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Abstract: This research work assesses fundamentally remuneration as a device for expanding 

employee performance with specific reference to Bottling Companies in Nigeria. The broad aim of this 

research is to decide the role of remuneration in expanding workers performance. The population of 

the study is 200. The study adopt primary and secondary sources to gather information and copies of 

questionnaire were used also. The research adopted survey and descriptive research technique in 

analyzing data acquired from Bottling Companies in Nigeria while hypotheses was tested using 

Regression analysis and ANOVA. It was found that remuneration assumes a significant role in 

increasing workers performance in an organisation. The study therefore suggests that organisation 

ought to embrace the right remuneration tool that meets the craving of their workers so as to increase 

their output. 
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1. Introduction 

The idea of remuneration goes back to 2150 BC 

when Sunierian social orders have actualized the 

main laws to repay workers for real bodily injuries. 

With time, the idea has bit by bit gained its 

contemporary significance, and has transformed 

into a conceivable and successful instrument of 

remunerating laborers and shielding businesses 

from harm suits. Remuneration is regarded as the 

benefits the workers receive which can come in 

form wages, rewards, and pay for the worker’s to 

increase the productivity (Holt, 1993). Pay is very 

necessary for lifestyles because employee gets 

rewards from the employer for the work he did.  

In human resources management, the essential 

obligation is remuneration management. 

Remuneration is a complex task that takes place 

intermittently. There is need for employee 

integration, tactics and information with 

organization’s process and strategies in order to 

achieve organisational desires and goals. Truly, 

remuneration management is a serious device to 

"incorporate individual efforts with strategic 

firm’s goals through inspiring employees to do the 

right things with ever attractive efficiency. 

Remuneration send clean messages to all workers 

of the organisation notifying them about 

anticipated attitudes and behaviors (Schell and 

Solomon, 2007). 

Davis et al (2003) noticed that the idea of 

"remuneration" was changing as per the changing 

states of work. Remuneration is genuinely viewed 

as the most antiquated type of social protection. 

Industrialization and the development of the new 

types of work required adjusting the fundamental 

compensatory arrangements to the need of the 

working society "Simply defined, workers' 

remuneration recompenses, offers something to a 

worker who performs work for another, for 

services rendered for injuries (Hood, Hardy Lewis, 

2004). Verifiably, even the antiquated social 

orders practiced different sets of rules which later 

took for the type of remuneration. It is believed 

that remuneration is the "glue" which ties the 

workers and the employer jointly in a firm, this is 

additionally classified as an agreement or a legal 

document that mutually binds both the worker and 

employer that spells out precisely the amount 

ought to be paid to the worker and component of 

the remuneration package. Although, Maslow's 

Hierarchy Theory discusses remuneration as the 

center to bring down step of the pyramid and the 



Onyekwelu, R.U
 
et. al/ Remuneration as a tool for increasing Employee Performance in Nigerian 

 

5783                             The International Journal of Social Sciences and Humanities Invention, vol. 6, Issue 12, December, 2019 

other elements like job contentment and fulfilment 

being at the top, for most of the employees, 

getting the exact remuneration is by its self an 

encouraging factor. Accordingly, businesses need 

to evaluate worker's commitment in a suitable 

way if they want the employee to bring out their 

best. In every organisation, the provision of 

monetary reward in exchange for work 

performance forms the basis of remuneration and 

how this is managed using process, procedures, 

and frameworks form the basis of remuneration 

management. (Reeve, 2004).  Subsequently, in 

light of the above background, this study intends 

to find out the role of remuneration in increasing 

employee performance and retention with 

particular reference to Nigerian bottling 

companies.  

Problem Statement  

The study and comprehension of human conduct 

has sit for a strong challenge to both the 

researchers and professionals. They have been 

keen on discovering the reasons for human 

behaviour. The behavioural scientists need to 

discover why individuals behave the manner in 

which they do. Scientific management school of 

thought accept that many individual are spurred 

mainly by financial rewards and lay emphasis on 

the part of remuneration and other monetary 

rewards for increase in performance. Behavioural 

method guarantee conducive environment and 

increases financial benefit were not adequate 

sparks for growing productivity. There is an on-

going argument among researchers if man is 

completely a "Social man" or an "Economic man" 

(Chandan, 2005). Reward levels is exceptional 

amongst most vital components recruiters think 

about while choosing their employees and the 

total amount of remuneration gotten by the 

workers with respect to different chances they 

may have, has an effect on retention. Pay 

significantly affects workers attitude, performance 

and efficiency in organizations. Retention of 

capable workers are becoming a headache in some 

firms. Diverse procedures might be designed to do 

a similar thing like enhancing the working 

condition, good employee-management 

relationship, attracting remuneration framework, 

promotion opportunities; and so on. Despite its 

being one of the most basic factor for which an 

individual join an organisation less attention has 

been given to examining organisational members' 

evaluations of various remuneration and benefits 

packages. A need exists to analyze the employees’ 

perceptions of the remuneration and benefit policy 

of their organisation and how workers differ in 

their perceptions. Considering the perspective of 

scientific management, the problem of the study 

was what will be the view of workers towards the 

remuneration and benefit package in their 

organisation.  

Objectives of the Study  

The broad aim of this research is to assess the role 

of remuneration in increasing employee 

productivity, specifically the objectives include:  

1. To determine if there is an effect of wages 

on employee performance. 

2. To examine the degree at which incentives affects 

job satisfaction. 

3. To ascertain the level at which indirect 

rewards affects workers rate of turnover in 

business organization 

 

Research Questions  

Below are the research questions:  

1. Is there any correlation between wages and 

employee productivity? 

2. At what degree can effective incentives affects 

job satisfaction? 

3. At what level can indirect remuneration 

affects the rate of workers turnover in a 

firm? 

 

Statement of Hypotheses  

To answer the research questions above the 

following hypotheses were formulated in a null 

form.  

H01: There is no correlation between wages and 

employee productivity,  

H02: Effective incentives cannot affect job satisfaction 

among employees.  

H03: Indirect reward cannot affect the rate of 

workers turnover in an organization.  

2. Review of Related Literature  

So as to carry out effective study on remuneration 

as a tool for increasing employee performance, the 

relevant literatures were reviewed underneath.  

Concept of Remuneration 
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Remuneration is about the satisfaction that 

workers gets for the work done which includes all 

forms of payment or rewards and adding to the 

satisfaction, moreover this support the 

organisation to acquire, keep up and hold a 

beneficial workforce. It is believed that 

remuneration is the "stick" that ties the workers 

and the business together and in the cooperate 

organisation, this is furthermore classified as an 

contract which is legally binding and spells out 

specifically what sum should be paid to the 

employee and the components of the remuneration 

package. Generally, motivation as a procedure is 

an internal interest of the individuals and this is 

the motivation of the conduct of the person who 

will aim to address this issue. This stream is 

described by Reeve (2004), Davis and Newstrom 

(2003). The progression of motivation is dynamic 

and individual, these have diverse components for 

instance physiological, psychological and social 

and these collaborate between theirs. Applying the 

model of Davis and Newstrom (2003), the 

remuneration is the prize gotten by explicit 

behaviors.  

Incentives and Rewards:  

Reward is very important for employee 

productivity. Employees feels the worth of their 

organisation if their well-being is considered first. 

Employee becomes the device of the 

organizational expansion and can accomplish 

organisational intentions if their career self-

evaluation is considered too.  Mark and ford (2001) 

posit that organisational success from employee is 

the preparedness to use their inventiveness and 

increase the positive inputs and obtain their 

rewards duly. It is important to motivate the 

employee duly especially if the employee is 

highly productive, effectively contributing and 

eager to perform their obligations in the 

organizations. Hurtreatal 1990; Entwested 1987 

observed that when employee performance is 

effective more than their employers, employers 

rewards them in accordance with their 

performance. Employees assist their organisation 

to achieve its objectives and build advantages for 

their company when they are highly motivated 

(Rizal and Ali, 2010). Hasiban 2003 specified that 

the level of employee performance increases if 

they feel satisfied with their job which means that 

satisfaction derived from rewards thus makes the 

workers feel so good. The most vital instrument 

used to inspire employee for putting their best 

energies to generate the creativity and the new 

ideas for the firm performance whether financial 

or non-financial is reward. Dee prose (2014) posit 

that employee increases their productivity if they 

are motivated. The capability of the organization 

to accommodate the needs of employees towards 

effective job performance lies on good rewards. 

Indirect Compensation  

As per (Dessler, 2011) Indirect Compensation is 

the indirect financial and non-money related 

remuneration workers get for continuing on with 

their assignment with the business enterprise, this 

is a basic component of employee’s pay. Different 

vocabularies utilized for indirect pay are fringe 

benefits, workers administrations, advantageous 

remuneration and beneficial compensation. 

According to (Chhabra, 2001), Indirect or 

Supplementary remuneration comprises of 'fringe 

advantages' rendered through various workers 

services and advantages like housing, financial 

help for nourishment, medical allowance, 

childcare places for children's, etc. In the 

organisation rewards are given by managers to 

workers for their enrollment, participation or 

cooperation. Due to the consistent increment in 

the expenses of fringe benefits, a few people used 

the term 'shrouded finance’ for them .Presently 

these advantages comprise around 40 % of the 

entire remuneration charges for every worker of 

the organisation. The essential objective of fringe 

benefits or indirect remuneration is to attract, 

energize and retain competent HR in the 

organisation. 

Empirical Review  

Remuneration Theories largely accepted that 

advanced performance includes more noteworthy 

exertion or that it is some other way related with 

disutility with respect to workers. In order to 

stimulate, these theories anticipate the presence of 

remuneration systems that structure compensation 

so that employee’s normal utility grows with 

observed profitability. These rewards can take a 

wide range of structures, including commendation 

from superior and subordinates, implicit 

assurances of future promotion opportunities, 

feelings of sureness that begin from predominant 

achievement and acknowledgment, and present 

and future money rewards related to performance.  
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Abdul, Muhammad, Ramzan, Hafiz, and Zubair, 

(2014) studied on Impact of Compensation on 

Employee Performance in Pakistani Banking 

Sector. The goal of their research was to gauge the 

effect of remuneration on worker performance. 

Questionnaire were designed to gather 

information on the variables identified with pay 

like salary, rewards, Indirect Compensation and 

employee performance. The information gathered 

were analyzed in SPSS 17.0 Version. Distinctive 

analytical and expressive systems were used to 

analyze the information. Their findings disclose 

that Compensation has positive effect on worker 

performance. It was proved from the connection 

investigation that all the independent variables 

have frail or moderate positive relationship to one 

another. Both descriptive analysis, ANOVA 

results and regression analysis shows that all the 

independent variables have immaterial and 

positive effect on worker performance. This work 

gives bits of knowledge to the supervisors to 

improve the employee performance. 

 

Onuorah, Okeke, and Ibekwe (2019) studied on 

Compensation Management and Employee 

Performance in Nigeria. The study was 

underpinned on Human Capital Theory and 

Expectancy Theory. With descriptive survey 

design, 257 public secondary schools students 

were selected as the population. In investigating 

the information for the null hypotheses, Z-test was 

used at 0.05 level of significance. The 

investigation discovered that value based pay, 

competency based pay and performance based pay 

has no negative impact on employee performance 

in Nigeria organisation. The research along these 

lines presume that compensation management has 

an essentialness impact on employee performance 

in Nigeria firms. It was recommends that each 

organisation should make value based 

remuneration as mandatory arrangement since 

value based pay are used more broadly in firms 

for guaranteeing most extreme performance. 

Osibanjo, Adeniji, Falola, and Heirsmac (2014) 

examined Compensation packages: a key tool for 

workers' performance and retention. The aim of 

their investigation was to look at the impact of 

remuneration packages on workers' job 

performance and retention in a chosen private 

Universities in Ogun State, South-West Nigeria. 

They built up a model and tried it using one 

hundred and eleven questionnaire which were 

completed by teaching and non-teaching staff of 

the college. The information gathered were 

painstakingly analyzed using simple percentage 

supported by structural equation modelling to test 

the hypotheses and connections that may exist 

among the variables under consideration. The 

outcomes indicated solid connection between pay 

packages and workers' performance and retention. 

The findings demonstrates that there is solid 

connection between the tested dependent and 

independent variables (compensation, bonus, 

motivators, allowances, and fringe benefits). 

Nonetheless, the management and decision 

makers should attempt to review compensation 

packages at different levels so as to gain workers' 

fulfillment and avoidance of high work turnover 

among the members of staff.  

3. Research Methodology  

This research examined role of remuneration on 

employee performance in Nigeria. The study tries 

to know the correlation of variables like wages, 

incentive, and indirect compensation on worker’s 

output. 210 Questionnaire were shared amongst 

the selected staff of the Nigerian bottling company. 

In order to measure the effect of reward, salary, 

compensation and employee performance, five 

Likert scale of Strongly Disagree (1), Disagree (2), 

Undecided (3), Agree (4), Strongly Agree (5) 

were applied. Out of 210 questionnaire distributed, 

two hundred were properly filled and returned 

while five were missing and five was invalid. 

Mean, frequencies and standard deviation were 

applied for the descriptive analysis. Correlation 

and regression were used to measure the effect 

and correlation among the dependent and 

independent variables. 

Results and Discussion 

Table 1: Correlation analysis 

                                                                     Correlations 

  Sala

ry 

Rewa

rds 

Indirect 

Compensa

tion 

Perform

ance 

Wages Pearson 
Correlatio
n 

Sig. (2-
tailed) 

N 

 .498** .270** .070 

 .000 .000 .312 

 200 200 200 
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Incenti
ve 

Pearson 
Correlatio
n 

Sig. (2-
tailed) 

N 

  .268** -047 

  .000 .501 

  200 202 

Indirect 
reward 

Pearson 
Correlatio
n 

Sig. (2-

tailed) 

N 

   .093 

   .182 

   200 

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

Source: Field Survey 2019 

Table 1 shows the analysis of the correlation of 

variables wages, incentives, indirect reward and 

employee performance. The relationship of these 

variables is summarized above and the table 

indicates positive relationship amongst the 

variables. From the table, the variable shows that 

increase in one affects the other positively and can 

as well increase employee performance.  

Table 2:  Regression Analysis  

                                                                    Coefficientsa 

Model Unstandardized 
Coefficient 

Standardized 
Coefficient 

t Sig 

B Std. 
error 

Beta  

1 (Constant) 3.658 .314   11.5
77 

.000 

wages 0.95 .072           
    .10
8 

 1.31
6 

.188 

incentives -.080 .053               

-.127 

 -

1.56
5 

.118 

Indirect 
reward 

.083 .062           
     .10
0 

 1.35
0 

.177 

  a. Dependent Variable: Performance 

Source: Field Survey 2019 

Table two shows the effect of wages, incentives 

and indirect reward on employee performance. 

The value of chronbach’s alpha is 0.05. Below is 

the impact of these variables:  

Wages: H01: There is no correlation between wages 

and employee performance.  The table indicates the 

significance value for the variable wages is 0.188 

which is greater than alpha but the value of B is 

minor which means that there may be other 

factors as well. However the result shows 

insignificance therefore alternate hypotheses is 

rejected and assume that workers’ wages has 

positive impact on performance of the workers.  

Incentives: H02. Effective incentive cannot affect 

job satisfaction among employee. The value of 

incentive is greater than alpha (0.119>.05) 

therefore the results are insignificant and hence 

the null hypothesis is accepted. Accordingly, from 

the regression results the study conclude that 

incentive has positive effect on employee 

performance.  

Regression Equation  

Employee Performance = 3.658+ 0.095 Salary - 

0.080 Rewards + 0.083 Indirect compensation 

Table 3: Descriptive Analysis 

                                                                     Descriptive 

Statistics 

                                       

N 

                             

Mean 

              Std. Deviation 

wages                                   

200 

                           

4.0867 

                            .37394 

incentives                                   

200 

                           

4.0706 

                            .52604 

Indirect 

rewards 

                                  

200 

                            

4.0924 

                             .38842 

Performance                                   

200 

                            

4.0702 

                             .32977 

Valid N (list 

wise) 

                                  

200 
  

Source: Authors computation 2019 

The analysis of wages, incentives, indirect 

rewards and employee performance are in 

agreement in descriptive analysis which means 

that all the variables will increase employee 

performance. From the standard deviation result 

the variation in data of wages is 3.70-4.45. The 

mean results lies between the range and it 

indicates that the respondents are all in agreement 

that wages has positive effect on employee 

performance. It therefore concludes that rewards 

has positive impact on employee performance. 

Moreover, it is very clear that the values of 
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indirect compensation lies between the ranges of 

strongly agree and agree from the standard 

deviation result which means that these variables 

have also positive effect on employee 

performance.  

ANOVA Analysis  

Educational Level 

Table 4:  wages 

                                                                               ANOVA 

wages 

     Sum 

of 

Square

s 

             

df 

Mean Square          

F 

Sig. 

Betwee

n 

Groups 

                    

1.011 

               

3 

                   .33

6 

     

2.56

4 

      .05

8 

Within 

Groups 

                   

20.471 

             

15

5 

                   .13

2 
  

Total                    

21.481 

              

15

8 

   

 

The table 4 shows that the value 0.0581 is greater 

than the value of alpha 0.05 which means that the 

result is significance. It indicates that wages has 

positive impact on employee performance. 

 

4. Summary of Findings, Conclusion And 

Recommendations  

Summary of Findings  

From the study examined clearly remuneration 

assume an essential role in employee performance. 

In accordance with the view of Jack Welch that 

"If you pick the right individuals and offer them 

the opportunity to spread their wings - and put 

remuneration and rewards as a carrier behind it - 

you almost don't have to manage them." It is 

perceived that remuneration is the "stick" that 

binds the workers and the employers firmly in a 

firm, this is regarded as bargain or a mutually 

binding legal document that writes out specifically 

the amount to be paid to the workers and the types 

of the reward package. Consequently, every 

organisation must consider remuneration 

management important if actually they want to 

achieve a competitive advantage in the market.  

Conclusion  

From the data gathered and all the results obtained 

from the analysis, it is concluded that 

remuneration (wages, incentives, indirect rewards) 

plays positive impact on employee performance. 

This is clear from the descriptive and correlation 

analysis that all variables (independent) have 

positive relationship to each other.  Remuneration 

is very important in human resources management 

of every organisation because it has great impact 

on productivity, growth and development of an 

organisation. Presently, most of the corporate 

organisation have considered it essential to fuse 

viable remuneration mechanism for their 

employees as part of their organisational goals. 

This will enable the workforce have a strategic 

performance goals and accomplish them.  

Conclusively, remuneration should not be 

neglected in an organisation because it attracts, 

retain and spur workers for enhanced 

organisational productivity.  

 

Recommendations  

From the study, well-planned and great 

remuneration mechanism plays an important part 

in providing organized human resource 

management processes which can be supportive to 

enhancing organisational viability. Accordingly, 

organisational board should adequately design, 

formulate and objectify remuneration strategy so 

as to improve the achievement of overall 

organisational objectives with a view of getting 

the best contribution from employees. 

 Based on the findings, it is recommended that: 

 There should be adequate remuneration 

mix that suits the needs of employees of 

every organisation so as to get the best 

from them. 

  

 Rewards, wages, remuneration and direct 

incentives should be harnessed in the 

overall compensation package. 

 Every organisation should endeavor to 

know what appeals most to their workers 

to enable them know the correct 

compensation for their employees.  
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