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Abstract 

This study aimed to determine the significant relationship between performance-based incentives and 
both school performance and job satisfaction among public school teachers in Maasim 1 District, 
Division of Sarangani, for the School Year 2024-2025. This study employed a quantitative descriptive 
correlational research design. Using simple proportional random sampling as the technique, the study 
selected a sample of 233 teachers from the total 555 respondents. The data gathered in the study were 
collated, tabulated, and analyzed using appropriate statistical tools to ensure accuracy and reliability 
of results. Specifically, the mean was used to determine the average levels of performance in various 
areas, while Pearson's correlation coefficient (r) was employed to measure the strength and direction 
of the relationships between reading comprehension, word problem-solving skills, and academic 
performance. Based on the results of the study, the extent of performance-based incentives was 
manifested most of the time. On the other hand, the level of school performance and job satisfaction 
were high. Also, there was a significant relationship between performance-based incentives and 
school performance and performance-based incentives and job satisfaction. 
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1. Introduction 

Public schools continue to face challenges related to declining school performance and fluctuating 
levels of teacher job satisfaction. Issues such as increasing workloads, administrative demands, 
inadequate resources, and pressure to produce higher student outcomes contribute to stress and 
reduced motivation among teachers. When educators experience diminished job satisfaction, it can 
negatively influence instructional quality, classroom management, and student success. Low school 
performance, in turn, often reflects systemic gaps that hinder effective teaching and learning. These 
interconnected challenges highlight the need for programs that address both academic outcomes and 
teacher well-being to ensure schools function effectively and sustainably (Fabella et al., 2022; Han et 
al., 2022; Keltu, 2024; Quines & Pablo Jr., 2023). 
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However, school performance and job satisfaction are critically important because they directly 
influence the overall quality of education. Schools with higher performance levels often demonstrate 
improved student achievement, enhanced learning experiences, and stronger community trust. 
Meanwhile, satisfied teachers exhibit greater motivation, reduced absenteeism, and stronger 
commitment to their profession. When educators feel fulfilled in their roles, they are more likely to 
engage in professional development, adopt innovative teaching strategies, and build meaningful 
relationships with learners. Ultimately, supporting school performance and job satisfaction fosters a 
positive school climate, promotes organizational growth, and contributes to long-term educational 
success (Aksoy & Şahin, 2022; Erwin et al., 2021; McGee et al., 2023; Quines & Piñero, 2022). 

Moreover, studies examining performance-based incentives suggest a strong correlation between 
such programs and improvements in school performance. Incentive systems that reward teachers 
based on student outcomes, completion of school targets, and improved program implementation 
encourage more focused instruction and strategic planning. When teachers are financially motivated, 
they may invest more effort in designing effective learning activities, attending trainings, and 
collaborating with colleagues to reach performance benchmarks. Consequently, schools may 
experience growth in academic achievement, higher assessment scores, and improved institutional 
ratings. However, the extent of improvement often depends on adequate resources, administrative 
support, and fairness in the evaluation process (Balondo et al., 2024; Hungo et al., 2024; Luzon, 2022; 
Maligsay & Quines, 2023). 

Furthermore, there is also a notable correlation between performance-based incentives and teacher 
job satisfaction. Financial rewards can serve as recognition of effort, affirming teachers' contributions 
and strengthening their sense of value within the institution. Such incentives may reduce the feeling of 
being overworked and underappreciated, which is common in public school settings. As teachers 
experience increased satisfaction, their motivation, morale, and commitment to the profession tend to 
rise. This can lead to better student engagement, reduced turnover, and a more stable workforce. 
Nevertheless, inconsistencies in incentive distribution or perceived unfairness may diminish these 
positive effects, emphasizing the importance of transparent and equitable implementation (Aydin 
Sünbül & Aslan Gördesli, 2021; Oco, 2022; Quines & Maguan, 2025; Ra et al., 2023). 

At the local level, the issue surrounding performance-based incentives, school performance, and job 
satisfaction in DepEd Maasim presents a growing concern. Many schools in the municipality struggle 
to meet performance benchmarks due to limited access to instructional materials, insufficient 
classroom facilities, and inconsistent technological support. As a result, teachers face heightened 
pressure to produce desirable student outcomes despite a lack of adequate resources. This situation 
contributes to declining job satisfaction, as teachers may feel undervalued, overburdened, and 
inadequately supported in fulfilling their roles. Consequently, school performance may suffer, creating 
a cycle in which teachers are unable to achieve the standards required for incentive eligibility, further 
diminishing motivation and morale among the teaching workforce (Bommareddy, 2025; Filmer et al., 
2025; Suelto-cordovılla & Cruz, 2021). 

Despite the growing implementation of performance-based incentive systems in the Philippines, there 
remains a clear research gap on their effects on school performance and job satisfaction in rural or 
underserved communities like Maasim. Most existing studies focus on urban settings, offering limited 
insight into local challenges such as resource disparities and limited professional development. This 
lack of localized research makes it difficult for policymakers to design effective, context-based 
strategies. Therefore, further investigation is needed to understand how performance-based 
incentives influence teacher motivation and school outcomes in socioeconomically challenged areas 
(Amayreh & Arshad, 2025; Hemati & Moradi, 2021; Hirshleifer, 2021). 

Hence, given these circumstances, the urgency of conducting this study becomes evident. Without 
timely research, performance-based incentive programs may continue to operate in ways that 
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unintentionally disadvantage teachers in resource-limited schools, potentially widening educational 
inequities. Insights from this research can provide valuable evidence to inform policy adjustments, 
improve program implementation, and foster a more supportive teaching environment in DepEd 
Maasim. By exploring the relationship between performance-based incentives, school performance, 
and job satisfaction, this study seeks to contribute practical recommendations that can enhance 
teacher morale, elevate academic outcomes, and strengthen the overall quality of public education in 
the region. Such efforts are essential to ensuring that incentive programs achieve their intended 
purpose: improving education for all learners (Cohodes et al., 2023; Ortagus et al., 2023; Ryu & Jinnai, 
2021). 

Research Objectives 

This study aimed to determine the common of performance-based incentives on school performance 
and job satisfaction of public-school teachers. 

Specifically, the following objectives were formulated: 

1. To determine the common performance-based incentives in terms of: 

1.1. performance-based financial rewards, 

1.2. recognition and appreciation, and 

1.3. opportunities for career advancement; 

2. To determine the school performance in terms of: 

2.1. retention, 

2.2. completion, 

2.3. graduation, 

2.4. promotion, 

2.5. repetition, 

2.6. drop-out, and 

2.7. failure; 

3. To determine the level of job satisfaction of public-school teachers in terms of: 

3.1. security, 

3.2. work environment, 

3.3. job responsibilities, and 

3.4. community attachments/linkages; and 

4. To determine the significant relationship between: 

4.1. performance-based incentives and school performance; and 

4.2. performance-based incentives and job satisfaction. 
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2. Methodology 

Research Design 

This study employed a quantitative non-experimental descriptive-correlational research design to 
examine the relationships among the variables under investigation. The quantitative approach 
enabled the collection and analysis of numerical data using statistical methods, while the descriptive 
component determined the levels of the variables. The correlational aspect assessed the strength and 
direction of the relationships among these variables without manipulating them. This design was 
appropriate because it allowed the researcher to investigate naturally occurring conditions and 
generate objective findings that could serve as a basis for conclusions and recommendations. 

Locale of the Study 

This study was conducted in selected public elementary and secondary schools in the municipalities of 
Maasim, Kiamba, and Maitum (MAKIMA) in the province of Sarangani, Philippines. Specifically, the 
research included schools from the three municipalities to examine how school performance and 
incentive structures influence teachers' job satisfaction. Data were gathered from the selected schools 
to provide insights into teachers' perceptions of motivation, institutional support, and professional 
fulfillment. 

Population and Sample 

The respondents for this study were public school teachers from the three municipalities in Sarangani 
Province: Maasim, Kiamba, and Maitum, collectively known as MAKIMA. Specifically, there are 220 
teachers from Maasim, 200 teachers from Kiamba, and 135 teachers from Maitum, resulting in a total 
of 555 teachers across the three municipalities. To determine the desired sample size, the Slovin's 
formula was applied. Using simple proportional random sampling as the technique, the study selected 
a total of 233 teachers from the population of 555. The use of simple proportional random sampling 
for 233 respondents is a strong and appropriate technique, as it ensures that each teacher from the 
three municipalities had an equal and fair chance of being included in the sample based on their 
population proportion. This method guarantees a representative subset of teachers, thereby 
improving the accuracy and validity of the data analysis. 

Table 1. Distribution of the Respondents 

Municipality N n 

Maasim 220 92 

Kiamba 200 84 

Maitum 135 57 

Total 555 233 

Research Instrument 

The study utilized three instruments, with the first being an adapted and modified from the study of 
Abd, Mahmood, Mohammed. (2022), entitled: Incentives in Achieving Job Satisfaction: A Study of a 
Sample of Employees Working in the General Directorate of Education, Diyala Governorate. It had 3 
indicators: performance-based financial rewards, recognition and appreciation, and opportunities for 
career advancement. To assess the common performance-based incentives, the rating scale below was 
used: 
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Range Description Rating Scale 

5.50-6.00 Very Strongly Agree The performance-based incentives have a very strong 
positive effect on learners. 

4.50-5.49 Strongly Agree The performance-based incentives have a strong positive 
effect on learners. 

3.50-4.49 Moderately Agree The performance-based incentives have a moderate positive 
effect on learners. 

2.50-3.49 Moderately Disagree The performance-based incentives have a low positive effect 
on learners. 

1.50-2.49 Strongly Disagree The performance-based incentives have a very minimal 
positive effect on learners. 

1.0-1.49 Very Strongly 
Disagree 

The performance-based incentives have no or an almost 
negligible effect on learners. 

The second instrument was adapted from a standardized DepEd Order No. 2, s. 2015. It has 7 
indicators: retention, completion, graduation, promotion, repetition, drop-out, and failure. To assess 
the level of school performance, the rating scale below was used: 

Rating Verbal Description Interpretation 

100%-95% (5) Excellent This level represents the highest level of performance and 
indicates that the school has exceeded expectations on a 
particular KPI. 

94%-90% (4) Good This level represents a level of performance that meets 
expectations and indicates that the school is performing 
well on a particular KPI. 

89%-85% (3) Satisfactory This level represents a level of performance that is 
adequate, but may have room for improvement. 

84%-80% (2) Needs of 
Improvement 

This level represents a level of performance that falls below 
expectations and indicates that the school needs to take 
action to improve its performance on a particular KPI. 

79%-Below (1) Poor This level represents the lowest level of performance and 
indicates that the school's performance is significantly 
below expectations on a particular KPI. 

The third instrument, which measured job satisfaction among public school teachers, was adapted 
from the Job Satisfaction Level of K To 12 Teachers Utilizing Multiple Statistical Tools by Glorineil, 
Romero Ph.D. and Dr. Nimrod F. Bantigue (2017). It has four indicators: security, work environment, 
job responsibilities, and community attachments/linkages. To assess the level of job satisfaction, the 
rating scale below was used: 

Range Description Interpretation 

5.50-6.00 Very Strongly Agree Extremely High- This indicates that respondents are 
overwhelmingly satisfied with their job. 

4.50-5.49 Strongly Agree Very High- This shows that respondents are highly satisfied, 
though with minor areas for improvement. 
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3.50-4.49 Moderately Agree Fairly High- This suggests that respondents feel moderately 
satisfied but may have some notable concerns. 

2.50-3.49 Moderately Disagree Fairly Low- This implies that respondents have a low level 
of satisfaction, with several concerns affecting their job 
experience. 

1.50-2.49 Strongly Disagree Very Low- This reflects that respondents are highly 
dissatisfied, with major issues impacting their job 
satisfaction. 

1.0-1.49 Very Strongly 
Disagree 

Extremely Low- This signals that respondents feel extremely 
dissatisfied or experience almost no satisfaction in their job. 

Ethical Considerations 

This study strictly adhered to ethical standards to protect the rights, dignity, and welfare of all teacher 
participants in accordance with the Data Privacy Act of 2012 and the guidelines of the RMMC Ethics 
and Review Committee. Participation was voluntary, with respondents fully informed about the 
study's purpose, procedures, benefits, and their right to withdraw at any time without penalty. Privacy 
and confidentiality were ensured through anonymous data collection, secure storage of research 
records, and the reporting of results in aggregate form only. The study involved minimal risk, avoided 
any form of coercion, deception, data fabrication, falsification, or plagiarism, and maintained 
transparency throughout the research process. Necessary permissions were secured from the 
appropriate educational authorities and school administrators before data collection. Furthermore, no 
conflict of interest was declared, and authorship was based on actual scholarly contributions to 
uphold academic integrity and research credibility. 

3. Results and Discussion 

This chapter deals with the presentation, analysis, and interpretation of the data gathered in the 
study. 

Common Performance-Based Incentives 

Table 2 shows that the common performance-based incentives and their perceived impact were 
generally rated as Moderately Agree (M = 3.80). Among the indicators, Performance-Based Financial 
Rewards received the highest mean score (M = 4.40), indicating that financial incentives are perceived 
as the most effective motivator. Recognition and Appreciation followed with a mean of 3.90, 
suggesting that acknowledgment and praise also contribute positively to performance. In contrast, 
Opportunities for Career Advancement obtained the lowest mean score (M = 3.00), implying that 
career growth opportunities are perceived as less influential compared to financial and recognition-
based incentives. Overall, the findings indicate that performance-based incentives have a moderate 
positive impact on motivation and performance. 

Table 2. Common Performance-Based Incentives 

INDICATORS MEAN DESCRIPTION 

Performance-Based Financial Rewards 4.4 Moderately Agree 

Recognition and Appreciation 3.9 Moderately Agree 

Opportunities for Career Advancement 3.0 Moderately Agree 

TOTAL 3.8 Moderately Agree 
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Level of School Performance 

Table 3 shows that the overall level of school performance was Satisfactory (88.3%). Among the key 
performance indicators, Completion Rate obtained the highest score (91%), followed by Repetition 
Rate (92%), both interpreted as Good, indicating that most learners successfully complete their 
educational level and progress without repeating grades. Meanwhile, Retention (86%), Graduation 
(89%), Promotion (87%), Drop-out (88%), and Failure (85%) rates were rated Satisfactory, 
suggesting that the school is generally meeting expected performance standards but still has areas 
that require improvement. Overall, the findings indicate that the school demonstrates satisfactory 
performance in supporting learners' academic progress and achievement. 

Table 3. Level of School Performance 

INDICATORS RATING DESCRIPTION 

Retention 86 Satisfactory 

Completion 91 Good 

Graduation 89 Satisfactory 

Promotion 87 Satisfactory 

Repetition 92 Good 

Drop-out 88 Satisfactory 

Failure 85 Satisfactory 

TOTAL 88.3 Satisfactory 

Level of Job Satisfaction 

Table 4 shows that the overall level of job satisfaction among respondents was high, with an overall 
mean score of 4.50, interpreted as Strongly Agree. Among the indicators, Job Responsibilities obtained 
the highest mean score (M = 4.70), followed by Community Attachments/Linkages (M = 4.60) and 
Security (M = 4.50), all interpreted as Strongly Agree. These findings indicate that respondents are 
highly satisfied with their assigned duties, relationships with the community, and job stability. In 
contrast, Work Environment received the lowest mean score (M = 4.00), which falls under Moderately 
Agree, suggesting that although respondents are generally satisfied with their workplace conditions, 
there is still room for improvement. Overall, the results reflect a positive level of job satisfaction 
among the respondents. 

Table 4. Level of Job Satisfaction 

INDICATORS MEAN DESCRIPTION 

Security 4.5 Strongly Agree 

Work Environment 4.0 Moderately Agree 

Job Responsibilities 4.7 Strongly Agree 

Community Attachments/ Linkages 4.6 Strongly Agree 

TOTAL 4.5 Strongly Agree 

Significant Relationship Between Performance-Based Incentives and School Performance 
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Table 5 shows a significant relationship between performance-based incentives and school 
performance. The computed correlation coefficient (r = 0.84) is substantially higher than the critical r-
value (0.120), leading to the rejection of the null hypothesis. This indicates a strong positive 
relationship between the two variables, suggesting that higher levels of performance-based incentives 
are associated with improved school performance. The findings imply that effective incentive systems 
can contribute positively to school outcomes and overall educational success. 

Table 5. Significant Relationship Between Performance-Based Incentives and School Performance 

Score Df 

n-2 

rx-value 

233 

Decision Analysis 

Computed Tabular 

Performance-Based 
Incentives 

vs 

School Performance 

231 0.84 0.120 Reject null 
hypothesis 

Significant 

Significant Relationship Between Performance-Based Incentives and Job Satisfaction 

Table 6 shows a significant relationship between performance-based incentives and job satisfaction. 
The computed correlation coefficient (r = 0.82) is considerably higher than the critical r-value (0.120), 
leading to the rejection of the null hypothesis. This indicates a strong positive relationship between 
the two variables, suggesting that higher levels of performance-based incentives are associated with 
greater job satisfaction. The findings imply that effective incentive systems contribute positively to 
employees' motivation, sense of fulfillment, and overall satisfaction in their work. 

Table 6. Significant Relationship Between Performance-Based Incentives and Job Satisfaction 

Score Df 

n-2 

rx-value 

233 

Decision Analysis 

Computed Tabular 

Performance-Based 
Incentives 

vs 

Job Satisfaction 

231 0.82 0.120 Reject null 
hypothesis 

Significant 

Discussion 

Common Performance-Based Incentives 

The findings reveal that performance-based incentives are moderately practiced and are perceived to 
have a moderate positive effect on learners and educational outcomes. Financial rewards received the 
highest rating, followed by recognition and appreciation, while opportunities for career advancement 
obtained the lowest rating, indicating that respondents generally view incentives as beneficial but not 
highly effective. This suggests that although performance-based incentives contribute to teacher 
motivation, productivity, and improved learner outcomes, their impact may be limited by 
implementation challenges and unequal access to professional growth opportunities. These findings 
support Expectancy Theory, which posits that individuals are motivated when they believe their 
efforts will lead to desirable performance outcomes and meaningful rewards. Related studies indicate 
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that performance-based incentives can enhance teacher motivation, job satisfaction, and instructional 
effectiveness when supported by fair evaluation systems and professional development opportunities 
(Hobson et al., 2021; Mitani, 2025). However, concerns regarding fairness, sustainability, and 
disparities in school resources may reduce their effectiveness (Lin et al., 2022; Sumanasena & 
Mohamed, 2022; Weisbrod, 2025). In the Philippine context, incentive programs such as the 
Performance-Based Bonus aim to improve teacher performance and student achievement, yet 
differences in resources and working conditions may affect their implementation and outcomes 
(Luzon, 2022; Torneo & Mojica, 2019). Overall, the findings suggest that performance-based 
incentives are valuable motivational tools, but their effectiveness can be enhanced through more 
equitable, transparent, and supportive implementation. 

Level of School Performance 

The findings indicate that the level of school performance is satisfactory, suggesting that schools are 
meeting acceptable standards in key areas such as retention, completion, graduation, promotion, 
drop-out, and failure rates. While this reflects adequate support for student progress and academic 
success, the results also highlight opportunities for further improvement to achieve higher levels of 
performance. Respondents generally perceive school performance as satisfactory, recognizing that 
schools are fulfilling their basic educational objectives but still require strengthened instructional 
practices, student support systems, and engagement strategies to enhance outcomes. These findings 
are consistent with studies showing that performance-based incentives can positively influence school 
performance when aligned with meaningful goals and supported by effective educational policies and 
resources (Duran, 2025; Shin et al., 2024). However, the success of such initiatives depends on a 
supportive educational environment, adequate resources, and opportunities for professional 
development, which help improve teacher effectiveness and student achievement (Spring, 2019; 
Hussain et al., 2022; Kelchen et al., 2024). Furthermore, research suggests that incentive systems 
should be carefully designed to complement intrinsic motivation and sustain long-term improvements 
in performance (Fabella et al., 2022; Han et al., 2022). Overall, the findings suggest that while school 
performance is satisfactory, continuous improvement efforts are necessary to achieve higher levels of 
educational quality and learner success. 

Level of Job Satisfaction 

The findings reveal a very high level of job satisfaction among respondents, indicating that they are 
highly satisfied with their work, particularly in terms of job responsibilities, community attachments 
and linkages, and job security. This suggests that respondents feel motivated, fulfilled, and engaged in 
their professional roles, which can contribute to improved performance and a positive school 
environment. These findings support Herzberg's Two-Factor Theory, which emphasizes that job 
satisfaction is influenced by both motivator factors, such as achievement, recognition, and 
responsibility, and hygiene factors, such as work conditions and job security. The high level of 
satisfaction observed in this study suggests that motivator factors are strongly present, while the 
relatively lower rating for work environment indicates areas that may still require improvement. 
Related studies affirm that teachers who experience supportive working conditions, recognition, 
positive professional relationships, and opportunities for growth tend to report higher levels of job 
satisfaction, motivation, and commitment to their work (Aksoy & Şahin, 2022; Keltu, 2024; Erwin et 
al., 2021; McGee et al., 2023). Furthermore, adequate resources, manageable workloads, and strong 
administrative support have been identified as essential factors in sustaining teacher satisfaction and 
effectiveness (Balondo et al., 2024; Hungo et al., 2024). Overall, the findings suggest that maintaining a 
supportive and rewarding work environment is vital for sustaining high levels of job satisfaction and 
enhancing educational outcomes. 

Significant Relationship Between Performance-Based Incentives and School Performance 
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The findings reveal a significant positive relationship between performance-based incentives and 
school performance, indicating that higher levels of incentives are associated with improved school 
outcomes. This suggests that rewards, recognition, and opportunities for professional growth 
motivate teachers and staff to enhance their performance, which contributes to better retention, 
promotion, completion, and graduation rates. The findings support Expectancy Theory, which explains 
that individuals are motivated when they believe their efforts will lead to desirable rewards. Related 
studies also confirm that effective and fair incentive systems can improve teacher motivation, 
instructional practices, and overall school performance (Lavy, 2020; Aydin Sünbül & Aslan Gördesli, 
2021; Oco, 2022). Overall, the results highlight the importance of well-designed performance-based 
incentives in improving educational outcomes. 

Significant Relationship Between Performance-Based Incentives and Job Satisfaction 

The findings reveal a significant positive relationship between performance-based incentives and job 
satisfaction, indicating that higher levels of incentives are associated with greater employee 
satisfaction. This suggests that when teachers and staff receive fair rewards, recognition, and 
opportunities for professional growth, they are more likely to feel motivated, valued, and fulfilled in 
their work. The findings support Herzberg's Two-Factor Theory, which emphasizes that motivators 
such as achievement, recognition, and advancement contribute to higher job satisfaction. Related 
studies also show that performance-based incentives, particularly financial rewards and recognition 
programs, can enhance employee motivation, job satisfaction, and retention by acknowledging and 
rewarding good performance (Cohodes et al., 2023; Hirshleifer, 2021; Ortagus et al., 2023; Ryu & 
Jinnai, 2021). Overall, the results highlight the importance of effective incentive systems in promoting 
teacher satisfaction and sustaining a motivated workforce. 

4. Conclusion and Recommendations 

Conclusion 

Based on the results, the following conclusions were established: Performance-based incentives have 
a significant and positive impact on both school performance and job satisfaction. The findings 
revealed that among the incentive indicators, performance-based financial rewards were perceived as 
the most influential, followed by recognition and appreciation, and opportunities for career 
advancement, all contributing to a moderate level of agreement regarding their effectiveness. 
Meanwhile, school performance indicators collectively demonstrated a satisfactory level, suggesting 
that while educational outcomes are generally acceptable, there remains room for improvement. 
Furthermore, job satisfaction among respondents was found to be high, particularly in areas of job 
responsibilities, security, and community attachments, although the work environment showed 
slightly lower satisfaction. These results suggest that effective and well-implemented incentive 
systems enhance employee motivation and overall performance. 

Recommendations 

Based on the conclusions of this study, it is recommended that the Department of Education (DepEd), 
school administrators, and teachers take deliberate actions to strengthen the implementation of 
performance-based incentive systems. DepEd may continue refining these programs to ensure 
fairness, transparency, and alignment with improving teacher performance and learner outcomes. 
Policies may be carefully reviewed and monitored to guarantee that rewards are distributed 
equitably. Moreover, school administrators and school heads are encouraged to diversify both 
monetary and non-monetary incentives to promote teacher motivation and professional satisfaction. 
Incentives such as awards, recognition, and opportunities for career advancement should be designed 
to appreciate teachers' efforts and encourage continuous improvement. By incorporating a 
combination of rewards, administrators can foster a supportive and empowering work environment 
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that inspires teachers to excel. For future researchers, it is recommended to explore the long-term 
impact of performance-based incentives on teacher motivation, student achievement, and overall 
school performance. Further studies may focus on comparing the effectiveness of monetary, non-
monetary, and community-based incentives in different educational settings. 

Compliance with ethical standards 
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