
A country of some 800,000 inhabitants with a
per capita GNI of US$17,580, Cyprus is the
wealthiest of the new members admitted to

the EU in 2004. But it is also Europe’s only country
to be split along the middle following the Turkish
invasion of 1974, barely a decade after the establish-
ment of its productivity center.

The Cyprus Productivity Centre (CPC) is Europe’s
sole productivity center to have been jointly estab-
lished by the government and the International
Labour Organization (ILO), the UN body that has
subsequently set up productivity centers around the
world from Barbados to Malaysia to Mauritius. As
an ILO offspring, it is not surprising to observe the
preponderant role played in the CPC by the Cyprus
Ministry of Labour. CPC staff are civil servants of
the ministry, with all the advantages and disadvan-
tages that this implies: public finances as reliable
income, with clearly defined salaries, promotion
scales, and procedures. 

“...the CPC’s focus has been
training in the pursuit of its
goal: ‘to assist private and
public organisations to utilise
their human and capital
resources in the best possible
manner, with a view to
increasing their productivity.’”

From its inception, the CPC’s focus has been training
in the pursuit of its goal: “to assist private and public
organisations to utilise their human and capital
resources in the best possible manner, with a view to
increasing their productivity.” Today the CPC, with
its annual US$5 million budget, provides a signifi-
cant proportion of Cyprus’s adult vocational training,
ranging from car mechanics to plumbers and electri-
cians to air-conditioning engineers. This training
function enabled the CPC to play a national salvation
role in the decade following the 1974 crisis: voca-
tional training provided the skills base which helped
transform a national 40% rate of unemployment,

caused by the influx of essentially agricultural
refugees, into a highly efficient manufacturing and
service society one decade later. 

As times change, so does the CPC’s training role. In
cooperation with the national Human Resource
Development Authority, the CPC now also provides
accelerated basic vocational training to unskilled
persons in industrial trades for which there are
pressing needs in industry, contributing to holding
the rate of unemployment to less than 5%. Through
these programs, virtually all participants secure
immediate employment in industry. This modifica-
tion and others indicate that, despite obviously
meeting national needs, there has been a continuing
review of the evolving requirements for the voca-
tional training role of the CPC. A similar ques-
tioning of the nature of the CPC’s role has also
developed in the area of management training.

The CPC’s management training component provides
a wide range of functional and general management
courses for public administration. It was supple-
mented in 1976 with the creation of the
Mediterranean Institute of Management (MIM). This
provides a one-year international, and (for Cypriots)
corporate-sponsored national, MBA-equivalent
course that has provided the country and region with
more than 400 much-appreciated graduates. With the
establishment of two national universities in the past
decades, the MIM’s function has had to be periodi-
cally readjusted to ensure complementarity with
academia. Remaining in close touch with the more
immediate needs of business is its touchstone.

The CPC also provides management consultancy
and research. In theory, businesses can call on the
CPC for one-day, free-of-charge consultancy that can
then be extended at normal market rates. However,
with 16 of the total staff positions of 45 unfilled (due
to a government economy drive in its own services,
which inevitably includes the CPC) consultancy is
underprovided at present. However, over the years
the CPC has acquired considerable experience in
working on projects with third parties. Thus in 1995
it operated a productivity year campaign with public-
sector trade unions to create awareness among civil
servants of the importance of productivity, the need
to maximize the effectiveness of their work, and the
need to become customer oriented. This was fol-
lowed by a national campaign in which 78 compa-
nies participated through focused projects, not
simply exhortations.

“...despite obviously meeting
national needs, there has been
a continuing review of the
evolving requirements for the
vocational training role of the
CPC.” 

On the other hand, the CPC’s research activities are
being increased. Current CPC projects focus on
understanding the impact of education/training and
technology on productivity (a key issue in the
national strategy), developing training materials in
energy saving, and exploring the possibilities of flex-
ible forms of work organization to alleviate labor
market shortages. The CPC’s plans also include the
development of a portal for business and the
strengthening of the training infrastructure through
e-learning.

The CPC has been particularly adept, perhaps too
adept given its productivity focus and understaffing,
at performing ad hoc functions rapidly at the behest
of government. The most prominent has been its
management role of EU action programs, particu-
larly for joint learning with other EU member coun-
tries. Furthermore, the MIM organizes international
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Most SMEs start out staffed by the owner-entrepreneur’s friends and families.
But what happens when an enterprise grows toward “medium,” specialized
technicians are needed, or an employee leaves? Everyone has horror stories of
how a botched hiring process resulted in workplace disharmony, lowered pro-
ductivity, offended customers, or worse. The budget may not be in place for
headhunting, but Pamela M. Belyn (http://www.allbusiness.
com/articles/EmploymentHR/3880-33-1834.html?tipnews-12_2) has sensible
ideas for minimizing the chances of a disastrous hire.

1) Write a realistic job description. Make a detailed list of tasks involved in the
vacancy position, prioritize, and list the top three in an advertisement or the
initial contact. If the job entails weekly post office runs, say so.

2) Solicit referrals. Ask likely sources if they know of anyone suitable. They
may have been contacted recently by a talented applicant when no openings
were available.

3) Read resumes with a critical eye. Are there unexplained gaps in educational
and job history? Does the candidate share any personal interests with you or
others on your staff?

4) Check references. Previous employers may only confirm dates, last rate of
pay, and position, but this is still useful. 

5) Perform background checks. These can be formal or informal, but a profes-
sional check may be a good idea if the candidate is to handle sensitive func-
tions like payrolls.

6) Conduct personality testing. Such tests now give realistic results, and many
consultants offer reasonably priced testing.

7) Screen over the phone. Ten to 15 minutes’ conversation can demonstrate
speaking ability, grasp of phone etiquette, and interest in the job, saving
interview time later. 

8) Be a tough interviewer. Stick to open-ended questions when ascertaining
how a potential hire would respond to a specific work situation.

9) Be flexible. If the position is full time but the perfect candidate wants part
time, try job sharing or reducing the hours. Considering employees’ quality
of life opens up the human resources pool you can tap.

10) Consider “temp to perm.” Using a temporary agency takes some of the
hassle out of the search for employees, but read the service contract carefully.

3  

APO news ● May  2006

seminars in cooperation with the ILO for high-level government employees and
representatives of labor and employers’ associations from the new EU members
on such topics as labor administration, labor inspection, and pension reform.
Currently, the CPC is launching a US$2 million government grant scheme to
encourage building contractors to upgrade their equipment to improve employees’
health and safety, and hence productivity. 

Despite its ILO parentage, the CPC has, as an integral part of government, not so
far been able to develop into a truly tripartite body. However, a moribund attempt
two decades ago to establish a joint productivity council consisting of representa-
tives of trade unions and employers’ bodies as well as government has now been
relaunched with government authorization. The mission of the new tripartite
Productivity Council is to formulate a national productivity strategy and program
that can be implemented through projects and policy instruments. Back-up will be
provided by a technical committee and ad hoc groups. Already a joint core con-
cern is reforming apprenticeships, both in terms of reducing dropout rates and
meeting the needs of the labor market in skilled personnel. The government has

already recognized the CPC as the competent authority for the apprenticeship
system. Flexible working hours are another major productivity issue that can only
be tackled by tripartite cooperation.

Thus, for four decades the CPC has played and continues to play a substantive,
albeit continuously changing, national role in enhancing continuous learning and
adaptation in an economy that has hauled itself to within striking distance of
Europe’s average wealth level by consistently achieving a much higher than
average productivity growth rate.

........................................... by Anthony C. Hubert 

Anthony C. Hubert is President of EuroJobs, an organization he established to
promote efforts to raise the quality of working life and productivity in Europe. He
was formerly Secretary-General of the European Association of National
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p-TIPS Moving to hire ground
(Making a great hire)


