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Abstract

In this Master’s dissertation, literature which has to do with the concept of Overqualification
is reviewed. Several other concepts are probed; Narcissism, Employee Empowerment,
Migratory intentions, the Big Five character traits, Withdrawal Behaviours. This dissertation
also deals with the traits and behaviours of Generation Y, as well as the group's needs and
aspirations. This dissertation also talks about the challenges faced by the Greek workforce.
Novel research in the aforementioned areas is important to managers and organisations
globally. With that in mind, a model of interactions of the above mentioned constructs has
been proposed and hypotheses have been formed. Greek workers, members of Generation Y
have been surveyed via a questionnaire. Analysis of the collected data has yielded some
interesting results. In the end, there is an appraisal of what has gone right and what has gone
wrong in trying to establish a set of relationships among Perceived Overqualification,
antecedent constructs, outcomes and moderators, as well as what should be the next step for

the next relevant study.
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Iepiinyn

Y& auTd 10 EMOTNUOVIKO £pY0, BiAloypagio n omoia £yl va KAVEL pe TNV Evvola
Overqualification e&etdleton. Apketég dAheg Evvoleg peremnOniov: Nopkiooiopog,
Evovvaumon, Metavaotevtikég Taoeig, Ta Big Five yvopicpata tov yopoktipa,
Withdrawal Behaviours. Avtf 1 dtatpiffn acyoleital emiong pe To YopOKINPIOTIKA KOt TIC
ocoumeprpopég g Generation Y, KoOMG Kot TIG AVAYKES KO TIC TPOGOOKIES TNG OLAdOG
avtS. Avti N dTpPn LAd emiong Yo TG TPOKANGELS OV AVILETMOTILEL TO EAANVIKO
epyatikd dvvapiko. Néa £pevvo 6ToVG TOPATAVE TOLELS Elval GNUAVTIKY Y10 TOVG
SULYEPIOTES KO TOVS OPYUVIGHOVS GE TAYKOGUIO £nimedo. Me autd KT Vo, Vo LOVTELD
TOV CAANAETIOPAGEDV TOV TPOAVUPEPHEVTMV VONTIKOV KOTACKEV®V €Yl TPOTaDEl Kot £yovv
dwapopewbei vrobéoeis. ' EAAnvec epyalopevor, pen g Generation Y €yovv epotn0el péow
evog epotnuotoroyiov. H avdivon twv dedopévmv mov cuAAEXONKaY amédmaoe Leptkd
EVOLILPEPOVTO OMOTEAEGULOTO. XTO TEAOC, VITAPYEL L0 EKTIUNON TOV TL EXEL TAEL KOAQ KOl TOV
T €€l mhiel 6TPafd oV TpoomdOeld vo dnpovpynBel Eva cuvoro oyéoemv pHeta&y
Perceived Overqualification, Antecedent Constructs, Outcomes ko1 Moderators kafm¢ kot

no1o Bo Tpémel va glvar To EMOUEVO POl Y10l TV EXOUEVT] GYETIKT LEAETY).
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1. Introduction

1.1 Overview

The concept of Overqualification is important for the economy globally and has been studied
extensively as far back as the early 1960°s. Objective Overqualification is a concept related to
being too educated for a job or too experienced for a job objectively, e.g. having too many
years of formal education. This concept is related more to macroeconomics and is studied as

such. However, in the early 1990’s, a new concept appeared that has to do with how an
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employee views his skills vis a vis the challenges his job has to offer; the new concept was
perceived overqualification. Perceived Overqualification is linked to applied psychology and
organisational behaviour and is examined by researchers so that, apart from the goal to
generate and disseminate knowledge, results are produced that can be used by Strategic
Planners and Human Resources staff. By translating research outcomes into practices, the
human capital of an organisation is utilised more

efficiently.

There is a surge worldwide of a mismatch between employee skills and job requirements,
especially among employees who are under 30 years of age, which manifests itself in the
appearance of feelings of Perceived Overqualification among the workforce, a high turnover
rate for businesses and increased migration. In Greece, there is an increasing occurrence of
the phenomenon of overqualification and it is of substance to examine aspects of young
workers’ perception of their job and how that might affect their behaviour, migratory
intentions included.

In the following chapters, one will find a small overview of the domains of knowledge that
will benefit the most from the results of this dissertation, strategic management and
organisational studies/human resources management. Also, there will be an analysis of the
concepts that are thought to interact in the way exhibited by the model presented in Appendix
A and are relevant to the study of overqualification of young Greek employees. These
concepts are: Perceived Overqualification, Perceived Cognitive Overqualification,
Narcissism, Empowerment, Withdrawal Behaviours, Big Five, Intention to Leave the
Country. Finally, there will be a presentation of the traits of the youngest cohort of the
workforce and an overview of the issues that a young member of the Greek workforce has to
deal with.

In addition to the theoretical work there is a presentation of research conducted as part of this
dissertation, which is a questionnaire-based/primary-data-based statistical analysis. The
original research that was conducted is presented here in three parts: Methods, Results and
Conclusions/Future research. The Methods part deals with how the data were collected, as
well as how they were analysed. The Results part deals with the presentation of the results
and their interpretation. The Conclusions part sums up the outcomes of the research effort,

mentions its shortcomings and provides insights for further research.
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1.2 Strategic Management

Strategic management entails the following: the designation and wording of the major aims
and actions undertaken by an organization’s top cadre for the benefit of the shareholders; the
above take into account the resources available as well as the competition faced internally
and externally (Nag R. et al., 2007).

Strategic management is about providing the outfit with general directions and encompasses
the laying out of the objectives of the organization, establishing policies and schemes made to

attain these goals; resources need to be allocated for their implementation. Both scholars and
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practitioners have promoted a number of models and fundamental principles that aid in the
making of decisions within the context of complicated environments and constant loss and
gain of competitive advantage (Pankaj G., 2002). The essence of strategic management as a
discipline lies in its fluid nature; the models used are realized then checked by means of
feedback loops so that a new updated version might occur (Hill C.W.L. and Gareth R.J.,
2012; Lamb et al., 1984).

The three precepts that govern strategy are: attaining an exclusive and profitable position in
the market, deciding what to lose and what to gain by making decisions on what to avoid and
going for a seamless operation by putting company activities in line with the decided strategy
(Porter M., 1996). An alternative definition of strategy is: a system of identifying, organizing
and refining a rigid set of rules that make long term success possible on the condition that it is
strictly adhered to (Kvint, V., 2009).

When it comes to corporate strategy, a single important question needs answering, the one
that concerns the industry that the organization should compete in. When it comes to business
strategy, the question this time changes to what way we will use when it comes to tackling
the competition in the aimed industry (Chaffee E., 1985). Strategic management is not to be
confused with operational management; operational management deals with improving
efficiency and controlling costs within the constraints dictated by a company’s strategic

goals.

1.3 Organizational Studies/HRM

Important requisites for the creation and implementation of strategy for any modern
organisation are, among others, the understanding and incorporation of the principles and
contemporary research outcomes of organisational behaviour studies, as well as those of
human resources management research.

Organisational behaviour (OB) can be determined as the field of study of human behaviour
within organisations, the interplay between human behaviour and the organisation as well as
the organisation on its own (Moorhead & Griffin, 1995).

According to Wagner and Hollenbeck (2010), OB can be analysed into three sub-levels. It
consists of research on individuals belonging to organisations (micro-level), work groups

(meso-level) and the behaviour of organisations (macro-level).

10
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According to Barnard (1938) individuals behave in a different manner when they undertake
an organizational role than when they act independently from the organization. Scientists that
engage in OB research are interested in the behaviour of individuals within the bounds of
organisational roles. One of the most important goals of OB is to aid in the evolution of
organisational theory and the development of a better theoretical understanding of
organisational life (Simms, Price & Ervin, 1994).

The roots of OB can be traced in many basic research fields like psychology, social
psychology, sociology, anthropology, political sciences and economics. According to Miner
(2006), it is arbitrary up to a degree to identify a narrow time period in which OB became a
separate field of study; this could have occurred sometime in the 40s or 50s. Miner (2006)
also adds that the division 14 of the American Psychological Association (APA) that has to
do with industrial psychology did not change its name to Industrial and Organizational
Psychology until 1970, something which took place long after OB had been acknowledged as
a distinct scientific discipline; sociology has a similar history to OB. It is still debatable
whether OB and organizational psychology are distinct sciences and what makes them
distinct; there are widely recognized similarities and differences between them (Jex & Britt,
2008).

One of the functions, that are part of an organisation, is human resource management (HRM).
HRM is aimed at maximising employee performance as an auxiliary to the attainment of an
employer’s strategic goals (Johnason, 2009). HRM deals with the administration of
employees, with a concentration on policies and on systems (Collins and Wood, 2009). HRM
entities in organisations are typically laden with the burden of various tasks which include
employee benefits, employee recruitment design, training and development, performance
assessment and the management of pay and benefit systems (Paauwe & Boon, 2009). HRM is
a discipline that comprises industrial relations; the latter means that HRM professionals
supervise the change of organisational practices to meet the new requirements that occur
from collective bargaining and from the implementation of new legislation (Klerck, 2009).
According to Wilson and Rosenfeld (1998), HRM’s origins can be detected in the human
relations movement of the first half of the 20th century; from the 1900’s until 1950
researchers reported techniques that had the potential to enable the generation of business
value via the strategic management of employed individuals. HRM was, in the beginning,

dominated by the administration of transactions, such as payroll and benefits oversight; as a

11
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result of a globalised economy, assimilation of smaller companies into larger conglomerates,
novel technologies becoming available, the progress of related research, HRM nowadays has
increased responsibilities which encompass mergers and acquisitions, talent management,
succession planning, industrial and labour relations, diversity and inclusion (Tubey,
Kipkemboi & Kurgat, 2015).

Smaller companies typically use a trained professional to perform HRM duties. Larger
companies always dedicate a group of practitioners to HRM; within the function of the HRM
group, there will be specialists charged with a specific task, e.g. the payroll, while the high
level administrators belonging to the function will be part of the strategic decision-making
process on all levels (Wilson & Rosenfeld, 1998). According to Wilson and Rosenfeld
(1998), the training of professionals is organised by Universities, professional associations
and companies through programmes which are established explicitly to prepare individuals
for the requisites of HRM. Additionally, both academic and practicing professional
institutions aim to evolve HRM science; this is found true when one checks for relevant
publications. HRM-related research work is presented in publications that are related to sister
fields of study like that of industrial/organizational psychology.

Because of globalisation, most outfits concentrate on the diminution of employee turnover
and on the increase of talent retention and on the training and development of employees
(Wilson & Rosenfeld, 1998). The focus is on the minimisation of the high cost and high risk
that comes with a replacement of an experienced employee with a new one that might not be
able to fulfill their duties. Additionally, HRM functions are tasked with the creation of
enticing payment schemes that will be appealing to potential employees, thus increasing the

hiring and retention of talented workers.

1.4 Overqualification

1.4.1 Introduction
The notion of overqualification entered the public eye in 1992, in that year the City of New
London, Connecticut rejected a candidate as a policeman because he scored a mark on an

intelligence assessment which was too high. A decision reached by the U.S. District Court of
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Connecticut stated that there is a viable rationale for the hiring strategy in question and that it
was not subjective and unreasonable; on those grounds, the decision was in favour of the state
(Demonte & Arnold, 2000; Jordan v. City of New London & Harrigan, 1999). The decision
made by the judge was that there exists no fundamental right that ensures employment as a
policeman and taking steps to shorten the applicant list is a sensible aim in HRM. There was
further reasoning by the judge that it is logical to try and decrease employee turnover as well
as increase tenure of employees by searching for candidates with the most relevant
qualification levels.

1.4.2 Perceived vis a vis Actual Overqualification

Many accept superabundant cognitive ability as the main underlying reason for the existence
of overqualification (Fine & Nevo, 2008). However, overqualification is thought by some to
be a much more composite notion better defined as having extra education, experience,
abilities or other traits that might not be directly relevant to a job description (Lobene &
Meade, 2010). Job performance of a person can be influenced by prior experience gained as
well as acquired skills which can affect the level of qualification of an individual. There is a
distinction between objective overqualification and perceived overqualification (POQ), with
POQ encompassing how an individual understands him or herself in respect to the notion of
objective overqualification applying on him (Fine, 2007). In the same published work by
Fine (2007), the definition of POQ is given as the level of awareness possessed by an
individual, or people around them, concerning whether they have more qualifications than
needed to do a job or not. A similar definition is given by Johnson and Johnson (2002), who
outline POQ as a result of the misalignment of job needs and employee skills. When there are
a lot of aggravating factors, employees might end up feeling overqualified even when their
relevance to their job is high.

Even though POQ is “in the eye of the beholder”, according to Maynard et al. (2006), POQ
has more gravity than real, objective, measurements of overqualification for the prediction of
withdrawal behaviours, since the state of the employee’s psychology affects behaviour more
directly. Johnson et al. (2002) agree that POQ, antithetically to real overqualification, is
deserving of further investigation because it is a useful and relevant way to discover how an

employee interacts with his or her workplace. The concept of POQ has been under-researched
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and more future investigation into its origins and impact in the work environment is needed
(Fine & Nevo, 2008).

1.4.3 Significance of Perceived Overqualification

Review of the person-job fit related scholarly publications indicates that the stronger the
match between the jobholder and his or her environment, the better the work outcomes; these
include augmented satisfaction and performance (Caldwell & O’Reilly, 1990; Muchinsky &
Monahan, 1987; Werbel & Gilliland, 1999), in addition to motivation and retention
(Muchinsky & Monahan, 1987; Werbel & Gilliland, 1999). In order for POQ not to appear,
the match between job needs and worker skills needs to be high. Each worker can add
maximum value to an employing organisation when there is perfect alignment between what
he offers and what the job requirements are. When an individual is either overqualified or
underqualified, it is likely that he will become over-challenged or under-challenged
respectively. High job satisfaction is a likely outcome of high qualification fit, something the
employee benefits from (Fine & Nevo, 2008). Qualification fit is also connected to the sense
of commitment to the organization and lower intention to leave (Maynard et al., 2006),
something the outfit benefits from (Brkich, Jeffs & Carless, 2002). There are two
counterposed ways of decision-making when it comes to selecting the right personnel for a
job. Fine and Nevo (2008) state that, nowadays, some employers make an effort to not hire
overqualified individuals, while it is known that some others hire overqualified workers with
the intent of promoting them in the future (Bills, 1992). There is on-going debate on the
question of which is the better method of the two.

A relatively new piece of research published in the Journal of Applied Psychology presented
finds that point to a positive role for POQ when there is mitigation by job empowerment
(Erdogan & Bauer, 2009). What is empowerment? It can be described as the employee being
in control of the way work is done; extra authority comes attached to being held responsible
for work results (Hardy & Leiba-O'Sullivan, 1998; Hechanova-Alampay & Beehr, 2001). The
Erdogan and Bauer (2009) study had 244 Turkish retail associates complete a survey and
retrieved data related to objective performance. The outcomes of the study showed that
empowerment alleviated the adverse effects of POQ on job satisfaction, intention to leave and
actual turnover. One of the main developments that came about through their study is the

positive correlation between POQ and objective performance. The findings of the study
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pinpoint a positive correlation between POQ and performance; the higher the POQ the higher
the performance.

Erdogan and Bauer (2009) stated that in antithesis to the fact that employees that have a
higher POQ score have a higher tendency to leave the outfit, they have the capacity to
contribute greatly to their organisations and the potential for the latter negates the damaging
factor of briefer tenure within the organisation. The authors propose that when it comes to the
needs of strategic job design, research in the future should try to determine whether
additional work dimensions might affect the possibility that individuals experience POQ. A
study conducted the next year by Lobene and Meade (2010) explored the interaction between
POQ and new work dimensions, as well as how different groups of individuals interact with
the construct of POQ. Lobene and Meade (2010) found that narcissists are more prone to
experiencing higher levels of POQ, POQ is influenced by situational factors and it is more of
a transient state rather than a stable trait.

1.5 PCOQ

In theory, perceived cognitive overqualification (PCOQ) is expected to resemble established
measures of overqualification, since they are all based in the concept of relative deprivation.
Arguably, PCOQ could also be predicted to assume its own characteristics, as it can be
considered a more direct measure of an absence of mental challenge, as perceived by an
individual, than established measures of overqualification. Generally speaking, individuals
whose job does not challenge their minds much are, according to experts, going to be
uninspired and disinterested in their job and displeased as a result (Herzberg, 1966). In fact,
insufficient challenge while working has been found to have a relationship with boredom and
job dissatisfaction in empirical studies (Quinn and Mandilovitch, 1975; Burke, 1998), and
mental ability has been documented to have a negative relationship with job satisfaction
when the requirements of the job are low (Ganzach, 1998). Fine and Nevo (2008) found that
there is an inverse correlation between PCOQ and job satisfaction. An analogous relationship
was found for POQ as well. PCOQ’s relationship was stronger, something which can be
explained by its higher theoretical proximity to the measurement of low mental challenge.
Additionally, PCOQ and POQ are two constructs that, due to theoretical proximity, were

found to be correlated.
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The classic Yerkes-Dodson law (1908) can explain the effect of overqualification on job
performance; there is an inverted U-shaped relationship between arousal and performance,
which means that when the challenge is too low or too high, there is a drop in performance
(Yerkes & Dodson, 1908). By applying this theory Fine and Nevo (2008) found that PCOQ
has a negative relationship with job performance. They hypothesised that since cognitively
overqualified individuals do not get challenged at work, the reward they get might not be
enough to motivate them to perform better. The negative relationship between PCOQ and
performance at work is supported by published research which indicates that unchallenging
tasks are negatively related to job performance (Berlew & Hall, 1966; Kaufman, 1974).
According to Fine and Nevo (2008), this is expected to be observed in a consistent manner
regardless of the method used to assess performance, including self-reported measures,
training scenarios and supervisor ratings.

As a final note, Fine and Nevo (2008) found that there was no correlation between age or sex
and PCOQ. This is backed by literature that has shown that there is no significant difference
between men and women when it comes to general cognitive ability and that in most of
adulthood general cognitive ability tends to be stable (Sternberg, 2000). POQ, however, is
predicted to have a different relationship with women as they are discriminated against when
it comes to getting jobs, so they are bound to get jobs that are not on par with their

qualifications more often than men (Feldman 1996; Groot and van den Brink 2000).

1.6 Narcissism

Narcissism is a trait that encompasses an excessive sense of self-importance construed by
fantasies of boundless success, entitlement, arrogance and an absence of empathy (Judge,
LePine & Rich, 2006). Highly narcissistic individuals tend to ignore criticism, like to get
feedback and they have the tendency to ignore negative criticism (Atlas & Them, 2008).
Narcissists, additionally, have been associated with exaggerated self-assessments of
leadership; narcissists, at the same time, will get their leadership badly rated by others (Judge
et al., 2006). Narcissist employees also tend to consider themselves less deviant in the
workplace, something with which their supervisors tend to disagree when asked (Judge et al.,
2006). According to Brown (1996), narcissism is highly correlated to destructive patterns in

the workplace. Destructive patterns include having a penchant for excessive control, being
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overly critical of others, as well as tending to overreact to what they understand as criticism,
lowering the value of other people’s input and shifting the blame to others. Lobene and
Meade (2010) found that the more narcissistic people are, the higher the tendency to consider
themselves overqualified for their job will be.

1.7 Empowerment

The sense of deprivation which afflicts employees who experience overqualification is
thought to be diminished by the traits of the work environment, which caters for a more
autonomous state of the employee while signaling to employees that they are needed and
appreciated in their work environment. It is for this reason that Erdogan and Bauer (2009)
chose to test empowerment as a moderator of the relationship between perceived
overqualification and job satisfaction. Empowerment has been linked to positive attitudes and
behaviours (Ahearne, Mathieu & Rapp, 2005; Kark, Shamir & Chen, 2003; Liden, Wayne, &
Sparrowe, 2000); concepts that are links to empowerment have been tested as moderators of
perceived overqualification in past years. To present an example, Ritti (1970) suggested that
providing engineers full responsibility for accounts they dealt with and making sure they are
directly accountable for results could diminish the effects that come from overqualification.
Another example is the work of Khan and Morrow (1991) in which it was maintained that
job enrichment could be a solution for dealing with perceived overqualification. Battu,
Belfield and Sloane (2000) are of the opinion that employers should allow employees to show
initiative so that morale is not affected so negatively by overqualification. Indirect evidence
for Erdogan and Bauer’s (2009) assertion show that perceived control over the situation is a
suitable means to tackle feelings of relative deprivation (Abrams, Hinkle & Tomlins, 1999).
Because of empowerment, employees get the feeling that they can have an effect on work
outcomes, that they have the competence to achieve their goals, and that they impact their
workplace (Spreitzer, 1995; Spreitzer, 1996). Empowerment sends the signal that the outfit
relies on their judgement and skills (Chen & Aryee, 2007; Eisenberger, Rhoades, &
Cameron, 1999; Rhoades & Eisenberger, 2002), which has the potential to confer perceived
high status to employees within the organisation. In this manner, the negative relationship
between POQ and job satisfaction is expected to be diminished for highly empowered

individuals.
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Erdogan and Bauer (2009) also found that empowerment alleviates the effects of POQ on
withdrawal behaviours through a mechanism that involves relative status deprivation and
providing relief to the discomfort that relative status deprivation brings through the
conveyance of the message that they are valuable and trusted members of the organisation.
Erdogan and Bauer (2009) also found that empowerment is a moderator of the relationship
between overqualification and job performance. The relationship between POQ and job
performance is considered positive by most (Fine & Nevo, 2008; Holtom et al., 2002;
Erdogan & Bauer, 2009) and negative by some (Bolino & Feldman, 2000). Erdogan and
Bauer (2009) found that this positive relationship becomes sharper when the employees feel
empowered. In other words, individuals who feel overqualified have the potential to achieve

higher levels of performance through empowerment.

1.8 Withdrawal Behaviours

Research has explored the effect of perceived organisational support, such is the case with
Eder & Eisenberger (2008), and organisational identification, one such article is that of van
Knippenberg, van Dick & Tavares (2007), on withdrawal behaviours. A study by Lobene and
Meade (2010) investigated the potential influence of POQ on employee withdrawal. That
study was an effort to make improvements on previous work by Fine and Nevo (2008) by
focusing on the withdrawal behaviours that stem from dissatisfaction. VVoluntary employee
withdrawal has to do with slacking, coming in for work late, being absent from work without
proper justification or warning and eventually leaving work (Sagie et al., 2002). Problems
associated with withdrawal behaviours are unfinished work, unmet commitments and reduced
profitability (Sagie et al., 2002). Employee turnover is the most expensive form of
withdrawal; this outcome can spring from a badly selected employee (McCulloch & Turban,
2007; Sagie et al., 2002; Zimmerman, 2008).

A progressive model has been proposed by Sagie et al. (2002) which conceptualizes
withdrawal behaviour as an ordered progression from psychological withdrawal to turnover.
The first step is psychological withdrawal, which includes negative job attitudes and feelings,
then comes the second step of withholding effort. The second step is defined by the worker’s
tendency not to devote much effort to getting things done at work, even if they are physically

present. The second step is the first observable form of withdrawal behaviours. The third step
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is arriving late which then escalates to being absent from the workplace, with the final stage
being turnover. Previous models had not included influences of each stage of withdrawal on
one another, but the model by Sagie et al. (2002) allows for the coexistence of stages and the
existence of concurrent effects among the stages. The model showed that all withdrawal
forms are indispensable to the chain with job dissatisfaction coming first and stress
(psychological withdrawal) following and both, typically, preceding tardiness and
absenteeism (behavioural withdrawal). Withdrawal behaviours can influence job attitudes, as
it happens when a lack of effort attracts negative comments from coworkers; such an
interaction could seriously affect an individual’s job attitude. A progressive course going
from least to most severe form of withdrawal is prescribed by the model, but this order is not
necessary for the manifestation of the effects.

Lobene and Meade (2010) adapted, in their study, the behavioural withdrawal concepts given
by Sagie et al. (2002) so that truancy, absenteeism and turnover intentions were included. In
that newer study truancy was evaluated instead of tardiness because truancy includes leaving
early and arriving late. The inclusion of truancy was used in order to have a more informed
understanding of when the employee is not at work. Lobene and Meade (2010) used the
absence from work construct in their model, as per the Sagie et al. (2002) model. Another
change effected in Lobene and Meade’s (2010) model was that turnover intentions were
investigated instead of actual turnover. It has been found that POQ is predictive of turnover
intentions (Maynard et al., 2006). Maynard et al. (2006) gave the definition of turnover
intentions as the extent of an employee’s plans to leave an outfit or a job. Researchers tend to
measure intentions more often than actual turnover because they can discover important
information about a person’s plans and expectations (Mobley, 1977). Moreover, turnover
intentions are strongly predictive of turnover (Mobley, 1977; Zimmerman, 2008) and the two
concepts have correlations to performance and tenure, among other variables, which are quite
similar (Carless, Fewings-Hall, Hall, Hemsworth, & Coleman, 2007). Using all this
information we come to the conclusion that by including turnover intentions in their study, as
well as truancy and absenteeism, Lobene and Meade (2010) formed a model that they could
use to describe the process of one separating from the workplace while one is still associating
with it.
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1.9 Big Five

Important research carried out on the structure of personality traits (Goldberg, 1993; John,
1990; Saucier & Goldberg, 1996) has found that a five-factor structure, dubbed Big Five
(Goldberg, 1981), can account for much of the variance in personality trait ratings. After the
first seminal works, the Big Five have been investigated by many researchers in many ways,
providing ample data sources, samples, and instruments (see Goldberg, 1993; McCrae &
John, 1992) to the scientific community. The Big Five dimensions have theoretical
connections with important life outcomes, such as performance at work and at school
(Barrick & Mount, 1991; John, Caspi, Robins, Moffitt, & Stouthamer-Loeber,1994), well-
being (Costa & McCrae, 1980), delinquency (John et al., 1994), and aspects of
psychopathology (Widiger & Trull, 1992). The Big Five structure does not suggest that
personality differences can be reduced to only five characteristics. The Big Five dimensions
are, basically, representative of personality at the broadest level of abstraction, and per
dimension there are many individual, more specialised personality traits (Costa & McCrae,
1995; John, 1990).

The Big Five are Extraversion, Agreeableness, Conscientiousness, Neuroticism and
Openness. In the article by Martinez and John (1998), the dimensions mentioned above are
further analysed. Extraversion is a broad abstraction of characteristics that have to do with
activity and energy, dominance, sociability, expressiveness, and positive feelings.
Agreeableness counterposes prosocial orientation to others that are geared towards
antagonism and encompasses characteristics such as altruism, tender-mindedness, trust, and
modesty. Conscientiousness has to do with socially prescribed control impulses that are
behind task- and goal- oriented behaviours. Neuroticism counterposes emotional stability to a
broad range of negative sentiments, such as anxiety, sadness, irritability, and nervous tension.
Openness has to do with the breadth, depth, and complexity of an individual’s state of mind
and his or her way of experiencing life.

Even though it is popular, the Big Five structure is not without its flaws. Its most stalwart
backers understand that it has limitations (see Benet & Waller, 1995; Benet-Martinez, 1997;
Block, 1995; John & Robins, 1993; John & Robins, 1994; McAdams, 1992). Among the

problems that can be identified are: discrepancies as to how researchers define the lower
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more detailed levels of the structure and there is a good chance not all basic dimensions of
personality have been described (McCrae and John, 1992). Some research articles have
shown that recent factor analyses pinpoint the existence of two new highly discreet and useful
dimensions; they could be added to the Big five (Almagor, Tellegen, & Waller, 1995; Benet-
Martinez & Waller, 1997).

1.10 Intention to leave the country

The neoclassical model is usually used by scientists to find the roots of migration. The
neoclassical model states that migration occurs when there are geographical differences in
work demand and supply; inhabitants of a low income country opt to migrate to a high
income country in hopes of earning a higher income (Sotelo & Gimeno, 2003; Massey,
Arango, Hugo, Kouaouci, Pellegrino & Taylor, 1993). Additionally, Sotelo & Gimeno (2003)
state that most migrants that live in developed countries originate from “middle-of-the-way
economies” rather than the “bottom of the barrel”. Boneva & Frieze (2001) also argue that
some studies do not manage to discover a direct and clear relationship between leaving the
country of origin and economic conditions of a country. About 75% of migration is covered
by economic, social and political factors, and the other 25% is quite possibly linked to
reasons that are particular to each person (Justman, Levy & Gabriel , 1988).

What if the people that move abroad or decide to move abroad have certain personality
characteristics? It is not enough to base migration solely on economic reasons as this
approach does not take into account the disparities in migration volumes in countries of equal
development as well as why some people decide to stay in their country while others decide
to leave their country (Paulauskait et al., 2010). There is a deeper connection between
migration and culture which manifests in how individuals are motivated to view migration.

It is fair to call migration a social problem with varied effects, such as erosion of national
identity, but it is, ultimately, the individual that decides to migrate or not. For that reason,
explanations offered that regard immigration, need to incorporate, aside from social, cultural,
economic and political variables, the variable of the individual who makes the decision to

migrate or not (Paulauskait et al., 2010). However, studies that focus on the level of the
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individual tend to limit themselves to socio-demographic variables like gender, age,
education level, profession, marital status and place of residence (Glytsos, 1999; Arrehag,
Sjorberg & Sjoblom, 2006). Even though there is a large body of research that focuses on the
macroeconomy and policy aspect of the system of interactions that produces, as a result, an
ever-increasing number of migrants, there is little research that investigates the personal
factors, the psychological traits, that affect migratory behaviour (Paulauskait et al., 2010).
Still, contemporary academic literature has tested hypotheses that have to do with the
connection between migration and suicidal behaviour (Kwan & Ip, 2007), psychosocial
stress, helplessness, negative life events, perceived lower social support (Dalgard, Thapa,
Haus, McCubbin & Syed, 2006), subjective evaluation of one’s health (Kirkcaldy, Siefen,
Wittig, Schuller, Brahler & Merbach, 2005), capability to maintain close interpersonal
relationships, achievement and leadership motivation (van Ecke, Chope & Emmelkamp,
2005) and being motivated by work and family values (Boneva & Frieze, 2001).

Boneva and Frieze (2001) support that factors that are tied to the environment of the
individual, such as the bad state of the economy of the country of origin or an existing
network of support in the receiving country, lead to the circumstances that incite individuals
to want to leave; the will to do so comes from the personality of the people that ultimately
make the decision. The interplay between an individual’s dispositional motives and values
and whether they tend to migrate or not has been studied (Boneva & Frieze, 2001). This study
by Boneva and Frieze (2001) has found a statistically significant correlation between
intentions to migrate and achievement and power motivation in a cohort of students in
countries in Eastern Europe; the higher the achievement and power motivation was, the
higher the tendency to leave the country.

van Ecke, Chope & Emmelkamp (2005) performed a study that aimed to investigate the
possibility that being a migrant were more dependent upon any particular attachment style
than being a non-migrant in the U.S.. It was confirmed by the results that unresolved
attachment style and being an immigrant were correlated in a statistically significant manner.
The conclusion from the same study is that migration is a traumatic experience. The results of
the study could also be explained by tying the actual choice of migration to an unresolved
attachment style (Paulauskait et al., 2010).

Even though not many pieces of published research (Boneva, Frieze, Ferligoj, Jarsova,
Pauknerova & Orgocka, 1997; Boneva et al., 1998; Boneva & Frieze, 2001; van Ecke et al.,
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2005) exist that investigate the connection between personal reasons and intention to migrate,
there is plenty of research in the domain of personality psychology; this research pinpoints
several putative interactions concerning personality characteristics that could be factors that
affect the tendency to migrate (Paulauskait et al., 2010). Paulauskait et al. (2010) investigated
the effect of the Big Five on the inclination to migrate in a sample of Lithuanian students and
discovered that certain traits do correlate with intention to migrate. The results of the study
exhibit a higher tendency for open-minded, dynamic extroverts to leave or want to leave the
country, than those who are neurotic, dutiful and introverted.

1.11 Generation Y

1.11.1 Introduction

Competent HRM is critical for the survival and retention of the competitive edge of
organizations that are part of the contemporary antagonistic global environment. Nowadays,
organizations think that their employees are their most important resource and endeavour to
utilize the talent available to them in an effective manner (Hegar, 2011). Additionally,
different generations of employees bring different expectations and values to the workplace,
collected throughout their lives, changing the overall picture of the ethics of the workforce
(Henry, 2006).

A new reality emerges that dictates the coexistence and collaboration of up to 4 different
generations in today’s work environment (Bell, 2008). It is thought that this phenomenon
arises from the fact that people live longer and work beyond their retirement age. The fact of
the matter is that HRM is bound to change their functions to accommaodate the needs of the
pluralistic workplace of the future (Hankin, 2005).

The strongest economies in the EU are dependent upon the three most important pylons of a
developed economy, which are business services, wholesale and manufacturing. For example,
in the UK they are the three largest sectors when the measure of the share of GDP is utilized
(Department for Business Innovation & Skills, 2010). The manufacturing sector employs
9.8% of the overall workforce in the UK (Hatto, 2011). Intergenerational interactions will

shape the future of those sectors around the world and eventually the global economic system
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as a whole, the new makeup of the workforce will cause ripples that will start from the
internal environment of organizations and will go on affecting the economic system, at a
smaller and a larger scale, as well as government policies and transnational interactions.
There is a growing body of research on the phenomenon from all around the world which
investigates different aspects of the working population such as demographics,
psychographics, etc. Due to shared experiences that are unique per generational group, each
generation comes with its own special attributes, when the time comes to enter the workforce,
that are worth studying (Hewitt et al., 2012).

Knowledge of the idiosyncratic tendencies of each generation allows managers to
comprehend the needs of the employees, their thoughts and what suitable motivation would
be (Buhler, 2006). Comprehension of the workforce’s traits as a way to motivate them is
acknowledged as a sound strategy by many scholars, such as Hankin (2005) and Bell (2008).
Especially when it comes to the success of a business the push to understand human
characteristics, changes in attitudes and behaviours, social trends and generation rotation is
paramount (McCrindle Research, n.d.). There is very little opposition to the idea that
employees who are motivated are more creative and productive than the ones who are not.
Motivated employees struggle to pile up extra value for a given organization (Lunsford,
2011).

1.11.2 Variation among generations

Many scholars have comprehensively researched the differences among generations and that
is specifically true of the generations characterized habitually as the Silent Generation, Baby
Boom Generation, Generation X and Generation Y or the Millennial generation. For business
executives this diversity of characteristics is important because each generation, in the
corporate sector, needs a separate approach when it comes to training and work (Reeves &
Oh, 2007). A definition of a generation is: a population cohort whose members have specific
attributes such as being born close to each other chronologically, similar age, living in similar
parts of the world and having gone through matching life events at critical periods of their
development (Kupperschmidt, 2000; Barfort & Hester, 2011). Through research, two
important aspects (Barford & Hester, 2011) of each generation are distinguished. The first of
the two aforementioned traits is the birth rate and the second is powerful life events
(Crumpacker & Crumpacker, 2007; Kupperschmidt 2000; Smola & Sutton, 2002; Cennamo
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& Gardner, 2008; Sayers, 2007). Birth rate and important life events define the Veteran (also
Silent or Traditionalist) generation as the group of people that were born between 1920 and
1945. They are the eldest in today’s workforce (Rowe, 2010). The Veterans were mostly
affected by the Great Depression of the Interwar period (Buhler, 2006). A number of
researchers consider the “baby boomers” as the eldest generation in the workforce (Egri &
Ralston, 2004; Smola & Sutton, 2002; Westerman & Yamumra, 2007; Dries et al., 2008;
Crumpacker & Crumpacker, 2007; Hubbard & Singh, 2009); “baby boomers” were born
between the years 1946 and 1964 and are marked by occurrences such as the social
revolution of the 1960s, shootings of JFK and Martin Luther King Jr., etc. [Cited in Barford
& Hester (2011)]. Another group, Generation X, contains people born from 1965 until 1976;
they were shaped by the dot-com boom. The youngest cohort is known as Generation Y, the
lower limit for “entrance” in this group is being born as early as in 1978 and the upper limit is

as late as 2002 (Tolbize, 2008).

1.11.3 The three largest population classes

Baby boomers were born after the beginning of the war and their birth date is sometime
between 1943 and 1960 (Calvert, 2010). Baby boomers were raised in times when
circumstances were much more difficult than today’s and they believe in getting and keeping
one job until one retires. They also do not have any issues with manual labour. Boomers were
educated in an environment that taught them to respect authority figures (Tolbize, 2008).
According to the U.S. Census Bureau, Generation-X encompasses those people who were
born between 1968 and 1979. In some cases, though, the upper limit to be considered a Gen-
Xer is as high as 1982 and the lower as low as 1963 (Tolbize, 2008). Generation-X grew up
with both parents working (Barford & Hester, 2011). Gen-Xers experienced social insecurity,
a quickly evolving environment and a lack of firm conventions and traditions (Smola and
Sutton, 2002 as cited in Barford & Hester, 2011). One thing that is credited to them is the
inception of the trend of the employees keeping their distance from their workplaces,
showing mistrust towards companies.

Most important sources place Generation Y between 1980 and 2000, a fact which makes Gen

- Yers the newcomers of the workforce (Barford & Hester, 2011).
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1.11.4 The collective personality of Generation Y

Tulgan & Martin (2001) clearly state that, first of all, Gen - Yers are people with
idiosyncratic tenacity, optimistic and self-confident. Further, this new generation of
employees has the most education and is more amenable to new learning experiences. Next,
Generation Y is, more than any other generation, for solving all problems through clear
public dialogue and against discrimination of any kind at global scale. Finally, Gen - Yers are
at the forefront of advocating volunteering as a way to contribute to society. Tulgan & Martin
(2001) also add that the new generation of workers has life-work balance in the list of
priorities. That is because the members of the new generation of working people have
matured in a family environment where they were highly looked after and closely tutored
while, at the same time, they got profusely rewarded. As a result, Gen - Yers are reluctant to
make sacrifices as fresh employees of an organization so that, maybe, they can reap the

benefits later on in the course of their careers.

1.11.5 Key aspects of the Internet generation

The so-called “Facebook generation” has by far the highest level of formal education and
amassed qualifications than any other generation and at the same time they hunger for
continuous change and new challenges which, when combined with their ability and will to
manage a constant and high influx of information, can lead to a high contribution to the
innovative processes of their organization and to the augmentation of the output of the
organization (Sheahan, 2005).

As a down-to-earth generation the Millennials only concern themselves with input which is
pertinent to their own pursuits. Because of their unidealistic temper, Gen - Yers pose a
serious challenge to managers and HR professionals. The Internet Generation will not budge
until their superiors explain the reasoning behind each and every single thing the youngsters
are asked to do (Sheahan, 2005).

The youngest of the working generations are forced to be entrepreneurial as they are facing a
highly competitive environment. Because of high creativity, innovative spirit and
resourcefulness they are inclined to spot any opportunity as soon as it arises and that
generates good and bad effects for business (Sheahan, 2005).

The newcomers of the workforce are very open-minded and accepting. They support diverse

environments and do not tend to indulge racist ideas. They are also friendly to the ideas that
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have to do with environment conservation and protection. Added to the former are their
developed social skills and their affinity for social networking (Sheahan, 2005).

1.11.6 Generation Y can provide competitive advantages to businesses

According to Dorsey (2009), the newest generation of employees can be beneficial to the
enterprises that hire them. First of all, it has been found that when a firm is downsizing,
younger employees have a lower tendency to “abandon ship”. In addition, research has
shown Gen - Yers to be the cheapest to engage, particularly when the bonuses derived from
their employment come into play. After all, they offer many new skills and groundbreaking
ideas which could, potentially, aid the organization surpass a difficult obstacle. Finally, there
is much to be gained from the acceptance that, nowadays, there are four generations
cohabiting the workplace and changing it in a way that bridges generation gaps and embraces
the newest members of the workforce; such change could bring about a reduction in operation

Costs.

1.11.7 Administration, Recruitment and Retention of Gen Y talent

Volkert (2012) after examining employees from a behavioural aspect opines that it is not
possible to use an existing reliable heuristic that predicts the optimal circumstances that lead
to the retention of the best talent tapped from the Gen Y pool of employees. As the people
designated “Millennials” differ considerably from previous generations, managers and HR
staff cannot treat them in the same way they treat older employees and expect to get
maximum performance from those newly hired Gen-Yers. Espinoza et al. (2010) say that the
Millennials’ top priority, when it comes to their attitudes towards work and what they want
from their employer, is work-life balance and, ultimately, doing meaningful work.

Globally, there have been many layoffs in major industries. However, there is a shortage of
talent within big firms and it has been shown that there is a trend of increased hiring efforts
on their part which intensifies on a yearly basis (Deloitte, n.d.). As more and more young
people are hired, new game changing issues will gradually arise (Tice, 2010). In
industrialised countries major players in important parts of their economy seek not to remain
behind by engaging in antiquated practices. These big players have started employing

numerous elaborate models that potentially hold a solution for the problem that has to do with
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bridging the gap between generations; a problem which is big enough to take away from any
future predicted growth of all major pillars of any Western world economy (Tulgan, 2009).
Tulgan (2009) outlines the strategies that are effective in managing Gen - Yers. The first
strategy consists of advertising the job by conveying the appropriate message. The second
strategy has to do with quickly bringing them up-to-date with the particulars of the job and
placing them in a post where there is need of ingesting and relaying copious amounts of
information. The third strategy can be summarized as “running a tight ship”. The fourth
strategy relies upon aiding them in comprehending their place in the organization and
allowing them to see how they fit in the grand scheme of things. The fifth strategy can be
summed up in one sentence; Millennials need to understand that extraordinary customer
service is something they should have as a priority. The sixth strategy is reliant on the fact
that it is of the utmost importance that administrators teach Millennials how to manage
themselves. The seventh strategy hinges on the notion of management instructing newcomers
on how to be receptive to, and making the most out of, what their superiors ask of them. The
eighth strategy necessitates the retention of whom managers consider the best talent. The
ninth strategy boils down to the fact that it is imperative to start preparing the new generation

of leaders.

1.11.8 How to motivate Generation Y

According to Armstrong (2008) motivation is defined as the manipulation of factors that have
such an impact on people that they behave in a certain way. When it comes to the application
of strategies that aim to motivate the newcomers, an intelligent plan must come into play. A
look at the literature available can provide insights as far as motivational strategies of the
youngest cohort of employees are concerned. An outline will be provided in the next
paragraph using the work of Cran (2010) as a source for the guidelines.

First of all, Gen - Yers require an amiable workplace to be motivated; managers ought to treat
them in a friendly manner so that the “newbies” feel good around a manager. Second, the
newest entrants to the workforce are team-workers; they love participating in group activities
and it does not matter whether they are team assignments or going out to watch a show or a
match. Third, Gen - Yers want to participate in activities of a philanthropic nature. Fourth,
this new brand of employees is uplifted by taking part in actions that aim to protect the

environment.
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Baldonado (2008) sees things differently; he suggests that there are four theories of
motivation that can be utilized to extrapolate solutions when it comes to motivating
Millennials. The aforementioned theories are: Maslow’s Hierarchy of Needs, Herzberg’s

Motivator-Hygiene theory, Vroom’s Expectancy theory and the Hackman-Oldham Model.

1.11.9 Bonuses & Employee Rewards Systems

According to Armstrong (2008), the rewards system is defined as a system which consists of
straightforward policies, practices and procedures which are established and handled as a
whole. A comprehensive system stems from the policies of rewards management which
propose rules for empowerment strategies and the decision making that is relevant to rewards

management.

1.11.10 Why are Bonuses & the Offering of Recognition to Employees important?
Employers admire the outstanding performance of some employees and want to reward them
through a rewards system that is besides their basic remuneration. The putative gain from
such a system is that the workers of the company will contribute more and cooperate actively
as a sense of being valued by the firm arises (Armstrong, 2008). The application of a rewards
system is one of the factors that managers can alter to bring about changes in the behaviour of
their employees; those factors are determined by four general theories on the motivation of
people (Warren, 2002). Robbins (2003) gives a description of methods of recognition, such
as specific attention, expressing interest, approval and appreciation for excellent performance
in the place of work. He continues by stating that as the modern business environment is
highly competitive, many organizations are under pressure to cut costs; recognition programs
are therefore a better fit for the needs of said organizations.

Employee involvement is one more way to help workers be motivated on the job. According
to Robbins (2003) employee involvement is a cooperative process that makes use of all of the
employees with the intention of increasing commitment to the organization’s success. Certain
schemes that are part of the group of employee involvement schemes are Participative
Management, Representative Participation, Quality Circles, Employee Stock Ownership
plans, etc.

IPSOS MORI [cited in Rose (2011)] ran a survey on what kind of attitudes Millennials have,
which was featured in Personnel Today on September 2008. The IPSOS MORI study showed
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that the three most important job factors are: holiday entitlement 87%, recognition for good
work 86% and salary/bonus 85 %. The results of the study demonstrate the gravity of the

rewards and recognition systems as far as the motivation of employees is concerned.

1.11.11 Differentiation between Financial and Non-Financial Rewards

Financial incentives are mostly rewards of a monetary nature and are essentially: basic pay,
contingent pay and benefits such as pension schemes (Armstrong, 2008). Most of the
motivation of employees is achieved by providing financial incentives on top of the basic
pay. Employees can be motivated by other means as well. Non-financial incentives exist, like
giving the employees the possibility to attain goals, recognizing and appreciating their effort
by giving praise and applause, by giving more responsibility, etc.

1.11.12 Do Rewards aid in the effort to motivate a firm’s employees?

There are two particular sets of rewards: intrinsic and extrinsic rewards. Extrinsic rewards are
provided by the employer and they include basic pay, fringe benefits and working conditions
(Bowditch & Buono, 1982). They are important in attracting and retaining employees
(Armstrong, 2008). Intrinsic rewards are effectively in one’s mind and those could be the
sense of enjoyment or satisfaction (Warren, 2002) and are immaterial. Examples of intrinsic
rewards are growth on job, esteem. etc. (Bowditch & Buono, 1982).

Depending on what the job is, the internal and external environment of the company, etc., the
necessary reward systems are applied. An example would be that if a job is intrinsically
rewarding, it will probably be of no extra value to add surplus financial incentives (Bowditch
& Buono, 1982). Managers ought to take into account that certain rewards fit certain

employees depending on the level of their motivation.

1.11.13 Recapitulation
The way an employee will act within the bounds of an organization is reliant upon how the
organization behaves towards him and in what generation he belongs. When all of the above

are recognized, proper steps can be taken to increase the motivation of the workers.

1.12 Overqualification in Greece
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Overqualification/Overqualified are terms which are translated as “vrepBoikn endpkeia” /
“vrepPoikd emapknc” respectively in Greek. A sentence which has been familiar to Greek
job seekers, for some time now, is the following: You are overqualified for this job, we wish
you the best. There are many sources on the effects of the economic crisis, in combination
with the phenomenon of actual overqualification, on the workforce of Greece. The vast
majority of the relevant contemporary academic literature deals with the macroeconomic and
policy planning side of the mismatch between employees’ capabilities and job requirements,
through measurements of actual overqualification. The other question pursued is about how
this mismatch could enhance migratory tendencies amidst the chaos of the recession. It is
useful to examine this literature to gain an understanding of what is known about the
overqualification of the Greek workforce. It should be added that published research that
focuses on POQ in a sample of Greek individuals, as well as the factors that lead to migration
at the level of the individual, is very limited, especially when one focuses on Gen Y
employees.

First of all, the McKinsey Institute (2012) has stated that even though there is, globally,
higher demand for low-skilled employees than supply, this demand for low-skilled workers
does not absorb the people that are, at any given moment, out of a job. More specifically, in
Greece one can find the best example to showcase this global issue. Greece has the most
overqualified workforce in the European Union (EU); the percentage of overqualified people
is 26% (Petrakis, 2014). Just as it is high nearly everywhere in the world, unemployment in
Greece is extremely high and overqualification is a contributing factor. One of the most
important causes of the intensification of the overqualification phenomenon is the introverted
orientation of the educational system in Greece, which is cut off from the labour market
(Petrakis, 2014).

Furthermore, by using the ratio of the number of unemployed individuals who remain without
a job to the number of those who find employment in Greece, also called the offer-demand
ratio, to compare the first quarter of 2012 to that of 2011, one can draw conclusions about the
mismatch between workforce supply and demand in Greece during that period of time
(Petrakis, 2014). In 2011, there were 14 unemployed people for every one individual that
found a job while in 2012, there were 28 unemployed individuals for every one person that
got a job (European Commission, 2012a); one can easily find that the Greek labour market

has crashed under the weight of ever-growing supply and ever-failing demand. Concurrently,
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one out of four employers in Greece needs personnel for their business that he or she cannot
find because the candidates available do not have the right skills; this problem is even more
intense in the group of those aged up to 24 years of age (European Commission, 2013a).

To continue, by looking at the numbers that concern the Greek educational system one can
build a greater comprehension of the roots of the problem of the mismatch between worker
skills and job requirements. There is a higher percentage of Greeks that are educated to
primary school level than the average of the EU, while there is a lower percentage of Greeks
that are educated at the high school level than the EU average (European Commission,
2013b). Greece ranked forty-second in the educational assessment test of OECD’s Program
for International Student Assessment (PISA) 2012, which was 17 places lower than the place
Greece got in the 2011 assessment (OECD, 2012). Also, Greece has a percentage of
graduates from tertiary education institutions who are above the age of 25, which is lower
than the EU average (OECD, 2013). When it comes to being employed as a graduate of a
tertiary education institution aged 25-39 in Greece, the percentage of employed people is
71.2% which is the lowest in the EU (OECD, 2013). Greece, also, ranks second to last in
terms of adoption of best practices by Greek Universities in the EU; this is best exemplified
by the fact that the average liaison office in the EU has around 12 employees while the
liaison office of the University of Athens employs less than three people (European
Commission, 2013b). Another problem within Greek academia is the way patents are
managed. Due to the lack of a proper institutional framework that would allow for
management of research results within the University, as well as the attached tax burden,
approximately one third of all the patents generated by Greek Universities are transferred to
third parties as opposed to a EU average of 4-5% (European Commission, 2013b). By not
being able to manage their own patents, Universities end up losing a lot of potential income.
To conclude with the education part of why the labour market does not work, Greece had a
public expenditure for education percentage that was lower than the EU average in 2011 and
the same goes for the part that went into Greek tertiary education. In 2012 and 2013, the
annual budget was cut down considerably going from a 1.63 billion euro to 1.22 and finally
to 0.9 billion euro (European Commission, 2013c; Freysson & Wabhrig, 2013). The cuts
imposed on the budget for tertiary education appear to be not on par with what is necessitated

because of the recession (Petrakis, 2014).
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To continue, according to Christine Lagarde (2013), there is an average unemployment rate
of 12% in the EU of the 28 member states while youth unemployment in Greece and Spain
has skyrocketed to over 50%. These figures represent an increasing failure of the labour
market not only in Greece, but throughout the EU. Partially, this is due to over- or under-
qualification of job candidates. High unemployment, especially if it is long-term, also affects
the migratory tendencies of individuals; it makes them more likely to leave the country of
origin for a host country with low unemployment rates (Paulauskait et al., 2010). Even
though measures have been taken in Greece, such as the reduction of the minimum wage for
those aged below 25 to 480 euro by the end of 2013, the rate of growth of unemployment
continues to be explosive, particularly for Gen Y individuals (Petrakis, 2014). Many Greeks
under 25 continue their studies in tertiary education for an extra year by average, in view of
the high chance of becoming unemployed when they become part of the workforce; the
number of people that choose to delay the onset of their career is ever-growing (Pissarides,
2013). Pissarides (2013) also states that extra years of education increase the money one will
get from his future job as well as decrease the chances of someone becoming unemployed in
the long-term.Tertiary graduates remain stably, from 1998 to 2012, the group that suffers, by
far, the least from unemployment as, in particular, 81% of Master’s and PhD holders were
employed in 2012, while the percentage was 77% in 1998 (Pissarides, 2014). Concurrently,
though, people that stay in the educational system lose potential income from a possible job
opportunity that they pass up by doing further studies (Pissarides, 2013). Pissarides (2013),
finally, states that the role of HRM professionals is an important one since, nowadays more
than ever, there is a need to spearhead an investment in knowledge and education
(Pissarides, 2013), as human capital enrichment strategies have the potential to decrease
turnover of employees as well as employability because they allow for the lessening of the
mismatch between skills offered and skills needed. Finally, with the current situation in
Greece, where senior employees retain their positions because they have limited alternatives
and young individuals have a high level of education but little experience because they
cannot find work, staying within academia only transfers the problem to the future (Petrakis,
2014), where it is more than likely that unemployment will rise to new heights.

Further, there is an aging population problem in the world and in Greece more
specifically. In mid-2013, the population of the Earth was 7.2 billion people; the same

population is expected to rise in 2025 to the number of 8.1billion people (United Nations,
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2013). Due to better conditions of living, the population of the people that are over 60 is
expected to go from 841 million in 2013 to approximately 2 billion in 2050 (United Nations,
2013). A similar trend exists in Greece, where because of accumulated wealth to which
many have access, a well-funded healthcare system, a relatively peaceful society, as well as
because of a big percentage of women working, specific cultural traits of Greek society and
having children not being encouraged by the state as much as in other societies, the average
age of the population increases and the number of births per year decreases (Petrakis, 2014).
This is in contrast to developing countries where birth rates remain high and the percentages
of 65+ individuals remain low and to countries like the US that are host countries for large
numbers of young migrants who bring down the age average (Petrakis, 2014). Greece has a
population make-up that is similar to that of Mediterranean countries; they have an average
age that is higher than the EU average and have a more aged population when compared to
the countries of the north of Europe (Petrakis, 2014).

Finally, there is little doubt that objective overqualification of employees in Greece is a
serious problem which is expected to directly affect the levels of POQ in the population of
workers. Also, the interplay between the effects of an overqualified workforce, the
ramifications of the recession on the economy and the structure of greek society leads to an
environment that fosters migratory tendencies. There is, however, little information about
how the psychology of the Greek and a Greek’s character traits affect his work-related

behaviours and his or her tendency to leave the country.

1.13 Aim and Hypotheses of the study

1.13.1 Aims

The goal of this study is to examine how a young Greek person’s understanding of his or her
professional qualifications determines his or her behaviours in the workplace and their stance
towards migration. This study proposes a model of antecedent constructs and outcomes of
POQ, something which is pictured in the POQ Model in Appendix A. The predictors
analysed are PCOQ and Narcissism while the outcomes that are investigated are Withdrawal
Behaviours, with The Big Five and Empowerment as moderators and Intention to Migrate, a

concept affected by Reasons to Migrate.
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1.13.2 Hypotheses

The body of research refers to POQ as a construct that is positively correlated to Withdrawal
Behaviours (Lobene & Meade, 2010), so it is hypothesised that:

Hypothesis 1: There is a positive correlation between POQ and Withdrawal Behaviours.
Contemporary scientific literature indicates that Empowerment is a negative moderator for
POQ - Withdrawal Behaviours (Erdogan & Bauer, 2009), so it is hypothesised:

Hypothesis 2: Empowerment is a negative moderator for POQ - Withdrawal Behaviours.
Recent scholarship claims that there is a positive correlation between PCOQ and POQ (Fine
& Nevo, 2008), so it is hypothesised:

Hypothesis 3: PCOQ is positively correlated to POQ.

Modern researchers have shown that there is a positive correlation between Narcissism and
POQ (Lobene & Meade, 2010), it is hypothesised that:

Hypothesis 4: Narcissism is positively correlated to POQ.

Academic research of today has found that Big Five Traits could play the role of moderator to
the interaction between Withdrawal Behaviours and Intention to Migrate (Paulauskait et al.,
2010), it is hypothesised that:

Hypothesis 5: The Big Five moderate the interplay between Withdrawal Behaviours and
Intention to Migrate.

In the growing body of scientific literature, it has been demonstrated that Reasons to Migrate
(or not) is correlated to Intention to Migrate (Paulauskait et al., 2010), it is hypothesised that:
Hypothesis 6: There is a correlation between Reasons to Migrate (or not) and Intention to
Migrate.

It is theorised that Withdrawal Behaviours are positively correlated with Intention to Migrate,
it is hypothesised that:

Hypothesis 7: There is a positive correlation between Withdrawal Behaviours and Intention

to Migrate.
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2. Methodology

Why was the questionnaire used as a tool for this research effort? The questionnaire has
certain advantages as a method. First of all, it makes it easier to reach out to many people
simultaneously, something which cannot be achieved by other methods, e.g. interview.
Moreover, it makes sure the respondents are anonymous and it is one of the best ways to
ensure objectivity, since except for ensuring anonymity it does not distinguish between
participants because all of them answer the same exact questions. The negative side of the
questionnaire is the fact that people might not return a survey at all, or they might have it
partially completed. The fact that you cannot make people fill their answers in means that it is
hard to reach an optimal number of completed questionnaires and that is tied to loss of
potentially useful information.

A total of 141 Gen Y Greeks, all aged between 18 and 29, participated in the survey. All the
participants lived and worked in Greece at the time and none of them had migrated, for any
reason, to another country. Google Forms was used to distribute the survey online; many
different platforms of information diffusion were used, e.g. social media, email, etc.. All the
questions were mandatory, that means the participant could not complete the survey and send
it without responding to all questions; all 141 surveys sent back to the author were complete.
The Statistical Software SPSS was used for all the analyses conducted. All the data collected
was from the point-of-view of the respondent no third party data were collected, i.e.
supervisors, etc.

Male participants made up 44% of respondents and females 56% of respondents. In terms of
education, 39.7% were University graduates, 33.3% were Master’s holders, 12% were
educated at the high school level, 9.9% were Polytechnic graduates and 4.9% were PhD
holders. The total percentage of participants educated at the postgraduate level was 38.2%
while the percentage of participants that were tertiary education graduates was 88%. The
percentage of people in the sample that were between 18 and 23 years old was 12.1% while
the percentage of the ones that were between 24 and 29 was 87.9%. The percentage of paid
interns/trainees that completed the survey was 22%, the permanent employees amounted to
23.4% of the sample, fixed-term contract employees made up 46.8% of the sample and self-

employed individuals 7.8%. People that had up to six years of experience made up 77.3% of
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the sample and the percentage of those that had more than six years of experience was 32.7%
of the sample. The percentage of people that had worked in the same organisation for up to
six years accounted for 92.9% while the rest 7.1% belonged to those that had worked in the
same organisation for more than six years. When it comes to the individuals that had worked
in the same position within the same organisation for up to six years, the percentage that was
representative was 93.6% while 6.4% of the respondents had been in the same position in the
same organisation for more than six years. The percentage of respondents that declared they
would be open to moving to a european country was 67.9%, that of the people that would
never move to another country was 11.3% and the participants that responded they would be
open to going to a country that is not in Europe represented 20.8% of the sample. The most
popular country to those that would be open to moving is the UK with 24.8% of the total
sample, the second most favoured country is Italy with 10.6% and the third position is split
between Spain and the USA with 8.5%.

The instrument that measures PCOQ by Fine and Nevo (2008) was utilised to analyse PCOQ
in the sample. The set of items, when analysed in SPSS, generated an alpha coefficient of
0.78. A 5-point Likert-type scale was used; see Appendices B and C for further details.

The instrument that helped us analyse POQ in the sample was found in Johnson et al. (2002).
The set of items, when analysed in SPSS, yielded a coefficient of 0.74. A 5-point Likert-type
scale was used; see Appendices B and C.

For Narcissism, the 40-item dichotomous narcissism scale was used. The measure was found
in Lobene (2010). The alpha coefficient of the Narcissism scale in the sample is 0.86. See
appendices B, C for further information.

For Work Withdrawal, the three items coming from Lobene (2010) were implemented. A 5-
point Likert-type scale was used, see Appendices B and C. The alpha value for the set of
three was 0.42, but when the “Turnover Intention” item was deleted, the two remaining items
had a correlation of 0.62. Appendices B, C will provide further information.

The measure that was used to analyse Empowerment was found in Spreitzer (1995). The
instrument that was used yielded, when analysed, an alpha of 0.78. A 5-point Likert-type
scale was used; see Appendices B and C for further details.

The instrument used to examine the interaction of the Big Five with the sample was from
Benet-Martinez and Oliver (1998). The correlation coefficient of the set of items was 0.71. A

5-point Likert-type scale was used; see Appendices B and C.
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The Intention to Leave the Country 2-item measure was found in Paulauskait et al. (2010).
The correlation coefficient between these two items is 0.75. A 3-point format was used for
this instrument; for more information see Appendices B and C.

The Reasons to Leave the Country list was found in Paulauskait et al. (2010). The correlation
coefficient between the items of the measure is 0.76. A cumulative score, a single reason to
migrate gives 1 point while not wanting to migrate awards 0, with a maximum of 7 and a

minimum of 0 was used for this measure; for more information see Appendices B and C.

3. Results

So that hypotheses regarding POQ antecedents can be tested, correlations were calculated and
are shown, along with sample size and significance values, in Table 1. Correlations were also
used to investigate the proposed self-reported outcomes of POQ, the computation output of
which are given in Tables 2 and 3. Additionally, ANOVA was carried out to test the
interaction of each predictor, moderator and outcome with POQ. The computation output of
the predictor side of the model will be addressed first, and then the presentation of POQ’s
outcomes will follow.

Table 1 shows Pearson’s test correlation results calculated between each predictor and POQ.
These results show a strong positive relationship between PCOQ (PCOQAV) and POQ
(POQAYV), but do not show a significant relationship between Narcissism (NarcissismAV)
and POQ (POQAYV). Further testing was performed in the form of ANOVA between POQ
(POQAV) as the dependent variable and PCOQ (PCOQAYV) as the independent variable.
There was a statistically significant difference between POQ (POQAV) and PCOQ
(PCOQAYV) as determined by one-way ANOVA (F(27,113) = 7,489, p = 0.00).

Tables 2 and 3 show Pearson’s test correlation results computed between POQ and outcomes,
as well as moderators. No significant relationship was detected except for the strong positive
relationship between Intention to Leave the Country (LeaveCountryAV) and Reasons to
Leave the Country (Metoiknomn oto e&mtepikd). Further investigation was undertaken in the
form of ANOVA between Intention to Leave the Country (LeaveCountryAV) as dependent
variable and Reasons to Leave the Country (Mgtoiknon oto emtepikod) as an independent

variable. There was a statistically significant difference between Intention to Leave the
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Country (LeaveCountryAV)and Reasons to Leave the Country (Mgtoiknon oto e£mtepiko)
as determined by one-way ANOVA (F(5,135) = 5,506, p = 0.00).

Taking the above results into account, several interpretive statements can be made.
Hypotheses 1, 2, 4, 5 and 7 are not upheld, while Hypotheses 3 and 6 are supported by the

current level of analysis of the results.

Table 1. Correlations of POQ, PCOQ and Narcissism

Correlations
POQAV | PCOQAV | NarcissismA
\Y

POQAV Pearson 1 7157 ,089

Correlation

Sig. (2-tailed) ,000 ,293

N 141 141 141
PCOQAV Pearson 715" 1 -,123

Correlation

Sig. (2-tailed) ,000 ,145

N 141 141 141
NarcissismA Pearson ,089 -,123 1
\/ Correlation

Sig. (2-tailed) ,293 ,145

N 141 141 141
**_Correlation is significant at the 0.01 level (2-tailed).
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Table 2. Correlations of POQ, Empowerment and Withdrawal Behaviours

Correlations

POQAV | EmpowerAV | WithdrawalA
V
POQAV Pearson 1 -,131 ,003
Correlation
Sig. (2-tailed) 122 970
N 141 141 141
EmpowerAV Pearson -, 131 1 ,072
Correlation
Sig. (2-tailed) 122 ,398
N 141 141 141
Withdrawal A Pearson ,003 ,072 1
V Correlation
Sig. (2-tailed) 970 ,398
N 141 141 141
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Table 3. Correlations of Withdrawal Behaviours, the Big Five, Intention to Leave the

Country and Reasons to Leave the Country

Correlations
Withdrawal | BigFiveA | LeaveCountry | Meroikno
AV Vv AV n oto
eCwTEPIKO
WithdrawalA | Pearson 1 ,157 ,038 ,080
\ Correlation
Sig. (2- ,063 ,651 ,346
tailed)
N 141 141 141 141
BigFiveAV Pearson ,157 1 ,082 ,149
Correlation
Sig. (2- ,063 332 077
tailed)
N 141 141 141 141
LeaveCountr | Pearson ,038 ,082 1 288"
yAV Correlation
Sig. (2- ,651 ,332 ,001
tailed)
N 141 141 141 141
Mertoiknon Pearson ,080 ,149 288" 1
010 Correlation
e€mTePKo }
Sig. (2- ,346 077 ,001
tailed)
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N 141 141 141 141

**_Correlation is significant at the 0.01 level (2-tailed).

Table 4. ANOVA results with POQ as a dependent variable and PCOQ as an independent

variable

ANOVA

POQAV
Sum of df Mean F Sig.
Squares Square

Between 37,454 27 1,387 | 7,489 | ,000

Groups

Within Groups 20,932 113 ,185

Total 58,386 140

Table 5. ANOVA results with Intention to Leave the Country as a dependent variable and

Reasons to Leave the Country as an independent variable

ANOVA

LeaveCountryAV
Sum of df Mean F Sig.
Squares Square

Between 12,214 5 2,443 | 5,506 | ,000

Groups

Within Groups 59,893 135 444

Total 72,106 140

Institutional Repository - Library & Information Centre - University of Thessaly
18/05/2024 16:17:22 EEST - 18.218.69.56



4. Conclusions/Future Research

The main purpose of this study was to shed light on the way Greek Gen Yers perceive their
skills and how this perception of oneself affects his or her behaviours at work and their
feelings towards the prospect of immigration. This study proposed a model (Appendix A) that
could explain how various constructs, like POQ and Empowerment, interact with each other;
the generation of this model was influenced by other published models, e.g. Lobene’s (2010)
model. After the analysis of the data the proposed model could not be upheld. According to
the available relevant literature PCOQ and POQ are strongly and positively correlated (Fine
& Nevo, 2008), and this was upheld by our analysis. However, other relationships shown to
be strong by other researchers, such as the positive relationship between Narcissism and POQ
(Lobene, 2010), were not shown as such in this study. The second relationship that is
supported by the findings of this study is the strong positive interaction between Migratory
Intentions and Reasons to Migrate, as supported by Paulauskait et al., 2010, but a different
method of measurement of the impact of the Reasons to Migrate in the sample was used in
this study to the one used previously.

The limitations of the study are many. First off, a larger sample of individuals would be more
optimal than the one available for this study, especially if parametric analysis is the preferred
method. Better results could be achieved by the implementation of nonparametric tests, such
as the Kruskal-Wallis and Mann-Whitney tests, to the analysis of this dataset. Another issue
is the fact that a 5-point Likert scale was used; a 7-point Likert scale could allow for higher
resolution of analysis and higher reliability. Another element that should be given attention to
in future research with similar thematology is the fact that supervisor and peer evaluation
tends to moderate inherent flaws tied to self-assessment, e.g. a highly narcissistic individual
will tend to grossly overestimate his cognitive abilities something which can disturb the
sample’s POQ and PCOQ mean score, skewing the distribution towards a higher score. The
latter leads to the question of whether a sample of Greek Gen Yers that has many people
bunched up around certain demographic characteristics, e.g. 88% tertiary education graduates
in this study’s sample, can be useful or not. Also, the issue of the possible effects of local
cultural phenomena, as well as of local labour market forces and the structure and the manner

of dissemination of the survey itself cannot be overlooked. Amidst the Greek recession one

43

Institutional Repository - Library & Information Centre - University of Thessaly
18/05/2024 16:17:22 EEST - 18.218.69.56



could find people that hate their jobs but will not leave them and some people complained
about the length of this study’s survey, which could mean that their attention could have been
different at the beginning of the process of filling in the responses compared to how it was at
the end of the process of completing this survey.

A future study, in order to get optimal results, should have a tweaked model that might
incorporate new developments, as well as use important constructs that were not used in this
study because of restrictions, imposed by the academic level of the manuscript, on the size of
the model; job satisfaction is a concept that would be integral to an extended version of the
model proposed by this study. Moreover, a larger sample could allow for more powerful
analysis. Additionally, the use of a 7-point Likert scale will allow for the capture of variation.
A future study should take care to get not only a big sample but a good quality one; this can
be attained by tweaking the accepted demographics of the general population from which one
will get their sample. Finally, questionnaires that are made too long should be avoided and

there ought to be assessment by supervisors and/or peers if possible.
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Appendix A
(Figure showing the proposed Overqualification Model)

Marzissism
PCOQD £ . POOQ
\
/ Withdrawal Behaviours
Empowerment . +
Big Five ———

+

Intention to Migrate

e

Reasans To Migrate Cr Mot

Depiction of the suggested model of interactions of the concept of POQ with other concepts
that are hypothesised to be related. The + sign denotes a positive relationship. The - sign
denotes a negative relationship.

Appendix B
(English to Greek translation of questionnaire items )
POQ
First comes the question in English then its Greek translation

My formal education overqualifies me for my present job.
Ta mroyia pov divovv vtepforikd TPOSOHVTA yioL TV SOVAEE TOL KAV® TMPO.
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My work experience is more than necessary to do my present job.
H gpyaciokn epmeipio pov givot TEpIeadTEPT 00 OGO OTALTEITOL Y10 VO SIEKTEPALDOM TNV TOPVI] LOV SOLAELE.

Frankly, I am overqualified for the job I hold.
Etukpvad, £xm vrepPoricd TpocovTa Y1, TV SOVAELL TOL XM OVTOV TOV Kalpo.

My talents are not fully utilized on my job.
To taAévta pov dgv ¥P1GYOTOLOVVTOL TANPMG GTIV SOVAELL LOV.

I have mastered nearly every aspect of my job.
Exo yivel e€nép oyeddv o€ kibe mAevpd TG SOVAELNS LLOV.

Some continuing education related to my job would improve my job performance.
Evdeyouevn cvveylldpevn ekmaidevon mov cuvdEetat e TV S0LAELY pov Bo BeATimve TV 0mdd06n Lov.

My job frequently provides me with new challenges.
211V SoVAEd LoV AVTILETOTIC® GUYVE VEES TPOKANGELS.

My job provides me with the opportunity to learn new things.
2TV S0LAELY OV Ey® TNV gvkalpia vo Ldbm véa TpdypaTo.

The day-to-day content of my job seldom changes.
To cvvnBopévo mepieydpevo g epyociog pov omdvio oAldlet.

My job has a lot of potential for change and growth.
H Sovield pov éxet ToAAEG SuvaTOTNTES Y10 AAAGYT KO OVATTVED.
Perceived Cognitive Overqualification (self reported)
First comes the question in English then its Greek translation
I am smarter than most people doing my job.

Eipon o £&vnvog/n amd toug meplocdtEPOVG avlp®TOLS TOL KAVOLV TNV 010 SOLAELR pe péva.

I am more intelligent than is required to do my job.
Eipon mo é&vavog/n amd 660 ypeldlear yio va KAVm TV SOVAELY [LOV.

My level of intelligence overqualifies me for my job.
To eninedo g gveuiag pov, divel oe péva TeptocdTEPA TPOGOVTA OO OG0 YPEELOVTOL Y10 TV SOVAELY LLOV.

Someone not as smart as me could still do my job well.
Kdmorog mov dev givar 1060 £Eumvoc/n 660 £yd Bo pmopodce va KAveL TV SOLAELE Lov e&iGov KOG

I need to solve difficult problems on my job (inversed scale).
Xperaletar va AMve d0GKo A TpoPAnLaTe Ty SOVAELL LLOV.

| feel that | could easily handle more difficult work.
Nowwbw tog o pmopodoa va To KaTapépm Kot og pio SLoKOAITEPT SOVAELE.

My work is not mentally challenging.
H Sovield pov dev ivan vontikd omontnTik.

My work is rarely boring or routine. (inversed scale)
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H dovAetd pov givar oroviog Papet 1 exovaiappfovopevn.

I am able to do my job without too much thinking.
Mnop® vo. KAve TV SOLAELL LoV Y®PIG TOAAT oKEY).

NARCISSISM - 40 item scale
First comes the question in English then its Greek translation

[1=yes, 0=no] (1=va1, 0=0y1)
1. I would prefer to be a leader.
1. Qa wpotyodoa va gipon nyéng
2. | see myself as a good leader.
2. BAénw tov 0010 [ov ™G KOAO NYETN
3. 1 will be a success.

3. ®a gipon emtroympévog/n

4. People always seem to recognize my authority.

4. To x0pog pov teiver mhvta vo avayvopiletot

5. I have a natural talent for influencing people.

5."Ex® TaA£vTo GTO VO AGK® EMPPON GE GAAOVG

6. | am assertive.

6. EmPaiio tig amdyelg pov

7. | like to have authority over other people.

7. Amohopféve o va eEovotdlm diiovg

8. 1 am a born leader.

8. Eipat yevwmpuévog ny€mnge

9. | rarely depend on anyone else to get things done.

9. Zndvia Bacilopot oTov/nv omolov(a)dNToTE Y10 Vo KOTAPEP® KATL

10. | like to take responsibility for making decisions.

10 Mov apécet va avalopufave v eufovn yio TiG amopAacElg Tov AapBavm
11. I am more capable than other people.

11. Eipon o wavog/m amd GAAoLS

12. | can live my life in any way | want to.

12. Mmop® vo. {o v {on Hov pe omolovonmote Tpono OEA®

13. I always know what | am doing.

13. IIavta yvopilo Tt kédve

14. 1 am going to be a great person.

14. ®a avadeytd o€ PeYEAN TPOCOTIKOTNTA

15. | am an extraordinary person.

15. Eipon e€apeticd dtopo

16. | know that | am good because everybody keeps telling me so.

16. I'vopilo ot gipon KaAd/M yati OAOL LoV TO Aéve

17. 1 like to be complimented.

17. Mov apécetl va Lov Kavouv LAOQPOVICELS

18. I think | am a special person.

18. @ewpd T gipon Wiaitepo dropo

19. 1 wish somebody would someday write my biography.

19. Moxkdpt kdmotoc/a vo. £ypaee KATow LEp TV avToPLoypapia Lov

20. I am apt to show off if | get the chance.

20. Kavo enideitn émote pov dobei ) evkarpia

21. Modesty doesn’t become me.

21. H tamewvoppocvn dev pov taptdlet

22. | get upset when people don't notice how I look when | go out in public.
22. Exvevpifopon 6tav dev yivetar aicOnto 10 i paivopat 6tav Ppickopat o€ dnuocto ymdpo
23. | like to be the centre of attention.
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23. Mov apéoet va gipion 1o KEVTPO NG TPOGOXNG

24. 1 would do almost anything on a dare.

24. Qo ékava oXedOV TO TAVTO OV LE TPOKAAOVGOV

25. | really like to be the centre of attention.

25. Tlpaypotikd, Lov apécel va gijLal To KEVTIPO TG TPOGOYNG
26. 1 like to start new fads and fashions.

26. Mov apéoel va EEKIVD VEEG LODES Kol TAGELS

27. |1 can read people like a book.

27. Ot avBpmmot givat avoytd Piio yio péva

28. | can make anybody believe anything | want them to.

28. Mrop® va KAve omolov(o)dNToTE VoL TIGTEWEL OTIONTOTE
29. | find it easy to manipulate people.

29. To Bpickm gOKOAO VO YEPAYDYD AvVOpDOTOLG

30. I can usually talk my way out of anything.

30. Mrop®d cuvifmg va Ee@iym amd pia SOGKOAN KATAGTOOT| YPNCYLOTOIOVTOG TNV TEWDD
31. Everybody likes to hear my stories.

31. Ohot BEAovV va okoDV TIG 16TOpiEg LoV

32. | like to look at my body.

32. Mov apécel vo, KotTéie T0 GMLLO LoV

33. I like to look at myself in the mirror.

33. Mov apécel va KOttdm Tov Eqvtd LoV 6ToV KaBpEet

34. 1 like to display my body.

34. Mov apécel vo. ETOEIKVIM TO GO0 LLOV

35. I will never be satisfied until | get all that I deserve.

35. Aev Ba ikovorom0éd moté péypt vo Thpw avtd mov pov o&ilet
36. | expect a great deal from other people.

36. Amoitd moALd and Tovg GAAOVG

37. | want to amount to something in the eyes of the world.
37. Oéhm va peTpam ot PATIo TOV KOGHOV

38. | have a strong will power.

38.'Ey® peydin 0éinon

39. | insist upon getting the respect that is due me.

39. Empévo oto vo Aapfave tov oefacpd mov a&ilo

40. If | ruled the world it would be a much better place.

40. Av xvBepvovca 6Lo Tov KOGO, Ba NTav v TOAD KOAITEPO HEPOG

EMPOWERMENT

First comes the question in English then its Greek translation
Meaning

The work | do is very important to me.

H gpyacio mov kdve sivar ToAd onpavtikn yuo péva.

My job activities are personally meaningful to me.
O1 dpaoTnNpPLOTNTES TG OOLAELIG LLOL EIVOL CTUOVTIKES Y10 HEVOL OE TPOCMOTIKO EMIMEDO.

The work | do is personally meaningful to me.
H dovAeld mov Kave eivot onpavtikni yio LEVo 6€ TPOSHOTIKO EMTEDO.

Competence
I am confident about my ability to do my job.
Eipon memeiopévog/m 0t elpan ikavog/n vo Kave tnv S0LAELH [Lov.

I am self-assured about my capabilities to perform my work activities.
Nodbw 06Tt umopd va EPm €15 TEPAG TIG dPUCTNPLOTNTEG TTOV GLVIEOVTOL [LE TNV SOVAELY [LOV.
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I have mastered the skills necessary for my job.
Exo ¢tdoel 610 avdtoto eninedo avantuéng tov de£10THT®MY TOL OTOITOVVTOL Y10, TV SOVAELL LLOV.

Self-Determination
I have significant autonomy in determining how | do my job.
Eipot apketd avtdovopog 6to va kabopilom mde vo kdve Ty SovAELd Lov.

I can decide on my own how to go about doing my work.
Mmnop® vo. anopacilom Hoévog HLov THG vV, KAVm TV SOVAELS LOv.

I have considerable opportunity for independence and freedom in how | do my job.
Mov divovtal apketég gvkatpieg yio ave&aptnoio Kot eAevdepio 610 TOG Vo, KAV® TNV SOVAELE LLOL.

Impact
My impact on what happens on my department is large.
Emdpd éviova 610 Tt supPaivel 6To TUNpa LLoV.

I have a great deal of control over what happens in my department.
AGK® £VTOVO €AEYY0 TTOV® GTO Tt GLUPOIVEL GTO TUNLLO LLOV.

I have significant influence over what happens in my department.
Exo onpovtikn enidpocn méve 6to Tt GupUPaivel 6TO TURLLO LLOV.

WITHDRAWAL BEHAVIOURS

First comes the question in English then its Greek translation

Turnover Intentions

How often have you seriously considered quitting your present job?

[16c0 cvyva éxete coPopd avapmtnOel av TPETEL Vo EYKATUAELWETE TV TAPOVGO EPYOCIN GOC;

Absenteeism
How often do you voluntarily not show up to your present job?
[I6c0 cuyva dev eppavileote NOeknéEVE GTNY TOPIVH GOG SOLAELE;

Tardiness
How often do you arrive late to, or leave early from, your present job?
[1660 cuyvd ETavete apyd TNV TOPIVH GOG OOVAELY, 1 PEVYETE VOIS, Omd aTh);

English Big Five Inventory

English version

Here are a number of characteristics that may or may not apply to you. For example, do you agree that you are
someone who likes to Spend time with others? Please choose a number for each statement to indicate
the extent to which you agree or disagree with that statement.
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Greek version

Edd mapovsialetorl Evog aptipog yopaKTnpIoTIK@Y TOL UTOPEL VO 1IGYVOLV ) VoL UV oY 00vV Yo 6og. [
TOPAOELY 0L, CUUPDVEITE OTL EI0TE KATOLOG/0. 0 OTOLOG ATOAGUPAVEL Va

TEPVAEL TOV Ypovo Tov e driovg; Tlapaxold vao emAéEete Evav apOuo yio kabe dfiwon yio vo Katodeifete Ty
£KTOOT TNG CVUPMOVING 1] TNG SPOVING LE VTV TNV dSNA®OT).

English version
Disagree strongly Disagree a little Neither agree nor disagree Agree a little Agree strongly

Greek version
Awovo évrova 1
AWQovo Aiyo 2
OVU1e VPP OVO 0VTE HLOPOVO 3
Topeove Aiyo 4
Zoppove évtova S

English version

I see myself as someone who...

Greek version

BMmo tov 00T POV w¢ KAToLoV 0 0T010G...

First comes the question in English then its Greek translation
__ 1. is talkative

1. givan opntikde\n

__ 2. tends to find fault with others

2. 1elvel vo, wEYEL TOVG GAAOLG

__ 3. does a thorough job

3. givan oyoAaoTIKOG/M GTNV dovAELd TOV

___4.is depressed, blue

4. &yel katablnym, Tig LodPEG TOV/MG

__5.isoriginal, comes up with new ideas

5. givan TpOTOTLTOG/M, TOV/MG EPYOVTUL VEES 1OEEG

__ 6. isreserved

6. givar KAEIGTOC YOPOKTPOG

__ 7. ishelpful and unselfish with others

7. Bonba ko dev givan atopicTc/pia

__ 8. can be somewhat careless

8. umopel va givarl oAlyov TL ampoceEKTOG/N

_ 9. isrelaxed, handles stress well

9. givar YoAapdg/, Ta KATOPEPVEL KOAL KOT® and mieon
__10. is curious about many different things

10. givon mepiepyoc/n yio TOAAG S10POPETIKE TPAYLOTO
__11.is full of energy

11. givon yepdrog/n evépyeta

__12. starts quarrels with others

12. Eekva Kowyadeg pe dAlovg

__13.is areliable worker

13. etvon évag epyaldpevog/n otov omoio pumopel va foaciotel Kavelg
__14. can be tense

14. pmopet va givar otnyv toita

__15.isingenious, a deep thinker

15. givar evpoung, Babvotdyactog/n

__16. generates a lot of enthusiasm

16. mapdyet oAb evBovslocud
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__17. has a forgiving nature

17. 1etvel va cuyympdet

__18. tends to be disorganized

18. teivel va givatl avopydvmtog/n

_19. worries a lot

19. avnovyel mohv

__20. has an active imagination.

20. &xer mopoy@yky| eavtocio

__21. tends to be quiet

21. teivel va givatl iovyog/n

__22.is generally trusting

22. givol yeVIKOG €0TIGTOC/

__23.tends to be lazy

23. teivel va eivor tepméAng/a

__24.is emotionally stable, not easily upset

24, givol otabepdc/M cvvalsOnuatikd, dev evoyAeitat 0KOAL
__25.is inventive

25. givot eQevpeTikde/mM

__26.has an assertive personality

26. emBUAAETOL LIE TNV TPOCOTIKOTTO TOV/NG
__27.can be cold and aloof

27. umopel va etvarl kpHog/a Kot amdpaKpog/m
__28.perseveres until the task is finished

28. avTéEYEL LEYPL TO TTEPOG OTOGONTOTE EPYAGTING
__29.can be moody

29. umopetl va eppoavilel cuyveg petaforés g 01Gbecng Tou/mg
__30.values artistic, aesthetic experiences

30. divet a&ia o KoATEYVIKES, KaAaicONTES EpmeIpieg
__31.is sometimes shy, inhibited

31. vIpémeTan LePIKES POPES, EXEL AVAGTOAEG

__32.is considerate and kind to almost everyone

32. oképTeTal Toug AAAOVG Kol VO EVYEVIKOG/ GYEOOV TPOG OAOVG
__33.does things efficiently

33. eivon amodotikdc/M o€ 0,TL KAvel

__34.remains calm in tense situations

34. Topopével NPEUOG/T O EVTOVES KATUOTAGELS
__35.prefers work that is routine

35. mpotid teTppévn epyocio

__36.is outgoing, sociable

36. gival eEOOTPEPNG, KOWMVIKOS/M

__37.is sometimes rude to others

37. eivar pepikég eopég TPooPANTIKOS/M

__38.makes plans and follows through with them

38. oyedtdlel Kot KOTAPEPVEL VOL TPOLYLATOTTOGEL TO GYEOLE TOL/MG
__39.gets nervous easily

39. ekvevpiletar ebkola

__40.likes to reflect, play with ideas

40. Tou/ng apécel vo okEPTETOL, VoL Tailet pe 10€eg
__41.has few artistic interests

41. &yl AMyootd KaAMTEXVIKA EVOLUPEPOVTAL
__42likes to cooperate with others

42. tou/ng apécel vo cuvepyaletat pe GAAOVG

__43.is easily distracted

43. dwomdtot 1 TPocoyT TOV/1NG EHKOAN

__44. is sophisticated in art, music, or literature

44. KoTéy el amotnTKo YoOGTO OGOV aPopd TNV TEXVY, LOVOIKY, 1 TNV Aoyoteyvia
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English version

Please check: Did you write a number in front of each statement?

Greek version

Hopokorod vo eréyéete: Ipayate Evav aplBpd prpootd ond kdbe dnimon;

Intention to leave the country

English version
I am determined to stay and live in Lithuania (Greece). Yes No I don’t know
I would like to live abroad in the future. Yes No I don’t know

Greek version
Eipot amogaciopuévog va peive kat va (oo oty EAAGSa. Not Oyt Aev yvaopilo
®a Nbero va {Now oto e&mteptid oto péAAov. Noat Oyt Aev yvopilm

Reasons to leave the country

English version
I would go abroad if:
I got accepted to a foreign University
There were negative political/social changes in Lithuania (Greece)
I got an interesting job offer abroad
My partner or family moved abroad
I could not live off of my wage in Lithuania (Greece)
I got bored of living here
Other (indicate)
I would not go to live abroad for any of the enlisted reasons

S@ o o0 o

Greek version

Oa petokoboa 610 EMTEPIKO EAV:

a. pe éyovv deytel og [avemotuo Tov e€mTEPLKOV.

B. emupaTovV opVNTIKEG TOMTIKESG/ KOWV@VIKEG cuVONKeG otV EANGOQ

Y- £ AAPEL EVOLOPEPOVGO. TPOTAGT] Y1 EPYUTIN GTO EEDTEPLKO.

8. 0/n GHVTPOPOG LLOL T 1] OIKOYEVELX OV EXEL LETOIKNGEL 6TO EEMTEPIKO

€. &y Poapedei v Lon otnv EAAGda

oT. cvpPaivel Katt GAAO (Vo TEPypAYETE)

C. dgv B Lovca oTo EEMTEPIKO Y10 OTOLOVONTOTE OO TOLG TAPATAVED AGYOVG

Appendix C

(Questionnaire)

Ayoannté kopre/ Ayam i Kopia,

Y0Gg TUPUKUAALOVUE VO, PLEPAOCETE Ay AemTd amd TO Ypovo cag (~15 AemTd) Y10 T GUUTANPOGT] TOV
TOPoKATO gpoTnpatoroyiov. H épguva amookomei otn depedvnon tng dmopéng vrepPoik®dv
TPOGOVTIOV TOV VEQPOD TUINATOS TOV HOPPMUEVOV EPYATIKOD SVUVONIKOD Kou TG TAONG TOL Yo
ovyn amd v yopa. Mo ocvykekpuéva, avti 1 épeova aQopa epyalopevovg ol omoiol gival KAT®
10V 29 10V, gpydlovror oty EALGOG Kon dev £xovv petoiknioel mponyovpévac. Mopakaiodpue va
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OTOVTI|GETE POVO OV mAnpoite T mpoavapepOeiceg mpovmoBicels. Emiong, mopoxkalovpe va
OTOVTI|GETE IE EIMKPIVELN OF 0AEC TIS EPMTNGELS, Aapfavovtag voy 6T dgv VTEPYOVY GMGTEG 1)
havOaopéves amavtiosic.

O1 aTaVTGEIS 6OG EIVUL QVOTN PO EPTICTEVTIKEG KOL OEV TPOKELTON VO, PN GLROTOI 000V Yo dAlovg
OKOTOVG TEPA 0O OVTOVS TG £pevvac. To epOTNRATOAOYIO gival AVAOVVRO Kol £TGL 6 pTopovv va
GUVOEDOVY 01 UTAVTIGELS UE GUYKEKPIPUEVA TPOCOTO KU1 0PYUVIGHOVG.

YOG EVYUPLETOONE TOAD Y10 T1) GUVEPYAGio cac!!

O1 AHAQzEIs oY AKOAOYOOYN ADOPOYN SE ANTIAHWEIS 3A3 [NA TO AN EXETE YNEPBOAIKA MPOZONTA ZE $XESH ME

AYTA NOY AMAITOYNTAI ZTHN EPTAZIA ZAz.

NopakaAw KUKAWOTE ToV aplOpo ou avravakAd kaAUtepa thv anoPn oag o€ KAOs mepintwon.

Avdpwvw Awdwvw 0Ute Swapwvw Tupdwvw Zupdwvw
anoAvta €V LEPEL 0Ute cupdwvw €V LEPEL anoAuta
1 2 3 4 5
Ta ittuyia pou divouv 1 2 3 4 5

untepBoALKG TpooOVTA yLo TRV
S0UAELA TTOU KAVW TWPa

H gpyaclakn eunepia pov 1 2 3 4 5
elval neplocotepn anod 6co
arateital ya va
SLEKTEPALWOW TNV TWPLVH HOU
Soulela

EWAKpLVa, £Xw UTtEPBOALKA 1 2 3 4 5
TPOCOVTA YLa TV SOUAELA TTOU
€XW QUTOV TOV Kapo
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Ta taAévta pou dev 1 2
Xpnotpornotlolvtal TARPWG
0TV SOUAELG pou

‘Exw yiveL e€nép oxedov o€ 1 2
KABOE MAELPA TG SOUAELAG HOoU

Ev&exopevn ouveXt{Opevn 1 2
eKnaidevon Mou cuvdEstal pe
TV SoUAeLd pou Ba BeAtiwve
™Tv andédoaon pou

Ztnv 80UAELd o 1 2
OLVTLHLETWTTI{W CUXVA VEEG
TPOKANCELG

ZTnV S0UAELA OV £XW TNV 1 2
gukatpia va pabw véa
npayparta

To ouvnNOLoHEVO TIEPLEXOLEVO 1 2
NG Epyaciog Hov omavia
aAlaleL

H 80uAeLd pou €xeL TTOAAEG 1 2
Suvartdtnteg yla aAdayn Ko
avamntuén

Eipon o £§umvog/n amné toug 1 2
TEPLOCOTEPOUG AVOPWITOUG
TIOU KAVOUV TNV idla SouAeLa
UE péva

Eipon o £€untvog/n anéd 6co 1 2
XPELATETAL VLA VAL KAVW TV
S0UAeLd pou

To eninedo tng euduiag povu, 1 2
Sivel o€ péva nepLocotepa
TPOOoOVIA And 6oa
XpeLaovra yia tnv SouAela
pou

Kdrmotog rou 8¢ev eival toco 1 2
£€untvog/n 600 syw Ba
pUnopoloE va KAVEL TRV
S0oUAeLd pou g€icou KaAd
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Xperdletat va Abvw SUokoAa 1 2 3 4
npoBARHATA OTNV SOUAELAL
pou

Nowwbw nw¢ 6a propovica va 1 2 3 4
Ta Kota£pw KOl OE L
SuokoAdtepn SouAeld

H 8ouAeld pov Sev eivan 1 2 3 4
VONTIKA QALLTNTLIKNA

H 8ouAeLd pou gival oraviwg 1 2 3 4
Bapetn N enavaAappovopevn

Mnopw va KAvw TtV SouAeLd 1 2 3 4
HoU Xwpig TOAAY) okEYN

Ol NAPAKATQ AHAQZEIZ AOOPOYN TON XAPAKTHPA ZAZ.

NapakaAw KUKAWOTE Tov aplOpo mou aviavakAd kaAUtepa tThv arnoPn oag

Oxt Nou
0 1
Oa npotipoloa va €L NYETNG 0
BA£MW TOV £QUTO LOU WG KAAG ny£Tn 0
Oa sipa smtuxnpévog/n 0
To KUPOG HoU TeiveL TAvTa va avayvwpileton 0
'EXw TAAEVTO OTO VO OLOKW) ETLPPON GE AAAOUG 0
EruBaw T ano el pou 0
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AnoAapBavw to va e§ouctalw aAAoug

Eipow yevwnpévog ny€tng

Inavia Bacilopat otov/nv onotov(a)dimote yia va katadEpw
KATL

Mou apéost va avalappavw tnv euduvn yla TG anopaoeLg mou
Aoppavw

Eipon 1tio wkawvog/n and dAAoug

Mrmopw va {w TtV {wr KOV KE OTIOLOVSNTIOTE TPOTO BEAW

Ndvra yvwpilw Tt KAvw

Oa avadeLlTw o€ LEYAAN TPOCWTKOTNTA

Elpat e§apeTiko ATopo

M'vwpilw ot sipat kahdg/f yroti 6ot pou to Aéve

Movu apéoeL va pou Kkavouv ¢pthodppovAoELS

Oewpw NwWG ipat LéLaitepo Atopo

Maxkdpt karowog/a va éypade kanoa pépa tnv avtopoypadia
pou

Kavw enidelén omote pou 600¢i n eukaipia

H tanewogpooulvn Sgv HOU TaLpLaleL

Ekveupilopon dtav ev yivetal auodnto 1o nwg paivopat otov
Bpiokopat og nuooo xwpo

Mou ap£oeL va gijLo To KEVIPO TG TPOCOXNG
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Oa £Kava oXeSOV Ta mAvta av pe npokaAoloav

MpayuaTKA, HOU OPECEL VA ELNAL TO KEVTPO TG TPOCOXNG

Mou apéost va EEKLVW VEEG LOBEG KOl TAOELG

OL avBpwrol givat avolyto BLBAio yia péva

Mnopw va Kavw omotov(a)dnmote va niotéP el otdnnote

To Bpiokw eUKOAO VOl XELPOAYWYW avOpwIoug

Mnopw cuvOwg va §epuyw anod pa SUokoAn Katdotoon
XPNOLLOTIOLWVTOG TNV MELOW

‘OAot B£Aouv va akoUV TLG LOTOPLEG [Lou

Mou ap£0eL val KOLTALW TO GWHOL LLOU

Mou ap£CEL va KOLTALW TOV EQUTO HoU oTtov KaBpédtn

Mou ap£oeL va EMLSELKVUW TO CWHO LLOU

Agv Ba kavomotnBw TOTE HEXPL VA TTAPW AUTO TIOV oU agilel

Anartw 1oAAdG and toug GAAOUG

O£AW va LETPAW OTA LATLOL TOU KOGHOU

EXw peydAn 0€Anon

Emipévw oto va AapBavw tov ogBacpo mou afilw

Av KuBepvoUoa 6Ao Tov KOopo, Ba Htav Eva oAU KaAUTepO
Hépog
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Ol NAPAKATQ AHAQZEIZ AOOPOYN 2TO MOz EZEIZ ANTINAMBANEZTE THN EPTAZIA ZAZ.

NapakaAw KUKAWOTE Tov aplOpo mou aviavakAd kaAltepa tThv aroPn oag

KaBoAou Aiyo MétpLa MoAv AnoAvta
1 2 3 4 5
H gpyacia mou Kavw givatl TOAU onUAVTLKA yLa LéEva 1 2 3 4
OL 6paatnPLOTNTEG TNG SOUAELAG HOU EVaL ONUAVTLKEG YO 1 2 3 4

HEVa OE POOWTILKO eMineSo

H 80UA&Ld TTOU KAVW EVOL GNUAVTLKA YLO LEVAL OF 1 2 3 4
TLPOOWTILKO EMinedo

Eipon menelopévog/n ot sipon tkavog/n vo Kavw thv 1 2 3 4
S0UAeLd pou

NowwBw OtTL unopw va G£pw €1G MEPAG TG SPACTNPLOTNTEG 1 2 3 4
TIOU GUVSEOoVTaL ME TNV SOUAELA HoU

EXw $TACEL 0TO avWTATO ENiNESO avanTuéng Twv 1 2 3 4
S6e€loTrTWV OV aaLtoUvTAL yLa THV SOUAELA [Lov

ElpoL apKETA AUTOVOOG 6TO Vo KaBopilw Mwe va KAvw 1 2 3 4
TNV S0UAELA pov

Mnopw va anodacilw HoOVos Lou WG va KAVW Thv 1 2 3 4
S0UAeLd pou

Mou Sivovtal apKeTEG EUKALPLEG yLa avefaptnoia Kot 1 2 3 4
€\evBepia 0TO WG VAL KAVW TNV SOUAELA HOU

Erubpw £vtova oTo TL CUMPAIVEL OTO TUAHA OV 1 2 3 4
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AoK®W £VTOVO £AEYXO TTAVW OTO TL CUMPBOALIVEL OTO T QL 1 2 3 4
pou

‘EXW onUavTikn enidpaon ndvw oto Tt cUUPAiVEL 0TO 1 2 3 4
TUAMA LoV

OI NAPAKATQ EPQTHZEIZ AQOPOYN ZTHN NPOGE:H ZAZ AMENANTI STHN EPFAZIA 3AS.

NoapakaAw KUKAWOTE TOV aplOpo ou avtavakAd kaAUtepa tnv anoPn oag o€ KABe

nepintwon.
MoAu Apod OUte cuyva Tuyva MoAv
apatd OUte apaid Tuxva
1 2 3 4 5
MNo6oo cuxva £xete copapd 1 2 3 4 5

avapwtnOel av mpéneL va
eyKATAAELPETE TV Mapovoa
epyacia oag;

Nooo cuyxva dev epdavileote 1 2 3 4 5
nOeAnpuéva otnV TWPLVK) oag
SouleLa;
MNéoo cuyva ptavete apyd otnv 1 2 3 4 5

TwPLVN oag SOUVAELQ, ) pevyETE

vwplg, ano avty;

Ol NAPAKATQ AHAQZEIZ AQOPOYN XAPAKTHPIZTIKA NPOZQMNIKOTHTAS. lNA NAPAAEITMA, YM®QNEITE OTI EISTE

KAHOIOZ/A O 0r1010z AITOAAMBANEI NA
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MEPNAEI TON XPONO TOY ME AAAOYZ; TTAPAKAAQ NA ENIAEZETE ENAN APIOMO A KAGE AHAQSH FIA NA KATAAEI ZETETHN

EKTAZH THZ ZYMOOQNIAZ H THZ AIAOQNIAZ ME AYTHN THN AHAQZH.

BA£TW TOV EQUTO OV WG KAITOLOV O 0T0i0G...

NoapakaAw KUKAWOTE TOV aplOpo mou avtavakAd kaAUtepa tnv anoyr) cag os KABe nepintwon.

Awvdwvw  Adwvw OUte dadpwvw Zupdwvw Zupdwvw
anoAvta €V HEPEL 0Ute oupdpwvw €V HEPEL andéAuta
1 2 3 4 5

€ivat opAntkég\n 1 2 3 4 5

teivel va Péyel toug AAoug 1 2 3 4 5

€ival oXoAaoTikog/f otnv So0UAELA 1 2 3 4 5

Tou

€xeL katdOAupn, TG pavpeg tou/ng 1 2 3 4 5

eival npwtétunog/n, tou/ng 1 2 3 4 5

€pXovTaL VEEG LOEEG

elval KAELOTOG XapaKTpaG 1 2 3 4 5
BonBa ko dev eivat 1 2 3 4 5
atopotr/pla
Unopei va givat oAiyov T 1 2 3 4 5
anpooektog/n
eivat xaAapoc/n, ta katadEpvel 1 2 3 4 5

KOAQ KATW oo mieon

eivan epiepyoc/n yia moAAG 1 2 3 4 5
Stadopetika npdyparta

eival yepdrog/n evépyela 1 2 3 4 5
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EeKva Kowyadeg pe aAloug 1 2

eival évag epyalopevog/n otov 1 2
omnoio unopei va BactoTel Kaveig

Uropei va gival otnv toita 1 2
eival evdpung, Babuotoxaoctog/n 1 2
napayet oAU evBouoLacpo 1 2
TELVEL VA oUYXWPAEL 1 2
teivel va gival avopydvwrtog/n 1 2
avnouxel ToAu 1 2
€XeL napaywykn pavracia 1 2
teivel va givat nouxog/n 1 2
givan yevikwg ebmotog/n 1 2
teivel va gival tepnéAng/a 1 2
givan otaBepde/n 1 2
ouvaloOnuatikd, Sev evoxAeitou

glKoAa

eival edeupetkdc/n 1 2
eruPBANAETAL PE TV 1 2
NpocwrukoTnTA TOLV/NG

Mropei va iva kpUog/o Ko 1 2
anopakpos/n

OLVTEXEL LEXPL TO TIEPOLG 1 2

omnolacSNmote epyaciog

pnopei va epdavilel cuxveg 1 2
petaBoAég tng 81aBeong tou/ng

Sivel agio o€ KAAATEXVIKEG, 1 2
KaAaioOnteg epumelpieg

VIPEMETAL HEPIKEG POPEG, EXEL 1 2
OVOLOTOAEG
okédteTaL TOUG AAAOUG Kat givart 1 2
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EUYEVIKOG/1} oXe8OV Mpog GAoug

eival anodotikag/n o€ o,TL KAVEL 1 2 3 4 5
TAPAHEVEL NPENOG/N OF EVIOVEG 1 2 3 4 5
KOTOLOTAOELG

T(POTLUA TETPLUHEVN Epyacia 1 2 3 4 5
givan e§wotpednig, Kowwvikog/n 1 2 3 4 5
elval pepikég Popeg 1 2 3 4 5
npooBANTIKOG/N

oxebLalel ko katadEpvel va 1 2 3 4 5
TIPOALYHLOTOTIOL | OEL T OXESLAL

tou/ng

€KVEUpLlETAL EVKOAQ 1 2 3 4 5
tou/nG apéceL va oKEPTETAL, VO 1 2 3 4 5

nailel pe 16éeg

€XEL AlyooTd KAAALTEXVLIKA 1 2 3 4 5
evéladépovta

Tou/NG APEGEL va oUVEPYATETAL LE 1 2 3 4 5
AaAAoug

TOU omoiou n mpoooxn Staomdtot 1 2 3 4 5
€UKOAQ

KOTEXEL OTLOLTNTIKO YoUOTO OG0V 1 2 3 4 5

adopad TV TEXVN, HOUOLKR, 1) TRV
Aoyotexvia

O1 AHAQzEIZ MOY AKOAOYOOYN ADOPOYN STHN MPOGESH A3 NA EFKATAAEIWETE THN XQPA.

NopakaAw KUKAWOTE TOV aplOpo ou avtavakAd KaAUtepa thv anoP oag o€ KAOe

nepimtwon.
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oxu Agv yvwpilw Nou

1 2 3

Eipat anodacilopévos va Peivw 1 2 3
Ko va {now otnv EAAada

Oa 0ela va {How oTo e§WTEPLKO 1 2 3
oto péNov

OA METOIKOY:A 5TO EZQTEPIKO EAN..

NapoakaAw va eTAEEETE TIC EMIAOYEG MOV oo ekppalouv Balovrag

€va vou oto SurAavo KeAl.

UE SéxovTav og MAVEMLOTH IO TOU EEWTEPLKOV

EMUKPOATOUOAV APVNTIKEG TTOALTIKEG/KOWWVIKEG CUVORKEG
otnv EAAada

AdpBava evéiadépouoa mPOTAON yLa Epyacia oTo
€EWTEPLKO

0/n oUVTPod oG OV 1} N OLKOYEVELX LOU HLETOLKOUGE GTO
efwTtePKO

BapLopouv tnv {wn otnv EAAGda

ouvéBatve KatL dAlo (va nepypaete)

Agv Oa pETOKOVUOO OTO EEWTEPLKO YLOL OTOLOVSATIOTE IO
TOUG Ttapatavw AGyoug
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AHMOTIPA®DIKA ZTOIXEIA

1. ®ulo: Avépag
2. HAWKIOL coeceererncnnnnees
3. Eninedo eknaidevong

Anddorrog lupvaciov/ Aukeiou

MNapakaAw CUUNANPWOTE TA TOLPAKATW
otolxeia. BaAte éva (x) oto avtictoyo

TETPAYWVAKL.

Fuvaika

Anodotrtog T.E.I.

Anodorrog A.E.I. Kdtoxo¢ Metamntuyiakol TitAou
AAAo:

4, To kaBeoTwG TNG Epyaciag oag:

Mévipog/n SupBaoiolyoc/a
Exnaudsuopevog/n P,V E S —

5. ZUVOALKN ETAYYEALOTIKN EUTELPLOL: «ooeuenenene. £€1n

6. MNpoUnnpecia 0ToV TEAEUTAIO OPYOVIOHO: ...ooveeeeenes ‘Etn
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7. Npounnpecia otn teAevtaia B£on epyaciag: ............... Etn

8. AV HETOLKOUOATE OTO EEWTEPLKO, oL Xwpa Ba ATav n mpwtn oag erthoyn;

Hvwpévo Baoilelo

H.M.A.

Kavadag

Auctpalia

lepuavia

FaAAia

lontavia

ItaAia

Agv £XW GKOTIO VAL LETOLKIOW
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