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Abstract: Reward management is concerned with the processes of developing, implementing, operating and evaluating
reward policies and practices that recognize and value people according to the efforts and contributions they make towards
achieving organizational, departmental and team goals. Employee satisfaction is the degree to which an employee has positive
emotions towards the work and organization. The objective of the study is to determine the impact of reward management
system on employees’ satisfaction in DebireBirhan University administrative staffs in Ethiopia. The sample size of the study
contained 280 administrative staffs in the different departments’’ of University. Data was collected using structured questionnaire
technique. The data obtained was processed using the statistical package for social science (SPSS) and was analyzed using both
descriptive and inferential statistics. The result discussion indicate that there was a moderate significant positive relationship between
transparency of reward system and Employees satisfaction (r =0.582, p< 0.00), Fair distribution reward system and Employees
satisfaction (r =0.562, p< 0.00). Low significant positive relationship between Equity reward system and employees satisfaction
(r = 0.336, p< 0.00); Consistency and continuity of reward system and Employees satisfaction (r =0.388, p< 0.00). The study
found that reward management system collectively have significant effect on employees satisfaction. The study recommends
that the university reward management system should be transparency, equity, fair distribution and consistency among
administrative staffs in the university. The university should be developing channels of communication for making
transparency and clarity of reward management system to administrative staffs.
Keywords: Equitable Reward, Transparency, Consistency and Continuity Reward System, Employees,
Satisfaction and Administrative Staffs’

1. Introduction
According to Manus and Graham, total reward ‘includes
all types of rewards – indirect as well as direct, and intrinsic
as well as extrinsic’ Total reward strategies are vertically
integrated with business strategies, but they are also
horizontally integrated with other HR strategies to achieve
internal consistency [23].
As Armstrong and Brown emphasize: ‘Resourcing and
reward strategies which are heavily focused on either
recruiting young “dynamic” staff and getting rid of “old”
employees at a fixed retirement date or before; or the
opportunistic poaching of staff with the requisite skills and
experience from competitors [4].

According to Khawaja Jehanzeb et al, the degree of
rewards, motivation and job satisfaction of employees has a
strong relationship in the banking sector of Saudi Arabia
[18]. Decision on the implementation of effective reward
systems aimed at increasing employee satisfaction [27].
Contingent pay is a pay for individuals that is related to
performance, competence, contribution and service provided
by employees which distributes according to equity theories
[27]. Khan et. al, conducted a study on impact of rewards on
employee motivation in Commercial Banks [17]. The study
showed a positive significant relationship between rewards
and employee motivation among the employees‟ of
commercial banks in Pakistan. According to the study
findings, motivated employees are more energetic and
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productive on their work.
1.1. Statement of the Problem
Armstrong argues that when rewards are well managed,
desired commitment are achieved efficiently and effectively
since the employees get a sense of mutual gain [5].
According to Mahlet, unpuplished study, the Tikur
ambessa and Alert hospital reward system (payment,
promotion, reorganization, and benefits), work content and
condition which positive and significance relationship with
employee work motivation/ satisfaction [21]. Michael and
Helen described total reward accountable for all the ways in
which people can be rewarded and obtain satisfaction
through their work [24]. Employee rewards may be looked at
as total reward which refers to the compensation which an
employee receives from an organization for rendering his or
her services [15]. It includes all the financial and nonfinancial benefits that are given by an organization to its
employees. Singh states that rewards management has an
element of behavioral objective that aims to fulfill a need and
motivate employees in order to achieve the goals of an
organization [30].
The connections between rewards, motivation and job
satisfaction of employees are strategically significant to the
success of public and private organizations [29]. According
to Molahosseini et al, behavior of employees in all
organizational levels is affected by the behavior of managers
which is derived from their power to use resources [26].
Therefore, managers can use rewards so as to motivate the
behavior of employees and thereby attain the required
organizational results. Armstrong states, reward management
is based on the principles about what the organization wants
to achieve [5]. Therefore, an organization must align its
reward practices with both the employee needs and the goals
of the business in order to achieve its objectives.
DebreBirhan University implementing deferent reforms at
different time for the purpose of maximizes employees and
organization performance. According to annual reports of
DebreBirhan
University
different
types
reforms
implemented, for instance, Business process reengineering
(BPR) [8] and Balanced Scorecard (BSC) [9]. All of reforms
focused towards how to exploit human capitals to maximize
the organizational performance, but not incorporated reward
management system in right manner. All the doctrine of
reforms implemented by university focused on flow tasks and
improved employees’ and organization performance to
maximize customer satisfaction. But reforms were ignoring
employees’ satisfaction on the reward management system in
the university.
Therefore, it is evident that there is a knowledge gap to be
filled. As a result, the purpose of this study is to fill this gap
by determining the impact of reward management system on
administrative staffs’ satisfaction in DebireBirhan University.
1.2. Hypothesis
The following hypothesis tested in this study

17

H1: There is positive linear relationship between
transparency reward systems of University and employees’
satisfaction.
H2: There is positive linear relationship between
equitability reward system of University and employees’
satisfaction.
H3: There is positive linear association between fair
distribution of reward system and employees’ satisfaction.
H4: There is positive linear relationship between
consistency of reward system and employees’ satisfaction.
H5: transparency reward system has significantly and
positively affects employees’ satisfaction.
H6: Equitability reward system has significantly and
positively effects on employees’ satisfaction.
H7: fair distribution of reward system has significantly and
positively affects employees’ satisfaction.
H8: consistency and continuity reward system has
significantly and positively affects employees’ satisfaction.
The specific objectives of the study are:
1. To determine equitable reward system of the University
and its impact on employees’ satisfaction of
administrative staff.
2. To determine the fair distribution of reward system of
University and its impact on employees’ satisfaction of
administrative staff.
3. To determine the consistency and continuity reward
system of the University and its impact on employees’
satisfaction of administrative staff.
4. To assess the transparency level of reward system of the
University and its impact on employees’ satisfaction of
administrative staff.
1.3. Weaknesses and Strength of Study
This study is not free from weaknesses. As result, the
study failed to incorporate competence of employees,
leadership styles and working environment as a variable to be
investigated under consideration. The study focuses only the
impact of reward management system on employees’
satisfaction and also the study confined merely one university
in the country, Ethiopia.
Apart from the weakness, the study used pilot test for cross
checking validity and reliability of data through scientific
procedure. Besides, the study incorporates reward
management system variable highly influences employees
satisfaction than other variables.

2. Literature Review
2.1. Total Reward Management System
Total reward strategy is a holistic approach aligning with
business strategy and people strategy; it encompasses
everything employees value in their employment relationship
like compensation, benefits, development and the work
environment [16]. Total reward combines the impact of the
two major categories of reward: 1) transactional rewards –
tangible rewards arising from transactions between the
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employer and employees concerning pay and benefits; and 2)
relational rewards – intangible rewards concerned with
learning and development and the work experience.
Worldat Work stated that, total rewards are ‘all of the
employer’s available tools that may be used to attract, retain,
motivate and satisfy employees’ [35]. On other hand,
Thompson, p suggests that: ‘total reward typically encompass
not only traditional, quantifiable elements like salary,
variable pay and benefits, but also more intangible non-cash
elements such as scope to achieve and exercise responsibility,
career opportunities, learning and development, the intrinsic
motivation provided by the work itself and the quality of
working life provided by the organization[32].’
Datta argues that many organizations consider employees
as their main factor in creating organizational value and
competitive advantage. As a result, it is important to maintain
employees, create motivation and increase job productivity
through diverse strategies like rewards [11]. Therefore, it is
necessary for companies to design reward systems based on
employees’ skills and capabilities as well as in accordance
with the organizational goals so as to improve performance
and motivation.
The total reward is the sum of total remuneration and nonfinancial rewards whereas the total remuneration is the sum
of base pay, contingent pay and the value of employee
benefits [24]. Some scholars divided reward in to financial
and non- financial reward. The financial rewards include
rewards strategies such as merit-pay, market-based pay,
profit-related pay, while non-financial rewards focus on the
needs of people for recognition, achievement, responsibility
and personal growth [34].
The reward management system should be designed to
support the achievement of the organization’s strategies; it
should be based on a philosophy of reward which matches
the culture of the organization. As Armstrong and Murlis
emphasis reward helps the process promote motivating,
commitment and engagement of employees. It is working
with people, investing on workers and provided any return
for employees’ contribution [2].
2.1.1. Reward Management and Performance Management
According to Molahosseini et al, reward management
systems should be designed in a way that ensures maximum
benefits for an organization. This requires rewards to be
designed in a way that leads to effective organizational
performance [26].
The Michael & Helen described that, reward management
is
development,
implementation,
maintenance,
communication and evaluation of reward employees. It
works on reward to allocate fairly the salary and benefits as
per the employees contribution [2]. Michael and Helen
illustrate, the effective performance management is a
powerful means of providing total reward [24]. According to
Dalvi and Ebrahimi, a well-designed reward system creates a
sense of belonging among employees in an organization. It
enhances employee growth and development, and increases
employee self-esteem and this leads to healthier

organizations [10].
According to Michael and Helen, there are two basic
reward philosophy; they are entitlement oriented philosophy
and performance-oriented philosophy [24]. Entitlement
Orientation philosophy is the traditional organization
increases the salary and other benefits based on the years of
service of employees. Performance Orientation philosophy is
followed, no one is guaranteed compensation just for adding
another year to organizational service. Instead, pay and
incentives are based on performance differences among
employees.
2.1.2. Reward System
Stephen and Geoff determined reward system in terms of
‘employee reward’ and ‘reward management’. The employee
reward is re-categorized into extrinsic, tangible or
transactional reward for undertaking work in employment
which concrete on response or award for the employees’
performance [31].
Extrinsic reward help to fulfill the human being related to
biological and physical needs like food, shelter, cloth and
others award from work what employees accomplished. The
other employee reward is intrinsic reward which derived
from work and employment which encourages employees to
motivation and satisfaction on their responsibility and
position work. Intrinsic reward more psychological
satisfaction related self-esteem, self-actualization and
recognition of employees that gained from work itself rather
than money and others remuneration. The reward system is
approaches to achieving the aims of reward management; it
consists of reward strategies, reward policies, practices,
processes and procedures that will further help the
achievement of its company objectives. [24].
2.1.3. Reward Strategy
Reward strategy clarifies what the organization wants to
do in the longer term to develop and implement reward
policies, practices and processes that will further the
achievement of its business [2]. It is a declaration of intent,
which establishes priorities for developing and acting on
reward plan that, can be aligned to business and human
resource strategies and to the needs of people in the
organization. According to Armstrong, reward management
is concerned with the processes of developing, implementing,
operating and evaluating reward policies and practices that
recognize and value people according to the efforts and
contributions they make towards achieving organizational,
departmental and team goals [5]. Therefore, reward
management should serves as a means of motivating
employees. In other words as Armstrong and Murlis defined,
the reward strategy is ‘the process of looking ahead at what
an organization needs to do about its reward policies and
practices in the middle or relatively distant future [3].’
Reward strategy is ‘the direction in which reward
management innovations and developments to support the
business strategy, how they should be integrated, the priority
that should be given to initiatives and the pace at which they
should be implemented’.
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2.1.4. Reward Policy and Practices
Reward policy established based on job evaluation which
is the formal processes by which the relative worth of various
jobs in organization is determined for pay purposes (Glueck,
1978). Furthermore, reward policies should take into account
organizational goals, values [3].
Michael Armstrong mentioned that, the reward
management practices operate in accordance with the
principles of distributive and natural justice function like
aligned to the business strategy, competitiveness,
compliance, flexible and fit the context and culture of the
organization[24]. The Michael & Helen illustrated, the
reward processes is powerful media for conveying messages
to employees about the organization’s values and the
contribution they are expected to make in upho
lding those values and achieving the organization’s goals
[24].
2.1.5. Communication and Transparency of Reward System
Michael and Helen stated the reward transparency the right
things to convey the right message about what is important in
terms of expected behaviors and outcomes [24]. According to
Boxall and Purcell, Employee voice is the term increasingly
used to cover a whole variety of processes and structures
which enable and sometimes empower employees directly
and indirectly to contribute to the decision making in the firm
[6]. Concept of the ‘democratic enterprise’ focuses on the
quality of openness during communication between the
individual and his or her boss’ as well as the involvement the
individual feels in the everyday working of the organization
founds that reward practice satisfied full transparency of
awards, communication availability of reward, the criteria to
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be satisfied and the identification of the award recipients [13,
14].
2.2. Employees Satisfaction Concepts
Armstrong observes that employees are satisfied with their
jobs in organizations that provide competitive rewards and
this makes them to want to stay in the same organizations
thereby leading to high levels of employee retention [5].
Collins defined employee satisfaction as the degree to
which an employee has positive emotions towards the work
and organization [7]. Employee’s satisfaction is vital for their
well-being and organizational effectiveness. Job satisfaction
is further premised to encourage employees to be committed
and stead fast to the organizations where they work and
belong [22].
The Valuably of Reward System in Employees
Satisfaction.
According to Thorpe and Homan, one of the most
fundamental debates in the field of rewards management,
concerns the extent to which employees are motivated and
satisfied by money [33]. At that point there are extensive
views about whether or not money is a motivator and can
influence the levels of employees’ satisfaction. Andualem
findings imply no correlation between reward packages and
employee satisfaction [1].
Money is important to people because it is instrumental in
satisfying a number of their most pressing needs. It is
significant not only because of what they can buy with it but
also as a highly tangible method of recognizing their worth,
thus improving their self-esteem and gaining the esteem of
others [24].

Figure 1. Conceptual Framework and Model: Reward System on Employee Satisfaction.

3. Methodology
A research design can be regarded as an arrangement of
conditions for collection and analysis of data in a manner that
aims to combine relevance with the research purpose. It is the
conceptual structure with in which research is conducted. It
constitutes the blue print for collection, measurement and

analysis of data [19]. And descriptive survey research design
and quantitative research approach were employed in this study.
To test hypotheses correlation and regression analysis; a
quantitative correlation and regression type of analysis are
one part of a descriptive type of research design. According
to Kothari correlation study tries to study a problem so as to
explain the relationship between variables [19]. The study
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was cross sectional survey study. Cross sectional survey is a
type of observational study that involves the analysis of data
collected from a population, or a representative subset. It
involved collection of primary data at specific point in time.
This is opposed to longitudinal study which involves
collection of primary data over a long period of time.
The target population for the study encompassed all
administrative staffs’ from the DebireBirhan University
within the Ethiopian County. The sample size of employees
that were studied was determined by the use of the formula
[19]. The study used simple random sampling to select
respondents from each department. From the 1025
administration staffs’ 280 respondents selected with simple
random sampling from list of administrative department in

the University.
The formula used to calculate sample size is shown below.
n = Z2*P*Q*N
e2 (N – 1) + Z2* P*Q
Where,
p = sample proportion, q = 1 – p;
Z = normal reduced variable at 0.05 level of significance z
is 1.96
N = size of population which is the number of Employees
n = size of sample.
Source; Kothari. C 2004

Table 1. Proportional, distribute the administrative Staffs per department.
No.
1
2
3
4
5
6
7
8
9
10
11
12
13

Department
Purchasing and procurement department
Human resource management department
Finance department
Compound service department
Student service department
Library service department
Distance and continuing education department
Research and publication department
Printing and publication department
Colleges officers and secretary administrative
President office
Academic vice president office
Lab assistance
Total

Population
89
19
23
64
180
203
29
47
23
102
74
12
160
1025

Sample selected
24
5
7
18
49
56
8
13
6
27
20
3
44
280

Source: Own survey, 2018.

Validation and Reliability
Validity measures the ability of the research instruments to
measure what it is intended. To ensure face and content
validity was achieved, thorough literature review was done in
order to develop the questionnaire items so as to ensure that
it tapped all the study variables. For further refine the
accuracy of the instrument, the questionnaires were evaluated
and edited by research experts and human resource
management professionals.
According to Mugenda reliability of an instrument is the
degree of consistency with which it measures a variable.
Reliability measure the degree of repeated the same result
obtained from data collecting questionnaire in different time
[7]. In this study, to ensure reliability of the instrument, the
questionnaires were pilot tested amongst the administrative
staffs of DebireBirhan University to ensure that the
questionnaire items were understandable and free of
ambiguity. Reliability coefficient (alpha value) of more than

0.7 is assumed to be reliable. Reliability assessments using
Cronbach alpha coefficient has exceeded ‘0.798’ for all
variables in this study. The hypotheses test were accepted at
99% and rejected at 95% confidence level, it was ensured the
internal reliability.

4. Results and Discussion
The Correlation Coefficient between Employees’
Satisfaction and Each Four Feature of Reward System
The correlation coefficients represent the relationship
between two or more variable. The correlation coefficient (R)
indicates degree of relationship between two variables; if R=
-1, the two variables are perfectly negatively correlated; if R=
(-1, -0.3), negatively correlated; if R= (-0.3, 0.3), no
correlation; if R= (1, 0.3), positively correlated and if R=1,
perfectly positively correlated.

Table 2. The Correlation Coefficient between Employees’ Satisfaction and Each Four Feature of Reward System.

Employees
satisfaction

Pearson Correlation
Sig. (2-tailed)
N

Source: Own survey, 2018.

Transparency of
reward system

Equity reward
system

Fair distribution
reward system

.582**
.000
280

.336**
.000
280

.562**
.000
280

Consistency and
continuity of reward
system
0.388**
.000
280
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Ho: there is positive linear relationship between
transparency of reward systems and employees’ satisfaction.
H1: different from Ho, that is H1≠ Ho.
From the above output of SPSS Table 2there is Positive
relationship coefficient between transparency of reward
system and employees’ satisfaction (r= 0.582**) and a
statistically significant (p< 0.01). linear relationship between
these two variables such that the high transparency rewards
system reflects more employees’ satisfaction. So, the null
hypothesis is accepted.
Hypothesis .2:
Ho: there is positive linear relationship equitability reward
system and employees’ satisfaction.
H1: different from Ho, that is H1≠ Ho.
There is a positive relationship coefficient between
equitability reward system of the University and employees’
satisfaction (r= 0.336) and statistically significant (p< 0.01).
Linear relationship between these two variables such that as
the equity reward system of the University improved the
employees’ satisfaction. Therefore, the null hypothesis is
accepted.
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Hypothesis 3:
Ho: There is positive linear relationship between fair
distribution of reward system and employees’ satisfaction.
H1: Different from Ho, that is H1≠ Ho.
There is a Positive correlation coefficient among fair
distribution reward system and employees’ satisfaction (r=
0.562) and a statistically significant (p< 0.01). Linear
relationship between these two variables such that as the fair
distribution reward system of the University improved the
employees’ satisfaction. As a result, the null hypothesis is
accepted.
Hypothesis.4:
Ho: There is positive linear relationship between
consistency of reward system and Employees’ satisfaction.
H1: Different from Ho, that is H1≠ Ho.
There is positive correlation coefficient between consistency
& continuity reward system and employees’ satisfaction (r=
0.388) and a statistically significant (p< 0.01). linear
relationships between these two variables such that as the
consistency reward system increase the employees’
satisfaction. Hence, the null hypothesis is accepted.

Table 3. Coefficient of Determination of Multiple Regressions Analyses.
Model Summary
Model
1

R
.678a

R Square
.459

Adjusted R Square
.451

a. Predictors: (Constant), Consistency and continuity of
reward system, Equity reward system, Fair distribution
reward system, Transparency of reward system
The above table 3 shows the amount of variation in the
dependent variable – employee satisfaction that is accounted for
by the optimal linear combination of the entire set of
independent variables Transparency of Reward System, Equity
Reward, Fair Distribution of Reward System, Consistency &
continuity of Reward System are expressed by R square which
is 0.459, and adjusted R square is 0.451. This indicates the
regression, expressed through the adjusted R square is
statistically significant where the percentage of variation in
employee satisfaction explained by the four variables accounts
for 45.1%, and other unexplored variables may explain the
variation in employee satisfaction which accounts for 54.9%.
In order to determine the extent to which the explanatory
variables explain the variance in the explained variable,
multiple regression analysis was performed. Regression is a
measure of association between two quantitative variables or
two sets of variables.
Multicollinearity Test:in multiple regression analysis,

Std. Error of the Estimate
.38505

multicollinearity refers to the correlation among the independent
variables. The Variance Inflation Factor (VIF) and Tolerance of
Independent variables are utilized to confirm that whether there
was or no multicollinarity in the model. In table.3 values of VIF
and tolerance of all independent variables are given. As the
values of VIF for each independent variable is less than cut point
5 (in this case the maximum is 1.926) and tolerance value of
each independent variable is greater than cut point 0.2 (the
minimum in this case is 0.519), so this confirm that there is no
evidence of occurrence of multi -colinarity in the regression
estimates.
Level of employee Satisfaction =β0 + β1 (Transparency of
Reward System) + β2 (Equity Reward) + β3 (Fair
Distribution of Reward System) + β4 (Consistency &
continuity of Reward System).
ESB = β0 + β1 TR + β2 ER + β3 FDR + β4 CR
Where: β0, β1, β2, β3 and β4are coefficients of a
regression model; ES is dependant variable, and TRB, ERB,
FRB & CRB are independent variables.

Table 4. Results of Regression Analyses: Predictor Variables on overall Employee Satisfaction.
Model
(Constant)
Transparency of reward system
Equity reward system
Fair distribution reward system
Consistency and continuity of reward
system

Unstandardized Coefficients
B
Std. Error
.700
.200
.226
.064
.164
.059
.307
.060

Standardized Coefficients
Beta

.133

.043

Collinearity Statistics
Tolerance
VIF

T

Sig.

.228
.152
.319

3.494
3.539
2.786
5.080

.001
.000
.006
.000

.519
.729
.548

1.926
1.373
1.824

.162

3.088

.002

.784

1.275
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ESB = 0.700 + 0.226 TRB + 0.164 ERB + 0.307 FRB +
0.133 CRB + error
Transparency, equity, fair distribution and consistency of
reward system have positive effect on the employees’
satisfaction.
The estimated coefficient transparency of reward system is
0.226. Other variables constant, transparency of reward
system of the University influence within 22.6% on
employees’ satisfaction.
The estimated coefficient of equitability reward system of
the University is 0.164. Other variables constant, equitability
reward system of the University influence within 16.4% on
employees’ satisfaction.
The estimated coefficient of fair distribution reward
system is 0.307. Other variables constant, fair distribution
reward system of the University influence within 30.7% on
employees’ satisfaction.
The estimated coefficient of consistency and continuity of
reward system is 0.133. Other variables constant, consistency
and continuity reward system of the University influence
within 13.3% on employees’ satisfaction.
Tests of Regression coefficients
To test whether each of the coefficients is significant or
not, the hypotheses are as follows:
If │tcal│>p-value, accept the null hypothesis and reject the
alternative hypothesis.
The constant term (intercept) is significant. Since Sig. >
0.05, so it is important variable!
H5: Transparency Reward system has significantly and
positively affects employees’ satisfaction.
Ho: β1 ≠0,
H1: β1=0
Decision: the test statistic of transparency of reward
system │tcal│=3.539 >p-value=0.00. Hence, accepts the null
hypothesis and reject alternative hypotheses. This implies
that transparency of reward system has significantly effects
on employees’ satisfaction of DebireBirhan University at the
1% level of significance.
H6: Equitability reward system of the University has
significantly and positively affects employees’ satisfaction.
Ho: β1 ≠0,
H1: β1=0
Decision: the test statistic of equitability reward system of
the University│tcal│=2.786 >p-value=0.00. So, accept the
null hypothesis and reject alternative hypotheses. This
implies that equitability reward system of the University has
significantly affects on employees’ satisfaction of
DebireBirhan University at the 1% level of significance.
H7: Reward system fair distributing of reward system has
significantly and positively affects employees’ satisfaction.
Ho: β1 ≠0,
H1: β1=0
Decision: the test statistic of fair distributing of reward
system │tcal│=5.08 >p-value=0.00. Therefore, accept the null
hypothesis and reject alternative hypotheses. This implies
that fair distributing of reward system has significantly effects

on employees’ satisfaction of DebireBirhan University at the
1% level of significance
H8: Consistent & Continuity Reward System will have
significantly and positively affects employees’ satisfaction.
Ho: β1 ≠0,
H1: β1=0
The test statistic of consistent & continuity reward system
│tcal│=3.088 >p-value=0.00. As a result, accept the null
hypothesis and reject alternative hypotheses. This implies
that consistent &continuity reward system has significantly
effects on employees’ satisfaction of DebireBirhan
University at the 1% level of significance.

5. Conclusion
This study investigated the effect of rewards management
system on employees’ satisfaction. The study found that
transparency, equity, fair distribution and consistency of
reward system have positive effect on the employees’
satisfaction. Inference statistics of the research findings show
that DebireBirhan University has limitation on transparency,
equity, fair distribution and consistency of reward system to
administrative staffs. Lack of transparency, equity, fair
distribution and consistency of reward system are source of
dissatisfaction and grievance employees. Dissatisfaction
employees are not productive. So, total reward management
system affects organizational performance. The study was
cross-sectional which means that the data was collected at
one point in time. This means that the study was unable to
capture the long-term effect of rewards management systems
on employees’ satisfaction.
The following recommendations are suggested: The
University reward management system should be
transparency, equity, fair distribution and consistency among
administrative staffs in the university. The top management
of the University should be used research finding on area of
reward management system and suggestion of human
resource management specialists as input to develop of
reward packages to administrative staffs in University. The
University should be developing channels of communication
for making transparency and clarity of reward management
system to administrative staffs. Top management of
University formulation and implementation of reward
management system should be done in order to enhance
employees’ satisfaction align with the performance of
employees.
University should be examine employees’ satisfaction
level on reward management system, and provide appropriate
reward benefit package to employees accordingly their
contribution to university performance. This study
recommends that top University management must fully
appreciate whether or not total rewards management practice
influence employee satisfaction. The study findings can be
advantageous to human resource specialists who are required
to recognize the role of total rewards management on
employees’ satisfaction. Furthermore, the decision making
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organs of University ought to consider implementing the
findings of this study because it may assist them in
determining the appropriateness of various elements of total
rewards management system to enhancing employees’
satisfaction and organizational performance. Finally, the
results of the study add knowledge to the existing literature
and therefore act as a vehicle for future studies aimed at
investigating issues related to total reward management
system and employees satisfaction.
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