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The theme for the 23rd EAPM Congress is very topical at a time of great change within Europe.

A United Europe - A United Labour Market?
Is one of the most important questions being addressed today by Governments, the European Commission and in the boardrooms of companies all across Europe.

At the outset of any discussion about Europe it is important to recognise that Europe is a success story.  
For example, in the period 2000 – 2005 the EU15 share of the world’s market grew from 17% to 19%.  
In that same period global inward investment to the EU15 accounted for almost half of the world total.  And in 2003, 13 of the world’s 20 biggest non-financial multinationals were European.

The real irony for Europe is that this very success makes change even more difficult to achieve.  
People become comfortable with the status quo and fear that change will undermine their employment prospects and living standards.  This is bourn out in a recent survey which found that one in five Europeans fear having to become mobile because they may lose their jobs.

As we seek to create a more competitive environment we must address this issue.  
And it is a real challenge.  
For example, currently less than 2% of Europeans live in a different member state from their own, a figure that has hardly changed in 30 years.  This contrasts sharply with the situation in the USA and Japan where people are far more mobile, both geographically and occupationally.

Europe’s political leaders must become more effective in promoting the need for change to a sceptical electorate, and persuade them that reform does not mean the abandonment of the European social model.
HR professionals, their national associations, and the EAPM have much to contribute to this debate.  
We in HR have unique insights into how employees deal every day with the issues that drive competitiveness.  
Our experience covers for example:

· The integration of young talent into the workplace

· The creation of opportunities for women to play a more active role in paid employment

· The adoption of jobs to suit older workers

· The introduction of life long learning 
· Corporate restructuring and rationalisation and so-on

There are important initiatives if Europe is to meet the objective of the Lisbon Strategy of becoming the worlds’ most competitive and dynamic knowledge economy.

The basic truth is that for many European citizens, flexibility and mobility must become accepted as the norm.  
All our experiences in HR point to the benefits of mobility – it helps people to acquire new and better skills and facilitates life long learning.  
We appreciate, however, that in order to promote occupational mobility successfully, there must be a balance between flexibility and job-security.  
The European Commission is perusing a similar aim through a policy initiative called “Flexicurity”.  This policy is highly relevant for people management and development professionals as its four principal aims all impact on HR strategy.
Namely: 

· Flexible contractual arrangements, and modern labour laws

· Active labour market policies to help people cope with change

· Reliable and Responsive Life Long Learning to ensure the continual adaptability and employability of workers

· Modern social security systems

Flexicurity is intended to promote the achievement of both flexible labour markets and high levels of employment and income security.  Thus addressing the needs to improve competitiveness while protecting the European social model.

We in HR, through the EAPM, would welcome the opportunity of sharing our experiences and engaging in dialogue with the European Commission on the practical application of the Flexicurity initiatives in the workplace.

These are the best of times to be involved in HR.  
The growing shortage of talent offers a real opportunity for personnel professionals to demonstrate the unique strategic contribution that we are capable of making.

Never before have Chief Executives been so concerned about their human capital.  How to attract, retain and develop competent employees in a sellers market is now a top item of concern in the boardrooms of Europe.

The challenge is compounded by a demographical trend where the overall supply of people of working age is in decline across the developed world.  
And if this wasn’t enough the so-called baby boomers are coming up to retirement which will cause a hugh talent deficit as companies find it more difficult to replace experienced workers.

It will call for inspirational leadership linked to innovative management structures.  This is where HR can play a major role in preparing our organisations for the restructuring and change that lies ahead.
In particular, the changing demographics mean that we must now move from attracting talent in our local markets to sourcing talent in the global marketplace.  
We also need to prepare for the fact that the workforce of the future will be much more diverse.   We will have to segment our employees into different categories and provide HR initiatives, development programmes, and compensation schemes that are relevant to each group.  
We will have to create employer brands that will encourage highly mobile talented people want to work for us.

Over the next few days, a team of top class speakers will show us how we can address these important issues.  They will be supported by an excellent report entitled, “The Future of HR in Europe”, which has been prepared by the BCG on behalf of EAPM.  
May I take this moment to congratulate our Austrian colleagues for organising such a stimulating event in this beautiful city.
In conclusion …

Let us not forget that as HR professionals it is our unique skills that create the cultural values which make our organisations attractive to global talent.

It is our ability to devise mission-critical development programmes and career paths that retain that talent in our organisations.

It is our ability to lead major change initiatives that position our organisations to be successful - no matter how tough the marketplace becomes.

We no longer need to be apologetic or hesitant about our strategic role.  
The evidence is clear.  
When it comes to competitiveness, effective human resource management makes the real difference.  
Clearly our time has come.
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