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EUMA CHAIRMAN
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Over 140 Manage-
ment Assistants and
office professionals
from all over Europe
were the honoured
guests of EUMA
Norway for the 11th
Training day last
April in Oslo.

The topic on
«Cross-generational
Communication in
the Workplace » ,

specially  designed

by Pertec for Mana-
gement Assistants

was a mix of story
telling and highly

interactive  exerci-
ses.
Through lively

examples, the trai-
ners helped the par-
ticipants  develop
new understanding
of cultural and gene-
rational differences
in business contexts

CANDIDATES : EUROPEAN ELECTION
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and how the genera-
tion types relate to
each other to pro-
duce harmony and
avoid friction.

Today’s companies
will have to establish
ways to meet the
challenges and be-
nefits of generatio-
nal differences.

With kind regards,
Odile Huchet
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Hello, I'm Gillian RICHMOND ,
the European Chairman of our
Association and | would like to
begin by thanking all members
for their confidence in my can-
didature for this position, and
for your votes at the AGM in
Brussels last year. As an
active member of EUMA UK
since 2000, and 3 years as UK
National Chairman, | have
benefited so much from my
EUMA membership. | see
my new role and challenge as
an opportunity for me to “pay
back” with some of the skills
and experience | have ac-
quired during this time and
contribute to the future success
of EUMA.

The Spring Council in Oslo
was the first opportunity to es-
tablish myself as European
Chairman - I think it went well.
It was a bit scary too - following
on from Heli Puputti, our past
Chairman, was never going to
be easy task. But Heli was
very generous in sharing infor-
mation in our handover meet-
ing, so that made things a lot
easier on my part. | put in
many hours of preparation
prior to the Council Meetings,
and | hope it paid offt | came
back from Oslo feeling much

more like the European Chair-
man than | did when | arrived.
Thank you all for your support.

Our Spring event is always
linked to a Training Day, and
this year we looked at the is-
sue of communicating with dif-
ferent generations in the work-
place. A very interesting issue
for all of us. Our younger
members will be working with
older colleagues, and vice
versa. Myself — with a career
spanning over 30 years — |
have been one of the younger
members of the workforce, and
then more recently, one of the
older ones (although never felt
like it!)

Lots of interesting theories
were presented at the Training
Day in Oslo. But one thing
struck me like a thunderbolt.
For those members who were
not fortunate to be present -
allow me to explain.

The current workforce is split
into 4 generations:

the “Wise” (Mature) Genera-
tion, born before 1946; the
“Baby Boomers” born between
1946 and 1964; Generation X
born in the late 60's and 70’s
and Generation Y (GEN Y)
born post 1980.

All of these generations are
represented in today’'s work-
force and have an important
contribution to make.

The same applies to EUMA -
these 4 generations are repre-
sented - but at our Training
Day, a very important issue
was highlighted. The majority
of our members present in
Oslo — and throughout the As-
sociation, are in the Baby
Boomers Group. This means

that a lot of our members are in
their mid forties onwards. As a
group, the Baby Boomers have
lots of experience and knowl-
edge — but we need to be pass-
ing that on to the new and
younger members, to keep
EUMA alive.

The younger members will bring
in new ideas and keep us fresh
and up to date, but it is up to the
majority of our current members
to start planning for the future.

I would like to give you an exam-
ple of how a large number of
members in the same age group
can affect a national group. Sev-
eral years ago, there were over
400 EUMA members in the UK.
It was a very successful group.
All the members were in high
powered jobs and at the peak of
their careers. Within a few
years they all retired and sud-
denly the level of membership
plummeted to half, and then de-
clined further. This observation
is made without any criticism to
past members, but highlights the
importance of succession plan-
ning and recruiting new mem-
bers.

As a European Association, we
have to think about how EUMA
will continue in the future; the
PAs and Management Assistants
of the future are also the future
of EUMA.

| am currently drafting the 2008-
2010 EUMA strategy and busi-
ness plan and the recruitment of
new and younger members is a
major part of the plan. We all
have a part to play and | urge
each National Group to start
thinking about how they plan to
ensure their group will continue
in the future. At the Full Council
meeting, | said that perhaps
EUMA should start to think about
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how we operate more in line with
a commercial business. Maybe
a controversial point for some -
but any business will always be
considering how it will evolve and
ensuring that people will be ready
and equipped to take over roles
from others when they retire —
that is how | also see the future
of EUMA.

So — as a taster for our new strat-
egy — here are some of my ideas.

| welcome your comments and
further suggestions:

Create a detailed plan and set
goals - The EUMA Operational
Plan 2008 — 2010 is our tool to
promote EUMA. We should
make sure we include topics that
are interesting and attract all age
groups.

EUMA members in the UK will
be familiar with this phrase — it
is the title of a TV cookery
programme.

However, in Oslo at the begin-
ning of April it had a different
meaning when EUMA Norway
member, Kristin Sande, in-
vited the European Council
and members of the Oslo Or-
ganising Team to join her for
dinner at her lovely home.

It was the first time that Kristin
had met the European Com-
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Research - We need to identify
what our existing and potential
members are looking for from
their EUMA membership, and
make sure we deliver.

Get feedback - Continually
assess everything we do -
whether it be an event or a pro-
ject, or results from a work
group - to ensure it has met
the required results and appeals
to all age groups

Take action - Continually en-
courage colleagues and friends
of all age groups to join EUMA.

| look forward to comments and
feedback from all members and
to meeting many of you in the
coming year

Gillian Richmond
European Chairman
gillian@yourukpa.com

COME DINE WITH ME!

mittee, but we were wel-
comed to her home like old
friends, and treated to
wonderful food and drinks.

The European Committee
thanks Kristin for her hos-
pitality, and the photos
show that the evening was

a great success"




You can now read the
minutes of all the meet-
ings on the website so |
shall no longer make
comments on the council
meetings.

A short summary of deci-
sions taken by Council
#l during the year will be
given in the end-of-year
printed edition.

EUMA Norway welcomed the European
Committee with the true EUMA spirit, inviting
us into their homes for evening dinner, many
thanks to Kristin and the EUMA Norway
team.

Official Announcements

The Association Secretary announces that
the AGM will take place on Saturday, 20
September 2008 at 2 p.m. in the Hotel Sofitel
Berlin Schweizerhof, Berlin, Germany.

Candidates for election at the AGM wiill
be:

Chantal Sneijkers, EUMA Belgium for the
position of European Public Relations Offi-
cer

Carla Veldhuizen-Ennik, EUMA The Nether-
lands for the position of Association Secre-
tary

The position of European Treasurer was
open to candidates until 12 June 2008.

There is no candidate for the position of Af-
filiate Representative (Employer).

Consequently the position remains open.

Elections will be put forward at the forthcom-
ing AGM 2008 in Berlin.

EUMA BUSINESS

BERLIN, Germany, at Sofitel Berlin Schweizerhof:
- European Committee 16-17 September
- EUMA Autumn Council 18 September

- 34th EUMA Annual Conference 19-20 September
Theme : “Think east, work west - Asia shaping

our future?”
- EUMA AGM 20 September at 2 p.m.

MANCHESTER, England:

- EUMA Spring Council

- 12th EUMA Training Day
Saturday, 28th March 2009

- EUMA Autumn Council— venue to be announced

- 35th EUMA Annual Conference— to be
announced

- EUMA AGM to be announced

HELSINKI, Finland: EUMA Spring Council
- 13™ EUMA Training Day

REYKJAVIK, Iceland:EUMA Autumn Council
- 36" EUMA Annual Conference EUMA AGM
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EUROPEAN PUBLIC RELATIONS OFFICER

As a EUMA
member
since 2002,
National
Chairman
of the
EUMA Bel-
gium Group

from 2002
until 2005,
( and Pro-
ject
Leader of the EUMA 2007
Conference, | believe that as
a European PR Officer |
should aim for the following:

- An association as big as
ours should start thinking
more like a professional

ASSOCIATION SECRETARY

Carla was bom
in 1948 in Doet-
inchem, Nether-
lands.

There she
finished
school and
education
and, after a
short career
as employee
of ABN
(bank), she became secretary to
an orthopaedic surgeon in 1967.
She married Gep Veldhuizen in
1971.

They have three children. Later,
she became management/
personal assistant in several
companies. Namely, a spell in
finance with a broker as well as
two organisations in ICT.

) (

In 1999 she was asked by her
former Manager to be his sec-
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company, which means
that we should be able
to work on a long term-
vision and cooperation
with our different part-
ners.

- Our officers are volun-
teers but that doesn't
mean we cannot work
with long term-
agreements.

A second aim is to get
more members on the one
hand by “selling” ourselves
better.

We should work with a pro-
fessional marketing plan,
maybe in cooperation with

retary again. She continues to
be his executive secretary in
her present job after he be-
came chairman of the execu-
tive board of Air Traffic Con-
trol, the Netherlands.

Since 1992 Carla has been
involved as member and
board member of the Nether-
lands Association of profes-
sional secretaries (NVD) and
was the association’s secre-
tary from 1993 until 2000 and
thereafter, National Chairman
of NVD until 2001.

After stepping down she
joined EUMA in 2003 and be-
came National Chairman of
EUMA NL in 2004.

During the period of involve-
ment in these two associa-
tions she has been member
of several advisory boards,
e.g. ECABO and University of

EUMA BUSINESS

a professional
agency.

marketing

As a European PR Officer I'm
aware that EUMA needs
more visibility and I'll do my
utmost to get that.

But my most important aim is
to give the best of myself for
2 years should | be elected.

For more details please see
the application form on the
website.

Leeuwarden (CNH).

She also has been member of
the Jury of the Secretary of the
Year-election and the Master
Skills event.

She twice joined a workforce in
a Leonardo da Vinci pro-
gramme of the European Com-
mission. (about competencies
and profiles of management
assistants)

She is a certified Assistant-to-
the Manager (NEN-EN 45013)
since 2000.

If elected as Association Sec-
retary of EUMA, Carla will
guarantee maximum support to
the EC and to the association
in order to guarantee that
deadlines and procedures are
kept in line.

For more details please see
the application form on the
website.



Employers — take heart.
An organisational shift
toward generational di-
versity in the workplace
can be embraced to your
advantage.

In a market characterised
by competition for talent,
and chronic skills short-
ages in many fields, em-
ployers who take a
broader view of the pool
of talent available to them
can reap the rewards.

A workforce with Baby
Boomers working along-
side Generation Y’s and
sharing an office with
Generation X's can be a
conduit for loyal employ-
ees with vibrant ideas
and enthusiasm, a ma-
ture outlook and a willing-
ness to learn.

Leading Australian social
researcher Mark McCrin-
dle identifies the three
predominant generations
present in the modern
workforce as:

Baby Boomers : born
between 1946 and 1964,
and making up 25% of
the general population
and 35% of the working
population.

Generation X : born
between 1965 and 1981,
making up 26% of the
general population and a
massive 60% of the work-
force, and

Generation Y : born
between 1982 and 2000
and comprising 27% of
the general population.
Generation Y is forecast
to become the largest
generation to enter the
workforce en masse
since the Baby Boom era.

According to labour force
statistics released by the
Australian Bureau of Sta-
tistics, Baby Boomers
born in the 15 years after
World War 2 started
reaching retirement age
in 2005.

This means over time,
there will be fewer and
fewer Boomers in the
workforce, and their
places in management
structures will be taken
on by individuals from
Generations X and Y.

It is incumbent on em-
ployers to understand the
differences between
these generations and
the changes in attraction
and retention strategies,
management style, train-

ing, recognition and re-
ward programmes neces-
sary to motivate each
generation — and the dif-
ferences are significant.

Although many people
hold the belief that arbi-
trary classifications of
generations are too broad
to identify accurate trends
of behaviour, according to
research undertaken by
business consultant Avril
Henry, 83% of people will
fit the mindset and behav-
iour profile of the genera-
tion in which they were
born.

Extensive research has
been undertaken into the
demographic and psycho-
graphic profiles of each of
the key generations in the
workforce, identifying the
typical opinions and be-
haviours of each group:

Rebels in their youth,
many Baby Boomers
have become conserva-
tive over time, and al-
though asset rich, they
are often too cash poor to
retire within their ideal
timeframe.

Although they have lived
through business process
re-engineering and down-
sizing,

Printed with the
kind permission
of Recruitment
solutions.
Australia

Shortlist.net.au:
Retention, not
attraction of Gen Y
is __our__ biggest
problem, say major
emplovers,
published 19.06.06
Australian Bureau
of Statistics Labour
Force Survey

From Builders &
Boomers to Xers &
Y’'s:
Generational
Diversity at Work
Mark McCrindle
www.misweb.com:
Capturing the Y,
Laura Fragiacomo

Australia:
www.recsol.com.au

New Zealand:
www.recsol.co.nz

()




Baby Boomers are largely opti-
mistic and loyal employees.

Their key strength in the work-
place is their commitment -
working any hours required of
them. They have a strong qual-
ity and process focus, a great
pool of knowledge gained
through experience of significant
workplace cycles, and a lot of
pride in the work they do and the
jobs they have.

or Generation
“Why” as it's also been de-

scribed.

Highly educated, and with the
most available buying power in
their youth, this is the credit gen-
eration, buying everything now
and paying later.

By age 12, the average Gen Y
will have seen 22 000 advertise-
ments. They are always contact-
able, and social networks pro-
vide the key reference point for
decision-making. Generation Y
are also rights and entitlements
focussed — what's in it for me?

In the workplace, Gen Y employ-
ees are very productive and effi-
cient - they embrace change and
they want to be very good at
what they do, so they try really
hard.

Like Generation X, Y have a
strong social conscience and are
motivated by an alignment be-
tween their own values and
those of the organisation they
work for.

They enjoy variety and multi-
tasking, and thrive in environ-
ments with open communication.

The differing characteristics of
each generation require adjust-
ments and flexibility in manage-
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ment style, organisational cul-
ture and the structure of the
workplace.  This does not
have to be a costly or oner-
ous exercise — establishing
an approach of flexibility in
daily management behaviours
can make a significant differ-
ence.

The mantra when managing
employees from the Baby
Boomer generation is
R.E.S.P.E.C.T. Acknowledge
and respect the experience
and knowledge of this gen-
eration, recognise the quality
of the work they produce, and
appreciate the hours they put
in and the loyalty they demon-
strate.

Baby Boomers are motivated
by individuality and achieve-
ment and respond to a man-
agement style which is coop-
erative, competency based,
and leads by example.

Their decisions are based
largely on the information pro-
vided by experts, so providing
Baby Boomer employees with
the proof and tools to enable
them to make their own deci-
sions in an informed way, is a
big part of achieving “buy-in”.

It is critical for employers not
to give up on the Boomer
generation, and with the focus
on those entering the work-
force in Generation Y at the
top of mind for many manag-
ers, Boomers are the genera-
tion who have the greatest
likelihood over being over-
looked.

The X generation have a
strong focus on investing in
their own development, and

workplaces need to cater for
this by involving X'ers in pro-
jects, giving them constructive
feedback, coaching and men-
toring and managing them by
results and output, not proc-
ess. Creativity and innovation
are important to this genera-
tion and they have a lot of
ideas in this regard which can
be harnessed by employers.

Work/life balance is very im-
portant to Generation X and
the key strategy in retaining
employees in this generation is
providing flexibility — they need
time to have fun and pursue
their activities out-of-work .

Mentoring programmes with
senior staff work well, as does
providing the opportunity for
them to develop social rela-
tionships with their colleagues
— for this generation, the deci-
sion-making reference is their
peers, rather than their manag-
ers.

Give them inspiring leadership,
access to training, the opportu-
nity to contribute meaningfully,
and reward them publicly.

Shortlist.net.au: Retention, not attrac-
tion of Gen Y is our biggest problem,
say major employers, published
19.06.06

Australian Bureau of Statistics Labour
Force Survey

From Builders & Boomers to Xers &
Y’s:

Generational Diversity at Work , Mark
McCrindle

www.misweb.com: Capturing the Y,
Laura Fragiacomo



STARTING YOUR OWN BUSINE883 TAKE THE VIRTUAL PATH

In today’s working environ-
ment of never-ending ad-
vances in technology and
the slow-burning fire of cru-
cial green issues, more
and more people and com-
panies are looking to the
alternatives of  working
from home, remote working
from the office as well as
using independent workers
or contractors to outsource
work, writes Carmen Mac-
Dougall of cma coaching &
training.

Now, outsourcing is not a
particularly new phenome-
non, but it is one that has
taken hold in the modern
business world and one

that is growing rapidly,
‘egged on’ by continual
technological develop-
ments.

One mostly unheard of
‘side effect’ if you will, is
the emergence of the vir-
tual assistant (VA) industry.

Firmly established in the
United States for over 10
years, the VA industry in
the UK is a relative fledg-
ling, but now growing rap-
idly and you would be for-
given for not knowing what
a virtual assistant is.

A VA is someone that pro-
vides a range of adminis-
trative, office, secretarial
and assistant services to a
wide range of clients and
they do it all virtually — usu-
ally from their own home,
sometimes from an office.
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The best bit about being a
VA is the fact that you can
work for the clients you
choose, doing the hours that
suit you, from your chosen
location all to fit in with your
life.

Those think about setting up
their own business as a vir-
tual assistant often make the
crucial mistake of thinking
that to be a VA all you need
is the relevant experience, a
computer, a desk and

an Internet connection.
WRONG! It's not about sim-
ply using your office or as-
sistant experience to provide
VA services to a range of
clients.

You will need to be a busi-
ness owner too and that re-
quires another set of skills
entirely. In fact, the ability to
actually run your business
will be key to your success.

Running your own Virtual
Assistant  business does
mean you can use your as-
sistant and administrative
skills every day, without hav-
ing the hassle of a regular 9
to 5 job.

However you will need to
consider the day-to-day
practicalities of putting your
business together, getting
your own administration sys-
tems and processes organ-
ized, finding and marketing
to clients and all the other
details that combined will
help you build a profitable
VA business.

Here are some key DOs and
DON'Ts for anyone thinking
about becoming a VA:

DO:

- Ask yourself WHY you want
to be a VA and run your
own business.

- Set your boundaries in
terms of where your ‘office
space’ will be (especially if
working from home), how
many hours, and what
hours, you want to work,
and how much money you
need and want your new
business to provide you
with.

- Get the support of your
family and friends.

- Make a business plan. This
should include what ser-
vices you want to offer,
who you want to work with
(the types of client or busi-
ness, i.e. your niche), what
fees you will charge, what
your costs are likely to be
etc.

- Look at the different ways
you are going to market
your business. (Don’'t waste
your money on advertising
— look at some low cost
ways to get your business
known. When you have
the budget of Coca-Cola or
Orange, then you can ad-
vertise like they do!)

- Join a local networking
group.

- Get an accountant, prefera-
bly one that specialises in
small businesses.

- Get a business bank ac-
count.
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- Get your systems and proc-
esses in place before taking
on any clients.

- Have a contract of work for
all of your clients.

DON'T:

- Panic! You are not alone.
There are many VA, and
small business communities
around you, both online and
offine. Join one or two.
You will see that there are
lots of other people exactly
like you.

Get scared! Running your
own business can be a
daunting prospect but if you
plan it properly and under-
stand the requirements and
challenges involved then
you will be well prepared.

- Give up! Being a successful
business owner means hav-
ing commitment, motivation
and self-belief and above
being prepared to keep go-
ing, despite one or two set
backs.

STARTING YOUR OWN BUSINESS

This article was written by Carmen MacDOUGALL, founder
and managing director The Virtual Assistant Coaching &
Training Company, part of cma coaching & training.

An internationally renowned corporate and VA coach and
trainer, Carmen is one of the industry’s leading authorities
on what it takes to be a remarkable VA.

She has personally trained over 600 VAs across the UK,
Europe and Australasia, is the development manager for the
International Association of Virtual Assistants and is also the
president and founder of the National VA of the Year
Conference & Awards.

For more information visit  www.cmacoaching.com

()
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CAREER AND LEARNING OPPORTUNITIES

MULTI-TASKING IN EVOLUTION

Angelika GEISEMEYER
National PR Officer
EUMA Austria

Multitasking : the fabulous
skill that enables you to do
several things simultane-
ously, a must for the mod-
ern management assistant.

Who doesn’'t know what
I'm talking about? I'm sure
it has happened to you too,
you hold a perfectly normal
telephone conversation
when suddenly your coun-
terpart stops talking.
Chance is he or she is
checking their e-mails and
got distracted.

Generally women are very
good at multitasking, but
lately even an expert like
me finds myself in at the
deep end. Should I decide
to exclusively read all my
mails on a Monday morn-
ing | wouldn’t get a chance
to actually start my work
before lunchtime. The so-
lution: | check my mail
while | answer the phone,
check the post, speak to
colleagues, print out docu-
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ments and look for informa-
tion on the internet.

| grab a coffee on the way to
the first meeting of the day,
pass the ladies’ on the way
back (you never know when
you get another chance),
have anything that's available
for lunch (if I'm lucky it's
something healthy like muesli
and fruit, which should have
been my breakfast) and
check my next load of e-mails
while preparing for the next
meeting.

| have become wary of beau-
tiful power-point presenta-
tions my friends send me;
heaven forbid should it con-
tain text that appears on the
screen a letter at a time. This
type of mail gets shoved into
the “pending” file for “later”,
but “later” is often days later.

After work things don't really
change much; | phone my
friends while | cook and
check my EUMA mails while
watching television.

At the end of each week |
promise myself to do things
differently in future, to use the
PowerPoint as stimulus to
take a tiny break, to have
breakfast and a decent lunch,
to use the phone more often
rather than writing mails. But
you know how it goes......
nothing changes.

Sometimes | even have
doubts about my competency,
but then colleagues and

friends in the same position
assure me that they have the
same doubts and problems.

| have come to the conclusion
that basically the excessive
use of e-mails is causing all
this havoc and | have tried
writing less, if necessary
longer e-mails. That of course
takes more time than just
quickly sending an answer, but
in the end perhaps it is more
efficient. | am not yet con-
vinced though.

| have learnt however to be
grateful for my job as PRO
with EUMA as this obliges me
to take time out, to retreat to a
quiet corner in order to gather
my thoughts to write a decent
article.

Only of course until I manage
to do this while doing a million
other things at the same
time...no, I'm joking of course,

| have no aspirations to
change this habit. There must
be a limit to multitasking if only
to safeguard my sanity.

0



The great success of the 1st
Panhellenic Conference for
Secretaries and Top Man-
agement Assistants of 2006
continued undiminished also
to the 2nd Conference held
on Nov. 10th, 2007 in Athens,
Greece, with Euma-Greece
attending, supporting the
Conference and presenting
Euma Aims to the partici-
pants.

Secretaries and Management
Assistants from all over coun-
try, coming from major or
smaller companies, from pri-

vate or public sector enter-
prises, had the chance to
attend the presentations and
speeches of 10 of the most
important Greek lecturers
and advisors.

The NC of Euma-Greece
Angeliki Kapetanaki opened
the Conference and ad-
dressed a warm Euma-
welcoming message to all
the participants inviting them
to confront the challenges of
the future concerning their
career.

The speakers through their
presentations and work-
shops referred to issues
such as : evolution of Man-
agement Assistants' tasks,
personal development and
image making of the Secre-
tary, emotional and crisis

EUROPEAN NEWS

management, attitudes in
the workplace , the secrets
of emotional intelligence.

But the most important of all
issues was : motivation and
action. Who would be the
most appropriate to motivate
us and put everything in ac-
tion ? Nobody else, apart
from our own self.

We have to realize that we
ought to forge ahead every-
day in both, workplace and
personal life. The chance is
here.... "Seize the day".

Sofia ROUSSOU
Nat. PR Officer
%
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EUROPEAN
COMMITTEE

European Chairman

Gillian Richmond
Ph.: +447778 867119
E:gillian@yourukpa.com

Deputy European Chairman

Maria Lazarou
Ph.: +35 722713275
E: mlazarou@spidernet.com.cy

European Treasurer
Bjorg J6hannesdottir

Ph. : +35 4515 2607

E.: bjorg@tm.is
European PR Officer

Helen Schat-Hansen
Ph. : +31 (0) 625376868
E: heschat@gmail.com

Association Secretary

Morna Robillard
Ph.: +33 678 971 630
E: morna.robillard@cern.ch

NATIONAL
CHAIRMEN / REPRESENTATIVES

Austria

Vacant

Belgium

Vanessa Smets
Ph.: +32 496 54 60 49
E.: vanessa.smets@avis.be

Cyprus

Agnes Zavertha
Ph.: +357 22892169

E: agneszav@ucy.ac.cy

Denmark

Anne Juul
Ph. : +45 72270000

E: aju@bechbruun.com

Finland

Joanna Saarinen
Ph.: +358 9 19292201
E: joanna.saarinen@fmi.fi

France

Christine Clémendot
Ph. : +33 (0)4 7214 4048
E. : christine.clemendot@monsanto.com

Germany

Daniela Schneider
Ph.: +49 89 7901492
E.: ds_schneider@gmx.de

Grece

Angeliki Kapetaniki
Ph.: + 30 2262071513
E: g22sec@hol.ar

AFFILIATE
REPRESENTATIVES

Educators

Christine Harache
Ph.: + 33 1 5500 9425
E: charache@ceqos.fr

Ingrid Kuhlman
Ph.:+354 8921987 / +354 5657051
E: Ingrid@thekkingarmidlun.is

Ingrid Meichsner
Ph.: +49 3053 31 24 15
E: meichsner@paetec.de

Employers

Angela Mortimer
Ph.: +44 207 814 0800
E: angela.Mortimer@angelamortimer.com

Ewa Olofsdotter Degerstedt
Ph.: +43 7242 9001218

E:info@euma.org

EXTERNAL RELATIONS OFFICER

Karen Nanninga-ten Cate
Ph.: + 49 2159 51599

E: nanninga@t-online.de

FOUNDER

Sonia Vanular
Ph./F.: + 33 4 9357 3516

Hungary

Gabriella Bordas

Ph.: +36 14692249

E: bordas.gabriella@eqis.hu

Iceland

Margrét Oskarsdattir
Ph.:+354 5159000

E: margreto@Iv.is

Italy

Ingrid Capezzuoli
Ph.: +39-02-66243303
E.: ingrid.capezzuoli@bbraun.com

Luxembourg

Valérie Aughuet
Ph: +352 061882140
E: valerie.aughuet@dexia-bil.com

Netherlands

Carla Veldhuizen — Ennik
Ph.: ++31 20 4062296
E.: c.veldhuizen-ennik@Ivnl.nl

Norway

Ann-Karin Andersen
Ph.: +4722898152
E: ann-karin.andersen@bbs.no

Poland

Joanna Krzysztoszek
Ph.:+48 228531032
E: akrzysztoszek@poczt.onet.pl

PRO ACTIVE
TEAM

Editor-in-Chief

QOdile Huchet
Ph.: +33 1 4311 6072
E: odile.huchet@fr.bosch.com

Assistant Editor

Yolande Le Naour
Ph.: mobile : +33 619 515 5590
E: y-lenaour@ngkntk.fr

Proofreader

Vicky Swain
Ph. : +44 395 224848
E.: victoriaswain@mudbank.eclipse.co.uk

M&A Team Leader
Christine Gumpoldsberger
Ph.:+43 676 91 83 713
E: office@euma-austria.at

Website Team Leader

Marie-France Grimonet
Ph.: +33 662 329 752
E.: mfgrimonet@yahoo.com

Slovenia

Marieta Peternel
Ph.: +386 15899142
marjeta.peternelsalus.si

Sweden

Else-Britt Lundgren
Ph.: +46 8 737 880 2
E.: lundaren else-britt@lilly.com

Switzerland

Patricia Jacob
Ph.: +41 616887166
E.: chairman@euma-switzerland.ch

United Kingdom

Lesley Watts
Ph.: +44 1427 728384
E.: lesleyawatts@hotmail.co.uk




