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SHORT INTRODUCTION
Quality assurance processes in higher education have become increasingly common in many countries over the past two decades. Many factors have contributed to this development: government and industry have advocated that a well-educated workforce is essential to increased productivity and to maintaining a competitive edge in the global knowledge economy. This has brought about calls for greater accountability on the part of educational providers and the measuring of outputs through quality assurance processes.
In Lebanon, many workshops as well as conferences organized recently have raised awareness on the issues of Quality Assurance in higher education. The Ministry of Higher Education in Lebanon has been engaged for many years in a reform process to the higher education system. And the year 2008 marked the establishment of the Higher Education Reform Experts — HERE.
A conclusion drawn by TEMPUS on Higher education system in Lebanon considered the responsibility of staffs of higher education institutions in the development of quality culture as much as the senior administrator. Staffs often see quality measures as a threat and resist quality programs and thus, TEMPUS recommended Lebanese universities to define incentive / reward schemes to stimulate the adoption of the quality procedures by the staff.
The dissertation comprehensively investigates the problem of university’s staffs resistance to quality initiatives by analyzing the current state of the academic reward and recognition systems in Lebanon, measure the impact of incentives on staffs attitudes toward quality and develop rewards and incentives schemes to stimulate university’s staffs commitment to quality.
Methodological and theoretical base of the research was founded by the following authors: the relation between rewards and quality — R.C. Mahaney and A.L. Lederer, J. Evans and W. Lindsay; studies on the rewards system — J. Cameron and W.D. Pierce, discussion on the academic reward system — R.H. Heck, L.K. Johnsrud and V.J. Rosser, K.A. Merchant and W.A. Van der Stede, N.V.N. Chism, J.M. Gappa et al., K.A. O’Meara et al., J.H. Schuster and M.J. Fin​kelstein. Theories or schools of motivation theory that are particularly applicable to faculty: need theories such as those by A. Maslow and F. Herzberg, motive theories D. McClelland, job enrichment theories of J.R. Hackman and G. Oldman, and equity theory; J.S. Adams; cognitive motivational theories expectancy theory; V.H. Vroom, self-efficacy A. Bandura, sense making; K.E. Weick. Organizational commitment and quality commitment theoretical base were founded by R. Jackson, L.W. Porter, R.T. Mowday, J.P. Meyer and N.J. Allen and R.M. Steers.
Different studies undertaken on the reward system have appraised the role of rewards in maintaining quality and motivating employees, but didn’t use any quantitative measures to verify the real impact of rewards into quality initiatives, and little is known about the sort of incentives wanted by different employees in different cultures. The dissertation study that took place in the context in Lebanon will focus on driving quantitative indicators on the effect of rewards on university staffs attitudes toward quality and developing system of incentives and rewards of high interest to Lebanese higher education system.
GENERAL CHARACTERISTICS OF THE STUDY
The dissertation relationship with major research program and themes. The results of the dissertation are obtained through research carried out in the Minsk Innovation University (MIU), in accordance with research program «Ensuring the competitiveness of the business entity in the innovation economy», SR 20112937.
The purpose and objectives of the research. The purpose of the dissertation research is the scientific grounding and development of rewards and incentives schemes in higher education institution in Lebanon to stimulate and motivate university’s staff’s commitment to quality, change university’s staffs’ attitudes toward quality and promote staffs involvement in quality initiatives.
The object of the research is reward systems and quality initiatives in Higher Education Institutions in Lebanon. The subject of the research — incentive schemes models for changing university staffs’ attitudes toward quality and stimulating adoption of quality. Selecting an object and subject of study was done due to the need to improve the quality of education.
To achieve the purpose the following Tasks are stated:
1. Explore the theoretical approaches to quality assurance in the higher education system of Lebanon; to ground and scientifically substantiate the essence of the concepts of «quality in higher education», «quality assurance in higher education», «quality culture»; justify the methodological approach to the formation of a system of incentives and rewards for improving the quality of higher education.
2. Develop a methodology to assess the impact of the introduction of a reward system to the employees attitude toward quality before and after applying to them the incentives based on the use of descriptive statistics.
3. Develop a methodical approach to the evaluation of the causal relationship in the analysis of the employees attitude toward quality assurance in higher education, based on statistical methods and make recommendations for its implementation.
Scientific novelty of the results is the development of theoretical and methodological approaches for improving human resource management practices in higher education institutions. The most significant results that contain scientific novelty are the following:
1. For the first time a study to obtain quantitative estimates of the effectiveness of incentives and compensations in the context of higher education in Lebanon, containing solutions to the problem of occurrence of the employees fear of quality assurance measures. The findings are consistent with an appeal to the Government of Lebanon and the Lebanese Ministry of Higher Education to ensure quality in higher education and provide quantitative indicators when assessing the change in the quality of commitment to the employees.
2. For the first time using quantitative indicators it is proved that the introduction of a reward system leads to a significant change in relation to university staff to the quality of education. These findings provide feedback for decision-makers in the field of development and incentive system of remuneration in the institutions of higher education.
3. The study identified for the first time the types of rewards that are of interest and provide a stimulating effect at employees of universities in Lebanon. The results also correspond to the TEMPUS project in Lebanon: the call for research in the field of quality assurance, and the involvement of university staff in the process of quality assurance. The proposed methodology for identifying types of rewards are universal and can be adapted to other educational systems.
Claims of the dissertation:
1. Theoretical approaches to quality assurance in the context of the higher education system of Lebanon, based on the formation of a culture of quality in university workers.
The methodological approach to the formation of a system of incentives and rewards faculty members to improve the quality of higher education, developed and justified on the basis of theoretical analysis of research on the topic, as well as the results of the survey data of staff, carried out in most universities in Lebanon. Formed by a system of incentives and rewards, including: recognition and appreciation of the work, providing opportunities for career development and other professional achievements, the admission of workers to participate in the process of making important decisions, official recognition of the efforts, assistance in moving up the career ladder, battery life, providing advanced tools and equipment for the work, a comprehensive performance evaluation system, maintaining team spirit, effective leadership by the coordinators and the authorities, the provision of adequate financial remuneration.
2. Methodology to evaluate the statistical significance of changes in respect of academic employees to ensure the quality of education after the introduction of the academic reward system, which excludes the impact of external factors on the attitude of university staff to the quality of education. The methodology includes: selection of the three most desired employee benefits from the proposed list, the introduction of various combinations of these awards to non-contiguous departments, evaluating the commitment of employees to quality pre- and post-implementation.
3. The methodical approach to the evaluation of the integral effect of exposure to exposed (ATT) for the reward system to ensure the quality of the academic employees on the basis of modeling of causal effects. Measuring the effect of the introduction of the generalized system of rewards obtained using the two methods for estimating the average treatment effect on the exposed (ATT): the difference method difference (DID) and comparison method (Matching). As a basic guidance on the application it is proposed to carry out a test measurement of the effectiveness of implemented incentive system, and then, guided by the observed significance level for the ATT estimates used for full-scale implementation of a system of incentives and rewards.
Personal contribution of the author. The thesis is an independent scientific research of the competitor of a scientific degree.
Approbation of the dissertation and information about the use of its results. The main scientific and practical results of the dissertation were reported and discussed at the following conferences and seminars: «Management in social and economic systems» (Minsk, 2015), «Problems and prospects of modern science» (Minsk, 2015), «Personnel potential of modern educational systems» (Kharkov, 2016).
Publication of the dissertation results. The findings of the dissertation were published in 7 scientific articles, including: in 4 articles in reviewed scientific journals in accordance with item 18 of the Statute on the Awarding of Academic Degrees and Conferring Academic Ranks in the Republic of Belarus. Articles published in the reviewed scientific journals, and in 3 proceedings of international conferences.
The total volume of published articles 5,34 print pages while published in conferences proceedings constitutes of 0,92 print pages.

The structure and volume of the dissertation. The dissertation consists of introduction, general characteristics of the study, 3 chapters, the conclusion and appendixes. The total volume of the dissertation is 137 pages, including 5 figures on 3 pages, 27 tables on 12 pages, the list of abbreviation on 1 page, 2 appendixes on 11 pages. The list of 273 references.

THE MAIN CONTENT
Chapter 1 «Literature review and study on academic reward system» includes an extensive literature review and a study on the academic reward system in Lebanon. While some authors consider that academic reward system acts as a source of motivation for faculty, others draw on the organizational psychology literature and early theories of motivation such as Maslow and Herzberg et al., motive theories by McClelland, job enrichment theories of Hackman and Oldman, and equity theory by Adams and also on cognitive motivational theories such as expectancy theory by Vroom, self-efficacy by Bandura, sense making by Weick, and job characteristics theory by Hackman and Oldham to discuss the issue of rewards/incentives in motivating faculty members and realized that rewards actually influence faculty members behaviors and attitudes.
The second part of Chapter 1 includes a study on the academic reward system in Lebanon. We conducted this study in order to investigate the general state of the academic reward system and identifying incentives and rewards of high Interest to university staffs in Lebanon. We administered a survey questionnaire to all Lebanese universities and received high rate participation from variety of universities. More that one thousand questionnaires were sent and we got back 265 response. The results of this survey are analyzed through descriptive analysis.
Interpretations of results reflect a highly aware (mean/std.dev = 1.7471/0.50119) but not appreciated academic staff (0.8108/0.74639); this might be also a reflection of the absence of a formal reward system or lack of a well-defined reward system. Respondents 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 (4.0643), this reflects an intrinsic motivational orientation of the academic staff (Table 1).
The study reflects the exactitude of the reward system experienced by staffs. The absence of clear reward criteria (mean = 0.8810), lack of understanding of employees’ nomination procedure for an award (0.8008), ambiguity of awards and gifts associated with the reward system (0.7211) and the lack of staff involvement (0.9010). This case justifies an argument that there’s no formal or well-defined reward system at the higher education institutions level in Lebanon.
It has been noticed that the academic staffs are more intrinsically than extrinsically oriented; respondents highly rate intrinsic rewards of high motivational effect on them than extrinsic rewards. A cross-tap analysis was done to investigate the relation between: employment status (Full time: Part time), gender (Female: Male) and specific types of rewards, the findings reflect an approximate equal orientation among female and male staffs toward intrinsic/extrinsic rewards. And as was expected, part time staffs are more extrinsically oriented than full time staffs; this result might be a reflection of the varying financial compensation satisfaction among full time staffs and part time staffs at the Lebanese universities.
Table 1. — The Academic staff preferences among variety of Rewards
	Motivation
	N
	Mean
	Std. Deviation

	1
	2
	3
	4

	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


End of table 1

	1
	2
	3
	4

	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


Note — Rate of motivational effect: 1 — no motivational effect, 2 — low motivational effect, 3 — average motivational effect, 4 — good motivational effect, 5 — high motivational effect.
It is obvious that the absence of a formal and a well-defined reward system is a hallmark of the academic system in Lebanon. This characteristic is notable despite the high awareness level among academic staff of what is expected of their jobs. This argument is supported by the fact that 77.8 % of the respondents declare that they are aware of what is expected of their jobs, 49.2 % feel proud of their university’s objectives, 47.9 % feel that their supervisors care about them, while only 20.1 % have received recognition and appraisal during the data collection period, 26.4 % have been appreciated for their progress the last six months, 25.1 % were given ample opportunities to grow during this year.
It has been determined that in the Lebanese higher education industry, a well-defined academic reward system is absent. The higher education staffs are promising but are not appreciated, willing to grow and develop but are not recognized, ambitious but are not involved, aware of academic objectives but are not appraised, intrinsically oriented although they are not compensated well.
It has also been determined that current academic reward systems, proposed and planned ones, should take the following into consideration: Assume developing a reward system, not only to satisfy academic staff, but also for the university purposes; Involve staff in the reward decisions; Consider a variety of adequate intrinsic and extrinsic rewards that fulfill both full time and part time staffs; Monitor equality and fairness in reward system structure and allocation; Shorten «performance appraisal period» and launch monthly awards; Align between rewards and other human resources decisions especially promotion; Consider teaching and team awards and Provide growth opportunities and development.
The outcome of chapter one states that the academic reward system is instrumental in shaping staffs results. Hence, Lebanese universities’ seniors should identify performance related rewards and develop appropriate reward programs to reinforce these staffs’ results.
Chapter 2 «University staff’s commitment to quality» measures the impact of rewards on university’s staffs’ attitudes toward quality commitment over a 6-month period at the American University of Culture and Education in Lebanon. University staffs’ attitudes toward quality were measured for the first time in June 2015 and then different levels of rewards were administered to three faculties as follows; the highest level rewards were given to the faculty of Education. Faculty of Engineering members was given less rewards and no privileges and the faculty of Business were left as «control faculty» with no incentives «nor» privileges. After six month of administering this system, a second measurement of university staffs’ attitudes toward quality is conducted. The results of the two measurements (m0 — is code for the first measurement, m1 — for the second) were analyzed and statistically descried and the significance of changes in university’s staffs’ attitudes toward quality is tested. Respondents were asked to appraise their attitudes toward 12 questions on a scale from 1–5 and cross the corresponding box, considering how often they behave accordingly.
Questions Q01 through Q12 were: Q01 — It pleases me to know that my own work has made a contribution to the quality of the university’s outcomes; Q02 — A major source of satisfaction from my job comes from producing a quality piece of work; Q03 — It is important to me that my university continues to put an emphasis on quality; Q04 — I am continually taking action to improve the quality of my work; Q5 — Even if my work was never checked, I would continue to treat quality as being important; Q06 — I do not mind spending more time on a task in order to increase its quality, even if I get no credit for it; Q07 — I am prepared to put in extra effort to meet quality goals; Q08 — In my job, quality is the most important target to achieve; Q09 — I feel that quality is the most important aspect of my job; Q10 — I take personal responsibility for the quality of my own work; Q11 — Each individual has an important part to play in increasing the quality of my university’s outcomes; Q12 — I feel I share a responsibility for the quality of my university’s outcomes.
The respondents constitutes of 84 members among different faculties at university: 30 instructors from the faculty of Education, 24 from the faculty of Business and 30 from the faculty of Engineering (Table 2). 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.
Table 2. — Changes in staff attitudes according to 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 **


Note — 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.
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 Q01, Q02 and Q06, while no changes took place toward question Q09 at all. These results might be justified by the fact that faculty of Engineering members received less rewards and faculty of Business members didn’t receive any rewards at all and weren’t granted any privileges.
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 Q05 and Q06 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 Q09 and Q12. In contrast, there is a significant change in full timers’ attitudes only toward questions Q02and Q03, and no critical change in their attitudes toward other items. Rewards impact on staffs’ attitudes is evident on male responses more than females once. Generally, it’s clear that a significant change took place in male attitudes; however their attitudes toward questions Q09 and Q12 witnessed slight changes only.
Chapter 3 «Casual analysis of rewards and quality commitment» uses data driven from the first and second measurement before and after giving incentives to staffs and then investigates the causal inferences between rewards and university staffs attitudes toward quality commitment over a 6-month period at the American University of Culture and Education in Lebanon.
The dataset used for models estimation consists of following variables:
1. Averaged answer to 10 questions related to staff commitment to quality (y0) measured before experiment. Each answer is coded from 1 to 5, where higher values indicate stronger staff commitment.
2. Averaged answer to 10 questions related to staff commitment to quality (y) measured after experiment — this is out dependent variable.
3. Treatment variable (Tr) indicating that person was treated (Tr = 1, Faculties of Engineering and Education) or wasn't treated (Tr = 0, Faculty of Business).
4. Time variable, equal to 0 for initial measure (M0) and equal to 1 for second measure (M1) after incentives were distributed.
5. Demographics variables: X3 — for person role (Teaching Stuff or Administrative Staff), X7 — staff level (Junior, Middle or Senior), X8 — part-timer or full-timer, X9 — gender.
Difference-in-difference (DID) estimation are presented in Table 3, measure of interest is coefficient for time and Tr multiplication. In this case it's positive and strongly significant. The value of 0.669 indicates that those respondents who received treatment are almost one step better to acquire quality standards of the university on 1 to 5 scale. It’s also notable that there is no discrimination on gender, staff role or level.
Table 3. — Difference-in-difference estimations
	Independent variable
	Dependent variable: y

	
	(1)
	(2)
	(3)

	1
	2
	3
	4

	Time
	-0.010
	-0.010
	-0.010

	
	(0.140)
	(0.068)
	(0.067)

	Tr
	0.125
	0.017
	0.017

	
	(0.117)
	(0.057)
	(0.057)

	X3
	
	0.049
	

	
	
	(0.073)
	


End of table 3
	1
	2
	3
	4

	X7
	
	-0.045
	-0.039

	
	
	(0.028)
	(0.024)

	X8
	
	-0.034
	

	
	
	(0.040)
	

	X9
	
	0.028
	

	
	
	(0.042)
	

	y0
	
	0.897***
	0.893***

	
	
	(0.039)
	(0.039)

	Time : Tr
	0.669***
	0.669***
	0.669***

	
	(0.166)
	(0.080)
	(0.080)

	Constant
	3.274***
	0.353**
	0.410***

	
	(0.099)
	(0.171)
	(0.143)

	Observations
	168
	168
	168

	R2
	0.345
	0.852
	0.850

	Adjusted R2
	0.333
	0.844
	0.846

	Residual Std. Error
	0.485 (df = 164)
	0.234 (df = 159)
	0.233 (df = 162)

	F-Statistic
	28.795*** (df = 3; 164)
	114.120*** (df = 8; 159)
	184.026*** (df = 5; 162)


Note — *p < 0.1; **p < 0.05; ***p < 0.01.
Non-experimental design was used to prove the estimated ATT. We used matching on confounding variables with dataset described above.
The estimate is still positive, strongly significant and very close to the one we get for DID estimation — 0.69167. It confirms that treated personal of university tend to precept the quality politics on one grade higher level than those who doesn't receive incentives (Table 4).
Table 4. — Matching on confounding variables
	Estimate
	0.69167

	AI SE
	0.12641

	T-statistics
	5.4716

	p-value
	4.4607e-08

	Original number of observations
	84

	Original number of treated observations
	60

	Matched number of observations
	60

	Matched number of observations (unweighted)
	144


In conclusion, the study proved that ATT (Average treatment on treated) is strongly significant (p-value < 0.01) and varies between 0.6 and 0.7 this means that attitudes toward quality commitment is almost one level higher (on the grade from 1 to 5) if compared to situation without incentives.
Results of first and second measurement were analyzed using techniques of Difference in Difference and matching. The results revealed that the Average treatment on treated is strongly significant (p-values < 0.01) and varies between 0.626 and 0.669 for different methods of estimation. This means that staffs attitudes toward quality commitment is almost one level higher (on the grade from 1 to 5) if compared to situation without incentives. These findings underscore the importance of developing reward schemes in higher education institutions to reinforce university staffs’ attitudes toward quality.
In accordance with the above findings, staffs attitudes toward quality commitment could be modified through effective administration of incentives/rewards to staff. Higher education institutions have a valuable option to motivate staffs commitment to quality rather than imposing quality standards, controlling and monitoring its adoption.
The study proved that greater the level of incentives received by staffs, the greater the extent of staff’s attitudes change towards quality commitment. This is proved by positive signs of ATT estimations. As for the second hypothesis, change in staffs’ attitudes toward quality in the faculty of Business (who didn’t receive incentives) was insignificant.
These findings underscore the importance of developing reward schemes in Lebanese higher education institutions to motivate university staffs’ adoption of quality standards.
CONCLUSION
Main scientific results of the dissertation:
1. The study found that the topic of the remuneration and commitment to quality in the existing scientific literature is not fully reflected. In particular, there are no quantitative indicators, studies in the context of Lebanon and clearly defined types of incentives and awards that may be interested in the higher education sector employees. A study of the academic reward system in Lebanon, it was revealed that in the field of higher education in Lebanon clearly defined academic reward system is absent. Staff potential is high, but their efforts are not appreciated, they tend to grow and develop, but it is not supported, ambitious, but not involved in, aware of the academic purposes, but not evaluated, focused on the domestic types of remuneration, despite the fact that do not receive sufficient payment for work.
Based on the processing of personal data is designed system of incentives and rewards, which reflects the expectations of the academic staff of Lebanon. Among the very important attributes of the academic reward system, respondents expect the following: the feeling that the work of the staff appreciated and her grateful 82.4 %, providing opportunities for career growth and professional development 76.7 % of employees admitted to participation in decision 69.5 % of the decisions, the official recognition of the efforts of 68.9 %, assistance in promotion 67.7 %, battery life 65.1 %, providing advanced operating equipment and tools 65.6 %, a comprehensive performance assessment system is 63.7 %, maintaining the team spirit of 59.8 %, the effective leadership of the coordinators and the authorities and the provision of adequate financial compensation 56.0 %.
It was found that the existing system of academic awards, designed and planned, should take into account the following: an approach to the development of the remuneration system should not only meet the staff, but also conform to the objectives of the University; involvement of employees in the decision on the distribution of awards; the adoption of a number of appropriate internal and external types of remuneration that will meet the demands of full and part-time; monitoring of equity and justice in the structure and distribution of remuneration; known character of the expectations, standards and selection criteria; reducing the «evaluation period of work» and the introduction of an employee of the month awards; alignment between remuneration and other personnel decisions, especially in the matter of promotion; the possibility of introducing awards for teaching and work as a team, providing growth and development opportunities [1, 3, 5, 6].
2. A method for assessing the statistical significance of changes in respect of employees of the University to ensure the quality of the educational process after the introduction of a reward system. The technique has been applied to the three faculties of the American University of Culture and Education in Lebanon. Comparing attitudes of employees to the quality of education before and after the introduction of a reward system has shown that the biggest change in respect to the quality observed in the Faculty of Education of employees who have been granted the highest number of incentives and rewards. On the other hand, employees of the Faculty of Engineering, which offered fewer incentives and rewards, to change their attitude towards the quality is not so much. A control group, Department of Economics, incentives and awards that are not offered at all, did not change its attitude to quality at all. Thus, it can be concluded according to the degree of change in attitude of employees to the quality and quantity of their incentives and rewards.
Changing attitudes towards the quality of the younger staff can reflect the views of the «Youth», which searches for more incentives and rewards, especially in the beginning of his career path, and no change in relation to the quality of the employees of a higher level may be a reflection of the seniority, maturity and self-realization, the desire to meet «higher needs». Changes based on employment status, reflect the needs of workers with part-time seeking additional internal/external compensation, and are therefore relevant to the quality varied in contrast to full-time workers receiving a stable financial and non-financial rewards and, therefore, not blinded the prospect of additional types of remuneration. On the other hand, the idea of greater interest male employees in remuneration can be explained by the fact that in Lebanon they have more work responsibilities than women. And workers, women more impressed extra rewards than mandatory. Based on the data, you can give some useful tips that can help ensure the quality of the educational process in higher education institutions of Lebanon. Among the important questions remain appropriate remuneration types: workers with part-time and younger employees were more interested in receiving remuneration than full-time employees and senior staff. Therefore, the university management should take into account the «different needs» of various groups of workers for more significant changes in relation to the quality of workers [1, 2, 6, 7].
3. A methodical approach to the evaluation of the integral effect of exposure to exposed (ATT) for the reward system to ensure the quality of the employees of the University on the basis of modeling of cause-effect relationships. To assess the effect of the generalized influence of remuneration used two methods to assess the causal relationship to determine the average treatment effect on the exposed (ATT): the difference between the difference method (DID) and comparison method (Matching). The results of the first and second measurements were analyzed using the methods of the difference between the differences (DID) and comparison. The results of the application procedure at the American University of Culture and Education data showed that the average impact on the affected very significantly (p-value < 0.01), and varies between 0.626 and 0.669 for different assessment methods. This means that the ratio of staff to ensure higher quality for nearly a layer (on a scale of 1 to 5) compared to a situation where the employee benefits are not offered. These findings underscore the importance of the development of remuneration systems in higher education institutions to improve the quality of educational services. As a basic guidance on the application method proposed to carry out a test measurement of the effectiveness of implemented incentive system, and then, guided by the observed significance level for the ATT estimates used for full-scale implementation [4].
Recommendations for the practical use of the results. Theoretical and practical results, obtained in the dissertation, can be used for planning and implementation of academic reward systems in higher education context, revising current system in light of obtained findings and developing a practical incentive schemes to support university staffs commitment to quality initiatives in higher education institutions.
Results are already accepted by the American University of Culture and Education and the American University of Technology, and can be populated for other higher education institutions in Lebanon in the part concerning reward system development.
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SUMMARY
Mourtada Tayssir
HIGHER EDUCATION IN LEBANON: REWARD SYSTEM 
AND ITS IMPACT ON QUALITY ASSURANCE
Keywords: Reward system, Intrinsic rewards, extrinsic rewards, quality commitment, difference in difference and matching.
The purpose of the research: the development of rewards and incentives schemes in higher education institutions in Lebanon in order to stimulate and motivate university’s staff’s commitment to quality, to change university’s staffs’ attitudes toward quality and promote staffs involvement in quality initiatives.

Methods of the research: surveys, data processing and interpretation, modeling.

The obtained results and scientific novelty: model of causal inference for rewards to quality commitment is developed. The model used data driven from two phase measurements — before and after administering incentives to university’s staff members. The study undertaken for the first time in higher education context in Lebanon, and solves the problem of university’s members feeling of threat against quality measures. Results of the study support the Government of Lebanon and the Ministry of higher education in Lebanon call for quality assurance in higher education in Lebanon with quantitative measures of quality commitment changes. The verified effect of rewards on quality commitment offers higher education institutions management and decision makers to prompt and stimulate university members’ participation in quality initiatives.
The obtained theoretical and practical results help higher education institutions management to reduce university’s members resistance to quality measures, reduce time and effort to promote quality culture, and enhance and support collaborative and participatory approach to quality performance.
Usage recommendations: the developed models allow university management to develop academic reward system, revise current system and define incentive schemes to promote quality culture and to support university staffs’ involvement in quality measures and standards.
Scope of use: system of higher education in Lebanon.

РЕЗЮМЕ
Муртада Тайсир
Высшее образование в Ливане: система вознаграждений персонала 
и ее влияние на обеспечение качества
Ключевые слова: система вознаграждений, внутренние вознаграждения, внешние вознаграждения, приверженность качеству, метод разности разностей и метод сопоставления.
Цель исследования: научное обоснование и развитие системы вознаграждений в учреждениях высшего образования Ливана для повышения приверженности работников университета вопросам обеспечения качества, изменения отношения работников к качеству, увеличения вовлеченности персонала в различные инициативы по обеспечению качества.
Методы исследования: анкетирование, обработка и интерпретация данных, моделирование.

Полученные результаты и их новизна: разработана модель причинно-следственной связи между вознаграждением и приверженностью качеству. В модели используются данные, полученные из двух измерений — до и после введения системы стимулирования для сотрудников университета. Такое исследование впервые проводится в контексте высшего образования Ливана, оно призвано решить проблему негативного отношения сотрудников к мерам по обеспечению качества. Результаты исследования согласуются с целями правительства Ливана и Министерства высшего образования Ливана по обеспечению качества в сфере высшего образования с количественными показателями изменения приверженности качеству. Подтвержденное влияние вознаграждений на приверженность сотрудников качеству позволяет руководству учреждений высшего образования побуждать и стимулировать работников университета участвовать в программах по обеспечению качества.
Полученные теоретические и практические результаты помогут руководству учреждений высшего образования уменьшить сопротивление работников университета мерам по обеспечению качества, сократить время и усилия по продвижению культуры качества, а также усовершенствовать и поддерживать совместный активный подход к обеспечению качества.
Рекомендации по использованию: разработанные модели позволяют руководству университета построить систему академических вознаграждений, пересмотреть существующую систему и определить систему стимулирования для распространения культуры качества и поддержки вовлеченности сотрудников университета в реализацию мер и стандартов по обеспечению качества.

Область применения: система высшего образования Ливана.
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