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Effective Incentives for the School Principals in a Performance-based Financing Scheme
 	The outcomes of a study that reveals third of the graduates in the D.C Public High Schools should not have graduated because of systematic manipulation of the grading system, attendance register, and lenient policies exhibit inefficiencies in the current calibers in the incentive schemes. The report further exemplifies that scheme to reward institutions that achieve an ‘excellent’ or ‘recommended’ ratings receive higher budgetary incentives contrary to those rated ‘need-improvement’. Consequently, institutions that include Ballou manipulate the grading system to graduate the entire class irrespective of significant absenteeism among the students (Segraves, 2018). Therefore, the education reforms should integrate a principal-agent theory construct to design incentives for the school principals. 
Effective Incentives for the School Principals 
Therefore, notable incentive schemes to hedge against manipulation of the grading systems and attendance register among the school principals include monetary, non-monetary, as well as perverse models. First, a monetary incentive scheme involves the direct and indirect benefits to motivate the school principals to bolster the performance levels (Chapman, 2009). A direct-monetary motivator relates to the salaries and allowances accorded to the school principals, which aim to retain the officers to the current job position (ibid). Equally, indirect-monetary incentives regard to the financial resources that are available to the school principals to include professional support amenities, subsidized housing, transportation, and food. 
Further, the monetary incentive schemes merit because of flexibility in implementing respective packages. For example, a District School authority can resolve to avail an individual merit pay to reinforce the behavior of an exceptional school principal using the bonus for consistency in performance (Craig, Imberman, & Perdue, 2014). A group-merit pay incentive provides an alternative model to reward a cluster of school principals who achieved certain efficacy scores. Moreover, a competitive-package incentive pits school principals into a competition to win the ultimate prize that includes a promotion or cash-prize (Chapman, 2009). The monetized incentive schemes have a generic application across the multiple sectors of an economy, which guarantee a return on investment when used in the education sector. 
Secondly, a non-monetized incentive scheme can merit because it facilitates cost saving and enhances flexibility. A non-monetary scheme hedges the principal party against financial constraints because of the low-cost attributes necessary to achieve sustainable outcomes (Chapman, 2009). The profound non-monetized incentive programs that yield positive outcomes among the agent elements include recognition, preferential treatment, effective instructional supports, and continuous improvement of the working conditions (ibid). Provision of non-monetary and monetized incentive models requires regular reviews to harness suitability to dynamism in the education sector. 
Factors that Improve the Incentive Schemes
The three conditions necessary to achieve sustainable outcomes from a particular incentive program address possible resentments and inconsistent outcomes, which manifest pertinent challenges. First, a particular incentive program should elicit benefits that demonstrate fundamental value from a school principal perspective (Chapman, 2009). Availing multiple programs to the school principal bolsters efficiency of the incentive schemes because different agents exude varied preferences. Second, the designed incentive schemes should elicit short-term benefits to the school principals to facilitates the latter recognize the connection with the reward promptly and eliminate intermit supervision (Craig, Imberman, & Perdue, 2014). Third, adequate rationality and accuracy in awarding the agent who best-demonstrate outstanding behavior is a vital intervention to hedges against resentment from the other candidates.  
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