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MpoAoyog

Me Vv €kboor ¢ mapovong cvAioyns apbpwv, To Tunua Opydvwong kat Atoiknong
Emiyeipnioewv ¢ ZxoAns Owovopkwy, Emyeipnuatikaov kat Alebvov Zmouvdwyv tou
[Mavemompiov Mepaiwg, Tipa tov Opotipo Kabnynt kOplo Acwvida Xvtpn. O kog
XuTnpng vTMPETNOE Y 4 SEKAETIEG OTOV aKASUATKO XWPO, TIPOCPEPOVTAS TTOAUTIUO
SLBOKTIKO, EPEVVNTIKG, OLUYYPAPIKO Kal SLOIKNTIKO £pyo. O Tapwv TUNTIKGG Tdpog
aMOTEAEL Eva LKPO SElY A EVYVWHOTUVTG KL AVTATIOS00TG YLt OAX OC X TIPOCEPEPE KL
ouveyilel va tpooepel oto Iavematnpio.

0 xaBnynmg Aswvidag Xvutpng elvat amogottog touv Owovopikov I[avemiotnpiov
ABnvawv (mpwnv A.Z.0.E.E) ue petamtuyxlakés omovdeg ot Aoiknon Emiyelprjoewyv (M.A,,
Ph.D.) oto Iavemotiuio KENT, g AyyAlas. O Tiuwupevos Bewpeital £vag amd Toug
Kopu@aioug kabnyntég Management otov EAAaSiko xwpo. Aidate el oepd eTwv T
pnabnuata Management, Atoiknon AvBpwmivwv ITopwv, Opyavwotlakn ZuUTepLPopd Kal
Awoixnon Touvplotikwv Emiyelprioewv. To S18aKTikd Tou £pyo TPooé@epe OXL LOVO GTO
[avemiotiuo Mepatws aAdd Kol 0€ APKETA TAVETIOTHULN TG XWPAS KA (Kuplwg ot
HETATITUXLOKO €TiMES0) KABWG KAl OE TPOYPAUUATA ETHOPPWONG OTEAEXWV TOU
SNUoOcLov Kal LBLWTIKOU TOPEA.

It SldaokaAia TOu emKaAoUVTav pnTd  apyaiwv EAAvowv  @uocd@wv  Tou
OTOTEAECUATIKA OUVESEE WUE TN OUYXPOVN ETMXEPTUATIK TIPAKTIKY Kol 1OwK.
XPNOILOTIOLWVTAS TO TNyaAio xLovpop Tov, TNV eVbuun kepkupaikn Tov Stdbeon aAAd kot
TIOAAG TTaPASEIYHATH KATAPEPVE VA YEUITEL TA AUPLOEATPA KL VO KPATA TO EVOLAPEPOV
TWV @OLTNTWV KAl YEVIKA TWV OKPOATWV TOU {wvtavd. Ayammoe kot Bonbnoe pe
SLAopPOUG TPOATIOUG TOUG (POLTNTEG TOU OTIG TIPOTITUXLAKEG KOl UETATITUXLAKEG TOUG
O0TIOVSEG KL EKELVOL TOVU TO AVTATIESWOAV [E TNV AYAT KAl TOV 0EfACUO GTO TPOCWTO
Tov.

Y10 TAOUGLO EPEVVNTIKO TOU £py0, TEPAV TWV TOAVAPLOUWY SNUOCLEVCEWY TOU OF
eEAMNVIKA KaL EevOyAwaoa TTEpLOSIKG, Ba TtpETel va onuelwBel  kaBobrjynomn vtoymeinwy
Saxtopwv (kupilwg oto IMavemotyuio Mepaiws kat oto Owovoukd TavemioTipio
ABnvwv), kamolol amd Toug omolovg elval onpepa KaBNyNTéG avemomuiov. ‘EAafe
eTMIONG LEPOG WG ELOTYNTIG 0€ TOAAG cLVESPLA 6TV EAAGSa Kol To eEwTEPLKO.

O TWwHEVOG €xeL €TiOMG TAOVUOL0 OULYYPA@IKO £pyo, ME 8 PifAla-akadnuaikd
OUYYPAUUATA, OTK EMIOTNUOVIKA TESIA IOV VTINPETNOE WG SACKAAOG, EPEVVNTIG KoL
ovppovrog emiyelprioewv. Ta BAia Tou ypappéva o€ amAn Kol KATAvonTh YAWooq,
Staxpivovtal Y v mAovola BAloypa@ia Toug Kal KUpLwG TNV EMOTNUOVIKY TOUG
Tekunplwon.

Yto Mavemomuo IMepalng o k. Xutpng, amdé ta TéAN ™G Sekaetiag tou 1980
TIPOCEPEPE KL SLOIKNTIKO £pyo, avaiapupavovtas Boelg evBVVNG OTIWGS Tov AtevBuvty
Topéa Mavatluevt, tov AvamAnpwtn IIpoédpov Ttou Tunuatog Opydvwong Kot
Awoiknong Emyelpnoewv, aAAd kot tov AtevBuvtr) tou Ipoypdpupatos MeTamTUXLAK®V
Imovdwv otn Aloiknon Emyelpricewv (MBA) kot touv Ipoypappatog MeTamTuylakwy
Imouvdwv otn Awiknon Emiyepnoewv - Management Toupiopov. Epydotnke pe
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neBodKoTNTA Kot {Ao yia T Soun Kot Aertoupyla, AAR KoL TNV avTay wVIoTIKOTNTA KOl
TPOBOAT TWV TPOYPAUUATWV AUTMOV.

H ouvoTTiKn] auTi] ava@opd GTOV TIUWOUEVO, EIVAL OKOTILUO VX OAOKATpwOEl e pepIka
afLoAOY LKA oYOALA KOL YVWOUES TwV oLVASEAP®V Tov, aTo [avemiotiuio IMepatws (€0tw
KOl ATTOCTIHOUATIKA, A0 TK OXETIKA TPakTikd g X, Tou Tunpatog). Ot cuvadeipol
TOU Xapaktnpilouv Tov K. XuT1pn WG GUVASEAPO 0 0TIOLOG E TNV OAT CUUTIEPLPOPA TOU
TOVL{E TNV AVAYKT Yot OEGUIKY CUUTIEPLPOPE, GAAA Kal yia oefacud otV Lepapyio Kol
akadnuaikny Seovroroyia. Avagépovtal ToNG 0T CUVASEAPIKY) TOU CUUTIEPLPOPA KOl
NV ay4&mn Kot Voo T PLEN TOV 6TOUG VEOUGS EMIOTHHOVES Kol PéAN AEIT touv Tunuatog,
£V TOV XAPaKTNPL{ouv w¢ Uyeviko Kat Babld KAAALEPYNUEVO ATOHO, UE TIYXLO AETTITO
XLOoUHOP Kal e BLaiTEPT oy AT 0T AoyoTeEXVIQ, TN PLAocO@Ia KAl TNV Toinom.

Tuvoyifovtag, o K. XuTtpne xaipel ekTiunongs amd v akadnuaikni Kooty Ta TG XWPag
yw to 1100¢ ToU, TV BEAALGTIKN TOU TPOGEYYLON KAl TO EMIOTNHOVIKO Tou Bdbog. Q¢
Oudtipnog Kabnynig mAéov, e€axorovbel va tpoo@épel oto Iavemiotuio S186dokovtag
OKOWUO TOUG TIPOTITUXLAKOUG KAl LETATITUXLAKOUG (POLTNTEG TOU XAAQ KL GUYYPAPOVTAG.

Kabnyntg NikéAaog 'ewpydmoviog

Av. Kabnyntpla ABavacio Mmovpavtda

Av. Kabnyntmg ®l60g0¢ NtaAiavng

Tunpa Opyavwong kat Atoiknong Emiyeiprioewv

ZxoAn Owovopkwv, Emtyepnuatikay kot AteBvov Zmouvdwv
[TANEINIZTHMIO IIEIPAIQX
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Zuvomtiko Bloypa@ko Inpeiwpa

OudTipov KadnynT)
Aswvida Xvthpn

0 k. AewviSag Xvtnpng yevvrOnke otnv Képkupa to 1955."EKQVE TIG IPOTITUXLAKES TOU
omovdég ommv TOte AXOEE (onuepa Owkovouko Iavemomuio ABNvov) kat Tig
UETATITUXLOKES Kal S18akTopikés Tov omoudés ato [avemiotiuto KENT ¢ AyyAiag.

Q¢ kabnynme¢ Mavatluevt oto €0pog Tou SIBAKTIKOU Tou €pyou meplapfavovray,
petadl TV AA WY, Ta pabnuata: Mavatluevt, Opyavwolaky Zupumepupopd, Aloiknon
AvBpwmivwv TMépwv kot Awiknon Tovplotikwv Emixelprjoewv. Ilépav  Tov
[Mavemiotuiov IMepaiws, €xel SI86AEEL 0 TPOTITUXLAKO KAl LETATITUXLAKO £TiTTESO TOGO
o€ eEAMNVIKG 000 Kal o€ Eéva Tlavemiotnuia.

2TO EPEVVNTLKO TOV £PY0 KATAYPAPETAL EVAG LEYAAOG APLOUOG EPYATLOV-ONLOCIEVCEWY,
oL TTEPLoGOTEPES Ao TIG 0TIoleG o€ S1eBvn] Tteplodika (6Twg . The Cornell Hotel and
Restaurant Administration Quarterly, The International Journal of Hospitality
Management, The Hospitality Education and Research Journal, The FIU-Florida
International University-Review, Journal of Management Development, International
Journal of Contemporary Hospitality Management, International Journal of Quality and
Service Sciences, International Journal of Organizational Leadership, Journal of Applied
Research in Higher Education, Spoudai, Journal of Economics and Business, The Journal
of Current Research in Global Business), kat o€ §teBvi] kat eAAnvikad cuvESpLa.

Xto ovyypa@wd Touv €pyo Tmepllapfdavovial 8  titAot  PBPAlwV-SISaKTIK®V
OUYYPOAUUATWY, OTA YvwoTika media, ota omola €88ae. Emi ocepd etwyv, oto
Mavemotpio Melpaiwg, SmUBLVE To TPOYPAUUA LETATITUXLAKWV 0TIOVSWV 0T Aloiknon
Emixelprioewv (MBA), evw Stetédeoe kat AlevBuvtig Tov poypappatos MBA-Tourism.

‘Exet moAUypovn eumelpia wg oVPPovrog Kot ekmaldevtng oe Ymovpyeia, Anpudciovg
opyaviopovg, Tpameles kol TOAVEDVIKESG KAl UEYAAEG EAANVIKEG ETILYELPT|OELG.
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Eimav yia tov k. XuTi)pn 60601 TOV yvapLoav w¢ «SAGKAA0» ...

«EéaipeTinés kabnyntig, 1000 amé damoyn YVWOEwV 000 KAl QMO UETASOTIKOTNTA.
ZuufdAdet iSiaitepa otnv avdvon SUKOAwY evvolwv, avaovtas o€ faBo¢ ovaLwdELS
évvoies tov padnuartos. Mapddinda, ue opba kai evotoyxa mapadelyuata Bonba Toug
POLTNTES OTNV KATAVONON) ETLOTNUOVLIKIS 0poAoyiag.»

dowtntig/TpLa, [1.M.2-AE, 2009

«0 kog Xvtnpng pag é6eiée tL eoti kepkupaixkd management pe ayyMkés omovdEs Kal
adlopbwtn EAANVOTIPETELX ... KAL TOAYTIIVIA.»
2téAeyogc AEH, 1995

«Elvait 0 katdAAndog avBpwmog oty katdAAnAn Béon. YipnAoc Seikthg UETASOTIKOTNTAC
Ka QUETOTNTAS KAl UEYAAN SUVATOTNTA UETATPOTINIS THS Bewpiag o aueao mapadelyua.»

ZtéAeyog Eumopikic Tpanelag, 1992

«Anutovpyel evyapioto meptBaAlov katd ) Sidackalia. Avoiytos oe epwThoel. Aiyo
aQuaTtnpog.»

Powtntrs/Tpia MBA - Total Quality Management International, 2012

«IToAV euxaploTog Kat duecog Ue To akpoatnpto. [IoAV poppwuévos kabnyntng kat o A0yog
TOVU KAONAWTIKOS. KpaTAeL TOUG QOLTNTES O€ EYPNyopon Kat atoOavouat ToA Tuyep) Tov
yvoploa évav tooo aélodoyo kabnyntn.»

doitntig/tpia IL.M.2 Aoyiotikn kat EAeyyos, 2018

«0 povadikog kaBnynTng mov UaG KAVEL VA XAUOYEARUE.»
IIMX.AE.MT, 2008

«0 tpomog mov mpooeyyloate to Ofua NG AAAQYNG KUPLOAEKTIKG uag KabnAwoe kat
éemépaoe Tic mpoodokies uag! H eumeipia oag kat To yvwotiko oag vmofabpo e ouvévacuo
UE TNV QUEGOTNTA 0AC UXYEPE TO KOLVO!»

COSMOTE, 2023


http://mbatqm.unipi.gr/
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EYXAPIXTHPIO A®YIIHPETHXHX-OMOTIMOIIOIHXHX

[Ipog tov [Ip6edpo tov Tunuatog OAE
Kabnynt) k. A. TewpyaxéAro

Ayamnte k. [Ipdedpe e aPOoPUT TNV APUTNPETNOT) POV, OAAX KOL TNV EEULPETIKA TLUNTIKY
TPOTAOT OUOTIHOTIOMONG OV, 00G TOPAKOA® Vo  [HoU emITpéPere va Tw Alya
guxaplotnpla Adywa mpog  I'Z.

Kupleg kat KUptot ouvdadedpot, ayanntd uéAn te I', ta 41 ypovia Onteiag pov oto ITAIEI-
nwadat moté ABXII- ue «56vouv» 1000 mOAV ue To (Spuua auto, wote va Suokolelouat va
oag amoywplotw. Ouws état Ba yivel, agot To Pfaydvi NG emayyeEAUTIKNG U0V TTOPELRS
épTaoe aTov TEAEUTAIO TOV OTABUD, 0AOKANPWVOVTAS Eva TaélSL IOV HTAV ONUAVTIKOTEPO
amé tnv omota 10dxm.

H xowwvikn) eTIKéETa ouvNOwG UTOXPEWVEL OF EUYAPIOTIEG KAl KAAX AOylQ, TOV
APUTNPETOVVTA, CUWS EYW ETITPEYTE OV VA TO KAVW YId AGYOUS YUXIKNC AVAYKTC.

Ao to Havemiotnuio pag kat (Siaitepa amo to Tunua pag mnpa moAAd TEPLOTOTEPA ATTO
6oa £dwoa. Exppd{w Aotmov To EIAIKPIVEC Kal UEYHAO OV EVXAPLOTA:

Q. 0TOUS POLTNTES, 0L 0TIoloL pov éSwaav TV aloBnon 0Tt eixe Adyo Umapéne n mapovoia
uov ota [lavemiotnuiakd auploéatpa.

B. 6TOUG TIPLY a0 EUEVA APUTINPETHOAVTES GUVASEAPOUG, TWV 0TIOLWY TO aKadNUAike VPog
KaL TO OUVAOGEAPLKO KL ETAYYEAUATIKO VTTOSELYUQ TOUS, Ue BonBnoav va mpoomadnow va
otabd avaueoa Tou.

Y. O 0C TOUG €V EVEPYELQ CUVAGEAPOUG UOU, YIX THV VPNA0D EMITESOU aKaSHUAIKY 0ag
TAPOVTia, TOV UE KAVEL UTTEPHPAVO VA AEw OTL UOVY GUVAOEAPOS 0aG, AAAd Kal yia THV
ayamn, Tiun Kat ogfacud mov deiéate aTo TPOCWTO OV

6. 0€ 010 TO SLOIKNTIKO-UTAAANALKG TIPOOWTILKD, Yl TN SLAOE0N KAl EVYEVELX TOV VA UE
PonbnoeL oto akadnuaiko pov Epyo, Kal 0€ TEPIMTWOELS YIX THV AYATN TOV TPOG EUE KAl
TI§ TOAUTLUES CUUPLOVAES TOU.

KOple TIpoedpe mapakadw SexBeite TIG TAPAKATW 2 TPOTACELG-SLATIOTWOELS Yl TO
Turpo pag:

TMHMA YYHAHY AKAAHMAIKHY [I0I0THTAX

TMHMA AINIAPAMIAAHY XYNAAEADIKOTHTAY KAI YYNEPTAXIAZ, amotélecua Trg
SLOLKNTIKNG KOUATOUPAS AL KAl TPAKTIKWY OAWV TwV TPONYOUUEVWY QP WV OLOIKNONG,
QAL KL TG TWPLVIS UTTO THY TTPOESpia 0.

Kat axoun k. Ilpdedpe, SexBeite tnv ellikpvyy mpobeon (mepioootepo emibuuia Kat
mpocdokia Oa EAeya) va TPoGPEPW TEPALTEPW TIC UTNPECIES Lov oTo Tunua oag.

YTEIA KAI [IPOXQITIKH/OIKOTENEIAKH EYTYXIA JE OAOYX XAX

Aewvidag Xutnpng
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MILLENNIALS COMMUNITY PHARMACISTS IN THE UK: A BURNOUT GENERATION

Irini Dimou
Hellenic Mediterranean University, Heraklion, 70014, Greece,
irdimou@hmu.gr

Gary Rees
Portsmouth Business School, Portsmouth, PO1 3DE, United Kingdom,
Gary.Rees@port.ac.uk

Emmanouil F. Papavasileiou
Hellenic Mediterranean University, Heraklion, 70014, Greece,
e.f.papavasileiou@gmail.com

Abstract

Focusing on the burnout syndrome, this study provides first time evidence of
generational differences among community pharmacists. The data (N=508) were
obtained from a survey conducted in 2010 among community pharmacists in Dorset,
Hampshire and the Isle of Wight. Three age-based groups were identified as the
prevailing generations in current community pharmacies’ labourforce; (a) Baby Boomers
(born between 1944-1961), (b) Generation X (born between 1962-1980), and (c)
Millennials (born between 1981 and 1997). Participants’ self-reported perceptions of job
burnout were assessed using Maslach Burnout Inventory. Millennials, the youngest
generation, appeared to possess a higher level of burnout, in all 3 subscales (emotional
exhaustion, depersonalisation and personal accomplishment). Millennials burnout levels
were also significantly higher when compared to Boomers, the oldest generation.
Pairwise comparisons between successive generations also revealed that (a) Millennials’
levels of depersonalisation were significantly higher than Xers, and (b) Boomers’ levels
of emotional exhaustion and personal accomplishment were significantly lower than
Xers. These disparities may be useful to healthcare managers and policymakers in
enhancing inter-generational synergies within community pharmacies workplace

Keywords. Burnout, Millennials, community pharmacists, generational differences,
United Kingdom
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1. Introduction

The relevance of research on generational diversity in organisations needs no
demonstration. The increasing frequency of human resource management scholarship
related to generational differences confirms that the topic continues to garner attention
from scholars and professionals in the field (see Ng and Parry, 2016). A generation has
been commonly defined as ‘an identifiable group that shares birth years, age, location and
significant life events at critical developmental stages’ (Kupperschmidt, 2000; p.66).
Accordingly, the generational profile of the labour force, particularly within the Anglo-
Saxon countries (i.e., USA, Canada, UK and Australia), has been commonly conceptualised
as comprising from three age-based groups (Abubakar, Yazdian and Behravesh, 2018).
These groups are Baby Boomers (Boomers hereafter; born between the end of World War
Il and the early to mid-1960s), Generation X (Xers hereafter; born between the early to
mid-1960s and the early 1980’s) and the Millennial generation (Millennials hereafter;
born after the early 1980s to late 1990’s). The latter has been recently portrayed in the
media as the “burnout generation”. In fact, a national survey issued by the American
Psychology Association, (APA, 2012) reported that Millennials levels of stress and anxiety
were above the older generations. This is particularly alarming to Millennials working in
the healthcare sector as their working hours often being long, covering 24 hours a day
and 7 days a week with variable schedules (Mansour and Tremblay, 2018). Millennials
who work as frontline healthcare professionals and putting priority to the care of patients
each day, may not fully comprehend the effect and burden that working in such an
occupation place on one’s own health and cognition (Bridgeman, Bridgeman & Barone,
2018).

Unfortunately, despite the recent explosion of literature comparing the attitudes and
behaviours of Millennials with the preceding generations of healthcare professionals,
particularly among nurses (see Stevanin et al., 2018), work concerning the burnout
syndrome, has been lagging. Leiter and associates have addressed the issue but their
studies in Canada, examined the levels of burnout between the successive generations of
Boomers and Xers (Leiter, Jackson and Shaughnessy, 2009; Leiter, Price and Spence
Laschinger, 2010). Accordingly, they noted that it is imperative for future research to
focus on the Millennials both independently and in comparison, with the preceding
generations (Leiter, Price and Spence Laschinger, 2010; p.177). We fill in this void by
identifying the burnout levels from Millennials’ community pharmacists in the UK and
comparing them with those from the preceding generations.

2. Literature Review
2.1 Generational theory

Kupperschmidt’s definition of generations mentioned above is theoretically rooted in
Mannheim’s (1952) conceptualisation of generations as a social location phenomenon.
Generations, in this sense, emerge not just by one (horizontal) dimension of birth years,
butalso by a second (vertical) dimension of the historical process (Papavasileiou & Lyons,
2015). The meeting point of birth years and historical process creates a two-dimensional
space, which objectively positions each generation into a specific location across the
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pattern of social structure (Papavasileiou, 2016, 2017). Within this space, the social
location, ‘a concrete bond is created between members of a generation by being exposed
to the social and intellectual symptoms of a process of dynamic de-stabilization’
(Mannheim, 1952). The set of experiences and attitudes that result from this exposure is
unique to each generational group and continues to shape their work-related attitudes
and expectations in later years (Papavasileiou & Stergiou, 2023). Accordingly, using a
legacy of events that came to occupy the centre of UK historical stage since World War II,
we assume that 3 generational groups were prevailing the labourforce, and subsequently
community pharmacists, at the time of the study:

(a) Baby Boomers; those born between 1944 (the invasion in France on D-Day) and
1961 (application to join the European Economic Community),

(b) Generation X; those born between 1962 and 1980 (Conservatives Prime Minister,
Margaret Thatcher, elected in 1979, begins to introduce free market policies) and

(c) Millennials those born between 1981 and 1997 (Labour wins landslide election
victory and referendums in Scotland and Wales back the creation of separate
assemblies in Edinburg and Cardiff).

Table 2.1. Registered pharmacists in 2011 (UK)

Generation Age group Registered Leavers New entrants
in 2011 (%) (%) (%)

Millennials <29 years 23.7 5.4 83.4

Xers 30-49 years 52.4 41.3 15.9

Boomers 50-69 years 22.6 16.6 0.6

Traditionalists 270 1.2 8.1

Total (n) 46,137 7,963 3,526

Developed from Hassell, (2012)

2.2. Generational shift among UK pharmacists

The issue of generational differences is salient to the UK pharmacies, the focus of our
study, as a major shift in the balance of generational dominance has occurred in the
labour force. Table 2.1 shows that, at the time of the study, Xers were more than half of
the registered pharmacists in the UK while Millennials (23.7%) were sharing the same
size with Boomers (22.6%) and Traditionalists (1.2%), combined. However, at the same
time, the majority of those leaving the profession were the Xers (41.3%) followed by the
Boomers (16.6%) and the Traditionalists (8.1%). By contrast, the majority of the new
entrants were Millennials (83.4%) followed by Xers (15.9). The influx of Millennials who
purportedly hold significantly different attitudes towards work has created a crisis to
pharmacies as they seek to avoid conflict, an obstacle to the effectiveness of even the most
sophisticated healthcare organisations.
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2.3 Job burnout

Empirical evidence from burnout studies among generations in the healthcare sector are
scarce (see Stevanin et al, 2018). Among the few studies, Leiter et al., (2009) reports that
Canadian Xers nurses (N = 183) were showing significant lower levels of emotional
exhaustion than Boomers (N = 249). By contrast, Boomers appeared to have significantly
less levels of depersonalisation and personal accomplishment than Xers. However, a
subsequent study from Leiter et al (2010) reported contradictory findings. In particular,
Canadian Xers nurses (N = 338) revealed significantly higher levels of emotional
exhaustion than Boomers (N = 139). In addition, there was no significant difference in the
levels of depersonalisation.

3. Methodology
3.1 Design and sampling

This study is a secondary analysis of cross-sectional survey data collected from
community pharmacists in 2010 (Thomas, 2011). Participants were recruited from the
UK’s Royal Pharmaceutical Society (RPS) Local Practice Forum (LPF) programme. In
essence, LPF’s are local networks where pharmacists from all sectors of professional
practice can discuss their continuous professional developments expectations and access
resources to meet their learning needs (Alsaleh et al., 2016). Prior studies in the UK have
also recruited participants from LPF’s such as the Greater Manchester (Bradley et al,
2013), the London North West (Guirguis et al., 2015) and the Black Country (Rutter and
Wadesango, 2014).

This particular survey was conducted within the auspices of the Wessex LPF, covering
the administrative and geographical areas of Dorset, Hampshire and the Isle of Wight. At
the time of the survey, September - October 2010, the Wessex LPF comprised of 1170
members pharmacists from all sectors of professional practice (Thomas, 2011). The
population under examination, community pharmacists, work for independent
contractors rather than for the National Health Service (NHS) and, as such, there was no
need to be scrutinised by the local NHS research ethics committee. However, the protocol
was submitted to the Bioscience Research Ethics Committee at the University of
Portsmouth for opinion and was deemed to be acceptable.

A self-administrated questionnaire was posted to all pharmacists residing in the Wessex
LPF, with a covering letter explaining the purpose of the study, what would be involved,
and how they might withdraw from the process if necessary. The information sheet also
contained details of the Pharmacy Support Group (www.pharmacistsupport.org). This
organisation provides help and support for pharmacists and their families in times of
need and has developed a variety of programmes in consultation with pharmacists, to
offer a helping hand to pharmacists who find themselves confronted by difficult
circumstances, for whatever reason. The survey instrument comprised of forty items
including nine pharmacists’ characteristics.
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3.2 Measure

Participants’ self-reported perceptions of job burnout were assessed using the Maslach
Burnout Inventory (MBI)(Maslach and Jackson, 1981). The MBI is the most widely used
assessment of burnout in studies of healthcare providers, particularly in countries within
the Anglo-Saxon cultural context (Widger et al., 2007; Leiter, Jackson and Shaughnessy,
2009; Leiter, Price and Spence Laschinger, 2010). In this assessment, participant
pharmacists assessed burnout using a seven-point Likert scale, ranging from zero (never)
to six (every day), indicating the frequency of feelings and attitudes experienced during
work, in twenty-two relevant statements. Their scores were summed up into 3 subscales;
emotional exhaustion (EE) with nine items (i.e., “I feel emotionally drained from my
work” and “I feel fatigued when I get up in the morning and I have to face another day on
the job”), personal accomplishment (PA) with eight items (i.e., “I deal very effectively
with the problems of my recipients”, “I feel I'm positively influencing other people’s lives
through my work”) and depersonalization (DP) with five items (I feel I treat some
recipients as if they were impersonal objects” and “I don’t really care what happens to
some recipients”). The subscale total scores for PA, DP and EE are 48, 30 and 54,
respectively (Maslach and Jackson, 1981).

3.3 Data analysis

Cronbach’s alpha coefficient was used to assess the reliability of the subscales under
examination and independent samples t tests were utilised to examine differences in
pharmacists’ responses. Mean scale scores for the 3 burnout subscales, EE, DP and PA
were compared between (a) succeeding generations, Millennials versus Xers and Xers
versus Boomers and (b) between the youngest and the oldest generation of community
pharmacists, Millennials versus Boomers, with an a priori significance level of 0.05. The
effect size was assessed with Cohen’s d estimation with values of (0.20 < d < 0.50)
considered to be low, (0.50 < d < 0.80) moderate and (d = 0.80) high (Cohen, 1992).

4. Results

Overall, 702 questionnaires were returned from the 1170 posted to all pharmacists in
residing in Wessex LPF, indicating a 60% response rate. Demographics of the 508
respondents that indicated community pharmacists as the main job role, the focus of this
study, are presented in table 4. The majority of community pharmacists under
examination were females (63.2%) and between the age of 30 and 59 years (75%). More
than half of the sample (56.5%) was working in large multiple pharmacies (more than 25
stores) mostly as managers (33.9%) and as locum (32.3%).

In terms of reliability, the alpha coefficients were 0.88 for EE, 0.76 for PA and 0.71 for DP,
respectively, indicating strong evidence for the 3 burnout subscales, in line with earlier
recommendations (Nunnally and Bernstein, 1994) of Cronbach’s a value over the 0.70
threshold (see Table 4.1). The level of the burnout among participants, based on the
mean scores for EE, DP and PA were 35.28 (SD=12.10), 14.23 (SD=6.48) and 42.86
(SD=8.14), respectively. In cases where the combination of the mean scores for EE, DP
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and PA is higher than 27, 13 and 31 respectively then the overall burnout, as the above
results, is considered high (Maslach and Jackson, 1981). Table 4.1 shows a comparison of
these high levels of burnout among the 3 generational groups of community pharmacist
in Wessex LPF; Millennials (N=55), Xers (N=273) and Boomers (N=173). Millennials, the
youngest generation of the community pharmacists’ labourforce, appear to have a higher
level of burnout in all 3 subscales, compared to older generations of Xers and Boomers.
By contrast, the means scores of Boomers were the lowest in comparison to the younger
generations of Xers and Millennials. Further pairwise comparisons reveal significant
differences between the generational groups.

Table 4. Sample demographic and practice characteristics

Variable Frequency (%)

Gender (N=506)?

Female 321 (63.2)
Male 185 (36.4)
Age (N=506)
29 and under® 55 (10.8)
30-39°¢ 128 (25.2)
40-49 © 145 (28.5)
50-59° 108 (21.3)
60-64' 41 (8.1)
65-69° 24 (4.7)
70 and over 5(1)
Employment status (N=508)
Owner 37 (7.3)
Manager 172 (33.9)
Relief 48 (9.4)
Second pharmacist 81 (15.9)
Locum 164 (32.3)
Non-store role 6(1.2)

Organizational type (N=508)

Independent 83 (16)
Small chain (2-4 stores) 34 (6.7)
Medium-sized multiple (up to 25 stores) 55(10.8)
Large multiple (over 25 stores) 287 (56.5)

Supermarket chain 49 (9.6)

2 Frequencies may not add up to 508 due to missing responses
b Millennials, ¢ Xers,'’ Boomers and" Veterans (born between 1925-1943) were only
represented by 5 participants and therefore were not included in the analysis)

17



Honorary Volume for Professor Leonidas Chytiris

Table 4.1. Burnout Means per generational cohort

Burnout Generational cohorts
ML GX BB
(N=55) (N=273) (N=173)

Mean SD Mean SD Mean SD
Emotional exhaustion (a=.88) 39.51 11.11 36.83 10.84 30.28 11.51
Personal accomplishment (a=.71) 4398 7.88 4336 7.84 40.74 8.36

Depersonalisation (a=76) 1742 6.71 1435 6.15 13.63 6.19
Note: ML=Millennials (1981 - 1997), GX= Generation X (1980 - 1962); BB=Baby Boomers (1961-1944);
Emotional exhaustion (>27 high; 17-26 moderate; 0-16 low); Personal accomplishment (>39 high; 32-38
moderate; 0-31 low), Depersonalisation (>13 high; 12-7 moderate; 0-6 low); The subscale total scores for
PA, DP and EE are 48, 30 and 54, respectively.

In relation to comparisons between successive generations, it was found that the mean
scores of EE was significantly lower [t(444)= 6.07, p=.0001, d=0.59)] for Baby Boomers
(M=30.28, SD=11.51) than for their successive generation, Xers (M=36.83, SD=10.84).
The same phenomenon was evident for the PA were Boomers scored (M=40.74, SD=8.36)
significantly lower [t(444)= 3.29, p=.001, d=0.33)] than Xers (M=43.36, SD=7.84). In
addition, community pharmacists’ that belonged to Xers (M=14.35, SD=6.15) scored
significantly lower in DP [t(326)= 3.32, p=.001 d=0.49)] than Millennials, (M=17.42,
SD=6.71) their successive generation (see Table 4.2).

Table 4.2. Pairwise comparisons between generational cohorts

Burnout ML vs. GX ML vs. BB BB vs. GX

t-test (df) d t-test (df) d t-test (df) d

EE 1.66(326) 0.24 523(226)* 0.81 6.07(444)** 0.59
PA 0.529(326) 0.08 2.49(226)* 039 3.29(444)* 0.33
DP 3.32(326)"* 0.49 3.45(226)** 0.60 1.12(444) 0.1

Note: ML=Millennials (1981 - 1997), GX= Generation X (1980 - 1962), BB=Baby Boomers (1961-1944),
*p<.05, ** p<.01, ***p<001; EE= Emotional exhaustion; PA= Personal accomplishment; DP=
Depersonalisation; d= Cohen’s (1992) measure of effect size with values of (0.20 < d < 0.50) considered low,
(0.50 < d < 0.80) moderate and (d = 0.80) high

Furthermore, the mean scores of PA were significantly lower [t(226)= 2.49, p=.013,
d=0.39)] for the oldest generation, Boomers (M=40.74, SD=8.36) when compared against
the youngest generation, Millennials (M=43.98, SD=7.88). The same result was observed
between the mean scores of DP, with Boomers (M=13.63, SD=6.19) scoring significantly
lower [t(226)= 3.45, p=.0006 d=0.60)] than Millennials (M=17.42, SD=6.71). The
comparison between the mean scores of EE was similar, with Millennials (M=39.51,
SD=11.11) scoring significantly higher [t(226)= 5.23, p=. 0.0001 d=0.81)] than Boomers
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(M=30.28, SD=11.51). The effect size in all cases was above 0.30 ranging from moderate
to high (see Table 4.2).

5. Discussion

This study compares Millennials levels of burnout with the older generations of
community pharmacists from three geographical areas in the UK and in doing so, makes
a fourfold contribution. First, the study provides scarce evidence of age-based
generational differences of burnout levels among community pharmacists. Despite the
recent explosion of research concerning age-based generational differences in healthcare
labour force, evidence mostly originated from the occupational context of nurses (see
Stevanin et al., 2018). This is surprising because managing generational diversity has
been portrayed amongst the most crucial challenges faced by practitioners and educators
in community pharmacy practise (Weitzel and Haydon-Greatting, 2016). Moreover,
community pharmacy is at the forefront of delivering public health initiatives (Agomo,
Ogunleye and Portlock, 2016; Alsaleh et al., 2016) and failure to address this issue could
comprise the level and quality of service provided.

Second, the study reveals scarce comparative evidence from the UK moving away from
the rather limited, in terms of cultural context, evidence provided so far, mainly from the
North American context. This might be good news for UK based initiatives related to
community pharmacists, such as the Health Living Pharmacy (HLP) which targets to
quality-assure the delivery of health and well-being services through community
pharmacy (Agomo, Ogunleye and Portlock, 2016).

Third, contrary to previous studies (Leiter, Jackson and Shaughnessy, 2009; Leiter, Price
and Spence Laschinger, 2010) of burnout among age-based generations from the wider
healthcare labour force that compared solely Boomers with Xers, the study presents
findings from the Millennial generation. All too often, practitioners and policymakers
assume that practices that have been shown to improve the motivation and engagement
of longstanding employees will have an equal effect for younger employees. However,
they quickly realise that new entrants to the labour force have different expectations and
motivations towards work and thus the practices do not yield the expected response
(Cogin, 2012; Papavasileiou and Lyons, 2015). As a case in point, the findings of the study
revealed that Millennials have significantly higher levels of burnout in all measured
subscales, illustrating that a ‘one-size-fits-all’ approach to policies and programmes
among generations may perhaps be inappropriate.

Fourth, the findings of the study provide an opportunity to engage with wider debates
within “mainstream management”. In particular, a stream of research (Becton, Walker
and Jones-Farmer, 2014; Benson and Brown, 2011; Costanza et al., 2012),(Costanza and
Finkelstein, 2015) argues that the effect sizes observed in generational differences within
extant literature are small and the differences are not meaningful. Contrary to critics, the
study revealed that out of the nine possible comparisons between generations, three
significant differences were close to the moderate established threshold of .50 (Cohen,
1992), two significant differences were above the moderate threshold and one significant
difference was above the high established threshold of .80 (Cohen, 1992).
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5.1. Limitations and future research

As with any study, there are inherent limitations related to the utilised sample and
research design that should be taken into consideration when interpreting the above
results. Firstly, the ideal design for a study that examines differences in age-based
generational identity would have been a sequential cohort study, which commences with
the collection of data from participants at a young age and follows several generations
longitudinally that emerge as a result of the successive “coming of age” progressing
through their working lives (Twenge et al., 2010). To the best of our knowledge, such an
ideal database assessing burnout does not exist. This study draws on a database
developed with a cross-sectional design which, as noted (Lyons and Kuron, 2014) is
perhaps the weakest form of evidence because of hold constant only the period effect and
control for neither age nor cohort effects. However, this study makes a first step towards
a qualifier study (Lyons et al., 2015) that adds boundary conditions towards theory
building with the use of culture specific boundaries to demarcate the social locations of
the prevailing labour force in the UK. Future studies could use the generational
boundaries identified in this study to collect cross-sectional data collection over an
extended period of time (Hansen and Leuty, 2012). This complementary research design
provides the opportunity for some separation of period effects and/or age and cohort and
period effects in the case that the collection period is relevant and the samples are
similarly constituted (Lyons and Kuron, 2014).

Secondly, the sample comprised solely from community pharmacists, which as noted
earlier, is a methodological strength as there is a paucity of studies exploring generational
differences within this particular organisational setting. However, future research
capturing the burnout levels across the prevailing generations of pharmacists also within
NHS would provide a more accurate depiction of the pharmacist within the UK. In a
similar vein, the sample represented the auspices of the Wessex LPF, covering the
administrative and geographical areas of Dorset, Hampshire and the Isle of Wight. This
is, of course, comparable to the sole study of age-based generational identity in UK’s
healthcare management research (Robson and Robson, 2015). However, an important
avenue for future research on generational differences among both community and NHS
pharmacists in the UK, is the inclusion of participants from more geographical areas
providing thus, a more nationally representative sample.

6. Conclusion

Beyond the inherent limitations and methodological concerns, the study provides the
first evidence of substantive and meaningful burnout differences between the prevailing
generations of community pharmacists in the UK. Healthcare practitioners and
policymakers can make use of these findings as a benchmark for enhancing
understanding towards multi-generational symbiosis in current community pharmacy
labour force. This understanding, in turn, may be useful to develop and implement
specific and, above all, cost-efficient practices for strengthening inter-generational
synergies and comfort in the workplace, in an attempt to minimise conflict, an obstacle to
the day-to-day operation of every healthcare organisation.
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MepiAnym

Me v €§dmAwaon NG Tavonuiag, To £pyo TOU TPOCWTILKOV TWV VOGOKOUEIWY EYLVE TILO
80okoAo AOYw auvinuévou @OpTou epyaciag, Xpromnsg HECWV ATOUKNG TPOCTACLAG,
KOW®VIKNG amooTaclomoinong kat @ofov voonons. ZUppwva pe tov Iaykoopio
Opyavioud Yyeiag, amd tov lovAlo tou 2020, £xouv avagepbel mavw amo 1,4
ekatoppvpla poAvveelg COVID-19 petadl twv epyalopévwy oToV TOUER TNG VYELXG, TTOU
avTLmpoowTevel To 10% Twv MAyKOoULWwY HOAVVeEWY. OL VOONAEUTEG TTOU ATTOTEAOVV
mv mAeoyn@ia Twv epyalopévwv OTOV TOMEX TNG UYELOVOULKNG TEpiBaAYmg,
ETMNPEACTNKAV TOCO CWUATIKA 000 KL TIVEUHATIKA QO TNV TapateTapévn mepiodo
mavdnuiag. Ta amotedéopata NG €pEVVAG 0ONYNOAV OTO OCUUTEPACHN OTL 1)
ouvvaLoOMUATIKTY EEAVTANGT) TWV VOONAELTWV aLEAVEL o€ onpavTikd Babuo v embupia
TOUG VU EYKATOAEIPOUV TN VOOAEVTIKN ETOTHUT.

A£€Ee1g-KAESLA. etayyeApatiky e€ovBévwon, TpOBeon amox®PNoNG atd TO EMAYYEAUQ,
Covid-19, voonAeuTikd TIPOCWTILKO
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1. Ewaywyn

H mavénuia tov COVID-19 mpokdaAeoe to B&vato eKaToppupimv avOpwmwy Kot EMAnge
™mv maykéoula dnuooiwa vyeia (Miyah, 2022). Katd v mepiodo g £Eapong to
UYELOVOULKO TIPOCWTILKO €lxe auEnuUévo @OPTO Kol TIHPATETAUEVO EEAVTANTIKO WPAEPLO
epyaotiag. Epyalotav vmo vmAn mieon kal o€ emikivouves kot af3EBaleg KATAOTAOCELS UE
TEPLOPLOPEVOUG TIOPOUG, KOl EQAPHOLOVTAG VEEG OPYAVWTIKEG TIOALTIKEG KAl TIPUKTIKEG
0TOo Ywpo gpyaciag tou (Mousa et al., 2022; Cui et al.,, 2022). AvtiuetwTile 5 oNUAVTIKO
kivéuvo poéAvvong amoé tov 16 SARS-CoV-2 mov pmopel va emégepe kal to Bavato. To
AeBvég Zuufovilo twv Noonievtwv emiBefaiwoe 4Tt £wg Tov Auyovotou tov 2021 To
VOONAEUTIKO TPOoWTIKO pETpnoe 1.097 anwieleg ot 44 ywpes (International Council of
Nurses, 2020). O aptBpdg autog TOAVOTNTA Eival LEYRAVTEPOG KABWG TTOAAEG YWPES SEV
Stabétouy cvoTNUA HETPTONG TWV BavdaTtwy Tov oeidovtal otov covid-19. 0 @dfog g
vOGNONG, OL TIEPLOPLOUEVES YVWOELS GXETIKA UE TNV VTIAPEN ATIOTEAECUATIKWY PUEBOSwV
YW TNV QVTLUETWTILON TOVU OV, 0 WKPOG aplOUoS TPOoWTIKOU Yl TNV KAALYM Twv
AQUENUEVWV avayKwV TEPIBAAYMS EMNPENTE TOGO TI CWUATIKY 000 KAl TNV PUYLKN VYELx
TWV VOONAEUTWY, KABLOTWVTOG TILO ETIKALPT ATIO TTOTE TN UEAETN TOU (PALVOUEVOU TNG
ETTOYYEAUATIKN G €E0VOEVWONG GTO GUYKEKPLUEVO eTtaryyeApaTikd Topéa. Ot Bloomfield
and Dale (2015) vmootiipi&av 4Tl oL epyalopevol Tov §ovAgvoLVY o€ akpala TAaioL,
OTIwG aUTd Katd v Tepiodo NG mavdnuiag, eivat mMOaAvoOV va TAPOVGLACOUV
ouvaleBnpatiky kot Pruxoroyikn eEdvtinon. lpaypaty, mpdo@at épevva emPBefatwvel
OTL TNV OUYKEKPLUEVT] TIEPLOSO TTOAAOL VOOTAEVTEG EUPAVIOAV CUUTITOUATA GYXOUS,
SuokoAlag otov UTvo kot katdBAwmg (Pappa et al.,, 2020).

H  eugpdvion touv  ouvdpépov  emayyeApatikig  €fovBévwong  (Burnout
Syndrome) amotelel pet{ov mpOPANHA YIO TAX VOGOKOUELX KOl TO €BVIKO GUOTNUX VYELQG
KaBw¢ emSpd apvnTika otnv amddoon Twv voonievtwv (Markiewitz et al., 2019; Xiang
et al,, 2020) kot KATG CUVETIELX TNV TIOLOTNTA TNG VYELOVOULKNG TEPiBaAymg (Aslam et
al, 2022).

[ToAAég épeuveg €xouv OUVEECEL TNV EUEAVION TOU OUVOPOUOU ETTAYYEAUATIKNG
eEoVBEVWONG PE TNV TIPOBET ATIOXWPTONG TOU EPYALOUEVOL ATIO VOV 0PYAVIOUO 1] ATTO
TO ovykekpluévo emdyyeApa (Chami-Malaeb, 2022; Berthelsen et al,, 2011; Santhanam
and Srinivas, 2020). To aioOnpa CWUATIKNG, CUVALEONUATIKNG KAt PuYLKNG EAVTANONS
TOU €pya{OUEVOU TIOU TIPOKOAEITAL ATIO TAPATETAUEVY] EUTIAOKT] OE GUVALOOMUATIKA
EMPAPVVTIKEG KATAOTACELS UTIOPEL VX TOV 0SNYNOEL VA EEETACEL AAAEG EVAAANKTIKES
ETIYYEAMATIKEG ETIIAOYEG. H TpdBeom amoxwpnomng amod to emdyyeApa (career turnover
intention) elval kaAdG TPOYVWOTIKOG OSelkTNG TNG UETEMEITA CUUTIEPLPOPAS TOU
epyagopevov (Griffeth et al., 2000).

H anwAsia amod v aAdayrn eMayyEALATOG EVOG VOONAEVTY €lval ONUAVTIKY] TOGO YlX TO
610 TO EMAYYEARX OO0 KaL YA TOV OPYAVIOUO GTOV OTIO{0 TIPOGEPEPE TIG UTINPETIEG TOV
(Flinkman et al., 2010). ATtoywpwvtag £vag voenAguTni§ TTalpvel pall TOU TIG YVWOELS IOV
ATEKTNOE ATO TIG OTOUSEG TOL Kal amd Tn ouvvexn ekmaidevon mov éAafe katd
SLApKeELX TNG EVAOXOATOTG TOU [LE TNV VOOMAEVTIKT, OTIWG ETIOTG KL TNV EPYACLAKT TOU
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eumelpia. Ltepel €TOl TEYVOYVWOLA KAl LKAVOTNTEG TOU €lval YPNOLUES YA TNV
QVTLUETWTILON TWV TPOLANUATWY Vyeiag Twv aoBevwv. Q¢ emakoAovbo, Ta WopUupaTa
UYElOVOULKNG TeplBaAYn G amatteital va mpocAapufavouvy, va ekmalSelouvv VEOUS
VOONAEUTEG Y va KAAUPOUV TIG KeveG BEoelg, pe TNV mBavOTNTA KAl oquTol KATolX
OTLYHT] VA ATIOXWPNOOVV AT To emdyyeApa. M va Slac@aiiotel ) opaAn) Aettovpyia Tov
VOOGOKOUELOU Kol va PElwBolv Tta £608a MPooéAkuonG Kal eKTAiSEVONG TIPOCWTILKOU
TPETEL VL SLAGaALoOEL OTL oL epyalOpevol elval IKAVOTIOMUEVOL ATIO TNV EPYACia TOUG.
ETiong, Ta SNUocLa TTAVETIO T ULX KL OL ETTAYYEAUATIKES 0X0AEG S1EBEG Y TTOPOUG YL TNV
TIOAVETN EKTIAISEVGT TWV VOOAELTWYV, OL 0TToloL eV a€lOTOLOVVTAL LLE TNV ATTOXWPT 0N
TOUG amd To emdyyeApa. YYnAd emimeda Séopevong otadlodpopiag HELwvVOUV TNV
TOAVOTNTA ATIOXWPTONG MO TO EMAYYEARX Kol quidvouv Tn OeTIKN OTAOT TOU
£pYalOUEVOL ATIEVAVTL GE QUTO.

Kabwe 0 supwmaikdg mANOLVoUOS YEPVA, 1| (1) TNOT) YO VOOAEUTIKY] @POovTida auvidveTal
(Heinen et al., 2013). Qotdoo, evtomiletal EAAelm VOGNAEUTWV GTNV Ayopd epyaciog
OTIG TIEPLOCOTEPEG EVPWTAIKEG YWPEG. ZVUPwva UE oTolela Touv Ilaykodoulov
Opyaviopov Yyelag to 2020 To VOOAEVUTIKO TIPOOWTILKO TIOU £pyaloTaV 0T SLApopa
VOONAEUTIKA SpUHATH KOl OTO VOOOKOMEIN, TYKOOUIwG, uToAoywlotav oe 27,9
eKaToppUpla. ‘Ouws yo va UTopEcouy va avtameEEABouy HEAAOVTIKA TA CUOTHHAT
VUYELaG OAwV TwV YwpwVv Oa TPETEL 0 aplOuds autog va avéndel katd 10,6 ekatouudpla
€w¢ 1o 2030 (World Health Organization, 2020). Qg ek ToUTOU, 1] SLATIPNOT VOCNAELTWOV
0TO EMAYYEAUQA Elval ETMITAKTIKN. L€ £épevva Tov cuppeteiyav 23,159 voonieutég amd 10
EVPWTIAIKEG XWPES SLATOTWONKE OTL GUVOALKE, TO 9% TWV VOONAEUTWY GKOTIELAV VX
eykataielouv To emdyyeApa toug (Heinen et al., 2013). ’Evag amd Toug TApdyovTES OV
OUOXETIOTNKE UE TNV TIPOOECT EYKATAAEWYNG TOV EMAYYEAUQATOS 1JTAV 1) ETMAYYEAUATIKY
eEovBévwan. 0 @oBog yla voonon amo tov 16 tov COVID-19 kain eniSpaon ¢ mavdnuiag
OTNV EPYACLOKT] (W1 TWV VOOIAELTWV QAIVETAL VA ETTETELVE TNV TIPOBEGN ATIOXWPTOTG
Toug amd to emdyyeApa (Lin et al., 2021).

Mapd ™ onpacia g agla TOU EMAYYEALATOG TOU VOOIAELTI] KAL TNG QAVOYKXLOTNTAS
TAPAUOVIIG TOU VOONAEUTIKOU TPOCWTIKOU OTO EMAYYEAUATA TOU, TEPLOPLOUEVT
mpoooyn €xeL S00el amd Toug epevvnTEG 0T S€opevon otadlodpopiag tov (Mousa et al.,
2022). EmmAéov, Teploplopévn eivatn EpEUVa TIOV EXEL YIVEL AVAPOPLKA LLE TIG ETUTITWOELS
Tou COVID-19 oty sunuepia twv epyalopuévwyv otov touéa ¢ vyeiag (Cui et al,, 2022).

ZT0X06 NG TAPoVo G EPELVAS VAL VA TIPOGSLOPIOEL TOV TPOTIO |LE TOV OTIOL0 OL APV TIKES
EPYAOLUKES EUTIELPLES, OTIWG 1) EMAYYEAUATIKT €§0VOEVWOT, EMnped{ovv TNV TPOBEOT TWV
VooNnAeuTwy, Yl aidayn otadlodpopiag. Ot Barthauer et al. (2020) emonuaivouv 4Tt
HOVO AlyeG LEAETEG EXOUV SLEPEVVIOEL TN OXECT LETAED TNG EMAYYEAUATIKIG £E0VOEVWOTG
KoL TG mpdbeons twv gpyalopévmy Y aAdayn otadlodpopiag. AkOpa Atydtepeg elvatl
QUTEG TIOV €EETACAV TNV €V AOYW GXEOT META TNV Tavonuia, Tov e§ovBévwoe CWUATIKA
Kol JUXOAOYIKAE TOUG VOOT|AEVUTES.
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2. Avaockommon BiAoypagiag

0 6pog ZVvépopo Emayyeipatikig EEouBévwaong xpnotpomoleital Yo va TTeplypaeL va
ONUAVTIKO KOl TIOAVETITIESO KOWVWVIKO (PULVOUEVO TIOU OYETI(ETAL [E TIG ETUTTTWOELS OL
oToleg TpoKaAOUVTAL ATIO TO TAPATETAUEVO AloONUA AyXOUG KAl TILEGTG TIOV avaATITUGGEL
0 gpyalouevos HEoa oTo epyaotakd tou mepBaAiov (Schaufeli et al., 2009, p. 894). H
TPWTN EVEEEN EUPAVIONG TNG EMAYYEARATIKNG £EouBévwong eival, Otav £vag
epyalduevog SovAeVel kABE pépa OKANPOTEPH Kol TEPLOGOTEPES WPES, AAAG TA
ETLTEVYUATA TOV givat 6Ao kal Atydtepa. H Maslach (1996 p. 20) mepléypaye to ZUvSpopo
™m¢ EmayyeApatikng EEoubévwons wg «Tn otadlakn anmmAsla KAOe ev8La@EPOVTOoG TOU
£PYA{OUEVOU OXETIKA UE TNV £PYACIA TOV KL TNV €AAEWn cuvaoBnudtwyv oeBacpol
TPOG TOUG aoBevels kal Toug ouLVASEA@OUG Tou». Apydtepa, 1 Maslach (2003)
TEPLEYPAYPE EVPUTEPA TNV £VVOLA TNG ETTAYYEAUATIKNG EE0VOEVWONG, BEWPWVTAS TNV WG
TO ATIOTEAEG LA UL UT) PUGLOAOYLKTG OXEONG LETAEY EVOG rTOUOV Kol TOU TIEPLRAAAOVTAG
Tou. Ymoomple akoun OTL 1 EMAYYEAUXTIKY] €§0VOEVWON ATOTEAEITAL ATIO TPELS
Siwaotdoels (Maslach and Leiter, 2016):

e TNV ouvvaloOnpatikn e§avtAnon (emotional exhaustion-EE). ITeptypagel To onueio
OTIOU 0 £pYalOUEVOG EXEL EEAVTANOEL TOOO CWUATIKG XAAQ KUPLWE TIVEVUATIKA, XAVEL
™ 61abeom Tov va epyaoTel, Kol @Tdvel oto onueio va Bewpel Tws dev afilel va
SLABETEL TO YPOVO TOU KL TNV EVEPYELA TOV TIPOKELUEVOU VU EKTEAEL TNV gpyaaia TTov
Tov éxeL avaTeDEL

e TNV amompoowmoinor (depersonalization-DP). Ava@épetal otnv amo&évwon Tou
UTIAAANAOU TOGO ATIO TOUG GUVASEAPOUG TOV, 000 KL ATO TOUG oOEVEIS TOU Kal TNV
UL0B£TNOT OKAN PTG KAl ETIOETIKIG CUUTIEPLPOPAS TIPOG AUTOVG.

o TNV EAAeldm IKAVOTIOMONG OXETIKA LLE TA TIPOOWTILKG emitevypata (loss of personal
accomplishment-PA). Exetietal pe Ta apvnTIKA aloOpaTa ToOU pYAOUEVOL YA TIG
LKAVOTNTEG TOU KL TNV ATOSOTIKOTITA TOV OTNV EPYACLA TOV .

H Bewpla g emayyelpatikng eiovbévwong vmootnpilel 0T, 0TV 0 €PYAlOUEVOG
eXTIOETAL O ATALTNTIKEG KATAOTACELS XWPI§ EMAPKELG TOPoUG 1 uTTOoTNPLEN, TOU
TIPOKOAELTAL AyxoG Tou odnyel o€ ocvvaloOnuatiky €§avtinon. H ocuvvaloOnuatikn
€EAVTAN O™ UE TN OEPA TNG, TUPOSOTEL TNV ATOTIPOCWTOTION O™, ) OTIolX TEALKA 081 YEl o€
Helwpevn alobnomn amodoong (Din and Baba, 2022). To oUvSpopo NG EMAYYEAUATIKIG
eEovBévwang ep@avileTal ouyva oe avBp®TOUS TwV oTolwv 1) epyacia yapaktnpiletat
aTd €VTOVO KOLWVWVIKO XAPAKTNPA Kol €XEL wG eMikevTpo Tov avBpwmo (Maslach and
Jackson, 1981). MeAéteg €6e&av OTL oL emayyeApaties vyelag elval To EVAAWTOL GTNV
ETIAYYEARATIKY €E0UBEVWOT AGYW TNG PUONG NG EPYACIAG TOUG, KABWEG auT amattel
OUVEXN EYPNYOPOT, EVTATIKOUGS puBOVG, VYMASG @OPTO epyaciag, Kal KaBNUeEPLV ETTAPT)
ue tov avBpwmivo movo (Alfugaha and Alsharah, 2018; Zborowska et al., 2021; Drennan
and Ross, 2019).

H emayyelpatikny €iovbévwon oxetiletal pe TMOAAEG ApVNTIKEG CUUTIEPLPOPEG OTO
epyaclakd TepBaArov, OTIwG XAUNAN €PYAOCLAKY] LKOVOTIONGOT, QMOOTACLOTOMmON 1
akopa kot TpdBeom amoxwpnong and to emayyeApa (Schaufeli and Leiter, 2009). Kata
™mv mepiodo ¢ avdnuiag 1 mpdBeon aAAayN G EMAYYEAUATOG HETAED TWV VOOTIAELTWV

27



Honorary Volume for Professor Leonidas Chytiris

av&nnke A0yw Tou @OPou VOO OTG, TNG EMAYYEAUATIKNG £E0VOEVWON G KAL TWV VYNAWY
amaltnoswyv ¢ epyaociag toug (Labrague and de Los Santos, 2021; Lin et al,, 2021). H
acdEeld Tou POAOL KAl TO AyxoG Tou pdAou, Adyw COVID-19, efouvbévwoe Toug
epyalduevous atov Topéa TNG UYElNG, YEYOVOG TIOU TOUG €KOVE VO GKEQ@TOVTOL TNV
TBavoTTa aAAayns epyaciag (Alblihed and Alzghaibi, 2022). Ot Scanlan and Hazelton
(2019) emBefaiwoav Tn BETIKN OXEON TOU UTAPYXEL OVAUECH OTNV EMAYYEAUNTLKY
efovbévwon kal oty Tpdbeon amoxwpnons. Mia mpdéoatn E€peuva  TOU
TpaypatomomOnke o 251 voonAeutég Kat voonAevtpleg otnv Tovpkia, katéAnée oto
OUUTIEPACUAX OTL TO VOONAEUTIKO TIPOOWTILKO OKEPTETAL TNV OAAAYN E€MAYYEAUATOG,
KaBws Kata TN Stdpkela TG mavdnpiag avéndnkav onpavtika n epyactokr] e£ovbévwon
TOU Kal HELwONKe 0 faBUOG IKavoToiNn oG ToU Ao To EMdyyeAud Tov (Bayer et al., 2021).
Ta evpfuata vtooTpLEav OTLT TTPOOEGT ATIOXWPNONG OXETIETAL OTATIOTIKA ONUAVTIKE
UE TN AMOTPOCWTONoN KaBwWS kal pe T cvvalebnuatiky e§avtinon. O Kelly et al.
(2021) vmoAdyloav OTL pia povada avinong otnv emayyeAuatiky e£ovBevwon evig
voonAeutn petapaletal o 12% meplocdtepeg TOAVOTNTEG VA ATIOXWPTOEL ATIO TO
ETIAYYEAUX TNG VOOTIAEVTIKNG. Z€ TTAPOUOLX ATIOTEAEOUATH KATEANEE KAl X TTPOCEATN
épeuva oL TpaypatomomOnke oto Ipav o Setypa 400 voonAsvtwy (Karimi etal., 2022).
AlamotwONnKe OTL 1 IKAVOTIOMMOT om0 TA TPOOWTIKE EMTEVYUATA OLVEEETAL
AVTLOTPOPWS aVAAoya PE TNV TTpoBeon amoxwpnong. [T cuykekpuéva, 0tTav To pueyebog
NG LKAVOTIOMONG A0 TA TPOCWTIKA EMTEVYHUATA AUEAVETAL KATA Ul povada, Tote
pelwvetal katd 0,26 povadeg to peyebog g mpobeons amoxwpnons. Aapupavovtag
VTIOYM TA VW TEPW, SLATUTIOON KAV 0L AKOAOVOES EPELVNTIKEG VTTOOETELG:

YréOeon 1: Ymapyel Octiky) oyxéon avausoa otn cvvatcbnuatikl) édviiAnon kat otnv
MPOOeon amoywpnong

Yr6Oeon 2: Ymdpyet OcTiky) oxYéon avdueoa otny amompoowtoincn kat otny mpobeon
amoxwpnong

YnoOeon 3: Ymdpyet apvnTikn oxéon avaueca oTnV IKAVOTONON amO TPOOWTIKA
EMTEVYUQATA KAL 0TV TTPOOEo amoywpnong

Iy mapovoa Epeuva, SlepeuvnBNKe ETONG EVAG TTAPAYOVTAG TTOU UTIOPEL VO ETILTEIVEL TN
OoLVALOONUATIKY] KAl CWHATIKY KOTWOTN Twv epyalopévwy, OTwS oL Bapdileg Tov
AVOAXUBAVOUY (VUXTEPLVI-ATIOYEVHATIVT), TIUEPNOLY, LOOUEPNS evaAAayT Bapdiwv). H
oxéom HETAEL XPOVOU eKTEAEONG TNG PAPSIAG KAl ETMAYYEAUATIKNG €§AvTAnonG Sev
emBefaimvetat amd Ta suprjpata opiopévwyv epsuvav (Wisetborisut et al., 2014; Ilhan et
al., 2007). AAAeg €peuveg OPWG SLATILOTWVOUV OTL OL VOOTIAEUTEG TIOU €pYAJOVTAL TNV
nuepnowx PBapdia, 6mouv To TEPBAAAOV epyaciag eival TO TAPAXWOEG KAl Ol
aAnAemidpdoels HeTad) cuVASEAPWVY TiLo €vToveg, gival o TBOAVO va ep@avicouy
emayyeApatikn efovbévwon (Kelly et al, 2021). Ot voonAeuTtég katd tn StdpKew TG
NUEPAS TIPAYUATOTIOOVV OAEG TIS amapaitnTes Siadikaoies yia ™ Sidyvwon, vooneia,
Bepatmela TwV aoBEV®OV TOUG, EV®W 0L VOOTAEVTEG TNG VUXTEPLVS Bapdiag teplopilovral
OTn XOPNyNon NG @APUAKEVTIKNG AYwYNG, YWX va PNV evoxAoUv TOUG aoBeVE(S,
UTEPPOPTWVOVTAG £TAL TNV NUepNola Bapdia (Majrabi et al., 2021). Evééxetal emiong n
vuxtepvn Bapdia va amoteAel emAoyn Tov epyadopevoL Kal va GUUBAAAEL 0T HElwoN
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Tou dyyxoug movu Blwvel. I'a mapaderypa, Evag yovéag UTopel va eMAEEEL v epyaleTal
VOXTA YO VO EIVAL GTO OTILTL PE T TSI TOL KaTd TN Stdpkela g nuépag (Sporer et al.,
2021). Ze avTifeomn e TA TAPATIAV® EVPTUATA, KATIOLEG EPEVVEG £XOVV SLATILOTWOEL OTL
oL epyaldpevol ue otabepég vuxtepwvés PBapdieg Buwvouv vymAdtepo emimedo
eEovBévwang o oxetiletal pe Tig Statapayés otov vTIvo Toug (Cheng and Cheng, 2017;
Kim and Back, 2012). To VOONAEUTIKO TIPOCWTILKO TOV £PYALETAL LE KUKALKO wpApLo -
EVOALQYT TIPWIVWV, ATIOYEVUATIV®DV Kal Bpadvav Bapdiwv Sev £xel Tn SuvatoTnTa va
Stapop@wvel éva otabepd eBSopadiaio TPdypappa Kal ws £k TOVTOL £ival TBavO va
Buwoel emayyeApatikny €fovBévworn. Ta avTQATIKA OUTE OTOTEAECUATA  TIOU
TPOEPXOVTAL ATO TIPOTYOUUEVEG £PEVVEG OTO XWPO TNG VYELAG ATOTEAECAV EVAVOUA
Stepevvnong g emidpaon ¢ PAPSLAG TWV VOOAEUTWV OTNV EMAYYEAUXTIKY] TOUG
eEovBévwan KaL 6TV TPOHEGT ATTOXWPTONG TOUG ATIO TO EMAYYEAUN. AlATUTIWON KAV OL
TAPAKATW VTTODECELG:

Yn6Oeon 4: Ymdapyet oyxéon avausoa otn Bapdia Twv VOOHAEUTAV (VuXTEPLVI)-
QmoyEevUaTIVY], NUEPNOLX, LOOUEPNS evardayn Papdiwv) kat otV
emayyeAuatikn e€ovOévwan

YnoOBson 5: Ymapyet oxéon avausoa otn Bapdia Twv VOonAevTwV (VuxteEpLV)-
QAMOYEVUATIVY, NUEPTIOLA, LOOUEPNS evaAdayn Bapdiwv) kat otnv mpdbeon
QamoXWPNONC TOVS ATO TO EMAYYEAUA

3. MeBodoloyia épsuvvag
3.1. EpwTtnpatoioylo

‘Eva epwTNUATOAGYL0 aUTO-aEl0AGYNONG OXESIATTNKE Yl TIS AVAYKES TNG £pevvag. H
HETPNOMN TWV UTO UEAETN UETARANTWV €YVvE HE TN XPNON ETOHWV OTAOUOHEVWY
EPELVNTIKWV EPYOAElWV TA oTola €XOUV XPMOLUOTIOMNOEL 0 QPKETEG EPEVVEG OTO
TapeABov Sivovtag vPmAovg Seikteg aglomiotiog kat eykupoTnTag. [1o cuykekpLuéva, To
TPWTO HEPOG TOU EPWTNUATOAOYIOV TEPIAGUPBAVE EPWTNOELS AVAPOPIKA HE TNV
eTayyeApatikny €€ovBévwon. OL gpwtioelg avutég Baciotnkav oto Maslach Burnout
Inventory (MBI) (Maslach et al, 2001). To epwTnUaTOAdYl0 €XEL HETAPPACTEL OTNV
eEMNVIKN YAwooa kol €xel eAeyxBel yia TNV eykupotTnTA Kal TNV ofloToTiA TOU
(Avayvwaotomoviog kat Mamaddtov, 1992). Emiong €xel xpnoyomomnbel o TapOpOoLES
£€PEVVEG OTOV EAANVIKO XWPO 0TO VOOTAELTIKO KAGSo (AAegiag k.&, 2010) aAAd kol o€
aAroug kAGdoug (Platsidou, 2010; Baciddmoviog, 2012). Mephapfdvel 22 a&loAoyikég
dMmAwoelg (mx. Nuiwbw Puyka egavtAnuévog/n amd T SovAsld Hov) 0TI oToieg KAbe
OUUPETEXOVTAG KOAElTal va ofloAoynoel TN ouxvOTNTA TOU KABE M amd QUTEG
oupBaivel. H ouxvotta amotunovetal o€ kKAelotol TOTOL 7Babuia kAipaka Likert 6mov
To 0 avtioTolyel ot SAwon «moTé Sev pov cupPaivery kol To 6 avtioTolxel ot SNAwon
«pov ovpPaivel kabe pépa». H mpdBeon aAdayns emayyEéApaTog peTpnOnke pe 4
EPWTNOELS IOV Stapop@wOnKav amd poyevéotepa epeuvnTikd epyaieia (Einarsen etal,,
2009). O1 epwtiocelg eotialav ot okeéPmn Tou €pYalOUEVOL Yl TAPALTNON KAL GTNV
mpdOeon avalntmong véag epyaciag (Hom and Griffeth, 1991). Mapaderyua epwINnong:
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«Agv oxedlalw Vo OULVEXIOW TO EMAYYEAUX TNG VOOTAEUTIKNG YL TOAD QKON ».
Xpnowomombnke 5Babuia tOTOL KAlpaka Likert 6mou to 1 avtiotolyovoe oTO
«ALL@WV® TOAY» KAL TO 5 0TO «ZUPPWV® TIOAU».

210 SeUTEPO PEPOG TOU EPWTNUATOAOYIOV TEPAAUPBAVOVTOY EPWTHOELS OXETIKA UE TA
Snuoypa@kd oTolyeld Twv VOONAEUTWV (PUAO, MAKIQ, OLKOYEVELOKIY] KATAGTOHON,
Katnyopia ekmaibevong, epyaclaky eumelpio) KabBwG Kol EPWTNOES OXETIKA UE TNV
gpyacia Toug (OXEON €PYAOiOg EMAPN OTO XWPO EPYACIOG HE KPoUoUATA covid,
OUVEXOUEVEG NUEPES EPYAT LG YWPLG peTO, BAPSLES).

[TapOAo TIOU TA EPEVVNTIKG epyaAeia €xouv SOKIUAOTEL 0 TTOALOTEPES EPEVVEG, KplONnKe
avaykalog o TPOEAEYXOG TOUG TPOKELUEVOU VA SIATIOTWOOUV TUXOV CEAANATA 0N
SlatuTwon, 1 6TV gPUNVEIR TWV EPWTNOEWV ATO TOUG amoSEKTEG Tou. H mAoTIKN
£épeuva TOV TpaypatomowiOnke pe T ovuppetoxny 17 voonAevtwv odfiynce otnv
TPOTIOTIONON OPLOUEVWYV EPWTNTEWYV KAl aTNV 0pBATEPT SLATUTIWOT] TOUG.

3.2. Asiypa

0 MANBUOUAG TNG HEAETNG T)TAV VOONAEUTEG KOl VOOAEVTPLEG IOV £PYALOVTOL OE £V
dnudolo voooxopelo Tov Aettoupyel oty mpwtevovoa TG EAAGSag kat @lioévnoe kat
@oevel meplotatikd COVID. H épevva Sujpkece €va pNva KoL GUYKEKPLUEVX
mpaypatomombnke to dPefpovapiov tov 2023. To epwWTNUATOAOYIO €O0TAAN HECW
NAEKTPOVIKOU TaYLSPOUEIOV GE OAO TO VOOTAEVTIKO TIPOCWTIKO TOU GUYKEKPLUEVOU
voookopeiov (163 dtopa). Ot VOONAEUTEG eVUEPWONKAV YL TOV OKOTIO TNG €PEVVAS
KaBwe Kal TNV TNPNOoN TNG AVWVUULAG TOUG. XUVOALKQ, cuykevtpwbnkav 129
EPWTNUATOAGYLX, CUVETIOG TO TIOGOOTO AVTATIOKPLOTG UTTOAOY Tl o€ 79,2%.

ATt Toug cuvoAilkd 129 VOONAEUTEG TTOL CUUTIAN PWOAY TO EPWTNHATOAGYLO0 ot 117 rjTav
yuvaikeg ([Mivaxag 3.1). O pikpog aplBpog twv avépwv oto Seiypa (12) ogeiretal oto
YEYOVOG OTL TO VOONAEVUTIKO TIPOOWTILKO TOU VOOOKOMEIOV ammoTEAEITAL O TTOA) pEYdAo
T0G00TO aTd yuvaikes. ‘Ocov a@opd v nAkia to 17,8% Twv VOONAELTWY Elval HETAEY
25-35 gtwv, 10 52,7% avinkouv otnv nAKlakny opdda 36-45 €Twv, Evw oL UTIOAOLTIOL
epyafouevol (29,5%) eivat 46 etwv kat avw. To 58,9% twv epwtnBévtwy eivat £yyauod,
evw 10 34,1% dyapol. Eva pikpd ocooTtod avtiotolyel ae 6ooug €xouv SlalevyDetl 1
xMpéPeL (7%). H mAeloymeia twv epwtnBévtwy Exouv tadia (56,6%). Ava@opikd e tnv
ekmaidevon toug to 21,7% €xel AdPel mavemoTnak ekTtaidevon, To 61,2% katéxel
TTuxlo TeYVOAOYIKNG ekTaidevong, evw To 17,1% €xel odokAnpwaoel TN devtepoaduia
exmaidevon. ‘0Oocov agopd ta £€tn mpoumnpeoiag, To 31,8% epyaletal 6TO VOGAEVTIKO
KAAS0 £wg kat 10 €tn, 10 41,9% amo 11 £wg 20 €11 koL 1o 26,3% EXEL EPYATLOKT EUTIELPLO
yla meploootepa amod 20 £n.

TXETIKA ILE TNV EPYACLAKT) OXEOT) IOV €XOVV OL EPWTNOEVTEG UTTAAANAOL LE TO VOGOKOUELD
79,8% aVTIOTOLYEL OE POVIIO TIPOCWTILKO, VW TO 20,2% a@opd TPOoWTIKO 8L TIKOV
Swatov kal gpyalovtat pe cupfacn oplopévou xpovou. To 62% TwV VOOGNAELT®Y TOV
Setypatog gxovv £pBel o€ ema@n ue acbeveic covid-19 oto epyaciakd Toug mepaArov.
Katd t Sudpkela g mavénpiag, to 32,6% TwV VOONAELT®V £pyAlovTav Kal TS TPELS
Bapdieg (mpwivry 07:00-15:00, amoysvpativ) 15:00-23:00 kat vuytepvr 23:00-07:00)
toopepwg, To 30% SMAwoe dtL epydlovtav kKuplws oty Ttpwivn Bapdia, katto 37,4% tnv
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ATOYEVHATIVI-VUXTEPLVT] Bapdia. ETiong, To Tpoowmikd SnAwoe OTL epyAlETAL APKETES
NUEPES ouveyopeva xwpls pemo. Mo ovykekppeva, 1o 40,3% TwV £pwINBEVTIWY
ATIAVTN OOV TIWE EPYACTNKAV aTto 9 uéxpL Kot 16 nuEPES xwpis oVTE pia pépa Eekovpaong,
YEYOVOG SLaitepa eMPBAPUVTIKG TOOO Yl TN YUXLKY 0G0 KAl Yl TNV CWUATIKT TOUG
vyela.

Mivakag 3.1. ANHoypa@IKa XapaKTNPLETIKA pwTNOévTwy (n=129)

XapakTnpLoTiko Katnyopia ApOnocg %
epWTNOLVTWY
dvAo avépeg 12 9,3%
YUVaikeg 117 90,7%
HAwia (€1n) 25-35 gtwv 23 17,8%
36-45 eTwv 68 52,7%
46+ etV 38 29,5%
OKOYEVELAKY KATAGTHON | dyopuol 44 34,1%
£yyauot 76 58,9%
Slalevypévol/xmpot 9 7%
Mo XwpIis TadLa 56 43,4%
e TrodLa 73 56,6%
Eminedo exnaidevong TIAVETLOTNULAKY EKTIAiSevon 28 21,7%
TEYVOAOYIKY| eKTaiSevon 79 61,2%
Sevtepofaduia ekmaidsvon 22 17,1%
Epyaciakn epmepio (€tn) | 0-10 £t 41 31,8%
11-20 54 41,9%
21+ ¢ 34 26,3%
Txéon gpyaciog UOVLLLO TIPOCWTILKO 103 79,8%
ue ovPPaaom oplopévou xpovou 26 20,2%
ETagr oty gpyacia pe | vau 80 62%
kpoVopa covid oxL 49 38%
nuepno 39 37,4%
Bapdieg VUXTEPLVI-ATIOYEVUATLVT) 48 30%
KUKALKO wpdplo 42 32,6%
TUVEXOUEVEG Nuépeg | 0-8 77 59,7%
epyoaciag xwpig pemd 9+ 52 40,3%

Me Bdom Ta amoTEAEGUATA TNG EPEVVA TO VOOT|IAEVTIKO TIPOOWTILKO TOU Selypatog Seiyvel
va elval ouvaleOnpatikd eEaviAnuévo PETd amd TN Hakpd mepiodo TG Tavdnuiag
(Mivakag 3.2). Mo ovykekpuéva, 53,4% touv Selypatog viwbel oe vymAd PBabuod
ouvaoOnpatikny e§avtAnon, to 26,4% €xeL pETpL cUVALCOMPATIKY EEAVTANOT), EVWD LOVO
70 20,2% Tov Selypatog SnAwvel pikpd Babuo cuvaloOnpatikng eEAVTANONG. ZXETIKA e
N SLAoTAoT TNG ATIOTIPOCWTIOMONG TO HEYAAVTEPO 0000 TO 48,1% Selyvel va Exel Hikpod
BaBuo amompoowtoinong, to 20,1% €xel aBpolopa amaviioewyv HEoo 6To SteoTnua 6-
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10 xat epavidel pétplo Babuod amompoowtoinong, evw to 31,8% tou Selypartog gxel
abpolopa amavToewy peyaAutepo Tou 10 kat Seiyvel va £xel LPMAN ATIOTIPOCWTIOMON.
ZXETIKA PE TNV LKAVOTIOINGT TOU TPOCWTIKOV ATO TA TPOCWTIKA ETITEVYUATA OTNV
gpyacia Tov, T0 HEYAAVTEPO TTOGOOTO TOU Selyuatos Exel PETPLX IKavoToinon (41,1%),
novo to 26,4% OBelyvel va €xel LYMAO BaBUd LKAVOTIOIMONG OXETIKA UE TA TTPOCWTILKA
emtevypata, evw 1o 32,5% ep@avifel ToAU pikpn kavoToinon.

Mivakag 3.2. ETined0 S1aotdoewv etayyeApatikng e£0v0£vwong

ALXOTAGELG EMAYYEANATIKTG EE0VOEVWONG ‘ %
ZvvaioOnuatikn EéavtAnon (9 epwtioelg)

Mukpdg Babudg (< 20) 20,2%
Métprog BaBpog (21-30) 26,4%
YymAdg Babuodg (= 31) 53,4%
Amonpoowmoinon (5 epwtioeig)

Mukpdg Babudg (<5) 48,1%
Métpilog Babuog (6-10) 20,1%
YymAdg Babudg (=11) 31,8%
Ikavomoinong amo Ta TPoowMIKE EMTEVYUATA (8 EPWTNOELS)

Muwkpdg Babudg (=42) 32,5%
Métplog BaBuog (41-36) 41,1%
YymAdg Babudg (<35) 26,4%

2T0 oUVOAO TWV TECCAPWV EPWTNOEWV TOL emblwkav TN UETPNOM TG TPOOeoNg
ATIOXWPTONG TWV VOGAEUTWV ATIO TO GUYKEKPLUEVO ETTAYYEAUQ, O LEGOG OPOG KLPATVETL
070 2,9 pe Staxvuavon=1,1 oe 5aduia kAipaka. To ATOTEAECUA QUTO KATASEIKVUEL OTL
elval mOavo oTo dpeco LEAAOV OMUAVTIKOG aplBpog epyaloévwy Vo aTToXwpPNoEL ATIO TO
ETIAYYEAUQL

4. Atotedéopata
4.1.Avaivon Tapayovtwv

H otatiotik emegepyacia TwV AMOTEAECUATWY TPAYUATOTION|ONKE |LE TO OTATIOTIKO
mpoypaupo  Statistical Package for  Social Sciences  (SPSS) kat  Tovu
Bonbntwkov mpoypapupatog AMOS 18.0. Apxlkd TpaypatomowmOnke AlepeuvnTikng
[Mapayovtiky Avaivon (Exploratory Factor Analysis), pe uéBodo meplotpo@ng v
Varimax (Varimax Rotation Method) otig uTto peAétn petafAnTés.

ATo TG 22 epwTNOELG TOU gpyaAeiov PETPMNONG TNG EMAYYEAUATIKNG €§ovBévwaong
a@apetnkav 5 epwTNoelg KabBws TApovsiaoay apvnTIKY EMSPAON GTO EPEVVNTIKO
epyadelo (@OPTWON 0€ MEPLOGATEPOVUG TAPAYOVTEG N XAUNAES TIHEG @OpTwoTG). Ot
UTIOAOLTIEG EPWTNOELS £XOUV TIUT POPTLONG LEYaAUTEPN amo To 0,50 yeyovog Ttou Seiyvel
OTL UTIAPXEL OTEVH] OXEOMN METAE) TOUG KAL O OXNUOTIONOG TWV THPAYOVTWY elval
amodotikos. O Seiktng Kaiser-Meyer-0lkin (KMO) eivar 0,860, ouvenwg ta deSopéva
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glval KATaAANAQ yla TapayovTikn] avaAvor). EmmA£ov, 1 6TATIOTIK OUAVTIKOTI T TOU
TEOT o@ALPIKOTNTAG Tou Bartlett (1082.1, df=136, p<0,001) vmodnAwvel 6TL LVTTAPXEL
OUOYETION UETAEY TWV PETARANT®V TOU EPELVNTIKOV epyaAeiov kal Ta dedopéva elvat
KATAAANAQ yia T Sle€aywyn NG mapayovTikig avaAvons. Ot epwTNOELS KATAVEUOVTOL
0€ TPELG TTAPAYOVTEG IOV EPUNVEVOLY TO 61,2% ¢ cuvoAwkng Stakvpavong. O TpwTog
TpAyovTag epunvevel To 25,2% Tng oLVOALKNG SlakUpavonG Kol amoTteAeital and 6
epwoelg (MMivaxag 4.1).

Mivakag 4.1. MapayovTiki) avaAvot), SeikTeg a§LOoTIoTIAC KoL EYKUPOTNTAG

Construct / Items Loadings | Mean | St.dev
JvvaioOnuatikny E¢édvtinon

(Cronbach’s a =0,778, AVE=0,80, CR=0,91)

N Ow Puxikd eEavtAnpuévog/n amo tn SovAELd pHov 0,887 4,14 1,488
Nwwbw eEovbevwpévos/n amo ) SovAeld pov 0,860 4,23 1,579
NuwBw kKovpaopévos/n 6Tav EUTVAW TO TPWL KL EXW VA AVTILETWTIIOW AKOUA Lo HEPX 0,846 4,16 1,563
otn SovAsld

NwwOw 0TL Sev avtexw GALO T, VIO W TIwG 0 KOUTIOG EPTACE GTO XTEVL 0,758 3,05 2,148
NuwBw ddelog/a TV wpa oV GYoAAw Ao TN SoVAELX 0,741 3,29 1,867
Nwwbw amoyontevpévos/n amd tn SovAela pov 0,707 3,45 1,988
Ixavomoinon amd mpoowmiKd emTEVYUXTA

(Cronbach’s a =0,905, AVE= 0,70, CR= 0,85)

Y10 T€A0G TG HEPAG EXw KA SLdBeom Tou SoUAea oTeEVA Pe TOUG aaOEVELS pov 0,784 4,40 1,622
Mmopw va S1ovpy® Lo GAVETT ATLOC@ALPX LLE TOUG ROBEVELG LoU 0,768 4,94 1,137
NIOw OTL £xw KATAPEPEL TTOAAA AELOAOY X TIPAYHATA O QUTT TH SOVAELX 0,688 4,29 1,659
Avtipetwmi{w oAV Npepa Ta TPOoRAHATA TTOV TIPOKVTITOVV 0T SOVAEia 0,675 4,42 1,555
Nwwbw yepdtog/n dUvaun kat avtomenoidnon 0,650 3,64 1,758
Kavovi{w ToA) amoTeAeoPATIKE TA TPOBANUATA TWV AoOEVOV LoV 0,627 5,25 0,968
Amompoowmoinon

(Cronbach’s a =0,804, AVE=0,70, CR=0,83)

NwwBw Atydtepo evaioBnTog/n mpog Toug avBpwmovug amd TdTe Tov &ekivinoe 1 Tavdnuia 0,858 1,46 1,972
Ytnv ovolia 8¢ pe evlla@épel TL cupfaivel oe PePLkOUG acBeVELS pLov 0,796 0,60 1,228
Me mpoBAnuatifel dtL auty 1 SOVAELX PE KAVEL CLVALTONUATIKE TILO GKANPO 0,701 1,98 2,114
N1 Ow OTL cLUTIEPLEEPOUAL ATIPOCWTIA OE HEPLKOVG aaBEVEIG POy 0,581 1,99 1,843
Nopui{w mwg oL aoBeveis pov emippimTouy eVOBVVES YIo PEPIKA aTtd T TTPOBAUATA TOUG 0,555 1,84 1,962
Mpd6eon sykatdAens voonAeUTIKOU ETAYYEAUATOS

(Cronbach’s a=0,945, AVE=0,93, CR=0,96)

Txedldlw va avalntnow véa §ouAeld 0,964 2,94 1,210
Agv oxedLalw va cuvexiomw TO EMAYYEAUX TNG VOONAEUTIKNG YLA TIOAD otKOUN 0,948 2,78 1,187
LKEPTOUAL VO OTAUATIIOW TO EMAYYEAUX TNG VOO AEVTIKIG 0,912 2,93 1,239
TxeSLalw va pwTHOW AAAOUG YL EPYACLAKES EVKALPIES 0,881 3,08 1,190

[Teplypd@el ™ OCWUATIKY KOl TIVEVHATIKY KOTIWOT TOU €PYA{OUEVOU Kol OVOUATETOL
ouvvaloOnpatikr eEavtAnon. O Se0TEPOG TAPAYOVTAG AVAPEPETAL OTNV LKAVOTIONOT) TOV
VOONAEUTH ATO TA TIPOCWTIKA TOU emITEVYpata. Epunvevel to 19% TtnG oLVOALKNS
StakOpovong kal amoteAeital amo 6 epwTNoels. O TEAEVTAIOG TTAPAYOVTASG APOPA TNV
amo&évwoT ToU UTTAAAAOU TOGO &TIO TOUG GUVASEAPOUGS TOU G00 KAL aTtO TOUG aoOeVEIS.
Amotedeital amod 5 gpwTnoelg mov gpunvevovy 10 17% ouvodkig Stakvpavong. Ot
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TAPAYOVTEG TNG ETMAYYEALATIKNG €50VOEVWONG IOV TIPOEKVYPAV GTNV TAPOVCA EPEVVA
elvat i8tot pe avtong mov €xouv potabel and Toug Maslach et al. (2001).

[IpaypatomomBnke emiong emPBeBaiwtiky avaivon mapayovtwyv (Confirmatory Factor
Analysis-CFA), yia va gAeyx0el n kataAAnAdAnta twv petpfoewv. Ta amoterdéouata
EUEAVIOAV KOAT) TIPOCHPHOYN TOU MOVIEAOU @OV oL OXeTkol Oeikteg Slvouv
tkavoTomtikég Tipég (x%/df=1,567; CF1=0,936; TLI=0,923; GFI=0,867 kat RMSEA=0,067).
'‘Ocov agopd Tov £Aeyxo aflomioTiag, o cuvteAeotiic Cronbach a elvat ueyaAvtepog amd
To eAdxloto amodektd 0,70 yla To epeVUVNTIKO gpyaAeio aTo aVvoAo Tou (0,73), aAdd kal
Y TOUG TPELS TApAyovTeG. OLTTapdyovTeg 8{vouv ETON G LKOVOTIONTIKESG TIUEG 0TO SelkTn)
ovykAivovoag eykupotntag (Average Variance Extracted, AVE) kat oto Seiktn oUvOetng
aflomiotiog apavois petafAntrgs (composite reliability, CR) (ITivaxag 4.1).

AepeuvnTikn Iapayovtiky AvaAvon e@apudoTnKe Kol ylx To epyaAeio ™G mpdOeong
EYKATAAEWMG voonAeuTikoU emayyéApatos. H avaAvon avédelie évav mapdyovta Tov
epunvevel to 859% tng ouvoAkng Siakvpavong. O Seiktng Kaiser-Meyer-0lkin
(KM0=0,823) koL 1 OTATIOTIKI) ONUAVTIIKOTTA TOU TEGT OPALPIKOTNTASG TOL Bartlett
(1082,1, df = 136, p <0,001) Sivouv LKAVOTIOTIKA ATIOTEAECUATA, YEYOVOG TTOU OT|UALVEL
OTL Ta Sedopéva eival KatdAAnAa ywx ™ Ste€aywyn NG mMapayovTiknG avdivong. O
Seixtn g aklomiotiog ecwTeplkns cuvemelag Cronbach’s a eivatl oAV vmAdTeEpOG aTd TO
amodekto 0plo (0,945). To epeuvnTikd epyaAeio LKAVOTIOLEL ETTIONG TA KPLTNPLA YL TO
Setktn ovvBeN§ adlomiotiag apavoug petafAntig (CR 20,70), 0TwG kat To KPLTHPLO Yo
To Seiktn ovykAivovoag eykupotntag (AVE 20,50) (Mivakag 4.1).

4.2.’EAeyxo¢ vto0éoewv

[Ipokelnévou va eEETAGTOVV 0L EPEVVTIKEG UTIOOECELS XpnoLpoTio)Onke | uéBodog Twv
Sopkwv eflowoewyv (Structural Equation Modeling-SEM). Q¢ avefaptntes petafAnteg
oploTnkav oL TPELS SLKOTACELS TNG EMAYYEAUATIKNG £E0VOEVWONG, EVWD WG EEAPTNHEVT
petafAnT) BewpnOnke n TPOOEGT ATOXWPNONG ATO TO EMAYYEAUX TNG Voo AguTIKNG. H
aLoAGyM O™ NG TTIPOCAPUOYTG TOU LOVTEAOU AELOAOYT|ONKE LE TN XPT)OT) TWV KATAAANAWVY
SeIKTWOV Tpoosapuoyns. ZuykekpLuéva, eEetdomkav ot Ssikteg x?/df, CFI, TLI, PNFI, SRMR
kat o 8eiktng RMSEA. To povtédo €6elée KAVOTIOMTIKY TPOCAPUOYY], @OV Ol
g€etaldpevol Seikteg kupdvOnkav ota amodsktd Opla (x?/df=1,703; CFI=0,923;
TLI=0,910 GFI=0,832 kot RMSEA=0,074) kat emopévwg, Bewpeltal Q@apuocio ya tnv
EKTIUNON TWV OXE0EWV HETAED TWV PETABANTWV.

ZUp@wva pe Ta amoteAéopata 1 1n vmdbeon yivetal amodektn, kaBwg 1 oxéom uetady
ouvvaloONpatikng €EAVTANONG Kol TPOOEONG  EYKATAAEWMG TOU  VOONAELTIKOU
EMAYYEAUATOG Elval OTATIOTIKA onuavtiky (p<.001) kat poAlota Tapouolalel Kol
OXETIKA VYMAOS péyebog emidpaong (f=0,406) (IMivakag 4.2). AUTO TIPAKTIKA GNUALVEL OTL
vy k&Be av&nom e mpwTNG SLACTAON G TNG EPYATLAKNS EE0VOEVWONG KATA pia povada,
1 TPOOEDT ATOXWPNONG TOU VOOTAEVTIKOU TTPOCWTILKOV audveTtal katd 0,367 povade.
ATO T guprjpaTa TG TAPOVCAG EPELVAG T UTIOTIOEUEVT BTk ox€on HETadL TNg
QTOTIPOCWTOMONG KL TNG TPAOEON G EYKATAAEWYNG VOONAEVTIKOU ETAYYEAUATOG SEV
emPBefatwvetal, OTWG EMONG KAL 1| ApvNTIKN) OXEON UETAED LKAVOTIOINONG amd To

34



Honorary Volume for Professor Leonidas Chytiris

TPOCWTIKA ETITEVYHATA KoL TPOOEONG EYKATAAEWYNG VOONAEUTIKOU EMAYYEALOTOS.
Zuvenwg N 21 kat 1 3n vobeom ™S £pevvag §ev UTTOGTNPL{OVTAL ATIO TA ATOTEAEGTUATAL.

Mivakag 4.2. AmoteAéopata avaiveng mTaAvspopnoeng

Ymo0éoeig Correlation Std. S.E Critical p

Regression Ratio

Weights

l'[poBsSm eYKaTaAeWPmg o VOOTAEUTIKOV 0.367 0.406 0,091 4,048 0,000
EMAYYEAUOTOG «— ZuvaloOnuatikn EEavtinon
l'[po@ssm syKaroO\sulmg, VOOTAEUTIKOU 0.199 0.167 0.127 1564 0.118
EMAYYEAUATOG «— ATIOTIPOOWTIO N ON
[Ip6Beom gyKaTaAEWmg VOOTMAEVUTIKOV
ETTAYYEAUATOG < [kavoToinong amd Ta TPOCWTIKA -0,243 -0,115 0,202 | -1,205 0,228
ETTEVYHATA

Me ) xprion Twv moAvpeTAfANTWY avaAvoewv StakOpavons (MANOVAs) epsuvnOnke 1
enibpaon Twv LapSwv (VUXTEPWN-ATOYEVUATIVY], TMUEPNOLA, LOOUEPNG EVOAANYT
BapSwv) otig Saotacelg TG emayyeApatikng efovbévwong (Mivakag 4.3). H
aAANAeTiSpaoT TwV SLHOTACEWY TNG EMAYYEAUATIKNG €E0VOEVWONG KaL TNG BAPSLaG Twv
VOONAEUTWY €lval oTatloTikwg onuavtiky (Wilkss A= 0,865, p<0,01). AnAadn
TapatnpeOnke OTL LVTMPEE OTATIOTIKA ONUAVTIKY Sla@opd otn Sldotaon g
oUVALOBNUATIKN G EEAVTANONG AVAUESHK GE AUTOVE TIOU £XOVUV VUXTEPLVEG-UTIOYEVUATIVES
Bapdieg kal o€ auTOUG TTOU £x0UV T SuvatdtnTa evaAdayns Bapdiwv. Iio cuykekpLuéva,
Ol VOONAEUTEG TOU  €PYATOVTOL  VUXTEPLVEG-ATIOYEVUATIVEG PBAPSIEG  OMUELWVOUY
VYMAdTEpa eMIMESA CLUVALTOMUATIKNAG EEAVTANONG O GUYKPLOT HE TOUG CUVASEAPOUS
TOUG TIOV EVAAAAGGOUV TIG BAPSLEG TOUG LEOTIOGA UETAEY VUXTEPLVWOV-ATIOYEVUATIVAV KOl
nuepnowv. Emiong, Samotwdnke 6TL ol VOONAEUTEG TTou €xouv TN SuvatdTnTa VA
epyadovtal oe 0Aeg TIG BAPSIEG Exouv PEYAAVTEPT] LKAVOTIONON ATO TA TIPOCWTILKA
EMITEVYUATA OUYKPLTIKA HE O00UG €pyalovTal Kuplwg VvuxTepés wpeg. TEAog,
SamotwOnke ATL oL gpyalopevol TG vuxTepviig Bapdiag dnAwvouy To amofevwuévol
amd TouG GLVASEAPOUG TOUG KaL TOUG aoBeveic Toug ae oUyKpLon Pe G60UG epydlovTal
™mv NUéEpa 1) Kal o€ Sla@opeTikés Bapdies. Ta avwTépw amoterdéopata emPBeBatmvouv
™V 41 vmobeon cUUEWVA HE TNV OTola VTTAPXEL oXéom avapeoa otn Papdia Twv
VOONAEUTWV (VUXTEPLVI-ATIOYEVUATLVY, NUEPTIOLA, LOOUEPTG EVAAAXYT] BapSLav) KoL 6T
EMAYYEARATIKY €E0VOEVWOT TIOV aTOol BLEdVOLV.
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Mivakag 4.3. Anotedéopata avaiveng MANOVA

Awdotaon Bapdwax Mé{oog AlakOpavon N
EMAYYEANATIKTG 0pog
€&ov0ivmwong

VUXTEPLVT-ATIOYEVHATLVY 4,16 1,54 48

ZuvaloBnpatikn eEdvtAnon | nueprowx 3,61 1,38 39
evaAiayn BapSiwv 3,33 1,38 42

IkavoToinon amo ta VUXTEPLVI-ATIOYEV ATV 4,16 1,191 48
TPOCWTILKA ETTEVYHATA nUepnHoLo 4,55 0,92 39
evaiiayn Bapdiwv 4,80 0,90 42

VUXTEPLVI-ATIOYEV ATV 2,11 1,57 48

AmompoowToinon nUepnHoLo 1,34 1,04 39
evaiiayn Bapdiwv 1,18 1,13 42

[Ip6Oeom eykataiewdmg VUXTEPLVI-ATIOYEV ATV 3,20 1,30 48
VOONAEVUTLKOU ETTAYYEAUATOG | MuEPTOLX 2,92 0,98 39
evaiiayn Bapdiwv 2,63 0,94 42

Emiong Slamotwbnke OTL oL VOONAEUTEG Tou gpydlovtal Kuplwg TN VuxTEPLV-
amoyeupativr Bapdia eivat o TBavo va OKEPTOUV VA EYKATAAEIJOUV TO ETTAYYEALX TNG
VOONAEVUTIKN G CUYKPLTIKA LE OO0UG £X0UV KUKALKO wpdaplo. To evpnua auto emiBeBatwvel
™mv 51 vmobeon ocvUPWVA PE TNV OTola VTIAPXEL oxéomn avdpeca otn Papdia Twv
VOOAEVTWYV (VUXTEPLVI-ATIOYEVLATIVT), TJLEPN OLY, LOOUEPTG EVOAAaYT BapSLwv) Kot oTnv
TPOOECT ATTOXWPTOTG TOVG ATIO TO ETMAYYEAUQ.

5. Zupmepdopata

H ypnyopn, aveEédeyktn kat yepatn afeBatdtnta mopeia ¢ mavénuiag ta teAsvtaia
600 XpOvVIA TIPOKAAECE CWUATIKI] KOTIWON, OAAQ Kol TIVEUUATIKY €EAVTANGY TwV
epyadopévwy otov Topéa TG vyeiag. To eBvikd cVotnua vyeiag Tapovoiale eAdelpels oe
TOPOVG TOGO VAKOUG (TrX. EAAem €E0MALOUOU ATOULKNG TIPOCTACLAG, KALVEG EVTATIKIG
Bepamelag, KAT.) 000 Kot avOpwTIvous (EAAeWPn TPOCWTIKOV) KAl TA VOOOKOUEX
SuokoAsvovtav otn Slayeiplon ™G katdotaong. O avinuévog @oOpTog epyaciag kat o
ONUAVTIKOG  Kivuvog upoéAvvong amoé Tov 10 odniynoe o€ auvinuéva emimeda
EMAYYEARATIKNG €E0VOEVWONG TWV VOOAEUTWV 0T XWpa pag. Io cuykekpluéva, ot
Sikaras et al. (2022) katéypayav VPnNA& TOGOOTA KOTWONG Kat €§ovBEvwoNG Tou
VOONAEUTIKOU TPoowTkoV. Ty mepiodo G €PEVVAG TOUG KATAYPAPOVTAV TIEPLTIOU
1.500 véa kpolVopata kopovoioy kabnuepwvd, 300-350 acbBeveig voonAsvovtav o€
novadeg evratikng Oepameiag kot 25-30 Bdvatol v nuépa amodidovtav otov COVID-
19. Tnv mepiodo NG TPEYOLOAG E€PELVAG T AELTOUPYIX TWV VOCOKOUEIWV EYXEL
opoAomom el kat €xel oxedov emoTpePel oe po-mavdnuiag emimeda. O epyadopevol
OUwGS eEakoAouvBolv va SnAwvouv VPMAG emimeda cuVALCONUATIKNG €EAVTANONG KoL
XQUNAT] IKAVOTION o™ aTd To TTPOCWTILKA TOUG EMITEVYUATA. O XWPOG TWV VOCOKOUEIWV
Bewpeltal évtovo kal TeoTikd TeplBdAiov (extreme work environment) epyacioag yU
autd kat eivat mBavo va PBuovouv ot gpyaldupevol o autd T TEPLBAAAOVTA
ouvvaloOnpatikn e§avtinon, tpavua, Puxoroykn eEavtinon kat ayyos (Bloomfield and
Dale, 2015). H k6mwon opws Sev @aivetal va €xel emmpedoel Ty mMAEOYN@ia Twv
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VOONAEUTWV OVa@OPLKA HE TN SLAOTAON TNG AMOTPocwmoinons. Movo to 26,4%
@AIVETAL va VIOBETEL OPVNTIKI] OTAON KOl CUUTIEPLPOPES KUVIGUOU ATEVAVTL GTOUG
a00eVElG, OTIC OLKOYEVEIEG TOUG 1) OTOUG GUVASEAPOUG TOUG AGY®w EMAYYEAUATIKNG
efovbévwong.

H mpo-mavénuiag peydAn €AAelm o€ VOONAEUTIKO TIPOCWTIKO GE GUVSVACHO HE TNV
aKOUN HEYAAUTEPN POT) £060V TWV VOOTIAEUTMV ATIO TA VOGOKOUEIX KAOE YWpaG KATd ™
meplodo NG mMaveMNUlaG KATASEWKVUOUY €va OTHAVTIKO TIPOPBANUA Yyl TOV KAGSO UE
ETMTWOEL] OTNV TOLOTNTA TNG UYeovoukng mepiBoAyme (Altarum, 2021). ITwo
OUYKEKPLUEVA, oUp@wva pe otolyeia tou Ivotitovtouv Altarum (2021) onueiwdnke
uelwon tov voonAeutikol Tpoowtikoy amd to Pefpovdplo tov 2020 £ws KoL TO
NoguBpo touv 2021 ¢ tagews touv 8,9% otig Hvwpéveg [Molteleg tng Apepkng.
EVSeIKTIKG, ava@EPETaL OTL 0TO VOGOKOUELD IOV TIpayaToTom Onke 1 épevva amo tig 11
Maptiov tov 2020 mov o Iaykoopiog Opyaviopos Yyeioag avaknipuée tov covid-19 wg
Tavénuia pexpt kot tig 31 AekepBpiov touv 2022 £xovv amoxwpnoel 83 atopa amd to
VOOTAEVTIKO TIPOCWTILKO, EK TWV OTIOLWV TEPLTTOV TA HLoA AdYw cuvtaglodotnong (44).
OL vmdAoimot gpyafouevol (39) amoywpnoav amd v epyacia Toug oto Snudclo
VOOGOKOUELD ETKAAOVUIEVOL TTPOCWTILKOVG AdYouG. Evéxetal oplopévol amd autovg va
ATOXWPNOAV OTO TO EMAYYEAUX avAlNTWVTAS EMAYYEAUATIKEG EUKALPLEG € GAAOUG
KAAaSoug.

[Tapadoolakd oL voonAevtés akoAlovBovoav TO TPOTUTIO oTadlodpopiag Twv
EUTELPOYVWHOVWY (expert) TOU ava@EPOVTAL OE TOPAUOV] TWV OTOUWV OE €va
OUYKEKPLUEVO ETTaryYEALATIKO TteSlo kaB’ 0An TN Stapkela g {wng Toug (Driver, 1994).
H paxpompoBeoun e€etdikevon Toug 6NV VOONAEUTIKY ELSIKOTNTA KL OL LAKPOXPOVLEG
oToUdEG 0TO avTiKelpevo Toug Seapeliovy Kal TePLopi{ouv TNV KWNTIKOTNTA TOUG.
Eotidlouv otV avamtuln kal TEAELOTIONON TWV YVWOOEWY KAl TwV SEELOTHTWV TOUG G
avuTtv v eldikotnta. Eav vmapéel avodikn kivnon, epeavidetal pe 80o 1 Tpla emimeda
eEEMENG oV Lepapy ik KAlpaka (OKGAQ) TTdvw otV ouykKekpLuévn eldikotnta. H @lon
™G S0VAELAS Elval avaTOCTIAGTO HEPOG TNG TAVTOTNTAS TWV ATOUWVY TIOU aKOAoVBoUV
auTo 1o potifo otadodpouiag Ot avBpwTol Tov akoAovBovv ctadlodpopia otabepng
Kataotaong (steady-state career) elval L(KAVOTIOUEVOL LE AVTO TTOU KAVOUVY KAL GLVIO WG
elval kadol o) SovAeld Toug, yU auto kat eivat SVokoAo va aAdagouv otadlodpopia
(Greenberg and Baron, 2013). ITapdyovteg Ouws OV oxeTi{ovTal e TNV Epyacia TOUG
TOUG KAVOUV VU OKEPTOVTAL TNV PETAKIVIION TOUG 0€ Evav SLa@OopPETIKO KAGSO 1) epyaoia.

H mapovoa épesuva perétmoe Vv emibpactn ¢ emayyeApatTikng eEovBévwaong Ttwv
VOONAEUTWY OTNV TIPOBEOT ATOXWPNONG TOUG ATO TO EMAYYEAUX TNG VOONAEVTIKNG.
AwmotwOnke OtL 1 ouvaleONUATIKY €EAVTANOT EMNPERTEL OTATIOTIKA OTUOVTIKA TNV
TPOOEDT ATOXWPNONG TOUG ATO TO EMAYYEAUX TOUG. O CUVTEAEGTIIG GUGYETIONG HETAEYD
Twv SV0 petafAntwv eivat 0,367 kKot UTTOSA®VEL OTL Evag VOGAEVLTIG TIOL VIWBOEL EvTovn
ouvaleOnuatiky €€avtAnon oy gpyacia Tou eival mOavo va aAAGEEL POVOTIATL
kaplEpag. H BeAtiwon Twv cuvnkwv epyaciag TwV VOONAEUTWV KPIVETHL ETOUEVWS
aToPALTNTN YL T SLAHKPATNOT| TOUG GTO ETTAYYEAUAL.

H p0Buion twv Bapdiwv twv voonievtwv Ba Bonbovoe tpog avutn Vv katevBuvon. H
VUXTEPLVI-ATIOYEVUATIVI] Bapdia @aivetal OTL oyxetiletal pe vyPmAotepa emimeda
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OUVALOBNUATIKN G EEAVTATOTG, XUUNAT] LKAVOTIONOT) OO TA TTPOCWTILKA ETMITEVYHAT KoL
VYMAS Badud amo&évwong Twv epyalolévmV Ao TOUG CUVASEAPOUS KAl TOUG HoBEeVELS
toug. Emiong SamiotwOnke 4TL oL VOONAEUTEG TTOU £pYA{OVTAL KUPLWG TN VUXTEPLVI-
amoyevpativy Bapdia eivat o mavo va OKEPTOUV VA EYKATUAEIPOUV TO ETAYYEAUA TNG
VOONAEUTIKNG, CUYKPLTIKA PUE OGOUG £X0VV KUKALKO wpapLo
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HepiAnym

H mavénuia Covid-19 €xel Snuioupynoel pia TpwTOYVWEN KATACTAOT IOV EMNPERTEL T
CUUTIEPLPOPA KaLl TN (W OAWV TWV avOpWTWV, GE TIPOCWTIKO Kl OE EMAYYEAUATIKO
emimedo. Ta epeLVNTIKA SES0UEVH IOV VTIAPXOLV UEXPL OTUEPA KOL XPOPOVV KATA KUPLO
AOYyo og XWpeG TOU €fwtePkol Selyvouv Tweg 1 mavdnuia Covid-19 kat Ta peTpa
avaxaitiong Exouvv eMMPEACEL TA ETTES A AyXOUG, TNV TOLOTNTA {WTG TWV EPYALOUEVWV
Kal £xouv odnynoeL oty ekSNAWON TNG eMAYYEAUATIKNG €EovBévwong Méow NG
gpyaoiag autng emyelpeital va SiepeuvnBel av ol cuvONkeg oL £xouv SlauopPwOel
AGyw ™G mavénuiag Covid-19 £xouv emISpAoel 0TO AyX0G, 0TV TOLOTNTA {WT)§ KAL GTNV
eKONAWON eMayYEAUATIKNG €§0VOEVWONG TWV epyaldpevwy ota EAAnvika Tayvdpopeia.
[l v emitevdn Tou okoToU NG epyaciag mpaypatomomBnke moocotikn épgvva o€ 107
ePYalONEVOLS 5 SLa@opeTik®wy KATaoTNUATWV Twv EAAnvikwv Taxudpopeiwv tng
TEPLPEPELOKNG  evOTNTAS BOeocoarovikng. T Tt  ovAloyn Twv Sedopévwv
XPNOoTOMONKE EpWTNUATOAGYLO TTOU amapTifeTal amo Ti§ kAipakes MBI, PSS kat SF-
12. Ta amoteAéopata TG €peuvag £6elav TwWG Ol CUUUETEXOVTEG OTNV EPELvA
TAPOVOLALOVY UETPLA ETIIMESA AYXOUG KOl ETMAYYEAUXTIKNG €50VBEVWONG KAl TIWG 1)
avtAapfavopevn moldmTa {wNg TOUG, CWHATIKY Kal PUXLKT, KUHAIVETAL ETIONG OE
HETPLA eTIiTTES AL AKOLT) EVTOTIIOTNKE OTATIOTIKA ONUAVTIKY Kol OETIKTY) ox€om PeETady Tov
AYXOUG KL TNG EMAYYEAUATIKNG E0VOEVWONG EVW APVNTIKY KOL OTATICTIKA OTUOVTIKY
OXEON EVTOTIOTNKE PETAE) TOU AyXOUG Kal TNG PuxKNG Lvyelog Twv epyalOpeVwY Kot
HETAEY TNG EMAYYEALATIKN G EE0VOEVWONG Kol TNG PUYLIKNG TOUG LYELNG. ZUUTIEPACUATIKA,
n Awiknon twv EAnvikov Tayvdpoupeiwv mpémel va eEao@aiioel KATAAANAES Kal
A0 PAAELG CUVONKES EPYATLAG KL VA TIAPEYEL TIPOYPAUUATA SLAXELPLOTG AyXOUS WOTE OL
ePYA{OUEVOL OTU KATAOTNUATA VO KATAPEPOUV VA QVTATESEADOUV OTIG TILECELS TIOU
Aapfavouv.

A€gerg-kAeda. IMavénuia Covid-19, Ayxog, TMMowdtnta Jwng EmayysApatiki
E¢ovBévwon, EATA
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1. Ewaywyn

H mavénuia Covid-19 £xeL emnpedoel GAOVUG TOUG TOALTEG OTIG TTEPLOGOTEPEG KOLVWVLES
TAYKOOUIWS KAO WG EXEL AAAAEEL ONUAVTIKAE 1) KAONUEPLVOTITA TOUG, 1) TIPOCWTILKY AAAG
KoL 1) EmayyeARATIKn Toug {wn. Ot vEoL KavOVEG KAl TA VEX LETPA KOKOVV TILETELS KOL GTO
ETIAYYEARATIKG TEPLBAAAOVT, QAAGCOVTOG APOMV TIG OUVONKEG gpyaoiag Kol KOTE
OUVETIELX TLG ATIALTT OELG ATIO TOUG £pYA{OEVOUG. Elval yeyovog TTwe oL vEEG TUVBNKES TTOU
éxouv TIpokANOel, Ta ovveyny HETpa TPooTACIiaG, Ol avaykaieg oAAayEG OTIS
SLATPOoWTIKEG OXEoElS HETAED TwV CLVASEAPWV TouG KaBwG emiong o @OBog TG
UoAUVONG AoKOUV UEYGAEG TILEGELS OTOUG EPYALOUEVOUG LE GUVETELN VA EKSTAWVOUV
AYX0G KL CUUTITOHATA ETMAYYEAUATIKNG €EouBEvwong Ta omola £X0UV APV TIKO
QVTIKTUTIO TNV CWHATIKY Kot 6TV Puxikn molotnta g {wng toug (Meyer et al.,, 2021;
Valtorta et al.,, 2021; Varma et al., 2021).

Apketéc €pevves €youv e€eTaoel TNV emibpacn TG TavSNUING KAl OVGLACOTIKA TwWV
TEGEWV IOV AOKOVVTOL 0TOUG EPYALOUEVOUS LLE CUVETIELX VA ATIOKTOVY EVTOVO AYXOG, Val
Buwvouv emayyeApatikny €5ovBévwon Kol va pnv €xouv KaAn moldtnta {wng, aAA& ol
TEPLOCOTEPEG ATMO AUTEG APOPOVV OE YWPES TOU €EWTEPLIKOV KABWG €MIONG KAl OF
£pYalOUEVOUG OTOV XWPO TNG VYELaG. OL £peVVES yia Toug epyalduevous otnv EAAGSa kat
€ 0PYAVIOUOUG KAL ETILXELPTOELS IOV 8EV EVTACCOVTAL GTOV XWPO TNG VYElag eival Atyeg,
YEYOVOG TIOU KATASELKVUEL EPEVVTTIKO KEVO, TO OTIOL0 ETISLWKETAL VO KAAUVPOEL HEGTW NG
Tapovoas Epyaciag.

ZUYKEKPLUEVA, OKOTIOG TNG TTAPOVOAS EPYACLAS Elval Vi SLEPEVVIGEL vV 0L GUVONKEG TTOU
£xouv Slapop@wBel Adyw ¢ mavénuiag Covid-19 €youv emidpdoel 6Tto Gyxog, oTnv
moldnta {wng KAl oTnV eKSNAWGOT ETTAYYEAUXTIKN G E€0U0EVWOoNG TwV EpyalOUEVWY GTA
EMnvikd Tayvdpopeia (EATA). ElSikoTtepa, ol empépoug otoxol eivat oL ak6AovBot:

1. H 8iepedivnon tov eminedou dyyoug mou Buwvouy ot epyaldpevol ota EATA kata ™)
Suapxela g Mavénuiag Covid-19.

2. H &8iepevvnon tou emimédSou ™G moldTN TG {wng Twv epyalopevwy ota EATA kata ™
Suapxela g Mavénuiag Covid-19.

3. H Siepeviviion Tou eMIMESOL NG EMAYYEAUATIKNG £E0V0EVWONG TWV EPYALOUEVWV OTA
EATA kata tn Suapkela s [avénuiag Covid-19

4. H OSiepgvvnon G oxéong HeTadld TOU AGyXoug Kol NG moldtntag {wng Twv
epyaldpevwy ota EATA katd ) Sudpxeia g Iavénuiag Covid-19.

5. H &iepevvnon ¢ oxéong HeTadl NG EMAYYEAUATIKNG €E0VBEVWONG KAl TNG
ToldTN TS (WG TwV epyaldpevwy ota EATA katd tn Sudpkeia ¢ Mavénuiag Covid-
19.

6. H Siepegvvnon ¢ oxéong HeTald Ayyoug Kol TNG EMAYYEAUATIKNG £E0VBEVWOTG
epyalduevwy ota EATA katd ) Sudpkeia g Iavénuiag Covid-19.

0 okom6G ™G epyaciag KaBwG MIONG KL OL ETHEPOUG GTOXOL TNG ETMLTUYXAVOVTAL HECT

atod ™ SieEaywyn moooTikng épevvag og 107 epyalopevous ota EATA kot ouykekpipéva

5 KATAOTNUATWV TNG TIEPLUPEPELAKTG EVOTNTAS TNG OEGGAAOVIKNG.

To apdv apBpo dopeital ws akoAoVBwG. To SelTEPO KEPAANLO GUVOETEL TO BEWPNTIKO

kol BBAoypapikd mAaiclo. ITo Tpito Ke@AAalo mapovoitdletal  pebodoroyia mTov
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E£QAPUOCTNKE TIPOKELUEVOL VA VAOTIOINBEL 1) TPWTOYEVNG £PEVVA. ZTO TETAPTO KEQPAAALO
TAPOUCLALOVTAL TH OTMOTEAECUOTA TNG EPEVVOG KOl OTO TEUTITO  KEQAAQLO
mpaypatomoteitar 1 ov{on Touvg, SnAadny efetaletar av ouvdadouvv peE T
ATOTEAEGUATA AAAWY EPEVVMOV 1] AV SLPOPOTIOLOVVTAL KoL TTApAAANAa e€eTdlovTal oL
AdyoL mou pmopel va odnyovv oTn OUYKALOM 1] OT1 SlX@OPOTOINON OQUTWV TWV
AMOTEAEOUATWY. TEAOG, OTO €KTO KEPAAXIO TOPOVGLATOVTAL TA CUUTEPACUATA TG
£pEVVaG.

2. BiAoypa@ikn) avackomnon

IV mapovoa evoOTNnTa Tapouctdletal 11 BIBALOYpA@IK avaoKOTNGT YOpw oo TO
OTPEG, TNV avTIAAUBavopevn TolOTNTA (WG, KAl TNV EMAYYEALATIKN £60VBEVWOT TTOV
KATAYPA@OVTAL KATA TNV Teplodo tng mavénuiag Covid-19. Emiong, mapovoialovtat Ta
EUPNUATO EPEVVV OXETIKA UE TN OXEON TOU UTIAPXEL AVAUECK GTO AYXOS KL GTNV
moldnta {wng, AVAUESH 0TO AYXO0G KAL OTNV EMAYYEAUATIKY eE0V0EVWON OTIWG Tiong
KOl OVAUECA GTNV EMAYYEAUATIKN €E0VOEVWOT Kol GTNV TTIOLOTNTA {WT|G.

Y€ Ul GELPA EPEVVWY, EXELSLATILOTWOEL OTL 0L TTOALTEG AVTIPETWTI{OVV QLENUEVA eTTiTIES AL
OTPES Kol Ayxous Katd t Siapkela tng tavdnpiag Covid-19. H épsuva twv Ridriguez-
Hidalgo et al. (2020) katédeiée 6TL oL ol TEG TTaveTIOTNHiWY otV IoTtavia epgavidouv
vnAd emimeda otpeg. IMapdpola AMOTEAECUATA TAPOVGLACTNKAV OTNV £PELVA TWV
Gasteiger et al. (2021) ywx tov yeviko mAnBuoud ¢ Néag ZnAavdiag, 0Touv Ta dtopa
HKPOTEPN S NAKLAG Kat VPMAGTEPOL KIvEUVOU POAUVVONG eppavi{ay VPMAGTEpa emimeda
ayxovue. H épeguva twv Varma et al. (2021) o€ 63 ywpeg £6ei&e tL To 70% LTTOEEPEL ATIO
€VTOVO OTPESG, VW TO 59% aVTIHETWTILEL KALVIKO AYXOG, UE TO VEOTEPA ATOUA KAL EKELVX
Tou {ouv POV TOUG va emmpedlovtal meplocotepo. H épevva twv Souza et al. (2020)
QVOPEPETAL OTNV ETEPACT TNG KOWWVIKNG ATTOGTAGLOTONoNS 0T Yuxikn vyela 3.200
Bpaliltdvwv, pe 21.5% va mapovoidlovv avinpéva emimeda otpeg kat 19.4% kAo
ayxos. To dyxog otn Stapketa TG tavdnpiag Covid-19 e€etdotnke amd Toug Tomar et al.
(2020) o€ atopa avw Twv 16 eTWV, KUPLWS YUVALKES KAl Un EPYATOUEVES, LE VYMAGTEPX
EMIMESA 08 AUTOVG UE KAKT CWUATIKY VYELQ KAl XP1ioN HECWV KOWWVIKIG SIKTOWOTG.
v EAAada, n épevva twv Parlapani et al. (2020) oe 3.029 moAiteg €8ei&e 77% ue
0oBapA CUUTTWHATA AYXOUG, 8lwG yuvaikes Adyw @Ofou ya ) voco. H épeuva twv
Kotoulas et al. (2021) oe 158 'EAAnveg moAiteg Sev katedelle avinuéva emimeda oTpeg,
TOAVWG AdY®w TNG XPOVIKNG TEPLOSOV, EVW TO OTPEG OXETIETAL e OVUAO Kol NAKia.
Topewva pe v épevva Twv Dragotis et al. (2021), n mavénpia Covid-19 eixe emiSpaon
otV YPuxikn vyela twv EAAvwv moAtwy, pe 527 cuppetéyovieg va Selxvouy PETPLX
emimeda dyyovg kat otpes. Iuvaikeg kal vedTepOoLl avBpwoL gpavicav vmAdtepa
ETMITES A AYXOUG KL OTPEG OE OYEOT) LE AVTPES KL LEYAAVTEPTG NALKING TTOALTEG. TE GAA
épevva twv Sazakli et al. (2021), 2.009 @oimtég tov IMavemotpiov twv Matpwv
Swamiotwoav 0Tt To 35,8% TWV GUUUETEXOVTWV EUPAVIOE KAWVIKO AYX0G AOYw TwV
ouVONKWV NG TTavdnuiag kat Tov @eoBov ™G vacou, emnpedlovtag TV KadnuepvotnTtd
TouG. H mAeloymeia Twv Tapamdvw £peuvmy VTOGTNPI{ouV WG oL TOAITES, AWV TwV
XWPWV Kat 6yt povo g EAAGSag, £xouv Bunoel VPMAG emtimeda AyXoUG§ KAL OTPEG KATA
™V mepiodo ¢ TavEnuiag.
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Yt Suapkela ¢ mavdnuiag Covid-19, apketol gpevvntég Slepevivnoay TNV mMOLOTNTA
(NG TV TOALITWV o€ SLd@opa pEpn Tov koopouv. H épevva twv Chen etal. (2021) e€€taoe
™mv mowdtnta {wng 2420 epyalduevwv oty Avatoiikn Kiva kat Bprike yaumAdtepn
moldnta {wng OTIS TIEPLOYES e TTEPLoGOTEPA KpoLouata. H épevva twv Samlani et al.
(2021) o€ 279 moAiteg Tov Mapokov £8elée OTL 1 TOLOTNTA (WG Slatapdybnke TOCO o€
Puxikd 000 KOl 0€ CWUATIKO €TMESO, PE TN GOLAPOTNTA TNG VOGOU VO EXEL APV TIKO
QVTIKTUTIO OTNV gUNUEPia TwV Xpoviwv acbevwv. H épeuva twv Purba et al. (2021) o€
603 moAites ¢ IvSovnoiag Sev Bpnke apvntiky emipacn NG mavénuiag Kot Twv
TIEPLOPLOTIKWV UETPWV OTN CWUATIKN Kol PYUIKY VYela, aAAd emmpéace TV oot
{wn¢ og Yuxoroywko emimedo. H épsuva twv Wong et al. (2021) og 1049 gpyalouevoug
ATOKAAVYE OTL O€ KATIOLEG ETILXELPTOELG SEV ANPOMNKAV ETAPKN HETPA YL T Slaxelpilon
™¢ Covid-19. H mAeloym@ia Twv GUUUETEXOVTWV SNAWOE TIWG 1] TOLOTNTA (WG TOUG
NTav xaunAotepn Adyw ¢ moavdnuiag, pe 1o 64% va avtipetwmilel TpoBAuaTa
oWUATIKNG vyeiag kat To 50% va TapouoLdlel dyxog Kol CUPTTORATA KatdbAwyme. H
épeuva Twv Sandu et al. (2021) oe 79 epyaldpevous g Poupaviag katedelle otTL 1
TOLOTNTA {WNG OAWV TWV CUUUETEXOVTWV EMMNPEACTNKE APVNTIKA Ao TNV Tavonuia,
aVeEAPTITWS TOU TOUEX EPYNTLNG TOUG. XNV €pevva Twv Moser et al. (2020) oe 2.026
ToAlteg ™ ¢ Zoundiag, mapoTin mAsoym@ia SAwve tkavotoinon amd t {wn G, T0 41%
aloBavotav O0TL N TolOTNTA (WG TOUG HELWwBNKE KaTtd TN Slapkela ¢ avdnuiag. Ta
amoteAéopata oxedov OAWV TWV TAPATIAV®W EPELVOV KATASEIKVUOUV TIWG 1] TOLOTNTA
™mMG {WNG TWV TOALTWY OF OAEG TIG XWPEG EXEL EMMPENOTEL PE APVNTIKO TPOTO, OE
OWUATIKO KAl o€ Puxko emimedo.

H emayyeApatikny €ouvbévwon amotedel onUAVTIKO QVTIKEIUEVO HEAETNG AdYWw TwWV
OPVNTIKWOV EMMTOOEWV 0T (w1 Twv epyalduevwv. H épeuva twv Rodriguez-Lopez &
Rubio-Valdehita (2021) mov meplapfave 614 ouvppeteyovteg £6el€e TEPLOPLOUEVN
emibpaon ™G mavénuiag otV emayyeALaTIKY €£0VBEvwOoT, SNAWVOVTAG OTL TA UETPX
IOV ANEONKAV YLt TNV Ao@OA] AELTOUPYIX TWV KATACTNUATWY S€V aoKOoUV auEnueévn
Tiieon oTovg epyalopevous. H épevva twv Valtorta et al. (2021) og 422 epyalduevougs o€
ttaAtka SuperMarkets €8ei€e OTL oL epyalOpEVOL AVTIUETWTIOVY EVTOVEG TILECELS KOl
VYNAG emimeda emayyeApatikng efovbévwong, e to 32% TwV OCUUUETEXOVIWV v
TAPOVCLATOUV GOPAPA CUUTITOHUATA TNG EMAYYEAUATIKNG EEOUOEVWONG KL OTIS TPELS
Sltaotdoels 6. Ty épevva Twv Ramaci et al. (2021), mapatnpnnke 6tL To 45% TWV
OUUHETEXOVTWYV Tapovciale VPMAQ emimeda cuvaloOUaTIKNG eEAvTAnong, evw to 37%
QVTIUETWTILE ATIOTIPOCWTOTIOM O™ KL LELWUEVT LKAVOTION O™ ATIO TA ETULTEVYUATA TOUG.
H épevva twv Rubilar & Oros (2021) Siepegvvnoe v emayyeAuatikn eEovBevwon oe
9.058 eKMALSEVTIKOUG OTNV APYEVTIVY], QVA@PEPOVTOG OMUAVTIKI] CLUVALCOMUATIKY
€EavtAnom o€ auTolg, oV oXETI{eTaL PE VPNAQ eTiTES A OTPEG. LT PEAETN Twv Meyer et
al. (2021), mpaypatomombnke £peuva o€ TPES PACES YK VA AELOAOYN|OOUV TNV
ETTOYYEANATIKT €§0VBEVWON 0TOUG Epyalopevous TG Snuoaciag Stoiknong g Feppaviag
Kata TN Stdpkela TG mavénuiag. Bprikav 6TL ot yuvaikes epyaloueves Blwvouy évtovn
ouvaloONUATIKY €EAVTANGT, EVW 1 QUTOVOUIX KL 1] VTTOOTNPEN Ao OLUVASEAPOUG
HELWWVOUV U TNV TNV e€avtAnon. H épevva twv Sikaras et al. (2021) o€ 701 voonAeuTég
Kot latpovsg G EAAGSag €8ei&e OTL To 68% TwV OCUUPETEXOVTIWVY aloBAveTal €vTovn
OWUATIKN KOTIwom, evw To 43% ekdnAwvel emayysApatikny efovbBévwon. ATO Tig
TAPATIAVW £PEVVEG EVKOAN SLATOTWVETAL TIwG 1 Tavénuia Covid-19, To oTpES KAl O
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@Ofog mou oxetilovtal pE QUTY, OTWG EMIONG KAl TO TEPLOPLOTIKA UETPA £XOUV
TIPOKAAETEL ISLaltepa cOBAPEG TILETELS OTOUG EPYALOUEVOUG, GE OAOUG TOUG KAASOUG TNG
olkovopiag. AUTEG OL TILEGELG OTIG TIEPLOGOTEPES TIEPITITWOELS PAIVETAL TTWG EVOVVOVTAL
oofapd Yl TV EUPAVIOT) TOU GUVEPOUOU TNG ETAYYEAUATIKNG €E0VOEVWONG TTIOU EXEL
SUOUEVEIG CUVETIELEG OTTV TIPOCWTILKI] KOl EMAYYEAUATIKT] VYEIX TWV EPYATOUEV®V.

H oxéomn petadd tou dyyovug kal TG emayyeAuatikng efovBevwong exel egetaotel o€
TOAAEG epeLVNTIKEG peAeteg. Ot Rozman et al. (2019) Samiotwoav 4TL To dyxog elval
VTEVOLVO YA TNV EKSNAWOT CUUTITWUATWY ETAYYEAUATIKNG £0VOEVWONG, ELSIKA GTOUG
vedtepoug epyalduevoug. Ot Soomro et al. (2021) avak&AvPav 4TL TO Ay)0os Tov BLwvouy
oL epYa{OEVOL OE TIEPLOXEG UE TPOUOKPATIKEG ETOETELG EMNPEATEL ONUAVTIKA TA ETUTES X
™G EMAYYEARATIKN G EouBEvwong. Ot Luo et al. (2016) Bprixav OTL TO AyX0G GUVSEETAL UE
kabe SldoTaon G epyaciag Twv HETAvVaoT®wY otny VTaldpo ¢ Kivag, Tupodotwvtag
™V eKONAWON NG EMAYYEAUATIKNG e€0vBEévwong. O Ghio et al. (2021) Tapatrpnoav 6Tl
TO GyX0G TWV EMAYYEAUATIOV VYelag katd v mepiodo ¢ mavénuiag touv Covid-19
OUVSEETAL PE TNV EKSNAWOT TWV TPLWV SLACTACEWY TNG EMAYYEAUATIKNG £E0UOEVWOT.
Zmv épevva twv Sengul et al. (2019) oe 194 voonAeutég tng Tovpkiag, Bpébnke OTL
vnAdtepa emimeda Ayxovg ouvvdéovtal pe auvinuévn ouvvaloOnuatiky eEavtinon,
QTIOTIPOGWTIOTION O KoL XAUNAGTEPT TTPOCWTILKY] ETITEVEN. ZTNV £pevva Twv Vidotti et al.
(2019) oe 502 voonAevtég Tng Bpaldiag, Swamiotwdnke OTL 1 ekdNAwom NG
ETIAYYEARATIKN G €E0VOEVWOTNG GUXVA OXETICETAL PUE TO AYXOG, KABWG EVTOVOTEPO &YXOG
OUVETIAYETAL EVTOVOTEPN CUUTITWOUATA £E0UOEVWONG. Ze OAEG TIC TOPATIAVW EPEVVES
Slapaivetal Twg vmApxel oxéon UETAED TOU AYXOUG Kol TNG EMAYYEAUATIKNG
efovbévwange. To ayyos @aivetal mTws odnyel Toug epyaldUEVOUS TNV GUVALOOTUATIKY
€EAVTAN O, OTNV ATTOTIPOCWTIOTION O KAL TNV XAUNAT] ETTLTEVEN.

Tnv enidpacn Touv Ayxoug ot SLAPOPPWAON TNG AVTIAAULAVOUEVNG TIOLOTNTAS (WG TWV
epyaldpuevwy Exouv TpooTabnoeL va eKTIUN oLV Slagopol epeuvnTtés. H épeuva Ranjit &
Mahespriya (2012) oe 201 epyalduevovg oe etalpeleg mAnpo@opikng otnv Ivdia
KaTéESELEE OTL TO AyX0G oXETIlETAL APV TIKA PE TNV ToloTnTa {wn6. H épevva twv Li et al.
(2019) o€ 1857 avOpakwpiyovg atnv Kiva emiBefaiwoe tnv apvnTikn oxéon peTall
ayxous kat moldtntag {wng. Opolwg, n épevva Twv Lu et al. (2019) 6 2006 epyalduevoug
€8e1&e OTL TO dyxog emnpealel apvnTika v moldtnta {wng. H épsuva twv da Silva &
Guimaraes (2016) o€ 273 voonAevTég KaTéSeLEe OTL 0L VOONAEVTEG TTOV SlayelpifovTal To
ayxog amoAapfdvouv KaAUTEPN TOOTNTA {WNG 0 CWHATIKO, PUXIKO KOl KOLWVWVLIKO
emimedo, og avtiBeon pe autovg Tov Sev pmopovv va To Stayelplotovv. Ta Tapamavw
ATOTEAEGUATA KATASEIKVUOUV TIWG VTIAPXEL GUYKALOT TWV EPEVVOV AVAPOPLKA HE TNV
APVYNTIKTY ETMEPAOT TOVU AYXOUG TWV EPYATOUEVWV GTNV TOLOTNTA TG (WG TOUG. e OAES
TIG €PEVVEG TIOV TIAPOLCLACoTNKAY eTRefaiwbnke N VTTAPEN APVNTIKNG OXEONG HETAED
TwV §V0 AVTWV PETABANTWV.

TéAog, Sld@opol ePeLVNTEG €xOUV €EETACEL TN OXEON UETAED NG EMAYYEAUATIKNG
efovBévwang katl TG ToldTnTag {wNng Twv epyalduevwyv. H épevva twv Vidotti et al.
(2019) katedel&e OTL N EMAYYEAUATIKY €E0VDEVWOT EMMPEATEL APV TIKA TNV TOLOTNTA
{wNG TwV epyalOpeVWY 0 CWUATIKO, PUXIKO Kot Kowwviko emimedo. Ot de Moraes et al.
(2019) Bprikav OTL EPYATOUEVOL UE CUUTITOUATA ETAYYEALATIKNG €EovBévwang €xouv
XAUNAOGTEPN TOLOTNTA (W1 O GUYKPLOT UE OGOUGS Bev Exouv. ZUUPWVA e Toug Ribeiro
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et al. (2021), n emayyeApatikn eEouBévwon Exel apvnTikn emidpaomn otnv Puyikn vyela,
™M {WTIKOTNTA Kol TNV eVedia Twv eMayyeApatiwv vyeiag. Tédog, 1 épevva Twv Fradelos
et al. (2014) £6ei&e 6TL N emayyeApaTiKy €£0VBEVWOT EMMPERTEL APVNTIKAE TNV TIOLOTNT
(NG TWV EMAYYEAUATIOV VYEIAG, 0AAQ 1) KOLVWVIKY] VTTOGTHPLEN Utopel va PHETPLACEL
aUTNV TNV eMBpaoT. L& OAEG TIG TAPATIAVW £PEVVEG SLATILOTWONKE WG 1] EMAYYEALOTIKY)
€E0VBEVWOT) ETEPA APVNTIKA 0TV TTOLOTNTA (WG TWV EPYALOUEV®V.

3. Msz0odoroyia épevvag
3.1 TKOTIOG KA EPEVVITIKA EPWTIUATA

ZKOTIOG TNG TTAPOVOAG EPEVVITIKNG epyaciag elval va Slepeuviioel av oL GLUVONKEG TIOU
£xouv SlapopewBlel Adyw ¢ mavénuiag Covid-19 €youv emidpdoel 6TO AyX0G, OTNV
ToLOTNTA {WNG KAL OTNV EKSNAWOT] ETAYYEAUATIKN G £50U0EVWOTNG TWV EPYATOUEVWVY OTA
EATA. EWS1koTEPQ, T EPEVVNTIKA EPWTNUATA OTA OTIola Sivel amavTNoelS 1 v A0Yw
EPEVVNTIKN gpyacia eivat Ta e&NG:

1. Tlowo eival to emimedo Gyxovg Tov Puwvouv ol epyaldpevol ota EATA katd ™
Suapxela g [Mavénpioag Covid-19;

2. TNwgs Sagopomoleital eminedo dyxovs mov Buwvouv ot gpyalopevol ota EATA
kata Tt Sudpkela G Mavénuiag Covid-19, avdroya pe ta SnUOYypPA@IKA
XAPAKTNPLOTIKA TOUG;

3. Tlowo eivat to emimedo ¢ modTNTAS {WNG TWV gpyalopevwy ota EATA katd
Suapxela g [Mavénpioag Covid-19;

4. Tlwg SwagopoTtoleital to emimedo ¢ moldTTas {wNhg TwV gpyalOUEVWY GTA
EATA xatda t Sudpkela ™ Mavénuiag Covid-19, avaAoya pe Ta Snuoypa@ika
XAPAKTNPLOTIKA TOUG;

5. Tlowo gival to emimedo ™G emayyeAUatTikis eEovBévwong Twv epyalopevwy oTa
EATA kata tn Suapkela g avénpiog Covid-19;

6. Iwg Swapopomoteitat To emimedo TNG EMAYYEAUATIKNG €EoUBEVWONG TwV
epyaldpevwy ota EATA katd ™ Swapkela g Mavénuiag Covid-19, avaAoya pe
To SNUOYPAPIKA XAPAKTNPLOTIKA TOUG;

7. Tlowa eivatn oxéom LeTal TOU GyXOoUG KaL TNG EMAYYEAUATIKNG E0VBEVWOTG TWV
epyaldpevwy ota EATA katd ) Sudpxeia tng [avénuiag Covid-19;

8. Tlowa eivat 1 oxéon HeTa&L TOU dyX0UG KL TG TOLOTNTAS (WG TWV EPYALOUEVWV
ota EATA kata ) Siapkela g Mavénpiog Covid-19;

9. TMow eivat n oxéon petadd Gyxoug kal TG eKSNAWONG TOU GUVSPOUOU TNG
ETTAYYEARATIKNG €EovBEévwaong epyaldpevwy ota EATA xatd tn Sudpkela tng
[Mavénuiog Covid-19;

3.2 EpyaAeio cvAAoyng 8edopnévmv

H amdvtnon ota mapamdvew epeLVNTIKA epwTnuata 500nke péow TG LVAoTOINONG
TOGOTIKNG €pevvag o€ epyalopevous ota EATA. H moootikn épguva mpaypatomonidnke
ue ™ Bondela epwTNUATOAOYIOV, TO OTIOI0 AVATITUOCETAL OE TEGGEPLS EVOTNTES. H TpdyTn
EVOTITA APOPAE TNV EVOTNTA TWV SNUOYPAPIKDV XAPAKTNPLOTIKOV TWV £PYALOUEVWV
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ota EATA mouv mpav pépog otnv epevva. [lpoxeital ylo téooepa SNUOYPAPIKE
XAPAKTNPLOTIKA KAl CUYKEKPLUEVA YIA TO UAO, TNV NAKI, TO EKTTULSEVTIKO £TITTESO KAl
TNV OIKOYEVELXKY Katdotaon. H evotnta aut elval oAUV onNuavTikKy a@evog ylati
TAPOVOLAlEL TO TIPOPIA TWV CUUUETEXOVTWV OTNV EPELVA KAl CPETEPOV YIXTL TA
SNUOYPAPIKA XAPAKTNPLOTIKA XPNCLULOTIOLOVVTAL YIX TV TIPAYHATOTON 0T OTATIOTIKWY
eAéyxwv wote va SlepeuvnBel 1 Oapén oxEong HETAEY AUTWV KOL TWV EMTESWVY TNG
ETIOYYEAUATIKN G EE0VOEVWONG, TOU AYXOUG KL TNG TTOLOTNTAS {1 G TWV EPYAOUEVWV 0T
EATA.

H Sevtepn evotnta amoteleital amd 22 dnAwoelg Touv cuvBETouv TV KAlpaka MBI
Maslach Burnout Inventory. Ot GUUHUETEXOVTEG GTNV £PELVA KAAOVUVTAL VA CGTIUELWOCOVV
SlmAa og kaBe pla amd NG SNAWCELS TOGO CUXVA EKSNAWVOUV AUTA TIOU EKPPALOLV
emAéyovTag pio amd Tig Slabéoues emAoyEG. YToypapuuiletal Tweg TV €V Adyw KALpoKo
NV £X0VV UETAPPATEL GTNV EAANVIKY YAWOCOO Kol 6TV TIOpELa TNV €xouv otabuioel yio
Toug gpyalopevoug G EAAGSag, ol Avayvwotomouviog kat IMamadatou (1992). Ot
Awoelg empepifovtal o€ TPEG OUASEG KOl OUYKEKPLEVA OTNV OUAda TG
ouvaloBnpatikig egavtinong (1, 2, 3, 6, 8, 13, 14, 16 kot 20), otnv oudda g
amompoowTtotoinong (5, 10, 11, 15 kat 22) kat TEAOG TNV OUESA TWV TPOCWTILKWY
emtevypatwy (4, 7, 9, 12, 17, 18, 19 kat 21). 'Otav otnv opdda TG cLVALoONUATIKNG
eEAVTANONG TO OUVOAIKO OKOp Kupaivetar amd 0-20 onuewwvetal yxapunin
ouvaleBnuatTiky €EAvTAN oM, 0TV TO GUVOALKO OKOp Kupaivetat petaty touv 21-30
KATAYPAQETAL LETPLA CUVALTOMUATIKT EEAVTANION KAl OTAV AXUPBAVEL TYEG HEYXAVTEPES
tou 31 onuewwvetat vPmAn ocvvalcOnuatiky eEdvtinon. Otav otnv opdda g
QATIOTIPOGWTIOTIONONG TO GUVOAIKO OKOpP KupaiveTal amd 0-5 onpeiwvetal yaunin
OTOTIPOCWTOTIONGT), OTAV TO CUVOALKO OKOpP KUPaiveTAL HETAEL TOU 6-10 KataypageTal
HETPLX ATIOTIPOCWTIOTOIN 0T Kol 0Tav AdpUBAavel TWES peyoAvtepes Tou 11 onueiwvetal
VYNAN amompoowtmoTmoinomn. ‘Otav oty oudda TwV MPOCWTIK®WV EMITEVYUATWY TO
OUVOAIKO O0KOp Kupaivetal amd 45kat Mavw onpelwvetal VPMAN emitevdn, 6tTav Tto
OUVOALKO 0KOp KupaiveTal HETAED Tov 36-40 KaTaypA@eTal LETPLA ETITEVEN KAl OTAV
AaUBAveL TIPES KATw Tou 35 onpelwveTal xaunAn emitevén.

H Se0tepn evotnta amoteAsital amo 10 dnAwoelg mov ouvBétouy Tnv KAlpaka PSS
Perceived Stress Scale 1 omola €€etdlel Ta emimeda oTPEG IOV PLOVEL EVA ATOWO, JLE TOV
TPOTO OV T AVTIAAUBAVETAL Ol CUUUETEXOVTEG OTNV EPELVA KAAOVVTAL VX OTLELWOOVV
Simla o kaBe pla amd ™G SNAWOELS TOGO GUXVA EKSNAWDVOUV AUTA TIOV EKPPATOLV
eMAEyovTag pia amod Tis Stabéoies emAoyég. H kAlpaka autr) £(el LETAQPAOTEL 0TV
eEAMNVIKN YAwooo Kol £xel AdBel kol TNV KATGAANAN otdBuon amo toug Adonis et al.
(2018).

H tpitn evomntan omola eivat kat 1 TeEAeuTala EVOTNTA TOV EpWTNUATOAOYIOV elvaln SF-
12 n omola amoteAeitat anmod 12 SnAwoelg kat eEeTalel TV avTdaufBavopevn oo Ta
(N Twv avBpwtiwv. H kAlpaka SF-12 e€etalel faocikég SLAGTACELS TNG TIOLOTNTOS TNG
{1 ¢ ToV aVOP®TIOU OTIWG ELVAL 1] UTTIOKELUEVIKT] AVTIANYT TTOV £XEL TO ATOUO AVAPOPLKE
LLE TNV KATAGTAOT TNG VYELXS TOV, LE TN CWUATLKY TOU AELTOUPYLKOTNTA, |LE TOV CWUATIKO
TOU POAO, HE TOV CWUATIKO TTOVO Tov SUvaTal va BLwVeEL PE TN {WTIKOTNTA TOU, HE TNV
KOWVWVLKI] TOU AEITOVPYIKOTNTA, HE TOV CUVALCONUATIKO TOU pOA0 KABWG ETIONG KL UE
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™V Puyikn Tov vyela. H KAlpaKo auTtn €XEL LETAQPATTEL OTNV EAANVIKI] YAWOOX KL £XEL
AGBeL kal TNV KAaTAAANAN otdBpion and toug Kontodimopoulos et al. (2007).

3.3 Asilypa TG £pevvag

Emv épevva ovppeteixav 107 epyalopevol ota EATA 1 omola ipoceyyloTnkay amo Ty
gpeuvnTpla péow G BoAwkng SerypatoAnPiag. IMio ocuykekpléva 1 €peLVITPLA
EVIUEPWOE TOUG SLEVOUVTEG TWV KATAGTUATWY TOU YVWPLIE TPOCWTIKA KoL TOUG
Moe va SLaBEGoVY TA EPWTNUATOAGYLA OTOUG £PYA{OUEVOUG TOUG TIPOKELUEVOL VA TO
OUUTIANPWOOLVY. MET& TN OUUTANPWOT TWV EPWTNUATOAOYIWV 1  EPELVITPLA
ETOKETTOTAV KAL TTOAL TA KATAGTNUATA KAl TIHPoAdUBave Ta epwTnpatoidyla. ‘OAa Ta
KataoTpata tng €pevvag Bplokovtal otnv llepupepelaxn Evotnta OecoaAovikng.
INUELWVETAL TWG OUVOALKG StavepniBnkav 150 epwtnuatoAdyl, amd Ta oTmoia
emeotpa@noav 110 ek twv omoiwv Ta Tpia Sev eilyav cupumAnpwOel oAokAnpwuéva.

Ymoypappietal Twe yia TV TPAYUATOTOMOT NG €PELVAG GTOUG EPYALOUEVOUS TWV
EMnvikov Taxudpopeiwv tnpnnke o kwdikag g epeuvnTiknig deovtoroyiag. Mo
QVOAUTIKA Ol €pYa{OUEVOL EVNUEPWONKAV YL TOV OKOTO TNG €PEUvVAS UECW EVOG
EL0AYWYIKOV ONUELWUONTOS OTO EPWTNUATOAOYI0 TO oOTolo eumepleixe OAeC TIG
OTIALTOVUEVEG AETITOUEPELEG. AKOUN, 1 €peuva NTav £0EAOVTIKY HE ATOTEAECUA VO
OUUUETEXEL o€ auTT] OToLoG epyalopevos amo ta EATA to emiBupel kabBwg kat avwvuun
LE OUVETELA VX PNV €lval YVWOTO TIOL0 EPWTNUATOAGYLO CUUTIANPWONKE ATO TOLOV
epyalopevo. AlKalwpa amoyxwpnong amd v Epeuva eixav OAoL 0L CUUUETEXOVTEG KAL
o0Tw¢ Slamiotwbnke 3 amd Ttoug 110 amoywpnoav TPV TNV OAOKANPWON TNG
GUUTAT|PWONG TOV EPWTNUATOAOY OV,

3.4 Eneiepyacia TwV AMAVTI|CE®WY

Ot amavmoelg twv 107 gpyaldopevwyv ota EATA emelepydotnkay [E TO OTATIOTIKO
makéTo SPSS. T'ia tnv emitevdn Tov oKoTOoU NG EPYATIag AAAQ KAL YLK TNV ATIAVT O TWV
EPELVNTIKWV EPWTNUATWV XPNOLHLOTOMONKAV HETPA KAl EAEYXOL TNG TIEPLYPAPLKNG KOl
MG EMAYWYKNG oTATIOTIKNG E8ikoTepa, xpnowomombnkay ouxvoTNTES, OXETIKES
OUXVOTNTEG, LECEG TIUEG KOl TUTILKEG ATIOKALGELS YLOL TNV TIEPLYPAPT] TWV STUOYPAPLKWDV
XOUPAKTNPLOTIKWOV TwV epyalopevwy ota EATA kat yia ) Slepedivnon Twv emméSwy g
EMAYYEARATIKNG €E0VOEVWONG KL TOU AYXOUG TOU PBLOVOUV KATA Tn SlApKeEwX TNG
mavdnpuiag Covid-19 xat g avtrapfavopevng molomrtag ¢ {wng tous. Ta v
Tpaypatomoinon  eAéyxwv HETAE Twv OMUOYPAPIKGOV Kol TwV EMITESWV
ETIAYYEARATIKN G £60VOEVWOTG, TTOLOTNTAS {WT)G KL AyXOUG XPNOLUOTIOMONKE oL EAey)oL
Independent Samples t-test kat one-way ANOVA. Té)Aog, yla Tov €Aeyxo TG EMISpAONS
TOU AYXOUG KL TNG EMAYYEAUATIKN G EE0VOEVWONG 0TV TTOLOTNTA (W1 G TWV EPYATOUEVWV
TPAYUATOTIOONKAV CUCYETIOEL.
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4. Amotediopata £pEVvag
4.1 ANpoypa@ikd XapaKTNPLOTIKA Selypatog

Ztov Ilivaka 1 Tapouoldfovtal Ta OMOTEALCUATA TNG AVAAUONG OXETIKA HE To
Snuoypa@ka xapakmplotikd Twv 107 epyalopévwy ota EATA Tov cuppeteiyav oty
£peuvaL.

Mivakag 1. Anpoypa@kd XapaKTNPLoTIKE Selypatog

N %
dvAo Avtpag 47 43.9%
TMuvaika 60 56.1%
HAwia 'Ewg 35 etwv 23 21.5%
36-45 gtwyv 22 20.6%
46-55 eTwv 40 37.4%
56 eTwV KoL AvVWw 22 20.6%
Exmaideutikd Amé@oitos Avkeiov 25 23.4%
eminedo Amdporrog TEI 28 26.2%
Amogortog AEI 42 39.3%
Metekmaidevon 6 5.6%
Agvtepo [Mtuylo 2 1.9%
Metamntuylakdg TitAog 4 3.7%
Owoyevelakn Ayapog-n 26 24.3%
KardoTaon 'Eyyapog-n xwpig madia 19 17.8%
'Eyyapog-n pe moudia 47 43.9%
Awalevypévog-m 10 9.3%
XNpog-a 5 4.7%

4.2 Avaivon aglomiotiag epyaieiov

Tl Tov €Aeyxo a&lomioTiog TWV KALUAK®WY TTov XpnotomomOnkay yia va StepeuvnOet to
eMimedo emayyeALATIKNG €E0VDEVWONG, GdyXOUG KL TOLOTNTAS {wNG TwV €PYALOUEVWV
XpnowomomOnke o cuvteAeo g aflomioTiag a Tov Cronbach. ATd Tov éAeyyo mpoékuie
OTLN KAlpaka emayyeApatikns eEovBévwaong tng Maslach epgpdvice ouvoAkn aflomiotia
0a=0.923 evw apketd VYNAN ofloToTiOH EUPAVICAV KOl Ol TPEIS SIHOTACELS TNG
EMAYYEARATIKNG E0VOEVWON G (ZuvatoOnpatiky e€avtAnon: 0.898, ATompoowmomoinon:
0.795, Mpoowmikd emiteVypata: 0.813). EmmAéoyv, n kAlpaka mowdtntag {wng SF-12
eU@avioe ouvoAlkn aglomiotio a=0.911 kat 1 KAlpaka dyyouvg PPS epu@dvice GuvoAlk)
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alomiotio 0=0.935. ZuvoAika emPBefatwbnke OTL Ta EpyaAeia IOV XpPMOLLOTION O KOY
EUEAVIOAV APKETA VPMAN a&LOTILOTIX OTNV TAPOVCN EPEVVA.

4.3 EntayyeApatikn e§ov0évwon epyalopévmyv ota EATA

H petafAnm ¢ emayyeApatikng eEovbévwong eéetdatnke o emtafadpn kAlpoaka (0-6)
EEXWPLOTA WG TIPOG TIG TPELS ETHEPOVS SlaoTdoels TG (Zuvaonuatikny e€avtinon,
AmompocwTomoinom, [IpoowTIKAE EMITEVYUATA).

Ta evpfjpata oL APOPOLV TN cuvalsOnuatiky eEavtAnon £8elfav Twe ot epyalopevol
ota EATA oplopéveg @opég to unva viwbouv otL epydlovrtal moAd okAnpd ot SovAeld
Toug (L.0.=3.5, T.a.=1.5), oTL elvat e€avtAnpuévol oto TéEA0G pag nuépag (1.o.=3.3, t.a.=1.3),
aloBdvovtal owpatikd eovbBevwpévol amd T SovAeld Toug (p.o.=3.2, t.a.=1.4),
atcO&vovtat Puxika efovbevwuévol amdé Tn OSovAselwd touvg (W.0.=3.1, T.a.=1.5),
aleO&vovTal kKovpact), OTAV CNK®VOVTAL TO TiPpwi Kal £X0UV UTPOCTA TOUG Lo aKOUX
uépa SovAelds (L.0.=2.9, t.a.=1.5) kot viwBouv amoyonTevon Amo T SOVAELX TOUG
(Lo0.=2.9, t.a.=1.4). AvtiBeta, 0 oTAVLIX SNAWOAV WS aleB&vVovVTAL KOUPAoT Adyw ToU
O0TL SovAgvovv OAN pépa pe avBpwmoug (L.o.=2.1, T.a.=1.6) 1 O6TL viwBouv vTtepfoAikn
évtaomn A0yw TNG AUEONS OXEOMG HE avVOPWTIOUG GTOV EPYACLAKO XWPOo Toug (1.0.=2.3,
T.0.=1.5). H ouvoAwkr] péon tiun ¢ kAlpakag cuvaloOnpatikng eEavtinong Bpebnke ton
pue 26.1 (t.a.=10.4) mou elvar €vdelln €vOG HETPLOV EMITESOV GUVALCONUATIKNIG
eEavtAnong twv epyalopévwv ota EATA.

Ta gupnuata MOV APOPOVV TNV ATOTPOCWTOTOMOT £8elEav WG oL EpYalOUEVOL OT
EATA moA) omavia viwBouv 4Tl GUUTTEPLPEPOVTAL ATIPOCWTIA GE PEPLKOUS ATIO TOUG
avBpwmovg mou efummnpetovy (p.0.=1.5, T.a.=1.5) kot omavia viwbouv AyoTtepo
gvaioBnTol TPog Toug avVBP®WTOUG ATO TOTE oL dpyloav auTh T dovAewd (p.o.=1.4,
T.0.=1.7). llapopoLa, ot epyalopevol ota EATA omavia avnouyovv 0TL 6Tadlakd autn 1
SovAeld TOUG Kavel va elvat cuvaloOnuatikd mo okAnpol (L.0.=1.6, T.a.=1.7). H cuvoAik)
HEOT T TG KALLaKAG amoTpoowmomoinong Bpebnke ton pe 10.5 (t.a.=5.4) mov eivat
€vdelen evag PETPLOV TIPOG XAUNAOU EMTIESOV ATIOTIPOCWTOTOMONG TWV EPYALOUEVWV
ota EATA.

Ta evpripuata OV APoPOVV TA TIPOCWTILKA ETTEVYHATA E5EEAV WG OL EPYALOUEVOL OT
EATA ouxva avTIHET®TI(OUV TOAU QTMOTEAECUATIKA TA TPORAHATA TOU €XOUV OL
avBpwmot mov egummpetovv (1.0.=4.0, T.a.=1.2) kAl AVTIHETWTI{OUV HE MpERia Ta
TpoBA AT OV TPOKVUTTOUV oTn SovAeld Toug (p.0.=3.8, t.a.=1.3). Tapoduoia, ot
epyalopevol ota EATA avayvwpifouy 6TL cuxva viwBouv 6Tl £xouv KaTopBwoel TTOAAG
afloroya mpaypata otn SovAsld toug (po.=3.7, t.a.=1.2), ouvxvd pmopolv va
SMNULOVPYOVV LK AVETN ATHOCEALPAE HE TOUG AVOPWTOUG IOV EEUTINPETOVV KAL CUXVA
TOUG YeUileL evepyNnTIKOTNTA KAt SUVaUN TTov S0VAgVOVY e AAAOUG avBp®TIOUS (1.0.=3.4,
T.0.=1.5). H cuvoAikn péon tiun g KALAKAG TTPOCWTIK®V ETTEVYUATWY BpEOnke lon
ue 27.6 (t.a.=7.8) mov eivat £v8el€n evdg xapunAol emmESOU TTPOCWTILKWY ETMUTEVYUATWV
Twv epyalopévwy ota EATA.

To Zxynua 1 mapovolalel TA OUYKEVIPWTIKA OTMOTEAEOUATA Yl TO E€TimMeESO
oLVALOOMUATIKNG €EAVTANONG, ATOTPOOWTOTOMONG KAl TIPOCWTIKWY ETMITEVYUATWV
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Twv gpyalopévwv ota EATA. Ta amoteAéopata Seiyvouv OTL amd To oUVOAO TwV
epyalopévwyv to 17.8% elyav xaunAd eminedo cuvaloOnuatikig eEdvtinong, to 38.3%%
elyav pétplo emimedo cuvaloOnuatikns eEavtAnong kat to 43.9% eiyav vymAd emimedo
ouvaleOnuatikng eEdvtinong. EmmpdoBeta, amd to ovvoro Twv epyalopsvwy to 13.1%
elxyav xaunAo emimedo amompoowTtomoinong to 41.1%% eixav pétplo emimedo
ATOTIPOCWTOTOMOoNG Kot To 45.8% eiyav VYMAOS emimedo amompoowTtoToinong. TEAog,
amd 1o oUvorlo Ttwv epyalopévwv to 80.4% elxav xapumAd emimedo TPOOWTIKWV
EMITEVYUATWY, TO 10.3%% €lyarv LETPLO ETIITESO TPOOWTIKWV EMITEVYUATWV KaL T0 9.3%
elxav VYMAS emiTESO TPOCWTIKWY EMTEVYUATWV.

100

Xopnhé MéTplo Yynhé Xoapnié MéTpLo Yynioé Xapnhé MétpLo Yynié
Emitrsdo Emimedo Emimredo
CUVALOBNUOTLKAG EEXVTANCNC QITOTTPOCWITOTIONONG TIPOOWTILKWV ETTLTEVYHATWV

Iynua 1. SUYKEVTPWTIKA ATOTEALCUATA TWV SLIACTACEWV EMAYYEALATIKTG
e€ovBivwong

TN ouvéxela SLEPEVVNONKE TO KATA TO0O0 TO £TimMeSo ouvaloONUATIKNG £EGVTANOTG,
OTOTPOCWTIOTIOMONG KAl TIPOCWTIKWY ETMITEVYUATWY TwV gpyalouévwv ota EATA
SlapopoToleltal wg TPOG Ta SNUOYPAPIKA XOPAKTNPLOTIKA TOUG. LYETIKA HE TN
Stdotaon TG ouvvaloOpatikng €§AvTAnong, Ta amoteAéopata £5elav OTL Sev
StaopoToteital oe onuavtikd Babud wg mpog to @VAo (t=1.327, p=0.187) oaArda
SlapopoToleital o onpavtiko Badbud wg mpog v nAkilakn opdda (F=4.014, p=0.010),
To ekmadevTikd eminedo (F=2.702, p=0.025) kal TNV OLKOYEVELAKI] KATAOTAON TWV
epyalopévwyv (F=3.044, p=0.020). ATté Vv avdAvon pogkue OTLoL EpyalOpeVOLALKIAG
Avw TwV 46 ETWV, Ol KATOXOL LETATITUXLAKOV KOl OL £yyapol HE Todld ep@avi{ovv
vymAdTepo emimedo cuvaloONpaTIKNG EEAVTANOTG.

IXETIKA e TN SlAoTaon TNG AMOTPOCWTOTOMONG, Ta amoteAéopata €6eliav OTL
SlaopoToteitat e onuavtikd Pabud wg mpog To @UA0 (t=2.129, p=0.036), TO
ekmadevtikd emimedo (F=3.007, p=0.014) koL TNV OLKOYEVELAKN] KOTAOTOGT TWV
epyalopévwv (F=3.406, p=0.012) aAAd& Sev StaopoToteital oe onpavtikd Babud wg
Tpog TNV NAwklakn opada (F=1.470, p=0.227). ATté v avaAvomn TpoékuPe OTL OL AVTPES
Kal oL gpyalduevol mov eivat ot amoottot TEI 1 €yyapol pe maidid ep@avifouvv
VYNAGTEPO ETITESO ATTOTIPOCWTOTIONONG.

ZXETIKA LE TN SLAOTACT TWV TIPOCWTILKWV EMITEVYUATWY, TA amoTeAéopata £5el€av 0Tl
dev SlaopoToleital o onpavtikd Babud wg mpog to UAo (t=-0.732, p=0.466), T0
exmadevtiko emimedo (F=1.738, p=0.133), v owoyevewakr katdotaon (F=0.743,
p=0.565) kot v nAkiaxn opdada (F=0.776, p=0.510) twv epyalopévwv.
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4.4 Ayxog epyalopévwyv ota EATA

Ze QUTH TNV EVOTNTA TOPOVGLAJOVTAL TA OTMOTEAECUATA TIOU TPOEKUYPAV OTO TIG
amavtnoelg twv epyalopévwv ota EATA ava@opikd pe to dyxog mov Biwoav Tov
teAevtalo unva. H petafintn touv ayxoug efetaotnke oe mevtafadun kiipaka (0-4). Ta
OXETIKA amoTeAéopata E8el§av mwGg ot epyalopevol ota EATA oplopéveg @opeg To pnva
éviwoav tkavol va edéyEouv Slagopa epebiopata (mpokAnoelg) otn {wr) Toug (1.0.=2.3,
1.0.=0.7), éviwoav oLyoupld yla TNV LKAVOTNTA TOUG VX XELPLOTOUV TIPOCWTILKA
mpoBfAiuata (W.0.=2.2, T.a.=0.7), Kat Eviwoav 0TL OAa Tyavay 0Tiws tTa N0gdav (H.o.=2.1,
T.0..=0.8). A6 TNV GAAN TTAEVPA, OPLOUEVES POPES TO UNVA EVIWOAV OTL SEV HTTOPOVOAV VA
QVTLUETWTILOOVV OAa 00 £TIpeTE Vo Kavouy (1.0.=2.0, T.a.=0.7), kot 6TL €lval VEVPLKOL 1)
ayxwbnkav (.o.=1.9, 1.a.=0.8). H cuvoAikn péomn tiun s kAlpakag dyyxouvs Bpébnke ion
ne 18.3 (t.a.=4.3) mov eivat €vdeldn evog LETPLOL EMTESOV AYXOUG TV EPYAOUEVWV OTA
EATA. Zuykekpluéva, To GUYKEVTPWTIKA amoTEAEopaTA £8el€av OTL aTtd TO GUVOAO TWV
epyalopévwv to 14% eiyav xaunAo eminedo ayyovg, 1o 84.1%% eiyav puétplo emimedo
ayxoug kat to 1.9% eiyav vymAo enimedo dyyoug.

TN ouVEXELX SLEPELVI BN KE TO KATA TTOG 0 TO £TiTteS0 dyxous Twv gpyalouévwyv ota EATA
SLPOPOTIOLEITAL WG TIPOG TA SIUOYPAPIKA XUPAKTNPLOTIKA TOUG.

0 €Aeyyxog €6¢e1&e OTL TO (PUAO (x2=0.810, p=0.667), N nAkiakn opdda (x2=3.529, p=0.740)
KoL TO KBV TIKO emimedo (x2=11.871, p=0.294) ¢ oxetifovtal pe TO eTIMESO AYYOUG
Twv epyalopévwy ota EATA. Avtifeta, n otkoyevelakr kataotaon (x2=30.071, p=0.000)
oxetiletal, Kabws Ta amoteAéopata 6e&av TwG oL epyalopevol Tov fTav Stalevyuévol
N xNpot elxav xaunAotepo emimedo ayxoug.

4.5 IMMowdtnta {wi¢ epyalopévwy ota EATA

H teAeutaia evOTTa EpWTHOEWY ElXE OKOTIO VU KATAYPAWYEL TO €MITTESO TNG TTOLOTNTAG
{oNg Twv epyalopévwy ota EATA. MeTadl TV TILO XXPAKTNPLOTIK®OV XTOTEAECUATWY, 1)
avaAvon €8el&e OTL TO OUVOAIKO ETITMESO NG VYEIAG TWV OCUUUETEXOVTWV MNTOV
TOVAGYLoTOV KoAO (38.3%) £w¢ kat oAU kaAd (42.1%) 1 e€aupetikod (18.7%). To 75.7%
TWV OUUUETEXOVIWV SNAWOAV TIwG 1) TWPWN KATAGTACN TNG VYelag Toug Sev Toug
meplopilel kaBoOAov o€ PETPLAG EVTAONG SPACTNPLOTNTEG, EVW TOUG VTIOAOLTIOUG TOUG
meplopilel Atyo. To 29% TwWV GUUUETEXOVTWV QVAYVOPLONV TIWG TPAYUATOTOMoAV
Atyotepa amd 6ca Ba NBedav Adyw TNG CWUATIKNG TOULG vyelag, evwy 10 29.9%
AVAYVOPLOAY TIWG TEPLOPLoAVY TN SOVAELE TOUG 1 GAAX €181 SpacTnPlOTTWY AOYW TNG
owUaTKNG Toug vyelag. Emiong, to 32.7% TwV CUUUETEXOVTIWV QAVAYVWOPLOAV TIWG
Tpaypatomoinoav Atyotepa amd oca Oa nbedav Adyw ocuvalodnpatikoy TpoBANUaTOoS,
evo 10 29.9% avayvoploav Twg TEpLOpoav TN SOVAEld ToOug 1 GAAa  €idn
Spactnplomtwyv Adyw ouvvalonpatikoy mpoPfAniuatos. Tédog, to 31.8% Twv
OUUUETEXOVTWV SAWC AV TIWG GUVEX XS, GUXVA 1] TTOA) GUXVA EVIWOAV N|PEULN KOL YOATIVT)
KOTA TIG TEo0ePLs TeEAeuTaieg eBSopnades, To 34.6% SNAWOAV WG GUVEX WG, CUXVA 1] TTOAV
OUXVA EVIWOoAV TIOAAN EVEPYNTIKOTNTA, VW aTd TV GAAN pepld 7.5% SMAwoav Twg
OULVEX®WG, CUXVA 1] TIOAV CUXVA EVIwoaV ATEATILOIX Kot peAayxoAia. ZuVOAKGE, 1] avdAvon
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£6ei&e otLoLepyalopevolota EATA gxouv pétplo eminedo cwpatikng (1.0.=48.3, T.a.=7.0)
kol Puxkng (p.0.=44.2, t.a.=7.4) vyelag.

Ta amotedéopata Twv eAEyXwv Yl T SLAOTACT TNG CWUATIKNG VYElNG WG TPog Ta
SMUOYPAPIKA XUPAKTNPLOTIKA TwV epyalopévwy ota EATA £8eiav 0TL dev vTdpyxeL
onNuavTiKny Slaopomoinon wg mpog to PUA0 (t=-0.049, p=0.961), To €KMALSEVTIKO
emnimedo (F=1.378, p=0.239), Tnv owkoyevelakn kataotaon (F=2.298, p=0.064) kai tnv
nAklaxny opdda (F=2.013, p=0.093) twv epyalopévwv. AvTIoTOlXWS, TA ATTOTEAECUATA
TwV €Afyxwv Yl T Sldotaon ™G YPuxIKNG LYElRG w¢ TPoG Ta SNUOYPAPLKA
XAPAKTNPLOTIKG Twv gpyalopévwv ota EATA €8eiav OTL Sev LTAPXEL ONUAVTIKY
SlaopoTtoinon wg mpog to Lo (-0.752, p=0.454), To exkmaidevtiko eminedo (F=1.663,
p=0.150), v owoyevelakn kataotaon (F=0.404, p=0.806) kaL Tnv nAkiakny opdada
(F=1.535, p=0.210) Twv gpyalopévwv.

4.6 Tvoxetioelg petadV Twv BACIKWOV HETABANTOV

Ztov ITivaka 2 TTapouotafovTal To AMOTEAEGUATA TOU GUVTEAEGTY] CUOXETIONG Pearson’s
I LETAEY TV BACIKOV LETAPBANTWV TNG £PEVVAS.

Mivakag 2. ATOTEAEGUATA CUCXETICEWY

1. 2. 3. 4. 5. 6.
1. ZuvatoOnpuatikr Edvtinon 1 542* | -017 | .528*F | -.215% | -.100
2. ATotpocwoToinom 542 1 .084 215%* .057 -.056
3. [Ipoowikd emITEVYHATA -017 .084 1 -357*| 161 -.030
4. Ayxoc 528%% | 215% | -357*| 1 | -192* | .107
5. Wuywn vyela -215* | .057 161 | -.192%* 1 274%*
6. ZwuaTikn vyeia -100 | -.056 | -.030 107 | 274%* 1

5. Zu{ ot anoTEAEoUATOV

1o apov apBpo SepeuvnOnKay TA EMIMESA AYXOUG, EMAYYEAUATIKNG €E0VOEVWONG Kal
moldtntag {wng 107 epyaldpevwy ota EATA. TTpoékuav oAU Xp1iOLUN CUUTIEPACUATA
T omoia av a&lomomBovv amd tn Aloiknomn twv EATA Ba pmopésouv va fonBricouv toug
EPYALOIEVOUS VA ATIOAQUOOUV pia KAAUTEPT ETTAYYEALATIKY KL TIPOOWTILKY (w1 KoL Vo
TUPAYOLV TIOLOTIKOTEPO €PYO, IOV SUVATAL VA LKAVOTIOWOEL TIEPLOCOTEPO TIG AVAYKES
TWV TEAATWV TOUG.

Ta amoteAéopata ¢ épevvag ESelfav OTL Katd TN Sidpkela g mavénuiag Covid-19 ot
epyalduevol ota EATA ekdnAwvouv pétplo emimebo ouvaloOuatikng eEAvTANOMS,
HETPLO TIPOG XAUNAD ETIITIESO ATIOTIPOCWTOTIOMNONG KO XAUNAX TIPOCWTILKA ETUTEVYUATA.
Tivetat epavég mwg n emayyeApatiky e§ovfévwon ekdnAwvetat wg évav Babuod petadv
TWV CUPUETEXOVTWV TNG EPEVVAG, YEYOVOS LBLaiTEPA APVNTIKO KABWG UTTOPEL VI ETILPEPEL
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SUCUEVEIC OUVETELEG OTNV TPOOWTIKY KOL OTNV EMAyYEApaTiK)] Toug {wn. Ta
OTOTEAECUATA TNG EPEUVAG OUVASOUV OE YEVIKEG YPOMUUEG HE TA EUPNHATA GAAWYV
EPEVVMV TIOV TIPAYUATOTOONKAV KATA TN SLAPKELA TNG TTAVEN UG Kol KATASEIKVUOUV
TwG oL gpyalouevol £xovv Oextel cofapés mIEceEl Tov o8nyovv otnv ekSHAwon
ETOyYEARATIKN G eEovBévwong (Meyer et al,, 2021; Ramaci et al,, 2021; Rubilar & Oros,
2021; Sikaras et al., 2021; Valtorta et al.,, 2021).

To @¥Ao Sev oyeTIleETAL UE TNV ELPAVLIOT] CUVALOOMUATIKNG EEAVTANIOTG KOl TIPOGWTILKTG
emiteving, Ouwes oxetifetal pe T SLAOTAON TG ATOTPOCWTOTONONG. XAPaKTNPLOTIKA,
OLAVTPES ElVAL TIIOAVOTEPO VA EKSNAWOOVY ATIOTIPOCWTIOTOINGT) OXETIKA LE TIS YUVAIKEG.
To e0pnua avtd avtitiBetal pe ta evpripata tTwv Khan (2013) kat Gold et al. (2021)
oUH@WVO UE TH OTold Ol YuvaikeS epYA{OUEVEG €XOUV OMNUAVTIKA HEYRAVTEPES
TOAVOTNTEG VA EU@AVIOOUY CUVALGONUATIKY €EAVTANOT, OATOTPOCWTOTOIMON Kol
XaunAr emitevén oe oxéon Ue TOUG AVTPES GLVASEAPOUS TOUG.

To exmatdevtikd emimedo dev oxetieTal pe TNV EPPAVLIOT GUVALOONUATIKYG EEAVTANOTG
KOl TNG TPOCWTILKNG EMITEVENG AAAQ OXETI(ETAL UE TNV ATIOTIPOOWTOTOMOT KABWS oL
amogortot TEI epgavidouv vymAdtepo emimedo amompoowmomoinong. H elvpeon
OUOYXETIONG UETAED eKTALSEVTIKOU LTIORAOPOV Kol ETTAYYEAUATIKNG €EovBEvwaong £xeL
evtomioTel kat otnv épgvva Twv Nowacka et al. (2018), xwpig Opws va vTTApXEL TAUTION
WG TPOG TO EeMiMeS0 €KMALSEVONG TOU TAPOVOLALEL HEYAAVTEPY ETMAYYEAUATIKY
efovBévwaon kabwg otoug SeUTEPOUS 1 €E0VBEVWOT elvat PHEYXAVTEPT OTOUG KATOXOUG
UETATITUX LKWV TITAWV GTIOVSWV.

H nAwia oxetiletal pe mv ev Adyw Siaotaon kabwe ot epyaldpuevol nAkiag £éwg 35 eTwv
elval o mlavd va €xouv xaunAdTePo eMIMESO cUVALTOMUATIKNG EEGVTANONG ATIO TOUG
HeyaAUuTepns MAwkiag epyalopévovs. To gvpnua autd cLP@WVEL pe Ta avtioTolxa
gupnuata twv Ang et al. (2016) cOp@wva pe Ta omola oL vedTEPOL G€ NALKLX Epyaldpevol
elVAL TILO ETPPETIELG OTNV EKONAWON EMAYYEAUATIKIG £E0VOEVWONG. YTTOYpAUUIlETAL TIWG
N NAkia Sev oxetiletal pe T SLAGTAON TNG ATOTPOCWTOTOMONG KL TNG TIPOCWTILKIG
emiteving.

ETiong, 1 OlKOYEVELOKN] KATAOTAON OXETI(ETAL UE TNV EUPAVION CLVALCOMUATIKNG
€EAVTANONG KL ATOTPOCWTOTONONG KABWG oL £yyapol He TASLA €YOUV UEYAAUTEPN
TOavoTNTA Vo Bldcovy peTplo M VYMAS emimedo ocuvaloONUATIKNG €EAVTANONG Kol
QTOTIPOCWTOTOMONG 08 GUYKPLOT HE TOUG GAAovG epyalopévous. TIpokettal yla éva
QTOTEAECUA IOV ATIOKALVEL aTtO Ta amoTeAéopata Twv Temel et al. (2020) oOppwva pe
Ta omola oL dyapot mov Sev €xouv vmooThplen ekdniAwvouvv LVPMAGTEpA emimedSa
ETTAYYEARATIKNG €EovBévwong. Qotdoo, autod Sev oxetiletat pue tm Sidotoon TNg
TPOCWTILKIG ETUTEVENG.

ATIO TV aVAAVOT) TWV ATIOTEAEGUATWY EYLVE ETILONG CAPESG TTWG oL epyalopevol ota EATA
exkdnAwvovv petpiov Babuol ayxog. To €Vpnua aQUTO EPXETAL OE CUMEWVIA HE T
evpnuata Twv Kotoulas et al. (2021) ot omoiot €6e€av 0TL Ta emimeda dyxoug KAl GTPES
TWV CUUUETEXOVTWVY SeV elval VPMAL, Yeyovds Tov Seiyvel Twg 1 mavdnuia Covid-19 Sev
emédpaoce otnv YPuxwkn toug vyeia. MbBavotata, ol epyalopevol ota EATA va pnv
awoBavovtal vymAd emimeda ayxovs kabws €xouv An@Oel apkeTd pPETPA TTOU TOUG
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TPOOTATEVOVV ATO TOV Kivduvo NG HOAUVONG Ao TN VOGO, Ta 0OTola LAALOTA SEV TOUG
QATIOEEVWOVOUV Kol 6EV TOUG OLOKOUV TILECEL.

Ao TI avaAVoES TTOU TPpAYUATOTIOMONKAY, SIATIOTWVETAL TIWG TA TEPLOGOTEPA
SMUOYPAPIKA XOPAKTNPLOTIKA 6eV Sla@opoTolovy Ta emiTeSA Ay)XoU§ OV BLHVOUV oL
gpyafopevol ota EATA. Tio avaAuTikg, To UA0 Sev emmpeddel TA EMIMESA AYXOUG TWV
gpyalopevwy o€ avtiBeon pe ta supnuata Twv Li et al. (2019) kot twv Aydin (2018).
Emiong, ovte n nAkia SwapopoTtolel ta emimeda dyyxouvg twv gpyalopevwy ota EATA,
eVpNUA To 0Toio amokAlvel emiong amd mponyoUueves £pevves (Aydin, 2018; Ranjit &
Mahespriya, 2012). Opoiwg, To ekmalSevTIKO emimedo Sev emnpedlel To Gyxo§ Twv
epyalopévwy oe avtiBeon pe ta gupnuata Twv Ranjit & Mahespriya (2012). Movo 1
OLKOYEVELOKT Katdotaomn [pednke va Sla@opomotel Ta emimeda dyxouvs kKabBwg ot
gpyafduevol ov Ntav Sladevypévol 1) x1poL eilxav xaunAdtepo emimedo ayyxovs. Lxéon
UETAEV TN G OLKOYEVELXKT G KATAGTAONG KOl TOU AYXOUG EVIOTIIOTNKE KL GTNV EPELVA TOV
Aydin (2018) aAAdG oxL peTa&D TG CUYKEKPLUEVNG OUASAG.

Emumnpoobeta, Ta amoteAéopata e pevvag ESel§av 0TL oL epyalopevol ota EATA éxouv
HETPLO ETITESO CWUATIKNG KAl Puxkns vyeiag. [Taporo Ttov Sev elval yvwoTo av TpLv amo
™mv Tavdnuia n modmTa ™G {WwNg TWV EPYAlOUEV®V AUT®V HTAV KAAVTEPT), TO YEYOVOS
TWG Kupaivetal oe pétpla emimeda dev eival evOappuvTIKO. Ze APKETEG EPEVVEG TIOU
TpaypatTomomOnkav katd T Stdpkelx g Tavdnuiag mapammpnnke embeivwon g
moldTNTag TS (wns Twv ToAttwv Chen et al,, 2021; Moser et al.,, 2020; Samlani et al.,
2021; Sandu et al,, 2021; Wong et al., 2021).

H Sidotaon ¢ owpaTIKNS LVYElag OTiwG eTiong Kot 1 Staotaot ¢ Puyikhg vyeiag Sev
SlapopoToteital amd Ta SNUOYPAPIKA XAPAKTNPLOTIKA TWV GUUUETEXOVTWVY OGNV
épevva. Tpokettal yla éva e0pnUA OV ATIOKALIVEL ONUAVTIKA OO AAAEG EPEVVEG TIOU
éxouv Ste€ayOel oto mapeABov (Ranjit & Mahespriya, 2012; Rabanipour et al., 2019).
Qot600, €kelvo TOU TAPOVCLAlEL PEYAAO evSla@Eépov elval OTL 8ev €VTOTIOTNKE
OTATIOTIKA OTIAVTLKT APV TIKT OXE0T LETAEV TNG NALKLAG Kol TNG TTOLOTNTAG {w1)G KB WG
OTIWG AVUUEVETAL LE TNV TIAPOSO TWV ETWV 0 AVOPWTIOG EKSNAWVEL KATIOLA TTPO AT LaTA
vyelag Ta omoia emnpedlovv avamd@EVKTA TNV ToloTNTA TS {wns Tov (Li et al., 2019;
Ranjit & Mahespriya, 2012; Rabanipour et al., 2019).

Ta amoteAéopata emiong €5e&av OTL UTTAPXEL OTATIOTIKA ONUAVTIKY OETIKN GUOXETION
HETAEY TOV AyXOUG TWV £PYALOUEVV KAl TNG CUVALCONUATIKNG EEAVTANONG, OTIWG KAl
HETAEY TOU AYXOUG KAl TNG ATMOTPOCWTOTOMONG. AKOUN, SLATIOTWONKE TTWG LVTIAPYEL
OTNUAVTIKY] OPVNTIKY) OUCYETION METAEY TOU AYYXOUG TWV €PYACOUEVWV KoL TNG
TPOOWTILKNG EMITEVENG. ZUVETIWG, EYLVE CAPES TIWG Ta VYMAG eTtimeda dyyoug odnyolv
otV ekdNAwoN NG emayyeApatikng efovBévwong. TIpokelTal yla éva elpnua Tov
EPXETAL O€ AMOAVTY CUHEWVIX PE TA gEVPHHATA TPoNYoLUEVWY gpevvwy (Ghio et al.,
2021; Luo etal,, 2016; Rozman et al.,, 2019; Sengul et al., 2019; Soomro et al., 2021; Vidotti
etal, 2019).

To dyxog @aivetal Tws embpa pe 8laitepa apvnTIKO TPOTO GTNV YPUXLKN VYELQ TwV
epyalopevwyv ota EATA, aAAd 6L 0T owUaTK Toug vyeia. Ta evprpaTa auTa @aivetatl
WG CUUPWVOVV €V UEPEL PE TA EVPNUATA TIOAAWDV QKON EPEVVAV IOV KATASEIKVVOOUV
TNV apVNTIKY ETEPAOT TOV AyXOUG§ 0TV TTOLOTNTA {WNG, cwpaTikKy kKal YPuyikn (daSilva
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& Guimaraes, 2016; Li et al.,, 2019; Lu et al,, 2019; Ranjit & Mahespriya, 2012). Elvat
TOUAGYLOTOV EVOXPPUVTIKO TO YEYOVOG OTL TO GYX0G TIOU BLOVOUV SEV EXEL KATAPEPEL VXL
TIPOKOAEGEL SUCUEVEIG CUVETIELEG GTT) CWUATIKT] VYEIX TWV GUUUETEXOVTWY GTNV EPEVVA.

TEA0G, aTtd TOUG EAEYXOUG IOV TIPAYUATOTIO ONKay SLaToTWONKE WG 1 EKSNAWGN TOV
oUVEPOHOU TNG EMAYYEARATIKNG £E0VBEVWONG emmpedlel TNV ToOTNTA (WG TWV
gpyalOpevwV HOVO WG TPog TN Sldotaomn tng Puxkng toug vyetag. Ipokettal yux eva
VPN UA TIOV GUYKAIVEL PE Ta ammoTeAéopata TwV Ribeiro et al. (2021) 6mov koL o€ qu T T
UEAETN £YLIVE EPPOVES TIWG 1) EMAYYEALATIKTY EE0VOEVWEON eTmpedlel TV PuxooUvBean kal
TIG KOWWVIKEG OXEOELS TWV epYalOpevwY. YToypauuiletal Twe eival evlappuvtike To
YEYOVOG TIWG 1] ELPAVIOT ETAYYEAUATIKNG £§0V0EVWOT G SeV elval TOGO HEYAAT WOTE VA
ETNPEACEL KAL TNV TOLOTNTA {WT1)G TOUG O0E CWUATIKO TiTESO.

6. YuumEpACNUATH

Ot epyalduevol ota EATA @aivetal TMwG avTILETWTI(OUV UE peydAo o0£vog TIG
TPOKANOELS Kal TIS TEoelS TG Ttavdnuiag Covid-19. Méoa amd ta amoTeEAéopaTa NG
TAPOVOAG EPEVVOS SLATIIOTWONKE TWG TAPOUCIA{OUV UETPLA ETIMESA GYYXOUG TIOU
onpaivel Twg kata@épvouv va Staxelpllovtal TIg TESELS OV AAUBAVOUY Kol Vo unv
ETILITPETOVY TNV €MiSpaoct) Toug otV PuyxooUvOeon TouG. AKOUT, EYIVE EPPAVES TIWG N
avtlappfavopevn molomTa {wng TOUG, CWUATIKN Kol PuxIKY, KUUKIVETAL 0 PETPLX
enimeda. Emiong, mapampndnke mMws apkeTol amMd TOUG GUUUETEXOVTEG OTNV E£PEVVA
TAPOVOLALOVY ETTAYYEARATIKT €§0VBEVWON, | oTtola av e€eAtyBel B emmpedoel Slaitepa
OPVITIKA TNV ETMAYYEAUATIKY KL TIPOCWTILKY TOUG {w1). AKOUT, £YIVE ELPAVEG TIWG TO
AyxoG oxetietal pe TV EUPAVION NG EMAYYEAUATIKNG £E0VOEVWONG, YEYOVOG TOU
KATASEIKVOEL TNV AVAYKALOTNTA ATOTEAECUATIKNG Slayeiplonig tov. Emiong, to dyxog
elvat avaykaio va tiBetal vmo Slaxeiplon kabBwG £xel SUGUEVEIS CUVETELEG KL TNV
Yoy vyela twv epyaldpevwv. TéAog, €ywve ep@avés TTws oty Yok vyela Twv
epyaldpevwv ota EATA, apvntiky emibpacm €xel Kat 1 ekONAWOT NG EMAYYEAUATIKNG
efovBévwong.

H Awixnon twv EAAnvikwv Tayvdpopeiwv mpémel va AdBel pétpa mov Ba fonbricouvv
TOUG €pYalOUEVOUG TOUG VA TEPLOPiooUY To dyxo§ mTou Plwvouv Kabwg OTwg
SlamotwveTal eival VTELBUVVO YLa TNV EKSNAWON TOU GUVEPOUOV TNG ETAYYEAUATIKNG
efovBévwong kal ylax v emideivwon ¢ moldtntag ¢ {wng Tous. AUTO oNUaivel TTwG
o mpémel va SLapop@WooLVV €va EVXAPLOTO EPYACLAKO TEPAAAOV TO oOTol0
xapoaktnpiletat amo VPMAAQ emimeSo LTTOGTNPLENG KAL CUVEPYATLAG, WOTE OL EPYALOUEVOL
va ViwBouy Twg £xouv SITAa Toug avBp®TOUS TTOU UTTOPOVV VX TOVG aTNpiouv Kal va
Toug Bonbnoouv. Emiong, Ba fTav TOAY XproL0 va 0pyaVWOOOUV KATOLX GEULVAPLO
Stayelplong yxous HEGw TwV 0TolwV oL epyalopevoL Ba HTTOPEGOVV VA SLAXELPLOTOVV TIG
TIEGELG IOV AAUBAVOUV KAL var PNV TLTPEYOUV VA KGKTOOUV ETILPPOT| TIAV®W TOVG.

Ta amotedéopata mov mpoékuPav amd TNV v Adyw €peuva a@opovv ota EATA aAAd
TAPAAANAQ APOPOVV KAl AAAOUG 0PYAVIGUOUS Kol AAAEG ETIXELPNOELS TNG XWPAS TIOU
£€xouv avaroya yapakmnplotika pe ta EATA. Ot 8101k 0ELG TOUG TIPETIEL VAL KATAVOT|GOUY
TIWG Ol CUVONKEG TIOU TIPETEL VA ETILKPATOVV OTO EPYACLAKO TOUG TiepLdAlov Sev Oa
TIPETEL VA TIPOKAAOUV TIEGELS 0TOUG gpyalopévoug toug. OL epyalopevol TIPETEL va
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aloBdvovTal evxApLOTA HECH O0TO TEPLRAAAOV TNG €pyaciag TOUG KAL TO AyXOG TOU
Buwvouv va £xel pOvo SNULOLPYIKO XOPOKTNPA. ALO@OPETIKA €véYouv Kivduvo va
eKONAWOOLY eMAYYEAUATIKY €E0V0Evwon KaBwWG ioNG Kol v SLAUop@®oouY YounAn
modbmta {wng ‘Etol Aoimdv, kat ot SIOIKNOELS TWV UTOAOITIWVY ETIXEIPTOEWV KOl
OPYQVIOH®Y OVAAOYX UE TA XAPAKTNPLOTIKA TOUG TPEMEL VA €EETALOUV AV KL OE TIOLO
Babuod ol epyalopevol Toug amoAapavouy Tig cLUVONKES epyaciag Toug kat Sev TE(ovTaL
atd autés. TéAog, mpémel va evBappUivouy Th GUUUETOXN TWV EPYALOUEVWV OE GEULVAPLOL
Slaxelplong Tou dyxous kabwg emiong Kot va gival Sextikol oe oulnToelg pali Toug,
AVOPOPLKA PE TA TTPOBAUATA TIOU BLOVOUV Kol TIG TILEGELS TIOV VIWBOOUV OTL TOUG AOKEL T
£PYQOLX TOUG KUL TO EPYACLAKO TOUG TEPLBAAAOV.

H épesuva mpaypatomombnke oe epyalopevous amo 5 kataotiuata twv EAAnvikwv
Taxvdpoueiwv TG TEPLPEPELAKNS EVOTNTAS OecoaAovikng AuTO onuaivel Twg To
ATOTEAEGUATA TIOU £X0UV TIPOKVJEL LTTOPOVV VA YEVIKEVBOUV o€ TtepLloploévo Babpo ato
oUVOAD TwV epyalOUEV®WY NG XWPAGS. XTN B&on autol Tou TEPLOPLOUOV, TTPOTEIVETAL |
Sieaywyn pilag épsuvag mou Ba éxel w¢g Selypa epyaldpevous twv EAANviKwv
Taxvdpoueiwv, 1 AAA®WV CUVAPWV 0PYAVICUW®Y, XTO OAEG TIG TIOAELS TNG XWPAS KAL TTOU
Oa pooeyyloTtovv pe Tuxaia SerypatoAnia, wote to Selypa mov Ba cuykevtpwOel va
£lvalL TTEPLOCOTEPO AVTITIPOCWTEVTIKO TOU 0UVOALKOU TTANOLG V.

7. Ava@opég

Adonis, M. N., Demetriou, E. A., & Skotinou, A. (2018). Acute stress disorder in Greek
Cypriots visiting the occupied areas. Journal of Loss and Trauma, 23(1), pp. 15-28.

Ang, S.Y., Dhaliwal, S. S., Ayre, T. C.,, Uthaman, T., Fong, K. Y., Tien, C.E,, ... & Della, P. (2016).
Demographics and personality factors associated with burnout among nurses in a
Singapore tertiary hospital. BioMed Research International, Article ID 6960184.

Aydin, O. T. (2018). Impact of demographic variables on job stress factors: A study on
Turkish employees. Isletme Arastirmalari Dergisi, 10(2), pp. 803-826.

Chen, X, Xu, Q., Lin, H., Zhu, ]., Chen, Y., Zhao, Q., ... & Wang, N. (2021). Quality of life during
the epidemic of COVID-19 and its associated factors among enterprise workers in East
China. BMC Public Health, 21(1), pp. 1-8.

da Silva, A. M., & Guimardes, L. A. M. (2016). Occupational stress and quality of life in
nursing. Paidéia (Ribeirdo Preto), 26(63), pp. 63-70.

de Moraes, M. G., Hirota, V. B, & Verardi, C. E. L. (2019). The relationship between burnout
and quality of life. Cadernos de Pés-Graduagdo em Distiirbios do Desenvolvimento, 19(1),
pp. 61-64.

Dragotis, E., Atsopardi, K., Barbouni, A.,, Poulas, K., & Farsalinos, K. (2021). Impact of the
COVID-19 pandemic on the mental health of Greek adults: a cross-sectional survey.
medRxiv, 2021-02.

Fradelos, E., Mpelegrinos, S., Mparo, C., Vassilopoulou, C., Argyrou, P., Tsironi, M., ... &
Theofilou, P. (2014). Burnout syndrome impacts on quality of life in nursing

58



Honorary Volume for Professor Leonidas Chytiris

professionals: The contribution of perceived social support. Progress in Health Sciences,
4(1), pp. 102-109.

Gasteiger, N., Vedhara, K, Massey, A, Jia, R, Ayling, K., Chalder, T., ... & Broadbent, E.
(2021). Depression, anxiety and stress during the COVID-19 pandemic: results from a
New Zealand cohort study on mental well-being. BMJ Open, 11(5), e045325.

Ghio, L., Patti, S., Piccinini, G., Modafferi, C., Lusetti, E., Mazzella, M., & Del Sette, M. (2021).
Anxiety, depression and risk of post-traumatic stress disorder in health workers: the
relationship with burnout during COVID-19 pandemic in Italy. International Journal of
Environmental Research and Public Health, 18(18), 9929.

Gold, K.]., Kuznia, A. L., Laurie, A. R., & Williams, C. B. (2021). Gender differences in stress
and burnout: department survey of academic family physicians. Journal of General
Internal Medicine, 36, pp. 1811-1813.

Khan, S. N. (2013). The Relationship between Job Burnout and Gender-Based Socio-
Demographic Characteristics in Lahore. The Lahore Journal of Business, 1(2), pp. 65-95.

Kontodimopoulos, N., Pappa, E. Niakas, D., & Tountas, Y. (2007). Validity of SF-12
summary scores in a Greek general population. Health and Quality of Life Outcomes, 5(1),

pp- 1-9.
Kotoulas, A. S., Karamanavis, D., Lambrou, G. [., & Karanikas, P. (2021). A pilot study of the

depression, anxiety and stress in Greek military personnel during the first year of the
COVID-19 pandemic. BM] Mil Health, Article ID 001874.

Li, Y, Sun, X,, Ge, H,, Liu, J., & Chen, L. (2019). The status of occupational stress and its
influence the quality of life of copper-nickel miners in Xinjiang, China. International
Journal of Environmental Research and Public Health, 16(3), pp. 353-362.

Ly, Y. K, Qiao, Y. M,, Liang, X., Yao, W., Yan, Z., Wang, H. X, & Pei, |. ]J. (2019). Reciprocal
relationship between psychosocial work stress and quality of life: The role of gender and
education from the longitudinal study of the Survey of Health, Ageing and Retirement in
Europe. BMJ Open, 9(6), e027051.

Luo, H,, Yang, H,, Xu, X, Yun, L., Chen, R, Chen, Y, .. & Tang, H. (2016). Relationship
between occupational stress and job burnout among rural-to-urban migrant workers in
Dongguan, China: a cross-sectional study. BMJ Open, 6(8), e012597.

Meyer, B., Zill, A, Dilba, D., Gerlach, R., & Schumann, S. (2021). Employee psychological

well-being during the COVID-19 pandemic in Germany: A longitudinal study of demands,
resources, and exhaustion. International Journal of Psychology, 56(4), pp. 532-550.

Moser, A., Carlander, M., Wieser, S., Himmig, O., Puhan, M. A., & Hoglinger, M. (2020). The
COVID-19 Social Monitor longitudinal online panel: Real-time monitoring of social and
public health consequences of the COVID-19 emergency in Switzerland. PloS One, 15(11),
e0242129.

Nowacka, A., Piskorz, A., Wolfshaut-Wolak, R., Pigtek, J., & Gniadek, A. (2018). Selected
socio-demographic and occupational factors of burnout syndrome in nurses employed in

59



Honorary Volume for Professor Leonidas Chytiris

medical facilities in matopolska—preliminary results. International Journal of
Environmental Research and Public Health, 15(10), 2083.

Parlapani, E., Holeva, V., Voitsidis, P., Blekas, A., Gliatas, 1., Porfyri, G. N,, ... & Diakogiannis,
I. (2020). Psychological and behavioral responses to the COVID-19 pandemic in Greece.
Frontiers in Psychiatry, 11, 821.

Purba, F. D., Kumalasari, A. D., Novianti, L. E., Kendhawati, L., Noer, A. H., & Ninin, R. H.
(2021). Marriage and quality of life during COVID-19 pandemic. Plos One, 16(9),
e0256643.

Rabanipour, N., Roohafza, H,, Feizi, A., & Sarrafzadegan, N. (2019). Demographic, life style
and job-related determinants of quality of life of industrial manufacturing employees: an
application of multilevel latent class regression on a large cross-sectional study. Ethiopian
Journal of Health Sciences, 29(1), pp. 847-858.

Ramaci, T., Pagliaro, S., Teresi, M., & Barattucci, M. (2021). Job demands and negative
outcomes after the lockdown: The moderating role of stigma towards Italian supermarket
workers. Sustainability, 13(13), 7507.

Ranjit, L., & Mahespriya, L. (2012). Study on job stress and quality of life of women
software employees. International Journal of Research in Social Sciences, 2(2), pp- 276-
291.

Ribeiro, E. K. D. A, Santos, R. C. D., Araujo-Monteiro, G. K. N. D., Brandao, B. M. L. D. S,, Silva,
J. C. D, & Souto, R. Q. (2021). Influence of burnout syndrome on the quality of life of
nursing professionals: quantitative study. Revista Brasileira de Enfermagem, 74(Suppl 3).

Rodriguez-Hidalgo, A. ]., Pantaledn, Y., Dios, [, & Falla, D. (2020). Fear of COVID-19, stress,
and anxiety in university undergraduate students: a predictive model for depression.
Frontiers in Psychology, 11, 591797.

Rodriguez-Lépez, A. M., & Rubio-Valdehita, S. (2021). COVID-19 Concerns and Personality
of Commerce Workers: Its Influence on Burnout. Sustainability, 13(22), 12908.

Rozman, M., Grinkevich, A., & Tominc, P. (2019). Occupational stress, symptoms of
burnout in the workplace and work satisfaction of the age-diverse employees.
Organizacija, 52(1), pp. 46-52.

Rubilar, N. V., & Oros, L. B. (2021). Stress and burnout in teachers during times of
pandemic. Frontiers in Psychology, 12, 756007.

Samlani, Z., Lemfadli, Y., Errami, A. A., Oubaha, S., & Krati, K. (2020). The impact of the
COVID-19 pandemic on quality of life and well-being in Morocco. Archives of Community
Medicine and Public Health, 6(2), pp. 130-134.

Sandu, M. L., Enache, R. G., Milos, C. A., & Stirbetiu, M. (2021). Influence of Covid-19
pandemic on employees' quality of life in Romania. Technium Social Sciences Journal, 22,
pp. 376-384.

Sazakli, E., Leotsinidis, M., Bakola, M., Kitsou, K. S., Katsifara, A., Konstantopoulou, A., &
Jelastopulu, E. (2021). Prevalence and associated factors of anxiety and depression in

60



Honorary Volume for Professor Leonidas Chytiris

students at a Greek university during COVID-19 lockdown. Journal of Public Health
Research, 10(3), jphr-2021.

Sengtil, H., Cinar, F., & Bulut, A. (2019). The effects of anxiety levels on burnout syndrome
in nurses. Kocaeli Tip Dergisi, 8(2), pp. 219-229.

Sikaras, C,, Ilias, I, Tselebis, A., Pachi, A., Zyga, S., Tsironi, M,, ... & Panagiotou, A. (2022).
Nursing staff fatigue and burnout during the COVID-19 pandemic in Greece. AIMS Public
Health, 9(1), pp. 94-105.

Soomro, S. A, Gadehi, A. A, Xu, X. H., & Shaikh, S. A. (2021). Job stress and burnout among
employees working in terrorist-ridden areas. Frontiers in Psychology, 12, 667488.

Souza, A. S. R, Souza, G. F. A., Souza, G. A., Cordeiro, A. L. N,, Praciano, G. A. F., Alves, A. C.
D. S, .. & Souza, M. B. R. (2021). Factors associated with stress, anxiety, and depression
during social distancing in Brazil. Revista de Saude Publica, 55(5).

Temel, S., Yildiz, T., & Aslan, F. E. (2020). The effect of marital status on burnout levels of

nurses: A meta-analysis study. Journal of Clinical Medicine of Kazakhstan, 4(58), pp. 51-
56.

Tomar, B. S, Raj, P., Suman, S., Singh, P., & Nathiya, D. (2020). Mental health and quality
of life during covid 19 pandemic in Indian population. International Journal of Pharmacy
and Pharmaceutical Sciences, 12, pp. 74-79.

Valtorta, R. R, Baldissarri, C, & Volpato, C. (2022). Burnout and workplace
dehumanization at the supermarket: A field study during the COVID-19 outbreak in Italy.
Journal of Community & Applied Social Psychology, 32(4), pp. 767-785.

Varma, P., Junge, M., Meaklim, H., & Jackson, M. L. (2021). Younger people are more
vulnerable to stress, anxiety and depression during COVID-19 pandemic: A global cross-
sectional survey. Progress in Neuro-Psychopharmacology and Biological Psychiatry, 109,
110236.

Vidotti, V., Martins, ]. T., Galdino, M. J. Q., Ribeiro, R. P., & Robazzi, M. L. D. C. C. (2019).
Burnout syndrome, occupational stress and quality of life among nursing workers.
Enfermeria Global, 18(3), pp. 366-375.

Wong, E. L. Y., Ho, K. F., Wong, S. Y. S, Cheung, A. W. L., Yau, P.S. Y., Dong, D., & Yeoh, E. K.
(2022).Views on workplace policies and its impact on health-related quality of life during
coronavirus disease (COVID-19) pandemic: cross-sectional survey of employees.
International Journal of Health Policy and Management, 11(3), pp. 344-353.

Avayvwotomovdog @. kat [Tamaddtov A., (1992). [Tapayovtiky cUvOEoT KAl ECWTEPLKN
OUVOXT TOU EPWTNHUATOAOYIOU KATAYPAPNG EMAYYEAUATIKNG €§ovBévwong oe Selypa
voonAeutplwv. Puyoloyikda Oéuata, 5(3), oeA. 183-202.

61



Honorary Volume for Professor Leonidas Chytiris

Y TPEZX, YIINOX KAI ’'NQETIKA X®PAAMATA XTHN EPrazia

F'ewpylog Apmat{oyAov
Havemiothuio Iepaidg
ampatzoglougeorge@gmail.com

®1A00g0¢ NTaALdvng
Havemiothiuto Iepaidg
filotheos@unipi.gr

HepiAnym

O VUmvog koL To dyxog eival @awvopeva TOU eival TOOO CUVUEPACUEVA UE TNV
KAOMUEPIVOTNTA TIOV GUYVA ASUVATOVUE VA TOUG SMWCOVUE TNV ATUPALTNTI TTPOGOXT).
TV apovoa peAE Slepevviioape S1e€08IKA TIG OYETELS LETAEY TOU AYXOUG, TOL VTIVOU,
KQAL TWV YVWOTIKWOV CQPUAUATWVY, WOTE va 00l HeyaAUTEPT TIPOCOXT], KATAVOT|OT) KOL JLLO
L0 OUOLXOTIKT QVTIUETWTILOT TWV QALVOUEVWV OUTWV. ZKOTIOG NG TIAPOVOAS EPYATiNg
NTav va SLEPEVVNOEL TN OXEOT LETAE) TV TIPOAVAPEPDEVTWV HETABANTWV HECW £PEVVAG
KaBnuepvov nuePoA0Yiov, 6To omoio cuppeteiyav 17 epyaldpuevol KUpiwg TOU ISLWTIKOU
TOMEQ. ZTOUG CUHUUETEXOVTEG (NTNOMNKE VA GUUTIANPWOOLVY HE TN HOPPT NAEKTPOVIKOU
nuepoAoyiov yia 10 epydoLues NUEPES, OTOLXEIX OXETIKA UE TO OTPEG KAL TA YVWOTIKA
OPAOARATA KABWG EMIONG KOl Vo TTAPEXOUY SEBOUEVA OXETIKA HE TOV TI WPEG VTIVOU
xpnowomotwvtag Efumva poAdywx (smart watches). Aapfdavovtag vmoymn Toug
TEPLOPLOUOVG, Ol AVAAVOELS TwV Sedopévwy E8el€ay onUavTIKY BeTIKN oxéon UeTa&
OTPES KAL YVWOTIKWV CPOAPUATWY 0TV KABUEPIVOTNTA TWV PYALOUEVWV. ZTIG BACIKES
TPOTACELS SIVETAL EUPAOT) GTNV LOOPPOTILX LETAEY SLATPOP LKWV CUVTBELWY, AGKN 0TS KOl
UTIVOU YL TNV KOTATIOAEUN OT] TOU XPOVIOU AYX0UG IOV Moo Tilel yuvalkes kat Av8peG aTov
oVYXPOVO EPYACLAKO TIEPLBAAAOV.

A£€Ee1G-KAEBLA. ZTpEG, dy oG, UTIVOG, YVWOoTIkd Adn, épevva nuepoAoyiov
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1. Ewaywyn

To otpeg TG KABNUEPIVOTNTAG XAAGR KOL TNG EPYATLOG, 0 CUVSLVACUO HE TNV OA0 KOl
ueyaAutepn €AAewm Eekolpaong kol UTVOU, GUVSPAUOUV GTNV EUPAVIOT OA0 Kol
TEPLOGOTEPO TIEPITITWOEWY EPYACLAKNG KAL TIPOOWTILKNG e€ouBévwong (burnout) aAA&
Kal Puylkov Kol cwpatikov statapoywv (Alfonsi et al,, 2021). Mowael ol oOyxpoveg
OTALTNOELG VO EETTEPVOVV TIG CWUATIKEG SUVAUELS TV AVOPOTIWVY Kal va avadUueTaL 6A0
KQL TIEPLOOOTEPT ASPLTN AVAYKT YLIA TIPAYUATIKEG AVOELS, OL OTIOLES B ATTOTPETOVY TNV
EUPAVLOT) TETOLWV KATACTAGEWV.

To oTpeg kAl 0 VTIVOG, ATTOTEAOUV QUTOUATEG KAl AVAYKAIEG E0WTEPLKES Slepyacieg
amapaitntes ya v emfiwon tov avBpwtov. To medio mapapével akoua BoA0 Kot
TIOAAEG (POPEG TIAPEPUNVEVETAL EISIKA WG TIPOG TNV TN GXEON TOUG UE TNV gpyacia. H
Baokr vtOBeCN TNG EPELVOAG AUTHG APOPE TO AV «EMNPERLOVY TO OTPES KL O VTIVOG TA
YVWOTIKA o@&Apuata; Av val, OGO Kol Told 1) TIOLEG TIAPAUETPOL EYOUVV UEYXAVTEPT
enibpaomn og autd;»

ZUVETIWG, OKOTIOG TG EPEVVAS TTAV 1) KATASELET TWV APV TIKWV EMOPACEWV AAAX KAL 1|
TAPOXN] TPUKTIKWY TPOTACEWV/GUUBOVAWY (OTE Vo emTeUXOel Ml KOAUTEPT
LooppoTian LETAED GTPEG Kal VTVOU YLK TNV ATOQLYT YVWOTIK®OV GQUAUATWY OXL LOVO
0TO XWPO NG gpyaciog aAA& Kat oty kadnuepvn (w1 Twv epyalopEVwV.

2. Xtpeg
2.1 OpLopdg XTpeg

To otpeg oTOV EPyaATIaKO XWPOo eival Eva TTOAD oUXVO @AVOUEVO 1] KAAUTEPA OTIWGS TO
ovopaoce o Iaykoopos Opyaviopos Yyeiog (WHO) “Tlaykoouia emdbnuia”. O o
SLa8eS0EVOG OPLOOG OYETIKA E TO EPYACLAKO OTPES elval autdg Tov Lazarus (1991),
OTIOU AV Ol TIPOCWTIKEG SUVAUELS KAl IKAVOTNTEG TOU aTOHOU 6EV apKoUV ylad TNV
QVTILETWTILOT TWV ATALTCEWV TOU TEPLRAAAOVTOG, TOTE ELPAVIlEL EVTOVO GTPES.

2TV ouvaAAakTiKY Bewpia Twv Lazarus kat Folkman (1987), To otpeg elvat amotéAeopa
LLOG QVTIANTITAG avIooppOoTILaG HETAED TWV AVAYK®V TOL TEPLBAAAOVTOG TOU ATOUOU Kal
TV SlabBéouwv TOPwWV oV SLKBETEL TO ATOUO YIX VO AVTATIOKPLOEL.

2.2 dvcloroykoi Mnyaviopoi tov Tuvdovtal pe To TTPES
2.2.1 T'eviko X0vépouo Ilpooapuoyng

Toppwva pe tov Selye (1976) to «Ievikd ZUvSpopo Ipocapuoyng» ava@EPETAL OTIS
(PUOLOAOYIKEG aAAOYEG oL Stadpapatilovtal OTav To oW pag BplokeTal UTIO KATIOLX

Hop@n Ttieong.

e kGBe avTiSpaom TOU 0pYavIGHOV OTIG EEWTEPIKES ATIELAEG OTIWG 1) XAUNAT BEpokpacia
OTOV OPYQVIGHO, TIPAYUATOTIOLEITAL TIAVTA 1] (Sla aAAnAovyia. AveEapTrTov oTpEcOYdVOL
TapAayovTa,  avtidpaon eival Tavta tavopoldtum (Essaimathi & Sidorenko, 2019).

ZTpecoydvol TAPAYOVTEG 0pllovTal WG GUVONKESG ATEIANG, TPOKANGNG, ATALTHOELS 1)
SLapBpwTIKOUG TTEPLOPLOROVG TIOV, ATtd TO (510 TO YEYOVAG TNG ELPAVIONG 1] TNG VTIAPENG
TOUG, BETOUV UTIO ap@PLoPNTNON TN AELTOVPYLIKY AKEPALOTNTA TOU opyaviopoV (Wheaton
& Montazer, 2010).
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2.2.2. Avtidpaon «I1aAng 1 duyro»

O Cannon (1939), aoxoAnbnke koL LVTOOTNPLEE TNV AVAYKI TOU OPYOVIOHOU YlX
opotootaon. Ewodyel yia mpwtn @opd tov 6po “maAn 1 @uyn (fight or flight)”, mov
AVOKAAVIE HEGW TWV EPEVVV TOV ATIO KATIOLEG EKKPIOELS KL CUYKEKPLUEVA QUTEG GTNV
pueAwdn poipa (medulla) mov amotedel péPog Twv emve@piSiwv oL omolot glval
evlokpLVoAoYlKol adéveg VTIELOBUVOL YA TNV TAPAYWYN TOWKIAWY 0PHOVOV OTIWG M
adpevaiivn kot kopTLloAn (McCarty, 2016).

H adpevaiivn (Chobanian, 2013) ekkpivetal otov opyavioud koatd To oTtddlo TOL
OUVAYEPUOU Kot elvat UTTELOLYT YL TNV EUYN 1] TNV TIAAT TWV 0PYAVIOUWV. ATTOTEAEL TO
évauopa yo v mpootacia TG {wng. H mpwn avtidpacn tou opyaviopol o€ eva
OTPECOYOVO YEYOVOG EITE AUTO ElVAL ATEIANTIKO dpecH Y TNV {w1), OTIwG emiBeon amo
Kamolo dayplo {wo eite eivat Puyoloylkd, OTIWG Ul GUVEVTEVEN YA gpyacia, elval n
éxkplomn adpevaAivng 1 omoia Bonbd To cwpa Kot To TpoeTolpalel Yo emifiwon (Gade,
2004). H adpevadivn eival pia oppdvn 1 omoia ekkpivetal mpv amd kabe doknon Kol o€
otpeocoyova epediopata péow evog vevpkol maipov. Elval Slaitepa yprown kabwg
OUOOWPEVEL OAEG TIG TINYEG EVEPYELAG TOU OPYAVIOUOU TIPOKAAWVTAS TNV SLEYEPOT TOV
OoLUTAONTIKOV VELPLKOU GUCTHHATOS Yla TNV avTidpaot g TTaAng 1 @uyns (Chobanian,
2013).

2.2.3 Atovag Ymobaiapov-Ymoguong-Emveppidinv

‘OTav TO EAVOHEVO TIOU TIPOKAAEL OTPEG YIVETAL AVTIANTITO, TO GUGTIUA AVTIUETWTILOTG
TOVU OTPEG EEKVA Pt aAAnAovyia BLoAoY KWV avTISpACEWY. LAV ATOTEAEG X EKKpivovTal
otov opyaviopd adpevaiivn kat koptiloAn (Belda et al, 2015). ZtnVv £MOTNUOVIKY
SlddekTo, To oVoTua avtidpacng oto oTpPeG ovoudletal «afovag vTodaAduou-
uTOPUONG-eTVE@PLSiwv» (Papadimitriou & Priftis, 2009, oeA. 265).

‘Otav 1 kopTLlOoAN Bpioketal oe yaunAd emimeda KoL 0 0pyaviopog avTiAn@el kamolo
OTPECOYOVO YEYOVOG TOTE 0 VTTOBAANUOG TIOAPAYEL TNV OPUOVY TNG KOPTIKOTPOTIIVIG
(CRH) (Dallman & Akana, 1992). Autn €vepyoTOLEL TNV UTIOQPUOT), ETIELTA TIAPAYEL TNV
adpevokopTikotpomo opudvn (ACTH) (Ramachandran, 1987), ) omola pécw TOL ALATOS
TIPOKOAEL TNV TAPAYWYT KAl ATEAEVOEPWOT ETUTAEOV KOPTIOANG ATIO TA EMIVEPPISLA.
‘Otav 1 kopTL(oAn Bpebel oe vYMAS emtimedo,  Tapaywyr CRH kot ACTH pewwvetad (Tach
& Brunnhuber, 2008). '0tav peiwOel to otpeg, N KOPTIOAN TAEISEVEL TTPOG TA THOW YLK VO
AVAUETASWOEL Kal va @UYEL amd Toug LToSoxelG. AuTO To @avOpUEVO ovoudleTal
apvntikn avatpo@oddtnon (Yehuda et. al, 2006).

Ztov @Aold twv emveppdinv (Leoutsakos & Leoutsakos, 2008) mapdyovtat GAAEG
0pPUOVEG OTIWG 1) AAB0CTEPAVY TIOU TIAPAYEL LETAAALKA GTOLXEIQ OTIWE VATPLO KL KAALD,
OTOLXELX ISLAITEPA ONUAVTIKA YIX TNV SLaThpnomn TG apTnpLlakng mieons vPmAd. Avt)
elval oNUAVTIKNY Yo TV avTidpact oTo oTpes Kabwg, 1 Statrpnon| g o€ VPMAaQ emtimeda
XPEWAJETAL OE KATOLX TIEPLOXT] TOU OWUATOG TIOU €VOEXOUEVWS EXEL TTANYN 1| UTIAPXEL
OTIWAELN AIUATOG, ETMITPETOVTAG £TOL OTOV EYKEPAAO VU ALUATWVETAL CWOTA HECW TWV
KETOVWV, WOTE va Slatnpnoet Stavyela (Queisser & Schupp, 2012). Mapdyel, @UOIKA, TNV
KOpTWOAN 1 oToia puBuLleL TV peTaBoAn TG YAVKOING 6TO alla YLO VX QVTILETWTILOTEL
K&Be kpilom Kot puOUIleL TNV avTiSpaoT 0TO OTPES
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2.2.4. Kopti{oAn

H xopTi{0An elvat pia oppovn Tov mapayeTal ot eMve@piSia. O opyaviopog xpetdletal
uo otabepny pon kopTLloAns oto aipa (Vedhara et al., 2000). H opudvn autn exkpivetal
ue éva oAU poBAEY LU0 Kol TavavBpwivo puBud oe 6Aoug Toug avBpwtoug. O puBudg
QUTOG OVOUAETAL KIPKASLOG.

H mopeia ™ ¢ 610 owpa eivat n €1 VTTAPYEL KOPUPWOT) KOPTLOANG TIG TIPWTEG TIPWLVEG
WPESG, KATA TNV SLAPKELX TNG NUEPAG UELWVETUL OTASIAKA, UEXPL TIG BPadIvéG wPES OTIOV
@TAveL oTa YapnAotepa emimeda 0Tov kKat apyilel otadiakd va avePaivel Eava (Bartlang
& Lundkvist, 2017).

600

500 '

400 A

300 4

Cortisol (nmol/l)

200 +

‘ ‘ Time (h)

Ewova 1: EvSokpuvikn Avantuén Kopti{dAng (Debono & Ross, 2010)

KaBe @opd mov Ba yivel avTIAnTT KATOIX ATEWAT, £iTe PUYOAOYIKY, €iTE CWUATIKY, O
TapoyOel kKopTL(OAN KoL AU TY] UTTOPEL VAL TIAPAKAUPEL TOV (PUGLOAOYLKO KIpKASL0 puBuo
(Elverson & Wilson, 2005). Q0td00, 11 KOPTI{OAN, KATATIECEL TO CUUTIABNTIKO VEUPLKO
OUO TN KAL ATIOTPETEL TNV SNULovpyia @AEYHOVIG. TNV aTtoTpETEL HOVO av BewprioeL OTL
Sev elval xpriopo. Méypt autn TV oTiypn 1 kopT{oAn éxel Betikn emiSpaon (Olsson &
Sapolsky, 2006).

2.3.ApvnTikéG Tuvémeleg Xpoviov ITpeg

To xpdvio oTpeg avidvel Ta emimeda SPAGTNPLOTNTAG TOV EYKEPAAOU KL TOU aplBpov
TWV VEVPLKWV GLVEEGEWY 0TNV AUUYSaAT), TO KEVTPO POfou Tov eyke@aiov (Roozendaal
et al, 2009). Kabwg ta emimeda ™ kKopT{6ANG avidvovTal, Ta NAEKTPLIKA CTILATA GTOV
UTOOGAAO, TO KOUUATL TOU EYKEPAAOV TIOU OXETIETAL [LE TNV YVWOOT], TNV UVIjUN KAL TN
Slaxeiplom tov dayyoug, xelpotepevel (Chattarji et al, 2009). Ztov vmoB&Aapo EyKelTaL
gvepyomoinon tou d&fova  LvMOBAAAUOV-UTIOPUOTG-EMIVEPPLSiwY, OTIOTE ATV
ATOSUVAPWOVETAL, 1] LKOVOTNTA SLAYEIPLONG TOV OTPEG EKPUAIIETAL WG (PUOLKO ETOUEVO.

H xopTIl0An pumopel va cuPPIKVOOEL TO HEYEDOG TOU EYKEPAAOL. XpOVIX TIAPAOVT) OTN
(AT TIPOCAPUOYTG UTIOPEL VX 0O YN OEL TNV ATIWAELN CUVATITIKWY GUVSECEWY HETAED
TWV VEUP®WVWY KAl GTNV oUpplkvwon Tou TPOUETWTILIXioU AofoU, 1 TEPLOXT] TOU
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EYKEQEAAOV TIOV OXETI(ETAL [LE TOV CYXNUATIONO TIEPITIAOKWV YVWOTIKWV CUUTIEPLPOPWV,
HE TNV OUYKEVTPpWOT, T ANYTN OMOPACEWV, TN KPLTIKN] KOl TIG KOWWVLIKEG
aAAnAemidpaoelg (Carrion et al., 2010). AkOua, 0dnyel 6TV EAGTTWON TTHPAYWYNS VEWV
EYKEQUALK®OV KUTTAPWV TIOV TIAPAYOVTAL GTOV ITTOKAUTO. O ITTOKAUTIOq ToTofeTEITAL
0TO HETALYUIOKO cUOTNHA KoL glval uTTELOULVOG yla TNV pHakpoTpoBeoun pvnun. Emiong,
oxetiletal pe ta emvepldia KaBws Slabétel LVYMAG TOCOGTO YAUKOPIKUELSWV
VT080XEWV 0L 0Tto{0L HTTOPOVV VA LELWGOUV TNV ETMSpAcT TG KOPTL{OANG Kal Ta emiTeda
TECTOOTEPOVG KaL Yl qUTO Elval eTPPETEG aTO pakpoxpdvio otpes (Ennis et al,, 2017).

2.4.AVTILETWTILOT) ZTPEG
2.4.1. Tpémog Zwijg

H aoxknon Bonda va peiwboiv oL oppdveg Tou atpeg OTwG 1 KopTL(OAN (Beserra et al.,
2018). Embépd otnv mapaywyn vevpoSaBLBacTtwmy Kol HEWWVEL TNV apTNPLOKY Tiieon
(Jackson, 2013). Emmpoobeta, o UTvog Kpivetal amapaitntos kabw¢ péow Mg
VTOPLONG EKKPLvETAL 1] 0pudVN ™G avamTuéng Tov Bonbd To cwua va avamtuxOel kal
va EMOVAWOEL, amoUaKpUVEL ETIIONG TIG TOEIVEG IOV TIAPAYEL TO CWHA KATA TN SLAPKELA
™m¢ NuUEpag kot fonbda otnv xaAdpwon twv puwv (Chennaoui et al.,, 2015).

H Swatpo@n eival emiong, moAy onuavtiky kabw¢ tpo@és mAovoleg oe Bitapivn B
BonBovvV 6TNV AVTIUETWTILOT TOU OTPES KABWS TTPodyouv TV £kkplon aepotovivig (Bito
et al, 2017). H avemapkewx Brrapiving B12 pewwvel o onuavtikd Badbud ta emimeda
XOUNATIG LoPLaKN S avTLoSeldw Tk G YAouTaBelovng (GSH) kat L-aokopBkov o&€og kabwg
KQL TIG AVTIOEELBWTIKEG SpAaTNPLOTNTES TWV EVIUUWV. Tevikd, n avemdpkela Brrapivng
B12 amotelel onpavTIKO TAPAYOVTA TTOU TIPOKAAEL coBapd 0EelSWTIKO GTPES TTOL 08N YEL
o€ o&eldwTikn BAAPN Sla@dpwv KLTTAPLIKWY cvoTtatikwy (Bhat, et al,, 2020). Ot tpogeg
pe Brrapivn C pmopovv va BeAtiwoouy TV o&eldwtikn BAART, pewvovtag v LPO kat
HETABAAAOVTAG TO AVTIOEEISWTIKO AUUVTIKO GUGTNUO 0TO NTAP KOl TIPOCTATEVOVTAS
atmd to 0&eldwTik6 otpes (EI-Gendy, 2010) meplopilovtag To eMITESO TWV OPUOVEDV TOU
otpes. To payvnolo, To acBEoTio, Ta wpEya — 3 Amapd 0&En, 1) TTPWTEVN, T WHA AQXAVIKA
KOL TO VEPO GUUBAAAOVV TNV ATOTOEVWOT), 6TNV Tapaywyn vevpodafifactwy, otnv
ApTIX AELTOLPYIA TOU EVIEPOUL KAl TOU TEMTIKOU GUOTIUATOG KOL GTNV YEVIKOTEPN
TPOPLAAEN TOV AVOCOTIOMTIKOV GUGTIUATOS TIOU £lvat eKTeDELUEVO 0TO 0TPES (Smith &
Goodwin, 2007).

2.4.2 apuakevtiky Aywyn

To yappa - apivo - Boutupikd 080 1 aAAwg GABA (Mohler, 2010), eivar évag
veupodSLaBLBactng, peta@épel SnAadN TTANPOWOpPIES ATTd TOV £V VEUPWVA GTOV AAAOV,
0TO VEVPLKO oLOTNUA Kal elval LTELOBULVO Yl TN UElWOT TNG LTEPSLEYEPONG TNG
apuySoAng kat Tn pelwom Ttouv otpes Elval e€aipetikd onpavtikd, kabwg Spa
KATAOTAATIKA 0TV apuySaAr]. Oa HTtopovoe va XAPAKTNPLOTEL WG KPUGLKO NPEULOTIKOY.
'ETol, 6T evepyoToLeiTal | apuySaAn, HEow TwV cuvaPewv To GABA e@ATTETAL GTOUG
VTIOS0XELS KoL LELWVEL TNV VTIEPSLEYEPOT AUTHG, EMaVAPEPOVTAS TNV Npepia (Bouarab et
al, 2019).

To xpOVvi0 6TPES UTOPEL VA TIPOKAAETEL PElwON TIapaywyns Tou GABA. ESw, umteloépyetatl
N @APUAKEVTIKNY aywyn. Ot Beviodialemiveg £xouv OAEG pia KOwn XMk doun|, kabwg
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0Aeg avEavouv v Spdor tTwv GABA vevpoSLafiaotwy, NPER®OVTAS PHE AUTOV TOV TPOTO
TOV EYKEPAAO KL TO VEVPLKO ovotnpa (Ramirez et al., 2016).

[TaAaLOTEPQ, 1| CUVTAYOYPAPNOT AUTWV NTAV KOW. L0TA060, A0Yw TWV TIAPEVEPYELWDV
KaL TOU €010V TToU TIpoKaAoVG AV UELWONKE TTOAV 1) Xp1jom Toug. O eBloudg akoAovBeitat
KAl A0 CLUUTTWHATA TIaAvEpounong. Emlong, mpokadolv aimvia kot emnpedlovv v
HUVIIUN KOL TNV IKAOVOTNTA TOU ATOMOU Vo ouyKpaTel véeg mAnpogopieg (Fluyau et al.,
2018).

3. 'Ymvog
3.1 0'Ymtvog

0 Vmvog amoteAel pia BLOAOYIKT) KATAGTHOT IOV XAPAKTINPL{eTaL amd TNV amoovvdeon
oo To TMEPLBAALOV, HELWHEVT AVTATIOKPLOT) O€ EwTEPIKA epebiopata. IpdketTal ya pa
ouvexn kot emavaAapfBavopevn Sadikacia, 1 omola amoteAsl Baoikn avaykn kKot
amaitnomn yw mv avBpwtvn {wn (Grandner, 2017).

Toppwva pe o CDC puoéAs to 1/3 twv evniikwv Aappavel apketd kal Tolotiko vmvo. H
xpovia €Adewym autol, auidvel To PIOKO EUPAVIONG LATPIKWOV THONCEWY OTIWG
Taxvoapkia, Stafntng, vimAn mieon ko kapSiakés Ttabnoeig (Hall et al., 2004). 'Evag and
TOUG L0 BaOIKOUG TTAPAYOVTEG IOV EMNPEAIOVV TNV TOLOTNTA KAL TTOGOTNTA TOU VTIVOU
elval To oTpeg.

Elvat amapaito to dtouo va AapPavel TovAdylotov 7 wPEG TOLOTIKOU VUTIVOU Kal
8avikd va @taoel 6to otadlo REM mévte @opéc (Riemann, 2017). Eve 1) avwpoaAia 6to
otddlo REM €yeL mapatnpnBel edw kot TOAV kalpd o€ TABOAOYIKEG KATACTACELS OTIWG
KataBAWm kol oxetifetal emions pe yvwoTikes duoAettovpyies (Lau et al, 2015). H
EAAewm, obnyel tov epyalduevo oe XAUNAOTEPN ATOS00N, TMEPLGOOTEPO OTPES KAL
OUVETIWG 0€ OWUATIKA Kat YPuxikd tpofApata (Alfonsi et al., 2021).

‘Evag ouvSuaopog OTPEG KAL [N EMAPKOVG SLAPKELRG oTa TeAevtaia oTddlx VTvov,
odnyouv Tov opyaviopd oty e§acBévion. ‘Evag epyaldpevog, evmadng e HoAVVOELS, UE
XPOVI0o 0TPEG Kat EAAeNPT TIOLOTIKOU UTIVOV, Sev pmopel va BewpnBel amodotikdg

3.2 dvoodoyia 'Yvou

H Swadikacia ¢ petdfaong otnv KAtdotaotn Tov UTvou puBuiletal amd VEUPWVES OL
0Tol0L KATELVALOLVY TA CUOTNUATA SLEYEPOTG, ETMITPEMOVTAS UE AUTOV TOV TPOTIO GTOV
eyké@aro va kolunOel. OL teplocdtepoL ad AUTONVGS TOUG VEVPWVES TOTIOBETOUVTAL OTNYV
TPOCWTILKI| TIEPLOY1] TOL UTToBAdAapov (Montagna, 2006).

Mo ovykekpléva, o0TOV UTOOBAAAUO VUTAPXEL O UTEPXLAOUATIKOG TUPNVAG, €va
OUUTAEY LA KUTTAPWVY OV Aapfdvouv TAnpo@opies yia tnv €kBeon oto @ws (Born &
Fehm, 1998). Eivai moAU xpnowo 810T, 1 aAdoiwon autol pmopel va Snpovpynoet
mpofAUaTA  OTOV  KIPKGSlo pubud, To TavavOp®OTvo €0wTEPIKO  poAol Ot
TPOAVAPEPOEVTEG VEVPWVES, EUTIEPIKAEIOUV HOpLA TIOV PE TN SPAOT TOUG AVAGTEAAOUY
TN VEVPWVIKY ETKOW®VIA KAl QTEVEPYOTIOLOVV TA GUCTHHATA SLEYEPONG KATA TN
Stadikacia Tov VTVoL. AUTIVIa PTTopEl v TPOKANBEL € TTEPITTWON ATIWAELAG AVTWV TWV
VEUPLKWV KUTTAPWV (Saper et al,, 2005).
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EumAéketal emiong, to otédexog tou eyke@diov (brainstem) (Murillo-Rodriguez et
al.,2009) to omolo eA£yXEL TIG AUTOVOUES SLEPYATIEG OTIWE TNV AVATIVOT] KAL TNV TEYT. X
auTO TO onuelo, emavépxetat o 06pog GABA, ot vevpodiaBiBactég vevBuvol yo Ty
xaAapwon s Stéyepong (Gottesmann, 2002). Mapdyovtal amd kOTTApA péoa O0TOV
UTIOOGAAO KL TO OTEAEXOG EYKEPAAOV.

0 vmoBaAapog (Pace-Schott & Hobson, 2002), Spa wG avapetadotng KnTIKWVY Kot
ALCONTNPLAKWV CNUATWY GTOV (PAOLO EYKEPAALKWDV NULO@ALPiwY, 0 0T0l0¢ Elval TO TILO
0paTO PEPOG TOU EYKEPAAOV, KAO WG KATAAAUPBAVEL TO HLGO TOV BAPOG KOL CUUUETEXEL OE
TIOAAEG AELTOVPYIEG OTIWG 1 VNN, N KIvon TwV LUV, 1 YA®ooa Kal GAAES Slepyaaoies
Tov veuplkol cvotuatog (Luppi & Fort, 2019). Etnv mAsoymeia Twv otadlwv Tou
UTVOU 0 UTIOBAAdpOG Mouxalel ya va amoouvdeBel To ATOHO aMO TA €EWTEPIKA
epebiopata (Trobe, 2010).

H emiguon (Arendt, 1998), 1 ool AapaveL pnvopaTa amo ToV UTIEPYLAGUATIKO TTUPNVA,
elvat ToAU xpnoun SLOTL, TTEPA ATIO TIG AAAEG AELTOVPYIEG TNG, ALEGVEL TNV TIAPAY WYT] TNG
peAatovivig mov Bonba otn pvbuLon Tou Kipkadiov pubpol (Izac, 2006). O TpocOLOG
eYkE@aAog ekkpivel TV adevooivn (Basheer et al,,2004), Tov mpowBel TV avaykn yio
vTvo.

3.3 Kipkadiog PvOuog

0 xipkadlog puvbBuos TomoBeTelTal OTOV  EYKEPOAO KOL OUYKEKPLUEVA OTOV
UTIEPYLOUATIKO VPV TOU uTtoBaAdpov. [apd to yeyovdg otL aplBuet udévo mepimov
10.000 vevpwveg e K&Be TTAELPA TNG TPLTNG KOLALXG, 0 UTIEPXLATUATIKOG TIUPTIVAS Elval
TO KUPLO KIPKASLO pOAOSL HaG, KaTevBHvovTag Toug Kabnuepvoig KOKAOUG CUUTIEPLPOPAS
KoL uotodoyiag ov kabopifouv to pubuo6 g {wng pag (Hastings et al., 2018). ‘Otav
QUTOG 0 TIVPTVAS ATIOLOVWVETAL, AUTOG 0 AUTOVOUOG UNXAVIOHOG XPOVIOHOU TOU UTopEl
VA TTAPAUELVEL ETT AOPLOTOV, e akpifela. Ztnv ovola glval pla TTEPLOXT TOU EYKEPAAOU
HECH O0TOV LVTIOBAANUO TTOU XPTOLUOTIOLEL O HATA ATIO T UATIX Yo va BonBnoel atnv
kaBiEpwon kat Statripnon tou Ploroykov poroylov (Hastings et al, 2018). Elvau
WSlaitepa eLAGOHNTOG OTO PWG KAL YA AUTOV TO AGYO0 EMMPEATETAL ATLO TNV NUEPA KAL TN
vOyta. AAAoL mapayovtes OTws 1 Bepuokpacia, 1 doknon UTopovv va EMNPERGOVV TO
POAGL AUTO, TO PWG OUWGS TIAPAUEVEL 1] TILO ONUAVTIKY eTilppon (Zee et al., 2013).

3.4 Ttadwx 'Yrivovu

Katd t Suapkela tov Umvov, 10 cwpa akoAovBel évav kUkAo Tou xwpiletal oe dvo
neyddes katnyopieg (NREM, REM) kat o€ 4 otddia. Ta 3 apyikd ovopddovtal «0Tvog un
YPNYOPWV KV GEWV TwV HaTiwv» (NREM) kot To 4° 6Td810 0vouAleTal «OTVOG YPTIYOPWV
KWNoewV TwV Hatiwvy (REM). To cwua cuviBws TEPLOTPEPETAL LECA OE AUTA TA OTASLH
KaTd PH€co 0po 4 £wg 6 PopEg, kal Ttepimov 90 Aemtd o€ K&Be oTdS!10.

10 Ztadio: Inpatodotel v petafacn amd Ty a@UTVLOT 0TOV UTIVO KAl XapakTnpiletat
atd My eAa@poTnTa avTov. Ot pOEg YaAXPwVoLY, ot kKapdiakol TaApol katefaivouv kat
0Aeg oL Slepyaanies apyifouv va kataotéAAovtal To 1° quto otadio Stapkel ApKETA AETTTA
Y& auTd To 6Tadlo Tomobeteital To 5% £wg 10% TOoL CLUVOALKOV VTIVOL TOU AVOPWTILVOU
owpatog (Hasan et al., 2015).

68



Honorary Volume for Professor Leonidas Chytiris

20 ¥tadlo: 0 vmvog yivetal Babutepog kal ot Siepyacie Tov ocwUATOG oLVEXI(OUY VX
kataotéAdovtal H kiviion twv patuov emipadivetal Spactikd kat 1 Bepuokpacio Tou
OWUATOG EAATTWVETAL KAL TA EYKEPAAIKA KVUpata eivat Atya. Eival ouvibwg, To atadio
IOV KPATAEL TTEPLOCOTEPO ATl OAQ, TEpiToU 45% £wg 55% Tou cuvoAlkov UTvou (Hasan
etal, 2015).

30 ¥tado: Eilvar Suaitepa onpavTikd ywr Tny €mMOUEVN MUEPA KAl TNV alobnon
avalwoyovnong Kot emaypumvnons. Ta eyKe@OAKE kOpato eival 6To YoaunAdTepo
emimedo Kol oL pueg yadapwvouv amoéivta. To otadlo autd yapakmpiletal ws Babug
UTIVOG Kol Of TEPIMTWON a@UTIVIONG TO ATOMO VIWOEL ATOCUVTOVIOUO KOl
OTOTPOCAVATOALOUO. ATtoTeAEl, WOTOCO, TOAD ONUAVTIKO 0TGSO KABWG 08 AUTO TO
OWHA ETMOKEVALEL KAL AVAYEVVA TOUG LOTOUG TOV, XTI(EL 00TA KL UG KL EVIOXVEL TO
avooomomTiké cvotnuo. Mall pe to atadio REM cupuBdAovv 6tnv amokatdoTact TOU
OWUATOG. ZTNV apxn SlapKel APKETA KAL LELWVETAL KATA TN SLAPKELX TNG VUXTAG. LE QUTO
To otddlo tomobeteital to 15% £wg 25% TOL GUVOALKOU VTVOU TOU AVBP®TILVOU
owpartog (Patel et al,,2021).

40 ¥tad0 (REM): T mpwtn @opa Ba mpaypatomomnbetl mepimov 90 AemTd PETA TNV
gkkivnon tov ¥TVou kal Tov TPWTOL otadiov. H kivnon twv patimv yivetat ypriyopn Kot
£vtovn. OL Siepyacies Tov cWUATOG, OTIWG 1 avaTVOoY| KAt ol kapdiakol aipol apyilouvv
va quEdvovTal EZTo 6TASI0 QUTO, TA OVELPA KAVOUV TNV EUPAVIOT] TOUS KL TA AKPX TOU
OWUATOG TIHPAAVOVY, TBAVOV YLOL ATIOTPOTI TNG PUOLKNG SpaoTnpLlOTNTAS KATA TN
SLAPKELX TWV OVEIPWY TO OTEAEXOG EYKEPAAOV, TIOU AVAPEPONKE TAPATIAV®W, CTEAVEL
ONHATA VO XAAXPWGEOLV oL POEG VIO va UnV KIveital To dtopo otov UTvo tov. Elval amd
TO O ONUOVTIKG oTddla kabw¢ mpaypatomoleital o autd pali pe to 3° 7
OTOKATAGTOOT TOU CWUATOG KAL TOU EYKEPAAOV, ATOONKEVETUL EVEPYELX KL EVOTIOLELTOL
N uvnqun. H dteukodivvon g pdBnong kat tng uvnung Tpaypatomoteital ue t pubuion
TWV VEUPWVIK®WV cuvapewv (Peever, 2017).

3.5 Mapayovteg tov Etmpeadovv OTikd Tov 'Yivo

Mpoteivetal n €ékBeomn oto WG TOL NAlov Y 15 pe 30 AemTA TPV TNV APVTIVION YL
aKoOua KaAUTEPO GUYXPOVIOUO Tou puBuov (McCarty et al., 2014). H Brtauivn D elvat pia
opuoOvVN TOU OAANAOETIOPA HE TOUG €VOOTUPNVIKOUG UTIOSOXEIS Yl v ETLPEPEL
HETAOTATIKEG 0AAQYEG 0€ TTOAAOVG TUTIOUG KUTTApWwV. H avemapkela Birapivig D, ivat
EVPEWG SLadeSopévT KL UTTOPEL VAL TIPOKAAETEL KAAOIKEG AOOEVELEG TNG OO TEOTIOPWOTNG
KaBwe Kal Lo TPOGPATA avVAYVWPLoUEVA TIPORANHATA OTIWG 1) PAEYUOV®ET] CKEAETIKT)
puuotdBela, ) omola pmopel va Statapagetl tov vmvo (Gominak, 2012).

H yvpvaotikn, BonBdel Slaitepa akopa kat 10 Aemtd mepmatnua. [poteivetal, wotdoo,
N amo@uyn eKyUUVOONG YA TOVAGYLOTOV 2 WPEG TPV TOV UTVO KABWS ELGAYEL TOV
0pYQVIOUO O Pl ASPEVEPYIKT KATAOTAOT, VW Oa TIpETEL va BPlOKETAL € KATAOTAOT)
npeptiag (Bisson et al,, 2019).

H wooppommpévn Slatta kat 1 amo@uyn @oyntol moAAwy Bepuidwv mpLv Tov UTvo elval
ONUAVTIKE, kKaBws 1 Swadikacia ™¢ mEYNG SuokoAevel kat 1 Kapdlakn Asrtovpyia
avéavetal (Shechter et al., 2014).
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4. TvwoTikd Z@aApata
4.1 0pLopdG VW OoTIKWV ZPUANAT®WV

Ita TéAN ¢ Sekaetiag Ttov 1970 o Reason (1984), xpnoomoinoce Tov 0po «aAmovoo —
EVOULVEISTIOT» YIx Vo TEpLypAPeL TNV EAAELYT YVWOTIKOU €AEyXOL. Zav Tapadelyuata,
XPNOLUOTIOMOE TNV PN PNUASA, TNV AUVNoLX KoL TNV OVELPOTIOAN o).

['a va Egxwplotovv wotoco, Ta avBpwtiva AdBn o Broadbent kat cuvepydtes (1982),
XPNOWOTONoAV TOV OpO «YVWOTIKA CEAApATA» Yl va oava@epBovv ota Addn
avTIANYMG, TPOGOXNG, UV UNG KOL TTPAENG. ANULOVPYN oAV TO EPWTNUATOAGYLO YVWOTIKWY
o@oaApdtwyv (Congitive Failures Questionnaire -CFQ-), ywx va aflodoynioouvv ta
Kabnuepwa avtd oaipata (Schurle et al,, 2007).

Zav oplopog, Ba uTtopovoay va XApaKTNPLOTOUV TA OTLYULAIX KEVA G€ Vi, avtiAnym,
mpoooyxn kot TPG&én. ‘Exouv va KGVOUV HE TNV OVIKOAVOTNTA TOU OTOUOU Vo
TPAYUATOTIOMOEL P TIPGEN XWPis va uTtapxouv atiyptaia Stodeippata. Ztnv ovoia eivatl
ATA£EG TIPAEELG TIOV TO GATOHO PUOLOAOYIKA Oat £TIPETIE VA SLEKTIEPULWVEL XWPIS aUTA TA
mpofAnuata (Cheyne et al, 2006). Ot emmtwoelg pmopel va etvat pndapvés 1 kot
KATAOTPOPLKES.

4.2 Tx{on TV oTIKOV ZQAANAT®V LE TO ZTPEC KAL TOV 'YTIVO

[Ipbdoateg ueAéteg Seiyvouv OTL TO OTPEG, EMPEATEL TNV UVNUN O€ PEYGAo Babuod kat
Bewpeital evag amd toug BacIKOUG TAPAYOVTEG EUPAVIONG TNG VOoOU AAToXAiuEp
(Escher etal, 2019).

‘060V aPopa TOV UTIVO, CUUP®VA LLE ETILOTHOVIKEG £PEVVEG, AUTOG ATIOTEAEL «KAELSI» Y1
TNV APTLOTEPT] KATAVON OGN KAL TNV AVTIUETWTILON TWV YVWOTIKWV 0@AApdTwV (Sculin &
Bliwise, 2015). ITio ouykekpluéva, 1 evoTtoinen g uvniung, agopd pa Stadikacio mov
otabepotolel TIG TmpoOcE@ata amoktnOeloeg TANpo@opies o€ pakpoTpoBeoun
amoBnkevon, kat vtootnpiletal 0Tl feATioTomoLelTal KaTA TN Stdpkela Tov vTvou. To
otddlo REM, oxetiletal pe tmv €vomoinomn Kol AmMOKATAGTACT TNG UVIUNG KOL TNG
EMSLOPOWONG TWV CUVATITIKWV SLAdIKACLWV TOU €yKePAAovL. BonBaesl otn €bpubun
Agrtovpyla aVTOV Kal elvat amapaitnTo yla v owo T Aettovpyia tov (Siegel, 2001).

0 ouVBLAO UGG OTPES KL KAKING TIOLOTNTAG UTIVOU SEV ETILTPETEL GTOV OPYAVIOUO KL TIG
Slepyaocieg Tou EYKEQPAAOL VX AELTOVPYT)OOVV CWOTA LLE ATTOTEAEC A VAL ST|ULOVPYOUVTOL
Std@opa tpofAN AT, HETAEY TWV OTOLWYV ELVAL KAL TA YVWOTIKA COAALATA.

5. MzgOodoAoyia Epsvvag
5.1. Astypa

[a v mapoloa épevva, yxpnowwomombnke 1 uéBodog cuLAAOYNG OTOXEIWYV HECW
nuepoAoyiov kaBws kaL n xpron EEumvwy poroylwv (Xiaomi mi band 2) yia Tig petpnoelg
TOU VTIVOU, TWV BNUATWV Kal TG amootacns (SnA. @uolkig SpactnplotnTag), TV omoia
Stévuayv KaBnUEPLIVA 0L CUUUETEYXOVTES.

H xpnon tou nuepoAoyiov kpivetal Slaltepa ONUAVTIIKY oV VTIAPXEL AVAYKI Yl
KATavOnon HOKpOoTPAiBeouwy ouuTEPLPOPWY. 'Eva  onUavTIKO TAEOVEKTNUA YA TOV
EPELVNTN ATOTEAEL 1| KATAVONON TNG XPOVIKN SUVAULKNG, TWS UTopel va aAAGEeL N
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eumelpia Touv XpN ot péoa atov xpovo. H pébodog avtr dnradn, fonda otnv katavonon
NG PONG KL TNG SLS0X1G TWV YEYOVOTWV PE TNV TAPodo Tou xpovov (Gunthert & Wenze,
2012).

IV épevva, ouvoAlka 17 (12 avépeg, 5 yuvaikeg) ovpuetexovteg Edafav pépog yuo 12
EPYAOLUES UEPES. ‘'OAOL OL CUPUETEXOVTES £PYATOVTAV KATA TNV TEPioS0 CUUTAT PWOTG
TOU NUEPOAOYIOU KL TO XPOVOSLAYPUAUUX GUAAOYNG TWV SELYHATWY TIPAYUATOTIONONKE
atd 20 Iouvviov uéxpt kat 18 IovAiov tov 2021. To nuePoAGYL0 ATTOGTAAONKE NAEKTPOVIKE
OTOUG GUUUETEXOVTEG KL TTAPAAANAQ TOUG StavepnOnkay Kol Ta £EuTva poAdyLa Yl ™
OUYKEVTPWON oTolelwv OYeTIKG pe Tov VTVO Kal TNV @uolkn Spactnplotnta. To
NAKLaKO emimedo KupAvOnKe amod ta 23 £we kat ta 37 €.

5.2 KAipakeg

Ztpec: Tl TIG avAYKES TNG EPEVVAS XPNOLUOTIOMONKE 1 KAIHAKA HETPTONG TOU YEVIKOV
otpes “Perceived Stress Scale” (Cohen et al., 1983). Xpnowomomnkav 4 TPOTACELS TTOU
QTOGKOTIOUV 6TV KATAVONOT TNG SLAXEIPLONG TWV GTPECOYOVWY YEYOVOTWY o1 {wn
ToL atopov (5-Babuia KAipaka Likert: 0= moté £éwg 4= oAV ouyva) (Cronbach’s a=0.68).

Epyaciaxo otpeg: XpnowomomBnke 1 kAipaka “Subjective Stress” mou a@opd Tov
epyaotakd ywpo (Motowidlo & Packard, 1986). Xpnowomombnkav emiong 4 TPOTACELS
OTIWG YL TIHPASElypa: «AloBAvVONKeG HEYAAD dyxoG Adyw TNG SoVAeLldg coux» (5-Baduia
KAlpoxa Likert: 1= Atx@wve amoéAvta - 5= Zupewven anoivta) (Cronbach’s a=0.78).

Ymvog: Kpibnke KatdAAnAn n xpnion ¢ oVVTOUNG @OPUAS OKTW EPWTHOEWV TOU
PROMIS-SD and PROMIS-SRI (Yu et al.,, 2012). Zav mapdadetypa TpoTtaong «o VTTVOG Gov
nrav avalwoyovntikdgy». Xpnopomomnke n mevtaBadpia kAipaka tomov Likert 6mov:
1=KaB06Aov kat 5=IToAV (Cronbach’s a=0.90). [T¢pav Tov epwnuatoloyiov, eSopeva yia
™ SLApKELX TOV VTIVOL CUAAEXBN KAV KAL LLE TN Xprion £ELTIVwV poAoyLwy (smart watches).

I'vwotika opdipata:  Xpnowomombnke 1 ovvtoun kAlpa “Cognitive  Failure
Questionnaire” (CFQ) (Wallace et al., 2002). Xpnowomomnkav 14 TpoTAcels OTwS yix
TApadelypa «Zéxaceg To AOY0 TOU TNYEG OTO €va SWHATIO MO TO GAAO».
XpnowomomOnke emiong mevtaBaduia kAipoaka Lickert 6mov 1= KaBdoAov kat 5= IToAv
(Cronbach’s a=0.85).

6. AtoteAéopata

0 Baocikdg OKOTOG TNG EPELVAG NTAV VA OTAVTIOEL 0TA akOAovBa gpwTHaTA: o)
ETMNPEAJOVV TO GTPEG KAL 0 UTIVOG TA YVWOTIKA COAALATA; KAl ) TTO0O KAL TTOLX 1] TIOLEG
TUPAUETPOL EXOVV HEYAAVTEPN eTibpaon o€ autd; [a v Slepevvnon Twv PACIK®OV
vmoBéoewv xpnowomom|nke n moAvemimedn avdAvon (multilevel analysis). Xdapuwv
ouvvtopiag Ba xpnowwomombel m ovvropoypagia “MLM”, yia T pakpoxpovia
(longditudinal) 8e8opéva Tov cUAAEXBNKAVY.

To Baokd XapaKTNPLOTIKO OV KABIOTA KATAAANAN autd TO £i60¢ avaiuong eivat 1
Statpnon Twv dedopévwy. Xtnv ovoia, Sev xavovrtal dedopéva (Peugh, 2010) 6mwg ot
AAAEG avaAvoelg mov Aapfavouv vmoym Atyotepa Sedopéva. Kabe ocuvppetéxovtag
ouvvéBade mepimov 360 Tapatnpnoelg. AVTO TPOKUTTEL amd TO YEYOVOG OTL KAOE
OUUUETEXOVTAG CUUUETELXE Yot 12 Nuépeg pe 30 TapaTNPNOELS KABUEPIVWG.
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H povtedomoinon MLM mov emA£xOnke we Bacikodg TPOTOG aVAAVOTG TWV CUAAEXBEVT WV
Sedopévwy, elval pa emegepyacio TOAAATANG TaAVEpounong, dpa £xel oxedlaoTel Y
xprion pe opadomomuéva Sedopéva. To MLM  avTuetwmilel TIG OUASEG TOU
Tpoava@épONkav cav va £gouvv Selypa amd évav peyaAvtepo mANOLoUd cuoTddwy,
evioxVovVTaG £TOL TN YeVIKELOT TwWV AMOTEAEOUATWY. Lty MLM, 1 moaAwdpopunon
Bewpeltal OTL €€l Eval OCUYKEKPLUEVO TPOTIO KATAVOUNG METAEY TwWV oUOTASWY, IOV
ouvvoyiletal amd £va TEPLOPLOUEVO OUVOAO TapaAUETpwY (TX. UECOG OPOG Kol
StaxkOpavon). H avdAvon autr] emekteivel v moAwvSpounon evog  emmESoL
QVTIUETWTI{OVTAG UTEG TIG TTAPEUPOAEG KAl KALIOELS WG eEapTNUEVES UETARANTES ATTO
noveg toug (Ross, 2008).

‘Eva and ta Bacwka mAsovektnpata tov MLM elvar 1 yevikevorn. To amotéAsopa
QVTIUETWTILETAL WG TUXALO KAl OXL WG 6TABEPD, YIVETAL YEVIKEUON TWV ATIOTEAECUATWY
oToV TTANBLOUS TWV POVASWY EMITESOU-2 KoL OXL HOVo o€ SerypatoAnPic. InuovTikn
elvat emiong ko evkapPio KaBws avTi 0L GLETASES Vo AVTIUETWTIL{OVTOL WG EVOYAN|TELG
Tov TapafLalovv Tig vmoBéaelg, e v MLM eivat ekt 1 e€étaon Twv emidpdoewv
(effects), T6o0 TOL eMIMESOVL éva, 600 KL Tou emiméSou dvo (Leeuw & Meijer, 2008).

Eminedo 2 omv €épeuva auth Sev £ival Ol CUUUETEYXOVTEG OGAAG 1) TTapaTpnon KEbe
ypoapuuns. Av o kKaBe CUUPETEXWVY TIPAYUATOTONGE 6TO SldoTua Twv 12 nuepwv 360
TAPATNPNOELS TOTE 0L 17 CUVOAIKA GUUUETEXOVTEG GUVOALKA Tpaypatomoimoav 6.120
TapatnpPoels. Ol GUUUETEXOVTEG WOTO0O, ATOTEAOVV To emimedo 1 ¢ €pevvag. Ot
TAPATNPNOELS AUTEG EIVAL EVOWUATWUEVES PE TOUG CUUHUETEXOVTES.

6.1. AtoteAéopata loAvenineSwv AvaAvoewv

To emépevo Pripa eival n e€€tacn MOAAATAWY HOVTEAWVY Yl va vTtooTnpiyOel n apyikn
uT60eom Kol va EakpBwOel olx kal av, LeTABANTN MNPEATEL TA YVWOTIKA COAAUATA
Kat moco. Av umdpgel kamowa vmobeon mou beixvel To Pabud emppong Kol ™
ONUAVTIKOTNTA, TOTE N €peuva B amodelyOel ISLaiTepa XpriOLUN VIO LEAETT) KO EQAPUOYT
WOTE VA TIEPLOPLOTOVV OL TIAPAYOVTEG 1) O TTAPAYOVTAG TIOV EMNPERIEL TTIEPLOCOTEPO TA
YVWOTIKA GOAAPATA.

TN OUVEXELQ, Yl va Yivel Tio Ste€odikr) PEAETT) OXETIKA HE TNV ONUAVTIKOTNTA KAOE
HeTafANTNG, UTMOpoUUE Vva €EeTAOOVHUE OAeg TIC HETABANTEG EexwploTd Yy va
AVAYVWPLOTEL 1] OTUOVTIKO T TA KAL AV VTTAPYEL.

Av xpnoipomomOet pdvo n avegdptnTn peTaAnT:
a) epyaclakov otpeg mapovoldletal BIC=267.47, ) yevikoU oOTpeg MapoLGLAleTaL

BIC=255.53, kot y) petaBAntn tov vmvou mapovoialetat BIC=257.27.

Qo1600, Sev yiveTal va amo@aciotel éva povtédo puovo amo to BIC. Etval oAl onpavtikd
ya va emtideyBel To katdAAnAo povtélo, eivat o deiktng AIC, oto “fixed effects” To p value,
To omoio Tipémel va elval pikpotepo tou 0.05 ylx va eivatl onpoavtikd Kol TEA0G 0TOo
residual Variance effects, eivat xpriown n StakOpavon (s2). Av eivat pkpdtepo Twv GAAWY
elvat onuavtiko.
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Yto medlo “fixed effects” Aappavetat vtoPv kaBe pa peTafANTN TOCO XAANAOETISPA [E
TA YVWOTIKA OQAAPATA. AVOAUTIKA, TO EPYOCLAKO OTPEG ep@avilel p-value= 0.02, to
veviko otpes 0.01, kot o vmvog 0.001.

v MLM ovuvnfiletat va Aaufavetat vmoPv kot 1 Stakvuavon. AVoAUTIKA OTO
gpyaotakd otpeg Exel Stakvpavon=0.19, to yeviko otpes 0.16, o Umvog 0.16.

AT Ta mapamavw ool el TAPOVCLATETAL TO YEVIKO OTPES EXEL OTUAVTLKN ETEpOOT Kal
ETNPEATEL TA YVWOTIKA CQOAAUATAL.

Mivakag 1: Eni§pacn 'evikov Ltpeg ota l'vootika Z@dApata

Fixed Effects Estimates ¥

Term Estimate SE df t p
Intercept 1.17 0.15 69.83 7.72 < .001
G. Stress Mean 0.21 0.05 167.29 3.04 < .001

SUUTIEPACUATIKA KATAATYOUUE TWG Yl K&Be avinomn Hlag Hovadog 0TO YEVIKO OTPES
aviavetal og mocootd katd 0.21 Ta yvwoTikd o@dipata. H oxéon elval otatiotika
oNUaVTIKY, 1 ool emMIBEPALWVEL TNV EMISPAGCT] TOU GTPEG GTIG YVWOTIKEG AELTOVPYLES
TOU £pYa{OUEVOU.

7. upumepaopata

SUUTIEPACUATIKE, 1) a0ENOT) TWV YVWOTIK®V CPOAUATWV OYXETI(ETAL APECA LLE TA ETILTIES XL
OTPES KAl UTIVOU TwV gpyalouévwv. Me Tnv ToAveTinedn avdivon yivetal pgavig n
ONUAVTIKOTNTA 0€ aplOPoVs NG UEIWONG TOU YEVIKOU OTPEG OAA& KOl TNG KOATNG
ToLdTNTUG TOV VTIVOU.

7.1 llepropropoi kat MeAdovtikég llpotaoelg 'Epsuvag

Ity épevva EdaBav pepog yia 12 nuépeg 17 CUPUETEXOVTES, £K TwV 0TIolwV oL 12 Ntav
avdpeg kat ot 5 yuvaikes. To yeyovog 0TL utapyel SuocavaAoyia LeTadV Twv §uvo EUAWY,
amoTteAel évav mpwTo Teploplopd (Tannenbaum et al,,2016). Eivatr Bepuitd va vmapyet
évag 100G aplOUOG CUUPETEXOVTWVY HETAEY TwV §uo EVAwV (Verma et al, 2011) kabwg
avépes kal yuvaikes teivouv va avtiSpolv SL@OPETIKE TOGO0 CWUATIKA, 000 Kol
YPuxoAoyIKd o€ OTPECOYOVEG KATAOTAGELS XAAQ KoL otV EAAewm Umvou. Tleplocdtepn
akpifela otnv avtidpaon tov YmoBoAdpov- Ymoguong- Emwveppidiwv (HPA) twv
avdpwv oe oxéon pe TS yuvaikes (Goel et al., 2014).

Ta SNUOYPAPIKA XAPAKTNPLOTIKA TWV CUUUETEXOVTWY ELVAL ETIIONG £VAG TIEPLOPLOTIKOG
TAPAYOVTAG. TNV EPEVVA LG OL CUUUETEXOVTEG ElYav HEom NALKia Ta 27 €11, KAl NTo
aviTavtpol xwpis masid. Mbaveg Ta aMOTEAETUATA VX SLA@OPOTIOLOVVTAV OE EVX
Selypa pe peyodtepn mokiAopop@lia.

H épesuva Sev mpaypatomombnke o€ pla €TAPEIX HE OUYKEKPIUEVO QVTIKEIUEVO
amaoyOAnonG. ZUVETWS £@AOCOV TO AVTIKEIUEVO amaoXOANons Sla@épel mMBavwy va
UTIAPXEL SLAPOPOTIOINON OTIS ATALTIOELS KOL OTOUG OTPECOYOVOUS Tapdyovtes. Exel
emilong evBla@épov, Twe 1 épeuva TTpayuatomofnke oty mepiodo tng COVID-19, 6Tov
oL TtepLooOTEPOL EPYATOVTaY amd To oTitL Agv gival amiBavo 1 katdotaon mavonuiag
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omwe TV Blwoav apketol epyalOUeEVOL VX TIPOKAAECE TIEPLOGATEPO YEVIKEUUEVO (YOG
KaBwe kat @ofo anwAelag g epyaciag (Rajabimajd et al., 2021).

H épevva, paypatomomidnke amokAelotikd oty EAAGSa, yeyovog ou Sev pmopei va
Yevikevoel kKamolo amotédeopa. O xwpes ™ ¢ Eupdmmg pmopel va £xouv pia e@AUIAAY
QVTIANYIT OXETIKA LLE TO GTPES KL TOV VTIVO XAAR aUTO SV oMUaiveL OTL LOYXVELKAL OE OAEG
Tig nmelpovg (Talarico et al.,, 2020).

H @epeyyudmTa TWV ATOTEAEGUATWV TWV £ELTIVWV poAoyLwy (Xiaomi mi band 2), Adyw
™G TMOAALGS TeEXVOAOYlaGg Toug Sev kpivetal améAvta £umion. Ymapyouv TOAU TLo
€EI6EIKEVIEVEG CUOKEVEG YL TOV UTIVO KAL TNV AOKN 0T YL TILO aELIOTILOTH ATIOTEAEGUATAL.

H epyaoia autn, pmopel va amoteAéoel @aATHPLO Yo pia o evdeiexn epevva. T
TAPASELYUQ, PE TN XPNON TO €EEALYUEVWV TEXVOAOYIKWV HEowV B pmopovoe va 1
ueAemOel oe meplocotepo Babog M aAAnAemiSpacn n emppor] twv MetaBoAikwv
Ioobuvapwv (MET) oto 6Tpeg kol 6Tov UTIVO.

TéAog, pa StaopeTikn Tpdtaom Oa pmopooe va eivat av emnpedlovy Kol o€ Tolo Babuo
1N XPNON TWV HECWV KOWVWVIKNG SIKTUWONG ETNPEAEL TIG cUVNBELEG VTIVOU TWV EVNATKWV
KQL TNV £PYACLAKT TOUG YVWOTIKN amodoon.

7.2 Ipaktikég IIpoEKTAGELS

H épesuva avt), umopel va amotedéoel kal éva KaAd yxelpiblo yia toug epyodotes, va
KQTAVOT| OOV TIG TIECELS TIOU EVOEXOUEVWGS VA VIwBoLV oL epyalopevoL Kal TPOTIOUS VX
Toug BonBnicouv.

ZUYKEKPLUEVA, TIPOTEIVETAL OTA EVSLAPEPOUEVA HEPT] APXLKA VX CUVELONTOTIOMNGOLVY OTL
TO OTPEG ATMOTEAEL LA PUGLOAOYIKY) AVTISPAGN TOU OPyaAVIGUOU, Gpa aTmoTeAEl éva
TavavBpwmivo @awvopevo. H avtipacn oe autd Swa@épel kal ekel €ykertal 1
SuvaTtoTNTA TOU ATOHOVU, OTO TWG VA KAAGEEL TOV TPOTO TOU QVTIUETWTI(EL TA
otpeooyova epebiopata. Avty elvatl  mpwTn ovveldntomoinon. I'a va pmopéoel va
OVTIUETWTIIOEL TOCO TO YEVIKO OGO KL TO EPYACLAKO OTPEG, TPOTEIVETAL £VAG TILO
LOOPPOTINHEVOS TPOTIOG {w1)G IOV EUTIEPIKAELEL ABANOT), cwoTH Statpo@r| kat onOela amd
e81kov ¢ Pruykng vyeiag. Av kplOetl amapaitnto TOTE KAt AP @APUAKEVTIKNG XY WYTNS.
[ToAV oNpavVTIKOG TAPAYOVTAS TNG KABUEPLVOTNTAS TTOU OEV TIPETEL VA apeAEiTaL Elvat 0
UTvog, N moooTnTA (7-9 wpeg) kot N modTNTA avtov. O vTvog BonBdel emiong oTIg
OUVATITIKEG SLASIKAGIEG KL OTNV EVOTIOMNON TNG LVIUNG, OTIOTE ATIOTEAEL £VAl ONUAVTIKO
TAPAYOVTA TPOANYNG TWV YVWOTIKOV CQAALAT®V. ['vetatl Aotmdy, katavontd mws
AdYw NG TOAUSLACTATIKOTNTAG TWV PALVOUEVWY Sev umopel va LTAPEeEL pa Kol
povadikn Avorn. MOALS Yivel KATavon T 1] TOAUTIAOKOTI T TWV ECWTEPLKWV SLEPYATLWOV
KAl 1] OTUAVTIKOTNTA TOGO TOU HUOAOU 000 KOl TOU OWUATOG, TOTE Ba pmopéoel
QVTILETWTILOT TOU OTPEG VA YIVEL TILO ATTOTEAECUATIKI] KL OAEG OL TITUXEG TNG (WG Vo
BeATiwOHoUV.
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MepiAnym

To mAedvaopa TPOoOVTWY eival &va PALVOUEVO TIOU £XEL TIPOGEAKVOEL TO EVSLUPEPOV
TOOG0 TWV AKASUATK®V, 0G0 KL TWV EMAYYEAUATIOV AGYW TWV ONUAVTIKWV EMISPAOEDV
TOU OTA ATOHA KAl TOUG opyavicopovs. H mapovoa épsuva eEetdlel T oxéon PeTafd Tou
TAEOVAOUOTOG TIPOCOVTWYV KAL TNG LKAVOTOMONG amo TNV KAPLEPA. ZUYKEKPLUEVQ,
Baoiletal otn Bewpia ToL TAPLACUATOS ATOUOV-EPYACIAG VI VO VTTOOTNPIEEL OTL TO
QVTIANTITO TAEOVAOUA TIPOCOVTWY OXETI(ETAL APVNTIKA UE TNV LKAVOTIONON TWV
£pYalOUEVWYV ATIO TNV KAPLEPA TOVG. Me auTOV TOV TPOTIO, SLEPELVA TOV SLAUECOAX PN TIKO
POAO TOV TAPLACUATOS aTOpoV-Epyaciag. OL amavtnoels 282 gpyalopévwy £8e€av Kat
emBefaiwoav v VTAPEn €vog MANPoLS SlapecoAafnTikoy pnxaviopov. TéAog, 1
TAPOVOA £PELVA TIPOCPEPEL BEWPTTIKESG KL TIPAKTIKEG TIPOTACEL.

A€Eerg-kAelLa. [Medvaopa mpoodvtwy, Ikavomoinon amd kapiépa, Taiplaopua atépov-
epyaoiag, StapecoArdapnon
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1.Ewcaywyn

YTdapyet mAN006 LloTopLwv amd VPMAA EKTTASEVIEVA KL EPTIELPA ATOUQ, TA OTOLa Elval
Y mapadelypa emayyedpaties odnyol tafl | Aew@opeiwv, dtopa Tou eival kKATo)oL
Kamolov Ttuyiov TpLtofdduiag exmaibevong aAAd epydlovtal wg TapayyeAlo80xolL o€
KataoTpata €otioong (T.Y. €0TIATOPLA), EVW €MIOMNG ouyva Yivetat Adyog ylwa To
ETMAYYEALX TWV UNYXAVIK®OV HE HETATTUXLHKEG OTOUSEG, oL oTolol gpyalovial wg
QVTLTIPOCWTOL TWANCEWY (T.X. O KATAGTUATO NAEKTPOVIKWVY €160V, BLBAloTwAElR).
MdAlota ouyvd elval KoL To @AWOUEVO, oL VTIOYT IOl VO TOPAAEITTOUV OKOTIUX
Se€10TNTEG, TPOCOVTA KOl EPYACLOKY EUTEPlO amO TO PBLOYPAEIKO TOUG, YlX Vo
amo@Uyouv va BewpnBovv “overqualified” (atopa pe MAgOVAGUX TTPOGOVTWY), EVW OL
umeVBuVoL TPOCANPEWY TUXVA EPXOVTUL OVTIMETWTOL PE TO SIANpUUA va TipooAdfouv
KATIOL0 GTOO TIOV EXEL TIEPIOTELN TTPOGOVTWY, POBOVUEVOL Vi ETTEVOVOOUY OE KATIOLOV/ ot
oV glval TToAU Bavo va UyeL LOALS Tou /NG Tpoo@epBel pia kaAvTepn BEon epyaaciag.

To 2014, pwa peAétn tov opyaviouoV Urban Institute Siamioctwoe 6t T0 25% Twv
ATO@OITWV TAVETLOTN IOV KaTeixe O€0€Lg epyaaiag TTov SV AmaLTOVCAV TO TITUXLO0 TOUG.
[Tapopoiwg, To Evpwmaiko Kévtpo ya v Avantuén g EmayyeApatiknis Kataptiong
(2018) avagéepel 0Tl mepimov to 39% Ttwv epyalopévwv otnv Evpwmaiky ‘Evwon
TILOTEVEL OTL €XEL TIAPATIAV®W TIPOCOVTA amd auUTA Tov amattel n 0éon epyaciag Tov
katéxel. ‘0Ocov a@opa TNV Ywpa pog, Tto 31,2% Twv epyalopEVWY ATOEOITWY
TpLrrofaduiag ekmaidevong epydlovtal o€ BEGELS U1 CUVAPOVS YVWOTIKOU AVTIKELUEVOU
e avtd Twv omovdwv toug (KANEI, 2019). Q¢ évvola, TO TMAEOVOGUX TIPOGOVTWV
AVOPEPETAL OTA TPOCOVTA TWV OATOUWY, OTWG SeELOTNTES, YVWOELS, EUTELPiA, GAAX
XAPAKTNPLOTIKA KAl SIATIOTEVTHPLR T 0Ttola §ev amaltoVvTal 1) SV XpNoLUOTIOLOVVTAL
atd Vv TpEYovoa gpyacia Touv atopov (Erdogan et al, 2011).

Y& oUVELAGUO LE TIG YPYOPES AAANYEG OTO OLKOVOULKO, TEXVOAOYLKO KL ETILXELPT| LATLKO
TepBdALov TI§ TeEAevTaiEG SV0 SEKAETIEG, AUTT 1] KATAOTAOT £XEL EMNPEAGEL ONUAVTIKA
TIG EPYACLAKES OTAOELS, TIG CUUTIEPLPOPES KAL TNV EUTELPIX TWV ATOUWY O 0,TL APOPA
NV eMAyyeAPATIKY Toug otadlodpopia (Pinnington & Lafferty, 2003). H maykdouia
olKovoLK kpion tou 2008, ot SuokoAleG TwV ATOPWY va Bpouv gpyacia Adyw NG
OLKOVOULKTG KPLOoTG HETA TIG ATMOAVGELS KOl Ol YEVIKEG (PTWYEG OLKOVOUIKEG GUVOTKEG
(Hultin, Lundberg, Lundin, & Magnusson, 2016), kaf®¢ kKot 1 amoTuyia TUNUATWV
Awiknong AvBpwmivwv IMopwv va TPooeAkUovy, va €MAEYOUV Kol va Slatnpovv
EPYATOUEVOUG LE TIAEOVAOUX TIPOCOVTWV -KABwG TEVOUV va €XOUV HOVASIKEG Kol
Stapopetikés avaykes (Sikora, Thompson, Russell, & Ferris, 2016)- €xouv 08nynoeL Toug
EPEVVNTEG VA EGTLATOVV OAO0 KL TIEPLOGATEPO GTNV KATAVONOT TWV ATOUWYV LE TIEpioTELR
TPOCOVTWV.

Tavtoxpova, gl GAAN TPOKANOT TOU QVTIHETWTI(OUV TOCO Ta ATOopA OGO Kol Ol
opyaviopot eivat n audnuévn EMAYYEARATIKY KINTIKOTNTA. OUCLAOTIKEG AAAXYEG OTO
ONUEPLVO epYAOLAKO TEPIBAALOV, OTIWG OL paYySaieG TEXVOAOYIKES EEEAIEELG KL T) LELWUEYT
EPYAOLOKY OTAOEPOTNTA AOYW OLKOVOULKWV KPIOEWV EXOUV HELWOEL TIG EVKALPLES TWV
ATOUWV VA aKOAoLONooVY oTabEPA pidt KApLEPX OE KATIOLOV 0pyaviopud Kab' OAn
Sudpkelr Tou epyactakoy Toug Piov. Xt olyxpovn ayopd epyaciag, TA QTOUO
TPOVOLATOUV VYNAG TIOCOOTO EMAYYEAUATIKNG KLVITIKOTNTAG TOGO €VTOG, 060 KAl
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Kuplwe petadV opyaviopwv (Kalleberg & Mouw, 2018). EvSia@épov, emiong, elvat Tt ot
UTIAPXOVOEG HEAETEG £XOUV BWOEL UEYAAVTEPT] TIPOCOXT) GTOV AVTIKTUTIO TOU AVTIANTITOU
TIAEOVAOUATOG TIPOGOVTIWY OTIS OTACELS KAL CUUTIEPLPOPES TWV EPYAOUEVWV ATOUWY,
OAAQ ALyOTEPO OTOV UAKPOTIPOBEGUO avTikTUTIO 6TV oTtadlodpopia KAl KApLEPA TWV
ATOPWV. AV KL OPLOHEVOL EPEVVNTEG £XOUV LEAETIOEL TNV EMEPACT) TOU TAEOVACUATOG
TPOCOVTIWY 0TNV EEALEN TNG 0TASLOSPOULAG KAL TNV LKAVOTION 6T TTOU AABAVEL TO ATOO
and avtv (Erdogan, Tomas, Valls, & Cracia, 2018; Wassermann et al.,, 2017), eivat
ONUAVTIKO va Sle€ayBoUv TTEPLOCOTEPEG EPEVVEG YL T1) SLEPEVVNON KOl TOV EUTTAOUTIONO
auTtng ™S oxéone (Ma et al., 2020). ElSikdtepa, yia ™ Siepedivion auThig TS 6XE0TG, 1
Tapovoa HeAET BacileTal otV Bewpla TOL TALPLACUATOG ATOHoV-Epyaciag (Person-Job
fit) (Edwards, 1991, Kristof, 1996). Xmv mapovoa epyacia KoL CUU@WVA HE TN
OUYKeKPLUEVT Bewpla elval mOavo to taiplacua atopov Béong epyaciog va pecoAafet
0T ox£omn PETAE) TTAEOVACUATOG TIPOGOVTWY Kal LkavoToinotn amd v kapépa (Park,
Monnot, Jacob, & Wagner, 2011).

2.BiAoypa@ikn Avackomnon

2.1.MMAeb6vaopa [IpocovTwV

Omwg ava@épbnke Kol TAPATTAVW, TO TAEOVACUX TPOGOVIWV opiletal w¢ pia
KATAOTOOT), GTNV 0Tola T TPOGOVTA TWV ATOUWY, OTIWS oL SEELOTNTES, OL YVWOELS, OL
IKOVOTNTEG, M eKTaidevon, 1 eumelpla Kot dGAAx Tpooovta Sev amattovvtal 1 6ev
XPNOLWOTIOOVVTAL aTtd TV TpEYovoa epyacia evog atouov (Erdogan, Bauer, Peiro &
Truxillo, 2011). 'evik&, TO TMAEOVOOUX TPOGOVTIWY SLAKPIVETAL GE AVTIKELUEVIKO KoL
vmokelpeviko (Erdogan, Bauer, Peiro & Truxillo, 2011; Maltarich, Reilly & Nyberg, 2011).
El81kOTEPQ, TO QVTIKELUEVIKO TAEOVAOUA TIPOCOVTWY AVUQEPETAL GTO XAOUX HETAED
OUYKEKPLUEVWV ATOUIKWY TIPOGOVIWVY KOl ATHLTIOEWY EPYACLAG, KATAYPAPOVTAS TNV
TPAYUATIKY AOUVP@WVia PETAEY TOU EMITMESOV TWV TPOCOVIWY TWV ATOUWY KUl TWV
amaltNoewyv NG 0€omg epyaciag Tov KATEXOLY, 1] OTIOIX KATAYPAPETAL ATO £Va TPITO
HEPOG, OTIWG Evag epY0SATNG, N évag dALog aglodoynTig/mapatnpntig (Maltarich, Reilly
& Nyberg, 2011). Avtifeta, TO OVTIANTITO TAEOVAGUX TIPOCOVTWV AVAPEPETAL OTNV
UTIOKELLEVIKT] aloBnom kol avTiAnPm Tou atdpov OTL £XEL TIEPLOGOTEPA TIPOGOVTA ATIO
aQUTA Tov amattovvtal amd ) B€om epyaciag tov (Alfes, 2013; Erdogan, Bauer, Peiro &
Truxillo, 2011), Tapéyovtag pia KOV YIX TO TIWG TA ATOHA BAETOVV TA TIPOGOVTA TOUG
KO(L TO TA{PLACUA LE TNV EPYATLA TOUG.

2.2.IMAeb6vaopa tpoodvtwv kat Ikavomoinon andé tqv Kapiépa

Oplopéveg épeuveg €xouv Seifel OTL TO AVTIANTITO MAEOVACUA TIPOCOVTWY OXETICETAL
APVNTIKA HE TNV LKAVOTIOMON amd TNV Kaplépa Kot TV THavOTNTA TAPALOVI|G GTOV
opyavioud (Erdogan et al, 2018; Maynard & Parfyonova, 2013). Mwx akdoun €pguva
€EETAOE TIG EMTTWOELS TOVU AVTIANTITOU TAEOVAGUATOS TIPOGOVTIWY GTNV LKAVOTION oM
amd TNV KoPLEPA, WOTO0O0, TA AMOTEAéopaTa Sev uTooTHplEay outh TN oxéon
(Wassermann et al., 2017). H BiBAloypapia yio Tnv kKapilépa €xeL TovioeL T onpacia g
LKAVOTIOMOoNG amo auThy, KaBws T VTTOKELUEVIKA ouvalotpata emituyxiag oxeti{ovroat
HE TIOAAEG TITUXEG TNG EPYACLAKIG CUUTIEPLPOPAS KAL TNG EVTUEPLAG TWV ATOUWV GTOV
epyaoiakd xwpo (Abele & Spurk, 2009; Greenhaus et al., 1990; Jiang & Klein, 1999; Ng,
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Eby, Sorensen, & Feldman, 2005). Asdopévou 0TL 1] IKAVOTIONOT ATIO TNV KAPLEPA UETPA
Tov BaBbud 6TOV OTOL0 TA ATOUA TILGTEVOUV OTL 1) EMAYYEAUXTIKY TOUG TIPO0SOG glvarl
OUVETNG LLE TOUG 0TOXOUG, TIG agieg kat Tig mpotipnoets toug (Erdogan et al.,, 2004; Seibert
& Kraimer, 2001), O pmopovice emiong va BewpnOel 4TL 1 tkavoToinon amd v kapLépa
avaepetal otov Babud ato omolo oL epyalopevol ekQPAlouv BETIKO TIPOCAVATOALOUO
TPOG TNV KAPLEPA TOVG. G €K TOUTOV, 1 LKAVOTIONOT) ATIO TNV KAPLEPA EXEL OPLOTEL WG «O
GUVOALKOG OUVALGONUATIKOG TIPOCAVATOALGUAG TOU ATOUOU TIPOG TNV KAPLEPA TOUX»
(Gattiker & Larwood, 1989, o. 77) kat Bewpeital 0Tl elval evag Seiktng TG TOLOTNTAS
{1 G TOL ATOWOV, OTIWG TO 810 TNV avTIAapuBavetal kot T emBupel (Aryee & Luk, 1996).
Emopévwg, kat deSopevou OTL 1 IKAVOTIOIOM amd TNV KaplEpa elval éva UETPO
QUTOOELOAGYTONG TNG UTIOKELMEVIKNG EMAYYEAUXTIKNG EMITUXING, KABWG TA ATOMX
afloAoyolv TNV EMAYYEAUATIKY TOUG AVATITUEN O 0X£0T UE TA TIPOOWTILKA TOUG TIPOTUTI
Kol TIG @Aodoiies Toug (Abele, Spurk, & Volmer, 2010), eivat tiBavd va emnpeactel amo
TIG AVTIANPELS TOUG YEVIKA Kol £I0IKA UE TO TAEOVAGUN T(POCOVTWV TIOU KATEXOUV
(McKee-Ryan & Harvey, 2011).

Ag8opévou AoLtov OTL, 1) LKAVOTIOIN oM Ao TN Kaplépa Bewpovv 0TL e€apTATAL ATIO TO OV
TO GTOHO EKTANPWVEL TOUG SIKOUG TOU EMAYYEAUATIKOUG GTOXOUG, TIG afleg Kol TIG
@odotiec tou M OxL, avapévetalr 1 avtiAngm mepl pag @TwYNS avtioTowiag
(aovp@wviag) Tou atdépov e TNV gpyacia Tou OTL Ba UTOPOVOE VA HELWOEL TNV
LKavoTomon yla v Kaplépa. Me Baon to mapamdvw 1 H1 Stapdp@wvetal wg eENg:

H1. To avTiANTITO TAEOVAG X TIPOGOVTWY EMNPEALEL APV TIKA TNV LKAVOTIONON TWV
epyalopuévwy amd TV KapLEPa TOUG

2.3.0 8LapecoAafnTiKOG pOAOG TOU TULPLACHATOC ATOLOV ME TV EPYACIA TOV

H Bewpia tov taupidopartos atopov pe v epyacio (Edwards, 1991; Kristof, 1996)
ava@EPETAL ouVNBWS oty avalTnorn NG CVUE®WVIAG HETAED TWV YVWOEWV, TWV
SELLOTNTWV KAl TWV IKAVOTHTWY EVOG £pYAlOUEVOL KAl TWV ATALTOEWV NG £PYAciag
TOU KOl €xeL xpnowdomowmBel ywa va €EnynoeL oploHEVEG ATO TIG OUVETELEG TOU
mAgovaopatog mpoocovtwyv (Liu et al, 2015). AeSopévou 4tL oL avtiAnPels mepl
TIAEOVAOUATOG TTPOGAOVTWY VTTOSNA®VOUV [LX AvAVTIOTOL o HETAED TOV ATOLOU KAL TNG
B¢om epyaciag mov auto katéxel (Luksyte & Spitzmueller, 2015; Zhang, Law, & Lin, 2016;
Kulkarni, Lengnick-Hall, & Martinez, 2015), €0tid{ovpe 0TO QVTIANTITO TAEOVACUO
TPOCOVTWV. YTTOOETOVHE OTL AUTN M EKTIUNON TOV ATOHOV Yl TO TAPLACUA TOV HE TN
B¢on epyaciag Tou elvatl mOAVO va EMNPEATEL TA CUVALTOUATA TOU KL TIG AVTIANPELS
TOU Yl TNV KapLEpa Tov, OTwG 1 tkavoToinon ano v kaptépa. Ewkalovue 6TL amd
OTLY[N TIOU 0oL EPYA{OUEVOL UE TTAEOVAC LA TIPOCOVTWY GUVELST| TOTIO|GOVV OTL T EPYATL
Toug Sev elvat evBUVYpPAUULOPEV HE TA TIPOCOVTA KAl TIG SeELOTNTEG TOUG, ivat TOAY
TOavo va odnynbolv oe xaunAdtepa emimeda (KAVOTIOMONG ATO TNV KAPLEPA TOUG.
EEdAdov, pia epyacia n omola xpnolomolel Tig SeELOTNTEG KoL TA TPOCOVTA TOU A TOUOV
KOL UTTOGYETAL OVCLACTIKA TIWG (VAL Lo KAAT) ETTEVEUOT TOU XPOVOL TOV, Eival TBavo va
elval o ToAVTIUN Ywx autd (Smola & Sutton, 2002). Ot epyaldpevol pe MAEOVATUA
TPOCOVTWY ElvaL OV VL avaTTUEOUY TTPOTSOKIES YLt TNV KAPLEPA TOVG, KaBWG umopel
Vo TIOTEVOLVY OTL AVTO TO TIAEOVAOUA TIPOGOVTWY B lval APKETO WOTE VA TOUG SWOEL
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Béoclg epyaciag pe KOAUTEPEG €MAOYEG kaplépag (T, TPAYUATIKY aglomoinon
Se€lomTwy, avaAnym ubuvwv, avaTTudn KPLTIKNG OKEYNG) Kol £TOL VX EKTIAT|PWOOLV
TOUG EMAYYEALATIKOVG TOUG GTOXOUG, EMLTUYXAVOVTAS UYNAOTEPQ ETITESA LKAVOTIOIN GG
amd ™V Kaplépa. Q¢ ek TOUTOU, KATAAYOUUE 0T SeUTEPN VTTOOEOT CUUPWVA LE TNV
ool

H2. To taiplaopa atopov pe B€on epyaciag Stapecorafel Oetikd ot oxéomn petadld
TOU QVTIANTITOU TAEOVACUNATOS TPOCOVTWY KAl TG LKAVOTIOINoNG TOu amd Tnv
KapLEpa

3.Me0odoroyia

3.1.Asiypa ko Stadikacia

H moapovoa épsuva mpaypatomombnke otv EAAGSa. T v mpooeyylon twv
CUUUETEXOVTWV OTNV £PEVVA, KATAOKEVAGTNKE £V EPWTNUATOAOYLO KL ETIAEXONKE 1
uébodo¢ TG xovootiBadas wsn uéBodog SerypatoinPiog. Apyikd, otaAdnkav pnvouata
UECW MNAEKTPOVIKOU Tayvdpopeiov og eva Selypa 35 UETATTTUXIAK®OV QOLTNTWV/TPLWOV
(mouv NMTav epyaldupevol TN OTYUN TNG UEAETNG) TPOTPEMOVTAS TOUG ETIONG va
TPOWOBNGOLV TO EPWTNUATOAGYLO 0 GAAA 9 dTopa 0 KaBévag pe Tnv mpouToBeon OTL
epyadovtal ws gupobol eite otov BIWTIKO eite otov dnudolo topea. Amo ta 350
NAEKTPOVIKA  Staveunpéva  epwTNUATOAdYla, Ta 282 emeoTpA@Nnoav TANPWS
GUUTIATPWHEVQ, (PTAVOVTOG £VA TTOG00TO avTtamokplong 80,57%. Ava@opikd e to @UAo,
10 56,4% Tov Selypatog ntav yuvaikeg, pe Ta 6Vo tpita va eival emiong katw twv 40
£TWV Kat oxedov to 40% va eivat éyyapol. ‘Ocov a@opd to emimedo ekmaibevong, To
30,8% nMtav amoé@ottol Tavemiomuiov evw to 20,4% 1TAV KATOXOL LETATTTUXLAKOV
TiTAOV omoVSWYV. ZXETIKG pe T Ontela epyaciag, 1 cLVTPITTIKY TAsOYMEIX TwWV
OUUUETEXOVTWYV glye amd 1 éwg 10 xpovia Bntelag otnVv TpEYovoa Beon epyaciog Toug
(mocootd mepimov 80%). Térog, 10 57% Twv ouvppeTeEXOVIWVY Katelxe O€om
TPOICTAUEVOV, Kal TEPITOV T Tpla TéTApTA TOL Selypatog epyaloviav aTov LWTIKO
TOPEQ.

3.2.Epyaieia Métpnong

‘OAa T epyadeiar HETPMONG EXOVV XPTOLUOTIOMOEL EKTEVWG OE TIPOTYOUUEVEG EYKUPES,
EUTIELPIKEG KAl SLEOVW®OG avayvwplopéves €peuves. AeSopévou OTL TO EPWTNUATOAOYLO
amevbuvotav og 'EAANVEG, TTPpAYUATOTION|ONKE HETAPPAOT TWV EPYUAEiwV pueTpnong. H
TPWTOTUTT AYYALK] €KS00T) LETAPPATTNKE OTNV EAANVIKY YAWOOoQ.

[IAedvaoua mpooovtwv

[l TN pé€TpN oM TOL TAEOVACUATOG TTPOCOVIWY, XPTOLLOTIO ONKAV EVVIA EPWTIOELS ATIO
Toug Maynard et al. (2006). H kAipaka ov ypnopomowmOnke ftav 5aduia tomov Likert,
Kot kKupovotay amo 1 (Stapwve amdéAvta) éwg 5 (oupewveo amdéivta). Mia amd Tig

epwtNoels NTav «H epyaoia pov arnaitel Atyotepn ekmaidevon amno o,tt Exw». O Seiktng
aglomiotiog Cronbach alpha vjtav 0,87.
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Ikavomoinon amo tnv kaptépa

H wavomoinon amdé v kaplépa PETPNONKE HE TIG TEVTE EMUEPOVS EPWTNCELS TIOU
avamtuxOnkav amd toug Greenhaus et al. (1990). ‘Eva Seiyua twv epwtnoewv eival
«Eluat tkavomoinuévos/n ue tnv emituyia mov £yw KATAPEPEL 0TV Kaptépa pov». H
KAlpaka mouv ypnowpomombnke Ntav 5abuia tomov Likert kot kupoawvotav amd 1
(Stapwvw amorvta) €wg 5 (cuppwvw amoAvta). O Ssixtng adlomiotiog Cronbach alpha
ntav 0,89.

Taipiaoua atéuov ue 6éonc epyaciag

[ v aloAdynon Tov TaPLACUATOS, XPNOLUOTOMOAUE EEL EPWTNOELS OTIWS QUTEG
avamtuyOnkav amo toug Cable kat DeRue (2002). Mia até TI§ epwTNOELS YL TIAPASELY O
ntav «Ta mpayuata mov ektiuw otn {wn uoldlovv kat Tapta{ovyv ToAU UE AUTA TTOV EKTLUX
0 opyaviouos atov omolio epyalouar». H xAlpaka mov ypnoipomomidnke ntav 540w,
tumov Likert, kat kupawotav and 1 (Stapwve amoivta) éwg 5 (oup@wven atdivta). O
Seixtn ¢ alomiotiag Cronbach alpha ytav 0,90.

4. Amotedéopata kot TulnTnon

ZKOTIOG TNG TAPOVO NG EPEVVAS TITAV VX SLEPEVVIOEL T OXE0T) LETAEY TOU TTAEOVACLATOG
TPOCOVIWY TwV gpYalopévwy Kol TNG LKAVOTOINoNG TOUG amd TNV KAPLEPH TwV
epyalouévwy atopwyv. Baolldpevol ot Bewpla Tou TAlpLEoUATOS aTOUOL pe Bfom
epyaoiag (Edwards, 1991; Kristof, 1996) efetdoape tov Slapecorafintikd poéAo tou
TALPLACUATOG aTopov pe Béon epyaoiag. 'Omws mpoékuPe (Iivaxkag 2), To taiplacua
atopov pe v B€on epyaciag Sliapecorafel Betika otn oxéon PETAY TOU AVTIANTITOV
TIAEOVAOUATOS TIPOCOVTWY KAL TG LKAVOTIO{NonNG amd TV gpyacia. Ao 660 Yvwpilovu|le,
N UEAETN paG lval 1) TIPWTT IOV £EETACE TO TALPLACUA ATOUOV UE BEONG Epyaaiag wg
Stapecorafnt, avti va vioBetnoel v évvola POVO BewpnTIKA WG EMESYNUATIKO
unxaviopo (Arvan, Pindek, Andel, & Spector, 2019; Luksyte & Spitzmueller, 2011;
Sanchez- Cardona & Vera, 2020). Eivat ev8la@épov 0Tt Ta EVPNUATA LAG VTTOSNAWVOUY
OTL TO TIAEOVAOUO TIPOCOVTWV SEV EMNPEATEL AUETA TIG AVTIANWELS YLK TNV LKAVOTION O™
atd v kapépa (IMivakag 1), vtodnAwvovtag 4t o Babpog TapLAcHATOS HE TNV Sl TV
gpyaoia elvat TLo KPIOLUOG KL ATTAGYO0AEL TO GTOUO VWwPiTEPA ATO TNV OKEYM Yo TNV
KapLEPA. AUTO TO VPN Bt UTIOPOVCE VU OPEIAETAL GTO YEYOVOS OTL OL ATIOTEAECLLATLKEG
ATOPAOELS 6TASL08POUING AVTIKATOTITPI{OVV Hid AVTIOTOLX O LETAEY TWV YVWOEWV, TWV
SELLOTNTWY, TWV IKAVOTHTWY KAl TWV AVAYKWOV TWV ATOH®OV KAl TWV 0PYAVWOLXK®DV
N/Kal EPYNCLHK®OV amatnoewv Kat kwntpwv (Cable & Judge, 1997; Muchinsky &
Monahan, 1987).
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Mivakag 1. 'EAeyxog Emépacewv

EntiSpaom oo Taipraocpa

Atépov ko Ofomng Tuvted se t p LLCI | ULCI | R-sq
Epyaociag
[MAebvaoua Mpocdvtwy -,54 ,05 -10,92 ,00 -,64 -,45 ,30

Emdpaoceig otnv

IkavoTtoinon ané v Tuvted se t p LLCI | ULCI | R-sq
Kapiépa
[MAebvaoua [pocdvtwy -,07 ,05 -1,27 21 -17 ,04
, , , ,38
TO(lpLO(,O'p.O(ATOuOU Kot Ogong 55 05 10,28 00 45 66
Epyaoiag
Mivakag 2: 'EAeyxo¢ AlapuecoAdBnong
‘Eppeon Emppon

[TAsovaopatog llpocdvtwy o€ Ikavotoinon BootSE BootLLCI | BootULCI

amd Kapiépa Stapéoov Talplaopatog Atépov
kol O¢ong Epyaciag
-,30 ,04 -.38 -.23

Ta gupruata TG €pEVVAG TAPOVGLALOVV ETILOTG ONUAVTIKEG TIPAKTIKEG ETUMTWOELS YL
TA ATOUA KAL TOUG 0pYavIopovus. ‘Otav ol epyaldpevol Bewpovv OTL £xouv TAEOVATUA
TPOCOVIWY, 1] evaAdayn| epyaciag 11 arldayn g iSag g B8€omg epyaciog Ba pmopovoe
va Bon6noel atnv evioyvomn Tng tkavoToinong Toug amd v Kaptepa. Puoikd, | Tapoxn
EVKALPLWV OTOVG EPYATOUEVOUS VA SLALOPP®OEOLV TA KAB1KOVTA KoL TOV pOAO TOUG 0TV
epyacia Toug Kat va Tapladouy Tig SEELOTNTES KAL TIG LKAVOTNTEG TOUG LE TIG ATIALTIOELS
QUTNG, ETILTUYXAVOVTAG TNV KATAAANAT B€0m epyaciag, Ba pmopovaoe, emiong, va 0SnynoeL
oe BeATiwpévn BeTikn ouvoAlkn a&loAoynon TG oTadloSpopiag Kal TG KAPLEPAS TwWV
£pYa{OUEVWV KAL CUVETIWG LEYAAVTEPT LKAVOTIOMON atto TNV KaplEpa. To Taiplacua evog
QTOUOV HE TNV EPYNCLA TOU KAL 1) LKAVOTIONOT) TOU AT TNV KApLEPA cuvdEovTal BeTIKA
KL OTEVA, OTIWG ExeL 1161 Sei&el épevva Twv Erdogan kat Bauer (2009). AeSopévou 4tL T0
Talplaopua atdépov-0£ong epyaciag mapampelital OTav Ta ATOUA TLOTEVOLV OTL Elval
KATAAANAQ Yot TNV gpyacia Toug 1) evaAAakTikd OTL SlaBétouv T MPOCOVTA TIOU
amatrtovvtal amo autnv. 'Eto, eival mBavo kamolog va Bewpel OTL oL GTOXOL TNG KAPLEPAS
Tou Sev emITUYXAvVovVTAL 0TV Bewpel 6TL Sev Tov Taplalel | B€on epyaciog TOU KATEXEL
ETMELST TA TPOGOVTA TOV VTIEPKAAVTITOUV EKEVA IOV ATIALTEL 1] EMUTUXNG EKTAPWOT) TWV
KaBnKOVTWY TNG.
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Me Bdomn Ta amoTEAETUATA TG LEAETNG, B UTIOPOVCAUE ETILOTG VA AVAPEPOVE OTL EKTOG
OTIO TIG EAQYLOTEG ATIAPALTNTEG ATIALTIOELG OE ULA TIEPLY PN BEoM G epyaaiag, Ba pémel
emlong va TEPLYpA@OVTAL Kol Ol PEYLOTEG SUVATEG ATALTIOELS epyaaiag, kKabws doa
TEPLOGOTEPA TIPOGOVTA (TL.Y. TIPOCGOETA TTPOGOVTA, TAAEVTO) €XOUV OL EPYALOUEVOL OE
oUYKPLOT] HE TIG ATONTNOELS TNG BO€omg epyaciag TOCO TEPLOCOTEPA APVNTIKA
ouvaloBpata kot avtiAnyelg pmopet va mpoxvPouv. EmumAéov, eival onpavtikd va
e€eTAleTOL TO EVOEXOUEVO TIAPEUBATEWV OTIG TIEPLYPAPES DECELG EpyATiaG TTOV KATEXOUV
TO ATOUN UE TTAEOVACUA TIPOTOVTWY, TIPOKELUEVOU VA UTIAPYEL KAAVTEPO TAIPLATUX TWV
ATIALTGEWYV |LE TO TIPOPIA TWV ATOUWY UE TAEOVAC X TTPOGOVTWV. AV 1] TPOCAPLOYT TWV
KaBNKOVTWYV NG BE0NG EPYATLAG TTOU KATEXOLUV T ATOUA E TTAEOVAGUX TIPOCOVTWY SEV
elvat e@LKTN, ElvaL OKOTILHO Vo EEETACTEL TO EVOEXOUEVO TNG EVOUVAUWOT|G TOUG. L€ VTN
NV TEPITTTWOT], Ta CUYKEKPLUEVA GTopa Ba KANOoUV Vo SIEKTTEPALWGOUY KL OPLOUEVHL
KO KoVTa VPYNAOTEPWV ATIALTHCEWY, YEYOVHG TIOV Vil TTEPLOGOTEPO TILOAVO VO TAL KAVEL
va T TEYP oLV OTL oL SEELOTNTEG, OL YVWOELS, OL IKAVOTNTES, 1) ekTtaidevon, 1) eumelpio Kol
TA AOITIA TPOCOVTA TOU KATEXYOUV A&LOTIOLOUVTAL O KAToV PBabud TouvAdylotov
TPOOWPLVAE, EVK SLa@aiveTal Kot 1 Suvatdtnta aloToinomg TouG 6To HEAAOV HECW ULOG
TPOAYyWYNG. To omoio va Snulovpyel otouvg epyalopévous pia aicOnon peyodtepng
QVEKTIKOTNTAG OO TNV TAEUPA TWV TPOICTAUEVWY TOVG, Kol £TGL va SIEVKOAVVEL TNV
QVATITUEN TWV AVTIANYPEWY TWV EPYALOUEVMV.

5.[eplopiopol kat peAAovTikn épevva

'Omwg pe kABe £pevva, £TOL KL 1) TTAPOVOA EXEL OPLOUEVOUG TIEPLOPLOUOVG, OL OTIOLOL Elval
ONUAVTIKO va AN@BoUV vt yia LEAAOVTIKEG £pEVVEG. O OTUAVTIKOTEPOG TIEPLOPLOUOG
elval To pkpd péyebog tou SelyHatog KAl TO YEYovOS OTL 1) HEAETH TIPAYUATOTION|ONKE
Hovo oe ouykekpLuévo Setypa (m.x. EAAnveg). ‘Evag akoun mbavog eploplopds eival 0Tt
Ta Sedopéva cuAAEXOKY aTtd pia povo Tnymn. MeAdovTikol epguvnTég Ba pmopovoay va
eTKEVTPW OOV o€ pa ToAveTinedT avdAvor Sedopévwy (.. dTopa, opyaviopot) kal/M
UL €peVVA TOAAATIAWV Ty WV ANYMG amokpioewv. TEAoG, oL epguvnTéG Ba ptopovoav va
Slepeuvnoovy TepLooOTEPOVS SLaPETOAAPNTEG KABWS Kol pUBULOTIKOVG TTAHPAYOVTES YL
Vo SMUIOUPYNOOUV UL TILO AETITOUEPT] EWKOVA TNG GUEONG OXEOMNG METOAEL TOU
TAEOVAOPUATOG TIPOGOVTWY KL TNG LKAVOTIOMONG Ao TNV KApLEPA, OTIWS GTOLYElX TTOU
a@opovV TOGO TOV (810 TOV €PYalOUEVO (TI.X. AUTOEKTIUNOT, EPYACLAKY EUTIAOKT]), TOV
TPOIOTAUEVO (TLY. AVTIANTITY VTTOOTNPLEN, KaBodnynon) aAAd kat Tov opyaviopd (..
TOALTIKEG Sloiknong avlpwmivwy Topwv VIMANG amtddoong).
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IIPOZAIOPIZTIKOI TAPATONTEX THE IKANOIIOIHEZHE AIIO THN EPTrAZIA X TO AHMOZIO
TOMEA: E©APMOTH MONTEAQN WRIGHT-DAVIS KAI J]D-R

Tavvng Xadag

Z0ufoviog Exkmaidevong kat Avamtvéng AvBpwmivov Avvaiko.
ychalas1@gmail.com

Nepiinym

H moapoVoa epyacia eotidobnke oto poviédo twv Wright & Davis (2003) kot
epapuocnke oe Setypa amd 31 SNUOCLOUG LVTAAANAOUG, TIPOEPXOUEVWV ATIO
SLAPOPETIKA UTIOUPYELQ, HE EPWTTUATOAGYLO TIOU TIPOTELIVOUV OL EPEVVTTEG TOU LOVTEAOU.
AepguvnOnkay ot PETABANTEG TTOU AVIIKOUV OTO €PYACLAKO TepBaAAov: cUykpouon
EPYACLAKWY OTOXWV, SLASIKAOTIKOL TIEPLOPLOUOL KAL COPTVELXL OPYAVWOLAKWY GTOX WYV,
pualli pe T petafAnTéG TOU AVIKOUV OTA XOPAKTNPLOTIKA TNG gpyaciag: molkiAia
SpaoTNPLOTTWY, CAPNVELA EPYACLHKOV POAOU, avaTTLEN avBpWTIVvou SuVaULIKOD Kol
emavanmAnpo@opnon. IapdAAnAa, Ta ATMOTEAECHATH TOU  €PWTINUATOAOY(OV,
TPOCUPUOCGTNKAY OTO POVTEAD ATALTNOEWY gpyaciog kal mopwyv epyacias (JD-R) twv
Bakker kat Demerouti, (2007). Ta amoteAéopata kat amd To §U0 HOVTEAQ CUVTEIVOLV OTL
ol dnudotol vtaAAnAot Tov Selypatog Blwvouy apketd ueyain dvocapéokela. ISlaitepa,
To povtéAo JD-R pe v opadomoinon twv UETABANTWY ToU €EeTGlOVTAL GTO HOVTEAO
Wright & Davis, evtomioe 10 povadeg Sla@opd, 6To EAAELUA TG TIPOGPOPAES TIOPWYV, TIOU
Suvntika Ba StevkoAuvav kal Ba €kavav gvxaplotn TNV gpyacia twv Snupociwv
VTTAAA AWV Tov Selypatog.

A€Eelg-KAe8L&.  kavoToinon  €pyaciag, XAPAKTNPLOTIKA EPYAOIiNG, E£PYAOLAKO
TEPPAALOV, ATIALTIOELS EPYATLAG, TIPOGPOPE TOPWV
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Elcaywyn

Ta teAsutaia xpovia yivetat pla onpavtikn mpoomddela va BeAtiwBel To emimedo Twv
TPOCPEPOUEVWV UTINPECLWOV ATtd TOUG 0pYavIGHOUGS TOV Snpociov Topéa. H mpoomadela
QUTN OTPEPETAL KUPIWG TNV avadlopydvwon Twv UTNPECLWY ToU Snuociov, Tov
TPOTAGOEL 1| PLAoco@ia Sloiknomg Tou vEou SMUOCIOV HAVATIUEVT, WOTE OL SNUOcLoL
Agttovpyol va alaBAavovTal TEPLOGOTEPO EVICYVUEVOL GTNV AVTLUETWTILON TWV AVOYKWYV
Tou moAitn (Paupatd, 2005; Sotirakou & Zeppou, 2005; Ba&eBavidov, 2007; Zmavou,
2011; Spanou & Sotiropoulos, 2011; Zmavov, 2018 ; Zwtnpdmoviog, 2022). Emopuévweg n
OoTPOEN YIVETAL TTPOG TOUG XWPOUG TNG EpYAciag Twv Snpociwv AetToupywy Kot LSlaitepa
OTIG OoLVONKESG ekelves TG gpyaoiag, Tov B TOUG SLHCEAAICOUV TNV ATALTOVUEVN
evépyela  (StavonTiky -  owpatiky - Juxkn), YX  aTmOSOTIKOTEPN Kol
ATIOTEAEGUATIKOTEPT) TIPOGPOPE UTINPECLDV.

Av, xat moAAG eival yvwotd yia T Stadikacio 1§ TOV pNYovIoUd NG EPYACLAKNG
LKVOTIOMO™MG 0€ 0pYavIoUoUS TOU ISLWTIKOV TOUEQ, Elval AlyOTEPA YVWOTA YLO TO TIWS
TITUXEG TOV €PYACLaKOV TEPLBAAAOVTOG TOU STUOGLOU TOPE KAl 1] ETakOAoUOT emtibpao)
TOUG 0€ ONUAVTIKA XAPAKTNPLOTIKA Twv Bécewv epyaciag, umopel va emmpedcouvy Ty
gpyaotaky ikavomoinon. 'Evag aAAog pbog mov gaivetal 4tL katappimretal eival autag,
IOV eVEOUUYA Kol AUTATIOSEIKTA VTIAPYEL 0TA GTEAEXT TOOO TOV LSLWTIKOV OGO KOl TOU
Snuoociov top€a: ATL 0 euxaploTNUévos epyaldpuevos Ba amodidel kal eploodtepo. Ot
EPEVVNTEG £XOUV OVTIKPOUOUEVEG ATOYELS KoL 8€ GUUPWVOUV OAOL TIPOG QUTNHV TNV
KatevBuvo. Av, Kol To BEpa TNG LKAVOTIOMONG Ao TNV epyacia Bewpeital wg Eva amo
Ta o Siepevvnuéva Bépata ot BiBAoypaia tov pdvatiuevt, eEakoAovOel akoun va
aTOTEAEL QVTIKEINEVO £peuvag kol ocu{mong, €dv kKol TO6o Ta AloO|uUATA Twv
epyalopévwy emnpedlovy TV gpyactakn toug amodoon (Judge et. al. 2001). TNa
mapadetypa, ot Brayfield kot Crockett (1955) kau laffaldano & Muchinsky, (1985)
KATEANEQY 0TO OCUUTEPACUN OTL Sev UTtapyel afloonueiwtn aueon oxéorn peTald
tkavoToinong kat anddoong. EmmAéov, o Locke (1976) mpayuatomoinoe pia €ig BaBog
avaokomnon NS BRALOYpa@iag OXETIKA LE TNV IKAVOTIOMON TNG EPYACIaG KAl KATEANEE
0TO OULUTEPACUO OTL 1) EPYNOLAKN LKavoToinon Oev €xel Aaueon emidpacn oty
mapaywywkomrta. Evw, ot Ellickson, M.C. (2002); Fassoulis- Alexopoulos (2014) ; Platis
et al. (2015) Swmiotwoav OTL UTAPYEL ONUAVTIKY OETIKY) OUCYETION HETAEY TNG
EPYAOLAKNG LKOVOTIOMONG KAl TNG amddoong otnv epyacia oto OSNUOCL0 TOopEd.
E¢etalovtag Tig mpoUTobETEL TNG IKAVOTIOMONG TG £pyaciag omd TNV OKOTILA TOU
HOVTEAOL TwV ATatTnoewv Kat TwV [épwv ¢ epyaciag (Job Demand and Job Resources
Twv Bakker kot Demerouti, (2007) pmopolue va mpofAéfoupe to Badbud, mov évag
EPYAOLAKAG YwpPOoG Snuovpyel ocLVONKES epyaoiakng tkavomoinong. H eméktaon tou
novtédov JD-R ka1 evowpatwon 6’ autd Twv TPocwTikwV Topwv (Xanthopoulou et al.,
2007), T TPOOWTIKA XAPAKTNPLOTIKA TNG TPOCWTIKOTNTAG, ATOKTOUV Slaitepn
onuacia. Elval mpo@avég 0tTL, oto Babud Tou Ta XAPAKINPLOTIKA TNG £pyaciag, To
mepBEAAOV ™G €pyaciag Kal TA TPOCWTIKA YOPAKTINPLOTIKA TwV gPYALOUEVWV
EMMNPEAJOVV TNV EPYNCLAKI LKAVOTIONOT), KXl £QOGOV QUTA SLPOPOTIOLOVVTAL HETAEY
WBWTIKOV Kat SNUOCIoV TOUER, Ol TAPAYOVTES KAvoToinong Ba Stapopotolovvtat
HETAED WwTkoV kat dnuociov topéa. H Swxgopomoinon autr avtavakAdtalt oto
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TapovoLalopevo povtédo twv Wright & Davis (2003) mov ipoteivetal 0Tl TapladeL oTig
ouvONKeS Aettoupylag TG Snuoolag Sloiknong.

[TapaAAnAa, To HOVTEAD UTO TIPOCAPUOLOUEVO OTO LOVTEAD TWV ATtaltoewv kat [Tépwv
epyaoiag (JD-R) Seixvel CUUTTANPWUATIKE, UE TILO AUECO KAL CUYKEKPLUEVO TPATIO, TIOLOL
TAPAYOVTEG KAL TIWG EMNPEAJOVV OTNV EPYACLAKN LKAVOTIOINOT) 6TO S1IOCLO TOUEQ.

Zto)0G NG epyaoiag elvat:

¢ Na avaAvBei n évvola TG EpyACLaKNG LKAVOTIOINONG Kol v epunvevdel o poAog g,
yw 1 BeAtiwon tng epyactakns andédoomng oto SnUdcLo TOHE.

¢ Na mapovolaoTovv Kat va avadvBoUv oL TApAHETPOL TIOV EMNPEALOVY TNV EPYACLAKT)
(KXVOTION o™ 0TO SMUOGLO TOPEN.

¢ Na mapovoiwxotel, va avaAvBel kal vo €@ApUOCTEL €va LOVTEAO UETPMONG TNG
EPYAOLOKNG LKAVOTIOINONG 0TO SNUOCL0 TOpE, KABWE Kal 1 CUYKPLOT] TOU, UE EVa
VEOTEPOU KOl €UPUTEPA  EQUAPUOTOUEVOV HOVTEAOU EVTOTIOHOU  EPYNCLAKNG
IKavoToinong aveEdptntou Topéa amacydéAnong.

H Epyaciakn ikavomoinon 6to Anpoocio Topéa

H epyaoiaxn tkavomoinom, oplletal wgn evxapLloTn 1 BETIKY CUVALEON PATIKY KATAGTHON
IOV TIPOKUTITEL ATO TNV a&lOAGYN 0T NG gpyaciag 1 pag epyaciakns epmelpiog (Locke
1976; Spector, 1997).

H epyaciaxn kavomoinorn eival évag onuavtikog mapdyovtag, mov kabopilel ta
ouvaleOuata Twv gepyalouévwy yia T S0VAELd TOUS Kot Seiyvel TTOCO LKAVOTIOUEVOL
elvat amd autnv. Me Alya Adyia, n tkavoToinon amo v epyacia ek@palel o faduod mov
N epyacia apéoel N Sev apéoel otoug epyaldopevous. Tolto 8¢, emeldn o Babuog
LKOVOTIOM O™ G TWV EPYATOUEVWYV ATIO TNV EpYATia TOUG, Bewpeltal 6TL elval Evag amo Toug
mAéov Baocikols mapdyovteg emituxiag evog opyaviopol (Buelens & van den Broeck
2007; Frank & Lewis, 2004; Markovits, et al. 2007 ; Wood, et al. 2012).

To evSla@Epov Yl TNV IKAVOTIOMOT Ao TV EPYNCIN EPYXETAL WG CUVETELX TNG ATIANG
AoYKNG okéymg OTL 600 TEPLOGATEPO €UXApLOTNUEVOL Elval oL gpyalopevol TG00
meplocdtepo Ba elval mapaywywkol. Tpdypatt ot Tietjen, M. and Myers, R. (1998)
EVTOTILOAV TO XUTOVOTTO OTL, 00O TILO EUXAPLOTNUEVOGS ELVAL KATIOLOG ATtd TNV SOVAELA TOU
TO00 TMEPLOCOTEPO Ot lval TILO TAPAYWYIKOG. AvTiBeTa, 0 SucapeaTnUéEVosg epyalOUEVOS
elvaL AlydTEPO EPYATIKOG KL YEVIKA SELXVEL L TIPOBATUATIKT] EPYACLOKT) CUUTIEPLPOPAL.

Ot Das & Jain, (2018) SiemioTwoav o€ €peuva TOUG OTL, 1 LKAVOTIOMON ATIO TNV €Pyacia
€XEL WG ATOTEAECUA UEYAAVTEPT] TAPAYWYIKOTNTA, SNUIOUPYIKOTNTA, KALVOTOUIO Kol
mpodidBeon yia vioBetnon aAdaywv. Ot 8e Maureen Snow Andrade and Westover (2020)
EVTOTILOOV  OTL, TO EVEPYETIKA OTMOTEAECUATA TNG EPYACLAKNG  LKAVOTIONONG
TEPAAUBAVOUY PLEYRAVTEPT) TIAPAYWYLKOTNTA, VPYNAATEPT TIOLOTNTA EPYATLAG, AUENUEVT
QAVTAYWVIOTIKOTNTA TNG ETAPEING, HIKPOTEPO KUKAO EPYAOLOV KOl HELWUEVES
OUYKPOVGELS GTO XWPO EPyAsiag.

AMGE evw, TO EVOLAPEPOV TWV ETAYYEAUATIOV CUUPBOVAWY ETIXELPNOEWVY 1} EPEVVTWYV,
€XEL OTPA@EL LOTOPIKA, TPOG TOV EVTOTIOHO TWV THPAYOVTWV EKElVwV ToL Oa

93



Honorary Volume for Professor Leonidas Chytiris

KATAOTIOOUV TOUG £PYAJOUEVOUG TOU LOLWTIKOU TOUEN TIEPLOGOTEPO LKAVOTIOUUEVOUG,
Sev ovpfaivel To (810 xaL yix To dnpocio topea. To evdla@epov ESIKA Yl Tov SNUOGLO
Topéa elvat Sucavdioyo TG onuaciag s VTTAPENG TOV Kal TNG aTooToANG Tov (Taylor
and Westover 2011).

Ol opyavwTIKEG KAl OLOKNTIKEG SOUEG TwV OSMUOCIWV 0pYyaVIoH®WY  Sl@EpPouv
BepeAlwdws amd Toug WBLWTIKOUS opyaviopovsg. Ou SnNUOcLOoL opyaviopol TapEXouV
VTN PECieg Tov Sev UToPovV eVKOAX va HETPNOOVV 1) VO GUGKEVAGTOVV YIA VTOAAAYY
OTIG OLKOVOUIKEG ayopeG. ¢ €K TOUTOU, Ol OLKOVOULKOL SelKTEG ATTOSOTIKOTNTAG Kol
ATOTEAEGUATIKOTNTAG IOV foN 00UV TNV GUECT) KOL ATIOCAPTVIGT) GTOX WV GTOV ISLWTIKO
TOMEQ, OTIWG OL TIHEG KoL Ta kKEPST, dev elval StaBéoipotl oto dnpocto topéa. H évtovn
TAPOVCLA KAl GUXVA EUTIAOKIG TNG TTOALTIKIG 0T SL0KN oM TWV SNUOCLWV 0PYAVIOUWV
SnuovpyovV £va AoaEEG TTAXIOLO GTOXWY TWV 0PYAVICUWY, 0AAX KL TOU POAOL TWV
epyalopévwv éppeca (Pandey & Wright 2006).

H Swagpopotoinon autn &eival @uoikd va TPOTPETEL, YLt SLKPOPETIKOVUG TPOTIOUG
EVEPYOTIONOTNG TWV EPYATOUEVWV KAL ETOUEVHGS LKAVOTIOMOTS NG Epyaciag, HeETaED TwV
epyalopévwy oto SNUOCLO Kol 0TOV WOWTIKO Topéa. AeSopévou 8e OTL 1 KAAUTEPN
Aettovpyia Twv SNUOcLwVY VTIMPECSLWY, BplokeTal VYNAG 6TV atlévia TWV TOALTIKWY
TpoioTauévwy ¢ (Zwtnpdmoviog, 2022), To O£ua TG LKAVOTIOINONG TG EPYATIAS TWV
SMUOCLWVY AELTOUPYWV ATIOKTA 8laiTEPT oNpUAcia.

[Tapa v yevikn dmoym 0Tl ot epyaldpevol 6To SNUOCLO ELval AlyOTEPO LKAVOTIOUEVOL
Ao TOUG OHOAGYOUS TOUG 0TOV WOLWTIKO Topéa Rainey, H. G. (1989), avt @aivetal va
apelofnteital Zopwva pe veotepes épeuves (Karamanis & Arnis 1918; Andrade,et al.,
2019; Gastearena-Balda A. et al. 2021; Andrade & Westover 2022) ot dnpociot Aertovpyol
amoAapBavouv oNUAVTIKA UVYMAOGTEPN IKAVOTIOMMOTN TNG €pyaciag amd Toug
epyalOpuevous otov BWTIKO Topéa. Autd ouvpfaivel ylatt ot dnpdociol vwaAAnAot
aloAoyoUV Lo OTUAVTIKO TNV LOOPPOTILA HETAE) EPYACLAKTG KAL TIPOCWTILKNG {wNg, TNV
oTafepOTNTA KUl A0@AAELX epyaciag, TIG oTAOEPESG OLKOVOULKESG aTTOAABES, T oTABEPR
WPApPLX ATIACYXOANONG, TIG oUVONKEG €EEALENG, TO ALYOTEPO €PYACLAKO AYXOG KL TO
KOWwVIKO kKUpog (Andrade & Westover 2019).

Y& oUyKpLON HE TOUG OHOAOYOUG TOUG OTOV LOLWTIKO TOopéq, ol Snuoclol VTTGAATAOL
QULVETAL VX TIAPAKLVOUVTAL TIEPLOCOTEPO ATIO TIG EYYEVELG TITUXEG TNG EPYACIAG TOUG TIY
evlla@épouoa epyacio Kal AlydTeEPO ATt T EEWTEPIKA XAPAKTNPLOTIKA , Tar oTrola BEPLata
Sev vapyxovv oto Badud oL VTIAPXOLV GTOV BLWTIKO TopEq, TiY uTovovus (Buelens and
van den Broeck 2007).

H ox£on tkavoToinon g amod v epyacia KaL epyactakt) anodoon

[Mapadoolakd ta Sid@opa povTéda Tapakivnong tTwv epyalopévwy gpunvevovy Kal
TPoTEIVOLV €V €181 CLUVTAY WV, TOUG TPOTIOUG LE TOUG 0TIOL0VG £vag SlevBuvTng pumopel va
TUPAKLVIOEL Evav EPYAIOUEVO, WOTE VA EEKIVIIOEL, VAL EVEPYOTIOMOEL, VA SLaTNprioeL 1] va
KATEVOUVEL TNV EPYACLAKT] TOU CUUTEPLPOPA. ZTA HOVTEAQ QUTA XPTOLUOTIOLEITAL WG
TOUTOOMUN TEPLTIOU 1) EVVOLA TNG EPYACLAKNG ATTOS00TG KAL TNG LKAVOTION oG aTtd TNV
epyaoia (Wright, 2001). H avtiet®mion autr eivat amAoueTEVTIKY Yot 8ev Aapufdvel
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uTOYM OTL 1 Epyaciakn amodoor e{apTATAL EKTOG ATIO TIG IKAVOTNTES, TA TTPOCWTILKA
XAPAKTNPLOTIKA, TIG a&lEG KL TIG EUTELPLES TOU EPYALOUEVOU, KL ATIO TIG TTEPLBAAAOVTIKEG
TapauéTpoug TG epyaciog kat ta yapaktmplotikd s (Hochwarter et. all. 1999). Tovto
6e ovpBaivel, yiati v pxe Kol akOun VTTApPXEL o€ peydAo Babuo n kown avtiAnym amod ta
SlevBuVTIKG OTEAEYM TOOO TOU IOIWTIKOU 000 Kol Tou ONpociov TOpEX OTL, O
EVUXAPLOTNHEVOG EPYALOUEVOG SEV UTIOPEL TIAPA VA ATIOSWOEL KAAVTEPA GTNV EPYATLA TOU
atd évav Svoapeatnuévo. OL aTOYPELS AUTEG PATVOVTOL OTL SEV TEKUNPLOVOVTUL ATIOAVT
aTtd TOUG EPEVVNTEG. ZUYKPLTIKEG LEAETES TTAVW 0TO OEpa auTO €8Iy OTL HOVOo Katd 17
% VTIAPXEL CUOXETLOT HETAEY LKAVOTIONONG Ao TNV EPYACLA KAl EPYATLAKNG ATIOS00NG
(Iaffaldano and Muchinsky, 1985). Evw vedtepeg épeuveg SimAaoidlovv mepimov tnv
OUOYETLON UETAED EPYACLAKNG LKAVOTIOMONG KaL Epyactakns anodoons oto 30 % (Judge
et. al. 2001). AAAeg amoPelg OéAovy N oxEon aUTY] TEAELWS TAPATTAAVTIKT] Kol PeVTIK.
AnAadr) Sev uTtapyEL AUEST) CUOYETION OVAUETAED TOUG, 0AA& Kol ol §V0 PETAPANTES
ovoyetifovtal pe po Tpitn peTafAnT OTWG HE WA 1) TIEPLOCOTEPESG, ATO TIG TEVTE
KUPLOPYEG - VEUPWTIOUOG, SEKTIKOTNTA O EUTELPIEG, TPOONVELY, €VOLVELSGla KoL
efwotpepela - (Big Five Factor) ouvioT®woe Twv XOPAKTINPLOTIKWV TNG
mpoowTikoTNTAg (Bowling, 2007). Auto Tov cupfalvel elvatl OTL EKTOG ATIO TIG CUVONKES
gpyaociag ov mapeuPaivouv yia ta opicovv to Babud mapakivnong touv epyaldpevov,
TApPEUBALVOUV KAl TA TIPOCWTILKA XUPAKTNPLOTIKAE TNG TpoowTikdTnTaS (Bourantas and
Papalexandris, 1999; Xanthopoulou et al., 2007; Coopers et. al. 2014). Akoun kat av, N
LKOVOTIOM o™ ATt TNV £pyaaia OYXETI(ETAL UE TNV EPYACLAKT ATIOS00T €V OTUALVEL OTL TO
éva £pXETAL WG GUVETELA TOU GAAou. Ta TapdSelypa Pmopel 1 avmTePN EPYACLAKN
amd8oom v oQelAETUL 0TI GUVETELA TOU EPYATOUEVOU, 1} GTNV EEWOTPEPELA TOV, 1] OTIOLA
Sev €xel kapla oxéon He TNV euxaplotnomn mou evéexOUeEVa aVTAEL KATIOOG Ao TNV
£pyaoia Tov, AAAG ATIOPPEEL ATIO TNV LOLOCUYKPAGIA TOU. ZUVETIWG 1] AVWTEPT] EPYACLAKT]
amddoon evog epyalOpevou oto SNUOcLo Topéa EaPTATAL 0€ KATOL0 BaBud kal amo ™
ovvbeon TG TpoowTmkOTNTAS TOoL. ‘Epevveg €xouv Seiel O6TL Ta  Buaitepa
XOUPAKTNPLOTIKA TIPOOWTIKOTNTAS, OTIWG 1) EEWOTPEPELX KoL 1) EVoVVELSN oL, BpEbnke va
ETMNPEACOVV BETIKA TNV EPYACLAKT] LKAVOTIOMON. ATO TNV GAAN TTAELPA, O VEVPWTIOUOG
ouvdébnke apvnTikd. (Maggiori et al., 2016; Furnham, A. 2017). H avtiAnym avt Bpiokel
EQPAPUOYN] OTNV KATAAANAN E€TAOYY, TOU TPEMEL VA YIVETAL TOUAGYLOTOV OTA
TIPOIOTAUEVIKA OTEAEXT) TOU SNHOGIOV, WOTE VA S1A0@AALlOVTAL EKTOG TWV ATHPALT TWV
TUTIIK®WV KOl  TEXVOKPATIK®V TPOCOVTWYV KAl TH KATAAANAX GUUTIEPLPOPLKA
XOUPAKTNPLOTIKA, IOV Bt BepeAdtwoouv Ty opO1) VAoTOINGN TWV POAWV TOVG.

TUVET®WG, 1 LKAVOTIONOT Ao TNV £pyacia £XEL ONUAVTIKY QAAG EUpEoT EMISpAOT) 0TV
Tapaywywomta. o mapddetypa o guxaplomuévog epyalOUEVOG OTO@EVYEL va
OTOVCLALEL ATTO TNV EPYACIX TOV, EMOUEVWS 0 0PYAVIGUOG EXEL OPEAOG ATIO TNV AVEAALTI
1] GLVEXT TIAPOVG LA TOV GTOV EPYACLAKO XWPO. ZTNV TEPITTWOT AU T 1] LKAVOTION oM ATt
™V epyaocia StevpUveTal Kol EPXETAL WG ATOTEAEGUA TNG BEATIWONG TNG TTOLOTNTAG TNG
epyaotakng {wngs (evkalpieg CUUUETOXTG, VTTOCTNPLKTIKY emoTacia, evlagépovoa 1
TIPOKANTIKY] Epyacia KTA.), 1] oTiola €xeL AUEDT] OYEOT UE TN BEATIWON TWV EPYACLAKWYV
amotedeopudtwy (Rainey, 1997).
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MapAayovTeC EMNPEAGUOV THG EPYACLAKNG LKAVOTIOINGTG

MoVTEA0 XAPAKTNPLOTIK@WV {1)TNOTG KAL TTPOCPOPAS TOpwV gpyaciag (JD-R)

To povtédo JD-R mpoteivel 6TL 6Aeg oL ouvONKeG epyaciag pmopovv va TtagvounBolv ot
600 eupeleg KATNYOPLES, OTLG ATALTIOELS EPYATLAG KAL TOUG TOpoUS epyaciag (Bakker and
Demerouti, 2007). Ol QTALTAOEIS €PYACIOG QVTITTPOCWTEVOVV EKEIVA TA PUOIKA,
PUX0AOYIKA, KOWWVIKG 1| OPYOVWTIKA EPYNCLOKA XUPAKTNPLOTIKA TOU ATOLTOUV
OTUAVTIKY CWHOTIKN 1/Kat PuxoAoYIK:) TPOCTIABELN KOl UTIOPOUV €VEEXOUEVWG VX
TIPOKOAAEGOUV EEAVTATOT) TNG EVEPYELAG TWV EPYATOUEVWV. ATIO TNV GAAT TTAELPQ, OL TTOPOL
gpyaociag MePAAUPBAVOUV EKEIVES TIG PUOLIKEG, PUXOAOYIKEG, KOWVWVIKEG 1] OPYAVWTIKEG
TTUXEG NG epyaciag, Tou pmopel va Tovwoouv TV TPAodo Kal TNV AVATTUEN Twv
epyafouévwy, SLELKOAVVOVTAS W QUTOV TOV TPOTIO TOVG EPYAJOUEVOUS VA ETILITUXOVV TOUG
£PYACLAKOUG 0TOXOUG TOUG. Ol amalToElS epyaciag elval Tapdyovteg mou EavtAolv
EVEPYELA TIPOEPYOUEVT] ATIO TNV EVIOVN EPYNCLAKN TILEDT], TO AYXOG, TNV TTOAUTIAOKOTNTA
Sladikaolwy Kat TNV acd@ela Twv poAwv (Bakker 2015). Evw ot mopot epyaciag sivat
TAPAYOVTEG TTOU Bo1 00UV TA ATOUN VO AVTIUETWTIIOOVV TIG EPYACIAKES ATIALTIOELS, OTIWG
N vmootp&n, ekmaidevon, coaching kat evkaipieg avaAnPmg mpwtofovAiwy (Bakker kot
Demerouti 2007). H Bewpia JD-R mpoTeivel pe OO TPOTIO OL ATALTIGELS KAL OL TTIOPOL
gpyaoiag aAANAoemISpoUv, TTAPEXOVTAG £TOL MK AUECT] EIKOVA YL TOUG AOYOUG TNG
UTap&ng 1 Un G EPYACLAKNG LKAVOTIOMoNG.

Ta xapakTnpLoTIKA TNG Epyaciag 0To TAXICLO TNG OPYAVWTIKNG SOUNG TOU SNUOCLOU
Topéq, EMNPEATOVV OTUAVTIKA TNV IKavoToinon twv epyalopévwy (Kjeldsen, A. M and J.
R. Hansen 2018). Autd mpoTeivetal amd TO UOVTEAO QTALTHOELS £pYAOias — TOPwWY
(Bakker & Demerouti, 2007), To oToio TEPLYPAPEL WG SLAPOPETIKEG OPYAVWTIKEG
TTUXEG NG epyaociag, edv Bewpnbolv TeploploTikeg (amaltnoelg epyaciag) 1
UTIOOTNPIKTIKEG  (epyaciakol TOpol) UTOPOUV Vo EMMPEACOUVV T KIvNTPa TwWV
EPYATOUEVWV KAL CUVETIMG VI ETNPEACOVY BETIKA TNV LKAVOTIONOT) TOUG. ZUYKEKPLUEVAQ,
Qv EOTIAOOVHE OTIS TOAVEG EMIMTWOES TWV TPV SLAITEPWY  0PYAVWTIKWY
XAPAKTINPLOTIKWY TOU  €VTOTI{OVTAL OTNV TAEUPA NG {TNong - opyavwTIKy
ypaelokpatia, lepapyikn e&ovoia Kol TOAAATIAOTITA 0PYAVWOLAK®V 6TOXWV - TA 0TIolx
XQAPAKTNPLOTIKA ETMPEAJOVV TNV EPYACLAKY KOVOTIOMOT, BETIKA av LTAPYEL HUIKPN
ETILPPOT), 1] APYNTIKA oV UTIAPYEL HEYAAN eTiippor) (Hansen, & Hgst, 2012). ZOppwva pe ta
AVWTEPW, 1) EPYACLAKI] LKAVOTIONOT) 6TO SNUOCL0 TOPEX PaiveTaL OTL Elval aoBevéaTepn
otav ol gpyafopevol avTIAapfdavovtal VPMAG emimedo ypa@ELOKPATIOG 1] AOQUKTIKY)
TNPNOT LEPAPXIKWDV SOUWV Kol EAAEWYT CAPOV 0PYAVWOTIKWOV OTOXWV GTOV 0PYAVICUO
(Wright & Davis, 2003). ZTnVv TpayuaTikOTNTA OUWG, 1 LkavoToinon amd v gpyacia
elval peyaAvtepn 6tav ot epyaddpevol avTidapavovtat 0tL epyalovtal 6’ Eva EpYacLaKO
TePLBAAAOV OTTOU SEV UTIAPXOUV HEV CAPWS SLATVTIWUEVOL EPYACLAKOL 6TOXOL, OAAL AUTO
Sev evoxAel yati ekel Sev umtapyel Aoyodoaoia, 1} oL LepapyLkEG SOUESG KaL 1) THPT O TWV
KOVOVIOUWV UTIAPYXOUV HEV, OAAQ Sev tnpolvTal ylati LTapYouv Eupesol TPOTOL
TOUPAKAUYPTG TOUG 1} 1] YPUPELOKPATIA KAL TUTIOAXTPLA EVVOOUV KAl TIPOCTATEVOUV TOV
epyagopevo amo v avainym evbuvwv (Boyne, 2002). ATOTEAECUA TWV QALVOUEVWV
QUTWV VA UTIAPXEL MIKPOTEPO AYXO0G KL SUCAPETKELX OTT SIEKTEPALWOT) TWV EPYATLHOV
Kol av TPOGOECOVHE TA GAAX XUPAKTNPLOTIKA OTWG oTAOEPOTNTA KAl UOVIHOTNT
epyaoiag, otabepn puobodooia, KOWWVIKEG TTAPOXES, KUPOG KTA TOTE 1 TAEUPA TNG
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Mmong oto povtédo JD-R pewwvetal, pe AmOTEAECHA VO QUEAVETAL 1) EPYACLAKT)
iKavoTmoinorn. Ao v AGAAN TAgupd, ot SNUOCLOL opyaviopol AElTovpyovv o€ £va
SLOIKNTIKO TAALGL0 EKTIAT)PWOTG AVAWY Kol KATA KALPOUS, AVTIKPOUOUEVWV KUL AT AP OV
OTOXWV AOY®w TOAITIKWV TAPEUPACEWY Kol VUTIOKEWVTAL OE TEPLOPLOUOUS TIOU
TPOEPXOVTAL ATO TNV THPNOT OPYAVWTIKWY YPAPEIOKPATIKWY SladIKaolwy, Tov
QPOPOVV TNV VOULUOTNTA KABWG KAl AKAUTTEG LEPAPXIKES SLOIKNTIKEG Sladikaoleg
(Pandey, & Wright 2006). Emopévweg, elvat uotkd ot Snpoclot uTtdAAnAotL va Bewpovv 6Tt
epyadovtal oe ouvONKeG SUOUEVEOTEPEG ATIO EKEIVEG TOU ISLWTIKOU TOUEA KOl WG EK
TOUTOU, Vo Bewpolv TOUG €XUVTOUG TOUG ALYOTEPO LKAVOTIOMUEVOUG. QOTOGO, €60
Bploxetal n mapadoforoyia. Evw Ba mepipeve kavelg va Bewpel Tov dSnuocto Topéa 0TL
elvat og Suopeveotepn B£ar, 600V APOPA TNV LKAVOTIOMOT ATIO TNV £pyacia, TPOCGPATES
£pevuveg €yovuv Oeiéel To avtifeto (Andrade & Westover 2019; Gastearena-Balda, et.al.
2021). 'Exel evtoTloTel 0TL 6TO SNUdCLo VTIAPYOUV UIKPOTEPEG ATIALTNOELS EPYATLOG OL
oToleg og ouVSVAGUS [E TOUG KAAVTEPOUGS EPYACLAKOVG TTOPOUG, TTPOGSiSouv ueyaAvtepn
EPYAOLOKY LKOvOTIONn oM.

MovTtédo HETPNOTNG TG EPYACLAKTG LKAVOTIOIN GG 6TO Snudcio topéa twv Wright
& Davis

To povtédo mov mpoteivouv ot Wright & Davis Aapfavel voym Tig €Tl HEPOUG TPELS
UeTaBANTEG TOV TEPIBAAAOVTOG NG epyaciag: TNV cUYKPOUGT 0PYAVWGLAKWY GTOXWVY,
mv e€elbikevon /oa@NVEIA 0pYAVWOLAK®OV OTOXWV Kol TOUG SladikaoTikovg
TEPLOPLOUOVG, EV ATO TNV TAEUPAE TWV XAPAKTNPLOTIKWY NG gpyaciag eEetalovtal
Téooeplg PeTAPANTEG: 1) €€eldikevon / ca@NVElX TOU €PYAclokoy POAOU, T TOLKIALX
SpaoTNPLOTNTWY, 1] EMAVATIATPOPOPTON KL 1] AvATITUEN avBpwTIvou Suvapikol. AuTEg
oL peTafANTEG Sev elval pOVO ONUAVTIKES Yio T SLdKpLon HETAED TNG ATTacXOAN oG GTOV
Snudolo kal Tov WLWTIKG Topéa, aAAQ pmopel emiong va eival n fdon omolwvdimoTte
SLopwv oL VTIAPXOLVY HETAEY NUOGIOV Kol IBLWTIKOV TOUEN WG TIPOG TNV EPYNCLUKT)
LKavoToinon.

Ta YapakTnpLoTIKE TG Epyaciag

H dGueon ocvoyétion mou UTAPXEL PETAEY TWV XAPAKTINPLOTIKWY TNG EPYATLOG KL TNG
EPYAOLAKNG LKAVOTIOMONG €XEL PEAETNOEL QO TOAAOUG €PELVNTEG ATIO TA MECA TN
Sekaetiag Tov 70 (Hackman & Oldham, 1975). Ev tovtolg, n) emiSpacn toug oto dnudcto
TOUEN, OXETIKA LOALG TTPOCPATA APXLOE VA ATIAoXOAEL TOUG epguvnTEG (DeSantis & Durst,
1996). Ta XopAKTNPLOTIKA TNG epyaciag ocuVOETOUV TOV TPOTIO HE TOV OTol0 €vag
epyalOuevos avTIAaUPBAaveTal OTL EKTEAEL TNV €pyacia TOU. XTO GUYKEKPLUEVO LOVTEAO
efetalovTal Katd TOoo 1 epyacio avTIAAUBAVETAL WG POUTIVLAPLKN 1} O)XL, 1 KaBapdThTa
KL CQPNVELX TWV EPYACLAK®V 0TOXWV KL 1] avTiAnym Tov €xeL évag epyalOUEVOS GV 1)
gpyacia TOu TOPEXEL EVUKALPIEG TPOOWTIKNG OAVATITUENG KAl oL SuvaToOTNTES
ETAVATIANPOQOPTOTG IOV TIAPEXOVTAL, WOTE VA UTOPEL VA SlopBwveTal kat va pabaivel.

Howkidia dpactnplotiitwy. EQv oL epyaciakéc Spactnplotnteg o€ kabnuepvn faon elvat
oL (81eg KaL oL {SLeg, TOTE UTIAPXEL O€ HEYAAO BABUO TO XUPAKTNPLOTIKO TNG POUTIVAG,
ETMOUEVWG TNG EPYAOLAKNG aviag. Eav amd tnv GAAn TAgLpd& VTIAPYEL TIOKIALXL EPYACLWOV
TOTE VUTAPXEL QVAYKN EVEPYOTOMONG TOAAWV KAl SLAPOPETIK®WY KAVOTNTWY, HE
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OUVETIELX 1] EpYACLX VA TIPOKAAEL TIEPLOCTOTEPO EVSL@EPOV. ETTOopéVwG 600 TeplocdTepo
£vag epyalOpevog avTIAAUPBAVETAL TNV EPYNCIO TOU WG POUTIVIAPLKN TOCO ALyOTEPO
guxaplotnuévos Ba gival. AvtiBETWS 660 AlYOTEPO aVTIAXUPBAVETAL TNV EPYACIA TOV WG
POUTIWVLAPIKY, TOOO TEPLGOOTEPO evxaplotnuévos Ba eival. H Sudxkplon avt) €xel
Slaitepn onpacia yw v evepyomoinon (mapakivnon) Twv epyalopevwy amd Tnv
Lepapyio evog opyaviopo.

Zapnvela epyactakov polov. H ca@nvela Tou epyactakol poAoU €XEL VA KAVEL [LE TNV
avTiAnym tou gpyaldpevoy OGOV Q@POPAE TNV OVAYKN TOU YlX OTMOCHENVION TwV €Tl
UEPOUG SPAGTNPLOTHTWY TOU amapTi{ouv Tov gpyaciakd Tou poro. Tt ocuykekpluéva
QVOPEVETAL VA KAVEL 0 pYalouevog. To epyaieio tov fonBd otV amoTUTTIWGT TOL POAOU
TV pYAloPEVWY OVOUATETAL AVAAVGT) TG EPYATING, HEGW TOU OTIOIOV KATAYPAPETAL LLE
CUPNVELX TL TIPOGSOKA 0 0PYAVITHAG VX KAveL 0 epyalopevos (XaAdas , 2002q; Xutpn,
2018). Elval @pavepo 0ti, 600 TepLoGOTEPO 0 EPYALOUEVOG EXEL EekABAPT) ELKOVA TOU TL
TEPLUEVOUY T’ UTOV, TOOO TEPLOGOTEPO LKavoTomuévos Ba eival Avtifétwg, 6co
TEPLOGOTEPO «OUXAWSES KaL af£Balo eival TO £pY0 TTOU AVAUEVETAL VA (PEPEL EIG TIEPAG,
TO00 TEPLOGATEPO AVATPAANG YIVETAL, EMOUEVWE KAL ALYOTEPO LKAVOTIOMUEVOG. AAAWOTE
Sev elval tuyaio OTL TNV TeAsvtala Oekaetio €xel &ekvnoel 1 TpoomaBel NG
Kataypaeng twv Bécewv epyaciag Twv epyalopévwy oto Snupoclo topea. Tatl
TPOPAVWG, Tavw gkel Ba atnpyBovv 1 oToxobecia kat 1 afloAdynorn Tov £pyou Twv
Snuodolwv vmaAAAwv. H Omapén twv omoiwv kablotd toug epyalduevous TepLoGOTEPO
VTEVOLVVOUG, ETOUEVWG KAL LKAVOTIONNUEVOUG YL TNV EPYACLA TOUG,.

Avantvén avBpamivov Suvapikot. To YoapaKTNPLOTIKO AUTO TNG EPYNGLAS EXEL VA KAVEL UE
™mv avtiAinym mov £xeL o gpyalOUEVOG, €Gv 1 gpyacia Tou TAPEXEL SUVATOTNTES
ekmaibevong, HABNONG KAl avATITUENG, EMOUEVWSG Kol BEATIWONG NG UEAAOVTIKIG
£pYQoLaKNG Tou katdotaons H aiobnon g pabnong kot e avamtuéng tov mapéxetal
o’ éva gpyaldpevo katd TN Sldpkela TG epyaciag Tov, £xeL amodelyOel OTL eivat évag
LOXUPOG TAPAKIVNTIKOG Tapdyovtag. ISlaitepa otnv emoxn MG, OTOU OL €PYNOLES
OAAATOUV GUVEX WG LOPPT] KOL CUVETIWG OL ATIALTNOELS G€ OPOUG YVWOEWY KAL LIKAVOTHTWY
Ba TPETEL VA avATIPOCAPUOlOVTaL OCUVEXWS, WOTE Vo €VOUYPAUUIlOVTAL LE TIG VEEG
HOP@PEG TNG gpyaoiag kal gpyaclakés ouvvOnkes (XaAdg, 2002B). Ta Sidpopa
TPOYPAUNATA EKTAISEVONG | AVATITUENG, TTOU YlvovTal EITE OTO XWPO EPYATIaG 1| o€
EKTIALSEVTIKG KEVTPA, TIAVTOTE AELOAOYOUVTAL BETIKA ATtO TOUG EPYALOUEVOUG, YEYOVOG
oV 0dNYel o€ PeyaAVTEPN EPYATLAKT] LKAVOTIOMOM.

EmavamAnpo@ipnaon. OAoL oL epyaldevoL EXOUV AVAYKT) VA TIA{PVOUV TIAT|POQOPLES Yo TA
amoteAéopata TS epyaciag Toug. H mAnpo@dpnon autn umopel va €pxetal amod ToAAES
TMYEG OTIWG: ATO TOV TPOICTAUEVO, TOUG CLUVASEAPOUG, AKOUT KL ATIO TOUG ATIOSEKTES
TWV VTNPECLWOV TOUG, SNAadT amd Toug ToAites. H Stadikacia g mAnpo@opnong yia ta
amoTeAéopaTa TNG epyaciag yivetal pEoa amd cu{NTHOELS PE TTPOIOTAUEVO 1) AELOAGYNOT),
atd CLOKEPELS avaPOPAs Epyov, atd ekmaibevon eite oe Tadn eite 0’ ekmaidevon Tavw
otv epyacia kTA. H emavaminpo@dpnon £xel ovolaotiky agia yio Tov epyalouevo ylati
QTOTEAEL TOV KATEEOXNV UNXAVIOUO aELOAGYNONG TWV EPYACIAK®Y TOU EUTIELPLOV KOL
ETMOUEVWG QTOTEAEL KPIOWO pNXavIopo pabnong kot avamtuéng. Méoa oamd tnv
EMAVATIANPOEOPNON EMIPERLALWOVOVTAL TA EEAIPETIKA ATOTEAECUATA 1) ATTOTEAECUATA
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Tov B TIpEMEL Vv SLopBwBOoVV. LTIG TTEPIMTWOELS AVTEG, 0 EPYATOUEVOG £’ 00OV YVwPLTeL
™V mopeia Tov, alofaveTal KAAVTEPA, AVTIOETWGE, OTAV KPATEITAL OTO OKOTASL KAl KAVELG
Sev eVOLAQEPETAL YIX TO ATIOTEAECUATA TNG EPYATiaG TOV, Elval QUOIKO va aloBaveTal
apnxoava av 6xL SucapéoKeLa.

To epyaciakd mepBaiiov 6To SNudcLo Topén

Te avtiBeon e Ta XAPAKTNPLOTIKA TG EPYACLAG TTOU £X0VV £VA AUECO ATIOTEAEG U TIAV®
oTOV €pYalOUEVO, TO EPYACIOKO TEPLBAAAOV AVAPEPETAL OTA XAPAKTNPLOTIKA TOU
EVPUTEPOV ETIXELPTOLAKOV XWPOU EVOG 0PYAVIGHOVU, OTOV OTOl0 €PYATETAL Kol EUUECH
emnpealovv v gpyaciakn tou {wr). To epyaciakd meplaiiov eivat utevbBuvo yla
SLAPOPPWON TWV EPYACLAKWY CUVONK®V VOGS EpYALOUEVOV KAL GUVETIWG ETINPEATEL TOV
TPOTIO TIOV EPYALETUL KAL PUOLKA TIG GTACELS TOU WG TIPOG TOV opyaviopud. Ot petafAnTég
ToU emMPeAlOVV TIG EPYACLOKEG OUVONKEG £XOUV eKTETApEVH peAetnOel, ylatl
SLadpapatiCovv ouoLAOTIKO POAD OTOV EMNPENACUO TWV EPYACIOKWDV ATOTEAECUATWV.
Qot600, N oxéon HeTAED €PYACLAK®OV OUVONKWY Kal SHOP@O®WOTNG OTACEWY KoL
CUUTIEPLPOPWV EK PEPOUS TV epyalouévwy Sev €xel Slepeuvn el apketd. Tapdayovteg
TOU £pyactakol TePLBEGAAOVTOG OTIWG: 1) 0PYAVWTIKY Soun] Kal oL ETSLWKOUEVOL GTOXOL,
umopel va punv €xouv dueom emMiBpacTm OTIG OTACELS KOl OTIS GUUTEPLPOPEG TWV
epyalopévwy, dAAQ €xouv pla €ueon emippon Sk PEoOU TG EMISPAONG TOUG GTOV
oXESLAO O, OTNV 0PYAVWAOT] KAL GTNV VAOTIOM O NG €pyaciag.

Tpelg petafAnTég Tov epyaciakov mepBAAAOVTOG TOV Nociov TopEx TEpLAaavovToal
oto povtédo twv Wright & Davis ntou 11 oUyKpouomn 0pyaVWOLXK®V OTOXWV, Ol
SadikaoTikol eplopLlopol kKol VTTaPEN 1) UN OAOKANPWUEVWYV Kol EEKADAPWV EPYATLAKWY
oTOXwV. Ol PETABANTEG QUTEG £XOUV EVTOTILOOEL OTL LOXVOUV TEPLOGATEPO GTO SNUOTLO
TOUEQ, TIAPA OTOV ISLWTIKO TOUEQ.

ZUYyKpouon epyaciakwyv oToywv. Av Kol VTIAPYEL TIEPLOPLOUEVN EPEVVA, TIOU VA EXEL
E0TINOTEL OTIG OXE0ELG LETAED TOV EPYATIAKOV TIEPLBAAAOVTOG KOL TWV XAPAKTIPLOTIKWY
™G epyaciag oto SNUdclo, To epyactakd TePLBGALOV Tou SNUOcLoU TopEQ SlaPEpEL
ONUAVTIKA amod ekelvo Tou 1w TikoL (Rainey, 1989). Ot Sta@opég autég TTpokaiovvTal
aTo TOUG SLAPOPETIKOVG GTOXOUG IOV kdBe Topéag efummpetel. Ot dnpdciol opyavicpol
oLV OWE LKAVOTIOLOVV TTOAVTIAOKOUG KOLVWVIKOUG GKOTIOUG, TIAPEXOVTAG UTINPECIEG KL
TPOIOVTA TIOU €V EVTAGOOVTUL 0TI OLKOVOLKY AOYIKY Tou képdoug. Emopévwg, elval
SUokoAo va peTpnBel N ATOSOTIKOTNTA TNG AELTOLPYING TOUG, UE TNV QATOUCL
HETPNOLUWV OE OLKOVOUIKOUG OpouG TIUWV Kat képdovg, amoteleopdtwyv (Pandey &
Wright, 2006). Enti mA¢ov, emeldn ta xpripata mov Stayelpifetal To Snudcio Tpoépyovrtal
OO KPATIKO TPOUTIOAOYLOUO, UTIAPXEL AVAYKT YIX SIKALOGUVT] TN KATAVOUT], THpnon
VOULULOTNTAG, SNuocia Aoyodoaia kat euBUvT], avTamoSoTIKOTNTA KAL ATIOSOTIKOTN T YIX
TO SNUOGLO GUUPEPOV. G ATTOTEAETUA TNG EAAELYTG TIAT|POPOPLOV KAL KV TPWV ATIO TNV
ayopd Kot €€ autiag TG Tapovciag EVTOVWY ETPPOWY TIPOEPYOUEVWV ATIO TO EEWTEPLKO
KOWWVIKO Kal TOALTIKO TepBAAAoY, oL Snuocilol opyaviopol cuyvd @aivovtat OTL
Bplokovtal 6TO HEGO QAVTIKPOUOUEVWVY CUUPEPOVTWVY KUl TOAAATIAWVY AVTITIOEPEVWV
otoxwv. 0L avtikpouduevol otoxol @Epvouv cUyxuom, eumodifouv kol emnpedlouvv
APVNTIKA TNV EPYACLAKN CUUTEPLPOPA TwV VTToAAAwv (Perry & Rainey, 1988). Ot
Snuoclol opyaviopol TOU EUTAEKOVTOL WME OUYKPOUOUEVOUG 1] QONPELS OTOXOUG,
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avtamokpivovtal ouviBwg pe  emPBOAT]  TEPLOPLOTIKWY  SLASIKAOLWOV KoL UE
YPAPELOKPATIKA EUTOSLA, OE L TIPOOTIABELX VO TIEPLOPLTOVV TIPAEELS 1] ATIOPATELG TIOU
umopovv va PAdPouv TV elkova 1] T vouun Asttoupyla toug (Jung, 2013).

Awadikaotikol meptopiopol. Ot SladikaoTikol TEPLOPLoUOl AVTAVAKAOUY TNV EKTAOT), UE
™mv omoila ot Oénudciol Asttovpyol auoBdvovtat OTL epmodifovtal amd TOUG
0pYAVWOLAKOUG KavoveS kat Stadikaoies. YYnAd StadikaoTikd eumodia umopovv vo
£XOUV ONUAVTIKEG ETMIOPACES OTIS METAPANTEG Tou kaBopifouv TNV EPYACLaK)
wkavotmoinon. 'ia Tapadetya, oL 0pyavIoHOL IOV GTEKOVTAL KUPLWG 0TOUG KAVOVES Kal
oTIG Aemtopepeic SlowknTikeég Swadikaoies, meplopiouv TIG TpwTOPROVAIES Kol TN
SNULOVPYIKOTNTA TWV VTTAAANAWY TNV EKTEAEOT TG €pyaciag Tous. Me amotéAeopa ol
UTIAAANAOL Vo ViwBouv avioyupol va TPOoTEVOUV aAAAYESG, evw avTIAapfdavovtal Tnv
£PYQOLX TOUG POUTIVIAPLKT KL CUVETWS aviapt]. Ot Sladikactikol eploplopol pmopet
emlong va €Youv oNUAVTIKY EMISPAOT] OTIG TIPOOSOKIEG EMTUXIOG TWV ATOTEAETUATWY
™G epyacias. O Adyog eival amAdg: ol dnuodclol Asttoupyol BETOUV TOUG GTOXOLG TNG
gpyaciag Toug cUUPWVA UE TIG LVTIAPXOVOES Sladikaoieg, Ta Sabéopa péoa Kol To
V@LOTAUEVO TIPOOWTILKO. LT TEPIMTWOTN OUWE, TIOU Ol TIOALTIKES KOl OL GTOXOL TIOU TIG
ouVoSeUouV aAAAlOLVY, 0L SLASIKAGiEG HEoA aTtO TIG 0ToleG B AOTIOMBOVV 0L VEOL GTOXOL
AOYyw adpavelag, SUOKOAX AVATIPOTAPLOLOVTAL WOTE VA EEUTINPETIICOVV TIG OAAAYEG. XN
TPAYUATIKOTNTA 1] SUGKOALX TTPOCAPUOYNG AVTAVAKAL AVAGQEAELA TWV VTTOAANAWY va
avTaTokpLOoUV o€ VEEG epyaclakes amattrioels. H avao@dieia autn olyovpa emmpedlet
APV TIKA TNV EPYACLAKT IKAVOTIOMGT TWV SNUOCLWV AELTOVPYDV.

Zapnvela opyavwolakwyv oToxwv. H ca@ivela Twv 0pyavwolak®V 6TOXwWY, aVa@EPETAL
oto Babud pe tov omoio oL gpyalopevol MOTEVOVV OTL KATAVOOUV 1) UTOPOUV VA
EPUNVEVGOLY TNV KATELOUVOT], TO GKOTIO KAl TOUG TPOTIOUG KTIOTIUNOTG TNG EPYACLAKNG
Toug amodoong. I'a va emitevyOel autod, 0 LTTAAANAOG Ba TIPETEL VA YVWPILLEL TL akpLBwg
QAVAUEVETAL AT QUTOV VA KAVEL TIWG YVWPLLEL OTL elval 0TO 0WOTO SO0 KoL TTOL0G ELvarl
0 pOAOG TOU O€ OX£0T HE TIG ATALTOELS IOV 0L AAAOL £X0UV AT’ AQUTOV. ‘OTIWE KAL LE TOUG
SLadIKAOTIKOUG TIEPLOPLOUOUG, 0 BABUOG CAPNVELAG TWV 0PYAVWOLAK®OV OTOXWV UTOPEL
emlonNG va EMNPEACEL ONUAVTIKA TOUG TAPAYOVIEG TNG EPYACLAKNG LKAVOTOINOTG.
Zekabapn yvwon Twv 0pyavwolaKmV OTOXWVY YL KATIOL0 VTTAAANA0 onpaivel otyoupn
Topelat TPoG TNV emituxia Toug. ATO TNV GAAN TAgvpd 000 TiLo EekabBapa elval
EKQPACUEVOL OL 0PYAVWOLAKOL 6TOXOL KAl OL TIPOTEPALOTNTES, TOGO KAAVTEPA UTIOPEL Vi
kaBodnynBel évag uTGAANAOG 11 0 OpPYAVIOUOS OAOKANPOG, YA VA ETMITUXEL TA
aToTEAEGUATA TTOV EMIOVEL
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Iynua 1. Movtédo epyaclakng tkavoTmoineng twv Wright & Davis

ATioteEAéopata e@apuoyns Twv povtéAwv Wright & Davis kat JD-R

To povtédo twv Wright & Davis epunvevel pe TowOV TPOTO TA OGUYKEKPLUEVA
XAPAKTINPLOTIKA TNG €PYAOlOg OMwWG KAl TOU €PyAclakol TEPBAAAOVTOG, TIOU
TAPOVOLAGONKAV TIAPA TIAVW, EMPEAJOVV TNV EPYACLAKI LKAVOTIOMGN Twv SNUdcLwy
Asettovpywv (Zxnua 1).

H gpappoyn touv povtédov €ylve otn BAomn TOU EPWINUATOAOYIOV, TTOU TPOTELVAV OL
ovyypaeic Wright & Davis. Ot pWTNOELS LETATPATNKAV OTNV EKATOOTININ KAILAKA,
£TOL WOTE va YIveL KaAUTEPN Suvatnh 1| GUYKPLOT] TWV ATOTEAECUATWV OTIS SLAPOPES
HETABANTEG, TTOU PHETPOVV TNV EPYATLAKT LKAVOToimon. To epwtnuatoAdylo amavtionke
atd 31 CUUUETEXOVTEG GEUVAPIWY, SNUOCLOVE VTIAAANAOUG SLA@OPWV 0PYAVIGUWY KoL
VTN PECGLWYV ToV dnpociov, Tov vAomowBnkav amd to EOvikd Kévtpo Anuooiag Atoiknong
kat Autodioiknong. H eme€epyacia twv amavioewy £ywve e tn For 010 TOU 6TATIOTIKOU
mpoypaupatog SPSS. Ot petaBAnTtég T kat Z cuoXeTI{OVTAL APVNTIKA [LE TNV EPYACLAK)
iKavoToino, evw ot petafantées B, T, A, E kat H ovoxetifovtal Oetikd, 0w GAAwoTE
TpoAETEL TO HOVTEAD Kal amodetkvieTal amd Tov [ivaka 2. Amo tov [Mivaka 1 @aivetal
OTL, OL CUUUETEXOVTEG TWV CEULVAPLWVY §EV ALTOAVOVTAL KXl TOGO LKAVOTIOUEVOL ATIO TV
epyacia toug. H oca@nvela Tou epyaciakol pOAOU OCUVELCEEPEL TEPLOGOTEPO KATA
73,12% otnv gpyactakn LKavomoinon Kat 1 avamtuén Touv avlpwmivou SUVAULKOU Hdvo
Katd 38%. lpaktikd n epunveia mov Sidetat amd Ta otoyeia Tov Mivaka 1 gival dty, o
SMUOGL0G VTTAAANAOG eV YVWPLTEL TIG ApHOSLOTNTEG TOV, AGHAVETAL OTL 1) EPYATIX TOU
Bploketal PeTad) QVTIKPOUOUEVWV TPOTEPALOTNTWY HE GAAEG UTINPECieG 1) AAAX
OUUQPEPOVTA, EVW AO@UKTIA (62%) amd SadikaoTikolg meploplopovs. Emi mAéov
atoBavetal 6tL 8¢ Bplokel ovolaoTikn BoriBela otV VAOTOINOT NG EPYATiag TOV, EVW N
vtmpecia tou e Seiyvel mMpAyHATIKO €VSLA@EPOV YA VA TOV QVATTUEEL (XaunAn
EPYACLOKT EMAVATIANPOPOPTOT] KL AVATITUEN avOpw VWV TTOPwV).
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Mivakag 1. AmoteAéopata TEPLY PAPIKNG GTATIGTIKG

Agtypa | EAdaylotn | Méywom Méoog | Ztavtapt

TN 0pog Slaomopa
A. IkavoToinon amé v epyacia 31 21,01 89,50 60,05 21,42
B. Zapnvela epyaciakov poAov 31 15,70 100, 00 73,12 18,80
I. Epyaciakr) emavaminpo@dpnon 31 ,00 78,00 49,10 22,56
A. TlowAla SpaoTnploTiTwy 31 22,20 94,44 62,51 21,87
E. Avamtuin avBpwtivov moépwv 31 ,00 85,70 38,04 25,48
IT. [eploploTikég Sladikaoieg 31 ,00 100,00 68,66 22,83
Z. ZOYKPOUOT] EPYACLAKWY GTOXWV 31 15,70 100,00 57,20 22,37
H. Za@nvela opyavwolakmy 6Toxwv 31 ,00 92,85 51,79 24,88

At6 tov IMivaka 2 Twv oUOXETICEWV TAIPVOUUE HLK TILO QVOAVTIKY EIKOVA YLo TNV
KkatevBuvon (BeTIKN 1| APVNTIKT]) TNG EPYACLAKNG LKAVOTIOIMONG TOU, OTIWS KAl YLo TO
HEYEDOG TwV OAANAOELAPTNOEWY UETAEY TWV TPOCSIOPLOTIK®OV UETAPBANTWOV TNG
gpyaotlakng kavomoinongs. ‘Etol, 1 cagnvela tov gpyaciakoll poAov, 1 EPYAOCLAK)
ETTOVATIANPO@OPN O, 1 TOIKIAIX TwV SPpAGTNPLOTHTWY, 1 aVATITUEN TOU avBpWTLVOU
SUVAULKOU Kal 1] GA@NVELL TWV 0PYAVWOLAK®OV 0TOXWV GUUBGAAOVY BeTIKE KAl TOAD
ONUAVTIKA OTNV EPYNCLAKY LKAVOTIONON Twv OMUOCIiwV UTHAANA®WY, &vw ol
TEPLOPLOTIKEG SLSIKACING KAl Ol OUYKPOUGELS EPYACLAKWV OTOXWV, GUUPGAAOLY
OPVNTIKA, XWPIL§ OMWG Vo €ival OTATIOTIKA ONUOVTIK oUTH 1| apvnTikn oxéon. H
OOPNVELX TOV EPYACLAKOV POAOV — TLTIEPLUEVOUV OL AAAOL ATIO LEVA- CUUPBAAEL BETIKG 0T
avadntnomn Kal ELTAOVTIOHOV TOU SNUOGLOV AELTOUPYOU UE EUTIELPLEG TIOV «BAETOVTOL
WG EVIOYVTIKA TNG EPYACLAKTG LKAVOTIOMOTG, VW 0PLOBETEL KOl AVASEIKVUEL TIG AVAYKES
eKkTaibevoNG KAl AVATITUENG. ATIO TNV AAAT TTAEUPA 1) CAPTVELXL TOU EPYACLAKOV POAOU
OUUBAAAEL TTApA TIOAD GTNV ATOCAPNVLIOT] TWV EVPVTEPWV OPYAVWOLAKWY 0TOXwWV. H
EMAVATIANPOQOPN O TIOV TALPVEL 0 SNUOGLOG VTTAAANAOG €iTe HEC aTTO TNV A§LOAGYN oM
TOV, €lTE P€oA ATO TN 0XE0M TOV HE TOV TIPoiloTapevo, fonbd mapa oAV otV KGAuvym
TWV aVATTUSIOK®OY TOU avaykwv. Evd Tautdxpova HEWWVEL TIS GUYKPOUCELS 1
oAANAokoAVOElG o€ ox€om HE TOUG EMISIWKOUEVOUS oTOXOoUG gpyaciog. Afilel va
ONUELWOEL 6TL, 1) HETABANTH AVATITUEN avBPWTILVOU SUVAULKOU GUGXETICETAL TTOAD BETIKA
HE TIG VUTOAOLTEG METAPANTEG, €V MEWWVEL TA QPVNTIKA QlTlX TNG EPYACLOKNG
LKaVOTIonong.
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Mivakag 2. Xvcexetioeig (Pearson correlation coefficient, sig. 2- tailed, N =31)

Epyaocwakn | Zaenvela Epyaciaxn | Mowia | Avamrtudn | Ieploploti- | TOykpouon Tapnvelx
Ikavomoin | Epyaocia- EmavamAn- | Apactnp | avBpwmvo | KEG EPYACLAKWY | 0pyavwol-
on KoU péAou | o@Opnom TtV |V Sladkaoies | oTtOXWV AKWV
Suvapkoy oTOXWV

Epyaciakn

lKavoToinon 1,000

Tapnvela ,473%* 1,000

EPYACLAKOV ,007

poAov

Epyaciakn ,520%* ,240 1,000

EmavamAnpo- ,003 ,194

@opnon

oAl ,761%* ,463%* ,672%* 1,000

Apaoctnplotitwyv ,000 ,009 ,000

Avamtuén ,697** ,378* ,549%* ,618%* 1,000

avBpwivou ,000 ,036 ,001 ,000

Suvapikov

[TeploploTikeg -224 ,262 ,134 -,012 -,036 1,000

Sladkaoieg ,226 ,154 471 ,947 ,846

TUykpouvon -,208 -038 -,402* -,074 -,384* ,173 1,000

EPYACLAKWOV ,261 ,839 ,025 ,691 ,033 ,352

OTOXWV

Tagnvew ,590** A76%* 425% ,561%* ,550%* ,321 107 1,000

0pYQvVWwol- ,000 ,007 ,017 ,001 ,001 ,078 ,566

AKWV 0TOXWV

** GUOYXETION UE OTATLOTIKY ONUAVTIKOTNTA 0To eTimedo 0.01

*  OUOYETLON UE OTATLOTIKY OTUAVTIKOTNTA oTo eTinedo 0.05

O Mivakag 3 Sciyvel GTL 0L CUUPETEXOVTEG SNUOCLOLVTIAAANAOL G TV £pELVQ, aloBavovTal
OTL epYAlOVTUL HECU 0" VO AOPUKTIKO KAOLO TIEPLOPLOTIKWVY HETPWV, TIOVU TOUG TIPOeVel
Svoapéokela. Evw atoBavovtal 6ti, n foriBeiax mov maipvouy yua va avtameEEABouy oTIg
avTI§0EG ATTALTIOELG TOU EPYACLAKOV TOUG POAOU, ELVaL ALYOTEPT ATU OTL TIG AVAYKES TOVG.
H Svocapéokela auty avtikaBpentiletal otn peyaAn dtagopd twv 10 povadwv petadd
EPYACLAKWY UTIOXPEWOEWVY Kal Bonbelag mou Aapfdvouv. Emopévwg, oxL povo Sev
aloO&vovTal EPYACLOKN LKAVOTIOm o, Tap’ OA0 IOV GAAEG EPEVVEG GUVTEIVOUV TIPOG TNV
KatevBuvorn NG avotoinong, aAAd Selyvouv peyaAn Svoapéokela. Ta SUo Tpita
TEPITIOV NG EPYACLAKOV QAYOUG O@EIAOVTAL OTIS YPAPELOKPATIKEG Sladikacies, kol
AOAPELG 0TOXOVS NG opydvwong -6levbuvong, TUNHATOG- eV TO €va TPITo TEPLTov
0TOUG GUYKPOUOLEVOUG 1] AUPLONLOUG 0TOXOVG TIS epyaciag Toug. Eve amd v GAAn, to
B€pa TG EVOUVAUWOTS KAl TNG a&loToinong Tou Suvaplopol Twv epyalouévwy @aivetat
O0TLVoTEPEL KATA TOAY -povo 17% voiwBouv otL £xouv Bonbela yia TNV EKTATPWOT TWV
EPYAOL®WV TOVUG. Ta ATTOTEAEGUATA AUTA GUVTEIVOUV LE TA ATIOTEAEGUATA TOU HOVTEAOU
Wright & Davis, 6Twg mapovoidodnkav mapa mavw. O epyactakoi mopot, SnAadny va
UECQ TIOV TAPEXEL O SNUOGLOG TOUENS Yo VO EVELVAUWOEL TNV amddoon Twv Snuociwv
VTTAAA AWV Tou Selypatog, Sev emapkoUv yla va KGAUPOUV TI§ aVAYKEG TOUG, YiA ULO
amodoTikY Kal evxaplotn epyacia. To povtéAo JD-R evtomilel o EekdBapa v évtaon
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™mM¢ Slx@opds PETadl TWV AMALTNCEWY €Pyaciag KAl TNG TPOCPOPAS TOPwWY, TOCO

OUVOALKQ 000 KOl ava PETABANTY.

Mivakag 3. [Ipocapoyn T®V 6TATIGTIKWV §edopuévmwv Tov povtédov Wright &
Davis oto povtédo JD-R

I Thon ATat)6E®wY Méool | % | lIpoopa Mopwv | MéoorL | %

Epyaciag opot Epyaciag opot

1. ZUykpouom epyaclaKwY 57,2 | 29 | 1. Toxkix 62,5 | .28
oTOXWV SpacTnploTHTWY

2. TleploploTikég 68,6 | .34 | 2. Za@nVeld EPYACLAKWY 73,1 | .33
Sadikaoieg OTOXWV

3. Zapnvela 73,1 | .37 | 3. Avamtuén avbpwmvov | 38,0 | .17
0PYVAVWOLOK®OV 6TOXWV Suvauikov

4. EmavamAnpo@opnon 49,1 | .22
Tovoro  (198,3/3) = 66 100 | TOvoro (223,7/4) = 56 100
Ipotdoslg

TN OULVEXELX TTHPATIBEVTAL TECOEPLS OTPATNYLIKEG IOV UTTOPOUVV VX akoAouvBncouv ol
dnudolol opyaviopoi, eav BéAovv va emnpedoouvv TPog TN OeTik KatevOuLvon TNV
LKOVOTION o™ IOV TIA{pvouy ol epyalOpEVOL aTo TNV Epyacia TOUG.

i

ii

Na eTKoV®WVIIGoLV 6" GA0 TO TIPOCWTILKO TOUG GTOXOVS KL TIG UTTEVOBUVOTITESG TOUG.
Na eEnynbet T avapévetal am’ avuTovg Kal 6€ cUVSVAGHO [E TNV TIPOCTIAOELX PHEIWOTS
Twv Sladkaoclwv Tov evdexopeva eumodifovy Ty emtuxia toug, va Bonbnbovv
OUUPOVAEVTIKA 1] EKTIALSEVTIKA VA EKTIATIPWGOVV TIG VTIELOLVOTNTEG TOVG. [TpéTel va
onuewOel OTL N eMBOAN KAVOVWY KAl SLASIKACL®OV ATOTEAEL LA AVAYKALOTNTA OTO
Snuocio Topéa yati Stac@aAiletat ) Tpnon TG VORLHOTNTAS KL T) TTPOCTAGLX TOV
ToALTN amo v avbalpesia Tov dnpoclov Aettovpyov. H e§looppdmmon g tpnong
TOU SMUOCLOU CUUPEPOVTOG ATIO TN MK TIAEVPA KoL TG EVEALEING TwV Sladikaolwy
aTrd TNV GAA, ATTOTEAEL T XPUGT] TOWT) TIOU TIPETIEL VX KAVOUV T SLEVBUVVTIKG OTEAEXT
ToL dnpociov, yla va SLatnprjoovy TO60 TN VOULHLOTNTA, OG0 KL TNV LKAVOTION o1 TWV
TPOCEOKLWV TOV TOALTH).

Na dnpovpynoovv TOALTIKEG HdBNONG Kal avATTUENG TOL avBp®WTIVOU SuVapLKOU
KoL OXL HOVO O€ ETMITMESO AMOCTIACUATIKIG CEUVAPLAKNG EKTIAISEVONG, YIXTL AUTEG
emmpedlovv OBetika (BeAtiwvouv) TV gpyaciakn amddoon Kol Tavw omd OAa
SLAPop@WVOUY €VVOTKO 0pYavVWOolaKO KAlpa petadl Twv epyalopévwv Kol ng
Swoiknong (XaAdg, 20023). H mpoooy1| mov Seiyvel pa vmmpesia oTi§ avamtuilakes
AVAYKEG TV EPYALOUEVWY, EKAAUBAVETAL WG L BETIKY Kivnon evila@épovtos Yl
™ BeAtiwon G epyaclakng TPOOTTIKNG TOUG, 1 omoix BéBata evioxVel tnv
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v

gpyaotlakn kavomoinon tous. H avamrtuélakny moAltikn Twv epyalopévwy oTO
dnuooto Ba mpemel va evtaxBel o oAokAnpwpévo oxedlaopo Sia- Bilov (epyaciakov)
UaBnoNgG, UE EUPAGCT) OTA TIPOYPAUUATO ETTAVEEETAONS KoL AAAAYTIG TWV TIAY LWUEVWV
SMUOGLOVTTOAMALK®OV OTAGEWY, aVTIMPEWY KAl VOOTPOTILWY, IOV vTtoaTnpifovTal
Ao EKMALSEVTIKEG TIPpOOEYYIoELS «ueTaoxnpatiovoag padnong» (Kokkog, 2007;
XaAag, 2009).

Na Stapop@woovy cuvBNKEG VAOTIOMONG TNG EPYACIAG LE TOKIALX SpAaTNPLOTHTWV
KOl pUOSLOTTWY, TOU Ba amaLToUV Kol SLOPOPETIKEG YVWOELS, SEELOTNTEG Kal
ikavomteg (Xutipn, 2018). M’ autov ToV TPOTO EUTAOVTIIETAL O EPYATLAKOG POAOG
TWV £PYAOUEVWV KAL LELWVETAL T POVUTIVA KAL AVATIOQEVKTA 1] avia. H cuvnBiopévn
TPAKTIKY amo ToAAOUG VEOUG Kuplwg Slevbuvtés eival va avaykalouv Toug
gpyalopevous va  aviaiAddooouvv BOéoelg epyaoiag. Av kat oL epyalopevol
OVTLOTEKOVTAL O€ TETOLOU EIS0VUG PETAKIVIOELG, YIXTL XAVOUV TI§ oLV BELEG TOUG, TO
O0eAog elval SIMAG katl ol {6loL amokTtoVV VEEG SeEOTNTEG Kal EUTELPleS Kal TO
oTovSALOTEPO GTO HETPO TOU SuvaToU OAOL ATIOKTOUV GEALPLKY ELKOVA YLA TIG
Spaaoelg TG SNUACLAG UTINPESLAG TTOV EPYATOVTAL, UE ATIOTEAET A VAL SLEVKOAVVETAL O
SLevBLVVTNG O€ AVTIKATAOTACELS AOYW ASELWV 1] ATIOVCLOV.

Noa vioBetn 00UV avTIAM el atd TOUG SLOIKOVVTEG TV SNUOCIWY 0pyaVIGU®Y, OTL OL
mapepPacels otig Solkntikég Souég (Y otoyxoBeoia, afloAdynon, cupuBovievTikn
oTNPEN KTA) TPEMEL VA OULVOSEVOVTAL OTIO QVATITUEIONKEG TAPEUPACELS OTO
avBpwTivo Suvapko. ATO TNV AAAn, €@’ 000V, 1 LKAVOTIONoN amd TNV gpyacia
opiletal, wg To gvxapLoTo cuvaicOnua, Tov BLwvel évas epyaldUeEVOS 6TO TTAAICLO
OUYKEKPLUEVWV EPYACLOKWY SOUWY, CUVONK®OV KAl SLadIKAGLOV, Elval avm@EA0 va
mapepfaivovpe  otouvg avBpwmovs (avamrtuilakes  Swadikacies) xwpls  va
uetafdArlovtat oL epyactakés Stadikaoies. Tovto ovpfaivel ylartin Spdon (epyacia)
Sev pmopel va avaivBel ywplotd amo tn Soun, kabws oL Souég Snulovpyovvtal,
Statnpovvtal Kot PETABAAAOVTAL HECW EVEPYELWY TWV ATOHWV. Evw oL evépyeleg
vonpatodotovvtal povo pe faon tm doun. H ypapun tg attidtntag TpEXEL KAl 0TIG
Svo katevBuvoelg, kablotwvrtag adlvato va pocdloploBel TL aAAalel Tu (Giddens,
1984). Ot oOpPovAol Kol ol EKTTALSEVTEG AVATITUENG avOP®TILVOU SUVAUIKOU €XOUV
TOAAG VX TIOUV YL TN GTIATAAT] XPOVOU KL TTOPWV O€ EKTALSEVTIKEG TTAPEUPBATELS TTOV
dev ouvavtoUv avtioTtolyes SoknTikeéG aAdayés. 'H amd tnv GAAn, SLoknTikég
AAAQYEG, OTIWG YIX TIAPASELYUQ, TO HETPO TNG AELOAGYNONG TIOU ATIOTUYXAVEL GTNV
€@APUOYN TOV, YTl To avBpwmivo Suvapikd Sev elval TPOETOHATHEVO OUTE Vi
a&loAoyel kKabBwg oAV TEPLOoOTEPO 0UTE Vo afloAoyelTal.

Tupmépacpa

0 dnuoaoiog touéag, Sev Snulovpyel ouvBNkes epyaciag TOU €uvooVV TNV IKAVOTIOIMGN
Twv epyalopévwyv touv. H @ion ¢ gpyaciag oto dnuocio emnpealetal AUECH Amd TO
YEVIKO TIOALTIKO-OLKOVOULKO KOl KOWWVIKO TEPLBAALOV pHEoA 0TO OTIOl0 ALTOVPYEL Kot

efutmpetel. Q¢ ek TOUTOV, Elval QUOLKO va SIULOVPYOUVTAL SOCKAUTITEG OPYAVWOLAKES

KO EPYAOLAKEG SOUEG, TIOU aiveTaL va SUGXEPAIVOUV TO £pY0 TWV SNUOC WY VTTAAANAWV.
1o Babuo mov ot SucAeltovpyles autés efopaAvvovTal, pmopel va SnulovpynBel éva
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mepBAALOV epyaciag TOU €UVOEL TNV IKavoToinon Twv gpyalopévwv. To meplfaiiov
auTo pmopel va dnuovpynBet pe dVo otpatnykés a) OL opyYavwolaKEG SOUES, OTIWG
acd@eld oTOXwY, SlaSIkacTIKOl TEPLOPLOUOL KAl CUYKPOUOT EPYACLUKWY GTOXWYV, VX
QVTLUETWTILOTOVV LE TIAPEUPACELS LELWONG TNG APVNTIKNG ETILPPONG TOUG, GTO £PYO TWV
dnuooiwv vmoAMAwv kat (B) Ou petafAnteég mou emnpedlouv TNV €PYACLOKN
SpaoploMTa, OMWG 1 TOWKIAIAD EPYACLWY, T OCA@ENVEWX OTOXWV E£pyaciag,
ETTOVATIANPOEOPNON KAl AVATITUEN avBp®OTIVOu SLUVAULIKOV, VA OVTILETWTILOTOVV LE
TapePPAoeLg oL Ba EVEUVALWVOUV TOV SUVAULOUO TWV EPYATOUEVWV.

H e@appoyn twv dvo povrédwv Wright & Davis kat JD-R, é0tw kaL o€ meploplopévo
Setypa, £6ei&e OTL umopel va evepyoton el meplocdTePo 0 Snudoiog Aettoupyds. PTavel
1 TOALTIKY Kal SLolkNTIKn lepapxia Tov dnpociov Topéa va gvaloBnromombel Kal va
UTooTNPLEEL TOUG TAPA TAVW TPOCSLOPLOTIKOUG TAPAYOVTIES, TOU ATMOSESElYPEVA
ETMNPEALOLV TNV LKAVOTIONOT) TTOV AVTAEL 0 SNUOCLOG AELTOVPYOGS ATIO TNV Epyacia TOV.
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Abstract

This study explains the link between employee psychological ownership (EPO), proactive
personality and proactive behavior drawing from the job demands-resources (JD-R)
model and social exchange theory (SET). EPO consists of self-efficacy, self-identity,
accountability, belongingness and territoriality. In this study, we argue that these
dimensions of EPO are personal resources. Proactive personality is also seen as a
personal resource and along with EPO, or else these personal resources, are expected to
positively contribute to proactive behavior of employees via work engagement. We
analyze survey data from 595 employees from a heterogeneous sample of cross-lagged
data from the United States. Our results indicate that i) EPO and proactive personality, as
personal resources, are positively related to work engagement and that work
engagement mediates the relationship between ii) EPO and proactive behavior iii)
proactive personality and proactive behavior.

Keywords. employee psychological ownership, proactive behaviour, proactive
personality, work engagement.
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Introduction

Modern organizations expect from their employees to foresee challenging situations and
identify opportunities for improvement and change. Proactive behavior is one of these
valuable behaviors that will make employees take initiative in order to improve current
situations (Crant, 2000). Indeed, many scholars have suggested that competitive
advantage and organizational success depend largely on proactive behavior (Frese et al.
1997; Crant, 2000). Therefore, it is important for organizations to count on the
proactivity of their employees (Salanova & Schaufeli, 2008).

Research on proactive behavior has increased (Grant, Parker & Collins, 2009) and
although a range of antecedents have been examined, important organizational behavior
constructs have not received extensive attention in relation to proactive behavior, among
them, employee psychological ownership. There is a theoretical reason to expect a
relationship between psychological ownership and proactive behavior, based on the
proposition that psychological ownership creates the responsibility to show initiative
and take action in order to improve or change things in an organization (Avey, Wernsing
& Palanski, 2012). Second, it is important to identify mediating relationships so as to
better appreciate the process by which individuals take action (Thompson, 2005; Parker,
Williams & Turner, 2006).

Employee psychological ownership (EPO) is a cognitive-affective state in which
employees feel as if their job or the organization they work for is theirs and concerns the
employees’ “awareness, thoughts and beliefs” towards either the job or the organization
(Pierce, Kostova & Dirks, 2003). Although earlier literature has linked EPO to a number
of positive employees’ attitudes and behaviors, such as commitment, job satisfaction and
intention to quit, as well as job performance (e.g. Mayhew et al., 2007; Avey et al., 2009),
there is need for further research so as to understand the impact of EPO and its
motivational power on different outcomes (Dawkins et al., 2015).

To address the above, a cross-lagged study was conducted in a variety of service
organizations in the United States. Our results show that i) EPO and proactive personality
are positively related to work engagement ii) work engagement mediates the
relationship between EPO (personal resources) and proactive behavior and iii) work
engagement partially mediates the relationship between proactive personality (personal
resource) and proactive behavior.

The present research contributes to the existing literature in the following ways. First, by
examining the role of the JD-R model and social exchange as the underlying mechanism
of the EPO-proactivity relationship. Second, by investigating the direction of causality in
the relationship between employee psychological ownership and proactive behavior
towards the organization. This is important because it surrounds the concept of EPO with
more theoretical development and establishes its unique role in the motivational process.
Third, in this study we propose proactive personality as an effective personal resource
that will engage employees and encourage them to show proactive behavior. The second
and third contributions address recent calls for more research to understand how
different personal resources matter (Schaufeli & Taris, 2014). This research contributes
to this by integrating EPO and proactive personality into the JD-R model as personal
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resources. In doing so, it extends current knowledge on the range of personal resources
that appear in modern organizations and provides more empirical evidence on the
mediating effect of work engagement on the relationship between personal resources
and proactive behavior.

Employee Psychological Ownership

Pierce, Rubenfeld and Morgan (1991, p. 6) define EPO as a “bundle of rights”. Employees
experience psychological ownership when they are provided with the right to receive
information and voice their ideas over the decisions related to the target. Employee
psychological ownership makes employees feel they have the right to express their
opinion over their job or their organization. EPO also reflects a feeling of responsibility
(Avey et al,, 2012) as a result of which employees care about their job and organization
and reciprocate with more positive attitudes and behaviors.

Avey etal. (2009; 2012) suggest that EPO consists of two distinct types: the promotive and
the preventative. This distinction between these two types of psychological ownership
derives from Higgins (1998)’s Regulatory Focus Theory which suggests that individuals
acquire two self-regulation systems namely promotion and prevention when they select
their goals. Promotion-oriented individuals select goals that reflect their hopes and
aspirations while prevention-oriented individuals are more likely to follow rules and
procedures which will help them to avoid or minimize punishment from their
organization (Avey et al., 2009).

The promotive type of EPO includes four dimensions: self-efficacy, self-identity,
belongingness and accountability. Self-efficacy is the extent to which individuals believe
in themselves so as to implement a task successfully (Bandura, 1997). Self-efficacious
employees believe in their ability to fulfil their job tasks (Bandura, 1989). Self-identity is
the second dimension, which concerns the way employees establish and maintain their
identities through interactions with their target of ownership such as the organization
they work for (Rousseau, 1998). Belongingness, the third dimension, is the feeling that
one feels “at home” in an organization (Avey et al., 2009). Accountability, the last
dimension of promotive psychological ownership, is the act of justifying one’s own beliefs,
feelings and actions to others (Lerner & Tetlock, 1999).

The preventative type of EPO is territoriality. Territoriality is defined as the employees’
effort to protect their target of ownership (job or organization) and to communicate
ownership to potential threats such as colleagues or competitors (Avey et al., 2009).
Psychological ownership can create territorial feelings when employees become too
preoccupied and they need to defend their work or organization (Brown, Lawrence &
Robinson, 2005). Although territoriality has a negative connotation, it can be both
positive and negative. Specifically, territoriality makes employees less willing to share
corporate information with people outside the organization, while employees might
become unwilling to co-operate or share information with their colleagues as a result of
defending their “property” (Pierce et al., 2001).
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Employee Psychological Ownership in the JD-R model

In general, EPO is seen as a positive psychological resource in the current literature (Avey
et al,, 2009). Psychological ownership is beneficial for work engagement (Delle et al,
2023) and employees’ subjective happiness (Fan, Hou & Lin, 2019). In this research we
argue that the five dimensions of psychological ownership can be considered personal
resources as defined in the JD-R model. According to the |D-R literature, self-efficacy, the
first dimension of promotive psychological ownership, is a personal resource (e.g.
Xanthopoulou et al. 2007; 2009; Bakker & Demerouti, 2008; Consiglio et al., 2013).
Similarly, self-identity, the second dimension of promotive psychological ownership, is a
personal resource that enables individuals to successfully impact and control their
environment (Hobfoll et al., 2003).

Belongingness, the third dimension of promotive psychological ownership, has not been
presented as a resource in the JD-R literature although prior discussions suggest that the
availability of job resources increases feelings of belonging to the organization
(Xanthopoulou et al., 2007). Likewise, it is suggested that lack of belongingness makes
employees feel they lack important resources (Baumeister & Vohs, 2007). According to
the Belongingness Theory, individuals have a strong inherent need to belong which
encourages them to maintain high quality relationships with others (Baumeister & Leary,
1995). Feelings of belongingness urge individuals to reciprocate with positive emotional,
cognitive and/or behavioral outcomes (Gere & MacDonald, 2010). Therefore,
belongingness seems to be an important resource found inherently in individuals as a
need to control and impact on their environment and as such it acts as a personal resource.

Accountability, the fourth dimension of promotive psychological ownership, is also not
part of the JD-R model. Accountability is related to self-evaluation systems that individuals
employ and encourages employees to monitor themselves and feel responsible for their
performance (Frink & Klimoski, 1998). This implies that accountability enhances personal
growth and as such it can be a personal resource (Schaufeli & Bakker, 2004). In addition,
drawing on the Conservation of Resources theory, accountability facilitates the resource
gain through positive evaluations and ensures the sustainability of resources (Lanivich et
al, 2010). Thus, accountability encourages the appearance of more resources, helps
individuals to develop themselves and is related to self-evaluations and as such it can be
a personal resource.

Last, the preventative type of psychological ownership, or else territoriality, is also not
part of the JD-R model. As discussed earlier, territoriality can be both positive and
negative (Pierce, Jussila & Cummings, 2009). Specifically, if employees believe that
protecting their ownership will lead to positive results for their work or organization,
they will be more motivated to strive for successful outcomes (Avey et al., 2009).
Territoriality will encourage employees to exert more effort and become more resilient
in order to reach positive outcomes and as such it can be a personal resource. Moreover,
according to the JD-R Model, employees use personal resources in order to control and
impact their environment (Xanthopoulou et al., 2007). Territoriality can be a personal
resource that enables employees to exercise control over their environment and make

114



Honorary Volume for Professor Leonidas Chytiris

them more resilient and eager for success or for other positive outcomes (Hobfoll et al,,
2003; Xanthopoulou et al., 2007).

In parallel with the social exchange benefits for the organization, in this study we argue
that EPO represents the resources necessary for employees to carry out their
responsibilities as members of the organization and as such they will become willing to
reciprocate with more positive attitudes and behaviors. The concept of EPO is in line
with the principles of COR theory, which suggests that individuals strive to retain
resources and to avoid the loss of valued resources (Hobfoll, 1989). Therefore, EPO not
only signifies the existence of exchange relationships but also creates resource
reservoirs which employees strive to retain.

In addition, according to COR theory, resources are aggregated in “caravans” in the sense
that the existence of a personal resource is usually linked to a number of other resources
(Hobfoll, 2001). Resources such as social support, or belongingness, could be associated
with a personal resource such as self-efficacy (Hobfoll, 2002). Thus, EPO can be a
“caravan” that holds together different resources. As EPO is a mixture of personal
resources which are valued by employees, it should lead to a desire to maintain them
while at the same time employees are likely to reciprocate with higher levels of proactive
behavior via work engagement.

Proactive Personality

Proactive personality is related to higher task performance and career success (Wang et
al,, 2017). Proactive individuals are those who look for opportunities, take initiative and
action and are persistent enough to change a situation. In comparison, passive individuals
are less likely to change things and take initiative and are more likely to adapt to changes
taking place in their environment (Bateman & Crant, 1993).

Proactive personality is a disposition toward taking action to influence one’s
environment (Bateman & Crant, 1993). This definition signifies that proactive personality
reflects a tendency to impact and control the environment so as to reach desired
outcomes (Cunningham & De La Rosa, 2008). Similarly to Loi, Liu, Lam and Xu (2016) and
Dikkers, Jansen, De Lange, Vinkenburg, and Kooij (2010), we conceptualize proactive
personality as a personal resource that stimulates personal growth and development, it
is related to resiliency and the employee’s feeling of their ability to exercise control over
their environment (Hobfoll et al., 2003; Xanthopoulou et al., 2007).

Studies have shown that proactive personality is positively correlated with role breadth
self-efficacy (Parker, 1998), mastery and flexible role orientation (Parker & Sprigg, 1999),
job performance (Thompson, 2005), career success (Seibert, Kraimer & Crant, 2001),
charismatic leadership (Crant & Bateman, 2000) and servant leadership (Najam and
Mustamil, 2022). According to Wang et al. (2018) employee job crafting is positively
related to work attachment (e.g., feelings of job ownership and organizational
commitment).
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Personal Resources and Work Engagement

One of the basic assumptions of the JD-R model is that individuals, in order to maintain
their health, mental and physical order, employ the job resources (Demerouti et al.,
2001). Job resources serve as motivational factors, they help employees to achieve their
work goals, to reduce demands and the associated costs (e.g. exhaustion), enhance
personal growth and development and can lead to work engagement (Demerouti et al.,
2001; Schaufeli & Bakker, 2004; Mauno, Kinnunen & Ruokolainen, 2007; Schaufeli,
Bakker & Van Rhenen, 2009). Xanthopoulou et al. (2007) expand the JD-R model and
show that, apart from the job resources, personal resources can also be predictors of
work engagement and contribute equally as job resources to the motivational process.
Specifically, positive self-evaluations, or else personal resources like self-efficacy, reflect
the extent to which individuals are able to exercise control on the environment (Bakker
& Demerouti, 2008).

Work engagement is a positive, continuous and pervasive state of mind, which cannot
focus on any particular person, incident or behavior. Work engagement consists of three
dimensions: vigor, dedication and absorption (Schaufeli et al., 2002). Vigor is related to
the employee’s willingness to invest in the work and performance outcome and the
persistence to overcome any kind of difficulty. Dedication takes the term involvement one
step further and it is the strong identification of the employee with his/her job.
Absorption, the third dimension of work engagement, takes place when employees are
completely concentrated on their tasks and they lose track of time. Absorption is used to
describe the state in which employees have control over, a clear mind about and absolute
concentration on their work. Therefore, engaged employees are vigorous, dedicated and
absorbed in their work.

This definition of engagement is in agreement with the definition of intrinsic motivation.
Intrinsic motivation is defined as a psychological process that entails energy, persistence
and a direction towards a goal (Katzell & Thompson, 1990; Locke & Latham, 1990). In
addition, each of the three dimensions of work engagement can foster employees’
proactive behavior (Sonnentag, 2003). Specifically, vigor encourages employees to make
an extra effort that is worthwhile. Dedicated employees are enthusiastic and more likely
to engage in proactive behavior that will maintain the positivity at work or improve it.
Last, absorption and concentration may help employees to identify opportunities for
improvement and to persist in them.

Earlier literature has examined the relationship between personal resources and work
engagement. Xanthopoulou et al. (2007) show that personal resources such as self-
efficacy, organizational-based self-esteem and optimism predict work engagement and
actually these relationships are reciprocal. These findings are replicated and expanded in
a longitudinal study where it is shown that personal resources (self-efficacy,
organizational-based self-esteem, optimism), apart from job resources, predict work
engagement over time. In sequence, findings provide evidence for the motivational power
of personal resources and support our argument that employee psychological ownership,
as a combination of personal resources, leads to work engagement.
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Hypotheses

The present study proposes that the JD-R model can be supplemented by a sounder
theoretical framework, social exchange theory (Crawford, LePine & Rich, 2010). This
integrated approach broadens the contribution of our study and suggests that EPO and
proactive personality are personal resources that are necessary for employees to carry
out their responsibilities as members of the organization and, as a result, they will
reciprocate with work engagement.

Proactive personality entails a willingness to get involved and make contributions
through exchange relationships (Crant, 2000; Li, Liang & Crant, 2010). In that sense,
proactive employees can be active in creating and/or managing exchange relationships
within their organization and reciprocate with more important outcomes that the
organization values (Li et al., 2010). Proactive employees can manage better the social
exchanges taking place in their organization and become more engaged in their work.
Taking lead from these contributions, we hypothesize the following.

Hypothesis 1: Employee psychological ownership is positively related to work
engagement.

Hypothesis 2: Proactive personality is positively related to work engagement.

Proactive action is a result of personal beliefs about what is important or a feeling of
psychological ownership that creates the resilience for persisting in achieving the goals
(Parker, Bindl & Strauss, 2010). Furthermore, self-efficacy, one of the dimensions of
promotive psychological ownership, is seen as an antecedent of proactive behavior in
earlier studies because self-efficacious employees feel more confident to show initiative
and take action (Morrison & Phelps, 1999; Parker et al., 2010). Last, accountability, one
of the dimensions of promotive psychological ownership, has been suggested to be
important for proactive behavior at work (Grant & Ashford, 2008). Earlier literature also
supports that work engagement is positively related to proactive behavior (Sonnentag,
2003; Hakanen, Perhoniemi, & Toppinen-Tanner, 2008; Caesens, Marique, Hanin &
Stinglhamber, 2016).

Within a social exchange perspective and the norm of reciprocity, we argue that
employees possessing personal resources (employee psychological ownership and
proactive personality) feel an obligation to reciprocate this abundance of resources by
displaying more proactive behavior directed towards the organization. In addition to this
fulfilment of employees’ needs, we argue that these personal resources might be able to
foster employees’ proactive behavior directed towards the organization by increasing
employees’ work engagement.

Proactive personality is positively related to proactive behavior via role breadth self-
efficacy and flexible role orientation (Parker et al., 2010). Among other antecedents of
proactive behavior are autonomy, co-worker trust and perceived supervisor support
(Parker et al,, 2006). Proactive employees can manage better the social exchanges taking
place in their organization and become more engaged in their work and exhibit more
proactive behaviors directed towards the organization. Therefore, based on the above
theoretical evidence, we hypothesize the following.
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Hypothesis 3: Work engagement mediates the relationship between employee
psychological ownership and proactive behavior.

Hypothesis 4: Work engagement mediates the relationship between proactive personality
and proactive behavior.

Methodology
Sample and Procedure

The sample consisted of a heterogeneous sample in the United States from a wide cross
section of service and manufacturing organizations. The data is collected via Qualtrics
website. The Qualtrics company was asked to attract respondents using their database
from organizations specifically in the following areas: accounting/finance, retail,
marketing and general management. First dataset was collected in Time 1 and we
received 595 questionnaires with no missing data. A follow-up survey was conducted
after three months (Time 2), which generated 176 respondents all of whom also
answered the survey.

In total, the average age of employees was between 31 - 40 years old (25.9 percent) and
followed by the age group of 51 - 60 years old (17.8 percent) and 56 percent were female.
In our sample, 46.3 percent of the respondents work in the same sector for more than
eight years; while 38.5 percent work between 30 - 40 hours per week followed by 29.8
percent who work for more than 40 hours per week. Last, 49.7 percent of the employees
hold a Bachelors Degree and 25.9 percent hold a graduation diploma from High School.

To alleviate concerns about the potential for common method variance two ways were
employed so as to control for common method variance: 1) the design of the study’s
procedures and the questionnaire, and 2) statistical controls. As far as the first point is
concerned, drawing from Podsakoff, MacKenzie, Lee and Podsakoff (2003), the
questionnaire of this study provided the measurement of the predictor (psychological
ownership) and the outcome (proactive behavior) variables in terms of some sort of
psychological separation. That said in the questionnaire, between the two scales, other
variables were measured, along with a completely unrelated to work attitudes scale.
Further, in terms of statistical controls, the Harman'’s one-factor test was employed to
control for method bias. The items of each scale used in this study are included in an
exploratory factor analysis and the one-factor model is compared with the original factor
model. The original fit models presented a significant better fit with the data than the one-
factor model. This indicates that, according to the Harman'’s one-factor test, it is unlikely
the data is biased due to common method variance.

Latent variable structural equation modeling (SEM) with Mplus 7 was used to test the
suggested structural model and the hypotheses presented earlier. With regards to
goodness of fit, the chi-square difference test (Ax2) was used to observe the best fit model
from the nested-models comparison. The root mean square error of approximation
(RMSEA) and two incremental fit indices, specifically: comparative fit index (CFI) and the
TLI were used as the adequate fit indices of the model. Moreover, mediation analysis was
employed so as to test the theoretical linkages between the study variables. The
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mediation models were constrained to zero and were compared to those being estimated
freely so as to reach conclusions about the type of mediation effects that influence the
relationships among the variables.

Measurement

Work engagement (Time 2, a = .95) was assessed by the Utrecht Work Engagement Scale
(UWES-9) (Schaufeli, Bakker & Salanova, 2006). Sample items are “At my work I feel like

bursting with energy”, “At my job, [ am very resilient, mentally”, “I am enthusiastic about
my job” and “I feel happy when I am working intensely”.

Employee psychological ownership (Time 1) was assessed by sixteen items developed by
Avey and Avolio (2007): promotive psychological ownership (a =.93) and preventative
psychological ownership (a = .89). Sample items are “I am confident in my ability to
contribute to my organization’s success” and “I feel I need to protect my ideas from being
used by others in my organization”.

Proactive personality (Time 2, o = .91) was assessed by ten items developed by Seibert,
Crantand Kraimer (1999). Sample items are “I am constantly on the lookout for new ways
to improve my life” and “I am always looking for better ways to do things”.

Proactive behavior (Time 2, a = .93) was assessed by nine items reflecting the concept of
taking charge developed by Morrison and Phelps (1999). Sample items are “I often try to
adopt improved procedures for doing my job” and “I often make constructive suggestions
for improving how things operate within the organization”.

Results
Descriptive statistics

Table 1 presents the means, standard deviations, and correlations among the variables.
Work engagement (T2) is positively and significantly correlated to all the study variables.
Both promotive and preventative psychological ownership (T1) are correlated positively
to all the study variables. All alpha scores are considered acceptable.
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Table 1. Means, Standard Deviations, and Correlations

Mea 5
SD 1 2 3 4
Variables n

1. Promotive Ownership (t1) 3.72 0.78 (0.93)

2. Preventative Ownership

(t1)

3. Proactive Personality (t2) 3.86 0.66  0.59** 0.37** (0.91)

2.69 1.13 0.36** (0.89)

4. Work Engagement (t2) 358 096 0.79** 0.32%* 0.64* (0.95)

5. Proactive Behavior (t2) 3.61 0.78  0.56** 0.39** 0.66** 0.61** (0.93)

Note: N = 595, Scale score correlations are given below the diagonal. Internal reliabilities
(coefficient a) are given in parentheses along the diagonal. *p < 0.05, **p < 0.01

Structural Model

As hypothesized earlier, employee psychological ownership is a positive and significant
predictor of work engagement. Promotive psychological ownership (t1) predicts work
engagement (t2) (B = 1.205, p = .000) and preventative psychological ownership (t1)
predicts work engagement (t2) (§ =.309, p =.000). Therefore, H1 is confirmed. Proactive
personality (t2) is also positively related to work engagement (t2) (8 = 1.415, p =.000),
thus confirming H2.

The results associated with the estimation of our hypothesized structural model are
summarized in Figures 2, 3 and 4. Overall model fits are acceptable and all statistically
path coefficients conform to our hypotheses. Work engagement mediates the relationship
between promotive ownership and proactive behavior (8 = .47, p =.001) (Figure 1). To
further test the mediating effect of work engagement, a nested model comparison was
used. The difference between the chi-squares was not significant (Ay? (Adf=1) =.409 p =
.52). This suggests that the complete mediation model best fits the data and, hence it is
concluded that work engagement mediates the relationship between promotive
psychological ownership and proactive behavior, therefore supporting H3.

Proactive
Behavior (¢2)

Promotive
Ownership
(tL)

1.19%®* JOEE=

Work
Engagement

(2)

Figure 1. Parameter estimates for the initial framework
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Note: x2 = 885.073; RMSEA = 0.047; CFI = 0.933; TLI = 0.926; N = 595. Statistics are path
coefficients. Dashed paths are not statistically significant. ***p < 0.001; **p < 0.01; *p < 0.05.

Work engagement mediates the relationship between preventative ownership and
proactive behavior (3 =.12, p =.000) (Figure 2). To further test the mediating effect of
work engagement, a nested model comparison was used. The difference between the chi-
squares was significant (Ax2 (Adf = 1) = 10.843 p =.0009). This suggests that the partial
mediation model best fits the data and, hence it is concluded that work engagement
partially mediates the relationship between preventative psychological ownership and
proactive behavior, therefore partially supporting H3.

REESL Proactive
Behavior (1)

Preventative
Ownership

(t1)

JlEEE JOEEE

Waork
Engagement

(t2)

Figure 2. Parameter estimates for the initial framework

Note: x2 = 397.728; RMSEA = 0.042; CFI = 0.950; TLI = 0.943; N = 595. Statistics are path
coefficients. ***p < 0.001; **p < 0.01; *p < 0.05.

Work engagement mediates the relationship between proactive personality and
proactive behavior (3 = .28, p =.008) (Figure 3). To further test the mediating effect of
work engagement, a nested model comparison was used. The difference between the chi-
squares was significant (Ax2 (Adf = 1) = 34.393 p = 4.5034E-09). This suggests that the
partial mediation model best fits the data and, hence it is concluded that work
engagement partially mediates the relationship between proactive personality and
proactive behavior, therefore partially supporting H4.
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Figure 3. Parameter estimates for the initial framework.

Note: x2 = 788.896; RMSEA = 0.050; CFI = 0.921; TLI = 0.913; N = 595. Statistics are path
coefficients. ***p < 0.001; **p < 0.01; *p < 0.05.

Discussion

The present study investigates the mediation role of work engagementin the relationship
between personal resources (i.e. employee psychological ownership and proactive
personality) and proactive behavior. The results for preventative psychological
ownership and proactive personality do not support a complete mediation. However, it
was found that, as hypothesized, work engagement fully mediates the impact of
promotive psychological ownership on proactive behavior at work. This means that an
increase in promotive psychological ownership is related to an increase in work
engagement, which, in its turn, is positively related to proactive work behavior.

Theoretical Implications

This study extends literature that considers EPO as a positive psychological resource, by
introducing it as a combination of personal resources. In that sense, we offer a theoretical
explanation of promotive psychological ownership and we establish this concept as part
of the JD-R model. Specifically, the four dimensions of promotive psychological
ownership are personal resources that employees will strive to retain and accumulate
them. In turn, these personal resources will make employees feel more engaged in their
work, or else vigorous, dedicated and absorbed and they will reciprocate with positive
attitudes such as proactive behavior.

It appears that personal resources affect employees’ cognitions and positive affects which
in turn encourages proactive behavior. This can be also explained with the Broaden-and-
Build theory (Fredrickson, 2001). According to this theory, positive emotions broaden
thought-action repertoires and create enduring personal resources. In this sense,
personal resources create a positivity reflected on work engagement which is
characterised by enthusiasm, pride, inspiration. In turn, these positive feelings and
thoughts have an impact on positive action, thus displaying proactive behavior at work.

Results extend earlier literature which suggests that job resources increase positive
behaviors such as proactive behavior at work through intrinsic motivation (Crant, 2000;
Parker, 2000). In fact, findings suggest that apart from job resources, personal resources
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also lead to proactive behavior via work engagement. Hackman and Oldham’s (1980) Job
Characteristics Theory argues that psychological states mediate the relationship between
job characteristics, or else job resources, and outcomes. Similarly, Salanova and Schaufeli
(2008) show that work engagement is such a psychological state that mediates the
relationship between job resources and proactive behavior.

Furthermore, although results show that preventative psychological ownership and
proactive personality, conceptualized here as personal resources, are directly and
positively related to proactive behavior and also indirectly via work engagement, this
mediation is partial. Drawing on earlier literature, territoriality signals the need to be
protective toward the target of ownership and this need may urge the individual to take
action so as to protect current possessions (Brown et al, 2015). However, the
relationship between territorial feelings and proactive behavior may not be necessarily
mediated by pride, inspiration and enthusiasm but territoriality may be a result of an
inner need to control the environment. These results may also confirm Avey et al.’s
(2009) suggestion to focus more on the promotive side of ownership and its relationship
to positive outcomes. Similarly, proactive personality is positively related to work
engagement and proactive personality but work engagement mediates only partially this
relationship. However, proactive individuals may be driven by an inner need to take
action and not because of feelings of pride, enthusiasm and challenge. Maybe other
mediation effects can be identified in future studies so as to see how proactive personality
is linked to proactive behavior.

Practical Implications

Our results have important practical implications for organizations. Specifically,
promotive psychological ownership is represented by personal resources that will not
only enhance the employees’ well-being but can also motivate them to become more
proactive. The current knowledge indicates that organizations should focus their
attention on building on promotive psychological ownership. Specifically, HR managers
could offer their employees some degree of control and autonomy over their job, provide
their employees with a good amount of information and training over their jobs and offer
employees the right of working on a diverse range of tasks and projects and encouraging
workers to develop their creative self so as to increase promotive psychological
ownership (Pierce, Kostova & Dirks, 2001).

Furthermore, the present study shows that individual differences, or else, proactive
personality contribute to the creation of proactive behavior. This suggests that for
obtaining a proactive workforce, organizations can focus on recruiting individuals with a
proactive personality. Another practical contribution of the present study is that it
suggests that proactive personality affects perceptions of work engagement. This signifies
that proactive individuals are more likely to experience feelings of pride, enthusiasm and
challenge and work engagement entails a sense of activation which is in line with the more
active types of behavior that are needed in modern organizations.

Limitations

We also note some limitations which create opportunities for further work. First, while
we were able to include a cross-lagged design, for model 3 (figure 3) we were reliant on
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wave 2 of our survey to measure proactive personality, work engagement and proactive
behavior. Although we designed the survey instrument to provide clear separation of the
predictor and the outcome variables during completion, common method variance
remains an issue for some of the relationships in our structural models. In addressing this
issue, future work could delve deeper into these relationships by using a longitudinal
research design. In addition, all items were self-rated which may imply that common
method variance was an issue. However, especially for proactive behavior, earlier
literature is inconclusive about the best practice for assessing it. One of the main reasons
for this is that proactive behavior may be uncomfortable or threatening and may be seen
negatively by peers and supervisors (Frese et al, 1997). Second, our research was
conducted in the United States, therefore, there is scope for further work to verify that
the relationships identified in this paper remain valid in different contexts.
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Abstract

In recent years, hotels have been forced to change their organisational culture due to the
successive crises. This change partially depends on strengthening individual and
teamwork, which can be realised through the hotels’ reward systems. This chapter
investigates the effect of reward systems on individual and teamwork in the context of
organisational culture change in hotels. Field research was carried out in which
quantitative data were collected by employing a weighted questionnaire from a random
proportionally stratified sample, based on the type of hotel, the area of operation and the
number of rooms. Two hundred and seven questionnaires were collected from General
and HR Managers in five-star hotels in Greece. Data analysis was based on Exploratory
and Confirmatory Factor Analysis. The Exploratory Factor Analysis followed the Principal
Component Method based on a Varimax Orthogonal Rotation. The Confirmatory Factor
Analysis followed the Structural Equation Modeling method based on the Maximum
Likelihood estimation method. The above resulted in the validation of a Latent Construct
and a Second-Order Latent Variables Model, which in an innovative way presents the
effect of reward systems on individual and teamwork. On the other hand, highlights
specific elements of a reward system, that are related to the enhancement of
organisational culture change in hotels.

Keywords. individual work, teamwork, reward systems, change management,
organisational culture, hotels
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1. Introduction

The overlapping crises of recent years (economic, immigration and health) have forced
hotels to readjust their organisational culture to respond to challenges from both their
external and internal environment (Kakarougkas & Stavrinoudis, 2021). As a result, hotel
managers need further to strengthen their employees' teamwork and individual work.
According to Asonitou & Vitouladiti (2017) and Zylfijaj & Pira (2017), teamwork is
essential in consolidating quality management systems, increasing human resource
performance, improving customer service, and enhancing the production and delivery of
the hotel product in general. Along the same lines, Grobelna (2018) argues that individual
work is also crucial for hotels, as it allows employees to highlight their unique
characteristics (knowledge, abilities, and skills) and to respond in the best possible way
to the tasks assigned to them. Therefore, to successfully change the organisational culture
of a hotel, individual and teamwork must be strengthened. According to Maroudas,
Kyriakidou & Vacharis (2008), Bolman & Deal (2017) and Stavrinoudis & Kakarougkas
(2019), this can happen mainly through the formal and informal rewards that each hotel
provides.

Consequently, investigating the effect of reward systems on individual and teamwork in
the context of a process of organisational culture change in hotels constitutes the primary
aim of this chapter, given the existing research gap. Even though there has been an
abundance of research on organisational culture and reward systems (Nill &
Schibrowsky, 2005; Nacinovic, Galetic & Cavlek, 2009), none of them specifically
investigates the effect of reward systems on enhancing team and individual work as a
means of supporting a process of organisational culture change in hotels.

2. Organisational culture change and the role of reward systems

An organisation’s culture and its change can be studied at three different but
interdependent levels of observer visibility: the shell, the mantle, and the core (Johnson,
Scholes & Whittington, 2007; Schein, 2010; Kotter & Heskett, 1992). Stavrinoudis &
Kakarougkas (2017a) and Kakarougkas (2022) argue that at each one of these levels,
elements that determine the organisational culture of a hotel can be identified. In the shell
of the organisational culture, elements visible to the observer, such as artefacts, routines,
behaviours, symbols, etc., can be found. In the mantle of the organisational culture, less
visible elements can be identified, such as business values, hidden assumptions, etc.
Finally, at the core of the organisational culture, there are elements invisible to the
observer, such as the way of thinking, human nature, basic assumptions, etc. (Johnson,
Scholes & Whittington, 2007; Schein, 2010; Kotter & Heskett, 1992; Stavrinoudis &
Kakarougkas, 2022).

The elements that determine organisational culture are found at the individual and team
levels (Cameron & Green, 2015; Weber & Yelidia Tarba, 2012; Stavrinoudis &
Kakarougkas, 2017b). Specifically, in the context of individual and teamwork, these
elements are Individualism (Bolman & Deal, 2017; Venaik et al, 2013),
Power/Authority/Hierarchy/Structure (Cameron & Quinn, 2011; Klein et al., 2013), HRM
(Bavik, 2016; Cameron & Quinn, 2011), Desires/Impulses/Rewards (Minkov & Hofstede
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2011; Yaakov & Shlomo Yedidia, 2012), Vision/Goal (Cameron & Quinn, 2011; Marlen,
2010), Outcome/Project Performance (Cameron & Quinn, 2011; Yaakov & Shlomo
Yedidia, 2012) and Teamwork (Minkov & Hofstede 2011; Venaik et al., 2013).

Any attempt to change organisational culture can follow three directions:
formal/revolutionary, informal/evolutionary, and hybrid, a combination of the other two
(Burke & Litwin, 1992; Marks & Mirvis, 2011; Kotter, 2012; Arnold, 2010). The above
three directions of organisational culture change may share a common goal, but they are
driven through a different path following the four dimensions of change: formal, informal,
revolutionary, and evolutionary (Almqvist & Skoog, 2006; Werkman, 2009, Van de Ven &
Sun, 2011 and Carlstrom, 2012). Delving deeper into the processes of organisational
culture change, it was found that the elements associated with individual and teamwork
are: individual and group needs and values (Burke & Litwin, 1992), the motives and goals
of each member, as well as the level of their participation in the organisation and the
process of change (Arnold, 2010), the individual work of the members of the organisation,
which is practised according to the new culture being formed (Marks & Mirvis, 2011) and
the teamwork of those who lead change (Kotter, 2012).

Focusing on reward systems, Weber & Yelidia Tarba (2012), and Yahyagil (2015), argue
that they are part of organisational culture and therefore influence it and are influenced
by it. A reward system can be defined as a set of administrative arrangements that
provide and maintain appropriate types and levels of remuneration, benefits and other
forms of reward to employees in return for the work they provide to the organisation
(Armstrong, 2002). In agreement with the above finding, Kanin-Lovers & Porter (1991),
Cacioppe (1999) and Milkovich, Newman & Gerhart (2011) argue that the main objective
of a reward system is to increase the competitiveness of the organisation by achieving
financial and management goals such as: reducing remuneration costs, enhancing the
work and behavioural motivation of employees and enhancing organisational culture
change initiatives (Torrington, Hall, Taylor & Atkinson, 2009 and Caudill & Porter, 2014).

Combined research into reward and employee motivation theories concluded that a
reward system consists of five interdependent and interrelated groups of elements,
which are defined/described by several elements which can be expressed at the
individual, group and organisational levels (Meliou & Maroudas, 2011, Larkin, Pierce &
Gino, 2012; Downes & Choi, 2014; Moriarty, 2014; Caudill & Porter, 2014; Hall-Ellis, 2014
and Stavrinoudis & Kakarougkas, 2017b). The authors named these groups: Reward and
Recognition System, Employee, Employee Needs, Work in the Context of a Business, and
Reward/Recognition.

The group of elements "Reward and Recognition System" is determined by the elements:
Performance of an individual in relation to other employees (Pintrich, 2000), Design and
characteristics of work (Hackman & Oldham, 1980), Organisational/Operational
competition (Benito, 2015), Clarification of desired work outcome and behaviour, in line
with the overall strategy and aspirations of the organisation or business (Datta, 2012;
Brown, 2014). The elements that determine the group of elements "Employee" are the
Individual knowledge of the employee (Bandura, 2011 and Slavich & Zimbardo, 2012),
Individual expectations and attitudes, Work, Efficacy and Aspirations of the employee
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(Fisher, 2010; Von Gilsa & Zapf, 2013), Supporting and rewarding individual effort or its
result (Brown, 2014 and Hall-Ellis, 2014), Rewarding team effort or performance,
Participation of all employees in decision-making processes and Free expression of
employee needs (Armstrong, Brown & Reilly, 2011). The group of elements "Employee
Needs" is determined by the elements of the Need for achievement, the Need for power
over others, the Need for safety in the workplace, the Need for recognition in the
workplace and the Need for self-actualisation (Islam & Ismail, 2008 and Ho & Kuo, 2013).
The group of elements "Work in the Context of a Business" is determined by the elements
of Objective evaluation of the work offered by employees, Clearly defined criteria for the
successful completion of a task, Linking the work outcome desired by the management
with specific remuneration, Linking individual tasks with the overall business success,
Recognition for performing critical tasks, Recognition of results and Rewarding complex
and specialised knowledge/skills (Larkin, Pierce & Gino, 2012; Downes & Choi, 2014;
Moriarty, 2014 and Caudill & Porter, 2014). The group of elements
"Reward/Recognition" is determined by the elements: Fair distribution of remuneration
(Steel & Konig, 2006), Motivation from the Work Environment (Gagné & Deci, 2005),
Material /Financial remuneration (Alexy & Leitner, 2011 and Datta, 2012), Intangible
rewards such as social recognition and Flexible rewards such as bonuses and tips (Chen,
2010 and Panagiotakopoulos, 2013), Pleasant work environment and Guidance from the
department head (Thompson, 2002; Armstrong & Brown, 2010 and Rose, 2014).

Based on the above, the role of a reward system in any organisational culture change
process is to enhance the transition of the organisational culture from its old to its new
form through incentives (tangible and intangible) that it will provide to employees in the
form of rewards/recognition, in return for the individual and teamwork they provide to
the organisation.

3. The synthesis of research hypotheses

Two research hypotheses were formulated to investigate the effect of reward systems in
strengthening individual and teamwork to support a process of organisational culture
change. These hypotheses emerged from the synthesis of the theoretical findings
summarised above and are presented in Table 3.1.
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Table 3.1. The variables that compose the research hypotheses

Variables/Question
naire items

Groups of
elements that
constitute a
reward system

Elements that
define
organisational
culture (shell,
mantle, and core)

Indicative
references

Hypothesis 1 - In the context of a reward system, the enhancement of individual
work in a process of organisational culture change is positively correlated with ten

separate variables

Reward and

Pintrich (2000)

(Ill?ill‘rlllcdtlll(?rll Recognition Individual work BBf:\t\tz ggiig
System Bolman & Deal (2017)
Individualism and
The need to exercise Power/ Authority/ Ho & Kuo (2013)
power over others Employee Needs Hierarchy,/ Bolman & Deal (2017)
Klein et al (2013)
Structure
The need for Employee Needs Human Resources Ho & Kuo (2013)
workplace safety Management Bavik (2016)
Slavich & Zimbardo
(2012)
Von Gilsa & Zapf
. Individualism and (2013)
Individual .
Employee Human Resources Hall-Ellis (2014)
knowledge
Management Armstrong, Brown &
Reilly (2011)
Bolman & Deal (2017)
Bavik, 2016
Slavich & Zimbardo
(2012)
Von Gilsa & Zapf
(2013)
Individualism and Hall-Ellis (2014)
Individual Desires/ Impulses/ | Armstrong, Brown &
, Employee ,
expectations Reward and Reilly (2011)
Vision/Targeting | Bolman & Deal (2017)
Yaakov & Shlomo
Yedidia (2012)
Cameron & Quinn
(2011)
Slavich & Zimbardo
Individualism and (2012)
Individual behaviour Employee Human Resources Von Gilsa & Zapf
Management (2013)

Hall-Ellis (2014)
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Armstrong, Brown &
Reilly (2011)
Bolman & Deal (2017)
Bavik (2016)

Individual work

Employee

Individualism and
Human Resources
Management

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Bolman & Deal (2017)
Bavik (2016)

Individual
effectiveness

Employee

Individualism and

Human Resources

Management and

Result/ Execution
of Project

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Bolman & Deal (2017)
Bavik (2016)
Yaakov & Shlomo
Yedidia (2012)

Individual pursuit of
pleasure

Employee

Individualism and
Desires/ Impulses/
Reward

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Bolman & Deal (2017)
Yaakov & Shlomo
Yedidia (2012)

Recognition of
individual effort

Employee

Individualism and
Result/ Execution
of Project

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Bolman & Deal (2017)
Yaakov & Shlomo
Yedidia (2012)
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Hypothesis 2 - In the context of a reward system, the enhancement of teamwork in
a process of organisational culture change is positively correlated with ten

separate variables

Team distinction

Reward and
recognition
system

Teamwork

Pintrich (2000)

Benito (2015)

Brown (2014)
Venaik et al. (2013)

The collective
decision regarding
the reward of
employees

Employee

Teamwork

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)

The need for
workplace safety

Employee Needs

Human Resources
Management

Ho & Kuo (2013
Bavik (2016)

Collective knowledge

Employee

Teamwork and
Human Resources
Management

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)
Bavik (2016)

Collective
expectations

Employee

Teamwork and
Desires/ Impulses/
Reward and
Vision/Targeting

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)
Yaakov & Shlomo
Yedidia (2012)
Cameron & Quinn
(2011)

Collective behaviour

Employee

Teamwork and
Human Resources
Management

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
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Venaik et al. (2013)
Bavik (2016)

Group work

Employee

Teamwork and
Human Resources
Management

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)
Bavik (2016)

Collective
effectiveness

Employee

Teamwork and
Human Resources
Management and
Result/ Execution

of Project

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)
Bavik (2016)
Yaakov & Shlomo
Yedidia (2012)

Collective pursuit of
pleasure

Employee

Teamwork and
Desires/ Impulses/
Reward

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)
Yaakov & Shlomo
Yedidia (2012)

Recognition of team
effort

Employee

Teamwork and
Result/ Execution
of Project

Slavich & Zimbardo
(2012)

Von Gilsa & Zapf
(2013)
Hall-Ellis (2014)
Armstrong, Brown &
Reilly (2011)
Venaik et al. (2013)
Yaakov & Shlomo
Yedidia (2012)
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4. Research methodology
4.1 Research instrument, sampling, and data collection

The present research was based on a weighted, through pilot research, original
questionnaire. Regarding sampling and data collection, the research aimed to achieve
randomness and representativeness of the sample. Therefore, the researchers contacted
the general managers or human resources managers of 444 Greek five-star hotels. These
executives were selected because they could cope with the demands of the questionnaire
due to their high work experience and educational level. Through telephone and
electronic communication, a random and proportionally stratified sample (based on hotel
type, region, and number of rooms) of 207 valid questionnaires were collected from the
population of 444 Greek five-star hotels. This sample was considered satisfactory as it
defines a confidence level of 95%, with a margin of error of 5% and a response
distribution of 50% (Lohr, 2009; Levy & Lemeshow, 2013).

4.2 Data analysis

Data analysis was based on Exploratory and Confirmatory Factor Analysis. The
Exploratory Factor Analysis followed the Principal Component Method, which was based
on Varimax Orthogonal Rotation for the extraction of the factors and was carried out in
two stages (Karlis, 2005; Zafeiropoulos, 2012 & 2015; Dafermos, 2013 and Laerd
Statistics, 2015), using the statistical program SPSS 23. In the first stage, it was confirmed
that the data collected met the minimum requirements for completing the exploratory
factor analysis using the Principal Components Method. In more detail, with the help of
the correlation matrix and the Kaiser-Meyer-Olkin index per variable, the degree to which
all the variables have a linear correlation with each other was checked, while with the
help of the general Kaiser-Meyer-Olkin index and the Bartlett test of sphericity the degree
of sampling adequacy was checked. In the second stage, the Percentage of variance
explained, the Scree Plot Test and the Interpretability Criterion were used for the
extraction of a small number of factors that explain most of the total variation of the initial
variables per hypothesis while at the same time are being characterised by low
complexity (Karlis, 2005; Zafeiropoulos, 2012 & 2015; Dafermos, 2013 and Laerd
Statistics, 2015).

The Confirmatory Factor Analysis was performed with the AMOS 21 statistical program
and was based on the results of the Exploratory Factor Analysis. Specifically, the
Confirmatory Factor Analysis followed the method of Structural Equation Modeling
based on the Maximum Likelihood Method of Estimation and sought the validation of a
"Second Order Latent Variables Model" per hypothesis. Each "Second Order Latent
Variables Model" should present the best possible data fit and simultaneously capture the
elements of a reward system that are positively correlated with the enhancement of
individual and teamwork in a process of organisational culture change in five-star hotels.
To achieve the validation of the "Second Order Latent Variables Model", the following
conditions were set: achievement of Unidimensionality of the variables/elements, the
existence of validity (Validity) and reliability (Reliability) as well as the existence of a high
probability level/p-value (DeVellis, 2016; Fornell & Larcker, 1981; Zainudin, 2012;
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Dafermos, 2013). The interpretation of the results of the confirmatory factor analysis was
based on: a) the respective validated "Second Order Latent Variables Model" or the
respective validated Latent Construct, b) Table 3.1, which links the elements of the
respective specialised "Second Order Latent Variables Model" with the findings of the
theoretical review and c) the Mean (M) of the opinions of the managers of the hotels that
participated in the research.

5. Results of exploratory factor analysis

Having confirmed that the data collected have a linear correlation between all variables
and sampling adequacy, then the Percentage of variance explained, the Scree Plot Test
and the Interpretability Criterion were used to interpret the exploratory factor analysis
results presented in Table 5.1. Finally, the interpretation of the factors per hypothesis
was based on the findings of the Literature Review and the content of Table 3.1.

Table 5.1. Interpretation of the results of the exploratory factor analysis using the
principal components method

Hypothesis 1 - In the context of a reward system, the enhancement of individual work in a
process of organisational culture change is positively correlated with ten separate variables

Factor 2: Factor
Factor 1: The The ) 3:
Variables/Questionnaire Security of Values .
. Mean* . ) Pleasure of Communalities
items Individuality- . . . of
Individuality .
tSol tPol Egoism-
VoE
11 Individual 3.8 066 353 793 758
distinction
The need to
1.2 exercise power 3.7 170 -138 .861 .790
over others
13 The need for 3.7 75 343 173 478
workplace safety
14 Individual 3.7 67 276 -215 711
knowledge
15 Individual 4.1 797 241 286 743
expectations
Individual
16 ndividua 41 770 028 286 676
behaviour
1.7 Individual work 3.9 .581 .606 -.033 .706
18 Individual 4.0 359 792 078 761
effectiveness
Individual
1.9 pursuit of 4.1 478 .529 370 .646
pleasure
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Recognition of

1.10 individual effort

3.8 .096 902 .051 825

Hypothesis 2 - In the context of a reward system, the enhancement of teamwork in a process
of organisational culture change is positively correlated with ten separate variables

Factor 1:
Organisational Factor 2: Team
Variables/Questionnaire 5 Knowledge of ..
i Mean Values of Communalities
items . . Expected Rewards-
Collectivism- TKoER
0OVoC
2.1 Team distinction 4.4 .585 .397 .500
The collective
decision
2.2 regarding the 3.6 -.067 .846 .720
reward of
employees
2.3 The need for 4.0 390 391 305
workplace safety
llecti
2.4 Collective 41 309 769 687
knowledge
2.5 Collective 42 545 Gil7 678
expectations
2.6 Collective 43 708 226 552
behaviour
2.7 Group work 4.5 .846 .182 .749
2.8 Collective 45 872 146 782
effectiveness
g9 | Collectivepursuit |, , 669 312 545
of pleasure
Recognition of
210 4.6 .872 .034 .761
team effort

* Mean of the degree of agreement of the participants: 1. Strongly Disagree, 2. Disagree, 3.
Neither Disagree/ Neither Agree. 4. Agree, 5. Strongly Agree.

Exploratory factor analysis with the principal components method significantly satisfied
its central purpose, extracting a small number of factors, which explain most of the total
variance of the original variables per hypothesis. But the results of both hypotheses are
characterised by relative complexity since the criterion of interpretation has not been
achieved to an absolute extent. Specifically, the results of Hypothesis 1 and Hypothesis 2
are relatively complex since the variables "1_7" and "2_5" receive strong loadings from
two factors, respectively. Additionally, the factor "Values of Egoism- VoE" is strongly
correlated with only two rather than at least three variables (Karlis, 2005; Zafeiropoulos,
2012 & 2015; Dafermos, 2013; Laerd Statistics, 2015). In continuation of the above,
Hypothesis 1 up to this point has been confirmed since it was found that ten variables are
positively correlated in the context of a reward system, with the strengthening of
individual work, in a process of changing the organisational culture of a hotel. In contrast,
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Hypothesis 2 is not confirmed since nine rather than ten variables were found to be
correlated within a reward system with the enhancement of teamwork in a process of
organisational culture change. The variable "2_3, The need for workplace safety " was
removed due to a low “Communalities” score.

6. Results of confirmatory factor analysis

Considering the methodology of confirmatory factor analysis, an attempt was made to
create a "Second-Order Latent Variables Model" that measures the correlation of the first-
order latent constructs: tPol, tSol and VoE, with a second-order Latent Construct
corresponding to the empowerment of individual work in the context of a process of
organisational culture change. But this was not feasible, and the specific "Second-Order
Latent Variables Model" was rejected, as it created a non-positive definite covariance
matrix. Due to this, the researchers tried to validate the Latent Constructs tPol, tSol and
VoE separately and then choose the optimal solution among them. At this point, it is
essential to emphasise that the Latent Construct: Values of Egoism (VoE), was rejected as
unrecognisable by AMOS 21 due to the small number of observed variables/components.
Hence the Latent Construct “The Security of Individuality- tSol” is presented below
(Figure 6.1.).

.63 4

.53

0
o

41

TG
.56
86

Figure 6.1. The Security of Individuality- tSol

Chi-square = 1.283; Degrees of freedom = 3; P-value=.733 CMIN/DF= .428 RMSEA=.000; RMR=
.009; GFI= .998; AGFI= .988; NFI= .996; RFI= .988; IFI= 1.005; CFI= 1.000; AIC= 25.283; BIC=
65.275

The depiction of the Latent Construct, “The Pleasure of Individuality (tPol)”, is shown
below in Figure 6.2.
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Figure 6.2. The Pleasure of Individuality - tPol

Chi-square = 1.731; Degrees of freedom = 1; P-value=.188 CMIN/DF= 1.731; RMSEA=
.060; RMR=.011; GFI=.996; AGFI=.958; NFI=.995; RFI=.970; IFI=.998; CFI=.998; AIC=
19.731; BIC=49.726

Table 6.1 presents the degree of achievement of the conditions set to validate the above

Latent Constructs.

Table 6.1. Summary presentation of the qualitative characteristics of tSol and tPol

Latent Constructs
Acceptance Latent Latent Construct | Acceptance criteria
criteria Construct tSol tPol minimum limits
Unidimensionalit Factor loading on each
) y Achieved Achieved variable >5 (Zainudin,
of the variables
2012)
Average variance
Convergent Not Achieved Achieved extracted >5
validity 49 .59 (Fornell & Larcker,
1981)
Based on the Fit
Construct validity Achieved Achieved ased on the Finess
Indexes scores.
No redundant items
DIS.CI‘-lmll‘lal‘lt Achieved Achieved ex1st. a.cco.rdlr.lg t? the
validity modification indices of
AMOS.
Achieved Achieved
o cmeve ; ¢ 1e’ve Cronbach’s Alpha Score
Internal reliability Cronbach’s Cronbach’s Alpha: > 5 (DeVellis, 2016)
Alpha: .821 .840 ' ’

141



Honorary Volume for Professor Leonidas Chytiris

Composite Achieved Composite reliability
reliability Achieved .852 score >6 (Fornell &
.827 Larcker, 1981 kat
Zainudin, 2012)
Not Achieved
49 but can be Average variance
\Y v
) accepted due to Achieved 5
Average variance hich composite 59 extracted >5
extracted 5 i p ' (Fornell & Larcker,
reliability 1981)
(Fornell &
Larcker, 1981)
Achieved Achieved P- value score > .05
P- value
733 .188 (Dafermos, 2013)

The above led to the adoption of the Latent Construct “The Pleasure of Individuality- tPol”
as the best possible solution (Figure 6.2), as it was validated without any restrictions, in
contrast to the Latent Construct “The Security of Individuality- tSol” which was also
validated but with limitations. Moreover, the Latent Construct tPol (Figure 6.2) is
characterised by a lower degree of complexity (AIC: 19.731 and BIC: 49.726) than tSol
(Figure 6.1), which has a higher degree of complexity (AIC: 25.283 and BIC: 65.275). It is
therefore concluded that the enhancement of individual work in organisational culture
change is positively correlated with four separate variables, which describe the Latent
Construct “The Pleasure of Individuality- tPol”. Therefore, the first hypothesis is partially
confirmed since it was found that four separate variables within a reward system are
positively related to enhancing individual work in a process of organisational culture
change in hotels.

Concerning the second hypothesis, the "Second Order Latent Variables Model" is
presented below, Figure 6.3: The correlation of the Latent Structures OVoC and TKoER
with the Latent Construct: Teamwork. At this point, it is essential to note that the item
“2_2. Collective decision regarding the reward of employees” was not included in Figure
6.3 as it was found to have a low factor loading (.42) relative to the Latent Construct
(OVo(). Similarly, item 2_5 was not linked to the Latent Construct (OVoC) because it was
found to have a low factor loading (.40).
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Figure 6.3. The Correlation of Latent Structures OVoC and TKoER with the Latent
Construct “Teamwork”

Chi-square = 19.130; Degrees of freedom = 14; P-value=.160 CMIN/DF= 1.366 RMSEA=.042;
RMR=.015; GFI=.977; AGFI=.940; NFI=.980; RFI=.960; IFI=.995; CFI= .994; AIC= 63.130; BIC=
136.450

[t is worth noting that the solution presented through the "Second Order Latent Variables
Model", Figure 6.3: Correlation of the Latent Structures OVoC and TkoER with the Latent
Construct: Teamwork, cannot be accepted and must be rejected, as the variance of €9 is
negative, resulting in the factor loading (1.12) as well as the R2 (1.26) of the OvoC Latent
Construct being considered out of range (limits) and therefore unreliable according to
AMOS 21. This led to the further modification of the "Second Order Latent Variables
Model" (Figure 6.3) through the removal of the elements 2_1, Team distinction and 2_6,
Collective behaviour, which were the weakest of the specific structural model, due to the
low factor loadings and the low R2 compared to the rest of the variables.

The above led to the creation of the following "Second Order Latent Variables Model"
(Figure 6.4).
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Figure 6.4. The Correlation of Latent Structures OvoC and TkoER with the Latent
Construct “Teamwork”
Chi-square = 9.266; Degrees of freedom = 7; P-value=.235 CMIN/DF= 1.322 RMSEA=.040; RMR=
.009; GFI=.985; AGFI=.955; NFI=.987; RFI=.972; IFI= .997; CFI=.997; AIC= 37.256; BIC= 83.914

The "Second Order Latent Variables Model" (Figure 6.4) has Unidimensionality of the
variables; it is characterised by Validity, Reliability and an acceptable level of probability
(p-value). In addition, it proves that the two distinct but correlated first-order Latent
Constructs: “OvoC and TkoER”, are related to the second-order Latent Construct
“Teamwork”, which represents the strengthening of teamwork in the process of changing
the organisational culture in hotels. This result is supported by the high factor loading
that the first-order Latent Constructs (OVoC and TKoER) possess in relation to the
second-order Latent Construct (Teamwork), as well as the high value of R2 that OVoC and
TKoER hold (Falk & Miller, 1992 and Hair, Ringle & Sarstedt, 2013). Table 6.2 summarises
the qualitative characteristics of the Second Order Latent Variables Model, illustrating the
association of the OvoC and TkoER Latent Constructs with the Latent Construct
“Teamwork” - Figure 6.4.
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Table 6.2. Summary presentation of the qualitative characteristics of Figure 6.4

The correlation of the

Latent Constructs OvoC

Acceptance criteria

Acceptance criteria and TkoER with the . . ..
minimum limits
Latent Construct
“Teamwork”
Unldlm.ensmnahty of Achieved F ac.tor loading o.n ea.ch
the variables variable > 5 (Zainudin, 2012)
Convereent validit Achieved Average variance extracted > 5
\% \%
& y 696 (Fornell & Larcker, 1981)
Based on the Fit Ind
Construct validity Achieved asec on the FHness thdexes
scores.
No redundant items exist
Discriminant validity Achieved according to the modification
indices of AMOS.
Achieved Cronbach’s Alpha Score > .5

Internal reliability

Cronbach’s Alpha: .864

(DeVellis, 2016)

Composite reliability score >6

Composite reliability Ac};eved (Fornell & Larcker, 1981 kau
930 Zainudin, 2012)
Average variance Achieved Average variance extracted >5
extracted .696 (Fornell & Larcker, 1981)
P- value Achieved P- value score > .05
.235 (Dafermos, 2013)

The second hypothesis, "In the context of a reward system, the enhancement of
teamwork, in a process of organisational culture change, is positively correlated with ten
separate variables, " is partially confirmed. This is because through the validation of the
Second Order Latent Variables Model depicted in Figure 6.4., it was found that six
separate variables in the context of a reward system are positively correlated with the
strengthening of teamwork in a process of organisational culture change in hotels.

7.  Discussion and Conclusions

The literature review suggested that organisational culture consists of groups of elements
that can be identified at three separate but interdependent and interrelated levels of
depth and degree of visibility by the observer. This finding was confirmed by the “Second
Order Latent Variables Model” and the “Latent Construct” derived from the field research
data analysis. More specifically, the observed variables in Figure 6.2 and Figure 6.4
correspond to variables/elements that constitute a reward system and can be located in
the shell of the organisational culture. Furthermore, the First Order Latent Constructs
(tPol, OvoC and TkoER) correspond to variables/elements in the organisational culture
mantle. Finally, the second-order Latent Construct reflects the core of organisational
culture and corresponds to variables/elements that are particularly important in
enhancing organisational culture change processes. Based on the above, Figure 7.1 was
developed, which captures the effect of reward systems on strengthening individual and
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teamwork in an organisational culture change process, as measured by the "Second Order
Latent Variables Model, Figure 6.4" and the validated “Latent Construct, Figure 6.2”.

1.  Group work

(M:4.5) 2. Collective
effectiveness
(M:4.5)
1. Individual
effectiveness : o
3. g
(M: 4.0) Recognition of team

effort (M:4.6)

Organisational
Values of
Collectivism

2. Individual

) . 4.  Collective pursuit
work (M:3.9) of plcastire

The Pleasure Teamwork...
<f R

Individuality

...that support
3. Recognition cultural change

of in hotels
individual ¥
effort

Team Knowledge of
(M:3.8)

Expected Rewards L:i Gollective

expectations
(M:4.2)

Individual
pursuit for

M:
:)I:;lsure( 1 ; 2. Collective

knowledge
(M:4.1)

Figure 7.1. The effect of reward systems on individual and teamwork supporting
organisational culture change processes in hotels

M: Mean, Dark Grey: Core, Medium Grey: Mantle & Light Grey: Shell

The combination of the validated Latent Construct (Figure 6.2) and the validated Second
Order Latent Variables Model (Figure 6.4) with “Table 3.1. The variables that compose
the research hypotheses" led to the following conclusions.

In the context of a reward system, the enhancement of individuality, in a process of
changing the organisational culture in Greek five-star hotels, was found to be located

exclusively at the level of the mantle of the organisational culture through the concept of
the pleasure of individuality.

It was found that the mantle element of organisational culture: the pleasure of
individuality, is positively related exclusively to the employee himself and is described by
the following shell elements of organisational culture in the context of a reward system:
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A) Individual effectiveness, an element whose value is supported by agreement by the
executives who participated in the research (M: 4.0).

B) Individual work, an element whose value is supported with relatively low agreement
by the executives who participated in the research (M:3.9).

C) Recognition of individual effort, an element whose value is supported with relatively
low agreement by the executives who participated in the research (M:3.8).

D) Individual pursuit of pleasure, an element whose value is supported by agreement
among the executives who participated in the survey (M:4.1).

In conclusion, in the context of a reward system, the strengthening of individual work in
a process of changing the organisational culture in hotels is a relatively simple concept
since it is located exclusively at the level of the mantle of the organisational culture and
is related to the pleasure of individuality that each employee feels. In the context of a
reward system, the shell elements: The need for workplace safety, Individual knowledge,
Individual expectations, Individual behaviour, Individual distinction, and The need to
exercise power over others, were not found to have a strong positive correlation with the
enhancement of individual work. This finding is also reinforced by the low average level
of agreement of the managers who participated in the research regarding the value of the
specific elements in enhancing individual work in organisational culture change. An
exception is the shell elements of organisational culture: Individual expectations and
Individual behaviour, where hotel executives agree that they are related to enhancing
individuality in organisational culture change.

Examining the second hypothesis, it was found that in the context of a reward system, the
enhancement of the core element of organisational culture: teamwork, is positively
correlated primarily with the mantle element of organisational culture: Organisational
Values of Collectivism and secondarily with the mantle element: Team Knowledge of
Expected Rewards. The mantle element Organisational Values of Collectivism is
positively correlated with teams of employees in five-star hotels and is described by the
shell elements of organisational culture:

A) Group work.

B) Collective effectiveness.

C) Collective pursuit of pleasure.
D) Recognition of team effort.

The association of the above shell elements of the organisational culture with the
strengthening of teamwork in changing the organisational culture is supported with
strong agreement by the hotel managers who participated in the research. The mantle
element of organisational culture: Team Knowledge of Expected Rewards, is positively
correlated with teams of hotel employees and is described by the shell elements of
organisational culture:

A) Collective expectations.
B) Collective knowledge.
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The association of the above shell elements with the strengthening of teamwork in
changing the organisational culture is supported with strong agreement by the
participating hotel managers.

In conclusion, strengthening the core element of organisational culture: Teamwork, in an
organisational culture change process is a relatively complex concept since it is related to
both the mantle element: Organisational Values of Collectivism and Team Knowledge of
Expected Rewards. In the context of a reward system, the shell elements: Team
distinction, Collective decision regarding the reward of employees, The need for
workplace safety and Collective behaviour, were not found to have a strong positive
correlation with the strengthening of teamwork in a process of organisational change
culture.

The creation and validation of the Latent Constructs and the Second-Order Latent
Variables Model allowed the: A) Original modelling of the impact of reward systems on
individual and teamwork, which act supportively towards hotel culture change
processes, B) Validation of two new questionnaire scales, which can be used by
researchers in the future and C) Emergence of specific shell, mantle and core elements of
organisational culture in the context of a reward system that is related to the
enhancement of organisational culture change in hotels. In addition, the findings of the
present research allowed the creation of a list (Figure 7.1) which enumerates, in order of
importance, specific elements of a reward system which can strengthen the process of
changing the organisational culture. Consequently, managers are given the opportunity
to save resources and make sound decisions about enhancing individuality and
teamwork in the direction of changing organisational culture through the reward system
of the hotel they work for.
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Abstract

The present study aims to capture and describe the trends in implementation and in the
transferability of recruitment and selection practices in Greek hotel industry, as well as
to attempt a comparison of this implementation between Greek hotel units and foreign
hotel units (MNEs) operating in Greece. Namely, the hereby research aims to examine the
level of transfer of HRM practices from the parent company/hotel headquarters, to the
subsidiary as well as the factors (in organizational level) influencing the transfer. The
final objective is not only to depict these differences and transfer trends but also to
explain them based on the relevant literature and set the basis for future research in the

field. The study takes place during the economic crisis in Greece.

Keywords. Recruitment, Selection, Transfer, Hospitality, Hotels, MNEs, Greece
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Introduction

In an era characterized by continuous changes in the economic, political and social
environment, in the era of globalization, technological advances and easy mobility of
resources, firms have to compete and remain successful in this extended global arena.
Therefore, there is a need for differentiation leading to a sustainable competitive
advantage (Katou, 2008). In response to this need the focus has moved away from the
traditionally sources (capital, land, technology) strengthening an organization towards
its competitors, as these sources, in a global boundary-less arena, are not any more
unique (Torrington et al,, 2005). Thus, the focus has moved to business systems and
processes and in particular to human capital, that has emerged as the new source for

competitive advantage.

This is particular true for services industries, which are heavily based on human capital
for their successful operation and delivery of products-services (Hoque, 2000). Travel
and tourism forms one of the services’ sector industries, which compared to other
services industries, is characterized by continuous growth the last 70 years, even during
unstable situations and crisis periods (when the growth was in a slower pace) (Hazra and
Nemes, 2013). In addition, according to the International Labour Organization, tourism
contributes significantly to unemployment, by providing directly 3% of employment
positions globally (every one in twelve job positions) (Davidson and Wang, 2011; Ladkin,
2011). Hence, human resources and their management are at the heart of the business

(Suh etal, 2012).

From tourism sector, hospitality industry is one of the oldest ones and examination of
HRM practices in it would be more meaningful as there might be officially present for
more years, in its organisations. Hotel industry now, which forms an integral part of
hospitality industry, has several distinct characteristics. Its dual nature (having large
MNEs and local hotels operating in the same region), its high sensitivity in changes
(innovation, technological advances, economic, social and mobility issues), as well as the
low presence of trade unions and the high level of employee turnover, imply that
distinctive and diverse HRM practices will need to be implemented so as for a firm to
remain successful and achieve its goals. Yet, success means, high quality services, which
in turn means skilled, well trained and significantly qualified employees. Thus, a hotel’s

recruitment and selection process should be carefully designed and executed so as to
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provide a hotel with the most competent personnel (Popescu and Avran, 2012). A
successful recruitment and selection process, which will achieve person-job and
organization fit as well as skills-job fit, it will also help in the decrease of the high turnover

scores in the industry.

Moreover, taking into consideration the increasingly high foreign direct investment
(FDI), managers should balance between the implementation of local and foreign HRM
policies and practices, taking also into account all the factors affecting them. Special focus
should be also placed though on these HRM practices appeared to be more sensitive to
changes, such as recruitment and selection; which is also the process determining several
other important organizational features (such as performance and image) (Bratton and
Gold, 2007). This states also as one of the reasons why the present thesis examines the
recruitment and selection process rather than any of the rest HRM practices. It would be
also rather interesting to see the level of transfer of HRM practices from parent
companies to MNEs, in an industry (such as hospitality industry) characterized by the

presence of several MNEs and local firms at the same place.

At the same time, considering the country of application of the present study, Greeces
seems to be ideal for several reasons. First of all, Greece is a country heavily relying on
services sector (75.8% of country’s gross domestic product) (Philippakos, 2009). More
importantly, as a top tourism destination globally and among European countries
(usually in the top 15), tourism industry contributes the most in country’s economy (15%
of its GDP) and employment (by employing 20% of countries employees) (GTO Official
Website). Especially now that the country is under severe economic crisis and it faces a
deep economic recession, tourism which is still growing seems the only way out of the
crisis for the country (Kapiki, 2012). Adding to this the fact that despite the industry’s
importance, HRM literature in tourism and hospitality has been rather limited, leaving a

gap in the literature, it seems rather important to fill this gap (Philippakos, 2009).

The present study attempts to provide answers concerning recruitment and selection
practices and transferability of HRM practices. It aims to examine the level of transfer of
recruitment and selection practices from the parent to the subsidiaries of MNEs operating
in another country, as well as the level to which the several organisational factors impact
on the extend of the transfer and on how diverse is the mix of recruitment and selection

practices implemented.
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The focus of the research will be on tourism and in particular on hotel industry, which is
one of the most important industries around the world, with numerous MNEs and local
firms operating at the same place and under similar conditions; and at the same time an
industry with increased contribution to employment and economy (Anastasopoulos et

al., 2009; Hoque, 2000).

Literature Review

International Human Resources Management (IHRM) and HRM practices transfer
With the arrival of globalization business have spread around the world and the number
of MNEs operating in foreign countries, has been constantly increasing. As a result,
organisations need to develop a global mindset (culture and market adaptable
behaviours, practices and strategies) and be equipped with capable personnel being able
to work in these challenging conditions. Organisations consequently should manage their
human resources across countries applying what is called IHRM, so as to develop an

effective international workforce (Poole, 1990; Story et al., 2014).

The importance of IHRM is rather increased nowadays, as the global economic landscape
changes (with developing countries becoming important labour markets), the global
security becomes uncertain and people are chasing career opportunities world-wide

(Scullion et al., 2007).

As a consequence, international assignments change in nature; foreign direct investment
(FDI) increases and multinational companies (MNEs) abound in. Under these
circumstances if IHRM is conducted effectively could not only help firm survive the
competition, but also help them to be successful leaders in their field in a world-wide
arena. This implies, an MNE efficient, flexible in changes, able to adjust to the local
environment but at the same time able to transfer parent’s company’s policies across its
global units (Schuler et al., 2002). And here by the term MNE is meant “any enterprise
that carries out transaction in or between two sovereign entities, operating under a
system of decision making that permits influence over resources and capabilities, where
the transactions are subject to influence by factors exogenous to the home country

environment of the enterprise” (Sundaram and Black, 1992, p: 733).

An MNE should first of all decide what kind of strategy will follow when operating abroad:
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a) the localisation approach, which means adapting to local context, b) the international
business approach, which implies transferring headquarters strategies across borders, c)
the global firm strategy, by “realising experience curve and location economies”, and d)
the transnational approach, which combines all the other three (Hill, 2007, p: 619). An
MNE should establish a balance between its identities: being global, remain adhered to
parent company policies and being multidomestic (adapting to local context) (Brewster,
2002). Namely, apply what is called ‘hybrid’ strategy (in its subsidiaries) concerning its
parts and mainly HRM practices and policies. Up to percentage transferring parent
company’s HRM practices (and be universal) and up to another percentage adapt to local
HRM practices (and be context specific) (Tayeb, 1998). According to Brewster et al.
(2007, p:5) “IHRM is comprised by a) cross-cultural management, b) comparative HRM
and c) IHRM”. Where IHRM is simply the implementation of the usual HRM of a firm but
in an international context, so as to be able for a firm to operate internationally.
Therefore, all the issues considered in comparative and cross-cultural HRM should be
taken into account so as to develop an IHRM strategy. This most frequently, implies the
use of standardised processes applicable and effective in every country (Brewster et al.,
2007). For the aims of this research, the emphasis will be placed on understanding the
different cultures (parent and host country) and their influences on HRM. For this reason,

only comparative and cross-cultural HRM will be discussed in more detail.

Comparative HRM and Cross-Cultural Management

Comparative HRM refers to different HRM applications across different countries or
different regions within a country or across the globe (Boxall, 1995). In different
countries the labour markets and the laws regulating them might be different, the trade
unions presence might be different as well as the level of education of people; which has

a direct impact on business development in the country/region (Brewster etal., 2011).

During the years several frameworks have been developed in HRM literature so as to
study and interpret country differences in HRM application. The main ones can be
summarised in four approaches, which examine each time different characteristics or
from a diverse angle. The first one is the economic development approach, which considers
managerial input as the determinant of industrial and economic development. The next
one is the so called environmental approach, which has organisational effectiveness as a
result of external factors (economic, social, cultural, legal /political and educational ones).

The behavioural approach makes the assumption that managerial practices and
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effectiveness are culture-bounded (values, behaviours, beliefs, philosophy). Finally, the
open systems approach, views everything as a result of the interaction between the
organisation and its environment (societal, organisational and task environment)
(Budhwar and Sparrow, 2002). All these frameworks indicate different factors affecting
HRM in different countries/regions, that should be carefully examined when a decision

for establishing a subsidiary in a foreign country is to be taken.

Cross-cultural management refers to national cultural differences (values and attitudes)
and how they affect HRM application. Schuler et al.,, (1993)proposed some internal
factors ones and they name them exogenous and endogenous factors accordingly. That
is: exogenous factors (industry and country specific characteristics) and endogenous
factors (headquarters and subsidiary specific characteristics regarding personnel
management). Frameworks as this one, imply that the formation of HRM in subsidiaries

is influenced by several (mainly macro-environmental) factors, nation or region specific.

However, what it really matters when considering establishing a subsidiary in a foreign
country is not the factors influencing HRM, but the cultural distance (CD) and physic
distance (PD) between the parent and host country, which might make difficult any
transfer or local adaptation. A number of frameworks can be found in the literature, once
more, which depict cultural factors quite distinct in its nation/region, that might be the
reason for certain behaviours in international assignments (Avloniti and Filippaios
(2012). One of the most frequently referred in the literature frameworks of CD is that of
Hofstede (1980), which identifies five cultural dimensions which might differ across
nations. These are: a) power distance - level of equality among society
members/hierarchy, b) individualism/collectivism, c) uncertainty avoidance - fear for
unknown/unexpected situations, d) masculinity/feminism and e) long-term
orientation/short-term orientation. Each country scores differently in each of these
dimensions. These scores can be used as an indication of how HRM is conducted in each
country. For example, Greece scores significantly high in uncertainty avoidance (112) and
in power distance (60), which implies accordingly that Greeks avoid ambiguous and
uncertain situations and that hierarchy in Greece is expected and thus inequalities among
people are promoted (Geert Hofstede Official Website). This might mean that subsidiaries
entering the new market might find difficulties in applying management practices
unknown to the Greek people. Thus, the level of transfer of HRM practices should not be

high. The score in power distance explains as well the great number of family owned
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enterprises in Greece.

In addition, differences among countries/regions can be found in their education levels,
in their religion or in their political systems (apart from the main difference in the
language used by their people). All these differences can have a direct impact in HRM
practices applied in local firms, or introduced to the labour market by the foreign
subsidiaries. Dow and Karunaratna (2006) suggest five factors so as to measure
differences in PD. These are: a) language, b) religion, c) education, d) political systems
and e) level of industrial development, all of which might facilitate or hinder transfer of
HRM practices in subsidiaries or even the establishment of MNEs in foreign countries.
Apart from the language and political differences, economic development and

geographical area are considered as factors influencing managerial decisions.

Transferring Human Resources Practices (HRM practices)

Nowadays, in the era of globalisation firms organisations should decide the extent to
which their foreign subsidiaries should get embedded to local culture and act in similarly
with local firms (local isomorphism), and the extent to which these subsidiaries will
remain loyal to parent companies practices and values and thus apply the parent’s
standardised, global strategies (internal consistency) (Brewster and Suutari, 2005). HRM
strategies are usually the most sensitive ones to these two opposing pressures. HRM
practices in a subsidiary are the result of “the interplay of the opposing pressures for
internal consistency and for isomorphism with the local institutional environment”
(Rosenweig and Nohria, 1994, p: 230). Between the two pressures HRM practices appear
to be more sensitive to pressures for local adaptability (local responsiveness). Yet, MNE
subsidiaries might be dispersed across nations, however they are still under the same
mother company, and thus should find a balance among the opposing pressures of global
strategies/internal integrity and local integration, so as to get benefited the most from
each one of them. They should balance the needs of a global firm for diversity, parental
control and co-ordination and knowledge transfer (namely global integration), with the
needs of a local firm (culture, traditions, legislation/regulations) (Schuler et al., 2002;
Sparrow etal., 2004). Taylor et al. (1996), adapt a similar categorisation adding one more
dimension. According to them local responsiveness stands as an adaptive IHRM
orientation, while global integration as an integrative orientation. Adding to these there
is the rather unused (as it is considered aggressive and usually very difficult to be

implemented), the exportive IHRM orientation, whereby firms transfer the whole HRM
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system from the mother company to the subsidiary. Yet, a mixed approach is as well
possible, called hybrid strategy or transnational solution, whereby both local adaptation
and global integration are adapted simultaneously, providing a firm with the best HRM
practices (Chung, 2015). But which are the factors influencing the internal

consistency/local responsiveness decision?

[HRM literature has shown that in general factors playing an important role in what to do
locally and what globally can be classified in two broad categories: a) country specific and
sector specific. Country specific factors can be subdivided into host country specific
factors and into home country (country of origin) specific factors; whereas sector specific
factors include organisation and sector/industry specific factors.
a) Home country (country of origin) specific factors

The country where the parent company is established determines the extent to which
HRM practices are transferred. The values, attitudes, culture and laws of the home
country play an important role on this. According to Ngo et al. (1998) organisations from
certain countries are more likely to adjust their HRM practices to local context in contrast
to organisations from other countries. For example, MNEs having their headquarters in
Europe are more prone to local adaptation of their HRM practices, as they consider it as
a way to remain competitive even in the new country context (in which the subsidiary is

established) (Myloni, 2002).

Furthermore, there are some HRM strategies and practices which are more easily
transferred compared to other ones. Namely, some are more culture-free (and thus easily
transferred), while others are more culture-bound (with institutional context)
(Rosenzweig and Nohria, 1994). Usually, these are the hard/core HRM characteristics
and practices as performance appraisal and training and development. On the contrary,
compensation practices are not transferred and usually comply with the local regulations
and norms of the host country. As far as recruitment and selection is concerned, the level
of transfer depends on local needs for personnel (skills, knowledge, abilities) and on local

legal environment (Myloni, 2002).

b) Host country specific factors
Even though until 1980, there was a belief that HRM practices are universal, and can be
applied successfully anywhere (convergence), Hofstede’s research proved it to be wrong

(Hofstede, 1980). Firms are not independent of their environment. The institutional and
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the cultural context of a country have a significant impact on HRM application, usually
through a first impact on organisational culture (divergence). Research suggests that

there are diverse ‘national business systems’ for each nation/country (Whitley, 1992).

The cultural context includes the cultural values and norms of a country which shape the
legal and political (institutional), educational and religious systems in a country (Olj,
1995). The influence of the cultural context and the differences on base of culture among
countries, have been discussed above, in the cross-cultural management section. The
more the CD between countries, the less HRM practices are transferred. On the contrary
when the match between HRM practices of parent company and local firms is high, the
more HRM practices are transferred. What becomes apparent from the literature is that
the majority of the differences in HRM are in the soft HRM and not in the hard HRM, which
usually easily transferred as more technical. Yet, what should be highlighted at this point
is that MNEs which adapt to local cultural context are usually more effective in their
operations. The reason for this seems to be that HRM practices and policies, no matter
how successful they might be in one country, they might yield ineffective in another one

(Myloni, 2002; Aycan et al., 2000).

However, culture accounts only for 6% of the differences among countries and thus other
country specific factors might play a more important role (Gerhart, 2008). The
institutional context of a country includes: a) its legal framework, b) trade unions
presence/influence, c) institutions, d) government policies, e) labour market conditions,
f) pressure groups on general, g) regional and global agreements and h) industrial
regulations (Tayeb, 1998). Host countries with strong institutional context tend to hinder
HRM practices transfer and face the risk of ‘loosing’ innovative ideas and practices, which
will help subsidiaries to perform better and be more competitive in the local market.
Strong trade unions, government and pressure group presence make it difficult for MNEs
to transfer their practices, unless they are independent to institutional context (in their
home country and in their host country). The differences between the institutional
context of the parent and host country will finally determine the level of transferability

of HRM practices (Ferner and Varul, 2000).

c) Organisation specific factors
Organisational and industry specific characteristics may play a major role in HRM

practices transfer; and in many cases even a greater one compared to cultural and
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institutional factors. These factors can actually be summarised in the followings: a) age,
b) size, c) ownership of the subsidiary, d) industry and subsidiary characteristics, €)
parent company’s characteristics, f) MNE’s competitive strategy, g) stage of
internationalisation (domestic, international, multinational, global), h) parental contro],
j) extent of international exposure and experience, k) stage product life cycle, 1)
subsidiary and parent company’s structure and m) stage in MNE’s life cycle (Myloni, 2002
and Budhwar and Sparrow, 2002).

Regarding the age of the subsidiary, there is a dispute among scholars suggesting that the
younger the subsidiary the more localised are its HRM practices, in contrast to the other
perspective assuming that the older the subsidiary, the more it becomes embedded to

local environment (Rosenzweig and Hohria, 1994).

As far as the size of the subsidiary (number of employees) is concerned, the bigger the
subsidiary the more likely it is to have its HRM practices localised, as the large subsidiary
acts independently of the parent company. Yet, small subsidiaries might not even have a

HR department, and thus formal HRM practices (Rosenzweig and Hohria, 1994).

The type of ownership of the subsidiary determines, first of all, how well a subsidiary is
managed. For example, government owned firms and family owned companies (when
managed by a family member) are usually poorly managed compared to MNEs, privately
owned firms, externally managed family owned firms and dispersed shareholders
organisations (Bloom et al., 2011). A reason for this might be the strong presence of trade
unions and pressure groups in public owns firms. However, the country culture and
traditions and the favourable regulatory and economic environment for family owned
firms, (less taxes, less competition, increased cash flow), make them a common choice in
several countries, such as Greece (Bloom et al.,, 2011). It should be mentioned that in the
cases of well managed firms the transfer of practices is easier. In addition, when the
subsidiary is formed after an acquisition of an already existing local firm the HRM

practices used are most frequently the local ones (Myloni, 2002, Tayeb, 1998).

The organisational philosophy on ‘how to do things’ and the top management’s beliefs and
decisions, allow for different level of transferability of HRM practices. If the top managers
believe that HRM is highly important for a firm’s effectiveness and successful

performance, and therefore a source of competitive advantage across borders, there is a
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higher possibility of HRM transfer (Taylor et al., 1996).

The level of parental control is of course another determinant of HRM transferability. If
the control is high and subsidiaries do not operate with great autonomy, then the parent
company will transfer its HRM practices to its subsidiaries, so as to maintain the
established control levels. In many cases the frequent communication between the parent

and the subsidiary is a form of control as well (Rosenzweig and Nohria, 1994).

As it becomes apparent there are numerous factors which influence the transfer of HRM
practices across borders. Myloni (2002) made an attempt to gather all these factors in a
framework by categorising them in cultural, institutional and organisational ones (Figure
1).

Figure 1: Factors affecting HRM practices transfer
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In conclusion, from a more general perspective, MNEs in order to have an effective [HRM
policy, should encompass the following philosophy; a) have an efficient HR planning
system by having the most appropriate/qualified people where and when there is a need
(no matter their country of origin), b) choose always the most expert people for a job

from the global village (locals, expatriates, third-nationals), c) evaluate a subsidiary’s
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employees based on local criteria and on headquarters guidelines, d) adapt the reward
policy on local cultural context, e) train all employees (in headquarters and subsidiaries)

so as to perform well no matter their working environment/base (Schuler et al., 2002).

Regarding the global integration versus local adaptation and responsiveness issue, HRM
practices applied by MNEs subsidiaries in foreign countries are usually lying in-between
the two. Certain practices have a global character and transferable, whereas other ones
are more flexible in local adaptation and more effectively used when they are localised.
Therefore, the actual case scenario is the use of hybrid HRM practices in subsidiaries after

a decision is made on ‘how much'’ to transfer (Bae et al., 1998; Myloni et al., 2004).

Recruitment and Selection across nations (transferability)

Concerning HRM practices, those which are based on employee interpersonal
relationships are usually not transferred. Those HRM practices based on technical
characteristics are more easily transferred among nations; such as recruitment practices
(Evans and Lorange, 1998). Nowadays, recruitment and selection patterns in
organisation have changed, since the recruitment process “has experienced a rapid global
exposure” (CIPD, 2009, p: 3). Recruitment and selection practices vary considerably
among countries, as they are influenced by both contextual factors and the beliefs and
educational level of the recruitment managers each time. Cultural differences among
countries might be outweighed up to a level, but not completely though. Therefore, firms
should adjust (at least up to a point) their recruitment process to each country’s
environment so as to remain successful and competitive (Papalexandris and

Panayotopoulou, 2004).

Foreign subsidiaries should decide on the proportion of expatriates (home country
employees), locals (host country employees) and third-nationals (best employees around
the world no matter their nationality) to be used in their establishments. Many times,
from all the above mentioned factors influencing transferability of HRM practices, the size
of the subsidiary, the availability of local talent and the subsidiary’s needs might be the
most important ones in deciding the composition of the subsidiary’s workforce (Graham,
2001). Overall, there are four approaches a MNE could follow when staffing its
subsidiaries; a) the ethnocentric approach, b) the polycentric approach, c) the

regiocentric approach and d) the geocentric approach (Beardwell et al., 2004).
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With the ethnocentric approach (a rather international approach), all the key position in
the subsidiary are filled in by expatriates. The reason for this might be the lack of talented
applicants in the host country or the need for knowledge and expertise transfer in the
subsidiary. With this approach the control remains in the hands of the headquarters and
corporate culture remains untouched/unchanged. However, nowadays, this approach is
less used compared to the past as it has been shown that it might lead to ‘cultural myopia’
- no understanding of host country’s cultural context- which in turn might lead to lower
firm performance, competitiveness and in some cases lower survival expectancy (Hill,

2007).

In the polycentric approach (a localisation approach), all positions in the subsidiary are
occupied by locals, however, the decisions on key issues are taken by the parent company.
In this way local talent can be effectively used and ‘culture myopia’ can be diminished.
But still this approach isolates the headquarters from the subsidiary (as there is no much
communication between the two), and limits the career development potentials of the
local employees as they are not responsible for crucial decision making (Hill, 2007 and

Bearwell et al., 2004).

The regiocentric approach, implies that decisions will be taken at a local level and the
positions will be staffed (from parent or host country) according to the need each time,

and according to where the most qualified applicant can be found (Bearwell et al., 2004).

Finally, the geocentric approach (a global approach) is the one where the best people
around the world are hired no matter their nationality. The aim is for the firm (parent
and subsidiary) to have the most qualified applicants in its workforce and use them
efficiently. This approach serves at the same time standardisation of practices (with
practices transfer via expatriates) and local adaptation (via locals), as well as innovation
initiatives (through third-locals) (Hill, 2007). Nevertheless, this approach is quite

expensive and thus not frequently used.

Before deciding on which of these approaches to use, the MNE has to take into account
any obstacles put by the parent or the host country legislative system or any cultural
issues not permitting the implementation of specific recruitment and selection practices
(Ryan et al,, 1999). What it is sure, is that the selection criteria, in particular, should be

localised to host country requirements, but at the same time fulfilling the requirements
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for successful international assignments (Graham, 2003). The selection criterion validity
is not always transferred along with the selection practice transfer. What might be valid
in one country might not be in another, especially with the criteria in methods such as
cognitive and personality tests or interviews. In interviews what is consider ethical and
fair, for instance, in one nation might not be in another (Lievens and Chapman, 2009).
That is why a close monitoring and evaluation of recruitment and selection methods and

criteria should take place on a constant basis.

As a final point, it should be stated that the most commonly used approach by MNEs is
the polycentric one, mainly because multinationals have realised that this probably the
best way to remain competitive in both the global and the local scene (Schuler et al,,

2002).

Human Resources Management (HRM) in Greece

Regarding HRM practices in Greece, limited research has been conducted on the area
(Bourantas and Papadakis, 1996; Katou, 2008). Maybe this is because, the HRM function
has been developed rather late. Up until 1986 only 6% of the medium and large Greek
companies had an HR department and only 11% of them had detailed HRM practices
(Kritsantonis, 1998). Even during the last two decades, HRM practices in Greek firms are
quiet limited, compared always to their foreign counter companies operating in Greece
or other European countries (Ball, 1992). A reason for this might be the fact that Greece
was for many years a rural country with no or little business systems (Stavroulakis,

2009).

The last decades though, Greece attempts to develop new business systems and
modernise the already existing ones. This is mainly the case after the induction of Greece
in European Union and European Single market, in 1981 (Eleutheriou and Robertson,
1999). Greece faces since then greater competition, and in its effort to create unique
competitive advantage and expand globally, Greece needs formal and flexible HRM
systems. Another reason for this might be the fact that several MNEs are now entering

the Greek market, transferring their HRM practices.

The implementation of HRM practices in Greece is highly influenced by the cultural and

institutional environment. Greece, which used to favour tribal society types, is
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characterised by strong family bonds; something that is apparent also in management
style in Greek companies (Stavroulakis, 2009). Firms in Greece are in their great majority
family owned, with power and control concentration on the hands of top management
(CEOs), who are usually family members. Thus, each company is considered to be an
extended family, with few employees outside the ‘family’ (or friends) (Myloni et al., 2004).
That is why Greece scores low in individualism index of Hofstede (only 35), which ranks
Greece among the collectivist countries (Hofstede Official Website). In this type of
companies hierarchy is rather important, and loyalty and trust to the supervisors is
expected. Relocation of existing employees, is not common, and therefore new (especially

foreigners) employees face obstacles in entering a business operating in Greece.

Relatively, to the family importance in Greece, is the favouring of centralisation of
decision making in the hands of CEOs, as the elder and most trusted /respected person of
the family business. This probably why Greece scores quite high in power distance index

(=60) (Stavroulakis, 2009).

The legislative environment in Greece is also quite restrictive, with many laws and
regulations, collective agreements, high governmental intervention in business issues,
increased trade unions and pressure groups presence, complicated bureaucracy and
managerial inelasticity (Psychogios and Szamosi, 2007). This explains the significantly
high score of Greece in uncertainty avoidance (=112). With such an environment Greece,
hinders great HRM practices transfer from the parent company and favours localisation
of practices instead. The strict regulatory environment and the increased control from
state and unions, in combination with the extended family philosophy explains the high
level of assertiveness and social/organisational/employee reactions (such as strikes) to
anything not compatible with their family/business values and norm (Stavroulakis,
2009). Though, the last years Greece has started changing its legislation and bureaucracy
systems, so as to loosen institutional influence and so as to resemble other developed
European mostly countries and become an attractive country for FDI and even more
allow the transfer of more of the parent company’s HMR practices, and welcome

innovation (Myloni et al., 2004).

In general, studies have shown that local Greek firms and MNEs operating in Greece apply

similar HRM practices (Papalexandris, 1991). As far as recruitment and selection practices
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are concerned, MNEs operating in Greece and local firms tend to use similar practices and

criteria.

Overall, HRM practices in Greece are greatly influenced by the family Greek tradition, the
strict regulatory environment and the unstable economic and political environment.
Efforts for change have been made though the last few years, so as to make the Greek
labour market competitive in the global landscape and friendlier for FDI. However,
changes are still in an early stage and many obstacles exist for MNEs entering Greece or
transferring their innovative HRM policies and practices. Hopefully, in the future this

situation will change a lot.

According to Rosenzweig and Hohria (1994), two of the organisation specific factors
having an impact on HRM practices transfer are the age of a subsidiary (years of
operation) and the type of ownership (eg. family or government owned). They found that
the longer a subsidiary operates in a foreign country the greater the local adaptation of
HRM practices, as the organisation acts more independently to the mother company, after
several years have passed. As a consequence, it should be expected that recruitment and
selection methods used by foreign subsidiaries in Greece, should be similar to the ones
used by local firms. Yet, studies have shown that the majority of firms operating in Greece

adapt their HRM practices to local culture so as to be more effective (Hill, 2007).

H1a) The longer the subsidiary operates in Greece, the greater the local adaptation of its

recruitment and selection process

Similarly, referring to the ownership type (owner, manager and franchise), it has been
found that it has an impact on the way the firm is managed. Owners for example, are much
more independent in the choice and implementation of HRM, and thus they are the ones
to decide on which HRM practices to transfer and which not. On the other hand,
government owned firms are less flexible in the choice of HRM practices to be transferred
and implemented, as they are strongly tied with the country’s cultural and legal context
(Bloom et al,, 2012). The examination of the level of application of this pattern in specific
industries, and for the purposes of this study, in hospitality industry, would be rather

interesting. Thus, it can be hypothesised and test the following:
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H1b) The type of ownership has an impact on the level of transfer of HRM practices, by the

hotel unit, from the parent hotel.

Apart from the different managerial styles and the different implementation of
recruitment and selection procedures, literature suggests in Greece MNEs have more
formal, more written and standardised HRM practices, compared to their local
counterparts (Myloni et al., 2004). One of the reasons for this might be the fact that
MNEs operating in Greece have a rather long-term perspective, whereas Greek firms a
short-term one (Myloni, 2002). Furthermore, MNEs have more chances to be more up-
to-date with technology and recent trends, in comparison with local organisations
(Panayotopoulou et al., 2005). The same could apply for hospitality industry and
foreign hotels operating in Greece. Therefore, it would be interesting to see if they
apply these recruitment and selection practices more effectively than local firms. The
following hypothesis could be developed so as to test the assumption above and its
truth:

H2: Hotels (units/chains) which stand as an MNE subsidiary in Greece are more likely
to have a wider perspective (implementing more effectively) of recruitment and

selection practices.

Methodology- Research Design and Questionnaire

To meet the objectives of the study, and based on its nature, an inferential survey
research design (building hypotheses first and then draw conclusions from data analysis)
was employed (Gravlee, Bernard, Maxwell, & Jacobsohn, 2013). In the present study,
since the aim is simply to identify, to what extend and how effectively HR practices are
transferred by 4* and 5* MNEs hotels, in Greece, an empirical quantitative research
approach is preferred. Moreover, based on the review of the relative literature, it appears
that the vast majority of comparative studies in hospitality area, were conducted using
quantitative research designs (mostly questionnaires and surveys) rather than
qualitative ones (case studies and detailed interviews) (Aycan et al., 2000). For this
reason, and taking into consideration time and geographical constraints, a quantitative
research method was used-a web-based survey-so as to reach participants for data

collection (Easterby-Smith, Thorpe, Jackson, & Lowe 2008; Hayslett & Wildemuth, 2004;
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Wright, 2005).The research instrument used to collect data was a questionnaire designed
as a combination of the questionnaires used in the studies of a) Lockyer & Scholarios
(2004) on hotel staff selection practices, b) Paraskevas (2000) on management selection
practices in Greek hospitality industry, and of c¢) Lievens, Van Dam, and Anderson (2002)
on personnel selection trends. Therefore, any issues of validity and reliability of the
present questionnaire items have already been addressed in these past studies. The web-
based (in English language) seven-point scale questionnaire was e-mailed to
participants-Human Resource Managers or Hotel Managers responsible for managing

employees.

Sample Selection and Data Analysis Methods

The prefecture of Attica, where the capital city of Greece, Athens is, was decided to be the
sample area because most of its hotels operate all year around, so not really affected by
seasonality, while a great number of 5* and 4* hotels also operate in it. The official list of
the 5* and 4* star hotels was provided by the Greek Tourism Organisation (GTO) and the
Hellenic Chamber of Hotels. This provided us with a sample comprised of 34 five-star (5*)
hotels and 92 four-star (4*) hotels. From those 126 hotels, 8 were not operating all year
round and thus they were excluded from the sample. Thus, 118 hotels in total were
surveyed. Regarding the nationality, 15 were international brands (MNEs) and the rest
local/national brands. From all of those conducted to participate in the survey, 33
responded which gives an almost 28% response rate. This rate is representative and high
for the Greek hotel industry, as well as for organizational surveys. For the analysis of the
data, descriptive statistics, cross-tabulations (comparisons) and hypotheses testing (T-

test, at a = 5% significance level) have been conducted, by using the STATA software.

Results and Discussion

It is attempted to depict the extent of HRM practices transfer, and as a consequence the
level of local adaptation of the foreign subsidiaries to local conditions and culture. The
age of the subsidiary as well as, the type of ownership and the impact they have on the
level of HRM practices transfer are examined in more depth (H1a, H1b). Finally, the mix
of recruitment and selection practices applied by the MNEs subsidiaries in Greek hotel
industry is combined with the local units so as to test if MNEs subsidiaries implement a
more diversified mix of recruitment and selection methods and in a more effective way

(H2).
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From the hotels which have responded to this survey, 29 (88%) are Greek owned in
contrast to only 4 owned by foreign firms. This as a percentage seems reasonable taking
into account the fact that from all the hotels operating in Attica only 15 units are

international brands.

Table 1: Ownership (Nationality)

Ownership (Nationality of parent company with the highest proportion of ownership)

# | Answer Bar Response %

1 | Greek 0,878788 29 88%

2 | Foreign/Subsidiary 0,121212 4 12%
Total 33 100%

The foreign owned hotels are either American or Spanish or Cypriot and are all of them
100% owned by the foreign hotel group/tour operator. This shows an FDI pattern as a
way of entering Greek hotel market and implies probably that the control of the

hotel/subsidiary is in the hands of the mother company.

According to our results, the great majority of hotels in Attica operate more than 21 years
(57%), which complies with the entrance of Greece in European Union and the opening
to global competition. 27% of them operate between 6 and 10 years, which might be
explained by the need for more good quality hotels in 2004, when Athens held the

Olympic Games.

The mix is quite diverse regarding the brands operating in Attica, as most of them have
one or less than 5 hotel units in Attica. This shows that the 118 units operating in Attica,
have different owners and therefore potentially different management style. The size of
establishments though (that is the number of employees) is quite big with 30% of the
hotels employing more than 200 employees, and thus contributes significantly to
country’s employment needs. The great majority of them (70%) employ between 0-200
employees, which can be explained from the family owned tradition, under the prism of
which family firms are preferred by Greeks (which are usually small in size). The low
individualism index (=35) for Greece explains the above fact as well (Hofstede Official
Website). Though, in some cases, not that often, family owned hotels might be even large

hotel units.
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Table 2: Size and Number of hotel units

Number of hotel units

# | Answer Bar Response | %

1 | One 0,515152 17 52%

2 | Lessthan 5 0,30303 10 30%

316-10 0,090909 3 9%

4 | Over 10 0,090909 3 9%
Total 33 100%

Size of establishments (Number of employees)

# | Answer Bar Response %

1| 0-200 0,69697 23| 70%

2| 201-500 0,121212 4] 12%

3]501-1000 0,121212 4] 12%

4 | Over 1000 0,060606 2 6%
Total 33 | 100%

Focusing now on the foreign owned hotels of our sample, some general characteristics
can be described with great attention to generalisation though, since they comprise less
than 1/3 (26.7%) of the foreign hotels operating in Attica. All of them have stated that
they transfer mother company’s HR policy and strategy either fully or a lot more than

50%.

This is either because parent company would like to have the total control of HR function
in its subsidiaries, or just because HRM practices applied in Greek firms are not
standardised and up-to-the latest standards. This might hold some truth, since HRM
function in Greece has only recently started to develop. Up until 1986 there were only 6%
of firms having an HR function, and a slightly higher percent (11%) having detailed HRM
practices (Kritsantonis, 1998; Stavroulakis, 2009). This might also stand as one of the
reasons why FDI in Greece (in hospitality industry and in general) is so limited. However,
this fact (of almost fully transfer of HRM practices in Greek subsidiaries) comes in
contradiction to the general norm that Greece’s restrictive and complex legislative

system, along with the great government intervention and trade union presence, hinders
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FDI and transfer of HRM practices, avoiding anything outside Greek culture and rules
(scoring high in uncertainty avoidance index = 112) (Hofstede Official Website). It should
be mentioned though that Greek hospitality industry is characterised by low trade union
presence, making the industry a bit friendlier for FDI and practices transfer (Philippakos,
2009). This finding comes also in contradiction with Myloni et al. (2004) and an older
study of Papalexandris (1991), in which it is stated that MNEs and local firms tend to
implement similar (the local ones) HRM practices. However, as it was mention before, our
sample of 4 foreign owned hotels in Attica cannot be representative and thus the results

cannot be generalised for all the foreign hotels in Attica and thus in Greece.

Foreign hotels even though, they try at the same time to comply with the local norms and
standards, since most of them refer that they are affected in this transfer by the social
culture, the Greek legal system and external and internal the firm factors such as
economic factors and labour market norms, organisational culture and firm specific
financial factors accordingly. Namely, foreign hotels operating in Greece trying at the
same time to remain global, adapt to local context and adhere to mother-company’s
policies, by following an hybrid strategy (Brewster, 2002). This explains why
subsidiaries, in an effort to remain competitive and attract tourists not only from the
global market but also from the Greek market take, into consideration local factors. Also,
as part of their effort to become competitive in the local market, is the filling in of staff
positions by locals (Greeks), by more than 51% and in many cases more than 71%,

followed by a small percentage of expatriates and third nationals.

Table 3: Positions fill in by expatriates

What percentage of job openings (at the middle and higher managerial levels)is filled in by external candidates?

Total
# | Question Less than 20% | 20-40% | 41-60% | 61-80% | Over 80% | Responses Mean
Click to write
1 | Statement 1 13 5 2 8 5 33 2,61

Therefore, subsidiaries tend more to use a polycentric approach (localisation approach)
in staffing their establishments (Hill, 2007; Bearwell et al., 2004). This fact shows that

even though foreign hotels transfer their HRM practices from the mother-company
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almost fully (as seen above in this section), they leave their implementation to locals,
assigning them (in this way) more responsibilities and thus keeping them probably more
satisfied. Another reason for this might be that subsidiaries are able to find the talent
needed in the Greek market, and thus there is no need for transfer or for searching in the
global labour market for it. Or maybe this is because the legal system in Greece is so
complex so that locals are needed to implement properly a subsidiary’s HR practices in
that system, or maybe this is because in Greece the governmental and pressure group is

strong, so that locals are needed so as to face them (Psychogios and Szamosi, 2007).

Referring to the extent of local adaptation/therefore extent of parent hotel’s HRM
practices transfer, the foreign units cover all the prism of years of operation. Therefore, a
comparison between this data and the data for the transfer of parent company’s policies
will not yield generalizable results, and even more it does not provide us with an insight
on the argument set by Rosenweig and Hohria (1994), supporting that the younger the
subsidiary the greatly localised its practices are compared to the opposite which states
that the longer a subsidiary operates in a country, the more localised it is. However, the
analysis even with this number of MNEs is provided below. As it can be seen below in the
table, the p-value is highly insignificant and therefore, each category of years of
operations for MNEs in Attica reflects same level of transfer (local adaptation) of
recruitment and selections practices. This might be explained by the fact that the Greek
environment and especially the environment in the area of Attica has been the same (a
not a lot changed) during all these past years. Still, to sum up this point, it seems again

that H1a hypothesis cannot be accepted at this point. A larger sample would be useful.

Referring now to how effectively recruitment and selection methods are used by Greek
and foreign hotels, it appears that the level of effectiveness is quite similar. HR
managers have reported that the effectiveness of recruitment and selection methods has
been high no matter the job category it refers to. This shows that the recruitment
methods used are valid and predict accurately job performance. From the t and f-tests,
once more the vast majority of them are insignificant, with the exception of f-test in the
technical level. Therefore, recruitment and selection methods are considered to be
equally effective (rejecting our null hypothesis for differentiation in means and
standard deviations) and thus H2 is rejected for effectiveness as well. Maybe this is
because, in many cases, the managers implementing them are Greeks in both types of
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hotels. Even subsidiaries prefer to hire Greeks to cover their management positions,
following as discussed before a polycentric approach (Taylor et al., 1996; Chung,
2015).

Table 4: Effectiveness of recruitment and selection methods vs ownership (nationality)

Effectiveness of Ownership Mean t-test f-test

recruitment (Nationality)

methods

Management Greek 5.931034 -0.4590 7.4089
Foreign/Subsidiary | 6.25

Administrative Greek 5.517241 -0.7040
Foreign/Subsidiary | 6

Supervisory Greek 5.655172 -0.8203 8.0788
Foreign/Subsidiary | 6.25

Technical Greek 5.517241 -0.2717 11.3202*
Foreign/Subsidiary | 5.75

Other Greek 3.344828 0.2679 0.9676
Foreign/Subsidiary | 3

practices implementation, as well as the diversity of the mix.

Therefore, in total, H2 is rejected for both the effectiveness of recruitment and selection
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Table 5: Years of operations vs Local adaptation

Correlations
To what extent do
you transfer/apply
the parent company's
Years of | HR practices?-Not at
operation all:Fully
Years of operation Pearson. 1 191
Correlation
Sig. (2-tailed) ,809
Sum of Squares and 74,061 1,000
Cross-products
Covariance 2,314 ,333
N 33 4
To what extent do you Pearson 191 1
transfer/apply the parent Correlation ’
company's HR practices?-Not Sig. (2-tailed) ,809
at all:Fully
Sum of Squares and 1,000 2,750
Cross-products
Covariance ,333 ,917
N 4 4
To what extent do you transfer/apply the parent company's HR practices?-Not at
all:Fully
Valid
Frequency Percent Percent | Cumulative Percent
Valid 5 1 3,0 25,0 25,0
6 1 3,0 25,0 50,0
7 2 6,1 50,0 100,0
Total 4 12,1 100,0
Missing System 29 87,9
Total 33 100,0

Bringing now the conversation to our hypothesis H1b, the discussion unfolds regarding
again on of the organisation specific factors having an impact on the level of transfer of
HRM practices of MNEs to local subsidiaries (Budhwar and Sparrow, 2002; Myloni, 2002).
As it can be seen in the sample statistics earlier on, all the foreign hotels are 100% owned
by the parent company, which implies that they are adequately managed with more

chances to transfer easier their parent company’s strategies (Bloom et al., 2011; Tayeb,
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1998). In the present analysis a comparison concerning the type of ownership is not
possible, and as it is seen in the results (which is expect since all hotels have the same

type of ownership), there is no statistical significant results, such by having equal level of

transfer, H1b is once more rejected.

Table 6: Type of ownership vs level of transfer

Correlations
To what extent do you
transfer/apply the parent
company's HR practices?- Type of
Not at all:Fully operation
To what extent do you Pearson
1 ,870
transfer/apply the parent  Correlation
company's HR practices?-  Sjg, (2-tailed) 130
Not at allFully Sum of Squares
and Cross- 2,750 1,250
products
Covariance 917 417
N 4 4
Type of operation Pearson
Y ,870 1
Correlation
Sig. (2-tailed) , 130
Sum of Squares
and Cross- 1,250 7,515
products
Covariance 417 ,235
N 4 33

In addition, another point of discussion could be the personnel structure of foreign hotels
and local ones. As it can be seen in the table below, they both use mostly locals when
staffing their hotel units. From this it can be assumed that the implementation of HRM
practices is similar among Greek and foreign hotels in Attica. Though this test needs to be
repeated with more foreign firms, it can be assumed that preference to local employees,

is due to legal guidelines and cultural knowledge of locals (Kapiki, 2011).
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Table 7: Personnel structure in foreign hotels

9. Staff structure (Please specify the proportion of staff that comes from the following three categories)

# Question |0-5% 6-20% 21-50% [51-70% [71-100% |[Total Responses
1|Expatriatq 25 6 2 0 0 33
2|Locals 0 0 0 11 22 33
3|Third Nati 17 10 5 2 0 34

Statistic |ExpatriateLocals Third Nationals

Min Valug 1 4 1
Max Valug 3 5 4
Total Resy 33 33 33
Conclusions

Hypotheses were rejected, implying a similar way of running the recruitment and
selection process across 4* and 5* hotel units Greece. Thus, it could be that local culture
in Greece, as well as the restrictive legislative system (Gerhart, 2008b) and
government/trade unions intervention, that do not allow for neither Greek, nor foreign
hotels, to be initiative and apply practices away from trusted up to now ones (high
uncertainty avoidance=112 based on Hosftede’s Official Website). It seems that Greece is
a country with a strong culture and norms, that even during recession periods and
technological advances, their hotels remain loyal to them and apply their most common
and trusted practices of recruitment and selection more frequently than any other type
of practice. In the same pattern implement also their practices foreign hotels coming with
an FDI in Greece. Therefore, most of them in order to respect Greek (host country) norms
but also to be able to become competitive and successful, tend to use mostly locals for
their managerial posts. Concerning, in total the transfer of recruitment and selection
practices in Greek hotels, our results showed that no impact factor was significant enough

to cause differentiation.
In the future, it would be useful to extend the sample size and to include hotel chains

outside Attica, (as many FDI takes place outside Attica), so as to run to more meaningful

and generalisable results.

179



Honorary Volume for Professor Leonidas Chytiris

References

Annastasopoulos G., Filippaios, F. and Philips, P. (2009), An eclectic investigation of
tourism multinationals: evidence from Greece, International Journal of Hospitality

Management, vol. 28, p: 185-194

Avloniti A. and Filippaios F. (2012), Unbundling the differences between psychic and

cultural distance: An empirical examination of the existing measures, mimeo

Aycan, Z., Kanungo, R.N., Mendonca, M., Yu, K., Deller, J., Stahl, G. and Khursid, A. (2000),
Impact of Culture on Human Resource Management Practices: A 10-Country Comparison,

Applied Psychology: An international Review, vol. 49, no. 1, p. 192-221

Bae, ]., Chen, S.]. and Lawler, (1998), Variations in Human Resource management in Asian
countries, The International Journal of Human Resource Management, vol. 9, Issue 4 , p.

653-670

Ball, G. (1992), Personnel Management in Greece: The Spartan Profession, Personnel

Management, September 1992, p. 40-44

Beardwell, 1., Holden, L. and Claydon, T. (2004), Human Resource Management: A

Contemporary Approach, Financial Times, Harlow

Bloom, N., Genakos, C., Sadum, R., and Van Reenen, J. (2011), Management Practises
Across Firms and Countries, The Academy of Management Perspectives, vol. 26, no. 1, p.

12-33

Bourantas, D. and Papadakis, V, (1996), Greek Management, International Studies of

Management and Organization, vol. 26, Issue 3, p. 13-32,
Boxall, P. (1995), Building the Theory of Comparative HRM, Human Resources

Bratton, . and Gold, ]. (2007), Human Resource Management, Palgrave McMillan, New
York

Brewster, C. and Suutari, V. (2005), Global HRM: aspects of a research agenda, Personnel
Review, vol. 34, no. 1, p. 2-21

180



Honorary Volume for Professor Leonidas Chytiris

Budhwar, P. and Sparrow, P. R. (2002), An integrative framework for understanding
cross-national human resource management practises, Human Resource Management

Review, vol. 12, p. 377-403

Chung, C. (2015), The Conceptualization of Global Integration and Local Responsiveness
in International HRM Research: A Review and Directions for Future Research, Henley
Business School, University of Reading, February 2015, discussion paper number JHD-

2015-02

CIPD (2009), Annual Survey Report, Recruitment, retention and turnover

Davidson, M.C.G., Wang, Y. (2011), Sustainable Labour Practises? Hotel Human Resourse
Managers Views on Turnover and Skill Shortages, Journal of Human Resources in

Hospitality & Tourism, vol. 10, no. 3, p. 235-253

Dow, D. and Kanuratna, A. (2006), Developing a multidimensional instrument to measure
psychic distance stimuli, Journal of International Business Studies, vol. 35, no. 5, p. 578-

602

Easterby-Smith M., Thorpe R. and Jackson P. R. (2008), Management Research, 3rd Edition,

Sage Publications Ltd, London

Eleftheriou, A. and Robertson, I. (1999), A survey of Management Selection Practices in

Greece, International Journal of Selection and Assessment, vol. 7, no. 4, p. 203-208

Ferner, A. and Varul, M. Z. (2000), Internationalisation and the personnel function in

German multinationals, Human Resource Management Journal, vol. 10, Issue 3, p. 79-96

Geert Hofstede official website, available at geert-hofstede.com/Greece.html

Gerhart, B. (2008b), How Much Does National Culture Constrain Organizational Culture?,

unpublished manuscript, School of Business, University of Wisconsin-Madison

Graham, J. L. (2003) ,Culture and Human Resources Management, ch. 18, p. 503-536, in
Rugman, A. M. and Brewer, T. L. (2003), The Oxford Handbook of International Business,

Oxford University Press, Oxford

181



Honorary Volume for Professor Leonidas Chytiris

Gravlee, C.C., Bernard, H.R., Maxwell, C.R., Jacobsohn, A. (2013), Mode Effects in Free-list
Elicitation: Comparing Oral, Written, and Web-based Data Collection, Social Science

Computer Review, vol. 31, Issue 1, p. 119-132

Hayslett, M.M., Wildemuth, B.M. (2004), Pixels or pencils? The relative effectiveness of
Web-based versus paper surveys, Library and Information Science Research, vol.26, p. 73-

93

Hazra, S., Nemes, Z. (2013), Understanding of Human Resource Management Issues in the
Current Hospitality Industry, Journal of Contemporary Development and Management

Studies,vol. 2, Issue 1, p. 29-36

Hill, C. W. L. (2007), International Business: Competing in the Global Marketplace, 6% ed.,

McGraw - Hill International Edition, New York

Hofstede, G. (1980), Motivation , leadership, and organization: Do American theories

apply abroad? Organizational Dynamics, vol. 9, no. 1, p. 42-63

Hoque, K. (2000), Human Resource Management in the Hotel Industry, Strategy, innovation

and performance, Routlrdge Publishing, Taylor & Francis Group, London and New York

Hospitality: Results from a Study in Greece, Central European Review of Economics and

Finance, vol.1 no.2

Kapiki, S. (2012), Current and Future Trends in Tourism and Hospitality. The Case of

Greece, International Journal of Economic Practices and Theories, vol. 2, no. 1 p. 1-12

Katou, A.A. (2008), Human Resource Management and Performance in the Hospitality
Industry : Methodological Issues, International Journal of Tourism and Hospitality Systems,

vol. 1, no. 1, p. 23-54

Kritsantonis, N. (1998), Greece: The Maturing of the System, in Ferner, A. and Hyman, R.
(eds.) Changing Industrial Relations in Europe, 2nd edit, Blackwell Publishers Ltd, Oxford,
p. 504-528

Ladkin, A. (2011), Exploring Tourism Labour, Annals Tourism Research, vol. 38, no. 3,

p.1135-1155

182



Honorary Volume for Professor Leonidas Chytiris

Lievens, F, Van Dam, K & Anderson, N (2002), Recent trends and challenges in personnel

selection, Personnel Review, Vol.31, No.5, pp.580-601

Lievens, F. and Chapman, D. (2009), Recruitment and Selection in Fundamentals of

Human Resource Management, the Sage, London, ch. 9, p. 133-154

Lockyer, C., Scholarios, D. (2004), Selecting hotel staff: Why best practice dies not always
work, International Journal of Contemporary Hospitality Management, vol. 16, Issue 2. p.

125-135

Myloni, B. (2002), The Transfer of Human Resource Management Practices Within
Multinational Companies in Greece, (PhD) submitted at School of Management of

University of Bradford

Myloni, B., Harzing, A-W. and Mirza, H. (2004), Host country specific factors and the
transfer of Human Resource Management practices in Multinational companies,

International Journal of Manpower, vol. 25, Issue 6, p. 518-534

Ngo, H., Turban, D., Lau, C. and Lui, S. (1998), Human Resource practises and firm
performance of multinational corporations: influences of country origin, The

International Journal of Human Resource Management, vol. 9, Issue 4, p. 632-652

Oli, R. (1995), The “culture” factor in personnel and organization policies, in Harzing, A.
W. K. and Van Ruyssevedt, ]. (eds.) International Human Resource Management: an

integrated approach, Sage, The Netherlands, p. 124-143

Panayotopoulou, L., Vakola, M. and Galanaki, E. (2005), E-HR adoption and the role of

HRM: evidence from Greece, Personnel Review, vol. 36, no. 2, p. 277-294

Papalexandris, N. (1991), A comparative study of human resource management in selected
Greek and foreign-owned subsidiaries in Greece, in Brewster, C., Tyson, S. (Eds),

International Comparisons in HRM, Pitman Publishing, London, pp.145-158

Papalexandris, N. and Panayotopoulou, L. (2004), Exploring the mutual interaction of
societal culture and human resource management practises, Evidence from 19 countries,

Employee Relations, vol. 26, no. 5

183



Honorary Volume for Professor Leonidas Chytiris

Philippakos, J., (2009), A Comparison of hospitality resources practises in Greece and the
United States: An analysis of human resources practises and potential effects on service

quality, UNLV Theses/Dissertation/Professional Papers/Capstones, paper 560

Poole, M. (1990), Industrial Relations: Origins and Patterns of National Diversity,

Routledge and Kegan Paul, London

Popescu, C., Avram, D. M. (2012), New Trends in Human Resource Management in the

Hospitality Industry, International Conference of Scientific Paper Afases 2012

Psychogios, A. G. and Szamosi, L. T. (2007), Exploring the Greek national business system,
EuroMed Journal of Business, vol. 2, no. 1 p. 7-22

Rosenzweig, P. M. and N. Nohria, N. (1994), Influences on human resource management
in multinational firms, Journal of International Business Studies, vol. 25, Issue 2, p. 229-

251

Ryan, A. M., Baron, H. and Page, R. (1999), An international look at selection practices:
Nation and culture as explanations for variability in practise, Personnel Psychology, vol.

52, p. 360-391

Schuler, R. S., Budhwar, P. S. and Florkowski, G. W. (2002), International human resource

management: review and critique, vol. 4, Issue 1, p. 41-70

Scullion, H., Collings, D. G. and Patrick, G. (2007), International human resource
management in the 21st century: emerging themes and contemporary debates, Human

Resource Management Journal, vol. 17, no. 4, p. 309-319

Sparrow, P., Brewster, C. and Harris, H. (2004) Globalizing Human Resource

Management, Routledge, London

Stavroulakis, D. (2009), HRM Practices in View of Internationalization. Evidence from

Business in Greece, MIBES Transactions, vol. 3, Issue 1, p. 147-156

Story, ].S.P., Barbuto, JR. Luthans, F., Bovaird, ].A. (2014), Meeting The Challenges of
Effective International HRM: Analysis of the Antecedents of Global Mindset, Human

Resource Magazine, vol. 53, no. 1, p. 131-155

184



Honorary Volume for Professor Leonidas Chytiris

Suh, E, West, ]. ]., Shin, ] (2012), Important competency for managers in the hospitality
industry, Journal of Hospitality, Leisure, Sport & Tourism Education, vol. 11, p. 101-112

Sundaram, A.K. and Black, J. S. (1992), The environment and internal organization of

multinational enterprises, Academy of Management Review, vol. 17, p. 729-757

Tayeb, M. H. (1998), Transfer of HR practises across cultures: an American company in

Scotland, Journal of HRM, vol. 9, Issue 2, p. 332-358

Taylor, S, Beecher, S., Napier, N. (1996), Toward an integrative model of strategic
international human resource Management, Academy of Management Review, vol. 21, p.

959-985

Taylor, S., Beechler, S. and Napier, N. (1996), Toward an integrated model of strategic
International Human Resource Management, Academy of Management review, vol. 21,

Issue 4, p. 959-985

Torrington, D., Hall, L. and Taylor, S. (2005), Human Resource Management, 6t ed.

Prentice Hall, Harlow

Whitley, R. (1992), European Business Systems, Firms and markets in their national

contexts, Sage, London

Wright, K.B. (2005), Researching Internet-Based Populations: Advantages and
Disadvantages of Online Survey Research, Online questionnaire Authoring Software
Packages and Web Survey Services, Journal of Computer-Mediated Communication, vol.10,

Issue 3, p.00

185



Honorary Volume for Professor Leonidas Chytiris

CORPORATE SUSTAINABILITY: THE GROWING CHALLENGE FOR HUMAN RESOURCE
MANAGEMENT

Em. Professor Nancy Papalexandris
Athens University of Economics and Business, Athens, Greece
npapal@aueb.gr

ABSTRACT

Over the past two decades the concept of corporate sustainability has attracted
continuous attention by economists, ecologists and policy makers. Sustainable
Development is an important issue in the field of management research (Wilkinson 2001,
Ehnert 2009). However, its link with Human Resource Management (HRM) is only
recently widely established in the literature (Stahl, Brewster, Collings & Hajro, 2020)
HRM practices included in the CSR Programs of a company are often linked with
sustainability, business ethics and workplace justice and appear often under the term of
Sustainable HRM (Ehnert, Harry & Zink, 2014; Papalexandris, 2022). Lately great
emphasis has been placed on the U.N. Sustainable Development Goals (SDGs) and the
dimensions of the Environment, Society and Governance (ESG) which form the criteria
for documenting and reporting relevant practices implemented by business firms (U.N.
2015). HRM can play an important role in designing and implementing such practices
especially those linked to society. Therefore HRM is facing the challenge of active
involvement in sustainability (Ehnert 2016).

In view of the above, this paper has examined HR practices adding to corporate
sustainability which have been applied by major companies operating in Greece for their
workforce and for the community in general with the involvement of HR. The main
conclusions from our research, are that there is room for a wide range of policies and
practices which can add to sustainability and this is an important challenge which HR
has already started to meet successfully. Companies can use sustainable HR to enhance
their corporate sustainability and enjoy the benefits of a higher reputation and an
enhanced ethical profile.

Keywords. Corporate Sustainability, Sustainable Development Goals, Sustainable HRM
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1.Introduction

Sustainability and Sustainable Development is an important issue in the field of
management research (Wilkinson 2001, Ehnert 2009). However, the link between HRM
and sustainability is not well established in the literature. Systematic studies are still
scarce and there is a wide range of interpretations and several overlapping terms that
often cause confusion to practitioners. Also, HR practices included in the Corporate Social
Responsibility Programs of a company are often linked with sustainability.

The terms sustainability, sustainable development and corporate sustainability are
widely used in the management literature and seem to receive more or less similar
interpretations. Corporate social responsibility (CSR) is widely known for the set of
practices it entails which are often promoted and communicated to the public in order to
enhance corporate reputation. Sustainable HR seems yet to need some clarification. In
view of the above this paper with try:

First, to clarify terms linked with Corporate Sustainability and Social Responsibility and
examine the involvement of HRM in their design and implementation. Second, to present
the development and role of Sustainable HR in supporting corporate sustainability and
describe relevant practices aiming both at the internal and the external group of company
stakeholders. Third, to describe and clarify Sustainable Development Goals (SDGs)
introduced by the U.N., their history and the three pillars e.g. Environment, Society and
Governance (ESG) which form the basic criteria for organizations to implement and
report relevant practices. Fourth, to present HR Practices adding to sustainability which
are implemented by Greek firms, views of HR managers about Sustainable HR and the
challenges they are facing in view of the increasing demand for Corporate Sustainability.

Finally, to conclude by proposing issues for further research and stress the need for the
involvement of HRM in sustainability in order to enhance its ethical profile, expand its
agenda and improve its role as a strategic partner and a source of competitive advantage
through the implementation of sustainable HR policies and practices..

2.Sustainability and Corporate Social Responsibility

According to the World Commission on Environment and Development (WCED 1987)
“Sustainable Development is seeking to meet the needs and aspirations of the present,
without compromising the ability to meet those of the future”.

At the company level, the term is referred to as Corporate Sustainability (Dyllick &
Hockerts 2002). Corporate Sustainability (CS) is placing extra emphasis on the effects
business operations have on environmental issues such as pollution, global warming,
carbon footprint, recycling, protection of eco-systems etc., on social issues such as
poverty, hunger, social inequality, lack of proper education etc. and economic issues such
as economic insecurity, corruption, business scandals etc. Interest in Corporate
Sustainability is constantly increasing due to the growing role of activists and the inability
of many companies to meet demands of their stakeholders.

A useful tool serving to clarify sustainable development for business, is the “Triple
Bottom Line” which was introduced by Elkington (1997), including the 3 Ps i.e. Profit,
Planet and People. This means that corporate results should be measured not only by the
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financial bottom line (profit) but should include environmental (planet), societal and
ethical (people) performance.

At the same time, starting in the 80’s a growing interest was shown by companies in
Corporate Social Responsibility (CSR) activities as a response to society’s demand for
using part of their financial profits for the general good. Corporate Social Responsibility
due to a crisis of confidence in business and the inability of many companies to face it can
be considered as the implementation of sustainability (See Figure 1).

Corporate Sustainability

L Corporate Social Responsibility J

O™ N
MEgOMm
- mZ e

Figure 1. Relationship between the balance in Profit, People, Planet, CSR and
Corporate Sustainability (Rompa, 2011)

The concept of CSR is widespread in today’s business world showing a transition from
the importance given to shareholders in past years to the stakeholders’ approach which
implies that the interest of various groups interacting with a company (employees,
customers, providers, local community, society e.t.c.) should be taken into consideration.
(Carroll 1991) The most well-known model of CSR is the pyramid by Carroll. It shows the
economic dimension at the base and adds the legal, ethical and philanthropic dimensions.
Carroll (1999) points that these dimensions should be balanced simultaneously and that
the “CSR firm should strive to make a profit, obey the law, be ethical and be a good
corporate citizen” (See Figure 2).
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Philanthropic
Responsibilities

Be a good corporate
citizen.

Ethical
Responsibilities

Be ethical.

Legal
Responsibilities

Obey the law.

Economic
Responsibilities

Be profitable.

Figure 2. CSR Pyramid (Carroll, 1999)

CSR could be closely related to Human Resource Management (HRM) as in practice, CSR
activities offered by companies include apart from the environment and society, their
own employees. Furthermore, it is widely recognized that HR practices aimed a
employee wellbeing are closely related both to immediate as well as to long-term
organizational outcomes. The immediate outcomes include the “four Cs” (commitment,
competence, congruence and cost-effectiveness), which are also believed to have a
positive impact on long-term organizational consequences (Cakar, Bititici &Mac Bryde,
2003).

The growing emphasis on the long term value of HRM has lead to the belief that HRM
could help in the realization of corporate sustainability goals (Ehnert 2009, Cohen 2010).
However, as analysed by scholars (Stahl, Brewster, Collings, Hajro, 2020), despite the
attention given to CS and CSR the role of HR in their design is quite limited. It is well
documented that companies have now realized the need to contribute to economic and
societal development in a globally sustainable way (GRLI, 2017:3)

Larger and global corporations wish to be considered as change agents, responsible for
meeting needs of a wide range of their stakeholders both inside and outside their firms.
Yet research shows that in many cases companies show only symbolic social or
environmental activities i.e. green washing (Wright & Nyberg, 2017) and that there is
little involvement of HR in strategic decisions about CS or CSR initiatives. As pointed out
(Stahl, Brewster, Collings & Hajro, 2020), HRM should be deeply involved in CS/CSR and
vice versa CS/CSR strategies should aim both internally and externally. The internal
element covers ways of treating people within the organization and the external element
addresses needs of the wider community. HRM can contribute to CSR by applying ethical,
inclusive, employee friendly, people centered practices in recruitment, selection,
employee training & development, performance management and pay systems while also
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developing awareness among employees about CS & CSR programs aiming at the
community which can help in creating corporate reputation and an attractive employer
brand which helps in attracting and retaining talent. It can also offer volunteering
programs for employees who wish to participate in various CSR activities.

Also the strategic involvement of HRM in CSR increases as companies move from
activities aiming at compliance with a rather symbolic or public relations scope towards
activities with a real purpose to engage in societal issues (Mirvis, 2012).

A good example of HR involvement through volunteerism is offered by IBM. Established
in 2008 IBM’s Corporate Service Corps has sent thousands of employees to nearly 40
countries for one-month service assignments where in collaboration with local NGO’s or
government agencies they participate in community development programs (Mirvis,
2012:93)

One more reason for the limited involvement of HR in CSR has to do with the fact that CSR
has been primarily assigned to the Communications or Public Relations function and in
many cases HR practitioners are more concerned with their link to the Board and the
demand to add to the bottom line as business partners and concentrate on economic
performance measures. (Beer et al, 2015) The focus of senior HRM executives on
shareholder value and economic performance (Garavan & McGuire, 2010) and the
emphasis on the HRM-firm performance link (Brewster, Gooderham, & Mayrhofer, 2016)
has limited the connection between HRM and Sustainability. As Pfeffer (2016, p. 668) puts
it, HRM scholars are “happily worrying about performance with too little attention to its
human costs”

Furthermore, it appears that research has not yet produced evidence-based guidelines to
practitioners wishing to engage in CS & CSR goals.

Fortunately, an opposite movement to this lack of HR involvement has been the creation
of the notion of Sustainable HR which starting almost 20 years ago is gradually growing
and to which we will refer as follows.

3.Sustainable Human Resource Management

Starting in the 2000s the growing interest in exploring the role of HRM in designing
policies and practices adding to sustainability has formed the concept of Sustainable
HRM. Sustainable HRM stressed the need for adopting a more long-term approach in
HRM policies including the growing need for skill upgrading, issues of employee ageing,
issues of diversity, keeping employee morale, addressing the war for talent etc. (Losey,
Meisinger and Ulrich 2005). All these challenges which stress the need for more human-
centered and time conscious HRM practices aiming at sustainability have created a
strategic potential for HRM. These needs have helped in establishing Sustainable HRM
which was gradually regarded as a value-added alternative based less on cost cutting or
profit generation and more for its contribution to individual and collective well-being on
the long run.

One of its first definitions by Zaugg et al. (2001) is the following:
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Sustainable HRM is the long-term socially and economically efficient recruitment,
development, retainment and diseployment of employees (p. 11).

Wagner (2013) defines a sustainability oriented HRM as that which meets the current
needs of a firm and society at large without compromising its ability to meet any future
needs.

On a more practice-oriented level, Sustainable HR can be defined as the long-term socially
and economically efficient and fair recruitment, development, retainment and treatment
of people. (Ehnert 2009). A more detailed definition by the same author describes
Sustainable HRM as the pattern of emerging human resource strategies and practices
intended to enable organizational goal achievement while simultaneously reproducing
the HR base over a long-lasting calendar time and controlling for self-induced side and
feedback effects of HR systems on the HR base and thus on the company itself” (Ehnert
2009 p. 47).

According to Rompa (2011) there are three topics related to sustainable HRM:

a. Sustainable supply of future employees through training, talent management, better
work-life balance

b. Good treatment of employees to avoid staff turnover, dissatisfaction stress at work
and loss of morale.

c. Engagement of employees in CSR practices, since it is through their voluntary
involvement in activities benefiting the environment and society and by their ethical
behaviour that their organization can implement CSR in practice.

De Prins et al (2013) refers to a framework for sustainable HRM which includes all of the
above topics and defines four approaches to the concept:

e The sociological approach which includes engagement, health, diversity and family
friendly policies.

e The psychological approach which includes work-life balance, self development,
autonomy, employability and open communication.

e The strategic HR approach which includes practices helping employees achieve
organizational goals and secure a sustainable competitive advance.

e The green HR approach which includes environmentally conscious behaviours and
employee involvement in volunteer programs for protection of the environment. (See
Figure 3).
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Sustainable HRM Framework

Psychological Perspective

Sociological Perspective

Strategic Perspective

Green Perspective

Figure 3. Sustainable HRM Framework (adopted from D. Prins, 2013)

In an attempt to provide a basis for integrating the different perspectives on Sustainable
HRM, a multi-dimensional framework for assessing a firm’s system is proposed (Stahl,

Brewster, Collings & Hajro, 2020). ( See Figure 4)

This framework proposes in its first dimension the doing good perspective (what to do)
vs the avoiding harm (what not to do). The second dimension includes the economic,
environmental and social domain. The third dimension refers to time and the long-term
element which all sustainable efforts must encompass. The fourth dimension refers to
space i.e. global vs local or headquarters vs subsidiaries, something very important when

we refer to global or Multi-National firms.
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Figure 4. Multidimensional Framework of Sustainable HRM
Source: G. Stahl et al. HRM Review, 30 (3), 100708
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As the authors stress, their framework can help firms assess positive and constraint

negative outcomes on sustainability in the economic, social and environmental domain.

It is also pinpointing the existing tensions between the short-term and the long-term as

well as the importance of the element of space. As mentioned in an example, global

companies often face tensions when they have to balance between employee rights in

third world countries and the pressure to maximize profits to increase shareholders
value. The authors have studied very systematically the literature since 2010 to spot
examples of Sustainable HRM activities under the two dimensions of “Doing good” and
“Avoiding harm” and the Economic, Environmental and Social domains of sustainability.

Their work appears in Table 1.

TABLE 1. Putting Sustainable HRM into action: Examples of HRM activities
designed to promote CS/CSR
Source: G. Stahl et al. HRM Review, 30(3), 100708

Economic

Design employee stock-
ownership programs
linked to long-term
commitment to the firm
and market value; invest
in social capital as a
source of innovation and
sustainable advantage
(Martin, Farndale,
Paauwe, & Stiles, 2016)

Design talent
management systems
embodying the principles
of CS/CSR to avoid short-
termism on the part of
future leaders and
encourage them to
pursue longer term
sustainable performance
and investment in
human capital (Collings,
2014)

Embed long-term, triple
bottom line-based
incentives in managerial
compensation plans to
avoid managerial

Environmental

Check potential employees for
sensitivity toward
environmental issues; hire
those who embrace ‘green’
principles and the firm's
sustainability goals; educate
employees to engage in eco-
friendly practices (Voegtlin &
Greenwood, 2016)

Link employee green behavior
to promotional opportunities,
pay, and compensation;
encourage and motivate
employees to participate in
green activities (e.g., more
recycling and better waste
management), and to
contribute to green
management objectives
(Dumontetal., 2016)

Conduct audits of alliance
partners' HRM systems to
determine their consistency
with sustainability goals and
ensure compliance with

Social

Invest in employees, provide
engaging work, create a
positive social and physical
environment, provide
opportunities for individual
expression of voice, and offer
organizational support to
ensure employee well-being
and a positive employment
relationship (Guest, 2017)

Design and offer company-
sponsored volunteerism,
community involvement and
service learning programs
aimed at promoting citizenship
and social responsibility
(Caligiuri et al., 2013)

Eliminate child and forced
labor and avoid unpaid or
excessive overtime hours,
physical abuse, and unsafe or
precarious working conditions
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Economic Environmental Social
opportunism and environmental codes, and along the entire supply chain
excessive risk-taking that when HRM audits yield (Cohen et al., 2012b)
may lead to value negative results take steps to
destruction (Filatotchev  bring about necessary
& Stahl, 2015) changes across the network of

alliance partners (Jackson &
Seo, 2010)

Counterbalance the negative

Develop a shared sense  Design workplace-based externality of efficiency-

of purpose in practices that help .

.. , e focused organizational
organizations which organizations reduce harmful _ _ e

, i ) . , practices (work intensification,
provides direction to emissions and increase
) . retrenchment, etc.) by
leaders and other recycling, so organizations can o i
, - designing sustainable HRM

employees to guide help mitigate the effects of

practices (e.g., flexible work
arrangements) and monitor the
level of negative externality of
such practices to detect
harmful side effects
(Mariappanadar, 2012)

decision making in away global climate change through
which transcends short- reduced workplace-driven
termist or unsustainable pollution and waste and
behaviors (Collings, better energy use (Saifulina &
2014) Carballo-Penela, 2016)

It is well understood that in developed countries many environmental, work safety and
economic governance regulations exist imposed by legislation and companies are
expected to comply in order to avoid fines, expensive law suits and reputation harm.

This compliance falls within the avoiding harm part of the framework. On the contrary
“doing good” activities rely on the firms’ discretion or ethical values and it is over and
above legal requirements. According to Carroll and Shabana (2010) following the global
financial crisis, growing social and environmental challenges facing our planet and
changing attitudes for a more fair society among youth have created the demand for “the
new, broader, social contract between business and society” (p. 90).

Corporate efforts to engage in sustainable HRM can be classified into three broad
categories: a. compliance-related: b. instrumental/strategic and c.mission-led/values-
driven (Cohen etal., 2012b; Maak, Pless & Voegtlin, 2016; Waldman, Stahl, & Siegel, 2019)
HR can play a major role in all three categories with the second demanding deeper
involvement and the third also requiring a change in mind-set leading to positive social
change.

Looking back at the evolution of the link of HR to sustainability, we can see that in the 90s
it was mainly based on compliance, typically referred to as Environment, Health, and
Safety Offices (Lenox & Chatterji, 2018). Starting in 2000 with the appearance of
Sustainable HR and the growing social, economic and environmental challenges the
approach to HRM'’s role has gradually changed. However, due to a lack of progress and
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the continued uncertainty about the Grand Challenges of our time (Doh, Budhwar and
Wood, 2021) the UN’s “2030 Agenda for sustainable development consisting of 17
Sustainable Development Goals has emerged as an important benchmark for both
business and HRM (Chams and Garcia-Blandon, 2019).

Also according to Aust, Matthews and Muller-Camen (2020), the concept of Sustainable
HR can be transformed into “Common Good HRM” which can better assist in serving the
UN Sustainability Agenda.

In the next part of this paper we will discuss the Institutional and Global involvement in
sustainability as introduced by the United Nations and supported on a global scale by
countries across the world.

4.U.N. Sustainable Development Goals

In 2015 the 2030 Agenda for Sustainable Development was adopted by U.N. Member
States (U.N. 2015). This agenda aims at promoting peace and prosperity for people and
the planet, now and into the future. Its implementation is based on the 17 Sustainable
Goals (SDGs) which invite all countries to engage in a global partnership to end poverty
and deprivation while improving health, education, equality and the environment. (See
Figure 4 below).

U.N member states signed the 17 SDGs in response to widespread concerns over climate
change, issues of inequality and widespread corporate scandals which as already
mentioned have led to a demand to take into account not only shareholders but also the
interests of the stakeholders such as employees, customers, suppliers, the local
community and wider society. (Squire, Patton & Boggs 2022). There is a growing interest
in exploring how HRM can reframe policies and practices in a more sustainably way and
thus contribute to achieving the UN’s SDG (Gauri & Cooke, 2022)
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These goals may appear quite ambitious especially for smaller or local companies and it
is true that large Multi-national companies are more in a position to make an impact.
However as research has shown (Davila & Elvira, 2018; Lenox & Chatterji, 2018; Voegtlin,
Sherer, Hawn, Siegel, & Stahl, 2019)) even smaller companies can have an impact. They
can engage in social projects for their local community to fight poverty or improve good
health (SDG 1&3), improve quality education by offering internships, upskilling and
reskilling both for their employees and the wider community (SDG 4), reduce inequalities
by applying diversity programs for women and minority members (SDG 5 & 10)
providing decent work and economic growth by encouraging entrepreneurship and
social innovation through partnerships for the goal (SDG 8 & 17).

The U.N. Sustainable Development Goals are the product of a long period of efforts
starting with the 1992 Earth Summit in Rio de Janeiro, followed by the 2000 Millennium
Summit in New York during which the Global Compact was launched, the 2002 World
Summit in South Africa, the 2006 U.N. Principles for Responsible Investment, the 2012
U.N. Conference again in Brazil and finally the 2015 Agenda for the 17 SDGs
(Papalexandris, 2022).

Several business firms, acting as social partners, have taken an active role in
implementing and reporting sustainability. The already mentioned Triple Bottom Line or
the notion of People, Planet, Profit urged for the first time companies to focus on the two
other P’s beyond profits. This concept was the starting point of what later became ESG
(Environment, Society, Governance). Since the launch of Principles of Responsible
Investment in 2006 the laws and standards of ESG has moved to the top of the financial
services agenda. Recently in 2021 the Sustainable Finance Regulation stresses the
promotion of ESG values for investment purposes and fund management and everything
shows ESG will play an important role with 80% of investors intending to have an ESG
plan in place by 2023 (S & P 2022). The fiduciary duties of investors require them to
incorporate ESG factors into their investment decisions and encourage high standards of
ESG performance in the companies in which they invest. It also appears that ESG yields
financial returns as during the Covid-19 pandemic, ESG stocks performed better than
traditional stocks (Squire, Patton & Boggs, 2022).

The three dimensions of ESG include in general the following policies and practices.

Environment: Assesses a company’s impact on the planet involving energy use, waste
disposal, raw material sourcing, carbon emissions, water usage and recycling processes.

Social: Assesses a company’s impact on its workforce and the wider community. Issues
include diversity & inclusion, gender equality, employee rights, charitable.

activities, assistance to the community, care about agency workers and volunteer work.

Governance: Looks at how a company is directed and controlled i.e. the composition of
board members, investor and stockholders’ relations, internal audit and risk
management, executive pay, shareholders’ rights and gender equality in Boards.
Responsibility for ESG factors is now the norm in the investment community.
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Data analytics, metrics and meticulous reporting is used, following various available
systems and platforms which have been introduced by public and private entities.
However, ESG reporting still remains a complicated task and policymakers are asked to
provide uniform standards and disclosure requirements in order to enable greater
transparency and consistency in reporting and help companies, especially smaller ones,
to adopt systems which will help them implement and report their sustainable practices.

A risk facing the emphasis on reporting and documenting sustainable practices has to do
with the distinction between substantive and symbolic implementation of sustainability.
Examples of green washing and fem-washing often reported mean that certain companies
wishing to promote an environment friendly or gender friendly profile exaggerate or
present a false picture of what they are really doing. However if a company decides to be
substantive in its sustainability practices it can heavily rely in the involvement of HRM.
Especially the Society dimension of ESG is a natural place for HR to lead, show results and
fully acquire the much desired position as the firm’s strategic partner. The International
Labor Organization has developed the notion on human-centered HRM to support the
achievement of the SDGs (Cooke, Dickmann and Parry, 2022). According to S&P Reports
(2022) labor relations can prove the key to profitable operations. The same holds true for
a variety of workforce practices, some of which fall under the CSR or HRM umbrella but
which should now be documented under ESG criteria in order to form part of
sustainability reports, the Global Reporting Index (GRI) and other platforms available for
sustainability reporting.

By realizing the need to report on ESG practices for corporate reputation and appeal to
investors, a significant opportunity is offered to HRM to implement sustainable HR and
secure the necessary funds from Top Management for increasing its participation in the
Sustainability agenda. Apart from employees which are the expected target of HRM,
sustainable HR practices can aim at environmental and economic dimensions by the
adoption of eco-friendly practices among suppliers and other partners across the value
chain (environment) or by helping gender balance at the board level (governance). This
involvement by HR can provide an answer to the commonly expressed over the years
complaint by HR practitioners about the lack of strategic influence of their function
(Becker, Huselid, & Ulrich, 2001; Lawler, 2017).

5.The case of Greece during the past decade (2012-2022)

Having described the concept of sustainable HRM and the U.N. SDGs Agenda, we will
present practices linked to sustainability which have been applied both by smaller and
larger companies operating in Greece with main emphasis on the role of HR in their
implementation. In order to identify practices, we studied in depth websites and
published reports by companies belonging to the Greek Network for Corporate Social
Responsibility and the Qualitynet Foundation. We focused on practices aiming at the
wellbeing of employees in the workplace or their involvement in volunteer work aiming
at social and environmental issues. We also studied reports by a number of Institutes and
Associations organizing award-winning contests for CSR, sustainability and HRM
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practices such as the Best Workplace Institute and the HR Annual Awards. We then
approached a number of eight HR Managers for in depth interviewing.

Our general impression was that many large and a considerable number of small-medium
companies felt the need to assist their people in facing social problems and also
encouraged them to get involved in volunteer work both within the company for the
benefit of co-workers and outside the company for the benefit of society.

A careful study of reported practices showed emphasis on the following:
Health and safety programs which became very important during the COVID Pandemic.

Distance or hybrid flexible working systems adapted to job requirements with special
emphasis on work/family balance needs of employees and provision of appropriate
technological equipment for distance workers.

Outplacement Programs during downsizing which was very extensive during the first
years following the 2010 economic crisis.

Concern for employee well-being especially at the psychological level with provision of
counseling, hot lines for personal advice and Employee Assistance Program Services
offered by external consultants especially during the Covid-19 pandemic and the post-
covid period.

Re-skilling and Up-skilling to enhance employee competencies, improve their digital
skills and retain their employability in the labor market for cases of job loss.

Diversity, Equality and Inclusion programs with an emphasis on gender balance,
promoting women to leadership positions, facing gender pay gaps and sensitivity training
to face hidden bias against underrepresented or diverse groups within companies. Also
inclusion programs for people with special needs, different race, religion, ethnicity and
sexual orientation.

Programs to help unemployed, older people, migrant workers and women returning to
the workplace to get employment or practical experience.

Programs against workplace bullying and harassment including awareness training,
appointing a responsible person for handling complaints, communicating the procedure
for facing such incidents, supporting victims and penalizing violators.

Career counseling and talent management especially for young graduates and older
people following downsizing of their company and need for professional re-orientation.

Employee involvement in volunteer programs for the local community offering help
especially to underprivileged groups, unemployed and poverty struck individuals
following the economic and health crises.

Employee participation in projects to protect the environment, plant trees, clean beaches
and save resources both outside and within the company through recycling, waste
management, energy and water saving, etc.
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The practices described and especially those receiving distinctions at the Best Workplace,
the Qualitynet Foundation and the HR Annual Awards were quite impressive. The
interesting part was that not only MNCs which follow as a rule parent companies’
guidelines, but also smaller family-run Greek firms had implemented especially
employee-centered practices. Itis true that following the 2010 economic crisis solidarity
among company members became important for survival reasons. Employees’ ideas and
suggestions were taken into consideration, suggestions for improvement were invited
and people especially in SMEs were mobilized to help navigate their companies across
dangerous waters. It is interesting to note that the economic crisis lead to an increase in
greek exports since the local crisis urged companies to look for solutions abroad
(Papalexandris & Nikandrou, 2014)

Following identification of sustainable HR practices, a series of eight in-depth interviews
with HR managers in companies most active in employee-centered activities took place
in October 2022. Respondents were asked about the degree to which they believed that
their HR practices were part or contributed to corporate sustainability, their knowledge
about the notion of sustainable HR, their willingness to report practices under the ESG
criteria, their motives for applying sustainability and their involvement in decisions
about relevant practices.

All respondents were very enthusiastic about their HR practices given the fact that they
had the opportunity to present them and gain recognition for their initiatives. They were
also proud for receiving an award and thought that the impact on their employees’
motivation and commitment was very favorable. They believed that they had a lot to
gain from continuing their efforts especially with employee well-being, diversity and
inclusion and anti-harassment/bullying policies. Volunteer programs and initiatives with
an impact on the environment such as tree planting and beach cleaning were also
considered important as they created a sense of common belonging among employees,
boosted their morale and helped them better identify with their organization as an ethical
employer. Efforts for saving energy and controlling carbon emissions were the
responsibility of production departments with HR assisting mostly in employee
communication. Generally speaking it was evident that companies were more ready to
engage in practices for the benefit of their internal than their external stakeholders. This
coincides with the findings of a paper by Ehnert (2016) in which she examines
sustainability reporting practices by the world’s largest companies. Her findings show
that the overall reporting of HRM performance is equally high as environmental
performance and that companies tend to report more on their employees than on their
external stakeholders.

Respondents were very familiar with the concept of corporate sustainability but had a
much better understanding of CSR. All HR managers interviewed came from companies
who had received prizes for their HR initiatives. Initiatives aiming at external
stakeholders were jointly organized with CSR or Communications Department, while
initiatives aiming at employee wellbeing were the responsibility of HRM with the
involvement of Communications in spreading the message to external audiences. In all
companies our respondents had heard about SDGs which they considered more relevant
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to corporate governance and the environment and more relevant to large global
companies. However they knew well about the ESG criteria and some had already
participated in conferences or events aiming at informing companies about the increasing
pressure to comply and report ESG practices. Although they were informed about the
emphasis placed on a series of regulations regarding corporate governance, reporting
guidelines and compliance standards, and knew that these were very high on the
corporate agenda, they believed that they belonged mainly to the set of tasks for
auditors, financial services and the legal departments. The only HR involvement in the
corporate governance criteria had to do with gender balance requirements for boards of
listed companies. This had to do with diversity, gender equality and inclusion which was
very high on their priority list.

With reference to the environment they also felt that their companies were quite active
in improving their ecological profile and they considered themselves responsible for
convincing their employees to get -19involved in company-sponsored efforts such as
recycling, tree planting and day-to-day energy saving initiatives. Larger environmental
interventions were the responsibility of technical staff with the assistance of external
experts,

As far as initiatives for internal and external stakeholders were concerned, although our
respondents were actively involved and with great fervor in their implementation, they
did not consider them as an important part of the sustainability agenda but rather as part
of CSR. It is true that the boundaries between CSR and the Social criteria of ESG are not
clear yet and many companies are not yet aware of the need for documenting and
reporting employee-centered practices.

With reference to sustainable HRM, the term is not so popular and the same holds true
for green HR which they mostly consider a fad rather than a real movement. All
respondents believed that the link between HR and sustainability has become critical
after the economic and the COVID-19 crises and that what can be generally classified
under sustainable HRM is becoming an important part of corporate strategy and an
important tool for improving the workplace. As was mentioned by most respondents the
great resignation which took place in the US as a result of the pandemic rang a bell about
the need for more anthropocentric and human oriented company initiatives to safeguard
the retainment, wellbeing, motivation and commitment of the workforce.

Finally, our respondents were feeling that HRM involvement in sustainability expands the
HR agenda and improves their status as strategic corporate partners. Their main
reservations had to do with the lack of clear guidelines for reporting and the recent
booming but sometimes confusing available platforms. They were also afraid of the extra
burden imposed on HR departments with the addition of extra tasks such as handling
Diversity and Inclusion, Workplace Bullying and Harassment, Health and Well-being
Issues which had gained extra importance especially after the pandemic. An extra
preoccupation came from the demand to adapt distance or hybrid working systems to
meet employee work/life balance needs and the gap in leadership and team supervisory
skills existing mostly among middle managers which they would have to cover with extra
training and development. Overall they were pleased about the expanding role of HRM
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but were afraid of the lack of staff which due to economic difficulties, top management
was reluctant to hire. A possible solution was the use of external consultants which are
available in the Greek market and the collaboration with NGOs which offer their services
in initiatives for the community without extra charge as they try to secure funding from
Institutional Donators.

6.Study Limitations and Conclusions

This study is still in progress, as only a few HR Managers were interviewed and practices
were identified after examining only companies showing active interest in Sustainability,
CSR and Sustainable HRM practices. Future research will continue in order to describe
the existing situation among a representative sample of Greek companies. Although the
situation will not appear so optimistic, we believe that given the comparatively small size
of the country and the great emphasis and publicity given to sustainability, more and
more companies will start applying sustainable practices especially under the pressure
expected by banks and investors.

HRM practices will also be in demand due to the labor scarcity which has started to
appear in the Greek labor market especially in the tourist sector and the growing demand
for employee wellbeing in order to enhance retention and improve performance.

Issues which must be examined in future research is the distinction between symbolic or
compliance induced vs substantive or values-driven implementation of sustainability
given the common accusation that sustainability is a fad or a marketing and
communications tool. The extensive use by activists of terms such as green washing and
fem-washing urge companies to be more transparent and able to prove the truthfulness
and the real motives behind their practices. Finally, the degree of tensions arising
between environmental/social and economic goals and the need to find a balance
between these opposing forces should be explored. It is our belief that through ESG this
conflict will become less urgent as funds spent for social or environmental purposes will
serve economic goals of securing funds and investors’ preferences.

To conclude, this paper has tried to stress the need for more involvement of HRM in
Sustainability. Starting with Corporate Sustainability and Corporate Social Responsibility
we pinpointed the limited contribution of HRM in their design and implementation which
has been recently offset at least partially with the emergence of Sustainable HR and the
2015 emergence of the UN Agenda for the 17 Sustainable Development Goals. We
mentioned the two different approaches to sustainability i. e. the doing good vs the
avoiding harm approach and described the excellent work by Stahl, Brewster, Collings &
Hajro (2020) who presented a multi-dimensional approach to HRM with lots of examples
from relevant practices.

We did an extensive survey in Greece among published and internet sources describing
best initiatives and award winning practices in the area of corporate sustainability and
CSR with an emphasis on those where HR is involved. Finally we conducted a series of in-
depth interviews among HR managers of companies operating in Greece with a strong
interest in sustainability.
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Our general impressions about Sustainability and HR in Greek firms based both on
published sources and interviews was that HRM practices adding mainly to the social
dimension of Corporate Sustainability are gaining attention and that various employee
and community-centered activities for and with the assistance of employees have
increased during the Greek economic crisis and the pandemic which succeeded it. It is
now commonly accepted both at the top management and the Board level that better
treatment of employees in the workplace is an important element of corporate
sustainability keeping employees’ morale and enhancing their performance.
Furthermore, the launching of the 17 SDGs by the U.N. in 2015 and the emphasis on the
ESG criteria for reporting their implementation has mobilized initially listed companies
and gradually smaller non-listed ones to observe standards and engage in relevant
policies and practices.

In November 2022 the Qualitynet Foundation a Greek Volunteer Association has
received a prize for preparing the Greek Sustainability Code which was presented during
the U.N. Conference on Trade and Development in Switzerland. This Code is part of the
Greek Sustainability Tool Box and is based on an extended dialogue and consultation
under the auspices of the Greek Ministries of Development and the Environment in
collaboration with the Association of Greek Industries (S.E.V.), 120 private companies,
44 local authorities and 17 Citizens’ Associations. The Sustainability Code which was
voted in EU in November 2022, provides a free framework which aims at supporting
Greek firms in publishing non-financial information about sustainability and ESG,
according to the European CSRD Directive (Corporate Sustainability Reporting Directive)
the National Legislation and market requirements. All companies participating in the
Code preparation have reported their best practices thus contributing to the
development of sustainability also among smaller firms who can also form suppliers’
networks and gain the label of a sustainable company. (Qualitynet 2022) As already
mentioned, companies meeting the ESG performance criteria can receive positive
evaluations from Financial Institutions from Investors and Society in general thus
improving their competitiveness and their appeal to investors and customers.

All these late developments will definitely help in designing and implementing
sustainability practices and improving sustainability reporting for social and employee-
centered activities thus adding to the credibility and importance of HRM. An excellent
opportunity is therefore presented for HRM to present its initiatives, improve its status
as a strategic partner and add with its policies and practices both to the well-being and
the competitiveness of business firms.
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