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AbstractThis study aimed to examine the perceived effect of performance-based incentives on the secondary school performance in Iringa Municipal. The study sampled a total of 89 respondents, particularly secondary teachers. The study collected data through both questionnaires and interviews. This mixed-method approach provided both quantitative insights and qualitative depth, enriching the understanding of how compensation affects performance. Results revealed that bonuses, transport allowances, housing benefits, and hardship allowances had a measurable impact on teachers' attendance, punctuality, and classroom engagement. These incentives motivated teachers to be more consistent, productive, and involved in their work. Moreover, the study shows that teacher’s performance has significant impact on the student performance. The study concluded that when extrinsic motivators are fairly and transparently distributed, it not only enhances teacher performance; but also, the success of the school.
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1. INTRODUCTION 
School performance refers to the overall effectiveness of a secondary school in achieving desired educational outcomes. This includes academic achievement by students, the quality and effectiveness of teaching, and the efficient use of educational resources (Javornik & Mirazchiyski, 2023). It is measured through indicators such as student examination results, graduation rates, teacher qualifications, teaching practices, student attendance, discipline, and the level of parental or community involvement (Javornik & Mirazchiyski, 2023). In both public and private secondary schools, school performance reflects the institution’s ability to provide equitable, inclusive, and high-quality learning experiences that contribute to national educational goals.
One of the motivation strategies that adopted around the world to boost school performance is compensation incentives. The compensation described as a full range of both financial and non-financial rewards given to teachers in public and private secondary schools in exchange for their professional services (Agbenyegah, 2019). It includes salaries, bonuses, performance incentives, housing and transport allowances, as well as non-monetary elements such as job security, career development opportunities, recognition, and work-life balance initiatives (Ogada et al., 2020). A fair and transparent compensation system not only addresses teachers’ basic needs but also motivates them, improves retention, and enhances overall school performance.
The global effort toward delivery of quality education is driven by the United Nation’s Sustainability Development Goals number 4 (SDG 4), that focused on providing inclusive and equal education quality among community worldwide (Filmer et al., 2020). The SDG 4 encourage and creates learning environment for the individuals to have lifelong learning opportunities (UNDP, 2023). To achieve this goal, the performance of teachers must be critically addressed, which is generally considered to be the strongest in-school factor affecting the learning outcomes of students. The enduring issues of poor student performance, a large number of teacher absentees, and inconsistencies in teaching quality have led to the idea of Performance-Based Incentives (PBI) being implemented by numerous education systems as a method to enhance teacher accountability and educative efficiency (Levitt et al., 2016). PBI includes financial and non-financial motivators such as merit pay (payment increase based on performance), bonus payments (lumpsum compensation), and teacher’s recognition (non-financial prizes like praise and advancement) (Mwandagha, 2023). According to motivation theories such as two-factor theory by Herzberg and expectancy theory, rewards and performance can influence individual’s behaviour to align with the institutional goals (Makule & Otieno, 2024; Aisa et al., 2024). The necessity to create empirical and context-specific evidence beyond the general arguments within the scholarly community regarding the effectiveness of PBI.
Globally, the Performance-Based Incentives (PBI) has been intensively studied. However, there are varieties with the roles that BPI plays in enhancing overall education quality (Nyinamasiko, 2021). There are some studies indicated the positive effect of PBI, but there are others that have limited outcome on the role it plays (Lintner, 2024). For example, it was found that teachers in high-performing schools like Shanghai, where PBI mechanisms are firmly established, are being research-proposed to be better motivated by non-financial rewards like professional recognition, autonomy, and responsibility rather than financial bonuses (Khalid & Mohammad, 2025). This illustrates that effective PBI goes beyond the financial compensation. Similarly, the evidence provided by randomised controlled trial in the United States suggests that well-crafted financial incentives may change certain behaviours, including making teachers attend classes more frequently and students be on time, especially among freshmen in high school (Levitt et al., 2016).
In Africa, teacher motivation and performance have been the core concerns of policies, and PBI has become an area of discussion in a bid to find a solution. Various stakeholders and researchers described the significance of monetary compensation to motivate teaching personnel (Malekano, 2018). Also, it has been observed that merit payment and fair bonus offered to employees has significant contribution on the overall performance of an organization in Uganda (Aisa et al., 2024; Nyinamasiko, 2021). This indicates that for the improving outcome of education sector, first there is need to motivates teachers through performance-based incentives, particularly monetary incentives. Also, a study of Mwandagha (2023) in Kenya explained the uses of performance-based incentives to promote public school performances. This shows that there is potential of addressing school performance issues through incentivised motivation, however, there is need for the high contextual implementation strategy (Lintner, 2024). For example, there is need to design performance-based incentives by considering the economic environment, cultural factors, and institutional setting which can affect the effectiveness of education strategy introduced.
Tanzania has introduced various efforts to achieve quality and inclusion secondary education, for example, education policy reform to introduced education and training policy in 2014 and introducing of Education Sector Development Plan (ESDP 2025/2026-2029/30) (Mwinuka, 2023; URT, 2025). However, despite those efforts, but still, most of the public school has experience poor student performance. Foer example, pubic school scores low reading fluency of 26.18 CWPM compared to global benchmark of 50 CWPM (Malekano, 2018). These poor performances have been largely reported to be contributed by lack of quality teaching materials, teacher absenteeism, poor school attendance for the students, and financial resources shortages in public schools (Somba & Otieno, 2022). A randomized multi-phase trial has given information about the influence of PBI that is of much significance in Tanzania. Various studies in Tanzania indicated that teacher’s incentives have significant positive influence on the student academic achievement. However, there is element of uneven distribution of incentives among public school teachers. This led to disproportionately performance class among public secondary school, where there few that great performance but majority public schools have poor performance (Filmer et al., 2020). Additionally, there are various localized studies in Tanzania that related to performance-based incentives, for example, Mtasigwa & Otieno, (2022) in Longido and Makule and Otieno, (2024) in Arusha. However, those studies only highlighted the effect of incentives on the performance, but not describes in details the process involved in providing those incentives.
This creates a crucial knowledge gap. Although the literature available gives macro-level perspectives on the average impact of PBI, it does not break down the perceived impact of its individual components, such as merit pay, bonus payment, recognition of teachers, and improvement of attendance and punctuality. It is necessary to learn how teachers and administrators think these components are fair, have motivational potential, and are effective. This means that when incentives are not fairly distributed according to individual efforts, can further demotivate teachers with lower performance and worsening overall performance instead of improving them. Thus, since the PBI has indicated predispositions to strengthen inequality, there is need of conducting research which offers a perception-based assessment of each incentive mechanism.
1.1 Objectives of the Study
Generally, the study to examined the perceived effect of performance-based incentives on secondary school performance. Specifically, the study focused on the following objectives.
1. To examine the perceived effect of merit pay on the secondary school performance
2. To examine the perceived effect of bonus payment on the secondary school performance
3. To determine the effect of teachers’ recognition on the secondary school performance
4. To determine the influence of attendance and punctuality improvement on the secondary school performance
1.2 Theoretical Framework
The current study will be guided by two theories which are Resource Based View Theory and the System Theory.
1.2.1 The Resource-Based View Theory.
Resource-Based View (RBV) was a development by Barney (1991) in his landmark paper Firm Resources and Sustained Competitive Advantage, which built upon the previous works of Wernerfelt (1984) and Grant (1991) (Barney et al., 2001). The theory assumes that the disagreement in the performance of organisations is not due to external market conditions but to the heterogeneity of internal resources (Mailani, Hulu, Simamora, & Kesuma, 2024). RBV presupposes the unequal allocation of resources within the firms, their non-perfect mobility, and the ability to become the source of lasting benefit in case they fulfil the requirements of being valuable, rare, inimitable, and non-substitutable (VRIN) (Chatterjee, Chaudhuri, Vrontis, & Thrassou, 2021). This framework makes human capital, organization culture, and knowledge systems as the focus of its strategic management as these three factors determine the long-term success of an institution. One of the key advantages of RBV is its focus on using internal strengths as strategic resources and stimulating organisations to invest in long-term benefits resources (Chatterjee, Chaudhuri, Vrontis, & Thrassou, 2021). However, the opponents suggest that RBV ignores external factors including changes in policy, socio-economic pressures, and regulatory frameworks that greatly impact the performance in a social institution like a school (Priem & Butler, 2021). Additionally, it is a difficult task to identify which resources are deemed valuable or rare, as it is usually circumstantial and cannot be practically applied.
RBV can be useful in the educational field to comprehend how teacher compensation functions as strategic resource. Having good and well-organised compensation increases the worth of human capital because it motivates teachers, lowers absenteeism, reinforces retention, and enhances classroom delivery. Within this meaning, the compensation systems (both monetary and non-monetary) do not merely represent the operational costs but rather the investment in the institutional performance. The performance-based rewards can convert the motivation of teacher into quality teaching and better student performance hence generating a long-term benefit to the schools. On the other hand, the lack of properly created incentive systems is associated with the risk of depleting human resources, as professional teachers can find other options offering better pay, which, in the end, will undermine the performance of schools. To policymakers and administrators, RBV underscores the need to create compensation schemes that resonate with the institutional objectives and motivate teachers to make significant contributions towards the future achievements of education. In this research project, RBV can be applied as a theoretical framework to investigate teacher compensation and performance-based incentives as important sources of internal resources that influence the performance of schools.
1.2.1 The Systems Theory
The Systems theory (ST) was proposed in the 1940's by the biologist Ludwig von Bertalanffy (General Systems Theory, 1968), and furthered by Ross Ashby (Introduction to Cybernetics, 1956). Von Bertalanffy was both reacting against reductionism and attempting to revive the unity of science (Pouvreau & Drack, 2007). Ludwig von Bertalanffy emphasized that real systems are open to, and interact with, their environments, and that they can acquire qualitatively new properties through emergence, resulting in continual evolution. Rather than reducing an entity to the properties of its parts or elements, systems theory focuses on the arrangement of and relations between the parts which connect them into a whole. This particular organization determines a system, which is independent of the concrete substance of the elements. Thus, the systems theory is an interdisciplinary theory about every system in nature, in society and in many scientific domains that provides a framework to investigate phenomena from a holistic approach.
The system theory emphasizes that, education system consists of interconnected components, including teachers, students, administrators and policies. Teacher’s compensation is one of the components that can affect student performance though it is not the only factor. Therefore, understanding the relationships between these components is crucial to improving student outcomes (Johnson, 2020). The system theory highlights the importance of feedback loops, where the output of one component becomes the input for another. For example, teacher compensation can affect teacher motivation, in turn affects student performance. Feedback loops can create complex dynamics and understanding these loops is essential to designing effective compensation systems (Fulan, 2007). Furthermore, the system theory suggests that small change in one component can have non-linear on other components. For instance, a small increase in teacher compensation might have a significant impact on teacher motivation and student performance, but only up to a certain point. Beyond that point, further increase in compensation might have diminishing returns. The system theory also emphasizes the importance of contextual factors, such as school culture, administrative support, and community resources, which can influence the effectiveness of teacher compensation systems. Understanding these contextual factors is crucial to designing compensation systems that work in specific educational settings. Moreover, the system theory highlights that, educational systems exhibit dynamic behaviour, meaning that they change over time in response to internal and external factors. Therefore, teacher compensation systems need to be designed to adapt to these changing dynamics and to respond to the evolving needs of teachers and students (Meadows, 2008). Additionally, Cory and Betts (2007) established that variation in teacher quality is an important contributor to student achievement.
Conceptual Framework
The study established relationship between independent variables and the dependent variable. This study explains the relationship between performance-based incentives (independent variable) and employee performance (dependent variable). Key components include perceived effect of merit pay, perceived effect of bonus payment, teachers’ recognition, and attendance and punctuality. The visualized relationship is indicated in Figure 1.


Independent Variables                                               	Dependent VariablePerformance-based incentives
· perceived effect of merit pays 
· perceived effect of bonus payment 
· teachers’ recognition 
· attendance and punctuality
Teacher’s Performance
· Level of engagement

Secondary School Performance
· Student Academic Achievement


Figure 1: Conceptual Framework
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2. METHODOLOGY
Various strategies were adopted to achieve objective of the study; this section provided an in-depth description of the research methodology. The section introduced research various section of methodology, including research design, study area; population, sample size and sampling technique, data collection methods, validity and reliability, Data analysis and ethical consideration.
[bookmark: _Toc208424842]2.1 Area of the Study
The study was conducted in Iringa municipal, where four secondary school were selected for the study, including Mawelewele, Kwakilosa, St. Dominic, and Spring Valley Secondary Schools. Those schools were selected based on their performance trends in the Form Four national examinations over the past three years. For the past several year, private schools have higher academic performance compared to public schools in Tanzania. This tendency led to the questions related to the various factors contributing to the differences in the performance of students. This study aims at examining the perceived effect of performance-based incentives on secondary school performance. The study aimed to explore factors behind the poor academic achievement in the public schools relative to the one in the higher-performing private schools by targeting selected schools in Iringa municipal. By focusing on those factors, the study can suggest relevant interventions to improve teacher’s compensation, teacher’s performance, and student performance in public schools.  Moreover, the results of the study would offer policy recommendations to ensure the narrowing of the performance gap between the government and the private secondary schools in Iringa Municipality. 
2.2 Research approach And Design
The study utilised a mixed-methods design, where the quantitative component of the study relied on deductive logic to verify the hypothesised relationships between monetary compensation (salaries and allowances), non-monetary rewards (recognition and professional development opportunities), and teacher performance (Creswell and Plano Clark, 2018). A qualitative descriptive research design was utilised because it offers a logical structure through which the attributes, feelings, and senses of the respondents can be reported and examined, creating precise reports of the compensation practises and their impact on performance (Saunders et al., 2019; Kothari, 2019). The design was suitable to combine both primary data that were determined using questionnaires and secondary data based on institutional records, which would increase validity and control over the research process (Orodho, 2015; Gracia, 2023). The utilization of mixed research approach enables the study the study to analyse holistic phenomenon to determine the relationship between variables as well as experience of the teachers.
2.3 Target population, sample size, and sampling procedures
This study involved a target population of 120 teachers in four middle-level schools (four secondary schools) randomly selected in the Iringa Municipality (both public and then private) (Kombo & Tromp, 2016). In particular, 68 teachers belonged to the category of public schools, 38 were the teachers of Mawelewele Public Secondary school, 30 were the teachers of Kwakilosa Public Secondary school and 52 were the teachers of the private schools: 34 were the teachers of St. Dominic Private Secondary school, 18 were the teachers of Spring Valley Private Secondary school. This has given the public and the private sectors an equal opportunity to represent themselves, offering a fair view on the compensation practices and their impacts on teacher performance (Table 1). 

Table 1: Targeted Teachers
	School 
	Target Number of Teachers

	Mawelewele public secondary school
	38

	Kwakilosa public secondary school
	30

	St. Dominic private secondary school
	34

	Spring Valley private secondary school
	18

	Total
	120




A sample of 92 teachers was used to gather data; the formula devised by Morgan was used to select the sample, representing the population as accurately as possible: It was considered that this sample size was adequate to investigate the role of monetary and non-monetary compensation in the performance, motivation and engagement of teachers. 


Whereby;
N; is total population
n; sample size 
e; error term


Therefore, the sample size of the study population was 92 respondents.
The sampling data were obtained using a probability sampling method, namely simple random sampling, where all teachers had equal likelihood of being selected (Kothari, 2019; Saunders et al., 2019). To increase representativeness, the schools were initially stratified and simple random sampling between schools was used with the aid of random number generators or lottery. This method reduced the selection bias, afforded each potential teacher a fair chance to enter the study and ensured the integrity of the sample, as well as enabled the research to obtain a variety of viewpoints of both schools in a public and a private environment.
2.4 Data types, sources, and collection methods 
The study collected data using various sources. Structured questionnaires and key informant interviews were used as sources of primary data, which enabled the researcher to receive the first-hand information as first-source (Wallen and Frank, 2019; Kothari, 2019). Questionnaires were well structured according to research purpose and contained closed-ended questions that were measured on a five-point Likert and open-ended questions to provide a detailed information. This enabled a quantitative analysis and enable the respondents to give detailed opinions. Questionnaires were issued both physically and electronically in accordance with the convenience and accessibility of respondents. Also, ethics and confidentiality of respondents were taken seriously. Institutional reports, scholarly literature, and other past studies on school compensation and performance provided secondary data, which gave a background and historical perspective of the research problem. Moreover, four teachers from each school were selected as key informants to collect detailed data on compensation mechanisms and their impact on the performance of teachers and students. These interviews were planned and held within the school premises, where each session took about 15 minutes. The mixed data collection approach allowed the study examine the variables of the study in a comprehensive way permitting not only statistically analyses the results. Also, it allows the study to assess the situational factors that contribute to the validity and reliability of the findings in the research.
2.5 Data analysis
Data analysis is the methodical use of statistical and logical manipulations to describe, summarise, and analyse the obtained data (Saunders et al., 2019). The quantitative data were analysed using descriptive statistics of frequencies and percentages to determine trends and patterns of responses. To enhance accuracy and reliability, the analysis was done through SPSS version 22. On the other hand, qualitative data gathered through interviews was analysed using thematic approach, which enabled the researcher to come up with main themes and informational implications about the topic of teacher compensation and its impacts on the performance of schools. The combination of these methods of data analysis allowed seeing the variables in their entirety, combining the trends with the explanations of the context.
2.6 Reliability and Validity
[bookmark: _Toc208424857]2.6.1 Validity
Validity refers to the extent to which the instrument measures what it is intended to measure (Khan, 2017). These tests are essential in confirming that the data collected is both meaningful and dependable for evaluating the effects of teacher compensation on secondary school performance in selected public and private secondary schools in Iringa Municipality. To assess validity, the Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and Bartlett’s Test of Sphericity were employed. The KMO value obtained was 0.737, which falls within the acceptable range of 0.7 to 0.8, indicating moderate sampling adequacy. According to Kaiser (1974), values above 0.7 suggest that the sample is suitable for factor analysis and that the variables share sufficient common variance. Additionally, Bartlett’s Test of Sphericity produced a Chi-Square value of 1071.710, with 78 degrees of freedom and a significance level of 0.000. This p-value being less than 0.05 confirms that the correlations among the items are significant and that the instrument possesses construct validity meaning the items are appropriately grouped and relevant to the study’s objectives.

Table 2: KMO and Bartlett's Test
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.737

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	1071.710

	
	df
	78

	
	Sig.
	.000


Source: Field data, (2025)
[bookmark: _Toc208424858]
2.6.2 Reliability
Reliability assesses the consistency of the measurement over time (Smith, 2019).  In terms of reliability, the internal consistency of the instrument was tested using Cronbach’s Alpha, which yielded a score of 0.816 for the 13 items in the questionnaire. This value exceeds the standard threshold of 0.7, indicating a high level of reliability. According to Nunnally (1978), a Cronbach’s Alpha between 0.8 and 0.9 demonstrates good internal consistency, suggesting that the items are consistently measuring key constructs such as compensation, motivation, and performance. Therefore, the results of the reliability tests in Table 3 confirm that the research instrument is both statistically sound and appropriate for assessing the relationship between teacher compensation and school performance.

Table 3: Reliability Statistics
	Cronbach's Alpha
	N of Items

	.816
	13


Source: Field data, (2025)

2.7 Ethical consideration
Research ethics are crucial, especially in cases when human subjects and organisations are present (Saunders et al., 2019). Participants were completely aware of the aims of the research and their entitlement to make free consent in this study. The Iringa municipality management gave authorization to the study. Anonymity was ensured by not recording identifiable data of the respondents and questionnaires were developed in such a way that they would ensure anonymity of the participants. These precautions made sure that the study was conducted according to the universal ethical principles and also the ethical principles at the University of Iringa.
3. RESULTS AND DISCUSSION
The study aimed to examine the effect of perceived effect of performance-based incentives on secondary school performance.  The results presented in Table 4 show that greater proportion of private school teachers perceive performance-based incentives as positively influencing employee performance compared to their public-school counterparts. Specifically, 74.4% of respondents from private schools either strongly agreed (23.1%) or agreed (51.3%) that such incentives are effective. In contrast, only 60% of public-school teachers expressed similar positive sentiments 16.0% strongly agreeing and 44.0% agreeing.  Also, the study shows that private institutions have better-structured performance-based reward systems. Such structures are more visibly tied to teacher effort and outcomes, which drive motivation of teachers. Moreover, the study also found that there is higher level of dissatisfaction among public school teachers. Whereby 32.0% of public-school respondents disagreed on the suggestion that performance-based incentives significantly affect their performance. This contrasts with only 20.5% of private school teachers who expressed disagreement, whereby none of the private school teachers strongly disagreed. 

Table 4: Perceived Effect of Performance-Based Incentives
	Response Category
	Public Schools (n = 50)
	Private Schools (n = 39)

	
	F
	Percentage
	F
	Percentage

	Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
Total
	8
22
4
15
1
50
	16.0
44.0
8.0
30.0
2.0
100.0
	9
20
2
8
0
39
	23.1
51.3
5.1
20.5
0.0
100.0


Source: Field data, (2025)


The results in Table 4 show that the performance-based incentives have effect on the private schools than public secondary schools in Iringa municipal. This means that public schools can improve teacher’s performance which can drive student performance by adopting structured, transparent, and fair reward systems that visibly link performance with recognition. This was explained during interview with one of the respondents who said;
“Poor infrastructure is a significant barrier to student performance. According to this teacher, many classrooms in their school are overcrowded and poorly ventilated, which makes it difficult for students to concentrate during lessons. In some instances, students are forced to share desks or sit on the floor, reducing their comfort and morale. Additionally, regardless of how well teachers are compensated, if the learning environment remains poor and under-resourced, student academic outcomes will continue to suffer.” (KII2, 2025).
Moreover, other responded added saying:
“Many students come from homes where parents are either too busy or do not value education due to their own low educational background. As a result, students receive little encouragement or assistance with schoolwork at home, and parents rarely follow up on academic progress. The teacher noted that some students are even expected to take on domestic work or help with family businesses, which reduces the time and energy they can dedicate to studying.” (KII3, 2025)
The study findings shows that student performance in schools is shaped by a wide range of factors beyond teacher compensation. The study described while fair and timely teacher compensations are significant for motivating teachers, but also there is need for the relevant infrastructures and resources. The results were empirically supported by previous studies, for example, a study by UNESCO (2014) which shows the influence of family background, school infrastructure, and student engagement on educational success. Therefore, improving student performance in Iringa Municipality schools requires a holistic strategy that addresses both teacher wellbeing as well as environment factors that affecting student’s performance.
To determine specific factors with more effect on increasing job satisfaction, the study descriptively assessed effect of proxies of performance-based incentives. Those proxies included merit pay, bonus payment, teachers’ recognition, and attendance and punctuality improvement.
[bookmark: _Toc208424883]3.1 The Perceived Effect of Merit Pay 
The data indicates that teachers in private schools perceive merit pay more positively in terms of increasing job satisfaction compared to those in public schools. Specifically, 74.4% of private school teachers either strongly agreed (23.1%) or agreed (51.3%) that merit pay increases job satisfaction. Meanwhile, only 58.0% of public-school teachers shared this positive view, with 18.0% strongly agreeing and 40.0% agreeing.  

Table 5: Merit Pay on Teacher Job Satisfaction
	Response Category
	Public Schools (n = 50)
	Private Schools (n = 39)

	
	F
	Percentage
	F
	Percentage

	Strongly Agree
Agree
Neutral
Disagree
Total
	9
20
5
16
50
	18.0
40.0
10.0
32.0
100.0
	9
20
2
8
39
	23.1
51.3
5.1
20.5
100.0


Source: Field data, (2025)

This pattern suggests that private institutions have more transparent and performance-linked pay systems, allowing teachers to feel more valued and motivated. Conversely, a larger percentage of public-school teachers (32.0%) disagreed with the statement, compared to 20.5% of private school teachers. This higher dissatisfaction among public school teachers could stem from inconsistent or unclear implementation of merit pay, where rewards might not directly reflect teacher effort or results. Additionally, the 10.0% neutrality among public school teachers (vs. 5.1% in private schools) may reflect uncertainty about whether merit pay systems are functioning effectively or even exist at all in their institutions. The results shows that systems, ensuring that merit-based rewards are clearly tied to teacher contributions.
[bookmark: _Toc208424885]3.2 The Perceived Effect of Bonus Payment 
The data suggested that teachers in private schools slightly perceive bonuses as more effective in improving work morale compared to teachers in public schools. In private schools, 53.9% of teachers either strongly agreed (2.6%) or agreed (51.3%) that bonus payments had increased their morale. In contrast, only 46.0% of public-school teachers agreed, with none strongly agreeing. 

Table 6: Bonus Payment on Teachers’ Work Morale
	Response Category
	Public Schools (n = 50)
	Private Schools (n = 39)

	
	F
	Percentage
	F
	Percentage

	Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
Total
	0
23
14
12
1
50
	0.0
46.0
28.0
24.0
2.0
100.0
	1
20
11
7
0
39
	2.6
51.3
28.2
17.9
0.0
100.0



Source: Field data, (2025)
This indicated that private institutions might provide bonuses more consistently or with better communication, leading to stronger morale-boosting effects. In both sectors, a notable number of teachers remained neutral, 28.2% in private and 28.0% in public schools. This high neutrality implies uncertainty or inconsistency in how bonuses are awarded, possibly due to unclear criteria, delayed payments, or limited amounts, making the impact of bonuses ambiguous for many teachers. Also, the study found that public school teachers also showed higher dissatisfaction, with 26.0% (disagree + strongly disagree) compared to 17.9% in private schools. This supports the concern that bonus systems in public schools may be less reliable or less linked to actual performance or morale-building goals. The findings were supported empirically by various previous studies, including study by Nguyen et al. (2019) which found that in Vietnamese public schools, bonus systems often lacked transparency and led to low employee trust and morale. Also, a study of Gupta and Shaw (2014) shows that the effectiveness of financial incentives like bonuses largely depends on clarity, fairness, and perceived attainability elements often better managed in private organizations. Additionally, a study of Lyimo (2018) described a public-school teachers frequently expressed dissatisfaction with irregular distribution of bonuses.
[bookmark: _Toc208424887]3.3 Teachers’ Recognition 
The results from the table show that private school teachers perceive higher levels of recognition than public school teachers. In private schools, 61.5% of respondents either strongly agreed (7.7%) or agreed (53.8%) that teacher recognition is high. In contrast, only 44.0% of public-school teachers shared this view, with 2.0% strongly agreeing and 42.0% agreeing.  
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Table 7: Teachers’ recognition in the schools
	Response Category
	Public Schools (n = 50)
	Private Schools (n = 39)

	
	F
	Percentage 
	F
	Percentage

	Strongly Agree
Agree
Neutral
Disagree
Total
	1
21
15
13
50
	2.0
42.0
30.0
26.0
100.0
	3
21
10
5
39
	7.7
53.8
25.6
12.8
100.0


Source: Field data, (2025)

This gap suggests that private institutions may have more deliberate and structured mechanisms for recognizing teacher contributions such as regular feedback, praise, awards, or public acknowledgment. Additionally, the level of disagreement is much higher in public schools. About 26.0% of public-school teachers disagreed that recognition is high, compared to only 12.8% in private schools. This dissatisfaction could result from the more bureaucratic environment in public schools, where recognition may be less frequent or less personalized. Moreover, public schools recorded higher neutrality (30.0%) than private ones (25.6%), implying that a significant number of teachers are either unaware of recognition initiatives or feel indifferent due to their infrequent or inconsistent application. These results were supported by the results of previous studies. Khan and Tahir (2019) found that teachers in private schools in Pakistan reported significantly higher job satisfaction due to timely recognition, appreciation, and acknowledgment of achievements. Also, a study of Monyatsi (2018) shows that recognition was a key non-financial motivator that significantly improved performance especially in private institutions where leadership was more flexible and responsive. Moreover, the respondents for interview questions contributed saying; 
“Poor infrastructure is a significant barrier to student performance. According to this teacher, many classrooms in their school are overcrowded and poorly ventilated, which makes it difficult for students to concentrate during lessons. In some instances, students are forced to share desks or sit on the floor, reducing their comfort and morale.” (KII3, Iringa Municipal, 2025)
This aligns with findings from UNESCO (2014), which emphasize the combined influence of family background, school infrastructure, and student engagement on educational success. Therefore, improving student performance in Iringa Municipality schools requires a holistic strategy that addresses both teacher welfare and the broader social and environmental conditions affecting learners.
[bookmark: _Toc208424889]3.4 Attendance and Punctuality Improvement  
[bookmark: _Toc206423199][bookmark: _Toc207021930][bookmark: _Toc207106505][bookmark: _Toc208424890]The data indicates that teachers in private schools are more likely to agree that performance-based incentives have improved their attendance and punctuality. A total of 76.9% of private school teachers either strongly agreed (5.1%) or agreed (71.8%) with the statement. In contrast, 64.0% of public-school teachers shared the same view, with 2.0% strongly agreeing and 62.0% agreeing. Meanwhile, 28.0% of public-school teachers (24.0% disagree + 4.0% strongly disagree) expressed scepticism or disagreement about the effectiveness of performance-based incentives in improving attendance. This is almost double the disagreement rate of 15.4% among private school teachers. 
 Table 8: Attendance and Punctuality 
	Response Category
	Public Schools (n = 50)
	Private Schools (n = 39)

	
	F
	Percentage
	F
	Percentage

	Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
Total
	1
31
4
12
2
50
	2.0
62.0
8.0
24.0
4.0
100.0
	2
28
3
6
0
39
	5.1
71.8
7.7
15.4
0.0
100.0


Source: Field data, (2025)

The higher rate of dissatisfaction among public school teachers may indicate that such incentives are either inconsistently applied or not effectively communicated in the public system. It could also point to systemic issues such as delayed or unfulfilled promises, lack of transparency, or low incentive value. Both sectors showed similar neutrality levels 8.0% in public and 7.7% in private schools indicating a small group of teachers who are either unsure or indifferent about the influence of compensation.
The results align with findings by Mbiti et al. (2019), who conducted a study on teacher incentives in Kenya and found that incentives improved teacher attendance more significantly in private schools, largely due to stricter supervision, accountability, and performance monitoring. In contrast, public schools often lacked the infrastructure or commitment to enforce and follow up on incentive schemes, reducing their motivational impact. Similarly, Dee and Wyckoff (2015) observed in the U.S. context that when performance pay was introduced in schools with strong leadership and consistent policy application, there was a clear improvement in teacher effort and punctuality, especially in non-unionized or semi-private schools. In Tanzania, Ngussa and Mbuti (2017) noted that attendance challenges among public school teachers were linked not only to weak incentive structures but also to a lack of administrative follow-through. They emphasized that in schools where performance was clearly tied to punctuality and there were visible rewards, teachers were more likely to report to work on time.
4. CONCLUSION
The study drawn conclusion from the analysed that were collected from secondary schools in Iringa municipal. The study concluded that structured performance-based incentives significantly boost teacher effectiveness and contribute to better student academic performance. Performance-based incentives such as bonuses for meeting academic targets, extra payments for extracurricular involvement, and recognition for high-quality instruction motivate teachers to work harder and strive for excellence in their roles. These incentives create a sense of fairness and accountability, as teachers are rewarded based on their measurable contributions to school success. The study found that when teachers receive rewards tied to performance, they are more punctual, have better classroom attendance, engage more actively with students, and consistently apply innovative teaching methods. As a result, students benefit from a more engaging learning environment, improved academic support, and greater overall school performance. Therefore, introducing structured and transparent performance-based incentive systems can serve as a powerful motivator for educators and a means to enhance educational quality.
The findings of this study have significant implications across multiple levels of education policy and practice, highlighting the urgent need for systemic improvements in how teachers are compensated and supported. The implications are grouped according to four main stakeholders: policy makers, school management, other researchers, and the researcher.
The study brings to light the critical role of teacher compensation in enhancing not just teacher performance, but also student academic outcomes and overall school effectiveness. For policy makers particularly those in the Ministry of Education, Science and Technology and other relevant government bodies this underscores the importance of reforming existing compensation frameworks. The current system, especially in public schools, is often characterized by delayed salary payments, lack of standardized allowances, and limited performance-based rewards. These issues demotivate teachers and reduce the quality of education. Therefore, the study recommends the formulation and enforcement of structured, competitive, and equitable compensation policies that reflect teachers’ qualifications, experience, and workload. Moreover, incorporating performance-based incentives such as merit pay, bonuses for outstanding performance, and career advancement rewards align teacher efforts with broader national education goals such as increased pass rates, reduced dropout rates, and higher student engagement. These reforms are necessary not only to attract qualified professionals to the teaching field but also to retain existing talent, particularly in underserved areas.
For school administrators and education managers, the study emphasizes the importance of rethinking and broadening their approach to teacher compensation. While salary remains a fundamental aspect, non-monetary incentives have also been shown to play a significant role in motivating teachers and enhancing their job satisfaction. These include formal recognition programs (such as “teacher of the month” awards), opportunities for continuous professional development (e.g., workshops, training, and sponsorship for further studies), and improved work-life balance through flexible scheduling.
The study suggests that school leaders both in public and private institutions should create a school culture that values and rewards teachers for their contributions. This could involve establishing transparent appraisal systems, mentorship programs, and internal promotions based on performance. By doing so, management can boost morale, reduce teacher turnover, and ultimately drive higher student achievement. These internal strategies are especially important in contexts where financial resources are limited and salary adjustments are not immediately feasible.
Additionally, the study has significant implication to the scholars, the study provides a foundation for further academic discussion within the Tanzanian context and other developing countries facing similar educational challenges. It opens up several avenues for future research. For instance, researchers could conduct comparative studies to explore how different components of compensation (e.g., housing benefits, retirement plans, or hardship allowances) impact teacher performance across various school settings rural versus urban, public versus private. Furthermore, future researchers can examine the relationship of compensation against other indicators such as school leadership style, classroom environment, and parental involvement to influence school performance.
5. RECOMMENDATIONS
The recommendations provided in this section are directly aligned with the findings and conclusions of the study. To boost teacher effectiveness and student performance, the study recommends that performance-based incentives be formally introduced in both public and private schools. These incentives should be tied to clear metrics such as student pass rates, classroom participation, innovation in teaching, and contribution to extracurricular activities. Examples of such incentives include bonuses for meeting performance targets, as well as non-financial rewards such as certificates of excellence, public recognition, or even increased teaching responsibilities and leadership roles.
The recommendation also stresses the importance of professional development programs as performance rewards. Schools could offer scholarships for further studies, sponsored attendance to education conferences, or access to online courses for teachers who consistently perform well. These forms of incentives not only recognize achievement but also invest in the long-term development of the teaching staff. Furthermore, the study encourages the use of peer-based incentive models, where colleagues nominate or recommend high-performing teachers for rewards. This fosters a collaborative work culture and encourages accountability among teaching staff. Overall, performance-based incentives should be well-structured, transparent, and consistently applied to create a motivating environment where teachers feel encouraged to improve
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