Opening Remarks to the EAPM Executive Committee Meeting, London, 13th April 2008
By Rudolf Thurner, President EAPM

Further meetings of EAPM are during the “World HR-Congress” in London. There was also the presentation of the Boston Consulting Group’s world study called “Creating People Advantage”.

The “World Study” focused on some of the most important topics, such as Talent Management, Diversity and the Change of Demographics.
Persistent skills shortages, the changing demographics of the workforce, its increasing diversity and the work–life balance agenda have led to increased competition for individuals who are capable of making the greatest difference to organisational performance. 

In the current tight labour market this has given rise to what has been labelled ‘the war for talent’. The ability to attract and retain higher-quality individuals than competitor organisations is increasingly a strategic priority for business. How this is to be achieved is a growing preoccupation for chief executives and senior managers, and those responsible for the design and delivery of HR strategies that proactively support the needs of the business. 

Managing talent is not just an external task focused only on hiring and recruiting promising individuals who have a high potential to perform well. It is also about keeping them on board and providing them with opportunities to perform, excel and advance. 

Another priority topics is the demographic change in connection with Work-Life Balance.

To help organisations to succeed in these rough times, successful enterprises would have to compete for employees, who will become more footloose and less inclined to work for a company that does not allow individuals to tailor the working day to meet their personal requirements. "Organisations will have to address the growing power of the employee," a report on the nature of employment in 2018 from “The Guardian” said.
"On all levels there will be a move towards upskilling and multi-tasking ... Employees will be required to be more flexible with regard to organisational needs," the report said. This may mean workers abandoning traditional shifts. People may work from home on assignments during specific time slots, or be available on call when work needs to be done. 
Managers will have to create multicultural work teams, operating remotely, combining the skills of older and younger workers. As social changes from the past 30 years take root, women will move into higher management positions. Emotional intelligence and the ability to appreciate people's values as much as their technical competencies will be seen by recruiters as increasingly important.

As companies will hire workers from around the globe and enter new markets with increasing speed, managing corporate and cultural change will become a critical capability in the future. Executives expect their company’s HR functions to develop tools and methodologies that support line mangers in communicating to employees the need for change. It is important that top leaders support change efforts in a highly visible way, change management programs are completed and succeeded, to continually assess employee behaviours, and to nominate an executive to head all corporate change-management efforts. 
One more important topic is diversity and intercultural management especially as an aspect of globalisation.
Diversity management is a key component of effective human resource management and has become a strategic issue. It focuses on improving the performance of the organisation and building a culture of respect and inclusion.

Diversity moves beyond the idea of equality of opportunities in organisations, towards the recognition of value of difference. Diversity therefore consists of visible and non-visible factors, which include personal characteristics such as background, culture, personality and work-style in addition to the characteristics that are protected under discrimination legislation in terms of race, disability, gender, religion and belief, sexual orientation and age.

Managing diversity is a complex task and there is no single best way to do it. HR plays a major role in successfully creating an inclusive workplace. Diversity strategies must be linked with business objectives and other HR policies. Diversity management requires the top management’s commitment and is a continuous process of improvement, not a one-off initiative. A value system based on respect and dignity, excellent communication and training are vital in the process. “Doing it right” means that diversity managements adds real value to business performance.

The Boston Consulting Group identified the following key actions for managing diversity:

· Intercultural training

· Facilitating mentoring and
· Employment practices (like new models for developing diverse staff)

For multinational organisations it is vital to understand the implications of differences in national culture and local conditions to HR management. HR processes and practices that work in one country won’t work in another. As studies suggest a “glocal” HR management approach can be an effective way of tackling this challenge. The main characteristics of “glocal” HR Management are 

· global HR strategy and policy

· strong link between business and HR processes

· decentralisation on a tactical level

· global Talent Management

In this regard it should not be forgotten that a multinational workforce often results from immigration and can also apply for organisations operating nationally. Especially the effect of different cultural assumptions should be taken into account in HR management.

In the light of increasing competition caused by globalisation and increased cost pressure we are forced to not only keep our Human Capital resources but also to deal well directed with the demographic developments. Therefore we should on the one hand raise the potential of older workers and on the other hand benefit and promote them to achieve sustainable and competitive advantages in the long term. 
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