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Abstract

Purpose-The present study 1i1nvestigates the relationship between the
empowerment and motivation of administrative faculty and their organizational
commitment. In particular, an effort is being made to empirically examine
the 1impact of empowerment, motivation, but also 1its four dimensions
(remuneration, co-workers, achievement, job attributes) in the
organizational commitment of administrative staff at higher education.
Design/methodology/approach—- This 1s an explanatory and descriptive
quantitative study. Data were collected using a structured questionnaire.
The final research sample consisted of 132 administrative employees from
public universities in Northern Greece. Findings - The results of the study
revealed that empowerment has the greatest iImpact on organizational
commitment of the administrative faculty. Research limitations/implications-
The data of the study is almost limited to the administrative faculty of two
public universities 1in Northern Greece. Therefore, it offers relatively
limited generalization of results. Originality/value-Non-academic faculty in
Higher Education has received 1little attention 1in the Iliterature. In
addition, there are very few studies in Greece focused on the motivation and
empowerment of civil servants.
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Introduction

Today organizations from all around the world strive to respond to the
daily challenges and improve the way they work. For this reason, they focus
on the involvement, support and commitment of their human resources (Scott

and Jaffe, 1991). In a competitive environment in which organizations must
be more profitable and efficient, an empowered worker is thought to be
essential (Melhem, 2004). Jorgensen and Becker (2015) argue that an employee

is considered to be organizationally committed when he provides high quality
services and has a significant impact on the image of an organization in
terms of customer service. Additionally, committed and motivated employees
with high levels of job involvement are considered as an important asset to
an organization, because they are more productive and higher productivity
usually leads to higher profits. Therefore, it 1is indisputable to develop
strategies in order to enhance the motivation, which will then lead to
commitment (Mohsan et al, 2011).

Zusman (2005) states that the twenty-first century has brought profound
challenges to Higher Education. Reduced government funding and increasing
privatization of universities are some of the challenges that Higher
Education has to face with nowadays. As a result, it becomes necessary to
seek for policies and practices in order to be able to meet its ever-
increasing needs. Administrators are an essential component of Higher
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Education Institutions and are integral to their wvitality. They can
significantly affect the style of the entire Institution and their daily
performance levels can determine the quality of relationships with students,
faculty and the public they serve (Conway 2000). Non-academic faculty are
generally seen as a residual category (Gornitzka xoal Larsen, 2004). They
think that their value to the organisation goes unrecognised by the academic
staff and students, too (Pitman, 2000).

However, they are aware of their vital role in the processes of a
University (Pitman, 2000) and they know that an Institution would find it
difficult to operate successfully without their own administrative support
and knowledge (Gornitzka kol Larsen, 2004). Indeed, they are responsible for
the important operations of a university (Lau 2010) . Therefore,
organizational strategies such as employee empowerment that encourage
commitment and innovative behaviors may become crucial to the long-term
survival of universities (Lau, 2010).

Strangely enough, non-academic faculty has received little attention
in the literature (Lau, 2010). In addition, there are very few studies in
Greece focused on the motivation of civil servants (Chatzopoulou et al 2015,
Massaras et al 2014, Grammatikopoulos et al 2013, Stefanidis 2012, Akrivos
kol Koutras 2009, Manolopoulos, 2008) and only one of them examines the
concept of commitment (Stefanidis 2012). Furthermore, none of the above
studies was conducted in the field of Higher Education.

In that context, the main purpose of the present study is to investigate
the relationship between the empowerment and motivation of administrative
faculty and their organizational commitment. In particular, an effort is
being made to empirically examine the impact of empowerment and motivation
in the organizational commitment of administrative faculty. A survey was
conducted in a sample of 132 administrative employees from two Public
Institutions of Higher Education, the International Hellenic University and
the Democritus University of Thrace. Empirical data were analyzed on SPSS,
revealing interesting relationships between the factors of the conceptual
framework.

Literature review and Research Hypotheses

Empowerment

Empowerment is a fundamental and important aspect for successful achievement,
productivity, and growth 1in any business. Employee empowerment can be
described as the act of providing decision-making authority to an employee
and 1s often associated with the redistribution of responsibility from
managers to their subordinates (Saif and Saleh, 2013). Empowerment often
falls into two categories: a) the perception of competence/self-efficacy and
b) the perceived control ability /decision-making authority (Men 2010, Chiles
and Zorn 1995).

There are many benefits of empowerment applications to the employees and
organizations. Thanks to empowerment, employees feel as if they owned their
own Jjob, their trust to their organization, personal development and job
satisfaction increase (Celik et al, 2014). Furthermore, employee empowerment
programs have been widely adopted in the public sector as a way to increase
organizational performance by finding innovative methods of correcting errors
in service delivery and redesigning work processes (Fernandez, 2012).
Employee empowerment can be another strategy to satisfy employees with their
working environment and job too, so as to earn their positive word of mouth,
commitment and loyalty towards the organization (Raza et al (2015).

It is a fact that in the field of empowerment the majority of efforts by
researchers have been made in private sector employees (Uzunbacak 2015, Raza
et al 2015, Meyerson and Dewettinck 2012, Baird and Wang 2010). The lack of
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contributions into civil servants’ empowerment is evident. Further research
is therefore necessary, in order to fill this research gap (Dimitriades and
Maroudas 2007) .

According to Hanaysha (2016b), empowerment is regarded as a practice of
motivating employees that aims to increase their performance by offering
opportunities of involvement and participation in decision making. It 1is
mainly concerned with developing trust and removing any boundaries between
the top management and employees (Meyerson & Dewettinck, 2012). Menon (2001)
stated that employee empowerment, as a psychological state, constitutes a
mediating relationship between empowerment actions and a variety of
variables, one of which is employee commitment.

A lot of researchers have observed and supported the relevance and
positive relationship between employee empowerment and organizational
commitment (Hanaysha 2016b, Uzunbacak 2015, Meyerson and Dewettinck 2012,
Baird and Wang 2010). Based on the above discussion, the following hypothesis
is presented:

H1: “Empowerment” of administrative faculty in Higher Education has a
positive impact on their organizational commitment.

Motivation

Between all the tasks a manager performs, employee motivation is arguably
the most complex, since it is influenced by both financial and non-financial
incentives (Paleologou et al, 2006). In Greece a number of studies have been
conducted on motivation and its positive impact on the public organizations’
operation (Manolopoulos 2008, Grammatikopoulos et al. 2013, Akrivos and
Koutras 2009, Massaras et al. 2014, Chatzopoulou et al. 2015). In that
context, employee motivation should be the top priority issue that the
universities have to deal with nowadays (Zlate xat Cucui, 2015).

It is worth noting that in the field of Higher Education some studies
attempted to explore the significance of employee motivation (Rahman et al.
2017; Zlate and Cucui 2015; Arabaci 2010).

Overall, the literature reveals that employee motivation has an impact on
some organizational factors, one of which 1is organizational commitment.
Specifically, previous studies (Al-Sada et al. 2017; Nazir et al. 2016;
Stephanides 2012) highlighted the positive relationship between employee
motivation and organizational commitment in the public sector. Based on the
discussion presented above, the following hypothesis is proposed:

H2: “"Motivation” of administrative faculty in Higher Education has a positive
impact on their organizational commitment.

According to Paleologou et al (2006), motivation i1s separated in four
dimensions (remuneration, co-workers, achievement and job attributes).

“Remuneration” is related with extrinsic work motivators, such as salary and
benefits, insurance and pension. In Maslow's theory it reflects safety needs,
such as stability and security, which are met by providing a safe working
place, good benefits including insurance and retirement, all of which are
motivators that advance employee welfare.

In the extended Greek public sector supervisors try to motivate their
employees by emphasizing on extrinsic rewards and specifically increased job
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security and the provision of fair wages (Manolopoulos, 2008). It is obvious
that these practices play an important role 1in employees’ recruitment,
performance and commitment. In that context, a lot of researchers reveal the
positive impact of remuneration on organizational commitment (Nieves and
Osorio 2017, Nazir et al 2016, Okyere-Kwakye and Otibu 2016, Pasaoglu 2015,
Stefanides 2012). Thus, the following hypothesis is presented:

H2a: “Remuneration” has a positive impact on the organizational commitment
of administrative faculty in Higher Education.

“Achievement” refers to intrinsic motivators expressed through factors such
as appreciation, ©pride, respect and social acceptance. There 1is an
association with Maslow's highest level of needs, self-actualization. After
meeting the previous levels of needs, someone will pursue self-actualization,
learn new things, take risks and generally grow in the working environment
(Paleologou et al, 2006).

Recent studies revealed that some of the most important motivating factors
are interesting work (Chatzopoulou et al, 2015), feeling of being respected
(Zlate xot Cucui, 2015), achievement (Grammatikopoulos et al, 2013) and
intrinsic work wvalues (Pi et al, 2016). Moreover, intrinsic rewards seem to
be related to better organizational outcomes in public sector in Greece
(Manolopoulos, 2008). For example, task significance (Hsu xalL Liao 2016,
Jung xol Yoon 2016) and perceived personal importance to the organization
(Steers, 1977), seem to have a positive effect on organizational commitment.
As a result, the following hypothesis is proposed:

H2b: “Achievement” has a positive impact on the organizational commitment of
administrative faculty in Higher Education.

“Co-workers”, refers to professional relationships with colleagues and
supervisors as a source of potential motivation and satisfaction. It includes
items related to social needs such as relationships, acceptance in work
groups and belongingness. This is equivalent to the third level on Maslow's
pyramid, and these necessities can be provided by a comfortable work
environment and open communication (Paleologou et al, 2006).

According to Gornitzka and Larsen’s (2004) study, administrative faculty
felt that their role was insignificant in wuniversity 1life. Similarly,
(Pitman, 2000) highlighted that administrative staff are more likely to find
convergence in their wvalue system with that of the students, rather than
that of the academics.

A review 1n international literature, demonstrates that recognition
opportunities given to the employees (Cicekli and Kabasakal 2017, Okyere-
Kwakye and Otibu 2016), healthy superior-subordinate relationships,
employees’ support from supervisors (Nazir et al 2016), as well as from co-
workers (Nazir et al 2016), the existence of fairness and respect for the
employee (Dessler, 1999), teamwork (Hanaysha 2016b), as well as equal
treatment and good working relationships (Chatzopoulou et al, 2015) enhance
and 1increase levels of organizational commitment. Based on the above
discussion, the following hypothesis is presented:

H2c: “Co-workers” has a positive impact on the organizational commitment of
administrative faculty in Higher Education.

Finally, “job attributes” address motivators 1linked to particular job
characteristics such as skill exploitation, participation in decision-making
and creativity. These are intrinsic motivators and are associated with
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accomplishment and growth, i.e. self-esteem according to Maslow's terminology
(Paleologou et al, 2006).

According to Cicekli and Kabasakal (2017) opportunity at work and alternative
job opportunities undoubtedly lead to increased organizational commitment.
Specifically, forms of career growth, such as career goal progress, promotion
speed and professional ability development positively influence affective

organizational commitment (Weng et al, 2010). Furthermore, clear roles and
duties can have a significant impact on organizational commitment
(Stefanides, 2012). Based on the above discussion, there is an obvious

relationship between Jjob attributes and organizational commitment (Hsu and
Liao 2016, Steers 1977). Hence, the following hypothesis is presented:

H2d: “Job attributes” has a positive impact on the organizational commitment
of administrative faculty in Higher Education.

Organizational Commitment

Organizations cannot withstand today’s competitive market unless their
employees are highly committed to its vision and mission. Time has passed
since committed employees were considered as those who came to the workplace
every day and worked independently. In contrast, employees nowadays have to
be “intrapreneurs” to prove their worth (Okyere-Kwakye and Otibu, 2016).
According to Hanaysha (2016), highly committed employees are marked by their
greater support to the organization so as to reinforce its global success.

Diab and Ajlouni (2015) defined organizational commitment as the internal
desire for working in an organization and making the utmost possible effort
for its benefit. Additionally, organizational commitment is considered as a
strong link between the organization and employees when their wvalues and
goals are compatible with the organization’s goals and values (Diab and
Ajlouni 2015, Amdan et al 2016).

A previous study revealed that training, promotion, choice, rewards, job
security and human resources management system affect organizational
commitment (Pasaoglu, 2015). According to Okyere-Kwakye and Otibu (2016),
individual employees will be committed to the organization only when managers
begin to recognize employees’ efforts, create a friendly working environment
and also a good leadership style. Another study showed that human resource
practices such as rewards, decision-making, staff development and training
increase employees’ commitment to the organization (Nieves and Osorio 2017,
Cicekli and Kabasakal 2017). Furthermore, Job characteristics such as
feedback, task significance and autonomy influence organizational commitment
and Jjob satisfaction (Hsu kot Liao, 2016). Pi et al (2016) argue that job
satisfaction and work values result in higher 1level of organizational
commitment.

Finally, studies which were conducted at public universities in northern
Malaysia showed that employee empowerment, training, engagement, teamwork,
work environment and organizational learning have a significant positive
effect on organizational commitment (Hanaysha 2016ca, Hanaysha 2016b).

Research Methodology

The present study aims to develop and empirically examine a conceptual
framework which investigates the impact of empowerment, motivation and its
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four dimensions (remuneration, co-workers, achievement, job attributes) in
the organizational commitment of administrative faculty at Higher Education.
The development of the research model was based on the literature review
that identified the factors which were wused by previous studies as
antecedents of organizational commitment.

Figure 1: The proposed conceptual framework
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Population of the study - Data collection

The targeted population was comprised of the administrative employees serving
at public universities in northern Greece. However, researchers were only
able to obtain access for data collection from two universities, the
International Hellenic University and the Democritus University of Thrace.
Data were collected using a structured questionnaire through an online
survey. The final research sample consisted of 132 administrative employees.
A total of 596 questionnaires were sent to the Universities mentioned above.
It is worth noting that in an effort to maximize the sample, follow up emails
were sent approximately three weeks after the initial mailing. In total, 132
valid questionnaires were collected with an overall response rate 22.15%.

Table 1: Demographic characteristics of the sample

Question Frequency %
Male 44 33,3%
Genre Female 88 66, 7%
Total 132 100,0%
-34 2 1,5%
35-44 38 28,8%
Age 45-54 67 50,8%
55 and more 25 18,9%
Total 132 100,0%
High School 30 22,7%
Technological 28 21,2%
. University 30 22,7%
Education Master’s 37 28,0%
PhD 7 5,3%
Total 132 100,0%
Job level Employee 83 62,9%
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Head of Department 30 22,7%
Head of Division 5 3,8%
Other 14 10, 6%
Total 132 100, 0%
-2 16 12,1%
Work experience 2-5 1 0,8%
(in the 5-10 12 9,1%
institution) 10 and more 103 78,0%
Total 132 100, 0%
International Hellenic | 51 38, 6%
University
Organization Democritus University 81 61,4%
of Thrace
Total 132 100, 0%

Measurement

A structured questionnaire was used in order to collect the appropriate data.
The questionnaire included four different sections: (a) Measurement of
“employee motivation” (sixteen items) and specifically its four dimensions
“reward” (four items), achievement (three items), “co-workers” (five items)
and “job attributes” (four items) , (b)Measurement of “employee empowerment”
(five items), (c)Measurement of “organizational commitment” (five items),

(d) Demographic information (seven items).

Table 2: Questionnaire design

Factors Number of questions Measurement scales

Motivation 16 items (total number)

(independent factor) Section A’
a) Remuneration 4 items

(independent factor)
b) Achievement . Paleologou et al

. 3 items

(independent factor) (20006)
c) Co-workers 5 items

(independent factor)
d) Job attributes 4 items

(independent factor)
Empowerment 5 items

(iidependent factor) Section B’ Hanaysha (2016a)
Organizational commitment 5

(dgpendent factor) Section C' Hanaysha (2016b)
Demographic information 7

Section D'

The measurement scales of constructs were taken from previous studies.
Motivation was measured using a scale consisting of sixteen items adapted
from Paleologou et al (2006). As mentioned above, motivation is separated in
four dimensions (remuneration, achievement, co-workers and job attributes).
This instrument was based on Herzberg kot Maslow theories and was used
successfully by other researchers, too (Grammatikopoulos et al, 2013). It is
worth noting that from total nineteen items only sixteen were used because
three of them which were included in dimension “Job attributes”, refer to
the factor of empowerment, which is measured at Section B. Five-point Likert
scale was used (l=not at all, b=extremely).
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Employee empowerment was measured using five items adapted from Hanaysha
(2016a), on the basis of the model which was developed by Men
(2010) .Hanaysha’s (2016) study focuses at the administrative faculty of
public universities in northern Malaysia. Similarly, five-point Likert scale
which ranges from 1 “strongly disagree” to 5 “strongly agree” was used.

Section C includes five questions related to the measurement of the dependent
factor, which is organizational commitment. The measurement of organizational
commitment was also based on Hanaysha’ s (2016a) study. Hanaysha (2016a)
adapted the measurement scale of Modway et al (1979), Organizational
Commitment Questionnaire (OCQ).

The final questionnaire included thirty-three (33) items. All questions were
translated into Greek and then back again to English.

Reliability and wvalidity

The questionnaire that was used in the present study was tested for both its
construct and content wvalidity. As mentioned above, the content of the
questionnaire (items) was adopted from an extensive review of the
international literature. A number of variables and factors influencing the
organizational commitment of employees were identified and those factors
that were consistent with the purpose and “needs of the present study were
selected. Subsequently, all questions were carefully translated into Greek
in order to avoid any mistakes.

To control for the construct validity, each of the seven factors was evaluated
for its reliability and unidimensionality. This was achieved by the use of
Explanatory Factor Analysis. Moreover, the statistical measure Cronbach Alpha
was used, through the statistical package SPSS, in order to estimate the
reliability of the factors.

Table 3: Construct validity and reliability

Factor Cronbach Bartlett’s
Construct/Factor | Items loadings Alpha K.M.O Test Sig. TVE
0,793; 0,703;
0,777; 0,887;
0,663; 0,534;
. . 0,700; 0,664; o
Motivation 16 0,656; 0,628; 0,940 0,930 , 000 69,163%
0,557; 0,762;
0,750; 0,800;
0,722; 0,790
, 0,830, 0,774; o
Remuneration 4 0,856; 0,710 0,801 0,783 , 000 63,116%
Achievement 3 0’782;7gé893; 0,735 0,608 ,000 66,320%
0,761; 0,858;
Co-workers 5 0,854; 0,862; 0,889 0,856 , 000 69,431%
0,828
, 0,845; 0,885; o
Job attributes 4 0,807; 0,860 0,870 0,766 , 000 72,215%
0,911;0,915;
Empowerment 5 0,768;0,751; 0,758 | 0,689 ,000 75,348%
0,862
Organizational 0,722; 0,895;
g . 5 0,890; 0,811; 0,872 0,792 , 000 66,593%
commitment 0.747
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All tests revealed that all the scales used are reliable and valid. For the
appropriate statistical analysis, the following measures have been examined:

e TIn order to determine the appropriateness of the factor analysis a)
the Bartlett’s Test of Sphericity was examined (it 1is statistically
significant at the 0,05 level) and b) the test of Kaiser-Mayer-0lkin
(KMO) Kaiser-Mayer-0Olkin (KMO) was examined (values lower than 0,6 are
not acceptable, while values over 0,8 are satisfactory)

e TIn order to test the significance of the items (questions), their
factor loadings were examined. For a sample size of about 150
observations a loading over 0,5 is considered to be significant.

e TIn order to test the reliability of the factors the measure of Cronbach
Alpha was used. Specifically, values over o,7 are considered wvalid.

From the “empowerment” factor analysis, two new factors emerged. According
to the content of the questions, but also to the theoretical approach already
mentioned above, the first factor was labeled "feeling of competence" while
the second one was labelled "feeling of control". These new factors are
undoubtedly identified with the literature review and in particular with the
approach of Men (2010), as well as Chiles and Zorn (1995). Additionally,
“motivation” factor analysis shows that the structure of the questionnaire
was adjusted and 3 factors emerged, instead of 4 which were used to measure
motivation. It might be worth pointing out that the original questionnaire
separation was made according to the measurement instrument of Paleologou et
al (2006), who implemented it in the Greek health sector. The present study
focuses on the field of education and may therefore be subject to
differentiation. As mentioned before, this instrument was based on Herzberg
and Maslow’s theories. Hence, an effort was made to 1link the new
categorization with Maslow's Hierarchy of Needs theory. As a result, the
three new factors were labeled “physiological and safety needs”, “social
needs” and “esteem needs and self-actualization”.

Empirical results

Table 4 includes the mean scores for every research factor. Specifically,
organizational commitment of administrative faculty is significant (mean
score=4,03). Similarly, the level of empowerment is relatively high (mean

score=4,04). Additionally, the results show that the 1level of overall
motivation of the administrative staff of Higher Education seems to be the
highest and the most significant one (mean score=4,22). Between the four
dimensions, “co-workers” (mean score=4,32) seem to motivate most the
administrative faculty. On the contrary, the lowest mean score corresponds
to “remuneration” (mean score=4,05), which means that employees are not
highly motivated by it.

Table 4: Mean factor scores

Factors Mean Std. Deviation
Motivation 4,22 0,52
Remuneration 4,05 0,79
Achievement 4,21 0,72
Co-workers 4,32 0,75

Job attributes 4,25 0,74
Empowerment 4,04 0,62
Organizational 4,03 0,72
commitment
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Correlation analysis was used to test the research hypotheses. This
statistical method examines the possible relationship between two or more
variables. In addition, Correlation Analysis helps to measure the intensity
of that relationship, as well as to determine its direction. Pearson,
Spearman and Kendall correlation coefficients are used for this calculation,
according to the type of variables (Dimitriades, 2016).

In the present study, Pearson's correlation coefficient was used to control
the level of correlation of organizational commitment with empowerment,
motivation and its four dimensions. These causal relationships are examined
by testing the following six hypotheses:

H1: “Empowerment” of administrative faculty 1in Higher Education has a
positive Impact on their organizational commitment.

H2: “Motivation” of administrative faculty in Higher Education has a positive
impact on their organizational commitment.

H2a: “Remuneration” has a positive impact on the organizational commitment
of administrative faculty in Higher Education.

H2b: “Achievement” has a positive impact on the organizational commitment of
administrative faculty in Higher Education.

H2c: “Co-workers” has a positive impact on the organizational commitment of
administrative faculty in Higher Education.

H2d: “Job attributes” has a positive impact on the organizational commitment
of administrative faculty in Higher Education.

According to Dimitriades (2016), the Pearson linear coefficient r shows
values from -1 to +1. Specifically, when the values approach -1, there
appears to be a strong negative correlation between two variables, whereas
when they are close to +1 they show a strong positive correlation as well as
the same direction of two variables. In addition, values close to 0 indicate
no relationship between the two variables, whereas in practice correlations
greater than 0.7 are considered satisfactory. The results of the correlation
analysis are presented in Table 5.

Table 5: Correlation Analysis

Organizational commitment
Pearson Sig. (2-tailed) N
Correlation

Empowerment 0,479** 0,000 132
Motivation 0,280%* 0,001 132
Remuneration 0,172%* 0,048 132
Achievement 0,305** 0,000 132
Co-workers 0,297** 0,001 132
Job attributes 0,268** 0,002 132

**Correlation is significant at the 0.01 level
* Correlation is significant at the 0.05 level

In general, the following remarks can be made:

e The first hypothesis is accepted because the data provided in the table
above reveal the existence of a positive relationship (r=0.479) between
empowerment and organizational commitment at 0.01 (1%) significance
level.
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e The second hypothesis refers to the overall “motivation” experienced
by higher education administrative faculty. Table 5 shows the positive,
relatively weak (r=0.280) relationship between motivation and
organizational commitment at 0.01 (1%) significance level.

e According to the third hypothesis, “remuneration” has a positive impact
on the organizational commitment of the administrative faculty. The
data presented above show that this factor has a statistically
significant correlation (r=0.172) with the organizational commitment
at the 0.05 significance level (5%). However, between all factors,
“remuneration” seems to have the least impact on organizational
commitment of administrative faculty.

e According to the fourth hypothesis, “achievement” has a positive impact
on the organizational commitment of administrative faculty. The results
in Table 5 confirm this hypothesis by having a positive, relatively
weak relationship (r=0.305) between the two aforementioned variables
at a significance level of 0.01 (1%).

e The fifth hypothesis is accepted because, the data in the table above
present the positive, relatively weak relationship (r=0.297) between
co-workers and organizational commitment at the significance level of
0.01 (1%).

e Finally, the sixth hypothesis that "job characteristics" has a positive
effect on organizational commitment of administrative faculty is fully
verified. In particular, table 5 reveals a positive, relatively weak
relationship (r=0.268) between the two variables mentioned at
significance level 0.01 (1%).

Overall, all six research hypotheses discussed in the present study are
empirically confirmed.

Table 6: Hypothesis testing

Hypothesis Path Result
H1 Empowerment - Organizational commitment Accepted
H2 Motivation - Organizational commitment Accepted
H2a Remuneration - Organizational commitment Accepted
H2b Achievement - Organizational commitment Accepted
H2c Co-workers - Organizational commitment Accepted
H2d Job attributes - Organizational commitment Accepted
Conclusion

There are plenty of studies on the antecedents of organizational commitment
(e.g. Al-Sada et al 2017, Nieves and Osorio 2017, Cicekli and Kabasakal 2017,
Hanaysha 2016a, Hanaysha 2016b, Okyere-Kwakye and Otibu 2016, Jung and Yoon
2016, Pi et al 2016, Hsu and Liao 2016, Amdan et al 2016, Nazir et al 2016).
Some of them are empowerment (e.g. Hanaysha 2016b; Uzunbacak 2015), but also
motivation (e.g. Al-Sada et al. 2017, Nazir et al. 2016, Stephanides 2012)
with its dimensions. Specifically, literature review reveals that reward
(e.g. Nieves and Osorio 2017, Nazir et al. 2016, Okyere-Kwakye and Otibu
2016), achievement (e.g. Hsu and Liao 2016, Pi et al. 2016), co-workers (e.g.
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Cicekli and Kabasakal 2017, Okyere-Kwakye and Otibu 2016), as well as Jjob
characteristics (e.g. Hsu and Liao 2016) have an impact on organizational
commitment.

Nowadays, the need for continuous education is definitely increasing. Thus,
the existence and effective operation of Universities is becoming extremely
important. In that context, employee motivation appears to be a necessary
administrative practice, which can be achieved by providing financial but
also non-financial benefits, too. After all, employees tend to be motivated
mainly when they receive respect, recognition and appreciation from
colleagues, but also when they are personally developed (Zlate and Cucui,
2015). In addition, adopting a culture based on employee empowerment will
undoubtedly lead to a number of positive outcomes and ultimately to the
success of an organization (Meyerson and Dewettinck 2012; Baird and Wang,
2010) .

As mentioned above, all six research hypotheses discussed in the present
study are empirically confirmed. Specifically,

e ‘“Empowerment” of Higher Education administrative employees has a
positive effect on their organizational commitment. Empowerment seems
to have the greatest impact on organizational commitment. This means
that the traditional management system with managers having control
over employees 1is no longer considered effective. Management has to
adopt a number of practices in order to keep its staff engaged. Some
of these are the continuous and complete informing of staff, enhancing
their autonomy and education.

e “Overall motivation” of Higher Education administrative employees
positively affects organizational commitment. Its implementation in a
public organization is of great scientific interest, as it offers the
opportunity to address essential issues such as reduced work interest,
corruption, low efficiency, and low employee satisfaction.

e “Remuneration” is positively related to organizational commitment of
Higher Education administrative employees. However, administrative
faculty’s commitment does not appear to be highly influenced by
extrinsic incentives, such as insurance, remuneration, retirement and
working environment. According to the Herzberg Two Factor Theory,
factors such as remuneration prevent dissatisfaction but neither
substantially motivate employees nor increase their desire for work.
Moreover, economic incentives that may be beneficial to the private
sector may not lead to the same results in the public sector. It is
worth noting that in his research Manolopoulos (2008) argued that
intrinsic rewards appear to be associated with better organizational
outcomes. Additionally, according to Zlate and Cucui (2015), employees
tend to be more motivated when they receive respect, recognition and
appreciation from colleagues, but also when they develop personally.
The conclusion that could be drawn is that due to the security and
stable salaries enjoyed by civil servants, "remuneration" is not
considered as a key determinant of their organizational commitment.

e “Achievement” has a positive impact on the organizational commitment
of Higher Education administrative employees. The importance of work
(Jung and Yoon 2016), as well as the employee's perception of how
important he or she feels about the organization (Steers, 1977,
significantly influence the level of organizational commitment. Pi et
al (2016) also demonstrate the positive relationship between intrinsic
work values (achievement) and commitment to the organization.

e “Co-workers” has a positive effect on organizational commitment of
Higher Education administrative faculty. This means that faculty is
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interested in relationships with colleagues and supervisors, and also
need to feel accepted and part of a team.

e Finally, "job characteristics" has a positive effect on organizational
commitment of Higher Education administrative faculty. Administrative
employees in Higher education are influenced by intrinsic motivating
factors that stem from each other's intrinsic values. For example,
creativity opportunities, goals and clear tasks are factors that have
a positive impact on organizational commitment.

Managerial implications

The findings of the present study, in addition to their contribution to
existing theory, may also have practical implications for Higher Education
Institutions. Specifically, bearing in mind that empowerment, as well as
motivation, have an impact on the organizational commitment of administrative
faculty and the fact that Higher Education in Greece is facing profound
challenges, a series of practices and policies are proposed in order to have
increased levels of organizational commitment:

A) “Empowerment” (the most important factor influencing commitment)

e More coaching/ mentoring between managers and subordinates.

e TIncreased levels of information/knowledge sharing to all employees.

e Active participation and expression of faculty's opinion.

e Scheduled group discussions and full briefing of administrative faculty
by managers (for example at the end of the week).

e Setting specific goals and planning for their implementation (for
example every month).

e Creating teams to come up with innovative proposals.

e Creating lifelong training and education programs for all employees.

e FEncouraging staff to attend seminars, conferences, and workshops in
the field of their work and in general in order to upgrade their
knowledge.

B) “Remuneration”

e TImprovement of building facilities, in order to improve the mood and
attitude of the staff (for example, well-decorated and pleasant meeting
and work areas).

e Providing state-of-the-art technological equipment that results in an
easier, less costly, hour-long process of employee work.

e Opportunity for all administrative employees to travel abroad (for
example through Erasmus programs) .

C) “Achievement”

e Recognizing and rewarding the day-to-day efforts of faculty, using
praising / thank you verbal expressions.

e Expressing gratitude to all employees irrespective of hierarchical
level (for example through thank-you letters and / or awards).

e Providing a variety of important tasks that determine the meaning and
importance of the job and make employees feel important.

D) “Co-workers”

Supporting working relationships, either between employees, or between
managers and subordinates (for example through events).

e Guidance and support of administrative staff Dby the Heads of
Departments.

E) “Job attributes”

e Ensure that the right people are placed in the right positions, taking
into account their qualifications and with a view of balancing the
University’s organizational needs with the employees’ personal needs.

e Job rotation after discussing with the employee and in order to enrich
his/her field of knowledge.
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Research Limitations

Like all empirical studies, the present study is subject to some limitations.
The population of the study is limited to the administrative faculty of two
public universities in Northern Greece. The workload of the administrative
faculty as well as their suspicion regarding the purpose and necessity of
the present study are the main reasons behind this limitation. Therefore,
the study offers relatively limited generalization of results.
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