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ABSTRACT
Anastasia Sioutou: The implementation of Deming’s theory of quality management in

Greek public administration

(Under the supervision of Dr. Thanos Kriemadis Professor)

The primary purposes of this study were: (a) to evaluate to what extent the Deming
Management Method is being implemented in Greek Public Administration; (b) to ex-
amine to what extent the administrative executives of Greek Public Administration be-
lieve that Deming Management Method adds value to the organizations of Greek Public
Administration; (c) to study to what extent the administrative executives of Greek Pub-
lic Administration have the intention to implement Deming’s Management Method in
their organizations in the future; (d) to investigate to what extent the administrative ex-
ecutives of Greek Public Administration are satisfied from the level of organizational
performance as measured by satisfaction levels in relation to the key performance indi-
cators of their organizations (goals, human resource, suppliers, improvements) and (e)
to examine the relationship between the key factors of Deming Management Method
(Deming on People, Deming on Leadership, Deming on Education and Training, Dem-
ing on Suppliers and Deming on Systems) and the key performance indicators (goals,
human resource, suppliers, improvements) of the abovementioned organizations. The
questionnaire of Deming Management Method, consisted of 59 questions developed by
(Kriemadis & Sioutou, 2019), and demographic characteristics. Valid questionnaires
were received from 334 senior and junior level public administrators of Greek public
administration. The findings of this study were as follows: 1. Deming Management
Method is applied to a mediocre extent in Greek Public Administration; 2. The adminis-
trative executives of Greek Public Administration believe in a great extent that Deming
Management Method adds value to the organizations of Greek Public Administration; 3.
The administrative executives of Greek Public Administration have in a great extent the
intention to implement Deming’s Management Method in their organizations in the fu-

ture; 4. Medium level of satisfaction of the administrative executives was found con-



cerning the organizational performance in the abovementioned organizations as meas-
ured by satisfaction levels in relation to the key performance indicators of their organi-
zations (goals, human resource, suppliers, improvements); 5. There was a strong and
positive relationship between the key factors of Deming Management Method and the
specific key performance indicators of the questionnaire, that measure the performance
of public administration organizations, through the satisfaction level of the administra-

tive executives of public administration, except the key factor “Deming on Systems”.

Keywords: Quality Management, Deming Management Method, Greek Public Admin-

istration.



HEPIAHYH

Avaoctacio Ziovtov: H gpappoyn g Oswpiog tov Deming oyetikd pe v dtoiknon
noloTNTOg otV EAANviKn Anuocia Atoiknon
(Me v erifreyn tov Ap. Kplepddn Abavdaciov, Kabnynt)

Yxomdg ¢ mapovoag eAEng frav va: (o) a&toloyndei o Padbudc epappoyng g Me-
0650V Atoiknong tov Deming otnv eAAnvikn Anudoia Aoiknon, (B) va e€etactel o
Babudc otov omoio Ta dotkNnTIKA oTEAEYN TG Anuoctag Atoiknong motedovy OTL 1
MéBodog Aroiknong tov Deming mpocBétet a&io otov opyavicopod tovg, () va peketnel
0 PaBpog otov omoio ta SotKNTIKA GTEAEYN TG EAMANVIKNG Anpdciog Atoiknong éxovv
™mv Tpdbeon va gpapudoovy ) Mébodo Aoiknong tov Deming oty vanpecio tovg
010 HEAAOV, () va dtepeuvnBet o Babuog otov omoio T S101KNTIKA GTEAEY TG EAANVI-
KNG Anpocioag Atoiknong givat tkavorompéva and To eTinedO TG OPYAVOGIOKNG EMI0-
ong onw¢ petpninke e ta eninedo wovomoinong Toug 6e oyEom e Toug Pactkovg dei-
KTEC EMIOOGNC TOV OPYOVIGUAOV TOVS (6TOYO0L, avOpdTIvolL TOpOot, TPounOevTés, PEATIO-
og1c) kau (€) vo e€etootel 1 ovoyETion HeToEd TV Pacik®V Tapayovtov g Mebddov
Awoiknong tov Deming («Deming oto AvBpmmivo Avvapukdy, «Deming otnv Hyeoiay,
«Deming omv Eknaidevon kot v Emudpewon», «Deming otovg Ipoundevtéc» kot
«Deming ota Zvotiuatay) Kot Tov OtV enidoong (otdyol, avOpdmvor mopot, Tpo-
unBevtéc, PEATIOGELS) TV OPYOVIGUAOV TNG EAANVIKNG Anpdctog Atoiknong. To epotn-
LOTOAOY10 TG €pevvag oyeTIkd pe v MéBodo Atoiknong tov Deming, anoteheiton amd
59 epwmoelg mov avartuyOnkav and tovg (Kriemadis & Sioutou, 2019), ko dnuoypa-
QKA XOPOKTNPIOTIKA. ZVYKeVIpOONnKay 334 £ykvpa epOTNUATOAIYIO OO SLOKNTIKA
oTeAEYN TS EAMANVIKNG Anpdctog Atoiknong. Amd ta suprpoTa TG Epevvogs dtapaivetan
ot 1. H pébodog Aoiknong tov Deming epapudletar o€ pétplo Pabud oty eAAnvikn
onuoocta droiknon. 2. Ta downTIKa oteAéym ™S eAMVIKNG Anudctog Atoiknong mi-
o1eboLVV o€ peydro Babud 6tL n MéBodog Atoiknong tov Deming mpocBéter afia otnv
vnpecia Tovg. 3. Ta dotknTikd otedéym g eAAnvikKng Anpodctog Atoiknong €xovv g

peyéro Bobuod v npoddeon va gpoappocovy ) MéBodo Atoiknong tov Deming otig v-



nmpeoieg Toug 610 PEALOV. 4. Alomotdbnke péTplo enimedo kavomoinong Tmv S101KnTL-
KOV OTEAEYDOV OGOV 0POPAE GTNV OPYOVOGLOKY| ETIO0GT GTOVG TPOAVUPEPDEVTES OpYya-
VIoUOVG, OT™MG LETPNONKE UE T EMIMESN 1KAVOTOINOTG O GYEOT e TOVG Pacikoig Oeil-
KTEG EMOOONC TV 0PYAVICU®V TOVS (GTOYOL, avOp®dMIIvol TOpot, Tpounevtés, PeATim-
oelg) 5. Ymp&e pa ioyvpn kot BTk ouoyétion petald tov topayoviov g Mebddov
Atoiknong Tov Deming kot Tov GUYKEKPEVOV OEIKTOV ETIOOCNG TOV EPMOTNUATOANOY-
0V, OV UETPOVV TNV EMIOOCT TOV OPYAVICU®V TNG ONUOCLHG dtoiknong, Héow tov Pabd-
LoV 1KOVOTTOINGTG TOV SIOIKNTIKOY GTEAEXMV NG, €KTOG TOL Topdyovta Deming ota

Xvotpota'.

Ag€erg khewdra: Aoiknon Iowdmrog, Mébodog Atoiknong tov Deming, EAAnvikr An-

poota Atoiknon.
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CHAPTER I

INTRODUCTION

The current doctoral thesis deals with the implementation of W. Edwards
Deming's theory of Quality Management in Greek Public Administration and its possi-
ble impact on its structure, as it is called to operate in the context of globalization and

new geopolitical and economic conditions.

1.1. Topic and Context Background
1.1.1. Greek Public Administration Challenges in the new Era

Governments worldwide, face complex, multi-dimensional and global challeng-
es at a social, geopolitical and economic level, occurring due to a profound transfor-
mation of the world order. At the social level, managing population balance and density
levels, as also movement of refugees and migration, require sustainable solutions. Cli-
mate and environmental changes, as also energy resources management, require imme-
diate and effective handling. The major structural crisis of the past decades has affected
the global economy in financial matters, especially at the expense of governments,
bringing about crucial changes in their macro environment with all the implications
(Schmidthuber & Wiener, 2018).

The domino of global challenges has inevitably influenced Greek reality and it is
a challenge for Greek public administration to adapt effectively to the changing de-
mands. It is vital, that Greek public administrators overcome the conditions of low ad-
ministrative capacity and increase the effectiveness of government, in relation to the
international context, in order to adequately support the Greek economy as well as its
citizens. Public administration executives are called to face these issues and thinking
“outside the box™ and utilize innovative strategies to manage not only processes but the
people responsible for their development and implementation (Zurga, 2013).

The financial crisis have had a disastrous effect on both economy and society
and led to unemployment, ultimately poverty, social exclusion and various health is-
sues, reducing suddenly and drastically the standard of living of Greek citizens. The
Memorandum of Understanding that the Greek government signed, with EU / IMF cred-
itors (Enhanced surveillance framework for Greece, 2010), on controlling its deficit, has

accelerated the need for reforms and structural changes in Greek public administration.
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Additionally, the need for system-level transformation has arisen at the same time as
continuous improvement in organizational performance. These both types of changes
also require qualified individuals, who will be able to implement both types of changes.
Furthermore, the aforementioned reforms and structural changes may take a long time
to be achieved, as they are connected to the cultural change of Greek public sector, im-
ply changes to existing norms, and require constant training of a large number of senior

and junior level public administrators to work in new ways (Mylonas, 2019).

1.1.2. Global Trends in Public Administration
Two studies that performed after the crisis emerged, for the European Commis-
sion in 2010 and 2012, indicated that the member states’ National action programs were
focusing to: (a) improve the efficiency and productivity of Public Administration,
through the rationalization of public costs and the review of procedures in order to re-
duce the administrative burdens for a better service to citizens and organizations, (b)
incorporate the regulatory reform through regulatory impact assessment and better regu-
lation and (c) support and facilitate innovation to boost the economy. According to the
OECD Innovation Strategy, in order to successfully address the future of sustainable
Public Administration, three basic elements are needed: (a) Innovation, through learning
organizations, partnerships and employees participation. Learning organizations have
the capacity to adapt and compete through learning as they involve interrelations be-
tween individual behaviors, team organization, and organizational practices and struc-
ture, (b) Continuous improvement in PA organizations, through values-driven culture
and leadership, skilled and effective public servants and responsive and adaptive public
employment systems and (c) Structural changes in the system, through applying civil
service reforms identifying effective practices and tools to support their implementation,
establishing indicators and benchmarking performance and building communities of
practice and providing opportunities for networking (OECD, 2010). Another OECD’s
study also, proved that learning organizations are positively associated with Quality
Management models and tools and that quality has become an indispensable part of na-
tional Public Administration development, being incorporated in strategic and develop-
mental documents and plans (OECD, 2010).
Additionally, according to European Public Administration Network (EUPAN),

one of the important elements in Public Administration is to effectively managing the
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change. The challenges, that public administration faces, require adjustments in its or-
ganizational culture. The need for sustainable public finances as well as calls from citi-
zens for accountability, more efficiency and effectiveness of public organizations, leads
public administrations to become more result-oriented. Public administration leadership
needs to develop effective decision-making, increased accountability, quality manage-
ment in public services, teamwork, and emphasis on motivation and wellbeing at work
for public employees, in order to effectively deal with the new challenges. The core val-
ues are professionalism, collaboration, innovation, engagement, sustainability and
transparency. This increases the interest in quality management, new organizational
structures/models and more inter-organizational coordination and collaboration. Quality
management for public administration, in Europe, is a cornerstone and supports the de-
velopment and learning at international, national, as well as at organizational level.
Many efforts of developing quality models and tools and exploring different quality as-
pects have been applied during the past decades in public administration in Europe.
However, there is a need for public administration to better interpret and apply the qual-
ity philosophy and effectively adapt to the rapid changing demands. Thus EUPAN net-
work has contributed to the development and implementation of quality management
and quality management tools and practices like the Common Assessment Framework
(CAF) (EUPAN, 2019).

1.2.  Theoretical Background

William Edwards Deming was considered as the man who discovered quality
and as a quality pioneer (Aguayo, 1991; Creech, 1995; Gabor , 1992). He was catalyst
for the history of management and his idiosyncratic style of management focused, apart
from the functions of management and the best methods of managing an organization,
simultaneously on both the qualitative (behavioral) and quantitative (technical) side of
leadership (Mauro, 1999). These leadership’s characteristics combined with ethical
standards and strong humanistic leadership, transform the organization and lead to its
best possible long-term results and sustainability. Deming argued that for leadership
only the best efforts and experience are not enough. Hopes, without a method to achieve
them, will remain just hopes (Nelson, 1984). Managers should have the knowledge of a
theory of management, in order to improve quality and the competitive position of their
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organization. Deming incorporated the distillate of his Management Method in the 14
Points for Management that applies anywhere, to industry, government and education
(Deming, 1996).

Although Deming's management method was originally applied to the specula-
tive sector, it has so far been applied to, non-profit sector such as health, education, the
US federal government and other government worldwide (Calvo-Mora et al., 2006;
Moeller, 2001; Nabitz et al., 2000; Naylor, 1999). According to the literature, firms,
companies, governments and education institutes that have implemented Deming’s
management practices and values led to their performance improvement and excellence
(Agrawal, 2019; Sharma & Kodali, 2008; Wu, 2015). Also, the existence of worldwide
quality awards like Japan's Deming Prize, the USA's Malcolm Baldrige National Quali-
ty Award (MBNQA), and the EFQM Excellence Award (European Foundation for
Quality Management), proves the need for Quality Management practices implementa-
tion (Sharma & Kodali, 2008). Many scholars have claimed that the implementation of
transformational culture in an organization, supplier focus management and customer
oriented framework, generates positive effect on quality performance, resulting in total
customer satisfaction through continuous improvement and cost decrease (Flynn &
Saladin, 2006; Hackman & Wageman, 1995; Mohammad Mosadegh Rad, 2006;
Nasierowski & Coleman, 1997; Tata & Prasad, 1998;). Quality Management (QM)
practices like leadership institution, top management commitment (Anderson, Rung-
tusanatham, & Schroeder, 1994; Powell, 1995), employee and management training
(Adam et al., 1997; Kaynak, 2003; Saraph et al., 1989), teamwork, empowerment and
encouragement (Adam, 1994; Dow et al., 1999; Powell, 1995) are expand organization-
al capabilities and provide comparative advantage for sustainability.

There are several researchers who claim that QM practices do not have the same
effect on organization’s performance (Flynn, Schroeder, & Sakakibara, 1995; Ravi-
chandran & Rai, 2000). It is a fact that, in addition to quality management models, prac-
tices and tools for organizations, the adoption of quality philosophy, as outlined in
Deming's management method, is fundamental. Deming's philosophy of quality man-
agement is based on a deep knowledge system and its theoretical framework, offered for
practical application, including guidelines for implementation and not limitations.

Moreover, it is a management philosophy that is deeply humanistic. This makes it time-
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less and applicable to any organization. Deming's quality management method is a
management philosophy that, despite the passage of time, it is always innovative, as it
supports constancy of purpose for continuous improvement of quality, the overall trans-
formation, of the organization, the social accountability and the use of quality practices
in line with the rapidly and constantly changing consumers’ demands of contemporary

business environment (Petersen, 1999).

1.3.  Purpose of the Study

The primary purpose of this study is to investigate whether the principles and practices
of Deming's management method are applied in Greek Public Administration. More
specifically, the study focuses on determining to what extent the senior and junior level
Public administrators implement Deming's management method in Greek Public Ad-
ministration organizations in the present, to what extent the senior and junior level Pub-
lic administrators believe that Deming's management method adds value to their organi-
zation and to what extent they will implement it in the future. Additionally, the specific
study focuses on determining to what extent the senior and junior level Public adminis-
trators of Greek Public Administration are satisfied from the level of organizational per-
formance as measured by satisfaction levels in relation to the key performance indica-
tors of their organizations (goals, human resource, suppliers, and improvements). Fur-
thermore, the study aims to examine the relationship between the main factors, emerg-
ing from the 14 points of Deming's management method, and the organizational per-
formance of the abovementioned organizations as measured by satisfaction levels in re-
lation to the Key Performance Indicators of their organizations (goals, human resource,

suppliers and improvements)

1.4. Research Questions

The research questions considered in this study were the following:

1. To what extent is the Deming's management method being implemented in the
organizations of Greek public administration, by the senior and junior level pub-
lic administrators?

2. To what extent the senior and junior level public administrators of Greek public
administration believe that the Deming's management method adds value to their

organization?
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1.5.

To what extent the senior and junior level public administrators of Greek public
administration have the intention to implement the Deming's management meth-
od in their organizations in the future?

To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the achievement of the goals of their depart-
ment?

To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the performance of the human resources of their
department?

To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the collaboration with their suppliers?

To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the improvements they have applied on the op-
erational level of their department?

Is there a significant correlation between the key factors of Deming’s Manage-
ment Method (Deming on People, Deming on Leadership, Deming on Education
and Training, Deming on Suppliers and Deming on Systems) and the organiza-
tional performance of the abovementioned organizations as measured by satis-
faction levels in relation to the key performance indicators of Greek Public Ad-

ministration (goals, human resource, suppliers, improvements)?

Delimitations

The specific study was delimited at the Greek public administrators and in par-

ticular, to those who hold senior and junior level management positions in Greek Public

Administration, Ministries and Regional Administration, who implement, according to

the Constitution of Greece (Greek Parliament, 2008), primary sovereign and self-

organization authority (Tsountas & Triantafyllopoulou, 2010).

1.6.

Limitations

The study yields interesting insights. However, possible limitations of this re-

search were acknowledged as the following:
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1. A possible limitation in this study may be the honesty, accuracy and objectivity
of the respondents when completing the questionnaire.
2. Another limitation could be the understanding of the principles and the practices

offered by Deming.

1.7. Definition of Terms

Many definitions have been formulated for quality management and especially
total quality management. Deming, with his philosophy of management, set the frame-
work for quality management, which has been closely associated with total quality
management over the years. Deming's method of managing quality goes far beyond
management systems, as it is a philosophy that aims to transform the individual in order

to transform the system/organization.

The core pillar of Deming's theory is a system of profound knowledge. Accord-
ing to Deming “there is no substitute for knowledge”. Theory is prerequisite for
knowledge. However, as theories naturally lead to important questions, and as the an-
swers are combined with experience and examples, new knowledge is discovered, de-
scribed as profound knowledge. Deming’s system of Profound knowledge involves the-
ories about systems, knowledge, variation and psychology which are regarded as one
theory, since each one affects the other: (a) Appreciation for a system. Managers need to
fully understand the system in which they are called to act, identify its components and
their interactions, and direct their actions towards achieving its purpose; (b) Knowledge
of the Theory of Variation. Understanding the concept of variation in an organization, in
order to take action to eliminate the specific causes that cause the variation and provide
a rational basis of prediction for results in the future; (c) Theory of knowledge on behalf
of organizational management, which must understand and publicly state the philosophy
of its action and (d) Knowledge of psychology so that they can understand the diversity
of the individual, in order to apply different ways of approaching them. None of the
above mentioned theories is new, but their incorporation into a system generates
something new (Deming, 1986; Little, 1994).

According to Deming (1986), quality management are all the actions of leader-
ship to diffuse quality culture throughout the organization, with the constant aim of con-
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tinually improving processes, products and services through training and empowering
employees and cooperating and mentoring suppliers, aiming to meet and exceed the

needs of internal and external customers.

1.8.  Significance of the Study
Sustainable Development of Public Administration a Global Demand

In 2015, all United Nations Member States agreed on a 2030 Agenda for Sus-
tainable Development, which sets out a common plan for peace and prosperity, for peo-
ple and the planet, now and in the future. The 17 Sustainable Development Goals
(SDGs) are the result of decades of co-operation between countries and the United Na-
tions, including the United Nations Department of Economic and Social Affairs. These
goals are an urgent call for action by all countries, for global cooperation towards end-
ing poverty and other deprivation, through strategies to improve health and education,
reducing inequality and fostering economic growth, while tackling climate change and
environmental changes (preserving oceans and forests). The 17 SDGs “that have been
described as “the next era of human development that is transformational” (Caprani,

2016) are the following:

1. No poverty
Ending poverty in all its forms everywhere

2. Zero hunger
Ending hunger, achieving food security and improved nutrition and promoting sustaina-

ble agriculture

3. Good health and well-being

Ensuring healthy lives and promoting well-being for all at all ages

4. Quality education
Ensuring inclusive and equitable quality education and promoting lifelong learning op-

portunities for all

5. Gender equality

Achieving gender equality and empowering all women and girls

6. Clean water and sanitation
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Ensuring availability and sustainable management of water and sanitation for all

7. Affordable and clean energy

Ensuring access to affordable, reliable, sustainable and modern energy for all

8. Decent work and economic growth
Promoting sustained, inclusive and sustainable economic growth, full and productive
employment and decent work for all

9. Industry, innovation and infrastructure
Building resilient infrastructure, promoting inclusive and sustainable industrialization

and foster innovation

10. Reduced inequalities

Reducing income inequality within and among countries

11. Sustainable cities and communities

Making cities and human settlements inclusive, safe, resilient and sustainable

12. Responsible consumption and production

Ensuring sustainable consumption and production patterns

13. Climate action
Taking urgent action to combat climate change and its impacts by regulating emissions

and promoting developments in renewable energy

14. Life below water
Conserve and sustainably use of the oceans, seas and marine resources for sustainable

development

15. Life on land
Protecting, restoring and promoting sustainable use of terrestrial ecosystems, sustaina-
bly managing forests, combating desertification, and halting and reversing land degrada-

tion and halting biodiversity loss

16. Peace, justice and strong institutions
Promoting peaceful and inclusive societies for sustainable development, providing ac-
cess to justice for all and building effective, accountable, inclusive institutions at all

levels
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17. Partnerships for the goals

Strengthening the means of implementation and revitalizing the global partnership for

sustainable development (United Nations, 2020).

The 16th out of the 17 targets refers to the Public Administration of the coun-

tries as a catalyst for sustainable development. It refers to institutional dimensions of

Public Administration for a shared and lasting prosperity, through:

1.

Transparency with actions and possesses focusing on (a) National Open Govern-
ment Data initiatives, (b) adoption of legal framework mandating or encouraging

disclosure - targeted or not

Accountability with actions and possesses referring to constitutional or (a) legal
provisions for government accountability, (b) charters for civil service, (c) organi-

zational processes for accountability like performance processes

Anti-corruption with actions and possesses focusing on (a) adoption of anticorrup-
tion laws and creation of related institutions, (b) training and capacity building in

public institutions

Inclusiveness of decision making processes with actions and possesses focusing on
(@) changing the legal framework w.r.t. participation, (b) creating participatory
channels and mechanisms, (c) transforming organizational culture to accommodate

and manage participatory mechanisms in public institutions

Access to information with actions and possesses focusing on adaptation of organi-
zations to meet the requirement of access to information laws, including resources

and capacity building,

Non-discrimination of laws and policies with actions and possesses focusing on (a)
adoption of antidiscrimination laws and regulations and related institutions, (b)
building capacity and training in public institutions. These principles apply to all

objectives of 2030 Agenda for Sustainable Development (United Nations, 2018).

Consequently, there is a need for the governments of the countries to be pre-

pared to achieve these goals. Public Administration needs to be transformed in order to

respond effectively to the new conditions and demands, adopting a new contemporary

and timeless management philosophy such as the Deming Management Method for
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quality. Deming Management Method, includes systematic thinking, optimal
knowledge, and collective intelligence that focuses on the interaction between the sys-
tem and its environment (Barouch & Ponsignon, 2016; Chen, Dahlgaard-Park, & Yu,
2014; Mosadeghrad, 2014). In addition, flexibility and adaptability to the constant
changes of the internal and external environment are required, based on a valuable and
ongoing dialogue with all stakeholders on quality and systematic thinking to create a

quality culture in Public Administration (Dahlgaard-Park, Reyes, & Chen, 2018).

Success of Deming’s Management Method Implementation

International bibliography shows that the Deming Management Method has led
Small and Medium Enterprises and the industrial and manufacturing sectors to make
great progress in innovating their products and processes (Abbott, et al., 2019; Akanbi,
Oyedolapo, & Steven, 2019; Antony, Setijono, & Kumar, 2012; Box & Woodall, 2012;
Kumar, Khurshid, & Waddell, 2014; Kureshi, Qureshi, & Sajid 2010). In addition,
health sector has also adopted quality management practices to ensure the quality of
services provided and to minimize costs by reducing fluctuations in outcomes and iden-
tifying opportunities to improve clinical outcomes and cost-effectiveness (van Schoten,
de Blok, Spreeuwenberg, Groenewegen & Wagner, 2016). Over the years, the education
sector has also found that the incorporation of quality practices, both in management
and in the educational process, had excellent results based on the continuous improve-
ment of educational unit processes. The Quality practices enhanced the educational en-
vironment, improved productivity and the quality of educational programs, increased
the speed of educational services, reduced costs and improved quality (Bilen, 2010;
Mehta & Degi, 2019; Tseng, Wu, Wu, & Chen, 2010.). Finally, Deming Management
Method has been adopted by many governments worldwide and the implementation of
quality practices has led to positive results in process improvement, participatory man-
agement and effective collaboration with suppliers and citizen satisfaction (Gomes,
Small, & Yasin, 2019; Rodgers & Antony, 2019).

This study is useful in deploying the concept of Deming Management Method in
Greek Public Administration. The study will be a useful tool to: (a) all government sen-
ior and junior public administrators and policy makers, (b) the administrative executives

of Public Sector, and (c) University Professors in Management / Total Quality Man-
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agement and graduate/undergraduate students in management and economics with an
interest in Deming Management Method and Total Quality Management for research
purposes. More specifically, the present study of W. Edwards Deming's theory of quali-
ty in Greek Public Administration and its possible impact on its leadership, structure,
strategy, systems and people, as it is called to operate in the context of globalization and
new geopolitical and economic conditions, provided information concerning (a) the ex-
tent to which the principles and practices of Deming's management method are imple-
mented and add value to Public Administration, (b) the extent to which the public ad-
ministrators have the intention to apply the Deming Management Method in the future
and (c) the extent to which the public administrators are satisfied from the level of or-
ganizational performance as measured by satisfaction levels in relation to the key per-
formance indicators of their organizations (goals, human resource, suppliers, improve-
ments) and (e) to examine the relationship between the key factors of Deming Manage-
ment Method (Deming on People, Deming on Leadership, Deming on Education and
Training, Deming on Suppliers and Deming on Systems) and the key performance indi-

cators (goals, human resource, suppliers, improvements) of their organizations.

As Deming Management Method has been successfully applied to a wide range
of organizations and as global trends for Public Administration, as recorded by the
United Nations, OECD and EUPAN, indicate practices that are aligned with Deming
theory for Quality Management, it is concluded that it can be applied with similar re-
sults in Greek Public Administration as well. Also, since literature has not recorded a

corresponding study in Public Administration, this research is about to fill that gap.
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CHAPTER Il

LITERATURE REVIEW

2.1. Public Administration

Public Administration exists in all countries of the world, irrespective of their
government system. The term Public Administration is generally characterized by all
legal tools and actions, aimed at achieving a concrete result for the satisfaction of the
general interest of the citizens of a state. The Public Administration of a country is part
of its state mechanism, and in particular of its executive authority, which is the second
most distinct function of the state, between the legislative and the judiciary (von
Westphalen, 2007), existing in any democratically favored state. In the broad sense,
Public Administration includes two sub-concepts: that of each Government and of Ad-
ministration. It is noted that in the strict sense of these political terms, Government dif-
fers from Administration. Government moves with absolute (legitimate) initiative and is
the one that sets the guidelines, while Administration is limited to the implementation

and monitoring of governmental will (Tsountas & Triantafyllopoulou, 2010).

Public Administration is based on a set of principles that govern and legitimize
its action, which are called fundamental principles of administrative law and have con-
stitutions basis (Apostolos, Pavlopoulos, Siouti, & Flogaitis, 2015). Their importance is
decisive for the interpretation of the rules of administrative law and the unity of their
implementation. In particular, the main ones are the following:

o The principle of legality of Public Administration

o The principle of supremacy and the protection of the public interest
o The principle of good administration and the legitimate expectation of the citi-
zens

o The principle of proportionality

o The principle of impartiality of Public Administration authorities
o The principle of equality and meritocracy
o The principle of transparency and effectiveness of administrative action

(Akrivopoulou & Anthopoulos, 2015).
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International bibliography presents extensive reference to the concept of Public
Administration and many definitions have been recorded in an effort of identifying it.
But the concept of Public Administration is so vast and complex, that it cannot be ex-
pressed in only one definition. Public Administration can only exist within its political
framework, which differentiates it from private or business administration and reflects
the cultural norms, beliefs and power realities of its society. In Public Administration,
those who control political power are the public policymakers for public interest and the
administrative officers implement those public policies. Furthermore Public Administra-
tion includes services that collectively cannot be so well offered individual and ensures
the execution of public law and regulation. In example, organizations like police or fire
departments were created to be available to do what the citizens cannot do for them-
selves. Additionally individuals try to maximize their private gains and this is a fact that
does not result in the maximization of social benefit. Also, as individuals act in their
self-interest, destroy public resources. In this context Public Administration is crucial to
the process of regulating individual behavior in the interest of common good. Conclud-
ing, we can say that Public Administration is the art and science of management, ap-
plied to the public sector and offers opportunities of idealism application in the offering
of public service (Shafritz, Russell, & Borick, 2015).

2.2. Historical Review

Public Administration reforms

Since antiquity, kings and emperors in order to administer the practical function-
ing of the government, required resources secured through taxes. Prior to the 19th cen-
tury, governments were characterized by nepotism, favoritism and political subjection.
The civil servants have long been the "eyes and ears" of the rulers. During the medieval
era, government staffing was consisting of the trained elite, officials needed for activi-
ties such as legal record-keeping, paying and feeding armies and levying taxes records.
Due to the need of finding new markets and resources, the European imperialist era

went ahead and the need for a complex Public Administration increased.

The concept of management, based on values and control (Kazin & Kazin,
2010), characterized by highly centralized bureaucracy, is encountered for the first time
in ancient China (Ferlie, Lynn, & Pollitt, 2005) which, according to the literature, al-
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ready since 12th century affects Europe and is characterized as the birth of modern bu-
reaucracy (Creel, 1974).

Lorenz von Stein (1855), described Public Administration as a form of adminis-
trative law, relying on many predetermined concepts such as sociology, political sci-
ence, administrative law and public finances. He is considered the founder of Public
Administration science and he argued that Public Administration should incorporate the
aforementioned scientific disciplines, in its operation and that civil servants should deal

with both theory and practice.

In America, modern Public Administration has influences from the classical and
liberal philosophers of the western world and is based on the principles of Aristotle, to
John Locke and Thomas Jefferson for democratic governance (Jefferson, 1952; Locke,
2014). In particular, in the United States of America, academician Woodrow Wilson,
President of the United States of America for 8 years, was recognized as “The Father of
Public Administration” and he argued that bureaucracy should be run like a business
and that the subject of the administrative study should be to determine what the gov-
ernment can do competently with success, at the lowest possible cost. He also advocated
the separation of politics and administration, that has been the subject of lasting debate
(Wilson, 1887). Within the same period in Europe, another great physiognomy, Max
Webber, was associated with the Classical Public Administration bureaucratic theory.
His theory approaches bureaucracy through a rational prism based on 9 fundamental
principles which constitutes Weber's bureaucratic model (rational-legal model). Weber
argued that modern bureaucracy when applying those principles in an organization can
achieve enhanced efficiency, effectiveness and performance. Those principles are the

following:

o Specific job description and duties.

o Recruitment based on merit and certified qualifications.

o Regulations and uniform principles in the administrative system.
o Careerism with systematic salary structure.

o Hierarchy, responsibility and accountability.

o Adopting a formal behavior governed by discipline rules.

o Domination of ethical laws.
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o Impersonal authority.

o Political neutrality (Fesler, 1965).

The weakness of this system lies in the fact that it restricts employees to strictly defined
tasks, degrades their creativity and initiative and makes them feel absent from the vision
of their organization (Jeong Chun & Nor Fadzlina, 2012).

Frederick Taylor (1914), known as the "father" of Scientific Management & Ef-
ficiency Movement, believed that the application of scientific analysis would lead to the
optimization of the processes of a business or an organization, resulting in cost and time
saving (Jeong Chun & Nor Fadzlina, 2012). Taylor's theory of scientific management
(known as Taylor's Principles or Taylorism), was based on four main principles propos-
ing: (a) to replace empirical methods of management with scientific management meth-
ods, (b) to train and develop employees using a targeted and scientifically base, (c) to
provide detailed instructions and on-the-job guidance to each employee, and (d) to di-
vide managers and workers responsibilities, so that the managers with scientific man-
agement principles plan the work and the workers to perform it. Taylor's believed that
managers are responsible to enforce the adoption of standardization of methods, the
adoption of the best tools and working environment, and cooperation in order to ensure
the work effectiveness (Jeong Chun & Nor Fadzlina, 2012; Taylor, 1914).

Although the separation of politics and administration is still a hot issue for Pub-
lic Administration today, Luther Gulick and Lyndall Urwick, second generation schol-
ars, have questioned this separation since the 1940s and have supported the implementa-
tion of an unobtrusive discretion and interaction. Until then, organizational theories,
based on reasonable assumptions and generalizations on human nature, began to be
abandoned. Gulick developed an inclusive, general theory of the organization, based on
scientific methods, efficiency, professionalism, structural reform and executive control.
Second-generation theorists have supported the application of this general management
theory to both the private and public sector and, by extension, the administrative theory

to governmental organizations (Fry, 1989).

During the 1950s, Public Administration in the United States met the satisfac-
tion of its citizens due to the successful war effort and the successful post-war recon-
struction of the country in Western Europe and Japan. In the 1960s-1970s, the govern-

ment itself, because of the costly Vietnam War and domestic scandals, such as the Wa-
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tergate scandal, was characterized by its citizens as ineffective. It was citizens’ demand
the replacement of bureaucracy with an effective administration through reforming and
distancing Public Administration from politics. After the Second World War, Public
Administration included the concepts of policy formulation and analysis by the gov-
ernment's decision-making bodies. At this time, as the human factor has become a key
component of policy-making, sciences such as psychology, anthropology and sociology
have been incorporated into the study of Public Administration (Jeong Chun & Nor
Fadzlina, 2012). On the other hand, the governments of Central and Eastern Europe
were characterized by a complexity, due to many more functions than the governments
of the western world. Moreover, these governments, due to their partisan nature and
centralization, presented a negative and dysfunctional position in the face of administra-
tive reforms, and once their system was cleared, the need of a democratic Public Ad-
ministration system and established administrative culture in Central and Eastern Eu-
rope has led to the choice between different Public Administration models for institu-

tional development (Randma-Liiv & Drechsler, 2017).

In the late 1980s, David Osborne and Ted Gaebler, who formed the new genera-
tion of Public Administration theorists, formulated their theory of New Public Man-
agement (NPM). In their theory, they presented a new model for Public Administration
that supports the use of private sector models, organizational ideas and values to im-
prove efficiency and service-orientation of the public sector. The NPM has been charac-
terized as an attempt for structural reform of Public Administration in the post-
communist era in Europe (Randma-Liiv & Drechsler, 2017). Additionally, there was a
clear focus on transparency, accessibility and decentralization by creating many acces-
sible means of exchange between citizens and public sector (Pierre, 2003). The most
important problem for reformation was the shortage of employees with the required
qualifications, values, commitment and loyalty. In U.S.A., during Clinton’s Administra-
tion (1993-2001), Vice President Al Gore adopted NPM in U.S. federal agencies which
for the very first time began to treat citizens as customers (Andrew & Bill, 2006). De-
spite the fact that NPM had been criticized for considering people mostly as economic
units, it is still applied to various governmental organizations in many OECD nations
(Stone, 2008).
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A successive to NPM reform that has been conducted in the late 1990s, was the
Digital Era Governance, that suggests a series of changes that are made through IT and
information management in many dimensions simultaneously. By this reform, the We-
berian remnant of “closed files” was left behind, allowing citizens to manage their rela-
tion with the government through internet, achieving greater self-administration and
freedom. Digital Era Governance introduced to Public Administration a new perspective
to a more flexible customer-centered approach (Dunleavy, Margetts, Bastow, & Tinkler,
2006).

Through the second decade of the 21 century, in many northwestern European
countries, began more or less to emerge new forms of governing that were shaping the
New Public Governance reform (Torfing, Peters, Pierre, & Sorensen, 2012). Although
we cannot find a precise theoretical or ideological background that supports the New
Public Governance, in Public Administration of many OECD countries, were observed
(a) participatory trends bringing together in a continued dialogue public administrative
servants and citizens, (b) collaboration and interaction between public agencies and
stakeholders and (c) new management tools and accountability systems that improve the
internal motivation of administrative employees and the capacity for organizational cul-
ture and innovation (OECD, 2009; 2011a; 2011b). These administrative trends propose
a systematic perspective and shape the theoretical framework of the New Public Gov-
ernance as an elaborated model of the political and administrative system that accord-
ingly promotes the empowered participation, multi-stakeholder cooperation, new ad-

ministrative tools and multiple forms of accountability (Torfing & Triantafillou, 2013).

Observing the reforms happening in Public Administration management
throughout the decades, we conclude that the main goal of Public Administration is to
deliver more efficient and effective public services to the citizens and the organizations.
As we are progressing towards 2020, Public Administration will continue to face finan-
cial crises, terrorist actions, natural and man-made disasters, natural resources stocks
issues and social cohesion issues in global and national level (O’Leary & Van Slyke,
2010). Globalization and information technology have triggered rapid multilevel chang-
es in strategy formulation and trends globally, to which Public Administration has to
respond and adapt. Private sector management methods and practices, such as Quality

Management, Strategic and Budgeting Planning, benchmarking, cooperation with

31



stakeholders, have been adopted from the public sector in an effort for continuous im-
provement towards “customer’s” satisfaction (Zulean, Andreescu, Gheorghiu, Roescu,
& Curaj, 2017).

2.3. Quality Management

People are constantly seeking to meet their always changing needs and to im-
prove the quality of their living standards. This is not always at their absolute discretion,
because it is influenced by many exogenous impersonal forces, which take place in the
large macro environments (socio-cultural, political-legal, economic, technological, and
physical), which cannot be influenced by individuals. Such events like the two World
Wars were milestones for the concept of quality, which is closely linked to the constant
effort of people to meet their basic needs more and more effectively, but also to the or-
ganization’s need to satisfy the requirements of the triptych quality, cost and time and
finally their customers (Estes & Sirgy, 2019). During the periods of mass production,
the need of Quality Management emerged in order for the organizations to assure cus-
tomers’ satisfaction, to maximize their economic success and facilitate international

trade.

For this reason, quality is a concept that cannot be clearly and precisely defined.
Quality lies in the perception of the recipients of the products or services. Due to the
fact, that the needs of the recipients are constantly changing over time and are always
influenced by fast changing external forces, the quality framework needs to be constant-
ly redefined and the quality management ways of thinking, the methods and the tools
should be constantly evolved and transformed (Harvey & Green, 1993; van Kemenade
& Hardjono, 2019). Many researchers studying quality management concluded that
over the years there have been periods, phases and models of different management ap-

proaches that have been formulated to meet the quality management requirements.

According to the literature, there are four important “periods” for quality man-
agement where its main characteristics were: a) during 1900-1930 the inspection in or-
der to detect the product defects; b) from 1930s to 1950s the quality control of the final
product quality; c¢) during 1950 -1970 quality assurance that came up to assure the in-

termediate and final quality of products and services; and d) 1970s to 1980s total quality
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or strategic quality management that acted as a catalyst to the quality management of
services and products globally (Garvin, 1984; Hermel, 1997).

Also Dahlgaard (1999) described three “phases” for quality management: a) the
first phase from the mid-1940s to the early 1960s, when quality was expressed through
quality of the products and the extent which they met the identified standards, (b) the
second phase from the early 1960s to the early 1970s, when “meeting customers’ re-
quirements” was the main focus of quality and (c) the third phase: from the early 1970s
to the early 1990s, when the main object of quality was customers’ satisfaction, offering

them excellent products and services (Dahlgaard, 1999).

Spencer (1994) and Chaffee (1985) have distinguished three models of strategy,
the mechanistic, the organismic and the socio-cultural model. Guillen (1994) spoke
about scientific management, human relations, and structural analysis, the three "man-
agement models™ that contributed to the development of Total Quality Management
(Guillen, 1994). Another classification of quality management is the distinction in (a)
old or classical, focusing on identifying and reducing errors and improving systems and
tools through administrative technigques such as Six Sigma or Lean thinking methodolo-
gy (b) new quality management focusing on creating the conditions for ensuring effec-
tive change and crisis management (Williams, Wiele, van der,Iwaarden, van, Bertsch, &
Dale, 2006).

The study of quality management literature leads to the conclusion that quality
evolves according to the demands of the new era. This guides to the assumption of three
time periods of quality management development. At the beginning of the 20th century,
around 1920, the foundation for a systematic approach for quality management was es-
tablished. In this time period of the second industrial revolution and mass production of
goods, the main objective of quality management was the quality of the end product.
Since the control of all products produced was very costly, sampling was adopted with
the help of statistical process control for quality assurance. By using statistical methods
it was possible to identify the defects and the process variation, discern the unstable sta-
tus of the product characteristics and processes and decide type of actions needed to re-
duce these special causes as well as the common causes of variation. Leadership was

directive and controlling with the risk of bureaucracy. Quality control systems were one
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of the characteristics of this period, as American Society for Quality Control (ASQC) in
1946 and European Organization for Quality (EOQ) in 1956, were established (van
Kemenade, van Hardjono, & Pupius, 2008).

The 1950s arise with innovative practices in quality management by Deming,
with the discovery of the Plan Do Study Act (PDSA) cycle and the Kaizen approach by
Imai. This period was characterized by an evolutionary perspective (Whittington, 2000),
considering that treating an organization as many separate entities is inappropriate and
sought the overall approach of all parts and processes in a circular way of working
(PDSA). At this time the goal of the administration is to convince how the ideal reality
of the organization should be. For this reason, leadership gains supportive and guiding
features and provides guidelines and models such as the ISO9000 series and the Euro-
pean Foundation Quality Management (EFQM) Excellence Model. This period also in-
troduces prizes such as the Malcolm Baldrige National Quality Award and European
Quality Award, which set standards and rules to motivate organizations for continuous

improvement (van Kemenade, van Hardjono, & Pupius, 2008).

In spite of the success of those quality models and awards, reality has shown that
these models could not be effectively applied to all organizations. Thus a period of
search and realization of the existence of different realities has followed. Emphasis was
placed on people, their perceptions, their interactions and their exploratory perspective
as professionals, in order to define in each case the mechanism for effective implemen-
tation of quality by each organization (Vinkenburg, 2006). Despite the ongoing trans-
formation of quality management through the decades, many researchers mentioned that
several quality issues remained unsolved and quality management has not had the ex-
pected success and results. It is supported that leadership does not involve everyone to
the quality process, does not apply participative culture, does not implement evaluation
process properly, and does not enable communication among departments and employ-
ees as well as emphasizing more on the lowest price at the expense of quality (Asif, de
Bruijn, Douglas, & Fisscher, 2009; Miller & Cangemi, 1993; Mosadeghrad, 2014; van
Kemenade, 2015).

On the other hand, great thinkers are studying how quality management will cor-
respond to the current era of continuous change and the ever changing needs of the
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uniqueness of today’s organizations. Researchers have come to the conclusion that qual-
ity should be approached by a practically systemic manner, in order to effectively deal
with the inability to cope with changes and crises of the internal and mostly the external
environment. Actually quality management theory and practices involve systemic think-
ing that focuses on the interaction between the system and its environment (Barouch &
Ponsignon, 2016; Chen, Dahlgaard-Park & Yu, 2014; Mosadeghrad, 2014). The envi-
ronment nowadays creates a state of chaos in which every organization should, with the
proper response of its people, adapt itself as a chameleon to survive. There is need for a
concerted effort, to communicate effectively with all stakeholders, given that the needs
of quality are constantly changing. It is about making decisions based on optimal
knowledge and collective intelligence. Knowledge over the last years has been a major
economic resource for the economic development as well as a social resource, as con-
tributor to the global challenges of modern times (Stehr & Ruser, 2018). Possessing this
knowledge and in conjunction with the soft skills, people become the most important
asset of an organization and human and social relations constitute the most critical fac-

tor for the organizational excellence (Conti, 2006; Drucker, 2000).

Managing quality in the twenty-first century requires the memory of the past. Its
course, from the rise of 20th century to the present, has recorded different ways of
thinking and approaches, different tools and methods as well as it requires a strong per-
ception of the environment and the choice or combination of appropriate information
and practices (Barouch & Ponsignon, 2016; Markauskaite & Goodyear, 2016). Addi-
tionally, flexibility and adaptability to the constant changes of the internal and external
environment is required, on the basis of a valuable, continuous dialogue with all stake-
holders regarding quality and systemic thinking to create a quality culture in the organi-
zation. This could lead to the conviction that all the above mentioned characteristics
should form the real new theoretical frame of Quality Management (Dahlgaard-Park,
Reyes, & Chen, 2018). This frame fits totally to W.E. Deming’s philosophy and his 14
principles for management and goes beyond TQM, as we know it to date. It is exactly
what has happened in Japan with Deming's contribution to the emergent thinking of
Japanese. Deming defined 14 points and 5 deadly diseases for management. Hardjono
(2005) mentioned this creative thinking, with a relation to radical innovation, edgewise

thinking and investing intellectual capacity. Deming's philosophy is also reflected in the
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Deming Prize of Japan, where in comparison to other awards like the Malcolm Baldrige
National Quality Award and EFQM Excellence Award, only limited norms have been
formulated so that his management method could fit everywhere (van Kemenade &
Hardjono, 2018).

Quality Management Implementation

Quality Management, in addition to the contribution of the great Quality Gurus,
who have shaped its context since its emergence, presents methods, tools and tech-
niques for its effective implementation (Mukherjee, 2019). Some of these Quality Man-
agement initiatives are Total Quality Management (TQM), Lean Management, Six
Sigma, EFQM Excellence Model, Malcolm Baldrige National Quality Award
(MBNQA), Deming Prize, Quality Control, statistical quality techniques, quality assur-
ance and ISO 9001 (Lakhal, Pasin, & Limam, 2006).

Skepticism for Quality Management

Although, extensive studies have established that Quality Management practices
and related tools have a positive influence on the quality applicants, there are indica-
tions that they are not effective in a holistic manner. It has been noticed, that quality
tools can emphasize some areas without being able to guarantee the improvement of all
levels of the organization (Kim, Kumar, & Kumar, 2012; Maria, Claudia, & Maria,
2017). Despite the fact that bibliography has recorded limitations on the implementation
of quality management systems, research in general has shown that quality management
improves the efficiency and effectiveness of the organizations and suppliers, improving
the quality of products and services, while maximizing their profit (Dimitrios,
Evangelos, & Gotzamani, 2015; Liu, et al., 2017).

Quality Management on Business and Industry

Many researchers have stated that Quality Management practices led Small Me-
dium Enterprises to make great progress in their product and process innovation
(Akanbi et al., 2019; Antony et al., 2012; Box & Woodall, 2012; Kureshi, Qureshi, &
Sajid, 2010; Sinha & Xiaofen, 2013) in UK, Australia (Abbott, et al., 2019; Kumar et

al., 2014), in emerging economies of Asian and African regions (Chakraborty, Mutingi,
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& Vashishth, 2019; Deng & Zhang, 2018) and other industrialized nations (Kumar et
al., 2014; Roh, & Martin, 2018).

Also, the implementation of Quality Management Systems (QMS) in the indus-
trial and manufacturing sector has proved to be a prerequisite for maintaining a solid
quality level on operational, products and services level (Lin & Chai, 2012), that leads
them to high business performance and their success entry and stay in the markets
(Ismyrlisa & Moschidis, 2018).

Quality Management on Health and Education

Following the successful impact of the implementation of quality management
in the industrial sector, health sector has adopted quality management practices as well.
The health sector worldwide has started to implement the quality management initia-
tives since 1999, to ensure the quality of the services provided by reducing the varia-
tion, to minimize costs, and identifying opportunities for improving the clinical out-
comes and cost-effectiveness (van Schoten et al., 2016).

Over the years, the educational sector has discovered that the incorporation of
quality practices in its administration, as well as in the educational process, has excel-
lent results in the continuous improvement of the educational unit processes, the stimu-
lation of the educational environment, the increase of productivity, the improvement of
the curriculum, increasing the speed of training services, reducing costs and improving
quality (Bilen, 2010; Mehta & Degi, 2019; Tseng et al., 2010).

Quality Management and Public Administration

Public sector for decades is facing the challenge to function in stagnant or de-
clining economies, with ever-shrinking resources and ever-increasing demands from the
citizens, the society and the private sector. Since 1980, efforts have been applied for re-
forming the public sector in order to be less costly and more effective, responding to the
ever changing needs of citizens. Although this was not an easy task, the philosophy of
quality was adopted by many governments worldwide and the application of quality
practices such as TQM, Lean Management and Six Sigma led to positive results in im-
proving processes, participatory management, effective cooperation with suppliers, re-

ducing costs and satisfying citizens (Gomes et al., 2019; Rodgers & Antony, 2019).
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Numerous businesses, leaders in their sector, have implemented quality practices
and have been awarded for them. The most known manufacturing companies like
Motorola, General Electric, Honeywell and global pharmaceutical companies such as
Baxter, Eli Lilly, Johnson & Johnson and Novartis have adopted Six Sigma methodolo-
gy. Also KLM, Nestl¢, Bosch, Philips, Renault, Volkswagen AG, BMW have applied
quality management initiatives and have been awarded by the European Foundation for
Quality Management (EFQM). However, the National Institute of Standards and Tech-
nology (NIST), agency of the U.S. Department of Commerce has awarded the Malcolm
Baldrige National Quality Award to Memorial Hospital and Health Care Center, Sutter
Davis Hospital, Boeing Aerospace Support, Caterpillar Financial Services Corp., The
Ritz-Carlton Hotel Company, Merrill Lynch Credit Corp, Xerox Business Products,
Systems and Services, IBM Rochester, Federal Express, Commercial Nuclear Fuel Di-
vision of Westinghouse Electric Corp., Motorola, Charter School of San Diego, Mont-
gomery County Public Schools, Richland College, University of Wisconsin—Stout and
many other for their performance excellence (Klochkov, Alasas, Anand, & Papic,
2019).

2.4.  Total Quality Management

Total Quality Management is a big part of the quality movement. As we have al-
ready mentioned, TQM as a management practice is a new way of organizing business-
es and has begun to be applied since 1949 by the Union of Japanese Scientists with the
contribution of W.E. Deming, with the direct goal to improve productivity. This en-
deavor was also attempted in the USA in the 1980s, about 30 years later, and soon it
became applicable in Europe. This attempt was favored by the emergence of human po-
tential movement in USA in the 1970s. The American movement of human potential
considered that every human can cultivate an extraordinary potential and through max-
imizing self-esteem can achieve complete emotional health capable of facing any chal-
lenge experience and exceptional quality of life filled with happiness, creativity, and
fulfillment. The human potential movement that emerged in America in the 1970s was a
stroke of fortune for Deming, that facilitated him to frame the essentials of TQM, by

combining the ideas of other quality management gurus such as Juran and Peter Druck-
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er, his philosophy and the knowledge got from the three decades of managerial consult-
ing (Marcus, 2008).

Total Quality Management (TQM) has been considered as a holistic manage-
ment philosophy that seeks the continuous improvement of products and processes and
the overall organizational function, as well as exceeding customer's expectations
through everybody’s participation. Researchers have observed enhanced management
efficiency, performance improvement and quality and excellence characteristics for the
organizations implementing TQM principles (Chen, Anchecta, Lee, & Dahlgaard, 2016;
Fu, Chou, Chen, & Wang, 2015). Additionally, TQM improves employees' satisfaction
from their job, their performance and efficiency, employees’ loyalty (Arunachalam &
Palanichamy, 2017; Tang, Chen, & Wu, 2010), employees' involvement and reduces
absenteeism from their work (Putri, Yusof, Hasan, & Darma, 2017; Sila, 2018). These
improvements in the overall function of an organization, by implementing TQM, in
turn, may increase financial performance. Better quality may have positive effect in
market share, return on investment, and return on assets (Curkovic, Vickery, & Droge,
2000), enhance productivity, reduce internal costs and thus increase profits (Gustafssoni
& Michael, 2001).

By the late 1970s, as America realized a large trade deficit with a significant
drop in market share vis-a-vis Japan, particularly in the automotive sector, started look-
ing for the man who was the cause of the Japanese miracle. So in 1981 Ford and Gen-
eral Motors requested Deming's contribution. Also many other manufacturing and busi-
nesses followed the same paradigm. In the mid-1980s, Deming was requested to apply
his principles for management in education and government. The presence of at least
one working group in each of the 27 states and the Ministry of Defense marked the in-
troduction of TQM in the federal government of USA (Gabor , 1990; Kamensky, 1996;
Walton, 1986). By the early 1990s, following the global application of TQM in the in-
dustry, presidents Reagan, Bush, Clinton and Vice president Gore, Obama and Trump
adopted its principles and embraced the idea that business governance principles can
also be applied to the government (Berman, Bowman, West, & Van Wart, 2019). After
the successful results of many USA companies that implemented TQM, in 1988, 14
leading West European companies realized that their only way of staying in business

was to change their organizational culture regarding quality. They established the Euro-
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pean Foundation for Quality Management. The European Quality Award, which was
sponsored by the European Commission and the European Organization for Quality, is
awarded to organizations which present a successful approach to total quality and con-

tinuous improving in their organization’s performance (Kriiger, 1999).

2.5. William Edwards Deming

William Edwards Deming is considered as a catalyst figure in the history of
management (Chvala & Johnson, 2017). Actually, his academic interest was the emerg-
ing field of statistics and the application of statistic methods in order for the manage-
ment to take the right decisions. Apart from his mother Pluma Irene Deming who con-
tributed to the development of his character, his industrious nature and his quest for
knowledge, he was influenced from significant personalities and great thinkers as Clar-
ence Irving Lewis (founder of conceptual pragmatism), Kast & Rosenzweig (general
systems theory), Walter A. Shewhart (“father of modern quality control”), Ronald A.
Fisher (developed sampling techniques and randomization procedures), Jerzy Neyman
(major achievements in mathematical statistics and behavioral statistics) and Clarence I.
Lewis (philosophical ideas of thinking deeply and in many ways). Deming was able
both to recognize the value of great thinkers, to appreciate its significance and to inte-
grate their ideas (Blankenship & Peterse, 1999). Thus, making use of the knowledge
gained by the important scientists he met, Deming developed a contemporary manage-

ment philosophy which was the cornerstone of the quality movement.

He manifested an idiosyncratic style of management that approaches the organi-
zation in a holistic manner, for the continuous improvement of all organization process-
es, through the participation of all employees and stakeholders and the use of statistical
tools for decision making, resulting high quality products and services, to meet and ex-
ceed customer satisfaction (Kriemadis, Thomopoulou, & Sioutou, 2017). Deming intro-
duced the initially known Deming Philosophy, which afterwards became known as To-
tal Quality Management, by incorporating SQC into the social science of human inter-
actions and especially in the personality that had imprinted in the Human Potential
Movement of the 1970s (Marcus, 2008). Actually he contributed uniquely to the mod-
ernization of Quality Management (Mukherjee, 2019).
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2.6. Deming in Japan

By the end of World War I, the Japanese industrial leaders decided the Japan's
industrial revitalization. This could only happen by abandoning the prewar poor quality
goods production and producing consumer goods that were competitive to those of in-
ternational markets. The Japanese, searching among the America’s managerial theorists,
invited Deming to manage the Japanese postwar census. Deming was considered from
the Japanese as a technical genius in the areas of mathematics, statistics, and statistical
variation and adopting the Statistical Quality Control (SQC) to the Japanese manufac-
turing, became the one responsible for “The Japanese miracle” (Marcus, 2008).

He first arrived in Japan in 1947 and during his stay he met and socialized with
scientists of Japan’s most important quality control organization, JUSE (Union of Japa-
nese Scientists and Engineers) (Marcus, 2008). Deming, with his presence there, real-
ized that Japanese managers and technical staff were entrusted with the responsibility
for quality control by 85%, while only 15% the remaining staff and he insisted that this
exactly was the problem. He argued that this percentage should change and maintained
that quality control should be incorporated in every work process and employees’ rela-
tions and all hierarchical levels personnel should be aware of statistical control technics.
Deming also introduced to the industry leaders the systematic approach for any issue of
their organization, by applying the Plan, Do, Study, Act procedure (PDSA) or Deming
cycle (Leitner, 1999).

e Adoption of change,
or abandoning it, or
running through the

cycle again
e Act Plan &
udy | Do

¢ Planning the im-
provement of a pro-
cess or a product

St ¢ Implementation and
¢ Monitoring, measur- testing the process or
ing and analyzing product, planned in
the results of the pre- the previous stage

vious stage

Figure 2.1. Deming’s PDSA Cycle
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The PDSA cycle is a flow diagram for monitoring and improving a process. At
the first step "Plan" is being generated an idea for improvement of a process. This 1st
stage is the keystone of the whole cycle and leads to a plan for a test, comparison, ex-
periment. This stage should wise organized, as a superficial start may be ineffective,
costly and frustrating. At this stage there may be a choice between a variety of sugges-
tions, where their possible outcomes should be compared in terms of probability of new
knowledge or profit. At the second stage “Do” a test or comparison in a small scale
should be carried out, according to the plan decided in the previous step. The Third
stage “Study” is the step where the results of the previous stage will be studied. The
evaluation of the results will indicate whether they correspond with hopes and expecta-
tions. At the final stage “Act” a decision will be made about adopting the change, or
abandoning it, or run through the cycle again. In the case of starting the cycle again, the
design will have to be done under different environmental conditions, different materi-
als, people and rules. The PDSA cycle applied in stage of any procedure will be helpful
for finding special causes of defects and will lead to the improvement of any stage and
better satisfaction of the customer for that stage (Deming, 1986, 1994).

The recognition by the Japanese, that Deming contributed in the reconstruction
of their post-war economy, by the development and advancement of SQC as a good
corporate practice, led to the establishment of the Deming Prize. Based on Deming's
contribution, the Japan's scientists and engineers established in 1951 the Deming Prize,
in order to award the company that was adept in implementing the statistical tools of
SQC the previous year (Fisher, 2019). Japanese enterprises adopted quality control
(QC) ideas and implementing long-term education and training policies for employees,
transformed it into a total quality control (TQC) movement that led to the high growth
period of 1955-1980. Many Japan firms like Hitachi, Nissan Motors, Toyota Motors
and others, that were in the Deming Prize winner's list, demonstrated increased custom-
er satisfaction, costs decreases, as well as greater profitability and market share
(laquinto, 1999). This quality movement that emerged in Japan, with Deming’s contri-
bution of SQC and continuous requirement for the organizations of adapting and chang-
ing, was developed and expanded through the years and became later widely known as
Total Quality Management (Miller, Duesing, Lowery, & Sumner, 2018).
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2.7. Deming’s 14 Points for Management

Although Deming (1986) is associated with total quality management (TQM),
he did not specifically use that term to describe his quality management philosophy. Af-
ter his return from Japan, Deming combined his ideas with elements of Japanese culture
and the over three decades of managerial consulting, in Deming's Management Method
in order to help America to abandon the old style of management and get out of the cri-
sis. This knowledge distillate was recorded in Deming’s 14 Points for Management that

follows:

1. Constancy of Purpose for the Improvement of Product and Service

It was Deming’s strong conviction, that due to the fact that customers, technolo-
gy, and economic environments are constantly changing, the organizations that have the
intention to follow these changes must continually be in an improvement process. For
organizations to survive and prosper, leaders responsibility and commitment for contin-
uous quality improvement is a prerequisite. Customers, suppliers and employees need
management’s statement of constancy of purpose. Accordingly, organizations can estab-
lish constancy of purpose and dedication to be competitive and provide jobs for their
employees through innovation, allocating resources on research and education and
through constant improvement of the design of their product and services (Deming,
1986).

For Deming, accountability for quality belongs to top management. Top man-
agement should empower employees and encourage their active participation in the or-
ganization, which will lead in a basic level of trust between management and employ-
ees, in order to share ideas for continuous improvement and transformation (Deming,
1986). Additionally it is needed management’s foresight to translate future customers’
needs and expectations into measurable data, so that a product or service can be de-
signed and turned out to give satisfaction at a price that the user will pay, a fact that is

not easy because of the ever changing customers’ needs (Shewhart & Walter, 1980).

2. Adopt the New Philosophy

Deming argued that quality itself is not a management method but a philosophy;

quality is a way of life and has to do with one’s value system. In the working environ-
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ment quality should be initiated and sustained by top managements - through the contri-
bution of a “critical mass” - and generate a high level of passion and pride among em-
ployees, as they are the individuals who are going to lead to the transformation through
their own transformation (Miller, 1991). He expressed the view that transformation
must begin with the individual and this requires understanding and implementing the
profound knowledge system.

This process of individual transformation is the cornerstone for creating a new
culture within the organization. The individuals, once transformed, adopt a holistic
thinking and see themselves as components in a system who works in cooperation and
interaction with the other components and stages, toward achievement of the organiza-
tion's aim (McNary, 2008). The system of profound knowledge provides an outside per-
spective of the organization and everything it includes (Deming, 1994). It presents a
map of theory, that helps the individuals to understand the organization that they work
in; develops the desire of changing and improvement, learning and training, finding a
valued purpose, using statistical methods for improvement, helping people rather than
judging them, an understanding of the value and necessity for “co-operation” and joy in
work (Yoshida, 1992)

3. Cease Dependence on Mass Inspection

Inspection gives us the confirmation that a product or service is defective or not.
Today, although numerous organizations carry out routine control of their end products
and services, or as they come off the major process stages, the desired quality result is
not achieved. So the defective outflows are either thrown out or reworked (Phelps,
1998). Both situations are costly, unreliable and lead organization to great loss, because
the loss from the word of mouth of a dissatisfied customer for a defected product or ser-
vice is unpredictably great. Deming (1986) claims that quality comes not from inspec-
tion, but from improvement of the production process, by the application of modern
quality tools such as statistical process control and quality function deployment. It is
management’s responsibility, to remove the causes of bad quality and with the help of
statistical methods, to proceed in corrective actions. Additionally, cooperation with sup-
pliers is of paramount importance of the quality assurance of incoming materials and

external factors that alter the processes data (Ranney & Troop-Gordon, 2015).
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4. End the practice of awarding business on the basis of price tag alone

For Quality Management, effective partnering among organizations and suppli-
ers create a condition for a win-win state for both parts. As quality is defined by cus-
tomers, the maximum benefits of partnering are accomplished when all partners cooper-
ate. In the traditional supplier-customer chain, suppliers, organizations and customers
operate independently. Nowadays, in an intensely competitive marketplace, where or-
ganizations drift to the lowest bidder, the inevitable results are low quality and high
cost. In this case organizations, after receiving supplier's service or raw material, cannot
realize what end users receive; if they like or dislike the product or the service. Addi-
tionally due to the non-existent cooperation among the two parts, suppliers cannot help
organizations to better meet their customer’s needs. Instead, Deming at his fourth point
supports that cooperation between suppliers, organizations and customers contribute to
quality products and services, because organizations take into account customer’s opin-
ion and in cooperation with suppliers design products and processes that meet their
needs (Deming, 1986).

The target behind the partnering with suppliers is to create and maintain a loyal,
trusting, reliable relationship that will allow both partners to win, while promoting the
continuous improvement of quality, productivity and competitiveness (Kriemadis rt al.,
2017). Long term relations with suppliers and one single supplier for each service or
raw material are necessary for best economy. Suppliers can better be innovative and de-
velop economy in their production processes, in an environment of long term coopera-
tion with the organizations. Additionally, regarding the purchase of products and ser-
vices, organizations should aim to minimize the net cost per hour of their life and not
necessarily trying to reduce the price of anything purchased from the suppliers with no
regard to quality and service. Organizations should also evaluate additional to the pur-
chase price, costs resulting from delays, administration, rework, adjustment to accom-
modate incoming variation and damage to their reputations with customers due to unsat-
isfactory performance of their product or service. As the purchase price plus the addi-
tional costs compose the Total Cost of the product or service to the purchaser, the re-
duction of Total Cost, versus the purchased price, is crucial for the organization to be
profitable and competitive in the long run.
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It is not attainable for all suppliers to participate in such relationships. Organiza-
tions should develop a strategy for cooperation with suppliers, in order to ensure that
suppliers are meeting the organization’s needs for timeliness, quality and quantity
(Cohen & Brand, 1993). Thus suppliers should be selected through a formal vendor se-
lection process that meets the specified requirements, as the adequately defined tech-
nical, quality and commercial details, to ensure an efficient communication with the

suppliers and find ways for both to win (Deming, 1986).

5. Improve the System of Production and Service

Deming argued that the main cause of low productivity and low quality derives
from the system (Deming, 1994). Thus he suggested treating each individual action as a
process that can be improved through the Deming Cycle of continuous improvement.
According to Deming (1986), to improve quality and productivity while also decreasing
costs, an organization needs to constantly improve its system of production and service.
Later, many researchers come to confirm and support his view. They argue that quality
should be incorporated into all activities and services. Additionally they consider that
there should be a close communication with the receivers of the services or products in
order, anytime, the organization to be aware of customers' needs and satisfaction. They
agree that it is management’s responsibility to continuously find ways to enhance quali-
ty and to involve everyone in the organization to the transformational process. This can
be accomplished through personnel empowerment and the encouragement of their co-
operation. Moreover they insist that statistical quality tools and quality cycles are the
quality tools needed to improve constantly and forever the system of production and
service (Evans & Lindsay, 2013; Farooqui & Ahmed, 2009; Heinle, 2001; Kruger,
2001; Metri, 2006).

6. Institute a Vigorous Program of Education and Retraining

As Deming considered human resources as the most important asset of an organ-
ization, he argued that education and training is a long-term investment in people and
the future of the organization. Continuous education and training, including training in
statistical techniques, lead staff to improve its skills, competences and quality perfor-
mance towards the ever-changing customer needs (Kruger, 2001). Everyone, in the or-

ganization, like leaders, managers and employees must continuously acquire knowledge
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and be retrained in new methods of quality management. They also need to evolve their
capabilities in developing team dynamics, in building consensus and in collaborative

decision-making in order for the system to improve itself (Lunenburg, 2010).

7. Adobe and Institute Leadership

Deming argued that the job of management is not supervision but leadership. In
order for the organizations to survive in the global arena, leaders need to obtain various
skills and qualities to succeed in the modern business environment. They should learn
and apply the system of profound knowledge. Deming’s Theory of Profound
Knowledge refers to the ability of an "outside view", through possessing four distinct
and important core values, all related to each other:

1. Appreciation for a system,

2. Knowledge of the theory of variation,

3. Theory of knowledge and

4. Knowledge of psychology (Mauro, 1999).

Appreciation for a system

For Deming a system is a matrix of interdependent components that cooperate
trying to accomplish the aim of the system. Managers, in order to direct the best efforts
of all components toward achievement of this aim, have to have the knowledge of the
interrelationships between all the components within the system and of the people that
work in it (Hillmer & Karney, 1997). This implies that managers need to have the abil-
ity of prediction through statistical evaluation of data, continuous evaluation of the mi-
cro and macro environment (technical, social, economic) to see the need for innovation,
new product or new service and lifelong learning for everyone in the organization. Also
managers should have the ability to recognize and manage the interdependence between
system components, solve the conflicts and remove the barriers to cooperation (Mauro
& Mauro, 2005).

Knowledge of the theory of variation

Management is Prediction. Prediction may exist when a system is in a state of
statistical control. A process that is in a statistical control provides a rational basis of
prediction for the results of the future (Burr, 1967; Wilcox, 2004). If the process is not
in a statistical control, then it is not predictable and there occur two kinds of variation:
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(a) variation from common causes, and (b) variation from special causes. With the help
of control charts and prescribed rules for calculation of control limits, we conclude that
common causes of variation stay the same over a long period and special causes point
out the need for action. Effective managers should have knowledge that will separate
the two kinds of causes, so to remove the special causes detected and shrink variation in
order to constantly improve processes (Deming, 1982). Removal of a special cause of
variation in order to move towards statistical control, it does not mean improvement of
the process. It only brings the system back to where it should have been initially (Juran,
2003).
Theory of knowledge

“The greatest obstacle to discovery is not ignorance — it is the illusion of
knowledge” (Boorstin), and leader's job is to know, because only best efforts are not
enough (Deming, 1990). It is important to a theory of knowledge to understand how
people think, and act, based on what they believe they know to be true. But the real
truth should not be just a perception; it should be based on evidences. Deming used the
model Plan-Do-Study-Act (PDSA) cycle, within his Management System in order to
gain evidence and insight. The PDSA cycle is a process to improve based on an under-
standing of the theory of knowledge. People learn better when they predict. Making a
prediction, forces us to think ahead about the outcomes. Making a prediction also leads
us to examine more deeply the system, question or theory, we have in mind. Without
theory one has no question to ask. Therefore without theory, there is no learning. Addi-
tionally, information no matter how complete and speedy is, it is not knowledge (Lewis,
1929, 1956). Today we have instant communication with any part of the world. But
speed does not help anyone to understand the future and the obligation of management.
It is not the constant updating of information that helps leaders to cope with the rapidly
changing future (Kriemadis et al., 2017).
Knowledge of psychology

Knowledge of psychology helps leaders to understand people and the interaction
between them and the internal and external environment under different circumstances.
Human beings are unique entities and different from one another. Leader should be able
to recognize immediately these human particularities and use them for optimization of

their abilities and inclinations (Arnold & Silvester, 2005). Besides Deming argued that
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the aim of Leadership should be to improve the performance of man and machine, re-
move the causes of failure and help people to do a better job with less effort. Leaders
should help people to develop and preserve their positive innate attributes (Deming,
1996).

8. Drive out Fear

According to (Ryan & Oestreich, 1991), employees experience three main fears:
« fear that nothing will change,
» fear to face conflicts and
» fear that they will cause trouble for others
They also believe that these fears will have the following possible repercussions:
»  Loss of credibility or reputation,
»  Lack of career or financial advancement,
» Possible damage to relationship with boss,
*  Loss of employment,
* Interpersonal rejection,
« Change in job role,
»  Embarrassment and/or loss of self-esteem, and
» Job transfer or demotion.

Fear is an inhibiting factor in the evolution of an organization (Lunenburg,
2010) and leads employees to poor morale, poor effectiveness and productivity, reluc-
tance to take risks, ineffective communication, stifling of creativity, reluctance to work
for the best interests of the organization and work together (Gitlow & Gitlow, 1987,
Redmond, Curtis, Noone, & Keenan, 2008;). Deming claimed that an effective leader
would identify the cause of underlying fears and then specifically confront their sources.
Moreover they would provide continuous feedback to drive out fear and they would as-
sist employees to develop methods to learn from mistakes and make improvements
(Evans, Thornton, & Usinger, 2012). It is the management’s responsibility to enable
people to do their best by constantly improving the system in which they work
(Lunenburg, 2010) and to create and establish a culture of quality in the organization
which encourage employees to express their ideas, questions, suggestions for quality

improvement, or requests for further instructions (Kruger, 2001).
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9. Break down Barriers Between Departments

For Deming every organization should be considered as a system and be orga-
nized for the best overall performance. This can be accomplished when every part of the
system cooperates for the benefit of the whole system. Teamwork requires one to com-
pensate with his strengths for someone else’s weaknesses. The prerequisite for that is
breaking down organizational and professional barriers between departments and for the
team members to have knowledge of each other’s roles; good communication and nego-
tiation skills; a willingness to work together; a feeling of trust related to their own self-
competence; and confidence in each other’s abilities and mutual respect. Naturally, this
implies knowing other team members and their potential contributions fairly well. Man-
agement should encourage employee involvement in multi-departmental activities and
information ~ sharing  developing  co-operation,  assertiveness,  responsibil-
ity/accountability, autonomy, communication, co-ordination, mutual trust, and respect
(Kriemadis et al., 2017).

10. Eliminate Slogans, Exhortations, and Targets for the Work Force

Deming argued that the bulk of the causes of low productivity and low quality
belong to the system, and thus lie beyond the power of the workforce. For these reason
slogans, exhortations, and targets for the workforce asking for zero defects and new lev-
els for productivity have no mean. Such exhortations only create adversarial relation-
ships, hamper the workers’ productivity, and lower the quality of their work. Deming
(1986) maintained that management must understand that quality and increased produc-
tivity are the management’s responsibility. A number of researchers agree with Deming
and conclude that slogans and numerical goals like zero defects, do not help employees
do a better job but testify management’s minor way out. They argue that a better ap-
proach is to provide the means and the way to the desired goals. If the final goal is to

improve its processes’ quality, efficiency and effectiveness will increase (Metri, 2006).

11. Eliminate Numerical Quotas

One management practice that restricts employees’ ability to tap inherent moti-
vation is management by quantitative goals and quotas (Lunenburg, 2010).This happens

because, as employees focus to reach the numerical targets, they ignore quality (Sashkin
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& Kizer, 1993) as they are being pressured by management to meet or exceed the nu-
merical targets at any cost. Focusing on numerical quotas alone, will not help workers
do a better job. Research has shown that as far as employees achieve the settled numeri-
cal goals, they feel that they have completed their work and do nothing further. They do
not care about the procedures and quality, especially if the numerical quotas and targets
are linked reward incentives. Accordingly Numerical quotas can even generate a nega-
tive, as they may cause frustration (Metri, 2006). Also organizations due to poor quality,
limit their ability to meet their customers’ needs at a price they are willing to pay
(Scherkenbach, 1992). Therefore, the quota system often fails to contribute to the en-
hancement of organization’s effectiveness, competitiveness and to continuous im-
provement because setting numerical goals, leads to minimal performance and enhances
fear in the workforce (Metri, 2006).

12. Remove Barriers That Rob People of Their Right to Pride of Workmanship

Deming argued that employees want to do their best in their job, but barriers and
handicaps prevent them from being proud of their work and doing their job properly.
There are barriers for employees and for management. Such barriers are the annual rat-
ing of performance, or merit rating, lack of involvement, poor information and guidance
from management and defects that lie with the system (Lunenburg, 2010).

Eemployees want to feel important in the work they do. But many times they
can be evaluated and graded in a manner that will frustrate them about barriers that lie
on systemic or maladaptive errors. This situation encourages constant competition that
is unfair and harmful for both organizations and employees, because short-term perfor-
mance will be cultivated, long-term planning will be eliminated, fear will be developed,
teamwork will be demolished and competition and micro politics will be nourished
(Metri, 2006). It is the responsibility of management to institute leadership, take actions
to constantly improve the system and remove barriers that struggle the worker. Moreo-
ver superiors should not only base their decisions on performance appraisal and man-
agement by objectives, but focusing more on the recipients of their service or products,
on procedures and achieving respect among the employees and the community (Kruger,
2001).
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13. Institute a Vigorous Program of Education and Retraining

Deming advocated the establishment of a vigorous program of education and
self-improvement for every employee in the organization, in order for the system to im-
prove itself. Leaders, managers and staff must continuously acquire knowledge and be
retrained in new methods of quality management, including group dynamics, consensus
building, and collaborative styles of decision making (Lunenburg, 2010).

Education and self-improvement for everyone in the organization should be en-
couraged (Heinle, 2001). What an organization needs is not just good people; it needs
people who are improving via education and training; People who are growing in the
fulcrum of education and life experiences (Metri, 2006). Deming points out that staff
should be trained continually as customers’ needs are continuously changing over time
(Kruger, 2001). It is not enough to hire good people; they constantly have to acquire
new skills and new methods. Deming also considers training to be a long-term invest-
ment in people and the future of the company. Education and training, especially in sta-
tistical techniques, help human resources improve its quality performance and the quali-

ty of the processes they use (Kriemadis et al., 2017; Kruger, 2001).

14.  Take Action to Accomplish the Transformation

Deming incorporated his philosophy in 14 points for management, providing a
road map for transformation and improvement of all organizations aspects. The 14
points are stated as mandatory statements and principles of intra-organizational and in-
ter-organizational behavior, in order to cure the “seven deadly diseases” (lack of con-
stancy of purpose, emphasis on short term profits, evaluation on performance/merit rat-
ing/or annual review, mobility of management/job hopping, management by use only of
visible figures, excessive medical costs and excessive suppliers contingency costs) and
obstacles and help organizations to deliver high quality products and services (Anderson
etal., 1994).

The actions that management should take to accomplish the transformation are
the following:
o Managers must constantly keep in mind the 13 points, the 7 deadly diseases and

to adopt the new philosophy.
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Managers should also take pride in adopting the new philosophy and be deter-
mined to break the tradition, even removing, at the first stage, those who set ob-
stacles.

Managers must communicate, in all appropriate ways, to a critical mass within
their organizations, the necessity for these changes and the need for all staff to
be involved. Middle managers need to ensure that every employee within the or-
ganization understands the 14 points, the deadly diseases and obstacles.

It should be clear to everyone that each job is part of any process and that each
process is divided into stages. The flow diagram represents a theory. The output
of each stage is the input for the next stage and the final stage directs the service
or the product to the end customer. The purpose of each stage is to satisfy the
customer of the next stage and all stages work together for quality and customer
satisfaction.

The use of PDCA cycle for the improvement of any stage of the procedures and
statistical methods to detect the special causes of variation is crucial for quality
services and product that meet and exceed customers’ expectations.

Managers should inspire people to be “team players” and to active participate in
decision making.

Managers should, for the organization existence, use the knowledge stocks that
exist in the organization and learn how to use external help when it can be effec-
tive (Hughes, 2017).
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CHAPTER Il

RESEARCH METHODS AND PROCEDURE
This chapter discusses the methodology and procedures adopted for the particu-
lar research. More specifically it describes the population of the study, the research de-
sign and method. Also it describes the outline of the statistical techniques used to ad-
dress issues of validity and reliability of the instruments used for the data collection and

analysis.

3.1. Population of the Study

As Deming’s 14 points for Management concern management’s action to accomplish
the transformation, the population of this particular research was consisted of the ad-
ministrative executives of Greek Public Administration who implement, according to
the Constitution of Greece (Greek Parliament, 2008), primary sovereign and self-
organization authority (Ministries, Regional Administration) (Tsountas &
Triantafyllopoulou, 2010). Through this view, the population of the study was consisted
of 2721 Head of Departments and Directorates of Greek Public Administration in the
season 2017-2018, selected from the organization charts of the Greek Ministries and
Regional Administrations through the web page www.ypes.gr. The sample size we used
was 334 Head of Departments and Directorates of the Greek Ministries and the Region-
al Administration. In accordance with previous research methods (Huck, 2004), a sam-
ple size of 334 is adequate for our findings to be generalizable and representative of all

Head of Departments and Directorates of Greek Public Administration.

3.2.  Instrument Development

The questionnaire was developed by Kriemadis and Sioutou (2019) and is based
on literature review on the philosophy of W. Edwards Deming regarding the 14 Points
for Management as well as on input and suggestions from reviews offered by a selected
panel of experts. To examine the construct validity of the questionnaire, a varimax ro-
tated principal components exploratory factor analysis was conducted, as this is the first
study using the specific questionnaire. The questionnaire provided specific information
concerning the management practices on Greek Public Administration according to

Deming’s management method and demographic characteristics of the respondents.
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More specifically, the instrument construct is consisted of the following Il key
modules (appendix A):

l. Deming’s Management Method

Questionnaire module 1 involves 14 Questionnaire dimensions, that include 55
closed questions related to Deming’s 14 Points for Management. Every question needed
to be answered in three levels, which consist the following three sub scales:

1. To what extend is it applied in the organization at present
2. To what extend adds value in the organization and
3. To what extend is going to be applied in the organization in the future

Questionnaire dimension one: The first dimension includes 4 items (1, 2, 3, 4),
which referred to the management practices for long term plan based on quality towards
continuous improvement. Head of Departments and Directorates were asked to evaluate
the degree of the given importance in the 4 items of constancy of purpose for continu-
ous improvement of Greek Public Administration. A five-point Likert scale was used to
evaluate these items, where the 1 corresponds to “Never”, 2 = “To little extent”, 3 = “To
some extent”, 4 = “To great extent” and finally 5 = “Always”.

Questionnaire dimension two: The second dimension includes 5 items (5, 6, 7, 8,
9), which referred to the management practices regarding the development and adoption
of the quality philosophy at Greek Public Administration. Head of Departments and Di-
rectorates were asked to evaluate the degree of the given importance in the 5 items of
the adoption of new philosophy. A five-point Likert scale was used to evaluate these
items, where the 1 corresponds to “Never”, 2 = “To little extent”, 3 = “To some extent”,
4 =“To great extent” and finally 5 = “Always”.

Questionnaire dimension three: The third dimension includes 5 items (10, 11,
12, 13, 14), which referred to the management practices that incorporate quality in every
stage of the process design and delivery of the services and use quality statistical control
to ensure that the processes are affective. Head of Departments and Directorates were
asked to evaluate the degree of the given importance in the 5 items of ceasing depend-
ence on mass inspection to achieve quality. A five-point Likert scale was used to evalu-
ate these items, where the 1 corresponds to “Never”, 2 = “To little extent”, 3 = “To

some extent”, 4 = “To great extent” and finally 5 = “Always”.
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Questionnaire dimension four: The fourth dimension includes 6 items (15, 16,
17, 18, 19, 20), which referred to the management practices regarding the cooperation
of Greek Public Administration with suppliers. Head of Departments and Directorates
were asked to evaluate the degree of the given importance in the 6 items that study if the
cooperation with suppliers is based on terms of trust, loyalty and partnership and not on
price tag alone. A five-point Likert scale was used to evaluate these items, where the 1
corresponds to “Never”, 2 = “To little extent”, 3 = “To some extent”, 4 = “To great ex-
tent” and finally 5 = “Always”.

Questionnaire dimension five: The fifth dimension includes 3 items (21, 22, 23),
which referred to the management practices of constantly improve the processes for
planning, production and services in order to improve quality and decrease costs for
Greek Public Administration. Head of Departments and Directorates were asked to
evaluate the degree of the given importance in the 3 items of continuous improvement
taking into consideration citizens’ needs. A five-point Likert scale was used to evaluate
these items, where the 1 corresponds to “Never”, 2 = “To little extent”, 3 = “To some
extent”, 4 = “To great extent” and finally 5 = “Always”.

Questionnaire dimension six: The sixth dimension includes 3 items (24, 25, 26),
which referred to the management practices that encourage training that will result vari-
ation reduction. Head of Departments and Directorates were asked to evaluate the de-
gree of the given importance in the 3 items of instituting on the job training. A five-
point Likert scale was used to evaluate these items, where the 1 corresponds to “Never”,
2 = “To little extent”, 3 = “To some extent”, 4 = “To great extent” and finally 5 = “Al-
ways”.

Questionnaire dimension seven: The seventh dimension includes 4 items (27,
28, 29, 30), which referred to the management practices that prove the adoption and in-
stitution of leadership. Head of Departments and Directorates were asked to evaluate the
degree of the given importance in the 4 items of adopting transformational leadership. A
five-point Likert scale was used to evaluate these items, where the 1 corresponds to
“Never”, 2 = “To little extent”, 3 = “To some extent”, 4 = “To great extent” and finally
5 =*“Always”.

Questionnaire dimension eight: The eighth dimension includes 5 items (31, 32,

33, 34, 35), which referred to the management practices that remove fear from the or-
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ganization. Head of Departments and Directorates were asked to evaluate the degree of
the given importance in the 5 items that ensure that leadership does not inspire fear for
the employees. A five-point Likert scale was used to evaluate these items, where the 1
corresponds to “Never”, 2 = “To little extent”, 3 = “To some extent”, 4 = “To great ex-
tent” and finally 5 = “Always”.

Questionnaire dimension nine: The ninth dimension includes 3 items (36, 37,
38), which referred to the management practices that break out barriers between the de-
partments. Head of Departments and Directorates were asked to evaluate the degree of
the given importance in the 3 items that ensure a cross functional collaboration and con-
sensus between the departments of an organization. A five-point Likert scale was used
to evaluate these items, where the 1 corresponds to “Never”, 2 = “To little extent”, 3 =
“To some extent”, 4 = “To great extent” and finally 5 = “Always”.

Questionnaire dimension ten: The tenth dimension includes 4 items (39, 40, 41,
42), which referred to the management practices that eliminate slogans, exhortations
and targets for the human resources asking for zero defects and new levels of productiv-
ity. Head of Departments and Directorates were asked to evaluate the degree of the giv-
en importance in the 4 items of effective leadership that supports employees to do their
job right. A five-point Likert scale was used to evaluate these items, where the 1 corre-
sponds to “Never”, 2 = “To little extent”, 3 = “To some extent”, 4 = “To great extent”
and finally 5 = “Always”.

Questionnaire dimension eleven: The eleventh dimension includes 3 items (43,
44, 45), which referred to the management practices that emphasize not only on the nu-
merical objectives but on the quality of the procedures. Head of Departments and Direc-
torates were asked to evaluate the degree of the given importance in the 3 items of ef-
fective leadership that eliminate numerical quotas for the human resources and numeri-
cal goals for management. A five-point Likert scale was used to evaluate these items,
where the 1 corresponds to “Never”, 2 = “To little extent”, 3 = “To some extent”, 4 =
“To great extent” and finally 5 = “Always”.

Questionnaire dimension twelve: The twelfth dimension includes 4 items (46,
47, 48, 49), which referred to the management practices that remove barriers that rob
people of pride of workmanship. Head of Departments and Directorates were asked to

evaluate the degree of the given importance in the 4 items of the leadership culture that
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ensures a quality working environment for the human resources. A five-point Likert
scale was used to evaluate these items, where the 1 corresponds to “Never”, 2 = “To
little extent”, 3 = “To some extent”, 4 = “To great extent” and finally 5 = “Always”.

Questionnaire dimension thirteen: The thirteenth dimension includes 3 items
(50, 51, 52), which referred to the continuous education and self-improvement. Head of
Departments and Directorates were asked to evaluate the degree of the given importance
in the 3 items of management practices that support the development of human re-
sources. A five-point Likert scale was used to evaluate these items, where the 1 corre-
sponds to “Never”, 2 = “To little extent”, 3 = “To some extent”, 4 = “To great extent”
and finally 5 = “Always”.

Questionnaire dimension fourteen: The fourteenth dimension includes 3 items
(53, 54, 55), which referred to the management practices that through an effective action
plan for leadership, people and systems will upgrade the quality of the whole organiza-
tion. Head of Departments and Directorates were asked to evaluate the degree of the
given importance in the 3 items that presents the actions that will accomplish the trans-
formation of the organization. A five-point Likert scale was used to evaluate these
items, where the 1 corresponds to “Never”, 2 = “To little extent”, 3 = “To some extent”,

4 =“To great extent” and finally 5 = “Always”.

Il. Key Performance Indicators

Questionnaire dimension fifteen is consisted from 4 items (56, 57, 58, 59),
which referred to management satisfaction (a) from achieving the objectives of their de-
partment/directorate; (b) from the performance of the human recourses of their depart-
ment/directorate; (c) from the cooperation with the suppliers and (d) from the improve-
ments that they applied to their department/directorate. The particular research used the
subjective way of measuring performance. This means that head of departments and di-
rectorates were asked to evaluate the organizational performance of their organization
as measured by their satisfaction levels in relation to the key performance indicators of
their organizations (goals, human resource, suppliers, improvements). A five-point Lik-
ert scale was used to evaluate these items, where the 1 corresponds to “Never”, 2 = “To

little extent”, 3 = “To some extent”, 4 = “To great extent” and finally 5 = “Always”.
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II. Demographic Characteristics

Questionnaire module Il is consisted from 9 closed questions related to the de-
mographic characteristics of the respondents. The questions referred to:
1. Gender (question 60)
Age (question 61)
Educational background (questions 62-64)

2
3
4, Organization’s name (question 65)
5 Job title (question 66)

6

Work experience (questions 67-68)

Instrument Validity

The content validity of the questionnaire was determined by a panel of six ex-
perts, including academics and professionals in the fields of strategic management, or-
ganizational excellence, quality management, Public Administration and research.

The construct validity of the questionnaire was proved by applying a varimax

rotated principal components exploratory factor analysis.

Instrument Reliability

Cronbach’s coefficient alpha («) was used to assess the internal consistency reli-
ability of survey instrument. The coefficient alpha («) of the scale was found .96. More
specifically the coefficient alpha () of the sub scales that apply to:

1. Present (to what extend are the items of the scale applied to the organizations
of Greek Public Administration) was found .95
2. Value (to what extend does this approach add value to the organizations of
Greek Public Administration) was found .97 and
3. Future (to what extend do the junior and senior level public administrators
have the intention to apply the items of the scale in their organizations in the
future) was found .97.
Additionally the coefficient alpha () for the factor “Deming on People” was found .98,
for the factor “Deming on Leadership” .98, for the factor “Deming on Education &
Training” .96, for the factor “Deming on Suppliers” .95 and for the factor “Deming on

Systems” .92.
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Data Collection

The Data collection was carried out by two methods:

A. By sending the questionnaires via e-mails, which allowed them to be completed
and sent directly via the automated process. The automated process ensured the ano-
nymity of the respondent, as well as excluding the possibility of automatic completion.
In this method there was no chance of contacting a researcher and a respondent. The
questionnaire was accompanied by an introductory explanatory letter, which included
the aims and objectives of the survey as well as all the necessary information material
for the correct completion of the questionnaire.

B. Completion of questionnaires given to the participants, after visiting specific or-
ganization departments of the Greek Public Administration. In this method there was
the chance of contacting the respondent. The questionnaire was accompanied by an in-
troductory explanatory letter, which included the aims and objectives of the survey as
well as all the necessary information material for the correct completion of the ques-
tionnaire.

3.3.  Statistical Analysis

Normally distributed variables have been expressed as mean + one standard de-
viation; whereas variables with skewed distribution have been expressed with their me-
dian and interquartile range. Media is not interquartile range. Qualitative variables were
expressed as absolute and relative frequencies. Mann-Whitney test was used for the
comparison of continuous variables between two groups and Kruskall-Wallis test for the
comparison of the distributions of continuous variables among more than two groups.
Wilcoxon test was used to compare related samples of data, generated by measuring the
same people for present, future and value). Spearman correlations coefficients were
used to explore the association of two continuous variables. Correlation coefficient be-
tween 0.1 and 0.3 were considered low, between 0.31 and 0.5 moderate and those over
0.5 were considered high, according to Cohen’s classification. Exploratory factor analy-
sis was used in order to examine the structure of Deming questionnaire. Specifically,
Principal Component Analysis was applied, with Varimax rotation. Multiple linear re-
gression analysis was used with Depended Variables the factors of the aforementioned
Factor Analysis. Log transformations were used in Multiple linear regression. Internal

consistency reliability was determined by the calculation of Cronbach’s () coefficient.
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Scales with reliabilities equal to or greater than 0.70 were considered acceptable. All
reported p values are two-tailed. Statistical significance was set at p<0.05 and analyses

were conducted using SPSS statistical software (version 22.0).
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CHAPTER IV
RESEARCH FINDINGS AND ANALYSIS OF THE DATA

4.1.  Descriptive statistics

Responses were received from 334 administrative executives of Greek Public
Administration. Their demographics and work-related information are presented in the
table 4.1.

Table 4.1. Demographics and work-related information

N %
Gender Men 145 43,4
Women 189 56,6
24-42 49 14,7
Age (years) 43-54 212 63,5
55-73 73 21,9
Graduated from National Centre for Yes 35 10,5
Public Administration and Local Gov-
No 299 89,5
ernment
High school graduate 8 2,4
After High school
15
graduate
Technical University 34 10,2
Educational level _
University 7 23,1
Master 182 54,5
PhD 26 7.8
Other 2 0,6
Field of education Business Administra-
. . 138 41,3
tion/ Finance
Other 196 58,7
Position Head of management 57 17,1
Head of department 256 76,6
Other 21 6,3

Working years as head of management or
] 58(.5) 4(2-7)
head of department, mean (SD) median (IQR)

Working years in private sector, mean (SD) median (IQR) 3.7(.0) 2(0-5)
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More analytical one hundred forty five of the participants were men (43.4%) and

one hundred eighty nine were women (56.6%).

Participants Gender

mWomen
= Men

Figure 4.1. Gender of the participants of the study

According to the findings of this research, seventy three of the respondents
(21.9%) were born between the years 1946-1964 (Baby Boomers), two hundred twelve
(63.5%) were born between the years 1965-1976 (Generation X) and forty nine (14.7%)
between the years 1977-1995 (Millennials).

Participants Age

14,70%

m43-54
m55-73
24-42

Figure 4.2. Age of the participants of the study
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Only thirty five of the participants (10.5%) had graduated from the National
Centre for Public Administration and Local Government and one hundred eight (41.3%)
of the participants studied Administrative & Financial Science / Business Administra-
tion. Also twenty five of the participants (54.5%) held a master degree, twenty six
(7.8%) held a PhD, seventy seven of the participants (23.1%) were University gradu-
ates, thirty four (10.2%) graduated from a Technical University (TEI) and thirteen
(3.9%) were high school and after high school graduates.

Participants Education

0 B Master Degree
7.80% 3,90%
= Administrative & Financial Science /
10,50% Business Administration

University graduates

23,10%
National Centre for Public
Administration and Local
Government

PhD

High School and After High School
Graduates

Figure 4.3. Education level of the participants of the study
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Also, two hundred fifty six of the participants (76.6%) were head of department
and fifty seven (17.1%) were head of directorate.

Administrative Executives

m Head of Department
m Head of Directorate

Figure 4.4. Working Position of Administrative Executives

Median number of working years in the private sector was 2 (IQR: 0-5) and me-
dian number of working years as head of directorate or head of department was 4 (IQR:
2-7).

Working Years

® Head of Directorate or Head of
Department

= Private Sector2

Figure 4.5. Working Experience of Administrative Executives
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4.2. Deming Management Method implementation

At the following table 4.2, are presented the answers of the participants regard-
ing the implementation of Deming Management Method in Greek Public Administra-
tion.

Table 4.2. Deming Management Method implementation

To
_ To little To some
Deming Management Never great Always
extend extend
Method extend
(%) (%) (%) (%) (%)

Implementation at present 10.6% 15.2 25.8 34.6 13.8

Added value for the organi-
. 7.1% 102%  21.2%  36.5% 25%
zation

Implementation in the future  7.5% 10.2% 19.2% 36.7%  26.4%

In more detail the results of the survey, show that at present the 10.6% of Public
Administration executives never apply the Deming Management Method, where the
15.2% of Public Administration executives apply the Deming Management Method to

little extend, the 25.8% to some extent, the 34.6% to great extent and the 13.8% always.

40%
35%
30%
23% ~  mNever
20% -] __ HETo litle extent
To some extent
15% [ To great extent
10% | Always
5% |
0%

Implementation at Added Value for the  Implementation in the
present Organization Future

Figure 4.6. Implementation of Deming Management Method
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Also, the 7.1% of Public Administration executives believe that Deming's Management
Method never gives added value to the organization, the 10.2% believe that Deming's
Management Method gives added value to the organization to little extend, the 21.2% to
some extent, the 36.5% to great extent and the 25% always. Finally the 7.5% of Public
Administration executives never have the intention to apply Deming’s Management
Method in their organization in the future, while the 10.2% have the intention to apply
Deming’s Management Method in their organization in the future to little extent, the

19.2% to some extent, the 36.7% to great extent, and the 26.4% always.

4.3. Key Performance indicators

The following table 4.3, presents the satisfaction level of Greek’s Public Admin-
istration executives from the organizational performance as measured in relation to the
key performance indicators of their organizations (goals, human resource, suppliers,

improvements)

Table 4.3. Participants’ satisfaction

To what extent the adminis- Tolittle Tosome  Togreat
. ] ) Never Always
trative executives of Public extend extend extend

Administration are satisfied
; N (%) N (%) N (%) N (%) N (%)
rom:

The achievement of the goals
) 21(6.3) 33(9.9) 102 (30.5) 146 (43.7) 32(9.6)
of their department

The performance of the hu-
man resources of their de- 14(4.2) 29(87) 74(22.2) 198(59.3) 19(5.7)

partment

The collaboration with their
) 70 (21) 26(7.8) 123(36.8) 103(30.8) 12(3.6)
suppliers

The improvements they have
applied to the operation of 21(6.3) 19(5.7) 55(16.5) 188(56.3) 51(15.3)

their department/directorate

Analytically the specific research shows that the 6.3% of Public Administration

executives were not at all satisfied from the achievement of the goals of their depart-
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ment, where the 9.9% were satisfied to little extend, the 30.5% to some extent, the

43.7% to great extent and the 9.6% always.

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

Satisfaction from the implementation of the Goals

m Never

m To Little extent

m To some extent
To great extent
Always

Figure 4.7. Satisfaction level of administrative executives of Public Administration of

the achievement of the goals of their department
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The 4.2% of Public Administration executives were not at all satisfied from the
performance of the human resources of their department, while the 8.7% were satisfied
to little extend, the 22.2% to some extent, the 59.3% to great extent and the 5.7% al-

ways.
70%
60%
50%
m Never
40% m To Little extent
. = To some extent
° To great extent
0% Always
10%
0% - '

Satisfaction from the performance of human resources

Figure 4.8. Satisfaction level of the administrative executives of Public Administration

from the performance of human resources
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Also the 6.3% of Public Administration executives were never satisfied from the
collaboration with their suppliers, as the 7.8% were satisfied to little extend, the 36.8%

to some extent, the 30.8% to great extent and the 3.6% always.

40%
35%
30%
25% m Never
H To Little extent
0,
20% = To some extent
15% To great extent
Always

10%

5% -

0% - ,

Satisfaction from the collaboration with suppliers

Figure 4.9. Satisfaction level of the administrative executives of Public Administration
from the collaboration with suppliers
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Finally as it is presented at figure 4.10, the 21% of Public Administration execu-
tives were not at all satisfied from the improvements they have applied to the operation
of their department/directorate, where the 5.7% were satisfied to little extend, the 16.5%

to some extent, the 56.3% to great extent and the 15.3% always.

60%
50%
40%
= Never
m To Little extent
0,
30% To some extent
To great extent
20% A Always
10% - —
0% i 1

Satisfaction from the improvements applied

Figure 4.10. Satisfaction level of the administrative executives of Public Administra-
tion from the improvements they have applied
4.4.  Factor Analysis

The results from the factor analysis using principal components method and
varimax rotation for the practices in the present are given in the following 4.4 table.

Table 4.4. Results from Factor Analysis of the Deming Management Method (DMM)

Questionnaire

Factor Loading
1 2 3 4 5

DMM item

Factor 1: Deming on People

29. Do you ensure an environment of trust .75 .23 -01 13 -01
and freedom of expression without criti-
cism for human resources?

31. Do you encourage open and honest .75 27 A1 .08  -.07
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46.

49.

33.

30.

32.

27.

51.

38.

48.

28.

communication with the human re-
sources of the organization while elimi-
nating fear?

Do you cultivate a culture of administra-
tive efficiency where all human beings
feel proud of their work?

Do you Lead by empowering, recogniz-
ing and rewarding human resources?

Do you make human resources feel valu-
able?

Do you encourage employees to partici-
pate in the decision-making process?

Do you inform all human resources that
the ultimate goal of the organization is to
improve the quality of services provided?
Provide guidance and support to human
resources so that it can perform its job
effectively?

Do you encourage human resources to
continuously being trained, to prepare for
future changes and challenges?

Do you emphasize on cooperation and
consensus, with the aim of managing
conflicts effectively and reducing com-
petitive relationships within the organi-
zation?

Do you ensure a quality work environ-
ment for human resources of your organ-
ization?

Do you eliminate the barriers to the or-
ganization's processes and prevent hu-

man resources from performing their job

71

.70

.70

.70

.69

.66

.64

.61

.60

.58

22

A7

14

.16

.26

28

10

.25

A7

25

.16

22

.08

.23

21

.01

.29

16

.26

.09

A1

01

19

12

A1

11

.09

.07

.05

.26

A1

.06

-.06

-.14

-.03

.02

-.04

.26

.04

.16
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42.

47.

36.

44,

41.

53.

effectively?

Do you use slogans and human resources
prompts to eliminate errors/ omissions /
overlaps and defects?

Do you evaluate people of your organi-
zation without classifying them accord-
ing to their performance and without
comparing them?

Do you ensure that each department in-
teracts effectively with the other depart-
ments?

Do you ensure the necessary resources
and ethical support, so that the levels of
quality services are ambitious and at the
same time feasible?

The leadership of the organization pro-
vides human resources with appropriate
methods / processes to effectively
achieve its goals.

Do you encourage people to adopt quali-

ty improvement strategies?

Factor 2: Deming on Leadership

6.

Do you apply in your organization Vi-
sion and Strategy for quality?

Do you develop in your organization Vi-
sion and Strategy for quality?

Are you constantly improving the pro-
cesses of your organization's products
and services?

Do you develop long-term quality-based
planning in your organization with the

goal of always being better?

.54

.50

A48

46

41

41

21

24

29

29

.04

-.10

.26

29

27

.28

15

71

.67

.65

27

-.07

A1

A5

.23

.29

.25

.29

.09

.16

.16

27

.16

.04

.06

18

.09

A1

.04

.16

27

.23

24

21

24

A5

.05

.06

A5

-.03
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12.

11.

10.

13.

55.

54.

21.

22.

Are you looking for the causes that
caused the errors you may find?

Are you preparing for future challenges
that you have foreseen?

Do you incorporate quality control tech-
niques at each stage of delivering your
services to the recipients?

Do you invest resources in research and
education?

Do you establish quality culture through-
out the organization?

Do you incorporate quality control tech-
niques into each stage of the design of
the services you provide?

Do you take steps to eliminate the causes
of errors / failures/ overlaps in service
provision?

Do you use an effective action plan to
deliver quality upgrades to your organi-
zation?

Do you have as priority the needs of the
recipients of your services?

Is Quality improvement in line with the
organization's Vision and Strategy?

Is leadership committed to continually
improving the quality of the provided
services?

Customer requirements are taken into
account in the process of developing /
creating a service?

You are constantly improving your sys-

tems and processes

.28

14

24

-.08

22

25

25

.29

.28

27

.28

27

.64

.64

.61

.58

57

.56

54

.53

.52

A48

47

45

42

.01

.05

22

21

18

19

A1

.26

.03

27

.28

15

.29

15

.09

.26

.02

15

24

.26

13

12

29

A1

27

14

-.02

-.02

.06

-.02

18

.05

.09

.05

.07

12

.28

-.01

.06

74



Factor 3: Deming on Education & Training

24.

34.

25.

50.

52.

26.

37.

23.

The human resources of the organization
(managers and subordinates) are trained
in the use of statistical methods for deci-
sion making

Do you establish quality improvement
teams to continually improve the organi-
zation's processes?

Managers are trained to be well aware of
the policies, strategies and the way that
the organization functions

Do you improve the skills and skills of
employees through training programs?
Are you trained to help human resources
adapt to changes and continually im-
prove the organization's management
system?

The organization's human resources
(managers and subordinates) are trained
in Quality Management

Do you use inter-departmental teams to
build interaction and reduce competitive
relationships between departments and
employees?

Do you provide education and training to
human resources to continually improve

their work?

Factor 4: Deming on Suppliers

16.

17.

Do you develop long-term partnerships
with your suppliers?
Do you choose your suppliers, relying

primarily on quality combined with the

.09

.28

19

27

.28

-.03

27

29

.04

.28

12

14

29

.26

23

.09

.20

.28

.05

25

.65

.56

.56

.56

48

46

43

40

.03

A1

41

23

19

.06

.02

.05

.03

-.03

18

74

A1

.09

.03

.04

-.07

.02

25

13

.09

-.05
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18.

15.

20.

14.

19.

price of the products or services?

Do you require from your suppliers to
devote time to improve the quality of
their own products and services?

Are your suppliers involved in the pro-
cess of developing / creating a service?
Do you use statistics regarding quality to
ensure that your suppliers meet quality
standards?

Do you use statistical methods of quality
control to prove that the process is work-
ing successfully?

Do you choose your suppliers, relying
only on the price of the products or ser-

vices?

Factor 5: Deming on Systems

35.

45.

40.

43.

39.

You believe that only employees are held
liable for errors / omissions / complaints
occurring in service provision

Do you evaluate the organization's oper-
ating procedures, with a greater emphasis
on them (and not the people who imple-
ment them)?

Organization's employees are responsible
for

removing pathogens caused by the sys-
tem

Do you focus solely on achieving numer-
ical goals without emphasizing on quali-
ty?

The leadership of the organization is re-

sponsible for removing the pathogens

.25

.02

14

A1

-.29

-.19

.28

.26

-.28

29

A7

21

21

.28

-.02

23

A7

-.01

-11

A1

.26

14

27

.29

21

.02

.01

A2

A7

A7

71

.70

.62

46

42

-.01

.07

-.05

.05

.04

.06

.01

-.05

-.02

21

.69

.63

.58

.52

43
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due to the system (i.e. the causes of er-

rors / omissions, defective products)

% Variance explained 18.00 13.60 8.40 7.50 4.40

Five factors came up from the analysis, with eigenvalue>1. Factor “Deming on
People” explained 18% of the variance, “Deming on Leadership” explained 13.6% of
the variance, “Deming on Education & Training” explained 8.40% of the variance,
“Deming on Suppliers” explained 7.50% of the variance and “Deming on Systems” eX-
plained the 4.40% of the variance. In total 51.9% of the variance was explained. Load-
ings ranged from .40 to .78. Thus the score for each factor could range from 1 to 5, with
higher values indicating higher levels of Deming initiatives. The scores for the factors

are presented at the following 4.5 table.

Table 4.5. Deming Management Method factors

Minimum Maximum Mean (SD) Median (IQR) Cronbach's a

Deming on
1.00 4.78 3.6 (0.67)  3.72(3.28—4.06) .98
People
Deming on
) 1.00 4.76 3.34(0.71) 3.41(3—3.76) .98
Leadership
Deming on Ed-
ucation & 1.00 5.00 3.05(0.79) 3.13(2.63—3.5) %
Training '
Deming on
) 1.00 4.71 2.68(0.88) 2.71(2—3.29) .95
Suppliers
Deming on Sys-
1.00 4.60 292 (0.64) 2.8(24—34) .92

tems

Median - Mdn score in factor “Deming on People” was 3.72 (IQR: 3.28 — 4.06),
in factor “Deming on Leadership” was 3.41 (IQR: 3 — 3.76), in “Deming on Education
& Training” was 3.13 (IQR: 2.63 — 3.5), in factor “Deming on Suppliers” was 2.71
(IQR: 2 —3.29) and in “Deming on Systems” was 2.8 (IQR: 2.4 — 3.4). All Cronbach’s
a reliability coefficients were above .7 and there is acceptable reliability of the ques-
tionnaire. More specifically the coefficient alpha («) for the factor “Deming on People”

was found .93, for the factor “Deming on Leadership” .93, for the factor “Deming on
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Education & Training” .85, for the factor “Deming on Suppliers” .81 and for the factor
“Deming on Systems” .77.

The first factor, “Deming on People”, consists of the items 27, 28, 29, 30, 31,
32, 33, 36, 38, 41, 42, 44, 46, 47, 48, 49, 51 and 53; the second factor , “Deming on
Leadership”, consists of items 1, 2, 3, 4,5, 6, 7, 8, 9, 10, 11, 12, 13, 21, 22, 54 and 55;
the third factor , “Deming on Education and Training”, consists of items 23, 24, 25, 26,
34, 37, 50 and 52; the fourth factor, “Deming on Suppliers”, consists of items 14, 15,
16, 17, 18, 19 and 20; and the fifth factor, “Deming on Systems”, consists of items 35,
39, 40, 43, and 45. The score of the items for each factor was summed and the result
was divided by the number of each factors’ items, showing the Implementation of Dem-

ing Management Method Factors (figure 4.11).

80%

70%

60%

50%

40% ® Present
m Value
30% Future

20%

10%

Deming on Deming on Deming on Deming on Deming on
People Leadership Education Suppliers Systems

0%

Figure 4.11. Implementation of Deming Management Method Factors

45.  Spearman Correlation

Spearman correlation was performed to determine whether there was a relation-
ship between the key factors of Deming’s Management Method and the specific key
performance indicators of the questionnaire and the strength and the direction of this

relationship.
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Table 4.6. Significance of relationship between participants’ satisfaction levels regard-
ing specific key performance indicators and the factors of Deming’s Management
Method

How satisfied are you, as head of department, from

The improve-
The achieve- The performance The collabora- ments have ap-
ment of the of the human tion with suppli-  plied to the opera-
goals of your resources of your ers? tion of the de-
department? department? partment

/directorate?

Deming on Peo-

| 125* (p=.023)  .090 (p=.099) -.008 (p=.883) 174** (p=.001)
ple
Deming on

) .036 (p=.519) .076 (p=.168) -.040 (p=.465) 114* (p=.038)
Leadership
Deming on Edu-
cation & Train- -.018 (p=.741)  .059(p=.288) -.092 (p=.095) .123* (p=.025)
ing
Deming on Sup-

] .014 (p=.796) 176** (p=.001) .001 (p=.981) .039 (p=.480)
pliers
Deming on Sys-
-.041 (p=.452) -.075 (p=.172) -.071 (p=.194) -.023 (p=.673)

tems

*p< .05; **p< .01; ***p< 001

From the results presented in the table 4.4, it appears that there is a strong and positive
relationship between the factor “Deming on People” and the key performance indicator
that shows the level of satisfaction of “the administrative executives regarding the
achievement of the goals of their department” with a correlation of r=.125*, df = 332,
p=.023 and the key performance indicator that shows the level of satisfaction of “the
administrative executives regarding the improvements they have applied on the opera-
tional level of their department” with a correlation of r=.174**, df = 332, p=.001. That
means that the more the key factor “Deming on People” increases, the more the satisfac-
tion level of the administrative executives regarding “the achievement of the goals of
their department” and “the improvements they have applied on the operational level of

their department” increase. Additionally, no significant relationship was recorded be-
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tween the factor “Deming on People” and the key performance indicator that shows the
level of satisfaction of “the performance of the human resources of their department”
with a correlation of r=.090, df = 332, p=.099 and the key performance indicator that
shows the level of satisfaction of “the collaboration with suppliers” with a correlation of
r=.-008, df = 332, p=.883.

Furthermore, there was a strong and positive relationship between the key factor
“Deming on Leadership” and the satisfaction level of “the administrative executives re-
garding the improvements they have applied on the operational level of their depart-
ment” with a correlation of r=.144*, df = 332, p=.038. That means that the more the key
factor “Deming on Leadership” increases, the more the satisfaction level of “the admin-
istrative executives regarding the improvements they have applied on the operational
level of their department” increases. Additionally, no significant relationship was found
between the factor “Deming on Leadership” and the key performance indicators that
show the level of satisfaction of “the achievement of the goals of their department” with
a correlation of r=.036, df = 332, p=.519, “the performance of the human resources of
their department” with a correlation of r=.076, df = 332, p=.168 and “the collaboration
with suppliers” with a correlation of r=-.040, df = 332, p=.465.

Regarding the key factor “Deming on Education and Training”, there was a
strong and positive relationship with the key performance indicator of the satisfaction
level of “the administrative executives regarding the improvements they have applied
on the operational level of their department” with a correlation of r=.123*, df = 332,
p=.025. That means that the more the key factor “Deming on Education and Training”
increases, the more the satisfaction level of “the administrative executives regarding the
improvements they have applied on the operational level of their department” increases.
Also, no significant relationship was found between the factor “Education and Train-
ing” and the key performance indicators that show the level of satisfaction of “the
achievement of the goals of their department” with a correlation of r=-.018, df = 332,
p=.741, “the performance of the human resources of their department” with a correla-
tion of r=.059, df = 332, p=.288 and “the collaboration with suppliers” with a correla-
tion of r=-.092, df = 332, p=.095.

In addition the key factor “Deming on Suppliers”, is significantly associated

with a strong and positive relation with the satisfaction level of “the administrative ex-
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ecutives regarding the performance of the human resources of their department” with a
correlation of r=.176**, df = 332, p=.001. That means that the more the key factor
“Deming on Suppliers” increases, the more the satisfaction level of “the administrative
executives regarding the performance of the human resources of their department” in-
creases. Furthermore, no significant relationship was found between the factor “Dem-
ing on Suppliers” and the key performance indicators that show the level of satisfaction
of “the achievement of the goals of their department” with a correlation of r=.014, df =
332, p=.796, “the collaboration with suppliers” with a correlation of r=.001, df = 332,
p=.981 and “the improvements they have applied to the operation of the department
/directorate” with a correlation of r=.039, df = 332, p=.480.

Finally, no significant relationship was found between the key factor “Deming on Sys-
tems” and the key performance indicators that show the level of satisfaction of “the
achievement of the goals of their department” with a correlation of r=-.041, df = 332,
p=.452, “the performance of the human resources of their department” with a correla-
tion of r=-.075, df = 332, p=.172, “the collaboration with suppliers” with a correlation
of r=-.071, df = 332, p=.194 and “the improvements they have applied to the operation
of the department /directorate with a correlation of r=-.023, df = 332, p=.673.
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CHAPTER V

DISCUSSION

This study is an attempt to assist the administrative executives of Greek Public
Administration, by identifying management practices of Deming Management Method
about quality, utilized by managers of departments and directorates of the organizations
of Greek public sector. The Deming Management Method may help the administrative
executives of Geek Public Administration apply management principles and practices to
their organizations and make them to be more effective, less costly and responding to
the ever changing needs of the citizens.

In the present study as it was the first time using a new questionnaire, an explor-
atory factor analysis was conducted to further examine the construct validity of the
scale. A data reduction procedure was applied, which searched for latent constructs that
may underlie the questionnaire (Bandalos & Finney, 2018). The exploratory factor
analysis yielded a 5-factor model, where factor 1 consists of item questions 27, 28, 29,
30, 31, 32, 33, 36, 38, 41, 42, 44, 46, 47, 48, 49, 51 and 53, and is named “Deming on
People”; factor 2 consists of item questions 1, 2, 3, 4,5, 6, 7, 8,9, 10, 11, 12, 13, 21, 22,
54 and 55 and is named “Deming on Leadership”; item questions 23, 24, 25, 26, 34, 37,
50 and 52 load on factor 3 which was named “Deming on Education and Training”; fac-
tor 4 consists of item questions14, 15, 16, 17, 18, 19 and 20, and is named “Deming on
Suppliers”; and factor 5 consists of items 35, 39, 40, 43, and 45, which is named “Dem-
ing on Systems”. All the factor loadings in the Confirmatory Factor Analysis are larger
than .40 and statistically significant

Based on the results of the particular research, the key factor “Deming on Peo-
ple” is moderately applied in Greek Public Administration. Particular emphasis is given,
mostly by managers of directorates, on providing support to the human resources to car-
ry out their work effectively, to provide an environment of trust, freedom of expression
and participatory management, to facilitate cooperation, competing trends and conflicts,
in empowering, rewarding, training and educating human resources and finally cultivate
a culture of administrative effectiveness, where all employees feel proud of their work
(Deming, 1986). Also, research results showed that the more the key factor “Deming on
People” increases, the more the satisfaction level of the administrative executives re-

garding “the achievement of the goals of their department” and “the improvements they
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have applied on the operational level of their department” increases. These findings are
consistent with the literature as many references have been devoted to the importance of
the above features in the success of a variety of profit and nonprofit organizations
(Appelbaum, Oulbacha, & Shapiro, 2018; Obeidat, Yousef, Tawalbeh, & Masa'deh,
2018; Wood, 2018). Empowerment equips individuals with the ability to make deci-
sions and take the initiative that affects their lives as well as their internal and external
customers. Also enhances employees’ satisfaction and fulfilment, promotes their crea-
tivity in products, services and processes improvement, resulting continuously value to
the customer. Additionally by removing barriers and constraining policies in the work-
ing environment, the flow of communication and valuable information is facilitated.
Moreover it encourages employees’ involvement and helps them to develop skills in
teamwork, problem solving, and business operations and increase pride in their work
and joy in the outcome. This approach helps employees to use their creativity,
knowledge and skills for continuous improvement, costs reduction, customers’ satisfac-
tion and achieving total quality, while fulfilling their individual needs (Pietenpol &
Gitlow, 1996).

Regarding the second factor, “Deming on Leadership” is moderately applied in
Greek Public Administration. Particular emphasis is given, mostly by managers of di-
rectorates, on giving particular emphasis to investigating and meeting the needs of the
service recipients, identifying the causes of the errors occurred and eliminating them,
continually improving organization's processes, developing a vision and strategy for
quality with a view to continuous improvement aligned with the vision and strategy plan
of the organization (Deming, 1986). Also, research results showed that the more the key
factor “Deming on Leadership” increases, the more the satisfaction level of “the admin-
istrative executives regarding the improvements they have applied on the operational
level of their department” increases. These Findings come in alignment with the litera-
ture as many researchers in the quality management literature have occupied with the
effect of leadership on organization's managerial leadership. Applying Leadership char-
acteristics in organizations, results enhancing employees' skills and developing their in-
trinsic motivation while maximizing their efficiency, improving organization’s quality,
achieving long-term and short-term goals in a competitive environment (Carvalho,
Sampaio, Rebentisch, Carvalho, & Saraiva, 2019; McNary, 1997; Rahman, et al., 2018).
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Also leadership is the foundation for organizational performance and growth, as organi-
zations with effective leadership tend to innovate, respond to the rapid changes in busi-
ness, technology, political and social environments, creatively address challenges, and
sustain high performance (Amagoh, 2009).

Moreover, the results of the particular research showed that the third factor
“Deming on Education & Training” is applied to little extend in Greek Public Admin-
istration. Particular emphasis is given, mostly by managers of directorates on encourag-
ing the human resources to continuous education, providing to the human resources
training in the use of statistical methods for decision making and Quality Management.
Additionally they establish quality improvement teams to continually improve the or-
ganization's processes, use cross-cutting teams to build interaction and reduce competi-
tive relationships and implement training programs to improve the employees’ skills.
Finally they are trained to be aware of the policies and strategies of the organization,
and to contribute in the adaptation of human resources to the changes and continuous
improvement of the administration system (Deming, 1986). Also, research results
showed that the more the key factor “Deming on Education & Training” increases, the
more the satisfaction level of “the administrative executives regarding the improve-
ments they have applied on the operational level of their department” increases. These
findings are supported by the literature, where many researchers in the literature dealing
with Education and Training of human resources and the organizations’ performance,
have stated that the continuous effective trained human resources of an organization dif-
ferentiates a great organization from a good one, in the new era. Organizations that sup-
port employees’ education and training help them to adapt to the ever changing envi-
ronment and update their skills and knowledge, with final results to achieve both short
and long term benefits. Training is the most powerful method to communicate organiza-
tional goals to employees, blow high quality in human resources within the organization
and enhance their productivity (Akdere, 2009; Galanou & Pripora, 2009; Powell, 1995).
Additionally, education and training are the most influential processes that develop the
capacity of employees on decision making, teamwork, problem-solving and interper-
sonal relations and enhanced performance. Moreover education and training affects the
successful accomplishment of organizations’ goals and objectives have beneficial im-

pact on the organizations’ level of productivity and growth, as well as impacting on em-
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ployees’ performance, enhancing their commitment and maximizing their potential
(Nda & Fard, 2013).

Regarding the fourth factor, “Deming on Suppliers” is applied in little extent in
Greek Public Administration. Particular emphasis is given, mostly by managers of di-
rectorates, to choosing suppliers, relying primarily on quality combined with the price
of the product or service (Deming, 1986). Also, research results showed that the more
the key factor “Deming on Suppliers” increases, the more the satisfaction level of “the
administrative executives regarding the performance of the human resources of their
department” increases. These findings are in line with the literature, while various re-
searchers indicated that in today’s competitive and uncertain environment, effective col-
laboration with suppliers for organizations is crucial in meeting customers’ changing
needs. Suppliers’ correspondence in delivering high-quality products and services on-
time in a cost effective way, leads organizations to capture a good market share along
with competitive advantage, long-term strategic benefits for their survival, competitive
advantage and significant overall effectiveness in this era of furious competition
(Chuah, Peng Wong, Ramayah, & Jantan, 2010; Routroy & Pradhan, 2014).

Finally the fifth factor, “Deming on Systems” is applied to little extend in Greek
Public Administration. Particularly it is worth noting, that the managers of directorates
consider the leadership of the organization more responsible for removing the pathogens
caused by the system than organization's employees. In addition, while they do not ade-
quately evaluate the processes of organization, they believe that their value for the or-
ganization is important and consider their continuous improvement necessary in the fu-
ture (Deming, 1986). These findings come in alignment with the literature which argues
that the importance of the effectiveness and efficiency of the organization processes and
elements has increased significantly in recent years. Systems tend to include multiple
processes and elements that interact and interrelate with each other in specific and dy-
namic ways, thus transforming organizations into dynamically complex adaptive sys-
tems that succeed in producing and maintaining competitive advantage, maximizing
their profitability and ensure their viability (Aladwan & Forrester, 2016; Edgeman,
2018). Nevertheless, research results didn't show a correlation between the key factor

“Deming on Systems” and any one of the key performance indicators.
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To what extent is the Deming's management method being implemented in the or-
ganizations of Greek public administration, by the senior and junior level public
administrators?

Based on the findings of this study, Deming Management Method is applied in a
moderate extent from the managers of the departments and directorates of Greek Public
Administration. Only forty eight percent of the administrative executives of Greek Pub-
lic Administration are using the principles and practices of Deming Management Meth-
od and almost all of those practices were applied significantly less frequently in the pre-
sent, compared to the future and compared to the value that they had for the organiza-
tion, according to the participants. Since almost sixty two percent of the administrative
executives of Greek Public Administration believe that Deming's Management Method
principles add value to the organizations and the sixty three percent have the intention to
apply them in the future. This is a unique finding since there is no relevant supporting
literature in the field of Public Administration. So far, the literature dealing with this
issue studies the application or not of Deming's Management Method to the organiza-
tions and not the extent to which it is applied to them. Specifically, in many cases
Deming's Management Method is completely confused or totally identified with Total
Quality Management (Gomes et al., 2019; Marcus, 2008; Rodgers & Antony, 2019).
Concerning the key factors that emerge from this study, it appears that Public Admin-
istration executives, who apply Deming's Management Method, focus primarily on
principles and practices of human resource management, leadership, education and
training, collaboration with suppliers and systemic consideration of their organization

and processes.

To what extent the senior and junior level public administrators of Greek public
administration believe that the principles and practices of Deming's Management
Method add value to their organization

Based on the findings of this study, it is believed in a great extent from the man-
agers of the departments and directorates of Greek Public Administration that Deming
Management Method adds value in their organizations. Almost sixty two percent of the
administrative executives of Greek Public Administration believe that Deming's Man-
agement Method principles and practices are the “basis for transformation” to improve
the performance of their organizations (Deming, 1986). Additionally, the results of this

research showed that the administrative executives believe that the principles and prac-
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tices of the factors “Deming on People”, “Deming on Leadership” and “Deming on Ed-
ucation & Training” add value in a great extent in their organizations. Related literature
concludes that effective leadership by utilizing practices of support and guidance of
human resources, and encouragement of continuing education and training, contribute to
the continuous improvement of the organization's internal environment, staff fulfillment
and therefore customer satisfaction (Hales & Chakravorty, 2006). Although related lit-
erature indicates that continuous improvement of processes and systems, as well as con-
sidering suppliers as partners leads organizations to succeed in producing and maintain-
ing competitive advantage, maximizing their profitability and ensuring their viability,
the administrative executives of Greek Public Administration believe that the principles
and practices of the factors “Deming on Suppliers” and “Deming on Systems” add value

in a little extent in their organizations (Edgeman, 2018; Routroy & Pradhan, 2014).

To what extent the senior and junior level public administrators of Greek public
administration have the intention to implement the principles and practices of
Deming’'s Management Method in the future

Based on the findings of this study, the managers of the departments and direc-
torates of Greek Public Administration have the intention in a great extent, to apply
Deming Management Method in their organizations. Since almost sixty three percent of
the administrative executives of Greek Public Administration have the intention to ap-
ply Deming's Management Method principles and practices in their organizations in the
future. Particularly it is also concluded that the administrative executives have the inten-
tion to apply the principles and practices of the factor “Deming on People”, “Deming on
Leadership” and “Deming on Education & Training” in a great extent in their organiza-
tions in the future while they have the intension to apply the principles and practices of
the factors “Deming on Suppliers” and “Deming on Systems” in little extent in their or-
ganizations it in the future. Concerning these findings, there is no related supporting lit-
erature. This consists a unique and original finding since there is no related supporting

literature.

To what extent the senior and junior level public administrators of Greek public
administration are satisfied from the achievement of the goals of their department

Moreover, the analysis of the key performance indicators, that present the degree

of satisfaction of Greek’s Public Administration executives from the level of organiza-
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tional performance as measured by satisfaction levels in relation to the key performance
indicators of their organizations (goals, human resource, suppliers, improvements)
showed that about the half of the participants were satisfied from the achievement of the
goals of their department. Critical studies have emphasized that despite the fact that in
the public sector the goals are unequivocal fuzzy and makes it difficult to measure per-
formance, their achievement is a key criterion for measuring performance (Argento,
Grossi, Jadskeldinen, Servalli, & Suomala, 2019; Spekle & Verbeeten, 2014)

To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the performance of the human resources of their
department

Additionally, the analysis of the key performance indicators that presents the
degree of satisfaction of Greek’s Public Administration executives from the implemen-
tation of the initiatives of Deming’s Management Method showed that more than the
half of Greek’s Public Administration executives was satisfied from the performance of
the human resources of their department. The relevant literature proves that human re-
sources is the most important asset of an organization that can assure a significant com-
petitive advantage and that effective human resources management is a key factor for
organization’s effective performance. Particularly, optimum human resources perfor-
mance is predominately attained when firms link human resources enhancing with an
organization's quality strategy. Furthermore, a quality perspective approach of human
resources helps organization create an egalitarian work environment that positively in-

fluences overall operational performance. (Youndt, Snell, Dean Jr, & Lepak, 1996).

To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the collaboration with their suppliers

However, the analysis of the key performance indicators that presents the degree
of satisfaction of Greek’s Public Administration executives from the collaboration with
their suppliers showed that a small number of participants are satisfied from the collabo-
ration with their suppliers. Though the literature, as mentioned above indicates that suc-
cessful collaboration with suppliers leads an organization to continuous performance
growth (Chuah et al., 2010; Routroy & Pradhan, 2014), the results of this research point
out that the relationship with suppliers in Public Administration needs re-evaluation in

order a better planning to be made for effective supplier chain management.
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To what extent the senior and junior level public administrators of Greek public
administration are satisfied with the improvements they have applied on the oper-
ational level of their department

Finally the analysis of the key performance indicators that presents the degree of satis-
faction of Greek’s Public Administration executives from the improvements they have
applied on the operational level of their department showed that almost two thirds of the
participants were satisfied from the improvements they have applied to the operational
level of their department or directorate. Various literature reveals that organizations that
develop continuous operational improvement routines increase their performance in
terms of quality, delivery and costs (Knol, Slomp, Schouteten, & Lauche, 2019;
Matthews, MacCarthy, & Braziotis, 2017).

Is there a significant correlation between the key factors of Deming’s Management
Method (Deming on People, Deming on Leadership, Deming on Education and
Training, Deming on Suppliers and Deming on Systems) and the organizational
performance of the abovementioned organizations as measured by satisfaction lev-
els in relation to the key performance indicators of Greek Public Administration

(goals, human resource, suppliers, improvements)?

The findings of the study confirmed the Research Question if there is a relationship be-
tween the key factors of Deming’s Management Method (Deming on People, Deming
on Leadership, Deming on Education and Training, Deming on Suppliers and Deming
on Systems) and the key performance indicators of Greek Public Administration (goals,
human resource, suppliers, improvements). More specifically Spearman correlation
showed that there is a strong and positive relationship between the factor Deming on
People and the indicator that shows the level of satisfaction of “the administrative exec-
utives regarding the achievement of the goals of their department” and the indicator that
shows the level of satisfaction of “the administrative executives regarding the improve-
ments they have applied on the operational level of their department”. That means that
the more the key factor “Deming on People” increases, the more the satisfaction level of
the administrative executives regarding “the achievement of the goals of their depart-
ment” and “the improvements they have applied on the operational level of their de-
partment” increase. This is in line with the literature, as it shows that many companies,

leaders in their field, who have given particular weight to their human resources, have
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achieved amazing results in satisfying their customers and increasing their competitive-
ness. In example, Motorola which its generic strategy can be characterized as cost lead-
ership has monitored powerful growth, especially after 1980, when it implemented a
combination of innovative features and quality initiatives. Specifically, Motorola has
developed a strong culture based on people's core values, where respect for the individ-
ual is a prerequisite, providing support and all the necessary tools, creating the right
conditions for free expression and empowerment, are factors that contribute to the
growth of the potential of all human resources. These factors enhanced employees' mo-
tivation and commitment towards effective achieving of the organizational goals and led
Motorola to a strong growth since 1980 and save $5.4 billion in operational processes
from 1990 to 1995! (Aldnge, 1992; Dahlgaard & Mi Dahlgaard-Park, 2006).

Also the findings of the study confirmed the Research Question if there is a relationship
between the key factor Deming on Leadership and the key performance indicators of
Greek Public Administration (goals, human resource, suppliers, and improvements).
Analytically Spearman correlation indicated that there was a strong and positive rela-
tionship between the factor “Deming on Leadership” and the satisfaction level of “the
administrative executives regarding the improvements they have applied on the opera-
tional level of their department”. That means that the more the key factor “Deming on
Leadership” increases, the more the satisfaction level of “the administrative executives
regarding the improvements they have applied on the operational level of their depart-
ment” increases. This is in alignment with the bibliography which proves that choosing
the right leadership style for continuous improvement and innovation, improves the ef-
fectiveness of the organization and its overall image. Literature dealing with the princi-
ples of quality management and operational performance proves that one of the most
powerful factors driving an organization's competitive advantage and effectiveness is
leadership adoption (Samson & Terziovski, 1999). Many companies and organizations
applying effective leadership, have improved the quality of their products and services.
For example in the health sector, national leadership frameworks have been developed
in countries such as in the UK the NHS Institute for Innovation and Improvement, 2011
, in USA the National Center for Health care Leadership, 2012, in Canada the Canadian
Health Leadership Network, 2015 and in Australia the Health Workforce Australia,

2013. They monitored spectacular results in quality of health services, cost reduction
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and customer satisfaction. Applying leadership to these organizations provided an in-
spiring vision and strategic direction for partnerships, innovation, organizational learn-
ing, systematic thinking, integration, dialogue and transformational improvements that
lead in mindsets changing and sustain high service performance and survival (Shannon
& Sebastian, 2018).

Moreover the specific study confirmed the Research Question if there is a relationship
between the key factor Deming on Education and Training and the key performance in-
dicators of Greek Public Administration (goals, human resource, suppliers and im-
provements). In more detail Spearman correlation showed that regarding the factor
“Deming on Education and Training”, there was a strong and positive relationship with
the performance indicator of the satisfaction level of “the administrative executives re-
garding the improvements they have applied on the operational level of their depart-
ment”. That means that the more the key factor “Deming on Education and Training”
increases, the more the satisfaction level of “the administrative executives regarding the
improvements they have applied on the operational level of their department” increases.
This finding is consistent with previous studies on this field and shows that educated
and well-trained human resources contributes significantly to the effective implementa-
tion of improvements in organizations. As Drucker (1993) points out, knowledge em-
ployees have become the most essential asset in the knowledge-based society. Thus,
qualified employees with emotional and intellectual competencies are a crucial compo-
nent to effectively accomplish organizational improvements and lead to organizational
success. The continued effective implementation of these improvements has important
implications for maintaining the competitive advantage of organizations in a global
economy. Through education and training, individual performance, skills and behaviors
are improved and improvements can be implemented with greater awareness and suc-
cess. Related business research has shown that education and training, through effective
improvements, is closely linked to the organization’s performance in terms of employ-
ment growth and profitability and consequently to the organization’s viability (Huang,
2001).

Furthermore the specific study confirmed the Research Question if there is a relation-
ship between the key factor “Deming on Suppliers” and the key performance indicators

of Greek Public Administration (goals, human resource, suppliers, and improvements).
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Precisely Spearman correlation indicated that the key factor “Deming on Suppliers” is
significantly associated with a strong and positive relation with the satisfaction level of
“the administrative executives regarding the performance of the human resources of
their department”. That means that the more the key factor “Deming on Suppliers” in-
creases, the more the satisfaction level of “the administrative executives regarding the
performance of the human resources of their department” increases. Related literature is
in line with these findings as they prove that organizations cooperating with suppliers
can reduce the complexity of their environments and meet the needs of their customers,
by providing better quality services at low cost (Habidin, Mohd Yusof, & Mohd Fuzi,
2016). Laframboise and Reyes (2005) argued that the alignment of suppliers with quali-
ty management practices has positive effect in human resources performance, improve-
ment in their relationship, better operating procedures especially regarding administra-
tive and financial aspects, effectiveness of the supply chain, better information flow and
improved overall picture of the organization. Many organizations, such as Toyota in the
automotive sector, and in other areas such as healthcare, education, banking and Public
Administration have developed long-term relationships with their suppliers, on a basis
of mutual understanding of needs and a clear vision for the employees on both sides, in
a win-win state. Studies have shown that when people cooperate they feel that have a
common purpose, and then they share information and resources, communicate and in-
teract effectively, help and support one another, and develop an open and effective dia-
logue. Therefore it is established an environment that leads the human resources of or-
ganizations to show high levels of performance (Wong, 2002).

Finally the specific study did not confirm the Research Question if there is a relation-
ship between the key factor “Deming on Systems” and the key performance indicators
of Greek Public Administration (goals, human resource, suppliers, and improvements).
More specifically Spearman correlation showed that no significant relationship was
found between the key factor “Deming on Systems” and all the key performance indica-
tors (goals, human resource, suppliers, improvements) of the questionnaire, that meas-
ure the performance of Public Administration organizations through the satisfaction
level of the administrative executives of Public Administration. However, the findings
of the present study did not reveal that the factor “Deming on Systems” had a signifi-

cant and positive relationship with the key performance indicators (see Table 4.6). This
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finding is contradicting to the literature, which supports that the improvement of the
quality of Systems in an organization is related to the improvement of performance in-
dicators (Opeyemi, Isaiah, & Olugbenga, 2019), and shows that, the improvement of the
quality of Systems of the organizations of Greek Public Administration is not related to
their performance indicators. A possible reason that this may happen is because, since
the post-war era in Greece, the key problems of Greek Public Administration were char-
acterizing the manner of the organizational and systemic structure of the administrative
mechanism that corresponded to chronic weaknesses of administrative structures, which
had already been identified and attempted to be addressed through modernization and
reform efforts, without significant improvements, due to the generally low capacity and
quality of the administrative mechanism (Spanou, loannou, Lampropoulou, Balla, &
Economou, 2018).

IMPLICATIONS

A quality management survey instrument emerged from the current study, with
established validity and reliability, which could be used in any organization of public
sector to evaluate the quantity and quality of the practices, methods and tools of quality
management activities which are occurring and the effectiveness of the implementation
of those practices, methods and tools that have been developed. Also the findings pre-
sented and discussed above have many implications for the development and use of
Deming Management Method in Greek Public Administration. As mentioned above, the
Deming Management Method has been applied to many organizations, profit and non-
profit, worldwide with excellent results in their performance, in creating a competitive
advantage and in their viability. It is of paramount importance, especially nowadays that
the global financial crisis has affected the Greek economy and reality, that the practices
and tactics of Deming's Management Method have to be adopted by Public Administra-
tion executives in order to transform the Greek public sector for the benefit of the citi-
zens. Managers of departments and directorates shall focus particularly on developing a
transformational culture based on the key factors of Deming Management Method
which are: (a) Deming on People, (b) Deming on Leadership, (c) Deming on Education
& Training, (d) Deming on Suppliers and (e) Deming on Systems. The identification of

these factors by the administrative executives and their implementation will contribute
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to the structural changes, needed by the Greek public sector to operate systematically at

the lowest possible cost to the maximum satisfaction of citizens.

As, according to Demining Management Method, the responsibility for trans-

formation lies primarily with senior management, regarding the factor “Deming on

People”, managers should take the following actions:

1.

10.

11.
12.

13.

14.

15.

Informing all human resources that the ultimate goal of the organization is to
improve the quality of services provided

Ensuring a quality work environment for human resources

Ensuring the necessary resources, tools and ethical support of staff, so that the
levels of service quality are ambitious and feasible at the same time

Providing human resources with appropriate methods and processes to effective-
ly achieve its objectives

Removing the barriers to the organization's processes that prevent human re-
sources from performing their job effectively

Providing accurate guidance and support to the workforce to perform its job ef-
fectively

Ensuring for the human resources an environment of trust and free expression
without criticism, making them feel valuable

Encouraging open and honest communication with the human resources of the
organization and eliminating fear at the same time

Encourage employees to participate in the decision-making process

Avoiding the use of slogans and human resources prompts to eliminate errors /
omissions / overlaps and defective services

Facilitate interaction between departments

Adopt a culture of administrative effectiveness where all human beings feel
proud of their work

Encourage cooperation and consensus to effectively manage conflict and reduce
competitive relationships

Evaluating the human resources of the organization without benchmarking and
classifying them according to their performance but providing constructive guid-
ance and developing an action plan for improvement

Empowering, recognizing and rewarding human resources
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16.

17.

Encouraging human resources to be constantly trained to prepare for future
changes and challenges
Encouraging human resources to adopt quality improvement strategies

Also regarding the key factor “Deming on leadership” the administrative execu-

tives need to adopt and apply the principles and values of Deming Management Method

for leadership such as:

1.

10.

11.

Developing and implementing a Quality Vision and Strategy in their organiza-
tion

Establishing quality culture throughout the organization

Developing long-term quality-based planning in their organization, always aim-
ing to become better and presenting it to all employees

Investing resources in research and education

Committed to continually improving the quality of services provided, prioritiz-
ing the needs of the recipients of your services

Preparing for future challenges foreseen

Integrating quality control techniques into each stage of the design of the service
provided and delivered

Looking for the causes that caused the errors found

Taking steps to eliminate the causes of errors / omissions / overlaps in service
provision

Taking into account customer requirements in the process of developing or cre-
ating a service

Constantly improving the systems and processes

Furthermore, as the results of the specific study showed that the practices of the

key factor “Deming on Education and Training” were applied in little extent, their im-

plementation in a greater extend will positively affect the effectiveness of their organi-

zation. More specifically administrative executives should:

1.

Provide education and training to human resources to continually improve their
work
Provide training to the human resources of the organization, supervisors and

subordinates, in the use of statistical methods for decision making
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Provide training to leadership to be aware of the policies, the strategies and the
way the organization works

Provide training to the organization's human resources, supervisors and subordi-
nates, in Quality Management

Establish quality improvement teams to continually improve the organization's
processes

Use cross-cutting teams to build interaction and reduce competitive relationships
between departments

Improve the skills and abilities of employees through training programs

Provide training to leadership in order to help adapt human resources to change
and continually improve the administration system

In addition, as the factor “Deming on Suppliers” is applied to little extent in or-

ganizations of Greek Public Administration, the implementation of a supplier manage-

ment strategy in accordance with the Deming Management Method would have a posi-

tive effect on the organizations by delivering better quality services to the public sector

in lower cost and long-term strategic benefits. More specifically the administrative ex-

ecutives should implement the following:

1.

Use statistical methods of quality control to prove that processes work success-
fully

Develop long-term partnerships with suppliers to participate in the process of
developing or creating a service

Choose suppliers, relying primarily on quality combined with the price of the
product or service.

Require from suppliers to devote time to improving the quality of their own
products and services.

Use quality statistics to ensure that suppliers meet quality standards.

Finally, as the factor "Deming on systems" is applied to little extent in Greek

Public Administration, the implementation of practices and policies that will help to ef-

fectively manage the systems and processes of Public Administration organizations and

make a significant contribution to their structural change and transformation. In particu-

lar, managers of department and directorates should adopt a culture of transformation

to:
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Deal with errors / omissions / complaints in the provision of services with the
belief that they are at their own risk, and not exclusively of employees, trying to
find an effective way of managing them

Be convinced that they are responsible for removing pathogens caused by the
system (i.e. the causes of errors / omissions / complaints)

Focus on quality and not just focus on achieving numerical goals

Evaluate the organization’s operating procedures by focusing more on them (and

not the people who implement them)

Recommendations for Further Study

The literature in the field of quality management in Public Administration is

very limited. There appears to be an ever increasing interest in this area, and further

studies could prove to be beneficial. Based on the findings of this study, the following

recommendations are offered for future research:

1.

Follow-up studies should be carried out in the same sample over three to five
years, to investigate possible changes in the implementation of Deming Man-
agement Method in Greek Public Administration.

Research should be done to the same population (Greek Public Administration
executives) to assess qualitatively the extent of quality management. Qualitative
case studies rely upon data obtained from interviews and observations, which
would address administrative executives of supreme leadership, the type of lead-
ership behavior which appears to be needed to ensure the transformation of the
organizations, the style of management used in human resources, the educational
and training strategy, the suppliers cooperation policy, the type of data used in
systems and processes management, the methods used to obtain the data and the
resistance that is encountered in gaining commitment to the implementation of
Deming Management Method.

Replication of the particular research should be done, using different measures
of performance. For example, a future research may employ the objective way of
measuring organizations’ performance, which is based on the comparisons of the
absolute measures of performance (balance sheets, profit, data that record cus-

tomer’s satisfaction etc.).
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Comparative studies should be conducted among Greek and European Public
Administration. These comparisons would be useful in order to find out similari-
ties and differences in quality management in Public Administration.

Finally, future research should be designed to establish the validity and reliabil-
ity of a quality management survey instrument which could be used in any or-
ganization of public sector to evaluate the quantity and quality of the practices,
methods and tools of quality management activities which are occurring and the
effectiveness of the implementation of those practices, methods and tools that

have been developed.
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I. Informations Regarding Deming's Theory of Quality

For every question, fill with X (only one) the boxes in the three adjacent colums

Measurement scale
1 2 3 4 5

To little

Tosome extent To great

Never Always

PRESENT To
what extent do you
currently apply the

following statements or
suggestions to your
organization?

VALUE To
what extent does this
approach give value to
your organization?

FUTURE

To

what extent do you have
the intention to apply
the following
statements or
suggestions to your
organization?

Constancy of Purpose for the Improvement of Product and Service 1:!2:3:i4:511:2:3:!4:5|1:2:{3:i41:5

1. You develop long-term quality-based planning in your organization with the goal of always beingbetter. i f i [ OO0l O0i0i 0/ O0iglOi0i0O 0O Qd
2. Do you invest resources in research and education? Ogig'o'gloiooig:rglgigigioqg
3. You constantly improving the processes of your organization's products and services. Oioiiooloioioiooloigigiorig
4, You are preparing for future challenges that you have foreseen. Oigigigigloigioiigloigigigig
Adopt the New Philosophy 1:!2:3:14:511:2:3:4:5|]1;2:3:{4:5

5. You develop in your organization Vision and Strategy for quality. O'o'O''glo'giooygloigigigrg
6. You apply in your organization Vision and Strategy for quality. Ooiggiglogigiigloigigigrg
7. You have as priority the needs of the recipients of your services. Oigigiigloigigiigloigigigrg
8. You establish quality culture throughout the organization. Oigiggiglogigigloigigigng
9. Leadership is committed to continually improving the quality of the provided services. O'oiggiglogigiigloigigigorg
Cease Dependence on Mass Inspection 1:12:3:14:i{5|]1:2:3:4:5]1:{2;3:i4:5

10. Youincorporate quality control techniques into each stage of the design of the services you provide. O'o'o'0'glo'gig:gloigigigrg
11. Youincorporate quality control techniques at each stage of delivering your services to the recipients. O'oOo''glo'gioo:gloigigigrg
12. {Areyou looking for the causes that caused the errors you may find? Oigigigiglogigigigigloigigigolg
13. iYou take steps to eliminate the causes of errors / failures/ overlaps in service provision. O'oiogiglogioiigloigigigorg
14. iYou use statistical methods of quality control to prove that the process is working successfully. Oigigigiglogigigigigloigigigig




For every question, fill with X (only one) the boxes in the three adjacent colums

Measurement scale

1 2 3 4 5

To little Tosome extent

To great

Never Always

PRESENT To
what extent do you
currently apply the

following statements or
suggestions to your
organization?

VALUE
what extent does th
approach give value

To
is
to

your organization?

FUTURE To
what extent do you have
the intention to apply
the following
statements or
suggestions to your
organization?

End the practice of awarding business on the basis of price tag alone 1:2:3:4:5|]1:2:3:4:5]1:2:3:4:5
15. iYour suppliers are involved in the process of developing / creating a service. Oo'o'o'olororo'o:oloigigior g
16. iYou develop long-term partnerships with your suppliers. Ooio:o:oloioioio:oloigigiorog
You choose your suppliers, relying primarily on quality combined with the price of the products or
17. services OiOiOsoyoo;0yoygygigyoyo:o: g
You require from your suppliers to devote time to improve the quality of their own products and
18. : O:iOiO:O:go0:0:o:gyg g:g:org: g
services.
19. iYou choose your suppliers, relying only on the price of the products or services. Oigigig'gloigioigyrglgigigioyg
20. iYou use statistics, regarding quality, to ensure that your suppliers meet quality standards. Oigig/oiglo/oigoigloioigoigr g
Improve the System of Production and Service 1i{2:!3i4:5]|]1:{2:{3i4i{5]1:i{2i{3:4:5
21. |Customer requirements are taken into account in the process of developing / creating a service. O'oig'iglo/gioioigloigigigrg
22. iYou are constantly improving your systems and processes. Oigiio'gloigigig:glgigigioig
23. !You provide education and training to human resources to continually improve their work. crOigiOigloigigigigloigigigorg
Institute a Vigorous Program of Education and Retraining 1:2:{3i{4:5|1:{2:3:4i{5|1{2:i{3i{41:5
2 The human resources of the organization (managers and subordinates) are trained in the use of
" listatistical methods for decision making. oo ofo oo oforooror
Managers are trained to be well aware of the policies, strategies and the way that the organization
25. o Dioioioio|oioioioio|loioioioio
26. iThe organization's human resources (managers and subordinates) are trained in Quality Management. O'o0'Qiglogiooigloigigig: g
Adobe and Institute Leadership 1:2:{3i{4:511:{2:3:4i{5|1:{2:{3:i{4:5
27. You provide guidance and support to human resources so that it can perform its job effectively. O'oioigloggioiigloigigigrg
28 You eliminate the barriers to the organization's processes and prevent human resources from
* iperforming their job effectively. oo oo o ooy
29. {You ensure an environment of trust and freedom of expression without criticism for human resources. Oigigigigloigigigigloigigigig
30. :You encourage employees to participate in the decision-making process. O'oO0'0'glo'gio'o:gloigigig: g




For every question, fill with X (only one) the boxes in the three adjacent colums

Measurement scale

1 2 3 4 5

To little Tosome extent To great

Never Always

PRESENT To
what extent do you
currently apply the

following statements or
suggestions to your
organization?

VALUE
what extent does th
approach give value

To
is
to

your organization?

FUTURE To
what extent do you have
the intention to apply
the following
statements or
suggestions to your
organization?

Drive out Fear 1:12:3:4:5]|]1:{2:3:4:5]1:2:3:4:5
You encourage open and honest communication with the human resources of the organization while
31. o Oio:oio:g|o:oro:g:oyjg:oig:goig
eliminating fear.
32 You inform all human resources that the ultimate goal of the organization is to improve the quality of
' iservices provided. e -
33. iYou make human resources feel valuable? Oioioio'gloioioioioloigigiorig
34. You establish quality improvement teams to continually improve the organization's processes. Oioiiooloioioiooloigigiorig
You believe that only employees are held liable for errors / omissions / complaints occurring in service
35. - OiOoigioig|oioroigroyjgroygrgoyg
provision.
Break down Barriers Between Departments | 1:2i{3:4i{5|1i{2{3i{4:!5]|1:2:3:41:5
36. !You ensure that each department interacts effectively with the other departments. m Oloio/giogloioigigorg
37 You use inter-departmental teams to build interaction and reduce competitive relationships between
' idepartments and employees. WEEppmpNmERE) U W RNy ) N
38 You emphasize on cooperation and consensus, with the aim of managing conflicts effectively and
" ireducing competitive relationships within the organization. oo ofo oo ofoo:oo: o
Eliminate Slogans, Exhortations, and Targets for the Work Force 1i12i3i{4:i{5]1:2:i3:4:5]1:{2i3:{4:5
39 The leadership of the organization is responsible for removing the pathogens due to the system (i.e. the
* icauses of errors / omissions, defective products). oo ofoya: oo opaya: oo o
40 Organization's employees are responsible for removing pathogens caused by the system. More
* ispecifically, the reasons that cause mistakes/omissions, defective products. ioioioiofoooioiofoioioioio
a1 The leadership of the organization provides human resources with appropriate methods / processes to
* ieffectively achieve its goals. OO oo 0 oo
42. You use slogans and human resources prompts to eliminate errors/ omissions / overlaps and defects. O'giggigloigigiigloigigigrg
Eliminate Numerical Quotas 1:2:3:4:5|1:2:3:{4:5|1:2:{3:i{4:5
43. iYou focus solely on achieving numerical goals without emphasizing on quality. O'oi0'Qiglogiooigloigigigrg
a4 You ensure the necessary resources and ethical support, so that the levels of quality services are
* lambitious and at the same time feasible. (BRI EE E) R W) W) SN N
45 You evaluate the organization's operating procedures, with a greater emphasis on them (and not the
* ipeople who implement them). SR ] ) R RN g L RN




For every question, fill with X (only one) the boxes in the three adjacent colums

Measurement scale
1 2 3 4 5
To little Tosome extent

To great

Never Always

PRESENT To
what extent do you
currently apply the

following statements or
suggestions to your
organization?

VALUE To
what extent does this
approach give value to
your organization?

FUTURE To
what extent do you have
the intention to apply
the following
statements or
suggestions to your
organization?

Remove Barriers That Rob People of Their Right to Pride of Workmanship 1:2:3:4:5]1:2:3:4:5]1:2:3:4:5
46. !You cultivate a culture of administrative efficiency where all human beings feel proud of their work. Oioioio'gloioioioioloigigiorig
47 You evaluate people of your organization without classifying them according to their performance and
" iwithout comparing them. e I e e -
48. Do you ensure a quality work environment for human resources of your organization? Oiioiooloioioioioloigigioig
49. You Lead by empowering, recognizing and rewarding human resources. Oigig'g/gloioioigiglgigigoioig
Institute a Vigorous Program of Education and Retraining 1:!2:{3i4:!5|1:12:3:!4i{5|1{2{3:i41!5
50. {Youimprove the skills and skills of employees through training programs. Oigigigiglogigioigigloigigigig
You encourage human resources to continuously being trained, to prepare for future changes and
51. | allenges oio{oioio|ojoioiojo|oioioioid
52 You are trained to help human resources adapt to changes and continually improve the organization's
" imanagement system. oo:OoigigjoiO0igioojOorgioyo: g
Take Action to Accomplish the Transformation 1:2:{3i{4:5|1:{2:3:4i{5|1{2:i{3i{41:5
53. !Quality improvement is in line with the organization's Vision and Strategy. Oigiggiglogigiigloigigigrg
54. !You use an effective action plan to deliver quality upgrades to your organization. O'oig'iglo/gigioygloigigigrg
55. iYou encourage people to adopt quality improvement strategies. Oigigigiglogigigiigloigigigig
Performance Measurment 1i2:3:4:5
56. iHow satisfied are you, as head of department, from the achieve-ment of the goals of your department? { { i Q! [J{ [ O
57 How satisfied are you, as head of department, from the performance of the human resources of your
* idepartment? Do
58. iHow satisfied are you, as head of department, from the collaboration with suppliers? Oigigigig
59 How satisfied are you, as head of department, from the improvements have applied to the operation of the
' department /directorate? EEREpAEE NN




Il. Demographic characthistics

60.

61.

62.

63.

64.

65.

66.

67.

68.

Fill X or text where required
Gender

Male Female

L1

|

Age
You were born during
1945 and before 1946-1964 1965-1976 1977-1995 1996 and after

L1

Are you a graduate of the National School of Public Administration?

No

|

D<
o
w

What is your highest level of education?
a. Graduate

b. Postgraduate studies (i.e. IEK)

c. University Graduate

d. Graduate of Technical Educational Institution
e. Master

j. Doctorate (PhD)

k. Other

i

Depending on your choice in the previous question, choose the direction of your degree.

a. Administrative & Financial Science / Business Administration

b. Other specialization I:l

What is the name of the organization you work for?

Your Position is

a. Head of Directorate I:l

b. Head of Department

c.Other Position

How many years do you work as a Head of Department or Directorate

Years of employment in the private sector:

If you would like to be informed about the survey results, please fill in your e-mail:




. MAHPO®OPIEZ ZXETIKA ME TH OEQPIA TOY DEMING

ZuUNANPWOTE X OTO KOUTAKLA 0TI 6THAEG Ttou Bpiokovtan Sl

KAipaka Métpnong

NAPON
Ze noto Babuo

AZIA
Ze noto Babuo

MEAAON
Ze noto Babuo
oxeblalete va

1 2 3 4 5 sd)a'p uolete auth 1"]' npocdideL aia otov edapudoete otov
J€ UKPO € pétplo Badud Ze peydo OTIVRA) GTOV OpYAVISHO 0pPYAVICHO oaG aUTH N 0PYAVICHO CaG TIG
KaB6Aou AnoAuta OOLG TLG TTALPALKATW , . , ,
. , . npocéyyon? mapakatw 0éoeig )
Bécelg ) mpotaocelg? ]
TPOTACELG?
Anuovpywvtog otabepdTNTA GKOTIOU 1:2:3:14:;5|1:2:3:!4:5|1:2:3:4:5
AvVOmtUO0ETE HOKPOTIPOOEGUO OXESLAOUO BACLOMEVO GTNV TOLOTNTA £XOVTAG TTAVTA WG OTOXO Va
1.
viveate keAUTEpOL, OrO:orOo:g|oyoroygrojg:oygrgoqg
2. Emevduete moOpoug o€ €peuva Kal ekmaibeuon. O'oO0'0'glooioo:gloigigigrg
3. BeATLWVETE OUVEXWG TLG SLASIKACIEG TWV TIPOTOVTWY KOl TWV UTINPECLWY TOU OpyavIoHOoU Oag,. Oioigi0igloioioigloigigigrg
4, Mpoetolpdleote yLor LEANOVTLKEG TIPOKANCELG TTOU €XETE SLOPAEPEL. Oigigigigloigigigiggigigiong
Yio0etwvrag tn véa phocodia 1:2:3:4:5|1:2:3:4:!5|1:2:!3:4:5
5. AvamtUoGOETE OTOV OPYOVIGHO oag Opapa KAl ZTPATNYLKNA Yo TV ToldTnTaL. O'O'O00igloioigigigloio:ggrg
6. Edapudlete otov opyaviopd cog Opapa Kal STPATNYLKA yLa TV moLoTnTa. O:'O00igloioigiigloiogorg
7. 'EXETE WG TTPOTEPOLOTNTO TLG AVAYKEG TWV OTOSEKTWY TWV UTINPECLWY OO, Oigigigigloigigigiglgigigigonig
8. EykaBi8puete kKouAtoUpa TTOLOTNTAG OE OAO TOV OPYAVLIOUO. O'gigigigloigigigigoigoiorg
H nyeoia Tou opyaviopou decpeveTal va epapuooel cuvexr BeAtiwon Tng moLoTnTag TWV
9.
TLAPEYXOUEVWV UTINPEOLWV. oo ofo 000 oo oo oy
Itapatwvtag TNV e§apTnon ano t pwalikn embswpnon 1i{2i3i{4{5|1i{2i3i{4{5|1i2i3i{41{5
EVOWMOTWVETE TEXVLKEG TIOLOTLKOU EAEYXOU 0€ KABe 0TASL0 OXESLACUOU TNG UTNPEDLAG 1 TWV
10.
UTINPECLWY TIOU TIAPEXETE. Do ofo oo ooy a oo
11. EVOWMOTWVETE TEXVLKEG TTOLOTIKOU eAEyxou o€ KABe 0TASL0 tapoX G Twy umnpecwy otougamodéktes. | ' ' ' ' OlO0' O/ O0'0iglOigigigi g
12. {Avaintate Ta aitia tou mpokaAecav to AdOn mou Tuxov evtomilete. Oigigigigloigigigiglgigigiorg
MNpoPaivete og evépyeleg yLa TNV €€AAELPN TWV OULTLWV TTOU TIPOKAAECAV
13.
A&On/mapaieielc/emikaAUP LG KATA TAV TAPOXN TNG UTNPECLAG. EgEypmpYmEpY Gy Y R N
XPNOLUOTOLEITE OTATIOTIKEG HEBOSOUG TTOLOTIKOU gAEyXoU yLa va amodetyBel otL n Stadikaoia
14. O:O:O:O:g|o:0:o:g:gjg:oro:a:a

AELTOUPYEL UE ETTLTUYLO.




SUMNMANPWOTE X OTOL KOUTAKLOL

KAipaka Métpnong
1 2 3 4 5
KaB8doAou 2 NKP.O EE pEpio BaBd ze psya')\ ° AnoAvta
Babuo Baduo

NAPON
Ze oo Babuod
edapuolete avth ™
OTLYUH OTOV OPYQAVIOUO
oOLG TLG TTAPAKATW
B£os1g 1) MpOTACELG?

AZIA
Ze oo Babpod
npoodidel afia otov
0pPYQVICHO oaG Ut N
npocéyywon?

MEAAON
Ze oo Babpod
oxedialete va
edappdoete oTov
0pPYAVICHO CaG TIG
napakdtw OceLg
TPOTACELG?

ZTOHATWVTOG TNV TIPOKTIKA TNG EMAOYAG TWV TPOUNOEUTWV oTNPL{OLEVOL LOVO OTNV XOUNAOTEPN TLUA

1:2:3:i{4:5

15. iOumpounBeutég oag ouppetéxouv otn Stadikaoia avamtuéng/dnulovpyiog plog unnpeoiag. O'o0:o'olooioo:golooioio: g
16. {AvamrtUoete HaKPOXPOVIEG OXEOELG CUVEPYODLAG UE TOUG IPOUNBEUTEC 0. Ooio:o:oloioioio:oloigigiorog
EmAéyete Toug MpounBeUTEG oag, oTNPL{OMEVOL TPWTIOTWE OTNV TTOLOTNTA O GUVEUAOUO LE TNV TLUN
17.
TWV TIPOLOVIWV R UTINPECLWV. ) S EpE
EvOappUveTe TOUG MPoUNBeUTEG Gag va adlepwVouV Xpovo othn BeAtiwon tng moldtnTog Twy SIkwv
18.
TOUC TIPOLOVTWV KOlL UTTNPECLWV. oo ofo 0 D0 oo oo
19. !Em\éyete TOUC TIPOUNOEUTEG 0ag, OTNPL{OUEVOL HOVO OTNV TLUN TWV TTPOLOVTWY 1 UTINPECLWV. Oiioiooloioioioioloigigioig
20 XPNOLUOTIOLEITE TO OTOTLOTIKA OTOLYELQ OYXETIKA UE TNV TTOLOTNTA, VLo Vo SLa.odaAlosTe OTL oL
" IMPOMUNBEUTEC 0O AVTATIOKPIVOVTOL 0T TTPATUTIOL TTOLOTNTOC IOV €XETE DETEL. oo ofo 0y 00O oo
ZuveXnG BeATiwon TOU CUCTANATOG MAPAYWYNG KOL UTTNPECLWV 1:/2i3i4i5|1i{2i3:4i{5|1:i2i3i41i5
O anottAoeLg Twv teAatwy AopBavovtot urtoPy katd tn Stadikacio avantuéng/dnuiovpyiag puog
21'un’ OiO:oiOo:go:oro:orojgroigrgoig
npeoiac.
22. iBeATUWWVETE CUVEXWG TOL oUCTAHATA Kat TLG Stadkaoieg oag. O'oogoigloioigigigloiogogorg
MNapéxete ekmaideuon Kal KATAPTLON 0TO avBpwIvo SUVANLIKO WOTE va BEATLWVEL CUVEXWG TNV
23-8, ciOrOiOig|joioioigigjgioigigord
pyaoia tou.
Kataption otnv gpyaocia 1:2i3i{4:!5|1:2:i{3i{4:!5|1:2i3:i{4:5
To avBpwrivo Suvautkd Tou opyaviopoU (mpoiotdpevol Kat udLlotdpevol) ekmatdevovtal otn xprnon
24,
OTATLOTIKWY HEBOSWV yLa tn AN anodpaoswy. oo ofo oo oforooror
OLnpoiotapevol ekmatdelovtal wote va YWwPilouv KA TLG TIOALTIKEG, TLG OTPATNYLKEG KOl TOV TPOTIO
25. iAewtoupyliag Tou opyaviopoU mou epyadovtal, (6nAadn amnod Tig ELOPOEG EWG TLG EKPOEG KaL TNV O:'Ooig:'oiglo'gigo:glooigig:r g
oANAemibpaon HeTOEL OAWV TWV UEPWV TOU).
To avBpwrivo Suvautkd Tou opyaviopoU (mpoioTdpevol Kat udLotdpevol) eknaldeVvetal oe BEpata
26.
Alayeiplong Moldtntac. L e ey
Oéomnuon Hyeoiag 1:{2i3i{4:!5|1:{2i{3i{4:!5|1:2i3i{4!5
MNapéxete 0dnyieg kat unmtootpLEn oto avBpwvo SUVAULKO £TOL WOTE va eKTEAEL TNV epyacia Tou
27.
AMOTEAEOHATIKA. OiO0:OiO0:goyoioyoro|jgroigioyg
E€aheidete Ta epmodia ov odeilovtal ot SLaSIKACILEG TOU 0pYaVIOHOU Kat EUrodilouv To
28.
avOpWIVO SUVAULKO VO EKTEAEL TNV EpYOOLA TOU QITOTEAEOUATLKA. oo oo o ooy
E€aodalilete yia to avBpwrivo Suvaptko éva reptBallov epmiotoolvng Kat eAelBepng ékdpaong
29.
Xwpic mikpLtiky Stabeon. OO oo 0 oo oo
30. iEvBappuvete Toug pyalOUEVOUC VO CUMHETEXOUV 0Tn Stadikaoia AMPng anopdoswv. O'o'00igloioioiigloio:g oo




IUMTANPWOTE X OTA KOUTAKLOL

KAipaka Métpnong

NAPON
Ze oo Babuod
edapuolete avti ™

AZIA
Ze noto Babuo

MEAAON
Ze noto Babuo
oxedialete va

1 2 : : 5 e ovomanens | [oeeSGe e | sopvions e
, J€ WKPO 2 pétpo Badbuo Ie peyddo , OOLG TLG TTAPAKATW Py p.' s nn Py 'll ’q q’
KaBdAou AnoAuta i i ) npooéyyion? napakdtw O€ceig N
Bécelg ) mpotaocelg? ]
TPOTACELG?
Anopakpuvon tou ¢oBou 1:i{2:i3i{4:!5|1:{2:i3{4:!5|1:2i3i{415
EvOappUVETE TNV avoLXTH KAl ELALKPLVA ETILKOWVWVIA PE TO avOpWTVO SUVAULKO TOU 0pYavLoUOoU
31.
e€aleidovroc tavtoypova to ¢ofo. oo DD oo
EvnuepwveTe OAo TO avOpwILVO SUVAULKO OTL AMWTEPOG OTOXOC TOU OPYAVIOUOU elval va emtteuxBel n
32.
BeAtiwon TNC moLOTNTAC TWV TTOPEXOUEVWV UTINPECLWV. oo 000 oo oo
33. {Kdvete to avBpwrvo Suvaptko va atoBdavetal moAUTLO. O'oio'oiolo'oioioigloigioior g
JUYKpoTeite opadeg BeATiwong tng moldTNTAC Yo T ouvexn BeAtiwon twv Stadlkaclwy Tou
34. . O:O0:O0igjg|ororoyoyo0yoyoyorg
opyavLopou.
Oewpsite unevBuUvVoOUC Toug epyaldpevoug otav cupBaivouv Adbn/mapaieieic/mapdnova otnv
35.
RUPOXH] UTPECLV. O:O:O0:Oigjoioioyoyoi0yo:o:o: g
E€aAewdn eunodiwv petafl Twv THNUATWwY 1:2:3:{4:5|1:{2:3:4i{5|1:2:i{3:{4:5
36. iAlaodoalilete OtL kAOe TUAHA 1) SlevBUVGN AANAeTUSPA pe T GANA THAKATA 1) SLleuBUVOELS. O'O'O00igloioigigigloio:ggrg
Xpnotuomoleite SlatunUaTIKEG OPASEC epyaaiag yia TNV owkoddunon tng alnAenidpaong kat t
37.
MELWON TWV OVTAYWVLOTIKWY OXECEWV TOCO UETAEY TWV TUNHATWY, 600 Kol HETAEY TWV EPYO{OUEVWV. WEEppmpNmERE) U W RNy ) N
Alvete €udoon 0Tn CUVEPYACLA KAL TN CUVALVEDH, € OKOTIO TNV QTOTEAECUATIKNA Slaxeiplon Twv
38.
OUYKPOUOEWV KOL TN UELWON TWV OVTOYWVLOTIKWV OXECEWV OTOV 0PYAVLOUO. oo ofo oo ofoo:oo: o
Meiwon Twv SAoyKav Kot TwV oTOXWV 1i12:i3i{4:!5|1:2:i3i{4!5|1:2i3:{41!5
H nyeoia Tou opyaviopou eivatl umteUBuVN va amoaKPUVEL TLG TaboyEveleg Ttou odeilovtal oTo
39.
clotnua (dnAadn Tig attieg mou mpokaAouv Aadn/mapaleipelg, eAAATWHATIKA TTpolovTa). Doy o ooy ay ooy
40 Ot untaA\nAot Tou opyaviopoU eivat uteUBUVOL va AMOUAKPUVOULV TLG TtaBoyEVELEG TTou odeilovTatl
* ioto cUotnua (dnhadn Tig attieg mou mpokaAoUv AdBn/mapoleiPelg, eEANOTWHATIKA TTPOioVTaY). MppmpREpREE g} R N ) Ju )
H nyeoia tou opyaviopol mapéxetl oto avOpwrivo Suvaptkd Tig KatdAAnAeg uebodoug/Sladikaoieg pe
41.
OKOTIO TNV OTTOTEAEOUATLKY EMITEVEN TWV OTOXWV TOU. OO oo 0 oo
Xpnolpomnoleite cuvOruata (oAOyKav) Kot IPOTPOTES POG TO avOpwWIvo SuvapLko yia e€aleudn
42.
AaBwv/mapodeiPewv/emkaAUP WY KoL EAMATWUATIKWY TIPOTOVIWV. oo oo oiofoiaioioia
Meiwon Twv apLlOUNTIKWY OTOXWV 1:2i3i{4:!5|1:2i3i{4:!5|1:2i3i{415
43. Eotldlete HOVO OTNV EMITEVEN APLOUNTLKWY OTOXWV XWPIG va Sivete éudaon otnv molotnta. O'gigigigloigigigigloigigiorg
E€aodalilete Toug anapaitnToug mOPoug Kal tnv NOWKN unootrpLén, £T0L WOTE Ta Mineda MAPOXAS
44.
TIOLOTIKWV UTtNPEOLWY va gival phddoa kat Tautdxpova eGLKTA. oo ofo oo ofoya oo
ALoloyeite T Slabikaoieg Asttoupyiag Tou opyaviopoU, divovtag éudaon o auTEC (Katl OXL Toug
45. OO:grorgiosoroyoyoio:oyo: oy g

avOpwroug ou epapUolouy TIg SLadIKACLEG).




SUMMANPWOTE X OTOL KOUTAKLOL

KAipaka Métpnong

NAPON
Ze noto Babuo

AZIA
Ze noto Babuo

MEAAON
Ze noto Babuo
oxeblalete va

1 2 3 4 5 sd)a?p.olsm MILTL' npocbideL aia otov edapudoete otov
Z€ MIKPO 3£ pétplo BaiBud It peydAo EWYHI] OTOV OPYRVIGHO 0pPYQVICHO oaG Ut N 0PYAVICHO GOG TIG
KaBdéAou » . , AntéAuta GO TG TTAPAKATW , . , A
Babuo Babuo , ) , npocéyyon? napoakdtw OceLg
Bécelg ) mpotaocelg? ,
TPOTACELG?
Meiwon Twv mapayoviwy mou eUnodilouv TNV LKavomoinon amnd thv epyacio 1:2:3:14:;5|1:2:3:!4:5|1:2:3:4:5
KaAAlepyeite pia KOUATOUPA SLOLKNTIKNG OIMOTEAEGUATLKOTNTAC, OTIOU OAO TO avOPWTTLVO SUVOULKO vVa
46.
aoBavetal urtepidavo yla tn SOUAELA TOU. oo ofo: 000 oo oo
MpoBaivete og aflohdynéon Tou avOpwmivou duvaplkol xwpic va Toug taglvopeite cuUdWvVA PE TNV
47.
o001 TOUG KoL XWPLC VoL TOUC CUYKPIVETE pHeTafl TOUG. oo ofo: 000 o000
48. {ESaodalilete MOLOTIKO epyacloko TePLBAANOV yla To avBpwrivo Suvapko oag. O'oio0iglooiooirgloigigigrg
49, iHyelote péow tNG evduVANWONG, TNG avayvwpLong Kat tng emtBpdpeuong tou avBpwrivou Suvaptkou. O'O'o/oigloioigigigloio:ggorg
Tuvexng ekmaidsuon kat autoBeAtiwon 1:2:3:{4:5|1:{2:3:4:i{5|1:{2:{3:i{4:!5
50. {BEATIWVETE TIC LKAVOTNTEG Kol SELOTNTEG TWV EPYOIOUEVWY HECW EKTIOLOEUTIKWY TIPOYPAUUATWV. Ooigioigloigigigigoiooorg
51 EvOappUVeTE TO avOPWTLVO SUVOULKO VOl EKTTALSEVETOL GUVEXWG, WOTE VO TIPOETOLUOOTEL yLaL TLG
© IUEANOVTLKEC OAAAYEC KO TIPOKAN OELC. oo ofo oD 0 oo oo
Exnoubeleote £T0L WOTE VO CUUPBAAETE OTNV MPOCAPHOYN TOU avBpwrivou Suvaukol cag oTLg
52.
oANQYEG Kal oTn ouvexh BEATiwon Tou cuoTAUATOC SLOIKNONE TOU OpyaviouoU. oo ofo 0y 00O oo o
EVEpyeLeG YLot OAOKANPWGT TOU LETAOXNHATLOUOU 1i{2i3{4{5|1i{2i3{4{5|1:i2i{3i{41{5
53. H BeAtiwontng nodtntoag eubuypappiletal pe To Opapa Kot Tn ZTPATNYLKA TOU 0pyavicuoU. Oigigigigloigigigiglgigigigrg
Xpnoluomoleite éva anoteAeopaTko oXESL0 SpAcng yla TV VAomoinon tng avaBaduwong tng
54,
TIOLOTNTAG OTOV OPYOVIOUO GO, By Ry ) g W) g u
55. i EvBappUveTe T0 avBpwIivo SUVALLKO va ULOBETHOEL TG 0TpaTNYLIKEG BeATiwong Tng moldTNnTag. O:'O:Qi0igloigigigigloigiggorg
Métpnon tng AloSoTikoTnTag 1i12i3i{4:5
MNdoo kavomolnuévog/n elote amo tnv emnitevén twv otoxwv oag wg Npototduevog/n tng Ynnpeoiag
56. oac: OiOoigioyg
G
57. iMdoo kavomolnuévog /n eiote and tnv anddoon Tou avBpwrivou duvapikou tng Yrinpeoiag oag; O:gigigig
58. ildoo kavomolnuévog/n elote amo tn ouvepyacio oag pe Toug MPoUnBeUTEG oag; Oigigigig
59. Mboo kavorolnpuévog/n siote and tig BeAtiwoelg mou spapudoate otn Asttoupyia tng Ynnpeoiag oag; O'gigigig




Il. AHMOTIPA®IKA XTOIXEIA

ZupnAnpwote X | KE(MEVO OMoOU amautteital

60. ®UMo
Avipa Tuvaika
61. HAwia
‘Exete yevvnOei petafl twv etwv
1945 kat npwv 1946-1964 1965-1976 1977-1995 1996 Ko HETA

L1 | |

62. Eiote anddotrog tng EOvikAg ZXo0Ang Anpoociag Aoiknong?
[0).(]

NAI
[ 1 [ 1

JupnAnpwote X N Keipevo Omou anatteiton

63. Mowa eivau n uPpAdTePN BaBpida eknmaideuong mou Katéxete?
a. Antodotrog Aukeiou
B. MetaAukelakég otoudeg (.. 1EK)
y. Anddorrog AEI
8. Anddorrog ATEI

€. Metarntuyiako

il

oT. Kdtoxog At6aktopikol

7. AAAo

64. IXETKA LE TNV EMAOYH 0QG OTNV TTPONYOULEVN EpWTNON, ETAESTE TNV KateVOUVVON ToU TitAoU oTIOUSWV cag.

a. AoknTik & Owovopikn Eriotriun/Awoiknon EMuxelproswv

[ 1]
B. AAAn e16ikevon I:l

65. Mota gival n enwvupia tov popéa nov epyaleots;

66. Katéxete Oéon:
a. Mpoiotapévou AlebBuvong I:l
B. Mpoictapévou TuRpatog I:l
y- AAAo

67. Etn unnpeoiag oe B¢on Npoiotapévou Tphpatog i AlevBuvong:

68. Etn anao)6Anong otov LSLWTIKO Topéa:

Edv emiBupeite va evnuepwOeite yia ta anoteAéoparta tng pEVVAG, MAPAKAAW CUUNTANPWOTE To e-mail oag:




Non Parametric Correlatlongs8

Nooo MNéco MNooo MNoéoo Avarrtioo |Emevdue | BeAtitive | MpoeToip | Avamtioo | E@apudlete [Exete EykaBid [H nyeoia|Evowpar |Evowpa |Avalnta [MpoBaivere | Xpnaipotrol |O1 Avarrtoo [EmiAéyer |Amareit | EmAéyer [Xpnoipo |O1 BeATiiove | Mapéxer
IKQVOTTOI | IKAVOTTOI [IKavOTTO! |IKavoTTOl (€T OTOV|TE TE Gleote  |ete  oTOV|OTOV wg PUETE Tou GVETE TWVETE  [TE Ta|oe evépyeleg|eite €TE € Touglal amble  Toug|Toiite  |amamio |Te €
nuévog/n [nuévog | nuévog/n [nuévog/n [opyaviopo |mépoug |ouvexig [yia 6 opyavio |texvikég  [Texvikég | aima rou|via mv|otamokés |é5 oag|pakpoxp [mpounee|Toug  |mpopnee ta S
cioTe /n eiotefeiote eioTe oag 3 TG ueMovt (oag oag Opapalémta Tig|pa Hou TIOIOTIKOU [ TTOIOTIKO | TTPOKAAE [ EEGAEIPN HEBOBOUG | OUPMETEXD [OviEg uTég TTpopNOE [uTég OTATIOTIK [ TTEAATWY | Tl on  Kai
am6é Tv|amé myvjamd  mamd  Tig| £peuva i| ké 'Opapa kai|kal avaykeg [moioTnTa |deopeveT|eAéyxou O oav  Ta|Twv  amwv|ToioTikou  |uv otn|oxéoeig |oag, uTég Oag|oag, a AapBavo |ouoTipa |kardprio
emriteugn |amédoo |ouvepya |BeATiooe |Beopo Kai € Twv|TpokAfC [ ZTpatnyik [ZTparnyikr [Twv G oe Gho|ai vafoe  kaBe[ehéyxou |AGBn TTou eAéyxou yia[Siadikaoia (ouvepya [oTnEIZOM |va otnpEIZéu |aToixeia |vral Ta Kal Tign aTo
rwv Toufoia oag|ig  Tou|oxediaopo |exmaiseu|mpoiovr |eig Toulh via my|yia M| amodexr |Tov epappoo|otadio  |oe kaBe|mou  [mpokdaheoav|va avamugng |oiag  pefevor agiep@v [evor oxenka |umoyv  [Siadikaoi| avepdm
8 oToXWV  |avBpwTT |ue  Toug|epapuéo | Baciopévo |on. WV Kal|€XETE ToIdTTA. |TTrOI6TNTA; WV Twv|opyavio |&l oxedlaoy |oTédio | Tux6v A&Bn/mrapal [amrodeixBei |/dnuioupyi |Toug TPWTIOT |ouv Hovo e Tnv|katd Tnfegoag. |vo
_ Spearman’s tho oo wg|vou mpopnge|are  om|omy Twv é utmpea | 6. ouvexi |o0  Tg|mapoxiig|eviomier|eiyeigemka |6 nlag  wiag|mpopnse|wg omy|xpovo  [omy mr| moismTal i UvapiKG
Babuog epapioyrig oto MAPON MpoioTc piko|utég Aerroupyi | ToiéTnTA utmpeot 1. @y oag. BeAtiwo |utnpeoia |Twv € Aweig katd|diadikacia  [utmpediag |utég Toi6mra|om TWV , yia vala woTe val
pevogn [0 mgloag;  |a |éxovag v Tou n o mgls A Twv|urmpeor v Tapoxi|Aemoupyei oag.  |oe BeATiwo | TrpoiovT |SiaogaAi [avamrTug BeATIGVEl
ws Yrpeoi Yrnpeoi |mavia - wg| opyavio TIOIGTNTA [UTTNPETIL) | WV mne He emiTuxia. n ™mng|wv A|oere  6mfng/dnuio OUVEXWS
YTrnpeoi |ag oag; agoag; |otoxo  va pou oag. S Twv|v Trou|oToug UTTNPETITg. po pe|moiéTnTa [uTTnPEDT |01 upyiag ™mv
ag oag; yiveaTe TIOPEXOM | TTAPEXETE. | ATTOBEKT mv Tpdlg TWV|wv. TTPOMNOE [ piag epyaoia
KaAUTEPOL. Vv £G. TWV BIKWV uTég oagfutmnpeoi Tou
uTINpPETH TIPOIOGVT | TOUG QVTaTTOK [ag.
WV, wv n|mpoiovr pivovral
MNégo ikavorroinuévog/n eiote - Correlation Coefficient 1,000 0451 0525 0444 0,057| -0,055| -0,062| -0,010 0,063 0,079| -0,048[ 0,063] 0,061 0,053 0,065 -0,083 0,073, 0,000 -0,037| 0014 0054| 0114 -0071| 0,056 -0,017| 0,083 -0,035
amo TV ETMITEUEN TWV OTOXWV ’
oa w Mpoiotapevogin g S19: (2-tailed) 0,000[ 0,000( 0,000 0301 0320[ 0262| 0857 0,248 0152| 0379| 0250 0265 0332 0239 0132 0,181 0,998 o501 0803| 0327 0037 04195 0310 0762| 0132 0526
YTmpeoiag oag;
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
nNéoo ‘K“V“‘,'g"l“é"f’ﬁ /n eiote  Correlation Coefficient 0451 1,000 0385 0484 0042| 0058 0015| 0039 0078 0057| 0007| 0070 o00s6| 0087| 0083 0044 0,027 0,137 0077| 0164| 0138] 0155 0006 0139] 0048] 0,123 -0031
arro TNV ammodoon Tou .
avBpwmvou Suvapikou g Sig- (2-tailed) 0,000 0,000 0,000 0442 0204 0781 0479 0,155 0300 0895 0204 0308 0112 0130| 0423 0,625 0,012 0163 0003| 0011| 0005 0916( 0011| 0380| 0025 0569
Ymnpeoiag oag; N 334, 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
M600 kavotronpiévog/n eiote  Correlation Coefficient 0525 0385 1,000] 0224 -0,012| -0,046| -0,115| -0,056 0,030/ 0,050 -0,045| -0,019| -0032| -0,018 -0,031| -0,097 -0,096 -0,018 -0,015( 0,067 0,026 0065 0024 -0059 -0,039 0,007 -0072
amo TN ouvepyaoia oag WE .
Toug onune‘)tmvic aa; ! Sig. (2-tailed) 0,000 0,000 0,000 0828 0403 0035| 0304 0588 0365 0417| 0729| o565 0743 0573| 0077 0,080 0,749 0790 o0219| 0638 0237 0659 0281 0478 0900 0,193
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
nNéoo ‘ngi"‘?"l“é"ﬂﬁ/” elote  Correlation Coefficient 0,444| 0484| 0224 1,000 0,023| -0,030 0,099 0,040 0,116 0,113 0,0s0[ 0,071 0,153 0,004 0,059 0,092 0,100 0,083 0,004 0010( 0012| 0087| -0134( 0,119 0010/ 0,119 0,074
aro TG BEATIWOEIS TTOU .
eqapuooate ot Aemoupyia  Sig- (2-tailed) 0,000/ 0,000 0,000 0679 0581 0069| 0462 0,034 0040 0366| 0198 0005 0942 0284| 0,002 0,068 0,132 0949 0857| 0822| 0114 0014 0020 0850 0029 0176
g Ympeoiag oag; N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
g;‘;‘:ﬁz;i;gsg:gm""’”é Correlation Coeficient 0057 0042 -0012| 0,023 1,000 0364 0504 0498 0615 0545 0420| 0409| 0267 0500( 0515/ 0,400 0,387 0,428 0238 o0160| 0412| 0346 -0057( 0278) 0318 0357 0,240
oxedlaoyd aciopévo oy Sig. (2-tailed) 0301] 0442 0828 0679 0,000[ 0,000 0,000 0,000 0,000[ 0,000 0,000 0,000 0,000[ 0,000] 0,000 0,000 0,000 0,000[ 0003| 0000 0000 0302 0000 0000 0000 0000
TIOIBTTA EXOVTAG TTAVIA WG
OTOX0 va yiveaTe KaAUTEPOI. N
334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Entvéﬂeyée T6poug O épeuva - Correlation Coefficient 0,085 0,058 -0,046| -0,030 0364 1,000 0414| 0321 0430 0443 o0246| 0318 0377 0315| 0313] 0310 0,206 0,361 0211 07108/ 0269| 0200 0002 0210| 0282| 0264 0226
a exmraibevon- Sig. (2-tailed) 0320 0294 0403 0581 0000 0,000 0,000( 0,000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0000[ 0000 0048| 0000| 0000| 0965 0000 0000 0000 0000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
BEATIOVETE OUVEXUS TIG Correlation Coefficient 0,062 0015 -0115] 0,009 0504 0414] 1000[ 0519 0514 0482 0484 o0400] 0321 0405| o0416] 0522 0,440 0,352 0202 0083 0239 o219 -0017| 0232] o0388] o460 0377
BladIKaaieg Twv TPOIGVTWY Kal il
v ump:m.uv mpu Sig. (2-talled) 0262 0781 0035 0,069 0,000 0,000 0,000[ 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0120| 0000/ 0000 0756 0000/ 0000 0,000 0,000
opyaviojiol oag. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
MpogToipdgeore yia Correlation Coefficient -0,010[ 0,039 -0056| 0,040 0498 0321 0519) 1,000 0367 0435 0340| 0349| 0114 0326 0428| 0407 0,383 0,271 0179 o0121| 0306| 0193 0083 0186 0328 0322 0,288
EMOVTIKEG TIPOKAATEIG TTOU
Exm 5.03)?5'4“;. noes Sig. (2-tailed) 0857 0479 0304| 0462 0,000 0,000 0,000 0,000 0,000[ 0000| 0000 0038 0000 0000 0000 0,000 0,000 0001 0028 0000 0000 0129 0001 0000 0000 0,000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Avamrtiooerte aTov opyaviopé  Correlation Coefficient 0,063 0,078 0,030 0,116 0,615 0,430 0,514 0,367 1,000 0,762 0,484 0,586 0,363 0,582 0,590 0,495 0,510 0,526 0,262 0,176 0,354 0,341 -0,129 0,344 0,413 0,387 0,384
s‘fmovpf";%::“uﬁp‘“”v"(” Sig. (2-tailed) 0248 0155 0588 0,034 0,000 0,000 0000/ 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000| 0001 0000 0000 0018 0000 0000 0000 0,000
) N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Egapuclete atov opyavioé  Correlation Coefficient 0079 0057 0050 0113 0545 0443 0482 0435 0762 1000 0470 0554 0428 0587 0612 0506 0,464 0,465, 0239 0120| 0321| 0330 -0085( 0319) 0360| 0374 0345
c‘zg'ovpzﬂ%:u‘\uimumwm Sig. (2-tailed) 0152 0300 0365 0040 0,000[ 0,000 0,000 0,000 0,000/ 0,000[ 0,000[ 0,000 0,000| 0,000] 0,000 0,000 0,000 0,000 0018 0000 0000 0121 0000 0000 0000 0000
vam e N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
‘Exere wg mpotepaidmra g Correlation Coefficient 0,048 0007 -0045] 0,050 0420 0246 o0484] 0340 0484 0470 1000( o0458] 0284 0398 0347] o501 0,527 0,255, 0305 0056] 0320 0257 -0075| 0239] 0401] 0517 0368
‘::":]{)‘;‘IJ;\*,";EZ°6“““V WY sig. (2-tailed) 0379| 0895 0417 0366 0,000 0000| 0000 0000 0000 0,000 0000 0000 0000 0000| 0,000 0,000 0,000 0,000| 0310 0000| 0000 0174] 0000 0000[ 0000/ 0,000
N 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 330
Eykabidpuete kouAtolpa Correlation Coefficient 0,063 0070 -0,019| 0,071 0409 0318 0490| 0349 0,586 0554 0458 1,000 0505 0472| 0484 0328 0,409 0,358 0289 0158 0,325 0,329| -0045| 0,298 0475 0443| 0418
: 6\
it Attt Sig. (2-tailed) 0250| 0204 0729 0198 0000 0000 0000 0000 0,000 0,000 0,000 0000  0,000| ©0,000| 0,000 0,000 0000[ 0000 0004| 0000| 0000| 0411] 0000 0000 0000 0000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
;4 NYE0icl 10U OpYaVIopoD Correlation Coefficient 0061 0056 -0032| 0153 0267 0377 0321| 0114 0363 0428 0284| 0505 1000 0321) 0340| 0,267 0,324 0,374 0230 0117| 0227| 0310 0209 0218) 0294| 0466 0,285
ECHEVETAI VA EQAPUOTE! .
ouvexh BeATiwon TG Sig. (2-tailed) 0265 0308 0565 0,005 0,000 0000 0000 0038 0,000 0,000[ 0000 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0033 0000 0000 0000 0000 0000 0000 0,000
TTOIOTNTAG TWV TTAPEXOHEVWV
unnpsougv N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EVOwpaTGVETE TEXVIKEG Correlation Coefficient 0053 0087 -0018) 0,004 0500 0315 0405| 0326 0,582 0587 0398 0472| 0321 1000 0845 0501 0,452 0,586 0270 0236 0411| 0488 -0012| 0363] 0385 0396 0323
TIOI6TIKOU EAEYXOU O€ KGBE
OTaBI0 OEBIaTHO0 TG Sig. (2-tailed) 0332 0112 0743| 0942 0,000 0000[ 0000 0000 0,000 0,000[ 0,000 ©0,000| 0,000 0,000 0,000 0,000 0,000 0,000[ 0000 0000/ 0000 0833 0000/ 0000 0000 0,000
eoiag fy ECIW) N
T“T;'S"m;,fxg;“” vmpeoy 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EVOwpaTGVETE TEXVIKEG Correlation Coefficient 0065 0083 -0031] 0,059 0515 0313[ 0416) 0428 0,590 0612 0347| o0484] 0340 0845 1,000 0,507 0,514 0,605, 0207 0291| 0436| 0453 -0014| o0422| 0406 0391 0392
016TIKOU EAEYXOU O€ KABE
plrbpmon/ sl Sig. (2-tailed) 0239| 04130 0573 0284  0000| 0000[ 0000 0000 0000 0,000{ 0000[ 0000[ 0000 0000 0,000 0,000 0000  0000| 0000 0000 o0000| 0792 0000 0000 0000 0,000
uTMpEGIGY oToUg amodékteg N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Avagntate Ta afmia ou Correlation Coefficient 0,083 0,044 -0097] 0,002 0400 o0310[ 0522[ 0407 0,495 0506 0501] 0328 0267 os501] 0507] 1,000 0,696 0,364, 0239 0200 0353] 0234 -0182] 0277] 0422] 0432 0428
TpoKGAeoaV TAAGBN TIOU g, (2-tailed) 0132 0423 0077| 0,002 0,000 0000[ 0000 0000 0,000 0,000{ 0,000 0000 0000 0000 0000 0,000 0,000 0,000[ 0000| 0000/ 0000 0001f 0000/ 0000 0000 0,000
TUXOV evromrigere. N 334 334 334 334 334, 334 334, 334 334, 334 332 334 334, 334 334, 334 334, 334, 334 334, 334 334 334 334 334 334 332
Foohar . o o
poBaivere ot evépyeieg yia - Correlation Coefficient 0,073| 0027 -0008| 0100 0,387| 0206| 0440 0383 0510 0464| 0527| 0400 0324 o0452| o0514] 0696 1,000 0,455 0365 0236 0378 0344| -0063| 0373 0467 0506 0429
TV ESAAEIPN TWV QITIDV TTOU
TpoKaAeTaY Sig. (2-tailed) 181 " 2
[T s ——— 0181 0625 0080 0068 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000[ 0000| 0000/ 0000 0250 0000/ 0000 0,000 0,000
KaTé TV Tapoxi g N
uTmpeoiag. 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
ngoe;uommivz ovajlo):ykéc Correlation Coefficient 0000 0137 -0018| 0,083 0428 0361 0352| 0271 0526 0465 0255| 0358 0374| 0586 0605 0364 0,455 1,000 0391 o0279| 0486| 0506 0125 0523] 0364] 0425 0336
WEBOBOUG TTOIOTIKOU EAEYXOU "
VIVl aTroBeidei 611 N Sig. (2-tailed) 0998 0012 0749| 0132 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000[ ©0000| 0000 0000 0022 0000/ 0000 0000 0,000
i:?&“i‘g‘“ Aerroupyel pe N 33a| 34| 34|  sm 334|334 34|  sm 334 34| 332 34| 334 34| 34|  3m 334 334 33a|  3s4| 334| 334|  334| 334|334 sm| s
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85,270

OrpopnBeuTég oag Correlation Coefficient 0,037 0077| -0015| 0,004 0238 o211 o0202| 0179 o262 0,239 0305| 0289] 0,230 0207 0,239 0,365, 0,301 1000 0591 0503 o0446| 0155 0490 o0265| 0206] 0,128
OUPHETEXOUV OTN Bladikaaia i
GV‘;JTL:WE)V(WWWQUPW@ pag S0 (2taied) 0501 0163 0790 0,949 0,000 0000[ 0000 0001 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000 0000/ 0005 0000 0000 0000 0,019
utmpeoiag. 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
AvamTUoETE PaKPOXPOViES Correlation Coefficient 0,014 0164 0067| 0010 0,160 0,108 0083 0121 0,176 0129 00s6| 0158/ 0117 0236 0291 0,200 0,236 0,279 0591 1,000 0509 0512 0161 0379 0257 0120 0,098
OXEOEIG OUVEPYQTIar € TOU "
");Qm%még":ﬂg SHETOUS  sig. (2-tailed) 0803 0003 0219| 0857 0003 0048 0120| 0028 0,001 0018 0310| 0004 0033 0000 0000 0,000 0,000 0,000 0,000 0,000[ 0000| 0003 0000 0000 0029 0,074
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Eméyere 29“9 TpounBeutés - Correlation Coefficient 0,054 0,138 0026 0,012 0412| 0269 0,239| 0,306 0,354 0,321| 0,329 0,325 0,227 0411| 0436 0,353 0,378 0,486 0503| 0509 1,000 0,697 -0,039| 0541 0473| 0342 02197
oag, oTNPIOEVO! TIPWTIOTWG .
oty TroiémTa o€ cuvduaopé  Sg- (2-tailed) 0327| 0011| 0638 0822 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000( 0,000 0,000 0474 0000/ 0000 0,000 0,000
HETIV T TWVTIPOBTIOVIL N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Amaireital oo Toug Correlation Coefficient
TpounBeutéc oae va 0114 0155 0065 0,087 0346 0200 0219) 0193 0341 0330 0257| 0329 0310 0488 0453| 0234 0,344, 0,506 0446 0512| 0697| 1000 0146 0483) 0378| 0344 0222
APIEPWVOUV XPOVO OTNn .
BeAtiwon mg Tosmrog Ty S9 (21aied) 0,037| 0005 0237 0114 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000( 0,000 0,000 0,008| 0,000 0000 0000 0,000
BIKWV TOUG TTPOIGVTWY Kail
UTMPETIGV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EmAéyere Toug TpounBeutég  Correlation Coefficient 0,071 0006 0024| -0134| 0057 0002| -0017| 0083 -0,129 0,085 -0075| -0045 0209 -0012[ -0014| -0,182 -0,063 0,125 0155 0161 -0039| 0146 1,000( 0151 -0,066| -0,001 0,087
oag, O OpE 6vO 07 .
W; “33%2“’0&5?1" ™Y sig. (2-tailed) 0195| 0916 0659 0014 0302| 0965 0756| 0129 0018 0121| 04174 o0411] o000 0833 0792| 0001 0,250 0,022 0,005| 0003 0474 0,008 0006| 0231 0989 0115
UTINPETIGV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
XpnoiuoToieite Ta oTamioTika  Correlation Coefficient
OToIEld OXETIKE HE TV 0056 0139 -0059| 0119 0278 o0210[ 0232| 0186 0344 0319 0239| 0208 0218 0363 0422| 0277 0,373 0,523 0490 0379| 0541| 0483 04151 1000 0374 0328 0207
TOI6TNTA, VI Va SIa0QaAioETe Sig. (2-tailed
671 0l TTPONBEUTEG Tag ig. (2-tailed)
¢ X 0310 o011 0281 0,029 0,000 0000 0000 0001 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000 0000| 0000 0,006 0,000 0,000 0,000
QAVTATTOKPIVOVTaI OTA TTIPOTUTTal
ol N
334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
g:g’;s;‘l"’;:gu’w“éw‘:‘::g’:n Correlation Coefficient 0,017 0048 -0039| 0,010 0318 0282 0388 0328 0413 0360 0491| 0475 0204 0385 0406| 0422 0,467 0,364 0265 0257| 0473| 0378 -0066( 0374] 1,000 0575 0397
Biadikaoia Sig. (2-tailed) 0762| 0380 0478| 0850 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000( 0000| 0000 0000 0231 0000 0,000 0,000
avanTugng/dnuioupyiag piag
uTInpETiag. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
[BeAriovere U“V‘X‘é’g ;“ _ Correlation Coefficient 0083 0123 0007| 0119 0357 0264] 0460| 0322 0387 0374| 0517| 0443] o466 0396 0301 0432 0,506 0,425 0296| 0120 0342| 0344 -0001] 0328] 0575 1,000 0465
GuoTHaTa Kal TIG Biadikaoieg ]
oag] [TAPON | Sig. (2-tailed) 0132 0025 0900| 0,029 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0020| 0000 0000 0989 0000 0,000 0,000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Mapéxere Emmﬁteucp Ka Correlation Coefficient -0,035| -0,031| -0,072| 0074 0,240| 0226 0377| 0288 0,384 0,345| 0,368 0418| 0,285 0,323| 0392 0428 0,429 0,336 0,128 0,098 0197| 0222 0,087 0207| 0397 0465 1,000
KATGPTION GTO AVBPWTTIVO
Suvapiké Gote va BeAtiover S0 (2-tailed) 0526 0569 0193 0,176 0,000/ 0,000[ 0,000 0,000 0,000 0,000( 0,000( 0,000] 0,000 0,000( 0,000] 0,000 0,000 0,000 0,019 0074| 0000 0000 0115 0000 0,000 0,000
OUVEXWG TNV Epyacia Tou. N 332 332 332 332 332 332 332 332 332 332 330 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332
To avBpwmivo duvapiké Tou  Correlation Coefficient
OPYaVIOLOU (TTPOIOTAEVOI KOl 0,005 0075 -0081| 0,036 0272 o211 0251 0174 0347 0320 0180 0208 0319 0307 0372| 0143 0,313 0,545 0383 0316| 0383] 0477 0145| 0489 0303] 0347 0315
UQIOTAWEVOI) EKTIIBEVOVTOI
o™ XPrON OTATIOTIKWY Sig. (2-tailed) 0924 0171 0139] 0511 0,000/ 0,000 0,000| 0,001 0,000 0,000 0,001 0,000] 0,000 0,000 0,000( 0,009 0,000 0,000 0,000 0,000[ 0,000/ 0000 0,008 0000 0,000 0000 0,000
HEBOBWY yia TN Afyn
QATTOPACEWV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
O1 TTpoigTapEvol Correlation Coefficient
EKTTAIBEUOVTAl GOTE VOl -0,06| -0,040| -0,002| 0,012 0292 0288 07256 0270 0,436 0419 0311 0384 0265 0323| 0401 0277 0,396 0,381 0261| 0208 0322 0335 0052 0329 038 0310 0488
YVWPIZouV KaAd Tig TOATIKEG, ;
Tig oTpamyIKég Kai Tov TpTo 19" (2-1ailed) 0311 0469 0976| 0825 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000| 0000/ 0000 0348 0000/ 0000 0,000 0,000
Aemoupyiag Tou opyaviopos
TroU £pYagoVT N 334 334 334, 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
To avBpwivo duvapiké Tou  Correlation Coefficient
OpYaVIOHOD (TpOiGTaEVO! Kt 0,008 0072 -0,009| 0,091 0209 0221 o0271| 0255 0342 0336 0267| 0328 0229 0400 0441| 0230 0,346 0,478 0385 0338 0414| 0453 0059 0448) 0354 0310 0394
g?:::;”g’:)‘(’iﬁg:fﬁ;‘lgf‘nf;g Sig. (2-tailed) 0884| 0190 0870 0007 0,000 0000| 0000 0000 0000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0,000 0000 0000| 0000 0000 0278] 0000 0000 0,000 0000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
MNapéxere odnyieg kai Correlation Coefficient 0,098 0077 0010 0173 0399 0112 0383 0319 0,500 0436 0506 0423 0214 0379 0410 0524 0,496 0,271 0123 0067 0319 0263| -0,144| 0310/ 0468 0453| 0373
uTIoOTHPEN 0TO avBpTIVO '
Buvapiko 101 Gote va exrehei - Sig- (2-tailed) 0074 04161 0861 0,002 0,000 0041 0000| 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0025 0224| 0000/ 0000 0008 0000 0000 0000 0,000
™V epyaoia Tou
amoTeAeopaTIKG. N 333 333 333 333 333 333 333 333 333 333 331 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 331
E€aheipere Ta eymiodia Tou  Correlation Coefficient
ogeikovTal GTIC BIOBIKQOTE 0185 0106 0052| 0127 0354| 0120 0377 0341 0423 0389 0383 0449| 0313 0414] 0433] 0386 0,477 0,359 0252 0199| 0382| 0373 -0068f 0299| 0395 0502 0373
Tou opyaviopoy Kai :
epmodiouy 1o avlprvo 519 (2-ailed) 0001 0052 0342| 0021 0,000 0029 0000| 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000| 0000/ 0000 0214 0000| 0000 0000 0,000
SUVOMIKG Vel EKTEAEI TNV
epyaoia Tou amo N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Ejg"‘?""‘if'; viato Correlation Coefficient 0140 0094 0036 0125 0328 o0110[ 0374| 0255 0371 0307| 0372| 0325 o145 0351 0323] 0404 0,444 0,208 0,138 0099 0287| 0342 -0126| 0293 0391 0415 0306
QVBPWTIVO BUVAKIKG éva ]
mepiB&Mov epmoTootvng kai  Sg- (2-tailed) 0,010| 0086| 0513 0,023 0,000 0045 0000| 0000 0,000 0,000[ 0000| 0000 0008 0000 0000 0,000 0,000 0,000 0012 0072| 0000/ 0000 0021 0000/ 0000 0000 0,000
AeuBEQNG EKPPAONG XWPIS
EmIkOITIKA BIGBEGT, 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
[EvBappivere Toug _ Correlation Coefficient 0183 o101 0026] 0137 03%| 0160 0290 0208 0326 0319 0370| 0370 0153 0349 0320 0375 0,301 0,345 0187 0049| 0341| 0340 -0151( 0232 0342| 0447 0343
EPYALOUEVOUG VA CUHPHETEXOUV
;:: leugwkum'fl MWE“ KO sig. (2-tailed) 0001 0064 0632 0012 0,000 0003 0000 0000 0,000 0,000[ 0000| 0000 0005 0000 0000 0,000 0,000 0,000 0,001| 0373 0000( 0000 0,006/ 0000 0000 0000 0000
QATOQACEWV. 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EvBappivere v avoir kai - Correlation Coefficient 0,007 0026 -0038| 0135 0319 o119 0403| 0312 0413 0362| 0397| 0427| 0258 0341 0384| 0421 0,435 0,260 0148| 0045 0234| 0306 -0070| 0224] 0424 0511 0372
EINKPIVF ETTIKOIVWVIQ PE TO
uvepwmw_&gviujké Tou Sig. (2-tailed) 0076 0639 0492| 0,014 0,000 0029 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,007 0417| 0000/ 0000 0200( 0000/ 0000 0000 0,000
opyaviopou e§aAeipoviag
TauTéYpOVa TO Yopo. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Evnuepuvere 6Ao 1o Correlation Coefficient
QVBPWMVO BUVAIKS, 611 0091 0012 -0035| 0112 0411 o0161| 0376| 0235 0,526 0425 0512| 0445 0207 0347 0383 0390 0,484 0,337 0177| 0057| 0357| 0203 -0233| 0276] 0492 0509 0406
amiIEROS OTOX0G 10U - Sig. (2-tailed)
0pyaviopoU eivail va emmiTeuxBei 0,096| 0826 0529 0,041 0,000 0,003 0,000 0,000 0,000 0,000 0,000f 0,000] 0,000 0,000/ 0,000( 0,000 0,000 0,000 0,001| 0301 0000 0000 0000 0000 0000 0,000 0,000
n BeATiwon TG ToIGTTAG TwWV
TIAPEXOHEVWV UTT? N
334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
[Kavere 1o avBpuimvo Correlation Coefficient 0,000| -0,028| -0,062 -0,034 0,343| 0062| 0259 0,257 0,404 0312| 0418 0389 0,153 0351| 0389 0201 0,321 0,252 0119 0170| 0392| 0349| -0,098 0235 0436 0391 0315
Buvapiké va aioBaveral .
. Sig. (2-tailed) 0998 0609 0257| 0541 0,000 0261 0000| 0000 0,000 0,000[ 0000| 0000 0005 0000 0000 0,000 0,000 0,000 0,030 0002| 0000/ 0000 0074 0000 0000 0000 0,000
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N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Zuykporeite opadeg BeAtiwang Correlation Coefficient 0,057 04100 -0141| 0,09 0279| 04136 0226] 0139 0425 0376 0228] 0307 0240 0419 0424| 0249 0,329 0,446 0239 0178] 0299| 0353 -0053| 0427| 0231 0391 0338
TNG TTOIOTNTAG Yia TN CUVEXT ;
BeATiwoN Twv Siadikaoiv Tou  Sig- (2-tailed) 0302 0069 0010| 0100 0,000 0013[ 0000| 0011 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0001| 0000 0000 0333 0000/ 0000 0000 0,000
opyaviopod. N 334, 334 334, 334 334, 334 334, 334 334, 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Oewpeite zgweu‘w% povo  Correlation Coefficient 0,006 -0,020( -0,062| -0,054 0034 0095 0163] 0059 0,109 0193 o0004| 0151 0201 0100 0105 0,016 0,074 0,064 0024 0058 -0007| -0006| 0087 0039 0008 0029 0,078
TOUG £pyagopEVOUg OTav "
aupBaivouy Sig. (2-tailed) 0081 o0714| 0250 0323 0530 0082 0003| 0285 0,046 0000 0946| 0006 0000 0068 0055 0769 0,176 0,242 0,666 0294| 0904| 0911 0113[ 0483) 0890| 0600 0,158
Aaén/mrapaAeipeig/mapdmova
TV TapOXA UTTNPEGIV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
g\ﬂ}’ewm\\'{ﬂi ;mA meg Tk Correlation Coefficient 0,038| 0,086 0053 0,045 0,365/ 0,188 0404 0319 0,413 0350 0351 0328] 0,236 0319 0302 0,350 0,354 0,320 0,128| 0184 0296 0261 0058 0226 0365 0360 0,319
1EUBUVON AAANAETTIOPA PE Ta ;
GMa Tpfiuara f SieuBivoe,  S19- (2-tailed) 0484 0118 0338 0415 0,000 0001f 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0019 0001| 0000/ 0000 0294 0000/ 0000 0000 0,000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Xpnoioroicire diarunuarikég - Correlation Coefficient 0,013 0046 -0120| 0,141 0,337 0193 0346 0184 0,343 0298 0224 0293 0376 0198 0274| 0177 0,271 0,272 0153 0056 0139 0237 04105 0277 0249 0391 0317
opddeg epyaaiag yia TNV .
oiko6ynon Mg Sig. (2-tailed) 0,809 0405 0029 0010 0,000/ 0000 0,000 0,001 0,000 0,000[ 0,000[ 0,000] 0,000 0,000[ 0,000 0,001 0,000 0,000 0,005 0305 0011] 0000 0056 0000 0000 0,000 0,000
aMnAeTidpaong kai T
HEiwon Twv aviaywvioTikwy N
oxEoEWY 1600 HETagD 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Aivete éupaon otn Correlation Coefficient
Guvepyaoia Ka T Guvaivean, 0087 0075 -0001| 0072 0359 0171 0445| 0206 0438 0349 0490 0431 o265 0320 0330 0308 0,367 0,223 0131 o0113] 0277 0313 -0062| 0241| 0492 0430 0390
HE OKOTTIO TNV ATTOTEAETHATIKN tail
Biayeipion Twy GUYKPOUGEWY Sig. (2-talled) 0111 0173 o0987| o191 0,000 0002 0000| 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0017| 0039 0000 0000 0255 0000 0000 0000 0,000
Kal TNV PEiwon Twv N
AVTaVWVIOTIKGY G2 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
H nyeaia Tou opyaviopou eivar Correlation Coefficient 0118 -0,066| -0045| 0,050 0275 0122| 0139 0214 0,290 0233 0271| 0228 o0174| 0278] 0253] 0252 0,203 0,236 0052| 0017| 0249] 0232 o0011] 0120 0226 o018 0319
UTTEUBUVN VO ATTOPAKPUVE TiG
TraBoyéveieg Trou ogeihovtar - Sig. (2-tailed)
070 GtioTA (BNAGBH TIC 0032 0227 0412| 0365 0,000 0026 0011] 0000 0,000 0,000[ 0000| 0000 0001 0000 0000 0,000 0,000 0,000 0340 0756| 0000| 0000 0842 0019] 0000 0001 0,000
armieg TTou TTpokaAolv
Aan/mrap N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
O UTTaAANA 6 Correlation Coefficient
E‘,“I:ITL(:TEEBS‘II;O:GOpvav‘cuou orrelation Coeticien 0,066 -0,048 0,062 0,025 0,083 0,009 0,107 0,094 0,134/ 0,106 0,152 0,126 0,123 0,062 0,073 0,110 0,110 0,011 0,062 0,061 0,075 0,127 0,035 -0,023 0,059 0,136 0,195
ATIOPAKPUVOUV TIG X
TaBoyéveie Tou opeihovian Sig. (2-tailed) 0231 0381 0255 0643 0129 0866 0051 0088 0,014 0054 0006| 0022 0025 0255 0182| 0,044 0,045 0,843 0255 0269| 0173| 0020 o0521f 0670 0281 0013 0,000
o710 aloTnya. (dnAadn Tig
Qrmiec o TIPoKakoUY A N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
H nveoia tou opyaviouo - Correlation Coefficient 0288| 0104| 0130 0207 0345| 0278 o266 0288 0404 0365\ 0204| 0348| 0439 o0328| o0407| 0312 0351 0349|  0197| o0180| 0217| 0310 -0005| 0479 0263 0405 0370
Trapéxel 0To avepwITIv
BuvapIké TIG KATAAANAEG Sig. (2-tailed)
1E8030UG/BIGBIKaGTES it 0000 0058 0017| 0,000 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0001| 0000/ 0000 0928 0001 0000 0000 0,000
OKOTIO TNV QTTOTEAETHATIKI
Enit£u§nntmv aTéx? s n N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Xpnolyotroigite ouvBripaTa Correlation Coefficient
(GhoyKav) Kal TIpoTpOTIES 0,011 -0,012[ -0,060| 0,063 0206 0173 0189 0097 0,285 0275 0186 07201| 0167 0320 0317| 0137 0,212 0,370 0218 0096 0243] 0300 -0004f 0341| 0123] 0258 0326
TTPOG TO AVOPWTTIVO SUVAUIKG _tail
via :gd,\z,w Sig. (2-tailed) 0846 0828 0274| 0,249 0,000| 0,001 0001] 0,075 0,000 0,000/ 0,001 0,000 0,002 0,000 0,000[ 0,012 0,000 0,000 0,000 0,081 0,000 0000 0944| 0000 0,025 0000 0,000
AaBwv/Trapaeipewv/eTKaAl
WEWY Kl EMATWHQTIKG? 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EomiaZere povo omy emitevgn - Correlation Coefficient -0,069| 0,033| -0045| -0,153 -0,111| -0,008| -0,137| -0,110  -0,099 -0,115( -0,143| -0,039| 0032 -0,060[ -0,096| -0,176 -0,091 -0,045 -0,039( 0055 -0,129| 0,014| 07264 -0031 -0,097| -0,084| -0,085
APIBUNTIKWV OTOXWY XWPiG va ’
Sivere éugaon omy moiomra, 09 (2 1aled) 0209 0543 0416| 0,005 0042| 0885 0012| 0044 0,071 0036 0009| 0474 o566 0277 0081 0,001 0,099 0,414 0475 0319| 0018 0800 0000 0566/ 0076 0126 0124
N 334 334 334, 334 334 334 334, 334 334, 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Etaoganigere toug Correlation Coeflicient 0186 0187 0131 0119 0376 0302 0361| 0225 0,460 0411 0332 0431 0337 0300[ 0330 0322 0,368 0,257 0224| 0139 0282| 0275 -0056| 0156| 0246 0330 0319
ATTapaiTNTOUg TTOPOUG Kal TN
i APIEN, €101 & . (2-tail
;‘:‘:"}Izggg;”gf&;;‘" wote - Sig. (2-tailed) 0001| o0001| 0016 0030 0000 0000[ 0000 0000 0000 0000{ 0000[ 0000[ 0000] 0000 0000 0000 0,000 0000| 0000 0011| 0000| 0000| 0308] 0004| 0000 0000 0000
TIOIOTIKGV UTIMPETILV Vel £ival
GNOB0Ea Kall 10?7 N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
f§'°'\°"5,'“ 16 BloBikaoies - Correlation Coefficient -0083| -0084| -0081| 0032 o0108] o0107| o246 0132 0206 0203| 0252| 0267| 0249 0227| 0246 0,207 0,350 0178|  0113| 0104| 0134| 0094 -00s8| 0209 0182 0238 0267
EMToUpyiag Tou opyaviouou,
Bivovrag eYaAUTEPN EPAOT X
o umé ‘(‘KZI ox Tgﬂg Heaon  Sig. (2-tailed) 0542 0541 0142| 0563 0,048 0050 0000 0016 0,000 0,000[ 0000 0000 0000 0000 0000 0,000 0,000 0,001 0038 0058 0014| 0085| 0488 0000 0001 0000 0,000
avBpwIToug TTou egappélouy N
Tic 517 334/ 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
;Zl’:("rﬁ‘ﬁg‘“ wia kouktodpa - Correlation Coefficient 0103 0135 0004 0116 0366| 04159 0351| 0267 0483 0401| 0397 0448 0198 0446 0430| 0412 0,447 0,307 0069| 0108 0316 0333 -0130| 0270 0388| 0407| 0405
aToTeAEopaTOT TG, STIOU - Sig. (2-tailed) 0060| 0014 0935 0034 0000 0004| 0000 0000 0000 0,000 0000 0000 0000 0000 0000 0000 0,000 0,000 0208 00s0| o0000[ 0000 0017| 0000 0000 0,000 0000
6Ao 10 avBpPWTTIVO Buvapikd
Vo aioBdverar umreprigavo yia N
0 BOUAEIG Tou. Phgavoy 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
?S\?isg;x T?ue’ Vﬂfg\évnun Correlation Coefficient 0,117| 0048| -0011| 0,206 0,073| -0,034| 0146 0067 0,182 0130| 0207| 0147 0082 0253| 0254| 0149 0,205 0,139 0098| 0218 0337 0315 -0,176| 0168| 0210 0,147 0,158
opyaviopou Xwpig va Toug Sig. (2-tailed) 0,033 0386 0835 0,000 0,181 0538 0,007 0,224 0,001 0,018 0,000( 0,007| 0,133 0,000( 0,000| 0,006 0,000 0,011 0,072 0,000 0,000 0000 0001 0002 0000( 0,007| 0,004
TAENVOREITE TUPPWVA PE TNV
Qm65001] TOUG Kall XWwpig va 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
TOUG GUYKPIVETE e
E€a0QaNETE TTOI0TKG Correlation Coefficient 0037| o0117[ -0004| 0154 0319] 0158] 0257| 0143 0398 0300 0255] 0302 o169 0345] 0324] 0316 0,352 0,310 0145 o0110] 0259| 0278 -0141] 0175] 0313 0349 0,293
£pYa0Iako TIEpIBAMOY yiIa o Sig. (2-tailed) 0506 0032 0941| 0,005 0,000 0004 0000 0009 0,000 0,000[ 0000| 0000 0002 0000 0000 0,000 0,000 0,000 0,008 0044| 0000/ 0000 0010( 0001] 0000 0,000 0,000
avBpdmv Suvapxé. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
HV;"‘"F Héow g Correlation Coefficient 0,103| 0,065 -0,008| 0,080 0372 0068 0269 0,305 0,410 0,356 0361 0,300 0,168 0,290 0,353| 0,364 0,430 0,292 0,075 0080 0,269 00242| -0,163| 0,158 0404 0407| 0419
EVBUVGHWONG, TG
avayvipiong Kai g Sig. (2-tailed) 0059 0235 0884 0144 0000| 0212 0000 0000 0,000 0,000[ 0000| 0000 0002 0000 0000 0,000 0,000 0,000 0174 0145| 0000/ 0000 0003 0004] 0000 0,000 0,000
emppdpevongTou N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
BeATiGovete Tig kavéTnTeg ki Correlation Coefficient -0,060[ 0,003 -0014| 0,078 0293 0389 0249 0263 0395 0308 0264 0321 0331 0350 0372] 0379 0332 0,365 0156| 0205 0276 0244 -0009 0275 0435 0397| 0521
BECIOTNTEG TWV EPYAGOPEVWY .
mf,m anu.amivmf W Sig. (2-tailed) 0271 0956 0803| 0154 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,004 0000| 0000 0000 0869 0000/ 0000 0000 0,000
TIPOYPAPATWY. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EvBapplvere o avBpimvo - Correlation Coefficient 0,048 -0,041| -0,130| 0,040 0283 0191 0256 0,288 0,377 0280 0331 0313] 0,153 0311 0314| 0322 0,368 0,342 0139 0127 0343| 0279] -0085| 0292 0440 0377| 0438
BUVaPIKG VO EKTTAIBEVETAN ’
OUVEXWS, GoTe va Sig. (2-tailed) 0379 0457 o0018| 0467 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0005 0000 0000 0,000 0,000 0,000 o011 0020] 0000/ 0000 0119) 0000/ 0000 0000 0,000
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¢ N
z;":‘m':;z aMayég kai 33a| 34| 34| 334 33| 34| 34| 334 334 334| s32| 34| 3 34| 34| 334 334 334 3sa| 34| 334 334|  s34|  s3a| s34 3| a2
EXTaBe0e0Te 101 G Correlation Coefficient
05;’;&&?&;’5 1woteva - Correlation Coetlicien 0038| -0004| -0015| o0042| 0314 o0271| o262 o028 0,364 0341| o0331] o0330| o0230| 0363 0333 0208 0,319 0303|  0168| 0104 0225 o208 -0068| 0227 0331 o0416| 0393
TIPOCTPHOYT TOU AVOPWITIVOU Sig. (2-tailed)
BUvapIKos 0TI aMayég Kai 0491| 0944| 0783 0442  0000[ 0000 O0000( 0000 0,000 0000 0000 0000[ 0000 0000 0000 0000 0,000 0000  0002| 0058 0000 0000 0218 0000] 0000 0000| 0,000
o™ ouvexr BeAtiwon Tou
ouoTAparog dloikn?

uoTfuatos dioikn 334| 334|334 334 334| 334|334 334 334 334| 332 334| 334 334| 33| 3m 334 334 334|  334| 334| 334| 334| 33| 334 334|332
gxs:ﬁl‘;g‘/\f;i"g e‘;‘:ﬁg‘:‘"“"’ Correlation Coefficient 0094 0187 0007| 0217 0346 0237 0397| 0237 0447 0420 0384 0407| 0351 0367 0403| 0201 0,426 0,406 0263 0235| 0270 0307 -0021f 0255 0456| 0415 0317
oTpamyikég BeAtiwong g Sig. (2-tailed) 0085 0001 0903 0000  0000[ 0000 O0000] 0000 0,000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0000  0000[ 0000 0000 o0000[ 0707 o0000] 0000 0000| 0,000
modrag. 334| 334 334| 334 334 334|334 334 334 334| 332| 334| 334 334| 334|334 334 334 334| 334| 334| 334| 334| 33| 334| 33| 332
H gi'\"'wﬂzmc WO‘GTHE‘C Correlation Coefficient 0,099| 0,035| -0037| 0157 0407| o0281| 0377 0292 0519 0511| 0313 038 0326 0470| 0518 0335 0,429 0,566 0360| 0236 0368 0454| 0047| 0336 0344 0440 0357
£uBuypappiZeTal e To Opapa .
K1 T ETpaTyIKd Tou Sig. (2-tailed) 0070 0527| 0499 0004  0000[ 0000 O0000( 0000 0,000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0000  0000[ 0000 0000 0000 0392 O0000] 0000 0000 0,000
opyavioyioy. N 334 334|334 334 334| 334|334 334 334 334 332| 334| 334 334 33| 3m 334 334 334 334| 334| 334| 334| 33| 33| 34| 3m2
Xpnoiortoreite va Correlation Coeflicient 0065| 0056 -0062| 0121 0385| 04172| 0335 0275 0478 0412| 0370| 0434 o0247| 0422| o0472| 0359 0,397 0407| 0206 0120 0334| 0346| -0119| 0327 0448 0495 0384
QaTOTEAETUATIKO OXEDIO
dpdan yia v uoTroinon M Sig. (2-tailed) 0238 0304 0261 0,027 0,000( 0002 0000 0000 0,000 0,000{ 0000 0000 0000 0000 0000 0,000 0,000 0,000 0000 0028] 0000 0000 0029| 0000 0000 0,000 0000
avaBadpiong Tng ToieTNTag

6 N

oTOV 0pYavIopo ods. 334/ 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
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To G To TIGDEXET | EZORCioE |ECG0QOR| EVBUpPU | EVBGPPU | EVIEp |KGVETE T0]Z0YKpOT TXenoiwo [Aiere |H yeoa]Or F NVeoTa|XpnoWio |EOTIGLETE | EE0GUA| ALOROYE] KaANEpY | TTpOBON |EZO0QUA |HYEOTe | BEMTIGVE | EVBappU | EXTIaIE |EVBappo|H Xpnowo
avBpw |TTpoioTd |avBpwi € odnyieg|Te Ta|ifete yia[VETE TOUG|VETE  TNV|WVETE avBpwmv |eite umelBuv |{ete  om|Troieite  |€ppacn |Tou UTTGAANA | Tou Troleite  [pévo omv|igete T Tigleire  palere  oe|lete péow TE Tig[vere  TO|UEOTE VETE  TO|BeATiwo |TTOIEiTE
vo pevol vo Kai EpTOSIa | TO epyalop |avoixti |6Ao  To|o opadeg  |oug poévo|kabe 1 opyavio |ol Bnpa |emriteuén  [Toug i[kouATOU |agioAGyn | TToloTikd  [Tng KavotnT |avepwi |éTol avBpw [n ng|éva
BuvapIké [ekTTaiSel | Suvapiké | uTTooTrip | TTou avBpwT |evoug va|kal avBpw [duvapiké |BeATiwo [Toug TUAKa fifTkég ouvepya [pou eival|opyavio |upol Ta apiBunTK |amapair |eg pa on  Twv|epyaciak [evduvap |eg  Kai|vo woTe vafvo TTOI6TNTA [aTTOTEAE
Tou ovral Tou 1€n  oTo|ogeilovT |vo OUPHETE |EINKpIV |VO va ™g|epyalop 0B opadeg  |oia 0 pou eivau| rapéxel [(oAdyka |wv nroug Aermoupyi | SloiknTik |avBpwTr (& wong, |degi6TnTE | Suvay HBAAA | Suvapiké g oparnko
opyavio |WoTe valopyavio |avBpwi|al  oTig| MIKO | XOUV OTN| eTTIKOIVW | SUVapIKS [aioBaveTa | TToIdTNTA £voug n epyaaiag|m va|utreuBuy [oTo v) KaifoToxwv  [mépoug |ag  Tou(rig wv  Tou|TEPIBAAA [Tng 19 Twv|va £T€ oTNV|va euBuypa |oxédio
pou YvwpiCo |pou vo Biadikaoi|éva Biadikaoi|via pe 10|, onfi ¢ yia mférav aMnAemi|yia  Tnv|ouvaiveo |atopak |or TIPOTPOTT [Xwpig  va|kar | opy! amoteAe [opyavio |ov yia yvwp | epyadop U|Tpooap |uioBeTAo |ppileTal |Spaong
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334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,709 0,735 1,000 0,271 0,390 0,231 0,312 0,228 0,324 0,311 0,441 0,060 0,232 0,290 0,324 0,133 0,063 0,272 0,388 0,009 0,192 0,164 0,318 0,228 0,194 0,171 0,364 0,324 0,313 0,383 0,475 0,387]
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,277 0,000 0,000 0,000 0,015 0,251 0,000 0,000 0,876 0,000 0,003 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000
334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,182 0,340 0,271 1,000 0,585 0,600 0,472 0,534 0,481 0,420 0,263 0,022 0,387 0,204 0,495’ 0,337 0,191 0,271 0,170 -0,168 0,332 0,201 0,578 0,249 0,425 0,396 0,339 0,364 0,359 0,300 0,294 0,436
0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,687 0,000 0,000 0,000 0,000 0,000 0,000 0,002 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000]
333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333
0,380 0,335 0,390 0,585 1,000 0,496 0,460 0,441 0,408 0,358 0,310 0,095 0,391 0,298 0,415 0,303 0,231 0,413 0,234 -0,057 0,402 0,301 0,514 0,284 0,330 0,379 0,316 0,365 0,290 0,398 0,452 0,400
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,084 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,301 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000]
334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,156 0,223 0,231 0,600 0,496 1,000 0,559 0,648 0,517 0,555 0,214 -0,088 0,406 0,246 0,509 0,274 0,148 0,235 0,153 -0,215 0,366 0,226 0,513 0,293 0,432 0,431 0,235 0,392 0,350 0,357 0,293 0,419
0,004/ 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,107 0,000 0,000 0,000 0,000 0,007 0,000 0,005 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334 334 334 333 334 334 334 334 334 334 334 334 334 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,264/ 0,266 0,312 0,472 0,460 0,559 1,000 0,598 0,520 0,498 0,368 -0,180 0,319 0,228 0,441 0,299 0,129 0,360 0,369 -0,196 0,280 0,177 0,436 0,236 0,382 0,398 0,290 0,446 0,352 0,306 0,366 0,408
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,018 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,210 0,296 0,228 0,534 0,441 0,648 0,598 1,000 0,649 0,650 0,312 -0,152 0,395 0,284 0,549 0,287 0,183 0,309 0,205 -0,221 0,313 0,259 0,511 0,236 0,347 0,468 0,331 0,429 0,403 0,346 0,345 0,449
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,005 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,278 0,333 0,324/ 0,481 0,408 0,517 0,520 0,649 1,000 0,641 0,463 -0,062 0,429 0,358 0,525 0,330 0,173 0,348 0,329 -0,209 0,404 0,265 0,520 0,303 0,367 0,511 0,358 0,518 0,351 0,393 0,403 0,500
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,257 0,000 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,279 0,332 0,311 0,420 0,358 0,555 0,498 0,650 0,641 1,000 0,381 -0,089 0,376 0,200 0,517 0,269 0,117 0,212 0,297 -0,203 0,276 0,213 0,473 0,349 0,307 0,501 0,259 0,452 0,340 0,379 0,350 0,453
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,105 0,000 0,000 0,000 0,000 0,032 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
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334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,495 0,420 0,441 0,263 0,310 0,214 0,368 0,312 0,463 0,381 1,000 0,102 0,277 0,468 0,312 0,223 0,142 0,340 0,510 0,037 0,216 0,208 0,321 0,258 0,333 0,333 0,390 0,298 0,327 0,345 0,478 0,390
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,062 0,000 0,000 0,000 0,000 0,009 0,000 0,000 0,495 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,112 0,081 0,060 0,022 0,095 -0,088( -0,180( -0,152 -0,062 -0,089 0,102 1,000 0,117 0,128 0,104 -0,008 0,327 0,064 0,203 0,261 0,060 0,296 0,020 0,034 0,017 -0,059 0,035( -0,109 -0,067 0,010 0,108 0,041
0,041 0,139 0,277 0,687 0,084/ 0,107 0,001 0,005 0,257 0,105 0,062 0,033 0,019 0,057 0,885 0,000 0,242 0,000 0,000 0,278 0,000 0,720 0,541 0,750 0,286 0,529 0,046 0,224 0,851 0,048 0,452

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,312 0,256 0,232 0,387 0,391 0,406 0,319 0,395 0,429 0,376 0,277 0,117 1,000 0,455 0,548 0,297 0,141 0,355 0,169 -0,076 0,354 0,224 0,404 0,281 0,368 0,445 0,393 0,343 0,309 0,358 0,289 0,351
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,033 0,000 0,000 0,000 0,010 0,000 0,002 0,163 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,417 0,332 0,290 0,204 0,298 0,246 0,228 0,284 0,358 0,200 0,468 0,128 0,455’ 1,000 0,491 0,177 0,147 0,371 0,270 0,080 0,315 0,349 0,307 0,204 0,304 0,371 0,381 0,311 0,231 0,309 0,324 0,329
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,019 0,000 0,000 0,001 0,007 0,000 0,000 0,145 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,308 0,362 0,324/ 0,495 0,415 0,509 0,441 0,549 0,525 0,517 0,312 0,104 0,548 0,491 1,000 0,334 0,224/ 0,308 0,230 -0,096 0,440 0,280 0,484 0,340 0,370 0,469 0,353 0,411 0,414 0,474 0,334 0,492
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,057 0,000 0,000 0,000 0,000 0,000 0,000 0,081 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,072 0,148 0,133 0,337 0,303 0,274 0,299 0,287 0,330 0,269 0,223 -0,008 0,297 0,177 0,334/ 1,000 0,329 0,360 0,213 -0,060 0,302 0,211 0,261 0,227 0,226 0,330 0,325 0,433 0,272 0,322 0,255 0,294
0,190 0,007 0,015 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,885 0,000 0,001 0,000 0,000 0,000 0,000 0,272 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,132 0,135 0,063 0,191 0,231 0,148 0,129 0,183 0,173 0,117 0,142 0,327 0,141 0,147 0,224 0,329 1,000 0,235 0,297 0,113 0,229 0,227 0,258 0,182 0,077 0,145 0,191 0,216 0,127 0,094 0,134 0,211
0,016 0,014 0,251 0,000 0,000 0,007 0,018 0,001 0,002 0,032 0,009 0,000 0,010 0,007 0,000 0,000 0,000 0,000 0,039 0,000 0,000 0,000 0,001 0,161 0,008 0,000 0,000 0,020 0,087 0,014 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,263 0,298 0,272 0,271 0,413 0,235 0,360 0,309 0,348 0,212 0,340 0,064 0,355 0,371 0,308 0,360 0,235 1,000 0,304 -0,069 0,441 0,284 0,300 0,218 0,335 0,354 0,393 0,264 0,311 0,337 0,412 0,327
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,242 0,000 0,000 0,000 0,000 0,000 0,000 0,206 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,420 0,354 0,388 0,170 0,234/ 0,153 0,369 0,205 0,329 0,297 0,510 0,203 0,169 0,270 0,230 0,213 0,297 0,304 1,000 0,090 0,282 0,335 0,345 0,205 0,249 0,238 0,301 0,330 0,216 0,218 0,413 0,413
0,000 0,000 0,000 0,002 0,000 0,005 0,000 0,000 0,000 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,099 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,117 -0,011 0,009 -0,168( -0,057( -0,215( -0,196| -0,221| -0,209 -0,203 0,037 0,261 -0,076 0,080 -0,096| -0,060 0,113 -0,069 0,090 1,000| -0,158 0,157( -0,171] -0,017 -0,077| -0,195 -0,007 -0,112 0,022 -0,001 -0,035| -0,163]
0,033 0,834 0,876 0,002 0,301 0,000 0,000 0,000 0,000 0,000 0,495’ 0,000 0,163 0,145 0,081 0,272 0,039 0,206 0,099 0,004 0,004 0,002 0,755 0,158 0,000 0,901 0,041 0,692 0,986 0,520 0,003

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334 334 334, 334 334 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334]
0,203 0,253 0,192 0,332 0,402 0,366 0,280 0,313 0,404/ 0,276 0,216 0,060 0,354/ 0,315 0,440 0,302 0,229 0,441 0,282 -0,158 1,000 0,252 0,459 0,203 0,323 0,451 0,282 0,259 0,316 0,412 0,362 0,347|
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,278 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,004 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,130 0,205 0,164/ 0,201 0,301 0,226 0,177 0,259 0,265 0,213 0,208 0,296 0,224/ 0,349 0,280 0,211 0,227 0,284 0,335 0,157 0,252 1,000 0,249 0,344 0,157 0,226 0,231 0,224 0,141 0,214 0,225 0,189
0,018 0,000 0,003 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,004 0,000 0,000 0,000 0,004 0,000 0,000 0,000 0,010 0,000 0,000 0,001

334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,277 0,376 0,318 0,578 0,514/ 0,513 0,436 0,511 0,520 0,473 0,321 0,020 0,404 0,307 0,484 0,261 0,258 0,300 0,345 -0,171 0,459 0,249 1,000 0,348 0,514 0,595 0,454 0,526 0,396 0,346 0,353 0,461
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,720 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,170 0,149 0,228 0,249 0,284 0,293 0,236 0,236 0,303 0,349 0,258 0,034 0,281 0,204 0,340 0,227 0,182 0,218 0,205 -0,017 0,203 0,344 0,348 1,000 0,285 0,320 0,143 0,236 0,204 0,237 0,254 0,235
0,002 0,006 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,541 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,755 0,000 0,000 0,000 0,000 0,000 0,009 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,241 0,214 0,194/ 0,425 0,330 0,432 0,382 0,347 0,367 0,307 0,333 0,017 0,368 0,304 0,370 0,226 0,077 0,335 0,249 -0,077 0,323 0,157 0,514 0,285 1,000 0,508 0,444 0,404 0,404 0,311 0,346 0,400
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,750 0,000 0,000 0,000 0,000 0,161 0,000 0,000 0,158 0,000 0,004 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334]
0,227 0,290 0,171 0,396 0,379 0,431 0,398 0,468 0,511 0,501 0,333 -0,059 0,445’ 0,371 0,469 0,330 0,145’ 0,354 0,238 -0,195 0,451 0,226 0,595 0,320 0,508 1,000 0,429 0,570 0,446 0,440 0,388 0,541
0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,286 0,000 0,000 0,000 0,000 0,008 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,331 0,423 0,364 0,339 0,316 0,235 0,290 0,331 0,358 0,259 0,390 0,035 0,393 0,381 0,353 0,325 0,191 0,393 0,301 -0,007 0,282 0,231 0,454 0,143 0,444 0,429 1,000 0,601 0,584 0,318 0,385 0,354
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,529 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,901 0,000 0,000 0,000 0,009 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334, 334 334, 334 334 334 334, 334 334, 334 334 334
0,284/ 0,363 0,324/ 0,364 0,365 0,392 0,446 0,429 0,518 0,452 0,298 -0,109 0,343 0,311 0,411 0,433 0,216 0,264 0,330 -0,112 0,259 0,224 0,526 0,236 0,404 0,570 0,601 1,000 0,506 0,373 0,335 0,479
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,046 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,041 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
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334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,314/ 0,434 0,313 0,359 0,290 0,350 0,352 0,403 0,351 0,340 0,327 -0,067 0,309 0,231 0,414/ 0,272 0,127 0,311 0,216 0,022 0,316 0,141 0,396 0,204 0,404 0,446 0,584 0,506 1,000 0,378 0,353 0,388
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,224 0,000 0,000 0,000 0,000 0,020 0,000 0,000 0,692 0,000 0,010 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,372 0,323 0,383 0,300 0,398 0,357 0,306 0,346 0,393 0,379 0,345/ 0,010 0,358 0,309 0,474 0,322 0,094/ 0,337 0,218 -0,001 0,412 0,214 0,346 0,237 0,311 0,440 0,318 0,373 0,378 1,000 0,592 0,503
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,851 0,000 0,000 0,000 0,000 0,087 0,000 0,000 0,986 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,502 0,386 0,475 0,294 0,452 0,293 0,366 0,345 0,403 0,350 0,478 0,108 0,289 0,324 0,334/ 0,255 0,134/ 0,412 0,413 -0,035 0,362 0,225 0,353 0,254 0,346 0,388 0,385 0,335 0,353 0,592 1,000 0,599
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,048 0,000 0,000 0,000 0,000 0,014/ 0,000 0,000 0,520 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,366 0,400 0,387 0,436 0,400 0,419 0,408 0,449 0,500 0,453 0,390 0,041 0,351 0,329 0,492 0,294 0,211 0,327 0,413 -0,163 0,347 0,189 0,461 0,235 0,400 0,541 0,354 0,479 0,388 0,503 0,599 1,000
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,452 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,003 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
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Non Parametric Correlatlongs8

Nooo MNéco MNooo MNoéoo Avarrtioo |Emevdue | BeAtitive | MpoeToip | Avamtioo | E@apudlete [Exete EykaBid [H nyeoia|Evowpar |Evowpa |Avalnta [MpoBaivere | Xpnaipotrol |O1 Avarrtoo [EmiAéyer |Amareit | EmAéyer [Xpnoipo |O1 BeATiiove | Mapéxer
IKQVOTTOI | IKAVOTTOI [IKavOTTO! |IKavoTTOl (€T OTOV|TE TE Gleote  |ete  oTOV|OTOV wg PUETE Tou GVETE TWVETE  [TE Ta|oe evépyeleg|eite €TE € Touglal amble  Toug|Toiite  |amamio |Te €
nuévog/n [nuévog | nuévog/n [nuévog/n [opyaviopo |mépoug |ouvexig [yia 6 opyavio |texvikég  [Texvikég | aima rou|via mv|otamokés |é5 oag|pakpoxp [mpounee|Toug  |mpopnee ta S
cioTe /n eiotefeiote eioTe oag 3 TG ueMovt (oag oag Opapalémta Tig|pa Hou TIOIOTIKOU [ TTOIOTIKO | TTPOKAAE [ EEGAEIPN HEBOBOUG | OUPMETEXD [OviEg uTég TTpopNOE [uTég OTATIOTIK [ TTEAATWY | Tl on  Kai
am6é Tv|amé myvjamd  mamd  Tig| £peuva i| ké 'Opapa kai|kal avaykeg [moioTnTa |deopeveT|eAéyxou O oav  Ta|Twv  amwv|ToioTikou  |uv otn|oxéoeig |oag, uTég Oag|oag, a AapBavo |ouoTipa |kardprio
emriteugn |amédoo |ouvepya |BeATiooe |Beopo Kai € Twv|TpokAfC [ ZTpatnyik [ZTparnyikr [Twv G oe Gho|ai vafoe  kaBe[ehéyxou |AGBn TTou eAéyxou yia[Siadikaoia (ouvepya [oTnEIZOM |va otnpEIZéu |aToixeia |vral Ta Kal Tign aTo
rwv Toufoia oag|ig  Tou|oxediaopo |exmaiseu|mpoiovr |eig Toulh via my|yia M| amodexr |Tov epappoo|otadio  |oe kaBe|mou  [mpokdaheoav|va avamugng |oiag  pefevor agiep@v [evor oxenka |umoyv  [Siadikaoi| avepdm
8 oToXWV  |avBpwTT |ue  Toug|epapuéo | Baciopévo |on. WV Kal|€XETE ToIdTTA. |TTrOI6TNTA; WV Twv|opyavio |&l oxedlaoy |oTédio | Tux6v A&Bn/mrapal [amrodeixBei |/dnuioupyi |Toug TPWTIOT |ouv Hovo e Tnv|katd Tnfegoag. |vo
_ Spearman’s tho oo wg|vou mpopnge|are  om|omy Twv é utmpea | 6. ouvexi |o0  Tg|mapoxiig|eviomier|eiyeigemka |6 nlag  wiag|mpopnse|wg omy|xpovo  [omy mr| moismTal i UvapiKG
Babuog epapioyrig oto MAPON MpoioTc piko|utég Aerroupyi | ToiéTnTA utmpeot 1. @y oag. BeAtiwo |utnpeoia |Twv € Aweig katd|diadikacia  [utmpediag |utég Toi6mra|om TWV , yia vala woTe val
pevogn [0 mgloag;  |a |éxovag v Tou n o mgls A Twv|urmpeor v Tapoxi|Aemoupyei oag.  |oe BeATiwo | TrpoiovT |SiaogaAi [avamrTug BeATIGVEl
ws Yrpeoi Yrnpeoi |mavia - wg| opyavio TIOIGTNTA [UTTNPETIL) | WV mne He emiTuxia. n ™mng|wv A|oere  6mfng/dnuio OUVEXWS
YTrnpeoi |ag oag; agoag; |otoxo  va pou oag. S Twv|v Trou|oToug UTTNPETITg. po pe|moiéTnTa [uTTnPEDT |01 upyiag ™mv
ag oag; yiveaTe TIOPEXOM | TTAPEXETE. | ATTOBEKT mv Tpdlg TWV|wv. TTPOMNOE [ piag epyaoia
KaAUTEPOL. Vv £G. TWV BIKWV uTég oagfutmnpeoi Tou
uTINpPETH TIPOIOGVT | TOUG QVTaTTOK [ag.
WV, wv n|mpoiovr pivovral
MNégo ikavorroinuévog/n eiote - Correlation Coefficient 1,000 0451 0525 0444 0,057| -0,055| -0,062| -0,010 0,063 0,079| -0,048[ 0,063] 0,061 0,053 0,065 -0,083 0,073, 0,000 -0,037| 0014 0054| 0114 -0071| 0,056 -0,017| 0,083 -0,035
amo TV ETMITEUEN TWV OTOXWV ’
oa w Mpoiotapevogin g S19: (2-tailed) 0,000[ 0,000( 0,000 0301 0320[ 0262| 0857 0,248 0152| 0379| 0250 0265 0332 0239 0132 0,181 0,998 o501 0803| 0327 0037 04195 0310 0762| 0132 0526
YTmpeoiag oag;
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
nNéoo ‘K“V“‘,'g"l“é"f’ﬁ /n eiote  Correlation Coefficient 0451 1,000 0385 0484 0042| 0058 0015| 0039 0078 0057| 0007| 0070 o00s6| 0087| 0083 0044 0,027 0,137 0077| 0164| 0138] 0155 0006 0139] 0048] 0,123 -0031
arro TNV ammodoon Tou .
avBpwmvou Suvapikou g Sig- (2-tailed) 0,000 0,000 0,000 0442 0204 0781 0479 0,155 0300 0895 0204 0308 0112 0130| 0423 0,625 0,012 0163 0003| 0011| 0005 0916( 0011| 0380| 0025 0569
Ymnpeoiag oag; N 334, 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
M600 kavotronpiévog/n eiote  Correlation Coefficient 0525 0385 1,000] 0224 -0,012| -0,046| -0,115| -0,056 0,030/ 0,050 -0,045| -0,019| -0032| -0,018 -0,031| -0,097 -0,096 -0,018 -0,015( 0,067 0,026 0065 0024 -0059 -0,039 0,007 -0072
amo TN ouvepyaoia oag WE .
Toug onune‘)tmvic aa; ! Sig. (2-tailed) 0,000 0,000 0,000 0828 0403 0035| 0304 0588 0365 0417| 0729| o565 0743 0573| 0077 0,080 0,749 0790 o0219| 0638 0237 0659 0281 0478 0900 0,193
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
nNéoo ‘ngi"‘?"l“é"ﬂﬁ/” elote  Correlation Coefficient 0,444| 0484| 0224 1,000 0,023| -0,030 0,099 0,040 0,116 0,113 0,0s0[ 0,071 0,153 0,004 0,059 0,092 0,100 0,083 0,004 0010( 0012| 0087| -0134( 0,119 0010/ 0,119 0,074
aro TG BEATIWOEIS TTOU .
eqapuooate ot Aemoupyia  Sig- (2-tailed) 0,000/ 0,000 0,000 0679 0581 0069| 0462 0,034 0040 0366| 0198 0005 0942 0284| 0,002 0,068 0,132 0949 0857| 0822| 0114 0014 0020 0850 0029 0176
g Ympeoiag oag; N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
g;‘;‘:ﬁz;i;gsg:gm""’”é Correlation Coeficient 0057 0042 -0012| 0,023 1,000 0364 0504 0498 0615 0545 0420| 0409| 0267 0500( 0515/ 0,400 0,387 0,428 0238 o0160| 0412| 0346 -0057( 0278) 0318 0357 0,240
oxedlaoyd aciopévo oy Sig. (2-tailed) 0301] 0442 0828 0679 0,000[ 0,000 0,000 0,000 0,000[ 0,000 0,000 0,000 0,000[ 0,000] 0,000 0,000 0,000 0,000[ 0003| 0000 0000 0302 0000 0000 0000 0000
TIOIBTTA EXOVTAG TTAVIA WG
OTOX0 va yiveaTe KaAUTEPOI. N
334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Entvéﬂeyée T6poug O épeuva - Correlation Coefficient 0,085 0,058 -0,046| -0,030 0364 1,000 0414| 0321 0430 0443 o0246| 0318 0377 0315| 0313] 0310 0,206 0,361 0211 07108/ 0269| 0200 0002 0210| 0282| 0264 0226
a exmraibevon- Sig. (2-tailed) 0320 0294 0403 0581 0000 0,000 0,000( 0,000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0000[ 0000 0048| 0000| 0000| 0965 0000 0000 0000 0000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
BEATIOVETE OUVEXUS TIG Correlation Coefficient 0,062 0015 -0115] 0,009 0504 0414] 1000[ 0519 0514 0482 0484 o0400] 0321 0405| o0416] 0522 0,440 0,352 0202 0083 0239 o219 -0017| 0232] o0388] o460 0377
BladIKaaieg Twv TPOIGVTWY Kal il
v ump:m.uv mpu Sig. (2-talled) 0262 0781 0035 0,069 0,000 0,000 0,000[ 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0120| 0000/ 0000 0756 0000/ 0000 0,000 0,000
opyaviojiol oag. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
MpogToipdgeore yia Correlation Coefficient -0,010[ 0,039 -0056| 0,040 0498 0321 0519) 1,000 0367 0435 0340| 0349| 0114 0326 0428| 0407 0,383 0,271 0179 o0121| 0306| 0193 0083 0186 0328 0322 0,288
EMOVTIKEG TIPOKAATEIG TTOU
Exm 5.03)?5'4“;. noes Sig. (2-tailed) 0857 0479 0304| 0462 0,000 0,000 0,000 0,000 0,000[ 0000| 0000 0038 0000 0000 0000 0,000 0,000 0001 0028 0000 0000 0129 0001 0000 0000 0,000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Avamrtiooerte aTov opyaviopé  Correlation Coefficient 0,063 0,078 0,030 0,116 0,615 0,430 0,514 0,367 1,000 0,762 0,484 0,586 0,363 0,582 0,590 0,495 0,510 0,526 0,262 0,176 0,354 0,341 -0,129 0,344 0,413 0,387 0,384
s‘fmovpf";%::“uﬁp‘“”v"(” Sig. (2-tailed) 0248 0155 0588 0,034 0,000 0,000 0000/ 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000| 0001 0000 0000 0018 0000 0000 0000 0,000
) N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Egapuclete atov opyavioé  Correlation Coefficient 0079 0057 0050 0113 0545 0443 0482 0435 0762 1000 0470 0554 0428 0587 0612 0506 0,464 0,465, 0239 0120| 0321| 0330 -0085( 0319) 0360| 0374 0345
c‘zg'ovpzﬂ%:u‘\uimumwm Sig. (2-tailed) 0152 0300 0365 0040 0,000[ 0,000 0,000 0,000 0,000/ 0,000[ 0,000[ 0,000 0,000| 0,000] 0,000 0,000 0,000 0,000 0018 0000 0000 0121 0000 0000 0000 0000
vam e N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
‘Exere wg mpotepaidmra g Correlation Coefficient 0,048 0007 -0045] 0,050 0420 0246 o0484] 0340 0484 0470 1000( o0458] 0284 0398 0347] o501 0,527 0,255, 0305 0056] 0320 0257 -0075| 0239] 0401] 0517 0368
‘::":]{)‘;‘IJ;\*,";EZ°6“““V WY sig. (2-tailed) 0379| 0895 0417 0366 0,000 0000| 0000 0000 0000 0,000 0000 0000 0000 0000| 0,000 0,000 0,000 0,000| 0310 0000| 0000 0174] 0000 0000[ 0000/ 0,000
N 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 330
Eykabidpuete kouAtolpa Correlation Coefficient 0,063 0070 -0,019| 0,071 0409 0318 0490| 0349 0,586 0554 0458 1,000 0505 0472| 0484 0328 0,409 0,358 0289 0158 0,325 0,329| -0045| 0,298 0475 0443| 0418
: 6\
it Attt Sig. (2-tailed) 0250| 0204 0729 0198 0000 0000 0000 0000 0,000 0,000 0,000 0000  0,000| ©0,000| 0,000 0,000 0000[ 0000 0004| 0000| 0000| 0411] 0000 0000 0000 0000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
;4 NYE0icl 10U OpYaVIopoD Correlation Coefficient 0061 0056 -0032| 0153 0267 0377 0321| 0114 0363 0428 0284| 0505 1000 0321) 0340| 0,267 0,324 0,374 0230 0117| 0227| 0310 0209 0218) 0294| 0466 0,285
ECHEVETAI VA EQAPUOTE! .
ouvexh BeATiwon TG Sig. (2-tailed) 0265 0308 0565 0,005 0,000 0000 0000 0038 0,000 0,000[ 0000 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0033 0000 0000 0000 0000 0000 0000 0,000
TTOIOTNTAG TWV TTAPEXOHEVWV
unnpsougv N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EVOwpaTGVETE TEXVIKEG Correlation Coefficient 0053 0087 -0018) 0,004 0500 0315 0405| 0326 0,582 0587 0398 0472| 0321 1000 0845 0501 0,452 0,586 0270 0236 0411| 0488 -0012| 0363] 0385 0396 0323
TIOI6TIKOU EAEYXOU O€ KGBE
OTaBI0 OEBIaTHO0 TG Sig. (2-tailed) 0332 0112 0743| 0942 0,000 0000[ 0000 0000 0,000 0,000[ 0,000 ©0,000| 0,000 0,000 0,000 0,000 0,000 0,000[ 0000 0000/ 0000 0833 0000/ 0000 0000 0,000
eoiag fy ECIW) N
T“T;'S"m;,fxg;“” vmpeoy 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EVOwpaTGVETE TEXVIKEG Correlation Coefficient 0065 0083 -0031] 0,059 0515 0313[ 0416) 0428 0,590 0612 0347| o0484] 0340 0845 1,000 0,507 0,514 0,605, 0207 0291| 0436| 0453 -0014| o0422| 0406 0391 0392
016TIKOU EAEYXOU O€ KABE
plrbpmon/ sl Sig. (2-tailed) 0239| 04130 0573 0284  0000| 0000[ 0000 0000 0000 0,000{ 0000[ 0000[ 0000 0000 0,000 0,000 0000  0000| 0000 0000 o0000| 0792 0000 0000 0000 0,000
uTMpEGIGY oToUg amodékteg N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Avagntate Ta afmia ou Correlation Coefficient 0,083 0,044 -0097] 0,002 0400 o0310[ 0522[ 0407 0,495 0506 0501] 0328 0267 os501] 0507] 1,000 0,696 0,364, 0239 0200 0353] 0234 -0182] 0277] 0422] 0432 0428
TpoKGAeoaV TAAGBN TIOU g, (2-tailed) 0132 0423 0077| 0,002 0,000 0000[ 0000 0000 0,000 0,000{ 0,000 0000 0000 0000 0000 0,000 0,000 0,000[ 0000| 0000/ 0000 0001f 0000/ 0000 0000 0,000
TUXOV evromrigere. N 334 334 334 334 334, 334 334, 334 334, 334 332 334 334, 334 334, 334 334, 334, 334 334, 334 334 334 334 334 334 332
Foohar . o o
poBaivere ot evépyeieg yia - Correlation Coefficient 0,073| 0027 -0008| 0100 0,387| 0206| 0440 0383 0510 0464| 0527| 0400 0324 o0452| o0514] 0696 1,000 0,455 0365 0236 0378 0344| -0063| 0373 0467 0506 0429
TV ESAAEIPN TWV QITIDV TTOU
TpoKaAeTaY Sig. (2-tailed) 181 " 2
[T s ——— 0181 0625 0080 0068 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000[ 0000| 0000/ 0000 0250 0000/ 0000 0,000 0,000
KaTé TV Tapoxi g N
uTmpeoiag. 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
ngoe;uommivz ovajlo):ykéc Correlation Coefficient 0000 0137 -0018| 0,083 0428 0361 0352| 0271 0526 0465 0255| 0358 0374| 0586 0605 0364 0,455 1,000 0391 o0279| 0486| 0506 0125 0523] 0364] 0425 0336
WEBOBOUG TTOIOTIKOU EAEYXOU "
VIVl aTroBeidei 611 N Sig. (2-tailed) 0998 0012 0749| 0132 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000[ ©0000| 0000 0000 0022 0000/ 0000 0000 0,000
i:?&“i‘g‘“ Aerroupyel pe N 33a| 34| 34|  sm 334|334 34|  sm 334 34| 332 34| 334 34| 34|  3m 334 334 33a|  3s4| 334| 334|  334| 334|334 sm| s
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85,270

OrpopnBeuTég oag Correlation Coefficient 0,037 0077| -0015| 0,004 0238 o211 o0202| 0179 o262 0,239 0305| 0289] 0,230 0207 0,239 0,365, 0,301 1000 0591 0503 o0446| 0155 0490 o0265| 0206] 0,128
OUPHETEXOUV OTN Bladikaaia i
GV‘;JTL:WE)V(WWWQUPW@ pag S0 (2taied) 0501 0163 0790 0,949 0,000 0000[ 0000 0001 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000 0000/ 0005 0000 0000 0000 0,019
utmpeoiag. 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
AvamTUoETE PaKPOXPOViES Correlation Coefficient 0,014 0164 0067| 0010 0,160 0,108 0083 0121 0,176 0129 00s6| 0158/ 0117 0236 0291 0,200 0,236 0,279 0591 1,000 0509 0512 0161 0379 0257 0120 0,098
OXEOEIG OUVEPYQTIar € TOU "
");Qm%még":ﬂg SHETOUS  sig. (2-tailed) 0803 0003 0219| 0857 0003 0048 0120| 0028 0,001 0018 0310| 0004 0033 0000 0000 0,000 0,000 0,000 0,000 0,000[ 0000| 0003 0000 0000 0029 0,074
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Eméyere 29“9 TpounBeutés - Correlation Coefficient 0,054 0,138 0026 0,012 0412| 0269 0,239| 0,306 0,354 0,321| 0,329 0,325 0,227 0411| 0436 0,353 0,378 0,486 0503| 0509 1,000 0,697 -0,039| 0541 0473| 0342 02197
oag, oTNPIOEVO! TIPWTIOTWG .
oty TroiémTa o€ cuvduaopé  Sg- (2-tailed) 0327| 0011| 0638 0822 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000( 0,000 0,000 0474 0000/ 0000 0,000 0,000
HETIV T TWVTIPOBTIOVIL N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Amaireital oo Toug Correlation Coefficient
TpounBeutéc oae va 0114 0155 0065 0,087 0346 0200 0219) 0193 0341 0330 0257| 0329 0310 0488 0453| 0234 0,344, 0,506 0446 0512| 0697| 1000 0146 0483) 0378| 0344 0222
APIEPWVOUV XPOVO OTNn .
BeAtiwon mg Tosmrog Ty S9 (21aied) 0,037| 0005 0237 0114 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000( 0,000 0,000 0,008| 0,000 0000 0000 0,000
BIKWV TOUG TTPOIGVTWY Kail
UTMPETIGV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EmAéyere Toug TpounBeutég  Correlation Coefficient 0,071 0006 0024| -0134| 0057 0002| -0017| 0083 -0,129 0,085 -0075| -0045 0209 -0012[ -0014| -0,182 -0,063 0,125 0155 0161 -0039| 0146 1,000( 0151 -0,066| -0,001 0,087
oag, O OpE 6vO 07 .
W; “33%2“’0&5?1" ™Y sig. (2-tailed) 0195| 0916 0659 0014 0302| 0965 0756| 0129 0018 0121| 04174 o0411] o000 0833 0792| 0001 0,250 0,022 0,005| 0003 0474 0,008 0006| 0231 0989 0115
UTINPETIGV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
XpnoiuoToieite Ta oTamioTika  Correlation Coefficient
OToIEld OXETIKE HE TV 0056 0139 -0059| 0119 0278 o0210[ 0232| 0186 0344 0319 0239| 0208 0218 0363 0422| 0277 0,373 0,523 0490 0379| 0541| 0483 04151 1000 0374 0328 0207
TOI6TNTA, VI Va SIa0QaAioETe Sig. (2-tailed
671 0l TTPONBEUTEG Tag ig. (2-tailed)
¢ X 0310 o011 0281 0,029 0,000 0000 0000 0001 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000 0000| 0000 0,006 0,000 0,000 0,000
QAVTATTOKPIVOVTaI OTA TTIPOTUTTal
ol N
334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
g:g’;s;‘l"’;:gu’w“éw‘:‘::g’:n Correlation Coefficient 0,017 0048 -0039| 0,010 0318 0282 0388 0328 0413 0360 0491| 0475 0204 0385 0406| 0422 0,467 0,364 0265 0257| 0473| 0378 -0066( 0374] 1,000 0575 0397
Biadikaoia Sig. (2-tailed) 0762| 0380 0478| 0850 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000( 0000| 0000 0000 0231 0000 0,000 0,000
avanTugng/dnuioupyiag piag
uTInpETiag. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
[BeAriovere U“V‘X‘é’g ;“ _ Correlation Coefficient 0083 0123 0007| 0119 0357 0264] 0460| 0322 0387 0374| 0517| 0443] o466 0396 0301 0432 0,506 0,425 0296| 0120 0342| 0344 -0001] 0328] 0575 1,000 0465
GuoTHaTa Kal TIG Biadikaoieg ]
oag] [TAPON | Sig. (2-tailed) 0132 0025 0900| 0,029 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0020| 0000 0000 0989 0000 0,000 0,000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Mapéxere Emmﬁteucp Ka Correlation Coefficient -0,035| -0,031| -0,072| 0074 0,240| 0226 0377| 0288 0,384 0,345| 0,368 0418| 0,285 0,323| 0392 0428 0,429 0,336 0,128 0,098 0197| 0222 0,087 0207| 0397 0465 1,000
KATGPTION GTO AVBPWTTIVO
Suvapiké Gote va BeAtiover S0 (2-tailed) 0526 0569 0193 0,176 0,000/ 0,000[ 0,000 0,000 0,000 0,000( 0,000( 0,000] 0,000 0,000( 0,000] 0,000 0,000 0,000 0,019 0074| 0000 0000 0115 0000 0,000 0,000
OUVEXWG TNV Epyacia Tou. N 332 332 332 332 332 332 332 332 332 332 330 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332 332
To avBpwmivo duvapiké Tou  Correlation Coefficient
OPYaVIOLOU (TTPOIOTAEVOI KOl 0,005 0075 -0081| 0,036 0272 o211 0251 0174 0347 0320 0180 0208 0319 0307 0372| 0143 0,313 0,545 0383 0316| 0383] 0477 0145| 0489 0303] 0347 0315
UQIOTAWEVOI) EKTIIBEVOVTOI
o™ XPrON OTATIOTIKWY Sig. (2-tailed) 0924 0171 0139] 0511 0,000/ 0,000 0,000| 0,001 0,000 0,000 0,001 0,000] 0,000 0,000 0,000( 0,009 0,000 0,000 0,000 0,000[ 0,000/ 0000 0,008 0000 0,000 0000 0,000
HEBOBWY yia TN Afyn
QATTOPACEWV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
O1 TTpoigTapEvol Correlation Coefficient
EKTTAIBEUOVTAl GOTE VOl -0,06| -0,040| -0,002| 0,012 0292 0288 07256 0270 0,436 0419 0311 0384 0265 0323| 0401 0277 0,396 0,381 0261| 0208 0322 0335 0052 0329 038 0310 0488
YVWPIZouV KaAd Tig TOATIKEG, ;
Tig oTpamyIKég Kai Tov TpTo 19" (2-1ailed) 0311 0469 0976| 0825 0,000 0000[ 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000| 0000/ 0000 0348 0000/ 0000 0,000 0,000
Aemoupyiag Tou opyaviopos
TroU £pYagoVT N 334 334 334, 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
To avBpwivo duvapiké Tou  Correlation Coefficient
OpYaVIOHOD (TpOiGTaEVO! Kt 0,008 0072 -0,009| 0,091 0209 0221 o0271| 0255 0342 0336 0267| 0328 0229 0400 0441| 0230 0,346 0,478 0385 0338 0414| 0453 0059 0448) 0354 0310 0394
g?:::;”g’:)‘(’iﬁg:fﬁ;‘lgf‘nf;g Sig. (2-tailed) 0884| 0190 0870 0007 0,000 0000| 0000 0000 0000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0,000 0000 0000| 0000 0000 0278] 0000 0000 0,000 0000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
MNapéxere odnyieg kai Correlation Coefficient 0,098 0077 0010 0173 0399 0112 0383 0319 0,500 0436 0506 0423 0214 0379 0410 0524 0,496 0,271 0123 0067 0319 0263| -0,144| 0310/ 0468 0453| 0373
uTIoOTHPEN 0TO avBpTIVO '
Buvapiko 101 Gote va exrehei - Sig- (2-tailed) 0074 04161 0861 0,002 0,000 0041 0000| 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0025 0224| 0000/ 0000 0008 0000 0000 0000 0,000
™V epyaoia Tou
amoTeAeopaTIKG. N 333 333 333 333 333 333 333 333 333 333 331 333 333 333 333 333 333 333 333 333 333 333 333 333 333 333 331
E€aheipere Ta eymiodia Tou  Correlation Coefficient
ogeikovTal GTIC BIOBIKQOTE 0185 0106 0052| 0127 0354| 0120 0377 0341 0423 0389 0383 0449| 0313 0414] 0433] 0386 0,477 0,359 0252 0199| 0382| 0373 -0068f 0299| 0395 0502 0373
Tou opyaviopoy Kai :
epmodiouy 1o avlprvo 519 (2-ailed) 0001 0052 0342| 0021 0,000 0029 0000| 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0000| 0000/ 0000 0214 0000| 0000 0000 0,000
SUVOMIKG Vel EKTEAEI TNV
epyaoia Tou amo N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Ejg"‘?""‘if'; viato Correlation Coefficient 0140 0094 0036 0125 0328 o0110[ 0374| 0255 0371 0307| 0372| 0325 o145 0351 0323] 0404 0,444 0,208 0,138 0099 0287| 0342 -0126| 0293 0391 0415 0306
QVBPWTIVO BUVAKIKG éva ]
mepiB&Mov epmoTootvng kai  Sg- (2-tailed) 0,010| 0086| 0513 0,023 0,000 0045 0000| 0000 0,000 0,000[ 0000| 0000 0008 0000 0000 0,000 0,000 0,000 0012 0072| 0000/ 0000 0021 0000/ 0000 0000 0,000
AeuBEQNG EKPPAONG XWPIS
EmIkOITIKA BIGBEGT, 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
[EvBappivere Toug _ Correlation Coefficient 0183 o101 0026] 0137 03%| 0160 0290 0208 0326 0319 0370| 0370 0153 0349 0320 0375 0,301 0,345 0187 0049| 0341| 0340 -0151( 0232 0342| 0447 0343
EPYALOUEVOUG VA CUHPHETEXOUV
;:: leugwkum'fl MWE“ KO sig. (2-tailed) 0001 0064 0632 0012 0,000 0003 0000 0000 0,000 0,000[ 0000| 0000 0005 0000 0000 0,000 0,000 0,000 0,001| 0373 0000( 0000 0,006/ 0000 0000 0000 0000
QATOQACEWV. 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EvBappivere v avoir kai - Correlation Coefficient 0,007 0026 -0038| 0135 0319 o119 0403| 0312 0413 0362| 0397| 0427| 0258 0341 0384| 0421 0,435 0,260 0148| 0045 0234| 0306 -0070| 0224] 0424 0511 0372
EINKPIVF ETTIKOIVWVIQ PE TO
uvepwmw_&gviujké Tou Sig. (2-tailed) 0076 0639 0492| 0,014 0,000 0029 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,007 0417| 0000/ 0000 0200( 0000/ 0000 0000 0,000
opyaviopou e§aAeipoviag
TauTéYpOVa TO Yopo. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Evnuepuvere 6Ao 1o Correlation Coefficient
QVBPWMVO BUVAIKS, 611 0091 0012 -0035| 0112 0411 o0161| 0376| 0235 0,526 0425 0512| 0445 0207 0347 0383 0390 0,484 0,337 0177| 0057| 0357| 0203 -0233| 0276] 0492 0509 0406
amiIEROS OTOX0G 10U - Sig. (2-tailed)
0pyaviopoU eivail va emmiTeuxBei 0,096| 0826 0529 0,041 0,000 0,003 0,000 0,000 0,000 0,000 0,000f 0,000] 0,000 0,000/ 0,000( 0,000 0,000 0,000 0,001| 0301 0000 0000 0000 0000 0000 0,000 0,000
n BeATiwon TG ToIGTTAG TwWV
TIAPEXOHEVWV UTT? N
334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
[Kavere 1o avBpuimvo Correlation Coefficient 0,000| -0,028| -0,062 -0,034 0,343| 0062| 0259 0,257 0,404 0312| 0418 0389 0,153 0351| 0389 0201 0,321 0,252 0119 0170| 0392| 0349| -0,098 0235 0436 0391 0315
Buvapiké va aioBaveral .
. Sig. (2-tailed) 0998 0609 0257| 0541 0,000 0261 0000| 0000 0,000 0,000[ 0000| 0000 0005 0000 0000 0,000 0,000 0,000 0,030 0002| 0000/ 0000 0074 0000 0000 0000 0,000
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N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Zuykporeite opadeg BeAtiwang Correlation Coefficient 0,057 04100 -0141| 0,09 0279| 04136 0226] 0139 0425 0376 0228] 0307 0240 0419 0424| 0249 0,329 0,446 0239 0178] 0299| 0353 -0053| 0427| 0231 0391 0338
TNG TTOIOTNTAG Yia TN CUVEXT ;
BeATiwoN Twv Siadikaoiv Tou  Sig- (2-tailed) 0302 0069 0010| 0100 0,000 0013[ 0000| 0011 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0001| 0000 0000 0333 0000/ 0000 0000 0,000
opyaviopod. N 334, 334 334, 334 334, 334 334, 334 334, 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Oewpeite zgweu‘w% povo  Correlation Coefficient 0,006 -0,020( -0,062| -0,054 0034 0095 0163] 0059 0,109 0193 o0004| 0151 0201 0100 0105 0,016 0,074 0,064 0024 0058 -0007| -0006| 0087 0039 0008 0029 0,078
TOUG £pyagopEVOUg OTav "
aupBaivouy Sig. (2-tailed) 0081 o0714| 0250 0323 0530 0082 0003| 0285 0,046 0000 0946| 0006 0000 0068 0055 0769 0,176 0,242 0,666 0294| 0904| 0911 0113[ 0483) 0890| 0600 0,158
Aaén/mrapaAeipeig/mapdmova
TV TapOXA UTTNPEGIV. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
g\ﬂ}’ewm\\'{ﬂi ;mA meg Tk Correlation Coefficient 0,038| 0,086 0053 0,045 0,365/ 0,188 0404 0319 0,413 0350 0351 0328] 0,236 0319 0302 0,350 0,354 0,320 0,128| 0184 0296 0261 0058 0226 0365 0360 0,319
1EUBUVON AAANAETTIOPA PE Ta ;
GMa Tpfiuara f SieuBivoe,  S19- (2-tailed) 0484 0118 0338 0415 0,000 0001f 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0019 0001| 0000/ 0000 0294 0000/ 0000 0000 0,000
N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Xpnoioroicire diarunuarikég - Correlation Coefficient 0,013 0046 -0120| 0,141 0,337 0193 0346 0184 0,343 0298 0224 0293 0376 0198 0274| 0177 0,271 0,272 0153 0056 0139 0237 04105 0277 0249 0391 0317
opddeg epyaaiag yia TNV .
oiko6ynon Mg Sig. (2-tailed) 0,809 0405 0029 0010 0,000/ 0000 0,000 0,001 0,000 0,000[ 0,000[ 0,000] 0,000 0,000[ 0,000 0,001 0,000 0,000 0,005 0305 0011] 0000 0056 0000 0000 0,000 0,000
aMnAeTidpaong kai T
HEiwon Twv aviaywvioTikwy N
oxEoEWY 1600 HETagD 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Aivete éupaon otn Correlation Coefficient
Guvepyaoia Ka T Guvaivean, 0087 0075 -0001| 0072 0359 0171 0445| 0206 0438 0349 0490 0431 o265 0320 0330 0308 0,367 0,223 0131 o0113] 0277 0313 -0062| 0241| 0492 0430 0390
HE OKOTTIO TNV ATTOTEAETHATIKN tail
Biayeipion Twy GUYKPOUGEWY Sig. (2-talled) 0111 0173 o0987| o191 0,000 0002 0000| 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0017| 0039 0000 0000 0255 0000 0000 0000 0,000
Kal TNV PEiwon Twv N
AVTaVWVIOTIKGY G2 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
H nyeaia Tou opyaviopou eivar Correlation Coefficient 0118 -0,066| -0045| 0,050 0275 0122| 0139 0214 0,290 0233 0271| 0228 o0174| 0278] 0253] 0252 0,203 0,236 0052| 0017| 0249] 0232 o0011] 0120 0226 o018 0319
UTTEUBUVN VO ATTOPAKPUVE TiG
TraBoyéveieg Trou ogeihovtar - Sig. (2-tailed)
070 GtioTA (BNAGBH TIC 0032 0227 0412| 0365 0,000 0026 0011] 0000 0,000 0,000[ 0000| 0000 0001 0000 0000 0,000 0,000 0,000 0340 0756| 0000| 0000 0842 0019] 0000 0001 0,000
armieg TTou TTpokaAolv
Aan/mrap N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
O UTTaAANA 6 Correlation Coefficient
E‘,“I:ITL(:TEEBS‘II;O:GOpvav‘cuou orrelation Coeticien 0,066 -0,048 0,062 0,025 0,083 0,009 0,107 0,094 0,134/ 0,106 0,152 0,126 0,123 0,062 0,073 0,110 0,110 0,011 0,062 0,061 0,075 0,127 0,035 -0,023 0,059 0,136 0,195
ATIOPAKPUVOUV TIG X
TaBoyéveie Tou opeihovian Sig. (2-tailed) 0231 0381 0255 0643 0129 0866 0051 0088 0,014 0054 0006| 0022 0025 0255 0182| 0,044 0,045 0,843 0255 0269| 0173| 0020 o0521f 0670 0281 0013 0,000
o710 aloTnya. (dnAadn Tig
Qrmiec o TIPoKakoUY A N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
H nveoia tou opyaviouo - Correlation Coefficient 0288| 0104| 0130 0207 0345| 0278 o266 0288 0404 0365\ 0204| 0348| 0439 o0328| o0407| 0312 0351 0349|  0197| o0180| 0217| 0310 -0005| 0479 0263 0405 0370
Trapéxel 0To avepwITIv
BuvapIké TIG KATAAANAEG Sig. (2-tailed)
1E8030UG/BIGBIKaGTES it 0000 0058 0017| 0,000 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,000[ 0001| 0000/ 0000 0928 0001 0000 0000 0,000
OKOTIO TNV QTTOTEAETHATIKI
Enit£u§nntmv aTéx? s n N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Xpnolyotroigite ouvBripaTa Correlation Coefficient
(GhoyKav) Kal TIpoTpOTIES 0,011 -0,012[ -0,060| 0,063 0206 0173 0189 0097 0,285 0275 0186 07201| 0167 0320 0317| 0137 0,212 0,370 0218 0096 0243] 0300 -0004f 0341| 0123] 0258 0326
TTPOG TO AVOPWTTIVO SUVAUIKG _tail
via :gd,\z,w Sig. (2-tailed) 0846 0828 0274| 0,249 0,000| 0,001 0001] 0,075 0,000 0,000/ 0,001 0,000 0,002 0,000 0,000[ 0,012 0,000 0,000 0,000 0,081 0,000 0000 0944| 0000 0,025 0000 0,000
AaBwv/Trapaeipewv/eTKaAl
WEWY Kl EMATWHQTIKG? 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EomiaZere povo omy emitevgn - Correlation Coefficient -0,069| 0,033| -0045| -0,153 -0,111| -0,008| -0,137| -0,110  -0,099 -0,115( -0,143| -0,039| 0032 -0,060[ -0,096| -0,176 -0,091 -0,045 -0,039( 0055 -0,129| 0,014| 07264 -0031 -0,097| -0,084| -0,085
APIBUNTIKWV OTOXWY XWPiG va ’
Sivere éugaon omy moiomra, 09 (2 1aled) 0209 0543 0416| 0,005 0042| 0885 0012| 0044 0,071 0036 0009| 0474 o566 0277 0081 0,001 0,099 0,414 0475 0319| 0018 0800 0000 0566/ 0076 0126 0124
N 334 334 334, 334 334 334 334, 334 334, 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
Etaoganigere toug Correlation Coeflicient 0186 0187 0131 0119 0376 0302 0361| 0225 0,460 0411 0332 0431 0337 0300[ 0330 0322 0,368 0,257 0224| 0139 0282| 0275 -0056| 0156| 0246 0330 0319
ATTapaiTNTOUg TTOPOUG Kal TN
i APIEN, €101 & . (2-tail
;‘:‘:"}Izggg;”gf&;;‘" wote - Sig. (2-tailed) 0001| o0001| 0016 0030 0000 0000[ 0000 0000 0000 0000{ 0000[ 0000[ 0000] 0000 0000 0000 0,000 0000| 0000 0011| 0000| 0000| 0308] 0004| 0000 0000 0000
TIOIOTIKGV UTIMPETILV Vel £ival
GNOB0Ea Kall 10?7 N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
f§'°'\°"5,'“ 16 BloBikaoies - Correlation Coefficient -0083| -0084| -0081| 0032 o0108] o0107| o246 0132 0206 0203| 0252| 0267| 0249 0227| 0246 0,207 0,350 0178|  0113| 0104| 0134| 0094 -00s8| 0209 0182 0238 0267
EMToUpyiag Tou opyaviouou,
Bivovrag eYaAUTEPN EPAOT X
o umé ‘(‘KZI ox Tgﬂg Heaon  Sig. (2-tailed) 0542 0541 0142| 0563 0,048 0050 0000 0016 0,000 0,000[ 0000 0000 0000 0000 0000 0,000 0,000 0,001 0038 0058 0014| 0085| 0488 0000 0001 0000 0,000
avBpwIToug TTou egappélouy N
Tic 517 334/ 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
;Zl’:("rﬁ‘ﬁg‘“ wia kouktodpa - Correlation Coefficient 0103 0135 0004 0116 0366| 04159 0351| 0267 0483 0401| 0397 0448 0198 0446 0430| 0412 0,447 0,307 0069| 0108 0316 0333 -0130| 0270 0388| 0407| 0405
aToTeAEopaTOT TG, STIOU - Sig. (2-tailed) 0060| 0014 0935 0034 0000 0004| 0000 0000 0000 0,000 0000 0000 0000 0000 0000 0000 0,000 0,000 0208 00s0| o0000[ 0000 0017| 0000 0000 0,000 0000
6Ao 10 avBpPWTTIVO Buvapikd
Vo aioBdverar umreprigavo yia N
0 BOUAEIG Tou. Phgavoy 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
?S\?isg;x T?ue’ Vﬂfg\évnun Correlation Coefficient 0,117| 0048| -0011| 0,206 0,073| -0,034| 0146 0067 0,182 0130| 0207| 0147 0082 0253| 0254| 0149 0,205 0,139 0098| 0218 0337 0315 -0,176| 0168| 0210 0,147 0,158
opyaviopou Xwpig va Toug Sig. (2-tailed) 0,033 0386 0835 0,000 0,181 0538 0,007 0,224 0,001 0,018 0,000( 0,007| 0,133 0,000( 0,000| 0,006 0,000 0,011 0,072 0,000 0,000 0000 0001 0002 0000( 0,007| 0,004
TAENVOREITE TUPPWVA PE TNV
Qm65001] TOUG Kall XWwpig va 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
TOUG GUYKPIVETE e
E€a0QaNETE TTOI0TKG Correlation Coefficient 0037| o0117[ -0004| 0154 0319] 0158] 0257| 0143 0398 0300 0255] 0302 o169 0345] 0324] 0316 0,352 0,310 0145 o0110] 0259| 0278 -0141] 0175] 0313 0349 0,293
£pYa0Iako TIEpIBAMOY yiIa o Sig. (2-tailed) 0506 0032 0941| 0,005 0,000 0004 0000 0009 0,000 0,000[ 0000| 0000 0002 0000 0000 0,000 0,000 0,000 0,008 0044| 0000/ 0000 0010( 0001] 0000 0,000 0,000
avBpdmv Suvapxé. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
HV;"‘"F Héow g Correlation Coefficient 0,103| 0,065 -0,008| 0,080 0372 0068 0269 0,305 0,410 0,356 0361 0,300 0,168 0,290 0,353| 0,364 0,430 0,292 0,075 0080 0,269 00242| -0,163| 0,158 0404 0407| 0419
EVBUVGHWONG, TG
avayvipiong Kai g Sig. (2-tailed) 0059 0235 0884 0144 0000| 0212 0000 0000 0,000 0,000[ 0000| 0000 0002 0000 0000 0,000 0,000 0,000 0174 0145| 0000/ 0000 0003 0004] 0000 0,000 0,000
emppdpevongTou N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
BeATiGovete Tig kavéTnTeg ki Correlation Coefficient -0,060[ 0,003 -0014| 0,078 0293 0389 0249 0263 0395 0308 0264 0321 0331 0350 0372] 0379 0332 0,365 0156| 0205 0276 0244 -0009 0275 0435 0397| 0521
BECIOTNTEG TWV EPYAGOPEVWY .
mf,m anu.amivmf W Sig. (2-tailed) 0271 0956 0803| 0154 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0000 0000 0000 0,000 0,000 0,000 0,004 0000| 0000 0000 0869 0000/ 0000 0000 0,000
TIPOYPAPATWY. N 334 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
EvBapplvere o avBpimvo - Correlation Coefficient 0,048 -0,041| -0,130| 0,040 0283 0191 0256 0,288 0,377 0280 0331 0313] 0,153 0311 0314| 0322 0,368 0,342 0139 0127 0343| 0279] -0085| 0292 0440 0377| 0438
BUVaPIKG VO EKTTAIBEVETAN ’
OUVEXWS, GoTe va Sig. (2-tailed) 0379 0457 o0018| 0467 0,000 0000 0000 0000 0,000 0,000[ 0000| 0000 0005 0000 0000 0,000 0,000 0,000 o011 0020] 0000/ 0000 0119) 0000/ 0000 0000 0,000
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¢ N
z;":‘m':;z aMayég kai 33a| 34| 34| 334 33| 34| 34| 334 334 334| s32| 34| 3 34| 34| 334 334 334 3sa| 34| 334 334|  s34|  s3a| s34 3| a2
EXTaBe0e0Te 101 G Correlation Coefficient
05;’;&&?&;’5 1woteva - Correlation Coetlicien 0038| -0004| -0015| o0042| 0314 o0271| o262 o028 0,364 0341| o0331] o0330| o0230| 0363 0333 0208 0,319 0303|  0168| 0104 0225 o208 -0068| 0227 0331 o0416| 0393
TIPOCTPHOYT TOU AVOPWITIVOU Sig. (2-tailed)
BUvapIKos 0TI aMayég Kai 0491| 0944| 0783 0442  0000[ 0000 O0000( 0000 0,000 0000 0000 0000[ 0000 0000 0000 0000 0,000 0000  0002| 0058 0000 0000 0218 0000] 0000 0000| 0,000
o™ ouvexr BeAtiwon Tou
ouoTAparog dloikn?

uoTfuatos dioikn 334| 334|334 334 334| 334|334 334 334 334| 332 334| 334 334| 33| 3m 334 334 334|  334| 334| 334| 334| 33| 334 334|332
gxs:ﬁl‘;g‘/\f;i"g e‘;‘:ﬁg‘:‘"“"’ Correlation Coefficient 0094 0187 0007| 0217 0346 0237 0397| 0237 0447 0420 0384 0407| 0351 0367 0403| 0201 0,426 0,406 0263 0235| 0270 0307 -0021f 0255 0456| 0415 0317
oTpamyikég BeAtiwong g Sig. (2-tailed) 0085 0001 0903 0000  0000[ 0000 O0000] 0000 0,000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0000  0000[ 0000 0000 o0000[ 0707 o0000] 0000 0000| 0,000
modrag. 334| 334 334| 334 334 334|334 334 334 334| 332| 334| 334 334| 334|334 334 334 334| 334| 334| 334| 334| 33| 334| 33| 332
H gi'\"'wﬂzmc WO‘GTHE‘C Correlation Coefficient 0,099| 0,035| -0037| 0157 0407| o0281| 0377 0292 0519 0511| 0313 038 0326 0470| 0518 0335 0,429 0,566 0360| 0236 0368 0454| 0047| 0336 0344 0440 0357
£uBuypappiZeTal e To Opapa .
K1 T ETpaTyIKd Tou Sig. (2-tailed) 0070 0527| 0499 0004  0000[ 0000 O0000( 0000 0,000 0,000 0000 0000[ 0000 0000 0000 0000 0,000 0000  0000[ 0000 0000 0000 0392 O0000] 0000 0000 0,000
opyavioyioy. N 334 334|334 334 334| 334|334 334 334 334 332| 334| 334 334 33| 3m 334 334 334 334| 334| 334| 334| 33| 33| 34| 3m2
Xpnoiortoreite va Correlation Coeflicient 0065| 0056 -0062| 0121 0385| 04172| 0335 0275 0478 0412| 0370| 0434 o0247| 0422| o0472| 0359 0,397 0407| 0206 0120 0334| 0346| -0119| 0327 0448 0495 0384
QaTOTEAETUATIKO OXEDIO
dpdan yia v uoTroinon M Sig. (2-tailed) 0238 0304 0261 0,027 0,000( 0002 0000 0000 0,000 0,000{ 0000 0000 0000 0000 0000 0,000 0,000 0,000 0000 0028] 0000 0000 0029| 0000 0000 0,000 0000
avaBadpiong Tng ToieTNTag

6 N

oTOV 0pYavIopo ods. 334/ 334 334 334 334 334 334 334 334 334 332 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 332
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To G To TIGDEXET | EZORCioE |ECG0QOR| EVBUpPU | EVBGPPU | EVIEp |KGVETE T0]Z0YKpOT TXenoiwo [Aiere |H yeoa]Or F NVeoTa|XpnoWio |EOTIGLETE | EE0GUA| ALOROYE] KaANEpY | TTpOBON |EZO0QUA |HYEOTe | BEMTIGVE | EVBappU | EXTIaIE |EVBappo|H Xpnowo
avBpw |TTpoioTd |avBpwi € odnyieg|Te Ta|ifete yia[VETE TOUG|VETE  TNV|WVETE avBpwmv |eite umelBuv |{ete  om|Troieite  |€ppacn |Tou UTTGAANA | Tou Troleite  [pévo omv|igete T Tigleire  palere  oe|lete péow TE Tig[vere  TO|UEOTE VETE  TO|BeATiwo |TTOIEiTE
vo pevol vo Kai EpTOSIa | TO epyalop |avoixti |6Ao  To|o opadeg  |oug poévo|kabe 1 opyavio |ol Bnpa |emriteuén  [Toug i[kouATOU |agioAGyn | TToloTikd  [Tng KavotnT |avepwi |éTol avBpw [n ng|éva
BuvapIké [ekTTaiSel | Suvapiké | uTTooTrip | TTou avBpwT |evoug va|kal avBpw [duvapiké |BeATiwo [Toug TUAKa fifTkég ouvepya [pou eival|opyavio |upol Ta apiBunTK |amapair |eg pa on  Twv|epyaciak [evduvap |eg  Kai|vo woTe vafvo TTOI6TNTA [aTTOTEAE
Tou ovral Tou 1€n  oTo|ogeilovT |vo OUPHETE |EINKpIV |VO va ™g|epyalop 0B opadeg  |oia 0 pou eivau| rapéxel [(oAdyka |wv nroug Aermoupyi | SloiknTik |avBpwTr (& wong, |degi6TnTE | Suvay HBAAA | Suvapiké g oparnko
opyavio |WoTe valopyavio |avBpwi|al  oTig| MIKO | XOUV OTN| eTTIKOIVW | SUVapIKS [aioBaveTa | TToIdTNTA £voug n epyaaiag|m va|utreuBuy [oTo v) KaifoToxwv  [mépoug |ag  Tou(rig wv  Tou|TEPIBAAA [Tng 19 Twv|va £T€ oTNV|va euBuypa |oxédio
pou YvwpiCo |pou vo Biadikaoi|éva Biadikaoi|via pe 10|, onfi ¢ yia mférav aMnAemi|yia  Tnv|ouvaiveo |atopak |or TIPOTPOTT [Xwpig  va|kar | opy! amoteAe [opyavio |ov yia yvwp | epyadop U|Tpooap |uioBeTAo |ppileTal |Spaong
(rpoioTé|uv  KaAd|(TpoioTa pIKO|1Eg  Tou|TrEPIBAA [a Afwng|avBpuwT |ammwrepo | ToAUTIHO. |ouvexr) |oupBaiv [Spd  pe|okodop [n, He|pOvel TIG[atopak |vo £€¢ TIpog|divete nekry pou, OPaTIKOT ol P 1ong  Kal|évwv £Tal Hoyr Tou|&l HE To[yla ™
Hevol Kai|Tig pevol kaifTol opyavio |Aov amogdo |vo G OTOX0g| BeAtiwo |ouv Ta GMalnon Tng|okomd  [maBoyév |puvouv 6|10 éugaon  [utooTrip |divovrag | nrag, Xwpig valo ™mg pEOW ouvexwg |avBpw |oTpamyi [Opapa  |uAotroin
UQIOTAWE | TTOAITIKEG [UQIOTAPE | WOTE va|uoU  KaifepTToTO |EwV. HIKO [TOU N Twv|Aden/ma [Tufpara |aAAnAeTi|Tnv EIEG TTOU|TIG g avBpwm [oTnv 1§n,  £101| peyaAUTe [ dTTOU Toug Suvapikd. [emPBpdB |exkmaideu|,  woTe|vou KEG kal  Thjon g
vol) , Tig|vor) ekTeNel  [epTrodio|ovvng Tou opyavio Aeil n dpaong |atmoreAe |o@eihovt |TTaBoyév |katdAAn [vo ToI6TNTa. [WoTe  Ta|pn o6Ao  To[Tagivopei EUoNg | TIKWV va i Zrparny! ¢
EKTTQIBEY | OTpaTny! | eKTTaIdED [ TRV uv TO|KQU opyavio |poU eival Wy Tou|g/mrapdr |Sieublvo [kl  Tn|opartkh |ai  oTofeieg TToU[Aeg BuvapIkd: emimeda |éugaon [avBpwm [te Tou Tpoypap|TrpoeToi (U oTigng Tk Toufiong Tng|
ovtal oTn(kég  kalletal  og|epyacia |avBpw [eAeubep Hou va opyavio [ova oTnv|eig. peiwon | diaxeipio |ouopa [ogeilovT |HEBOSOU |yia Tapoxiig[oe autég|vo oUpQuY avBpw [patwy. |aoTei yia|ahayég |ToiéTnTa fopyavio [TroidTnTal
xprion  |tov Bépata  |Tou Vo egaheipo |emmTeux® Hou. Tapoxn Twy N Twv|(dnAadh (a1 oTo|g/Biadika | e§dAenpn TIOIOTIKW [ (ki Ox1|Suvapiké|a pe Ty, vou g kal  oTn|g. Hou. G oo
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334 334 334 333 334 334 334 334 334 334 334 334 334 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,264/ 0,266 0,312 0,472 0,460 0,559 1,000 0,598 0,520 0,498 0,368 -0,180 0,319 0,228 0,441 0,299 0,129 0,360 0,369 -0,196 0,280 0,177 0,436 0,236 0,382 0,398 0,290 0,446 0,352 0,306 0,366 0,408
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,018 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,210 0,296 0,228 0,534 0,441 0,648 0,598 1,000 0,649 0,650 0,312 -0,152 0,395 0,284 0,549 0,287 0,183 0,309 0,205 -0,221 0,313 0,259 0,511 0,236 0,347 0,468 0,331 0,429 0,403 0,346 0,345 0,449
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,005 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,278 0,333 0,324/ 0,481 0,408 0,517 0,520 0,649 1,000 0,641 0,463 -0,062 0,429 0,358 0,525 0,330 0,173 0,348 0,329 -0,209 0,404 0,265 0,520 0,303 0,367 0,511 0,358 0,518 0,351 0,393 0,403 0,500
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,257 0,000 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,279 0,332 0,311 0,420 0,358 0,555 0,498 0,650 0,641 1,000 0,381 -0,089 0,376 0,200 0,517 0,269 0,117 0,212 0,297 -0,203 0,276 0,213 0,473 0,349 0,307 0,501 0,259 0,452 0,340 0,379 0,350 0,453
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,105 0,000 0,000 0,000 0,000 0,032 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
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334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,495 0,420 0,441 0,263 0,310 0,214 0,368 0,312 0,463 0,381 1,000 0,102 0,277 0,468 0,312 0,223 0,142 0,340 0,510 0,037 0,216 0,208 0,321 0,258 0,333 0,333 0,390 0,298 0,327 0,345 0,478 0,390
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,062 0,000 0,000 0,000 0,000 0,009 0,000 0,000 0,495 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,112 0,081 0,060 0,022 0,095 -0,088( -0,180( -0,152 -0,062 -0,089 0,102 1,000 0,117 0,128 0,104 -0,008 0,327 0,064 0,203 0,261 0,060 0,296 0,020 0,034 0,017 -0,059 0,035( -0,109 -0,067 0,010 0,108 0,041
0,041 0,139 0,277 0,687 0,084/ 0,107 0,001 0,005 0,257 0,105 0,062 0,033 0,019 0,057 0,885 0,000 0,242 0,000 0,000 0,278 0,000 0,720 0,541 0,750 0,286 0,529 0,046 0,224 0,851 0,048 0,452

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,312 0,256 0,232 0,387 0,391 0,406 0,319 0,395 0,429 0,376 0,277 0,117 1,000 0,455 0,548 0,297 0,141 0,355 0,169 -0,076 0,354 0,224 0,404 0,281 0,368 0,445 0,393 0,343 0,309 0,358 0,289 0,351
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,033 0,000 0,000 0,000 0,010 0,000 0,002 0,163 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,417 0,332 0,290 0,204 0,298 0,246 0,228 0,284 0,358 0,200 0,468 0,128 0,455’ 1,000 0,491 0,177 0,147 0,371 0,270 0,080 0,315 0,349 0,307 0,204 0,304 0,371 0,381 0,311 0,231 0,309 0,324 0,329
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,019 0,000 0,000 0,001 0,007 0,000 0,000 0,145 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,308 0,362 0,324/ 0,495 0,415 0,509 0,441 0,549 0,525 0,517 0,312 0,104 0,548 0,491 1,000 0,334 0,224/ 0,308 0,230 -0,096 0,440 0,280 0,484 0,340 0,370 0,469 0,353 0,411 0,414 0,474 0,334 0,492
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,057 0,000 0,000 0,000 0,000 0,000 0,000 0,081 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,072 0,148 0,133 0,337 0,303 0,274 0,299 0,287 0,330 0,269 0,223 -0,008 0,297 0,177 0,334/ 1,000 0,329 0,360 0,213 -0,060 0,302 0,211 0,261 0,227 0,226 0,330 0,325 0,433 0,272 0,322 0,255 0,294
0,190 0,007 0,015 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,885 0,000 0,001 0,000 0,000 0,000 0,000 0,272 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,132 0,135 0,063 0,191 0,231 0,148 0,129 0,183 0,173 0,117 0,142 0,327 0,141 0,147 0,224 0,329 1,000 0,235 0,297 0,113 0,229 0,227 0,258 0,182 0,077 0,145 0,191 0,216 0,127 0,094 0,134 0,211
0,016 0,014 0,251 0,000 0,000 0,007 0,018 0,001 0,002 0,032 0,009 0,000 0,010 0,007 0,000 0,000 0,000 0,000 0,039 0,000 0,000 0,000 0,001 0,161 0,008 0,000 0,000 0,020 0,087 0,014 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,263 0,298 0,272 0,271 0,413 0,235 0,360 0,309 0,348 0,212 0,340 0,064 0,355 0,371 0,308 0,360 0,235 1,000 0,304 -0,069 0,441 0,284 0,300 0,218 0,335 0,354 0,393 0,264 0,311 0,337 0,412 0,327
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,242 0,000 0,000 0,000 0,000 0,000 0,000 0,206 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,420 0,354 0,388 0,170 0,234/ 0,153 0,369 0,205 0,329 0,297 0,510 0,203 0,169 0,270 0,230 0,213 0,297 0,304 1,000 0,090 0,282 0,335 0,345 0,205 0,249 0,238 0,301 0,330 0,216 0,218 0,413 0,413
0,000 0,000 0,000 0,002 0,000 0,005 0,000 0,000 0,000 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,099 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,117 -0,011 0,009 -0,168( -0,057( -0,215( -0,196| -0,221| -0,209 -0,203 0,037 0,261 -0,076 0,080 -0,096| -0,060 0,113 -0,069 0,090 1,000| -0,158 0,157( -0,171] -0,017 -0,077| -0,195 -0,007 -0,112 0,022 -0,001 -0,035| -0,163]
0,033 0,834 0,876 0,002 0,301 0,000 0,000 0,000 0,000 0,000 0,495’ 0,000 0,163 0,145 0,081 0,272 0,039 0,206 0,099 0,004 0,004 0,002 0,755 0,158 0,000 0,901 0,041 0,692 0,986 0,520 0,003

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334 334 334, 334 334 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334]
0,203 0,253 0,192 0,332 0,402 0,366 0,280 0,313 0,404/ 0,276 0,216 0,060 0,354/ 0,315 0,440 0,302 0,229 0,441 0,282 -0,158 1,000 0,252 0,459 0,203 0,323 0,451 0,282 0,259 0,316 0,412 0,362 0,347|
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,278 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,004 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,130 0,205 0,164/ 0,201 0,301 0,226 0,177 0,259 0,265 0,213 0,208 0,296 0,224/ 0,349 0,280 0,211 0,227 0,284 0,335 0,157 0,252 1,000 0,249 0,344 0,157 0,226 0,231 0,224 0,141 0,214 0,225 0,189
0,018 0,000 0,003 0,000 0,000 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,004 0,000 0,000 0,000 0,004 0,000 0,000 0,000 0,010 0,000 0,000 0,001

334/ 334 334/ 333 334/ 334 334/ 334 334 334 334 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,277 0,376 0,318 0,578 0,514/ 0,513 0,436 0,511 0,520 0,473 0,321 0,020 0,404 0,307 0,484 0,261 0,258 0,300 0,345 -0,171 0,459 0,249 1,000 0,348 0,514 0,595 0,454 0,526 0,396 0,346 0,353 0,461
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,720 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,170 0,149 0,228 0,249 0,284 0,293 0,236 0,236 0,303 0,349 0,258 0,034 0,281 0,204 0,340 0,227 0,182 0,218 0,205 -0,017 0,203 0,344 0,348 1,000 0,285 0,320 0,143 0,236 0,204 0,237 0,254 0,235
0,002 0,006 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,541 0,000 0,000 0,000 0,000 0,001 0,000 0,000 0,755 0,000 0,000 0,000 0,000 0,000 0,009 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,241 0,214 0,194/ 0,425 0,330 0,432 0,382 0,347 0,367 0,307 0,333 0,017 0,368 0,304 0,370 0,226 0,077 0,335 0,249 -0,077 0,323 0,157 0,514 0,285 1,000 0,508 0,444 0,404 0,404 0,311 0,346 0,400
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,750 0,000 0,000 0,000 0,000 0,161 0,000 0,000 0,158 0,000 0,004 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334]
0,227 0,290 0,171 0,396 0,379 0,431 0,398 0,468 0,511 0,501 0,333 -0,059 0,445’ 0,371 0,469 0,330 0,145’ 0,354 0,238 -0,195 0,451 0,226 0,595 0,320 0,508 1,000 0,429 0,570 0,446 0,440 0,388 0,541
0,000 0,000 0,002 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,286 0,000 0,000 0,000 0,000 0,008 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,331 0,423 0,364 0,339 0,316 0,235 0,290 0,331 0,358 0,259 0,390 0,035 0,393 0,381 0,353 0,325 0,191 0,393 0,301 -0,007 0,282 0,231 0,454 0,143 0,444 0,429 1,000 0,601 0,584 0,318 0,385 0,354
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,529 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,901 0,000 0,000 0,000 0,009 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334, 334 334, 334 334 334 334, 334 334, 334 334 334
0,284/ 0,363 0,324/ 0,364 0,365 0,392 0,446 0,429 0,518 0,452 0,298 -0,109 0,343 0,311 0,411 0,433 0,216 0,264 0,330 -0,112 0,259 0,224 0,526 0,236 0,404 0,570 0,601 1,000 0,506 0,373 0,335 0,479
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,046 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,041 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000
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334/ 334 334/ 333 334/ 334 334/ 334 334, 334 334, 334 334, 334 334, 334 334, 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,314/ 0,434 0,313 0,359 0,290 0,350 0,352 0,403 0,351 0,340 0,327 -0,067 0,309 0,231 0,414/ 0,272 0,127 0,311 0,216 0,022 0,316 0,141 0,396 0,204 0,404 0,446 0,584 0,506 1,000 0,378 0,353 0,388
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,224 0,000 0,000 0,000 0,000 0,020 0,000 0,000 0,692 0,000 0,010 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,372 0,323 0,383 0,300 0,398 0,357 0,306 0,346 0,393 0,379 0,345/ 0,010 0,358 0,309 0,474 0,322 0,094/ 0,337 0,218 -0,001 0,412 0,214 0,346 0,237 0,311 0,440 0,318 0,373 0,378 1,000 0,592 0,503
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,851 0,000 0,000 0,000 0,000 0,087 0,000 0,000 0,986 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,502 0,386 0,475 0,294 0,452 0,293 0,366 0,345 0,403 0,350 0,478 0,108 0,289 0,324 0,334/ 0,255 0,134/ 0,412 0,413 -0,035 0,362 0,225 0,353 0,254 0,346 0,388 0,385 0,335 0,353 0,592 1,000 0,599
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,048 0,000 0,000 0,000 0,000 0,014/ 0,000 0,000 0,520 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334
0,366 0,400 0,387 0,436 0,400 0,419 0,408 0,449 0,500 0,453 0,390 0,041 0,351 0,329 0,492 0,294 0,211 0,327 0,413 -0,163 0,347 0,189 0,461 0,235 0,400 0,541 0,354 0,479 0,388 0,503 0,599 1,000
0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,452 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,003 0,000 0,001 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000 0,000

334/ 334 334 333 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334 334

8/8





