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ABSTRACT

The purpose of this study was to assess the effectiveness of workers compensation practices in public organizations, in Tanzania. The specific objectives were to determine type of employee compensation packages provided by the public organizations in Tanzania, to assess the perception of employers on practices of employee compensation in public organization and to examine considerable procedure in the provision of employee compensation rights in public organization. The study employed three different data collection tools for this study namely questionnaire, interview and the use of secondary data, whereby a total of 200 respondents were involved in this study. 
The study revealed that among other thing, the kind of compensation package provided in their organization are house allowance, health insurance, promotion, travel allowance, retirement allowance, and annual and maternity. Furthermore, the study revealed that job compensation it lead to the increase of job morale, increase employee’s activeness in the workplace; create better relationship between employers and employees in the workplace. 
The study concludes that compensable elements most used to determine the value of work to an organization vary widely in their ability to predict the market value of work performed. 
It’s recommended that compensation practitioners may have to consider the type of organization and the sector in which an organization belongs in order to design an ideal compensation strategy that would be suitable for a particular organization.
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CHAPTER ONE

INTRODUCTION
This chapter introduces the research topic by situating a historical background, present research problem, study objectives, questions and the significances of study.
1.1 Background of the Study
The focus of the study was to assess how workers compensation is practiced in public institutions. Workers compensation is an essential factor in an organization especially on employees’ performance. It acts as security in term of accommodation, meeting personal needs through salaries and wages which psychologically lead to employment satisfaction. Workers compensation as an aspect of an organization facilitates the achievement of the three strategic objectives which are attracting and improving talent employees, implementing the organization’s competitive advantage and improving productivity (Schuler and Jackson, 2006). Workers compensation practices is taken very seriously in the western countries like Australia, German, Japan, Mexico and Norway under the supervision of trade unions based on capital territory, health insurance and other social security. According to Gupta (2009) one of the most problematic issues in managing compensation in multination is establishing consistent measure between countries that credibility and is fair and equitable.
In Tanzanian the workers compensation is also practiced. Workers compensation in Tanzania is in the hands of Ministry of Labour Youth and Employment development (MoLEYD) who has overall responsibility for labour inspection in Tanzania main land. The government enacted comprehensive labor laws and regulatory reform related to various aspects of employment and labor relations. The reform process was supported by the ILO and lead to enactment of a number of new laws including the occupational health and safety Act of 2003, the employment and labor relation Act 2004, workmen’s compensation Act 2008 and social security (regulatory authority) Act2008 (International labour Organization, 2013).
1.2 Statement of the Problem
Employee compensation is a discretionary concept and the practice of employee compensation may not necessarily be the same in all organizations particularly in public organization. Currently one of the most serious problems confronting public organizations is refusal of most of them to take the right decision to spend money for compensating their employees. For instance, in October 17th, 2013 it was noted that the CWT (Chama cha Walimu Tanzania)
 announced that unless the government of the United Republic of Tanzania raises teachers’ monthly salary and improve their working condition, they will not continue working. The same happened on September 1st, 2012 where doctors went on strike for same issue. 
Notwithstanding the fact that, compensation play a vital role in promoting work performance within the organizations, in public in particular, number of studies have not documented the compliance of work compensation practices in public organization in Tanzania. Similarly, the contribution of work compensation to the employees’ performance and competence in public organizations is the hottest and current issue that always discussed by the government. This is due to the fact that, work compensation, mold employees’ attitude and help them to contribute meaningfully to the organization and the organization benefits based on performance of employees. 
For long, compensation have been said to be the bedrock of enhanced productivity and effectiveness in public organization. However, the disinterest of organization in decision making, lack of continuity of policies on training and development, lack of manpower planning, lack of managerial focus on employees compensation among other have been resulting to poor performance in public organizations. It is therefore: in the light of this, the study focused its attention on how the public organizations practice compliance on the employee compensation policies in Tanzania. 
1.3 Research Objectives
1.3.1 General Objective
The main objective of the study is to asses the effectiveness of workers compensation practices in public organizations in Tanzania.
1.3.2 Specific Objective
The study will be guided by the following specific objectives 

1. To determine type of employee compensation packages provided by the public organizations in Tanzania
2. To assess the perception of employers on practices  of employee compensation in public organization 
3. To examine considerable procedure in the provision of employee compensation rights in public organization. 
1.4 General Research Question

What are practices of public organizations on employees’ compensation policies?
1.4.1 Research Questions
1. What are the types of employees compensations provided by the public organization in Tanzania?

2. What is the perception of employers towards the provision of employee compensation?
3. What are the practical procedures in the provision of employee compensation in public organization? 
1.5 Significant of the Study
The findings of this study will be helpful to the human resource managers and other employers in the public and other sectors in handling workers compensation issues in order to achieve good company performance among employees. Moreover, findings of this study can be used by academicians to acquire new knowledge and develop the existing ones by referring to this study. It may also be used as a source of reference, literature review and base for areas for further studies. 

Connected to the above point, findings will help policy makers in developing effective policies to guide compensation practices. Findings will be useful among policy makers when designing, implementing, and reviewing workers compensation policies. 
1.6 Chapter Summary 

This chapter presented the background of the study. The statement of the problem was provided. The chapter stated the general objective and also the specific objectives of the study, the chapter also presented the significance. The next chapter reviews the literature based on previous studies carried out in the same area of employee’s compensation. This will be done in order to form substantial basis for the analysis of the findings and possible conclusions whereby chapter three presents the methodology of the study.
1.7 Organization of the Report
The dissertation is organized into five chapters. Chapter one primarily focuses on the problem setting/introduction. Chapter two dwells on the literature review focusing the theoretical perspectives and empirical evidence. Chapter three is dedicated to research methodology. This chapter covers all necessary methodologies from selection of the theoretical paradigm to validity and credibility, while chapter four covers data analysis and findings of this study and the last chapter dwells on the summary of the findings, conclusion and recommendation. 
CHAPTER TWO

LITERATURE REVIEW
2.1 Overview 

This chapter discusses theories which show the compliance of work compensation practices in public organizations, which generally provides for a floor of legislated minimum rights, covering wages, hours of workplace, health and safety.  Further, it reviews various studies related to the current one which helped to develop a conceptual framework for the study.
2.2 Definition of Key Terms
2.2.1 Compensation 
Compensation refers to all forms of financial returns, tangible services and benefits employees receive as part of an employment relationship. These are termed as non-monetary compensation, direct and indirect compensation (Gupta, 2006). This could be social security to health insurance, retirement programs, paid leave, child care or moving expenses, annual salary or hourly pay or profit sharing, career and social rewards such as job security, flexible hours, opportunity for growth, praise and recognition as well as job friendship. (Milkovich and Newman, 2002).
2.2.2 Public Organization

The Public organizations are usually in public sector that are owned and operated by the government and exist to provide services for its citizens. Similar to the voluntary sector, organizations in the public sector do not seek to generate a profit. Funding for public services are usually raised through a variety of methods, including taxes, fees, and through financial transfers from other levels of government (e.g. from a federal to a provincial or state government) (Joseph et al, 2013).
2.3 Overview of the Employee Compensation

Compensation composed of the extrinsic rewards offered by the organization and consists of the organization and the base salary, any incentives or bonuses, and any benefits employee receive exchange for their work. Employers provide compensation to the employees so that want to increase skills and ability to perform task, knowledge of fact, rules, principles, procedures and motivation to perform (Rue et al, 2003). Compensation plays in producing workers satisfaction which determine by (a) the perceived adequacy of pay system administration; and (b) the perceived equity of amount of pay perceived. Compensation is the system of roles in every state designed to pay the expenses of employees who are harmed will performing job-related duties? Employees can recover lost wages medical expenses, disability payment and cost associated with rehabilitation and retraining. The system is administered by the state and financial mandatory employer contribution’s federal government employees by access to a similar program (Van et al, 2003).
Compensation is the total reward received by an employee in exchange for services performed for an organization it can include both direct pa (salary and wages) and indirect pay (benefits program) time rates, individual payment by result, profit sharing bonus performs -related pay or merit rating benefit programs (sick leave, social security, social security, employment compensation, child education cost, human medical services. According to (Colley et al, 2003) compensation is the board of director that deals with involves determining the compensation of the chief executive officer (CEO) and senior manager.” compensations rewards strong current performance and simultaneously provide incentives for similar future results. This should be structured to avoid paying premium for average or poor performance. The aim was to attract the right people, find the both right alignment of the performance and shareholders interest in both long and short term and use the most tax efficient method.
Workers compensation and employer’s liabilities law committee members include plaintiff‘s attorneys defense and insurance lawyers, public official, and judges. The group publishes a news letter and hosts training for worker’s compensation professional for stance establish black longs diseases and currently their families are involved in the claims process should check back regularly.
2.3.1 Types and Categories of Employee Compensation 
Compensation is fundamental in any organization, as in among the workers attribute to wards work. It is often regarded as direct and indirect monetary and non-monetary rewards given to employees on the basis of the value of the job, their personal contributions, and their performance. These rewards must meet both the organization's ability to pay and any governing legal regulations (Bussin et al, 2011). All types of compensation are important. Employers have a wide variety of compensation elements to choose from and are limited as much by their own preconceptions about compensation packages as they are by budget restraints. By com​bining many of these compensation alternatives, progressive managers can create packages that are as individual as the employees who receive them (Cascio et al, 2010).
The general consensus of recent studies is that pay should be tied to performance to be effec​tive. However, with agricultural jobs, that is not easily done. A manufacturing company may offer a bonus for meeting a performance objective, but farm performance is affected by many factors over which employees have no influence. Suc​cessful managers must then search for areas the employees do influence and base performance objectives on these areas. A farm may benefit from offering tenure bonuses for long-time em​ployees, equipment repair incentives to encour​age good equipment maintenance, or bonuses for arriving at work on time. However, there are different forms of compensation as follows:
Time rate: The traditional and probably most wide spread method of payment by a flat rate based, in theory, upon the time worked. In practice, this is carefully grading system in which prime consideration not much in the time worked as the value of the organization of the job done. This has the number of advantages; (a) they are simple to operate and minimize administrative cost. (b) Overall labor cost is made easier. (c) Employees tend to prefer a stable pay structure.
Day rates: Measures day work the amount of work reasonably to be expected in a day work measurement, the work is paid time rates plus fixed bonus as long as he maintains the agreed output. Also day rate includes high rates. This scheme is family time based -that is no declared relationship between pay and standard of the performance.
Piece rates or payment by result: The absence of any incentives element in time rates stimulated employers to device some means for relating earning to output. Originally piece rates were conceived as the rational way to motivate employees to produce more work on the basis that, if money could be used to induce effort, the more money would result in more effort.
Bonus schemes: The system of payment by result is a bonus scheme. The operatives receive back from the organization part of the benefits accruing from increased productivity. This includes commitment to the scheme by management, agreement by employees who must be informed of all its details and implication against performance required (Bottomley et al, 1988).
Profit sharing: Based on the sharing of organization’s profit with its employees, the link between the actual and the firm productivity is more tenuous than the scheme described so fair. They way of determining how money to pay in to the profit sharing fund is;(a) percentage of profit before tax, (b) percentage at the directors’(c) percentage of profit after a threshold has been reached.

Employee benefits: This based on status benefits such as cars, house depending on the position which a person owns in the LGA’s, pensions which an employee get after retirement, payment for time not worked, health care and insurance schemes that the employee is deducted from his or her salaries in case of accidents, diseases occur. Others include loans, discount, bonus and welfare. 
According to McEwen, (2010), there is two broad ways of categorizing compensation, namely; Job-based approach and Skill-based approach. The Job-based approach is the most traditional and widely used type of compensation plan. According to Robert, (2012), the plan assumes that jobs are very well defined and titled, for example a cashier, a matron or a chef. The works in these jobs is done by people who are paid to perform them well. In this plan since all jobs are not equally important to the firm, the labour market puts greater value on some jobs than on others with the most important jobs paying the most. DeNisi and McEwen, (2010) refers to this as pay-for-knowledge, which they describe as compensating employees for learning specific information. Milkovich et al. (2013) defines job-based approach, as paying an individual for the jobs they are assigned irrespective of skills they possess.
2.3.2 Employee Compensation Practical Procedures in Tanzania
According to section 40(1) C and 40(2) of ELRA, 2004, order to compensation made shall be made in addition to and not a substitute for any other amount to which the employee may be entitled in terms of any law or agreement. Also an employer must be compensated not less than twelve mouths remuneration. Also, the act describe the hours of work, night work calculations of wage rate, payment of remuneration and leaves  given to employee and determines fair and unfair termination of the contract of employment.
In the current labour market, employees do put emphasis to cash compensation but however, there still many workers who prefer non-cash compensation like benefits. Employees may raise concerns on what packages have been offered by the employers and ultimately increase their self-wealth. Employees may have different preferences with regard to compensation as they consider it as a motivational for them. It is crucial to all the employers to understand the preferences of employees with regard to compensation benefits. 
The employers might be able to retain the workers if applies proper compensation and benefits to the employees. Employees often desire to get a liberally and fair compensation and benefits package that directly influence employees' job satisfaction and performance, (Nkomo, et al 2011). In a working environment, employers compensate employees with money in exchange for their work effort. It is a fact that the main reason an employee is involved in a contractual working relationship is that the monetary compensation provided by the employer can at least cover his living costs. However, social security benefits are sometimes given in addition to monetary compensation: the location of the office is close to the employee’s residence, a company car is made available, career advancement opportunities, the chance to develop skills and abilities, or having a nice team to work with. The Dur et al (2009) study, “Gift Exchange in the Workplace: Money or Attention?”, concluded that people’s effort conduction may be influenced by reciprocal and altruism factors (in social market), besides monetary rewards.
2.4 Empirical Review 

The study by Corbridge et al (2006) revealed that compensation is affected by various things including if productivity of workers compensation can result to best results from employees, other factors includes government’s policies, pressure from labour union, cost of living, demand and supply of labour, as well as prevailing wages rate. Moreover, the study in complementary work of Corbridge, (2006) observed that compensation practices are positively related with retaining and enhancing the skilled employees that are considered as most valuable asserts of an organization for example recognition, promotion, vocations, work place environment, sound polices, insurance, health medical, retirement, respects and more that all of this affect performance of the employee in different manners. 
Within organizations, pay for performance is widely used in business. Bonner and Judge, (2012) developed a conceptual model on the process that details how monetary incentives influence performance. They clarify monetary incentive as being positively related to the effort people contribute, and more effort leads to higher performance. Between incentives and effort, an employee’s cognitive and motivation mechanism will influence the level of effort they are willing to exert after monetary incentive. In this model, rewards and compensations are positively related to the employee’s willingness to exert effort, and effort is further positively related to employee performance. In this instance, a motivation to work means the willingness to exert effort in the overtime period.
The empirical study correlate with this study as discussed in the above paragraphs. For instance one of the study done by Judge, (2012) reported that, It is important for employers to use fair and justifiable compensation, especially monetary compensation, for individual employees. Since employee motivation dramatically decreases when they feel that the compensation is not fairly decided upon, in general, employees are naturally inclined to compare their effort level and deserved compensations with that of other colleagues. Furthermore, the study by Kube, et al, (2012) on compensation management as tool for improving organizational performance in the public sectors in Nigeria, the finding of the test of the first hypothesis shows that there is no significant relationship between the financial compensations in the Civil Service and employee performance. The finding explains why the Civil Service Commission should adopt the best form of financial compensation strategy that will improve the performance of its employees in line with the assertion. It is evident that the success or failure of organizations depend on how the employers retain, empower and reward a diverse array of appropriately skilled people and is the key to improved performance (Kube, 2001). 
The result of the second hypothesis indicates that there is no significant relationship between the efforts of the employees and financial compensations of the Anambra State Civil Service. This is in agreement with the assertion of Sparks, (1997) who postulates that an able worker will not be motivated if he does not perceive that there is an intimate relationship between his effort and his reward.
2.5 Theoretical Framework 
2.5.1 Theories of Compensation

Theories of compensation generally assume that higher performance requires greater effort or that it is in some other way associated with disutility on the part of workers. In order to provide incentives, these theories predict the existence of reward systems that structure compensation so that a worker’s expected utility increases with observed productivity. These rewards can take many different forms, including praise from superiors and co-workers, implicit promises of future promotion opportunities, feelings of self-esteem that come from superior achievement and recognition, and current and future cash rewards related to performance. Analysts, while recognizing that non-monetary rewards for performance can be important, tend to focus on monetary rewards because individuals are willing to substitute non-monetary for monetary rewards and because money represents a generalized claim on resources and is therefore in general preferred over an equal dollar-value payment in kind (Steers et al, 2001).

According to Bell, 2007 employee’s compensation is the single most important cost in most firms, in some manufacturing organizations it accounts for 60% of the total cost. However, this is even higher in some service organizations and this means that the effectiveness with which compensation is allocated can make a significant difference in gaining or losing the competitive edge. The same is echoed by Behn, (2003) who says that developing a good employee compensation plan is important for any organization and its employees. He continues to say that improperly developed compensation plan may result to a wage rate that is too high hence unnecessary expenses; while paying less may guarantee inferior employee quality and high employee turnover. At the same time internally inequitable wage rates reduce employee morale and cause endless complains from the employees. The most important aspect of any compensation plan is the relationship that exists between performance and reward (Tosi, 2003). For that reason, administration of compensation in any organization involves designing a cost effective pay structure that will attract, motivate and retain competitive employees. 
Amstrong (2008) also notes that one of the aims of reward management is to motivate people and obtain their commitment and engagement According to Spector, (2011) there are several factors that affect the design of any compensation plan, these include, legal considerations, union influences, company policies and competitive strategic objective and lastly internal and external equity. To fully understand how any organizations determine its employee compensation plan one need to look at how employee compensation plans are categorized, the factors used to determine the compensation plans and the process of developing the compensation plans.
2.6 Research Gap

Majority of studies done regarding employee compensation mostly were based on private sector as well as looked generally on organization performance through employee training and rewards. For instance the study done by Mwangwi (2014) on the effect of compensation on employee motivation, also by Abayomi (2015) on an assessment of compensation management and motivation on organizational performance and others. The studies were too general and never focused around public sector particularly in Tanzania. Moreover, the commonality between these previous researches is the agreement that certain factors are more important as compensation factor than others and that these factors may change from one organization to another. These previous studies have also been taken using different methods, from researches, questionnaires, interviews, but their outcomes did not differ significantly.  Hence this study will assess the compliance of employee compensation practices in public organizations in Tanzania. 
2.7 Conceptual Framework

The review of literature has provided an insight to us that compensation may influence to employee performance in real working environment. Lack of motivation aspects which is lack of competitive compensation system is some reason for employee performance in the organization, (Abassi and Hollman, 2007). Therefore the below variable have been conceptualize to get clear relation between employee compensation and public organization. 


Figure 2.1: Conceptual Framework

CHAPTER THREE

RESEACH METHODOLOGY

3.1    Overview

This chapter contains information regarding research methods to be used in undertaking the research.  The chapter describes the research methods and techniques that will be employed in gathering of data. It also describes the research paradigm, research design, and the population of study, the sampling and various sources of data that will be used in this study. Lastly, it describes the way data will be analysed. 
3.2 Research Design

According to Kombo and Tromp (2006), a research design is regarded as a chosen plan for achieving a particular study objectives and it gives details on the type of data to be collected as well as the techniques that are used in data collection. This study used a descriptive research design, combining quantitative and qualitative approach so as to describe a phenomenon and its characteristics. This design enabled the researcher to use more than one technique such as interviews, questionnaires, observation checklist, historical methods and others to gather data (Krishnaswamini, 2003).  It is flexible in data collection and analysis. 
The study aimed to assess practices of employee compensation in public organization in Tanzania. The motives for adopting a descriptive research design are due to the following merits: It enabled the researcher to understand fully the behaviour pattern of the concerned unit, it is flexible in respect to data collection methods such as depth interviews, questionnaires, and gathering of secondary data, it served both time and cost for being effective in data collection. 
3.3 Description of the Study Area

The study was conducted at Kinondoni Municipal within Dar es Salaam region. The researcher chose the area based on the fact that the selected case study organization has its major operations in the area. Kinondoni Municipal is among the areas with much medium and large organization which makes it relevant for the researcher to focus on. Similarly, studies related to employees’ compensation in public institutions have not been well studied in the study area. Also, the selected area was where the headquarter of the Open University is located which makes it easy to be accessed by the researcher and many researchers have not yet conducted a research in this area concerning its characteristics specifically to the practice done in relation to the employee compensation, hence necessitated this study to develop interests over the area so as to reveal what other researchers have not revealed from this area. 
3.4 Description of the Study Population

Bless and Higson (2004) defines population as a complete set of events, people or things to which research findings are to be applied. Study population is the entire number of units under study and the sample population is the entire element to which the researcher wishes to generalize. The population of the study in this case was employees from the Open University estimated to be 402 employees this included academic staff, technical staff, management staff (directors, dean of faculty, coordinators) and  administrative staff (included HR, accountant and secretary).
3.5 Sample Size and Sampling Techniques

Kothari (2004) defines sampling as the selection of some part of an aggregate or totality on the basis of which judgement or reference about the aggregate or totality is made. From a target population of the estimated total employees (402) from the Open University, the researcher drawn a sample of 200 respondents to represent the whole population by using the formula presented below. Due to the fact that, the actual/recently total population for the study is known, the researcher computed the minimum sample size required for accuracy in estimating proportions by considering the confidence interval (0.05 = ±5). The formula is: Yamane formula was used to determine sample size for this study. 
n = N/1+N(e2)
n= 402/1+402(0.0025)

n=200
Table 3.1: Sample Size and Sampling Techniques
	S/N
	Targeted Population
	Sample Frame
	Sample Size 

	1
	Management (Directors, dean of faculty and coordinators)
	30
	15

	2
	Administrative staff (HR, secretary and accountant)
	59
	43

	3
	Academic staff
	115
	95

	4
	Technical staff
	87
	55

	Total
	402
	200


Source: researcher, 2018
3.6 Data Collection Methods

According to Bless and Higson-Smith (2004), data collection methods are tools and ways used to collect and record data. These instruments includes: interview, questionnaire, observation, documents and audio visual materials. The study will employ questionnaire, interview and use of secondary data in data collection on the employee compensation practices in public organization. These methods are explained below.
3.6.1 Questionnaire

According to Powell and Connaway (2004) a questionnaire is the data collection instrument designed to gather information from the respondents, usually by asking written questions. It is often used in research as the primary data collection instrument. According to Neuman (2000) Questionnaires was employed for data collection during the study. Both closed and open ended questions will be asked to respondents. Questionnaires were used to collect data from administrative staffs, technical and academic staff. The questionnaires were distributed to these particular staff. Information such as demographic information, type and kind of compensation offered by the employer was addressed; perception of employee regarding compensation packages as well as practical procedure of employee compensation was also inquired using questionnaire. 
3.6.2 Interviews

According to Gay and Airasian (2003:209), an interview is a purposeful interactions between two or more people focused on one person trying to get information from the other person. When compared to other data collection instruments, interviews permit researchers to obtain important data by exploring and probing respondents’ responses to gather more in-depth data about their experiences and feelings (Creswell, 2003). 
Interviews were conducted by the researcher with employers’ management team. Interviews will involve presentation of oral – verbal responses, and the use of a set of pre-determined questions to ensure comparability of one interview with another. This method gave the respondents freedom to respondents to provide details information based on study objectives. In order for the researcher to be able to organize information, the researcher adopted structured interviews around based on the objectives. The choice of using this method for people from the management of the public organisation was due to the consideration that they will be few among the respondents in detailed information is needed from them. 
3.6.3 Secondary Data

Secondary data collection refers to the collection and analysis of published materials from existing sources (Creswell et al, 2003). The study used secondary data sources, gathering information from reports, newspaper articles, and online materials regarding workers’ compensation practices among public institutions in Tanzania and beyond. 
3.7 Data Analysis and Presentation

According to Creswell (2003) data analysis seeks to identify and describe patterns and themes of participants, as well as to understand and explain them. Data analysis is primarily concerned with the classification and interpretation of information obtained from the study. Therefore, the researcher used descriptive analysis in analysing the information gathered from the field. 
The study used quantitative analyses with the use of statistical tools (descriptive and inferential). There are several software packages for the analysis of quantitative data some of which are broader in scope and user friendly like the statistical package for social science (SPSS) which was used in this study. Data was collected and analysed in a way that it answered the research questions based on the objectives of the study. The study is descriptive in nature as it describes the relationship between objectives and the results of the study. It involved examining data basing on the attributes shown by the respondents and making discussion with them. In Quantitative analysis the researcher used percentages, tables and frequencies.
3.8 Validity and Reliability Considerations

In order for information to be useful, it has to be consistent, dependable and accurate. In this research, those criteria will be represented by the concepts of reliability and validity. Testing is a research procedure which aims at measuring the validity and reliability of the instruments selected for data collection. Williamson (2002) notes that validity is concerned with accuracy i.e. the extent to which a research instrument measures what it is designed to measure. On the other hand, reliability is concerned with obtaining consistent and stable research result with application.

In this study, the researcher designed appropriate data collection instruments to enhance accuracy. In line with this, the researcher ensured that the questionnaires and interviews items are carefully worded. It involved going through the data collection instruments to make sure that the major dimensions of the subject matter under study are covered, and such research instruments were piloted among selected respondents in order to test the validity and reliability of the instruments. The researcher interviewed and administers questionnaires to different respondents in order to ascertain validity and reliability of data. The ethical considerations also helped to ensure validity and reliability of data in this study.
3.9 Ethical Considerations

Before the data collection period, the researcher asked for research clearance from the Open University of Tanzania.  Again, confidentiality and anonymity were ensured to respondents as well as making clear that even though they might agree to take part in the research, their anonymity and confidentiality is ensured. The respondents had the right to withdraw and decline to take part in a particular aspect of this research.
3.10 Limitations of the Study

Firstly the area of study was just a single region (Dar es Salaam) in the country which exclude other region in the country where the possibility of variation in study population is likely inevitable. The sample size is small which does not represent population of the Open University of Tanzania employees in the whole country.  In future, larger sample may be opted. Secondly, some employees delayed to return the questionnaire. This posed a great challenge to the research as the researcher had to take a longer time to wait to receive the filled questionnaires. It has been very difficult to reach certain potential people with valuable information for this thesis. For instance, it had been a long process to obtain an appointment and even when the appointment was secured a researcher could not met with some of those people. 
The major limitation that faced to accomplish this work includes limited time. Time allocated for this research has been very short. High preparation cost in terms of financial resources required. The cost incurred to prepare this dissertation includes stationery, transport, internet and consultation fees are very high to the extent that one has to stop working and organizing for finances so that you can be able to get the project going.

CHAPTER FOUR
DATA ANALYSIS, INTERPRETATION AND DISCUSSION OF FINDINGS
4.1 Overview 

This chapter provides  interpretation of findings, data analysis and discussion of the findings based on the objectvies of the study. It starts by interpretating the data collected from the field and afterwards provides analysis and then discusses the findigns based on the findings of other scholars. 
4.2 Social Demographic Information 
Table 4.1: Social Demographic information 

	Gender
	Frequency
	Percentage

	Male
	140
	70%

	Female
	60
	30%

	Total
	200
	100%

	
	
	

	Age of the Respondent

	Age Group
	Frequency
	Percentage

	20-30
	128
	64%

	31-40
	58
	29%

	41-50
	10
	5%

	51+
	4
	2%

	Total
	200
	100%

	Education level of the Respondent

	Education Level
	Frequency
	Percentage

	University level
	180
	90%

	College education
	20
	10%

	Total
	200
	100%

	
	
	

	Occupation of the Respondent

	Variable 
	Frequency 
	Percentage 

	Academic
	45
	90%

	Technical
	28
	56%

	Administrative
	22
	44%

	Management
	5
	10%

	Total
	200
	100%


Source: researcher, 2018
After the data collection and analysis the study found out most of the respondents were male accounting for 70% (140) of the total number of the respondents while leave a small portion of 30%(60) female respondents who were involved in the study. This indicated that majority of the people who were involved in this study were male during data collection. The study found out that, out of 200 total respondents involved in this study, for those who were aged 20-30 years were leading accounting for 64% of the total sampled population, while 31-40 age group accounting for 29%, 41-50 age group were accounting for 5% and lastly those who aged more than 51+ years were accounting for 2% of the total sampled population. Hence, this indicated that, majority of the employees who were involved in the study were ranging to 20-30 years. This is a clear indication that the organization has guaranteed youthful employees. The organization must therefore put in place very good staff retention systems to retain them.
Level of education was one of the social demographic information of the respondents since the study involved employees from different level such as management level, administrative level, technical and so on, hence, the study found out that, majority of the respondents attended university level this accounting for 90% and other attended college education level this included diploma and certificate accounting for 10% of the total sampled population. This indicate that majority of the respondents were educated.
The other social demographic information that was asked to employees during the data collection was occupation, respondents were asked about their occupation so as to help the researcher to get clear picture in relation to the employee’s compensation within the company. Hence, after the data collection, the study revealed that majority of the respondents involved in the study were academic staff accounting for 48%, followed by technical staff accounting for 28% then 22% were administrative staff in the company while only 5% of the total selected sampled population were in management level and this was due to the availability of the respondents in the company. 
4.3 Type of Employee Compensation Packages
4.3.1 Awareness of Employees Compensation  

The first objective of this study was to determine type of employee compensation packages provided by the public organizations in Tanzania, hence, the study revealed that 44% of the total sampled population were aware of the kind of employee compensation that are provided in their institution, while 30% revealed that they are not aware of the type of the compensation that are provided in their institution. Interesting that 26% of the respondents said they are not sure, meaning that they did not know if there were any compensation that were provided in their institution. Therefore, since large majority of the respondents revealed to be aware of employees’ compensation accounting for 44%, this indicated that the institution provided different kind of compensation apart from the salary to the employees. 
The researcher also noted the as regards awareness of the compensation packages in the institution respondents who said they were aware to a great extent were mostly management staff while those who said they were not aware and not sure fell in either the technical and administrative cadre. This ties in perfectly with what Byars and Rue (1997) noted; that the average employee does not often have much insight into the total compensation they are entitled to and it is due to the fact that management does not make frantic effort to make that information available to them.
Table 4.2: Awareness on Employees’ Compensation 
	Variable
	Frequency
	Percentage

	Yes
	88
	44%

	No
	60
	30%

	Not Sure
	52
	26%

	Total
	200
	100%


Source: researcher, 2018
4.3.2 Employee Compensation 

Connected to the above, the respondents were also asked to determine whether the job compensation  provided in their company is enough or there’s no any job compensation / job compensation that is provided in their company, hence, the study revealed that majority of the respondents they were not sure if there is little or no job compensation  at all that are provided this constitute 36% of the total sampled population, however, 29% of the total respondents agree that there is little and sometime no job compensation at all, followed by 20% of the total respondents of which disagree that in their institution there is little or no job compensation, this means that, their institution provided it’s employees with job compensation s and other job compensation. 5% of the sampled population was interested since this group strongly agrees that in their institution there is little and sometime no job compensation at all. 
Therefore, in relation to the majority of the respondents that they are not sure if the institution provided them with little or sometime no job compensation at all, it means that majority of the respondents are aware of the kind of job compensation provided in their institution or are not well informed about job compensation. As revealed by other scholar such as Dessler, G. (2011), that salaries and wages represent the main sources of income for most people, and may also be taken as key indicators of a person's social standing or success in life. Benefits, such as health care and pensions, are also important determinants of wellbeing and financial security among employees and their dependents.
Table 4.3: Employee Compensation

	Little or no Job compensation
	Frequency
	Percentage

	Strongly agree
	10
	5%

	Agree
	58
	29%

	Not sure
	72
	36%

	Strongly disagree
	20
	10%

	Disagree
	40
	20%

	Total
	200
	100%


Source: researcher, 2018
4.3.3 Types of Compensation Package 

The first objective of this study was to determine type of employee compensation packages provided by the public organizations in Tanzania, hence, the study revealed that among other thing, types of compensation package provided in their organization are house allowance, health insurance, promotion, travel allowance, retirement allowance, and annual and maternity leave this accounting for 33%, 7%, 5%, 29%, 10% and 16% irrespectively. As revealed by the respondent that female employees on delivering and the production of a medical certificate from a certified medical practitioner are entitled to a period in 3 months as paid maternity leave as one among the compensation package, also, there exists a promotion guideline which spells out the period of service until one qualifies for promotion to the next level. 
Moreover, employees irrespective of your level in the organization who travel outside their work station for official duties are paid a travel allowance, this was also revealed by the researcher during data collection. This can be self-evidently from the study done by Sharma, (2013), the study was conducted on 753 respondents to know the impact of different components of compensation on the motivation level of employees. The study revealed that basic salary and benefits & incentives motivate more to the employees of public sector banks whereas the employees of private sector are motivated more by short term and long term incentives. Therefore, this means that the employer should consider provide/pay his/her employees apart from salary, things like incentives, or compensation. 
Table 4.4: Types of Compensation Package Provided 
	Type of compensation package
	Frequency
	Percentage

	House allowance
	66
	33%

	Travel allowance
	58
	29%

	Annual and maternity leave
	32
	16%

	Retirement allowance
	20
	10%

	Health insurance
	14
	7%

	Promotion
	10
	5%

	Total
	200
	100%


Source: researcher, 2018
4.4 Perception of Employers on Practices of Employee Compensation
4.4.1 Other Payment Apart From Salary 

Connect to the second objective of this study about perception of employee on practices  of employee compensation the researcher were keen to understand if there is other payment besides salary that is provided to the employee as one of the question answer the first objective of this study, hence, the after data collection and analysis the study revealed that majority of the respondents agree that they receive other payment apart from salary this accounting for 49% (98) of the total respondents of this study, followed by 28% (55) who said that they are not sure if there is other payment apart from salary that they normally receive, and 15% (30) of the total respondents strongly agree that they normally receive other payment apart from salary. 
Moreover on other side, interesting that 5% (10) of the total sampled population for this study strongly disagree to receive other payment apart from the salary they normally receive while 3% (7) respondent they disagree also that they are not receive any other payment apart from salary that they normally receive. Therefore, this means that, employees have been received other payment apart from the salary that they normally receive due to the fact that majority of the respondent almost 50% who were involved in this study agree the existence of the other payment apart from salary to be provide in the workplace. 
The findings are in line with the study done by Mangistu in Ethiopia (2018), which state that, the majority of respondents in the organization earn benefit sometimes, most of employees of the organization get equitable benefits, mostly the organization give rewards are in unbalanced way, majority of respondents are satisfied by their basic salary, basic salary is mostly unfair with related to similar organizations, payment is mostly according to employee contribution, mostly the organization compensation is satisfying basic need and wants, work group influences the organization compensation.
Table 4.5: Other Payment Apart from Salary 

	Other Payment apart from Salary
	Frequency
	Percentage

	Strongly agree
	30
	15%

	Agree
	98
	49%

	Not sure
	55
	28%

	Strongly disagree
	10
	5%

	Disagree
	7
	3%

	Total
	200
	100%


Source: researcher, 2018
4.4.2 Impact of Compensation to Performance

Connected to the second objective of this study about the perception of employers on employees’ compensation practice, respondents were asked on the impact of employee compensation practice in public sector, hence, the study revealed that, majority of the respondents said employee compensation in any company or sector it normally lead to the increase of job morale this was revealed by 16% (31) respondents, 15% (30) respondents said it increase employee’s activeness in the workplace, 14% (28) respondents revealed that it create better relationship between employers and employees in the workplace, while 13% (27) respondents revealed that it lead to the increase in productivity, and lastly on positive side respondents revealed that in the presence of employee compensation it increase self-esteem among employees in the workplace.
 Furthermore the study was keen to understand more about the impact of employee compensation on the negative side that is, if there is no employee compensation in the work place what would happen? What could be the impact? , hence, majority of the respondents revealed that if there’s no any kind of employee compensation in the work place social strife and embezzlement could happen this was revealed by 9% of the total respondents, 4% of the total respondents revealed the presence of high level of turnover and 3% revealed that corruption to be one of the impact while 2% of the total respondents revealed the existence of conflict in the workplace. 
These finding buttressed the argument by Rousa, (2012), that management uses compensation to motive its employees to raise their morale, reduce absenteeism and improve the strength of the organization. Also tying in with Ruby, M., (2012), which according to him the main purpose of compensation is to attract and maintain efficient human resource and to motivate them.

Table 4.6: Impact of Compensation to Performance

	Impact of Compensation to Performance
	Frequency
	Percentage

	Job morale
	31
	16%

	Increase Employees' activeness
	30
	15%

	Better relationship
	28
	14%

	Increase brand image of the company
	14
	7%

	Self-esteeem
	16
	8%

	Increase in productivity
	27
	13%

	Embezzlement
	18
	9%

	Corruption
	5
	3%

	Social strife
	20
	9%

	High level of turnover
	8
	4%

	Conflict
	3
	2%

	Total
	200
	100%


Source: researcher, 2018
4.4.3 Practice of Employee Compensation 

Connect to the second objective of this study the respondents were asked about their perception the compensation practice in their institution, hence, the study revealed that, majority of the respondents were paid salary and other emolument as part of their motivation to increase their job performance this was revealed by 48% of the total sampled population, other respondents revealed to receive other payment apart from their salary which means that they have been compensated in relationship to their job and this was revealed by 34% of the respondents, moreover, 15% of the total respondents revealed that salary commensurate to the work performed and lastly only 3% of the total respondents revealed that their institution to pay higher than other institution in the same industry. 
Therefore, based on the above analysis it is self-evidently that the institution does provide compensation to her employees as part of job motivation so as to improve work performance. This finding is corroborate with the study done by Matino (2018), whereby he revealed that, compensation plays an important role in an organizations ability to attract and retain qualified and high performance workers. If employees will compensate in good manner, they will create good working habit and achieve goals of the organization. However, if the compensation is not practiced in a good manner, it lowers employee’s performance; they will have low productivity and creates employees’ carelessness and becomes the cause of interruption of customer service.

In relation to the above analysis, one of the respondents during the interview regarding the perception on compensation system in the institution revealed that, 
“the institution shall improve the compensation system and provide salary according to the level of education especially for administration and technical cadre” also the HR policy shall motivate staff to gain new skills and knowledge through the provision of 50% fee waiver for staff.

Table 4.7: Practice of Employee Compensation 
	Variable
	Frequency
	Percentage

	Company pay salary and other emolument
	96
	48%

	Received other payment apart from the salary
	68
	34%

	Salary commensurate to the work performed
	30
	15%

	Paid higher than other company in the same industry
	6
	3%

	Total
	200
	100%


Source: researcher, 2018
4.5 Procedure in the Provision of Employee Compensation

4.5.1 Law and Procedure in relation to Employee Compensation 

In relation to the third objective of this study regarding the procedure in the provision of employees compensation rights in public organization, the researcher was keen to find out if there is any law or procedure based on employee compensation, hence, the study revealed that the majority of the respondents which accounting for 59% of the total sampled population revealed the existence of the law and policy on employee compensation that are followed within their institution while 36% of the respondents revealed that there is no law or policy that is followed in relation to the employee compensation. 
Furthermore, 5% of the respondents were not sure whether there’s law or policy that is followed in relation to employee compensation in their institution. Based from this analysis as revealed by majority of the respondents that there is law and policy that are followed in their institution in relation to employee compensation, therefore, this means that employees are compensated as per HR policy and law that are within their institution. 
Table 4.8: Law and Procedure in Relation to Employee Compensation 

	Variable 
	Frequency
	Percentage

	Yes 
	118
	59%

	No
	72
	36%

	Not sure 
	10
	5%

	Total 
	200
	100%


Source: researcher, 2018
4.5.2 Practice, Policy and Procedure 

Connect to the above about the policy and law in relation to the practice that are done regarding employee compensation in the public organization, respondents were asked about practice and procedure in relation to employee compensation, hence, the study revealed that in total of 46% of the sampled population said that their institution follow the human resource policy of 2007 in relation to employee compensation, while 34% of the total sampled population their institution have the worker compensation fund as one of their practice towards employee compensation and lastly 20% of the respondents revealed the presence of incentive policy within their institution. 
Table 4.9: Practice, Policy and Procedure 
	Variable
	Frequency
	Percentage

	Human resource policy
	92
	46%

	Worker compensation fund
	68
	34%

	Incentive policy
	40
	20%

	Total
	200
	100%


Source: researcher, 2018
4.5.3 Job Dissatisfaction  

The third objective of this study was to determine the procedure in the provision of employees compensation rights in public organization, in relation to this objective respondents were asked based on their perception of their employment status if they are satisfy or either way, hence, the study revealed that majority of the respondents agree that they  are satisfied with their employment status in relation to the kind of incentives provided in their institution this accounting for 45% (90) of the total respondents while 40% (80) of the total sampled population strongly agree that they are also satisfied with their employment status based on the salary paid and kind of incentive/job compensation provided in their institution. 
Furthermore, the study revealed that 5% of the total respondents were not sure if they whether satisfied or not satisfied with their employment status, again 5% of the respondents revealed that they are strongly dissatisfied with their employment status based on salary paid and kind of compensation provided. The finding is in line with the study done by Serbad, (2016) which suggested that if the employees are well satisfied and loyal may improve the performance of the organizations, but furthermore, top management has to motivate their workers through improving their bonus packages, evaluation and work system as well as training mechanism. As the workers spend much time to work, his or her potentiality also increases and this acts as the means of satisfying them and hence improve the performance of the organization.

Table 4.10: Job Satisfaction  

	Job Satisfaction
	Frequency
	Percentage

	Strongly agree
	80
	40%

	Agree
	90
	45%

	Not sure
	10
	5%

	Strongly disagree
	10
	5%

	Disagree
	10
	5%

	Total 
	200
	100%


Source: researcher, 2018
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Overview
This chapter focuses on the summary of major findings, conclusion based on the findings and the recommendations. 
5.2 Summary of Major Findings 

The study involved a total of 200 sampled employees from the Open University to represent this study, the respondents were randomly selected whereby majority of them were  male accounting for 70% (140) of the total number of the respondents while leave a small portion of 30%(60) female respondents who were involved in the study. This indicated that majority of the people who were involved in this study were male during data collection.  In term of the age of the respondents, those who involved in the study majority of them were aged between 20-30 years this accounting for 64% of the total respondents, followed by those aged between 31-40 years accounting for 29% and the third age group were those in age group of 41-50 which constitute of 5% while the least age group are those aged more than 51 years. This indicate that majority of the respondents were in young age.  
Education level of the respondents majority of them attended university level this accounting for 90% of the total respondents while only 10% of the total respondents were attended college education this included diploma and certificate. The sampled population in term of the occupation there were those who were academic staff which constitute of 48% while technical staff were 28% followed by administrative staff accounting for 22% and 5% of the sampled population were in the management level this included HR and other management positon. 
The study revealed that majority of the respondents were aware of the kind of the compensation that are provided in their institution this was revealed by 44% of the total respondents while interesting is that 30% of the employee were not aware of these different kind of compensation that are provided in their institution, and the other group of the respondents revealed that they were not sure about that. After the awareness question the respondent revealed different kind of the compensation that are provided in their institution which are house allowance, health insurance, promotion, travel allowance, retirement allowance, and annual and maternity leave. Moreover, the respondents on the other side revealed that sometime they don’t know if their institution provided them job compensation but other respondents revealed that the institution provided little and sometime no job compensation at all, 
The finding revealed that employees receive other payment apart from the salary that they received this was reported by 49% of the total respondents which accounting for 98 respondents, while interesting 28% of the respondents reported that they are not sure if the institution provide other payment other than the salary, but 3% revealed that they have not receive any other payment apart from the salary. The researcher was keen to understand the impact of the job compensation this was one among the question to measure the perception of the employee regarding the compensation, hence, the study revealed that among the impact few mentioned are, increase of employee activeness in the workplace, job morale, create better relation between employer and employees in the workplace, increase in productivity and the last one is increase self-esteem among employees.
The study also revealed that there is an existence of law and policy on employee compensation that are followed in the provision of employee compensation this was reported by 59% of the total sampled population while 36% of the respondents revealed that there’s no law or policy that is followed in the provision of employee compensation, and 5% reported that they are not sure if there is a law and policy or not. in total of 46% of the sampled population said that their institution follow the human resource policy of 2007 in relation to employee compensation, while 34% of the total sampled population their institution have the worker compensation fund as one of their practice towards employee compensation and lastly 20% of the respondents revealed the presence of incentive policy within their institution. 
5.3 Conclusion 

The study concludes that among other thing, the kind of compensation package provided in their organization are house allowance, health insurance, promotion, travel allowance, retirement allowance, and annual and maternity leave. As revealed by the respondent that female employees on delivering and the production of a medical certificate from a certified medical practitioner are entitled to a period in 3 months as paid maternity leave as one among the compensation package, also, there exists a promotion guideline which spells out the period of service until one qualifies for promotion to the next level.
Moreover, the study concludes that majority of the employees are not sure if there is little or no job compensation at all that are provided in their company while few agreed that their company provided very little and sometime no compensation at all but what so interesting is that there are those respondents who revealed that, their institution provided it’s employees with job compensations. Furthermore, both positive and negative impact of job compensation in their company were identified, start with the positive one as mentioned by the respondents that job compensation it lead to the increase of job morale, increase employee’s activeness in the workplace, create better relationship between employers and employees in the workplace, increase in productivity, and lastly it increase self-esteem among employees in the workplace. Furthermore, if there is no employee compensation in the work place what would happen? What could be the impact? , hence, majority of the respondents revealed that if there’s no any kind of employee compensation in the work place social strife and embezzlement could happen, presence of high level of turnover, corruption also could be one of the impact and lastly the study revealed the existence of conflict in the workplace. 
In line to the third objective of this study regarding the procedure in the provision of employees compensation rights in public organization, the study revealed the existence of the law and policy on employee compensation that are followed within their institution while other employees. The study revealed that the institution follow the human resource policy of 2007 in relation to employee compensation, also, there is presence worker compensation fund practice in their workplace and lastly the presence of incentive policy within their institution. 
5.4 Recommendation 

i. It was found out from the study that though there were many compensation packages available some of the employees were not aware of these packages because no avenues were provided to educate them on such packages. It is therefore recommended that the management of the institution should provide for every new employee a document talking about compensation manual and discuss the items therein during orientation.

ii. The study recommends that, organizations and compensation practitioners may have to consider the type of organization and the sector in which an organization belongs in order to design an ideal compensation strategy that will retain employee in the company. 
iii. The researcher recommends that: if it is effective compensation available to the workers/experts, it is better to compensate based on employees performance and it avoids employees dissatisfaction and increases employee’s moral.

iv. Further research could be extended to all public organization in the Tanzania regions, which could offer additional insights into the topic. Another interesting area for future research would be to analyze the impact of employee compensation packages in relation to Job performance in public sector in Tanzania. This study highlighted the need for employee compensation package in relation to performance in public sectors in Tanzania.
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APPENDICES

Questionnaire for Administrative, Academic and Technical Staff
Introduction part

Dear Respondents,

The researcher is a student pursuing Masters in Human Resources Management at Open University of Tanzania. The purpose of this study is to examine the Workers Compensation Practices in Public Institutions required for perusal fulfillment of award of masters at Open University of Tanzania. The responses are for academic purpose and not otherwise. Please you are requested to respond accordingly.
General Information

Please kindly provide the following information or explain 

1. Sex: Male (
) Female( )

2. Academic Qualification; Secondary level (   ) University level (    )

3. Marital status; single (   ) Married (   )

4. Occupation…………………………………………………………………………
5. Do you know anything about employee compensation are provided in your organization 

6. If yes, how many ways of employees’ compensation practiced in your organization?

……………………………………………………………………………………………

……………………………………………………………………………………………

……………………………………………………………………………………………

7. Please tick the box that best fits your opinion for each statement

	
	
	1
	2
	3
	4
	5

	
	
	Strongly Agree
	Agree
	Not sure
	Strongly Disagree
	Disagree

	1
	I feel that my job is very well defined
	
	
	
	
	

	2
	I received other payments apart from the salary that are paid.
	
	
	
	
	

	3
	My company paid salary and emolument that are sufficient to motivate employees to perform effectively based on a lay down procedure.
	
	
	
	
	

	4
	My Job offers little or no incentives for gaining new skills or knowledge.
	
	
	
	
	

	5
	Employee compensation costs forms a significant portion of our company’s costs.
	
	
	
	
	

	5
	I feel I am adequately compensated for use of my skills in my job
	
	
	
	
	


8. Is there any law and policy regarding employees’ compensation that you know as it is being applied in your organization?

a)
Yes   (     )                  b) No   (      )

9. What do you know?
……………………………………………………………………………………………

……………………………………………………………………………………………

……………………………………………………………………………………………
10. Do you think there is any category of workmen compensation?

a)
Yes   (     )        b)   No (    ) 

11. If yes what do you think are they?

……………………………………………………………………………………………

……………………………………………………………………………………………

……………………………………………………………………………………………
12. What do you think is the impact of compensation to your performance?

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….
……………………………………………………………………………………………

……………………………………………………………………………………………

13. How does the organization’s human resources policy affect compensation? 

……………………………………………………………………………………………

……………………………………………………………………………………………

14. How does the compensation facilitate the retention of employees?
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

…………………………………………………………………………………………….

…………………………………………………………………………………………….
15.  Please tick the box that best fits your opinion for each statement

	
	
	1
	2
	3
	4
	5
	1

	
	
	Strongly Agree
	Agree
	Not sure
	Strongly Disagree
	Disagree
	Strongly Agree

	1
	My salary is commensurate to the work I do.
	
	
	
	
	
	

	2
	My salary is above those paid by similar

Company in the industry.
	
	
	
	
	
	

	3
	My salary is enough to compensate me for my

Job in the company.
	
	
	
	
	
	

	4
	I received other payments apart from the salary

That is paid.
	
	
	
	
	
	

	5
	My company paid salary and emolument that are sufficient to motivate employees to perform effectively based on a lay down procedure.
	
	
	
	
	
	


INTERVIEW GUIDE FOR MANAGEMENT STAFF
1. What are different kind of Employee compensation provided in your organization

2. Is there any existence system in your organization of compensating employees if they achieve their targets? If yes please specify.

3. What do you think about employee compensation practice in your organization?

4. Do employees in your organization receive another payment apart from salary that is paid? 

5. What kind of practical procedure are in your organization when provide employee compensation? 

6. Do you think that government should enforce her police on employee compensation in your organization? If so, why is that? 
Independent Variable


Employee Compensation Practice


Pay and reward 


Kind of compensation


Compensation procedure


Employer’s Perception 


HR strategy 


Social and Political context 











Dependant variable


Public organization 
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