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Abstract

Numerous public sector organizations have been observed to provide insufficient remuneration to their
employees, resulting in reduced job satisfaction, strained employee relations, and decreased productivity.
Inadequate remuneration systems, marked by low basic pay and wages, contribute to lower employee
productivity, elevated staff turnover rates, and diminished morale. These factors collectively have a
negative impact on the overall performance of public sector organizations. However, much effort is needed
to ensure that these factors are properly addressed. This study investigated remuneration and employees’
job performance in Taraba State Polytechnic, Jalingo. Literature was reviewed on sub themes based on
the objectives of the study, while the following theory was adopted for the study; Abraham Maslow
Theory. Cross sectional survey design was adopted for the study. Taro Yamane formula was employed to
draw 399 respondents for the study. The instruments for data collection included quantitative
(Questionnaire) and qualitative (Key Informant Interview). Analysis of the study was carried out at both
univariate and bivariate levels. The findings of the study indicated a strong positive correlation between
salary and job performance, with employees demonstrating competence, diligence, commitment to duties,
and the ability to meet deadlines all at significance level of 0.01 and 0.05 respectively. Based on the
findings, the study recommended among others that timely disbursement of salaries should be encouraged.
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INTRODUCTION

Salary has a big impact on how well employees perform. When it meets the demands of employees in
terms of growth, development, psychology, and motivation, compensation can be considered suitable.
Then, it can be said that such compensation is adequate to support the long-term complement of an
employee's effort, loyalty, experience, and accomplishments as well as help in keeping happy workers. If
an employee possesses all of the aforementioned qualities, they should be in a pleasant or upbeat emotional
state as a result of their evaluation of their work or work experience (Locke, 1976). In 2008, Rachel
conducted research on how compensation affected employees' performance at German Technical
Corporation Uganda (GTZ).Cross-sectional research design was chosen for the study. Since one research
method would not produce a genuine report on salary and employee performance, both qualitative and
quantitative techniques of data gathering and analysis were employed. The following departments'
workers and supervisors are included in the research population: project personnel, senior management,
finance, and administration. Nine responders made up the sample size because of the organization's tiny
size. A purposive sample strategy was employed, along with a questionnaire to gather data and a frequency
distribution to analyze it. The study's findings demonstrated a strong correlation between employee
performance and compensation. The present study aims to close the gap left by the fact that the study was
conducted in Uganda rather than Nigeria. The study's conclusions showed that compensation and
employee performance are significantly correlated.

In 2014, Wilfred, Elijah, and Muturi conducted a study titled "A Case of Kisii County: The Effect of
Remuneration on Employees' Performance in the Ministry of Internal Security." The information for the
study was gathered from primary data, which was obtained through the distribution of structured
questionnaires to 107 respondents, and secondary data, which came from previous year's records,
government publications about the Ministry's performance and compensation, periodicals, and website.
Microsoft Excel Spreadsheet was utilized for the analysis of the data gathered. In addition, the mean and
standard deviation were used to characterize the data and the descriptive statistics like frequency and
percentage. ANOVA and a bar chart were used to analyze the data that was gathered.The statistical
programme for social sciences (SPSS) was used to apply the t-test for data analysis. As a result, the
outcome showed that compensation and employee performance have a substantial link.
Research on the effect of pay on employee performance was conducted by [60], using actual data from
Karnataka's public and private sector banks. The purpose of the questionnaire was to gather information
on aspects of rewards, such as pay and worker performance.150 workers from various public and private
sector banks provided information so that it could be determined whether or not the responses differed
considerably. Through SPSS, the gathered data were examined. The data was analyzed using several
descriptive and analytical methods. Various findings indicated that employee performance is positively
impacted by salary. The findings of the ANOVA showed that employee performance is impacted by wage.

[21] conducted research on how compensation affects workers' output. A systematic questionnaire was
given to 83 workers at the Abdul Gusau Polytechnic and State College of Education in Zamfara State in
order to collect information on pay and performance. Employee performance is the dependent variable,
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and compensation (wages, bonuses, and incentives) is the independent variable. Using E-views 9.0 and
SPSS 22.0, a multiple regression model and Pearson correlation were utilized to analyze the data. The
results showed that compensation and performance have a substantial and positive link, and that wages,
bonuses, and other forms of compensation also act as a source of motivation for workers. The report
suggests encouraging employee engagement in pay determination and paying salaries, wages, and all
entitlements promptly.

With reference to the Teachers Service Commission, [52] conducted research on the impact of
remuneration systems on organizational performance in public organizations. The Teachers Service
Commission's organizational performance and personnel turnover were the study's primary areas of
attention. With a sample size of 316 respondents, the study used a descriptive research approach and its
target demographic consisted of 1,500 workers of the Teachers Service Commission (TSC) headquarters
in Nairobi. Questionnaires were the primary tool used to gather data, and their validity and reliability were
examined in a pilot research. With the use of the Statistical Package for Social Sciences (SPSS),
descriptive statistical data analysis techniques were used to analyze the data and produce results for
response frequencies, percentage means, and standard deviations. Ultimately, a multiple linear regression
model was used to determine the independent variables' significance with respect to the dependent
variable. Simple tables with percentages were used to display the results. The results of the study thus
demonstrated that employee turnover had an impact on organizational performance. The study also
showed that highly motivated workers who receive rewards and have comfortable working environments
have a beneficial impact on the success of their organizations. The study came to the conclusion that
employee turnover was one of the ways that the remuneration structure affected organizational
effectiveness in public organizations.

It is against this backdrop that this study explored salaries and employees job performance in Taraba State
Polytechnic, Jalingo.

THEORETICAL UNDERPINNING

Maslow’s Hierarchy of Need Theory

Abraham Maslow is the proponent of the hierarchy of needs theory, often referred to as Maslow's
hierarchy of needs. Maslow was an American psychologist who developed this theory in the 1940s and
1950s, and it has since become one of the most well-known and influential theories in psychology and
management.

Maslow's hierarchy of needs is structured as a pyramid with five levels, representing different categories
of human needs. The theory posits that individuals are motivated to fulfill these needs in a hierarchical
order, starting from basic physiological needs and progressing towards higher-level psychological and
self-fulfillment needs. Maslow theory can be used to explain how regular remuneration can influence
employee’s performance in an organization. Maslow theory is one of the most well-known theory of
motivation used by psychologist, sociologist, and other social scientists. According to Maslow, motivation
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is constant and never ending, fluctuating and complex. He asserted that man always has needs to satisfy.
These needs, according to him are arranged in a hierarchical order starting from the basic or lower order
needs to higher order needs. The hierarchy is categorized into two, namely deficit needs (physiological,
safety, belonging and self-esteem) and growth needs (self-actualization). The individual moves up to the
next steps of the hierarchy when the lower need is satisfied [79].

Basic Tenets of Abraham Maslow Hierarchy of Needs Theory

Abraham Maslow's theory of human motivation, often referred to as Maslow's hierarchy of needs, is based
on several fundamental tenets that outline the progression of human needs and motivations. Here are the
basic tenets of Maslow's theory:

1. Hierarchy of Needs: Maslow proposed a hierarchical structure of needs, arranged in a pyramid shape.
The hierarchy consists of five levels, with lower-level needs needing to be satisfied before higher-level
needs become motivating factors.

2. Physiological Needs: The foundational level of the hierarchy includes physiological needs such as air,
water, food, shelter, sleep, and other basic necessities required for survival. These needs must be met first,
as they are essential for human existence.

3. Safety Needs: Once physiological needs are fulfilled, individuals seek safety and security. This includes
physical safety (protection from harm, danger) as well as psychological safety (stability, predictability,
freedom from anxiety).

4. Love and Belongingness Needs: The third level in the hierarchy involves social needs for love,
affection, belongingness, and interpersonal relationships. This includes connections with family, friends,
romantic partners, and community groups.

5. Esteem Needs: Once social needs are met, individuals pursue esteemed needs, which are divided into
two categories:

Esteem from Others: Recognition, respect, admiration, and approval from others, such as peers,
colleagues, or society.

Self-Esteem: Internal factors such as self-confidence, self-respect, competence, and achievement
contribute to fulfilling this need.

6. Self-Actualization Needs: At the top of the hierarchy is self-actualization, representing the highest level
of human potential and fulfillment. Self-actualization involves personal growth, self-discovery, realization
of one's full potential, creativity, autonomy, and pursuing meaningful goals aligned with one's values and
beliefs.

7. Progression and Regression: Maslow suggested that individual’s progress through the hierarchy
sequentially, starting from physiological needs and moving upward. However, regression can occur if
lower-level needs are no longer satisfied, causing individuals to prioritize fulfilling those needs before
focusing on higher-level needs.
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8. Cultural and Individual Variations: Maslow acknowledged that cultural differences and individual
variations can influence the hierarchy of needs and the prioritization of specific needs. Not everyone
follows the exact same progression through the hierarchy, and cultural norms and values can shape the
importance placed on different needs.

These tenets collectively describe Maslow's theory of motivation, highlighting the dynamic nature of
human needs and the quest for self-actualization as a pinnacle of psychological fulfillment.

Relevance of the Theory to the Study

i. Compensation and Physiological Needs: Fair compensation ensures employees can meet their basic
needs, reducing distractions and boosting motivation.

ii. Compensation and Safety Needs: Stable compensation provides financial security, reducing concerns
about job stability and supporting well-being.

iii. Compensation and Love and Belongingness: Compensation indirectly contributes to a sense of
belonging by enabling participation in social activities.

iv. Compensation and Esteem Needs: Compensation and recognition for performance can enhance self-
esteem and self-confidence.

v. Compensation and Self-Actualization: While not the main driver, adequate compensation can free
employees from financial worries, allowing them to focus on personal growth and passions outside of
work.

METHODOLOGY

This study adopted a cross-sectional survey design. This design aid in the generalization of findings. Taro
Yamane formula was employed to determine sample size of the population. A total of 399 questionnaires
were distributed for this study. However, only 376 copies of the questionnaire were completed and
returned.

Data Presentation, Analysis and Discussions of Findings

Table 4.1:1 Mean rating on ways salaries affect job performance in Taraba State Polytechnic,

Jalingo
Statements Strongly | Agree Undecided | Disagree Strongly | X STD
Agree Disagree
Competence and diligence | 251 85 1 21 18 3.74 .830

in discharging my duties
and responsibilities

Punctuality to work 269 94 - 10 3 4.29 751
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Working beyond official | 154 193 3 21 5 3.98 .609
closing hour
Remains at duty post until | 203 134 4 27 8 4.22 873

official closing hour

Relates peacefully with | 251 85 1 21 18 3.74 .830
colleagues while on duty

Meeting deadlines for | 138 197 3 23 15 4.22 873
assigned schedules

Producing results expected | 185 113 2 45 31 3.55 .849

Working without complain | 227 109 1 21 18 3.74 .830

Source: Field Survey, 2024

Based on the findings in Table one, it showed that all the indicators of salaries and job performance were
accepted with the mean scores of above the cutoff point of 2.50 and the standard deviation ranged from
0.608 and 0.873. This indicated that, the standard deviation were below one (1), thus indicating
convergence of opinion of respondents.

This section of the study focused on examining the relationship between salaries and employees’ job
performance. In a Likert scale of 5-point, the cutoff point is 2.50. The findings in table 4.1.4 indicate scores
above 2.50. The analysis revealed that workers demonstrated competence and diligence in carrying out
their duties and responsibilities (Mean = 3.74, Std Dev = 0.830). In terms of punctuality to work, the Mean
scores of 4.29 and Std Dev of 0.751 were recorded. Those working beyond the official closing hour
(Mean=3.98, Std Dev = 0.609), staying at their duty post until official closing (Mean = 4.22, Std Dev =
0.873), engaging peacefully with colleagues during duty hours (Mean = 3.74, Std Dev = 0.830), meeting
deadlines for assigned schedules (Mean = 4.22, Std Dev = 0.873), producing expected results (Mean =
3.55, Std Dev =0.849), and working without complaints (Mean=3.74, Std Dev =0.830).

Test of Hypotheses

Hypothesis: Salary has no significant impact on employees’ job performance in Taraba State
Polytechnic, Jalingo.

Regression results on salary and employees’ job performance in Taraba State Polytechnic,
Jalingo
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Table 4.1.2: Salary and employees’ job performance in Taraba State Polytechnic, Jalingo

Model Beta  Std.Error t Sig.t R R? F Sig. F
Constant .005 191 0.054 .810 - - - -
Employees .886 .059 19.422 .000 0.971 0.843 558.516 .000

The data presented in table 4.1.8 above shows the results of a straightforward regression analysis aimed
at understanding how salaries affect job performance among employees at Taraba State Polytechnic,
Jalingo. The standardized coefficient for employees stands at 0.886, indicating a robust positive
correlation between job performance and salary. The t-statistic for employees is 19.422, a value
significantly different from zero. Moreover, the p-value linked with employees is 0.000, which is lower
than the standard significance level of 0.05. This signifies that the link between salaries and employees’
job performance holds statistical significance.

Based on the outcomes of the simple regression analysis, it can be concluded that salary indeed wields a
notable influence on employees’ job performance at Taraba State Polytechnic, Jalingo. This conclusion
stems from the statistical significance demonstrated by the p-value of 0.000 associated with the t-statistic
for employees. Consequently, the null hypothesis asserting that "Salary has no significant impact on
employees’ job performance at Taraba State Polytechnic, Jalingo" is rejected in favour of the alternative
hypothesis stating that "Salary has a significant impact on employees’ job performance at Taraba State
Polytechnic, Jalingo."

The results from Key Informant Interviews (KII) corroborated the findings from the quantitative data.
A 52-year-old Key informant had this to say:

Whenever salaries are paid in good times, it motives the staff and makes them
happy because they know that they are not working in error or in vein. This does
not only enable them to work hard but also enabled them to focus on their job while
at work without divided attention. Salaries also give the employees high sense of
satisfaction. To a very large extent when salaries are regularly paid, they are usually
punctual in attendance to work (KII, Al, Age 52, TSPJ).

Another Key respondent stated that:

To the best of my knowledge, what gives any worker joy is salary. In fact, salary
is the wage for any work done, and a worker deserves his or her salary. When this
is done timely and as at when dues, it motivates the worker to work hard and makes
him to have a sense of belonging. Just imagining that, you have a family, and you
are working and salaries are not paid, you will not have the zeal to work because,
your family will not be happy and nit will affect you. Therefore, salaries are very
instrumental as far as job performance is concerned (KII, A2, Age 45, TSPJ).

Another Key respondent opined that:



8 International Journal of Emerging Multidisciplinaries

For the Christian faithful, the bible says” muzzle not the ox that threshes the
grains” that is the say, a worker deserves what is his/hers. That is to say that the
salary of a worker is very important because it from the work that we get food, cloth
and shelter. Payment of salaries therefore, keeps workers moving, it makes them
happy and motives them to work very hard and happily. The life of a worker
depends on the salary and the salary is what makes the life of an employee to be
complete (KII, A3, Age 39, TSPJ).

A 42 year old Key informant stated that:
Workers are always motivated when salaries are been paid. It also make them to
maintain a peaceful conversation with their colleagues and to be diligent in carrying
out their duties or responsibilities (KII, A4, Age 42, TSPJ).

According to a 35 year old Key respondent, he had this to say:
All 1 know is that salaries work like magic. Therefore, employees who receive
timely salaries often give out their best in the organization and Taraba State
Polytechnic, Jalingo is not an exception. There have been punctuality among
workers anytime salaries are been paid (KIl, A5, Age 35, TSPJ).

The above expression demonstrated that salary is a motivational factor as far as employees’ job
performance is concerned at the Taraba State Polytechnic, Jalingo.

DISCUSSION OF FINDINGS

The results on salary and employees’ job performance indicated a strong positive correlation, with
employees demonstrating competence, diligence, commitment to duties, and the ability to meet deadlines.
These findings align with previous studies in the banking sector, such as [1] who emphasized the
significant impact of remuneration on job performance. Similar observations were noted by Aliyu and [9],
emphasizing the crucial role of remuneration in influencing employees' performance, as well as by [70],
revealing a positive relationship between remuneration and job performance.

CONCLUSION AND RECOMMENDATIONS

Based on the study's findings, it was determined that employees at Taraba State Polytechnic, Jalingo
(TSPJ) possess a clear understanding of the concept of salaries. The research identified a robust positive
correlation between salary and performance at Taraba State Polytechnic, Jalingo. This correlation was
linked to increased competence and diligence, motivating workers to extend their working hours beyond
the official closing time, remaining dedicated to their duties until the official closing hours.

The study recommended that since participants primarily associate remuneration with salaries, it's
recommended to diversify remuneration packages to include other elements like health insurance,
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responsibility allowances, and promotions. This holistic approach can better cater to employees' needs and
motivations, potentially enhancing job performance.
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