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Abstract 
The study investigated the relationship between rewards system and worker’s conscientious 

behavior in private schools in Port Harcourt, Rivers State. The research adopted a cross 

sectional survey method. Data were collected from two hundred and two (202) respondents 

out of two hundred and twenty-seven (227) questionnaires distributed to the senior staff of 

various private schools in Port Harcourt through the primary data method. The data were 

analyzed through descriptive statistics and Kendall’s tau_b coefficient statistical tool. The 

result indicates that the dimensions of reward systems (financial rewards, fringe benefits and 

recognition schemes) significantly relate with the measures of worker’s conscientious 

behaviour (agility, diligence and achievement focus) and also that leadership orientation 

significantly moderate the relationship between reward system and worker conscientious 

behaviour. The research concludes that there exists a significant relationship between reward 

system and worker conscientious behaviour. We therefore recommend that the management 

of the private schools should ensure they properly reward workers (employees) financially 

and consistently as this has a strong motivating power to improve the workers (employees) 

performance. This will encourage the achievement of agility, diligence and achievement 

focus drive by the workers of accredited private schools in Port Harcourt local government 

area, even, other local government in Rivers state. 

Keywords: Financial Rewards, Worker’s Conscientious Behaviour, Agility, Diligence, 

Achievement focus. 
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Introduction 

Employees that are diligent in the face of intense business competition are a must for every 

company that wants to succeed long term. A dynamic rather than a static corporate 

environment means that employees who do their jobs well need to make greater personal 

sacrifices in order to fulfil their role in service to the company. Morrison (2011) argues that 

highly engaged workers go above and beyond their normal duties to promote the company's 

values and aid others. Insofar as there is a requirement for employees to embrace the spirit of 

conscientiousness in the job, they are efficient, easy-going, and organized as opposed to 

public violent or noisy personnel. However, workers who are conscientious in their work are 

more likely to be productive because of their determination to succeed despite challenges. 

This suggests that successful managers should keep an eye out for these traits during the 

hiring process and work to develop them further once they've been hired. It is extremely 

important to be honest and forthright in business during uncertain times. Having employees 

with a high level of consciousness can help businesses succeed even in the face of impossible 

odds. In today's globalized digital age, this skill is essential for any management. As a 

company makes choices about how to be efficient and go above and beyond its goals, it needs 

everyone's help to find and recognize the dedicated workers whose efforts will pay off in 

spades (Tangirala & Parke, 2013). Those who work in hospitality need to be detail-oriented 

people who place a premium on continuity. At the same time, a strong membership base is 

crucial to a company's success during challenging times like these. Honest businesspeople are 

the ones who know that they won't get even half of what they want by going it alone (Russell 

et al. 2013). Integrity-driven managers open up opportunities for input from all team 

members in formulating and refining business strategies and making other crucial 

organizational decisions (Morrison, 2011). Companies that have employees that play many 

roles in the workplace tend to see faster than expected growth. People must be inspired and 

convinced to consider the company their own. As a result, everyone contributes their top-

notch expertise to the group's overall success. Ouchi (2001) argues that if businesses 

prioritized the productive, conscientious actions of their employees, they would benefit from 

increased effectiveness, efficiency, flexibility, commitment, and profitability. This would be 

accomplished by developing employee and organization management systems that 

encouraged and compensated these behaviours. Maximizing the performance of organizations 

is the fundamental concern for an organization (Bob Cardy, 1997).  

The people that work for a company are its greatest asset. If workers are invested in their own 

improvement, the company as a whole may thrive and produce at a high level. Better 

management of staff often leads to higher output and happier workers. For a company to get 

an edge in the market and boost its performance overall, its staff must demonstrate a 

complete dedication to the established performance benchmarks (Armstrong, 2011). People 

that score highly on the conscientiousness scale tend to be the most meticulous, reliable, 

consistent, exacting, and deliberate in their work. Thus, they are more likely to be thorough 

and accurate in their work, to take the initiative in addressing problems, to remain devoted to 

work performance, to comply with policies, and to stay focused on their work than low 

conscientiousness workers. People with low levels of conscientiousness are more prone to be 

antisocial and criminal, as well as to be lax in their approach to achieving their goals. People 

who score lower on the conscientiousness scale are more likely to favour procrastination. 

Someone with a low conscientiousness level is less likely to get things done when they need 

to be done, is less likely to be organized, and is less likely to be self-motivated. They are the 

type of people who wait until the last minute to make plans and may need a little extra push 

to finish their work. They tend to take action without giving it much thought, which can have 

unintended consequences. This has produced a literature deficit. Hence, this study seeks to 
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explore the association between financial reward and workers’ conscientiousness behaviour 

in selected private secondary schools in Port Harcourt. 

Research Questions 

The study is guided by the following research questions: 

i. The study aimed to determine if there was a correlate between private secondary 

school teachers' salaries, bonuses, and other forms of financial incentives, as well as 

their problem-solving skills, personal growth opportunities, and adaptability as an 

employer in the city of Port Harcourt, Rivers State.? 

ii. In Port Harcourt, Rivers State, private secondary institutions, what is the correlate 

between pay (Salaries, Wages, Advances, and Bonuses) and discipline (Thorough 

Adherence, Strict Dutifulness, and Orderliness)? 

iii. How do salaries, wages, advances, and bonuses affect motivation to succeed in the 

classroom and on the job at Port Harcourt, Rivers State, Nigeria's private secondary 

institutions? 

Research Hypotheses 

Ho1, In private secondary institutions in Port Harcourt, Rivers State, there is no correlate 

between pay and nimbleness in terms of problem solving, personal growth, or 

adaptability at work. 

Ho2; In private secondary institutions in Port Harcourt, Rivers State, no correlate was found 

between salary, bonus, or other monetary incentives and exemplary work habits. 

H03: The private secondary institutions of Port Harcourt, Rivers State, found no 

statistically significant correlate between salary, bonus, and bonus pay, and 

achievement focus (goal focus, task completion, and job dedication). 

Literature Review 

Financial Rewards 

In developing nations (economies) like Nigeria, where employee salary connotes low because 

of high family and societal financial needs including expectations, Ekpudu and Ojeifo (2014) 

argue that money has a positive effect on worker satisfaction including motivation. When 

considering its economic including influential value, not to mention the fact that it brings 

satisfaction, nourishment, security, including honour, money connotes without peer as an 

incentive (rewards) or motivating strategy, according to Judge et al. (2010). Both Milkovich 

and Newman (2004) including Ajila (1997) argue that monetary salary connotes the most 

crucial element within determining whether or not an employee would be happy within their 

job. As a result, money is seen as a motivator and reinforcer of behaviour that goes beyond 

satisfying employees' psychological requirements to also meet their security and social needs 

while they are on the job (Ozoemena, 2013). Salary, overtime recompense, bonuses, and 

other forms of financial compensation are all included within the broad category of 

"recompense," as defined by Herry including Noon (2001). According to Erasmus et al. 

(2001), compensation connotes "something of value received within exchange for labour 

performed." Also, within an employment contract, salary or recompense is defined within 

detail as a periodic recompense from the company to the employee (Chaudhrya, et al. 2012). 

To a similar extent, Belcher (1979) views wages as a two-way input-output exchange 

between workers including businesses. Within its simplest form, recompense connotes the 

value that employees and employers give and get, as defined by Fapohunda (2012b). 

Recompense connotes a fundamental notion since it connotes both a source of revenue for 

employees including a substantive expense for businesses (Fapohunda, 2012b). It's conducive 

towards employee happiness including satisfaction. As a result, companies including HR 

directors have depended heavily on monetary incentives to attract, motivate, including retain 
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workers (Met & AlL 2014). The compensation process, of which recompense connotes a 

crucial part, is designed to compensate workers for their efforts and encourage them to do 

their best work. Therefore, recompense connotes the money that employee receives from 

their employer in exchange for their work. Wages including salaries are a major contributor 

towards worker morale including play a substantive role within human resource management 

(Fapohunda, 2012b). Employee unhappiness connotes high, although low recompense has 

been highlighted as a major factor (Ofoegbu, 2004). A lack of focus within the workplace 

connotes a common symptom of financial stress, including low income, and can lead to lower 

output including quality (Igbaekeme, 2014). Therefore, according to Mathias including 

Jackson (2004), in order to promote employee happiness including improve productivity, 

recompense should be fair including competitive, or close towards what other employers are 

providing within similar jobs, including also consistent with their capabilities, experience, 

including efforts. According to a recent survey, money (compensation) connotes a tool of 

trade including business (Tang, 2007). Money (recompense) connotes a resource with 

amazing capacity towards alter the social system, according to Baumeister (2008), a professor 

of psychology at Florida State University. Because it is difficult for employers towards know 

what fundamentally satisfies or dissatisfies employees, Fapohunda (201 2b) argues that 

compensation connotes a challenging phenomenon within human resource management 

practise. Fapohunda (20 12b) argues further that when employees are happy with their 

compensation, they are more likely towards stay with the company for the long haul, saving 

the business money that would otherwise be spent on recruiting new workers towards 

complete the same work. Recompense connotes an essential problem since it can affect how 

happy or unhappy an individual is within their job depending on how they feel about the 

financial recompense they receive. For example, dissatisfaction with recompense can lead 

towards lower levels of job satisfaction, motivation, efficacy, absenteeism, grievances, 

including even turnover tensions, while satisfaction with recompense can increase levels of 

job satisfaction, motivation, including efficacy while decreasing absenteeism, turnover 

tensions, including related grievances including lawsuits (Fapohunda 20l2b; Agba & Ushie, 

2010). Factors such as recompense, promotions, learning opportunities, stress at work, 

including a pleasant atmosphere seem to have a role in whether or not an employee is happy 

within their job (Teck-Hong & Waheed, 2011). Recompense satisfaction, according to Singh 

including Loncar (2010), connotes a major concern for both businesses including their 

workers. According to the respondents, employees' economic demands are typically reflected 

within their attitudes including behaviours at work, hence salary is substantive. Research by 

Haneman including Judge (2000) demonstrates that unhappiness with one's salary can have a 

adverse effect on a range of other adverse consequences for workers. Employee turnover, 

dishonesty, including less devotion towards the job can all result from low wages (Miceli & 

Mulvey, 2000). Many businesses, especially within the service industry, allocate as much as 

70 percent or more of their budget towards salaries, therefore this problem might threaten 

their ability towards stay within business if they don't get a return on their investment. 

Although compensation is often overlooked as a strategic tool within aligning the interests of 

workers including the management towards improve firm efficacy, Lawler (1990) including 

Milkovich including Newman (2008) argue that it is essential for organizations to use their 

compensation system to motivate strategic behaviours of employees towards achieving 

organizational goals. Navamukundan (2011) divided recompense scales into three categories: 

minimum, livable, including fair. A fair wage, he argues, connotes compensation agreed upon 

through negotiations based on factors like the opportunity cost of labour, labour market 

conditions, including the general cost of living. A subsistence wage, on the other hand, 

connotes remuneration that provides only for the worker's basic needs. Consequently, a 

reasonable recompense lies somewhere above the minimum wage including below the living 
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wage. However, inadequate including inconsistent compensation has been noted within the 

literature as a source of annoyance towards employees, including can induce unhappiness, 

which within turn can lead towards a loss within productivity, which can threaten the 

existence of the firm (Atchison, 2003). Low recompense, for instance, has been linked 

towards low job satisfaction, low motivation, low efficacy, high absenteeism, workplace 

grievances, including high employee turnover (Fapohunda, 2012b). Any compensation plan 

should prioritise the wants including needs of its workers, such as financial stability including 

social status, as well as the needs of the business, which includes attracting, motivating, 

including retaining employees who are satisfied with their work including enable the 

company towards attract, motivate, including retain competitively skilled workers including 

achieve its efficacy goals (Fapohunda, 2012b). Money is vital to all employees not just 

because of its economic value, but also because it connotes the sole way towards the 

satisfaction of most of our demands (Banjoko, 2006). This connotes a brief illustration of 

Banjoko's opinion that money connotes a good supplier of job satisfaction. Consequently, 

people are attracted towards employment that recompense well, put forth greater effort to 

accomplish the tasks that result within higher compensation, including become angry when 

their salary is threatened or reduced (Stajkovie & Luthans, 2000). 

Workers Conscientious Behaviour 

Being "conscientious" means that you have the character traits of being reliable, responsible, 

including self-controlled. A hard worker connotes someone who does their job effectively 

including consistently. If someone connotes highly productive including well-organized, we 

call them conscientious. Conscientiousness, as defined by Redman & Snape (2005), consists 

of actions taken voluntarily by an individual above what is expected of them within terms of 

workplace rules observance, regular attendance, including quality of work. This is in contrast 

to someone who is either disorganized and illogical or who only acts responsible when being 

watched. Because it provides the structure including purpose essential towards the production 

of goal-oriented behaviours. Conscientiousness may be a useful predictor of workplace 

behaviour (Gore et al., 2012). People who care deeply tend towards be vocal including 

thorough. Consistently updated product including service expertise connotes a sign of a 

dedicated workforce (DeYoung, & Peterson, 2007). Most of them are conformists who are 

also obsessive including goal-oriented. It's a choice that goes above including beyond what's 

expected of you within terms of things like showing up towards work on time including 

doing a good job (Redman & Snape, 2005). The effectiveness of emergency response teams 

is influenced by OCB. By reducing inter-group friction including freeing up managers' time, 

conscientiousness including selflessness, for instance, rank among the 51 most important 

qualities an employee may have (MacKenzie et al., 2009). But those who are poor within 

conscientiousness have trouble getting themselves towards work hard, even when they know 

they would profit. Variation within organizational citizenship behaviour can be attributed 

towards conscientiousness (T-Iirsh et al., 2010). Procrastination, unproductive job behaviours 

including absenteeism, bullying, including substance misuse are all substantively linked 

towards them. Outside of work, antisocial behaviour connotes a direct result of a lack of 

conscientiousness. Careful people work towards prevent the kinds of problems like marital 

discord, substance abuse, including divorce that can be avoided (Higgins et al, 2007). One 

trait that has received extensive attention within studies of personality including efficacy 

connotes conscientiousness. Competent, well-organized, duty-bound, disciplined, including 

thoughtful characterise a conscientious person. One of the most important predictors of 

professional success connotes a person's level of conscientiousness because of the correlate 

between this trait including their drive including determination towards succeed (Judge et al., 

1999; Ng et al. 2005). Characteristics associated with openness including those associated 
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with conscientiousness are considered as diametrically opposed. One's openness can be seen 

as a combination of risk-taking, low dogmatism, unstructured thinking, including comfort 

with ambiguity, whereas one's conscientiousness emphasizes impulse control, the need for 

structure, order, including conformity. We also notice that honesty including integrity have 

contradictory results within a few settings (Le Pine, Colquitt, & Erez, 2000; George & Zhou, 

2001). It's likely that when people are also diligent, the positive effects of openness on their 

job are dampened. It has been seen that other factors influencing efficacy interact within a 

compensating fashion (Coté & Miners, 2006; Burke & Wit, 2002; Witt, 2002). Someone who 

connotes conscientious connotes methodical, responsible, including diligent (Lo et al., 2009). 

According to Organ (1988), conscientiousness connotes "the willingness towards go above 

including beyond the call of duty within the efficacy of one's assigned tasks." 

Conscientiousness has been linked towards office politics, according to the literature 

(McCrae & Costa, 1987). Neihoff including Yen (2004) state that employees who take their 

jobs seriously will make an effort towards learn as much as they can about their company's 

products including services. The Big Five (also known as the Five Factor Model) of 

personality includes conscientiousness as one of its five key characteristics. The other four 

are extraversion, neuroticism, openness towards experience, including agreeableness. It's the 

kind of behaviour that shows how seriously someone takes their job, like being very careful 

towards follow all the rules or coming within exactly on time every day. Customers are 

happier as a result. Employees who put within the effort towards learn about including 

improve the products including services their company provides may better serve customers, 

they argue. Obedience towards laws, taking breaks at appropriate times, being on time for 

work, including overall job efficacy are all indicators of conscientious behaviour, as are those 

factors that contribute towards these traits (Redman including Snape, 2005; Yen including 

Niehforr, 2004). It's a trait of an employee that he goes above and beyond what is expected of 

him within his role. Similarly, conscientiousness here denotes the thorough observance of 

organizational norms including procedures, even when no one is watching, which goes above 

and beyond the minimum needs of the job within terms of observing work regulations, 

attendance, including job efficacy. Sportsmanship, on the other hand, describes employees' 

readiness towards bear minor inadequacies of an organization like a delay within 

compensations, including mindfulness connotes the idea that a person never forgets to be a 

part of a system.  

Agility 

Workers with the potential towards become agile have the following traits: "learning 

including self-development, problem-solving abilities, being comfortable with change, new 

ideas, including new technologies" (Alavi & Wahab, 2013). Therefore, it is important to 

remember that employees' adaptability results from their "degree of knowledge, the 

orientation towards learning, including the development of activities that support the 

business" (Al-Kasasbeh et al. 2016). Agile workforces are the only ones that can adapt 

towards the uncertainties including volatility of the business world including find solutions 

before they become a problem (Muduli, 2016). Because they are "a well-organized including 

dynamic talent," they can "simply" adjust towards take advantage of shifting market 

conditions including possibilities, giving businesses access towards cutting-edge expertise 

when it's needed most (Sherehiy & Karwowski, 2013; Mudul, 2013). In the light of this, 

workers are often called an organization's "hidden value" or "intellectual capital" (Popescu, 

2019). Humans, not computers, anticipate changes including contribute towards 

organizational efficacy through knowledge, ideas, judgement, including collaboration 

(Sherehiy et al., 2007), challenging the conventional wisdom that agility can be attained by 

sophisticated technological means. Adapting towards including shaping the environment are 
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two of the most pressing concerns for today's multinational corporations, including as a 

result, more emphasis connotes being placed on getting the most out of their employees. 

Employees within an agile firm pool their resources towards seize opportunities, develop new 

goods including services collaboratively, including identify including address any issues that 

may arise (Akgu et al. 2007). The staff, according to Yaghoubi including Dahmardeh (2010), 

connotes a key enabler of organizational flexibility.  

Diligence: 

Diligence connotes the quality of working hard and persistently toward a goal without giving 

up or slacking off. It's hard work, but it's done carefully for a good result. An employee who 

routinely stays late towards meet tight deadlines connotes an excellent illustration of this type 

of worker. Three levels of diligence exist: standard, extra, and zero. Taking adequate 

precautions towards prevent risk connotes an example of the kind of vigilance that connotes 

both proper and original. Diligence is defined as the quality of being diligent, constant, 

careful work, perseverance, including the degree of attention or care expected of a person or 

institution of its personnel within a specific situation.  

Achievement Focus 

Target achievement connotes a measure of productivity and involves the employee's 

contribution towards the organization's overall productivity and effectiveness; it is associated 

with the formal incentive system and responds towards the requirements outlined within the 

job descriptions (Williams & Karau, 1991). It reveals how far an employee goes within 

accomplishing a goal. Activities that transform the organization's policies, purposes, 

including resources into the physical including immaterial products of the organization and 

the means by which the organization functions efficiently make up what we call "task 

completion" (Motowidlo et al., 1997). Towards that end, the term "task accomplishment" 

refers to the extent to which the employee has met the conditions stipulated within the 

employment contract.  

Methodology 

Thirty-six (36) private secondary institutions in the Port Harcourt City LGA of Rivers State 

were used as the study's sample. For the most recent and comprehensive version, visit 

https://rivemis.riversstate.gov.ng/downloads/updated_comprehensive.pdf. Teachers with 

three years of experience or more are the respondents' primary focus. There are 281 educators 

in private secondary institutions, as counted by the Personnel Offices of those institutions. 

The sample size in this study was not determined because the researcher used the entire 

population of 281 as the sample size. Tables detailing the frequencies and percentages of 

answers to different sample characteristics were created using the collected demographic 

data. Using SPSS version 23, appropriate statistical tools, such as Kendall's tau b Correlate 

Coefficient, were applied to the data pertaining to the topic at hand. If the probability value 

(PV) is less than 0.05, the null hypothesis should be rejected; else, it should be maintained. 

Hypothesis one 

H01: Within Port Harcourt's private secondary institutions, monetary incentives and agility do 

not correlate substantively. 

Decision 

We infer that there is a substantive association between financial rewards and agility in 

private secondary institutions within Port Harcourt, Rivers State, because the p-value 

estimated is smaller than the crucial value, i.e. 0.000 0.05, as shown in table 1. 
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Hypothesis two 

H02: Within Port Harcourt, private secondary institutions, there is no statistically substantive 

correlate between financial incentives and academic effort.  

Decision 

We conclude that there is a substantive relationship between monetary rewards and diligence 

in private secondary institutions within Port Harcourt, Rivers State, because the calculated p-

value is less than the critical value, i.e. 0.000 0.05, as shown in table 2. 

Hypothesis three 

H03: Within Port Harcourt, Rivers State, private secondary institutions, financial incentives 

and a focus on academic success are not substantively correlated. 

Decision 

We conclude that there is a substantive association between monetary awards and diligence 

in private secondary institutions within Port Harcourt, Rivers State, because the calculated p-

value is less than the critical threshold, i.e. 0.000 0.05, as shown in table 3. 

Financial Rewards and Workers Conscientious Behaviour 

Financial incentives were found to have a positive and statistically substantive association 

with indicators of workers' conscientious behaviour in a sample of private institutions within 

Port Harcourt. This result is consistent with the findings of other research, such as the 

Research by Ali and Akram (2012), which looked at how salary levels influenced the 

motivation and happiness of employees in Pakistan's pharmaceutical industry. The findings 

revealed a positive correlate between monetary compensation, motivation, and job fulfilment. 

Rast and Tourani (2012) conducted a similar study on compensation and job satisfaction 

among three employees of private airlines. They found that supervision, recompense, the 

nature of the job, and opportunities for advancement were all moderately related to 

respondents' levels of satisfaction with their jobs. The effect of salary and advancement 

opportunities on academics' happiness in their jobs in Pakistan was investigated by Malik, 

Nawab, Naeem, and Danish (2012). Researchers in Pakistan found that salary was the most 

important factor in determining educator happiness on the job, whereas career advancement 

only had a little role. Lai (2011) conducted similar research on the topic of compensation 

system design and employee satisfaction for SMEs in Taiwan, finding that all three types of 

compensation (job-based, skill-based, and efficacy-based) were positively correlated with 

employee happiness on the job. 

Conclusions 

The study drew the following specific conclusions from its analysis: 

i. Flexibility (in terms of problem-solving, personal growth, and the ability to adapt to 

new situations) is positively correlated with compensation at private secondary 

institutions within Port Harcourt.  

ii. In private secondary institutions within Port Harcourt, Nigeria, there is a strong 

correlate between monetary incentives (such as salary/wages, advances, and bonuses) 

and diligence (such as thorough adherence, rigid dutifulness, and orderliness).  

iii. In private secondary institutions within Port Harcourt, a considerable correlate can be 

found between monetary incentives (salary/wages, advances, and bonuses) and 

achievement orientation (goal focus, task accomplishment, and job devotion).  

Recommendations 

The following recommendations are made based on the aforesaid findings: 
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i. Managers at private institutions should regularly and generously recompense their 

employees with cash for their hard work, as this has been shown to increase 

productivity. 

ii.  Management at private institutions would do well to increase productivity by 

ensuring that all staff receive the compensation they are due for all hours worked, 

including any overtime they may be required to work. There should be no 

favouritism or discrimination on the part of companies when it comes to promoting 

and recognizing employees. 

iii.  Managers at private institutions should make it a point to publicly acknowledge and 

recompense employees for exceptional work, as this will encourage healthy 

competition among them and lead to greater overall productivity. 
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Appendices 

Table 1: The result of financial rewards and agility 

 
 Financial 

Recompense Agility 

Kendall’s 
tau_b  Financial RecompenseCorrelate Coefficient  1.000  

.761  

  Sig. (2-tailed)  .  .000  

N  210  210  

Agility                               Correlate 
Coefficient  

.761  
1.000  

 Sig. (2-tailed)  .000  .  

N  210  210  

Source: SPSS 23.0 output on research data 
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Table 2: The result of financial rewards and diligence 

 
 Financial 

Recompense Diligence 

Kendall’s 
tau_b  Financial RecompenseCorrelate Coefficient  1.000  

.889  

  Sig. (2-tailed)  .  .000  

N  210  210  

Diligence                               
Correlate Coefficient  

.889  
1.000  

 Sig. (2-tailed)  .000  .  

N  210  210  

Source: SPSS 23.0 output on research data 

 

Table 3. The result of financial rewards and achievement focus 

 
 Financial 

Recompense 
Achievem
ent Focus 

Kendall’s 
tau_b  Financial RecompenseCorrelate Coefficient  1.000  

.968  

  Sig. (2-tailed)  .  .000  

N  210  210  

Achievement Focus              
Correlate Coefficient  

.968  
1.000  

 Sig. (2-tailed)  .000  .  

N  210  210  

Source: SPSS 23.0 output on research data 


