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ABSTRACT

Compensation is very important for the productivity of the employees. Therefore, they are very important for the organization too. The purpose of this research is to examine the influence of green compensation on personnel productivity in the University of Ilorin Teaching Hospital. This study employed both descriptive and explanatory type of research design. Questionnaire, interview and document review were used as data collection tools. The data was collected from University of Ilorin Teaching Hospital, Ilorin, Kwara State. The data collected were analyzed in SPSS 22.0 Version. The target population comprised of the three hundred and nineteen (319) staff members of University of Ilorin Teaching Hospital (UITH), Ilorin and using simple stratified random sampling 175 employees are selected as sample. Descriptive and correlation analysis were used to analyze the data. Finding of descriptive analysis reveals that all the compensation package variables have an effect on employee productivity. The findings of the study revealed that green wages have a significant relationship of (r = 0.898; P-value < 0.005) on employee performance. Secondly, green bonuses have a positive and significant influence on employee productivity (r = 0.316, P-value<0.05) and that there is a significant relationship between green allowances and personnel productivity (r = 0.672, P-value < 0.005). Therefore, the study concluded that green compensation has a significant influence personnel productivity in the University of Ilorin Teaching Hospital. Thus, for organizations to succeed in the achievement of its predetermined or emergent goals and objective, The first basic requirement for effective and functional performance system in the University of Ilorin Teaching Hospital is to have a common understanding of the standards of performance required from each job holder, performance required from each job holder and green compensation management should be in relation with organizational goals.
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CHAPTER ONE

INTRODUCTION

1.1
Background to the study

In the age of global competition, it is very essential to identify and retain the efficient, competent and knowledgeable employees in organization by developing and maintaining an effective compensation program.Employees are the organization's most valuable resource, and the ability of managers to attract, retain, and reward adequately talented and competent employees is referred to as green compensation. Green compensation and rewards are the major human resource management processes through which employees are rewarded for their performance. These HR practices are the most powerful methods which links together an individual’s interest to that of the organizations. Compensation and rewards can influence employees’ attention to the maximum at work and motivate them to exert maximum effort on their part to achieve organizational goals.
Green compensation is an integral part of human resource management which helps in motivating the employees and improving organizational effectiveness. The impact of compensation and benefits on employee performance and organizational effectiveness depends on the existing compensation and performance management programs at an individual company. Typically, most employees respond to increases in pay and benefits with a positive and more productive attitude. However, the opposite is true as well. Sometimes, employees only notice rewards of a salary increase the day the increase is communicated to them, and the day they receive the first paycheck that includes the salary increase. The best people are most often drawn to the companies that pay the most and offer the best opportunity for advancement. 
Lazear (2018) noted that one of the best means to invest in workers and inspire them is via a green compensation and reward system that consists of extrinsic rewards such as pay, fringe benefits, appreciation and promotion, and inherent rewards, e.g., a sense of being a part of the institution, important participant of a group, variety in job content, enhanced duty and autonomy, sense of achievement, feedback information, acknowledgment and opportunities to learn and grow. It aims to attract and maintain skilled workers and motivate good worker-management relationships and institutional dedication. Green compensation is expressed as good and fair remuneration in the form of financial returns and tangible benefits for workers for their contribution to the attainment of firm goals as part of an employment relationship (Mulugeta & Mekonnin, 2018). 
In the health sectors, green compensation is required to be effective as it should be sufficient, equitable, balanced, cost-effective, security pay, incentive providing pay, and acceptable to the workers. Greeb compensation positively impacts the health care workers' performance. In the lack of appropriate reward and compensation, employees tend to show dissatisfaction through poor performance (Strine & Smith, 2020). The study discovered that a compensation and reward system is necessary to attract, maintain and inspire ideal workers for a particular firm. It plays an essential duty in the performance of workers and the firm. Workers are the important resources for any company and in the event of managing individuals, the reward and compensation system highlights a center attribute of the employment relation.

The success or failure of the company primarily relies on its workers. In every institution, the performance of the workers is essential to enhance the institution's effectiveness in the environment in which it operates. The workers' reward and compensation should be made equitable. There should be no favor when it comes to rewarding the employee. Salaries and other compensation payments should be reviewed based on market value and other fundamental requirements (Hemmert, Cross, Cheng, Kim, Kohlbacher, Kotosaka & Zheng, 2019). The term green compensation can be described as reward and compensation packages utilized to influence employees’ green practices. It aids to promote people in the work force that have a very strong work ethic, and continue to stay motivated regardless of the compensation package provided.
According to Perry (1997), the concept of green compensation has attracted considerable attention over recent years and has become a central objective of human resource management. He indicated that green Human Resource Management policies are now being designed to maximize organizational integration, employee commitment, flexibility and quality of work. In spite of all these apparent attendant problems of motivation, and productivity, every organization do necessarily seek means of ensuring continuous productivity, which would be geared towards the accomplishment of organization goals. 

1.2
Statement ofthe Problem

While remuneration is apparently one in each of the key drivers of Productivity and one in each of the first considered zones, questions are strong by atomic physicist, (1957) and Armstrong (2008) on the viability of remuneration. They contended that, though need of it causes discontent, its arrangement doesn't lead to enduring inspiration. The results of remuneration on efficiency change from organization to organization Most of the individuals are affected by cash a least of for his or her fundamental wants and needs (DeNisi and Griffins, 2008). Laborer productivity through stipend is in numerous shapes together with pay raises, execution rewards, commissions, share and distinctive assist preferences like excursions, cars and distinctive substantial things that are utilized as rewards (Campbell, 2007).
Over the last three years, qualified personnel have left the University of Ilorin Teaching Hospital in search of better pay and opportunities. Employees believe the firm has a poorer remuneration package, particularly in terms of salary, as compared to similar sector and private hospitals in the country. The majority of employees are unclear about the organization's remuneration system in general.In addition to that the organization has no periodic cost of living adjustment even though they have the policy to make market assessment every year. The employees also think it has different compensation policy for different projects in the organization. This assumption created some level of dissatisfaction among employees which has a perceived effect on employee’s performance.
Moreover, it is evident that the term compensation is usually narrowed to cash and as a result, employers only have a tunneled vision when it comes to the issues of compensation for their employees. Other aspects of green compensation which makes up the total compensation package for the employee are not given much attention. Employees themselves fail to recognize the fact that their compensation is a package and not only related to cash. The byproduct of the above understanding of green compensation is that it is poorly managed and most of the time performance is affected adversely in the health sector in particular. It is in view of these problems that the study intends to investigate the relationships between green compensation, personnel motivationas well as personnel productivity and understand what contributes to total compensation and how it can be better managed and linked to personnel productivity.

1.3
Research Questions

i. To what extent cangreen compensation impactsemployee productivity?
ii. Do incentives have any influence on employee commitment?
iii. How doesgreen bonus affect employee performance?
1.4
Objective of the Study

The main objective of this study was to examine the influence of green compensation on personnel productivity in the University of Ilorin Teaching Hospital. Specific objectives are:

i. to examine the impact of green wages and employee productivity.

ii. to determine the effect of incentives on employee commitment. 
iii. to investigate the impact of green allowances on workers performance.
1.5
Research Hypothesis

H01:
There is no significant relationship between green wages and employee productivity
H02:
Incentives has no significant influence on employee commitment
H03:
Green allowances has no significant influence on workers performance
1.6
The significance of the study

The findings of this study will contribute greatly to the benefit of business productivity in general considering that compensation as well as motivation plays an important role in personnel and organizational productivity today. The greater demand for efficient and effective workforce justifies the need for more analyzed and evaluated compensation approach. It will also provide an objective view of the nature of green compensation to the employees of the University of Ilorin Teaching Hospital, Ilorin, Kwara state and contribute to existing literature by identifying its major relationships as well as connectivity with their personnel’s productivity. The findings of this study will also be significant to future researcher (or researchers if it is a group study) as this could be an instrument that could help them undercover critical areas in compensation processes and add some information on what is lacking on the study and on theirs.

1.7
Scope of the study

The current study sought to examine the correlation and relationships between the test variables: compensation, motivation as well as job satisfaction(independent) and the level of personnel productivity (dependent) in the University of Ilorin Teaching Hospital, Ilorin, Kwara state. The profile of the employees will also be sought and will be considered as independent variable. Research made and validate instruments will be used. The timeline will be within the time frame of 2021.

1.8
Definition of terms

Compensation: Compensation is the total cash and non-cash payments that you give to an employee in exchange for the work they do for your business. It is typically one of the biggest expenses for businesses with employees. Compensation is more than an employee’s regular paid wages. It also includes many other types of wages and benefits.

Incentives: The incentive is a positive motivational influence on a person that helps improve his performance. Thus, it can be said that all the measures taken by the management toimprove the performance of its employees are incentives. The incentives can be broadly classified as financial incentives and non-financial incentives.
Financial incentives: financial incentives refer to those incentives which are in direct monetary form i.e., money or can be measured in monetary terms. Financial incentives can be provided on an individual or group basis and satisfy the monetary and future security needs of individuals.

Non-financial incentives: Apart from the monetary and future security needs, an individual also has psychological, social and emotional needs. Satisfying these needs also plays an important role in their Motivation. Non-financial incentives focus mainly on the fulfillment of these needs and thus cannot be measured in terms of money.

Motivation: is the process of inspiring people in order to intensify their desire and willingness for executing their duties effectively and for co-operating to achieve the common objectives of an enterprise. In other words, it means to induce, instigate, incite or prompt someone to a particular course of action for getting the results expected from him.
Job satisfaction or employee satisfaction: is a measure of workers' contentedness with their job, whether they like the job or individual aspects or facets of jobs, such as nature of work or supervision (Spector, 1997). Job satisfaction can be measured in cognitive (evaluative), affective (or emotional), and behavioral components.

Employee productivity: (sometimes referred to as workforce productivity) is an assessment of the efficiency of a worker or group of workers. Productivity may be evaluated in terms of the output of an employee in a specific period of time. Typically, the productivity of a given worker will be assessed relative to an average for employees doing similar work. Because much of the success of any organization relies upon the productivity of its workforce, employee productivity is an important consideration for businesses. 

CHAPTER TWO

LITERATURE REVIEW

2.0
Preamble

This chapter serves as the foundation for the development of the study. It discusses the relevant literature relating to the factors that affect green compensation and employee productivity in the workplace. The chapter presents the conceptual literature review, theoretical review, empirical review, research gaps and the conceptual framework of the study. It comprises a well justified description of the concept of compensation in the view of pertinent theory and model relating to the area of focus to the study.

2.1
Conceptual Review of the Literature

2.1.1
Concept of Green Compensation

According to Bhattacharyya (2009), the term green compensation is an extension of the compensation management in HRM. Scholars have viewed green compensation in different dimensions which is influenced by how country’s laws that govern compensation are seen by researchers around the globe. However, green compensation is a reward that an employee awaits after putting his/her efforts to achieve enterprise goals and objectives. In the quest to search for a befitting definition of green compensation, a human resource scholar Ivancevich (2013) elucidated that “green compensation” is a human resource function that deals with every type of reward individuals receive in exchange for performing organisational tasks. Milkovich (1999) viewed compensation as wages and benefit given in exchange for effort or work. 
Bernadin (2007) on his assertion argues that compensation refers to all forms of financial returns and tangible benefits that employee receives as part of employment relationship. McNamara (2006) in Odunlade (2012) submitted that “compensation includes issues regarding wage and/or salary programmes and structures accruing from job descriptions, merit-based programmes, bonus-based programmes, commission based programmes and so on, while benefits typically refer to retirement plans, health life insurance, disability insurance, vacation, employee stock ownership plan and so on”. Human resource researcher Bhattacharyya (2007) contended that compensation is a methodological approach to assigning a monetary value to employees in return for work performed. Bhattacharyya (2007) also argued the compensation is a term used to describe not only employee salaries but also all other benefits received which he termed remuneration. 
In words of Cassandro (2008), green compensation is an area of human resource management which involves making decisions about pay that are fair, equitable and competitive with current market rates; providing employees with incentives to improve performance; ensuring that benefits packages are cost effective and serve to motivate employees, and making certain that all compensation-related policies and programmes comply with government requirements”. Cassandro (2008) went further to argue that green compensation may be in the form of financial returns, tangible services, and benefits received by employees as part of their employment. It does not include other forms of rewards such as recognition and interpersonal relationships etc”. HR Guide to the Internet (2000) defines compensation as a systematic approach to providing monetary value to employees in exchange for work performed. 
2.1.2.
Purpose of Green Compensation

Bhattacharay (2009) had provided the following objectives of compensation or wages asgiven below:
Motivating the Employees:  The first category is motivation. Employees may have talent but they will not be motivated to use their talent unless they know that they will be rewarded duly for their contribution towards organizational objectives or be punished for not contributing as per the demands of the job. Also, compensation needs to be high enough to attract applicants. Pay levels must respond to supply and demand of workers in the labor market since employers compete for workers.Employees may quit when compensation levels are not competitive resulting in higher turnover. Therefore, one of the important objective of Compensation Management is retaining the human capital or talent of the organization.

Equity: another essence of motivation is equity which may take several forms. It include income distribution through narrowing of inequalities, increasing the income of lowest paid employees, protecting real wages (purchasing power), and the concept of equal pay for work of equal values. Compensation management strives for internal and external equity. Internal equity requires pay related to the worth of similar job so that similar job gets similar pay. External equity means paying worker what other firms in the labor market pay comparable workers. Compensation differentials, based on differences in skills or contribution, are all to the concept of equity.

Efficiency: The objective of efficiency are reflected in attempts to link a part of wages to productivity or profit, group or individual performance, acquisition and application of skills, and so on. Arrangement to achieve efficiency may also be seen as being equitable (if they fairly reward performance) or inequitable (if the reward is viewed as unfair).The efficiency allocation of labor in the labor market implies that employees will move to wherever they receive a net gain. Such movement may be form one geographical location to another or form one job to another (within or outside an enterprise). The provision or availability of financial incentive causes such movement.

Macro-economic Satiability: It can be achieved through high employments level and low inflation. For instance, an inordinately high minimum wages would have an adverse impact on levels employment, tough at what level these consequences would occur is a matter of debate. Although compensation policies influence macro-economic stability and contribute to the balanced and sustainable economic development.A rational compensation system helps the organization obtain and retain workers at reasonable cost.

Facilitate Understanding

The Human Resource specialists, operating managers and employees should easily understand the compensation management. And lastly, green wages and salary programs should be designed to be managed efficiently, making optimal use of HRIS i.e. Human Resource Information System.

2.1.3
Types of Green Compensation Packages

According to Dessler (2011), compensation can be divided into 2 forms- Direct and indirect compensation which are discussed below in detail.
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Types of Green Compensation Packages 

According to Dessler (2011), compensation can be divided into 2 forms- Direct and indirect compensation which are discussed below in detail.
a. Indirect Compensation

Dessler (2011) refers to Indirect Compensation as the indirect financial and nonfinancial payments employees receive for continuing their employment with the company which are an important part of every employee’s compensation. Other terminology such as fringe benefits, employee services, supplementary compensation and supplementary pay are used. According to Armstrong (2009) Indirect Compensation or Employee benefits are elements of remuneration given in addition to the various forms of cash pay. They also include items that are not strictly remuneration such as annual holidays. Management uses it ostensibly to facilitate its recruitment effort or influence the potential of employees coming to work for a company, influence their stay or create greater commitment, raise morale, reduce absenteeism in general and improve the strength of the organization by instituting a comprehensive programme in this area (Noe et al. 1996).

According to Chhabra (2001), Indirect or Supplementary Compensation involves 'fringe benefits' offered through several employee services and benefits such as housing, subsidized food, medical aid, crèche and so on. It involves rewards provided by organizations to employees for their membership, attendance or participation in the organization. Because of the increasing costs of fringe benefits, some people also label them as 'hidden payroll. Benefits currently account for almost 40 per cent of the total compensation costs for each employee. The basic purpose of fringe benefits or supplementary compensation is to attract and maintain efficient human resources and to motivate them. From the above literature, it can however be deduced that most researchers who have considered work in this field agree on the definition of the term compensation and also agree on the types of compensation being considered by this review. Some have also classified compensation into fixed and variable compensations. These are term that relate to the concept of direct and indirect compensation; also sometimes referred to as primary and secondary compensation.

Byars and Rue (2008) mentioned the following as some of the more popular indirect compensations offered by today’s organizations. Though the list below is not exhaustive it is meant to give a fair idea of the kinds of packages that organisations consider as indirect compensation in the corporate settings today.

i. Paid Holidays

These comprise holidays such as Christmas Day, New Year’s Day, Independence Day, Labour Day, etc. One relatively new concept is the floating holiday, which is observed at the discretion of the employee or the employer. Another relatively new concept is referred to as personal time-off or personal days. Under this concept, organizations give employees a certain number of days with pay to attend to personal affairs. Normally these days can be taken at the employee’s discretion. Casual leave days can also be considered in this category as paid holidays by at the discretion of the employer and the request of the employee.

ii. Workers’ Compensation

This is meant to protect employees from loss of income and to cover extra expenses associated with job-related injuries or illness. The laws generally provides for replacement of lost income, medical expenses, rehabilitation of some sort, death benefits to survivors, and lump-sum disability payments.

iii. Social Security

This is a federally administered insurance system. According to law, both employer and employee must pay into the system, and a certain percentage of the employee’s salary is paid up to a maximum limit. How much is paid by employer and employee is calculated on the average monthly wage (weighted toward the later years). It is provided mainly to give financial security to employees during their retirement.
iv. Retirement Plans

Retirement and pension plans, which provide a source of income to people who have retired, represent money paid for past services. Private plans can be funded entirely by the organization or jointly by the organization and the employee during the time of employment. One popular form of pension plan is the defined-benefit plan. Under this, the employer pledges to provide a benefit determined by a definite formula at the employee’s retirement date. The other major type of retirement plan is the defined –contribution plan, which calls for a fixed or known annual contribution instead of a known benefit.

v. Paid Vacations

Typically, an employee must meet a certain length-of –service requirement before becoming eligible for paid vacation. Also, the time allowed for paid vacations generally depends on the employee’s length of service. Unlike holiday policies that usually affect everyone in the same manner, vacation policies may differ among categories of employees. Most organizations allow employees to take vacation by the day or week but not in units of less than a day. Organizations may offer a wide range of additional benefits, including food services, exercise facilities, health and first-aid services, financial and legal advice, and purchase discounts in addition to the major benefits previously discussed to motivate employees.

b. Direct Compensation 

Dessler (2011) explained that Direct compensation is usually limited to the direct cash benefits that the employees receive on monthly, bi-monthly or weekly basis for the services they render as employees of a particular organization. It could also be in the form of stock bonus compensation, where employees of the organisation are given the opportunity to own shares in the organization they work for and at the end of every year they have the opportunity again to gain some divided in the form of equity on their shares. This is also referred to as Executive stock options (ESO).

2.1.4
Challenges Associated with Green Compensation Management

The main problem with indirect compensation is the lack of employee participation according to Aswathappa (2007). He mentions that once an employee benefit programme is designed by the organization, employees have little discretion. For instance, the same pension usually is granted to all workers. Younger employees see pension as distant and largely irrelevant. Older female workers feel that maternity benefits are not needed. The uniformity of benefits fails to recognize workforce diversity. Admitted, uniformity leads to administrative economies, but when employees receive benefits they neither want nor need, these economies are questionable. Since employees have little choice in these benefit packages, most workers are unaware of all the benefits to which they are entitled. This lack of knowledge often causes employees to request for more benefits to meet their needs. And perhaps even worse, employee confusion can lead to complaints and dissatisfaction which could adversely affect their performance hence productivity
2.1.5
Approaches to Determining Green Compensation
There are many ways to ascertain how compensation can be paid. Human resource scholar, Okwudili (2016) accentuates compensation packages can be ascertained through the following ways: 
a. Seniority-based pay: This is as a result of the employees rank or position in the workplace. The higher the position or rank of a worker, the higher will be their compensation packages. 
b. Job status-based pay: Here, job evaluation is used as a basis to determining how compensation can be awarded. 
c. Skill or competence-based pay: The skill, knowledge, experience and other significance features that individuals bring to bear in the performance of jobs is also a major consideration in the way some organisations approach compensation issues. 
d. Performance-based pay: Compensation is paid to an employee as a result of his/her effort in the work he/she was assigned to do or with a team or group members.

2.1.6
Effective Implementation of Green Compensation
It is one thing to understand the concept of compensation; it is another thing to effectively implement a compensation plan or system for equitability and transparent allocation of reward to deserving employees who toil day and night to ensure the continuity of the organization. For compensation to be implemented effectively in the civil service or private businesses, the Nigerian government has formulated policies to settle employee and employer psychological behaviours. In 2004, the National Assembly enacted “Workmen Compensation Act of 2004” designed to protect workers from being dehumanized by their employers and pay workers what is due to them when injury is sustained in the workplace. But in the long run, it was amended in 2010 by the same National Assembly and changed to “Employee Compensation Act 2010”. 
The payment of compensation under the Employee Compensation Act 2010 is rested on injury sustained but disabled. Section 7(1) of the Act stipulates conditions for employee compensation in the Nigerian workplace which civil service is part. It states clearly that for compensation to be paid to employee, it must arise out of or in the course of employment. However, the phrase “arise out of employment” conveys that the injury should result from the work the employee was employed to do. This implies that, payment of compensation as a result of injury sustained must be associated with the work being assigned to the employee in the workplace. In other words,the phrase “in course of employment” refers to the scope, time and the level beyond the work an employee is expected to carry out. 
Expatiating further Worugji (2013) elucidated that in course of employment actually means that accident resulting to the injury must occur at the time and place of the employment while the employee is doing what he or she is employed to do. But Employee Compensation Act 2010 has repeal that of Workmen’s Compensation Act 2004 which restricted the payment of compensation to workers only when they are in the course of employment or must arise out of employment. Nigeria Employee Compensation Act 2010 clearly states that; “any employee, whether or not in a work place, who suffers any disabling injury, arising out of or in course of employment, shall be entitled to payment for compensation in accordance with part IV of this Act (Worugji, 2013). In the final analysis, for civil servants to receive any compensation from their employers, they must be acquainted with the tenets and content of the Employee Compensation Act 2010 before placing their claims.

2.1.7
Concept of Employee Performance
In this context, one needs to understand the meaning of performance in human resource management paradigm. According to Bhattacharyya (2007), performance is what we expect to deliver by an individual or a set of individuals within a time-frame. Boddy (2008) in Christopher and Bulah (2016) accentuate that performance is the results of an activity. An employee is said to be performing when duties assigned to such individual lis carried out effectively and efficiently to meet organisational goal. According to Christopher and Bulah, (2016), employee performance is about employees achieving the results, goals or standards as per the expectations set by the enterprise. This implies that for an employee to be performing, such individual will achieve goals set by the enterprise with the standard required. 
Employee performance determines the direction and expansion of any business outfit in the universe. It is on record that when employees are highly motivated by their employers, commitment is said to be on the rise on the part of the employee. There are several dimensions of performance in human resource management. Bhattacharyya (2007) contended that for performance to be measured, the following dimensions must be in place. These are output or result dimension which refers to the consequence of inputs in a summary form or a final or semi-final product or service form (Bhattacharyya, 2007). Examples of this dimension are salary figures, customer numbers, financial targets, production targets, completion of tasks to meet some deadlines (Bhattacharyya, 2007). Input dimension describes in terms of the activities or tasks to be accomplished by the individual (Bhattacharyya, 2007). 
Time dimension which refers to as performance for a task, for a day, a month, a year, or for life (Bhattacharyya, 2007). Focus dimension meansperformance can be ascertained by focusing on a particular thing or objective.

2.1.8
Concept of Personnel Productivity

One of the key issues that most organizations face nowadays is the need to improve employee productivity. Employee productivity is an assessment of the efficiency of a worker or group of workers. In actual terms, productivity is a component which directly affects the company’s profits (Gummesson, 1998; Sels et al., 2006). Productivity may be evaluated in terms of the output of an employee in a specific period of time. Typically, the productivity of a given worker will be assessed relative to an average out for employees doing similar work. It can also be assessed according to the amount of units of a product or service that an employee handles in a defined time frame (Piana, 2001). As the success of an organization relies mainly on the productivity of its employees, therefore, employee productivity has become an important objective for businesses (Cato & Gordon, 2009; Gummesson, 1998; Sharma & Sharma, 2014).

Many studies have focused on one or two ways to measure productivity and since many different approaches are taken, it can be challenging to compare the results (Nollman, 2013). Overall, there is a lack of an effective and standardized way to assess productivity. According to Sharma and Sharma (2014), employee productivity is based on the amount of time that an employee is physically present at his/ her job, besides the extent to which he/ she is “mentally present” or efficiently working during the presence at the job. Companies should address such issues in order to ensure high worker productivity. Ferreira and Du Plessis (2009) indicated that productivity can be evaluated in terms of the time spent by an employee actively executing the job he or she was hired to do, in order to produce the desired outcomes expected from an employee’s job description.

Previous literature has clearly discussed the advantages of employee productivity which would lead to organizational success. According to Sharma and Sharma (2014), higher productivity results in economic growth, higher profitability, and social progress. It is only by increasing productivity, employees can obtain better wages/ salaries, working conditions and larger employment opportunities. Cato and Gordon (2009) also demonstrated that the alignment of the strategic vision to employee productivity is a key contributor to the success of an organization. This alignment as a result would motivate and inspire employees to be more creative, and this ultimately can improve their performance effectiveness to accomplish organizational goals and objectives (Morales et al., 2001; Obdulio, 2014). Moreover, higher productivity tends to increase the competitive advantage through reduction in costs and improvement in quality of output.

The above discussion has clearly discussed the concept of employee productivity. It indicates that employee productivity is a key determinant of organizational profitability and success. In the following section, work engagement as key human resource practice and its effect on employee productivity is presented.

2.1.9
Relationship between Green Compensation Management and Personnel Productivity
According to Baker (2002) the output or performance of an employee is a combination of effort, ability and an error margin, providing for all uncontrollable factors, at least from the employee’s perspective. He stated that given the employee’s private information vis a vis the employer, the employer must depend on performance measures in order to estimate the effort the employee has put in. Performance measures are selected based on two criteria: (a) alignment with the organisational objective and, (b) controllability by the employee as proposed by Baker (2002). The performance measure is used to evaluate the performance of the employee, which forms the basis for determining the amount of variable monetary compensation an employee will receive and for making career decisions.

According to him fixed compensation, as opposed to variable compensation, does not induce effort and its role is limited to retention and selection. In practice, completely fixed compensation that is totally unrelated to performance is extremely rare, for instance, the probability of being fired creates an incentive to perform. Further breaking it down, baker identified two forms of fixed compensation as primary compensation and secondary compensation. Primary compensation he stated consists of monetary payments for employees whereas secondary conditions are the nonmonetary benefits such as a company car, cell phone and pension benefits. Thierry (1987) stated that of compensation systems to be effective depended on some 3 perceived features, which are transparency, fairness and controllability.

These perceptions have a linkage with each other which is discoursed below in more detail. 

Transparency: According to how a compensation system is seen to be transparent will depend on how it is communicated and the level of complexity. A transparent system not only informs employees who would not want to take risk of the rules of the compensation system, but it also brings them abreast with the objectives of the organization. The rules if effectively communicated to these personnel will facilitate their understanding of the system works and create and environment to support the implementation of the compensation system. (Perceived) uncertainty decreases the effectiveness of incentive compensation (Gibbons, 1998). In short, how employee’s perception a compensation system to be transparent will have a positive and propelling effect on their level of motivation to perform. Lessening the risk of working hard and not getting compensated accordingly in return is projected to make employees want to put in more effort and therefore increase performance.

Fairness: According to Prendergast (1999) although economic theory of trust is not well developed, the reliability and trustworthiness of the principal is expected to influence the actions of the employee greatly. Other theories like the Reciprocity theory have also concentrated on the concept of fairness as well, but have used different angles. It mentions that in relation to the employer, employee’s compensation should be an amount that is fair. According to this theory in the agency contract any surpluses created must be divided fairly so as to enhance incentives. If the employee perceives that this concept of fairness has not been delivered in anyway, there is the likelihood that their motivation to perform will be reduced hence reducing performance. Hence, perceived fairness is expected to be a determinant to motivate for performance.

Controllability: The third characteristic we use to evaluate the compensation system's effectiveness is the perceived relationship between effort and (variable) compensation. Baker (2002) defines controllability as the extent to which the employee is able to control or influence the outcome. The effect on the performance measure should vary as little as possible in order to have control of one’s incentive compensation. Within the cognitive evaluation theory, the controlling and informing elements of a compensation system are expected to have an effect not only on performance but on motivation as well (Frey 1997). Employees perceive controllability and the controlling element of the compensation system as two opposite sides of the same coin. The need for self-determination is the foundation for this dimension (Ryan 1985). An employee, who is involved in determining the performance measures that are used in an incentive program, will perceive the performance measurement itself as less controlling. This is in line with the cognitive evaluation theory were the informing and controlling elements are proxies for the possibilities of selfdetermination of the employees. Although the underlying theoretical concepts are different for the cognitive evaluation theory and the agency theory, the expected relationship between control (self-determination) and motivation to influence performance is similar.

2.2
Theoretical Framework
The theoretical framework discusses models and theories on the relationship between green compensation and personnel productivity in the organization. Various theoretical themes were applied to this study to relate them to human behavior in the work environment when it comes to the use of the compensation management mechanisms. In this study, the Expectancy theory, Equity theory as well as Abraham Maslow Hierarchy of Needs theory were used to highlight the relevance of green compensation on workforce productivity in organization.

2.2.1
Expectancy Theory 

According to Vroom’s (1964) study on expectancy theory, people act to maximize their expected satisfaction with outcomes. Specifically speaking, two factors influence individual motivation in a particular situation: 1) “effort–outcome expectancy” refers to the relationship between effort and a particular outcome, for example, a certain level of compensation matches a certain level of performance. 2) The attractiveness of the outcome. In another words, a person’s choice of a level of effort that they think will achieve the desired outcome is bases on these two factors mentioned above (Bonner and Sprinkle, 2002).

The expectations of people are mostly influenced by significant others. expectancy theory (Vroom, 2014) centers on the connect amongst recompenses and deeds (instrumentally sensitivities), in spite of the fact that it highlights anticipated (rather than skilled) recompenses (i.e., enticements). Inspiration is moreover a work of other two variables: hope, the alleged interface between exertion and execution, and valence, the anticipated esteem of results (e.g., recompenses). Compensation frameworks vary concurring to their influence on these motivational mechanisms. In general talking, pay frameworks vary furthermost in their effect on instrumentally: the seen interface between behaviors and pay too alluded to in the pay writing as "line of prospect." Valence of reimbursement results ought to stay the same beneath distinctive pay frameworks. Anticipation perceptions frequently have more to do with work plan and preparing than pay frameworks.

2.2.2
Equity Theory

Equity theory recommends that laborer discernments of their contributions towards the organization, what they get correspondingly, and the way their come -commitment quantitative connection compares to others in and also out of the organization,' confirm in any case honest they get it their business relationship to be (Adams, 1963). Recognitions of imbalance region unit anticipated to cause staff to require activities to revive value. Tragically, a few such activities (e.g., stopping or need of participation) might not be valuable to the organization. Equity theory centers on 2 sides: the input and hence the result. Associate degree worker compares their job’s inputs with associate degree outcomes quantitative relation. If the worker perceives difference, he or she he can act to correct the inequity. The worker could lower productivity or cut back the standard of their job. Persistently inequities will cause a rise in absence and even resignation of a corporation (Greenberg, 2005).

Cowherd and Levine (2012) used an illustration of 102 trade units in forty one firms to look at whether or not the measurements of the pay difference amid the lowest level workers and high administration had any effect on the item quality. Cowboy and Levine guide that laborers regularly compare their pay to those of higher places inside the organization composition. In case the subordinate specialists feel disproportionately handled, they'll get to cut back their effort to realize value. Quality, in their study, was sketched out as client recognitions of the standard of goods and services.

They also theorized that further role, or residency actions, like openly giving to help other people, following the spirit instead of letter of rules, and adjusting some of the errors that will usually discharge notice, would be minimal surely once pay differences amid hourly and high social control laborers were enormous. Their results backed up this theory, proposing that organizations got to be extra careful that they not disregard the potential antagonistic mental highlight results of government get the inspiration of diverse workers.

2.2.3
Agency Theory 

According to Jensen and Meckling (1976), conflict of interest and information asymmetry exist between principal and agent, since their different starting points and personal benefits lead to different personal objectives. Each party tends to maximize their net utility in terms of income, which can be considered as the benefit part of the agent, and the degree of work effort is disregarded. Therefore, most of the agents are likely to minimize their effort in order to maximize their net utility (Alchian and Demsetz 1972). As long as the principals do not take actions to punish agents, agents will tend to take opportunities to decrease their work effort.

A basic assumption of agency theory (e.g. Baiman, 1982, 1990; Eisenhardt, 1989) is that people are fully rational and have well-defined preferences, and they are presumed to be motivated by self-interest (e.g. wealth and leisure). Besides that, most models of economic behavior assume people will shirk (i.e. give low or no effort) to a task, especially when the task will not contribute to their own economic well-being (Bonner and Sprinkle, 2002).

We can predict that if employees always behave in the best interest of the organization, management control would be unnecessary. However, we have to admit that sometimes employees are unable or unwilling to behave in an organization’s best interest and, as a result, some related controls must be taken in order to avoid unintended behaviors or encourage preferred behaviors (Merchant 1982).

According to Merchant (1982), even though employees have some good knowledge and are able to finish the job well, some still do not act in the organization’s best interest, because it is less likely that employee objectives and organizational objectives are aligned. As the direct influence of different types of compensation on employee motivation is mixed, the following chapters investigate employee performance and motivation to work.

2.2.4
Abraham Maslow’s Hierarchy Of Needs

People have biological, psychological and social aspects and therefore have various needs.These needs, which can vary from person to person, follow a hierarchical order that progresses from basic physiological needs towards social and psychological needs at a higher level. Maslow’s Hierarchy of Needs theory, which is at the forefront of the most important studies about motivation, has also created the “Hierarchy of Needs Pyramid” by putting the needs in a certain order:

Psychological Needs; are the needs that have to be satisfied for the continuation of an individual’s biological structures, such as taking oxygen, eating, drinking, sleeping, resting and sheltering. Maslow described these needs as physiological drives which are the beginning of the motivation theory and emphasized that it should be paid attention to two basic points. People first need water, salt, sugar, protein, fat, minerals, vitamins, and so on to ensure “homeostasis” in their organisms (protection of the internal balance of the body). However, it is not possible to define all the physiological needs with homeostasis. Needs such as sexual desire, sleep, caress, smell, taste are not homeostatic but physiological needs. The second point that needs to be taken into consideration is whether the need for food is a symptom of the real need or a lack of the body. Physiological needs are compulsory. If they are not met to a certain extent, then other needs will not occur to a great extent. It can hardly be argued that freedom and democracy, art, quality music and sports are in the way they should be in people and societies that have not fulfilled their compulsory needs (Maslow, 1954). 

Safety Needs; although physiological needs are relatively satisfied, new needs arise that are classified as safety needs (Maslow, 1943). These are the needs such as protection from danger, being confident and not feeling fear (Daft, 2013). One dimension of your safety needs is to be secured economically. The concept of insurance arising from the pension system and the worries such as flood, fire, and theft is based on this need. The military and police organizations of the communities are also due to their safety needs (Telimen, 1977; Eren, 2012). In addition, the safety needs can also evolve according to the social concerns or the conditions of the country they live in.

Social Needs: once the physiological needs and safety needs are fully met, the need for love, commitment and belongingness emerge. At this stage of the theory, Maslow emphasizes that humans are social beings (Stephens, 2000; Adair, 2013). The individual’s needs for belongingness and love represent a wide range of needs, such as feelings of belonging (group membership, clubs, churches, business associations, etc.), spouse, child and maternal love (Seeley, 1988). Individuals want the presence of love in their relations with people, love, being loved, to be in the hearts of people and groups. This need category, which consists of needs to be accepted by others, to establish friendships, to be with relatives, to exhibit love to people around and to expect love from them, derives from the instincts of living together to a great extent (Roger, 1970). According to Maslow (1943), except for a few pathological exceptions, all people have a need or desire for a stable and sound self-assessment, self-esteem and others’ respect. Sound self-esteem means self-respect based on true capacity, success, and respect of others.

Esteem Needs; there are two kinds of esteem needs. The first is the need to be appreciated and respected by others related to the reputation of a person, such as status, recognition, and appreciation. The other one is the need for self-appreciation and self-esteem, such as self-confidence, independence, success, and talent (Maslow, 1954, Griffin, 2013).

Self-Actualization Needs; even though all the needs at the other levels of the hierarchy are satisfied, the person will still feel uneasy and dissatisfied. For this reason, people should behave according to their personal abilities. A musician should engage in music, an artist should engage in art, and an author must write to be happy. A person should be whatever he or she can be (Maslow, 1943). Self-realization is an effort made by an individual to maximize his own capacity, to develop his skills, and to reach the ideal type of person he really wants to be (Kalish, 1973). Since this is a need for improvement, there is no saturation point, and the needs increase in proportion to their rates of satisfaction. Maslow (1943;1954) describes people who realize themselves as individuals with high levels of perception of reality, able to act as they are, solution oriented, having a tendency to be alone because of being self-sufficient, independent, able to be aware of and appreciate the beauties of life, with deep collective sense, democratic, creative, witty, and resistant against stereotypes. According to Maslow (1943; 1954), satisfied needs lose their importance as motivational elements. However, it is not possible to separate the needs with exact boundaries. It does not need one hundred percent satisfaction to be able to move from a certain need to a higher one (Hodgetts, 2006). People who are satisfied with some upper-level needs may sometimes feel lower-level needs. Especially in emergencies such as war, disease, natural disasters, lower-level needs may be at the forefront. According to Maslow, while the proportions are not certain, it is enough to satisfy 85% of the physiological needs, 70% of the safety needs, 50% of the love and belongingness needs, 40% of the appreciation and esteem needs and 10% of the self-actualization needs (Maslow, 1954).

2.3
Empirical Review

Due to the peculiarity of green compensation as a concept and as an issue bordering both the employee and employer, different scholars around the world have written extensively on this subject called compensation. 
Oburu and Atambo (2016) examined the effect of non-financial compensation on employee performance of micro-finance institutions in Kenya. Their study established that indeed the micro finance industry especially WakenyaPamoja Sacco-Kisii, does employ non-financial compensation measured in terms of participation and/recognition, better workplace environment, job design, career development, training motivate employees and drive up their performance as well as to retain staff. 
Okwudili (2015) carried an empirical study on the effect of non-monetary rewards on productivity of employees among selected government parastatals in Abia State, Nigeria. The findings of his study indicated that non-monetary rewards and productivity of employees have a positive relationship which is significant at 5% level of probability (2- tailed). He concluded that “higher productivity and efficiency of employees in government parastatals is possible with the effective exploitation of human resources through non-monetary rewards and recommends amongst others that Government should motivate their staff more by involving them in self developmental programmes with good remuneration payment, incentive packages etc that will signify that the organization needs their personal outputs.

Idemobi, Onyeizugbe, and Akpunonu (2011) carried an empirical study on compensation management as tool for improving organisational performance in the public sectors in Anambra state civil service of Nigeria. Their findings revealed that “financial compensation for staff members in the public service do not have a significant effect on their performance and that financial compensation received are not commensurate with staff efforts”. Their study further found that “reform programmes of the government do not have a significant effect on the financial compensation policies and practices in the public sector due to poor compensation management.

Silas (2013) conducted an empirical study on the effect of compensation on performance of public secondary school teachers in Eldoret Municipality Kenya. Their study concluded that compensation package provided by teachers service commission in Kenya was overall “not satisfactory” as many of the teachers were uncomfortable with the compensation package and policies in place. Osibanjo et al. (2014) examined the effect of compensation packages on employees’ job performance and retention in a selected private University in Ogun State, South-West Nigeria. The results of their study showed strong relationship between compensation packages and employees’ performance and retention.

Chun-His and Setyabudi (2008) investigates how age, tenure, employee’s rank and work status are related to perception of direct and indirect compensations fulfillment in a hazardous work environment. Their study found that age, tenure, employee’s rank and work status are positively related to perception of direct and indirect compensations fulfillment. Christopher and Bulah (2016) carried out an empirical study on the relationship between total compensation and employee performance in Mayfair Insurance Company Limited in Kenya. The finding of their study shows that there is a positive significant relationship between total compensation and employee performance at Mayfair Insurance Company Limited in Kenya
2.4
Research Gap

The study reviewed various scholarly articles pertinent to green compensation and employee productivity in the workplace. Despite the prevalence of the subject in various research, it was evident that there’s lack of the length such compensation will desire impact on the productivity of staff. The non-financial compensation area unit the rewards that don't seem to be financial like operating atmosphere, training, career development and recognition that are the motivating factors that enhance worker productivity. The studies didn't clearly indicate the however every of the factors guarantee productivity of staff Total remunerate is with respect to amplifying the combined shift of compensate components adapted toward worker inspiration, work engagement and commitment. It’s included with those things that employee’s worth inside the business relationship that's terribly crucial in making a piece skill that energizes staff to fulfill their work wants. The study didn't articulate in any case total reward will relate to elective worker has to encourage their productivity. Therefore, the present study seeks to investigate the role of green compensation on employee productivity in the health sector in Nigeria. 
CHAPTER THREE

METHODOLOGY

3.0
 Introduction

This chapter presents the procedures, methods and techniques the researcher adopted in the research work. Research work most often than not is appraised based on the quality and accurateness of the analysis and information it provides at the end. However, this is dependent on the nature of data collected during the research. As a result, this chapter looked at how data were gathered for the research. The methodology enlightened on the tools or techniques for research design, data collection, the population and sampling techniques, data sources, data collection instruments, and data analysis plan.

3.1
Research Design

A research design is the general plan of how one goes about answering the research questions (Sauders, Lewis & Thornhill, 2007). To achieve the objectives of the study, a descriptive survey researchdesign was adopted in order to enable the researcher carry out in-depth investigations leading to the understanding of the relationship between green compensation and personnel performance. Survey design can be viewed as an approach for organizing data systematically and studying the object in group (Kothari, 2006). Survey design approach was selected because this could bring a researcher to an understanding of a complex issue and can extend experience or add strength to what is already known through previous research in the social sciences (Yin, 1997).
3.2
Population of the study
Mugenda and Mugenda (2003) described research population as a complete set of individuals with some common characteristics to which the researcher wants to generalize the results of the study. The target population comprised of the three hundred and nineteen (319) staff members of University of Ilorin Teaching Hospital (UITH), Ilorin, Kwara state. The data for the population was derived from the five (5) departments of the University of Ilorin Teaching Hospital webpage (https://www.uithilorin.org.ng/index). The departments concerned includes the Obstetrics and Gynecology department, Ophthalmology section, Community and Primary unit, Surgery and Surgical Emergency Department as well as Medicine unit in the institution. The targeted population of this study is believed to have experience and knowledge in the area of study.
3.3
Sample Size and Sampling Technique

The ever-increasing need for a representative statistical sample in empirical research has created the demand for an effective method of determining sample size. To address the existing gap, Krejcie & Morgan (1970) came up with a table for determining sample size for a specified given population which is most viable for when considering the dualistic nature of selected institutions. 
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 = the table of the chi-square for 1-degree f freedom at the significant level of 0.05% (3.841).

N = population size which is 319
P = the degree of accuracy expressed as a proportion in which the proportion of the population assumed to be 0.5, since this would provide the maximum sample size.

e = the degree accuracy otherwise regarded as the alpha or significant level = 0.05

Krejcie and Morgan (1970) recommended the use of 0.50 as an estimate of the population proportion to maximize variance, which will also produce the maximum sample size. So, at 95% confidence level, P = 0.5, (1 −) ≈ 1. 
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Therefore, the sample size = 175
This number of 175 respondents is in accordance with the views of Hill, Brierlely and MacDougall (2003) who reported that a 10% fraction of the entire population is sufficient enough to present good concise research findings and provide good representation of the population of organization or any study that is investigated. 

3.4
Data Collection Procedure
In order to meet the objective of the study, the researcher developed questionnaires to collect data. Questionnaires are used primarily in survey research, but also in experiments, field research, and other modes of observation (Singleton, Straits & Straits, 1993), for the purpose of gathering information. The questionnaires were used to obtain primary data from the sampled population. All the respondents were asked the same questions in the same order. The questionnaire contained only the closed ended questions. A five (5) Likert type scale was also included. It was standardized and completely predetermined. The main advantage of the instrument is that it allows the researcher to control and focus responses to the research objectives, thereby enhancing the relevance of the data to be collected.
3.5
Validity of the Study

Validity of the questionnaire was tested. According to Mugenda and Mugenda (2003), validity is the accuracy and meaningfulness of inferences, which are based on the research results. To ensure content validity, the questionnaire was subjected to thorough examination the supervisor who evaluated the statements in the questionnaire for relevance and whether they were meaningful and clear. On the basis of the evaluation, the instrument was adjusted appropriately before subjecting it to the final data collection exercise.

3.6
Reliability of Instrument

The reliability of the questionnaire was also tested. Reliability is the consistency of a set of measurement items (Cronbach, 1951). Reliability is the consistency of measurement, or the degree to which an instrument measures the same way each time it is used under the same condition with the same subjects. A measure is considered reliable if a person's score on the same test given twice is similar. The questionnaires were coded and responses input into SPSS which was used to generate the reliability coefficient. The researcher used the most common internal consistency measure known as Cronbach’s Alpha (α) which was generated by SPSS. The recommended value of 0.7 was used as a cut–off of reliability for this study.

3.7
Data Processing and Analysis

Data analysis is a practice in which raw data is ordered and organized so that useful information can be extracted from it (Gall et al, 2007). Data was analyzed using the descriptive and inferential statistics. Data analysis is an examination of what have been collected and making deductions and inferences (Kothari, 2005). Data was analyzed by quantitative approach. The data obtained from questionnaire was entered into a computer and analyzed using Statistical Package for Social Sciences software (SPSS version 20.0). The data was summarized and presented using tables, bars, charts, graphs and percentage. The data obtained from the questionnaire was analyzed using Pearson product moment correlation analysis. This will be based on the data collected and survey made. The researcher made use of correlation for H1 and also regression analysis for H2 – H4, thereafter regression analysis and correlation will be used for testing the hypothesis. 
3.8
Model Specification

The study also made used of Pearson product moment correction to analyze to establish relationship between the independent and the dependent variables. The following correlation model was used to analyze data:
 SHAPE  \* MERGEFORMAT 
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Where;

r
=
Correlation coefficient

xi
=
Green Wages

xii
=
Green bonus
xiii
=
Green allowances
π
=
Mean of the values of the independent variables 
Y
=
Personnel performance
The test of hypothesis will be carried out at 5% level of significance, the decision rule is that if X2 calculated is less than (<) the critical value the null-hypothesis (Ho) will be accepted and reject the alternate hypothesis (Hi), but if the calculated value is more than (>) the critical value the null-hypothesis (Ho) will be rejected and accept the alternative hypothesis (Hi).  
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.0
Preamble

This chapter covers the presentation of responses, analysis and findings of data collected from the respondents through the use of questionnaire and evidence. This study collected relevant data through the distribution of a total of tone hundred and seventy-five (175) copies of questionnaire which covers the entirety of the samples of the study area using the simple random sampling technique. However, it is important to state that the entire one hundred and twenty-three (123) copies of questionnaire distributed were filled, completed and returned. As a result, presentation, analysis and conclusion of the study were based on the one hundred and twenty-three (123) returned copies of questionnaire as shown in the subsequent tables.

4.1
Demographic Profiles of Respondents

	Table 4.1.1: Distribution of Respondents by Age in Years

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	20-30
	48
	39.2%
	7.1
	7.1

	
	31-40
	25
	20.2%
	21.2
	28.3

	
	41-50
	37
	30.3%
	27.4
	55.8

	
	51 and above
	12
	 10.1%
	44.2
	100.0

	
	Total
	123
	100.0
	100.0
	


Source: Author’s computation, 2025
The information in table 4.1.1 results showed that the age brackets of the respondents which; 39.2% of the respondents are within the age bracket of (20 – 30 years), 20.2% are within the age bracket of (30 – 40 years), 30.3% are within the age bracket of (40 – 49 years), while only 10.1% are 50 years and above. This result justifies the fact that the University of Ilorin Teaching Hospital, Ilorin is largely occupied with youths and capable workforce. Therefore, the organization is actively engaged with youths and baby boomers (39.2%) in age bracket between 20 - 30 years that can ultimately absorb to ensure boost in technology based on the level of green compensation.

4.1.2: Distribution of Respondents by Marital Status
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	20
	16.4%
	7.1
	7.1

	
	Married
	76
	62.0%
	13.3
	20.4

	
	Divorced
	6
	5.0%
	25.7
	46.0

	
	Widow/Widowers
	17
	13.9%
	54.0
	100.0

	
	Total
	123
	100.0
	100.0
	


Source: Author’s computation, 2025
The above table 4.1.2 indicated that 16.4% amounting to 13 individuals of the entire sampled employees of the University of Ilorin Teaching Hospital, Ilorin, Nigeria, are single while the totality of 62.0% of them are married. Also, a total of 6 of the sampled individuals who made up 5.0% of the respondents are divorced. The widows and widowers made up the least share who maintained 13.9% counting up to 11 respondents. 
	4.1.4: Distribution of Respondents by Gender Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	75
	60.7% 
	61.4
	61.4

	
	Female
	48
	39.3% 
	38.6
	100.0

	
	Total
	123
	79
	100.0
	


Source: Author’s computation, 2025
Furthermore, the percentage of male to female in the University of Ilorin Teaching Hospital, Ilorin was 60.7% to 39.3% showing that majority of the respondents were male. The large difference in margin between the two genders may be due to the nature of work in the hospital. However, the margin between them is slightly narrow which means that the proportion of male and female in health sector is lower than 30% constitutional gender rule.
4.1.5: Distribution of Respondents by Educational Level
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	First School Leaving Certificate (FSLC)
	09
	07.5%
	10.0
	10.0

	
	Secondary School Certificate
	45
	36.7%
	15.6
	25.7

	
	NCE/OND
	17
	13.9%
	26.0
	51.6

	
	H.N.D/Bachelor’s degree
	51
	41.7%
	48.4
	100.0

	
	Total
	123
	100.0
	100.0
	


Source: Author’s computation, 2025
Table 4.1.5 shows that minority of the employees at the University of Ilorin Teaching Hospital, Ilorin, Nigeria (07.5%) are First school leaving certificate holder, 36.7% are SSCE holder, 13.9% are with NCE/OND, while a total of 41.7% are BSC/HND holder. This implies that the sampled organizations were having a significant number of more educated workers in their domain which will invariably promote core task productivity by providing individuals with green compensation system with which they can complete their tasks successfully. This data means that literacy pass through the selected respondents which implies that the employees in the organization are quite-educated and they would be able to provide reliable and objective responses to the study.
	Table 4.1.6: Distribution of Respondents by their Position in the company

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Nursing Staff
	76
	9.1
	9.1
	9.1

	
	Medical Staff
	42
	13.3
	13.3
	22.4

	
	Management
	05
	18.3
	18.3
	40.7

	
	Total
	123
	100.0
	100.0
	


Source: Author’s computation, 2025
Finally, the above table 4.1.6 also showed that 62.0% of the employees are nursing staffs, 34.1% are medical staffs while the management constitutes a total of 3.79% position in the company. This reveals that most of the respondents (62.0%) are contract staff, with up to 49 employees working for about 4 to 8 hours daily.

4.3 Analysis of the Questionnaire

Table 4.3.1: The organizational has a well-organized and efficient pay system

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	28
	28

	Agree
	37
	37

	Disagree
	21
	21

	Strongly disagree
	8
	8

	Undecided
	6
	6

	Total
	123
	100


Source: Authors’ Computation (2025)
Table 4.3.1 above indicates that 28 out of the respondents strongly agree that the organization has a well-organized and efficient compensation system representing 28%, 37 of them also agree representing 37%, 21 out of the respondents disagree with the statement representing 21% while 8% strongly disagree with the statement and 6 of the respondents were undecided representing 6%.

Table 4.3.2: The existing wage structure is applicable to all the employees in the organization
	Variables
	Frequency
	Percentage (%)

	Strongly agree
	33
	33

	Agree
	42
	42

	Disagree
	19
	19

	Strongly disagree
	5
	5

	Undecided
	1
	1

	Total
	123
	100


Source: Authors’ Computation (2025)

From table 2 above, 33 out of the respondents strongly agree that the existing reward system is applicable to all employees which represent 33%, 42 respondents also agree with the statement representing 42%, 19 out of the respondents disagree with the statement representing 19% while 5 respondents strongly disagree representing 5% and only 1 respondent was undecided representing

Table 4.3.3: The existing pay system in the organization is enough to influence the performance of the employees.

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	20
	20

	Agree
	23
	23

	Disagree
	27
	27

	Strongly disagree
	21
	21

	Undecided
	9
	9

	Total
	123
	100


Source: Authors’ Computation (2025)
Table 3 shows that 20 of the respondents strongly agree with the statement representing 20%, 23 of them also agree with the statement representing 23%, 27 respondents disagree that input in individual workers is equal to the reward they receive which represent 27%, 21 out of them strongly disagree which represent 21% and 9 of the respondents were undecided which represent 9%.

Table 4.3.4: The input of individual workers is equal to the wages they receive from the organization.

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	18
	18

	Agree
	29
	29

	Disagree
	31
	31

	Strongly disagree
	22
	22

	Undecided
	0
	0

	Total
	123
	100


Source: Authors’ Computation (2025)
It can be deduced from table 11 that employees that strongly agree with the statement are 18 which represent 18%, employee that agree are 29 representing 29%, employees that disagree with the statement are 31 which represent 31% while 22 of the employees strongly disagree.

Table 4.3.5: Additional inputs of the employees get rewarded by the organization

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	11
	11

	Agree
	43
	43

	Disagree
	32
	32

	Strongly disagree
	10
	10

	Undecided
	4
	4

	Total
	123
	100


Source: Authors’ Computation (2025)
Table 12 indicates that 11% of the respondents strongly agree with the statement, 43% of them also agree while 32% of the respondents disagree with the statement, 10% of them strongly disagree and 4% of the respondents were undecided.

Table 4.3.6: The salary received by staff meets the immediate needs of the staff

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	28
	28

	Agree
	37
	37

	Disagree
	18
	18

	Strongly disagree
	11
	11

	Undecided
	6
	6

	Total
	123
	100


Source: Authors’ Computation (2025)
From table 4.3.6 above, 28% of the respondents strongly agree that promotion system affect the morale of employees, 37% of them also agree with the statement, only 18% of the respondent disagree while 11% strongly disagree and 6% were undecided.

\

Table 4.3.7: Promotion system in the organization affects the morale of the employees.

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	6
	6

	Agree
	27
	27

	Disagree
	34
	34

	Strongly disagree
	23
	23

	Undecided
	10
	10

	Total
	123
	100


Source: Authors’ Computation (2025)

Table 4.3.7 shows that 6% of the respondents strongly agree, 27% of them agree with the statement, 34% of them disagree that the reward system is poorer than what is obtainable in other organization, 23% of the respondent strongly disagree and 10% were undecided.
Table 4.3.8: The reward system in the organization is poorer than what operates in other organizations.
	Variables
	Frequency
	Percentage (%)

	Strongly agree
	39
	39

	Agree
	24
	24

	Disagree
	23
	23

	Strongly disagree
	8
	8

	Undecided
	6
	6

	Total
	123
	100


Source: Authors’ Computation (2025)
It can be deduced from table 15 that 39% of the respondents strongly agree that the organization allow subordinate to participate in decision taking while 24% of them also agree. 23% of the respondents disagree, 8% strongly disagree and 6% were undecided.

Table 4.3.9: Subordinates are allowed to make decisions with their level without superiors contributing and supervision

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	21
	21

	Agree
	32
	32

	Disagree
	29
	29

	Strongly disagree
	15
	15

	Undecided
	3
	3

	Total
	123
	100


Source: Authors’ Computation (2025)
Table 16 above shows that 21 respondents strongly agree representing 21%,32 of them also agree representing 32%, 29 of them disagree with the statement representing 29%, 15% of them strongly disagree and 3% were undecided.

Table 4.3.10: The organization motivates employees with better remuneration

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	55
	55

	Agree
	27
	27

	Disagree
	11
	11

	Strongly disagree
	6
	6

	Undecided
	1
	1

	Total
	123
	100


Source: Authors’ Computation (2025)
Table 4.3.10 above indicates that 55% of the respondents strongly agree that the organization makes the employees to be familiar with the organizational objectives, 27% of them also agree, 11% of them disagree, 6% strongly disagree and only 1% was undecided.

Table 4.3.11: Employees are more committed to their job with regular or periodic promotion.

	Variables
	Frequency
	Percentage (%)

	Strongly agree
	35
	35

	Agree
	31
	31

	Disagree
	22
	22

	Strongly disagree
	12
	12

	Undecided
	0
	0

	Total
	123
	100


Source: Authors’ Computation (2025)
From table 18 above, 35% of the respondent strongly agrees that the organization embarked on periodic appraisal of employees, 31% of the respondent also agree, 212% of the respondent disagree while 12% of the respondent strongly disagree and none was undecided.

4.4
Analysis of the Research Hypotheses

H01: 
Green wages has no significant relationship with employee performance in the University of 
Ilorin Teaching Hospital, Ilorin, Kwara state.

	Table 4.2.1 Correlations

	
	Wages and Salaries
	Green Rewards Package
	Employees Motivation

	Green Wage system
	Pearson Correlation
	1
	.621**
	.898**

	
	Sig. (2-tailed)
	
	.000
	.000

	
	N
	123
	123
	123

	Green Reward Package
	Pearson Correlation
	.621**
	1
	.804**

	
	Sig. (2-tailed)
	.000
	
	.000

	
	N
	123
	123
	123

	Employees Motivation
	Pearson Correlation
	.898**
	.804**
	1

	
	Sig. (2-tailed)
	.000
	.000
	

	
	N
	123
	123
	123

	**. Correlation is significant at the 0.01 level (2-tailed).

Source: Author’s computation, 2025


The table 4.2.1 above shows the nature of the relationship that exists between the factors of wages and salaries (rewards, pay) and employees’ performance amongst staffs of University ofIlorin Teaching Hospital, Ilorin, Kwara state. The result showed that the wages system correlated positively with employee motivation (r=.898, P<.01). The magnitude of the above result showed that correlation is greater than 0.7 in the absolute terms, i.e., the r value indicates the correlation co-efficient as (0.898), which is greater than the absolute value of (0.7). This indicates a strong significant relationship between the two observed variables, when the value of ‘1’ indicates a positive relationship. Also, the result of the rewards system correlated positively with employee motivation (r=0.804, P<.01). The magnitude of the result posited that correlation is greater than 0.3 in the absolute terms, i.e., the r value indicates the correlation co-efficient as (0.804), which is less than the absolute value of (0.3). This indicates a significant relationship between the two observed variables, when the value of ‘1’ indicates a positive relationship. Moreover, the P-value (0.00) is less than the significant level (0.01) which includes a positive significant relationship between the wages and salary system and employee performance. 

Decision Rule: As a result of the correlation outcome,the null hypothesis (Ho) is hereby rejected on the basis that the P-value (0.000) is less than the significant level of (0.01). Hence, the alternative hypothesis is accepted which stated that there is a significant relationship between green wages and employee performance in the University of Ilorin Teaching Hospital, Ilorin. 
H02: 
Green Bonuses has no significant influence on personnel productivity in the 
University of Ilorin Teaching Hospital, Ilorin, Kwara state

	Table 4.2.2: 
Correlations

	
	Overtime Bonus
	Inflation Rate
	Personnel Productivity 

	Overtime Bonus
	Pearson Correlation
	1
	.302**
	.316**

	
	Sig. (2-tailed)
	
	.000
	.000

	
	N
	123
	123
	123

	Inflation Rate
	Pearson Correlation
	.302**
	1
	.214**

	
	Sig. (2-tailed)
	.000
	
	.004

	
	N
	123
	123
	123

	Personnel Productivity
	Pearson Correlation
	.316**
	.214**
	1

	
	Sig. (2-tailed)
	.000
	.004
	

	
	N
	123
	123
	123

	**. Correlation is significant at the 0.01 level (2-tailed).

Source: Author’s computation, 2025


The table 4.2.2 above shows the nature of the relationship that exists between the ability to pay (Overtime bonus and inflation rate) and employees’ productivity amongst staffs of University of Ilorin Teaching Hospital in Ilorin, Kwara state. The result showed that that the factor variable of cost of living i.e., purchasing power correlated positively with employee productivity (r=.316, P<.01). The magnitude of the above result showed that correlation is greater than 0.3 in the absolute terms, i.e., the r value indicates the correlation co-efficient as (0.316), which is less than the absolute value of (0.3). This indicates a significant but weak relationship between the two observed variables, when the value of ‘1’ indicates a positive relationship. 

Also, the result of the inflation rate correlated positively with employee performance (r=0.214, P<.01). The magnitude of the result posited that correlation is greater than 0.3 in the absolute terms, i.e., the r value indicates the correlation co-efficient as (0.214), which is less than the absolute value of (0.3). This indicates a significant relationship between the two observed variables, when the value of ‘1’ indicates a positive relationship. Moreover, the P-value (0.00) is less than the significant level (0.01) which includes a positive significant relationship between the job satisfaction and employee’s productivity

Decision Rule: As a result of the correlation outcome,the null hypothesis (Ho) is hereby rejected on the basis that the P-value (0.000) is less than the significant level of (0.01). Hence, the alternative hypothesis is accepted which stated that there is a significant relationship between employee job satisfaction and personnel productivity amongst staff of University of Ilorin Teaching hospital, Ilorin, Kwara State.
H03: 
There is no significant linkage between Green Allowances and personnel productivity in the University of Ilorin Teaching Hospital, Ilorin, Kwara State.

	Table 4.2.3: 
Correlations

	
	Promotion
	Good Rapport
	Employee productivity

	Promotion
	Pearson Correlation
	1
	.320**
	.971**

	
	Sig. (2-tailed)
	
	.000
	.000

	
	N
	123
	123
	123

	Good Employee Relations
	Pearson Correlation
	.320**
	1
	.357**

	
	Sig. (2-tailed)
	.000
	
	.000

	
	N
	123
	123
	123

	Employee productivity
	Pearson Correlation
	.971**
	.357**
	1

	
	Sig. (2-tailed)
	.000
	.000
	

	
	N
	123
	123
	123

	**. Correlation is significant at the 0.01 level (2-tailed).

Source: Author’s computation, 2025


The table 4.2.3 above shows the nature of the relationship that exists between the ability University of Ilorin Teaching Hospital in Ilorin, Kwara state. The result showed that that the factor variable i.e., Overtime bonus correlated positively with employee productivity (r=.971, P<.01). The magnitude of the above result showed that correlation is within 0.7 to 0.9 in the absolute terms. This indicates a very strong relationship between the observed variables (employee promotion and employee productivity), when the value of ‘1’ indicates a positive relationship. 

In furtherance, the result of the inflation rate correlated positively with employee production (r=0.357, P<.01). The magnitude of the result posited that correlation is within the weak range in the absolute terms. This indicated that there is a significantly weak relationship between the observed variables (good rapport and employee productivity), when the value of ‘1’ indicates a positive relationship. Moreover, the P-value (0.00) is less than the significant level (0.01) which includes a positive significant relationship between the employer’s ability to pay and employee productivity. 

Decision Rule: As a result of the correlation outcome,the null hypothesis (Ho) is hereby rejected on the basis that the P-value (0.000) is less than the significant level of (0.01). Hence, the alternative hypothesis is accepted which stated that there is a significantly moderate relationship between green allowances as well as personnel productivity in the University of Ilorin Teaching Hospital, Ilorin, Kwara State.
4.5
Discussion of Findings

The outcome of the analysis indicated that the green compensation has a positive significant relationship with employee productivity and thus, serve as a panacea for improving employees’ performance in the University of Ilorin Teaching Hospital, Ilorin, Kwara State. From table 4.1.1, results showed that the age brackets of the respondents which; 39.2% of the respondents are within the age bracket of (20 – 30 years), 20.2% are within the age bracket of (30 – 40 years), 30.3% are within the age bracket of (40 – 49 years), while only 10.1% are 50 years and above. This result justifies the fact that the University of Ilorin Teaching Hospital is majorly occupied with youth and capable workforce. Furthermore, the above table indicated that 16.4% amounting to 13 individuals of the entire sampled employees of the University of Ilorin Teaching Hospital are single while the totality of 62.0% of them are married. Also, a total of 6 of the sampled individuals who made up 5.0% of the respondents are divorced. The widows and widowers made up the least share who maintained 13.9% counting up to 11 respondents.

Furthermore, the percentage of male to female in both sampled companies were 60.7% to 39.3% showing that majority of the respondents were male. The large difference in margin between the two genders may be due to the nature of work in the organizations. The result further indicated that 07.5% are First school leaving certificate holder, 36.7% are SSCE holder, 13.9% are with NCE/OND, while a total of 41.7% are BSc/HND holder. This implies that the sampled organizations were having a significant number of more educated workers in their domain which will invariably promote core task performance by providing individuals with more declarative and procedural knowledge with which they can complete their tasks successfully. Finally, the table also showed that 62.0% of the employees are casual staffs, 34.1% are permanent staffs while the management constitutes a total of 3.79% position in the company. This reveals that most of the respondents (62.0%) are contract staff, with up to 49 employees working for about 4 to 8 hours daily

In analysing the research hypothesis, the table 4.2.1 above shows the nature of the relationship that exists between green compensation and employees’ productivity in University of Ilorin Teaching Hospital, Ilorin, Kwara state. The result showed that the green compensation correlated positively with employee productivity (r=.898, P<.01). The (r=0.898) indicated a strong significant relationship between the two observed variables. Also, the result of the rewards system correlated positively with employee motivation (r=0.804, P<.01). The magnitude of the result posited that correlation is greater than 0.7 in the absolute terms. This indicates a significant relationship between the two observed variables, when the value of ‘1’ indicates a positive relationship. Moreover, the P-value (0.00) is less than the significant level (0.01) which includes a positive significant relationship between the green compensation system and employee motivation.

In furtherance, the result of the second hypothesis showed that that the factor variable of purchasing power correlated positively with employee productivity (r=.316, P<.01). The r value indicates the correlation co-efficient as (0.316), which is less than the absolute value of (0.3). Also, the result of the inflation rate correlated positively with employee productivity (r=0.214, P<.01). The magnitude of the result posited that correlation is greater than 0.3 in the absolute terms, i.e., the r value indicates the correlation co-efficient as (0.214), which is less than the absolute value of (0.3). This indicates a significant relationship between the two observed variables, when the value of ‘1’ indicates a positive relationship. Moreover, the P-value (0.00) is less than the significant level (0.01) which includes a positive significant relationship between the cost of living and employee performance.

The table 4.2.3 above shows the nature of the relationship that exists between the ability to pay (i.e., promotion and good employee relations) and employees’ productivity amongst staffs of University of Ilorin Teaching Hospital Ilorin, Kwara state. The result showed that that the factor variable i.e., purchasing power correlated positively with employee productivity (r=.971, P<.01). Also, the result of the inflation rate correlated positively with employee performance (r=0.357, P<.01). As a result of the correlation outcome, the null hypothesis (Ho) is hereby rejected on the basis that the P-value (0.000) is less than the significant level of (0.01). Hence, the alternative hypothesis is accepted which stated that there is a significantly moderate relationship between financial and non-financial incentives as well as personnel productivity in the University of Ilorin Teaching Hospital, Ilorin, Kwara State.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.0
Introduction

This chapter focuses on the summary of the study, it gives a precise and concise framework into the green compensation management and employees performance in the health sector .it also include the conclusion drawn from the analysis and inference made, while recommendations are also put forward for policy decision. Therefore, this chapter is divided into three major parts: Summary of findings, Conclusions and Recommendations.

5.1
Summary of Findings

The main purpose of this research was to determine the influence of green compensation on personnel productivity in the University of Ilorin Teaching Hospital, Ilorin, Nigeria. Based on the result of critical presentation and analysis of data in this chapter, various facts as regard green compensation management and its impacts on employees’ performance at the Nigeria Health sector have emerged. Most of the respondents are of the opinion that the organization has a well- organized green compensation management system in place which is applicable to all the employees but the input of individual employees is not necessarily equal to the reward they received and additional input does not get rewarded most time by the organization. Opinion of the respondent varies on whether the salary they receive meet their immediate needs and virtually all the respondents are of the opinion that promotion system affects the morale of the employees while majority of them believe that the reward system is somehow poorer than what is obtainable in other organizations.

The study was aimed at examining the impacts of green compensation management practices on employees' performance at the Nigeria Health sector. Questionnaires were administered to selected staff of Nigeria health sector, particularly the University of Ilorin Teaching Hospital. The entire population of the study included the 319 workers in the organization and out of this population a sample of 174 respondents were randomly selected for intensive study and analyzed. The responses obtained from the questionnaire that was personally administered and the test of hypothesis using the regression statistical method of analysis form the basis of the finding of this research survey. Some of the findings included the fact that the Nigeria health sector in particular the University of Ilorin Teaching Hospital has a well-organized and efficient green compensation management system which is applicable to all their employees. 

In addition, the green compensation management system has a great impact on employee's efficiency and performance at the University of Ilorin Teaching Hospital. Lastly, there is a significant relationship between green compensation management policy and employee's performance and that green compensation management will lead to positive impact on employee’s performance. Also, the employee's performance can also be determined through the use of some factors which are not monetary inclined like motivation, leadership, communication, objective, control, sense of belonging and decision making in relation to green compensation management practices. Lastly, despite the significant impact of green compensation management system, performance of some employees is not up to the set standard of the organization.

5.2
Conclusion

In spite of the multiple benefits and advantages of green compensation management and its impact on employee's performance, it cannot still be said that having green compensation management policy is a panacea for success in appraising, and managing employee's performance. It is therefore the duty of all managers to ensure that the use of compensating policy meets employee's expectation in order to have good and effective performance. One of the primary responsibilities of management is to make green compensation policy as a veritable tool for optimizing the potentials of employees and human resources manager or practitioners should be in the driving seat in ensuring that the system is run in line with the principles of fairness and equity.

Based on the above, the following results, the study concluded that green compensation has a significant influence personnel productivity in the University of Ilorin Teaching Hospital. Thus, for organizations to succeed in the achievement of its predetermined or emergent goals and objective, The first basic requirement for effective and functional performance system in the University of Ilorin Teaching Hospital is to have a common understanding of the standards of performance required from each job holder, performance required from each job holder and green compensation management should be in relation with organizational goals and objectives.

5.3
Recommendations
In lieu of the above conclusion, the study will be incomplete without the following recommendations and suggestions to management of University of Ilorin Teaching Hospital, Ilorin and other organizations that may find this research work relevant.

a) Management should give green compensation management policy the priority it deserves and be willing to carry it out with new ideas.

b) For an organization that has never had a system in place, a lot of informative awareness campaign would have to be done to enable people see reasons and appreciate why green compensation management system is necessary' both for the individuals as well as the organization as a cooperate entity.

c) Creating links between green compensation management, performance, standards (standard of a job), organizational goals and bringing out the initial job elements arid criteria of a job will easily determine the difference between success and failure.

d) Management should put in place other factors that are not monetary inclined which will enhance the performance of employees positively. Factors like employee's sense of belonging, job safety, leadership, control and decision making.

e) The administration of green compensation policy should be objective rather than Subjective in order to enhance employee's productivity and organizational goals.

f) The system must be functional in order to define the relation between pay, performance and job satisfaction which will reflect in organizational productivity.
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