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ABSTRACT
The researcher have summarized the contents of this project work which is aimed at finding out the impact of remuneration on workers performance among Nigeria workers Nigerian National petroleum corporation as a case study. Chapter one comprises of the introduction of the study, background, statement of problems, objectives, research questions, statement of hypothesis, significance, scope, limitation and definition of terms. Chapter twp comprises of the literature review and other related topics. Chapter three is the research methodology and how the researcher intended to carry out the study and the questionnaire. Furthermore, chapter four of this study centers on the analysis and discussion of data derived from respondents on the questionnaires which were meant to disclose facts about the subject matter. Finally, chapter five, which comprises of the summary, conclusion and recommendations to ensure effective workers performance and equitable remuneration in Nigerian national petroleum corporation, Eleme Refinery.  


CHAPTER ONE
INTRODUCTION
1.0 INTRODUCTION
The national labour congress made an observation that is still valid. The board observes that “there is no single factor in the whole field of labour relations that does more to break down morale, create individual dissatisfaction, encourage absenteeism, decrease labour turnover, and hamper production than obviously, unjust inequalities in the group within same plant” wage and salary differentials are mark of social status in almost every organization. If they do not correspond to the relative significance of jobs, as employees view them, the employee’s sense of justice is outraged hence “ cognitive dissonance” according psychologists would be the order of the day. Ezeali and Esiagu (2009:112). According to Edward E. Lawler 111,(2008) ,the more important pay or remuneration is, the more power it has to motivate behaviour. Increasing the importance of pay will therefore increase it’s power to motivate. An underpaid staff is les creative and will be of great waste than assets to the employer”. It has been observed that many instance of industrial unrest and strike actions witnessed in Nigeria and many other parts of the world today are due to the perceived inequity in remuneration of workers.
The Nigerian national petroleum corporation, NNPC, was established on April 1, 1977, under the statutory instrument decree No. 33 of same year by a merger of Nigerian national oil corporation, NNOC, with its operational functions and the Federal ministry of mines and power with its regulatory responsibilities.the decree established NNPC, a public organization that would, on behalf of government,adequately manage all government interests in the Nigerian oil industry. The formation was an offshoot of different development in the country’s oil industry. The evolution of the corporation, no doubt was after the first commercial oil find was made in 1956 by shell in Olobiri in present day Bayelsa state.
This was after about half a century of exploration activities in the south western Nigerian where the explorers made numerous bitumen seepage finds. The success of shell in Niger Delta attracted other companies. Since then, the Nigerian oil industry has gone through rapid expansion not withstanding the disruptive effects of the civil war between 1967 and 1970 and of course, the recent community problems which have grounded several operations. Between 1978 and 1989, NNPC constructed refineries in Warri, Kaduna and Port- Harcourt and took over the 35,000 barrels shell Refinery established in Port- Harcourt in 1965. in addition, the corporation constructed several kilometers of pipeline, pump stations and depots for distribution of petroleum products throughout the country and pioneered exploration activities in the Chad basin around Maiduguri. NNPC employs over 16,000 people nation wide and 700 in port-Harcourt refinery Eleme.
1.1 BACKGROUND OF THE STUDY
Remuneration is an important instrument that can insert into the workers, the strong effect to bring out their best in order to attain organizational objectives using Nigeria national petroleum corporation as a case study. Remuneration is concerned with the wage and salary administration for various jobs within particular organization in other words remuneration as a form of compensation is the rewards that individuals receive from organizations in exchange for their labour.
(Obikezie and Obi, 2004)To the employer, the most important obligation he owes his employees is their remuneration. Though, there are some non- financial rewards like praise, recognition and self esteem which workers equally value, the most essential compensation is financial compensation which can either be direct or indirect.
Direct compensation is the financial payment made at the time work is performed examples of direct compensation are; wages, salaries, over time pay, commission and bonuses. Wages are usually distinguished from salaries and refer to direct compensation received by a worker paid according to hourly rates. A worker paid on monthly, semi- monthly or weekly basic received a salary. Workers receiving a salary receiver their pay according to the specific number of hour they work. Beside, wages and salaries workers are also remunerated for their efforts by certain benefits, such benefits are paid during vacation days and holdings.
Indirect compensation are; health care, insurance and pensions.
Before remuneration can make an employee to work very well, it must have to be interms of the effort the job needs in other words a motivating remuneration is the one that is equitable to workers contribution towards the achievement of NNPC port- Harcourt objective.
Therefore, a fair remuneration programme is one that is responsive to this managerial and economic objective and ensures acquisition and maintenance of a regular adequate supply of labour for workers not to feel cheated for a remuneration scheme to satisfy or favour these workers, it must embrace the following:
· Periodic review of organization’s wages and salary structure to be in tune with the change nature of the environment.
· Control of differential rate of pay and evaluation of individual and group performance for equitable compensation, through such schemes as incentive payments, merit rating group bonus, overtime payment etc.
The term “workers performance” is very wide it is wide in the sense that it involves diverse aspects of administration and management, such aspect as office environment, office communication, and motivation etc.
Office environment as factor of workers performance affect the performance of workers. Workers today are more educated than before, they are likely to raise questions about their environment of work, since management is in itself a dynamic process; it has to support and address itself to the provision of good environment of work for workers to increased productivity.
Some of the internal conditions suitable for office environment include:-
· CLEANLINESS: If the office environment is clean it will encourage good health of workers and extension of life and conditions of equipment
·  AVOIDANCE OF OVER CROWING: This permits free movement of both workers and materials as well as enhances effective operational process.
· TEMPERATURE: Workers and certain machines are successful in cool or air conditioner offices than in hot and noisy areas.
· VENTILATION: Good ventilation is relevant and necessary for effective office work adequate number of windows that can allow enough into the office is preferred.
· SANITARY CONVENIENCE: Workers at work need toilets, wash hand basins, water towel, soap etc. for their convenience.
· LIGHT: The offices should be adequately bright to assist workers especially during clouding periods and peak periods when they have to stay for into the evening.
· OFFICE PREMISES: Consideration should be given to banks, post offices, restaurants, markets, customers etc.
If all the above conditions is well provided for the workers, definitely their performance will be improved by a certain percentage. Besides the condition of offices the organization should also be responsible in provision of the residential apartment of workers because unhealthy or poor residence Scan make workers to be unhealthy. Likewise a worker can only be able to put up his or her best when healthy.
Therefore, management should care for their workers residential environment.
Communication is also an important tool that is needed by workers for effective and efficient performance of their job in an organization. It is an inevitable tool that links employers and employees in an organization and it is the foundation upon which organization and administration must be build.
Motivation is another tool for workers performance. Motivation affects workers much that is why some workers perform better than other in an organization, as a result of that individuals are motivated by different factors. Based on the above, management should have at their finger tips that they have diverse and unpredictable groups of workers to motivate. This diversity may result in different behavioural patterns which in most cases relate to needs and goals. Some of the factors of motivation are training and development, salaries and wages, benefits, welfare services, understanding between workers and management staff. Workers will prefer to work in an organization where the above motivating factors are well appropriated, because a happy worker is an efficient worker. Therefore, there is no doubt that a motivated workers performance will be improved.
Just as a motivated workers is expected to perform his work properly, if the need or condition of a worker is left unsatisfied, the highly deficient need can lead to frustration,  conflict and stress includes:
1. DEFENSIVE BEHAVIOUR: This type of behaviour can occur when one trips to project one’s image, absenteeism or withdrawal is part of defensive behaviour.
2. AGGRESSION: This type of violent action is directed towards an organization by a worker in an improper work performance.
3. RATIONALIZATION: This is a situation where by a worker explains failure in a manner that is acceptable to other because his/her need is left unsatisfied.
Just as equitable remunerations make workers to be effective and efficient in the same manner, inequitable remunerations and poor workers performance make workers to be ineffective and inefficient as a result of the uninterested attitudes they might put up.
1.2 STATEMENT OF THE PROBLEM
A statement of the problem is what could be referred to as the crux of the matter. It is obvious that if workers lacks workers performance and better or equitable remuneration it will hinder effectiveness and efficiency in the work environment or organization. Since Nigerian national petroleum corporation is concerned in this research work, some problems are identified by the researcher as the resultant of poor performance. These problems are inequitable remuneration and poor workers performance which leads to social ills, ineffective and inefficient in the organization.
To that effect, organization experience failure, inefficient and low output level when employees show case their annoyance by defensive behaviour, aggressive and rationalization.
Therefore, this study attempts to state that the following factors are responsible for poor workers performance in Nigerian national petroleum corporation in port- Harcourt.
1. POOR REMUNERATION: The package of the Nigeria national petroleum corporation is very poor, compare to nature and risks they are exposed to in cause of performing their tasks or duties
2. Lack of internal condition: This has to do with; temperature, ventilation, sanitary convenience cleanliness and light etc. if these factors are not available it will affect workers performance.
3. POOR FRINGE BENEFITS: Certain bonuses and welfare services are not called for.

1.3 OBJECTIVE OF THE STUDY
Objectives is to critically examine the list of available conditions of workers and better or equitable remuneration, their practicability and execution, as well as their importance towards improving the performance of their workers.
Hence, the basic objectives includes;
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.
4. To determine if there is any correlation between workers performance and the provision of adequate forms of remuneration.
1.4 RESEARCH QUESTION
1.  Does wages and salaries have any effect on employee performance?
2. What is the degree at which incentives affects job satisfaction?
3. To what level do indirect rewards affects workers rate of turnover?
4. Is there any correlation between workers performance and the availability of adequate forms of remuneration?
1.5 RESEARCH HYPOTHESIS
H0: There is no significant relationship between workers performance and the availability of adequate forms of remuneration.
1.6 SIGNIFICANCE OF THE STUDY
Empirically, the research will serve as a blue print for organizational personnel
who are experiencing decline in productivity as a result of workers performance and the method to prevent future occurrences. It will be of great help at any organizational level and to those who are responsible for the management of a work place-the executives, managers, supervisors, public administrators, government officials and other human resource managers  It will serve as a resource material in business schools, management programmes, training sessions, development seminars and conferences on how best to motivate workers and improve productivity.
1.7 SCOPE THE STUDY
This study covers the case of remuneration and workers performance in Nigerian National Petroleum Corporation, Eleme Refinery.
1.8 LIMITATION OF STUDY
Financial constraint – Insufficient fund tends to impede the efficiency of the researcher in sourcing for the relevant materials, literature or information and in the process of data collection (internet, questionnaire and interview).
Time constraint – The researcher will simultaneously engage in this study with other academic work. This consequently will cut down on the time devoted for the research work.
However in the midst above mentioned limitation the researcher devotedly ensured that the purpose of the study was actualized.
1.8 DEFINITION OF TERMS
REMUNERATION
Remuneration is the pay or other financial compensation provided in exchange for an employee's services performed. A number of complementary benefits in addition to pay are increasingly popular remuneration mechanisms.

EMPLOYEE PERFORMANCE
Employee performance is defined as how an employee fulfills their job duties and executes their required tasks. It refers to the effectiveness, quality, and efficiency of their output. Performance also contributes to our assessment of how valuable an employee is to the organization.


CHAPTER TWO
LITERATURE REVIEW
INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in four sub-headings:
· Conceptual Framework
· Theoretical Framework
· Empirical Review
· Chapter Summary
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
EMPLOYEES PERFORMANCE 
Hellriegel, Jackson and Slocum (1999) defined performance as the level of an individual's work achievement after having exerted effort. Job performance can be viewed as an activity in which an individual is able to accomplish the task assigned to him/her successfully, subject to the normal constraints of reasonable utilization of the available resources ( Dar, Akmal, Akram & Khan, 2011) . Motowidlo, Borman, & Schmidt (1997) defined job performance as the overall expected value from employees’ behaviours carried out over the course of a set period of time. This definition according to Bullock(2013) although fairly technical, includes specific ideas that are worth breaking down:
• Performance is a property of behavior, or, plainly stated, what people do at work 
• An employee’s behavior adds expected value to the organization – that is, an employee’s behaviors may be distinguished as helping or hindering an organization, but the outcomes of employee behaviors are rarely measured so their value is merely expected Performance can further be broken down into two distinct types: Task Performance and Contextual performance. Task Performance are the actions that contribute to transforming raw materials to goods and services, the things that are typically included in job descriptions. Examples include selling clothes, drilling holes, or teaching a class. Contextual performance are the behaviors that contribute to overall effectiveness through supporting the social and psychological climate of the workplace. Examples include cooperating with teammates, diffusing conflicts, and cleaning up the conference room (Borman & Motowidlo, 1993) (Bullocks 2013). Three basic assumptions are associated with the differentiation between task and contextual performance (Borman & Motowidlo, (1997); Motowidlo & Schmit, 1999), : 
(1) Activities relevant for task performance vary between jobs whereas contextual performance activities are relatively similar across jobs; 
(2) task performance is related to ability, whereas contextual performance is related to personality and motivation; 
(3) task performance is more prescribed and constitutes in-role behavior, whereas contextual performance is more discretionary and extra-role (Sonnentag & Frese, 2001). Measurement of employee performance is an activity that is very important because it can be used as a measure of success in supporting the success of the organization’s employees (Said, 2008).
REMUNERATION
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.
WAGES AND SALARIES 
According to Shubin (1980:63), wages are the total earning a worker receives for the performance of services within a period of time. That they are equal to the product of an hourly rate, times the number of pieces plus houses, premiums and fringe benefits. Thus a rate of pay may be based on time output or guaranteed hourly rate plus a bonus ordinarily based on the amount of extra work put beyond the standard required. Rosenberg (1978:214) also defined “wage as a stated sum per price, hour, day or any other unit or period”. Kiebel, (1983:50), was of the opinion that low productivity seen in the country was as a result of poor wage administration. Workers are paid without considering their needs which include feeding, housing, clothing and other higher needs. Because of the poor wages they earn they are forced to eat low quality food which tend to reduce their productivity level. Moreover, he asserted that workers are not happy on their jobs after the end of each month. Employers, he further stated, tend to credit jobs done well by employees without providing workers with good working conditions and incentives. These reduce the productivity level of workers and consequently decreased the Gross National Product. Alugbuo (1980:6) also wrote that, wage and incentive that workers receive from his organization is significant to him or her in three major ways: economic, psychological growth and motivation. The economic importance of wage and incentives is most obvious because it serves as a way of obtaining the necessities and luxuries people need and want. Many workers do not have sources of income besides their pay; therefore employment in organization is the way to obtain the material necessities of life which can be expected for such items as food, rent, clothes and countless other good and services. Beach (1980:69) in his writing believes that, wages are important for what they symbolize. For some wages symbolize security, for other it represents success. Increase in reward may permit one to join many clubs and associations. If the boss or organization grants one a sizeable pay increase, this will show the subordinates that the boss likes him and approves of his performance. He sees the change in compensation as recognition of efforts, and he may drive a sense of achievement from his work. On the other hand, the absence of adequate incentives may cause discouragement, dissatisfaction and low morale at work. According to Ejimofor (1982:31), Herzberg has postulated that if the people are paid a wage they perceive as fair, paying them more will not increase productivity. Unfortunately, the acquisition of more wealth is a form of self actualization for most Nigerian workers and many others allover the world. For those people money can be used to satisfy the basic psychological and security needs. It can also help nto satisfy some of the egoistic needs, as it has become a status symbol indicating a culmination of other successes in life. Nwachukwu (1988:190) believes that there are many bases for motivation, job security, emotional security, respect, social acceptance, power, achievement and son on. He contends that money was erroneously viewed as prime motivator in the past; money was downgraded as a motivator but did not eliminate it. At times financial incentives are more important to individuals. At other times financial incentives occupy the spotlight. For example, a young man who is raising a family and who just entered industry, the need for money to pay off home mortgage, for the material of his family, and later for education of his children, may be very pressing. Yet, at other times in his life, the goal of recognition and status achievement may be most important. The value of financial reward is determined by what people have learnt to associate it with. When pay is tied as a yardstick for performance, money is an important motivator. When it is not so tied, it does not motivate and satisfaction is low, turnover and absenteeism high. Thus, a fair wage and salary policy and consistent internal wage and salary relationships are vital to the achievement of individual and group effort in any organization. In our culture, the role of money as a primary motivator has not been systematically documented. Writing on the importance of money as incentive in Nigerian context, Anikpo (1980:15), argues that the Nigerian worker is so intimidated and mesmerized by the money hegemony that his primary needs become money and what money can buy. Okpara (1982:39) observed that no amount of money can be too much for a Nigerian worker. Thus our system is based on the values and the behavioural pattern of developed market economies and anchored in the industrial base of the countries. This is apparent in our consumption patterns which do not reflect the needs and absolute poverty of our developing economy. Under the condition of very scarce resources, the emulation of the sociocultural system and especially the consumption pattern of the rich development countries mean first of all that provision for basic food stuffs, health services, clothing, housing, drinking water, education and transportation system and the like are neglected. (Okpara, 1982:30). Okpara further stated that, the provision of these basic amenities would reduce the emphasis on financial incentives and not money as a motivator. He observed that most of our civil servants are seen buying with their salary, things that has no provision for, example water allowance, that it was only recently that provision for transport allowance was made. Hitherto, transport to and from work was paid from the workers yearly income or salary. Onwumere (1982:31) posit that money is a reducer of anxiety, since the extended family commitments of many people make them anxious about their financial involvement and obligations. The implication is that, if financial reward of the worker increase, their performance will improve, because this increase will take care of their needs. Looking at the country today, and its level of development, one would conclude that Nigerian people including the management and the work force are still in the first level of human need hierarchy, struggling to satisfy the basic needs-shelter, food, safety etc. since money is the quikest means of satisfying these needs, almost every Nigerian today is ruled by a rapacious and inordinate quest for money at all cost.(Eze,1982:5). The employers should recognize these needs and increase the financial incentives to workers, in order to improve their performance. Schultz (1978:285) is for the opinion that, at the executive level, there is evidence that salary may be more than at lower working levels. That even though a higher salary at the executive level may not mean much difference in take-home pay (because of higher taxes), most executives seems motivated to gain the extra material possessions it will buy, but because it signifies accomplishment and achievement in ones work. Ocho (1982:16) stated that organization theories developed in Europe and American to explain organization behaviour in Europe-American cultures can never substitute for concepts for understanding of our organizational behaviour and attitudes. Nigerian scholars believes that Nigerian workers respond to monetary incentives more than other physiological and higher order needs as prescribed by the orthodox western theories.
Compensation Management 
Compensation is a crucial instrument for the attraction and retention of talented employees that are dedicated to their responsibilities within the firm. Compensation management aims to promote the achievement of business goals through attracting, motivating and retaining hard working employees (Shieh 2008; Petera 2011). Compensation management is a crucial component of the overall management of an organisation. It refers to the process by which employees are remunerated for their input at the workplace (Khan 2011). Employee compensation refers to all the returns that accrue to employees arising from their employment (Dessler 2008; Van Der Merwe 2009; Nazim-ud-Din 2013). Compensation management requires accuracy and precision as, if not adequately and objectively dealt with, it may hamper organisation’s operations. Compensation is not only in the form of money, but also in non-cash form. Benefits, such as pension, life and health insurance, and retirement plans, and allowances that include company cars or subsidized transportation, represent a significant pay element in many large firms. In addition, for tax advantages and economies of scale of purchasing that make it economically advantageous for the firm to provide those element, the compensation are always viewed benefits as a tools for attracting and retaining desired employees. Maslow brought in the need hierarchy for the rights of the employees. He stated that employees do not work only for money but there are other needs too which they want to satisfy from their job, i.e. social needs, psychological needs, safety needs, selfactualization, etc. (Octavious, 2015) Researchers are of the view that firms that seek to improve employees’ productivity should link remuneration and personal effort (Encinosa III, Gaynor, Rebitzer. 2007; Kaplan and Norton 2007; Bartlett and Ghosal 2013). Heneman (1992) argues that rewards and bonuses for personal effort are the most visible ways of acknowledging an employee’s efforts. However, programs that reward effort cannot be compared with new administrative procedures based on uninterrupted progress, joint effort and support (Demming 1986; Snell and Dean 1994; Lepak and Snell 2002). Firms are beginning to give greater recognition to individual pay and performance not only to encourage increased productivity and efficiency, but also to retain highly valued to achieve the firm’s objectives (Kuvaas 2006). Lee and Bruvold (2003) note, that the more encouragement employees receive, the higher their level of commitment to the firm. Gardner (2004) concurs with this point of view. Similarly, Lawler (2003) argues that when remuneration is linked to effort, both individual and organisational performance is enhanced. Lawler (2003) added that tying remuneration to performance improves employee motivation, as workers become more results-oriented. Employees will make more effort to achieve results when they are aware that their remuneration package is determined by their contribution to the firm’s performance (Lawler 2003).
Forms of Compensation 
There are various forms of compensation and nearly all these forms of compensation can be categorised into four broad types (Alsabri& Ramesh, 2012). The four broad types are:
(a) Wages and Salary: Wages are what is paid to employees who are not permanently employed and typically pertains to hourly rates of pay (the more hours worked, the greater the pay), while salary is what is paid to people that are permanently employed and this is at a fixed weekly, monthly, or annual rate of pay.
(b) Incentive Plans: This is an additional compensation which is above and beyond the employees wage or salary provided. It may be long term or short term in nature. 
(c) Employee Benefit Programmes: Time off with pay, pension scheme, tuition reimbursement, recreation activities, cafeteria services are all examples of employee benefit programmes.
(d) Additional Privileges: Employees in organisations may have other privileges such as the usage of company vehicles/cars, club membership or travelling allowance. These privileges may be a substantial part of compensation, especially for the executives. DeCenzo and Robbins (2007) and Khan (2011) explored compensation/reward management and they submitted that rewards are of three major types which are as follows:
• Intrinsic and Extrinsic Rewards: Intrinsic rewards are self-generated rewards whish are anchored on self-contentment arising from the job itself and this often referred to as intangible rewards such as being part of a team, ego as a result of achieving a goal and self-importance and satisfaction arising from one’s own work/effort. While extrinsic rewards are emoluments provided by the superiors such as salary increment, bonus, sales commission etc. and this is also referred to as the tangible rewards. 
• Financial and Non-financial Rewards: Financial rewards are the rewards received by employees in monetary forms and this assists the employees to boost the financial and social status. But non-financial rewards is made up of inexpensive rewards to heighten the employees morale like long service award, best employee of the year etc. 
• Performance-based and membership-based Rewards: Firms equally offer rewards to its employees based on their membership in that organisation or on the basis of accomplishing high performance.
EXTERNAL AND INTERNAL FACTORS AFFECTING EMPLOYEE COMPENSATION
Factors Affecting Employee Compensation – External and Internal Determinants of Compensation
The compensation awarded to the employee is dependent on the volume of effort exerted, the nature of job and his skill. Besides, there are several other internal and external factors affecting the compensation.
I. External Determinants of Compensation:
1. Labour Market Conditions:
The forces of demand and supply of human resources, no doubt, play a role in compensation decision. Employees with rare skill sets and expertise gained through experience command higher wage and salary than the ones with ordinary skills abundantly available in the job market. But the higher supply of human resources for certain jobs may not lead to reduction of wages beyond a floor level due to Government’s prescription of minimum wage levels and employee union’s bargaining strength.
Similarly, this factor by itself does not result in lower pay if the vast majority of available resources are unemployable due to poor skill and low talent. Thus, it is clear that law of demand and supply applies to labour market only to a limited extent.
2. Economic Conditions:
Organizations having state-of-the-art technology in place, excellent productivity records, higher operational efficiency, a pool of skilled manpower, etc., can be better pay masters. Thus, compensation is the consequence of the level of competitiveness .prevailing in a given industry.
3. Prevailing Wage Level:
Most of the organizations fix their pay in keeping with the level for similar jobs in the industry. They frequently conduct wage survey and accordingly seek to keep their wage level for different jobs. If a particular firm keeps its pay level higher than those of others in the industry, its employee cost becomes heavier which may escalate the end cost of the products. This will affect the competitiveness of the firm. On the other hand, if a firm keeps its pay level lower than the prevailing rates, it may not recruit the skilled and competent manpower.
4. Government Control:
Government through various legislative enactments such as Minimum Wages Act, 1948, Payment of Wage Act, 1936, Equal Remuneration Act, 1976, Payment of Bonus Act, 1965, dealing with Provident Funds, Gratuity, Companies Act, etc., have a bearing on compensation decisions. Therefore, firms have to decide on salaries and wages in the light of the relevant Acts.
5. Cost of Living:
Increase in the cost of living, raise the cost of goods and services. It varies from area to area within a country and from country to country. The changes in compensation are based on consumer price index which measures the average change in the price of basic necessities like food, clothing, fuel, medical service, etc., over a period of time. Allowances like Dearness Allowance. City compensatory allowances are paid to meet the increasing cost of living and parity among employees posted at different geographies.
6. Union’s Influence:
The collective bargaining strength of the trade unions also influence the wage levels. Trade unions enjoy an upper hand in certain industries like banking, insurance, transport and other public utilities. Therefore, wage structure in such industries and in such Union-active regions, salary and wage need to be fixed and revised in consultation with the unions for ensuring smooth industrial relation.
7. Globalization:
It has ushered in an era of higher compensation level in many sectors of the economy. The entry of multinational corporations and big corporates have triggered a massive change in the compensation structure of companies across sectors. There is a salary boom in sectors like information technology, hospitality, biotechnology, electronics, financial services and so on.
8. Cross Sector Mobility:
Contemporary companies find it difficult to benchmark the salaries of their staff with others in the industry thanks to mobility of talent across the sectors. For example, hospitality sector employees are hired by airlines, BPOs, healthcare companies and telecom companies.
II. Internal Determinants of Compensation:
1. Compensation Policy of the Organization:
Firm’s policy regarding pay i.e., attitude to be an industry leader in pay or desire to pay the market rate determines its pay structure. The former can attract better talent and achieve lower cost per unit of labour than the ones that pay competitive pay.
2. Employer’s Affordability:
Those organizations which earn high profit and have a larger market share, a large business conglomerate and multinational companies can afford to pay higher pay than others. Besides, company’s ability to pay higher pay is impaired by sector- specific economic recession and acute competition.
3. Worth of a Job:
Organizations base their pay level on the worth of a job. The wages and salaries tend to be higher for jobs involving exercise of brain power, responsibility laden jobs, creativity-oriented jobs, technical jobs.
4. Employee’s Worth:
In some organizations, time rates are granted to all employees irrespective of performance. In such cases, employees are rewarded for their mere physical presence on the job rather than for their performance. However many private sector organizations follow performance-linked pay system. They conduct performance appraisal more often than not which provides input for determining pay levels. It distinguishes the high-performer from the low-performer and the non-performer.
2.2 THEORETICAL FRAMEWORK 
Reinforcement and Expectancy Theory 
Gerhart, Minkoff & Olsen (1995) reinforcement theory states that a response followed by a reward is more likely to recur in the future (Thorndike's Law of Effect). Aswathappa (2007) asserted that a behaviour which as a rewarding experience is likely to be repeated. The implication for remuneration is that high employee performance followed by monetary reward will make future employees performance more likely. Buchan et al (2000) suggest that behaviour can be modified if individuals receive the reward at the time they exhibit the desired behaviours. An important assumption in this theory is that rewards can become an acquired right if they are delivered on a regular basis.
Equity Theory 
Buchan et al (2000) equity theory posits that because employees in organizations expect to be rewarded like other employees for similar levels of input, the distribution of rewards becomes important. It is the perceived equity of the effort-reward balance that is important in determining the employees’ level of motivation. Aswathappa (2007) the theory emphasizes equity in pay structure of employees' remuneration. employees perception on how they are being treated by their firms is of prime importance to them. The dictum ''a fair day work for a fair pay'' denotes a sense of equity felt by employees. When employees perceive inequity it can result in lower productivity, high absenteeism or increase turnover.
Agency Theory 
According to Buchan et al (2000) an agency relationship occurs whenever one party (the principal) hires another person (the agent) who possesses specialized knowledge and skills. Agency theory focuses on the divergent interests and goals of the organization's stakeholders and the way that remuneration can be used to align these interests and goals. The remuneration payable to employees is the agency cost and that it is natural that employees expect high agency cost while the employer seek to minimize it. Thus, these theories posit that the remuneration in the form of wages or salaries can be agreed upon on the basis of the outcome or the behaviour of an employee (Aswathappa, 2007).
2.3 EMPIRICAL STUDIES 
Babagana & Dungus (2015) examined the effects of staff remuneration on the performance of Ramat Polytechnic Maiduguri students from 1995-2011 in Borno state. Questionnaire was served to 45 respondents who are academic staff of the polytechnic from the five schools within the polytechnic (school of environmental studies, school of engineering and applied science, school of agricultural science and technology , school of management studies, and school of vocational and technical education). The data was analyzed using Pearson’s Product Moment correlation and regression analysis using Microsoft excel. The findings showed strong positive relationship between staff remuneration( fringe benefits and staff nature of working conditions) and performance of Ramat Polytechnic Maiduguri students Edirisooriya (2014). examined the impact of extrinsic rewards and intrinsic rewards on employee performance: With Special Reference to ElectriCo Sri Lanka. Self designed questionnaire was used as the primary data collection method. The data was analyzed using descriptive statistics and inferential statistics. The representative sample of 100 employees are selected from a population of 1075 employees in the ElectriCo. The results revealed that there is a positive relationship between extrinsic reward, intrinsic reward and employee performance. Hameed, Ramzan, Zubair, Ali & Arslan.(2014). examined the impact of compensation on employee performance (empirical evidence from banking sector of Pakistan). A questionnaire was designed to solicit response from the respondents on factors related to compensation like indirect compensation, wages, salaries and employees performance. Approximately 45 banks were included to collect data. 200 Questionnaires were distributed among the full time working employees of banks and they were selected randomly. Correlation analysis and Regression analysis using SPSS 17.0 version to analyzed the collected data. The findings suggest that Compensation has positive impact on employee performance. It is proved from correlation analysis that all the independent variables have weak or moderate positive relationship to each other. Regression analysis shows that all the independent variables have insignificant and positive impact on employee performance Sajuyigbe, Olaoye & Adeyemi (2013) examined the impact of reward on employees performance in a selected manufacturing companies in Ibadan, Oyo State, Nigeria. Structured questionnaire was used to collect data from one hundred (100) participants through purposive sampling method and data were analyzed by multiple regression analysis with the aid of statistical package for social science (SPSS) version 16. Result showed that reward dimensions jointly predict employees’ performance which accounted for 71% variance of performance.
CHAPTER SUMMARY
In this review the researcher has sampled the opinions and views of several authors and scholars on remuneration and employees performance. The works of scholars who conducted empirical studies have been reviewed also. The chapter has made clear the relevant literature.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	AREA OF STUDY
This study was carried at NIGERIAN NATIONAL PETROLEUM CORPORATION, ELEME REFINERY.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled.
3.3	POPULATION OF THE STUDY
According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out on the impact of remuneration on workers performance among Nigerian workers using Nigerian National Petroleum Corporation, Eleme Refinery as case study. Hence all workers of Nigerian National Petroleum Corporation, Eleme Refinery form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the simple random sampling (srs.) method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
To determine the sample size of this study, the researcher adopted the purposive sampling techniques. Therefore, the researcher purposively selected 121 staffs of Nigerian National Petroleum Corporation, Eleme Refinery comprising of 74 full time workers and 47 part-time workers, making a sum of 121 respondents as the sample size.
3.6	SOURCES OF DATA COLLECTION
The research instrument used in this study is the questionnaire. A 12 minutes survey containing 10 questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions.
3.7	METHOD OF DATA ANALYSIS
The responses were analyzed using the frequency tables, which provided answers to the research questions. While the hypothesis were tested using Pearson Correlation statistical tool SPSS v23. 
3.8	VALIDITY AND RELIABILITY OF THE STUDY
The reliability and validity of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.9 ETHICAL CONSIDERATION
Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4. INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of one hundred and twenty one (121) questionnaires were administered to respondents of which one hundred (100) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of  100 was validated for the analysis.
4.2	DATA PRESENTATION
The table below shows the summary of the survey. A sample of 121 was calculated for this study. A total of 100 responses were received and validated. For this study a total of 100 was used for the analysis.
Table 4.1: Distribution of Questionnaire
	Questionnaire 
	Frequency
	Percentage 

	Sample size
	121
	100

	Received  
	100
	83.3

	Validated
	100
	83.3


Source: Field Survey, 2021


Table 4.2: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	45
	45%

	Female
	55
	55%

	Age
	
	

	20-30
	31
	31%

	30-40
	47
	47%

	41-50
	22
	22%

	51+
	00
	00%

	Education
	
	

	HND/BSC
	42
	42%

	MASTERS
	38
	38%

	PHD
	20
	20%

	Marital Status
	
	

	Single
	46
	46%

	Married
	32
	32%

	Separated
	12
	12%

	Divorced
	05
	05%

	Widowed
	05
	05%


Source: Field Survey, 2021


4.2	ANSWERING RESEARCH QUESTIONS
Question 1: Does wages and salaries have any effect on employee performance?
Table 4.3:  Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	82
	82

	No
	00
	00

	Undecided
	18
	18

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 82% of the respondents said yes,  while the remaining 18% were undecided. There was no record for undecided.
Question 2: What is the degree at which incentives affects job satisfaction?
Table 4.4:  Respondent on question 2
	Options
	Frequency
	Percentage

	High Degree
	59
	59

	Low Degree
	19
	19

	Undecided
	22
	22

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 59% of the respondents said high degree, 19% said low degree, while the remaining 22% were undecided.
Question 3: To what level do indirect rewards affects workers rate of turnover?
Table 4.5:  Respondent on question 3
	Options
	Frequency
	Percentage

	High Level
	52
	52

	Low Level
	21
	21

	Undecided
	27
	27

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 52% of the respondents said high extent, 21% said low extent, while the remaining 27% were undecided.
Question 4: Is there any correlation between workers performance and the availability of adequate forms of remuneration?
Table 4.6:  Respondent on question 4
	Options
	Frequency
	Percentage

	Yes
	68
	68

	No
	13
	13

	Undecided
	19
	19

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 68% of the respondents said yes, 13% said no, while the remaining 19% were undecided.


TEST OF HYPOTHESIS
H0: There is no significant relationship between workers performance and the availability of adequate forms of remuneration.
HYPOTHESIS ONE
There is no significant relationship between workers performance and the availability of adequate forms of remuneration.
Table 4.7: Correlations between workers performance (WP) and the availability of adequate forms of remuneration (AAFR).
	
	WP
	AAFR

	WP
	Pearson Correlation
	1
	.821**

	
	Sig. (2-tailed)
	
	.000

	
	N
	100
	100

	AAFR
	Pearson Correlation
	.821**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	100
	100


Source: Survey data, 2021 
**. Correlation is significant at the 0.01 level (2-tailed)
The Pearson Correlation result in Table 5 contains the degree of association between WP and AAFR. From the result, the Pearson correlation coefficient, r, value of 0.821 was positive and statistically significant at (p< 0.000). This indicates that  there is a significant relationship between workers performance and the availability of adequate forms of remuneration. 
CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:
5.1 Introduction
This chapter summarizes the findings into impact of remuneration on workers performance among Nigerian workers using Nigerian national petroleum corporation, Eleme refinery as case study. The chapter consists of summary of the study, conclusions, and recommendations. 
5.2 Summary of the Study
In this study, our focus was to examine the list of available conditions of workers and better or equitable remuneration, their practicability and execution, as well as their importance towards improving the performance of their workers. The study specifically was aimed at determining if there is an effect of wages on employee performance; examine the degree at which incentives affects job satisfaction; ascertain the level at which indirect rewards affects workers rate of turnover in business organization; determine if there is any correlation between workers performance and the provision of adequate forms of remuneration.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 100 responses were validated from the enrolled participants where all respondent are active staff of Nigerian national petroleum corporation, Eleme refinery.
5.3 Conclusions
Based on the findings of this study, the researcher made the following conclusion.
1.	Wages and salaries have an effect on employee performance?
2.	Incentives also affects to a certain high degree the job satisfaction of employees.
3.	Indirect rewards has a high level effect on workers rate of turnover.
4.	There is a correlation between workers performance and the availability of adequate forms of remuneration.
5.4 RECOMMENDATIONS
Based on the findings of this study, the researcher recommends that;
1) The employers of labour both private and government must not take the remuneration of their employees for granted because it will result in low productivity. The research showed that there is a positive significant relationship between remuneration and employees' performance.
2) The reason for frequent workers strike is borne out of poor remuneration and condition of services which the government must see as a twin scourge destroying the economy.
3) Participation of employees should be encouraged and allowed in pay determination both in the private and public sector.
4) Since employees usually take the issue of equity in pay at work seriously, employers of labour should ensure that their pay is competitive when compared to firms in the same or similar industry.
5) Prompt payment of salaries, wages and all entitlements is also advised.
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APPENDIXE
QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	Female [  ]
Age 
20-30	[  ]
31-40	[  ]
41-50   [  ]
51 and above [  ]
Educational level
WAEC		[  ]
BSC/HND	[  ]
MSC/PGDE	[  ]
PHD		[  ]
Others……………………………………………….. (please indicate)
Marital Status
Single	[  ]
Married [  ]
Separated [  ]
SECTION B
Question 1: Does wages and salaries have any effect on employee performance?
	Options
	Pleas Tick

	Yes
	

	No
	

	Undecided
	



Question 2: What is the degree at which incentives affects job satisfaction?
	Options
	Pleas Tick

	High Degree
	

	Low Degree
	

	Undecided
	



Question 3: To what level do indirect rewards affects workers rate of turnover?
	Options
	Pleas Tick

	High Level
	

	Low Level
	

	Undecided
	



Question 4: Is there any correlation between workers performance and the availability of adequate forms of remuneration?
	Options
	Pleas Tick

	Yes
	

	No
	

	Undecided
	



