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21N poxkaproti pov unrépa Nikn,
OV NTAV 1] KIVI|TI)PLog dvvaun,
Yw va apyicm T Aratpipy).

Eipot pépon 6T

ILE KOLTAEL TEP|PUVT] A6 YNAQ.



EYXAPIXTIEX

[Switepeg ko Bepuéc evyaprotieg otov emPrémovia Kabnynt) pov, Apa Avaoctdcio
Mepkovpn, yia ) 6THPIEN TOL LoV TTapeixe OAa avTd Ta XPOVIA, TIG GLUPOVAES TOV, THV

VTOLOVN TOV Kol KVPimg TNV vOAPPLVGET) TTOL OV £01vE GE OTIYUEG SVGKOAES Y10 LEVOL.

Tovtoypova, Oepuég evyoapiotieg opeidw ota dAla 600 pHEAN TG ZLUPOVAEVLTIKNG
Emtpomic, Apa Evpudikn IMoamactoavpov kot Apa Avipéo XopoAdumovg yuoo Tnv
VTOCTNPLEY Kot TIG TOADTIUES GUUPBOVAEG TOVC.

H ovykekpyévn perétn oe Bo pmopovoe vo mpaypatorombel ympig t cvvepyacia
TOAALDV GUVOSEAPMV Kol cuvepyaTt®V. Eival moAld to ovopata, yio va avagepBovv. Tovg
euyapLoTd OAOVG Héca omd Ta BAOT TG KoPOdg Lov.

Evyopiotieg anevbive, emiong, e OAOVG TOLG GUVOOEAPOVS OV GLUUETELYOV GTNV
€PELVOL LE T1 CLUTANPOOCT] TOL EPMOTNUATOAOYIOV.

TeAewuwvovrtog, 06A® va avaeepfd 6ToVg d1KOVG oL avlpdTovs, Tov YWPig TNV NN
TOVG, KUPImG, oTNPEN Kot Katavono, o€ Ba Katdpbwva vo teleidom T Atatpipn pov.
Ayoammpéve pov motépa XtéMo, ayamnuéve pov ovluye Idpyo, ayamnpuéveg pov kopeg,

Nikn, Mopia kot XtéAda.

Ooeilo og 6A0VG éva peydro EY XAPIZTQ!

Vi
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IMPOAOTI'OX

Aoym g Béong epyaciag Hov, Ex® TPOCHOTIKA eumAakel o Béuata dtolknong kot
nyeoiog mov aeopoHv Tovg tpovs. H drolknon kot kupimg | nyecia, Hov kEVIpioay To
eVOLaPEPOV Kot Bl TPOSOMIKA Vo aoyoAnB® pe 1o Bépa o peyolvtepo Pdbog. Ot
MECELG TOV OEYETAL €vag 1aTPOG KoONUepva elval TEPACTIEG KOl Yol VO UTOPEL va
eMPLOCEL 6TO YOPO epYaciag Tov, Ba mpémet 1o mepIPairov epyaciag va eivorl T€TO10, TOL
va tov Bondd. Xe avtv v mepintwon ypeldletar otny Tupapida e 0101knong, Tov
umopet va glvan TpMpo/KAVik)/vanpecio/vmovpyeio, vo VTAPYEL ATOUO TOV VO EVIGYVEL
™V NYESin, AoKMOVTOS TO KATAAANAOTEPO GTLA NYEGING Kol TavTOYPOVA, VO YVOPILEL TOVG
Adyovg OV TPOKAAOVV IKAVOTTOINGT Kot OEGUEVCT| TPOG TNV EPYAGia, 0VTOS OOTE Vo

onuovpyeitan to KatdAinAo meptPdAlov kot va punv mopatnpeiton téon euyne.

Ta o mwhve pe Eompm&av 6To Vo acyoAN0d Kot vo, evolaTpiym TeEPIGGOTEPO OE EMIMEDO

Awaxtopikng Awatpipng.

To ta&idt paxpd, pe moAAég kot Eexwplotés eumelpies, pue okoumavefdopata yo v
éxPaomn g AwTpig, aAld tavta pe v 0o BEANoN Yo emumAéov pdbnon Kot otd)o
mv emuyn oAokAnpwon g peAétng. Ot eumelpiec povadikég kot or @iieg mov
avanrtuyOnkay pe cuvadEAPovs Kol cuvepydteg mov pe Pornoav ce TEYVIKNG, KLPImE,

@Voem¢ Bépata (.. GLALOYN EpOTNUATOAOYI®V), eaiveTol 6Tt pBav, Yia va petvouy.

Tehkd, 10 poévo mov petpd elvar vo pmoldue TOLAGYIGTOV oTn OlodKocior v
KOTOVOT|GOVUE TO TPOPANUO KOl VO TPOoSTadcovE Vo PEATIOGOVLE TNV KATACTOON,
00Tt M nyecia dev elvar gvkoAn vrdOeomn. Xperdleton cvvtoviopds, emifreyn ™G

Aertovpyiog TOV 0pyaVIGHOD, KOAES OOTPOCOTIKES GYECELS Kot Oyt LOVO.

o 10 Adyo oavtd eivor owotd ot  Jdowohvieg 1wTpol  oTo.  Odpopa
TupaTo/KMviKéG/ummpecieg/vmovpyeio, v yvopilovv Kot vo, d1EVKOADVOVTAL, Yo VO
Umopohv Vo €PYACTOVV, HE OMOTEAEGHA VO 0&lO0TO100V OAOLG TOVG TOPOLS TOV TOVG

dtvovtat Kot vo Onpiovpyovv 1o KataAAnidtepo meptBdAiov yio toug epyalOUeVoUE.

Aappdvovtag vroyn ta mo Tdve, Kuping ™ dtupopetikdtnta ™ Kdmpov otov 1pomo
owoiknong tov Kpoatikdv NoonAevtmpiov, gvacOntomomnka yio v mbavotnta
oe&aymyng épevvag 6to edio avTo.

Me  Bonfeta kot cuveyn oTHPIEN TOL EMPAETOVTA KAONYNTH OV, 01 CKEYELG LLOV TN POV

LOpON Kot LE TNV KATAAANAN eneepyacio KATAANEAIE GTO TEAMKO GYNLLOL.
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AoV, péow g Prproypapiog, TekunpidONnKe OTL TO GTVA NYEGIOG, 1 OEGUEVCT KoL
IKOVOTIOIN O™ TOV W0TPOV EIVOL GNUOVTIKG YOPOKTNPIOTIKE, TO 0TToio. GVVIPAIOVLY GTO
€pPY0 MOV EMTEAOVV KOL OTNV OTOUAKPLVOTN Oomd TN QLY TOVG, OTOPACICTNKE M

dtepehivnon Toug.

H perém eotidletl ot diepedvnon g avTiAnyng TV 1TpdV Yo T0 GTUA J10iknomng, TNV
0pYOvVOGCIOK OEGLELGN KOL TNV EPYOCLOKY KOVOTOINom, kabdg emiong kol GTOvG
Topayovteg mov Tig Tpocdlopilovv ota Anpodcio Noonievtpia kot Kévipa Yyeiag g
Kompov. Tavtdypova, devtepevdvtmg, olepeuvninke Kot 1 Téon eLYNG TOV WITPOV Kot
pe Pdon ta epOTNUOTO TNG HEAETNG, OlEpeLVONKOV Ol GLGYETICEL TOV MO MOV
petafAntov kot g taong ouyng. Olo to mpomnyolvueva, GLVOLAGTNKOV E TO
ONUOYPAPIKE YAPOKTNPLOTIKA TV cLUUETEYOVTOV. H pedémn de&nydnke 2 ypdvia mpv
v ewoaymyn tov ['e2Y.

H peiém mpoomabel vo dwepoticer éva topuéa mov oty Kvrmplokn Anpoxpartia,

TovAdyoTOV, dev Exel pedetnBel axopa e1g Babog.

g 6,11 aQopd TV Kavotopio g LEAETNG ot O1edv BiAtoypapia, Tpénetl va avapepOel
ot etvon n TpdOTN perétn oty Kompo mov e6t14let 6115 TpELg HETAPANTES, GE GLVOVAGUO
LE TNV TAoT VYIS, 6TOVGS 1Tpovg ToL Anpodciov Topéa otnv Kompo. H a&lordynon tov
ONUOYPAPIKDOV CTOLYEI®V TOV 10TPAOV KOl 1] EEETAGT) TOL GTVA NYEGIAG, TNG OPYAVOGLOKTG
OECLEVONG KO TNG EPYUCLOKNG LKAVOTOINGoNG, O1ELKOAVVOLY i GUYYPOVN TPOGEYYIoN
YO TNV OVTILETOTION TNG TPOBECTG TOV EMAYYEALATIOV VYEING VO EYKATAAEIWYOLY TNV
€PYOGi0 TOVG, 6TO ONUOCIO GVGTNUA LYEWOVOUIKNG TtepiBaiyne. H pedétn poc moapéyet
TEPAUTEP® KATAVONON TOV TTAPAYOVI®OV oL ennpedlovy v Tpdheon TV wTpdv vo

@Oyovv amo ta Anpdcio Noonievtipua ko Kévrpa Yyeiog g Kompov.

H mopovoa Awrpipr yopiletoar oe dvo pépm, 1o I'evikd ko 10 Ewdweod. Ta 600 pépn

AOTELOVVTAL OO TEGGEPO KEPAAALML, OVTIGTOLYA.



INEPIAHYH
Ewcayoyn

H nyeoia, 1 opyovociokn 6EGHELON Kol 1 EPYOCIOKT KAVOTOINGT TOV epYulOUEVOV,
emnpealovv to TepIfaiiov epyaciog Kot dtadpapatiCovv Eva onuaviikd poLo otnVv Téon
QLYNG TV Tpdv. H mpdoeatn maykdsuio 0tKovoukn Kpion elxe ©C QmOTEAEGUA, TO
70% tov mAnBvopov va otpael Tpog ta Anpocia Noonievtipua ko Kévipa Yyeiog,
Ontovtog wTpoopuakevTikny mepiBaiym. Tnv ido otryun, AOY® TOV OIKOVOUIK®OV
TEPLOPICUDV, EYIVOV OTOKOTEG MGODV Kot ETOOUATOV 6TO 10TPIkd TPocsmmikd. Ot Béoelg
TOV  10TpOV, 7OV  OQLANPETOLGAV, AOY® UEIWUEVODL  TPODTOAOYIGHOV, OV
avamAnpaovovtay aueca Kot elye mopatnpndei peimon mpocswnikov. Tavtdypova, Adym
TOV GLOTNUATOG VYelog, mov epapuolotav exelivn v mePiodo, Ol OMOECONTOTE
SOIKNTIKEG amoPdoelg Enpene va AneHovv and Ta Anpdcio Noonievthpia, tpobmddetav
mv €ykpron tovg amd 10 Ymovpyeio Yyelog. ‘Hrav pia ypagelokpatikn oladikaocia,

TOALEC POPES ypovoPopa.

Méoa og ot 10 £pyaciakd TePPAALOV, NTOV CTULOVTIKO Vo dtepguvnOet 1 avTiAnym yio
TO GTLA MYEGIAG, TNV OPYOVAOGLOKT OEGUEVGT], TNV EPYACLOKT 1KAVOTOiNGT), KoOdg Kot
mv téon euyng tov wtpodv Tov Kpoatikdv Noonievtmpiov kot Kévipov Yyeiog g

Kvonpov.

Emumpdobeta, n perétn oweénybnke oe plo kpiown emoyr, otmv omoio dpyile M
avapOPPMOGT TOL GLGTNUATOC LYeiog, pe TV ewlcaywyn tov ['eZY Kot g awTovouNoNg

TV Anpociov NoonAievtnpiov.

H napovoa perémn eivar karvotopa e 8vikd Kot 01e0vég eminedo Kot TovTOYPOVA EPYETOL
Vo KOADWEL £va oMUavTIKO Kevo otn dtebvn BipAoypapia, kupiwg, Ady® Tov GLVIVAGLOD
TV petaPAntadv mov £xovv peketndel. Ta amoteAéopato TG HEAETNG eivol ONUOVTIKA,
00Tl pmopel va. TPosPEPOLY TOAAE 6TV 0&OAGYNON TG EQUPUOYNS TV UEYOA®V

petappubuicemv, mov Ppickovtal oe TANPT €EEMEN and v 11 Tovriov 2020.
2Komog

O oKkomd¢ TG Tapovog LEAETNG NTav Vo dlepevvnOel 1 avTiAnyn TOV 1WTPpOV Yo TNV
nyecio, TNV 0pyovVOCIOKY] OECUELGT KL TNV EPYACIOKY| 1KOVOTOiNnoT, Kabhg emiong kot
ot tapdyovieg mov Tig Tpocdlopilovy ota Anpocia Noonievtipia kot Kévipa Yyeiog g

Kompov. Agvtepeudvtmg, diepeuvinike Kot 1 TéoT GLYNG TOV LTPIKOD TPOCMTTIKOV.



Yiko kot MéBodoc

O oyedlao1d¢ TG EPEVVOG NTAV TEPTYPUPIKOG-CLGYETIONGS (GVYYPOVIKOG). To detypa g
HEAETNG MTOV amOypaQlKO Kot TePAApPoave OAOLG TOLG 10TPOVE TV ANUOci®V
Noonievtmpiov kar Kévipov Yyeiag g Kvumprokng Anpokpatioc (N=690). ITwo
ovykekpipéva, mephdupave tovg tatpovg amd to I'evikd Noocokxopeio Agvkwoiog,
Agpecov, Adpvaxog, ITapov xor Appoy®ctov, tovg 1Tpods amd 10 Nocokoueio
Apyemokdmov Maxapiov III, Tovg 1atpode amod ta dvo Aypotikd Noonievtipio, T16ANG
Xpvooyovg kot Kvmepovvrog, kabdg kot toug atpovg amd to [Tadlod Nocokopeio
Agvkoociog, Agpecov kot Adpvokag. Emiong, yia ) pedétn emiéynkay ta 36 Kévrpa
Yyelag (AoTtikd kot AypoTikd), Tov Eivot S1UGKOPTICUEVA GE OAO TO VIGT KoL TOL KEVTPIKA
ypaoeia tov loatpikdv Ymnpeoidv kot Yrnpeoiov Anuociog Yyelag, kabog kot ta
Kevrpkd ypapeio g Atoiknong tov Yrovpyeiov Yyeioc, oto onoia givor tomofetnpévol
latpikoi Agttovpyol. ['a 10 6KoTd TG PEAETNG Y pMoLLOTOONKAY TPio EPOTNUOTOAOYLA,
to Multifactor Leadership Questionnaire (MLQ) twv Avolio kot Bass (1997), yio to otud
nyeoiac, to gpowmuatoroyto Organizational Commitment Questionnaire (OCQ) twv
Meyer kot Allen (1991), yia v opyoveolokh 6£GHELGT KAl TO EpOTNUATOAOYLO JOb
Satisfaction Survey tov Paul Spector (1994), yw v gpyoaociakn wkavomoinorn. Ta
EPOTNUATOAOYIN. UETOPPACTNKAY HECH Omd TN OWdKAGio TNG OWANG OVTIGTPOPNS
peTdppaong kot £ywve TAOTIKY] HeEAETn o€ delypa gvkoAiog (N=15). H cviioyn tov
OedOUEVMV £YIVE HEGH OTOGVLUTANPOGCTS TOV EPOTNLOTOAOYIMV KOl ETGTPOPNG TOVG GE
KAewoto edkero. Eiye mponynbel mpopopikn evnuépmon kot Ayn cvykatadeong and ta
HéAN tov wtpkod mpocwmikov. H otatiotikn avdivon nepiehdpufoave meptypogikn Kot
EMAYOYIKY oTATIOTIKY. EmAéyOnkav mopapetpikés 1 Un mopopteTpikés SOKILaGies e

Baon tov éleyyo kavovikotntag Kkomogorov-Smirov kot Shapiro-Wilk.
Amoteléopara

Ta gpompotordyln mov emotpdenkayv Ntav S11 (Agikng avranodxpionc= 74%). Ot
ool cvppetéyovteg Nrov yovaikes (52.5%). Metantuylokd titho 6movddv Kateiyov
nepimov ot pioot ovppetéyovieg (46.2%). H mieioynoeio dnAmoe 01t dev Epevav udvot
toug (83.8%). H mheloynoia, eniong, epyaldtav otov maboroywkd topéa (81.2%) kot
ntav uovipo mpocomikd (58.6%). H péon nAkia tov desiypatog froav ta 47.8 €

(SD=8.95).
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To otVA Nyeoiag, Tov emikpdTnoEe, NTAV 1 TAONTIKY NYESIA KOl AKOAOVONGAV LLE APKETE
peyain dtopopd, ota idto eminedo PeETOED TOVG, N NYESIO LETAUOPPMONG KOl 1| NYEGIN

dekmepaimong (2.29 vs 1.68 vs 1.70).

Ye 6,11 apopd TIG KaTNyopieg TG MNyeciag, ol wTpol MAwcav OTL TEPIGGOHTEPO GLUYVA
mapotpeital n «wodnTikn Swoiknon pe amokAieicud/eEaipeony (M.O. = 2.40) ko n
«Laissez-Faire» (M.O. = 2.11). Atydtepo cuyva, epueavifetor 1 «evogyOUeEVT] avTapoBn
(M.O. = 1.47) 10 «evdropépov yio. to dropo» (M.O. = 1.54) kot 1 «d1avonTikn S1Eyepon»
(M.O.=1.56).

Ocov agopd o1V 0pyaveGloKy OEGUELCT], Ol 1TPOL AVEPEPOV LYNAOTEPT GLVEXN
déopevon (M.O. = 4.41) kot younAOTEPN GLVOICONUATIKY Kol KOVOVIGTIKY] OEGUEVOT

(M.O. =4.18 - 3.78 avtictorya).

H wavonoinon tov wipov frav pétpie (M.O. = 3.03). YynAdtepn kavomoinon
eEéppacav yo o avrikeipevo epyaciag (M.O. = 4.81), tov npoiotduevo (M.O. = 4.33)
Kol TG oyécelg e Toug ovvadéApovg (M.O. = 4.17). XaunAdteprn tKavomoinom
e&éppaocav yio ta weedqpoto (M.O. = 1.97), v apopny (M.O. = 2.09), 11¢ evkaipieg
npoayoyns (M.O. = 2.12) ko 115 dadikacieg/mpmtokorra (M.O. = 2.22). Eriong,

mopatnpOnke doupopd otov PBabud kavomoinong Mg TPOS TIC OLOIKNTIKES TEPLPEPELEC.

e 0,TL aeopd TV Téom PLYNGS, 6YedOV ot picoi (43,9%), Nrwoay ot Ba aenvav 1 Béon
€pY0cio TOLG TO EMOUEVO £T0G, AOY® OLGOUPESKELNS KO LOVO £val XAUNAO TOGOGTO ONAWMGE

Eexabapa, 6TL dev Ba apnve T Béomn epyaciag tov (18.8%).

H wavomoinon Bpébnke 611 cuoyetiletarl apvntikd kot o€ peyaio Baduod pe v madntn
nyeocio (r = - 0.503) (p=0.01), evd cvoyetiletar Oetikd pe v nyeoio petapodpemong (r
= 0.443) (p=0.01), pe v nyeoia deknepaioong (r = 0.374) (p=0.01) kot pe
cuvvatsOnuatikny oéopevon (r = 0.432) (p=0.01). H ovvaicOnpatiky déopevon
ovoyetileton OeTikd, o€ peydro Pabuo, pe myv nyecio petapopeoong (r=0.403) (p=0.01)
Ko dtekmepaimong (r=0.383) (p=0.01), eved cvoyetileton apvnrtikd Kot o€ yoaunid Badbuod
ue v madntikn nyeoio (r=-0.327) (p=0.01). H kavoviotikn déopevon £xet oA younAn
BeTikn cvoyétion pe v nyecio petapdpemong (r = 0.193) (p=0.01) kot dieknepaimong
(r=0.203) (p=0.01).

[TapdAinia, TapatnpnOnke OTL 01 yuvaikeg eiyov VYNAGTEPT GLVEYT OECUELON OO TOVG
avopec (M.O. = 4.71 vs M.O. = 4.08, p<0.001), ev®d 6001 glyav modid, eiyov vymAidtepn
ouvvaloOnpatikn déopevon (M.O. = 4.27 vs M.O. = 3.91, p=0.019). Exniong, dcot giyav
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UETATTUYLOKO TITAO GTTOVOMV, AVEPEPAY OTL ETIKPATOVCE TEPICCOTEPO 1) TAONTIKN NYECTL
(M.0O.=2.42 vs M.O. = 2.19, p<0.009), Mrovay younAotept cuVAIGONUATIKY OEGEVOT)
(M.O. =4.00 vs M.O. =4.38, p<0.001), cuveyn 6écuevon (M.O. = 4.10 vs M.O. = 4.73,
p<0.001) kot kavoviotikny décuevon (M.O. = 3.70 vs M.O. = 3.92, p<0.024), kabmg
emiong Ko xaunAotepn epyootakn wavoroinon (M.O. =2.93 vs M.O. = 3.11, p<0.001),
oe oxéon pe 6covg Oev elyav. Térog, TO HOVIHO TPOCOTIKO, OVEQEPE VYNAOTEPN

ovvotcOnpatikn 6éouevon (M.O. =4.35 vs M.O = 4.00, p<0.001).

2xedov €vog otovg 600 ttpovs (43,9%) onlovet 6Tt Ba eykatédewne ) 0éon epyaciog
TOV, GTO EMOUEVO £T0G. YYnAOTePN Tdom euyng e&€ppacav ot avdpeg (52.3% vs 37.6%,
p=0.004), dcot gpyalovtav oto yepovpyikd touén (54.4% vs 41.6%, p=0.004), dcot
etiyav petamruyloko (53.7% vs 35.7%, p=0.004) kot 660t dev giyav poviun 0éon epyociog
(50,3% vs 39.3%, p=0.006).

Ot mepiocdtepol amd Ttovg/TIc Tpovs (79,5%) a&oroyodv v mowdtnToL TV

TPOGPEPOUEVOV VINPECIOV UE PaBud, TOAD KaAn Kot KoAn.
2olntnon - Lourepdouaro

Xg 0,TL 0Qopd TO GTLA Myeoiag TV TPV ota Anupocia Noonievtipla kor Kévipa
Yyetog, eaivetar 6Tt ot d1evfuvTég TOV KMVIKOV/TUNRATOV, Taporo Tov Ppiokovtay o€
ovokoro mepBairov ko Bo Empeme vo ivol VITOGTNPIKTIKOL KOU VO TPOCPEPOVY
omolovdNTote €1d0vg Pondeta propovoay, PaiveTal, TEAMKE, OTL OEV TPOGEPEPAY, AUPOV

GUUPOVO LLE TNV ATOYT TOV L0TP®V, ETKPATEL TO TAONTIKO GTUA NYEGLNC.

e 0,TLapopd Tov Babud TG 0pyYavVOCIOKTG 0EGUEVONS, PaiveTal OTL LYNAOTEPO TOGOGTO
TOV EPYALOUEVOV TAPAUEVOLY 0td avayKkT ( cuveyT] 0EGEVOT) Kot Oyt ETELON TO BEAOLV
(cvvaioOnpatiky] déopevon) N 10 Bewpovv N cwotd (kavoviotikny déopevon). H
YEVIKN KavOToinon mov ekepalovv, etvat HETPLO, e DYNAOTEPN Y10 TO OVTIKEILEVO TNG
gpyociag (0 wTpdg daAéyel T0 emAyyEAd TOV EMEWDN TOV OPEGEL), TIG OYEGELS LUE TOVG
GLUVAGEAPOVS KOL T GYECT LE TOV TPOTGTAUEVO, EVA YOUNAITEPT Y10 TO, WPEATLOTOL, TIG

apo1PEC, TIC O1001KOGTIEG KO TIG TPOUYMYES.

H gwova avt avikatontpilelt tAnpwg v tote €1kdva TV Anpdcsiov Noonievtnpiov.
Ot watpot elvan dusapeotnuévol dtav emkpatel n wadntikn nyeoia. Eivor Aoyuo, détav o
otevBuvng 0ev aoyoAeiton pe Tov gpyaldpevo N dev amopacilel, aAldd mavta PpickeTon
GTO TOPACKNVIO Ywpic TPAEels, 0 €pyodoToVUEVOS Vo unVv lvar ikavorompévos. Otav

emkpatel 1M mMyeola HETOUOPPOONG mN/Kor dekmepaimons, ot epyoalduevor glvar
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TEPIGCOTEPO  cLVOICONUATIKE decpevpévol, BEAovy dniadn, va mopapeivovy otnv

gpyocia Toug, lval TEPIGGOTEPOL IKOVOTOLUEVOL KO EYOVV YOUNAOTEPT TACT VYIS,

H nmyecio, n opyovootlokn 0EGHEVOT KOl 1 EPYOCLOKT TKAVOTOINGoT TV £PYAlOUEV®V,
SwdpapatiCouyv peydho porlo oe 0,TL aPopd T0 TEPPAAALOV TOV WTPOV KOl TNV TACN
ovyng. H dioiknon tov topéa g vysiog (mohrteia, Ymovpyeio Yyelag, OKYnY) Oa
wpénel va AaPel coPapd vIoOYn TIC MO TAVE UETAPANTEG TG HEAETNG He OKOTO TN
BeAtimon Tov gpyactokov TeptBaALovTog, To omoio pe ta ypovia kabictator OAO Kot o
OTTOLTNTIKO Y10 TOVG EPYALOUEVOVG Kol Vo, AAPEL LETPOL, OVTMG MGTE VO, AVTILETOTICEL TIG
aVAYKES, KUPIWS TOV LITP®V, Yo Va amoTpéyel TNV Tdon evyns. O OKYrY, wwitepa, Oa
TPEMEL VO AVOADCEL Ko €Meepyootel Ta AmoTeEAEoUATO, OTOS TOPOVGIALOVTAL, GTNV
napovoa Epevva. Mio tétola evépyela Ba eivar éva Bacikd Prina yio vioBETon KoAOY
TPOKTIKAOV KOl O0001Kacw®dV, Tpog Peitioon g mapodoos Katdotaong kot €va
ONUAVTIKO €PYOAEID OTO ¥EPLOL TV CHUEPIVAV NYETAV, Yo KOADTEPO GYESOCUO TOV
VANPECIOV KAT®O amd 10 véo oynua. Tavtoypova, Ba propel va fondnoet tov OKYnY
Yo TNV KAAVTEPT GTEAEXMOT KoL Y10 VO KPATNGEL TO TPosmnikd Tov. Otav 1 droiknon
elvar omodoTikt), TOTE TOGO MO KAVOTOMUEVOL EPYACLOKA €ival Ot 1Tpol Kot TOGO T

TOAD OECUEVUEVOL LLE TNV EPYOGIO TOVG.

Eniong, Ba umopotvcoe va vioBemnBel dodwkocio pe tnv omoia tar drtopo/tatpoi mov Oa
avaAdfouv dloknTikég BEcELS, Vo aEtoAoyovvtal Le vwoBEnon kprmpiov a&loldynong.
Onwg yivetar Tdpa mpoomdbeia yio elcaywyn molotik®mv kpumpiov oto 'EXY, 1ot 6a

pmopovoe va yivel Kot Yo Toug d1evBuvtég 1atpovc.

v mpoypoTikotnTa, Opms, ophotepo Ba Ntav N eknaidevon TV wIp®V oe BEuata
drotknong, va apyilet amod 1o Tpomtuylakd eninedo Kot va enektadel Kot ot cuveyllopevn

EKTTAIOEVOT).

Inuewwvetat, 6t N pedétn €yve Tpwv v Evapén epappoyng tov I'eXY. Qg ek tovrov,
eMPAALETOL M| ETAVAANYN TNG, LE UETPNOELS Y10 TN ONUEPIVI KOTAGTOGT OV EMIKPOATEL
KoL 1 d1tepehivnon TG AVTIANYNG Y10 TO GTUA NYEGLNG, TO TOGO OEGUEVUEVOL ETval 01 1aTPOT,
OGO 1KOVOTOMUEVOL KOl 7Ol €lval TO TOGOGTA QULYTG, TOL TOPATNPOVVIOL GTINV

TOPOVGA PAGT], AVALEGH GTOVG 1TPOVG.

Ev xataxieiol, otov OKYnY Oa mpémetl vo mpaypatorom0ovy 6nUavTiKES TPOTOTOUCELG
Kol vo ewoayfodv SapOpoTiKéC aAAayEg, LE OKOTO TNV OVATTLEN ETTLYNUEVEOV
TOMTIKGV vYelog Kot evOAPPLVONG TNG CUUUETONNG TOV OTPOV GE JadIKAGIES, OVTMG
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MOOTE VO, VTLAPYEL EVOVYPAUUIOT) LLE TIG TPOTOTOMGELG EPYAGING, KATL TOV B UTOPOVGE VoL

ALENOEL TN GUYKPATNOT TOV WTPAOV.
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ABSTRACT

Introduction

Leadership, organizational commitment, and employee satisfaction impact the work
environment, playing a significant role in the physician turnover intention. The recent
global economic crisis led to 70% of the population seeking medical care from Public
Hospitals and Health Centers. At the same time, salary cuts for medical staff were taken
place due to financial constraints. The positions of physicians which have retired were
not immediately filled because of a decrease in budget, and a shortage of staff was
recorded. At the same time, due to the health system in place any administrative decisions
that had to partake in Public Hospitals required approval from the Ministry of Health. It
was a bureaucratic procedure, often time-consuming. The perception for leadership style,
organizational commitment, job satisfaction, and physician turnover in Cyprus's Public

Hospitals and Health Centers had to be explored.

Additionally, the project occurred during a critical period, coinciding with the healthcare
system's restructuring, introducing the General Healthcare System and hospital

autonomy.

This study is innovative at a national and an international level, while addressing a gap in
the global literature, mainly due to the combination of the variables been recorded. The
results are crucial, as they can offer data for evaluating the ongoing major reforms
initiated on July 1, 2020.

Purpose

The study aims to investigate physicians' perceptions of leadership, organizational
commitment, and job satisfaction, along with determining the factors influencing them in
Cyprus's Public Hospitals and Health Centers. Secondly, the study explores the trend of

medical staff turnover.
Material and Method

The research design was descriptive-correlational (cross-sectional). The study sample
was census and consisted of all physicians working in Public Hospitals and Health
Centers of the Republic of Cyprus (N=690). More specifically, it included physicians
from the General Hospitals of Nicosia, Limassol, Larnaca, Paphos, and Famagusta,
physicians from the Archbishop Makarios 11 Hospital, and physicians from the two Rural
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Health Centers in Polis Chrysohou and Kyperounda. Additionally, 36 Health Centers
(urban and rural) across the island were selected, central offices of Medical and Public

Health Services, as well as the central offices of the Ministry of Health.

Three questionnaires were used for the study: the Multifactor Leadership Questionnaire
(MLQ) by Avolio and Bass (1997), for leadership style, the Organizational Commitment
Questionnaire (OCQ) by Meyer and Allen (1991), for organizational commitment, and
the Job Satisfaction Survey by Paul Spector (1994) for job satisfaction. The
questionnaires underwent a double back-translation process, followed by a pilot study
with a convenience sample (N=15). Data were collected through self-completion of
questionnaires returned in sealed envelopes. Prior verbal brief and consent was taken from

medical staff members.

Statistical analysis included descriptive and inferential statistics. Parametric or non-
parametric tests, based on normality checks using the Kolmogorov-Smirnov and Shapiro-

Wilk tests were selected.
Results

The returned questionnaires were 511 (Response rate=74%). Half of the participants were
women (52.5%). About half of them held a postgraduate degree (46.2%). The majority
stated they did not live alone (83.8%). Most also worked in the medical sector (81.2%)
and held permanent positions (58.6%). The average age of the sample was 47.8 years
(SD=8.95).

The prevailing leadership style is passive leadership, followed by a large margin, though
in similar digits, transformational and transactional leadership (2.29 vs 1.68 vs 1.70).
Regarding leadership categories, physicians reported more frequently observing "passive
management with exclusion/exception™” (M = 2.40) and "Laissez-Faire" (M = 2.11). Less
frequently observed were "potential reward" (M = 1.47), "individual consideration” (M =
1.54), and "intellectual stimulation™ (M = 1.56).

Regarding organizational commitment, physicians reported higher continuous
commitment (M = 4.41) and lower affective and normative commitment (M =4.18 - 3.78
respectively). The physician’s satisfaction was moderate (M = 3.03). Higher satisfaction
was expressed for the work itself (M = 4.81), the supervisor (M = 4.33), and relationships

with colleagues (M = 4.17). Lower satisfaction was expressed for benefits (M = 1.97),
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salary (M = 2.09), promotion opportunities (M = 2.12), and procedures/protocols (M =
2.22). Differences in satisfaction were also observed regarding administrative regions.

Regarding turnover intentions, almost half (43.9%) stated they would leave their position
in the next year due to dissatisfaction, with only a small percentage stating they wouldn't
(18.8%).

Satisfaction was found to be negatively correlated with passive leadership (r = -0.503,
p=0.01), while positively correlated with transformational (r = 0.443, p=0.01),
transactional leadership (r = 0.374, p=0.01) and affective commitment (r = 0.432,
p=0.01). Affective commitment was positively correlated with transformational (r =
0.403, p=0.01) and transactional leadership (r = 0.383, p=0.01) and negatively correlated
with passive leadership (r = -0.327, p=0.01). Normative commitment had a very small
positive correlation with transformational (r = 0.193, p=0.01) and transactional leadership
(r=0.203, p=0.01).

Moreover, women had higher continuous commitment than men (M = 4.71 vs M = 4.08,
p<0.001) and those with children had higher affective commitment (M = 4.27 vs M =
3.91, p=0.019). Those with postgraduate degrees reported more passive leadership (M =
242 vs M = 2.19, p<0.009), lower affective commitment (M = 4.00 vs M = 4.38,
p<0.001), continuous commitment (M = 4.10 vs M = 4.73, p<0.001), and normative
commitment (M =3.70 vs M = 3.92, p<0.024), as well as lower job satisfaction (M =2.93
vs M = 3.11, p<0.001). Finally, permanent staff reported higher affective commitment
(M =4.35 vs M = 4.00, p<0.001).

Almost one in two physicians (43.9%) states they would leave their position in the next
year. Higher turnover intentions were expressed by men (52.3% vs 37.6%, p=0.004),
those working in the surgical sector (54.4% vs 41.6%, p=0.004), those with a postgraduate
degree (53.7% vs 35.7%, p=0.004) and those without a permanent position (50.3% vs
39.3%, p=0.006).

Most physicians (79.5%) evaluate the quality of the offered services as very good or good.
Discussion — Conclusions

Regarding the leadership style of physicians in Public Hospitals and Health Centers, it
seems that clinic/department directors, despite being in a challenging environment and

expected to be supportive, did not provide the necessary assistance, due to passive
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leadership among physicians. Regarding organizational commitment, a higher percentage
of employees remain committed out of necessity rather than desire or ethical
considerations. General satisfaction is mediocre, being higher for the nature of work (the
physician chooses their occupation due to liking), relationships with colleagues and

supervisors and lower for benefits, salaries, procedures and promotions.

This depiction reflects the environment in Public Hospitals at the time of the study being
held. Physicians are dissatisfied with passive leadership. It makes sense when the
manager doesn’t spend time with the employee or doesn’t make decisions, for the
employee not to be satisfied. While a transformational or/and transactional leadership
fosters, there is affective commitment, satisfaction, and have a lower tendency to leave.
Leadership, organizational commitment, and job satisfaction play significant roles in
physicians' work environment and retention trends. Health sector management (state,
Ministry of Health, SHSO) should consider these variables for an improved work
environment, which gets more demanding every year, addressing the specific needs of
physicians and preventing intention to leave. Analyzing and processing the study's results
can guide the Ministry of Health and State Health Services Organization (SHSO) in
adopting effective practices for better service planning and an important tool in the hands

of today’s leaders for a better design under a new composition.

Implementing an evaluation process for administrative positions, similar to the qualitative
criteria introduced in the HIS, could enhance leadership quality. Moreover, a more
sustainable approach involves starting physicians' management education at the
undergraduate level, extending into continuous training. Considering the study predates
the implementation of the General Health System (GHS), a repetition with current
measurements would provide insights into the current situation, leadership perception,

satisfaction, and attrition rates among physicians.

In conclusion, the SHSO should undergo significant modifications, introducing structural
changes to develop successful health policies and encourage physician participation,

leading to alignment, with work modifications which could enhance physician retention.

XiX



IMINAKAX ITEPIEXOMENQN

TIEPIAHWH ..ottt X
ABSTRACT -ttt bbbt Xvi
IMINAKAZX ITEPIEXOMEN QN ......oooiiiiiiiiiiiiicii s XX
KATAAOTOX ITINAKON ..ot XXV
KATAAOT'OZ ATATPAMMATEON. ...ttt XXVil
ZYNTOMOT PADIEL ..ot XXIX
AITOAOXZH OPQN ..ot XXX
A.TENIKO MEPOX ... 1
KEDAAATO T ...ttt bbbt 3
EPEYNHTIKO ITPOBAHMA ........ccoooiiiiiiiiieee e 3
1.1 EIZATQITH .o 3
1.2 TIPOBAHMA ..ot 4
1.3 XHMANTIKOTHTA KAI ANATKAIOTHTA THX MEAETHZX.................... 5
KEDAAATO 2 ...ttt bbbttt 13
ENNOIOAOTTKO KAI OEQPHTIKO IMAAIZIO........cccoiiiiiiiiieeceee 13
2.1 HIEZIA ..o e 13
2.1.1  OPtoPOT HYEGTOG .o veuveiiveiieiieiiisieesie e 13
2.1.2  OEOPIEG MYECIOG 1.vveuveireieeiieitesie ettt 18

a) Hyeolo Mieknepaimong (Transactional Leadership).......cocoovvveiiiivniininninnn. 30

B) Merooynuatiotikn Hyeoia (Transformational Leadership).........cccccoevevenenee, 31

y) [aBnuikn nyeoio (Passive Leadership) ... 33

2.1.3  OcopNTIKO VITOPOOPO EPEVVOG. .. veivirrririieiieriesiiesieeie ettt 35
2.1.4  EpyoAeiol LETPNONG NMYECTOUC. ovvirrreirierririieriieie st e e 43
2.1.5 H Hyeolo Kot 0 TOUENS TNG VYELOG vvvvivveiiieiiiiiesiiecre e 45

2.2 OPTANQZIIAKH AEZEMEYZH.....ocoiiiiiiiiiiiiiieeeee e 57
2.2.1  Opopol OpyovOOIUKNG AEGHEVGTIG . veveerrrerrerieeriearesieesieessessnesneesreseeseeas 57
2.2.2  Ocopieg OpyovOOIOKNG AEGLEVONG. . i ivverierrerieesieaiesieesieesie s esre e 60
2.2.3  OcopNTIKO VITOPOOPO EPEVVOG. .. viviirririiiriiiiiiiiesieeie e 65
2.24  Epyaieio LETPNONG OPYOVAOCIUKNG OEGHEVGTG wvvevririreriearrisieesreeresieeseeas 74
2.2.5  Z16010 Kot ETITEON OPYOVOGIUKIG OEGEVOTIG vvvrrrrerrrreesrrreesreeessneesenas 76

XX



