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Abstract 
This Study Aimed At Assessing The Effects Employees’ Remunerations On Productivity In The In Nigerian Breweries Plc. This 
Study Was Guided by three research objectives namely; to identify and discuss various forms of remuneration package in use, to 
examine the effects of remuneration packages on employees performance and to establish the relationship between improved 
remuneration and productivity in the Nigeria breweries. The study used descriptive research design. The population of this study 
consists of all staff working at the Nigerian Breweries PLC Ibadan. Sample of one hundred and twenty respondents were 
selected. A structured questionnaire was used to collect data from the respondents. The descriptive statistics employed include; 
frequencies and percentage and the relationship between independent and dependent variables were established using Pearson 
Product Moment Correlation coefficient with the use of (SPSS). The findings were presented using tables and figures. From the 
findings in the Hypothesis, the r= 0.509** was obtained. This is significant as the p-value greater than 0.05. This shows that 
there was a significant relationship between remuneration packages’ and employee performance. The findings also revealed that 
quick payment of remuneration has great influence on employees’ productivity. The study concluded that remuneration package 
such as overtime, constant remuneration payment, promotes morale and increase team cohesion. From this finding, it was 
recommended that, organization should continue providing security benefits to all employees, as it will positively influence 
employee productivity and raise overall performance in the all sectors. The study also recommends that the organization should 
continue providing health protection benefits to its employees since it will help them create a sense of loyalty and encourage 
their productivity in the economic sector. Organizations, especially Breweries PLC should review the current retirement package 
since a good retirement package will attract and retain employees in the organization and also improve their productivity.  
 
Keywords: Employees’ Remuneration, Performance in Nigerian Breweries, PLC.  
 
1. Introduction 
Productivity is a relationship between outputs and inputs. It rises when an increase in output occurs with a less than 
proportionate increase in inputs, or when the same output is produced with fewer inputs (ILO, 2005). Productivity can also be 
considered in monetary terms. If the price received for an output rises with no increase in the cost of inputs, this is also seen as 
an increase in productivity. Productivity improvements can also be understood at different levels. The productivity of individuals 
may be reflected in employment rates, wage rates, stability of employment, job satisfaction or employability across jobs or 
industries. Productivity of enterprises, in addition to output per worker, may be measured in terms of market share and export 
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performance. The benefits to societies from higher individual and enterprise productivity may be evident in increased 
competitiveness and employment or in a shift of employment from low to higher productivity sectors. 

According to Mathis and John (2003), productivity is a measure of the quantity and quality of work done, considering the cost 
of the resources used. The more productive an organization, the better its competitive advantage, because the costs to produce its 
goods and services are lower. Better productivity does not necessarily mean more is produced; perhaps fewer people (or less 
money or time) was used to produce the same amount. McNamara (2003) further states that, results are usually the final and 
specific outputs desired from the employee. Results are often expressed as products or services for an internal or external 
customer, but not always. They may be in terms of financial accomplishments, impact on a community; and so whose results are 
expressed in terms of cost, quality, quantity or time. He further notes that measuring productivity involves determining the 
length of time that an average worker needs to generate a given level of production. You can also observe the amount of time 
that a group of employees spends on certain activities such as production, travel, or idle time spent waiting for materials or 
replacing broken equipment. The method can determine whether the employees are spending too much time away from 
production on other aspects of the job that can be controlled by the business.  
Employee productivity may be hard to measure, but it has a direct bearing on a company's profits. An employer fills his staff 
with productivity in mind and can get a handle on a worker's capabilities during the initial job interview. However, there are 
several factors on the job that help maximize what an employee does on the job (Lake, 2000). Brady (2000) state that, perhaps 
none of the resources used for productivity in organizations are so closely scrutinized as the human resources. Many of the 
activities undertaken in an HR System are designed to affect individual or organizational productivity. Pay, appraisal systems, 
training, selection, job design and compensation are HR activities directly concerned with productivity. 
Bernardin, (2007) continues to state that controlling labour costs and increasing productivity through the establishment of 
clearer linkages between pay and performance are considered to be key human resource management (HRM) component of 

competitive advantage. In addition, increased concerns over productivity and meeting customer‟ requirements have prompted 
renewed interest in methods designed to motivate employees to be more focused on meeting (or exceeding) customer 
requirements and increasing productivity. What better way to do this than by establishing a closer connection between meeting 
such requirements and compensation? 
Numerous surveys and experience of HR professionals have shown that while employees are concerned about how to earn more 
pay and enjoy attractive conditions of service, employers on the other hand would be striving to cut costs so as to post 
impressive profit at the end of the accounting period (Milkovitch and Newman, 2004). Meanwhile, studies have shown that 
provision of motivators has been resulting in employees' increased interest in the job, enthusiasm and increased productivity at 
work and absence of motivators has been the other way round (Mathis and John, 2003). Research into employee benefits such 
as remunerations and organizational commitment is becoming more important because some researchers have examined the 
relationship between them (Christoph, 1996) and also the relationship between employee benefits, motivation and productivity 
(Hong, et al., 1995). There is however, still some debate over remunerations on whether they facilitate in employee productivity 
leading to organizational performance and do remunerations impact on an organization’s ability to attract, retain and motivate 
employees leading to productivity and improved organizations’ performance (Milkovitch and Newman, 2004).   
The main objective of this study is to assess the employee remuneration and employee performance in Nigerian Breweries Plc. 
The specific objectives of the study are to identify and discuss various forms of remuneration package in use, to examine the 
effects of remuneration packages on employees performance, establish the relationship between improved remuneration and 
productivity in the Nigeria breweries  
The Hypothesis is presented in a null form which states that there is no significant relationship between effect of remuneration 
package and employee performance. There is some debate over remunerations on whether they facilitate organizational 
performance and whether they impact on an organization’s ability to attract, retain and motivate employees. Conventional 
wisdom also says that remunerations can affect recruitment and retention, but there is little research to support this conclusion. 
This statement indicates that there is a gap which has not been explored and therefore this study was undertaken to seek to 
establish whether remunerations really do have an effect on employee productivity and make appropriate recommendations on 
how to address the problem.  

The researcher benefitted from the study as it added on to the growing body of knowledge on the roles of remuneration in 
organizations. The study will also act as a source of reference for further studies to be done on human resource in most 
organizations in Nigerian. Employees will also benefit much from this study. Employee remunerations being one of the huge 
components in determination of organization performance, most of the employees will use the recommendations given to 
enhance high level of cooperation in their various job groups.  
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The study will also help the Government, private organisations and other employers with information which will help them 
come up with policies and legislations on the administration of employee remunerations. Future researchers will also benefit 
from this study because it will provide them with relevant information on the topic.  
2. Literature Review 
Remuneration  
Maicibi (2005) defined remuneration as pay or reward given to individuals for work done. He further identified the indicators 
of remuneration include: basic salary, wages, health schemes, pension schemes, transport allowances overtime allowance and 
responsibility allowances. Remuneration can also be referred to as monetary or financial benefits in form of salaries, wages, 
bonuses, incentives, allowances and benefits that is accrued or given to an employee or group of employees by the employer 
(firm) as a result services rendered by the employee(s),commitment to the organization or reward for employment. 
Salaries and Wages 
Different definitions have been advanced on salaries and wages usually to show the differences that exist between both terms. 
Braton & Gold, (2003) basic salary is a fixed periodical payment for non-manual employees usually expressed in annual terms, 
paid per month with generally no additions for productivity. Wage refers to payment to manual workers, always calculated on 
hourly or piece rates. Surbhi (2015) also defined salary as a fixed amount paid to the employees at regular intervals for their 
performance and productivity whereas wages are the hourly- based payment given to the labour for the amount of work finished 
in a day. He further argued that while Salaried persons are generally said to be doing “white collar office jobs” which implies 
that an individual is well educated, skilled and is employed with some firm and holds a good position in the society, whereas  the 
waged person are said to be doing “blue collar labour job” which implies that an individual is engaged in the unskilled or semi-
skilled job and is drawing wages on a daily basis. 
One purpose of a person as an employee of a company is to earn income in the form of wages or compensation. Received wages 
to meet basic needs such as food, clothing and housing. Every company in determining the amount of wages paid to the 
employee must be feasible, so that the lowest wage that is given to meet the needs of their life (Kanzunnudin, 2007). Agburu 
(2012) argued for the importance of salaries and wages in Nigeria, he stated that wages should not only be adequate but they 
must also show some element of equity, this is particularly true from the point of the employees. Anything short of a fair and 
equitable wage or reward can quickly at tract the wrath of employees in an economy such as Nigeria. 
For many Nigerian employees, wages or salaries are highly critical issues. They are decisive because without them in sufficient 
quantities, life becomes extremely precarious for the worker and members of his/her family. As direct financial rewards, wages 
and salaries are the most emphasized by the employees, thus they sort of take a centre stage in the scheme of things as far a s 
rewards for work is concerned. 
Bonuses and Incentives 
Investopedia (2016) defined bonus as an additional compensation given to an employee above his/her normal wage. A bonus 
can be used as a reward for achieving specific goals set by the company, or for dedication to the company. Heathfield (2016) 
bonus pay is compensation over and above the amount of pay specified as a base salary or hourly rate of pay. The base amount 
of compensation is specified in the employee offer letter, in the employee personnel file, or in a contract. Employers can 
distribute bonus pay randomly as the company can afford to pay a bonus, or the amount of the bonus pay can be specified 
bycontract. To Bardot(2014) a bonus is a payment which is backward-looking and usually discretionary or at least not expected 
from the employee(s). A decision is made to pay it to one, a group or all employees, based on criteria decided by management to 
reward past achievements, such as reaching a specific profit or some important milestones for the organization, or in a total ly 
discretionary manner but defined an incentive as a plan which is forward-looking. Payment is tied to the achievement of specific 
objectives that have been pre-determined and communicated to the employees that are on the plan. The purpose of the incentive 
scheme is to influence behaviour to reach the objectives by providing an incentive to work towards the goals. she further stated 
that incentive can be paid in cash or in non-monetary award, for example some gifts or travel (especially for sales). The incentive 
plan is not discretionary: if the upfront, agreed objectives are reached, the payment or award is made. 
Romanoff (2008) defined bonus as a single payment made at the end of the performance period typically a year to reward 
extraordinary effort or achievement while incentive is a tangible or intangible reward that is designed to motivate a person or 
group to behave in a certain way. He further stressed that incentives differ from bonuses in that incentives define both what 
needs to be accomplished, what the employee will receive in return for accomplishing it. As a result incentives have greater 
behavioral and motivational impact. 
Expectancy Theory  
The Expectancy Theory of Motivation provides an explanation of why individuals choose one behavioural option over others. 
The basic idea behind the theory is that people will be motivated because they believe that their decision will lead to their 
desired outcome (Redmond, 2010). Expectancy theory proposes that work motivation is dependent upon the perceived 
association between performance and outcomes and individuals modify their behaviour based on their calculation of anticipated 
outcomes (Torrington, 2009). This has a practical and positive benefit of improving motivation because it can, and has, helped 
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leaders create motivational programs in the workplace. This theory is built upon the idea that motivation comes from a person 
believing they will get what they want in the form of performance or rewards. Although the theory is not all inclusive of 
individual motivation factors, it provides leaders with a foundation on which to build a better understanding of ways to motivate 
subordinates (AETC, 2008). Expectancy theory is classified as a process theory of motivation because it emphasizes individual 
perceptions of the environment and subsequent interactions arising as a consequence of personal expectations.  
The Total Reward Model  
Total reward describes a reward strategy that brings components such as learning and development together with aspects of the 
work environment, into the benefits package. In the total reward system both tangible and intangible rewards are considered 
valuable. Tangible rewards arise from transactions between the employer and employee and include rewards such as pay, personal 
bonuses and other benefits. Intangible rewards have to do with learning, development and work experience. Examples of these 
types of rewards are opportunity to develop, recognition from the employer and colleagues, personal achievement and social life. 
The aim of total reward is to maximize the positive impact that a wide range of rewards can have on motivation, job engagement 
and organizational commitments (Armstrong, 2006). 

The purpose of total reward is to create a cluster where all the different reward processes are connected, complementary and 
mutually reinforcing each other. In order to achieve internal consistency, the total reward strategies are horizontally integrated 
with human resource activities and vertically integrated with business strategies (Armstrong, 2006).  

The benefits of a total reward system are described by Armstrong (2006) as: Greater impact when different types of rewards are 
combined, they will have a deep and long-lasting effect on the motivation, commitment and engagement of employees. 
Enhancing the employment relationship, total reward appeals more to employees due to the fact that it makes the maximum use 
of relational as well as transactional rewards. Enhancing cost-effectiveness because total reward communicates effectively the 
value of the whole reward package, it minimizes the undervaluing of the true costs of the packages. Flexibility to meet individual 
needs due to the variety of rewards, the total reward is able to answer the individual needs of the employees and hence bind them 
more strongly to the organization. Winning the war for talent because relational reward processes are more difficult to replace 
than individual pay practices, total reward gives the organization the ability to attract and retain talented employees by 
differentiating their recruitment process and hence becoming “a great place to work”.  
Empirical Review  
Millea (2002) reports empirical evidence about the bi-directional relationship between employee’s benefits and productivity, in 
particular considering the nature of the benefits setting process in different countries. The empirical evidence of this study as 
well as that of a more in-depth study for Germany (Millea, 2006) can be interpreted in the light of efficiency wages, i.e. 
explaining productivity as resulting from particular wage levels, for given characteristics of the labour market e.g. the total level 
of unemployment. Leaders should try to increase the belief that good performance will result in valued rewards. Ways of doing 
so include: measure job performance accurately; describe clearly the rewards that will result from successful performance; 
describe how the employee’s rewards were based on past performance; provide examples of other employees whose good 
performance has resulted in higher rewards. In essence, leaders should link directly the specific performance they desire to the 
rewards desired by employees. It is important for employees to see clearly the reward process at work. Concrete acts must 
accompany statements of intent.  
Compensation mechanisms can be a powerful incentive in linking performance to rewards. Compensation systems that reward 
people directly based on how well they perform their jobs are known as pay-for-performance plans (Berger, 2009). These may 
take such forms as “commission plans” used for sales personnel, “piece-rate systems” used for factory workers and field hands, 
and “incentive stock option (ISO) plans” for executives (Dunn, Mercer, Carpenter, & Wyman, 2010) and other employees 
(Baker, 2012). However, rewards linked to performance need not be monetary. Symbolic and verbal forms of recognition for 
good performance can be very effective as well (Markham, Dow, & McKee, 2002).  
Employee remuneration is not just about pay, for example, wages and salaries. It is also concerned with non-pay benefits or 
benefits in kind. These non-pay benefits are usually known as employee security benefits; and sometimes as ‘perks’. On balance, 
the former refers to the more important benefits, such as pensions, and include those which are widely applied in the 
organization. The latter refer either to less significant benefits such as private health insurance, or to benefits provided primarily 
as a privilege (Cole, 2002). He continues by saying that the work related benefits are linked closely to the day-to-day operational 
requirements of the organization in relation to its members. Thus, employees need to be adequately nourished during the 
working day, properly trained to justify their responsibilities and provided with adequate means of transport when on the 
organization business.  
According to the Employment Act of Kenya (2007), the law specifies normal number of working hours varied by industries. If 
an employee works in excess of normal hours per week as specified, the additional hours are treated as overtime. Therefore 
employees can be asked to work a reasonable amount of overtime to complete a job. However, union contracts often restrict the 
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authority of employers regarding overtime. Also in some profession such as nursing an employee may be required to work 
overtime to save life.  
According to the COR (2006), leave is granted for recuperative purposes to enable an officer renew his energies and improve 
efficiency. Leave is taken without loss of seniority or benefits but is subject to exigencies of service. In addition to normal full 
pay, an officer who takes a minimum of one-half of his annual leave entitlement will be eligible for leave allowance once a year, 
the rate of which is determined by the Government from time to time. Officers stationed in any designated hardship area may 
proceed on leave twice a year and is eligible for payments of leave allowance twice per year. Shellengarger (2001), states that 
employers give employees paid time off in a variety of circumstances. Paid lunch breaks and rest periods, holidays and vacations 
are common. But leaves are given for a number of other purposes as well. Time-off benefits represent an estimated 5% to 13% 
of total compensation. Typical time-off benefits include holiday pay, vacation pay and leaves of absence.  
Baase (2009) states that evidence clearly shows that the health of the workforce is inextricably linked to the productivity of the 
workforce and the health of the nation’s economy. It also shows that employers increasingly recognize this link and are interested 
in improving worker health by expanding workforce health protection and health promotion benefit programs. Also many 
employers allow employees to miss a limited number of days because of illness without losing pay. Some employers allow 
employees to accumulate unused sick leave, which may be used in case of catastrophic illnesses. Others pay employees for unused 
sick leave. Some organizations have shifted emphasis to reward people who do not use sick leave by giving them well-pay – extra 
pay for not taking sick leave (Mathis, 2003). Research also shows a much greater connection between employee health and 
productivity in the workplace than was ever realized in the past. For example, studies have shown that on average for every one 
dollar spent on worker medical/pharmacy costs, employers absorb two to three dollars of health-related productivity costs 
(Loeppke, 2009).  
According to Collins et al (2005), research has shown that common chronic conditions, such as cancer, heart disease, and 
diabetes, are driving up total health-related costs in the workplace. Other health conditions among workers ranging from 
musculoskeletal/pain and depression are adding to those costs. In addition to a steadily rising medical and pharmaceutical cost 
burden, employers are now also seeing evidence of significant productivity cost impacts related to poor health. The workers 
compensation system requires employers to give cash benefits, medical care, and rehabilitation services to employees for injuries 
or illnesses occurring within the scope of their employment (Atkinson, 2009). In exchange employees give up the right of legal 

actions and awards. However, it is in the interests of both employers and employees to reduce workers‟ comp costs through 
safety and health programs (Pikiell, 2000).  

Among the issues in the retention of older workers, it seems most important to first counter organizations‟ stereotypical notion 
that older workers are too costly and less productive than younger workers. Even when such skewed notions have been well 
countered with research evidence supporting the advantages to retaining older workers (Feinsod, 2006), there remain the 
challenges of how best to effectively retain/employ, manage, and enhance the productivity of an aging workforce. A study by the 
Tripartite Alliance for Fair Employment Practices (TAFEP) on generational issues in the Singapore workplaces has shown that a 
multi-generational workforce has many potential advantages and opportunities both for the individual and for the organization 
when effectively managed (TAFEP, 2010). When agreeing to retain/employ older workers, employers should be open to the 
needs of older workers, which may involve improvement in management systems to meet workplace needs and may include the 
re-packaging of benefits and rewards to include flexible work arrangements, target hiring to focus on skills rather than age, 
phased retirement to allow for gradual exit from the workforce with re-employment, and the expansion of HR roles to include 
counseling of older workers to motivate them in continued employment.  
According to Perrin. (2005), leading organizations, need to understand the current, and future, workforce composition and offer 
the right package of rewards and other programs to attract, retain and engage the people an organization needs. The opportunity 
also exists to align employee and customer demographics and to become a chosen employer for the multiple generations 
represented in today’s workforce. However, whether any organization will be successful in retaining its baby boomer talent will 
depend on offering rewards that effectively meet the needs of older workers. Research shows these include competitive health-
care and retirement benefits as well as important intangibles like work-schedule and work-location flexibility and respect for 
employee contributions. Health-care and retirement benefits top the list of what 50-and-older workers at large companies look 
for in deciding whether to stay with an organization, although intangibles like work-life balance, the opportunity to work with 
high caliber colleagues and on-the-job recognition also play significant roles.  
Auer and Fortuny (2000), state that while retirement policies constitute a “push” factor for non-employment of old-aged 
workers, pension systems and policies are a “pull” factor. It is well observed, especially in advanced European welfare countries 
that more generous pension benefits tend to pull old-aged workers out of employment even before normal retirement age but the 
availability of retirement funds to older workers contributes to the “pull factor” of retirement. A pessimistic view by Borsch-
Supan (2003), an aging workforce driven by low fertility and longer life expectancy has negative effects on economic growth 
through a set of interrelated mechanisms: decreasing labour input due to low population growth and aging; decreasing rates of 
savings and capital accumulation due to increasing dependency ratios and the social cost of long-term care; decreasing investment 
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in the human capital of the young generation due to increasing social welfare costs; lower level of innovation and renovation 
and/or dynamics.  
But on the other hand, Scarth (2002), for example, asserts that that an aging workforce could lead to productivity growth by 
motivating “increased” investment in human capital as labour becomes a relatively scarce production factor.  
Employee welfare has been defined by Mishra & Bhagat (2007) as a state of well being, health, happiness, prosperity and the 
development of human resources which involves both the social and economic aspects. The social concept of welfare refers to 
the welfare of the average worker, his family and his community at large while the economic aspect of the welfare package covers 
promotion of economic development by increasing production and productivity. If an employee enjoys his time off, gets rest, 
eats well and takes care of himself, he will have more energy to devote to the job. A happy home life usually translates into a 
happy work life, and problems at the home front usually clock in when the worker does.  
Abbasi (2000) continue to state that workers do pay attention to their co-workers, and discontent can spread rapidly among an 
organization if some employees are negative or don't do their fair share. On the other hand, an enthusiastic work crew that helps 
one another out can make even a seemingly dead-end job pleasurable. If the work crew has minimal turnover, this lets the worker 
know his job probably won't disappear overnight. The employee will also be more productive when she knows the job is doable 
with the tools the company gives her. This may mean office equipment that doesn't conk out during heavy periods, machinery 
that works well and procedures that are streamlined enough to get the job done without a lot of wasted effort.  
A growing number of organizations offer awards to employees for extended service, work-related achievements and suggestions 
for improving organizational effectiveness. Awards are often in the form of gifts and travel rather than cash. Suggestion systems 
offer incentives to employees who submit ideas that result in greater efficiency or profitability for the company (Bernardin, 
2007).  
Sajuyigbe, Olaoye and Adeyemi (2013) conducted research work on impact of Reward on Employees Performance in a Selected 
Manufacturing Companies in Ibadan, Oyo State, Nigeria. Human resource is one of the important assets that organization owns. 
Reward helps management to retain efficient and experienced workforce in an organization. The objective was to examine the 
impact of reward on employees’ performance with special reference to 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. Subsequently, recommendations were made to the management of organizations that they should buildup the 
commitment among employees by rewards and achieve both individual and Organizational objectives. However, the study is 
relevant to this study which examines employee remuneration and employee performance in Nigeria Breweries Plc. 
 Oloke, Oni, Babalola, and Ojelabi 2017 conducted research on Incentive Package, Employee’s Productivity and Performance of 
Real Estate Firms in Nigeria. The level of motivation received by an employee as reflected in the satisfaction with the base pay 
package and other incentives goes a long way to influencing the employees’ attitude to work, loyalty, performance and job 
satisfaction. Employee’s motivation and organization performance has been investigated across different fields and economic 
sectors. This study takes it further by examining incentive package, employees and organization productivity in real estate f irms 
in Nigeria. Panel survey approach was adopted and three questionnaires administered in each of the one hundred and seventeen 
(117) estate firms in Ikeja, Victoria Island and Lekki Area of Lagos State. Respondents were two employees and one other in 
employers’/management capacity. Descriptive tools such as frequency and percentage were used to identify and determine the 
proportion of firms that make use of incentive package/option while a 5-point Likert scale and ranking were used to determine 
and rank the options in order of importance among these firms. Panel data regression model was used to determine the strength 
of relationship between firms’ performance/productivity and incentives whilst holding other factors constant. Findings showed 
amongst others that there is strong positive correlation between incentive and employee productivity, employees are largely 
dissatisfied with the incentives offered by majority of estate firms and that incentive package is not the most important 
determinants of performance in real estate firms. The study therefore concludes that employers in real estate firms pay attention 
to other factors identified and review remuneration and incentive package to boost the morale of their employees for better 
performance. 
Agba, A. M. O, Mboto, W. A. and Agba, M. S.  (2013) research on Wages or Other Conditions: A Critical Assessment of 
Factors in Workers Performance in Nigeria the challenge of getting maximum performance from employees remain a perennial 
problem to managers in Nigeria. This challenge is aggravated by the great divide that exist among managers on which of the 
motivational factors stimulate workers the more into higher performance; while some tilt to monetary incentives; many more 
argue that non-monetary incentives are major motivating factors. Thus, this study is set to investigate factors that influence 
workers’ job performance in Nigeria. The study attempt to compare the influence of wages and other conditions service on 
employees’ performance. To achieve this objective, we elicited information from 300 respondents who were purposively sample 
from four organizations in some selected geo-political zones in Nigeria. Data collected were presented in graph, pie chart and 
bar chart. Findings reveal that, employee job performance are greatly influenced by regular and good wages;  followed by 
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conducive work environment, availability of internet facilities, good library, recognition/award, regular promotion, training 
opportunities, access to medical care and communication flow. We made the following recommendations among others, that 
managers of formal organizations should properly remunerate workers as well as provide conducive work environment for their 
employees. We posit that other least motivating factors as identified in this study should not ignore by managers, since each 
provide workers with a level of stimulant that propel them into maximum performance in work organization. 
Abdulkadir M. D, Mohamed M. J, Ali Yassin S. A ( 2015) conducted research on Employee motivation and organizational 
performance: empirical evidence from secondary schools in Mogadishu-Somalia This paper attempts to identify the impact of 
motivation on employee performance in order to address problems arising from motivational approaches in organizational 
settings in Mogadishu, Somalia. The paper had three main objectives which are: 1) To identify the relationship between work 
environment and organizational performance at secondary schools in Mogadishu. 2) To examine the relationship between 
cooperation and organizational performance secondary schools in Mogadishu, Somalia. 3) To explore the relationship between 
facilitation and organizational performance secondary schools in Mogadishu-Somalia. The researchers utilized convenient 
sampling to collect 100 questionnaires from twelve secondary schools in Mogadishu, Somalia. Employees of these schools 
provided a questionnaire with four main construct which measuring work environment, cooperation, facilitation and 
organizational performance. However, using correlation coefficient, the study found that organizational performance 
(Dependent variable) had significant positive influence with two independent variables namely, work environment, and 
facilitation. Also, the result of regression analysis found that two constructs had statistically significant, positive, and direct 
effects on the organizational performance. Finally, regarding these two hypotheses; this study supported; the most indicator of 
employee motivation was facilitation; the employees like the managers who motivate them in the workforce. 
3. Methods 
Population of the Study 
Population of the study refers to the totality of the objects or elements being studied and which the conclusion or generalization 
of our result will apply or group of people or items about which we want to obtain information. It is also being described as a 
sum total of all the units of analysis that constitute the focus of study. 

The population of the study comprises of all staff working under the Nigerian Breweries PLC. This population extends beyond 
the shores of south western Nigeria. As such, all staff of the Nigerian Breweries PLC in the six geo-political zones of the country 
made up the population. 

Sample Size and Sampling Technique 
The sample size was drawn from the population of staff of the Nigerian Breweries PLC in which, 120 staffs in the Ibadan, 
South-western part of Nigeria was selected and purposive sampling technique was adopted in selecting samples from the 
population for the purpose of the study. This sampling technique was adopted so as to ensure that only respondents that are of 
equal significance to the study were selected. Thus, their responses are bound to be reliable and maybe used for generalization. 

Sources of Data Collection 
The data for the study will be obtained from two sources, which are primary and secondary sources. Both sources were explored 
in order to get comprehensive and adequate information needed for the research work, which eventually assisted in providing 
platforms for accurate recommendation for the study. 

Primary Sources 
The primary data is the one which raw information is collected by the user from specific place, which in the case of Nigerian 
Breweries PLC. This source is usually explored at the actual time in which required information is needed. It enables the 
researcher have direct contact with the object, with the view to gather correct information. The primary data for this study was 
collected through the administer of questionnaire. 

Secondary Sources 
This is the kind of information gathered by someone else for some purposes, which another person can use during the cause of 
carrying out research work. This method is always used to compliment the primary data. The secondary data for this study were 
obtained from textbooks, newspapers, journals websites etc. 

Instrumentality 
A questionnaire is a designed form which consists of a set questions sent to people (respondents) for completion, to gather 
information for analysis and to confirm relevant research questions which are later returned for analysis. 

Questionnaire Design and Arrangement 
The questionnaire employed for this study consists of two (2) section “A” and “B”. Section “A” has to do with the socio-
economic characteristics of the workers of Nigerian Breweries PLC and it contains six (6) questions while section “B” contains 
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twenty (20) major questions. Each question has options from which respondents were to make choices. The options available 
for the respondents include; Strongly Agreed (SA), Agreed (A), Undecided (U), Disagreed (D), and Strongly Disagreed (SD). 
This is expected to help the researcher to understand the level of maturity of the respondents which goes a long way in affecting 
their responses that will be gathered through questionnaire. 

Method of Data Analysis 
In this research work, simple regression analysis method were used with the aid of Statistical Package for Social Science (SPSS) 
from the primary data collected in the field using frequency counts and simple percentage. 

4. Results 
This section deals with the analysis of data analysis and presentation of results. A questionnaire was designed for the collection 
of the data. The analysis of the report on demographic information was first given with the distribution of respondents 
according to sex, marital status, age and educational qualification. The second section deals with hypothesis testing. 

Section A: Bio-Data 
Table 1: Distribution of respondents by sex  

Sex Frequency Percentage 

 Male 66 55.0 

Female 54 45.0 

Total 120 100.0 

    Sources: Researcher’s field survey, 2018 

The table above indicated the distribution of the respondents by their gender in the study area. This implies that 66(55.0%) 
respondents were male in the study area, while 54(45.0%) of the respondents were female in the study area. 

Table 2: Distribution of respondents by marital status 

Marital Status Frequency Percentage 

 Single 56 46.7 

Married 59 49.2 

Divorced 5 4.2 

Total 120 100.0 

    Sources: Researcher’s field survey, 2018 

The table above indicated the distribution of the respondents by their marital status. 56(46.7%) respondents were single, 
59(49.2%) respondents were married, while 5(4.2%) respondents were divorced. 

Table 3: Distribution of respondents by age 

Age Frequency Percentage 

 21-30 years 39 32.5 

31-40 years 62 51.7 

41-50 years 18 15.0 

51-60 years 1 .8 

Total 120 100.0 

    Sources: Researcher’s field survey, 2018 

Table 3 revealed the distribution of the respondents by their age in the study area. This implies that 39(32.5%) respondents 
were between the ages of 21-30 years, 62(51.7%) respondents were between the ages of 31-40 years, 18(15.0%) were between 
the ages of 41-50 years, 1(0.8%) was between the ages of 51-60 years. 
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Table 4: Distribution of respondents by position/status 

Position/Status Frequency Percentage 

 Top Level Management 21 17.5 

Middle Level Management 72 60.0 

Lower Level Management 27 22.5 

Total 120 100.0 

    Sources: Researcher’s field survey, 2018 

The table above indicated the distribution of the respondent by their position/status. 21(17.5%) respondents were in top level 
management, 72(60.0%) respondents were in middle level management, while 27(22.5%) respondents were in lower level 
management. 

Table 5: Distribution of respondents by educational qualification 

Educational Qualification Frequency Percentage 

 SSCE/O' Level 5 4.2 

ND/NCE 21 17.5 

HND/B. Sc 46 38.3 

MBA/M. Sc/ICAN/CIBN and others 48 40.0 

Total 120 100.0 

    Sources: Researcher’s field survey, 2018 

The table above indicated the distribution of the respondents by their educational qualification. 5(4.2%) respondents had 
SSCE/O’ Level certificates, 21(17.5%) respondents had ND/NCE certificates, 46(38.3%) respondents had HND/B. Sc 
certificates, while 48(40.0%) respondents had MBA/M. Sc/ICAN/CIBN and other certificates. 

Table 6: Distribution of respondents by number of years in service 

Years in Service Frequency Percentage 

 1-5 years 58 48.3 

6-10 years 47 39.2 

11-20 years 11 9.2 

21-30 years 2 1.7 

31 years and above 2 1.7 

Total 120 100.0 

    Sources: Researcher’s field survey, 2018 

The table above indicated the distribution of the respondents by their number of years in service. 58(48.3%) respondents had 
put in between 1-5 years of service, 47(39.2%) respondents had put in between 6-10 years of service, 11(9.2%) respondents 
had put in between 11-20 years of service, 2(1.7%) respondents had put in between 21-30 years of service, while 2(1.7%) 
respondents had put in about 31 years and above. 

Section B: Forms of Remuneration Package 
Table 7: Security remuneration 

 Frequency Percentage 

 Always 58 48.3 

Occasionally 37 30.8 

Sometimes 22 18.3 

Never 3 2.5 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 
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The table above indicates that 58(48.3%) respondents are paid security remuneration always, 37(30.8%) respondents are paid 
occasionally, and 22 (18.3%) respondents are paid sometimes while 3 (2.5%) respondents have never been paid security 
remunerations.  

Table 8: Overtime 

 Frequency Percentage 

 Always 11 9.2 

Occasionally 47 39.2 

Sometimes 53 44.2 

Never 9 7.5 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 11(9.2%) respondents are paid overtime always, 47(39.2%) respondents are paid overtime 
occasionally, and 53 (44.2%) respondents are paid overtime sometimes while 9 (7.5%) respondents have never been paid 
overtime. 

Table 9: Annual leave  

 Frequency Percentage 

 Always 36 30.0 

Occasionally 53 44.2 

Sometimes 26 21.7 

Never 5 4.2 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 36(30.0%) respondents always take annual leave, 53(44.2%) respondents take annual leave 
occasionally, and 26 (21.7%) respondents take annual leave sometimes while 5 (4.2%) respondents have never taken annual 
leave. 

Table 10: Maternity leave 

 Frequency Percentage 

 Always 26 21.7 

Occasionally 36 30.0 

Sometimes 9 7.5 

Never 49 40.8 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 26(21.7%) respondents always get maternity leave, 36(30.0%) occasionally get maternity leave, 
9(7.5%) sometimes get maternity leave while a whopping 49(40.8%) respondents never get maternity leave. 

Table 11: Education and house allowance 

 Frequency Percentage 

 Always 40 33.3 

Occasionally 39 32.5 

Sometimes 34 28.3 

Never 7 5.8 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 40(33.3%) respondents always get education and house allowance, 39(32.5%) respondents 
occasionally get education and house allowance, 34(28.3%) respondents sometimes get education and house allowance while 
7(5.8%) respondents never get education and house allowance 
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Table 12: Health protection 

 Frequency Percentage 

 Always 70 58.3 

Occasionally 26 21.7 

Sometimes 20 16.7 

Never 4 3.3 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 70(58.3%) respondents get health protection always, 26(21.7%) respondents occasionally get 
health protection, 20(16.7%) respondents sometimes get health protection and 4 (3.3%) respondents never get health 
protection. 

Table 13: Personnel recognition 

 Frequency Percentage 

 Always 54 45.0 

Occasionally 44 36.7 

Sometimes 19 15.8 

Never 3 2.5 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 54(45.0%) respondents get personnel recognition always, 44(36.7%) respondents occasionally 
get personnel recognition, 19(15.8%) get personnel recognition sometimes and 3(2.5%) respondents never get personnel 
recognition. 

Section C: Effect of Remuneration Package on Employees’ Performance 
Table 14: Constant remuneration payment enhances employees’ performance 

 Frequency Percentage 

 Strongly agree 40 33.3 

Agree 69 57.5 

Neutral 5 4.2 

Disagree 5 4.2 

Strongly disagree 1 .8 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 40(33.3%)  strongly agree that constant remuneration enhances employees’ performance, 
69(57.5%) respondents agree with the statement, 5(4.2%) respondents are neutral, 5(4.2%) respondents disagree with the 
statement and 1(0.8%) respondent strongly disagrees with the statement. 

Table 15: Overtime remuneration can be effective in long-term motivation and productivity 

 Frequency Percentage 

 Strongly agree 23 19.2 

Agree 64 53.3 

Neutral 19 15.8 

Disagree 13 10.8 

Strongly disagree 1 .8 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 23(19.2%) respondents strongly agree that overtime remuneration can be effective in long-term 
motivation and productivity, 64(53.3%) respondents agree with the statement, 19(15.8%) respondents are neutral, 13(10.8%) 
respondents disagree with the statement, 1(0.8%) respondent strongly disagrees with the statement. 
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Table 16: Pooling employees in a team with collective goal increases productivity if you provide worthwhile remuneration 

 Frequency Percentage 

 Strongly agree 22 18.3 

Agree 84 70.0 

Neutral 8 6.7 

Disagree 6 5.0 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 22(18.3%) respondents strongly agree that pooling employees in a team with collective goal 
increases productivity if you provide worthwhile remuneration, 84(70.0%) respondents agree with the statement, 8(6.7%) 
respondents are neutral and 6(5.0%) respondents disagree with the statement. 

Table 17: Employee morale improves if each one of them is granted opportunities to reach a set of goals 

 Frequency Percentage 

 Strongly agree 33 27.5 

Agree 69 57.5 

Neutral 11 9.2 

Disagree 7 5.8 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 33(27.5%) respondents strongly agree that employee morale improves if each one of them is 
granted opportunities to reach a set of goals, 69(57.5%) respondents agree with the statement, 11(9.2%) respondents are 
neutral and 7(5.8%) respondents disagree with the statement. 

Table 18: Remuneration promotes morale and increases team cohesion 

 Frequency Percentage 

 Strongly agree 27 22.5 

Agree 59 49.2 

Neutral 8 6.7 

Disagree 24 20.0 

Strongly disagree 2 1.7 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 27(22.5%) respondents agree that remuneration promotes morale and increases team cohesion, 
59(49.2%) respondents agree with the statement, 8(6.7%) respondents are neutral, 24(20.0%) respondents disagree with the 
statement and 2(1.7%) respondents strongly disagree with the statement. 

Section D: Relationship between Improved Remuneration and Productivity in Nigeria 
Table 19: High remuneration is capable of increasing the self-confidence of employees 

 Frequency Percentage 

 Strongly agree 31 25.8 

Agree 45 37.5 

Neutral 21 17.5 

Disagree 23 19.2 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 31(25.8%) strongly agree that high remuneration is capable of increasing the self confidence of 
employees, 45(37.5%) respondents agree with the statement, 21(17.5%) respondents are neutral, 23(19.2%) respondents 
disagree with the statement. 
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Table 20: To motivate employees through remuneration, it is necessary that remuneration is equitable and externally competitive 

 Frequency Percentage 

 Strongly agree 22 18.3 

Agree 78 65.0 

Neutral 11 9.2 

Disagree 9 7.5 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 22(18.3%) respondents strongly agree that to motivate employees through remuneration, it is 
necessary that remuneration is equitable and externally competitive, 78(65.0%) respondents agree with the statement, 11(9.2%) 
respondents are neutral, and 9(7.5%) respondents disagree with the statement. 

Table 21: Employee remuneration package is a more efficient motivating factor as it can easily increase according to the 
proportion of work 

 Frequency Percentage 

 Strongly agree 30 25.0 

Agree 72 60.0 

Neutral 13 10.8 

Disagree 5 4.2 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 30(25.0%) respondents agree that employee remuneration package is a more efficient motivating 
factor as it can easily increase according to the proportion of work, 72(60.0%) respondents agree with the statement, 
13(10.8%) respondents are neutral and 5(4.2%) respondents disagree with the statement. 
Table 22: Quick payment of remuneration is assumed to greatly influence employee productivity 

 Frequency Percentage 

 Strongly agree 39 32.5 

Agree 64 53.3 

Neutral 8 6.7 

Disagree 5 4.2 

Strongly disagree 4 3.3 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 39(32.5%) respondents strongly agree that quick payment of remuneration is assumed to greatly 
influence employee productivity, 64(53.3%) respondents agree with the statement, 8(6.7%) respondents are neutral, 5(4.2%) 
respondents disagree with the statement, 4(3.3%) respondents strongly disagree with the statement 
Table 23: Enticing remuneration package increases employee dedication and improved productivity 

 Frequency Percentage 

 Strongly agree 32 26.7 

Agree 52 43.3 

Neutral 19 15.8 

Disagree 13 10.8 

Strongly disagree 4 3.3 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 32(26.7%) respondents agree that enticing remuneration package increases employee dedication 
and increased productivity, 52(43.3%) respondents agree with the statement, 19(15.8%) respondents are neutral, 13(10.8%) 
respondents disagree with the statement and 4(3.3%) respondents strongly disagreed with the statement. 
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Table 24: The type of remuneration and fringe benefit made available to employees greatly determines how motivated they 
would be committed to duties 

 Frequency Percentage 

 Strongly agree 38 31.7 

Agree 65 54.2 

Neutral 8 6.7 

Disagree 5 4.2 

Strongly disagree 4 3.3 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 38(31.7%) respondents strongly agree that the type of remuneration and fringe benefit made 
available to employees greatly determines how motivated they would be committed to duties, 65(54.2%) respondents agree with 
the statement, 8(6.7%) respondents are neutral, 5(4.2%) respondents disagree with the statement, 4(3.3%) respondents strongly 
disagree with the statement. 

Table 25: For remuneration scheme to achieve desired objective, which is employee productivity, its implementation must not 
frustrate the employee 

 Frequency Percentage 

 Strongly agree 62 51.7 

Agree 45 37.5 

Neutral 9 7.5 

Disagree 2 1.7 

Strongly disagree 2 1.7 

Total 120 100.0 

            Sources: Researcher’s field survey, 2018 

The table above indicates that 62(51.7%) strongly agree that for remuneration scheme to achieve desired objective, which is 
employee productivity, its implementation must not frustrate the employee, 45(37.5%) respondents agree with the statement, 
9(7.5%) respondents are neutral, 2(1.7%) respondents disagree with the statement and 2(1.7%) strongly disagree with the 
statement. 
 
Testing of Hypothesis  
 
Hypothesis 1: There is no significant relationship between effect of remuneration package and employee performance. 
Table 26  
Relationship between effect of remuneration package and employee performance. 

Variables N X SD P Df r.cal. r.tab. 

Effect of remuneration 

package 

 24.6333 4.18065     

 120   0.05 118 .509** 0.195 

Remuneration and 

Productivity 

 14.0083 3.23452     

Table 26 shows that there is a significant relationship between effect of remuneration package and employee performance. The 
calculated r. value 0.509 is greater than the table value 0.195 at 0.05 level of significance. The hypothesis is therefore rejected. 
This implied that there was a significant relationship between effect of remuneration package and employee performance. 
5.  Conclusion 
This study has examined employees remunerations and employee performance in Nigerian Breweries PLC.  In the course of this, 
it has reviewed relevant literature to show different views of remuneration in an organization. 

An organization exists to provide goods and services that people desire. These goods and services are the products of the 
behaviours of workers who occupy different levels of the organizational structure. These people have different cultures, skills and 
educational background, as well as different perceptions, roles, expectations and values.   
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The study concluded that remuneration package such as overtime, constant remuneration promotes morale and increase team 
cohesion. There was a significant relationship between effect of remuneration package and employee performance. 
6. Recommendations 
Having analyzed, discussed and interpreted the data collected for this study, it is imperative to make certain recommendation 
that could to improve employees remunerations on productivity. Therefore, the following recommendations are essential: 

 The study recommends that both public and private organisation should continue providing security benefits to all 
employee, as it will positively influence employee productivity and raise overall performance in the all sectors.  

 The study also recommends that the organisation should continue providing health protection benefits to its 
employees since it will help them create a sense of loyalty and encourage their productivity in the public sector.  

 The study continues to recommend that the organization especially Breweries Plc should review the current retirement 
package since a good retirement package will attract and retain employees in the public sector and also improve their 
productivity.  

 organizations need to improvise employee recognition programme for jobs well done, this will motivate employees 
thus enhancing employee productivity in the private and public sectors. 

 Organization had to formulate policies and procedures which ensured that both occupational health and safety and the 
medical insurance were guaranteed to employees. 
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Appendix 
Section A: (Bio-Data)  

1. Sex: (a) Male ( ) (b) Female ( ) 
 

2. Marital Status: (a) Single ( ), (b)Married  (    ), (c) Divorced (    ), (d) Widowed, (e) Separated (   ) 

3. Age: (a) 21-30years (  ),(b) 31 – 40 Years (   ),(c) 41-50years (   ), (d) 51-60 Years (    ), (e)  60years and Above (  ) 

4. Position/Status: (a) Top Level Management  ( ) (b) Middle Level Management ( ) (c) Lower Level 
Management (   ) 

5. Educational Qualification:  (a) SSCE/O’Level (   ), (b) ND/NCE (  ),(c) HND /B.Sc. (   ), (d) MBA/ 
M.Sc/ICAN/CIBN and Other (   )       . 

6. Years in Service: (a)1-5years (   ), (b) 6-10years (    ), (c)11 – 20 years (  ), (d) 21-30 years (   ), (e) 31 and above (
 ). 

Section B:  Forms of Remuneration package  
 

 Forms of Remuneration package  Always  Occasionally  Sometimes  Never  

1 Security remuneration      

2 Overtime      

3 Annual leave     

4 Maternity leave     

5 Education and house allowance      

6 Health Protection      

7 Personnel Recognition     

Section C: Effect of Remuneration package on employees performance  

1=Disagree, 2= disagree, 3=neutral, 4=Agree, 5=Strongly Agree 

S/N Statement Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

8 Constant remuneration payment enhances 
employees’ performance 

     

9 Overtime remuneration can be effective in 
long –term motivation and productivity 

     

10 Pooling employee in a team with collective 
goal increase productivity if you provide 
worth-wild remuneration  

     

11 Employee morale improves if each one of 
them is  granted opportunities to reach a set 
of goals. 
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12 Remuneration promotes morale and increase 
team cohesion 

     

Section C: Relationship between improved remuneration and productivity in the Nigeria   

1=Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree 

S/N Statement Strongly 

Agree 

Agree Neutral Disagree Strongly 

Disagree 

13 High remuneration is capable of increasing 
the self confidence of employees 

     

14 To motivate employee through remuneration, 
it is necessary that remuneration is equitable 
and externally competitive 

     

15 Employee remuneration package is a more 
efficient motivating factor as it can easily 
increase according to the proportion of work   

     

16 Quick payment of remuneration is assumed 
to greatly influence employee   productivity    

     

16 Enticing remuneration package increases 
employee dedication and improved 
productivity  

     

17 The type of remuneration and fringe benefit 
made available to employee greatly 
determines how motivated they would be 
committed to duties 

     

18 For remuneration scheme to achieve desired 
objective, that is, employee productivity, its 
implementation must not frustrate the 
employee. 
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