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ABSTRACT
The study attempted to examine the influence of compensation management on the performance of the employee as well as the overall efficiency of the organization. Relevant literatures were reviewed to highlight the subject matter. Breweries was selected for testing in the study selected representative comprising of staff and management formed the sample size examined. The simple random sampling techniques were used. The questionnaire was used to collect data. 75 questionnaires were properly answered and returned from the initials 100 questionnaires. And respondents responses were presented in frequency tables and simple percentages was used for demographic data, while the chi – square (X2) method of data analysis was employed for hypothesis testing. The growing emphasis on employee engagement as critical to organizational performance means that the concept of total reward is exerting more and influence on reward strategy.
Reward management however, is concerned with the formulation and implementation of strategies and policies that aim to reward people fairly, equitably and consistently in accordance with their value to the organization. It deals with the design, implementation and maintenance of reward process and practices that are geared to the improvement of organizational, team and individual performance.
Consequently, it was proffered that compensation should be goal driven for instance, Pz Cussons should place more emphasis on financial reward, this will aid workers to evaluate his performance towards the organization, thereby promoting organizational performance and profitability.






            CHAPTER ONE
INTRODUCTION

1.1 	Background to The Study
The compensation of employees at all level has become one of the major functions of human resource management. It is one of the most important, complex and problematic issues in managing human resources in any organization. Every business enterprise that wants to gain competitive advantage over its competitors must attract the services of high-quality employees. According to M.C Faraland (2019) ‘Man is a rational animal covered with maximizing his economic gains’. He continuously put forth effort to satisfy his personal needs ranging from physiological needs to self-actualization. 
Maslow states that it is the way to desire to satisfy the needs that motivate workers into higher performances and productivity, they strive to increase their output and efficiency in order to acquire the means for satisfying these needs. 
Mutter & Donald (2021) describes remuneration as payment system based on effort, performance and productivity in essence; remuneration refers to salary or wages and the allowanced and financial benefits payable to employee, either in cash or kind in return for his service. In a nutshell remuneration is the price of labour. Essentially, employees work to produce reward for their performances. Thus, the exchange of labour for financial reward is the heart of the compensation process. However, formal compensation can be offered using three types of reward namely;
 Pay, Incentives and Benefits.
Compensation management is an integral part of management. Compensation management is a systematic approach to providing monetary values to employees in exchange for work performed. It may achieve several purchases assisting in recruitment, job performance and job satisfaction. It is an organized practice that involves balancing the work employee relation by providing monetary and non-monetary benefits to employees. It is a tool used by management for a variety of purpose to further the existence and growth of the company. It may be attuned according to economic scenario, the business needs goals and available resources. 
Compensation management contributes to the overall success of the organizations in several ways. To be effective, the managers must appreciate the value of competitive pay, to maintain and retain quality employees while recognizing the need to manage pay roll costs. 
There are two different types of compensation management:
DIRECT COMPENSATION is typically comprised of salary payment and health benefit. The creation of salary ranges and pay scales for different positions within the company are the central responsibility of compensation management staff. Effective compensation plan are routinely compared with other firms in the same industry or against published bench marks. Although some jobs are unique within a specific firm, the vast majority of positions can be compared to similar jobs in other firms or industries. Thus, direct compensation that is in line with industry standard provides employees with the assurance of fair compensation. This helps the employer avoid the costly loss of trained staff to a competitor. 
INDIRECT COMPENSATION focuses on the personal motivations of each person to work. Although salary is important, people are most productive in jobs where they share the company’s values and priorities. Common types of indirect compensation include free staff development courses, subsidized day care, opportunity for promotion or transfer within the company. Public recognition, ability to effect change in the work place and service to others.
An effective compensation package has a combination of direct and indirect compensation. Compensation management programs often include salary range for each position, with incremental increases and annual reviews. During these review sessions, both type of compensation management are addressed and presented to the employee as part of the total package.
Compensation is the combination of monetary and other benefits provided to an employee in return for their time and skill. 
The field of compensation management provides management with the ideal combination of different remuneration types. The purpose of these types of program is to retain and motivate good employees 
1.2. Statement Of Problem
The growing emphasis on employee engagement as critical to organizational performances means that the concept of total reward is exerting more and influence on reward strategy. Pressures have identified for organizations to recruit and retain talent in an environment where diverse and mobile employee are often more demanding and assertive about what they want from an employer will increase this influence.
Employees and potential employees have become much more sophisticated “customers” of total reward offerings and more questioning of what they contain. As the rising tide of literature on both sides of the Atlantic makes clear, they want options and a measure of customization to their life and work style decisions. 
One important factor crucial in the effective performance of any organization is that of compensating and motivating employees. A motivated individual therefore is the one is one who perceives a correlation between achievement of his goals and his performance. The challenge of the manager invariably is to establish congruence between personal and organizational goals. For an employee to feel motivated, such worker source of satisfaction should commensurate with organization’s offer and demands. Olumorin (2021).
However, an important organizational characteristic that may influence motivation to perform is the type of system used to compensate employee. Motivation is the act of stimulating someone or oneself to get a desired course of action, to push the right button to get desired reaction. Michael (2019).






1.3. Research Question
i.	Does compensation package reduce employees morale and effect their?
ii.	Does effective renumeration structure aid organization in achieving high level of performance?
iii.	To determine it effective renumeration structure aids organization in achieving high level of performance?

1.4	Objectives of The Study 
The study can be viewed as a contribution to greater understanding of compensation as an instrument that can be employed to increase efficiency and productivity and the value to secure and retain labour service. Other objectives include: - 
1. To identify the particular compensation package that motivates employee to 
higher productivity 
2. To find out the relationship between employee’s reward and their level of performance.
1.5 Research Hypotheses
H01: Poor compensation packages does reduce workers morale and does not affect their productivity adversely. 
H02: Effective remuneration structure does not  aid organization in achieving high level of performance.
Ho3: There is no relationship between employee reward and their level of performance.

1.6	Significance of The Study
The findings of this research are partial and theoretical significance not only with the reference to the members of the work organization studied, but also with regard to the available knowledge about problems of compensation management.
The research also enhances and broadens the knowledge of the management that attained of organization goals is aimed at involving all parties in the organization, the management, the employees and the customers/suppliers. The significant derived from this study will enable the management to realize that poor working condition, lack of promotion, inadequate salary structure e.t.c. will immensely reduce the output of employees. This study is a contribution to the body of knowledge existing. In the field of human resources management especially in wages and salaries, administration because of the approach brought to bear upon the research which may see compensating management in different light from much of the existing literature on compensation of workers in Nigeria. The importance of this study is to see the relationship (if any) between salaries, wages, and other staff motivations and organizational performances.
1.7	Scope of The Study
The study tries to examine compensation management and organizational performance and how employees reward could be linked to efficiency and higher productivity with a particular reference to Breweries. The scope of the research is limited in both depth and coverage, the study concerning the examination of independent variable affecting compensation of employees and organizational performances in breweries. The study will not cover all the variety of products producing in the company because of the problem that may be encountered when administering questionnaires on employees in all the industries all over Nigeria. As such, this study will adhere strictly to breweries Nigeria plc detergent and cleaners producing plants in Nigeria. 
1.9	Definition Of Terms
· Pay: This is a generally rewards as the most important form of compensation because of the role it plays in employees motivation of putting all his effort towards organization productivity. Pay is the basic compensation employee receives usually inform of wages or salary.
· Incentives: These are rewards designed to encourage and reimburse employees for effort beyond normal performance expectations. It includes bonus, commission, profit sharing, plans, piece work, stock option, cost reduction, suggestion plan, production bonus plan e.t.c. incentive pay has the following benefit:
· Motivation: linking pay to performance increase employees motivation to perform i.e superior performance is encouraged and inferior. Performance is discouraged 
· Retention: high performance is more motivated to stay with an organization.
· Productivity: because incentive pays encourage superior performances, an organization’s productivity can be highly improved 
· Organizational goals: it helps to designing individual goals with organizational goals.
· Benefits:  These are rewards available to employees as part of organizational membership. These includes free medical treatment, vocational or leave pay, call back pay, lay off pay, rest period pay, lunch subsidy, accident insurance, disability insurance, scholarship for staff’s children.
According to flippo (2022), increasing management is accepting the idea that group as well as individual can be motivated to work more effectively. Thus most of them embark on employee compensation program which are designed to attract capable employees to the organization, motivates them into superior performances and retain. This service over an extended period of time. Services increase inefficiency and higher productivity is one of the goals of an organization effective, compensation management is a step towards achieving the goals







CHAPTER TWO
LITERATURE REVIEW
2.0   INTRODUCTION
2.1	Concept Of Compensation Management
This chapter reviews what different writers have to say about the concept of compensation in general, the different types of rewards that make up total compensation package and the role each plays in motivating employees to perform better.
Non availability of staff buses to conveniently covey workers from their various areas to make sure the meet the resumption time. Apart from this cafeteria is a place where food is served, bought and eating during the break time, but this facility is lacking in the organization. Irregular promotion/advancement for workers upgrade has become a threat worrying the workers. The practice of man knows man/favourism. The workers complain has taken over the organization. Some of the workers complain to have in one position over 4 – 5 years, while some of their colleagues get rapid and regular promotion. This act is the outcome of God’s fatherism and man know man. The less privilege seldom gets their promotion. The term work environment encompasses different aspects such as physical work environment, management attitude towards employees, relationship with colleagues and working condition. Recent research has highlighted the hypothesis that an employee’s work environment can have a dramatic effect on his or her performance and attitude to work. In addition to physical attributes of a work, place, hostile work environment are like cancer that can eat through the core.
Productivity and employee performances faster and more devastating than any other work associated instance which the company in question seriously need to deal with as it is extremely disruptive to the work force. Teamwork is often viewed as an efficient condensing the individual contributions of individuals into cohesive outcome. The term ‘Self-directed work teams have been used since the 2020s to describe teams of employees working together toward one common goal. In the typical work environment like breweries a self-directed work should be encouraged in employee’s work life for a greater performance. Also workers complained there is inadequate remuneration and incentives to commensurate with the nature and importance of the job they perform. Employees look forward or anticipate certain rewards from management which are not forth coming. There should be differentiation in pay due to our region, skills, talent and capacities as well as a business overtime payment and retirement e.t.c.
Compensation is described as an indication of transaction between employees on one hand and employers on the other hand (belcher,2021). The employer – employee compensation system exists in the form of an exchange process whereby the employee renders service to employer and is paid something in return. Also, the employees get paid for his capability to perform and the actual performance. This exchange of labour for reward is the act of compensation process. 
According to Henderson (2023), the reward processes of the business include anything an employee may value and desire that the employer is capable and willing to offer in exchange for employee contribution. Reward provided by employers can be separated into two components.
a) Monetary Reward
b) Non – Monetary Reward
On the former, Herderson (2021) stated that the compensation system results from allocation, conversion and transfer of the income of business to its employee for their monetary and in-kind claims on goods and services.
The non – monetary reward on the other hand cover any activity of the employer that has an impact on the model, emotional, physical and wellbeing of the employee, and it is not specially covered by the compensation system. The question might be asked of what importance is the compensation package to the employee, employers and the organization as a whole?
To the employees its importance can be seen from 4 perspectives which are; Economics, Social, Psychological and growth. To the employer compensation packages are useful when retaining qualified people in retaining hired people and in motivating people to higher performance. And to organization, the organization package is used as a political weapon which aid high level of organizational performances in terms of attainment of its goals and objective even within a competitive environment. 
Kalburgi (2021) identify two types of rewards 
A. The extrinsic reward 
B. The Intrinsic reward
The extrinsic rewards satisfy Maslow lower order need such as Physiological needs, safety needs, social needs, recognition and they result from the factors surrounding the tasks employee perform. 
The intrinsic reward on the other hand satisfies Maslow higher order need such as autonomy, self-esteem, achievement, development but they result from the task itself of all the reward offered the employers, pay, promotion, interest work, status symbol, fringe benefits, several studies seem to concentrate on pay as the most influential factors of job performance and satisfactory.
The chapter would first look at the effort to pay on motivation and then discuss the two forms of compensation package (Benefit and incentives) and their effects on employee performance.
Employee Benefits
The populace belief that financial is sufficient to make employee behave in the manner prescribed by management no longer holds. 
Studies have shown that apart from pay, an organization can offer its employee other forms of reward such as fringe benefit and services which may directly or indirectly affects the attitude and behaviour of employee in work force. Fringe benefits or Supplementary benefits have been defined variously by various writers. Herderson (2021) describes it as “The in-kind payment employees receive in addition to the payment they receive in form of money.
According to Belcher (2022), It represents reward for membership in the organization rather than reward for the job or performance. He further stated that fringe benefit represents payment or benefits to the employee, not for his work but for his acceptance of the employer. There is no general accepted definition of what is concluded in supplementary compensation of fringe benefits. However it is classified by Kalburgi (2020) into two major categories legally required benefits and voluntary benefits and service. Under the legally required benefits are maternity leave, vacations, holiday, employment insurance, worker compensation.
The Voluntary benefits and services include such benefits in pension plans, private pensions plans, mandatory or flexible retirement, welfare plans
 (group insurance, health insurance) etc. Cash benefits (vacation pay, coffees and lunch breaks, rest periods, etc. Recreation facilities, child care center, Christmas gifts and parties etc.
Like other arrangement plans, fringe benefits are designed with a purpose. Fringe benefits are usually when an organization with an attractive benefits package will attract more qualified people. They also retain employees and help the organization keep pace with competition. Ejiofor (2023) for example, benefits such as sick pay, pension plans life insurance and others serve to meet employee demand relating to physiological and safety needs. Farland (2021). Other benefits such as holidays vacation serve to help meet self-actualization needs. French (2022). Apart from contributing to need fulfillment, fringe benefits are sued by employers to prevent demoralization and to improve employee’s moral. All these of course are expected to have a positive effect on motivation, efficiency and highest degree of level of productivity or performance. Although some writers believe that benefits increase employee’s performance. Henderson (2022) others do not support this assumption (A. shall and child 2021). A study of (2023) seems to support this later assumption. 
They summarized result of 16 studies on workers satisfaction and dissatisfaction and came up with the conclusion that out of fourteen rewards, and environmental conditions provided e.g security, interest, wages, supervision, communication etc benefits was ranked last in importance. The reason they gave for this low ranking was that most of the employee basic needs are taken care of by their society because of the public welfare programme such that other unfulfilled needs become higher importance French (2022). This is not the case in Nigeria. Ubeku (2023) has pointed out that ‘in a country like Nigeria, where the country has not been able to cater for welfare of its citizen. The emergency is for the industries and commercial organizations to identify themselves seriously with the problems of the community and assumed some of the responsibilities which otherwise would be borne by the government, medical facilities are good example. However, Kalburhi (2022) suggest that to prevent being middle into controversy, it might safe to just follow Herzberg in assuming that benefits are hygiene factors and not motivators. This view suggests that employee sees their benefits as basic requirements such that they may have little or no effect, no morale or job satisfaction.
In conclusion of this section, it is safer to take the stand in view of the fact that study on the effect of benefit on productivity and efficiency, one be very assured that morale and performances are certainly fall if benefits and services were reduced or abolished. 
Principal Types Of Benefits
Benefits can be divided in to different categories 
1. Pension Schemes: These are generally regarded as the most important employee benefit. In breweries Nigeria Plc, they are typically financed during the employee working lifetime to provide a guaranteed income for them or their dependants on retirement or death. 
2. Personal Security: These are benefits which enhance the individual’s personal and family security with regards to illness, health, accident, redundancy, or life assurance
3. Financial Assistance: Loans, house purchase assistance, relocation assistance discounts etc.
4. Personal Needs: Entitlements which recognize the interface between work and domestic need or responsibility e.g holidays and other forms of leave, child care, career break, retirement, counseling, financial counseling, personal counseling in terms of cuisine, fitness and recreational facilities. 
5. Company, Car and Petrol
6. Another benefit which improve the standard of living of employee such as subsidized meals, clothing allowances, refunds of telephone cost and credit facilities.
Incentive Plans
The term incentive system is generally used to describe wage payment plans which tie wages directly or indirectly to standards of productivity or to the profit ableness of the organization or to both criteria French (2022) 
There appears to be vast amount of Literature to support the view that incentive plans improve employee’s performance, but there is also evidence that do have dysfunctional effects on productivity. 
Alkinson and Reifman (2021) reported the results of some laboratory studies they carried out on the effect of incentives on productivity and come up with the conclusion that offering financial incentives increase productivity. Belcher (2019) reviewed some evidence on productivity. His reviews were restricted to individual incentive plans and the result it showed that productivity actually increase by 10 – 20 percent, others, Roeth lisbergerand Dickson (2018) compared the result of studies and after studies involving only a change from fixed pay to incentive plans. The result of their studies showed that productivity increase in substantial amount.
Some studies have tried to compare the effectiveness of individual incentive plans and group them. For instance, study by Marrott (2021) came up with the conclusion that production decreased as the group size increase and vice versa. He also reported that workers who were paid on an individual incentive basis were higher producers on the average than these even in the smallest work groups. 
On the other hand, some studies have shown that group incentives are better in terms of worker productivity. Fro instance, Babachuk and Goode (2023) are of the view that group incentive plans motivate employees to increase their productivity more than individual incentive plans. As regard the discretional effects by incentive programmes first it is believed that they sometime lead to increasing cost and restriction of output. Henderson (2021) this means that if the incentive plan is very useful (i.e. increased productivity and earning) time will come when management will complain of people earning more than they should and might reduce the pay. This of course, results in employee restricting what they put in or reduce as well. 
Another dysfunctional effect of incentive plans is that it has the internal wage and salary structure such that lower skilled incentive workers not end up earning more than high skilled workers not under the plan. Sayles (2021). The result of this is that the high skilled workers will feel that they are inequitably treated and that their skill and experience are exploited. The use of incentive plan in organization may inhabit cooperate effort, the employee may deliberately refuse to part in their best thereby producing low quality goods also the workers may feel that they are not getting the full and fair share of their increased in productivity, some even believed that management introduced the plan in order to avoid given pay rise (Belcher 2021). 
It is also believed that the use of incentive programs in organization results in the demoralization of the other organizational plans, such distorted plans always involve poor union management relationships, a high rate of grievances and frequent wild cat strikes and slowdown strike or work to rule (Belcher 2001). Another dysfunctional consequence of incentive plan is some of the behaviours of an employee are evaluation system. 
As a result of that behaviour that is not measure tends to ignored or performed poorly (Lawler 2023). Incentive plans indirectly results in labour obsolesce, that is in the process of making money. The employee may overwork themselves thereby causing strains in their health. You therefore find a situation where the worker, are so tired thereby causing a fall in productivity (Belcher 2022). It is imperative at this junction to discuss the different types of incentives plans for the individual incentive plan the best known is the price rate approach in which payment is tied to the number of unit produced by the worker. 
From the above reviewed, it remains obvious that the compensation package or system in any organization is a very sensitive issue; therefore, it design an implementation are equal important. Since increase in productivity is the goals of every organisation, an effective compensation system should be built in the motivation for an employee to improve his/her efficiency and productivity
Total Reward
The total reward concept emphasizes the importance of considering all aspects of reward as an integrated and coherent whole. Each of these are base pay, contingent pay, job evaluation grade structure, pay structure etc.
Account is taken of all the ways in which people can be rewarded and obtain satisfaction through their work in order to promote Greater performances. As Neal (2022) has explained ‘Total reward embraces everything that employees value in the employment relationship. An equity wide definition of total reward is offered by world at work, who state to attract and retain, motivate and satisfy employees. As Thompson (2021) suggests ‘Definition of total rewards typically encompass not only traditional, quantifiable element like salary, variable pay and benefits but also more intangible non - cash elements such as scope to achieve and exercise responsibilities, career opportunities, learning and development. The instinct motivation provided by the work itself and the quantity of working life provided by the organization. 
At its best, the total reward approach embodies the organizational adoption of a more emotional intelligent way of working. It requires the use of the key competency levers of self-management, self-awareness, social awareness, and relationship management in an organizational context as part of the approach needed to secure leadership excellence in the pursuit of significantly raised performance. The conceptual basics of total reward is that of grouping or bundling so that different reward processes are inter related, complementary and mutual reinforcing. This is the basis of the hay group model of engaged performances Total reward strategies are vertically integrated with other HR strategies to achieve internal constituency and thereby, aids efficiency and higher productivity. As many HR professionals are well aware that the pay area has been dogged by simplistic ‘economic man’ effort/reward thinking which largely ignores psychologically based research on human motivation. 
Increasing motivation and raising level of commitment and engagement are key organizational imperatives. The development of reward management polies, structure and practices will be underpinned by assumptions about how people can best be motivated to deliver high levels of performances, discretionary effort and contribution. Armstrong and Murlis (2022)
Financial Rewards Criteria
The criteria for assessing the effectiveness of financial reward practice as means of motivation are that:
1. They are as far as possible internal equitable as well as externally competitive (although there will always be a tension between these two criteria paying market rate may upset internal relatives) 
2. Pay – for – Performance or contribution system are created in the light of an understanding that direct motivation only takes place if the reward are worthwhile, if they are specifically related to fair objectives and appropriative performance measures. If employee understand what they have to achieve, and if their expectations on the likelihood of receiving the reward are high.
3. Employee understand how the financial reward system operates, how they benefits from it and how the organization will help them to develop their skills and competences. They need to receive the maximum benefit.
Non-Financial Rewards
Non-financial rewards can be focused on the needs most people have, although to different degrees, for achievement, recognition, responsibility, influence and personal growth.
1. Achievements: Research carried out by MC Clelland of the needs of managerial staff resulted in the identification of three major needs for achievement, power and affliction. The need for achievement is defined as the need for competitive success measured against a personal standard of excellence. 
Achievement motivation can be increase by organization through process such as job design, performance management and contributing skill or competency related pay scheme
2. Recognition:  is one of the most powerful motivators. People need to know not only how well they have achieved their objectives or carried out their work and also that achievement are appreciated. Praise however should be given judiciously it must be genuine and related to real achievement. And it is not the only form of recognition. Financial rewards especially achievement bonuses awarded immediately after the event are clearly symbols of recognition to which are attached tangible benefits and this an important way in which mutual reinforcing processes of financial rewards can operate. There are other forms of recognition such as long service awards, status symbol of one kind or another, sabbaticals and work-related trips abroad all of which can be part of the total reward process. 
3. Responsibilities: People can be motivated by being given more responsibilities for their own work. This is essentially what empowerment is all about and is in line with the concept of instinct motivation based on the content of the job. It is also related to the fundamental concepts that individuals are motivated when they are provided with the means to achieve their goals. The characteristics required in jobs if they are to be intrinsically motivating are that, first individual must receive meaningful feedback about their performance, Preferably by evaluating their own performance by defining the feedback the required, second, the job must be perform perceived by the individual as requiring them to use abilities they value in order to perform the job effectively, and third, Individuals must feel that they have high degree of self-control over setting their own goods and over defining the paths of these goods. Providing motivation through increased responsibility is a matter of job design and the use of performance management processes. The philosophy behind motivating through responsibility was expressed as follows in M.C Gregory’s theory ‘Y: the average human beings learn under proper conditions not only accept, also seek responsibility’
4. Influence: People can be motivated by the drive to exert influence or to exercise power. MC Clelland’s research established that alongside the need for achievement, the need for power, was a prime motivating force for managers, although the need for afflictions i.e warm, friendly relationship with others was always present. The organization through its policies for involvement can provide motivation by putting people into situation where there views can be expressed, listened to and acted upon.
5. Personal Growth: In Maslow’s hierarchy of needs, self-fulfillment or self-actualization is the highest need of all and is therefore the ultimate motivator. He defines self-fulfillment as the need to develop potentialities and skills to become what one believes one is capable of becoming. However, individuals at all level of organizations whether or not they are eaten up by ambition, recognize the importance of continually upgrading their skills and of progressively developing their careers. This is the philosophy of continuous development. Many people now regard access to training as a key element in the overall reward package.
Profit Sharing
Profit sharing is a plan under which employer pays to eligible employee, as an addition to their normal remuneration, additional sums in the form of cash or shares in the company related to the profits of the business. Profit sharing schemes are generally extended to all employees of the company. 
Objectives of Profit Sharing
Most companies which operate profit sharing schemes have one or more of the following objectives in mind.
1. To encourage employees to identify themselves more closely with the company by developing a common concern for its progress.
2. To stimulate a greater interest among employees in the affair of the company as a whole.
3. To encourage better cooperation between management and employee
4. To recognize that employee of the company has a moral right to share in the profit they helped to produce.
5. To demonstrate in practical terms the good will of the company towards its employee
6. To reward success in business where profitable is cyclic
Linking Efficiency To Compensation
Bonuses are still mostly as a recruiting and retention tools, but there is growing interest in providing incentive pay production and services said very matter, chairman at the society for human resources management. 
Productivity is important to both production services-based business as the economy has shift more heavily towards services, productivity measured evolved to compass the work of professional’s executives whose work does not result in the production of tangible or measurable goods. But although productivity and efficiency are not the same thing. In manufacturing business, where workers are likely to be eligible for overtime productivity and efficiency are not the same thing. In manufacturing business, where workers are likely to be eligible for overtime productivity business rewarded those who accomplished more efficiently than in a regular shift but today’s productivity bonus sometimes rewards workers for putting in more hours not for accomplishing more in the same amount of time.
2.1.2	Concept Of Organisational Performance
Organizational performance refers to the overall effectiveness of an organization in achieving its goals and objectives. It is a broad concept that encompasses various dimensions, such as financial performance, operational efficiency, employee satisfaction, innovation, and customer satisfaction.
Here are key aspects of organizational performance:
1. Financial Performance: This is often one of the most commonly measured aspects of organizational performance. It includes metrics like profitability, revenue growth, return on investment (ROI), and cost management.
2. Operational Efficiency: This focuses on how well an organization utilizes its resources, processes, and systems to deliver products or services. Efficient organizations tend to minimize waste and optimize their operations for maximum output.
3. Employee Performance and Satisfaction: The performance of the organization's workforce is crucial. It includes employee productivity, engagement, retention rates, and overall job satisfaction. High employee morale is often linked to better organizational performance.
4. Customer Satisfaction and Loyalty: The ability to meet or exceed customer expectations is a key indicator of organizational success. Satisfied customers are more likely to become loyal, repeat clients, driving long-term success.
5. Innovation and Adaptability: Organizational performance is also linked to the ability to innovate and adapt to market changes. Companies that are flexible and open to change tend to perform better in dynamic environments.
6. Strategic Goal Achievement: Organizations set specific long-term and short-term goals. Performance is measured by how well these goals are met, whether it's expanding market share, improving brand reputation, or increasing operational capacity.
7. Sustainability and Social Responsibility: In modern organizations, sustainability and corporate social responsibility (CSR) are increasingly important performance indicators. A company’s commitment to environmental stewardship, ethical practices, and community engagement can influence its overall success.





Measuring Organizational Performance:
· Key Performance Indicators (KPIs): These are specific metrics used to assess the effectiveness of an organization. They could be financial (e.g., revenue, profit margin) or non-financial (e.g., customer satisfaction, employee engagement).
· Balanced Scorecard: A popular framework for measuring performance that includes four perspectives: financial, customer, internal processes, and learning and growth. This provides a more comprehensive view of performance.
· Benchmarking: Comparing an organization’s performance to industry standards or competitors to identify areas for improvement.
Factors Influencing Organizational Performance:
· Leadership and Management: Strong leadership and effective management practices directly influence how well an organization performs.
· Culture and Values: A positive organizational culture and clear, shared values contribute to higher performance, as employees are more likely to be motivated and aligned with the organization’s goals.
· External Environment: Market conditions, economic factors, legal regulations, and technological advancements all affect an organization's ability to perform.

2.2	Theoretical Review

The theoretical foundation provides an understanding of the concepts of compensation and commitment and the linkage between the two concepts. The study is anchored on theories of expectancy, and equity theory. The theories explain employee’s behavior, attitudes and perceptions arising out of compensation and commitment. A linkage between compensation and commitment is derived from employee’s behavior to various elements of compensation. Expectancy Theory Expectancy theory propounded by Vroom (2019) is a process theory which explains the mental process of an employee in interpretation and perception of organizational compensation leading to behaviors of commitment, motivation and effort increase. According to the theory, commitment policy is futuristic and influences expectancy behaviors and attitude towards a job. Vroom suggests that employees’ work behavior is related to believe that their effort will result in achievement of outcomes that are of value to them. The theory is based on three expectancies; effort- performance expectancy (E-P), performance – outcome expectancy (P-O) and Valence (V). The interplay of the three expectancies leads to interpretation of fulfillment or non-fulfillment of expectancies by the organization. E-P is the perception held by the employee that there is a positive and significant relationship between effort and performance with increased effort resulting to performance. P-O is the employee prediction that high performance will result to positive outcomes in the form of rewards or compensation. V refers to the value expectation of the employee towards the rewards. Employee will be diligent in his work where such efforts result to increased performance. Continuous effort will only be made where outcomes of reward are linked to effort and performance and are perceived to be of value. Employee behavior to work will be positively influenced when the rewards are predicted with a higher degree of continuity and such rewards are of presumed value to the employee. Compensation policy of an organization when well communicated guides employee in making predictions and expectations about the words. Employees behavior is effort towards job will be positively influenced when the employee interprets the predicted valence in the predicted rewards. The rewards provide intrinsic and extrinsic motivation. The intrinsic motivation is derived from the job while extrinsic motivation is derived from the organizational compensation policy. Valence is relative to employees and is influenced by position held in the organization. Equity Theory Equity Theory by Adams (2019) is a comparative analysis by an employee of the rewards he receives in relation to those of others who are in a similar position, with equal qualifications and carrying similar tasks in form of effort, time and skills requirement. Out of comparison, employee develops a perception towards the rewards which in turn influence his behavior towards work and the organization. Equity theory is shaped by two ratios used in the reward analysis; my pay vs. others pay; and my position on dimension relative to pay vs. others position on dimensions relative to pay. Inequality arising out of any of the ratios will be interpreted as inequity leading to dissatisfaction and low level commitment to work and the organization. Anvari et. al (2021) points that the consequence of perceived inequalities results to behaviors of; reduced commitment, psychological stress, reduced quality of out-put or reduction of effort in an attempt to rationalize the inequality. Rajiv et. al (2020) provides a number of moderating factors to the employees’ perception towards the analyzed comparison. The internal moderating factors included; valence, clarity of structure, fairness in salary administration and future plans of an employee. External moderating factors are; industrial practice, competitors willingness to absorb the employee in case he leaves the organization and communication channels provided to air the pay grievance. Organizations need to exercise equity in compensation through carrying out salary market survey, adopting pay-skill-performance system, openly communicating compensation policy of the organization and promptly dealing with salary grievances (Armstrong, 2021). Rewards procedural justice serves to influence employees’ commitment because employees interpret fairness from the organization where inequities are perceived (Pare et.al, 2022). 
2.3 Empirical Review
 Studies on compensation management and organizational performance have elicited intensified research. The importance of employee’s commitment to organizations objective and how to ensure that compensation policy contributes to desired behavior are now a central concern to Organizations. HR practitioners and academic researchers have embarked on cross sectional and case studies to investigate the lines between compensation policy and employee commitment.
 Anvari et al (2021) investigated the relationship between strategic compensation practices and affective organizational commitment. The research was cross sectional, carried out in universities of medical sciences in Malaysia. The objective of the study was to investigate the relationships among strategic compensation practices, psychological contract, and affective organizational commitment. Four universities of medical science were sampled and descriptive statistics were applied in the data analysis. The research findings were that there was significant relationship between compensation policies of pay- for-performance, pay for knowledge and organizational commitment. Chew et al (2020) researched on organizational commitment, human resource practices and intention to stay. The research was cross sectional in well-established public and private organizations in Australia. The objectives of the study were to determine the effect of key human resource (HR) practices on permanent employee’s organizational committee and intentions to stay. Delphi technique was used in interviewing the respondents while the hypothesis was tested using structural equation modeling. The study findings on compensation and commitment relationship were positive and significant. Rizal et al (2021) investigated the effect of compensation on motivation, employee commitment to the organizational and employee performance at local revenue management organization in Indonesia. Data collected from respondents was analyzed using a structural equation model. The findings of the research were that compensation significantly effects employees’ motivation and their commitment to the organization, but does not have significant effect on employee performance. Commitment was however found to have significant influence on employee performance. Obasan (2019) linked compensation with performance using three selected conglomerate firms in Nigeria. The Likert-type questionnaire response generated was regressed using a simple OLS technique. The findings revealed that compensation strategy has significant and positive effects on work productivity and organizational strategy is a veritable option for attracting, retaining, and motivating employees for improved organizational productivity. Also in Nigeria, Ibojo & Asabi (2020) examined the extent to which compensation management affect employees performance, the relationship between working condition and employee performance, the rate at which welfare services affect employees performances, the relationship between compensation management and improved productivity and the relationship between compensation management and retention of staff Responses obtained from the Likert-type questionnaire design for the study was analyzed using frequency table and Analysis of Variance (ANOVA). The results showed a significant relationship between good welfare service and employees’ performance; compensation management and improved productivity; and compensation management and employees’ performance. The study thus posits that compensation management has positive effect on employee performance. Ayesha, Amna, Tahleel & Hina (2021) constructed a structured questionnaire with which they obtained data to study the effects of compensation and motivation on employee performance. Using a sample of banking sector of Faisalabad the simple regression model revealed that incentive and motivation have significant effect on employee performance. Oladejo & Oluwaseun (2018) examined the effect of compensation plan on workers performance in the Nigerian food and beverage manufacturing companies using a sample of 125 questionnaires administered and distributed to the staff of the selected food and beverages companies in Lagos state. Analyses from frequency table and percentage and Chi- square test showed that compensation plan has significant and positive effect on workers performance. Hameed, Muhammad, Hafiz, Ghazanfar & Muhammad (2021) examined the impact of compensation on employee performance of banks in Pakistan. a questionnaire was designed to collect the data on the factors related to compensation like salary, rewards, indirect compensation and employee performance. Findings from correlation and regression analyses showed that compensation has positive impact on employee performance. Nnorom, Akpa, Egwuonwu, Akintaro, Shonubi & Herbertson (2021) examined the effect of compensation administration on employee productivity. The data gathered from the structured questionnaire on 50 respondents in Dangote Nigeria Headquarters in Lagos Nigeria, revealed that effective compensation administration has significant positive effect on employee productivity. Using a sample of 126 workers of the work at Local Apparatus Work Unit (LAWU) at Local Revenue Management in Kendari, Muhamad, Idrus, Djumahir, & Mintarti (2022) investigated the effect of compensation on motivation, organizational commitment on employee performance. The data analysis from SEM (Structural Equation Model) indicated that compensation has significant effect on motivation and organizational commitment, but does not have significant effect on employee performance. The study posits that compensation cannot directly improve employee performance thus contradicting the earlier assertions that compensation has a direct effect on performance. 











[bookmark: _Hlk159911148][bookmark: _Hlk159810608]CHAPTER THREE
RESEARCH METHOLOGY


3.1.   Introduction
The Methodology of the research study is a crucial as it exhibits the very details of the exercise (i.e research work) was to be conducted and analyzed, which in turn gives credence to the whole study it entails a comprehensive and objective description of the methods employed in carrying out the research and thereby enhancing its acceptability. Moreover, brief discussion on the historical background of the organization used to collect and administer data and research instrument i.e. Nigeria Breweries

3.2.   Research Design
This study adopted research design. This is due to the fact that the nature of the study requires basic contact between the researcher and the subjects (i.e respondents) or data collection. The gathering of information and data will be through the questionnaire and interview methods.

3.3.   Population Of The Study
The population of Nigeria Breweries. The study population cut across different categories of respondents, to allow for effective data and information gathering. Moreover, sex, socio – economic, status, educational achievement and experience will be considered as major influence factors. The population of the study consist of 2680 employees

3.4. Sample Size
The sample size for employees of Nigeria breweries using Raosoft online sample size calculator is 337

3.5. Sampling Techniques 
Sampling techniques is a process through which unbiased sample is selected from the initial universe (i.e population). The research study will make use of the simple random sampling technique. Foremost, the researcher will examine the selected sample population. Then he will randomly sample the amount of the number of the questionnaires that is to be allocated to each department in the organization. This will represent the invited sample size. The portion of the sample who responds sent the invited sample size. 

A portion of the sample responded adequate to the questionnaire will form the data producing sample size of the study. A total of 270 constitute the basic sample of the study.

3.6. Research Instrument
The instrument of data collection and information gathering for the study is the questionnaire. A total of hundred well-structured questionnaires will be distributed and administered on the respondents. The items on the questionnaire were divided into two parts 
The first part will consist of questions on the demographic status of the respondents such as Age, Group, Marital status, Educational achievement, e.t.c. This helps to describe the nature of the respondents. The second part of the questionnaire consists of well-structured questions that explain how compensation management and reward bring about efficiency and higher productivity. 

3.7.	Method Of Data Collection
Data for this study were collected through both primary and secondary sources. The primary data were collected through the use of questionnaires. The questionnaires used were directed at retrieving personal data information of respondents and also contained relevant questions necessary for the testing of the hypothesis.

Nevertheless, a liker type scale was used which seek opinion ranging from “strongly agree” “agree” to “disagree”, and “strongly disagree”. The other sources of data i.e secondary data were obtained through text books, journals, company’s profile, annual report and other records available in the company. 
3.8. Method Of Data Analysis 
This study adopted the basic statistical tools listed below to present and analyze data that were collected in the study.
They are as follows 
Frequency distribution, Tabulation method and percentage estimation 
The Chi – square (X2) method would be used in analyzing the hypothesis of the study. It is therefore necessary to state the formula that will be applied.
The calculated Chi – square formula is given as X2=∑(o – e )2 
									e
Where o= observed value
 e= expected value using the formula 
∑= summation 
To calculate for expected values 
	e= Row total  X  Column total 
		  Grand Total
Degree of Freedom= df= (r – 1) (c – 1) 
Where r= row 
	 c= column
level of significance is at 5%

DECISION RULE
The rule is to accept null hypothesis (HO) if the calculated Chi – square value is less than the tabulated Chi – square value, and reject the null hypothesis (HO). If the calculated Chi – square value is greater than the tabulated Chi – square value.

3.9. RESTATEMENT OF RESEARCH HYPOTHESIS
H01: Poor compensation packages does reduce workers morale and does not affect their productivity adversely. 
H02: Effective remuneration structure does not  aid organization in achieving high level of performance.
Ho3: There is no relationship between employee reward and their level of performance.





















[bookmark: _Hlk159911217]CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS
4.1. INTRODUCTION 
This section deals with presentation and analysis of data collected from the respondents in the course of the study. Data are organized into table and presented in simple percentage to find answers to research questions. The statistical test used for testing the hypothesis for the study is the chi – square (X2). The chi – square statistical method was adopted for the study in order to establish the significant relationship between the variables.
However, the simple random sampling method was used to select the respondents on which the questionnaire was administered. Two hundred and seventy (270) of the questionnaires were distributed to the selected respondents. However, (19) copies of the questionnaire were returned unanswered, while (6) copies got lost during distribution and administration. Therefore, only two hundred and forty-five (245) copies of the questionnaire were answered well enough to generate reasonable data for presentation and analysis.
4.2. PRESENTATION OF DEMOGRAPHIC VARIABLE OF RESPONDENTS
Table 4.1 Distribution of Sex Analysis 
	SEX
	FREQUENCY
	PERCENTAGE

	MALE
	147
	60%

	FEMALE
	98
	40%

	TOTAL
	245
	100%


	Source: Field Survey (2025)
The table above shows that 147(60%) of the total respondents were male while the remaining 98 (40%) of the respondents were female. This shows that there were more male respondents




Table 4.2 Age Group Profile of Respondents
	OPTION
	FREQUENCY
	PERCENTAGE

	21 – 30yrs
	64
	26%

	31 – 40yrs
	88
	36%

	41 – 50yrs
	74
	30%

	50 and above
	19
	8%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 64 (26%) of the total respondents were 21 – 30yrs age group 88(36%) of the total respondents were 31 – 40yrs age group, 74 (30%) of the total respondents were 41 – 50yrs age group and the remaining 19 (8%) of the respondents were 50yrs and above.
Table 4.3Marital Status Profile and Respondents
	OPTION
	FREQUENCY
	PERCENTAGE

	SINGLE
	74
	30%

	MARRIED
	145
	60%

	WIDOW(ER)
	26
	10%

	SEPERATED/DIVORCED
	-
	-

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 74 (30%) of the total respondents were single, 147 (60%) of the respondents were married while the remaining 26(10%) of the respondents were widow.




Table 4.4 Educational Achievement of Respondents
	OPTIONS
	FREQUENCY
	PERCENTAGE

	Below First Degree
	96
	53.33%

	First Degree
	82
	33.33%

	Above First Degree
	67
	13.33%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 97 (53.33%) of the total respondents were below first degree, 82(33.33%) of the respondents were first degree, while the remaining 67(13.33%) of the respondents were above first degree
Table 4.5. Distribution of Respondents Analysis
	OPTION
	FREQUENCY
	PERCENTAGE

	JUNIOR STAFF
			101
	60%

	SENIOR STAFF
	81
	32%

	MANAGEMENT STAFF
	63
	8%

	TOTAL
	245
	100%


Source: Field Survey(2025)
The table below shows that 101(60%) of the total respondents were junior staff, 81 (32%) of the respondents were senior staff. While the remaining 63(8%) of the respondents were management staff in Nigeria breweries and the junior workers are easily accessible for the administration of the questionnaire.
Table 4.6Working Experience of Respondents
	OPTION
	FREQUENCY
	PERCENTAGE

	Less than 5yrs
	71
	32%

	5yrs – 10yrs
	82
	60%

	Above 10yrs
	92
	38%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above indicates that 71 (32%) of the total respondents were less than 5yrs, 82(60%) of the respondents were 5yrs to 10yrs, while the remaining 92(38%) of the respondents were workers who has spent more than 10yrs in Pz Cussons. 

4.3.   ANALYSIS OF QUESTIONS BASED ON COMPENSATION MANAGEMENTAND ORGANISATIONAL PERFORMANCE

Table 4.7 Compensation Packages Exist In Different Form in Business 
Enterprise
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	68
	33.33%

	Agreed
	60
	22.66%

	Disagree
	45
	21.33%

	Strongly Disagree
	60
	22.66%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above show that 68(33.33%) of the total respondents were strongly agreed, 60(22.66%) of the respondents were agreed, 45 (21.33%) of the respondents disagreed and the remaining 60(22.66%) of the respondents were strongly disagree
Table 4.8 Poor Compensation Packages Will Reduce Morale of Workers and Adversely Affected Organization Performance
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	71
	42.66%

	Agreed
	82
	37.33%

	Disagree
	92
	13.33%

	Strongly Disagree
	24
	6.66%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above show that 32(42.66%) of the total respondents were strongly agreed, 28 (37.33%) of the respondents were agreed, 10 (13.33%) of the respondents disagreed while the remaining 5 (6.66%) of the respondents were strongly disagree
Table 4.9 Effective remuneration structure aids organization in achieving high level of performance
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	                30
	60%

	Agreed
	                98
	45.33%

	Disagree
	                82
	12%

	Strongly Disagree
	35
	5.33%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above show that 30(37.33%) of the total respondents were strongly agreed, 98(45.33%) of the respondents were agreed, 35 (12%) of the respondents disagreed while the remaining 35 (5.33%) of the respondents were strongly disagree.
Table 4.10 Good reward facilitates punctuality of workers and brings about high performance
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	66
	34.66%

	Agreed
	55
	20%

	Disagree
	61
	28%

	Strongly Disagree
	63
	17.33%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above show that 66 (34.66%) of the total respondents were strongly agreed, 55(20%) of the respondents were agreed, 61(28%) of the respondents disagreed while the remaining 63(17.33%) of the respondents were strongly disagree.
Table 4.11Adequate Incentives Brings About Job Satisfaction
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	78
	50.66%

	Agreed
	64
	32%

	Disagree
	58
	10.66%

	Strongly Disagree
	45
	6.66%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above show that 78(50.66%) of the total respondents were strongly agreed, 64 (32%) of the respondents were agreed, 58(10.66%) of the respondents disagreed while the remaining 45 (6.66%) of the respondents were strongly disagree.

Table 4.12 Conducive Work Environment Contributes to Organizational Performance
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	100
	69.33%

	Agreed
	80
	21.33%

	Disagree
	65
	9.33%

	Strongly Disagree
	-
	-

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above show that 100(69.33%) of the total respondents were strongly agreed, 80 (21.33%) of the respondents were agreed, while the remaining 65(9.33%) of the respondents disagreed.



Table 4.13Adequate Welfare Package Re-imburse employees Morale for High Level of Performance
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	75
	24%

	Agreed
	60
	36%

	Disagree
	55
	20%

	Strongly Disagree
	55
	20%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above indicates that 75 (24%) of the total respondents were strongly agreed, 60 (36%) of the respondents were agreed, 55 (20%) of the respondents disagreed and strongly disagreed simultaneously.
Table 4.14Workers Performance is a Function of Compensation Given to Them.
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	78
	34.66%

	Agreed
	64
	32%

	Disagree
	58
	18.66%

	Strongly Disagree
	45
	14.66

	TOTAL
	245  
	100%


Source: Field Survey (2025)
The table above indicates that 78 (34.66%) of the total respondents were strongly agreed, 64(32%) of the respondents agreed, 58 (18.66%) of the respondents were disagreed while the remaining 45 (14.66%) of the respondents were strongly disagreed.





 
Table 4.15 Good Reward Systems Will Bring About Better Performance of Workers
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	30
	41.33%

	Agreed
	98
	38.66%

	Disagree
	82
	12%

	Strongly Disagree
	35
	8%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 31 (41.33%) of the total respondents were strongly agreed, 29 (38.66%) of the respondents were agreed, 9 (12%) of the respondents were disagreed while the remaining 6 (8%) of the respondents were strongly disagreed. 
Table 4.16Monetary Reward Will Not Bring About Better Performance of Workers.
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	-
	-

	Agreed
	100
	20%

	Disagree
	80
	40%

	Strongly Disagree
	65
	40%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 15 (20%) of the total respondents were agreed, and 30 (40%) were disagreed and strongly disagreed simultaneously.






Table 4.17The Higher the Compensation the Better the Performance of Workers
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	68
	26.66%

	Agreed
	60
	38.66%

	Disagree
	45
	20%

	Strongly Disagree
	60
	14.66%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 68(26.66%) of the total respondents were strongly agreed, 60(38.66%) of the respondents were agreed, 45(20%) of the respondents were disagreed while the remaining 60 (14.66%) of the respondents were strongly disagreed. 
Table 4.18 Employee Compensation Leads to Organizational Growth
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	71
	33.33%

	Agreed
	82
	30.66%

	Disagree
	92
	25.33%

	Strongly Disagree
	24
	10.66%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 71(33.33%) of the total respondents were strongly agreed, 82(30.66%) of the respondents were agreed, 92(25.33%) of the respondents were disagreed while the remaining 24 (10.66%) of the respondents were strongly disagreed. 
Table 4.19Promotion without Pay Will Lead to Increase in Output
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	64
	21.33%

	Agreed
	88
	30.66%

	Disagree
	74
	34.66%

	Strongly Disagree
	19
	13.33%

	TOTAL
	245
	100%


Source: Field Survey (2025)
The table above shows that 64(21.33%) of the total respondents were strongly agreed, 88(30.66%) of the respondents were agreed, 74(34.66%) of the respondents were disagreed while the remaining 19(13.33%) of the respondents were strongly disagreed. 
Table 4.20 Organizational Performance Is a Resultant Effect of the Employees Effectiveness and Efficiency
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	107
	24%

	Agreed
	98
	46.66%

	Disagree
	82
	16%

	Strongly Disagree
	40
	13.33%

	TOTAL
	75
	100%


Source: Field Survey (2025)
The table above shows that 107(24%) of the total respondents were strongly agreed, 98 (46.66%) of the respondents were agreed, 82(16%) of the respondents were disagreed while the remaining 40(13.33%) of the respondents were strongly disagreed. 
Table 4.21Adequate Reward Guarantees Labour Retention
	OPTION
	FREQUENCY
	PERCENTAGE

	Strongly Agreed
	30
	21.33%

	Agreed
	98
	33.33%

	Disagree
	82
	34.66%

	Strongly Disagree
	35
	10.66%

	TOTAL
	245
	100%


Source: Field Survey(2025)
The table above shows that 16 (21.33%) of the total respondents were strongly agreed, 25 (33.33%) of the respondents were agreed, 26 (34.66%) of the respondents were disagreed while the remaining 8 (10.66%) of the respondents were strongly disagreed. 
4.4	HYPOTHESES TESTING
HYPOTHESIS 1
HO: Poor compensation package does not reduce workers morale and does not affect their productivity adversely
To test the forgoing hypothesis the responses of the respondents in question 2 and 5 will be use.
Table 4.22	CONTIGENCY TABLE
	
	SA
	A
	D
	SD
	TOTAL

	Question 2
	32
	28
	10
	5
	75

	Question 5
	38
	24
	8
	5
	75

	Total
	70
	52
	18
	10
	150


Source: Field Survey (2025)

E1 32 = 75 x 70= 35				E1 28 = 75 x 32 = 26
	150						150

E3: 10 = 75 x 18 = 9				E4 : 5 = 75 x 10= 5
	150						150
	
E5 38 = 75 x 70 = 35				E6 24 = 75 x 52  = 26
	150						150

E7 : 8 = 75 x 8  = 9					E8 : 5 = 75 x 10  = 5
	150						150

Table 4.23	Chi-Square Table
	O
	e
	(O – e)
	(O – e)2
	(O –e)2
e

	32
	35
	- 3
	9
	0.25

	28
	26
	2
	4
	0.15

	10
	9
	1
	1
	0.11

	5
	5
	0
	0
	0

	38
	35
	3
	9
	0.25

	24
	26
	-2
	4
	0.15

	8
	9
	- 1
	1
	0.11

	5
	5
	0
	0
	0

	TOTAL
	
	
	
	1.02


Source: Field Survey (2025)
To get the degree of freedom
df = 	(r – 1)		(c – 1)
	(2 – 1) 	(4 – 1)
     =	1 x 3
df =	3
Therefore, to get the critical value or table value of X2, at 3 degree of freedom and 0.05 level of significance we will read from the distribution table = (X2 t) = 7.81
From the findings it can be concluded that the chi – square (X2) calculated value of 1.02 is less than the chi – square (X2) table value of 7.81 at 3 degrees of freedom and 0.05 level of significance.
Thus, we shall accept the null hypothesis which says that poor compensation package will not reduce workers morale and will not affect their productivity adversely.


HYPOTHESIS 2
H02: Effective remuneration structure does not aid organization in achieving high level of performance
To test the following hypothesis the responses of the respondents in question 3 and 4 will be use.
Table 4.24	CONTIGENCY TABLE
	
	SA
	A
	D
	SD
	TOTAL

	Question 3
	28
	34
	9
	4
	75

	Question 4
	26
	15
	21
	13
	75

	Total
	54
	49
	30
	17
	150


Source: Field Survey
E28 = 75 x 54= 27				E 34 = 75 x 49= 24.5
	150						150

E9 =75 x 30= 15						E4 =75 x 17 = 8.5
	150						150
	
E26 = 75 x 54 = 27					E 15 = 75 x 49 = 24.5
	150							150

E21 = 75 x 30 = 15					E13 = 75 x 17 = 8.5
	150						150






Table 4.25	Chi-Square Table
	O
	E
	(O – e)
	(O – e)2
	(O –e)2
e

	28
	27
	1
	1
	0.03

	34
	24.5
	9.5
	90.25
	3.68

	9
	15
	- 6 
	36
	2.4

	4
	8.5
	- 4.5
	20.25
	2.38

	26
	27
	1
	1
	0.03

	15
	24.5
	- 9.5
	90.25
	3.68

	21
	15
	6
	36
	2.4

	13
	8.5
	4.5
	20.25
	2.38

	TOTAL
	
	
	
	16.98


Source: Field Survey (2025)
= ∑ (O – e) 2
	e
To get the critical or table value of (X2), at 3 degree of freedom and 0.05 level of significance, we will read from the distribution table. Therefore (X2 t) = 7.81
In conclusion, the findings have shown that calculated chi – square value 16.98 is greater than the table value of chi square at 3 degree of freedom and 0.05 level of significance.
Thus, we shall reject the null hypothesis which says “Effective remuneration structure will not aid organization in achieving high level of performance. This indicates that effective remuneration structure aids organization in achieving higher level of performance.





HYPOTHESIS 3
H03: there is no relationship between employee reward and their level of performance
Table 4.26	CONTIGENCY TABLE
	
	SA
	A
	D
	SD
	TOTAL

	Question 5
	38
	24
	8
	5
	75

	Question 11
	20
	29
	15
	11
	75

	Total
	58
	53
	23
	16
	150


Source: Field Survey (2025)
E 38 = 75 x 58 = 29				E 24 = 75 x 53 = 26.5
	150						150

E8 = 75 x 23 = 11.5				E5 = 75 x 16 = 8
	150						150	
E20 = 75 x 58  = 29				E 29 = 75 x 53  = 26.5
	150						150
E15 = 75 x 23  = 11.5				E11 = 75 x 16  = 8
	150						150

Table 4.27	Chi-Square Table
	O
	E
	(O – e)
	(O – e)2
	(O –e)2
e

	38
	29
	9
	81
	2.79

	24
	26.5
	-2.5
	6.25
	0.23

	8
	11.5
	-3.5 
	12.25
	1.06

	5
	8
	- 3
	9
	1.13

	20
	29
	- 9
	81
	2.79

	29
	26.5
	2.5
	6.25
	0.23

	15
	115.
	3.5
	12.25
	1.66

	11
	8
	43
	9
	1.13

	TOTAL
	
	
	
	10.36


Source: Field Survey (2025)
= ∑ (O – e) 2
	e
To get the critical or table value of (X2), at 3 degree of freedom and 0.05 level of significance, we will read from the distribution table. Therefore (X2 t) = 7.81
In conclusion, the findings have shown that calculated chi – square value 10.36 is greater than the table value of chi square at 3 degree of freedom and 0.05 level of significance of 7.81
Thus, we shall reject the null hypothesis which says “There is no relationship between workers reward and their level of performance. This shows that there is a positive relationship between rewards and their level of performance in PzCusson Nigeria Plc.

4.5	DISCUSSION OF FINDINGS
The study has examined the most important behaviour in the organization, which determines the degree of agreeableness and relations of organizational people. Apart from the presentation of table frequencies and percentage estimations, the study also analyzed three vital hypotheses. From the first hypothesis, the study established that “poor compensation package will not reduce workers morale and will not affect their productivity adversely.
From the second hypothesis, the study established that “effective remuneration structure will aid organization in achieving higher level of performance. This implies that with adequate reward strategies, there will be high level of organizational performance in Pz Cussons Nigeria Plc.

From the third hypothesis, the study established that “there is no relationship between workers reward and their level of performance. Therefore, the organization should either maintain or improve on their reward system because “the higher the compensation, the better the performance of workers”. I.e. employees will contribute more and perform better and the resultant effect will be on organizational profitability.























CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1. INTRODUCTION
Apparently, the research work was an attempt at determining the level of influence that compensation management and reward system has on the performance of the employees and the resultant effect on the organization. Consequently, factors that are associated with employee’s performance were identified and related with compensation management. Moreover, statistical relationships were created among the variables in such that it was made to understand how “adequate welfare package re – imburse employees morale for high level of performance”.
Obviously, the researcher discovered that organizational performance is a resultant effect of employee’s effectiveness and efficiency.
5.2. SUMMARY OF FINDINGS
In the previous chapter (i.e. chapter 4) data collected during the study were presented and analyzed using descriptive statistics and inferential statistics for hypothesis testing.
It was discovered that poor compensation packaging will not reduce workers morale and will affect their productivity adversely.
It was also discovered that “effective renumaration structure will aid organization in achieving high level of performance.
Finally, it was revealed that there is a positive relationship between workers reward and their level of performance.
5.3. CONCLUSION
Although, the study is an in – depth investigation of how compensation management brings about organizational performance through employees efficiency. However, the resultant effect is that management should note that employees understand how the financial reward system operates, how they benefit from it and how the organization will help them to develop their skills and competences, therefore they need to receive the maximum benefit, through which organization will also attain or achieve its goals and objectives through high level of employees performances.
5.4 RECOMMENDATIONS
In view of the observation and findings achieved from the research study, the research wishes to proffer the following recommendations.
· Financial Reward should be goal driven, e.g. incentives, bonus, profit Sharing, stock options e.t.c. will boost workers performance towards the attainment of organizational goals and objectives.
· Since commitment or employees commitment goes beyond just employees’ productivity, but also includes their loyalty and patriotism to the organization. It is necessary for management to make the design and implementation of effective compensation a pivot of the organization to attract and retain qualified human resources.
· In view of the competitive and dynamic nature of business environment -Where monetary reward encourages the employees, the need for adequate incentives cannot be over emphasized. In terms of job performance, Pz Cussons Nigeria Plc should formulate aggressive strategy and blend the various different reward systems.
Finally, management should create and promote a conducive, productive and harmonious organizational atmosphere. In such kind of business environment, high level of human resources performance will be achieved.
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APPENDIX
Dear Respondents, 
I am a student of above-named institution and department.
Presently, I am carrying out my research work in partial fulfillment of the requirement for the award of B.sc in which your company has been chosen as a study.
The title of this research is “Compensation Management and Organizational Performance, Linking Reward with Efficiency and Higher Productivity”.
All information solicited for will be treated with absolute confidentiality.
The researcher is requesting your assistance in objective completion of the questionnaires.
Thank you.

Yours faithfully,

IDRIS HALEEMAH OYINDAMOLA
HND/23/BAM/FT/0153













QUESTIONNAIRE

SECTION A: BIO – DATA OF RESPONDENTS
Kindly tick (        ) where appropriate
1. SEX:
Male								[	]
Female								[	]
2. MARITAL STATUS:
Single								[	]
Married								[	]
Divorced/Separated						[	]
Widow(er)							     	[	]
3. AGE:
21 – 30 								[	]
31 – 40 								[	]
41 – 50								[	]
50yrs and above							[	]
4. EDUCATIONAL QUALIFICATION
SSCE/NECO/GCE						[	]
OND/NCE								[	]
HND/BSC								[	]
MBA/MSC/PhD							[	]
Other professional qualification					[	]
5. YEARS OF WORK EXPERIENCE:
Less than 5yrs							[	]
5yrs to 10yrs							[	]
10yrs and above							[	
SECTION B
The following entails the study of compensation management and organizational performance, kindly tick ( 	)where appropriate in the box

Scoring Key On A 4 Point Scale
· Strongly agreed
· Agreed
· Disagreed
· Strongly disagreed

	S/N
	RESEARCH QUESTION
	SA
	A
	D
	SD

	1.
	Compensation packages exist in different form in a business enterprise
	
	
	
	

	2.
	Poor compensation will reduce morale of workers and adversely affects organizational performance 
	
	
	
	

	3.
	Effective remuneration structure aids organization in achieving high level of performance
	
	
	
	

	4.
	Good reward facilitates punctuality of workers and brings about high performance
	
	
	
	

	5.
	Adequate incentives bring about job satisfaction
	
	
	
	

	6.
	Conducive environment contributes to organizational performances
	
	
	
	

	7.
	Adequate welfare package re-imburse employee’s morale for high level of performance
	
	
	
	

	8.
	Worker’s performance is a function of compensation given to them
	
	
	
	

	9.
	Good reward system will bring about better performance of workers
	
	
	
	

	10.
	Monetary reward will not bring about better performance of workers
	
	
	
	

	11.
	The higher the compensation the better the performance of workers
	
	
	
	

	12.
	Employee compensation leads to organization growth
	
	
	
	

	13.
	Promotion without pay will lead to increase in out put
	
	
	
	

	14.
	Organizational performance is a resultant effect of effectiveness and efficiency
	
	
	
	

	15.
	Adequate reward guarantees labor retention
	
	
	
	





5

