ITEPIAHYH

Yxomdc: Baowm emdimén g mapovoag epyasiog ival n depehvnon Tov ardyewnv
KOL OVTIANYE®VY TOL TPOoOTIKOL Tov ['evikov Nocokopeiov Bohov «AyiAlomovAeon,
OLUVOMKGE G OPYOVIGHOV OAAG KOl OVE ETOYYEAUATIKY] Opdda, cg O,TL apopd otV
OPYOVOGCIOKY] KOVATOUPO TOV KOl TG EMOLHOOV 0VTH va Japopembel katd To
emopeva mévte €. Ewdwdtepa, EMOUDKETOL 1] GVYKPIOT TNG VIAPYOVGOS KOVATOVPOS
tov Opyoaviopol pe v embount) peALovTIKn KovAtovpa tov. Ta otoyyeio mov Ba
npokOyovv Ba Ponbcovv GTov TPOGSOPIGUO TOV AALAYDV eKEvV TTov B Tpémel
VO EQPOPLOGTOVY TPOKEWEVOD VO eEQCQAMOTEL 1 LEYIGTN SVVATH OTOSOTIKOTNTO KOl

amoTEAEGLOTIKOTNTO TOV OpyavIGHOV.

Yo wor péfodog: Tov gpguvntikd TANOLGUO ONETEAEGOAV TO 1TPIKO, VOGNAELTIKO,
KN TIKO Kot TEYVIKO Tpocwmikd Tov ['evikov Nocokopeiov Boiov. Qg epyaleio
HETPNONG YPNOYWOTOMONKE EPMTNUATOAOYIO, TO OTOI0 OMOTEAEL TPOGAUPUOYT TOL
epyareiov alordynong g opyavmaoiokng kovitovpas (OCAI) mov avartiybnke and
toug Quinn kor Cameron (1996). Awveundnkoav 259 epotnuatoAdylo Kot
coumAnpodnkav 218, T 1™ ortototiky enegepyacic. TV OEOOUEVMV
ypnowomombnke to otatotikd mpoéypoupo SPSS (ékdoon 18.0). Xe emimedo
oTOTIOTIKNG onuovtikottog (p value) < 0.05 to anotédecpa Bewpndnke oToTIOTIKA

OTNUOVTIKO.

Amotedéopata:  Koplopyn «ovAtovpa tov T'evikod Noocokopeiov Bdiov
AVOOEIKVVETAL TOGO OTNV TPEYOLGO KATAGTOON OGO Kol GTNV €MBLUNTH LT TNG

KovAtovpag g lepapyiog pe M. T.= 32,0355k 29,8226 avtictoyo.

Yvunepdopata: H mapovoa epyacio anédeiée 6Tt 0 TPOGd0PIGUAS TG OPYOVOGIOKNS
KOVATOUpOG ToV NOGOKOUEIOV, UTOPEL VAL TPOGPEPEL CNUAVTIKEG TANPOPOPIES Vit TNV
VOLOTALEVT] VOOTPOTiOL TG OPYAVMOONG TOGO GE GUVOAKS EMIMESO OGO KOl GE EMIMENO
opddwv Pacel cvykekpiuévov kpunpiov. H doiknon expetaiievdpevn to ototyeio
TOV TPOKVTTOVV, UTOPEL VoL 001 yN0el GTNV AVATTLEN Kot GTNV EPAPLOYT AVCEMV TOV
Ba 00MYNGOVV GTI OMOVPYiL TOL KATAAANAOD AVTAY®OVIGTIKOD TAEOVEKTNLOTOG, TOV
Ba kataotmoovv 10 Nocokopeio Kuplapyo Kot Oo poyvnticel mePIGGOTEPOVS YPNOTES

TOV VANPECIDOV TOV.
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ABSTRACT

Purpose: The present study aims to investigate the opinions and perceptions of the
employees at the General Hospital of Volos ‘Achillopouleio’, on the hospital’s
organizational culture and how the employees wish this culture to be formed in the
next five years. The viewpoints of the employees are investigated on the basis of the
organization as a whole as well as on the basis of the professional teams themselves.
The study is specifically focused on the comparison between the current
organizational culture of the hospital and the desired future one.

Material and Methods: The research took place in the General Hospital of VVolos and
the subjects were recruited from the medical, nursing, administrative and technical
services of the hospital. A questionnaire was used as a measurement tool, which is an
adaptation of the Organizational Culture Assessment Instrument (OCAI), developed
by Cameron and Quinn (1996). Out of a total of 259 questionnaires distributed to the
subjects, 218 were returned completed. Statistical analysis was performed using SPSS

(version 18.0). In statistical significance testing (p value) <0.05 the result was found

to be statistically significant.

Results: This study shows that the dominant culture of the General Hospital of VVolos
is that of the Hierarchy Culture with M = 32,0355 and 29,8226 for the present culture
and the desirable one respectively. Regarding the Innovation Culture, the desirable
organizational culture prevailed against the current culture (p<0,001), while the
reverse finding was emerged concerning the Market Culture (p<0,001) and the
Hierarchy Culture (p=0,039). The Clan Culture is more dominant according to the
Higher Education (University) graduates as opposed to the Technological Institute
graduates and the secondary education graduates (p=0,007). The Technological
Institute graduates, on the other hand, gave a higher rate to the Innovation Culture in
the present organizational status of the hospital than the Higher Education graduates
and the secondary education graduates (p=0,001).

Conclusions: This study demonstrates the importance of defining the organizational
culture of a hospital. This definition could offer valuable information about the
current organizational culture in two levels — whole-based and team-based using
certain criteria. Using the present findings could lead the hospital administration to
organizational development. The formation and implementation of proposals based on



these results could give solutions to specific functional problems and allow
establishing the advantage of an expedient competitive environment in healthcare.
That would boost the hospital’s reputation and help it prevail among others by making
its services attractive to its users.

Key words: Culture, Organizational Culture, Organizational culture in Healthcare,
Quality in Healthcare, Competing Values Framework
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