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NEPIAHWH

H Opyavwoiaky KouAtoupa (OK) Twv OTEAEXWV OPYAVIOUWV/ETAIPIWY,
ATTOTEAEI KPIOIYO TTAPAYOVTA, ETTNPEACHOU TNG €V OUVOAW OpaOcTNPIOTTOINONG,
a1TodOoTIKOTNTAG Kal £TTIOOONG TOU avOPWTTiVOU €pyaciakoU Sduvapikou, aAAd Kal

TNG €EENIENG TWV IdIWV TWV OPYAVIOHWV.

2T0 OUYXPOVO KOIVWVIKO TTEPIBAANOV, TO JIOPKWG BIAPOPOTTOIOUPEVO Kl
METOAAAOOOMEVO, €VEKA  TEXVOAOYIKWYVY  OIKOVOMUIKWY KAl  OUVETTAKOAOUBwWYV
KOIVWVIKOTTONITIKWY  paydaiwv  €CeAi¢ewy, o1  opyaviopoi TTpocopoldlouv
€EWOTPEPN KOIVWVIKA JOPPWUATA/CUCTHAHATA, TTOU AAANAETTIOPOUV BUVAMIKA PE TO
TTePIBAANOV auTd. TpOoKUTITEI £T01, WG AdNPITN TTPOUTTOBEON €mRiwong Toug, N
ETTITEUEN TTPOOCOAPUOYNG OTIG €&eAiCelg auTég. [pémmer va yivetal avTiAnTTé OTI
evOEXOUEVEG  €CENICEIC Kal  €mMTEAOUMEVEG OeOopIKEG aANayég, o€ peifoveg
OpYQVIOPOUG (6TTwG o1 'EvotTAeg AuvApeig), em@Eépouv ouvakOAouBeg avTIOPAOEIG
OTO E€UPUTEPO KOIVWVIKO TTEPIBAAANOV, atroTeAwvTag BpuaAiida egeliCewv Kal

AVOKATATAEEWY, OTIG AOITTEG OPYAVWOEIG/ETAIPIEG.

‘EK0OTOG opyaviouog, DIETTETAI OTTO KAVOVIOUOUG opydvwong/AsiToupyiag,
TTPooBAETTOVTAG OTN BIWOIPNOTNTA, EEENIEN KAl ATTOTEAEOHUATIKOTATA TOU. EPTTEdWVEI
OX€0€IG  eUTTIOTOOUVNG KAl OIOAEITOUPYIKOTNTAG  ME  TOUG  UQIOTAPEVOUG
avlpwTTIVOUG TTOPOUG, TTPOKEINEVOU va avapaBuioel Tnv ammdédoon Toug Kal O€
TEANIK ) avaAuon Tnv atmodoTiKOTNTA Twv UuTTnpEeoiwyv Tou. Koivog Ttrapdyovtag
e€ENIENG Kal PBeATiwong TNG aTmodOTIKOTNTAG TOU Opyaviopou, kabioTtatal n
OPYOVWOIAKI KOUATOUPO TWwV OTEAEXWYV, OTO TTAQiOIO TNG BEoTmiong/ epapPOYNig
d10iknaNgG OAIKNG TTOI0TNTAG.

Avap@iBoAa, n otoxeupévn dladikacia exTTaideuong — EMPOPPWONG TOU
TTPOCWTTIKOU Kal N dlaocuvdeon TG UE €vvoleg OTTwG, udbnon, otoxobeaia, épaua,
Nyeoia, €mayyeAUATIK oOpydvwon, ETTAYYEAUATIKN IKAVOTIOINON, KivnTpa Kal
ATTOOOTIKOTNTA, KATADEIKVUEI JE TOV TTIO EUCXNHKO KAl EPPATIKO TPOTTO TNV £€APTNON

TNG KOUATOUPAG/ VOOTPOTTIAG TWV OTEAEXWYV, OTTO TNV «TTAIDEIQY.

Aev apkei Opwg pévo n utrapén OK, oe OAEC TIC EKQPAVOEIG TNG KOIVWVIKAG
dpacTtnpIdTNTAg (OPYAVIOMOI, UTINPECIEG, OTPATOG KAl CWHATA AOQOAAEING), aAAd
KAl N TrayloTroinon mTpouTtrtof£oewv/ocuvinkwy BEATIWONG A €0TW EKOUYXPOVIOUOU
KAl ETTIKAIPOTTOINCNS TNG, QVAQPOPIKA WE TIC UPIOCTAUEVESG KOIVWVIKEG ETTITAYEG KAl

ouvTeAoUpEvEG €EENICEIC.
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O1 'EvotrAeg Auvapueig TnG Xwpag, ammoteAouv évav opyaviopd pe 1I01aitepa
XOPAKTNPIOTIKA, Ta oTroia  diapgoppwvovtal amd Tnv 10idfouca  @uUOnN Twv
QTTOOTOAWV KOl TWV TTOPEXOMEVWY TIPOG TO EUPUTEPO KOIVWVIKO GUVOAO
UTTNPECIWYV. ZTNV TTapoloa epyacia, Ba eTmixeipnOei yia BewpnTiKA TTPOCEYYIOH KAl
avaAuon Tou Opou Kal TwV XopakTnpIioTIkwv Tng OK kai TG €TmUEPOUS
dlaouvdeong TNG, ME TNV OAIKK} TTOIOTNTA KAl OPYavWaoloKr PAadnon, woTe va
KaradeixBei n ommoudaidTnTa TOUG, OTNV €UPUBuN Asitoupyia Twv EvOTTAWV
Auvauewv (EA) kai Tn ouvakéAouBn dnuioupyia TTpoutroBécewy BeATiwong TNG

AgIToupyiag Kal atrodoTIKOTNTAG TOUG.

2nueio  avagopdg Ba  arroteAéoel, O  KATOAUTIKOG  pOAOG TG
EKTTAIOEUONG/ETINOPPWONG TWV OTPATIWTIKWY KAl N €TIdOPACH TNG «OTPATIWTIKAG
TTaideiag», 0T0 Opaua TNG NYECIiag, TNV ETTAYYEAPATIKY IKAvOTToinon, TN dlaxeEipion
TOou avBpwTrivou duvapikoU kal Tn diacuvdeon Tng, Me TNV OK Twv oTeAEXWV.
Baoikn emdiwén n egaywyrn XPNOIMWV CUPTTEPACHATWY, Yia Tnv avaBaduion

AgIToupyiag/artrodoong Tou EVOTOAOU TTPOCWTTIKOU.

To ouyxpovo yewoTpatnylkdé  TrepiBadANov  aTtraitei, Adyw  Tng
TTOAUTTAOKOTNTAG TTOU TO XOPAKTNEICEl, avBpwTTIivo duvapiko oTig EA pe 181aiTepeg
0e€IOTNTEG, WOTE VA AVTATIOKPIVETAI ETTAEIA OTIG OUYXPOoveG atraTAoelg. MNMuAwva
dnuIoupyiag ouyxpovou OTEAEXIAKOU OUVOUIKOU, aTTOTEAEI N dINVEKAG eKTTAidEUON
Kal N KaTAAANAn diapopewon OK. To otpdrteupa eEeAicoeTal TQUTOXPOVA PE TNV
KoIvwvia, avadianop@wvovTag agieg, 10avikd, TAOEIS Kal KOUATOUpA. ATTOTOKO TNnG
eCENIENG, o1 EA va uloBeTouv/ OpIOBETOUV XAPOKTNPIOTIKA Kal OedOUEVA, TTOU
QvOKUTITOUV aTTd TN oUyXpovn TEXVOAOYid, TIG KAIVOTOUEG MOPYEG dloiknong, Kal
TNV TTopEia TTPog TIG dIadIkaoieg OAIKAG TTOIOTATAG. € TTOAAEG TTEPITITWOEIG, O
«OTPATOG» TTPWTOTTOPEI, €vavTl TwV UTTOAOITTWV UTTAPXOVTWY OPYAVICUWYV KAl

IDIWTIKWYV ETAIPIWV.

KaTaAnkTik@, n 6opwon Twv EA pe tTnv €AAnVIKn Koivwvia, avaduel Tnv
avAaykn atmoTuTTwonG Kal aTroTiunong t¢g oTpatiwTikAg OK kal Tn ocuvakoAoubn
MeTEEENIEN TNG, pE Bdon Ta 60a TTPECPeUEl N OAIKA TTOIOTNTA, WOTE N NyEoia va

d1aTUTTWOEI PEAANIOTIKO «OPAPO», TTPOG ETTITEUEN TNG ATTOOTOANG.
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ABSTRACT

Stuff Organization Culture (OC), of large corporations, plays a crucial factor
that affects the overall engaging efficiency and of course the performance of the
workforce, as well as the evolution of the Organizations themselves.

Nowadays, in a contemporary and always changing social environment,
due to rapid technological, financial and sociopolitical changes, large organizations
simulate some extrovert social systems that dynamically interact with this
environment. As a result, in order to achieve the survival of the system, they
should be adapted to the new developments. It must be understood that any
possible institutional changes in large organizations, such as the Armed Forces,
may bring several changes in a greater social environment. Something that would

trigger a series of developments in other larger corporations and firms too.

Each organization, is governed by operational rules, looking forward to its
sustainability, development and efficiency. It builds relationships of trust and
interoperability, with existing human resources, in order to upgrade their
performance and ultimately the efficiency of its services. A common factor in the
development and improvement of the efficiency of the organization, becomes the
organizational culture of the executives, in the context of the establishment /

implementation of total quality management.

Undoubtedly, the targeted process of staff training - training and its
interconnection with concepts such as learning, goal setting, vision, leadership,
professional organization, professional satisfaction, motivation and efficiency,
demonstrates in the most agile and emphatic way the dependence of the

executives culture , from "educational" progress.

However, the creation of an Organizational Culture itself is not enough, but
it is of great importance the consolidation of all those improved conditions that will

follow the already existed social norms.

The Armed Forces of the country, consist an organization with special
individual characteristics, which are shaped by the special nature of the missions
and the services provided to the wider society. In this specific occupation, a
theoretical approach and analysis of the term and the characteristics of the OC,

and its individual interconnection will be attempted, with the overall quality and
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organizational learning, in order to demonstrate their importance according to an
acceptable operational function of the Armed Forces (SF) and consequent
creation of conditions, for improving their efficiency.

A reference point will be the catalytic convertor of the education received
from the armed forces personnel and the possible effect of the military training that
may have in the leadership vision, job satisfaction, human resource management
and their relationship with the OC. The main goal is to draw useful conclusions

that will help in the upgrade / performance of the military personnel.

The modern geostrategic environment requires, due to the complexity that
characterizes it, human resources in the Military Forces with special skills, in order
to respond worthily to modern scams. A pillar for the build up of modrn fighters, is
the non stop - permanent training and the appropriate configuration of the forces
OC. The army is evolving at the same time as society does, reshaping values,
ideals, trends and culture. As a result of the evolution, the Forces adopt and
delimit, characteristics and data, which arise from modern technology, innovative

forms of management, and the guidance to total quality.

In many cases, the "Army" stands at the forefront, compared to other
existing organizations and private companies. Finally, the osmosis of the military
forces with the Hellenic society, highlights the need to capture and assess the
military OC and its subsequent development, based on what the overall quality
advocates, so that the leadership can formulate a realistic "vision" to achieve the

mission.
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2uvtunoeic (Abbreviations)

OC: Organizational Culture,

ROI: Return On Investment

TQM: Total quality management, TQM

STANAG: STANDING AGREEMENT

AITEEGA: APXHIOZ/ TEEGA

AAIZIMO: ANQTATH AIAKAAAIKH XOAH NMOAEMOY
'EA: TENIKO EMITEAEIO AEPOTOPIAZ
FEEOA: TENIKO EMITEAEIO EONIKHEZ AMYNAZ
FEN: TENIKO EMITEAEIO NAYTIKOY\

MEZ: FTENIKO ENITEAEIO ZTPATOY

AAT: AIOIKHZH ANGPQIIINQN MOPQN

AOIN: AIOIKHEZH OAIKHZ MOIOTHTAX

AY: AOKIMOI YMNAZIQMATIKOI

EA: ENOMNAEZ AYNAMEIZ

OK: OPFANQZIAKH KOYATOYPA

OM: OPTANQZIAKH MAGHZH

OZ: OPTANQZIAKH ZYMIEPI®OPA

Or: OAIKH NOIOTHTA

IMN: MOAEMIKO NAYTIKO

ZMYN: ZXOAH MONIMQN YMNAZIQOMATIKQN NAYTIKOY
ZNA: ZXOAH NAYTIKQN AOKIMQN

YEGA: YNOYPIEIO EONIKHZ AMYNA



