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Executive Summary 

Nowadays after worldwide economic crisis a lot of things change in governments, 

companies and organizations. Challenges in the workplaces for all employees become more and 

more predicted. Employees face more complicate and demanding situations than ever before.  

Cyprus has been affected a lot from this economic crisis, unfortunately with all the bad 

consequences that follows this situation. For example, unemployment, elimination of salaries, 

minimization of the benefits that employers were given to their personnel, overworks for the 

permanent staff and a lot more.   

The entire above situation was the begging of starting this research about the empowering 

practices and how those affect job satisfaction of employees, productivity and innovation. More 

specific this research took place in Cypriot schools and how the above aspects affect teachers in 

High Schools and Lyceums.  

 

 

 

 

 

  



Page 6 of 89 

 

1. Introduction 

The aim of this study is to analyze the employee empowerment practices in public schools 

in Cyprus and how those affect the job satisfaction of teachers, the innovation – if they can adapt 

an innovative position in education – the productivity and the performance of teachers and lastly 

the role of managerial staff in public schools and how this affect all the above aspects.  

After a growing literature about this topic it is important to mention that, there is a direct effect 

of employee empowerment on performance as well as indirect effects as arbitrated by job 

satisfaction and innovativeness. Also, empirical studies show positive relationship between 

employee empowerment practices and several other important work related attitudes like 

innovativeness (Rhee et al. 2017, Fernadez and Moldogaziev 2013,), job satisfaction (Bowen 

and Lawler 1992), organizational commitment (Al-Ababneh 2017, Guthrie 2001), and job 

involvement (Razak et. al 2017,). All of the above studies analyze the direct and indirect effects 

of employee empowerment practices.  

Recently, Gagne,  Deci and Ryan  (2017)  and Fox Graig (2017) developed multidimensional 

definitions of employee empowerment that treat empowerment as a leadership approach or style. 

Ahearne et al.(2005) empowering leadership style involves leadership behaviors that enhance 

the meaningfulness of work, foster participation in decision making, express confidence in high 

performance and provide autonomy from bureaucratic constraints. Arnold et al. define 

empowerment as an approach to leadership that includes the following leadership behaviors: 

leading by example, involving others in decision making, coaching, informing and showing 

concern for others. Fernandez and Maldogaziev (2015) pose a similar theory forward, suggesting 

that empowerment is essentially  a set of managerial behaviours that are instilled on the staff via 

organizational culture, such as sharing of information, rewards and responsibility to make 

decisions.  

After empirical studies we can assumed that empowered teachers experience higher levels of job 

satisfaction and exhibit greater intrinsic motivation to enhance instructional strategies for their 

students (Klaeijsen, Vermeulen, & Martens 2018). As White, 1992 said, their students also 

exhibit higher levels of motivation, grater performance in the classrooms. Zembylas and 

Pananastasiou (2005) suggest, that there are variations to job satisfaction amongst teachers, 

depending on the focus of the school. In addition, satisfaction of teachers is directly related to 
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empowerment practices that are consciously designed by schools (Brauckmann and Schwarz 

2014). 

McBride and Skau (1995) noted that “Empowered teachers create learning environments that 

engage students as significant partners in the learning process . . . (where they are) encouraged 

to become independent, self-motivated learners” (p.269). Also, high quality pedagogy and school 

performance are closely related to teacher empowerment (De Cooman 2013).  

It is important to analyze how the system in public schools in Cyprus is working. All public 

schools – in all levels (primary, high schools and lyceum) – belong and obey rules centrally from 

the Ministry of Education. The aspects of all educational staff are divided to Ministry of 

Education and Culture and the Educational Committee.  The Ministry of Education and Culture 

is responsible for transferring the teachers from school to school, for their sick leave or absence 

requisition and so on, as well as for their evaluation. The Educational Committee  is accountable 

for  recruiting teachers, for replacing them in case of sick leave or long-term absence for personal 

reasons, for  transferring them out of province, and finally for their promotions. 

Schools are characterized by great internal mobility. New teachers join the staff each year, 

whether as the result of institutional growth, retirement, or turnover. In addition, school 

managements occasionally change teaching assignments so that veteran teachers are asked to 

teach classes that they have not taught in the past. While subject matter may remain the same, 

teaching a new class means working with a different group of students, each of which has its 

own unique characteristics. Thus, success in teaching a given class is no guarantee of success in 

another one. 

 1.1 Objectives 

• What are the empowering practices for teachers in high schools in Cyprus 

• How school management (principles and vice principals) facilitate the empowering 

practices 

• What is the relationship between empowering practices and job satisfaction 

• Are there any innovation techniques occur from job satisfaction of teachers  
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2. Literature Review 

2.1 Employee Empowerment Practices  

Empowerment is a humanistic device to improve the quality of working life for ordinary 

employees. The intellectual origins of the concept as a business practice dates back to the 1940s 

and is strongly related to organization theory (Herrenkohl, Judson, and Heffner 1999). Although 

initially were treated as a sort of indulgence on the welfare of workers at best, it gained 

momentum by the mid-80s as competitive pressures increased the need of firms to retain their 

best asset, their human capital (Potterfield 1999) 

The theoretical background behind employee empowerment practices can be conceived in two 

different ways. The first one is that they are as a set of managerial practices aiming at increasing 

employees’ autonomy and responsibility (Gosh 2013). And the second one is that they are as an 

individual proactive work orientation, in order to have an impact on organizational outcomes 

(Ahmad and Manzoor 2017, Fernandez and Moldogaziev 2013).  

The last decades have witnessed the spread of employee empowerment practices throughout the 

public and private sectors. A growing body of evidence suggests that employee empowerment 

practices can be used to improve job satisfaction, organizational commitment, innovativeness 

and performance Blom et al. (2020) suggest that the traditional view of public sector employees 

as being inherently non-empowered is false. Instead, they claim that the differences are not 

straight forward and depends on each case and the needs of each organization. Therefore, the 

spread of empowering practices is not limited to private sector employers. A number of 

governmental entities have established incentives programs. Professional empowerment is part 

of the teaching career in its many stages, from pre-service training, followed by induction during 

the first years of teaching and the ongoing process of skill development throughout the teaching 

career, until retirement (Livingston 2014; Schleicher 2011).  

Employee empowerment programs have been widely adopted in the public sector as a way to 

improve organizational performance. Empowered employees improve performance largely by 

finding innovative ways of correcting errors in service delivery and redesigning work processes.  

Failure to encourage innovation can seriously undermine the effectiveness of empowerment 

programs. Demircioglu (2018) claims that designing work by giving as much information about 



Page 9 of 89 

 

the nature and issue at stake, employees can develop their innovative skills. On the contrary, not 

giving enough information can act as a barrier to innovation at work.  

Scholars often have different versions about the meaning of employee empowerment and look 

at the issue from different perspectives (Kim and Fernandez 2015; Stander and Rothman 2010; 

Conger & Kanungo, 1998; Potterfield, 1999;). Two distinct of theoretical perspectives have 

emerged in the literature, a psychological and a managerial one.  From a psychological view, 

empowerment is a motional construct akin to a state of mind. Conger and Kanungo (1988) 

described employee empowerment as a four-dimensional motivational construct composed of 

four cognitions-meaning, competence, self-determination and impact-that reflect an active rather 

than passive orientation to work. Spreitzer & Quinn (2001) support that psychological 

empowerment produces specific outcomes that can create a significant competitive advantage 

for organization. A study by Tang Keow Ngang (2012) show that psychological empowerment 

has positive effect on teacher’s affective commitment as well as their self-efficacy.  

Psychological empowerment is very important aspect of employee empowerment. Spreitzer 

(1995a, b, 1997) also define psychological empowerment as a global mindset including four 

cognitions reflecting a proactive orientation with regard to one’s role in the organization. 

Empowered individuals divided into four different parts which are: find meaning in the work 

role, feel competent to perform their work role, have a feeling of self-determination with regard 

to specific means to achieve expected results and lastly, believe that they can have a real impact 

on organizational outcomes.  From a managerial perspective, employee empowerment is a 

relational construct that describes how those with power in organizations (i.e. managerial staff) 

share power, information, knowledge and resources with those lacking it (i.e. employees). 

We can also add another part of empowerment, the Behavioral empowerment. Boudias and 

Savoie (2006) measured some factors about the behavioral empowerment which are:  

According to Bowen and Lawler (1992) empowerment involves having managers share with 

their employees four organizational ingredients: 

1. “Information about organization’s performance 

2. Rewards based on the organization’s performance 

3. Knowledge that enables employees to understand and contribute to organizational 

performance 
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4. Power to make decisions that influence organizational direction and performance” 

(Bowen & Lawler, 1992, p.32) 

Employee empowering practices are a very important factor that affect how and why people 

choose to work at one organization over others.  Employers must be reasonably competitive with 

several types of compensation to attract and retain competent employees (Azeez 2017).  

Empowerment practices are divided to direct and indirect ones which will be analyzed below. 

Empowerment practices are diverse, ranging from performance – contingent pay, which relies 

on financial rewards to improve employee satisfaction, to use of participatory management 

practices aimed at making the work itself more intrinsically rewarding and at enhancing feelings 

of autonomy (Mutonyi, Slåtten, & Lien 2020). Amundsen (2019) notes that there are two 

approaches to empowerment, socio-cultural structures which focus on instilling an environment 

of empowerment and psychological empowerment which focuses on the individual. 

In the lines below employee empowerment practices will be analyzed and be specified about 

their importance to employees and their satisfaction. Also, it will be reported the actual 

empowerment practices that teachers in public schools in Cyprus are having. 

Table 1 Types of empowerment practices 

Employee empowerment practices  

Direct Indirect 

• Salaries  
• Medical insurance 

• Incentives  
• Paid time off 

• Promotion 
• Retirement pensions  

 • Retirement lump sum   

 • Educational benefits  
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The basic compensation that an employee receives, usually as a wage or salary, is called 

base pay. Variable pay is another type of direct pay which is compensation linked directly to 

individual, team or organization performance. Teachers are paid in a monthly base every last 

working day of each month. Also they have the benefit of one extra salary each year called 13th 

salary. This salary is paid after the 12th salary in December. The most common types of variable 

pay for most employees take the form of bonuses and incentives program payments.  

Indirect rewards usually are medical insurance, vacation paid, retirement pensions and in public 

sector there is another benefit which is the retirement lump sum. (Ministry of Labor, 2017) 

2.2 The Nature and Types of Benefits 

Pension plans are retirement benefits established and funded by employers, employees 

or governmental entities (Barth, Joo and Lee 2018). Pension plans can be either contributory 

plan or non-contributory. In a contributory plan, money for pension benefits is paid in by both 

the employee and the employer. In a non-contributory plan the employer provides all the funds 

for pension benefits. In Cyprus, in the public sector the contribution of the pension is being paid 

half by the employer and half by the employee. Financial and other benefits are insurance 

benefits (in addition to health related insurance), those benefits are not taxed as income. 

Government in Cyprus covers all employees’ medical needs in the public hospitals of course.   

Educational benefits come in the form of educational assistance to pay for some or all costs 

associated with formal education courses and degree programs or even seminars associated with 

the specialty of each employee. For example, teachers in public schools are educated every year 

according to their subject in the forms of seminars or pedagogical teams by performing in real 

time the educational work. This can happen in European programs too. Students and teachers are 

exchange among Europe countries and they perform classes. So students can learn how other 

students in other countries are attending classrooms but also teachers learn new methods of 

teaching.  Teacher training during the career promotes professional competence on the individual 

level and proper functional ability within the professional learning community (Honawar 2008). 

However, little attention has been directed to the training of veteran personnel for new functions 

they undertake as part of the functional mobility that characterizes educational institutions. 

Social and recreational benefits are sponsored activities by the employer or even parties. The 

idea behind social and recreational programs is to promote employee happiness and team spirit. 
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For example, parties are organized twice a year and lunch the last day of classrooms before the 

examination period (Frazier et al. 2019). 

Times off benefits are paid lunch breaks and rest periods, holidays, and vacations. But leaves are 

given for a number of other purposes as well. Typical time off benefits include holiday pay, 

vacation pay, and leaves of absence. Specifically teachers have 2 months holidays during 

summer, on July and August and also have 15 days on Christmas holidays and another 15 days 

on Easter holidays. Furthermore, they have the benefit of 42 days of medical leaves. These days 

are payable. A lot of organizations and governments use a combination of benefits, and most of 

the times those benefits are increasing with the years that the employee work in the specific 

organization. For example, in the government the time off begins with 20 days per year, and 

passing through the years the days of time off are increasing. But the medical leave does not 

increase passing through the years.  

A lot of researchers show that pay and other extrinsic rewards can be used effectively to increase 

motivation, performance and job satisfaction in the work place (Taba 2018, Lawer et al. 1995, 

Mottaz, 1985; O’ Reilly & Reilly & Calwell, 1980). Even among public employees with higher 

level of public service motivation, monetary rewards appear to be significantly valued (Liu, 

Tang, and Yang, 2015; Quratulain and Khan, 2015; Perry, Mesch & Poarlberg, 2006; Alonso & 

Lewis, 2001; Wittmer, 1991). Also it is very important setting clear limits of empowerment and 

building trusting relationships have been found to be more effective mechanisms for reducing 

the risk of this kind of moral hazard (Victor and Hoole 2017; Blanchard, Carlos, & Raudolph, 

2001; Spreitzer & Quinn, 2001). 

It is thus vital to specify the reasons why total compensation is strategically important (Gomez-

Mejia, Berrone and Franco-Santos 2014). The reasons are, attracting and retaining the total 

required for sustainable competitive advantage, also focusing the energy of employees on 

implementing the organization’s particular competitive strategy and lastly improving 

productivity (Odunlade 2012). “Employees often think of empowerment in terms of self-

empowerment. They lose sight of the fact that team work and cooperation depend on each 

element in the system working in concert with every other element” (Landes, 1994, p.116). 

Rothstein support that empowerment is “an act of building, developing, and increasing power 

through cooperating, sharing, and working together” (Rothstein, 1995, p.21). In other words 

Dahou and Hacini  (2018)support that empowerment means managing organizations by 
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collaboration where workers have a voice. Karim and Rehman (2012) observe that employee 

empowerment can be seen in cases where employees share information and are willing to use 

their intellectual capacities to work with others.  

It is strategically important for an organization or a government to have satisfied employees from 

the empowerment practices that the organization follows in order to decrease the turnover of the 

employees and increase the productivity (Hanaysha and Tahir 2016). In cases where competition 

is high, retaining employees and getting the best out of them is essential to get an advantage or 

to remain competitive in a market (Sahoo, Behera and Tripathy 2010). It is especially important 

to do this in markets that are changing quickly (Khan et al. 2014). 

According to Huta and The (2018), empowerment of teachers is a key element in education. But 

in order to achieve empowerment that could happen only if conditions result in the perception of 

psychological empowerment among employees. 

In order to make employees more willing to accept changes, to be more innovative and not afraid 

to try something new, psychological empowerment is the key. Also, psychological 

empowerment influence employees’ commitment and performance (Mangundjaya, and Mufidah 

2018 ). Studies have shown that not only empowerment is key in increasing commitment of 

employees, but their efficiency has increased as well as a result of better psychological conditions 

(Ngang and Keow 2012).Short and Johnson (2003) support that incorporating strategies to 

improve teacher empowerment has become a contemporary trend in education to improve school 

performance. Investment in the professional development of teachers contributes to higher levels 

of excellence in schools (Gore et al. 2017; McKinsey Report 2007). 

Nowadays schools are very complex organizations to be managed, but when all stakeholders 

(Ministry of Education and culture, teachers, managerial staff of the school) actively participate 

to achieve the goals and objectives can be successful. Hawkins and James (2018) suggest, that 

we should be able to view schools not only as complex, but as evolving and loosely linking 

systems. This means that a viariety of functions within schools are complex organisms 

themselves, which the school management practices are needed to link between the different 

functions. Such linking practices are practices of empowerment which give more responsibility 

and allow for employees to make autonomous decisions and take initiatives. James et al. (2013) 

claim that due to this predicament, empowerment needs to include boundary work; workj that 

relates the different operations within schools. Enabling experiences in an environment 
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conducive for autonomy, choice, control and responsibility and also, affording individuals 

opportunities to demonstrate existing competencies and to acquire and hone new competencies 

to enhance the overall organization. 

If teachers want to implement the vision of their schools must be closely involved with students 

in order to be more empowered. Also, participate in shared decision making from the 

management (Amundsen and Martinsen 2014; Bryke & Schneider, 2002; Karsten, Voncken & 

Voorhuis, 2000). According to Avdor, Reingold, and Kfir (2010), empowered teachers 

experience feelings of competence, motivation and commitment; they are capable of properly 

dealing with decision-making and professional problems within the world of the classroom and 

the school and they succeed in implementing skills acquired during their extended process of 

development and growth. 

2.3 Job Satisfaction and Employee empowerment practices  

The most widely accepted explanation of job satisfaction was presented by Locke (1976) 

who defined job satisfaction as “a pleasurable or positive emotional state resulting from the 

appraisal of one’s job or experiences” (Locke, 1975, p.1304). Holland at al. (2011)) mention that 

the simplest understanding to what job satisfaction can be is to state an interest in her own work. 

This means that on many occasions it is positive feeling or attitude to work (Tabarsa and Nazarri 

2016). Yousef (2017) claims that there are several factos affecting the positive attitude to work, 

which can be summed up as feelings emerging from being physically healthy, organizational and 

social environment as well as compensation and benefits. According to Wen et al. (2019), there 

are a lot of points of empowerment practices that an organization or the public sector can manage 

to increase the satisfaction of employees in the workplace such as: 

Organization’s Policies: Policies that are clearly stated to the employees of the organization, fair 

and equally applied to all employees of the organization. Those will decrease a lot of 

dissatisfaction. In addition fairness and clarity are very important and can improve employee’s 

attitude in the workplace. Fairness and equality can be verified as indirect empowerment 

practices.  

Salary and Benefits: If salaries and benefits to the organization are comparable to other 

organizations this will help raise satisfaction. On the other side if the organizations wish to 

produce a competitive product or service they should offer competitive salaries and benefits in 

order to introduce competitive staff too. 
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Interpersonal and social relations: if there is a sense of a team work in the workplace and 

employees are allowed to develop a social aspect in their work this will increase the satisfaction 

(Ilies et al. 2018). Furthermore team work will benefit the whole organization and this is the 

reason why is so important aspect of organization productivity and success. 

Working conditions: Organization must be sure that facilities and equipment should be in a very 

good condition in order to make sure that employees have adequate personal workplace and that 

could decrease the dissatisfaction (Bason 2018). 

Achievement: The managerial staff in an organization should put employees in the right position 

according to their talents and academic qualifications in order to utilize those talents and 

qualifications (Lu et al. 2012). Employees will be more satisfied and in addition more productive 

because they will be working on what they know to do better. When employees are in the proper 

role and feel a sense of achievement and challenge, their talents and qualifications will be in line 

with the goals best suited for them. 

Recognition: When the employee’s job is acknowledged as well done this can increase the 

likelihood of employee satisfaction (Ward 2019). Also it can be mansion that when employees 

have positive and constructive feedback will make them work in the right direction and 

correcting possible mistakes. 

Autonomy: one way to raise satisfaction is to give more autonomy and freedom to employees 

about their work. When individuals know that they are responsible for the outcome this will 

make them more satisfied about their job and more responsible too. According to Lim (2010) 

managerial interventions that provide more autonomy and feedback may increase job satisfaction 

by making job more meaningful and intrinsically satisfying.  

Advancement: when managerial staff allows employees who show high performance and 

loyalty, space to advance will help ensure satisfaction. 

Job security: this is a very important empowerment practice for employees especially in times of 

economy uncertainty, to feel that their job is secure. In Cyprus, this is happening mostly in public 

sector for some employees who are in the job without have the fear of fair.    
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Work-life Balance Practices: In times where the average household is changing it is becoming 

more important for an employer to recognize the delicate balancing act that its employees 

perform between their personal life and work life (Jantzer, Anderson and Kuehl 2018). Here it 

would be great example to mention about Cyprus public sector. In Cyprus women after maternity 

leave, after their return to work they are allowed to leave one hour earlier or become one hour 

later to their jobs for the needs of their baby until the ninth month.  

Some other studies show that verbal rewards have effect on intrinsic motivation and other 

employee attitudes. Positive feedback is positively related to intrinsic motivation and interest in 

a task (Kuvaas et al. 2017; Cameron & Pierce, 1994; Deci & Ryan, 1985). Furthermore, the 

process of goal setting provides a rationale for behavior making it more meaningful (Matsuo, 

Arai and Matsuo 2019; Deci, Eghrari, Patric & Leone, 1994) and thus more likely to be integrated 

and internalized (Gagne & Deci, 2005). Job satisfaction can directly improve performance by 

improving levels of energy, activity and creativity and by enhancing memory and analytical 

abilities (Extremera et al. 2018; Brief and Weiss 2002; Judge 2001). 

2.4 Productivity and Employee empowerment practices 

The relationship between empowerment practices and productivity tend to be positive. In 

the past decades, many organizations and governments have implemented managerial 

approaches based on employee empowerment, expecting that these will increase employee 

productivity and innovation (Demircioglu 2018; Lawler, 1986; Wellins et al., 1991). 

According to Bowen and Lawler (1992, 1995) when employees are empowered this provides 

them with the flexibility to adapt, to unforeseen circumstances, improve the quality of 

interactions with service recipients and make more productive use of their time (Langbein 2000). 

Furthermore, Naqshbandi, Tabche and Choudhary (2019observe that empowerment enhances 

the technical knowledge and capabilities, enabling them to perform tasks more effectively that’s 

means that employees should be more productive too. A lot of studies show that setting goals, 

especially a little bit difficult or even challenge, but also specific ones, results in increased effort 

and persistence in the face of setbacks (Potnuru, Sahoo and Sharma 2019; Latham and Locke 

1991; Locke and Latham 1990). 

As McKinsey, (2007) said: “Investment in the professional development of teachers contributes 

to higher level of excellence in schools.”Training and development promotes feelings of 
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competence by enabling individuals to acquire technical and tacit knowledge, learn and develop 

work related skills, and achieving mastery over behavior essential to task performance. Training 

and development make employees more confident about their duties. 

2.5 Innovativeness and Employee empowerment practices 

In the late 90s, Simon (1997) suggested that the competitive environment made 

innovation one of the most important aspects that an organization could develop to adapt in order 

to survive.  More than ever now, innovation has become a stable in organizations, especially in 

small to medium size enterprises. If they are to succeed and survive in their markets, they need 

to internatize innovative practices which will allow them to absorb pressures and create 

opportunities to take advantage of (Cenc, Dayan and Cenc 2019).  

Bowen and Lawler support that there is a very strong relationship between employee’s 

empowerment practices and innovativeness.  According to Spreitzer (1995a, b) psychologically 

empowered employees see themselves as competent and able to influence their jobs and the 

environment that they are working in a meaningful way, they are more likely to proactively 

execute their job responsibilities and innovate in their job. Dedahanov, Bozorov and Sung (2019) 

state that in order for organizations to utilize the innovative behavior of their employees, they 

need to move beyond paternalistic leadership style towards an empowering one. In this way, 

moving away from a negative and authoritarian leadership style can give the creative freedom 

and motivation to employees to engage in behaviours that lead to innovation. 

Training and development is an important aspect of innovation too. As employees learn about 

new techniques and introduce new ideas and those ideas are applied successfully to the 

organization. In addition, training and development improve an employees’ ability to diagnose 

and solve technical problems (Armstrong and Landers 2018; Damanpour 1991; Hurley and Hult 

1998; Katz and Tushman 1981) also increasing the odds that innovative proposals will be 

designed and implemented successfully (Rhee et al. 2017). Also, granting directions to 

employees is very important for initiation of innovation because it provides autonomy to act in 

new and creative ways that depart from standard procedures (Unterrainer, Jeppesen, & 

Jønsson2017). 

A lot of governments like United States, Australia and United Kingdom adapt innovation 

perspectives as a way to improve public sector performance and productivity (Australian 

National Audit office 2009; Bartos 2003; Breul and Komensky 2008; Gore 1993; Ketl 2005; O’ 
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Flynn 2007; Pollitt and Bouckaert 2004). Governments realize the importance of innovations 

and try to develop separate appraisal and reward systems that operate parallel to annual 

performance appraisal and merit pay systems in order to evaluate the efficacy on innovative ideas 

and reward employees for introducing and developing them (Fernandez and Pitts 2011). In 

conclusion, innovation should affect positively in the long term the organization but marginal or 

even negatively in the short term until new processes can be learned and adapted (Fernandez and 

Rainey 2006).    

2.6 What is the role of managerial staff according the empowering practices? 

The success or failure of employee empowerment practices depends on the ability of 

managers to reconcile the potential loss of control inherent in empowerment practices with the 

need for goal congruence (Mills & Ungson, 2003). A head minister in a school fills multiple 

roles. Although they have managerial and administrative duties they must decide how to position 

themselves in relation to teachers. This is very important decision because over time, teachers 

begin to approach managerial staff for very simple questions or even tasks, which they should 

take a decision by themselves, but instead they turn to managerial staff in the school. That’s 

means that according the way that managers approach teachers or even speak to them, they 

mainly disempowered them.  

Some researchers such as Lawler (1986) support that empowerment occur when organizations 

implement high-involvement managerial systems. So he suggests that by delegating larger 

decision-making power to first line employees, by providing appropriate training for them, 

giving them access to relevant strategic information and rewarding employees for accomplishing 

outcomes. Whatever these outcomes are. In this specific research the outcomes include school 

performance, student efficiency, student’s results in exams. Furthermore, Heather Wall and 

Michelle Palmer in their article argue that the role of a coach, or otherwise a good leader in a 

school should be to empower teachers in order to take charge of their classroom decisions rather 

than a quasi-administrative or enforcement position within the school.  

Due to political and governmental pressure, oversight have come heightened accountability 

measures, mandated curricula, and increasing numbers of assessments to be analyzed, graphed 

and reported. Many teachers, most of the times feel that they have less decision-making power 

or even none in their classrooms, than ever before and usually must follow narrow, scripted 
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programs rather than designing high quality instruction themselves or even introduce innovative 

ideas in their teaching way. (Brown, 2012; Markhow, Macia, & Lee, 2012; Troman, 2000).  

School managerial staff needs to create an effective leadership role in their organization. As we 

realize from several studies, employees must be empowered in order to increase the job 

satisfaction, innovativeness and the productivity. But it is very important to have empowered 

leaders or managers or who will play a vital role to the empowerment of employees. According 

to Short and Greer (1997) schools with empowered leaders are more likely to deliver their service 

beyond what is expected relative to disempowered or low empowered colleagues. Ultimately the 

school as an organization would aim to attain and operate as an empowering entity. 

Arnold (2000) suggested that participative decision making, leading by example, coaching, 

informing and interacting positively with the team could be effective supervisor’s empowering 

management practices. Such managerial practices would lead employees to see more value in 

their personal contributions (meaning), to develop an increased self-efficacy to perform and 

extend their work role (competence), to perceive more opportunity to make choices regarding 

different facets of their job (self-determination), and to feel that they can really make a difference 

in their work environment (impact). Also, Deussen, Coskie, Robinson and Autio (2007) support 

that coaches may be pressured to operate as an enforcement arm of the administration, or in the 

case of Cyprus of the Ministry of Education and Culture, and spend a majority of their time in 

tasks unrelated to coaching.   
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3. Methodology 

3.1. Introduction 

The aim of this study is to analyze the employee empowerment practices in public schools 

in Cyprus and how those affect the job satisfaction of teachers, the innovation – if they can adapt 

an innovative position in education – the productivity and the performance of teachers and lastly 

the role of managerial staff in public schools and how this affect all the above aspects. Chapter 

3 presents the research methodology, the research design, the data collection techniques, the 

sampling technique, and the analysis of the data. 

3.2. Research approach 

Any kind of research study has to follow a certain research approach method in order to 

investigate its problem. In that respect, for the needs of the current study the researcher has to 

choose between the quantitative and qualitative research method approach or a combination. 

According to Salkind (2006), the quantitative methodology, seeks to identify existing truths by 

isolating the significant variables and controlling for contaminating factors, where the qualitative 

methodology (the grounded theory), explains the issues of qualitative research; the search for 

meaning, the inclusion of environmental factors, the depth analysis and the treatment of 

participants as subjects. The quantitative techniques assess existing data while it makes use of 

questionnaires and tests. Respectively the qualitative methods recruit interviews, observations 

and focus on group work (Wiersma, 2000). 

For the present study the most appropriate research method is considered to be the quantitative 

research. Through this method the needed information were obtained by asking participants to 

answer specific questions through a relevant questionnaire prepared for that purpose (Appendix 

A). The questionnaire is considered as the most notably type of survey. It is characterized as a 

descriptive research technique and it has to do with the public opinion. Through a questionnaire 

the researcher obtains responses from people of a wide geographical area in Cyprus by asking 

questions to gather opinions or knowledge rather than observing their behaviour (Ragavb and 

Arisha 2018; Wiersma, 2000). 

In order to enhance the validity of my findings, and to prevent any irrelevant material, (before 

the formal execution of my research) I pilot tested my questionnaire as (Brayman and Bell 2003) 

support, as a preventing step. For that reason, I asked the consultation or the opinion of some 

experts in the field concerning the above, protecting my research form any undesirable fact. In 

addition, a feedback was derived on whether certain items or questions contained in the 
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questionnaire should be rephrased, added or removed. Based on the feedback received from the 

first pilot study, the questionnaire revised accordingly.  

3.3. Research methods - The questionnaire 

3.3.1. Primary Data 

According to Maurice (2006), primary data are collected first hand by the researcher for 

further analysis in order to find solutions to the problem being investigated. Data are collected 

for research so they can compensate the limitation of secondary data which in most cases are too 

generic to have direct application to the problem being researched. Furthermore, Maurice (2006) 

mentions that primary data can be collected by two types of data collection techniques. The one 

is the qualitative research such as focus groups and in-depth interviews, and the other one is the 

quantitative research such as a survey.  

Quantitative research, according to Malhotra et al. (2003, p.132), is a research technique that 

seeks to quantify data and apply some form of statistical analysis. In addition, this technique 

“provides precise numerical measurement and information of trends or behavioral patterns” 

(Mariampolski 2001). The above is consisted the main reasons for the utilization of this 

technique in this study. However, further reasons which supported the selection of this technique 

is that a quantitative approach enables the collection of high quantity of data in short period of 

time and is suitable for generalization.  

3.3.2. Questionnaires 

A good questionnaire is very important to the researcher as this helps in drawing 

conclusions. Therefore, the questionnaire was carefully designed and since few people enjoy 

filling and answering questions, long and complicated questions were avoided. Furthermore, in 

order to ensure that the respondents were able to make quick decisions and that the information 

were easily processed, all the questions were closed. This made the “tabulation and analysis 

easier and more straightforward” (Ghauri and Gronhaug 2002). 

The technique utilized in this study is a structured questionnaire for the collection of primary 

data. As a primary thought, my questionnaire will consist with a certain number of questions 

adequate to answer the research questions, avoiding double barrel question. The questionnaire 

design consisted of three different types of Sections, split into two pages, intended to gather 

information which support the objective of this study. All questions were close ended. The first 

section of the questionnaire has 16 questions and uses the frequency scale (not at all, somewhat, 

moderately, a lot, very much), the second section has 8 questions and uses the same scale as in 
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the previous part (not at all, somewhat, moderately, a lot, very much), the third section has 8 

questions and uses the scale (strongly disagree, disagree, uncertain, agree, strongly agree), also 

there are 2 more questions with different scales and finally there are 5 personal data questions in 

other words demographic questions. For the reliability and validity of the synthetic scales, I use 

Cronach’s Alpha reliability score within the software SPSS as one the important instrument of 

the statistic’s method today. 

3.4. Sample size and sampling techniques 

Another critical and important issue of the process is the selection of the proper sample 

size that should be big enough to help answer my research question accurately, but not so big 

that the process of sampling becomes uneconomical and inefficient (Salkind, 2006). The sample 

of the present research is 106 teachers who work in public schools in Nicosia. Participants were 

selected in a non-probability sampling technique that is quota sapling. The sampling technique 

was non-probability sampling, the quota sampling. I selected people from my work environment 

and also from other high schools and lyceums in Nicosia until I completed an adequate number 

of males and females teachers and from various age groups. 

3.5. Procedures 

To collect the data I gave the questionnaires to people within my work environment (due 

to the fact that I am working in a high school). I gave the questionnaire and I allow adequate time 

to respondents to answer the questionnaire and all respondents returned the questionnaire within 

1-7 days to me or even at the same day. I gave 130 questionnaires and I received 106.  

3.6. Reliability and Validity  

Before the data collection, the concept of objectivity must not be left out. Objectivity can 

be split out into two elements: Reliability and Validity. Whatever procedure of collecting data is 

used it must be assessed the extents of its reliability and validity. For this purpose, a pilot test 

was conducted. The questionnaire was sent to 8 participants who completed the questionnaire 

and made comments on its content. 

3.6.1. Reliability 

Reliability of a measure “indicates the extent to which your data collection techniques or 

analysis procedures will yield consistent findings” (Saunders et al, 2009). However, it cannot be 

argued that there is no survey or test that is perfectly reliable, but some are clearly more reliable 

than others.  Based on the reliability test of the pilot study that was performed with the use of 
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SPSS, it was identified that the Cronbach’s Alpha Coefficient was over 0,7 (Cronbach's Alpha 

=,707) and therefore the questionnaire developed for this research yields reliable findings (for 

the reliability of each variable for the final data see Table 3). 

3.6.2. Validity 

Validity involves ensuring confidence to the readers and researchers about the 

instruments used and is mostly used to “measure the appropriate sampling of the content domain 

of items in a questionnaire” (Yaghmale, 2003, p.25). 

In addition to the pilot test mentioned above, a review of the questionnaire was made to verify 

the following: 

• Is the measuring what it intended to measure   

• Does it represent the content? 

• Is it appropriate for the sample/population? 

• Is the questionnaire comprehensive enough to collect all the information needed to 

address the purpose and goals of the study? 

• Does the instrument look like a questionnaire? 

Based the above tests, appropriate changes were made to the questionnaire before this was sent 

to the survey sample.  

3.7. Ethical considerations 

In order to ensure that participants voluntarily participated in the research, a cover note 

was attached to the front of the questionnaire in order to explain to the participants the purposes 

of the research.  According to Cohen, Manion and Morisson (2000), it is very important that the 

participants have the option to refuse to participate in the study and the researcher has to provide 

this option.  Wiersma (2000), states that “participation of human being as subjects in research 

must be voluntary” (p. 419).  It is important for the researcher to truthfully inform the respondents 

about the research.  It is also important to assure the subjects about the confidentiality of their 

responses Cohen et al. Privacy of participants is also a concern of the researcher and to ensure 

their privacy is guaranteed. This is the reason few personal characteristics questions were on the 

questionnaire. Anonymity was also another concern for the researcher, as the essence of a 

questionnaire, as a research tool, is that it is in the hands of the respondent, and is completed by 

him or her (Wiersma).  
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3.8. Statistical Analyses 

For the data analyses the Statistical Package for the Social Science (SPSS) Version 22.0 

was employed, since it is the most popular used computer program for statistical analysis in 

social sciences. The SPSS is a comprehensive integrated software package for statistical data 

analysis. This program provides the user with the potential to store data, perform transformations 

and analyses while producing charts and graphs of the results, which can be saved independently. 

Furthermore, the user can enter data by using a spreadsheet while they are displayed in a separate 

output window. In addition, the program has the facility to copy the output tables to a word 

processing application for inclusion in papers.  

The statistical methods that were used for the analysis of the questionnaires were the descriptive 

statistics, which included frequencies, means and standard deviation as an initial step to examine 

the data. Cross tabulation along with Chi-square testing was used in order to examine differences 

between male and female participants. In addition, correlation and regression analysis were used 

to examine the relationship between various measures, for example the consumer behavior with 

their brand personality.  

The questions were grouped into new synthetic variables based on factor analysis (see 

appendices) Reliability analysis was performed with Cronbach’s Alpha within SPSS. Seven 

synthetic variables were created (Table 2). 
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Table 2 New synthetic variables based on factor analysis 

Factors No. Items 
Cronbach’s 

Alpha 
Means 

Standard 

Deviations 

School issues that affect 

satisfaction and 

producivity 

6 0.873 3.06 0.763 

Satisfaction with payment 

benefits 
5 0.867 3.32 0.870 

Productivity according 

autonomy, recognition, 

job security 

4 0.794 3.43 0.891 

Production affected by 

team work 
4 0.788 3.36 0.824 

Satisfaction due to 

incentives, promotions, 

achievments 

4 0.808 3.00 0.783 

Satisfaction due to 

policies, working 

conditions, recognition, 

school structure, 

interpersonal and social 

relations 

5 0.824 3.15 0.797 

Medical benefits 4 0.760 2.99 0.933 

N=106 
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4. Results – Data Analysis 

4. Questionnaire Analysis  

 As mentioned in Chapter 3, questionnaires were developed and utilized for the collection 

of the required data. Although technology assisted on the delivery and collection of the 

questionnaires, the available time and means have limited the responses received. An amount of 

130 questionnaires was obtained. However, only 109 of the respondents were willing to answer 

the questionnaire. In addition, through a completeness analysis, it was identified that three 

questionnaires were not valid; they were not correctly answered and were excluded from the 

sample. Therefore, the sample obtained and submitted for analysis was equal to 106. 

The objective of the initial analysis performed, was to verify that the sample is representative to 

the population and to identify the relevant sample – teachers - attributes in terms of age, gender, 

educational level, position in schools and years of employment in public schools in Cyprus.  

Based on the information received, it was noted that the respondents of the questionnaire 

consisted of 37 men and 69 women.  According the demographics data it was identified that the 

questionnaires were completed by people from all ages; the majority of the respondents were 

between 41 and 55 years old. 39 Teachers below 40 years old answered the questionnaire, 55 

teachers answered it in ages between 41-55 and finally, just 12 teaches answered in ages 56 and 

above.  

With regards to the respondents about the educational level of teachers show that 42.5% have 

bachelor degree and 57.5% have master degree. Also according their position in public schools 

only 6 have a managerial position among 106 respondents, the rest of them are teachers. 

Moreover, the research shows that teachers are working in public schools from 2.5 years until 

30 years. Knowledge of the above attributes enabled the verification that the sample obtained 

was representative of the population.  

In the following lines it will be analyzed question by question the frequencies but also there will 

be a regression analysis and correlations. For that analysis some questions were chosen which 

their results were more interested. Furthermore it will be good to mention that the questionnaire 

divided in 5 sections so we have 5 factors to analyze. It will follow 5 operation definitions for 

the 5 factors in each section. 
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4.1  Empowering Practices and Satisfaction 

4.1.1 Data Analysis of the Questions 1-8 

In the following lines it will be analyzed a number of aspects that affect the satisfaction became 

from the empowering practices to teachers. 

Are you satisfied with the following empowerment practices? 

• Salary 

• Incentives 

• Promotions 

• Medical insurance 

• Paid time off 

• Retirement pension 

• Retirement lump sum 

• Educational benefits 

Operational definition: in this section the variable empowerment practices and satisfaction 

measures how a number of empowerment practices (are mentioned one by one above) affect the 

satisfaction of teachers and in which level. From this variable we will realize the most important 

factors that teachers feel that affect their satisfaction. The satisfaction according the 

empowerment practices was measured with eight questions. One example of those questions is 

“Are you satisfied with your salary?” As shown in Table 3. the mean of this variable is 3.11 from 

a scale from 1 to 5 in which 1 is not at all and 5 is very much. These means shows that the results 

are above the average, so it is important for teachers the empowerment practices for their 

satisfaction. The correlation between those two practices – empowerment practises and general 

satisfaction of teachers -  is 0.441. The correlation is positive and statistically significant which 

indicate the more teachers are satisfied with empowerment practises the more their general 

satisfaction with their job is. These results are very interesting results for the management of the 

school and generally for the Ministry of Education and Culture in order to emphasise in those 

empowerment practices. Moreover, hopefully the most satisfied teachers will be the more 

productive they will become.  
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Table 3 Are you satisfied with: Salary/ Retirement Pension/ Retirement Lump Sum? 

 

Salary Retirement Pension Retirement   Lump Sum 

Frequency Percent Frequency Percent Frequency Percent 

 Not at all 4 3.8 7 6.6 6 5.7 

Somewhat 13 12.3 8 7.5 17 16.0 

Moderately 22 20.8 39 36.8 37 34.9 

A lot 54 50.9 42 39.6 34 32.1 

Very much 13 12.3 10 9.4 12 11.3 

Total 106 100.0 106 100.0 106 100.0 

 In the above group of questions, teachers should answer in a scale from 1 to 5. In which, 

1 is not at all and 5 very much. It is high importance to measure and analyse the satisfaction of 

employees according the empowerment practices. In the tables below we can observe how 

respondents answer those questions and have same conclusions about the satisfaction that they 

have from the empowerment practices they gain from their job. We can also recognize which 

empowerment practice is the most important for them and indeed which is not so important.  

The most important results of those tables are analysing in the following lines.  In the question 

asking teachers how satisfied are with their salary, a percentage of 50.9% answer that they are a 

lot satisfied, also 44.3% support that they don’t have a lot of incentives to be satisfied about their 

job. Another 35.8% answer that they are not satisfied or satisfied with the promotion system in 

public schools but one other 21.7% answer that they are a lot satisfied with it. Teachers are 

mostly dissatisfied with the medical insurance with the biggest percentage is around the not at 

all or somewhat satisfied eras. But on the opposite site a 37.7 % are a lot satisfied with their paid 

time off. They are also a lot of satisfied with the retirement pension with a percentage of 39.6% 

and even more satisfied with the retirement lump sum. On the other hand teacher does not feel 

satisfied or dissatisfied with the educational benefits they gain from their job.  
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4.1.2 Direct Financial Empowering Practices - Satisfaction 

Firstly, some of the above empowering practices will be grouped and analyzed together because 

they have a financial nature. Those aspects are salary, retirement pension and retirement lump 

sum. 

As we can realize from the results the empowerment practice that is the most important is the 

salary, and that is happening because is a measurable practice and direct to employees, they earn 

it every month as a reward. As a lot of researchers support, salary and other financial rewards 

like retirement pension and retirement lump sum can be used effectively in order to increase the 

motivation of employees, the performance and the overall job satisfaction in their workplace. As 

Alonso & Lewis, 2001 said, even among public employees monetary rewards appear to be 

significantly valued. And this we can recognize from the results of this research. We can clearly 

recognize that almost 40% of teachers believe that is very important the benefit of retirement 

pension because most of employees believes that people should have a budget or even a salary 

(pension) after the retirement. Exactly because of that 71 teachers out of 106 answer moderately 

and a lot satisfied with the retirement lump sum, which is a benefit that only the employees in 

public sector have in Cyprus.  

4.1.3 Non-Financial Empowering Practises - Satisfaction 

The second group of questions will be analyzed in the following lines that is not financial 

benefits, but are mostly affect the nature of the job are shown below.   

Table 4 Are you satisfied with: Educational Benefits/ Incentives/ Promotions ? 

 

Educational Benefits Incentives Promotions 

Frequency Percent Frequency Percent Frequency Percent 

 Not at all 12 11.3 8 7.5 19 17.9 

Somewhat 17 16.0 24 22.6 20 18.9 

Moderately 44 41.5 47 44.3 38 35.8 

A lot 30 28.3 24 22.6 23 21.7 

Very much 3 2.8 3 2.8 6 5.7 

Total 106 100.0 106 100.0 106 100.0 



Page 30 of 89 

 

Furthermore, as we can see from the results of the above tables, educational benefits are 

somehow important for teachers due to their professional. This is because they have to learn new 

methods of teaching more advanced and up to date to the new aspects of children’s psychology. 

And also because methods are changing and new programs are introduced from the Ministry of 

Education and Culture and spread to schools teachers must be well educated in order to be able 

to teach the new methods. As mentioned before in the literature review, training and development 

promotes feelings of competence by enabling employees to acquire technical knowledge about 

their job, develop teaching related skills, and achieving mastery over their performance. Training 

and development make employees more confident about their duties and also themselves. 

As we can see incentives is not so high importance to teachers because there do not have the 

benefit of financial incentives or even ethical incentives in order to work harder or be more 

productive, or effective. As it mentioned in the literature review, employees should be motivated 

in order to be more effective and productive if they are not, or if they do not have incentives to 

work hard, they just simply do their job. Nothing more.   

4.1.4 Indirect Financial Empowering Practices - Satisfaction 

The last group of questions for measuring the satisfaction are somewhere between financial 

empowering practices and non-financial empowering practices. Those are Medical insurance and 

paid time off.  The results are shown in the tables below. 

Table 5 Are you satisfied with: Medical Insurance/ Paid Time off ? 

 

Medical Insurance Paid time off 

Frequency Percent Frequency Percent 

 Not at all 27 25.5 16 15.1 

Somewhat 23 21.7 8 7.5 

Moderately 28 26.4 20 18.9 

A lot 19 17.9 40 37.7 

Very much 9 8.5 22 20.8 

Total 106 100.0 106 100.0 
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 Moreover, as we can see from the results medical insurance is not an aspect that teachers 

are satisfied with it. Most probably this is because public hospitals cannot support completely 

the population of the island and as a result there are a lot of overlays with the appointments and 

a lot of waste of time waiting in the hospitals. So a lot of employees that have the opportunity to 

use public hospitals prefer going to private sector in order to be served on time. So this 

empowerment practice most of the time is just a waste. But the benefit of paid time off seems to 

be important for their satisfaction because almost 40% answer a lot. This answer is because all 

employees need time off; no one can work nonstop for a long time not even if he loves what he 

is doing. Especially if the time off is been paid employees are much more satisfied with that.  

In addition to all of the above aspects, according the empowerment practices and how satisfied 

teachers are we can conclude that measurable empowerment practices are very important to 

employees. So government should pay attention to the beliefs of teachers and for example reward 

with bonuses or day offs, or even a combination of both measures the good practices of teachers.   

4.2. Factors that affect Teacher’s Productivity 

4.2.1 Data Analysis of the Questions 9-16 

Operational definition: the variable teacher’s productivity measures the factors that affect the 

productivity of teachers in the workplace and how much each factor affects their productivity. 

We can see how important each factor for their productivity is. The factors are mentioned below 

and are measured in a scale from 1 to 5, not at all to very much.  There are 8 different aspects 

that they were measured to have the results. The mean of this variable is 3.24 and is above the 

average which is 2.5. This shows that the reasons that make them feel productive are count for 

them a lot. For example it is an important factor the recognition of their job and increases their 

productivity. The correlation between the factors that affect teacher’s productivity and teacher’s 

overall satisfaction is 0.397 according table 39. The correlation is absolutely positive and 

statistically significant but not a very strong score, comparing with the other scores. This results 

means that the more important are the reasons that make teachers feel more productive the more 

their overall satisfaction will be. These results must be alert managements of schools in order to 

emphasise more in the factors that make teachers more productive, and develop better school 

environment, recognize and reward the good practices, promote team work in order to have better 

results and support the autonomy of their job.  



Page 32 of 89 

 

In the following lines it will be analyzed the reasons teachers feel productive in their job. The 

question is:  

What are the reasons you feel productive in your job? 

• School environment 

• The benefits you are gaining from your employer 

• Team work 

• Good relationship between the colleagues 

• Recognition of your job 

• Autonomy in the way you are doing your job 

• High level of education of students 

• The fact that your job is secure/permanent 

Including the above questions Part A is finished. In this group of questions, teachers should 

answer in a scale from 1 to 5 also. In which, 1 is not at all and 5 very much as in the previous 

group. It is high importance to find out the reasons that affect the productivity of teachers. We 

can see the results in the tables below in order to realize the importance of the reasons that 

increase the productivity of personnel and focus on that for better results.   

A 41.5% of teachers feel that the school environment makes them feel more productive, but the 

benefits that they are gaining from their employer or the team work in the school are not adding 

more productivity to teachers. Moreover a strong factor that adds productivity to teaching is the 

security of the job. The fact that their job is permanent; there is no chance of fairing them. Also 

another strong factor is the good relationship that they have between their colleagues, a 51.9% 

answer that the good relationship affects a lot the productivity. Furthermore, the autonomy and 

the high level of student’s educations are not so high important factors that affect teacher’s 

productivity. 
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Table 6 Reasons I feel productive in my job: School Environment/ Benefits you are gaining from your 

employer/ Team Work 

 

School Environment 

Benefits you are 

gaining from your 

employeer 

Team Work 

Frequency Percent 
Frequenc

y 
Percent 

Frequenc

y 
Percent 

 Not at all 7 6.6 17 16.0 9 8.5 

Somewhat 15 14.2 21 19.8 12 11.3 

Moderately 28 26.4 31 29.2 38 35.8 

A lot 44 41.5 30 28.3 36 34.0 

Very much 12 11.3 7 6.6 11 10.4 

Total 106 100.0 106 100.0 106 100.0 

 In the above table we can see three aspects that show how teachers answer in the question 

if school environment is a reason that affects their productivity in their work place, the benefits 

that they are gaining from their employer affect their productivity and if the team work affect 

their productivity also. As we can observe by the respondents answer 41.5% a lot. This is because 

the workplace environment is very important aspect for the productivity of every employee. 

Especially for the teachers who are working with children the environment should be happy, 

shiny in order to make children love their school but also teacher can teach them happily also. 

Started from the premises, school’s building and technical support should be new and in a good 

condition to make their job more easy and fulfil their tasks and goals. In condition to that a lot 

of researches recognize the importance of good work environment to achieve better results and 

increase the productivity. 

Moreover, this table show if the productivity of teacher is affected from the benefits that they are 

gaining from their employee – government. As we can see from the findings this is not an 

important aspect. Nowadays in Cyprus there is an economic crisis which affects a lot and limited 

very much the benefits that employees were gaining from their employer. For example, 

government decrease a lot the salaries and also there is a huge gap between new hires and 
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retirements, this cause luck of personnel and as a result employees are working much more than 

before. This entire situation may be the reason why teacher believe that the benefits that they are 

gaining from government are not so important because those benefits the last six years were 

limited. Many researchers support that people are working exactly for the salary and benefits that 

they are gaining from their employer.  

Lastly, in the table below it is shown how serious fact is team work for increasing or decreasing 

the productivity of teachers. Almost 70% of respondents answer that team work is kind of 

important aspect of their job and that because there are a lot of activities in schools that must be 

generated from a group of people, teachers and students together, for example they take place in 

competitions between Cypriot schools or even in European competitions. As mentioned in the 

literature review team work add a feeling of support between colleagues, a feeling of 

understanding and a better way to achieve tasks and goals. As a conclusion, because of the 

findings of this research Ministry of Education and Culture and the management of each school 

must focus and pay attention to team work between teachers and students too in order to increase 

and maximise the educational results. 

Table 7 Reasons I feel productive in my job: Good relationship between colleagues/ Recognition of 

your job/ Autonomy 

 

Good relationship 

between colleagues 
Recognition of your job Autonomy 

Frequency Percent Frequency Percent Frequency Percent 

 Not at all 1 0.9 13 12.3 11 10.4 

Somewhat 7 6.6 17 16.0 15 14.2 

Moderately 18 17.0 33 31.1 26 24.5 

A lot 55 51.9 31 29.2 40 37.7 

Very much 25 23.6 12 11.3 14 13.2 

Total 106 100.0 106 100.0 106 100.0 
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Good relationship between the colleagues is also improving the productivity of teachers 

as we can see from the table below. This factor affects a lot the psychology of employees. 

Because if they feel acceptable and have good time with colleagues, the time that they pass 

through in the workplace is more pleasant so they can be more productive and effective by 

achieving their duties.    

Recognition of our job is high importance, is a great motivation of trying to achieve better results, 

achieve the goals on time, and minimize the errors that may occur. This can be shown from the 

result of this research but also identify by researches of professionals and mentioned in the 

literature review. It is very important for every employee the recognition of his work, even for 

the most selfless they want to be recognized and rewarded for a job well done. It is a part of who 

we are as human beings (www.inc.com). It is a good practice from the management to recognize 

the good practices that each employee use and award them, otherwise you are not only failing to 

motivate them but also missing out the most effective way to reinforce great performance. Even 

if there is not the budget for raises or bonuses, there are lots of low cost ways to provide 

recognition. A word for appreciations for a example is free (www.inc.com).  

Autonomy in the way that workers achieve their job is very important. This can be support from 

the research and the table below. More the half of the teachers that took place in that research 

answer that the autonomy in the way they are doing their job is very important aspect that add to 

their productivity. When personnel have autonomy in the way they achieve their duties, they 

have a feeling trustworthy from the management, and this does not add only to their productivity 

but to their efficiency and in their overall satisfaction. They understand that is not necessary to 

be someone to supervise them all the time because they are doing their job pretty well. 

  

http://www.inc.com/
http://www.inc.com/
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Table 8 Reasons I feel productive in my job: High Level of education of students/ The fact that your 

job is secure/permanent 

 

High Level of education of 

students 

The fact that your job is secure/ 

permanent 

Frequency Percent Frequency Percent 

 Not at all 10 9.4 11 10.4 

Somewhat 26 24.5 3 2.8 

Moderately 41 38.7 23 21.7 

A lot 27 25.5 35 33.0 

Very much 2 1.9 34 32.1 

Total 106 100.0 106 100.0 

The table 8 shows an aspect that seems to be no importance for increasing productivity 

of teachers. This is because the goal of each teacher is to increase the knowledge and the abilities 

of each student regardless his educational level.  

The fact that teacher’s position in public schools is secure and permanent is very high importance 

for them as we can see from the table below.  And the reason is exactly because they do not have 

the fear of been fire.  This increases their productivity because they can concentrate on doing 

their job more interesting, more innovative and attach better results for them and of course for 

children.  

4.3. Satisfaction in the workplace environment 

4.3.1. Data Analysis of the Questions 17-24 

Operational definition: the variable satisfaction with working conditions in the workplace 

environment measures the satisfaction of teachers that become from some factors/conditions in 

the workplace and how much each factor affects the satisfaction of teachers according the 

workplaces and which of those factors is the most important for them. This variable was 

measured by eight questions such as: Are you satisfied with the policies in your job? Are they 

fair and equally applied to all employees? The results for this group of questions according the 

mean are 3.31 which is high score due to the fact that all the aspects that measured for this 
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variable are important for teacher’s satisfaction. The correlation between satisfaction with 

working conditions in your workplace and the overall satisfaction as it appears in the table 39. is 

0.531 which seems to be positive and strong correlation and statistically significant. This 

indicates that the more the working conditions in schools are good the more satisfied teachers 

will be. This is an interesting result because we can see that teachers are satisfied with the 

working conditions but there is a lot of space in order to make working conditions ever better. 

For example, the school structure is working in the way it is but there are things that could be 

done, some changes in order to increase the productivity of teachers too.  

In the following lines it will be analyzed a number of aspects that affect the satisfaction became 

from the workplace environment of teachers.  

How satisfied are you with the following practices in your work place 

• School structure 

• Fair policies – equally applied to all employees 

• Interpersonal and social relations  

• Working conditions  

• Achievements (attendance in competitions, student’s satisfaction) 

• Recognition of your job from the school management 

• Autonomy (the autonomy that management  allow you to take decisions about the way to 

teach) 

• Job security (permanent or temporary employment) 

In the question how satisfied they are from the school structure over 70% answer above the 

average level, but in the question if the policies are fair and they are equally applied to all 

employees 26.4% answer somewhat, 26.4% moderately and 28.3% answer a lot. Teachers are a 

lot satisfied with the interpersonal and social relationships. We can recognize it also from the 

fact that is also a strong factor for their productivity too. Teachers are also a lot satisfied from 

the working conditions in the schools they are working to.  

The next part of questions checks the relationship between some factors and the role of 

management in schools. Teachers believe in a percentage of 45.3% that there is a lot of 
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recognition of their job from the management of the school they are working. Moreover they feel 

that they have a lot of autonomy from the management in the way they are doing their job. 

Table 9 How satisfied are you with: School Structure/ Fair policies – equally applied to all employees/  

Interpersonal and social relations 

 

School Structure 
Fair policies – equally 

applied to all employees 

Interpersonal and social 

relations 

Frequency Percent Frequency Percent Frequency Percent 

 Not at all 7 6.6 13 12.3 1 0.9 

Somewhat 17 16.0 28 26.4 18 17.0 

Moderately 45 42.5 28 26.4 31 29.2 

A lot 34 32.1 30 28.3 49 46.2 

Very much 3 2.8 7 6.6 7 6.6 

Total 106 100.0 106 100.0 106 100.0 

 In Table 9 we can see how satisfied teachers are with the structure of public schools in 

Cyprus. There is a clear hierarchy that separate exactly what each person will do depend to the 

level of hierarchy he/she is. That makes teachers more confident with their duties because they 

do not have the feeling of uncertainty according their duties. A lot of bibliography clarify that 

the hierarchy and exact separation of duties of the personnel increase the satisfaction.  

Moreover in the same table we can observe how respondents answer in the question if they are 

satisfied with the policies of school, if they are fair and if they are equally applied to all teachers 

in the school. There is a separation of almost 25% equally on answers somewhat, moderately 

and a lot. This may happen because this questionnaire was answered by teachers of different 

schools. So may be in one school policies were fair and equally applied to all employees but in 

other school may not happen the same practice.  
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Lastly in that table we can see that teachers are a lot satisfied with the interpersonal and social 

relations in the schools that are working. As we saw in a table above this aspect add a lot to 

teacher’s productivity too.  

Table 10 How satisfied are you with: Working conditions/ Achievements (satisfactions in competitions, 

student’s satisfactions)/ Recognition of your job from the school management 

 

Working Conditions Achievements 
Recognition of your job 

from school management 

Frequency Percent Frequency Percent Frequency Percent 

 Not at all 13 12.3 3 2.8 10 9.4 

Somewhat 17 16.0 11 10.4 15 14.2 

Moderately 33 31.1 34 32.1 25 23.6 

A lot 36 34.0 52 49.1 48 45.3 

Very much 7 6.6 6 5.7 8 7.5 

Total 106 100.0 106 100.0 106 100.0 

According Table 10 which is counting the satisfaction of working conditions and show 

that teachers are quite satisfied from those. Working conditions include good condition in 

premises, the ability to use technology in classes in order to make classes more interesting and 

more understandable from students. We see that teachers are quite satisfied because this research 

took place mostly in new schools that premises are in a very good condition. Also nowadays, 

there is a lot of effort of clean schools, paint walls – are being paint from students with colours 

in order to make them happy and feel comfortable in this place. Moreover, after a research I 

realize that most of the rooms in schools have computers and projectors.  All those aspects 

contain working conditions and make teacher’s job easier.    

Also in the same table we can see if teachers are satisfied with achievements in the school 

environment. Those achievements include student’s satisfactions in competitions, teacher’s 

satisfactions in European programmes. As we see more than 80% of respondents answer above 

the middle level which shows that they are a lot satisfied with this aspects. This is happened 

because there is a lot of pressure to students to take part in competitions, or for example 
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environmental programmes or European programmes. Because of that students gain a lot of 

experiences and their achievements are a lot.  

Lastly in that table, show how satisfied teachers are from the recognition of their job from the 

management of each school. A 45% feel that their job is a lot recognize from the school 

management. As mentioned before and in the literature review the recognition of employee’s job 

is one of the most important aspects. Even a good word or a reward for the good practices from 

the management counts a lot to employees.  

Table 11 How satisfied are you with: Autonomy (the autonomy that management allow you to take 

decisions about the way to teach)/ Job security (permanent or temporary employment) 

 

Autonomy  

Frequency Percent Frequency Percent 

 Not at all 8 7.5 3 2.8 

Somewhat 14 13.2 9 8.5 

Moderately 23 21.7 18 17.0 

A lot 45 42.5 43 40.6 

Very much 16 15.1 33 31.1 

Total 106 100.0 106 100.0 

This table (11) shows how much teachers are satisfied with the autonomy in decision 

taking that management allow them to take during the teaching time. 45 teachers out of 106 

answers a lot which shows that they have a kind of autonomy in the class. Of course there is 

strictly guidance in the way they are doing their job or what exactly they are teaching not only 

from the management of each school but from the Ministry of Education and Culture too.  But 

they have the autonomy to decide the way they are going to teach. For example, by using books 

or technology for teaching a subject.  

The last question of this part is shown in the table above and is asking the satisfaction of the job 

security. As I mentioned above is one reason that increase employee’s productivity and as we 

can observe in this table they are a lot satisfied about that too. And this is exactly because they 

feel safety not losing their job.  
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4.4 Agreement or disagreement on school issues  

4.4.1 Data Analysis of the Questions 25-32 

Operational definition: the variable agreement and disagreement on school issues measures the 

level of agreement or disagreement of teachers in a number of statements that affect their job in 

schools in general – are mentioned below – and the level of agreement or disagreement. For 

example, the relationship between teacher’s way of doing their job and the management of the 

school and if that is effective. Also, measures which aspect of the following is the most important 

for their job.  To measure this variable were asked eight different questions and the mean is 2.99 

almost the average. We can say that it is not such an important for teachers the career 

development in order to be satisfied with their job or productive.  As shown in table 39. the 

correlation between the opportunities in the workplace and overall satisfaction appear to be 

strong, 0.575. This correlation is positive and statistically significant and this indicates that the 

more opportunities teachers have in their workplace the more satisfied will be and in addition 

the more productive will be. Those results are the most interesting among all the others due to 

the fact that we can observe that all the above issues that we measure in this stage are very high 

importance to teachers. If the management of the school promotes team work or an effective 

team work in schools, training opportunities or career developing opportunities thin the 

satisfaction and productivity of teachers will be in a very high level and of course schools will 

be benefited a lot from this, not only in the education results but also to the relationship between 

colleagues and students and to the general environment in the school.  

In the following lines it will be analysed whether teachers agreed or disagreed and in which level 

about some school issues. There are statements about school issues. Please express your 

agreement or disagreement based on the scale.  

• There is an effective team work in the work environment in my school 

• Management of the school promotes team work 

• There are training opportunities in your work 

• There are career developing opportunities in my school 

• School working environment helping me to be productive 

• Our sick policy is fair 

• Our insurance plan is the best among all employees in Cyprus 

• The opportunity to create an innovative behaviour in your work place 
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In the above group of questions, teachers should answer in a scale from 1 to 5. In which, 1 is 

strongly disagree and 5 strongly agree. 

A general analysis of the above questions is that a 53.8% agree with the fact that there is an 

effective team work environment in the school and also the majority of teachers agree that the 

management of the school promotes the team work into the work place. On the other hand, most 

of the teachers that answer the questionnaire believe that there are not training opportunities, or 

even opportunities for career developing. To continue with the sick policy, 31.1% agree that it is 

fair policy but the majority of teachers disagree with the statement that the sick policy is the best 

among all employees in Cyprus. Lastly, more than the half of teachers can create an innovative 

behaviour in the way they are acting their job. In the lines below it will be a further analysis of 

those questions.   

4.4.2 Team Work 

Table 12 There is an effective team work in the work environment in my school/ Management of the 

school promotes team work 

 

There is an effective team 

work in the school 

Management of the school 

promotes team work 

Frequency Percent Frequency Percent 

 Disagree 13 12.3 8 7.5 

Uncertain 31 29.2 17 16.0 

Agree 57 53.8 31 29.2 

Strongly agree 5 4.7 44 41.5 

Total 106 100.0 6 5.7 

 As we saw in the lines above and especially in the literature review, team work is a key 

point for the success of the tasks and goals in any organization, especially for the satisfaction 

and the productivity of each employee. In the following tables we will observe team work from 

a different point of view. We will see if there is an effective team work in schools and if 

management of schools promotes team work. A 53.8% agree with the statement that that team 

work is effective in school environment and another 41.5% also agree that management of the 

school promote the team work. This happens because managerial staff of school recognizes the 
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importance of team work and support the collaboration between colleagues because they can 

gain better results. Moreover, because nowadays there is a promotion of take part in competitions 

they must work in teams.  

4.4.3 Training and career developing  

Table 13 There are training opportunities in your work/ There are career developing opportunities in 

my school 

 

There are training 

opportunities  

There are career developing 

opportunities 

Frequency Percent Frequency Percent 

 Strongly disagree 9 8.5 18 17.0 

Disagree 20 18.9 30 28.3 

Uncertain 39 36.8 36 34.0 

Agree 34 32.1 21 19.8 

Strongly agree 4 3.8 1 0.9 

Total 106 100.0 106 100.0 

In the following two tables it will be analysed if there are training opportunities for teachers and 

also if there are career developing opportunities. Table 13 shows us that a 36.8% of teachers that 

answer this questionnaire are uncertain if there are training opportunities in their work. Almost 

the same percentage is observed in Table 30 too. This happens because most of teachers believe 

that most of the seminars that they take part are not so supportive for their job, or they are not 

gaining a lot from them. Also, many of them support that there are not training opportunities 

because same seminars are repeated each year from the Ministry of Education and Culture or 

from the Pedagogical Institute. It would be better if teachers would attend to seminars that offer 

them knowledge and a skill, for example technological skills in order to help them work better 

and easier by doing lectures more interesting for students too. 

About career developing opportunities, because of the fact that all the promotions are made 

according the years of teacher’s working regardless their performance they believe that there is 

no career developing opportunities. This formula must be change because teacher’s does not 
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have motivation to perform better, or try harder because they already know that whatever it 

happens they will get the promotion in some years of working.   

Table 14 School working environment helping me to be productive 

 Frequency Percent 

 

Strongly disagree 8 7.5 

Disagree 20 18.9 

Uncertain 31 29.2 

Agree 45 42.5 

Strongly agree 2 1.9 

Total 106 100.0 

In the above table (14) teachers answer if the working environment helps them to be more 

productive. A 42.5% agree with this statement and this is because working environment includes 

a lot of aspects of working conditions. As we realize from tables above working conditions, 

working environment make teachers more satisfied and more productive too. The use of 

technology and the approach of it, the premises, the happy environment and a lot more aspects 

that mentioned before are interdependent aspects that affect productivity and satisfaction.   
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4.4.4 Sick Policy 

Table 15 Our sick policy is fair/ Our insurance plan is the best among all employees in Cyprus 

 

Fair sick policy 

Best insurance plan among all 

employees 

Frequency Percent Frequency Percent 

 Strongly disagree 8 7.5 31 29.2 

Disagree 23 21.7 28 26.4 

Uncertain 31 29.2 23 21.7 

Agree 33 31.1 16 15.1 

Strongly agree 11 10.4 8 7.5 

Total 106 100.0 106 100.0 

According the above table (15) respondents were asked to answer about the sick policy 

of their employee (government) and if this insurance plan is the best among all employees in 

Cyprus. In the first table we can see that a 33% agree with the statement that the sick policy is 

fair among all employees. And this is because all employees in public sector have the right to 

have an orange card which allows them the entrance in public hospitals in Cyprus with the normal 

fee that exist. On the other, the second table which shows if that insurance plan is the best among 

all employees in Cyprus a 29% strongly disagree with this statement and another 24% disagree.  

This is very important finding because it shows a huge dissatisfaction about the insurance plan 

of employees in public sector. The reasons that happened this was explained in previous table 

and in the literature review too. Nowadays there are some plans for a new medical system in 

Cyprus that will serve in a better way the population of the island. 
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Table 16 The opportunity to create an innovative behaviour in your work place 

 Frequency Percent 

 Strongly disagree 13 12.3 

Disagree 20 18.9 

Uncertain 43 40.6 

Agree 28 26.4 

Strongly agree 2 1.9 

Total 106 100.0 

In the next lines will be analyzed the opportunity that teachers have to create an 

innovative behaviour in their work place. We realize that a 40% answer uncertain, which is a 

high percentage and this is shows that somehow teachers cannot develop an innovative behaviour 

in school. Or even in the level they wish they could do. More often this happens because all the 

curriculums are become from the Ministry of Education and they are standard, they cannot make 

changes. So in many classes there is not a way of developing innovative actions by doing their 

job.   

Lastly, the following questions are the most important ones because they measure the overall 

satisfaction and the overall productivity of teachers in the schools. A 60% of staff they are quite 

satisfied from their job, and 65% feel quite productive and another 18.9% feel extremely 

productive in their job.  

4.5. Overall Satisfaction 

Operational definition: the variable overall satisfaction measures how much teachers are satisfy 

from their job in general after having in mind all of the above factors which affect the satisfaction 

that were analyzed one by one. The scale that measures this variable is 1 to 5, that 1 is extremely 

dissatisfied and 5 are extremely satisfied. The mean for this question is 3.60, this shows that 

teachers are quite satisfied with their job. Their overall satisfaction with their job is high due to 

the benefits they are gaining and the conditions of that job.  
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Table 17 Please state your overall satisfaction in the school 

 Frequency Percent 

 Extremely dissatisfied 1 .9 

Quite dissatisfied 9 8.5 

Neither satisfied or dissatisfied 28 26.4 

Quite satisfied 61 57.5 

Extremely satisfied 7 6.6 

Total 106 100.0 

4.6. Overall Productivity 

Operational definition: the variable overall productivity measures how much teachers are 

feeling productive in their workplace in general after having in mind all of the above factors 

which affect the productivity that were analyzed one by one. The scale that measures this variable 

is 1 to 5, that 1 is extremely unproductive and 5 is extremely productive. The mean of this 

variable is 3.97 which is the highest score of all variables and shows that teachers feel a lot of 

productive in their job.   

Table 18 Please state how productive you are 

 Frequency Percent 

 Extremely unproductive 1 .9 

Quite unproductive 4 3.8 

Neither unproductive or productive 
12 11.3 

Quite productive 69 65.1 

Extremely productive 20 18.9 

Total 106 100.0 
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4.7. Regression Analysis 

The aim of Regression analysis in this study is to find out the importance of 

empowerment practices and how they affect the dependent variables. This is a model created in 

order to predict the overall satisfaction of teachers among the empowerment practices that they 

gain from their employer. In the regression model below the five synthetic variables (below 

table) name “satisfaction with empowerment practices, the reasons you feel productive in your 

job, satisfaction with working conditions in your work place, opportunities at work place, please 

state how productive you are” function as independent variables while the overall satisfaction 

function as depended variable. Therefore, the aim of this analysis is to examine if and how the 

independent variables predict the depended variable.  

Before the regression analysis we run the correlation of the variable. Table… 

 

Table 19 Regression Analysis. Five predictors model 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.434 .321  4.464 .000 

Correlations 

 

Please state your 

overall satisfaction 

in the school 

Please state how 

productive you are 

Factor1.PosSchEn

v Factor2.SatPaym Factor3.RecAut 

Factor4.ProdTeam

Work Factor5.SatIncent 

Factor6.SatWorkC

ont Factor7.MedBen 

q33 Please state your overall 

satisfaction in the school 

Pearson Correlation          

Sig. (2-tailed)          

N          

q34 Please state how productive 

you are 

Pearson Correlation .480
**
         

Sig. (2-tailed) .000         

N 106         

Factor1.PosSchEnv Pearson Correlation .585
**
 .421

**
        

Sig. (2-tailed) .000 .000        

N 106 106        

Factor2.SatPaym Pearson Correlation .378
**
 .204

*
 .466

**
       

Sig. (2-tailed) .000 .036 .000       

N 106 106 106       

Factor3.RecAut Pearson Correlation .340
**
 .316

**
 .495

**
 .461

**
      

Sig. (2-tailed) .000 .001 .000 .000      

N 106 106 106 106      

Factor4.ProdTeamWork Pearson Correlation .392
**
 .366

**
 .544

**
 .515

**
 .494

**
     

Sig. (2-tailed) .000 .000 .000 .000 .000     

N 106 106 106 106 106     

Factor5.SatIncent Pearson Correlation .413
**
 .322

**
 .589

**
 .663

**
 .488

**
 .488

**
    

Sig. (2-tailed) .000 .001 .000 .000 .000 .000    

N 106 106 106 106 106 106    

Factor6.SatWorkCont Pearson Correlation .504
**
 .319

**
 .625

**
 .467

**
 .477

**
 .606

**
 .610

**
   

Sig. (2-tailed) .000 .001 .000 .000 .000 .000 .000   

N 106 106 106 106 106 106 106   

Factor7.MedBen Pearson Correlation .274
**
 .104 .342

**
 .598

**
 .340

**
 .320

**
 .530

**
 .395

**
  

Sig. (2-tailed) .004 .291 .000 .000 .000 .001 .000 .000  

N 106 106 106 106 106 106 106 106  

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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Factor1.PosSchEnv .435 .114 .428 3.806 .000 

Factor2.SatPaym .095 .108 .106 .878 .382 

Factor3.RecAut -.001 .087 -.001 -.015 .988 

Factor4.ProdTeamWork -.007 .104 -.008 -.072 .943 

Factor5.SatIncent -.036 .124 -.036 -.291 .772 

Factor6.SatWorkCont .209 .116 .214 1.804 .074 

Factor7.MedBen .001 .085 .002 .017 .987 

a. Dependent Variable: Please state your overall satisfaction in the school. R-square = .380. ANOVA: 

F=8.598, sig. =.000 

Dependent Variable: Please state your overall satisfaction in the school.  

The 44% R square of the variables of the dependent variables for the overall satisfaction 

of teachers is explained by the five predictors in the model which is a rather strong model. From 

the Regression Analysis results on the model shown in the table above it appears that the overall 

satisfaction is depend from five predictors. The factor with the higher prediction score is the 

opportunities at workplace with beta (0.319), indeed with a high also contribution to the 

dependent variable is the factor which ask teachers to state how productive they are with beta 

(0.297). Furthermore, the predictor – the reasons you feel productive in your job – has a negative 

beta score (-0.137). From the above table shows that it is statistically important the factor that 

asks teachers how productive they are with significance 0.001. Also, statistically important is the 

factor opportunities to workplace with significance 0.006. These results can contribute with beta 

scores.  

Firstly, from the above results we can conclude that teachers place a lot of emphasis on the 

opportunities that they have in their workplace. This is very understandable due to the fact that 

teachers spend a lot of time and psychological power and effort for their job not only during 

school hours but from home also, so if their workplace is good, fair, well-structured in order to 

promote opportunities to increase their productivity, they can do their job better and be more 

satisfied. Moreover, for teachers is very important to be productive. This attitude of teachers and 

generally of Cyprus employees is because of the culture to be productive in their jobs, to spend 

productive hours in their job, not just working a lot of hours but productive hours.  

According bibliography, a good working environment with high attendance of opportunities into 

that for employees, increases job satisfaction and productivity too (www.inc.com). 

http://www.inc.com/
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Coefficients 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 2.455 .340  7.222 .000 

Factor1.PosSchEnv .262 .121 .272 2.163 .033 

Factor2.SatPaym -.083 .115 -.099 -.728 .469 

Factor3.RecAut .087 .092 .105 .942 .348 

Factor4.ProdTeamWork .169 .110 .190 1.539 .127 

Factor5.SatIncent .139 .132 .148 1.057 .293 

Factor6.SatWorkCont -.021 .122 -.022 -.168 .867 

Factor7.MedBen -.076 .090 -.096 -.843 .401 

a. Dependent Variable: q34 Please state how productive you are R-square = .227. ANOVA: F=4.121, sig. 

=.000 
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5. Conclusion 

5.1. Major Findings 

The major findings of this research after the statistical analysis that have been made, were 

that despite the fact that most of us believe that the salary, as an empowerment practice is the 

most important aspect of all for the employees, indeed it is not. There are a lot of other non-

financial empowerment practices that are much more important than the financial. For example, 

teachers believe that the recognition of their job, the opportunity of acting in teams, good 

working conditions are some of the factors that add to satisfaction of their job and mostly to the 

productivity. Therefore the school should ensure those empowering practices that appear to help 

teachers to be satisfied with the use of technology for example. That will make their job easier 

but also more interesting for students too and as a result the educational level will increase. This 

will add to teacher’s satisfaction by making them trying harder for their students and for the high 

level of education standards.  

Furthermore, as we realize in the analysis above the recognition of teacher’s work is a very 

important aspect. According to Andersen, Boye, & Laursen (2018) even a verbal rewarding or a 

positive feedback could add to the productivity of employees. Management of the school should 

make more effort to that by rewarding good practices. For example they can reward them by 

giving them a day off, or they can announce every month the best teacher of the school according 

of course some criteria. This will make them try even more because they will know that their 

good job will be recognized. Also another aspect that management of schools or even the 

Ministry of Education and culture should emphasis is the work into team. As we conclude from 

the statistical results of the questionnaire by working into teams add to their satisfaction and 

productivity a lot. This can be achieved with introducing new subjects in whom students and 

teachers should collaborate in teams, or collaborations between classes in order to have team 

work.   

Security of teachers’ job appears to be an aspect that would be clarify as an important, meaning 

that there is not a way of losing their job and the autonomy that they have in the way they are 

doing their job is important for them. 

Autonomy brings job satisfaction as employees have the freedom to react in their own way 

(http://work.chrom.com/effects-autonomy-job-satisfaction). Also it is on the outmost factor that 

contributes to their job satisfaction. Moreover, some research studies show that autonomy 

increase motivation and happiness of employees and decreases employee turnover.  

http://work.chrom.com/effects-autonomy-job-satisfaction
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Also this can enhance the productivity of the teachers because employees have the feeling that 

they can choose how to teach by their own, so they have innovative ideas too. Teachers feel more 

creative, they enjoy their job more and it is more interesting for them the job they do. All those 

are become because they create a special kind of motivation called intrinsic motivation 

(www.forbes.com).  

5.2. Implication of the findings 

As it was found that opportunities at work place were of major importance for the 

teachers’ school administration should invest on this issue. Promotion should be fare among all 

the teachers in the educational system following the same criteria for all of them. The Ministry 

of Education works for the moment on a new evaluation system for the teachers and promotion 

plan. According to this system teachers will be hiring to the public schools after achieving high 

score in a row of examinations, including writing test and psychological tests, and not by waiting 

in a huge list people that wait to be hire – and most of the time are hiring after a lot of years or 

even they do not even hire. Avoiding this huge waiting list the Ministry of Education can achieve 

hire very qualified persons, who truly wants to teach, who are up to date with the new methods 

of teaching and can be closer to students because they will be younger. 

Furthermore, promotions will be in a more fair level than before, according teachers educational 

qualifications and achievements and not strictly according on their years of working in the 

schools regardless their qualifications and achievements.  

5.3. Limitations of the study and Recommendations for future research areas 

This is a complicated study and for this reason it has the limitations of its format, meaning 

the thesis format can go a certain length into a subject matter. The sample was 106 teachers, 

which we could say that it is not big sample and very accurate but that research could be used as 

a pilot study for further studies about this subject.  

During this study there were some points that were unfortunately avoided. For example, after a 

teacher’s suggestion in the questionnaire, a question could be added. This question was about 

teacher’s job, if they like what they do, if they love teaching. With this question we could figure 

if they like their job that mean that if the conditions are good teachers could be satisfied and 

furthermore be more productive.  

Also another limitation in that research was the fact that all the questionnaires were given to 

teachers during the examination period and that was the reason that only 106 teachers answer the 

http://www.forbes.com/
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questionnaire. Because a huge number of teachers were very busy with the corrections of papers 

and they did not answer the questionnaire.  

As mentioned before this study could be used as a pilot study for further researches in the era of 

how empowerment practices could be used effectively in order to increase the satisfaction and 

the productivity of teachers.  
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7. Appendix  

EMPLOYEE EMPOWERMENT PRACTISES IN SCHOOLS AND HOW THEY 

AFFECT JOB SATISFACTION, PRODUCTIVITY AND INNOVATION OF 

TEACHERS 

My name is Neta Kalogirou I do this research as a part of my MBA in Human Resource thesis. 

I study the effect of employee empowerment practices in Cypriot schools and how they affect 

job satisfaction, innovation and finally the role of school management. I would appreciate if you 

answer all the following questions. Thank you very much! 

Part A. Are you satisfied with the following empowerment practices? Circle the corresponding 

number based on the scale below. 

1 = Not at all 2 = Somewhat 3 = Moderately 4 = A lot 5 = Very much 

 

1. Salary  1 2 3 4 5 

2. Incentives  1 2 3 4 5 

3. Promotions  1 2 3 4 5 

4. Medical insurance  1 2 3 4 5 

5. Paid time off  1 2 3 4 5 

6. Retirement pension 1 2 3 4 5 

7. Retirement lump sum  1 2 3 4 5 

8. Educational benefits  1 2 3 4 5 

 

What are the reasons you feel productive in your job? Circle the corresponding number based 

on the scale below. 

1 = Not at all 2 = Somewhat 3 = Moderately 4 = A lot 5 = Very 

much 
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9. School environment  1 2 3 4 5 

10. The benefits that you are gaining from your employer  1 2 3 4 5 

11. Team work   1 2 3 4 5 

12. Good relationship between the colleagues   1 2 3 4 5 

13. Recognition of your job  1 2 3 4 5 

14. Autonomy in the way you are doing your job 1 2 3 4 5 

15. High level of education of students  1 2 3 4 5 

16. The fact that your job is secure/permanent  1 2 3 4 5 

 

Parts B. Below there are some statements. Circle the corresponding number based on the scale 

below. 

How satisfied are you with the following practices in your work place 

1 = Not at all 2 = Somewhat 3 = Moderately 4 = A lot 5 = Very 

much 

17. School structure  1 2 3 4 5 

18. Fair policies – equally applied to all employees 1 2 3 4 5 

19. Interpersonal and social relations  1 2 3 4 5 

20. Working conditions  1 2 3 4 5 

21. Achievements (satisfactions in competitions, student’s satisfactions) 1 2 3 4 5 

22. Recognition of your job from the school management   1 2 3 4 5 
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23. Autonomy (the autonomy that management allow you to take decisions about 

the way to teach) 

1 2 3 4 5 

24. Job security (permanent or temporary employment) 1 2 3 4 5 

 

PART C. There are statements about school issues. Please express your agreement or 

disagreement based on the scale. Please circle the respond that best describe your opinion 

1 = Strongly 

disagree 

2 = Disagree 3 = Uncertain  4 = Agree  5= Strongly 

agree 

25. There is an effective team work in the work environment in my school 1 2 3 4 5 

26. Management of the school promotes team work 1 2 3 4 5 

27. There are training opportunities in your work 1 2 3 4 5 

28. There are the career developing opportunities in my school 1 2 3 4 5 

29. School working environment helping me to be productive 1 2 3 4 5 

30. Our sick policy is fair  1 2 3 4 5 

31. Our insurance plan is the best among all employees in Cyprus 1 2 3 4 5 

32. The opportunity to create an innovative behavior in your work place 1 2 3 4 5 

 

33. Please state your overall satisfaction in the school 

1 = Extremely 

dissatisfied 

 

2 = Quite 

dissatisfied 

3 = Neither satisfied or 

dissatisfied 

4 = Quite 

satisfied 

5 =  Extremely 

satisfied 

 

 

 

34. Please state how productive you are  

1 = Extremely 

unproductive 

2 = Quite  

unproductive 

3 = Neither 

unproductive or 

productive 

4 = Quite 

productive 

5 =  Extremely 

productive  
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Personal data:  

Age (Check √) Below 40  

 41-55  

 56 and above  

 

Gender (Check √) Male  

 Female  

 

Educational level (Check √) University graduate  

 Masters’ level Graduate studies  

   

 

Position (Check √) Teacher  

 Managerial   

 

Years of employment in the public school: ______________ 

Frequency Tables 

 

Age 
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Gender 

 Frequency Percent 

 Male 37 34.9 

Female 69 65.1 

Total 106 100.0 

 

Educational level 

 Frequency Percent 

 University graduate 45 42.5 

Masters’ level Graduate 

studies 
61 57.5 

Total 106 100.0 

 

Position 

 Frequency Percent 

 Teacher 100 94.3 

Managerial 6 5.7 

Total 106 100.0 

 

 Frequency Percent 

 Below 40 39 36.8 

41-55 55 51.9 

56 and above 12 11.3 

Total 106 100.0 
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Years of employment in the public school 

 Frequency Percent 

 2.5 1 .9 

4.0 1 .9 

5.0 1 .9 

6.0 5 4.7 

7.0 4 3.8 

8.0 8 7.5 

9.0 2 1.9 

10.0 11 10.4 

11.0 4 3.8 

12.0 5 4.7 

13.0 10 9.4 

14.0 10 9.4 

15.0 8 7.5 

15.3 1 .9 

16.0 5 4.7 

16.2 1 .9 

16.5 1 .9 

16.7 1 .9 

17.0 3 2.8 

17.3 1 .9 

17.5 1 .9 

18.0 1 .9 
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19.0 1 .9 

19.4 1 .9 

20.0 6 5.7 

21.0 1 .9 

22.0 1 .9 

23.0 2 1.9 

23.4 1 .9 

24.0 2 1.9 

25.0 2 1.9 

26.0 2 1.9 

27.0 1 .9 

30.0 1 .9 

Total 106 100.0 

 

 

Table 39. Correlation Analysis 

 

Correlations 

 Satisfaction 

with 

empowerme

nt practices 

The reasons 

you feel 

productive 

in your job 

Satisfaction 

with 

working 

condttions 

in your 

work place 

Opportuni

ties at 

work 

place 

Please state 

your 

overall 

satisfaction 

in the 

school 

Please 

state how 

productiv

e you are 
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Satisfaction 

with 

empowermen

t practices 

Pearson 

Correlat

ion 

1 .594** .648** .632** .441** .258** 

Sig. (2-

tailed) 

 
.000 .000 .000 .000 .008 

N 106 106 106 106 106 106 

The reasons 

you feel 

productive in 

your job 

Pearson 

Correlat

ion 

.594** 1 .727** .607** .397** .385** 

Sig. (2-

tailed) 
.000 

 
.000 .000 .000 .000 

N 106 106 106 106 106 106 

Satisfaction 

with working 

condttions in 

your work 

place 

Pearson 

Correlat

ion 

.648** .727** 1 .699** .531** .372** 

Sig. (2-

tailed) 
.000 .000 

 
.000 .000 .000 

N 106 106 106 106 106 106 

Opportunities 

at work place 

Pearson 

Correlat

ion 

.632** .607** .699** 1 .575** .388** 

Sig. (2-

tailed) 
.000 .000 .000 

 
.000 .000 

N 106 106 106 106 106 106 

Please state 

your overall 

satisfaction in 

the school 

Pearson 

Correlat

ion 

.441** .397** .531** .575** 1 .480** 

Sig. (2-

tailed) 
.000 .000 .000 .000 

 
.000 
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N 106 106 106 106 106 106 

Please state 

how 

productive 

you are 

Pearson 

Correlat

ion 

.258** .385** .372** .388** .480** 1 

Sig. (2-

tailed) 
.008 .000 .000 .000 .000 

 

N 106 106 106 106 106 106 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Regression 

 

Variables Entered/Removeda 

Model Variables 

Entered 

Variables 

Removed 

Method 
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1 

Please state 

how 

productive you 

are , 

Satisfaction 

with 

empowerment 

practices, The 

reasons you 

feel productive 

in your job, 

Opportunities 

at work place, 

Satisfaction 

with working 

condttions in 

your work 

placeb 

. Enter 

a. Dependent Variable: Please state your overall 

satisfaction in the school 

b. All requested variables entered. 

 

 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .662a .438 .410 .597 
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a. Predictors: (Constant), Please state how productive you are , 

Satisfaction with empowerment practices, The reasons you feel 

productive in your job, Opportunities at work place, Satisfaction 

with working condttions in your work place 

 

 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 27.728 5 5.546 15.565 .000b 

Residual 35.630 100 .356   

Total 63.358 105    

a. Dependent Variable: Please state your overall satisfaction in the school 

b. Predictors: (Constant), Please state how productive you are , Satisfaction with 

empowerment practices, The reasons you feel productive in your job, Opportunities at work 

place, Satisfaction with working condttions in your work place 

 

 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) .596 .369  1.613 .110 

Satisfaction with 

empowerment practices 
.084 .099 .089 .842 .402 
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The reasons you feel 

productive in your job 
-.140 .117 -.137 -1.194 .235 

Satisfaction with working 

condttions in your work 

place 

.273 .146 .239 1.867 .065 

Opportunities at work 

place 
.353 .126 .319 2.808 .006 

Please state how 

productive you are 
.313 .088 .297 3.555 .001 

a. Dependent Variable: Please state your overall satisfaction in the school 

GET 

  FILE='C:\Users\User\Documents\koutsoulis\Documents\Consulting\Neta\spss data.sav'. 

DATASET NAME DataSet1 WINDOW=FRONT. 

RELIABILITY 

  /VARIABLES=q1 q2 q3 q4 q5 q6 q7 q8 

  /SCALE('ALL VARIABLES') ALL 

  /MODEL=ALPHA 

  /SUMMARY=TOTAL. 

Reliability 

Scale: ALL VARIABLES 

Case Processing Summary 

 N % 

Cases 

Valid 106 100.0 

Excludeda 0 .0 

Total 106 100.0 
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a. Listwise deletion based on all variables in 

the procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.894 8 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Are you satisfied with: 

Salary 
21.33 35.061 .699 .879 

Are you satisfied with: 

Incentives 
21.98 36.209 .635 .885 

Are you satisfied with: 

Promotions 
22.10 33.999 .664 .882 

Are you satisfied with: 

Medical insurance 
22.26 32.806 .668 .883 

Are you satisfied with: 

Paid time off 
21.47 33.242 .608 .890 

Are you satisfied with: 

Retirement pension 
21.51 34.405 .759 .874 

Are you satisfied with: 

Retirement lump sum 
21.61 33.878 .757 .874 

Are you satisfied with: 

Educational benefits 
21.93 35.186 .668 .882 
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RELIABILITY 

  /VARIABLES=q9 q10 q11 q12 q13 q14 q15 q16 

  /SCALE('ALL VARIABLES') ALL 

  /MODEL=ALPHA 

  /SUMMARY=TOTAL. 

Reliability 

Scale: ALL VARIABLES 

Case Processing Summary 

 N % 

Cases 

Valid 106 100.0 

Excludeda 0 .0 

Total 106 100.0 

a. Listwise deletion based on all variables in 

the procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.799 8 

 

 

Item-Total Statistics 
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 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Reasons I feel productive 

in my job: School 

environment 

23.07 25.300 .532 .772 

Reasons I feel productive 

in my job: The benefits 

that you are gaining from 

your employer 

23.54 24.118 .577 .765 

Reasons I feel productive 

in my job: Team work 
23.17 24.923 .572 .766 

Reasons I feel productive 

in my job: Good 

relationship between the 

colleagues 

22.53 26.709 .527 .776 

Reasons I feel productive 

in my job: Recognition of 

your job 

23.32 22.944 .693 .745 

Reasons I feel productive 

in my job: Autonomy in 

the way you are doing your 

job 

23.14 24.389 .551 .769 

Reasons I feel productive 

in my job: High level of 

education of students 

23.58 26.209 .507 .777 

Reasons I feel productive 

in my job: The fact that 

your job is 

secure/permanent 

22.70 28.251 .183 .829 
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COMPUTE satEmpoRpact=MEAN(q1,q2,q3,q4,q5,q6,q7,q8). 

EXECUTE. 

COMPUTE FeelProductive=MEAN(q9,q10,q11,q12,q13,q14,q15). 

EXECUTE. 

RELIABILITY 

  /VARIABLES=q17 q18 q19 q20 q21 q22 q23 q24 

  /SCALE('ALL VARIABLES') ALL 

  /MODEL=ALPHA 

  /SUMMARY=TOTAL. 

 

Reliability 

Scale: ALL VARIABLES 

Case Processing Summary 

 N % 

Cases 

Valid 106 100.0 

Excludeda 0 .0 

Total 106 100.0 

a. Listwise deletion based on all variables in 

the procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.814 8 
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Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

How satisfied are you 

with: School structure 
23.42 23.085 .631 .780 

How satisfied are you 

with: Fair policies – 

equally applied to all 

employees 

23.60 22.565 .525 .794 

How satisfied are you 

with: Interpersonal and 

social relations 

23.10 24.570 .483 .800 

How satisfied are you 

with: Working conditions 
23.44 21.506 .652 .774 

How satisfied are you 

with: Achievements 

(satisfactions in 

competitions, student’s 

satisfactions) 

23.07 24.958 .448 .804 

How satisfied are you 

with: Recognition of your 

job from the school 

management 

23.24 21.211 .705 .765 
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How satisfied are you 

with: Autonomy (the 

autonomy that 

management allow you to 

take decisions about the 

way to teach) 

23.07 22.958 .492 .799 

How satisfied are you 

with: Job security 

(permanent or temporary 

employment) 

22.62 25.056 .332 .820 

 

COMPUTE SatSchEnv=MEAN(q17,q18,q19,q20,q21,q22,q23,q24). 

EXECUTE. 

RELIABILITY 

  /VARIABLES=q25 q26 q27 q28 q29 q30 q31 q32 

  /SCALE('ALL VARIABLES') ALL 

  /MODEL=ALPHA 

  /SUMMARY=TOTAL. 

Reliability 

Scale: ALL VARIABLES 

Case Processing Summary 

 N % 

Cases 

Valid 106 100.0 

Excludeda 0 .0 

Total 106 100.0 

a. Listwise deletion based on all variables in 

the procedure. 
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Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.835 8 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

There is an effective team 

work in the work 

environment in my school 

20.44 26.344 .604 .815 

Management of the school 

promotes team work 
20.74 24.215 .634 .806 

There are training 

opportunities in your work 
20.92 24.402 .636 .806 

There are the career 

developing opportunities 

in my school 

21.36 23.775 .693 .799 

School working 

environment helping me to 

be productive 

20.83 24.219 .667 .802 

Our sick policy is fair 20.80 25.665 .428 .834 

Our insurance plan is the 

best among all employees 

in Cyprus 

21.50 25.433 .367 .848 
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The opportunity to create 

an innovative behavior in 

your work place 

21.08 24.821 .588 .813 

 

Regression 

[DataSet1] C:\Users\User\Documents\koutsoulis\Documents\Consulting\Neta\spss data.sav 

Variables Entered/Removeda 

Model Variables 

Entered 

Variables 

Removed 

Method 

1 

Please state 

how 

productive you 

are , 

Satisfaction 

with 

empowerment 

practices, The 

reasons you 

feel productive 

in your job, 

Opportunities 

at work place, 

Satisfaction 

with working 

condttions in 

your work 

placeb 

. Enter 

a. Dependent Variable: Please state your overall 

satisfaction in the school 

b. All requested variables entered. 
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Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .662a .438 .410 .597 

a. Predictors: (Constant), Please state how productive you are , 

Satisfaction with empowerment practices, The reasons you feel 

productive in your job, Opportunities at work place, Satisfaction 

with working condttions in your work place 

 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 27.728 5 5.546 15.565 .000b 

Residual 35.630 100 .356   

Total 63.358 105    

a. Dependent Variable: Please state your overall satisfaction in the school 

b. Predictors: (Constant), Please state how productive you are , Satisfaction with 

empowerment practices, The reasons you feel productive in your job, Opportunities at work 

place, Satisfaction with working condttions in your work place 

 

 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 
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B Std. Error Beta 

1 

(Constant) .596 .369  1.613 .110 

Satisfaction with 

empowerment practices 
.084 .099 .089 .842 .402 

The reasons you feel 

productive in your job 
-.140 .117 -.137 -1.194 .235 

Satisfaction with 

working condttions in 

your work place 

.273 .146 .239 1.867 .065 

Opportunities at work 

place 
.353 .126 .319 2.808 .006 

Please state how 

productive you are 
.313 .088 .297 3.555 .001 

a. Dependent Variable: Please state your overall satisfaction in the school 

 


