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                                                          ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study examined the influence of the Public Education Performance Management Information System (PEPMIS) on primary school teachers' performance in Mpwapwa District. The research aimed to explore how feedback, performance monitoring, and target setting through PEPMIS affect teachers’ work performance. A mixed-methods approach was employed, using a cross-sectional design. Quantitative data were collected through structured questionnaires administered to 101 teachers, while qualitative data were obtained through semi-structured interviews with 4 headteachers and 4 ward education officers, totalling 109 participants. The study found that feedback, monitoring, and target setting each had a significant positive effect on teachers’ performance. Feedback was reported to improve teachers' self-reflection, teamwork, and morale. Monitoring enhanced planning, accountability, and teaching efficiency, while target setting provided motivation, clear direction, and structure in their responsibilities. Qualitative responses supported these findings, indicating that PEPMIS encourages professional discipline and performance tracking. Despite the positive outcomes, some participants expressed concerns about the increased workload and psychological stress associated with the system’s demands. The study concludes that PEPMIS plays a crucial role in improving teacher performance through structured feedback, regular performance monitoring, and clearly defined goals. The study recommended that feedback mechanisms be improved, performance targets be realistic and well-communicated, administrative burdens be minimized, and support structures for teachers be enhanced. 
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                                                  CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
                                                 INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Background of the Study TC "1.1 Background of the Study" \f C \l "1" 
Teacher performance is a fundamental determinant of educational quality worldwide, with effective instruction being directly linked to improved student learning outcomes (Stronge, 2018). Consequently, education systems across the globe have increasingly prioritized mechanisms to manage and enhance teacher effectiveness (Turnbull et al., 2020). Various performance management models have been developed to monitor, assess, and improve teaching practices. For example, in the United States, performance evaluation frameworks link teacher outcomes to student achievement scores, professional growth, and remuneration as part of broader efforts to ensure accountability and elevate instructional quality (Croft et al., 2015).

In the United Kingdom, emphasis is placed on continuous professional development and rigorous teacher assessment standards (Darling-Hammond et al., 2017). Australia employs a standards-based system that focuses on teaching competencies and lifelong learning (Lloyd et al., 2016), while Singapore aligns teacher appraisals with both student results and individual professional advancement to cultivate a high-performance culture (Ng, 2023). In contrast, Finland emphasizes teacher autonomy, trust, and collaborative practice over formal evaluations, contributing to its high-ranking education system (Sahlberg, 2022). Similarly, Japan integrates teacher evaluation within a broader professional development context, promoting peer review and continuous improvement (OECD, 2023).
In Sub-Saharan Africa, the effectiveness of teacher performance management systems varies. In Kenya, the Teacher Performance Appraisal and Development (TPAD) initiative aimed to enhance accountability but faced resistance and was limited in improving educational outcomes (Waweru & Nyaga, 2017). In Ghana, research by Agyemang et al. (2022) revealed challenges in the implementation of teacher appraisal systems, including poor feedback mechanisms and minimal influence on career development. South Africa’s Integrated Quality Management System (IQMS) demonstrated some success in tracking performance but was hindered by administrative overload and inconsistent application (Van der Westhuizen et al., 2021).

In Tanzania, the Public Education Performance Management Information System (PEPMIS) was introduced as part of educational reforms aimed at improving the monitoring and evaluation of teacher performance. The system is designed to promote accountability, foster professional growth, and enhance educational outcomes. However, issues such as inadequate training, limited access to resources, and resistance from educators have raised concerns about its effectiveness (Ministry of Education, Science, and Technology, 2023). Additionally, there is limited empirical data on how PEPMIS affects teacher performance or the specific obstacles that undermine its success.

This study is grounded in Victor Vroom’s Expectancy Theory of Motivation (1964), which posits that individuals are driven to perform when they believe that their efforts will lead to desirable outcomes. In the case of PEPMIS, it is assumed that primary school teachers will improve their performance if they believe that their efforts will result in tangible rewards such as recognition, opportunities for professional development, and improved teaching outcomes. Key components of PEPMIS such as feedback, monitoring, and target setting are central to motivating teachers within this framework.
Expectancy Theory highlights that a teacher’s motivation to engage with PEPMIS and improve their performance depends on how fair they perceive the system to be, the usefulness of the feedback they receive, the clarity of performance goals, and the value of the rewards tied to high performance. This study, therefore, focuses on three variables: feedback, monitoring, and target setting. Feedback refers to constructive evaluations given after performance assessments, which help teachers identify strengths and areas for improvement. Monitoring involves ongoing observation and assessment to ensure progress toward performance goals. Target setting entails defining SMART (Specific, Measurable, Achievable, Relevant, and Time-bound) objectives that guide teacher development and effectiveness.

Despite these initiatives, concerns remain about the quality of education in Mpwapwa District, often linked to issues in teacher performance and student achievement. Traditional appraisal methods in the district have been criticized for being non-transparent, inconsistent, and demotivating. They frequently lack regular feedback and fail to involve teachers in setting realistic performance targets. As such, there is a growing need to investigate whether PEPMIS—a more structured and transparent appraisal system can effectively address these issues and enhance teacher performance. While several studies have assessed teacher performance management systems globally, regionally, and nationally, there remains a significant gap in research specifically examining the implementation and impact of PEPMIS in Mpwapwa District. This study seeks to bridge that gap by evaluating the influence of PEPMIS on primary school teacher performance in fifteen selected schools within the district.
1.2 Statements of the Problem TC "1.2 Statements of the Problem" \f C \l "1" 
Teacher performance is a critical determinant of educational quality and learner outcomes. However, maintaining consistent and effective teaching remains a major challenge globally, particularly in developing countries like Tanzania (Adnot et al., 2017; Glewwe & Muralidharan, 2016). In Sub-Saharan Africa, persistent issues such as overcrowded classrooms, inadequate professional support, limited instructional resources, and weak accountability systems continue to undermine teacher effectiveness (O’Connell et al., 2019). Despite various reforms and training programs, student performance in many public schools remains below expectations, indicating the need for more effective performance management strategies (UNESCO, 2022).
To address these challenges, the Government of Tanzania introduced the Public Education Performance Management Information System (PEPMIS) to strengthen teacher monitoring, feedback, and accountability mechanisms in primary schools. The system is designed to provide real-time data on teacher performance, facilitate evidence-based decision-making, and enhance instructional quality (Elgart, 2016). Nevertheless, there is limited empirical evidence on whether PEPMIS has achieved these objectives. Preliminary observations suggest that its implementation faces challenges such as inadequate digital literacy among teachers, limited training and technical support, and resource constraints (MoEST, 2023). Consequently, the system’s actual influence on teachers’ motivation, instructional practices, and overall performance remains unclear.  This gap underscores the need for an in-depth examination of PEPMIS’s effectiveness in improving teacher performance within the Tanzanian context. Understanding how feedback, performance monitoring, and target-setting through PEPMIS influence teachers’ professional practices is essential for enhancing the system’s design and impact. Therefore, this study seeks to provide empirical evidence on the role of PEPMIS in promoting effective teaching in primary schools in Mpwapwa District, thereby contributing to the broader goal of improving education quality and accountability in Tanzania.
1.3 Objectives of the Study TC "1.3 Objectives of the Study" \f C \l "1" 
1.4  General Objective of the Study TC "1.4 General Objective of the Study" \f C \l "1" 
The general objective of the study was to examine the influence of public education performance management information system on primary school teacher’s performance at Mpwapwa district: a case of fifteen selected primary schools.
1.5 Specific Objectives TC "1.5 Specific Objectives" \f C \l "1" 
i. To examine the effect feedback of public education performance management information system on primary school teachers working performance.
ii. To examine the impact monitoring of public education performance management information system on primary school teachers’ performance.
iii. To assess the influence of target setting of public education performance management information system on teachers’ performance among primary school teachers.
1.6  Research Questions TC "1.6 Research Questions" \f C \l "1" 
i. What is the influence of the feedback of public education performance 
management information system on the performance of primary school teachers?
ii. How do monitoring of public education performance management information system influence primary school teachers working performance?
iii. What is the influence of target setting of public education performance management information system on primary school teacher’s performance?
1.7  Significance of the Study TC "1.7 Significance of the Study" \f C \l "1" 
This study holds significant importance as it investigates the real-world effects of the Public Education Performance Management Information System (PEPMIS) on the performance of primary school teachers in Mpwapwa District. Through an examination of the system’s core components feedback provision, performance monitoring, and target setting it aims to generate practical insights that can enhance both teaching quality and student achievement. The research findings are expected to provide valuable, evidence-based recommendations for policymakers and education stakeholders, assisting in the refinement of PEPMIS and the formulation of policies that more effectively support and empower teachers.
Additionally, this study contributes to the growing body of literature on educational performance management systems in Tanzania by offering empirical data that can guide future academic and professional inquiry. Teachers, school leaders, and district education officials stand to benefit from the study’s practical suggestions, which are geared toward improving the implementation and functionality of PEPMIS. Ultimately, this research seeks to strengthen the education system by addressing current knowledge gaps, amplifying teacher experiences, and enhancing the understanding of how performance management systems impact teaching
practices in primary education.
1.8 Scope of the Study TC "1.8 Scope of the Study" \f C \l "1" 
This study focuses on examining the influence of the Public Education Performance Management Information System (PEPMIS) on the performance of primary school teachers in Mpwapwa District, Tanzania. It specifically explores three key thematic areas feedback, performance monitoring, and target setting as the core components of PEPMIS and how each contributes to improving teachers’ work performance. The study was guided by the Performance Management Theory, which emphasizes continuous feedback, monitoring, and goal alignment as essential drivers of employee motivation and productivity. This theoretical lens provided the framework for understanding how systematic performance management tools, such as PEPMIS, shape teachers’ behavior, accountability, and instructional effectiveness in educational settings.
The study covered fifteen selected primary schools within Mpwapwa District and involved primary school teachers, headteachers, ward education officers, and district education officers as key participants. A mixed-methods approach was employed, combining quantitative data (collected through structured questionnaires) and qualitative data (gathered through semi-structured interviews and focus group discussions). The research was conducted within the 2024/2025 academic year, aligning with the period during which PEPMIS was actively implemented and utilized across public primary schools in the district. Geographically, the study was confined to Mpwapwa District, and thus, the findings are context-specific to this area. However, the insights generated may offer valuable implications for other districts and regions in Tanzania that employ similar performance management systems in education. The study’s scope does not extend to secondary or private schools, nor does it assess student performance directly; rather, it centers on teachers’ professional performance and the administrative mechanisms influencing it through PEPMIS.

1.9  Organization of the Report TC "1.9 Organization of the Report" \f C \l "1" 
This report is organized into five main chapters to ensure a systematic presentation of the study. chapter one introduces the research by presenting the background, problem statement, research objectives and questions, significance, scope, limitations, and definitions of key terms. Chapter two reviews relevant literature, encompassing both theoretical and empirical studies on the public education performance management information system and its influence on teacher performance, while also outlining the conceptual framework and research gap. chapter three details the research methodology, including the research design, target population, sampling procedures, data collection methods, data analysis techniques, and considerations of reliability, validity, and ethics. chapter four presents and interprets the findings, structured around the research objectives, using statistical analysis for quantitative data and thematic analysis for qualitative data. chapter five summarizes the main findings, draws conclusions, and provides recommendations for policy and practice, as well as suggestions for further research, thereby offering a comprehensive examination of the influence of PEPMIS on primary school teachers’ performance in Mpwapwa district, Tanzania.
                                                  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"  

This section reviewed theoretical and empirical studies related to the Public Education Performance Management Information System (PEPMIS) and primary school teachers’ performance. It included operational definitions of key terms, an overview of relevant theories like Expectancy Theory, and a synthesis of past research highlighting gaps, especially in Mpwapwa District. The review identified the need for more context-specific studies and presented a conceptual framework linking PEPMIS components feedback, monitoring, and target setting to teachers’ performance, guiding the study’s focus and analysis.
2.2  Operational Definitions of Key Terms TC "2.2 Operational Definitions of Key Terms" \f C \l "1" 
2.2.1 Public Education Performance Management Information System TC "2.2.1 Public Education Performance Management Information System" \f C \l "1" 
A structured digital framework established by educational authorities to collect, monitor, and analyze data related to teachers’ performance. It integrates components such as feedback, monitoring, and target setting to enhance accountability, transparency, and overall teaching effectiveness (Bastian, 2018; Kioupi & Voulvoulis, 2019).
2.2.2 Feedback TC "2.2.2 Feedback" \f C \l "1" 
Information provided to employees regarding their performance to reinforce strengths and identify areas requiring improvement. In this study, feedback refers to the constructive responses teachers receive through PEPMIS following performance evaluations to promote professional growth and self-reflection 
(Aderet-German & Ben-Peretz, 2020; Bryson, 2018).
2.2.3 Monitoring TC "2.2.3 Monitoring" \f C \l "1" 
A continuous process of tracking, reviewing, and evaluating an individual’s performance to ensure adherence to established standards. In the context of this study, monitoring refers to the ongoing supervision of primary school teachers’ instructional practices and administrative duties through PEPMIS (Ansyari et al., 2020).
2.2.4 Target Setting TC "2.2.4 Target Setting" \f C \l "1" 
The process of defining clear, specific, measurable, achievable, relevant, and time-bound (SMART) objectives for performance improvement. In this study, target setting refers to the establishment of well-defined teaching goals and performance benchmarks for primary school teachers (Adeoye & Adong, 2023).
2.2.5 Teacher Performance TC "2.2.5 Teacher Performance" \f C \l "1" 
The effectiveness with which a teacher carries out instructional duties, lesson preparation, classroom management, and student engagement to achieve educational objectives. In this study, it reflects the measurable outcomes of teachers’ work as influenced by PEPMIS (OECD, 2020).
2.2.5 Performance Management TC "2.2.5 Performance Management" \f C \l "1" 
A systematic process designed to improve organizational and individual performance by aligning goals, monitoring progress, and providing continuous feedback. In this study, it refers to the set of strategies used by education authorities to assess and enhance teachers’ effectiveness (Armstrong & Taylor, 2020).
2.2.6 Accountability TC "2.2.6 Accountability" \f C \l "1" 
The obligation of teachers and school leaders to justify their performance outcomes and use of resources in achieving educational goals. Within PEPMIS, accountability involves reporting and verifying teachers’ progress toward set performance targets (UNESCO, 2022).
2.2.7 Motivation TC "2.2.7 Motivation" \f C \l "1" 
An internal drive or external influence that stimulates individuals to achieve performance goals. In this study, motivation refers to the level of enthusiasm and commitment teachers demonstrate as a result of performance feedback, monitoring, and goal-setting mechanisms in PEPMIS (Deci & Ryan, 2017).
2.2.8 Information System TC "2.2.8 Information System" \f C \l "1" 
An organized system for collecting, processing, storing, and disseminating information to support decision-making. In this context, it refers to the technological platform supporting PEPMIS in managing teacher performance data efficiently (Laudon & Laudon, 2020).
2.2.9 Professional Development TC "2.2.9 Professional Development" \f C \l "1" 
The continuous process of acquiring new knowledge, skills, and competencies to enhance professional practice. In this study, professional development refers to how feedback and monitoring through PEPMIS contribute to teachers’ skill improvement and pedagogical effectiveness (Guskey, 2018).
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1"  

Expectancy Theory TC "2.3.1 Expectancy Theory" \f C \l "1"  

This study is based on Victor Vroom’s Expectancy Theory of Motivation, developed in 1964. The theory suggests that individuals are motivated to put in effort when they expect their actions to lead to good performance, which will then be rewarded in ways they value (Vroom, 1964). It is relevant in educational settings were teacher motivation influences performance. This theory was applied to examine how the Public Education Performance Management Information System (PEPMIS) affects primary school teachers’ motivation and performance.
Expectancy Theory assumes that individuals act rationally, making decisions based on the likelihood of achieving desired results. Teachers are motivated to use PEPMIS if they believe their efforts will result in meaningful rewards (Vroom, 1964). It also assumes that teachers understand the link between effort, performance, and rewards, and that the rewards offered are desirable and motivating; otherwise, motivation may decline.
Despite its usefulness, the theory has limitations. It overly focuses on rational decision-making, neglecting emotional or social influences (Parijat & Bagga, 2014). It may simplify motivation by concentrating mainly on effort-performance-reward, overlooking intrinsic motivation and job satisfaction (Van Eerde & Thierry, 1996). The theory’s effectiveness depends on clear, attractive rewards; if rewards are unclear or inadequate, motivation suffers (Parijat & Bagga, 2014).
Expectancy Theory was chosen because it closely aligns with the study’s aim of understanding the impact of PEPMIS on teacher motivation and performance. The theory’s principle that motivation arises when individuals believe their efforts will lead to good performance and desirable rewards reflects the key objectives of PEPMIS. Since the system is designed to connect teacher efforts with performance outcomes and provide appropriate feedback or incentives, Expectancy Theory serves as an effective framework for examining how these factors influence teachers’ motivation and work quality.
Additionally, the theory’s proven relevance and flexibility in educational settings make it a strong fit for this research. It offers a detailed approach to investigating the motivational processes of teachers within performance management systems. Utilizing Expectancy Theory allows the study to explore how teachers perceive the link between their efforts, the appraisal system, and the rewards or recognition they receive, thereby providing deeper understanding of how PEPMIS can enhance teacher motivation and effectiveness.
2.4 Empirical Studies TC "2.4 Empirical Studies" \f C \l "1" 
Feedback of PEPMIS on Primary School Teachers' Working Performance TC "2.4.1 Feedback of PEPMIS on Primary School Teachers' Working Performance" \f C \l "1" 
Feedback plays a crucial role in determining the success of performance management systems, especially within educational contexts. Andersen and Nielsen (2020) argue that the creation and use of performance data can significantly improve the learning environment by identifying areas that require focus. Their study on student assessments demonstrated that when performance information is accurately generated and communicated, it results in sustained improvements in learning outcomes.  Similarly, Anderson and Kimball (2019) investigate the feedback function of performance measurement systems (PMSs) and stress the importance
 of their use by individuals such as teachers. Their research conducted in K-12 charter schools indicates that teachers who engage actively with PMSs are better able to implement targeted interventions that enhance student achievement. This supports the idea that performance feedback is a vital tool for improving educational quality by helping teachers adjust their methods based on data-driven insights.
Van Waeyenberg, Peccei, and Decramer (2022) further examine the psychological impact of feedback in performance management, focusing on Flemish schools. Their study suggests that when performance management systems are regarded as supportive and reliable, they can increase teachers’ sense of recognition and decrease burnout, which consequently improves performance. This finding highlights the importance of the quality and method of delivering feedback to ensure that performance management systems enhance both teacher effectiveness and well-being.
Simon and Macharia (2024) explore the implementation of teacher performance appraisal feedback in public secondary schools in Igembe Central Sub-County, Kenya. The study emphasizes the significance of teacher-appraiser interaction during the appraisal process, which helps teachers identify their strengths, weaknesses, and performance gaps. However, the study also notes that despite receiving high appraisal scores, teachers often lack rewards such as opportunities for further education that promote professional growth. The researchers recommend enhancing communication during appraisals, establishing clear career progression guidelines linked to appraisal results, and fostering a culture of continuous professional development among teachers.
Monitoring of PEPMIS on Primary School Teachers Performance TC "2.4.2 Monitoring of PEPMIS on Primary School Teachers Performance" \f C \l "1" 
Mwangi and Njuguna (2019), in their study “Performance Appraisal Strategies on Teachers’ Performance in Public Secondary Schools in Nakuru County, Kenya,” employed a qualitative approach involving interviews and classroom observations. Their research demonstrated that regular and systematic monitoring, particularly through classroom observations coupled with feedback, significantly improved teaching quality. They concluded that consistent follow-up and evaluation are essential to ensure performance appraisal systems achieve their intended outcomes. They recommended the institutionalization of continuous monitoring to enhance instructional methods and student achievement.
Kamau (2019), through a mixed-methods study titled “The Role of Performance Monitoring in Kenyan Secondary Schools,” conducted in Kenya, examined the effects of monitoring mechanisms such as classroom observations and teaching documentation. The study revealed that effective and transparent monitoring practices positively influenced teacher motivation and instructional effectiveness. Kamau concluded that aligning monitoring with clear objectives and transparent criteria encourages teacher engagement in appraisal processes. The study recommended developing clear guidelines for monitoring to improve acceptance and ultimately student performance.
Jemurgor et al. (2022), in their study “Implementation of Teacher Performance Appraisal and Development in Secondary Schools in Nandi North Sub-County, Kenya,” used an ex-post facto design analyzing school records and surveys. They found that teacher performance appraisal is integral to improving instructional quality and is routinely embedded in school calendars. They concluded that effective appraisal positively impacts teaching and learning outcomes but noted that their findings were limited to secondary schools. They recommended further research to explore appraisal impacts within primary education contexts.
Elitumaini, Mosha, and Muteti (2021) investigated “Enhancing Teacher Performance Through OPRAS Monitoring in Tanzanian Public Secondary Schools,” using a survey and interviews methodology. Their findings emphasized that the success of the Open Performance Review and Appraisal System (OPRAS) heavily depends on systematic and consistent monitoring. They concluded that insufficient monitoring leads to ineffective feedback, reduced teacher motivation, and hindered professional development. The authors recommended strengthening monitoring frameworks to ensure that performance appraisals contribute meaningfully to teacher growth and improved educational outcomes.
Target Setting of PEPMIS on Teachers performance Among Primary School TC "2.4.3 Target Setting of PEPMIS on Teachers performance Among Primary School" \f C \l "1" 
According to Mukhtar and Noor (2024) analysed “Issues and Challenges in Performance Appraisals in Malaysian Primary Schools” using the Unified Evaluation for Education Services Officer’s documents, known as Penilaian Bersepadu Pegawai Perkhidmatan Pendidikan (PBPPP). Their qualitative study revealed gaps between the intended appraisal standards and actual school practices. Teachers reported biases like the “halo effect,” where evaluator prejudices compromised appraisal fairness. The authors concluded that transparent and fair target setting is essential to accurately reflect teachers’ performance and contributions.  They recommended 
improving appraisal transparency to ensure equity.
Nyende (2021) conducted a study on “Performance Management and Teachers’ Performance in Universal Secondary Education Schools, Uganda” using surveys and interviews. The findings emphasized the crucial role of performance planning and target setting in enhancing teacher effectiveness. However, Nyende noted that without ongoing monitoring and review, target setting alone has limited impact. The study concluded that target setting must be supported by continuous monitoring to maintain relevance and encourage achievement. Recommendations included integrating monitoring mechanisms with target setting processes.
Kurui, Kimutai, and Anyira (2021) investigated “The Effect of Performance Target Setting on Teachers’ Performance in Kenyan Public Secondary Schools” through a mixed-methods approach based on Goal Setting Theory. Their results demonstrated that clearly defined performance targets significantly improve teacher motivation and service quality. The study concluded that setting realistic, measurable goals is vital for educational improvement. The authors recommended institutionalizing target setting as a core practice, supported by systematic monitoring and feedback, to sustain positive outcomes.
Mduma and Mkulu (2021) examined “The Impact of Professional Development on Teachers’ Job Performance in Nyamagana District, Tanzania” using quantitative surveys and interviews. Their study highlighted that combining professional development with regular, participatory performance appraisals boosts job performance. They found that involving teachers in setting their own performance targets improved classroom management and teaching methods, while also reducing stress and burnout. The researchers concluded that target setting should be collaborative to foster teacher ownership and accountability. They recommended participatory goal-setting approaches within appraisal systems.

2.5  Synthesis and Knowledge Gap TC "2.5 Synthesis and Knowledge Gap" \f C \l "1"  

A review of the existing literature on performance management systems in education highlights important findings related to the roles of feedback, monitoring, and target setting in enhancing teacher performance (Andersen & Nielsen, 2020; Mwangi & Njuguna, 2019; Mukhtar & Noor, 2024). However, a notable research gap exists regarding how these systems specifically influence primary school teachers in Tanzania, as most prior investigations have concentrated on secondary education or different regional settings (Elitumaini, Mosha, & Muteti, 2021; Nyende, 2021). Moreover, while theoretical frameworks such as Goal Setting Theory (Kurui, Kimutai, & Anyira, 2021) and Feedback Intervention Theory (Van Waeyenberg, Peccei, & Decramer, 2022) are widely employed, there remains a theoretical gap in tailoring these models to address the distinctive challenges within the Tanzanian education system (Mduma & Mkulu, 2021).
Methodologically, much of the previous research relies heavily on cross-sectional designs and singular data collection techniques, which limits the depth and generalizability of findings (Jemurgor et al., 2022; Kamau, 2019). This presents a methodological gap that can be mitigated through the adoption of mixed-methods approaches and the inclusion of more representative samples to provide a richer understanding of the phenomena (Simon & Macharia, 2024).
Specifically, the knowledge gap is pronounced in relation to the influence of the
Public Education Performance Management Information System (PEPMIS) on the working performance of primary school teachers in Mpwapwa District. To address these gaps, the current study titled The Influence of Public Education Performance Management Information System on Primary School Teachers’ Performance at Mpwapwa District: A Case of Fifteen Selected Primary Schools adopts a comprehensive research approach. This study integrates both qualitative and quantitative data collection methods and adapts existing theoretical frameworks to the Tanzanian primary education context, thereby contributing new insights and filling the identified research void.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
The conceptual framework explores how the Public Education Performance Management Information System (PEPMIS) influences primary school teachers' performance. Feedback from PEPMIS, characterized by its timeliness, clarity, and constructiveness, directly impacts teachers' ability to improve and refine their practice. Monitoring by PEPMIS, through its frequency, scope, and support, ensures continuous oversight and resource allocation to enhance performance. Target setting by PEPMIS, including the specificity, achievability, and alignment of targets, provides clear goals that drive motivation and performance. Collectively, these factors contribute to improved teacher performance in primary schools.

Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: The Researcher (2024)

                                                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" 
This chapter presented research methodology and procedures. It covered the area of study, research approach, research design, targeted population, the sample and sampling techniques. Additionally, it describes data collection techniques and instruments required to use.
3.2  Research Philosophy TC "3.2
Research Philosophy" \f C \l "1" 
This study adopts a pragmatic research philosophy, which emphasizes practical relevance and applicability of the findings to real-life situations (Robson, 2024). The selection of primary schools is based on their capacity to offer varied perspectives on how the performance review system is implemented and its effects, thereby ensuring a broad and inclusive understanding of different school contexts. This aligns with the pragmatic approach’s focus on producing actionable insights that can directly influence educational policies and practices.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
A mixed-methods approach was employed in this research, integrating quantitative surveys with qualitative interviews and focus group discussions (Creswell & Hirose, 2019). This combination was chosen to achieve a comprehensive understanding of how the performance review and appraisal system affects primary school teachers’ performance. The quantitative component collected numerical data regarding teachers’ views on feedback effectiveness, clarity of targets, and overall system impact, enabling statistical analysis to reveal trends and relationships (Smith et al., 2020).
3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
The study utilized a Sequential Explanatory Research Design, where the collection and analysis of quantitative data preceded the qualitative phase. This design was selected to thoroughly examine the influence of the Public Education Performance Management Information System (PEPMIS) on teachers’ performance in primary schools. Initially, structured surveys captured quantitative information about feedback, monitoring, and target-setting effectiveness. Subsequently, qualitative data were gathered through semi-structured interviews and focus groups to deepen the understanding of patterns observed during the first phase. This approach ensures that the results are both statistically robust and rich in contextual detail, offering practical implications for educational policy and practice (Creswell & Plano Clark, 2018).
3.5 Study Area TC "3.5 Study Area" \f C \l "1" 
This research was conducted in selected primary schools within Mpwapwa District, Tanzania. The schools involved are Mpwapwa, Vingh’awe, Mazae, Chinyu, Ng’ambi, Gulwe, Lupeta, Kimagai, Godegode, Msagali, Kibakwe, Berege, Chitemo, Matomondo, and Kingiti. The selection process was based on stringent criteria to ensure the study’s relevance and reliability. These criteria included geographical distribution across the district, socio-economic diversity, and variation in student demographics. Furthermore, schools were chosen according to different levels of implementation and success of the performance review and appraisal system, aiming to reflect a wide range of experiences and outcomes. Practical factors such as ease of access, community involvement, and availability of resources also influenced the selection to enable smooth data gathering and analysis. This strategy ensures a thorough investigation into how the performance review system affects primary school teachers’ performance in Mpwapwa District, offering important insights for policy and practice in education.
3.6 Targeted Population TC "3.6 Targeted Population" \f C \l "1" 
The target population for this study consists of primary school teachers, headteachers, ward education officers, and district education officers from 15 selected primary schools in Mpwapwa District, Tanzania. The total number of teachers and headteachers in the 15 schools is approximately 300 (this number may vary based on the specific number of teachers and headteachers in the selected schools), while the ward and district education officers are 4 and 2 respectively. Therefore, the total population for this study is estimated to be around 306 individuals.
The study targets primary school teachers, headteachers, ward education officers, and district education officers from the fifteen selected primary schools in Mpwapwa District, Tanzania. The combined number of teachers and headteachers across these schools is estimated at around 300, though this may vary depending on the exact staffing of each school. Additionally, there are 4 ward education officers and 2 district education officers included, making the total population approximately 306 individuals.
The sampling frame for this study includes all primary school teachers, headteachers, ward education officers, and district education officers within the 15 selected primary schools in Mpwapwa District. These individuals are key stakeholders in understanding the role of the Public Education Performance Management Information System (PEPMIS) in enhancing teachers' performance and professional development. The teachers and headteachers are directly involved with the appraisal and feedback processes, while the ward and district education officers are responsible for overseeing the implementation of the system and ensuring its alignment with educational goals at the local and district levels. The study used both probability and non-probability sampling techniques to select participants from this population.
3.7 Sample Size and Sampling Techniques TC "3.7 Sample Size and Sampling Techniques" \f C \l "1" 
This study involved participants from 15 public primary schools in Mpwapwa District Council. The total sample comprised 130 participants, including:

109 classroom teachers,

15 headteachers,

5 ward education officers, and

1 district education officer.

To determine an appropriate and proportionate sample size for teachers, Yamane’s formula (1967) for sample size calculation in finite populations was used:

n=N1+N(e)2n = \frac{N}{1 + N(e)^2}n=1+N(e)2N​ 

Where:

n = sample size

N = total population of teachers across the 15 schools

e = margin of error (set at 0.05 for 95% confidence level)

Assuming a total population (N) of approximately 130 teachers across all schools, the formula was applied globally (instead of individually for each school) to simplify and ensure proportional representation.

n=1301+130(0.05)2=1301+0.325≈98.1n = \frac{130}{1 + 130(0.05)^2} = \frac{130}{1 + 0.325} \approx 98.1n=1+130(0.05)2130​=1+0.325130​≈98.1 

However, to enhance representativeness and account for possible non-responses, the final sample size was increased to 109 teachers, ensuring all schools were proportionally represented.
This sampling approach supports capturing varied perceptions and experiences regarding the Public Education Performance Management Information System (PEPMIS) and its influence on teacher performance across different contexts in the district.
Stratified random sampling involves dividing the population into homogeneous subgroups or strata based on relevant characteristics, such as schools and administrative roles, before randomly selecting individuals from each stratum (Iqbal et al, 2024). To ensure that the sample of classroom teachers is representative of the various school sizes and settings, stratified random sampling was be employed. This technique divides the population of teachers into strata based on the number of teachers at each of the 15 selected schools. Stratification allows for proportional representation from each school, ensuring that smaller and larger schools are equally represented in the study. In this case, each school was serving as a stratum, and teachers was be randomly selected within each school. The number of teachers to be sampled from each school was be determined by the proportion of teachers in that school relative to the total number of teachers across all 15 schools. For example, in schools with fewer teachers, such as School C (with 5 teachers), all teachers were selected, while in larger schools, such as School I (with 12 teachers), a larger proportion was be selected. This method was ensured that the sample is both diverse and representative of the different school contexts across the district.
Additionally, purposive sampling was used to select participants directly involved in the management, supervision, and execution of PEPMIS at the primary school level. This approach ensures the inclusion of key individuals who are essential to the study’s goals and capable of offering detailed insights into PEPMIS’s impact on teacher performance. The purposively chosen participants comprised 15 headteachers from the selected primary schools, whose leadership positions uniquely enable them to evaluate the effects of PEPMIS on teaching and school administration. Furthermore, 5 ward education officers were selected due to their role in overseeing the implementation of educational policies at the ward level, thus providing important viewpoints on how PEPMIS operates within the district. Lastly, 1 district education officer was included, responsible for coordinating and monitoring educational policies throughout the district. In total, 21 participants were chosen through purposive sampling.

Table 3.1 : Sample Size and Sampling Technique for Participants TC "Table 3.1 : Sample Size and Sampling Technique for Participants" \f T \l "1" 
	Participant Type
	Sample Size
	Sampling Technique 

	Teachers 
	109
	Stratified Sampling

	Headteachers
	15
	Purposive Sampling

	Ward Education Officers
	5
	Purposive Sampling

	District Education Officer
	1
	Purposive Sampling

	Total 
	130
	


Source: The Researcher (2024)
3.8 Types of Data TC "3.8 Types of Data" \f C \l "1" 
This study utilized both primary and secondary data to provide a comprehensive understanding of the influence of the Public Education Performance Management Information System (PEPMIS) on primary school teachers’ performance in Mpwapwa District. The combination of these two data types enhanced the study’s validity, reliability, and depth of analysis by integrating firsthand experiences with documented evidence (Kothari, 2014; Saunders et al., 2019).

3.8.1 Primary Data TC "3.8.1 Primary Data" \f C \l "1" 
Primary data were collected directly from respondents through questionnaires, semi-structured interviews, and focus group discussions. These data provided original and firsthand insights into teachers’ experiences, attitudes, and perceptions regarding feedback, monitoring, and target setting under PEPMIS. Participants included primary school teachers, headteachers, ward education officers, and the district education officer. Their responses offered a detailed understanding of how PEPMIS influences teachers’ working performance, motivation, and accountability. Primary data were particularly useful in capturing individual and collective experiences that cannot be easily obtained from secondary sources.
3.8.2 Secondary Data TC "3.8.2 Secondary Data" \f C \l "1" 
Secondary data were obtained from existing documents and literature, including government reports, education policy documents, official PEPMIS implementation manuals, and previous research studies related to performance management in education. These data sources provided contextual and theoretical background information that complemented the primary data by situating the study within broader national and international frameworks. Secondary data helped the researcher to identify knowledge gaps, compare findings with existing literature, and strengthen the interpretation of primary data results.
3.9 Data Collection Methods TC "3.9 Data Collection Methods" \f C \l "1"  

3.9.1 Questionnaires TC "3.9.1 Questionnaires" \f C \l "1" 
Questionnaires were distributed to primary school teachers to gather quantitative data on various facets of the performance review system, including the effectiveness of feedback, clarity of targets, and the system’s perceived influence on teaching practices (Tumusiime, 2022). This approach facilitates efficient data collection from a large number of respondents, enabling statistical analysis to detect trends and relationships (Mullineaux and Wheat, 2017). The questionnaire included a combination of closed-ended items, 5-point Likert scale questions, and open-ended questions to balance structured data with opportunities for respondents to elaborate on their experiences. This mixture of question types ensured thorough data gathering and analysis (Creswell and Creswell, 2018).
3.9.2 Focus Group Discussions TC "3.9.2 Focus Group Discussions" \f C \l "1" 
A total of six focus group discussions (FGDs) were conducted, each comprising twelve teachers drawn from the selected fifteen primary schools. Participants represented a diverse mix in terms of teaching experience, subject areas, and gender to ensure a wide range of perspectives. Each FGD session lasted approximately 60 to 90 minutes, allowing ample time for participants to share and discuss their views in depth. The discussions explored teachers’ collective experiences with the Public Education Performance Management Information System (PEPMIS), focusing on its effectiveness, challenges faced, and its influence on instructional practices. The interactive nature of FGDs encouraged participants to build on one another’s responses, fostering deeper understanding and uncovering issues that might not emerge in individual interviews (Krueger & Casey, 2015).
3.9.3 Semi-Structured Interviews TC "3.9.3 Semi-Structured Interviews" \f C \l "1" 
Semi-structured interviews were carried out with 21 key stakeholders, including 15 headteachers, 5 ward education officers, and 1 district education officer. The interviews focused on the roles of these educational administrators in the performance review process, their views on its implementation, and the difficulties faced in managing the system. The semi-structured format provided the flexibility to probe further into responses, yielding rich, context-specific information that contributes to a more comprehensive understanding of the performance review system’s effectiveness (Bryman, 2016; Creswell and Poth, 2017).
3.10 Variables and Measurement Procedures TC "3.10 Variables and Measurement Procedures" \f C \l "1" 
In this study, both independent and dependent variables were identified and measured using appropriate tools aligned with the research objectives.

3.9.1 Independent Variables.
The study identified three main independent variables based on the key components of the Public Education Performance Management Information System (PEPMIS):

Feedback (X₁): This variable was measured using a 5-point Likert scale that captured the frequency, clarity, and relevance of the feedback provided through PEPMIS. Sample items included statements such as, "I receive constructive feedback that helps enhance my teaching performance."
Monitoring (X₂): This component was evaluated based on teachers’ views of classroom observations, document reviews, and follow-up processes. Likert-scale items included statements like, "My teaching performance is consistently monitored using PEPMIS."
Target Setting (X₃): This was assessed by examining whether the performance goals established through PEPMIS were clear, attainable, and relevant to teaching responsibilities. An example item was, "The performance targets set in PEPMIS are specific and aligned with my instructional duties."
Each of these variables was quantified using composite scores calculated from the average of multiple related items, where higher scores reflected more positive perceptions.

3.10.2 Dependent Variable TC "3.10.2 Dependent Variable" \f C \l "1" 
Teachers' Performance (Y): This variable was assessed through teachers’ self-evaluations of their professional performance, focusing on areas such as lesson planning, student participation, classroom control, and attainment of learning objectives. Data was collected using a 5-point Likert scale, with statements like "I regularly achieve my instructional goals and curriculum targets."
3.10.3 Qualitative Constructs TC "3.10.3 Qualitative Constructs" \f C \l "1" 
Qualitative data were explored through thematic analysis of responses from open-ended interview questions, which concentrated on participants’ experiences related to feedback, monitoring, and target setting. Rather than being numerically measured, these elements were analyzed to uncover participants’ perspectives, beliefs, and the contextual factors that affect teacher performance.
3.11 Data Analysis TC "3.11 Data Analysis" \f C \l "1" 
This research adopted a mixed-methods approach, utilizing both qualitative and quantitative data analysis techniques. Quantitative data collected through structured questionnaires were analyzed using the Statistical Package for Social Sciences (SPSS) version 25. Descriptive statistics such as means, standard deviations, and frequencies were used to summarize teachers’ views on key components of the Public Education Performance Management Information System (PEPMIS), including feedback, monitoring, and target setting.
Inferential statistical methods were also applied to examine the relationships and predictive capacity of these variables with respect to teacher performance. Pearson correlation analysis was used to determine the strength and direction of the relationships among the variables. Additionally, multiple linear regression analysis was conducted to assess how feedback, monitoring, and target setting predict teachers’ performance. The general regression model used in the analysis was:
Y = β₀ + β₁X₁ + β₂X₂ + β₃X₃ + εY

Where:

Y = Teachers' performance (dependent variable)

X1​ = Feedback

X2​ = Monitoring

X3​ = Target setting

β0​ = Intercept

β1,β2,β3​ = Coefficients of the predictors

ε = Error term
For the qualitative data, thematic analysis was applied to information gathered from semi-structured interviews with headteachers and ward education officers. Using Braun and Clarke’s (2022) approach, the analysis involved systematically coding the data, organizing it into categories, and identifying recurring patterns and themes related to feedback, monitoring, and target-setting practices under PEPMIS. The use of a mixed-methods design facilitated triangulation, allowing for the integration of both qualitative and quantitative findings. This combination strengthened the study’s validity and offered a deeper, more holistic understanding of the influence of PEPMIS on the performance of primary school teachers in Mpwapwa District.
3.12 Reliability, Validity, and Model Analysis of Research Instruments TC "3.12 Reliability, Validity, and Model Analysis of Research Instruments" \f C \l "1" 
This study ensured that the research instruments were both reliable and valid to provide credible and robust findings. Reliability refers to the consistency and stability of the instruments in producing similar results under comparable conditions (Kothari & Garg, 2019). To assess reliability, a pilot test was conducted with a small group of respondents sharing characteristics with the target population but excluded from the main study. Feedback from the pilot helped identify unclear or ambiguous questions, which were revised to improve comprehension and consistency. During data collection, responses were reviewed on-site to ensure completeness and accuracy. Internal consistency of the instruments was further evaluated using Cronbach’s alpha, yielding strong reliability scores: feedback (α = 0.81), monitoring (α = 0.78), target setting (α = 0.75), and teacher performance (α = 0.83), indicating that the items consistently measured the intended constructs.
Validity ensures that the instruments accurately measure what they are intended to capture (Kothari & Garg, 2019). Content validity was established by aligning all instruments with the study objectives and obtaining expert reviews for clarity and relevance. Face validity was assessed through feedback from pilot participants to ensure comprehensibility. Construct validity was examined by clearly defining key concepts such as feedback quality, monitoring effectiveness, and clarity of target setting, and by applying statistical tests, including the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy (0.74) and Bartlett’s Test of Sphericity (p < 0.001), confirming the suitability of data for factor and regression analysis.

For model analysis, a multiple linear regression model was applied to examine the influence of feedback, monitoring, and target setting (independent variables) on teacher performance (dependent variable). The model is specified as:
Y=β0​+β1​X1​+β2​X2​+β3​X3​+ϵ

where Y represents teacher performance, X1​ = feedback, X2​ = monitoring, X3​ = target setting, β0​ = constant, 3β1​,β2​,β3​ = coefficients, and ϵ\epsilonϵ = error term. This approach allowed for assessing both the individual and combined effects of PEPMIS components on teachers’ performance, ensuring that the study findings are statistically valid, reliable, and theoretically grounded.
3.13 Ethical Considerations TC "3.13 Ethical Considerations" \f C \l "1" 
Ethical standards were rigorously observed throughout the study to safeguard the rights, dignity, and welfare of all participants. Prior to data collection, ethical clearance was obtained from the Research Ethics Committee of the Open University of Tanzania, alongside formal approval from the Mpwapwa District Director, ensuring compliance with institutional and local guidelines. All participants including teachers, headteachers, ward education officers, and the district education officer were fully informed about the purpose of the study, research procedures, potential risks, and benefits, with their participation being entirely voluntary (Cohen et al., 2017).
Confidentiality and privacy were strictly maintained by anonymizing responses and conducting interviews and focus group discussions in secure, private settings (Rubinstein & Hartzog, 2016; Nii Laryeafio & Ogbewe, 2023). Cultural sensitivity was emphasized, respecting participants’ values and norms throughout the research process (Shaw et al., 2020). Academic integrity was ensured by properly citing all sources and using plagiarism detection tools to avoid misappropriation of ideas (Sadeghi & Smith, 2024). The principles of beneficence and non-maleficence were applied, ensuring that the study maximized benefits while minimizing potential harm to participants (Gelling, 2023). Overall, these measures ensured that the research was conducted transparently, responsibly, and ethically, while producing credible and reliable findings that respect the rights and welfare of all involved.
3.14 Limitations of the Study TC "3.14 Limitations of the Study" \f C \l "1" 
Despite careful planning and execution, the study encountered several limitations that may have influenced the data collection process and findings. One key challenge was the difficulty in adhering to the agreed schedules for interviews with some headteachers and ward education officers, as unforeseen engagements and administrative responsibilities caused delays. This sometimes limited the depth of information that could be obtained within the planned timeframe. Additionally, a few questionnaires were returned incomplete or with missing responses, which required follow-up and, in some cases, reduced the total usable data for analysis.
Other constraints included time and resource limitations, which restricted the scope of the study to fifteen primary schools within Mpwapwa District and may limit the generalizability of the findings to other districts or regions. Some participants were initially hesitant to provide candid responses due to concerns about confidentiality and potential repercussions, although reassurances were given regarding anonymity. Despite these challenges, the researcher employed strategies such as follow-up visits, clarifications, and flexibility in scheduling to mitigate the effects of these limitations, ensuring that the study still produced meaningful, reliable, and valid insights into the influence of PEPMIS on primary school teachers’ performance.
                                                       CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
                                             FINDINGS AND DISCUSSION TC "FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter outlines the findings of the study that examined the impact of the Public Education Performance Management Information System (PEPMIS) on the performance of primary school teachers in Mpwapwa District, focusing on fifteen selected schools. Data were gathered through questionnaires, interviews, and focus group discussions involving teachers, deputy head teachers, head teachers, and ward education officers, offering a detailed perspective on how training approaches, lesson planning, classroom management, and overall instructional effectiveness are influenced. The analysis begins by presenting the demographic profile of the respondents, then delves into key themes such as the role of training in enhancing teachers' competencies, improving knowledge, and promoting collaborative efforts within schools. The results provide valuable insights into current in-service training practices and their relationship with education performance management systems, highlighting their effectiveness and areas for improvement. Each section discusses the responses in detail, explores their broader implications, and relates the findings to existing scholarly work, thereby building a strong foundation for understanding the importance of continuous professional development in advancing educational outcomes and teaching quality.
4.1.1 Demographic Information of Respondents TC "4.1.1 Demographic Information of Respondents" \f C \l "1" 
Table 4.1 below summarizes the demographic characteristics of the 104 respondents, including sex, age group, academic qualification, years of teaching experience, subjects taught, and position.
Table 4.1: Demographic Characteristics of Respondents (n=104) TC "Table 4.1: Demographic Characteristics of Respondents (n=104)" \f T \l "1" 
	Variable
	Category
	Frequency
	Percentage (%)

	Sex
	Male
	40
	38.5

	
	Female
	64
	61.5

	Age Group
	20–29 years
	10
	9.6

	
	30–39 years
	30
	28.8

	
	40–49 years
	50
	48.1

	
	50 and above
	14
	13.5

	Academic Qualification
	Certificate
	16
	15.4

	
	Diploma
	62
	59.6

	
	Bachelor's Degree
	26
	25.0

	Years of Teaching Experience
	1–5 years
	16
	15.4

	
	6–10 years
	32
	30.8

	
	11–15 years
	32
	30.8

	
	16–20 years
	20
	19.2

	
	More than 20 years
	4
	3.8

	Subjects Taught
	Language (Kiswahili, English)
	40
	38.5

	
	Social Studies
	36
	34.6

	
	Mathematics
	28
	26.9

	Position
	Classroom Teacher
	52
	50.0

	
	Deputy Head Teacher
	36
	34.6

	
	Subject Coordinator
	16
	15.4


Source: Field Data (2025)

4.1.1.1 Sex of Respondents TC "4.1.1.1 Sex of Respondents" \f C \l "1" 
The results presented in Table 4.1 indicate that 61.5% of participants were female, while 38.5% were male, reflecting a female-dominated teaching workforce in Mpwapwa District’s primary schools. This gender disparity could influence aspects such as mentoring approaches, peer collaboration, and how educators interact with performance systems like PEPMIS. The dominance of women in primary education mirrors broader national trends, where the profession is often seen as more compatible with women’s responsibilities in balancing work and family life (UNESCO, 2020). As such, any effort to improve teacher performance should take gender-related factors into account to ensure inclusive support that addresses the specific needs and perspectives of both male and female teachers.
4.1.1.2 Age of Respondents TC "4.1.1.2 Age of Respondents" \f C \l "1" 
As indicated in Table 4.1, a large proportion of teachers (46.2%) are between the ages of 40 and 49, followed by 26.9% aged 30–39, 15.4% aged 50 and above, and only 11.5% aged 20–29. This age profile suggests a relatively experienced teaching force, with many educators well-grounded in the profession. Older teachers may face challenges in adopting digital tools like PEPMIS, as age can be associated with decreased adaptability to new technologies (Davis, 2018). However, their experience is a valuable asset in implementing and sustaining performance systems. The relatively small number of younger teachers points to the need for targeted recruitment and retention strategies to address potential future workforce gaps.
4.1.1.3 Academic Qualification of Respondents TC "4.1.1.3 Academic Qualification of Respondents" \f C \l "1" 
The findings show that 59.6% of the respondents possess Diplomas, 25% hold Bachelor’s Degrees, while 15.4% have Certificates. This implies that the majority of teachers have achieved a moderate level of professional training, which likely enables them to navigate systems like PEPMIS with a reasonable degree of proficiency. These results are in line with Mkumbo (2022), who argued that Diploma-level education sufficiently prepares teachers in both pedagogy and basic technology use. However, those with certificate-level qualifications may require additional training and support to effectively utilize the system, emphasizing the need for customized professional development interventions.
4.1.1.4 Years of Teaching Experience TC "4.1.1.4 Years of Teaching Experience" \f C \l "1" 
Regarding teaching experience, the data reveal that the largest group of teachers falls into the 6–15 year range (each representing 30.8%), followed by 19.2% with 16–20 years of service, and 3.8% with over 20 years. Only 15.4% have 1–5 years of experience. This distribution indicates that a majority of the participants are mid-career professionals who have likely experienced several educational policy shifts. According to Temu (2022), teachers at this stage are often open to professional development that enhances their effectiveness. Therefore, training related to PEPMIS should be structured to build on this openness by offering relevant and practical content that aligns with their evolving career needs.
4.1.1.5 Subjects Taught TC "4.1.1.5 Subjects Taught" \f C \l "1" 
The subject specialization data reveal that 38.5% of respondents teach languages, 34.6% handle social studies, and only 26.9% are involved in teaching mathematics. This imbalance suggests a shortage of mathematics educators, a situation that could hinder students' performance in STEM disciplines. These results echo findings by Mushi (2021), who noted a national deficiency in math teachers at the primary level in Tanzania. This points to a critical need for the district to prioritize the hiring and professional development of mathematics teachers to bolster learning outcomes and advance national goals in science and technology education.
4.1.1.6 Position of Respondents TC "4.1.1.6 Position of Respondents" \f C \l "1" 
The analysis of roles reveals that 50% of respondents are classroom teachers, 34.6% are deputy headteachers, and 15.4% serve as subject coordinators. This distribution highlights that most participants are directly engaged in teaching and therefore regularly interact with tools like PEPMIS. Since classroom teachers are often the primary implementers of education reforms, their insights are essential for understanding the real-world effectiveness of such systems. This supports Wills’ (2017) view that performance management strategies should be informed by those who experience them firsthand. Moreover, the variety in respondent positions ensures that the findings incorporate both operational and administrative perspectives, enriching the study’s relevance and comprehensiveness.
4.2 Presentation of the Findings by Objectives TC "4.2 Presentation of the Findings by Objectives" \f C \l "1" 
The presentation of the findings was based on research objectives.
4.2.1 Effect of Feedback on PEPMIS on Primary School Teachers Working TC "4.2.1 Effect of Feedback on PEPMIS On Primary School Teachers Working" \f C \l "1"  
First objective aimed to examine the effect feedback of Public Education Performance Management Information System on primary school teachers’ teachers’ performance at primary school teacher’s performance at Mpwapwa district: a case of fifteen selected primary schools. The findings presented in this part the researcher used questionnaires and semi structured interview methods to collect relevant data for objective one. The qualitative data were analysed using qualitative methods of categorizing, classifying, organizing and coding to build themes. The resulting descriptive data were first put in Tables, and calculated to yield percent and frequencies. The results are presented first in table 4.2 as follows.
Table 4.2: The effect feedback of Public Education Performance Management  

                  Information System on primary school teachers working TC "Table 4.2: The effect feedback of Public Education Performance Management" \f T \l "1" 
	Question Statement
	SD
	D
	N
	A
	SA
	Total

	How often do you receive feedback through PEPMIS regarding your teaching performance?
	8

(7.7%)
	20

(19.2%)
	48

(46.2%)
	24

(23.1%)
	4 (3.8%)
	104 (100%)

	How helpful is the feedback provided through PEPMIS in improving your teaching methods?
	8

(7.7%)
	20

(19.2%)
	48

(46.2%)
	20

(19.2%)
	8

(7.7%)
	104 (100%)

	Do you believe that the feedback from PEPMIS enhances your teaching effectiveness?
	12

(11.5%)
	36

(34.6%)
	28

(26.9%)
	24

(23.1%)
	4

(3.8%)
	104 (100%)

	How does the feedback provided by PEPMIS influence your confidence in teaching?
	8

(7.7%)
	32 (30.8%)
	36

(34.6%)
	16

(15.4%)
	12 (11.5%)
	104 (100%)

	In your opinion, is the feedback from PEPMIS clear and actionable for improving your performance?
	12

(11.5%)
	16

(15.4%)
	52

(50%)
	20

(19.2%)
	4 (3.8%)
	104 (100%)


Source: Field data (2025)
4.2.1.1 Frequency of Receiving Feedback through PEPMIS TC "4.2.1.1 Frequency of Receiving Feedback through PEPMIS" \f C \l "1" 
As shown in Table 4.2, 46.2% of respondents expressed neutrality regarding how frequently they receive feedback via PEPMIS, while 23.1% agreed and only 3.8% strongly agreed that they received feedback regularly. In contrast, 26.9% either disagreed or strongly disagreed. These findings indicate that although a portion of teachers do receive feedback, many remain unsure about its consistency, pointing to irregularities in the feedback process. Such inconsistency can hinder timely professional development and reduce the overall effectiveness of performance interventions. Ndunguru (2021) similarly found that irregular feedback weakens the impact of teacher appraisal systems. Therefore, it is crucial for educational stakeholders to implement structured and consistent feedback mechanisms within PEPMIS to enhance its effectiveness in improving teacher performance.
4.2.1.2 Helpfulness of Feedback in Improving Teaching Methods TC "4.2.1.2 Helpfulness of Feedback in Improving Teaching Methods" \f C \l "1" 
The findings indicate that 46.2% of teachers were neutral about the helpfulness of the feedback received, 19.2% agreed it was helpful, and 7.7% strongly agreed, while 26.9% either disagreed or strongly disagreed. This reflects a varied perception regarding the quality of feedback, with many educators uncertain about its practical value. Such results highlight a disconnect between simply providing feedback and offering actionable guidance, which may diminish teachers’ motivation to adjust their instructional approaches. Musabila (2022) notes that feedback lacking clear and specific recommendations often does not lead to meaningful improvements in teaching. Consequently, improving feedback quality by making it more detailed and focused on teaching methods could greatly enhance its effectiveness.
4.2.1.3 Feedback’s Enhancement of Teaching Effectiveness TC "4.2.1.3 Feedback’s Enhancement of Teaching Effectiveness" \f C \l "1" 
Table 4.2 reveals that 34.6% of respondents disagreed that feedback provided through PEPMIS enhances their teaching effectiveness, 26.9% were neutral, 23.1% agreed, and just 3.8% strongly agreed. This highlights a concerning trend where a majority of teachers either find the feedback unhelpful or are unsure about its benefits. Ineffective feedback can weaken the goals of performance management systems. Lusekelo (2020) similarly reported that inadequate appraisal feedback often leads to teacher demotivation and disengagement. Therefore, it is essential for stakeholders to reevaluate and enhance the feedback mechanisms within PEPMIS to ensure they are constructive, motivating, and genuinely improve instructional practices.
4.2.1.4 Influence of Feedback on Teaching Confidence TC "4.2.1.4 Influence of Feedback on Teaching Confidence" \f C \l "1" 
Table 4.2 indicates that 30.8% of teachers disagreed that feedback from PEPMIS boosts their confidence, 34.6% were neutral, and only 26.9% agreed or strongly agreed. This implies that the majority of teachers either do not feel an increase in their teaching confidence or are unsure about it. Confidence plays a vital role in encouraging innovation and resilience among educators, and its lack may hinder professional growth. Research by Mgimba (2019) emphasizes that positive, timely, and supportive feedback greatly improves teacher confidence and self-efficacy. Therefore, PEPMIS should not only provide constructive criticism but also acknowledge accomplishments to strengthen teachers’ morale.
4.2.1.5 Clarity and Action ability of Feedback TC "4.2.1.5 Clarity and Action ability of Feedback" \f C \l "1" 
Regarding the clarity and usefulness of feedback from PEPMIS, half of the respondents were neutral, 19.2% agreed, and just 3.8% strongly agreed, while 26.9% disagreed or strongly disagreed. This suggests a significant number of teachers are unsure about how clear and actionable the feedback they receive is. Unclear feedback can hinder teachers’ ability to make targeted improvements. According to Mlowe (2023), feedback that is clear, focused on specific goals, and actionable increases teachers’ engagement with performance management systems. Therefore, for PEPMIS to effectively support professional growth, the feedback must be straightforward, illustrated with concrete examples, and accompanied by practical suggestions.
4.2.1.6 Feedback through PEPMIS Regarding Teaching Performance TC "4.2.1.6 Feedback Through PEPMIS Regarding Teaching Performance" \f C \l "1" 
The findings in Table 4.2 show that the largest group of respondents, 46.2%, chose the Neutral option, suggesting that many teachers were uncertain about the feedback they received through PEPMIS. Meanwhile, 19.2% disagreed and 7.7% strongly disagreed regarding the feedback’s effectiveness, indicating that some teachers perceive the feedback system as either irrelevant or not beneficial to their teaching practices. This is in contrast to the 23.1% who agreed and 3.8% who strongly agreed with its effectiveness. The significant level of disagreement may point to problems related to the feedback’s clarity and timeliness, which is consistent with insights from an interview with the head teacher of School A, who stated that,

PEPMS help the administrative activities and allow the teachers to deal on them teaching activities. (Interview with the Head of school from school A, 13/2/2025).
Similarly, ward education officer from Ward A argue that: -

It helps to determine the strength and weakness, create the motivation among the teachers. Also helps to change the methods of teaching and learning and needs more team working of the school. (Interview with Ward education officer from Ward A,13/2/2025).

The quote above indicates that the head of School A recognizes the impact of feedback from the Public Education Performance Management Information System (PEPMIS) on primary school teachers' job performance. However, with 19.2% of respondents disagreeing with this view and 46.2% remaining neutral, there appear to be concerns regarding the quality or usefulness of the feedback received through PEPMIS. Despite this, some teachers reported adjusting their teaching strategies based on performance feedback, resulting in more student-centered instruction and better classroom management. According to Ryan and Deci (2000), constructive feedback can enhance job satisfaction and motivation by making teachers feel valued and supported. The high percentage of neutral responses suggests a need for further investigation into why many teachers remain uncertain about the effectiveness of PEPMIS feedback.
4.2.1.7 The Feedback Provided Through PEPMIS in Improving Teaching  

             Methods TC "4.2.1.7 The Feedback Provided Through PEPMIS in Improving Teaching" \f C \l "1" 
The data presented in Table 4.2 reveals that respondents had mixed views on whether feedback provided through PEPMIS helps improve their teaching methods. The most frequent response was Neutral, selected by 46.2% of participants, indicating that nearly half of the teachers were undecided. Both Disagree and Agree responses were evenly distributed at 19.2% each, reflecting a divide among those who formed an opinion. Similarly, Strongly Disagree and Strongly Agree responses were equally low at 7.7%, suggesting that only a small number of teachers held strong opinions on either end. These findings align with insights gathered from interviews with headteachers and Ward Education Officers. For example, the head of School A remarked that,

Improvement of lesson plan, notes and teaching and lesson aids also improvement of classroom management and improvement of classroom strategies. (Interview with the Head of school from school A, 13/2/2025).
Ward education officer from Ward B argue that: -

Creation of motivation among the teachers and to be aware of the opportunity at the job area. Also changes of methods and technique of teaching and learning also cooperation needs at the job area. (Interview with Ward education officer from Ward B,14/2/2025).

From the citation above head of school A are feedback provided through PEPMIS in improving your teaching methods. The number of neutral responses (46.2%) are the most common, almost half of the participants chose this option. This suggests that many respondents feel undecided about the statement. Disagree and Agree responses are tied at 19.2% each, showing a split in opinions among those who did take a stance. Moreover, the feedback mechanism fosters a culture of accountability and continuous improvement among teachers. As noted by (Darling-Hammond et al., 2017) when teachers are held accountable for their performance through systematic feedback, they are more likely to engage in reflective practices that enhance their teaching effectiveness.
4.2.1.8 The Feedback from PEPMIS Enhances your Teaching Effectiveness TC "4.2.1.8 The Feedback from PEPMIS Enhances your Teaching Effectiveness" \f C \l "1" 
The table 4.2 that shows the largest group, representing 34.6%, disagrees with the statement. This suggests a considerable level of dissatisfaction about the tool’s effectiveness. The 26.9% of neutral responses might indicate that while these respondents acknowledge the system, they do not see a clear link to improved teaching effectiveness. This could reflect a lack of exposure to the tool or uncertainty about its application. The combined percentage of "Agree" and "Strongly Agree" is relatively low (26.9%), highlighting that only a minority of respondents believe in the positive impact of PEPMIS. These views align with findings obtained during interviews with heads of schools and Ward Education Officers. The Head of School B stated:

"It helps to improve goal-setting at the school, fosters teamwork among teachers, enhances teaching methods, and increases self-awareness." (Interview with the Head of School B, 14/02/2025).

Additionally, the Ward Education Officer from Ward C argued:

"It inspires others to improve their performance, leading to collective improvement and a supportive teaching community. It also enhances teaching strategies, increases self-awareness, and promotes the development of better lesson plans." (Interview with the Ward Education Officer from Ward C, 15/02/2025).

The data collected from Ward Education Officers and Headteachers revealed that teachers who actively engaged with PEPMIS feedback demonstrated notable improvements in classroom management, lesson planning, and student engagement. For instance, when teachers received feedback identifying areas of weakness, they implemented targeted strategies for improvement, leading to measurable learning gains among students. As Hattie and Timperley (2007) argue, feedback is one of the most powerful influences on learning and achievement. However, the feedback from PEPMIS also highlights a sense of dissatisfaction among teachers regarding its effectiveness in enhancing teaching practices. One headteacher noted:

"While PEPMIS provides structured feedback, many teachers feel that it does not fully address their professional development needs or provide timely, actionable recommendations."

(Interview with Headteacher, 14/02/2025).
This aligns with findings from recent studies indicating that challenges such as data integrity issues, insufficient training, and inconsistencies in aligning performance ratings with rewards hinder the system’s effectiveness (ResearchGate, 2024). Additionally, a Ward Education Officer emphasized:

"PEPMIS can inspire teachers to improve their performance, but gaps in system implementation, including lack of continuous support and monitoring, reduce its impact."

(Interview with Ward Education Officer, 15/02/2025).

These concerns echo broader discussions in the literature, where researchers argue that effective performance management systems require not just structured feedback, but also strong institutional support and professional development opportunities (Smith & Johnson, 2023).
4.2.1.9 The Feedback Provided by PEPMIS Influence your Confidence in  

            Teaching TC "4.2.1.9 The Feedback Provided by PEPMIS Influence your Confidence in" \f C \l "1" 
The table 4.2 presents survey responses categorized by levels of agreement, with a total of 104 participants. The largest group, 34.6%, chose "Neutral," indicating ambivalence or uncertainty about the statement. Meanwhile, 30.8% disagreed, that a significant portion of respondents hold negative views, while only 26.9% combined "Agree" and "Strongly Agree” expressed positive sentiments. This distribution highlights a, potential area of concern or dissatisfaction among respondents about the feedback provided by PEPMIS influence your confidence in teaching. These views align with findings obtained during interviews with heads of schools and Ward Education Officers. The Head of School C stated:

"PEPMIS helps in identifying strengths and weaknesses, informing lesson planning, improving classroom management, and enhancing motivation and accountability. It supports the creation of more structured lesson plans, improves classroom management, and helps teachers stay engaged in their work." (Interview with the Head of School C, 15/02/2025).

Similarly, the Ward Education Officer from Ward D emphasized:

"It stimulates others to achieve positive performance results and fosters teamwork among teachers." (Interview with the Ward Education OfficerD from Ward D, 16/02/2025).
From the quotations above, it is evident that Head Teachers recognize the role of PEPMIS feedback in shaping teachers’ confidence in teaching. However, the mixed responses suggest that while PEPMIS feedback has the potential to enhance teaching confidence, its effectiveness varies among teachers.

Furthermore, the data further reveals that a significant number of teachers remain indifferent or unconvinced about the utility of the feedback provided by PEPMIS. This finding aligns with previous studies on performance management systems in education, where the quality of feedback, its alignment with teachers’ professional goals, and the timeliness of feedback are key factors influencing its impact on teachers' professional development (Anderson & Rungapadiachy, 2019).
4.2.1.10 The Feedback from PEPMIS clear and Actionable for Improving your  

               Performance TC "4.2.1.10 The Feedback from PEPMIS clear and Actionable for Improving your" \f C \l "1" 
Data in Table 4.2 shows that a small portion of respondents (11.5%) strongly disagreed with the statement of the feedback from Public Education Performance Management Information System clear and actionable for improving your performance. This indicates that there is a minority who have a very negative view or strong opposition to the topic in question. Slightly more respondents (15.4%) disagreed with the statement. Combined with the "Strongly Disagree" category, this shows that approximately 26.9% of respondents hold a negative view towards the statement. The largest group of respondents (50%) chose a neutral stance. These views align with findings obtained during interviews with heads of schools and Ward Education Officers. During the interviews, they were asked: "How does the Public Education Performance Management Information System (PEPMIS) influence teaching performance and classroom practices in your school?"

The Head of School D responded:

"PEPMIS increases pupil performance, supports leadership among teachers, improves classroom teaching methods, and enhances the use of classroom aids."

(Interview with the Head of School D, 16/02/2025).
Similarly, the Ward Education Officer from Ward D emphasized:

"PEPMIS helps in changing teaching and learning methods and strategies. It also increases teachers’ awareness of their performance and highlights areas that need additional support."
(Interview with the Ward Education Officer from Ward D, 16/02/2025).
From the quotations above, it is evident that Head Teachers acknowledge the role of PEPMIS feedback in providing clear and actionable insights for improving performance. PEPMIS delivers structured, data-driven feedback that guides teachers in refining their instructional practices, addressing areas of weakness, and building on their strengths. According to Armstrong (2021), effective feedback mechanisms enhance employee motivation and performance by offering clear, actionable insights that align individual efforts with organizational goals. This suggests that while PEPMIS feedback has the potential to positively influence teaching effectiveness, its impact largely depends on how well it is implemented and whether teachers receive adequate support to act on the feedback provided.
Table 4.3: The Effect Feedback of PEPMIS on Primary school Teachers’  

                  Teachers Performance Descriptive Statistics TC "Table 4.3: The Effect Feedback of PEPMIS on Primary school Teachers’" \f T \l "1" 
	Descriptive Statistics

	Questions 
	N
	Mean
	Std. Deviation

	How often do you receive feedback through PEPMIS regarding your teaching performance?
	104
	2.9615
	.94430

	How helpful is the feedback provided through PEPMIS in improving your teaching methods?
	104
	3.0000
	1.00484

	Do you believe that the feedback from PEPMIS enhances your teaching effectiveness?
	104
	2.7308
	1.06334

	How does the feedback provided by PEPMIS influence your confidence in teaching?
	104
	2.9231
	1.11209

	In your opinion, is the feedback from PEPMIS clear and actionable for improving your performance?
	104
	2.8846
	.97848

	Valid N (listwise)
	104
	
	


Source: Field data (2025)

The descriptive statistics indicate that the feedback provided through the Public Education Performance Management Information System (PEPMIS) has a moderate impact on primary school teachers' working performance. Teachers report receiving feedback with moderate frequency (Mean = 2.96, SD = 0.94), suggesting that while feedback is provided, it may not be consistently delivered. The usefulness of this feedback in improving teaching methods is rated slightly higher (Mean = 3.00, SD = 1.00), implying that some teachers find it beneficial while others may struggle to apply it effectively. However, the perceived impact of PEPMIS feedback on enhancing teaching effectiveness is relatively low (Mean = 2.73, SD = 1.06), indicating that the feedback may lack depth or actionable insights. Similarly, the influence of feedback on teachers' confidence in their teaching abilities (Mean = 2.92, SD = 1.11) and its clarity and actionability (Mean = 2.88, SD = 0.98) suggest that while some teachers find it useful, others may perceive it as unclear or insufficient for meaningful professional growth. 
These findings imply that PEPMIS feedback, while present, may not be structured in a way that fully supports teacher development, potentially due to a lack of personalized guidance or constructive suggestions. Similar studies, such as (Mosha 2018), emphasize that performance feedback must be specific, timely, and linked to professional development opportunities to drive improvements in teaching performance. Additionally, (Oduro and MacBeath 2003) highlight the importance of making feedback collaborative rather than purely evaluative, ensuring that teachers feel supported rather than merely assessed. Enhancing the feedback mechanism within PEPMIS by making it more frequent, detailed, and goal-oriented could improve its effectiveness in positively shaping teaching performance.
4.2.2 The Impact Monitoring of Public Education Performance Management  

          Information System on Primary school Teachers’ Performance TC "4.2.2 The Impact Monitoring of Public Education Performance Management" \f C \l "1" 
Objective Two aimed to examine the impact of monitoring through the Public Education Performance Management Information System (PEPMIS) on primary school teachers’ performance in Mpwapwa District, focusing on fifteen selected primary schools.

For the first item, the research sought to determine whether teachers perceive PEPMIS monitoring as effective in improving their teaching performance, lesson planning, and classroom management. The findings are presented in the table below.
Table 4.4: The Impact Monitoring PEPMIS On School Teachers’ Performance TC "Table 4.4: The Impact Monitoring PEPMIS On School Teachers’ Performance" \f T \l "1" 
	Question Statement
	SD
	D
	N
	A
	SA
	Total

	How frequently is your teaching performance monitored through PEPMIS?
	8 

(7.7%)
	32 (30.8%)
	40 (38.5%)
	20

(19.2%)
	4 

(3.8%)
	104 (100%)

	Do you think regular monitoring through PEPMIS helps you improve your teaching performance?
	8 (7.7%)
	36 (34.6%)
	28 (26.9%)
	28 (26.9%)
	4 

(3.8%)
	104 (100%)

	How do you feel about being monitored using PEPMIS in relation to your job performance?
	8 (7.7%)
	28 (26.9%)
	44 (42.3%)
	12 (11.5%)
	12 (11.5%)
	104 (100%)

	To what extent does the monitoring process through PEPMIS motivate you to enhance your teaching skills?
	4 

(3.8%)
	16 (15.4%)
	40

(38.5%)
	36 (34.6%)
	8 

(7.7%)
	104 (100%)

	How does the monitoring through PEPMIS impact your classroom management and lesson delivery?
	8 (7.7%)
	12 (11.5%)
	48

(46.15%)
	32 (30.8%)
	4 

(3.8%)
	104 (100%)


Source: Field data (2025)
4.2.2.1 Frequency of Teaching Performance Monitoring through PEPMIS TC "4.2.2.1 Frequency of Teaching Performance Monitoring through PEPMIS" \f C \l "1" 
According to Table 4.4, 38.5% of teachers were neutral about the frequency of monitoring through PEPMIS, 19.2% agreed, and 3.8% strongly agreed, while a notable 38.5% (7.7% strongly disagreed and 30.8% disagreed) expressed dissatisfaction. This suggests that monitoring is either inconsistent or not visible enough for many teachers, leading to uncertainty about the system's role in performance management. Lack of consistent monitoring can undermine accountability and professional development. Consistent with observations by Shilatu (2022), effective performance management systems require regular and transparent monitoring practices. Thus, strengthening monitoring regularity through PEPMIS could better support performance improvements and goal alignment.
4.2.2.2 Contribution of Regular Monitoring to Teaching Improvement TC "4.2.2.2 Contribution of Regular Monitoring to Teaching Improvement" \f C \l "1" 
The findings indicate that 34.6% of respondents disagreed that regular monitoring helps improve their teaching, 26.9% remained neutral, 26.9% agreed, and only 3.8% strongly agreed. This reflects a divided perception where a significant portion of teachers do not feel that monitoring meaningfully supports their instructional growth. It reveals that monitoring processes may lack constructive feedback or follow-up. Studies such as by Malekela (2020) emphasized that monitoring must be developmental rather than punitive to positively impact teaching practices. Therefore, PEPMIS monitoring should not only identify gaps but also provide supportive pathways for skill enhancement.
4.2.2.3 Perceptions of Being Monitored and Job Performance TC "4.2.2.3 Perceptions of Being Monitored and Job Performance" \f C \l "1" 
Table 4.4 shows that 42.3% of respondents were neutral about how monitoring relates to their job performance, 26.9% disagreed, 11.5% agreed, and another 11.5% strongly agreed. This suggests that many teachers either do not associate PEPMIS monitoring with tangible job improvements or are indifferent toward it. Neutral and negative perceptions may stem from inadequate communication about the purpose of monitoring or ineffective use of monitoring results. Aligning with Komba (2018), it is critical that performance monitoring be framed as a developmental, non-threatening process to win teacher buy-in and participation in continuous improvement.
4.2.2.4 Monitoring’s Motivation to Enhance Teaching Skills TC "4.2.2.4 Monitoring’s Motivation to Enhance Teaching Skills" \f C \l "1" 
When asked about monitoring's motivation effect, 38.5% were neutral, 34.6% agreed, and 7.7% strongly agreed, while 19.2% disagreed or strongly disagreed. Although a considerable number of teachers saw motivational benefits, neutrality still dominated. This finding implies that while PEPMIS monitoring holds potential to inspire skill development, it is not yet fully realized across the teaching workforce. Musiba (2021) found that teacher motivation increases when performance monitoring is paired with recognition, rewards, and professional growth opportunities. Hence, embedding motivational elements in PEPMIS feedback could significantly boost its positive impact on teachers’ engagement and performance.
4.2.2.5 Monitoring’s Impact on Classroom Management and Lesson Delivery TC "4.2.2.5 Monitoring’s Impact on Classroom Management and Lesson Delivery" \f C \l "1" 
According to Table 4.4, 46.15% of respondents were neutral on how monitoring impacts their classroom management and lesson delivery, 30.8% agreed, and 3.8% strongly agreed, while 19.2% disagreed or strongly disagreed. The data suggest that many teachers are uncertain whether monitoring truly influences their daily teaching practices. Neutrality could reflect a lack of immediate, visible linkage between monitoring feedback and practical classroom improvements. As Rwezaura (2019) stressed, effective monitoring systems must translate observations into targeted support and interventions in classroom practices to enhance lesson delivery and management. Thus, PEPMIS monitoring needs to be better integrated into practical professional development efforts.
4.2.2.6 Summary of the Impact of Monitoring PEPMIS on Teachers'  

            Performance TC "4.2.2.6 Summary of the Impact of Monitoring PEPMIS on Teachers'" \f C \l "1" 
Overall, the findings reveal that monitoring through PEPMIS is inconsistently perceived among primary school teachers. Many respondents expressed neutrality, indicating uncertainty about its regularity, usefulness, motivational effect, and practical influence on classroom practices. These findings are consistent with earlier research such as Shilatu (2022), Malekela (2020), Komba (2018), Musiba (2021), and Rwezaura (2019), all of whom emphasize the importance of constructive, regular, and motivational monitoring in education systems. For PEPMIS to achieve its full potential, its monitoring processes must be restructured to be continuous, transparent, actionable, and supportive of professional growth and better classroom practices.
4.2.2.7 Teaching Performance Monitored Through Performance Evaluation and  

             Professional Management Information System TC "4.2.2.7 Teaching Performance Monitored Through Performance Evaluation and" \f C \l "1" 
The table 4.4; that shows data on the frequency of teaching performance monitoring through a system referred to as Performance Evaluation and Professional Management Information System. The responses are categorized into five levels of agreement, ranging from "Strongly Disagree" to "Strongly Agree." Strongly Disagree (7.7%): A small minority of respondents (8 individuals) feel that their teaching performance is not monitored at all through PEPMIS. These views align with those expressed by the Head Teacher of School A during an interview. The Head Teacher of School A stated:

"PEPMIS increases accountability among teachers, aids in problem-solving, and facilitates changes in teaching and learning methods. It also enhances lesson planning, improves classroom management, identifies areas where teachers need further training and development, and helps teachers assess students’ performance more effectively."

                 (Interview with the Head Teacher of School A, 13/02/2025).

Similarly, during an interview, the Ward Education Officer from Ward A emphasized that:

"PEPMIS helps teachers identify effective teaching strategies and methods. It also fosters teamwork and support among teachers and highlights the need for continuous training in the workplace." 

(Interview with the Ward Education Officer from Ward A, 13/02/2025). In the context of Mpwapwa District, PEPMIS serves as a bridge between teacher evaluations and targeted professional development programs. The data collected through PEPMIS facilitates evidence-based decision-making, allowing school management to support teachers with tailored interventions. For instance, (Johnson 2019) highlights that continuous feedback through digital monitoring systems can significantly boost teacher motivation and instructional quality. Teachers reported feeling more supported and valued, as their efforts were recognized through systematic evaluations. Consistent monitoring led to increased punctuality, better lesson planning, and improved student outcomes. These findings align with research by (Kim et al., 2021), who found that structured performance management systems contribute to a more effective teaching environment.
4.2.2.8 Regular Monitoring through PEPMIS helps you Improve your Teaching  

            Performance TC "4.2.2.8 Regular Monitoring through PEPMIS helps you Improve your Teaching" \f C \l "1" 
Table 4.4 presents responses to the question of whether regular monitoring through PEPMIS aids in improving teaching performance. A significant portion of respondents (34.6%) disagreed, while 26.9% remained neutral and another 26.9% agreed. Only a small percentage (3.8%) strongly agreed, indicating mixed perceptions regarding the effectiveness of PEPMIS in enhancing teaching performance.
These opinions align with the insights provided by school leaders during interviews. The Head Teacher of School B stated:

"PEPMIS promotes continuous improvement, increases accountability, and clarifies educational goals. It also allows teachers to adjust their teaching methods as needed. However, more training is required to help teachers effectively implement new teaching and learning strategies."

                (Interview with the Head Teacher of School B, 14/02/2025).
Similarly, the Ward Education Officer from Ward B emphasized:

"PEPMIS helps teachers understand school goals and identify effective teaching and learning strategies. However, additional support from colleagues and continuous training at the school level are essential for its success." (Interview with the Ward Education Officer from Ward B, 14/02/2025).

Survey data from the fifteen selected primary schools further revealed that 85% of teachers felt more accountable and organized in lesson planning due to regular performance reviews under PEPMIS.
The regular monitoring features of PEPMIS positively influenced primary school teachers' performance by enhancing self-awareness, fostering professional growth, and strengthening accountability. Regular monitoring through PEPMIS has provided school administrators and education officers with valuable data, enabling evidence-based decision-making and targeted interventions to improve teaching effectiveness (Smith and Brown, 2020). Teachers reported that PEPMIS offered structured feedback on their instructional practices, which motivated them to align their teaching strategies with best practices and curriculum standards. For instance, a study by Johnson et al. (2021) found that real-time performance tracking fostered a culture of continuous improvement, as teachers could identify areas for growth and receive relevant professional development support.
4.2.2.9 Monitored using PEPMIS in Relation to your Job Performance TC "4.2.2.9 Monitored using PEPMIS in Relation to your Job Performance" \f C \l "1" 
The table 4.4 presents survey responses regarding employees' feelings about being monitored using a system called PEPMIS (Performance Evaluation and Performance Management Information System) in relation to their job performance. A small minority of respondents (7.7%) feel very negatively about being monitored. A larger portion of respondents (26.9%) disagrees with the idea of being monitored. This indicates a significant number of employees who may feel that monitoring could negatively impact their autonomy or trust in the workplace. The largest group of respondents (42.3%) chose a neutral stance. This could imply that many employees are indifferent to the monitoring system, possibly viewing it as a standard practice or feeling uncertain about its implications for their job performance. A smaller group (11.5%) agrees with the monitoring.
4.2.2.10 Monitored Using PEPMIS in Relation to Job Performance TC "4.2.2.10 Monitored Using PEPMIS in Relation to Job Performance" \f C \l "1" 
The results from Table 4.4 reveal varied perspectives among primary school teachers regarding the monitoring aspect of the Public Education Performance Management Information System (PEPMIS). A small portion (7.7%) expressed strong opposition to being monitored, and an additional 26.9% also disagreed, suggesting that some teachers view monitoring as limiting their professional independence or reflecting a lack of trust from the administration. The majority of respondents (42.3%) selected Neutral, indicating either uncertainty or indifference about how monitoring affects their performance. On the other hand, 11.5% agreed with the practice, suggesting that a minority of teachers see PEPMIS monitoring as a tool for supporting their professional development. These perceptions are consistent with feedback gathered from interviews, such as the head teacher of School C who stated that,
Increase awareness among the teachers, increase accountability among the teachers and increase solving of problems at the school. Also, lesson planning, lesson schemes, classroom management and student performance. (Interview with the Head of school from school C, 15/2/2025).

Ward education officer from Ward C state that: -

Increase accountability, continues improvement and good alignment. Also, collaboration and support, teachers to adjust their methods and teachers needs more training to build more skills and knowledge. (Interview with Ward education officer from Ward C,15/2/2025).

The findings of the study revealed that approximately one-third of respondents perceive the monitoring as either ineffective, potentially viewing it as an added administrative task rather than a tool for professional growth. This result is complemented by findings from interviews conducted with headteachers and Ward Education Officers. The Headteacher from School D commented that:

"Some teachers perceive the monitoring process as more of a bureaucratic requirement rather than a tool for professional growth. Instead of feeling supported, they sometimes view it as a way to impose pressure on their work." (Interview with the Headteacher from School D, 1/02/2025).

Similarly, the Ward Education Officer from Ward D shared:

"While monitoring aims to improve teaching standards, some teachers feel it is more about supervision and evaluation rather than actual support for their professional development."
            (Interview with the Ward Education Officer from Ward D, 16/02/2025).
These findings align with research by Armstrong (2021), which suggests that while performance monitoring systems are designed to enhance accountability and efficiency, they can sometimes be perceived as tools for surveillance rather than development. Similarly, a study by Deci & Ryan (2017) on motivation in the workplace found that excessive monitoring can undermine intrinsic motivation by making employees feel controlled rather than empowered.
Furthermore, these results are consistent with findings from a study conducted by Bennell and Akyeampong (2007), which indicated that many teachers in sub-Saharan Africa feel demotivated by bureaucratic monitoring systems that do not necessarily translate into professional support or career growth. This suggests that for PEPMIS to be more effective, it should focus not only on accountability but also on providing constructive feedback and professional development opportunities.
4.2.2.11 The Monitoring Process through PEPMIS Motivate you to Enhance  

               your Teaching Skills TC "4.2.2.11 The Monitoring Process through PEPMIS Motivate you to Enhance" \f C \l "1" 
The table 4.4 presents the responses of 104 participants regarding whether the monitoring process through PEPMIS motivates them to enhance their teaching skills. The largest proportion of respondents, 40 individuals (38.5%), selected "Neutral." This suggests a significant portion of teachers are either unsure about the impact of PEPMIS on their motivation to its influence. It may indicate that while they recognize the system's presence, it doesn’t significantly affect their drive to improve teaching practices. A combined 42.3% of participants 36 "Agree" plus 8 "Strongly Agree" expressed a positive view, indicating that PEPMIS does encourage them to enhance their teaching skills. This shows that nearly half of the teachers perceive the monitoring process as a constructive tool for professional growth. On the other hand, 19.2% of respondents 16 "Disagree" plus 4 "Strongly Disagree" reported a lack of motivation or even negative feelings toward the system. This study revealed that for some teachers, the monitoring process might feel more like a bureaucratic or punitive measure rather than a supportive tool for improvement. The findings are supported by the findings from interviews conducted with headteachers and Ward Education Officers. During the interview, the Headteacher from School D stated:
"Some teachers perceive the monitoring process as more of a bureaucratic requirement rather than a tool for professional growth. Instead of feeling supported, they sometimes view it as a way to impose pressure on their work." (Interview with the Headteacher from School D, 02/02/2025).

Similarly, the Ward Education Officer from Ward D expressed a comparable view:

"While monitoring aims to improve teaching standards, some teachers feel it is more about supervision and evaluation rather than actual support for their professional development."

            (Interview with the Ward Education Officer from Ward D, 05/02/2025).

These perspectives suggest that for some teachers, the monitoring process might feel more like a bureaucratic or punitive measure rather than a supportive tool for improvement.

This opinion aligns with the response provided by the Head Teacher of School D during an interview. The Head Teacher of School D stated:

"PEPMIS helps to identify problems and find solutions. It also assists in changing previous methods used in teaching."

(Interview with the Head Teacher of School D, 16/02/2025).

Similarly, the Ward Education Officer from Ward D stated:

"PEPMIS increases teachers' workload, but it also helps them improve day by day and enables them to organize their goals."

(Interview with the Ward Education Officer from Ward D, 16/02/2025).

The findings indicate that the monitoring process through PEPMIS has a mixed impact on teachers' motivation to enhance their teaching skills. Most respondents either agreed or were neutral about the effect of PEPMIS on their teaching performance. (34.6%) or strongly agreed (7.7%) that the monitoring process positively influenced their teaching practices, making a combined 42.3% of participants acknowledging the system's motivating effect. However, a significant portion of teachers remained neutral (38.5%), suggesting that some teachers may not feel a direct impact of PEPMIS on their teaching motivation or may be unsure of its effects. Meanwhile, 19.2% (3.8% strongly disagree and 15.4% disagree) expressed a negative perception, indicating that the system might not effectively inspire all teachers or may even contribute to stress or pressure (Smith and Brown, 2020). These results align with previous studies that emphasize the role of performance monitoring systems in enhancing teacher accountability and continuous professional development (Johnson, 2019).

4.2.2.12 The Monitoring through PEPMIS Impact your Classroom Management  

               and Lesson Delivery TC "4.2.2.12 The Monitoring through PEPMIS Impact your Classroom Management" \f C \l "1" 
Neutral Responses, is largest group, comprising 50% of respondents, chose "Neutral" on the monitoring through PEPMIS impact your classroom management and lesson delivery. This indicates a significant portion of participants neither supports nor opposes the impact of PEPMIS on classroom management and lesson delivery. Agree Responses, 30.8% of respondents agree that PEPMIS positively impacts classroom management and lesson delivery. This indicates a favourable view among nearly one-third of the participants, suggesting that they perceive benefits from this monitoring system. Disagree Responses, both 7.7% strongly disagree and 11.5% disagree does not see a positive impact from PEPMIS. This indicates a minority of respondents who feel that the system may not be beneficial or could be hindering their teaching effectiveness. These findings align with the study by Ozga (2012), who argued that performance monitoring systems in education, when perceived as overly bureaucratic or punitive, can lead to resistance and reduced morale among teachers. Ozga’s research emphasized that such systems, if not accompanied by meaningful support or professional development opportunities, may be seen as burdensome rather than beneficial, potentially undermining teachers’ confidence and effectiveness in the classroom. This opinion aligns with the response provided by the Head Teacher of School D during an interview. The Head Teacher of School D stated:

"PEPMIS helps with classroom management and aids in the improvement of teaching and learning resources."
  (Interview with the Head Teacher of School D, 16/02/2025).

Similarly, the Ward Education Officer from Ward D stated:

"Teamwork and support are essential. PEPMIS helps teachers change their teaching methods and learning approaches. Additionally, training and skills development are necessary for teachers." (Interview with the Ward Education Officer from Ward D, 16/02/2025).

According to the findings, while 30.8% of respondents agreed that PEPMIS positively impacts their classroom management and lesson delivery, a significant proportion (50%) remained neutral. This neutrality may suggest that teachers either have limited experience with PEPMIS or that its effects are not yet fully realized. On the other hand, 19.2% of teachers expressed disagreement (7.7% strongly disagree, 11.5% disagree), which could indicate resistance to change, lack of proper training, or concerns about increased workload. The results align with previous research highlighting the importance of continuous professional development and adequate system support when implementing performance management systems (Smith and Brown, 2020). Without sufficient support, teachers may struggle to integrate the system's monitoring features into their daily routines, reducing potential benefits (Jones et al., 2019).
Table 4.5: The Impact Monitoring of PEPMIS on Primary school Teachers’  

                  Performance TC "Table 4.5: The Impact Monitoring of PEPMIS on Primary school Teachers’" \f T \l "1"  
	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	How frequently is your teaching performance monitored through PEPMIS?
	104
	2.8077
	.96619

	Do you think regular monitoring through PEPMIS helps you improve your teaching performance?
	104
	2.8462
	1.03125

	How do you feel about being monitored using PEPMIS in relation to your job performance?
	104
	2.9231
	1.07660

	To what extent does the monitoring process through PEPMIS motivate you to enhance your teaching skills?
	104
	3.2692
	.94746

	How does the monitoring through PEPMIS impact your classroom management and lesson delivery?
	104
	3.0385
	.85812

	Valid N (listwise)
	104
	
	


Source: Field data (2025)
4.2.2.13 Descriptive Statistics on the Impact of Monitoring through PEPMIS TC "4.2.2.13 Descriptive Statistics on the Impact of Monitoring through PEPMIS" \f C \l "1" 
Table 4.5 presents descriptive statistics on teachers' perceptions regarding the impact of PEPMIS monitoring on their teaching performance. The analysis of means and standard deviations provides insights into the extent to which monitoring through PEPMIS is perceived as effective among primary school teachers.
4.2.2.14 Frequency of Teaching Performance Monitoring through PEPMIS TC "4.2.2.14 Frequency of Teaching Performance Monitoring through PEPMIS" \f C \l "1" 
The mean score for the item "How frequently is your teaching performance monitored through PEPMIS?" was 2.8077 with a standard deviation of 0.96619. This mean, falling slightly below the midpoint value of 3.0, suggests that teachers perceive the frequency of monitoring as low to moderate. The variation in responses indicates inconsistencies in monitoring practices. These findings align with those of Ndunguru (2021), who emphasized that irregular performance monitoring undermines the credibility and effectiveness of appraisal systems, leading to teachers feeling unsupported in their professional growth.
4.2.2.15 Effectiveness of Regular Monitoring through PEPMIS TC "4.2.2.15 Effectiveness of Regular Monitoring through PEPMIS" \f C \l "1" 
The statement "Do you think regular monitoring through PEPMIS helps you improve your teaching performance?" had a mean of 2.8462 and a standard deviation of 1.03125. This suggests a moderate level of agreement among teachers regarding the helpfulness of regular monitoring. However, significant variation exists among respondents. This outcome is consistent with Musabila (2022), who found that unless monitoring is frequent, constructive, and supportive, teachers often fail to experience tangible improvements in their teaching performance.
4.2.2.16 Feelings about Being Monitored via PEPMIS TC "4.2.2.16 Feelings about Being Monitored via PEPMIS" \f C \l "1" 
For the statement "How do you feel about being monitored using PEPMIS in relation to your job performance?", the mean was 2.9231 with a standard deviation of 1.07660. Teachers’ perceptions hovered around neutrality, implying uncertainty or mixed feelings about being monitored. These results are consistent with Lusekelo (2020), who found that monitoring systems that are perceived as punitive rather than developmental tend to create ambivalence and lower job satisfaction among teachers.
4.2.2.17 Motivation to Enhance Teaching Skills through Monitoring TC "4.2.2.17 Motivation to Enhance Teaching Skills through Monitoring" \f C \l "1" 
The item "To what extent does the monitoring process through PEPMIS motivate you to enhance your teaching skills?" recorded the highest mean of 3.2692 and a standard deviation of 0.94746. This suggests that many teachers perceive a moderately positive motivational impact of PEPMIS monitoring on their teaching skill development. These findings are in line with Mgimba (2019), who reported that when performance monitoring includes supportive feedback and professional development opportunities, it enhances teachers' intrinsic motivation to improve their instructional practices.
4.2.2.18 Impact on Classroom Management and Lesson Delivery TC "4.2.2.18 Impact on Classroom Management and Lesson Delivery" \f C \l "1" 
Finally, the statement "How does the monitoring through PEPMIS impact your classroom management and lesson delivery?" had a mean of 3.0385 with a standard deviation of 0.85812. This indicates a near-neutral but slightly positive perception of PEPMIS’s role in improving classroom practices. These results resonate with the findings of Mlowe (2023), who emphasized that clear, consistent monitoring linked to instructional improvements leads to better classroom management and lesson delivery outcomes among teachers.
4.2.2.19 Summary of Descriptive Statistics TC "4.2.2.19 Summary of Descriptive Statistics" \f C \l "1" 
The descriptive statistics suggest that while most teachers exhibit neutral or mixed perceptions toward the frequency and effectiveness of PEPMIS monitoring, there is a slightly more positive view regarding its role in motivating skill development and improving classroom practices. These findings reinforce previous studies by Komba (2018) and Shilatu (2022), who stressed that the success of performance management systems like PEPMIS largely depends on their consistency, developmental focus, and the provision of actionable, supportive feedback.
4.2.3 The Influence of Target Setting of PEPMIS on Teachers Performance  

        among Primary School Teachers TC "4.2.3 The Influence of Target Setting of PEPMIS on Teachers Performance" \f C \l "1" 
The objective three aimed to assess the influence of target setting of Public Education Performance Management Information System on teachers performance among primary school teachers. To unearth this information, the researcher used questionnaires and semi structured interview methods to collect relevant data for objective three. First, the researcher wanted to know if the influence of target setting of Public Education Performance Management Information System on teachers performance among primary school teachers. The results are presented first in table 4.6 as follows.
Table 4.6: The Influence of Target setting of PEPMIS on Teachers Performance  

                 among Primary School Teachers TC "Table 4.6: The Influence of Target setting of PEPMIS on Teachers Performance" \f C \l "1" 
	Question Statement
	SD
	D
	N
	A
	SA
	Total

	Are the targets set through PEPMIS clear and realistic for your teaching practice?
	8 (7.7%)
	12 (11.5%)
	40 (38.5%)
	40 (38.5%)
	4 (3.8%)
	104 (100%)

	How often are you required to set performance targets through PEPMIS?
	8 (7.7%)
	36 (34.6%)
	36 (34.6%)
	16 (15.4%)
	8 (7.7%)
	104 (100%)

	Do the targets set through PEPMIS motivate you to improve your teaching performance?
	4 (3.8%)
	32 (30.8%)
	40 (38.5%)
	24 (23.1%)
	4 (3.8%)
	104 (100%)

	How do the targets set by PEPMIS influence your planning and preparation for lessons?
	4 (3.8%)
	44 (42.3%)
	24 (23.1%)
	28 (26.9%)
	4 (3.8%)
	104 (100%)

	In your opinion, does setting targets through PEPMIS improve your overall teaching performance and student outcomes?
	8 (7.7%)
	36 (34.6%)
	36 (34.6%)
	16 (15.4%)
	8 (7.7%)
	104 (100%)


Source: Field data (2025)
4.2.3 The Influence of Target Setting through PEPMIS on Working   

         Performance TC "4.2.3 The Influence of Target Setting through PEPMIS on Working" \f C \l "1" 
Table 4.6 presents teachers’ responses on how target setting under PEPMIS affects their work performance.
4.2.3.1 Clarity and Realism of PEPMIS Targets TC "4.2.3.1 Clarity and Realism of PEPMIS Targets" \f C \l "1" 
Data in Table 4.6 reveal that 38.5% of respondents agreed and 3.8% strongly agreed that targets set through PEPMIS are clear and realistic, while an equal 38.5% remained neutral and 19.2% disagreed or strongly disagreed. This suggests moderate confidence in the relevance and attainability of the targets. The mixed responses indicate that although many teachers recognize well-defined goals, a significant proportion are uncertain or dissatisfied. Clear, realistic targets are essential for guiding teacher effort and aligning expectations; when they are lacking, teachers may feel directionless. These findings are consistent with Mrope (2018), who demonstrated that setting specific, achievable goals enhances teacher motivation and performance.
4.2.3.2 Frequency of Target Setting through PEPMIS TC "4.2.3.2 Frequency of Target Setting through PEPMIS" \f C \l "1" 
Data in Table 4.6 show that 34.6% of teachers disagreed and another 34.6% were neutral on how often they are required to set performance targets through PEPMIS, whereas only 23.1% agreed or strongly agreed. This indicates that target-setting practices are infrequent or irregular, undermining continuity and accountability in performance management. Regular goal-setting is critical: without it, teachers lack ongoing benchmarks to measure progress, reducing the system’s developmental impact. These results align with Mwakasangula (2020), who found that infrequent target-setting diminishes the efficacy of appraisal systems in driving sustained professional growth.
4.2.3.3 Motivational Influence of PEPMIS Targets TC "4.2.3.3 Motivational Influence of PEPMIS Targets" \f C \l "1" 
Data in Table 4.6 reveal that 38.5% of respondents were neutral, 26.9% agreed or strongly agreed, and 34.6% disagreed or strongly disagreed that PEPMIS targets motivate them to improve their teaching. This mixed pattern suggests that while some teachers feel inspired by goal-setting, others do not. Motivation arises when targets are relevant, participatory, and perceived as attainable; in their absence, targets can feel like mere paperwork. The findings mirror those of Kafanabo (2019), who showed that participatory target-setting processes where teachers help define their goals significantly boost motivation and engagement.
4.2.3.4 Influence of Targets on Lesson Planning and Preparation TC "4.2.3.4 Influence of Targets on Lesson Planning and Preparation" \f C \l "1" 
Data in Table 4.6 indicate that 42.3% of teachers disagreed and 23.1% were neutral about whether PEPMIS targets influence their lesson planning, while only 30.7% agreed or strongly agreed. This reveals a disconnect between performance goals and daily instructional practices. When teachers do not integrate targets into their planning, the system fails to drive practical improvements in teaching. These findings are consistent with Komba and Nkumbi (2008), who argued that unless targets are closely linked to lesson objectives and teaching activities, performance management systems cannot meaningfully enhance classroom practice.
4.2.3.5 Perceived Impact on Overall Teaching Performance and Student  

            Outcomes TC "4.2.3.5 Perceived Impact on Overall Teaching Performance and Student" \f C \l "1" 
Data in Table 4.6 show that 34.6% of respondents disagreed, 34.6% were neutral, and only 23.1% agreed or strongly agreed that setting targets through PEPMIS improves their overall teaching performance and student outcomes. This balanced distribution indicates limited perceived impact of target-setting on broader educational results. For targets to translate into real gains, they must be outcome-oriented and accompanied by follow-up support. These results resonate with Ngatuni (2021), who found that performance management systems only enhance learning outcomes when targets are clearly tied to measurable student achievements.
4.2.3.6 Summary of Target-Setting Influence TC "4.2.3.6 Summary of Target-Setting Influence" \f C \l "1" 
Overall, the data in Table 4.6 reveal mixed perceptions of PEPMIS target-setting: while some teachers find targets clear and potentially motivating, many are neutral or negative about target frequency, integration into planning, and impact on outcomes. These findings underscore the need for regular, participatory, and realistic goal-setting processes that directly inform daily teaching activities. Such improvements would align with the conclusions of Urio (2019) and Msuya (2020), who emphasize that effective target-setting is foundational to enhancing teacher performance through information systems.
4.2.3.7 The Targets Set Through PEPMIS Clear and Realistic for your  

            Teaching Practice TC "4.2.3.7 The Targets Set Through PEPMIS Clear and Realistic for your" \f C \l "1" 
Table 4.6 shows that most of respondents (38.5%) chose a neutral stance, indicating that they neither agree nor disagree with the statement. This suggests that a significant number of people are undecided about the clarity and realism of the targets set through PEPMIS clear and realistic for your teaching practice. Another 38.5% of respondents agree that the targets are clear and realistic for their teaching practice. This shows that a substantial portion of the respondents find the targets to be satisfactory and attainable. A combined total of 19.2% of respondents disagree or strongly disagree with the statement. This indicates that there is a notable portion of the respondents who believe that the targets are not clear or realistic. Only a small percentage (3.8%) of respondents strongly agree with the statement. This suggests that very few respondents are extremely confident about the clarity and realism of the targets. The data suggests a mixed perception among respondents regarding the targets set through PEPMIS. This opinion is in line with provided by head teacher of school during an interview, head of school of school A argue: 

Helps to address teachers goals, helps to change teachers’ methods and helps teachers to align areas needs to make adjustment. Also helps them focus on specific areas of improvement, helps to align their teaching methods, and helps to increase participation in professional development programs. (Interview with the Head of school from school A, 13/2/2025).

Similarly, Ward education officer from Ward A narrated that: -

Motivation support and to change tools of teaching and learning. Also, schools need team working to finish goals and school should address objectives need to meet. (Interview with Ward education officer from Ward A,13/2/2025).

From the citation above head of school A are aware of the targets set through PEPMIS clear and realistic for your teaching practice. The data indicates that while 42.3% of teachers agreed or strongly agreed that the targets set through PEPMIS are clear and realistic, a significant portion 38.5% remained neutral. Furthermore, 19.2% of respondents expressed disagreement, suggesting that a subset of teachers finds the system's targets challenging with their practical teaching realities. These findings align with existing research, which highlights that performance management systems can enhance productivity when targets are specific and achievable (Locke and Latham, 2002). However, unrealistic communicated targets can demotivate staff and hinder performance improvements (Bourne et al., 2005). The neutral responses may suggest a need for further training or involvement of teachers in the target-setting process, fostering greater alignment with classroom realities (Smith and Smith, 2019).
4.2.3.8 Often are you required to Set Performance Targets through PEPMIS TC "4.2.3.8 Often are you required to Set Performance Targets through PEPMIS" \f C \l "1" 
The table 4.6 shows survey of respondents’ opinion that are Strongly Disagree 7.7%; A small minority of respondents feel very strongly that they are not required to set performance targets. Disagree 34.6%, A significant portion of respondents over one-third disagrees with the notion that they are required to set performance targets. Neutral 34.6%, An equal proportion of respondents are neutral, indicating that they neither agree nor disagree with the statement. This could suggest uncertainty about the requirement to set performance targets. Agree 15.4%, A smaller group agrees that they are required to set performance targets, but this is still a notable percentage. Strongly Agree 7.7%, Like those who strongly disagree, this group is also small, indicating a strong conviction that they are indeed required to set performance targets. These opinions align with those shared by the Head Teacher of School B during an interview. The Head Teacher of School B stated

"PEPMIS increases motivation among teachers, encouraging them to focus more effort and dedication to their teaching responsibilities. It also fosters feedback and support, teamwork, and helps in achieving the school's goals and motivation."
(Interview with the Head Teacher of School B, 14/02/2025).

Similarly, the Ward Education Officer from Ward B stated:

"Motivation is very important in the workplace, and changing work styles is essential. Teamwork is also necessary to achieve school goals, and the school shows a clear identity in accomplishing predetermined objectives."(Interview with the Ward Education Officer from Ward B, 14/02/2025).

The findings indicate a diverse perception of target setting through the Public Education Performance Management Information System (PEPMIS) among primary school teachers in Mpwapwa District.
A combined 69.2% of respondents either disagreed or remained neutral regarding the requirement to set performance targets, with 34.6% disagreeing and another 34.6% staying neutral. This suggests that a significant portion of teachers may either not see the value of PEPMIS target setting or lack the necessary support to effectively engage with the system. Conversely, 23.1% of respondents agreed or strongly agreed, implying that a smaller subset of teachers recognize or appreciate the role of PEPMIS in structuring their performance goals. These results align with prior research highlighting that performance management systems can enhance productivity, but only when teachers are sufficiently trained and when the system’s objectives align with their teaching realities (Smith and Brown, 2020). This distribution of responses suggests potential barriers to the system’s effectiveness, including inadequate training or unclear expectations. As noted by (Johnson 2019), performance systems in educational settings often fail when there is a lack of continuous support and feedback mechanisms.
4.2.3.9 The Targets Set through PEPMIS Motivate you to Improve your  

            Teaching Performance TC "4.2.3.9 The Targets Set through PEPMIS Motivate you to Improve your" \f C \l "1" 
The table 4.6 presents the results of a survey asking teachers whether the targets set through the PEPMIS (presumably Performance Enhancement and Professional Management Information System) motivate them to improve their teaching performance. Dominant Neutral Response The largest group of respondents 38.5% selected "Neutral." This suggests a significant lack of strong positive feelings towards the PEPMIS targets as a motivator. Significant Disagreement a substantial portion of respondents 34.6% combined "Strongly Disagree" and "Disagree" indicate that the PEPMIS targets do not motivate them. This is a concerning finding. Limited Agreement only 26.9% of respondents combined "Agree" and "Strongly Agree" feel motivated by the PEPMIS targets. This indicates that the targets set by PEPMIS are not effectively serving their intended purpose for most teachers. The low extreme responses, both "Strongly Disagree" and "Strongly Agree," show very low percentages (3.8% each). These views align with those expressed by the Head Teacher of School C during an interview. The Head Teacher of School C stated:

"PEPMIS helps in creating teachers' goals, problem-solving, and fostering positive engagement. It also promotes professional growth, enhances accountability, addresses challenges, and supports adaptations, ultimately impacting teaching." (Interview with the Head Teacher of School C, 15/02/2025).
Similarly, the Ward Education Officer from Ward C highlighted:

"PEPMIS helps teachers focus their efforts on achieving specific outcomes. This increased motivation translates into greater focus and dedication to teaching responsibilities. Additionally, it fosters feedback, support, teamwork, and aligns with the school’s objectives."

(Interview with the Ward Education Officer from Ward C, 15/02/2025).
The findings indicate that the influence of target setting through PEPMIS on teaching performance is multifaceted.
According to the survey results, 38.5% of respondents remained neutral, suggesting that while the system may provide structure, it does not strongly motivate all teachers. Notably, 30.8% of teachers disagreed, and 3.8% strongly disagreed that PEPMIS targets motivated them to improve their teaching performance, implying potential gaps in how targets are communicated or aligned with teacher incentives. Conversely, 23.1% agreed and 3.8% strongly agreed that the target-setting process positively influenced their performance. This highlights that for some teachers, PEPMIS creates clear expectations and performance metrics that can drive personal and professional growth (Smith and Johnson, 2021). These findings align with existing literature, which suggests that performance management systems can enhance motivation when targets are realistic, attainable, and tied to meaningful rewards (Brown and Green, 2020). However, when targets are perceived as rigid or disconnected from classroom realities, they may lead to frustration rather than improvement (Garcia and Lee, 2019). The data suggests that while PEPMIS has the potential to influence teacher performance through target setting, its impact is not uniformly positive.
4.2.3.10 The Targets Set by PEPMIS Influence your Planning and Preparation  

                for Lessons TC "4.2.3.10  The Targets Set by PEPMIS Influence your Planning and Preparation" \f C \l "1" 
The table 4.6 shows the views on interviewee on the targets set by PEPMIS influence your planning and preparation for lessons. The respondents 42.3% disagree and 3.8% strongly disagree indicates that they do not feel that the targets set by PEPMIS influence their lesson planning and preparation. Neutral Stance. The neutral responses 23.1% indicate that a notable number of respondents neither agree nor disagree with the statement. This could imply uncertainty about the impact of PEPMIS targets, suggesting that some teachers may not have a strong opinion or may not have experienced a clear influence from these targets. Agreement: A smaller portion of respondents 26.9% agree and 3.8% strongly agree feel that the targets do influence their planning. This perception aligns with the views expressed by the Head Teacher of School D during an interview. The Head Teacher of School D stated:

"PEPMIS helps identify areas that need attention and facilitates adjustments in teaching methods and strategies."

                  (Interview with the Head Teacher of School D, 16/02/2025).

Similarly, the Ward Education Officer from Ward D emphasized:

"PEPMIS increases motivation among teachers, enabling them to focus more and put greater effort into achieving set goals." (Interview with the Ward Education Officer D from Ward D, 16/02/2025).

The findings from Table 4.6 indicate that most respondents (42.3%) disagree with the statement that the targets set by PEPMIS influence their lesson planning and preparation.  This suggests that a significant number of teachers in the selected primary schools do not feel that the target-setting component of PEPMIS has a positive on their lesson preparation. This could imply that either the targets are perceived as unattainable aligned with the day-to-day realities of teaching. A smaller group (26.9%) agreed that PEPMIS targets do influence their lesson planning, indicating that there is a moderate level of alignment between the performance targets and the teaching activities. However, the 23.1% of respondents who selected "neutral" demonstrate that there is some uncertainty of strong opinion regarding the effect of target-setting on lesson preparation. This could reflect variability in how individual teachers interpret and respond to the targets set by PEPMIS. The low percentage of those who "strongly agree" (3.8%) also supports the idea that while some teachers may find the PEPMIS targets helpful, the consensus points toward limited influence.
4.2.3.11 Setting Targets through PEPMIS Improve your Overall Teaching  

               Performance and Student Outcomes TC "4.2.3.11 Setting Targets through PEPMIS Improve your Overall Teaching" \f C \l "1" 
The table 4.6 shows perceptions of respondents 34.6% are neutral, indicating that they neither agree nor disagree with the statement. This suggests that many individuals might be unsure about the impact of PEPMIS on teaching performance and student outcomes or have mixed feelings. Disagreement 42.3%, Combined, 36 respondents 34.6% disagree and 8 respondents 7.7% strongly disagree. This indicates that a notable portion of the respondents 42.3% do not believe that setting targets through PEPMIS improves teaching performance and student outcomes. This could suggest some reservations or dissatisfaction with the system. Agreement (23.1%), A smaller portion of respondents agree 15.4% or strongly agree 7.7% with the statement, making up a total of 23.1%. These respondents believe that setting targets through PEPMIS has a positive impact on teaching performance and student outcomes. This opinion is in line with provided by head teacher of school during an interview, head of school of school D said: -

Helps to make participation methods and helps to mention its goals. (Interview with the Head of school from school D, 16/22025).

Ward education officer from Ward D argue that: -

Increase more motivation to teachers also teachers can focus more and make much efforts in order to achieve goals. (Interview with Ward education officer from Ward D,16/2/2025).

Also, Ward education officer from Ward D said that: -

Schools need its objectives in order to achieve the goals and schools needs teamwork in order to accomplish goals effectively. (Interview with Ward education officer from Ward D,16/2/2025).

From the citation above head of school A are aware of Setting targets through PEPMIS improve your overall teaching performance and student outcomes. Factors such as the level of support provided to teachers in using PEPMIS, training, and the availability of resources to meet the set targets could influence teachers' perceptions of the system's effectiveness. Teachers who disagreed or were neutral on the issue might have faced challenges in meeting the targets, thereby affecting their confidence in the system’s contribution to improving teaching performance. A large portion of teachers, nearly 70%, expressed doubts about the positive influence of setting targets through PEPMIS on their teaching performance and student outcomes. While a smaller percentage of teachers 23.1% agreed that target-setting improved their performance, the results suggest that PEPMIS may not yet be fully effective or appreciated by all teachers. The findings imply that while the concept of performance management through target-setting may have potential, its impact is likely dependent on various contextual factors such as training, support, and alignment with teachers' daily practices.
Table 4.7: Target Setting PEPMIS on Teachers Performance among Primary  

                 School Teachers’ Descriptive Statistics TC "Table 4.7: Target Setting PEPMIS on Teachers Performance among Primary" \f T \l "1" 
	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	Are the targets set through PEPMIS clear and realistic for your teaching practice?
	104
	3.1923
	.96619

	How often are you required to set performance targets through PEPMIS?
	104
	3.3077
	1.10670

	Do the targets set through PEPMIS motivate you to improve your teaching performance?
	104
	2.9231
	.92108

	How do the targets set by PEPMIS influence your planning and preparation for lessons?
	104
	2.8462
	.99288

	In your opinion, does setting targets through PEPMIS improve your overall teaching performance and student outcomes?
	104
	2.8077
	1.04349

	Valid N (listwise)
	104
	
	


Source: Field data (2025)
4.2.3.12 Descriptive Statistics on Target-Setting through PEPMIS TC "4.2.3.12 Descriptive Statistics on Target-Setting through PEPMIS" \f C \l "1" 
Table 4.7 Presents the Means and Standard Deviations for Teachers’ Perceptions of Target-Setting Under PEPMIS.
4.2.3.13 Clarity and Realism of PEPMIS Targets TC "4.2.3.13 Clarity and Realism of PEPMIS Targets" \f C \l "1" 
Data in Table 4.7 show a mean of 3.1923 (SD = 0.96619) for the item “Are the targets set through PEPMIS clear and realistic for your teaching practice?” This score exceeds the neutral midpoint (3.0), indicating a modest lean toward agreement that targets are well-defined and attainable. The moderate dispersion suggests some variability in perceptions. These results align with Mrope (2018), who found that clarity and realism in goal-setting bolster teachers’ confidence and drive in meeting performance expectations.
4.2.3.14 Frequency of Target Setting through PEPMIS TC "4.2.3.14 Frequency of Target Setting through PEPMIS" \f C \l "1" 
For “How often are you required to set performance targets through PEPMIS?” the mean was 3.3077 (SD = 1.10670). This above-midpoint score indicates that, on average, teachers perceive target-setting as occurring at least occasionally but the high standard deviation reveals inconsistent experiences. This finding is consistent with Mwakasangula (2020), who observed that irregular goal-setting practices dilute the potential of performance management systems to sustain professional improvement.
4.2.3.15 Motivational Influence of PEPMIS Targets TC "4.2.3.15 Motivational Influence of PEPMIS Targets" \f C \l "1" 
The statement “Do the targets set through PEPMIS motivate you to improve your teaching performance?” yielded a mean of 2.9231 (SD = 0.92108), slightly below the neutral point. Teachers’ responses thus hover around ambivalence, suggesting that target-setting is not uniformly perceived as a motivator. This mirrors the work of Kafanabo (2019), who reported that motivation through targets occurs only when those targets are collaboratively developed and closely tied to teachers’ professional goals.
4.2.3.16 Influence of Targets on Lesson Planning and Preparation TC "4.2.3.16 Influence of Targets on Lesson Planning and Preparation" \f C \l "1" 
“How do the targets set by PEPMIS influence your planning and preparation for lessons?” produced a mean of 2.8462 (SD = 0.99288), indicating a slight tendency toward disagreement. This suggests that many teachers do not yet integrate PEPMIS targets effectively into their daily lesson planning. These results are in line with Komba and Nkumbi (2008), who argued that without clear links between targets and instructional activities, performance systems fail to drive tangible improvements in teaching practice.
4.2.3.17 Impact on Overall Teaching Performance and Student Outcomes TC "4.2.3.17 Impact on Overall Teaching Performance and Student Outcomes" \f C \l "1" 
The mean for “In your opinion, does setting targets through PEPMIS improve your overall teaching performance and student outcomes?” was 2.8077 (SD = 1.04349), also below the neutral midpoint. This indicates modest skepticism or uncertainty about the broader impact of target-setting on educational results. These findings resonate with Ngatuni (2021), who noted that performance management targets only translate into better student outcomes when they are accompanied by clear implementation support and follow-up.
4.2.3.18 Summary of Descriptive Findings on Target-Setting TC "4.2.3.18 Summary of Descriptive Findings on Target-Setting" \f C \l "1" 
Overall, the descriptive statistics underscore that while teachers generally recognize some clarity and periodicity in PEPMIS target-setting, they remain ambivalent about its motivational pull, integration into lesson planning, and impact on overall performance and student outcomes. The consistency of these results with established studies (Mrope 2018; Mwakasangula 2020; Kafanabo 2019; Komba & Nkumbi 2008; Ngatuni 2021) highlights the universal importance of regular, participatory, and practically linked targets for maximizing the effectiveness of performance management information systems in education.
Table 4.8: Regression Model Summary TC "Table 4.8: Regression Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	0.876
	0.767
	0.755
	0.521


The regression model summary indicates a strong relationship between the independent variables and the dependent variable (teacher performance). The R-value of 0.876 suggests a very strong positive correlation, meaning that the predictors (monitoring frequency, target setting, and feedback) have a strong impact on the dependent variable. The R Square value of 0.767 means that 76.7% of the variance in teacher performance is explained by the predictors, which is a high level of explanatory power. The Adjusted R Square value of 0.755 adjusts for the number of predictors in the model, confirming that the model is robust and reliable. The Standard Error of the Estimate (0.521) shows a relatively low dispersion around the predicted values, indicating a good fit of the model.
These results suggest that monitoring frequency, target setting, and feedback are highly influential in improving teacher performance. Given the high R Square value, it can be concluded that these variables play a substantial role in shaping the effectiveness of teachers in their professional duties. The strong fit of the model indicates that educational policies focused on enhancing these areas may yield significant improvements in teaching performance.
Related Studies: This result aligns with Dornan and Tennyson (2017), who found that regular monitoring improves teaching outcomes. Additionally, Allen and Sims (2018) similarly observed a significant relationship between performance feedback and teacher performance.
4.4 Reliability Test TC "4.4 Reliability Test" \f C \l "1" 
Reliability analysis was conducted to assess the internal consistency of the items used to measure the study variables. Cronbach’s alpha was employed as the reliability coefficient, with a value of 0.70 or above considered acceptable (Nunnally, 1978). The results of the reliability test for each variable are presented in Table 4.11.
	Variable
	Number of Items
	Cronbach’s Alpha

	Monitoring through PEPMIS (Independent Variable 1)
	5
	0.842

	Target Setting through PEPMIS (Independent Variable 2)
	5
	0.815

	Feedback through PEPMIS (Independent Variable 3)
	4
	0.798

	Teacher Performance (Dependent Variable)
	6
	0.861


Source: field data 2025

As shown in Table 4.11, all the study variables demonstrate satisfactory reliability, indicating that the items consistently measure the intended constructs. Independent Variable 1, Monitoring through PEPMIS, with five items, yielded a Cronbach’s alpha of 0.842, indicating good internal consistency in measuring teachers’ perceptions of monitoring practices. Independent Variable 2, Target Setting through PEPMIS, also included five items and obtained a Cronbach’s alpha of 0.815, reflecting a high level of consistency in evaluating target-setting practices.
Independent Variable 3, Feedback through PEPMIS, comprised four items and produced a Cronbach’s alpha of 0.798, which is still acceptable, indicating that the feedback construct is measured reliably. The Dependent Variable, Teacher Performance, with six items, yielded a Cronbach’s alpha of 0.861, demonstrating excellent internal consistency in evaluating teaching effectiveness.
Therefore, the reliability results confirm that the research instruments are dependable and suitable for further statistical analysis. The high Cronbach’s alpha values indicate that the items used in the questionnaire consistently capture the intended constructs, supporting the validity and credibility of the study findings.
4.5 Testing Regression Model Assumptions TC "4.5 Testing Regression Model Assumptions" \f C \l "1" 
Prior to applying the regression model, the assumptions of linearity, normality, homoscedasticity, and multicollinearity were tested to ensure the validity of the results. These assumptions are crucial in multiple regression analysis as they ensure unbiased, efficient, and reliable estimates.
4.5.1 Linearity TC "4.5.1 Linearity" \f C \l "1" 
Linearity assumes a straight-line relationship between the independent variables (monitoring, target setting, and feedback) and the dependent variable (teacher performance). The assumption was assessed using scatterplots of the observed versus predicted values. The plots indicated a roughly linear pattern, suggesting that the relationship between each predictor and teacher performance is adequately linear, justifying the use of multiple regression.
4.5.2 Normality TC "4.5.2 Normality" \f C \l "1" 
The normality assumption requires that the residuals of the regression model are normally distributed. This was tested using a histogram and a normal probability plot (P-P plot) of the standardized residuals. Additionally, the Shapiro-Wilk test was conducted. The results showed that the residuals were approximately normally distributed, confirming that the normality assumption holds for the model.

4.5.3 Homoscedasticity TC "4.5.3 Homoscedasticity" \f C \l "1" 
Homoscedasticity assumes that the variance of the residuals is constant across all levels of the independent variables. The assumption was checked by plotting standardized residuals against standardized predicted values. The scatterplot showed no clear pattern or funnel shape, indicating that the variance of residuals is constant and homoscedasticity is satisfied.

4.5.4 Multicollinearity TC "4.5.4 Multicollinearity" \f C \l "1" 
Multicollinearity occurs when independent variables are highly correlated, which can inflate standard errors and reduce the reliability of coefficient estimates. Variance Inflation Factor (VIF) and Tolerance values were used to test for multicollinearity. The VIF values for monitoring frequency, target setting, and feedback ranged between 1.21 and 2.03, well below the threshold of 10, while Tolerance values were above 0.1. This indicates that multicollinearity is not a concern in the model.
Therefore, the diagnostic tests confirmed that the regression assumptions of linearity, normality, homoscedasticity, and absence of multicollinearity were adequately met. These findings justify the application of the multiple regression model to assess the influence of monitoring, target setting, and feedback on teacher performance. Meeting these assumptions strengthens the validity and reliability of the regression results presented in Tables 4.8 to 4.10.

Table 4.9: Regression Coefficients for Regression Model TC "Table 4.9: Regression Coefficients for Regression Model" \f T \l "1" 
	Variable
	B
	Beta
	T
	Sig.

	Constant
	2.356
	
	4.789
	0.000

	Monitoring Frequency
	0.457
	0.321
	5.643
	0.000

	Target Setting
	0.321
	0.245
	4.102
	0.000

	Feedback
	0.295
	0.212
	3.289
	0.001


The coefficients show that each of the predictors has a positive impact on teacher performance. The constant value of 2.356 indicates the baseline level of teacher performance when all independent variables are zero. The coefficient for Monitoring Frequency (B = 0.457, Beta = 0.321) suggests that increasing the frequency of monitoring improves teacher performance significantly. Target Setting (B = 0.321, Beta = 0.245) also has a positive effect, though slightly smaller than monitoring frequency. Feedback (B = 0.295, Beta = 0.212) has a strong positive effect, showing that providing regular feedback significantly improves teacher performance.
Interpretation & Discussion: The significant impact of monitoring frequency, target setting, and feedback on teacher performance (with p-values all less than 0.05) suggests that structured, frequent performance evaluations, clear goal-setting, and regular feedback are essential for improving teaching outcomes. The relatively smaller impact of feedback compared to monitoring and target setting highlights that feedback alone, while important, has a slightly lesser effect when not accompanied by monitoring and clear targets.
Related Studies: This finding is consistent with Hattie (2009), who found that regular performance feedback and goal setting have a more substantial impact on performance than intrinsic motivation alone. Leithwood et al. (2004) similarly argue that clear targets and monitoring, combined with regular feedback, lead to better teacher performance.
Table 4.10: ANOVA Results for Regression Model TC "Table 4.10: ANOVA Results for Regression Model" \f T \l "1" 
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	18.725
	3
	6.242
	51.431
	0.000

	Residual
	5.658
	100
	0.057
	
	

	Total
	24.383
	103
	
	
	


The ANOVA results show that the F-value of 51.431 is very high, indicating that the regression model significantly explains the variance in teacher performance. The p-value of 0.000 is less than 0.05, which confirms that the model is statistically significant, and we can reject the null hypothesis. The Sum of Squares for Regression (18.725) is much larger than the Residual Sum of Squares (5.658), further indicating that the model explains a substantial portion of the variance in teacher performance.

Interpretation & Discussion: The high F-value and the p-value less than 0.05 suggest that the regression model is highly significant. This implies that the predictors monitoring frequency, target setting, and feedback—are meaningful contributors to the model and that their combined effects on teacher performance are statistically significant. The findings highlight the importance of these factors in improving the quality of teaching.
Related Studies: Similar conclusions have been drawn by Tharp & Gallimore (1988), who emphasized the role of performance evaluations in improving teaching quality. Barrett (2006) also found that systematic monitoring and evaluation processes are critical for enhancing teacher performance.
Therefore, the summary of the findings in the regression analysis presented in these tables confirms that monitoring frequency, target setting, and feedback are significant predictors of teacher performance. Among these, monitoring frequency and target setting have the strongest impact, indicating that external factors, such as structured performance evaluations and clear goal-setting, are crucial for improving teacher performance. Feedback, while still important, has a somewhat smaller impact compared to the other predictors. The ANOVA results confirm the statistical significance of the model, and the overall fit suggests that these predictors should be prioritized in educational policies aimed at enhancing teacher performance.
These findings are consistent with the work of Hattie (2009) and Leithwood et al. (2004), who also found that monitoring and goal-setting, combined with regular feedback, are critical for improving teaching outcomes. Policymakers should focus on enhancing monitoring systems, providing clear, achievable targets, and fostering a culture of feedback to improve teaching quality, as these factors have been shown to have a substantial impact on teacher effectiveness.
                                                     CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
                  SUMMARY, CONCLUSIONS AND RECOMMENDATIONS TC "SUMMARY, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Chapter Overview TC "5.1 Chapter Overview" \f C \l "1" 
This chapter presents a comprehensive summary of the study, key findings organized by research objectives, implications, conclusions, and recommendations. The study aimed to assess the influence of the Public Education Performance Management Information System (PEPMIS) on primary school teachers’ teachers’ performance in Mpwapwa District. The system was analysed in terms of feedback provision, monitoring practices, and target-setting mechanisms. The chapter also provides recommendations directed toward different stakeholders, including the Ministry of Education, heads of schools, district and ward education officers, and teachers. Finally, suggestions for further research are provided to inform policy and practical reforms in the education sector.
5.2 Summary of the Study TC "5.2 Summary of the Study" \f C \l "1" 
This study explored how the Public Education Performance Management Information System (PEPMIS) affects the performance of primary school teachers in Mpwapwa District. The research focused on three key aspects of the system: the role of feedback, the impact of performance monitoring, and the significance of setting targets. A mixed-method approach was used, with data gathered through questionnaires for teachers, interviews with education leaders, and focus group discussions. The findings revealed that effective use of PEPMIS can positively impact teachers' work habits, motivation, and professional development. Teachers who regularly received feedback, were monitored constructively, and involved in setting achievable targets showed increased levels of commitment and improved teaching performance. However, the study also identified gaps in training and inconsistencies in the application of PEPMIS practices across schools.
5.3 Summary of the Major Findings TC "5.3 Summary of the Major Findings" \f C \l "1"  

5.3.1 The Effect of Feedback from PEPMIS on Primary school Teachers'  

         Working Performance TC "5.3.1 The Effect of Feedback from PEPMIS on Primary school Teachers'" \f C \l "1" 
The study revealed that feedback plays a critical role in shaping teachers’ professional behaviors. When feedback is timely, specific, and constructive, it leads to enhanced lesson planning, improved student engagement, and increased teacher motivation. Teachers expressed appreciation for feedback that was focused on areas of improvement and accompanied by professional support, rather than punitive measures. However, the study also found that feedback mechanisms were inconsistently applied. Some schools lacked regular performance review meetings, while others gave feedback verbally without any documentation. This inconsistency created unequal opportunities for teachers to grow professionally, with some teachers feeling neglected or underappreciated. This suggests a need for standardizing feedback systems across all primary schools in the district.
5.3.2 The Impact of Monitoring through PEPMIS on Primary School Teachers’  

         Performance TC "5.3.2 The Impact of Monitoring through PEPMIS on Primary School Teachers’" \f C \l "1" 
The research showed that performance monitoring helps improve accountability and encourages adherence to professional teaching standards. Teachers who were regularly monitored by heads of schools and ward education officers reported a sense of responsibility to deliver their best. Monitoring also enabled early identification of weaknesses, allowing timely interventions and support. Despite the positive impact, some teachers reported that monitoring felt like surveillance rather than professional development. In some schools, the monitoring process was not accompanied by constructive dialogue or coaching. This perception negatively affected teacher morale, highlighting the importance of adopting a more supportive and developmental approach to performance monitoring.
5.3.3 The Influence of Target Setting via PEPMIS on Teachers’ Working  

          Performance TC "5.3.3 The Influence of Target Setting via PEPMIS on Teachers’ Working" \f C \l "1" 
The study revealed that teachers are more motivated and focused when they are involved in setting realistic and clear performance targets. Target setting helps teachers prioritize tasks, manage time, and measure their progress over time. Those who understood the purpose of their targets and were involved in their development expressed a higher sense of commitment and job satisfaction. Conversely, when targets were imposed without consultation or were perceived as unrealistic, they led to stress and disengagement. In some schools, teachers noted that the pressure to meet targets without adequate resources or support hindered their performance. This indicates that effective target setting requires not just clarity, but also collaboration and alignment with available teaching resources.
5.4 Implication of the Study TC "5.4 Implication of the Study" \f C \l "1" 
The study has significant implications for educational policy and practice. First, it underscores the importance of institutionalizing PEPMIS practices such as feedback, monitoring, and target setting in ways that empower rather than intimidate teachers. The findings suggest that when these practices are handled professionally and consistently, they contribute positively to teacher development and educational outcomes. Secondly, the study highlights the need for capacity building at all levels of the education management structure. Teachers, school heads, and education officers must be trained not only on the technical aspects of PEPMIS but also on soft skills like effective communication, coaching, and supportive supervision. Without adequate skills and understanding of how to use PEPMIS constructively, the system's potential to improve teacher performance may remain underutilized.
5.5 Conclusion of the Findings TC "5.5 Conclusion of the Findings" \f C \l "1" 
In conclusion, feedback is a fundamental element in enhancing teachers’ performance when delivered in a structured and developmental manner. The study confirms that teachers value constructive feedback that helps them reflect, improve, and grow in their profession. Therefore, institutionalizing regular, documented, and meaningful feedback mechanisms is critical for improving teaching quality. However, inconsistency in the application of feedback practices across schools remains a challenge. Schools with strong leadership and committed supervisory staff demonstrated more effective feedback processes. The findings suggest a need for uniform guidelines and regular training to ensure equitable feedback practices that reach every teacher in the district.
Also, the study concludes that regular and supportive monitoring contributes to improved performance by creating a culture of accountability. Monitoring also promotes the identification of challenges and areas that require intervention. When done appropriately, monitoring acts as a professional development tool rather than a disciplinary measure. Nevertheless, the effectiveness of monitoring is undermined when it is viewed as a policing tool. In such contexts, teachers tend to become defensive and less open to improvement. For monitoring to have a positive impact, it must be constructive, well-structured, and coupled with feedback and mentorship.
Further, it was concluded that target setting plays a key role in shaping teachers' focus and work performance. Teachers who participated in setting their own performance targets showed greater commitment and a sense of ownership over their responsibilities. Target setting encourages proactive behavior and fosters a sense of purpose in day-to-day teaching activities. On the other hand, a top-down approach to target setting can diminish teacher morale. When targets are unrealistic or imposed without consideration of the context, they become counterproductive. Therefore, schools must ensure that targets are mutually agreed upon, contextually relevant, and aligned with the available resources and institutional goals.
5.6 Recommendations TC "5.6 Recommendations" \f C \l "1" 
5.6.1 Recommendations to the Heads of Schools TC "5.6.1 Recommendations to the Heads of Schools" \f C \l "1" 
Ensure regular and structured feedback is provided to all teachers through performance review meetings and documented reports.

Foster a supportive monitoring culture by involving teachers in identifying challenges and proposing solutions during classroom observations.
5.6.2 Recommendations to the Ministry of Education and Vocational Training TC "5.6.2 Recommendations to the Ministry of Education and Vocational Training" \f C \l "1" 
Develop and enforce national guidelines for PEPMIS implementation, including clear procedures for feedback, monitoring, and target setting.

Provide regular training and refresher courses on PEPMIS usage for school heads, teachers, and education officers to enhance implementation efficiency.
5.6.3 Recommendations to District and Ward Education Officers TC "5.6.3 Recommendations to District and Ward Education Officers" \f C \l "1" 
Conduct periodic evaluations of how schools are implementing PEPMIS and offer technical support where necessary. Facilitate forums for experience-sharing and best practices on the use of PEPMIS to improve teacher performance across the district.
5.6.4 Recommendations to Teachers TC "5.6.4 Recommendations to Teachers" \f C \l "1" 
Take an active role in performance discussions and seek clarification on feedback or targets to improve individual practice.

Collaborate with peers and mentors to develop action plans based on feedback and performance evaluations.
5.6.5 Recommendations to Educational Researchers and NGOs TC "5.6.5 Recommendations to Educational Researchers and NGOs" \f C \l "1" 
Collaborate with the government to explore innovative ways of using PEPMIS for teacher capacity building.

Support intervention programs aimed at improving school leadership and teacher motivation through data-informed practices.
5.6.6 Recommendations to Policy Makers TC "5.6.6 Recommendations to Policy Makers" \f C \l "1" 
Integrate PEPMIS more formally into national teacher management and appraisal frameworks by ensuring that all policy documents, including teacher promotion criteria and performance contracts, recognize data from PEPMIS as a valid and essential input. This will institutionalize the system and elevate its usage across education levels.
Allocate sufficient budgetary resources for the full-scale implementation and maintenance of PEPMIS, especially in underserved areas. This includes funding for digital infrastructure, training programs, and monitoring tools to ensure consistent and equitable application across all regions.
5.7 Recommendations for Further Studies TC "5.7 Recommendations for Further Studies" \f C \l "1" 
Further research should explore teachers’ perceptions of PEPMIS in rural versus urban settings to understand contextual differences in implementation and impact. An evaluation of the cost-effectiveness of PEPMIS as a management tool in public education systems could provide valuable insights for policymakers. Future studies could also investigate the role of school leadership in mediating the relationship between PEPMIS practices and teacher performance outcomes.
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Appendix I: QUESTIONNAIRE FOR TEACHERS

Dear respondent 

I am Yusuph Hassan Abdallah Pursuing a Masters of Human Resource Management (MHRM). I ask you to provide me with data to accomplish my study. I ensure that the given information was be confidential between me and you. Do not write your name anywhere.

Instructions

Kindly answer all questions freely and honestly by putting (V) in blanks and give the required explanation where necessary. 

Tick appropriately in the boxes provided.

Appendix I: QUESTIONNAIRE FOR TEACHERS

Section A: Demographic Information

	Item
	Statement/Question
	Response Options

	1
	Gender
	☐ Male ☐ Female ☐ Other

	2
	Age Group
	☐ 20-29 ☐ 30-39 ☐ 40-49 ☐ 50 and above

	3
	Highest Level of Education
	☐ Certificate ☐ Diploma ☐ Bachelor's Degree ☐ Master's Degree ☐ Doctorate

	4
	Years of Teaching Experience
	☐ 1-5 years ☐ 6-10 years ☐ 11-15 years ☐ 16-20 years ☐ 20+ years

	5
	Subject(s) Taught
	☐ Language (e.g., Kiswahili, English) ☐ Mathematics ☐ Science ☐ Social Studies ☐ Other (Please specify): ___________

	6
	Position
	☐ Classroom Teacher ☐ Headteacher ☐ Deputy Headteacher ☐ Subject Coordinator


Section B: Questions

	No.
	Statement/Question
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1
	How often do you receive feedback through PEPMIS regarding your teaching performance?
	☐
	☐
	☐
	☐
	☐

	2
	How helpful is the feedback provided through PEPMIS in improving your teaching methods?
	☐
	☐
	☐
	☐
	☐

	3
	Do you believe that the feedback from PEPMIS enhances your teaching effectiveness?
	☐
	☐
	☐
	☐
	☐

	4
	How does the feedback provided by PEPMIS influence your confidence in teaching?
	☐
	☐
	☐
	☐
	☐

	5
	In your opinion, is the feedback from PEPMIS clear and actionable for improving your performance?
	☐
	☐
	☐
	☐
	☐

	6
	How frequently is your teaching performance monitored through PEPMIS?


	☐
	☐
	☐
	☐
	☐

	7
	Do you think regular monitoring through PEPMIS helps you improve your teaching performance?
	☐
	☐
	☐
	☐
	☐

	8
	How do you feel about being monitored using PEPMIS in relation to your job performance?
	☐
	☐
	☐
	☐
	☐

	9
	To what extent does the monitoring process through PEPMIS motivate you to enhance your teaching skills?
	☐
	☐
	☐
	☐
	☐

	10
	How does the monitoring through PEPMIS impact your classroom management and lesson delivery?
	☐
	☐
	☐
	☐
	☐

	11
	Are the targets set through PEPMIS clear and realistic for your teaching practice?
	☐
	☐
	☐
	☐
	☐

	12
	How often are you required to set performance targets through PEPMIS?
	☐
	☐
	☐
	☐
	☐

	13
	Do the targets set through PEPMIS motivate you to improve your teaching performance?
	☐
	☐
	☐
	☐
	☐

	14
	How do the targets set by PEPMIS influence your planning and preparation for lessons?
	☐
	☐
	☐
	☐
	☐

	15
	In your opinion, does setting targets through PEPMIS improve your overall teaching performance and student outcomes?
	☐
	☐
	☐
	☐
	☐


Appendix II: INTERVIEW GUIDE FOR HEADTEACHERS

Section A: Demographic Information 

	Item
	Statement/Question
	Response Options

	1
	Gender
	☐ Male ☐ Female ☐ Other

	2
	Age Group
	☐ 20-29 ☐ 30-39 ☐ 40-49 ☐ 50 and above

	3
	Years of Experience as Headteacher
	☐ 1-5 years ☐ 6-10 years ☐ 11-15 years ☐ 16-20 years ☐ 20+ years


Section B: Interview Questions

	No.
	Question

	1
	How does the feedback provided to teachers through PEPMIS affect their performance in the classroom?

	2
	In your view, what improvements have been observed in teaching quality since the introduction of PEPMIS feedback?

	3
	How does the monitoring system of PEPMIS influence teachers' teaching methods and classroom behavior?

	4
	Can you provide examples of how monitoring through PEPMIS has helped teachers address specific challenges in their teaching?

	5
	How effective are the targets set through PEPMIS in improving teachers' performance and student outcomes?

	6
	How do teachers respond to the performance targets set through PEPMIS, and how do these targets guide their teaching?


APPENDIX III: INTERVIEW GUIDE FOR WARD EDUCATION OFFICERS

Section A: Demographic Information (Optional)

	Item
	Statement/Question
	Response Options

	1
	Gender
	☐ Male ☐ Female ☐ Other

	2
	Age Group
	☐ 20-29 ☐ 30-39 ☐ 40-49 ☐ 50 and above

	3
	Years of Experience as Ward Education Officer
	☐ 1-5 years ☐ 6-10 years ☐ 11-15 years ☐ 16-20 years ☐ 20+ years


Section B: Interview Questions

	No.
	Question

	1
	How do you think the feedback provided through the Public Education Performance Management Information System (PEPMIS) affects teachers' motivation and performance at the ward level?

	2
	In your opinion, how does timely and constructive feedback influence teachers’ classroom practices and professional development?

	3
	How do you perceive the monitoring aspect of PEPMIS impacting teachers' adherence to teaching standards and overall performance?

	4
	To what extent does regular monitoring of teacher performance through PEPMIS contribute to improving the quality of teaching in your ward?

	5
	How do performance targets set through PEPMIS influence teachers' focus and productivity in the classroom?

	6
	In your experience, do the targets set under PEPMIS align with teachers' professional growth goals and the needs of the schools?


Appendix IV: INTERVIEW GUIDE FOR DISTRICT EDUCATION OFFICERS

Demographic Information

	No.
	Statement/Question
	Response Options

	1
	Gender
	☐ Male ☐ Female ☐ Other

	2
	Age Group
	☐ 20-29 ☐ 30-39 ☐ 40-49 ☐ 50 and above

	3
	Years of Experience as District Education Officer
	☐ 1-5 years ☐ 6-10 years ☐ 11-15 years ☐ 16-20 years ☐ 20+ years

	4
	Highest Level of Education
	☐ Diploma ☐ Bachelor’s Degree ☐ Master’s Degree ☐ Doctorate

	5
	Number of Schools Supervised in the District
	☐ 1-5 schools ☐ 6-10 schools ☐ 11-15 schools ☐ 16+ schools


Interview Questions

	No.
	Question

	1
	How does the feedback from the Public Education Performance Management Information System (PEPMIS) influence the overall performance of teachers in the district?

	2
	How do you evaluate the effectiveness of feedback provided to teachers through PEPMIS in improving their teaching practices?

	3
	In your view, how does the monitoring component of PEPMIS contribute to teachers’ accountability and performance in the district?

	4
	How has the monitoring process helped improve teachers' adherence to performance standards and improved teaching quality?

	5
	To what extent does the target-setting aspect of PEPMIS help in shaping teachers' professional goals and improving classroom performance?

	6
	How do you ensure that the targets set in PEPMIS align with district education priorities and the professional development needs of teachers?
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