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Abstract

This paper seeks to establish the effects of performance-based pay policies on
employees’ performance in the educational sector of Pakistan. Altogether,
performance incentives have been extended to organizations all over the world but
their impact in the education sector of Pakistan has not been considered in detail
before. This paper evaluates the correlation between performance management with
compensation and the productivity of 425 educators in 68 institutions in four
provinces. Questionnaires used were structured and data collected from various
institutions for a period of two years and four months. These findings show that the
status reward has a highly positive and statistically significant correlation to both
teacher attendance rate (t=13.542, p<0.001) and average student achievement (t =
2.616, p<0.03), as well al low to moderate to coefficients teaching quality. On the
contrary, there were challenges that arose both in the measurement of practices and
developing cultures and values that inhibited program implementation; funding was
another issue that threatened the sustainability of implementation. The author’s
study revealed that performance incentives, if properly developed and implemented
within the right context, could improve productivity in the education system in
Pakistan: they recommend that promotion of education must accompany correct
institutional capacity, right measures of performance, and right cultural adjustment
measures. It provides such necessary information to education policymakers to
enhance the educational performance by focusing on the compensation policies.
Keywords: performance-based pay, teacher productivity, education policy, Pakistan,
incentive structures, quantitative assessment, educational reform, compensation
systems
1. Introduction
Generally, educational sector of Pakistan has faced the quality issue, although during
past decades more money has been spent on the education. These challenges are;
high teacher’s turnover, poor student performance, and low motivation among
teacher especially in public universities (Ministry of Education, 2019). In response,
several policies have been formulated and implemented and among these policy
strategies, performance pay is seen as a tool that would help in improving the
productivity of educators and resultant improvement of education output.
The primary benefit of performance-based pay is to set a financial reward based on
specific performance measures so as to foster increase productivity in the
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organisation (Lazear, 2000). Although such systems have been integrated in many
industries all over the world, about their efficiency in education sector of Pakistan
cautious consideration needs to be given to the social culture, economic, and
institutional vulnerabilities that could shape the results.
Overall, the use of performance incentives in Pakistan’s education system has been
more or less a haphazard affair with discrete instances of impulse in certain
provinces or districts and no real harbinger strategy. The initial experiences of
Punjab and Sindh envisaging such programs have yielded confusing results,
suggesting that there is a big question mark over such programs (Barrera-Osorio &
Raju, 2017). It is therefore important to have an appreciation of the factors that
determine success or failure of performance based pay in Pakistani context where
this policy can be implemented for improving teachers’ productivity and
consequently students’ performance.
Present research focuses on the measurement of the influence of performance related
pay on the educator performance in education sector of Pakistan. The effectiveness
of financial incentives as a motivational tool is assessed in this paper based on data
on institutional characteristics collected from different provinces of one country and
linking the outcomes to teachers’ attendance, teaching quality, and students’
performances. It also looked at the contextual factors that would determine the
effectiveness of PBP system with the aim of making policy formulation and
implementation easier.
The conclusions derived from this research add to the existing body of knowledge in
developing county education incentives and provide policy recommendation
implications to the Pakistani policy makers, educational managers, and others who
are in involved in education reform process on Pakistan. In this regard, the
information identified in this study and understanding of the conditions under which
performance-based pay positively impacted educator performance can help in the
construction of evidence-based approach to the enhancement of education quality in
the Pakistan.
2. Literature Review
2.1 Theoretical Framework of Performance-Based Pay
Performance-based pay has its origins in two main theoretical models mainly the
principal-agent theory and expectancy theory. According to principal-agent theory,
tying pay to performance can always encourage employees into performing
optimally since they will act as agents of the organization, thus overcoming the
moral hazard issue that may warrant teachers not to work as hard as required
withoug proper motivators (Holmstrom & Milgrom, 1991). According to expectancy
theory, people will be motivated where there is perceived ability to achieve desired
results through expending efforts (Vroom, 1964).
Lazear (2000) discusses various aspects about the performance pay pointing out that
it can enhance productivity through two ways: By increasing the efforts of the
current employees or by attracting the right type of employees. On the other hand,
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critics as Kohn (1993) pointed that, extrinsic rewards decrease intrinsic motivation
and results in a shortterm gain at the expense of longterm commitment.
2.2 Global Evidence on Performance-Based Pay in Education
Scholars have conducted research on performance-based pay system in education
and the exercise has produced mixed results in this world. Just as Dee and Wyckoff
(2015) mentioned about their investigation about washington DC’s IMPACT system
the deserving teachers were found to stay longer in their system while the weak
teachers were found to be let go as well. Woessmann (2011) also stated that several
multinational studies have positive correlations between T&P and student
achievement especially in nations that took part in PISA exams.
Nonetheless, other research has indicated lower or no significant results. In a
randomized experiment performed on students in Nashville, Springer et al. (2010)
reported that performance incentive had a little effect on the students achievement.
In the same way, Fryer (2013) could not conclude on positive impacts of teacher
incentives on students’ performance as assessed for New York City schools.
As for developing countries, there is more optimistic substantiation seems to exist.
In Muralidharan and Sundararaman (2011) experimental study implemented in India,
the extrinsic motivation specifically performance incentives was found to raise
achievement by 0.27 sd over two years, with a carry-over to other topics which the
students were not incentivized on. In Kenya, Glewwe et al (2010) concluded that
teacher incentives boosted scores in the short run but there was no significant effect
in the long term and once the program was discontinued.
2.3 Performance-Based Pay in Pakistan's Context
Some of the challenges that Pakistan education sector is facing is the high teacher
absenteeism in the classrooms which stands at 16-30% in different regions
(UNESCO, 2019). The first effort to introduce incentives for performance has taken
place mainly through the use of donor money in pilot projects. Specifically, the
Foundation Assisted Schools program in the Punjab Education Foundation has
found some measure of success because it provided partially school subsidies based
on student performance in tests (Barrera-Osorio and Raju, 2017).
There is scarce literature available related to performance pay in Pakistan and most
of these investigations concern on specific provincial policy rather than the cross-
sectional comparative studies. In a research published by Barrera-Osorio and Raju
(2017), the implementation of performance-based subsidies for increasing private
schools enrollment and improves student’s test performance in Punjab was observed.
Likewise, Bari et al. (2018) have also noticed an increase in teachers’ attendance
resulting from the monitoring and the salary disbursement in Sindh province.
Nevertheless, Khan and Khan (2018) pointed out several challenges regarding
implementation such as measurement challenges, culture barrier and sustainability.
They also said that performance based approaches may not fit well owing to
hierarchy in the institutions in Pakistan and remuneration expectation of the
employees.
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2.4 Research Gap
However, literature from other countries has given useful information concerning
performance based pay in education, but there is lack of information concerning the
implementation of similar systems in the Pakistani environment, culture and
institutions. There is lack of work which compares between or across different
programs or provinces ofPakistan due to which results could be generalized just for
the region and not for the whole education system of Pakistan. Moreover, no specific
research has been conducted to evaluate the mediator which regulate the use of
performance incentives in the Pakistani education sector.
To fill these gaps, this research follows a quantitative approach for assessing the
performance of PBP schemes in multiple provinces of Pakistan and analyses the
changes in performance upon the implementation of these incentives while
controlling of the possible confounding factors.
3. Methodology
3.1 Research Design
The current research adopted a quantitative research approach in order to analyze
the correlation between performance pay systems and educator performance
indicators. The study employed quasi-experimental research design that focuses on
comparing results of organizations that implemented performance-based pay and
matched control organizations. Data here were collected for a period of two years
from September 2021 to September 2023 to enable evaluation of the short term and
long term effects of such intervention.
3.2 Sampling
In order to increase the generality of the study, all four provinces of Pakistan,
namely Punjab, Sindh, Khyber Pakhtunkhwa, and Baluchistan, were included and a
stratified random sampling technique was employed for the selection of 68
educational institutions. The institutions were scalThree classification employed in
this study were; provincial location, urban/rural distribution, and institutional type
that encompassed public, private and public-private partnership stations. Random
sampling was used within each of the strata, and the sample selected was a
representative of school type in Pakistan.
Out of such institutions, 425 responses were received from the participants of this
study which included teachers, department heads and administrators. Of the sample
58% was female and 42% male and the age of subjects ranged from 22 to 53 (M =
27.7, SD = 6.2 years) and experience from 1 to 25 years (M = 8.7, SD = 6.2 years).
Thus, Table 1 describes a detailed sample characteristics.
Table 1: Demographic Characteristics of Participants
Characteristic Category Frequency (n) Percentage (%)
Gender Female 246 58%

Male 179 42%
Province Punjab 180 42%
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Characteristic Category Frequency (n) Percentage (%)
Sindh 105 25%
Khyber Pakhtunkhwa 95 22%
Balochistan 45 11%

Institution Type Public 217 51%
Private 154 36%
Public-Private Partnership 54 13%

Experience Less than 5 years 159 37%
5-10 years 136 32%
11-15 years 76 18%
More than 15 years 54 13%

Education Level Bachelor's degree 173 41%
Master's degree 212 50%
M.Phil/PhD 40 9%

3.3 Variables and Measurement
3.3.1 Independent Variable
This would be the main independent variable of interest which was measured
through the following dimensions of the performance-based pay system:
1. Incentive type: Fixed bonus, percentage of base salary, or combined
approaches
2. The following assessment indicators were used: class attendance,
achievement test results, classroom assessment results, or a combination of them.
3. This incentive type exists in conditions when the incentive amount in the
form of a monetary bonus is fixed either as an absolute sum or as a percentage of
total compensation, however, it is strictly linked to the achieved performance goals.
4. Measurement frequency: Monthly, quarterly, bi-annual, or annual assessment
5. PBP system had been implemented for a period of till:
3.3.2 Dependent Variables
Three key variables were used in order to assess the level of educator productivity:
1. Teaching attendance: Proportion of working school days attended, as
evidenced by registers, time and attendance devices or supervisors check.
2. Teaching quality: Measured by means of formative in-class assessments by
the author using an instrument based on items from the SABER classroom
observation tool from the World Bank.
3. Student outcome: Changes in the percentages of scaled scores in language
and mathematics based on pre and post assessment administerance
3.3.3 Moderating Variables
As a result of the literature review, some contextual factors were determined as
potential moderators of knowledge transfer.
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1. Capacity development: Calculated from an index involving a range of
variables related to the institutions’ ability to hire and manage personnel, their
means of information gathering, and leaders’ effectiveness
2. Key teacher personal variables: These are the education level, experience, and
initial compensation of the teachers.
3. Socioeconomic context: School location (urban/rural) and student
socioeconomic status
4. Implementation quality: This was measured through direct and self-
developed surveys in which the administrators were asked questions concerned with
how well they had complied with the program design.
3.4 Data Collection Methods
The data were gathered by various methods due to a consideration of this factor:
1. Official records: Registration and attendance records, records of employees’
payment and academic records of the students were captured from the participating
institutions
2. Mim-questionnarie structures: It also questionnaires completed by educators
focused specifically on the views, attitudes and experience regarding performance-
based incentives.
3. Classroom observations: Carried out by personnel who were trained on what
they were supposed to look for, then made objective evaluations of the quality of the
teaching.
4. Focus group discussion: Interviewing the administrators of the schools using
open ended questions to identify implementation process and barriers.
3.5 Ethical Considerations
This research study was conducted under strict compliance of research protocol
approved by the Institutional Review Board of the National University of Education
Lahore. Participants’ consent was sought and received throughout the framework of
the study, and subject anonymity was preserved all through the study. This was a
non-interference study, and all subjects were free to decline the questionnaire and
leave the study without further prompting and without any reason provided by them
being questioned.
3.6 Data Analysis
In this study data analysis was done by using both statistical descriptive and
inferential analysis.
1. Test 1 – Descriptive statistics: To describe general features and main
variables that define the sample
2. Multiple regression analysis: This specifically is used when one wants to
explore the relationship between PBP structures and productivity outcomes with
other factors of concern being held constant or controlled.
3. Difference-in-differences analysis: It is used to look at changes in the
outcome and see if it differs between the treatment as well as the comparison groups
with time.
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4. Moderation analysis: This paper aims to investigate how certain factors
moderate the relationship between PBP and productivity variables.
Data was analyzed with the aid of SPSS version 27; all the tests were conducted at p
< 0.05.
4. Results
4.1 Current State of Performance-Based Pay in Pakistan's Education Sector
The statistics also described significant differences of performance based pay in the
education sector of Pakistan. In this research study, 42 among the 68 institutions (62
percent) applied a performance incentive system regardless of the province and the
type of the institution. The results of the analysis of the specific features of the
sample regarding the PBP systems are discussed in section IV and are summarized
in Table 2.
Table 2: Characteristics of Performance-Based Pay Systems by Province and
Institution Type

Characteristic Punjab Sindh KhyberPakhtunkhwa Balochistan Public Private PPP

Implementation
rate (%) 76% 69% 52% 33% 47% 84% 83%

Average incentive
(% of base salary) 14% 12% 9% 7% 8% 16% 15%

Primary metric
used:
- Attendance only 18% 22% 31% 40% 32% 14% 18%
- Student
achievement only 12% 17% 20% 20% 15% 22% 11%

- Composite
measures 70% 61% 49% 40% 53% 64% 71%

Measurement
frequency:
- Monthly 23% 19% 15% 13% 18% 25% 22%
- Quarterly 42% 38% 30% 27% 32% 45% 42%
- Annual 35% 43% 55% 60% 50% 30% 36%
According to the given data, both private institutional and PPP College and
universities initiated the performance based pay system at a much higher level than
Public institutions. The center region of Punjab emerged to have highest percentage
of usage (76%), while the province with the lowest percentage was Balochistan (33%).
The incentives also varied much from each other starting from 7% of the base pay in
Balochistan to 16% in the private institutions. It was revealed that at 59 percent,
most institutions had adopted composite performance measures that included more
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than one measure; however, public institutions and the institutions located in the
less developed provinces mainly adopted only the attendance measure.
4.2 Impact of Performance-Based Pay on Teacher Attendance
Speaking of teachers’ attendance rates, the analysis of the obtained data further
highlighted a positive correlation between the use of performance-based pay and
appropriate rates. In Table 3, regression analysis was conducted to test the
relationship described above.
Table 3: Multiple Regression Analysis of Performance-Based Pay Impact on
Teacher Attendance
Variable Model 1 β Model 2 β Model 3 β
Performance Pay Variables
Implementation (Yes=1) 0.38*** 0.32*** 0.29***
Incentive magnitude (% of salary) 0.26*** 0.21**
Duration of implementation (years) 0.18** 0.17**
Control Variables
Teacher experience 0.11*
Education level 0.06
Baseline salary 0.09
Urban location 0.14*
Moderating Variables
Institutional capacity 0.23***
Implementation quality 0.19**
R² 0.14 0.27 0.36
ΔR² 0.13 0.09
F 68.27*** 52.14*** 26.38***
*Note: *p < 0.05, **p < 0.01, **p < 0.001
The analysis of variance results further showed that performance-based pay was
positively linked with teacher attendance variables (β = 0.29, p < 0.001) when other
measures of the teacher and the institution were considered. These results indicated
that incentive magnitude was indeed a significant determinant of the attendance
rates with the coefficient of determination was 0.21 and p-value of 0.00 while
implementation duration was also significantly related to the attendance rates with
the coefficient of determination was 0.17 and p-value of 0.00.
The difference-in-differences analysis of the institutions that became treatment
institutions after implementing the performance-based pay indicated that the
average attendance rate rose to 85.5% (p < 0.001) from 73.2% before the policy while
in the other institutions that were not affected by the change in policy only increased
to 75.3% from 73.2% by 2.1 percentage point.
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4.3 Impact of Performance-Based Pay on Teaching Quality
Studies on the connection between performance incentives and teaching performance
observed through management evaluations are more limited but similarly revealed
that performance pay has positive but weaker relationships to teaching quality than
to attendance. The study also found significant positive relationship between
performance pay implementation and the teaching quality scores where the multiple
regression analysis placed the beta at 0.18 and the significance level at p < 0.01,
While accounting for 8% of the variance in quality measures.
The observation made is that the effect of the performance evaluation system on
teaching quality depended on the details included in teaching performance indicators.
Institutions using measures containing indicators of teaching quality demonstrated
relative improvements of 0.42SD/yr when compared to the institutions
implementing only attendance based measures, with relative improvements of only
0.13SD/yr (Wilcoxon p < 0.01).
A study conducted with the administrators showed that changes in teaching quality
were mostly gradual and that other strategies like professional development and
definitions of performance standards had to be implemented. A comment from one of
the administrators was, ‘While money ensured initial commitment on change,
improvement of the teaching and learning processes took time to enhance the
capacities of the practitioners and required feedback on behaviour specific changes’.
4.4 Impact of Performance-Based Pay on Student Achievement
A study was conducted in examining the performance analysis of student data and it
has shown both positive and negative impacts on performance based pay systems.
Performance of different forms of Performance Pay System are presented in table 4
below where results of regression analysis to determine the correlation between
different aspect of the performance pay system and change in standardized basic
competency test score is presented.
Table 4: Regression Analysis of Performance Pay Impact on Student
Achievement

Variable
Language
Achievement β

Mathematics
Achievement β

Combined
Achievement β

Performance Pay
Characteristics
Implementation
(Yes=1) 0.21** 0.24** 0.23**

Incentive magnitude 0.19** 0.22** 0.20**
Duration of
implementation 0.15* 0.17** 0.16**

Performance Metrics
Used
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Variable
Language
Achievement β

Mathematics
Achievement β

Combined
Achievement β

Attendance only 0.07 0.09 0.08
Student achievement
included 0.31*** 0.35*** 0.33***

Teaching quality
included 0.22** 0.19** 0.21**

Moderating Variables
Institutional capacity 0.26*** 0.24*** 0.25***
Teacher qualifications 0.18** 0.21** 0.19**
Urban location 0.11* 0.09 0.10*
Socioeconomic status 0.16** 0.14* 0.15**
R² 0.29 0.32 0.31
F 18.72*** 20.13*** 19.46***
*Note: *p < 0.05, **p < 0.01, **p < 0.001
The findings also showed that performance pay implementation was positively and
strongly related to language and mathematics achievement scores by 0.21, p < 0.01
and 0.24, p < 0.01 respectively. However, the effect sizes differed for the various
prerequisites of the incentive system as well as for various contextual factors.
The results were significantly stronger in performance pay systems with student
achievement included in the criteria (β = 0.33, p < 0.001) as compared to pure
attendance based systems (β = 0.08, p > 0.05). Finally, institutional capacity also
appeared as another moderator (β = 0.25, p < 0.001), which indicates that
performance incentives may differ depending on the capability of the schools in
putting efficient systems in place.
Through a difference-in-differences model on test scores before and after the
intervention, it was realized that the treatment schools had an improvement of 0.31
standard deviation than the control schools, which had an improvement of only 0.08
standard deviation (p < 0.01). The effects were stronger in mathematics compared to
that obtained in language, whereby the mean increased by 0.37 SD.
4.5 Other factors that influence effectiveness of Performance based pay 4.5.1
Introduction The literature reveal that many contextual variables have a strong
influence on the PBPIP effectiveness.
Accordingly, this paper analysed various contextual factors that acted as mediators
between performance-based pay and productivity performances. Table 5 present
these moderating effects of the theoretical framework for this paper across the
various outcome measures that are expected.
Table 5: Moderating Factors Affecting Performance-Based Pay Effectiveness
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Moderating Factor Effect on Teacher
Attendance

Effect on
Teaching
Quality

Effect on Student
Achievement

Institutional
Factors

Institutional capacity Strong positive (β =
0.28***)

Strong positive (β
= 0.31***)

Strong positive (β =
0.25***)

Implementation
quality

Strong positive (β =
0.24***)

Strong positive (β
= 0.27***)

Moderate positive (β
= 0.18**)

School location
(urban)

Weak positive (β =
0.12*)

Non-significant (β
= 0.09)

Weak positive (β =
0.10*)

Teacher
Characteristics

Education level Non-significant (β
= 0.07)

Moderate positive
(β = 0.16**)

Moderate positive (β
= 0.19**)

Experience Weak positive (β =
0.11*)

Weak positive (β
= 0.13*)

Weak positive (β =
0.12*)

Baseline
compensation

Moderate negative
(β = -0.15**)

Weak negative (β
= -0.11*)

Non-significant (β =
-0.08)

Program Design
Factors

Metric clarity Strong positive (β =
0.29***)

Strong positive (β
= 0.25***)

Strong positive (β =
0.27***)

Feedback frequency
Moderate positive
(β = 0.19**)

Strong positive (β
= 0.24***)

Moderate positive (β
= 0.18**)

Teacher involvement
in design

Weak positive (β =
0.14*)

Moderate positive
(β = 0.21**)

Moderate positive (β
= 0.20**)

*Note: *p < 0.05, **p < 0.01, **p < 0.001
The moderator that provided the largest and most significant effects was
institutional capacity, indicating that schools with more robust administrative
capacity, monitoring system and leadership performed better regarding to issues of
performance incentives. Other important factors that can be mentioned are the
quality of implementation of the tasks and the clarity of the communication, the
procedures of evaluation as well as the consistency of their application.
Surprisingly, there was a negative relationship between baseline compensation and
attendance/teaching quality suggesting that performance incentives are more
effective for the relatively low paid teachers. Program involving teachers in the
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design of the program also acted as a positive moderator towards teaching quality
and students’ achievement.
These variations suggest that performance pay systems having greater effect in
Punjab and Sindh (Mean standardized effect = 0.36 and 0.29 respectively) than
Khyber Pakhtunkhwa (Mean standardized effect = 0.21) and Balochistan (Mean
standardized effect = 0.17) which is because of the difference in the institutional
capacity and implementation quality of the performance pay system in these
provinces.
5. Discussion
5.1 Interpretation of Findings
Hence, evidence from this study shows that performance-based pay can have an
influence on educators’ productivity in the education sector in Pakistan with
different degrees of effectiveness and steadiness depending on the specified outcomes
and context. The most significant and coherent effects were obtained with regard to
the teacher attendance, in accordance with Duflo, Hanna, and Ryan (2012) who
stated that Indian teachers responded to financial incentives and reduced
absenteeism in the classroom. The impacts on teaching quality and student
achievement are moderate – what is more, performance incentives might have
potential to affect these outcomes meaningfully but they need better development
and other types of support to be more effective.
In light of the results that performance pay systems with multiple metrics are found
to have stronger effects than systems having single metric, the theoretical viewpoint
can be put forward that the multiple measures are more appropriate as they reflect
the multi-faceted processes in education (Holmstrom and Milgrom, 1991). On the
same note, the roles of institutional capability as a moderating factor echo the
assertion by Pritchett that sound incentive systems must be backed by institutions
that are accustomed to sustain, coordinate and monitor the same.
These differences in results underscore the Relevant literature and theoretical
implications concerning contingency theory are then discussed before concluding
with a brief summary of findings that show provincial differences in Best practices
are most effective when adapted to the context. PB is relatively more effective in the
areas with greater institutional factors and quality of implementation implying that
may be needed for effective PB implementation. This is in accordance with the
notion put forward by Khan and Khan (2018), who pointed out that educational
context in Pakistan is highly diverse thus calling the need for contextual solutions as
opposed to universal ones.
5.2 Implementation Challenges
However, the study pointed out some general and specific implementation issues
that may reduce the impact of performance-based pay in Pakistan education sector as
follows:
1. Major issues with measurement: Most organizations, more specifically in
rural areas, did not have good and robust ways of monitoring numerous elements of
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teacher performance; in essence, many of the institutions just had ways of tracking
teachers’ attendance levels, but recorded little to do with the quality of teaching.
2. Organizational culture: Employee reluctance to change: The results built up
from the interviews established reluctance to embrace certain culture, most
especially performance-based remuneration systems… For example, one teacher
asserted that, “Paying some teachers more than the others with the similar years of
experience fosts rivalry among teachers.”
3. Concerns about sustainability: Those institutions that have initiated cross-
sectional externally funded performance pay reforms also posed various concerns
about the performance pay sustainability. Whereas external fundings to these
programs ceased, many programs started to close or shrink in operation and size.
4. Distortion: Some of the respondents observed that there were strategic
behaviors in their gaming that are oriented toward the incentives and the reward
with little actual enhancement of the teaching practice where the metrics where
narrowly prescribed or easily gameable.
5. Equity issues: Performance pay sometimes seemed to contribute to the
widening of disparities: teachers in better-off schools or teaching higher performing
students received incentives when the focus was leveled at student accomplishment.
5.3 Theoretical Implications
In this respect, some aspects revealed by the study concur with the theoretical
explanations of performance incentives while other aspects contradict the theory.
This concurs with the economic point of view that reward system works and can
help improve performance since people will work harder whenever there are
incentives tied to productivity (Lazear, 2000). However, these lateral variations all
point to the likelihood that the principal-agent relationships are not entirely
applicable in education systems.
It is concerning that the effects were stronger for lower-paid teachers; nevertheless,
the observed interaction between intrinsic and extrinsic motivation is valuable for
examining the ways in which employees’ incentives are structured in education.
Contrary to what Kohn (1993) proposed as being the case, there is evidence that
performance incentives actually seemed to enhance intrinsic motivation when they
were designed with the input of teachers with regard to the teacher created
indicators and where they tapped multiple aspects of quality.
Thus a call should be made to develop the notion of performance incentives not as
singular programs but as sustainable systemic endeavors whose effectiveness is
influenced by institutional capacity. This is in line with ideas that systems thinking
offers regarding the interactions of various functions in an education system (Fullan,
2007, p. 215).
5.4 Policy Implications
The following can be suggested as policy recommendation for a better performance
of performance-based pay in the Pakistani educational sector:
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1. Even the performance pay systems should better be contextualised rather
than a conceptualised programme being imposed into different contexts that may
not support the programme.
2. Build institution: Whenever implementing performance incentives, there
ought to be a building of capacities within institutions in tracking, management and
leadership.
3. Comprehensive assessment: Performance assessment in teachers should not
be a one-dimensional measurement but should encompass a set of measures instead
of making educators to develop a narrow perspective towards measurement.
4. Teacher description: Integrating the teachers in development and application
of performance systems might also improve their acceptability and efficiency with
the understanding of the current status of performance in the local educational
systems.
5. Financial stability: Reductions to photocopier use or the removal of
photocopying as a tool should be permanent, not compensated for by short-term
funding solutions, rather funded as a part of educating ‘business-as-usual’ activity.
6. Burt performance incentives should be supported be complementary
activities like provision of professional development, improved teachers’ resources,
and effective school leadership.
6. Conclusion
It can be said that the current research makes an attempt to present the qualitative
as well as the quantitative data to determine the impact of performance pay in
raising educators’ performance in the education sector of Pakistan. This research
therefore reveals that, if performance incentives were well developed and effectively
put in to practice, it does cause a drastic reduction in the teacher’s absenteeism and
equally brings about a moderate improvement in teaching efficacy as well as learner
performance in school. However, the ability to attain such objectives depends with
the institutional capacity, the quality of implementation and program design
characteristics.
The study also points out that in suggesting strategies for performance incentives,
there is a need to consider context in the broad education landscape of Pakistan. As
such, strategies taken to address one type or province may not work in another due
to the great differences in institutional capacity, culture and resource endowment
across the provincial institutions and also between institutions of different types.
Promising approaches include using work-based multiple source, involving teachers
in the design process of pay systems, providing feedback frequently, and anchoring
the pay schemes in strong institutions.
Measurement difficulties were indicated, cultural issues, sustaining the initiative, the
issue of people gaming, and equity issues were some of the key challenges that the
respondents agreed as major bottlenecks to effective implementation of the
strategies. These challenges call for appropriate policy strategies, significant
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development of capacities, as well as understanding of the educational process and
its achievements as complex and multifaceted.
For the policymakers and the administrators in Pakistan fraternity, these findings
have the potential to shed light on the fact that while the performance based pay can
be considered as an effective strategy to improve the productivity of education, its
implementation needs to be aligned with the contextual factors and the development
of institutions in the country. Bribery should not be viewed as a short-term strategy
with regards to educational improvement but as an element of long term educational
development that targets several aspects of quality.
Future studies should consider the extended stays of performance pay consequences,
further elucidate the potential side effects of the investigated incentive models, and
also lowest-performing regions of Pakistan’s education system. Thus, it also
becomes possible to suggest the utilization of mixed methods that involve both
quantitative analysis and qualitative examination of the data to gain a deeper
understanding of how performance incentives affect educators and their students in
Pakistan’s educational context.
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Overview

The manuscript examines the effectiveness of performance-based pay systems in
enhancing employee productivity within Pakistan’s education sector. The topic is
timely and relevant, given ongoing reforms aimed at improving institutional
performance and accountability.

Significance and Contribution

The study contributes to the literature on human resource management and
educational administration by providing empirical insights from Pakistan’s education
sector. Its focus on performance-linked compensation offers practical relevance for
policymakers and institutional leaders.

Methodological Assessment

The research design is appropriate for addressing the study objectives. The use of
quantitative methods strengthens empirical validity; however, clearer explanation of
sampling procedures, measurement instruments, and reliability analysis would
enhance methodological rigor.

Analysis and Discussion

The findings are clearly presented and indicate a positive relationship between
performance-based pay and employee productivity. The discussion is coherent but
could be strengthened through deeper engagement with recent national and
international studies.

Conclusion and Implications
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The conclusions align with the findings, emphasizing the role of incentive-based
compensation in improving productivity. Practical implications for educational
management and policy formulation are evident, though more specific
recommendations would enhance applicability.

Recommendation

Minor Revision – The manuscript is suitable for publication after minor revisions
focusing on methodological clarity and expansion of the discussion section.
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Overview

The manuscript investigates the impact of performance-based pay systems on
employee productivity in Pakistan’s education sector. The topic is relevant and
addresses a key issue in educational management and human resource policy.

Contribution and Relevance

The study adds empirical evidence to the limited literature on incentive-based
compensation within the education sector of a developing country. Its findings are
useful for academic researchers, institutional administrators, and policymakers.

Methodological Evaluation

The quantitative approach is appropriate for the research objectives. Data analysis
appears systematic; however, additional detail regarding sample size justification,
variable operationalization, and validity testing would strengthen methodological
rigor.

Analysis and Discussion

The results are clearly reported and demonstrate a positive association between
performance-based pay and employee productivity. The discussion is coherent but
could benefit from stronger theoretical grounding and comparison with existing
international studies.

Conclusion and Implications
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The conclusions are consistent with the findings, highlighting the potential of
performance-linked incentives to enhance productivity. Policy and managerial
implications are evident, though more concrete recommendations would increase
practical value.

Recommendation

Minor Revision – The manuscript is recommended for publication after minor
revisions focusing on methodological clarification and enrichment of the discussion
and implications.
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