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ABSTRACT.

This research paper was conducted on thadhgd compensation on employee’s
productivity and commitment in MOHA Soft Drink Compy. It explains about the
compensation and the problems associated withament system.

To prepare this research both primary and secordigtaysources was used and it was analyzed
by tables and percentage.

The researcher used simple random sampling techmnagather the required data through
guestionnaire and interview.

To accomplish the study 52 employees were seldaied1187 population.
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Chapter one

1.1 BACKGROUND OF THE STUDY

Compensation is a payment to an employeernrdtu their contribution to organization
that is for doing their job. In recent year humasaurce has become realized as the most
important asset of an organization.

Nothing is crucial as the human resource, sEano matter how to up-to-date in the
excellent of machineries and equipment are; thegmee of human beings behind those
machineries is mandatory for the achievement chumizational goal.

Compensation is a subject that is include npleyees and employers. To employers,
both potentially power full influence on employebghavior and attitude. To employees it is
a reward that is a source of both economic andhmdggical income. The task facing the
employer is to allocate this reward in away thatiroze the returns on dollar spent in
employee motivation to join the organization, tofpen effectively, stay and work regularly
in employees’ satisfaction.

Compensation is basic to all forms of paynmmnteward going to employee in exchange
for work performed. Compensation plays a grate iolehe workers performance and
productivity. There should be enough compensatayrnwiorkers become good relationship
between workers and management and initiate emgotgework together on the job. Usual
compensation can be performed in the form of wagkary and Fringe benefit. Wage usually
hourly rate paid to such groups as production aasht@nance employees. Salary are paid to
the weekly or monthly paid to clerical, adminisitvratand professional employees. Fringe
benefit can give the employees in additional tkeage and salaries such as vacation time,
health life insurance and pension program. Compemswill be perceived by employees as
fair if based on systematic component improve #régomance of employees and the overall
effectiveness of the firm service and productsdBctivity is the amount of out put per unit
of input (labors, equipment, and capital). There &tay different ways of measuring

productivity. For example; in a factory productyvihight be measured based on the number



of hour it takes to produce a good, while in a mengector productivity might be measured
based on the revenue generated by employee dilsiglats/her salary.

Commitment to organization involves three tatles; the first one is sense of
identification with the organization goals. The @ad one is feeling of involvement in
organizational duties. The last one is king of lgy#or the organization.

Research evidence indicates that the absenceromitment can reduce organizational
effectiveness. People who are committed are l&s$ylio quit and accept other jobs. Thus
the costs of turn over are not incurred. In additicommitted and highly skilled employees
require less supervision and rigid monitoring cohprocess are time consuming and costly.
Further more a committed employees perceives thegesaand importance of integrating

individual and organizational goal.



1.2 Background of the organization
Mohammed Hussein Al-Amuodi (MOHA) soft drinksdustry share company was formed
and registered under the commercial code of Ethiopi May 15, 1996 E.C. This company was
formed after the acquisition of four Pepsi Colanpdalocated at Addis Abeba (Nifasilk and

teklehaymanot). Currently MOHA has many permanedt@ntractual employees.



1.3 Statement of the problem

Compensation payments have many effects ondimpanies’ performance. The research
would investigate employee’s dissatisfaction in M®Boft Drinks Company. Due to unfair
payment employee became demoralize to do thewitkes as expected from them. This in
turn, causes decrease of the company performarteraauctivity. When compensation
system is inadequate, educated person and expediemoployees are likely to leave and
replaced by none-trained workers. The new comerg n@ have more knowledge to
properly handle the organization performance ang ligad to decrease in the company
profitability and productivity.
This study was designed to investigate employeexiyztivity and commitment regarding
to compensation system of MOHA soft drink.

The study was answering this question.
» Does compensation affect the worker productivitg eammitment at work and how?



1.4 Objective of the study
1.4.1 General objective
The general objectives of the study were inveshgathe impact of compensation on

employee’s productivity and commitment.

1.4.2 Specific objective

The specific objectives are:-

To see that compensation affect workers speed.

To examine the impact of compensation on workeringness of discharging the
responsibility.

To see the major factors that influence wage anarisa or company compensation
system.

To see whether compensation increase workers ptiody and commitment.

To asses the impact of compensation on employees ared motivation.

To give suggestion on the possible solution to humesource manager of MOHA Soft

Drink Company based on findings of the study.

1.5Significance of the study
The outcome of this study will be useful topoyees, employee, and researcher and
MOHA soft drinks of Share Company at Large.
These are:-
v It helps the manager of the company to now his wes& and strength on side of
compensation and performance.
v It gives information to the manager to identify amdalyze what kind of
problems faced with compensation system.

v" To create awareness of the company compensati@ypol

<\

It will be used as abase line information for otresearchers.
v It adds to the existing body of knowledge.



1.6 Scope of the study
The scope of this study covers the compensayipe direct financial payment (wage,
incentives, and bonuses) and indirect payment (@i benefit like; employer paid

insurance and vacations).

1.7 Limitation of the study
During this study the following factors wermenstraints of the study.
1. Lack of relevant information regarding to tktsidy. 2. Shortage of time to complete
the study. 3. Lack of full documented data in trganization. 4. Peoples who were

concerned with this study did not willing to shémeir ideas.

1.8 Methodology ofdlstudy

1.8.1 Sources of data

To accomplish this study both primary and seleoy data source has been used.
» Primary data

In this study primary data were obtained fremployees and employers through
guestionnaire and interview.
» Secondary data

Secondary sours were obtained from differepe tgf books, internet, current reports,
company manuals, profile and magazine.

1.8.2 Sample techniques

The researcher used simple random samplehemthe necessary data.

1.8.3 Sample size

It was impossible to distribute and collece ttata from the entire population of
employees. So the researcher selected sample simthuted questionnaire to those 52

selected employees from the total 1387 employees.



1.8.4 Method of data analysis
Data which were obtained from primary and seleoy data were analyzed by using
tables and percentage in order to give condenstareiof the data.

1.9 Organization of the study
This study covers four chapters. The firstpthadeals with the introduction part of
the study, statement of the problem, objectiveshefstudy, significance of the study,
scope and limitation of the study methodology. $heond chapter discussed the details
of related literature of the study. The third cleaptocused on the data analysis and
finally in chapter four conclusion and drawn based analysis and possible

recommendation are forwarded by the researchedlmasevestigation.



Chapter two
LITERATURE REVIEW
2.1 Definition of compensation
Employee compensation refers to all formpa&yment or rewards going to employees
arising from their employment. Employee compensalias two main components. 1. Direct
financial payment (in the form wage, salaries, nise, commissions and bonuses) 2.
Indirect payments (in the form of financial bengfitkke employer paid insurance and paid
vacations). In turn, there are basically two wagsmake direct financial payment to
employees. This are: - 1l.lincrement on time 2. d*erhnce basis. Time based pay is still
popular. Blue collar workers get hourly or dailygea and others like managers or web
designers, tend to be paid salaries by week, mamthyear. Performance pay ties
compensation to the amount of production (or nunatbépieces”) the worker produces, and
is popular as an incentive plan.
(Gary Dessler, 2003 -p-302)
Compensation system in organization rbaedinked to organizational objectives
and strategies. But compensation also requiresitialg the interest and costs of the employer
with expectation of employees.
A compensation program in organization has tbjectives.
» Legal compliance with all appropriate lows and tetian.
» Cost effectiveness for the organization.
» Internal, external and individual equity for emptesg.
» Performance enhancement for the organization.
(Mathis and Jackson, 2004 -p-103)

Total compensation has three components.
1. Base compensation. (The fixed pay received on @aebasis.)
2. Pay incentive. (Programs designed to reward godonpeance.)
3. Benefit or indirect compensation. (Including healihsurance, vacations and

perquisite.)



2.2Designing a compensation system
An effective compensation plan enables the firmatbieve its strategic objectives

and suited to the firm’s unique chrematistics al§ aseto its environment.
The pay operations manager need to consider igriagia compensation system are -

1) Internal verses external equity.

2) Fixed versus variable pay.

3) Performance versus membership.

4) Job versus individual pay.

5) Egalitarianism versus elitism.

6) Below market versus non monetary rewards.

7) Monetary versus non monetary rewards.

8) Open versus secret pay.

9) Centralization versus decentralization of pay dens

2.3 Compensation tools.
There are two broad categories of compemséabols. 1. Job based approaches.
2. Skill based approaches.
The typical job-based compensation plan has troegonents:

1) To achieve internal equity. Firms use job evaluatmasses the relative value of jobs
through the firms.

2) To achieve external equity. They use salary datlkemth mark or jobs obtained from
market servers to set pay policy.

3) To achieve individual equity. They use a combirmataj experience, seniority and
performance to establish on individual equity, tlhusg a combination of experience,
seniority and performance to establish an indivighasition within the pay range for
the job.

Skill-based compensation systems are more costlyrare limited in use.
(Luis R. Gomez Mejia, David B. Balkin, Robert L r@g, 2001, p-351)



2.4 Compensation responsibilities.

Compensation costs represent significant edipees in most organizations. Although
actual compensation costs can be easily calcul#tedvalue derived by employers and
employees prove more difficult to identify. To admster these expenditure wisely, human
resource specialists and other managers must vempétiter. Typically division of human
resource responsibilities compensation can be mmghted through human resource unit are
develop and administers the compensation systenguctd job evaluation and wage survey,
develops wage salary structures and policies. Mansagttempt to match performance and
rewards recommended pay rates and increase basgdidelines from human resource unit
evaluate employee performance for compensationogesp
(Mathis and John H. Jackson, 2004, p-373)

2.5 The impact of compensation
When one gets hide for job, compensation lagefit are already in place. At certain
organization pay increase depending on the empkyamperformance depending on his/her job
and can command certain pay and benefit packdyese &s very creative for job
(http://lemptsn/emptsn.htm)
2.6 Components of compensation system
Compensation will be perceived by employeefimst based on systematic components.

Various compensation systems have developed. Tisgseems utilize many similar

components including job description, salary rasgyeicture and written procedure.

A. Job description is a critical component of both compensation aatéction systems. Job
descriptions define in written the responsibilifiesquirements, functions, duties, locations,
environment, conditions and other aspects. Desoniphay be developed jobs individually
or for the entire job families.

B. Job analysis is a technique including the use of interviewesfionnaires and observations.

C. Job evaluating a system for compensation for comparing jobs tloe purpose of

determining appropriate compensation level forurilial job or job element

10



D. Pay structure: useful for standardizing compensation practicestvpay structure includes
several grades with each grade containing a minirsaiary wage.

E. Salary surveys collection of salary and market data. It may ude average salaries,
inflation indicator, cost of living indicators asalary budget.
(http://mww.gov/nes)

Compensation can be used

Recruit and retain qualifies employees.

Increase or maintain morale satisfaction.

Reward and encourage peak entrance.

Achieve internal and external equity.

Reduce turn over and encourage company loyalty.

D N N N N NN

Modify (through negotiation) practices of unions.

2.7 The nature of compensation

Compensation is an important factor thaea# why people choose to work at one
organization over others. Employers must be redsgneompetitive with several type of
compensation in order to hire, keep, and rewartbpaance of individual in the organization.
Tangible components of compensation program ate@fjeneral types.
1. Direct. 2. Indirect.
1. Direct type of compensation is monetary rewamdsided by the employer.
Base pay and variable pay are the most common fofmiisect compensation.
2. Indirect compensation commonly consists of eygedoenefits.
(Mathis and Jackson, 2004, p -103)

11



2.8 Compensation components

Comnensatin

Direct Indirect

Base pay Variable pay Benefits

2.9Base pay

The basic compensation that an employee receigeslly as wage or salary, is called
base pay. Many organizations use two base paya&eg.e. hourly and salaried, according to
the way pay is distributed and the nature of the jelourly pay is the most common means of
payment based on time. Employees who are paid \yh@ue said to receive wage, which are
payments directly calculated on the amount of timeeked. In contrast, people who are paid
salaries received payments that are consistent fremod despite the number of hours worked.
Being salaried typically carries higher status
(Mathis and Jackson 2004, p.104)

2.10 Variable pay

Variable pay is another type of direct payathihe compensation linked directly to
Performance accomplishment. The most common typaridble pay for the most employees is
bonuses incentive program payments. For executive,common to have longer-term reward
such as stock options.
(Mathis and Jackson, 2004, p-121).
Most employees adapt variable pay incentive in orate

1. Link individual performance to business goals.

2. Reward superior performance and improving proditgtior increasing employee

retention.

12



Variable pay plans can be considered successtutyf meet the goals that the Organization had
for them when they were initiated.
The following question has to be answered well whividing variable pay plan.
1. Does the plan fit the organization?
2. Are the behaviors encouraged by the plan onesgdedr?
3. Is the plan being administered properly?
The philosophical foundation of variable pay resisseveral basic assumptions. Thus
» Some jobs contribute more to organizational sucttess other.
» Some people perform better than others.
» Employees who perform better should receive monepemsation.
» A portion of some employee’s total compensationuthde given to reward
performance above expectation.
Variable pay plans can be established thatdmn individual performance, team or group
performance, and organization wide performanceimportant feature of variables pay plans is

that incentive may increase the degree of cooperagms.
(Mathis and Jackson, 2004, p-122)

2.11 Types of variable pay plans.

Individual Group (team) Organization

-Sales commission - Gain sharing -Profit sharing

-Bonuses -Rewards -Employee stock options
-Special recognition -Quality improvement eentive stock options
-Piece rate -Rewards -Deferred compensation
-Attendance and bonuses -Labor cost
-Safety awards -Reduction pay outs

13



2.12 Special incentives
Numerous special incentive programs thawipge awards to individual have been used.
Special incentive ranging from one time contestsnfeeting performance targets to reward for
performance over time.
Some types of incentives: -
» Awards: - Awards like cash, merchandise, gift éedtes and travel payment.
» A recognition awards: - It recognizes individualgayee for their performance
or service. It often works best when proven to gmize specific efforts and
activities targeted by the organization as impdrtan

» Service awards-: Is a reward portrayed as rewgnoanformance over a number
of years.

2.13 Sales compensation and incentives.

Compensation paid to employees involved wédle and marketing as partly or entirely tied
to individual sales performance. It is one of thest widely used individual incentives. Better
performing sales people receives more total congiemsthan those selling less
(Mathis and Jackson, 2004, p-123)

» Team based incentive.

Team based reward systems use various vedysompensating individuals. The
components often include individual wages and san addition to team based rewards. Most
team based organization continues to pay indivgllmsed either on the job performed or
individual competencies and capabilities.

(Mathis and Jackson 2004, page.123)
> Individual incentives.

Individual incentive system tries to relatdividual efforts as to pay conditions necessary
for the use of individual effort to pay. There slibbe identificationof individual performance.
The reason is why the performance of each individuzst be measured and identified is that
each employee has job responsibilities and taséis ¢an be separated from those of other

employees.
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» Independent work
Individual contribution results from indegkmt work and efforts given by individual
employers. Individual competitiveness desired, beeandividuals generally pursue the
Individual’'s incentives for themselves. Therefanelependent competition in which some
individuals “win” and other do not must be desiredndividualism stressed in organization
culture. The culture of the organization must bes dhat emphasizes individual growth
achievements and rewards. If an organization enmdmdeam work and cooperation, then
individual incentive will be counter productive.
» Bonuses
Individual employees may receive additionampensation on payments in the form of
bonus which is a one time payments that does nairbe part of the employee’s base pay.
Generally, bonuses are less costly to the emplihyer other pay increases because they do not
become part of employee’s base wages
(Mathis and Jackson 2004, page-123)
» Gain sharing
Gain sharing is sharing with employees @lated than expected gains on profits and
productivity. Gain sharing attempts to increasesCdetionary efforts” that is the difference
between the maximum amount of efforts necessakgep from being forced.
The rewards can be distributed in several ways:-
A flat amount for all employees.
Same percentage of base salary for all employees.

Percentage of the gains by category of employees.

KX X X

A percentage based on individual performance agairasures.
» Profit sharing
It is a system to distribute apportionshef profits to the origination employees.
The primary objective of profit sharing include imge productivity, recent or retain employees,
improve product and improve employees morale. Talpic the percentage of the profits

distributed to employees by the end of the yeasolme profit sharing plans, employees receive

15



portions of the profits at the end of the year.otiners, the profit are deferred, placed in a fund
and made available to employees on retirement dh@nleaving the organization
(Mathis and Jackson 2004 page.126)

2.14 Nature and type of benefit.

A benefits is a form of indirect compensatizvhich often include retirement plans,
vacations with pay, health insurance, educatiorsdistance and many more programs.
Employees offer some benefits to aid retentionabse they are required to do so, and some
simply because doing so reinforces the companyoghyiihy. Benefits influence employee’s
decision about which particular employer to work fehether to stay or level employment, and
when they might retire.

» Security benefits.

A number of benefits provide employee sdguiihese benefits include some mandate by
lows and others offered by employers voluntarilyheTprimary benefits found in most
organization include workers compensation and uth@ynpent compensation pay.

» Workers compensation.

It provides benefits to persons injured ba job. Sate lows required by most players to
provide workers compensation coverage by purchasiagrance found or by providing self
insurance. The workers compensation system regeirggoyers to give cash benefits, medical
care and rehabilitation services to employeesrurries or illness occurring with in the scope of
their employment
(Mathis and Jackson 2004, p-127)

» UN employment compensation.

It is another benefit require by low. Theqentage paid by an individual employer is based

on experience rate which reflects the number oimddiled by workers who leave.
» Retirement security benefits.
Few people set aside sufficient financigkrge to use when they retire, so retirement

benefits attempt to provide income for employees Wave retired. Except for smaller

16



Employees, most firms offer some kind of retiremplan. Generally, private pensions are a
critical part of providing income for people aftetirement.
» Pension plans.
Pension plans are retirement benefits astadd and funded by employers and employees.
» Health care benefits.

Employers provide a variety of health cand anedical benefits usually through insurance
coverage. The most common plans cover medical,abjgmtescription drugs and vision care
expenses for employees and their dependents. Blesalth care insurance to cover both normal
and major medical expenses also desired and expbgtenost employees some dental plans
include orthodontic coverage, which is a major egeefor some families.

(Mathis and Jackson 2004, p-128-129)
» Financial and other benefits.

Employees may offer workers a wide rangspecial benefits. Such as financial benefits,
insurance benefits (in addition to health and eslahsurance), education benefit etc. from the
point of view of the employer, such benefit carukeful in attractive and retaining employees.

» Insurance benefits.

In addition to health related insurance, sam®loyers provide other type of insurance.
These benefits offer major advantages for emplopeesuse many employers pay some or all
the costs. Employees benefited from the lower ratesilable through group programs. It
includes life insurance, disability insurance, légaurance etc.

» Educational benefits.

Another benefits used by employees come infah@ of educational assistance to pay for
some or all costs associated with formal educatieoarses and degree programs. It may
include the costs of books and laboratory materi&dsne employers pay for selected
fields or a proportional schedule depending on dhedes received, others simply require a

passing grade.

2.15 The legal environment and pay system governagc
The major federal laws governing compensation estare the fair labor standards act and

17



The equal pay acts. The fair labor standardsvaath governs minimum wage and overtime
payments and provide guide lines for classifyimgpkyees an exempt or non exemphe
equal pay acts which prohibits pay discriminatiomsdxd on gender. Some countries and
municipalities have comparable worth legislatiomick calls for comparable pay for jobs that
require comparable skill, effort, and responsipind have comparable working conditions,
even if the job content is different.

(Luis R. Gomez Mejia, David B. Balkin, Robert L.1@g 2001, p-353)

» Productivity
Productivity is the amounts of output peit wf input (labor, equipment and capital). There
are many different ways of measuring productiviigr example, in a factory productivity might
be measured based on the number of hours it takpeotiuce a good, while in service sector
productivity might be measured based on the revgamerated by employee divided his/ her
salary.

(http://www.investorworlds .com)

2.16 Process (steps) for productivity improvement.
There are eight steps or processes forawipg employee productivity that every employer
can and should follow.

1. Create a sense of mission in the organization eygpleommitment to .organizational
goals. It can only be attained when employees wtaled the organization overall
performance.

(http://www.personel system.com)

2. See department goal and individual performancedstaih Once the company mission
and strategic objectives are determined, they teée translated in to division and then
department performance objectives and standards.

(http://mww.personnel system.com)
3. Get commitment- Employee commitment comes through a demonstratibn o

management commitment not only to organizationetess, but also to the employees.

18



4. Employers need to offer a competitive pay and fisngackage, a progressive
disciplinary process formal or informal on the jtfaining and visible advancement
opportunities based on clear criteria.

(http://www.personnel system.com)

5. Asses work team strength and weaknegssk questions like- Does the company been
hiring the right people? How do employees fit tbenpany’s organization culture i.e. the
department head managerial style and the typebohgsigned? And Business approaches
to dealing with force diversity
(http://www.personnel system.com)

5. Training and development Training and development is an area that we have
mentioned throughout this article. Program of pahity oriented training can translate
directly in to bottom line results.
Productivity oriented training shoalsses the following areas -
» Setting performance standard and objectives.
> Leader facilitation of standards and objectives.
» Supervisory training in performance review and fesek.
» Job knowledge and skill development.
(http://www.personnel system.com)

6. Track performance - If one cannot measure anitgcthen he/she cannot manage it.

Thereforejt is important that any activity in the organizatishould be measured. Managers

some times resist measurement of results of oueaather than an appearance of “working

hard.” A good performance measurement system shadeddly meet the following criteria.
> Providing frequent and timely repotting.
» Simple to maintain and utilize.
» Focus on results achieved more than on activityired to achieve results.
» Provide and publicized to employees whose perfoomabeing measured.
(http://www.personnel system.com)

7. The rewards to performance and give rewards thaerdéferent the challenge for every
organization and every manager in the organizadi@nto tie the organization goal to each
employee’s personal.

19



-The need to be belongs. he Meed to for recognition.
-The need to achieve life style objectives. -hked for growth.

8. Shows the employee that “you mean busined3&aple change slowly. They will often
test your commitment to your allowed goals and cbje. No matter how important you
say something is, if you do not measure it, empeywill quickly realize that it is not
very important.

(http://www.personnel system.com)

2.17 Productivity improvement.

One of the major courses of company dedBnlew productivity; failure to meet targeted
productivity can result to high cost per unit heriigher pricing, making good, services or
commodities not competitive enough on the markeanbusinesses try very hard to remain
competitive in the market. There fore it is impattéor business to implement strategies to make
improvement in productivity levels.

Factors that assist a business to striveh@aed the aimed target.
» About the business itself.

» Research and analysis - has the business donees@grch on the targeted market and
analyze the result on the targeted market appredost fit?

= Smart investment - has the business calculatedrtimnt of financial resource available
to allocate to research and analyze production asir cost and marketing?

» Productivity risk - are there any risk that the gamy should know during production?

» Innovation and originality - is the product somathoriginal and in a new market?
» About employee.

» Self and friendly work environment - what of theseanment are you providing for your
employees?

= Use of employee - is the business maximize itsoiggnployee to best suit the business
needs?

= Employee knowledge - allows familiar (what knowlejigmployee with the running of

machines / equipments in the products of the comepan
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» Does employees required training.
Employee happiness- is the employees happy withwages, rewards and hours of given?

2.18 Productivity and technological changes.

Because of a firm may use different technologiedlifterent methods of organization
production, the amount of inputs may differ fromattbroduced by another firm. Moreover, after
technical or managerial innovation, a firm can e more to day from a given amount of
inputs than it could in the past a firm must prageficiently if it is to may its profit. Even if
each firm in a market produces as efficiently assgae, however, firms may not be equally
productive, incense that one firm can produce ntioae another firm a given amount of inputs.
A firm may be more productive than others if itsnager knows a better way to organize
productionor if it is the only firm with access to new invent.

2.19 What is commitment?

A great business leader once said ” thechalsiosophy sprit and drive of an organization
have far more to do with its relative achieveméantdo technological or economical resources,
organization structure, innovation and timing aéde things weight heavily in success. But they
are | think, transcended by how strongly the peopléhe organization believes in its basic
percepts and how strongly the people in the orgdioiz believe in its percepts and how
faithfully they carry them out.”

Commitment to organization involves three attitudes

1) Sense of identification with organization goals.

2) Felling of involvement in organization duties.

3) Felling of loyalty for the organization.

Research evidence indicates that the absence ofmitorent can reduce organization
effectiveness. People who are committed are l&s$ylto quit and accept other jobs. Thus the

costs of high turnover are not incurred. In additicommitted and highly skilled employees
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Require less supervision. Close supervision agl rmonitoring control process are time
consuming and costly. Furthermore a committed eypgalerceives the value and importance
of integrating individual and organizational goal

(http://en.wikipidia.org /wiki/commitment)
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Chapter Three

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

3.1 Personal information.

Table 1
Respondents
Gender Description of respondent Number %
Male 33 63 %
Female 19 37 %
Total 52 100 %
Age 18-24 9 17 %
25-29 12 23 %
30-34 13 25 %
35-39 9 17 %
40-44 3 6 %
45-49 2 4 %
50-54 3 6 %
>55 1 2 %
Total 52 100 %
Marital | Married 29 56 %
status | Unmarried 23 44 %
Windowed - -
Divorced - -
Total 52 100%
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Educational PHD 2 4 %
status Second degree 2 4 %
First degree 30 57 %
College diploma 16 31 %
College certificate 1 2%
12 grade completed 1 2%
Total 52 100%
Basic <900 7 13 %
salary 900-1200 11 21 %
1201-1500 15 29 %
1,501 -1,800 5 10%
1801-2000 4 8 %
> 2100 10 19 %
Total 52 100 %
Service Description of respondents Reslenits
year in Numbers %
MOHA <1 8 15%
1-5 19 37 %
6-9 9 17 %
> 10 16 31 %
Total 52 100 %
Job level | Laborer 13 25 %
status Managerial 23 4 %
Professional 16 31 %
Total 52 100 %
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This implies that, the majority of company’s workerre male. In addition that most of the
respondent’s age 25 % are between 30-34 yearsstindicated their long period experience in
work environment. When we see the level of mastiatus, 56 % of the respondents are married
and the rest 44% respondents are unmarried, thigssthat most of the respondents are married.
When we see the level of education, 57 % of thpardents are first degree holders and 31 % of
the respondents are college diploma holders, 4 #heofespondents are master and above, 4% of
the respondents are second degree, 2% of the @mspits1college certificate and the rest 2 % of
the respondent’s f2grade completed. From the above table, 10 % ofaeondents reported
that their basic salary is above 2100, 21 % of theported that their basic lies between 900-
1200, 19% of respondents replied that their sdlasybetween 1801-2100, 29 % of the
respondents also reported that their salary liesd®n the scale of 1200-1500, 13 % of them
said their salary lies between 1501-1800, the affiguee implies that most of the employees get
salary between 1200-1500. When we see the sergareiy MOHA Company 37 % of the
respondents reported that they served more thgedi®, 17 % of them reported that they served

about 6 years and the rest reported that servedHese 8 years.

Table 2
Views of respondents on employee compensation tisaaeir work in MOHA

Soft drink Company.

no Respondents response

ltems No %

1 | Does the company give adequate

compensation?

A. Yes 25 48 %
B. No 27 52 %
Total 52 100 %

As the above table shows that, 48 % of respotsdreplied that, MOHA soft drink companies
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provide adequate compensation in order to imprbeequality of products

And services in the company, and 52 % of respasdsaid that, company’s does not provide
adequate compensation for employees to improveuhbty of the products and services. This
implies that, MOHA soft drink company compensati®aoes not satisfy the majority of

employees of the company.

Table 3
Respondents view on type of compensation system

no Item Respondents response
No %

1 | Which type of compensation

system adopt by the company?

A. Monetary 45 86 %
B. Non monetary 7 14 %
Total 52 100 %

The above table shows that, 86 % of the teghondents said that companies adopt monitory
type of compensation system, and the remaining 1deotal respondents said that, companies
are adopted non monitory type of compensation systdis implies that, company’s believed
that monitory types of compensation system areulisaf the company’s policies of

compensation strategy.
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Table 4 Respondents view on the criteria toqagpensation.

no ltem Respondents responsg
No %

AY%

1 | Which type of criteria are the
company follow to pay

compensation?

A. Based on educational status 12 23 %
B. Based on experience. 14 27 o
C. Based on his/her service

13 25 %
D. All 13 2506
Total 52 100 %

From the above table the respondents abouwriegia for company compensation system
23% of the total respondents said that, the compammynpensation system based on educational
status, 27 % respondents said that it is basedmerience, 25 % of the total respondents replied
that it is based on his/her service, and the reimgi®5 % respondents said that, the company’s
compensation based on the above all reasons.

This implies that, most of the company’s critemagmmpensation strategies are based on
employee’s experience.

Table 5 Respondents view on the company’s revgeuaerating capacity.

No Item Respondents response
No %

1 | Do you think that MOHA soft
drink company’s have a good

revenue generating capacity?

A. Yes 27 52 %
B. No 25 48 %
Total 52 100 %
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The above table shows 52 % of the total redpots said that, MOHA soft drink companies
have good performance of revenue generating cgpacitl the remaining
48% of respondents responded that, company’'s haveuyenue generating capacity.

This implies that MOHA Soft Drink Company has a imom revenue generating capacity.

Table 6

Respondents view on the company’s compensatioerayst

No Item Respondents response
No %

1 | Are you satisfied by the company’s

compensation system?

A. Yes 24 46 %
B. No 28 54 %
Total 52 100 %

As show in the above table 46 % of respondeait$ that, they are satisfied by the company’s
compensation system and 54 % of respondents satithity are not satisfied by the company’s
compensation systenfhis implies that, the company compensation syssemot properly

satisfies the company employees.
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Table 7
Respondents view on the company’s techniques opeasation.

Respondents
no ltem response
No %
1 | If you stay in MOHA soft drink what kind of tecigque
did the company uses to motivate employees witited|
to issue of compensation?
A. Bonus. 10 19 %
B. Incentive program. 9 17 %
C. Both. 33 64 %
Total 52 100 %

As shown in the above table, 19 % respondsitsthat the company provides bonus to
motivate employees and also 17 % of the total ned@wots agrees that the company provide
different types incentives programs to motivate lyges, and from the total number 64 % of
respondents replied that, the company uses botlusband incentive program to motivate
employees. This implies that company provides bethniques of employee motivation system.
Table 8
Respondents view on the relation between compemssyistem and employee willingness.

N Item Respondents response

o

No %

Do you believe the compensation system
1 | increase the employee’s willingness to

fulfill their duties and responsibility?

A. Yes. 40 77%
B. No. 12 23%
Total 52 100 %
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2 | If your answer is yes, how?
A. By increasing the salary of employees| 14 35 %
B. By giving reward for extra output. 20 50 %
C. By create conducive work climate. 2 5 %
D. All. 4 10 %
Total 40 100 %

From the above table shows thal % of respondents believed that, the compensatistesy
increase the employee’s willingness to fulfill thduties and responsibilities.

The remaining 23% of respondents believed that emsgtion does not increase willingness
and responsibilities of employee’s. On the samketidm no (2), 35% of respondents
believed that, compensation system can increaspkbgee’s willingness and responsibilities
by increasing the salary of employee’s, 50 % opoaslents believed that compensation are
increases the employee’s willingness and respditgbiby giving rewards for extra out put
and, 5 % of the respondents believed that, compenssystems are increases responsibilities
and willingness by creating conducive work enviremt) and the rest 10 % of respondents
said that, compensation system can increase engdowdlingness and responsibilities due to
by all choices that indicated under item (2).

This implies that, the employee’s willingness aesiponsibilities are increases due to by

increases employees’ salary.
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Table 9.

Respondents view about salary increments in MGdA Drink Company.

No Item Respondents response
No %
1 | In your stay in MOHA soft drink company have you
ever get salary increment?
A. Yes. 40 77 %
B. No. 12 23 %
Total 52 100 %
2 | If your answer is yes, why?
A. Because of high contribution for organization
Productivity. 14 35%
B. Because of seniority. 20 50 %
C. Because of position. 5%
D. All. 10 %
Total 40 100 %

salary increment, and the remaining, 23 % of tpwoadents said that the company does not
provide salary increment. And also item numberofahe above table shows 35 % of the
respondents said that, the company provides s@argment because of high contribution of
employee’s for the organization, 50 % of responsisatd that, the company provide salary
increments because of seniority, 5 % of respondsntsthat, the company provide salary
increment because of position, and 10 % of respusdaid that, the company provide salary

increments because of combined factors. This iraphat, salary increments in MOHA soft

drink primly based on seniority.
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Table 10
Respondents view about productivity of MOHA SofiriirCompany.

no Item Respondents response
No %

1 | Does the organization have a problem

of productivity?

A. Yes. 30 56 %
B. No. 22 44 %
Total 52 100 %

2 | If your answer is yes, why?
A. Due to lack of good compensation. 9 30 %

B. Due to lack of modern producing

Machineries. 8 27%
C. Due to lack of finance. 6 20 %
D. All. 7 23 %
Total 30 100 %

The above table shows that, 56% of respondept®d that organizations have a problem of
productivity and 44 % of the respondents replied there are no problems regarding on the
company productivities. In the same table item nainfB), 30 % of the respondents said that
problems of company productivities are due to laicgood compensation system, 27 %
respondents said that, the problems for produigs/is due to lack of modern producing
machinery, and 20 % of the respondents said thattallack of finance and the remaining 23 %
the respondents said that problems of company ptivémess are due to all choice which
including in the item number (2). The above tabiplies that majority of the respondents said

the problem for productivity is due to lack of gommmpensation.
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Table 11

Respondents view about productiveness and commitim&hOHA Soft Drink Company

no Item Respondensponse
No %

1 | What are the reasons for the organization
productiveness and commitment?
A. Good compensation system. 20 38 %
B. Good administration. 17 33 %
C. Availability of human resource management. 4 8 %
D. All. 11 21 %
Total 52 100 %

As shown in the above table 38 % of the respondsitsgood compensation system, 33 %

of the respondents replied good administrationesygsaind 8 % respondents said that availability

of human resource management and the remaininga2 téspondents replied that, due to all

choice which include in the above table are theaea for the organization productiveness and

commitment. This implies that, the main cause ghaization productiveness and commitment

are based on good compensation system.

e

Table 12.
Respondents view about plans to increase prodtyctivMOHA Soft Drink Company
No Item Respondents respons
No %

1 Do you have any future plan to

increase your productivity?

A. Yes. 27 52 %

B. No. 25 48 %

Total 52 100 %




2 If your answer is yes, how?
A. By discharging our responsibility. 10 37 %
B. By using time efficiently. 8 30 %
C. Both 33 %
Total 27 100 %

productivity, and the remaining 48 % of the toedpondents replied that, they do not have a
plan to increases productivity. And also item num(¢ of the above table shows that, 37% of
employees said increase their productivity by dasgimg responsibilities, 30 % of respondents
said that, by using time efficiently and the renran33 % the total respondents said that,

As shown in the above table, 52 % of the teapondents have a plan to increase

employees increase productivity by all choice whiddicated in the above table.

Table 13.
Respondents view on competitive advantage of MOld& Brink Company.

Respondents respons

no Item No %

1 | Is there any competitive advantage that possess k
the company?
A. Yes. 17 33%
B. No. 35 67 %
Total 52 100 %

2 | If your answer is no, why?
A. Due to uncommitted employer. 4 11%
B. Due to lack of company strategy. 19 55 %
C. Due to lack of good management input. 4 11 %
D. All. 23 %
Total 35 100 %
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The above table shows that, 67 % of respdasdeplied that, there is no competitive
advantage that possess by the company, and theniegnd@3 % of respondents said that, there is
competitive advantage that possess by the compratlye same table item number (2) show that
11 % of the respondents said that the company masmpetitive advantage due to
uncommitted employer, 55 % of the respondentstsait] due to company strategy, 11 % of the
respondents said that, due to lack of good managemaut and the remaining 23 % of
respondents replied, due to by all alternatives.

This implies that majority of the respondents sM@QHA soft drink company has no
competitive advantage due to lack of strategy. Tieans that individual employees not receive

additional compensation on payments in the formnarfus and profit sharing.

Table 14.
Respondents view on wage and salary in MOHA SaftiD€ompany.

Respondents response

no Item No %

1 | Is there any factor that affecting company’sgala

and wage administration system?

A. Yes. 31 60 %
B. No. 21 40 %
Total 52 100 %

2 | If your answer is yes, what factors does affeet t

company’s wage and salary administration system?

A. Administrative problem towards wage and salary. 14 45 %
B. Educational back ground of employees. 5 16 %
C. Un committed employers. 12 39 %
Total 31 100 %

The above table show 60% of respondents kphere is a factor that affecting company
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salary and wage administrations, and 40 % of redgatis are said that, there is no factor that
affects the company salary and wage administraystem. On the same table item number( 2)
indicated factors that affect the company’s waged aministration systems are of 45 % of the
respondents replied that the administration prold@mards wage and salary, 16 % respondents
said that, due to educational back ground of engdsyand the remaining 39 % respondents said
that due to un committed employers.

This implies that, there is basic problem in thempany’s wage and salaries administration
system.
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Views of human resources (HR) manager.

Interview made with the human resource managerfdMOHA Soft Drink Company .
Q.1. Do you believe that the company’s compensatistesy satisfies the worker?

> The company has established different pay systesh,of all we have a salary scale
which has considered the labor market as to asiseso®mpany pay system in connection to
similar industries. The current operating salaleds still sound to our employees, in this
regard, the scale is approved in relation to j&wgs in order to respond employees need,
particularly the professionals. And also thattlai$ package of pay systems are satisfying and
motivating the employees at their work place, big nhot enough to all employees, and we have

future plan to satisfy all employees.

Q.2. Did the company uses any mechanism to increaserpgemce and productivity?
> First of all employees who are basically satisfigdthe pay system and working
conditions of the plan are expected to increastpeance and productivity to certain degree,
in line with the performance and productivity, t@mpany established incentive pay and

commission schemes.

Q.3. What are the determinant factors for the orgdilmraompensation systém
> Employees have to have objectives and goal to ratking his earning from the plant.
Employees shall contribute to achieve plant’s dbjes and goal, productivity in profitability.
Hence, management of MOHA Soft Drink Company hagetsign and organize its policies in

away both assisting each other in give and takeoagp.

37



Chapter four
4.1 SUMMARY, CONCLUSION AND RECOMMENDATION.

4.1.1. Summary

The researcher attempts to summarize thenfgsdihat have been assessed during the

process of conducting the research activity. Asrédsearcher try to sort out the main factor that

have an impact of compensation on employees’ ptodiycand commitment under chapter

three.

>

Most of MOHA soft drink company employees said thia¢ company does not provide
adequate compensation for employees.

Majority of employees are not satisfied by the pemsation system.

Most of MOHA soft drink company employees belieliattcompensation system
increase employees willingness to fulfill their igstand responsibilities.

Majority of the company employees have a problemrofiuctivity due to lack good of
compensation.

Majority of the company employees have a problemaafd administration and
availability of human resource management

Employee’s payment and meeting their need is d&e&tpr to increase productivity in an
organization. Accordingly, a question has beensiehe top manager of the
organization to elaborate the payment system obtfhanization and working condition.
As the human resource manager replied that théad@ipay system is satisfactory but

need improvement to meet potential employee’sirements.
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Based on the data analysis, interpretatiodsraormation’s conducted from employees

4.1.2.Conclusion.

response the following conclusions forwarded.

>

>

MOHA Soft Drink Company is not providing adequatenpensation for its
employees due to the company compensation strategy.

The strategies that MOHA soft drink company follttmpay higher compensation
more related with experienced employees, this eréegt company gives little
attention to educated employees.

As shown in the study, majority of the respondemésnot satisfied by the company
compensation system. From this we can concludeehgiloyees who cannot be
willingness to fulfill their duties and responsibés.

The strategies that MOHA soft drink company provgdsalary increment for their
employees due to seniority and no focuses giverhtase providing high
contribution for organization productiveness.

The company uses different mechanisms like bondsracentive program to
motivate employees with related to issue of comaeéms. This shows that the
employees in helping to achieve their goal of inomg performance.

MOHA Soft Drink Company has a problem of produityivdue to lack of good
compensation strategies.

MOHA Soft Drink Company does not possess competéidvantage to their
employees as result of lack of company strategy.

There are factors that affect the company saladyveage administration like,

company pay plan.

» Packages of payment systems of satisfying and atotty to employees are not

enough in the company.
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4 1Rcommendation.

Based on this investigation, the researcherdavitke to suggest the following ideas as a

recommendation for the company.

>

The company tries to pay adequate compensatiahéaremployees with related

to their works.

The company should try to give good attention twstheducated employees related
with experienced employees.

The company should keep giving salary incremengéthas seniority, and also
considering the employees who are gives high daution for the organization
productiveness.

The company should increase salary and give sealli@&ance to their employees.
The company tries to give their employees differeoéntive especially for those
who have excellent evaluation.

The company as much as possible minimizes thdgrobf productivity by using
different compensation strategies like, providirgéfit and incentive, promotion
and transfer.

The company should to possess competitive advastége by creating good input
management in the company.

The company should try to check their strategiesaso take appropriate
correction for their employee’s wage and salary iatstration.

The company should increase the compensation ded benefit to satisfy its
employees.

The company should try to increase pay system an#limg condition, like

creating friendly relation ship employees and thgaaization, ascertaining job
security and ensuring organization sustainabittintrease performance and

productivity.
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