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Аннотация
Статья посвящена вопросам обеспечения качества образования персо-
налом университетов и, в частности, влияния системы вознаграждения.
В экспериментальной части приведены основные результаты исследова-
ния, проведенного в Американском университете культуры и образова-
ния. Показано, что в условиях существования должной системы нема-
териальных вознаграждений присутствуют значительные изменения в
обеспечении качества образования персоналом.
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Abstract
The article is devoted to the problem of staff commitment to quality of
education in universities, and specifically reward system influence to staff
commitment. In experimental part major results from the study of The
American University of Culture and Education are presented. It is shown
that there are significant changes in staff attitude to quality of education if
proper intangible reward system exists.
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Introduction

High quality of provision has been one of the key aims
of the current reforms in Lebanese higher education
system, has led to the increasing demand for quality
assurance (QA), and become on the top of the Ministry’s
agenda [1]. Higher education institutions (HEIs) are ideally
expected to develop internal quality cultures which take
into account their institutional realities and are related
to their organizational culture [2].Quality is no longer the
responsibility of a separate quality assurance department,
it is the responsibility of every employee, and so the
commitment of employees to the goal of quality is
fundamentally important to the sustainability of TQM [3].
Studies of total quality management (TQM) have shown
an emphasis on the skills and motivations of employees
rather than on tools and techniques [4]. It has been noted
that many quality development attempts in educational
organizations have been motivated through pressure from
the outsidemarket or new legislation [5], there is still a lack

of staff and student attachment and active involvement in
the quality assurance processes [6].
Most higher education institutions have an implicit

or explicit mission statement to offer a high quality
learning experience to all their students [7]. Academic
staffs are the main interface with students, and their
motivation is crucial in determining the quality of this
interface. In addition, Employee identification with the
organization’s goals and values has gained increasing
recognition [8], Since they are ‘makers’ and ‘shapers’ in
the policy implementation process, not mere recipients,
the success of a quality assurance system may be more
dependent on its contingent use by actors, how they view
and interpret this system [6], the discretion exercised by
‘front-line’ workers, or ‘street level’ bureaucrats [9, 10]. And
the different degrees of commitment of the academic staff
concerned with implementing suggested changes [11].

В статью вошли материалы, полученные в результате выполне-
ния НИР «Обеспечение конкурентоспособности субъекта хозяй-
ственной деятельности в условиях инновационной экономики»,
ГР 20112937.
The article containsmaterials of research «Ensuring the competitiveness
of the business entity in the innovation economy», SR 20112937.
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Commitment to quality is a strong indicator of that
ownership and a key prerequisite for both personal and
organizational effectiveness [12]. Given the importance
of staff commitment to quality in higher education, it
is notable that there are no plethora measures of it that
can be used in empirical studies within higher educations
area. Drawing on Jackson’s conceptualization of quality
commitment construct [12], this paper has two main aims:
1. To examine staff attitude toward quality based on
Jackson’s conceptualization of quality commitment
construct, using cross-sectional data from staff
performing a variety of roles within three contrasting
faculties at a Higher Educational Institution (M0); and

2. Using data froma second phase examination, to estimate
the change in staff attitude toward quality after
implementation of intrinsic/extrinsic rewards (M1).

1. Conceptualization of quality commitment

The starting point for defining key components of
employees’ commitment to quality is the psychological
literature on the construct of organizational commitment.
Although a number of taxonomies of organizational
commitment have been proposed, the most influential
analysis is that of [13] who defined three elements:
1. Identification;
2. Involvement; and
3. Loyalty.
They incorporated these elements in the widely

used Organizational Commitment Questionnaire [13, 14]
and [15] developed them further in distinguishing the
core construct of affective commitment from what they
called continuance commitment, which reflects constraints
on the individual’s opportunities to move to another
organization.
This attitudinal construct of commitment implies

a composite of affective, cognitive and behavioral
components as indicators of employee commitment to
organizational values (see [16, 17]). Affective commitment
is defined as employee emotional attachment to,
identification with, and involvement in the organization
and its goals. It results from and is induced by an
individual and organizational value congruency. As a
result, it becomes almost natural for the individual to
become emotionally attached to and enjoy continuing
membership in the organization [15, 18, 19, 20]. [21]
and [22], identified factors which help create intrinsically
rewarding situations for employees to be antecedents
of affective commitment. These factors include such
job characteristics as task significance, autonomy,
identity, skills variety and feedback concerning employee
job performance, perceived organizational support or
dependence (the feeling that the organization considers
what is in the best interest of employees when making
decisions that affect employment conditions and work
environment), and the degree that employees are involved
in the goal-setting and decision-making processes.
Affective indicators include pride in affiliation to the

company’s goals, and feelings of satisfaction derived
from involvement with the company’s goals. Cognitive
indicators include identification with the organization’s

goals and values, and a shared sense of importance
of the company’s goals. Behavioral indicators include
active participation in the goals of the organization, and
willingness to exert effort towards goal accomplishment.
Table 2 summarizes the components and indicators of
employee commitment to organizational values.

2. Models of the role of quality commitment within
total quality programs

The success of total quality strategies depends on a
combination of organizational systems, technical systems
and people [23]. TQM initiatives are associated with
changes in technology, HR practices and reward systems.
The primary role for worker commitment within the
quality literature is as a mediator of the impact of these
changes on individual and organizational performance. For
example, [24] propose a variety of methods for motivating
employees in total quality programs: bonuses for high
quality, quality campaigns, economic rewards, quality
control circle activities and job rotation.
[23] also proposed other methods support total quality

initiatives through human resources best practices;
1. Communicate the importance of each employee’s
contribution to total quality,

2. Stress quality –related synergies available through
teamwork,

3. Empower employees to make a difference, and;
4. Reinforce individual and team commitment to quality
with a wide range of rewards and reinforcements.
[26] used the Quality Motivation Survey (25 items) to

measure employee perceptions of the motivating effect
of different aspects of TQM. Two scales were found:
technological (visible benefits in efficiency, effectiveness,
reductions in scrap & rework) and personal (career
advancement, enhancement of personal relationships).
The implied model in both studies is that management
HR practices and work design are factors which increase
motivation, and motivation in turn leads to improved
performance (both quantity and quality).
Similarly, [27] has argued that system factors such as

reward systems and leadership processes and job design
have an impact on work performance through aspects
of motivation. He proposed that TQM emphasizes extra-
role behaviors and that “internal work motivation derived
from enriched work will lead to extra-role performance
behavior, including engaging in teamwork and continuous
improvement activities” [27, p. 523]. Fit between personal
goals and values and those of the organization is
also likely to be conducive to greater extra-role work
performance [27, 28]. Thus, two perspectives on individual
work values motivation and individual identification with
organizational goals – are associated with the same
outcome, greater willingness to perform outside the job
role and lead to greater work performance.
[23] studied the quality management strategies of nine

Swedish organizations, and identified three kinds of quality
strategies:
1. Control;
2. Motivation; and
3. Reorganization.
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Table 1 – Dimensions of organizational commitment

Elements Dimensions

Identification – A strong belief in and acceptance of the organization’s goals and values.
Involvement – A willingness to exert considerable effort on behalf of the organization.
Loyalty – A strong desire to maintain membership in the organization.
Source: Adapted from [13, p. 604]

Table 2 – Dimensions of organizational commitment

Elements Dimensions

Affective – Pride in affiliation to the company’s goals, and feelings of satisfaction derived from involvement with the company’s
goals.

Cognitive – Identification with the organization’s goals and values, and a shared sense of importance of the company’s goals.

Behavioral – Active participation in the goals of the organization, and willingness to exert effort towards goal accomplishment.
Source: Adapted from [13]

The control strategy represents a technical systems
solution, while the other two are seen as TQM strategies
which differ in detail but share the common characteristic
of seeking to develop employee commitment to the
organization’s quality goals. Then, “All individuals
and groups within a company should commit themselves
to the interests and goals of the entire company” [23,
p. 358]. The difference is that the motivation strategy
seeks to influence motivation directly through training,
involvement programs and initiatives such as quality
circles; while the reorganization strategy seeks to influence
motivation through modifying work processes and work
design, which is considered as main aspects of intrinsic
motivation in reward systems [29, 30].

3. Reward System and staff commitment to quality

The role of reward system as an antecedent of employee
motivation and commitment has been highlighted in the
work psychology literature. Commitment to quality is an
evident outcome of effective reward system. It stimulates
employees toward goal achievement and commitment
to objectives [31, 32, 33, 34, 35], invokes feelings of
accomplishment of self-worth from employees who have
done some quality work [36], reinforces team identity and
esprit de corps [37], motivates employees to improve the
process and boosts morale in the work environment by
creating a healthy sense of competition among individuals
and teams seeking recognition [38], leads to a desire
to attain high standards [39], and acts as a source of
motivation for faculty and operate as an important source
of extrinsic motivation for faculty [39].
One aspect of reward system from this literature is

included in the present study: the intrinsic/extrinsic
rewards.
It is seen in the literature that reward practices of

organizations are mostly analyzed under the classification
of intrinsic rewards (those related to feelings of
accomplishment or self-worth) and extrinsic rewards
(those related to pay or compensation issues- are external
to the job itself) [29, 30]. Extrinsic rewards are used to
show that the company is serious about valuing team
contributions to quality [40, p. 581],but, were shunned by

a number of quality leaders, including Ishikawa, Crosby,
Juran and Deming, and by many organizations that adopt
their recommendations [25].
Intrinsic rewards are derived from the content of the

task itself and include such factors as interesting and
challenging work, self-direction and responsibility, variety,
creativity, opportunities to use one’s skills and abilities,
sufficient feedback regarding the effectiveness of one’s
efforts [29, p. 366], sense of
achievement, variety, challenge, autonomy,

responsibility, and personal and professional growth. They
also include status, recognition, praise from superiors
and co-workers, personal satisfaction, and feelings of
self-esteem [30, p. 43].
Most firms implementing TQM have traditionally relied

heavily on intrinsic rewards [36, p. 80]. Intrinsic rewards
are used to provide recognition to a team for making
a quality contribution, help reinforce team identity and
“esprit de corps” [41, p. 44], to motivate individuals
toward specific behaviors toward specific behaviors [42],
reinforces individual and team commitment to quality [38],
increase feelings of self-esteem and accomplishment [43],
and provide recognition to a team for making a quality
contribution [37]. Employees are thought to be motivated
to work hard to produce quality results when they have
pride in their work, they believe their efforts are important
to the success of the team, and their jobs are fun,
challenging, and rewarding [30].

4. Research methodology

4.1. Sample

Data were obtained from academic staffs of the American
University of Culture and Education in Lebanon, and drawn
from contrasting faculties: faculty of Education, faculty
of Business and faculty of Engineering at two phases,
before (M0) and after launching reward schemes (M1) to
the target sample. A variety of lecturer roles were included
in the samples, in order to give a broad distribution on the
intrinsic/extrinsic rewards characteristics. The university
had well developed quality programs, yet didn’t have a
well-developed reward system.
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The American University of Culture and Education
(AUCE) is a private higher Education institution, Founded
in 1983, AUCE’s degree programs are accredited and
certified by the Lebanese Ministry of Education and Higher
Education in Lebanon, and by the Ministry of Education &
Scientific Research in Jordan, Syria, Iraq, Qatar, and most
of the Arab Countries. On 15 April 2010, the American
University of Culture & Education got the accreditation of
the British Accreditation Council for Independent Further
and Higher Education. The university accommodates about
1500 students in different academic specializations, the
faculty of Business, faculty of Education and faculty
of Engineering. The university cadre constitutes of 200
academic staff and 60 administrative staff distributed
among eight branches/ campuses all around Lebanon. The
data used in the two phases of this study were gathered
from Tyr campus before and after the introduction of
reward system (sample size =84).

4.2. Procedure

The same procedure was used for collecting survey
data within each faculty. The quality commitment scale
was included within a survey instrument containing
a mixture of standardized instruments and items
designed specifically for the organization in question.
Questionnaires were administered by the researcher to
academic staff members on two stages, before (M0) and
after launching reward schemes (M1) to the target sample
and consent to take part in the survey was obtained
after the researcher explained the purpose of the survey.
Confidentiality was assured, and completed questionnaires
were removed from the study site for processing. Feedback
was provided on the main findings of the survey to all
academic staff who took part.

4.3. Experiment Design

The experiment on the impact of rewards on staffs’ attitude
toward quality commitment was planned to take place
in three different faculties at the university; the faculty
of Education, faculty of Engineering and the faculty of
Business. Rewards were carefully selected based on the
findings of an empirical investigation on Academic Reward
Systems in Lebanon [44]. Table 3 represents Lebanese
academic staffs’ appreciation of variety of rewards.
In this study, respondents (n = 265) were asked to rate

the motivational effect of a variety of intrinsic / extrinsic
rewards, the highest rated reward (mean = 4.1318) was
“Opportunities for promotion” then Possibility for training,
seminars and further education supported by the university
(mean = 4.0643), this reflects an intrinsic motivational
orientation of the academic staff. The model of experiment
was intended to measure the varying level of commitment
among these three faculties after introducing varying levels
of reward to each faculty as follows;

4.3. A: Faculty of Education

A set of rewards were officially launched in coordination
with the university management and the head of the
faculty of Education, A formal letter signed by the

university officials targeted all members of the faculty of
Education, including a threemain rewards parallel with the
expected performance criteria’s, basis and responsibility
of evaluation. The three main rewards are:
1. Researcher of the semester Award;
2. Discipline Award; and
3. Instructor of the semester award.
In addition, some privileges were granted specifically to

all staffs of the faculty of English, the privileges are;
1. Ability to select which courses to teach per semester.
2. Two training sessions to be held during the rest of 2015
at the university. The training program will be designed
to fit your professional needs; you will have the main
voice in setting its priorities.

3. A regularmeetingwith the university director (at the end
of each semester) to communicate your suggestions on
potential developments on quality issues at the faculty
of English.

4. Your right to get a regular feedback from the faculty of
Education head of department on your progress.

5. The right to report about any quality misconduct to the
university director directly in a secured way.

4.3. B: Faculty of Engineering

Other set of rewards were officially launched in accordance
with the university management and the head of the
faculty of Engineering, A formal letter signed by the
university officials targeted all members of the faculty of
Engineering ,including a twomain rewards parallel with the
expected performance criteria’s, basis and responsibility
of evaluation. The two main rewards are:
1. Researcher of the year Award;
2. Instructor of the semester Award.
The distinguishing characteristic among the offered

rewards to the faculty of English and the faculty of
Engineering is that faculty of Engineeringmembers receive
only two awards with no other privileges.

1.4.3. C: Faculty of Business

As per the experiment, faculty of Business staff members
was intentionally left without any kind of rewards. As a
control faculty, neither rewards nor privileges were granted
to this faculty.

5. Measurement of staff commitment

In accordance with the conceptualization of quality
commitment described above, a set of 12 items was
construct was adopted from Jackson (2004) (see Table 4.
Responses to each item were recorded on a five-point scale
from not at all (1) to all the time (5). The properties of the
scale are described below.

5.1. Results before (M0) and after rewards (M1)

Following are responses gathered during the two phases
measurement,respondents were asked to appraise their
attitudes toward questions of table 4 on a scale from 1–5
and cross the corresponding box, considering how often
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Table 3 – Dimensions of organizational commitment

Rate of motivational effect: 1 = no motivational effect, 2 = low motivational effect, 3 = average
motivational effect, 4 = good motivational effect, 5 = high motivational effect

N Mean Std.
Deviation

Researcher of the year award 251 3,6454 1,41625
A financial reward of a well-done project/research 252 3,7460 1,40821
Staff of the Attendance award 188 3,2500 1,39374
Award ceremonies of 10,20 and 30 years of service 251 3,5697 1,43879
An article of you at work, published in the university’s magazine 252 3,4206 1,46868
Lunch with seniors & colleagues in the university cafeteria as a reward 256 2,9492 1,31707
A personal "thank you"or note of appreciation from coordinator, dean or colleagues 260 3,9846 1,13889
Verbal praise of appreciation from the manager in front of the colleagues 259 3,5907 1,23674
Allowed to purchase the work tools and software of choice 193 3,1917 1,38049
Car benefits (only taxable value each month to be paid) 190 3,0895 1,39818
Housing benefits (only taxable value each month to be paid) 187 3,0695 1,48848
Challenging new assignments regularly 255 3,5059 1,26077
Private office rooms 192 3,6771 1,41047
Flexible office hours 192 3,7500 1,33028

Free medical services 190 3,8632 1,47006
Opportunities for promotion 258 4,1318 1,26847
Relaxation room for lunch breaks at the university’s facilities 249 3,2972 1,42558
Possibility for training, seminars, and further education supported by the university 249 4,0643 1,33346
University’s benefit programs to gyms, public swimming pools and other exercising 182 3,2473 1,52669
Free tickets to movies, theatres, and cultural events and sports events 183 2,7541 1,53697
Benefits of getting help in cleaning the house 179 2,2011 1,44712
Displaying your name on the research display board 196 3,3878 1,43318
Source: Adapted from [44]

Table 4 – List of scale items

Item wording

A Q1 It pleases me to know that my own work has made a contribution to the
Quality of the university’s outcomes

A Q2 A major source of satisfaction from my job comes from producing a quality
Piece of work

A Q3 It is important to me that my university continues to put an emphasis on
Quality

B Q4I am continually taking action to improve the quality of my work
B Q5 Even if my work was never checked, I would continue to treat quality as

Being important
B Q6 I do not mind spending more time on a task in order to increase its quality,

Even if I get no credit for it
B Q7 I am prepared to put in extra effort to meet quality goals
B Q8 In my job, quality is the most important target to achieve
C Q9 I feel that quality is the most important aspect of my job
C Q10 I take personal responsibility for the quality of my own work
C Q11 Each individual has an important part to play in increasing the quality of

My University’s outcomes
C Q12 I feel I share a responsibility for the quality of my university’s outcomes

Note: A = affective facet; B = behavioral facet; C = cognitive facet
Source: Adapted from [13]

they behave accordingly. (1 = Not at all, 2 = Few times,
3 = Some times, 4 = several times, 5 = All the time).
The respondents constitutes of 84 members among

different faculties at university; 28 instructors from the
faculty of Education, 24 from the faculty of Business and 30
from the faculty of Engineering. 76 instructors are teaching
staff while only 8 are administrative once. 44 of them are
junior level staff while 40 are senior level. About 56 are
part timers while 28 are full time instructors, 24 are female
while 60 are male instructors.
It’s notable that significant changes in staff attitudes

took place in the faculty of Education and Engineering,
whilst no changes took place in the faculty of Business.
Changes in staffs of the faculty of Education’s attitudes
toward all questions is reasonable due to the fact that all

faculty members received more rewards and granted more
privileges than other faculties members. Remarkable that
in the faculty of Engineering significant changes took place
only toward questions Q1, Q2 and Q6, while no changes
took place toward question Q9 at all. These results might
be justified by the fact that faculty of Engineeringmembers
received less rewards and faculty of Business members
didn’t receive any rewards at all and weren’t granted any
privileges.

According to position type (administrative/teaching),
results shows a significant changes in teaching staff
attitudes toward all questions, whilst only slightly
significant changes in administrative staff attitudes toward
question Q11 and no changes toward other questions. The
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Таблица 5 – Changes in staff attitudes according faculty

Faculty of Business Faculty of Education Faculty of Engineering

question n m0 m1 change n m0 m1 change n m0 m1 change

Q01 24 3.33 (0.96) 3.17 (0.82) −0.17 30 3.67 (0.80) 4.67 (0.61) 1.00 *** 30 3.27 (0.87) 3.93 (0.94) 0.67 ***
Q02 3.17 (0.56) 3.17 (0.56) 0.00 3.53 (0.63) 4.47 (0.63) 0.93 *** 3.07 (0.78) 3.80 (0.85) 0.73 ***
Q03 3.58 (0.65) 3.50 (0.66) −0.08 3.80 (0.41) 4.60 (0.50) 0.80 *** 3.13 (0.73) 3.73 (0.58) 0.60 ***
Q04 3.50 (0.66) 3.50 (0.51) 0.00 3.47 (0.90) 4.27 (0.78) 0.80 *** 3.40 (0.89) 3.87 (1.04) 0.47 *
Q05 3.42 (0.65) 3.33 (0.64) −0.08 3.40 (0.81) 4.13 (0.82) 0.73 *** 3.47 (0.63) 3.80 (0.55) 0.33 **
Q06 2.42 (0.97) 2.50 (0.88) 0.08 3.47 (0.63) 4.20 (0.66) 0.73 *** 2.87 (0.97) 3.60 (1.04) 0.73 ***
Q07 3.33 (0.64) 3.42 (0.50) 0.08 3.47 (0.63) 4.20 (0.76) 0.73 *** 3.33 (0.71) 3.73 (0.78) 0.40 **
Q08 3.42 (0.65) 3.42 (0.65) 0.00 3.40 (0.72) 4.20 (0.76) 0.80 *** 3.33 (0.61) 3.80 (0.76) 0.47 **
Q09 3.42 (0.78) 3.42 (0.78) 0.00 3.53 (0.73) 4.27 (0.78) 0.73 *** 3.33 (0.96) 3.67 (1.03) 0,33
Q10 3.27 (0.77) 3.33 (0.76) 0.06 3.79 (0.42) 4.53 (0.63) 0.75 *** 3.60 (0.50) 4.00 (0.64) 0.40 **
Q11 3.33 (0.48) 3.33 (0.48) 0.00 3.13 (0.82) 4.13 (0.73) 1.00 *** 3.20 (1.06) 3.67 (0.80) 0.47 *
Q12 3.08 (0.97) 3.08 (0.97) 0.00 3.27 (0.94) 4.13 (0.90) 0.87 *** 3.67 (0.61) 4.00 (0.64) 0.33 **
For m0, m1: there are mean value and standard error in parenthesis for each cell
***, **, * : means significance at 0.99, 0.95 and 0.90 levels respectively

Таблица 6 – Changes in staff attitudes according to position type

Administrative Stuff Teaching Stuff

question n m0 m1 change n m0 m1 change

Q01 8 3.75 (0.46) 3.75 (1.16) 0.00 76 3.39 (0.91) 4.00 (0.98) 0.61 ***
Q02 3.00 (0.76) 3.75 (0.89) 0.75 3.29 (0.69) 3.87 (0.87) 0.58 ***
Q03 3.75 (0.46) 4.25 (0.46) 0.50 * 3.47 (0.68) 3.95 (0.76) 0.47 ***
Q04 3.50 (0.93) 4.00 (1.31) 0.50 3.45 (0.82) 3.89 (0.83) 0.45 ***
Q05 3.25 (0.46) 3.75 (0.46) 0.50 * 3.45 (0.72) 3.79 (0.77) 0.34 ***
Q06 2.50 (1.20) 3.50 (1.60) 1.00 3.00 (0.92) 3.50 (1.05) 0.50 ***
Q07 3.50 (0.53) 3.75 (0.89) 0.25 3.37 (0.67) 3.82 (0.76) 0.45 ***
Q08 3.50 (0.53) 3.75 (0.89) 0.25 3.37 (0.67) 3.84 (0.78) 0.47 ***
Q09 3.50 (0.93) 3.75 (1.16) 0.25 3.42 (0.82) 3.82 (0.92) 0.39 ***
Q10 3.75 (0.46) 4.00 (0.76) 0.25 3.56 (0.60) 4.00 (0.83) 0.44 ***
Q11 3.00 (0.76) 4.00 (0.76) 1.00 ** 3.24 (0.85) 3.71 (0.76) 0.47 ***
Q12 4.00 (0.00) 4.25 (0.46) 0.25 3.29 (0.89) 3.74 (0.97) 0.45 ***
For m0, m1: there are mean value and standard error in parenthesis for each cell
***, **, * : means significance at 0.99, 0.95 and 0.90 levels respectively

case of administrative staffs’ attitudes is reasonable due to
the low administrative participants’ number.
From a managerial level point of view, a significant

change took place in the junior staffs’ attitudes toward
quality commitment, Noting that slightly significant
changes of junior’s attitude toward questions Q5 and
Q6 took place. It’s Worth mentioning that less changes
in middle level staffs’ attitudes happened toward some
questions, whilst rewards produce no changes in senior
level staffs’ attitudes.
It’s obvious that part timers are more influenced by

rewards than full timers, although there is a significant
change in part timers’ attitude, there is less significant
changes toward question Q9 and Q12. In contrast, there is
a significant change in full timers’ attitudes only toward
questions Q2 and Q3, and no critical change in their
attitudes toward other items.
Rewards impact on staffs’ attitudes is evident on male

responsesmore than females once. Generally, it’s clear that
a significant change took place in male attitudes; however
their attitudes toward questions Q9 and Q12 witnessed
slight changes only.

Discussion

In this section, authors will consider the following
criteria regarding the appraisal of influence of rewards

on staffs’ attitude toward quality commitment. criteria’s
are; the significance of change in staffs’ attitude after the
introductions of rewards, thus the degree of change in
staffs’ attitudes is a reflection of how much rewards were
received by staff , and how much privileges were granted
to them. In addition, other facets of influence might be
useful to highlight; compatibility of rewards in relation to
position type, managerial level, employment status and
gender.
In relation to the three faculties, the highest level

rewards were given to the faculty of Education members
and the significant changes in attitudes were observed in
their attitudes. On the second hand, faculty of Engineering
members was given less rewards and no privileges, and this
was also reflected in slight changes in their attitudes. And
the “control Faculty”, the faculty of Business members was
given neither rewards nor privileges and they responded
in “no changes” in their attitudes.
According to the above discussion, we can infer the

degree of change in staffs’ attitudes toward quality
commitment to the amount of rewards and privileges
granted to them. In addition, we can understand the fact
that faculty of Engineering members revealed less changes
whilst no rewards produced any changes in staffs of the
faculty of Business.
From a managerial level point of view, The changes

in junior level staffs’ attitudes might reflect the state of
“juniors” who seek incentives and rewards especially in
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Таблица 7 – Changes in staff attitudes according to managerial level

Junior Level Middle Level Senior Level

question n m0 m1 change n m0 m1 change n m0 m1 change

Q01 44 3.59 (0.73) 4.18 (0.95) 0.59 *** 26 3.08 (1.09) 3.54 (1.03) 0,46 14 3.57 (0.76) 4.14 (0.86) 0.57 *
Q02 3.27 (0.62) 3.86 (0.93) 0.59 *** 3.31 (0.84) 3.85 (0.78) 0.54 ** 3.14 (0.66) 3.86 (0.86) 0.71 **
Q03 3.59 (0.50) 4.14 (0.70) 0.55 *** 3.46 (0.65) 3.77 (0.82) 0.31 3.29 (1.07) 3.86 (0.66) 0.57
Q04 3.55 (0.66) 4.09 (0.74) 0.55 *** 3.08 (1.09) 3.31 (0.84) 0.23 3.86 (0.36) 4.43 (0.76) 0.57 **
Q05 3.55 (0.66) 3.95 (0.83) 0.41 ** 3.23 (0.82) 3.46 (0.65) 0.23 3.43 (0.51) 3.86 (0.36) 0.43 **
Q06 3.05 (0.83) 3.64 (1.08) 0.59 *** 2.92 (1.09) 3.31 (1.09) 0.38 2.71 (1.07) 3.43 (1.22) 0.71
Q07 3.36 (0.65) 3.86 (0.77) 0.50 *** 3.54 (0.51) 3.85 (0.54) 0.31 ** 3.14 (0.86) 3.57 (1.09) 0.43
Q08 3.32 (0.64) 3.86 (0.82) 0.55 *** 3.62 (0.64) 3.92 (0.63) 0.31 * 3.14 (0.66) 3.57 (0.94) 0.43
Q09 3.50 (0.66) 3.95 (0.78) 0.45 *** 3.31 (1.01) 3.62 (1.02) 0.31 3.43 (0.94) 3.71 (1.20) 0.29
Q10 3.48 (0.67) 4.00 (0.96) 0.52 *** 3.67 (0.48) 4.00 (0.57) 0.33 ** 3.71 (0.47) 4.00 (0.78) 0.29
Q11 3.45 (0.66) 3.95 (0.78) 0.50 *** 3.00 (0.89) 3.54 (0.51) 0.54 ** 2.86 (1.03) 3.43 (0.94) 0.57
Q12 3.14 (1.07) 3.64 (1.12) 0.50 ** 3.54 (0.51) 3.92 (0.63) 0.38 ** 3.71 (0.47) 4.00 (0.78) 0.29
For m0, m1: there are mean value and standard error in parenthesis for each cell
***, **, * : means significance at 0.99, 0.95 and 0.90 levels respectively

Таблица 8 – Changes in staff attitudes according to employment status

Full Timer Part Timer

question n m0 m1 change n m0 m1 change

Q01 28 3.50 (0.84) 3.93 (0.90) 0.43 * 56 3.39 (0.91) 4.00 (1.04) 0.61 ***
Q02 3.21 (0.69) 3.93 (0.81) 0.71 *** 3.29 (0.71) 3.82 (0.90) 0.54 ***
Q03 3.50 (0.51) 4.00 (0.54) 0.50 *** 3.50 (0.74) 3.96 (0.83) 0.46 ***
Q04 3.43 (0.92) 3.71 (0.98) 0,29 3.46 (0.79) 4.00 (0.81) 0.54 ***
Q05 3.50 (0.64) 3.79 (0.69) 0,29 3.39 (0.73) 3.79 (0.78) 0.39 ***
Q06 2.86 (1.08) 3.43 (1.32) 0.57 * 3.00 (0.89) 3.54 (0.99) 0.54 ***
Q07 3.43 (0.63) 3.86 (0.65) 0.43 ** 3.36 (0.67) 3.79 (0.82) 0.43 ***
Q08 3.36 (0.49) 3.71 (0.60) 0.36 ** 3.39 (0.73) 3.89 (0.87) 0.50 ***
Q09 3.50 (0.75) 3.79 (0.69) 0,29 3.39 (0.87) 3.82 (1.05) 0.43 **
Q10 3.62 (0.50) 3.93 (0.60) 0.31 ** 3.56 (0.63) 4.04 (0.91) 0.48 ***
Q11 3.14 (0.85) 3.64 (0.73) 0.50 ** 3.25 (0.84) 3.79 (0.78) 0.54 ***
Q12 3.64 (0.62) 3.93 (0.60) 0.29 * 3.21 (0.95) 3.71 (1.07) 0.50 **
For m0, m1: there are mean value and standard error in parenthesis for each cell
***, **, * : means significance at 0.99, 0.95 and 0.90 levels respectively

Таблица 9 – Changes in staff attitudes according to gender

Female Male

question n m0 m1 change n m0 m1 change

Q01 24 3.50 (0.66) 4.17 (0.82) 0.67 *** 60 3.40 (0.96) 3.90 (1.05) 0.50 ***
Q02 3.33 (0.64) 3.83 (0.70) 0.50 ** 3.23 (0.72) 3.87 (0.93) 0.63 ***
Q03 3.50 (0.88) 4.00 (0.72) 0.50 ** 3.50 (0.57) 3.97 (0.76) 0.47 ***
Q04 3.58 (0.65) 4.00 (0.83) 0.42 * 3.40 (0.89) 3.87 (0.89) 0.47 ***
Q05 3.58 (0.50) 3.92 (0.78) 0.33 * 3.37 (0.76) 3.73 (0.73) 0.37 ***
Q06 2.83 (0.82) 3.17 (1.01) 0,33 3.00 (1.01) 3.63 (1.12) 0.63 ***
Q07 3.50 (0.66) 3.92 (0.78) 0.42 * 3.33 (0.66) 3.77 (0.77) 0.43 ***
Q08 3.58 (0.50) 4.00 (0.59) 0.42 ** 3.30 (0.70) 3.77 (0.85) 0.47 ***
Q09 3.58 (0.88) 4.00 (1.02) 0,42 3.37 (0.80) 3.73 (0.90) 0.37 **
Q10 3.73 (0.46) 4.08 (0.78) 0.36 * 3.52 (0.63) 3.97 (0.84) 0.45 ***
Q11 3.33 (0.96) 3.83 (1.01) 0.50 * 3.17 (0.78) 3.70 (0.65) 0.53 ***
Q12 3.67 (0.48) 4.08 (0.65) 0.42 ** 3.23 (0.96) 3.67 (1.02) 0.43 **
For m0, m1: there are mean value and standard error in parenthesis for each cell
***, **, * : means significance at 0.99, 0.95 and 0.90 levels respectively

their early employment trip, while “no changes” in senior
level staffs’ attitude might reflect also seniority, maturity
and self-actualization needs more than “lower level needs”.

Employment status based changes reflect the state of
part timers who seek complementary intrinsic/extrinsic
compensations and thus their attitudes were subject to
change in contrast to full timers who receive stable
financial and non-financial compensations and thus are
not overwhelmed by rewards.

On the other hand, the idea that “males” are more
dazzled by rewards might be compatible with the fact
that they hold more responsibilities than “females” in the
Lebanese context. And “females” might be in favor with
complementary rewards more than necessary once.

Findings draw us into the establishment of some useful
recommendations that might be helpful for promoting
quality commitment in higher education institutions in
Lebanon. Among the notable issues, compatibility of
rewards is of high concern to be considered, whereas part
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timers, junior level staffs were in favor with rewards more
than full timers and senior level staff. Thus, university
officials and decisions makers should take into account the
“different wants” of “different actors” to guarantee more
overwhelming staffs and more significant changes in their
attitudes.
Futureworks on the effect of reward systemonuniversity

staffs’ commitment to quality is recommended, especially
when it takes into consideration the limitations of this
study where the experiment took place only at one
university. Generalization of this study findings require
undertaking in depth examination and high scale study,
where variety of Lebanese universities are included, and
the context of differentmanagements, cultures, and quality
systems are considered.
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