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Hepiinym

H EAAGOa TV tehevtaio dekoeTio NpOe aVTILETOMN LE L0 GNUOVTIKT] OUKOVOULKY|
kpion 1 omoia. odNynoe o€ VEEON, HE OMNUAVTIKO KOWOVIKO KOl OIKOVOUIKO OVTIKTUTTO GE
whpa moAAovg avBpomovg. H kpion avtr ovopdotnke «H EAinvuey Kpion» ot poig
npdseata 1 EALGOa kotdpepe vo apyicel vo PAEREL TpoonTik) €£000V amd TOV KLKEMVA
npofAnudtov mov ovietomle ywoo po dekoetio.  H moapovoa €psvva efetdlel ta
ATOTEAEGHOTO TTOV El)E M KpioN 6ToVG Sa6KAAOVS TOV EAANVIKOD EKTOSEVLTIKOD GLGTILLOTOG
KOl GUYKEKPUYEVO TO OMOTEAEGUO TTOL E€iYE OTIG GVTIANYELS TOVG YO TNV EPYOOCLOKT TOVG
wavornoinon. Aappdavovrog vrdyn to 0Tt katd T Odpkew g Kpiong wou e&otiog TV
pétpav mov mapOnkav, apkerol avOpwmor (cvumephapPavopévov dackdimv) Ppédnkav
QVTILETOTOL  ME Ml oAlayn oty 0éom  Toug HEGO  OTNV  KOLVOVIKO-OUKOVOULKY|
dwotpopdtoon, egetdoope €dv avt 1 aAloyn oxetlldtav pE TS OVIIMYELS TOL
oynuaticay yw. v €pyoctokn kavoroinorn tovc. H épevva amotelel o mpoomdbeio va
OVOKOADWYOVE €AV 1 0AAOYT OTO £VOL KOIVOVIKO-OIKOVOIKO GTPOMO € £va, GALO (cuvnOmg
YOUNAOTEPO HETO amd pia kpiom) €lye KATO0 OVTIKTLTO. AlEPELVOVTOS TO PALVOUEVO TNG
aAlayng Béong otV SCTPOUATMOOT] G GYECT| LE TNV EPYOCLOKY Kavomoinomn eEdyovpe
aroteAécpato mov Bo PonBnoovv EKTAOELTIKOVS OPYAVIGUOVG VO, LITOGTNPIEOLY TOVG
EKTOOEVTIKOVG VO, Eivar tkavoTtotmuEVoL Tapd to TpofAnuata g kpiong.

EminpocBétome, efetdoope kot v emidpacm AOMMAOV  YOPUKTNPIOTIKOV TNG
TPOCOTIKOTNTOS TOV EKTOOEVTIKOD MG EMIONG KOL TMV ONUOYPOPIKDOV YOPOKTNPIOTIKOV UE
oT10X0 Vo AdPovpe VIOYN oG Kot AOuTovS TOPAyovVIES O0POPOTOINoNG TOV OVTIAYEDV
EPYOCLOKNG IKOVOTTOINONG TV eKToOELTIKOV. Me 1 Ponbeia €vog  O1001KTLAKOV
epOTNUOTOAOYiOD 7OV  OamevLOLVOTAY GE  EKTOOEVTIKOVS  OLUPOPETIKAV  EKTOOEVTIKMDV
Babuidmv cvAréEape 77 amavinoelS o1 0moieg amoTéAEcOY TO dElyOl LaG TPOG avAAVOT).

Ta amoteléopato g avaivong €o6eiov 0Tl OVIWG LIAPYEL GLGYETICUOC HeTAED TOL
OTOTEAEGLOTOC TNG KPIoNG Kol TV SuvValcONUATOV TG KOVOTOiNonG e TNV OOVAELL GE
KATOlEC amd TIG EKPAVGES TNG. Me avtdv Tov TpOmO Tapatnpeiton kot 1 dvvatdTNTo Vo
vrootpyBobv aviioToly®E aVTA TO. CLVAICONUOTA EPYOCLOKNG tKavomoinong otav avtol
Bpebovv ce pia mepiodo kpiong dwapopedvovtag aviictolyo to epyacstakd mepiPdiiov. H
TapoHoo EPELVO KO TO OMOTEAECUATO TNG OIVOLV KAMOlEG OMAVINGELS GTNV GYEGT TOL
umopel va €yovv To amoteAéopaTo NG Kpiong, otoyeio NG MPOSHOTIKOTNTOS TV

EKTTOOEVTIKMV KOl AOITA YOPOKTNPIOTIKA TOVG GE GYXECT LE TO. GLVOICONLOTO TOVG Yol TV



EPYOOLOKT 1KOVOTOINoM evnuepmvovtag TV Pipriloypoeio kol mopéyovtag mopdiinia

KaTELOVVINPIEG YPAUES Y10 TOVG LITELOVVOVG EKTTOOEVTIKMY LLOVAOWV.

Abstract

Greece in the past decade faced a major economic crisis which led to a recession
with significant socioeconomic impacts on numerous people. This was named “The Greek
Crisis” and only recently we were able to see the potential end of it and a way out. This
research examines the effects that crisis had on teachers in the Greek educational system and
in particular the effect on their socio-economic status. Taking under consideration that effect
of the crisis we proceed to examine if it relates to the perceptions of teachers’ satisfaction
with their job in an effort to uncover different ways to improve the working environment so
as to help teachers feel satisfied with their work in spite of the crisis-derived issues.

Additionally, the effect of other personality and demographic characteristics was
examined so as to also take under consideration differentiating factors among different
teachers. With the help of an online survey aimed at teachers of different educational levels,
we were able to receive 77 valid responses which were analyzed following different analysis
methods. Results indicate that there is indeed a correlation between the feeling of job
satisfaction (in the facets of fringe benefits, contingent rewards and co-workers) and as such
there is also a potential to support these feelings of job satisfaction for teachers once they find
themselves in the impact of crisis.

This research and its findings can shed light on the relationship between the crisis
effects on individuals and their feelings of job satisfaction and inform the current literature as

well as the school principals.
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1. Introduction and Rational Behind the Research

During the past decade, Greece went through a major economic crisis which was
termed the “Greek economic crisis”, or “Greek debt crisis”. In short, the Greek crisis was the
inability of the Greek government to borrow money at relatively low interest rates from the
international markets. This in turn led to an inability to meet existing and ongoing
obligations. Greece could not repay its debt and the budget deficit became -15.4% with social
implications being high unemployment, increasing price of commodities and pay cuts of
employees’ salaries among others. This prolonged economic crisis led to the need of three
different rescue measures named “memoranda” that introduced in the economy the needed
capital support in parallel to strict measures in order to attempt to rescue Greece from
economically collapsing. These efforts and measures (12 circulars of tax reforms and
horizontal spending cuts) led to a significant social and economic impact in the Greek
society. An example of the magnitude of change in the social status and stratification the
crisis had on Greece is evident by the results of the latest report of the Organization for
Economic Co-Operation and Development (OECD) (OECD, 2018) where it can be seen that
since 2011, only now we are beginning to step out the crisis. This eventually had a significant
impact on the Greek society leaving behind an important number of families living on the
line or under the line of poverty and facing problems of survival. Greece previously had a
significant number of its citizens being in the Middle-Class socio-economic stratum and the
crisis changed that.

Now that this prolonged crisis seems to start recessing and evidence shows that an
ascending course is achieved and even stabilizing in that trajectory, this research aims to
investigate what happened to teachers in this crisis and the aftermath of it in parallel to how
they feel within their line of work. In particular it aims to explore the existence of a
relationship of the changes teachers had to go through and their effect to them, to the feelings
of job satisfaction they currently exhibit. Not only that but this research aims to examine if
there is also any relationship or even role with respect to the personality characteristics a
teacher possesses and their demographics, as the way we experience things can be differently
perceived based on who we are. Additionally, we aim to examine the aforementioned
relationships (if any) in teachers of different educational levels (i.e. kindergarten teachers to
university professors) in order to have a varied sample that will help us get a wider view of
the phenomenon. Job satisfaction is a board and elaborate concept that is manifested in

employees of all sectors; it reflects how an employee feels relevant to his/her work and



general employment context. As education is a very important sector, in the sense that it is
responsible for preparing and educating the next line of responsible citizens of a country, this
line of work in Greece can be considered important and therefore, merits to be examined.
Crisis changed a lot in Greece on many dimensions (e.g. Social, Economic etc.), therefore if
teachers are not satisfied with their work, this needs to be identified and addressed in an
urgent manner as the implications can have a cascading effect in the future. The reason for
that would be that if a teacher is not satisfied by his work, the output will not be of the same
quality as it would be in the case he/she was satisfied, having in turn an effect on the students
formal education.

This research aims to examine Job Satisfaction and although it is a general term
encompassing feelings of completeness, the case is that it is not experienced the same by all
people. Different people are satisfied with different aspects of their work or even value the
different aspects unequally and differently from one another. A factor that could play a role
in this different feeling can stem from the individuals’ demographic and contextual
characteristics and their personality. The personality of an individual (e.g. a teacher) in
particular is found to be a differentiating factor due to the capacity it has to shape ones’
perspectives of job satisfaction and work engagement (Duffy & Lent, 2009; Lent et al., 2011)
something that was also found applicable to teachers in particular through the results of
previous research efforts in the field (Kokkinos, 2007). Furthermore, it was also found that
not all personality characteristics play a positive role in the job satisfaction perceptions. Some
personality traits affect job satisfaction in a positive way (i.e. conscientiousness and
agreeableness) and others pose a threat to it (i.e. neuroticism) as suggested by Judge et al.
(2002). Building on the aforementioned and in parallel with examining the effect of the crisis
results on the feeling of Job Satisfaction, this research aims to also take under consideration
the personality traits of teachers. Moreover, as the personality of an individual may play a
role in his/her view of Job Satisfaction, other personal and contextual characteristics may
have a similar effect such as gender, age and years of employment among others. These types
of demographical characteristics can play a role in the teachers’ position and level of
responsibilities (e.g. based on the educational level they teach or the years of employment)
(Bentea and Anghelache, 2012). There exist for example research studies that examine the
role of gender in perceptions of job satisfaction. Hodson (1989) and Oshagbemi (2000),
reported higher levels of job satisfaction on women, comparing to man (Chapman and
Lowther, 1982), or women being less satisfied with their income compared to men (Bishay,

1996) both being different aspects of job satisfaction.



Job Satisfaction in the educational sector in particular has been studied by scholars and
has been found to be highly important. Ho & Au (2016) in their research efforts, identified
that if the levels of teachers’ job satisfaction is high, they are in turn led to fulfilling the posed
educational goals. Thus, it is understandable that having teachers satisfied is very important
in terms of achieving their role in class. Not only that, but job satisfaction correlates with
higher levels of job performance (Judge et al., 2001) and with work-related self-efficacy
(Klassen & Chiu, 2010). Teachers’ self-efficacy helps them maintain their levels of job
satisfaction and as such, teachers with low self-efficacy present low levels of job satisfaction
(Klassen et al., 2009). The aforementioned correlation which confirms that high levels of
self-efficacy lead to higher levels of job satisfaction has been found between Canadian
(Collie et al., 2012), American (Duffy & Lent, 2009; Klassen et al., 2009), Emirati (Bardi et
al., 2013) and Norwegian (Skaalvik & Skaalvik, 2014) teachers as well as teachers of
different education levels(i.e elementary, middle and high schools) (Klassen et al., 2009).
These kind of high levels of job satisfaction lead the educators to step up their performance
(Gencturk, 2008) and research studies indicate that it is possible to shape in turn the
motivation and achievement of students (Tschannen-Moran et al., 1998; Klassen & Tze,
2014). This highlights the crucial role that teacher job satisfaction plays in education.
However, crisis in the recent years may have had a strong effect on teachers like on all people
of different professions. This research aims to identify and correlate the effects of the
economic crisis, the personal characteristics and the personality factors to the teachers’
perceptions of job satisfaction in Greece in the past years.

The rest of the thesis is structured as follows: Chapter 2 highlights the Goals of the
research and presents the Research Questions, Chapter 3 presents the literature review and
the formulated research hypotheses, Chapter 4 presents the Methodology, Chapter 5
showcases the results of the conducted survey and Chapter 6 discusses the findings. The
thesis concludes with Chapter 7 which presents the limitations and directions of future

research.
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2. Goals and Research Questions

“What is the role of crisis, personality and demographics in Job Satisfaction?”.

The aforementioned question and its potential answer summarizes the initial
motivation behind this Thesis. Driven by that, this research has developed to have several
goals. Starting from a wide survey of the literature this research aims to identify the role and
possible correlations that exist between Job Satisfaction, ones’ personality characteristics,
their demographics and the crisis effects on teachers. As such, we aim to identify previous
work and thus inform our own research on what is interesting to be examined in the context
of the Greek Crisis and its effects. Following this first step the goals of this research is to
examine for any given relation between the crisis Greece went through as a country (and its
effect on an individual level, individuals being the teachers) to their perceptions of Job
Satisfaction. Additionally, we aim to explore if personality plays a role and if their
demographics play a role. Therefore, and building on the main goals of our research, we
proceed to illustrate our objectives through the formulated research questions of the present

research:

1. RQ1: Is the aftermath of the crisis (in terms of socio-economic status mobility)
related to the teachers’ perceptions of Job Satisfaction?

2. RQ2: Do teachers’ Personality Traits impact teachers’ job satisfaction?

3. RQ3: Do teachers’ personal and contextual characteristics impact teachers’ job

satisfaction?
3. Literature Review

In order to explore the effect the economic crisis had on an individual level, and its
possible impact on teachers’ feelings of job satisfaction as employees of the public sector,
initially the literature is surveyed with the goal to identify the effect of the economic crisis on
teachers in Greece. Following that, previous work on Job Satisfaction across sectors as well
as in education is examined to identify what constitutes Job Satisfaction, how it is developed
or hindered and lastly what is the role (if any) of personality characteristics and as

demographics in shaping these perceptions of Job Satisfaction.
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3.1 Crisis in Greece

An economic crisis could be considered as an unusual effect that impacts existing
structures in the economic and societal fabrics of countries and brings high levels of
uncertainty, whilst putting pressure on the decision making processes (Giannacourou et al.,
2015). An economic crisis can have severe socio-economic impacts as well as political
consequences. Major impacts are a high rise of commodity bills such as electricity, housing
costs, cutting down of employee wages of the public and privet sector, cutting down of
pension payments and delaying social benefits (Ghellab and Papadakis, 2011). An economic
crisis can cause severe cuts in monetary compensations, public expenditure and social
security spending (Argyrou and Tsoukalas, 2011) and have an important negative effect in all
kinds of businesses (OECD, 2009), leading to an understandable negative impact on working
conditions as well (Halkos and Bousinakis, 2016). A shock imposed by a prolonged
economic crisis could be characterized even as a multidimensional catastrophe. When it
comes to the fundamental building block of economy, that of an organization, an economic
crisis can be a threat to the goals each organization has previously set and aims to achieve
(Seeger et al. 1998) through their strategic planning. According to Venette (2003), a crisis is
a process where there is the need for organizational introduction of new systems of operation
due to suddenly imposed changes. During those changes, decisions need to be made based on
both internal and external factors; internal that are related to the organizational structure, its
operations, management and individual employees but also external factors, like the turbulent
environment and its uncertainty, which only seem to worsen in periods of crisis affecting
everyone as well as government regulations and policies (Porter, 1980). Each crisis may be
unique, but every crisis consists of four distinct phases (Darling et al., 2005): prodromal crisis
stage, acute crisis stage, chronic crisis stage and crisis resolution state. Greece went through
all the aforementioned stages in the period from 2008 to 2020, peaking at 2011.

Going from the effect the crisis may have in a purely organizational setting to the
setting of the present research (teachers and education), we observe that crisis had a
significant effect in the education sector similar to every other sector in Greece. First and
foremost, we can see from the OECD data (2017) that Greece is in the sixth position from the
end in terms of teachers’ monetary compensation. A teacher in primary education with at
least fifteen years of experience received an annual monetary compensation of $26.000 (~
€24.000), where a teacher in Luxemburg, being in the first position receives €100.000 per
year as can be seen in Figure 1. Lithuania on the other hand being in the last position of the
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monetary chart shows that a teacher of primary education gets compensated with €20.000

per year.
Teachers' salaries Primary, 15 years' experience, US dollars, 2017 or latest available @<
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Figure 1 Teachers' Salaries OECD 2017

During the Greek crisis, starting from 2009 all the way to 2013 (with 2011 being the
peak of the crisis) a reduction of the annual salaries of teachers was observed, ranging from
44,54% for newly appointed teachers and 22,41% reduction to teachers with 33 years of

service as can be seen in the following figure.

20521 14.783 14.104 8.998 13.10400 | 8.197,79
2108092 | 1586773 | 1410400 | 9.79250 | 1310400 | 8.992,50 6.875,23 4333%
2193292 | 1689181 | 1494400 | 1082149 | 1394400 | 10.02149 | 687032 40.67%
2556092 | 19.140,73 | 2044000 | 1476247 | 19.44000 | 1396247 | 517826 27,05%
2641292 | 2023979 | 21.280,00 | 1580629 | 2028000 | 1500629 | 523350 25.86%
3005492 | 2188934 | 2527600 | 17.78403 | 2427600 | 1698403 | 4.90531 2.41%
3090692 | 2298540 | 2659600 | 19.04551 | 2559600 | 1824551 | 4.739.89 20,62%

Figure 2 Annual compensation of teachers 2009, 2011, 2013 (Source: KE.ME.TE of OLME, Dec
2012)
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It is evident that not only the monetary compensations’ for teachers in Greece have
been reduced significantly, but they are also at very low levels way below the average
salaries. In particular during the peak of the Greek economic crisis (in 2011) we observe two
highly important changes: (a) The annual salaries received a significant cut down (e.g. for the
newly appointed teachers going from ~€20.000 to ~€13.000 in the period 2009-2013) and (b)
The annual salaries cutdowns also placed Greece to the third from last position across the EU

countries which is way below the average of EU (as can be seen in the following figure).
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Figure 3 Greece relative position on annual compensation of a newly appointed teacher 2011
(Source: KE.ME.TE of OLME, Dec 2012)

The salaries previously presented, reflect the salaries of the category of permanent
teachers in the primary education as an example, however they are not the only ones that
were reduced. The same stands true for all levels of education in relation to teachers holding
a permanent post in schools. However, besides the teachers that hold a permanent post there
are also substitute teachers who are at the beginning of their careers and in their case the
salaries are much lower than the salaries of permanent teachers. In Greece, the educational
system is characterized by immense state control and is highly centralized. Education in
kindergarten, primary school and high-school is free and obligatory, Lyceum is free as well
and teachers (permanent) are civil servants with tenure in their majority occupying
established posts in specific schools. Additional to the permanent teachers there is also

support by substitute teachers. These teachers fill the educational needs (usually in remote
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areas and schools) in year-long placements and in parallel to their wage they also receive
priority points based on overall substitute employment time in order to become permanent
themselves after years of service. In Greece an individual that is trained in the university to
become a teacher looks forward to securing a permanent position in the educational system
and the ultimate goal for them is a position in a school. Individuals prefer to become teachers
in public schools for the employment stability and security a permanent position offers, as a
job in a public school can be characterized mainly by its’ permanency (Liagouraras et al.,
2003; Psacharopoulos & Papakonstantinou, 2005; Saiti and Prokopiadou, 2008). Although
the permanency of the teacher position seemed as a prominent course of employment
direction due to the employment safety it offers, that viewpoint was changed in the past
years. During the economic crisis, the Greek government took measures to reduce the results
of crisis that had an impact on teachers as well. These measures included a vast horizontal
reduction of budget directed for public expenses leading to horizontal pay cuts.

Different laws passed at the time of the crisis which forced those budget cuts and the
respective reduction in the income of teachers. For example, the Greek law 4024/2011 (2011)
enforced an income reduction for educators at the range of 25% percent of their
compensation till that time effective immediately. Not only that but also, the Greek
government in an attempt to restore the public sector, proposed, voted for and put to effect
the Greek Laws 4172/2013 and 4174/2013 and suspended teachers in secondary education
with specialized subjects. Last but not least and in order to meet the need for teachers under
Greek law 4152/2013 (2013), the government imposed an extension of the teaching hours to
twenty-three per week (maximum teaching hours per week based to the total years of
teaching experience). As a result of the combination of the aforementioned laws at the time
of crisis (a) teachers received less monetary compensation while (b) their work effort
increased significantly and there were cases where teachers could not even fill in the hours
they had to work in a week to receive their full compensation. Suddenly, in Greece the stress
of uncertainty imposed by the new laws in the working conditions of being and becoming a
teacher became apparent. For permanent teachers the change in the working conditions and
salary and for substitute teachers the uncertainty relevant to the prospects for a career, as
defined by Mullins (2007), led to a change in the outlook a teacher can have about his/her
career. Not offering certainty in relation to work in turn could affect ones’ perceptions of job
satisfaction (Saiti, & Papadopoulos, 2015).

Not only that, but as crisis presented a setback in the salaries of teachers this in turn

and always in relation to other parameters (e.g. financial obligations of individuals, growth of

15



monthly expenditures etc.) eventually may have led to (or can lead in the near future) to a
change of the socioeconomic stratum. This change observed had a downward trajectory
meaning that people (or families) belonging in the medium socio-economic layer after the
crisis went to the medium-low layer and that applies similarly to all layers’ mobility.
Previously Greece had an important and quite wide middle class where individuals and
families could see themselves in if they had a stable job and no prior obligations. However,
the economic crisis Greece underwent and the changes we had to go through in terms of the
reforms, has led Greece’s middle economic class to face tough challenges and shrink in size.
The news reported that changes occurred where previously upper-middle class became
middle-class and previously middle class became middle-low class. This change was even
worst at the lower classes where the people or families being at the lower classes may have
problems that would lead them to become poor.

3.2 Job Satisfaction and its Facets

Crisis has played a tremendous role in Greece in the past decade. People lost their
jobs, business owners saw their businesses face financial problems or not be able to secure a
bank loan and in many cases go bankrupt and public employees saw their wages decrease
horizontally. In these tough times work itself changed and alongside it, so did the feelings of
employees. The goal of this research is to explore what happened to those feelings of job
satisfaction, as crisis went on for teachers. As such, we need to thoroughly examine the very
nature of Job Satisfaction itself.

Although Job Satisfaction is a broad concept it is also a complex one, as it can have
different meanings to different people (Mullins, 2005), Job Satisfaction has been examined
through different academic lenses and schools of thought. Poter et al. (1975) described job
satisfaction as the reaction of a person towards his/her work. That reaction was later on
explored by Davis et al. (1985) who suggested that Job Satisfaction adheres to the positive or
negative feelings workers may develop and have in relation to their work. Armstrong (2006)
claimed that job satisfaction is a bit broader than a feeling, including also the attitudes toward
the work itself whereas George et al. (2008) extended the notion to also include beliefs about
ones’ work to the feelings he/she has towards it. Another view of job satisfaction by Brief
(1998) sets it as a “working experience” which can be examined and measured. We can see
from the above definitions of what constitutes Job Satisfaction that it encompasses a feeling
or a state of emotion as Weiss (2002) describes it, that has to do with the job itself as a whole
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or part of it. The question then is transformed into how feeling satisfaction towards the job is
cultivated and how can it be fostered. Locke’s definition (1976, p. 130) referred to job
satisfaction as “... a pleasurable or positive emotional state resulting from the appraisal of
one’s job or job experience”. We can see that although there have been different definitions
proposed in the literature, the majority identifies that job satisfaction is differently perceived
by the individuals and thus their own perceptions and background will have an effect in
parallel to thew line of work. In relation to Job Satisfaction, previous research identified that
it is formulated (and is manifested) by different facets. These identified facets of the work
that play a role are: The Work itself, Pay related to work conducted, Possibility of promotion
in the workplace, the Supervision of the employee, the Working conditions and lastly the
Effect of the organization as a whole (Koustelios, 1991; Koustelios and Bagiatis, 1997).
These are also the facets which will be analyzed in the following sections. As presented in the
previous sections, crisis had an important negative economic (at least) effect on individuals
(in this research’s case teachers) as it caused them to have reduced income and harder living
conditions compared to the times prior to the crisis. We hypothesize that this setback and
these changes will have a negative effect on their overall Job Satisfaction.

H1: Crisis and its results, will lead to lower teachers’ perceptions of Job

Satisfaction.

Although Job Satisfaction can be considered as a whole when it comes to ones’
feelings relative to their job, it needs to be further segmented to the different aspects that
formulate it. In the course of our research we identified that the major aspects (or facets) of
work that in unison formulate Job Satisfaction is the Work itself, the Payment which relates
to ones work, the Promotion potential in the workplace, the Supervision of the employee, the
Working conditions and lastly the effect of the organization as a whole. The following

chapters present the literature review of the different facets of Job Satisfaction.

3.2.1 Job Satisfaction and Pay (monetary compensation)

It is understandable that the salary an individual receives for the effort he/she puts in
everyday is a very strong motivator in several aspects. Initially our income enables us to
continue living in a respectable manner and maintain a sense of security, pay our obligations
even invest in our future. And as the income we receive derives from our work, if it is

appropriate in our mind it will make us feel satisfied with our work. Thus, income in general
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can positively affect job satisfaction which is consistent also with previous research results
(Tang et al., 1992; Malka and Chatman, 2003).

When one receives an amount of money as payment for their work that he/she
believes is worthy of their effort it would positively affect his/her feelings towards his/her
work. This is also dependent on the actual amount of money received as a salary (Beutell et
al.,, 1999). Therefore, it is understandable that ones’ compensation relates to ones’
perceptions of Job Satisfaction. Besides, (a) getting paid for your work and (b) the amount
you are getting paid for your work a third factor that plays a role to the employees’
perceptions relate to how their compensation relates to other coworkers at between different
payment levels and the different positions. Not only that but also an employee compares the
effort invested by him/her and others as previous studies found that Job satisfaction correlates
with the different wages among co-workers of the same company (Salimaki et al., 2009), and
moreover unfair incentives can cause a drop on job satisfaction levels (Tremblay, 2000). In
Greece during the time of the crisis as previously shown, although teachers in permanent
posts did not fear to lose their job, their salaries were greatly cut back at different percentage
relevant to their years of employment and all the way up to 40%. This vast and sudden
change in ones’ salary may lead to having issues dealing with his/her obligations in financial
terms always (e.g. pay rent, utilities etc.) and therefore it can potentially impact their feelings

and perceptions towards job satisfaction. Therefore, we hypothesize that:

H1la: Crisis and its results, will lead to lower teachers’ perceptions of Pay related

Job Satisfaction

3.2.2 Job Satisfaction and Supervision

In any organization the role of the supervisor is a very important role when it comes
to the employees under his/her management, as this position has the role to oversee the
functions of the organization and the employees at his/her command. A supervisor provides
information and feedback to the employees (Durham et al., 1997) and clarifies the work goals
(House and Mitchell, 1974) as well as coordinates and supports the whole work process,
ultimately having an effect on the job satisfaction of employees (Yukl, 1989). That set of
responsibilities when conducted appropriately, has been found to have a positive effect on
employees’ job satisfaction (Griffin et al., 2001). Furthermore, there is a correlation between

the supervisors’ ability to support his / her subordinates and the job autonomy that he/she
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enables them to have, which can result in a positive impact on perceptions of job satisfaction
(Griffin et al., 2001). Job autonomy in turn is directly related to job enrichments (Hackman
and Oldam, 1980; Neuman et al., 1989) which play an important role to the feelings of
employees. Job enrichments give a sense of autonomy as subordinates have a feeling that
they have a choice how they can perform their day-to-day work related activities (Griffin et
al., 2001) be it alone or while collaborating with other fellow employees at a team setting
(Wall et al., 1986). Having seen the way that a supervisor’s actions can play a positive role in
employees’ job satisfaction there is also the case that a supervisor via his/her course of
management and direction can have the exact opposite effect. For example, a negative effect
on job satisfaction can derive from supervisors not accepting or acknowledging the effort
given by the employees or by not acknowledging their overall work outcomes or work
performance (Elangovan and Lin Xie, 2000). Another example comes from Podsakoff and
Schriesheim (1985) who found that high demands and excessive authoritarian power can

have an also similar negative effect on the feelings of the employees.

Both during regular operations as well as operations undertimes of crisis, a supervisor
is a leader and as such he/she possesses several social powers in relation to other employees.
French and Raven (1959) separate those social powers in five different categories being
reward, coercive, legitimate, expert and referent. These five leader power aspects and in turn
the degree to which each supervisor has them, relates with the employees’ satisfaction with
supervisor (Busch, 1980; Fiorelli, 1988). Reward, legitimacy and referent power have a
positive effect to the satisfaction of subordinates and on the other hand coerciveness has a
negative effect to satisfaction (Hinkin and Schriesheim, 1989). The research of Elangovan
and Lin Xie (2000) revealed the same results: legitimacy, reward, and expert power of the
supervisor had positive effects toward subordinates’ satisfaction and coerciveness of the
supervisor had a negative result on subordinates’ satisfaction levels. Previous research shows
that the behavior of the supervisor has an effect on employees Job Satisfaction both in a
positive and negative manner. However, teaching is different than other lines of work in the
connection between the supervisor and the employee. In teaching the supervisor (usually
being the principal) and the employee (being the teacher) have a direct and daily connection
with the same goal to enable a smooth operation of the school and achievement of the
educational activities and both have a vested interest in maintaining good relationships,
especially in permanent posts as they will (at most cases) be working together till retirement.

Additionally, as previous research by Koustelios (2001) indicates, for teachers in Greece their
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Job Satisfaction was met also by their supervisors and their relationships. At the time of crisis
and given that both supervisors and employees in our case are both effected similarly, we
hypothesize that post-crisis the job-satisfaction of teachers with respect to the supervisor will
not be negatively affected and even more so it will be strengthened.

H1b: Crisis and its results, will lead to higher teachers’ perceptions of Supervision

related Job Satisfaction.

3.2.3 Job Satisfaction and Promotion Potential

Another important dimension that relates to job satisfaction is the opportunities given
to employees for promotion i.e. empowerment advancement (Castillo and Cano, 2004). When
an employee performs well and learns the job he/she can be given the opportunity to advance
and in turn be transferred to a higher-ranking position within the organization. This
advancement is followed by higher responsibilities and obligations (Dessler, 2008) on the one
hand and higher levels of authority and entitlement rights (Fathoni, 2006) on the other.
Promoting an employee at higher ranks in an organization leads to higher employee -
organization bonds and this is one of the beneficial outcomes of the potential for promotion
(Doeringer & Piore, 1971). Additionally, promoting an employee is also a form of
recognition to the employees’ talents and for those talents they are placed in a higher position
(Rosen, 1982). The opportunity for promotion can be a very important aspect to any
employees’ lives, especially at times that a country suffers from an economic crisis, for
example due to the fact that a promotion will also lead to increased salary (Brown, 2001). On
the other hand, when an organization doesn’t offer any possibility for advancement, or when
employees are dissatisfied with the offered advancement opportunities they tend to quit
(Shields and Ward, 2001). In relation to advancing in the line of work and the respective
benefits that follow (e.g. higher monetary compensation) previous work has also shown that
it is so important that Clark & Oswald (1996) suggested that high levels of job satisfaction

are exhibited when a raise comes from a promotion.

Teachers in their line of work and always in relation to how the educational system is
structured, have different opportunities for advancement (private vs public schools, primary
vs higher education) or no opportunities at all (e.g. substitute teachers). A correlation has
been identified between job satisfaction levels and propensity to quit among teachers

(Bobbitt, Leich, 1994), according to advancement opportunities (Evans, 1998). Similarly, in
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the research of Koustelios (2001) and Oshagbemi (1999) results indicated that teachers
appear to be satisfied with the supervisor and work itself and the environment of work but
highly dissatisfied with monetary compensation and promotion. Based on the peculiarities of
the Greek educational system and structure relevant to difficulties in advancing when being a

teacher we formulate the following hypothesis:

H1c: Crisis and its results, will lead to lower teachers’ perceptions of Promotion

related Job Satisfaction.

3.2.4 Job Satisfaction, the Organization and Working Conditions
Another important dimension that can play a role in the formation of feelings relative

to job satisfaction adheres to the role each organization plays. In our case, teachers can be
employed at different schools and educational units starting with kindergarten all the way up
to the university. Educational Levels in Greece are: Pre-school education, Primary and
Secondary education, Secondary technical education, Institutes of vocational training, Higher
education referring to universities or technological educational institutes. Each kindergarten /
school / university when we see it as an organization it consists of the teachers,
administrative staff, principals, students, parents of students, the processes for educational
activities etc. all of which form an archetype of an organization having differences with other
organizations (like a retail store chain or a court of law). Not only that but across all
educational organizations, each educational organization in practice although operates under
the same (or similar) rules, is still different from one another in the sense that each
educational organization / school / university is a living breathing system where the ones
involved (e.g. teachers and students) continuously interact supported by the administrative
stuff and the economical means. As a living breathing organization, when considering each
school as a system it is expected that it can create both positive and negative feelings of job
satisfaction due to the workplace environment it eventually fosters.

The workplace environment is one of the six factors that is found to play a role to
employees’ feelings of job satisfaction (Koustelios, 1991; Koustelios and Bagiatis, 1997), as
well as their productivity (Kafui Agbozo et al. 2017). The reason that the workplace
environment can play such role in job satisfaction levels is because it encompasses several
aspects and factors. The workplace environment includes the physical scenery, the
fundamentals of the job, the business features and the business background all of which have

the potential to affect the prosperity of employees (Ruchi and Surider 2014) during their
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working time. An attractive and supportive working environment can help maintain and
develop positive feelings relevant to the job satisfaction of employees (Kafui Agbozo et al.

2017) and it can be divided in three categories.

The first category is the actual physical environment that includes all the physical
elements and processes in the workplace like the building itself, the temperature of the
building and ventilation, the internal and external noise, the interior and infrastructure of the
inside and the amenities it provides (Kafui Agbozo et al. 2017; Banbury and Berry, 1998;
Sundstrom and Sundstrom 1986). The second category is the psychosocial work environment
that relates to employee feelings for colleagues and has been found that when there is a
significant change in the existing relationships (through reception of benefits, rewards,
existing competition etc.) both satisfaction and productivity are affected (Mohamed, 2005).
Lastly the third category refers to the social work environment and is about the
communication and relationships that develop between employees and supervisors as well as
employees among each other (Kafui Agbozo et al. 2017; Ruchi and Surider 2014). Although
the work environment is multidimensional and plays a very important role in employees’ job
satisfaction, many organizations fail to recognize that and this failure results in moderate
levels of job satisfaction compared to others that do recognize that (Aiken et al., 2002). If an
organization wants to increase employees’ job satisfaction levels, it can introduce processes
that aim to improve the attributes of the physical work environment (Buhai et al., 2008) (e.g.
improve hygiene factors (Herzberg et al., 1959)), optimize the processes or provide external

rewards and benefits.

The working conditions within the workplace environment can affect one’s
perceptions of job satisfaction. However, the recent economic crisis in Greece led to the
horizontal cutting of expenditure in all public spending, one of which was the expenditure for
schools. There were reports that in some cases there was not enough money to (a) procure
petrol to use in order to heat the classrooms or (b) buy the necessary equipment for teaching
like whiteboard markers and teachers had to pay on their own in order to have the items they
needed. It is evident that at any of the three aforementioned levels things did not go well and
if anything they declined. As they are related to the physical part of the school system its
operations would surely be hindered. However, although there are exhibited problems with

what the teachers’ have in their disposal to work with, at times of crisis interpersonal
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relationships between the teachers should be stronger as they are in it together. Therefore,

with respect to the Working Environment we hypothesize that:

H1d. Crisis and its results, will lead to lower teachers’ perceptions of Work
Environment Operations related Job Satisfaction.

Hle. Crisis and its results, will lead to higher teachers’ perceptions of Work

Environment Organizational Communication related Job Satisfaction.

H1f. Crisis and its results, will lead to higher teachers’ perceptions of Work
Environment Benefits related Job Satisfaction.

H1g. Crisis and its results, will lead to higher teachers’ perceptions of Work

Environment Contingent Rewards related Job Satisfaction.

H1h. Crisis and its results, will lead to higher teachers’ perceptions of Work
Environment Co-workers related Job Satisfaction.

3.2.5 Job Satisfaction and the nature of Work

Koustelios (2001) identifies “the job itself” as a factor being among the dimensions
of job satisfaction. It is a broad concept that includes within it the feelings one has for the
very nature of the job he/she is in and the benefits and difficulties it presents in physical or
psychological terms for example. The emotions that “the job itself” creates can be
dichotomized into positive and negative (Csikszentmihalyi & Larson, 1987; Diener, 1999;
Larson et al., 1990; Torquati & Raffaelli, 2004; Watson & Clark, 1988; Watson & Tellegen,
1985). Positive emotions include satisfaction, joy, pride and excitement and negative
emotions include anger, anxiety, sadness and frustration (Hargreaves, 1998; Kristjansson,
2007; Sutton & Wheatley, 2003). Cross and Hong (2012) who examined the emotions of
primary teachers in United States found that these teachers received positive emotions from
students while working with them. They also revealed that teachers’ emotions can be
influenced by their own psychological traits as expected and the overall school conditions. In
another research among Portuguese teachers (primary and secondary), researchers found that
emotions such as satisfaction, joy and zest affiliated with the engagement they (teachers) had
with students (Bahia et al., 2013) in their line of work. However, teaching does not only

relate to positive feelings and emotions.
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Teaching has also been identified as an occupation that involves high levels of stress
(Johnson et al., 2005; Mclintyre et al., 2017) and at cases it can lead to higher rates of burnout
(Byrne, 1999; Farber, 1991; Unterbrink et al., 2007). It is such a demanding line of work that
it has been reported that about 40% of teachers might leave their occupation in the first five
years (Borman & Dowling, 2008). Furthermore it was identified that the amount of stress
teachers experience could interplay badly with their physical and psychological health
(Brown, 2012; Travers & Cooper, 1996; Zurlo et al., 2010) as in their line of work, teachers
face emotional disturbances, and even threats to their sense of identity or self (Cowie, 2011).
Not only that, but among the reasons causing high stress levels to teachers, we could add the
fact that they have a preset and strict deadline to teach a lot of information to their students
and except teaching they have administrative duties as well; thus their program is fully
loaded (Travers & Coopers, 1996) with responsibilities. They have a great responsibility to
their students in the sense that they are responsible for teaching them, evaluating them and
eventually making decisions both for them and themselves with the potential for
consequences (Kyriacou, 2001). As we saw, teaching involves both positive and negative
feelings derived from the work itself however in Greece and at times of crisis as teachers are
found to have their Job Satisfaction met by the Job Itself (Koustelios, 2001;
Oshagbemi,1999) we hypothesize:

H1i. Crisis and its results, will lead to higher teachers’ perceptions to the Work
Itself related Job Satisfaction.

We have seen that Job Satisfaction is a sensitive matter that although should be
always cultivated it is also very fragile and dependent of the circumstances surrounding it.
We believe that crisis and its effects have played a very important role in Greece and as such
we aim to examine if being heavily struck by crisis in the end has had an effect on their

perceptions relevant to their work.

3.3 Job Satisfaction and Personality Characteristics

Job Satisfaction is an elaborate concept that describes the feelings one can develop
and have towards his/her work, however not all people develop feelings based solely on what
happens around them but also on how they make sense of it or how they view it through their
own selves. In this chapter we will explore the role of personality on job satisfaction. Each

personality is a mixture of different characteristics that form our experiences, enable us to
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form relationships and maintain balances and communicate with others. Our personality
reflects our psychological traits which can be found consistently through time accounting for
our behavior and eventually creating a combination that indicates who we are and also our

emotional, behavioral and cognitive forms (Mount et al., 2005)

Although a personality is a broad concept (like job satisfaction), and different
methods of study have been proposed, one that is widely accepted introduces a specific
categorization that consists of five orthogonal key characteristic; extroversion, adaptability,
self-control, neuroticism and openness to new experience. These characteristics or factors can
be utilized to identify the key structures of personality traits one possesses (Cook, 2005) in an
inclusive manner. This means that all individuals possess these factors however at different
degrees (Merz & Roesch, 2011). Previous research efforts have highlighted that aspects of
personality can affect the perceptions of job satisfaction in a positive or negative manner as
these “core evaluations” of self, relate to job satisfaction (Judge et al., 1997). As core
evaluations Judge et al. (1997) defined the evaluation someone does to him-/herself about
him-/herself in relation to what they evaluate they are worth. Four traits are included in core
self- evaluation, such as: self-esteem, self-efficacy, locus of control and low neuroticism.
Judge et al. (1998) identified for example that people with positive self-evaluations were
more likely to exhibit higher levels of job satisfaction than others with lower positive self-
evaluations. The correlation of job satisfaction and the environment and personality type of
individuals and the compatibility between these pairs (Job Satisfaction — Environment and
Job Satisfaction and Personality types) is also supported by Mount and Muchinsky (1978).
Furthermore Loher et al. (1985) and Judge et al. (2002) found in their research efforts that
both job characteristics and personality types interplay with job satisfaction. Judge et al.
(2000) suggested that Personality and Job Satisfaction are very significantly related and there
is an interplay between them. A theoretical explanation of the interplay of job satisfaction and
personality stems from the person-environment fit relationship; The better one fits with the
work environment he is employed at, the higher the levels of job satisfaction he/she will have
as well as their overall well-being (Kristof-Brown & Guay, 2011; Verquer et al. 2003). This
environmental “fit” happens in the case that they operate in environments (e.g. work) that are
compatible with them as individuals always relating to their personalities (Kristof-Brown et
al. 2005; Schneider,1987). It is very important to mention Holland (1997) who found that
people with same personality seem to develop similar interests and follow the same direction

to work that matches with these interests and in that way personality-homogeneous

25



environments are created in terms of lines of work. Based on these theories, Schneider’s
(1987) and Holland’s (1997) models proposed that individuals select their environment based
on the personality they have and in turn some environments end up being homogenous (with
people of similar or compatible personalities) and as such they eventually provide a better fit
than others for each new individual who is about to enter the environment. All
aforementioned research efforts highlight the connection that personality and job satisfaction
have as well as how an individual’s personality can affect their work perceptions. As such
and in the course of this exploration, we need to also examine the effect that key personality
characteristics affect their perceptions of job satisfaction. In order to do so, we can utilize the
key factors of the personality of an individual being his/her neuroticism, extraversion,
openness, agreeableness and conscientiousness (Costa & McCrae,1995; Digman, 1990;
Goldberg, 1990; John & Srivastava,1999). These personality traits found in all of us, are
considered key in the formation of someone’s overall personality and the follow-up display
of behavior. In the following we will present the foundations behind the key factors that form

the personality of individuals.

Neuroticism is described as a factor that is responsible for causing emotional
instability in a person (Djigic et al., 2013). When individuals are not able to maintain their
emotional stability, they often find themselves unable to maintain their calmness in difficult
situations (Soto, 2018) on various contexts (including work) and become filled with feelings
of sadness, fear, guilt, anxiety or rage (Djigic et al., 2013). Individuals with high neuroticism
do not get along well with others and their well-being or psychosocial heath exhibits
problems. Another thing about people with tendencies for neuroticism is that they will be
overrun by low levels of satisfaction in their lives, in general, as well as low levels of
satisfaction in other aspects in their life, such as their job or their relationships with other
people (Soto, 2018). Furthermore, neuroticism has been linked with lower performance on
how you choose to respond to a given task (Luu et al., 2000) which can hinder their everyday
obligations in all aspects of their lives including work. Lastly an additional negative outcome
found to individuals that have higher tendencies to neuroticism is that they are more easily

facing feelings of burnout (Kokkinos, 2007).

Another important personality factor is Extraversion. Extraversion is more related to
sociability and activity. If a person is an extravert then he/she could be more talkative, active,
friendly, energetic, optimistic, cheerful or outgoing (Djigic et al., 2013); in contrast to
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introverted people who are presented as socially and emotionally reserved (Soto, 2018).
Extraverted people due to their colorful personality and outgoing character have a very active
social life, which includes lots of friend and acquaintances. These people look like they
would perform better in social and corporate jobs, and since they are social beings, they will
possibly have the tendency to go after leadership roles in the community. These people also
do well when it comes to their well-being -on the contrary to the individuals that are more

introverts- and that results from their positive emotions (Soto, 2018).

Another very important aspect of someone’s personality relates to his/her Openness
to new experiences which as a trait has to do with aspects that drive people to curiosity,
diversity, need for change, experimentation, new ideas and non-conventional values. These
kinds of people are who we describe as open-minded (Djigic et al., 2013), sensitive to art and
beauty (Soto, 2018) and they tend to question things (i.e. authority) (Djigic et al., 2013). The
individuals that have tendencies to be more open for new experiences select occupations that
have to do with science or art. As they also question a lot of society's’ values, they appear to
be liberated from political and social ideas. People with high levels of openness appear also
to achieve high scores in creativity and intelligence (Soto, 2018) leading to higher
performances on 1Q tests (McCrae, 1993; Moutafi et al., 2003), as it can be considered also
as an executive functioning ability (Ardila et. Al., 2000). Unfortunately, openness seems to
decay with age (Donnellan & Lucas, 2008) and as we grow old, we gradually lose that trait,

at least relevant to our younger selves.

A fourth important personality characteristic is Agreeableness which correlates as a
trait with trust, compassion and altruism. People who have highly developed that trait are
compassionate and trusting, unlike people that do not have that trait and are presented as
more cynical, selfish, suspicious of others, competitive and self-centered (Djigic et al., 2013).
This kind of people are more possible to be liked by other individuals due to their character
and the relationships they form tend to be more stable. Moreover, people with this personality
trait at a higher level, seem to engage in social occupations, they participate in volunteering
work, and they like to serve their community. Plus they follow the letter of the law and they
score very low in engaging in criminal activities (Soto, 2018). Agreeableness and executive
functioning are also related through the fact that agreeableness suspends the inappropriate

interpersonal behavior of individuals.

27



Lastly, an important personality characteristic is Conscientiousness which as a trait
correlates with self-control and on how an individual can stay true to his/her own principles
(Djigic et al., 2013). People with high levels of conscientiousness like order and structure.
They also work hard to fulfill their goals, respecting their duties and obligations when
individuals with low conscientiousness are just “ok” with disorder. They are also motivated
to bring a task to its end (Soto, 2018). Individuals with this personality trait in abundance do
well in various occupations and are persistent, self-disinclined, and have a control over their
impulses. Low conscientiousness, when is present in someone’s personality is also associated
with attention deficit disorder (Martel et al., 2008; Nigg et al., 2002), which is included in
executive function disorder (Seidman, 2006). People who exhibit conscientiousness tend to

also adopt a healthy lifestyle and avoid risky behaviors for their health.

As we can see personality traits, as the ones previously presented, play a crucial role
to the formation of someone’s personality and in turn, the way a personality is formed will
guide how an individual acts towards others, his job, the environment close to him/her and
the people in it, accordingly. The behavior that he/she will adopt and display to society is a
direct result of the mix of personality traits that he/she has the most (e.g. People with high
neuroticism tendencies and low Openness to new experiences tendencies). Not only that but,
these personality traits have been found to also have a strong connection with job satisfaction
as well. Previous work by Colomeischi et al. (2014) showed that high levels of extroversion,
consciousness and emotional stability can actually contribute to higher levels of work
satisfaction and satisfaction with the job result of an individual. Relative to
conscientiousness, agreeableness and neuroticism and in particular for teachers a relation was
found with self-efficacy (Jamil et a., 2012), engagement (Mcllveen & Perera, 2016) and
satisfaction (Cano-Garcia et al., 2005). On the one hand conscientiousness and agreeableness
have a positive correlation with job satisfaction and on the other, neuroticism has a negative
correlation with job satisfaction. As such, Emotional Stability (being Neuroticism’s opposite)
will have a positive correlation with job satisfaction (Judge et al., 2002). Judge et al. (2002)
also found that extraversion had an outstanding positive correlation with job satisfaction.
Similarly, Perera et al. (2018) in their research efforts about teachers’ personality and job
satisfaction, also came to the conclusion that personality is related with job satisfaction and
that teachers who scored high in personality traits such as extraversion, conscientiousness,
agreeableness and scored low in neuroticism will experience higher levels of job satisfaction.

Further research efforts similarly confirm that having a positive personality trait like
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extraversion could lead to feelings of job satisfaction in the line of work and even more may
help block emotions of job stress and burnout (Matthews et al., 2009). Colomeischi et al.
(2014) in their research suggested that extraversion, consciousness and emotional stability
can be the reason for the variations for teachers’ job satisfaction. They proposed that in order
to raise teachers’ job satisfaction they should be enabled to work in an environment that
enabled personal development and this would lead to create emotional stability. Contrary to
general public, results indicated that teachers score high on traits as extraversion, openness,
conscientiousness and cooperation and lower on neuroticism (Tatalovic-Vorkapic, 2012).

We saw that some of the personality traits each one of us has, promotes or negates our
own individual’s levels of job satisfaction to either “sky high” or “to the bottom of the ocean”
if we are to use a metaphor. Additionally, as these personality traits are a part of our
personality, we expect them to change at a very slow rate (if they change at all) and to direct
our general viewpoints on life and eventually our behaviour. We postulate therefore that
although crisis has changed the scenery of our work, our key personality characteristics, will
still continue to operate in the same manner as before, as they are deeply rooted within
ourselves. Therefore, we do not expect the crisis to change the established ways that the key
personality characteristics effect the perceptions of Job Satisfaction, leading to formulating

our hypothesis relevant to the personality characteristics as follows:

e H2a: Emotional Stability (Opposite of Neuroticism) as a personality trait will

effect positively Job Satisfaction.

H2b: Extraversion as a personality trait will effect positively Job Satisfaction.

H2c: Openness to new experiences as a personality trait will effect positively

Job Satisfaction.

H2d: Agreeableness as a personality trait will effect positively Job Satisfaction.
e H2e: Conscientiousness as a personality trait will effect positively Job

Satisfaction.

In the previous sections it was elaborated that Job Satisfaction has different facets that
formulate it. Therefore as Job Satisfaction is effected by our personality, similarly each facet
of Job Satisfaction on its own will be effected by our personality characteristics. Therefore

we hypothesize that:
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H2f: Emotional Stability (Opposite of Neuroticism) as a personality trait will
effect positively one (or more) facet(s) of Job Satisfaction namely (Pay,
Supervision, Promotion, Work environment operations, Organizational
Communication, Benefits, Contingent Rewards, Co-Workers and the Work
Itself).

H2g: Extraversion as a personality trait will effect positively one (or more)
facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment  operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

H2h: Openness to new experiences as a personality trait will effect one (or
more) facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment  operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

H2i: Agreeableness as a personality trait will effect positively one (or more)
facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment  operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

H2j: Conscientiousness as a personality trait will effect positively one (or more)
facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment  operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

3.4 Job Satisfaction and Demographic Characteristics

Having examined Job Satisfaction and the personality characteristics that can
formulate and play a role in it, there is also the case that other personal characteristics an
individual possesses (in relation to another) also play a role. Such indicative personal
characteristics can be age, gender, the type of school a teacher works at, the years of
experience and employment status of the teachers.

A fair amount of research efforts (Baron, 1986; Hunisch and Hulin, 1991; Koustelios,
2001; Mathieu, 1991; Mount et al., 2006; Ostroff, 1992; Scott and Taylor, 1985; Zigarreli,
1996) have been devoted to the examination of the relation between feelings of job

satisfaction and demographic characteristics like gender, marital status and other personal
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characteristics like the skills an individual possesses (Reyes, 1990; Sari, 2004; Sim, 1990).
Spector (1985) in his research discovered that job satisfaction could be affected by salary, age
and the organization level. Other researchers studied the educational level, marital status, the
number of the children a teacher has, monetary compensation and tenure. However many
results led to vastly mixed and sometimes contradicting results (Bedeian et al., 1992;
Forgionne & Peeters, 1982; Glenn & Weaver, 1982; Gruenberg, 1980; Hulin & Smith, 1965;
King et al., 1982; Lee & Wilbur, 1985; Lynch & Verdin, 1983; McDonald & Gunderson,
1974; Mottaz, 1984; Rogers,1991; Saiyadain, 1985; Weaver, 1980). Koustelios (2001)
suggested also that different personal characteristics contribute to the completion of different
viewpoints of job satisfaction. As the different research studies are not conclusive on all the
personal characteristics that contribute we aim to also study these demographic factors,
therefore the personal characteristics we aim to include into our research as we mentioned in
the previous chapter are: age, gender, educational level, income, years of experience, type of

school and employment status.

Age: In the research of Chaudhiri et al. (2015) the correlation of age and job
satisfaction was not found to be significant, similarly with the research streams of Glenn et al.
(1977; Hulin & Smith (1965), McDonald and Gunderson (1974) and Weaver (1980).
Although Job Satisfaction was not found to have a strong correlation with the overall
construct of Job Satisfaction, previous work has shown that age is very important when it
comes to the matter of forecasting satisfaction with pay, consisting an important facet of Job
Satisfaction. In particular, when age increases so does monthly payment and this makes sense
as while employees get older, they are working even more years (or have other factors that
account for more money e.g. being married, having children etc). This is also supported by
the results of the research of Bilgic (1998) who found out that as the age of individuals
increased so does their expectation of payment. Although we find that age correlates at cases
with the pay dimension of job satisfaction, when it comes to overall job satisfaction when a
correlation is found there are different types of correlation that have been reported in the
literature. For example, Rhodes (1983) found a positive and linear correlation between job
satisfaction and age. Luthans and Thomas (1989) found a different correlation between job
satisfaction and age of curvilinear and lastly Clark’s (1996) research found a correlation of
U-shape. Therefore, we aim to examine the correlation (if any) in relation to Age of teachers
with their feelings of Job Satisfaction.
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Educational Level: Individuals that have reached higher educational levels tend to
express fewer negative feelings towards their work and they also appear to value more the
quality of their work performance than to make complaints for other issues related to their
work (Bilgic R., 1998). Prior research streams indicated that there was a positive relationship
between job satisfaction and the educational level of individuals (Lee & Wilbur, 1985;
Mottaz, 1984; Rogers, 1991). On the other hand, previous research efforts also showed levels
of job satisfaction decreased as the level of education of an individual increased (Clark, 1996;
Eskildsen et al., 2003; Wharton et al., 2000). A possible explanation could be that educated
people are mostly guided from intrinsic and not extrinsic rewards (money, status, authority),
and that could drive them to dissatisfaction caused by unfulfilled expectations and ambitions
(Bilgic R., 1998). Furthermore, Allen (2001) found that if someone is more educated but
works in an occupation that can be met by unskilled staff, then that could cause a negative
impact to his/her satisfaction, but not that notable. If an individual is undereducated, the
individual’s levels of education will have an insignificant impact on individual’s job
satisfaction. That also applies if an individual works in an occupation, but the occupation
does not belong to the field of his/her education.

Income: As described in the previous sections the income one makes for his effort
during work is an important facilitator of Job Satisfaction. The amount of money one receives
can make him/her to either feel satisfied or dissatisfied with his/her job. Card et al. (2012)
investigated the effects of income in job satisfaction and in order to examine the
phenomenon, they conducted an experiment to gather data relative to the payroll among
workers (after their informed consent). They did that not only to test the direct effect of
income to job satisfaction, but to test also how the knowledge of how one ranks in the pay
scale among his/her immediate colleagues could affect the perceptions of satisfaction. The
results of their research indicated that the given knowledge about the amount of payment
among workers had a negative effect, to the category that belonged in below median scale of
payment in their unit and occupation area of work. The employees who were above the
median pay scale did not indicate suffering a negative impact with information about their
payroll. In the research of Bilgic (1998), income was the best predictor to job satisfaction,
and higher income had a positive effect to job satisfaction. When employees gained higher
monthly income, they were positive toward their work, positive to supervisor’s practices,
concerned about productivity and did not appear to experience any task-related conflict.
Although income had a huge impact with those variables, Bilgic (1998) did not find a direct
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impact of income to job satisfaction. He also suggested that individuals who had high-paying

jobs were happier than other individuals with lower-paying jobs.

Type of Employment: The employment type in Greece and in relation to teachers
predominately can be either in a permanent position or in a substitute position, both in the
private and public sector. We can understand that there is a significant difference among the
two types of employment at least in relation to the security of the work position. Permanent
teachers have a specific position (Named “Opyavikny”) at specific schools and have the
security that they will proceed to evolve in the ranks, the years of service and the respective
benefits that come along with a permanent job in the public sector. On the other hand,
substitute teachers come in temporarily and on an annual basis to fill in the gaps in the
educational system wherever necessary. They are aware that they will probably be in
different schools (and most probably in different towns) every year and they will stop
working at the end of the year. Being a substitute teacher enables you though to receive the
needed time of experience to later on receive a permanent position. The aforementioned
stands true for teachers having or pursuing work in and for the public sector. In the private
sector the situation is different, here teachers are employees and they do not hold a permanent
position however there is also here a sense of security that derives from the performance of
each teacher. As we see these differences it merits to examine if this duality in the nature of

the type of employment has an effect on the feelings of teachers relevant to job satisfaction.

In these two types of employment (permanent and substitute) the overall work
environment has significant differences considering the permanent (or not) nature and the
security that derives from it, thus it is expected that it will create important differences in the
feelings it can create to employees of each type (Clark and Postel-Vinay, 2005). Aguiar do
Monte (2017) in his research examining employees of both private and public sectors found
on one hand the employees of private sector seem to make a greater effort to achieve their
goals due to the uncertainty of their future within the organization and on the other hand the
employees of public sector did not put the same amount of effort as nobody could dismiss
them from their duties or make direct redaction to their income. Similar results were
presented in the research of Munnell and Fraenkel (2013). In this case and although the
differences found, there wasn’t a direct impact identified in job satisfaction, but only a
correlation between feelings of job uncertainty and job satisfaction. This finding also came
up in a series of research efforts that identified a negative connection between job uncertainty
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and job satisfaction due to the fear of termination from work (Reisel et al., 2007; Sverke et
al., 2002; Artz & Kaya, 2014; Vuijicic et al., 2014).

Gender: Research efforts examining the effect the gender of the employee can have
on job satisfaction presents varied results with many of them not deriving to evidence of a
direct relation of gender to job satisfaction (Brief & Algad, 1975; Brif & Olive, 1976; Brief
et al., 1977, D’ Arcy et al., 1984; Forgionne & Peeters, 1982; Goh et al., 1991; Hulin &
Smith, 1964; King et al., 1982; Lynch & Verdin, 1983; Saiyadain, 1985; Souser & York,
1978; Shapiro & Stern, 1975; Smith & Plant, 1982; Varca et al., 1983; Weaver, 1980; Witt &
Nye, 1992). However in some cases it was found that women tended to be more satisfied
with their work than men (Bartol & Wortmann, 1975; Clark, 1997; Murray & Atkinson,1981;
Wharton et al., 2000), where other research streams indicated the exact opposite having men
being satisfied with their work at higher levels than women (Forgionne and Peeters
1982;Hulin & Smith, 1964;Weaver, 1978). An interesting finding comes from Bilgic (1998)
who found a relation between gender and pay satisfaction and the physical environment as

women were found to be unhappy with both their income and the working environment.

Years of Experience: The years of experience an employee has could also play an
important role to job satisfaction. Employees that have been working for many years could
have their income raised, get promoted or create stronger bonds with fellow employees. On
the other hand recent employees with rather limited experience, could also have a negative
effect. An interesting finding in the research of Bilgic (1998) is that it was found that
individuals with plenty years of experience had form the perception that their jobs were

respectable and they worked in an environment they liked and were satisfied with.

Having surveyed previous work on the examination of the potential interplay of
personal characteristics like age, gender and type of employment among others we need to
also examine the aforementioned characteristics in parallel to the unit of analysis of our
research, i.e. teachers and in particular teachers in Greece. Koustelios (2001) in his research
about personal characteristics and their impact to Greek teachers’ perceptions on job
satisfaction found a significant number of interplays between the characteristics (or
demographic data) and the teachers’ feelings of Job Satisfaction. In the research they state
that each personal characteristic could participate in shaping a different facet or dimension
relative to job satisfaction. Gender for example was found to correlate with feeling of job

satisfaction for working conditions. This correlation seems to affect especially job
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satisfaction perceptions in women in a positive way and that could be because women
believed that working conditions are far more important than how men perceive them
(Herzberg et al., 1957). Moreover Koustelios (2001) found that the overall working
experience correlates with feelings relative to the supervision and promotion potential of job
satisfaction; specifically, he found that the more years of experience teachers had, the higher
their levels of job satisfaction with supervision and promotion would be. These results are
also similar with the findings of Maghradi (1999) who found that the teachers with more
years of experience expressed higher levels of job satisfaction as well. Also, the level of the
educational unit that an employee works at plays a role on shaping the perceptions of
satisfaction with working conditions, supervision and promotion. Teachers in primary
education were more satisfied with their working conditions while teachers in secondary
education were more satisfied with supervision and promotional opportunities (Koustelios,
2001). Additionally, and in particular for the educational units in the aforementioned
research, a relationship was found between gender and job satisfaction and in particular male
teachers had lower job satisfaction levels in elementary schools and female teachers in high
school had higher levels of job satisfaction. Other steams or research examining Greek
teachers also yielded significant results between personal characteristics and job satisfaction.
Relative to age it was found that older teachers were more satisfied with aspect of work
(goals and workload) and younger teachers were satisfied with income and administration
(Alexopoulos, 1992; Kantas, 1992; Saiti, 2007; Saiti and Fassoulis, 2012; Tarasiadou and
Platsidou, 2009). Saiti and Papadopoulos (2015) in the research found that gender affected
the feelings of Job Satisfactions’ dimension of promotion potential where men were satisfied
with the possibility of promotion much more than women and women were found to be more
satisfied than man with the job itself. Parallel to the aforementioned results were found also
for Cypriot educators by Menon-Eliophotou et al. (2008). Building on the aforementioned
previous work we identify that the different personal characteristics will correlate with Job

Satisfaction, making our hypothesis as follows:

e H3a: Teachers’ age will have a positive effect on Job Satisfaction.

e H3b: Teachers’ educational level will have a positive effect on Job

Satisfaction.

e H3c: Teachers’ income level will have a positive effect on Job Satisfaction.
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H3d: Teachers’ employment type (e.g. Substitute / Permanent) will
correlate to feelings of Job Satisfaction (Substitute will negatively
correlate, Permanent will positively correlate).

H3e: Teachers’ experience in teaching will positively effect Job

Satisfaction

Having surveyed the existing literature relevant to Job Satisfaction, Personality

Characteristics, Personal Characteristics and the Crisis Greece faced in particular for teachers

we identified several interesting points worth examining. On that account we have formulated

a set of hypotheses interesting for examination in the course of our research effort.

Associated )
RQ of Thesis H Hypothesis Statement
- Crisis and its results, will lead to lower teachers’ perceptions of Job
Satisfaction.
Hia Crisis and its results, will lead to lower teachers’ perceptions of Pay related
Job Satisfaction
RQ1: Isthe Hib Crisis and its results, will lead to higher teachers’ perceptions of Supervision
aftermath of related Job Satisfaction
crisis (in terms Hlc Crisis and its results, will lead to lower teachers’ perceptions of Promotion
of related Job Satisfaction.
socioeconomic H1d Crisis and its results, will lead to lower teachers’ perceptions of Work
status Environment Operations related Job Satisfaction.
mobility) Hie Crisis and its results, will lead to higher teachers’ perceptions of Work
related to the Environment Organizational Communication related Job Satisfaction.
teachers’ Hif Crisis and its results, will lead to higher teachers’ perceptions of Work
perceptions of Environment Benefits related Job Satisfaction.
Job Hig Crisis and its results, will lead to higher teachers’ perceptions of Work
Satisfaction? Environment Contingent Rewards related Job Satisfaction.
Hih Crisis and its results, will lead to higher teachers’ perceptions of Work
Environment Co-workers related Job Satisfaction.
Hij Crisis and its results, will lead to higher teachers’ perceptions to the Work
Itself related Job Satisfaction.
Associated )
RQ of Thesis H Hypothesis Statement
RQ2: Do H2a | Emotional Stability (Opposite of Neuroticism) as a personality trait will
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teachers’
Personality
Traits impact
teachers’ Job
Satisfaction

Perceptions?

effect positively Job Satisfaction.

H2b

Extraversion as a personality trait will effect positively Job Satisfaction.

H2c

Openness to new experiences as a personality trait will effect positively Job

Satisfaction

H2d

Agreeableness as a personality trait will effect positively Job Satisfaction.

H2e

Conscientiousness as a personality trait will effect positively Job Satisfaction.

H2f

Emotional Stability (Opposite of Neuroticism) as a personality trait will
effect positively one (or more) facet(s) of Job Satisfaction namely (Pay,
Supervision, Promotion, Work environment operations, Organizational
Communication, Benefits, Contingent Rewards, Co-Workers and the Work
Itself).

H2g

Extraversion as a personality trait will effect positively one (or more) facet(s)
of Job Satisfaction namely (Pay, Supervision, Promotion, Work environment
operations, Organizational Communication, Benefits, Contingent Rewards,
Co-Workers and the Work Itself).

H2h

Openness to new experiences as a personality trait will effect one (or more)
facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

H2i

Agreeableness as a personality trait will effect positively one (or more)
facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

H2j

Conscientiousness as a personality trait will effect positively one (or more)
facet(s) of Job Satisfaction namely (Pay, Supervision, Promotion, Work
environment operations, Organizational Communication, Benefits,
Contingent Rewards, Co-Workers and the Work Itself).

Associated
RQ of Thesis

Hypothesis Statement

RQ3: Do
teachers’
personal and
contextual

characteristics

H3a

Teachers’ age will have positive effect on Job Satisfaction

H3b

Teachers’ educational level will have a positive effect on Job Satisfaction

H3c

Teachers’ income level will have a positive effect on Job Satisfaction.

H3d

Teachers’ employment type (e.g. Substitute / Permanent) will correlate to
feelings of Job Satisfaction (Substitute will negatively correlate, Permanent

will positively correlate).
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impact
teachers’ job H3e | Teachers’ experience in teaching will positively effect Job Satisfaction

satisfaction?

Table 1 Hypothesis of the MSc Thesis Research

4. Research Methodology

The purpose of this Master Thesis is to investigate the role of the aftermath of crisis
on teachers and their perceptions of job satisfaction. Additionally, we examine if there is any
role played by the individuals’ personality and their demographics. The quantitative approach
was chosen as means to reach a conclusion by hypothetic deductive reasoning (Straub et
al.,2005). Based on the available research methodologies relative to quantitative methodology
research designs, a user study based on a survey was deemed appropriate, as it will allow to
explore the perceptions of teachers as well as to formally collect our data. This way, we will
examine our hypotheses and answer our research questions based on a broad sample. Overall
as we aim to study the perceptions of teachers relative to Job Satisfaction, the research design

can be seen in the following figure.

Impact of
Economic Crisis

Personality

e Job Satisfaction

Demographics

Figure 4 Research Design

In the following sections of the methodology the participants of the study are presented
followed by the measurement instruments used in this research alongside with the followed

process for data collection and analysis.

38



Participants
This study targeted teachers in Greece in order to examine their perceptions of Job

Satisfaction following a time of crisis in Greece. Therefore, our efforts were focused to
collect responses from teachers in Greece only and employed as permanent or substitute
teachers in kindergarten, primary, secondary education and higher education. Based on the
responses (N=77) of our sample we observed that in terms of gender more responses came
from Female (84.3%) than Male (15.7%) respondents. Currently in Greece teaching positions
(especially permanent posts) in the initial levels of school (kindergarten and primary
education) are predominately held by female teachers. In relation to the age of our sample,
we can see that it was distributed having received answers from all age groups, yet the
majority was from respondents who were 45+ (38.6%). As the majority of the responses
came from respondents that were 45+ years old it was expected that this would also be
reflected in the years of employment our respondents had as teachers. Responses indicate that
in our sample the majority (37%) had a vast working experience of 15+ years. With respect to
the school type the teachers in our research were employed at, we received responses from
teachers employed at all levels from kindergarten to higher education with kindergarten
teachers having the majority of the responses (42.2%). The analysis of the aforementioned

descriptive statistics is presented in the following Figures.

® 18-24
® 25-30
31-35
® 36-40
@ 41-45
@ 45+

@ Male

® Ffemale

Figure 5: Gender of Respondents Figure 6: Age of Respondents
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Q01
®1-5

5-10 ® Primary Education

8.4% ® 10-15 8.4% Secondary Education
@ 15+ ®  Higher Education

® Kindergarten

10.8%

Figure 7: Years of Working Experience of Figure 8: Respondents’ Occupation in Different
Respondents Educational Levels

Additionally, as our goal is to examine the effect of crisis the responses of our sample
relevant to the respondents’ perceptions on whether the crisis had affected them show that
indeed a significant number of them felt that they were effected from it. 38.6% where in the
middle socio-economic layers of the socio-economic stratum and descended to the middle-
lower socio-economic layer and 10.8% were in the middle-low socio-economic layer and
found themselves to now be in the low socio-economic layer of the socio-economic stratum.
In total more than half of our sample were negatively affected by the crisis, at least in terms
of their position in the socio-economic stratum as individuals. Only a third (approximately)
were not affected by the crisis as they did not see themselves ascend or descend at that time.
Additionally, and in relation to the stated income per month of our respondents we see that
more than 70% of our sample reports income per month of up to 2.000 Euros. The analysis of

the aforementioned is presented in the following figures.

@ Upper -> upper-middle class @ <1000
@® Upper-middle class -> middle class . 1.000 - 2.000
) ) @ 2.000 - 3.000

£ Middle class -> lower-middle class @ 3.000 - 4.000
® Lower-middle class -> lower class PS 4‘000 : 5'000
@ Lower class -> very delicate situation @ 5.000+
® No, the crisis has not made me descend
@® No, the crisis has not made me ascend

e @ | prefer not to answer

Figure 9: Perceived Impact of Crisis Figure 10: Monthly stated income
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Measurement Instruments

In order to gather data related to the impact of the crisis on teachers the Perceived
Personal Economic Descent was measured by a single item as suggested by Fritsche et al.
(2017) consisting of the following items: “Faced with the current economic situation and
thinking about your and your family’s situation, do you believe that the economic crisis has
made you descend in the social scale? Please mark the option that best reflects your current
situation”. The available answers were: (1) Yes, | used to be in the upper class, and now | am
in the upper-middle class, (2) Yes, | used to be in the upper-middle class, and now | am in the
middle class, (3) Yes, | used to be in the middle class, and now | am in the lower-middle
class, (4) Yes, | used to be in the lower-middle class, and now | am in the lower class, (5)
Yes, | used to be in the lower class, and now | am in a very delicate situation, dreading a fall
into poverty, (6) No, the crisis has not made me descend in the social scale, (7) No, the crisis
has not made me ascend in the social scale and (8) I prefer not to answer and only one could
be chosen. From the answers of the respondents, two different groups were created: The first
group consists of those who reported having descended in the social ladder during the crisis
time (response categories 1-5) and the second is comprised by those who had not undergone
any changes or had climbed the social scale (response categories 6-7). The Perceived
Personal Economic Descent measurement instrument has been utilized in past research
efforts to harvest the perceptions of the impact of crisis on an individual level (Navarro-
Carrillo et al, 2018; Proudfoot and Kay, 2018; Daganzo and Bernardo, 2018; Moya and
Fiske, 2017).

The socioeconomic status (SES) was also measured, based on family monthly income
as directed by Kraus et al. (2009) with a six category coding namely: (a) under 1.000€; (b)
1.000-2.000€; (c) 2.000-3.000€; (d) 3.000—4.000€; (e) between 4.000 and 5.000€; and (f)
over 5.000€. SES has been used in previous research efforts to measure the socio-economic
status of individuals (Daganzo and Bernardo, 2018).

In relation to job satisfaction the constructs and items from Spector (1985) are used
specifically the following dimensions: Pay, Promotion, Supervision, Benefits, Contingent
Rewards, Operating procedures, Co-workers, Nature of work and Communication all of
which consisting of four (4) items. The items per dimension are presented analytically in the
APPENDIX. The instrument of Job Satisfaction is a validated measurement instrument that
has been extensively used in previous studies in order to harvest the perceptions of

participants relevant to Job Satisfaction in their work at different lines of work including
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teaching. Job Satisfaction in particular for education has been previously used in teachers by
scholars with indicative cases being: Bentea and Anghelache (2012) examining teachers’ job
satisfaction in relation to their professional activity, Bishay (1994) examining teacher
motivation and job satisfaction and Chapman and Lowther (1982) examining teachers
satisfaction with teaching itself to name but a few. As Job Satisfaction is the predominately
used measurement instrument for the reception of the perceptions of employees relative to
their job satisfaction, it was selected in this research as well.

Lastly, as this research addresses teachers in Greece the translated version of the Job
Satisfaction Survey instrument by Tsounis and Sarafis (2018) is utilized which was found to
be valid and reliable and as such is suggested by Spector?. In relation to the measurement of
the personality characteristics of the participants the widely used Ten Item Personality
Inventory (TIPI) by Gosling (2003) was utilized. TIPI was developed in order to enable
gauging the personality characteristics of individuals when time is limited and is the brief
measure of the Big-Five personality questionnaire measuring the same scales. In TIPI each
personality dimension is measured by two items therefore we will calculate a new variable
for each dimension created by the average of each item as suggested by Gosling (2003). The
TIPI instrument utilized in this research is widely used and validated in past research efforts
in different sectors including teachers with indicative examples being Djigic et al. (2014)
examination of the correlation of personality dimensions with self-efficacy and Emmerich et
al. (2006) examination of teachers’ educational outcomes in relation to personality. Lastly
questions relevant to the demographics (as previously presented) of the respondents were
introduced and the questionnaire inquired about: gender, age, achieved educational level,
current occupational status and mode of employment, years of teaching and educational level
at which they are/have been employed. The connection between the Hypothesis and the

measurement instruments utilized in our work is presented in the following table.

Associated ) MEASURMENT
) H Hypothesis Statement
RQ of Thesis INSTRUMENT
RQ1: Isthe HI Crisis and its results, will lead to lower Job Satisfaction
aftermath of teachers’ perceptions of Job Satisfaction. PPED (Crisis effect)

1 Source: http://paulspector.com/scales/our-assessments/job-satisfaction-survey-jss/job-satisfaction-survey-
translations/
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crisis (in terms

Crisis and its results, will lead to lower

) PAY (Job Satisfaction)
of Hla | teachers’ perceptions of Pay related Job o
) ) ) ) PPED (Crisis effect)
socioeconomic Satisfaction
status Crisis and its results, will lead to higher SUPERVISION (Job
mobility) H1lb | teachers’ perceptions of Supervision related Satisfaction)
related to the Job Satisfaction PPED (Crisis effect)
teachers’ Crisis and its results, will lead to lower PROMOTION (Job
perceptions of Hilc | teachers’ perceptions of Promotion related Satisfaction)
Job Job Satisfaction. PPED (Crisis effect)
Satisfaction? OPERATING
Crisis and its results, will lead to lower
PROCEDURES (Job
H1ld | teachers’ perceptions of Work Environment ] ]
. . . Satisfaction)
Operations related Job Satisfaction. o
PPED (Crisis effect)
Crisis and its results, will lead to higher
COMMUNICATIONS
teachers’ perceptions of Work Environment ) )
Hle o o (Job Satisfaction)
Organizational Communication related Job o
] ) PPED (Crisis effect)
Satisfaction.
Crisis and its results, will lead to higher BENEFITS (Job
H1f | teachers’ perceptions of Work Environment Satisfaction)
Benefits related Job Satisfaction. PPED (Crisis effect)
o ) ) ) CONTINGENT
Crisis and its results, will lead to higher
. . REWARDS (Job
H1g | teachers’ perceptions of Work Environment ] ]
) ) ) Satisfaction)
Contingent Rewards related Job Satisfaction. o
PPED (Crisis effect)
Crisis and its results, will lead to higher CO-WORKERS (Job
H1lh | teachers’ perceptions of Work Environment Satisfaction)
Co-workers related Job Satisfaction. PPED (Crisis effect)
Crisis and its results, will lead to higher NATURE OF WORK
H1i | teachers’ perceptions to the Work Itself (Job Satisfaction)
related Job Satisfaction. PPED (Crisis effect)
RQ2: Do H2a | Emotional Stability (Opposite of NEUROTICISM (TIPI)
teachers’ Neuroticism) as a personality trait will effect Job Satisfaction
Personality positively Job Satisfaction. PAY, SUPERVISION,

Traits impact
teachers’ Job

Satisfaction

Emotional Stability (Opposite of

Neuroticism) as a personality trait will effect

PROMOTION,
OPERATING
PROCEDURES,
COMMUNICATIONS,
BENEFITS,
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Perceptions?

positively one (or more) facet(s) of Job

CONTINGENT

(H2f) | Satisfaction namely (Pay, Supervision, WCI)QIEI\Q/EA&I;DEAQF%RE
Promotion, Work environment operations, OF WORK (Job
Organizational Communication, Benefits, Satisfaction)
Contingent Rewards, Co-Workers and the
Work Itself).

) ) o EXTRAVERSION
Extraversion as a personality trait will effect (TIP)
H2b positively Job Satisfaction. Job Satisfacti
ob Satisfaction
Extraversion as a personality trait will effect PAY, SUPERVISION,
positively one (or more) facet(s) of Job PROMOTION,

) ] o OPERATING
Satisfaction namely (Pay, Supervision, PROCEDURES,
Promotion, Work environment operations, COMMUNICATIONS,

o o ) BENEFITS,

Organizational Communication, Benefits, CONTINGENT

(H2g) Contingent Rewards, Co-Workers and the REWARDS, CO-

WORKERS, NATURE

Work Itself). OF WORK (Job

Satisfaction)
OPENNESS (TIPI)
Job Satisfaction
Openness to new experiences as a personality

it will eff f f

Hoc trait will effect one (or more) facet(s) of Job PAY. SUPERVISION.
Satisfaction namely (Pay, Supervision, PROMOTION,
Promotion, Work environment operations, ng‘gégﬂggs
Organizational Communication, Benefits, COMMUNICATIO,NS,

H2h .

(H2h) Contingent Rewards, Co-Workers and the CSIE#FI\II: (IBTESNT
Work Itself). REWARDS, CO-

WORKERS, NATURE
OF WORK (Job
Satisfaction)

Hod | Adreeableness as a personality trait will AGGREABLENESS
effect positively Job Satisfaction. (TIPI)
""""""""""""""""""""""""""""" Job Satisfaction
Agreeableness as a personality trait will

PAY, SUPERVISION,
effect positively one (or more) facet(s) of Job PROMOTION,
Satisfaction namely (Pay, Supervision, OPERATING

PROCEDURES,
Promotion, Work environment operations, COMMUNICATIONS,
Organizational Communication, Benefits, BENEFITS,

(H2i) ] CONTINGENT

Contingent Rewards, Co-Workers and the REWARDS, CO-
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Work Itself).

WORKERS, NATURE
OF WORK (Job
Satisfaction)

Conscientiousness as a personality trait will

CONSCIENTIOUSNESS

H2e | effect positively Job Satisfaction. (TIPT)
__________________________________________________ Job Satisfaction
Conscientiousness as a personality trait will PAY, SUPERVISION,
effect positively one (or more) facet(s) of Job F;)RFSI)EI\FAQS\‘-II::SEI '
Satisfaction namely (Pay, Supervision, PROCEDURES,
Promotion, Work environment operation COMMUNICATIONS,
omotion, Work environment operations, BENEFITS,
Organizational Communication, Benefits, CONTINGENT
. REWARDS, CO-
(H2j) Contingent Rewards, Co-Workers and the WORKERS, NATURE
Work Itself). OF WORK (Job
Satisfaction)
Teachers’ age will have positive effecton Job | AGE (Demographic)
H3a ) )
Satisfaction Job Satisfaction
TEACHERS'
Teachers’ educational level will have a EDUCATIONAL
RQ3: Do H3b . S .
positive effect on Job Satisfaction LEVEL (Demographic)
BT Job Satisfaction
personal and H3 Teachers’ income level will have a positive INCOME (SES)
c
contextual effect on Job Satisfaction. Job Satisfaction
characteristics Teachers’ employment type (e.g. Substitute /
impact Permanent) will correlate to feelings of Job EMPLOYMENT TYPE
teachers’ job | H3d | Satisfaction (Substitute will negatively (Demographic)
satisfaction? correlate, Permanent will positively Job Satisfaction
correlate).
GENDER
Teachers’ experience in teaching will ]
H3e (Demographic)

positively effect Job Satisfaction

Job Satisfaction

Table 2: Measurement Items relative to the Hypothesis.

Data Collection and Analysis
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In relation to the Data Collection part, an online questionnaire was used to collect
data from our selected sample. The questionnaire was developed and administered using the
Google Forms tool. The survey included the items in the previous section, as they were
utilized previously in past research efforts and consisted only of validated constructs and
items. The questionnaire was then translated to Greek following a two-way blind translation
process (with the exception of TIPI which was directly received in its Greek version from the
official TIPI website). The Greek questionnaire that was eventually administered is presented
the APPENDIX. The procedure for data collection and sampling selected and utilized in this
research is Snowball sampling as the questionnaire was sent to be completed online by
teachers who were in turn invited to also send to other teachers they know when completing
the questionnaire. As the questionnaire was developed using Google forms, it enabled us to
distribute it via social media channels, e-mails to educators and/or directly to the educational
units. Data collection through the online questionnaire took place in the period of June 2019
to December 2019 and the sample size we aimed to collect was over 100 responses. We
selected to proceed with the rule of 100 (Gorsuch, 1983; Kline, 1979) in order to make sure
our responses would be adequate as suggested in the academic literature. Lastly and in
relation to participation, answering the questionnaire was conducted on the teachers’ own
free will, on a voluntary basis and no rewards were given for participation.

Having collected the responses of our sample, the analysis included the steps of data
cleaning, item recoding and formation of new variables for all our measurement instruments.
Initially, the responses were examined for appropriate completion and where problems were
identified the data item was removed from the analysis. Following that, the constructs that
included items which were reverse scored were recoded into new variables that had the
appropriate wording direction. Additionally, the items per construct and dimension were
recoded into new variables representing each dimension and construct respectively. An
indicative example of the process can be found in TIPI where “Extraversion” is measured by
item #1: “Extraverted, enthusiastic” and item #6[R]: “Reserved, quiet”. Here, initially item
#6 was reversed for all responses and then the Extraversion variable was created as (Iltem #1
score + Item #6[R] score ) / 2 following the scoring directions by Gosling (2003). For Job
Satisfaction, as it has nine facets (each consisting of four items) we created the overall Job
Satisfaction score by summing the scores for the items in each facet to form each facets’
score (in order to be able to examine each one separately) and then we added the facets’
scores to create the and examine the overall teachers’ Job Satisfaction. The aforementioned

recoding into new variables was conducted for all items/constructs following the instruments’
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scoring directions. This research effort includes three different types of analysis: (a) Bivariate
(Pearson’s) Correlation, (b) Linear regression and (¢) One way ANOVA.

Bivariate (Pearsons’) Correlation: A bivariate correlation in statistics is utilized to
identify the linear correlation between two variables X and Y. In general, it has the capability
to describe if two phenomena occur together and as such they are linked. That simultaneous
occurrence and is expressed with a single value between -1 and +1 (named Correlation
Coefficient) and expressed with the letter r. If the value of r is positive, then there is a
positive relationship between the examined variables and if the value is negative then there is
negative relationship between the examined variables. This analysis is selected to examine
for the potential parallel occurrence of the effect of the crisis to the job satisfaction
perceptions.

Linear Regression: A Linear Regression in statistics is utilized to model a
relationship between a dependent variable and an explanatory variable. In this way we are
able to identify if a specific phenomenon (the dependent variable) can be explained and
predicted by another variable. In our case we selected this statistical analysis to examine for
the potential to explain the results of Job Satisfaction by utilizing the key personality
characteristics of the teachers and their income.

One-way ANOVA: A One-Way Analysis of Variance (ANOVA) in statistics is
utilized in order to determine if there are statistically significant differences between two or
more groups that are not related and have an important difference. It is a prominent analysis
when the dependent variable data are at an interval (or ratio level) and the independent
variable is of categorical nature (e.g. gender). In our case we selected this statistical analysis
to examine if there are significant differences between the demographic data collected (e.g.
gender) and Job Satisfaction. The following table illustrates the analysis selected and
conducted in variables utilized in our study. All analysis of our study was conducted with
SPSS which is a Statistical Analysis program. The types of analysis used in this research

alongside with the variables per analysis are presented in the following table.

Associated RQ of

H Type of Analysis
Thesis i y

H1, Hla, H1b, Hlc, H1d, Hle, H1f, H1g, o )
RQ1 Bivariate Correlation
H1h, H1i, H1i
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H2a, H2b, H2c, H2d, H2e, H2f, H2g, H2h, ) )
RQ2 ) ) Linear Regression
H2i, H2j

RQ3 H3a, H3b, H3c, H3d, H3e One-Way ANOVA

Table 3: Analysis conducted in the study

5. Results

In order to accurately address our research questions, a number of different data re-
codings and respective analysis were conducted. Initially, the responses that derived from all
teachers were reviewed manually for completeness of answers and correctness. Out of the 83
submitted responses two (2) responses were not filled and one (1) response had the same
numerical response in all questions (i.e. The responded had marked all questions in the 1%
possible response per question). These 3 responses were removed from the remaining
analysis as they were erroneous, and we proceeded with the analysis of the 80 valid response
items. On those responses another 3 responses were not included in the analysis as their
response in the question relevant to whether they had any effect from the crisis they opted to
not disclose it. As such our sample size is 77 responses. Our initial goal was to collect at least
100 responses however the lack of willingness of teachers to actually take the test during the
data collection phase led us to only receive 83 responses out of which 77 are considered valid
responses.

In respect to the results of this research and starting from the teachers’ observed Job
Satisfaction, the descriptive statistics for the collected responses are presented in the
following table. The Mean and Standard deviations of the responses is presented for each
item and these items were used to initially form the different facets of Job Satisfaction and

lastly the overall score of teachers’ job satisfaction.

Std.
Job Satisfaction Dimensions / Items (N=77) Mean _
Deviation
| feel 1 am being paid a fair amount for the work | | 2,81 1,850
PAY do.
Raises are too few and far between [R] 2,47 2,030
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| feel unappreciated by the organization when || 3,17 2,067
think about what they pay me [R]
| feel satisfied with my chances for salary increases | 3,17 2,093
There is really too little chance for promotion on | 3,01 1,957
my job [R].
Those who do well on the job stand a fair chance of | 2,70 1,850
Promotion being promoted
People get ahead as fast here as they do in other | 2,60 1,808
places
I am satisfied with my chances for promotion 2,73 1,706
My supervisor is quite competent in doing his/her | 4,38 1,885
job.
. My supervisor is unfair to me [R] 5,36 1,849
Supervision i i _ i
My supervisor shows too little interest in the | 4,43 2,118
feelings of subordinates[R]
I like my supervisor 4,82 1,833
I am not satisfied with the benefits I receive [R] . 3,19 1,878
The benefits we receive are as good as most other | 3,09 1,741
Benefits organizations offer
The benefit package we have is equitable 2,90 1,847
There are benefits we do not have which we should | 2,56 1,970
have [R]
When | do a good job, | receive the recognition for | 3,68 2,023
it that | should receive.
Contingent I do not feel that the work | do is appreciated [R] 3,82 2,082
Rewards There are few rewards for those who work here [R] 3,23 1,999
I don’t feel my efforts are rewarded the way they | 3,21 2,002
should be [R]
Many of our rules and procedures make doing a | 2,79 1,794
good job difficult [R].
Operating My efforts to do a good job are seldom blocked by | 3,68 1,922
Procedures red tape
I have too much to do at work [R] 2,69 1,749
I have too much paperwork [R] 4,32 2,118
I like the people I work with. 5,40 1,489
I find I have to work harder at my job than I should | 4,95 2,006
because of the incompetence of people | work with
Co-Workers [R]
I enjoy my co-workers 4,94 1,750
There is too much bickering and fighting at work | 4,22 2,004
[R]
I sometimes feel my job is meaningless [R]. 4,99 2,131
I like doing the things I do at work 5,45 1,759
Nature of Work ___ _ _
| feel a sense of pride in doing my job 5,56 1,743
My job is enjoyable 4,88 1,967
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Communications seem good  within  this | 3,99 1,743
organization.

The goals of this organization are not clear to me | 4,66 1,889

Communications | [R]

| often feel that | do not know what is going on | 4,06 2,041
with the organization[R]

Work assignments are often not fully explained [R] | 4,17 1,956

Valid N (listwise) 77

1=Strongly Disagree to 7=Strongly Agree , [R=Reversed]

Table 4: Descriptive Statistics of Job Satisfaction Responses

As can be seen from the descriptive statistics of our sample relative to each item of
every facet of Job Satisfaction, within each facet the items have similar responses and, in its
majority, illustrate that teachers are not experiencing Job Satisfaction at levels that could be
considered even moderate. In particular for the Pay facet that examines their perceptions
relevant to their compensation, it can be seen that teachers consider their income to be very
little and unfair for the amount of work they put in teaching and not only that, but raises in
their salary are very few and far apart. As in the public sector a raise comes in parallel to the
years of service it is understandable that it takes time and furthermore the income is not
directly related to performance, something that is also evident by the answers given with
respect to the potential for promotion when they do their job well. An interesting result
adheres to supervision where we see responses on Job Satisfaction that are way higher than
Payment and Promotion signifying the important relationship of principals and teachers in the
educational environment towards achieving a sense of job satisfaction. With respect to
Contingent Rewards, Communications, Operating Procedures and Benefits we observe that
the responses are below average in general showcasing that the teachers are not as satisfied as
they could be. On the other hand, based on the answers we can observe that teachers are
exhibiting higher than average Job Satisfaction when it comes to their Co-Workers and the
very Nature of Work (teaching as a profession). Having examined each facet separately we
proceed to present the resulting recoded variables per Job Satisfaction dimension and their

descriptive statistics are presented in the following table.
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JOB SATISFACTION Std.
FACETS Mean Deviation
PAY 11,61 5,292
Promotion 11,04 4,096
Supervision 18,99 5,902
Benefits 11,74 4,669
Contingent Rewards 13,94 5,564
Operating Procedures 13,48 4,321
Co-Workers 19,51 4,462
Nature of Work 20,88 5,501
Communications 16,88 5,031
JOB SATISFACTION 138,06 26,996
Valid N (listwise) 77

Facets: 7=Lowest JS at specific Facet to 28= Highest JS at specific Facet
Overall Job Satisfaction: 63 = Lowest JS to 252= Highest JS

Table 5: Descriptive Statistics of Job Satisfaction Aggregate Variables

As was expected when the Job Satisfaction Facet variables are constructed, the
observed differences in the teachers’ Job Satisfaction facet is even more evident having
Payment and Promotion being at the very least in contributing to Overall Job Satisfaction and
Co-Workers and Nature of Work contributing the most. Furthermore, when examining Job
Satisfaction as a cumulative aggregate of all its facets, we see that teachers are neither
extremely dissatisfied, nor extremely satisfied, leaving ample room for improvement, yet not
completely destroyed by the effects of the crisis.

In relation to the responses of the personality characteristics of respondents, the
descriptive statistics of the responses collected based on the Ten Item Personality Inventory
(TIPI) and its dimension are presented in the following tables both on an item as well as the

overall dimensions’ levels.

Std.

TIPI Dimensions / Items (N=77) Mean _
Deviation
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: Extraverted, enthusiastic 5,29 1,413
Extraversion

Reserved, quiet. [R] 3,69 1,914
Critical, quarrelsome. [R] 5,94 1,341
Agreeableness i
Sympathetic, warm 5,99 1,419
- Dependable, self-disciplined 6,12 1,357
Conscientiousness i i
Disorganized, careless. [R] 6,05 1,366
Emotional Anxious, easily upset. [R] 4,01 1,874
Stability Calm, emotionally stable 5,31 1,703
Open to new experiences,
5,58 1,454
Openness complex
Conventional, uncreative. [R] 5,82 1,612
Valid N (listwise) 77

1= Disagree Strongly to 7= Agree Strongly

Table 6: Descriptive Statistics of TIPI Responses

TIPI Dimensions | Mean S_td'_
Deviation
Extraversion 4,49 1,118
Agreeableness 5,96 ;993
Conscientiousness 6,08 1,024
Emotional Stability 4,66 1,260
Openness 5,70 1,148
Valid N (listwise) 77

1= Disagree Strongly to 7= Agree Strongly

Table 7: Descriptive Statistics of the Recoded TIPI Dimensions

From the results presented in the previous tables we see that teachers perceive
themselves to be highly conscientious individuals which is understandable since they are
responsible for the education of students and this personality characteristic is expected.
Second in turn most identified personality characteristic is agreeableness followed by an
openness to new experiences. These personality characteristics as well as the scores in each
are relatively expected when taking under consideration that the sample consisted of teachers
who as employees their constant interaction with children (and their responsibilities towards

them) need individuals that are possess very positive personalities.
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In relation to the examination of the effects that crisis had to what was observed in
the perceptions of teachers Job Satisfaction as measured our results of the Bivariate
Correlations indicate that: (A) The variables Perceived Personal Economic Descent (PPED)
denoting the effect that Crisis had on teachers and Job Satisfaction derived from Benefits
were found to be moderately positively correlated, r(75) = .26, p= .020, lending support at
the 0.05 level to H1f: “Crisis and its results, will lead to higher teachers’ perceptions of Work
Environment Benefits related Job Satisfaction.” (B) The variables Perceived Personal
Economic Descent (PPED) denoting the effect that Crisis had on teachers and Job
Satisfaction derived from Contingent Rewards were found to be moderately positively
correlated, r(75) = .23, p= .036, lending support at the 0.05 level to H1g “Crisis and its
results, will lead to higher teachers’ perceptions of Work Environment Contingent Rewards
related Job Satisfaction.” (C) The variables Perceived Personal Economic Descent (PPED)
denoting the effect that Crisis had on teachers and Job Satisfaction derived from Co-Workers
were found to be moderately positively correlated, r(75) = .22, p= .04, lending support at the
0.05 level to H1h “Crisis and its results, will lead to higher teachers’ perceptions of Work
Environment Co-workers related Job Satisfaction.” (D) All other variables were not found to

be correlated. The results of the analyses conducted is presented in the following table.
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N=77 Perceived Job JS with JS with JS with JS with JS with JS with JS with JS with JS with
Impact of Satisfaction Pay Promotion  Supervisio Benefits Contigent Operating CoWorker Nature of ~ Communicatio
Economic n Rewards Procedures S Work n
Crisis
Perceived  Pearson 1
Impact of  Correlation
Economic  Sig. (2-tailed)
Crisis
Job Pearson .086 1
Satisfaction Correlation
Sig. (2-tailed) 456
JS with Pay  Pearson .183 733** 1
Correlation
Sig. (2-tailed) 110 .000
JS with Pearson 223 .509** A410%* 1
Promotion  Correlation
Sig. (2-tailed) .052 .000 .000
JS with Pearson -.135 .608** .183 .052 1
Supervision Correlation
Sig. (2-tailed) .243 .000 112 .652
JS with Pearson .265* .647** .650** .514** 170 1
Benefits Correlation
Sig. (2-tailed) .020 .000 .000 .000 139
JS with Pearson .239* .755** .628** .386** A406** .570** 1
Contigent  Correlation
Rewards Sig. (2-tailed) .036 .000 .000 .001 .000 .000
JS with Pearson 120 A25%* 321** .075 .042 176 .389** 1
Operating  Correlation
Procedures  Sig. (2-tailed) .289 .000 .004 518 717 125 .000
JS with Pearson -.229* 576** .204 216 .619** 130 157 -.053 1
CoWorkers Correlation
Sig. (2-tailed) .045 .000 .075 .059 .000 261 174 .647
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JS with Pearson -.137 AT4%* 219 .250* 184 128 .068 .043 423** 1
Nature of  Correlation
Work Sig. (2-tailed) .235 .000 .056 .028 109 .268 .559 712 .000
JS with Pearson -.015 .637** .338** -.007 A463** .206 A419** .380** .376** .195
Communica Correlation
tion Sig. (2-tailed) .897 .000 .003 .949 .000 .072 .000 .001 .001 .089

Table 8: Bivariate Analysis SPSS Results [Crisis and Job Satisfaction]
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Additionally, to the aforementioned results pertinent to the effect of the Crisis in

relation to Job Satisfaction, the previous table demonstrates also the correlation of all facets of

work satisfaction to the overall construct of Job Satisfaction. We observe that all facets

contribute in a statistically significant manner to the formation of Job Satisfaction. Concluding

the presentation of the results of the economic crisis on Job Satisfaction, the following table

presents the supported and not supported hypothesis of our research relevant to Crisis and Job

Satisfaction.

Associated ) Variables
Hypothesis MEASURMENT | Type of )
RQ of H ) in Our Result
) Statement INSTRUMENT Analysis )
Thesis Analysis
Crisis and its
) Job
results, will lead o ] )
) ) Bivariate | Satisfacti Not
H1 | to lower teachers’ | Job Satisfaction )
) Correlation on and supported
perceptions of Job
RQ1: Is L PPED*
Satisfaction.
the — i
Crisis and its
aftermath )
- results, will lead
of crisis (in o PAY (JS)
to lower teachers’ PAY (Job Bivariate Not
terms of Hla ] ] ) ) and
_ perceptions of Satisfaction) Correlation supported
socioecono PPED*
_ Pay related Job
mic status . ]
. Satisfaction
mobility) __ i
Crisis and its
related to )
results, will lead
the ) SUPERVI
to higher teachers’ o
teachers’ ] SUPERVISION Bivariate SION Not
) H1b | perceptions of ] ) )
perceptions o (Job Satisfaction) | Correlation | (JS) and supported
Supervision
of Job PPED*
) ) related Job
Satisfaction o
) Satisfaction
Crisis and its PROMOT
H1 results, will lead PROMOTION Bivariate ION (JS) Not
C
to lower teachers’ | (Job Satisfaction) | Correlation and supported
perceptions of PPED*
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Promotion related
Job Satisfaction.

Crisis and its
results, will lead OPERAT
to lower teachers’ ING
) OPERATING o
perceptions of Bivariate | PROCED Not
H1d PROCEDURES .
Work ) ) Correlation URES supported
. (Job Satisfaction)
Environment (JS) and
Operations related PPED*
Job Satisfaction.
Crisis and its
results, will lead
to higher teachers’
] COMMU
perceptions of
COMMUNICATI o NICATIO
Work Bivariate Not
Hle ) ONS (Job ) NS (JS)
Environment ) ) Correlation supported
o Satisfaction) and
Organizational
L PPED*
Communication
related Job
Satisfaction.
Crisis and its
results, will lead
to higher teachers’ Supported
) o BENEFIT o
perceptions of BENEFITS (Job Bivariate (Significan
H1f ) ) ) S (JS) and
Work Satisfaction) Correlation t at the
. PPED*
Environment 0.05)
Benefits related
Job Satisfaction.
Crisis and its CONTIG | supported
results, will lead CONTINGENT o ENT (Significan
Bivariate
H1g | to higher teachers’ | REWARDS (Job . REWAR t at the
] ] ] Correlation
perceptions of Satisfaction) DS (JS) 0.05)
Work and
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Environment
Contingent
Rewards related
Job Satisfaction.

PPED*

Crisis and its

results, will lead

to higher teachers’ CO- Supported
Hih perceptions of CO-WORKERS Bivariate | WORKE | (Significan
Work (Job Satisfaction) | Correlation | RS and t at the
Environment Co- PPED* 0.05)
workers related
Job Satisfaction.
Crisis and its
results, will lead NATURE
to higher teachers’ NATURE OF o OF
) ) Bivariate Not
H1i | perceptions to the WORK (Job ) WORK
] ) Correlation supported
Work Itself Satisfaction) and
related Job PPED*

Satisfaction.

Table 9: Hypothesis results relative to Crisis and Job Satisfaction
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In relation to the examination of the personality traits that we all possess and the role they
could have on the feelings of Job Satisfaction as measured by our respective instruments, the
results of the Liner Regressions conducted indicate that: (A) The Personality Characteristics
could not predict the feelings of Job Satisfaction as in our case the analysis did not provide
support to the respective Hypotheses, (B) Although there was no identified connection of the
Personality Characteristics to the feelings of Job Satisfaction, a secondary analysis conducted for
each of the facet, showed that there were identified facets of Job Satisfaction that related with
certain dimensions of the teachers’ personality.

The results of the analyses conducted is presented in the following Tables, followed by
the table presenting the supported and supported hypothesis of our research relevant to

Personality Traits and Job Satisfaction.

Dependent Standa_lrt_jized _
. Model Coefficients t Sig.
Variable
Beta
(Constant) 12,746 ,000
1 TIPI
Extraversion -,209 -1,847 ,069
Dimension
(Constant) 7,628 ,000
1 TIPI
Aggreeablness -,040 -,350 727
Dimension
(Constant) 8,527 ,000
TIPI
SATIS\I]ZC,)A%TION 1 Consc_:ientio_usness -,129 -1,128 ,263
Dimension
(Constant) 13,613 ,000
1 TIPI Emotional
Stability -,209 -1,852 ,068
Dimension
(Constant) 10,056 ,000
1| TIP! Oppenness - 142 1,246 216
Dimension

Table 10: Linear Regression Analysis SPSS Results [Personality Characteristics and Job Satisfaction]
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The previous table presents that there was no significant correlation identified in relation
to the effect the personality traits of teachers on Job Satisfaction. However, although no
significant results were identified, directed by our research hypotheses we proceed to examine
the personality traits with each facet of Job Satisfaction respectively guided by our research

hypotheses. The results of the examination are presented in the following table.

COEFFICIENTS
Dependent Stand:':lr'dized
Variable Job (CoCIEETE .
Satisfaction Model t Sig.
Facet Beta
(Constant) 6,014 ,000
Conscientiousness
PROMOTION |1 -,231 -2,060 ,043
Conscientiousness = 16,669 -.925* Promotion
(Constant) 9,089 ,000
SUPERVISION | 1 | Extraversion -,246 -2,201 ,031
Extraversion = 24,822 - 1,300* Supervision
(Constant) 9,843 ,000
Emotional Stability
SUPERVISION | 1 -,265 -2,381 ,020
Emotional Stability = 24,774 - 1,241 * Supervision
(Constant) 8,652 ,000
SUPERVISION | 1 | Oppenness -,318 -2,906 ,005
Oppenness = 28,314 - 1,636 * Supervision
(Constant) 6,699 ,000
CONTIGENT Conscientiousness
REWARDS 1 -,321 -2,937 ,004
Conscientiousness = 24552-1,745 * Contigent Rewards
co (Constant) 11,374 ,000
- 1 | Extraversion -,228 -2,029 ,046
WORKERS Extraversion = 23,592 - 0,911 * Co-Workers
(Constant) 4,623 ,000
QNAV-I\;(L;EE Gl 1 | Oppenness ,235 2,095 ,040
Oppenness = 14,460 + 1,127 * Nature of Work

Table 11: Linear Regression Analysis SPSS Results [Personality Characteristics and Facets of Job
Satisfaction]

Based on the previous results we see an interesting finding, that the personality trait of
Openness to new experience is positively correlated in a statistically significant manner with the

Nature of work facet of Job Satisfaction. Another interesting yet contradicting to our
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expectations results stemming from the remaining identified significant relationships between

specific personality traits and the facets of supervision, contingent rewards and co-workers that

show a negative correlation, leading to not being able to support our respective hypothesis.

Overall the following table presents the supported and not supported hypothesis relevant to the

personality traits and job satisfaction.

Associated ) )
MEASURMENT Type of Variables in Our
RQ of H _ ) Result
) INSTRUMENT Analysis Analysis
Thesis
Dependent (Job
Linear Satisfaction) and
H2a | NEUROTICISM (TIPI) ) Not supported
Regration Independent
(Neuroticism)
Dependent (Job
EXTRAVERSION Linear Satisfaction) and
H2b ) Not supported
(TIPI) Regration Independent
RQ2: Do (Extraversion)
teachers’ Dependent (Job
Personality Linear Satisfaction) and
) H2c OPENNESS (TIPI) ) Not supported
Traits Regration Independent
impact (Openness)
teachers’ Dependent (Job
Job AGGREABLENESS Linear Satisfaction) and
e H2d ] Not supported
Satisfaction (TIPI) Regration Independent
Perceptions (Aggreableness)
? Dependent (Job
) Satisfaction) and
CONSCIENTIOUSNES Linear
H2e ) Independent Not supported
S (TIPI) Regration o
(Conscientiousnes
s)
) Dependent (Facets
Linear
H2f | NEUROTICISM (TIPI) ) of Job Not supported
Regration

Satisfaction) and
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Independent
(Neuroticism)

H2g

EXTRAVERSION
(TIPI)

Linear

Regration

Dependent (Facets
of Job
Satisfaction) and
Independent

(Extraversion)

Not Supported

H2h

OPENNESS (TIPI)

Linear

Regration

Dependent (Facets
of Job
Satisfaction) and
Independent
(Openness)

Partially
Supported

Nature of Work
(Significant at
the 0.05)

H2i

AGGREABLENESS
(TIPI)

Linear

Regration

Dependent (Facets
of Job
Satisfaction) and
Independent

(Aggreableness)

Not supported

H2j

CONSCIENTIOUSNES

S (TIPI)

Linear

Regration

Dependent (Facets
of Job
Satisfaction) and
Independent

(Conscientiousnes

s)

Not Supported

Table 12: Hypothesis results relative to Personality Characteristics and Job Satisfaction

Lastly, we conclude the presentation of the results of our analysis with the results

provided by the examination relevant to the demographics of our study which showed no

significant relations of the demographic variables to the teachers’ perceptions of Job Satisfaction.

In particular, the teachers gender (F(1,75)=0.023, p=0.879), his/her educational level achieved

(F(4,72) = 0.706, p = 0.590), whether he/she is employed at kindergarten, primary or secondary
education (F(2,74) = 0.158, p = 0.854), his/her age ( F(5,71) = 0.688, p=0.634) his/her years of
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experience as a teacher (F (4,72) = 0.706, p= 0.590) or the type of school he/she is employed at
(F (4,72) = 0.706, p= 0.590) were not found to be statistically significant in their effect to the
teachers’ perceptions of Job Satisfaction. The following table presents the results relevant to the

hypotheses of the Thesis for the demographics of teachers and their effect on Job Satisfaction.

Associated H MEASURMENT | Type of Variables in Our —_
esu
RQ of Thesis INSTRUMENT Analysis Analysis
Dependent ( Job
AGE One-Way ) ) Not
H3a ) Satisfaction) and
(Demographic) ANOVA supported
Independent (AGE)
TEACHERS' Dependent ( Job
Hab EDUCATIONAL | One-Way Satisfaction) and Not
RQ3: Do LEVEL ANOVA | Independent (Educational | supported
teachers’ (Demographic) Level)
personal and _ Dependent ( Job
Linear ) ] Not
contextual H3c INCOME (SES) ) Satisfaction) and
o Regration supported
characteristics Independent (SES)
impact Dependent ( Job
P EMPLOYMENT one-W S tI_Of i ; d Not
> s ne-Wa atisfaction) an 0
teachers’ job | .4, TYPE Yy
satisfaction? (Demographic) ANOVA Independent supported
(Employment Type)
Dependent ( Job
YEARS OF . .
One-Way Satisfaction) and Not

H3e EXPERIENCE

] ANOVA Independent (Years of supported
(Demographic)

Experience)

Table 13: Hypothesis results relative to Demographic Characteristics and Job Satisfaction
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6. Discussion

In this research, relevant to the Greek crisis of the last decade and its impact on Greek
teachers, a number of interesting findings occurred which can help shed light on the
phenomenon. Key major findings of the research include the observation of the effect the crisis
had on teachers’ salary during the time of the economic crisis. Furthermore, another major
finding of the research is the effect the crisis had on the teachers’ Job Satisfaction in relation to
their perceptions of the Benefits, the Contingent rewards and the Co-Workers in the work
environment. A third and final major finding relates to the personality characteristic of Openness
and the effect it had on the teachers’ perceptions of the nature of work itself.

Starting for the general observations deriving from our sample we can see that changes
occurred in the time of crisis. According to the responses collected, two out of three experienced
socio-economic status mobility as they perceived themselves descend to a lower layer in the
economic stratum in comparison to where they were prior to the crisis. Almost half of the
respondents were classified previously as being in the middle economic layer and after the
economic crisis they found themselves to be in the middle-low layer. This observed change is
consistent with the observed received income per month of up to 2.000 Euros applicable to the
majority of our respondents which is quite small. This observed downwards mobility can be
explained by the reform measures, in the period of the Greek economic crisis which were
applicable also in the field of education and led to income reductions of up to 44,54% in
teachers’ salaries during the crisis peak. This vast salary deduction being an outcome of a
prolonged economic crisis (Argyro and Tsoukalas, 2011) when prolonged in years can be
responsible for descending from an economic layer to lower one. This finding of perceived
change in the socio-economic stratum can have important effects and merits further examination
as in Greece teaching as a profession is mainly characterized by its’ permanency (Liagouraras et
al., 2003; Psacharopoulos & Papakonstantinou, 2005) and having teachers believing that they are
not even placed in the middle economic class of Greece can lead to negative results in the long-
run as we need teachers to feel their compensation is good or at least fair for their profession
(something that our results show otherwise). Although a statistically significant correlation was

not found between the effects of the crisis to the perceptions of Job Satisfaction’s Pay Facet, by
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seeing our demographics, we observe that teachers state that they do not feel they are being paid
a fair amount for the work they put in (56/77) and we believe that the state (for public) and the
school directors (for private) should consider a horizontal raise in the monetary compensations of
teachers in order to further support positive feelings towards this facet of Job Satisfaction.

Another major finding of this research relates to the outcome that crisis and its results
(in terms of socio-economic mobility), led to higher teachers’ perceptions of satisfactions with
the fringe benefits derived from their work. Fringe Benefits are the benefits given to employees
in parallel (and extending) their salary for their work and are an important part in shaping
employees’ perceptions of Job Satisfaction (Spector, 1985). Indicative Benefits that can be
offered by an organization include stock option, the ability to relocate, health insurance additive
to their public insurance (if any) and pension plans additive to the public pension plans (if any).
In our case as teachers hold predominately permanent posts in the educational system, we
observed that at times of crisis where the wages have been significantly reduced, teachers find
themselves satisfied with the benefits they receive from their work, especially those that were
struck by the crisis. When crisis has led teachers to descend an economic layer in the socio-
economic stratum, maintaining of specific benefits (at least when compared to other lines of
work) is a positive outcome within all negative crisis outcomes and that is due to the nature of
permanent jobs. A significant benefit that derives from permanent jobs is that health insurance is
always secured as there is no fear of job termination and subsequently health coverage
termination. Additionally, in permanent jobs the eligibility to receive pension is also secured as
once you are appointed you will not be terminated from your post. The importance of the two
aforementioned benefits namely Health insurance and Pension plans in cultivating employees’
perceptions of Job Satisfaction is identified in previous research efforts that identified these two
to be the main two benefits an organization can provide (Artz, 2020) in order to cultivate Job
Satisfaction through Fringe Benefits. In private organizations the effect of fringe benefits is
evident to the degree that previous work shows that workers are willing to give up part of their
salary in exchange for these benefits (Woodbury, 1983). Further research could examine which
of the existing fringe benefits given to teachers have a significant effect on their perceptions of
job satisfaction.

Furthermore, to Fringe Benefits, another interesting outcome of this research is that

crisis and its results (in terms of socio-economic mobility), led to higher teachers’ perceptions of

65



satisfaction with the contingent rewards derived from their work. Contingent Rewards are soft
rewards given to employees in the course of their work including the stated appreciation for
ones’ contribution to the work outcomes as well as the recognition of a work done well (Spector,
1985). In the teachers’ case, contingent rewards can come from different directions. Initially
recognition of a job well done can come from the students, the principal as well as other teachers
in a daily manner. Additionally, stated appreciation for their job can also come from the
aforementioned but also from parents seeing the work done with their children. As such, we
expect that this source of job satisfaction has not been affected negatively (as pay) and if
anything, it has been strengthened especially to teachers that suffered the significant negative
change of socio-economic mobility to a lower (than pre-crisis) layer. Besides the contribution of
contingent rewards to shaping job satisfaction, previous work has shown that rewarding teachers
in particular, with contingent rewards is also an important predictor of teachers’ continuance
commitment (Cemaloglu, 2012), personal teaching efficacy (Hipp, 1996) and contribution
towards collective efficacy (Dussault, 2008). Although teachers can have a plethora of sources of
different types of contingent rewards, the main source is their principal, being their supervisor
and their leader in the school premise. Based on the findings of this research, the school
principals could be informed to adopt a transformational leadership style (Bogler, 2001; Koh,
1995) as contingent rewards are a predominant factor of that leadership style in order to provide
contingent rewards and cultivate teachers’ job satisfaction. Further research could examine
which types of contingent rewards contribute more to the formation of Job Satisfaction
perceptions.

A third major finding of this research is that crisis and its results (in terms of socio-
economic mobility), led to higher teachers’ perceptions of satisfaction with their co-workers. At
times of crisis and especially if everyone is affected by it, we expect that peoples’ bonds
strengthen. As all teachers holding permanent posts received horizontal pay cuts to their salaries
(always relative to their years of service) and substitute teachers also received pay cuts for their
annual service, we can observe an equality in the negative effect relevant to the salaries, making
all teachers participants in the crisis. However, the equal participation does not mean that the
crisis had the same effect on all. Although the majority of our sample found themselves to
descend to lower levels of the socio-economic stratum, there were also others that did not present

mobility. Results indicated that the ones who were more affected, exhibited a statistically
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significant difference to their job satisfaction being met by their relationships with their
colleagues, than the ones who were not that much affected by the crisis. As the effect of the
socio-economic mobility relates also to the income difference one has before and after the crisis,
it is understandable that it is an important factor for job satisfaction. However for education in
Greece, previous work also illustrated that although teachers are not satisfied with their monetary
compensation their satisfaction derives from the work itself (Koustelios, 2001) encompassing the
co-workers relationships and lending support to our findings as well. Additionally, in the context
of schools, previous research has shown that the relationships with the co-workers plays indeed a
significant role in shaping job satisfaction, as co-workers collaborate towards the same goal as a
team (Wall et al., 1986). Not only that, but positive relationships between co-workers can have a
direct impact besides on the individuals’ job satisfaction to the overall productivity and
performance as well (Mohamed, 2005). The present outcome can inform school principals to set
up measures and processes in order to cultivate collaboration in team-based settings as well as to
nurture healthy relationships among teachers’ in their schools. Further research could examine
what are the factors driving the relationships among teachers in schools as means to identify
potential for improvement.

A last major finding of this research stems from the finding that teachers who scored
higher on the personality trait of openness to new experiences also had their job satisfaction met
by the work itself in a statistically significant manner. Crisis had an effect on all, and different
changes were imposed abruptly. However, the personality traits each individual has and the
degree he/she has them, shape the way he/she makes sense of the world and behaves in different
contexts and situations. As such, people that score high in openness to new experience are open-
minded people (Djigic et al., 2013), intellectually curious (Kothari and Pingle, 2015) and
creative in nature (Soto, 2018). These tendencies lead to having a positive attitude towards
change (even negative changes such as the changes imposed by an economic crisis) and more
importantly exhibit organizational commitment even at tough times (Fernandez-Mesa et al.,
2019; Kim et al.,2019; Meyer et al., 2019). As the job itself in teachers is a very important factor
in shaping Job Satisfaction and in particular more important than monetary compensation
(Koustelios, 2001), we observed that teachers who were more open to new experiences and
therefore more resilient to change still managed to cope with being satisfied with teaching as a

line of work, opposed to the ones that were not open to new experiences. Additionally, when it
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comes to teachers, previous research shows that openness to experience as a personality trait can
be beneficial for students as well, as it leads to higher engagement in creativity-related teacher-
student experiences, as teachers who are open to new experiences usually espouse a creativity-
fostering teaching style (Lee and Kemple, 2014). This finding relevant to the openness to new
experiences and its effect on job satisfaction with teaching as a profession, is important in the
sense that it can inform the education system towards identifying the teachers that have this
personality trait and enabling them to work in an environment that supports creative expression
and creativity, towards cultivating feelings of job satisfaction. Further research could shed light
on other personality traits that are presented in teachers who are already open to new experiences
and how they relate to their job satisfaction perceptions.

Having discussed about the major findings relevant to the Economic Crisis results, Job
Satisfaction and personality characteristics we can conclude that Job satisfaction as “a
pleasurable or positive emotional state” (Locke, 1976 , p. 130) is very important to be cultivated
in every organization as well as schools. In order to do so, an organization can take measures
relevant to cultivating each different facet of Job Satisfaction, namely: the Work itself, Pay,
Promotion, Supervision, Working Conditions and lastly the Organization as a whole (Koustelios,
1991; Koustelios and Bagiatis, 1997) as they form the building blocks of Job Satisfaction
(Spector, 1985; 1997).

7. Conclusion Limitations and Future Work

The goal of this Master Thesis research was to examine an important phenomenon that
occurred in Greece, that of the economic crisis which lasted approximately a decade. During that
time of recession, several people lost their jobs and unemployment went to unsustainable
numbers, businesses closed down and went bankrupt and the social fabric received a major hit as
people and families descended one or more layers in the socio-economic stratum.

This change was the motivation behind our research which aimed to examine and explore
the effect that the results of the crisis in terms of socio-economic stratum mobility had on
teachers’ perceptions of Job Satisfaction. Education is very important in Greece and teachers are
the frontrunners in that race, therefore we aimed to explore whether they were satisfied with their
job, taking under consideration what had happened to them during the times of crisis. Our results

indicated that although teachers themselves took an important hit by crisis including horizontal

68



pay cuts of up to 45%-+ still they find themselves to be satisfied with different aspects of their job
and in particular with the Fringe Benefits, the Contingent Rewards and their Co-Workers. The
aforementioned three facets (out of nine that shape Job Satisfaction) were found to be
particularly supportive to the teachers that faced a socio-economic stratum descend to a lower
layer than the one they were at before the crisis. It turns out that when crisis hits hard to the
degree of socioeconomic descent in lower economic layers, teachers appreciate and find
themselves satisfied with benefits and contingent rewards that derive from their profession as
well as from their relations with their fellow teachers in their school. Furthermore, it was found
that at cases the innate personality traits possessed by the teachers also factor in their perceptions
of Job Satisfaction and in particular teachers who were more Open to new experiences were
more satisfied with teaching itself. The findings of this research help inform the literature
pertinent to Job Satisfaction as it examines it under a crisis context in Greece. It also can inform
directors of private and public schools that in times of crisis there are still ways that a teacher can
be supported and motivated to feel satisfied with their job. Indicative examples include
horizontal raises of teachers’ monetary compensation, adoption of a transformative leadership
style by the principals to support the provision of contingent rewards, extension of fringe
rewards to include additional medical coverage and forming a teaching environment that enables
teachers who are open to new experiences to cultivate their creativity.

This research is not without limitations; however, limitations are there to guide our
future research efforts. An initial limitation stems from the sample. As our goal was to study the
phenomenon in relation to teachers, our sample is also consisted with responses submitted only
by teachers. As such we aren’t able to extract conclusions for other professions in relation to Job
Satisfaction as they will have their own intricacies that we could not take under consideration.
This constitutes a future research direction where we can examine the effect of the crisis and its
relation to other professions as well. Another limitation our study has relates to the sample size.
Our initial goal was to collect 100 responses however in the course of the data collection we
found out that teachers were reluctant to respond when receiving a questionnaire containing
questions relative to income and perceptions about the supervisor, colleagues and their work
environment in general. Not only that, but a lot refused to answer as they stated that they could
only answer a questionnaire if it was first approved by the ministry of education and then

circulated by it internally. This led us to collect 83 questionnaires out of which 80 were valid and

69



77 were introduced in the analysis. As such we believe that this could be a reason that a lot of
hypothesis did not yield statistically significant results as they were extensively researched.
Lastly another limitation stems from the methodology and the constructs utilized in the research.
Although we aimed to follow a previously validated approach and only utilize formal and
previously validated measurement instruments, Job Satisfaction on its own is a very wide
concept that can be affected by many different elements. We studied only a portion of them
including personality characteristics, and demographics and in relation to the crisis effect. Future
research will help us further examine Job Satisfaction and dig deeper into what can form it and

how we can support it.

After all, teachers shape the future of a country and they deserve to feel satisfied while doing
it.

70



8. References

In Greek

OAME Kévipo Meletdrv ko Texunpioong tg OAME, (AskéuPprog 2012), Or weboi tov
EKTTAOEVTIK®V devTeEPOPdOIag ekmaidevong otnv EALGSa kat otig xdpes ™ Evponng
ywo. to 2011-2012 (https://olmesch.files.wordpress.com/2012/12/pptmisthoil71212.pdf )
(Accessin 01/04/2019)

In English

Aguiardo Monte, P. (2017). Public versus privet sector: Do workers’ behave differently.
Economia, 18, 229-243

Aiken, L., Clarke, S., & Sloane, D. (2002). Hospital staffing, organizational support and quality
of care: cross-national findings. International Journal for Quality in Health Care, 50(5),
87-94

Alexopoulos, D. (1992). “The changing role of secondary school teachers in Greece: sources of
stress, stress and satisfaction with the job”. Nea Paideia, 56, 58-85 (in Greek)

Allen, J. (2001). Educational mismatches versus skill mismatches: effects on wages, job
satisfaction, and on-the-job search. Oxford Economic Papers, 53(3), 434-452. Doi:
10.1093/0ep/53.3.434

Ardila, A., Pineda, D., & Rosselli, M. (2000). Correlation between intelligence test scores and
executive function measures. Archives of Clinical Neuropsychology, 15, 31-36

Argyrou, M. G., & Tsoukalas, J. D. (2011). The Greek debt crisis: Likely causes, mechanisms,
and outcomes. The World Economy, 34, 173-191

Artz, B. (2020) Fringe Benefits and Job Satisfaction. University of Wisconsin — Milwaukee,
Working paper 08-03, JEL Classification Codes: C23, J28, J32 (Available from:
https://www.uww.edu/Documents/colleges/cobe/economics/wpapers/08_03_Artz.pdf)

Armstrong, M. (2006). A Handbook of Human resource Management Practice, Tenth Edition,
Kogan Page Publishing, London, p. 264

Artz, B. & Kaya, I. (2014). Job insecurity and job satisfaction in the United States: the case if

public sector union workers. Industrial Relations Journal, 45(2), 103-120

71


https://olmesch.files.wordpress.com/2012/12/pptmisthoi171212.pdf

Banbury, S. and Berry, D., C. (1998). Disruption of office-related tasks by speech and office
noise. BR. J. Psychol, 89, 499-517

Bardi, M. A., Mohaidat, J., Ferrandino, V., & El Mourad, T. (2013). The social cognitive model
of job satisfaction among teachers: Testing and validation. International Journal of
Educational Research, 57, 12-24, Doi:https://doi.org/10.1016/j.ijer.2012.10.007

Baron, R. (1986). Behavior in Organizations. Allyn and Bacon Pupblication, Newtown

Bartol, K. and Wortmann, M. (1975). Male versus female leaders: effects on perceived leader
behavior and satisfaction in a hospital. Personnel Psychology, 28, 533-547, ISSN: 0031-
5826

Bedeian, A. G., Ferris, G. R., & Kacmar, K. M. (1992). Age, tenure, and job satisfaction: A tale
of two perspectives. Journal of VVocational Behavior, 40, 33-48

Bentea, C., & Anghelache, V. (2012). Teachers’ motivation and satisfaction for professional
activity.  Procedia- Social and Behavioral Sciences, 33, 563-567. Doi:
10.1016/j.sbspro.2012.01.184

Beutell, N. J., & Wittig-Berman, U. (1999). Predictors of work—family conflict and satisfaction
with family, job, career, and life. Psychological Reports, 85(3, Pt 1), 893—903

Bhattacherjee, A. (2012), Social Science Research: Principles, Methods, and Practices, Tampa,
FL: CreateSpace

Bilgic, R. (1998). The relationship Between Job Satisfaction and Personal Characteristics of
Turkish Workers. The Journal of Psychology: Interdisciplinary and Applied, 132(5), 549-
557. Doi: 10.1080/00223989809599287

Bishay, A. (1996). Teacher motivation and job satisfaction: a study employing the experience
sampling method. Journal of Undergraduate Sciences, 3, 147-154

Bobbitt, S., Leich, M., Whitener, S., & Lynch, H. (1994). Characteristics of stayers, movers and
leavers: results from the teacher follow up survey. Washington: National Centre of
Education

Bogler, R. (2001). The influence of leadership style on teacher job satisfaction. Educational
administration quarterly, 37(5), 662-683.

Borman, G. D., & Dowling, N. M. (2008). Teacher attrition and retention: A meta- analytic and
narrative review of the research. Review of Educational Research, 78(3), 367-4009.
Doi:https://doi.org/10.3102/0034654308321455-

72


https://doi.org/10.1016/j.ijer.2012.10.007
https://doi.org/10.3102/0034654308321455-

Brief, A.P. (1998). Attitudes in and Around Organizations. Sage, Thousand Oaks, CA

Brief, A. P., & Rose, G. L., & Aldag, R. J. (1997). Sex differences for job attributes revisited.
Journal of Applied Psychology, 62, 645-646

Brief, A. P., & Oliver, R. L. (1976). Male-female differences in work attitudes among retail sales
managers. Journal of Applied Psychology, 61, 526-528

Brief, A. P., & Aldag, R. J. (1975). Male-female differences in occupational attitudes within
minority groups. Journal of VVocational Behavior, 6, 305-314

Brown, C. G. (2012). A systematic review of the relationship between self-efficacy and burn out
in teachers. Educational and Child Psychology, 29(4), 47-63

Brown, M. (2001). "Unequal Pay, Unequal Responses? Pay Referents and their Implications for
Pay Level Satisfac-tion,". Journal of Management Studies 38, 879 — 96

Buhai, S., Cottini, E., & Nielseny, N. (2008). The impact of Workplace Conditions on Firm
Performance (Working Paper Number 08-13). Retrieved from
https://repub.eur.nl/pub/14031/2008-0773.pdf (09/04/2019)

Busch, P. (1980), "The sales manager's bases of social power and influence upon the salesforce".
Journal of Marketing, 44 (3), 91-101

Byrne, B. M. (1999). The nomological network of teacher burn out: A literature review and

empirically validated model. In R. Vandenberghe & A. M. Huberman (Eds.),
Understanding and Preventing Teacher Burnout, Cambridge: Cambridge University
Press, 15-37. Doi:https://doi.org/10.1017/CB0O9780511527784.003

Cano-Garcia, F. J., Padilla -Munoz, E. M., & Carrasco-Otriz, M. A. (2005). Personality and
contextual variables in teacher burn out. Personality and Individual Differences, 38(4),
929-940

Card, D., Mas, A., Moretti, E., & Saez, E. (2012). Inequality at Work: The Effect of Peer
Salaries on Job Satisfaction. American Economic Review, 102(6), 2981-3003. Doi:
10.1257/aer.102.6.2981

Castillo, J. X. and J. Cano. 2004. Factors explaining job satisfaction among faculty. Journal. Of
Agricultural Education 45 (3), 65-74

Cemaloglu, N., Sezgin, F., & Kiling, A. C. (2012). Examining the relationships between school

principals’ transformational and transactional leadership styles and teachers’

73


https://repub.eur.nl/pub/14031/2008-0773.pdf%20(09/04/2019)%0d
https://doi.org/10.1017/CBO9780511527784.003

organizational commitment. The Online Journal of New Horizons in Education, 2(2), 53-
64.

Chapman, D., & Lowther, M. (1982). Teachers’ satisfaction with Teaching. The Journal of
Educational Research, 75(4), 241-247

Chaudhuri, K. Reily, K. T., & Spencer, D. A. (2015). Job satisfaction, age and tenure: A
generalized dynamic random effects model. Economics Letters, 130, 13-16. Doi:
10.1016/j.econlet.2015.02.017

Clark, A. & Postel-Vinay, F. (2005). Job Security and Job Protection. London: London School of
Economics and Political Science

Clark, A. E. (1997). Job satisfaction and gender: why are woman so happy at work? Labour
Economics, 4, 341-372. ISSN: 0927-5371

Clark, A. E. (1997). Job satisfaction in Britain. Journal of Industrial Relations, 32(4), 189-217.
ISSN: 0022-1856

Clark, A. E., & Oswald, A. J. (1996). Satisfaction and Comparison Income. Journal of Public
Economics, 61, 359-381

Coklar, A., & Bagci, H. (2010). What are the roles of prospective teachers on the educational
technology use? A metaphor study. World Journal on Educational Technology, 2, 186-
195

Collie, R. J., Shakpa, J. D., & Perry, N. E. (2012). School climate and social-emotional learning:
Predicting teacher stress, job satisfaction, and teaching efficacy. Journal of Education
Psychology, 104(4), 1189-1204. Doi: 10.1037/a0029356

Colomeischi, A. A., Colomeischi, T. & Clipa, O. (2014). Teachers’ Work Mentality and Work
Satisfaction in Relation with their Personality Traits. Procedia- Social and Behavioral
Sciences, 159, 345-349. Doi: 10.1016/j.sbspro.2014.12.385

Cook, V. D. (2005). An investigation of the construct validity of the Big Five construct of
emotional stability in relation to job performance, job satisfaction, and career satisfaction

Costa, P. T. & McCrae, R. R. (1995). Domains and facets: Hierarchical personality assessment
using the Revised NEO Personality Inventory. Journal of Personal Assessment, 64(1),
21-50

74



Cowie, N. (2011). Emotions that experienced English as a foreign language (EFL) teachers feel
about their students, their colleagues and their work. Teaching and Teacher Education,
27(1), 235-242. Doi:https://doi.org/10.1016/].tate.2010.08.006

D’ Arcy, C., Syrotuik, J., & Siddique, C. M. (1984). Perceived job attributes, job satisfaction,
and psychological distress: A comparison of working men and woman. Human Relations,
37, 603-611

Daganzo, M. A. A., & Bernardo, A. B. (2018). Socioeconomic status and problem attributions:

The mediating role of sense of control. Cogent Psychology, 5(1), 1525149.

Darling, J., Seristo, H., & Gabrielsson, M. (2005). Anatomy of Crisis Management within
DaimlerChrysler. The Finnish Journal of Business Economics, 343-360

Davis, K. and Nestrom, J.W. (1985). Human Behavior at work: Organizational Behavior, 7
edition. McGraw Hill, New York, 109

Dinham, S., & Scott, C. (1998). A three domain model of teacher and school executive career
satisfaction.  Journal of Educational ~ Administration, 36, 362-378. Doi:
10.1108/09578239810211545

Digman, J. M. (1990). Personality structure: Emergence of the five-factor model. Annual Revie
of Psychology, 41, 417-440

Djigic, G., Stojiljkovic, S., & Doskovic, M. (2014). Basic Personality Dimensions and Teachers’
Self-efficacy. Procedia- Social and Behavioral Sciences, 112, 593-602. Doi:
10.1016/j.sbspro.2014.01.1206

Doeringer., & Piore. (1971). Internal Labor Markets and Manpower Analysis. Heath Lexington
Books

Donnellan, M. B., & Lucas, R. E. (2008). Age differences in the Big Five across the life span:
Evidence from two national samples. Psychology and Aging, 23, 558-566

Duffy, R. D., & Lent, R. W. (2009). Test of social cognitive model of work satisfaction in
teachers. Journal of VVocational Behavior, 75(2), 212-223

Durham C. C., Knight D., Locke E. A. (1997). Effects of leader role, team-set goal difficulty,
efficacy, and tactics on team effectiveness. Organizational Behavior and Human Decision
Processes. Vol. 72, pp.: 203

Dussault, M., Payette, D., & Leroux, M. (2008). Principals' transformational leadership and
teachers' collective efficacy. Psychological Reports, 102(2), 401-410.

75


https://doi.org/10.1016/j.tate.2010.08.006

Elangovan, A., R., & Lin Xie, J. (2000). Effects of perceived power of supervisor on subordinate
work attitudes. Leadership and Organization Development Journal, Vol. 21(6), pp.:319-
328. DOI: 10.1108/01437730010343095

Elloy, D.F., and Terpening, W.D. (1992). An empirical distinction between job involvement and
work involvement: Some additional evidence. Canadian Journal of Business Science, 24
(4), 465-478

Emmerich, W., Rock, D.A Trapani, C.S. (2006) Personality in relation to occupational outcomes
among established teachers, Journal of Research in Personality, Volume 40, Issue 5,
Pages 501-528, ISSN 0092-6566

Eskildsen, J. K., Kristensen, K. and Westlund, A. H. (2003). Work motivation and job
satisfaction in the Nordic countries. Employee Relations, 26(2), 122-136. ISSN: 0142-
5455

Evans, L. (1998). Teacher morale, job satisfaction and motivation. Paul Chapman Publishing
Ltd, London

Evans, L., (1997). Understanding teacher morale and job satisfaction. Teaching and Teacher
Education, 13, 831-845. Doi: 10.1016/S0742-051X(97)00027-9

Farber, B. A. (1991). Crisis in education: Stress and burnout in American teacher. San Francisco,
CA: Jossey-Bass

Fathoni, A. (2006). Organization and human resources management. PT. Copyright, Rineka
Jakart

Fernandez-Mesa, A., Llopis, O., Garcia-Granero, A., Olmos-Pefiuela, J. (2019) Enhancing
organisational commitment through task significance: the moderating role of openness to
experience. European Management Journal, ISSN 0263-2373,

Fiorelli, J.S. (1988), “"Power in work groups: a team member's perspectives”, Human Relations,
41(1), 1-12

Fritsche, 1., Moya, M., Bukowski, M. Jugert,de Lemus, S., Decker, O., Valor-Segura, I.,
Navarro-Carrillo, Ginés. (2016). The Great Recession and Group-Based Control:
Converting Personal Helplessness into Social Class In-Group Trust and Collective
Action. Journal of Social Issues. 73. 10.1111/josi.12207.

Fritsche, 1., & Jugert, P. (2017). The consequences of economic threat for motivated social

cognition and action. Current opinion in psychology, 18, 31-36.

76



Forgionne, G. A., and Peeters, V. E. (1982). Differences in job motivation and satisfaction
among female and male managers. Human Relations, 35(2), 101-118. ISSN: 0018-7267

French, J. and Raven, B.H. (1959), ""The bases of social power", in Cartwright, D. (Ed.), Studies
in Social Power, Institute for Social Research, Ann Arbor, Ml

Fullan, M. (2006). “Change theory A force for school improvement”. The Center for Strategic
Education (CSE), Seminar Series Paper No. 157. Available
at:https://www.schoolturnaroundsupport.org/sites/default/files/resources/13396072630.pd
f (Accessed: 27/03/2020)

George, J.M. and Jones, G.R. (2008). Understanding and Managing Organizational behavior,

Fifth Edition, Pearson/Prentice Hall, New Yersey, pp.: 78

Ghellab, Y., & Papadakis, K. (2011). The politics of economic adjustment: State unilateralism or
social dialogue? In J. Somavia (Ed.), The global crisis: Causes, responses and challenges
(pp. 81-91). Geneva: ILO

Giannacourou, M., Kantaraki M., Christopoulou V. (2015). The Perception of Crisis by Greek
SMEs and Its Impact on Managerial Practices. Procedia- Social and Behavioral Science.
Vol. :175, pp.: 546-551. DOI: 10.1016/j.sbspro.2015.01.1235

Glenn, N. D., Taylor, P. A., & Weaver, C. N. (1997). Age and job satisfaction among males and
females: A multivariate study. Journal of Applied Psychology, 62, 189-193

Glenn, N. D., & Weaver, C. N. (1982). Further evidence on education and job satisfaction. Social
Forces, 61(1), 46-55

Goh, C. T., Koh, H. C., & Low, C. K. (1991). Gender effects on the job satisfaction of
accountants in Singapore. Work and Stress, 5, 341-348

Goldberg, L.R. (1990). An alternative >>Description of Personality<<: The Big Five Factor
structure. Journal of Personality and Social Psychology, 59, 1216-1229

Gorsuch, R. L. (1983). Factor analysis (2nd ed.). Hillsdale,NJ: Erlbaum.

Gosling, S. D., Rentfrow, P. J., & Swann, W. B., Jr. (2003). A Very Brief Measure of the Big

Five Personality Domains. Journal of Research in Personality, 37, 504-528.

Greek Laws: 4152/2013 (2013), 4172/2013 (2013), 4174/2013 (2013), 4024/2011 (2011)

Greenberg, J. (1990). Organizational justice: Yesterday, today and tomorrow. Journal of
management, 16(3), 399-432

77


https://www.schoolturnaroundsupport.org/sites/default/files/resources/13396072630.pdf
https://www.schoolturnaroundsupport.org/sites/default/files/resources/13396072630.pdf

Griffin, M.A., Patterson, M. G., & West, M. A. (2001). Job satisfaction and teamwork: the role
of supervisor support. Journal of Organazational Behavior, Vol. 22(5), pp.: 537- 550.
DOI: 10.1002/job.101

Gruenberg, B. (1980). The happy worker: An analysis of education and occupational differences
in determinants of job satisfaction. American Journal of Sociology, 86, 247-271

Guarino, C. M., Santibanez, L., & Daley, G. A. (2006). Teacher recruitment and retention: A
review of the recent empirical literature. Review of Educational Research, 76, 173-208.
Doi: 10.3102/00346543076002173

Hackman JR., Oldham GR. (1980). Work Redesign. Addison-Wesley : Reading, MA

Halkos, G., and Bousinakis D. (2016). The effect of crisis on employees’ stress and
dissatisfaction. Department of Economics, University of Thessaly. MPRA Paper No.
70107, posted 18 March 2016, 06:34 UTC. Available online:https://mpra.ub.uni-
muenchen.de/70107/

Herzberg, F., Mausne, B., & Snyderman, B. (1959). The Motivation to Work. Jhon Wiley

Hinkin, T.R. and Schriesheim, C.A. (1989), ~Development and application of new scales to

measure the French and Raven (1959) bases of social power". Journal of Applied
Psychology, 74(4), 561-7

Hipp, K.A (1996) Teacher Efficacy: Influence of Principal Leadership Behavior. Annual
Meeting of the American Educational Research Association, New York, April 8-12

Ho, C.L. & Au, W.T. (2006). Teaching Satisfaction Scale: Measuring Job Satisfaction of
Teachers. Educational and Psychological Measurement, 66, 172-185

Hodson, R. (1989). Gender differences in job satisfaction. The Sociological Quarterly, 30(3),
385-399

Holland, J. (1997). Making vocational choices: A theory of vocational personalities and work
environments. Odessa, FL.: Psychological Assessment Resources

Hossein Zadeh, Ali & Naseri, Mohsen. (2007). Organizational justice. Journal of Tadbir, 9(18),
18-23

House, R. and Mitchell, T. (1974). “Path-gaol theory of leadership”. Journal of Contemporary
Bussiness, 3, 81-97

Hulin, C. L., & Smith, P. C. (1965). A linear model of job satisfaction. Journal of Applied
Psychology, 49, 209-216

78


https://mpra.ub.uni-muenchen.de/70107/
https://mpra.ub.uni-muenchen.de/70107/

Hulin, C. L., & Smith, P. C. (1964). Sex differences in job satisfaction. Journal of Applied
Psychology, 48, 88-92

Imran, R., Majeed, M., & Ayub, A. (2015). Impact of Organizational Justice, Job Security and
Job satisfaction on Organizational Productivity. Journal of Economics, Business and
Management, 3(9), 840-845

Jamil, F. M., Downer, J. T., & Pianta, R. C. (2012). Association of pre-service teachers’
performance, personality, and beliefs with teacher self-efficacy at program completion.
Teacher Education Quarterly, 39(4), 119-138

John, O. P. & Srivastava, S. (1999) The Big Five trait taxonomy: history, measurement, and
theoretical perspectives. In: Pervin, L. & John, O. P. (Eds.). Handbook of personality:
theory and research (102-138). New York: Guilford Press

Johnson, S., Cooper, C., Cartwright, S., Donald, I., Taylor, P., & Millet, C. (2005). The
experience of work related stress across occupations. Journal of Managerial Psychology,
20(2), 178-187. Doi:https://doi.org/10.1108/02683940510579803

Judge, T. A., Heller, D., & Mount, M. K. (2002). Five-factor model of personality and job
satisfaction: A meta-analysis. Journal of Applied Psychology, 87(3), 530-541

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, 376-407. Doi:https://doi.org/10.1037/0033-2909.127.3.367

Judge, T. A., Bono, J. E., & Locke, E. A. (2000). Personality and job satisfaction: the mediating

role of job characteristics. Journal of Applied Satisfaction, 85, 237-249

Judge, T.A, Locke, E. A., Durham, C. C., & Kluger, A. N. (1998). Dispositional effects on job
satisfaction and life satisfaction: The role of core evaluations. Journal of Applied
Psycology, 83, 17-34

Judge, T.A, Locke, E. A., & Durham, C. C. (1997). The dispositional causes of job satisfaction:
A core evaluation approach. Research in Organizational Behavior, 19, 151-188

Kafui Agbozo, G., Sakyi Owusu, I., Hoedoafia, M., A., Boateng Atakorah, Y. (2017). The effect
of Work Environment on Job Satisfaction: Evidence from the Banking Sector in Ghana.
Journal of Human Resources Management, 5(1), 12-18. DOI:
10.11648/j.jhrm.20170501.12

79


https://doi.org/10.1108/02683940510579803
https://doi.org/10.1037/0033-2909.127.3.367

Kantas, A. (1992). “Job satisfaction of secondary school teachers”. Language, 29, 34-43 (in
Greek)

Kim, MJ., Bonn, M., Lee, C-K., Ki, J.S. (2019) Effects of employees’ personality and
attachment on job flow experience relevant to organizational commitment and consumer-
oriented behavior, Journal of Hospitality and Tourism Management, Volume 41, Pages
156-170, ISSN 1447-6770,

King, M., Murray, M. A., & Atkinson, T. (1982). Background, personality, job characteristics,
and satisfaction with work in a national sample. Human Relations, 35, 119-133

Klassen, R. M., & Tze, V. M. C.(2014). Teachers’ self-efficacy, personality, and teaching
effectiveness: A  meta-analysis. Educational Research Review, 12, 59-76.
Doi:https://doi.org/10.1016/j.edurev.2014.06.001

Klassen, R.M., Usher, E.L., & Bong, M. (2010). Teachers’ collective efficacy, job satisfaction,

and job stress in cross-cultural context. The Journal of Experimental Education, 78, 464-
486

Klassen, R. M., & Chiu, M. (2010). Effects on teachers’ self- efficacy and job satisfaction:
Teacher gender, years of experience, and job stress. Journal of Educational Psychology,
102(3), 741-756. Doi:https://doi.org/10.1037/a0019237

Klassen, R. M., Bong, M., Usher, E. L., Chong, W. H., Huan, V. S., Wong, I. Y., & Georgiou, T.
(2009). Exploring the validity of teachers’ self-efficacy scale in five countries.

Contemporary Educational Psycology, 34, 67-76.
Doi:https://doi.org/10.1016/j.cedpsych.2008.08.001
Klassen, R. M., Foster, R. Y., Rajani, S., & Bowman, C. (2009). Teaching in the Yukon:

Exploring teachers’ efficacy beliefs, stress, and job satisfaction in a remote setting.
International Journal of Educational Research, 48(6), 381-394.

Kline, P. (1979). Psychometrics and psychology. London: Acaderric Press.

Koh, W. L., Steers, R. M., & Terborg, J. R. (1995). The effects of transformational leadership on
teacher attitudes and student performance in Singapore. Journal of organizational
behavior, 16(4), 319-333.

Kokkinos, C. M. (2007). Job stressors, personality and burnout in primary school teachers.

British Journal of Educational Psychology, 77(1), 299-243

80


https://doi.org/10.1016/j.edurev.2014.06.001
https://doi.org/10.1037/a0019237
https://doi.org/10.1016/j.cedpsych.2008.08.001

Kothari, T. P., & Pingle, S. S. (2015). PERSONALITY TRAITS AND TEACHING STYLE OF
MANAGEMENT TEACHERS: AN EMPIRICAL STUDY. Journal of Contemporary
Management Research, 9(2).

Koustelios, A. (2001). Personal characteristics and job satisfaction of Greek teachers. The
International Journal of Educational Management, 15(7), 354-358

Koustelios, A. and Bagiatis, K. (1997). “The employee satisfaction inventory(ESI): development
of a scale to measure satisfaction of Greek employees”. Educational and Psychological
Measurement, 57, 469-76

Koustelios, A. (1991). “The relationships of organizational cultures and job satisfaction in three
selected industries in Greece”. Unpublished doctoral dissertation, University of
Manchester, Manchester

Kraus MW, Piff PK, Keltner D. (2009) Social class, sense of control, and social explanation.
Journal of personality and social psychology. 97. 992-1004. 10.1037/a0016357.

Kristof-Brown, A., Guay, R. P. (2011). Person-environment fit. APA handbook of industrial and
organizational psychology: Maintaining, expanding, and contracting the organization.
Washington: American Psychological Association, 3, 3-50

Kristof-Brown, A., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals’
fit at work: A meta-analysis of person-job, person-organization, person-group, and
person-supervisor fit. Personnel Psychology, 58(2), 281-342

Kyriacou, C. (2001). Teacher stress: Directions for further research. Educational Review, 53(1),
27-35. Doi:https://doi.org/10.1080/00131910120033628

Lambert, E. (2003). Justice in correlation: an exploratory study of the impact of organizational

justice on correctional staff. Journal of criminal justice, 31(2), 155-168

Lee, I. R.,, & Kemple, K. (2014). Preservice teachers' personality traits and engagement in
creative activities as predictors of their support for children's creativity. Creativity
Research Journal, 26(1), 82-94.

Lee, R., & Wilbur, E. R. (1985). Age, education, job tenure, salary, job characteristics, and job
satisfaction: A multivariate analysis. Human Relations, 38, 781-791

Lent, R. W., Nota, L., Soresi, S., Ginevra, M. C., Duffy, R. D., & Brown, S. D. (2011).
Predicting job and life satisfaction of Italian teachers: Test of social cognitive model.
Journal of Vocational Behavior, 79(1), 91-97

81


https://doi.org/10.1080/00131910120033628

Lent, R. W., & Brown, S. D. (2006). Integrating person and situation perspectives on work
satisfaction: A social-cognitive view. Journal of Vocational Behavior, 69(2), 236-247

Liagouras, G., Protogerou, A. and Caloghirou, Y. (2003). “ Exploring mismatches between
higher education and the labor market in Greece”. European Journal of Education, 38(4),
413-426

Locke, A. (1976). “ The nature and causes of job satisfaction”, in Dunnette, M.D. (Ed.),
Handbook of Industrial and Organizational Psychology, Rand McNally, Chicago, IL,
1297-1349

Loher, B. T., Noe, R. A., Moeller, N. C., & Fitzgerald, M. P. (1985). A meta-analysis of the
relation of job characteristics to job satisfaction. Journal of Applied Psychology, 70, 280-
289

Luthans, F. and Thomas, L. T. (1989). The relationship between age and job satisfaction:
curvilinear results from an empirical study- a research note. Personal Review, 18(1), 23-
26. ISSN: 0048-3486

Luu, P., Collins, P., & Tucker, D. M. (2000). Mood, personality, and self-monitoring: Negative
affect and emotionality in relation to frontal lobe mechanisms of error monitoring,
Journal of Experimental Psychology, 88, 139-154

Lynch, B. P., & Verdin, J. A. (1983). Job satisfaction in libraries: Relationships of the work
itself, age sex, occupational group, tenure, supervisory level, career commitment, and
library department. Library Quarterly, 53, 434-447

Maghradi, A. (1999). “Assesing the effect of job satisfaction on managers”. International Journal
of Value-Based Management, 12, 1-12

Malhotra, Naresh K and David F Birks (2006), “Marketing Research: An Applied Approach *
European, Gosport, UK: Prentice Hall

Malka, A., & Chatman, J. A. (2003). Intrinsic and extrinsic orientations as moderators of the
effect of annual income on subjective well-being: A longitudinal study. Personality and
Social Psychology Bulletin, 29, 737-746

Martel, M. M., Nigg, J. T., & Lucas, R. E. (2008). Trait mechanisms in youth with and with out
attention-deficit/ hyperactivity disorder. Journal of Research in Personality, 42, 895-913

Mathieu, J. E. (1991). “A cross-level nonrecursive model of the antecedents of organizational

commitment and satisfaction”. Journal of Applied Psychology, 76(5), 607-618

82



Matthew, G., Deary, I. J., Whiteman, M. C. (2009). Personality traits, 3™ Ed. Cambridge
University Press, Cambridge

McCrae, R. R. (1993). Openness to experience as a basic dimension of personality. Imagination,
Cognition, and Personality, 4, 119-129

McDonald, B. W. & Gunderson, E. K. E. (1974). Correlates of job satisfaction in naval
environments. Journal of Applied Psychology, 59, 371-373

Mcllveen, P., & Perera, H. N. (2016). Career optimism mediates the effect of personality on
teachers’ career engagement. Journal of Career Assessment, 24(4), 623-636

Mclintyre, T. M., Mclintyre, S. E. & Francis, D. J. (Eds.). (2017). Educator stress: An
occupational health perspective. New York, NY: Springer Berlin Heidelberg

Menon-Eliophotou, M., Papanastasiou, E., and Zembylas, M. (2008). “Examining the
relationship of job satisfaction to teacher and organizational variables. Evidence from
Cyprus”. International Studies in Educational Administration, 36(3), 75-86

Meyer, J.P Morin, A.J.S., Stanley, L.J., Maltin, E.R. (2019) Teachers' dual commitment to the
organization and occupation: A person-centered investigation, Teaching and Teacher
Education, Volume 77,Pages 100-111, ISSN 0742-051X

Mohamed, G. (2005). Competence of maternal and child health clinic workers in detecting
malnutrition in Somali. African Health Sciences, 5(4), 319-321

Moorman, R. H., Blakely, G. L., & Niehoff, B. P., (1998). Does organizational support mediate
the relationship between procedural justice and organizational citizenship behavior.
Academy of Management Journal, 41, 351-357

Moorman, R. H. (1997). Relationship Between Organizational Justice and Organizational
Citizenship. Journal of Applies Psychology, 76(6), 845-855

Mottaz, C. (1984). Education and work satisfaction. Human Relations, 37, 985-1004

Mount, M. K., Iles, R. and Johnson, E. (2006). “Relationship of personality traits and
counterproductive work behaviors: the mediating effects of job satisfaction”, Personnel
Psychology, 59(3), 591-662

Mount, M. K., Barrick, M. R., Scullen, S. M., & Rounds, J. (2005). Higher-order dimensions of
the big five personality traits and the big six vocational interest types. Personnel
Psychology, 58(2), 447-478

83



Mount, M. K., & Muchnisky, P. C. (1978). Concurrent validation of the Holland’s hexagonal
model with occupational workers. Journal of VVocational Behavior, 13, 348-354

Moutafi, J., Furnham, A., & Crump, J. (2003). Demographic and personality predictors of
intelligence: A study using the NEO personality inventory and the Myers-Brigg type
indicatory. European Journal of Personality, 17, 79-94

Moya, M., & Fiske, S. T. (2017). The social psychology of the great recession and social class
divides. Journal of Social Issues, 73(1), 8-22.

Mullins, L. J. (2007). Management and Organizational Behavior, (8" Ed.), Pitman Publishing,
London

Mullins, J.L. (2005). Management and organizational behavior, Seventh Edition, Pearson
Education Limited, Essex, pp:700

Munnell, A. & Fraenkel, R. C. (2013). Public Sector Workers and Job Security. State and Local
Pension Plans, 31, 1-12

Murray, M. A., and Atkinson, T. (1981). Gender differences in correlates of job satisfaction.
Canadian Journal of Behavioral Sciences, 13, 44-52. ISSN: 0008-400X

Navarro-Carrillo, G., Valor-Segura, 1., Lozano, L. M., & Moya, M. (2018). Do economic crises
always undermine trust in others? The case of generalized, interpersonal, and in-group
trust. Frontiers in psychology, 9, 1955.

Neuman G., Edwards J., Raju N. (1989). Organizational development interventions: a meta-
analysis of their effects on satisfaction and other attitudes. Personnel Psychology, 48,
747-773

Nigg, J. T., John, O. P., Blaskey, L. G., Huang- Pollock, C. L., Wilcutt, E. G., Hinshaw, S. P., et
al. (2002). Big five dimensions and ADHD symptoms: Links between personality traits
and clinical symptoms. Journal of Personality and Social Psychology, 83, 451-469

OECD DATA (2017), Teachers’ salaries, Source: Education at a glance: Teachers’ statutory
salaries (https://data.oecd.org/eduresource/teachers-salaries.htm) (Access in 01/04/2019)

Oshagbemi, T. (1999). “Academics and their managers: a comparative study in job satisfaction”.
Personnel Review, 28, 108-123

Ostroff, C. (1992). “The relationship between satisfaction, attitudes and performance: an

organizational level analysis”. Journal of Applied Psychology, 77, 963-974

84


https://data.oecd.org/eduresource/teachers-salaries.htm

Perera, H. N., Granziera, H., & Mcllveen, P. (2018). Profiles of teacher personality and relations
with teacher self-efficacy, work engagement, and job satisfaction. Personality and
Individual Differences, 120, 171-178. Doi: 10.1016/j.paid.2017.08.034

Perie, M., & Baker, D. P. (1997). Job Satisfaction Among America’s Teachers: Effects of Work
Place Conditions, Background Characteristics, And Teacher Compensation. Statistical
Analysis Report. U.S. Department of Education Office of Educational Research and
Improvement, http://nces.ed.gov/pubs97/web/97471.asp

Podsakoff, P.M. and Schriesheim, C.A. (1985), Field studies of French and Raven's bases of
power: critique, reanalysis, and suggestions for future research”. Psychological Bulletin,
97(3), 387-411

Porter, M. E. (1980). Competitive Strategy: Techniques for Analyzing Industries and
Competitors. New York: The Free Press

Porter, J. K., Bacon, C. W., Robbins, J. D., & Higman, H. C. (1975). A field indicator in plants
associated with ergot-type toxicities in cattle. Journal of Agricultural and Food
Chemistry, 23, 771-775

Proudfoot, D., & Kay, A. C. (2018). How perceptions of one's organization can affect
perceptions of the self: Membership in a stable organization can sustain individuals' sense
of control. Journal of Experimental Social Psychology, 76, 104-115.

Psacharopoulos, G. and Papakostantiou, G. (2005). “ The real university cost in a “free” higher
education country”. Economics of Education Review, 24(1), 103-108

Rawls, J. (1971). A Theory of justice. United states of America, publication of Harvard
University.

Raymond, L. (2009). Four-Factor Justice and Daily Job Satisfaction: A Multilevel Investigation.
Journal of Applied Psychology, 94(3), 770-781

Reisel, W., Chia, S. L., Mololes, C. & Slocum, K. (2007). The Effects of Job Insecurity on
Satisfaction and Perceived Organizational Performance. Journal of Leadership and
Organizational Studies, 14(2), 106-116

Reyes, P. (1990). Teachers and Their Workplace. Commitment, Performance and Productivity,
Sage Publications, London

Rogers, R. (1991). The effects of educational level on correlation officer job satisfaction. Journal
of Criminal Justice, 19, 123-137

85



Ruchi, J. and Surinder, K. (2014). Impact of work environment on job satisfaction. International
Journal of Science and Research Publications, 4(1), 1-8

Saiti, A., & Papadopoulos, Y. (2015). “School teachers’ job satisfaction and personal
characteristics: A quantitative research study in Greece”. International Journal of

Educational Management, 29(1), 73-97. Doi:https://doi.org/10.1108/1JEM-05-2013-0081

Saiti, A. and Fassoulis, K. (2012). “A factor analysis of Greek primary school principals’
perceptions regarding job satisfaction”. International Journal of Educational
Management, 26(4), 370-380

Saiti, A. and Prokopiadou, G. (2008). “The demand for higher education in Greece”. Journal of
Further and Higher Education, 32(3), 285-296

Saiti, A. (2007). “Main factors of job satisfaction among primary school educators: factor
analysis of the Greek reality”. Management in Education, 21(2), 28-32

Saiyadain, M. S. (1985). Personal characteristics and job satisfaction: India-Nigeria comparison.
International Journal of Psychology, 20, 143-153

Saliméki A., Hakonen A. & Heneman R. 2009. Managers Generating Meaning for Pay: A Test
for Reflection Theory. Journal of Managerial Psychology, 161—177

Sari, H. (2004). “An analysis of burout and job satisfaction among Turkish special school head
teachers and teachers, and factors affecting their burnout and job satisfaction”. Education
Studies, 30(3), 291-306

Sauser, W. I., & York, C. M. (1978). Sex differences in job satisfaction. Personnel Psychology,
31, 527-547

Schneider, B. (1987). The people make the place. Personnel Psycology, 40(3), 437-453

Scott, K. D. and Taylor, G. S. (1985). “An examination of conflicting findings on the
relationship between job satisfaction and absenteeism: a meta-analysis”. Academy of
Management Journal, 28(3), 599-612

Seeger, M. W., Sellnow, T. L. and Ulmer, R. R. (1998). Communication, organization, and
crisis. Communication Yearbook, 21, 231-275

Shann, M. H. (1998). Professional commitment and satisfaction among teachers in urban middle
schools. Journal of Educational Research, 92, 67-73. Doi:
10.1177/07419325020230050101

86


https://doi.org/10.1108/IJEM-05-2013-0081

Shapiro, H. J., & Stern, L. W. (1975). Job satisfaction: Male and female, professional and-non
professional workers. Personnel Journal, 54(7), 388, 406

Sheidman, L. J. (2006). Neurological functioning in people with ADHD across the lifespan.
Clinical Psychology Review, 26, 466-485

Shen, J., Leslie, M., Spybrook, J. K., & Ma, X. (2012). Are principal background and school
processes related to teacher job satisfaction? A multilevel study using schools and
stuffing survey 2003-04. American Educational Research Journal, 49(2), 200-230. Doi:
10.3102/0002831211419949

Shields, M.A., & Ward, M. (2001).Improving nurse retention in the National Health Service in
England: The impact of job satisfaction on intention to quit. Journal of Health
Economics, 20, 677-701

Sim, W. (1990). “ Factors associated with job satisfaction and work centrality among Singapore
teachers”. Comparative Education, 26(2/3), 259-276

Skaalvik, E. M., & Skaalvik, S. (2014). Teacher self-efficacy and perceived autonomy: Relations
with teacher engagement, job satisfaction, and emotional exhaustion. Psychological
Reports, 114, 68-77. Doi:https://doi.org/10.2466/12.02.PR0O.114k14w0

Skaalvik, E. M., & Skaalvik, S. (2011). Teacher job satisfaction and motivation to leave the

teaching profession: Relations with school context, feeling of belonging, and emotional
exhaustion.  Teaching and Teacher Education, 27(6), 1029-1038. Doi:
10.1016/j.tate.2011.04.001

Smith, D. B., & Plant, W. T. (1982). Sex differences in job satisfaction. Journal of Applied
Psychology, 67, 249-251

Soto, C. J. (2018). Big Five personality traits. In M. H. Bornstein, M. E. Arterberry, K. L.
Fingerman & J. E. Lansford (Eds.), The SAGE encyclopedia of lifespan human
development. Thousand Oaks, CA: Sage, 240-241

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and consequences.
Thousand Oaks, CA: Sage Publications

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

Straub, D., D. Gefen, and M.C. Boudreau (2005), "The ISWorld Quantitative, Positivist
Research Methods Website."

87


https://doi.org/10.2466/12.02.PRO.114k14w0

Sundstrom, E. and Sundstrom, M., G. (1986). Work Places: The psychology of the Physical
Enviroment in Offices and Factories. Cambridge University Press

Sverke, M., Hellgren, J., Naswall, K., Chirumbolo, A., De Witte, H., Goslinga, S. (2004). Job
insecurity and union membership. European unions in the wake of flexible production.
Brussels: P.I.E.-Peter Lang

Tang, T., Li-Ping (1992). The meaning of money revisited. Journal of Organizational Behavior.
Vol.: 13, pp.: 197-202

Tarasiadou, A., and Platsidou, M. (2009). “Job satisfaction of kindergarten teachers: individual
differences and predictors”. Epistimes Agogis, 4, 141-154 (in Greek)

Tatalovic-Vorkapic, S. (2012). The significance of preschool teacher’s personality in early
childhood education: Analysis of Eysenck’s and Big Five dimensions of personality.
International Journal of Psychology and Behavioral Sciences, 2(2), 28-37

Travers, C. J., & Cooper, C. L. (1996). Teachers under pressure: Stress in the teaching
profession. London, NY: Routledge

Tremblay M., Sire B. & Balkon D. 2000. The Role of Organizational Justice in Pay and Benefit
Satisfaction, and Its Effects on Work Attitude. Group & Organization management. Vol.
25, pp. 269—290

Tschannen-Moran, M., Hoy, A. W., & Hoy, W. K. (1998). Teacher efficacy: Its meaning and
measure. Review of Educational Research, 68, 202-248.
Doi:https://doi.org/10.3102/00346543068002202

Tsounis, A., Sarafis, P. (2018) Validity and reliability of the Greek translation of the Job
Satisfaction Survey (JSS). BMC Psychol 6, 27. https://doi.org/10.1186/s40359-018-0241-
4

Unterbrink, T., Hack, A., Pfeifer, R., Buhl-Griebharber, V., Muller, U., Wesche, H., ... Bauer, J.

(2007). Burnout and effort-reward-imbalance in a sample of 949 German teachers.

International Archives of Occupational and Environmental Health, 80(5), 443-441.
Doi:https://doi.org/10.1007/s00420-007-0169-0

Varca, P. E., Shaffer, G. S., & McCauley, C. D. (1983). Sex differences in job satisfaction
revisited. Academy of Management Journal, 26, 348-353

88


https://doi.org/10.3102/00346543068002202
https://doi.org/10.1007/s00420-007-0169-0

Vennete, S. J. (2003). Risk communication in a High Reliability Organization: APHIS PPQ’s
inclusion of risk in decision making. Ann Arbor, MI: UMI P request Information and
Learning

Verquer, M. L., Beehr, T. A., & Wagner, S.H. (2003). A meta-analysis of relations between
person-organization fit and work attitudes. Journal of VVocational Behavior, 63(3), 437-
489

Veselinovska, S., S., (2012). The effect of teaching methods on cognitive achievement, retention,
and attitude among in biology studying. Cypriot Journal of Educational Science, 6(4),
175-185

Vujicic, D., Jovicic, A., & Lalic, D. (2014). The relation between job insecurity, job satisfaction
and organizational commitment among employees in the tourism sector in Novi Sad.
Economic and Industrial Democracy, 36(4), 633-652

Wall TD., Kemp NJ., Jackson PR., Clegg CW. (1986). Outcomes of autonomous work groups: a
long-term field experiment. Academy of Management Journal, 29, 280-304

Weaver, C. N. (1980). Job satisfaction in the United States in the 1970s. Journal of Applied
Psychology, 65, 364-367

Weaver, C. N. (1978). Sex differences in the in the determinants of job satisfaction. Academy of
Management Journal, 21(2), 265-274. ISSN: 0001-4273

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs and
affective experiences. Human Resource Management Review, 12, 173-194

Wharton, A. S., Rotolo, T., and Bird, S. R. (2000). Social context at work: Sociological Forum,
15(1), 65-90. ISSN: 0884-8971

Witt, L. A., & Nye, L. G. (1992). Gender and the relationship between perceived fairness of pay
or promotion and job satisfaction. Journal of Applied Psychology, 77, 910-917

Woodbury, S. (1983) Substitution Between Wage and Nonwage Benefits. American Economic
Review. Vol. 73, No. 1. pp. 166-182.

Yukl G. (1989). Leadership in Organizations. (2" Ed.), Prentice- Hall: Englewood Cliffs, NJ

Zigarreli, M. A. (1996). “An empirical test of conclusions from effective schools research”. The
Journal of Educational Research, 90(2), 103-109

Zurlo, M. C., Pes, D., & Siegrist, J. (2010). Validity and reliability of the effort-reward

imbalance questionnaire in a sample of 637 Italian teachers. International Archives of

89



Occupational and Environmental Health, 83(6), 665-674.
Doi:https://doi.org/10.1007/s00420-010-0512-8

Zynalpoor, Sheikhi & Mir Kamaly. (2010). Correlation with organizational justice and job

satisfaction among teachers of school in Bandar Abbas. Journal of Behavioral & Social,
5(2), 34-51

9. APPENDICES

9.1 Questionnaire English Version

Introductory Welcome Text on first page of Google Form
The present questionnaire relates to the factors that influence the teachers’ perceptions of job

satisfaction in the field of education. This research is conducted in the context of Master of
Science in Management and Organization of Educational Units.

The questionnaire should take about 8-10 minutes and all answers are anonymized and data will
be analyzed solely from the researcher.

We would like to thank you in advance for your participation.

Press the Begin the Questionnaire button bellow. [Google Form Button]

Demographics:

Sex: Male/Female

Age: 18-24, 25-30,31-35, 36-40,41-45, 45+

Employment Status: | am currently employed as a permanent or substitute teacher:
Permanent, Substitute, Not Employed / Other

Years of Employment: 0-1, 1-5,5-15, 15+

Education Level on Which you are employed as a teacher: Preschool Education, Primary
Education, Secondary Education, Higher Education

Socioeconomic Status: Monthly Family Income: (a) under 1.000€; (b) 1.000-2.000€; (c)
2.000-3.000€; (d) 3.000—4.000€; (e) between 4.000 and 5.000€; and (f) over 5.000€
Education level: (a) University Degree, (b) MSc, MA Post-Graduate Degree, (c)
Doctorate Degree, (d) Other
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Perceived Personal Economic Descent: Faced with the current economic situation and thinking
about your and your family’s situation, do you believe that the economic crisis has made you
descend in the social scale? Please mark the option that best reflects your current situation

(1) Yes, I used to be in the upper class, and now I am in the upper-middle class; (2) Yes, | used
to be in the upper-middle class, and now | am in the middle class; (3) Yes, | used to be in the
middle class, and now | am in the lower-middle class; (4) Yes, | used to be in the lower-middle
class, and now I am in the lower class; (5) Yes, | used to be in the lower class, and now I am in a
very delicate situation, dreading a fall into poverty; (6) No, the crisis has not made me descend in
the social scale; (7) No, the crisis has made me ascend in the social scale; and (8) I prefer not to
answer.

Job Satisfaction Survey: In the following statements (In the questionnaire they will be mixed
according to Spector and not per dimension as seen bellow) provide your opinion in the 7-point
Likert scale anchored from 1=Strongly Disagree to 7=Strongly Agree:
1) PAY
a) | feel I am being paid a fair amount for the work | do.
b) Raises are too few and far between[R].
c) | feel unappreciated by the organization when | think about what they pay me[R]
d) | feel satisfied with my chances for salary increases
2) PROMOTION
a) There is really too little chance for promotion on my job [R].
b) Those who do well on the job stand a fair chance of being promoted
c) People get ahead as fast here as they do in other places
d) Iam satisfied with my chances for promotion
3) SUPERVISION
a) My supervisor is quite competent in doing his/her job.
b) My supervisor is unfair to me[R]
c) My supervisor shows too little interest in the feelings of subordinates[R]
d) I like my supervisor
4) BENEFITS
a) | am not satisfied with the benefits I receive[R] .
b) The benefits we receive are as good as most other organizations offer
c) The benefit package we have is equitable
d) There are benefits we do not have which we should have[R]
5) CONTIGENT REWARDS
a) When I do a good job, I receive the recognition for it that | should receive.
b) 1do not feel that the work | do is appreciated[R]
c) There are few rewards for those who work here[R]
d) Idon’t feel my efforts are rewarded the way they should be[R]
6) OPERATING PROCEDURES
a) Many of our rules and procedures make doing a good job difficult[R].
b) My efforts to do a good job are seldom blocked by red tape
¢) | have too much to do at work[R]
d) I have too much paperwork[R]
7) CO-WORKERS
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a) | like the people I work with.
b) I find | have to work harder at my job than I should because of the incompetence of
people I work with[R]
c) |enjoy my co-workers
d) There is too much bickering and fighting at work[R]
8) NATURE OF WORK
a) | sometimes feel my job is meaningless[R].
b) I like doing the things | do at work
c) | feel asense of pride in doing my job
d) My job is enjoyable
9) COMMUNICATION
a) Communications seem good within this organization.
b) The goals of this organization are not clear to me[R]
c) | often feel that | do not know what is going on with the organization[R]
d) Work assignments are often not fully explained[R]

TIP1 — Ten Item Personality Inventory:
Here are a number of personality traits that may or may not apply to you. Please write a number
next to each statement to indicate the extent to which you agree or disagree with that statement.
You should rate the extent to which the pair of traits applies to you, even if one characteristic
applies more strongly than the other. [1 = Disagree strongly, 2 = Disagree moderately, 3 =
Disagree a little ,4 = Neither agree nor disagree, 5 = Agree a little, 6 = Agree moderately,7 =
Agree strongly
| see myself as:

Extraverted, enthusiastic.

Critical, quarrelsome.

Dependable, self-disciplined.

Anxious, easily upset.

Open to new experiences, complex.

Reserved, quiet.

Sympathetic, warm.

Disorganized, careless.

Calm, emotionally stable.

Conventional, uncreative.

RoOoo~NoOar~WNE

e
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9.2 Questionnaire Greek Version

To mapdv ep@TNUATOAOYI0 GYETICETAL [UE TOVG TAPAYOVTEG TOV EXNPEALOVY TNV OVTIANYN
TOV KoONyNTodv Yoo TV €PYOCILOKN TOVS 1KAVOMOinon oto medio NG ekmaidevong. H
ovykekpipévn épevva degdyetor oto mhaici tov [IMX ommv Awiknon kot Opydvoon
Exmodevtikov Movéowv.

To gpompatordylo Ba mpémetl va mapet mepimov 8-10 Aentd Kot dAeg Ol amavINoELg Elvar
OVOVUUES KoL ToL 0gdopéEVa Ba ovolvBoUV AMOKAEIGTIKA OTO TOV EPELVNTY.

Oa BEAapE VO GOG EVYAPIGTIGOVUE EK TOV TPOTEP®V Y10, TNV GUUUETOYT| GOGC.

[Tatote 10 wovumi oOKOAOVOWC vy va  EeKviioETE TNV GLUAAP®OY]  TOL
EPOTNUATOAOYIOV.

ANUoypa@IKd ctovysia:

o  DuAo: Apoevikd / OnAuko

e HAwia: 18-24, 25-30, 31-35, 36-40, 41-45, 45+

e Katdotacn amacxoAnong: AmaocxoAoUpal w¢ HOVIHOC i avamAnpwti¢ daockahog/ kadOnyntngc:
Movipoc, Avarminpwtng, Aev epydalopat/ AAAo

e XpoOvia epyactlakng anaocxoinong: 0-1, 1-5, 5-15, 15+

o  Mopodwrtikd eninedo oto omnoio epydleote we ddokalog/kadnyntic: Nadaywyog MPooyoAkic
Aywyng/ Nnmiaywyocg, Mpwtopaduia Exkmaideuon, AsutepoBabuila Ekmaidsvon, Tpltofabuia
Exnaidevon

e  Mnviaio Owoyevelakd Eloddnua os Evpw: (a) katw 1.000€, (B) 1.000—-2.000%€, (y) 2.000-3.000¢€,
(6) 3.000-4.000¢€, (€) between 4.000 and 5.000¢€, ka (7) mavw amnd 5.000€

o  Mopodwrtikod eminedo: (a) Mpomtuxlako, (B) Metamtuxtako, (v) Aldaktoptkd, (6) AAAo

Perceived Personal Economic Descent : Epyouevol avtipétonol pe tmyv mopodco 0lKOVOUIKY
KOTAOTOOT Kol GKEMTOUEVOL TNV SIKT OOG KoL TNG OIKOYEVEINSG GOG TNV KATAGTOCT, TIGTEVETE OTL
N OWKOVOUIKY] kpion cag €xel kévelr vo katePeite owovopkn wiipoxa; IMopoxoieiote va
VTOOEIEETE TNV YVAOUT TOV GOG AVTITPOCHOTEVEL KAAVTEPO GTNV TOPOVCH KOTAGTOCN

(1) Nat, Gvnko otV avaTepT OIKOVOIKN TAEN Kot Tdpa ipol oty ovatepn-pecaio téln, (2)
Noai, avnko otnv avotepn-pecaio Taén Kot topo eipon oty pecaio té&n, (3) Nat, dvnka otnv
pecaio TAEN Kot ToOpa eipot 6TV KoTdTEPN-HEcaia Tdén, (4) Not, dvnka otV KatdTepn-pesaio
TaEN Kol Topa elpon otV KoTdTEPN TAEN, (5 ) No, dvnka oy Kat®TepT TAEN Kol TOPO Elpton
0€ [0 TOAD AEMTEMIAENTY KATAGTAOT), AVTILETOTILOVTOG TNV TTMOGN TPOS TV avexela, (6) Oy, n
OWKOVOUIKY] Kpiom dev pe €kave vo kotéfo Kowvwvikn kiipaka, (7) Oy, n kpion pe ékove va
avéfo otV Kowvovikn KAipaka, (8) [Ipotiud vo unv anavtioo:

Job _Satisfaction Survey: X1 mopoKdt® INADCELS TOPOKUAEIOTE VO TAPEYETE TNV AXAVTNON
oo OnAmvovtag tov Pabud mTov CLHPOVEITE 1 JP®VEITE YpNoILOTOIDVTAG TV entafdduio
KMpoka (1- Alpoveo Evtoveg pe 7- Zoppove Evidoveg)

PAY
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a) Niobw 01t TAnpodvopot £vor Sikaio ypnUATIKO TOGO Yo, TNV SOVAEIN TOV KAV®.

B) Ot avénoelg etvar Tov Alyeg kot pe PHeYAAES (XPOVIKES) amooTAoES LeTaED TOVC.

v) AwBdvouar 6Tt dev eKTHOOHOL amd TOV Oopyoviopd Otov ovoroyilopor Tt (LoBd) e
TANPOVOLV.

0) N1obow tkavomompévog/n pe tig mhoavotnreg avénong tov chod pov.

PROMOTION

a) Yrapyovv mhpo Todd Aiyeg mOavOTNTEG Y10 TPOAY®YT GTHV SOVAEID LLOV.

B) Avtoi Tov Ta KaTaEEPVOLY GV dovAEin Exouv Ui dikain mTOavOTHTU TPOUY®YNG.
v) Ot dvBpmmot Tpoodevovy £d® TOGO YpIyopa 0G0 Kol Ge GAAL PEPN.

0) Eipon ikavorompévog/m pe Tig mbavotnTeg mov £ Y10 TPOUYMY].

SUPERVISION

a) O mpoiotduevog / H mpoictapévn pov eivor opketd kavog/n 6To vo KAVEL TNV doLAEin
TOV/TNG.

B) O mpoictapevoc / H mpoictapévn pov dev ivar dikatog/m pe gpéva.

v) O mpoictapevoc / H mpoictopévn pov deiyvel moAd Adyo evolapEpPoV Yo To. GLVOICON AT TOV
VOICTAUEV®V TOV.

0) Zounabd Tov TPoIGTAUEVO LoV / TNV TPOICTAUEVT] LOV.

BENEFITS

a) Agv glpan IKOVOTOMUEVOG/M LE TO TPOVOLLL TTOV AUUPAVE.

B) Ta mpovope mov Aaupdvovpe eivor 1o 1010 koAb pe ekeivo mov mposeépovv GALOL
OpYOVIGHOL.

v) To maxéto mpovopinv mov &govpe gtvor dikato.

0) Ynapyovv Tpovopio mov dev Exovpe ta. omoia Oa Empene vo EXOVLLE.

CONTIGENT REWARDS

a) Otav kaveo Kadd tnv dovAeio pov, Aappdve v avayvopion tov Oa énpene vo AdPo.

B) Aev ousBavopon 6tL 1 dovAgio TOL KAVE® EKTILATOL.

v) Yrdpyovv mord Alyeg avtapolBég yio oavtods mov gpydlovrot 00.

0) Aev awsBdvopon 01t o1 TpoomdhelEg pov avtapeifovion pe Tov TpoOTO TOV 0Toi0 B Empeme.

OPERATING PROCEDURES

a) [ToAlol amd Tovg Kavoveg Kot Tig dladkacieg pag, pog mapeumodilovv 61o va yivel KoAd M
dovAerd.

B) Ot mpoomdBelec pov va kéveo KoAd tnv dovieio pov TOAD GLyVA PTAoKApOVTOL amd TNV
YPOPELOKPOTIOL

v) 'Exo mapa moALd Tpdrypota vo Kdve oty dovAgia.

0) 'Exyo népa mold dovAerd ypapeiov.

CO-WORKERS

a) Zopumod® Tovg avOpdTOVG e Tovg omoiovg epydlopa.

B) AlamotOveo OTL TPEMEL VO EPYUCTO GKANPOTEPA GTNV OOVAELL Hov amd 0Tl Ba Empene AOY®
™G oVIKAVOTNTOG TOV AvOPOTOV e TOVG 0T010VG OOVAEL® pali.

v) AToAapBavm Tovg CLVAOEAPOVG LLOV.
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0) Ymapyet moAd dopaptupio kot Kofyadeg otnv SOVAEL.

NATUREOFWORK

o) Mepucéc popég asBdvopat 6tL 1 dovieio Tov Kévm dev £xel vonua (1] 0V £l KavEVA VOTLQL).
B) Mov apéoetl va Kavem To TPAYUOTO TOL KAVE® GTNV OOVAELM.

v) AwoOdvopan po aicOnon vrepnedvelog Kdvovtag Tnv SovAEia Lov.

0) H dovAeld pov givar evyapiot.

COMMUNICATION

a) O1 emkovavieg eaivovtal KaAég HEGa oTnV opyaviGuo.

B) Ot 6tO)01 0V TOV TOL OPYUVIGLOV deV eivan EekdBapot o péva.

v) [ToAd cuyvd asBdavopan 6Tt dev yvopilo Tt cuufaivel 6Tov OpyavIGUO.
0) OuavatiBéueveg epyacieg mOALEG OpEG Oev eENyoUVTAL OLOKANPMOTIKA.

TIPI — Ten Item Personality Inventory: ITopoxdto mapatifevior Heptkd yopoKTnpIoTIKA TG
TPOCOTIKOTNTAG OV pmopel va cog touptdlovv 1 Oyt Tapakard yphyte Evav aplBud dimia oe
K60e mpoTOoT Yoo va ONAdcete o€ oo Pabud cvoppoveite 1| SlaPVEiTe pe AT TNV TPATAOT.
A&oloynote o€ moto Pabud to LedYog TV YAPOKTNPIOTIKOV GOG TOPLALEL, AKOUN KOl EAV TO £Vl
YOPOKTNPOTIKO Gog Toupldlel mepocoTePo amd 10 GAA0: 1=Alpovd oamdivta, 2=Al0QOvd
apkeTd, 3=Apove Kdnmg, 4=001e dQmVAH, 0VTE CLUPOVED, S=XVUEOVE KATOS, 6=XVUE®OVO
OPKETE, ZVUPOVED OTOAVTOL.

Oewpd TOV E0VTO LLOV:

E&waotpepn, evBovoindn
Emucprtiko, eprotikd
Kdamolov mov pmopeic va acioteig méve tov, me@apynuévo
Ayxddn, mov tapdletal ebKOAN
Avouytd oe véeg eumelpiec, moAvoHvOeTo
Maoalepévo, fiovyo
SOUTOVETIKO, £YKAPO10
Avopybvoto, ampOGEKTO
"Hpepo, suvoisOnuatikd otabepd
0. Zoppatikd, pun dnpovpyko

SNk WD R
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