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Abstract. High Performance Work Practices (HPWP) has not been sufficiently 

investigated in the frame of Non-profit Organizations. At the same time the need 

of NPOs for satisfied employees keeps rising, because of the increased demand for 
their services, especially in the health care sector. The purpose of this thesis is to 

investigate the relationship between HPWP and the mediation of Work Passion. 

The survey was based on a quantitative methodological approach, with the use of 
questionnaires, and the sample was constituted of 125 employees of health and 

mental health Non-profit Organizations based in Athens. The statistical analysis 

was implemented with the use of IBM SPSS Statistics 20. It was shown that 
HPWP are positively related to Work Passion. The implementation of High-

Performance Work Practices and the recruitment of employees who share common 

values with the organization can contribute significantly in this direction, since 
they are related to higher career satisfaction, through the increase of employee’s 

work passion. 
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1. Introduction 

High Performance Work Practices is a term that can be seen in the literature also as 

High-Performance Work Systems or High Involvement Work Practices or High 

Commitment Work Systems [1]-[3]. The term has received also, various definitions, 

such as “A set of separate but interconnected Human Resource Management Strategy 

(HRMS) practices, which concern the recruitment, selection, development, 

mobilization and retention of employees” [4]. Another more descriptive definition is as 

sets of mutually complementary HRMS policies and practices, which promote rigorous 

employee selection practices, increased career opportunities and development of skills, 

as well as the use of performance-based incentives, team-based work practices and 

participatory [5]. As a result, the above-mentioned definitions, a key element of HPWP 
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is their reference and study, as a “total” or “pack” of practices and not as individual, 

autonomous practices since it has become apparent that their results, when used as a 

whole, are more significant than those from the sum of the individual results practices. 

In addition to that, it is obvious that their results, when used as a whole, are more 

significant than those we would take in case of sum the individual results by the 

included practices [6]-[8]. 

2. Methods 

The study of the literature in relation to the methodology used in the research of the 

HPWP and the passion for work showed, with great clarity, that the appropriate 

research method is that of completing questionnaires by the employees of an 

organizations, a method which was followed within this work. 

The research sample used consists of 125 employees of non-profit organizations, 

who are active in the field of health and mental health and are work in Athens. It is 

important to mention that all the selected organizations had a legal status of Non-Profit 

Association, Civil Non-Profit Company, Non-Governmental Organization. They are 

also private law entities while social cooperatives were excluded, as they fall under a 

different legal framework. The employees were of various specialties and levels and 

had a legal, salaried employment relationship with each institution. The volunteers, the 

executives of the Administration and the Human Resources department of the 

organization were excluded from the research. The research took place from November 

2016 to February 2017. An informative letter sent to the address of ten non-profit 

health and mental health organizations, informing about the purposes of the research, 

and asking for permission to send questionnaires, in electronic form. 

In the present study all measurements were made using the five-point Likert scale, 

where the value 1 = Strongly Disagree and the value 5 = Strongly Agree. The 

questionnaire used is a combination of two existing questionnaires concerning the two 

main variables of the research, these are also free to use according to their licence in 

the literature. The combined questionnaire was tested for reliability using Cronbach’s 

Alpha coefficient, which exceeds 0.70. This value is highly reliable according to 

Nunnally, Bernstein and Berge (1967) [9]. As a result, the questions that make up each 

variable of the questionnaire are highly correlated, and we can use to extract a total sum 

using the sums of the individual questions with high reliability. High Performance 

Work Practices were measured using twelve items from the scale of Takeuchi [10]. 

This scale examines practices that fall into different categories such as training, 

evaluation, teamwork, participation in decision making and staff selection. Examples 

include: “Management always listens to the opinion and ideas of the team before 

making any decision”, “Performance appraisal is based on objective, measurable 

results”, “The selection of employees focuses on the selection of the best candidate, 

regardless of the respective job”. Passion for Work was measured using the scale 

created by Vallerand [11], which consists of six elements, such as “I am passionate 

about my job”, “My job allows me to live unforgettable experiences”, “My work 

harmonizes with the other activities of my life”. 
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3. Results 

In the total of 125 participants women were 70.2% and men to 29.8%, while the 

average age of the sample was 35 years. Married responders were 36.3%, 32.3% in a 

relationship and 28.2% with no relationship. In terms of educational level, the largest 

percentage were graduates of higher education, Higher Education (48.4%) or holders of 

a postgraduate diploma (40.3%). In addition to that, 55% of the participants were 

health or mental health professionals and performed clinical duties in the organization, 

28.2% held managerial positions and 16.1% seemed to fall into the broader category of 

general duties employees. Finally, the average number of years of work in the same 

organization was 6.06 years, while the average number of years of holding the specific 

job in the specific organization was 4.65 years. 

The reliability of the measuring instruments was checked using Cronbach’s Alpha 

coefficient. This is a factor that checks how reliable each factor is, by measuring the 

internal consistency of the variables, and takes values from 0 to 1. As shown in Table 1, 

the Cornbach’s Alpha coefficient is high enough for all variables, since it exceeds 0.7, 

the minimum value that a variable must take to be considered reliable, according to 

Nunnally [12]. This fact shows that the questions that make up each variable are highly 

interrelated, and we can, with reliability, extract a total sum from the sums of the 

individual questions and use it. 

 

Table 1. Reliability Indicator Cronbach's Alpha 

Variable Cronbach’s Alpha No. of Questions 
HPWP 0.92 12 

Passion for Work 0.87 6 

3.1. Descriptive Statistics 

In relation to the statistical descriptive data of the demographic data, as mentioned 

above, 70% of the total sample were women and the average age was 35 years. Marital 

status appeared to be almost equally distributed, with married life slightly higher, at 

36.3%, compared to the answer "in a relationship" (32.3%) and "free" (28.2%), while 

in a very large percentage of 88% the participants had university education or hold a 

postgraduate diploma 40.3%. More than half of the respondents (55%) were health or 

mental health professionals and exercised clinical duties, with an average of 6.06 years 

of work in the organization and an average of 4.65 years of holding the specific job in 

the organization. 

Going to the descriptive data of the variables, they are found in Table 2, which 

shows the Mean and Standard Deviation for each of them. Observing the Averages and 

given that all the measurement scales were five-point, it becomes clear that the sample 

shows a high degree of passion for the work, with an average of almost 4. The lowest 

average is shown by the HPWP, which move very close to the answer “I neither agree 

nor disagree” (average = 3.27), which indicates that the average of the respondents do 

not clearly understand whether the organization, in which they work, applies HPWP or 

do not want to take a position on this issue. Finally, the Standard Deviations seem to be 

moving at low levels <1, since the variables start from 0.76 which is the Standard 

Deviation of the passion for work while the HPWP with 0.93. This fact of low prices 

shows that the answers of the participants tend to be close to the average and are not 

scattered in a wider range of prices. 
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Table 2. Average and Standard Deviation 

Variable Average Standard Deviation 
HPWP 3.27 0.93 

Passion for Work 3.92 0.76 

3.2. Correlation among Demographics and Variables 

The Pearson correlation coefficient was used to investigate the correlation between 

demographic factors and research variables. The specific coefficient, which takes 

values -1 to +1 allows us to check the form of correlation of the variables (positive or 

negative correlation), as well as the level of statistical significance p, the intensity of 

the correlation (statistically significant correlation when p < 0.05 and strong 

statistically significant correlation when p < 0.01). As can be seen in Table 3, HPWP is 

positively correlated with passion for work (r = 0.57, p < 0.01). 

Table 3. Pearson Factor 

Variable 1 2 3 4 5 6 7 8 
Gender         

Age -0.08        

Marital Status 0.05 -0.05       

Educational Level 0.00 -0.03 -0.20*      
Years in Organization 0.04 0.67** -0.20* -0.18*     

Year in same position 0.03 0.58** -0.20* -0.16 0.76**    

Position type -0.10 -0.08 0.07 -0.16 -0.14 -0.14   
HPWP -0.06 0.08 0.01 -0.04 -0.03 -0.04 0.10  

passion for work -0.05 -0.00 0.08 0.07 -0.11 0.04 0.07 0.57** 

* p < 0.05, ** p < 0.01 

3.3. Regression Analysis 

The Regression Analysis that carried out in this research with HPWP function as an 

independent variable and the passion for work takes on the role of the dependent. The 

results reveal the positive influence of HPWP on the passion for work (B = 0.49. P < 

0.01) confirming our Hypothesis. The results of the Regression Analysis presented in 

Table 4. 

Table 4. Regression Analysis 

 Β R-sq P 
HPWP (X) and Passion for Work (Y) 0.49 0.37 0.00 

4. Discussion 

According to the results presented appeared that HPWP positively affects the passion 

for work. This work is the first that proves this relationship. The same is true as far as 

the second case, the one of attitudes and behaviours, which are influenced by 

employees’ passion for their work. Expanding this field and responding to the need to 

explore new variables that are influenced by a passion for work [13]. 

Another finding of this work is that when the employee feels that he is working in 

an organization with which he/she shares common values, then the HPWP applied, lead 

to the development of a passion for work to a higher degree. This finding is quite close 

to the recent research of Kooij and Boon [14]. This research is subject, like any study, 
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to limitations, despite the important findings. We should point out the limitation of data 

collected by NGOs based in a single city, Athens in Greece. Therefore, the 

generalization of its results must be done, in any case, carefully. 

5. Conclusions 

The research findings make it clear that the managements or Human Resources 

executives of non-profit organizations should use High Performance Work Practices, 

be interested in whether their employees are satisfied with their career and know that 

they are. It is important to select employees who share common values and philosophy 

with those of the organization. Obviously, human resource management cannot focus 

only on specific points, as there are a number of factors that must be taken into account 

in order to select, operate and support employees in such a way that the organization 

can perform to the maximum. So beyond the specific and important findings of the 

present study, perhaps its greatest contribution is the encouragement for more study, at 

a theoretical level and more engagement, at the level of administrations, with the 

human resources of the third sector of the economy and especially those involved with 

sensitive area of health and mental health services. 
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