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YIIEYOYNH AHAQXH

Eyo, Ayyehkn Iétpov, yvmpiloviag Tig cuvémeleg ¢ AOYOoKAOTNG, INAOV® vrevbuva 4Tl 1M
napovoa epyacia pe titho «Epyaciakn Ikavoroinon kot [1p66eon Anoympnong Epyalopévavy,
omoteAel TPOIOV AVGTNPA TPOCHOTIKNG €PYUCiog Kot OAEG Ol TNYEG OV E£Y® YPNOULOTOUOEL,
&yovv onAmBel katdAnia otig PifAtoypagikés Tapamopnés Kot avaeopés. Ta onueia 6mov Exm
YPNOLOTOOEL 10€€G, KEIEVO M/KaAL TNYEG AAA®Y CUYYPOUPE®Y, OVAPEPOVTAL EVOLAKPITA GTO
KEIUEVO UE TNV KOTAAANAT TOPOTOUTT KOL 1) GYETIKN Ovapopd TePIAaUPAVETAL GTO TUNLO TOV

BPAOYPAPIKDY avVOQOp®Y UE TATPT TEPLYPADT.

H Anlovoa
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Evyapioticg

H oloxnpwan g mopoveog SImAmuotikng epyacios amoTelel Yo UEVO, Vo, THUOVTIKO
TPOTOTIKO KOl OKAONUOIKO 0pOanuo. 2Ttnv mopeia avth vrnploy avlpwmor mov otalnkoy
OITAa OV UE TPOTTO OVOLATTIKO KO GLOTHAO, TPOTPEPOVTOS GTHPILH, DITOUOVH KoL ODVOLY.

Oa nbelo apyixd va ekppaow Tis Oepués Lov evyoplaties Tpog Tov emPlémovia e
omAwuatikng pov epyaciag, Ap. ABavaoio Kovotélio, yio tnv koBoonynon, tig moAOTIUES
ovufoviég kot v vrootnpiln tov ko' 0N ™ didpKeLa THS EKTOVHONS THS EPYACLAG.

Hopadlinioe, o nOeko vo ekppoom TiG IO EIAKPIVEIS OV EVYOPLOTIES GTHV OIKOYEVELD, LLOD
Ka1 oTovs avOpwmoug [ov, o1 omoiol VITNPLEAY T0 TTOBEPO 1OV TCHUELD OVOPOPAS TE KAbe
Lo ovthe e dtadpouns. Xe ekeivovg apleEPWVETOL EVOL UEPOS OVTHS THS EPYATLOG, WG
HIKPY EVOEIEH EVYVWUOTDVHS Y10 OAG. OGO, TPOGPEPOVY KOONUEPIVE, UE TPOTOVS TOV GUYVA.
oev yperalovrai Loyia.



INHEPIAHYH

H epyaciaxn wovomoinon amotehel yopig apeiforiia Evav amd TOLG ONUAVTIKOTEPOVS
mopdyovteg mov emnpedlovv TN AETOVPYID TV OPYOVICUDOV KOl TI) GUUTEPLPOPE TWV
epyalopévov, KabmMG GLVOELETOL AUECO UE TNV OTOOOTIKOTNTO, TN OECUELON Kol TNV
TPOBECT] MOPAUOVAG 1| OmOYDPNONG amd TNV gpyocio. XTO CUYYPOVO EPYOCLUKO
nePIPAALOV, 1 SlepelvON TOV TOPAYOVI®OV TOV EMNPEALOVV TNV EPYACLOKT IKOVOTOINGT)

TOPOVCIALEL 10104TEPO EVIOPEPOV, TOGO GE BE®PNTIKO OGO Kl GE TPUKTIKO EMIMEDO.

YKkomdg ™G TapovoOS SUWTAMUATIKNG epyaciog €ivor 1 Slepevvnon Tov EMTEIOL NG
EPYACLOKNG Kavomoinong twv epyalopévev, N e&€tacn G EMOPACNS ONULOYPUPIKMV
petafAnTav, 6mmg To POA0, N NAKio Kot Ta ¥pdvia Tpoimnpesioc, Kabmg Kol 1 HeAT
NG OYEO0NG AVALEGO GTNV EPYOCLOKT TKAVOTOINGT Kot TV TpOBecT amoymdpnons amd v
epyacia. Me Bdaon tov okomd Tng £pevvag, OTLTOdNKav To aKOAoLOA £peLVNTIKA
EPOTNLLOTA: 0)) TOL0 EIVOL TO EMIMEDO TNG EPYACLOKNG LKOVOTOinong tev epyalopévov, B)
oV TOPOTNPEITAL SLOPOPOTOINCT TNG EPYOCLOKNG IKOVOTTOINGNG GE GYE0T UE TO GVAO, TNV
NAKio Kol o xpovie TPoVTNPesiog Kot y) av VIapyel oyéon UeTaED NG EPYNCLOKNG

KOvoToinong Kot g Tpdheong amoydpnong and v epyacia.

H pebodoroyia g epyaciog Paciomke otn BifAoypapikn| avackomnon. Ewdwodtepa, yia
NV €KTOVNON TG UEAETNG TTpayUaTOTOMONKE GLOTNUATIKY avalytnon katl aSloAdynon
eMMVIKNG kot debBvovg Piploypapioc, m omola meptlopPdvel emotnuovikd apbpa,
BiPAio, akadnpUoikés HEAETEG KOl EPELVNTIKES ONUOGIEVGEIS CYETIKEG E TNV EPYOCIOKN
wavomoinon kot v mpdbeon amoyopnong epyolopévev. H o avdivon tov
BMoypapikdv Tydv mpaypatomomndnke pe okomd T ovvheon  BewpnTik®dV

TPOCEYYIGEDV KOl EPELVNTIKMV EVPNUATOV TOV ALPOPOVV TO VIO UEAETT OVTIKEILEVO.

To evpiuata ™G PPAOYPOEIKNG OVOCKOTNONG KATOOEIKVOOUY OTL TO EMIMESO
EPYOOLOKNG Kavomoinong Twv  epyalopévmV  OUOPOAOVETOL, OTI TEPLCCOTEPES
TEPIMTAOCELS, 0 PETPLOL £OC VYNAQ emineda, Wdwaitepa OTaV TO £pYOClOKO TEPPAAAOV
yapoktnpiletor amd LVTOCTNPIKTIKEG GLVONKES, Olkaln HETOYEPION, OVOYVAPIOT NG
TPOGPOPAS TV ePYULOUEVOV KOl duvaTdTNTES emayyeAUATIKNG e€EMENG. TTapdAinAa, 1

BipMoypapio avapépel OTL 1| pYOcIoKn 1KOvoToinon dgv ennpealetot pe tov idto tpdmo

Vi



v 6A0VG ToVg EpYalopEvous, Kabmg OMNUOYpapIkég LeTaPANTES, OTT®MG N NAKia, To EOAO
KoL T YpOVIoL TPoVTMpesioc, GaiveTatl va cVUPEALOVY GTN SIOUOPP®GT| TNG OE OPLGUEVA
emayyehpotikd mepiaiiovra. EmmAéov, to amoteAéouato ToV EPELVAV AVAIEIKVHOLV
otabepd TV VmapEN apvNTIKNG oxEong HeTall ePYACLOKNG KOVOTTOINonG Kot Tpdheong
ATOYMOPNONG, VTOOEKVVOVTAS OTL OGO HEUDVETOL 1) 1KAVOTOiNom TV epyalopévev 1060
avéaveton N TOAvOTNTA Vo EEETACOVY TO EVOEYOUEVO OTOYMPNONG OO TOV OPYOUVIGUO.
To ebpnuo avtd vmoypapupiler T onuUocioc TG €PYACIOKNG KOVOTOINGNS Yo T
dTNPNoN TOL AVOPOTIVOL dVVALLKOD, T1 GTABEPOTNTO TOV OPYAVIGUAOV KOl T1) GUVOALKTY|

OPYOVOGIOKT OTOTELECULOTIKOTNTOL.
AgEaic-kre101d:

Epyaciaxn wovoroinon, tpdbeon amoydpnongs, epyalduevol, dSNUOYPOOIKOl TopdyovTes,

0pYAVOGCIOKT OEGUEVOT), OVOPAOTIVO SVVALIKO, OPYOVOGLIOKY] OTOTEAEGLOTIKOTITO.

Abstract

Job satisfaction has long been considered a key factor in understanding employee
behavior and organizational effectiveness. As it is closely associated with employee
performance, commitment, motivation, and retention, it has attracted considerable
attention in both academic research and organizational practice. In an increasingly
demanding and competitive work environment, understanding the factors that influence
employees’ job satisfaction is particularly important for organizations seeking to maintain

a stable and productive workforce.

The purpose of this thesis is to investigate the level of employees’ job satisfaction,
examine the influence of demographic characteristics such as gender, age, and years of
work experience, and explore the relationship between job satisfaction and turnover
intention. More specifically, the study focuses on the level of job satisfaction among
employees, possible differences based on demographic characteristics, and the

relationship between job satisfaction and employees’ intention to leave their organization.
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The study is based on a literature review approach. A systematic review of both Greek
and international literature was conducted, drawing on academic articles, books, research
studies, and other scholarly publications related to job satisfaction and turnover intention.
The analysis and synthesis of the available literature aimed to present the main theoretical

perspectives and research findings concerning the topic under investigation.

The findings suggest that employees generally experience moderate to high levels of job
satisfaction, particularly in work environments characterized by organizational support,
recognition, positive working conditions, and opportunities for professional growth. At
the same time, demographic characteristics such as age, gender, and years of work
experience appear to influence job satisfaction in certain cases, although the findings are
not always consistent across studies. In addition, the literature highlights a negative
relationship between job satisfaction and turnover intention, indicating that employees
who are less satisfied with their work are more likely to consider leaving their

organization.

Overall, the findings underline the importance of job satisfaction for employee well-
being, workforce stability, and organizational effectiveness. A better understanding of the
factors that influence job satisfaction can help organizations develop effective human
resource management practices aimed at improving working conditions, strengthening

employee commitment, and reducing turnover intention.
Keywords:

Job satisfaction, turnover intention, demographic characteristics, employee commitment,

human resource management, literature review.
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