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1. INTRODUCTION 

Organisations and institutions all over the world need the services of other individuals to make it 

productive [1], [2].  The success or failure of such organization and systems depend mainly on the 

ability, intelligence or the character of its workers that are found there [3].  Human Resource 

Management (HRM) has never been as significant as it is today.  Companies want to attract, retain 

and motivate brains to meet objectives. Today, Human resource is regarded as one of every 

company’s assets [4], so they need to be effective and more managed. One of the tools companies use 

to attract, retain and motivate its people is Compensation Management [5].  

According to [6], [7] one essential of HRM is compensation.  Payment, reward, advantage, 

opportunity are all meanings of compensation and in retaining key executives who can help a 

company achieve growth and prosperity, all these definitions must come into play  [8], [9] . 

Organisations often do not realize their full growth potential because they have yet to develop an 

incentive program that motivates employees [10], [11].  Although “compensation” in the business 

world is often a euphemism for “more money [12], most executives would likely agree that it takes 

more than a hefty paycheck to keep them satisfied [13].  

As Thomas Alva Edison once said, “what you are will show in what you do” [14, p.254]. These words 

ring loud and genuine within a company’s structure and illustrate the importance of matching the skill 

sets and talents of key executives to their appropriate role within the organisation.  Ideal 

compensation system will have the positive impact on the efficiency and results produced by 

employees [15]. It also encourages the employee to perform better and achieve the objectives set [16]. 

2. RESEARCH OBJECTIVE 

The study seeks to investigate the effect of compensation on the performance of administrators’ in 

Accra Technical University. To achieve this aim, the following objectives are set. 

1.    Identity the compensation packages available to administrators of Accra Technical University; 

2.    Examine the compensation strategies that University use to motivate employees; 

3.    Assess how the University measures employee’s performance; 

4.    Examine the relationship between compensation practices and performance of the administrators 

in Accra Technical University. 

Abstract:The study investigated the effect of compensation on employee’s performance Accra Technical 

University: Ghana.  Descriptive survey design was used for the investigation.  A simple random sampling 

technique was used to sample 40 respondents out of a total population of 57 Administrators of which 35 

responded to the Twenty-item questionnaire.  Frequency tables were used to present the responses.  The main 

conclusions were that administrators were not attracted by the monetary aspect of compensation but rather 

management sensitivity to their needs. We also find that, housing loan and accommodation are the most 

crucial needs.  The recommendation was that Management should create another form of set-off package 

alongside with the one in the condition of service to encourage workers to put up their best. 
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3. RESEARCH QUESTIONS 

To achieve the stated objectives the following questions were asked:  

1.    What are the compensation packages available to administrators of Accra Technical University? 

2.    What are the compensation strategies that University uses to motivate employees?  

3.    How does the University measure employee’s performance? 

4.    What is the relationship between compensation practices and performance of the administrators in 

Accra Technical University? 

4. LITERATURE REVIEW 

According to Geralyn, as cited by [4], compensation is the form of pay or incentive given to an 

employee for performing services for an employer.  It comprises wages, salaries, incentives, or 

bonuses. An employee is compensated based on his/her skills, knowledge, experience, and education 

[17], [18].  The compensation package offers to employees affects the organisation’s recruitment rate, 

retention rate, and employee satisfaction.  Several federal laws change the compensation that 

companies offer [19].  A business owner should understand the importance of set-off and the 

prevailing laws to remain competitive in the market [20].  In a study of managers from Taiwan and 

Cambodia, concluded that compensation had an active and significant influence on non-financial and 

financial dimensions of organizational performance [21].  

5. COMPENSATION STRATEGIES 

According to [22], compensation is the form of pay or incentive given to an employee for performing 

services for an employer. It is often based on wages, salaries, incentives, or bonuses. [23], view 

compensation as an outcome in the exchange among employees and themselves as an entitlement for 

being an employee of the organization or as a reward for a job well done. It does not necessarily mean 

that anyone who gets paid has done the job well. Employees may not live up to expectation but can 

still get paid because of the Trade Union Congress (TUC) laws and regulations. An employee is 

compensated based on his/her skills, knowledge, experience, and education [24], [25].  [26], stress 

that compensation is particularly an important topic because often compensation significantly affects 

recruiting and retention efforts of a firm [27], if organizations cannot pay applicants enough, then they 

cannot recruit or retain critical skills or knowledge needed to operate efficiently and more.  

Compensation is also the second most investigated topic in human resource management [28]. 

Compensation is viewed from total rewards perspective as it encompasses psychological rewards, 

learning opportunities, and recognition in addition to monetary rewards in the forms of base pay and 

incentives [29].  In compensation practices, firms with a more entrepreneurial orientation tend to base 

pay rates on market comparisons more so than on internal equity concerns [30].  

The strong financial package must be enough to provide incentives for employees and encourage 

them to stay with the firm [27].  They further asserted that the feelings of the employees also 

influence the performance of the company; the employees’ morale will determine the success or 

failures [31]. 

Compensation is one of many Human Resource (HR) tools that organizations use to manage their 

employees and for an organization to receive its money’s worth and motivate and retain skilled 

employees, it needs to ensure that its compensation system is not an island by itself [18].  But also, it 

is important for an organization to link compensation to its overall goals and strategies; it is 

significant that its compensation system aligns with its HR strategy [32].  It thus means that the 

compensation scheme in an organization is an HR strategy that is meant to motivate workers to 

deliver. 

6. MOTIVATION 

 Motivation is expected to accomplish work productivity [33], [34] and job satisfaction and also the 

strongest motivation is what people value, but they lack [35], [36].  However, [37], [38]believe that 

employees with high levels of motivation tend to work as compared to employees with low levels of 

motivation. [39], opines that compensation is not first about money but also concerned with that non-

financial compensation which provides intrinsic and extrinsic motivation. Therefore, workers are not 

motivated by monetary pay alone but other things that come in addition to the pay [40], [41].  If an 
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organization can identify these motivators and reward the workforce with them, it will induce them to 

perform [42].  

Business should therefore offer different incentives to workers to help them fulfil each need to turn 

and progress up the hierarchy [43].  Managers should also recognize that motivations of workers 

needs are not the same [44], they move in the different hierarchy and not at the same pace.  It is, 

therefore, important to give workers a slightly different set of incentives [45]. 

 

Fig1.Conceptual Model 

What is the effect of EC on EP? 

How is the relationship between EC and EP affected by EM? 

7. RESEARCH DESIGN 

The research design that was used for the study is survey.  [46, p.23], also define survey as “The 

broad distribution of either questionnaires or interviews designed to get certain data from people”.   

To achieve the set objectives, quantitative method came up as the appropriate strategy.  [47] 

Quantitative research usually emphasisesgeneralizations, where statistics inference of results and 

conclusions are extrapolated and made applicable to an entire population.    Primary data was 

collected from a sample of 40 Administrators who were randomly selected.  They were selected from 

a list given by the Manageress of Human Resource of Accra Technical University.  A total of 35 filled 

questionnaires received with a response rate of 87.5 percent.  Unfortunately, the five that did not fill 

the questionnaire at that time were on leave. 

8. METHODOLOGY 

 Research design that was used for the study is descriptive in the form of survey. Survey can be 

defined as the broad distribution of either questionnaires or interviews designed to get certain data 

from people [48], [49], [50].To achieve the set objectives, the quantitative method came up as the 

appropriate strategy.  [51]. [52] [47], quantitative research usually emphasizes generalizations, where 

statistics inference of results and conclusions are extrapolated and made applicable to an entire 

population [53]. Primary data was collected from a sample of 40 Administrators who were randomly 

selected.  They were selected from a list given by the Manageress of Human Resource of Accra 

Technical University.  A total of 35 filled questionnaires received with a response rate of 87.5 percent.  

Unfortunately, the five that did not fill the questionnaire at that time were on leave. 

9. RESULTS 

Out of the 40 questionnaires, distributed to Administrators of Accra Technical University, 35 

responded to the survey.  This represents 87% a response rate for which is much appreciable. A 

description of the general features of Administrators is presented in Table 1 through to Table 4 and 

discussed in this section the following are demographic characteristics of respondents 

TABLE1. GENDER OF ADMINISTRATORS 

Gender Frequency Percent 

Male 5 14.3 

Female 30 85.7 

Total 35 100.0 

It can be observed that most of the respondents were female. This is because 30 respondents 

representing (85.7%) of the Administrators were females. Only 5 administrators (14.3%) were male.  

This support the idea that most administrators are females. 
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TABLE2. AGE GROUP OF ADMINISTRATORS 

Age Group Frequency Percent 

21-30 years 8 22.8 

31-40 years 21 60.0 

41-50 years 5 14.3 

51-60 years 1 2.9 

Total 35 100.0 

It can be seen from table 2 that 8 Administrators repesentting (22.8%) were between the ages of 21 

and 30, (about 74%) of the Administration were within the 31 to 50 age brackets with most (2.9 %) of 

them being with 51 – 60 years. This implies that the general employees of the Administrator in Accra 

Technical University, Accra were quite youthful and this indicate that  University has calibre of staff 

that will be in the position to assist in achieving its goals in the next twenty years. 

TABLE3. EDUCATIONAL LEVEL 

Educational   Level Frequency  Percent 

Tertiary 32 91.4 

Other 3 8.6 

Total 35 100.0 

On Educational level of Administrators, expectedly, as about (8.6%) of the Administrators did not 

mention their educational level. Furthermore, (91%) of the Administrator had had a tertiary level of 

experience in education. This implies that the Accra Technical University had, appreciably, skilled 

employees. 

TABLE4. WORKING EXPERIENCE 

    Working Experience Frequency Percent 

    A similar position 20 57.1 

    None 11 31.4 

    Banker and others 4 11.4 

    Total 35 100.0 

In the case of working experience, 20 Administrator representing (57%) had been in a similar position 

or job before coming to Accra Technical University.  Eleven Administrators representing (31%) had 

never had experience before joining the University, and 4 Administrators representing (11%) had 

been bankers and others.  The result indicates that most Administrators employed by the University 

had already gotten experience of the field. 

10. COMPENSATION 

This section looks at the compensation practice of Accra Technical University: Ghana.  The results of 

the analysis are presented in Table 5 through 8. It is clear that a total of 35 administrators responded 

to the questionnaire. 

TABLE5. WORKING COMPENSATION 

Working Compensation Frequency  Percent 

Salaries paid for service provided 18 27.3% 

Salaries and fringe benefits for service provided 20 30.3% 

 Fringe benefits and other rewards for service provided 28 42.4% 

    Total 66 100.0% 

It can be observed from Table 5 that most (about 42.2%) of Administrators indicated that they 

understand compensation being fringe benefits and other rewards for service provided, 30.3% also 

understand compensation being salaries and fringe benefits for service provided. A little over a 

quarter (about 27%) of them indicated compensation is Salaries paid for service provided.  This 

affirms the study of [4] that compensation is the form of pay or incentive given to an employee for 

performing services for an employer.  It is often based on wages, salaries, incentives, or bonuses.   

TABLE6. TYPES OF COMPENSATION 

Types of Compensation  Frequency Present      

Risk allowance 18             37.5% 

Overtime allowance 21             43.8% 
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Shift allowance 3               6.2% 

Responsibility allowance 6              12.5% 

Total  48            100.0% 

It can be seen from Table 6 that about 43.8% wanted overtime allowance, 37.5% preferred risk 

allowance, 12.2% wanted responsibility allowance, and 6.2% wanted shift allowance. It can be seen 

that most Administrators did not want to shift allowance as compared to overtime allowance.  

TABLE7. FORMS OF BENEFIT 

Forms of Benefits Frequency Percent 

Social security 21 31.8% 

Accommodation  10 15.2% 

Health care 17 25.8% 

Transportation 18 27.3% 

Total 66 100.0% 

Table 7 shows the forms of benefits Administrators enjoy in Accra Technical University. 31.8% said 

social security. 27% of Administrators said they are given transportation allowance. 25.8% received 

health care while 15.2% were given accommodation. The result  shows that most Administrators do 

not enjoy accommodation benefits.   

TABLE8. ACCESS TO BENEFITS 

Access to Benefits Frequency Percent 

Promotion  23 40.4% 

Annual Increment  7 12.3% 

Provident fund 24 42.1% 

In-service Training 3 5.3% 

Total 57 100.0% 

Table 8 shows about 42% said that the provident fund would help them perform.  Forty preferred 

promotion. While about 12% want an annual increment of salary, it can be deduced from the table that 

the administrator went provident fund or promotion to help them perform [54}. 

11. MOTIVATION 

The motivation of Administrators of Accra Technical University based on the assessment of their 

performance is presented and discussed in this section. These are addressed by looking at the 

evaluation of salaries and fringe benefits available to motivate to deliver, felt the need, satisfaction of 

the condition of service.   

TABLE9. SALARY AND FRINGE BENEFITS 

Salaries and Fringe Benefit Frequency Percent 

Highly enough 2 5.7 

Enough 6 17.1 

Not enough 25 71.4 

Not enough at all 2 5.7 

Total 35 100.0 

It can be seen from table 9 that about (71%) indicated that salary and fringe benefit they earned was 

not enough. Also, about (5.7%) said it is highly enough and also not enough at all. Seventeen percent 

said salary and fringe benefit given to administrators are not enough. The result indicates that most of 

the Administrators were not satisfied with their salaries and fringe benefits and it cannot motivate 

them to deliver [55].   

TABLE10. FACTORS THAT MOTIVATE EMPLOYEES 

Motivation Factors Frequency  Percent 

High monetary reward 18 23.4% 

A very good succession plan 24 31.2% 

Management sensitivity to employees needs 35 45.5% 

Total 77 100.0% 

The results of table 10 indicate that about (46%) of Administrators reported that the management 

sensitivity motivated them to their needs.  Also, (31%) stated that an excellent succession plan drove 

them. Twenty-three respondents said that high monetary reward drove them.  [31], opines that 
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compensation is not first about money [56] but also concerned with that non-financial compensation 

which provides intrinsic and extrinsic motivation. The result indicates that monetary reward does not 

motivate administrators, but management sensitivity to employees needs [57].    . 

TABLE11. NEEDS OF ADMINISTRATORS 

Felt need  Frequency  Percent 

Accommodation  14 40.0% 

Transportation  5 14.3% 

Housing loan 13 37.1% 

Car loan                           3 8.6% 

       Total    35 100.0% 

From table 11 it can be observed that (40%) indicated that administrators want accommodation.  

Fourteen percent need Transportation.  About (37%) indicated that they need Housing loan and about 

(9%) need the Car loan.  The result suggests that Administrators need accommodation and housing 

loan the most.   

TABLE12. EFFECT ON PERFORMANCE AT WORK 

Needs that Affect Performance Frequency Percentage 

It will give me peace of mind by not renting accommodation 13 35.1% 

It will facilitate my coming to work 9 24.3% 

It calms nerves down as I know I will own a house sooner or later 10 27.0% 

It will make me mobile and help me respond to call to work readily 5 13.5% 

Total 37 100.0% 

Table 12 reports the effect of performance at work.  Thirteen respondents representing (35.1%) 

believe that when giving accommodation will give than peace of mind.  Twelve administrators 

reported that when giving housing loan it will help them to owe their own and it will calm nerves 

down.  Nine administrators are of the view that when giving transportation it will facilitate their 

coming to work on time as compared to how they go to work.  Five respondents suggested that it will 

make them mobile when given car loan to purchase theirs will help them respond to work readily.   

TABLE13. CONDITION OF SERVICE 

Condition of service Frequency Percent 

Satisfied 6 17.1% 

Quite Satisfied 25 71.4% 

Not Satisfied at all 4 11.4% 

Total  35 100.0% 

From table 13, it can be observed that most of the Administrators were quite satisfied with their 

condition of services.  Four respondents representing (11.4%) opined that they were satisfied or not 

satisfied at all.  The result suggests that (88.5%) of Administrators in the Accra technical university 

are somewhat satisfied with the condition of service. This means the majority are satisfied with the 

university condition of service. 

TABLE14. CAUSES OF WORKERS AGITATION 

Causes of Agitation Frequency Percent 

Low remuneration 27 35.5% 

Management perks 22 28.9% 

The insensitivity of management to workers felt needs 27 35.5% 

Total 76 100.0% 

From table 14, it can be seen that 27 respondents representing (35.5%) respectively said low 

remuneration and insensitivity management to workers felt needs cause workers agitation. Twenty-

two respondents representing (28.9%) were on the view that workers agitation is caused by 

management perks. The result shows that there were diverse views about the causes of workers 

agitation, but low remuneration and insensitivity to works needs can cause workers agitation [58]. 

TABLE15. UNDERSTANDING OF EMPLOYEE PERFORMANCE 

 Employee Performance  Frequency Percent 

  To meet deadline 24 30.8% 

  To deliver at work       without excuses 25 32.0% 

  To meet set targets 29 37.1% 

   Total 78 100.0% 
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It can be seen from table 15 that about (37%) of administrator understand employee performance been 

meeting set targets. Also about (32%) understand it being able to deliver the work without excuses 

while 30% being meeting the deadline.     

TABLE16. PERFORMANCE ASSESSMENT 

Responses Frequency Percent 

No 27 77.1 

Yes 8 22.9 

Total 35 100.0 

Furthermore, table 16 reveals that most, about (77%) of Administrators reported that their 

performances were not assessed. This means they were not aware of the criteria that University use to 

assess Administrators performance.  Table 17 indicates the means of Assessing Employees’ 

Performance. 

TABLE17. MEANS ASSESSING EMPLOYEES’ PERFORMANCE 

Responses Frequency  Percent 

Rated on performance of your duties 16 20.0% 

Based on key behaviours on the job 12 15.0% 

Based on a written description  of your strengths and weaknesses 7 8.8% 

Based on the extent to which you have achieved targets 12 15.0% 

Based on your own self-appraisal  6 7.5% 

Based on appraisal by your peers 4 5.0% 

Based on appraisal by supervisor/manager 18 22.5% 

Compare your performance with those of other employees in similar positions 5 6.2% 

Total 80 100.0% 

Table 17 reveals that about (22%) of the Administrators indicated that their performance were 

assessed based on appraisal by supervisors/manager; performance of duties. Twenty percent indicated 

the rated on performance of duties.   Furthermore, (15%) of Administrators respectively indicated that 

the assessment of their performance was based on key behaviours on the job and the extent to which 

they have achieved targets and eight percent believed it is based on a written description of your 

strengths and weaknesses. Six, five and four percent respectively said it is based on individual self-

appraisal, comparism of performance with other employees in similar positions and appraisal by your 

peers. This implies that there are various means of assessing Administrators performance.  

TABLE18. PERFORMANCE BEFORE COMPENSATION 

Responses Frequency Percent 

No 13 37.1 

Yes 22 62.9 

Total 35 100.0 

Table 18 reveals that about (63%) of the Administrators were of the view that they should perform 

before been compensated for a work done, while a little below (37%) opined that they should be 

compensated for to perform a task. This indicates work should be done before compensation.   

TABLE19.COMPENSATION BEFORE PERFORMANCE 

Responses Frequency  Percent 

No 26 74.3 

Yes 9 25.7 

Total 35 100.0 

Table 19 reveals that most of the Administrators (74%) were of the view that they should not be 

compensated for before performing but rather perform before compensated and (25%) said they 

should be compensated before performance. This shows that it is not compensation that leads to 

performance.  The result indicates that compensations had the little but negative influence on 

performance because in government institutions, workers are paid monthly not on performance. It also 

shows that lack of compensations demotivates employees to give off their best according to the study. 

12. KEY FINDINGS 

From compensation of employees, the study revealed that administrators were not attracted by a 

monetary aspect of compensation [58] but rather management sensitivity to their needs. More also it 
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was revealed that Administrators need housing loan and accommodation than any other things. 

Concerning motivation, from the responses, salary and fringe benefits they earned were not enough 

[59]. Administrators reported that they were motivated by the management sensitivity to employees’ 

needs and excellent succession plan but not the high monetary reward [60].  They made it clear that 

they were somewhat satisfied with the condition of service. With regards to the performance of 

Administrators’, it was found that they were of the view that they should not be compensated for 

before performing but rather after completion of the task before compensated. The study revealed that 

it is not compensation that leads to performance but rather performance result in compensation [61]. 

13. CONCLUSION 

By the findings from the study, it can be concluded that from the responses, before compensating the 

workers their performance had to be assessed to determine deserving ones. However, on the contrary, 

it was found that the University was not evaluating the performances of their Administrators 

regularly. With regards to compensations of Administrators, it was seen that the University did not 

usually compensate their workers for good work done but, however, provided them with social 

security and healthcare as incentives for motivation.  

14. LIMITATION OF THE STUDY 

The drawing of the respondents from only Administrators of Accra Technical University impeded the 

degree of generalisation of the findings of the survey.  Nevertheless, since the sample is more than 

half of the entire administrators, it can be argued that the conclusions of this study be applied to 

Administrator of Accra Technical University.  The study also included that all Administrators 

irrespective of the number of years the respondent had worked with the institution was part of the 

study, and this is also likely to affect the results since new staff would not be in a position to have 

much experience with these practices.  Some respondents reported to have little idea about the 

compensation practice and strategies use in motivation staff of Accra Technical University to 

perform; hence, their responses are likely not to be as pertaining to practice.  Again, some respondents 

did not respond to all items on the questionnaire.  

15. RECOMMENDATION 

Following the research findings and conclusions, the following recommendations have been made as 

a guide to the University to improve its operation. New employees of Accra Technical University be 

given the condition of service and made them aware of compensation and motivation strategies 

available in the University.  The condition of service should be put on the website of the Accra 

Technical University for workers to have easy access to it and read.  Management of Accra Technical 

University should liaise with Government to use the GET-FUND to build accommodation facilities or 

look for a subsidised accommodation to house the employees.  Management of Accra Technical 

University should compensate the best-performing worker for others to emulate and also create 

another form of compensation package alongside with the one in the condition of service to encourage 

workers to put up their best.  Further research be conducted on the standard HRM practices such as 

recruitment and selection, health and safety, training and development and it effect on employee 

performance in Technical University. 
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