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Abstract

Job satisfaction is one of the most important issues that has concerned individuals, companies,
and their supervisors over the past century. Job satisfaction largely determines employees’ well-
being and temper and, in some cases, can even affect their health. This study analyzes employees’
overall satisfaction and examines how their overall satisfaction relates to specific aspects of their
work, as well as how general demographic characteristics relate both to overall satisfaction and to
satisfaction with specific features of their jobs.

The survey covered private export-oriented companies or branches of multinational corporations
in Northern Greece, specifically in the Prefecture of Thessaloniki and Kilkis. To evaluate job
satisfaction Paul Spector’s JSS questionnaire was used. A total of 104 employees participated,
almost evenly split between men and women (49% men and 51% women). With a total workforce
of fewer than 5,000 employees, the sample represents approximately 2% of the target population.
The results were analyzed using statistical methods.

According to the findings, employees are neither satisfied nor dissatisfied with their work overall,
they are fairly satisfied with their relationships with colleagues, the nature of the work, and their
supervisors, but they are dissatisfied with their pay, additional fixed benefits, and promotion
opportunities. Women show lower satisfaction than men in almost all areas, including fixed pay,
fixed benefits, performance - based bonuses, promotion opportunities, and relationships with their
supervisor. Both genders - and especially women - when they have children in their care, need
greater support, flexibility, and understanding from their superiors to meet the demands of their
daily lives.

This study recommends that companies prioritize compensation and benefits, especially for
lower - paid employees, ensure transparency regarding salary bands and career-progression
prospects, and guarantee equal advancement opportunities for both genders. It further emphasizes
that companies should offer flexible working arrangements for employees with significant family

obligations or frequent overtime.

Keywords

job satisfaction, JSS, private companies, multinationals, exports companies
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Ot onuavTiKdTEPOL TOPAYOVTES TTOV EXNPEALOVV TNV EPYACLOKT)

Kavomoinon otov 11wTikd Topéa otnv EALGSQ
Znvo. Bepesdyrov

Hepiinyn

H epyoacioxn wkovomoinon eivoar éva amd to onuoviikotepo OEHOTO MOV AMAGYOAOLYV TOV
TeleVTOio odva Ta {010 To GTOMa, TIG ETOLPEIEG Kol TOVG TPoioTapévovg Tovg. H epyaciaxm
Kavoroinon, oe peydro Pabuod, kabopilel 1o evpwotio ko 61dbeon tov epyalopévev Kol o€
KATOlEC TEPITTOGELG Pmopel va kabopicetl akdpo kot v vyeiog Toug. H mapodoa pekétn avaivet
TNV GLVOAIKT Kavomoinot tev epyalopévov, kot epfadivoet Tave ot oXEon TG GUVOAKNG
TOVG IKOVOTTOINGNG LE CLYKEKPILEVES TAPAUETPOVG TNG EPYAGIAS TOVG, OALA KOIL T1) GYEGT YEVIKOV
OMUOYPOUPIKMV YOPAKTNPIOTIKMV HE T CLVOAKN 1KOVOTOiNGY, 0AAG Kol e TNV 1KOVOTOiNnom
GUYKEKPIUEVAOV YOUPAKTNPLOTIKAOV TNG EPYAGTIOS TOVC.

H épevva mepihdufave 10ticés e£aymyikés eTaupeiag 1| TopapTHHATO TOAVEIVIKOV ETOPEIDV
ot Bopeia EALGOa ko1 mo ovykekpipuéva oto Noud Oecoarovikng kot Kidkic. Ta va
a&loroynBel n epyaciokn wavomoinon ypnoporombnke to epotuatoroyto tov Paul Spector
JSS. AdPave puépog 104 epyalodpevot oxedov 100 1OPAGHEVOL GE AVTPEG Kot Yuvaikes (49% avtpeg
Kot 51% yvvaikeg). Me éva cbvoro epyalopévov pkpdtepo amd 5.000 drtopo, to delypa
avtimpoconedel tepimov 10 2% tov vraAiov. Ta aroteléopata avalvdnkay e m ypnon
OTOTIOTIKOV HEBOIMV.

ZOUQOVO [E TO AMOTEAECHOTO TNG £PEVVOG dlamoT®ONKE TG ot gpyalopevol dev eivar odte
Kavomomuévol, ovte duoapeoTnuévol amd TV €PYOCIio. TOVG OULVOAIKG, €lvol apKeTd
IKOVOTOMMUEVOL OO TN OYE0T LE TOVG GLUVAOEAPOVS TOLC, TN VoM TNG E€PYNCIOG KOl TOLG
vrevBuvovg Tovg, aALG etvor ducapestnuévol pe Tig PeBoloyikés amodaPég Toug, TG emmAEoV
otafepéc mapoyég Toug Kat Tig duvatdtnteg eEEMENG. Ot yuvaikeg epgaviCovy oyedov oe OAovG

TOVG TOUEIG LIKPOTEPT] IKOVOTOINGT 0l TOVG AVTPES, TEPIAAUPAVOVTOG TOHEIS OTmg 1) oTafepEs
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woboloykés amorafés, ot otabepéc mapoyés, ot emmAéov omorufég Pdcel emitevéng, ot
duvaTotTTEG £EEMENG KO ot oyéoels pe Tov vevBuvo tovg. Tlapdiinda, kot Too 600 EVAL KoL
Kupiog ot yuvoikeg, 0tav £x0vv VIO TN EPOVTION TOLE TOLdLE, £XOVV AVAYKN and UEYAADTEPT
VIOGTNPIEN, evEMELD KOl KATAVONOT] OO TOVG OVAOTEPOLS TOVC, MOTE VO, AVTOTOKPIBOUV GTNV
emPopopévn KadnuepvoétTd T0VG.

Avt 1 pelétn npoteivel oTIC eTapeieg VoL SDGOVV TPOTEPALOTITO GTIG ATOJOYEG KO TS TAPOYES,
eWKA Yoo Toug yaunAopuiobovg epyalopevouvs, va Slac@OAIcOVV T1 JOPAVELD GYETIKA UE TIG
WoBOAOYIKES KAIHLOKEG KOl TIC TPOOTMTIKEG EMOYYEAUOTIKNG €EEMENG, Ko va gyyunBolv ioeg
evukapiec avéMEng kot Yo ta dvo eVAd. Tovilel, mepartépm, OTL o1 eTaupeieg Ba mpémel va
TPOGOEPOVY EVEMIKTEG €PYACIOKEG PLOUICEIS G€ VTOAANAOVG LE OMUOVTIKEG OIKOYEVELOKES

VIOYPEMGELG 1] GLYVEG VILEPMPIEC.

Aé&Eerc — Kiewona

epyaclokn woavomoinon, JSS, wimtikég etaipeieg, moivedvikés, eEaymyikés etarpeieg
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1. Introduction

Throughout human history, work has been and remains a very large part of a person’s daily life.
In many cases, working hours exceed the time a person spends with family and friends. The
income, an individual receives, significantly determinated their and their family's standard of
living, access to education, healthcare, and entertainment. Furthermore, a person's job position
and achievements influence how others perceive them and impact their personal self-esteem.The
ability to work in a healthy, collaborative environment elevates their quality of life and sense of
well-being. On the other hand, working in a toxic, non-collaborative environment can affect them,
having a huge impact on their mental health and leading to harmful conditions for their physical

health and even their life.

In recent years, work is no longer just a means of earning income for survival. Since the beginning
of the 19th century, scientific fields have developed with the scope of creating healthy work
environments, providing satisfactory salaries and benefits to retain a capable workforce,
improving relations among employees, creating a connection between employees and their work,
promoting employee well-being, and maintaining a good balance between professional and
personal life. To measure all the above, and for companies to understand their workforce’s current

perceptions about their work, the field of job satisfaction began to develop.

Job satisfaction is one of the most important issues that companies, organizations and managers
are facing. It is also a topic that has been researched very much at the company level nationally
and internationally. Over the years different explanations and definitions have been given
according to the different perspectives and the meaning of job satisfaction has been altered and
will continue to change in the upcoming years. If we wish to give a definition of job satisfaction
we can mention that “Job satisfaction refers to the degree of contentment an employee feels
regarding their job, encompassing cognitive, affective, and behavioral components of
organizational behavior” [Hoffmann — Miller, 2024] or alternatively job satisfaction is indicated
as a “pleasurable or positive emotional state, resulting from the appraisal of one’s job

experiences” [Locke, 1976].

Job satisfaction plays a huge role in a person’s life quality including self-esteem, public human

interaction, connection with family, healthy condition, work performance, work attendance, role

Postgraduate Dissertation 1



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

position changes and has serious impacts in some cases on individual psychological health
resulting in burning out [Montuori et al, 2022]. It is common for most of the population that a
bad experience in working life influences in such severe ways people well-being and for much
longer period than the working hours, that they must quit or change their work. A very big part
of the population needs psychological support from experts, not from personal life problems but

because of the toxic working environment.

On the other hand, well-motivated employees show better performance and contribution with
their team and managers [Judge et al.,2001], [Organ, 1998], cares and helps the improvement of
their colleagues, feel committed [Meyer and Allen, 1991], develop an affective relationship with
their work and they personal care about colleagues and company’s success. Moreover, their
bonding with their current workplace is so strong that they remain in their work, reducing the
recruitment and training costs [Tett & Meyer, 1993]. At a personal level they are happier, more

encouraged, having less stress and a better psychological condition.

Additionally, regarding the advantages at the company level, the organization gains an overall
positive work environment, profitability, high performance and better customer service [Harter
et al.,, 2002]. The employees themselves serve as the “human” promotion of the company,
highlighting the good working conditions and friendly environment, while enabling the company

to attract and hire qualified individuals who wish to work in this specific workplace.

Moreover, from the manager’s point of view and from my experience, the team leaders wish to
satisfy their people, to motivate them, to find ways — independently of the company’s strategy —
to keep them engaged, to offer them the recognition they need, to guide them in a specific way to
provide 100% of their abilities, to inspire them, and to push them to deliver the best possible
results for the team and for them, personally. When there are certain limitations regarding the
levels of salaries and rewards, it is crucial to discover ways that will act in a way to replace the
lack of objective outcomes and to keep the employee satisfied. Managers develop a personal
relationship with their team, and a person’s resignation can become a severe personal loss for

them.

From the beginning of the 19th century countries and companies started to investigate employee

satisfaction at the workplace and through the years this sector of research gained a lot of attention.

Postgraduate Dissertation 2
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It is generally admitted that motivated and satisfied employees provide better results and give a
more human character to the organization. Companies are trying to identify the main reasons that
lead to employees’ satisfaction and to improve the employee satisfaction index. A very big group
of companies is doing research on workplace evaluation and workforce satisfaction every year,
and they are aiming to improve their results and to identify the changes and the improvement they

are forced to make to keep their employees happy.

This study survey 104 administrative employees from six private companies in Northern Greece,
located in the Thessaloniki and Kilkis areas. The participating firms will either be Greek branches
of multinational corporations or export-oriented companies with diverse areas of activity. With a
combined workforce of fewer than 5,000 employees, the sample represents approximately 2% of
the target population. Data will be collected using Paul Spector’s Job Satisfaction Survey (JSS)
questionnaire. The results will be processed using quantitative methods and analyzed according
to the procedures recommended for this instrument. All analyses will follow the methodology
and scoring guidelines provided in the questionnaire manual. Additionally, the research will
include a brief section with questions on demographic information. The combination of
demographic characteristics and JSS responses is used to extract valuable conclusions about the
relationship between job satisfaction and variables such as age, gender, family status and other

relevant factors.

The outcome of the investigation is to propose ways for improving the total employees’
experience at their workplace and to suggest incentives that would improve the levels of job
satisfaction. Furthermore, it is important to identify the key factors and metrics that HR
departments should consider when controlling individual job satisfaction. So, it is crucial to
develop other criteria and methodologies for different demographic categories to maintain the
creativity and willingness of their people’s potential. Employees who are happy with their work
are more likely to experience greater well-being, stay with their companies and employers, and

achieve better outcomes for the company and society.

Postgraduate Dissertation 3
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2. Literature review

In this chapter, an attempt is made to examine how the field of job satisfaction started, to review
the main theories that shaped it, and to follow its development over time. The basic concepts will
be defined, the most influential models will be outlined, and key milestones in the literature will
be highlighted in a clear and simple way. The factors that lead to satisfaction and the ways in

which these are changing over time will also be examined.

2.1 Taylorism and Mayo’s Theory

In 1911 Frederic Taylor published his article “The Principles of Scientific Management” in which
analyze the way to increase efficiency and productivity in work procedure. According to his study
the main direction to achieve that is to divide every work step into smaller pieces, analyze them
and find the most efficient way to produce the best result at each piece of work. Every employee
is dedicated to each small piece. In this way, the employees are perfectly trained and capable of
finalizing their task without mistakes, consuming the minimum energy and time to terminate their
task which is repeated for a certain time. In this type of theory, it is considered that money is the
only way to motivate employees. This was one of the first studies that tried to identify how a
person’s productivity can accelerate and even though the employee is considered functioning like

a machine, it was one of the first trials to consider how motivated an employee is.

If someone wants to criticize this method according to the current knowledge, it could be
mentioned that the disadvantage of this theory is that the employee does not have much relation
with the outcome of the company, does not use their crises and he/she functions mainly as a
machine rather than a human being. Taylorism does not give importance to the social and
psychological needs of the person and can lead to a worse working environment. The monotony
of the work might have a negative impact on the employees’ motivation and productivity, and it
might reduce their creativity and their capability of new thoughts and innovations. [Taylorism,

Munich Business School].

Some years later, George Elton Mayo, professor at Harvard Business School in the 1920s, was
the one who developed the Human Relations School of Thought. As already mentioned in the

previous paragraph, at the beginning of the 20™ century it was generally admitted that employees’
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motivation comes mainly from the salary and the job income. Mayo, considering the famous
Hawthorne experiments, stated that employees are much more interested in being recognized and
having the company’s attention, which also results in better productivity and efficiency. Mayo’s
theory also underlined the need for cooperation and communication between the employees and
the necessity of the existence of informal worker groups. He thought that non-financial motivators
are much more important than the economic outcomes. For the first time in working history,
Mayo wanted the management to take a serious look at the social and psychological needs of the
employees and tried to emphasize the importance of cooperation, teamwork, and social
relationships in the working environment. He also gave very great importance to safety, security

and respect in the work.

Mayo’s Theory of Motivation has a great difference from Taylorism. The latter gives importance
to financial rewards and efficiency while Mayo believed that the main importance for an
employee is social connection and communication. On the other hand, Mayo’s theory encourages
the relation of the employee with the result of the company and participation in the decision-
making process, whereas Taylor’s system is based on very strict top-down control and well-

formed structures.

Nowadays it is well understood that the challenge is to understand all people’s needs in a big
organization. Requires a lot of work and energy. Despite that, many modern practices are based
on Mayo’s theory considerations that employees are both interested in financial and non-financial
outcomes. It is generally admitted that Mayo’s theory is still alive nowadays in human resources
departments, where everyone is trying to enhance people relationships, and to develop a culture
which connects employee well-being with the accomplishment of the company’s goals.
Companies that follow Mayo’s theory can build a more motivated, productive, and cohesive

workforce. [Peek, 2026]

2.2 Hierarchy of Needs and Two-factor model

Some years later, in 1943 Abraham Maslow proposed his hierarchy of needs in the paper "A
Theory of Human Motivation. Maslow separates human needs into five categories, and he

presents them in a pyramid as in Figure 1 below. From the lower to the higher level the needs are
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physiological (food, water, clothing etc.), safety (security, protection and stability), social needs
(love, affection, belonging), esteem (respect, prestige, recognition), and self-actualization (need
to grow, self-fulfillment). A person must first fulfill the needs of the lower level to proceed to the
next level. The physiological needs are at the base, while more complex sentimental and creative
needs are at the upper levels. Maslow considered that a person must first fulfill the survival needs
to feel satisfied. After this target is accomplished, the person can proceed to the next level. It is
well understood that as we are moving higher in the pyramid it is much more difficult to
accomplish the needs because they start to be influenced by the social environment. [McLeod,

2025]

Esteem
respect, self-esteem, status, recognition, strength, freedom

Safety needs
personal security, employment, resourt

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction

Figure 1: Maslow’s hierarchy of needs, Source: Richard Bamford Therapy, 2019

After some years, in 1954, Maslow proposed that this pyramid can be separated into two bigger
groups. The first four levels can be named deficiency needs (D-needs), and the last — higher one

as growth or being needs (B-needs). [McLeod, 2025]

Deficiency needs come to the surface because of the result of their absence and when they are not
present in a person’s life, they can motivate it. Moreover, the continuous lack of these types of
needs will make them much stronger in the person’s persuasion. If a person senses a lack of air,
water, food, or even personal security, connection, and respect or recognition, they will do
everything possible to meet this need. The longer these needs remain unmet, the more significant
and urgent they will become. When the person covers these types of need, they will no longer be
satisfied and motivate him/her up to the moment he/she will lose them again. Growth needs, on
the other hand, even if they are accomplished and present will still motivate the person. Growth
does not come from the absence of something, but it gets its power from the continuous person’s

needs to create, achieve and grow. So growth needs become stronger as time passes even if they
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are covered. If the growth needs are fulfilled, the person can achieve the highest level of the

pyramid, which is called self-actualization. [McLeod, 2025]

In 1959, Herzberg, Mausner, and Snyderman published the two-factor model of work motivation
and presented the motivation-hygiene theory. Herzberg’s two-factor theory indicates that two
factors influence job satisfaction: motivators and hygiene factors. Hygiene factors, like job
security, salary and working conditions, stop dissatisfaction although they don’t create, surely,
motivation for the person. On the other hand, motivators, such as recognition, responsibility and
achievement, give higher levels of internal satisfaction and motivation [Nickerson, 2025].
Herzberg’s theory continues to be used in many studies, and the research outcomes have been
validated multiple times among different types of employees (e.g., nurses) and across different
countries. There are cases, though, where it is observed that both hygiene and motivation factors
lead to job satisfaction and that hygiene factors could improve overall satisfaction [Alshmemri et

al., 2017].

This theory is a useful tool for understanding job satisfaction. It separates satisfaction and
dissatisfaction into two independent categories, which are driven by different kinds of parameters.
For companies and managers, it is crucial to increase satisfaction scores by enhancing motivation
factors, but at the same time they must improve hygiene factors to avoid dissatisfaction.
Improvements in intrinsic characteristics such as recognition, responsibility, and development
opportunities are essential to assure job satisfaction, whereas satisfactory remuneration, fair
policies, and good working conditions are essential for maintaining a neutral or positive base

[Alshmemri et al., 2017].

2.3 Locke, Job Characteristics and other theories

Stacey Adams in 1963 proposed the Equity theory, which describes that employee motivation is
directly connected with the sense of fairness he/she received at work. People evaluate their time,
loyalty, knowledge, abilities, results, effectiveness and skills they are having and giving for their
work, and they are also judging their salary, bonus, benefits, recognitions and positions they are
getting from their work. In other words, they are comparing the input they are offering to their

job and the output they are gaining. If this ratio is not fair according to their estimation or if it is
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lower than the ratio of their colleagues, they feel demotivated and dissatisfied. Equity theory
provides human resources departments with a very important tool to maintain talented people by
giving them fair returns for their work, enhancing and motivating them and increasing the

organization’s effectiveness and productivity. [Hoffman-Millers, 2019]

In 1976, Edwin Locke introduced The Range of Affect Theory which remains the most well-
received job satisfaction model. According to theory, the employee’s emotions play the central
role in job satisfaction’s evaluation. The job motivation comes from the equilibrium between
positive and negative affective experiences in the job environment. According to this theory, more
positive and fewer negative emotions result in higher job satisfaction. The affective experiences
can be translated as the feelings, the emotions and the temper someone experiences during their
workday. The duties, the work environment, the company culture and the company strategy are
characterized as the employee’s influence. This theory underlines that motivation is influenced
by two parameters, what someone expects from his work, and what he really gets. The difference
between the two parameters gives the employee the motivation level. This theory also emphasizes
the importance of how a person ranks different aspects of their job. It suggests that the aspects a

person values most have a direct impact on their level of job satisfaction.

This theory finds extensive application in the lives of all employees. Individuals begin a job with
certain aspirations and expectations, when these are largely fulfilled, they tend to feel satisfied
and happy in their work. Conversely, when their expectations are not met by reality, they are
likely to experience disappointment. Such emotions are closely linked to the way individuals
perceive their work experience. Furthermore, each person evaluates the different aspects of their
job in a unique manner: some features are viewed as more important than others, and the degree
of significance attached to each attribute varies from one person to another. Consequently,
disappointment is more pronounced when those aspects that individuals deem most important are

not adequately fulfilled.

Barry Staw and Jerry Ross in 1985 proposed the Dispositional Theory in which it is determined
that job satisfaction can be influenced by personal character as much as by work factors.
Employee personality plays a huge role in a person’s motivation and job satisfaction. If a person
is positively or negatively predisposed toward their own life, they will correspondingly have a

positive or negative perception of the satisfaction they derive from their job. [Whigham, 1991]
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More precisely, it is shown that job attitudes tend to remain stable over time and consistent across
various job situations, even when people experience significant changes like moving to a new
employer or changing tasks. While such changes do lower this consistency, they don’t eliminate
it, and stability becomes stronger when researchers look at combined (aggregated) measures rather
than single observations. This means that many workplace changes, like a team reorganization or
a redesign of a job position, might not influence employees as much as expected because personal
attitude plays a big role in how people feel about their work. If someone wishes to change
attitudes, the interventions must be more extensive or powerful. Another potential approach is to
hire individuals who already have generally positive attitudes. However, selecting people based

on their predispositions raises legal and practical issues. [Staw and Ross, 1985].

In 1976, Richard Hackman and Greg Oldham developed the Job Characteristic Theory in which
they tried to analyze how specific job characteristics can make an impact on person satisfaction,
motivation and productivity. This model has been used extensively in organizational behavior and
management. The model identifies five main job characteristics that promote satisfaction and
motivation: skill variety, task identity, task significance, autonomy, and feedback. The more an
employee understands the existence of these characteristics in a job, the more motivated and
satisfied feels and improved its performance. These five characteristics have an impact on three
psychological conditions such as experienced meaningfulness of work, experienced responsibility
for outcomes and knowledge of results. These feelings result in important work outcomes such as
motivation, performance, satisfaction, absenteeism, and turnover. [Hackman&Oldman, 1976],
[Kivak et al, 2022]. Figure 2, below, gives the schematical description of the theory
[Hackman&Oldman, 1976].
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Figure 2: Hackman & Oldman, Motivation through the Design of Work: Test of a Theory, Page
256

Hackman and Oldman realized that in many companies, employees do not become happier over
time, they are becoming more bored and disengaged. So, the performance drops over time. The
Job Characteristics Model wanted to reverse this trend. Supervisors and HR professionals could
change this, by redesigning the job position and making it more interesting and productive. Also,
by asking the employees’ opinion, they can create together the appropriate conditions to enhance
engagement and outcome. This, also, shows how crucial is for a manager and the HR department

to have a proper job description and analysis before an employee is hired.

This study helps organizations by providing a clear framework to intentionally design jobs that
work better. The way to build a more interesting workplace is very specific: it is possible by
creating clear job roles, listing the work and grouping tasks in a simple way, introducing job
rotation to add variety to the workday, cutting or simplifying boring and repetitive tasks where
possible, giving employees more of the important and interesting work, and supporting learning

and growth so that jobs remain interesting and useful for the future. [Lucas S.]

Postgraduate Dissertation 10



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

2.4 More recent theories

The Person - Environment (P-E) Fit Model [French et al., 1982] suggests that stress among
workers is going up when there is a gap between a person’s needs and abilities and the demands
or resources provided by their work environment. This gap, whether it is real or is the assumption
of the employee, can cause negative effects on health and psychological condition. The Effort -
Reward Imbalance Model [Siegrist, 1996] continues a little more the theory of the P-E fit model
and considers that when employees give high effort but receive low rewards (no development, job
insecurity, low control), the lack of fair reward creates stress which harms health. It is clearly
shown in research that these differences between high-effort work and low reward outcomes

increase cardiovascular events and risk factors.

The Self-Determination Theory (SDT) [Ryan and Decy, 2000] declares that the quality of
motivation is related to the satisfaction of three basic psychological needs - autonomy,
competence, and relatedness - and that environments that support these needs create intrinsic
motivation, internalization of extrinsic motives, and better functioning and well-being, while the
environments that prevent these needs have the opposite result. It separates the processes behind
the process of achievement (autonomous and controlled) and the content of goals (those that
satisfy needs and those that do not satisfy them), explaining the influence on performance and

mental health.

The Job Demands - Resources Model (JD-R) [Shaufely et al., 2004] explains how job
characteristics could influence employee well-being. When an organization has enormous
demands, this could lead to burnout, which worsens motivation and causes health problems. On
the other hand, supportive environments could help with engagement and retention. As a result,
companies must adopt policies that reduce excessive demands and improve resources to minimize
burnout and enhancing job resources to promote engagement, with a goal to improve occupational

health and organizational performance.

2.5 Influence of ICTS and technology on job satisfaction

After the start of the 21st century Information and Communication Technologies (ICTs) are used
every day and new practices have been adopted [Martin, Omrani 2015]. A new survey with data

from EWCS (periods 2005 and 2010, 16 countries took part and approximately 14.152 people,
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only, for the 2010 period) checked how the use of computers, internet and new practices like
teamwork, job rotation, telework, Total Quality Management (TQM), and flexible work
organization could modify the employee attitude. According to studies’ results ICT adoption and
innovative work practices produce more satisfied employees and improve their performance
because ICTs facilitate them in many ways and the new practices motivate them as they require
high involvement [Martin, Omrani 2015]. Moreover, it was shown that internet use creates a new
productive model, enhances collaboration, self-improvement and engagement but these new

technologies must always be combined with the adoption of supportive practices.

2.6 Influence of new practices such as mobile working on job satisfaction

Multiple recent studies have been made regarding the influence of mobile working on job
satisfaction. Some of them check the influence of this practice in Peru [Garcia—Salirrosas et al.,
2023], in Utah, U.S.A. [Ali et al., 2023], and in Europe [Curzi et al., 2024]. According to these
studies, mobile work provides flexibility and can increase job satisfaction but needs careful
management to keep productivity at the required levels and to protect a person’s well-being.
Managers and supervisors who assist and support families’ needs increase the level of job
satisfaction. Parents can gain from mobile work by benefiting from being more flexible with the
time spent on transportation and time management. Remote work can provide the required balance
between personal life and work, reducing stress and improving satisfaction. So, companies could
invest in supporting and giving all the appropriate tools for mobile work and could train the

managers in how to support and lead the mobile workers [Garcia—Salirrosas et al., 2023].

There are many ways to reinforce the job satisfaction of remote employees. Most of them are the
same as those someone meets in non-mobile environments. The employees who enjoy a
meaningful job, feel emotional connection with their work and find purpose in their task are more
likely to have a better level of job satisfaction. Moreover, participation in decision-making, the
emotional connection with the firm, and the sense of autonomy increase the motivation level of
employees. Firms that find ways to clearly clarify the tasks and the company goals, create
supportive environments, and match the employees' roles and tasks with the individual abilities

will see the motivation level of their human resources rise. [Ali et al., 2023]
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It is fair to say that mobile working, as any working practice, could have some serious negative
consequences. While mobile workers could have bigger autonomy and discretion, higher
flexibility to choose their working place and hours, and to prepare easily for travel and leisure, at
the same time, they can face higher tension and difficulty in keeping a warm relationship with
their colleagues. At the same time, they must find ways to respond to clients’ and team members’
demands. Therefore, it is important for management to continuously support mobile work through
good communication tools, relation - building opportunities, and management of the workload.

[Curzi et al., 2024].

2.7 Job satisfaction in the youth population and nowadays

It is important to underline that in recent years employees experienced a completely different
reality during the COVID pandemic. Especially after this period, new generations give great
importance to the balance between personal and professional life, value their personal time, and
prioritize well-being in all aspects of their lives. As a result, forms of working arrangements, such
as remote work, have become increasingly important in work evaluations. Nowadays, it is even
possible to work as a nomad from different places around the world, which completely disrupts

previous working conditions.

Several studies have been made to analyze the work attitudes of the young generation of
employees and check how cultural parameters can influence them. One of them [Abrudan et al.,
2016] tried to find similarities and differences across the employees’ attitudes in India, Romania
and Sweden, three countries with huge cultural differences. According to this study leisure time
and friendships are much more important for all three countries, while work itself does not matter
so much particularly for Romania and Sweden. The study revealed that cultural factors are
significant. More precisely, in India where women do not have the same rights as men, the top-
level motivation factors are the salary and the job security, while in Romania and Sweden where
there is equality between men and women, intrinsic motivation, flexible working hours, more
leisure time, skill development opportunities and good relationships are also very important.
Relations with superiors are more important in high power - distance cultures like India and
Romania. These differences show that companies which wish to satisfy young employees must
consider the cultural profile of their workforce. [Abrudan et al., 2016]. Another very important

fact is that whereas high unemployment rates exist in countries like Sweden and Romania, it is
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quite important to find a job that meet employees’ expectations. Younger employees, because of
their higher education, are expecting a high-class job and they are getting frustrated because of

the difference between their expectations and the reality.

Currently, remote work, work-life balance, digital transformation, meaningful work, and work
that promotes psychological well-being are strong motivators for young employees. Young people
want to be heard, to have open communication with their managers, to be flexible and
autonomous, and to build their skills [Abrudan et al., 2016]. They also need to know that their
work matters, that it enhances their sense of purpose, and that it offers them diverse opportunities

for growth and development.

Postgraduate Dissertation 14



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

3. History and countries review on the issue

It would be valuable to investigate how people evaluate their job satisfaction in different countries,
how these patterns have changed during periods in recent years and how satisfaction differs by
generation and gender. It will be also very crucial to check how culture influences not only job

satisfaction but also its evaluation.

3.1 Cultural similarities and differences on job satisfaction

It is essential to emphasize that it is difficult to compare job satisfaction between different
countries. Differences in culture, ways of thinking, and living standards may lead to completely
different results when evaluating job satisfaction [Kristensen & Johansson, 2006]. It is possible
that people in one country generally give higher scores than those in other countries. In some
cultures, the population is more optimistic as a way of life and therefore gives more positive
feedback about job satisfaction. Moreover, in some countries it is unacceptable to express opinions
freely, so it is not possible to gather accurate responses about job satisfaction. On the other hand,
in other countries the population is more critical, more demanding, and more skeptical, so they
tend to give lower scores. As a result, cultural differences may lead to differences in reporting

behavior rather than actual differences in job satisfaction [Kristensen & Johansson, 2006].

Kristensen and Johansson compared seven European countries (Denmark, Finland, the
Netherlands, Greece, Spain, France and the United Kingdom), which do not differ greatly in living
standards. This confirmed the point mentioned above: some countries systematically received
higher grades than others. Thus, the results were more closely related to ways of thinking than to
actual work experience. When it was used a standard — traditional — approach, Denmark and
Finland had higher grades of work satisfaction, when a new approach was used taking in account
cultural differences, the Netherlands and Greece showed higher levels of job satisfaction.
According to the same study and for all the studied countries, income has a positive result to job
satisfaction, when people are more aged are evaluating higher job satisfaction, working hour have
a negative impact to work experience (especially when that are excessive) and generally women

are evaluating higher job satisfaction.
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In 2010, Eskildsen and Kristensen, prepared a study across 22 countries with 25.000 respondents.
This study also showed that differences in culture influence the answers regarding job satisfaction.
More competitive countries and those who do not give high importance to work-life balance
showed lower levels of job satisfaction. Countries with stronger beliefs in rules and clarity also
showed lower levels of job satisfaction. It is crucial to mention that other parameters of job
satisfaction such as compensation, career development, engagement, motivation and staff
retention showed not clear relationship with different cultures. On the other hand, culture

influences the overall estimation of job satisfaction and some workplace aspects.

Pacheco et al., 2016 tried to check the relationship between societal cultural values (SCVs) and
job satisfaction in European countries. Societal culture is developed slowly, showing the shared
values, beliefs and norms that are included within each national identity and history. Societal
culture continues to influence job satisfaction, but the grade of influence varies across countries
and at times. Despite the cultural differences, participation in decision-making remains always a
key factor in job satisfaction. Other parameters that play crucial role are autonomy, job security
and fair rewards. The study underlines that the relationship between SCVs and job satisfaction
may change because of economic, political, and social changes so managers must recheck cultural
impacts periodically. Moreover, external factors, like economic crises, recessions, labor markets

may change how culture influence job satisfaction.

In 2012, Andreassi et al. at the article, “Job Satisfaction Determinants: A Study Across 48
Nations,” analyzed the factors that influence work satisfaction in multiple countries. The scope of
their work was to examine if the same parameters bring job satisfaction, or if the cultural
differences bring different results. The countries were categorized into four big geographical
regions, in Asia, Europe, North and Latin America. The study took results from 70.000 employes
that worked in four big multinationals. The article examined different parameters of job
satisfaction such as work environment, relationship with colleagues, personal development,
recognitions and rewards, leadership and management practices. Despite the differences in
culture, the article showed that the employees are very interested in meaningful work, recognition
and beyond all: sense of achievement. Moreover, they positively evaluate the good work
environment and development opportunities. In Asian country, job security was one of the
dominant factors along with clear company structure, good leadership and respect in hierarchy. In

North America, the predominant factors were personal achievement, work recognition and career
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development. Furthermore, in Europe they mostly evaluate the work-life balance, the fair
treatment and the job stability. Finally, in Latin America they emphasize good relationships with

colleagues, in supportive environments and in respect from managers.

Westover in 2012, used data from three waves of International Social Survey Program (ISSP) in
1989, 1997 and 2005. The study tried to investigate how job satisfaction grades could vary through
different countries and which are the national parameters of this difference. The study focuses on
both intrinsic job and extrinsic job parameters across different welfare state systems. The study
considers government spending, public revenue, public dept, national inequalities and social
safety indicators to better examine how national policies could influence working conditions and
job satisfaction. The study showed that countries with high national welfare system (as a
percentage of GDP) and low financial inequalities, the intrinsic job parameters play a higher role
in job satisfaction. On the other hand, extrinsic job characteristics are more important for job
satisfaction in countries with high-level social inequalities and lower national welfare system and
revenues (always as a percentage of GDP). Moreover, socio-economic inequality and high public
debt can weaken overall satisfaction, even in contexts with strong welfare systems. The research
underlined that regardless of a country’s welfare system, parameters like autonomy and
meaningful work lead to satisfaction more than material rewards. Also, a strong welfare system
can reduce the dissatisfaction of a poor-quality job but cannot fully replace the sense of lack of
fulfillment. Generally, it is shown that for high grades job satisfaction is required both supportive
national policies (e.g., strong welfare provisions) and workplace practices that prioritize intrinsic

quality.

In research made in 2016, by taking data from 45 countries, at the period between 1981 and 2014
and by combining four major internation surveys: European Values Survey, Eurobarometer,
International Social Survey Program, and Life in Transition Survey, the author tried to gather
information regarding the correlation between job satisfaction and national economic condition
(focusing on indicators like gross domestic product and unemployment). According to the results,
satisfied workforce is related to stronger results over time and healthy national economies produce
better job satisfaction grades. So, the results take two directions: economic success can increase
job satisfaction, and satisfaction is related with better economic performance. In countries with
sufficient GDP and low unemployment rate, better job satisfaction levels were observed. On the

other hand, the improved job satisfaction grades lead to even better financial incomes [Brown,
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2016]. As a result, countries can use initiatives that improve job satisfaction which could lead to
better social and economic benefits including higher GDP and lower unemployment. This stronger

economic performance raises even more the work satisfaction [Brown, 2016].

An example of how different cultures perceive and express job satisfaction can even be found in
the way they manage and share rewards allocations. In 1991, Harry Hui, Harry Triandis, and
Candice Yee tried to investigate how the differences between countries’ cultures influence reward
allocation behavior. The study compared Chinese and American participants. It considered the
completely different cultures between Chinese and American inhabitants, the different personality
orientations (collectivism and psychological individualism), the social relationship (friends and
colleagues in the work environment), and access to rewards (limited rewards and unlimited
rewards). The experiments showed that when both groups had plenty of resources, Chinese
participants wished to distribute them equally, while Americans didn’t show this trend. Moreover,
when a fixed bonus had to be shared, Chinese participants were more generous than the American
ones. Furthermore, Chinese tend to be more generous to their close friends than to their colleagues,
while Americans didn’t make a separation between the two teams. Chinese participants scored
higher in co-worker collectivism than Americans did, without this fact totally explaining the
observed differences. The above findings revealed differences between East and West

civilizations regarding generosity and other aspects [Hui et al., 1991].

The study concludes that different cultures surely affect the way that rewards are given. Chinese
participants present more generosity, especially when the resources are non-limited and when they
are dealing with friends. While this depends much on the collectivism that characterizes China, it
cannot be explained fully by that, suggesting that cultural norms and expectations regarding
fairness and generosity are also functioning in this direction. Moreover, generosity among the
Chinese was influenced by the availability of resources and close relationships. On the other hand,
Americans weren’t influenced by these parameters and remained quite consistent. The findings
underline that reward allocation across different cultures changes not only because of different,
but also that social context and situational variables are playing a significant role [Hui et al., 1991].
It is well understood that the way companies in different countries distribute reward allocations
can lead to varying levels of motivation. Moreover, the way recipients accept and perceive these

rewards differs entirely, depending on their way of thinking.
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From 1990 Eurofound conducted large-scale surveys regarding job satisfaction approximately
every five years. The last survey took place in 2024. 36.644 employees from 35 countries
responded to the relevant questions including 27.000 employees from the European Union that
took part from 27 countries. At these surveys it is shown that Scadinavian countries have the
highest level of job satisfaction. In countries like Denmark, Sweden and Finland people take
advantage of strong social welfare systems, work safety, generous unemployment benefits, and
policies that help balance work and personal life [Eurofound, 2017]. Moreover, the trust they are
having for their society and the good colleague relationships reinforce work satisfaction. The

system that is developed reduces uncertainty and increases people’s motivation to work.

Studies that were made during four periods of European Working Conditions Survey (1995, 2000,
2005, 2010) examined the impact that work autonomy and work pressure has on job satisfaction
across EU countries. It is shown that during the years work pressure is increasing and work
autonomy has been reduced. Low-skilled workers are the most influenced by this trend.
Scandinavians’ countries are maintaining the higher autonomy levels. The study showed that
higher work autonomy links to higher job satisfaction and, also, that the increasing work pressure
has high correlation with reducing job satisfaction. High workload and pressure along with low
autonomy are given the worst-case scenario regarding outcome. The effect is particularly severe
in countries where pressure has risen most and autonomy is average. It is also seen that high
autonomy can reduce the negative impact of high pressure on job satisfaction grades because
autonomy contributes to many parameters in person living like flexibility, self-esteem, personal

growth and well-being. [Lopes at al, 2014]

In Western European and North American countries, the salaries and the job incomes are at a quite
high level, and the countries provide a safe work environment with strict necessary regulations.
The latest years, though, the increase of temporary contracts and a payment straight related with
the performance make the results of job satisfaction to occur. Generally, work flexibility leads to

a feeling of insecurity, that reduces the level of job satisfaction.

Unfortunately, the case with Southern and Eastern European countries is even worse because of
the weaker social safety nets, the unstable economies, the works conditions the latest years and
the unemployment. The economic crises and the political instability these countries face made the

problem more severe, especially for the younger ages that are trying to enter the job market for
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the first time. In these countries the motivation for work strongly depends also on each country’s

economic situation and political systems.

3.2 Financial global crisis

Memoly in 2024 analyzed how the global financial crisis (2007-2009) and the sovereign/banking
crisis (from 2010) influenced job satisfaction across EU countries. These crises led to austerity
measures and created social problems, which reduced the trust in institutions and influenced labor
markets. The populations that were most influenced were the young people and women. The study
used data from two different periods (1999-2001 and 2008-2010) to test the satisfaction levels.
The average level of job satisfaction has slightly decreased with differences across countries. This
trend influenced more men than women, reducing the gender gap. Also, this trend had a bigger
impact on the population with low or no education. The labor markets of small towns became
even smaller, and the metropolitan areas faced higher living costs. Moreover singles/cohabitants
improve their job satisfaction scores, while married respondents declined. Countries like Ireland
and Sweden improved their score, while countries in Southern Europe, like Portugal showed lower
scores. Many countries from Eastern Europe presented satisfaction scores that were lower than

the EU average.

Before crisis’ period the lack of extrinsic factors reduced job satisfaction scores. During the period
between 2008 and 2010 the influence of intrinsic factor reduces and the importance of the extrinsic
one increased. This was quite logical as employees prioritize salary and income security under
crisis conditions. Countries where the people trust the government showed better satisfaction
levels. Before crisis education had a positive effect on job satisfaction but this result was inversed
during crisis. The aged people continued to show higher job satisfaction levels. Both full-time and
part-time workers reported more dissatisfaction. Even though crisis conditions shifted attention
from intrinsic parameters to extrinsic ones, intrinsic characteristics remain critical for sustaining

satisfaction [Memoly, 2024].

We must consider that the severe crisis and the economic recession in Europe influences strongly
job satisfaction. Unemployment and underemployment are increasing and the salaries, in the best
scenario, remain stable. During the research of Eurofound in 2013, during the period of crisis, the

job satisfaction declined, mainly among workers that had temporary contract or part-time jobs.
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The psychological pressure that the job insecurity caused is more serious than the income loss and
can influence future expectations. Moreover, as mentioned above, vulnerable groups like younger
people, immigrants and low-skills workers were much more affected [Tella et al, 2001]. In many
countries austerity policies were applied that made even worse the countries’ situation by reducing
public sector employment, weakening labor protections, and cutting social benefits. The reduction
of social transfer and public spending can lead to a further increase in insecurity, and reduce the

subjective well-being [Matsaganis, Leventi, 2014].

3.3 Greek case and the financial crisis in Greece

It would be highly valuable to explore the current state of job satisfaction in Greece and to examine
how the 2008 Global Financial Crisis and the austerity measures that followed impacted

employees’ motivation and satisfaction.

In research realized in the sector of bank employees in Greece, it was shown that they are primarily
motivated by intrinsic factors like autonomy and self-improvement. The good relationship with
supervisors and colleagues improves their self-esteem and well-being, enhancing this trend. This
intrinsic motivation leads to greater job satisfaction, which also leads to better performance and
organizational success. On the other hand, extrinsic factors like external directives, rewards, and
threats tend to reduce job satisfaction. According to the same study practices as stress management
programs, training for optimism and self-esteem, reduce of bureaucracy, re-skilling opportunities,
resources for skill development and autonomy enhancement could lead to the best possible results

and they are recommended to maintain high satisfaction levels [Belias et al., 2014].

The latest global crisis had serious impact in Greece’s social, economic, and political sector.
Greece was one of the EU countries that were affected the most by recession. Other EU countries
show mixed patterns during periods of high unemployment: Spain sometimes reports higher
motivation, while Britain and Germany see reduced job satisfaction. In Greece, austerity measures
often caused negative impacts on both staff morale and organizational [Koustas, 2019]. The 2008
financial crisis, followed by the May 2010 Memorandum of Austerity measures, reduce seriously
job satisfaction in Greece. The country experienced increased job insecurity, unemployment rates
approaching 30%, salary and pension reductions, higher taxes, and significant budget cuts in

health, education, and social benefits. These austerity conditions affected the standard of living,
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access to education, family structures, housing, and overall, well-being, contributing to physical
and mental health problems, depression, and shifting personal values. In workplaces, the crisis led
to dismissals, downsizing, and reduced wages, leading to reduction of employee motivation and
organizational commitment. As a result, both private and public sector workers evaluated
motivation with lower grades, with intrinsic factors losing some importance and extrinsic factors

like material salary, rewards and job security becoming more important. [Koustas, 2019].

In a study made in a specific Northwest Prefecture of Greece (Grevena), the editors tried to check
the result of the economic recession on job satisfaction levels. They tried to identify the most
significant factors that influence motivation and clarify if they differ according to employees’
socio-demographic and job-related characteristics. According to the article, the economic crisis
reduced the upcoming revenue, and a lot of pressure was placed on public organizations to
maintain performance despite the limited resources. The study revealed that fair treatment,
satisfactory salary, and interesting tasks were the leaders in terms of job satisfaction. On the other
hand, flexible working hours, teamwork, and opportunities for social relationships were ranked
low in motivational impact within this sample. Slight variations in satisfaction scores were shown
across gender, age groups, educational levels, and hierarchical positions, but overall averages
remain stable. The research underlined that under difficult financial situations, certain intrinsic
and extrinsic factors play a huge role in keeping employee motivation and satisfaction. Companies
that treat their employees equally and fairly give direct and transparent evaluation and information
and create interesting tasks and work positions can engage much more than offering them flexible

arrangements. [Chatzopoulou et al., 2015]

3.4 Generations and age differences

Comparison between different countries showed that national institutions, labor-market
structures, along with cultural characteristics could shape the final level of job satisfaction.
However, it is crucial to check how job satisfaction varies between different generations and
different genders and which factors are the major reason for this variation. Also, it would be very
interesting to check how financial conditions, and intrinsic and extrinsic parameters influence

these groups.
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In 2018 Andrade and Westover tried to examine the parameters that influence job satisfaction in
different generations by using the most recent International Social Survey Program (ISSP) Work
Orientations IV (2015) data across many countries. According to this study the Silent Generation
(people born between 1925 and 1945) evaluate the greatest job satisfaction, followed by Baby
Boomers (people born between 1946 and 1964). Generation X (people born between 1965 and
~1979) and Millennials (people born between ~1980 and 2000) record lower grades at job
satisfaction criteria. Generally, age functions as a positive factor for job satisfaction. If someone
compares it alone to the generation, for Baby Boomers job satisfaction becomes higher as the
sample becomes older but on the other hand this does not apply in the sample of other generations.
Silent Generation and Baby Boomers are the generations that are post-retirement or near
retirement, so these people tend to recall happily their careers and works stories, so they enjoy
higher job satisfaction. Characteristics of each generation (loyalty and sacrifice for Silents and

optimism and work engagement for Boomers) explain this attitude [ Andrade and Westover, 2018]

Other studies indicated that job satisfaction doesn’t increase with age but follow a U shape. [Clark
at al, 1996]. Job satisfaction records moderate levels at the beginning of a working career, then
decreases and increases again gradually until someone reaches retirement. More precisely, it is
shown that the satisfaction score decreases until the age of 31-36 years old and then starts again
to rise. The same results occur for both genders and the minimum of the U shape is also shown at
similar ages. This shape can be explained by the fact that the young employees feel happy with
their first job, especially if the unemployment rates are high enough. But as they are growing, they
are getting more work experience, they can compare and see better working opportunities in
relation to their current position at work. This led to the decrease in their satisfaction. As people
are growing even more and they gradually arrive at retirement, they have more realistic aspirations
and recognize the difficulties of the work environment, thus their satisfaction starts to increase
again. Moreover, probably they have also achieved some of their goals and they are having more

sufficient incomes [Clark at al, 1996].

Some studies revealed that even though there is a pattern in which job satisfaction is growing
through the years, this cannot be clearly explained by generational change or career progression.
The previous assumption that younger employees have higher expectations than older ones cannot

be clearly justified. The professional condition of employees does not also explain the differences
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shown. The findings suggest that ages’ theories are incomplete, and the mechanisms behind age-

related differences in job satisfaction remain unresolved [Janson and Martin, 1982]

O’ Brien and Dowling in 1981 tried to understand if the positive relationship between age and
job has to do with aging (e.g. better skills, more influence, work variety and better income as
someone is getting older) or cohort membership (how generational differences influence work
values — e.g. desired job attributes, education level). According to the result of these studies, it
was revealed — as already mentioned above — that young people show low satisfaction level as
their expectation rise of their work reality. As employees become older, they better understand
the working conditions, and they adapt to them. The research came to the outcome that the
relationship between age and job satisfaction is better understood if we combine the influence of

aging and cohort differences. [O’ Brien and Dowling, 1981].

3.5 Gender differences

Extended research regarding the job satisfaction evaluation between men and women
[Westover,2012] was made by using data from three periods of the International Social Survey
Program (ISSP) Work Orientations modules. The research used data from employees of 32
countries, checking both intrinsic and extrinsic characteristics. The study showed that there is
slight difference regarding intrinsic factors but revealed differences in extrinsic ones. Women
reported differences in working condition, lower salaries and fewer promotional opportunities,
and they indicated also higher workload with lower physical effort and danger. Women and men
showed similar level of job satisfaction. When there are differences, these vary every year so there
is no stable conclusion. Some countries did show important gender differences in certain survey
years (e.g. USA and Austria at 1989 research) but this was not repeated over the years. This study
revealed also that maybe overall satisfaction grades are similar, but this does not mean that men

and women have equal job conditions [Westover,2012].

Generally, men are more interesting on opportunities for personal development, and they want to
have sufficient time to complete their work. On the other hand, women evaluate more the job
security, the help and the resources receiving from their managers and colleagues. [Milovanska-
Farrington, 2022], [Nappo, 2025]. It is less likely to leave their job when they feel secure, have

good relationships with their colleagues and receive assistance. Moreover, the rewards (out of
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salary incomes) are significant for both men and women, but while it is an important factor
regarding retention for women, does not play so important role for men. Overall, women’s job
satisfaction and retention are more related to security and help in the workplace, whereas men’s
satisfaction is more dependent on personal growth opportunities and sufficient time to perform
their tasks [Milovanska-Farrington, 2022]. In some research women show greater job satisfaction
than men. In these studies, women tend to evaluate more the intrinsic characteristics of their jobs.
More precisely, women estimate the possibility to help others and make useful job, while men

appreciate more salaries level. [Nappo, 2025].

3.6 Differences between public and private companies

It will be very interesting to investigate the differences between job satisfaction in the public and
private sectors. Generally, through research done in different countries, it was found that
employees in public sector show overall higher grade of job satisfaction than those in private
sector. The research shows that specific characteristics of each sector, especially job security and
extrinsic work conditions, play an important role in shaping job satisfaction and turnover
intentions. Public sector is characterized by job security as there are many legal protections, stable
working conditions and guaranteed rights. The satisfaction rates in public sector were quite high
because of interpersonal relationships, work organization and communication within the
organization. Public employees tend to be more satisfied with their work and salary than private
ones. The private employees wish to have higher turnover, and this is an essential parameter for
their motivation and job satisfaction. This is the case for many European labor markets where
public sector shows higher satisfaction and lower turnover intention, especially during economic
crises. In the private sector, the employees are pushed by much more pressure, they are feeling
less stability, and they are facing weaker extrinsic conditions. The findings suggest that improving
communication, work organization, and interpersonal relations could help retain employees in
both sectors, but such practices are extremely valuable in private business. Overall, job
satisfaction is multi-dimensional in both sector and it is evaluated differently between the two

sectors because of institutional, economic, and psychological factors [Michajlov, 2008].
An important search regarding Greek reality has been made in a study published in 2007 by

Demoussis and Giannakopoulos. The search has been realized before the crisis and used data from

1995-2001. The paper examined subjective job satisfaction in Greece, comparing public and
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private sector employees. The article revealed that public employees had higher satisfaction in
every examined parameter. The analysis also underlined how important it is to estimate the
predictability and stability of working hours, which is one of the most valuable characteristics of
public sector that enhanced the observed job satisfaction. This led people to accept lower wages
in public roles, reducing their willingness to leave their positions and move to the private sector.

This pattern seems to be stronger in Greece than in many other EU countries.

The one third of the difference in job satisfaction grade between public and private sector could
be described by measurable differences in characteristics (like education, tenure, wages), while
the rest two third reflects unseen, sector - specific factors (like institutional arrangements, working
conditions, job security, scheduling practices, non-wage benefits or cultural differences within
sectors). Policymakers and employers in private sector can boost job satisfaction and keep people
engaged in the workforce by looking beyond pay. This means focusing on steady work schedules,
clear and predictable career paths, and protecting the benefits and conditions that make jobs

secure. [Demoussis & Giannakopoulos, 2007].
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4. Framework of research and methodology

It would be highly interesting to conduct a study on job satisfaction in Greece. The study would
focus on how satisfied and motivated the administrative staff of leading companies in Northern
Greece are. With this study in hand, recommendations could be made to improve working
conditions, enhance business performance, and enable these individuals to enjoy better well-

being.

4.1 Sample

The study will survey 104 administrative employees from six private companies in Northern
Greece, located in the Thessaloniki and Kilkis areas. The participating firms will either be Greek
branches of multinational corporations or export - oriented companies with diverse areas of
activity. With a total workforce of fewer than 5,000 employees, the sample (104 questionnaires)
represents approximately 2% of the target population. Data will be collected using Paul Spector’s
Job Satisfaction Survey (JSS) questionnaire. Additionally, the research include a brief section with
questions on demographic information. The combination of demographic characteristics and JSS
responses will be used to extract valuable insights into the relationship between job satisfaction

and variables such as age, gender, and other relevant factors.

The research took place between 01/04/2026 and 04/05/2026 through Google Forms
questionnaires that were sent to different people via email. As already mentioned, 104
questionnaires were collected from six private companies. The questionnaire was sent in Greek
language to facilitate participants in answering in their native language, and it is available in
Appendix 1. One of the Greek translations recommended on Paul Spector’s website
(https://paulspector.com), created by Dr. Georgios Kontalatis, was used. The questions were used
exactly as they were, and only minor orthographic corrections were made. It was clearly stated

that if someone did not wish to answer any question, this was possible.

4.2 The importance of demographic characteristics in research

Demographic characteristics are important for every survey. Parameters like age, gender, income
level, education, job position and other population characteristics are the base of almost every

research and analysis. They are giving the appropriate information for researchers and
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organizations to understand the background and the specific characteristics of the participants’
population. By analyzing this type of data, it is possible to be sure that the sample represents the
groups we wish to study and to analyze the differences between populations subgroups. Their
answers can give information on how to treat each demographic group separately and give

appropriate attention to each specific subgroup characteristics and demands.

Regarding job satisfaction demographic characteristics help to reveal how different groups
experience and evaluate extrinsic and intrinsic characteristics of work, the overall level of their
job satisfaction and motivation and how different parameters influence the job satisfaction of each
group. By gathering this information, it will be possible to provide crucial information to
organizations regarding the needs and the expectations of each team and to propose specific
treatment and the policies that will be addressed to each of them, upgrading their development

and performance and enhancing their level of satisfaction.

At this questionnaire they were used ten demographical questions regarding gender, age, marital
status, number of children, educational level, years of work experience, department of work,

hierarchical position, salary level and overtime work.

Research has shown that gender, age, and marital status play a significant role in how individuals
perceive job satisfaction. Different demographic groups, distinguished by gender, age, or marital
status, also tend to prioritize and rate different aspects of job satisfaction. Moreover, clearly the
education level, the years of work experience, the field and the hierarchical position have a

significant role in the appreciation of job satisfaction.

This analysis considered two sensitive factors: the salary level, which is clearly linked to job
satisfaction, particularly its extrinsic dimensions and overtime work, which affects a person’s

work-life balance and, consequently, their evaluation of job satisfaction.

During the research one person didn’t answer the question regarding hierarchical position, another
one the number of children and the last one the question regarding the salary level. After the data

cleaning procedure through excel, the blank cells were replaced with the most frequent answer.
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4.3 Paul Spector’s Job Satisfaction Survey questionnaire

In this study we used the JSS questionnaire which is free and open, widely available for research
and organizational use with proper citation. JSS was chosen because it uses close-answer
questions that facilitate quantitative analysis and allow for a more detailed examination of
different aspects of job satisfaction. The questionnaire also examines the same factor through
multiple questions, both positive and negative, enabling a more comprehensive assessment and

contributing to the accuracy and reliability of the results.

Paul Spector’s JSS is a tool that was initially designed to measure the major characteristic of job
satisfaction inside human service, public, and nonprofit organizations. The questionnaire can,
also, be used in measuring job satisfaction in private sector [Spector’s site]. Using existing
literature, the scale uses nine subcategories representing different factors of satisfaction: pay,
promotion, supervision, fringe benefits, contingent rewards, operating conditions, co-workers,
nature of work, and communication. The JSS provides a reliable and valid multidimensional
measure of employee satisfaction. The evidence shows that the overall scale and its subscales are
consistently reliable, remain stable over time even during organizational changes, and demonstrate
both convergent and discriminant validity based on multi-attribute - multimethod analyses and

factor analysis. [Spector, 1985]

This nine-facet design shows that the employees’ attitudes are influenced by different work
factors, while the combined score can be used as an overall indicator of job satisfaction. This gives
JSS great importance because an organization can valid the overall grade of job satisfaction while
can also evaluate each of job factors and try to influence and improve each of the work aspects

that need improvement. (e.g., pay, supervision, communication).

Overall, JSS is a reliable and well-tested tool for measuring how satisfied employees are, in every
type of organization, profit, not profit, private or public sector. As it separates different job aspects,
it is possible to clearly emphasize the job parts that need improvement and these that must be kept
as they provide good result on job appreciation. The results also show that job satisfaction is a
result of multiple different personal and workplace characteristics. As an outcome, to improve
satisfaction, someone must consider the specific situation and many different work characteristics

and not focus on one parameter [Spector, 1985].
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In this specific research, the questionnaire proved to be quite easy to understand and quick to
complete. In some cases, certain individuals experienced some challenges with the reverse
questions. Overall, there were only two blank cells in google forms results. It was used a data
cleaning procedure, and they were filled with the mean value of other participants’ answers to the

same question.

The Paul Spector questionnaire consists of 36 questions. Nineteen of them are reverse - scored
questions (there are the questions 2, 4, 6, 8, 10, 12, 14, 16, 18, 19, 21, 23, 24, 26, 29, 31, 32, 34,
and 36). The reverse scoring is performed as follows: | — 6,2 —> 5,3 ->4,4 —>3,5—> 2 and 6

— 1. To do so, we subtract the original value from 7 and create new columns at the excel file.

The final 36 questions (with all the reversed ones) are used to calculate the 9 main subscale
characteristics: pay, promotion, supervision, fringe benefits, contingent rewards, operating
conditions, coworkers, nature of work, communication. Each of subcale characteristic is measured
by using 4 specific questions (after the correction of the reverse — scored questions) and the overall

satisfaction is calculated by the sum of all 36 questions.
More precisely, the 9 subscale characteristics are calculated by using the following questions:

Table 1: Value calculation of Subscale Characteristics of JSS questionnaire.

Subscale Characteristic Value (after treatment of reverse
questions
Pay 1,10,19,28
Promotion 2,11,20,33
Supervision 3,12,21,30
Fringe benefits 4,13,22.29
Contingent rewards 5,14,23,32
Operating conditions 6,15,24,31
Coworkers 7,16,25,34
Nature of work 8,17,27,35
Communications 9,18,26,36
Total Satisfaction 1-36

Each of nine subscale characteristics could range between 4 and 24, while the total satisfaction

could range between 36 and 216.

According to Paul Spector website guidance means item score from 1 to 3, so subscale
characteristic score from 4 to 12 shows dissatisfaction, mean item scores for 3 to 4, so subscale
characteristic score from 12 to 16 shows ambivalence and mean item score from 4 to 6, so subscale

characteristic score from 16 to 24 shows satisfaction.
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Regarding total satisfaction, a score between 36 to 108 shows dissatisfaction, a score between 108

and 144 shows ambivalent and a score between 144 and 216 shows satisfaction.

The answers of all demographic questions and the 36 questions of JSS are presented in Appendix
I in diagrams, as they are illustrating in google forms, in Greek language. In chapter 5 there are
analyzing the demographic characteristics, the results of the 9 subscales characteristics and the

total satisfaction score.

Data processing and statistical analysis were performed using excel application and the R
programming language. Cronbach's reliability coefficient a was used to investigate the internal
consistency and reliability of the questionnaire. Moreover, descriptive indicators as mean, median
and standard deviation were used to investigate the results of the 9 subscales characteristics and
the overall job satisfaction appreciation. For the correlation between the subscales and the total

job satisfaction themselves it was used Pearson correlation coefficient.

For the study of the relation between the demographic characteristics of the employees, the 9
subscales characteristics and the overall job, there were used the independent samples t-tests and
One-Way Analysis of Variance (ANOVA) to compare two and more than two independent groups
accordingly and it was used also a non-parametric alternative: the Mann-Whitney U test for
comparing two independent groups and the Kruskal-Wallis test for scenarios involving more than

two groups.
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5. Results

5.1 Demographic characteristics general results

In the study were participated 104 people for 6 different private companies in North Greece —
from the Prefecture of Thessaloniki and Kilkis. The participating firms were Greek branches of
multinational corporations or export - oriented companies with diverse areas of activity. With a
total workforce of fewer than 5,000 employees, the sample (104 questionnaires) represents

approximately 2% of the target population.

Table 2 presents the demographic factors of the research. From the 104 employees 53 (51%) are
women and 51 (49%) are men. Furthermore, 52 (50%) are between 36 and 45 years old, 32
(30,8%) are between 46 and 55 years old, 15 (14,4%) are between 26 and 35 years old and 5
(4,8%) are more than 55 years old. No one is at the subscale of 18-25 years. Regarding marital
status, 75 (72,1%) of them are married, 22 (21,2%) are single and 7 (6,7%) of them are divorced
or widowed. Regarding the number of children, 103 individuals answer, 71 (68,9%) of them have
one or more children and 32 (31,1%) do not have any children. Moreover, regarding the
educational level, 51 (49%) of them declared that they have a bachelor’s degree, 44 (42,3%)
declared that they have a master’s degree, 5 (4,8%) they are high school graduates - compulsory
education in Greece - and 4 (3,8%) are vocational training institute graduates. No one has a PhD
degree. Furthermore, 63 (60,6%) are working to commercial department, 21 (20,2%) to other
departments than the requested ones, 13 (12,5%) to administration and financial department, 4
(3,8%) to production and manufacturing and 3 (2,9%) to supply chain department and warehouse.
Additionally, 44 (42,3%) are more than 15 years at their current job, 29 (27,9%) are 8 — 15 years
to their current work, 15 (14,4%) are 4 — 7 years to their work, 13 (12,5%) are 1-3 years to their
current work and 3 (2,9%) are less than 1 year to their current job. In addition, regarding the
hierarchical position, 103 answers were received: 56 (54,4%) are employees at their current job,
31 (30,1%) are Supervisor or Division Head and 16 (15,5%) are Directors. Regarding the monthly
net income 103 answers were received, 37 (35,9%) are receiving 1.000 — 1.300 euros, 26 (27,2%)
are receiving 1.300 to 1.700 euros, 22 (21,4%) are receiving 1.700 to 2.200 euros, 14 (13,6%) are
receiving more than 2.200 euros and 4 (3,9%) are receiving less than 1000 euros. Finally,
regarding overtime work, 43 (41,3%) answered that work often overtime, 36 (34,6%) are rarely
working overtime, 23 (22,1%) are working very often overtime, and 2 (1,9%) are never working

overtime.
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Table 2: Freﬂuencies iiercentaiesi of demoiraﬁhic factors

Male 51 (49%)
Gender Female 53 (51%)
18 — 25 years old 0 (0%)
26 — 35 years old 15 (14,4%)
Age 36 — 45 years old 52 (50%)
46 — 55 years old 32 (30,8%)
>55 years old 5 (4,8%)
Unmarried 22 (21,2%)
Family Status Married 75 (72,1%)
Other (Divorced/Widowed) 7 (6,7%)
. None 32 (31,1%)
Number of Children One o more 71 (68.9%)
High School Graduate 5(4,8%)
Vocational Training Institute 4 (3.8%)
Educational Level Graduate
Bachelor’s Degree Holders 51 (49%)
Master’s Degree Holders 44 (42,3%)
PhD degree Holders 0 (0%)
Commercial / Sales 63 (60,6%)
Production / Manufacturing 4 (3,8%)
Department Supply Chain / Warehouse 3 (2,9%)
Administration / Finance 13 (12,5%)
Other 21 (20,2%)
<1 year 3(2,9%)
0,
Year of emplqyment in ‘1‘ B g zzziz g E}i:i;ﬁ %
current job 8 — 15 years 29 (27.9%)
>15 years 44 (42,3%)
. . e Employee 56 (54,4%)
ifiemaiiie] p9s1tlon n Supervisor/Division Head 31 (30,1%)
s 96 Director 16 (15,5%)
<1.000€ 4 (3,9%)
1.000 - 1.300€ 37 (35,9%)
Monthly Net Income 1.300 - 1.700€ 26 (27,2%)
1.700 - 2.200€ 22 (21,4%)
>2.200€ 14 (13,6%)
Never 2 (1,9%)
. Rarely 36 (34,6%)
Overtime Work Often 43 (413%)
Very often 23 (22,1%)

Source: Author’s Construction

5.2 JSS questionnaire results

We will calculate the Cronbach's alpha value for the Total Satisfaction and the 9 subscales
characteristics. This will indicate that the questionnaire has good internal consistency and

reliability. This means that both the subscales and the total score of the Job Satisfaction Survey
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(JSS) consistently and accurately measure what they are designed to measure (employee job

satisfaction).

Cronbach’s alpha was computed for all 36 items (after reverse-scoring the appropriate items),
yielding a value of 0.90, which indicates excellent internal consistency for the overall job
satisfaction construct. Table 3 presents the factor scores for the nine subscales. These nine factors
were derived from the original item-level responses (with reverse-scored items appropriately

recorded), rather than from simple summed scores.

Table 3: Cronbach’s a of the 9 subscales items of JSS and Total Satisfaction

Characteristics a

Pay 0,81
Promotion 0,72
Supervision 0,87
Fringe Benefits 0,66
Contingent Rewards 0,74
Operating Conditions -0,13
Coworkers 0,6
Nature of Work 0,77
Communication 0,74
Total Satisfaction 0,9

Source: Author’s Construction

Cronbach’s alpha coefficients show very good reliability for Pay (a=0,81) and Supervision
(a=0,87). Promotion (a=0,72), Contingent Rewards (a=0,74), Nature of Work (a=0,77), and
Communication (a=0,74) demonstrate acceptable consistency. Fringe Benefits factor (a=0.66) is
slightly below the conventional 0.70 cutoff and should be regarded as marginal. Coworkers
item(a=0.60) shows questionable reliability. Operating Conditions exhibits poor - and possibly

inverse - internal consistency (a=-0,13). This finding will be further discussed in Chapter 6.

A factor analysis is not advisable for the JSS given the limited statistical power of our sample
(104 respondents for 36 items). A robust and reliable solution would typically require a much

larger sample - approximately 360 to 500 participants.

The descriptive statistics results regarding the Total Sob Satisfaction and the 9 subscales

categories of JSS questionnaire are given at Table 4.
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Table 4: Descriptive statistics: Results of the 9 subscales items of JSS and Total Satisfaction

Characteristic Mean Median Standard Deviation
Pay 10,99 11 443
Promotion 11,61 12 3,94
Supervision 19,44 21 4,74

Fringe Benefits 11,64 11,5 3,7

Contingent Rewards 13,65 13 4,16
Operating Conditions 10,33 10 2,34
Coworkers 16,95 17 3,45
Nature of Work 17,21 17 3,84
Communication 14,43 15 4,35
Total Satisfaction 126,26 121 23,12

Source: Author’s Construction

According to Table 4 the employees show dissatisfaction for their payment (M=10,99,
Mdn=11, SD=4,43), for their promotion possibilities (M=11,61, Mdn=12, SD=3,94), for their
fringe benefits (M=11,64, Mdn=11,5, SD=3,7) and for the operating conditions (M=10,33,
Mdn=10, SD=2,34). The respondents appeared to be neutral, showing neither satisfaction nor
dissatisfaction for the contingent rewards (M=13,65, Mdn=13, SD=4,16) and for the
communication (M=14,43 Mdn=15, SD=4,35) and they seems to be satisfied from their
supervision (M=19,44, Mdn=21, SD=4,74), their coworkers (M=16,95 Mdn=17, SD=3,45)
and the nature of work (M=17,21 Mdn=17, SD=3,84).

Regarding the total satisfaction score (M=126,26 Mdn=121, SD=23,12), the results indicate

a neutral appreciation, as participants were neither satisfied nor dissatisfied.

This leads to the conclusion that, despite employees’ primary dissatisfaction coming from
extrinsic factors such as pay, promotion and fringe benefits, intrinsic elements like supervisor
and coworker relationships, along with the nature of the work, significantly enhance their

overall job satisfaction.

The Pearson Correlation Coefficient analysis has been done to all the sets of parameters to
measure the linear relationship between all the variables. The result of the analysis is
expressed by the Pearson coefficient, with the , which takes values from -1to 1. If r =1, we
have a perfect positive linear correlation, if r=-1 we have a perfect negative linear correlation

and if r=0 there is no linear correlation between the variables.

At table 5 we can see the result of the analysis and at Figure 3 the correlation matrix.
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Table 5: Pearson Correlation Analysis for all subcategories item and total satisfaction

Satisfaction | PAY | Promotion  Supervision g "o CORBERC FREEME coworkers | NS
Pay 0,83
Promotion 0,68 0,61
Supervision 0,57 0,31 0,22
Fringe Benefits 0,79 0,74 0,52 0,32
Clg:x:;g;;‘t 0,81 0,66 0,55 0.42 0,65
g;’:;iﬂ)‘;gs 0,18 021 0,06 -0,1 0,15 0,07
Coworkers 0,57 0,34 0,15 038 031 0,29 0,02
Nature of Work 0,58 0,44 0,39 0,15 032 0,41 0,05 033
Communication 0,73 0,47 0,38 0,37 0,54 0,54 0 0,5 031

Source: Author’s Construction
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Figure 3: Correlation matrix, Source: Author’s Construction

From the Figure 3 we can see all subcategories’ items and total satisfaction have mainly positive
correlation. Total satisfaction is influenced very strongly and primarily by payment (r=0,83),
contingent rewards (r=0,81), fringe benefits (r=0,79), communication (r=0,73) and they are
following by promotion (r=0,68), nature of work (0,58), coworkers (0,57) and supervision (0,57).
Operation conditions (r=0,18) do not seem to influence much the total satisfaction. Correlation
matrix shows the strong relationship between total satisfaction and mainly extrinsic rewards

followed by intrinsic rewards.
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It is also shown that payment has strong correlation with fringe benefits (r=0,74) and contingent
rewards (r=0,66), as well as with promotion (r=0,61). Also payment has visible positive
relationship with communication (r=0,47), nature of work (r=0,44), coworkers (r=0,34) and
supervision (0,31) but the data exhibits high dispersion. Between payment and operating

conditions a very slight relationship is present, but the variables are mostly independent (r=0,21).

Moreover, promotion has high correlation with contingent rewards (r=0,55) and fringe benefits
(r=0,52). Also promotion has visible positive relationship with nature of work (r=0,39) and
communication (r=0,38) but the data exhibits high dispersion. Between promotion and
supervision a very slight relationship is present, but the variables are mostly independent (r=0,22).
A very slight, almost independent relationship, is shown between promotion and coworkers

(r=0,15). Finally promotion shows almost no relationship with operating conditions (r=0,06).

Furthermore, it is shown that supervision has visible positive relationship with contingent rewards
(r=0,42), coworkers (r=0,38), communication (r=0,37) and fringe benefits (r=0,32) but the data
exhibits high dispersion. A very slight, almost independent relationship, is present between
supervision and nature of work (r=0,15). Finally supervision shows almost no relationship, or very

slightly negative correlation with operating conditions (r=-0,1).

Fringe benefits have also strongly positive correlation with contingent rewards (r=0,65). This
means that employees perceive positively all the types of tangible rewards and they desire
competitive compensation, strong financial incentives, and comprehensive benefits. Rather than
being mutually exclusive, these factors operate concurrently. Fringe benefits are also highly
related with communication (r=0,54). Furthermore they have visible positive relationship with
nature of work (r=0,32) and coworkers (r=0,31) but the data exhibits high dispersion. Between
fringe benefits and operating conditions a very slight, almost independent relationship, is shown

(r=0,15).

Contigent rewards are highly related with communication (1=0,54). Moreover, they have visible
positive relationship with nature of work (r=0,41) but the data exhibits high dispersion. Between
fringe benefits and coworked a very slight relationship is present, (r=0,29). Finally contingent

rewards shows almost no relationship with operating conditions (r=0,07).
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Coworkers are highly related with communication (r=0,5) and they have visible positive

relationship with nature of work (r=0,33) but the data exhibits high dispersion.

Moreover nature of work has correlation with communication but the data are quite dispersed

(=0.31).

Last but not least, it can be underlined that operating conditions appear to have very slight or no
effect on overall satisfaction and the subcategories’ items. More precisely for the three
relationships that were not mentioned previously, operation conditions show almost no

relationship with nature of work (r=0,05), coworkers (r=0,02) and communication (r=0).

5.3 Demographic characteristics relationship with JSS questionnaire
factors

After creating the histogram of Total Satisfaction and the histograms of the 9 subcategories, data
do not follow normal distribution but, in some cases, seem to be close to normal distribution. For
this reason, and to cover all the cases they were applied: (a) independent samples t-tests and One-
Way Analysis of Variance (ANOVA) to compare two and more than two independent groups,
respectively and (b) a non-parametric alternative: the Mann-Whitney U test for comparing two
independent groups and the Kruskal-Wallis test for scenarios involving more than two groups.
The results for t-tests and ANOVA tests are presented in Table 6 and the results of Mann-Whitney
U test and Kruskal-Walli’s test in Table 7.
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Table 6: Results of t-tests and ANOVA tests

Gender

Age

Family
Status
Number of
Children
Educational
Level
Years of
Employment
in Current
Job

Department

Hierarchical
position in
current job

Monthly Net

Income
Overtime
‘Work

Total
Satisfaction

0,056
0,742
0,548
0,514

0,559

0,135

0,129

0,363

0,099
0,723

Pay

Promotion

0,151
0,483
0,429
0,388

0,708

0,214

0,052
0,83

Source: Author’s Construction

Supervision

0,165

0,37

(=)

0,565

0,981

0,091

0,261

0,917
0,51

Fringe
Benefits

0,05
0,473
0,719
0,715

0,347

0,366

0,825

0,73

0,374
0,619

Contingent
Rewards

0,15
0,785
0,82
0,272

0,57

0,167

Table 7: Results of U-mann test and Kruskal-Wallis tests

Gender

Age

Family
Status

Number of
Children

Educational
Level

Years of
Employment
in Current
Job

Department

Hierarchical
position in
current job

Monthly Net
Income

Overtime
Work

Total
Satisfaction

0,065

0,487

0,552

0,443

0,662

0,095

0,094

0,249

0,105

0,776

Pay

0,908

Promotion

0,141

0,413

0,429

0,414

0,644

0,326

0,097

0,931

Source: Author’s Construction

Supervision

0,249
0,358

0,003

(=]

0,875

0,885

0,93

0,674

Fringe
Benefits

0,069

0,435

0,756

0,695

0,422

0,33

0,727

0,648

0,345

0,624

Contingent
Rewards

0,117

0,555

0,834

0,273

0,679

0,227

0,46

Operating
Conditions

0,697
0,074
0,524
0,753

0,322

0,308

0,367

0,381

0,087
0.06

Operating
Conditions

0,839

0,08

0,57

0,887

0,35

0,33

0,549

0,414

Coworkers

0,841
0,972
0,706

0,604

Coworkers

0,683

0,941

0,539

0,729

0,977

0,271

0,1

0,438

0,409

0,606

Nature
of
Work

0,357
0,274
0,152
0,242

0,741

Nature
of
Work

0,192

0,275

0,105

0,264

0,892

0,033

0,074

0,457

Communication

0,154
0,982
0,063
0,197

0,052

0,388

0,372

0,499

0,166
0,321

Communication

0,138

0,962

0,065

0,237

0,058

0,415

0,313

0,313

0,218

0,271

Both analytical approaches gave similar quality conclusions, however, because the data deviate

from normality, we will base our conclusions on non-parametric tests (Mann—Whitney U test and
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Kruskal-Wallis’s test). We will highlight figures with p < 0.05 to show substantial differences

between groups, and we will provide a detailed analysis of gender differences.

In Figure 4 we can see the relationship between Pay and Monthly Net Income.

1.700 - 2.200€

1.300 - 1.700€

1.000 - 1.300€

> 2.200€

< 1.000€

Figure 4: Pay and Monthly Net Income with Kruskal-Wallis test, Source: Author’s Construction

As it is understood people with higher income than 1.700€ are more satisfied regarding their
payment rather than people with Monthly Net Income lower than 1.700 euros, especially the
participants with net income lower than 1.000 are quite dissatisfied by their payment. The
interesting thing is that employees with net income between 1700 and 2.200 euros are happier
than employees with net income more than 2.200 euros, probably because over 2.200 euros are
very qualified and longtime employees that desire better payment or they believe they deserve

more than their actual income.
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In Figure 5 we can see the relationship between Promotion and Hierarchy.

Promotion

Supervisor / Division Head

Employee

Director

Figure S: Promotion and Hierarchy with Kruskal-Wallis test, Source: Author’s Construction

As we can see Director are much more satisfied with their position as they almost reached the
highest level of their career path, while Supervisor are more satisfied than the employees as they

are also be promoted during their career life.

In Figure 6 we can understand the relationship between Supervision and Family Status.

Supervision
@O
(@)

(O]
Other (Divorced/Widowed)
(@}
Married
(@}
5

10 15 20 25

Unmarried

chi-sq=11.7,P=0.003

Figure 6: Supervision and Family status with Kruskal-Wallis test, Source: Author’s Construction
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Unmarried individuals report higher satisfaction with supervision compared to their divorced,
widowed, or married counterparts. This finding will be further explored by cross-referencing it

with results related to supervision and the presence of one or more children.

In the Figure 7 it is checked the relationship between the Supervision and the Department where

the participants are working.

Supervision

Supply Chain / Warehouse

Production / Manufacturing

Other

Commercial / Sales

Administration / Finance

U
-
]
[}
]
[as]
[
u

Figure 7: Supervision and Department with Kruskal-Wallis test, Source: Author’s Construction

It is shown that employees are much happier with their supervisors in Commercial/Sales
Departments while they are following from departments other than the one questioning,
administration/finance department, production/manufacturing department and supply chain

department.
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In Figure 8 is shown the relationship between Contingent Rewards and Hierarchy

Supervisor / Division Head @

Contigent Rewards

Employee

Director

Zina Veresoglou Key factors that influence job satisfaction in

Figure 8: Contingent Rewards and Hierarchy with Kruskal-Wallis test, Source: Author’s Construction

Directors that are working on the highest level roles are reporting the greatest satisfaction with

contingent rewards (e.g. bonus) following by Supervisors/Division Heads. Due to their increased

responsibilities, it is reasonable for individuals at higher hierarchical levels to receive greater

contingent rewards. These rewards are aligned with their higher performance expectations and

achievements, which typically increase as one moves up the organizational hierarchy.

In Figure 9 the relationship between Contingent Rewards and Monthly Net Income is checked.

1.700 - 2.200€

1.300 - 1.700€

1.000 - 1.300€

> 2.200€

< 1.000€

Contigent Rewards

QO (@)
¢ o
10 15 20 25

5

Figure 9: Contingent Rewards and Monthly Net Income with Kruskal-Wallis test, Source: Author’s

Construction
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Employees earning more than 2.200€, likely are working in more specialized or higher-
responsibility roles, so they are reporting the greatest satisfaction with contingent rewards (e.g.
bonus). They are followed by those earning 1.700€ - 2.200€, 1.300€ -1.700€, and 1.000€- 1.300¢€.
Notably, employees earning less than 1,000€ also appear quite satisfied, possibly because

contingent rewards help them maintain a satisfactory standard of living.

Figure 10 shows the relationship between Operating Conditions and Overtime Work.

Operating Conditions

Very often
Rarely
Often

Never

Figure 10: Operating Conditions and Overtime Work with Kruskal-Wallis test, Source: Author’s
Construction

As shown in Figure 10, perceptions of Operating Conditions are strongly associated with the
frequency of overtime work. Respondents who rarely work overtime report notably higher
satisfaction than those who work overtime often or very often. The group that never works
overtime is too small (n = 2) to support reliable inference and is therefore not considered in the

analysis.
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At Figures 11 and 12 are shown the relationship between Nature of Work and Years of

Employment and between Nature of Work and Net Monthly Income.

Nature of Work

8- 15 years
4 -7 years
1-3years
>15years

<1 year

Figure 11: Nature of Work and Years of Employment with Kruskal-Wallis’s test, Source: Author’s

Construction

Nature of Work

1.700 - 2.200€
1.300 - 1.700€
1.000 - 1.300€

>2.200€

< 1.000€

10 15 20

Figure 12: Nature of Work and Monthly Net Income with Kruskal-Wallis test, Source: Author’s
Construction

Figure 11 indicates that employees with longer tenure in their current role report higher
satisfaction with the nature of their work. This pattern is intuitive: remaining in a position for

many years is often consistent with finding the work itself satisfying.

From figure 12 it can be observed that the most satisfied employees are those earning between
1.700€ and 2.200€, followed by those with salaries between 1.300€ and 1.700€. Next come
employees earning more than 2.200€, followed by those earning less than 1.000€, while the least
satisfied group appears to be those with salaries between 1.000€ and 1.300€.
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5.4 Gender Differences and Differences because of Family Obligations

In the Figure 13 we compare men and women on overall job satisfaction and the nine subscales.

Total Satisfaction Contigent Rewards
Male Male ®
Female Female .
100 150 5 10 15 20 25

Operating Conditions

Male Male
Female Female
Coworkers
Male Male
@
Female Female .
5 10 15 20 25
Supervision Nature of Work
Male ® Male
Fermale '. ® Female

Fringe Benefits

L
Male Male
LE]
Female Female
@

5 10 15 20 5 10 15 20

Figure 13: Male and Female results of Total Satisfaction and all subcategories’ items of Mann-

Whitney U test, Source: Author’s Construction

Women report lower satisfaction than men on overall satisfaction and on seven of the nine
subscales. The only areas with comparable ratings are Coworkers and Operating Conditions.
Accordingly, women are less satisfied than men with Pay, Promotion opportunities, Fringe

Benefits, Contingent Rewards, Supervision, Nature of Work, and Communication.
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From the above we can understand that there are still gaps in payment between women and men
that lead to lower satisfaction. Women, also, understand that they are having less promotion
opportunities than man. Additionally, they consider that the Fringe Benefits do not match their
needs (probably because they are facing extra challenges because of childcare and maternal leave).
Moreover, contingent rewards like bonuses do not follow their expectation. Regarding supervision
they are showing that they need differential support and empathy for their family obligation as

children care.

Furthermore, and regarding nature of work they can face less autonomy or enrichment, more
administrative labor and fewer high - impact assignments which lead to reduced intrinsic
satisfaction. Finally, and regarding communication, women may face meeting times outside core
working hours which disturbs their personal lifetime. Moreover, lower feedback and less empathy

in their internal company communication can depress communication ratings.
As we tried to analyze even more, in Figure 14 is shown the differences in appreciation of

supervision for all participants and only women participants with no children and with one or

more children.
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Supervision
©
® @@

One or more

MNone

Supervision (Women)

One or more &

None

Figure 14: Supervision according to Number of Children for all participants and Women with

Mann-Whitney U test, Source: Author’s Construction

As we saw previously at Figure 6 there is a significant difference between the family status and
the satisfaction of supervision. According also to Figure 14 participants with no children seem to
be much more satisfied with their supervision than those with one or more children. This
observation is quite striking for women with one or more children which report lower satisfaction
with supervision than every other category. This pattern is consistent with greater needs for
schedule flexibility, and supportive communication from supervisors. When these needs are not
met, through limited flexibility, unpredictable hours, or low perceived understanding, supervisory

satisfaction is declining.
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6. Proposals

6.1 Discussion and Proposals

According to the results exported to the previous chapter we can conclude with some very

important outcomes.

Export-oriented companies or subsidiaries of multinationals should try to align international
standards for employee compensation, given that payment is the key driver of total satisfaction.
These employees interact with companies and colleagues abroad and can make direct comparisons
of their remuneration. Employers should, also, consider the rising cost of living in Greece and

ensure compensation that supports a satisfactory standard of living.

Moreover, and regarding the contingent rewards, as the employees show neutral appreciation,
performance - based compensation and benefits should align with models used by major
international companies, and employees should perceive them as fair and directly connected with
their performance. Particular emphasis should be placed on low-paid employees, who should be
supported through additional benefits that would improve their quality of life and increase their

real income.

Furthermore, companies should continue to offer and enhance their fringe benefits such as health
insurance, consistent additional benefits, provision of fuel and company cars etc. because these
benefits consistently act as an additive to salary, improving the standard of living and increasing
the satisfaction index. Indeed, with recent global developments and the explosive rise in energy

costs, providing benefits like fuel would create a climate of satisfaction and relieve employees.

Additionally, as promotion is a very important factor that influences total satisfaction, a clearly
defined, standardized career path should be established and consistently followed by all
employees. From the outset of employment, they should know the progression they can expect,
the requirements they must meet, the feedback that are going to get, the performance standards
they will be held to, and the rewards they will receive - including promotions at predetermined

intervals.

To improve internal company communication, it will be important for employees to take part in

regular meetings within teams and with their respective supervisors. In these meetings, employees
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should be thoroughly informed about their duties and accomplishments. Furthermore, employees
should receive regular, constructive, and honest feedback. Additionally, meetings with
management are crucial for employees to be updated on the company's strategy, progress, and

overall results.

Companies should maintain and enhance the high quality of supervision (which will be examined
further below in relation to gender and family responsibilities) and foster strong relationships

among coworkers.

With respect to Operating Conditions and the limited conclusions that can be drawn, it would be
advisable to monitor the workload of employees who perform substantially overtime. Based on
this monitoring, departments should either be reinforced with additional staff or pursue solutions
and system improvements that help efficiency and productivity. It would also be important to

explore the possibility of enhancing mobile work to reduce transport time and increase flexibility.

Regarding the differences between genders in almost every subcategory and in the grade of total
satisfaction, special measurement should be taken. First, companies should apply pay
transparency, they must follow pay-transparency rules and publish salary data by gender.
Moreover, a clear job evaluation must be applied, companies should judge roles by required skills
and responsibilities without any differences between men and women. New laws that could be
applied for balanced parental leave could, also, help as they are offering mandatory, well - paid

paternity leave to prevent mothers from being unfairly penalized because of their absence.

A clear promotion process should be applied by using fair, objective criteria to make promotion
decisions and a formal analysis should confirm that promotions are awarded equitably to both
men and women. Both genders should take part in mentoring and coaching programs that help
both to move into leadership roles and achieve senior management positions and Board of

Directors.

Finally flexible hours and remote work policies should be applied to companies to support work
life balance for both genders and especially for women that they are taking greater responsibility

for family’s obligations.
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The last proposal is enhanced also by the results regarding supervision along with number of
children. Parents with one or more children, especially mothers, should not be disadvantaged by
their supervisors because of increased family responsibilities. On the contrary, companies should
put in place supportive policies, and supervisors should demonstrate empathy, flexibility, and

understanding by offering greater adaptability in office attendance and working hours.

6.2 Suggestions and Further Study

It would be very valuable to conduct the study with more than 500 participants so that factor
analysis can be performed. The research field could include companies of the same type with the
current study operating across Northern Greece, with each department to be participated in the
same proportion to their actual population. In the current investigation, the Commercial

Department had the biggest participation by dominating all the other departments.

Also, as it was shown that employees with many years are more satisfied with their nature of
work, it will be interesting to check the above results also along with questionnaires regarding

work retention intention.

Moreover, as the differences between ages didn’t bring any result from this specific research, it
will be valuable to check the same parameter with a bigger statistical sample to identify

differences and needs across ages and generations.

Since the Operating Conditions subscale showed a weak or even inverse association with job

satisfaction, they are proposed the following steps:

(a) Use the Greek translation of the questionnaire translated by Andreas Tsounis and Pavlos
[Tsounis and Sarafis, 2018], which, also, checked the validity and the reliability of the Greek
Translation of JSS questionnaire. At this specific translation the English question 31. “I have too
mach paperwork” was translating “Eyw mepioootepn ypapeiokpotikn dovield and ot Oo ‘wpeme”
while at the translation used in the current report (official translation of Paul Spector site from Mr
Kontalakis) was translating “Aayododuai moiv we dovieid ypopeiov . The different translation and

interpretation probably altered the result of this specific question at the current questionnaire.

Postgraduate Dissertation 51



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

(b) Tried to reverse question number 15, which, according to the guidelines, is not reverse scored.
The actual question is: My efforts to do a good job are seldom blocked by red tape. Due to the

inherently negative nature of this question, reverse - scoring may be appropriate.

It is crucial to underline that also in bibliography [Tsounis and Sarafis, 2018] the Cronbach factor
a is less than 0,5, so it crucial to find ways to check if there is a minor structural issue at the JSS

questionnaire.

By implementing the above, we will have a study with a sample that represents a broad geographic
population, in extended qualitative analysis and, also, the problematic subscale identified in the

present analysis will likely be corrected.
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7. Conclusions

Following a survey of 104 private-sector employees in Thessaloniki and Kilkis who work in
export - oriented companies and subsidiaries of multinationals, it was found that extrinsic rewards
have a stronger impact on job satisfaction. However, high scores on intrinsic rewards can improve

employees’ overall satisfaction.

Employees report neutral overall satisfaction. They appear not sufficiently satisfied with their
fixed pay and the fringe benefits they receive, and they are not satisfied enough with their
promotion prospects. By contrast, they are quite satisfied with the nature of their work and with
their coworkers. Women report lower satisfaction than men in almost all areas, and employees

with greater family responsibilities need more supportive supervision.

Companies are advised to align compensation and fixed benefits with international company
practices and to benchmark the labor market continuously - not only within Greece but also
internationally - while considering the cost of living in Greece. Open communication and
feedback are essential to maintain good engagement with employees. Special attention should be
given to low-paid employees, who should be supported with additional benefits aimed at

improving their quality of life and real income.

There should be oversighted to ensure that men and women are paid and evaluated in the same
way, and that women are not penalized for absences due to pregnancy and childcare. Additionally,
training, coaching, and advancement opportunities should be comparable for both genders, and
women should be able to reach the highest position available in the organization. HR should

monitor these issues, including tracking gender representation at each career level.

Finally, employees with increased family responsibilities should have open communication with
their supervisor who should demonstrate empathy, understanding, flexibility, and support for the
employee’s demanding responsibilities. Both parents and overloaded employees should have

access to flexible work arrangements, such as remote - mobile work and flexible hours.
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A larger study that will involve employees in similar companies across Northern Greece would
be very interesting to be realized. It is proposed to use the same research design with an improved

and expanded questionnaire, enabling richer and more robust conclusions.

Postgraduate Dissertation 54



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

References

Abrudan, M. M., Matei, M. C., & Roman, T. (2016). The Young Generation of Employees and
Their Attitude towards Work - A Comparison of Three Countries. Current Science, 111(6), 988-
993.

Andreassi, J.K., Lawter, L., Brockerhoff, M., Rutigliano, P. (2012). Job Satisfaction
Determinants: A Study Across 48 Nations. WCBT Faculty Publications, 193-215

Ali, A. D., et al. (2023). Factors Affecting Remote Workers’ Job Satisfaction in Utah: An
Exploratory Study, Environmental Research and Public Health, 20,5736

Alshmemri, M., Shahwan-Akl, L., Maude, P. (2017) Herzberg’s Two-Factor Theory. Life
Science Journal 2017,14(5)

Andrade, M.S., & Westover, J.H. (2018). Generational differences in work quality characteristics
and job satisfaction. Evidence-based HRM: a Global Forum for Empirical Scholarship, 6(3), 287-
304

Amiri, M., Khosravi, A., Mokhtari, A.A. (2010). Job Satisfaction and Its Influential Factors,
Journal of Research in Health Sciences, 10(1), 42-46

Aziri, B. (2011). Job Satisfaction: A Literature Review. Management Research And Practice,
3(4), 77-86

Bakker, A.B., & Demerouti, E. (2007). The Job Demands—Resources model: State of the art.
Journal of Managerial Psychology, 22(3), 309-328.

Basset-Jones, N., & Lloyd, G. C. (2005). Does Herzberg's Motivation Theory Have Staying
Power? Journal of Management Development, 24(10), 929-943.

Belias, D., Koustelios, A., Sdrolias, L., Koutiva, M., Zournatzi, E., & Varsanis, K. (2014).

Motivation and Job Satisfaction among Greek Employees. Prime, 7, 71-87.

Postgraduate Dissertation 55



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Beugelsdijk, S., Maseland, R., & Van Hoorn, A. (2015). Are Scores on Hofstede's Dimensions
of National Culture Stable Over Time? A Cohort Analysis. Global Strategy Journal, 5(3), 223-
240.

Bednarska, M.A., &Szczyt, M. (2015). Variations in job satisfaction in service industries:

comparative international analysis. Foresight, 17(6), 599-615

Brewer, P., & Venaik, S. (2012). On the Misuse of National Culture Dimensions. International

Marketing Review, 29(6), 673-683.

Brown, J. (2016). The relationship between job satisfaction and economic performance: a multi-
national and longitudinal examination. Thesis presented to the Faculty of San Diego State

University.

Brown, S. P., Evans, K. R., Mantrala, M. K., & Challagalla, G. (2005). Adapting Motivation,
Control, And Compensation Research to a New Environment. Journal of Personal Selling & Sales

Management, 25(2), 156-167.

Cable, D. M., & Judge, T. A. (1994). Pay Preferences and Job Search Decisions: A Person-
Organization Fit Perspective. Personnel Psychology, 47, 317-348.

Campbell, J. P., & Pritchard, R. D. (1976). Motivation Theory in Industrial and Organizational
Psychology. In M. D. Dunette (Eds.), Handbook of Industrial and Organizational Psychology (pp.
63-130). Chicago: Rand McNally.

Castillo, J. X., & Cano, J. (2004). Factors Explaining Job Satisfaction Among Faculty. Journal of
Agriculture Education, 45(3), 65-74

Chaturvedi, M. & Raavi, S. (2018). A Study On Employee Job Satisfaction in Different Sectors.
International Journal of Scientific Engineering and Research. ISSN (Online):2347-3878, 105-
108.

Chatzopoulou, M., Vlachvei, A., & Monovasilis, T. (2015, July). Employee's Motivation and
Satisfaction in Light of Economic Recession: Evidence of Grevena Prefecture-Greece.
Proceedings of International Conference of Applied Economics (ICOAE), Procedia Economics

and Finance, (pp. 136-145).

Postgraduate Dissertation 56



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Cheng, L. (2024). A Review of Research on Job Satisfaction. International Journal of Social

Sciences and Public Administration, 3(3)

Chiang, F. (2005). A Critical Examination of Hostede's Thesis and its Application to International

Reward Management. International Journal of Human Resource Management, 16(9), 1545-1563.

Chrysopoulos, P. (2016). Greek Reporter. Minimum Wage Drops Further in Greece. Site:

https://greekreporter.com/2016/08/17/minimum-wage-drops-further-in-greece/

Clark, A., Oswald, A., Warr, P. (1996). Is job satisfaction U-shaped in age? Journal of
Occupational and Organizational Psychology, 69, 57-81

Collins, D. (1998). Organizational Change: Sociological Perspectives. London: Rutledge.

Curzi, Y., Pistoresi B., Coppeta G. F. (2024) Mobile work, individual aspirations and job

satisfaction in Europe. International Journal of Manpower, 45 (4) 820-837

Damij, N., Levnajic, Z., Skrt, V. R., & Suklan, J. (2015). What Motivates Us for Work? Intricate
Web of Factors beyond Money and Prestige. PLoS ONE, 10(7), 2-14.

De Mooij, M. (2005). Global Marketing and Advertising. Understanding Cultural Paradoxes (2nd
ed.). Thousand Oaks: Sage.

De Mooij, M. (2013). On the Misuse and Misinterpretations of Dimensions of National Culture.
International Marketing Review, 30(3), 253-261.

Deci, E.L., & Ryan, R.M. (2000). The “what” and “why” of goal pursuits: Human needs and the

self-determination of behavior. Psychological Inquiry, 11(4), 227-268.

Demousis, M., Giannakopoulos, N. (2007) Exploring Job Satisfaction in Private and Public
Employment: Empirical Evidence from Greece. LABOUR 21 (2) 333-359

Denhardt, R.B., Denhardt, J.V., & Aristigueta, M.P. (2008). Managing human behavior in public

and nonprofit organizations. Los Angeles: Sage Publications, Inc.

Denton, D.K. (1991). What's wrong with these employees? Business Horizons, 34(5), 45-49.

Postgraduate Dissertation 57



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Dimitriadis, E. D., Chatzoglou, P., Theriou, N., & Maditinos, D. (2004). Motivation in the
Workplace as a Competitive Advantage. Empirical Research in Manufacturing Firms in North

Greece.

Djordjevic, B. (2016). Impact of National Culture on International Human Resource

Management. Ekonomske Teme, 54(2), 281-300.

Dulebohn, J. H., & Werling, S. E. (2007). Compensation Research Past, Present and Future.
Human Resource Management Review, 17(2), 191-207. Duttweiler, P. (1986). Educational
Excellence and Motivating Teachers. The Clearing House, 59(8), 371-374.

Ehiobuche, C. (2013). Reading Through Motivational Theories. International Journal of Research
in Commerce & Management, 4(11), 23-27.

Eskildsen J., & Kristensen K. (2026). The relationship between job satisfaction and national

culture. www.emeraldinsight.com/1754-2731.htm

Erez, M., (2008). Social-Cultural Influences on Work Motivation. In G. C. Ruth Kanfer (Eds)
Work Motivation: Past, Present and Future (pp. 501-538). New York: SIOP Organizational

Frontiers Series.

Eurofound (2012). Trends in job quality in Europe. 5* European Working Conditions Survey
Eurofound (2017). Living and Working in Europe.

Eurofound (2025). European Working Conditions Survey 2024.

Fey, C. F. (2005). Opening the Black Box of Motivation: A Cross-Cultural Comparison of

Sweden and Russia. International Business Review, 14(3), 345-367.

French, J.R.P. Jr., Caplan, R.D., Harrison, R.V. (1982). The mechanisms of job stress and strain.
London: Wiley.

Friedlander, F., & Walton, E. (1964). Positive and Negative Motivations toward Work.
Administrative Science Quarterly, 9(2), 194-207.

Janson, P. & Martin, J.K., (1982). Job Satisfaction and Age: A Test of Two Views. Oxford
University Press, Social Forces , 60 (4), 1089-1102.

Postgraduate Dissertation 58



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Garcia-Bernal, J., Gargallo-Castel, A., Marzo-Navarro, M., & Rivera-Torres, P. (2005). Job
satisfaction: empirical evidence of gender differences. Women in Management Review, 20(4),

279-288.

Garcia-Salirrosas, E, et al. (2023). Job Satisfaction in Remote Work: The Role of Positive

Spillover from Work to Family and Work—Life Balance. Behavioral Science, 13, 916

Gaziel, H. (1986). Correlates of Job Satisfaction: A Study of the Two-Factor Theory in an
Educational Setting. Journal of Psychology, 120(6), 613-626.

Gomez-Megjia, L. R., & Welbourne, T. (1991). Compensation Strategies in a Global Context.
Human Resource Planning, 14(1), 29-40.

Hackman, R., & Oldman, G. (1976). Motivation through the Design of Work: Test of a Theory,
16, 250-279

Halpern, G. (1966). Relative Contributions of Motivator and Hygiene Factors to Overall Job
Satisfaction. Journal of Applied Psychology, 50(3), 198-200.

Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002) Business-Unit-Level Relationship Between
Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analysis.

Journal of Applied Psychology, 87(2), 268-279. DOL: 10.1037//0021-9010.87.2.268

Harzing, A. W., (2006). Response Styles in Cross-Cultural Survey Research. International
Journal of Cross Cultural Management, 6(2), 243-266.

Hauff, S., Richter, N. F., & Tressin, T. (2015). Situational Job Characteristics and Job
Satisfaction: The Moderating Role of National Culture. International Business Review, 24(4),

710-723.

Hersey, P., & Blanchard, K. H. (1982). Leadership Style: Attitudes and Behaviours. Training and
Development Journal, 36(5), 50-52.

Herzberg, F. (1965). The Motivation to Work among Finnish Supervisors. Personnel Psychology,
18(4), 393-402.

Postgraduate Dissertation 59



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Herzberg, F. (1987). One More Time: How Do you Motivate Employees? Harvard Business
Review, 65(5), 109-120.

Herzberg, F., Mausner B., & Snyderman B. (1959). The motivation to work. New York: John
Wiley & Sons.

Hines, G. H. (1973). Cross-Cultural Differences in Two-Factor Motivation Theory. Journal of
Applied Psychology, 58(3), 375-377.

Hoffman-Miller, P. (2019). Equity theory. EBSCO, Site: https://www.ebsco.com/research-

starters/politics-and-government/equity-theory

Hofstede, G. (1980a). Culture's Consequences: International Differences in Work-Related

Values. Beverly Hills, CA: Sage Publications.

Hofstede, G. (1980b). Motivation, Leadership, and Organization: Do American Theories Apply
Abroad? Organizational Dynamics, 9(1), 42-63.

Hofstede, G. & Bond, M.H. (1988). The Confucius Connection: From Cultural Roots to

Economic Growth. Organizational Dynamics,16, 5-21.

Hofstede, G., Hofstede, G.J., & Minkov, M. (2010). Cultures and Organizations Software of the
Mind (3rd ed.). Columbus: McGraw-Hill.

Hofstede, G., Neuijen, B., Ohavy, D. D., & Sanders, G., (1990). Measuring Organizational

Cultures. Administrative Science Quarterly, 35, 286-316.

House, R., Javidan, M., Hanges, & Dorfman, P. (2002). Understanding Cultures and Implicit
Leadership Theories Across the Globe: An Introduction to Project GLOBE. Journal of World
Business, 37(1), 3-10.

House. R.J., Hanges, P. J., Javidam, M., Dorfman, P. W. & Gupta, V. (2004). Culture, Leadership
and Organizations. The GLOBE Study of 62 Societies. Thousand Oaks, CA: Sage.

Huang, X., & Vliert, E. V., (2003). Where Intrinsic Job Satisfaction Fails to Work: National

Moderators of Intrinsic Motivation. Journal of Organizational Behavior, 24, 159-179.

Postgraduate Dissertation 60



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Hui, C.H., Triandis, H.C., & Yee, C. (1991). Cultural Differences in Reward Allocation: Is

Collectivosm the Explanation? British Journal of Social Psychology, 30, 145-157.

Issa Eid, M. T. (2016). What Do People Want From Their Jobs? A Dual Factor Analysis Based

on Gender Differences. Journal of Social and Economic Statistics, 5(1), 42-55.

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The Job Satisfaction—Job
Performance Relationship: A Qualitative and Quantitative Review. Psychological Bulletin,

127(3), 376-407. DOI: 10.1037//0033-2909.127.3.376

Kivak B., & Karkin, N. (2022) Job characteristics and public service motivation among highly-
qualified public employees. Asian Pasific Journal of Public Administration, 45(4), 1-18.

Koustas, S. (2019). Employee Motivation and Job Satisfaction in Post-Austerity Greece: A

Quantitative Study. Dissertation manuscript, San Diego, California.

Kristensen N, Johansson E. (2006). New evidence on cross-country differences in job satisfaction

using anchoring vignettes. Labour Economics 15 (2008), 96-117.

Kumari, G., Joshi, G., Pandey, K.M. (2014). Analysis of Factors Affecting Job Satisfaction of
Employees in Public and Private Sector. ITEMT, EISSN: 2321-5518, 3(1), 11-19.

Locke, E.A. (1976). The Nature and Causes of Job Satisfaction. In Dunnette, M.P. (Ed.)
Handbook of Industrial and Organizational Psychology, Chicago: Rand McNally, pp. 1297-1350.

Lopes, H., Lagoa S., Calapez, T. (2014). Work autonomy, work pressure, and job satisfaction:
An analysis of European Union countries. The Economic and Labour Relations. Review (2014),

25 (2,) 306-326.

Lucas, S., Job Characteristic Model: A Practical Guide. Academy to Innovate HR. Site:

https://www.aihr.com/blog/job-characteristics-model/

Luthans, F., Youssef, C.M., & Avolio, B.J. (2007). Psychological Capital: Developing the

competitive human edge. Oxford University Press.

Macarov, D. (1972). Work Patterns and Satisfactions in an Israeli Kibbutz: A Test of the Herzberg
Hypothesis. Personal Psychology, 25(15), 483-493.

Postgraduate Dissertation 61



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Martin L & Omrani N. (2015). An assessment of trends in technology use, innovative work

practices and employees’ attitudes in Europe. Applied Economics, 46(6), 623-638.
Maslow, A.H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-396.

Matei, M., & Abrudan, M. (2013). Cultural Dimensions and Work Motivation in the European

Union. Annals of the University of Oradea, Economic Science Series, 22(1), 1511-1519.

Matsaganis, M., Leventi, C. (2014). The Distributional Impact of Austerity and the Recession in
Southern Europe. South European Society and Politics, 19(3), 393-412.

McLeod, S. (2025). Maslow’s Hierarchy of Needs, Simply Psycology.

Memoly, V. (2024). Crisis and Job Satisfaction in the European Area. Journal of History and
Philosophy, 1(7), 13-30

Meyer, J.P., Allen, N.J. (1991). A three-component conceptualization of organizational
commitment. Human Resource Management Review, Spring 1991, 1(1), 61-89. Site:

https://doi.org/10.1016/1053-4822(91)90011-Z

Mihajlov, S. & Mihajlov, N. (2008). Comparing public and private employees’ job satisfaction
and turnover intention. MEST Journal, DOI 10.12709/mest.04.04.01.08, 75-86.

Minkov, M., & Hofstede, G. (2014). A Replication of Hofstede's Uncertainty Avoidance
Dimension across Nationally Representative Samples from Europe. International Journal of

Cross Cultural Management, 14(2), 161-171.

Minkov, M., & Hofstede, G. (2011). The Evolution of Hofstede's Doctrine. Cross Cultural

Management-An International Journal, 18(1), 10-20.

Milovanska — Farrington, S. (2023). Gender differences in theassociation between
jobcharacteristics, and work satisfaction and retention. American Journal of Business, 38(2), 62-

88

Montuori, P., et al. (2022). Job Satisfaction: Knowledge, Attitudes, and Practices Analysis in a
Well-Educated Population. International Journal of Enviromental Research and Public Health,

19(21), 1-12.

Postgraduate Dissertation 62



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Morris, A. (2021) Range of Affect Theory — A Complete Guide, Site:

https://emexmag.com/range-of-affect-theory/

Nappo, N. (2025) Gender differences in job satisfaction across Europe: do men and women
experience work differently? Journal of Economic Studies, e-ISSN: 1758-7387, p-ISSN: 0144-
3585, DOI 10.1108/JES-01-2025-0051

O’Brien, G.E., & Dowling, B. (1981). Age and Job Satisfaction*. Australian Psychologist, 16(1),
49-61.

Organ, D.W. (1998) Organizational Citizenship Behavior: The Good Soldier Syndrome.

Lexington Books, Lexington.

Pacheco, G., De Wet van der Westhuizen, Ghobadian, A., Webber, D.J., O’Regan, N. (2016) The
Changing Influence of Societal Culture on Job Satisfaction across Europe. British Journal of

Management, 27, 606—-627.

Pandey, P., & Asthana, P. K. (2017). An empirical study of factors influencing job satisfaction
Indian Journal of Commerce & Management Studies 8(3), 96-105, ISSN: 2249-0310 EISSN:
2229-5674.

Passalidis, V. (2017). An exploration of the variations in motivation of sales people working for
the same organization but in different cultures. A case - study. MA Sales Management

Dissertation

Pavlidou, V. (2022). The impact of Work-Life Balance on employee job satisfaction and
retention: A study on millennials employees in the private sector in Greece. Postgraduate

Dissertation, M.B.A, Hellenic Open University.

Peek, S. (2026) Elton Mayo’s Human Relations Theory: Definitions & Legacy. Site:

https://www.business.com/articles/management-theory-of-elton-mayo/

Ryan, R.M., & Decy, E.L. (2000). Self-determination theory and the facilitation of intrinsic

motivation, social development, and well-being. American Psychologist, 55(1), 6878

Postgraduate Dissertation 63



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Schaufeli, W.B., & Bakker, A.B. (2004). Job demands, job resources, and their relationship with
burnout and engagement: A multi-sample study. Journal of Organizational Behavior, 25, 293—

315.

Siegrist, J. (1996). Adverse health effects of high-effort/low-reward conditions. Journal of
Occupational Health Psychology, 1(1), 27-41.

Skordoulis, M., Sarvanaki, G., & Chalikias, M. (2014, September). The impact of the economic
crisis on the construction sector in Greece. Paper presented at the 9th eRA International Scientific

Conference.

Sorensen, K. L., & Yim, F. H. K. (2009). Does the Job Satisfaction - Job Performance
Relationship Vary Across Cultures? Journal of Cross-Cultural Psychology, 40(5), 761-796.

Sousa-Poza, A., Souza-Poza, A.A. (2000). Well-being at work: a cross-national analysis of the

levels and determinants of job satisfaction. Journal of Socio-Economics, 29, 517-538

Spector, P.E., (1985). Measurement of Human Service Staff Satisfaction: Development of the

Job Satisfaction Survey. American Journal of Community Psychology, 13(6), 693-713.

Spector, P.E., Industrial and Organizational Psycology, Site:

https://paulspector.com/assessments/pauls-no-cost-assessments/job-satisfaction-survey-jss/

Staw, B. M., & Ross, J. (1985). Stability in the midst of change: A dispositional approach to job
attitudes. Journal of Applied Psychology, 70(3), 469—480.

Steers, R. M., Mowday, R. T., & Shapiro, D. (2004). The Future of Work Motivation Theory.
Academy of Management Review, 29(3), 379-387.

Taylorism, Munich Business School. Site: https://www.munich-business-

school.de/en/l/business-studies-dictionary/taylorism

Tett, R.P. and Meyer, J.P. (1993) Job Satisfaction, Organizational Commitment, Turnover
Intention, and Turnover: Path Analyses Based on Meta-Analytic Findings. Personnel Psychology,

46, 259-293

Postgraduate Dissertation 64



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Thomsin, L., Tremblay D-G., Exploring the diversity of mobile working: a detailed examination

on the sequences of workplaces and job satisfaction. The journal of E-working, 2, 47-66.

Triandis, H. C. (1982). Review of Culture's Consequence: International Differences in Work-

Related Values. Human Organization, 32, 86-90.

Tsounis, A., & Sarafis, P. (2018). Validity and reliability of the Greek translation of the Job
Satisfaction Survey (JSS). BMC Psychology, 6, Article 27

Upchurch, R. S., Davies, R., & Sverdlin, O. (2000). Motivation of the Russian Worker: An

Evolutionary Process. Tourism Management, 21(5), 509-514.

Venaik, S., & Brewer, P. (2016). National Culture Dimensions: The Perpetuation of Cultural

Ignorance. Management Learning, 47(5), 563-589.

Wahba, M. A., & Bridwell L. G. (1976). Maslow Reconsidered: A Review of Research on the
Need Hierarchy Theory. Academy of Management Proceedings, 514-520.

Watson, T. (1994). Linking Employee Motivation and Satisfaction to the Bottom Line. CMA
Magazine, 68(3), 4.

Wernimont, P. F. (1966). Intrinsic and Extrinsic Factors in Job Satisfaction. Journal of Applied

Psychology, 50(1), 41-50.

Westover J.H. (2012). The job satisfaction-gender paradox revisited. A cross-national look at
gender differences in job satisfaction, 1989-2005. Journal of Global Responsibility, 3(2), 263-
277.

Westover J.H. (2012). Comparative welfare state impacts on work quality and job satisfaction: A

cross-national analysis. International Journal of Social Economics, 39(7), 503 — 525.

Wiley, C. (1997). What Motivates Employees According to over 40 years of Motivation Surveys.
International Journal of Manpower, 18(3), 263-280.

Williamson, D. (2002). Forward from a Critique of Hofstede's Model of National Culture. Human
Relations, 55(11), 1373-1395.

Whingham, S. K. (1991). The Dispositional Approach to Job Satisfaction: Trait or State?

Postgraduate Dissertation 65



OPEN G
UNIVERSITY reece

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

Zhu, Y. (2013). A Review of Job Satisfaction. Asian Social Science, 9(1), 293-298

Postgraduate Dissertation 66



L

HELLENIC
OPEN

Appendix A: Dissertation questionnaire and first results

Zina Veresoglou Key factors that influence job satisfaction in
UNIVERSITY Greece

JOB SATISFACTION SURVEY
Paul E. Spector
Department of Psychology
University of South Florida
Copyright Paul E. Spector 1994, All rights reserved.
PLEASE CIRCLE THE ONE NUMBER FOR EACH QUESTION g 2
THAT COMES CLOSEST TO REFLECTING YOUR OPINION z E 2 5 8
> % 5 > B g
ABOUTIT. FE2 33 :
@ = o> 3 3 3
A 8 8a < < <
1 I feel T am being paid a fair amount for the work I do. 1 228+ 3 8
2 There is really too little chance for promotion on my job. Il & 3 & 3 @
3 My supervisor is quite competent in doing his/her job. 1 2 3 5 @
4 I am not satisfied with the benefits I receive. 1 238 4 7 8
) When I do a good job, I receive the recognition for it that I should receive. 1 28 4 3 8
6 Many of our rules and procedures make doing a good job difficult. 1 2 3 & 3 9
7 I like the people I work with. 123456
8 I sometimes feel my job is meaningless. I 28 %+ 3 @
9 Communications seem good within this organization. I 2 3 & 3 @
10 Raises are too few and far between. 123 456
11 Those who do well on the job stand a fair chance of being promoted. 1 23 438
12 My supervisor is unfair to me. L 28 %+ 38
13 The benefits we receive are as good as most other organizations offer. I 23 % 5 6
14 I do not feel that the work I do is appreciated. I 22 % 98
15 My efforts to do a good job are seldom blocked by red tape. I 28 « 3 @
16 I find T have to work harder at my job because of the incompetence of 1 2 2 & 5 6
people I work with.
17 I like doing the things I do at work. I 2 5 & 3 @
18 The goals of this organization are not clear to me. I 58 & 35 @
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PLEASE CIRCLE THE ONE NUMBER FOR EACH QUESTION ;; g B 5
THAT COMES CLOSEST TO REFLECTING YOUR OPINION 5 ] fg_], b B 2
ABOUTIT. s P 5 >3 B
2. & 2 = =
Copyright Paul E. Spector 1994, All rights reserved. %f’ %f’ ;r? ,:_'3 8 8
a8 a8 < < <
. . . 1 2 3 4 5 6
19 I feel unappreciated by the organization when I think about what they pay
me.
. 1 2 3 4 5
20 People get ahead as fast here as they do in other places.
21 My supervisor shows too little interest in the feelings of subordinates. 1 28 49 8
22 The benefit package we have is equitable. 1 28 4 306
23 There are few rewards for those who work here. 123 456
24 I have too much to do at work. 123 456
25 I enjoy my coworkers. 123 456
26 I often feel that I do not know what is going on with the organization. I 23 8 3 86
27 I feel a sense of pride in doing my job. 123 456
: ; : 1 2 3 4 5 6
28 I feel satisfied with my chances for salary increases.
29 There are benefits we do not have which we should have. 1 28 & 3 &
30 I like my supervisor. 123 456
31 I have too much paperwork. 1 23 48 &
32 I don't feel my efforts are rewarded the way they should be. 1 28 4 a6
33 I am satisfied with my chances for promotion. I 28 #8353 86
34 There is too much bickering and fighting at work. 1 238 ¢ 3 8
35 My job is enjoyable. 1 28 4 308
36 Work assignments are not fully explained. I 28 & 3 &
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O1 onNUAVTIKOTEPOI TTAPAYOVTEC TTOU
eTTNPEEACOUV TNV EPYACIOKN
IKAVOTTOIiNON OTOV IDIWTIKO TOMEQ OTNV
EANGOQ

Y10 mAaiolo NG poltnong Hou we petamtuyxtakn dottitpla oto EAANVIKO AVOLKTO
Mavemnotr Lo oto mpoypappa Master in Business Administration (MBA) Sievepyw tnv
SumAwpatiki epyacia pe Titho «OL oNUAVTIKOTEPOL TTAPAYOVTEG TTOU EMNPEAIOUV TNV
EPYQOLOKN LKOVOTIOINON OTOV LOLWTLKO Topéa otnv EANGda». H €peuva ameuBivetal
o€ UTTOAANAOUG TOU LELWTLKOU TOUEQ, TTOU £pYALOVTOL O€ EAYWYLKEG ETOLPELEG I OF
TIOPOPT AT TTOAUEBVIKWYV ETALPELWY OTN Bopeta EAAASa kol amattel 5 pe 8 Asmta
yla TN CUMTMARPWOTN ToU.

Ot amavtioelg oag Ba eival amoAUTWS avwWVUHEC Kal &g Ba cuAAEXBoUV TPOCWTILKA
otoleia. Ol amavtnoslg oo Ba xpnotpomnotnfouv HOVo yLa OTATLOTIKOUE OKOTIOUG TNG
ETILOTNOVLKAG EPEVVALG.

Z0G EUXOPLOTW YLAL TNV CUMMETOXA 006

Bepecoyhou Znva
std134183@ac.eap.gr

K Vor AR~ "o

r ’
TLIUWUCLRVUCL WLULLUU MC VI cpw L VUL

1. Aivw Tn ouykaTtdbear) YOU va CUPUETAOXW OTNV £peuva *
Na ertionuaivetat uovo uia EAAewn.
Na MNapaBAeyn kot uetaBaon otnv epwtnon 2

OxL MapaBAeyn kat uetaBaon otnv evotnta 4 (Euxaplotieg)

A.: Anpoypa@ika ZToixEia

2. A01. Iévog

Na ertionuaivetat uovo uia EAAewn.
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Avbpag
Mfuvaika

3. A02. HAIkia
Na ertionuaivetat uovo uia EAAewn.

18 - 25 eTtwv
26 - 35 eTwv
36 - 45 eTwv
46 - 55 gTwv

55+ eTwv

4, A03. Oikoyevelakn Katdotaon

Na erionuaivetat uovo pio EAAsLYn.
Avapog/n

‘Eyvapog/n

AN\N mepintwon (Atalevypévoc/n, Xnpoc/a)

5. A04. ApiBuog TEkvwv
Na ertionuaivetat uovo uia EAAewn.

Kavéva
'Eva ) tepLocotepa

6. A05. Emritredo EkTraideuong

Na erionuaivetat uovo pio EAAsLYn.

Postgraduate Dissertation

70



OPEN

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
| N

UNIVERSITY Greece

Anodotrog Yroxpewtikng Ekmaidevong
Anodortog ILE.K.

Anodottog A.E.I/T.E.I.
Kdtoxog Metamtuxlakou

Kdtoxog Adaktoplkou

7. A06. 'ETn gpyaciag otnv Tapouoa dOUAEIG 060G Na emtonuaivetal

Hovo uia EAAeLYn.
<1 €t0g
1-3¢€mn
4-7 ¢t
8-15¢tn

15 + €t

8. AQ7. AiguBuvon / TuRua
Na ertionuaivetat uovo uia EAAewn.
Eumopikn / MwAnoELg
Napaywyn / Katoaokeun
Awaxeiplon Epodlactikng AAuoidag / AmoBnkn
Aloiknon / Owkovouikn
AMN\o

9. AO08. lepapxikr Béon oTnv TTapoUca epyaacia
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Noa ertionuaivetat uovo pia EAAewn.
YriadAAnAog
Mpoiotauevog / Mpolotduevog TURUATOG

AteuBuvtnig

10. A09. Mnviaio KaBapd Eicdédnua
Na erionuaivetat povo pia EAAsYn.

<1.000€

1.000 - 1.300€
1.300 - 1.700€
1.700 - 2.200€

>2.200€

11. A10. Epyaoiag ektd6G Qpapiou - YTTeEpwpieg
Na ertionuaivetal uovo pia EAAewn.

MNoté
Iravia
Zuxva

MoAU Zuxva

B: EpwtnuatoAdyio Epyaoiakng Ikavotroinong

To epwtnuatoAdyLo ivatl cUpdwvo pe tnv EPEYNA EPTAZIAKHZ IKANOMOIHZHZ tou
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Paul E. Spector, Tuiua Wuxoloyiag Navemniotipio tng Notiou GAdpvtag Copyright
Paul
E. Spector 1994, All rights reserved - Metdadpaon Dr Georgios Kontalatis

12. B0O1. AicBdavopai 611 apeifouar dikala yia Tn OOUAEIG TTOU KAVW.

1. Aladwvw amoAvta
2. Aladwvw peTpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. ZupdwvVwW anodAuta

1 2 3 4 5 6

WW W W W W

13. B0O2. YTrapyel pikpr) mTOavotnTa Tpoaywyng otn OoUA&id pou.

1. Aadwvw amoAvta
2. Aladwvw petpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpdWVW PETPLWG

6. JUUPWVW amoAuTa

1 2 3 4 5 6

WW W W W W

14. B03. O/H 1mrpoioTAuEVOS Pou gival apKETA IKAVOS 0Tn OOUAEI
TOU/TNG.

1. Aadwvw amoAvta
2. Aladwvw peTpiwg
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3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. JUUPWVW amOAuTA

1 2 3 4 5 6

W W W W W W

15. B04. Agv gipal IKQVOTTOINKEVOG PE TA OPEAN TTOU ATTOAAUBAVW.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC

6. JUUPWVW aOAUTA

1 2 3 4 5 6

WW W W W W

16. B05. Otav kdvw KaAd 1n douA&ld pou, AauBavw Tnv avayvwpion
TToU Ba ETTPETTE.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. ZupdwvVwW anodAuta

1 2 3 4 5 6

WOW W W W W

17. B06. NMoAAoi atrd Toug Kavoveg Kai TIG dIadIKACIEG KAVOUV Th CWOTH
EKTEAEON TNG Epyaoiag OUOKOAN.
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1. Aadwvw amoAvta
2. Aladwvw petpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG
6. ZupdwvVwW anodAuta

1 2 3 4 5 6

W W W W W W

18. BO7. Mou apéoouv o1 GvBpwTTol YUE TOUG OTTOIOUG EpYAoual.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. JUUPWVW amOAuUTA

1 2 3 4 5 6

W W W W W W

19. B08. Mepikég popég aloBavopual TTwg n OOUAEId pJou gival avouoia.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. JUUPWVW amOAuTA

1 2 3 4 5 6

WW W W W W
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20. B09. H emkoivwvia evidg Tou opyaviopou gival KA.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC
6. Zupdwvw anodAuta

1 2 3 4 5 6

WW W W W W

21. B10. O1 augnoeig givar Aiyeg kal apaiég.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadpwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. Zupdwvw anodAuta

1 2 3 4 5 6

WW W W W W

22. B11. Ocol Ta trnyaivouv KaAd otn douA&id Toug, diekdIKOUV
mOavOeTNTA TTPOAYWYNG.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadpwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. JUUPWVW amoAuTa
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WW W W W W

23. B12. O/H trpoioTauevog pou ival adIKog TTPpog ePéva.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadpwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC
6. ZupdwvwW anodAuta

1 2 3 4 5 6

WW W W W W

24, B13. Ta o@éAn mou atmmoAauBdvoupe gival e€iocou KaAd pe autd TTou
TTPOCPEPOUV AAAOI OpYAVIOUOI.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC
6. JUUPWVW aOAUTA

1 2 3 4 5 6

WWWWWW

25. B14. Aev aioB8dvopuail TTwe N €pyacia TTou KAVW EKTIPATAL.

1. Aadwvw amoAvta
2. Aladpwvw peTpiwg
3. Atadwvw Alyo
4. Jupdwvw Alyo
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5. ZUpdWVW PETPLWG

6. JUUPWVW amOAuUTA

1 2 3 4 5 6

W W W W W W

26. B15. O1 Trpoomdbelég pou va KAvw KAaAd Tn SoUAEId pou
TTEPIOPICOVTal ATTO TNV YPOPEIOKPATIA.

1. Alndpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW UETPLWC

6. JUUPWVW amOAuTA

1 2 3 4 5 6

WW W W W W

27. B16. Ocwpw OTI TTPETTEI VO EpYACTW TTI0 OKANPG aTn OOUAEIA Hou,
AOGYW TNG AVIKAVOTNTOG TWV AVOPWTTWY PE TOUG OTTOIOUG ouvePyAloual.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC

6. ZupdwvVwW anodAuta

1 2 3 4 5 6

WW W W W W

28. B17. Mou apéoel va Kavw Ta TTPAYMATA TTOU KAVWw OTn OOUAEI& Jou.
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1. Aadwvw amoAvta
2. Alodpwvw peTpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. ZupdwvVwW anodAuta

1 2 3 4 5 6

W W W W W W

29. B18. O1 a16x01 TOU Opyaviopou dev gival {EKABAPOI O€ EPEVA.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. JUUPWVW amOAuUTA

1 2 3 4 5 6

W W W W W W

30. B19. NiwBw pn ekTIHWPEVOG aTTO TOV Opyavioud, OTav oKEPTOUAI
QuTO YIO TO OTTOIO PE TTANPWVOUV.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW UETPLWC

6. JUUPWVW amOAUTA

1 2 3 4 5 6

WW W W W W
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31. B20. O1 avBpwTrol TTpoodeuouy 0w TOOO ypryopa 600 Kal o€ AAAa
HEPN.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. ZupdwvVwW anodAuta

1 2 3 4 5 6

WW W W W W

32. B21. O/H 1rpoioTAuEVOS pou OEiXVEl MIKPO EVIIOQEPOV YIa TA
AIoBAPATA TWV UPICTOUEVWY TOU/TNG.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. JUHPWVW amoAuta

1 2 3 4 5 6

WW W W W W

33. B22. To TTaKETO TTAPOXWYV TTOU €XOUNE gival dikalo.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadpwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. ZupdwWVW anodAuta
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1 2 3 4 5 6

WW W W W W

34, B23. Ymrapyouv Aiyeg emPBpaBevoeig yia autoug TTou dOUAEUOUV

eOWw.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadpwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC

6. JUUPWVW amOAUTA

1 2 3 4 5 6

WWWWWW

35. B24. Exw 1TOAU peydAo pbpTO £pyaaciag.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW UETPLWC

6. ZUNdWVW amoAuTa

1 2 3 4 5 6

WWWWWW
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36. B25. AtroAapBdavw Toug OUVEPYATEG HOU.

1. Alndpwvw amoluta
2. Aladwvw peTpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. ZupdwvVwW anodAuta

1 2 3 4 5 6

WOW W W W W

37. B26. Zuxva aioBavopal Twg dev yvwpilw T cuppaivel oTov
OpYavIouo.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. JUUPWVW amOAUTA

1 2 3 4 5 6

WW W W W W
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38. B27. NiwBw treprigpavog kavovTag Tn OOUAEIA pou.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC
6. Zupdwvw anodAuta

1 2 3 4 5 6

WW W W W W

39. B28. AicBdavopal IKavoTroinuéVog YE TIG TTBavOeTNTEG WICBOAOYIKAG
TTPOAYWYNG

1. Alndpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. JUUPWVW amOAuTA

1 2 3 4 5 6

WW W W W W
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40. B29. Ymrdpyxouv TTpovouia TTou Ogv £XOUUE, VW Ba ETTPETTE.

1. Aladwvw anoiuta
2. Aladwvw peTpiwg
3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpdWVW PETPLWG
6. ZupdwWVW anodAuta

1 2 3 4 5 6

W W W W W W

41. B30. Mou apéoe€l 0 TTpOoioTANEVOS POU.

1. Aladwvw amoAvta
2. Aladwvw peTpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. JUUPWVW aOAUTA

1 2 3 4 5 6

W W W W W W
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42. B31. AoxoAoupal TTOAU pe douAcid ypageiou.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC

6. JUUPWVW amOAuTA

WW W W W W

1. B32. Ag viwBw 611 01 TTPOOTTABEIEG Jou eTTIBPABEUOVTAl UE TOV TPOTTO
TTOU Ba ETTPETTE.

1. Aadwvw amoAvta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC

6. JUUPWVW amOAUTA

1 2 3 4 5 6

WOW W W W W

1. B33. Eipal IKavoTroiNpévog WE TIG TIPOOTITIKEG TTPOAYWYNAG.

1. Aadwvw amoAvta
2. Aladwvw petpiwg

3. Aladwvw Aiyo

4. Zupdwvw Aiyo

5. ZUpNdWVW PETPLWG

6. JUUPWVW amOAuTA

1 2 3 4 5 6

W W W W W W
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B34. YTTapyouv apKeTEG DIAPWVIES Kal DIAUAXES OTN DOUAELIA.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadpwvw Alyo

4. Jupdwvw Alyo

5. JUHPWVW HETPLWC
6. JUUPWVW amOAUTA

1 2 3 4 5

WW W W W W

B35. H douA&id pou gival d1IaoKEDAOTIKI.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Atyo

5. JUHPWVW HETPLWC
6. ZupdwvVwW anodAuta

1 2 3 4 5

WW W W W W
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4. B36. Ta epyaoiakd kaBrikovTa dev £¢nyouvtal 0a@ug.

1. Aludpwvw amoluta
2. Aladpwvw peTpiwg

3. Atadwvw Alyo

4. Jupdwvw Alyo

5. JUUPWVW HETPLWC
6. Zupdwvw anodAuta

1 2 3 4 5 6

W W W W W W

EuxapioTieg

Euxaplotw yla tn cuppetoxn oag!
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Aivw Tn oLYKATABESH HOUL VA CUPPETACXW OTNV €PELVA
104 anavtioelg

® Na
® Oy

A01.Tevog

104 anavtnoslg

@ Avdpac
@ uvaika

A02. HAlkia

104 anavthoeslg

® 18-25 TV
® 26 - 35 TV
@ 36 -45 etiov
@® 46 - 55 etV
@ 55+ cTlv
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A03. Okoyevelakn Kataotaon
104 anavtioelg

@ Ayapog/n
@ 'Eyyapocg/n
@ AMNAn Trepitriwon (Aialeuypévog/n,

XnApog/a)
65,4% @ Eyyapog/n
A04. AplBpog TEKVWY
103 anavtnoslg
@® Kavéva

@ 'Eva f repioodTEpa

A05. Entinedo Eknaidevong

104 anavthoeslg

@ Amégortog YTroxpewTIKAS ExTraideuong
@® Amégortoc |L.E.K.

@ Amdgorrog A.E.L/T.E.I

@ Karoxog MeTarrtuyiakou

@ Kdaroyog AIBAKTOPIKOU
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A06. 'ETn epyaociag otnv mapovoa dovAeld oag
104 anavtioelg

@® <1 é10¢
@® 1-3¢m
@®4-7¢m
@ 3-15¢m
@ 15 +¢m

A07. AlevBuvon / Tunua

104 anavtnoslg

@ Eputopikn / MwARoeIg

@ Mapaywyr] / Kataokeur

@ Aiaxeipion E@odiaoTikig AAuaidag /
ATT00nKN

@ Aioiknon / OiKovopIkA

@® A\o

A08. lepapxlkn B€on otnv Mapovoa epyacia
103 anavtioelg

@ Y1aAAnAog
@ Npoiotapevocg / MpoioTtépevog TUARHATOS
@ AiguBuvtig

54,4%
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A09. Mnviaio KaBapo Eloddnpa

103 anavtioelg

A10. Epyaciag ektog Qpapiov - Yiepwpieg

104 anavtnoslg
@® nMoré
® srdvia
@ Zuyxva
@ oAU Zuyva
34,6%

BO1. AloBdvopat ot ageiBopat dikata yia tn ovAeLd mov Kavw.
104 anavtioelg

@ < 1.000€
@ 1.000 - 1.300€
@ 1.300 - 1.700€
@ 1.700 - 2.200€
@ > 2.200€

30
26 (25%)

20 21 (20,2%)

16 (15,4%) 17 (16,3%)

10
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B02. Yrapyel Plkpn mdavotnTa mpoaywyng otn S0UVAELd pou.
104 anavtnoelg

30

26 (25%) 26 (25%)

20
18 (17,3%)
15 (14,4%)

10 12 (11,5%)

7 (6,7%)

B03. O/H mpoiotapevog Jou eival apKeTd Lkavog otn douAeld Tou/Tng.
104 anavtnoelg

60

40 43 (41,3%)

33 (31,7%)

20

3(2,9%) 2 (1,9%)

7 (6,7%)

B0O4. Agv gipal LKAVOTIOLNPEVOG PE TA OPEAN TIOU ATIOAAHBAVW.
104 anavtioelg

40

30 33 (31,7%)

25 (24%)

20

15 (14,4%) 15 (14,4%)

L 10 (9,6%)

6 (5,8%)
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B05. Otav kavw Kakd tn SouvAeLd pou, AapBdvw Ty avayvwpLon Tou Ba EMpeTe.
104 anavthoelg

40 40 (38,5%)

30
27 (26%)

20

10 12 (11,5%) 4115:5%)

7 (6,7%)

4 (3,8%)

B06. MoAAoi amnd Toug Kavoveg Kat TI¢ dladikacieg KAvouv Tn cwoTr EKTEANEDN TNG Epyaciag
SUOKOAN.

104 anavtnoelg

40

34 (32,7%) 33 (31,7%)

30

20
17 (16,3%)

10
9 (8.7%) 10 (9,6%)
1 (1|%)

Postgraduate Dissertation 93



OPEN

r. HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
N UNIVERSITY Greece

B0O7. Mou ap€oouv oL AvBpwToL JE TOLG OToioug epyalopal.
104 anavtioelg

60
50 (48,1%)

40

32 (30,8%)
20

13 (12,5%)
0 (0%) 1 (1‘%) 8 (7,7%)
0 |
1 2 3 4 5 6

B08. Meplkeg popeg atobavopat twg n dovAeld pou eivat avovola.
104 anavtioelg

0
. 30 (28,8%)

25 (24%)
20 21 (20,2%)

14 (13,5%)
10

7 (6,7%) 7 (6,7%)
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B09. H emukolvwvia evtog Tou opyaviopoL ival KaAn.
104 anavthoelg

40

30 33 (31,7%)

25 (24%)
20

18.U7:04) 17 (16,3%)

10

4 (3,8%)

B10. Ot av€noelg eival Aiyeg Kat apaleg.
104 anavtnoslg

60

40

20 23 (22,1%)

19 (18,3%)

2 (1,9%) 3(2,9%) —
,O070
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B11. Oool Ta mnyaivouv Kakd otn HouvAeld Toug, StekdiIkoLY TIOBAVOTNTA TPOAYWYNAG.
104 anavtioelg

30
27 (26%)
23 (22,1%)
20 21 (20,2%)

14 (13,5%) 14 (13,5%)
10

5 (4,8%)

B12. O/H mpoiotapevog pou ivat adikog mpog epeva.
104 anavtnoslg

60

49 (47,1%)

40

30 (28,8%)
20

11 (10,6%) 1 (1|%)
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B13. Ta opeAn Tov anoAapBavoupe eivat e€i0ov KAAd Pe AUTA IOV TIPOCYPEPOLY AAAOL
opyaviopot.
104 anavtnoelg

30

27 (26%)

26 (25%)

20 22 (21,2%)
17 (16,3%)

10 10 (9,6%)

2 (1,9%)

B14. Aev aiobdvopal TwGg n €pyacia mov Kavw eKTIPATAL.
103 anavtioelg

30

2 23 (22,3%)
19 (18,4%) 20 (19,4%)

17 (16,5%)

TREED

10

8 (7,8%)
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B15. Ot mpoomdBeleg pou va Kavw Kahd tn douAeld pou meplopidovtal anod Tnv ypagelokpatia.
104 anavthoelg

40

30 31 (29,8%)

24 (23,1%)

20 22 (21,2%)

12 (11,5%
i 10 (9,6%) (11,5%)

5 (4,8%)

B16. Oewpw OTL IPETEL VA EPYACTW TILO OKANPA 0T SoVAELA Jou, AOYW TNG avLKavoTnTag Twy

avepwrwy Je Toug omoioug cuvepydlopat.
104 anavtnoelg

30

29 (27,9%)

23 (22,1%)
20

14 (13,5%) 15 (14,4%) 14 (13,5%)

10
XCRED)
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B17. Mou ap€oel va Kavw Ta Tpdypata mov Kavw otn SovAeLd pou.
104 anavthoelg

0
! 40 (38,5%)
30
29 (27,9%)
20 22 (21,2%)
10
8 (7,7%)
0 ((l’%) 5 (4,8%) :
0
1 2 3 4 5 6

B18. OL oTOXOL TOL OpYavLopoL dev ival EekAabapol og PEva.
104 anavtnoslg

30
28 (26,9%)

23 (22,1%)

20
18 (17,3%)

" 13 (12,5%) 13 (12,5%)
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B19. NlwOw pn EKTIHWHEVOC ATO TOV 0PYAVLIOHO, OTAV OKEPTOHAL AUTO YLd TO OTOLO e

TIANPWVOLV.
104 anavtnoslg

30

25 (24%)
20

19 (18,3%) 19 (18,3%)

e 15 (14,4%)
4%

10

B20. Ot avepwrol poodevovy edw TOCO ypriyopa 600 Kal o AAAa PEPN.
104 anavtnoslg

40

34 (32,7%)
30

27 (26%)

24 (23,1%)
20

16 (15,4%)

10
3 (2,9%)
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B21. O/H mpoiotapevog pou deixvel Hlkpo evilapepov yla Ta atobnpata Twv VPLOTAPEVWY
ToL/TNG.

103 anavtnoslg
60

40 44 (42,7%)

20 24 (23,3%)

13 (12,6%)

B22. To makeTo mapoxwy Touv €xoupe eivat dikato.
104 anavtnoslg

40
36 (34,6%)

30
27 (26%)

20
18 (17,3%)

10 10 (9,6%) 10 (9,6%) 3 (2.9%)
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B23. Yrapyouv Aiyeg emiBpaBeoelg yia avtoug ov SouAelouy edw.
103 anavtioelg

40
30 33 (32%)

20 23 (22,3%)

16 (15,5%
14 (13,6%) (9.0%) 14 (13,6%)

10
3 (2,9%)

B24. Exw TOAU peydlo @opTo £pyaciag.

104 anavtnoslg

40

34 (32,7%)

30 31 (29,8%)

20 21 (20,2%)

10 13 (12,5%)
2 (1,9%) 3(2,9%)
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B25. AmoAapBdvw Toug CUVEPYATEG HOV.
104 anavthoelg

60

40 45 (43,3%)

20 23 (22,1%)
19 (18,3%)

4 (3,8%
1(1%) (3,8%) 12 (11,5%)
0 |
1 2 3 4 5 6

B26. Zuxvd ato8dvopat wg dev yvwpiw TL cuPBaivel oToV opyaviopo.
104 anavtnoslg

30

24 (23,1%)
20 22 (21,2%)

23 (22,1%)

17 (16,3%)

10 11 (10,6%)

7 (6,7%)
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B27. Niwbw mepngpavog kavovtag tn SouAeLd pou.
104 anavthoelg

40

37 (35,6%)

0,
30 34 (32,7%)

20 23 (22,1%)

10

4 (3,8%)

0 ((|)%) 6 (5,8%)

B28. AloBdvopal LKavoTioLnpPEVoS e TIG TBavoTNTEG HLOBOAOYLKNG TIPOayWYNG.
104 anavtnoslg

30

29 (27,9%)

26 (25%)
20
18 (17.3%) 17 (16,3%)

10 12 (11,5%)

2 (1,9%)
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B29. Yridpxouv mpovopLa ov dev €XOUUE, EVW BaA ETIPETIE.
104 anavthoelg

40

30 33 (31,7%)

27 (26%)

20 21 (20,2%)

10 12 (11,5%)
7 (6,7%)

4 (3,8%)

B30. Mou ap€oel 0 IPoloTAPEVOG HOU.
104 anavtnoslg

60

48 (46,2%)

40

20 23 (22,1%)

15 (14,4%)

4 (3,8%) 4 (3,8%)

10 (9,6%)
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B31. Aoxohoupat oAb pe dovAeld ypagpeiov.

104 anavthoelg

60
55 (52,9%)

40

26 (25%)
20
4 38%) 16 (15,4%)
9 ’
0 0%) 3 (2,9%) o
0 |
1 2 3 4 5 6

B32. Ag viwBw OTL OL TPOOTIABELEC oL ETURPABEVOVTAL UE TOV TPOTIO TIOL Ba ETIPETIE.
104 anavtnoslg

40

34 (32,7%)

30

26 (25%)
20

14 (13,5%) 14 (13,5%)

10 11 (10,6%)

5 (4,8%)

Postgraduate Dissertation 106



HELLENIC Zina Veresoglou Key factors that influence job satisfaction in
OPEN
UNIVERSITY Greece

B33. Eipatl tkavomolnpEVog PE TIG TIPOOTITIKEG TIPOAYWYNG.
104 anavthoelg

30

26 (25%)

24 (23,1%)

20 22 (21,2%)
19 (18,3%)

10

B34. Yndpxouv apKeTEG dlapwvieg kat dtapaxeg otn SovAeld.
103 anavtnoelg

30

28 (27,2%)

20
20 (19,4%) 20 (19,4%)

16 (15,5%)

10 11 (10,7%)
8 (7,8%)
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B35. H douAeta pov eival dlaokedaoTikr).
104 anavthoelg

40

0,
. 34 (32,7%)

20 9
21(20.2%) TREED) EREED)

10

7 (6,7%)

4 (3,8%)

B36. Ta epyactakd kabnkovta dev e€nyouvtal capwg.
104 anavtnoslg

30

27 (26%)

20

20 (19,2%)
16 (15,4%) 17 (16,3%)
14 (13,5%)

10 10 (9,6%)
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