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ARTICLE INFO  ABSTRACT 
 

This study aims to investigate the possible connections between the vocational education and 
training of the employees of the Rhodes Airport "Diagoras" on a purely aviation subject and the 
degree of compliance or deviation from the corporate procedures. For the purposes of the 
research, the methodology of the quantitative approach was used, in order to measure the 
thoughts, opinions and feelings of the employees. The tool used in this research for the collection 
of the quantitative data was the use of questionnaires to measure the various variables 
(Shaughnessy, Zechmeister, & Zechmeister, 2018). The researchers hope that the conclusions will 
contribute to the optimization of the structure and content of the educational programs that are 
developed in the airport environment as well as to the review of corporate procedures regarding 
the possibility of their unorthodox observance or neglect. The results demonstrate that the 
vocational education and training of the employees is at a high level, the staff recognizes the 
importance of the training and its contribution to the observance of the procedures approved by 
the agencies. There are no tendencies to deviate from the procedures nor any intentions to cover 
up criminal behavior regardless of the hierarchical position of the principal/instigator. However, 
differences can be seen in both research axes regarding the connection between employment and 
the years in the current subject. 
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INTRODUCTION 
 
The question arises whether and to what extent, the level of education 
that employees have and receive in the aviation sector, is a factor in 
pushing them to properly and strictly adhere to the corporate 
procedures of each organization, in which the individuals are 
professionally active. Specifically, the purpose of this paper is to 
investigate the contribution of vocational education and training of 
the employees to the adherence to the corporate procedures at Rhodes 
Airport. For this purpose, the opinions of public and private sector 
workers, permanent and seasonal, office workers and workers, will be 
studied on two main topics. Vocational education, training and a 
series of related components as well as their attitude towards 
compliance with corporate procedures. The importance of 
investigating this issue stems from the purpose and the necessary 
operating conditions of every airport. The purpose consists in the safe 
movement of passengers, cargo and mail, while the necessary 
conditions of the operation of the airport are the faithful application of 
the existing legislation and the relevant procedures by all the 

 
employees involved, who are expected to operate in a properly 
organized and safe work environment. These two main pillars, the 
mission of the airport and the context of work, are surrounded by a 
series of corporate procedures, the correct observance of which leads 
to the correct operation of the organization under study. The deviation 
from the procedures or the manifestation of indiscipline, on the 
contrary, may lead to events, accidents or mishaps with material or 
physical damages or even losses. It is worth noting that the operating 
procedures of airports derive from the respective national legislation, 
which in turn derives from European and international airspace 
regulations. Legislation that is subject to constant changes, 
modifications and revisions according to the data presented each time 
and the evolving conditions. Undeniably, the corresponding 
educational process is, and should be, continuous in order to inform 
all those involved to the extent that it concerns them and in their field 
of employment. So, the importance of vocational education and 
training and their role in aviation becomes clear. 
 
Vocational education and training: A need for training arises when 
the current level of knowledge, skills and attitudes is not consistent 
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with the equivalent resulting from the requirements of the job duties. 
Training is a response to a developing need and arises due to the 
existence or creation of gaps in knowledge or performance. When 
employee performance differs from the requirements of the respective 
job and must be changed to achieve the desired level, then training 
procedures are carried out as a short-term targeted solution (Quilty, 
2003). The necessity of training results both from the aging of 
knowledge and from the rapid developments of the sciences and their 
respective professional applications. Globalization, among other 
things, creates intense competitive rivalries in production and markets 
resulting in increased demands on human resources, able to 
participate in the new economic and work environments (Goulão & 
Fombona, 2012). Vocational education and training increase the 
effectiveness of individuals, work groups and organizations as they 
improve the knowledge, skills and attitudes/behaviors (Aguinis & 
Kraiger, 2009). These results are diffused in the society in which the 
recipients of the education are active. 
 
In regards to the interculturality in a work environment, studies at 
major airports in the United States, the United Kingdom, and 
Australia, where there are staff populations of various ethnicities, 
demonstrate the need to adapt training programs aimed at individuals 
performing driving duties in controlled airport areas. A number of 
incidents at these sites appear to be related to the ethnic diversity of 
the drivers and the training programs provided to them (Cokley & 
Rankin, 2009). In addition, language is a key component in promoting 
safety through communication in aviation. This importance is 
highlighted by the International Civil Aviation Organization which 
stipulates that in the context of radiotelephone communication, the 
English language should be used if the transmitter and the receiver do 
not share a common mother tongue (ICAO, 2010). Determining the 
respective language proficiency requirements of those involved, it 
points out the obligation of those whose English is their mother 
tongue as well as other experts in its use, to undertake and develop 
strategies to promote and improve intercultural communication. In 
addition, it is stated that both pilots and air traffic controllers who 
speak English as their first language play an important role in the 
development of international civil aviation communication security, 
implying that they have a moral obligation to develop language 
awareness and focus on processes that contribute to the understanding 
of the language and to linguistic clarity (ICAO, 2010). 
 
In-house trainings: Adults may participate, in the context of the 
workplace, in a series of planned internal educational activities and 
programs, with the aim of specializing in a subject or field. The 
carriers of the educational programs are private or public and 
respectively the programs are intra-corporate or training programs. It 
should be noted that the mentioned carriers do not have an 
educational object of activity, but these educational activities are 
organized and carried out to improve the level of knowledge, abilities, 
skills, attitudes and perceptions of the employees. Thus, intra-
corporate training is addressed to existing employees, who, through 
their frequent and systematic participation in professional training 
programs, increase their level of education and specialization 
(Krassadaki, Zopounidis, & Matsatsinis, 2020). In a constantly 
changing business environment, companies are evolving and adopting 
new processes to ensure they maintain a competitive edge in the 
market. Learning in the organization plays an important role 
regarding changes, processes, new systems and technology. The pace 
of learning must follow the pace of establishing/introducing new 
processes, so that the employees can assimilate them. It seems that the 
initial training programs of the organizations are never enough but 
need updating and regular readjustment to the current data (Ley, 
2020). In private companies, the Personnel Management or Human 
Resources department deals with people and their life cycle within the 
Organization, from their selection and recruitment to their departure. 
One of the main areas of the department is staff training. The 
company treats employees, who consist of knowledge, abilities, skills 
and attitudes, as resources and capital. The rational management of 
human capital contributes to the creation of a competitive advantage 
for the company. Among the responsibilities of the Human Resources 
department is the assessment of training needs and the development 

of corresponding training programs. Additionally, the evaluation of 
the programs as well as the dissemination of the corporate philosophy 
and organizational culture are also this department’s responsibilities 
(Kefis, 2005; Drucker, 2013). The traditional practice of the Human 
Resources department relies heavily on the provision of knowledge 
and skills without always giving space and time for critical reflection 
and questioning (Franz, 2010). It helps employees accumulate 
knowledge rather than teaching them how to think. Transformative 
learning at work is constantly gaining ground. For its successful 
implementation and performance, employees need to experience 
psychological safety. Creating work and learning environments that 
allow employees to challenge traditional practices and ideas while at 
the same time being able to pursue alternative actions, contributes to 
increasing creativity, implementing innovation and ultimately 
strengthening the organization's competitive advantage (Kwon, Han, 
& Nicolaides, 2020). Vocational education and training, as well as the 
acquisition of skills consistent with job requirements, has also been 
studied in light of the intention for employee mobility (Ju & Li, 
2019). Labor market mobility between firms, occupations, and 
positions (Abbasi & Hollman, 2000) can be a healthy element in an 
organization, but it may have harmful effects when it leads to the loss 
of firm-critical personnel and the reduction of the organization's stock 
of knowledge. Also, as mobility increases the requirements for 
training, the cost of training new employees increases accordingly. 
Thus, the intention for mobility is an important issue in the 
development of human resources (Shuck, Twyford, Reio, & Shuck, 
2014). 
 
The differences observed between the private and public sectors are 
approached, among other things, in terms of training, consulting and 
management practices. As executive commitment appears lower in 
public organizations than in the private sector, management is called 
upon to promote a positive organizational culture through executive 
training and development of relevant training programs. It is very 
important that emphasis is given on that, as the improvement of the 
horizontal commitment of the administrative executives is related to 
the improvement of the effectiveness and efficiency (Bourantas & 
Papalexandris, 1992). Regarding the conditions for learning at work 
in public sector environments, it appears that the social construct of 
gender contributes to or limits the conditions for work-based learning, 
according to Forssberg, Parding, and Vänje, (2020). Specifically, 
gender influences the conditions and contributes to the creation of a 
facilitating learning environment in a male-dominated workplace. On 
the contrary, it contributes to the creation of a restrictive learning 
environment in a workplace dominated by women. The differences 
can be found both in the organizational structure and the culture. 
Similarly, learning in private sector work environments is mediated 
by formal and informal gender distinctions (Gustavsson & Fogelberg 
Eriksson, 2010). Thus, men in managerial positions seem to enjoy 
more opportunities in learning and career development activities 
compared to women holding positions of the same responsibilities. 
Regarding the process of selecting and recruiting personnel for the 
public sector, the importance of identifying/locating and training 
those most suitable for a career in this sector is generally agreed on. 
There is a need for efficient, competent and enthusiastic public 
officers. For this purpose, an internal part of the training process must 
be the process of "learning to serve", that is, the development of skills 
and ideas related to the service of the public. These programs 
encourage political autonomy, promote the use of persuasion in the 
exercise of government services, contribute to overcoming the 
corruption that stems from power, and finally shape employees who 
are role models of citizens and effective leaders (Baroukh & Kleiner, 
2002). 
 
Airspace: The volume of passengers and aircraft that the staff of each 
airport is called to serve, creates multi-faceted demands on the level 
of knowledge, skills, abilities and perceptions that they are expected 
to possess. A level that must be updated and developed constantly as 
the airport is a living, ever-changing and evolving organization. Its 
operation requires a workforce with various specializations, from 
various technical and scientific disciplines, which are interconnected 
and interdependent. In addition, the administration and operation of 
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airports are complex and sophisticated tasks due to the continuous 
technological developments and the ever-increasing demands of the 
groups involved. Users, tenants of premises, customers, government 
agencies formulate and exercise requirements, the fulfillment of 
which requires exceptionally competent human resources in terms of 
skills, knowledge and attitudes (Quilty, 2003). The human resources 
involved must possess and maintain a high degree of productivity, 
quality service provision and flexibility; characteristics associated 
with continuous education and training (Cocheu, 1990; Gilbert & 
Parhizgari, 2000). 
 
Occupational delinquency and education: The contribution of 
education as a factor in detecting, identifying, preventing and 
suppressing labor delinquency phenomena and more specifically 
delinquent behaviors in the form of fraud and corruption is often 
studied. Individuals, as components of the professional space, either 
as employees with an economic and accounting purpose, or as part of 
the control mechanism (Bierstaker, Hunton and Thibodeau, 2012), or 
finally as quasi-recipients or accomplices of the delinquent behavior 
(Hauk & Marti, 2002, Truex, 2011) are required to have and cultivate 
the knowledge, abilities and skills but also to undertake retraining, 
professional training and specialization, in matters related to the 
subject of the work, the concept of the manifestations of fraud and 
corruption, but also in the principles of ethics. 
 
Education and the ability to shape the work ethic: The parameter of 
ethics is a key point in the analysis of labor delinquency. And while 
there is a dichotomy as to whether ethics can be taught (Leung & 
Cooper, 1994), as evidenced by Chen, Cumming, Hou, & Lee (2013), 
the training of internal auditors can contribute to strengthening the 
integrity of administrative officers. Specifically, the influence of 
auditors in mitigating corporate fraud is examined. Auditors act as 
external government mechanisms that discourage executives with low 
integrity from engaging in fraud. 
 
Relevance of education and acceptance of work delinquency: One 
parameter of delinquency at work is the accomplice or recipient of the 
behavior. Thus, a research in a developing country regarding 
corruption, behavior and education by Truex (2011) deals with 
education in regards to the developing and cultivating attitudes that 
demonstrate less acceptance of corruption phenomena. More 
specifically, according to the study, there is a variation in attitudes 
towards various types of corruption. Cases of large-scale bribery are 
considered unacceptable, but disagreement occurs in cases of small-
scale corruption, gift giving and favoritism. Education emerges as a 
determinant of these attitudes with more educated citizens showing 
less acceptance across the spectrum of corrupt behaviors. By 
developing access to education, developing countries can reduce the 
presence of corruption phenomena. Specifically, citizens with a high 
level of education are more committed to civil liberties and less 
tolerant towards corrupt behaviors. Education is viewed as a guide to 
moral perceptions and actions, it functions as a key to shaping social 
behaviors and specifically contributes to the development of a 
behavior that prevents the acceptance of corruption (Hauk & Marti, 
2002; Truex, 2011). Research results in rich developed countries seem 
to be similar. Research in the United States (Glaeser & Saks, 2006) 
supports the view that the association between development and good 
political practices occurs as education improves political institutions. 
Thus, areas with high educational and income levels show lower 
levels of corruption as citizens are willing and able to exercise control 
over public officials and act accordingly if they perceive violations of 
laws. Conversely, low educational levels may encourage corruption. 
 

RESEARCH 
 
Research purpose and objectives: The purpose of the research is to 
establish to what extent the level of professional education and 
training of the employees is related to the observance of the 
procedures established by each institution at Rhodes International 
Airport. Individual objectives are the investigation of employees' 
opinions regarding the adequacy, scope and appropriateness of 

professional education and training in relation to the subject of work 
as well as regarding the knowledge of the legislative framework that 
covers corporate procedures as well as the trend or alleged desire to 
deviate from proceedings. For this study, the quantitative research 
approach was chosen, which is an appropriate method for describing 
and explaining the relationship between two variables. The 
methodological approach chosen is that of a case study, where the 
term case may refer to an entity (person) but also a group, such as a 
company or organization (Shaughnessy, Zechmeister, & Zechmeister, 
2018). By using appropriate data collection tools, questionnaires in 
this case, an attempt is made to collect as much information as 
possible about the entity under study, in order to create a framework 
for studying and explaining the research data (Cohen, Manion, & 
Morrison, 2008). The case study refers to the employees of the 
International Airport of Rhodes "Diagoras", with the objective of the 
purely aviation project, who make up the population of the specific 
research, numbering eight hundred people. The sample size is the 
same as the population size. The validity of the content of the 
questionnaires, at the stage of conducting the pilot survey, was 
ensured by examining the opinions and observations of five people 
with relevant experience in the aviation field as well as in employee 
training. Their comments were studied and led to the modification of 
the wording of some questions in order to address the ambiguities 
they contained and to avoid any confusion among the participants. 
 
Also, in order to check the reliability of the tool (test-retest 
reliability), the questionnaires were pilot administered twice with a 
time gap of one week, to the same, small sample of people, whose 
answers are not included in the analysis (Shaughnessy, Zechmeister, 
& Zechmeister, 2018). Additionally, in the accompanying note that 
precedes the questionnaire, information is given regarding the 
purpose of the research, the details of the researchers and the context 
in which the relevant study is included. The commitment to ensure the 
anonymity of the participants contributes to the validity and reliability 
of the research. Also, the method of administering the questionnaires 
in electronic form helps to eliminate distractions during the process of 
completing them. The consistency with which a group of propositions 
measures the conceptual construct under study and measurement is 
expressed by the statistical index of internal consistency, Cronbach's 
alpha. The internal consistency index (Cronbach's alpha) obtained a 
value of 0.692 for the questions of group A, while for the questions of 
group B the value of the internal consistency index was 0.873; both 
values that indicate high levels of internal consistency reliability. The 
statistical program SPSS was chosen in the present research, since the 
variables were analyzed with the technique of descriptive and 
inductive statistics. In the context of the inductive analysis, and in 
order to check the correlation between two categorical variables, the 
statistical criterion x2 (chi-square) was applied, when the conditions 
for its application were met. Otherwise, the corrected value of the 
Fisher Exact test was used (Norris, Qureshi, Howitt, & Cramer, 
2017). Accordingly, the Mann-Whitney U test was applied in the 
cases where the independent variable was two-category categorical 
and the dependent qualitative variables were on a graduated 
measurement scale, because their values do not follow a normal 
distribution (Kolmogorov-Smirnov sig. < .05). Also, in order to 
examine the correlation between a categorical variable that includes 
more than two categories and a qualitative variable, the Kruskal-
Wallis test was applied for the same reason. 
 

RESULTS 
 
After examining the degree of agreement of the participants with the 
15 statements of the first research axis, notable differences are 
identified based on the work relationship. Public sector employees 
appear to appreciate less the dynamics of their educational bases and 
the range of subjects it covers. Observations that agree with the 
results of previous studies, in which insufficient training of staff in the 
public sector as well as a lack of appropriate training and 
specialization in public administration had been identified (Vellis, 
1996, Alexiadis & Peristeras, 2000, Passas & Tsekos, 2004, 
Antonakos, 2017). Possibly, despite the important institutional 
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interventions that have taken place towards the direction of the 
intensification, expansion and qualitative upgrade of the education of 
public officials (Passas & Tsekos, 2004), difficulties related to the 
lack of planning and appropriate targeting are still present 
(Antonakos, 2017). In contrast, private sector employees appear to 
believe that they have a stronger foundation in terms of training, 
which stems from the initial stage before taking up duties and extends 
to the area of retraining after a sufficient period of time. They largely 
agree that they have satisfactory education and minimal educational 
gaps, that the education they have received covers the scope of their 
subject and contributes to meeting the demands of their duties. In 
addition to these statements, they express a moderate desire for 
additional participation in professional training programs and 
recognize to a lesser extent the necessity of receiving additional 
education, while public sector employees express to a greater extent 
the desire to participate in further education (Antonakos, 2017). The 
greater desire to participate in educational programs is possibly 
justified by the facilities that public officials are entitled to use. 
Specifically, they are entitled to receive special leave for training 
programs, leave for educational or scientific reasons and leave for 
examinations (Ministry of Internal Affairs and Administrative 
Reconstruction, 2015). 
 
Private sector employees tend to believe to a greater extent than 
public sector employees that additional training will add to their 
ability to violate procedures without being noticed by people higher 
up in the company hierarchy for which they work for. An observation 
that does not seem to agree with the results of existing studies and 
should perhaps be a trigger for future research. After examining the 
degree of agreement of the sample with the 24 placements of the 
second research axis, differences are recorded based on the years of 
work in the current subject as well as based on the employment 
relationship. By studying the parameter of seniority in the current 
subject, the people with the most seniority in it differ from the people 
with fewer years of work experience and tend to express themselves 
more positively regarding their attitude towards the possibility of 
covering up a colleague, due to a satisfactory collegial climate, in the 
case of the application of irregular procedures. Similarly, they tend to 
express a greater likelihood of applying, upon being approached by a 
friend or acquaintance, procedures that are inconsistent with the 
approved ones, due to knowledge of concealment. The concept of 
teamwork in the professional field has for the employees the 
characteristics of interaction, common goals, the tendency to maintain 
stability in their relationships as well as a sense of belonging. Thus, 
those who share several years in the current subject, tend to be 
influenced by this multidimensional concept of teamwork which is a 
parameter shaping work behavior and possibly the consent to cover 
up and apply irregular procedures is part of the manifestation of 
teamwork (Petrakis, 2018). Looking at the employment relationship 
component, public sector employees appear to have implemented 
informal procedures, unknowingly or unintentionally, more often than 
their private sector counterparts. They are also more likely to notice 
their superiors not following the prescribed corporate procedures; a 
finding that is consistent with the observed lower commitment of 
public sector executives (Bourantas & Papalexandris, 1992). Public 
officials seem to show less fear of sanctions, in the case of accepting 
the application of procedures that are not consistent with the 
established ones, after approaching people from their friendly 
environment. It is possible that the lack of fear stems from the belief 
that delinquent behaviors will remain in the dark and will not be 
reported. The dark number of criminal behaviors in the workplace is 
large, i.e. the number of those whose behavior, for various reasons, is 
not reported and so they do not find their way to the courts (Petrakis, 
2018). Also, a detailed description of disciplinary offenses and 
penalties, as well as the procedure for dealing with them, is described 
in the Code of State for Public Political Administrative Officers and 
Public Law Corporation Employees (2015).  
 
It is possible that public officials are possessed by less fear of the 
possible sanctions because of they know about them. The desire to 
retaliate for the repulsive behavior of superiors would motivate the 
application of unauthorized procedures to a greater extent for private 

sector employees. An explanation for the last finding could be drawn 
from the fact of informal circumvention of shifts and hours in the 
private sector as well as the pressures exerted on employees to 
achieve company goals. The belief of injustice in the workplace 
constitutes an important parameter of the implementation of 
delinquent behaviors, under the consideration of law enforcement 
(Petrakis, 2018). In addition, the feeling of hatred has been linked 
throughout time to the manifestation of delinquent behaviors and 
constitutes a significant predisposition to work irregularities and even 
crimes (Vadera & Pratt, 2013). A tendency for the manifestation of 
delinquent behaviors of a vindictive nature is observed in companies 
with authoritarian leadership systems, strict rules and absolute control 
of the staff (Petrakis, 2018). 
 

CONCLUSION 
 
This research highlights the parameters of the working relationship 
and the years of experience in the subject as shapers of differences in 
the perception of professional education, training and, consequently, 
compliance with the procedures at the Diagoras Airport of Rhodes by 
the employees in the aviation sector. Specifically, in regards to 
professional education and training, private sector employees, in 
contrast to their counterparts in the public sector, consider their 
educational bases stronger and the educational gaps smaller. 
Consequently, they express a lesser desire to participate in 
professional training activities, in contrast to the greater 
corresponding desire of public officials. Additionally, private sector 
employees in this area tend to a greater extent than their public sector 
counterparts to believe that additional knowledge may contribute to 
the ability to violate procedures without the knowledge of superiors. 
In terms of following procedures, public sector employees have to a 
greater extent implemented informal procedures and have noticed 
their superiors to act accordingly. Also, the fear of sanctions due to 
the application of irregular procedures at the request of people from 
the friendly environment appears weaker among public officials. 
From the examination of the parameter of the number of years in the 
subject, it follows that long seniority creates a greater possibility of a 
collegial cover-up due to a good climate at work as well as a greater 
possibility, following the approach of a friend or acquaintance, of 
applying irregular procedures due to knowledge of concealment. 
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