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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study looked at how public organizations' performance in the Morogoro Municipal Council office was affected by financial incentive motivation. The following particular goals served as the study's compass: to investigate how bonus incentives affect an organization's performance; to evaluate how salaries affect the performance of public organizations; and to identify additional allowances to meet the performance of public organizations. The study used an explanatory design, a quantitative methodology, and a positivist research attitude. A stratified random sampling strategy was used to choose 186 samples from a population of 372. Data was gathered through the use of questionnaires. Multiple linear regression, descriptive statistics, and Pearson correlation were employed as tools for data analysis. According to the study, there was a significant and favorable correlation between allowances and the performance of public organizations. The performance of public organizations was positively and considerably connected with salaries, and the performance of public organizations was also positively and significantly connected with bonuses. According to the study's findings, salaries improve public institutions' performance. Additionally, the study came to the conclusion that bonuses ought to be applied only in circumstances that encourage exceptional performance and noteworthy accomplishments in government agencies. Furthermore, in a public institution, additional benefits have little effect on employee turnover. According to the study, paying staff on time and on a regular basis will encourage them to put in more effort, which will boost the institution's productivity. Public institutions should also prioritize rewarding employees who go above and above in their work, fostering a feeling of accountability, elevating hard-working staff, and treating all staff members fairly. 
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
The goal of the current study is to evaluate how public organizations' performance in the Morogoro Municipal Council office is impacted by financial incentives. This chapter covers the study's background material, problem statement, overall goal, particular study objectives, research questions, and research relevance.

1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
As a tool to support the efficacy and performance of the organization, the role of motivation for workers' job performance in public organizations has been developed globally during the management of human resources. In any firm, employee performance is significantly influenced by motivation (Calder, 2021). A long-standing idea in human resource management, employee motivation has gained increased significance as a major area of study for scholars and professionals (Calder, 2018). As a result, a wide range of theories and approaches have been created to explain the characteristics of employee motivation in both the public and private sectors. Nonetheless, the majority of earlier research on the influence of motivation on worker performance was conducted in the private sector and did not apply to real-world situations. 
The issue is that governments now more than ever want workable solutions to inspire public employees to be productive and get "more for less" because of the effects of the most recent financial crisis and poor management in the public sector (Robbins et al., 2019). According to Card & Krueger (2019), offering financial incentives serves as a foundation for employees to enhance their performance, boost their motivation to reach objectives, raise their degree of well-being, and generate completely achievable work motivation. According to Mfikwa et al. (2022), remuneration is the primary cause of job switching, hence providing financial incentives can aid companies in keeping their most valuable personnel. These initiatives have the potential to improve perceived equity of the pay gap as well as accountability. According to Manzoor's (2019) research conducted in Pakistan, all businesses and organizations aspire to success and continuous improvement. In the current period of intense competition, firms of all sizes, with varying levels of technology and market focus, struggle to hold onto their workforce. 
Since employees, or human resources, are an organization's most valuable asset, it is necessary to persuade them to complete their duties. Ndichu (2017) conducted a study in Kenya which demonstrated that financial incentives can be classified as either direct or indirect. Indirect financial incentives are all the benefits that are not covered by direct financial incentives, whereas direct financial incentives include profits, commissions, and competitive wage packages. According to Ryu (2021), monetary incentives include commissions, profit-sharing, raises, and stock options. 
According to Zaraket and Saber (2017), employees receive various cash incentives for various reasons. Pensions are deferred income that individuals accrue during their working life and that they own after retirement, whereas bonuses are additional funds given to staff members who put in extra time on a project. According to a study done in Tanzania by Mlugu in 2020, many businesses are still unable to inspire their employees to think more positively by rewarding them and providing opportunities for advancement as well as recognition. Employee performance and the organization's overall performance are significantly impacted when these bundles of motivation are absent. Kahungya (2016) proposed in Tanzania that improving the current incentive package by including extrinsic motivation factors like pay, extra duty allowance, transport allowance, and medical benefits in addition to intrinsic motivation factors like recognition, promotion, and support for career achievement would help maximize the use of human resources and improve employee performance. Moreover, the creation of an organization's motivation policy is vital to support public organization management in effectively managing the motivation function.
Under Article 146 (2) (a) – (c) of the United Republic of Tanzania 1977, the Morogoro Municipal Council and other local government authorities are required to carry out three main tasks. Among these are upholding law and order, fostering good governance, advancing the social and economic well-being of those under their control, and guaranteeing the fair and effective delivery of both qualitative and quantitative services to those under their control. The study used Maslow's hierarchy of needs theory, which was developed by Abraham Maslow in 1943. According to this theory, a person's behaviors at any one time are often determined by his most pressing needs. The intricacy of human nature, including how requirements differ and how motivation works, is clarified by Maslow's theory of the hierarchy of needs.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Any region's ability to grow socioeconomically is strongly reliant on the efficiency of its governmental institutions. The Morogoro Municipal Council has been exerting significant effort to improve the efficacy of its organization and the provision of services. Still, maintaining high-performance levels among employees is mostly dependent on motivating factors. While financial incentives are widely recognized as a significant motivator that can enhance employee performance, their exact impact on public sector organizations is still unclear.

There is no empirical data on how financial incentives explicitly impact performance in public organizations, especially in the context of Morogoro Municipal Council, despite the theoretical understanding that such incentives can raise staff morale and productivity. Prior research has frequently ignored the particular dynamics and limitations of municipal councils in favor of concentrating on private-sector enterprises or broadly construed public-sector environments.

Budgetary restrictions and the bureaucratic structure of government agencies exacerbate the issue further by making it more difficult to create and administer financial incentive programs efficiently. Furthermore, employees' opinions and experiences with financial incentives may differ due to the range of job functions and responsibilities within the municipal council. Many factors, such as money, human resources, and environmental conditions, have an impact on an organization's success (Abiro, 2020). Out of all these factors, human resources are believed to have the largest influence on an organization's performance, according to WHO (2019). Every business and organization strive for success and ongoing development. Wambui (2023) discovered that transformational leadership improves organizational performance in public sector organizations by inspiring and motivating staff members. Better performance results are the result of leaders who create a welcoming and inclusive work environment, which raises employee happiness and engagement levels. 

According to Park & Park (2019), maintaining high performance in public institutions requires chances for professional development and ongoing training. Putting money into employee development promotes a culture of continual improvement, improves knowledge, and advances skills. Organizations that place a high priority on training and development typically perform better and are more flexible in response to changes, according to empirical research. The primary driving force behind employees' success is monetary compensation. Today's businesses can operate at the highest levels of productivity, effectiveness, and efficiency because they have introduced financial incentives to their employees (Nziku, 2013).

Low employee motivation is generally considered to be the main reason behind an organization's poor performance, which increases employee turnover and the cost of employing new employees, according to Farhanabanana's (2019) review.  Thus, it is imperative to look into the precise effects that monetary incentives have on workers' performance in the Morogoro Municipal Council Office. To close the gap, this study presents a thorough analysis of how financial incentives affect employee performance, identifies the critical elements that either support or undermine their efficacy and makes recommendations for incentive scheme optimization that will improve organizational outcomes.

1.4 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1" 
1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
The present study intends to investigate the effect of financial incentive motivation on public organizations' performance in Tanzania.

1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1" 
i. To examine the effect of bonus incentives on public organizations' performance.

ii. To assess the effect of salary on public organizations' performance.

iii. To examine the effect of allowances on public organizations performance. 

1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1" 
To increase productivity, efficiency, and service delivery, public organizations must comprehend how financial incentives impact organizational performance. This study, which looks at how financial incentives impact the performance of the Morogoro Municipal Council Office, is significant for several reasons.

There isn't much research on the subject, hence this study focuses on Tanzanian public sector organizations' unique use of financial incentives. Additionally, this study advances performance and motivation theories in the public sector by analyzing the connection between financial incentives and organizational performance.

Furthermore, this research can advance our knowledge of motivation theories, especially as they relate to public sector organizations. In a public sector context, it can support or contradict established ideas like Maslow's Hierarchy of Needs, Herzberg's Two-Factor Theory, and Expectancy Theory. Furthermore, the results can help legislators create incentive programs that improve organizational performance and employee motivation. Managers in the public sector can also use the information to put in place focused financial incentives that support the objectives of the company and boost productivity.

Additionally, by comprehending the effects of financial incentives, the Morogoro Municipal Council Office can raise efficiency and improve service performance. Additionally, the firm can raise staff morale, job satisfaction, and retention rates by figuring out what kind of financial incentives work.

The study offers a methodological framework for further investigations into the relationship between financial incentives and organizational performance in comparable public sector settings. Additionally, other Tanzanian municipalities and public organizations might use the information gathered and knowledge acquired from this study as a standard.
1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1" 
The scope of studying the effect of financial incentives motivation on public organizations' performance, specifically focusing on Morogoro Municipal Council Office, encompasses analyzing how monetary rewards influence employee behavior, productivity, and organizational outcomes. This study evaluates the effectiveness of financial incentives like salaries, bonuses, and allowances in motivating employees to meet organizational objectives. It also examines the limitations posed by financial constraints, delayed payments, and inconsistent incentive policies, which are common in Tanzanian public institutions. Additionally, the scope extends to assessing how financial incentives interact with non-financial motivators such as recognition and career development opportunities, to provide a comprehensive understanding of motivation dynamics within the local government framework. This localized focus provides insights into policy recommendations for enhancing employee performance and improving service delivery in resource-constrained public organizations.
1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1" 
The study's background information, problem statement, general objective, particular objective, research questions, and research relevance are all covered in the first chapter. Chapter 2 discusses the Literature Review's highlights. Included are conceptual flame work, research gaps, a theoretical literature review, and key concept definitions. Chapter 3 outlines the procedures that were followed in order to conduct the investigation. The following were represented: study area, study population, sample and sampling techniques, sample size, sampling techniques, data collection, primary and secondary data, data analysis, validity and reliability, research methodology, research design and strategy, research philosophy, research approach, and ethical considerations. Chapter 4 contains the research findings and discussion, while Chapter 5 has a summary, conclusion, and suggestions.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Chapter Overview TC "2.1 Chapter Overview" \f C \l "1" 
Chapter two of the literature review highlights definitions of key concepts, theoretical literature review; conceptual flame work as well as a research gap.
2.2 Definition of Concepts TC "2.2 Definition of Concepts" \f C \l "1"  
2.2.1 Employee’s Motivation TC "2.2.1 Employee’s Motivation" \f C \l "1" 
Employee motivation as a driving force: Motivation refers to the internal drive that directs an employee’s behavior towards achieving specific goals. It encompasses both intrinsic and extrinsic factors, including financial rewards, recognition, and personal development, which encourage employees to perform effectively and align their efforts with organizational objectives (Mullins, 1996). While Ngowi, (2015) defined employee motivation as  the process that initiates, guides, and sustains goal-oriented behavior within individuals. 
It is the mechanism through which employees are energized to exert effort in their tasks to achieve organizational and personal goals. In this study Employee motivation refers to the internal and external factors that stimulate employees to take action and sustain their efforts toward achieving organizational and personal goals. It involves the willingness and commitment of employees to perform tasks effectively, driven by intrinsic factors such as personal satisfaction, career growth, or recognition, and extrinsic factors such as financial rewards, job security, and benefits. 
2.2.2 Financial Incentives TC "2.2.2 Financial Incentives" \f C \l "1" 
Nziku (2013) defines financial incentives as monetary prizes given to customers, employees, and organizations to encourage actions or behaviors that would not otherwise take place. Behavior that would not occur in the absence of financial benefit is encouraged by a financial incentive. A financial incentive is a sum of money that an organization gives its workers to inspire them or to support a particular course of action or conduct. Financial incentive programs are offered by employers to promote increased employee loyalty and productivity (Haule & Muhanga, 2021). According to Mahmoudi (2022), a monetary incentive encourages behaviour that might not otherwise happen. In this study, the term "financial incentive" refers to a monetary reward offered to promote behaviour or behaviours that would not otherwise occur.

2.2.3 Bonuses Incentives TC "2.2.3 Bonuses Incentives" \f C \l "1" 
Employees typically receive bonuses in addition to their base pay as part of their compensation. Bonus payments are typically contingent upon predetermined criteria, such as annual sales, the precise number of new customers attracted, or the market value of a publicly traded company's stock (Robertson, 2021). Base salaries, on the other hand, are typically set monthly amounts. A bonus is a sum of money given to a recipient that exceeds their typical payment expectations. A business may give bonuses as a motivator or to recognize exceptional work (Johns, 2020). In this study, bonuses and incentives were used to refer to rewards that are usually given out as a result of reaching a certain milestone or objective; they function similarly to awards for prior achievement.

2.2.4 Salary TC "2.2.4 Salary" \f C \l "1" 
A salary is a regular payment that an employee receives from their employer; the terms of this payment are outlined in their employment contract. It is similar to piece wages, in which payments are made for individual jobs, hours, or other units rather than regularly (Mshingo, and Muhanga, 2021). However, Blinder (2011) defined salary as a fixed recurring payment provided by a company to an employee, particularly a professional or white-collar worker, usually made on a monthly or biweekly basis but frequently stated as an annual total. The term "salary" in this study refers to a set sum of money or remuneration that an employer gives an employee in exchange for labor that is completed.

2.2.5 Extra Allowances TC "2.2.5 Extra Allowances" \f C \l "1" 
Payments made to an employee to cover costs or particular work conditions are known as extra allowances. For instance, many workers receive a stipend to help with entertainment or travel costs (Michelle, 2020). On the other hand, extra allowances are defined by Yousaf, Latif, Aslam, and Saddiqui (2014) as extra financial benefits that are given to workers in addition to their base pay. 
These reimbursements are frequently intended to meet certain costs, acknowledge new duties, or commend workers for exceeding expectations. Extra allowances can be used as a motivating strategy in public enterprises to improve worker happiness and performance.  Extra allowances in this study refer to stipends granted to workers who perform extra or unique tasks.

2.2.6 Organizations Performance TC "2.2.6 Organizations Performance" \f C \l "1" 
Organizational performance is the ability of an organization to achieve its goals and improve results. In today's workforce, organizational performance is defined as a company's ability to achieve goals in a changing environment (Richard, 2018). By comparing the intended and actual outputs and results, one can assess an organization's performance. This comparison can be used by organizations to determine whether they are meeting their objectives. Typically, managers, company owners, and strategic partners do this performance review. The process includes identifying and implementing techniques that can improve the organization's performance. In this study, organizational performance was defined as the extent to which an organization achieves its objectives and completes a sizable amount of its daily tasks.

2.2.7 Public Organizations TC "2.2.7 Public Organizations" \f C \l "1" 
A public organization is any non-profit that promotes economic growth or any other kind of non-profit, such as one that sponsors or assists with athletic activities. According to Blount (2019), a public body is any local government, public authority, government agency, or other governmental organization. In this study, a legally recognized organization that manages initiatives and provides services to a governmental body was referred to as a public organization. Put otherwise, it's a government organization.

2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 Maslow’s Hierarchy of Needs Theory TC "2.3.1 Maslow’s Hierarchy of Needs Theory" \f C \l "1" 
The 1943 idea of Abraham Maslow's hierarchy of needs served as the basis for this 
investigation. This notion states that a person's strongest requirements usually dictate his actions at that certain moment. According to psychologists, there is a hierarchy of needs, with the more fundamental needs being met before an individual tries to fulfil the most significant ones. Higher requirements should be prioritized later if his basic needs are not being addressed. This theorist created a hierarchy of needs that ranked physiological needs, safety needs, social needs, esteem needs, and self-determination from bottom to top, as seen in the following figure:
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Maslow's Hierarch of Needs





Figure 1.1: Maslow’s Hierarch of Needs TC "Figure 1.1: Maslow’s Hierarch of Needs" \f F \l "1" 
Source: Researcher’s Reflection of Reviewed Literature

Because physiological demands are essential for living, they are at the base of the hierarchy and usually possess the most influence. Until these demands are satisfied to the degree necessary for the body to operate effectively, the majority of a person's actions are probably going to be at this level, with other levels merely serving to slightly inspire him. The safety need is the need for self-preservation and escape from workplace dangers. Peter F. Druker argues that a person's attitude toward security should be taken into consideration while choosing a post, while McGregor argues that management should enhance employment policies and foster a healthy work environment. By providing insurance plans, pension plans, and other benefits or by creating anxiety about being laid off, demoted, or fired, organizations can influence security requirements in either a favorable or negative way.

Social needs: Everyone has a desire to fit in and be accepted by different groups. A person will strive for meaningful relationships with others when their social nature takes over. If men have fewer opportunities to associate with others, they frequently take strong action to remove the barriers to sexual activity. An atmosphere like this arises when there is intense supervision and control but no open line of contact with management, and the task becomes repetitive, tiresome, and too simplified.

Self-worth, confidence, self-respect, a sense of individuality, and acknowledgement are all components of self-esteem. When these demands are met, feelings of control, power, prestige, and self-assurance are produced. McGregor defines self-actualization needs as the drive to reach one's full potential, whatever that may be. This has to do with how people's intrinsic abilities grow and how it causes them to look for opportunities to reach their full potential. This includes competence, which denotes mastery of environmental elements, social and physical, as well as accomplishment. When he couldn't find satisfaction in performing what he was meant to accomplish, a man with high-intensity achievement requirements became restless.

In summary, Maslow's Theory is predicated on the idea of a hierarchical hierarchy of needs. It postulates that a man is in a state of constant waiting, that human wants are never fully met, and that a need eventually fades and is replaced by another need. Finally, certain wants go unmet, which motivates a man to work toward meeting them. It offers a fairly straightforward answer to a managerial dilemma, suggesting that managers attempt to meet people's requirements in a specific order. Since human needs cannot be satisfied sequentially, some critics contend that the hierarchy is not rigid for every individual and that there is no direct causal relationship between behaviour and need. Additionally, because people differ, the question of what constitutes a reasonable level of satisfaction has made it challenging to put this theory into practice.

Maslow's theory of the hierarchy of needs, which takes into account the varying requirements of individuals, sheds light on the intricate relationship between human nature and motivation. It also warns management that, when performing a motivation function, they should take into account the fact that an employee cannot be inspired by a single incentive; rather, rewards should be adjusted to meet the needs of the moment.

Maslow's theory has three primary advantages: it's simple to comprehend, it acknowledges human nature, and it works in all situations. Maslow's theory's primary flaw is that it ignores the fact that people might be motivated by intrinsic incentives and that people come from a variety of social and cultural backgrounds. Moreover, it is impossible to quantify demand's effectiveness empirically.

2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
This section reviews the literature on the impact of financial incentives on employees' performance. Employee motivation and organizational performance are increased by the environment. Employee pay stimulates workers, boosts organizational effectiveness, and addresses the obstacles to workers' motivation in terms of performance inside the firm.

2.4.1 The Effect of Bonuses Incentives on Organizations Performance TC "2.4.1 The Effect of Bonuses Incentives on Organizations Performance" \f C \l "1" 
A study on the effects of performance-based bonuses on employees' motivation and productivity was conducted in Luzon in 2020. Research indicates that workplace productivity is crucial. According to Luzon (2020), employees are a valuable asset to any firm and should be compensated for their deserving work. The Luzon, 2020 study examines how Performance-Based Bonuses affect workers' motivation and productivity and pinpoints implementation-related obstacles. The responses of two groups of respondents were tested using Chi-Square to calculate the test of significant difference utilizing descriptive research. 
According to Luzon (2020), performance-based bonuses have a positive impact on workers' motivation and output. The size of a qualified employee's Performance-Based Bonus has a big influence on their motivation. A proactive institutional drive results in affirmative performance; yet, structural shortcomings in the organization, supervision, and execution of projects, and activities, as well as a shortage of personnel, pose obstacles. SUCs must improve the institution's system for setting, tracking, and assessing goals; they also need to create ways to boost output and duplicate tried-and-true best practices from other SUCs using PBB to improve and/or maintain PBB compliance. Although the study's main objective is to demonstrate the use of a qualitative approach, it has only been successful in demonstrating how to apply a qualitative strategy for data analysis.

A study on the perceived effects of performance-based bonuses on the productivity of government employees was conducted by Jose et al. (2018). According to Jose et al. (2018), the Performance-Based Bonus (PBB) was instituted by the Philippine government in 2012 as a means of rewarding exceptional employee performance, coordinating individual and team efforts with agency-wide goals, and enhancing public service delivery in the executive department. The PBB was created at the time to supplement income while the government prepared to gradually raise pay in the public sector. Considering that the final round of pay increases was implemented in 2019, it is critical to evaluate how the PBB has affected the nation's bureaucracy. The PBB is administered by the Department of Budget and Management within the context of the Results-Based Performance Management System, in collaboration with the Development Academy of the Philippines and other oversight bodies. The agencies believe it is imperative to investigate how the PBB influences government initiatives to advance reforms and increase staff productivity and motivation at the individual and team levels, given the incentive scheme's financial consequences. 
The Jose et al. (2018) study uses a mixed-method research approach and draws on primary and secondary data. It is a follow-up to a 2019 process review of the PBB. More than 1,200 people participated in a perception-based poll on the PBB's effects, and PBB focal points and members of the performance management teams of certain agencies including oversight agencies held focus groups. According to empirical research, the PBB is usually regarded favourably within the bureaucracy, despite implementation and design flaws (such as shifting eligibility requirements over time, staff gaming, and dysfunctional behaviour). There is proof that the PBB has increased worker productivity and motivation, which can result in advancements for both individuals and the agency as a whole. The findings demonstrate that the PBB can be modified to better focus its influence on changes in the public sector. This paper closes a critical gap in the present research by taking a mixed-methods approach to potential concerns regarding the validity and dependability of the findings.

Karen and MBA (2021) researched the effect of performance-based bonuses on the productivity levels of both teaching and non-teaching staff. The purpose of the study was to ascertain how Performance Based Bonuses affected the productivity levels of both teaching and non-teaching staff. The study employed the percentage formula and the descriptive research method. The findings indicate that nearly 50% of the participants were aware of the fundamentals of performance-based bonuses (PBBs), which monetary incentives are based on an employee's contribution to the department's overall targets and outputs. PBBs encourage participants to work hard to improve their skills and earn financial incentives based on the organization's overall assessment through salary percentage per plantilla item positions. Most participants had been with the company for more than five (5) years, and most had never received the highest PBB rating. Additionally, some respondents were not yet eligible to receive the 2017 bonus because they were still considered newly hired. Performance-based bonuses have a major impact on respondents' productivity levels because they foster a healthy work atmosphere where high performers take the initiative to help their underperforming colleagues improve, thereby encouraging teamwork. The purpose of this study is to close this information gap.
2.4.2 The Effect of Salary on Public Organizations Performance TC "2.4.2 The Effect of Salary on Public Organizations Performance" \f C \l "1" 
Nagaraju and Pooja (2017) used empirical data from public and private sector banks in Karnataka to evaluate the effect of wage on employee performance. The impact of pay on employee performance is significant. As a result, they are also essential to the business. The purpose of this study is to measure how employee productivity is impacted by compensation. To collect data on components of rewards like compensation and employee productivity, a survey instrument was developed. In order to ascertain whether or not there were substantial differences in the responses, Nagaraju and Pooja (2017) looked at data collected from 150 employees working in a number of public and private sector banks. 
The collected data were analyzed using SPSS. Several descriptive and analytical techniques were used to analyze the data. The idea that remuneration has a favorable effect on employee performance is supported by a number of results. Employee performance is positively impacted. The results of the ANOVA demonstrate that pay has an effect on employee performance. The study has shown how employee performance and compensation are related. However, this is only a very small percentage of financial rewards; other types of financial incentives are the main subject of this study and are not displayed here.
In 2020, Ldama and Nasiru carried out a study on salary increases and how they affected worker performance in Nigeria. Ldama and Nasiru's 2020 study looks at how some workers have blamed inconsistent and low compensation for their anger and discontent, which has affected their performance and eventually threatened the institution's ability to survive. Reduced motivation, higher absenteeism, complaints, and turnover-related pressures are additional detrimental outcomes. The main objective of this study is to find out how Adamawa State University employees' performance is impacted by pay hikes in Mubi. The study's entire population consists of 824 individuals, of which 232 are academic staff members and 592 are non-academic staff members from different carders. 
The sample size for this study, which comes out to 269, was calculated using the Yaro Yemani formula. Data was gathered from the respondents using a questionnaire, and the data was analyzed using percentage analysis. The results of Ldama and Nasiru (2020) show that the variables in the study have a significant and positive connection (r=0.778, 0.565 and 0.865, P<0.05). Furthermore, the findings demonstrated that wage hikes at Adamawa State University in Mubi had a significant effect on worker productivity, collaboration, and creativity; when given a high salary, employees are quite likely to generate new ideas. Adamawa State University, Mubi's management ought to consider implementing a new pay plan in order to inspire its employees, claim Ldama and Nasiru (2020). Paying employees well will motivate them to find innovative ways to perform their duties. Employees should also be given adequate freedom to make informed judgments at work. Although the study has demonstrated how salary increases impact employee performance, it has not investigated the relationship between financial incentive motivation and public organizations' performance.

Onyancha (2014) studied the effect of compensation on worker performance at Jomo Kenyatta University of Agriculture and Technology. Even though the Kenyan government has made significant efforts, achievements, and developments in the Ministry of Internal Security for its success, Onyancha (2014) suggests that low employee performance may be caused by poor employee remuneration, as the salary scale has remained constant for a long time despite rising living expenses in the country. Furthermore, this had demoralized the employees, leading to poor performance at the Ministry and ultimately jeopardizing the legitimacy of the administration. The rising cost of living put enormous pressure on employers to raise wages and salaries at the rate of inflation. As a result, the challenge was to raise worker productivity while still paying them enough to keep their purchasing power. 
The Ministry needs to consider the compensation structure as a way to plan how to recruit, retain, reward, and motivate its salaried employees in order to increase good performance inside the company. The reform initiative's human resource component—more especially, compensation—was at its center. As a result, it became clear that an empirical investigation was required to determine how compensation affected the performance of employees at the Ministry of Internal Security. According to the review, the current inquiry was conducted in a public organization to ascertain how financial incentives inspire personnel in public enterprises, whereas the study was conducted in universities.
2.4.3 The Effect of Extra Allowances on Public Organizations Performance TC "2.4.3 The Effect of Extra Allowances on Public Organizations Performance" \f C \l "1" 
Mudhofar (2021) investigated how performance allowances affected organizational performance, task achievement, and employee engagement in Indonesian government offices. Examining the effects of performance allowance on employees' motivation, output, and organizational performance at the Ministry of Religion's Office in Lumajang City is the aim of Mudhofar's (2021) study. This deciding element must be considered by public institutions in order to improve services and achieve bureaucratic reform. This quantitative study uses AMOS software in conjunction with structural equation modeling (SEM) data analysis techniques. In 2021, the Ministry of Religion employed 153 people in Mudhofar. The modeling results show that the RMSEA is 0.040, the CFI is 0.969, and the GFI index is 0.906. The hypothesis test results show that there is very little direct correlation between employee job achievement, motivation, organizational performance, and performance allowance. The quality of work done has a direct and significant impact on the criteria that determine the performance of public organizations. Work success is the primary determinant of organizational performance. 
High work achievement requires a variety of supporting elements, two of which are motivation and performance allowance. This research provides a valuable contribution to the policy-making process of government organizations about endeavors to improve organizational performance through work achievement. Performance allowance and motivation are essential elements to directly increase employee work achievement as a way to improve organizational performance. Due to its testing and measurement of the effects of the compensation factor as a determinant of organizational performance on the target of a public organization that recently implemented compensation payments for the State Civil Apparatus in the form of performance allowances, this study has a very high originality value. While the gap identified in the prior study used AMOS software, the current study used SPSS software for data analysis. 
In 2021, Alshaddi and Mohd did a study on how employee performance was affected by promotions, allowances, and compliments. According to a study, motivation is one of the most crucial elements that management may use to make sure that workers are favorably advancing the company's objective. Employees that lack motivation will perform less well, according to earlier studies. This type of situation will put the government sector at greater risk, especially those that provide essential community services like education. Therefore, the goal of this study was to assess how Khalifa University employees' performance was affected by allowances, promotions, and recognition. The quantitative methodology was used to apply the case study procedure, and data was gathered using specially designed questionnaires. Alshaddi & Mohd (2021) found a positive correlation between employee performance and promotions, allowances, and displays of thanks. Alshaddi & Mohd (2021) offered a number of recommendations to enhance employee performance. The purpose of this study is to fill in the knowledge gap about how financial incentives affect public organizations' performance and motivation. 
Siyani et al. carried out a study in 2021 on how work discipline, organizational culture, and performance allowance affected employee performance in Indonesia. The purpose of this study is to determine how employee performance at the Public Order Agency (SATPOL PP) of the Yapen Serui Islands Regency is affected by work discipline, organizational culture, and performance allowances. This research employs a causal technique and is quantitative in nature. The study used a saturation sampling technique, treating the 82 SATPOL PP officers of the Yapen Serui Islands Regency as the research sample, which is the total research population. The data was analyzed using descriptive analysis and multiple linear regressions. 
Siyani et al. (2021) found that the performance stipend had a good and significant effect on employee performance. In other words, an employee's performance allowance is directly connected to their performance. On the other side, corporate culture had no discernible positive effect on employee performance. Employee performance was not significantly improved by the organizational culture employed by the SATPOL PP officers of the Yapen Serui Islands Regency. Work discipline had a favorable and considerable impact on employee performance. When an employee is more disciplined at work, they perform better. The study has proven the effectiveness of performance allowance as a part of financial incentives. This study's major objective is to find the many unidentified financial incentives.

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
2.5.1 Knowledge Gap TC "2.5.1 Knowledge Gap" \f C \l "1" 
A researcher has reviewed different literature including Manzoor (2019); Maah (2019); Mlugu (2020) and Kalogiannidis (2021) found that most of these studies concentrated on the impact of employee motivation on organization but failed to show why most of the employee's motivation has not been sustainable or not implemented in many or all pubic organization.  

2.5.2 Theoretical Gap TC "2.5.2 Theoretical Gap" \f C \l "1" 
Work conducted by Onyancha (2014) and Nagaraju and Pooja (2017) who have researched motivation, they have used the Expectancy Theory by Vroom 1964 In this theory the main gap was motivation is the fact that effort is not always related to reward. For example, an employee may try to get a raise that everyone wants, but if the boss does not want to give one, then all efforts are in vain. 

2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
The impact of incentives such as bonuses and extra allowances, as well as the effect of compensation and incentives, on the performance of public organizations, was studied by the researcher. The study plan also looks at how the performance of public organizations is affected by financial incentives for motivation. The resources (physical and intangible) that have the highest chance of producing the intended outcomes are identified by the independent variables. The resources aid in achieving the goals and objectives of the program (Yahya, 2001: 9). The independent variables in this study focused on potential improvements and advancements brought about by institutionally given incentives. The model's arrows show the suggested relationship between several variables, such as the effect of bonus incentives on motivating factors, the ability to attract quality new hires, and the clarity of targets. Effects of pay include increased worker satisfaction, high morale, and fair labour costs. Additional compensation consists of instills a feeling of accountability, supports decision-making, teaches financial literacy, and emphasizes the worth of money. It is thought that improved working circumstances result from motivated staff working from home.

The goal of the study was to determine whether providing financial incentives in any way encourages the organization to act. By inquiring as to whether the project was successful, the product determines and evaluates project results. Finding out how well each participant's needs were addressed is its primary goal (Zhang et al., 2011: 66). The public organization was involved in this study's products. Performance is defined as meeting predetermined goals, providing prompt service, and being customer service-focused.
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Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Researcher’s Own Reflection of Reviewed Literature (2023)

2.7 Theoretical Framework TC "2.7 Theoretical Framework" \f C \l "1" 
2.7.1 The Effect of Bonus Incentives on Public Organizations' Performance. TC "2.7.1 The Effect of Bonus Incentives on Public Organizations' Performance." \f C \l "1" 
Organizations must design strategies that incorporate bonus incentives because they establish the foundation for high levels of employee commitment, which is what keeps the employment relationship going. According to Baker et al. (2021), companies provide financial incentive packages as bonuses to draw in and keep top talent and maintain their competitive edge. This is because financial incentives encourage individual effort, which in turn produces "motivated" behaviour. Through incentives, bonuses have an indirect effect on job performance. Applied contract theory has highlighted during the past 20 years that bonus payments can be viewed as an extension of a company's long-term wage policy. Specifically, this perspective has been influenced by two methods. First, performance-based bonuses are recommended to be a part of the optimal incentive mix by Auriol et al. (2022). High potential ambiguity at the start of an employee's career causes so much job anxiety that the organization might forego outwardly potent rewards. However, work matters less for employee motivation the lowers the uncertainty of competence, therefore the corporation has to rely more on bonus payments as an implicit incentive. According to Al-Belushi and Khan (2017), workers would rather get bonuses and incentives for their achievements.
In this research, a bonus is defined as a payment that facilitates the accomplishment of predetermined goals. This incentive program aims to persuade specific actions in the direction of achieving predetermined goals or objectives. Payment is made after the goals are achieved. A bonus is a payment, either monetary or non-monetary, that an employee receives in addition to their regular salary. Bonuses may be given by companies to specific employees in recognition of their outstanding annual performance. However, businesses occasionally give bonuses to every worker. Additionally, some firms give either retention or joining bonuses. Short-term incentives are usually created using bonuses. A predetermined bonus will be provided to the department manager for that department this year if, for example, the department's performance surpasses a set annual benchmark. On the other hand, bonus payments may eventually become significant. When bonuses are used as a tool in a company, they should be used properly to create a culture where people are inspired to rise to the challenge. Bonuses, an independent variable, and public organizations' performance, a dependent variable, are related. The study found that performance in public organizations was influenced by bonuses and incentives. Bonuses were one of the problems that raised employee satisfaction within the company and had a direct bearing on workers' output.
H1: Bonus incentives are positively related to public organization performance 

2.7.2 The Effect of Salary on Public Organizations' Performance TC "2.7.2 The Effect of Salary on Public Organizations' Performance" \f C \l "1" 
Pay is an important factor since it is the foundation of managing human resources in public organizations. It is crucial for both companies and employees. This is because wages and benefits are typically dependent on the amount of labor that is done. The organization that Holmström (2022) created views pay as an output and the benefit that employees receive in the form of pay incentives. Salary is defined by the resource-based view theory as a tool that significantly and favorably influences employee performance. Any public institution's development takes into account the pay that it offers its workers since it will decide their performance, which in turn influences the organization's performance. Additionally, as wage incentives are no longer viewed as rewards but as rights, their effectiveness as motivators has decreased. As a result, organizations should concentrate on integrating them with other motivators like feedback and social recognition. Salary, an independent variable, and the public organization are related. The dependent variable is performance. A study found that wage incentives have a significant impact on the performance of public organizations. Pay has evolved to represent an employee's expectation of success and productivity in a public firm. When workers are aware that a public entity pays them, they work more. Therefore, paying staff compensation is essential to the functioning of public organizations since it enables them to operate well.

H2: Salary is positively related to public organizational performance 

2.7.3 The Effect of Allowances on Public Organizations' Performance TC "2.7.3 The Effect of Allowances on Public Organizations' Performance" \f C \l "1" 
An organization's performance serves as a framework for deciding how best to attain high levels of productivity. Performance allowances are just one of the many variables that affect how well public organizations perform (Mudhofar, 2021). An allowance is a component of the pay that public employees get for their work performance. This allowance is meant to serve as motivation for staff members in addition to enhancing both individual and organizational performance. It is therefore anticipated to have a favorable effect on output or performance. Employee allowances are divided into multiple tiers according to the duties and responsibilities of the employees. Each employee's performance allowance is calculated based on their grade. In addition to their regular income, federal personnel receive monthly performance allowances. Allowance payments are determined by taking into account both individual performance goals and work attendance. An allowance is an extra benefit that employees receive from the company as payment for their duties. An employee welfare program offered by the company is called an allowance. Allowances, an independent variable, and the performance of public organizations, a dependent variable, are related. Allowances and incentives improve the effectiveness of public entities. This study has shown that the presence of allowances motivates public enterprises to succeed, as many employees want additional incentives beyond the standard ones to boost efficiency in their work.

H3: Allowances are positively related to public Organization performance 

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Chapter Overview TC "3.1 Chapter Overview" \f C \l "1"  

Mudhofar (2021) investigated how performance allowances affected organizational performance, task achievement, and employee engagement in Indonesian government offices. Examining the effects of performance allowance on employees' motivation, output, and organizational performance at the Ministry of Religion's Office in Lumajang City is the aim of Mudhofar's (2021) study. This deciding element must be considered by public institutions in order to improve services and achieve bureaucratic reform. This quantitative study uses AMOS software in conjunction with structural equation modeling (SEM) data analysis techniques. In 2021, the Ministry of Religion employed 153 people in Mudhofar. The modeling results show that the RMSEA is 0.040, the CFI is 0.969, and the GFI index is 0.906. The hypothesis test results show that there is very little direct correlation between employee job achievement, motivation, organizational performance, and performance allowance. The quality of work done has a direct and significant impact on the criteria that determine the performance of public organizations. Work success is the primary determinant of organizational performance. 
High work achievement requires a variety of supporting elements, two of which are motivation and performance allowance. This research provides a valuable contribution to the policy-making process of government organizations about endeavors to improve organizational performance through work achievement. Performance allowance and motivation are essential elements to directly increase employee work achievement as a way to improve organizational performance. Due to its testing and measurement of the effects of the compensation factor as a determinant of organizational performance on the target of a public organization that recently implemented compensation payments for the State Civil Apparatus in the form of performance allowances, this study has a very high originality value. While the gap identified in the prior study used AMOS software, the current study used SPSS software for data analysis. 
In 2021, Alshaddi and Mohd did a study on how employee performance was affected by promotions, allowances, and compliments. According to a study, motivation is one of the most crucial elements that management may use to make sure that workers are favorably advancing the company's objective. Employees that lack motivation will perform less well, according to earlier studies. This type of situation will put the government sector at greater risk, especially those that provide essential community services like education. Therefore, the goal of this study was to assess how Khalifa University employees' performance was affected by allowances, promotions, and recognition. The quantitative methodology was used to apply the case study procedure, and data was gathered using specially designed questionnaires. Alshaddi & Mohd (2021) found a positive correlation between employee performance and promotions, allowances, and displays of thanks. 
Alshaddi & Mohd (2021) offered a number of recommendations to enhance employee performance. The purpose of this study is to fill in the knowledge gap about how financial incentives affect public organizations' performance and motivation. Siyani et al. carried out a study in 2021 on how work discipline, organizational culture, and performance allowance affected employee performance in Indonesia. The purpose of this study is to determine how employee performance at the Public Order Agency (SATPOL PP) of the Yapen Serui Islands Regency is affected by work discipline, organizational culture, and performance allowances. This research employs a causal technique and is quantitative in nature. The study used a saturation sampling technique, treating the 82 SATPOL PP officers of the Yapen Serui Islands Regency as the research sample, which is the total research population. The data was analyzed using descriptive analysis and multiple linear regressions. 
Siyani et al. (2021) found that the performance stipend had a good and significant effect on employee performance. In other words, an employee's performance allowance is directly connected to their performance. On the other side, corporate culture had no discernible positive effect on employee performance. Employee performance was not significantly improved by the organizational culture employed by the SATPOL PP officers of the Yapen Serui Islands Regency. Work discipline had a favorable and considerable impact on employee performance. When an employee is more disciplined at work, they perform better. The study has proven the effectiveness of performance allowance as a part of financial incentives. This study's major objective is to find the many unidentified financial incentives.

3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1"  

Because positivism is an objective research theory, many researchers today apply it in their work. Because it primarily draws from empirical research on the topic, it is widely accepted. According to the positivist research theory, reality is altered with variety (Creswell & Clark, 2017). The philosophy was chosen because it would clarify the standards used to categorize what does and does not belong in financial incentives motivation and help to clarify and refute what is already known to be true (i.e., the effect of financial incentives motivation on public organizations' performance).
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
A quantitative research approach was used. Xiong, (2022) explained a quantitative research approach based on structured tools such as surveys, large sample sizes, closed questions, data presented numerically, and the ability to generalize results to larger populations. In this study, the quantitative approach is selected to enable the researcher to assess the effects of financial incentive motivation on public organizations' performance in the Morogoro municipal Council office. 
3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
The study used an explanatory design to investigate how employee motivation affects the performance of public organizations. When there is little information available, an explanatory study design is a research strategy that investigates why something occurs (Turner, 2019). Because quantitative research aids in establishing causal linkages and offers a more profound understanding of the events under investigation, this study employed an explanatory design. Additionally, this design was important in quantitative research since it guarantees accurate and reliable results and helps build methodological rigor.

3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1" 
This study was conducted at the Morogoro municipal Council office in Morogoro municipality, Morogoro region. Morogoro Municipal Council was chosen because aims to ensure the status of development that it wishes to see for its people in the future. The Morogoro Municipal Council considers important aspects of life and sustainable socio-economic development. It also wishes to have a society with a high quality of life provided by good and sustainable social-economic services. The Morogoro municipal council office was purposively selected because it is a government-run institution with many employees and has been conducting its activities by providing various incentives such as Bonuses, salaries and allowances.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1" 
Morogoro Municipal Council office has a total population of 372 employees (Morogoro municipal 2023). Participants of this study were the Head of the HRM department and the Normal municipal council staff. Morogoro municipal council office has a total of 22 departments, in the department's study selected respondents as shown in Table 3.2 below The departments and units within Morogoro municipal council office are shown in Table 3.1 below;

Table 3.1 Population of the Study TC "Table 3.1 Population of the Study" \f T \l "1" 
	S/N
	Unit/Department
	Number of Employees

	1
	Human Resources and Administration
	9

	2
	Health 
	26

	3
	Environment
	24

	4
	Sanitation 
	20

	5
	Water
	6

	6
	Agriculture and Irrigation 
	22

	7
	Finance and Trade 
	24

	8
	Planning
	17

	9
	Statistics and Monitoring
	27

	10
	Livestock and Fisheries
	14

	11
	Urban Planning
	22

	12
	Community Development and Social Welfare
	12

	13
	Primary Education
	20

	14
	Cultural and Secondary Education
	16

	15
	legal 
	16

	16
	Internal Audit
	9

	17
	Election
	13

	18
	Public Relations
	20

	19
	Information Technology
	7

	20
	Beekeeping
	19

	21
	Procurement
	8

	22
	Works and Cooperatives
	21

	Total
	372


Source; Field Data 2023
3.7 Sample Size and Sampling Techniques TC "3.7 Sample Size and Sampling Techniques" \f C \l "1" 
3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1" 
The number of individuals chosen from the population to make up a sample is known as the sample size. The sample size was determined using the YAMANE (1967) rule of sample size estimation formula. Thus, it implies:
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Therefore, 186 respondents were the sample size.

Table 3.2: Sampling Frame TC "Table 3.2: Sampling Frame" \f T \l "1" 
	S/No.
	Departments
	Frequency
	Percentage

	1. 
	Human Resources and Administration
	5
	3%

	2. 
	Works and Cooperatives
	5
	3%

	3. 
	Planning
	5
	3%

	4. 
	Legal
	5
	3%

	5. 
	Health
	9
	5%

	6. 
	Environment, Sanitation, Water, Agriculture, and Irrigation 
	17
	9%

	7. 
	Finance and Trade
	12
	6%

	8. 
	Statistics and Monitoring
	12
	6%

	9. 
	Livestock and Fisheries
	12
	6%

	10. 
	Urban Planning and Environmental
	15
	8%

	11. 
	Community Development and Social Welfare
	14
	7%

	12. 
	Primary Education, Cultural and Secondary Education
	14
	7%

	13. 
	Internal Audit
	6
	3%

	14. 
	Election
	6
	3%

	15. 
	Public Relations 
	12
	6%

	16. 
	Information Technology 
	12
	6%

	17. 
	Beekeeping 
	12
	6%

	18. 
	Procurement
	13
	7%

	TOTAL
	186
	100%


Source; Field Data 2023
3.7.2 Sampling Techniques TC "3.7.2 Sampling Techniques" \f C \l "1" 
Sampling strategies are the procedures or methods used by the researcher to select participants from the target population (Saunders et al., 2019). To pick study participants, stratified random sampling first divides the population into smaller groups. The researcher divided the municipal council employees into departments for this investigation.

3.8 Data Collection TC "3.8 Data Collection" \f C \l "1" 
Data collection refers to the process of gathering specific information aimed at providing a refuting of some facts (Cohen, 2020). The researcher used only primary data. Using only primary data sources in research offers several advantages, especially in the context of studying the effects of financial incentives on public organizational performance. Primary data is collected directly from the source and is highly specific to the research question. 
This specificity ensures that the data is directly relevant to the context and objectives of the study. In examining the impact of financial incentives at Morogoro Municipal Council, primary data can provide insights that are directly applicable to the unique environment and conditions of this specific public organization. Primary data are original data collected for a specific research goal, which ensures that the data are directly relevant to the research objectives. (Saunders, Lewis, & Thornhill, 2016).
Primary data collection ensures that the information is current and accurately reflects the present situation. This is particularly important in dynamic organizational settings where conditions and employee perceptions may change over time. Primary data collection allows researchers to gather the most recent information, thereby ensuring that the data reflects the current state of affairs (Hox & Boeije, 2005).
Lastly, Researchers have full control over the data collection process, including the design of data collection instruments, the sampling method, and the data gathering techniques. This control helps in minimizing biases and errors, ensuring the reliability and validity of the data. By collecting primary data, researchers can ensure that the data collection process is tailored to their specific needs and that the methods used are appropriate for the research question (Creswell & Creswell, 2017).
 3.8.1 Tool used to Collect Data TC "3.8.1 Tool used to Collect Data" \f C \l "1" 
Questionnaires that were structured were utilized to gather primary data. (created using a five-point Likert scale). The questionnaire was chosen above alternative approaches because it allows respondents to freely express their choices while also supporting time savings. The data gathered through questionnaires was pertinent to the particular goals of the study (Miller, 2020). The 5-point Likert scale is very easy for responders to use and comprehend. It makes it easier to discern people's genuine beliefs and attitudes by streamlining the process of expressing agreement or disagreement with different claims. Because Likert scales are simple to use and comprehend, participants are more likely to provide accurate answers (Joshi, Kale, Chandel, & Pal, 2015). 

Furthermore, subjective attitudes can be quantified using the Likert scale, enabling statistical analysis. Measuring the effect of financial incentives on worker motivation and organizational performance requires this. Likert scales enable statistical data analysis by offering a quantifiable measurement of subjective attitudes (Boone & Boone, 2012). Additionally, a variety of statistical methods, from straightforward descriptive statistics to intricate inferential analyses, can be used to examine data gathered using a 5-point Likert scale. Because of this adaptability, researchers can make insightful judgments regarding the effects of financial incentives. Numerous statistical techniques are available for analyzing the data derived by Likert scales, enabling thorough data analysis (Carifio & Perla, 2007).

Finally, the 5-point Likert scale's organized format contributes to the validity and dependability of the data. Varying interpretations of the scale lead to less variability when the response format is inconsistent. Because they offer a uniform style for responses, structured Likert scales enhance the validity and reliability of data (Allen & Seaman, 2007).

3.9 Data Cleaning and Processing TC "3.9 Data Cleaning and Processing" \f C \l "1" 
The obtained data was cleaned, coded, and entered into SPSS software for analysis, as demonstrated by Hanson et al. (2020). For objectives one and two, descriptive analysis (frequencies, standard deviation, and percentages) was used, and for objective three, regression analysis was used to determine the relationships between the independent variables and the dependent variable (public organization performance), with a particular focus on examining the impact of financial incentives on the motivation of public organizations in Tanzania.
3.9.1 Error Check TC "3.9.1 Error Check" \f C \l "1" 
In measuring, the same idea is referred to as error. Unfortunately, while there are rarely any faults or mistakes made when taking a measurement, the word "error" is frequently used in scientific contexts. Often, intrinsic mistakes or discrepancies in the object of measurement influence uncertainty (Aboumatar, 2018). Error control was implemented in this study to prevent informational errors.

3.9.2 Missing Data TC "3.9.2 Missing Data" \f C \l "1" 
The value of data that is not maintained for modifications to the relevant study is known as missing data. Nearly all studies encounter the issue of missing data, which can significantly affect the inferences that can be made from the data (Graham 2019). To prevent information from being incomplete, this study dealt with missing data.

3.10 Data Analysis TC "3.10 Data Analysis" \f C \l "1" 
With the aid of IBM SPSS Statistics, descriptive and correlation analyses were performed on the acquired data. Further information regarding the data analysis has been thoroughly examined in Kuipers's study (2017). The questionnaire was coded for this analysis before data entry into the statistical software (Saunders et al., 2019). To gather respondents' broad understanding and summaries of their opinions on a range of topics, descriptive analysis was used. Furthermore, to ascertain the direction and degree of the association between the independent and dependent variables, the researcher performed inferential statistics analysis in the form of correlation.

Additionally, the researcher used multiple linear regression analysis to ascertain the contribution of each independent variable to the dependent variables as well as their relationship as predictions. The following equation was utilized in the multiple linear regression analysis to show which association was dominant. All presumptions were taken into account when performing multiple regression analysis, including the normality of the data and the lack of multicollinearity issues in cases where the variables had little or no relationship to one another. The researcher is assisted in locating the model's outliers by the multiple regression analysis. The regression equation is hereby presented below:-

Y= B0 +b1x1 + b2x2 + b3x3 + ɛ
Where

Y= Dependent variable - Public organization Performance

B0= Constant
X1= Bonuses incentives

X2= Salary

X3= Allowances

b1= Regression coefficient of Bonus incentives

b2= Regression coefficient of Salary

b3= Regression coefficient of Allowances

ɛ =   Error
3.11 Regression Assumptions TC "3.11 Regression Assumptions" \f C \l "1" 
3.11.1 Linearity TC "3.11.1 Linearity" \f C \l "1" 
The fact of relating a series of events or thoughts in which one person directly 
follows another: Linearity is rare in true autobiographies. The normal narrative line is constantly distorted (Paauwe, et al. 2018).

3.11.2 Normality TC "3.11.2 Normality" \f C \l "1" 
When using statistical techniques that presume a normal distribution of the data, testing for normality is a crucial stage in the data analysis process. It is the amount of moles of reactive units in the chemical and is commonly expressed as the number of grams or molecular equivalents of solute in one liter of solution (Paauwe et al. 2018). ANOVA and the t-test are two examples of statistical tests that depend on the assumption of normalcy. The outcomes of these tests could be erroneous if this presumption is not true field (2013).

3.11.3 Homoscedasticity TC "3.11.3 Homoscedasticity" \f C \l "1" 
To guarantee the validity and dependability of the results, homoscedasticity testing is essential in regression analysis and other parametric statistical tests. The assumption that the variance of the errors (or residuals) is constant at all levels of the independent variable(s) is known as homoscedasticity. The presumption of equal variance across many groups under comparison is known as homoscedasticity. Given that it is sensitive to any differences, this idea is crucial for parametric statistical tests. Biased and skewed test findings are caused by unequal sample differences (Pfeffer, 2020). The validity of linear regression models is based on the fundamental premise of homoscedasticity. Biased estimates and inaccurate conclusions might result from heteroscedasticity.Nachtsheim, Kutner, and Neter (2004).
3.11.4 Multicollinearity TC "3.11.4 Multicollinearity" \f C \l "1" 
To guarantee the validity and reliability of the results, testing for multicollinearity is an essential step in regression analysis and other multivariate statistical approaches. When two or more predictor variables in a model have a strong correlation with one another, this is known as multicollinearity, and it indicates that one predictor may be accurately predicted linearly from the others. A statistical concept known as multicollinearity describes the correlation between multiple independent variables in a model. If two variables have a correlation coefficient of +/- 1.0, they are said to be perfectly collinear. According to Harris et al. (2019), multicollinearity among independent variables resulted in statistical inferences that were not trustworthy. The standard errors of the coefficients are inflated by multicollinearity, which makes it more difficult to evaluate the importance of individual predictors." In 2004 Kutner, Nachtsheim, and Neter.
Table 3.3: Measurement of Variables TC "Table 3.3: Measurement of Variables" \f T \l "1" 
	Variables
	Nature
	 Indicators

	Financial incentives
	Independent variables
	bonuses, salary, allowances

	Public organization Performance

	Dependent Variable
	Timely Service Delivery, Customer service oriented and Attainment of planned targets


3.12 Validity TC "3.12 Validity" \f C \l "1" 
The validity, according to Saunders et al. (2019), is the degree to which a method or methods of collecting data accurately measure what they were designed to measure or the degree to which research findings are truly representative of what they purport to be. A pilot study was carried out to confirm the validity of the research instrument, and the results were positive as there was no doubt about the accuracy of the questions posed. This study has been validated by a discussion of the research instrument with subject matter experts, such as my supervisor, some workers of the organization, and my colleagues. They also affirm that there were no unclear questions.

3.13 Reliability TC "3.13 Reliability" \f C \l "1" 
The degree to which a data gathering approach or procedures produce consistent results is referred to as reliability. To put it another way, comparable findings or observations would be made by other researchers, or transparent data sources would be used to ensure dependability (Saunders et al. 2019). Testing the data's dependability before moving on to additional analysis was a necessary step since ensuring the data's reliability contributes to the quality of the study conclusions. The Cronbach's Alpha test was used to guarantee the study's reliability. Pallant (2010) explains that Cronbach's Alpha test is used to examine the reliability of the internal consistency of results; a value of > 0.7 indicates that the data acquired from the questionnaire is reliable. The results of reliability tests are displayed in the table below.

Table 3.4: Reliability Test TC "Table 3.4: Reliability Test" \f T \l "1" 
	S/N
	Variable
	No of items
	Cronbach's alpha test

	1
	Bonuses incentives
	5
	.76

	2
	Salary
	4
	.84

	3
	Allowances
	5
	.78

	4
	Organizations performance
	5
	.70


Source: Field Data (2024)

3.14 Ethical Consideration TC "3.14 Ethical Consideration" \f C \l "1" 
The District Executive Director (DED) introduced a researcher to the Morogoro Municipal Council to gather information (collect data) after the researcher reviewed researcher protocols and received an introductory letter from the university.

3.14.1 Anonymity TC "3.14.1 Anonymity" \f C \l "1" 
This study has ensured that all participants involved in this study were not been known. This means their involvement in this research remained private between the researcher and all those who provided research information.

3.14.2 Confidentiality TC "3.14.2 Confidentiality" \f C \l "1" 
This study is based on confidentiality and all research participants were informed about the fact that their presence in this study did not endanger their peace, but remained private as their names and other personal information were not asked by the researcher. However, only research information was required.

3.14.3 Plagiarism TC "3.14.3 Plagiarism" \f C \l "1" 
This research ensured that it avoids any methods involving plagiarism of information, also the research has ensured that plagiarism is not part of this study to make this study better for all educational development applications.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
RESEARCH FINDINGS AND DISCUSSION TC "RESEARCH FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
The results are presented and discussed in this chapter by the main study themes. The demographic data is first presented in this study's introduction. It also shows how bonuses and incentives affect an organization's performance. Thirdly, it illustrates how salaries affect the effectiveness of public institutions. Finally, it offers additional funding to improve the performance of public agencies.

4.2 Demographic Information of Morogoro Municipal Council Staff TC "4.2 Demographic Information of Morogoro Municipal Council Staff" \f C \l "1" 
The respondents' demographic data, including gender, age, years of experience, and educational attainment, are shown in this section.

4.2.1 Gender of the Respondents TC "4.2.1 Gender of the Respondents" \f C \l "1" 
The distribution of responders by gender is seen in Table 4.1. There are more than twice as many female responders as male respondents—120 (64.5%) versus 66 (35.5%). These results indicate that the proportion of males was lower than that of females. This suggests that there is a gender imbalance, but as there are no particular gender difficulties in this study, the gender imbalance has no negative effects on the results. This suggests that, within the corporation, women are still more eager than men.

4.2.2 Age of Respondents TC "4.2.2 Age of Respondents" \f C \l "1"  

The distribution of respondents by age is shown in the statistics. Table 4.1 demonstrates that around 27 (14.5%) of the sample were in the 20–29 age range, followed by 64 (34.4%) in the 30-39 age range, 83 (44.6%) in the 40–49 age range, and 12 (6.5%) in the 50+ age range. According to these results, the organization's success is impacted by an active age group element.

4.2.3 Working experience TC "4.2.3 Working experience" \f C \l "1" 
The distribution of respondents by employment experience is shown in Table 4.1. A sizable sample size of 59 (31.7%) responders had Less than ten years, 80 (43%) had between ten and twenty years, and 47 (25%) had more than twenty years. These findings so demonstrate that the company has a sufficient number of experienced workers who are capable of performing a variety of organizational tasks for improved job production. Conversely, this suggests that experiences have a positive effect on raising employee motivation within the firm.

4.2.4 Level of Education of Respondents TC "4.2.4 Level of Education of Respondents" \f C \l "1"  

The distribution of respondents by educational attainment is seen in Table 4.1. A significant percentage of 110 (59.1%) held a diploma (professional courses), while 34 (18.3%) held a degree (BSc/HND/B.Ed.), 10 (5.4%) held a master's degree (MSc/MBA), and 1 (1%), a doctorate (PhD).  These results suggest that, even though educational attainment is one of the variables to be evaluated in this study, the researcher was curious to find out how effective the organization's employees were in terms of their capacity for education because staff members' skills and knowledge seem to be crucial for producing better work outcomes in any institution. These findings so demonstrate that the organization's personnel has the necessary abilities and expertise to conduct a variety of tasks that will enhance the organization's performance. 
However, this suggests that the company still needs to put more effort into helping its workers further their education, particularly those with diplomas and other lower levels, so they can enroll in higher education programs. Many workers have already started master's degrees and will continue as needed to expand their knowledge and skill sets.

Table 4.1: Demographic Information TC "Table 4.1: Demographic Information" \f T \l "1" 
	S/N
	
	Frequency
	Per cent

	1
	Gender
	
	

	
	Male
	66
	35.5

	
	Female
	120
	64.5

	
	Total
	186
	100.0

	2
	
	
	

	
	Age
	
	

	
	20-29 years
	27
	14.5

	
	30-39 years
	64
	34.4

	
	40-49 years
	83
	44.6

	
	50 years and over
	12
	6.5

	
	Total
	186
	100.0

	3
	
	
	

	
	Experience
	
	

	
	Below 10 years
	59
	31.7

	
	10-20 years
	80
	43.0

	
	Above 20
	47
	25.3

	
	Total
	186
	100.0

	4
	
	
	

	
	Education level
	
	

	
	Certificate (professional courses)
	31
	16.7

	
	Diploma (professional courses)
	110
	59.1

	
	Degree (BSc/HND/B.Ed.)
	34
	18.3

	
	Masters (MSc/ MBA)
	10
	5.4

	
	Doctorate (PhD)
	1
	.5

	
	Total
	186
	100.0


Source: Field Data (2024)

4.3 Descriptive Statistics Results TC "4.3 Descriptive Statistics Results" \f C \l "1" 
The performance of public organizations was the dependent variable in this study, and the means, standard deviations, and minimum and maximum scores for the independent variables—bonuses, salaries, and allowances were computed throughout the data presentation and analysis phase.

4.3.1 Descriptive Statistics Results for the Effect of Bonuses Incentives on Organizations Performance TC "4.3.1 Descriptive Statistics Results for the Effect of Bonuses Incentives on Organizations Performance" \f C \l "1" 
The effect of the autonomy scale was calculated using descriptive statistics (mean, standard deviation, minimum, and maximum scores) (Table 4.2). The item that claimed that performance bonuses motivate staff to do extraordinary work and finish company projects had the highest score (M 4.99, S.D. =.07) according to the results, followed by I always get a bonus for meeting predetermined objectives set by public institutions (M = 4.97, SD =.14). Bonuses from public institutions are significantly more feasible than annual salary increases, according to the lowest measuring scale on the impact of rewarding successful employees with incentives that tend to motivate them to do better the next time (M = 4.92, SD =.26).

Table 4.2: Effect of Bonuses Incentives on Organizations Performance TC "Table 4.2: Effect of Bonuses Incentives on Organizations Performance" \f T \l "1" 
	
	Min
	Ma
	Mean
	Std. Dev

	I usually get paid more when I meet the targets that the government agencies establish.
	4.00
	5.00
	4.9785
	.14545

	My firm rewards staff with performance bonuses to increase output
	4.00
	5.00
	4.9785
	.14545

	Performance bonuses encourage employees to do exceptional work and complete firm projects
	4.00
	5.00
	4.9946
	.07332

	Issuing bonuses to performing employees tends to encourage them to do better the next time
	4.00
	5.00
	4.9247
	.26454

	A public institution's bonuses are much more viable than increasing salaries annually
	4.00
	5.00
	4.9247
	.26454


Source: Data Analysis, 2024

4.3.2 Descriptive Statistics Results for the Impact of Salary on Public Organizations Performance TC "4.3.2 Descriptive Statistics Results for the Impact of Salary on Public Organizations Performance" \f C \l "1" 
The effect of the autonomy scale was calculated using descriptive statistics (mean, standard deviation, minimum, and maximum scores) (Table 4.3). The item that said, "My pay helps me progress because the pay ranges are based on personal contribution rather than time served," scored the highest (M 4.31, S.D. =.46) according to the results. "My salary is commensurate to the work performance results" (M = 4.27, SD =.44) and "The salary is a quantifiable way to show employee praise for high performance or a job well done" (M = 4.24, SD =.42) were the next two. The performance-based pay scale, which demands work to get to the next rung of pay increases, is the next lowest measuring scale on the impact of public institutions. It offers an efficient wage administration program that promotes a higher productivity level (M = 4.10, SD =.31).

Table 4.3: The Impact of Salary on Public Organizations Performance TC "Table 4.3: The Impact of Salary on Public Organizations Performance" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	My salary is commensurate to the work performance results
	4.00
	5.00
	4.2742
	.44731

	The public institutions provide an effective wage administration program that encourages a higher productivity level
	4.00
	5.00
	4.1075
	.31062

	My pay helps me progress because the pay ranges are based on personal contribution rather than time served
	4.00
	5.00
	4.3172
	.46664

	The performance-based pay scale requires effort to reach the next rung of pay increases
	4.00
	4.00
	4.0000
	.00000

	The salary is a quantifiable way to show employee praise for high performance or a job well done
	4.00
	5.00
	4.2419
	.42941


N = 186

Source: Data Analysis, 2024
4.3.3 Descriptive Statistics Results for the Effect of extra allowances on public organizations' performance TC "4.3.3 Descriptive Statistics Results for the Effect of extra allowances on public organizations' performance" \f C \l "1" 
The effect of the autonomy scale was calculated using descriptive statistics (mean, standard deviation, minimum, and maximum scores) (Table 4.4). The item that claimed that allowances inspire workers to be tenacious, innovative, and productive at work received the highest score (M 5.00, S.D. =.00), followed by the statements that allowances improve customer service outcomes and increase efficiency (M = 4.91, SD =.28) and that allowance-based incentives lower employee turnover (M = 4.91, SD =.28). The lowest measurement scale on the public institutions gives me allowances based on the firm objectives that have been achieved (M = 4.80, SD = .40) followed by the A straight allowances based is a very lucrative arrangement for highly talented and motivated employees (M = 4.73, SD = .44).

Table 4.4: The Effect of Extra Allowances on Public Organizations Performance TC "Table 4.4: The Effect of Extra Allowances on Public Organizations Performance" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	A straight allowance is a very lucrative arrangement for highly talented and motivated employees
	4.00
	5.00
	4.7312
	.44454

	The public institutions give me allowances based on the firm objectives that have been achieved
	4.00
	5.00
	4.8011
	.40027

	Allowances motivate employees to be persistent, creative and productive at work
	5.00
	5.00
	5.0000
	.00000

	Allowances have increased efficiency and improve customer service
	4.00
	5.00
	4.9140
	.28115

	Allowances-based incentives decrease employee turnover
	4.00
	5.00
	4.9140
	.28115


N = 186

Source: Data Analysis, 2024
4.3.4 Public Organizations Performance TC "4.3.4 Public Organizations Performance" \f C \l "1" 
The effect of the autonomy scale was calculated using descriptive statistics (mean, 
standard deviation, minimum, and maximum scores) (Table 4.5). The item that indicated that Effective personnel exhibit the right method to address an issue scored highest (M 4.69, S.D. =.462), according to the data, followed by my work is always focused on quality rather than quantity (M = 4.67, SD =.47). When referring to a "poor performance," I mean a performance that falls below the previous achievement level (M = 4.52, SD =.50). The lowest measurement scale is on I am always keen on improving my skills at work (M = 4.56, SD =.68), followed by I always use reasonable time to complete my work (M = 4.52, SD =.50).

Table 4.5: Public Organizations Performance TC "Table 4.5: Public Organizations Performance" \f T \l "1" 
	
	Min
	Ma
	Mean
	Std. Dev

	By "poor performance," I mean a performance that falls short of the prior level of accomplishment.
	4.00
	5.00
	4.5215
	.50089

	I always give myself enough time to finish my work.
	4.00
	5.00
	4.5215
	.50089

	I'm constantly eager to advance my professional abilities.
	3.00
	5.00
	4.5645
	.68072

	I always prioritize quality over quantity in my work.
	4.00
	5.00
	4.6720
	.47074

	Successful workers provide an example of how to tackle an issue correctly.
	4.00
	5.00
	4.6935
	.46226


N = 186

Source: Data Analysis, 2024
4.4 Variables Descriptive Statistics, Reliability and Correlation Analysis TC "4.4 Variables Descriptive Statistics, Reliability and Correlation Analysis" \f C \l "1" 
Using the cut-off points proposed in Albdour & Altaraweh (2014), modified to 7-point rating levels, descriptive statistics, reliability, and correlation analysis were computed for the influence of bonuses, the effect of pay, the effect of allowances, and the effect of public organizations' performance. The results show that Bonuses were high (M = 24.80, S.D =.66) (Table 4.6). The fourth independent variable to be calculated was Allowances, which likewise had a high mean score (M = 19.36, SD = 1.10). Salary was likewise high (M = 16.94, SD = 1.36). Public Organizations Performance, the dependent variable, had a moderate mean score (M = 22.97, SD = 1.79). The correlations between pairs of the independent variables' dimensions, as determined by the Cohen, (1988) cut-off for correlation, were found to be between.003 and.167, indicating a low and significant correlation.  

Allowances had a high mean score (M = 16.94, SD = 1.36) when using the original cutoffs of Albdour and Altarawneh (2014). There was also a substantial positive and strong correlation between allowances and the performance of public organizations (r =.462**, p <.000). The performance of public organizations was strongly and positively connected with the effect of salary (r = -.700** p <.000). Furthermore, there was a high and positive correlation (r = -.049*** p <.508) between the performance of public organizations and the effect of bonuses.

To ascertain if the scales used in the assessment were internally consistent, a scale test for reliability analysis was also performed. Regarding the dependent variable, Public Organizations Performance, Cronbach's alphas (Table 4.6) in the diagonal indicate good internal consistency for the independent variables of autonomy, mastery, and purpose. The values range from Public Organizations Performance.70, Bonuses.76, Salary.84, and Allowances.78 (George and Mallery, 2014).
Table 4.6: Variables Descriptive Statistics, Reliability and Correlation Analysis TC "Table 4.6: Variables Descriptive Statistics, Reliability and Correlation Analysis" \f T \l "1" 
	
	
	MEAN
	Std. deviation

	BON
	Pearson Correlation

Sig. (2-tailed)
	24.80
	.66
	.76

	SLRY
	Pearson Correlation

Sig. (2-tailed)
	16.94
	1.36
	.050***

.497
	.84

	ALLWNC
	Pearson Correlation

Sig. (2-tailed)
	19.36
	1.10
	-.023***

.760
	-.450**

.000
	.78

	PORGPF
	Pearson Correlation

Sig. (2-tailed)
	22.97
	1.79
	-.049***

.508
	-.700**

.000
	.462**

.000
	.70


*p < 0.05 (two – tailed), **p < 0.01 (two – tailed) ***p < 0.001 (two – tailed)
Note: BON = Bonuses, SLRY = Salary, ALLWNC = Allowances, PORGPF = Public Organizations Performance

4.5 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for Ethics TC "4.5 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for Ethics" \f C \l "1" 
The distribution of the residuals is shown by the bell-shaped curve of the histogram (figure 4.1). A normal distribution is shown by the residuals' mean and standard deviation, which are both close to zero. Additionally, residuals plot along the diagonal line, as seen in Figure 4.2. Show that there aren't any outliers. As a result, the variation from the norm is minimal. The histogram (Figure 4.1) indicates that there are no residual values outside of the |3| threshold, indicating that there are no outliers. According to Tabachnick and Fidell (2007), an abnormality is any value that is outside the |3| threshold. The diagonal dots in Figure 4.3 accelerate down the diagonal line, indicating that there is no evidence of outliers and that the data is linear. Homoscedasticity (equality of variance) is suggested by the case residual dots in Figure 4.3, which are arranged in a rectangle around zero (0). Heteroscedasticity, or unequal variance in the data, is therefore not a reason for concern. 

Figure 4.1: Histogram TC "Figure 4.1: Histogram" \f F \l "1" 
Source: Data Analysis (2024)
Figure 4.2: Normal P-Plots for the Standardized Residual Variables TC "Figure 4.2: Normal P-Plots for the Standardized Residual Variables" \f F \l "1" 
Source: Data Analysis (2024)
Figure 4.3: Scatter plot for the Standardized residual for Variables TC "Figure 4.3: Scatter plot for the Standardized residual for Variables" \f F \l "1" 
Source: Data Analysis (2024)
4.6 Multiple Regression Analysis TC "4.6 Multiple Regression Analysis" \f C \l "1" 
The multiple regression analysis was carried out to estimate the effect of financial incentive motivation (independent variables) on public organizations' performance (dependent variable). Results are presented in Table 4.7. 

4.6.1 Model Summary TC "4.6.1 Model Summary" \f C \l "1" 
Table 4.7 presents a summary of the model. In this analysis, the regression model where the dependent variable is Public Organization Performance (PORGPF) and the predictors are Bonuses (BON), Salary (SLRY), and Allowances (ALLWNC). The R Square value is 0.517. This means that approximately 51.7% of the variance in Public Organization Performance can be explained by the combined effects of Bonuses, Salaries, and Allowances. This indicates that the model has a moderate explanatory power.

Table 4.7: Model Summary TC "Table 4.7: Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	
	
	
	

	1
	.719a
	.517
	.509
	.32403

	a. Dependent Variable: PORGPF

	b. Predictors: (Constant), BON, SLRY, ALLWNC


*p < 0.05 (two-tailed), **p < 0.01 (two-tailed) ***p < 0.001 (two-tailed)

Note: BON = Bonuses, SLRY = Salary, ALLWNC = Allowances, PORGPF = Public Organizations Performance

Source: Data Analysis 2024
4.6.2 ANOVA Results TC "4.6.2 ANOVA Results" \f C \l "1" 
The findings of the analysis of variance (ANOVA) are shown in Table 4.8. It also goes by the name of model fit outcomes. The F-statistics and related sig. value are interesting in this table. The findings indicate that F (1,184) = 64.836, p < 0.001) is the F-statistic. The findings support the model's hypothesis, which states that the "model has the power to predict public organizations performance from financial incentives effects" and that financial incentives motivate public organizations.  They thus contend that the model's ability to forecast how well public organizations operate is strongly correlated with the effects of financial incentives.

Table 4.8: ANOVA Results TC "Table 4.8: ANOVA Results" \f T \l "1" 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	20.423
	3
	6.808
	64.836
	.000b

	
	Residual
	19.109
	182
	.105
	
	

	
	Total
	39.532
	185
	
	
	

	a. Dependent Variable: PORGPF

	b. Predictors: (Constant), BON, SLRY, ALLWNC


*p < 0.05 (two-tailed), **p < 0.01 (two-tailed) ***p < 0.001 (two-tailed)

Note: BON = Bonuses, SLRY = Salary, ALLWNC = Allowances, PORGPF = Public Organizations Performance

Source: Data Analysis, 2024
4.6.3 Regression Coefficient Results TC "4.6.3 Regression Coefficient Results" \f C \l "1" 
The regression model's coefficient results are shown in Table 4.9. The coefficient results demonstrate that financial incentives have a positive predictive power over public organization performance. The performance of public entities had a statistically significant positive relationship with allowances (r =.462**, p <.000). The performance of public companies was statistically and strongly associated with salary (r = -.700** p <.000). Last but not least, there was a statistically significant positive correlation between public companies' performance and bonuses (r = -.049*** p <.508).

Statistics on multicollinearity Tolerance values ranged from 797 to 997 in Table 4.14, and variance inflation factors (VIFs) from 1.003 to 1.257. These numbers imply that there is no suspicion of multicollinearity among the independent variables. According to Field (2005), multicollinearity should be considered if the VIF numbers are 10.0 or greater, or if the tolerance figures are less than 0.10.
Table 4.9: Regression Coefficient Results TC "Table 4.9: Regression Coefficient Results" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	6.279
	1.728
	
	3.633
	.000
	
	

	
	BON
	.047
	.053
	.174
	.468
	.789
	.997
	1.003

	
	SLRY
	.410
	.057
	.146
	5.666
	.000
	.796
	1.257

	
	ALLWNC
	.302
	.095
	.184
	3.186
	.002
	.797
	1.254


*p < 0.05 (two-tailed), **p < 0.01 (two-tailed) ***p < 0.001 (two-tailed)

Note: BON = Bonuses, SLRY = Salary, ALLWNC = Allowances, PORGPF = Public Organizations Performance

Source: Data Analysis, 2024
4.7 Discussion of the Findings TC "4.7 Discussion of the Findings" \f C \l "1" 
The goal of the study was to ascertain how public organizations' performance in the Morogoro Municipal Council office was impacted by financial incentives. Data were analyzed using descriptive statistics and Pearson coefficient correlation analysis. With a focus on the study's goals, the discussion explains the information gleaned from the data analysis and draws comparisons and contrasts between the current findings and those from comparable earlier studies. Maslow's Hierarchy of Needs Theory served as the model for the relevant factors. Contributions from every discovery are displayed. In this way, it facilitates a comprehensive and transparent comprehension of the influence of financial incentives on the effectiveness of public organizations.

4.7.1 Effect of Bonuses Incentives on Public Organizations' Performance TC "4.7.1 Effect of Bonuses Incentives on Public Organizations' Performance" \f C \l "1" 
The research findings on bonuses and incentives aspects revealed that many employees have noted the bonus program exists in public institutions, and this helps to facilitate the achievement of the set goals. It appears that bonuses are an important type of incentive that public organizations use to motivate employees for better performance, making them eligible if they have achieved high performance or exceeded their set goals. The amount of money resulting from the bonus is determined by the level of performance on which the employee achieved the specified goals or could rely. Public organizations today reward low-level employees with performance bonuses to increase the output of individual employees according to their performance; this situation is different from the past when managers had the opportunity to get bonuses.

These results are in line with those of Hanai & Pallangyo (2020), who discovered that incentive bonuses come in the forms of retention, referral, and signing bonuses. A financial offer made by an institution to get elite individuals to accept a position, particularly if they are being pursued by a rival school, is known as a signing bonus. Theoretically, offering upfront bonuses will increase earnings for the business in the long run. Professional teams at public institutions frequently provide signing bonuses to draw in top talent.

Also, the research findings revealed that to encourage employees to be motivated, institutions use performance bonuses to raise the morale of employees and to complete firm projects, which also leads to the development of the organization. The institution increases the output of the employees by giving them bonuses, this method helps to increase the working conditions for the employees of the respective institutions. The results align with Yeswa & Ombui, (2019) found that Performance bonus incentives are now increasing in public institutions as managers want to associate success with rewards. Public institutions use cash bonuses to honour the performance of their employees during the year under review. But there is also an unspoken assumption that such incentives will also be a factor in increasing employee efficiency. 
There are various incentives and reasons why businesses tend to use bonuses to empower their employees, it is important to distinguish how additional benefits are presented before addressing why organizations use incentives to motivate employees. For more information, Johns, (2020) explained that there are two ways to satisfy the employee. The first way, there are dependent satisfiers or what he called satisfiers who ensure that a direct payment is made or achieved if a certain type of action is performed. In other words, compensation is available. This type of reward is given in memory of work done or tasks evaluated.
Furthermore, the research findings revealed that in public institutions, bonuses are more appropriate than increasing salaries every year, this is because, in institutions, the level of giving bonuses is greater than the level of salary increases. The provision of bonuses to employees who perform well encourages employees to do better in the future; it also stimulates development in the institution.

In my view, a cash bonus seems to be relatively successful, but cash bonuses are everyone's favorite gift. Those who receive only a cash bonus are slightly happier than those who receive no reward, while cash bonuses are three out of four of the rewards preferred by employees in the public sector. Furthermore, the promise of monetary bonuses alone would seem to have little impact on organizational performance, only in terms of increasing customer service and profitability in a public organization.

4.7.2 The Impact of Salary on Public Organizations Performance TC "4.7.2 The Impact of Salary on Public Organizations Performance" \f C \l "1" 
The research findings on aspects of salary imply that, in public institutions, the salary is not the same as the result of work performance, in that sense, some employees are paid a lower rate compared to their performance. Often, this depends on the level of education of the staff. Public institutions do not provide a good salary management program that encourages a high level of productivity; this has been noted by employees that the salary offered is not satisfactory. The level of payment expected by employees is not satisfactory; this situation can lead to lower performance and reduce the efforts of employees to reach the next level of salary increases.
These findings concur with the findings by Calder, (2021) implies that employee motivation in a public institution comes in several forms, and salary is a major factor contributing to employee retention within the institution. Studies conducted in African countries have shown that salary payments, career advancement, personal happiness, and appreciation have motivated employees to perform better. At the end of the month, the amount of money that a person receives can be the most important motivational thing for an employee by raising the morale of the work. Money Salary is clearly defined as a potential inducement or inducement. Salary income excitement among employees can be encouraged, while permanent salary increases can motivate employees to increase their performance in a public organization. Also, salary includes basic pay and variable pay, It can also be called performance-related pay.

Also, the finding shows an employee in a public organization. Salary is a measurable way to motivate and show the employee's qualities for high performance or a job well done. Payment helps the development of employees in the organization because the salary ranges are based on the personal contribution of the employee and not the time spent on the job. These findings concur with the findings by Mfikwa et al. (2022) showed that employees are responsible at work if there is an increase in management morale and attention when the salary increases it directly reflects the employee's level of performance. 
The presence of bonus payments increases evaluation and can help employees better understand what is required within a public institution to obtain higher salaries. In addition, money is a way to measure and show high performance to employees or a job well done to employees’ qualifications. The presence of pay on performance measures gives managers an easy way to prove that they value high productivity and are willing to reward employees for that effort. It increases employee morale and can also contribute to improving productivity because employees feel committed to the service as the employer shows commitment.

There is a strong relationship between wages and employee satisfaction in a public organization, the satisfaction of wage components is directly linked to the existence of wage policies at work. Also, employee happiness and motivation are closely related to the method of payment. There are measurable or unclear benefits, in skill-based work and work pay, or static benefits do not appear to be fundamental to avoid the characteristics of risk, autonomy, and territorial control.

In my view, salary is a method of rewarding employees who perform services within the organization, sometimes called incentive pay. Salary within the organization helps the employer distinguish between high- and low-performance employees and reward the performance of high performers. This can help retention because no organization wants to lose its best performers. Salary includes basic pay and variable pay. In public offices, the value of any employee is personal and ultimately determined by the supervisor.

4.7.3 The Effect of Extra Allowances on Public Organizations' Performance TC "4.7.3 The Effect of Extra Allowances on Public Organizations' Performance" \f C \l "1" 
The findings imply that in public institutions, extra allowances have taken the place of increasing the efficiency of employees and improving the various services provided to customers. In public institutions, direct allowances are given according to the high-profit plan to talented and motivated employees who are more dedicated to daily tasks.

These facts also imply that in a public institution, incentives based on allowances do not reduce employee turnover. This is because sales are one of the areas that are expected to provide funds that help employees in the institution get extra allowance motivation. Furthermore, in public institutions, a procedure has been set to give employees allowances according to the concrete goals that have been achieved in the institution. These results are consistent with According to Ryu (2021), allowances are given to public servants as a reward for their effective job, for implementing bureaucratic changes, and in light of the public service's success, which is correlated with the success of the company where the employees are employed. As a result, the performance allowance of the employee may rise or fall in line with changes in performance as determined by the Institute of Key Performance Indicators. An efficient organizational management technique for fostering an employee-focused culture inside the institution is the performance allowance. This idea is centred on performance, management, accountability based on outcomes, and using outside services to help the public sector become more competitive.

Furthermore, Mudhofar (2021) noted that performance allowance is one of the many supporting elements needed for high work achievement. Performance bonuses and motivation are also crucial components that directly enhance worker productivity as a means of enhancing organizational performance. Allowances, in my opinion, have a big influence on how well individuals perform and grow in a public business. Employee quality and performance are significantly enhanced by performance allowance. The employee's performance is significantly impacted by the performance allowance. This occurs as a result of employees following the policies established by the business, which motivates them to work toward the organization's objectives and earn performance bonuses based on the calibre of their output. This instills discipline in workers, enabling them to achieve their goals. Furthermore, employees established the link between their performance and performance allowance to reap the benefits of high performance, even if employee performance is a key factor in the success of the public organization. Employee performance is therefore significantly impacted by the performance allowance.

4.7.4 Public Organizations Performance TC "4.7.4 Public Organizations Performance" \f C \l "1" 
The study finding implies that when it refers to poor performance, this means a public institution whose performance is below the previous level of success achieved. One of the ways to measure the progress of a public institution is employees are always interested in improving their skills at work, and that is why the institution has a plan to allow its employees after a certain time to go for various trainings. This is one of the ways to increase the number of workers with new skills at work. The results align with Otieno, (2021) implies that organizational performance is critical in this era of dynamic and rapid change. Organizational performance helps a public institution survive in the market and face competitors. Therefore, it is important to find things that improve the performance of the organization. Employees are important assets who directly run the public organization. Those employees who possess the skills, knowledge and ability to support the goals and values of the organization are an advantage and competitive in the development of the public organization.

Also, the study revealed that in a public institution, employees always use the right time to complete work. This is the best way for an institution to measure its success by looking at the performance of employees in such a way that they can complete the tasks assigned to them within the time set by the public institution. Success within the institution is brought about by efficient employees who show the right way to solve problems. Success within the institution depends on the cooperation of the employees since the efforts of the employees are the only way towards the success of the public institutions. These findings concur with the findings by Deserranno, (2019) found that given the nature of service in the organization, motivating employees to give their best has become more important than ever due to fierce competition and economic uncertainty. 
Employee motivation is important as there is a direct relationship between motivation and productivity. Only through information can managers help their employees produce the best performance that enables public organizations to increase profits and survive, even thrive in challenging times. Furthermore, findings reveal that employees in public institutions should always work by focusing on quality rather than quantity of work, Institutions get developed for the quality of work, which helps to provide better services in the institution.
In my view, employee motivation and performance are important tools for the long-term success of a public organization. On the one hand, performance measurement is important for organizational management, as it reflects the evolution and success of the organization. Organizations that incentivize their employees can increase service significantly within a short time. By taking the right approach to motivation, organizations can bring more success to their employees and enable them to achieve organizational goals. Therefore, organizations can reduce other costs and provide incentives to their employees to increase employee performance and organizational success. Incentives allow organizations to maintain consistent production and abnormal growth. Organizations that keep their employees motivated can give their employees a good work-life balance. This allows employees to separate their personal lives from their work lives.

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION, AND RECOMMENDATIONS TC "SUMMARY, CONCLUSION, AND RECOMMENDATIONS" \f C \l "1" 
5.1 Chapter Overview TC "5.1 Chapter Overview" \f C \l "1" 
The research findings that help evaluate the impact of financial incentives motivation on public organizations' performance in the Morogoro municipal Council office are summarized in this chapter, along with recommendations for further research and areas for future study.
5.2 Summary of the Key Findings TC "5.2 Summary of the Key Findings" \f C \l "1" 
The purpose of the study was to ascertain how public organizations' performance in the Morogoro Municipal Council office was impacted by financial incentive motivation. The Maslow hierarchy of needs hypothesis, first forth by Abraham Maslow in 1940, served as the foundation for this investigation. This study used a quantitative technique and a case study design. 89 respondents, including the head of the HRM department and regular municipal council employees, were surveyed in order to generate and gather primary data. Professional documents, books, journal articles, reports, and online resources were reviewed in order to gather secondary data. The quantitative data was analyzed by the researcher using SPSS, the Statistical Package for Social Science. Additionally, each study participant was free to participate fully in the study due to the ethical considerations that were observed. Below is a summary of the main conclusions.
5.2.1 The Effect of Bonuses Incentives on Organizations' Performance TC "5.2.1 The Effect of Bonuses Incentives on Organizations' Performance" \f C \l "1" 
The study in this objective revealed that on bonuses and incentives aspects, many employees have noted the bonus program exists in public institutions, which helps facilitate the achievement of the set goals. It found that bonuses are an important type of incentive that public organizations use to motivate employees for better performance, making them eligible if they have achieved high performance or exceeded their set goals. The amount of money resulting from the bonus is determined by the level of performance on which the employee achieved the specified goals or can rely. Public organizations today reward low-level employees with performance bonuses to increase the output of individual employees according to their performance; this situation is different from the past when managers had the opportunity to get bonuses. Also, the research findings revealed that to encourage employees to be motivated, institutions use performance bonuses to raise the morale of employees and to complete firm projects, which also leads to the development of the organization. The institution increases the output of the employees by giving them bonuses, this method helps to increase the working conditions for the employees of the respective institutions.

Furthermore, the research findings revealed that bonuses are more appropriate than increasing salaries every year. This is because, in institutions, the level of giving bonuses is greater than the level of salary increases. The provision of bonuses to employees who perform well encourages employees to do better in the future; it also stimulates development in the institution.
5.2.2 The Impact of Salary on Public Organizations Performance TC "5.2.2 The Impact of Salary on Public Organizations Performance" \f C \l "1" 
The study for this objective revealed that salary is not the same as the result of work performance; in that sense, some employees are paid a lower rate compared to their performance. Often, this depends on the level of education of the staff. Public institutions do not provide a good salary management program that encourages a high level of productivity; this has been noted by employees that the salary offered is not satisfactory. The level of payment expected by employees is not satisfactory; this situation can lead to lower performance and reduce the efforts of employees to reach the next level of salary increases.

Also, the finding shows an employee in a public organization, Salary is a measurable way to motivate and show the employee's qualities for high performance or a job well done. Payment helps the development of employees in the organization because the salary ranges are based on the personal contribution of the employee and not the time spent on the job. There is a strong relationship between wages and employee satisfaction in a public organization, the satisfaction of wage components is directly linked to the existence of wage policies at work. Also, employee happiness and motivation are closely related to the method of payment. There are measurable or unclear benefits, in skill-based work and work pay, or static benefits do not appear to be fundamental to avoid the characteristics of risk, autonomy, and territorial control.

5.2.3 Extra Allowances Satisfy Public Organizations Performance TC "5.2.3 Extra Allowances Satisfy Public Organizations Performance" \f C \l "1" 
The study in this objective revealed that extra allowances have taken the place of increasing the efficiency of employees and improving the various services provided to customers.  In public institutions, direct allowances are given according to the high-profit plan to the talented and motivated employees who are more dedicated to daily tasks. From these facts, it also implies that in a public institution incentives based on allowances do not reduce employee turnover. This is because sales are one of the areas that are expected to provide funds that help employees in the institution to get extra allowance motivation. Furthermore, in public institutions, a procedure has been set to give employees allowances according to the concrete goals that have been achieved in the institution.

The study for this objective revealed that extra allowances have been given to increase the efficiency of employees and improve the various services provided to customers.  In public institutions, direct allowances are given according to the high-profit plan to talented and motivated employees who are dedicated to daily tasks. Also implies that incentives based on allowances do not reduce employee turnover in a public institution. This is because sales are one of the areas that are expected to provide funds that help employees in the institution get extra allowance motivation. Furthermore, in public institutions, a procedure has been set to give employees allowances according to the concrete goals that have been achieved in the institution.

5.3 Study Implication TC "5.3 Study Implication" \f C \l "1"  

5.3.1 Policy Implications TC "5.3.1 Policy Implications" \f C \l "1" 
The development of Incentive Policies comes first as the study suggests that Morogoro Municipal Council should develop comprehensive incentive policies that align with employee needs and organizational goals. This can help in attracting, retaining, and motivating employees. Also, Budget Allocation whereby there is a need for a strategic budget allocation that prioritizes financial incentives. This can ensure sustainability and consistency in providing these incentives, which can lead to improved employee performance and overall organizational productivity.

5.3.2 Managerial Implications TC "5.3.2 Managerial Implications" \f C \l "1" 
Enhanced Performance Management will be evidenced as managers should integrate financial incentives into the performance management system. Recognizing and rewarding high performers can boost morale and encourage a culture of excellence. Also, tailored Incentive Programs: Different employees have different motivational drivers. Managers should design tailored financial incentive programs that cater to diverse employee needs, ensuring that the incentives provided are effective.

5.3.3 Employee Implications TC "5.3.3 Employee Implications" \f C \l "1" 
Increased Job Satisfaction will be evidenced as financial incentives can significantly enhance job satisfaction among employees. When employees feel valued and rewarded, their commitment to their jobs and the organization increases, leading to higher productivity. Also, motivation and Retention: Financial incentives are crucial for motivating employees and reducing turnover rates. Employees are more likely to stay with the organization if they perceive that their efforts are being adequately rewarded.

5.3.4 Organizational Implications TC "5.3.4 Organizational Implications" \f C \l "1" 
Improved Performance will be adhered to as the study indicates a positive correlation between financial incentives and organizational performance. By implementing effective financial incentive schemes, Morogoro Municipal Council can achieve higher levels of efficiency and service delivery. Also, the culture of Performance will be introduced in financial incentives can help in fostering a culture of performance and accountability within the organization. This can lead to a more dynamic and proactive workforce.

5.4 Conclusion TC "5.4 Conclusion" \f C \l "1" 
This study aimed to assess the effect of financial incentive motivation on public organizations' performance in Tanzania. Studies revealed that salary is not the same as the result of work performance, in that sense, some employees are paid a lower rate compared to their performance. Often, this depends on the level of education of the staff. The study concluded that salaries have a positive effect on the performance of public institutions and employees who receive payment based on performance, such as those whose payment is related to the performance of the individual or of public institutions who work hard.
From the findings of bonuses, the study concluded that bonuses have a positive and significant effect on the performance of public institutions. Bonuses should only be used in situations that stimulate high levels of performance and significant achievements in public organizations. Also, the study concludes that extra allowances do not reduce employee turnover in a public institution. This is because sales are one of the areas that are expected to provide funds that help employees in the institution get extra allowance motivation.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1"  

Based on this study’s findings, the following recommendations have been made; Employees' salaries should be paid regularly and on time, as it will motivate them to work hard, aiming to increase the institution's output. Salaries should be based on the evaluation of the goals that the public institution has set. Public institutions should design a performance-based cash award program that reflects clear differences in performance standards to ensure the highest-performing employees receive higher salaries.

Public institutions should focus on paying bonuses to employees who put extra effort into their work, giving a sense of responsibility, promoting employees who work hard and treating employees equally. It is also recommended that the management of public institutions come up with financial awards based on performance to recognize the performance of employees who follow the goals and time agreed upon for different groups of employees. 

The management of a public institution should have a good structure that shows how salary increases for the best performers are given. From the views of many public employees, it was clear that employees would do better if they were given a pay raise. In most cases, employees are motivated by the salary they receive. Salaries have a significant impact on employee productivity as many employees see the salary they are paid as valuable.

5.6 Area for Further Study TC "5.6 Area for Further Study" \f C \l "1" 
The study was done on only one selected organization in Morogoro municipality. 
Therefore, the data generated and collected in this field of study cannot justify the reality of the whole country or other parts. Therefore, the researcher recommends that:- 

i. A similar study can be conducted on the impact of financial salary incentive motivation on public organizations' performance in Tanzania

ii. Investigating the long-term impact of financial incentives on employee performance and organizational outcomes. Longitudinal studies can provide insights into how financial incentives affect performance over time and whether their effects are sustained or diminish.
iii. Explore the comparative effects of financial versus non-financial incentives (such as recognition, career development opportunities, and work-life balance) on public organizational performance. This can help determine the relative importance and effectiveness of different types of motivation strategies.
iv. Examine how organizational culture influences the effectiveness of financial incentives. Understanding the interplay between organizational culture and financial incentives can reveal why certain incentive programs succeed or fail in specific organizational contexts.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX 1; Questionnaire for municipal council staffs

AISHA W ABDALLAH is my name. In order to receive my Master of Human Resources Management (MHRM) degree from The Open University of Tanzania, I am conducting research on the topic of "Effect of financial incentives motivation on public organizations performance in Morogoro municipality." I have attached a questionnaire for you to complete. When completing this survey, please circle the number {1, 2, 3, 4, or 5} that indicates how strongly you agree with each item, with 1 denoting strongly disagree. 2 = Disagree 3 is not agreeing nor disagreeing. 4 = Consent Strongly Agree (5). 
Please be aware that all information you submit will be kept private, used exclusively for this study, and that no effort will be made to reveal your name. 
I'm grateful in advance.

SECTION A: General Information 

	A1 
	Gender 
	Male 
	☐
	
	
	Female ☐

	A2 
	Age  
	Under 20 years ☐
	20-29 years☐
	
	30-39 years ☐
	
	
	40-49 years ☐
	50 years and over ☐

	A3
	Years of Experience
	Below 10 years ☐
	10-20 years ☐
	
	Above 20
	 years ☐

	A4
	Highest Level of Education 

	
	First School Leaving Certificate/ SSCE 
	1 ☐

	
	Certificate (professional courses)
	2 ☐

	
	Diploma (professional courses)
	3 ☐

	
	Degree (BSc/HND/B.Ed.)
	4 ☐

	
	Masters (MSc/ MBA) 
	5 ☐

	
	Doctorate (PhD)
	6 ☐


SECTION B:
Questions Relating to the Study

Please encircle the rating number; the options that best represent your opinion. 1 = Strongly Disagree 2 = Disagree 3 = neither Disagree nor Agree 4 = Agree 5 = Strongly Agree

Effect of bonuses incentives

	S/N
	Statement 
	SCORE

	1
	I always receive a bonus for achieving specific goals set by the public institutions
	1
	2
	3
	4
	5

	2
	My firm rewards staff with performance bonuses to increase output
	1
	2
	3
	4
	5

	3
	Performance bonuses encourage employees to do exceptional work and complete firm projects
	1
	2
	3
	4
	5

	4
	Issuing bonuses to performing employees tend encourage them to do better the next time
	1
	2
	3
	4
	5

	5
	Public institutions bonus is much more viable than increasing salaries annually
	1
	2
	3
	4
	5


Effect of salary

	S/N
	Statement 
	SCORE

	1
	My salary is commensurate to the work performance results
	1
	2
	3
	4
	5

	2
	The public institutions provides an effective wage administration program that encourages a higher productivity level
	1
	2
	3
	4
	5

	3
	My pay helps me progress because the pay ranges are based on personal contribution rather than time served
	1
	2
	3
	4
	5

	4
	The performance-based pay scale requires effort to reach the next rung of pay increases
	1
	2
	3
	4
	5

	5
	The salary is a quantifiable way to show employee praise for high performance or a job well done
	1
	2
	3
	4
	5


Effect of extra allowances

	S/N
	Statement 
	SCORE

	1
	A straight allowances based is a very lucrative arrangement for highly talented and motivated employees
	1
	2
	3
	4
	5

	2
	The public institutions gives me allowances based on the firm objectives that have been achieved
	1
	2
	3
	4
	5

	3
	Allowances motivate employees to be persistent, creative and productive at work
	1
	2
	3
	4
	5

	4
	Allowances have increased efficiency and improve customer service 
	1
	2
	3
	4
	5

	5
	Allowances based incentives decreases employee turnover
	1
	2
	3
	4
	5


Organizations performance
	S/N
	Statement 
	SCORE

	1
	How would you rate your overall job performance compared to peers with similar experience doing the same job as you?
	1
	2
	3
	4
	5

	2
	How would you rate your overall job performance compared to your similarly qualified colleagues doing the same job as you?
	1
	2
	3
	4
	5

	3
	How would you rate the quality of your work compared to that of your colleagues doing the same work as you?
	1
	2
	3
	4
	5

	4
	How would you rate your level of productivity compared to that of your colleagues doing the same job as you?
	1
	2
	3
	4
	5

	5
	When referring to a “poor performance”, I mean a performance that lies below the previous achievement level
	1
	2
	3
	4
	5


Thank you for your cooperation

APPENDIX II; Questionnaire for Head of HRM department

My name is AISHA W ABDALLAH. I am carrying out research entitled “Effect of financial incentives motivation on public organizations performance in Morogoro municipality” in fulfillment of the award of Degree of Masters of Human Resources Management (MHRM) of The Open University of Tanzania. Hereunder is a questionnaire which I would like you to fill up.  While filling up this questionnaire, please encircle the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = neither Disagree nor Agree 4 = Agree 5 = Strongly Agree. 

Please note that, the information you provide will be kept confidential and will only be used for this research and that no attempt will be made to disclose your identity. 

Thank you in advance.

SECTION A: General Information 

	A1 
	Gender 
	Male 
	☐
	
	
	Female ☐

	A2 
	Age  
	Under 20 years ☐
	20-29 years☐
	
	30-39 years ☐
	
	
	40-49 years ☐
	50 years and over ☐

	A3
	Years of Experience
	Below 10 years ☐
	10-20 years ☐
	
	Above 20
	 years ☐

	A4
	Level of Education ………………………………………………..


SECTION B:
Questions Relating to the Study
1. From the table below, what are the financial incentives for promoting motivation organization has applied to improve your morale for better performance? Please encircle the rating number, the options that best represent your opinion. 1 = Strongly Disagree 2 = Disagree 3 = neither Disagree nor Agree 4 = Agree 5 = Strongly Agree
Effect of bonuses incentives

	S/N
	Statement 
	SCORE

	1
	I always receive a bonus for achieving specific goals set by the public institutions
	1
	2
	3
	4
	5

	2
	My firm rewards staff with performance bonuses to increase output
	1
	2
	3
	4
	5

	3
	Performance bonuses encourage employees to do exceptional work and complete firm projects
	1
	2
	3
	4
	5

	4
	Issuing bonuses to performing employees tend encourage them to do better the next time
	1
	2
	3
	4
	5

	5
	Public institutions bonus is much more viable than increasing salaries annually
	1
	2
	3
	4
	5


Effect of salary

	S/N
	Statement 
	SCORE

	1
	My salary is commensurate to the work performance results
	1
	2
	3
	4
	5

	2
	The public institutions provides an effective wage administration program that encourages a higher productivity level
	1
	2
	3
	4
	5

	3
	My pay helps me progress because the pay ranges are based on personal contribution rather than time served
	1
	2
	3
	4
	5

	4
	The performance-based pay scale requires effort to reach the next rung of pay increases
	1
	2
	3
	4
	5

	5
	The salary is a quantifiable way to show employee praise for high performance or a job well done
	1
	2
	3
	4
	5


Effect of extra allowances

	S/N
	Statement 
	SCORE

	1
	A straight allowances based is a very lucrative arrangement for highly talented and motivated employees
	1
	2
	3
	4
	5

	2
	The public institutions gives me allowances based on the firm objectives that have been achieved
	1
	2
	3
	4
	5

	3
	Allowances motivate employees to be persistent, creative and productive at work
	1
	2
	3
	4
	5

	4
	Allowances have increased efficiency and improve customer service 
	1
	2
	3
	4
	5

	5
	Allowances based incentives decreases employee turnover
	1
	2
	3
	4
	5


Organizations performance
	S/N
	Statement 
	SCORE

	1
	How would you rate your overall job performance compared to peers with similar experience doing the same job as you?
	1
	2
	3
	4
	5

	2
	How would you rate your overall job performance compared to your similarly qualified colleagues doing the same job as you?
	1
	2
	3
	4
	5

	3
	How would you rate the quality of your work compared to that of your colleagues doing the same work as you?
	1
	2
	3
	4
	5

	4
	How would you rate your level of productivity compared to that of your colleagues doing the same job as you?
	1
	2
	3
	4
	5

	5
	When referring to a “poor performance”, I mean a performance that lies below the previous achievement level
	1
	2
	3
	4
	5


Thank you

APPENDIX III; RESEARCH CLEARANCE LETTER
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Municipal Director,
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MOROGORO

Dear Director,

RE: RESEARCH CLEARANCE FOR MS. AISHA W. ABDALLAH, REG NO:
PG202186202

2. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 1'March 1993 by public notice No.55 in the
official Gazette. The Act was however replaced by the Open University of Tanzania
Charter of 2005, which became operational on 1S‘January 2007.In line with the Charter,
the Open University of Tanzania mission is to generate and apply knowledge through

research.

3. To facilitate and to simplify research process therefore, the act empowers the Vice
Chancellor of the Open University of Tanzania to issue research clearance, on behalf of
the Government of Tanzania and Tanzania Commission for Science and Technology, to
both its staff and students who are doing research in Tanzania. With this brief
background, the purpose of this letter is to introduce to you Ms. Aisha W. Abdallah,
Reg. No: PG202186202), pursuing Master of Human Resource Management
(MHRM). We here by grant this clearance to conduct a research titled “Effect of
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Dar es Salaam. Tel: 022-2-2668820.We lastly thank you in advance for your assumed

cooperation and facilitation of this research academic activity.
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THE OPEN UNIVERSITY OF TANZANIA
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Prof.Gwahula Raphael Kimamala
For: VICE CHANCELLOR
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ABSTARCT 

This study looked at how allowances affected Tanzanian public organizations' performance. an instance involving the municipal council office in Morogoro. The study used an explanatory design, a quantitative methodology, and a positivist research attitude. A stratified random sampling strategy was used to choose 186 samples from a population of 372. Data was gathered through the use of questionnaires. As tools for data analysis, descriptive statistics and linear regression were employed. According to the study, there was a significant and favorable correlation between allowances and the performance of public organizations. 

Keywords: Allowances, Public organizations, Performance, Organizational performance

INTRODUCTION 
The performance of public organizations is critical to the socio-economic development of any nation, especially in developing countries like Tanzania. Public sector performance hinges on numerous factors, one of which is employee motivation through financial incentives such as allowances. Allowances are additional financial benefits provided to employees beyond their regular salaries to meet specific needs and improve their work performance. These allowances can include housing, transport, medical, or hardship allowances, which are intended to motivate employees, enhance job satisfaction, and ultimately improve organizational performance (Masvaure et al., 2021).

Globally, allowances have been identified as a critical factor influencing the performance of public organizations by motivating employees and improving job satisfaction. Studies in developed countries like Canada and the United Kingdom reveal that financial incentives, including allowances, enhance employee retention and productivity in public organizations (Mansour & Tremblay, 2021). Allowances such as housing, transportation, and medical benefits are seen as tools to address employees’ financial needs, thereby reducing stress and enhancing focus on job responsibilities. Similarly, research by Cheng and Kang (2020) in Asian countries like South Korea highlights that structured and timely payment of allowances significantly boosts employee morale and contributes to achieving organizational goals. However, in many instances, the effectiveness of allowances is linked to their equitable distribution and alignment with employees' roles and organizational priorities, underscoring the need for proper administration and accountability in public sectors globally.

In Africa, the role of allowances in improving public sector performance is widely recognized but often hindered by challenges such as irregular payments, corruption, and budgetary constraints. A study by Amponsah-Tawiah et al. (2022) in Ghana found that allowances, particularly transport and hardship allowances, positively impact employee motivation and productivity in local government institutions. Similarly, research in Kenya by Ochieng and Wekesa (2021) emphasizes that allowances contribute significantly to employee job satisfaction and organizational performance, though challenges such as favoritism and mismanagement often limit their effectiveness. In Tanzania, studies have shown mixed outcomes. For instance, Mgoba and Malisa (2023) found that while allowances in local government authorities, including Morogoro Municipal Council, enhance employee satisfaction, delays and inequitable distribution undermine their impact. These findings highlight the need for reforms in the administration of allowances to ensure they contribute effectively to public sector performance across Africa.

In Tanzania, allowances play a significant role in compensating public sector employees due to the often low salaries in the civil service. According to Mbelwa et al. (2022), the public sector in Tanzania relies on allowances as a supplementary mechanism to bridge the gap between limited pay and employees' financial demands, ensuring higher retention and productivity. However, the mismanagement and inequitable allocation of allowances have led to concerns regarding their effectiveness in enhancing performance.

In the context of local government authorities, such as Morogoro Municipal Council, the provision of allowances is vital in influencing employees’ productivity and service delivery. Local government authorities (LGAs) are responsible for providing essential services to citizens, and their success depends on the efficiency and motivation of their workforce (URT, 2021). However, challenges such as inadequate funding, poor allocation of resources, and irregular payment of allowances have adversely affected employee morale and organizational performance in many LGAs, including Morogoro (Komba & Mwageni, 2022).
This study seeks to examine the effect of allowances on the performance of public organizations, focusing on Morogoro Municipal Council Office. By exploring the link between allowances and performance, this study aims to provide insights into how financial incentives contribute to the overall effectiveness of public organizations in Tanzania. The findings are expected to inform policymakers and stakeholders on how to optimize the use of allowances to enhance public sector productivity.

LITERATURE REVIEW 

Allowances

Payments made to an employee to cover costs or particular work conditions are known as extra allowances. For instance, many workers receive a stipend to help with entertainment or travel costs (Michelle, 2020). On the other hand, extra allowances are defined by Yousaf, Latif, Aslam, and Saddiqui (2014) as extra financial benefits that are given to workers in addition to their base pay. These reimbursements are frequently intended to meet certain costs, acknowledge new duties, or commend workers for exceeding expectations. Extra allowances can be used as a motivating strategy in public enterprises to improve worker happiness and performance.  Extra allowances in this study refer to stipends granted to workers who perform extra or unique tasks.

Public Organizations

A public organization is any non-profit that promotes economic growth or any other kind of non-profit, such as one that sponsors or assists with athletic activities. According to Blount (2019), a public body is any local government, public authority, government agency, or other governmental organization. In this study, a legally recognized organization that manages initiatives and provides services to a governmental body was referred to as a public organization. Put otherwise, it's a government organization.

Organizations Performance

Organizational performance is the ability of an organization to achieve its goals and improve results. In today's workforce, organizational performance is defined as a company's ability to achieve goals in a changing environment (Richard, 2018). By comparing the intended and actual outputs and results, one can assess an organization's performance. This comparison can be used by organizations to determine whether they are meeting their objectives. Typically, managers, company owners, and strategic partners do this performance review. The process includes identifying and implementing techniques that can improve the organization's performance. In this study, organizational performance was defined as the extent to which an organization achieves its objectives and completes a sizable amount of its daily tasks.

Maslow’s Hierarchy of Needs Theory

The 1943 idea of Abraham Maslow's hierarchy of needs served as the basis for this investigation. This notion states that a person's strongest requirements usually dictate his actions at that certain moment. According to psychologists, there is a hierarchy of needs, with the more fundamental needs being met before an individual tries to fulfil the most significant ones. Higher requirements should be prioritized later if his basic needs are not being addressed. This theorist created a hierarchy of needs that ranked physiological needs, safety needs, social needs, esteem needs, and self-determination from bottom to top, as seen in the following figure:


Figure 1.1: Maslow’s Hierarch of Needs

Source: Researcher’s Reflection of Reviewed Literature

Because physiological demands are essential for living, they are at the base of the hierarchy and usually possess the most influence. Until these demands are satisfied to the degree necessary for the body to operate effectively, the majority of a person's actions are probably going to be at this level, with other levels merely serving to slightly inspire him. 
The safety need is the need for self-preservation and escape from workplace dangers. Peter F. Druker argues that a person's attitude toward security should be taken into consideration while choosing a post, while McGregor argues that management should enhance employment policies and foster a healthy work environment. By providing insurance plans, pension plans, and other benefits or by creating anxiety about being laid off, demoted, or fired, organizations can influence security requirements in either a favorable or negative way. Social needs: Everyone wants to be accepted by various groups and fit in. When a person's social nature takes over, they will endeavor to build meaningful relationships with other people. Men often take considerable action to remove impediments to sexual behavior if they have less opportunity to associate with others. This type of environment develops when there is a lot of oversight and control but little direct communication with management, and the work becomes monotonous, tedious, and overly simplified. 
A sense of identity, self-worth, self-respect, confidence, and recognition are all elements of self-esteem. Feelings of control, authority, prestige, and confidence are generated when these expectations are fulfilled. Self-actualization needs, according to McGregor, are the motivation to realize one's full potential, whatever that may be. This relates to the development of people's innate skills and how it motivates them to seek out chances to realize their greatest potential. This includes competence, which indicates accomplishment and mastery of the social and physical aspects of the environment. A man with high-intensity achievement standards felt restless when he was unable to find fulfillment in doing the tasks he was supposed to complete. 
In conclusion, the concept of a hierarchical hierarchy of needs serves as the foundation for Maslow's Theory. According to this theory, a man is always waiting, human needs are never completely satisfied, and needs gradually wane and are replaced by new ones. Lastly, when a man's desires are not fulfilled, he becomes motivated to try to fulfill them. It provides a quite simple solution to a managerial conundrum by recommending that managers try to satisfy people's needs in a particular sequence. Some critics argue that there is no direct causal relationship between behavior and need and that the hierarchy is not strict for every individual because human wants cannot be met in a sequential manner. Furthermore, the subject of what constitutes a fair degree of satisfaction has proven difficult to implement because people differ. 
The complex relationship between motivation and human nature is clarified by Maslow's theory of the hierarchy of needs, which considers the many needs of individuals. Additionally, it cautions management that when conducting a motivation function, they should consider the fact that an employee cannot be motivated by a single incentive; instead, rewards should be modified to correspond with the current demands. Maslow's theory has three main benefits: it is easy to understand, it recognizes human nature, and it is applicable in all circumstances. The main problem with Maslow's theory is that it fails to take into account the possibility that people are driven by intrinsic incentives and that they come from a range of social and cultural backgrounds. Furthermore, the effectiveness of demand cannot be experimentally measured. 
Mudhofar (2021) investigated how performance allowances affected organizational performance, task achievement, and employee engagement in Indonesian government offices. Examining the effects of performance allowance on employees' motivation, output, and organizational performance at the Ministry of Religion's Office in Lumajang City is the aim of Mudhofar's (2021) study. This deciding element must be considered by public institutions in order to improve services and achieve bureaucratic reform. This quantitative study uses AMOS software in conjunction with structural equation modeling (SEM) data analysis techniques. In 2021, the Ministry of Religion employed 153 people in Mudhofar. The modeling results show that the RMSEA is 0.040, the CFI is 0.969, and the GFI index is 0.906. The hypothesis test results show that there is very little direct correlation between employee job achievement, motivation, organizational performance, and performance allowance. The quality of work done has a direct and significant impact on the criteria that determine the performance of public organizations. Work success is the primary determinant of organizational performance. 

Performance allowance and motivation are two of the many supporting components needed for high work achievement. In terms of efforts to enhance organizational performance through work achievement, this research offers a useful addition to government organizations' policy-making. To directly boost employee job achievement as a means of improving organizational performance, performance allowance and motivation are crucial components. This research has a very high originality value because it tested and measured the implications of the compensation factor as a determinant of organizational performance on the target of a public organization that has recently implemented compensation payments for the State Civil Apparatus in the form of performance allowances. The present study employed SPSS software for data analysis, whereas the gap found in the previous study used AMOS software.

A study on the effects of promotions, allowances, and praise on employee performance was conducted by Alshaddi and Mohd in 2021. According to a study, one of the most important factors for management to ensure that employees are positively contributing to the goal of the company is motivation. Previous research has demonstrated that unmotivated employees will operate less effectively. The governmental sector, particularly those that offer vital community services like education, will be more vulnerable to this kind of circumstance. Thus, the purpose of this study was to evaluate the impact of recognition, advancement, and allowances on employee performance at Khalifa University. The case study technique was applied by applying the quantitative methodology and gathering data through the use of specially created questionnaires. According to Alshaddi & Mohd (2021), promotions, allowances, and expressions of gratitude are positively correlated with worker performance. A series of suggestions was made by Alshaddi & Mohd (2021) to improve worker performance. This study aims to close the knowledge gap on the impact of financial incentives on the motivation and performance of public organizations.

A study on the impact of work discipline, organizational culture, and performance allowance on employee performance in Indonesia was conducted by Siyani et al. in 2021. This study intends to ascertain the impact of work discipline, organizational culture, and performance allowances on employee performance at Yapen Serui Islands Regency's Public Order Agency (SATPOL PP). This study is quantitative and uses a causal methodology. By treating the entire research population that is, the 82 SATPOL PP officers of the Yapen Serui Islands Regency as the research sample, the study employed a saturation sampling technique. Multiple linear regressions and descriptive analysis were used to analyze the data. According to Siyani et al. (2021), employee performance was positively and significantly impacted by the performance stipend. Stated otherwise, an employee's performance is directly correlated with their performance allowance. Employee performance, on the other hand, was neither positively nor significantly impacted by corporate culture. The organizational culture used by the Yapen Serui Islands Regency's SATPOL PP officers did not considerably raise worker performance. Employee performance was positively and significantly impacted by work discipline. An employee performs better when their job discipline is higher. The efficiency of performance allowance as a component of monetary incentives has been demonstrated by the study. The primary goal of this study is to identify the numerous financial incentives that remain unidentified.

Hypothesis: Allowances are positively related to public Organization performance

METHODOLOGY 

Because positivism is an objective research theory, many researchers today apply it in their work. Because it primarily draws from empirical research on the topic, it is widely accepted. According to the positivist research theory, reality is altered with variety (Creswell & Clark, 2017). A quantitative research approach was used. Xiong, (2022) explained a quantitative research approach based on structured tools such as surveys, large sample sizes, closed questions, data presented numerically, and the ability to generalize results to larger populations. In this study, the quantitative approach is selected to enable the researcher to assess the effects of financial incentive motivation on public organizations' performance in the Morogoro municipal Council office. The study employed an explanatory design to explore the effects of employee motivation on public organizations' performance.  Explanatory research design is a research method that explores why something occurs when limited information is available (Turner, 2019).

Population 

Morogoro Municipal Council office has a total population of 372 employees (Morogoro municipal 2023). Participants of this study were the Head of the HRM department and the Normal municipal council staff. Morogoro municipal council office has a total of 22 departments, in the department's study selected respondents as shown in Table 3.2 below The departments and units within Morogoro municipal council office are shown in Table 3.1 below;

Table 1 Population of the Study

	S/N
	UNIT/DEPARTMENT
	NUMBER OF EMPLOYEES

	1
	Human Resources and Administration
	9

	2
	Health 
	26

	3
	Environment
	24

	4
	Sanitation 
	20

	5
	Water
	6

	6
	Agriculture and Irrigation 
	22

	7
	Finance and Trade 
	24

	8
	Planning
	17

	9
	Statistics and Monitoring
	27

	10
	Livestock and Fisheries
	14

	11
	Urban Planning
	22

	12
	Community Development and Social Welfare
	12

	13
	Primary Education
	20

	14
	Cultural and Secondary Education
	16

	15
	legal 
	16

	16
	Internal Audit
	9

	17
	Election
	13

	18
	Public Relations
	20

	19
	Information Technology
	7

	20
	Beekeeping
	19

	21
	Procurement
	8

	22
	Works and Cooperatives
	21

	Total
	372


Source; Field Data 2023
 1 Sample Size

The number of individuals chosen from the population to make up a sample is known as the sample size. The sample size was determined using the YAMANE (1967) rule of sample size estimation formula. Thus, it implies:
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[image: image7.png]_ 372
"= 1137200059




[image: image8.png]186




Therefore, 186 respondents were the sample size.

Table 2: Sample size

	S/No.
	Departments
	Frequency
	Percentage

	19. 
	Human Resources and Administration
	5
	3%

	20. 
	Works and Cooperatives
	5
	3%

	21. 
	Planning
	5
	3%

	22. 
	Legal
	5
	3%

	23. 
	Health
	9
	5%

	24. 
	Environment, Sanitation, Water, Agriculture, and Irrigation 
	17
	9%

	25. 
	Finance and Trade
	12
	6%

	26. 
	Statistics and Monitoring
	12
	6%

	27. 
	Livestock and Fisheries
	12
	6%

	28. 
	Urban Planning and Environmental
	15
	8%

	29. 
	Community Development and Social Welfare
	14
	7%

	30. 
	Primary Education, Cultural and Secondary Education
	14
	7%

	31. 
	Internal Audit
	6
	3%

	32. 
	Election
	6
	3%

	33. 
	Public Relations 
	12
	6%

	34. 
	Information Technology 
	12
	6%

	35. 
	Beekeeping 
	12
	6%

	36. 
	Procurement
	13
	7%

	TOTAL
	186
	100%


Source; Field Data 2023
Data collection refers to the process of gathering specific information aimed at providing a refuting of some facts (Cohen, 2020). The researcher used only primary data.  

Data analysis

With the aid of IBM SPSS Statistics, descriptive and correlation analyses were performed on the acquired data. Further information regarding the data analysis has been thoroughly examined in Kuipers's study (2017). Additionally, the researcher used multiple linear regression analysis to ascertain the contribution of each independent variable to the dependent variables as well as their relationship as predictions. The following equation was utilized in the multiple linear regression analysis to show which association was dominant. All presumptions were taken into account when performing multiple regression analysis, including the normality of the data and the lack of multicollinearity issues in cases where the variables had little or no relationship to one another. The researcher is assisted in locating the model's outliers by the multiple regression analysis. The regression equation is hereby presented below:-

Y= B0 +b1x1 + ɛ

Were

Y= Dependent variable - Public organization Performance

B0= Constant

X1= Allowances

  b= Regression coefficient of Allowances

ɛ =   Error

RESULTS 

Descriptive Statistics Results for the Effect of extra allowances on public organizations' performance

The effect of the autonomy scale was calculated using descriptive statistics (mean, standard deviation, minimum, and maximum scores) (Table 4.4). The item that claimed that allowances inspire workers to be tenacious, innovative, and productive at work received the highest score (M 5.00, S.D. =.00), followed by the statements that allowances improve customer service outcomes and increase efficiency (M = 4.91, SD =.28) and that allowance-based incentives lower employee turnover (M = 4.91, SD =.28). The lowest measurement scale on the public institutions gives me allowances based on the firm objectives that have been achieved (M = 4.80, SD = .40) followed by the A straight allowances based is a very lucrative arrangement for highly talented and motivated employees (M = 4.73, SD = .44).

Table 4.4: The Effect of extra allowances on public organizations performance

	
	Min
	Ma
	Mean
	Std. Dev

	A straight allowance is a very lucrative arrangement for highly talented and motivated employees
	4.00
	5.00
	4.7312
	.44454

	The public institutions give me allowances based on the firm objectives that have been achieved
	4.00
	5.00
	4.8011
	.40027

	Allowances motivate employees to be persistent, creative and productive at work
	5.00
	5.00
	5.0000
	.00000

	Allowances have increased efficiency and improve customer service
	4.00
	5.00
	4.9140
	.28115

	Allowances-based incentives decrease employee turnover
	4.00
	5.00
	4.9140
	.28115


N = 186

Source: Data Analysis, 2024

Regression Assumptions Results

The histogram's bell-shaped curve (figure 1) represents the residuals' distribution. The residuals' mean and standard deviation are both near zero, indicating a normal distribution. Furthermore, as Figure 2 illustrates, residuals plot along the diagonal line. Provide proof that there are no outliers. Thus, there isn't much of a deviation from the norm. There are no residual values outside of the |3| threshold, as shown by the histogram (Figure 1), demonstrating the absence of outliers. Tabachnick and Fidell (2007) state that any value outside the threshold of |3| is an abnormality. Figure 3's diagonal dots are accelerated down the diagonal line, suggesting that the data is linear and lacks outlier evidence. 

In Figure 3, the case residual dots are distributed in a rectangle around zero (0), suggesting homoscedasticity (equality of variance). Thus, there's no cause for concern regarding heteroscedasticity (unequal variation in the data). 
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Figure 1: Histogram

Source: Data Analysis, 2024

Figure 2: Normal P-Plots for the Standardized Residual   Variables

Source: Data Analysis, 2024
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Figure 3: Scatter plot for the Standardized residual for Variables

Source: Data Analysis, 2024

Regression Results

Model Summary 

The model summary provides key metrics to evaluate the performance of the regression model. The R value (0.692) indicates a strong positive correlation between the predictor variable (Allowance) and the dependent variable (Organizational Performance). The R Square (0.479) signifies that 47.9% of the variation in organizational performance is explained by allowances, demonstrating a moderate explanatory power of the model. The Adjusted R Square (0.477), slightly lower than the R Square, accounts for the number of predictors in the model and is a more accurate measure of the model’s goodness of fit when generalizing to the population. The Standard Error of the Estimate (0.64254) reflects the average distance that the observed values deviate from the predicted values, suggesting the model has some level of predictive error. Overall, the summary shows that allowances have a notable impact on organizational performance, though nearly half of the variation remains unexplained by the model.
Table 3: Model summary 

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.692a
	.479
	.477
	.64254

	a. Predictors: (Constant), ALWANCE

	b. Dependent Variable: OP


 Source: Data Analysis, 2024
Anova Results 

The ANOVA results assess the overall significance of the regression model. The Sum of Squares for Regression (103.734) indicates the variation in organizational performance (OP) explained by the predictor variable (Allowance), while the Residual Sum of Squares (112.709) represents the unexplained variation. The F-statistic (251.262), derived by dividing the mean square for regression by the mean square for residuals, demonstrates the strength of the relationship between the predictor and the dependent variable. The corresponding p-value (Sig. = 0.000) is highly significant (p < 0.05), confirming that the model is statistically significant and allowances have a significant impact on organizational performance. This indicates that the predictor variable contributes meaningfully to explaining the variation in organizational performance.

Table 4: ANOVA Results

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	103.734
	1
	103.734
	251.262
	.000b

	
	Residual
	112.709
	273
	.413
	
	

	
	Total
	216.443
	274
	
	
	

	a. Dependent Variable: OP

	b. Predictors: (Constant), ALWANCE


Source: Data Analysis, 2024
Regression Coefficient  

The regression coefficients provide insight into the relationship between the predictor variable (Allowance) and the dependent variable (Organizational Performance - OP). The unstandardized coefficient (B) for the constant is 1.107, indicating that when Allowance is zero, the baseline level of organizational performance is 1.107. The B coefficient for Allowance is 0.707, meaning that for every one-unit increase in Allowance, organizational performance increases by 0.707 units, assuming all else remains constant. The standardized coefficient (Beta) of 0.692 shows that Allowance has a strong positive effect on organizational performance relative to other possible predictors. The t-value (15.851) and the associated p-value (Sig. = 0.000) indicate that Allowance is a statistically significant predictor of organizational performance (p < 0.05). This highlights that allowances play a substantial role in enhancing organizational performance.

Table 5: Regression coefficient 

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.107
	.175
	
	6.319
	.000

	
	ALWANCE
	.707
	.045
	.692
	15.851
	.000

	a. Dependent Variable: OP


Source: Data Analysis, 2024
DISCUSSION 

Allowances have been shown to significantly impact public organizations' performance by enhancing employee motivation and productivity, particularly in Tanzania's public sector. In the case of Morogoro Municipal Council Office, allowances serve as a financial incentive that addresses employees' economic needs, reducing financial stress and fostering job satisfaction, which ultimately improves performance. Studies suggest that allowances, such as housing, transport, and hardship allowances, act as extrinsic motivators, directly influencing work commitment and reducing absenteeism (Msuya, 2021; Komba & Kiria, 2023). However, ineffective management of allowances, such as delays or inequitable distribution, can lead to dissatisfaction and undermine performance (Maganga et al., 2020). Therefore, ensuring timely and equitable distribution of allowances is essential for sustaining performance improvements in public organizations like the Morogoro Municipal Council. Furthermore, aligning allowances with performance-based metrics can enhance accountability and productivity (Mashindano & Kihonge, 2022).

CONCLUSION 

In conclusion, allowances play a critical role in enhancing the performance of public organizations by addressing employees' financial needs, boosting job satisfaction, and improving productivity. At Morogoro Municipal Council, allowances such as housing, transport, and hardship allowances have been shown to motivate employees, fostering greater work commitment and reducing absenteeism. However, challenges such as delays or inequitable distribution of allowances can negate these benefits, leading to dissatisfaction and reduced performance. To maximize the positive impact of allowances, public organizations should ensure their timely and fair distribution while linking them to performance metrics to promote accountability and efficiency. Such measures can sustain improved performance and drive organizational success in Tanzania’s public sector.
RECOMMENDATIONS 

Based on the findings, recommendations can be made for the industry, academia, and policy to enhance the impact of allowances on public organizations’ performance. For the industry, public institutions like Morogoro Municipal Council should establish transparent and timely systems for disbursing allowances to ensure equity and employee satisfaction. Additionally, organizations should link allowances to performance metrics to promote accountability and incentivize productivity. For academia, further research should explore the long-term effects of different types of allowances on employee performance across various sectors, providing insights into best practices for optimizing financial incentives. Lastly, for policy, the government should standardize allowance structures across public organizations to reduce disparities and include clear guidelines for implementation and monitoring. Policies should also prioritize adequate budgeting for allowances to avoid delays, ensuring they remain a reliable motivational tool. These measures will collectively enhance the efficiency and effectiveness of public organizations.
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