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el ARY
pERFORMANCE: A COMPENSAT
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AGUNBIADE Asimiyu Kola™
OYEWOLE, Toyin Tajudeen™
ADENIGBA, Ademola James™™"

Generally, employee compensation is one |‘A i
the role of monetary < W £ OhWE Iy e erpe for any organization howeyer,
3 ; Y compensation in improving organizations’ efficiency, busi ice
delivery and innovations cannot be over- EmphasizednThus this -}'*' g s
g BT . , paper examined the impact of
mODEIArY cprnpﬂnmlmn on employees’ performance, A sample size of 350 respondents was
oblained UsSINg the Taro Yamany formula with the aid of the simple random sampling technigue. A
well-structured questionnaire Was developed and mailed to the respondents to collect relevant
data. Multiple Linear regression was used to fest The study findings revealed that there is
significant relationship between monetary compensation and employees’ performance. The R*
which shows the variation gives 0.425 and adjusted R sqoare of 0.420 based on this findings, the
study coneludes and recommends that monetary compensation provides the bedrock on which
employees 100 can build their business, career and professionalism aimed at improving their
income, efficiency and the gquality of the skill delivered 1o satisty the needs of their employers as

well as protect the organization’s interest,

ees, Performance, Satisfactions and Monetary compensation

——

Keywords: Compensation, Employ
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Francis, (2014) posits that in & SUAHON WI:F!q is expemed to perform under contract. Salary

Lo blisations th e R " salary comparis :
ns that each of the partes == sce of salary PArsM ame

dulies o 02e idered ostensibly to minimize the '.ﬂmd?l.. otion (Fajana, 2002). Hy i

secrecy is often considere S il iob dissatisfacti , 20 uman
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employers expected in return from employee. Odunayo, TE"“‘]”?‘: aneas o i af:h(i 13)
reported that performance management system serves as a tool for measuring eving

performance expectation.

Compensation philosophy refers (o a formal statement documenting the company’s position
about employee compensation which is typically developed by the human resource
department in collaboration with the executive team; Organizations’ compensation
philosophy may differ but it must however conform to the provision of the law as laid down.
However, there is also so much cnticism that the standardization of the compensation is not
Clear as different standard prevail; there is so much inadequacy and inequality everywhere
that the implementation of law in various organization is much desired. |

Employee compensation means rewarding people fairly, equitably and consistently in
accordance to their value and contribution to the organization and thus, a good compensation

system makes provision for annual increme it i
nt, merit increment, bonu ] pervisi

Sy : | . on
as in the academics etc. Thus this research will be useful 1o a i 4 o e S!
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i:ﬁi‘*'“w their employees {EnhgiJaE:E,SE ?ﬂs of reward whether fi
. s a 1nancial and non-financi
al 1o

of incentives generally has show & 2002). Accord;
SR - m 7 ng t L
usfaction. This could therefore suuge:ttr;ng positive mnﬂéﬁgnTa;? ﬂ: (1990), the study
ympact on employees’ performance "B al monetary compensatio il
concermed with the force that en - baron (1983) defined motivati y ..

o i (1999) albentivaly A 9% 89 8 “sct of processes
pcrsnnnhl}* and environment.” ion as a “function of an individual’s

should have positive

Fluhma, Ibrahim and Shobayo (2 . ] ,
form, plays an important ale {inoipﬁ;i;?:: sale bl o
motivating them to develop their skills ahilil?esy?d ?:;amy and moving abilities,
TaENIE eSSl . y ance between orgamization
T‘*‘J"_”‘n‘m"mb and the individuals' needs. This intends to improve these oreanizatio
performance effectively and efficiently. Armstrong (2012) explained that the ;unc:pl Ea::}
motivation can be either intrinsic or extrinsic. Extrinsic motivation implies a situation where
things are done for people to work e.g. incentives, increased pay, praise, promotion and
discipline etc, while intrinsic motivation refers 1o the motivation provided by the work and
money, in the form of pay or some other sort of remuneration, as the most obvious extrinsic
reward. Money seems (O provide the carrol most people want. Chiu (1999) was cited by

Neclkamal Narsee (2012) to further arguc that differences 1n an individual’s character may be
meaningful in the job role motivation of that individual.

tion could be either monelary or non monetary
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usually vanes
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several forms. They include income distribution through
-creasing the wages of the lowest paid employees, protecting rea|
incre I::ept of equal pay for work of equal value compensation

. ity requires i
management strives for internal and ektemal Gorl s IIn{:EI'Ilall fﬁﬁ:ir i , l‘T:x.tTr?:ulp:y be
related 1o the relative worth of 2 job so that simnilar 195 = (i . D yth lab "1““1#
means paying workers whal comparable wnrkn_:rs are [:l'fud b:v {thﬁ-l'. irms in e‘ a t:n' market.
Even compensation differentials based on differences 1n gkills or conlr bL}um are all related
{o the concept of equity. Efficiency, which is often closely related to equily because the two
concepts are not antithetical, efficiency objectives are reflected in attempls to link to link a
part of wages to productivity or profit, group or individual performance, acquisition and
application of skills and so on. Arrangements 1o achieve efficiency may be seen also as being
eqv;imhlr: (if they fairly reward performance) or inequitable (if the reward is viewed as
unfair).
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quity theory is concermed with the perceptions

A ool with m_ha.:rr:. To he dealtwith Equitahﬁﬂuph have aboul how they are being treated
A of pu.uph: o veferencs brous) u': :15 ::llbe ireated fairly in comparison with
feelings '.~.nd_puruup'.mns and 1s always a uu.'nt:nn.\-mrmi.'q.rizEW“E -iilhﬂ A oKt
equality, W hich means ?r}:uting everyone the same sing:f‘lﬁbl ) l?i 5 e inbie 4 i
ME‘W: 10 hL wreated differently. Equity theory sn‘ues, in eflt”e;:m:tiatm m‘;qm?l?‘;eﬁ )
motivated il they are treated equitably and demotivated if they nreTlre&deminE;uﬁH}'. i

[hus l_h‘:*'-‘f}‘_ is based on the assumptions that individuals are concerned both with their own
cewards and also with the reward of others in the same rank, and employees anticipate that an
organization will treat them with fairness and equitability 1n terms of the input they make and
the reward they receive. Moreover, Adam (1965) argues that those employees who perceive
that their job input does not match the reward they get will seek to address this perception by
either low perfﬂnnanca of rnover. In the context of this study, equity theory was important

for employee retention, 85 it influenced the perception of employees in small DUSIHESSE
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{ Financial and Moral Incentiveg o
Empirifﬂ: I:;“Lift‘;!m in their Wtfl'kdl:"UtE.IILl:quJ:,Iriun I.Ini}'r_:r}:itiu_w: the study was uimed

i#:;:l;:lu‘;mnul {-tull'llti-n:;:;ll}::; r;::_:‘ [iru: .Nigﬂri.m}’ !Jﬂl:tf:?::;; i Nig?l’iu“ universitius Using
identilying the n.ﬂm!: T]:e implemenled lr‘_ﬂer.]uwbrﬁerg was a4 negalive unrril-‘|ulmn betweey,
empl-ﬂ}eﬂ?Lu:it;c!:j::::lilenl correlation G?{:{rf;zn;[aanizatiﬂﬂ'd] pe ri'ol'""a"':“""‘_: in the Nligeﬁm
Ii;:r::g T:,'ariables e financial incentive “that there is noO significant relationship

gis states th : e > e
universities; Also the second hYPthc_l in the Nigerian universities there

between moral incentives an

was also a weak, negative ol izati rformance. The study posits that there is 3
d ﬁl:llan(:iﬂl incentive do not affect organization pe
anal

: lationship bet al incentives and organizational performance in
strong negative relalions

ween financi
the Nigerian universities.

: {atal) al
" i 3 5{ i e BN - "
in meeting societal needs of

: ~ toati ‘ompensation Management and
Omotayo, Bunmi & Owolabi (2014) in an mvesu.bal‘:;r.t jt[}:diginpirspcctive. Thegessence .
Organisational Commitment 10 Developing EC.C' et -t of employee compensation on
their study was (o build understandings reggrdm}:i the 1{“13"‘“*[ Ok & Pl 1 5 ofear;iz o
their job satisfaction and the consequent effect on Lhelr c_,ommllmen 0 lt.“ ? . al mg:h
goals and objectives among Indian employees (manufacturing work‘ers)_. In their findings, the
regression weight for Job Stability in the prediction of Organizational Conlml_h_nem 18
significantly different from zero at the 0.05 level, which implies that when Job Stability goes
up by 1 standard deviation, Organizational Commitment goes up by 1.852 standard
deviations. The proposed variables emanated from the major constructs of the survey were
tested and analyzed with the use of Structural Equation Modeling (SEM). Based on the results
obtained, close association exists among tested variables. Expectedly, increase in salary tends
to have positive impact on job stability, but on the contrary it has negative impact. This could
be as a result of high expectation from the management based on the pay raise. Therefore,

decision makers should understand that pay increase may not make employees remain on
their jobs.

Tang (1990) carried oul a research titled T i 3L e
in Middle Tennessee State Uniy., he Meaning of Money Revisited: Workers' View

Murfreesboro, A to i

: : 2 g tal i 3
ﬁzmpimd 4 questionnaire which measured their attitudes t:wardsaf ﬁgnguuﬁuf &t::;pllﬁf;u
}D]EW”{ZE“? Tiﬁmmm were subjected to a principal component }t: [a analysis and
reSpccl!Selff&leem.mﬂa:d;{;aliﬁ PS'::Edr:iES were identified: Gnods L?:ilurhchi:vemenl-

S b . A + 0 ! -' sl i [ b

Cf)I}blfilL[IC}' reliability for each subscales of Thﬂg 'I:he lest-retest reliability and inter-item
satisfaciory. ¢30-item Money Ethic Scale (MES) Were

Methodology
The target population focus of 1 :

lorin. These mnpluycet::m:l:en;;gf ool P
rafndmn sampling lechnig 9o
gives equal chance 1o g
arnve at a sample size of
f}l detailed questionnaire
I'he multiple regression,

i 4 ademic employee of the University ©!
ca ployee ol the
UE was used for thic:csr:::; Sl Working Wit}fin the campus. Si'“pl.e
non-academic gyoff : ¥ because of the fact that it is not bias and I
357 for the stud ("m the University, Yamane formula was used 1©

* POSs-sectional data was obtained through the use

mailed 1 (i
method of 18, Usi“ﬂ a S-point Likert scale rating.
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trength and

tio Otherwise of

s will be rather accepted
Testing of Ilypotheses pted.

This section addresses the objectives of th

s g 3 e study thro

qatistical technigues. The null hypotheses hweybee \;gh i L

Nar regreaSION. n formulated HO, will be tested using

Hopp  Thered § no significant satisfaction derived by Unilorin workers based on the current
level of monetary compensation.

Table 1 Model Summary
| Model B R Square | AdjustedR Std. Error of the
Square Estimate

1 652"
i 18
Source: Researcher’s computation, 2018.
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T:____!EW Standarfjimd I Sig.
Model L b CoefTicients
Coefficients
M S
— T std, Exror | Beta
B
5.478 000
(Constant) 914 167 373 7.540 .000
BASIC NEED FOR SURVIVAL | .340 045 -90-5 T04 017
OTHER SOURCE OF INCOME 004 041 . ? 251 200
SAVE FOR INVESTMENT 340 043 376 ol 3

Source: Researcher’s computation, 2018,

The coefficient table shows a significant the study revealed that current level of monetary
compensation is totally dependent on Unilorin workers. This supports the findings of Al-
Belushi et al (2017) where their study said that the employees prefer and expect monetary
incentives and therefore recommended that the management needs to recognize the nght kind
of monetary incentive to their staff so that the employees get highly motivated to put their
best effort towards completing their jobs. In the course of interaction with one of the
respondents he said; “The pay we receive here is still okay when compared with the cost of
living in this part of the country and it is only those who don’t want to save for the future that
wqulg say one cannot make investment plan out of the pay to serve as an excuse for their
attitude™. This has strong implications on the dedication the employee will be willing to put

Zsa;hﬂ job. ?s‘if anf academic institution, the technical work is primarily depending on the non-
pmgf;;?v : a rmﬁimsmuaq}f running of alcademic activities this implies that a non-Stop
pe nee will be achieved since workers are generally satisfied
y t} 1

Generally, the test of hypothesis from (he
relationship between monetary compensat

monetary compensation and be
15 Increased.

\nterpretation above shows that there is a positive
lon and empl]

nefits attached 1o w Oyee performance. That is, the more
ork the more the performance by employee

Discussion of findings
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i nd organizational performance !
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8 globalis
globalizeq world, monetary compensation 1$
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