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Abstract
Corporate compensation is a crucial issue affecting the financial performance of business organizations around the world. Even with these worldwide developments, there are still obstacles to overcome in order to guarantee that corporate remuneration results in long-term financial success. This study therefore examined the effect of corporate compensation on the financial performance of multinational firms in Nigeria. Specifically, the study assessed the effect of salaries and wages on the financial performance of multinational firms in Nigeria, investigated the effect of bonus payments on the financial performance of multinational firms in Nigeria, and assessed the influence of corporate benefits on the financial performance of multinational firms in Nigeria. The study covered nine years, from 2013 to 2022. The study population consists of 42 multinational firms listed on the Nigerian Exchange Group (NGX) as of 31st December 2023. The study sampled 20 multinational firms out of 42 multinational firms using purposive sampling techniques. The study used secondary data sourced from sampled firms. Ordinary Least regression analysis was employed to analyze the data. The study found that salaries and wages have a significant negative effect on the financial performance and corporate benefits negatively also influence financial performance, while bonus payments have a positive effect on financial performance. This study concludes that salaries and wages and corporate benefits exert a significant negative impact on financial performance, while bonus payments have a positive effect. Empirically, this study provides evidence that excessive fixed compensation may hinder financial sustainability, while performance-driven incentives may contribute positively to profitability and growth. The research recommends that the managers of multinational firms should reassess their corporate benefits policies to ensure that they provide value to employees while maintaining financial sustainability.
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1. Introduction	Comment by Lenovo: It was good.
Multinational corporations operating in Nigeria face a plethora of financial and regulatory challenges due to the nation's unstable economy, volatile currency rates, and inflationary pressures. Given that a well-designed compensation strategy strikes a balance between competitive pay and financial prudence, fosters corporate satisfaction, boosts productivity, and contributes to overall financial health, corporate compensation has emerged as a critical issue for the financial stability of multinational corporations operating in Nigeria (Mamman & Olugbemi, 2024). According to Mahssouni et al. (2022), multinational corporations must contend with market dynamics, regulatory complexities, and economic volatility to develop and implement an effective compensation plan that will support their long-term success and financial stability in Nigeria's demanding business environment. Undoubtedly, Krasna et al. (2024) state that a proportional percentage of the operating budget is allocated to the direct compensation package, which includes salary and earnings, bonus payments, corporate perks, incentives, and indirect compensation, including retirement plans and benefits. Workers assume a conspicuous role in accomplishing hierarchical objectives because the friendliness business has special human-driven qualities, particularly the serious level of human connections among clients and specialist organisations (Martinez et al., 2023). To compensate for these challenges, multinational firms adopt various kinds of compensation strategies that suit the Nigerian business environment through salaries and wages, bonus payments, and corporate benefits.
The influence that corporate remuneration has on the financial stability of multinational corporations operating in Nigeria is a complex topic that is essential to research for both academic purposes and real-world business management. Reconciling incentivisation in the face of financial prudence and spoilt compensation costs is a crucial issue due to salaries and wages, bonus payment, and corporate benefits. Zhao et al. (2021) assert that salaries and wages are essential elements of a business's accounting and financial management because they represent the compensation given to corporates for their services and are critical to comprehending the operational costs, profitability, and financial stability of an organization. According to Schneider and Sting (2020), wages are defined as regular, predetermined payments given to workers, generally on a monthly or bimonthly basis. These payments are frequently connected to managerial, administrative, or professional roles and aren't based on the quantity of hours performed. Krasna et al. (2024), assert that hourly workers, such as those in manufacturing or retail positions, often have their remuneration determined by the quantity of work completed or the number of hours worked. Wages are less prevalent, but has high-level roles, particularly in companies that want to combine local customs with international standards. Because competitive remuneration is crucial to recruiting a talented workforce, a workplace morale booster, and a performance motivator, its favourable impact on corporate productivity should never be undervalued (Young et al., 2018). Improved competency leads to improved financial outcomes, illuminating the potential benefits that an organisation may get from the seamless operation of well-designed compensation systems.
Bonuses are discretionary payments given to workers above their base salary which might be cash bonuses, stock options, profit-sharing, or non-financial incentives (Wen et al, 2020). These benefits are intended to address a variety of aspects of corporates' well-being, from health and financial security to work-life balance and professional development. Corporate benefits are essential parts of total compensation packages that organisations offer to improve the overall work experience and provide additional support beyond base salary or wages (Kraugusteeliana et al., 2023; Reina et al., 2018). Noordeen et al. (2022) argue that the primary objective of market-based compensation is to guarantee that the salary is competitive and meets industry standards, hence fostering talent acquisition and retention. Performance-based pay is a kind of remuneration where benefits are determined by corporate's performance as well as the success of the business overall (Yan & Sloan, 2014).
An explanation of the issues Worldwide, low pay results in corporate attrition, significant hiring and selection costs, possible business instability, and ultimately deterioration of financial stability. Financial concerns like inflation and fluctuating currency rates make Nigeria's pay management even more difficult to understand. While inflation might reduce the actual worth of corporate pay, the issue of exchange rate changes could increase expenditures for expatriate wages and other compensation-related costs. Global company models also set up a flexible financial strategy to save expenses and make sure they adhere to local laws and regulations. By using a strategic strategy, it would be possible to navigate Nigeria's dynamic legal landscape with regard to compensation management. It is essential for multinational corporations to get a comprehensive comprehension of Nigeria's tax and recruiting landscape in order to guarantee compliant conduct and optimise their pay structures. Efficient economic management necessitates a more thorough study of costs and benefits in order to combine region-specific compensation plans with local and regional goals in order to tackle these issues.
The primary focus of this research is to examine the connection between corporate compensation and the financial stability of multinational corporations operating in Nigeria. Only international businesses with operations in Nigeria are included in the research. The influence that corporate remuneration has on the financial stability of multinational corporations operating in Nigeria is a complex topic that is essential to research for both academic purposes and real-world business management. This study provide important light on how pay practices affect the overall financial stability and operational effectiveness of international corporations doing business in Nigeria, as well as corporate performance and satisfaction. Hence, this study tends to investigate the relationship between corporate compensation and financial stability of multinational firms in Nigeria. The study specifically assessed the impact of salaries and wages on the financial stability of multinational firms in Nigeria, investigated the effect of bonus payments on the financial stability of multinational firms in Nigeria, and examined the influence of corporate benefits on the financial stability of multinational firms in Nigeria.
2. Literature Review
2.1 Financial Stability	Comment by Lenovo: The literature review was found.
According to Essien (2022), financial stability is the state in which a business maintains a stable and strong financial position, is able to endure changes in the economy, manages risks, and assures sustainable development. Effectively managing and balancing a variety of financial components, such as capital structure, profitability, liquidity, and solvency, is necessary to achieve financial stability (Yan & Sloan, 2014). When a business is financially secure, it can withstand market turbulence, recessions, and unanticipated financial difficulties while continuing to operate with consistency and dependability. Strong cash flow management, according to Babatope (2023), as reported in Boudreaux (2020), guarantees that a business has enough liquidity to pay its short-term commitments without having to take on expensive debt. According to Mahssouni et al. (2022), solvency the capacity to pay off long-term debts and obligations is also essential as it indicates the firm's long-term existence and financial stability. Another crucial element is profitability, as it boosts the company's resilience to economic downturns by enabling reinvestment, dividend payments, and expansion plans (Joel, 2023). In addition to being essential for successful operations, financial stability also maintains investor confidence, credit ratings, and market competitiveness. Achieving financial stability for international corporations requires controlling currency risks, negotiating intricate global financial environments, and abiding by a variety of regulatory obligations (Babatope, 2023; Mahssouni et al., 2022). A company's capacity to retain a strong competitive position in the market, draw in investment, and achieve sustained development is all dependent on its financial stability.
2.1.2 Corporate Compensation
Corporate compensation simply refers to the strategic way corporate business deals in strategies for talent attraction, motivation, and retention of employees within an institution. Remuneration entails pay and wages, benefits, bonuses, stock options, and even non-monetary compensations, which constitute a full remuneration package. In essence, good corporate compensation aligns employees' interests with the organization's interests. Create a performance-driven and accountable culture (Babbuli & Aliyu, 2024). A well-structured compensation strategy ensures employee motivation, productivity, and overall success of the company (Murtiningsih, 2020). Performance-based bonuses would motivate the employees to reach or outperform the set targets, while stock options would develop ownership and long-term commitment among employees, especially key employees (Rinny et al., 2020). However, there is quite a bit of art in designing a compensation package that is equitable and competitive. Firms must be vigilant in their approach so that what they offer will appeal not only to recruits but also be perceived by existing employees as fair ingredient in achieving a positive work culture and ensuring low turnover ratios (Zafar et al., 2021). Corporate compensation is the most important strategic tools to voice the values of a company for the improvement of employee satisfaction and, hence, organizational success. In short, competitive advantage demands that every business design a thoughtful and all-inclusive compensation strategy. The essentiality of corporate compensation is linked with salaries and wages, bonus payment, and as well as corporate benefits.
2.1.3 Wages and Salaries
Wages and salaries are essential components of corporate pay that show how much money an employee is paid for the services they provide to an organisation. Paying personnel in managerial, professional, or administrative responsibilities with set, regular payments is known as a salary. These payments are often done on a monthly or bimonthly basis (Akinlabi, 2021). Wages and salaries are seen as operational expenditures in accounting and are important factors in determining a company's net profitability (Gideon, 2022). Maintaining corporate happiness and adhering to labour laws depend on accurate documentation and prompt payment of these costs. Effective management is essential since salaries and wages influence a company's cash flow and overall financial health. Olatunde (2023) asserts that salary and compensation have an impact on corporate morale, productivity, and retention in addition to financial considerations. Competitive and equitable compensation, according to Krasna et al. (2024), helps draw and keep talent, encouraging higher performance and dedication to create just and inspiring compensation structures while striking a balance between cost control and compliance all of which are essential for promoting a positive work environment and assisting organisational success.
2.1.4 Bonus Payment
Olatunde (2023), bonus payments are extra financial benefits that employers provide to staff members in addition to their base salary. They are intended to encourage good work, acknowledge accomplishments, and help workers' goals coincide with those of the company. These payments may come in several forms, each with a distinct strategic function, such as profit-sharing, signing bonuses, yearly bonuses, and performance bonuses. Performance incentives are contingent on meeting predetermined goals, which encourage workers to reach greater productivity and quality standards (Joel, 2023; Gideon, 2022). Corporates are rewarded for their contributions to the company's success with annual incentives that are often correlated with overall financial achievement. A company's cash flow and financial stability may be greatly impacted by bonus payments, therefore careful planning and budgeting are necessary for their efficient administration (Chikota & Neely, 2014). Bonus payments have a major impact on corporate motivation and retention by promoting a culture of reward and recognition because companies increase corporate engagement, boost work happiness, and ultimately contribute to their overall success and stability by tying incentives to both individual and organisational performance (Balsam & Harris, 2014).
2.1.5 Corporate Benefits 
Yan and Sloan (2016), corporate benefits constitute a full remuneration package that has a considerable impact on work satisfaction, retention, and the overall performance of the organisation. Usually included in these perks is health insurance, which guarantees that workers may get essential medical treatment without facing significant financial hardship. According to Mamman and Olugbemi (2024), retirement plans like pension schemes offer long-term financial stability and are crucial for workers who are making future plans. Paid time off, including as holidays, sick days, and vacation time, enables workers to recover and refuel, increasing output and lowering burnout. A work-life balance is also provided by advantages like flexible scheduling and remote work choices, which meet individual demands and raise morale (Safuan & Kurnia, 2021). Programs for professional growth and career development, such as wellness initiatives, childcare help, and corporate discounts, facilitate career advancement and improve job satisfaction by creating a supportive work environment (Rababah et al., 2020). Businesses may show their dedication to corporate well-being by providing a competitive benefits package. This can boost corporate loyalty, reduce attrition, and create a more engaged and motivated staff.
2.2 Theoretical Review
2.2.1 Theory of Human Capital
Schultz (1961) said in the early 1960s that an employer's human capital comprises its corporates' knowledge, skills, and abilities. Human capital was characterised by Becker (2010) in 1993 as an individual's knowledge, ideas, abilities, and physical health. In contrasting the concept of human capital, Becker included an aspect related to an individual's fitness (Vu & Ho, 2020). In reality, elements related to health and well-being are relevant and essential to the contextual enhancement of human capital in an organization. This implies that aspects like learning new things, exploring options, being innovative, and being creative will influence the company's progress. According to Reina et al. (2018), the ability, know-how, proficiency, and enthusiasm of the business enterprise's leaders and workers impact the performance of the firm. Human capital is defined by Vu and Ho (2020) as an individual's potential plus their cumulative capacities and competencies. It has been shown that the worker's enjoyment of things has been enhanced by Reina et al. (2018)'s concept of human capital, which is based on data gathered from the worker's studies. According to O’Keefe et al. (2019), investing in training, education, and knowledge acquisition may help corporates advance their abilities and level of expertise. Human capital is defined as a combination of skills, knowledge, creativity, innovation, and strength. Some contend that education raises skills from low to high levels in preparation for increased competition in the global economy (Wen, 2020). This demonstrates the importance of human capital as a means of production because its accumulation raises return on capital, increases corporate productivity, and fosters more sustainable growth.


2.2.2 Agency Theory
Michael Jensen and William Meckling created agency theory, which centres on the interaction between principals (shareholders or owners) and agents (managers or executives). It highlights the need of procedures to align the interests of various parties and the possible conflicts of interest that may arise between them. Because it implies that pay packages may be created to balance the interests of workers (agents) and the owners of the company (principals), agency theory is pertinent when discussing compensation. Bonuses and stock options are examples of performance-based remuneration that may encourage workers to contribute to the company's financial objectives, perhaps improving financial stability (Noordeen et al., 2022). The fundamental idea of agency theory is that there may be conflicts of interest between principals and agents, which may result in inefficiencies and increased agency expenses. While agents may pursue personal goals that may not necessarily correspond with the aims of the principals, principals are mainly concerned with optimising their returns on investment (Young et al., 2018).
One popular strategy is performance-based pay, which directly links the agents' benefits to the company's financial success. Examples of this kind of compensation include profit-sharing plans, stock options, and bonuses (Sesil & Lin, 2011). By encouraging agents to behave in a manner that benefits the principals, this alignment aims to lower agency costs and improve organizational effectiveness. The theory does, however, also recognize the difficulties in keeping an eye on compliance and enforcing it, as well as the expenses related to these monitoring efforts. According to Morgan and Poulsen (2001), principals often bear expenses to make sure that agents are carrying out their responsibilities efficiently and in the organization's best interest as they incur expenses, which include monitoring and aligning interests, are referred to as agency costs.
The operation of companies are in diverse legal, cultural, and economic environments can be more complex than operating in one, agency theory becomes especially relevant in multinational corporations. This is because different regulatory requirements and stakeholder expectations can exacerbate agency problems, so it is crucial for multinational corporations to create compensation and governance structures that effectively address these challenges (Cole & Sokolyk, 2018). By aligning the goals of agents with those of principals, firms can improve their operational efficiency and financial performance, which contributes to overall success in a competitive global marketplace. In the end, agency theory offers a useful lens through which to examine the effectiveness of various compensation and governance mechanisms in reducing conflicts of interest and promoting organizational financial stability (Babatope, 2023; Boudreaux, 2018).
2.3 Review of Empirical Studies and Development of Hypotheses
2.3.1 Salaries, Wages and Financial Stability
Yan and Sloan (2014) look at the relationship between higher-than-median corporate salary and charitable contributions, as well as whether or not this relationship is dependent on the organization's financial health. They test the hypotheses using Tobit maximum likelihood estimation, which incorporates measures of corporate compensation, financial performance, financial capacity, and controls for state factors and nonprofit type, using recent panel data from 10,206 nonprofit organisations across multiple tax designations. Overall, the results show that corporate salary above the median is detrimental to contributions; however, this impact is lessened when there is strong financial success.
Mamman and Olugbemi (2024) looked at how business instructors' productivity and efficiency in formal organisations were affected by consequential salary adjustments. Because there was a big sample population, survey design was used. A questionnaire consisting of 15 structured questions using a four-point Likert rating scale was the tool used to gather the data. 300 business instructors from Ogun State's three senatorial districts were chosen at random to make up the study's sample group. The frequency count and mean descriptive statistics provided answers to the study questions. The study found that business educators will perform at their best if they are satisfied with their consequential adjusted earnings and that failing to consider their consequential wage adjustment will have some detrimental effects on their productivity and ability to successfully accomplish organisational objectives for the betterment of the country as a whole.
H01: Salaries and wages have no significant impact on the financial stability of multinational firms in Nigeria		
2.3.2 Bonus payment, corporate benefits and Financial Stability
Boudreaux's (2020) hypothesis, new venture performance is influenced by two types of rewards. According to his research, new businesses with stable perks like healthcare, tuition reimbursement, and retirement plans are more likely to turn a profit and have lower leave rates. Their research also shown that companies with flexible benefit plans, stock ownership, incentive compensation, paid time off for illness and vacation, and stock options had better profitability even if they do not have an impact on firm departure rates.
Mahssouni et al.'s analysis from 2022 examines how corporate training and remuneration affect businesses' bottom lines as well as how the COVID-19 epidemic affects this connection in a moderating way. A sample of 103 Belgian pharmaceutical companies whose financial statements were made available in the Bureau Van Djik database between 2012 and 2021 was used in their analysis. Panel data analysis was the estimating technique utilised, and the Generalised Method of Moments was used to assess the system's resilience. According to their findings, financial performance was significantly and negatively impacted by the COVID-19 pandemic. Corporate pay and training are examples of human resource elements that better explain the success of the business.
Krasna et al. (2024) evaluate the pay disparities between public health corporates in local or state government and those in similar positions in the private sector. Used the Occupational Employment and Wage Survey (OEWS) from the US Department of Labour. They chose 44 Standard Occupational Classification (SOC) codes based on prior research that matched SOC codes with jobs in health departments. They compared the median OEWS earnings of corporates in state or local government with those of corporates in the same professions outside of government. Conclusively, the 44 jobs, 30 earned at least 5% less in government than in the private sector; 10 paid between 20% and 46.9% less in government, mostly in management, computer, and scientific or research positions. Disparities were from 10% to 19% for technicians, jobs related to inspection and compliance, and certain doctors. Six government vocations earned 24% to 38.7% more, mostly in social work or counseling.
H02: There is no significant relationship between bonus payments, corporate benefits and the financial stability of multinational firms in Nigeria
Study Gap
There is a big vacuum in the literature when it comes to corporate perks, bonus payments, and salaries and wages to the financial stability of multinational companies operating in Nigeria. Although a great deal of study has been done on many areas of corporate pay across the world, there aren't many studies specifically examining how these components of compensation affect the financial stability of multinational companies doing business in Nigeria. Multinational corporations often have particular difficulties in Nigeria about corporate pay, such as shifting economic circumstances, pressure from inflation, and complicated legal frameworks. Notwithstanding these obstacles, there is no empirical data that establishes a clear relationship between these companies' stability and financial health and their perk packages, bonus plans, and wage structures. Without incorporating them into a thorough examination of financial stability, the majority of previous research often concentrates on broad patterns in salary or particular aspects of corporate benefits. This research closes this gap by providing insightful information to scholars and industry professionals, eventually assisting multinational corporations in managing the intricacies of corporate remuneration and preserving financial stability in a difficult economic climate
3. Methodology		Comment by Lenovo: The methodology part also was found it.
Since the Nigerian Exchange Group (NGX) provided the data for the study, an ex-post facto research approach was used. The study covered a nine-year timeframe from 2013 to 2022. The study population consisted of 42 multinational firms listed Nigerian Exchange Group (NGX) as of 2023. The study samples 20 multinational firms using Purposive Sampling Techniques. The study mainly focuses on corporate compensation and the financial stability of multinational firms operating in Nigeria. Panel regression analysis was used to analyze the data. The general econometric form of the model is stated as: 
Y = (α + X1 + X2 + X3 ………. + e) ………………………………………….. (i) 
In the model, 
Y = the dependent variable 
α = the constant 
X1 – Xn = the independent variables 
e = error term 
Specifically, the functional form of the model is then specified as
FinSt = f(SW + BP + EB + e) …………………………………………………………..(ii)
FinSt = f(β0 + β1SW + β2BP + β3EB + e) ………………………………………..(iii)
Where:
FinSt = Financial Stability
SW = Salaries and Wages
BP = Bonus Payment
EB = Corporate Benefits
e = error terms
3.1 Measurement of Variables	Comment by Lenovo: It was found that the variable factor was satisfied.
	Variables
	Description
	Measurement
	Sources

	Dependent variable
	
	
	

	Financial Stability
	The financial system provides vital services to households and businesses reliably in all states of the world, even when shocks hit.
	Return on Assets
	Mamman and Olugbemi (2024); Rababah et al. (2020)

	Sustainable Growth Rate
	The fastest pace of expansion that a business or social venture can maintain without needing to raise money from investors or take on further debt.
	Internal growth
	Essien (2022); Wen, et al. (2020)

	Independent Variable
	
	
	

	Salaries and Wages
	Wages are often based on an hourly or daily rate, while salaries are a set sum received each month.
	Profit per corporate
	Akinlabi, (2021)

	Bonus Payment
	A bonus is a sum of money given to a recipient that exceeds their typical payment expectations.
	Corporate benefits asset
	Schneider and Sting (2020)

	Corporate Benefits
	Kinds of compensation that firms provide to their corporates on top of their base salary.
	Revenue per corporate
	Yan and Sloan (2014)


Source: Authors’ Compilation (2025)

list 1- Measurement of Variables

4. Results and Discussions	Comment by Lenovo: The results and discussions was satisfied.
4.1 Descriptive Statistics 
As indicated in Table 1, the descriptive statistics provide valuable insights into the distribution and characteristics of the variables used in this study. Return on asset (RETA) has a mean value of 6.476 with a standard deviation of 6.816, indicating a moderate level of profitability among multinational firms in Nigeria. The minimum value of -9.230 suggests that some firms experienced negative returns, possibly due to financial distress or inefficient asset utilization, while the maximum value of 29.160 reflects firms that achieved high profitability. The significant variation in return on asset (RETA) highlights disparities in financial performance, implying that while some firms efficiently utilize their assets, others struggle to generate returns. Similarly, internal growth rate (INTG) has a mean of 2.673 and a relatively high standard deviation of 7.234, indicating considerable variability in firms' ability to finance growth internally. The minimum value of -53.190 suggests that some firms faced severe financial challenges, possibly relying heavily on external financing or experiencing declining profitability. Conversely, the maximum value of 24.930 indicates that some firms successfully reinvested earnings for growth. The wide dispersion in internal growth rate (INTG) suggests that firms in Nigeria have diverse financial strategies, with some firms demonstrating strong internal financing capacity while others face significant constraints.
Salaries and wages (SW) have a mean value of 13,587,254.044 and a high standard deviation of 18,088,433.093, indicating substantial variation in employee compensation among firms. The minimum value of 222,238.000 suggests that some firms allocate minimal amounts to salaries and wages, potentially due to differences in workforce size or industry dynamics. On the other hand, the maximum value of 94,380,388.000 highlights that some firms invest heavily in employee compensation, possibly as a strategy to attract and retain top talent. The large spread in salaries and wages (SW) underscores significant disparities in compensation policies among multinational firms. Bonus payment (BP) has a mean value of 1,656,236.311 and a standard deviation of 3,017,383.175, showing a high level of variability. The minimum value of 0.000 indicates that some firms do not provide bonuses, possibly due to financial constraints or company policies, while the maximum value of 16,719,748.000 suggests that some firms allocate substantial amounts to performance-based incentives. The variability in bonus payment (BP) suggests that firms have differing approaches to rewarding employees, which may have implications for employee motivation and overall firm performance. Corporate benefits (EB) exhibit a mean of 21,855.572 with a standard deviation of 92,894.648, indicating significant variation in the provision of non-monetary benefits among firms. The minimum value of 0.000 suggests that some firms do not offer additional corporate benefits, whereas the maximum value of 738,489.000 highlights that some firms allocate substantial resources to employee perks. The large disparity in corporate benefits (EB) suggests that while some firms prioritize non-monetary incentives to enhance employee satisfaction and productivity, others may focus more on direct financial compensation.
[bookmark: _Hlk95679668]Table 1:  Descriptive Statistics	Comment by Lenovo: The descriptive statistics was good performance.
	Variable
	 Obs
	 Mean
	 Std. Dev.
	 Min
	 Max

	 Reta
	180
	6.476
	6.816
	-9.230
	29.160

	 Intg
	180
	2.673
	7.234
	-53.190
	24.930

	 Sw
	180
	13587254.044
	18088433.093
	222238.000
	94380388.000

	 Bp
	180
	1656236.311
	3017383.175
	0.000
	16719748.000

	 Eb
	180
	21855.572
	92894.648
	0.000
	738489.000


Source: Author’s computation (2025)
4.2 Correlation Analysis
In the case of the correlation between corporate compensation and financial stability, Table 2, results show that there exists a strong positive association between the dependent variable of return on asset (0.716) and the dependent variable of internal growth rate during the period under study. This suggests that firms with higher return on asset tend to exhibit higher internal growth rates. Also, the result shows that there is a negative association between the independent variable of salaries and wages (-0.261) and the dependent variable of return on asset when measured during the period under study. Similarly, salaries and wages (-0.275) are negatively associated with the dependent variable of internal growth rate when measured during the period under study. These negative associations suggest that as salaries and wages increase, there tends to be a decline in return on asset and internal growth rate. Furthermore, the result shows that corporate benefits (-0.139) have a negative association with return on asset, while corporate benefits (-0.118) have a negative association with internal growth rate when measured during the period under study. The weak negative association suggests that firms with higher corporate benefits may experience a slight reduction in financial stability, as measured by return on asset and internal growth rate.
In the case of bonus payment, the result shows a positive association between bonus payment (0.124) and return on asset during the period under study. However, bonus payment (-0.091) is negatively associated with internal growth rate during the period under study. This suggests that firms that pay higher bonuses tend to experience an increase in return on asset, while their internal growth rate may slightly decline. In the case of the association among the independent variables, the result shows that salaries and wages (0.379) have a moderate positive association with bonus payment during the period under study. This suggests that firms that pay higher salaries and wages tend to also offer higher bonus payments. Additionally, salaries and wages (-0.048) exhibit a weak negative association with corporate benefits. Corporate benefits (0.169) show a weak positive association with bonus payment during the period under study. The results indicate the absence of multicollinearity since all the associations are seen to be weak and moderate. However, to confirm the absence of multicollinearity among the variables, we employed a more robust check of the Variance Inflation Factor Test (VIF), the results of which will be presented in the next sections.
Table 2: Correlation Results	Comment by Lenovo: The correlations results was satisfied.
	  Variables
	  (1)
	  (2)
	  (3)
	  (4)
	  (5)

	 (1) reta
	1.000

	 (2) intg
	0.716
	1.000

	 (3) sw
	-0.261
	-0.275
	1.000

	 (4) eb
	-0.139
	-0.118
	-0.048
	1.000

	 (5) bpl
	0.124
	-0.091
	0.379
	0.169
	1.000

	Source: Author’s Computation (2025)


4.3 Regression Analyses  	Comment by Lenovo: The regression analysis was good.
Table 3, represents the results obtained from the estimation of the models using the OLS regression method. The results indicate that the dependent variable, as captured by the regression model, has an R-Square value of 0.094 when measured in terms of return on assets and 0.050 when measured in terms of internal growth rate. This suggests that the independent variables in the study account for approximately 9.4% and 5% of the systematic variation in the dependent variables during the period under study. The remaining 90.6% and 95% of the variation is explained by other factors not included in the model, as indicated by the error term. This underscores the relevance of the model in explaining the dependent variable. However, to further validate the estimates of the OLS results, this study also tests for multicollinearity and heteroscedasticity.
	Table 3: Regression Results

	
	(1)
	(2)
	(3)
	(4)

	Variables
	OLS Regression
	Robust Regression
	OLS Regression
	Robust Regression

	Sw
	-2.662***
	-2.142***
	-2.213**
	-1.656***

	
	(0.001)
	(0.001)
	(0.011)
	(0.005)

	Eb
	-0.992***
	-0.733**
	-0.659
	-0.443

	
	(0.007)
	(0.012)
	(0.096)
	(0.096)

	Bp
	0.434**
	0.410***
	0.051
	0.051

	
	(0.011)
	(0.003)
	(0.782)
	(0.677)

	Intercept
	23.389***
	19.061***
	17.654***
	13.602***

	
	(0.000)
	(0.000)
	(0.002)
	(0.000)

	Observations
	180.000
	180.000
	180.000
	180.000

	R2 
	0.094
	0.097
	0.050
	0.057

	Hettest
	4.43{0.0354}
	
	15.64{0.000}
	

	VIF
	1.11
	
	1.11
	

	Notes:   p-values are in parentheses. *** p<.01, ** p<.05


Source: Author’s Computation (2025)
Regression Diagnostics
The analysis also includes a test for multicollinearity using the Variance Inflation Factor (VIF). The mean VIF for the variables in the OLS regression models is 1.11, which is well below the commonly accepted threshold of 10. This indicates that there is no severe multicollinearity among the independent variables, suggesting that they do not have high intercorrelations that would necessitate their exclusion from the model. The absence of multicollinearity enhances the reliability of the estimated coefficients. The assumption of homoscedasticity was tested using the Breusch-Pagan test, with the results showing a significant p-value across both models. This indicates that the assumption of homoscedasticity is violated, implying the presence of heteroscedasticity in the OLS regression model. As a result, the standard errors of the estimates may be unreliable, potentially leading to biased statistical inferences.
Robust Regression
To address the issue of heteroscedasticity, the study re-estimated the model using robust regression techniques, as recommended by Wooldridge (2010). The results from the robust regression are presented in the second column of Table 3. The robust regression model shows a slightly higher R-Square value of 0.097 for the return on asset model and 0.057 for the internal growth model, indicating that approximately 9.7% and 5.7% of the systematic variation in the dependent variable is explained by the independent variables. This slight improvement suggests that the robust regression provides a more accurate and reliable estimation of the model, accounting for the heteroscedasticity observed in the OLS results. The robust regression results confirm the statistical significance of several variables, further validating the findings of the study and ensuring more robust statistical inferences.  
4.4 Discussion of Findings	Comment by Lenovo: The findings was good. 
4.4.1 Effect of corporate compensation on financial stability
Statistical inferences from Table 3 showed that salaries and wages (SW) have a coefficient of -2.662, with a p-value of 0.001, indicating statistical significance at the 1% level. This result suggests that salaries and wages have a significant negative effect on financial stability, as measured by return on asset (RETA). Similarly, salaries and wages (SW) exhibit a negative effect on internal growth rate (INTG), reinforcing the argument that rising wage costs may impose financial constraints on firms, limiting their ability to reinvest earnings into expansion. This finding is consistent with the studies of Akinlabi (2021) and Mamman & Olugbemi (2024), who emphasize that while salaries and wages are crucial for workforce retention and productivity, excessive wage burdens can erode firm profitability, particularly when not matched with proportional productivity gains. The results imply that firms with higher wage expenditures may face financial inefficiencies, which could hinder long-term stability and growth. These findings highlight the importance of strategic wage allocation to ensure financial sustainability while maintaining employee satisfaction.
Table 3 also shows that corporate benefits (EB) have a coefficient of -0.992, with a p-value of 0.007, indicating statistical significance at the 1% level. This suggests that corporate benefits negatively influence financial stability, implying that excessive expenditures on non-wage benefits may contribute to declining returns on assets and reduced internal growth rates. The negative association between corporate benefits and internal growth rate suggests that firms prioritizing excessive employee benefits may experience constraints in their ability to fund expansion from retained earnings. This aligns with the findings of Babatope (2023) and Mahssouni et al. (2022), who argue that while corporate benefits improve employee well-being and retention, an overreliance on non-wage compensation can create financial inefficiencies if it does not directly contribute to enhanced firm performance. The results underscore the need for firms to strike a balance between offering competitive corporate benefits and maintaining sustainable financial performance.
Additionally, Table 3 shows that bonus payment (BP) has a coefficient of 0.434, with a p-value of 0.011, indicating statistical significance at the 5% level. This result suggests that bonus payments positively impact financial stability, as measured by return on asset. Similarly, bonus payment (BP) also exhibits a positive effect on internal growth rate, suggesting that firms implementing performance-based compensation structures may experience improved financial health and expansion capabilities. This finding is in line with the studies of Babbuli & Aliyu (2024) and Murtiningsih (2020), who highlight that performance-linked incentives, such as bonuses, can significantly enhance employee motivation and productivity, leading to better financial performance. The positive effect of bonus payments implies that firms that effectively tie employee compensation to performance may experience enhanced profitability and long-term growth prospects. Furthermore, these findings suggest that while fixed wage expenditures and corporate benefits may introduce financial rigidity, bonuses, which are tied to firm performance, offer a more flexible and sustainable compensation mechanism that enhance both profitability and internal expansion.
5. Conclusion and Recommendation	Comment by Lenovo: It was satisfied.
With the increasing complexity of financial management and the need to balance employee remuneration with long-term financial sustainability, understanding how salaries and wages, bonus payments, and corporate benefits influence firm performance is crucial. Many firms struggle to optimize compensation structures in ways that enhance financial stability without creating inefficiencies. The main aim of this study was to examine how corporate compensation, specifically salaries and wages, bonus payments, and corporate benefits, impacts financial stability, as measured by return on asset and internal growth rate, over the period 2013–2022. The key findings of this study reveal that salaries and wages and corporate benefits exert a significant negative impact on financial stability, while bonus payments have a positive effect. The results indicate that higher salaries and wages are associated with reduced financial performance, implying that firms may be overburdened by fixed wage costs, leading to profitability constraints. Similarly, excessive corporate benefits contribute to lower financial stability, suggesting that firms allocating substantial resources to non-monetary compensations may be sacrificing financial sustainability. Conversely, bonus payments exhibit a positive relationship with financial stability, indicating that firms that structure employee incentives around performance tend to experience higher profitability and internal growth. These findings provide empirical evidence that firms should consider optimizing compensation structures to enhance financial outcomes.
In light of the findings, this study provides general recommendations for corporate managers, policymakers, and other stakeholders to adopt balanced compensation strategies. With regard to salaries and wages, corporate managers and directors should implement wage structures that align with firm productivity and financial stability. Instead of unsustainably high fixed salaries, firms should consider variable pay structures that provide flexibility while ensuring competitiveness in the labor market. Policymakers and regulators should develop frameworks that encourage wage transparency and promote fair but financially viable salary structures. Analysts and investors should critically assess salary expenses in financial statements to determine their impact on profitability and firm value before making investment decisions. For corporate benefits, firms should ensure that non-monetary compensations are structured in a way that maximizes employee productivity without eroding financial stability. Corporate managers should conduct cost-benefit analyses of benefits such as pensions, health insurance, and other perks to ensure they provide value relative to their financial implications. Regulators should establish policies that promote sustainable corporate benefits without pressuring firms into unsustainable expenditures. Investors and analysts should evaluate firms’ benefit policies as part of their financial assessment to determine their long-term sustainability. Regarding bonus payments, firms should prioritize performance-based incentives as a means of motivating employees while safeguarding financial stability. Corporate managers should implement structured and transparent bonus schemes that reward productivity and efficiency rather than blanket discretionary payments. 
This study contributes to knowledge in multiple dimensions. Contextually, it expands the understanding of corporate compensation and financial stability within the Nigerian business environment, particularly among multinational firms. In terms of variables, it offers new empirical insights into the effects of salaries and wages, bonus payments, and corporate benefits on financial stability, broadening the existing literature on corporate remuneration. Methodologically, this study employs robust regression techniques to account for heteroscedasticity and enhance the accuracy of its findings. Theoretically, it strengthens the link between compensation theories and financial performance by validating the role of performance-based incentives in firm stability. Empirically, this study provides evidence that excessive fixed compensation may hinder financial sustainability, while performance-driven incentives may contribute positively to profitability and growth. Future research can explore the impact of corporate compensation on financial stability across different industries to determine whether the observed effects are industry-specific. Further studies may also incorporate additional compensation variables, such as equity-based incentives, profit-sharing schemes, and executive stock options, to provide a more comprehensive view of how compensation influences financial outcomes. Additionally, future research could adopt longitudinal analyses or panel data techniques to examine how changes in compensation policies over time affect firm stability. Lastly, expanding the scope beyond Nigeria to other emerging markets could provide a comparative perspective on compensation and financial stability in different economic contexts.
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APPENDICES 

      Source |       SS           df       MS      Number of obs   =       180
-------------+----------------------------------   F(3, 176)       =      6.07
       Model |   779.84533         3  259.948443   Prob > F        =    0.0006
    Residual |  7535.29079       176  42.8141522   R-squared       =    0.0938
-------------+----------------------------------   Adj R-squared   =    0.0783
       Total |  8315.13612       179  46.4532744   Root MSE        =    6.5433

------------------------------------------------------------------------------
        reta |      Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
-------------+----------------------------------------------------------------
         swl |  -2.661745   .7880055    -3.38   0.001      -4.2169   -1.106589
         ebl |  -.9920839   .3619052    -2.74   0.007    -1.706316   -.2778516
         bpl |   .4340629   .1683191     2.58   0.011     .1018793    .7662464
       _cons |   23.38947    5.20521     4.49   0.000     13.11681    33.66213
------------------------------------------------------------------------------


    Variable |       VIF       1/VIF  
-------------+----------------------
         bpl |      1.16    0.863421
         swl |      1.10    0.908690
         ebl |      1.07    0.933621
-------------+----------------------
    Mean VIF |      1.11


Breusch-Pagan / Cook-Weisberg test for heteroskedasticity 
         Ho: Constant variance
         Variables: fitted values of reta

         chi2(1)      =     4.43
         Prob > chi2  =   0.0354


Robust regression                               Number of obs     =        180
                                                F(  3,       176) =       6.31
                                                Prob > F          =     0.0004

------------------------------------------------------------------------------
        reta |      Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
-------------+----------------------------------------------------------------
         swl |  -2.142321   .6307099    -3.40   0.001    -3.387049   -.8975937
         ebl |  -.7328697   .2896645    -2.53   0.012    -1.304532   -.1612069
         bpl |   .4099538   .1347206     3.04   0.003     .1440781    .6758294
       _cons |   19.06121   4.166186     4.58   0.000      10.8391    27.28332
------------------------------------------------------------------------------


      Source |       SS           df       MS      Number of obs   =       180
-------------+----------------------------------   F(3, 176)       =      3.09
       Model |  469.348865         3  156.449622   Prob > F        =    0.0283
    Residual |   8898.4988       176  50.5596523   R-squared       =    0.0501
-------------+----------------------------------   Adj R-squared   =    0.0339
       Total |  9367.84766       179  52.3343445   Root MSE        =    7.1105

------------------------------------------------------------------------------
        intg |      Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
-------------+----------------------------------------------------------------
         swl |  -2.213048    .856323    -2.58   0.011    -3.903031   -.5230653
         ebl |  -.6588304   .3932812    -1.68   0.096    -1.434984    .1173235
         bpl |   .0506947   .1829118     0.28   0.782    -.3102881    .4116775
       _cons |   17.65447   5.656485     3.12   0.002     6.491205    28.81774
------------------------------------------------------------------------------


    Variable |       VIF       1/VIF  
-------------+----------------------
         bpl |      1.16    0.863421
         swl |      1.10    0.908690
         ebl |      1.07    0.933621
-------------+----------------------
    Mean VIF |      1.11


Breusch-Pagan / Cook-Weisberg test for heteroskedasticity 
         Ho: Constant variance
         Variables: fitted values of intg

         chi2(1)      =    15.64
         Prob > chi2  =   0.0001


Robust regression                               Number of obs     =        180
                                                F(  3,       176) =       3.56
                                                Prob > F          =     0.0155

------------------------------------------------------------------------------
        intg |      Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
-------------+----------------------------------------------------------------
         swl |  -1.655797   .5756615    -2.88   0.005    -2.791885   -.5197091
         ebl |    -.44271   .2643825    -1.67   0.096     -.964478     .079058
         bpl |   .0512864   .1229621     0.42   0.677    -.1913836    .2939564
       _cons |   13.60248   3.802561     3.58   0.000     6.097996    21.10697
------------------------------------------------------------------------------



    Variable |        Obs        Mean    Std. Dev.       Min        Max
-------------+---------------------------------------------------------
        reta |        180    6.476333    6.815664      -9.23      29.16
        intg |        180    2.673333    7.234248     -53.19      24.93
          sw |        180    1.36e+07    1.81e+07     222238   9.44e+07
          bp |        180     1656236     3017383          0   1.67e+07
          eb |        180    21855.57    92894.65          0     738489



    Variable |        Obs       W           V         z       Prob>z
-------------+------------------------------------------------------
        reta |        180    0.94643      7.294     4.547    0.00000
        intg |        180    0.80721     26.247     7.478    0.00000
         swl |        180    0.96939      4.167     3.266    0.00054
         ebl |        180    0.77865     30.135     7.794    0.00000
         bpl |        180    0.80754     26.203     7.474    0.00000



             |     reta     intg      swl      ebl      bpl
-------------+---------------------------------------------
        reta |   1.0000 
        intg |   0.7158   1.0000 
         swl |  -0.2606  -0.2747   1.0000 
         ebl |  -0.1385  -0.1182  -0.0477   1.0000 
         bpl |   0.1244  -0.0912   0.3792   0.1690   1.0000 







