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ABSTRACT 

The main purpose of the study was to assess the teaching staff salmy and benefit scheme oj" 
secondary schools of Eastern Zone of Tigray Region, to determine to what extent the system is 
market-driven and to investigate to what extent it is built on the goals of secondmy schools of the 
zone. A descriptive survey research method was employed to conduct the study. Two hundred 
Menty two copies of questionnaires were distributed among randomly selected teachers and 
teachers' development program officials who were taken on availability sampling to gather both 
qualitative and quantitative data on their al/itude towards the compensation package. Two 
hundred sixteen of them were returned. In addition teacher development program officials were 
also interviewed. The result empirical analysis provided was based on survey responses and 
results were displayed using tables. The results of the survey responses indicates that the pay 
system of the Minis"y of Education is no/ or some what competitive with the local market and it 
does nol enable the secondmy schools to attract, recl'llit, motivate and retain quality teachers. It 
also reveals that the salmy and benefits the teacher receives is unfair, inadequate and 
unsatisfactOlY resulting in turnover and working at level considerably below their capacity in 
secondmy schools. The study also shows that communication about the salmy and benefits are 
inexistent in the secondmy schools. Without factual information about pay and benefit issues, it 
will be subject to speculation and misinterpretation and this may lead to reduced tl'llS/. 
Communicating teachers about pay and benefit issues are received to be the primmy task for 
.lil/ure organizational success. Finally, it is recommendedfor Minishy of Education, Regional 
Education Bureau, Woreda Education Office and the Secondary Schools to undertake a 
comprehensive teacher's compensation mechanism which represents a strategy for recruiting, 
al/!'Octing. retaining and supporting high quality teachers. In addition, the compensation system 
should be redesigned to enable the secondmy schools to encourage and reward peak 
performance and the acquisition of new skills and knowledge. 
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CHAPTER ONE 

1. INTRODUCTION 

1.1 Background of the Study 

People hold the key to more productive and efficient organizations by playing a 

central role in building an organizations' competitive advantage. Pa rticularly in 

knowledge-based activities such as information software services, success 

increasingly depends on the knowledge, skills and abilities embedded in an 

organization's members (Sherman, 1998: 4). People join organizations with 

some expectations, i.e. compensation to satisfy their lives. Compensation in 

this context, can be any thing tha t attracts a n employee's attention and 

stimulates him/ er to work for result. The nature and type of compensation 

provided by organization's could be varied and many. 

As Dessler (2009: 224-25) states employee compensation refers to all forms of 

payor rewards going to employees a nd arising from their employment. It has 

two main components: direct financia l payments (in the form of wages, salaries, 

incentives, commissions and bonuses) and indirect payments (in the form of 

financial benefits like employer-paid in:;urance and vacations). 

Organizations need to continue to improve in their cost, in the qua lity of goods 

and services they offer, and in how quickly they can deliver products and 

services to customer (Schuster and Zingheim, 1992 : X). In order to a ttain these 

needs, there should have a mechanism that makes employee satisfied a nd 

committed to their job in academic and action research through effective 

compensation system. 

The design, implementation , and m a intenance of compensation system s a rc 

important parts of strategic human resources management (SHRM). Decision s 

about salaries, incentives , benefits , and quality of life issues are important in 

attracting, retaining and motivating em ployees (Pynes, 2009: 251). 



Therefore, the presence of organizational compensation system enables that 

em p loyee satisfy their n eeds, could create and promote quality workforce as 

well as fulfill their inner needs. It is only inspired workforce that could lead to 

achieving organizational goals . For instan ce , In Hong Kong, base salary, merit 

pay, year-end bonus, a nnual leave, mortgage loan , and profit sharing were the 

most important factors to retain a nd motivate employees. In China, base salary, 

m erit pay, year-end bonus, housing provision, cash a llowance, overtime 

a llowance, and individual bonus were the most important factors to retain and 

motivate employees (Chiu, 2002; Luk, 2002; Tang, 2002). 

Reward and recognition programs can positively a ffect motivation, performance 

a nd interest within an organization. While a li ttle more problematic , team­

based incentives, if des ign ed appropria tely, can a lso encourage a nd support a 

range of motivation of human resources, organizationa l compensation system 

have become one of th e a reas in human resource management, which play 

pivotal role in creating and m a in taining motivated a nd happy workforce 

required to meet organizational objectives. 

Even though th e fact that, in adequate compensation IS one of the cau ses for 

teachers' turnover and declining the quali ty of education. If teachers are not 

well paid, they will not teach regularly a nd p roperly or leave the profession . 

Ethiopian <i.cademics a re pooled :10t only inte rna lly, but also exte rnally to 

Europe and North America (Demissu, 2008 : 28; Dejene, 2000 and Kefyalew, 

2001 ). 

This may bring frequent exodus of teachers and place a strain on secondary 

sch ools through out the country. Therefore to solve this problem both 

gove rn menta l and public in this a rea must pay attention to number of factors 

that a ffect th e motivation and performance of teacher s becau se, in sufficiencies 

and inconsistencies can lead to a brain drain from the teaching forces thus 

dwindling the edu cation system of the coun try. 
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Teachers, who are key players in those teaching and learning processes, have 

all the aforementioned needs and aspirations that they want to fulfill. As the 

UNESCO, (1997: 37) 'recommendation' states that "academics should enjoy 

salaries, privileges and benefits commensurate with the great responsibility 

that the society bestowed on them." This teaching as a career creates 

opportunities for progress and promotion, offering considerable attention and 

concern for teachers is of an inescapable task. 

Both the government and the public in this area need to address this pressing 

issue due to the fact that this task is basically run by the knowledge, skill and 

competencies of teaching staff. Therefore effective and workable institutional 

compensation system and its administration is extremely important in creating 

for governmental secondary schools to be successful and continue to play 

significant role in the nations human resource development undercover. 

Hence, in order to retain efficient experience and skilled employees the 

organization has to make sure that there is a competitive compensation and 

benefit system. When compensation is perceived as adequate and equitable 

with their contribution to the organization goal achievement, employees are 

more likely motivated a nd satisfied. But when they perceive the compensation 

as inadequate and inequitable their leve l of performance, motivation and 

satisfaction may decline drarnatically. In such case not only members of 

employees that left the organization, but also the amount of money wasted to 

recruit, train and develop new employees could increase. 

Thus, this study will be conducted with the intention of assessll1g the 

perception of governmental secondary school members about the a dequacy and 

equitability of compensation to performance. Moreover, intended to identify 

factors that affect the existing compensation policies, practices and there by to 

suggest feasible solution to solve the problem. 
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1.2 Statement of the Problem 

Since the a dvent of the educational policy in Ethiopia, a large number of 

governmenta l secondary schools have been established . These are currently 

providing educationa l services to the society a t la rge a nd trying to feed the 

existing establis hed and extent universities and colleges. In their efforts of 

attaining their institutional goals by providing quality edu cation, the 

management of their huma n resources plays vary significant role. For such 

education a l institution m anaging the human resource is th e crucia l factor for 

the kind of education th e students receive is heavily dependent upon the 

qua lity of the performa n ce of teachers who staff them. 

Qua lity in this context is defined n ot only in terms of teach ers ' knowledge and 

skills bu t a lso in terms of their education to teaching activities. Equa lly 

importa nt is that teachers' com pensation plays greater role in creating a nd 

maintain ing staff a imed at achieving the desired organizational objectives by 

attaining higher level of performance. 

Mathis a n d Jackson, (1 997 : 374) stated that compen sation lS fundamentally 

about bala ncing human resources costs with the a bility to attract a nd keep 

employees. By providing compen sation, most employer attempt to provide fair 

remuneration for the knowledge, skills and abili ties of their employees. In 

addition the compensation system should support organizational objectives and 

strategies. 

However, compen sation system l S a ffe cted by vanous factors su ch as 

competi t ive labor m a rket, cost of living collective bargaining comparable wages, 

government constra ints and paying abilities of the organization. 

In order to provide quality education for their s tudents and to meet the 

expectation of pa rents and that the society in su staina ble manner, it is 

mandatory to h ave com pe titive compensation a nd ben efit system for its 
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employees, so that it will retain efficient professional and experienced staff. 

Even though the fact that, practices and reports have been showed tha t: the 

presence of turnover, absenteeism, feeling of grievance, a nd lodging of 

complaints were largely perceived in the teach ing staff of government schools of 

the zone. 

In addition, these evidences negatively affect not only the motivation and 

readiness of the teaching staff but a lso negatively affect th e achievement of 

students at large . To accompany with evidence , as reports of the zone h ave 

been shown from 2007/2008-2009,/2010, about 7.6%, 9.2% and 12.3% of 

turnover is respectively observed and even the students ' achievement of these 

three years of EGSECE is recorded 28 .9,% 37.04%, 3 1.48%, in average 

consecutively . 

Meanwhile, this study varies from other local studies by its set ting, responden ts 

and the employed method of the study. Th erefore, this study begins with the 

assumption that the academic staff of the government secondary schools might 

not provided with required compensation compatible to their expectation and 

this in turn results in low level of motivation on the part of academic staff 

leading to have an adverse effect on the quality of edu cation. 

Consideration for and proper management of an organizationa l compensation 

systems that enable employee~ to satisfy th eir needs , create and promctc 

quality work life as well as to fulfill their inner n eeds. Obviously, this leads to 

su ccess of organizations in general and educational institution in particula r 

d epends on the adequate a nd equ itable a compen sation of the human resource . 

Cognizant of the above fact, the study is set out to assess the academic staff 

compen sation practice in government secondary schools of Eastern Zone of 

Tigray direc ted towards answering th e following basic question s. 

1. To what exten t do teachers appreciate the amount of salary and benefits 

they receive? 
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2 . Does the compensation system h elp In retaining qualified teachers of 

seconda ry schools? 

3 . To what exten t does the design of compen sation system a ffect the 

performance of teachers? 

4 . What a re the measures ta ken to implement compensa tion practices In 

schools? 

1.3 Objectives of the Study 

Compensa tion is unders tood as aspect of huma n resource management which 

a ims a t c reating a system of rewards that is equita ble to the employer a nd 

employee a like. So that the employees in a ttracted to the work a nd motivated 

to do a good job for the employer organization . 

Hen ce , with this con ception the gen era l a n d specific objectives of the s tudy will 

a s follows: 

1.3.1 General Objective 

To discu ss the curren t compensation practice, its impact on the performance of 

academic s ta ff and the overall goals of th e governmenta l secondary schools of 

eastern zone of Tigray a nd fin a lly to give recommenda tions tha t may improve 

the compen sation system problem s . 

1.3.2 Specific Objective 

v' To assess how the compen sation system is pe rceived by teachers . 

v' To asses th e exis ting com pensation policies a nd practices with respect 

to teach ers performa nce . 

v' to identify variou s fac to rs th a t a ffect the compensation practice 

v' To identify a nd recommend possible solution tha t could a lleviate 

compensation problems . 

1.4 Significance of the Study 

Previous research a nd practices sh ows the firm s su ccess depend s on its a bility 

to a ttrac t and keep skilled trades em ployees . Lack of competitive compensation 



and benefit system resulted in high turnover, absenteeism, feeling grievance 

and as a result could potentially hurt the organization's image for quality and 

integrity thus undermines its strategy. 

In view of this, the analysis of the design and implementation of compensation 

and benefit system will h elp to identify the problem, difference, and finally give 

a solution to fill the gap . Generally the importance of the study is to give 

recommendation, which will be based on the findings of the study, so that it 

can help the state officials to have a good plan of compensation and benefit 

system to retain efficient and experienced academic staff. 

1.5 Delimitation of the Study 

This study is confined to the government secondary schools of Eastern Zone of 

Tigray for it would be difficult to study nationally due to the anticipated 

limitedness of different resources to gather data. The research is also focused 

on the current practice of academic staff compensation , though there are many 

issu es such as performance appraisal, training, supervision and others in the 

secondary schools that enhance the competence of academic staffs . 

1.6 Limitation of the Study 

Any research requires adequate time, finance and materials to undertake 

successful study. Even though, the ma>~r limitation'> faced by the researcher 

were insufficiency of up-to-date literature in the study area and poor 

documentation especially about the benefits of the teaching staff during the 

course of the study. 

1.7. Operational Definitions for Key Terms 

Compensation: refers to a ll forms of pay and fringe benefits such us medical, 

educational, trans port and insurance tha t organization provides to teachers for 

being a member of the organization. 
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Teaching staff: means a member of the governmental school who devotes 

most of his in the teaching and learning process of the governmental schools. 

1.8 Organization of the Study 

This research consists of five chapters . The first chapters deals with 

introduction, statement of the problem, objective of the study, significance of 

the study, delimitation, limitation of the study and definition of terms. The 

second chapter addresses the review of related literature to the topic. The third 

deals with research design and method, source of data, population, sampling 

techniques, data analysis and interpretation techniques. 

Chapter four treats the characteristics of respondents' data analysis and 

inte rpretations of the data. Finally Summary, conclu sions and 

recommendations forwarded on the basis of the analys is will be treated in the 

fifth chapter. Besides, bibliography, sample questionnaires and other relevant 

documents will be attached at the end of the chapter. 
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CHAPTER TWO 

2. REVIEW OF THE RELATED LITERATURE 

2.1 Historical Background of Compensation 

It is believed that compensation has started from the very inception of 

civilization. As long as employers and employees have existed compensation 

has a lso existed (Maurer and others, 1995: 25, Reddy, 1991: 43). The industrial 

revolution, followed by the surfacing of different management theories has 

contributed a lot for the development or modern compensation management. 

The system is Frederick Taylor'S scientific management, where he developed the 

concept of standard acceptable view of a fair day's work (Dessler, 1997: 471). 

Rapid developments of corporations, labor unions and management hierarchies 

have also contributed in setting measure of standard for pay system. In 

addition the shortage of manpower created as a result of World War I and World 

War II had forced managers to devise different compensation mechanisms to 

attract and motivate workers (Maurer and others, 1995; Dessler, 1997: 471). 

Global competition, corporate downsizing and new management schemes 

compelled compensation managers to be more adaptive to the changing needs 

of employees and employees compensation can not longer by managed from a 

limited approach. To day viewing compensation decision with other areas of 

human resource management is more likely to yield success (Milkovich and 

Boudreau; 1989: 535, Maurer and others, 1995: 252). 

"Human Resource Management is responsible for how people are treated in 

organizations. It is responsible for bringing people in to organization, helping 

them perform their work, compensating them for their labors, and solving 

problems that arise" (Cherrington, 1995: 5), compensation and benefit is one of 

human resource management function, which this paper dealt with. Th e 

compensation of people at work has become one of the most demanding 

problems facing management nowaday every where, in any industry. "The 
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most serious issues for employers today in a ll industries in hiring and keeping 

qualified and capable employees according to Da nald Marsha k, senior a n a lyst 

a t the U.S Bureau of la bor statistics (BLS) ( Pine, 2000: 113) . 

Compensation practices vary con s iderably a cross countries and with in the 

country. It is influenced by different factors namely cultural, compe titive 

markets, collective ba rgaining and employee representation of the country. The 

value of the compensation is in the eye of the beholder. A compensation highly 

valued in one country may be re latively by meaningless in a nother a nd this is 

a lso hold true for different organization with in a country. The compensation 

employees receive for their work provides them with more tha n of other shor t 

a nd long term fina ncia l n eeds . It also affects their self image a nd the perception 

of their worth and stature a mong their peers in work family a nd social 

communities. 

At organization level, employees' compe nsation affects their productivity and 

their tendency to s tay w ith the organization. Therefore, if a n orga n ization's 

compen sation and benefi t programs are to be e ffective they must ta ke factors 

a ffec ting the program and at the end must a lso reflect the organization's 

strategy vision and mission. 

2.1.1 Definitions of Compensation 

There is no single universa l de finition for compensation. Different authors h ave 

defined compensation in different terms. Some of the definitions given to 

compensation are as follows : 

>- Compensation is what employees receive in exch a nge for their wo rk. 

Compensation includes a ll rewards (tangible and inta ngible) th at an 

employee receives from his / her employers (Werther a nd Davis, 1993 : 

335). 

~ According to Milkovich a nd Boudere (1 989 : 541 ) a lso compe n sation 

includes fin a nc ia l returns and tangible services and benefits em ployees 

rece ive as a part of a n employment re la tion s hip . 
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> Employee compensation is refers to all forms of payor rewarding going to 

employee and ansmg from their employment. It has two m a m 

components. Direct financia l payment and in the form of wage, salaries, 

incentives, bonuses, and commissions, and indirect payments in the form 

of fina n cial benefits like employer paid insurance, paid vacation, s ick 

leave , m edical fee, sch ool fee etc. (Dessler, 2009: 224-225). 

2.1.2 Organizational Compensation System 

People often join organiza tion s in order to secure rewards as a result of their 

active participation in the functions a n d objectives under taken by the latter. 

Organizationa l reward system con s ists of the type of rewards, both extrins ic 

and intrinsic, that a re received or benefited on accounts of member s 

involvement in the activities of an organization (Bya rs and Puse, 1987: 290). 

Extrinsic and Intrinsic Rewards 

Motivational theories distin guish between extrinsic a nd intrinsic reward s. 

Extrinsic rewards come from sources that a re outs ide of or external to, the 

individual, while intrinsic regards are largely a result of the worker's 

satis faction with his j ob (Vecchio , 1988 : 2 00). 

The idea of extrinsic versus intrins ic rewards is widely treated in the works of 

Robbins. According to him (1 989 : 451), extrinsic rewards are received from the 

environment surrounding the context of the work. Most extrins ic rewards a re 

direc tly controlled a nd distributed by the organization and are more tangible 

tha n intrinsic rewards. Pay, promotion , fringe ben efits, preferred job 

assignments , a nd work environment a re examples of extrinsic reward s that can 

be administered through the formal reward system s . 

Intrinsic rewards a re those that individua ls receive for themselves. They a re 

internal to the individua l and a re normally derived from involvement in certa in 

tasks. In t rin s ic can be viewed as the pleasure or value one receives from the 
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content of a work task. J ob satisfaction, achievement, personal growth, and 

feelings of accomplishmen t are examples of intrins ic rewa rds. 

Despite the differences outlined, extrinsic a nd intrins ic rewards a re closely 

rela ted . Often th e provis ion of a n extrins ic reward provides the recipien t with 

intrins ic rewards . Some sources of rewards serve a dua l purpose. Vecchio 

(1988: 120) h as noted that rewa rds can be extrins ic or ta n gible in n a ture while 

having intrinsic or p sych ological value becau se of wha t they symbolize . Both a 

high salary and rapid career p rogress (extrin s ic) may cul t iva te opportunities for 

feelings of a ccomplishment and achievement (intrin s ic) on the pa rt of the 

individua l. 

People who work beca u se th ey find the work itself rewa rding a re intrins ically 

motiva ted. Those who work becau se they receive s u ch rewa rds a s pay, 

promotion , or fr in ge ben e fi ts are extrins ically motivated . Most research ers a nd 

practitioner s agree th a t motivation a work setting can occur becau se of the 

availa bili ty of both intrins ic and extrin s ic reward s , the value attach ed to them, 

and the qua li ty of their distribution in the organization (Gordon , 1986: 122). 

2.1.3 Objectives of the Compensation 

A compen sation system is to create a system of reward s which is equi table to 

the employ~r and employee a like, so th a t em ployee is a ttracted to the work a nd 

mojva ted to do a good, job for the en p loyer (Glueck, 19 82: 4 50). Decenzo a nd 

Robins (1 9 88 : 36 1) discu ses compen sation m a nagement, being a n importa n t 

stra tegic area of academic in s ti tution s, wi ll have a n impact on employer 's 

ability to a ttract a pplicants, return ta lented s ta ff, and e n sure optimal levels of 

performa n ce form the s ta ff in meeting the s trategic objectives of the ins t itution . 

They a rgue th a t educationa l in s titutions can bring su ccess through satis fi ed 

a nd loyal s ta ff. 

According to Patha n (2 002: 243 ) a lso su ggests th a t, as c riteria for e ffect iveness 

of compensa tion sys tems , pay should be enou gh to help a nd employees feel 

secure and aid him / h e r 111 satis fy ing basic need s. Com pen sation can be 
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adjusted according to the business needs, goals, and available resources of an 

organization. Generally, objectives serve as guides or directions to design a 

compensation system of an organization and also standa rds for judging the 

su ccess of the pay system. The compensation by for the most important and 

contentions element in the employment relation s hip and it has an equal 

interest to the employer, employee and government 

To Employees 

It is the primary and often the only source of income for th em and statu s in the 

socia l system. Their income is a measure of their worth to themselves, their 

follow workers, their family and society. According to Hen ema n , (1 989 : 185) 

also, it is reward that a source of both economic a nd psychological income. 

To Employers 

The amount of firms pays its employees in the form of wages, sala ries a nd 

fringe benefits is quite important, as this cost fac tor interacts with tota l revenue 

to de te rmine the firm s financia l success. According to the economic law of the 

wage share, the ratio of employee wages to total business income has remained 

practically constan t at approximately 50% s ince the term of the century 

(Megginson, 198 1: 393). As Heneman, (1 989: 186) enhances, it is both a 

potentia lly powerful influence on employee's behaviors and attitudes and a 

(usu a lly signi fic8!'t) cost. 

To Government 

The government also has a n interest in the compensation problem. First overt 

compla ints of workers focu s on their a bsolute a nd rela tive wage rates . 

Consequently, most strikes and grievances a re over some aspects of wages. 

Second there is the ever present danger of infla tion if wage rates increase faste r 

than increases in employee productivity, unit labor costs go up, and the 

inevitable result is a wage price spira l (Megginson, 1981: 393). 
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In general, compensation sys tem in organization is designed to achieve certain 

objectives such as: attracting and retain competent employees; influence the 

attitudes and behaviors of employees and enhancing the performance of the 

organization. 

2.2 Compensation as a Motivator 

Compensation as a motivator is becoming a fierce ly debating topic in the 

literature. As Lawler (1990: 25) states that some studies have found pay to be 

rated first in importance, while others have found it to be rated much lower, 

these difference seen to be accounted for by a variety of factors including how 

the research question is worded and the characteristics of the people who are 

asked. 

In line with this Beach (1970: 654) enhanced Frederic Taylor and his followers 

viewed money motivation as paramount. Recent behavioral scientists have 

emphasized the needs of power achievement, and self actualization. Actually 

they concluded, there are many bases for motivation. At times none financial 

incentives are most important to the individual. At other times economic 

incentives are most important to the individual. 

Nevertheless, there is no single answer to the question: "Does money motivate?" 

Instead it can be said that until employees satisfy their physiological and 

satisfy needs, monetary compensation does serve as ~a motivator. Above that 

level, money tends to decline in importance (M eggionson, 1981 : 424) . 

It is therefore in this era of materialism and display of wealth in the face of 

widespread poverty teachers need to be adequately motivated (salaries must be 

paid as at when due and teaching facilities made available) for an effective 

viable school system (Ofoegbu, 2004: 42). 

Teachers have both intrinsic and extrinsic needs . Teachers who are intrinsically 

motivated can be observing to undertake a task for its own sake, for the 

sati s faction it provides or for the feeling of accomplishment and se lf 
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actualization. On the other hand an extrinsically motivated teacher may 

perform salary. Extrinsic motivation plays an important part in people's life. It 

is pre-eminent influencing a person's behavior (O'Neil, 1995: 56; as cited in 

Ofoegbu, 2004). 

Thomas Li-Ping Tang (2002) in his article Compensation & Motivation described 

the effects of compensation over employee motivation. He stated tha t 

compensation has a profound effect over employee motivation. He a lso 

discussed several factors of compensation which include both intrinsic a nd 

extrinsic factors and their possible effects over motivation in detail. He a lso 

emphasized th at monetary values are not the only motivators but non monetary 

factors h ave more importance towards motivating employees. In Hong Kong, 

base sala ry, m erit pay, year-end bonus, annual leave, m ortgage loan , and profit 

sharing were the most important factors to retain and motivate employees . In 

China, b ase salary, merit pay, year-end bonu s, housing provision, cash 

allowance, overtime allowance, a nd individua l bonu s were the most important 

factors to re tain a nd motivate employees (Chiu, 2002 : 12 ; Luk, 2002; Tang, 

2002). 

Rewa rd and recognition programs can positively affect motivation , performance 

and interest within an organization. Wh ile a li ttle more problematic, team­

based in r"ntives, if designed appropriately, can a lso encourage a nd support a 

range of positive outcomes (Milne, 2007 : 34). Promotion and wages positively 

influence employees' work motivation. A comparison of th e relative strengths of 

the effects reveals that fa ir promotion was a more powerful motivator than wage 

level and wage increase . 

2.3 Performance-Compensation Relationships 

The relation ship of performance a nd rewa rd is des irable not only at the 

organization level but a lso at the individual leve l. The underlying theory is that 

"people will be motivated wh en they believe that su ch motivation will lead to 

des ired rewards". Unfortuna tely, many forma l rewards provided by 

15 



organizations do not lend themselves to being related to performance. Some 

rewards (extrinsic) are a lmost a lways determined by organizational members 

and seniority rather than by performance (Byars and Rue, 1987: 292) . 

The content and he process theories of motivation suggest that money can have 

some influence on effort and persistence (Ivanceivich, 1992: 332). In Maslow's 

need hierarchy, pay has the potential to satisfy each of the five needs. However 

according Herzberg's tw.o factor model, pay is a maintenance factor, expectancy 

theory would indicate that since pay satisfy a variety of needs. It has an 

attraction. Pay would be a good motivator if workers perceive that good 

performance is instrumental to obtaining it. Reinforcement theory would view 

pay as an environmental consequence that could be used to stimulate positive 

work behavior. 

According to Pigors and Myers (1981: 356) when pay is tied to performance, 

money is an important motivator. When it is not so tied, it does not motivate 

and satisfaction is low, turn-over and/ or absenteeism is high. In principle the 

more importa nt pay is the more power it has to motivate behavior. 

If relating rewards to performance is desirable, then why is it not more 

widespread? One answer is that it is not easy to do; it is much easing to "give 

every body the same thing" as evidenced by the ever popular "across the board 

pay increase." Relatir.g performance to rewards requires that performance be 

accurately measured, a nd this is not often easy (Byars and Rue, 1987: 297) . 

Patrica and Barney (1997: 137), describes that a lthough human resources are 

accepted to be organization's most im portant assets yet organization's decision 

often depicts contradiction with this belief. They further say that HR should not 

be neglected because they can bring competitive advantage to organization. 

Therefore they should be managed with equal importance with other functions 

of the business. (Huselid, 1995: 949) h a s emphasized on the fact that usage of 

high performance work practices i.e. comprehensive employee recruitment, 

Incentive compensation and performance management, extensive employee 
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training and involvement programs surely increase competence of employees, it 

increase their motivation a nd reduce turnover. This results in retention of 

quality employees a nd a lso is a u seful way to eradicate poor performers from 

the organization. 

Robbins (1989: 455) holds tha t rewards are likely to lead to higher employee 

performance and satisfaction when they are: perceived as being equitable by 

the employee; tied to performa nce, and ta ilored to th e needs of the individual. 

These conditions s hould foster minimum of d issatis faction am ong employees 

a nd increase organizational commitment. If these conditions do not exist, the 

prevalence of margina l or bravely a dequate performan ce increases. If workers 

perceive that their efforts a re not rewarded or recognized , they may continue 

performing at a level con s iderably below their capability. Therefore , employees 

should perceive a stron g relationship between their performa nce and the 

rewards th ey receive. 

2.4 Forms of Compensation 

Pay m ay be received d irectly in the form of cash (e .g., wages, merit Increase, 

incentives, cost of livin g adjustment) or indirectly through benefits and services 

(e.g. Pension, hea lth insurance, time off) (Milkovich and Newman, 1987: 4). 

Base wage is the basic compen sation tha t a n employer pay for the work 
"" •• '-! - . . ~-=. 

performed. Base wage tends to reflect the value of work it self a nd generally 

ignores difference in contribution attributable to individual employees . A 

distinction is often made between salary and wage, with salary referring to pay 

for those workers who are exempt from regulation s of the fair labor s tandards 

act, and hen ce do n ot rece ive over time pay. Ma n agers and p rofess ionals 

usually fit this category. 

Merit pay is often given as measurements to base pay . Merit programs are 

commonly designed to pay different amounts (often at diffe rent times) 

depending on the level of performance. 
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Incentives a lso tie pay directly to performance. Incentives may be long or s h ort 

term, and can be tied to the performance by an individual employee, a team of 

employees, a total business unit, or some combination of individua l, team and 

unit. Incentive and merit pay differ, while both may influence performance 

incentives do so by offering pay as an inducement. Merit, on the other h and is a 

reward that recognizes out standing past performance . . 

Employee services and benefits are programs that include a wide array of 

alternative pay forms ranging from time away from work (vacation, jury duty), 

service (drug counseling, financial planning, and cafeteria support) and 

protection (medical care, life insurance, and pension). 

2.5 Significant Factors Affecting Compensation Policy 

Though a considerable amount of guesswork and negotiation are involved in 

salary a dministra tion , certain factors have been extrac ted as having an 

important h earing upon the final dollar. Among these factors are the following: 

(1) supply and demand for employee skills, (2) the firms a bili ty to pay, (3) 

government, (40 labor organizations, (5) cost of living, a nd (6 ) compa rable 

wages (Flippo, 1980: 250, Megginson, 1981: 401 ). 

Supply and Demand· 

Though the commodity approach to la bor, is not completely correct, it is 

nevertheless true that a wage in price for the services of a human being. The 

firm desires the services, and it must pay a price that will bring forth the 

supply, which is corrected by the individual worker or by a group of workers 

acting in con cert. Under this factor it may exis t the shortage of excess of 

supply. In the labor market, wh en there is a shortage of supply, salary and 

wage scales should necessarily increase. In abundance, the reverse may be 

true. 
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The Firm's Ability to Pay 

Regardless of other factors, wage rates are ultimately dependent on the 

employer's ability to pay. Wages constitute the most important cost items for 

most firms. This item, in turn, tends to establish the selling price of the product 

and this influences the firm's profitability. It has also been pointed out that 

employees tend to receive a relative fixed proportion of gross national product, 

of value added by manufacture, and of the company's sales. Therefore there 

must be review before there can be wages, moreover, there must be profit to the 

owners if the firms is to survive and wages continue. 

Governmental Factors 

The government influences pay both directly through laws, regulations, and 

controls; and indirectly through its socio economic policies. For example, 

government indirectly affects compensation through fiscal and monetary 

policies and programs which directly affect consumer demand for goods and 

services, a nd subsequently the employer's requirements for employees. 

Labor Organization 

Labor organization affects a ll the factors involved in determining the over a ll 

wage rate. When a union is involved: basic wages, fringe benefits, job 

differentials and individual differences to be determined by the relative strength 

of the organization and the union . According to Cascio (1986 : 366), collective 

bargaining affects two factors: (1) the level of wages, and (2 ) the behavior of 

workers in relevant labor markets. In addi tion to this, to negotiate procedures 

for administrating pay decisions for resolving grievance regarding compensation 

decisions. And methods used to determine the relative worth job. 

Cost of Living 

Cost of living is measured in terms of consumer's pnce index and affects the 

institutions compensation policy as it tries to adjust its employee's earning to 

the rate of inflation. As Megginson (1981: 403) described cost of living 
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adjustment of compensation constitutes no fundamental solution to equitable 

compensation of employees. It is useful as a stop gap device in times of inflation 

when labor is pressed to keep up with the rise in prices. It is an essentia l 

ingredient of long-term labor contracts unless provision is made to reopen the 

wage clause periodically. 

Comparable Wage 

An employer's policies a nd practices will , voluntarily or involuntarily, tend to 

conform to wage pattern in the industry and in the community (Megginson, 

198 1: 409). For instan ce, in occupa tional rates, an organizations compensation 

package could be related to, a nd compa rable for, the various occupations. This 

is particula rly true for managerial and administrative person a l, professional 

a nd technical workers, sales personn el, and to a certain extent clerical 

employees . It is a lso enhanced by Aswatha ppa (2002: 392) which is comparing 

wage and salary rates in a given educational institution may help in ensuring 

that it is offering a salary tha t is not substantially higher or lower than those 

paid by others in the same sector. 

Salary 

According to Amma nuel (2000: 58) salary is one of the frequently mentioned 

factors contributing to job satisfaction, a lthough complications emerge in 

actually measuring its individua l role. Similarly, Seyfarth (2005: 241) d escribed 

that money a nd praise are powerful motivators, a nd a lthough most people say 

that money is not the most important motivator for them, salary increase or 

expansion of fringe ben efits are n evertheless welcomed by almost every one. 

Money is valued not only for what it will buy but a lso as a symbol of success 

a nd approva l. 

Similarly, Molineu x (2007: 67) stated, people obviously n eed a n adequate 

income if they are satisfied with thei r j obs. Money not only en ables them to 

support the ir fam ilies but a lso a s ign of recogni t ion and worth . It is usually not 

actu a l level of pay that account for job satisfaction; however, but relative levels. 

20 



People judge how well or poorly they are paid by comparison with their peers. If 

they are underpaid compared to their colleagues, they will probably be 

dissatisfied with th eir incom e matter what it is (Molineux, 2007: 69). 

Ma ths and J ackson (2005: 189) a lso noted that pay and benefits must be 

competitive, which means they must be "close" to what other employers are 

providing and what individu als believe to be consistent with their capabilities, 

experience , and performance on the other hand . Tesfaye's (2004 : 54) study 

shows that in the presence of work environment variables, fin ancia l aspects of 

university teaching seem to play a less important · role. As it turned out, 

instru ctors tend to give much importance to work place factors than monetary 

rewards when it comes to intending or not in tending to leave . 0 the other hand, 

even though effective attachment is high, the temptation of green er pastures 

else where in th e midst for ina dequate fina ncia l rewards is so compelling. 

Inadequate Salary and Non Salary Benefits 

Findings funds for edu cation in developing countries are the crucia l and 

continuous problems. Teachers' salary is the biggest recurrent cost from 

education budgets; for ins tance, in many coun tries it reaches 65-95 percent. 

Teachers are a lso representing the largest proportion salaried employees in 

public sector. While a few countries pay reasonable salary in relation to gross 

national product per capital, due to the presence of stron g a nd well organized 

teach ers', however, most of developing countries paid minimum sala ries for the 

teach ers (Halla k, 1990: 159-160). 

Many education sectors find them selves una ble to attract and re tain qualified 

teachers. Hence, th ey lowered qu a lification requirement but this s ituation 

makes teaching less attractive and create deterioration of qua lity education a nd 

moral of teachers. This in turn leads to higher turn ove r of teachers due to 

dissatisfaction (Ha Uak, 1990: 159-161). 

Employees wh o are not satisfied with the salary and benefits a re more likely 

leave than satisfied ones. According to Nelson and Thompson in Ellenburg 
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(1979: 394-400), the most frequently raised reasons for teachers leave their job 

were, salary and non salary benefits . Local research paper, also agree with this 

idea (Aklilu, 1967: 8, Motuma 2006, Tesfaye 1997; Temesgen 2005 and 

Befekadu 200 1). 

Most recent research in teacher recruitment and turnover in the past decade, 

pay emerge as one of the major determinants. For instance, the government of 

England will never able to say that, it has solved England's teachers shortage 

problem until it is prepared to invest billions in making pay and conditions as 

attractive as possible (Cockburm a nd Hayden, 2004: 18-20). Even though little 

is known exactly about the impact of salary, teachers who paid higher tend to 

stay in teaching longer than those who are paid lower (Shin, 1995: 432-433). 

According to Aklilu (1967: 10), the weightiest and frequently mentioned reason 

teachers to leave, teaching profession in inadequate salary and non-salary 

benefits. Teachers' present salary and their hope to get regular salary 

increment and other promotions provided were insuffic ient and discouraging 

condition . According to Mutuma (2006: 97), in adequate salary and lack of 

salary increment such as low based sala ries, limited non financial benefits, In 

consistent implementation of career structure lack of fair payment for work 

done to extra t ime and lack of compensation, such as bonus , fringe, ince ntives 

and, rewards, were the major causes of teachers' turnover in Oromia secondary 

schools. 

Compensation Policies 

Policies are strongly influenced by an organization's objectives a nd its 

environment. Policies must deal with the following issues: (1) what the 

minimum and maximum of pay are (2) wha t the general relationships among 

levels of pay a re (3) what the division of the total compensation dollar (i.e., what 

portion goes into base pay, into incentive programs, and in benefits). 
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In addition the above issu es, organization must make decisions concerning how 

much money will go in to pay increase for h e next year, who will recomm end 

them and generally, how ra ises will be determined . 

2.6 Designing Compensation System 

According to Filippo (1 986 : 4 38) organization IS concerned, employee 

compensation system a re designed to do three things : 1) to attract capable 

employees to the organization , 2) to motivate them towards superior 

performance, and 3) to retain the services over a n extended period of time. 

The design, of any componen t of compensation system requires sensitivity to a n 

unders ta nding of human perceptions, needs, a nd derives . By recognizing the 

essentia l contributions of them to eh organization that makes the physical and 

psychological survival of all workers is the start of designing and ma naging a 

practical a nd useful compen sation system. Compensation affects a person 

economically, sociological, and psych ologically. For th is reason, mishandling 

the compensation- allocation process is likely to have a s trong n egative impact 

on employees and, ultimately on the secondary schools performance . 

As described by Gomez-Mej ia (1 995: 357), the wide variety of pay policies and 

procedures available to organizations presents managers with two-pronged 

challenge: to design a compensation system that (1) enables the sch ool to 

achieve its strategic objectives and (2) is molded to the school's characteristics 

a nd en vironment. 

According to Milkovich a nd Newman (1 987: 23), there a re four policies which 

are the foundation on which pay system s a re built. These policies a lso serve as 

guidelines for m a naging pay in ways that accomplish the system objectives. 

1. Internal consistency: It often called interna l equity refers to compa ri sons 

a mong jobs or ski ll level s in s id e a single organ ization. The focus is on 

compa ring jobs and skills in terms of their relative contribu tion to the 



organizations objective. It becomes a factor in determining the pay rates 

both for employees doing equal work and for those doing dissimilar work. 

2. External competitiveness: It refers to how an employer pos itions its pay 

relative to what competitors are paying. How much do other employers pay 

accountants, and how much do we wish to pay accountants in comparison 

to what other employers would pay them? All employers make decision 

regarding the external competitiveness of their pay, and in doing so they 

h ave several policy options. Some employers may set their pay levels higher 

than their competition and another may after lower base pay according the 

s ituation. 

3. Employee contribution: The policy one employee contribution refers to 

the relative emphasis on the performance and/ or seniority of people doing 

the same job or skills . The degree of emphasis to be placed on performance 

and/or seniority is an important policy in the design and administration of 

pay since it may have a direct effect on employees' a ttitude and work 

behavior. 

4. Nature of administration: Administration involves planning the elements 

of pay that should be included in the pay system (i .e., base pay, short term 

and long term incentives), evaluating how the pay system is operating, 

communicating with employees, and judging whether t'le system is 

achieving its objectives. Are we able to attract skilled workers? Can we keep 

them? Do our employees feel our system fair? Do employees have channels 

for raising questions and voicing compla ints about th eir pay : such 

information's is necessary to true or redesign the system to adjust to 

changes, and to highlight potential areas for further investigation? 

Keeping ba la nce or giving re lative emphasis among the four basic polices IS a 

key decision to be made in any employers' compensation strategy a nd they are 

critical in the management pay systems. 
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evaluation) and external activities (market rates) (Armstrong, 1999: 259). The 

base rate can be regarded as the rate for a person who is fully capable of 

performing the given job. In a spot rate of structure, that is the fixed level of 

reward. But in addition to base pay, can be made to these ra tes which are 

contingent on factors oth er than the rate for the job. The factors may refer the 

ind ividua l's length of service in the j ob (Seniority), merit j ob status, a nd 

competence based. 

Base pay: Base (or basic) pay is the level of pay (the fixed salary or wage) that 

con s titutes the rate for the job. It m ay provide th e platform for de termining 

a dditiona l payments to performance , competence or skill. It may be expressed 

as annual, weekly or hourly rate (Armstorng, 1999: 3). 

Seniority Based Pay: As described by Mcshame a nd Von Glinow, (2000: 96) in 

the sam e firm , a senior employee receive benefits than his or h er junior 

employee. Advancement, pay raises, retirement benefits and perquisites depend 

on seniori ty of a n employee. There are advantages and limitation s associated 

with seniority rewards. Su c h a reward provision tends to reduce turnovers but 

may fail to m otivate achievers to perform be tter. 

Merit System: In m erit system, pay increases a predetermined by job 

performance rather than seniority. The objective, of course , is to u se pay to 

m otivate high level,S of performa n ce by increasing the instrumentality 

perceptions for employees . To do thi s s u ccessfully reqUires a reasonably 

accurate performance appra isal system and some means of trans lating 

performa n ce ratings in to pay increase (Henema n, 1989: 495). In this respect it 

is good elating best results immediately with desired behaviors , but it is 

imprac tical. Since the follow up is not continuous. Commonly it is done in ha lf 

a year or a year of the performan ce. 

Job Status-Based: Firms reward employees for the status of th e job they a re 

holding. Firms are job evaluatio n system which helps establi s h d ifferentia ls in 

s tatus of jobs. S ta tus differential s a re u sed as the basis for esta bli shin g salary 
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wage differentials. Jobs that require more skill and effort, have more 

responsibility and have difficult working condition s would h ave more value and 

consequently would be placed in higher pay grades (Aswathappa, 2002: 345) . 

As s ta ted by Mcshame and Von Glimow, (2000: 96) one advantage of status­

based pay is that it helps maintain feelings of equi ty. J ob evaluation systems 

try to mainta in internal equity, that is, to ensure tha t employees feed their pay 

is fair when compared to how much other jobs in the firm are paid. 

Job Status-Based: rewards a re criticized by many. For one thing, such benefits 

fail to motivate achievers to perform better. Just becau se a n employee hold a 

high priced job, he or s h e is rewarded better, not with standing the level of 

performance attained by the individual. Further, employees tend to exaggerate 

thei r job descriptions and job satisfactions to general higher grading for their 

job through job evaluation systems. 

Competency-Based Pay: It can be defined as a method of rewarding people 

wholly or partly by reference to the level of competence they demonstrate in 

carrying out their roles. It is about the reflective use of competence to generate 

added value . Competence levels can not properly be measured simply by 

considering how people behavior. They can only be assessed by con s iderin g th e 

impact of people's behavior has on their performance at work (Armstrong, 1999: 

293). As described by Harisson (2000: 353) where rewards are linked to 

competencies then what emerges is the skill based pay. In the skili 'based pay, 

employees a re paid notecases of number of jobs they are capable of 

discharging, or on the depth of their knowledge. 

Incentive Pay System 

The wages and sala ries of employees a re typically adjusted a t some poin t 

during the year. When pay is adjusted upward it is u su a lly based on four types 

of increase. a ) a general across the board increase for employees; b) merit 

in crease paid to employees based on some indicator of job performance, c) a 

cost of living adjustment (CLA) based on the con sumer price index (CPl); and d) 

sen iori ty (Ivancevich, 1989: 430). 
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Individual Incentives 

Perhaps the oldest form of compensation is the individua l incentive plan, in 

which the employee is pa id for unit produced. To day the individual incentive 

plan takes several forms . 

Straight piece work usua lly works like this. An employee is guaranteed a n 

hourly rate (probably the minimum wage) for performing an expected minimum 

output (the s tanda rd). For production over the standa rd, the employer pays so 

much per pieced produced . 

Production bonus systems pay a n employee and hourly rate, then a bonus is 

paid when the employee exceeds s landered, typically 50 percent of la bor 

savings. 

Commissions are paid to sales employees . Stra ight commissions the equivalent 

of straight piece work and is typically a percentage of the piece of the item. 

Incentive system may be designed to affect outputs other than performance. For 

incentive pla n s to work, they must be well designed and administered. 

Group Incentives 

Piece work, produc tion bonuses, commi SSIOn s, a nd other individual incentives 

can also be pa id to group individua ls . This might be done when it is difficult to 

measure the individual output, when cooperation is needed to complete a task 

or project, and when a m a n agement feels this is a more a ppropriate measure on 

which to base incentives. Group incentive plans also reduce admin istrative 

costs. 

Group incentive pla ns are used les frequently than individua l ince ntive plans . A 

problem tha t group m ay n ot work well together or less motiva ted m embe rs 

might decide to coast a long on the work of others. There a re a number o f logical 

reason s why a group incentive plan is u sed. [n som e s ituation s, job and work 
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output are so interstate that it is impossible to especially pinpoint individual 

performance. In this situation a group incentive could be used. 

2.6.2 Job Evaluation 

Job evaluation is the formal process by which the relative worth of various jobs 

in the organization is determined for pay purpose. Essentially it attempts to 

relate the amount of the employee's pay to the extent that her or his job 

contributes to organizational effectiveness. According to Werther (1989: 285), 

Byars and Ruei (1994: 340) and Milkovich and Newman (1997: 109) commonly 

put as there are variations or combinations for four basic methods: job ranking, 

job classification, point and factor comparison. 

Job Ranking Method: It is the simplest, oldest and least u sed job evaluation 

technique. In the job ranking method, the evaluator ranks jobs from the 

simplest to the most difficult. It only produces on ordering of jobs and does not 

indicate the relative degree of difference between them. According to Dessler 

(1 991: 354), he stated some of its draw backs derive more from how it's used 

than the method itself. For example, there is a tendency to rely too heavily on 

"guess estimates". Similarly ranking provides no yardstick for measuring thc 

value of one job relative to another. 

Job Classification: A method that determines the relative worth of a job by 

comparing it to a predetermined scale f classes or grades of jobs. This method 

has the advantage fo r simplicity, but is not always precise because it evaluates 

the job as a whole. Most employers do this to avoid having to work with and 

price an unmanageable number of jobs; with the job classification method a ll 

jobs, of course are a lready grouped into several classes. The disadvantages are 

that it is difficult to write the class or grade descriptions, and considerable 

judgment is required in apply ing them. 

Point Method: A method in which a quantities point scale is used to evaluate 

jobs on a factor-by-factor basis. As described by Dessler (1991: 354) it involves 

identifying (1) several compensable factors, each h avin g severa l degrees, as we ll 
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as ·(2) the degree to which each of these factors in present in the job. When the 

point m ethod h as advantages of being relatively simple use a nd reasonably 

objective. This system requires 4 steps as Byars a nd Rue (1994: 345) confirmed 

to implement: selection of key jobs, selecting compensable factors, assigning 

weights to factors and assigning points to each jobs. 

Factor Comparisons Method: It is similar to the point method except that 

involves a monetary scale instead of a point sale. As with the point method, key 

jobs a re selected. It is absolutely essential that the rates of pay of key jobs are 

viewed as reasonable and fair to a ll those making evaluations. Compensable 

factors then a re identified, just as with the point m ethod, but the factor 

comparison method does not break down the com pensable factors in to sub­

factors and degrees. Another difference between the two techniques involves the 

ranking of the compensable factors. 

Deluca, (1 993 : 19) stated that there are three major difficulties with the point 

evaluation approach to job evaluation a nd they a ll cen ter on the matrix 

developed. It is difficult to select relevant factors; assign appropriate point 

values, a nd define differences in the degrees them selves . 

In general the point and factor comparison methods are commonly referred to 

as quantitative, while he job classification and ranking methods, called non 

quantitative techniques. The point system a nd the job classification system 

have common factor s in that they evaluate jobs against predetermined scales of 

classes, where as the factor compa rison and job ranking methods evaluate jobs 

only in comparison to the other positions in the o rganization . 

2.6.3 Wage and Salary Survey 

Wage and salary surveys provide much useful information that can help in 

determining compensation policies and practices. This information helps 

employers keep their pay rates and practices in line with others a nd prevents 

costly error s. As Milkovich and Newman (1987: 219) discussed an employer will 
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CHAPTER THREE 

THE RESEARCH DESIGN AND METHOD 

3.1 The Method Employed 

This study is concerned with finding out the extent to which the practice of 

compensation play an active ro le in satisfying teachers a nd identifying 

problems encountered while implementing the compen sation with help of 

descriptive research method. 

A descriptive survey research method was employed in this study because it 

describes the present condition of compen sation practice in the government 

secondary schools of Eastern zone of Tigray. Moreover, the method was 

particularly important for this study s ince it was intended to make detai l 

description of and analysis on the practices and problems of compen sation 

practice a nd its prospect. The relevance of the descriptive method for such 

purpose has been indicated by Seyoum a nd Ayalew (1 986: 16) . Further more, 

Best (2005: 177) describes that descriptive survey is an important type of 

research meth od that must not be confused with clerical routine of gathering 

and tabulating figures, as it involves defined problems a nd objectives. 

3.2 Sources of Data 

The data for the study was obtained from pnmary and secondary sources . 

Concerning primary sources, relevant data was collected from teachers, 

principals, vice principa ls and Woreda Education Teach ers Development 

Program Officials . Primary data collection can be thought of as th e means by 

which inform ation is obtained from selected subjects of a n investigation 

(Fra n cis, 1998:4). Regarding secondary data source (relevant book , journals 

a nd legal d ocuments were consulted). Moreover, reports a nd documents in 

government secondary schools s u ch as list of academics s ta ffs were reviewed to 

obtain pertinent data. 
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3.3 Sample Size and Sampling Technique 

The government secondary schools of eastern zon e of Tigray were found in a ll of 

the nine Woreda. Out of the nine Woredas 5 (55.5%) were selected for this study 

on the basis of stratified sampling technique . This techniqu e was applied in 

order to be able to inclu de the urba n and semi urba n Woredas in the sample. 

The Woredas with more than one government secondary schools were taken 

into con sidera tion. So that number and representa tive n ess of the schools 

found in the Woreda were also considered. 

The re are 19 governmental secondary schools In the zon e of which 10 

secondary schools were found in the five samples Woreda. Among these 5(50%) 

secondary sch ools one form each Woreda were selected as sample on the basis 

of purposive sampling technique . 

The logical reason for u s ing this sampling technique is that it enabled the 

researcher: (1) to include sch ools that h ave been served grea ter than 4 years for 

the sake of con s idering students achievemen t of con secutive three years resu lts 

of EGSECE; and (2 ) to take into account the participation of urba n a nd semi 

urba n schools. 

In th e five sample Woredas: five TOP offic ia ls, ten vice-principals a nd 

principals (who were respon s ible for TOP in the secondary school s). and 207 

tea('h e rs were involved ::~ completin;::; the qut!s~;onnaires. The seiect;vll of 

Woreda teach ers development progra m, vice principa l and principal s of schools 

were m a de on availability sampling techniques. The primary con s ideration in 

availability sampling was the judgmen t of th e research er as to who can provide 

in the best informa tion to achieve the obj ective of the s tudy. 

Th e sample s ize for teache r responden ts for each sch ool was selected u s ing 

s imple random sampling because s imple ra ndom sampling was used up on the 

idea th at each person or unit selected shou ld have a completely ra ndom cha nce 

of b eing selected. The rat ional behind ra ndo m sampling is that the 
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characteristics of the good random sampling should mirror the characteristics 

of the population on a wh ole [Miller and Brewer, 2 003: 370J. 

3.4 Data Gathering Tools 

Questionnaires con s isting of closed and open ended items, semi-structured 

interview a nd document analysis were used to gath er re levant information for 

the study. 

Questionnaire 

Questionnaire has a high amount of data standardization . It provides a 

relative ly s imple a nd straigh t forward approach to the study of value, attitudes, 

beliefs a nd motives a nd adapted to collect genra lizable information from a lmost 

any huma n population, (Robson, 2002 : 79). Th e questionnaire is administered 

to collect data from teacher s, vice principals, principals and Woreda teacher 

development program. This is because of questionnaire does not only secure 

informa tion about opinion and view but a lso serves as an appropriate 

instrument to obtain var iety of opin ions relatively with in s hort period of time . 

Interview 

An interview was u sed to obtain add itional information from vIce principa ls, 

principals and Woreda TDP officials of each school and Woreda education office. 

The presence of the inte rview encouraged participation and involvement, more 

over the interviewer cb~;';cd questior.s. Furthel-;nore, it is flexible a nd 

adaptable way of finding things out (Robson, 2002: 73), Udinsky fu rther 

describes that interview a llows insigh t into true feeling of the interview through 

glimpses of his gestures, tone of vice, etc . 

Documents 

Thi s ins tru ment was e m ployed to secure the n ecessary information about 

compen sation practice of academic staff. Documents can provide va luable 

va lidation of other meeres, e ither in support 

Further they encourage ll1genuity and c reativity 

(Robson, 2002: 88). 
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The data gathering tools was checked by colleagues' professionals of the area 

and the advisor of this thesis. Hence essential corrections were made to 

maximize the validity of the instruments. 

3.5 Procedures of Data Collection and Administration 

The following procedures were taken in to account to deal with study of 

compensation system of teaching staff in secondary schools of Eastern 

Zone of Tigray Region. First, the research proposal was developed and the 

basic questions were prepared. Second, relative literature was assessed 

to get acquaintance with the Issue under consideration. Third, 

Questionnaire and interview were developed and used for data collection 

instrument. As most of the respondents are expected to have good knowledge 

of Tigrigna, the questionnaires were being prepared in Tigrigna. 

In administering the questionnaire, the researcher went to the sample schools 

and contacted the principals and other voluntary assistan ts, one from each 

sample school. So that, they were helped him in distributing a nd collecting the 

qu estionnaires. The assistants were of course given clear orientation and 

instruction of how to do the job. The questionnaires were d istributed at the 

convenient time of the respondents, to mcrease the rate of return and to 

maximize the quality of response. 

Moreover, the interview was used to cross check the information which was 

collected by the questionnaire and by far to enhance the study. Meanwhile, the 

researcher organized the setting as to where the interview to take part without 

threatening but having please and debate in elaboration with the institute 

adm inistration. Attempt was being made in order not to be interrupting a n 

interview and not to show any symptoms of surprise, administration of emotion 

but maintaining neutral attitude . 
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Researcher has to negotiate freely with the information before , during and a fter 

the investigation process. This enables the researcher to secure the whole data 

gathering process efficiently. The informants' should feel secured in the 

investigation process. To confirm the validity of information, the informants 

were h a nded the questionnaire and interview short note copies. 
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CHAPTER FOUR 

4. DATA PRESENTATION, INTERPRETATION AND ANALYSIS 

Presentation and analysis of data gathered from respondents of the targeted 

secondary schools and Woreda education offices were included in this chapter. 

As has been indicated in the research design and source of data section, 

questionnaires have been designed and distributed to the permanent members 

of the teachers, vice principals and principals of the secondary schools and 

Woreda TDP officials of eastern zone of Tigray. In this regard, two hundred 

seven (207) of the questionnaires were distributed to the secondary school 

teachers who were selected randomly from the five Woreda secondary schools 

and fifteen (15) to Teachers Development Program Officials (vice principal, 

principal and Woreda education officer). 

Mean while, 201 (97.10%) of207 and 15 (100%) of 15 questionnaires were filled 

and collected out of the total distribution and this percentage was conside red 

by the researcher as "good" and "valid" for all conclusions. 

The data presentation and analysis were in the following sequence. The profile 

of respondents was followed by the respondents' opinion on the status of 

different items of compensation systems that were taken from the reVIew of 

literature. Finally the respondents rating of the major problems and practices of 

orgaLizational ccmpensation systems were presented. 

4.1 Background of the Respondents 

The objective of presenting the background of the respondents is to show their 

profile with special reference to sex, age, qualification, career level, years of 

service marital status, number of children and monthly salary. 
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Table 1: Responde nts by Sex. Age and Years of Service s 

NjS Item Variables Respondents 

Teacher TOP 

VP P WEO TOtal % 

No % No No No 

1 Male 183 91.05 3 5 5 13 66.67 

! 
Sex Female 18 8.05 2 - - 2 13.33 

12 Age 21-25 61 30.35 - - - -

26-30 75 37,1 . 

I 
I 
I 

- - - - -
31-35 25 12.44 3 2 1 6 40 
36-40 20 9.95 1 1 2 4 26.67 
41 -45 13 6.47 - 1 2 3 20 
46 and above 7 3.48 1 1 - 2 13.33 

3 1-5 136 67.66 - - -
Service 6-10 25 12.44 - - -
in years 

, 1-15 8 3.98 3 4 2 9 60 

16-20 20 9.95 - 3 3 20 

21 and above 12 5.97 2 1 3 20 

N.B : TDP = Teacher Development Program, VP = Vice PnnClpal, P = Principal, 

And WEO = Woreda Education Officials, 

The data set out in the above table indicates that out of the total respondents , 

only 8.05 % of teachers and 13.33 % of TDP were females. This implies less 

proportion of female teachers and TDP officials in the sampled Woredas. About 

67.66 % of teacher respondents were below the age of 30 and this shows the 

greater proportion of young members of the ,~~pondents :n the s ecc:1dary 

schools under consideration. On the other hand, all of the TDP were greater 

than the age of 30, and this indicates the TDP officials and principals were a ged 

enough for the job. 

Concerning service in years, most of teachers were found in between 1-5 years 

and this showed a scarce of experienced teachers who can s erve as a mentor in 

the schools especially to facilitate the Teacher Development Program. However, 

all TOP respondents were rich in their service in years which was more than I 1 

years. 
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Table2: Respondents by Qualification, Career Level and Monthly Salary 

N Item Variables Respondents 

/ Teacher TO P 

S VP P WEO Tota l % 

No % No N No 
0 

1 Qualification DiDloma 4 1.99 - - 1 1 6.67 

Degree 197 98.01 5 5 4 14 93.33 

MAlMSc!MEd - - - - - -

2 Beginner teacher! 44 21.89 3 2 - - 33.33 
DrinciDal 

Career level Junior teachers 92 45.77 - - - -

Teacher! principal 17 8.46 2 3 - - 33.33 

Senior teacher 12 5.97 - - - -

Senior lead teacher 10 4.98 - - -

Lead teacher 26 12.94 - - - -

3 Monthly Below 1000 - - - - -
gross salary 1001-1 500 134 66.67 2 - - 2 13.33 

1501-2000 35 17.41 1 - 3 4 26.67 

2000 and above 32 15.92 2 5 2 9 40 

N.B: TOP = Teach er Development Program, VP = VlCe PrIncipal, P = PrIncipa l, 

And WEO = Woreda Education Officials, 

A look at the educational qualification mix of respondents, except 1.99 % of the 

academic staff and 6.67 % of the TOP with diploma the rest a ll have first 

degree, and here it can be said that the first cycle of the secondary sch oo l 

f1l1fills the nt>cessary qu a lification accord ing tc the education and tra ining 

policy that su ggests, teach ers ought to have a minimum of first degree to teach 

in the stated cycle. 

Regarding career level, 67.66 % of teacher respondents we re be low the teac he r 

level and this clearly indica tes extens ive employment of young graduates. On 

the other h and, 33.33 % of the principals were found in beginner principal and 

vice principal. The same percent of principals and vice principals a lso found in 

principal a nd vice principal level whi le 33.33 % of TOP the Woreda Educa tion 

officials had not a career level like teach ers a nd princ ipals. 
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Table 3: Respondents' Family status 

N Item Variables Respondents 

/ Teacher TDP 

S VP P WEO TOtal % 

No % No No No 

1 Single 91 45.27 2 1 - 3 20 

Marital 
status Married 98 48.76 3 3 5 11 73.33 

Divorced 10 4.98 1 - 1 6.67 

Widow 2 1.00 - - - -

2 No child 11 8 58.71 2 - - 2 13.33 

Number 
One 29 14.43 1 2 3 20 

of 
-

children Two 26 12.94 1 1 2 4 26.67 

Three 11 5.47 2 3 1 6 40 

~Four 17 8.46 - - - - -

N.B: TOP ~ Teacher Development Program, VP ~ Vice Pnnclpa l, P ~ Princ ipa l, 

And WEO ~ Woreda Education Officia ls, 

In terms of marital status 48.76 % of the academic staff and 73 % of the TOP 

were m arried. In addition , 66 .6 7 % of the teachers' monthly salary was found 

below 1500, whereas 66.67 % of the TOP were paid greater tha n 1500. This 

va riation couldn't lead to compare them because their salary structure and a nd 

service in years were quite different. Moreover, 45.27 % of teachers a nd 20 % of 

the TOP respondents were not m arried . In line with this, more than half of the 

te::.ch er respondents were with no ch ;ld while mos t of the TOP responden~s had 

from 1-3 children. From this, it could be conclude that mos t teacher 

respondents being youngsters were made them not to bear children. 

4.2 Compensation Systems 

Pa rt two of the questionnaire (see in the a ppendix) is the source of this pa rt of 

the presentation and analysis. Responden ts were asked to evaluate a nd rate the 

items li s ted pe rtaining to the problems a nd practice of compensation system . In 

doing so, respondents were in s tructed to put a tick in the appropria te column 

a nd express their opin ion by indicating the s ta tu s of a pa rtic ul a r item which 
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could be correlated to one of the five stage rating scales strongly agree, agree, 

undecided , disagree, strongly disagree . Each scale h as a corresponding value of 

5,4,3,2, and 1. Item scores less than point of 3 is considered unsatisfactory 

while item-scores of grater than 3 are con s idered satisfactory. 

In the following section of this data presentation a nd a n a lysis part of the study, 

the responses given by the respondents are summarized. Finally, the 

re spondents' r ating of the major problems of the organizational compensation 

system in the respondents respective secondary schools a nd the respective 

a n a lysis is given there of. 

Table 4: Adequacy of Monthly Salary to Cover Family's Food and School 

Expenses 

N Items Frequency " :J 
Is 5 4 3 2 1 <ii "0 

" f'? 
> 

~~ c 

" '" ro " " " oc No % No % No % No % No % :2 5: E 

1 Feed Teache 3 1.4 35 1.4 18 8.9 62 30.8 83 41.2 2.0 
th emselves rs 2.19 

4 26 .6 7 46.6 1 6 .6 2 13.3 1 6.6 3.7 
TOP 

2 Feed their Teache - - 3 1.4 16 7.9 35 17.4 147 73.1 1.3 
family rs 1.42 

TOP - - 4 26.6 1 6 .6 2 13.3 8 53.3 2.0 

3 Cover Teache - - 10 4 .9 17 8.4 47 23.3 127 63 .1 1.4 
school rs 1.57 
expenses of 2 13.3 2 13.3 4 26.6 7 46.6 0.1 

TOP 
their children , 

From Ta ble 4 item 1, one can observe that 72. 1 % of th e teacher respondents 

have th e opinion that the actual salary of their organization was inadequa te to 

feed them. On the other s ide the other group, 73.3 % of TOP respondents 

replied that the salary was enough to feed teachers. The m ean value showed 

2.0 a nd 3.7 respectively and the weighted mean was 2. 19 . This actually 

indicates the two groups of respondents were varied in their opinion whether 

the actu a l salary adequate in feedin g teachers. From thi s it could be concluded 

tha t they may vary in their opinion but it may be taken as a n acceptable due Lo 
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the belongingness of the problem s to teachers which is exposed to it and even 

the calculated weighted mean it. 

As shown in Table 4 item 2, 80.5 % of the teacher and 66.6 % of the TDP 

respondents confirmed that let alone to feed their children, it was very difficult 

to feed properly one self with the actual salary. Besides, the mean indica tes 

1.38 and 2.07 respectively a nd the weighted mean becomes 1.42. The figures 

m ay lead to say that the actual salary does not enable them to match with the 

r ising cost of living as they expected from the organization. 

Furthermore, in coverin g the school expen ses of their children, 86.5 % of the 

teach er and 73.3 % of the TDP respondents assured that they wh ere poorly 

covered the school expenses of their children. The calculated weighted mean 

showed 1.57 that was found in very low level. From the view point of 

respondents one can conclude that the majority of teachers were dissatisfied 

with the existing inadequate salary to cover expenses. 

Table 5: Adequacy of Mo nthly Salary to Cover Medical and Transport 

Expenses 

Items Frequency 
N/s 5 4 3 2 1 Q) 

=> ro "0 
Q) 

~ 
> E c c Q) <Il .Ql ro co N % No % No % No % No % Q) 

~ E 0:: 
0 

:2 

1. Cover medical Teach 3 1.5 24 12.3 51 25.3 116 57.7 1.56 
service ers 

expenses of TOP 1 6.6 1 6.6 8 53.3 5 33.3 1.87 1.58 
themselves 

2. Cover medical Teach 2 1 16 7.9 40 19.9 143 71 .1 1.39 
service ers 1.40 
expenses of TOP 1 6.6 1 6.6 5 33.3 8 53.3 1.67 
their family 

3. Cover transport Teach 2 1 35 17.4 32 15.9 58 28.8 74 36.8 2 .17 
service ers 2.20 
expenses of 

TOP 4 26.6 3 20 5 33 .3 3 20 2.53 

themselves 
4. Cover transport Teach 11 5.4 23 11 .4 39 19.4 128 63.6 1.59 

service ers 1.62 
expenses of 

TOP 2 13.3 1 6 .6 7 46 .6 5 33.3 2 

their family 
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Concerning the adequacy of monthly salary to cover the m edical a nd tra n s port 

service, 83 % and 65.6 % of teachers and TOP respondents respectively replied 

that they were not able to cover with the actual salary. The calculated mea n 

showed 1.58 and 2 .20 and these were below the average point three. This 

indicates teachers were suffered by such expenses for themselves and their 

dependent. 

Table 6: Adequacy of Monthly Income to Cover Housing Expenses 

Items 
Q) 

N Freauenc, ::> 
"0 

I 5 4 3 2 1 
ro Q) 
> E c: ~ c: S Q) <0 .Q) ro ro Q) 

~E 0:: No % No % No % No % No % :E 

1 Pay Teac 5 2.4 43 21 .3 20 9 .9 58 28 .8 75 37 .3 2.23 
house's he" 2.25 
rent TOP - - 4 26.6 1 6.6 7 46.6 3 20 2.40 
month Iv 

2 The Teac - - 10 4. 3 1.4 40 19.9 148 73.6 1.38 
house hers 

allowance TDP - - 2 13.3 2 13.3 3 20 8 53.3 1.87 
1.41 

In Table 6 item 1, 66 .1 % of the teachers and 66.6 % of the TOP respondents 

replied that their house's rent was poorly covered with the actual salary. Even 

the calculated weighted mean showed 2 .25 below the average point of three. 

In addition to this, 93.5 % of the teachers and 73.3 % TOP respondents 

revealed that they did not get any house allowance from their organization. 

According to their response, the salary's Jf teachers was not 8.u ~quate to cover 

the house rents, besides; the organization by itself did not take in to account 

such problems to solve through house allowa nce payment. Thus, this might 

lead to teachers to be dissatisfied and to seek other job where they can get 

benefits. 

Generally, the responses of teacher and TOP respondents that the actual salary 

is not enough to allow them to keep the standard of living and this makes th em 

n o t to focu s on their own professiona l work a nd not to ensure the qua li ty of 

education in the seconda ry schools, rather they are compelled to find addition a l 

incomes to support the m selves and their family or they may continue 
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performing at a level considerably below their capability until they get another 

options. 

Table 7. Respondents Attitude towards Internal, External Equity of their 

Salary and Adequacy of Increment Made 

Nts Item Frequency v 
5 4 3 2 1 ~ 

" ro 
> ~ 

~ c ~~ ~ N % No % No % No % No % '" '" 
v ~~ a: ::;; 

0 
1 External Teach 

equity .rs 3 1.4 7 3.4 10 4.9 39 19.4 142 70.6 1.46 1.47 

TOP . . . . 1 6.6 7 46.6 7 46.6 1.60 
2 internal Teach 

equity .co 94 46.7 18 8.9 16 7.9 26 12.9 47 23.3 3.43 3.40 
TOP 2 13.3 6 40 3 20 1 6.6 1 6.6 3.07 

3 Adequacy Teach 
of .co 2 1 3 1.4 34 169 58 28.8 104 51 .7 1.71 1.74 
increment 
made TOP 2 13.3 3 20 3 20 7 46.6 2 . . 

The salary pattern in the organization and the community could h ave an 

impac t on the compensation policies a nd practices of the organization. As 

discu ssed in Milkovich a nd Newm a n (1 987), external competitiveness decis ion 

how much and what form s h ave two fold effect on th e objectives of 

compensation system, i. e ., to ensure that the pay rates are suffic ient to attract 

and retain employees and to control labor costs so that the organizations price 

of service can rema in competitive. 

In this regard, respondents were asked to rate the compe titiveness of their 

sala ries with salaries paid in other occupations requiring s imila r or equivalen t 

qua lifications . Accordingly, as can be seen form Table 7 item 1, 93.2 % teache rs 

and 93 .2 %of TDP respondents disagreed tha t their salary a re not compara ble 

to payments m a de to other occupation s that require s imila r qua lification . The 

m ean a lso s hows 1.46 a nd 1.6 respectively which describes less than the 

average point of 3 and their weighted mean was 1.47. It revealed that 

unsatis factory condit ion of the competitiveness of the organization with other 

occupations. This ind icates that the salary pattern in oth er organization I S 

affecting the academic compensation system of the Min is t ry o f Education. 
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As indicted in Table 7 item 2, 55.73 % of teacher respondents and 53.33 % TOP 

respondents agreed that the salary pay system of the organiza tion was 

internally equitable. However, about 36.32% of teachers a nd 13.3 of TOP 

respondents replied that there was no interna l equity in th e salary system of 

the organization and 12.94 % of the teach er s a nd 20 % of the TOP respondents 

show no judgment at a ll. The mean which were (3.43 and 3.07) of the teacher 

a nd TOP respondents respectively shows greater than the average point of 3 as 

well as the weighted mean about 3.40. In this regard , th e pay system of the 

organization is equally accommodated teach ers. 

According to Glueck (1 982), compen sation system IS to c reate a system of 

rewards which is equitable to the employer and employee a like , so that 

employee is attracted to the work and motivated to do a good job for the 

employer. The displayed figure tells that the organization has almost achieved 

internal equity in the present inadequate compen sation practices . This implies 

tha t even if the pay is not adequately satisfied the teachers, the pay decisions 

are fair a nd reasonable. Here it may create a sense of cooperation and team 

work among teachers. 

Concerning Table 7 item 3, 80 .60 % of teach ers a nd 66.67 % of TOP 

respondents revealed that the current increment of the career structure was 

unsatisfactory. Besides the means indicated that 1.71 a nd 2.00 of the teacher 

and TOP respondents which were below the average point of 3 . From this , it can 

be said that the increment provided to teachers is unfa ir a nd this may be the 

reason for not to be competitive with oth er occupation s in the salary level. 

As Milkovich a nd Newmam (1987) states the degree of emphasis to be placed on 

performance and /or seniority is a n im portant policy in the design and 

administration of pay. Since it may h ave a direct e ffect on employers ' attitude 

a nd work beh avior. In this way, the caree r is structured to initiate teachers 

a nd implement their teaching learni ng process on the basis of the pe rforman ce 
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and seniority of teach ers. However, it implies the career level n egatively affects 

the teachers as well as the objectives of the organization, due to the less 

amount of increment on the structured career. 

Table 8. Adequacy of Pay to Motivate Teachers 

N Description Frequenc 
" 0 5 4 3 2 1 
, 

" ro 
> 2 

i'? c .~~ 2 N % No % No % No % No % rn 
rn " ~ ~ '" :;E 

0 

1 The ability to Teach . . 1.74 
enhance the ers 3 1.4 43 21.3 51 25.3 104 51.7 1.73 

performance 
TDP 2 13.3 3 20 1 6.6 9 60 1.87 of teaching 

. . 

staffs 
3 The ability to Teach 2.73 

encourages ers 19 9.4 35 17.4 48 23.8 52 25.8 47 23.3 2.64 

peak 
TDP 3 20 8 53.3 2 13.3 2 13.3 3.80 performance 

Table 8 item 1 depicts as to wh at extent the compensation system enables the 

organization to enhance the performance of teachers. In line with this, 77.1 % 

of teacher respondents and 66.6 % of TDP respondents h ave the opinion that 

the present compensation scheme didn't enable the organization to enhance the 

pe rformance of teachers . However, 1.49 % of teachers and 13 .33 % of TDP 

respondents agreed on the compensation that e n abled to enhance the 

performance of teachers, besides 2 1. 3 % an d 20 % of the respondents 

respectively show no judgment at a ll . The computed me;'lr).s 1.73 and 1.87 

indicate below the average point. Since the present compensation system 

doesn't enable to enhance the performance of teachers. 

Despite the fact that literature says pay is not an e ffective motivator. 

Invancevich (1992) states the content and the process theories of motivation 

s u ggest that money can h ave some influence on effort and persistence . In this 

regard the compensation system of the organization didn't enable to influence 

the e fforts and persistence of the teach ers; in addition it doesn't enhance a nd 

imitate the motivation of them. Therefore, it could be concluded tha t th e 
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compensation system of th e organization doesn't' h ave a strong tie with the 

performance and motiva tion of teachers. 

In Table 8 item 2, shows that 49.2 % of the teach er respondent a nd 13.3 % of 

TOP respondents a ffirmed tha t the pay system of the organization doesn 't 

encoura ge peak performances . On the other h a nd 26.8 % of teachers 63 .3 % of 

TOP respondents agreed on the issu e . The rem a ining 23.8 % of teachers a n d 

13 .3 % of TOP respondents were neither agree n or disagree. In this case, th e 

m ean of teach er s ' respondent is 2.6 that s how below the average point of 3, 

wh ere as the m ean of TOP group is 3.80. That indica tes grea ter than the 

average . 

Here it is observed tha t a contradictory opinion between the two groups, but 

the confus ion m ay be due to th e rewa rded s ta ff m embers were very few in 

number (taking the top three) a nd thi s may lead them n ot to be cons idered as a 

reward by the teaching s ta ff. As the interview held with the TOP responden ts , 

the schools a nd even Woreda education offices a llocates to reward peak 

performa nces of the teach ers as well as th e sch ools . 

Even though, the TOP respondents esta blish ed individua l incentives system to 

rewa rd peak performan ce, teach ers explains that peak performa nces a re not 

en couraged to continue as a n exemplary employees ra ther discouraged by those 

-,-.rh o did not en a ble to win their own tasks . 

There fore, it could be concluded tha t there m ay be a rewa rd for th ose who a re 

peak performers, but a s Robin s (1989) s ta ted tha t holds that rewa rds are likely 

to lead to higher employee performa n ce a nd sati s fac tion when they a re: 

pe rceived as being equita ble by the employee, t ided to performance, and 

ta ilored to the need s of h e individua l. These conditions m ay not a pplied a nd 

then d issatis faction is obse rved on the employees. 
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Table 9: Responde n t s Attitude towards the Operation of Teachers 

Pe rformance Evaluation 

N Items Frequency " 2 1 
~ 

"0 Is 5 4 3 " " i!? 
> 

~~ c 
2 % No % No % No % No % '" '" N " ~ E '" :2 

0 
1 consistency in Teach 

conducting ers 19 9.4 35 17.4 48 23.8 52 25.8 47 23.3 2.64 2.73 
perform ance 
evaluation TOP 3 20 8 53.3 2 13.3 2 13.3 - - 3.80 

2 Provision of Teach 

I 
feed back ers 5 2.4 30 14.9 46 22.8 56 27.8 64 31.8 2.16 2.25 

I 
TOP 3 20 5 33.3 3 20 3 20 1 6.6 3.40 

3 Objectivity of Teach 
performance ers 10 5.1 26 13.2 35 17 .8 52 26.1 73 36.3 2.22 2.23 
evaluation 

TOP 1 6 .6 2 13.3 5 33.3 4 26.6 3 20 2.40 
4 Knowledge of Teach 

performance ers 37 19.2 88 45.8 51 26.5 10 5.20 6 3.1 3.73 3.79 
evaluation's 
criteria TOP 2 13.3 7 46.6 2 13. 3 2 13.3 2 13.3 3.20 

As can be seen fro m th e Table 9 item 1, 49.7 % of teach er s a nd 13. % TO P 

respondents replied tha t performa n ce of teacher s was n ot regula rly eva lua ted , 

while 26 .8 %of teach e r s a n d 73 .3 % of TOP respo nden ts bel ieved tha t 

perfo rma nce of teach ers evalu ated regula rly a nd 23.3 % of teache rs a nd 13.3 % 

of TOP h ave no j udgmen t at a ll. Based on this the mean of teach er s responde n t 

is 2 .64 that ind icates below th e ave rage point th ree and the mean of TO P 

res pondents is 3.80 wh ich s h ows greater than 3 . The ir weigh ted mean a lso 

2.75. They m a y diffe r in tne ir belief on the implem en tation b ut as the weighted 

mean shown which is be low the average point , the pe rforma nce of teache rs is 

not measured in a continuou s follow up. 

In Table 9 item 2 , 59.6 % a nd 26.8 % of teache rs a nd TOP res ponden ts 

respec tively revea led th at th e feedback of performan ce evaluation was not 

provided to teach er s w h erea s 17.4 % of teache rs a nd 53 .3 % of TOP 

respondents a ffi rmed tha t the feedback is provided to teachers . In the case of 

thi s , the m ean of teach ers' responden t is 2 .16 which indicate be low th e ave rage 

point 3 a nd the mean o f TOP responde n ts is 3.40 tha t s h ow greate r than the 
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average. Besides the weighted mean are 2 .25. Here it could be said the two 

groups of respondents a re varied in their opinion about the item. The weighted 

mean is below average shown that the provision of feedback to teachers IS 

unsatisfactory. The variation is created due to the inconsistent provision of 

feedback perceived by teachers where as the TDP sim p ly answered, based 

according to the rules a nd regulations what they used as interviewee said. 

As long as rewards are a llocated, based on factors that are directly linked to 

doing the job s u ccessfully , u sing performance will be de terminant . So that 

performance should evalu ated through its own criteria and as soon as poss ible 

providing feedback a lso the mecha nism to improve and s trengthen the results 

of a ny job. However, as the figure indicated performance is not evaluated in 

continuous way and even the provision of feedback is poor. In ligh t of this, 

without a regula r follow up it is difficult to rank a nd reward employees. 

Therefore , it is necessary to look at and examine the evalua tion mechanism of 

the seconda ry schools. 

From the above Table 9 item 3, 62.8 % of the teachers a nd 47 .7 % of the TDP 

respondents replied that the criteria of the performance evaluation were less in 

its objectivity. The mean show 2.2 and 2.40 respectively which is below average 

and the weighted mean is a lso 2.23 . This indicates that the teach ers were 

performing their work based on the unclear a nd immeasurable criteria. From 

the same table item 4, 65 % of teachers a nd 60 % of TDP respondents assured 

tha t the performance evaluation crite ria is given to every teacher o f the school 

according to his/ h er career level and u sed as a guideline for the ir work. In 

addition, the mean s (3.73 a nd 3.20 respectively) indicate in knowing the crite ria 

of performance evalua tion were satisfactory. 
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Table 10. Capacity of the Reward System to Retain Able Teachers 

No Item Freouency Q) 

" "0 
5 4 3 2 1 ro Q) > 

~ffi ~ c 
2 ro 
ro Q) 

~ E a: No % No % No % No % No % 
::; 

The capacity Teae 

I in retaining hers 46 22 .8 26 12.9 10 4 .9 25 12.4 94 46.7 2 .35 
I 1 able teachers 

2.51 TOP 2 13.3 2 13.3 1 6.6 5 33.3 5 33.3 0.16 
The ability to Teae 

2 increase moral hers 18 8.9 24 11 .9 43 21.3 35 17.4 81 40.3 2.27 
Isatisfaction of 2.27 

teachers TDP 1 6.6 1 6.6 4 26.6 4 26.6 5 33.3 2.26 
Able teachers Teae 

3 have shown hers 19 9.5 23 11 .5 19 9.5 59 29.5 80 40 2.04 
best results 2. 17 

TDP - - 1 6.6 1 6.6 10 66.3 3 20 0 .13 

As can be read from the above Ta ble 10 item 1, 59 .2 % of teach ers and 66.6 % 

of TOP respondents confirmed that the reward system didn't help the 

organization in retaining efficient skilled and experienced employees . The m ean 

of which were 2.35 and 0 . 16 respectively desc ribe lower than the average point 

3. This s hows that performance reward system could not play an important role 

in re taining the efficient, skilled a nd experienced employees. 

In Table 10 item 2, 57.7 % of teachers a nd 60 % of TOP respondents believed 

that the compe nsation policy does not e na ble the organization to increase and 

m a intain moral/sa tis faction of its teachers. The mean s are 2.27 a nd 2 .26 

respectively shown that IS be low average point 3 . :l":is signifies th e 

compen sation policy doesn't h elp the organization to Increase a nd m a intain 

moral / satisfaction of teache rs. 

Concerning the e fficient, skilled a nd experie nced teachers whether shown 

results by their own performance in the organ ization or not, 69.5 % of teache rs 

a nd 86.3 % of TOP res pondents re plied that the teache rs were not s howin g 

thei r skills and experience prac tically . The mean s of which were 2 .04 a nd 0. 13 

respectively and weighted mean 2 .17 that describe s lower tha n the average 
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point 3. This may be resulted from the unsatisfactory reward system of the 

organization in which skilled teachers didn't show the ir tremendous effort. 

Table l1.Respondents' Perception Regarding In-service Training, 

Promotion and other Benefits 

"tJ 

N Item Frequenc " '" ~~ 0 Ii; 5 4 3 2 , 
c " '" " ro No % ,,- ~ E IY No % No % No % No % ::: ~ 

On job training Tea 

1 <he, 57 33.3 58 33.8 30 14.9 22 10.9 '4 6.9 4.09 
s 4.06 

TOP 3 20 7 46.6 2 13.3 , 5.6 2 13.3 3.53 

Up grade Tea 

2 teachers from cher 57 28.3 4' 20.4 20 9.9 32 15.9 5' 25.3 3. 10 
s 3.13 

diploma to 
BNMSciMed TOP 4 26.6 6 40 2 13.3 , 6.5 2 13.3 3.60 

up grade Tea 

3 teachers from cher '0 4.9 ,. 8.9 37 18.4 37 16.4 99 49.2 2.02 
s 

BNBSciBEd to 
MNMSciMed TOP 3 20 3 20 2 13.3 3 20 4 26.6 2.87 2.08 

4 View of teachers Tea 

on promotion/ cher 80 39.8 41 20.4 26 12.9 24 11 .9 30 14.9 3.58 3.58 
s 

advancement 
TOP 4 26.6 6 40 3 20 . 2 13 .1 3.67 

Free school fee Tea 

5 for teachers' cher 47 23.3 56 27.S 30 14.9 32 15.9 35 17.9 3.23 
5 3.26 

chi ldren 
TOP 5 33.3 5 33.3 , 6.5 3 20 , 6.6 3.67 

From Table 11 item 1, it can be seen that a bout 67. 1 % a nd 46.6 % of teachers 

and TDP respondents respectively a re satis fied with the given on job training to 

enhance the proficiency of teachers. Even their m ean s 4.09 and 3.53 

respectively describes greater than the average point of 3. Thi s indicates the 

satis faction of respondents concerning on job training. 

The data set out in the above Table II item 2, 48.3 % of teachers and 66.6 % 

TOP respondents have been sh own the ir agreem ent regarding to the given in ­

service training in summe r courses for SA/SSe/Sed. The means of which a re 

a lso 3 . 10 a nd 3.60 described that is greater than the average. This indicates the 

respondents are satisfied with the given summer course of SA/BSc/BEd 

program. 
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On the contrary in Table 11 item 3, 67.6 % of teacher respondents and 46.6 % 

of TOP respondents replied that the regular a nd summer program of upgrading 

from BA/BSc/BEd to MA/MSc/MEd is not given. Besides the means show 

2.02 and 2.87 respectively and this indicates below average point of 3 . In light 

of this, the respondents are dissatisfied with the stopped up program of 

MA/MSc/MEd and the absence such opportunity have considerable negative 

effect on the motivation as well as performance of the staff members who are 

basically knowledge workers . 

In Table 11 item 4, reveals that most of the respondents have indicated that 

teachers who have graduated in the given related course were getting relative 

promotion in their organization. Further more, in table 12 item 5, 51.2 % of 

teachers and 66.6 % of TOP respondents confirmed that the teachers' children 

are freely (without school fee) learnt in the government schools. 

From the aforementioned Table II, it can be observed that four out of five 

components of the educational assistance on job training, summer courses for 

BA/BSc/BEd, relative promotion for related course graduation a nd free fee 

learning in the government schools are taken as a good privilege by teachers, 

while the remaining opportunity for MA/MEd/MSc which is expected by most 

of the teachers to be promoted from one academic rank to the highest has 

a lready stacked. 

Apart from being a motivational problem, the success of an educational 

institution greatly depends on the academic qualification and quality of 

teaching staff, the current very narrow level of opportunity for teachers to 

pursue their further studies in MA/MSc/MEd a threat for the present and 

actual performance of secondary schools. 
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Table 12: Availability of Medical Scheme by the Organization 

N Item 
" t Frequenc " " ro s 5 4 3 2 1 > .'!l 

l' c ~~ .'!l ~ 

~ N % N % No % No % No % " ~E "" 
::;; 

0 0 

1 medical service Teache 

available to rs 8 3 .• 8 3 .• 8 3 .• 24 11 .9 153 76.1 1.26 

teachers 1.28 

TOP - - 1 6.6 6 40 8 53.3 1.53 

2 medicalselVice Teache 

available to r. - 7 3.4 16 7.9 178 88.5 1.15 

teachers' family 
TOP - 6 40 9 60 1.40 1.17 

3 made subsidy Teache 

to teachers r. 38 18.9 38 16.9 124 61.6 1.56 

TOP - 3 20 4 26.6 8 53.3 1.67 1.61 

4 made subsidy Teache 
to teachers' r. 22 10.9 33 16.4 146 72.6 L38 

i family 
TOP 2 13.3 2 13.3 4 26.6 7 46.6 1.93 1.43 

From Table 12, it can be observed that a lmost a ll of teachers a nd TOP 

respondents indicated that the coverage of medical service for teachers, their 

family and even subsidy on medical service is inexi stent in the organization . 

S ince a ll the items included important factors relevant to improve the qua li ty of 

work lives a nd th e personal lives of the employee. This signifies the ina bility of 

the Ministry of Education to provide such package n eeds improvement to raIse 

thc motivation of the employees . 

Table 13: Respondents' Perception towards the Service of Cafeteria 

! Nt Item 
" · S Frequency " " Is-- -- ro 

4 3 2 1 > " ~ 

~~ 2 c 
% % 

~ 

~ N No No % No % No % " ~ E "" 0 
::;; 

1 Medical services Teac 

available 10 
hers 8 3.9 8 3.9 8 3.9 24 11 .9 15 76. 1 1.26 1.28 

teachers 3 

TOP 2 13.3 1 6.6 3 20 5 33.3 4 26.6 2.47 

Price of Ihe Teac 

2 meal hers 14 6 .• 25 12.4 34 169 54 26 .8 74 36.8 226 

TOP 2 13.3 2 13.3 6 40 5 33.3 2.07 2.24 

Saves waslage Teac 
3 of schools hers 76 37.8 55 27 .3 2. 13.9 20 9.9 22 10.9 3.71 

time. 3.71 
TOP 5 33.3 5 33.3 2 13.3 3 20 3.60 

Saves Teac 65 32.3 51 25.3 25 12.4 31 15.4 29. 14.4 3 45 
4 teachers from hers 

nol lo be lired 
3.44 

TOP 5 33.3 4 26.6 2 13.3 3 20 1 6.6 327 

58 



As can be r ead from the above Table 13 item 1, 67. 1 % of teach ers and 59.6 % 

of TOP respondents believed that the qua lity of meal which is provided by the 

orga nization's cafeteria is poor. The calcula ted means of which a re 2. 13 a nd 

2.4 7 respectively. This indicates tha t it is below the average point of 3 . Besides, 

concerning the price of the meal 63.6 % of teach er s a nd 73.3 % of TOP 

res pondents replied that the prIce of the meal is expensive in relation to its 

qua li ty a nd as a n organizationa l supply . The means as well as its weigh ted 

mean a lso indicates below th e average point. Thus th e price of the meal doesn't 

take in to account as a service which should be provided by the organization to 

its teach ers . 

Acco rding to Sherman and others (1 998) the chief objective of most benefi ts a re 

to improve employee satisfaction , to meet employee h ealth a nd security 

requirements to attract and motivate employees to reduce turn over a nd 

m a intain a favora ble competitive position. However, it is indicted that the 

organiza tions inability to provide an acceptable meal with a fa ir price which are 

essentia l to improve the motiva tion of teach ers. 

In Ta ble 13, item 3 , 65. 1 % of teach er a nd 66 .6 % TOP respondents confirmed 

that the presence of cafeterias is necessary a nd saves wastage of the school's 

time. In line with this 57.7 % and 6 0 % of teach ers a nd TOP responden ts 

respectively believed that the presence of cafeteria n ot only saves th e wastage of 

time but a lso it protects teachers from not being tired. The mea n va lue signies 

a bove the average point 3. 

In this regard the respondents s h ow their agreement on the great role of 

cafeteria for the organization as well as the teache rs. Even though, a ll the 

sampled secondary sch ools have establi s h ed some kind of a tea room to serve 
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teachers, the extent of the service that supplied by the organization IS 

dissatis fying the teach er s. 

Table 14: Respondents' Perception towards the Transportation Service. 

i" Freauencv C (I) 
E C N Item (I) co :> .~ ro 

I ro 5 4 3 2 1 (1)- ~"OQ) 
S a:: No % No % No % No % No % :2~ (I) E 

1 Provision of Teac 

transport hers 2 1 3 1.4 10 4.9 19 9.4 167 63 1.29 1.30 

TOP , 6.6 5 33.3 9 60 1.40 
1 2 Given in the Teac 

hers 2 1 6 3.9 15 7.4 176 87 .5 a llowance 1.19 1.21 
form. 

TOP 2 13.3 5 33.3 6 53 .3 1.47 

3 The presence Teac 

of transport hers 140 69.6 14 6.9 6 3.9 14 6.9 25 12.4 3.85 4 .12 
has its own 
role. TOP 7 46.6 5 33.3 1 6.6 2 13.3 0.27 

As can be seen from the above Table 14, a lmost all of the teachers and TOP 

respondents a ffirmed the inexistence of either transport service or transport 

a llowan ce. Nonetheless, most of the respondents believe that the existence of 

transport service or transport a llowance facilitates the teaching learni ng 

process a nd builds the employee's mora l. 

Generally, as Flippo, E. (1 980) s tates compen sation has practical operational 

values to the employing organization includin~ m a intenance of work force in 

competition with other organization, preservation of some degree of employee, 

management peace in collective bargaining a rrangem ent a nd ma intenance of 

accepta ble level of general morale. 

Although a ll of the items included are relevant to improve the quality of the 

work lives and the personal lives of the employees, the Ministry of Education 

and Regional Education Bureau didn't able to fulfill such packages. 
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Table 15: Responsibility Allowance 

r ~ Item 
Freauenc 

" Is 5 4 3 2 1 => "0 ro " > 
~ffi ~ c: 

" No % No % No % No % No % 
ro 

10 " :1: E a:: :2 

1 To vice Teach 

principals ers 142 74.4 8 4.1 15 7.8 15 7.8 12 6.2 3.34 
4.36 

TOP 11 73 .3 4 26.6 4,73 

2 To Teach 

department ers 7 3.4 5 2.4 8 3.9 15 7.4 166 82.5 1.37 
1.36 

heads TOP 5 33.3 10 66 .6 1.33 

3 To unit Teach 

leaders ers 7 3.4 5 2.4 8 3.9 15 7.4 166 82.5 1.37 
1,36 

TOP 5 33.3 10 66.6 1.33 

Item 1 of Table 15 reveals that most of both respondents agreed on the 

responsibility a llowance pa id for the vice principal. On the other h a nd , in the 

same table concerning item 2 a nd 3 , about depa rtment heads' and unit leaders 

responsibility a llowance, both respondents assured tha t the organization did 

not pay to those teach ers who are p laced in the respon s ibility. 

As Cherrington (1 995) stated huma n resource m a n agem ent is responsible for 

how people a re trea ted in organizations. It is respons ible for bringing people 

into organization, helping them pe rform their work, compensating them for 

the ir labors, a nd solving problems that anse. Accordingly, the huma n resource 

ma nagement of Ministry of Education has been solving the problem of vice 

principa ls respons ibility a llowan ce by stru cturin g its own salary scale whereas 

the department h eads' and unit leaders' respon s ibility wasn't' considered as a 

responsibility in the high school level. This s hows that those responsible people 

are not giving their full atten tion to the duty they a re assigned for because th ey 

n eed to supplement their income through working in th e ir free time out of the 

orga nization and even they become less committed to the ir work. 
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Table 16: Payment for Extra Load and Perdiem 

N Item 
I Frequenc 

<1l 
S 5 4 3 2 1 " "0 ro <1l 

'" 
> 

~~ :;; c 
No % No % No % No % No % 

ro ro <1l ~ E a:: ::;: 

1 Payment for Teach 2,1 

extra load ." 10 4,9 40 19.9 7 3.4 46 23.8 96 47 .7 2.10 

TOP 3 20 2 13.3 5 33.3 ' 5 33 ,3 2.20 

2 Perdiem Teach 1.14 

I payment for ." 5 2.4 17 6.4 179 89.0 1.13 

j teachers TOP 6 40 9 60 1.33 

The figure which is found in the above Table 16 item 1, 71.6 % of teachers and 

66.6 % of TDP respondents assured that a high degree of dissatisfaction among 

the staff on the adequacy of payment fo r carrying extra work load. Besides the 

calculated means are 2.10 and 2.20 respectively that indicates below the 

average point 3. From this it could be concluded that teachers are dissatisfied 

with the adequacy of their payment for carrying extra time work load a nd 

additional assignments to the extent of considering them a lmost as free service 

to the organization. 

As can be seen in Table 16 item 2, 97.5 % and above of teachers a nd TOP 

respondents confirmed that provision of house allowance and perdiem payment 

on non working days is unknown by the organization. The calculated weighted 

mean indicates 1.14 which is very low level in relation to the average point. As 

observed from their responses, they are not paid when they a re asked to work 

or to attend meetings in non working days. From this one can conclude that it 

is an imposition of extra tasks (with out any incentive) on the teachers and this 

in turn would negatively impact the expected contribution of teachers to their 

organization. Therefore, the organ ization should take a measure on such trend s 

just like other civil servants who have got their perdiem payment for every extra 

task. 
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Table 17: The View of Respondents Regarding the Revision of Salary, 

Benefits and the Communication about Salary and Benefits 

N Item 
I Frequency Q) 

:J 

S 5 4 3 2 1 m "0 
Q) 

> 
~~ i" c 

Q) '" ro No % No % No % No % No % 
Q) 

~E 0:: ::;: 

1 Regularly revises Teac 1.53 

the salary to hers - B 3.S 17 B.4 31 15.4 1.5 77.1 1.50 

consider the 
rising cost TDP 2 13.3 2 13.3 4 26.6 7 46 .6 1.9 3 

2 Regularly revises Teac 1.45 

the benefits to hers - B 3.S B 3.S 33 16.4 15 75.6 1.3 1 

take in to 
account the TDP 2 13.3 2 13.3 4 26.6 7 46.6 0.14 
risinq cost 

3 Communicates Teac 1.62 

about the salary hers 5 2.5 7 3.6 30 15.5 25 12.9 12 65.2 1.<18 

I and benefits 
i TOP 2 13.3 2 13.3 5 33 .3 6 40 0.14 

As can be seen in Table 17, item 1 and 2, most of the respondents believe tha t 

the salary level and benefit have seldom get reviewed the rising cost of living. 

The means and weighted mean of the items indicate 1.53 and 1.43 respectively. 

This implies most respondents s tress on the difficulty of living with today's 

global economic crises, covering even the daily expenses with their inadequate 

pay, as a very challenging. 

In Table 17, item 3, 78.2 % of teacher a nd 73.3 % of TOP respondents replied 

that the vrganization h as not communicated the employces about the cost of n ­

non -cash benefit which is covered by it. The means and weighted mean is below 

the average point. This indicates employees are in nearly poor understanding of 

the benefits. Mea ning, it was found that the employees didn't appreciate the 

actual benefit. As Byars and Rue (1994) s tated most organizations provide some 

form of benefits to the ir employees, but the average employee often h as little 

idea of what he or sh e is receiving. 
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Table 18: The Means Used to Gather Information about the Salary and 

Benefits 

N Item 
I Frequency 

Q} 

S 5 4 3 2 1 :J 
U ro Q} 

> 
Ec: i'! c: 

Q} 

% No % No % No % No % 
ro .2> ro 

ro No Q} 

~E a: :;;; 

1 Questionnaire Teach 2 1 8 4.0 18 9.0 14 7 157 78.6 1.41 1.44 
er. 
TOP 1 6.6 3 20 3 20 8 53.3 1.8 

2 Interview Teach 2 1.0 7 3.5 15 7.6 15 7.6 159 80.7 1.38 1.41 
er. 
TOP 1 6.6 2 13.3 3 20 9 60 1.80 

3 Discussion/m Teach 5 2.5 14 7.1 20 10.1 11 5.5 147 74 .6 1.57 

eeting er. 1.61 

TOP 3 20 2 13.3 3 20 7 46.6 2.07 

As can be read from the above Table 18, most of the respondents assured the 

organization was poor m gathering information regarding the teach ers' 

perception towards the existing salary and benefits usmg questionna ire , 

interview a nd discussion. Regarding this the means and their weighted mean s 

show that in a very low level and hence the teachers a re d issatisfied with such 

kind of practices . 

In general, it has been reported tha t teacher and TOP respondents, reveal a 

good compensation system enables the organization to ma ke teachers keep up 

" with their career a nd ~c build th e i- mora l. Nevatheless, this experience should 

not conceal the fact that most teachers are discontented with diffe rent aspects 

of compensation system. In this regard, academic administrators have to 

perceive that "attending class" does not by it self guarantee to secure maximum 

endeavors from their teach ers and ultima tely maximize achievements. 

In order to maximize achieve ment of objectives, concerned bodies a re required 

to extend their efforts in the salary level a nd benefits of teach ers in rela tion to 

the standard of living cost. 
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In addition to the proposed problems in the area of organizational 

compensation systems suggested and rated, respondents have a lso indicated 

other problems which they have considered as the major problems in their 

organizations' compensation systems. Among these problems: 

1. Lack of proper technique and consistency in evaluating teachers' 

performance leads teachers to be discontented. 

2 . Lack of proper report on the career level of teachers' creates its own 

problems on teach e rs a nd budget's of the Woreda. 

3. Experienced teachers are less desired when they arrive at the last level 

(lead teacher) of the career level the so called "m enopause" by them. 



CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1 Summary of the Major Findings 

It is reported by several studies that motivation In a work setting can be 

determined by several compensation system variables. To identify the status of 

these factors in secondary schools of Eastern Zone of Tigray Region, this study 

is set out with a major objectives of reviewing and assessing the over all status 

of aforementioned compensation system variable in the said secondary schools. 

Further more, the specific objectives of the study are aim ed at examining the 

condition a nd extent of compensation system, describing the prevailing 

problems in the secondary schools' organizational compensation systems a nd 

suggesting a lternative options to the problems identified . 

The following questions h ave been formulated as basic targets of the study. 

1. To what extent do teachers appreciate the amount of salary a nd benefits 

they receive? 

2. Does the compensation system help In retaining qualified teachers of 

secondary schools? 

3 . To what extent does the design of compensation system affect the 

performance of teachers? 

4. What are the measures taken to implement compen sation practices In 

schools? 

To answer the above questions, the study was conducted on a sample s ize of 

207 teachers randomly selected a nd 15 TOP offi c ial s of the schools and 

education office of the Woredas from five secondary schools of Eastern Zone of 

Tigray region selected on the availa bility sampling technique. Out of the 222 

questionnaire distributed, 216 questionnaires (97. 29%) were filled a nd collected 

and this percentage was considered good enou gh to make a ll conclusions. 

Based on the information presented and analyzed, th e most prominent findin gs 

of the study are summarized and presented in the subsequent paragraphs. 
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The background of the respondents was revealed that about 67 .66% of the 

teacher respondents were below the age of 30 . On the other h a nd, 100% of the 

TOP officials were greater than the age of 30. This may indicate the TOP 

officials were matured enou gh in their age for the job. With regard to the 

academic qualifica tion mix of the respondents, except 1.99% of teachers and 

6.67% of TOP with diploma, the rest a ll a re firs t degree holders. Such a 

situation can be a signal for the secondary schools which almost were filled by 

the n ecessary qua lification according to the tra ining a nd educational policy 

suggested- i.e. , teach ers ought to have a minimum of firs t degree to teach in the 

first cycle of the secondary schools . 

Concerning career level and years of service , 66 .6 7% of the teach ers were found 

below the teacher level and less than 5 years in service . This may indicate 

exte n s ive employment of young graduates . Moreover, 66 .67% of teachers' 

m on thly salary were be low 1500 Ethiopian Birr, whereas 66.67% of the TOP 

were paid greater tha n 1500 Ethiopia n Birr. Thus the majority of teachers' 

m onthly salary falls in between 1000 and 1500 Birr. 

From the presenta tion and analysis given in the previous chapter it is possible 

to say that both groups of respondents h ave the opinion tha t the actua l sa lary 

sch edule of their secondary schools is inadequ a te to en able them keep the 

standard of living. Mos t of them are dissa tisfied with the actual salary which is 

too difficult to cover the expenses of food supply, medical service, and house 

rent of themselves a nd their family. 

It was a lso ide ntified tha t the fairn ess of the salary of teaching compared to 

oth e r occupations requiring s imila r qualification, a nd the increment in the 

career s truc ture which was provided by their organization was unsati s fac tory . 

On the other hand, respondents have expressed their satisfaction with the 

inte rnal equity of their organization. 
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Besides, both groups of respondents assured th at the present compensation 

system didn 't en able to enha n ce the performa n ce of teach ers a n d to ini tiate 

their motiva tion. This implies that th e compen sation system doesn't h ave a 

strong tie with the performa n ce of teach er s. 

Con cerning the reward system 's capacity to re ta in a ble teach er s , most of the 

teacher and TDP respondents replied tha t the rewa rd system's capacity was 

very weak in retaining a nd m a intaining moral/satis faction of its teachers . Du e 

to this reason, a ble teach ers may n ot be diligen t to u se their skill a nd 

experien ces in the teaching learning p rocess accordin gly . 

From the respondents ' point of view it was clearly shown tha t four out of the 

five compon en ts of the education al assis ta n ce: on j ob tra ining, summer courses 

for BA/ BSc/ BEd , rela tive promotion for re la ted course gradated and free fee 

lea rning in the governmen t sch ools a re ta ken as a good privilege by teach ers, 

wh ile the rem a in ing opportuni ty for MA/ MEd / MSc which is expected by m ost 

teach er s to b e promoted from on e acad emic rank to an oth er has a lready 

s tacked . 

Moreover , the respondents were not h a p py with th eir organization s' provis ion or 

su bsidy for medical and tra n sport faci li ties was part icula rly inexistent. Apart 

from this, cafeteria and lou nge services were a lso unsatisfactory to create 

condu cive work environment in these seconda ry schools . On the other h a n d 

respondents h a ve expressed their opinion in tha t the presence of cafeteria saves 

wastage of sch ools' work time a nd teach er s from tiredness. 

It was a lso identified tha t th e fa irness of a llowan ce payment a nd extra load, 

respondents confirmed tha t the respon s ibili ty a llowan ce of vice principa ls is 

solved by structuring its own sala ry scale , where as the department heads ' and 

unit lea ders' responsibility a llowance weren 't con s idered in the high schools. In 

a ddition provis ion of hou se a llowan ce a nd perdiem paymen t on non -worki ng 

days is not kn own by the secondary sch ools . As it is observed from th e ir 

responses, the h ou se a llowan ce a nd perdiem payment provided by the 
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organization gave less emphasis to reduce the day- to- day living experiences of 

teachers a nd address their basic need s. 

Communication about pay system is defined as exchanging information a nd 

creating understanding about pay system. But most of the respondents 

be lieved, regarding the salary a nd benefit that they h ave seldom got reviewed 

the rising cost of living. Besides they assured that the orga niza tion didn't 

communicate them about their salary and benefits. And this shows tha t 

teachers a re living under s tress and difficulty. 

5.2 Conclusions 

The findings from the study show tha t the salary of the teachers of secondary 

school of the Zon e perceived was inadequ a te to survive reasonable s ta ndard of 

living a nd this may be ch a llenging for them. In addition, the teachers' salary 

and their career level increment when compared to other occupations are 

incompatible and unsatisfactory, regardless of its internal equity. This interna l 

equity a lso indicates tha t pay decisions in the organization were reasonable a nd 

fa ir. This can a lso create cooperation a nd collegia lity among teachers. 

With this content, the competitiveness of the salary with pay for other 

occupations and even the inc rement of the career structure were not reviewed 

in relation to other sectors to a djus t th e living condi t ion of teach ers with the 

inc reased cost of living that resulted from inflation. Therefo re, inability of 

implementing, comparable salary pa tte rn and s tructuring ina dequate career 

level a re serious ly affecting the curren t pay and ben efit system. 

As the respondents confirmed the present compensation system didn't enhance 

the performance and motiva tion of teachers . Thi s implies that the 

co mpensation system doesn't have linkage with the performance of teachers. 

Thi s indicates a need to revise the compensation system to h ave a link with the 

performance of teachers . 
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According to the respondents the reward system d idn't help the organization to 

retain and maintain the moral satis fac tion of the efficient and skilled teach ers. 

Whatever the performance of teachers exhibited, it doesn't warrant a pay ac tion 

both as a reward and strategic for retention. Due to this reason desired 

beha viors were depressed and the s ta ffs ' attitudes and commitment level were 

n egatively affected. 

Concerning educationa l assistan ce: on job tra ining, summer courses for 

BA/ BSc/BEd, rela tive promotion and fee free of learning in the government 

schools are considered as a good privilege by the respondents, wh ere as 

opportunity for MA/Med/MSc which is expected by most degree gradua te 

teach er s has a lready s tacked a nd th e absence of su ch opportunity has a 

cons iderable negative effect on the motivation as well as performance of the 

teachers who are basically knowledge workers . On the other hand, the presen ce 

of on job training, summer courses of BA/BSc/BEd, promotion a nd fee free 

learning is encouraging to them. 

The inexis tence of provis ion or subsidy of m edical and transport service by the 

organization is observed by the respondents s ince they a re releva nt factors to 

improve the qua li ty of work and personal lives of the teachers . In addition 

cafe teria and lounge services are unsatis factory in creating conducive work 

environment in these secondary sch ools. On the other h a nd, the presen ce of a 

cafeteria saves wastage of school's work time a nd teacher's from tir dness. Thi s 

all indicate the organizations were not con sidering the ris ing cost of living. 

Pay for extra work load , responsibility a llowa n ce, house a llowance, perdiem and 

ben efits provided by the organization a re a lmost inexis tent to teach ers. From 

this it could be concluded that teacher s are dissatis fi ed with the inexistence of 

pay to the extra work load, respons ibility , house rent, a nd perdiem as if they 

are free services to the organization . Th is leads those responsible teachers no t 

to give due attention to the duty th ey a re assigned for becau se they need to 

supplement their income through working in their free time out of th e ir 

organization a nd even they become less comm itted to the ir job. 
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Openness about pay and benefit is necessary to create a culture of trust and 

involvement. Without factual information about pay practices and rates of pay 

issues, the salary and benefit system will be subject to speculation and 

misinterpretations and this in turn may lead to reduced trust. Teacher 

communications IS perceived to be the pnmary task for the future 

organizational success. 

In a nutshell, the overall mean value of the components regarding the 

compensation system is below the required average point, and thus it is 

possible to conclude that teachers are working in a state of dissatisfaction with 

the component of the compensation system. The status of th e compensation 

system is low. More over, MOE, REB, WEO and secondary schools are providing 

unsatisfactory state of organizational compensation system which might also 

has an adverse effect on their over a ll performance. 

5.3 Recommendations 

This sub-section presents possible options, which might be applied as solutions 

to the problems identified in the organizational compensation system of the 

secondary schools of Eastern Zone of Tigray Region. The basis for the 

recommendations is the conclusions made based on the findings. 

1. It is highly recommended for the Ministry of Education to compare its salary 

level and benefits periodically with that of other occupation and standard of 

living relatively with teachers' qualification and their efforts. 

2. Compensation system should be designed as it enhances the performance 

and motivation of teachers. Teachers may be motivated when they believe 

that su ch compensation will lead to desired reward s , so that Ministry of 

Education would have to take a measure on stretching the amount of the 

career level and making to continue the career stru cture until teachers pre 

working satisfactorily and above it. 
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3. The Woreda Education Office and the Secondary Schools have to introdu ce 

pla nned reward sys tem s tha t enable to rewa rd high performers a nd highly 

skilled a nd experienced teachers will be retained. 

4. Tigray Regiona l Education Bureau and Woreda Education Office s hould 

propose further academic opportunity to up grade the educationa l 

qualifications (from BA/BEd/BSc to MA /MEd / MSc) of th eir teachers by 

arranging schola rship both locally and abroad. 

5. Ministry of Education s h ould take in to account the provision of medical and 

transport facilities in the form of full coverage or s ubs idy to improve th e 

qua lity of work a nd the person a l lives of teachers . 

6. Secondary schools s hould follow up the qua lity of m eal provided by the 

cafeterias so that employees ' dissatisfaction m ay be reduced and cost 

effectiveness a nd efficient utilization of the food s taff could be resulted. 

7. Minis try of Education s hould evaluate organizational reward system to m a ke 

their financial ben efits especia lly in connection with a llowance for additional 

responsibilities, perdiem a nd incentive to encourage performances . This 

h elps to motivate th e existing staff stay fo r a longer time and effectively 

con tribute to the secondary schools performan ces. 

8. Regional Education Bureaus and Woreda Education Office h a ve to conduct 

a salary and benefit survey using questionnaire, interview a nd d iscussion in 

order to get feedback and to know the perception of teachers toward s the 

existing salary a nd be nefi t system s and to what extent th ey are satisfied by 

it. 

Fina lly, compensation system of the Mini s try of Education has an influen ce on 

translating the vision and m issio n in to practice . Hence , the Ministry of 

Education a nd Regional Educational Bureau a re expected to bring their 

attention in hand ling their teachers by satisfying their need s marking its 

fin a n cia l capability. 
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APPENDIX 1 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

Department of Educational Planning and Management 

Dear teacher, 

The purpose for this questionnaire I S to gath er data for a study a n 

organizational compensations system of your institution. 

In this study, organizational compensation system such as salary, fringe 

benefits, financial incentives will be treated in detail. The state of compensation 

variables will be investigated so that feasible solutions will be recommended to 

assist in a llevia ting possible drawbacks experienced in the organizational 

compensation systems of your institution. 

Since the success for this study relies upon your genuine responses, you a re 

kindly requested to be honest in answer to all question items. The information 

that you will supply remains confidential. 

General direction: 

• Your a re not required to write your name. 

• Indicate your response by making a "-V" in the given table. 

• Give short and precise responses to open ended questions . 

Thank you very much. 

Mulugeta Seyoum 

Part I. Please put a tick mark (-VI where you think is appropriate in the box 

provided 

1. Sex: Male 0 FemaleO 

2. Age in year's ~ 20 0 2 1-25 0 

36-40 0 41-45 0 

26-300 

~46 0 
3 1-350 



No 
I 
1.1 
1.2 
1.3 

1J.4 
1.5 
1.6 
1.7 
1.8 
1.9 
2 

3 
4 

5 

6 
7 
8 
9 

3. Qualification 

Diploma 0 
4. Career level: Beginner Teacher 0 

Senior Teacher 0 
Lea d TeacherO 

5. Total years of service 1-5 0 

16-200 

BA/BSC/MED 0 MA/MSC/MEDO 

Junior Teacher 0 Teacher 0 
Senior Lead TeacherO 

6-100 11-150 

21 and above 0 
6. Your marital status Single 0 Married 0 Divorce 0 Widow 0 

7. How many children do you have No child 0 One 0 

TwoO ThreeO <! Four 0 
8. Your monthly gross salary 

Below 1000 0 1001-1500 0 

1501-20000 2001 and aboveO 

Part II. Please put a tick mark CV) where you think is appropriate in the space 

provided. 

Note: SA= Strongly agree, A= Agree UD= Undecided DA= Disagree 

SD= Strongly disagree 

Description SA A 
With the actual salary teachers can 
Feed themselves 
Feed their family 
Cover school expenses of their children 
Pay house's rent monthly 
Cover medical service expenses of themselves 
Cover medical service expenses of their family 
Cover transport service expenses of themselves 
Cover tra nsport service expenses their family 
Pay the expenses for what they wear (cloths, shoes and others) 
The salary level of the organization is comparable to other 
occupations requiring similar or equivalent qua lification. 
There is internal equity in the pay system of the organization 

The current increment leve l that is added to the base sa lary the 
organization provided is satisfactory 
The compensation system enables the organization to enhance the 
performa nce of academic staffs 
The pay system of the organization encourages peak performance 
Consistency in conducting Performance evalua tion 
Provis ion of feedback of performance evaluation results 
Objectivity of performance evaluation 

UD DA SO 
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10 - -Knowlede:e of Performance eva luation '8 criteria 
11 The reward system helps the organization in reta ining efficien t 

s killed a nd eXDerienced emDlovees --
12 The compen sation policy enables the organization to increase and 

i maintain moral/satisfaction of its academic stafr 
I 

I3 The e ffi c ient skilled and experienced e mployees are show n results I 
I bv the ir own oerrormance in the organ ization 
I 14 On iob traininl! is I!iven to enha nce the Droficiencv or teachers , 

IS Summer cu rses are I!iven to upgrade the teacher's grade leve l 
I 16 There is regula r program tha t participates to up grade teachers 
i rrom SA/SSc/SEd to MA.MSc/MEd 

17 Teachers who have graduated in the given related course were 
I!ettinl! relative Dromotion/advancement 

I 18 Teache rs' children are rreely (without paying school ree) learnt in 
the I!overnment schools. 

19 The orlm nization covers medical service exoenses to teachers 
20 The orl!anization Davs medical service eXDenses to teachers' ra mily 
21 The organization made s ubs idy on medical service expenses to 

teachers 
22 The organization made subsidy on medical service expenses to 

teachers' fa milv 
23 An acceDtable Dualitv or mea l is Drovided bv the orl!anization 
24 Price of the meal which is provided by the organization considers 

the buvinl! Dower or the emDlovees. 
25 Presence or careteria tha t saves wastage or schools time. 
26 Presence or care teria that saves teachers rrom not tiredness 
27 Tra nsDortation is Drovided by the organization 
28 Ins tead of providing transportation, the organization s ubstitutes in 

the a llowance rorm . 
29 If the above m entioned services are present, they can have their 

own role in facilitatin!! the teachin!! and learnin!! Drocess. 
30 Teachers are compensated for carrying extra load 
31 Department h eads have been pa id a llowance for their 

resDon sibilities 
32 Vice orincioa ls have been Daid a llowance for their resoonsibilities 
33 Unit leaders have been Daid a llowance ror their resoonsibilities 
34 Perdiem payment for a meeting or other organizational activity tha t 

is I!oinl! on non working day is Drovided bv the organization 
35 The organization regularly revises the salary system to consider the 

ris ing cost or livinl! 
36 The organization regularly revises the benefits to consider the 

rising cost of living 
37 The employees are communicated by the organization about the 

cost of non cash benefit tha t is covered the organization 
38 The orga niza tion gathers information/ input regarding the 

employees perception towards the existing salary and benefits 
usinl! 

38.1 Questionnaire 
38.2 Interview 
38.3 Discussion / meetin!! 



39.What do you suggest regarding the benefits the organization provides to its 

academic staff? Is there any other benefit(s) that you think shall the 

organization have to grant to its academic staff? __________ _ 

40. What could be your comment regarding the salary level of the organization 

in relation to retaining skilled, efficient and experienced employees? __ _ 

41. What could be your general comment regarding the impact of the 

compensation policy of the organization on the performance of academic 

staff? 
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