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EYXAPIXTIEX

H oloxApwon g mapodoag S10aKToptkng dtatpiPng oev Ba ftov epikt| yopig
™V cuvopoun kol ToAOTIUN Bonbela apketdv avBpdnwv, 6ToV 0 KabEvag EexmploTd
pe Tov 01KO Tov Tpdmo GOUPOAE GTO VO HETATPEY® VO LEYAAO TPOCOTIKO OVEPO GE
npaypotikoétnTo. To eyyxeipnua eA600E0, VYNAGV amoltnoewy, Kot emio@oiéc. H
owdpoun MNTov Emipoydn, Kol GLVOPTACTIKY TOwTOypova. Eixe OMAquato kot
TPOKANGELS, MOCMOPOMGHATO KOl OTOYONTEVGELS, TNV €VAOYIOL TNG OVOKAALYNG Kot
dnuovpyiag, aAAd Kot TN kavomoinon vo PAETELS TV Tpoomdbeln Gov  va maipvel
GOPKO KOl 00TA EMTELOVG. XTNV dLdpKELD TG TOALOT MTav 01 dvOpwmot Tov MTaV KoVt

LLOV KOl LoV KPATOVGAY GLVTPOPLYL KOl TOVG EVYXOPIET® amd Kapdiag.

Ewwotepa Ba n0era va gvyopiotiowm OBeppd tov emPAénovia kabnynm pov,
Avaminpotm kodnynt Kov Avipéa [1€tpov, o omoiog pe vmopovy, pebodikodtnTa,
dopaTIKOTNTA, 0ELIEPKEL, TPAATNTA, KOl OTAOTNTO HE oTHPLEE Kot pe kaBodynoe oe

OAN TNV dadpoun).

Noa guyoptotiom to O1evbuvTIKd GTEAEYN TOV OPYOVICUAOV TOL LoV £d€1EaV
EUMIGTOCVVT] KOl TOL GLVEPBAAOY OTNV  CLYKEVIP®OT TOV OEdOUEVODV TNG £PELVOG,
kaBmOg kor Tovg epyaloOpEVOLS Ol OmOiol  OIOdEYTNKOY VO OTOVTNCOLV  TO

EPOTNHOTOAOYLO [LOV.

Téhog B NBera v eKEPACO TNV ATEPOAVTN AYATN KO EVYVOUOGHVI] OV TTPOG
™V owoyévela pov, v ovluyo pov lodvva, ta tévie moudia pov IHoavayiwto, Xtoliovn
-Avtpn, Ayiddéa, Avoprava, kor Ma&po, ta adéAla pov Alpidto Kot Zaven, adid Ko
6ToVG Yovelg pov Aytdiéa kot AvEpovALa, Yo TV OVOYN TOLG, TNV GTHPLEN TOL LoV
TpoOceepay 0 KaBEVAG e TOV TPOTO TOVL, KOl TNV OUEPLOTH OYANY TOVS, TNV OToid

TPOoTOOD KAONUEPIVA VO TOVG TV OVTATOOMC®.



ITEPIAHYH

Tic televtaieg dekaeTiec N GYECT TOV TPAKTIKMOV 0VOPOTIVOL SVVAUIKOD KOt TNG
0PYOVAOGIOKNG amdOooNG £xEl TPOGEAKVGEL €VvTovo  evilopépov. To evdlapépov Tmv
epeELVNTOV  UEYPL TPOGEAUTO NTOV TPOGOVATOAIGUEVO oty dueon oyéon (direct
relationship). TTapd tavto owth N oYEon £xel XOPAKTNPIOTEL MG ~“HaPo KOLTL ™ emeldn
eEaxolovBel va vdpyetl Eva onuavTikO PIPAOYPAPIKO KEVO GYETIKA LE TOV UNYOVIGLO
UEC® TOV OTOI0V Ol GLYKEKPIUEVEG TPOKTIKEG TOV avOpdTIVOL duvoutkoD ennpedlovv

TNV 0PYOVOGLOKT ATOO0G.

Aoppdvovtag vToy” To TOPATAVE®, 1 TOPOVGH JOUKTOPIKY dTPIPn Tpoympel
éva o Topomépa Kot UEAETO TPES ONUOVIIKES TPOKTIKES avOpOTIVOL duvapKoD
Vv eknaidevon, TiG ovTOHOBEC/OEEAIATO, Kol TIG OOIKAGIES TPOGANYNG/EMAOYNG
TPOGMOTIKOV, ETL TNG KAWVOTOUIOG KOl TOAPAy®YIKOTNTOS TOV opyovicpoy . H peiétn
Baoilopevn ot Bswpia ¢ kKowvovikng avtodlayng (social exchange theory) kot
Bempia ToV TOpOV Kot Kovothtemv (resource based view) Oeswpel OtL petagd g
oxéong eKmaidgvoNs, AVTOUOPOV/OQEANUATOV, Kol S1OdIKAGLOV TPOCANYNC/EMAOYS
TPOCMMIKOV, Kol TNG KOIVOTOMIOG Kol Topoywywkotntog pecoraPei (mediated) m
agpocimon tov epyalopuévav. Emiong n peiét PBacilopevn ot Bempio mpocdokumv
(expectancy theory) kot ™ Oewopio g petaoynuatiotiking nyeciag (transformational
leadership) Bempei 011 M eUMGTOGHVY] TOL TPOGO®AIKOD TPOG TNV OLOIKNGN TNG
emyyeipnong Aswtovpyei ¢ petofAnt pvOwong (moderator) ot oyéon NG
ekmoidevong,  avToapolPOV/OEEANUATOYV Kol SOIKOCIOV  TPOGANYNG  /€MAOYNG

TPOGOTIKOV, UE TNV APOGIMOT) TOL TPOGMOTLKOD.

Mo va gheyyBovv ot mo Tave vrobécelg cuvtdyOnke, eA&yyOnike, dSoKILAGTNKE,
Kol O10TéONKE EPOTNUATOAOYI0 GTO GUVOAO T®V O0OECIUOV UECUIOV KOl HEYAAW®V
EMYEPNOEDV TOL TANPoVSayY Ta kpltnpla (50 ko dve epyalduevovg) oty Kompo, pe
Baon ta onmpocievpéva otoryeia g Kumplokng oTatioTikig vanpeciog. ZuyKekpyéva,
napeMedncav micw oamavinuéve 1486 epotnuatoldyn ond 46 emyeipnoeic. Ta
dedopéva avarvdnkav pe ™ pébodo ¢ ypouukng molvopdunong ( linear regression
analysis). Ta evpiuoto  vmootnpilovv T vmobéocelg oe upeydho Pabud, wou
emPefordvouv T Betikn oxéon G EKTAIOEVONG, TOV AVTOUOPOV/OPEANUATOV Kot

TOV  SdIKACIOV TPOGANYNG /EMAOYNG TPOCOMIKOV, UE TNV TOPUYOYIKOTNTO Kol THV



Kowvotopia Tov opyaviopov. Emiong, ta aroteléspota deiyvouv 0T 1 apocioor dpd wg
petaPAntn pepikng dwapecordpnong (partial mediation). Emnpoocherta ta omoteléopata
delyvouv OtTL N gumotochHvn Aeltovpyel g peTaPANT pOOONG 0T GYEON EKTOUdELON,
Kol O1001K0G1eg TPOGANYNG/EMAOYNG TPOGMOTIKOV, UE TNV 0POCI®oN, 0ALL HOVo Ge

VYNAQ ETTES O EUTIGTOGVVNG,.

H ovykexpipévn perétn oupufdailel oty KaAHTEPT KOTAVONGN TOL UNYOVIGLOV
HEC® TOL OmOlOL Ol TPEIS TPOKTIKEG avOpOTVOL  SVVOUIKOD, EKTOIOELON,
aviopolBég/mpeMjuate. Kot OldIKocieG  mTPOCANYNC/EMAOYS — TPOCMOTIKOD,
ovoyeTilovTal Le TNV 0PYOVOGLOKT ATOd0GN. ZVYKEKPIUEVO £XEL avadeiEel T onuacio
MG aPOGImONG TOV TPOCOMIKOV MG UETAPANTAG OlopesoAdfnone HeTa&d TV mTpo-
aVOYpPOPEVI®MV TPOKTIKOV ovOp®OTIVOL SLUVOUIKOD Kol TG Kowvotopiog kot g
napoyoykoémrag g emyeipnong. EmmpdcHeta, odewvder v emidpoon g
EUMIGTOGVUVNG TOV €PYAlOUEVOV TIPOG TN  OlOIKNOTN NG EMXEIPNONG OTN GYECT TV

TPOKTIKOV avOpOTIVOL SLVOLKOD KOl TNG 0POGIMGTG TOL TPOGMTLKO.

AgEarg kAewa: Ilpoktikég avOpdOmvov  dLVOUIKOV, eKmaidgvon, avTopolPBEg,

TPOGANYT EUMIGTOGHVY, APOGImoN
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ABSTRACT

During the last decades, the relationship between human resource practices and
organizational performance has attracted a huge amount of interest. Up until recently,
the interest of researchers focused on the direct relationship. Nevertheless, this
relationship has been characterized as a ‘black box’ because there is still a significant
bibliographic gap regarding the mechanism through which these particular human

resource practices affect organizational performance.

Considering the above, this PhD dissertation goes one step further and studies
three important human resource practices; training, rewards/benefits and employee/staff
recruitment/selection procedures in regard to innovation and productivity of
organization. The study based on the social exchange theory and the theory of resources
and abilities (resource-based view), suggests that relationship between training,
rewards/benefits, employee/staff recruitment/selection procedures, and innovation and
productivity, is mediated by employee commitment. In addition, the study based on the
expectancy theory and the transformational leadership theory, suggests that employee
trust towards management acts as a moderator variable on the relationship between
training, rewards/benefits, employee/staff recruitment/selection procedures and

employee loyalty/commitment.

In order to test the aforementioned hypotheses, a questionnaire was prepared,
checked, tested and distributed among all available medium-and large sized enterprises
met the criteria (50 and over employees) in Cyprus, according to the published data of
the Statistical Service of Cyprus. Specifically, 1486 answered questionnaires from 46
enterprises have been received. The data was analyzed using the linear regression
analysis. The findings support the hypotheses to a large extent, and confirm the positive
relationship between training, rewards/benefits, employee/staff recruitment/selection
procedures and innovation and productivity of organization. Moreover, the results show
that commitment act as a partial mediation variable. Furthermore, the outcomes reveal
that trust acts as a moderator variable on the relationship between training,
employee/staff recruitment/selection procedures and employee commitment, but only at

high levels of trust.
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This PhD dissertation contributes to a better understanding of the mechanism
through which the three human resource practices - training, rewards/benefits and
employee/staff recruitment/selection procedures — relate with organizational
performance. In particular, it highlights the importance of employee commitment as a
mediation variable between the aforementioned human resource practices and the
innovation and productivity of organization. In addition to this, it indicates the impact of
employee trust towards management as a moderator on the relationship between human

resource practices and employee commitment.

Keywords: Human resource practices, training, rewards, recruiting, trust, commitment
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