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[bookmark: _GoBack]ABSTRACT
This study examined the effects of intrinsic incentives on employees’ job performance at Iringa Airport, Tanzania. Specifically, it analyzed five intrinsic levers: job description clarity, recognition, promotion fairness, targets as motivators, and challenging work. A mixed-methods, explanatory cross-sectional design was employed, combining structured questionnaires administered to 59 employees with key informant interviews for contextual insights. Data were analyzed using descriptive statistics, reliability tests, and multiple linear regression (MLR) through SPSS. The findings revealed that all five intrinsic incentives had a positive and statistically significant effect on job performance. The regression model explained 93.6% of the variation in employee performance, with diagnostic tests confirming model reliability. These results suggest that strengthening recognition practices, designing participatory and feedback-linked targets, clarifying roles, and ensuring transparent promotion systems are critical for enhancing employee performance in resource-constrained public-sector settings.
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1. INTRODUCTION
Employee performance is central to organizational success, particularly in public sector settings where resources are limited and service quality matters. High performance improves operational efficiency, boosts customer satisfaction, supports safety and compliance, and strengthens institutional reputation. Conversely, poor performance can lead to wasted resources, reduced morale, and service failures outcomes that in airport management or similarly high-stakes sectors can have serious safety, financial, and reputational consequences (Asamani, et al., 2025)
Employee motivation is primary driver of performance. Positive motivators include meaningful work, recognition of effort, fair promotion practices, autonomy, and opportunities to engage in challenging tasks. In contrast, demotivators include unclear job roles, lack of constructive feedback, perceived unfairness in advancement, weak recognition systems, and limited growth opportunities (Zettna, et al., 2025). Organizational cultures that embrace trust, transparency, and employee involvement foster motivation, while bureaucratic or opaque systems tend to undermine it (Fang, et al., 2025)
Intrinsic incentives have emerged as a cost-effective intervention to address such challenges. Unlike extrinsic incentives such as salaries and bonuses, intrinsic incentives emphasize recognition, role clarity, fairness, challenging assignments, and meaningful targets. These mechanisms meet employees’ psychological needs for autonomy, competence, and relatedness, thereby strengthening long-term commitment and accountability (Kepemimpinan, et al., 2024). In public institutions, where financial rewards are often limited, intrinsic incentives become critical levers for sustaining engagement and high-quality performance (Hoxha, et al., 2024).
Also, Intrinsic incentives have been shown to significantly improve employee performance across diverse sectors. For instance, the study of (Aljumah, 2023); in Asia and Europe have demonstrated that transparent advancement systems, recognition practices, and enriched role clarity directly enhance job satisfaction and accountability (Aljumah, 2023; (Asamani, et al., 2025). Similarly, (Fang, et al., 2025) in China indicates that role clarity and perceptions of fairness are positively linked to performance through improved job embeddedness and decent work experiences. These confirm that intrinsic incentives are robust predictors of employee motivation and effectiveness across diverse organizational settings.
In Africa, intrinsic incentives have been increasingly recognized as vital in resource-constrained public service environments. For instance, (Buyekwa, et al., 2024) highlighted that recognition, fairness in promotions, and opportunities for challenging work significantly enhance employee commitment and productivity. Also, in Kenya also shows that intrinsic motivation strongly predicts job satisfaction and engagement, often outweighing the effects of extrinsic motivators (Arusei & Okoth, 2022). These insights underscore the importance of designing non-financial strategies that address fairness and recognition to sustain public-sector workforce motivation. Similarly, in Tanzania’s manufacturing sector, recognition has been identified as a powerful motivator that improves workforce performance, suggesting that intrinsic incentives can effectively complement extrinsic measures in sustaining productivity (Sikira, et al., 2024). However, despite the recognition of these levers, implementation often remains fragmented or inconsistent. As a result, there exists a persistent gap between theoretical understanding and practical institutionalization of intrinsic motivators in Tanzanian workplaces.
Despite the growing recognition of intrinsic incentives, research gaps remain. Specifically, few studies in Tanzania’s public-sector institutions have empirically examined multiple intrinsic levers together and how they jointly influence employee performance. This study addresses that gap by analyzing the effects of intrinsic incentives such as recognition, job description clarity, promotion fairness, target motivation, and challenging work on employees’ job performance at Iringa Airport, Tanzania, thereby offering context-specific insights to inform managerial and policy interventions.

1.2 Objective of the Study
The general objective of this study was to examine the effect of intrinsic incentives on employees’ job performance at Iringa Airport. 
1.3 Specific Objectives
1. To examine the effect of challenging work on employees’ job performance
2. To examine the impact of meeting target on employees’ job performance
3. To determine the effect of availability of job descriptions on employees’ job performance
4. To examine the effect of Fair procedures in advancement or promotion on employees’ job                performance
5. To examine the effect of Recognition on good work on employees’ job performance
1.4 Research Questions
1. What are the effects of challenging work on employees’ job performance
2. What are the impacts of meeting target on employees’ job performance
3. What are the effects of availability of job descriptions on employees’ job performance
4. What are the effects of Fair procedures in advancement or promotion on employees’ job performance
5. What are the effects of Recognition on good work on employees’ job performance
2. LITERATURE REVIEW
[bookmark: _Toc239532263][bookmark: _Toc97394359][bookmark: _Toc195003714][bookmark: _Toc192402385]2.1 Theoretical Literature Review
This study was guided by Human Motivation theory, Motivation-Hygiene Theory and Self-determination theory.
[bookmark: _Toc239532264][bookmark: _Toc195003715][bookmark: _Toc192402386]2.1.1 Human Motivation theory
Human Motivation theory was developed by McClelland’s in 1961. The theory stated that every person has one of three main driving motivators which facilitate employee’s job performance; the needs for achievement, affiliation or power (McClelland, 2013). These motivators are not inherent; we develop them through organization culture like having training, recognition practices and praising employees in terms of finance and life experiences. Achievers like to solve problems and achieve goals. Employees who have a need for achievement prefer to work on tasks of moderate difficulty in which results are based on their efforts rather than on anything else to receive feedback on their work (Herzberg, et al., 1959). The kind of feedback from employers includes incentives, recognition and sometime the employee can be sent to training. Moreover, people who have a need for achievement are motivated by accomplishment in the workplace and an accomplishment in the workplace and employment hierarchy with training opportunities.
Also, for the need for power, people who need power prefer to work and place a high value on discipline. A person who is motivated by the need for power enjoys status recognition, winning arguments, competition and influencing others. With this motivational type come a need for a personal prestige and a constant need for a better personal status. Furthermore, the theory postulates that the need of affiliation in the sense that people who have a need for affiliation prefer to spend time creating and maintaining social relationships, enjoying being a part of groups and have a desire to feel loved and accepted. People in this group tend to adhere to the norms of the culture in that workplace and typically do not change norms of the workplace for fear of rejections. This person favors collaborations and training for him or her to perform accordingly. Based on this theory the researcher adopted intrinsic as the main variables to study its contribution on employees’ job performance.
[bookmark: _Toc239532265][bookmark: _Toc195003716][bookmark: _Toc192402387]2.1.2 Motivation-Hygiene Theory
Motivation-Hygiene Theory was developed by Herzberg in 1959. The founder of the theory discovered some factors which made an employee to satisfy and other factors which made them dissatisfied. Herzberg (1959) termed the factors which cause job satisfaction motivators while he called those who cause dissatisfaction Hygiene factors. According to Herzberg (1959), the motivators are the intrinsic factors which are employees’ desire for achievement, reorganization, work itself, responsibility, job advancement.
This theory was directly related to the study since it explains on the motivation factors which are the key objectives of the study as in intrinsic factors (motivation factors) (Vroom, 1964). It was explained by literature that First type of conditions, was maintenance or hygiene factors, ‘do not motivate employees by their presence but their absence dissatisfies them’. Company policy and administration, technical supervision, inter- personal relations with supervisor, inter-personal relations with peers, inter-personal relations with subordinates, salary, job security, personal life, work relations with subordinates, status. These factors relate to conditions under which the job is performed.  
[bookmark: _Toc239532266][bookmark: _Toc195003717][bookmark: _Toc192402388]2.1.3 Self-determination theory
Self-determination theory (SDT) was developed by Edward L. Deci and Richard Ryan in 1970’s. This is a macro theory of human motivation and personality that concerns people’s innate growth tendencies and innate psychological needs. It pertains to the motivation behind people’s choices in the absence of external influences and distractions. SDT focuses on the degree to which human behavior is self-motivated and self-determined (Ryan & Deci, 2017).
In the 1970s, research on SDT evolved from studies comparing intrinsic and extrinsic motives, and from growing understanding of the dominant role that intrinsic motivation played in individual behavior. It was not until the mid-1980s Edward L. Deci and Richard Ryan wrote a book titled "Self-Determination and Intrinsic Motivation in Human Behavior" that SDT was formally introduced and accepted as a sound empirical theory. Since the 2000s, research into practical applications of SDT has increased significantly (Ryan & Deci, 2017).
The key research that led to the emergence of SDT included research on intrinsic motivation. Intrinsic motivation refers to initiating an activity because it is interesting and satisfying in itself to do so, as opposed to doing an activity for the purpose of obtaining an external goal (extrinsic motivation). A taxonomy of motivations has been described based on the degree to which they are internalized. Internalization refers to the active attempt to transform an extrinsic motive into personally endorsed values and thus assimilate behavioral regulations that were originally external.
Edward Deci and Richard Ryan (2017) later expanded on the early work differentiating between intrinsic and extrinsic motivation and proposed three main intrinsic needs involved in self-determination. According to Deci and Ryan (2017), three basic psychological needs motivate self-initiated behavior and specify essential nutrients for individual psychological health and well-being. These needs are said to be the universal and innate need for autonomy, competence and relatedness.
2.2 Empirical Literature Review
2.2.1 Recognition for Good Work on Employees’ Job Performance
Recognition for good work has consistently been identified as a critical driver of employee performance across different organizational contexts. (Jo & Shin, 2025) demonstrated that recognition significantly enhances employee outcomes, particularly when embedded within transparent systems of fairness and supportive leadership, also, highlighting that recognition should be institutionalized rather than ad hoc. (Trang, 2022) found that employee recognition and commitment significantly reduced knowledge-hiding behaviors, but employee commitment exacerbated the negative link between employee recognition and workplace knowledge hiding. This suggests that organizational collaboration and knowledge exchange depend heavily on recognition. For the success of public universities, the study recommends putting in place both formal and informal recognition programs to boost employee commitment and lessen workplace knowledge hiding to boost employee performance. Complementing these (Njeru, et al., 2025) indicates that recognition yields a stronger impact on engagement when delivered within an effective leadership framework. Training leaders to provide timely, specific and sincere recognition can amplify its effect on employee engagement, leading to improved performance, retention, and service quality in the Airport sector.              
 
2.2.2 Promotion Fairness on Employees’ Job Performance
Perceptions of procedural justice clear criteria, consistent application, and adequate explanation are positively associated with job performance and citizen ship behaviors. The study by (Kitole & Mwita, 2025) found that in both public and private institutions in Tanzania, transparent promotion policies, frequency of promotions, and clarity of criteria strongly predict job satisfaction, a known antecedent to job performance. Also, (Campbell, 2025) demonstrated that fairness in promotions is positively associated with performance outcomes when combined with recognition and supportive leadership. Thus, promotion fairness matters not just as policy but in how people perceive and experience the promotion process and it can strengthen motivation, reduce uncertainty, and improve performance.
2.2.3 Job Description Clarity on Employees’ Job Performance
A work-on-work design shows that role clarity, feedback, and autonomy are core job resources that predict desirable attitudes and performance. (Lan, et al., 2025) that role clarity positively influenced proactive taking charge behaviors, which are closely associated with higher levels of job performance. (Twinamasiko, 2025) highlighted the role of job descriptions in strengthening accountability, supporting performance appraisal, and serving as a foundational tool across key human resource functions, including recruitment, training, and career development. Thus, that job descriptions should not be treated as static administrative tools but as dynamic, strategic instruments integral to effective human resource management, and also, organizations regularly review and update job descriptions to reflect evolving job demands and institutional priorities. By embedding clarity, structure, and motivational value into job descriptions, organizations can foster a high-performance culture that enhances employee commitment, innovation, and long-term organizational success.
2.2.4 Target as Motivation on Employees’ Job Performance
Specific and challenging goals improves performance when paired with feedback and commitment, (Pervaiz, et al., 2021) found that involving employees in setting targets increased their sense of ownership, insider status, and thus their proactive behaviors which relate to performance. The more participative the target process, the stronger the effect on behaviors that contribute to performance. However, (Williamson, et al., 2024) found that both process goals (how work should be done) and performance goals (outcomes to achieve) led to significant improvements in performance, Process goals especially boosted performance when employees received feedback. This suggests that beyond having targets, how targets are designed. Thus, the effect of meeting targets is design-contingent participative target-setting, timely progress reviews, and informational recognition sustain motivation and performance. Thus, there should be Re-design target systems at Iringa Airport to ensure participative setting, frequent feedback, and visible acknowledgment of attainment.

2.2.5 Challenging Work on Employees’ Job Performance
Work that is appropriately challenging with opportunities to solve problems and building mastery is linked to motivation and performance. (Lea Pfajfar Cotič, et al., 2025) found that these job characteristics positively affect work engagement, which in turn is linked to better performance outcomes. Employees reporting higher task significance and variety felt more engaged and hence more productive, (Trang, 2022) found that when employees feel psychologically owned of their jobs (job-based psychological ownership), the positive effects of task significance on performance are stronger. That means challenging work yields better performance especially when employees feel responsible and empowered. Thus, systematize stretch assignments with coaching, checklists, and quick feedback loops to turn challenge into mastery 

3. METHODOLOGY
3.1 Research Design
This study adopts a mixed-methods, explanatory cross-sectional design. The quantitative approach uses a structured Likert-scale questionnaire to examine relationships between intrinsic incentives Job Description Clarity (JD), Recognition (REC), Promotion Fairness (PRO), Targets as Motivators (TAR), and Challenging Work (CHA) as independent variables and the dependent variable Employee Job Performance (EJP). A qualitative approach follows to explain why or how the observed patterns occur in practice such as, how targets are set, how recognition is delivered, how promotion processes work. The cross-sectional, mixed approach provides timely, low-cost evidence suitable for a public-sector setting and allows triangulation of survey patterns with managerial narratives.
3.2 Population of the study
The target population comprises all employees at Iringa Airport, including technical, operations, and passenger-service units, as well as first-line supervisors involved in performance oversight. The unit of analysis is the individual employee) and unit managers or human resources or operations heads.
3.3 Sampling Procedure and Sample Size.
The study used both probability and non-probability sampling. For the quantitative survey, all Iringa Airport employees formed the frame and were proportionately stratified by department, then selected through systematic random sampling with a random start and every kth case within each stratum. The study was selected sample size of 59 employees of Iringa Airport and 59 questionnaires were completed to enrich interpretations.

3.4 Data Collection Methods
The study adopted a mixed methodology where both qualitative and quantitative data were collected, through a questionnaire administered to employees of Iringa Airport, and quantitative data was collected through Key informant interviews.
3.5 Data Analysis
In the assessment of effects of Intrinsic Incentives on Employees’ Job Performance at Iringa Airport, Tanzania, the study adopted quantitative and qualitative data analysis to establish the relationship between the independent variables and the dependent variable of the study through correlation analysis and descriptive statistics computed in the study through SPSS Version 26. Qualitative data, on the other hand, was analyzed using Excel by classifying themes, categories, and aspects and interpreting what informants said and what the researcher saw and read carefully. The study proceeded to determine descriptive statistics (frequencies, means, and percentages) and inferential statistics. Multiple Linear Regression analysis was conducted to determine whether Intrinsic Incentives had a significant effect on Employees’ Job Performance.

4. FINDING AND DISCUSSION
4.1 Demographic Characteristics
This study took into account the gender of respondents, with 66% being male and 34% being female, making up 100% of all participants who completed the questionnaire. The results showed that the proportional of male respondents was considerably higher than that of female, which reflects the general gender structure of Iringa Airport employees’, where men may dominate in technical roles requiring clarity of job description, while women may place greater emphasis on fair procedures and recognition to overcome structural imbalances.
The majority of respondents are in the 30–39 years age band (46.3%), followed by those aged 40–49 years (28%). Only 17% are in the 20–29 bracket, while 8.7% are 50+. This shows a mid-career workforce, likely with both the energy to take on challenging work and the expectation of advancement opportunities. This implies that promotion fairness and career growth will be particularly salient, while younger staff may prioritize recognition and target-based motivation.
Also, the researcher inquired about the respondents’ level of education, and the findings revealed that the largest proportion had attained Bachelor’s degree (49.1%), with 32.1% at Diploma level and 17% with Certificates. Only 1.8% have a Master’s degree. This reflects a relatively skilled workforce, but with a small postgraduate presence. Thus, this educational profile suggests staff can understand and value formalized role descriptions, performance standards, and feedback systems. It also points to the importance of recognition and fair advancement as incentives beyond salary, since higher education levels often raise expectations for transparent progression.
Also, the results showed that large proportion of employees had 0–5 years (33.4%) of experience, followed by 6–10 years (31.3%), 11–15 years (28%), and over 15 years (7.3%). This balance between newer and experienced staff. Newer employees are likely to be motivated by role clarity and recognition, while longer-serving staff may be more sensitive to promotion fairness and meaningful targets
[bookmark: _Toc115701631][bookmark: _Toc115700895][bookmark: _Toc115701595][bookmark: _Toc115701507][bookmark: _Toc239533410]Table 1: Respondents’ Demographic Information
	Respondents' gender
	Frequency
	Percent

	Male
	35
	66.0

	Female
	18
	34.0

	Respondents Age
	
	

	20-29
	9
	17.0

	30-39
	25
	46.3

	40-49
	15
	28.0

	50 and above
	5
	8.7

	Respondents Education
	
	

	Certificate
	9
	17

	Diploma
	17
	32.1

	Bachelor degree
	26
	49.1

	Masters’ degree
	1
	1.8

	Work Experience
	
	

	0-5 year
	18
	33.4

	6-10 years
	17
	31.3

	11-15 years
	15
	28.0

	Over 15 years
	4
	7.3

	Total
	53
	100.0




4.2 RELIABILITY 
	The Cronbach’s Alpha for the six items is 0.957, with the standardized items alpha at 0.959. Both values are well above the conventional threshold of 0.70, indicating excellent internal consistency. This means that the items used to measure intrinsic incentives are highly correlated and reliably capture the same underlying concept.
Thus, the scale is statistically reliable for further analysis such as descriptive statistics, correlation, and multiple linear regression presented in table 2

	Table 2 reliability

	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	0.957
	0.959
	6






                Moreover, the study was conducted multiple linear regression so as to study the effect of intrinsic incentives on Employees’ job performance, and presented by model summary in Table 3 and coefficients in Table 4.
4.4 Model Summary
The intrinsic incentives factors that influenced employees’ job performance at Iringa Airport were estimated using multiple regression analysis with job performance as the dependent variable. Table 3 presents the findings and summarizes the model, with the corrected R² statistic (.936) being of particular importance. This means that 93.6% of the total variation in employees’ job performance was explained by intrinsic incentives while the remaining 6.4% was explained by other factors not included in the model. The F-change statistic (F = 171.841, p < .001) confirms that the overall regression model is statistically significant. Furthermore, the Durbin–Watson statistic (1.841) falls within the acceptable range of 1.5–2.5, indicating that there was no serious autocorrelation problem in the residuals, thereby confirming the reliability of the regression model.
	    
Table 3 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change
	

	1
	.971a
	.942
	.936
	.21336
	.942
	171.841
	5
	53
	.000
	1.841



 

4.5 Coefficients
Table 4 presents the regression model coefficients, which revealed that all intrinsic incentive variables had a positive and significant influence on employees’ job performance at Iringa Airport. Recognition of good work emerged as the strongest predictor, with a standardized coefficient β = 0.302 (p = 0.000), indicating that when employees feel their efforts are visibly and credibly acknowledged, their performance substantially improves. Targets as motivators also showed a strong and significant effect (β = 0.231, p = 0.000), suggesting that specific and participatory goal-setting linked with recognition enhances commitment and output. Challenging work had a significant positive effect (β = 0.199, p = 0.001), showing that assignments that stretch employees’ skills in a supportive environment contribute meaningfully to better performance. Promotion fairness also influenced job performance positively (β = 0.175, p = 0.011), implying that transparent and merit-based advancement decisions foster motivation and effort. Finally, job description clarity had a significant impact as well (β = 0.173, p = 0.016), reflecting that clearly defined roles, responsibilities, and decision rights provide a strong foundation for accountability and effectiveness.
Overall, these findings indicate that all five intrinsic incentive levers significantly affect job performance, with recognition exerting the strongest positive influence, followed closely by targets as motivators, while job description clarity and promotion fairness also play meaningful roles in sustaining performance at Iringa Airport.
	















Table 4 Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Correlations
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Zero-order
	Partial
	Part
	Tolerance
	VIF

	1
	(Constant)
	-.245
	.148
	 
	-1.660
	.103
	 
	 
	 
	 
	 

	
	Challenging Work
	.208
	.060
	.199
	3.486
	.001
	.848
	.432
	.115
	.335
	2.984

	
	Target as motivators
	.218
	.049
	.231
	4.479
	.000
	.829
	.524
	.148
	.413
	2.421

	
	Job Description Clarity
	.179
	.072
	.173
	2.498
	.016
	.880
	.325
	.083
	.230
	4.354

	
	Recognition on good work
	.334
	.081
	.302
	4.101
	.000
	.914
	.491
	.136
	.202
	4.947

	
	Promotion Fairness
	.165
	.062
	.175
	2.646
	.011
	.878
	.342
	.088
	.250
	3.993



        
                Also, the study investigates the influence of intrinsic incentives on job employees’ job performance at Iringa Airport. The results demonstrate that all five factors were significant predictors of job performance, explaining 93.6% of the variation in the dependent variable as presented in Table 3. Also, Table 4 showed the effects of intrinsic predictors on employee performance, thus discusses the findings in relation to the study objectives, empirical literature, and theoretical perspectives.



4.6 Effect of Recognition on Job Performance
Table 4 presents the regression model coefficients, which revealed that recognition had a positive and significant influence on employees’ job performance at Iringa Airport (β = 0.302, p < 0.001), this suggest that recognition plays a meaningful role in enhancing employee performance at Iringa Airport, though there is a need to strengthen constructive feedback mechanisms to make recognition more impactful.
Also, recognition was supported by descriptive statistic as presented in Table 3. The results revealed that respondents agreed that recognition in the workplace was consistent with the actual quality of work delivered (M = 3.71, SD = 0.929), followed closely by the view that supervisors acknowledged good performance in a timely manner (M = 3.69, SD = 0.933). Respondents also reported that exceptional effort was visibly appreciated within their units (M = 3.47, SD = 1.023). However, the indicator with the lowest mean was receiving constructive feedback that highlights what employees did well (M = 3.39, SD = 0.965), suggesting that while recognition practices exist, they are not consistently developmental. Overall, these findings suggest that recognition plays a meaningful role in enhancing employee performance at Iringa Airport, though there is a need to strengthen constructive feedback mechanisms to make recognition more impactful.
	
Table 5 Descriptive Statistics for recognition on good Work

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Supervisor acknowledges good performance in a timely manner
	59
	2.00
	5.00
	3.6949
	.93319

	The actual quality of work delivered
	59
	2.00
	5.00
	3.7119
	.92942

	Receive constructive feedback 
	59
	1.00
	5.00
	3.3898
	.96520

	Exceptional effort visibly appreciated within 
	59
	1.00
	5.00
	3.4746
	1.02311

	Valid N (listwise)
	59
	 
	 
	 
	 



This supports the evidence of (Jo & Shin, 2025), who demonstrated that recognition enhances employee outcomes when embedded within transparent and credible leadership systems. Similarly, (Njeru, et al., 2025) found that recognition significantly strengthens engagement when leaders provide specific and timely feedback, thereby improving performance. These findings suggest that at Iringa Airport, institutionalizing consistent recognition systems could amplify employee motivation, reduce turnover intentions, and strengthen accountability.

4.7 Effect of Targets as Motivators on Job Performance
Targets as motivators also showed a strong and significant effect (β = 0.231, p = 0.000), suggesting that specific and participatory goal-setting linked with recognition enhances commitment and output at Iringa Airport. As shown in Table 4.
	Also target as motivator was supported with descriptive statistics as shown in Table 6. The results revealed that respondents agreed most strongly that their performance targets were specific, measurable, and achievable (M = 3.98, SD = 0.919). This was followed closely by the perception that employees were involved when their targets were set (M = 3.93, SD = 1.015). Respondents also reported that meeting their targets was meaningfully recognized within the organization (M = 3.83, SD = 0.985). However, the indicator with the lowest mean was timely feedback on progress towards achieving targets (M = 3.73, SD = 1.187), suggesting that while targets are generally well designed and linked to recognition, there is a notable gap in feedback systems to monitor progress. Overall, these findings suggest that well-structured and participatory target-setting contributes positively to employee performance at Iringa Airport, though performance could be further enhanced by strengthening mechanisms for timely feedback and progress reviews.

Table 6 Descriptive Statistics for meeting target


	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	performance targets are specific, measurable and achievable
	59
	2.00
	5.00
	3.9831
	.91899

	involvement when target is set
	59
	1.00
	5.00
	3.9322
	1.01479

	receive timely feedback 
	59
	1.00
	5.00
	3.7288
	1.18657

	Meeting target meaningfully recognized 
	59
	2.00
	5.00
	3.8305
	.98528

	Valid N (listwise)
	59
	 
	 
	 
	 


This was supported with the study of (Williamson, et al., 2024), highlighted that specific and challenging goals linked to feedback mechanisms significantly boost job performance. (Pervaiz, et al., 2021) which further emphasized that participatory target setting increases employees’ sense of ownership and proactive behaviors. At Iringa Airport, while targets are already perceived as clear and measurable, the lower mean for timely feedback indicates the need to strengthen feedback loops to fully realize their motivational potential. 

4.8 Effect of Challenging Work on Job Performance
Challenging work had a significant positive effect (β = 0.199, p = 0.001), showing that assignments that stretch employees’ skills in a supportive environment contribute meaningfully to better performance as presented in Table 4.
	Also, challenging work was conducted a descriptive statistic, as shown in Table 7. The results revealed that respondents strongly agreed that their jobs provided tasks that stretched their skills in a positive way (M = 4.00, SD = 0.947). This was closely followed by the view that tackling difficult tasks made them feel proud of their work (M = 3.97, SD = 0.928). Respondents also acknowledged that they generally received the support needed to handle challenging assignments (M = 3.86, SD = 1.090). However, the indicator with the lowest mean was the perception of having opportunities to solve new or complex problems at work (M = 3.68, SD = 0.973), suggesting that while employees benefit from challenging tasks, opportunities for innovation and problem-solving are somewhat limited. Overall, these findings suggest that challenging work contributes positively to job performance at Iringa Airport by promoting pride and skill development, though expanding opportunities for complex problem-solving could further enhance employee motivation and performance.













Table 7 Descriptive Statistics Challenging Work

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	job provides tasks that stretch skills in a positive way
	59
	2.00
	5.00
	4.0000
	.94686

	opportunities to solve new or complex problem at work
	59
	1.00
	5.00
	3.6780
	.97274

	receive the support needed to handle challenging assignment
	59
	1.00
	5.00
	3.8644
	1.09004

	Tackling difficult tasks 
	59
	2.00
	5.00
	3.9661
	.92785

	Valid N (listwise)
	59
	 
	 
	 
	 



This echoes findings by (Lea Pfajfar Cotič, et al., 2025), who established that task significance and skill variety increase work engagement, which in turn enhances productivity. (Trang, 2022), also confirmed that psychological ownership of challenging tasks amplifies the positive effect of job significance on performance. These insights suggest that by increasing opportunities for innovation and problem-solving, Iringa Airport can further leverage challenging work to strengthen employee pride, commitment, and effectiveness.

4.9 Effect of Promotion Fairness on Job Performance
Promotion fairness also influenced job performance positively (β = 0.175, p = 0.011), implying that transparent and merit-based advancement decisions foster motivation and effort. As shown in Table 4.
	Also, promotion fairness was conducted a descriptive statistic, as presented in Table 8. The results revealed that respondents agreed that advancement decisions are largely based on merit rather than favoritism (M = 3.68, SD = 0.973), followed closely by the belief that good performance can lead to career progression (M = 3.64, SD = 0.978). Respondents also acknowledged that promotion criteria were reasonably clear and communicated (M = 3.63, SD = 1.081). However, the indicator with the lowest mean was the perception that performance reviews are conducted fairly and consistently (M = 3.51, SD = 1.057), suggesting that while employees recognize some merit-based advancement, gaps exist in ensuring fair and transparent evaluation processes. Overall, these findings suggest that promotion fairness contributes meaningfully to job performance at Iringa Airport, but improvements are needed in the consistency of performance reviews and the visibility of promotion standards.

Table 8 Descriptive Statistics for Promotion Fairness

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Promotion criteria to all staff
	59
	1.00
	5.00
	3.6271
	1.08116

	Advancement decision based on merit 
	59
	1.00
	5.00
	3.6780
	.97274

	Performance reviews
	59
	1.00
	5.00
	3.5085
	1.05655

	good performance can lead to career progression here
	59
	1.00
	5.00
	3.6441
	.97843

	Valid N (listwise)
	59
	 
	 
	 
	 



This is consistent with (Kitole & Mwita, 2025), who demonstrated that transparent promotion policies and fair evaluation systems strongly predict job satisfaction and performance outcomes. (Campbell, 2025), similarly showed that fairness in promotions sustains employee motivation and reduces uncertainty, particularly when combined with recognition. At Iringa Airport, while employees perceive some merit in advancement systems, gaps in consistent performance reviews highlight the need to institutionalize procedural fairness to strengthen trust and motivation. 

4.10 Effect of Job Description Clarity on Job Performance
Job description clarity had a significant impact as well (β = 0.173, p = 0.016), reflecting that clearly defined roles, responsibilities, and decision rights provide a strong foundation for accountability and effectiveness. As presented in Table 4.
	Also, the descriptive was generated for job description clarity, as shown in Table 9. The results revealed that respondents agreed that they understood the criteria that would be used to evaluate their performance (M = 3.76, SD = 0.935), and that handovers and interfaces with other units were clearly specified (M = 3.76, SD = 1.023). Respondents also reported that their duties and responsibilities were clearly written and accessible (M = 3.64, SD = 0.826). However, the indicator with the lowest mean was the clarity of decision rights and limits of authority (M = 3.63, SD = 1.049), suggesting that although roles and performance standards are fairly clear, some ambiguity remains in defining authority boundaries. Overall, these findings suggest that job description clarity provides an important foundation for employee performance at Iringa Airport, but improvements are needed to better articulate decision-making rights and cross-unit responsibilities.

Table 9 Descriptive Statistics for Job description clarity


	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	duties and responsibilities are clearly written and accessible
	59
	1.00
	5.00
	3.6441
	.82551

	understand criteria that will be used to evaluate performance
	59
	1.00
	5.00
	3.7627
	.93475

	decision rights and limits of authority are well defined
	59
	2.00
	5.00
	3.6271
	1.04878

	Hanodovers and interfaces with other units are clearly specified
	59
	2.00
	5.00
	3.7627
	1.02283

	Valid N (listwise)
	59
	 
	 
	 
	 



This finding aligns with (Lan, et al., 2025), who found that role clarity fosters proactive behaviors associated with higher performance. (Twinamasiko, 2025), emphasized that job descriptions provide accountability, support appraisal, and enable strategic human resource management. At Iringa Airport, clear duties and performance criteria are already recognized as a performance backbone, though more effort is needed to clarify authority limits and inter-unit handovers to minimize ambiguity in safety-sensitive operations. As presented in Table 4.




5.1 CONCLUSION
The study concluded that intrinsic incentives significantly influenced employee job performance at Iringa Airport. Recognition of good work emerged as the strongest driver, as visible and timely acknowledgment boosted engagement and results. Targets, when set collaboratively and linked with recognition, also improved performance, though limited feedback mechanisms reduced their full impact. Challenging work enhanced pride and skill development, while promotion fairness fostered motivation through perceptions of procedural justice. Job description clarity provided a strong foundation for accountability, though some ambiguity in decision rights remained. Overall, the findings suggest that strengthening recognition systems, redesigning feedback-linked targets, ensuring transparent promotions, and enhancing role clarity are critical strategies for improving performance in resource-constrained public workplaces like Iringa Airport.
5.2 RECOMMENDATION
Based on the study findings, it is recommended that Iringa Airport management and policymakers strengthen intrinsic incentives by ensuring that job descriptions are clearly written, updated, and accessible to reduce ambiguity and improve accountability institutionalizing transparent and consistent recognition systems tied to measurable contributions to enhance motivation and publishing clear, merit-based promotion criteria and feedback protocols to build fairness and trust. In addition, performance targets should be participatory, specific, and achievable, supported with timely feedback and recognition to act as genuine motivators rather than compliance mechanisms. Equally, employees should be assigned challenging tasks that stretch their skills, supported with adequate resources and coaching to foster pride, mastery, and innovation. Finally, future research should examine how intrinsic incentives interact with extrinsic rewards and extend comparative studies across other aviation and public organizations to provide broader insights.
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