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Abstract

This study examines the impact of human resource practices on the productivity of businesses in Cyprus, focusing on
three key factors: employee training and development, rewards and benefits, and recruitment and selection processes.
Through a literature review, it is found that the lack of appropriate training limits the capabilities of employees,
negatively affecting their flexibility, self-confidence and adaptability. At the same time, insufficient rewards reduce trust
and participation in corporate processes, while deficiencies in recruitment processes make it difficult for employees to
fully align with the company’s strategy. The research was conducted in 46 medium-sized and large businesses in Cyprus.
A total of 1516 questionnaires were used as the basis for analysis. The results indicate that best human resource
practices contribute significantly to increasing productivity, while it is confirmed that there are positive relationships
between the three factors and productivity. Finally, specific strategies are proposed for optimizing these practices in
order to enhance business performance.

Keywords: Human Resource Practices; Business Productivity; Employee Training; Rewards and Benefits; Recruitment
Processes

1. Introduction

The impact of human resource practices on business productivity is a critical issue in modern business management.
This study examines the relationship between training, rewards and recruitment processes and organizational
performance, focusing on Cypriot companies. The literature indicates that the absence of appropriate skills and
motivation negatively affects employee adaptability, collaboration and satisfaction, leading to reduced productivity. At
the same time, the lack of recruitment strategies exacerbates the difficulties in achieving organizational goals. The
research presented includes 46 companies located in Cyprus and uses questionnaires to analyze the impacts. The
analysis demonstrates that best human resource practices are directly linked to business development, reinforcing the
importance of investing in human resources. The aim of the study is to offer specific suggestions in order to improve
these practices, thus contributing by increasing the competitiveness and productivity of businesses.

2. The relationship between employee training and development and organizational productivity

Knowledge for every employee, and by extension for every company, is an investment. Upgrading knowledge creates
more productive employees, in positions of responsibility and higher salaries (Cabrera& Cabrera, 2005). Undoubtedly,
knowledge is a vital process that leads to the improvement of employees and brings advantages at an individual level,
as well as at a corporate level, contributing to the increase of the company’s productivity. As stated by Morley et al.
(2016), through knowledge employees acquire more capabilities that make them more productive and achieve better

* Corresponding author: Taxiarchis Vouglanis.

Copyright © 2025 Author(s) retain the copyright of this article. This article is published under the terms of the Creative Commons Attribution License 4.0.


http://creativecommons.org/licenses/by/4.0/deed.en_US
https://gsconlinepress.com/journals/gscarr/
https://doi.org/10.30574/gscarr.2025.24.1.0189
https://crossmark.crossref.org/dialog/?doi=10.30574/gscarr.2025.24.1.0189&domain=pdf

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

results for the companies that employ them. Several studies that have dealt with the relationship between employee
knowledge and productivity confirm the positive relationship that connects them (Antonietti, 2016) in business
development. Knowledge may facilitate finding alternative solutions, is decisive, flexible, and can be a direct solution to
fill vacancies from within, and also contributes to the maximum in terms of increasing corporate productivity (Hughey
& Mussnug 1997; Sum 2009; Benedicta & Appiah 2010).

Improving employees’ skills helps them develop their self-confidence, be able to successfully face changes and
challenges in the workplace, be creative, and contribute to the productive process of the company they are employed in
(Becker 1964; Mincer 1974; Oliver & Turton,1982). According to Findlay et al. (2013) improving employee skills is
associated with high productivity.

Skills that are summarized include work ethics, the ability to work in a team, flexibility, adaptability, communication
skills, organizational skills, creativity, proper time management, the ability to manage change and the development of
initiative contribute to improving the productivity and profitability of the company (Adalet, McGowan & Andrews, 2015;
Black & Lynch 2004;Field & Ford, 1995; Treven & Mulej, 2007). Through the enrichment of their skills, employees
become more efficient with better results both quantitatively and qualitatively, they reduce any mistakes and delays
they made in the past on their work, and they increase their effort so as to increase their performance in terms of
corporate productivity (Papalexandri, Bourantas, 2002).

Employees with a positive attitude are usually possessed by the feeling of job satisfaction and more specifically they
identify with theirjob, they participate actively, they are reliable without negative changes towards the company,
especially in difficult times, they have the ability to solve difficult problems with simple procedures by involving only
the most necessary. The result is satisfied employees who feel that they are treated fairly and have confidence in their
company, they are more willing to adopt attitudes that exceed the normal expectations of productivity (Papalexandri
and Bourountas 2002; Belschak, & Hartog, 2009; Weisweiler et al., 2013). According to common confession they are
friendly to modern ideas and processes, they operate on the principle of "the enemy of the good is the best", they are
restless spirits and strive for personal and corporate development. In particular, they are characterized by a spirit of
collegiality, improving communication and mutual participation in corporate communities, they save resources,
reducing any type of waste in their work, they systematically plan the tasks they have to carry out so that they do not
have "dead time", and for this reason they are characterized as an asset with increased productivity (Huselid 1995; Li
etal, 2011; Sun et al,, 2007; Vroom 1964; Heskett, Sasser, & Schlesinger 2010).

In conclusion, training represents one of the most basic activities of human resource management practices that
contributes to the staff acquiring the abilities for new knowledge, skills and attitudes that make them more productive
(Morley, Berber & Slavic, 2016; Vouglanis, 2020; 2023; 2024; 2025; Vouglanis & Drigas, 2022; Vouglanis & Driga, 2023;
2024; Vouglanis, & Raftopoulos, 2023; Vouglanis & Salapata, 2024; Vouglanis, Driga, & Drigas, 2022). According to
Morley et al. (2016) through training employees acquire a difficult to replicate competitive advantage that makes them
more productive and achieve better results for the companies that employ them. Numerous studies that have studied
employee training as well as the productivity produced confirm the positive relationship that connects them (Antonietti,
2016; De Grip & Sauermann, 2013). According to Slavic and Berber (2019), in a survey conducted in 1089 companies in
5 countries, it was found, inter alia, that the extensive practice of training (expressed by the number of days employees
dedicate to training) has a positive relationship with organizational performance, measured by productivity and service
quality, in addition to that the use of different techniques for training employees has a positive relationship with
productivity. The general conclusion, as mentioned by the above authors, is that employee training is an invaluable asset
for improving the intellectual capital of the company, and therefore its productivity.

Concluding, the employee training we emphasize the significance of all digital technologies in the field of education and
in employee training, which is highly effective and productive and facilitates and improves assessment, intervention,
and educational procedures via mobile devices that bring educational activities everywhere [121-124], various ICTs
applications that are the main supporters of education [125-130], and Al, STEM, Games and ROBOTICS that raise
educational procedures to new performance levers [131-137]. Additionally, the development and integration of ICTs
with theories and models of metacognition, mindfulness, meditation, and the cultivation of emotional intelligence [138-
154], accelerates and improves more the educational practices and results, especially in employee training and skills
development.

In an attempt to explore the opposite relationship between education and productivity through the literature review, it
was found that research has shown that with less knowledge, the capabilities of employees are limited, which makes
them less productive, thus a downward trend in morale is created, their contribution to business development is
reduced, and flexibility and trust are limited. In addition, personnel with limited skills have low self-confidence, find it
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difficult to successfully deal with changes and challenges in the workplace, are not creative to the required degree, feel
uncomfortable, have issues with adaptability, have limited organizational skills, cannot develop initiatives, and do not
have the ability to limit errors and delays. Also, employees with a negative attitude have more absences, do not have a
feeling of job satisfaction, do not identify with theit job, are not active nor engaged, are of limited reliability, are
consistently negative to any change, do not adopt the concept of new ideas and ways, and their relationships with
colleagues and superiors are not the appropriate ones (Mussnug 1997; Sum 2009; Benedicta & Appiah 2010; Becker
1964; Mincer 1974; Grip & Sauermann, 2013; Berber & Slavic,2016). The above discussion leads us to the following
hypothesis:

Hypothesis 1: Employee training is positively correlated with organizational productivity

3. The relationship between employee rewards/benefits and organizational productivity

The rewards/benefits that companies offer to employees constitute the main factor for their retention in the company,
or for their attraction. It is now widely known that rewards /benefits create satisfied employees who automatically boost
their efficiency, inter alia, to repay the benefits they received (Petrou & Procopiou, 2016). According to the law of
individual differences, each employee, based on age, family status, and ambitions, has different needs, so the rewards
must be adjusted accordingly (Deutsch, 1975). The individualization of rewards is therefore an important factor for
increasing the efficiency of the company through increasing the productivity of employees (Kovach, 1995). The
implementation of the reward system in a company through incentives contributes to the well-being of employees, their
satisfaction, and at the same time to the increase in corporate productivity (Lyon & Ben-Ora, 2002). In addition, rewards
play an important role in the process of attracting new employees with increased abilities, who are willing to maximize
productivity and dedication to the company, to build their professional career (Day et al., 2014; Kerrin & Oliver, 2002;
Tomazevic et al.,, 2014).

It is of great importance to convince each employee that the company’s management takes into account their personal
needs and adjusts the benefits/rewards plan, as based on the principle of reciprocity, employees will try their best in
terms of their productivity for the well-intentioned interest of the company (Herzberg et al., 1959; De Cenzo Robbins,
1996; Paré et al.,, 2001). Recognition and appreciation as a motivation are an integral part of a rewards program.
Recognition is an indication of the achievements, the desired behavior, and generally the actions of the employees which
are taken as positive in terms of the corporate culture. Appreciation, on the other hand, focuses on gratitude towards
the employees for their productive action. Such rewards help employees maximize their productivity knowing that they
will not be treated unfairly (Sarvadi, 2010). According to Scott (2012), employee well-being in the workplace is
associated with increased productivity as well as the financial performance of the company, and specifically referring
to the term well-being, we mean the creation of an environment where employee satisfaction and happiness prevail,
which allow them to maximize their talent, for their own benefit and for the company they work for. Adams (1963)
states that the trust of employees that fair treatment and justice in general prevail is an important major factor that
leads to tendencies for additional productivity. Every employee seeks to feel fairness between the elements they
bring/offer to a job and the results/rewards they receive for this job, comparing it with the offer and remuneration of
other employees. Inputs include everything a person contributes to their work, such as time, knowledge, adaptation,
hard work, commitment and automatically give the right to each individual employee to expect specific positive results
such as financial rewards, moral recognition. It is important to mention that more experienced employees are logically
rewarded better than less experienced ones in order to ensure a sense of fairness. Productivity or goal achievement
incentives aim to reward employees with higher levels of productivity. Each employee, exceeding the predetermined
productivity limits, additionally receives some form of reward that is defined on a case-by-case basis, so that, in addition,
since everyone knows in advance that their level of productivity is linked to their reward, the result is to have satisfied
employees (Jones, 1983; Tompkins & Cheney, 1985; Sewell, 1998; Ng & Gossett, 2013; Gomes, et al., 2005 & Bernadette
van Rijn, Yang & Sanders, 2013; Kapoutsis, & Thanos 2016). The motivation of transparent and open communication. A
transparent and open form of communication ensures the employees’ need that what they havwe to say has value. Work
becomes meaningful because employees know that what they contribute positively affects the productivity of the
company with which they are associated.

Through open discussion, the employees who participate are given the opportunity to express their concerns regarding
how they can best align themselves with corporate goals. The existence of such two-way open communication ultimately
eliminates the obstacles presented by hierarchical work models. This increases trust in daily interactions between
colleagues, as well as between subordinates and supervisors. In this way, everyone is united under a common purpose.
As a result, mutual respect is created between all employees, regardless of their official status, as they are not afraid to
propose new ideas for improving work processes and productivity, thus obtaining in return, significant benefits for the
entire company (Martin Cruz, et al, 2001). According to a study conducted by Ahammd, Lee, Malul and Shoam in 2015
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on 133 employees in commercial Israeli banks, they found, inter alia, that financial rewards in particular are positively
correlated with employee productivity and, by extension, the company’s, employees essentially adapted their work
behavior to the demands of the employer with the ultimate goal of increasing their productivity in order to benefit from
performance-based bonuses. Continuing, they state that providing appropriate training to employees is a necessary
condition and also a motivation for developing capabilities, because only certain elements of capabilities can be
purchased through the recruitment and selection of personnel, in order to have the desired results, training must be
implemented within the company. This support is expected to improve their ability and attitude, which are required to
achieve maximum corporate productivity, on the part of employees.

In an effort to investigate the opposite relationship between rewards/benefits and productivity through the study of
the literature, it was concluded,as research has shown that without incentives, rewards/benefits, no particular effort is
made by employees since they do not trust the prevailing corporate justice. In addition, they do not seek to create
achievements or additional productive actions, since they do not receive recognition and appreciation, they do not share
opinions, and they do not participate in corporate processes where trust is also shaken due to the lack of open and
transparent communication with negative effects on corporate productivity (Herzberg et al, 1959; Sarvadi, 2010). The
above discussion leads us to the following hypothesis:

Hypothesis 2: Employee Rewards/Benefits are positively correlated with organizational productivity.

4. The relationship between recruitment/selection processes and organizational productivity

Recruiting/selecting the best and most suitable candidates is a timeless challenge for businesses, however, in the
modern environment of global competition it has emerged as a primary priority, which has the potential to create the
absolute difference. This means that employers should have the ability and opportunity to recruit and retain a candidate
employee who will have the necessary skills, and experience to evolve quickly, and at the same time have an increased
chance of being productive (Elwood & James, 1996; Armstrong 2006; Echols, 2007).

Employees with developed skills have the ability to easily adapt to possible corporate changes. Furthermore, with the
flexibility they possess they can change their plan of action and test alternative action plans without delay, they can
suggest and make decisions that are aligned with the general strategy and individual goals of the organization they are
employed by, and finally, their emotional intelligence, with their sound judgment and global perception, may contribute
in the production of maximum corporate productivity (Heimen & Colleen, 2004; Davis et al., 1989; Lewis & Heckman
2006; Steinweg, 2009). As for employees with an increased cognitive scope, these are initially receptive to experience,
have the ability to welcome fresh concepts, adopt radical views outside the circle, their relevance to the management of
their allocated time is excellent as they can properly manage their remaining time under pressure without affecting the
quality of the work produced, and most importantly, they give value to existing knowledge and create all the conditions
for its improvement, contributing greatly to the increase in corporate productivity (Hurley 1995; Davis et al., 1989;
Lewis & Heckman 2006). Employees with positive attitudes are characterized by a feeling of job satisfaction, work
commitment/loyalty, i.e. an increased feeling of attachment and affection for the company they are employed by, are
characterized by perceived organizational support, trust, factors that enhance the tendency towards teamwork and, by
collaborating with other colleagues - superiors, tend to be oriented towards increasing productivity (Davis et al., 1989;
Lewis & Heckman 2006).

Realizing that their success depends on the people they hire, companies try to hire the best candidates so that they can
contribute their skills to its development. On their part, candidates with added value want to work in companies with a
high index of corporate social performance actions or otherwise with the best reputation. Acting interactively,
companies have also oriented their actions towards improving the corporate image-reputation in order to increase the
chances of attracting the best candidates (Davis, 1973; Fombrun & Shanley, 1990; Clarkson, 1995; Donaldson & Preston,
1995; Freeman, 1984; Shrivastava, 1995). Studying the literature regarding the recruitment/selection of personnel,
whether it will be implemented through an external or internal candidate, in relation to the performance of each
candidate in terms of productivity, it seems that there is no more correct answer. The most correct orientation is to
create the conditions for hiring/selecting the best candidate based on the corporate requirements, the specificities of
the advertised position, the corporate culture, and the abilities of the candidate himself (Bourantas, Papalexandri,
2003).

In conclusion, the art of recruiting/selecting the best candidates is an intractable mathematical operation full of random
variables and unknown Xs. Recruiting the right candidate is a priority for every successful entrepreneur as it is a source
of competitive advantage for his business. Human capital is undoubtedly the most basic factor in achieving the goals of
a business (Bush & Middlewood, 2006). No matter how much technology a business has, it cannot increase its
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productivity if it does not have the right people. Here we conclude that the right staffing is a key point for the further
progress of businesses, as well as the creation of comparative advantage through the most suitable candidates with the
intention of productive action (Taylor & Collins, 2000; Ployhart, 2006). According to a survey conducted by Huselid in
1995 in 968 businesses in the U.S. found, inter alia, initially the positive relationship between recruitment/selection
processes and productivity, also that adherence to the correct and foreseen procedures that were followed was of major
importance for filling specific positions, but also for the retention of the candidates they will choose (turnover rate),
also by choosing the most suitable candidates the company simultaneously gains a competitive advantage over its
competitors.

In an attempt to investigate the opposite relationship between recruitment/selection of personnel and productivity,
through the study of the literature, we concluded that research has shown that the recruitment/selection of personnel
with fewer skills creates an issue regarding their adaptability to the work environment, and their flexibility, which is
limited and therefore their ability to invent alternative solutions or try other ways of acting, and even in making
decisions that are aligned with the corporate strategy. Referring to personnel with a limited knowledge base, they are
not receptive to experience, do not positively treat new ideas, nor do they adopt revolutionary solutions, do not have a
good relationship with time goals, and finally they do not give the required value to existing knowledge nor are they
interested in further improving it. Personnel who are possessed by negative attitudes do not embrace the feeling of job
satisfaction, do not cooperate to the desired extent with their other colleagues - superiors, do not operate in a team
spirit, and are often absent from work without a reasonable cause. Furthermore, companies with an unsatisfactory CSR
performance index have difficulties in attracting/selecting candidates with high potential, with what this implies in the
upward trend of their productivity (Montana & Charnov 2000; Bush & Middlewood, 2006; Cable & Judge, 1994;
Chatman, 1989, 1991; Groen, 2005; Williams & Bauer, 1994; Judge & Bretz, 1992). The above discussion leads us to the
following hypothesis:

Hypothesis 3: Recruitment/selection processes are positively correlated with organizational productivity.

5. Method

The purpose of this research is to examine the impact of human resource practices (Rewards/Benefits, Training and
Development, Recruitment/Selection Processes) on business productivity.

5.1. Research sample

The Sampling Unit of this survey is all enterprises operating in the territory of the free Republic of Cyprus. At the level
of enterprise category based on activity, all enterprises were selected for the needs of this survey as they are given based
on the table of the Statistical Service of Cyprus.At the level of selecting the category of enterprises, this was done based
on the number of employees, which was 50+ (medium) and 250+ (large). In addition, the selected enterprises had an
organized human resources management department/directorate, temporary employees did not participate in the
survey, while finally state and municipal enterprises did not participate in the survey either. Ultimately, the scope of the
present research study was limited to medium and large enterprises, which operate in all sectors of the economy, with
legal personality in Cyprus.

46 companies responded to this survey, which constitutes 19.2% of the total of 240 companies that met the conditions
- criteria of the survey. The detailed final results were that 102 companies refused to participate in the survey due to
lack of time, 47 companies did not accept to take part in the research framework due to their company's policy of not
participating in surveys, 23 companies did not want to take part in the survey due to general reluctance and finally 22
companies refused to participate because the researcher could not satisfy their requests, which were not consistent
with the rules of ethics and morality. In conclusion, the researcher ended up having received a positive response from
46 companies to conduct the survey under certain conditions that he himself agreed with them (Dillman, 2002; Cassel
and Symon,1994; Papanastasiou 2005;2014).

Initially, a total of 1565 questionnaires were given and 1486 questionnaires were returned, a response rate of
approximately 95%. The sample size/unit of analysis (i.e. the 1486 answered questionnaires) is determined based on
the analysis method to be used and the number of variables. In general, there is a wide range of opinions regarding the
minimum required sample size. According to Gorsuch (1983) and Kline (1979), the minimum but satisfactory sample
size in factor analysis is determined to be 100 answered questionnaires, Guilford (1954) who insists on 200, and Cattell
(1978) who claims that 250 is a satisfactory number for factor analysis, and we conclude with the approach of Comrey
and Lee (1992) that for a satisfactory sample size in factor analysis, the following are determined: 100 = poor, 200 =
adequate, 300 = good, 500 = very good, and over 1000 = excellent.
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5.2. Research tool

Some of the main reasons for choosing the anonymous self-administered questionnaire procedure are oriented towards
confirming to respondents that their anonymity will be respected, the wider possibility of connecting more
characteristics or attributes, and the results extracted from a wide population being reliable (Filias, 2003; Chalkia,
2003). The questionnaire took an average of 11 minutes to complete and consists of seven sections. Section 1 refers to
the cover letter of the initial introduction to the volunteer respondent/research participant, Section 2 includes the
demographic data of the employees, Sections 3-7 examine the employees' views on human resource management and
organizational performance issues of the organization, such as: human resource practices, workplace support, stress,
trust, employee trends, and organizational effectiveness.

More specifically, the questionnaire included:

e Section 1. The cover letter, which aimed to: 1. Inform who the researcher is and which university he/she
attends, 2. Explain the purpose of the research, 3. Explain the topic the research deals with, 4. Explain where
the research will be used, 5. Inform that all responses will be confidential, 6. Inform about the time required to
answer the questionnaire, 7. Inform what the package provided to them includes, 8. Inform them of the
researcher's personal mobile phone number for immediate resolution of any questions, 9. Thank them for their
support.

e Section 2. Questions related to the demographics of the participants: sex, age, marital status, level of education,
full-time or part-time employment, years of service in the organization, monthly salary, level of responsibility,
staff in your department, staff reporting to you, union membership.

e Section 3. (PART B) Questions related to systems or procedures used in the organization to increase staff
efficiency: Rewards and benefits, Work plan, Training, Recruitment and selection procedures, Employee
relations, Communication, Performance appraisal and management.

e Section 4. (PART C) Questions related to workplace support: administrative support, peer support.

e Section 5. Questions related to stress at work: Workload, relationships, goals, career.

e Section 6. Questions related to trust: Fairness-fairness, deception, loyalty, competence, integrity/dignity,
kindness.

e Section 7. Questions related to employee behavior/attitudes: Loyalty, employee dismissal/resignation,
absences from work (except holidays).

e Section 8. Questions related to organizational performance: Innovation, customer satisfaction/retention,
productivity.

As for the productivity part, this was created based on previous research. More specifically, productivity in the
organization was measured using a combination and the necessary adaptation of the measurement scales of Skrinjar,
Bosilj-Vuksi¢, and Indihar-Stemberger (2008). The questions that were selected and determined the measurement scale
refer to the effort to achieve corporate goals, the productivity of the organization, and the conscious participation in this
effort by the staff, elements that were used in several empirical studies such as Belot et al. (2007). The questions used
and adapted accordingly for the needs of this research by Skrinjar, Bosilj-Vuksi¢, and Indihar-Stemberger (2008) were
F3A/A1,2,and 5, by Harel, and Tzafrir (1999) were F 3 A/A 2 and 3, by Gunasekaran, Patel, and Tirtiroglu (2001), and
Gunasekaran, Patel, and McGaughey (2004), were F 3 A/A 1,2,3, and 4, and by Johns (2003) was F 3 A/A 5.

The human resource practice related to training and development of personnel was measured based on the
measurement questions used by Kuvaas and Dysvik (2010) and Guthrie, Flood, Liu, and Mac Curtain, (2009). The
questions that were selected and determined the measurement scale refer to the variety of opportunities offered by the
organization for training, the identification of training activities with the strategic goals of the organization, the
commitment on the part of the organization for staff training and the allocation of resources for staff training, elements
that are also in agreement with the research of Wognum, (1998). The questions that were used and adapted accordingly
for the needs of the present research by Kuvaas and Dysvik, (2010) were 3a, 3b, 3c and 3d, and by Guthrie, Flood, Liu,
and Mac Curtain, (2009) 3a and 3b (see questionnaire - appendix A).

Regarding the practice, employee rewards/benefits were measured using measurement questions from the empirical
studies of Tsai, (2006) and Boon, Den Hartog, Boselie, and Paauwe, (2011). The questions that were selected and
determined the measurement scale refer to the extra effort of employees, the connection of efficiency with salary, the
identification of common goals of employees and the organization, and the recognition that employees receive,
characteristics that were used in several empirical studies such as Delaney and Huselid (1996), and Vandenberg et al.
(1999). The questions that were used and adapted accordingly for the needs of the present study from Tsai, (2006)
were 1a, 1b, 1c and 1d, and from Boon, Den Hartog, Boselie, and Paauwe, (2011) 1c and 1d respectively.
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Regarding the practices of personnel recruitment/selection processes, it was measured using measurement scales
based on the empirical research of Ang, Bartram, McNeil, Leggat, and Stanton (2013) and Guthrie, Flood, Liu, and Mac
Curtain, (2009). The questions that were selected and determined the measurement scale refer to the feeling of trust
that employees have for the processes, the belief in the practices used by the organization to select the best, and the
practical proof that selecting the best will give the organization a competitive advantage, elements that were used in
several empirical studies such as Armstrong (2003) and Pfeffer, (1994). The questions used and adapted accordingly
for the needs of this research by Ang, Bartram, McNeil, Leggat, and Stanton (2013) were 4a, 4b, and 4c and by Guthrie,
Flood, Liu, and Mac Curtain, (2009) were 4a and 4b respectively.

6. Results

The survey sample consisted of 771 men (51.8%) and 716 women (48.2%), which were divided into 6 age groups. The
group between 25-34 years held the lead at 33%. The percentages recorded in the remaining age groups concerned 35-
44 years 25.3%, 45-54 years 24.8%, 55-64 years 9%, 18-24 years 6.9% and 64 years or older at 1%. Regarding family
status, most were recorded in the married group (64%). More specifically, 951 people responded married, 377 single,
101 divorced, 39 separated, 18 widowed, while 1 person did not give any answer.The majority of the sample were high
school graduates at 38%, while there were responses related to all levels of education such as college (23.6%),
University (19.8%), holders of a master's degree (12.4%) and a doctoral degree (0.5%) and below high school (5.5%).
Regarding the type of work, the vast majority of the sample was found to be full-time employed at a rate of 95.8% with
experience in the same organization less than 1 year (10.6%), 1-2 years (13.4%), 3-5 years (19.4%), 6-9 years (21%),
10-15 years (20.4%) and over 16 years (15.1%) and the amount of salary earnings of the sample ranged by the majority
at 501-1500 euros (31.65%).The ranking of the employees who participated in the survey is 1100 employees (74%),
208 supervisors (14%) and 176 managers (11.9%), while 1 person did not give any answer with an average number of
employees per department of approximately 16.5 people and approximately 5.1 people reporting to the entire sample.
Finally, approximately 2/3 of the respondents were not members of a union with the percentage standing at 69.3%
compared to 30.7% who answered that they were union members.

All models are given in Table 1. In Models 1-5, the correlations for Productivity are examined. First, a basic model is
examined using only the control variables (Model 1); then we examine each factor of the P.A.D. separately together with
the control variables (Models 2-4 and Models 7-9); and finally we examine all the variables (Model 5).

The F statistic is significant (p<.01) for all models, thus showing the suitability of all models. Furthermore, the difference
in R2 is significant (p<.01) for Models 2-5, emphasizing that the selection of new variables in the corresponding model
is necessary.

From the Productivity analysis, we initially observe from Models 2 and 5 that the coefficient of Rewards and Benefits is
positive and statistically significant (p < .01), that is, the Rewards and Benefits received by the staff are positively
correlated with the productivity of the company, thus supporting Hypothesis Y2. Models 3 and 5 support Hypothesis
Y1, that is, that the training received by the staff is positively correlated with productivity as the coefficient of Training
and Development is also positive and statistically significant (p <.01). Similarly, it is observed from Models 4 and 5 that
the coefficient of recruitment and selection processes is also positive and statistically significant (p < .01), thus
supporting Hypothesis Y3 that the productivity of the company is positively correlated with the recruitment and
selection processes of the staff.

Table 1 Linear Models

Productivity

Model 1 | Model 2 Model 3 | Model 4 Model 5
Constant 5.332%#* | 5.310*** 5.362%* | 5,335%** 5.343%**

0.072 0.069 0.071 0.069 0.064
Sex 0.074 0.122** 0.057 0.071 0.104**

0.056 0.054 0.055 0.054 0.050
Age 0.147** | 0.153** 0.140** 0.118** 0.117**

0.059 0.057 0.058 0.057 0.053
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Education -0.201** | -0.191** -0.211%%* | -0.205%*** -0.204%**
0.061 0.058 0.060 0.058 0.054
Service 0.121** | 0.068 0.104* 0.098* 0.025
0.061 0.058 0.060 0.059 0.055
Salary (Low-wage workers)) -0.178** | -0.151** -0.169** | -0.104 -0.064
0.067 0.064 0.066 0.065 0.060
Salary (High-Salaries)) -0.122 -0.143* -0.135* -0.193** -0.230**
0.083 0.079 0.081 0.080 0.074
Responsibility 0.125* 0.054 0.084 0.125* 0.011
0.070 0.067 0.069 0.067 0.063
How many staff are there in your department? | 0.010 -0.001 0.005 0.004 -0.013
0.026 0.025 0.026 0.025 0.024
Union -0.144** | -0.049 -0.159* | -0.100* -0.016
0.060 0.058 0.059 0.058 0.055
Industry 0.028 0.025 0.038 0.012 0.019
0.057 0.054 0.056 0.055 0.051
Size 0.065** | 0.094*** 0.050* 0.054** 0.070**
0.028 0.027 0.027 0.027 0.025
Rewards/benefits 0.2971*** 0.300***
0.025 0.024
Education and development 0.186*** 0.187***
0.025 0.023
Recruitment/Selection Procedures 0.269*** 0.279%**
0.025 0.023
Adjusted R2 0.023 0.108 0.059 0.097 0.223
AR2 0.075%** 0.034*** | 0.045%** 0.019%**
F 4.017*** | 133.309*** | 53.096*** | 113.585*** | 141.688***
N=1396. *** p<0.01; ** p<0.05; * p<0.1 (two-tailed);

7. Conclusion

Looking at the results of employee training, regarding its effect on the innovation and productivity of the organization,
it was found, that the process of developing their capabilities, through either knowledge or skills but also their attitudes,
contributes greatly to organizational performance. As is known, knowledge is a vital process that leads to the
improvement of employees and brings advantages at an individual level, but also at a corporate level, contributing to
the maximization of business productivity. By improving the skills of employees, they are essentially helped to develop
their self-confidence, to successfully face changes and challenges in the workplace, to be creative, and to contribute to
the productive and innovative process of the company they are employed in. Employees with a positive attitude are
possessed by a spirit of collegiality, improving communication and mutual participation in corporate communities, they
save resources, reducing any type of waste in their work, they systematically plan the tasks they have to carry out so
that they do not have "dead time", and for this reason they are characterized as an active / asset. In conclusion, employee
training is an imperative direction for the survival of a company initially, and later by investing more in it, it can ensure
the comparative advantage that will consolidat7e it, and ensure it a sustainable profitability in the competitive
environment. In addition to the results of rewards/benefits regarding their effect on the productivity of the
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organization, it was initially found that indeed the reward policy is an additional parameter for the staff which aims to
increase organizational performance. What is considered important to mention is that the effect on productivity
depends to some extent on the effect on employee loyalty.

Taking into account the results of the recruitment/selection processes regarding their impact on the innovation and
productivity of the organization, it was found that the concept of staffing through appropriate procedures is the function
through which the conditions for competitive advantage will be created. By recruiting and retaining the most suitable
employees at the same time, the company acquires a competitive advantage that is linked to its development.
Furthermore, the recruitment/selection of employees with added value is the foundation for the creation of knowledge,
innovation and competitive advantages for every organization. We could say that it is that characteristic that helps an
organization differentiate itself from its direct competitors, constituting the fundamental factor for a long-term
sustainable growth and success in the efficiency of the company. Confirmation of the above is the strong interest of
organizations in increasing their corporate social efficiency index, as they have realized that it is a criterion for attracting
the most suitable candidates. This specific selection process gives the competitive advantage to organizations with a
high corporate social efficiency index to be preferred by candidates, and consequently, through the recruitment of the
best, to increase its business efficiency.

Compliance with ethical standards

Acknowledgments

The Authors would like to thank the SPECIALIZATION IN ICTs AND SPECIAL EDUCATION: PSYCHOPEDAGOGY OF
INCLUSION Postgraduate studies Team, for their support.

Disclosure of conflict of interest

The Authors proclaim no conflict of interest.

References

[1]  Abstein, A, Heidenreich, S., & Spieth, P. (2014). Innovative work behaviour: The impact of comprehensive HR
system perceptions and the role of work-life conflict. Industry and Innovation, 21(2), 91-116.

[2] Adams, . S. (1963) Toward an understanding of inequity. Journal of Abnormal and Social Psychology, 67, 422-
436.

[3] Ahammad Faisal, M., Mook Lee, S., Malul, M., &Shoham, A. (2015). Behavioral ambidexterity: The impact of
incentive schemes on productivity, motivation, and performance of employees in commercial banks. Human
Resource Management, 54(S1), s45-s62

[4] Ang,S.H, Bartram, T., McNeil, N,, Leggat, S. G., & Stanton, P. (2013). The effects of high-performance work systems
on hospital employees’ work attitudes and intention to leave: a multi-level and occupational group analysis. The
International Journal of Human Resource Management, 24(16), 3086-3114

[5] Antonietti, R. (2016). From outsourcing to productivity, passing through training: microeconometric evidence
from Italy. Industry and Innovation, 23(5), 407-425

[6] Armstrong, M. (2002). Employee reward. CIPD Publishing.
[71 Armstrong, M. (2006). A handbook of human resource management practice. Kogan Page Publishers.

[8] Becker, Gary (1993). Human capital: a theoretical and empirical analysis, with special reference to education (3rd
ed.). Chicago: The University of Chicago Press

[9] Becker G.Human capital. Second edition. New York: Columbia University Press, [1964] 1975

[10] Belot, M., Boone, J., & Van Ours, J. (2007). Welfare-improving employment protection. Economica, 74(295), 381-
396.

[11] Belschak, F. D., & Den Hartog, D. N. (2009). Consequences of positive and negative feedback: The impact on
emotions and extra-role behaviors. Applied Psychology, 58(2), 274-303

[12] Bernadette van Rijn, M., Yang, H., & Sanders, K. (2013). Understanding employees' informal workplace learning:
The joint influence of career motivation and self-construal. Career development international, 18(6), 610-628



[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]
[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]
[35]

[36]

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

Boon, C., Den Hartog, D. N., Boselie, P., & Paauwe, ]. (2011). The relationship between perceptions of HR practices
and employee outcomes: examining the role of person-organisation and person-job fit. The International Journal
of Human Resource Management, 22(01), 138-162

Black, S. E., & Lynch, L. M. (2004). What's driving the new economy?: The benefits of workplace innovation. The
Economic Journal, 114(493), F97-F116.

Bourantas, D. & Papalexandri, N., (2003), Introduction to Business Administration, Benou Publishing House,
Athens

Bush, T,, Briggs, A. R., & Middlewood, D. (2006). The impact of school leadership development: evidence from the
‘new visions’ programme for early headship. Journal of in-service education, 32(2), 185-200

Cable, D. M, & Judge, T. A. (1994). Pay preferences and job search decisions: A person-organization fit
perspective. Personnel psychology, 47(2), 317-348.

Cabrera, E. F,, & Cabrera, A. (2005). Fostering knowledge sharing through people management practices. The
international journal of human resource management, 16(5), 720-735.

Cassel, C., & Symon, G. (1994). Qualitative methodology in organizational research

Chalkia, K. (2003). “The Freedom of “Measurement” and the Discipline of “Intuition”: Dialogue Relations between
Quantitative and Qualitative Research in Science Education”. Proceedings of the 3rd Panhellenic Conference of
the Pedagogical Society of Greece (in electronic format), Athens.

Chatman, E. A. (1991). Channels to a larger social world: Older women staying in contact with the Great
Society. Library and Information Science Research, 13(3), 281-300.

Chatman, J. A. (1989). Improving interactional organizational research: A model of person-organization
fit. Academy of management Review, 14(3), 333-349

Clarkson, M. E. (1995). A stakeholder framework for analyzing and evaluating corporate social
performance. Academy of management review, 20(1), 92-117

Comrey, A. L. & Lee, H. B. (1992).A first course in factor analysis. Hillsdale, NJ:

Davis, F. D., Bagozzi, R. P., &Warshaw, P. R. (1989). User acceptance of computer technology: A comparison of two
theoretical models. Management Science, 35(8), 982-1003.

Davis, K.: 1973, ‘The Case For and Against Business Assumption of Social Responsibilities’, Academy of
Management Journal 16, 312-322

Day, ].]., Hawkins, E., & Tietsche, S. (2014). Will Arctic sea ice thickness initialization improve seasonal forecast
skill?. Geophysical Research Letters, 41(21), 7566-7575.

De Grip, A., & Sauermann, J. (2013). The effect of training on productivity: The transfer of on-the-job training
from the perspective of economics. Educational Research Review, 8, 28-36.

DeCenzo, D. A., & Robbins, S. P. (1996). Human Resource Management pp. 237-252. New Tork: John Wiley & Son
Inc

Delaney, ]. T., & Huselid, M. A. (1996). The impact of human resource management practices on perceptions of
organizational performance. Academy of Management journal, 39(4), 949-969.

Deutsch, M. 1975 "Equity, equality and need: What determines which value will be used as the basis of
distributive justice?" Journal of Social Issues 31:137-150.

Dillman, D. A. (2002). Presidential address: Navigating the rapids of change: Some observations on survey
methodology in the early twenty-first century. The Public Opinion Quarterly, 66(3), 473-494.

Donaldson, T., & Preston, L. E. (1995). The stakeholder theory of the corporation: Concepts, evidence, and
implications. Academy of management Review, 20(1), 65-91.

Echols, M. E. (2007). Learning’s role in talent management. Chief Learning Officer, 6(10), 36-40.

Elwood, F. H,, & James, T. ]. (1996). Trends towards a closer integration of vocational education and human
resources development. Journal of Vocational and Technical Education, 12(2), 7.

Field, L., & Ford, G. W. (1995). Managing organisational learning: From rhetoric to reality. Melbourne: Longman.

10



[37]

[38]
[39]
[40]

[41]
[42]
[43]

[44]
[45]

[46]

[47]

[48]
[49]

[50]

[51]

[52]

[53]
[54]

[55]

[56]

[57]
[58]

[59]

[60]

[61]

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

Filias, V. (1996), Introduction to Methodology and Techniques of Social Research, 2nd Edition, Athens:
Gutenberg.

Findlay, P., Kalleberg, A. L., & Warhurst, C. (2013). The challenge of job quality. Human Relations, 66(4), 441-451.
Freeman, R. E. 1984. Strategic management: A stakeholder approach. Boston: Pitman/ Ballinger (Harper Collins).

Fombrun, C., & Shanley, M. (1990). What's in a name? Reputation building and corporate strategy. Academy of
management Journal, 33(2), 233-258.

Gomes, D., Van Hettinga, G., Tindall, M., &Kontonicolas, N. (2005). U.S. Patent Application No. 10/674,468.
Gorsuch, R. L. (1983). Factor analysis (2nd ed.). Hillsdale, NJ: Erlbaum.

Groen, A.]. (2005). Knowledge intensive entrepreneurship in networks: towards a multi-level/multi dimensional
approach. Journal of Enterprising Culture, 13(01), 69-88.

Guilford, J. P. (1954). Psychometric methods (2nd ed.). New York: McGraw-Hill

Gunasekaran, A. Patel, C, &McGaughey, R. E. (2004). A framework for supply chain performance
measurement. International journal of production economics, 87(3), 333-347.

Guthrie, J. P, Flood, P. C,, Liu, W., &MacCurtain, S. (2009). High performance work systems in Ireland: human
resource and organizational outcomes. The International Journal of Human Resource Management,, 20(1), 112-
125.

Heimen, S. ], & Colleen, 0. N. (2004). Managing Talent to maximize performance: Published
onlineinwileyinterscience. www.intersciencewilley.com. Retrieved on 15th October 2013.

Herzberg, F,, Mausner, B., &Snyderman,Barbara B.The motivation to work. New York: Wiley, 1959.

Heskett, ]. L., Sasser, W. E., & Schlesinger, L. A. (2010). The Value Profit Chain: Treat Employees Like Customers
and Customers Like. Simon and Schuster.

Hughey, A. W., & Mussnug, K. ]J. (1997). Designing effective employee training programmes. Training for
Quality, 5(2), 52-57.

Hurley, R. F. (1995). Group culture and its effect on innovative productivity. Journal of Engineering and
Technology Management, 12(1-2), 57-75.

Huselid, M. A. (1995). The impact of human resource management practices on turnover, productivity, and
corporate financial performance. Academy of management journal, 38(3), 635-672.

Jones, C. (1983). State social work and the working class. Macmillan International Higher Education.

Judge, T. A, & Bretz, R. D. (1992). Effects of work values on job choice decisions. Journal of applied
psychology, 77(3), 261.

Kapoutsis, 1., &Thanos, 1. (2016). Politics in organizations: positive and negative aspects of political
behaviour. European Management Journal, 34(3), 310-312.

Kerrin, M., & Oliver, N. (2002). Collective and individual improvement activities: the role of reward
systems. Personnel review, 31(3), 320-337.

Kline, P. (1979). Psychometrics and Psychology.London:AcademicPress.

Kovach, K. A. (1995). Employee motivation: Addressing a crucial factor in your organization's
performance. Employment Relations Today, 22(2), 93-107.

Kuvaas, B., &Dysvik, A. (2010). Exploring alternative relationships between perceived investment in employee
development, perceived supervisor support and employee outcomes. Human Resource Management
Journal, 20(2), 138-156.

Lewis, R. E., & Heckman, R. J. (2006). Talent management: A critical review. Human resource management
review, 16(2), 139-154.

Li, X, Frenkel, S. ]., & Sanders, K. (2011). Strategic HRM as process: How HR system and organizational climate
strength influence Chinese employee attitudes. The International Journal of Human Resource
Management, 22(9), 1825-1842.

11



[62]

[63]

[64]

[65]
[66]

[67]

[68]

[69]

[70]
[71]

[72]

[73]

[74]

[75]
[76]
[77]

[78]

[79]

[80]

[81]

[82]

[83]

[84]

[85]

[86]

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

Lyons, F. H., & Ben-Ora, D. (2002). Total rewards strategy: The best foundation of pay for
performance. Compensation & Benefits Review, 34(2), 34-40.

Martin, A.F., Romero, F.P., Valle, C.R., & Dolan, S.L. (2001). Corporate business strategy, career management and
recruitment: Do Spanish firms adhere to contingency model? Career Development International, 6(3), 149 - 155.

Mincer, ]. (1974). Progress in Human Capital Analysis of the distribution of earnings. Cambridge, Mass., USA:
National Bureau of Economic Research.

Montana, J.P., Charnov, B.H., (2000). Management. Barron's Educational Series.

Morley, R. H., Terranova, V., Cunningham, S., and Vaughn, T. (2016). The role that self-compassion and self-control
play in hostility provoked from a negative life event. ]. Indian Psychol. 3, 125-141.

Ng, E.S., & Gossett, C. W. (2013). Career choice in Canadian public service: An exploration of fit with the millennial
generation. Public Personnel Management, 42(3), 337-358.

Oliver, ]J. M, & Turton, ]J. R. (1982). Is there a shortage of skilled labour?. British Journal of Industrial
Relations, 20(2), 195-200.

Papalexandri, N., & Bourantas, D. (2002). Effective Human Resource Management. Athens: Athens University of
Economics and Business Publications pp. 259-316.

Papanastasiou, E. K., & Papanastasiou, K. (2014). Educational Research Methodology.

Pare’, M., and Wurtz, R.H. (2001). Progression in neuronal processing for saccadic eye movements from parietal
cortex area LIP to superior colliculus. ]. Neurophysiol.85, 2545-2562

Petrou, A. P., &Procopiou, A. (2016). CEO shareholdings and earnings manipulation: a behavioral
explanation. European Management Review, 13(2), 137-148

Pfeffer, ]J. (1994). Competitive Advantage Through People: Unleashing the Power of the Workforce, Boston:
Harvard Business School Press

Ployhart, R. E. (2006). Staffing in the 21st century: New challenges and strategic opportunities. Journal of
management, 32(6), 868-897

Sarvadi, P. (2010). The Best Ways to Reward Employees. Entrepreneur Magazine
Scott, K. (2012). Measuring wellbeing: Towards sustainability?. Routledge

Sewell, G. (1998). The discipline of teams: The control of team-based industrial work through electronic and peer
surveillance. Administrative science quarterly, 397-428.

Shane, S., & Venkataraman, S. (2000). The promise of entrepreneurship as a field of research. Academy of
management review, 25(1), 217-226.

Shrivastava, P., & Hart, S. (1995). Creating sustainable corporations. Business strategy and the environment, 4(3),
154-165.

Skrinjar, R., Bosilj-Vuksi¢, V., & Indihar-Stemberger, M. (2008). The impact of business process orientation on
financial and non-financial performance. Business Process Management Journal, 14(5), 738-754.

Slavic, A., & Berber, N. (2019). The Role of Training Practice in Improving Organizational Performance in Selected
Countries of the Danube Region, 30(1), 81-93.

Steinweg, S. (2009) Systematisches Talent Management: Kompetenzenstrategischeinsetzen, Schiffer-Poeschel,
Stuttgart. [in German]

Sun, L. Y, Aryee, S.,, & Law, K. S. (2007). High-performance human resource practices, citizenship behavior, and
organizational performance: A relational perspective. Academy of management Journal, 50(3), 558-577.

Taylor, M. S., & Collins, C. J. (2000). Organizational recruitment: Enhancing the intersection of research and
practice .

Tomazevic, N, Seljak, ], &Aristovnik, A. (2014). Factors influencing employee satisfaction in the police service:
the case of Slovenia. Personnel review, 43(2), 209-227.

Tompkins, P. K, & Cheney, G. (1985). Communication and unobtrusive control in contemporary
organizations. Organizational communication: Traditional themes and new directions, 13, 179-210.

12



[87]

[88]

[89]

[90]

[91]

[92]

[93]

[94]

[95]

[96]

[97]

[98]

[99]

[100]

[101]

[102]

[103]

[104]

[105]

[106]

[107]

[108]

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

Treven, S., & Mulej, M. (2007). The systemic approach to the encouragement of innovativeness through employee
diversity management. Kybernetes, 36(2), 144-156.

Tsai, C. J. (2006). High performance work systems and organizational performance: an empirical study of
Taiwan's semiconductor design firms. The International Journal of Human Resource Management, 17(9), 1512-
1530.

Turban, D.B. and Greening, D.W. (1996) ‘Corporate Social Performance and Organizational Attractiveness to
Prospective Employees’, Academy of Management Journal, 40: 658 - 72.

Vandenberg, R. ], Richardson, H. A,, & Eastman, L. ]. (1999). The impact of high involvement work processes on
organizational effectiveness: A second-order latent variable approach.Group & Organization
Management, 24(3), 300-339.https://doi.org/10.1177/1059601199243004

Vouglanis T. (2020). The positive and negative effects of the internet on the cognitive, mental and social aspects
of the personality of the person with a disability. London: LAP LAMBERT Academic Publishing, 76 p., ISBN: 978-
620-0-47936-5.

Vouglanis T. (2020), “Teachers' attitudes towards the use of ICT in the educational process of people with special
educational needs”, International Journal of Educational Innovation, Vol. 2, Issue 1, ISSN 2654-0002.

Vouglanis T. (2020). The effect of exercise on the development of new neurons in the brain resulting in increased
intelligence, London: LAP LAMBERT Academic Publishing. 72 p., ISBN: 978-620-0-56531-0.

Vouglanis T. (2020). Charismatic children and heredity. London: LAP LAMBERT Academic Publishing, 72 p., ISBN:
978-620-2-52043-0.

Vouglanis, T. (2023). The use of robotics in the education of students with special educational needs. World
Journal of Advanced Research and Reviews, 19(01), 464-471.

Vouglanis, T. (2023). The use of ICT in the education of students with dyslexia. Global Journal of Engineering and
Technology Advances, 16(02), 38-46.

Vouglanis, T. (2023). The use of ICT in the education of students with dyslexia. Magna Scientia Advanced
Research and Reviews, 08(02), 141-149.

Vouglanis, T. (2023). The use of ICT in the education of students with Dysorthographia. World Journal of
Advanced Research and Reviews, 19(02), 1363-1371.

Vouglanis, T. (2024). The use of educational digital games in the education of students with Down
Syndrome. International Journal of Science and Research Archive, 13(01), 815-823.

Vouglanis, T. (2024). Teaching a foreign language through ICT to students with dyslexia and attention deficit
hyperactivity disorder (ADHD) and the role of ICTs. GSC Advanced Research and Reviews, 21(01), 403-411.

Vouglanis, T. (2024). The use of assistive technology by visually impaired students. World Journal of Biology
Pharmacy and Health Sciences, 20(02), 365-372.

Vouglanis, T. (2025). The portrayal of mental retardation in cinema. Forrest Gump: Rule or Exception? Magna
Scientia Advanced Research and Reviews, 13(01), 69-77.

Vouglanis, T. & Drigas, A. (2022). The positive impact of Internet on the cognitive, psychological and social side
of people’s personality with disabilities. Technium Social Sciences Journal, 35(1), 29-42.

Vouglanis, T.& Drigas, A. (2022). The internet addiction and the impact on the cognitive, psychological and social
side of people’s personality with disabilities. Technium Social Sciences Journal, 35(1), 93-110.

Vouglanis, T., & Driga, A. M. (2023). Risks, inequalities, and problems of people with Disabilities in the COVID-19
pandemic and the role of ICTs. TechHub Journal, 4, 45-58.

Vouglanis, T., & Driga, A. M. (2023). Effects of COVID-19 on people with intellectual disabilities and the ICT’s
role. TechHub Journal, 4, 29-44.

Vouglanis, T., & Driga, A. M. (2023). The use of ICT for the early detection of dyslexia in education. TechHub
Journal, 5, 54-67.

Vouglanis, T., & Driga, A. M. (2023). Educating students with dyslexia through ICT during the COVID-19
pandemic. TechHub Journal, 5, 20-33.

13



[109]

[110]

[111]

[112]

[113]

[114]

[115]

[116]

[117]

[118]
[119]

[120]

[121]

[122]

[123]

[124]

[125]

[126]

[127]

[128]

[129]

[130]

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

Vouglanis, T., & Driga, A. M. (2023). Factors affecting the education of gifted children and the role of digital
technologies. TechHub Journal, 6, 28-39.

Vouglanis, T., & Driga, A. M. (2023). Educating students with Attention Deficit Hyperactivity Disorder (ADHD)
through ICT during the COVID-19 pandemic. TechHub Journal, 6, 40-51.

Vouglanis, T.,, & Driga, A. M. (2023). Educating students with autism through ICT during the COVID-19
pandemic. World Journal of Biology Pharmacy and Health Sciences, 14(03), 264-274.

Vouglanis, T., & Driga, A. M. (2023). The use of ICT in the education of students with dysgraphia. World Journal
of Advanced Engineering Technology and Sciences, 10(01), 021-029.

Vouglanis, T., & Driga, A. M. (2024). The use of ICT in the education of students with alexia/acquired
dyslexia. International Journal of Science and Research Archive, 11(01), 116-123.

Vouglanis, T., & Raftopoulos, D. (2023). The use of ICT in the education of students with dyscalculia. GSC
Advanced Research and Reviews, 17(01), 038-046.

Vouglanis, T., & Salapata, Y. (2024). The use of ICT in the education of students with Down syndrome. World
Journal of Biology Pharmacy and Health Sciences, 19(02), 230-237.

Vouglanis, T., Driga, A. M., & Drigas, A. (2022). Physical and mental exercise to create new congenial neurons, to
increase intelligence and the role of ICTs. Technium BioChemMed, 3(3), 21-36.

Vouglanis, T., Driga, A. M., & Drigas, A. (2022). Charismatic Children: Heredity, Environment and ICTs. Technium
Sustainability, 2(5), 1-15.

Vroom, V. H. (1964). Work and motivation (Vol. 54). New York: Wiley.

Weisweiler, S., Nikitopoulos, A., Netzel, ]., & Frey, D. (2013). Gaining insight to transfer of training through the
lens of social psychology. Educational Research Review, 8, 14-27.

Williams, M. L, & Bauer, T. N. (1994). The effect of a managing diversity policy on organizational
attractiveness. Group&OrganizationManagement, 19(3), 295-308.

Stathopoulou, et all 2018, Mobile assessment procedures for mental health and literacy skills in education.
International Journal of Interactive Mobile Technologies, 12(3), 21-37, https://doi.org/10.3991/ijim.v12i3.8038

Stathopoulou A, Karabatzaki Z, Tsiros D, Katsantoni S, Drigas A, 2019 Mobile apps the educational solution for
autistic students in secondary education , Journal of Interactive Mobile Technologies (IJIM) 13 (2), 89-
101https://doi.org/10.3991/ijim.v13i02.9896

Drigas A, DE Dede, S Dedes 2020 Mobile and other applications for mental imagery to improve learning
disabilities and mental health International , Journal of Computer Science Issues (IJCSI) 17 (4), 18-23
DOI1:10.5281/zenodo.3987533

Politi-Georgousi S, Drigas A 2020 Mobile Applications, an Emerging Powerful Tool for Dyslexia Screening and
Intervention: A Systematic Literature Review , International Association of Online Engineering

Drigas A, Petrova A 2014 ICTs in speech and language therapy , International Journal of Engineering Pedagogy
(iJEP) 4 (1), 49-54 https://doi.org/10.3991/ijep.v4i1.3280

Bravou V, Drigas A, 2019 A contemporary view on online and web tools for students with sensory & learning
disabilities , iJOE 15(12) 97 https://doi.org/10.3991/ijoe.v15i12.10833

Drigas A, Theodorou P, 2016 ICTs and music in special learning disabilities , International Journal of Recent
Contributions from Engineering, Science & IT ...

Chaidi [, Drigas A, C Karagiannidis 2021 ICT in special education , Technium Soc. Sci. J. 23, 187,
https://doi.org/10.47577 /tssj.v23i1.4277

Galitskaya, V., & Drigas, A. (2020). Special Education: Teaching Geometry with ICTs. International Journal of
Emerging Technologies in Learning (iJET), 15(06), pp. 173-182. https://doi.org/10.3991 /ijet.v15i06.11242

Alexopoulou, A., Batsou, A., & Drigas, A. S. (2019). Effectiveness of Assessment, Diagnostic and Intervention ICT
Tools for Children and Adolescents with ADHD. International Journal of Recent Contributions from Engineering,
Science & IT (iJES), 7(3), pp- 51-63. https://doi.org/10.3991/ijes.v7i3.11178

14


https://doi.org/10.3991/ijim.v12i3.8038
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:xtoqd-5pKcoC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:xtoqd-5pKcoC
https://doi.org/10.3991/ijim.v13i02.9896
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:dBIO0h50nwkC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:dBIO0h50nwkC
http://dx.doi.org/10.5281/zenodo.3987533
https://scholar.google.com/citations?view_op=view_citation&hl=en&citation_for_view=r2w21SUAAAAJ:cWzG1nlazyYC&back_view_op=list_trash
https://scholar.google.com/citations?view_op=view_citation&hl=en&citation_for_view=r2w21SUAAAAJ:cWzG1nlazyYC&back_view_op=list_trash
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:4fKUyHm3Qg0C
https://doi.org/10.3991/ijep.v4i1.3280
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:5qfkUJPXOUwC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:5qfkUJPXOUwC
https://doi.org/10.3991/ijoe.v15i12.10833
https://scholar.google.com/citations?view_op=view_citation&hl=en&citation_for_view=r2w21SUAAAAJ:_Re3VWB3Y0AC&back_view_op=list_trash
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:gVv57TyPmFsC
https://doi.org/10.47577/tssj.v23i1.4277
https://doi.org/10.3991/ijet.v15i06.11242
https://doi.org/10.3991/ijes.v7i3.11178

[131]

[132]

[133]

[134]

[135]

[136]

[137]

[138]

[139]

[140]

[141]

[142]

[143]

[144]

[145]

[146]

[147]

[148]

[149]

[150]

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

Chaidi E, Kefalis C, Papagerasimou Y, Drigas, 2021, Educational robotics in Primary Education. A case in Greece,
Research, Society and Development journal 10 9), €17110916371-e17110916371
https://doi.org/10.33448/rsd-v10i9.16371

Lytra N, Drigas A 2021 STEAM education-metacognition-Specific Learning Disabilities , Scientific Electronic
Archives journal 14 (10) https://doi.org/10.36560/141020211442

Pergantis, P., & Drigas, A. (2024). The effect of drones in the educational Process: A systematic review. Education
Sciences, 14(6), 665. https://doi.org/10.3390/educsci14060665

Demertzi E, Voukelatos N, Papagerasimou Y, Drigas A, 2018 Online learning facilities to support coding and
robotics courses for youth , International Journal of Engineering Pedagogy (iJEP) 8 (3), 69-80,
https://doi.org/10.3991/ijep.v8i3.8044

Chaidi I, Drigas A 2022 Digital games & special education , Technium Social Sciences Journal 34, 214-236
https://doi.org/10.47577 /tssj.v34i1.7054

Chaidi, I., Pergantis, P., Drigas, A., & Karagiannidis, C. (2024). Gaming Platforms for People with ASD. Journal of
Intelligence, 12(12), 122. https://doi.org/10.3390/jintelligence12120122

Doulou A, Drigas A 2022 Electronic, VR & Augmented Reality Games for Intervention in ADHD , Technium Social
Sciences Journal, 28, 159. https://doi.org/10.47577/ tssj.v28i1.5728

Drigas A, Mitsea E, Skianis C 2021 The Role of Clinical Hypnosis & VR in Special Education, International Journal
of Recent Contributions from Engineering Science & IT (IJES) 9(4), 4-18.
https://doi.org/10.3991/ijes.v9i4.26147

V Galitskaya, A Drigas 2021 The importance of working memory in children with Dyscalculia and Ageometria ,
Scientific Electronic Archives journal 14 (10) https://doi. org/10.36560/141020211449

Drigas A, Mitsea E, Skianis C. 2022 Virtual Reality and Metacognition Training Techniques for Learning
Disabilities , SUSTAINABILITY 14(16), 10170, https://doi.org/10.3390/su141610170

Drigas A,. Sideraki A. 2021 Emotional Intelligence in Autism , Technium Social Sciences Journal 26, 80,
https://doi.org/10.47577 /tssj.v26i1.5178

Bamicha V, Drigas A, 2022 The Evolutionary Course of Theory of Mind - Factors that facilitate or inhibit its
operation & the role of ICTs, Technium Social Sciences Journal 30, 138-158, DOI1:10.47577 /tssj.v30i1.6220

Karyotaki M, Bakola L, Drigas A, Skianis C, 2022 Women’'s Leadership via Digital Technology and
Entrepreneurship in business and society , Technium Social Sciences Journal. 28(1), 246-252.
https://doi.org/10.47577 /tssj.v28i1.5907

Mitsea E, Drigas A,, Skianis C, 2022 Breathing, Attention & Consciousness in Sync: The role of Breathing Training,
Metacognition & Virtual Reality , Technium Social Sciences Journal 29, 79-97
https://doi.org/10.47577 /tssj.v29i1.6145

E Mitsea, A Drigas, C Skianis 2022 Metacognition in Autism Spectrum Disorder: Digital Technologies in
Metacognitive Skills Training , Technium Social Sciences Journal, 153-173

Chaidj, I. ., & Drigas, A. (2022). Social and Emotional Skills of children with ASD: Assessment with Emotional
Comprehension Test (TEC) in a Greek context and the role of ICTs., Technium Social Sciences Journal, 33(1),
146-163. https://doi.org/10.47577 /tssj.v33i1.6857

Kontostavlou, E. Z., & Drigas, A. (2021). How Metacognition Supports Giftedness in Leadership: A Review of
Contemporary Literature., International Journal of Advanced Corporate Learning (iJAC), 14(2), pp. 4-16.
https://doi.org/10.3991/ijac.v14i2.23237

Drigas A, Mitsea E, Skianis C, 2022 Intermittent Oxygen Fasting and Digital Technologies: from Antistress and
Hormones Regulation to Wellbeing, Bliss and Higher Mental States , Technium BioChemMed journal 3 (2), 55-73

Drigas A, Mitsea E 2021 Neuro-Linguistic Programming & VR via the 8 Pillars of Metacognition X 8 Layers of
Consciousness X 8 Intelligences , Technium Social Sciences Journal 26(1), 159-176.
https://doi.org/10.47577 /tssj.v26i1.5273

Drigas A, Papoutsi C, Skianis C, Being an Emotionally Intelligent Leader through the Nine-Layer Model of
Emotional Intelligence-The Supporting Role of New Technologies, Sustainability MDPI 15 (10), 1-18

15


https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:Aul-kAQHnToC
https://doi.org/10.33448/rsd-v10i9.16371
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:5icHVeHT4IsC
https://doi.org/10.36560/141020211442
https://doi.org/10.3390/educsci14060665
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:kuK5TVdYjLIC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:kuK5TVdYjLIC
https://doi.org/10.3991/ijep.v8i3.8044
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=200&pagesize=100&citation_for_view=r2w21SUAAAAJ:Zp9IZb6oESQC
https://doi.org/10.47577/tssj.v34i1.7054
https://doi.org/10.3390/jintelligence12120122
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:LGh1lRt-7sUC
https://doi.org/10.47577/tssj.v28i1.5728
https://doi.org/10.47577/tssj.v28i1.5728
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:sJsF-0ZLhtgC
https://doi.org/10.3991/ijes.v9i4.26147
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:gKiMpY-AVTkC
https://doi.org/10.36560/141020211449
https://doi.org/10.36560/141020211449
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:5bFWG3eDk9wC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:5bFWG3eDk9wC
https://doi.org/10.3390/su141610170
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:Ak0FvsSvgGUC
https://doi.org/10.47577/tssj.v26i1.5178
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:ult01sCh7k0C
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:ult01sCh7k0C
http://dx.doi.org/10.47577/tssj.v30i1.6220
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:LpHykl0McycC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:LpHykl0McycC
https://doi.org/10.47577/tssj.v28i1.5907
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:BHd7YmozNHgC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:BHd7YmozNHgC
https://doi.org/10.47577/tssj.v29i1.6145
https://scholar.google.com/citations?view_op=view_citation&hl=en&cstart=80&citation_for_view=r2w21SUAAAAJ:J3KpcKIlIpsC&back_view_op=list_trash
https://scholar.google.com/citations?view_op=view_citation&hl=en&cstart=80&citation_for_view=r2w21SUAAAAJ:J3KpcKIlIpsC&back_view_op=list_trash
https://doi.org/10.3991/ijac.v14i2.23237
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:XK2cf6JOk9AC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:XK2cf6JOk9AC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:F1b5ZUV5XREC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:F1b5ZUV5XREC
https://doi.org/10.47577/tssj.v26i1.5273
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:dZbaGXT4iR0C
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:dZbaGXT4iR0C

GSC Advanced Research and Reviews, 2025, 24(01), 001-016

[151] Drigas A, Mitsea E 2022 Conscious Breathing: a Powerful Tool for Physical & Neuropsychological Regulation. The
role of Mobile Apps, Technium Social Sciences Journal 28, 135-158. https://doi.org/10.47577 /tssj.v28i1.5922

[152] Drigas A, Karyotaki M, Skianis C, 2017 Success: A 9 layered-based model of giftedness , International Journal of
Recent Contributions from Engineering, Science & IT 5(4) 4-18, https://doi.org/10.3991/ijes.v5i4.7725

[153] Drigas A, Mitsea E, Skianis C 2021. The Role of Clinical Hypnosis and VR in Special Education , International
Journal of Recent Contributions from Engineering Science & IT (IJES) 9(4), 4-17.

[154] Drigas A, Bakola L, 2021 The 8x8 Layer Model Consciousness-Intelligence-Knowledge Pyramid, and the Platonic
Perspectives , International Journal of Recent Contributions from Engineering, Science & IT (iJES) 9(2) 57-72,
https://doi.org/10.3991 /ijes.v9i2.22497.

16


https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:cpgjJtNNFA0C
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:cpgjJtNNFA0C
https://doi.org/10.47577/tssj.v28i1.5922
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:EYYDruWGBe4C
https://doi.org/10.3991/ijes.v5i4.7725
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=20&pagesize=80&citation_for_view=r2w21SUAAAAJ:sJsF-0ZLhtgC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:V-j82LJCZ3MC
https://scholar.google.com/citations?view_op=view_citation&hl=en&user=r2w21SUAAAAJ&cstart=100&pagesize=100&citation_for_view=r2w21SUAAAAJ:V-j82LJCZ3MC
https://doi.org/10.3991/ijes.v9i2.22497

