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Welcome to this latest issue of the International Review 
of Employment and as always many thanks to all of our contributors,
who in this issue represent a particularly international spectrum 
of interests.

I am grateful first of all to the President of Latvia, Dr Vaira
Vike-Freiberga, who discusses developments in Latvia since her
country’s entry into the European Union, as well as plans for the
future. Sarah Woodward, interviewed Gunnar Kuepper from
California on a topic that concerns us all - Emergency Management
and devising an effective Disaster Recovery plan in order to prevent a
crisis from becoming a complete catastrophe. Moving on to China, we
hear from Matthew Yu on business development opportunities in Asia
Pacific, as well as giving some useful tips on how to conduct business
in China.

Back in Europe, the Managing Director and member of 
the Board for the British Chamber of Commerce in Germany,
Andreas Meyer-Schwickerath, explains how he helps to support

British and German businesses working in each others countries.
K. Pandia Rajan from Ma Foi Management Consultants in Chennai
points out that Flexing Staffing in India is continuing to grow at a rapid
rate whilst Haifa Fahoum al Kaylani, Chair of the Arab International
Women’s Forum, speaks to us on Arab women in business.We then
hear from Dr Wolfgang Gawrisch, Chair of Henkel’s Sustainability
Council, on the important topic of corporate sustainability.The Chair
of Microsoft Russia, Olga Dergunova, talks about information
technology and how skills shortages remain an issue in IT in Russia
and the neighbouring countries.

Finally, our Corporate View comes from Jean-Michel Pacaud,
Partner at Ernst and Young, Luxembourg, who discusses the issues
involved in the recruiting of highly skilled young people as well as the
appeal of working in Luxembourg.

Please note that the Review will in future be published
twice yearly.The next edition will be out in October/November 
of 2006.
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Dr Vaira Vike-Freiberga

LATVIA AND EUROPE’S FUTURE

Dr.Vaira Vike-Freiberga was first elected President of the Republic
of Latvia in June 1999 and re-elected for a second four year term in June
2003. In 2005 she was named as Special Envoy to the Secretary General
on the reform of the United Nations.

Born in 1937 in Riga, Latvia, in order to escape the Soviet
occupation her family left the country on 1 January 1945 and became
refugees in Germany.Vaira began her schooling in refugee camps in
Germany, in Herrenwiek and in Lübeck, and continued in French Morocco,
first at the elementary school in Daourat and then at the Girls’ College
Mers-Sultan in Casablanca.

She moved to Canada with her family in 1954 and studied
Psychology at the University of Toronto and McGill University in Montreal,
where from 1965 to 1998 she pursued a professorial career in the
Department of Psychology.Together with her husband, Professor Imants
Freibergs, with whom she has two children, she also did research on the
computerised texts of traditional Latvian folksongs, their poetic style 
and structure.

In June 1998 she was elected Professor emerita at the
University of Montreal and returned to her native land, Latvia, where in
October 1998 the Prime Minister named her Director of the newly
founded Latvian Institute.

She has played a leading role in achieving Latvia’s membership
in NATO and the European Union. An invited speaker at numerous
international events, she is a regular participant to the World Economic
Forum (Davos), and to the annual meetings of the American Academy of
Achievement. She has been a Member of the Council of Women World
Leaders since 1999.

Nearly six years ago, in 2000, the leaders of the European
Union met in Lisbon and launched an ambitious set of reforms, which
were designed to turn the European Union into the most dynamic
knowledge-based economy in the world by the year 2010.These
reforms were designed to make the European Union capable of
sustainable economic growth; to generate the conditions for more and
better jobs, as well as greater social cohesion and increasing respect for
the environment.

We are now more than halfway through the time frame that
was assigned for reaching these goals, but are we really halfway there in
practice? Apparently not!.The implementation of reforms in many of
the EU’s member states has been rather tentative, and the overall
results are, at best, mixed.

That is not to diminish the EU’s achievements. Its older
member states already enjoy the highest standards of living in the
world and have consolidated a unique, participative social model.Their
educational systems are highly advanced and their science base is well
developed.They are home to dynamic and innovative companies with
extraordinary competitive strength.With the vast single market offered
by an EU of 25 and with the euro as a single currency, there is every
opportunity to consolidate the EU’s economic stability and deepen its
potential of economic integration.

The EU’s tremendous success over the decades was one of
the reasons that induced Latvia and nine other countries to join, and
why Latvia also plans to accede both to the euro zone and to the
Schengen common visa space within the next three years.

However, we must now come to terms with the paradox that
the EU’s notable achievements have made Europeans the victims of
their own success.The Union’s older member states have established
generous social support systems that are extremely costly to maintain
and that will be untenable in the long term, particularly if Europe
continues to experience low — and in some cases, even negative
population growth — and if the proportion of pensioners continues to
increase as it is now doing.

Meanwhile, competition from outside of the Union is
becoming increasingly fierce.The exceptionally high wages that trade
unions have managed to obtain for workers in Western Europe are
compelling manufacturers to transfer their production facilities to China,
India, Brazil and other countries, where wages are much lower.
Insufficiently flexible labour markets, along with a complex regulatory
environment and taxes that are too high, are also driving companies
out of the EU’s older member states.

The result is high unemployment, stifled economic growth,
strained social support and health care systems, and rising dissatisfaction
among the EU’s citizens. Some countries, such as Italy, are now
experiencing a full-scale recession.That is why the EU’s member states
will have to display a greater degree of commitment in the
implementation of a whole series of urgently needed reforms, and that
is why the Lisbon Strategy is so important for us all.

The EU’s tremendous success over the
decades was one of the reasons that
induced Latvia and nine other countries
to join, and why Latvia also plans to
accede both to the euro zone and to the
Schengen common visa space within the
next three years. 
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Latvia and Europe’s future – continued

The EU has, in effect, reached a state of
crisis, which as we all know, can be
interpreted in two ways. One
interpretation is “danger”, while the
other is “opportunity”.

The reason that Latvia is experiencing
rapid growth is because it believes in a
free market under conditions of open
competition. 

I believe that this general sense of malaise and dissatisfaction
is what also swayed many voters in France and in the Netherlands to
reject the EU’s new Constitution.They feel that Europe is not delivering
the goods it is supposed to.The EU has, in effect, reached a state of
crisis, which as we all know, can be interpreted in two ways. One
interpretation is “danger”, while the other is “opportunity”. I believe that
we require a considered debate about what the EU is and what it
really stands for, so that we can all move forward together and turn this
crisis into an opportunity.

I also believe that the EU’s ten new member states can
provide the stimulus that Europe needs to regain its competitive edge.
During the past few years, my own country of Latvia has been
experiencing one of the fastest GDP growth rates in the entire
European Union. Last year’s growth rate was 8.5 per cent, and
continued annual growth rates that exceed 7 per cent are expected to
continue during the next few years.

Our main comparative advantages include our strategic
location at the crossroads between East and West; a modern and well-
developed infrastructure with three ice-free ports, a well-educated,
productive and cost efficient labour force; an attractive tax regime with
a 15% Corporate Income Tax rate, and a growing, dynamic economy.
With the high motivation of its population and a work ethic that even
the Soviet occupation did not manage to destroy, Latvia has every
chance and every intention of catching up with its Western neighbours,
and catching up fast. All it asks for is a level playing field and fair and
equal treatment.

I am firmly convinced that in the medium term Latvia will be
able to increase its per capita income level, which currently is still below
50% of the EU average.We are determined to catch up with our more
developed neighbours, and to catch up fast.We are anxious to reach
the stage where we become net contributors to the EU budget as
quickly as possible.

The reason that Latvia is experiencing rapid growth is
because it believes in a free market under conditions of open
competition.We also believe in the free movement of goods, people
and services; and in free and flexible labour markets.The removal of
obstacles to the free movement of labour would assure that the
principle of equality is truly observed within the Union.We believe in
lightening the administrative burden on companies and in creating a
business-friendly environment for all enterprises, and most particularly
for small and medium enterprises, which account for 99 per cent of all
enterprises and two-thirds of all employment in Europe.

What’s more, services account for around 70 per cent of
added value in the European economy.Therefore it is in the EU’s
interest to conclude an agreement on a Service Directive that would
facilitate the development of a dynamic service sector and promote an
increase in European competitiveness.

One of our common goals, and that of the Lisbon Strategy, is
sustainable development. It is also to ensure continued growth, and to
provide businesses with the conditions to create more and better jobs.
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It is to create a knowledge society. In order to do this, we must ensure
that Europe is a more attractive place to invest and work in. Clearly,
such a strategy cannot be based either on natural resources or on
cheap labour.

Instead, Europe must develop its knowledge and innovation-
based activities.Therefore it is essential to increase and effectively
allocate investments into research and development, both by the public
sector and by private businesses. In order to ensure the production of
high value-added products, Europe must also facilitate innovation and
the uptake of new technologies. It must invest in education to increase
Europeans’ knowledge and skills. During the past few years, the
productivity of Europe’s competitors has grown faster and they have
invested more into R & D than we have.

Several other things are also required if we are to create a
genuine knowledge society and to raise Europe’s global competitiveness.
One is the assignment of a pre-determined minimum of the GDP by
each of Europe's national governments to science and research, along
with the pooling of the resources of the EU's member states for
research projects on a broader, European scale. Latvia has recently
adopted a law that foresees an annual increase in budget financing 
for science.

Another fundamental pillar of a knowledge society is
education. Educational programs and training are necessary to provide
skilled professionals who can meet the labour market’s needs. Currently
we do not invest enough in education. Educational budgets represent
around 2% of the GDP in the EU, versus 3% in the US. Furthermore,
many researchers trained in Europe then choose to work in the US.
The brain drain of Europe thus remains a very important issue.

During the coming years, one major challenge for all of
Europe will lie in reducing the large economic disparities that still exist
between the EU’s old and new member States, and to do so as rapidly
as possible.The effective use of EU structural and cohesion funds
should foster positive structural changes, help to lessen social and
economic inequalities, and facilitate the adoption of new technologies in
the EU’s newer member States.

Indeed the EU’s new member states, where wages are
generally lower, but growth rates are high, might provide the needed
stimulus for Europe to increase its competitiveness. I firmly believe that
for Europe to keep prospering, the basic principles of a free market
economy and open competition must not be compromised.The free
movement of persons, goods and services must be secured within the
EU-25 just as it has been in the EU-12 or EU-15. Only under such
conditions can the economic and social development of each and
every member country be assured, and only on that basis can the EU
hope to be truly competitive on a global scale.

Educational programs and training are
necessary to provide skilled professionals
who can meet the labour market’s needs.

. . . it is essential to increase and
effectively allocate investments into
research and development, both by the
public sector and by private businesses.
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Q.What advice do you give to corporate
management in disaster or emergency management
planning?

A. The most important factor to consider in the workplace is

that the workforce should feel safe. It is, for example, a vital factor in

the retention of key staff – people will tend to look for another job if

they do not feel safe at work, whether it be a factory or an office.

There must be a well-understood health and safety policy in place,

from building safety such as emergency exits and fire sprinklers, to

workplace practice. Location is also important.You could have a very

nice office providing a very nice working environment yet if it is in an

area where riots or shootings tend to take place it will be difficult to

attract high calibre individuals to work there.

It is also important to provide training in basic First Aid and

Cardio-pulmonary resuscitation or CPR.This task should be given to

several designated individuals so there will always be someone to help

if, say, an employee has a heart attack. In larger companies this training

can be provided on paid time but in smaller companies we always

advise them to look amongst their employees to see what skills are

already there. Quite often you will find someone who has trained as a

paramedic.The workforce is a very important part of disaster or

emergency management.

Q. Can you plan for disaster?

A. You can’t predict what is going to happen but you can 

plan for it, and there are ways to prevent a crisis from turning into a

catastrophe.There are three stages: how to respond initially; how to

ensure continuity of business function during the crisis; and how to

assist recovery. Also, of course, the type of problem you can anticipate

depends to a degree upon the environment. Here in LA, for example, a

snowstorm is not really a credible hazard as it might be in London,

whereas workplace shootings are.We seem to have a lot more lunatics

with machineguns and we spend a lot of time advising on security,

whether for office or industrial locations.

In the case of major natural disasters such as earthquakes 

or hurricanes, the biggest immediate concern for everyone in the

workplace is for their families and they may choose to stay away from

the workplace in order to care for their relatives.Where there are

critical business functions corporations may choose to provide shelter

for the families of key workers, especially for events that can be

predicted, such as a typhoon. But clearly the planning for that has to 

be in place well before the event actually happens. And for every 

key worker another individual should be designated as back-up, to

provide cover if someone is injured or is simply not able to reach 

the workplace.

Gunnar J. Kuepper

EMERGENCY MANAGEMENT

Gunnar J. Kuepper is Chief of Operations at Emergency and
Disaster Management, Inc (EDM), based in Los Angeles, California.This
independent agency advises private, non-profit, and governmental
organisations throughout the world in comprehensive emergency/crisis
management and business continuity programmes.

Before moving to the US, Gunnar was Commanding Chief and
Managing Director of several emergency management and rescue systems
in Europe, particularly in Germany. He received his education in law and
biochemistry from the German Universities of Bonn and Hanover.

Much of Gunnar's planning and consulting work takes place
within the international aviation industry and he is Chair of the
International Symposium on Air Emergencies. He and his team at EDM
have analysed the emergency management procedures and response
operations in numerous catastrophic incidents, ranging from transportation
accidents, to fires and explosions, acts of terrorism and ultraviolence.
Gunnar regularly delivers speeches all around the world.

Each year, he gives up to fifty briefings for law enforcement
authorities, governmental and private organisations worldwide. He
contributes to a wide variety of publications and is a Member of the
Editorial Boards of the Journal of Emergency Management and Crisis
Response Journal.

You could have a very nice office
providing a very nice working
environment yet if it is in an area where
riots or shootings tend to take place it
will be difficult to attract high calibre
individuals to work there.
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Q.What are the essential elements of a good
emergency operations plan?

A. There are five key considerations: succession,
communication, co-ordination, control and command. It is similar to a
military operation. Everyone must know in advance what their roles are
in the event of disaster. Emergency drills are an important part of this
planning. A universal culture of workplace safety should be instilled, and
this happens through education rather than high technology.

Q.And what about in the aftermath of a disaster?

A. There are two schools of thought on this one. My own
personal opinion is that employees should be encouraged to go back
to work and rebuild as soon as possible. In my experience the
psychological impact is worse if people have nothing to do.The Second
World War taught the Germans and other parts of Europe that if
something is damaged you rebuild it — the best way is to get on. And
after the recent Hurricane Katrina the communities in Mississippi who
started the process of rebuilding straight away seem to be doing much
better than those in say New Orleans.

The second school of thought, particularly amongst
counsellors, is that extensive support may be needed before individuals
are ready to return to work. But in my experience that means they
tend to end up focussing on the few who have suffered a major
psychological impact whilst those who refuse to dwell on the event 
do better.

What is absolutely clear is that leadership is vital in the event
of disaster. It is a rare quality — Churchill had it, and Mayor Giuliani
showed he had it too after 9/11. It is during times of crisis that the
leaders, of whom the workforce may think earn too much money the
rest of the time, can truly show their value.

Q. So can you train for leadership?

A. Definitely — very few people possess it naturally.
Everyone reacts differently in times of crisis but you can learn to
manage your reactions.

Q. Finally, we had a lot of natural disasters last year,
from the tsunami through the hurricanes to the earthquake
in Pakistan and India. Do you think the reaction differs
depending upon where they take place?

A. The fundraisers would certainly say so. But it is important
to remember that just because someone is used to living in a very
harsh environment, he or she still suffers.Their home may have been
small, but they have still lost it. And as there is more and more western
influence in the developing world, so their expectations are becoming
higher.The momentum of suffering is universal.

Gunnar J. Kuepper spoke to Sarah Woodward, Editor of the
International Review of Employment.

Emergency management – continued

There are five key considerations:
succession, communication, co-
ordination, control and command. 

What is absolutely clear is that leadership
is vital in the event of disaster. 
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Matthew Yu is Manager of Strategy and Business Development
Asia Pacific for BBA Fiberweb, a division of BBAGroup plc, quoted on the
London Stock Exchange. Based in Tianjin outside Bejing, he considers
business development opportunities in Asia Pacific and particularly 
in China.

Having graduated from Nankai University, before joining BBA in
the year 2000, he worked in the non-profit sector, including as Project
Manager of TEDA (the Tianjin Economic-Technological Development Area)
Economic Development Bureau and as Chief of its Foreign Investment
Department. He was also a Member of the Consultant Group to the
Egyptian Government on the “Suez Free Trade Zone” development
programme.

A Lecturer on “Foreign Investment in China” as well as Student
Mentor for the “China-EU Junior Managers Training Program” jointly
steered by the two governments, he holds PMP and ACCA qualifications.

Q.What are the key issues multi-nationals should
consider when looking at strategic investments/
manufacturing developments in China; and how has this
changed in recent years, given China’s economic boom?

A. To answer this topic, I really need a PhD — and plenty of
academics had been working on this very subject.The most important
point, in my personal opinion, is to set in advance realistic expectations
of the level of investment and likely return. China only started opening
up in 1978 and the best way to describe the market from an
international perspective was somehow “inscrutable”, for the first ten
years at least. Some came and made a lot of money, others failed,
something like the “gold rush”. However a gold rush never lasts 
forever. Now the good golden times have gone and things are getting
back to normal to operate much more like other regions, although 
for many industries China is still an emerging market in its early stage 
of development.

Take the example of Volkswagen, the first foreign automobile
company to enter China in early 1980s, in Shanghai. For nearly twenty
years they produced essentially the same model of the 1970s and
made a lot of money. But for the last two years they have made a loss
and that is because consumer expectations have changed following the
boom of automobile industry in the country. I have to say that China is
a country that is evolving very fast, especially in its speed to adapt to
the common rules, practices and, unfortunately, the problems in this
international business community.

Comparisons may be made to the state of Europe after the
Second World War. Just as China’s whole industrial base was not well
developed or even damaged to certain extent during the “enthusiastic
regime” in the few decades after 1949 and now it is being built back up
again. Foreign investors cannot expect a very short-term investment
and return like one would think in a gold rushing mindset.They should
be looking at a longer timeframe with more commitment and respect,
especially in those consumer driven markets where foreign players face
fierce competition from their local counterparts.

Q.What is driving the changes?

A.We have to admit to the fact that, although gradually
opening up, the Chinese economy is still to a large extent influenced by
the government policies in the “big picture”. Out of the many there
may be three main drivers. Firstly, living standards are improving rapidly-
especially in the urbanised regions — this has proved rapid growth in
demand for consumer items such as personal care products, cars and
luxury electrical goods. Secondly, there has been a rapid growth in
urbanisation and modernisation — the country is gradually shifting from
a largely agricultural base to an industrial society. And thirdly, as
standards have improved, many locally produced products, for example
industrial equipment, are now being accepted overseas — the demand
is no longer simply from the local market.

Matthew Yu

DOING BUSINESS IN CHINA

Source: OECD Science,Technology and Industry Scoreboard 2005

TOP 20 MANUFACTURING ECONOMIES, 2002

United States
Japan
China
Germany
France
United Kingdom
Italy
Korea
Canada
Mexico
Spain
Brazil
Taiwan
India
Russian Federation
Switzerland
Netherlands
Sweden
Indonesia
Belgium
Austria

250 500 750 1000 1250 1500

MANUFACTURING VALUE ADDED, US$ BILLIONS
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Q. How have regional factors come into play and
where is the biggest growth?

A. The change is happening right across the country but
there remains a big gap between the eastern coastal regions and the
western hinterland — and unfortunately that gap is widening rather
than closing, according to the Gini coefficient, which is used by the
Chinese government to measure the situation. China is still a poor
country, and in many regions, very poor.To give one example, in the
eastern coastal regions the average individual income stands at around
eight times more than that in the west; ten years ago it was only four
times greater. But there is greater wealth all round. A decade ago the
GDP per capita stood at around US$850; by the end of this decade it
is forecasted that the national average will be in the region of US$1,700
per capita. And in the Beijing and Shanghai regions it already stands at
around the US$4,000 per capita level.

Q.What considerations should be taken into
account in recruitment/staffing policies, especially as regards
the mix of local nationals versus expatriates?

A. Expatriates are being used less and less, at least as I see as
the trend. As recently as five years ago you could expect almost all
senior management to be expats but many of the multi-nationals have
started localisation programmes, to train the local talent. Now this has
become almost a doctrinal approach.

Many Chinese have also gone abroad to study and work and
now returned to take advantage of local opportunities. But the labour
market is becoming more difficult as literally each year millions of
graduates pour out of the universities looking for work.

Q. How much of an issue are skills shortages and in
what sectors do they exist in particular (for example, from
your own organisation’s point of view, are manufacturing
engineers hard to come by?)

A. It is no problem to find manufacturing engineers on the
eastern side but it is much more difficult in the remote areas to the
west of the country. Our biggest issue is recruiting qualified technicians.
The Chinese education system has traditionally focused on two ends,
with top end university educated individuals such as engineers and
intellectuals. Otherwise only a very basic education was provided.This 
is gradually changing but it has left some big gaps in the middle.The
country has been taking more pragmatic approaches like the ways
technicians are trained in Germany or software engineers are trained in
India, instead of relying merely on college-level education which is not
that efficient to meet requirements of the industries.

Another issue is finding truly visionary leaders. Local
companies need to find top class managers and executives with a
global perspective.

Doing business in China – continued

China — some basic facts

● According to the CIA World Fact Book, in July 2005 the
total population of China was 1,306,313, 812.This compares
to a world population of 6,446,131,400. Next most
populous country was India, with 1,080,264,388 people.

● In the first three quarters of 2005, the per capita disposable
income for urban households in China was 7902 yuan, an
increase of 11.7% compared with the same period of the
previous year, and a real increase of 9.8% after deducting the
price factor.The increase rate was 2.8% points higher than
that over the same period of the previous year.

● At the end of September 2005, the total number of
employees in urban units reached 111 million persons, an
increase of 1.6 million persons over the same time point of
last June. Of this total, state units had 66.6 million
employees, a decrease of 1.6 million persons; collective units
had 8.6 million employees, a decrease of 1 million persons;
whilst other units had 35.8 million employees, an increase of
4.2 million persons (figures rounded up).

● The contract value of all construction enterprises in the first
three quarters of 2005 totalled 4026.3 billion yuan, an
increase of 23.8% compared with the same period of the
previous year. Of this total, the contract value for state-
owned and state-controlled enterprises was 1908.1 billion
yuan, a rise of 15.6%.The total floor space under
construction for all construction enterprises was 2.755
billion square metres, up by 21.3% year on year.

Source: CIA/National Bureau of Statistics of China
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Doing business in China – continued

Q. How flexible and geographically mobile is the
workforce?

A. It depends upon the industry.Those individuals working at
the high end of information technology could literally find themselves in
a different office every six months. In general however employees,
especially the younger ones, are tending to take a long view of their
career path and staying with one company to gain experience rather
than jumping jobs all the time. Of course, mobility also depends upon
salary — most people will be prepared to move for the right offer.

The workforce is becoming more flexible but it is a slow
process.The Chinese way of doing business, the methodologies and
management styles used in both business and technology, remain
deeply rooted in the many years of a traditional education system.The
traditional Chinese way of doing business and the modern way are
very different.We recognise we need to learn from abroad and an
increasing number of young Chinese are choosing to study for MBAs in
Europe or the United States, often with financial assistance from their
employers in order to do just that.

Q.What should individuals doing business in China
bear in mind from an etiquette point of view, for example
customs, behaviour, even dress code?

A. There are 1001 books on Chinese business etiquette but
the one thing that should be avoided is the stereotype. Society here is
changing so fast that you have to adjust to the local situation — as you
would doing business in any country. China is not especially different
these days and it is certainly more friendly from a government
perspective. I have heard comments from overseas businessmen that
they sometimes find it easier to do business in China than in India,
although of course in India there is the advantage of English being
widely spoken.

Q.And does language remain an issue in China?

A. English is now a required language in junior high school
and is also often taught at primary level. So before they graduate from
high school, typically a student will have spent eight years learning
English.The situation is improving — as can be said for most aspects of
doing business in China.

We recognise we need to learn from
abroad and an increasing number of
young Chinese are choosing to study for
MBAs in Europe or the United States,
often with financial assistance from their
employers in order to do just that.

SHARE OF MAJOR REGIONS IN GLOBAL
MANUFACTURING VALUE ADDED, 2002 

United States

OECD EU19 

Japan

Other OECD

China

Other Asia and Oceania

South and Central America

Other Europe

Africa

25.6%

27.9%
14.3%

9.7%

7.8%

7.5%
4.0%

1.8% 1.3%

Source: OECD Science,Technology and Industry Scoreboard 2005



As an independent organisation, our
services are not influenced by the
government and membership is open to
anyone with British or German business
interests.

Andreas Meyer-Schwickerath

ANGLO-GERMAN BUSINESS RELATIONS

Andreas Meyer-Schwickerath is Managing Director and a
Member of the Board of the Berlin based British Chamber of Commerce in
Germany (BCCG).The BCCG currently has a membership of over 900
members in Germany and the UK, showing a growth of over 10% annually
for the last three years.

German born, Andreas Meyer-Schwickerath has a degree in Law
(German, both state exams) with international finance and European
Union law as his speciality. Before joining the BCCG, he had an extensive
career in international banking and industry, in New York, Stuttgart, Cologne
and Berlin.
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Q.What is the role of the British Chamber of
Commerce in Germany (BCCG) in strengthening business
and trade relations between the two countries?

A. We are a voluntary membership organisation with around
900 members, professionals and companies ranging from small to large
businesses. Our role is to support British businesses operating in
Germany and similarly German businesses in the UK through our
database and network of contacts and members as well as our over
one hundred events during the year. Membership has grown
substantially in the last two years.

The BCCG was originally founded in 1919 in Hamburg and
Cologne. It was reinstated in 1960 in Bonn, and is now headquartered
in Berlin so as to be in close contact with the British Embassy, industrial
representative offices and government agencies, German trade
organisations and other chambers of commerce and lobbying groups.
The British Ambassador is our patron and we work closely with UK
Trade & Investment.

As an independent organisation, our services are not
influenced by the government and membership is open to anyone with
British or German business interests. In this we are different from
chambers of commerce in Germany, where membership is mandatory
for most businesses in both products and services — except for
example lawyers and doctors, who have their own membership
organisations.

One of the main advantages to our members is that we can
act independently in answering any questions they may have concerning
business-related subjects, especially with the special knowledge of our
membership network.

Q.To what extent have you assisted in the exchange
of management/professional personnel between the two
countries? 

A. We apply our database in supporting both companies
offering vacancies and individuals seeking employment. For a small flat
fee, we place advertisements by our members and third parties in our
publications and website — a service we started up just two years ago.

As an example, just recently we mailed 2,500 personal
contacts with details of two job searches in Germany for sales and
marketing professionals which stipulated they be filled by native English
language speakers.Though, of course, it could be the other way around
or, indeed for an opening in a third country.

We also help by enabling people to network directly through
our contacts — which include several international executive search
firms — and by advising member companies on how to go about
executive search in different country environments.



Anglo-German business relations – continued
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Q.Are there any sectors (industrial/services/
professional) where transferability is particularly noticeable
across geographic borders?

A. No special areas are particularly visible, but of course,
professional service-related sectors and also professional/skilled labour
(“Handwerk” such as carpenters and metalworkers) are most sought
after. Usually the most internationally mobile are those in professions
that are least regulated.

Alternatively, professionals are most transferable if they have
qualifications that apply in both countries. Increasingly this requires that
they have double qualifications, as in a German who has studied in the
UK or US and thereby acquired legal or accountancy qualifications on
top their home country qualifications. For instance, one of our
members has UK legal qualifications and is also certified as a notary in
Germany and practicing there.

It does not matter what level of job is involved, our members
can access our network or advertise their jobs within our system.
Mostly we advise SMEs and service sector professionals that are trying
to establish networks in the other country.

Q.What do you see as the main drivers of
mobility — inward investment, cross-border M&A,
joint ventures, private equity investments?

A. We see mainly inward investment through joint ventures
or subsidiaries as well as trade as the driving forces. If a company is
looking for support for direct investment we put them in contact with
UKTI or the regional investment boards.

Our initial contacts could develop into their setting up a
subsidiary, a joint venture or merging with a local company.That is the
normal pattern, though we do not monitor which specific route our
members take.

We have noticed a changing culture with medium-sized,
privately owned companies in Germany.Their access to bank funding
has changed due to Basel II, so now private equity groups or other
agencies acting for private equity investors are more active in raising
capital for these companies.

It does not matter what level of job is
involved, our members can access our
network or advertise their jobs within our
system. 

Our initial contacts could develop into
their setting up a subsidiary, a joint
venture or merging with a local company. 
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Q.Are improved language skills part of growing
employment exchanges — or is this a one-way equation in
that Germans are getting much better at English but not
vice versa?

A. It is true that the younger generations in Germany usually
have at least a reasonable command of English. In our experience,
language skills are of prime importance; therefore, many of our
members are now successfully offering language services and training.

Q.What impact, if any, have EU directives on
mobility of labour had on exchanges? And in what areas 
(e.g. apprenticeship systems) do national qualifications still
inhibit transferability?

A. Some professional services are inhibited, as national
qualifications are needed.With lawyers, for instance, the very different
legal systems require that one is appropriately qualified. In this, I see the
difficulties for greater mobility as being equally balanced between
Germany and the UK.

On top of this there are regional and national qualifications —
especially in the manual sector — to ensure quality where EU
standards are lacking. However, if a person is both flexible and properly
qualified I don’t think it is more difficult to find employment in a
German company.What is more difficult is to be self-employed,
because in Germany this requires in many instances a registration 
and qualification by manual labour organisations, such as the
“Handwerkskammern”. On the other hand, the system does ensure 
a quality standard of manual labour.

Q. Looking ahead, do you see cross border working
opportunities as improving/static/worsening over the next
decade, and do the new EU member states impact on this?

A. I see cross-border employment exchanges improving
much further. Already it is much easier for a school leaver in Germany
to gain six months work experience in the UK, and the same is true
going the other way.There are fewer restrictions, and EU legislation has
been a positive factor in this.

However there remains a certain reluctance to open labour
markets completely, for example to those in new EU member states. I
believe there will be a transition period as new member states are
more fully integrated, opening up greater mobility of labour.

Andreas Meyer-Schwickerath spoke to Jonathan Gregson, Editorial
Consultant of FIRST Magazine.

Anglo-German business relations – continued

I see cross-border employment exchanges
improving much further. 

In our experience, language skills are of
prime importance; therefore, many of our
members are now successfully offering
language services and training.
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Organised flexi-staffing in India has only been around for a
decade or so, but it is definitely emerging as a force to be reckoned
with.While there are around 100,000 flexi-workers in employment
today, it is anticipated that this market will grow to between 10 and 12
million within the next five years. And while currently the Indian flexi-
staffing market is valued at US$135 million, that is expected to grow to
$540 million by 2007. It is the single largest segment among all services,
with a latent market size estimated at $2 billion.

Those growth rates reflect the fact that, in this highly
technologically advanced age, jobs are transformed or created faster
than you can hit the “refresh” button.With geographical borders
dissolving and governments reducing restrictions on the movement of
workforces, the labour market has undergone a redefinition.

The enormous movement of work to Asia is widening the
gap between work to be done and available skills. Movement of work
to India will also mean more fragmentation of jobs and work.The share
of organised players in the flexi-staffing industry is expected to rise to
between 35% to 40% by early next decade.The total market, including
both organised and unorganised recruitment, could grow by 35%,
thereby creating around 1.1–1.6 million temporary jobs.The industries
expected to create most flexi-jobs include BPO services, engineering
and healthcare — all of them involving high-end skills.

The estimated figures to support the impending growth of
the flexi-staffing industry are staggering.With the temping mode in India
having the potential to grow explosively and further add to the
country’s anticipated GDP growth of 7% per annum, are we prepared
to ride the waves of its success? 

As of now, most flexi-workers in India are on the payrolls of
staffing companies, though in reality they work for companies across
most sectors of industry, including IT & ITES, retail, telecom, healthcare
and manufacturing.There are many reasons why companies today
choose temporary workers.

Prominent among them are head-count restrictions, hedging
risk, time-bound projects, and business volatility.Temporary workers 
also help companies to meet their needs during rapid growth periods.
Flexi-staffing is increasingly being recognised as a sound business
decision that permits companies to adjust production schedules 
and reduce overhead as required. Moreover, international studies
frequently show that temporary staff is more productive than their
permanent counterparts.

Some employers find that hiring a temporary worker, even at
a high hourly rate, works out to be more cost-effective than a full-time
employee. It is estimated that about 30% of a full-time employee's total
compensation package goes towards health insurance, taxes, and
unemployment contributions; while in the case of a temporary worker,
these costs are absorbed by the flexi-staffing agency.

K. Pandia Rajan

FLEXI STAFFING IN INDIA:
DRIVERS AND BENEFITS

K. Pandia Rajan founded and then built Ma Foi Management
Consultants Ltd into the first Public Limited HR Service provider in India.
The company now has over 650 professionals operating from 58 offices in
India, Malaysia, Oman, Singapore, Sri Lanka, U.A.E, the U.K. and U.S.
Educated at the PSG College of Technology in Coimbatore, he also holds a
PG Diploma (Hons) from Xavier Labour Relations Institute (XLRI) in
Jamshedpur.

A Director of a large number of companies, he is also involved in
a number of charitable institutions and is the Founder-Trustee of
Sornammal Educational Trust (SET) that runs a school in Chennai for the
underprivileged, which to date has adopted 380 children in the Sivakasi
belt / Kilpauk slums. He is also the Founder-Trustee of the Confederation
of Indian Organisations for Service and Advocacy (CIOSA), a forum
representing over 125 NGO’s in Chennai and a Trustee of Koothu-p-
pattarai, a pioneer theatre group in Tamil Nadu.

With the temping mode in India having
the potential to grow explosively and
further add to the country’s anticipated
GDP growth of 7% per annum, are we
prepared to ride the waves of its success? 
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Flexi-staffing in India: drivers and benefits – continued

MEI* EMPLOYMENT INDEX BY SECTOR (INDIA)

Source: Ma Foi Management Consultants
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OVERALL MEI: 3.19%

* The Ma Foi Employment Index Measures the pace of
recruitment activity/hiring needs across 18 segments in India.

MEI* EMPLOYMENT INDEX BY REGION (INDIA)

Source: Ma Foi Management Consultants
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* The Ma Foi Employment Index (MEI) measures the pace of
recruitment activity/hiring needs across 18 segments of India.

Flexi-staffing is a desirable way of acquiring high-level human
resource that would otherwise be impossible to afford. In India, there
exists an army of highly-qualified professionals who are willing to take
on sophisticated temporary assignments. Utilising these knowledgeable
professionals on a temporary basis offers strategic solutions without
taking on the cost of full-time employee benefits.The rise of a
contingency workforce is also a cost-effective way to address the 
needs of companies that do not want to hire high-level staff on a
continual basis.

The elasticity of working with flexi-staffing arrangements to
meet the demands of busy seasonal projects often proves to be very
cost efficient, since the company doesn’t end up paying for full-time
employee whose skills are required only for part-time.With quality
employment agencies providing enhanced screening, testing and
reference checking of all candidates, companies can be confident that
their temporary workers arrive “ready to work”.

Ma Foi identifies the key benefits to companies as:

● “Just in Time Workforce”
● Progression of Temp to Perm 
● Easy recruitment and demobilisation
● Control of long-term costs
● Outsource invisible costs/reporting costs
● Specialists with wide experience
● Control over manpower and financial outflow
● Enhanced focus on core business

The recent Ma Foi Employment Survey, covering 3,295
employers across 18 different sectors in India, found that hiring
confidence and total employment projections remain robust.
Respondents anticipated creating nearly 100,000 new jobs over the
next quarter. Services are growing at a faster pace than product
companies with IT & ITES, import and export companies and
healthcare leading the top hiring sectors.

Services also came out highest in terms of Net Hiring
Confidence (NHC), which seeks to capture the employer’s confidence
level and future hiring intentions. Service companies’ NHC level was
89%, while industry scored 70%.

Private companies were most confident, narrowly ahead of
publicly listed companies, and way ahead of state-owned enterprises.
Small companies with less than 100 employees were most positive
(NHC 88.49%) about hiring intentions, followed by medium-sized
businesses with 500–1000 employees (84.68%), while larger companies
with a workforce of more than a thousand recorded a lower 72.49%
Net Hiring Confidence.



Flexi-staffing in India: drivers and benefits – continued
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Given the rapid growth of India’s economy and potential skills
shortages, flexi-staffing is set to fill a widening skills gap. Attracting
people with the requisite skills set is crucial. Ma Foi identifies the key
benefits to employees of an organised flexi-working agency as:

● Entry into ‘blue chip’ or respected companies 
● Dignity of employment 
● Social security benefits
● Medical & accident insurance
● Enhances employability
● Temp to Perm
● Career ‘Pit stops’
Our latest survey also focused on what is probably the largest

problem faced by HR managers across all industry sectors in India –
attrition, retention, and talent acquisition.

The relative weightings provided by nearly 3,300 companies
suggest that the principal causes of attrition are compensation and
benefits followed by limited future career growth prospects, with
organisational and personal factors far less important.

Employee recognition and rewards were the most effective
way to stem attrition followed by career development and
compensation-linked schemes such as salary revisions and stock
options. Nonetheless, attrition is a rising problem, especially in fast-
growing sectors such as IT &ITES, which flexi-staffing can help 
to resolve.

The broader benefits of flexi-staffing to Indian society include:
● Faster employment generation
● Addresses under-employment
● Social Security
● Movement from unorganised segment to organised
● Growth of economy as result of higher productivity
● Transparent employment practices

Working models of flexi-staffing
A pharmaceutical company wanted to revive a product line that was
once popular. It could not afford to take the risk of having permanent
employees drive the new initiative. If the project fails, the redundant
workforce cannot be easily separated.The cost of such a redundant
workforce could potentially sink the company along with the 
new project.

That was when the organisation thought of flexi-staffing to
mitigate the risk.The company could penetrate 99 towns across India
with over 200 flexi-workers in no time through Ma Foi. It was a ‘win-
win’ for both the company and the employee.The company could
revive the product line with manageable risks.The employee gained an
employment opportunity with potential for an excellent learning
experience to add value to their CV.

Another company known for consumer goods wanted to
penetrate India’s difficult but potentially huge rural markets.With the
risk of taking on a large permanent workforce the project could not
have taken off.Working models of flexi-staffing was their choice.

Source: Economist Corporate Network
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Our latest survey also focused on what is
probably the largest problem faced by
HR managers across all industry sectors
in India – attrition, retention, and talent
acquisition. 



Flexi-staffing: a panacea for social challenges
With one-third of employment coming under informal / unorganised
modes, the social framework supporting them is sadly neglected.This is
against a background of continuing unemployment in India The bare
facts are startling:

● There are 15 million unemployed young people, the largest
segment seeking first time jobs.

● The youth in India are 3.8 times more likely to find
themselves unemployed as compared to older workers.

● The youth constitute more than 70% of people working
under temporary employment in the country.

● Out of the total number of temporary workers in India,
around 60% are first time job seekers.

● By 2015 there will be 100 million unemployed youth (18
yrs to 25 yrs) in the world and India will contribute about
50% of the total unemployment.

India’s Labour laws are today the biggest impediment to social
welfare.The existing Contract Labour Regulation Act (CLRA) is limiting
since it was passed in a time when contract labour only constituted
unskilled manual tasks.

While the law tries to abolish contract labour and regulates
where it cannot be abolished, the provisions are limiting in many ways.
Poor enforcement leaves out many operators, resulting the vast
majority of the non-agrarian workforce being ‘outside the net’.

Unfortunately, such informal workers are not even paid
minimum wages and do not enjoy social security benefits.Very often
they do not even get a proper letter of appointment from their
informal employers.This leaves them little chance to secure a good job
with another company.

India will need to generate eight million new jobs each year
to plug unemployment.These growth rates are difficult to achieve, and
in this context flexi employment is the only alternative. At Ma Foi, we
believe that stakeholders should legalise contract employment through
organised and licensed players.This makes it easier for the government
to enforce a protective framework.

The Government should regulate the enforcement of
contract labour laws through approved staffing companies.The law
should ensure that the laws applicable to permanent employees also
apply to contract labour — ESI / PF / minimum wages, working
conditions, leave, holidays and working hours.

Contract-staffing companies should be recognised as the
principal employers and temporary staffing should be applicable to all
functions and industries without any restrictions on timing and location.

Furthermore, a national licensing is required for contract
staffing, moving away from awarding licenses on a contract-by-contract
basis. Apart from protection of labour interests, it could also generate
12 million temp jobs in the next five years.The provisions would also
enable the Indian industry to come out of any recession faster and
surge ahead when the growth drivers start operating.

Our hope is that India will adopt flexi-staffing, as this could be
a panacea for many of its current social challenges in employment.
Handled well, it could even be the crucial factor that could raise
economic growth above 10% from today’s single digit levels.
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Flexi staffing in India: drivers and benefits – continued

Our temps liaised with women entrepreneurs of rural India
to support their endeavour to make a living by selling consumer items
in their village.The empowerment through the income generated helps
them to be closer to their children and attend to household chores.
The company had the flexibility to ramp up 841 employees in 240
locations. Here too the flexi-employees benefited from a unique
experience that will go a long way in their careers.

A shared services division of a multi-national corporation
(MNC) faced limitations in employing new people and therefore used
flexi staffing for processing roles. Ma Foi provided 150 flexi employees
who helped the organisation to offshore processes performed in other
parts of the world — Australia, US, UK etc.The model is a huge
success considering the attrition is less than 2% on an annual basis,
quite unheard of in the industry, and that too in ‘boom’ cities like
Bangalore and Chennai.

Flexi employees also have benefits typically associated with
MNC companies such as career planning and web-based HR portals.
And if they don’t like the manager, company deputed to or specific
assignment, they could talk to HR and request a change.

We also came across a garment MNC with a potential
employment of over 10,000, uncertain of investing in India.The
organisation is a global supplier of well-known international garment
brands. One of their main worries of investing is in-flexible labour laws.
The company may win a new order and may need to ramp up by
1500 to 2000 workers. If the product line does not do well in the
market, the order may get scaled down or dropped. If the company
didn’t win enough new orders in the next few months, it is saddled
with thousands of non-productive employees, enough to render them
sick globally and affect the careers of the other workers.

There are countless investment opportunities that stay 
away from India for reasons of labour in-flexibilities. Our competitive,
resourceful human resources simply lose out on the global
opportunities due to laws that are actually intended to protect them! It
is about time that the government took proactive steps to amend the
laws that were made for a different era.

The existing Contract Labour Regulation
Act (CLRA) is limiting since it was
passed in a time when contract labour
only constituted unskilled manual tasks.



Ours is a voluntary organisation which seeks to establish an
international network of both Arab and Western businesswomen and
professionals who both can act as role models and provide informed
advice and guidance to policymakers, business leaders, NGOs and other
representatives of civil society.

Our aim is to facilitate women’s participation in business and
the professions — indeed in every sphere of economic activity —
across the Arab world. And it is our belief that in the not-so-distant
future, Arab women and women in business will be one of the key
engines of growth in the region.

For the present, there’s an urgent need in the Arab world to
create more jobs.The younger generation is much better educated,
yet unemployment remains high in nearly all Arab countries.The
priority, as I see it, is to create small and medium-sized businesses that
generate employment. And in this the role of women is potentially 
very important.

We do have talented young women, but there is a need for
more input going into building up their entrepreneurial skills through
education and vocational training. Also creating an environment that is
more investor-friendly is important through more one-stop shops and
less bureaucracy. If these things come together I believe it will have far
broader consequences, because it will contribute to economic growth
and with it the re-emergence of a vibrant middle class (role of which
we have seen diminished in the past in many of the Arab countries),
and with that greater stability and security throughout the region as 
a whole.

In order for Arab women to play a fuller economic role we
need support from the corporate sector, especially in terms of
accepting more flexible work patterns, flexible hours, and more working
from home through the intelligent application of Information
Technology.

In some respects it is actually easier for Arab women to go
out and work, because the extended family still exists and
grandmothers or aunts can provide support in raising the family.

But companies must play their part as well, by establishing
maternity leave and crèches in the workplace — as in the Western
world.We want women and men alike to be advanced on the basis of
merit, for there not to be any ‘glass ceiling’. And we observe that
companies which support diversity in their workforce, who pursue
modern and innovative HR policies, do as a rule derive greater benefits
from their employees.

Temporary employment agencies also have a role to play in
promoting more flexible working, and this is set to expand now that
the economies of countries like the UAE, Qatar and Oman are moving
so fast.With more multinationals establishing their Middle East/Africa
headquarters in the Gulf region, there is a growing awareness among 
all companies that diversity in the workplace is desirable. Also,
multinationals are employing more local men as well as women, which
over the longer term can be seen as investing in their future clients.
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Haifa Fahoum Al Kaylani

ARAB INTERNATIONAL WOMEN’S FORUM

Mrs Haifa Fahoum Al Kaylani is the Founder and Chairman of
the Arab International Women’s Forum (AIWF) UK. She is also a past
president and Member of the Advisory Board of the Federation of
International Women’s Associations in London (FIWAL), a founder member
of the Suzanne Mubarak Women’s International Peace Movement and a
Member of the Women’s Leadership Board at the John F. Kennedy School
of Government, Harvard University.

She holds an MA in Economics and studied at the American
University of Beirut and the University of Oxford. She is currently a
Member of the Advisory Board of the Middle East Institute at SOAS, the
School of Oriental and African Studies at the University of London and also
a Member of the International Advisory Board of the Khalill Jibran Chair at
the University of Maryland in the USA. Fluent in five languages, she holds
posts and seats on the boards of a wide range of international charities,
cultural institutions and NGOs.

In order for Arab women to play a fuller
economic role we need support from the
corporate sector, especially in terms of
accepting more flexible work patterns,
flexible hours, and more working from
home through the intelligent application
of Information Technology.



In this we are engaged in affecting public policy through
collaboration between the public sector, the private sector, and civil
society. Only when all three are working together will there be real
progress. AIWF launched an important Programme for 2005 on the
theme ‘Women as Engines of Economic Growth in the Arab World’. In
this Programme we worked closely with the League of Arab States, the
European Union, the UK’s Foreign & Commonwealth Office, the World
Bank, along with major companies such as Shell, IBM, and one of the
leading banks in Egypt, CIB.

In the same Programme we cooperated with NGOs from
Egypt to Spain and with academics on the role of women in the
corporate sector – the first of its kind – at a conference hosted in
Brussels at the European Parliament in April, whose Recommendations
were launched at the FCO in London in September at the time of the
UK Presidency of the EU.The Report and Recommendations were
presented at the Euro Med meeting in Barcelona and were forwarded
to the government officials in Europe and the Arab states.

The AIWF is therefore engaged in the process of policy
change, by putting women at the heart of the agenda for the policy
makers.We will be following up by monitoring how these
recommendations are being implemented.

On the same theme of Women’s Role in Economic
Development we have cooperated with the World Economic Forum in
two summits held in Jordan, and with the OECD at a conference on
women’s entrepreneurship in Istanbul.The Arab Labour Organisation
extended an invitation to us to participate at the Arab Labour
Ministerial Meeting to be held in Morocco in 2006; likewise the
European Commission, which is hosting a major conference next year
on the rights of men and women across the region as a whole.

This year we partnered with the Arab Women’s Organisation
(under the auspices of the League of Arab States), with their
conference at Cambridge University in September.We also supported
the Bahrain University in preparing for a seminar on the role of Arab
women in development, the recommendations were presented to the
G8 Dialogue with Civil Society Summit held in Bahrain in November.

The Arab world is part of a globalised society, and as a result
of IT, better communications and greater travel the whole region is
moving towards more openness. I look forward to a climate of equality
of opportunity, where everyone who is a stakeholder can participate
fully in that society.The human resources already exist, and the potential
for creating economic benefits is limitless.
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Arab International Women’s Forum – continued

Some governments in the region such as the United Arab
Emirates are leading by example, having recently appointed the first
woman Minister of Industry in the UAE, while the executive charged
with running Dubai’s Media City is also a woman — both
appointments, I should add, were strictly on merit.This, I think, sets an
example for the local corporate sector to follow; and the same
message is going out to head-hunters and employment agencies.To
move further I believe there is a need for more awareness, more
incentives, and more role models and examples to Arab women
seeking to fulfil their skills and economic potential.

At the AIWF we are also striving to improve the role of
women in ‘the other side of the economy’ — the agrarian sector, which
remains very important in many Arab countries. Indeed, if you look at
women in rural economies, it is usually they who work the hardest and
the longest hours on top of their role as home-makers.

At the Arab International Women's Forum Conference held
in June at the League of Arab States in Cairo with the theme ‘Women
in Integrated Rural Development’, we have met with rural women’s
associations from Morocco, Jordan, Palestine and Syria, from which it is
clear that what is most needed is greater recognition of their working
role, with full and equal rights on local councils.They ‘wanted a voice’ —
for these councils affect their life and their rights — in recognition of
both the funds that they generate and their broader role in the
community.

Also, there is a need for more education, support and training
of rural women, so that they can make better returns from their skills
in such areas as handicrafts, in the packaging and marketing of
vegetables, in cutting out the middleman and marketing directly with
the support of co-operatives. Generally speaking, women rural workers
in the Arab world need better access to both markets and to credit so
that their entrepreneurial skills can flourish.

While many barriers remain, we argue consistently for the
removal of all legal impediments to equal rights and access to
economic activity. In doing so we look at existing laws that ensure full
and equal rights for women to participate — as in Tunisia, where this
has existed since the country’s independence.We also strive to
increase awareness of women’s role in the economy and society 

This may be seen as a breaking of social-cultural stereotypes,
though I believe where these persist this is not to do with Islam itself
but with misinterpretation and traditional conservatism.We approach
this through both a grassroots and a ‘top-down’ approach.



Q.What exactly do you mean by sustainability? 

A. Our contribution to sustainability consists of brands and
technologies to make people’s lives easier, better and more beautiful —
so that the world is more livable, not only today, but tomorrow, too.

Sustainability is a global challenge.Yet sustainability can only 
be achieved if individuals operating in their local communities and
workplaces take on the challenge and accept responsibility.This naturally
also applies to us as a company with a global scope. In our Vision and
Values, we have declared our dedication to sustainability and corporate
social responsibility, and we assume this responsibility wherever Henkel
operates.

Q.You have a specific sustainability strategy and
indeed you Chair the Sustainability Council. How long have
both of these been in place and what first promoted Henkel
to introduce such corporate policies? 

A. In 1989, the Brundtland Commission set up by the United
Nations formulated the concept of sustainable development as a
guideline for the international community of nations.The International
Chamber of Commerce (ICC) gave form to the vision for business
enterprises, defining sixteen management principles for sustainability in
its Business Charter for Sustainable Development. Henkel signed the
Charter in 1991, as one of the first companies to do so. In the year
2000, our Safety, Health, Environment Circle became a Sustainability
Council.The commitment launched the Henkel Group’s sustainable
business management process.We have reported on this process
annually since 1992, first with our environmental report and since 2001
with a sustainability report.

Q. How difficult is it to introduce sustainability
policies across a global marketplace? And how does Henkel
implement such standards across the group? 

A. The Henkel Management Board bears overall responsibility
for sustainability policy.The Sustainability Council, whose members are
drawn from the entire Group, steers global activities in collaboration
with the business sectors, the regional and national companies, and the
corporate functions.

Henkel’s principles for sustainable development are defined in
its Code of Corporate Sustainability. Henkel uses integrated
management systems to implement these principles.The systems are
based on globally uniform standards for safety, health, environment, and
are supplemented by requirements for social issues.

The implementation of the Group-wide standards is regularly
checked by means of internal audits (39 sites in the year 2004). Henkel
companies also have their management systems externally certified, if
this yields competitive advantages. At the end of 2004, 60% of the
production volume came from sites certified to the international ISO
14001 environmental management standard. 70% came from sites
certified to international quality management standards.
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Dr.Wolfgang Gawrisch is Chief Technology Officer Research/
Technology and Chairman of the Henkel Sustainability Council, as well as
Chairman of the Advisory Board of Henkel Research Center of Advanced
Technology (HKL), Japan, and of Phenion GmbH & Co. KG and SusTech
GmbH & Co. KG (both Germany). He joined Henkel KGaA in Düsseldorf in
1998, having previously worked at Hoechst AG in Frankfurt on Main from
1980. Born in 1951 in Germersheim, Germany, he studied Physics at the
University of Mainz and then became Scientific Assistant at the Institute of
Physical Chemistry of the University of Mainz/the ILL High Flux Reactor in
Grenoble, France.

He holds a number of positions on advisory and industry boards,
including the German Chemical Industry Association Fund, the German
Society of Chemists and the Scientific and Technical Society for Chemical
Engineering and Biotechnology in Germany. He is also advisory board
chairman of the Max Planck Institute for chemical Physics of Solids in
Dresden.

Dr Wolfgang Gawrisch

CORPORATE SUSTAINABILITY

Sustainability is a global challenge. Yet
sustainability can only be achieved if
individuals operating in their local
communities and workplaces take on the
challenge and accept responsibility. 
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Q. Henkel’s strategy includes corporate volunteering,
whereby both employees and former employees who have
retired assist in the projects which the company supports.
What are the HR benefits of such an approach? 

A. Since 1998, Henkel has supported non-profit projects
through the Make an Impact on Tomorrow (MIT) Initiative by providing
financial and in-kind donations, depending on what is required, or by
allowing employees to take time off from work. Henkel’s employees and
pensioners support these projects by doing unpaid volunteer work.A total
of 598 MIT community projects, assisted by employees and pensioners
from 36 Henkel companies worldwide, were supported in 2004.

Since 2001, Henkel has donated in addition over one million
euros each year to support volunteer work by its employees and
pensioners for children´s projects worldwide. So far, more than 35,000
needy children and young people in more than 90 countries have been
helped. In 2004, assistance was provided for an additional 188 MIT
children’s projects in 65 countries.The international character of these
projects is an important factor in establishing the MIT initiative at
Henkel companies in all regions of the world. MIT children´s projects
mainly focus on work with schools, vocational training facilities,
orphanages and child shelters, hospitals and street children. Efforts to
help HIV-infected children deserve special mention.

Q.The year 2005 was marked by a series of natural
disasters the world over and pressure was put on corporates
to respond.What was Henkel´s approach? 

A. The Henkel Friendship Initiative e.V., established in 2003,
enables Henkel to deliver direct financial and in-kind assistance to the
places where it is needed, especially in response to major disasters.
Following the tsunami disaster in the Indian Ocean, we immediately
mobilised financial and in-kind donations of one million euros for the
survivors.This aid is being distributed by Henkel staff to those in need
in the countries that were affected.To the victims of the earthquake in
Pakistan and India the Henkel Friendship Initiative gave 80,000 euros
and a donation of 120,000 euros was made to the victims of the
hurricane Katrina as well as ‘in-kind’ donations amounting to 200,000
Euros. Additionally, Henkel supported the engagement of its employees
in helping with clear-up operations with 500 hours of day-release.

Q. How important are sustainability and corporate
citizenship to your overall company culture?

A. As one of our ten values, sustainability and corporate
social responsibility is a very important issue for our company. In all
business areas and cultures in which Henkel operates, its vision and the
values derived from it are the foundations of the behaviour and actions
of all Henkel employees.They are the expression of Henkel’s corporate
culture.We know that our company can only maintain sustainable
practices through its employees – through their daily work, their ideas,
and their sense of responsibility. Our people are our most valuable
resource and are key to our success. Because of this conviction, we
know that we can only continue to be successful if we continue to act
in a sustainable and corporately socially responsible way.

For futher information please look at www.sd.henkel.com

Q. Henkel recently took first place in the second
sustainability survey of the top German companies in the
DAX 30. Congratulations — why do you think your 
company won? 

A. Thank you. Axel Wilhelm, general manager of Sustainable
Investment Research Agentur Scoris GmbH, said of the performance of
Henkel: “the company convinced us first of all because of its systematic
Sustainability Management and its high transparency. It is additionally
notable, that Henkel realised a continuous development and could
improve once again because of this.” I think we won because of our
50,000 employees worldwide.They are dedicated to achieving
sustainability on an every day basis and at different levels, according to
their personal responsibilities.

Q.Turning to corporate citizenship, this is another
area which you as a group have long stressed. How do you
define and is it good for business as well as society? 

A. Henkel is part of society and sees itself as a “good citizen”.
Our involvement in many different social activities goes well beyond
our business interests and deep into the communities where we
operate. Henkel’s social commitment is firmly embedded in its
corporate values and corporate history. As responsible members of
society, the Henkel Company and their employees, have consistently
helped people in many different ways.

Henkel is part of society and sees itself as
a “good citizen”. Our involvement in
many different social activities goes well
beyond our business interests and deep
into the communities where we operate.



Q.What are the competitive advantages enjoyed by
Russia in IT, and to what degree is this built upon human
resource strengths?

A. In Russia we have several fundamental advantages which
are grounded historically in our educational system.We have 100 per
cent literacy rates which go back at least 70 years.There is also a very
positive approach in Russian society towards lifetime learning.

From Soviet times onwards, this culture of learning and
respect for higher degrees and especially PhDs, has attracted many of
our best minds to engineering and the exact sciences — precisely the
kind of backgrounds that can be adapted to the needs of the IT
industry. Nowadays, perhaps more people are sending their children to
institutes and then to management school. But in terms of IT
engineering, there is a very strong pipeline of people trained in the
exact sciences - from young graduates through to people in their sixties
who are often former military scientists.

Q.What are the main challenges in adapting
existing skills sets in Russia to match the needs of ongoing
IT developments?

A. Since multinational companies have been coming to Russia
over the past 15 years, one of the main challenges has been to develop
new projects, — for that one needs good project managers. I have
found the best results usually come from combining local knowledge
and multinational management skills. And now we are producing project
managers who can work in the international arena.

In fact, I see more and more companies in Russia adopting a
multinational culture. Part of this is due to people who travelled and
worked abroad during the early perestroika period — roughly between
1994 and 2000 — who are now coming back to Russia, bringing with
them their professional skills and experiences

Q.What are the areas of skills shortages/over-
supply in IT, and what would be the best remedies? Greater
labour mobility? Opportunities to gain technical or work
experience outside Russia?

A. There exists great reserves of appropriate skills in Russia.
However, mobility of the workforce within such a large country could
be better.

Most of the universities which turn out the kind of graduates
we need are in European Russia — except for a number of former
military institutes in Siberia. And it is still quite difficult for workers to
move around within Russia since you still need to be registered to 
live and work in, say, Moscow or St Petersburg.There remains certain
bureaucratic and informal limitations.The result is that the people 
with the necessary skills are not always where there is most demand
for them.
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Olga K. Dergunova

INFORMATION TECHNOLOGY IN RUSSIA

Olga Dergunova was named Chairman of Microsoft Russia &
CIS in 2004.Young and ambitious,The Wall Street Journal Europe has twice
listed her among the most successful and influential business women in
Europe (in 2001 — Top 30 most influential business women in Europe;
in 2002,Top 25 most successful business women in Europe) whilst in
2001 the World Economic Forum described her as one of the world’s 100
young leaders and invited her to participate in its “Global Leaders for
Tomorrow” program.

Under Olga’s leadership, the subsidiary staff at Microsoft Russia
and CIS has grown from 20 to over 250 people, whilst revenue has
increased from below US$10million to more than US$100million.The
geographic presence of Microsoft across Russia & CIS has substantially
expanded as well and today there are Microsoft representatives in all the
major regional centres of Russia, Ukraine and Kazakhstan.

. . . I see more and more companies in
Russia adopting a multinational culture. 



I am happy to say that, at Microsoft, at least 30% of our
people employed in Moscow are not from the Moscow region, and this
number is growing. Furthermore, with the growth of the internet and
broadband services, it is becoming less necessary for experts, especially
in IT programming, to be physically mobile.

The same is true of product development, where the whole
process is changing. More companies are now going outside Moscow 
to regions where the skilled labour is less expensive.This is also in
response to growing difficulties in recruiting good people in the most
economically vibrant areas like Moscow, St Petersburg and key cities 
in Siberia.

Q. Is there adequate flexibility in the IT labour
force, and what measures could assist in this? More part-
time or networked employment? Use of temporary agencies
to fill skills gaps?

A. Flexible employment is already happening on a huge scale
in Russia. At least half of the companies involved in offshore
development and services are hiring part-time workers. A lot of
business is done on a project basis rather than through official
companies. Part-time workers are available everywhere. Probably half 
of the population is now working part-time

There is much use of agencies to fulfil these requirements, and
this has been the case for the past 12-15 years.We make use of
literally hundreds of different agencies. Because with a company like
ours, which is operating in 17 different regions, it is necessary to have at
least five or six agencies in every major city.

Skills shortages specific to IT are closely linked in Russia to the
levels of software piracy, estimated to be as high as 87% of the total
market. In fact it is so prevalent that it has limited the number of
software development companies to between 20 and 25; and it is
precisely these companies which nurture the higher end technologies
and skills.

Software piracy is the bugbear of the future, because it has
resulted in insufficient demand on the business side for software
development by private companies.This low demand for licensed
software prevents talented people from going into software
development — unless it is done in-house for very large companies 
or offshore corporations.

This situation has given rise to specific skills shortages, notably
in quality assurance management. Elsewhere in the world this is
considered one of the most important parts of software development;
in Russia not many companies understand this.

Thankfully, software piracy is beginning to come down and I
expect to see certain changes in how it is treated in the period of
economic stability that Russia is currently enjoying.

Information technology in Russia – continued
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This low demand for licensed software
prevents talented people from going into
software development — unless it is done
in-house for very large companies or
offshore corporations. 

This is also in response to growing
difficulties in recruiting good people in
the most economically vibrant areas like
Moscow, St Petersburg and key cities 
in Siberia. 



Q.What do you see as the main impacts of IT on
the diversification of Russia's economy, and particularly how
it could affect employment opportunities in other sectors of
the economy

A. As in other emerging markets, IT is having a huge impact
on how business is conducted, especially in terms of accountability and
governance. I firmly believe that a new generation of managers,
well-trained in IT and its applications, will change the way that business
is run.That said, the combined IT software and hardware companies
still represent less than 1.5% of Russia’s GDP. However this is growing
rapidly, at between 25 and 28% a year, and it is certain that IT will have
a larger presence and far greater impact on the economy.

A key part of this process will be developing a new
generation of well-educated employees and promoting them to
management. At Microsoft we have been hiring very actively.

Some speak of there being a ‘digital divide’ in Russia.While
access to IT can be more expensive than some of the population can
currently afford, it is universally available. And just as in every society, IT
will help break down barriers.

In Russia the key issues right now are achieving greater
transparency and enhanced productivity. I believe that IT will encourage
greater diversification of the economy and provide the technology to
replace obsolete business models.The broader use of computer-based
tools will help to improve transparency and lead to more data-based
management.

If this can be accepted, then the opportunities for small and
medium sized enterprises — and indeed all businesses — will improve
immeasurably. And in terms of government, it will increase
responsiveness to the citizens’ needs — a habit that they are just 
picking up.

Q. Is there a strong gender bias, and what can be
done to improve matters? 

A. The gender bias exists in all countries, especially in IT
which is heavily populated by male colleagues. In Soviet times there
were more women teaching or studying the exact sciences; now
women have more career choices, and with IT you must put in more
time learning first the technology and then the job. Only about 20% of
those involved in IT in Russia today are women.

I have noted how sometimes my female colleagues move
away from programming to broader roles, such as sales and marketing
or as project managers. Some are now in general management, though
there are only a few of us. I don’t think this will alter much until the
position of the female in Russian society also changes.

Information technology in Russia – continued

23

That said, the combined IT software and
hardware companies still represent less
than 1.5% of Russia’s GDP. 

I have noted how sometimes my female
colleagues move away from programming
to broader roles, such as sales and
marketing or as project managers. 



Our recruiting strategy is based on two kinds of permanent
hire.We are very active in recruiting recent graduates, usually some
four to five years after their baccalaureate. Last year 80 such individuals
joined our Luxembourg office alone, from universities across Europe,
particularly Belgium, Germany, France and the UK as well as locally.

Then we have a second tier of "experienced" hires, who
already have between three and six or seven years experience, either
with local firms or the other Big Four firms.We also hire individuals
with very specific experience, either in banking, industry, the law or
consulting, for specific projects.

Quite separately we recruit for our "shared services" division,
such as executive assistants, information technology and marketing.
These individuals generally tend to be more local, although we also
recruit in Belgium and Alsace Lorraine.

Another very important facet of our recruiting is for "stages",
that is work experience for university students. In many of the French
grande écoles, for example, the students are obliged to take a stage,
which may vary in length from three months to a year, in either their
second year or third to fourth year (the Belgian education system, by
contrast, does not offer stages). For shorter term stage placements, we
provide a one week crash training course at the beginning of January;
for longer stage placements they have four weeks of initial training, two
of which are here in Luxembourg and two either in Brittany for the
French speakers or otherwise in Germany.
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Jean-Michel Pacaud, Ernst & Young Luxembourg

THE CORPORATE VIEW

Jean-Michel Pacaud is a partner of Ernst & Young Luxembourg,
whose current responsibilities include leading the Insurance Practice for the
Luxembourg Office. He is a member of the Board of Directors and of the
Management Committee of Ernst & Young Luxembourg.

A graduate of the Ecole Supérieure des Sciences Economiques
(ESSEC) and a qualified chartered accountant in both Luxembourg and
France, he started his career in 1988, specialising in auditing and
consulting for the financial services industry. In 1999, he was transferred to
the Luxembourg office of Arthur Andersen, where he led the Audit Divison
from September 2001. In July 2002 Ernst & Young and Arthur Andersen
merged their operations in the Grand Duchy of Luxembourg.

Our ease of recruiting is a phenomenon of fashion. Auditing
returned to fashion in the late 1990s but during the Internet boom of
2001, 2002 and 2003 it was very difficult to find good young people.
The consequent slow down in the economy meant that even the
brightest of young people were drawn back to auditing, but as the
economy has picked up so they have again become harder to find.
I have been in the business eighteen years now and the cycles are
always the same.

However, the current situation in Luxembourg is particular.
The labour market has been booming here for the last year and half
due to the new regulatory requirements under Sarbanes-Oxley.
Compliance demands mean that we are seeing a great deal of
attraction from the banks. Although the financial law here is still derived
from the European Directive and the corporate law is similar to that in
France and Belgium, there are local specificities, which means that many
of our recruits have to learn from scratch.

One of the advantages of Luxembourg is that it is an
attractive family package to put forward. It is very safe, there are good
international schools, it is a pleasant environment to live in.These are
very important recruiting considerations at our level. And for the
younger recruits, there are plenty of good places to go out at night,
excellent clubs and restaurants. Another important selling point is that
in general commuting distances are relatively short.The lifestyle package
is an important one.We have found it especially successful amongst
French recruits from the provinces who do not want to work in Paris.
Luxembourg has the advantages of being international, French speaking
and able to offer an attractive financial package.

We handle almost all of the professional recruiting internally.
Where we do call regularly upon our staffing services partners is in the
provision of support staff, who are mostly recruited locally.They are in
general keen to work for us, not only as we are good employers but
because we provide excellent credentials on the CV of a young PA.
But I would be the first to admit that we often make them work crazy
hours and place more and more demands on them.We look for young,
committed support staff who can stand the pace, but few last more
than two years at the most. It is a difficult job getting and keeping 
the right calibre of individual and we rely heavily upon our staffing
services partners.

Overall we try to offer as much flexibility as we can given the
nature of the profession, and that 40% of our staff are women.This is a
highly seasonal activity, especially in auditing. In return for 110% effort
from fee earners and support staff alike over the crunch period, we will
offer reduced hours over the less busy summer months. But during the
auditing period it is all hands to the deck.

Jean-Michel Pacaud spoke to Sarah Woodward, Editor of the
International Review of Employment.



VEDIOR 

Vedior N.V. is an international staffing

services company providing flexible labour and

other staffing services.The Company operates in

44 countries worldwide including Europe, North

America, Australasia, South Africa, South America

and Asia.Vedior is the world's third largest

staffing company and largest specialist staffing

company measured by sales.Vedior is listed on

the pan European Euronext stock exchange.

Vedior operates in both the

traditional administrative/light industrial and

specialist sectors of the staffing services industry.

Traditional administrative and light industrial

staffing is mainly provided under the Vedior and

Select brands while the provision of specialist

staffing within professional and higher skilled

sectors such as information technology,

healthcare, accounting, engineering and education

is provided under many different niche brands. In

2003, specialist staffing services accounted for

31% of total company sales and 51% of operating

profits, a higher proportion of specialist sales

than any other full service global staffing

company. Specialist staffing business generates

higher margins and better growth potential than

the traditional staffing business.

The breadth of its services and

extensive geographic coverage makes Vedior an

attractive partner for a diverse range of

employers offering them a wide range of staffing

services to enhance their flexibility, productivity

and quality.

Vedior believes that its multi-branded

and decentralised structure enables it to better

service the needs of clients with varied staffing

requirements recognising the various cultural

and legislative differences between markets.As

well as temporary and contract staffing, such

services include permanent placement,

outsourcing, outplacement, training and vendor-

on-premises arrangements.

See back page for Vedior’s global network.



Vedior Company Headquarters

Andorra Select Andorra +376 80 78 90
Argentina Sapphire +54 341 410 5000

Select Executive Career Planning +54 114 328 2533
SESA Select +54 341 410 5100
Telerecursos +54 341 410 5100
Trading +54 341 410 5000

Australia Abraxas Technologies +61 2 9222 1224
Beresford Blake Thomas +61 3 9252 2101
Eden Health +61 3 9490 5 500
Global Managed Services +61 2 8235 3305
Hill McGlynn +61 3 9526 8188
Hughes-Castell +61 7 3100 7777
Interim +61 2 9346 9555
Jarrah Consulting +61 2 9346 9555
JD Recruitment +61 2 9233 8551
Law Personnel +61 2 9233 3922
Legal Eagles Recruitment +61 7 3100 7000
Link Recruitment +61 3 8319 1110
Sapphire Technologies +61 2 8235 3300
Select Appointments +61 2 8258 9999
Select Care Personnel +61 3 9499 6300
Select Education +61 2 8258 9800
Select Industrial +61 2 8258 9600
Select Professional +61 2 8258 9777
Select Teleresources +61 2 8258 9888
Tanner Menzies +61 3 9825 4100
The Publicity Agency +61 2 8258 9662
The Rock Resourcing Group +61 2 8235 3323
Twin Hills Nurses Agency +61 3 9490 5555

Belgium ATOLL Interim +32 2 555 1811
Expectra +32 3 201 3913
Sapphire Technologies +32 3 203 0892
Vedior Interim +32 2 555 1611

Brazil RH Internacional +55 21 2509 6323
Telerecursos +55 11 3016 8300

Bulgaria Consulta Resourcing Bulgaria +359 3 951 5695
ConsulTeam Recruitment & Selection +359 2 980 64 24
ConsulTeam Human Capital +359 2 980 6424

Canada ATS Reliance Technical Group +1 416 482 8002
Beresford Blake Thomas +1 416 644 1078
Sapphire Technologies +1 416 322 0930
Select Education +44 1582 406800
Telereliance +1 416 222 4842

Chile Best Select +562 442 3400
China Hughes-Castell +852 2520 1168
Croatia ConsulTeam Zagreb +385 1 481 68 80
Cyprus Vedior-Select (Cyprus) HR Staffing +357 22 44 77 92
Czech Republic A.Y.S. Placements and Workshops +420 2222 100 13
Eire Beresford Blake Thomas +353 1 678 9288

Joslin Rowe +353 1 639 1275
Select Appointments +353 1 613 9002

Finland Capsil +358 3 883 730
Select Appointments +358 9 6689 9680
Telersources +358 9 6689 6818

France Advancers Executive +33 1 43 42 44 40
Advisio +33 1 41 62 20 20
Amplitude +33 1 49 03 41 00
Atoll +33 4 76 12 18 70
CapSecur Conseil +33 4 37 53 24 30
Expectra +33 1 40 49 46 56 50
Highflyer (Hughes-Castell France) +33 1 53 76 36 11
Hughes Castell +33 153 76 36 11
JBM +33 1 44 17 17 77
L'Appel Medical +33 5 56 44 36 25
Selpro Travail Temporaire +33 3 20 66 17 66
Vediorbis +33 1 41 62 20 20
Vediorbis Search +44 1 41 43 18 70 

Germany Abraxas +49 89 28 80 70 11
Expectra +49 40 82 22 32 70
ISU Personaldienstleistungen +49 72 19 37 80 19
Talisman Software +49 69 405 66 70
VediorDienstleistungen +49 40 37 47 87 0
Vedior Personaldienstleistungen +49 40 37 47 87 0

Greece Select Interservices SA HR Staffing Services +30 210 33 19 804
Select Hellas AE HR Outsourcing Services +30 210 92 22 131

Hungary Select Appointments +36 1 453 2000
India Beresford Blake Thomas +91 80 5770 2882

Ma Foi Management Consultants +91 44 5522 8000
Ma Foi Consulting Solutions +91 44 2842 0251

Italy MIBI / Servizi Integrati +39 02 66 8141
Select Agenzia Del Lavoro +39 02 66 8143
Teleresources +39 02 66 8141
Vedior Lavoro Temporaneo +39 02 25 0151

Japan Fairplace Consulting Japan +81 3 5224 6177
Supernurse +81 3 3239 1330
Vedior Career +81 3 5224 6400

Luxembourg Rowlands International +352 46 41 35
Rowlands Temporaire +352 56 33 57
Vedior Interim +352 49 98 70

Malaysia Agensi Pekerjaan Select Appointments +603 2141 3166
Ma Foi +603 8318 8488

Mexico Top Personnel +52 55200 1800
Monaco Expectra +377 93 30 08 83
Netherlands Dactylo +31 20 577 5600

De Onderwijs +31 57 064 1201
Expand +31 73 641 4010
Expectra Engineering +31 73 641 4010
FunktieMediair Group +31 20 504 2020
Mailprofs +31 17 421 9100
PTS Software +31 35 692 6969
Qualitair +31 20 653 6119
Rekenmeesters +31 70 363 0743
Sapphire Technologies +31 172 41 6400
Select Audio Visueel Personeel +31 35 542 9966
Societas +31 79 342 7830
SPARQ +31 73 641 8985

Talisman Software +31 40 263 1155
Teleprofs +31 20 426 3502
Vedior - The Better Match +31 20 577 5555
Vedior Mobiliteitdiensten +31 34 849 0530

New Zealand Beresford Blake Thomas +64 9 368 0200
Clayton Ford +64 4 473 6223
Eden Health +64 9 300 4315
Hughes-Castell +64 4 496 5212
Sapphire Technologies +64 4 473 3333
Select Appointments +64 9 336 0399
Select Education +64 9 300 7408
Teleresources +64 9 336 0399

Oman Ma Foi Management Consultants +98 6 2448 3851
Poland Active Plus +48 22 840 69 22

Vedior Polksa +48 77 423 04 37
Portugal Fairplace Consulting +35 1 21 012 5400

Multilabor +35 1 21 010 5453
New Boston Select +35 1 21 010 5400
Select / Servicos +35 1 21 010 5400
Select Clinical +35 1 21 010 5400
Select Recursos Humanos +35 1 21 010 5400
Select Saude +35 1 21 010 5400
Solisform +35 1 21 010 5453
Talentum, Societas De Consultoria De Gesto +35 1 21 010 5400
Teleresources +35 1 21 010 5400
Vedior PsicoEmprego +351 21 330 7900
Vedior PsicoForma +351 21 330 7900

Romania ConsulTeam +359 2 980 09 24
Serbia & ConsulTeam DOO Belgrade +381 11 308 6180
Montenegro
Singapore Hughes-Castell +65 6220 2722

Ma Foi Management Consultants +65 6533 1963
Select Business Services +65 6533 2733

Slovakia AYS Placements and Workshops +421 25263 2514
South Africa Beresford Blake Thomas +27 11 245 9500
Spain Expectra Technology +34 93 27 21 172

Human Solutions +34 93 45 36 853
Selectpro +34 93 31 81 295
Select Recursos Humanos +34 93 46 77 010
Serlab Servicios De Formacion +34 94 44 88 405
Telerecursos Call Centre Staffing +34 93 32 35 050
Vedior Laborman +34 94 44 88 405
Vexter Outsourcing +34 94 44 88 405

Sri Lanka Ma Foi Management Consultants +94 1 473 6619
Sweden Humanpro +46 4030 3595
Switzerland Adinfo +41 22 908 1440

Expectra +41 22 908 1440
Talisman Software +41 44 258 9660
Teleresources +41 44 213 1012
Vedior +41 44 213 1144

Turkey KRM +90 212 285 1560
United Arab Beresford Blake Thomas +97 14 390 0375
Emirates Hill McGlynn & Associates +97 14 332 8903

Ma Foi +97 14 390 3150
Select Education +44 1582 406000

United Kingdom Abraxas +44 20 7255 5555
Albemarle Interim Management +44 20 7079 3737
Andrew Farr Associates +44 84 5055 1177
Beresford Blake Thomas +44 20 932 6200
Calibre Recruitment +1392 203 500
Cooper Stanley Care Services +44 20 7430 6600
Fairplace Consulting +44 20 7816 0707
Global Managed Services +44 20 7255 5620
Hill McGlynn & Associates +44 2380 232 212
Hill McGlynn Trades +44 2380 232 212
Hughes Castell +44 20 7242 0303
HRI +44 870 351 3510
Kinsey Craig +44 20 7611 4650
Legal Opportunities +44 20 7404 9966
Ma Foi Consultants +44 20 7316 6309
MVM Recruitment +44 117 311 1999
Parkhouse Recruitment +44 1582 811600
Prolaw Ltd +44 20 7242 6633
Reliance Human Resources +44 20 7611 1150
Sapphire Technologies +44 117 311 6461
Select Accountancy +44 845 450 5051
Select Appointments +44 1582 811600
Select Care Personnel +44 20 7688 8250
Select Education +44 1582 406800
Supreme Education +44 1582 436 010
Talisman Software +1799 542 622
Tanner Menzies +44 870 777 6067
Teleresources Consultancy +44 870 777 6012
TRC Solutions +44 870 777 6012
The Blomfield Group +44 207 7866900

United States AI Executive +1 650 373 3164
Accolo +1 415 785 7833
Accountants Inc. Services +1 650 579 1111
AccountPros +1 617 482 4100
Acsys +1 650 579 1111
ATS Reliance +1 585 325 1170
Becker Executive Search +1 858 866 6500
Beresford Blake Thomas +1 617 973 5010
Clinical One +1 781 876 6400
DB Concepts +1 866 467 9675
DeltaPharma +1 877 335 8210
Compliance +1 703 276 1555
Global Managed Services +1 781 938 1910
HRI +1 617 482 4100
Ingenium Resources +1 617 482 4100
Locum Medical Group +1 800 752 5515
Ma Foi Consultants +1 732 603 4960
OPIS +1 978 649 6049
Placement Pros +1 925 734 0900
Sapphire Design +1 781 938 1910
Sapphire Technologies +1 781 939 1500
Select Education +44 1582 406000

Uruguay SESA Select Uruguay +59 82 481 6500


