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Dear Readers,

Happy New and Prosperous Year! We are excited to present to you our
53rd issue of our magazine “People and Work” on this nice wintery peri-
od of the year. This fresh electronic edition of our magazine promises to
X FE offer you updates and insight around hot and challenging issues we come
! o across today!

o
1

In this new publication we outline the recent activities and events initiated
and held by our Association; our successful event drinks with the Board
which once again gave us the opportunity to meet with you all physical-

ly and enjoy everyone’s company. A reference is made on The Business
Breakfast with the hot and challenging topic “Tackling cancer at work: the
employers’ role” and the event Digital storytelling as a tool to embrace di-
versity and inclusion in the workplace. Also, The EAPM Delegates Assem-
bly 2022 which took place on September 2022 in Istanbul and the event
“How to future-proof your HR career by becoming T-shaped”.

We encourage you to read our president’s, Mrs. Elena Stavrinou interview in Gold Magazine on Diversity,
Equity and Inclusion as well as the Interview about the Different Generations in the Workplace, where HR Pro-
fessionals from different industries and backgrounds share their valuable knowledge and experiences.

Additionally, in this issue you will find significant articles to read from HR professionals and experts on cur-
rent important and challenging topics such as «Tackling Cancer at Work: The Employers’ Role», «Ageism

- How can we combat it at the workplace», «Establishing prospects and opportunities for Cypriot business-
es: The enabling role of quantum technologies», «Hellenic Bank innovative feedBank App-How technology
facilitates in building a feedback rich culture», «The Future of HR: From flux to flow», «Can you risk losing our
High Potentials» «Is your High Potential Strategy in place for 2023 and beyond» and «The evolution of the art
of hiring talent».

We hope you enjoy this new face of our magazine and find interesting its material as much as we enjoyed its
preparation for you. Happy reading!

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

Ayanntoi Avayvawoteg/AvayvwoTpIEG,

KaAn Xpovida! 3’ auth tnv opopdn XEIHEQIVA NEPIODO TOU XPOVOU HE IBITITEPN XaPA 0aAG Napoucidaloupe To 530
TeUXOC TOU NEPIODIKOU PaAG KAvBpwnog Kal Epyacia». Auto To TEUXOG, TO OMnoio yia Npatn popd dnUocieVeTal
UOVO O NAEKTPOVIKH Hopdn, UNOCXETAI VA NPOChEPEI CTOUC AVAYVMOTEG TOU EMIKAIQOMNOINUEVEC MANPODOPIES
KO AnOYEIC OXETIKA UE TIC EPYACIAKEG KAl KOIVWVIKEG MPOKANCEIC Nou avTipetwnidel o KAAdog tou AvBpwmnivou
Auvapikou orpepal

> € AuTO TO NAEKTPOVIKO TEUXOG MEPIYPAPOVTAI Ol NPOCHATEG OPACTNPIOTNTEG NOU NEAYUATONOINCE O

> UVOEOUOG PAg KAl YiVETAI avapopd OTNV ENITUXNPEVN HAG EKONAWON, Napouacia tou A.X, otnv onoiad yia akopa
pia popd pac d6ONKe n eukalpia va BpeBou e e UCIKN NAPOUGCIA KAl VA ANOAAUCOUUE TNV KOAR NAPEA OAwWV
oac. livetal eniong avagopd oto Enixeipnuatiko Mpwivo Ye KOAEyov» BEUa KZENEPVWOVTIAG TA EUNOdIA YUPW
ano Tov KApkivo Kal tnv epyacia: O poAog tou Epyodotn/» kal otny ekdNAwon Pe Béua «H Yndlakn aprnynon
w¢ ePYaAEio yia va ayKaAidoel Ttn dIadOPETIKOTNTA KAl TNV €vIa&n oTov Epyaciako Xwpo». Eniong, avadopd
yivetal otn cuvéAleuon «The EAPM Delegates Assembly 2022%» nou npayyatonoinOnke tov Xentéuplo

Tou 2022 otnv KwvotaviivounoAn Kal otny ekdnAwon «How to-proof-proof your HR career by becoming
T-shaped».

>ag npoteivoupe va d1aBACETE TN CUVEVIEUEN TNC NPOESPOU PAC, KAG EAevac Xtaupivou oto neplodiko Gold pe
BEua «AlapopeTIKOTNTA, looTNTA KAl EVTA&n OTO XWEO EPYACIiac®, KAl TIC MOAU eVOIAPEPOUTEG CUVEVIEUEEIG
ano enayyeApartieg tou AvBpwnivou Auvapikou pe Bépa «Different Generations in the Workplace» énou pag
AMNOKAAUMNTOUV TIG YVWOEIG KAl TIC EUNEIPIEC TOUC ENi TOU BEpaToc.

EninAéov, oto teUxoc autd Ba Bpeite dpBpa and enayyeAPaTieg Kal €181IKOUG TOU TOPEA PAG, OTA onoid
polpddovtal TIG YVWOEIG, TIG anOWEIG KAl TIG EYMNEIPIES TOUG OE EMIKAIPA KAl GNUAVTIKA B€uata Onwg
“ZENEPVWVTAC TA EUNOdIa YUpw anod ToV KAapKivo kal tnv epyacia: O poAog tou Epyodotn», « Ageism — How
can we combat it at the workplace», «Establishing prospects and opportunities for Cypriot businesses: The
enabling role of quantum technologies», «Hellenic Bank innovative feedBank App-How technology facili-
tates in building a feedback rich culture», «The Future of HR: From flux to flow», «Can you risk losing our High
Potentials» «Is your High Potential Strategy in place for 2023 and beyond» and «The evolution of the art of
hiring talent».

EAnicoupe va anoAaucete auto To NAOUGCIO TEUXOG KAl va To Bpeite evdlapEpov 00O anoAaUcaAUE KAl EUEIC TNV
npoetolyacia autou. Happy reading!

Xpiotiva TooAdkn MatcaAn
MéEAog AloikntikoU Zupouliou tou Ku.Zu.A.A.A., YneuBuvn EKdOoEwV Kal Enikoivoviag

VINAL HL OUV

410N S/ gd01L1dd / H
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TRAIN THE BRAIN

EMBRACE
THE NEW ERA
WITH

HR

INNOVATION

PROTOCOLS 7

I‘Eam. Presents the

e make it happen

MODEL

Our mission is to train HR Professionals while using the latest global instruments in
order to embrace the digital era and create an agile future-oriented workplace.

® Corpporate coaching and consulting
® New HR hybrid model based on positive and cognitive psychology
® Restructuring the company culture

For more information please contact us:
oudream | ,
m y info@you-dream.com +357 250299 90
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[MTPO2OATE2 APA2EIX

23.09.22

ASSOCIATION

EkONAwon pe to AloIKNTIKO ZUuouAio
Drinks with the Board

NG ApTeuIg PIaAd

Tnv MNapaokeun 23 ZentepBpiou 2022, 0 Ku.Zu.A.A.A.
dlopydvwaoe ekdNAwon dIKTUwOoNG: €Motd Pe To AIOIKNTIKO
>UpBoUAIO», e neplocdTeEPOUG and 80 CUUUETEXOVTEC.

H ekdNAwon eixe okono va 3w Oel TNV EUKAIPIA OTa PEAN KAl
®iAOUG TOU CUVOECHOU YOG VA cuvavinBouv e cuvadEéAPoug
KAl oUVEPYATEG and Tov Topéa tng AleuBuvong AvBpdnivou
Auvapikou, kal napdAnAa va poipactolv andyelg,
avnouyieg, I0€eq KAl EI0NYNOEIG aneuBeiag e Ta YEAN Tou
AloikntikoU XupBouAiou tou Ku.Xu.A.A.A.'OANa autd PpUCIKA
o€ €va euxaploto nepiRallov, anoAauRavovtag wpdio
KPaoAKI Je KAAr napéa.

H ekdrAwon dIAoEevAOnke and to unapdki La Isla, otn
AEPECO PE XopNnyo TNV eTalpegia XM. Htav to téAslo y€pog yia
€va XOAQPWTIKO andyeupa Ye KahoUg PpiAoug Kal CUVEPYATEG,
pe B€a tnv BAAacoa, anoAauoTiKA NIATA KAl KAAS Kpaoi!

Ta PEAN TOU ZUVOECHOU JAG NOU CUMMETEIXAY, Eixav TNV
£UKAIPIA VO EKPPACOUV TIC EICNYATEIG TOUG VIA JEANOVTIKEC
dPACTNPIOTNTEG KAl NPwWTOoRoUAiec nou Ba pnopsi va
UAOMOINCEI 0 ZUVOECHOG NPOG OHEAOC OAWV TWV PEAWYV TOU.

H npooéAeuon Atav e€alpetikn. Ta YEAN Tou AlOIKNTIKOU

S upBouliou, KAAWCOPICAV OAOUG TOUG CUPHETEXOVTEG OTNV
eKONAWON, KAl endivecayv tn okAnpn douAeld nou yivetal
and oloug, eniBeRaiovovtag napdAnAa tn décpeucn Tou
AloIKNTIKOU XupBouAiou KAl Tou ZuvOECPOU va CUVEXICOUV
TNV NpoondBela Kal TIG EVEPYEIEG MOU ANOCKOMOUV TNV
nEowONoN TOU ENAYYEAUATOC YOG KAl OTNV OTAPIEN TwV
£NAYYEAUATICOV OTOV TOUEA AUTO. TOVIOE TNV AVAYKN Kal TN
onpaacia Tou va gival 0 ZUvSeCPOG KOVTA OTd JEAN TOU OTa
nAaiocla tng eniteu&ng Twv oTPATNYIKWY TOU OTOXWV.

Mia enituxnuévn Bpadid nou EKAEICE Ye BeTIkKG oxOAIa ano
6Aouc.

‘Eva peydAo euxaplotw o€ OAOUC OCOUC NAPEUPEBNKAY, KAl
dUCIKA oTnV gTalpeia XM nou xoprynoe tnv ekONAWOoN Kal
TNV ayaotr cuvepyaaoial

On Friday, 23rd of September 2022 late afternoon, the
networking event “Drinks with the Board”, was organised
by CyHRMA and more than 80 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, by the sea.

The event was hosted at the bar La Isla, in Limassol, 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 share their thoughts 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 to all participants and of course to XM
for sponsoring the event and the great cooperation!

ANOPQMOX + EPTAXIA /9



RECENT ACTIVITIES
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11.272

—ENEPVWVTAC Tta Epnoddia Nipw
ano tov Kapkivo ka1 tnv Epyaocia:
O PoAoc tou Epyodotn/

Tackling Cancer at Work:

The Employers’ Role e sopcpiane

> € NOMEG EUPWNATKEG XWPEG, EVAG OTOUG TPEIG
avOpwnoug Oa diayvwaoTei Pe KAPKIVo PEXPI TNV
nAikia tev 75 etwv. Enopévwg, wg EnayyeApatiag
AvBpwnivou Auvapikou, Epyodotng ry AleuBuvtnig,
gival mBavo va kaAeoteite va diaxeipioteite
KOTAOTACEIG ONOU TO NPOCWNIKG CAG 1 TA ayannuéva
ToUuG Npdcwna Ba £pOouv AVTIYETWNOI YE TN HAoTIya
TOU KapkKivou. Kal napdAo nou n euaicOntonoinon yia
TOV KapKivo €xel augnBei noAU tig teAeutaieg dekaeTieg,
n dlaXEiPIoN TWV OXETIKWY BePATWY NOU NPOKUMNTOUY,
n oulrtnon KAl N avoIKTH EMNIKOIVLVIA YIA TOV KAPKivo
OTOV EPYACIAKO XwPo, eEakoAouBei va gival tapnou.

Méoa og autd to NAdiclo, 0 Kunplakog SUvOECUOG
AleBuvong AvBponivou AuvapikoU 31opyAavwoe
otig 22 NoepBpiou 2022, otnv EAAnvikA Tpanela,
AeUKwWOoia, dwpedv PINAVOPwWNIKO ENAYYEAUATIKO
NPEOYEUPA HE TITAO €=ENEPVWVTAG TA EPNOdIA YUPwW
and tov Kapkivo Kal tnv epyacia: O pédAog tou
epyodotn», ye tnv otnpIEn tou MAZYKAD kai xopnyo
tnv EMnvikA Tpanela.

e -

Tehied ¥mdfun
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OuiINATPIEG ATav ol EpiAu Mavayictou (Kovoovikn
Agitoupyog, MASYKAD) kai Aptepig Koyativa
(ZupBouleutikn Wuxohdyog/ Suvtoviotpia
WuUXOKOIVOOVIKAG Yrnpeoiag, MASYKA®D)

Katd tn didpkela tng ekdnAwonc, 40 CUPUETEXOVTEG
gixav tnv eukaipia va AUCoUV anopieg Kal va
avtoAdaEouv 18éec. H ekdnAwon otédpOnke pe
peydAn enituxia, kaBwg n avatpopoddtnon ano
TOUG NAPEUPICKOPEVOUG ATAV NOAU BETIKNA WC NPOG
TO NEPIEXOMUEVO Kal TN dlopydvwaon.Eniong, otoug
OCUUUETEXOVTEG Exouv doBoUv odnyoi nou €xouv
oxedlaotei ano to ECL - Association of Europe-
an Cancer Leagues nou nepiéxouv KATeUBUVTINPIEG
VOO UMEG KAl KAAEG MPAKTIKEG YIA XEIPIOPO TETOIWV
BePATWY OTOV EPYATCIAKO XWPO.

©a akoAoubnoel oTIg eNOpEevVeC OeAiIdeC OXETIKO ApBpo.

In many European countries, one in three people will

be diagnosed with cancer by the age of 75. Therefore,
as an HR professional, an employer or manager, you

are likely to face a situation where your employees or
their loved ones are affected by cancer. And although
cancer awareness has greatly increased in the last
decades, managing cancer at work is still a taboo, with
a key challenge being poor communication between
employees diagnosed with cancer and their employers.

Within this context, CyHRMA organized a Business
Breakfast on the subject of “Tackling cancer at work:
the employers’ role” on the 22nd of November, at Hel-
lenic Bank, in Nicosia. The breakfast was supported by
PASYKAF and sponsored by Hellenic Bank.

The presenters of the event were Ms. Artemis Komati-
na (Counseling Psychologist/Psychosocial Service
Coordinator of PASYKAF) and Ms Emily Panayiotou
(Social worker, PASYKAF).

During the breakfast 40 participants had the oppor-
tunity to ask questions and share experiences. Par-
ticipants found the breakfast really interesting and
beneficial. The participants also received a manual
designed by the ECL - Association of European Can-
cer Leagues containing guidelines and good practic-
es for handling such issues in the workplace.

A related article will follow on the following pages.



ApOpo / Article:
Apteuic Kopativa & EuiAu MNavayiwtou

10 ano TIC Nio SUCKOAEG eYnelpieg ot

Jwn evocg avBpwrnou gival étav pabaivel

6t ndoxel ano kanola coBapn acBéveia.

>INV NgPINTWOoN TOU KapKivou, To dkououa

Kal povo tng AéENg npokaAei tepdotia

AVAOoTATWOoN Kal oo kKaBoTI npodKeital yid
pia aoBévela pye NoANdG npoowna, Ye to kabéva va xpndel
SIAPOPETIKA AVTIPETWNION KAl CUVABWG Pakpdxoovn
diadikacia Begpaneiac.

AveEapTATWG TOU €idOUG KAPKiIVOU Kal TG NPOYyVwong,

TO ATopo KaAeital va diaxeipiotei DIAPOPES MPOKAATEIG
pEoa anod TIG aAAAYEG MOU NEOKUMNTOUY, ONwWC AAAVYEG
oTNV KaBNPEPIVOTNTA KAl POUTIVA, OTOV OIKOYEVEIOKS
pOAo nou diatnpei, otnNV Kolvewvikh {wn, otny aicOnon kai
€1KOVA TOU €0UTOU, KABWG KAl AANAYEG OTNV OIKOVOUIKA KAl
EMAYYEAPATIKA TOU KOTACTAON.

>INV NPoondBbEeia NPOCAPPOYAG TOU ATOUOU OTh VEQ KATAOTAON,
n CuUVAICONUATIKA AVATAPAXN €ival avanOpEUKTN KAl CUVOEETA
JE EvTova ouvaIoBnUaTa, Onwc cuyxuon, SuchioTia, Ayxog,
BAiYN, ORo, aneAnicia, pova&id kal MOAG AAAa.

Katd cuvéneia, n euneipia Kapkivou onuatodotei Pia véa
NEAYPATIKOTNTA NOU AMnaltei TNV Avanpooapuoyr Tou
atopou o€ OAa ta enineda. Mia tétola vooog dev ennpeddel
povo to atopo nou AapBavel tn didyvwon, aAd Kal Tov
KOIVOVIKO TOU NEPiyupo. MEPav TNG OIKOYEVEIAC KAl TOU
oTevoU KOIVOVIKOU SIKTUOU Tou KABe atopou, cadpéotata
UMOPEi VA ENNPEAOCTEI KAI TO ENAYYEAUATIKO TOU NePIBANOV.

JUYKEKPIPEVA OTOV ENAYYEAUATIKO TOPED, ATOUA PE EPNEIPIa
KapKivou cuxva avtiyetwniouv SUCKOAIEG. ZUPdwva PE
BIEOVEG PEAETEG, TO NOCOOTO AvePYiag YeTA anod KApKivo
au&dvetal, KaBwg napatnpeital kai n aA\ayn epyaciag
g€pyodoTN, N NpdwpEn cuvta&lodotnon aAAd Kal N anoAuon.

EninAéov, éva onuaviikd Nocootd ATOPWY AVAPEQOUV
ENeIln unootnPIENG anod Toug cuvadEéAPouc f Tov epyodotn
KAl aveniBupunteg aAayEg otny KATAoTAoN €pyaAciag, Onweg,
yEion Twy euBUVWY, OTACIPOTNTA PICOOU /KAl avaKonn
tng e€ENENG Tng otadiodpopiac.

AapBdavovtag unoyn ot n ouxvotnta eudaviong

KapKivou au&davetal kal NEPINOU TO APICU TWYV ATOUWY Nou
dlaylyvwoKovtal he KapKivo Bpioketal og nAikia epyaaciag,
gival y€yiotng onuaciag enayyeApatieg avBpanivou
duvapikou, dleuBUVTEC Kal epyodOTEC Va gival og BEon va
KOTAVONOOUV TNV EYNEIQIA KAPKivou Kal To Biwpa tou kdBe
avBpwnou. EEicou, va unootnpiEouv To NpocwniKo TOUG
UE OAdEIC KOl OTOXEUHEVEC MONITIKEG KAl B1adIKATieg og OAa
TO OTAdIA TNG gPNelpiag, otnv apxikn ¢don tng didyvwong,
KOTA TNV nNepiodo Bepaneiag otav to dtopuo anouaciadel
and tnv gpyaocia, Katd tnv nepiodo Bepaneiag otav 1o
dtopo eniBupei va Ccuvexioel TNV EPYACIa, KAl OTA OTAdIO TNG
€NavOdOU TOU ATOHUOU OTNV EPYATia.

Katd tnv apxikn ¢daon tng didyvwaong tng vooou, TO AToUO,
WG £PYOSOTOUPEVOC, EivVal AVAYKAIO VA EVNUEPWOEI TO
APPOBIO NPOCLONO OTOV ENAYYEAUATIKO TOU XWPEO KAl vVa
YVWOTONOINOEl TO YeEYovos. ESw gival nou KaAeital gite o
EPY0dOTING, EiTE 0 EKNPOOCWNOG TOU TUHPATOG avBpwnivou
duvapikou, va JIaxEIPIoTEI AuTr TNV evnuEpwon. Autd nou
XpPeladetal va yivel and NnAeupd g tou epyodotn, eival va
d0B¢ei 0 xpodvoc otov epyodOTOUEVO, VA EKPPACTEI ONWC O
id10¢ vIchBel KaAUTeEpPa, akOPa Ki av autd onpaivel ot de Ba
doBouv NoAAEG NANpodopieg.

O gpyodOTOUPEVOC, MPEMEI VA VIWOEI OTI UNOPEI VO EYNICTEUTEI
TO ATOPO OTO onoio PIAG Kal va dlaohalIoTei N exeuUBeia.

H evouvaiocOnon gival anod ta nio onuaviikd cuvaiocbnuata
nou pnopei va doBei and tov epyodotn / Tunua avBpdnivou
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RECENT ACTIVITIES
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QUVAIKOU, ¢ avatpododotnon, divoviag tnv
e\euBepia va anouoidoel and Ta KABNKovTdA Tou, XwPig
avnouyia yia tn B6€on Tou otn doUAcld.

Eival onuavtiko kal avaykaio va yvwpilel to idlo

TO ATOMO TA JIKAIWPATA TOU WG EPYALOUEVOG OE
OnoIodAMNOTE XWPO EPYACIAG, WOTOOO EiCOU ONUAVTIKO
gival va £xouv TN 0woTH yvwon Kal ol epyodotec. Méoa
OTO XPOVO NMou 0 VOoooUVTacg Ba XPEIAOTEI VA AnoucIAoEl
ano tn doUAeId Tou, eite yia Adyoug Bepaneiag, npo
EYXEIPNTIKA ) KAl PETEYXEIPNTIKA OMNWG ENIONG KAl KATA
N dIdpKEla TNG Begpaneiag kal anokatdotaong, ival
Baocikd va napéxovtal ano tov epyodotn ol AdEIEG NoU
BOa £xouv Npo cuppwvnBei kal opeiletal va divovtal
YPANTWC OAEC Ol AeNTOUEPEIEG NEPi AdEIV, MANPWUWYV
Kal anolNPItoEwWY ano TIG UNNPETIEG KOIVOVIKWY
aopalicewy. To TuApa avBpwnivou Suvapikou KaBe
opyaviopou gival avanoonaoto Kopudti otn diadikacia
auth, apou gival To KATAAMNASTEPO yIa va anavtnoel Ta
£PWTAPATA AUTA Kal va dwoel AUoeIC oTa npoBARuatTa
nou Pnopei va npokUPouv.

H k&B¢e nepintwon gival povadikr Kal akpIBwG €Tol
npénel va avupetwnidetal. Mia eINikpivAg oulntnon
JE TO ATopo Nou BICOVEI TNV EPNEIQIA TOU KApPKivou Ba
SWOEI ANAVIACEIC KAl OTIC dUO NAEUPEC. Adevog and
TN PEPIA TOU EpYOdOTN, O DIEUOBUVWY TOU TUAPATOG
avBpwnivou duvapikou Ba dlEpeUVNOEel TIC AVAYKEC
Tou gpyalOPEVOU, TIC ANAITAOEIG MOU NPOKUMTOUV

KOl TIG NPOOdOKIeC TOU. ADeTEPOU, and TN PEPIA TOU
gepyodotoupévou Ba yvwaotonoin®ouv ol avAyKeg, O
XPOVOG Nou ektiydtal va anouciddel and tnv epyacia
TOU KAl av B€Ael va dlatnpACEl ENIKOIVGVIA JE AToPOo N
ATOPA TOU EpYACIaKoU NePIBAAOVTOC KATA TNV Nepiodo
aAnouciag, €ite HECW TNAEDWVIKNG EMIKOIVWVIAG,
YOOMNTOU PNVUPAOTOG ) NAEKTPOVIKAG aANAoypadiag.

H TOKTIKN €NIKOIVGVIA PJE TO ATOPO KATA T SIAPKEIQ
anouaciag tou ano Tnv epyacia pnopei va Bondnoel
oTNV ENICTPOMNA KAl OTNV OJAAN enavévta&n tou otnv
gepyaocia. H enikolvoovia autr) 8a npénel va yivetal e
TPOMNO Nou Ba €xel Npo cupdwvnOei YeTA&U Twv dUo

<
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nAgupwVv, ONWC ENioNg Kal va iatnpeital n exeyuBela.
Onoladnnote NANpodopia OXETIKA Pe ToV EpYalOUEVO,
TN vOoo, TIG AMNOUCIEG TOU aNo TNV €pyacid, EpOcoV
avadépel Ol enBupei va petadpepOei oto epyaciakod
Tou nepIBAMOV Kal 0g CUVABEAPOUG UNOPEI VA YiVEl
pOvo anod eEouciodoTNPEVO NPOOWNO, MOU TO idI0 TO
dtopo Ba opioel.

EninAéov, katd tnv ngpiodo anouaciag tou
€PYODOTOUNEVOU, €ival eUXAPIOTO Yia ToV idlo va
yvwpidel 6TI undpxouv ATOUA NOoU TOV OKEDTOVTAI KAl
AUTO gival Bepitod va yivel ge SIaKPITIKO TPOMNO ONwG
Via NapAdelypa N anooTOAN HIOG EUXETAPIAC KAPTAG
VIa TaXEia avappwon f YE TNV ANooToAr evOg HIKPOU
dwpou 1 Aouloudiwv.

AToUd UE EPNEIPia KAPKiVOU ouxvd eniBupouy va
OUVEXICOUV TNV £pyacia Toug, Ol Ovo yia va eEacdalicouv
TNV ENAYYEAUATIKY) TOUG NOPEIA 1) TO E100ONUA TOUG, aAG
KQl YIQ CUVEXION TNG KABNUEPIVOTNTAG KAl TNG POUTivag
Kal w¢ d1EEodo and SUCKOAAQ CcuvaIoOUATA NoU Ynopei
Va VIEBouUV. TNV Nepintwon 6nou 0 Eoyod0TOUPEVOG
eival og ©éon va cuveyioel va epydadeTal KOTA TN
didpkela tng Bepaneiag, o epyodotng Ba npéEnel va givail
NPEOETOIYACPEVOC VA NMPoRei o EUNOYEG MPOCAPUOYEG,
ONWC KAl 0To O0TAdIO TNC ENAVEVTIAENG OTNVY Epyacia
ONwg akoAoUBwC neplypddetal.

H avoIKTr enikolvevia Kal NdAl gival UP1oTnG onNuaciag
NPEOKEIPEVOU va yivel EekaBapo edv eival Suvatn f oxl
N €NICTEOGN TOU ATOUOU OTNV EPYACIiA TOU. 21O 0TAdIo
TNG EMNICTPOPNG €ival cNPAvTiKO o dleuBUvov Tou
TUNPATOC avBpwnivou duvapikou 1 o epyodotng va
eival og B€on va KATAVONOE TIG AVAYKEC TOU ATOPoU
KAl va npofRei oe niBaveg evOAAYEG, MPOCAPUOYEG
KO TPOMOMNOINCEIG oTn B£€0n aAAd KAl OTO XWPEO
gpyaciag tou, ye niBavotnta tonoBétnong BonBntikou
eEonAiopoU, woTe va eNICTPEYPEI OTO XWPO EPYATIAG
TOU JE ToV KaAUTepo duvatod Tpono.

O KapKivoc /kal ol Bepaneieg TOU YNopei va Exouv
HMAKPOXPOVIEG ENIATWOEIG YIA TO ATOHUO KAl OUXVA AUTECQ




dev eival opatég, onwg n YuxoAoyikr ducpopia, n duckoAia
OUYKEVTPWONG KAl MVAUNG, N OwPATIKA eE0UBEvoon Kal

N UEIWHEVN CWHATIKA AEITOUPYIKOTNTA. H €vapEn HEPIKAG
aAnacyxoANonG Pe NPoodeUTIKA Soun gival cuxvd KAAn

enIAoyn Nou enitpénel tn otadiaKr NPOcApPoy Kal avainyn
KABNKOVIWY XWPIG TNV ONoladnnoTe CWUATIKA ) YUXIKN
eniBdpuvon. Se Nepintwon YEPIKNG  OTASIOKAG ENICTPODNG
oTNV EPYACia, ynopei va cupdwvnOei heTa&U TV dUO PEPWY,
n AvanpocapHoyn wEdApPiou anacxoAnong Kal picdou.

MepIKEG KATEUBUVTNPIEG EPWTATEIG NOU PNOPEi va
kaBodnynoouv tn oulntnon Kai tnv eEgUpeon AUCEWY Nou
€EUNNPETOUV TOCO TOV EPYADOTOUPEVO OTO KAl TOV E0Y0dOTN
gival: MNolec epyaociec ynopei va KAvel o epyalOUEVOC XWPIC
duokoAia; Moleg epyaocieg dev unopei va SIEKNEPAILOOEI YE
Aveon oto napov otddio; [oleg epyaAcieg gival MO KOUPAOTIKEG
KQI MOIEG JNOPOUV VA EVEPYONOIOUV TO ATtopo; MNoleg AUoEIG KAl
€MIAOYEC UnopoUV va eEETACTOUY KAl va NpotaBouv; AnoteAei
eniAoyn n UepIKA/otadiakn eNoTpodr otnV epyacia; MNoleg
AUGCEIG KAl eNINOYEG NpoTEiVel TO id10 TO ATOUO;

H BeAtiotonoinon tng otnpEi&Ng, anokatdotaong Kal
ENIOTPOGNAG OTNV EPYACIA TWV £PYALOPEVWY NMOU £XOUV
Biwoel Tov Kapkivo gival CNUAvTIKN, TO0O yia TN BeAticoon
tng evegiag kal noidtntag wnG Tou ATOPOU e epnelpia
KAPKivou, 60O Kal YId T PMEION TOU KOIVOOVIKOU Kal
OIKOVOUIKOU aVTiKTunou. H cuotaon NoAITIKMY Kal
S1adIKACIWV EVOWPATWOoNG ¢NTNUATWY Nou apopouyV ToV
KOPKivOo OTO Xwpo epyaciag duvatal va cupBAaAouv otnv
eAAXI0TONOINCN TOU OIKOVOUIKOU KOOTOUG TNG HOKPOXPOVIAG
anouciag, otn Peicwon Tou KOGoToug NpdoAndng véou
unaAAAAou Kal otn BeATicoon TNG NAPAYWYIKOTNTAG

TWV ATOUWY UE EPNEIPIa KAPKIVOU KATA TN SIAPKEIQ TNG
NapoUCIiag TOUG OTO XWPEO Epyaaciac.

JUPNANPWVOVTAG, N dnUIoupyia evoc avBpwnoKeVTPIKOU
epyaciakoU nepIBANOVTOC Xwpic anokAEIoPoUG
onwodnnote cuPBAAEl oTnv O€TIKA €IKOVA TNG KABOE
enIXeipnong, otnv NPOCEAKUGN TAAAVTOUXWY EPYALOPEVDVY,
otnVv evOUVAPWOoN TNG adociwong HETAEU Twv epyaloPévaoV
KOl TWV CUVADEAPV Kl OTNV TOVWON Tou NBIKoU OAou tou
avBpwnivou Suvauikou.

Aptepig Kopativa

O MAZYKA® (Maykunplog Zuvdeopog Kapkivonadwy

kal DiAwv) eival évag EGeAoVTIKOC, un KEESOOKOMIKOG
Opyaviouog nou 1I5pUBnke 1o 1986 and avBpwnoug Ye
EMPNEIPIA KAPKiVOU, oNPATOd0TWVTAG TNV dpxN YIa Pid
OuVEXH Kal MOAUNAgUPN dPACTNPEIOTNTA WE EMIKEVTOO TNV
NpPoodopd OTOUG CUVAVOPWNOUG UAG UE EUNEIPIA KAPKIVOU
KAl OTIC OIKOYEVEIEC TOUC,.

ZAPEPQ, 0 MAZYKAD £xovtag wg aiXur Tou SOpATog Tou
y1a peyaAn eEIdIKeUpEvn opdda 1IaTpIKkoU Kal NapaiaTpIkoU
npoownikou, otnpidel eTnoiwg neplocdtepoug and 7000
ATOUA PE EPNEIPIA KAPKIVOU KAl JEAN TGOV OIKOYEVEIWOV TOUG
NPoodEPOVTAG Toug dwpedv EEIdeikeupéva Mpoypdpuata
Kal Ynnpeoieg AVOKOU®DIOTIKAG KAl YIOOTNPIKTIKAG
dpovtidag nou evioxUouv Pe kABe duvatod TPONo TNV
noiétnta CwnG Kal tnvy avBpnivn aglonpéneial

Avdapeoa otic dpdoeic tou, o MASZYKAD gpyddletal oe
EUPWNAIKO eNiNed0 OE CUVEPYACIA PE TOV XUVOECUO
Eupwnaikmy AVTIKapKIVIKWY Eviooswy (The Association
of European Cancer Leagues) yia tnv avantugn eUotoxou
EVNUEPWTIKOU UAIKOU, TNV OTHPIEN EPEUVV KAl TNV
NPowONGoN KAAWY NEAKTIKWY O XWEOUG EPYATiag, KaBwC
KAl TNV NPOAYwYH NOAITIKWV KAl VOUOBETIKGWY NAAICIwV Nou
otnpidouv AToPa PE EPNEIPIa KAOPKIVOU OTO XWPEO Epyaaiac.

2TO NAQICIO TNG CUVEXNG MPOCTNABEIAC VA AVIANOKPIOEi

OTIC AVAYKEC TWV ouvavBpwnwy pag, o MAZYKAD Bétel wg
NPEOTEPAIOTNTA Ta ZNTHHATA NOU aPopoUV TOV KAPKIVO OTO
XWPO EpYACiag Kal dNAWVEI CUPPAXOG KABE JIKPAG KAl HEYAANG
enixeipnong kai dinAa og kB AvBpwno nou ennpedaletal anod
TNV epnelpia kapkivou. MNa nepaitépw NANPOGOPIES, UNoPEiTe
va aneubuvBeite otov MNAZYKAD cto 77771986.

Madi ynopoUue va NpochEPOUE NEpICCOTEPA!

Eipal ZupBouAeutikn WuxoAdyog kai Zuvtoviotpia tng Wuxokolvawvikig Ynnpeoiag tou MAZYKA®. Epydadopal
Ta teAeutaia 17 xpovia pe oyohoyikoUg aoBeveic, napéxovtag YuxoAoyikn unootnpl&n kai Bgpaneia, TOoo ot

a06eveig, 60O KAl OTIG OIKOYEVEIEG TOUG.

‘Exw apKeTn euneipia pe Puxo-eknaIdeUTIKES Kal PUXOOePAMNETUIKEG OPAdEG. Kal Ta TeAeuTaia 4 Xpovia Exw
aoxoAnBei 1Id1aitepa e TNV avantu&n tng Ynnpeaiag ZtnpiEng otnv AvBpwnivn AnwAeia tou MAZYKAD. H
unnpEecia Napéxel ATouIKA Kal opadikr unoothPIgn.

Q¢ ouvrtoviotpla tng WuxokoIvewviKng Opddag, o poAoG Hou cupnepIAauBAvel Tnv unoothpIgn twv WuxoAdywy Kal
TV KolvaovikwVv AsitoupyVv MNayKunpla Kai TNV CUVEXEIG avantu&n tnG UNNPEciag Je MPoypAauPaTa n i
otNV KAAUTEPN KAl OAOKANPWUEVN GEOVTIOA TGOV ATOUWY UE EUNEIPIA KAPKIVOU KAl TV OIKOYEVEIGY TOUC.

‘EpiAu Mavayiwtou

Eipal 33 Ty, katdyopal and tn AGpvaka Kal VIBw eUTUXNG Kal neprdavn nou epyddopal otov MASYKAD otn
B€0n TNG KOIVWVIKNG AEITOUPYOU Ta TEAEUTAIA TECOEPA XPOVIa. Ta Mponyoupeva Xpovia epyactnka ue AUEA og
MKO yia 2 xpovia evw napgpeiva eBeAovipia otnpidovtag TG KAANITEXVIKEG EKONAWOEIC.

Eniong npoodepa unnpecieg Aeitoupyou Kolvavikawy UnneEeciwV otig Ynnpeoieg Kolvaovikng Eunuepiag
Adpvakag, yia JIKpO XPoVIKO dIAcTNUA, KATA TNV NEPiodo epapuoyng VEwWY SeSOPEVWV OTO CUCTNUA NPOVoIAC

Kal ENISOUATIKAG MOAITIKAG.

>uveyidw va aocxoAoUpal e TNV KOIVWVIKH ENAVEVIAEN Kal oTAPIEN aToOPwY Nou Bpickovtal otn xpnon
AMNAYOPEUMPEVUV OUSIWV, EVIW NPOCHATA EVIAXONKA OTO SI0IKNTIKO CUHRBOUAIO TOU ZUVOECHOU KOIVUVIKWY

Agitoupywv Kunpou.
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RECENT ACTIVITIES

How to Future-Proof your HR Career
by Becoming T_Sha ped by Eleana Agrotou

On the 5th of October 2022, in light of our recent
partnership with the Academy to Innovate HR (AIHR)
we organized our first webinar, titled “How to fu-
ture-proof your HR career by becoming T-shaped”.

The event was focused on how the HR professionals
can future-proof their career and become T-shaped.
This kind of professionals can showcase a new set of
HR competencies beyond the traditional ones and be-
come capable toiinteract freely with internal stake-
holders while remaining fiercely committed to their
specialist performance. In other words, a T-shaped
professional is a balanced combination of a generalist
(horizontal bar of the letter T) who possesses a broad
understanding of different functional areas within his/
her domain and a specialist (vertical bar of the letter
T) who has a deep understanding of knowledge in an

area of expertise within one profile. Someone who has
breadth in how can collaborate and innovate across
disciplines, and depth in specific areas of expertise.

In today’s complex workplace the T-shaped HR Pro-
fessionals can take on key strategic challenges and
navigate issues like diversity and inclusion, digital
transformation, and strategy & leadership. They can
operate in a more agile way, using data to influence
decision-making and leveraging technology to boost
productivity. Additionally, they communicate more
effectively as they have a better understanding of
various perspectives within HR.

By the end of the webinar, all participants get access
to a free skills-gap analysis, T-shaped Assessment,
offered by AIHR.

T-Shaped HR Professionals

Business
Acumen

The ability to translate the
organization’s purpose, misslon,
goals, and context into strategy.
positioning HR policies and
activities to best serve the
organization’s intenests,

Data
Literacy

The ability to read, apply.
create, and communicate
data into valuable information
in order to influence

decislon-making processes.

Digital People
Proficiency Advocacy
The ability to leverage Thez ability to create a

technalogy to intrease
efficiency and to drive HR

Functional
Competencies

HR Professionals need to
become a specialist in at least
one functional competency and
a generalist in four core
HR competencies

strong internal culture, gets
the best out of people, and acts
as a trusted champbon and
communications expert,

and barsiness value,

ACADEMY TO

AlHR

INNOVATE HR

Eleana is a Senior Learning & Development Executive at XM. Previously was employed at the HR Division of
Hellenic Bank since February 2018 following the acquisition of ex-Cooperative Bank, after spending 2 years
at Deloitte. She has experience in several fields of HR such as recruitment and selection, performance and
talent management, training, career planning, coaching and HR analytics.

She holds a bachelor’s degree in psychology from University of Cyprus, a master’s degree in Human Re-
sources Organization from London School of Economics (LSE) and she is currently a PhD candidate with
scholarship in Business Administration School at University of Cyprus. Eleana is a member of the Chartered
Institute of Personnel and Development (CIPD), board member of CyHRMA and a certified coach accredited
by the International Coaching Federation (ICF).
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The Digital Storytelling as a Tool to
Embrace Diversity & Inclusion in the
Workplace by Alexandra Pambouka

Center for Social Innovation (CSI) has been supported by
CyHRMA to implement the 2-day seminar “Digital Story-
telling for Diversity and Inclusion - The Digital storytelling
as a tool to embrace diversity & inclusion in the workplace”
in the context of the project DIGIMI-Digital Storytelling for
Migrant Integration which is co-funded by the AMIF (Asy-
lum, Migration and Integration Fund) Union Actions Pro-
gramme of the European Commission. The DIGIMI project
started in December 2020 and was successfully completed
in November 2022, in collaboration with 10 partners from
eight countries; Cyprus, Netherlands, Greece, Austria,
Spain, Portugal, Italy, and Lithuania.

The DIGIMI project focuses on creating social impact,
meaning creating stronger and more resilient communities
by connecting different groups within these communities:
newcomers and people who have been living in these com-
munities for a longer period of time. To this end, the DIGIMI
partners have created educational materials including a
methodology, a training curriculum, a platform for collect-
ing digital narratives and an app for recording digital sto-
ries, the DIGIMI App. The material is available free of charge
at https://digimi.eu/.

CSlis an organisation focusing on developing and intro-
ducing disruptive solutions to systemic social, education
and economic problems. A lot of currently running and
completed projects target the migrants’ social and labour
integration and support. Thus, CSlis continuously collabo-
rating with migrants, refugees, and various stakeholdersin
the field of integration. For the implementation of the DIGIMI
training, CSl designed several workshops and one event to
attract people from different backgrounds, in Pafos, Nicosia,
Larnaca, as well as online to achieve the maximum impact.

The seminar “Digital Storytelling for Diversity and Inclusion”
was especially designed for professionals in the diversi-

ty and inclusion sector. It took place in 2 parts: an online
seminar on the 20th of September and a face-to-face one
on the 27th of September 2022. Nine participants attended
in total from the diversity & inclusion and HR departments
of medium and big size companies and organisations; PwC,
C.A. Papaellinas Emporiki Ltd., NetU Consultants Ltd, The
Cyprus Institute, KESEA, and the Diversity Charter Cyprus.

The seminar was supported by CyHRMA who disseminated
it to their wide network. There was constant communication
with the CyHRMA to design the seminar in the most con-
venient way for the participants.

During the seminar, the participants were introduced to
the DIGIMI Training Package. They were informed about
the storytelling theory and the creation of a safe space for
storytelling, and then were informed how to use digital
storytelling as an awareness tool. During the second day,
participants discussed the opportunities to create aware-
ness activities using digital storytelling at their organisa-
tions. Participants were encouraged to further involve with
the material online. The aim is to create an inclusive work-
place for all by letting people get to know each other after
exchanging their experiences. This concept can help create
empathy in an organisation and the community in general.

By referring to digital storytelling we refer to the crea-

tion of a story that contains some combination of com-
puter-based text, images, recorded narration, music,
orvideo clips. It is considered as a modern approach for
creating digital multimedia content to present knowledge,
thoughts, and wisdom communicated through digital
artifacts. The consortium has created the DIGIMI App which
guides moderators, educators, social workers, local com-
munities and migrants, through the recording of personal
stories and sharing with the community. Moreover, it can
help people tell, share and preserve personal or family
stories about their journey by creating digital stories. The
DIGIMI App contains groups of questions helping to create
an initial narrative, which can be recorded and uploaded on
the DIGIMI platform. Moderators can support the narrators
to develop their story with the available DIGIMI methodolo-
gy and storyboards.

CSlwould like to thank CyHRMA and the participants for
the great collaboration. If you wish to learn more about the
project and the material, please contact the DIGIMI Project
Manager in Cyprus, Ms Alexandra Pambouka at:
alexandra.pambouka@csicy.com.

Alexandra Pambouka is a Visual Artist and an EU Project Manager at the Center for Social Innovation-CSI
(Cyprus). She holds a BFA in Visual and Applied Arts from the University of Western Macedonia, Greece and
an MA in Cultural Policy and Development from the Open University of Cyprus.

She has experience in creating art projects and workshops related to sustainability, natural environment,

upcycling, intangible cultural heritage and social engagement.

She currently works on EU projects, regarding inclusion and culture.
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09.09.22

EAPM Delegates Assembly 2022

by the European Association for People Management

Elli Matsouka, Board Member of the European As-
sociation of People Management (EAPM) and Board
Member of the Cyprus Human Resource Management
Association, has attended the Delegates Assembly
annual meeting of the EAPM. The annual meeting was
hosted by PERYON, the People Management Associa-
tion of Turkey, on 9 September 2022 in Istanbul.

EAPM welcomed representatives from 19 countriesin
person and 13 online. It was an opportunity for Dele-
gates from across Europe to come together to discuss
HR and People Management subjects, network, as well
as help shape the agenda for the future of the EAPM.

EAPM started with a warm welcome from the EAPM
President, Even Bolstad.

The EAPM Delegates Assembly 2022 annual meet-
ing was more than a formal necessity. The Delegates
Assembly is the supreme body of the EAPM and as
such, is governed by the decisions made at the annual
meeting. Delegates were invited to vote on, and sub-
sequently passed revised Statutes and regulations
and agreed the operational plan and financial ap-
proach for 2023.

EAPM held an election for a new Vice-President and
subsequent Board Member from January 2023. The
Delegates Assembly elected Berna Oztinaz as EAPM
Vice-President. Berna has been an EAPM Board Mem-
ber since 2020 and also represents the EAPM on the
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WFPMA Board since 2022. In January, EAPM welcomes
Darko Petrovski as a new Board Member.

As well as discussing their own Country and Associ-
ation’s challenges over the past year, thoughts were
alsowith our colleagues in Ukraine. EAPM was joined
online by Kateryna Kovalevska from a Ukranian HR As-
sociation to share her personal as well as professional
story. The struggle of supporting employees and
promoting efficient operation of the business whilst
being in a constant state of fear and change.

Alongside an annual delivery report, the EAPM Secre-
tariat also presented a video showcasing the activities
and achievements of the EAPM so farin 2022. As an
organisation built on volunteers, EAPM relies heavily

on the Board Members, Working Group Members and
Associations to shape and deliver. Close the end of year
one out of four-year strategic plan, EAPM is confident in
what they have achieved in 2022 and planned for 2023.

During the meeting, EAPM hosted interactive ses-
sions where delegates were given to opportunity to
address, discuss and find potential solutions to issues
they feel impact their Associations, as well as the Peo-
ples Profession.

It wasn’t all ‘work and no play.” PERYON organised
some truly fantastic cultural excursions and dinners
for the Delegates, allowing participants to immerse
themselves in the Turkish culture, while providing




great opportunities to mingle, build and strengthen rela-
tionships with the other delegates.

EAPM’s Delegates Assembly annual meeting is also an
opportunity to connect and strengthen European relations.
The opportunity to get fresh ideas and perspective and
come away with renewed energy is so important. For EAPM
Delegates, the opportunity to experience new ways of
working in different cultures really helps with both profes-
sional and personal development.

Many of the Delegates had worked together on projects
online for the past few years. As People professionals,

3 -
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EAPM understands the importance of face-to-face meet-
ings to foster and maintain great working relationships. In a
time of much uncertainty in the economy as well as securi-
ty, the EAPM plays an important role in connecting the HR
professionals internationally and providing support toits
member-organisations for stability and continuity.

The next Delegates Assembly annual meeting will take
place in October 2023 in Lisbon, Portugal. APG, the Portu-
guese Association of People Management won a Member-
ship vote to host the next annual meeting.
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Focusing on Diversity,

Equity and Inclusion

Interview of the CyHRMA President,
Ms Elena Stavrinou in Gold magazine

Elena Stavrinou, President of the Cyprus
Human Resource Management Association
(CyHRMA), explains how the Covid-19
pandemic impacted and changed the

role of HR managers, who are now helping
employers and workers adapt to swiftly
changing market demands.

The interview was conducted by Athena
Yiazou and was published in Gold magazine

What are some of the current trends in the Human
Resources sector of Cyprus?

The latest drastic changes in the employment market and
the way we do work, has given more visibility to the function
of HR and the opportunity for it to be seen as a strategic
partner and more attached to business realities.

Existing HR tools need to be therefore re-invented to aid
the transition from the transactional & administrative
partnership to a more strategic one.

Investment in technology and innovation, in a number of
new digital tools and processes and new technologies like
Analytics and Al will also aid HR to make a shift towards
more strategic as well more employee-centric activities.
Digital transformation is not a choice anymore.

As aresult of this, there is a great need for reskilling and
upskilling the workforce. Employees need to be trained in
new tools, new ways of work; they need to develop skills
like flexibility, adjustability, empathy, agility and a digital
mindset - managers need to develop new leadership
and management skills since they are now faced with the
changing realities and needs of the workforce.

In short, the priorities of the HR function have shifted and HR
is now taking steps to safeguard the well-being of employees
and is reinventing the whole employee experience; employees
are demanding more flexible work structures, more perks/
benefits, a work-life integration, a culture that enhances well-
being, mental and physical health.

Last but not least, HR more than ever focuses on diversity,
equity and inclusion (DEI) strategies. Resourcing
employees from around the globe is the new reality, so HR
needs to think how employees from diverse backgrounds
and cultures can collaborate efficiently and effectively.
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How has the role of Human Resources Manager
Professional evolved over recent years? Did the pandemic
had animpact on that?

The definite truth is that the pandemic has brought about
new changes in the way the HR profession is perceived.

CEO and management looked to HR to get the guidance
and training to cope with the new demands of the way they
would work during the pandemic. So, HR got its chance to
gain trust and show that they could be strategic partners
during a crisis and not just an administrative firefighter

- their work could be more visible both to employees and
senior management/ CEO’s.

Now more than ever, HR seems to be -

* Proactively troubleshooting future needs and challenges
rather than tackling issues as they arise

* Coaching leaders to resolve conflict rather than being a
firefighter themselves

* Using analytics and technology to automate their admin
work and assist decision making and rather focus on
strategy

* Focusing on reskilling and rebuilding the workforce for
the future challenges and changes

» Focusing on improving employee engagement,
strengthening the company culture and managing talent
rather than on admin tasks and records management

Despite the progress and evolution that occurred in the
role of the HR professional, research has shown that both
HRs and Executive Management feel that the HR function
needs to further reinvent and transform itself.

As Dr. Dave Ulrich has suggested, the role of the HR
professionals need to be aligned with the needs of the
changes in their organization. They need to become
Strategic Partners, Employee Advocates and Change
Champions.

How to HRMs dealing with the skills gap many employersin
Cyprus have recently complained about?

The skills gap is one of the major challenges for the HRs in
Cyprus. Unfortunately, the mismatch between one’s job
skills and the job market’s demands in Cyprus is one of the
highest in Europe.

Sectors like tourism, health, construction (technical jobs
in general) and retail are seen to be faced with major



shortage of staff. Also, the pandemic has increased the
need for unskilled staff in areas such as distribution/
delivery due for example the transition from physical sales
to digital.

Companies are struggling to bridge that skills gap with
several initiatives such as:

* Employing staff from third countries or asylum seekers
and/ or Ukraine refugees

* Outsourcing work

* Taking away admin work that do not require
specialization from people with rare and/ or specific skills
so that they can concentrate on specialized tasks

+ Utilizing technology and remote ways of working to
employing staff and/ or buying expertise from around the
globe

* Use of technology to automate specific work processes

* Re-defining the employee experience packages to retain
talent and/ or attract new talent

What are some of the ways CyHRMA contributes to the
Human Resources sector?

* By actively promoting and establishing the HR profession
in Cyprus through education fairs or informative lectures or
by just being heard

* By actively contributing in the development of the
profession in Cyprus through memberships or active
participation in local and international committees,
Bodies, Associations and Organizationsi.e. CYS (Cyprus
Organization for Standardization), Ministry of Labour, OEB,
WFPMA IFTDO and EAPM.

» Bydeveloping and/ or educating or acting as a training
provider to its members on new areas of the HR field

* By acting as a source of information and updating on new
legislations, laws and practices in the field

* By actively supporting HR professionals in Cyprus

* By bringing together HR professionals to exchange
ideas, practices and initiatives
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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 many important organiza-
tions both in Cyprus and abroad. She is currently the President of the Cyprus Human Resource

Management Association.
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Generations in the Workplace
INnterviews with HR Professionals

Loukas
Theodorou

For the first time in history there
are as many as five different
generations in the workplace at
once. What are your expectations
while looking to recruit, hire,
onboard and manage new
employees?

I

Indeed, in today’s era, age diversity in the workplace

is increasingly apparent, which in turn, creates an
additional challenge to the management team of any
organisation. Each generation has different characteristics,
expectations, values, beliefs, motivators and an entirely
different view of the world of work.

The Traditionalists (birth years 1928-1945) are mainly
characterised for their loyalty, discipline, confidence and
“work to live” moto. They prefer top down management
style, expect reward for hard work, respect and
employment security.

Baby Boomers (birth years 1946-1964) are characterised also
for their loyalty, competiveness, excellent communication
and network skills and the fact that they abhor laziness. They
prefer the consultative management style and want to be on
top and in charge. They seek respect and want to feel that
are contributing in the work environment.

Generation X (birth years 1965-1980) are characterised
from their adaptability, problem solving skills, morality
and loyalty to their profession. They are sceptical, they
love freedom and have strong analytical skills. They expect
direct feedback from their managers and value teamwork
and developing new skills. They value also mentoring and
seek work-life balance.

Generation Y or Millennials (birth years 1981-1996) are
characterised from their strong technical and technological
skills, their morality and their interest to social responsibility
initiatives. They believe that open and honest communication
and direct feedback are mandatory in the workplace.

Generation Z (birth years 1997-2012) is characterised as the
tech-savvy generation considering that this generation
grew up in the digital era. They prefer security and stability
in the workplace and need remote working and flexibility.
They believe in corporate social responsibility, diversity,
equality and inclusion initiatives. This generation focuses
oninvesting in new technologies and digital applications
in the workplace. They seek development and growth
opportunities, and value employer investments on
upskilling and reskilling initiatives for their employees.
Based on the characteristics of each generation in the
workplace, and considering that all these generations

are consisting of the human capital of an organisation
(with different percentages of course), it is imperative
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for businesses to have strategies aiming in attracting,
engaging, and retaining employees of all ages.

When it comes to the recruitment, hiring of new employees,
organisations need to ensure firstly that the new recruit fits
the job description with respect to technical skills, previous
experiences, qualifications and personal characteristics.
Although most of the recruiters give more emphasis on the
technical skills and qualifications, personal characteristics,
such as the values and beliefs of each candidate, are
equally important during the recruitment process.

When managing a new employee, it is crucial that the
manager clearly defines the responsibilities and challenges
of the role and the impact it has on the company’s strategic
objectives. Moreover, managers must communicate the
company’s values, mission statement and vision, align their
employees with the company’s culture, appreciate and
recognise their efforts, be fair and transparent. Lastly, they
should constantly invest on in their employee’s personal
and professional development to become more efficient
and effective.

The way all those different generations view the future, the
work they do today and the way they understand and cope
with their colleagues, does it positively affect the company
oris it causing conflicts?

Due to the differences in the characteristics, values,

skills, beliefs, and experiences between each generation,
organizations have several challenges to face due to the
various conflicts that are created between them. However,
this can also be a blessing if it is managed correctly.

Onone hand, having multiple generations in the workplace
can bring a diversity of perspectives, ideas, and skills. Each
generation has its own unique strengths and experiences
that can contribute to the success of the organization. For
example, older generations may have more experience and
knowledge, while younger generations may be more tech-
savvy and adaptable to change.

Onthe other hand, different generations can also have
different communication styles, work ethics, and values that
could lead to conflicts. For example, older generations may
be more traditional and prefer face-to-face communication,
while younger generations may be more accustomed to
digital communication and less hierarchical structures.

To minimize conflicts and maximize the benefits of

a multigenerational workforce, it’s important for

managers to be aware of these potential challenges

and to foster a culture of respect, understanding, and

open communication. Encourage employees of different
generations to share their perspectives and ideas, and
provide training and resources to help employees learn how
to communicate and work effectively with colleagues from
different generations.

The role of the HR Manager and the Executive Team is to
create an environment whereas all generations coexist and
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continuously contributing to the success of the company.
To be able to achieve this, the HR division needs to
personalize the working environment for each employee in
order to accommodate the differing values and beliefs that
characterize each generation.

Statistics show that by 2025, the Millennials will Make-up
75% of the Global Workforce. What are the challenges you
expect to face?

The challenges | expect organisations will face, are derived
mainly from the characteristics of the particular generation.
With respect to the management style, millennials prefer the
inclusive managers. They want minimal rules and bureaucracy,
and they emphasize transparency and openness. They
expect to be empowered and seek daily feedback from

their managers. They are fascinated for new challenges,
opportunities and meaningful tasks, prefer interactivity with
co-workers and management and demand flexibility. They
seek for training and development opportunities, a working
environment that will provide them with the opportunities

to gain marketable skills and experiences. They want to

work for companies that have a sense of purpose and align
with their personal values. They value work-life balance,
corporate social responsibility, diversity, equity and inclusion.
In respect to their personal characteristics, they are positive,
energetic, socially conscious, moral, and favour electronic
communication. They are emotional, have strong technical
skillsand are very impatient.

Based on the above, organisations must be able to provide
opportunities for growth and development by providing
training; mentoring and leadership opportunities that
help them advance their careers and feel more fulfilled

v

in their roles. Also, they must encourage a collaborative
work environment and give millennials the opportunity
to work on projects with peers. In respect to flexibility,
they need to be open to flexible work arrangements,
such as remote work or flexible schedules, as long as it
does not compromise the productivity and performance
of the team. Moreover, organisations must provide the
latest technological tools and resources that millennials
are accustomed to working with. Furthermore, and
considering that millennials appreciate open and honest
communication organisations need to provide regular
feedback on their performance and show appreciation and
recognition.

4 &

Organisations and managers need to be agile and
accommodate change in order to achieve employee
engagement in a working environment that includes
millennials as the majority, and the other four generations
as well. Itis important to remember that managing
millennials is not fundamentally different from managing
other generations.

Loukas Theodorou is the Head of Human Resources
Division at Eurobank Cyprus Ltd, with more than 20 years
of progressive experience in the financial services industry.
He holds an MBA from the University of Leicester, UK, and
is also a Fellow Chartered Certified Accountant, a member
of the Institute of Certified Public Accountants of Cyprus,

a member of the Chartered Management Institute and a
member of the American Bankers Association. Also, he is

a certified trainer approved by Cyprus Human Resource
Development Authority.
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Charitini
Theodorou

For the first time in history there
are as many as five different
generations in the workplace at
once. What are your expectations
while looking to recruit, hire,
onboard and manage new
employees?

Today’s workforce includes 5 different generations co-
working. Different generations that, as hundreds of articles
demonstrate, have different characteristics. ‘Traditionalists’
born between 1925 and 1945 are regarded as dependable
and loyal, ‘Baby Boomers’ born between 1946 and 1964 are
characterized by their strong work ethic, ‘Generation X’
born between 1965 and 1980 are presented as independent
and seeking work-life balance. ‘Millennials’ born between
1981and 1996 are considered the technologically savvy

and lastly ‘Generation Z’ born before 2015 are said to value
flexibility and transparency in the workspace. While there are
identifiable qualities that characterize whole generations,
one might argue that people are not entirely defined by the
generation they fall into.

When looking to recruit and hire a new employee,
companies should focus primarily on the requirements of
the specific open position they are looking to fulfill beyond
any generational characteristic and the assumptions it
brings. Candidates should be examined based on the
academic criteria, the experience needed and the essential
skills that are required each time.

The goal is to match a person’s knowledge, experiences,
personality traits to the available position and equally

as important to the company’s culture. When it comes

to onboarding and managing new employees it takes all
parties to help welcome the new hire to the company and
make them feel included.

The way all those different generations view the future, the
work they do today and the way they understand and cope
with their colleagues, does it positively affect the company
orisit causing conflicts?

The way we view the future, our work and our workspace
relations differ not only between generations but also
within the same generation. Each of us differs in so many
aspects of our personal and professional life. In the way we
view the future, make priorities or to what we are willing to
sacrifice in order to achieve our goals. Additionally, the way
we work, the way we choose to cope and resolve conflict
with our colleagues may vary. We may share the same age
with someone but not necessarily ‘live’ the same way.

The uniqueness of each employee of a company could

have either positive or negative impact depending on the
interaction between the different employees within the

same company and how the company’s culture and structure
includes and allows for the different personalities to co-exist.

Now, more than ever, companies need to re-establish the
way they work, communicate and assign people to different
projects. It isadamant that companies re-evaluate key-role
positions and the employees that hold them such as high
managers, team-leaders etc by supporting them in order to
avoid conflicts that are caused by miscommunication. High
managers need to allow employees to share their thoughts
about their work, the way it gets done and question the
“silent” norms that are not helpful or productive. This is
crucial for companies that want to continue existing and
growing in today’s and tomorrow’s business world.
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Itisimperative that people try to consider and understand
another’s person’s perspectives, experiences or motivations
in order to co-exist in the workplace. Communication and
understanding are the keys to moving forward.

Statistics show that by 2025, the Millennials will Make-up
75% of the Global Workforce. What are the challenges you
expect to face?

While one can identify general characteristics and values
that describe a generation due to shared experiences
such as culture, economy politics etc, yet one can argue
that personality plays a huge role one’s work attitude.
Millennials are said to seek a company culture that values
collaboration, innovation, professional development and a
holistic pleasant employee experience. However, everyone
is different, one size never fits all.

That said, personally | believe that the challenges that
companies will be faced with in the following years are not
different to what they are already facing today, especially
after the covid era. Challenges such as lack of communication
between employees either in the same line of work or not. This
often reflects the need for innovation in the way we work and
at the same time the resistance for change. Adaptability is
key and everyone in the workplace needs to embrace change
no matter what generation they belong to. Another challenge
concern employees’ performance and improvement in
today’s business climate that calls for change, innovation,
efficiency in order to survive.

Moreover, a common challenge is the insufficiency of
employee recognition which subsequently leads to other
challenges. The lack of transparency in leadership and high
management positions will need to be improved as that is
something that Millennials really appreciate. Additionally,
the motivation and engagement levels of employees need
to be increased. And last but not least conflict management
needs to be addressed and resolved.

Charitini holds a BA in Psychology from University of Cyprus and
MSc in Work and Organizational Psychology from the Maastricht
University at the Netherlands. She also, holds a certification

of Occupational Health and Safety Officer from TUV Austria

Group. From her graduation August 2019 until now she work’s as
Human Resource Manager at INCITO LTD - custom architectural
woodworking company. She is involved in all aspects of HR from
recruiting through the exit of an employee from the company. She is
passionate about Employee Wellbeing and especially about Mental
Health. Beyond her work at Incito Ltd she is also currently pursuing
her HRDA trainer certificate as well as a Positive Psychology
Diploma by Hellenic Association of Positive Psychology.
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Pagona
Liggou

For the first time in history there
are as many as five different
generations in the workplace at
once. What are your expectations
while looking to recruit, hire,
onboard and manage new
employees?

The problems faced by different generations coexisting
inthe same workplace are more visible than ever in the
modern Internet-based era.

The workforce is aging while our associates are getting
younger. The market becomes increasingly flatter, and
rhythms of life become faster. Human resources called
upon to work together, side by side and to deliver results
encompass broadened age groups with different values.
So, learning to address the issues raised by the existence
of different generations in the workplace, we are taking an
important step towards success in the most diverse market
established. In order to integrate new employees into our
organization and do so smoothly, we should successfully
foster the coexistence of generations in their workplace
and adopt five common principles that we should follow

to ensure a favorable environment for all. These five
approaches will effectively embrace diversity, demonstrate
flexibility, emphasize respect-based relationships, and
focus on keeping talented and gifted employees. Young
people today expect concrete things from employers such
as respect at all levels, fair pay and benefits, trust between
employees and senior management, job security and
opportunities to use their skills and competences at work.
By hiring a new employee, we expect him/her to be flexible,
tounderstand and accept the other generations in the
workplace, to learn from senior staff and pass on his/her
own knowledge and new ideas and be able to join the team
with respect for and from everyone.

The way all those different generations view the future, the
work they do today and the way they understand and cope
with their colleagues, does it positively affect the company
orisit causing conflicts?

Onthe one hand, young people being totally familiar with
technology, consider they are smarter than the elderly and
that they possess the appropriate knowledge to respond to
the challenges of our times; on the other hand, employees
aged 50+ discovered at the proper age the wonderful world
of power, holding posts in decision making centers and
operate under a totally different pattern of behavior and
action. I think that trying to bring these groups together is
a big challenge. The employees themselves, representing
different generations, see each other in confusion and

with some suspicion when they interact in the workplace.
The key to survival and evolution in a multi-generational
work environment involves everything, uniting and not
dividing employees. In any case, convergence is becoming
necessary. Young employees are very familiar with
technology, as well as with different ideas and suggestions.
Onthe other hand, experienced employees bring
experience and knowledge, valuable success components
to an enterprise. So, what are the chances of succeeding
without the required cooperation? A flexible company and
management, perceiving cross-generational diversity,

has more chances to succeed. It is important to replace an
environment where suspicion, lack of trust and isolation
prevail with a field where respect and cooperationi.e,, the
foundations for creativity and evolution shall be prominent.

Statistics show that by 2025, the Millennials will Make-up
75% of the Global Workforce. What are the challenges you
expect to face?

The main features of this generation’s representatives are
flexibility, promotion targeting, the use of technology in

all aspects of life and the work-life balance. Millennials are
looking for professional development and are exploring
opportunities for development far more than other
generations; thisis a catalyst in their commitment to an
employer. It should be noted that millennials faced great
difficulties in joining the labour market, as this was the
timing when the world economy was seeking to find its pace
after the deep recession. This is how millennials learned to
use every available source of job search from specialized
websites to social networks, reversing traditional methods.

As millennials will soon be the bulk of the workforce, a very
important challenge we must face is to manage the talents
of the next generation, the way of working and the strategy.
In the future, business success will depend on balancing
between the business objectives and the job satisfaction
of an ever-changing workforce. The main elements, which
seem to determine more the job satisfaction of millennials,
are, above all, personal. They are motivated by a job that
adds meaning to their lives and offers them security.

At the same time, however, a pleasant and fair working
environment is needed where employees themselves can
get trained, evolve, and grow. In this context, they are
looking for employee-oriented employers who adopt an
employee-oriented culture.

Pagona Liggou was born and raised in Athens, where she took her
first professional steps in an Italian multinational Cement industry
for 28 consecutive years in a succession of senior positions such

as Official Spokesperson, Public Relations & Communication,
Human Resources Management & Development and Corporate
Governance. She holds a master’s degree in Human Resources
Administration from Indianapolis University and a Bsc in Business
Administration and Public Relations. Since 2012, she lives in

Cyprus, where, until May 2020, was Chief Human Resources and
Communication Officer in a heavy industry. During the period
20719-2020, she served as Secretary of the Board of Directors of
the Cyprus CSR Association, and is alsoa member of the Cyprus
Mediation Association & Cyprus HR Management Association. As

a speaker and trainer, she has spoken in conferences on Social
Dialogue, Labor relations and Negotiations, CSR, Corporate
Communication & Public Relations, Crisis Management, HR
Management and Career Development, in Greece, Italy, France and
Cyprus. Since September 2022 she holds the position of Director of
Human Resources at Parklane, a Luxury Collection Resort & Spa.
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Valentina
Charalambous

For the first time in history there
are as many as five different
generations in the workplace at
once. What are your expectations
while looking to recruit, hire,
onboard and manage new
employees?

Indeed, for the first time in history
companies shall consider five different generations
when looking to attract and recruit new talents within a
workplace. From the traditionalists to generation Z, below
we analyze the main considerable factors.
* The Traditionalists value old-time morals, safety,
security, and consistency. This generation favors
conventional business models in the legal workplace and a
top-down chain of command. Work ethic and reliability are
also important to them.
* Baby Boomers, candidates from 59-645 years old are
looking for a work-life balance and clear managerial
hierarchy. They will likely have started working in an entry-
level role before climbing the career ladder and reaching
senior positions.
* Generation X, candidates from 43 to 58 years old are
looking more into flexibility and care about company
culture and they like to engage in opportunities for
professional growth.
* Millennial candidates from 27 to 42 years old and
Generation Z from 27 years old and below are looking for
more than just a paycheck. They want to feel good about
their jobs, have a positive impact with the work they do, and
feel like they’re making a difference in the world. In addition
Generation Z are tech-savvy, and desire independent work
environments with positive relationships.

The way all those different generations view the future, the
work they do today and the way they understand and cope
with their colleagues, does it positively affect the company
or is it causing conflicts?

Generational diversity is to include all five generations
into a common workplace, where it has significantly
become a trend during the last years. There is no doubt
of the benefits provided to all colleagues as diversity
and inclusion help people develop and exchange ideas
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which leads to work improvement, that leads to personal
development. In addition, it helps people improve their
interpersonal relationships and problem solving skills. They
become innovative thinkers with in-house mentoring (both
up and down the age scale).

Companies shall identify their own unique ways for all
generations to work well together and foster environments that
encourage teamwork, and a “learn from one another” culture.

Statistics show that by 2025, the Millennials will Make-up
75% of the Global Workforce. What are the challenges you
expect to face?

Indeed, based on statistics, millennials will make up 75%

of the Global Workforce by 2025 and since the early 2000s,
when millennials first began entering the workforce, there
have been struggles with some misperceptions in regards
to millennials ideologies and work approach such as
entitlement, lack of respect of authority, lack of loyalty. The
truth is that millennials value open communication, honesty
and truth in a workplace. Therefore being a transparent
organization in all aspects might be a challenge. In addition,
millennials are witnessing their leaders in action, they are
expecting to learn from them so they can grow. Another
challenge is that millennials need to be connected with
acause, aninteresting and meaningful work. Last but

not least, a challenge an organization needs to take into
consideration is that to attract millennials a creation

and implementation of an inclusive company culture is

an important factor when making them the job offer. A
company that recognizes and rewards each achievement,
that values effective intergenerational relationships and
provides mentorship.

Holder of an Msc in Economics from the University of Cyprus

and a Master in Management emphasizing in Human Resources
Management from Cyprus International Institute of Management.
lam also a certified Global Career Development Facilitator. | have
been working in the field of Recruitment since 2014 where | began
my career as a Recruitment Consultant in a private recruitment
agency, and since 2016 | am the Founder and Owner of the boutique
recruitment agency Work Channel that is based in Limassol, Cyprus.
| have worked in MELCO Resorts and Entertainment for almost 5
years in the position of Talent Acquisition Manager. The areas of
my expertise are: Talent Acquisition strategy, Mass Recruitment
Expertise, Pre-Opening Expertise, Recruitment Testing, Internal
Promotion Programs, Employer Branding, HR Data Analytics,
Business Plans, Project Management.
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AGEISM

How can we combat it at the workplace?
by Kiki Kallis

Workplace ageism, also known as age
discrimination, refers to the prejudice or
discrimination against individuals based on
their age in the work setting. Employees should
be valued for their potential, performance,
contribution and engagement. However,

we do come across of organisations who

value employees based on their age and the
perception they have of it.

Ageism at the workplace. What does it feel and look like?

Typically, ageism is bias against people of a certain older
age. People as young as 40 are sometimes perceived as
“too old” by some managers or whole organisations, which
is why employees of 40 years old or above in the United
States are protected by law against age discrimination.
However, it’s not just the older workers who may suffer from
age-related bias. The main recipients of work ageism tend
to be those at both ends of the employment age spectrum:
the youngest and the oldest. Young employees are often
perceived as lacking experience, making them also victims
of discriminatory decisions at work, such as being passed
for a promotion.

Ageism can be particularly prevalent in the workplace,
where it can create barriers for older or younger workers
and undermine their contributions and potential. Ageism
at the workplace can manifest itself in various ways,
affecting hiring and promotion decisions, creating pay
discrepancies, stereotypes and even allowing harassment
to take place.

The Effects of Ageism

Ageism has negative effects on several levels. According
to the World Health Organisation (WHO), at a personal
level, ageism can severely damage the recipients’ physical
and mental health, and even shorten life expectancy by up
to 7.5 years. When ageism permeates an organisation’s
culture, its negative effects can vary from limiting individual
contributions, leading to devaluation of people, splitting
the solidarity between colleagues and resulting in
workplace exclusion. If managers allow continuing ageist
behaviours, research has shown that this leads to decrease
in job satisfaction and employee engagement which as we
know result in low productivity and increased employee
turnover rates.

How can HR professionals find out if their organisation
suffers from ageism?

To help their organisations identify whether they have an
ailing ageist culture, HR professionals can observe with a
critical eye the organisation’s practices and behaviours.

As an HR professional, do you see certain worrying trends
forming? For example, are managers finding excuses to get
rid of older employees? Are young employees being passed
for promotion based on their perceived inexperience?

HR professionals have a number of tools available to them
to gather information. Exit interviews are a great source

of information on what needs to improve, but also “stay
interviews” are becoming more and more popular. HR
representatives can carry out confidential “stay interviews”
with employees during various employment cycle stages
(during the probation period, during the performance
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appraisal period, during development planning, and so on)
and as part of their discussions quiz employees on how they
perceive the organisation, the culture and whether there
are any issues, including discrimination, which need to be
addressed.

But more concrete data can provide the needed evidence
to back up actions to combat ageism if it exists. Employee
surveys with targeted questions can provide quantitative
data and age-related trends, such as the age of those
leaving and remaining and it’s important that HR
professionals collect and act on such information.

Combating ageism in the workplace requires a multifaceted
approach that involves both individual and organisational
efforts. At the individual level, one can take certain steps to
address ageism at the workplace:

1. You can educate yourself: It isimportant to understand
the dynamics of ageism and the ways in which it can
manifest in the workplace. This can help you recognize
ageist behaviour and respond appropriately.

2. Speak up: If you witness or experience ageism, it is
important to speak up and report it. This can be difficult,
especially if you yourself are the target of ageism, but itis
an important step in addressing the issue.

3. Seek support: If you are experiencing ageism at work, it can
be helpful to seek support from colleagues, friends, or HR.

4. Challenge stereotypes: Ageist attitudes and beliefs are
often based on stereotypes and myths about older workers.
Challenge these stereotypes by highlighting the skills,
knowledge, and experience of older and younger workers in
your organization.

5. Promote diversity and inclusion: Organizations that value
diversity and inclusion are more likely to be inclusive of
workers of all ages. Encourage your organization to adopt
diversity and inclusion policies and practices, and work to
create a culture of respect and inclusion.

6. Support professional development: Older workers may
need additional support to stay current in their fields

and adapt to new technologies. Younger employees may
need additional support to build soft skills such as critical
thinking, decision making and leadership. Encourage
your organization to invest in professional development
opportunities for all workers, regardless of age.

Combating ageism in the workplace requires ongoing
efforts and commitment to promote inclusivity and equity.
Thankfully, HR and leaders have a number of strategies and
tools available to them to create a more inclusive and age-
friendly work environment.

Educate your staff: The first step is to make people aware
of ageism and why it’s not a good thing to allow to fester.
HR professionals can make use of freely available resources
and training material such as the training modules of the
LearnGen ERASMUS+ project to this effect.

Encourage inclusive language: This can include language

in employee handbooks and codes of conduct, as well
as providing training for managers and employees on
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the importance of discouraging insensitive and biased
language, comments, jokes or labels.

Promote inclusivity: You can start from your employer
branding. Use your older employees as well as your
younger team members in your recruitment campaigns.

Encourage inclusive practices: It isimportant to ensure
that hiring and promotion practices are free from age
bias. This can be achieved using objective criteriain
the selection process, such as skills, experience, and
qualifications, rather than relying on subjective factors
such as age. Itis alsoimportant to have a diverse hiring
committee, which can help to prevent unconscious bias
from influencing the selection process. In addition, your
recruiting strategy should bring about a diverse group of
employees including older and younger candidates.

Establish clear policies and procedures that prohibit
agediscrimination. This includes adopting clear policies
that prohibit age discrimination and providing training to
employees on how to recognize and address ageism. It’s
alsoimportant to ensure that these policies are consistently
enforced and that any instances of age discrimination are
promptly addressed and dealt with appropriately.

Create a diverse and inclusive culture that values and
respects the contributions of all employees, regardless of
their age to create a more inclusive and supportive work
environment.

Provide opportunities for professional development to
employees of all ages and stages in their career: Offering
opportunities for professional development can help keep
employees of all ages engaged and motivated and can
also help to promote career advancement and growth.

Itis also important to provide support and resources for
employees at all stages of their careers, including regular
opportunities for employees to learn and grow and develop
and advance their careers. These may include training
programs, workshops, seminars, and networking events
that bring together employees from different age groups
and backgrounds. By creating a culture of learning and
development, organizations can help to foster a sense of
community and belonging among their employees and
create a more inclusive and diverse work environment.

Form intergenerational work opportunities: Create
opportunities for people of different age groups to work
together on tasks or projects in pairs or teams.

Make it safe for employees to report wrongdoings. You
can start with the leadership demonstrating commitment
to accountability on age-related wrongdoings. Create
an anonymous channel of formal reporting through a
Whistleblowing policy that protects the person reporting
discrimination incidents. Lastly, you can provide support
to employees being discriminated against, by providing
counselling or other specialist support.

Inclusivity in corporate events: Ensure that the events
that are for all employees don’t directly or indirectly exclude
certain age (or other types of distinctive) groups. Some
people may be unable to attend evening training classes or
corporate events due to family commitments.

When making your wellbeing action plan, make sure to
address the interests of all age and groups: Offering free
beer after work may be something that younger, male
workers like but not to an older female employee’s liking.



Consider activities and their timings that will interest and
be feasible for the majority of your colleagues to partakein.

Intergenerational learning practices for combating
workplace ageism

In addition to all the previously mentioned practices, a

very important weapon in the armoury of leaders and HR
professionals who want to combat ageism is the creation of
intergenerational learning opportunities. Intergenerational
learning involves prospects for employees of different ages
to learn from one another and share their knowledge, skills,
and experiences. This type of learning can foster mutual
understanding, respect, and appreciation for the unique
perspectives and contributions of each generation, helping
to bridge the gap between different age groups and create
a more welcoming and supportive work environment for all
employees.

Mentoring and reverse mentoring are two approaches that
can be used to facilitate intergenerational learning and
promote inclusion in the workplace. By bringing together
employees from different age groups and backgrounds,
these programs can help to bridge cultural and experiential
divides, foster mutual understanding and respect, and
create a more cohesive and inclusive work environment.

Mentoring is a relationship in which an experienced
employee, known as a mentor, provides guidance and
support to a less experienced employee, known as a mentee.
The mentor helps the mentee to develop their skills and
knowledge, and provides insight and advice based on their
own experience and expertise. Reverse mentoring, on

the other hand, involves pairing younger employees with
more experienced employees, with the goal of helping the
latter to learn from the former. This approach is particularly
useful in helping older employees to stay current with new
technologies as well as trends, and can also help to foster

a sense of mutual respect and understanding between
employees of different generations. Both mentoring
practices can be an effective way to transfer knowledge and
skills from one generation to another and can also help to
build trust and foster professional relationships between
employees of different ages.

To create an effective mentoring or reverse mentoring
program,itisimportant to set clear goals and
expectations, establish a structured framework, and
provide ongoing support and resources. It may also be
helpful to involve a third party, such as a human resources
representative or outside consultant, to facilitate the
program and ensure that it is running smoothly. The

free ERASMUS+ project LearnGen provides educational
material for HR professionals interested in implementing
mentoring and reverse mentoring in their organisations
and for Mentors themselves who want to improve their
mentoring skills.

Overall, creating an organization free from age bias
requires a commitment to inclusivity and equity, as well

as ongoing, concerted efforts to establish and maintain
policies and practices that promote these values. By taking
these steps, organizations can create a more diverse and
inclusive workplace that values the contributions of all
employees, regardless of their age.

With studies in Psychology and Human Resource Management

and an international career spanning over 25 years, Kiki is
currently the HR Manager for CARDET, the HR Award-winning,
largest non-profit research and training organisation in Cyprus.
She is a Fellow member of the Cyprus HR Management Asso-

ciation, of which she served for a number of years as a Board
member, and Member of the CIPD. Certified as a trainer by the
Cyprus HR Development Authority, she loves delivering HR train- of the information contained therein.
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Hellenic

by Maria Spyrides

Bank:
nnovative feedBank App

How technology facilitates in
oullding a feedback rich culture?

hen it comes to workplace feedback,

as HR professionals we surely know

thevital role it plays in keeping peo-

ple highly engaged and motivated.

Frequent feedback encourages us

to try harder, become a better ver-
sion of ourselves and move forward, through a journey of
continuous development. Needless to refer to the numer-
ous statistics and research, illustrating the importance of
institutionalising regular (on-the-spot) feedback within
organisations and particularly the importance attributed by
new generations.

Even though business leaders will agree with us that feed -
back needs to be given more often than once a year, and
ideally in the context of day-to-day work, it seems to be a
habit that is challenging enough to establish.

At Hellenic Bank, we believe that constructive and contin-
uous feedback is pivotal. That is why we ensure to invest in
this aspect, by upgrading our performance management
tools on aregular basis, based on global trends, best prac-
tices, and of course based on the feedback received from
our people.

28 / ANOPQMOYL + EPTAZIA

Over the past few years, following discussions with col-
leagues, we identified the need of our people to provide
and receive feedback across the Bank and across all levels,
on the spot, anytime, in an easy and direct way, when work-
ing together on projects or interdepartmental activities.

This is how the feedBank app journey started, to create the first
bank wide Microsoft 365 Power App! Digitizing the provision of
feedback has become of increasing importance in the modern
and dynamic work environment we are working on and particu-
larly in the post-pandemic era, where remote working became
the new norm (or an alternative way of working).

Our aim was to promote honest, constructive feedback
across all levels and teams, reinforce two-way commu-
nication, promote continuous development and growth,
provide a venue for employees to feel valued for their work,
efforts, and contribution to the Bank, facilitate collabo-
ration and promote team spirit. But most important of all,
to create a culture where employees feel comfortable and
safe to request and provide regular feedback.

Here’s how the story goes. Technology and Human Re-
sources Units joined forces, to design and develop inter-



nally an app that would allow quick exchange of feedback,
outside the structured framework of the annual Perfor-
mance Appraisal Process and the 360° Feedback Scheme.

We decided to team up with Microsoft and with their guid-
ance and technical expertise on the one hand, as well as
with the commitment, creativity, and innovative spirit of our
internal team, we developed a functional and user-friendly
tool; the feedBank app, that is available to all employees
through Microsoft Teams and mobile devices.

The creation and design of feedBank was based on the
philosophy of social media applications and is also embrac-
ing the notion of diversity, through the utilisation of gen-
der-neutral characters featured in the app.

feedBank app gives you the opportunity to:

a) request or provide feedback

b) request feedback on behalf of your team (for people
managers).

Through the feedBank app, colleagues can:

a) respond to at least one of 4 predefined questions that
relate to the provision of comments for both areas of
strength, as well as for areas in need for development

b) send a badge for quick acknowledgement of a col-

c) adedicated page in the Bank’s internal portal was
created with useful information about the app, as well as
testimonials from the design team and from regular users,
in order to create awareness and engagement.

We know that employees like the feedBank app by the way
they talk about it:

- “lamaregular user and fan of the feedBank app and |
encourage all of us to use it for positive feedback, appreci-
ation and comments.”

- “The feedbackisinsightful and constructive: on one
hand it provides me with a sense of feeling being valued
and appreciated as a Manager, while on the other hand pro-
vides an insight for my personal development and growth.”
- “ltis motivating to receive a badge after you do some-
thing well and provides you with confidence to continue
doing the right thing.”

- “l'believe, this culture of exchanging feedback should be
further enhanced and promoted within the Bank and feed-
Bank provides such an opportunity.”

- “ThefeedBank app is an easy way to acknowledge the
effort and support provided by our colleagues and express
our appreciation!”

- “lamusing feedBank app, to send to colleagues with
whom | am frequently working with feedback & badges, to
show my appreciation, easily and quickly.”

“At Hellenic Bank, we believe that constructive and
continuous feedback is pivotal. That is why we ensure

to investin this aspect, by upgrading our performance
management tools on a reqular basis.”

league’s positive characteristics/behaviours - Badges
are related to strategic messages that the Bank wants to
disseminate; they are easy and fun to use, and they have
a gamification element where employees get trophies for
every 10 badges of the same behaviour.

Considering also that it is a feedback app, our people could
not be excluded from the design process (from brain-
storming to launching):

a) all staff was asked to be part of the journey viaanin-
ternal poll, where they had the opportunity to vote for the
name of the app, based on a list of options

b) Virtual Open Days to present and promote the app were
conducted

Still as an organization we have a long way to go to ensure
that the app is fully utilized and that it is embraced across
the organization. We thus monitor its use on a regular
basis, and we share the statistics with colleagues. We are
also working on further upgrading the application, as well
as aligning it with other performance management tools of
the Bank.

In conclusion, we believe that when organisations fully em-
brace feedback, they can change the entire demeanor of a
workforce. As Bill Gates said once, “We all need people who
will give us feedback. That’s how we improve”.

Maria Spyrides is the Manager of People Experience & Development at Hellenic Bank’s HR Division.
Maria has an experience of more than 15 years in the HR field. Before joining Hellenic Bank, she was

a Senior Manager at Deloitte’s Human Capital Services, where she led people advisory projects for
both local and international clients and prior to that she worked at the Human Resources Department
of EY. Maria is a Chartered member of the Chartered Institute of Personnel and Development (CIPD)
and was one of the first HR professionals in Cyprus who was certified to provide consulting services

with the “Investors in People” standard. She holds an MSc in Human Resource Management & Devel-
opment from the London School of Economics and Political Sciences (LSE) and a BSc in Operations
Management from the University of Lancaster
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BRI VOlution of the

Art of Hiring Talent

by Tereza Demetriou

am standing in a buzzing room, full of movement, excite-

ment, high energy and flamboyance. Same as all the years

before, but different at the same time. There is uneasi-

nessin the air. Determined professionals are promoting

their companies, big reputable names, trying to acquire
new talent with perks, fanfare, and new tech. They areon a
mission, we all are. The expo booths are different; there’s VR,
drones, and banners with the latest buzzwords such as, in-
novation, transformation, digitization, and agility; all stating
their EVP - their “why” talent should choose them. The aim is
to stand-out and be talent’s choice. It used to be that none
of these would be needed, talent would come to you, and you
would just have to pick from the crop. How the mighty have
fallen! The competition for talent acquisition is apparent
however, the game has changed, it has been in a while now.
As stated by PwC’s US Chairman T. Ryan, “the war for talent is
over and the talent won” (Balasaygun, 2022).

Challenges in finding talent and filling positions, especially
within the tech industry, is the only certain in the new world of
HR. As such, recruitment techniques need to evolve. Competi-
tion for talent acquisition just won’t cut it anymore. As digi-
talisation spreads, tech skills are sought after, not only within
the tech industry but across all sectors. At the same time,
demand for Science, Technology, Engineering and Mathemat-
ics (STEM) graduates as well as professionals has increased
drastically. Computer Science undergraduates from Cyprus
universities, secure employment in their field of study prior
graduation, in contrast to the near past where securing a job
was a big challenge.

The issues with ICT jobs are not just local but are evident on a
global scale and are multifaceted. Despite, the recent large-
scale layoffs in US tech companies like Netflix, Amazon, Meta,
Adobe and Assure, this is not enough to compensate for the
shortage of tech talent globally. As per DESI (2022), 55% of
EU businesses in 2020 reported difficulties in filling technol-
ogy related vacancies and it has now become more difficult.
The demand for ICT jobs is increasing and the supply of new
professionals is diminishing at the same time. In 2020 the ICT
graduates in the EU were merely 3,9% of the total graduates
and in Cyprus, 2.7% of all graduates (DESI, 2022). Further-
more, issues such as gender representation in ICT specialists
continue to plague the industry, reducing the talent pool,
since “only 19% of ICT specialists and one in three sciences,
technology, engineering and/or mathematics graduates
being women” (DESI, 2022).

So, where does all these leave us? HR tactics need to evolve
into an art of hiring talent. We need to embrace this evo-
lution. The new approach towards hiring have forced us

to think proactively and creatively. It is paramount that we
build a workforce that is ready to meet the upcoming de-
mands of the market. We, in the crucial role of HR, must lead
the way towards upskilling talent in ways that benefit enter-
prises, communities and advance our world. Governments
across the EU must collectively invest towards the upskill-
ing and reskilling of all four generations that are now in

the workforce, by subsidising vocational trainings towards
acquiring digital skills. The educational system should shift
towards creating awareness and actively promoting STEM
specialisations, starting from elementary schools. Career
counsellors should be equipped with ICT business knowl-
edge to promote the industry more accurately. We must
redesign the way we work, introducing more flexible ways of
working, while ensuring that the productivity and engage-
ment of our employees remain high and that is where we
must focus on finding the formula for success. Leadership
skills extend towards managing remote, diverse, and mul-
tigenerational teams and this is where we need to support
managers develop these crucial skills. We should focus on
creating meaningful positions that positively impact socie-
ty, focusing on the outcomes and purpose of roles and how
they contribute towards the success of organisations. We
must explore a blend of working arrangements to attract
talent, such as outsourcing highly specialised skills through
project-based roles. Expanding our search to other parts
of the world and creating a diverse workforce has become
our key recruitment strategy, where we must divert our
efforts. Our recruitment process should become agile and
fast, aiming to complete the full cycle (from applying to
making a job offer) within less than two weeks.

Let’s come together to recreate and evolve the art of hiring,
exchange ideas of tried and tested approaches. This is not
awar for talent, but a call for a collaborative innovative ap-
proach to the art of hiring.
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Canyou risk losing your

High Potentials?

s your High Potential Strategy
N place for 2023 and beyond?

by Marios Melanides

Distinguishing high potentials (HiPos) from
high performers (HPs) is essential for the
long-term sustainability of every organisa-
tion. When leaders talk about HiPo employ-
ees, they often opt to hire external candi-
dates, in the absence of systematic internal
processes to identify and assess objectively
their people’s potential. As per SHL’s and
Gartner Research, 46% of organisations lack
such a process for identifying HiPos. The im-
plementation of a HiPo strategy, accompa-
nied by the introduction of objective meth-
ods to identify HiPos is crucial, especially if
we take into consideration the current chal-
lenges in the labour market and the unstable
economic environment.

Have organisations clearly defined
the meaning of High Potential (HiPo)?

In a period of constant change and economic shakeup, that
keeps impacting the already competitive market, many
leaders and organizations are desperately searching for
HiPos who can drive their organizations through an envi-
ronment of continuous change. But, do leaders and organ-
izations appreciate the importance of identifying, sup-
porting and growing their HiPos? Do they really understand
the difference between High Performance (HP) and High
Potential (HiPo)? Do they assess performance and potential
simultaneously through the annual performance appraisal
system? Probably the answer to all these questions is that
many leaders and organisations have the concepts of HiPos
and HPs confused, therefore, they have no clear strategies
in place on how to identify, manage and retain their HiPos.
Many times, the easy solution for leaders is to select their
HiPos from the group of their high performers. However,
according to SHL’s and Gartner Research, only 1in 7 high
performers is actually a HiPo. Therefore, can you be cer-
tain that someone who performs extremely well at his/her
current role has the potential to undertake successfully a
more senior role? The truth is that past performance cannot
guarantee future success at a role that requires a different
set of skills. Lets also not forget that the qualities that make
someone great today, do not always translate them to suc-
cess at the next level.

A

&

Why is it important to identify and
develop High Potentials?

How often do organizations find themselves in the situation
of not recognizing the value of their own HiPos within their
companies, and then they see them joining a competitor
who is willing to invest in them? The answer is that lead-

ers and organisations find themselves in this unpleasant
situation quite frequently, especially in our days, as the
competition in the labour market is fierce, where HiPos are
in great demand and are often headhunted for higher roles,
responsibilities and financial packages.

Therefore, instead of offering a “gift” to your competitors,
by giving them space to attract your talented future lead-
ers, itis best to ensure that you firstly identify the potential
of your people at an early stage in their career, through the
use of objective tools, and then invest in their career and
professional development, thus, ensuring their long-term
commitment to stay. Let us not forget that, nowadays, we
mostly hire/manage young professionals who belong to
GenZ, who can prove to be very capable employees, but at
the same time less committed to stay in case their career
expectations are not met.

Itis of utmost importance to have a clear strategy on HiPos,
if you wish to secure the long-term commitment of your
future leaders and of the smooth succession of your lead-
ership team. This can only be achieved through the early
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identification of your people’s potential and timely plan-
ning of their career development.

Essential attributes of High Potentials Employees

A HiPo employee is a proven high performer who scores
highly in three distinguishing attributes. A combination of
the following attributes, allow HiPos to rise to and succeed
in more senior and critical positions within the organisation:

- Aspiration - torise to senior roles
- Ability - to be effective in more responsible and senior roles

Engagement - to commit to the organization and remain
in challenging roles

SHL High Potential Model

According to SHL’s and Gartner Research, employees who
have the blend of aspiration, ability and engagement, (SHL
HiPo Model), are 12 times more likely to be effective in senior
roles and 11 times more likely to achieve an executive position.

Effective High Potential programs and predictors of High
Potential

An effective HiPo program should focus on measuring peo-
ple against an objective and predictive set of competencies
to identify high potentials. Organisations that use a struc-
tured and predictive set of measures are more likely to en-
gage their workforce and promote people who will succeed
during times of uncertainty and economic instability.

In the recent years, a number of leadership qualities/com-
petencies required to maintain stability during times of
uncertainty have been highlighted. You may consider the
role of each of the five competencies below, which truly
differentiate high potentials from high performers:

1. Resilience: The ability to cope with difficult situations,
bounce back after failure and overcome challenges in times
of uncertainty.

2.Empathy: The ability to understand others’ feelings and
show empathy during a period of uncertainty.

3.Communication: The ability to share information broad-
ly, create streamlined channels of communication, keep
messages simple, communicate frequently, and reinforce/
repeat information through multiple sources.

4.Candor: The ability to speak with transparency and clarity.
Speak the truth, even when the answer is difficult.

5. Humility / vulnerability: The ability to demonstrate hu-
mility and vulnerability, which helps build trust faster than

others. Practically this is achieved by checking on our ego,
admitting mistakes, learning from others, leaving ourselves
open to receiving critical feedback, keeping an open mind,
and resisting becoming defensive.

6. Active listening: The ability to listen to others carefully
and respond in a responsible and engaging manner, which
motivates/encourages others to carry out an effective dis-
cussion with you.

The value of High Potential Employees
& your company’s Strategy

Do not miss opportunities and proceed to implement a
strategy that aims to identify HiPos within your organiza-
tion first, prior to searching to hire external candidates.

In addition, be patient and persistent in developing your
HiPos by giving them the right stimuli that increase motiva-
tion towards roles of greater complexity and engagement
towards your organization.

Finally, I would like to conclude by saying that it is at least
tragic to lose HiPos to whom you have invested time, money
and energy. Can you take therisk of losing them, especially
due to competition? Is there a way to calculate the financial
cost of losing your HiPos?

My humble opinion is that the answer is no. It is extremely
difficult, if not impossible, to calculate the cost of losing
your possible future CEO, CFO, COO, CHRO, etc. Only one
thing can be certain about the cost - it will be very high!!

2
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Establishing Prospects and
Opportunities for Cypriot

Businesses: The Enabling Role
of Quantum Technologies

by Georgios Christos Kostaras

The passing of every year corroborates in the most explicit
way the constantly growing and pivotal role of technologies
across the settings of the modern global society. Emerging
and deeply disruptive technologies such as the Internet of
Things (IoT) and Blockchain and Quantum technologies have
surfaced during the last years, underpinning the advent of
the era of digital transformation. This article will focus on

the transformational impact and generated benefits for the
businesses of the Republic of Cyprus from the integration of
such a forward-looking technology like quantum.

Quantum computers can solve highly complex comput-

ing problems, that would take more than 10.000 years for
conventional computers, in mere 4 minutes. Meanwhile,
prospective use cases spanning in niche sectors such as
pharmaceuticals, chemicals, automotive, and financial
transactions are forecasted to generate a value between 300
and 700 billion USD; while knock-on effects for every sector
and in turn citizens’ daily live is also anticipated. Essentially,
quantum technologies can fulfill a multitude of functions
from optimizing a business portfolio management and risk
analyses to accelerating the production of pioneering drugs
and improving traffic management and logistical planning
for retail companies. With this in mind, it is hardly difficult

to envision how this technology could holistically alter the
existing business models across the globe, despite quantum
still being at the early-stage development.

Although projections imply that these technologies are a
decade far, business and policy leaders should keep a close
look on the steep surge of investments, the formulation of
legal and strategic frameworks in countries and in EU level
(i.e., USA, China, France and the Netherlands indicatively,
aswell as landmark EU initiatives like the Quantum Flag-
ship and EuroQCl) and the establishment of start-ups, that
altogether suggest otherwise. Currently, the majority of
big techs (e.g., Microsoft, Google, Amazon and IBM) and an
increasing number of states are already tapping into their
quest for quantum supremacy through a buy-in towards
the development of quantum capacity, with an aggregate
governmental funding amounting to 30 billion USD (i.e.,
buildup of use cases, infrastructure and talent and adop-
tion of institutional frameworks). This wider policy trends
has been labelled as “the quantum race”, whereby coun-
tries and multinational companies are seeking to secure
and the first-mover and early-adopter comparative advan-
tages. Nevertheless, a successful technical deployment of
quantum does not guarantee an equally befitting maximi-

zation of benefits, without the involvement of businesses
that could further diffuse and stimulate their technological
effects. For various analysts once this technology is fully
commercialized, all relevant sectors and in turn their busi-
ness clusters will be largely affected by its newest techno-
logical applications.

According to the latest data, the national economy of the
Republic of Cyprusis generally dependent on niche sec-
tors that quantum is expected to have tectonic effects (i.e.,
manufacturing, retail, health, information and communi-
cation, transportation and financial services), altogether
collectively amounting to 40% of the Cypriot GDP. Howev-
er, that does not represent the only reason that quantum
technologies should attract businesses; the combination
of other parameters, such as the entailing zero-sum game
logic behind these technologies, along with the time-con-
suming process of establishing the necessary require-
ments for its integration within the business cycle of each
company, should also be closely considered. For all the
previous reasons it is safe to assume that a high number
of stakeholders from the public and private sector in the
Republic of Cyprus will be interested towards quantum in
the years to come.

Because of the topic’s paramount importance, targeted
and action-specific steps were presented and elabo-
rated during the 12th SLR Network Meeting in November
2022 (conducted as part of the co-financed project by

the Republic of Cyprus and the European Social Fund

titled “Sound Labour Relations, Contemporary Enterpris-
es”) which was coordinated by the Cyprus Employers and
Industrialists Federation (OEB) under the topic “Transition
to the Quantum Economy: Trends, prospects and oppor-
tunities for Cyprus and Cypriot businesses”. The event was
attended by more than 150 HR professionals that were pro-
vided with tools, new approaches and guidelines that could
render their businesses quantum-ready.

Generally, there is one critical and overarching approach
for the integration of quantum technologies by businesses,
that will be briefly explored thereunder. The latter is called
“in-house approach” and is predominantly based on a five-
stage path that is characterized by the internal assignment
of specific people as “guantum champions” i.e., the people
that will be tasked with the comprehension and integration
of quantum technologies within the business workflows
and the relevant reporting processes to senior manage-




ment. This role can be fulfilled by a blend of both technical
and non-technical individuals that are situated within each
company such as consultants, hardware experts, business
analysts, leads and computer scientists and mathema-
ticians. In the second stage, these people will be already
quantum-literate to monitor the latest - and closest to
commercialization - use cases in their sector, thereby
selecting the most useful and compatible ones with their
business needs. The third stage will focus on cultivating a
technical understanding of how these quantum applica-
tions could solve the specific business’ problems and under
which requirements they could interoperate with the exist-
ing business’ systems. All the previous, will culminate in the
fourth stage where the “quantum champions” will collec-
tively establish a roadmap of targeted actions that will fa-
cilitate the integration and regular employment of quan-
tum technologies in the business’ workflow, rendering the
latter as quantum-ready. Ultimately, the final stage that will
provide the renown quantum advantage, will be to continue
the monitoring and identification all latest developments

in accordance with the ever-changing trends and business
needs, in order to establish the enabling environment for
the readjustment the company’s quantum overture.

These efforts can be additionally reinforced by participat-
ing in quantum-conducive ecosystems that feature a wide
number of different stakeholders from the quantum value
chain (i.e., suppliers, hardware and software companies,
research institutions, end-users and government rep-
resentatives) which would not only enhance and mature

the business understanding over quantum due to the mix
of backgrounds but also provide additional opportuni-
ties (e.qg., participation in upskilling programmes for the
business’ personnel, company-specific e-learning pro-
grammes). The most prevalent example in this category can
be traced in the case of the Netherlands with the nation-
wide ecosystem coined as Quantum Delta NL. However, all
the previous do not only depend on the steadfast commit-
ment of each business, but also on the willingness of each
government to head the transition process towards the
quantum economy.

In the case of the Republic of Cyprus, quantum represents
yet another building block in the consolidation of the na-
tional vision towards digital, that includes inter alia efforts
for the expansion of the country’s digital footprint and
transformation into a regional hub across the Mediterrane-
an. Although symbolic actions have already occurred and
boosted the momentum towards of quantum in the public
discourse, the most important is yet to be realized; the Re-
public of Cyprus should capitalize on the growing EU focus
towards quantum, as well as benefitting from its unique
geographical and financial characteristics to formulate a
national strategic framework for quantum technologies,
that will catapult the Republic of Cyprus into new heights of
digital readiness and innovation and transform the country
into a centerpiece for quantum business leaders.

Georgios Christos Kostaras is a Senior Consultant at BK Plus Europe. He holds an M.A in International Security
from SciencesPo Paris and a B.A in Political Sciences from the Aristotle University of Thessaloniki. He has pre-
viously worked in the European Parliament and collaborated with research institutions in Athens and Brussels.
His specialization is centered around strategy and policy development and innovation consulting, with focus
on policy areas that have an increasing impact in the future of the European Union and its member states.
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The Future of HR: From Flux to Flow

NG 'EAevag OiIAinnidou

MpivTnv navdnuia tou COVID-19, o topéag diaxeipiong
avBpwnivou duvapikou NTav otaBgpodc Kal o€ peydAo Babuod
npoBAEYIpog, pe Tig e&eAitelg va diapopdpwvovtal BAcel KAAWY
NMEOKTIKWY KAl AKOAOUBWVTAC TIG EMITUXNUEVEG MPAKTIKEG
AMNwV opyaviouwy. H petivA €peuva tng KPMG “The Future of
HR: From flux to flow”, otnv onoia cuppeteixav 300 SieuBuvtikd
otehéxn o Ogpata avBpwnivou duvapikoU (HR) kai 12 and toug
nio npwtonopouc opyaviopouc (Pathfinders), avédelfe 6t ta
dedopéva gxouv aAGEel avenioTpenTi, Ye Tov TOUEQ Dlaxeipiong
avBOpwnivou duvapikou va Bpioketal og pia katdotaon “flux”.

H naykéouia aotdBeia kal aBeRaidtnta €xouv aAa&el Tig
peBOdoUC oTPATNYIKOU OXedIAoUoU Ot BO€uata avOpwnivou
SUVAPIKOU, KAl €XOUV KATAOTAOEI MAPWYNHUEVA TA OMNoId
pakponpoBeoua nAdva. H ayopd epyaciag avtipetwnidel
peYAAeg eNeiYelg o opiopéveg BeEIOTNTEG, eV TO iD10 TO
avBpdnivo duvapiko Bicovel to “Great Reconsideration”,
avadnTwVTag Yid MO OUCIACTIKA KAl WPEAIUN OXEON UE TOV
£py0dOTN ToU. Evoyel autwV TV DEQOUEVIV, Ol OPYAVIOUOI
anaitolv akopa neplocdTePA anod TNy opdda HR, kal Kupiwg
va AEITOUPYEI WG EVAG anodoTIKOG, EUEAIKTOG Kal PNdIaKkog
OTEATNYIKOC NUAWVAG, O CUPNVOIA PE TNV EUPUTEPN OTPATNYIKA
KateUuBuvon Ttou opyavicuou.

I’ auto, N opdda HR kaBe opyaviopoU NEEnel va Xapd&el Kal
va akoAouBei tn Sk Ttng Yovadikn Nopeia, AVTANOKPIVOUEVN
ue euehi€ia, kalvotopia kal peBodIKOTNTA OTIC AVAYKEG TOU
OPYAVIOPOU KAl TV avOpwnwy tou. Auto eival éva and ta nio
ONUAVTIKA UNVUPATA NMou adrvVouyV ol MPwTtonopol os Béuata
HR opvavicuoi (Pathfinders), ol onoiol Bprikav tov tpono

va PetakivnBouv éEunva ano tnv katdotaon “flux”, otnv
onoia oAa eival aBéRala, oe yia véa kataotaon “flow”, otnv
onoia BeAticovouv tig aduvauieg kal dnuioupyouyv aia yia to
avOpwnIvo duvVapiKo KAl TOV OpYAVIOHO CUVOAIKA.

H ¢peuva tng KPMG avédei&e £E1 BaoikEG BOeaTIKEG O1 OMOIEg
anacxoAouv tig ouddeg HR twv Pathfinders, kai otig onoieg
€MNIKEVTPWONKAV yIa va pyetafouv and to “flux” oto “flow”
KaBwg nopelovtal npog to 2025.

1. Apouv otpatnyikd: Oi Pathfinders dnuioupyouyv nio
AnodOTIKEG KAl ANOTEAECHATIKEG Agitoupyieg HR, emidicokovtag
VA NPOChEPOUV NPOCTIOEYEVN OTPATNYIKA a&ia oToug
OPYAVIOPOUG TOUG, MEPA ANO TIG NAPASOCIAKES dPACTNPIOTNTEG
NG NPooAndng, tng piobodoaciag Kal TNg napakoAouBnong tng
IKavonoinong tou avBpwnivou duvapikou. To HR «3iangpva»
SO TOV OPYAVIOUO, MPOOHEPOVTAG EVNUEPWHEVN MANPOPOPNON
pE Baon ta dedopéva TwV epYAlOPEVWY, KAl OTPATNYIKEG
€l0NYNoEIC oTIg onoieg otnpidetal N ANYn anopacewy Tou
OPYAVIOPOU yIa TNV eUPUTEPN EMIXEIPNOCIAKA OTOATNYIKH TOU.
Tautdypova, ol opddeg HR twv Pathfinders dev avaAwvovtal
OTO TO T NICTEVUOUV ol dAAOI yIa To HR, To onoio napadociakd
AVTIETWNIZOTAV WG UNOCTNPIKTIKA KAl OXI OTEATNYIKN
Aeltoupyia, aAAG eiIoxwpoUV duvapikd otn dleuBuvtikn “C-suite”
opada Kal anodelkvUouV EunPakta tnv a&ia tou HR.

2. Agitoupyouv Ynoiakd, épnpakta: O1 NapadOCIOKEG
d10dIKACIEC KAl TPONOG £pyaciag Oev yivovtal NAEoV avektd ano
TO AavOpPWNIVO SUVAUIKO OTN CNUEPIVA AVTAYWVICTIKA ayopd

epyaoiac. I’ autd to HR npénel va npoodépel Tnv idla eyneipia
OTOoUG £pYAlOUEVOUC NOU NPOCPEPEI KA OTOUC NEAJTEG:
MoIOTIKH, ANPOCKONTN, MPOCAPPOCUEVN OTIC AVAYKEG TOUC.

O1 Pathfinders enitayxuvouyv Tig 6Noleg avayKaieq ePAPPOYEG
VEQC TEXVOAOYIAC KAl MPOCNAWVOVTAI OTNY EVOWPATWON
Unolakwy epyaAegiwy Kal Tponou okéPng os KABe por epyaciag.

3. A&lonoioUv d10paTIKA KAl OUCIAOTIKA Ta dedopéva:

O1 Pathfinders éxouv npoxwpnoel NOAU népa anod Tnv
napakoAouBnon deikTwy anodoong Kail th dnuioupyia dash-
boards. Avt’ autou, anavtouv Pe olyoupid OTd EQWTHPATA TOU
OpYyaVvIoPoU xpnoiyonolwyvtag relational analytics, tnv eniotAun
TWV AVOPWNIVV KOIVWVIK®WY SIKTUWYV. AUTO OnPdivel OTi Ol
opAdec HR eival evduvapwuéveg Kal SIaB£TouV Ta KATAMNAG
WECA KAl yVwon OXI HOVO VA GUAAEYOUV KaIl VA avVOAUoOUV
dedouéva aAAd va AduRAVOUV OUCIACTIKEG, OTPATNYIKEG SPACEIQ
JE €NITUXN anoTeAéopaTa.

4. Anpioupyouv Kal aglonolouv ayopég taAéviwyv: O1 Path-
finders avatpénouyv tov Nnapadociakd TPOMNo Ye TOV Onoio
Kataveépovtal ol Oe€I6TNTEG OTOV OPYaAVIoUO, Kal BpAkav

ToV €EUNVO TPOMNO va SIABETOUY TA TAAEVTA TOU KOE PON».
Avayvwpidouv 6Tl TAEéOV N AUCTNPEH AVTIOTOIXIoN avBpwnwy
Kal poAwv dev enitpénel TNV anapaitntn eueli&ia otov
OPYAVIOPO, KAl KIVOUVTAI PE YVWPOVA TNV AVTIoTOoixIon
Se&IOTATWY PE TIC EPYATIEG VI TIG OMNOIEG Eival ANAPAITNTEG.
Eniong neipapatidovtal e TIC ayopEG TAAEVTWV, AEIONOIWVTAG
dedouéva avBpwnivou SUVAUIKOU, EMIXEIPNHUATIKES YVWOEIG KAl
npoBAEPeic. O1 ayopEC TAAEVTWV €ival Yid VEAQ MPAKTIKA, aKOPa
KAl YIa TOUG MIO KAIVOTOPOUG opyaviououc. Qotdoo ol Path-
finders toApoUv va neipapatiotoly, Kal tig AauBdavouv coRapd
unoyn we BAcIK AVIAYWVIOTIKY MEAKTIKA.

5. Kavouv tov okond (purpose) npaypatikotnta: Or Pathfind-
ers Xapdooouy ToV dpOUO OTOV KABOPIoHO EVOC OUCIACTIKOU
oKOMoU TOU opyaviouou, kal epapudlouv KABe evépyela

NMouU ANAITEITAl WOTE VA TOV KAVOUV NMEAYPATIKOTNTA YIA TOUG
AvOPWNOUG TOU. ZSUYKEKPIUEVA, ayKaAidlouv Tto ESG Kkal
EUNAEKOUY eVEPYA TO AVOPWMIVO SUVAUIKO OTN OTPATNYIKA
net-zero, OTE va YiVEl £va e TOV OPYAVIOUO KAl Ol OETIKEG
EMNINTWOEIC TNG VA GTACOUV TOoV D10 TOV NEAATN KAl TNV KOIVVia.

6. Aivouv npotepaIOTNTa OTNV EUNHEPIA Tou avOpwnivou
duvapikou: O1 Pathfinders divouv npotepaldTnTa oTNV eUNUEPIa,
€10AYOVTIAC KAIVOTOUEG NPOCEYYIOEIG MOU gival TAuTtdxpova
OUCIACTIKEG. To avBpwnivo SuvauIKo Kal I81AITEPA Ol VEOTEPEG
VEVIEG, ANAITOUV NEPICOOTEPA AMO TOUG OPYAVIOUOUG OTd
B¢uata uyeiag kal eunpepiac. O1 Pathfinders to avtiAauBdavovtai
NARPWC, EPaPPOZOUV NPAKTIKEG KAl €ival NN ETOIWOI VA
avtanokplBouv og kKABe vEa avAyKn Nou NEOKUNTEI.

Ma Toug npwtonodpoug oe B€pata HR opyaviopoug, n
katdotaon flux dev anoteAei avnouyia, epooov gival €ToIUOI

VA aVTAnokpIiBouv oTpaTNyIKA OTIG AVAYKES TOU avOpwnivou
QUVAUIKOU KAl TOU OPYAVICHOU Pe eUEAIEia Kal dnuiIoupyIikoTNTa.
Tautoxpova divouv anAOXeEPA KOAEC MEPAKTIKEG MOU UNOPOUV va
a&lonoinBouv ano kaBe oudda HR, wote va petaBei pye enituyia
oto 81ko tng flow.

H‘EAeva @IAInnidou eival Senior Manager oto TuApa ZupBouAeutikwy Ynnpeoiwy Aloiknong tng KPMG, unguBuvn
via Ti¢ Ynnpeoieg People & Change kal evepyo pelog tou KPMG Global People and Change Center of Excellence.
Katéxel ntuyio AleBvav Kal EUpwnaikwy Snoudwy, HETANTUXIAKO o€ AIEBVEG Kal Eupwnaikd Aikalo: AiKalo Tng
Eupwndikng Evaoong Kal Twv AIEBVV SXECEWY, KAl ETANTUXIOKO 08 ANPOOIo AIEBVEG Aikalo. AIOBETEI EKTEVN

EUNEIpia OTNV NAPOXH CUMBOUAEUTIKWV UNNPECIWY O B€pata, JeTa&U AAAwYV, dlaxeipiong avBpwnivou duvauikou,
oOnwg BeAtiwon Ttng KOUATOUPAG KAl TNG EUMNEIRIAG TOU MPOoowiKou, dlaxeipion Tng aAAayng, dlaxeipion TG
anodoong, EKNAIOEUCN NPOCWMIKOU, HETAOKNHATICHOC avOpNIVOU SUVAUIKOU KAl 0pYAVGCIAK AvAanTugn.
MpbdoBeta, n'EAeva eival eyKekpIpévn ekNAIdEUTPIA and TNV AVAA Kal eival HEAOG TNG EKNAISEUTIKAG OPAdAG TOU
TurApatog ZupBouAeutikwy YNnpeoiwy Aloiknong.
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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 AIEYOYNZH 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.ZORBAS & SONS LTD

51Armenias Street,

2006 Strovolos, Nicosia, Cyprus

Tel: +357 22871700 / Fax: +357 22378127
Contact: Evangelia Aspromalli
info@zorbas.com.cy
www.zorbas.com.cy

EMOL

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

CAREER

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

Consulco.

CONSULCO LTD

P.O. Box 26025,

1666 Nicosia, Cyprus

Tel: +357 22361300 / Fax: +357 22361483
Contact: Melina Charalambous
melina.charalambous@consulco.com
www.consulco.com

ENITPONH
KEGANAIATOPAE
KYNPOY

CYPRUS SECURITIES AND EXCHANGE
COMMISSION (CYSEC)

19 Diagorou Street,

1097 Nicosia, Cyprus

Tel: +357 22506600 / Fax: +357 22506700
Contact: Maria Yiannitsarou
hr@cysec.gov.cy

WWW.Cysec.gov.cy

Deloitte.

DELOITTE LTD

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

,:éi‘mf European Institute of
A Management & Finance
EUROPEAN INSTITUTE

OF MANAGEMENT & FINANCE

25 Megaron Street, Block B,

2032 Nicosia, Cyprus

Tel: +357 22274470 | Fax: +357 22274475
Contact: Marios Siathas

info@eimf.eu

www.eimf.eu

THES@D UL
PUBLISHING

ADME (CY) LTD /
THE SOUL PUBLISHING GROUP

62 Ayiou Athanasiou, Off.101,

4102 Limassol, Cyprus

Tel: +357 99900267 / Fax: n/a
Contact: Aleksandra Sulimko
hradmin@thesoul-publishing.com
www.thesoul-publishing.com

BDSWISS?

BDS SWISS MARKETS GLOBAL SERVICES LTD
Limassol, Cyprus

Tel: +357 25053940 / Fax: +357 25260262
Contact: Natale Mastoroudes
hr@bdswiss.com

www.bdswiss.com

& CTURTRLSTGROLP

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

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

CouBE
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

———— 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

LA deltasoft’

DELTASOFT LTD

Leofors Nikis 28, 5th floor,

1087 Nicosia, Cyprus

Tel: +357 22375254 / Fax: +357 22519369
Skype: deltasoft_ltd

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

< European
University Cyprus

EUROPEAN UNIVERSITY CYPRUS

6 Diogenous Street, 2

404 Egkomi, Nicosia, Cyprus

Tel: +357 22713000 / Fax: +357 22713020
Contact: Eleni Markantoni
hrm@euc.ac.cy

Www.euc.ac.cy

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.airtransgroup.com

@ CURIS

NETWORK

C.H.G. CYPRUS HEALTHCARE GROUP LTD
6 Georgiou Davari Street, Suite 201,
Acropolis 2024 Nicosia, Cyprus

Tel: +357 22053550 / Fax: N/A

Contact: Popi Psaliou
info@curisnetwork.com
www.curis.health

CRC | Hr solutions*

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

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

d Danat(on

DANATCON HRLTD

P.O.Box 27672,

2432 Nicosia, Cyprus

Tel: +357 99592353 / Fax: N/A
Contact: Barry Kyriacou
barry@danatcon.com
www.danatcon.com

™ ergohomegroup

ERGO HOME GROUP LTD

Tempon 46,

2408 Nicosia, Cyprus

Tel: +357 22505425 / Fax: +357 22352142
Contact: Irene Loizidou
hr@ergohomegroup.com
www.ergohomegroup.com

exelsys

EXELSYS LTD

12 Mikynon Street,

1065 Nicosia, Cyprus

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

ams

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
inffo@ams.com.cy

WWW.ams.com.cy

ﬁ CARDET

CARDET

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

www.cardet.org

I IEEErilakoutas

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

@ e

INSTITUTE OF
MANAGEMENT

CIIM INNOVATIONS LTD

Glafkou Cleride 21,

2107 Nicosia, Cyprus

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

www.ciim.ac.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
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Gaciga I Gemargions
& ARaaGs LE

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

[eou,

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

infocrReEDIT GRDUF‘

securing gase of 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

“/Keoea
b i:*mfr brflm

KESEALTD

Strovolou 113, Office 501,

2042 Nicosia, Cyprus

Tel: +357 22817900 / Fax: N/A

Contact: Anna Xinistery

central@kesea.com.cy

www.kesea.com.cy

*-4 New Horlzons

wn What Ear

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

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

;s
pwc

PRICEWATERHOUSECOOPERS LTD

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

38 / ANOPQMOX + EPTAXIA

IGRS

RECRUITMENT

GRS RECRUITMENT LTD

Agathangelou Business Centre,

101 Gladstonos Str., 3032 Limassol, Cyprus
Tel: +357 25342720 / Fax: +357 25342718
Contact: Steve Slocombe
jobs@grsrecruitment.com
www.grsrecruitment.com

%@_ HR INNCIATE

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

I.cféhl

INTERFRONTIERS

36 Costa Mishiaouli, 2

450 Kato Deftera, Nicosia

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

KPMG

KPMG LTD

Esperidon 14,1087 Nicosia, Cyprus

Tel: +357 22209000 / Fax: +357 22678200
Contact: Maria Karantoni
nicosia@kpmg.com.cy
www.home.kpmg/cy/en

OFFICE OF ELECTRONIC
COMMUNICATIONS & POSTAL
REGULATIONS (OCECPR)

P.O. Box 24412,1704 Nicosia, Cyprus

Tel: +357 22693000 / Fax: +357 22693070
Contact: Antonis Antoniades
info@ocecpr.ee.cy

WWW.0CECPr.org.cy

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

* m;ﬂ-

RESOLUTE ASSET MANAGEMENT (CYPRUS) LTD

11 Kyriakou Matsi,

1082 Nicosia, Cyprus

Tel: +357 22250554 / Fax: +357 22250583
Contact: Sophia Mortaga
sophia.mortaga@res-am.com

Website: N/A

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

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.com

q |‘~I"--'I-"—.-I|:Dl?

INVESTCOR CORPORATE LTD

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

Tel: +357 25000333 / Fax: +357 25000133
Contact: Georgios Giannoulakis
info@investcor.eu

www.investcor.eu

A MetLife
Navigating e together

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

A
OSM

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

Photos
\ Photiades

Broweres Lid
PHOTOS PHOTIADES BREWERIES LTD
1Lemesos Avenue
2540 Dali, Nicosia, Cyprus
Tel: +357 22585858 / Fax: +357 22481450
Contact:Margarita Televantou
breweries@photiadesgroup.com
www.photiadesgroup.com

SAT-7 MEDIA SERVICES LTD

Strovolos Avenue,

2042 Nicosia, Cyprus

Tel: +357 22761050 / Fax: +357 22761040
Contact: Angeliki Gregoriou
hr@sat7.org

www.sat7.org

GRANTXPERT CONSULTING LTD

47 28th October Avenue, Office 302,
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

lI GROUP

P&P ICE CREAM GROUP

P.O. Box 25040,

1306 Nicosia, Cyprus

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

/FXPRIMUS

The Safest Place To Trade

PRIMUS SUPPORT LTD

57 Kolonakiou Str, Linopetra,
4103 Limassol, Cyprus

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

L\|\I

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



SOCIALSPACE GLOBAL MEDIALTD
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

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

INTERNATIONAL ASSOCIATES

THOMAS POUTAS INTERNATIONAL
ASSOCIATES

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

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

'O} 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

STAFFMATTERS

Parvrarsns Gl | Temporary Staf | Contracsan | Bayroll

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

&

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

5 TICKMILL

TICKMILL EUROPE LTD
Kedron 9, Mesa Geitonia
4004, Limassol, Cyprus

Tel: +357 25247650 / Fax: N/A
Contact: Marianna Siamtani
careers@tickmill.com
www.tickmill.eu

UCﬁﬁ

mscarry o e

THE CYPRUS INSTITUTE OF
MEURDLOGY & GENETICS

UNIVERSITY OF CENTRAL LANCASHIRE
P.O. Box 42440, 6534 Larnaca, Cyprus
Tel: +357 24812121/ Fax: +357 24812120
Contact: Georgia Kyriacou
info@uclancyprus.ac.cy
www.uclancyprus.ac.cy

NEA MEAH / NEW MEMBERS

FULL MEMBERS

Antonia Hadjicosti
Epaminondas Epaminonda
Valentini Georgiou

Lito Triantafyllou

Corinne Bahadourian
Katerina Psillou

Tereza Demetriou

STUDENT MEMBERS
Rafail Mappis

loulia Ananikidou
Giorgos Rafaellos
Papageorgiou

Anna Perikleous
Maria Phasoulidou
Paraskevi Sokratous
Panagiota Phidia
Georgia Kanari
Alkiviades Neophytou
Antria Savva

ASSOCIATE MEMBERS
Antonios Spiliakos
Marianna Stavrinides
Irene Photiou

Elena Schiza

Nakis Theocharides
Spyroula lakovou
Andreas Papageorgiou
Natalie Antoniou

Dafni Konstantinidou
Georgia Kotsonopoulou

CORPORATE MEMBERS
CARDET LTD

MetLife Europe d.a.c.

New Horizons Cyprus
(EIMF Technology Institute Ltd)

A. Zorbas & Sons Ltd

Resolut Asset Management
(Cyprus) Ltd

SUPERNOYVYA

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

Cv
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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

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: Maria Chatzipanteli
hr@xm.com / www.xm.com

“
UNIVERSITY OF NICOSIA

P.O. Box 24005, 1700 Nicosia, Cyprus
Tel: +357 22841500 / Fax: +357 22352360
Contact: Dina Hassabi

hassabi.d@unic.ac.cy
www.unic.ac.cy

UMIVERSITY
A MICOSIA

BOARD OF DIRECTORS

PRESIDENT

Elena Stavrinou
VICE-PRESIDENT
Athena Neophytou
SECRETARY

Maria Georgiou
TREASURER

Marios Christoforou
ASSISTANT SECRETARY
Maria Spyrides
MEMBER

Elli Matsouka

MEMBER

Christina Tsolaki Patsali
MEMBER

Irena Hadjivassiliou
MEMBER

Eleana Agrotou

HONONARY PRESIDENTS
Artemis Artemiou
Costas Papakyriacou

TALENT HACKS

TALENT HACKS

46A Agias Fylaxeos Street,
3025 Limassol, Cyprus

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

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

HNCE 188

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

HR
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ATAOHMIZTE 2TO

ANGOPQO[ 1O
+EPTAZIA

To nA€ov enayyeAUaTIKO NePIODIKO TNG Kunpou og Bepata AleuBuvong
AvOpwnivou AuvapIKouU.

Alapnpuidovtag oto “AvBpwnog kal Epyacia” npowBeite TIg unnpeacieq
KOl TA NPOIOVTIA 0AG 0€ OAOUG TOUC AVAYVWOTEC TOU NEPIODIKOU KAI TUYXAVETE TNG
avaAoyng NPOCOoXNG KAl avayvwpeIonc.

To nep10dIKO Tou EnayyeAuaTikoU pag Xuvoeopou AapBAvVETal O NAEKTPOVIKNA KAl EVTunn popdn and MEAn,
EnayyeAuatieg AletBuvong AvBpnivou AuvapikoU, AleuBuvTtikd YTeAEXN TOU TOMOU pac, AKadnpaikoUg Kal
Epeuvntéc otnv KUnpo aAAd Kal OTo EEWTEPIKO, ANO NYETIKA OTEAEXN TOU TOMOU PaAg nou kaBopidouv To AoV
TV EMNIXEIPNOCEWY OTNV 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.

A NAHPO®OPIEX 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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Identify high-potential employees with deep
insight into ability, aspiration, and engagement,

that are:
more likely to be to achieve an executive  to stay, put in extra effort
effective in senior roles role and meet performance

goals




PEOPLE + WORK

JOURNAL OF THE CYPRUS
HUMAN RESOURCE
MANAGEMENT ASSOCIATION

ANOPQIIOZ + EPTAZIA

TO MEPIOCAIKO TOY KYTMPIAKOY
>YNAEZMOY AIEYOYNZHZ
ANOPQIMINOY AYNAMIKOY

T.©.28785,

2082 Aeukwoia, 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




