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Abstract 

 

The objective of the research is to analyze the salary policies established in the 

management of public higher education institutions. This makes it possible to 

evaluate the criteria and principles for defining the remuneration of university 

teachers, for job satisfaction. The research had a non-experimental, cross-sectional, 

descriptive design, in which a questionnaire was made up of 41 items, applied to 6 

human resources managers and payroll managers of public universities. The results 

showed that the institutions do not take into account factors of incidence such as 

salary standards or stimulation of performance and human talent, for the 

remuneration and benefits of university personnel. 
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Introduction 
 

The teaching work in higher education institutions (HEI) is essential in a 

competitive environment such as the university, so it must be adequately 

remunerated to meet the needs of teachers, attract new trained personnel and 

maintain the quality of education in the institution. A pleased and motivated 

academic staff provides an increase in national, international and institutional 

reputation, and improves the level of student learning [1]. This forces the IES to  
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apply retention processes that allow maintaining the level of university quality, 

where the teacher is motivated with a salary that facilitates financial sustainability 

and provides opportunities for studies that increase their academic skills [2]. 

These conditions vary in public HEIs, because they depend on state budgetary 

subsidies, which are allocated to complete higher education levels of students, staff 

salaries and maintenance of equipment and facilities, and its proportion is 

determined by: the number of undergraduate and doctoral students, the number of 

teaching and research staff, research grants obtained, licenses to award doctorates 

and higher, and exchanges of foreign students [3]. Considering the described thing, 

the allocation of the subsidy to each sector of the university must be done in a 

proportional way, mainly in the remuneration of the teaching staff, because the 

human resource is an indicator of development and quality in the institutions [4]. 

This stipend is defined according to salary policies stipulated in the management of 

the HEIs, where the criteria for the administration of the remuneration of the 

academic staff are stated. 

A wage policy is a mechanism that allows defining a base or minimum wage of the 

proletariat and modifying it with respect to variables such as inflation, labor 

productivity or average wage percentage per hour [5]. Likewise, specific attributes 

that affect the salary are taken into account, according to the culture or customs, 

such as gender, marital status, education, occupation and place of residence, where 

the schooling indicator is the most influential [6]. However, the effectiveness of 

teachers in the classroom or the amount of income generated, are not considered 

determining elements in this indicator [7]. 

Considering the above, the objective of the research is to analyze the salary policies 

of public higher education institutions, in order to determine the state of satisfaction 

of teachers, with respect to the criteria for defining the remuneration of university 

academic staff. 

 

Methodology 
 

The research was of a quantitative type with non-experimental, cross-sectional and 

descriptive design. Not experimental because the study variables were not 

intentionally manipulated, only their natural behavior was observed [8]. Cross-

sectional because the data were obtained at a specific time in which they developed 

the events of the variables [9]. And descriptive since it explains the behavior of the 

variable studied while observing its execution [10]. 

 

Population and sample 

 

The Human Resources Directors and Payroll Managers of the six (6) National 

Autonomous Public Universities of Venezuela were considered as key informants, 

as shown below: Central University of Venezuela (UCV), University of Carabobo 

(UC), University of the Andes (ULA), University of the East (UDO), 

Centroccidental University Lisandro Alvarado (UCLA) and the University of Zulia 

(LUZ). Each institution had 1 director of human resources and 1 head of payroll,  
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which totaled twelve (12) people. As a sample, the entire population was selected 

because it could be accessed to apply the collection instruments. 

 

Data collection instruments 

 

The documentary review was applied to identify the variables, dimensions and 

indicators necessary in the definition of the research objective, as can be seen in 

Table 1. 

 

Table 1. Variables, dimensions and indicators considered for the study 

 
Variable Dimension Indicator Definitions 

Wage 

policies 

Criteria for 

effectiveness 

Adequacy It is the guarantee of a dignified life linked to the satisfaction of basic 

needs, housing and transportation. 

Effectiveness in 

terms of costs 

It is the payment plan of the university staff that the organization 

complies with following the guidelines issued by the financing State. 

Security The remuneration must be sufficient to provide confidence and 

security of work stability to the staff and satisfy their basic needs. 

Incentive or 

motivation 

It is the degree of satisfaction that the staff perceives regarding the 

distribution and salary allocation. 

Acceptability It is the understanding of the payment system that the staff of the 

Venezuelan public universities will earn for their work, 

corresponding both to their salary and to the benefits they receive by 

being part of them. 

External 

conditioning 

factors 

Work market These are the relationships that are established between those who 

offer work and the applicants of these, where benefit packages 

converge that may or may not exceed the expectations of those who 

choose to obtain a vacancy. 

Influence of the 

State 

It is exercised in two ways at the salary level. A direct one, based on 

labor regulations and that contemplates the minimum wage, and 

other indirect one, referred to the negotiation with the public sector, 

which gradually affects other sectors. 

Pressure from 

unions or guilds 

It is the force incidence of the personnel in a greater volume of 

wages, whose capacity can be measured in function of the number of 

workers that integrate it or the financial force of their capacity to 

strike. 

Technological 

changes 

It is the influence in the salary scale by the incorporation of 

technologies in the functions of the employee, having the possibility 

of affecting the salary process in aspects such as updating data, 

estimating costs, benefits or payments on time, among others. 

Image of the 

Organization 

It is the impression that the staff has about a university, which can 

overcome the attraction for the remuneration that can be perceived. 

Influential 

elements 

Legal These are regulations established by the State, based on the country's 

labor legislation and homologation regulations as a way to recover 

or maintain the purchasing power of the personnel according to the 

inflation figures. 

Economic They are directly linked to the resources that the State invests in 

university education; that is, it is related to the financial planning that 

is dedicated to this sector. 

Political Are the ordinances issued by the government policy that is at the 

forefront of the financial regulation of public organizations, based on 

the market situation and expectations. 

Social It is the unit referred to the level of life and the employment rate of 

those who work under the expectation of satisfying their basic needs. 

 



828                                                                    Edwin Enrique Pérez Gutierrez et al. 

 

 

On the other hand, the data collection technique was selected Survey through the 

implementation of the collection instrument Questionnaire consisting of 41 items. 

This contained a scale with five (5) Likert-scale response options: Always (S), 

Almost Always (CS), Sometimes (AV), Almost Never (CN) and Never (N). For the 

analysis of the answers, a score was assigned to each response option that oscillates 

between five (5) and one (1), corresponding to the option Always the value 5 and a 

Never 1. 

 

Validity of the Instrument 

A review of the instrument was applied to determine if it is admissible for the 

purpose of the research, for which the Expert judgment technique was applied, 

applied to five (5) experts who examined the pertinence of the constituent items of 

the questionnaire with the variable dimensions and indicators established for 

research. This resulted in the approval of the collection instrument for its 

application in the sample selected in the study. 

 

Reliability of the instrument 

A pilot test was conducted in four (4) people who were part of the staff of university 

institutions in the country and with similar characteristics to the sample. The results 

obtained were evaluated by the Cronbach's Alpha coefficient. To evaluate the result 

of the coefficient, a scale with the ranges required to determine the reliability of the 

collection instrument was made, as evidenced in Table 2. 

 

Table 2. Range of ranges to interpret the reliability coefficient 
Range Magnitude 

0.81 a 1.00 Very High 

0.61 a 0.80 High 

0.41 a 0.60 Half 

0.21 a 0.40 Low 

0.01 a 0.20 Very low 

 

The values corresponding to the variables of the Formula were replaced according 

to the information in the questionnaire, which resulted in a coefficient of 0.9180, 

which, evaluated in the scale, has a very high reliability. 

 

Analysis and Interpretation Procedure 

We proceeded to analyze the results obtained from the questionnaires applied to the 

human resources directors and the payroll managers selected in the sample, by 

applying the statistical package PASW Statistics 18, with which the descriptive 

statistics was selected to establish the behavior of the variable, dimensions and 

corresponding indicators. The results were grouped into frequency distributions and 

tabulated in tables, in order to establish measures of central tendency and interpret 

the values obtained for each variable studied. Taking into account the above, a scale 

was made where ranges were established regarding the response alternatives, to 

give an interpretation to the results of the averages of the variable studied, this is 

shown in Table 3. 



Wage policies in the management of public higher education                                      829 

 

 

Table 3: Mean Interpretation Scale 
Alternative Range Interpretation 

Never 1.00 – 1.80 Absent 

Almost never 1.81 – 2.60 Little present 

Sometimes 2.61 – 3.40 Medically present 

Almost always 3.41 – 4.20 Present 

Always 4.21 – 5.00 Very present 

 

Results 
 

The Wage Policies variable was analyzed according to the responses obtained from 

the questionnaires applied to the sample, by grouping the information regarding 

indicators and dimensions, as shown in Table 4. 

 

Table 4. Analysis of the dimensions 

 
Indicators Average Interpretation General Average Interpretation 

Dimension: Criteria for effectiveness 

Adequacy 1.61 Absent 

2.33 Little present 

Effectiveness in terms of costs 3.94 Present 

Security 2.67 Medically present 

Incentive or motivation 1.94 Little present 

Acceptability 1.47 Absent 

Dimension: External conditioning factors 

Work market 2.78 Medically present 

3.41 Present 

Influence of the State 4.56 Very present 

Pressure from unions or guilds 4.17 Present 

Technological changes 2.22 Little present 

Image of the Organization 3.33 Medically present 

Dimension: Influential elements 

Legal 3.31 Medically present 

3.10 Medically present 
Economic 4.64 Very present 

Political 2.81 Medically present 

Social 1.67 Absent 

Resume 2.95 Medically present 

 

Dimension: Criteria for effectiveness 

According to the Adequacy indicator, the results show that no income is offered 

that is relevant to the minimum standards established by the government and does 

not provide rewards that meet the basic needs of university staff. Regarding the 

Effectiveness in terms of costs, it was indicated that it is Present in higher public 

education institutions, which implies that these institutions comply with the 

personnel payment plan according to the model issued by the State and provide 

dependence on the reception of this financing on time, to adequately comply with 

the salary payment of the university community. Regarding the Security indicator, 

the calculated average shows that there is little satisfaction in the university works 

regarding the remuneration of their work, which reflects a low confidence or 

security for job stability and personal satisfaction. 

On the other hand, the Incentive or motivation indicator was perceived as Little 

present in the management of public higher education institutions, which indicates  
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that there is little wage stimulation for the staff, based on performance and talent. 

Finally, Acceptability was absent in these institutions, because the respondents 

stated that they do not fully understand the payment system that is used, due to the 

information that is transmitted between the businesses carried out by government 

entities and the representatives of teachers. 

Taking into account the above, the evaluation of the Criterion dimension of 

effectiveness made it possible to point out that no adequate buses have been defined 

to make decisions concerning wage policies and be consistent with the guarantee of 

equity required by staff and institutions. In this regard, in [11] it is pointed out that 

there are factors that affect wage inequality and recommend a training subsidy 

policy, which allows the organization to obtain more qualified labor, which gives 

workers greater salary and higher income for the company. 

 

Dimension: External conditioning factors 

 

In the indicator Work market, its medically presentation in institutions was shown, 

indicating that the relationships established under this framework do not provide 

the satisfaction of candidates for a job, because they do not provide the correct 

benefits according to the categorization of dedication and hierarchy of charges. 

Regarding the Influence of the State indicator, its average denotes the financial 

dependence of public universities on the State's fees, which are governed by labor 

regulations approved by the State. For its part, the Pressure from unions or guilds 

was considered Present in this type of institutions, which indicates the compliance 

of the unions of workers of the institutions on wage demands. 

In reference to the Technological changes, it can be assumed according to their 

average that the technology has little influence on the corresponding payment date, 

data update processes and salary estimation. Regarding the indicator Image of the 

organization, it was categorized as Medically present, indicates that they offer 

compensations for dissatisfaction or dissatisfaction in the salary scale to those who 

aspire to a position in the institution. 

 

Dimension: Influential elements 

 

According to the results, the Legal Indicator had a medical presentation in the 

institution, which indicates that the regulatory framework of the laws established 

for the state wage policies and homologation regulations are ways of recovering or 

maintaining purchasing power considering the inflation. Regarding the Economic 

indicator, its average allowed to point out that wage policies are influenced by the 

financial planning of the resources that the State provides to the institution, in 

accordance with the availability of its financial resources. 

Regarding the Political Indicators, it is observed that the respondents found it 

medically present, indicates that internal incentive policies are not always applied 

according to the guidelines of the State and the governmental ordinances are not 

coupled with the market situation. In relation to the Social indicator, it was 

evaluated as absent according to the answers of the questionnaire, which shows  
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that the university personnel are not pleased with the salary income they receive 

and do not have salary benefits that allow a competitive advantage in the labor 

market. 

When generalizing, it is obtained that the Influential Elements dimension is 

medically present in salary policies. The results show that the most influential 

element in these policies is the economic one, due to the financial dependence of 

public higher education institutions in the State. While the legal and political 

elements have little impact and the social part is Absent in the management of wage 

policies, despite there are development plans and benefits for the population offered 

by the State and does not reach the staff of public universities. In contrast, referring 

to Social skills, in [12] it is indicated that workers consider interpersonal and 

communication skills, teamwork and problem solving as influential in salary. 

 

Resume 

The above shows that salary policies have a medically present in the management 

of public higher education, which denotes that the institution does not take into 

account factors of incidence such as salary standards or stimulation of performance 

and human talent, for the remuneration and benefits of academic personnel. 

However, they are conditioned by external factors such as: work market, influence 

of the state, pressure from unions or guilds, technological changes and image of the 

organization.  
 

Conclusions 
 

The conclusions derived from the results of the research are presented: I) the 

managers take into account the pertinence of the position that the university 

personnel exercises to assign the salary. II) Workers in public higher education 

institutions do not consider the reasonable salary system to support basic needs. III) 

Institutions do not take into account the needs and expectations of employees in 

salary policies, which leads to a standard or lower performance of employees. IV) 

The managers of public HEIs do not consider social skills as influential in 

determining the salary of teaching staff. V) Public HEIs do not apply incentive 

policies based on State guidelines and do not link government ordinances with the 

market situation 
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