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Abstract
Examining the impact of human resources incentives and its impact on employee job satisfaction among the staff of public health facility in Kwara State, Nigeria has not been fully explored in spite of the inherent and immense benefits. The study employed the descriptive research design method and collected data by selecting some healthcare staff of hospitals in Kwara State through the instrumentation of questionnaire and analysed using SPSS version 23, with a study population of 2,139 who are staff of public health facilities in Kwara State. The findings revealed a significant relationship between the three (3) dimensions of human resources incentives. However, it should be mentioned that the relationship between the dimensions of human resources incentives is not as strong as one might presume, this may be because there might be some other important variables or underlying factors that impact employee job satisfaction in Nigeria other than the three (3) tested dimensions of human resources incentives namely recognition, compensation and job security. It is therefore concluded that three (3) dimensions of human resources incentives selected for this research study catalyzed employee job satisfaction, thus generally recommended that supervisors should promote and ensure incentives like recognition, giving awards and commendations. Management and owners of public health facility should pay salaries promptly, give cash reward, ensure an effective insurance policy for employees and their dependants. 
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INTRODUCTION 
Human resources incentives also known as Payment By Result (PBR), this is according to Al-Belushi and Khan (2018) monetary and or non-monetary reward given to employees in the quest of the employer to make them work in efficient manner. Traditionally, an incentive is paid to an employee by an employer in lieu of an outstanding individual performance as stated by Altintas, Guerrien, Vivicorsi, Clément & Vallerand (2018). According to Quadri (2019), human resources incentives have various forms depending on the individual characteristics, position and organisation of the employees.
According to Al-Belushi and Khan (2018), monetary incentives include but not limited to bonuses, increment in payment as a result of promotion, medical and child education benefits, profit sharing, commission, contribution to employee provident funds, insurance benefits and stock options. While non-monetary incentives include but not limited to working flexible hour, job enrichment,  job security, good working conditions, appreciation and recognition better status or designation as a result of promotion, gifts and launch break. Across the world, employees are the key resources in any organisation, as they are the means by which all other goals are and sustained.
Therefore, when organizations' employees are incentivized enough they exhibit happiness on their job thereby improving productivity. Industrial organizations plays an important role in a country’s growth in terms of their contributions to gross domestic product (GDP0 and also a vital component of the nation’s growth and societal well-being. Some of these organizations play crucial role in the development of skills and the expansion of the economy; hence a high-quality workforce is required (2018). Consequently, monetary and non-monetary human resources incentives can result in employee;s strong job satisfaction that boosts productivity, and overall performance as claimed by Al-Belushi and Khan (2018).
It is necessary that organizations provide interventions against these factors so as to ensure job satisfaction and increased productivity. Job satisfaction or lack of it is fundamental to the intention of employees to stay or quit a job. It is also a pointer to poor employee performance (Martin, Miller 1986) and low job commitment (Robbins, Judge 2008). Potentially, increased level of job stress could translate to decreased job satisfaction. This is because employees are more likely to be committed, creative and productive at work when they are reasonably satisfied with their jobs (Chandraiah et al. 2003). Currently, Healthcare institutions in Nigeria, particularly hospitals in Kwara State, are characterized by massive expansion and high rate of patients’ enrolment seeking for medical care. The likely effects of this include; increased workload for members of the workforce, increased pressure, a sense of powerlessness conflicting demands, organizational change, and a high degree of uncertainty.
Due to shortages of competent healthcare professionals in most public health facilities in Nigeria, the available staff are being over-stretched beyond limit while they are not adequately compensated which leads to decreased productivity. Most hospitals especially publicly owned facilities are not adequate in terms of infrastructural deficits due to poor funding by the government. It is important that public healthcare institutional managers provide interventions against these factors so as to ensure increased employees’ performance. Job satisfaction or lack of it is fundamental to the intention of employees to stay or quit a job. (Robbins, Judge 2008). Consequently, this study uses human resources incentives as a template to examine the effect of compensation on job satisfaction in organizations.


LITERATURE REVIEW
Conceptual Explication
Incentives
According to Jia (2019), an incentive is an object, item of value, or desired action or event that spurs an employee to do more of whatever was encouraged by the employer through the chosen incentive. You want to manage your incentives in such a way that you do not create entitled employees. The main purpose of incentive is to tie employees’ rewards closely to their achievements. This tie is done by providing more compensation for better performance. Individual will generally strive for additional rewards by higher production and their performance depends upon higher efforts. Some people may prefer some extra time off rather than more money. An  incentive  mechanism  is  a  treatment  or  measure  that  is  used  to  motivate  and  encourage  people. Stavrou (2018)   maintains  that  an  incentive  could  be  a  combination  of  a  personal  drive  and  extrinsic motivation  that  is  capable  of  pushing  people  beyond  their  limits.  For  instance,  to  participate  in  a learning  network,  to  encourage  an  employee  to  put  in  maximum  efforts  at  work  or  even  to  make  an employee  stop  a  particular  behavior  or  practice.  A  mechanism  that  has  been  found  plausible  in  the field  of  human  resource  in  identifying  and  attracting  qualified  human  capital,  whiles  ensuring motivation  in  order  to  derive  maximum  efforts  at  jobs  is  incentives.  
In the context of this study,  the educational  sector  views incentives  as  a tool  aimed at  encouraging  teachers of the institutions of higher learning  to increase work  and  teaching  performance.  Furthermore,  incentives  are  visualized  as  external  undertakings designed  and  established  with  the  basic  purpose  of  directing  individual,  group  or  organizational (Smith, 2019). Whiles  Burkhauser (2018)  stated  that  such  tangible  and  intangible  rewards  acting  as  a  motivational medium  for  individual  or  group  behavior  is  incentives;  Moser (2014) opined  that  incentives  are techniques  employed  by  organizations  which  go  to  ensure  their  compliance  with  the  employment contract, thus  acting  as  compensation to  its employees. However,  Andreeva, Vanhala, Sergeeva, Ritala and Kianto (2017) make  a  definite  statement  on  what  incentives  are  by  stating  that  incentive is an  explicit  or  implicit  financial  or  non-financial  reward  geared  towards  undertaking  of  specific task”.  The  derivative  to  be  made  from  the  above  definitions  is  that  defining  incentives,  though  been wide and varied, it  does  have a  core concept  which is intangible and tangible reparations. Also, it  is  an explicit  or  implicit  way  of  influencing  individual  or  group  acts  in  particular  direction,  which  is  mostly achievement  of  set  goals  and target.
Compensation
Quadri, A. A. (2019)  defined  compensation  as  everything received  by  employees  as  a  reward  for  its contribution  to  company  or  organisation. Compensation  is  everything  that  employees receive  as  a  reward  for  their  work.  Crucke  (2022)  also  explained  compensation as  rewards  and  can  be  defined  as  any  form of  reward  given  to  employees  for  contributions  they  provide  to  organisation. Jia (2019)  explains  that  compensation  is  something  received  by  employees,  whether  in form  of  financial  or  non-financial  reward for  employee's  contribution  to  organisation.
Management  of compensation  is a very  important  activity  to  make  employees  quite satisfied  in  their  work. Compensation is the human resource management function that deals with every type of reward individuals receive in exchange for performing organisational tasks (Crucke, 2022).  It is considered the major cost incurred by a business organisation.  However,  today  the  human resource is considered as human  capital  and  compensation  hence  is  not  cost  but rather  investment. It is a systematic approach to providing monetary value to employees in exchange for work performed.
Compensation  may  achieve  several  purposes;  assisting  in  recruitment,  job  performance,  and  job satisfaction (Burkhauserr, 2019). Compensation can acquire or create and maintain productivity. Without adequate compensation, existing employees tend to leave the organisation and organisations will have difficulty in replacement, especially in recruiting. Employees are the organisation’s key resource and the success or failure of organisations center on the ability of the employers to attract, retain, and reward appropriately talented and competent employees. 
Job Satisfaction
Ali (2021) defined job satisfaction as the acknowledgment of doing the job with full dedication and hard work. It has been found that the level of job satisfaction leads to determine the overall performance of an organization. In addition to this, it has been found that the level of job satisfaction depends upon the various set of components in an organization. The major components which are identified as an important asset for job satisfaction are supervision, promotion, operating conditions, nature of work, contingent rewards, and other factors. 
Ali and Anwar  (2021) defined job  satisfaction  as  a  set  of favourable  or  unfavourable  feelings  and  emotions  with  which  employees'  view  their  work”.  In  the health  care  services  and  the  female  paramedical  professionals’  work  contentment  is  believed  one  of  the key  factors  determining  the  enlargement  of  performance  in  the  development  (Ali,  2021).  An employee's  mental  representation  of  the  meaning  of  values  may  vary  about  satisfaction  or dissatisfaction.  
An instance  of job satisfaction is when  some  workers  feel  a  sense  of  achievement  in  their  occupations  as other  employees’ do  not.  Riyadi (2020)  was  found  to  be  similar,  they  surveyed blue and  white  collar  employees  and  characterized  by  great  determination  that  finishing  exciting  projects was  not  as  vital  as  job  safety  and  recompense  for  blue  collar  workers. The determinations  also suggested  that  motivating  and  varied  coursework  were  of  advanced  significance  to  white  collar employees  when  compared  to  blue  collar  employees as mentioned by Riyadi (2020). Research papers suggested that teachers,  mangers, bank employees,  healthcare  services,  salespeople are  not  satisfied with  their  job  due to various issues.  This review of literature analyses the empirical literature considering  different  working organizations  employees’  occupation  satisfaction and its  related  factors.
Satisfaction is a state of fulfilment. It is arrived at when one’s desire meets up with what is available. Most times, when an employee is asked if he is satisfied with his job, what simply comes to mind is money, but research has shown that what one derives satisfaction from depends on what one is motivated by. (Riyadi, 2020) was of the view that there are no universally accepted definitions of satisfaction. Also, Paais and Pattiruhu defined job satisfaction as an effective or emotional response towards various facts of one’s job. It can be an effect of satisfaction derived from various factors such as relationship with peers at work, supervisors, or family members. Such satisfaction can be derived from achievement at work or a mile stone that is crossed.
Theoretical Explication
ERG Theory: Clayton Alderfer (1969)
Alderfer (2001) revised Maslow (1943)’s theory of hierarchical needs by reclassifying the five-level pyramid into three broader categories of human needs: Existence needs combines Maslow’s physiological and safety needs. It simply refers to essential needs for survival such as food, shelter, and safe working environment. Relatedness needs is similar to social needs of Maslow’s theory; a need for individuals to sustain interpersonal relationships and to feel connected to others. Extrinsic motivation also falls within this category. Growth needs encompasses esteem needs and self-actualization of Maslow’s theory. This is a need consisting of self-improvement; develop intrinsic motivation for task through accomplishments; complete meaningful task and be creative. Unlike Maslow, Alderfer contends an individual may be motivated by two or three need categories at the same time where one need appears more dominant than the other. This is known as the „frustration-regression process‟ whereby if an individual who is unable to satisfy the growth need will regress to relatedness need which continues to be a strong motivator.
Empirical Explication
Oni-Ojo, E. E. Salau, Dirisu and Waribo  (2015), conducted a research study with the objective of assessing the attitude of  workers towards incentive and  their satisfaction to work. The study employed a cross sectional research design which is descriptive in nature to obtain sample of 127 valid respondents selected from the managerial and  non-managerial staff and data collected were analyzed using descriptive  statistics and regression. The findings  revealed that financial  rewards encourage workers externally;  while nonfinancial rewards can satisfy employees internally  by making them feel like a valued part of  an organization. 
Ali and Anwar (2019) conducted a study with the objective to study workplace satisfaction in a computer-mediated context, particularly with the use of social media. They employed the use of primary data to elicit responses from 112  employee of a an ecommerce firm and carried out a regression analysis to determine how the exposure of economic to the regular usage of computer and exposure to social media like Twitter, Watts app, Facebook, LinkedIn, Instagram and other chatting application affect the workplace satisfaction. 
The results shows that workers satisfaction at work is optimistically connected by the quantity of moment they spend on facebook interacting by colleague. Also, the result shows that part time workers reported having spent the greater quantity of moment on Facebook with their colleagues, and the same group of workers reported the greater degree of work satisfaction at the place of work.
Paais & Pattiruhu (2020) examined the effect of motivation, leadership, and organizational culture on satisfaction and employee performance. The study investigated the effect of motivation, leadership, and organizational culture on job satisfaction, and employee performance at Wahana Resources Ltd North Seram District, Central Maluku Regency, Indonesia. The study’s sample consisted of 155 employees who were selected using the Proportionate Stratified Random Sampling method. At the same time, data were collected using a questionnaire and then analyzed using the Structural Equation Modeling on Amos. Results revealed that work motivation and organizational culture had a positive and significant effect on performance, but did not significantly influence employee job satisfaction. While leadership has a substantial impact on employee job satisfaction, it does not affect performance. The study concluded that Motivation, leadership, and organizational culture of employees need to be improved to increase job satisfaction.
Mesa, Babera, Montesiros, Alarcon and Martin (2020) in their work titled Stress in nursing graduates and healthcare assistants in surgical areas of hospital in Ghana. The study objective is to analyze the stress level in Nursing Graduates and Healthcare Assistants in surgical areas of the Public Hospitals in Gran Canaria. Quantitative descriptive/ observational statistics was used for the study. Result of findings reveals that workers and Nursing Graduates from the aforementioned units show a moderate level of stress, but institutions should intervene to minimize it as much as possible.
Jabar, & Jasim (2021) studied job stress among Nurses at Critical Care Units in Medical City Complex Hospitals in Baghdad City, Iraq. The objective of the study was to conducted among the nurses of the critical care units in the medical complex city to evaluate job stress. Analysis and data collection was done using descriptive study. The result of findings reveals that, all staff nurses who working in critical care unit suffer from stress; that nurses working in critical care units are experiencing severe level of job stress (71%).   
METHODOLOGY
 A case study design approach was considered through a descriptive research because it provides the study with knowledge that can strengthen clarifications of the stress management and performance of staff of public healthcare institutions from extant literature and theories. 
Study Population
The population of study comprised of 2,139 members of staff across the 46 hospitals owned by the Kwara State government including all the cadres of both medical and other healthcare workers under the management of the Kwara State Hospital Management Board (HMB)
Sampling Technique and Sample Size
[bookmark: _Toc528068360]This study used a multistage sampling that combines different techniques. At first, the study employed stratification and selected a cluster out of the strata. Subsequently, second stage clusters was identified by choosing departments. Third, the selection ended with staff randomly chosen from the departments, after phases have been observed. Data that was gathered through primary source. The study shall be calculated using raosoft sample size calculator. A sample size of 326 was arrived at using a Raosoft sample size calculator, providing a confidence level of 95% with a margin of error of 5%.
[image: https://d26tpo4cm8sb6k.cloudfront.net/img/sample-size/sample-size-3.png]
	Where
z is the z score
ε is the margin of error
N is the population size
p̂ is the population proportion


				             2139 
 		n     =        1 +  1.962 X 0.5(1-0.5)
			               0.052X 2139
Thus, for the study a sample size of 326 will be adopted.
[image: ]
Figure 3.1: Raosoft Sample Size calculator
Source: https://www.calculator.net/sample-size-calculator.
Method of data analysis
[bookmark: _GoBack]The quantitative (numeric) data collected will analyzed through descriptive and inferential statistics procedures (using SEM and Multiple regression Analysis). Descriptive statistical procedures such as frequency counts, simple percentages, diagrams and charts were utilized to analyze primary data gathered.
DATA ANALYSIS AND RESULTS OF FINDINGS
Mean Distribution of Responses on Stakeholders
	
	
	Mean

	Compensation
	My employer pays me a salary high enough for my level.
	2.17

	
	My employer pays me overtime payment as when due.
	2.24

	
	My employer occasionally offers me discretionary bonuses.
	2.88

	
	My employer pay my leave bonuses as and when due.
	2.18

	
	My employer provides health insurance coverage for me and my dependent.
	3.76

	Recognition
	Whenever I achieve something outstanding for my institution, I get cash reward.
	1.97

	
	Whenever I achieve something outstanding for my institution, I get public recognition in my institution.
	2.35

	
	Whenever I go the extra miles for my institution, the effort is usually mentioned by my boss.
	3.21

	
	Whenever I achieve something outstanding for my institution, I get service award.
	3.36

	
	Whenever I achieve an outstanding feat, my institution reinforces my professional development.
	3.28

	Job Security
	All things being equal, the possibility of losing my job is low.
	2.52

	
	I hardly experience unfavourable change in my roles in the institution.
	2.86

	
	I hardly receive threat or bully from my boss or other members of the school management.
	3.25

	
	I believe that my employer has a long job engagement plan for me and other employees.
	2.80

	Satisfaction
	My job gives me a feeling of personal accomplishment.
	3.59

	
	My job gives me a feeling of career accomplishment.
	3.86

	
	Often times I work, I feel positive and up.
	2.93

	
	I don’t have the intention of quitting this job because I feel ok here.
	2.29


	

	
Effects of Compensation, Recognition and on Job Satisfaction
	Model
	
	Coefficient
	Std. Error
	T
	p-value

	1
	Compensation
	0.9521
	0.0240
	45.3598
	0.0000

	2
	Compensation
	0.3616
	0.0686
	6.0367
	0.0000

	
	Recognition
	0.6164
	0.0602
	10.2890
	0.0000

	3
	Compensation
	0.1719
	0.0513
	3.8362
	0.0002

	
	Recognition
	-0.0560
	0.0639
	-0.8793
	0.3803

	
	Job Satisfaction
	0.8736
	0.0612
	14.2709
	0.0000


	
	


 SUMMARY, CONCLUSION AND RECOMMENDATIONS
The study conducted an investigation on the nexus between human resource incentive that has the dimensions of employee compensation (high and commensurate salary, regular payment of  work overtime,  payment of discretions bonuses, payment of leave bonuses, and provision of a comprehensive health insurance coverage) and employee’s job satisfaction (proxy by staff personal accomplishment, staff career accomplishment, staff sense of positivism at work and the staff intention to retain their present job).
The relationship between employee compensation (high and commensurate salary, regular payment of  work overtime,  payment of discretions bonuses, payment of leave bonuses, and provision of a comprehensive health insurance coverage) and job satisfaction (staff personal accomplishment, staff career accomplishment, staff sense of positivism at work and the staff intention to retain their present job) is significantly positive.
The study concluded that employee compensation (high and commensurate salary, regular payment of work overtime, payment of discretions bonuses, payment of leave bonuses, and provision of comprehensive health insurance coverage) is a factor that impact employee job satisfaction of staff in public health facility in Kwara State, Nigeria. 


RECOMMENDATION
Healthcare Institution Managers should demonstrate and express human resources incentives that they can control like recognition, commendations, award of excellence and many more incentives that within their reach to promote job satisfaction of the employees under them.
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