industries such as in retail,
distribution, catering services, etc., where a hybrid model cannot
be implemented. We must keep emphasizing building on their
capabilities, considering upskill opportunities, and ensuring that
we are enhancing their wellbeing.

How do we ensure that the conversation about employee wellbeing
continues even after the COVID-19 crisis and becomes ingrained in
work culture?

The pandemic made a lot of people reassess their roles and lives.
People are making new choices of living and create new expecta-
tions regarding flexibility, working conditions, and work-life balance.
This can’t be undone. Consequently, companies must redesign the
way they work and be willing to change.

HR professionals need to take the lead on wellbeing and engrain

it within their people strategies to help create a workplace that
works for everyone. This involves data gathering, measuring results,
responding to feedback, including our people in the plan by making
it a person-centered holistic approach. This will then have an impact
upon them by leading to the improvement on our policies and prac-
tices. Additionally, we need to build on leaders’ capacity regarding
their ability to support their people so that they continue to connect
and perform working in new ways. Leaders need to connect via di-
rect reports regularly and actively. Also, they should be able to help
their teams find ways of managing their time and connect purpose-
fully with the work they are doing.

Melanie Michaelidou
HR & Sustainability Director-C. A. Papaellinas

tal health in the

drkplace is a necessity”
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FROM TURBULENCE
TO TRANSFORMATION

by Mrs. Elena Stavrinou, President of the Cyprus HR Management Association

Interview featured in Gold Magazine
Issue 127, October 17,2021

s companies struggle to adapt to the
post-COVID-19 working reality and keep up
with the Fourth Industrial Revolution, the
need for HR expertise and leadership has
never been greater. Although many people
had viewed HR departments as being focused
solely on administrative tasks, 2020 provided an excel-
lent opportunity for the said department to redefine itself
and become vital in ensuring employee responsiveness to
change, boosting morale and enhancing company perfor-
mance. Elena Stavrinou, President of the Cyprus Human
Resources Management Association (CyHRMA) explains
the impact of technology on the sector and highlights the
need for transformation and meaningful communication.

As a business grows, its strategies, structure, and internal
processes grow with it. Some employees have a hard time
coping with these changes and companies experience
decreased productivity and morale during periods of
change. How can an HR department help employees in
such situations?

Change can definitely be scary sometimes, as it removes us
from our comfort zone. Organisations should ensure that
their employees adapt to change and they can do that by:

- Preparing their employees for the change: communicating
change, explaining the cause and final outcome of change,
training and follow-up.

- Helping employees feel secure and safe. They need to
know that their job and basic pay will be maintained after
the change takes place.

- Letting employees be part of change by keeping them in
the loop throughout the change process, keeping them
involved and sharing the facts and figures.

- Keeping employees motivated by ensuring that they
understand that this change is useful not only for the
organisation but for their future. Preparing for this change
will make them more competitive, better educated,

more skilled.

- Ensuring proper training is provided.

- Designating a responsible person to support employees
throughout the change. This person should be knowledge-
able enough so that employees will turn to him/ her for
guidance and support.

- Rewarding acceptance of change and those who are trying
to make the transition easier for everyone involved.
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As we enter the uncharted territory of the post-pandem-
icworld, HR managers are embracing the role of skilled
consultant that they’ve increasingly been stepping into.
What should they take into account when drafting the ‘new
normal’ for employees?

What we have been through during the pandemic has
taught us a lot and HR managers are now faced with the
challenge of deciding what’s good to keep and what needs
to be discarded. One of the biggest changes is the dramat-
icincrease in remote working. This doesn’t mean, of course,
that the numbers will remain as they are today but it seems
that employees prefer a more hybrid work arrangement:

a combination of working from home and at the office. HR
should, therefore, find ways to keep supporting remote
working, facilitate efficient and transparent communica-
tions, monitor remote employees’ work and, at the same
time, ensure that the existing organisational culture is not
threatened due to the inevitable change in social dynamics.
Issues like digital recruiting, remote onboarding and digital
HR document management will also become more and
more important and HR should be adequately equipped

to support these. So sound digital processes should be in
place and HR should find new ways to engage with poten-
tial candidates (i.e. conduct video interviews, use of online
pre-employment tests and reference checking) and new
hires (i.e. through the development and implementation

of virtual onboarding processes). Similarly, learning and
development experts need to be more innovative in con-
ceptualising and developing internal training programmes
that are more suited to online learning and cater to the
different needs of a company’s workforce. Following new
ways of work, similar capabilities should be expected, and
developed by employees too. Organisations should there-
fore ensure that skills like flexibility, adaptability, digital
knowledge, etc. are required and developed. The pandemic
has also increased the trend of employers playing a vital
role in their employees’ mental and physical health. Finally,
HR should more than ever focus on diversity and inclusion
strategies. The ability to work from anywhere will increas-
ingly open up new job opportunities for culturally diverse
employees all over the world. That’s why HR needs to think
about how teams made up of very diverse employees can
collaborate effectively and smoothly.

What is the role of technology in HR Management practic-
es and in drafting practical and wise blueprints for remote
working?

Technology has changed the way we all work and HR is no
exception. Technological advancements and the move

towards digital transformation has helped HR move away
from administrative tasks to a focus on strategy and em-



ployee engagement. More specifically, when it comes to
remote working; it cannot really happen without the aid of
technology. Working remotely is possible thanks to digital
technologies and it cannot be done efficiently and effec-
tively otherwise. Remote working is about being able to do
your work wherever you are as if you were at the office. Itis
therefore about collaborating with a number of people on
online documents or through online meetings; it is about
uploading and downloading files to an online platform

or repository; it is about making calls using the internal
company communication system; it is about working in real
time; and all these not necessarily from your physical office.

How do you expect HR Management practices to develop
over the next decade and what will be the dominant trends
inthis area?

As we welcome another decade of innovation and new
ideas, HR will have to be a strategic partner in business
transformation. First of all, HR will need to adapt to the new
diverse working practices due to the tremendous increase
in remote working. As a result, HR will need to invest further
in automation and technological advances and set out clear
policies and processes for the new hybrid system of work.
Digital transformation and investment in innovation and
creativity will continue to be important pillars for HR in or-
ganisations. People analytics will be required to make more
informed, evidence-based decisions that affect people at
work. Due to the increase of data input and analysis, cyber-
security will be one of the major challenges for future HR in

order to overcome issues such as data confidentiality and
employee privacy. Online learning will be revisited with new
innovative ways of delivering training and developmen-

tal activities, whilst the acquisition of digital skills will be
imperative for all stakeholders. Upskilling or the develop-
ment of new skills such as flexibility, adjustability, empathy,
leading diverse teams, collaborating withincross-func-
tional/cross-cultural teams will be mandatory. It comes as
no surprise that the future of HR depends on the employ-
ee experience. The quest to enhance and/or reimage the
employee experience (from recruitment through the career
journey within the organisation) aims to increase employee
satisfaction, to improve the organisation’s reputation and
employer brand, to create a competitive advantage and
facilitate the transition towards a more dynamic, agile and
flexible organisational format. These can be initiatives to
improve employee wellbeing and related perks, online ex-
periences from training initiatives to mindfulness sessions
and social gatherings, non-company-related benefits,
initiatives to promote mental health and safety, or just
giving them a voice, etc. Last but not least, the future of HR
requires more inclusive and diverse cultures. An organisa-
tion that is committed to promoting diversity, equity and
inclusion (DEI) initiatives will not only create and maintain a
successful workplace and show commitment to protecting
DEl through its policies and practices but will also give itself
a competitive business advantage.

“Technological advancements and the move towards digital
transformation has helped HR move away from administrative
tasks to a focus on strateqgy and employee engagement.”

Elena holds a BSc in Business and Management Studies from the University of Bradford in the UK
and an MSc in Human Resource Management from Cardiff University. She has worked as an HR
Software Systems Consultant at IBM Cyprus and has been a Group HR Manager of Logicom Public
Ltd. Today she is leading her own company, which specializes in Human Resource Management,
as well as issues related to personal development. Elena is also a certified Quest facilitator of
Quest International, a program focusing on the development of life skills for infants up to 20 years
of age; and she is certified in 16PF, CAB & OVIS psychometric tools. Additionally, she is a certified
SAP Systems Consultant in the field of Human Resource Management as well as a Certified Indus-
trial Relations Officer from the Cyprus Employers & Industrialists Federation. Through the various
roles she has held during her career, she had the chance to work with a large number of important
organizations both in Cyprus and abroad. She is currently the President of the Cyprus Human
Resource Management Association
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Remote Working in

oy
Cy p r u S Andri Agathocleous & Marinos Papaioakeim

orking remotely is growing faster than

ever and shows no sign of slowing

down. Thousands of organizations

in Europe and the world have shifted

to working remotely. However, many

Team Leaders and HR Professionals
are struggling to apply good practices and routines to
ensure productivity and wellbeing in their workforce during
these challenging times. In this article, we are discussing
the results of a survey (Group Interview and Questionnaires
with HR professionals and Team Leaders) about the man-
agement of remote workers in Cyprus, in the frame of the
European funded project VIRTUAL TEAMS: supporting col-
laboration, productivity and wellbeing in virtual teams and
remote workers with participating partners from Greece,
France, Ireland, Spain and Slovenia. The combined survey
was conducted in Cyprus by the two partners of the project
in Cyprus, the research organization CARDET (https://www.
cardet.org/) and the Institute of Development (https:/io-
development.eu/).

Questionnaire Results for Cyprus

Demographics

Most of the respondents fell into the age group of 36 - 50
and of 26 - 35, with almost equal representation of male
and female respondents. The majority of the respondents
were Team Leaders (52,2%) with HR Professionals following
(21,7%) and finally Managers/ Directors (26,1%).

Preferred Work Environment

Most of the respondents reported that they want to par-
tially return to the office (82,6%), with a smaller percentage
wanting to return fully working in the office (13%), while

a low percentage does not want to return at all (4,3%).
Respondents mainly reported looking forward to commut-
ing to work (43,5%), rejoining the workplace environment
(26,1%) and the contact with the public / partners / cus-
tomers (21,7%). On the other hand, respondents reported
that they are not looking forward to the social distancing
they probably have to endure with returning to the office
(47,8%), wearing a mask (17,4%) and using public transpor-
tation (13%). It seems that people are not looking forward
to returning to the office and taking protective measures
against the covid-19 pandemic. This might be indicative of
people adjusting to working from home and its benefits.
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Challenges and Changes at Work environment

The 3 main challenges while working from home as re-
sponded are:

1. Work - life balance (60.9%),

2.Digital wellbeing since too much time is spent in front of
the screen for meetings (60.9%)

3. Communication with their co-workers/ team interactions
is harder (social wellbeing) (52.2%).

About the challenges they face as Virtual Team Leaders, the
3 main challenges are:

1. Keeping their team motivated and engaged (65.2%),

2.Poor communication and social connectedness between
team members (52,2%)

3.Lack of company culture (39.1%).

The majority (83%) reported that they were able to learn
and grow in the last few months, while only 65% said that it
was easy to reach their teammates when they need them.
Alower rate (57%) mentioned they have work from home
(WFH) policies in their organization, and feel informed
about their organization’s goals and priorities when work-
ing from home. At the same time, only 61% reported that
they had the equipment necessary for working remotely
effectively. Overall, most leaders (87%) mentioned that they
feel trusted working from home.

According to the tools and resources, 91% reported that
their team has the tools and resources needed to support
remote work, while 87% reported that they are willing to try
new or different tactics to manage a remote team.

Current Needs and Future Training
The most highly rated skills (>50%) leaders would like to
receive more information and support about were:
1. Psychological resilience (69,6%)
2. Ability to maintain work - life balance (60,9%)
3.Time management skills (56,5%)
4. Self-motivation (56,5%)
5.Supporting team’s wellbeing (52,2%)
6.Planning and organizing (52,2%).



The digital tools they would like to learn more about were
the following:

- Tools for Time management (65,2%)
File sharing tools (56,5%)
Infrastructure and tools necessary for organizations
to support teleworking and training (52,2%)

- Tools available for managing remote project work (52,2%)
Digital tools for communication for team leaders and
/ or managers as well as their co-workers (43,5%)

Leaders and HR Professionals also mentioned that they
would like to receive more information about:

- work - life balance (73,9%)
- emotional wellbeing (65,2%)
physical wellness (60,9%)
productivity tips (56,5%)
- time management (56,5%)
how to create and maintain a positive eWork
environment (52,2%)

Results of Focus Group

The focus group in each country was implemented in order
to get the views, needs and challenges that team leaders,
HR Professionals, Managers and other remote workers face
during remote working.

Challenges

The focus group participants in Cyprus have identified the
following main challenges of remote workers:

Mental health Issues: Many e-workers are psychologically tired
due to the continuing isolation. Some e-workers consider
continuing working virtually boring and psychologically
tiring. Some of the participants admitted that they have a
lot of cases of e-workers who are visiting a psychologist in
order to overcome mental health issues such as depression,
stress etc.

Productivity: Some e-workers are having issues with their
productivity. However, the majority of the Team Leaders and
HR professionals mentioned that the performance of e-work-
erswas not affected. Companies that were implementing
even on a low scale before the pandemic virtually work, it was
easier for the employees to adapt to the new conditions.

Disconnection of the Team Spirit: Another major challenge
for the Team Leaders and HR professionals was keeping the
connection among the team.

Time Management / Work-Life Balance: Some remote
workers face several issues with time management. As
mentioned it is difficult to ‘disconnect’ from their email/
laptop, to keep a balance between their personal life and
work. Some team leaders mentioned that e-workers are
working more hours than the normal schedule and they
receive complaints for overworking.

Performance Management: A new challenge for team
leaders and HR professionals is the performance manage-
ment of e-workers. The participants argued that they have
already started to implement alternative performance ap-
praisal methods, therefore it is a challenge to adapt to the
new situation and find new ways of assessment. One idea
for assessment methods that was mentioned is the task-
based project. A similar challenge is also for e-workers to
understand and accept these new assessment methods.

Technical Issues: Participants mentioned that e-workers
face technical issues on a daily basis, thus, it’s a challenge
for team leaders to ensure that their teams have all the
technical support and facilities that are needed in order to
complete their work smoothly.

Key Competences of an E-Worker

The most important competences of an e - worker that
were mentioned by the participants are:

Flexibility / Adaptability
Dedication
Resilience
- Team-working
Digital Literacy
- Access to technologies
Planning skills
- Willingness to train in use of collaboration tools
Self-control
- Organization skills
- Consistency
- Communication
Self - motivation
Right selection of digital tools for collaboration

Key Competences of Team leaders and HR Professionals

Team leaders and HR Professionals in order to work effec-
tively with virtual teams need the following competences:

- Openness: willing to listen to and consider other
people’sideas
- Communication skills
Empathy
Motivate others
- Guidance
- Ability to identify priorities
Delegation skills / Reward hard work and efficiency
Plan, organize and stick to agreed schedules
Build relationships of trust
Encourage employees to try new techniques
- Accept mistakes
Be able to involve and engage employees
Respect the work-life balance
Understand the distractions that may exist
- Accept different work styles
Solving complex problems remotely
- Time management skills
Self-management
Resilience
Mastery of digital and collaborative tools
Performance management
Reconciling work and family
- Assertiveness
Project management skills
- Collaboration skills

Good Practices in using digital tools to enhance
employee productivity, communication, collaboration,
project management, time management etc.

The Team Leaders and HR professionals mentioned the
following good practices that they are using:

- Visual team communities
Project Management tools (eg. teamwork)
Digital tools for communication (zoom, skype, Microsoft
Teams, Slack, kahoot, google meet, virtual forum
sisco, element)
Using tools effectively for easy access of documents,
exchanging files and presenting the work (Google Drive)
Use applications for keeping to-do schedules
Use of applications for live communication

- The organization should invest in digital tools, the
necessary equipment but also in the know-how, i.e.,
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inthe training of employees, in order to use the
collaboration tools and feel that they remain close to

the team.

Use tools for grouping adjacent issues and collaborating
in a common field of action.

Good Practices for Maintaining the Engagement
of E- Workers

In regard to the good practices that team leaders imple-
ment to maintain the engagement of remote employees
were given the following suggestions / practices.

Provide regular training

- Give motivation

- Onetoone meetings on a weekly basis

- Training through skills’ development platforms.

- Time management guidelines from the HR professional.
Use of digital tools to engage and allow easier interaction:
WhatsApp group, Miro, google group/meet.

- Create team cohesion: remote aperitif, challenges calling
on their creativity (photo/ gif contest)

Reduce the number of meetings and only when necessary
Remain available
Have realistic expectations

- Clear, concise and transparent communication

- Continuous feedback

- Allow autonomy to employees who need it
Using tools effectively for time management and project
management (Trello, Slack, Time Doctor, Rescue Time,
Teramind)

- Tools for collaboration (Miro, Mural, Charlie, Tribe, Zoom)

- Team building and fostering organizational culture
(Microsoft Teams, CulturelQ, Motivosity, Kudos)

Good Practices to promote the well-being of E-workers

Alot of good practices were mentioned, such as:

- Virtual events (e.g., virtual coffee breaks, Virtual secret
Santa) to keep the team spirit and connection.
Some companies are sponsoring psychological sessions
for e - workers to relax and be distressed, while others
are sponsoring services for physiotherapist and
Nutritionist sessions.
Fun events (e.g., excursions)

- Team building activities (virtually)

Reward hard work and efficiency with various benefits
and incentives (financial / institutional)

- Adhere to the schedule, breaks, and five-day work, so
that there is time for personal and family life.
Online free fitness classes to enhance employee wellness.
Online joint lunch breaks as a group during the week to
discuss everyday life, so as not to lose the company
culture and values.
Organization of excursions - when allowed by the state
regulations for covid-19.
Programs for healthy lifestyle tips.

Main Conclusions

The overall results of the needs assessment conducted in
Cyprusindicates that remote working is here to stay. Team
Leaders and HR Managers are in the process of adapting
their work in order to provide the best possible support to
their employees with their main considerations being the
sustainability and enhancement of communication, collab-
oration and the connectedness of their teams, the physical
and digital wellbeing and the motivation of their team mem-
bers. The project of Virtual Teams aims to provide them with
atoolkit and an MOOC for effective management of virtual
teams, providing them with a useful tool to incorporate in
their busy schedules while attending to their team’s needs.

VIRTUAL TEAMS: supporting collaboration, productivity
and wellbeing in virtual teams and remote workers.

Website: https://virtual-teams.eu/

Facebook Page: https://www.facebook.com/Virtu-
al-Teams-100948839022588

“The overall results of the needs
assessment conducted in Cyprus

Indicates that remote working is
here to stay”

Marinos Papaioakeim is a project manager and researcher at CARDET. He has a background in Human,
Social and Political Sciences. Marinos has extensive experience in the field of project management and
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©0a AMNOTEAEOE| O UETAOXNUATIOUOC
TOU HR to vNua nou cuvoeel TNV
AEIA UE TNV EUNEIQIQ;

ival yeyovog 6t avd to naykoouio, n Aleubuvon
AvBpwnivou AuvapikoU ¢ Kaiplo Kal
avVANOoMNAoTO PEPOC OTO EPYATIAKO NEPIRAANOY,
Ba avtipetwniosl noAanA£g npokAnoeig oto UPog
Twv onoiwv Ba npénel va otabei. H AielBuvon
AvBpwnivou Auvapikou Tou péNovtog 6a
npénel va Aeitoupyei opiZovtia oe OAOKANPO TO VP0G
EVOG OPYAVIOPOU, WOTE VA YNOPEI VO EVEQYOMOINTEI TIG
€UNEIpieC ekeivec Nou dnuioupyouv Kal Ba dnuioupyrnoouv
pakponpdBeopn a&ia. Qotdoo, N AVIIPETWNIoN PEiwoNG Tou
NPEOCWMIKOU O KATAOTACEIC ONWC AUTEC Nou dnuioupynos
0 COVID-19, anotelei yia aképn peyaAutepn npokAnon.
Eidikotepa, gival nAéov autanodeIKTo OTI Ol OPYAVICHOI Nou
OEV EXOUV WG OTOXO POVO TNV KEPdOPOoPIa, EXOUV KAAUTEPN
anédoon anod TOUG AVIAYWVICTEG Toug OGOV adopd TNV
adocicdon TV NEAATWYV KAl TV £0YAOPEVWYV, 0DNYWVTAG
TeAIKA Og pyeyaAltepn pakponpoBeoun akia yia tov
opyaviouo.

Y& autd To NAaiclo BewpoUpe OTI Exel £pOel N WpPA yIa

TOV MANPN UETAOXNUATIOUO TOU TPOMNOU AEITOUPYIAC TNG
AleuBuvong AvBponivou Auvapikou. Ol eMAOYEG Nou €XOUUE
EVOIoV Yag eival 3edoPEVEG KAl KIvoUvTal oTov aEova

NG SIKAG YOG AMOTEAECHATIKOTNTAG WG NPOG TNV ENIAUCN
TwV NPEORANPATWY Nou oxetidovtal e Tov avepwno-
epyalOUeVo, EVTOG TOU EPYACIAKOU Tou nepidAlovtoc.
Mdavw og auto to dpoduo NPENEl va KivnBoupe ouykepddovtag
tnv a&ia Pe TNV euneipia, wote va anoktnooupe deglotnteg

Tou [Navayiwtn ©pacuBoulou

YIa va SNUIOUPYOUUE XWPOUG EPYACIAG MOU EUNVEOUV TOUG
avBpwnoug Kal dnuioupyoUuv TeAIKA a&ia yia Tnv nixeipnon

Ti1oXU€I ONMEPA KAl O POAOG TNG TEXVOAOYiaG

O1 neplocotepeg Asitoupyieg tng AleUBuvong AvBpwnivou
AuvapIKoU orUEPA Eival oUXVA ANMOPOVWUEVEG KAl
kdBetec. Av kal Bacidovtal oe otaBepEC ApPXEG, O IDEEC
QUTEC AVTI VA €XOUV EUEANIKTO XOPAKTAPEA KAl AVOIXTO OoTNV
aMayn, €XOUV KATAOoTEl AKAPNTEG KAl KAVEIG SeV TOAUA

va tIg apdioBntnosel. H enavaoxediaouévn Asitoupyia tng
AigBuvong AvBpwnivou AUVAUIKOU avtinpoowneUel yia
BOepeNicddn petatonion, kabBwg éxel cuvnBicel va Yetpd
AnoteAECUOTA NOU Pnopei va eAéyEel Kal OXI EKeEiva Mou
Urnopei anAwC va eNNEEACEL 2To NAdICIO TOU VEOU TPOMOU
gpyaociag, N AleuBuvon AvBpdnivou Auvapikou Ba yivel
OUVIDIOKTNTNG TWV EUNEIPIWYV TV epyalopevay, Ba
oupnopeUeTal PJe Toug epyalOPEVOUG NPOG ENITEUEN TwV
EUPUTEPLOV EMIXEIPNPATIKWY OTOXWV Kal Ba kaBopilel
nwc ta odéAn Ba npenel va diagoponoinBouv YeTa&U TNG
OIKOVOWIKNG dIEUBUVONG, TNG EPEUVAG KAl TWV NWAACEWY
wote va aviikatontpidouv dIadopeTIKA KivnTpa KAl
ENIXEIPNPATIKEG MPOTEPAIOTNTEG.
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H texvoAoyia anoteAei Tov nuprva otnv eEEAIEN TNG
Aeltoupyiag tou avBpwnivou duvapikou, KaBwc ynopei
NA€oV va NPoodEPEl ePNeIPiEC MOU EVOUVAPWVOUV KAl
EUNVEOUV TOUG pyalOPEVOUC, EVLD MAPAANAC unopei va
UEICOOEI TA KOOTN TWV OPYAVICUMV. MPOKeITAl YIa AANAYECG
nou adpopoUuV TNV ENAVENEVOUCHN OE UNNPECIEC MOU EXOUV
NEAYPATIKA CNPACIa yIa TO EPYATIKO QUVAHIKO KAl TN
dnuioupyia yakponpoBeouncg a&iag yia tnv enixeipnon.

Enave&etalovtag to AsItoupyliko poviéAo tou HR

‘Eva VEO UETACYXNUATIOTIKO HOVTEAO AEITOUPYIAG YnopeEi

va gival: To yoviélo tng alucidag a&iag twv avBpwnwv
(People Value Chain Model), to onoio npoocdépsl évav
IOXUPO, AgIBAAr TPONO NAPOXNG UNNPETCIWY YId TOUG
epyadopevouq. To HOVTEAO aUTO gival otevd cuVOEDEUEVO
HE TIG duvaTOTNTEG VA AdOUYKPAZETAI, VO KAIVOTOUEIG

KAl va cupBoulelecal Toug KATAMNAoug avBpwnoug
wote va eEelicoetal napdAAnAa pe tnv enixeipnon,
dNUIoUPYWVTAG YIa OAOKANpwHEvN eEeAI&iun Bdaon yia OAa

“H texvoAoyia anoteAei
tov nupnva otnv e&eAién
TNG Aeitoupyiac tou
avBpwnivou duvauikou,

KaBcoG Unopei nmAeov va

POOCPEOLEI ELMEIOIEC MOU
EVOUVALICOVOUV KA ELMNVEOUV
TOUG EPYALOUEVOUC, EVCD
ANAPAAANAQ unopeEi va LUEICOOE!
TA KOOTN TV 0PYyAVIOLUWV”

600 Ba akoAouBrocouv OTo PENAOV. € AUTO TO VEO POVTEND
Aeltoupyiag, n a&lakn alucida twv avBpwnwy Bacidetal o
Tpia Bacikd otoixeia:

1. H Wnoiakn Oudda AvBpwnwv: 2Tn VEd AeItoupyia, To
Und1ako otoixeio, dnAadn n Yndiakn opdda avBpwnwy,
pnopei va diaxelplotei €wg Kal To 50% Tou cuvoAikoU popTou
epyaociag. Ta dtopa autd Ba ynopouyv OTn CUVEXEID va
avakatavepnBouv yia va enikevipwBoUyv e Yia gpyacia

nou Bewpeital noAuTIudTEPN, ONWC eniAucn NPoRANUATWY,
OUYKEKPIUEVA projects ) oTpatnyIikA epyaacia.

2. ZUPBouAoI avBPONWV: TO VEO YOVTEND, duTOpATOMNOIgiTAl
n Aeitoupyia HR aprivovtag toug cupBouAoug HR xpovo

va akouoouy, va AUoouv npoRAApata, va KAIVOTOUNoouV

KOI VO EPYAOTOUV O€ EUENIKTEG OPABEG «Ksprint» yia tnv
avaBaBuion UPICTAPEVWV UNNPECIWV.

3. EIKOVIKEG PNDIOKEG NAYKOOUIEG ENIXEIPNUOATIKEG
unnpeoieg (VGBS): AvahauBdavouv to €pyo nou
napadoociakd dieknegpaiwve N oudda avopwnivou
duvapikoU Kal Ta dIoIKNTIKA Kal eNIXEIPNOIaKA KaBrKkovta
nou diaxeipidovial oOuAdEC EUNEIPOYVWUOVV.
A&lonolwvtag tnv TexvoAoyia yia TNV Napoxr auTwy Twv
UNNPEOCIWV, TO UNOAOINO HOVIEAO NAPOXAG UNNPECIWV
aneAeuBepwoveTal yia va dnuioupynoel nepiccodtepn akia oe
AAN\oug touEeic Tou opyaviouou.

Meyictonoiwvtag tnv avBpwnivn a&ia

O NPWTAPXIKOG OTOXOG TNG VEAG AEITOUPYIAG TWV OPAdwWV
avBpwnivou duvapikou, eival va cuvelodépel a&ia oe

Topeic nou Ba npoodépouv aia otnv enixeipnon. H véa
Aeitoupyia ouvdEetal AppNKTA Pe TNV opIdovTia epREAEIQ,
dNUIOUPYMVTAC EVA AKOUN OToIXEio Kepdodopiag, TNV
avBpwnivn a&ia. H eotiaon otnv avBpwnivn a&ia 6a
dNUIoUpPyHoEel Evav KAAUTEPO EPYACIAKO KOCUO e éva
AEITOUPYIKO HoVTENO Nou Ba pnopei va eEelicostal cUpdwva
ME TIG aVAYKEG TNG ENIXEIPNONG, EVOUVAUWVOVTAC NAPAANAa
KO OUVEXWG TOUC avBpnouc tTnG. Asv apopd yévo To T
dEpvouv ol avBpwnol otV enixeipnon, aAAA TI NPOCHEPEI N
enixeipnon npog autoug.

Panayiotis Thrasyvoulou served two terms as President of the Cyprus Human Resources Management

Association (CyHRMA).

He is an Associate Partner and the Head of People Advisory Services (PAS) at EY Cyprus. At EY,
Panayiotis helps organisations transform their people functions and navigate the future effectively.

He joined EY after working for 11years in HR leadership roles in diverse Groups of Companies, which,
among others, operate in the fields of automotive, construction, property development, hospitality,

FMCG, IT and 3PL.

He then founded his own consulting firm, which he successfully ran for 3 years, before taking on his

current position.

He is a certified Quality Manager, a certified Trainer and assessor of renowned psychometric tests.

Panayiotis holds a BSc (Merit) in Business Management from Essex University, an MSc (Distinction)
in International Employment Relations & Human Resources Management from LSE, and a PhD (c) in
Management from the University of Cyprus. At LSE he received the “Foundation of Automation and
Human Development School Prize for the Best Overall Performance”. His academic research revolves
around the issues of work and organisational (re) design.
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Enavanpoodiopidovtac to HR otnv

VEQ MPOAYUATIKOTNTO

NG Mapiag DacouAidou

nootnpidetal cuxva Oti to HR dev éxel eEeAixOei
ONUAVTIKA and TNV EMOXH TOU KMOAEUOU TANEVTWOV»
Katd tn dekaetia tou 1990. Mpdypati, cUPPWVA PE
£peuva tng KPMG'(“CEO Outlook COVID-19 Spe-
cial Edition” 2020), nepinou 60% twv AlcuBUvovTwY
SupBoUAwv eEakolouBouv va avtipyetwnidouv to HR
WG UNOCTNPIKTIKO TUAMA UE DIAXEIPIOTIKA KABAKOVTA, avTi wG
OTPATNYIKO TUAMA Nou dnuioupyei a&ia yia Tov opyaviouo.

Mati dpwc cupBaivel autod; Evag Tpdnog va KATavor|CoU e

TI cupBaivel pye to turpa HR eival va to cuykpivouue pe

TO TUAMA XPNHATOOIKOVOMIKWYV. € avtiBeon Pe To TuNRpa
XPNHATOOIKOVOUIKGY ONOoU UNAPXOUV NAYKOOUIwS anodektd
npdtuna nou nNeplypddouv Nwg to TUhpa dnuioupyei a&ia yia tov
opyaviopo (n.x. kEdpog kai Znuid), dev undpxel KATI AVTIOTOIXO YIa
o HR. EIdIkétePa, Sev undpxel KATI KABOAIKA anodektd yia To HR
népa ano tnv nenoibnon Nwg ol avBpwnol gival To CNUAVTIKOTEQO
KedpAAalo piag enixeipnong. Auto €xel wg anotéAecpa to HR to onoio
BewpENTIKA €ival uUNEUBUVO yIa TOUG AVEPWNOUG KAl TNV avantugn
TOUC, va unv AauBdavel anoddocelq yia autd ta Bépata, kabwg n
enippor| tou HR gival NOAEG popEg EPueon Napd Aueon KAl eV EXEI
OTPATNYIK B€0N OTOV OPYAVIOHO.

Ye avtiBeon pe tnv Nio NAvew NEAyPaTIKOTNTA NoU XapaKTnpilel
QPKETOUG OPYAVIOHOUC AvA TO NAYKOOUIO, JId UEPIdA OPYAVICUWV
a&lonolgi OTo PEYIOTO TNV NYETIKN opdda Tou HR, dnuioupywvtag
atia yia tov opyaviopo. O1 opddeg AUTEG, Ol Onoieg anokalouvtal
dikaiwg HR Pathfinders, éxouv netuxel TNV otnV KATOXUPWON TOU
TUNPATOG HR wg otpatnyiko cuvepydtn tng enixeipnong. O1 HR
Pathfinders ectialouv otnv a&lonoinon de&lotAtwy, epyaAgicv Kal
MPEAOKTIKWY NoU apopoUlv TNV avaiuon dedopévwy, To Ynpiako HR,
TNV ePNeIpia Tou avBpwnivou SuvauiKoU, Tn CUveXn avantuén tou
avOpwnivou Suvapikou K.Am.

H navdnuia aveédei&e tn diaxeipion avBpwnivou dUVAUIKOU WG
Kpioluo B€pa otnV atdévta Twv ENIXEIPHOEWY OE OAO TOV KOOHO, KATI
nou dnuioUpynoe Yia onUavTiKA euKalpid yia To HR va KAToxupwoel
TOV POAO TOU WG OTPATNYIKOG CUVEPYATNG TNG ENIXEIPNONG,
akoAouBwvtag ta BAuata twv HR Pathfinders. H épeuva tng KPMG
yia Bépata avBpwnivou SuvapiKoU eNIKEVIPWONKE GETOG oToug HR
Pathfinders (“The future of HR: Lessons from the Pathfinders”) kai
NG AUTEC Ol OpAdeG enavanpoodiopidouv 1o HR ev yéow tou “dou-
ble disruption”, dnAadr tng navdnuiag kai tou augnuévou puBuou
YNPIaKOU HETACKNPATIOUOU, UIOBETWVTAG KAIVOTOPOUG TEOMNOUG
yia Tn dnpioupyia Piag BETIKAG EUNEIPIAG TOU NPOCWNIKOU.

H €peuva katadeikvUel OTI DV UNAPXEI EVOG CUYKEKPIUEVOG
TPONOoG nou Bswpeital o opB6G yia tnv KaAUtepn Siaxeipion tou
avBpwnivou SuvapikoU Og auTr TN véa npaypatikoétnta. O HR

Pathfinders yvwpidouv nwc yia tnv eniAucn Twv NPoKARCEWY TNG
navdnuiag ival anapaitntog €vag eUENIKTOG TPOMNOG Asitoupyiag
Mou va TOUG ENITPENEI VA NelpapaTidovtal PE VEEG IDEEG, KABWG N
avalAtnon NG TEAEIag AUoNG evOEXETAI VA 0BNYNOEI O XPOVOROPEC
diadikaoieq. Na napddeiyua, ol HR Pathfinders €éxouv apxioel va
neipapatidovtal ye eVEANIKTO wpdplo epyaaciag, diacdpalidovtag
OPWG KANOIEC BACIKEG WPEG CUVEPYATIAG OE KMPAYHATIKO XpOVO».
EninAéov, ol HR Pathfinders a&lonoioUv tn ocuvexn avatpododotnon
ano 6Ao To avBpwnivo SUVAMIKO, ApeVOG yIA TNV KAAUTEPN

AN anopacewy Kal adpeTEPOU, YIA TNV EVioXUon apudidpoung
EMIKOIVOOVIAG ETA&U TNG Nyeoiag Kal TV epyalOPEVV.
SUYKeKPIPEVa, N Santander avéntu&e pia epappoyrn Nou eNITEENEI
OTO NPOCWNIKO VA NAPEXEI AVAOVUUN avatpododoTnaon, va
AMAVINOEI EPWTAHTEIG KAl VO CUMHETEXEI O CUZNTNOEIG JE NYETEG TOU
opyaviopou. O1 €peUVEG NPOCWMIKOU MOU YiVOvTal O NPAYPATIKO
XPOVO KAl N avAaAucTr) TOUG e MPOYVWOTIKOUG alyopiBuoug
enitpénouv oto HR va npoRAEYel TIC AVAYKEG TOU MPOCWIKOU Kal
va AUoel diadpopa ZNTAPATA NPOToU Kav dnuioupynBei avaykn yia
eniAuor touc.

EninpooBeta, ol HR Pathfinders a&lonoiolv tnv avdAuon
SedopEVwV KAl AVTIPETWNI{OUV TO NPOCWNIKO ONWG TO HAPKETIVYK
AVTIPETWNIZEl TOUG KATAVAAWTEG. AVOAUTIKOTEPQ, Ol OUADEG AUTEG
AauBavouv anogaoceic BAoel TEKPNPIwWY Kal avaAuong dedopévwv
kal a&lonolouyv ta dedopéva autd via TNy eEATodiKeuon Kal
BeAtiotonoinon tng epneipiag tou npoownikou. MNa napddeiyua,

n etaipeia Salesforce cuMéyel kal avaAlel dedouéva and

€PEUVEG NPOCWMIKOU, CENISEG MOU NEPIEXOUV AVIOVUUEG KPITIKEG
Y10 TOV OpYaVIOUO Kal YEVIKOTEPA HECA AN TNV EMNIKOIVWVia

nou €xel To HR pe To npoowniko, Je oToxo va NpoRAEYPE TIG
QAVAYKEC TOU NPOCWNIKOU KAl TUXOV NpoBARPATA NpotoU Kav
dnuioupynBoUv. Autd ta dedouéva TPpodPodoToUV VEA NPOoYPAUPATA
KAl XpNnoipgonoloUvtal wg onpeio avapopdq yia Tn YETENEITA
a&loAOYNON QUTWV TWV EVEPYEIWV.

TéNog, n €peuva katadeikvuel 6T ol HR Pathfinders evioxuouv

TiG Oe&16TNTEC TOU TUAMATOG HR 3npioupywvtag eEeIdIKEUPEVEG
opadeg anoteAoUpeveg TOCO and NapadooiakEg 600 kal ano

pn napadooiakeég HR dg&lotnteg, ano diddopa TUAKATA Tou
opyaviopou. Mpoodatn épeuva tng Simply Get Results deixvel nwg to
70% twv de€lotnTtwy nou xapaktnpidouv toug HR Pathfinders onwcg
scenario-based workforce planning, design thinking kai data story-
telling, dev undpxouv oto HR, aAd og GA\a TuApaTa 6Nwe To TUAUA
NANPOGOPIKAG KAl HAPKETIVYK. [ autd AoInov, Kpivetal anapaitnto
yla to HR va enavanpoodiopiotei oTn VEd NPAyUaTIKOTNTA
SNUIOUPYWVTAG MOIKINOPOPDEG OPADEG MOU ENITPENOUV TNV
UIOBETNON KAIVOTOUWY TPOMNWY EQYACIAG KAl CUVEPYATIAC YIa TN
dnuioupyia piag OeTIKAG EPNEIPIAC TOU NPOCWIKOU.

H Mapia gival Advisor oto Turua ZupRouleutikwV Ynnpeoiwy Aloiknong tng KPMG kai pgNog twv
opddwv People & Change Services kal Strategy, Customer & Operations Services. Katéxel ntuxio
d10iKNoNG ENIXEIPHOEWVY KAl dNUOCIAG dI0iKNONG KAl JETANTUXIAKS oTn Sloiknon avOpwnivou
duvapikou. EidikeUetal otnv Napoxr CUPRBOUAEUTIKWY UNNPEECIWY avadopIKa pe BEuata dlaxeipiong
avBpwnivou SUVAPIKOU, ONwg BeATicdoon TG KOUATOUPAG KAI TNG EPMEIQIAG TOU MPOCWMIKOU,
dlaxeipion TNG anodoong Kal EKNAIDEUCN NPOCWMIKOU. Ta €PEUVNTIKA TNG EVOIAPEPOVTA ECTIALOUV
OTNV HEAETN TNG NAPAYWYIKOTNTAG TOU NPOOCWIKOU KAl N OXEON TNG PE TNV YUXIKA EVEEi, KABWG KAl

n enidpaocn SIAPoPwYV NPAKTIKWY TNAEPYAciag otn Yuyikn euekia Twv epyalopévaov.
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Fuldwia (well-being) oto

YOO EQYAOIAC otn Baon Tou

uovteAou PERMA

NG Bikug XapaAdpnoug

eulwia oto xwpo epyaciag AapBdavel ohoéva
KOl yeyaAUTePN annxnon, KaBwg ol cUyXPovol
opyaviouoi npoonaBouy va avVTIPETWNICOoUV
TIC SUCAPECTEC NPOKANOEIC MOU CUVOEOVTAI PE
TO OTPEG KAI TNV eNAYYEAUATIKA eEoUuBEvwon.
>UPdWVA YE HENETEG, EVAC ONUAVTIKOG
apIBuog epyalopévwy avtipetwnidel npoBARuata YuxIiKAg
uyeiag kal yevikdtepa Bépata uyeiag nou oxetidovtal Ye
TO £pPYACIaKoO AyXog Kal nou ennpeddouv dpapaTika TV
NapAywyIkOTNTA, TNV UYEIa KAl TNV EQYACIAKH IKavonoinon.
Ano TNV AMN, eniBeBalwvetal n oxéon Yeta&u tng
eulwiag Twv epyadlOPEVWV KAl BETIKWY ANOTEAECUATWY,
onwg uPnAdtepn anddoon otov POAO, NAPAYWYIKOTNTA,
d€opeuon, Napakivnon, Ikavotnta eniAuong npoBAnudtwy,
dnuioupyikdTNTA, KAAUTEPN dIAXEIPION TOU OTPEG KAl
HakponpodBeoun kepdodopid. ZUVENWG, KPIVeTal JWTIKAG
ONUAciag yia 6Aoug toug epyalOPevoug va diatnpnoouv
To BéAtioto eninedo tou gu NV Touc. To poviélo «PER-
MA> (Seligman, 2012) anoteAei éva npooitd nAaiolo yia
TNV NpowBnon TNG eulwidg OTO XWEO EPYATIAG, TO OMNoio
anoteAsital anod Toug Nio KATw Nevte BAcIKoUC NUAWVEC:

OETIKAXZYNAIZOHMATA

Eival yeyovog o1, Ta dtopa nou Bidvouy BeTika
ouvaioBnuata aloBdvovtal yeyaAutepn aopdAeia kal
OUVENWG €ival Mo avolxtd otn ydabnon kai otnv avalntnon
VEWV gUNEIPICOV. H NpTN 10nyNoN gival va dnuIoUpyACOUUE
EUKAIPIEG yIa Biwon Betikwy cuvaliobnudtwy, divovtag
TAUTOXPOVA Eudacn otn ouxvotnta Biwong toug, va

TA NPOOCJIOPICOUYE KAI VA TA YIOPTACOUHE. OETIKA
ouvalcOnuata pnopouv anAd va avantuxBouv pe to va
ouyXapoUuE évav/pia cuvadeAdo nNou NETUXE KATI OTN
SoUAeId TOU/TNC A YE TO VA TOV/TNV EUXAPIOTHOOUE UE

€Va JNVUPa yia KATI Nou Jag npooedepe. EninpocBeta, e
€nIRPAReUOoEIC KAl AVAYVWPIoN TWV EMITUXIWY KAl YEVIKA UE
TO VA €ipaote BeTIKOI/eC KAl AI0IOB0EOI/EG YIa TO HEAOV.

AEXMEYZH

H déopeuon avagpépetal otny YuxoAoyikr Katdotaon Katd
TNV onoia to dtopo anoppoddtal Babid otny epyacia

Tou. EXEl va KAVEL, eNiong, KAl e TO NOCO eVOIAPEPEI TOUG
epyalodpevoug n pUOoN TWV KABNKOVIWY Toug. Auth n
EUNEIPIA EUNAOKNAG I €KPONG» cuVAVTATAI MOAU CUXVA OTNV
gpyaocia Kal ekdnAwvetal 6tav ta dtopa aicBdvovtal
gvBouoiwdn kal NARpwc BuBiopéva oto £pyo TOUC. ZuvnBwg
NEOKUNTEl KATA TOV NPOoodIopIcPo aAAd kal a&lonoinon Ttwv
dUVATWYV OTOIXEIWV TwWV EPYAlOPEVWY CUVOEOVTAC TA UE TOV
ANWTEPO oKoMnod Tou opyaviopou. O opyaviopoi ygnopouv
va BonBnoouv toug epyalOpPEVOUC VA EVIONICOUV Ta duvVatd
TOUG onueia y€ow a&loAoynoewy Kal va TEOMNOMNOINCOUV TIG
ApPPOoBIOTNTEG TOUG WOTE VA YMOPECOUV VA EPYACTOUV OTOUG
TOWEIG TV dUVATOTATWYV TOUC.
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OETIKEZ ZXEZEIZ

O1 oxéoelg gival To KAeIdi yia tnv uyeid, Tnv eudwia Kal tn
pakpolwia. H Unap&n BeTIkwY OXECEWV OTO XWPEO EPYATIAG,
pnopei va odnynoel oe uPnAdTEPN NapaAywyIKOTNTA

KO anoTteAei onuaAvTIKO O€iKTn ANOTEAECUATIKOTNTAG

VIO TNV NPOCEAKUCN VEWY TAAEVTWY KAl dlatrpnon

TWV UPICTAPEVWV. ZUVEoVTal, ENioNg, e AUENUEVN
NapaywylkoTNTa Kal KaAutepn diaxeipion Tou Ayxoug.

H d1e€aywyn opadikwy epyaciwy anotelei éva anod ta
KOAUTEPQ epyalAeia yia TNV KAAIEQYEIT UYIWOV OXECEWV
otnv epyaacia. O1aniég npd&eic kahoouvng, N €KPpaon
EUYVWHOOUVNG KAl N Npoodopd unootnpléng oe
OUVadEADOUG e181KG 0 BUCKOAEC OTIYUEG, Mag BonBouv va
XTICOUHE QVOEKTIKOTNTA KAl VA €iJACTE MNIO EUTUXICUEVOI/EC
otn douAeld pag. O1 opyaviopoi unopouv va d1eUKOAUVOUV
TIG OXEOEIG TV epyalopevwy evBappUvovTacg TNV
KOIVGOVIKOMOINON TOUG VIOG KAl EKTOG EpYATiag.

NOHMA

‘Otav ol AvBpwnol Bpiokouv vonua otnv Epyacia Toug

KOl TNV BewpoUlV w¢ €KKAAECUO» TOTE aIoOAvovTal MoAU
ouvdedepévol Pe To endyyeApa touc. AEilel va onueiwBei
OTI N aicOnoN TOU VO UATOC deV CUVOEETAI PE TA XPNHUOTA
AM\G pe dpdoelg nou eubuypappidovtal Pe tig aieg pag,
€EunnPeTei KATI AVWTEPO NEPAV TOU EAUTOU YOG KAl
dNUIOUPYEI TO AiCONPA TOU AVAKEIV YIA EVAV KOIVO OKOMO.
‘Otav évac/pia epyalouevoc/n vicBel 0TI cuvelodEpEel e

TO £PYO TOU/TNG OTO EUPUTEPO KAAO, VIWBEI nAnpoTNnTa,
ouvaicOnuUa NoU AVANTEPVEI TO NOIKO £TCI (OOTE VA PUNOpPE|
Va avtaneEEPXETAl AKOUA Kal 08 SUOKOAEC CUVONKEG Kall
yeyovota. Epyalopevol/ec nou ¢paivetal va avtiAapBdavovtal
TNV EPYACIA TOUG WG KAAECUA EKNANPWONG EVOC AVTEPOU
okonou, éxouv uPnAotepa enineda eulwiag, PuxIkAg Kal
OWPATIKAG Uyeiag, PuxIikNG avBEeKTIKOTNTAG, AUTENAPKEIAG
Kal Ikavonoinong anod tnv epyacia. Otav évac opyaviouog
pnopei va dei€el pe capnvela otoucg epyalOPEVOUG TO TEAIKO
ANOTEAECUA TWV NPEOCNABEIWY TOUG, UNOPEI va KAVEI TNV
€£PYOCia Mo evOIAhEPOUCA KAl AVTANODOTIK.

ENITEYTMATA

O KaBopIoPdC OTOXWY ANOTEAEI GNUAVTIKO HEPOG TNG
NAPAywYIKOTNTAC KAl TNG EUTUXIAC. H Unap&n otoxwyv
NApPEXEI OTOUG/OTIG EpYAlOPEVOUG/EG HIa aioBnon okonou,
d€oeuUoNG KAl KIVATPWY. Evio 0 KaBoplopog Kal n eniteugn
OTOXWV €ival oNUAVTIKN, ol epyalOuevol/eg Ba npénel
eniong va pdBouv va anoAapRdavouv tn diadikacia. Otav ol
OTOXO0I CUVOEOVTAI PE MPOCWNIKES A&ieg KAl BUVATOTNTEG, Ol
epyalopevol/eg eival nio niBavo va anoAapRdavouv to ta&idi
Kal va anodidouv kaAUtepa. EEicou onuavtiko eival to va
opicovtal CUNOYIKOI UETPNCIPOI OTOXOI KAl VA EKTIPATAI

TO NWG N ATOUIKA €NITUXia TPOPOdOTEI KAl TNV €NITUXia TNG
opadag.



Engagement Meaning

Positive Emotions Positive Relationships Accomplishment

AkoAouBwvtag to poviéAo PERMA, ol opyaviGHoi pnopoUv va dnpIoupyAooUV TIG NpolinoBEoeIq yia éva apooiwpéVo Kal
KIVNTONOINUEVO EPYATIKO SUVAUIKO, TO ONOIO CUVENAYETAI VAV EUTUXICUEVO KAl NAPAYWYIKO XWEO EPYATiAG.
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“Otav o1 avBpwrol BpicKkouv vonua otnv Eoyacia Toucg
Kal Tnv BewpouVv w¢ KKaAeoua» tote aicOavovtal mnoAu
OUVOEOELIEVOI UE TO ENAyyeAUa toug”

H Biku XapaAdpnoug éxel 20-€tn d1€BvA epneipia otnv avantugn avBpwnivou duvapikou. Eivai
katoxog MSc otnv Opyavwaoiakr Wuxohoyia kai PhDc otn ©ctikr Opyavwaoiakr Wuxohoyia.

Eival nictonoinuévn eknaideutplia tng ANAA, éxovtacg oxedIAoel KAl epapuooel nave anod 100
€KNAIBEUTIKA Npoypdupata. Exel epyactei wg otéAexog AvBponivou AuvauIKoU o€ MOAUEBVIKEG
Kal KunplaKeg eNIXEIPAOEIC KAl WG AKAdNUATKOG. Eival Ouotipo pEAOG Kal HEAOG TNG ENitponng
EkdooewyV tou Kunplakou Zuvdéopou AleUBuvong AvBpanivou Auvapikou. Eival eniong pélog

Tou Kunpiakou Suvdéopou Mentoring kai Coaching (EMCC Cyprus), Kal E0EUVNTIKO MENOG TNG
EMnNVIKNG Etaipeiag ©etikng Wuxoloyiag. AleuBuvel to Institute of Development, to onoio Napéxel
METAEU AANwYV, cUPBOUAEUTIKN KAl eKNaIdeUoEeIg o Bépata eulwiag Kal OETIKAG KOUATOUPAG OTOV
XWPEO epyaAciag, Napakivnong Kal EVOUVANUWONG ATOUWY KAl opAdwy, BeTIKAG nyeoiag, WuxXIKAG
avBekTIkOTNTAG Kal diaxeipiong anodoong (www.iodevelopment.eu). Esival eniong epeuvATpIa Kal
katéxel tov poho tng Chief Happiness Officer oto epeuvntikd kévtpo CARDET.

ANOPQMOX + EPTAXIA /35



Thelm
—valuat
Skil

Learn why skills and fit are vital to tech
recruitment and how to best assess
non-technical skills in your tech candidates.

Itis clear that digital skills have grown in demand beyond
tech companies and outside of IT functions. In the technol-
ogy domain, having people that possess the needed tech-
nical skills and strategic acumen is pivotal. However, just
like any other job and role, possessing non-technical skills
is also important. These are skills that transcend functions,
roles, and industries.

Attracting and recruiting candidates who have the right
combination of technical and non-technical skills is not easy,
let alone selecting the ones that fit the function and can
conform to the organization’s values. According to Gartner’s
IT Score for Sourcing and Procurement report, even though
attracting and hiring talent is of high priority to many com-
panies, itis still of low maturity. This means that despite the
immense importance, many organizations’ talent acquisition
functions are still not fully developed nor aligned with the
priorities. Whether organizations are ready or not, knowing
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oortance of
ng Non-Technical
s in Tech Talent Hiring
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how to attract top tech talent, assess them properly and
objectively, and select them is critical for success.

This is why hiring tech talent is so much more than just
hard skills and acquiring talent that fits the role will make a
difference.

Why Skills and Fit Are Crucial in Tech Hiring

Inthe world that is getting increasingly digitalized, humans
are still the beating heart of everything we do. You can buy
and invest in any technology you want, but a digital future
depends on people and their efforts—after all, who leads
digital transformation..? People! not robots.

Various talents must work together to make tech projects
happen and succeed. Therefore, you need people that are
not only skillful, but also collaborative, communicative,
and creative. Gathering technically adept people togeth-
erin one room will not work if they do not have the ability
tolisten to each other’s ideas nor do they share the same
passion and motivation.

Gartner’s Top Priorities for IT: Leadership Vision for 2021
report mentioned that to catch up with the speed of trans-
formation in technology, namely analytics, Al, and robotics,
organizations must focus more on competencies rather
than mere technical skill sets. Tech giants like Google also
agree that what makes a great tech candidate is beyond
hard skills, because together, technical and non-technical
skills make up for a job fit.

And why is this so crucial? It is because:

1. Skills can be taught, but character cannot

You can teach someone new skills, but you cannot change
who they are—not really. When you see a candidate, who
has the right vision and ideal personality for the role but
lacks the experience or technical background in one par-
ticular programming language, do not sort them out yet.
This doesn’t mean to take away the importance of possess-
ing technical skills and background, but many technical
skills can be developed through on-the-job training and
courses. Organizations need to take charge and act as
mentors who nurture, upskill, and coach their people, no
matter what their roles and functions.

2.Bad tech hires can be costly

Do not underestimate the impact of bad tech hire. Hiring
the wrong person can affect not only the morale of the
team, but also the organizations product roadmap. Can-
didates who are smart individually but cannot functionina
team, cannot adapt to changes, or are unmotivated are less
likely to be high performers.



3. Overall fitincreases performance and productivity

When a candidate’s personality, motivation, experience, and
skills fit a role, the individual will be more satisfied with the
job. This will eventually lead to commitment and productivi-
ty. Think of yourself—if you are in the candidate’s position—if
you are hired for a job that fits you, you will feel more moti-
vated to do your best compared to if you are hired for a job
that does not suit who you are and what you can do.

Our global research in collaboration with some of the big-
gest tech companies revealed the Essential Non-technical
Skills for Technology Professionals. Below you will learn
more about what important competencies you need to look
for in your tech candidates and how to assess them.

When a candidate’s personality, motivation, experience,
and skills fit a role, the individual will be more satisfied with
the job.

The Essential Non-technical Skills for Tech Jobs

1. Works to high-quality standards - This is true no matter
what your tech stack is and no matter how large a QA func-
tion you might have.

2.Maintains good working relationships - Remember, the
success of a project does not depend on a single per-

son. There are always multiple stakeholders involved in it
ranging from business managers, engineers, scientists,

to suppliers. The ability to listen to others, build trust with
each other, and work together to achieve the common goal
is the one that makes a project successful.

3. Critically evaluates - This relates to the ability to un-
derstand issues, look at them from different angles and
perspectives, and create a logical connection between
differentideas.

4. Uses time efficiently - Every job has one thing in com-
mon: deadlines. It does not matter if you work in ares-
taurant or a tech company, you have to deliver something
within a time frame. Knowing how and what to prioritize as
well as being able to work efficiently to meet deadlinesis
definitely a great quality for any tech hires to have, as tech
jobs are often project-related.

5. Adapts to change - Nothing goes smoothly all the time,
but the ability to adjust quickly and calmly to changesis
indispensable for success.

6.Generates new ideas - Sometimes disruptions can hap-
penwhen you run a tech project. Candidates who are able
to think out of the box and deliver creative solutions are
certainly valuable to any organization.

7. Makes quick decisions - Even decisions involving some
form of risk need to be made quickly now and then.

8. Analyses information - Information will come from every-
where—managers, customers, data, support tickets, com-

petitors. Knowing what key information to pay attention to,
weigh up, and act upon is critical.

9. Learns quickly - The highest performing engineering
organizations do not sit still. There are new technologies,
ways of working, and techniques to adapt to and adopt.
Having a learning mindset is key.

10. Strives to achieve - This includes setting demanding
goals and making a determined effort to meet or exceed
them.

How to Best Assess Non-technical Skills in
Tech Candidates

Now that you know all the competencies crucial to tech
talent recruitment, you need to know how to assess them
properly. Use scientifically proven tools that provide ac-
curate and comprehensive insights on your candidates, so
you can make the best and objective decisions. Specifically,
you can start with the following tips:

- Create a set of criteria to measure against. There are so
many considerations and key factors in tech recruitment
which range from what makes a tech talent great toim-
proving diversity. When you plan, think of what quality you
want in candidates and what you want to achieve and list
your preferences.

- Combine technical skill assessment with non-technical
skill assessment. Measuring skills in one programming lan-
guage is one part, but not all of the equation when finding
high performers. Conduct a multi-method assessment to
better evaluate your candidates. Match up a technical skills
assessment such as Coding Interview in conjunction with
non-technical skills assessment such as behavioral, per-
sonality and cognitive ability assessments.

“just like any other job and role, possessing
non-technical skills is important. These are skills that
transcend functions, roles, and industries”

SHL’s science and technology maximizes the potential of your company’s greatest asset - your people. From
Talent Acquisi-tion to Talent Management, we help you create the diverse, ag-ile, and innovative workforce

SHL.

Greece &
Cyprus

you need to succeed in an unpre-dictable environment. Our unmatched portfolio of products, driv-en by
a team of over 300 people scientists, helps measure skill, personality, motivation, job fit, and behavior. We
deliver more than 35.000.000 assessments globally every year for more than 10.000 organizations.
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O POAOC TNC dleUBuUVONC
AVOOWIMNIVOU OUVAUIKOU OTO

XCOPO TN

Tou Agutepn M. KoAokaoidn

TAV UIAGUE YIA «avBpwMIVO SUVAUIKO»,

ouvnBwWC 0To HUAAO PaG EpyovTal

évvoleg onwg «dieubuvon» (manage-

ment) kai «avantugn» (development).

H aAnBeia gival 6t 0 cuvduaouog twv

Mo NAVW EVVOIWV UNopouy, KAl NPENEI,
va ouvduaotoUv YETAEU Toug, adou Kauia and tig duo
dev ynopei va AeItoupynoel aNOTEAECHATIKA XWPIG TNV
ouvunap&n ye tnv AAn. H avaykaiotnta epapuoyng Kal
TV dUO EVVOIWV TAUTOXPOVA €ival NTOAU oNUAVTIKA yid va
UMOPECEI YIa ENIXEIDNON VA NPOXWPNOEI YE ENITUXia oTtnv
eniteu&n twv oTOXwWV TNG.

O otoxog tne dielBuvong avBpwnivou duvapikou gival

va eEaodpaliosl 0TI pyia enixeipnon eival o 6€on va

EMNITUXEI HECW TV avBpwnivewv ndépwy rnou diabétel. H
opOr dlaxeipion TOU NPOCWNIKOU ANOTEAE] Yia avaykaia
dpaotnpliotnta Kal Bacikh eubuvn tng dieuBuvong
avBpwnivou duvapikoU Piag enixeipnong. ZUPdwva Pe ta
6oa avagépel o Boxall (1992): «n 1euBuvon avBpwnivou
duvapikoU anoteAei éva nAaioio (Harvard framework onwg
TO ovopadel), ONou ol NYETEG AVANTUCCOUY WId EIKOVA YIa
TO NG eNBuUPoUV va douv Toug epyalopéVOuc TOUG vVa
OxeTICoVTal KAl VO dvanTtUooovTal JECA OE Yid eNiXeipnon, UE
KUPIO OKOMNO TNV EMITEUEN TWV OTOXWY TNG ENIXEiPNONG».

Eniong, onwg avagpépel o Armstrong (2008), ta KuploTEPa
XAPAKTNPIOTIKA TNG Evvolag AleuBuvon AvBpwnivou
AuvapuikoU anotedouv: «H anodoxr kai diaxegipion tng
AldPOPETIKOTNTA, N ZTPATNYIKA, N NPOCEYYION OTIG

C AYOOAC EOYACIAC

EPYACIOKEC OXEOEIG, KAI Ol A&IEG TWV ENIXEIPNOEWV PE
€Udaon otig NBIKEC Kal KOIVWVIKEC a&iec». EninpocBeta
tovidel 6t ta Baoikd oTolxeid TG avantuéng tou
avBpwnivou dUVAPIKOU AanoTeEAOUV:

H MdBnong (Learning) - nou opidetal anod toug Bass
kal Vaughan (1966) w¢ pia «oxetikad poviun ahhayn otn
oupnePIPOPA WC ANOTEAECUA TNG NPAKTIKAG epneIpiac»
N onwc o Kolb (1984) to nepiypddel NPOKEITAl yIA «Tn
onpavtikotepn diadikacia tng avBpwnivng NPOcAPUOYNGY.

H Eknaideuon (Training) - nou opidetal wg «n
NEOYPAPUATIOUEVN CUCTNUATIKA TPONONoiNon TG
oupnePIpopPAC YECA anod Ta NPoYyPAUPATA KATAPTIoNG, Nou
ENITPENOUV OTa AToWa va enituxouv ota diddopa enineda
YVWOoEWY, OeEIOTATWY KAl IKAVOTHTWV NOU anaitouvtal yid
VA ENITEAECOUV TO £PYO TOUC ANOTEAECUATIKAD.

H Avantu&n (Development) - nou opidetal wc «n
avantuén f uhonoinon TNG IKavOTNTAC KAl TNG duvatotntag
EVOG ATOPOU PECW TNG NAPOXAC EKNAIdEUONG KAl TWV
EUNEIPICOV.

H Maideia (Education) - nou opidetal w¢ «n avantuén
TWV YVWOEWV KAl a&IV Ye KaTavonon Onwc analiteital o
OAEG TIG NTUXEG TNG NG, MAPA PE CUYKEKPIPEVOUG TOUEIQ
dPACTNPIOTATWV.

Aeutépng M. Kohokaaoidng, PhD, DSc, GCDFI, CCSP, FCLP

‘Exel onouddoel Méoa Madikng Evnuepwong kal Aloiknon Enixeiproewy pe e&eidikeuon otn
AleuBuvon AvBpwnivou Auvapikou. Epydotnke oto napeABov oe M.M.E. evd ta teAeuTaia xpovia
dPACTNPEIONOIEITAl OTO TOUED TNG EKNAIdEUONG apXIKA WG YPADEIOKO MPOCWMIKO KAl APYOTEPA WG
>UpBouAOG ZnoudmV Kal KaBnyntng otov Touéa tng TpitoBaBuiag Eknaideuonc. Kanoia and ta

dpBOpa tou dnuoocieltnkav ot dieBVr NePIOBIKA.

OAOKANPWOE ENITUXWC TO NPOYypPaAppa «Professional Development in Promoting UK Education &
Training» (EducationUK) nou npoodépetal ano to British Council, to onoio tov kaBiotd NnAnpweg
AVAYVWPICPEVO YIA TNV NPOodopd EKNAIDEUTIKWY UNNPECIWY, KOBWCG KAl T Npoypduuata

ICEF (IATC, IEAC, CCEA) pia Niota MpaKTIKAG KAl ENAYYEAPATIKAG KATAPTIONG YIa cuuBoUuAoucg
onoudaotwy. Eniong, niotonoin®nke ano to National Career Development Association otiq
Hveopéveg MoAiteieg (NCDA, HIMA) wg Facilitating Career Development Instructor (eLearning
Specialty) ka1 wg Certified Career Services Provider (CCSP). EninpocOeta, to Center for Cre-

dentialing & Education tov avayvwploe wg Global Career Development Facilitator Instructor

(GCDFI-CCE, HIMA). TéAog, £xel yivel anodektog we Fellow Certified Leadership Practitioner and
to Australian Graduate School of Leadership (FCLP-AGSL). Mpdodata diopiotnke wc Associate
Professor oto Ballsbridge University, eve to California University FCE tou anéveiye tov titho Pro-
fessor otov topéa tng Enikoivwviag kail AleUBuvong AvBpwnivou Auvapikou.
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ntergenerational
_earning and the
Benents of
Reverse 4 =
Mentoring *

oy Kiki Kallis

In today’s business world it is not uncommon to find people from 4 different generations actively contributing to the
performance of their organisations. With decreased fertility rates, increased life expectancy and more people over the
age of 65 willing to continue working, some organisations have Baby boomers, Generation X, Millennials and Generation Z
workers working alongside each other. Each generation and each individual have their own characteristics, strengths and
competencies they bring to the business table. However, even though many organisations are quite diverse in their work-
force make-up, they fail to create a sense of belonging.

If employees do not feel welcomed their wellbeing and engagement can take a hit, leading to a decrease in their produc-
tivity. Research has demonstrated that organisations which foster Diversity, Equity, Inclusion & Belonging are 81% more
likely to have higher customer satisfaction and 45% more likely to retain their employees. One way of creating such an
inclusive, diverse environment with a sense of belonging is by encouraging the interaction between different age groups
in the workplace and providing equal opportunities to training and development, as well as intergenerational learning.

What is intergenerational learning and why is it important?

Intergenerational learning is defined as the way in which people of different generations can transfer knowledge to each
other. When different generations work together to exchange views, impart knowledge and values, and develop skills
through their interaction, it becomes an important aspect of lifelong learning that is significant to all people regardless of
age. Through intergenerational learning, mutual understanding and the development of an educational relationship are
promoted, while at the same time the generational gap phenomenon can be reduced.

Younger labour is considered cheaper and thus more attractive to many cost-conscious employers who don’t always re-
alise the benefits of hiring more experienced, older workers who are typically able to perform at a faster rate. Rather than
considering it a problem, employers need to see an age-diversified workforce as the actual advantage thatitisin repre-
senting society and its changing demographics.

By putting the right mechanisms in place, giving the opportunity for people of different age groups to interact, exchange
views and learn from each other a number of benefits exist for employees and organisations. First and foremost, inter-
generational learning challenges discrimination / ageism.
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What can employers / HR professionals do to promote intergenerational learning?

How can organisations promote more interaction, collaboration and learning between the different employee age-
groups? For this type of learning to succeed in organisations, it’s important that leadership/management is supportive of
such efforts, starting from hiring and retaining employees of all age groups. A few more ideas include:

- Think about intergenerational relationships outside the workplace (for example, grandparents and their grandchildren).
Look at how they interact, the things they learn from each other. What ideas do these bring to mind when considering
the working environment?

- When putting work/project teams together, identify people of different age groups with common goals and values and/
or who have complementary strengths to one another.

- Challenge your own and other people’s stereotypical assumptions about age groups and provide bias-avoidance
training to your organisation.

- Don’t prejudge. Listen to your employees and to what individuals need specifically.

- Allow employees to remain in employment, if they wish, after reaching retirement age.

- Establish an equal opportunities policy to avoid discriminating against younger or older employees.

- Establish employee retention practices such as:

- Creating an employee group with an interest in Age Diversity to discuss/find ways to increase the inclusion of
different age groups and their interactions.

- Pairing mentors and mentees which are not of the same age to create mentoring and reverse mentoring relationships.

What do we mean by mentoring and reverse mentoring?

Typical mentoring is where a more senior and experienced person takes a younger, inexperienced person under their
his/her wings. In the case of reverse mentoring, we see the younger person showing the ropes to an older or more senior
colleague. In reverse mentoring, the mentor’s fresh perspective and usually strong digital skills are used to develop older
workers’/ senior employees’/ executives’ knowledge on technology, social media, and current trends.

Mentors and mentees should have the luxury of scheduling and devoting specific time slots to mentoring/reverse
mentoring. If your organisation values lifelong learning, then it should give employees of all ages the opportunity to
mentor and/or be mentored. This opportunity is manifested when employees are allowed some time “off-duty”’ to
dedicate to the mentoring meetings.

“Research has demonstrated that organisations which foster
Diversity, Equity, Inclusion & Belonging are 81% more likely
to have higher customer satisfaction and 45% more likely to
retain their employees.”
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What are the benefits of mentoring?

Studies have shown that the benefits from mentoring in general are multiple. By engaging in mentoring, both mentors
and mentees:

learn from the experiences of others
- feel supported to succeed in their work
- are encouraged and empowered to develop themselves
- are being helped to recognise and bridge gaps in their skills and knowledge
- feel more confident and valued members of their organisation
- develop their communication skills
- expand their skills in giving and receiving feedback which in turn helps increase their self-awareness
- are helped to identify and achieve goals (development goals, career progression goals, etc)
- assisted in growing their professional network
- develop leadership skills, which helps organisations build stronger succession pipelines

“In reverse mentoring, the mentor’s fresh perspective and usually
strong digital skills are used to develop older workers knowledge

on technology, social media, and current trends”

Reverse mentoring

More specifically to reverse mentoring, listed below are some of the numerous benefits that come to mind.
endorses a more age-diverse and inclusive organisational culture

. develops connection and engagement between generations
promotes collaboration amongst people who would otherwise may not have opted to work together,
breaking down barriers to social exclusion and segregation in the workplace

- enhances communication and knowledge-sharing across different people and departments

- allows junior employees to share their digital skills with executives or older employees, helping them to stay up to date
helps tackle age-related stereotypes

- empowers young employees to voice their opinions in a safe environment
increases the retention of millennials
improves older employees’ sense of self-efficacy as they build confidence in using technology and in discussing
digital topics at work

- assists people of different age groups to get more easily embedded in the organisational culture
increases loyalty and commitment, thus boosting employee retention rates

- safeguards mental health and motivation, consequently advancing wellbeing, resilience and employee engagement
increases the productivity of those involved and the performance of the organisation
improves new employees’ critical business skills. While senior employees may lack in technology advancement, they
usually have more business skills than their younger counterparts. The more junior member of the mentoring
relationship learns inside information such as how the company works, the right terminology to use when discussing a
business concept, what steps to follow and when.

Within the framework of intergenerational learning, an ERASMUS+ project, LearnGen, has developed training material
both for mentors and managers who want to promote intergenerational learning in their workplace. The project, which
is funded by the European Union and managed in Cyprus by the NGO CARDET and the Institute of Development, aims to
support managers and trainers to design, implement and monitor effective inclusive policies and practices to combat
ageism and social exclusion. HR professionals are urged to check out the project’s Facebook page, explore its website
(www.learngen.eu), and use the free resources available on the eLearning platform to support their age-diverse teams
develop core skills necessary to teach and learn from each other, improve collaboration and overcome skills mismatches.

Kiki has a dual Bachelor’s degree in Psychology and Human Resources Management from
Keele University and a Master’s degree in Human Resources Management from the University
of Leeds. With an international career spanning over 20 years, she currently works as the HR
Manager for the non-profit research organisation CARDET. She is passionate about Talent
Management, Inclusion and Diversity, Employee Wellbeing and Employee Engagement. She is

a Fellow member of the Cyprus HR Management Association of which she served for a number
of years as a Board member and an active Member/Editor of the Publications Committee. She
is also an Associate Professional Member of the CIPD and a Certified HRDA trainer.
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CyHRMA MEMBERSHIP

MEMBERSHIP BENEFITS

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

+ Arich network of Human Resource Management professionals.

+ Updates on current Human Resource Management trends and issues.

» The opportunity 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.

+ Use of the CyHRMA Library “Costas Papakyriacou”.

+ Access to free professional publications and resources on Human Resource Management issues
(e.g. People + Work magazine, worldwide publications, surveys and articles).

» Access to exclusive content on the CyHRMA website.
To find out more visit our website: www.cyhrma.org/MenuPages/exclusive

+ Fellow Members, Full Members, Associate Members and Corporate Members through their
representative(s) can vote for a new Board of Directors at the Annual General Meeting.

+ Fellow Members, Full Members and Associate Members are entitled to write next to their name the

relevant designationsi.e. FCyHRMA, MCyHRMA  ACyHRMA.

REASONS TO BECOME A CyHRMA CORPORATE MEMBER

CORPORATE MEMBERSHIP BENEFITS

IN ADDITION TO THE ABOVE MENTIONED BENEFITS, THE CORPORATE MEMBERSHIP
ALLOWS ANY ORGANIZATION TO ENJOY ALSO THE FOLLOWING:

» Freelistingin a special page in the journal “People + Work”.

+ Freelisting in a special page on our website:
www.cyhrma.org/MenuPages/corporate-members-directory

+ Usethe Logo of the Association on the Organization’s letterhead and include a mention that the Organization
is a Corporate Member of the Association (free after approval).

+ Discounts on email distributions to the members of the Association

+ Discounts on advertisements in “People + Work".

METAKOMIZATE ZE NEO zNITI; AAAA=ATE EPTAZIA / EPTOAOTH;

EXETE METAKOMIZEI ZE NEA TPA®EIA;

EXEI AAAAZEIH AIEYOGYNZH ZAX (HAEKTPONIKH KAl MH);

Ae BéNoupe va xAoel KAaVEVA PJEAOG PAG KAMOIA Ano TIG EKOOOEIG PAG! Av EXETE HETAKOMIOEI ) ExeTte aAA&el epyodoTn,
NAPAKAAOUUE ONWG ANOOCTEIAETE TA OWOTA OTOIXEIA ENIKOIVWViAg oag oto info@cyhrma.org.

MOVED HOUSE? CHANGED JOBS / EMPLOYER?

HAVE YOU MOVED YOUR OFFICES?

CHANGED ADDRESS (ELECTRONIC OR OTHERWISE)?

We don’t want anybody to miss out on our publications! If you have moved house or changed employer please e-mail
your correct contact and/or professional details at info@cyhrma.org.
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A KARITZIS & ASSOCIATES L1C

A.KARITZIS & ASSOCIATES LLC

Arch. Makariou lll Avenue 228,

Agios Pavlos Court, Block B, 4th Floor,
3030 Limassol, Cyprus

Tel: +357 25028114 / Fax: +357 25028115
Contact: Elena Karitzis
mail@karitzis.com

www.karitzis.com

Wallsbribge Business Centre

INTERHATIGHAL FACULTY OF BALLSERIDEE UNWERSITY

BALLSBRIDGE CYPRUS -

CENTRE OF BALLSBRIGE UNIVERSITY
30A Ippokratous Street,

1011 Nicosia, Cyprus

Tel: +357 97617535 / Fax: N/A

Contact: Lefteris Colocassides
lefterisc@cytanet.com.cy
www.bucentre.com

CcrRC | HR Solutigns®

CHARAKIS RESEARCH & CONSULTING LTD
10 K. Charakis Street,

3041 Limassol, Cyprus

Tel: +357 25366571 / Fax: +357 25355463
Contact: Micheal Charakis
info@crccy.com

www.charakis.com
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CYPRUS EXAMINATION CENTER
Anemonas 27,

2051 Strovolos, Nicosia, Cyprus
Tel: +357 22255592 / Fax: N/A
Contact: George Charalambous
info@cec.com.cy
www.cec.com.cy

Carnegie

DC PERSONAL AND PROFESSIONAL
DEVELOPMENT LTD

25 Minoa,

7102 Larnaca, Cyprus

Tel: +357 96535300 / Fax: N/A
Contact: Dinos Demetriou
dinos.demetriou@dalecarnegie.com
www.cyprus.dalecarnegie.com

EY

ERNST & YOUNG CYPRUS LTD

P.O. Box 21656,

1511 Nicosia, Cyprus

Tel: +357 22209999 / Fax: +357 22209997
Contact: Maria Sergiou
Maria.Sergiou@cy.ey.com

www.ey.com

GEORGE K. KONSTANTINOU LAW FIRM

Gladstonos 55, Roussos Center Point, 5th floor

Office 5E, 3040 Limassol, Cyprus
Tel: +357 25368683 / Fax: N/A
Contact: Marios Konstantinou
marios@gk-lawfirm.com
www.gk-lawfirm.com

WAIRTRANS

AIRTRANS GROUP LTD

P.O. Box 25532,

1310 Nicosia, Cyprus

Tel: +357 22559000 / Fax: +357 22559111
Contact: Andreas Papadopoulos
info@airtrans-group.com
www.airtrans-group.com

ﬁ CARDET

CARDET

Lykavitou 29 Street, 2401 Nicosia, Cyprus
Tel: +357 22002100 / Fax: +357 22002115
Contact: Marios Pitsillides
info@cardet.org

www.cardet.org

N EEEPilakoutas o

CHARALAMBOS PILAKOUTAS GROUP LTD
14 Meteora Street,

2032 Nicosia, Cyprus

Tel: +357 22586154 / Fax: N/A

Contact: Maria Metaxa
maria.metaxa@pilakoutasgroup.com.cy
www.pilakoutasgroup.com.cy

INTERNATIONAL
IN UTE OF

@ e

STITH
MANAGEMENT

CYPRUS INTERNATIONAL INSTITUTE
OF MANAGEMENT (CIIM)

P.O. Box 20378,

2151 Nicosia, Cyprus

Tel: +357 22462246 / Fax: +357 22331121
Contact: Vicky Katsioloudes
ciim@ciim.ac.cy

www.ciim.ac.cy

Deloitte.

DELOITTELTD

P.O.Box 21675,

1512, Nicosia, Cyprus

Tel: +357 22360300 / Fax: +357 22666006
Contacts: George Pantelides,

Nicos Papakyriacou

hrcy@deloitte.com
www.deloitte.com/cy

»t *m.l: European Institute of
::_EI Hanag-ﬁntnt & Finance
EUROPEAN INSTITUTE
OF MANAGEMENT & FINANCE
101 Acropolis Avenue, 3rd Floor,

2012 Nicosia, Cyprus
Tel: +357 22274470 / Fax: +357 22274475
Contact: Marios Siathas

info@eimf.eu
www.eimf.eu

Gacigs I G
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GEORGE Z GEORGIOU

& ASSOCIATES LLC

1Eras Street,

1060 Nicosia, Cyprus

Tel: +357 22763340 / Fax: +357 22763343
Contact: Natasa Aplikiotou

Email: admin@gzg.com.cy
www.gzg.com.cy

ATANGE D
MANAGEMENT
BEOLUTIONS

AMS ADVANCED MANAGEMENT
SOLUTIONS LTD

27, 25th Martiou Street, D. Michael Tower 23,
Office 206, 2408 Nicosia, Cyprus

Tel: +357 22818185 / Fax: +357 22680707
Contact: Christos Theocharides
info@ams.com.cy

www.ams.com.cy

L
CAREERF

CAREERFINDERS LTD

6th Floor, Athlos Building, 28 Nikis Avenue,
1086 Nicosia, Cyprus

Tel: +357 22002285 / Fax: N/A

Contact: Chris Moore
jobs@careerfinders.com.cy
www.careerfinders.com.cy

n CoONsuLCO

CONSULCO LTD

P.O. Box 26025,

1666 Nicosia, Cyprus

Tel: +357 22361300 / Fax: +357 22361483
Contact: Chrisoulla Kailos
chrisoulla.kailos@consulco.com
www.consulco.com

Cyprus
][ University of

Technology
CYPRUS UNIVERSITY OF TECHNOLOGY
P.O. Box 50329,
3603 Limassol, Cyprus
Tel: +357 25002500 / Fax: +357 25002750
Contact: Constantia Kousoulou

constantia.kousoulou@cut.ac.cy
www.cut.ac.cy

LN\ deltasoft’

DELTASOFT LTD

P.O.Box 16152,

2086 Nicosia, Cyprus

Tel: +357 22375254 / Fax: +357 22519369
Skype: deltasoft_|td

Contact: Katerina Georgiou Email:
kgeorgiou@deltasoft.eu
www.deltasoft.eu

exelsys

EXELSYS LTD

12 Mikynon Street,

1065 Nicosia, Cyprus

Tel: +357 22375034 / Fax: N/A
Contact: Kyriacos Fiakkas
info@exelsys.com
www.exelsys.com

IGRS

RECRUITMENT

GRS RECRUITMENT LTD

Agathangelou Business Centre,

101 Gladstonos Street,

3032 Limassol, Cyprus

Tel: +357 25342720 / Fax: +357 25342718
Contact: Steve Slocombe
jobs@grsrecruitment.com
www.grsrecruitment.com

ARETI CHARIDEMOU & ASSOCIATES LLC
Vasili Michailidi 21,3026 Limassol, Cyprus
Tel: +357 25508086 / Fax: N/A

Contact: Christina Roumba
christina.roumba@aretilaw.com
www.aretilaw.com

CENTMR TRUST SROUP

CENTAUR TRUST SERVICES (CYPRUS) LTD
2 Apostolou Varnava, Centaur House
2571 Nicosia, Cyprus

Tel: +357 22499994 / Fax: +357 22499984
Contact: Demetris Papaprodromou
inffo@centaurtrust.com
www.centaurtrust.com

QCuBE
CUBE AUDIT

P.O. Box 28092,

2090 Nicosia, Cyprus

Tel: +357 22003399 / Fax:+357 22003395
Contact: Andreas Koundouros
info@cubeaudit.com.cy
www.cubeaudit.com.cy

I DanatCon

DANATCON HRLTD

P.O. Box 27672,

2432 Nicosia, Cyprus

Tel: +357 99592353 / Fax: N/A
Contact: Louisa Kyprianopoulou
louisa@danatcon.com
www.danatcon.com

™ ergohomegroup

ERGO HOME GROUP LTD

41-49, Ag. Nicolaou Block B,

2nd floor, 2408 Nicosia, Cyprus

Tel: +357 77771411/ Fax: +357 22352142
Contact Person: N/A
info@ergohomegroup.com
www.ergohomegroup.com

ForwardMindsets >

FORWARDMINDSETS LTD

Vasilis Hapeshis 14, 4156 Kato Polemidia,
Limassol, Cyprus

Tel: +357 99536223 / Fax: N/A

Contact: Elena Maniatopoulou Hadjipanayi
info@forwardmindsets.com
www.forwardmindsets.com

o GrantThornton

GRANT THORNTON (CYPRUS) LTD
41-49, Agiou Nicolaou Str. Nimeli Court,
Block C, 2408 Engomi, Nicosia, Cyprus
Tel: +357 22600000 / Fax: +357 22600001
Contact: Elena Aristidou
elena.aristidou@cy.gt.com
www.grantthornton.com
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GRANTXPERT CONSULTING LTD

47 28th October Avenue, Office 201,
2414 Nicosia, Cyprus

Tel: +357 22669266 / Fax: +357 22669256
Contact: Vassilia Hadjichristodoulou
celia@grantxpert.eu
www.grantxpert.eu

T

IKEA H.M. HOUSEMARKET (CYPRUS) LTD
Verginas 1, 2025 Strovolos, Nicosia,Cyprus
Tel: +357 22502472 / Fax: +357 22502477
Contact: Kyriaki Kyriakou
hmcyprus@ikea.com.cy

www.ikea.com.cy

K
A

CS..

K. A. STAVRINOS CONSULTANTS LTD
Address: P.O. Box 23404, 1683 Nicosia,
Cyprus

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

Website: N/A

MindGeek

MG CY HOLDINGS LTD

Block 1,195-197 Old Nicosia-Limassol Road,
2540 Dali Industrial Zone, Cyprus

Tel: +357 22662320 / Fax: +357 22343282
Contact Person: Joanna Michael
joanna.michael@mindgeek.com
www.mindgeek.com

)
OSs!

OSM SHIP MANAGEMENT CYPRUS LTD
OSM HOUSE, 22 Amathountos Street,
Agios Tychonas 4532, Limassol, Cyprus
Tel: +357 25335501/ Fax: N/A

Contact: George Prastitis
george.prastitis@osm.no
WWW.0SM.NO

/FXPRIMUS

The 5afest Place To Trade

PRIMUS SUPPORT LTD

57 Kolonakiou Str, Linopetra,
4103 Limassol, Cyprus

Tel: +357 25257612 / Fax: N/A
Contact: Natale Mastoroudes
hr@fxprimus.com
www.fxprimus.com

TALENT EDGE LTD (SHL CYPRUS)
1Poseidonos Street,

2406 Engomi, Nicosia, Cyprus
Tel: +357 22007999 / Fax: N/A
Contact: Orfeas Stavrou
info@shlcyprus.com
www.evalion-shl.com
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HEALTH INSURANCE ORGANISATION
P.O. Box 26765,

1641 Nicosia, Cyprus

Tel: +357 22557200 / Fax: +357 22875021
Contact: Maria Michael

hio@hio.org.cy

www.gesy.org.cy

infocrREDITGROUP
md

FeCUrFing ¢ase af m

INFOCREDIT GROUP LIMITED

5A Philippou Hadjigeorgiou,

2006 Nicosia, Cyprus

Tel: +357 22398000 / Fax: +357 22458937
Contact: Andreas Hadjimichael
info@infocreditgroup.com
www.infocreditgroup.com

“/KEOEQ

b dumfr brflm

KESEALTD

Nisou 11, Dhali 2540, Nicosia, Cyprus
Tel: +357 22817900 / Fax: N/A
Contact: Anna Xinistery
central@kesea.com.cy
www.kesea.com.cy

~=4 New Horizons

Learn What Earns
NEW HORIZONS CYPRUS

(EIMF TECHNOLOGY INSTITUTE LTD)
25 Megaron, 2032 Strovolos,

Nicosia, Cyprus

Tel: +357 22251180 / Fax: N/A

Contact: Mr. George Pratsos
info@newhorizons.cy
www.newhorizons.com

X CRtan GRowr

P&P ICE CREAM GROUP

P.O. Box 25040,

1306 Nicosia, Cyprus

Tel: +357 22445566 / Fax: +357 22835738
Contact: Jovanna Papaphilippou
human.resource@pandpicecream.com
www.pandpicecream.com

=

pwcC

PWC CYPRUS

43 Demostheni Severi Avenue,

1080 Nicosia, Cyprus

Tel: +357 22 555000 / Fax: +357 22 555001
Contact: Eleni Vassiliou
eleni.vassiliou@pwc.com
WWW.pwc.com.cy

c ) SoclelSpece

Acedamy

SOCIALSPACE GLOBAL MEDIA LTD
57 Digeni Akrita, Office 201,

1070 Nicosia, Cyprus

Tel: 70 088 088 / Fax: +357 22104880
Contact: Yiorgos Petrakides
y.p@socialspaceglobal.com
www.socialspaceacademy.com

ﬁﬁmwﬁwr

HR INNOVATE LTD

Nikita 5, Agioi Omologites
1082 Nicosia, Cyprus

Tel: +357 22000174 / Fax: N/A
Contact: Katerina Andreou
info@hrinnovate.org
www.hrinnovate.org

l!.i I

INTERFRONTIERS

36 Costa Mishiaouli, 2

450 Kato Deftera, Nicosia

Tel: +357 22625222 / Fax: +357 22625223
Contact: Kyriacos lacovides
kyriacos.iacovides@inter-frontiers.com
Website: N/A

Linkage

T

LINKAGE INTERNATIONAL LTD
11Bouboulinas Street,

1060 Nicosia, Cyprus

Tel: +357 22 030781/ Fax: N/A
Contact: Antonios Theocharis
sales@linkageintlitd.com
Website: N/A

OFFICE OF ELECTRONIC
COMMUNICATIONS & POSTAL
REGULATIONS (OCECPR)

P.O. Box 24412, 1704 Nicosia, Cyprus

Tel: +357 22693000 / Fax: +357 22693070
Contact: Neophytos Papadopoulos
info@ocecpr.org.cy

WWW.OCECpr.org.cy

Pafilia

PAFILIA PROPERTY DEVELOPERS LTD
P.O. Box 60159,

8101 Paphos, Cyprus

Tel: +357 26848800 / Fax: +357 26934910
Contact: Lucy Nicolaou

human.resources@pafilia.com
www.pafilia.com

RENAISSANCE INSURANCE BROKERS LTD
P. 0. Box 28391,

2093 Nicosia, Cyprus

Tel: +357 22311662 / Fax: +357 22311644
Contact: Kyriacos Venizelos
info@rnbrokers.com

www.rnbrokers.com

STAFFMATTERS

Pereara: 3isfl | Terpmeary Sad | Jorissien | Beyred

STAFFMATTERS INTERNATIONAL LTD
P.O. Box 53394,

3302 Limassol, Cyprus

Tel: +357 25341383 / Fax: +357 25353055
Contact: Tony Papadopoulos
tony@smstaffmatters.com
www.smstaffmatters.com

humanasset’

HUMAN ASSET LTD

24 Stasikratous Street, ELKA Court,
Office 104, 1065 Nicosia, Cyprus

Tel: +357 22600191/ Fax: +357 22600001
Contact: Christiana Christofi
christiana.christofi@humanasset.com
www.humanasset.gr

q INVESTCOR
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INVESTCOR CORPORATE LTD

610mirou Str., Joanna Court, Office 203,
3091 Agios Nicolaos, Limassol

Tel: +357 25000333 / Fax: +357 25000133
Contact: Evdokia Efstathiou
info@investcor.eu

www.investcor.eu

A MetLife
Navigating e togather

METLIFE EUROPE D.A.C.

38 Kennedy Avenue,

1087 Nicosia, Cyprus

Tel: +357 22845845 / Fax: +357 2284506
Contact: Florentia Kyprizoglou
contact@metlife.com

Website: www.metlife.com.cy

e
P a

OPEN BOX COMMUNICATION
46A Agias Fylaxeos Street,
3025 Limassol, Cyprus

Tel: +357 96307715 / Fax: N/A
Contact: Deano Symeonides
deano@anopenbox.com
www.anopenbox.com

PHOENIX
LEADERS

PHOENIX LEADERS LTD

Agion Omologiton 97, Agioi Omologites,
1080 Nicosia

Tel: +357 22818000 / Fax: N/A

Contact: Vicky Guezukutchukian
ask@phoenixleaders.co.uk
www.phoenixleaders.co.uk

SAT-7 MEDIA SERVICES LTD

Strovolos Avenue,

2042 Nicosia, Cyprus

Tel: +357 22761050 / Fax: +357 22761040
Contact: Sophia Evangelou
hr@sat7.org

www.sat7.org

SUPERNOVA

SUPERNOVA CONSULTING LTD

P.O. Box 56747,

3309 Limassol, Cyprus

Tel: +357 25817880 / Fax: +357 25817881
Contact: Kyriacos Stylianides
kds@supernova-consulting.com
www.supernova-consulting.com



talentteam

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

1311 Nicosia, Cyprus

Tel: 700 88 520 / Fax: +357 22250520
Contact: Kypros Kyriacou
kkyriacou@talentteam.com.cy
www.talentteam.com.cy

THOMAS POUTAS
INTERMATIONAL

THOMAS POUTAS INTERNATIONAL
ASSOCIATES

Dinokratous 2, Amaral 25, Office 302,
1070 Nicosia, Cyprus

Tel: +357 22422000 / Fax: +357 22759993
Contact: Thomas Poutas
info@thomaspoutas.com
www.thomaspoutas.com

UNIVERSITY OF CENTRAL LANCASHIRE
P.O. Box 42440,

6534 Larnaca, Cyprus

Tel: +357 24812121/ Fax: +357 24812120
Contact: Georgia Kyriacou
info@uclancyprus.com.cy
www.uclancyprus.com.cy

THE CYPRUS INSTITUTE OF
NEUROLOGY & GENETICS

THE CYPRUS FOUNDATION FOR
MUSCULAR DYSTROPHY RESEARCH
P.O.Box 23462,

1683 Nicosia, Cyprus

Tel: +357 22358600 / Fax: +357 22358238
Contact: Anna Michaelidou
annam@cing.ac.cy

www.cing.ac.cy

XM

TRADING POINT OF FINANCIAL
INSTRUMENTS LTD

12 Richard and Verengaria Street,
Araouzos Castle Court,

3042 Limassol, Cyprus

Tel: +357 25029920 / Fax: +357 25820344
Contact: Argyroula Demetriou Loizidou
hr@xm.com

N UMNIVERSITY
A MICOSIA

UNIVERSITY OF NICOSIA

P.O. Box 24005,

1700 Nicosia, Cyprus

Tel: +357 22841500 / Fax: +357 22352057
Contact: Dina Hassabi
hassabi.d@unic.ac.cy

www.unic.ac.cy

NEA MEAH / NEW MEMBERS

MAHPH MEAH / FULL MEMBERS

Ovopatenwvupo / Full Name
Christina Kokkali

Pagona Liggou

Andrie Soteriou

Jennifer Mavrohanna
Natasa Mavrommati
Stephanos Timotheou

THE CYPRUS INSTITUTE OF MARKETING
25 Zannetos Street,

1100 Nicosia, Cyprus

Tel: +357 22778475 / Fax: +357 22779331
Contact: Yangos Hadjiyannis
info@cima.ac.cy

www.cima.ac.cy

TSYS

TSYSLTD

P.O. Box 12691,

2251 Nicosia, Cyprus

Tel: +357 22882600 / Fax: +357 22882982
Contact: Zoe Leonidou
cyprushr@tsys.com

www.tsys.com

@ VASSILIKO
Al

T

VASSILIKO CEMENT WORKS

PUBLIC COMPANY LTD

P.O. Box 21281,

1519 Nicosia, Cyprus

Tel: +357 24845555 / Fax: +357 24845345
Contact: Markos Toumbas
m.toumbas@vassiliko.com
www.vassiliko.com

THE INTERNATIONAL SCHOOL OF PAPHOS
100 Aristotelous Savva Avenue,

8080 Anavargos, Paphos

Tel: +357 26821700 / Fax: +357 26942541
Contact: Amandas Charles
hr@isop-ed.org
www.paphosinternationalschool.com

UNIVERSAL LIFE

UNIVERSAL LIFE INSURANCE PUBLIC CO LTD
P.O. Box 21270,

1505 Nicosia, Cyprus

Tel: +357 22882222 / Fax: +357 22882200
Contacts: Kypros Miranthis, Maria Kakouri
info@unilife.com.cy

www.unilife.com.cy

',l WORKFORCE
INTERHATIOMNAL

WORKFORCE INTERNATIONAL
1Nicolaou Skoufa, Office 202,

2415 Engomi, Nicosia, Cyprus

Tel: +357 22679800 / Fax: +357 22679802
Contact: John Papachristos
john@iwrworkforce.com
www.iwrworkforce.com

AIOIKHTIKO XYMBOYAIO KY.2ZY.A.AA.

CYHRMA BOARD OF DIRECTORS

Mpoedpocg / President

‘EAeva Ztaupivou / Elena Stavrinou

Avtinpoedpog / Vice-President
ABnvd Neogutou / Athena Neophytou

Ivana Savvidou Athina Paschalidou

Evangelia Kokarida

>YNAEAEMENA MEAH / ASSOCIATE MEMBERS
Ovopatenwvupo / Full Name
Natalia Neokleous

Emily lakovidou

Indre Sidlauskaite

Maria Papavasileiou
Charitini Theodorou

OOITHTIKA MEAH / STUDENT MEMBERS
Ovopatenwvupo / Full Name
Maria Siopacha

Panayiota Christodoulou
Artemis Charalambous
Eleftheria Argyrou
Stephanie Spyrou

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

MG CY Holdings Ltd

Cyprus Securities and Exchange Commission

The International School of Pafos

SHL Greece and Cyprus

Grant Thortnon (Cyprus) Ltd

Dimitrios Coumbias
Maria Evangelou

Natalia Palli
Maria-Teresa Lyssiotou
Marios loannides Nemos

Christina Kokou
Kyriaki loannou
Marianna Andreou
Georgia Kantzou
Kyriaki Antoniade

Mpappatéag / Secretary
Mapia l'ewpyiou / Maria Georgiou

Tapiag / Treasurer

Mapiog Xpiotopodpou / Marios Christoforou
BonOog Mpappuatéag / Assistant Secretary
Mapia Znupidng/ Maria Spyrides

MéAog / Member

‘EMn Matoouka / Elli Matsouka

MéAog / Member
Xpiotiva TooAdkn MatoaAn / Christina Tsolaki Patsali

MéAog / Member
Eipéva XatdnBaoiAeiou / Irena Hadjivassiliou

MéAog / Member
EAedva Aypotou / Eleana Agrotou

EMTIMOI MPOEAPOI

HONONARY PRESIDENTS

ApTEUNGg Aptepiou / Artemis Artemiou
Kwotac MNanakuplakou / Costas Papakyriacou
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AITAOHMIZTE 2TO

ANOPQOITO2
+EPTAZIA

To NA€ov enayyeAPATIKO Neplodiko TNG Kunpou oe Bgpata AleuBuvong
AvBpwnivou Auvapikou.

Alapnuidovtacg oto “AvBpwnog kal Epyacia” npowOeite TI unNnNPECieq
KQl TA NPOIOVTA O0AG 0 OAOUC TOUG OVAYVWOTEG TOU NEPIODIKOU KAI TUYXAVETE TNG
avaAoyng NPOCOoXNG KAl avayvwpIiong.

To nep10d1kO Tou EnayyeApatikoU Hag ZuvOECHOU AaUBAVETAI GE NAEKTPOVIKH KAl EvTUnn popdr and MéAn,
EnayyeApatieg AletBuvong AvBpwnivou Auvapikou, AIEUBUVTIKA ZTEAEXN TOU TOMOU YAC, AKadNUAIKoUG KAl
Epeuvntég otnv KUnpo aAAd kal oto eEwTEPIKO, and NYETIKA OTEAEXN TOU TOMOU PAC Nou kaBopidouv To yeAov
TWV ENIXEIPROEWY oTNnNV KUnpo.

ADVERTISE IN
-OPLE
+ WORK

The Cypriot Human Resources Management 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.

FMATNAHPOOOPIEZ ZXETIKA ME KPATHZEIZ AIAOHMIZTIKOY XQPOY /
FOR INFORMATION REGARDING RESERVATION OF ADVERTISING SPACE
CONTACT: ARTEMIS RIALA

Tel: 22 318081/ Fax: 22 318083 / Email: info@cyhrma.org
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SIRM|

SOCIETY FOR HUMAN
RESOURCE MANAGEMENT

Evkekpipévo and 1o SHRM
(Society for Human Resource Management), US

A&loAoynpeévo - MNMiotonoinuévo and Tov
dopéa AlaopdAiong MoldTNTAG Kal e
KOOTIKN xopnyia uexpl €3,420

Cwv

CYPRUS INSTITUTE
JfMARKETING

THE CYPRUS
BUSINESS SCHOOL

BPAAINA MAOGHMATA ZE AEYKQZIA KAI AEMEZO
ME MIKPEZ OMAAEZX AIAAZKAAIAZ

O1 npokAnoei¢ Tou CIM gival yeydAeg, aAAd ol
AVTAPOIBEC akOUN PEYAAUTEPEG. 2ZNouddAleIg oTnV
KuUnpo e XaunAdTePo kKOoTOG, diIddokeoal and
EMNAYYEAUATIEG TOU XWPOOU KAl CUUPOITNTEG COU
eival eniong enayyeAUATIEG TOU XWPEOU.

O1 mBavoTNTEG ENITUXIAG... QUENUEVEG, VIATI EOXECA
o€ ENAPN E ENAYYEAUATIEC NOU icw¢ auplo va gival
Ol MEANOVTIKOI OOU oUVeEPYATEG.

AEYKQZIA 22778475 & AEMEZOY 25343556
www.cima.ac.cy
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PEOPLE + WORK

JOURNAL OF THE CYPRUS
HUMAN RESOURCE
MANAGEMENT ASSOCIATION

ANOPQITOX + EPTAZIA

TO MEPIOAIKO TOY KYTPIAKOY
SYNAEZMOY AIEYOYNZHX
ANOPQIMINOY AYNAMIKOY

T.©.28785,

2082 Aeukwaia, Kunpog

THA +357 22318081/ ®A= +357 22318083
info@cyhrma.org

www.cyhrma.org

P.0.Box 28785, 2082 Nicosia, Cyprus
TEL +357 22318081/ FAX +357 22318083
info@cyhrma.org

www.cyhrma.org




