
















































































































































































Academic Staff Compensation Practices: The Case of Unity University.

Table 6. Teachers’ ratings on the adequacy of their salaries.

Responses (%)

Description SA° A UD DK DA SD NR

The salary the staff receives is adequate to - 134129 129 |353]43.4]-
sustain a reasonable standard of living for

themselves and their families.

Taken as basic objective of compensation system, maintaining fair/reasonable and
equitable pay structure shows how well both the contributions and needs of the staff
are recognized. According to article 58 of the UNESCO recommendation (1997), ‘Ehe
salaries of higher-education teaching personnel should provide them with the means
to ensure a reasonable standard of living for themselves and their families as well as
to invest in further education or in the pursuit of cultural or scientific activities, thus

enhancing their professional qualifications.

However, the overwhelming majority of the sampled population (79%) evaluated that
the university is not paying fair and adequate salary to sustain a reasonable standard
of living for themselves and their families. On the other hand, around 13% of the
respondents stated that the salary the staff receives is adequate, and the remaining 6%

of the teachers did neither agree nor disagree on the matter.

Generally, the responses of teachers indicated that their salary is not adequate to allow
them to focus on their professional work and ensure continuity of service within the
university; rather they are forced to search for additional sources of income to help

themselves and their family.
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Academic Staff Compensation Practices: The Case of Unity University.

Table 7. Teachers’ ratings on the adequacy of their pay for carrying extra workload.

Responses (%)
Description SA° A UD DK DA SD NR
Teachers are adequately compensated for - 44 (74 |59 |235]58.8]--
carrying extra workload.

Table 7 presents a percentage frequency distribution showing satisfaction,
dissatisfaction and indifference of teachers with the adequacy of their pay for carrying
extra workload. The figure shows that there is a high degree of dissatisfaction among
the staff on the adequacy of compensation for carrying extra workload (82%). On the
other hand, about 4% of the respondents agreed on the adequacy of staff
compensation for carrying extra work load and about 13% were either unable to reach

decision or they don’t know that much about it.

Most respondents also commented that providing adequate pay when teachers wqu
extra time or when they take on further assignments make them motivated to work
hard and supports the teaching practice. In light of this, Article 62 of the UNESCO
recommendation (1997) states that, the workload of higher-education teaching
personnel should provide due consideration in terms of salary for those who are
required to teach beyond their regular workload. However, the pay system of
university couldn’t provide adequate pay to its staff for carrying extra workload and
this means that the system is acting as a disincentive for the staff to be fascinated in
providing their support to the educational system through additional assignments and

extra time work.

To consolidate the fact, the message from the university teaching staff is clear: they
are dissatisfied with the adequacy of their compensation for carrying extra time
workload and additional assignments to the extent of considering them almost as free

services to the university.
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Academic Staff Compensation Practices: The Case of Unity University.

Table 8. The staffs’ ratings on the fairness of the responsibility allowance.

Responses (%)

Description SA A UD DK DA SD NR
- |- 50 [44 [-

(%]
=]

The responsibility allowance provided by 11.813

the university is fair.

From the sampled population, only seven of them have administrative responsibilities
in the university. Out of them 54% were dissatisfied by the responsibility allowance
granted by the university and the remaining 46% answered that the responsibility

allowance provided by the university is fair.

As observed from their responses, the responsibility allowances provided by the
university does give less emphasis at reducing the day-to-day living expenses of
teachers and address their basic needs. This indicates that those responsible people are
not giving their full attention to the duty they are assigned for because; they need to
supplement their income through working in their free time out of the university

campus,

The interviews held with the human resource personnel and the AVP of the university
suggest that the university provides responsibility allowance (position, transportation
and telephone allowances) for the staff (Deans and department heads), in addition to
this, they get overtime payment for they teach additional hours. However, as
described by Stone Raymond (1998), responsibility allowances have by far very
important role in addressing many diverse specific needs, such as housing allowances,
medical care, etc. in addition to those mentioned by the human resource personnel and
AVP of the university, and they may be extended to include many depending on the

cost of living, the institutes profit and also other environmental factors.
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Academic Staff Compensation Practices: The Case of Unity University.

Table 9. Ratings of teachers on the performance appraisal system of the university in

relation to compensation.

Responses (%)

Description SA A UD DK DA SD NR

The university has a well-established - 14788 |88 |44.1]23.6]-
performance appraisal system that renders

enough information for determining justified

compensation.

The university had somewhat history of enough experience in performance appraisal
as it periodically carry out elections of the academic staff to their posts. However, the
performance evaluation process seems almost forgotten since 2006. As discussed in
Milkovich and Newman (2005) Performance appraisal ratings might be used during
layoffs in order to retain more valuable employees, to determine the quality of
training programs, to measure equality of freatment, to manage employees’
compensation, and to promote or dismiss them. Thus, appraisal results have a very
important role in the HRM activities of any organization. A well-established
performance appraisal system should also render enough information for determining
justified compensation (Odden & Kelley, 1997). However, as the interview with the
HR personnel of the university indicated, over the course of the past three academic
years the university was unable to properly put into practice the formal annual

performance review of its staff,

As table 9 presents there is only 15% support for existence of a well-established
performance appraisal system in the university that renders enough information for
determining justified compensation. On the contrary, about 68% of the respondents
didn’t agree on its existence. Moreover, 17% teachers show their indifference. Some
of the respondents expressed that they were appraised along the lines laid down by the

university to meet its objectives and to be in line with its strategic objectives.
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The analysis also shows that respondents doubt the unbiased implementation of the
merit review process even when it was functioning. Their comments focused on
supervisors, who were systematically making incorrect marginal decisions regarding
performance evaluation. Of course, it is rational for the teachers not to “trust” the

performance appraisals they receive from superiors.

Expressing their opinions in the questionnaire regarding the impact of the
compensation policy of the university on the performance of the academic staff, some
of the respondents have indicated that at present there is no clearly defined causality
between the performances and pay of its teaching personnel and the pay system do

have negative impact on their performances.

Generally, the responses of the staff indicated that currently, there is no culture of a
properly administered performance appraisal system that renders enough information
for determining justified compensation. All the analysis bear out that there is a need
for a new culture, the implementation of a new performance appraisal system and a
clearly defined set of objectives in the areas of research, teaching and services to the

university and community prior to full implementation of performance based pay.

Table 10. Responses of teachers as to what extent their salary is revised regulatly

taking into account the rising cost of living

Responses (%)
Description SA° A UD DK DA SD NR
The university regularly revises the salary - 29 |58 [29 [441(427]15

system to take into account the rising cost of

living

As can be seen in table 10, responses across the staff show that the salary level has
seldom get reviewed taking into account the rising cost of living (87%). Only 3% of

the respondents agreed on the issue and about 10% show their indifference.
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Academic Staff Compensation Practices: The Case of Unity University.

Teachers response on the issue depict that the time interval is not fair and they further
noted that it should be reduced to one year. In addition, the HR personnel and the
AVP in the interview have also indicated that the time in which the university makes
salary increment is flexible; mostly salary structure is reviewed once in every three
years. They also added that, the bases for salary increase doesn’t solely depend on the
rising cost of living, rather it takes the combination of some other factors like

consumer price index and profit sharing.

As discussed in Aswathappa (2002), the value and form of compensation system in
the context of the country will be primarily affected by the cost of living. It is quite
clear from the analysis that, the cost of living has affected the pay system of the
university. In relation to this, most respondents stressed on difficulty of living with
today’s global economic crises, covering even the daily expenses with this inadequate

pay as very challenging.

Table 11. Teachers’ ratings of their satisfaction on salary and benefits they receive.

Responses (%)

Description SA° A UD DK DA SD NR

In general, the salary levels of my current 1.5 [ 162 - 11.8 123.5]44.1]2.9
position the university provided is

satisfactory.

Generally, the benefits that the university 1321235144 (44 [515]29 |-

provides to its academic staff are sufficient,

Table 11 presents frequency distribution showing satisfaction, dissatisfaction and
indifference of the university teachers with their salary the university provides. In
light of this, about 68% of the respondents complained that they are not satisfied with
the current salary offered by the university. The reason for their dissatisfaction
according to the respondents is much diversified and one of the reasons is imbalance

between the pay and the load.
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Academic Staff Compensation Practices: The Case of Unity University.

Furthermore, they have described that the compensation package do not consider
living cost, house allowance and transportation allowance. With this level of
compensation, said the respondents, it would be not easy to survive in the
continuously inflationary economy and let alone saving for some future time and
invest in other projects like constructing residential houses, buying vehicles, home

appliances, etc.

Pathon (2002) suggests that, as criteria for effectiveness of compensation systems,
pay should be enough to help and employees feel secure and aid him or her in
satisfying basic needs. In addition, there is a strong argument that educational
institutions can bring success through satisfied and loyal staff (Decenzo and Robbins,
1988). However, it is only less than 18% of the respondent teachers who are satisfied
with the current compensation practice of the university. This indicates that, the

university has failed in bringing satisfaction to its academic staff.

Apart from the regular salary, the university has its own fringe benefits. Regarding
the benefits that the university provides to the staff, about 54% of the respondents
complained that the benefits are not sufficient. Nevertheless, 37% of them affirmed

that they are sufficient and 9% of them neither agreed nor disagreed on the matter.

The majority of respondents have described their opinions regarding the benefits they
receive that the university usually pays for some types of time-off pay benefits like,
paid holidays, and paid sick leaves and non-pay benefits including expenditures such
as, cafeteria services and education programs are partially provided. However, other
kinds of time-off pay benefits like paid vacation, pension programs, rest periods; and
non-pay benefits like medical services, transportation accommodation, and childcare

services which are not provided to the staff.

Some benefits, such as medical insurance like coverage for hospitalization, outpatient
doctor bills, prescription drugs, etc are also often paid, at least in part, by the staffs

because of the high costs of medical insurance.
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Chapter Five
Summary, Conclusion and Recommendation

This chapter presents a brief summary, conclusion and recommendations of the
survey of the compensation practice of Unity University. In the summary part, the
background of the study and methodology used are highlighted. Following the
summary, relevant conclusions are derived from the data analysis and finally
recommendations were suggested based on the reviewed literature and the major

findings.
5.1, Summary

The human resource management system particularly the academic staff
compensation practices of higher educational institutions in Ethiopia has been the
focal subject area in public discussions about the future quality of the country’s
education system. Recruiting, hiring, retaining, and supporting quality educator is the

central challenge facing today’s education policymakers,

Consequently, the study tried to assess the compensation practice of Unity University
covering the time from February 2006 through March 2009. It has attempted to
address the basic questions regarding the compensation policy of the university, i.e.:
to identify the design of compensation practice of the university and its impact on t\he

performance of the academic staff and also on the overall goals of the university.

Both qualitative and quantitative information were solicited through a structurally
designed questionnaire distributed to 100 randomly selected academic staff members
found in the main campus of the university and 68 of them were retuned. In addition,
interviews were held with the human resource personnel and AVP of the university
and documents were also consulted to gather relevant data on the compensation policy

of the university.
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Finally, findings were organized and summarized by descriptive statistics which has
been presented in the form of frequency tables. The major findings of the survey are

summarized as follows,

The study has revealed that the salary provided for teaching personnel were
somewhat lower than salaries paid in other occupations requiring similar or
equivalent qualifications (48%), and competitive with other private colleges in the

country (40%).

The research also shows that there is a significant internal equity in the pay system of
the university (71%) i.e.; the pay is more or less equitable between/among different

jobs within the university.

In addition, the findings have confirmed that compensation provided for academic
staff is not adequate to sustain a reasonable standard of living for themselves and for
their families (79%). Furthermore, pay for extra workload (82%), the responsibility
allowances (54%) and benefits (54%) provided by the university are all inadequate

and unfair,

The compensation system of the university also fails to recognize and reward better
performers and motivate them to retain their high performance standards (85%).
Previously, the system was related with the performance of the staff but currently it is

not clearly identifiable with great inclination towards single salary schedule.

All the findings from the frequency analyses clearly show that academics are
dissatisfied with their pay and benefits provided by the university. In general, the
study has shown that the compensation policy doesn’t enable the university to recrmt
and retain qualified and talented staff (87%); increase and maintain

morale/satisfaction of teachers (71 %) and reduce faculty turnover (78%).
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5.2. Conclusions

The findings from the frequency analyses clearly show that the teaching staff in Unity
University experiences considerable earning disadvantages compared with other
professions both in the sector as well as out of the sector. The inadequacy of their
salaries to sustain reasonable standard of living is also another challenge for the staff.
In addition, pay for extra workload, the responsibility allowances and benefits
provided By the university are all inadequate and unfair. With this context, the
university is not practicing regular cost of living adjustment (COLA) to adjust the
living condition of its staff with increased cost of living that resulted from inflation.
These factors have implications that the employed salary schedule is not well
constructed and also it doesn’t allow teachers to reach the maximum salary as quickly
as possible in order to maximize their career earnings. By and large, the comparable
Wwage pattern and the inability of the university to pay its staff are seriously affecting

the current compensation system.

On the other hand, most teachers have indicated that there is somewhat internal equity
in the compensation system. This shows that pay decisions are explainable and
reasonable. It also indicates that there exists a sense of collegiality, cooperation and

teamwork among the teaching staff,

When considering a pay action for the staff, it is important to review documented and
demonstrated performance information prior to making the pay decision. However,
According to the study, teachers are not rewarded based on their performance
appraisal grading. The opportunities to earn bonuses and extra pay by participating in
research and consulting projects are very rare in the university. The merit review
process has already stacked three years ago and the university seems in a difficulty to
make a credible long term commitment to its former merit pay. Currently, teachers are
paid purely based on their qualification and teaching experience. This implies that the

design of the current compensation system of the university is not clearly defined.
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The annual salary increase cycle is the primary vehicle for recognizing and rewarding
staff performance. The analysis indicates that, the performance of the academic staff
is loosely tied with their pay. Whatever exceptional the performance of the teacher
might be, it doesn’t warrant a pay action both as a reward and a strategy for retention.
As a result of this action, desired behaviors are depressed and the staffs’ attitudes,
performance and commitment level are negatively affected. Furthermore, the

unrewarded or unrecognized talented staff is being provoked to leave.

All the findings from the frequency analyses clearly show that academics are
dissatisfied with their pay and benefits provided by the university. Finally, it can be
concluded that the compensation policy is very poor to enable the university achieve
its goals through retaining efficient, skilled and experienced academic staff. It is also
unable to enhance the performance and motivation as well as to reduce turnover rate

of the staff.
5.3.  Recommendations

The university should establish a comprehensive academic staff compensation
mechanism which represents a strategy for recruiting, attracting, retaining and
supporting high quality educators. In addition, the pay system should not be based
solely on a single salary schedule. It should also offer a diversified scheme of benefits
by adding housing and transportation allowances on existing fringe benefits.
Furthermore, academic staff compensation system of the university should meet the

UNESCO Recommendation requirements and guidelines.

The compensation system should be re-designed to enable the university to encourage
and reward peak performance and the acquisition of new skills and knowledge.
Regular evaluations of teachers should be supported and implemented properly, but
teacher pay should not be directly tied to those evaluations. Evaluations should
include the goals of improving professional practice and determining the continuing
contract status of teachers. In addition, the link between performance results and

compensation should also be clearly defined.
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Finally, the future research in the field should devote more attention to the
compensation systems that have close connections to appraisal results of the academic
staff in the university. Pay-for performance solutions have found usage in some

private educational institutions including Unity University,
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APPENDIX-A

ADDIS ABABA UNIVERSITY

SCHOOL OF GRADUATE STUDIES
COLLEGE OF EDUCATION
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT

Academic Staff Compensation Practice and Policy Information:

Questionnaire Prepared for Academic Staff of the Unity University.

This questionnaire is prepared to evaluate the overall compensation system of Unity
University. The questionnaire is for the purpose of academic study that will be
presented to the Faculty of Education, the Department of Educational Planning and
Management, Addis Ababa University in partial fulfillment of the requirements for
the Master of Arts (M.A.) in Human Resource and Organizational Development
(HROD) stream. I kindly request you to fill this questionnaire at the best of your
knowledge.

Personal Information

Part 1. Please fill your answer on the blank space provided?

1. Gender

2. Age

3. Faculty you are teaching in
4. Qu&.’fﬁcaﬁ()n

3. Academic rank

6. Academic position

7. Length of service in the university
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Part 11. Please put a tick mark (v) where you think is appropriate in

the space provided,

Note: SA=Strongly Agree, A=Agree, DK= I Don’t Know, UD=Un-Decided, DA=Disagree,

SD=Strongly Disagree.
No | Description SA DK | UD| DA| SD

1 | The university pays salary which is comparable
to salaries paid in other occupations requiring
similar or equivalent qualifications

2 | The university pays competitive salary with
other private colleges/universities in the
country

3 | There is internal equity in the pay system of the
university.

4 | The salary the staff receives is adequate to
sustain a reasonable standard of living for
themselves and their families.

5 | The compensation scheme enables the
university to enhance the performance and
motivation of Academic Staff.

6 | The current compensation system of the
university is tied with performance.

7 | The pay system of the university rewards and
encourages peak performance.

8 | Teachers are adequately compensated for
carrying extra workload.

9 | The current compensation system helps the
university in retaining efficient, skilled and
experienced Academic Staff.

10 | The compensation policy enables the university

to Increase and maintain morale/satisfaction of
its Academic Staff.
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11

The compensation policy enables the university
reduce turnover and encourage its loyalty

12

The responsibility allowance provided by the
university is fair

13

The university has a well-established
performance appraisal system that renders
enough information for determining justified
Compensation.

14

The university regularly revises the salary
system to take into account the rising cost of
living

15

In general, the salary levels of my current
position the university provided is satisfactory.

16

Generally, the benefits that the university
provides to its Academic Staff are sufficient.

Part III. Fill your opinion on the space provided.

What is your opinion regarding the benefits the university provides to its
academic staff? Is there any other benefit (s) that you think shall the

university has to grant to its academic staff?

What could be your comment regarding the salary level and benefits of the

university in relation to retaining skilled, efficient and experienced academic

staff?
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3. What is your comment regarding the special rewards and/ or incentives given

Jor hard work, efficiency, research and other behaviors?

4. In general, what could be your comment regarding the impact of the

compensation policy of the university on the performance of the academic

staff? _
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APPENDIX-B

ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
COLLEGE OF EDUCATION

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT

Academic Staff Compensation Practice and Policy Information:

Interview Guide for human resource Personnel and AVP of Unity University

What type of annual salary increase
does the university implement?

(Service, merit or both)

. Does the university utilize a traditional

salary grade system? If yes, please

answer the following questions.

- How is progression in the Job grade

determined?

How ofien is the salary structure reviewed?
What is the basis Jor the salary increase?
When was the last time it was adjusied?
Does the university give a general

increase for the staff?

If yes, what rercentage?
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8. Does the university give a cost of
living increase Jor the academic
staff?

9. Does the university have a bonus
or incentive plan? If yes, please answer
the following questions.

10. What type of bonus?

11. Does the university have formal

employee merit review process?

12. If yes, how often are employees
reviewed?

13. What types of benefits does the
university provide for jts

academic staff?



