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1. Introduction 
No organization operates in a vacuum, hence the need for individuals to perform for the organization to function. Employee 
performance is very vital for the survival of an organization and is largely influenced by the reward in place. When an employee does 
what is prescribed in the job description, job is performed. Therefore, individual job performance is of high relevance for the existence 
and wellbeing of organizations (Sonnentag, Volmer & Spychala, 2008). Armstrong (2010) argues that one of the most important, if 
not the most important, of the responsibilities undertaken by managers of organizations is to ensure that the members of their entities 
achieve high levels of performance. These arguments justify the fact that performance of an organization is a reflection of the 
performance of employees and that the better the employees perform, the better the organization perform and vice versa. Therefore, 
there is the need for both government and private organizations to employ appropriate reward mechanism for compensating 
employees’ contributions and ginger them towards higher performance. 
Monetary reward is a financial measure of influencing individual’s drive to act towards desired direction. Monetary rewards comprise 
of rewards that have a monetary value and add up to total remuneration such as base pay, pay contingent on performance, 
contribution, competency or skill, pay related to service, financial recognition schemes, and benefits such as pensions, sick pay and 
health insurance (Armstrong, 2010). The importance of monetary reward cannot be over emphasized. Guajardo (2011) found that 
monetary rewards are the strongest incentive in Africa, especially salary increase or performance based rewards. Armstrong (2010) 
argues that monetary rewards are the core element in total reward. Also, a study conducted by Narsee (2012) in South Africa found 
that monetary reward is the most important reward category. These findings cannot be far from the fact that people work so that they 
can satisfy their economic needs and wants from the reward they get. Therefore, a good monetary reward package attracts not only 
competent workers and retain them, but also determine their commitments and attitudes towards work: and Kano State teachers may 
not be an exception. 
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Abstract: 
This work examined the relationship between monetary rewards and teachers’ performance in selected public secondary 
schools in Kano State. The study is quantitative in nature, and   used survey research design. A total of 475 copies of survey 
questionnaire were distributed to teachers and 352 copies were retrieved and used for the study. Both cluster sampling and 
random sampling techniques were used. Using the SPSS version 17, descriptive statistics and regression analyses were 
employed in the analysis of the data for this study. The study found that there is significant positive relationship between 
salary, allowances and benefits (monetary rewards), and teachers’ performance in public secondary schools in Kano State. 
Generally, it is recommended that monetary reward for teachers in public secondary schools should be adequately provided. 
Specifically, it is recommended that teachers’ allowances should be given priority because it accounts for more variation in 
teachers’ performance than any other dimension of monetary rewards (salary and benefits) used in the study. 
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Literature shows that in most of the organizations monetary rewards have positive effect on job performance (Ahn & Vigdor, 2010; 
Engellandt & Riphahn, 2004; Met & Ali, 2014; Njanja, Maina, Kibet, & Njagi, 2013; Yamoah, 2013). Despite the several studies 
conducted about monetary rewards and job performance, the subject would continue to be relevant in theory building and practice. 
Rewards help management to retain efficient and experienced workforce in organizations (Sajuyigbe, Olaoye, & Adeyemi, 2013). In 
Nigerian context, several studies have examined the relationship between monetary rewards and job performance in different settings 
including banking industry (Chijioke & Chinedu, 2015); tertiary institutions (Calvin, 2017; Samson, 2015); manufacturing companies 
(Charity & Timinepere, 2011; Sajuyigbe, Bosede, & Adeyemi, 2013); government parastatals (Olubusayoa, Stephenb, & Maxwell, 
2014); electricity distribution companies (Achie & Kurah, 2016). Despite the numerous studies, the findings could not be considered 
to be conclusive because they largely represent the views and perceptions of samples from the predominantly Christian southern parts 
of Nigeria. There is need to survey samples from the predominantly Muslim northern part of Nigeria, which Kano State is part of, for 
a better understanding of the influence of monetary rewards in motivating employee performance in Nigeria. 
Teachers’ performance is very vital such that poor performance by teachers (lateness, absenteeism, laziness) seriously compromises 
teaching quality, learning outcomes, and social development (Bennell & Akyeampong, 2007). Akira and Ugborugbo (2009) opined 
that the quality of education depends on teachers as reflected in the performance of their duty. A study by Salman, Mohammed, 
Ogunlade, and Ayinla (2012) found that payment of poor remuneration, in terms of salary and allowances for teachers, affects 
teachers’ performance, which in turn causes students’ failure in mathematics in Ondo State, Nigeria. Therefore, the main aim of this 
study was to investigate the relationship effects of salary, allowances, and employee benefit (monetary reward s) on teachers’ 
performance in public secondary schools in Kano State. 
 
2. Literature Review 
 
2.1. Concept of Job Performance 
Individual job performance is of high relevance for the existence and wellbeing of organizations (Sonnentag et al, 2008). Armstrong 
(2010) argues that one of the most important of the responsibilities undertaken by managers of organizations is to ensure that the 
members of their entities achieve high levels of performance. Therefore, the importance of employee performance for the survival of 
an organization cannot be overemphasized. Employee job performance is a behaviour that accomplishes results (Armstrong, 2014). 
Performance is something a person does and is highly affected by motivation (Inayatullah &Jehangir, 2012). Gungor (2011) opines 
that employee performance is originally what an employee does or does not do and that performance of employees could include: 
quantity of output, quality of output, timeliness of output, presence at work, cooperativeness. Shaari, Yaakub, and Hashim (2002) 
opined that performance can be regarded as almost any behavior; which is directed towards task or goal accomplishment. 
Performance can be referred to as the outcome of any economic activity and in secondary schools it is basically on teachers academic 
performance like teaching and marking, preparing report forms, doing school duties, attending staff meetings, schemes of work and 
lesson plans (Justine, 2011). Teacher performance can also be defined as a function of standardized test score, that is the higher the 
scores the higher the performance (Baeder, 2011). Therefore, organizations need individuals who can perform to the highest level 
towards achieving their ultimate goals. 
 
2.2. Concept of Monetary Reward 
Reward is one of the important elements that motivate employees to put in their best effort. It contributes to the improvement of 
organizational performance by helping them to attract, retain and engage the people upon which the business relies (Armstrong, 2010). 
The aim of both monetary and non-monetary rewards system in an organisation is to motivate employees to put in their best effort and 
skills optimally towards achieving the goals of an organisation. Reward system aims to encourage employees to explore and apply 
their creativity and innovation ability, to take on greater responsibility and demonstrate commitment with their tasks execution, 
resulting in higher achievement and improved working performance (Delicet at, 2014). 
However, Aktar, Sachu, and Ali (2012) argued that among all those factors which affect employee performance and commitment, 
motivation that comes with rewards is of utmost importance. Money, in the form of pay or some other sort of remuneration, is 
regarded by many people as the most obvious extrinsic reward and seems to provide the carrot that most people want (Armstrong & 
Taylor, 2014). Armstrong and Taylor (2014) argued that, money is a powerful force because it is linked directly or indirectly to the 
satisfaction of many needs. And even though, Money may in itself have no intrinsic meaning, but it acquires significant motivating 
power because it comes to symbolize so many intangible goals (Armstrong & Taylor, 2014). An interview conducted by Met and Ali 
(2014) with human resource managers and employees of Oil and Gas Offshore facility in Malaysia revealed that pay or monetary 
reward is one of the primary concerns among employees and money has been one of the key factors associated with employee’s 
motivation. 
Agarwal (2010) states that money is still the most crucial motivating factor for employees and that it makes them perform well in the 
company. Even though he agrees that non-monetary rewards motivate but argues that after a certain point in an individual’s career, 
money has the greater significance. Monetary rewards comprise all rewards that have a monetary value and add up to total 
remuneration – base pay, pay contingent on performance, contribution, competency or skill, pay related to service, financial 
recognition schemes, and benefits such as pensions, sick pay and health insurance (Armstrong, 2010). Monetary motivation (reward) 
is a measure of individual’s drive to achieve something in exchange for money (Met & Ali, 2014).  
However, even though, there are different types of monetary reward, this study adopted salary, allowances and benefits only. After 
consulting the Kano State Secondary Schools Management Board (KSSSMB), a government agency responsible for regulating the 
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activities of all public secondary schools in Kano State, on the monetary packages that are available and applicable to the teachers in 
Kano State Public Secondary Schools, the study found that only salary, allowances and benefits are available to teachers. The study, 
hence, focused attention on these three packages (Salary, Allowances, and Employee Benefits) and they were adopted as dimensions 
of monetary reward. 
 
2.2.1. Salary 
Braton & Gold, (2003) defined salary as a fixed periodical payment for non-manual employees usually expressed in annual terms, 
paid per month with generally no additions for productivity. In another words, salary is a fixed amount paid to the employees at 
regular intervals for their performance and Productivity (Surbhi, 2015). 
 
2.2.2. Allowances 
Allowances are cash incentives, but tied to the specific action that education officials are trying to encourage, such as teaching in a 
double-shift school or taking that remote assignment (World Bank, 2009). In other words, allowances are monetary benefits other than 
salary granted to an officer for a special purpose and shall where applicable paid along with the officer’s salary (Kano State 
Government, 2014). 
 
2.2.3. Employee Benefits 
Employee benefits consist of arrangements made by employers for their employees which enhance the latter’s well-being (Armstrong, 
2010). They are provided in addition to pay, and form important parts of the total reward package. As part of total remuneration, they 
may be deferred or contingent, like a pension scheme, insurance cover or sick pay, or they may be immediate like a company car or a 
loan (Armstrong, 2010).  Employees’ benefits are elements of remuneration given to employees in addition to the various forms of 
cash pay (Chepkwony, 2014).  This is defined as monetary benefit other than salary granted to an officer for a specific purpose 
(federal public service rule, 2006).  
 
2.3. Monetary Rewards and Job Performance: Empirical Evidences 
Most of the studies on monetary reward and teachers’ job performance reported significant positive relationship. For example, a study 
by Engellandt and Riphahn (2004) in Switzerland found that a surprise bonus payment is an effective incentive for employee effort. 
Ahn and Vigdor (2010) who wrote on the impact of bonus incentives on teachers’ effort in USA found that monetary incentives 
(bonus) lead teachers to try harder. A study on the mediating role of motivation on the relationship between reward management 
system and employee performance by Gungor (2011) in Turkey revealed that financial rewards have positive effects on employee 
performance. Yamoah (2013) who wrote on reward and job Performance of teachers of public schools in Ghana reported a significant 
relationship between teachers’ rewards and job performance. Mphil, Ramzan, Zubair, Ali, and Arslan (2014) in their study on the 
impact of compensation on employee performance in Pakistan reported positive impact of compensation on employee performance. 
Negussie (2014) who wrote on the motivational factors that affect teachers’ work performance in secondary schools in Ethiopia 
concluded that lack of motivational factors such as salary, rent allowances and transport allowances negatively affect teachers’ work 
performance. 
In the Nigerian context only a few studies have examined the effects of monetary rewards on employee performance and were mostly 
conducted in southern part of country. Expectedly, all of these studies have demonstrated positive relationship. Charity and 
Timinepere (2011) have investigated the effects of monetary and non-monetary rewards on the performance of employees of some 
selected manufacturing firms in Rivers State where 312 employees participated, while Olubusayoa, Stephen and Maxwell (2014) 
conducted the study using civil servants of some selected government parastatals in Ogun State. Similarly, Chijioke and Chinedu 
(2015) conducted a similar study using bank employees in Awka Metropolis in Anambra State. Another monetary rewards and 
employee performance study was conducted in Kogi State University, Anyigba by Samson (2015) and 99 employees participated in 
the study. Study on monetary rewards and employee performance was conducted in Lagos in which 200 teachers participated (Wasiu, 
& Adebajo, 2014). Therefore, more studies are still warranted since organisations need to continuously understand the importance of 
monetary reward in improving employees’ performance. This study also used a larger sample of 375 teachers. 
Thus, based on the extant literature discussed in the previous sections, three hypotheses were formulated for testing in this research 
work. 

i. There is no significant relationship between salaries and teachers performance in public secondary schools in Kano State. 
ii. There is no significant relationship between allowances and teachers performance in public secondary schools in Kano State. 

iii. There is no significant relationship between benefit and teachers performance in public secondary schools in Kano State. 
 
2.4. Conceptual Framework 
Expectancy theory (Vroom, 1964) was used by some researchers to underpin the relationship between monetary reward and job 
performance (for e.g. Adkins, 2004; Viscardi, 2014). The theory advocated that money is an instrument of motivation and postulates 
that employee will put his effort if he views that his performance will be duly rewarded. Therefore, if teachers believed that 
performing well will be highly rewarded and the rewards are achievable they will put all their effort to achieve it. Thus, this study like 
that of Adkins (2004) and Viscardi (2014) adopts expectancy theory as underpinning theory of the model of the study. The 
independent variable (IV) is monetary reward which has three dimensions and the dependent variable is teachers’ performance (DV). 
Hence, the model of the study is depicted below. 
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Figure 1: Conceptual Framework Model 

 
3. Method 
 
3.1. Sample 
This research work is quantitative in nature and used survey design research. The population of the study consists of the entire 13,357 
public secondary schools teachers under Kano State Secondary Schools Management Board (KSSSMB). The sample size of the study 
is three hundred and seventy five (375) teachers of public secondary schools in Kano State based on the Krejcie and Morgan (1972) 
sample size table. 
However, since teachers are posted to various public secondary schools across the 44 local government areas of Kano State, cluster 
sampling technique was adopted for economic efficiency. The clusters in this study were the 14 zonal education offices under 
KSSSMB. Five zonal education offices which comprised Dala, Danbatta, Nassarawa, Dakin Kudu, and Municipal were randomly 
selected from the list of the fourteen zonal education offices (clusters) under KSSSMB to represent the population. Furthermore, seven 
public secondary schools were randomly selected from each of the five zones (See Appendix) to participate in the study. Teachers 
from these selected public secondary schools were also randomly selected to participate in the study. 
Questionnaire instrument was used to obtain data for the study. The questionnaire has twenty nine (29) items which were divided in to 
five sections. Background information has six items, teachers’ salary has eight items, teachers’ allowances have three items, teachers’ 
benefit has two items, and teachers’ performance has ten items. The instrument was coded based on five point Likert scale with a 
range of option from 1 (strongly agreed) to 5 (strongly disagreed). The questionnaire was adapted from previous studies. 
 
3.2. Measurement of the Variables 
Salary was measured using 8 items which were adapted from instrument developed by Gerald (2011). Allowance was measured using 
3 items which were adapted from instrument developed by Justin (2011). Benefit was measured using 2 items which were adapted 
from instrument developed by Artz (2014). Finally, performance was measured using 10 items which were adapted from the work of 
Aacha (2010). The 5 point Likert scale was used for measuring all the items of the 4 variables. 
 
3.3. Reliability of the Instrument 
Chronbagh Alpha was used to determine the scale reliability of the instrument. An alpha of 0.712, 0.745 and 0.747 were recorded for 
salary, allowances and performance. This means that alphas for these three variables are good since an alpha between 0.70 and 0.80 is 
regarded as good alpha (Zikmund et al, 2010). An alpha of 0.670 was recorded for benefit. Bandar, Jani and Karim (2014) argued that 
an alpa scores greater than or equal to 0.60 are considered acceptable and adequate internal consistency. Thus, alpa score for benefit is 
adequate. Table 1 depicts summary of the reliability analysis of the variables. 
 

Variable Cronbach’s Alpha Number of Items 
Salary 0.712 8 

Allowances 0.745 3 
Benefit 0.670 2 

Performance 0.747 10 
Table 1: Summary of Reliability Analysis of Variables 

Source: Field Survey, 2017 
 
 
 

 
Teachers’ Performance 

 
 

Salary 

Allowances 

Employee Benefit 
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4. Result and Discussion of Findings 
 
4.1. Demographic Data 
Table 1 depicts the demographic statistics of the respondents. It shows frequencies and valid percentage of the characteristics of the 
respondents in terms of gender, marital status, qualification, age, working experience, and salary. Tables 2, 3, and 4 on the other hand 
showed the results of the regression analysis. 
 

Respondents’ Characteristics Frequencies Valid Percentage 
Gender:                               Male 
Female 
Total 

236 
116 
352 

67.0 
33.0 
100.0 

Marital Status:                   Single 
Married 
Total 

111 
241 
352 

31.5 
68.5 
100.0 

Qualification:                    Diploma 
NCE 
HND/B.Sc/B.Ed 
Master Degree 
Total 

45 
98 
184 
25 
352 

12.8 
27.8 
52.3 
7.1 
100.0 

Age:                                     18-25 years 
26-35 years 
36-45 years 
46-55 years 
56 years and above 
Total 

26 
174 
109 
32 
11 
352 

7.4 
49.4 
31.0 
9.1 
3.1 
100.0 

Working Experience:       Less than 2 years 
2-5 years 
6-10 years 
11-15 years 
16 years and above 
Total 

73 
83 
97 
49 
50 
352 

20.7 
23.6 
27.6 
13.9 
14.2 
100.0 

Salary Earning:                  
25,000-35,000 
36,000-45,000 
46,000-55,000 
56,000-65,000 
66,000 and above 
Total 

 
97 
83 
66 
53 
53 
352 

 
27.6 
23.6 
18.8 
15.1 
15.1 
100.0 

Table 2: Demographic Information of the Respondents 
Source: Field Survey, 2017 

 
4.2. Results 
Multiple Regression technique of analysis was used to analyze the relationship between monetary reward and teachers’ performance. 
On the other hand, the demographic variables of the respondents were analyzed using descriptive statistics. Both analyses were done 
using the SPSS 17 version. Based on the results of this study as depicted in Table 2, the multiple correlation coefficients between the 
independent variables (salaries, allowances  and benefit) and the dependent variable (teachers’ performance) is more than 60% (R is 
0.603). The adjusted R square value is .358, which means that the research model accounted for more than 35% variation in the 
dependent variable. 
 

Model R R 
Square 

Adjusted R 
Square 

Std. Error 
of the 

Estimate 

Change Statistics Durbin-
Watson R Square 

Change F Change df1 df2 Sig. F 
Change 

1 .603a 0.363 0.358 5.60085 0.363 65.268 3 343 0 1.686 
Table 3: Model Summary 

a. Predictors: (Constant), Benefits, Salaries, Allowances 
b. Dependent Variable: Performance 
Source: Field Survey, 2017 
 
Table 3, however, determines whether the model is statistically significant and can predict the outcome of the dependent variable 
using the F-value and P-value (sig). The F-value of this model is 65.268 and P-value is .000 (P<.001). These results meant that the 
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model of this research work is statistically significant and explain a large portion of variation in the dependent variable (Teachers 
Performance). 
 

 
Unstandardized Coefficients Standardized Coefficients t Sig. B Std. Error Beta 

(Constant) 14.432 1.336  10.798 0.000 
Salaries 0.138 0.069 0.087 2.006 0.046 

Allowances 1.439 0.118 0.535 12.151 0.000 
Benefit 0.678 0.187 0.159 3.617 0.000 

Table 4: Anova 
Source: Field Survey, 2017 

 
Table 5 on the other hand reveals the result of the regression model for the study. The table presents results of hypotheses testing of 
the study and determines whether null hypotheses would be accepted and alternate hypotheses rejected or otherwise. 
 

 
Model 

Unstandardized Coefficients Standardized 
Coefficients t Sig. 

B Std. Error Beta 
(Constant) 14.432 1.336  10.798 0.000 

Salaries 0.138 0.069 0.087 2.006 0.046 
Allowances 1.439 0.118 0.535 12.151 0.000 

Benefit 0.678 0.187 0.159 3.617 0.000 
Table 5: Regression Coefficients 

Dependent Variable: Performance 
Source: Field Survey, 2017 

 
4.3. Discussion 
This research work examines the relationship between monetary reward and teachers’ performance in some selected public secondary 
schools in Kano State. Based on the issues identified and research gap established from the literatures reviewed, three hypotheses were 
formulated for testing in the study. 
Hypothesis one, which states that there is no significant relationship between salaries and teachers’ performance in Public Secondary 
Schools in Kano State, is rejected. The standardized beta value for salaries is .087, and t-value is 2.006 with a significance of 0.046 
(p<0.005). These results meant that there is statistically significant positive relationship between salaries and teachers performance in 
Public Secondary Schools in Kano State, and that an increase in salaries will lead to an increase in teachers’ performance by 8.7%. 
This finding is consistent with the findings by Aktar et al (2012) in Bangladesh, Gohari, Ahmadloo, Baroujeni, and Hosseinipour, 
(2013) in Ghana, Seniwoliba (2013) in Ghana, Chepkwony (2014) in Kenya,Negussie (2014) in Ethiopia, and Viscardi (2014) in 
USA. 
Hypothesis two, which states that there is no significant relationship between allowances and teachers’ performance in Public 
Secondary Schools in Kano State, is rejected. The standardized beta value for allowances is 0.535, and t-value is 12.151 with a 
significance of 0.001 (p<0.001). These results meant that there is statistically significant positive relationship between allowances and 
teachers performance in Public Secondary Schools in Kano State, and that an increase in allowances will lead to an increase in 
teachers’ performance by 53.5%. Similarly, this finding concurs with findings by Uche, Fiberesima, and Unwucheka (2011) in 
Nigeria, and Negussie (2014) in Ethiopia. 
Hypothesis three, which states that there is no significant relationship between benefit and teachers’ performance in Public Secondary 
Schools in Kano State, is rejected. The standardized beta value for employee benefits is 0.159, and t-value is 3.617 with a significance 
of 0.001 (p<0.001). These results meant that there is statistically significant positive relationship between benefit and teachers 
performance in Public Secondary Schools in Kano State, and that an increase in benefit will lead to an increase in teachers’ 
performance by 15.9%. This finding is also consistent with findings by Yamoah (2013) in Ghana, and Chepkwony (2014) in Kenya. 
The findings of this study that there is a significantly positive relationship between monetary rewards (salary, allowances and 
benefits), and teachers’ performance in in Public Secondary Schools in Kano State concurred with the findings of most previous 
studies conducted in Nigeria and overseas. The local studies conducted in Nigeria that have similar findings include: Charity and 
Timinepere (2011); Olubusayoa, Stephen and Maxwell (2014); Chijioke and Chinedu (2015); Samson’s (2015); and Wasiu and 
Adebajo (2014). The findings are justified because in Nigeria people have higher recognition for money as a means for satisfying their 
basic needs (food, shelter, health etc). In addition, more than 53% of Kano State citizens, where this study is conducted, are core poor 
(National Bureau of Statistics, 2010). These statistics justify the reasons why teachers in Kano state public secondary schools greatly 
need monetary rewards in terms of salary, allowances and benefit to be motivated. 
Moreover, the overseas studies with similar findings include Lavy (2001) conducted in Israel; Narsee (2012) in South Africa; Uzonna 
(2013) in Cyprus; Wekesa and Nyaroo (2013) in Kenya; Yamoah (2013) in Ghana; Chepkwony (2014) in Kenya; Negussie (2014) in 
Ethiopia; and, and finally Met et al (2015) which was conducted in Malaysia. The reason for this similarity of findings can be due to 
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the fact that Nigeria, like many of the foregoing mentioned countries, Nigeria is also a developing country with 41% of its citizens 
living in extreme poverty (World Bank, 2015). 
 
5. Conclusions, Implications, and Suggestions for Further Studies 
 
5.1. Conclusions 
This research work examines the relationship between monetary reward and teachers’ performance in selected public secondary 
schools in Kano State. The study concluded that all the three dimensions of monetary reward used; salary, allowances and benefit, 
significantly affect teachers’ performance in Public Secondary Schools in Kano State. Further findings by the study suggested that 
teachers in Kano State place higher value on monetary reward since the model of the study can predict their performance by more than 
35% (Table 1). 
 
5.2. Implications 
The findings of this study have both theoretical and practical implications. The theoretical implication is the study’s contribution to the 
reservoir of knowledge by testing the direct effect of salary, allowances and benefit as monetary reward on teachers’ performance in 
Kano State, Nigeria for the first time. In addition, students and scholars who are interested in human resource management and other 
area of research related to this study will find this research work very helpful. 
Furthermore, the findings of this study will practically assist the government to better understand the value that teachers of public 
schools in Kano State attached to salary, allowances, and benefit as a means of improving their performance. Thus, the study will help 
the government in formulating effective monetary reward package that will enable the teachers in Kano State put in more effort and 
perform better. Therefore, it is recommended that monetary rewards for teachers in public secondary schools in Kano State should be 
improved by the government. It also recommended that allowances should be given priority because it accounts for bigger variation in 
teachers’ performance in Kano State more than any other dimension of monetary reward used in the study. 
 
5.3. Suggestion for Further Study 
This study is limited by focusing on only monetary aspect of total reward, therefore further research can include both monetary and 
non-monetary aspects of reward. Secondly, future research should investigate the mechanisms through which monetary rewards affect 
employee performance. For example, job satisfaction, organizational commitment, and perceived organizational support (POS) should 
be tested as possible mediators or moderators in the present model. 
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Appendix 
Questionnaire for Public Secondary School Teachers in Kano State 

 
A. Section A 

Teacher’s Background Information 
Tick ( ) the right option or fill the right answer in the spaces provided 
A1. Gender:     (a) Male    (b) Female  
A2. Marital Status:         (a) Single   (b) Married    
A3. Academic Qualification:   (a) Diploma (b) NCE  (c) HND/B.Sc/B.Ed (d) Master Degree   (e) PhD 
Any other (specify) ____________________________________________________ 
A4.Age Bracket:   (a) 18-25 years   (b) 26-35 years     (c) 36-45 years     (d) 46-55 years   (e) above 55 years  
A5. How long have you been in the teaching profession?  
(a) Less than 2 years  (b) 2-5 years        (c) 6-10 years    
 (d) 11-15 years       (e)16 years and above   
A6. Salary earning bracket per month:   (a) N25,000- N35,000   (b)N36,000- N45,000  (c) N46,000- N55,000       
(d) N56,000- N65,000        (e)N66,000 and above  
 

B. Section B 
Teacher’s Salaries 
The following are some statements on teachers’ salaries. Please indicate by ticking the extent of your agreement with each statement 
in relation to your salary pay. 
 

 1-Strongly Agree, 2-Agree, 3-Neutral, 4-Disagree, 5-Strongly Disagree 
S/N Statement Options 

1 2 3 4 5 
B1 Your salary meets your basic needs (food, housing, health)      
B2 Teachers are being paid enough salaries      
B3 Teachers’ salaries are usually paid on time       
B4 Teachers normally retrieve their salaries easily      
B5 You are satisfied with your current salary as a teacher      
B6 The pay given to teachers is worth the services they render       
B7 Government takes the issue of teachers’ salary seriously      
B8 Teachers’ salary pay is a good one      
 

C. Section C 
Teacher’s Allowances 
The following are some statements on teachers’ allowances. Please indicate by ticking the extent of your agreement with each 
statement in relation to your allowances pay. 
 

 1-Strongly Agree, 2-Agree, 3-Neutral, 4-Disagree, 5-Strongly Disagree 
S/N Statement Options 

1 2 3 4 5 
C1 Teachers are being paid all their entitled allowances      
C2 Teachers allowances are paid as at when due      
C3 Government takes the issue of teachers’ allowances seriously      
 

D. Section D 
Monetary Benefits 
The following are some statements on monetary benefits. Please indicate by ticking the extent of your agreement with each statement 
in relation to incentives pay. 
 

 1-Strongly Agree, 2-Agree, 3-Neutral, 4-Disagree, 5-Strongly Disagree 
S/N Statement Options 

1 2 3 4 5 
D1 Providing subsidized health services to teachers will motivate them and improve their performance      
D2 Providing soft loans to teachers will motivate them and improve their performance e.g. car loans       
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E. Section E 
Teachers’ Performance 
The following are some statements on teachers’ performance. Please indicate by ticking the extent of your agreement with each 
statement in relation to your performance. 
 

 1-Strongly Agree, 2-Agree, 3-Neutral, 4-Disagree, 5-Strongly Disagree 
S/N Statements Options 

1 2 3 4 5 
E1 Teachers come very early to school       
E2 Always teachers come with lesson plans in class.       
E3 There is regular marking of tests and feedback to students      
E4 Teachers actively participate in co- curricular activities       
E5 There is regular testing and examination of students      
E6 Teachers supervise all school activities       
E7 There is regular attendance to class lessons by teachers       
E8 Regular attendance to extra lessons       
E9 The turn up of teachers in staff meetings is high       
E10 Teachers are efficient at maintenance of students discipline       
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