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A STUDY OF SOME CHARACTERISTICS OF CHIPPEWA VALLEY 
PUBLIC SCHOOL TEACHERS AND THEIR ATTITUDES 

TOWARD MERIT PAY

Michael D. Samulski ,  Ed.D.

Western Michigan U n i v e r s i t y ,  1987

The p u r p o s e  o f  t h i s  s t u d y  was t o  d e t e r m i n e  i f  t h e r e  i s  a r e l a ­

t i o n s h i p  between c e r t a i n  pe r s o n a l  c h a r a c t e r i s t i c s ,  e duc a t iona l  back­

ground, and e d u c a t io n a l  p h i lo s o p h i c a l  op in ions  o f  t e a c h e r s  and t h e i r  

l e v e l  o f  support  of  m e r i t  pay and r e l a t e d  forms of  compensation. I t  

was a l s o  t h e  p u r p o s e  o f  t h i s  s t u d y  t o  d e t e r m i n e  i f  t h e r e  i s  a r e l a ­

t i o n s h i p  b e tw e e n  p e r s o n a l  c h a r a c t e r i s t i c s ,  e d u c a t io n a l  background,  

and e d u c a t io n a l  p h i lo s o p h i c a l  op in ions  of  t e a c h e r s  and the  e x te n t  to  

which  t h e y  t h i n k  m e r i t  pay has  an e f f e c t  on l e a r n i n g .  T e a c h e r s  in  

t h e  Chippewa V a l l e y  S c h o o l s  i n  Macomb County ,  M ic h ig a n ,  were  t h e  

su b je c t  of  t h i s  s tudy.

A s u r v e y  q u e s t i o n n a i r e  was s e n t  t o  a l l  t e a c h e r s  i n  t h e  s c h o o l  

d i s t r i c t .  The re  w e re  f o u r  s e c t i o n s  t o  t h e  s u r v e y .  The f i r s t  t h r e e  

s e c t i o n s  g a t h e r e d  d a t a  r e l a t e d  t o  p e r s o n a l  c h a r a c t e r i s t i c s ,  educa­

t i o n a l  background, and e d u c a t io n a l  p h i lo s o p h i c a l  op in ions of  t each ­

e r s .  The f o u r t h  s e c t i o n  was d u a l  s c a l e d  w i t h  t e a c h e r s  r e s p o n d i n g  

t w i c e .  V a r io u s  fo rm s  o f  m e r i t  pay were  d e s c r i b e d  and r e s p o n d e n t s  

i n d ic a te d  f i r s t  t h e i r  l e v e l  of  suppor t  for  t h a t  type of  m er i t  pay and 

second, the e x te n t  they thought  t h i s  form of  m e r i t  pay would have on 

s t u d e n t  l e a r n i n g .  The b a s i c  f o r m a t  f o r  t h i s  r e s e a r c h  u s e s  a
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c o r r e l a t i o n a l  design .

I t  was found t h a t  when tea c he rs  c ons ide r  m e r i t  pay and r e l a t e d  

compensation,  t h e i r  op in ions a re  more l i k e l y  to  be r e l a t e d  to  t h e i r  

e d u c a t i o n a l  p h i l o s o p h y  t h a n  t h e i r  p e r s o n a l  o r  e d u c a t i o n a l  s t a t u s .  

P e r s o n a l  c h a r a c t e r i s t i c s  such  as  a g e ,  s e x ,  o r  m a r i t a l  s t a t u s  o r  

e d u c a t io n a l  background such as l e v e l  of  t ea c h in g ,  type of  degree ,  or 

f requency of  i n - s e r v i c e  a re  not  s i g n i f i c a n t l y  r e l a t e d  to  t h e i r  l e v e l  

o f  suppor t  of  m e r i t  pay. The ir  opinions  of  what e f f e c t  m e r i t  pay has 

on l e a r n in g  a l s o  c l o s e l y  match t h e i r  l e v e l  of  support  fo r  m e r i t  pay.

P e r f o r m a n c e  i n c e n t i v e  p ro g ra m s  f o r  t e a c h e r s ,  e x c e p t  p e r h a p s  

s a l a r y  m e r i t ,  a r e  r a t h e r  new. More r e s e a r c h  n e e d s  t o  be done ,  p a r ­

t i c u l a r l y  i n  s c h o o l  d i s t r i c t s  t h a t  have m e r i t  pay  p r o g r a m s .  T h i s  

s t u d y  was done i n  one com munity and,  o f  c o u r s e ,  i s  n o t  e x h a u s t i v e .  

S i m i l a r  s t u d i e s  in  r u r a l  or  m e t r o p o l i t a n  a reas  should be conducted. 

D i f f e r e n t  g e o g r a p h i c  r e g i o n s  o f  t h e  c o u n t r y  m i g h t  be s t u d i e d  to  

d e t e r m i n e  i f  t h e r e  would  be d i f f e r e n c e s  i n  a t t i t u d e s  t o w a r d  m e r i t  

pay.
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CHAPTER I 

STATEMENT OF THE PROBLEM 

I n t r o d u c t i o n

Educa t ion in  the United S t a te s  i s  in the m id s t  o f  an e d u c a t io n a l

re fo rm movement. Pub l ic  schools  are  the o b j e c t  o f  much a t t e n t i o n  and

t h e r e  i s  s i g n i f i c a n t  concern about  the q u a l i t y  and e x c e l l e n c e  of  the

s c h o o l s .  A c c o r d in g  t o  t h e  U.S. D e p a r tm e n t  o f  E d u c a t i o n  (1983) ,

Americans w i l l  remember 1983.

D u r in g  t h a t  y e a r  deep p u b l i c  c o n c e r n  a b o u t  t h e  n a t i o n ' s  
f u t u r e  c r e a t e d  a t i d a l  wave of  school  re form which promises  
t o  r enew  A m e r ic an  e d u c a t i o n .  C i t i z e n s  p e r p l e x e d  ab o u t  
s o c i a l ,  c i v i c  and economic d i f f i c u l t i e s ,  tu rned  to  educa­
t i o n  as  an a n c h o r  o r  hope f o r  t h e  f u t u r e  o f  t h e i r  n a t i o n  
and t h e i r  c h i l d r e n ,  (p. 11)

There has been f requen t  c r i t i c i s m  about the  q u a l i t y  of  t each in g  

by the  gene ra l  p u b l i c ,  whi le  the educat ion  p r o f e s s io n ,  l i k e  o t h e r s ,  

c o n t e n d s  t h a t  n o t h i n g  can  be done b e t t e r  w i t h o u t  more money. Some 

t ea c h e r  l abo r  groups have the c o nv ic t ion  t h a t  improved educa t io n  i s  

not  worth c o n s id e r in g  un less  l a rge  sums of  money a re  made a v a i l a b l e  

f o r  i n c r e a s e d  s a l a r i e s .  T e a c h e r  u n io n s  a r e  c o m m i t t e d  t o  t h e  u n i o n  

d o c t r i n e  t h a t  a l l  em p lo y e es  must  be t r e a t e d  and c o m p e n s a t e d  a l i k e  

even though some do more or  b e t t e r  work than o th e r s .

A p o s i t i o n  o f t e n  taken by the gene ra l  p u b l i c  i s  t h a t  they would 

be w i l l i n g  t o  f i n a n c e  an i n c r e a s e  i n  e d u c a t i o n  f u n d i n g  i f  t h e y  had 

some r e a s o n a b l e  a s s u r a n c e  t h a t  t h e  i n c r e a s e  i n  e d u c a t i o n  f u n d in g

1
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2

would, indeed, improve the  q u a l i t y  o f  educat ion .  In a r ec e n t  s tudy 

o f  secondary school  reform (Freeman, Cusick,  & Houang, 1985), i t  was 

found t h a t  72% of  the  respondent s  were w i l l i n g  to  pay inc reased  taxes  

f o r  e d u c a t i o n a l  r e f o r m s  i f  t h e  money was e a rm a r k e d  f o r  t h e i r  p r e ­

f e r r e d  r e f o r m s .  I t  was a l s o  found t h a t  t h e  p u b l i c  and i t s  v a r i e d  

com ponen ts  were  w i l l i n g  to  s u p p o r t  s t a n d a r d s  f o r  s c h o o l s  and were 

examining i n d i c a t o r s  of  Low schools  met those s tandards .  The p u b l ic  

seems w i l l i n g  to  pay the pe r s o n a l ,  s o c i a l ,  and f i n a n c i a l  c o s t s  t h a t  

accompany t h o s e  r e f o r m s .  T h i s  p o s i t i o n  i s  a l s o  s u p p o r t e d  by some 

s t a t e s '  depa rtment  of  educa t ion  and some n a t i o n a l  groups.  I t  i s  not  

l i k e l y  t h a t  a l a r g e  i n f u s i o n  o f  d o l l a r s  w i l l  be d i r e c t e d  t o w a r d  

educa t ion  wi thou t  some assu rances  of  improved r e s u l t s .  S t a t e s  such 

as Tennessee, Kentucky, and C a l i f o r n i a  who have gran ted  l a rg e  t ea c h e r  

s a l a r y  i n c r e a s e s  in  an a t t e m p t  to improve educa t ion  have t i e d  these  

i n c r e a s e s  to  t e a c h e r  a c c o u n t a b i l i t y  in  the form of  m e r i t  pay.

T he re  has  r e c e n t l y  been  a s t r o n g  i n t e r e s t  f o r  i m p r o v in g  th e  

e d u c a t i o n a l  s y s t e m  o f  t h e  U n i t e d  S t a t e s .  T h i s  c o n c e r n  has  been  

coming from a l l  q u a r t e r s .  P a re n t s ,  l e g i s l a t o r s  a t  both the  s t a t e  and 

n a t i o n a l  l e v e l ,  i n v e s t i g a t o r y  commissions,  and teach in g  p r o f e s s i o n a l s  

have c a l l e d  fo r  h igher  s tanda rds .  That these  groups are  looking fo r  

h igher  t e a c h e r  s tanda rds  to  improve educa t ion  i s  commonly accep ted .  

The p u b l i c ,  however , i s  w i l l i n g  to  pay for  exc ep t io n a l  t each ing  not 

m e d i o c r e  t e a c h i n g .  A r e c e n t  U.S. House o f  R e p r e s e n t a t i v e s  (1983)  

Meri t  Pay Task Force Report sa id :

The o p p o r tu n i ty  for  economic improvement and p r o f e s s io n a l  
advancement should not  be dependent  on moving in to  school 
a d m i n i s t r a t i o n .  A s u p e r i o r  t e a c h e r  s h o u ld  be a b l e  t o
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r e c e i v e  a s u p e r i o r  s a l a r y .  No s t a t e  pays  a good t e a c h e r  
more t h a n  an a v e r a g e  o r  a poor  t e a c h e r .  P o l l s  have  shown 
t h a t  t h e  p u b l i c  r e g a r d s  t h i s  f a c t  as  an im p e d im e n t  t o  
improving tea c he r  performance,  (p. 6)

Recent ly  th e re  have been s e v e r a l  r e p o r t s  i s sue d  on the q u a l i t y  

o f  A m e r ic an  e d u c a t i o n .  R e p o r t s  f rom th e  N a t i o n a l  Com m iss io n  on 

Exce l l ence  i n  Educat ion,  A Nat ion  a t  Risk: The Im p e r a t iv e s  fo r  Edu­

c a t i o n a l  Reform; Educat ion Commission of  the  S t a t e s ,  Task Force on 

Educa t ion fo r  Economic Growth, Ac t ion fo r  E x c e l l e n c e :  A Comprehen­

s i v e  P l a n  t o  Im prove  Our N a t i o n ' s  S c hoo l s ; the Carnegie  Foundat ion 

r e p o r t  e n t i t l e d  The Condit ions  o f  Teaching: A S t a t e  by S t a t e  A n a l y ­

s i s ; N a t iona l  Science Boards,  Commission on P r e c o l l e g e  Educa t ion in 

Mathematics ,  Science,  and Technology e n t i t l e d  Educa t ing Americans fo r  

t h e  2 1 s t  C e n t u r y ; and t h e  M e t r o p o l i t a n  L i f e  Survey o f  the  American 

Teacher  a re  a few of  the  r e c e n t  r e p o r t s  add re s s ing  the  c o n d i t io n s  o f  

educa t ion  in  the United S t a t e s .  A common recommendat ion found in  the 

above r e p o r t s  and in  o th e r  r e p o r t s  i s  the  recommendation fo r  a system 

of  m e r i t  pay fo r  t ea c h e rs .

In  a r e p o r t  pub l ished  by the  Na t iona l  Commission on Exce l l ence  

in  Educa t ion (1983), i t  i s  s t a t e d  t h a t :

S a l a r i e s  f o r  t h e  t e a c h i n g  p r o f e s s i o n  s h o u l d  be i n c r e a s e d  
and should be p r o f e s s i o n a l l y  c o m p e t i t iv e ,  m a r k e t - s e n s i t i v e  
and p e r f o r m a n c e  b a s e d .  S a l a r y ,  p r o m o t i o n s ,  t e n u r e ,  and 
r e t e n t i o n  d e c i s io n s  should be t i e d  to  an e f f e c t i v e  ev a lu a ­
t i o n  s y s t e m  t h a t  i n c l u d e s  p e e r  r e v i e w  so t h a t  s u p e r i o r  
t e a c h e r s  can be rewarded,  average ones encouraged, and poor 
ones e i t h e r  improved or  t e rm ina te d ,  (p. 30)

Reagan ( c i t e d  in  " P re s iden t  C r i t i z e s  T e a c h e r s , "  1983) a l s o  em braced

the p o s s i b i l i t y  o f  m e r i t  pay and advocated i t s  adop t ion  as the main

v e h ic l e  fo r  change in  educa t ion .  He s t a t e d :
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We spend more money per  c h i l d  fo r  educat ion  than any o t h e r  
c o u n t r y  i n  t h e  w o r l d — we j u s t  a r e n ' t  g e t t i n g  o u r  money 's  
w o r t h .  . . . T e a c h e r s  s h o u ld  be p a i d  and p ro m o te d  on t h e  
b a s i s  o f  t h e i r  m e r i t .  . . . H a r d - e a r n e d  t a x  d o l l a r s  s h o u l d  
e n c o u r a g e  t h e  b e s t .  They have no b u s i n e s s  r e w a r d i n g  i n ­
competence and m ed ioc r i ty ,  (p. Al)

The c u r r e n t  r e p o r t s ,  as  w e l l  as  p r o p o s a l s  f rom s t a t e  g o v e r n o r s  and 

o t h e r  p u b l i c  o f f i c i a l s  fo r  some form o f  m er i t  pay as a way of  improv­

in g  e d u c a t i o n ,  have  p l a c e d  new p r e s s u r e s  on s c h o o l  o f f i c i a l s  t o  

develop some workable  m e r i t  and/or  in ce n t iv e  p lan  fo r  t e a c h e r s .  At 

the ve ry  l e a s t ,  t h e r e  needs to  be an i n v e s t i g a t i o n  of  the p o s s i b i l i t y  

o f  t h e s e  p lans .

Though t h e s e  r e p o r t s  g e n e r a t e d  a h i g h  l e v e l  o f  i n t e r e s t  and 

support  in  e d u c a t io n a l  c i r c l e s  and the  genera l  p u b l i c ,  not  everyone 

agreed w i th  t h e i r  f in d in g s .  Caut ion must be e x e rc i s e d  to  not  assume 

they r e p r e s e n t  a b s o lu t e  answers ,  f o r  in  many i n s t a n c e s  they mere ly  

r e p r e s e n t  t h e  s u m m a r i e s  o f  i n v e s t i g a t o r s .  N e v e r t h e l e s s ,  t h e y  d i d  

s t i m u l a t e  i n t e r e s t  i n  educa t ion  and brought  about  a new i n t e r e s t  in  

m e r i t  pay.

To a c t  c o n s t r u c t i v e l y ,  school  o f f i c i a l s  need f a c t s  and in fo rma­

t i o n  r eg a rd in g  m e r i t  pay to  approach t h i s  i s sue  w i t h  knowledge. I t  

i s  im por tan t  t h a t  the  concerns fo r  q u a l i t y  e duc a t ion  be d i r e c t e d  in  a 

p o s i t i v e  way to  b r in g  l a s t i n g  improvements in  American educa t ion .  I t  

i s  t h e  p u r p o s e  o f  t h i s  r e s e a r c h  t o  g a t h e r  i n f o r m a t i o n  t o  a s s i s t  i n  

t h e  a n a l y s i s  o f  t h e  m e r i t  pay i s s u e .  I f  b o a r d s  o f  e d u c a t i o n  a r e  t o  

respond to  the v a r i o u s  groups support ing  m e r i t  pay they  need to  know 

how i t  i s  t o  be i n s t i t u t e d ,  w i t h  whom i t  has  g r e a t e s t  s u p p o r t ,  and 

the p o s s i b i l i t y  of  i t s  success  i n  t h e i r  d i s t r i c t .
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Background and Need

Those d i r e c t l y  and i n d i r e c t l y  involved in  e duca t ion ,  as w e l l  as 

those who have v a r io u s  p o l i t i c a l  and i d e o l o g ic a l  i n c l i n a t i o n s ,  e i t h e r  

s u p p o r t  o r  r e j e c t  c o n c e p t s  o f  m e r i t  pay f o r  t e a c h e r s  r a t h e r  t h a n  

s p e c i f i c  i s s u e s .

Many proponents  who want school  improvement,  bu t  who f e e l  t h a t  

t h e  m a j o r i t y  o f  t e a c h e r s  a r e  i n a d e q u a t e  o r  m e d i o c r e ,  s e e  m e r i t  pay 

p l a n s  as  an o p p o r t u n i t y  t o  r e w a r d  good t e a c h e r s  and m a i n t a i n  t h e  

s t a t u s  o f  the mediocre  or  poor t ea c h e rs .  Some advocates  of  m e r i t  pay 

see an o p p o r tu n i ty  to  prov ide  t e a c h e r s  r e c o g n i t i o n ,  h igher  s a l a r i e s ,  

a t t r a c t  more q u a l i f i e d  t e a c h e r s ,  and improve s tu d e n t  l ea rn ing .  Many 

educa to rs  who, i n  the  p a s t ,  have not  been suppo r t ive  of m e r i t  pay a re  

now g i v i n g  a t t e n t i o n  and s h a r i n g  an i n t e r e s t  i n  some fo rm o f  m e r i t

pay.

H i s t o r i c a l l y ,  bo th  the  American Fe d e ra t io n  of  Teachers  (AFT) and 

the  Na t io na l  Educat ion  A s s o c ia t io n  (NEA) have taken  a s t r ong  p o s i t i o n  

a g a in s t  m e r i t  pay fo r  t e a c h e r s .  In  an undated pamphlet  pub l ished  by 

the AFT, Megel,  a p a s t  p r e s i d e n t  of  the  union,  s t a t e d  t h a t  the Ameri­

can  F e d e r a t i o n  o f  T e a c h e r s  has  v i g o r o u s l y  opposed  t h i s  s p e c i o u s  

p r a c t i c e  for  more than  50 years .  M er i t  r a t i n g s ,  he sa id ,  were educa­

t i o n a l l y  and p r o f e s s i o n a l l y  unsound. Megel concluded t h a t  no way for  

r a t i n g  the  e f f e c t i v e n e s s  of  one t e a c h e r  a g a in s t  ano ther  on a d o l l a r -  

and-cen ts  b a s i s  has eve r  been devised.

Shanker (1983), the c u r r e n t  p r e s i d e n t  of  the  AFT, a l s o  condemned 

m e r i t  pay p lans  as having no m e r i t ,  being  o ld  and wi th  bad i d ea s ,  and
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b e i n g  u n w o r k a b le .  W r i t i n g  i n  t h e  New York T i m e s , he r e v i e w e d  r e ­

s e a r c h  from t h e  b u s i n e s s  s e c t o r  t o  show t h a t  t h e r e  i s  no m e r i t  i n  

m e r i t  pay fo r  t ea c h e rs .

The N a t io n a l  Educat ion A ssoc ia t ion  has,  through the  y e a r s ,  op­

posed pl ans  to  compensate  t ea c h e rs  on the b a s i s  o f  t h e i r  performance.  

In  an i n t e r v i e w  w i t h  W hite  (1983) ,  F r e e t a g ,  v i c e - p r e s i d e n t  o f  NEA 

s a i d  t h a t  m e r i t  pay  h a s n ' t  worked y e t .  I t  has  b e e n  s u b j e c t e d  t o  a 

l o t  o f  p o l i t i c a l  i n f l u e n c e  and p a t r o n a g e  and a b u s e .  He a l s o  s a i d  

t h a t  NEA should be r e l u c t a n t  to  accept  m e r i t  pay p lans  because o f  the 

management s t r u c t u r e .

I t  h a s  b e e n  n o t i c e d ,  h o w e ve r ,  t h a t  t h e r e  ha s  r e c e n t l y  b e e n  a 

s o f t e n i n g  o f  b o t h  l a b o r  g ro u p s  t o w a r d  m e r i t  pay .  Both  u n i o n s  have 

shown an i n t e r e s t  in  a t  l e a s t  exp lo r ing  i t s  p o s s i b i l i t i e s .  Shanker 

( c i t e d  i n  White,  1983) has i n d i c a t e d  t h a t  he would c ons ide r  v a r i o u s  

p roposa ls  of  m e r i t  pay and expressed a w i l l i n g n e s s  to  c ons ide r  i t  i f  

e v a lu a t i o n s  were made by somebody in  whom t e a c h e r s  had confidence.

At a conference  d i s c u s s in g  i s s u e s  in  edu c a t io n ,  Shanker ( c i t e d  

in  White,  1983) tou ted  s e v e r a l  new ideas  he s a id  would c o n t r i b u t e  to  

s c h o o l  r e f o r m .  He p r o p o s e d  s u p e r c e r t i f i c a t i o n  f o r  t e a c h e r s  wh ich  

would, he s a id ,  t i e  in  w i th  m e r i t  pay. Acknowledging th a t  m e r i t  pay 

won't  go away and t h a t  most t e a c h e r s  favor  i t ,  union o p p o s i t i o n  does 

not  he lp  the  image of  t eache rs .

T h e re  h a s  been  a n o t i c e a b l e  change  i n  t h e  p o s i t i o n  t h e  NEA has 

t a k e n  a g a i n s t  m e r i t  pay.  T h e i r  f o r m e r  a b s o l u t e  r e j e c t i o n  o f  t h e  

concept  has changed. Cameron (1985), execu t ive  d i r e c t o r  of  the  NEA, 

sa id :
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In  any e v e n t ,  i t  i s  i m p o r t a n t  t h a t  t h e  m e r i t s  o r  d e m e r i t s  
o f  the  s i n g l e  s a l a r y  schedule  not  become the  c e n t r a l  i s s u e  
i n  t h e  d e b a t e  a b o u t  t e a c h e r  c o m p e n s a t i o n .  The c e n t r a l  
i s s u e  s h o u ld  be how we can d e v e l o p  a r e m u n e r a t i o n  s y s te m  
f o r  t e a c h e r s  t h a t  s i m u l t a n e o u s l y  r e c o g n i z e s  e d u c a t i o n ,  
e xpe r ience ,  e x t r a  work, and o u t s t a nd ing  t each ing .  . . . For 
our p a r t ,  the  NEA has c o n s i s t e n t l y  s t a t e d  i t s  oppos i t i o n  to  
m e r i t  pay schemes fo r  a l l  the reasons I 've  enumerated here .
On t h e  o t h e r  hand ,  we have  a l s o  c o n s i s t e n t l y  s a i d  we w i l l  
d i s c u s s  w i t h  open minds  any new i d e a s  t h a t  s e ek  to  s o l v e  
the problem of  t e a c h e r  compensation, (p. I l l )

A l t h o u g h  t e a c h e r  u n i o n s  have a l m o s t  i n v a r i a b l y  r e s i s t e d  and 

opposed m e r i t  pay p l a n s ,  both the Nat iona l  Educat ion A ssoc ia t ion  and 

the American F e d e ra t io n  of  Teachers ,  the  two l a r g e s t  t e a c h e r  un ions ,  

have  now b e e n  w i l l i n g  t o  c o n s i d e r  some m o d i f i c a t i o n  t o  t h e  s i n g l e  

s a l a r y  s c h e d u l e .  T h i s  w i l l i n g n e s s  t o  c ons ide r  m o d i f i c a t i o n  r e p r e ­

sen ts  a change from t h e i r  long s tand ing  p o s i t i o n  o f  the same s a l a r y  

fo r  t e a c h e r s  w i th  the same experience .  No doubt  t h e i r  r ec e n t  change 

in  p o s i t i o n  i s  in  r e a c t i o n  to  the  s t rong  fo rces  suppor t ing  some m e r i t  

pay plan.  Some s t a t e s  who l e g a l l y  or  p o l i t i c a l l y  were ab le  to  i n s t i ­

t u t e  m e r i t  pay  p l a n s  have  done so.  In  some c a s e s ,  b e c a u s e  o f  t h e  

l e g a l  r a m i f i c a t i o n s ,  these  m e r i t  pay plans were i n s t i t u t e d  in  s t rong  

union s t a t e s .  S t a t e  i n s t i t u t e d  p lans  were able  to o v e r ru l e  i n d i v i d ­

ua l  l o c a l  d i s t r i c t ' s  c o n t r a c t s .

A l t h o u g h  i t  i s  t o o  e a r l y  to  know t h e  e f f e c t s  o f  t e a c h e r  i n c e n ­

t i v e  p lans  in  the  s t a t e s  t h a t  have i n s t i t u t e d  them or  to  measure the  

e f f e c t s  on s tude n t  l e a r n i n g  and improving t e a c h in g ,  i t  i s  p o s s i b l e  to 

draw some gene ra l  o b s e rv a t io n s  from the programs now in  e x i s t e n c e .  

I t  has g e n e r a l l y  been found t h a t :

1. There i s  wide v a r i a t i o n  in  who c o n t r o l s  the program. Some 

s t a t e s  have  c l e a r l y  d e f i n e d  s t a n d a r d s  w h i l e  o t h e r s  a l l o w  l o c a l
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autonomy.

2. S t a te s  and l o c a l  d i s t r i c t s  a re  p roceeding  c a u t i o u s ly ,  some 

implementing p lans  over  a long pe r iod  and o t h e r s  implementing p i l o t  

programs.

3. The movement of t ea c he r  m e r i t  and i n c e n t iv e s  has s t i m u la t e d  

changes  i n  e v a l u a t i n g  c l a s s r o o m  p e r f o r m a n c e  and what  c o n s t i t u t e s  

e f f e c t i v e  t e a c h i n g .  T h i s  i s  e v i d e n t  i n  M i c h i g a n ' s  b l u e p r i n t  f o r  

a c t i o n .

4. Teachers  a re  v o l u n te e r in g  in  g r e a t e r  numbers to  p a r t i c i p a t e  

i n  m e r i t  and i n c e n t iv e  programs.

The c o n c e p t  o f  r e w a r d i n g  e x e m p l a r y  t e a c h e r s  and p rov id ing  i n ­

creased r e s p o n s i b i l i t i e s  which c a r r y  w i th  them inc re ase d  rewards i s  

ga in ing  acceptance.  A r e p o r t  i ssued  by the  Southern Regional Educa­

t i o n  Board (1985) e n t i t l e d  Career  Ladder Plans:  T r e n d s  and Em erg ing

Issues  d e s c r i b e s  p lans  in  46 of the  50 s t a t e s .  Although some s t a t e s  

have no s p e c i f i c  p roposa ls  a t  t h i s  t im e,  t h e r e  a re  i n d i c a t i o n s  t h a t  

much s t u d y  i s  g o in g  on w i t h  t h e  g o a l  o f  i m p l e m e n t a t i o n  i n  t h e  n e a r  

f u t u r e .

Importance of  the  Study

Pre se n t  methods of  paying t e a c h e r s ,  i n c lu d in g  the s in g l e  s a l a r y  

schedu le ,  has r ece ived  much c r i t i c i s m .  This becomes un ique ly  ev iden t  

a t  a t ime when the  q u a l i t y  of  the  pub l ic  schoo ls  i s  ques t ioned.  Many 

c r i t i c s  c l a i m  t h a t  t h e  s i n g l e  s a l a r y  s c h e d u l e  c u t s  o f f  i n i t i a t i v e .  

M e r i t  pay,  i t  i s  s a i d ,  a p p e a l s  t o  many p e o p l e  as  a way t o  e l i m i n a t e
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the perce ived  inadequac ie s  of  the s in g l e  s a l a r y  schedule .

Meri t  programs have been r e c e n t l y  i n s t i t u t e d  i n  many s t a t e s  and 

have become an im por tan t  educ a t iona l  innovat ion in  the f i r s t  h a l f  o f  

the 1980s. M i l l i o n s  of  d o l l a r s  have been spent  and a l l o c a t e d  toward 

m e r i t  pay p l a n s  i n  v a r i o u s  p a r t s  o f  the  U n i t e d  S t a t e s .  A l th o u g h  

m e r i t  pay p l a n s  a r e  be c om ing  i n c r e a s i n g l y  p o p u l a r ,  t h e r e  does  no t  

seem to  be any r e p l i c a t i o n  o f  t h e  v a r i o u s  p l a n s  o r  a common body o f  

r e s e a r c h .  I t  i s  n o t  known w h e t h e r  any o f  t h e s e  p l a n s  would  be 

e f f e c t i v e  i f  d u p l i c a t e d  e l s e w h e r e .  At t h e  p r e s e n t  t i m e ,  i t  i s  a 

m a t t e r  o f  c o n j e c t u r e  w h e t h e r  t h e  c o n d i t i o n s  f o r  s u c c e s s f u l  

i m p l e m e n t a t i o n  o f  m e r i t  pay p l a n s  c o u ld  be r e p l i c a t e d  i n  o t h e r  

d i s t r i c t s .  Without  some idea  o f  the common c o n d i t io n s  from d i s t r i c t  

to  d i s t r i c t  and the  c r i t i c a l  personne l  and p r o f e s s i o n a l  s i t u a t i o n a l  

v a r i a b l e s  i n  t h e  v a r i o u s  m e r i t  pay p l a n s ,  r e p l i c a b i l i t y  i s  l a r g e l y  

a c c i d e n t a l .

The m e r i t  pay p r o b le m  i s  f u r t h e r  c o m p l i c a t e d  by t h e  f a c t  t h a t  

th e re  a re  v a r i o u s  models and terminology.  In a r ecen t  r e p o r t  fo r  the 

M e t ropo l i ta n  L i fe  Insurance  Company conducted by H ar r i s  (1984), i t  i s  

s a id  t h a t :

To some e x t e n t  the  words "mer i t  pay" arouse more d i s a g r e e ­
ment  t h a n  t h e  c o n c e p t .  I n  a d d i t i o n ,  m e r i t  pay i s  b e i n g  
deba ted  f i e r c e l y  in  a lmos t  t h i r t y  s ta t e h o u se s  (and a lmost  
t h i r t y  d i f f e r e n t  p roposa l s  a re  being cons idered) .  In  Table 
22 t e a c h e r s  agreed (by 87-12%) wi th  the idea  o f  e s t a b l i s h ­
ing c a r e e r  l adde r s  t h a t  could lead to  more r e s p o n s i b i l i t y  
and more pay. Meri t  pay could have s i m i l a r  i m p l i c a t i o n s ,  
b u t  t h e  words  t h e m s e l v e s  g e n e r a t e  g r e a t  c o n t r o v e r s y .
(p .  43)

There a re  a v a r i e t y  o f  m e r i t  pay or  i n c e n t iv e  p lans  in  o p e r a t i o n  

and t h e r e  a re  a v a r i e t y  of  a t t i t u d e s  toward m e r i t  pay. There seems
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to be some agreement  as  t o  what m e r i t  pay p lans  should in c o r p o r a t e  in 

a genera l  sense ,  bu t  no p lan  examined included  a l l  t he  i n g r e d i e n t s .  

There  a r e  a wide  r a n g e  o f  t e c h n i c a l ,  o r g a n i z a t i o n a l ,  and f i n a n c i a l  

i m p l i c a t i o n s  i n  any p l a n .  The l i t e r a t u r e  d e m o n s t r a t e s  t h a t  t h e  

genera l  pub l ic  and, in  c e r t a i n  cases ,  t e a c h e r s  too favor  the deve lop­

ment of  m e r i t  p l ans ;  however , these  groups d i f f e r  markedly in  t h e i r  

views about m e r i t  pay p lans .  Although the re  a re  in s t a n c e s  of  t eache r  

i n v o l v e m e n t  i n  t h e  d e v e lo p m e n t  o f  t h e  p l a n s ,  t h e r e  a p p e a r  t o  be no 

s t u d i e s  o f  t e a c h e r  a t t i t u d e  i n  s p e c i f i c  a r e a s .  T.n t h i s  s t u d y ,  t h e  

i n v e s t i g a t o r  grouped t e a c h e r  responses  along a number of  dimensions 

s u g g e s t e d  by o t h e r  s t u d i e s  a s  s i g n i f i c a n t .  I t  was i m p o r t a n t  t o  

de te rmine  i f  r e l a t i o n s h i p s  e x i s t  between dimens ions of  sex,  t eache r  

age ,  and p r e s e n t  s a l a r y  and s u p p o r t  o f  m e r i t  pay c o n c e p t s .  S in c e  

boards of  edu c a t io n ,  a d m i n i s t r a t o r s ,  and c e n t r a l  o f f i c e  pe rsonne l  a re  

the ones implementing  m e r i t  pay p lans ,  they need to  know what t each ­

e r s  t h i n k  a b o u t  a p l a n  i f  t h a t  p l a n  i s  t o  be s u c c e s s f u l .  A t t i t u d e ,  

the need f o r  job s e c u r i t y ,  degree  o f  m i l i t a n c y ,  p e rc e p t io n  of  school ,  

and school  c l i m a t e  va ry  from school  d i s t r i c t  to  school  d i s t r i c t  and 

across  r eg ions  and s t a t e s .

This  s tudy  i s  im por tan t  to  boards of  edu c a t io n ,  c e n t r a l  o f f i c e  

p e r s o n n e l ,  and s c h o o l  a d m i n i s t r a t o r s ,  b e c a u s e  m e r i t  pay p l a n s  can  

b e s t  be implemented when one knows what the a t t i t u d e s  of  the teach ing  

p o p u l a t i o n  a r e  r e g a r d i n g  m e r i t  pay.  M e r i t  pay  p l a n s  w i l l  have  t h e  

g r e a t e s t  o p p o r t u n i t y  f o r  s u c c e s s  i f  t h e y  a r e  e n t e r e d  i n t o  w i t h  

thought .  I t  i s  im por tan t  to  know be fo re  p lans  a re  implemented what
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a r e  t h e  a t t i t u d e s  o f  t h e  t e a c h e r s  a f f e c t e d  and w h e r e i n  l i e s  t h e  

g r e a t e s t  p o t e n t i a l  f o r  success .

Those r e s p o n s i b l e  fo r  implementa t ion  must r e a l i s t i c a l l y  a pp ra i se  

the  commitment of  t e a c h e r s  to  a m e r i t  pay plan.  Fac to r s  of  t ea c he r  

s e x ,  a g e ,  l e n g t h  o f  t e a c h i n g  e x p e r i e n c e ,  and p r e s e n t  s a l a r y  can 

g r e a t l y  enhance  o r  l i m i t  t h e  s u c c e s s  o f  a m e r i t  p rog ram .  A l th o u g h  

m ost  p r o g r a m s  lo o k  t o  t h e  a d m i n i s t r a t i o n  f o r  l e a d e r s h i p ,  p rog ra m  

success  depends on many f a c t o r s .  I t  should be noted t h a t  m e r i t  pay 

i n c e n t iv e  programs a re  l a r g e l y  exper im en ta l  a t  t h i s  t ime.  Adminis­

t r a t o r s  should expect  in tended  and unintended r e s u l t s .  U n c e r ta in ty ,  

h o w e v e r ,  s h o u l d  n o t  d i m i n i s h  e f f o r t s  t o  d e v e l o p  p r o g r a m s ,  s i n c e  

programs based on a c c u r a te  i n fo rm a t ion  can p rov id e  new i n s i g h t s  fo r  

ach iev ing  the  goa ls  of  improved educat ion.

Purpose o f  the  Study

Tne p u r p o s e  o f  t h i s  s t u d y  was t o  d e t e r m i n e  wh ich  v a r i a b l e s  o f  

those examined appeared to  be s t a t i s t i c a l l y  s i g n i f i c a n t  in  r e l a t i o n  

t o  t e a c h e r  r e s p o n s e  t o  t h e  c o n c e p t  o f  m e r i t  pay f o r  t h e  Ch ippewa 

V a l l e y  School  D i s t r i c t  l o c a t e d  i n  Macomb County  i n  t h e  s t a t e  o f  

Michigan. The i n fe ren c e  i s  t h a t  given t h i s  i n fo r m a t io n ,  the school  

d i s t r i c t  may then c a r e f u l l y  examine the inves tment  o f  t im e ,  f i n a n c i a l  

c o s t ,  and resou rc es  b e fo re  leap ing  i n to  a p rem atu re  m e r i t  pay plan.  

The s t u d y  was a imed a t  a s s e s s i n g  t e a c h e r  r e s p o n s e  t o  m e r i t  pay and 

adds to  the body of  i n fo rm a t io n  on m e r i t  pay f o r  t ea c h e rs .
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Lack o f  D e f i n i t i o n  o f  Meri t Pay

I n  s p i t e  o f  a l l  t h e  s i g n i f i c a n t  d i s c u s s i o n  abou t  p a y in g  o u t ­

s tand ing  t ea c h e rs  h ighe r  s a l a r i e s  or  i n c r e a s in g  t h e i r  b e n e f i t s ,  t h e r e  

has  not  been developed a commonly accep tab le  d e f i n i t i o n  o f  m e r i t  or 

i n c e n t i v e  pay. M e r i t  pay ha s  b e e n  used  to  d e s c r i b e  a v a r i e t y  o f  

f i n a n c i a l  r e w a r d  p r o g r a m s .  J o r d a n  and Borkow (1983) addressed the 

c o n f u s i o n  o v e r  what  i s  m e r i t  pay when t h e y  s t a t e d ,  " P a r t  o f  t h e  

confus ion a s s o c i a t e d  w i th  t h i s  i s s u e  comes from the f a c t  t h a t  d i s c u s ­

s ions  on 'm e r i t  pay' o f t e n  r e f e r  to  many d i f f e r e n t  kinds o f  programs 

as  i f  t h e y  were  t h e  same" (p.  9). M e r i t  pay has  been  used  to  r e f e r  

t o  i n c e n t i v e s  b a s e d  on suc h  d i v e r s e  s t a n d a r d s  a s  l e n g t h  o f  t e n u r e ,  

g radua te  course work, and c o n d i t io n s  of  t ea c h ing ,  as we l l  as how wel l  

one t e a c h e s  o r  t h e  r e s p o n s i b i l i t y  t h e y  have .  School  d i s t r i c t s  and 

t e a c h e r s  u s e  t h e  t e r m  " m e r i t  pay" t o  d e s c r i b e  a wide  v a r i e t y  o f  

p ro g ra m s  t h a t  p r o v i d e  e x t r a  c o m p e n s a t i o n  t o  q u a l i f y i n g  t e a c h e r s .  

E f f o r t s  t o  s t u d y  m e r i t  pay p l a n s  must  t a k e  i n t o  c o n s i d e r a t i o n  t h e  

l a c k  o f  a common d e f i n i t i o n .  For  t h e  p u r p o s e  o f  t h i s  s t u d y  t h e  

fo l lowing  d e f i n i t i o n s  w i l l  be used;

C a r e e r  l a d d e r : A p r o m o t i o n  s y s t e m  w i t h i n  the t each ing  ranks .

I t  p r o v i d e s  s e v e r a l  l e v e l s  o f  t e a c h e r s  f rom a p p r e n t i c e  t e a c h e r  

t h r o u g h  s e v e r a l  i n t e r m e d i a t e  s t e p s  t o  m a s t e r  t e a c h e r .  D i f f e r e n t  

s a l a r i e s  and r e s p o n s i b i l i t i e s  a re  a s s o c i a t e d  w i th  each s tep .

D i f f e r e n t i a t e d  s t a f f : The i d e a  t h a t  some t e a c h i n g  t a s k s  a r e

more d i f f i c u l t  than o t h e r s  and, t h e r e f o r e ,  a re  worth more sa la ry .
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M arke t  s e n s i t i v e  p a y : S t a r t i n g  t e a c h e r s  a t  a h i g h e r  s t e p  t o

a t t r a c t  t ea c h e rs  in  short age  a reas .

F a s t  t r a c k : The concept  of  reward ing t e a c h e r s  fo r  ou t s t and ing

work by moving them up more  t h a n  one s t e p  a t  a t i m e .  Also used  t o  

r e t a i n  tea c he rs  in  short age  a re a s .

I n c e n t iv e  pay; A dd i t iona l  money paid when t ea c h ing  under  d i f f i ­

c u l t  c o n d i t io n s .  Sometimes c a l l e d  "combat pay." Pay i s  r e l a t e d  t o  

working co n d i t io n s .

D eve lopm en t  a w a r d ; A m o n e t a r y  award  g i v e n  t o  a t e a c h e r  f o r  

ou t s t a n d in g  work to  be used s p e c i f i c a l l y  fo r  p r o f e s s i o n a l  development  

such as confe rences  or  workshops.

P r o f e s s i o n a l  m e r i t ; Pay ing  t ea c h e rs  a d d i t i o n a l l y  according to 

t h e i r  q u a l i f i c a t i o n s ,  such as educa t io n ,  t r a i n i n g ,  or  experience .

L e n g th  o f  s e r v i c e ; A d d i t i o n a l  s a l a r y  g i v e n  beyond th e  b a s i c  

s a l a r y  schedule  fo r  years  of  s e rv i c e .

P r o d u c t i v i t y  m e r i t ; A compensat ion system t h a t  rewards tea c he rs  

beyond t h e  b a s i c  s a l a r y .  I t  i s  b a s e d  on o b j e c t i v e  m e a s u r e m e n t  o f  

t h e i r  s t u d e n t s '  p rogre ss  toward s p e c i f i c  l e a r n in g  goa ls .

Bonus: F i n a n c i a l  compensat ion given  to  an i n d iv i d u a l  t ea c he r ,  a

team of  t e a c h e r s ,  a department ,  or  school  fo r  o u t s t a n d in g  achievement  

by a s tu d e n t  or  a group of  s tu d e n t s .

Mentor t e a c h e r  program; Teachers are  s e l e c t e d  on the  b a s i s  of 

exemplary teach ing  and r e c e iv e  a d d i t i o n a l  pay fo r  c u r r i c u l a r  deve lop­

ment and work w i th  o t h e r  t e a c h e r s  ( a l so  c a l l e d  m as te r  t eache r  pro­

gram) .
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S upp ly  a w a r d ; A p r o v i s i o n  t h a t  a l l o t s  a t e a c h e r  an i n c r e a s e d  

budget  to  be used fo r  c lass room  enrichment  m a t e r i a l s  when the  t e a c h e r  

has demons t ra ted  exemplary teaching .

I n  t h e  d i s c u s s i o n  t h a t  f o l l o w s ,  t h e  t e r m  " m e r i t  pay" w i l l  be 

used  i n  a g e n e r i c  s e n s e  t o  i n c l u d e  t h e  v a r i o u s  t y p e s  o f  f i n a n c i a l  

reward pl ans .

Research Quest ions

This  s tudy  addressed the  q u e s t io n  of  t e a c h e r  c h a r a c t e r i s t i c s  and 

t h e i r  r e s p o n s e  t o w a rd  m e r i t  pay.  P e r s o n a l  c h a r a c t e r i s t i c s ,  educa­

t i o n a l  c h a r a c t e r i s t i c s ,  and e d u c a t i o n a l  p h i l o s o p h i c a l  o p i n i o n s  o f  

t e a c h e r s  were surveyed to  de te rm ine  what compos i t ion  of  t ea c he rs  are  

l i k e l y  to  be r e c e p t i v e  to  m e r i t  pay p roposa ls .  A s tudy was needed to  

de te rmine  where e f f o r t s  toward m e r i t  pay im plem enta t ion  would have 

the g r e a t e s t  l i k e l i h o o d  of  success .

The s tudy  addressed the  fo l l o w in g  r e s e a rc h  ques t ions :

1. Does a r e l a t i o n s h i p  e x i s t  between pe rsona l  demographics  of  a 

t e a c h e r  and t h e i r  l e v e l  o f  suppor t  o f  m er i t  pay?

2. Does a r e l a t i o n s h i p  e x i s t  between edu c a t io n a l  demographics  

o f  a t e a c h e r  and t h e i r  l e v e l  of  suppor t  of  m e r i t  pay?

3. Does a r e l a t i o n s h i p  e x i s t  between e d u c a t io n a l  phi losophy o f  

a t e a c h e r  and t h e i r  l e v e l  o f  suppor t  of  m e r i t  pay?

4. Does a r e l a t i o n s h i p  e x i s t  b e tw e e n  a t e a c h e r ' s  p e r s o n a l  

demographics  and the e x t e n t  to  which they th in k  m e r i t  pay w i l l  e f f e c t  

s tuden t  l ea rn ing?
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3. Does a r e l a t i o n s h i p  e x i s t  b e tw e e n  a t e a c h e r ' s  e d u c a t i o n a l  

demographics  and the e x t e n t  to  which they  t h in k  m e r i t  pay w i l l  e f f e c t  

s tude n t  l ea rn ing?

6. Does a r e l a t i o n s h i p  e x i s t  b e tw e e n  a t e a c h e r ' s  e d u c a t i o n a l  

phi losophy and the e x te n t  to  which they th ink  m e r i t  pay w i l l  e f f e c t  

s tude n t  l ea rn ing?

Overview of  Study

P r e s e n t e d  i n  t h e  f i r s t  c h a p t e r  o f  t h i s  d i s s e r t a t i o n  a r e  t h e  

background, need,  impor tance ,  and purpose of  the  s tudy.  The q u a l i t y  

o f  e d u c a t i o n  has  been  a s o u r c e  o f  m a j o r  c o n c e r n  and c o n t r o v e r s y  i n  

the e d u c a t io n a l  community, on the p o l i t i c a l  scene,  and a t  the h ig h es t  

l e v e l s  o f  government. This concern  has r a i s e d  the  r e s e a rc h  que s t ions  

s i n c e  t e a c h e r s  a r e  t h e  f o c u s  o f  much a t t e n t i o n .  There  has  b e e n ,  

however, on ly  a pass ing  i n t e r e s t  i n  a s s e s s in g  t h e i r  response to m e r i t  

pay, a suggested method to  improve educat ion .

A t t e n t io n  on r e l a t e d  l i t e r a t u r e  and s u b s t a n t i a t i o n  of  the need 

fo r  the  s tudy  a re  the  focus of  Chapter  I I .  The h i s t o r y  of  m e r i t  pay 

in  the  country  was examined to  provide  the background fo r  the  p re se n t  

s tudy.  The l i t e r a t u r e  was rev iewed to  de te rmine  arguments fo r  m e r i t  

pay as w e l l  as a g a in s t  m e r i t  pay.

The m e th o d o lo g y  and d e s i g n  w h ic h  was u s e d  i n  t h i s  s t u d y  a r e  

d e t a i l e d  in  Chapter  I I I .  The popu la t io n  was d e sc r ibed  and procedures  

were expla ined .

The d a t a  t h a t  were  c o l l e c t e d  a r e  p r e s e n t e d  and a n a l y z e d  in  

Chapter  IV. The f in d in g s  a re  d i scussed  r e l e v a n t  to the hypotheses .
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A d i s c u s s i o n  o f  the  major f ind ings  and p r e s e n t a t i o n  of  in fo rma­

t i o n  and i m p l i c a t i o n s  are  included  in  Chapter  V. Recommendations for  

f u r t h e r  s tudy  a re  given.
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CHAPTER I I  

REVIEW OF LITERATURE 

H i s t o r i c a l  P e r s p e c t iv e  of  Meri t  Pay

M e r i t  pay f o r  t e a c h e r s  i s  n o t  a new i s s u e  a l t h o u g h  i t  i s  a

p o p u l a r  c o n c e p t  a t  t h i s  t i m e .  R ob in son  (1983)  s a i d ,  " M e r i t  pay f o r

t e a c h e r s  ha s  been  v i g o r o u s l y  d e b a t e d  i n  many s c h o o l  s y s t e m s  and in

a l m o s t  e v e r y  s t a t e  i n  t h e  n a t i o n "  (p.  1). I n  t h e  e a r l y  1900s m e r i t

pay was the  a ccep tab le  and common method o f  paying tea c he rs .  I t  was

a round  t h e  t i m e  b e g i n n i n g  w i t h  t h e  1920s t h a t  a change  t o w a r d  the

s in g le  s a l a r y  schedule  occur red .  In an a t t e m p t  to  end " the  d i s p a r i t y

i n  s a l a r i e s  b e tw e e n  e l e m e n t a r y  and s e c o n d a r y  s c h o o l  t e a c h e r s  (and

m ale s  and f e m a l e s ) ,  s c h o o l  s y s t e m s  began t o  ad o p t  ' s i n g l e  s a l a r y

s c h e d u l e s ' "  ( J o r d a n  & Borkow, 1983, p. 5).  T h i s  was an a t t e m p t  to

g i v e  a l l  t e a c h e r s  w i t h  s i m i l a r  e x p e r i e n c e  and t r a i n i n g  t h e  same

f i n a n c i a l  rewards.  As a r e s u l t ,  beginning w i th  the 1920s, th e re  was

a d im in ish ing  number of  school  d i s t r i c t s  us ing  a m e r i t  pay p lan  and

an in c r e a s i n g  number moving toward the  s in g l e  s a l a r y  schedule .

Schneider  (1984) has t r a c e d  the  t r ends  in  m e r i t  pay programs and

c i t e s  the  impor tan t  d a te s ;

1908— F i r s t  a t t e m p t  a t  m e r i t  pay p lan in  Newton, Massachu­
s e t t s ,  d i sca rded  as unworkable.

1920— M e r i t  p l a n s  r e p o r t e d  t o  be common ( s a l a r y  b a s e d  on 
t r a i n i n g ,  sex,  school  ass ignment ) .

17
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1930—Peak of  m e r i t  systems which d imin ished  toward s in g l e  
s a l a r y  schedu les .

1940—Study of  m e r i t  pl ans  in d ic a te d  u n r e l i a b i l i t y  of  mea­
su r ing  teach ing  e f f i c i e n c y .

1950— I n t e r e s t  in  m e r i t  pay reviewed.  Task groups s e t  up 
t o  s t u d y  m e r i t  pay in  N or th  C a r o l i n a ,  U tah ,  K entucky ,  and 
Tennessee .

1968— M e r i t  p l a n s  s t a b i l i z e d  and began  t o  d e c l i n e .  One 
t h i r d  o f  systems in  o p e ra t io n  t h a t  were r e p o r t e d  in  1958.

1973— S choo l  s y s t e m s  o f  6 ,000 p l u s  e n r o l l m e n t ,  h a v in g  
p l a n s ,  f e l l  t o  5.5% a f t e r  p e a k in g  t o  11.3% i n  1968.

1975—Delaware,  F l o r i d a ,  and New York l e g i s l a t e d  p lans  for  
t e a c h e r s  and abandoned them as  unworkable.

1978— E d u c a t i o n a l  R e s e a r c h  Se rv ice  Study of  11,502 school  
systems i n d ic a te d :

4% had a p lan  in  o p e ra t io n .

4.7% were c o n s ide r ing  p l a n s .

6.4% had programs which were not o p e r a t i n g .

31.7% o f  d i s c o n t i n u e d  p l a n s  l a s t e d  one o r  two 
y e a r s .

21.6% o f  d i sc on t inue d  p lans l a s t e d  t h r e e  or four  
y e a r s .

15.1% had a plan  t h a t  was more than t e n  years  old 
when i t  was d i scon t inued .

1979— Survey o f  systems (30,000+ populat ion)  i n d i c a t e d  170 
having m e r i t  p lans  in  1959, but  only 33 in 1979.

1980— R e s u r g e n c e  o f  i n t e r e s t  in  m e r i t  p l a n s  by l a r g e r  
school  systems and s t a t e  l e g i s l a t u r e s .  (p. 3)

In  r e v i e w i n g  s t u d i e s  r e l a t e d  to  m e r i t  pay f o r  t e a c h e r s ,

Schneider (1984) sa id :

A r e v i e w  o f  s t u d i e s  abou t  m e r i t  pay o n l y  u n d e r s c o r e s  how 
c om ple x  an i s s u e  i t  i s .  Arguments  i n  f a v o r  o f  m e r i t  pay 
s t r e s s  t h e  e q u i t y  and l o g i c  o f  p a y in g  t e a c h e r s  what  th e y  
a r e  w o r t h ,  bu t  p r e s e n t  day s y s t e m s  g e n e r a l l y  t r e a t  a l l
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t e a c h e r s  a l i k e .  T h i s  i m p l i c i t l y  r e w a r d s  m e d i o c r i t y  and 
d i s c o u r a g e s  t e a c h e r s  f rom e x e r t i n g  e x t r a  e f f o r t  to  do a 
b e t t e r  t h a n  a v e r a g e  jo b .  (p. 2)

Although m e r i t  pay p lans  have been used in  i n d u s t r y  wi th  appar­

e n t l y  more success  than  schoo ls ,  one ques t ions  the  reason.  Schneider  

(1984) r a i s e d  t h i s  q u e s t i o n  when he sa id :

Over t h e  y e a r s ,  m e r i t  i n c e n t i v e s  have been  used  i n  i n d u s ­
t r i a l  s e t t i n g s ,  and i t  would seem th a t  applying  such meth­
ods to  schoo ls  could he lp  p r o f e s s i o n a l i z e  teaching.  How­
eve r ,  a l though  m e r i t  pay p lans have been t r i e d  in educat ion  
s i n c e  1910,  t h e y  have  been  d i s c o n t i n u e d  f o r  one r e a s o n  o r  
a no the r ,  and the  idea  remains c o n t r o v e r s i a l  today, (p. 2)

Goodman (1983), in  speaking about  m e r i t  pay, concluded th a t  many 

white  c o l l a r  workers  in  noneducat iona l  employment b e l i e v e  t h a t  s a l a r y  

r a i s e s  of  t h e i r  peers  come about  by l e s s  than o b j e c t iv e  means. She 

a l s o  s a id  t h a t  m e r i t  pay r i d e s  the  s o c i a l  pendulum as i t  swings. The 

gove rnm en t  f o r  y e a r s  f o c u s e d  on i s s u e s  o f  e q u a l i t y  i n  t h e  s c h o o l s .  

Now the focus i s  on exc e l le nc e .  Col leges  fo rm e r ly  gave out  s c h o la r ­

s h i p s  t o  t h e  n e e d i e s t  w h i l e  now, s c h o l a r s h i p s  a r e  g i v e n  t o  t h e  

b r i g h t e s t .

Recognizing the d i f f i c u l t y  and complexi ty  of  a m e r i t  pay p lan  in  

any e d u c a t i o n a l  s e t t i n g ,  t h e  U.S. House o f  R e p r e s e n t a t i v e s  (1983)  

Meri t  Pay Task Force has concluded t h a t  " d e s p i t e  mixed and inconc lu ­

s ive  r e s u l t s  w i th  performance  based pay in  the p r i v a t e  s e c t o r  and in  

e d u c a t i o n ,  we s u p p o r t  and e n c o u ra g e  e x p e r im e n t s  wi th  perfo rmance-  

b a sed  pay" (p.  6) .

The A s s o c ia t io n  o f  Teacher  Educators  (ATE) r e l e a s e d  a r e p o r t  in 

1985 v i t a l  t o  t h e  t e a c h i n g  p r o f e s s i o n .  The d ocum en t ,  p r e p a r e d  by 

ATE's Commission on Master  Teachers ,  r ep re s en te d  the b e s t  th in k in g  of
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members of  Che p ro fe s s io n  engaged in  a wide v a r i e t y  of  r o l e s .  I t  was

developed through r e s e a rc h ,  a n a l y s i s ,  and the  pool ing  of  c o l l e c t i v e

experience .  The a r t i c l e  s t a t e s :

A l l  a c r o s s  t h e  c o u n t r y ,  i n  l o c a l  s c h o o l  d i s t r i c t s  and a t  
t h e  s t a t e  l e v e l ,  p e o p l e  a r e  r e t h i n k i n g  t h e  ways i n  wh ich  
t e a c h e r s  a re  eva lu a ted  and rewarded.  School board members 
and l e g i s l a t o r s  r e c o g n i z e  t h a t  b e t t e r  ways a r e  needed  to  
a t t r a c t  and keep good t e a c h e r s .  As a r e s u l t ,  t r a d i t i o n a l  
i n c e n t iv e s  and rewards a re  being  re-examined.  Some recom­
mendat ions are  s i m p l i s t i c ,  o t h e r s  are  complex. A common 
o c c u r r e n c e  i s  f o r  p r o p o s a l s  t o  be s i m p l e  a t  f i r s t  — f o r  
e x a m p l e ,  pay th e  b e t t e r  t e a c h e r s  more money. But as  the  
r a m i f i c a t i o n s  o f  a new s y s t e m  a r e  e x p l o r e d ,  i t  becomes 
c l e a r  t h a t  more than  s a l a r y  i s  involved,  (p. 1)

Looking back to  p a s t  a t t e m p t s  a t  m e r i t  pay fo r  t e a c h e rs ,  Johnson

(1984) wrote  in  the Harvard Educa t iona l  Review:

In the 1920's and again in  the 1960's educa to rs  e n t h u s i a s ­
t i c a l l y  i n s t i t u t e d  m e r i t  pay pl ans  throughout  the country.
Each t im e  w i d e s p r e a d  p u b l i c  c o n c e r n  a b o u t  t h e  c o u n t r y ' s
i n t e r n a t i o n a l  s tand ing ,  promoted in the  f i r s t  in s t ance  by 
World War I  and i n  t h e  second  by t h e  l a u n c h i n g  o f  S p u t n i k  
and t h e  e n s u i n g  s p a ce  r a c e ,  f u e l e d  m e r i t  pay p l a n s .
(p.  97)

In  an a t t e m p t  t o  d e t e r m i n e  t h e  e x t e n t  o f  m e r i t  r a t i n g .  Young 

(1933) s tu d i e d  programs in  48 d i s t r i c t s  and found "a t e a c h e r ' s  r a t i n g  

d i r e c t l y  and a u to m a t i c a l l y  de te rm ines  the amount of  her  s a l a r y  i n ­

c r e a s e "  (p.  12). His  r e s e a r c h  d e m o n s t r a t e d  t h a t  t h e r e  were  t h r e e  

b a s ic  m e r i t  pl ans  in  e x i s t e n c e :  one t h a t  used annual  m er i t  r a t i n g s

t o  d e t e r m i n e  r a i s e s ,  a n o t h e r  t h a t  u sed  m e r i t  t o  d e t e r m i n e  maximum 

s a l a r y ,  and a t h i r d  t h a t  p l a c e d  t e a c h e r s  i n t o  s a l a r y  g r o u p s  on the  

b a s i s  o f  m e r i t  (p. 30). Young c l e a r l y  d e m o n s t r a t e d  t h a t  m e r i t  pay 

was anything  but  a vague no t ion  in  the  1920s, and found t h a t  in  91.7%

o f  t h e  c a s e s  s t u d i e d ,  t h e  a n n u a l  i n c r e m e n t  was d e t e r m i n e d  by t h e

m e r i t  r a t i n g .
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M e r i t  pay r e c e i v e d  l i t t l e  a t t e n t i o n  from th e  mid 1930s t o  t h e  

mid 1950s.  There  i s  l i t t l e  r e c o r d e d  ab o u t  p r e v i o u s  p l a n s  and how 

th e y  f a r e d  e x c e p t  t h a t  t h e y  s l o w l y  f a d e d  f rom  e x i s t e n c e .  W ith  i n ­

c reased  s tuden t  p opu la t ion  in  the mid 1950s and a g r e a t  need fo r  more 

f a c i l i t i e s  a long w i th  a t ea c h e r  short age  and fo rm ation  of  un ions,  the 

pub l ic  gave new a t t e n t i o n  to  educat ion .  The American School Boards 

A s s o c i a t i o n  ( c i t e d  i n  Ovard,  1959) r e l u c t a n t l y  a c c e p t e d  t h e  p u b l i c  

demand f o r  m e r i t  pay by s t a t i n g :  " I t  i s  our  g e n e r a l  f e e l i n g  t h a t

m e r i t  r a t i n g  f o r  t e a c h e r s  i s  coming and t h a t  we had b e s t  f a c e  t h i s  

f a c t  and beg in  now study ing  and p repa r ing  fo r  i t "  (p. 36). Meri t  pay 

p l a n s  d i d  i n c r e a s e  and d u r i n g  t h e  1960s,  P o r w o l l  (1979)  found a p ­

p ro x im a te ly  10% of  the school  d i s t r i c t s  in the  United S t a t e s  had some 

ty p e  o f  p l a n  (p.  v i ) .  The p l a n s  o f  t h e  1960s d i d  n o t  l a s t  any more 

than  d id  those  of  the  1920s, and by 1972 the  e s t i m a t e d  pe rcen tage  of  

m e r i t  pay p lans  had dropped from 10% to 5.5%.

From September of  1982 through January of  1984, t h e r e  had been 

pub l ished  n ine  s i g n i f i c a n t  r e p o r t s  on American educat ion .  Although 

t h e r e  were  many o t h e r s ,  t h e s e  n i n e  were s i g n i f i c a n t  b e c a u s e  th e y  

rece iv ed  g r e a t e r  n o t o r i e t y  and t h e i r  con ten t  was focused on c u r r i c u ­

lum, s tude n t  l e a r n in g ,  and tea c he rs  and t each in g .  Fo l lowing  are  the 

t i t l e s  and the au tho rs  of  these  r e p o r t s :  Academic  P r e p a r a t i o n  f o r

C o l l e g e  ( C o l l e g e  B oa rd ) ,  A c t io n  o f  Exce l l ence  (Educat ion Commission 

o f  t h e  S t a t e s ) ,  A m e r i c a ' s  C o m p e t i t i v e  C h a l l e n g e  ( B u s i n e s s - H i g h e r  

E d u c a t i o n  Forum) ,  High S choo l  (B o y e r ) ,  Making the  Grade (Twent ie th  

Century Fund), A Nat ion  a t  Risk  (Nat iona l  Commission on Exce l l ence  in  

E d u c a t i o n ) ,  The P a i d e i a  P r o p o s a l  ( A d l e r ) ,  A P l a c e  C a l l e d  S choo l
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(Goodlad), and A Study o f  High Schools (S ize r ) .  The s i g n i f i c a n c e  of  

these  r e p o r t s  to  the i s s u e  of  m e r i t  pay is  not so much t h e i r  conten t  

as  t h e  c o n c l u s i o n  d rawn f rom them. The r o l e  o f  t h e  s c h o o l s ,  t h e  

im p a c t  o f  g o a l s  and c u r r i c u l u m  on s t r u c t u r e ,  and t h e  q u a l i t y  o f  

t each in g  emerge as p r im ary  f a c t o r s .  In the  r e p o r t  e n t i t l e d  A Study 

o f  High S c h o o l s  ( S i z e r ,  c i t e d  i n  G r i e s e m e r  & B u t l e r ,  1986) ,  i t  i s  

i n d i c a t e d  t h a t  t e a c h e r s  p r e f e r  a d e v e l o p i n g  c a r e e r  w i t h  r e s p o n s i ­

b i l i t y  and c o r r e s p o n d i n g  c o m p e n s a t i o n .  The r e p o r t  e n t i t l e d  Making 

the Grade (Twentie th  Century Fund, c i t e d  in Griesemer & B u t l e r ,  1986) 

recommends a n a t i o n a l  m as te r  t e a c h e r  program; and in  A Nation a t  Risk 

( N a t i o n a l  Com m iss ion  on E x c e l l e n c e  i n  E d u c a t i o n ,  1983),  t h e r e  i s  a 

d i r e c t  recommendation f o r  m e r i t  pay. The wide c i r c u l a t i o n  rece ived  

by t h e  l a s t  r e p o r t  w i t h  i t s  m e r i t  pay r e c o m m e n d a t i o n  has  been  s i g ­

n i f i c a n t  in  c r e a t i n g  a renewed i n t e r e s t  in performance based sa la ry .  

Since the  p u b l i c a t i o n  o f  A Nat ion  a t  R isk , much has occur red  n a t i o n ­

a l l y  in  a re a s  o f  c a r e e r  l a d d e r s ,  m as te r  t e a c h e r  programs,  and m e r i t  

pay p l a n s .

The A m e r ic an  A s s o c i a t i o n  o f  C o l l e g e s  f o r  T e a c h e r  E d u c a t i o n

(1985) conducted a survey of  l e g i s l a t i v e  and a d m i n i s t r a t i v e  a c t i o n s  

in  the 50 s t a t e s .  The ir  n ine  survey c a t e g o r i e s  included one a dd re s s ­

ing t e a c h e r  i n c e n t iv e s  and s p e c i f i c a l l y  m e r i t  pay. The r e p o r t  sa id :

In many s t a t e s ,  re form was f i r s t  i n i t i a t e d  by the numerous 
educa t ion  r e p o r t s  i s sued  in  1983-84. The l e g i s l a t i v e  and 
a d m i n i s t r a t i v e  p o l i c i e s  which r e s u l t e d  a re  many and v a r i e d .
The r a p i d  movement in  the  s t a t e s  i s  most apparen t  in  t h re e  
o f  t h e  p o l i c y  a r e a s  c o v e r e d  by th e  s u r v e y :  s t a n d a r d s ,
i n c e n t iv e s  and i r r e g u l a r  c e r t i f i c a t i o n  r o u te s .  . . . Incen­
t i v e s  t o  e n t e r  t h e  p r o f e s s i o n  such  as c a r e e r  l a d d e r s  or  
m e r i t  pay p ro g ra m s  have found t h e i r  way i n t o  15 s t a t e  
l aw books ,  (p. i i i )
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That t eacher  i n c e n t iv e  programs are  moving too r a p i d l y  wi thout

s u f f i c i e n t  r e s e a rc h  was r e c e n t l y  c i t e d  by a r e p o r t  e n t i t l e d  Teacher

In ce n t iv e s :  A Tool fo r  E f f e c t i v e  Management (1984) which sa id :

Among e d u c a t o r s  a b r o a d  s p e c t r u m  o f  o p i n i o n s  a r e  v o i c e d ,  
ranging  from the c o n v ic t io n  t h a t  m e r i t  r e c o g n i t i o n  programs 
damage f a c u l t y  morale  to  arguments t h a t  s u f f i c i e n t  funds do 
n o t  e x i s t  t o  do t h e  j o b  p r o p e r l y  and t o  a b e l i e f  t h a t  
c a r e f u l  p l a n n i n g  and com m itm en t  w i l l  b r i n g  p o s i t i v e  r e ­
s u l t s  .

The A m er ican  p u b l i c ,  h o w e v e r ,  s h a r e s  few o f  t h e s e  
apprehensions and appears  de te rmined to  implement  t ea c he r  
performance programs. The argument t h a t  m e r i t  pay has come 
and gone in  educa t io n  fo r  70 years  makes l i t t l e  d i f f e r e n c e  
t o  t h e  t y p i c a l  c i t i z e n .  "These  a r e  new t i m e s  w i t h  new 
demands t h a t  r e q u i r e  a new e f f o r t , "  i s  t h e  r e s p o n s e .  . . .
We are  concerned,  however,  t h a t  some school  d i s t r i c t s  are 
rush ing  i n to  e s t a b l i s h i n g  tea c he r  performance or  i n c e n t iv e  
pay programs wi thou t  adequate  p r e p a r a t i o n ,  (p. v)

During the  1980s t h e r e  have been more than 100 n a t i o n a l  r e p o r t s

c o n c l u d i n g  t h a t  t h e r e  i s  a c r i s i s  i n  A m er ican  e d u c a t i o n .  They a l l

seem to  c o n c lu d e  t h a t  u n l e s s  s i g n i f i c a n t  c h a n g e s  a r e  made in  t h e

q u a l i t y  of  educa t io n ,  the n a t i o n  i s  f ac ing  a s e r i o u s  problem.

Hurd (1986) i n d i c a t e d  t h a t  t h e r e  needs to  be d i r e c t i o n  to these

changes when he sa id :

Once t h e y  have a g r e e d  t h a t  " q u a l i t y "  and " e x c e l l e n c e "  a r e  
im por tan t ,  however, the c r i t i c s  a re  by no means agreed on 
the d i r e c t i o n  and i n t e l l e c t u a l  substance  o f  these  changes.
There  has  been  l i t t l e  s t u d y  o f  t h e  t r a n s i t i o n s  i n  s o c i e t y  
and t h e  e m e r g in g  r e q u i r e m e n t s  f o r  know ledge  t h a t  must  
underg i rd  the c o n s t r u c t i o n  of  coherent  p o l i c i e s  of  educa­
t i o n  r e f o r m ,  (p. 353)

He f u r t h e r  s t a t e d :

The c u m u l a t i v e  e f f e c t  o f  t h e  n a t i o n a l  r e p o r t s  and the  
p u b l i c i t y  t h e y  r e c e i v e d  was s u f f i c i e n t  t o  c o n v in c e  t h e  
Am er ican  p u b l i c  t h a t  s o m e t h i n g  had t o  be done q u i c k l y  to  
" s a v e  th e  s c h o o l s "  and t h u s  p r e s e r v e  t h e  n a t i o n .  The 
r e s p o n s e  h a s  b e e n  a p l e t h o r a  o f  l e g i s l a t i v e  and
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a d m i n i s t r a t i v e  a c t i o n s  designed to  change e d u c a t io n a l  p r ac ­
t i c e  and a l t e r  the s t r u c t u r e  o f  school ing,  (p. 357)

As the  n a t i o n  moves i n  the  d i r e c t i o n  of  e d u c a t io n a l  refo rm,  and

m e r i t  pay programs are  one o f  the suggested re fo rm s ,  r e s e a r c h e r s  and

p r a c t i t i o n e r s  need to  be i n v o l v e d  t o  an sw er  t h e  many q u e s t i o n s .

There  seems to  be a n a t i o n w i d e  e x p e r i m e n t  t o  s e e  what  works  b e s t .

Research t h a t  i s o l a t e s  cause and e f f e c t  r e l a t i o n s h i p s  a re  necessa ry .

K i r s t  (1986) sa id :

S t a t e  p o l i c y  makers need to  know whether t h e r e  a re  i d e n t i ­
f i a b l e  c a u s e - a n d - e f f e e t  r e l a t i o n s h i p s  b e tw e e n  s t u d e n t  
achievement and such i n t e r v e n t i o n s  as s t a t e  mandated c u r ­
r icu lum  al ignment .  Finding out  w i l l  be d i f f i c u l t  and ex­
pensive .  How can we s e p a r a te  the e f f e c t s  o f  l o c a l  p o l i c i e s  
from those o f  s t a t e  p o l i c i e s  when they e i t h e r  r e i n f o r c e  or  
work a g a in s t  one another?  For i n s t a n c e ,  such innovat ions  
as c a r e e r  ladders  may a t t r a c t  b e t t e r  q u a l i f i e d  c a nd ida te s  
t o  the  p r o fe s s io n  of  t each ing  whi le  s t a t e -m a n d a te d ,  t e x t -  
d r iv e n  c u r r i cu lum  s tandards  may repe l  the v e ry  same people.
(p .  345)

Although Bacharach, Lipsky,  and Sheed (1984) impl ied  t h e r e  are  

no s t u d i e s  t o  i n d i c a t e  t e a c h e r  a t t i t u d e s  t o w a r d  m e r i t  pay ,  a s t u d y  

e n t i t l e d  The M e t r o p o l i t a n  L i f e  Survey of  the  American Teacher  con­

duc ted  fo r  M e t ro p o l i t a n  L i fe  Insurance  Company by H ar r i s  (1984) shows 

th a t  71% of  the t ea c h e rs  surveyed sa id  t h a t  m e r i t  pay could work i f  a 

t e a c h e r ' s  m e r i t  can  be j u d g e d  on an o b j e c t i v e  s t a n d a r d .  T h i s  p e r ­

c e n t a g e  was h i g h e r  f o r  t h o s e  t e a c h e r s  w i t h  l e s s  t h a n  5 y e a r s  of  

experi ence  and lower fo r  those who had more than 10 years  of  e x p e r i ­

ence .

In ano th er  s tudy  o f  t ea c h e rs  as r ep o r ted  in  In  Honor o f  Excel­

l e n c e  ( N a t i o n a l  A s s o c i a t i o n  o f  S econda ry  S choo l  P r i n c i p a l s ,  1985) ,  

87% o f  t h e  t e a c h e r s  i n  a n a t i o n a l  sample  o f  " o u t s t a n d i n g  t e a c h e r s "
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were found Co favor  the e s t a b l i s h m e n t  of  c a re e r  ladders  t h a t  provide 

t e a c h e r s  w i t h  g r e a t e r  o p p o r t u n i t i e s  to take on more r e s p o n s i b i l i t y  

and pay.

Tha t  m e r i t  pay has  lo n g  been  o f  i n t e r e s t  and n o t  so o f t e n  s u c ­

c e s s f u l  was i n d i c a t e d  by P r a s e ,  H e t z e l ,  and G ra n t  (1982) when th e y  

sa id  :

Rewarding tea c he rs  on the  b a s i s  of  i n s t r u c t i o n a l  exce l lence  
and m o t iv a t in g  them to  con t inue  t h e i r  e x c e l l e n t  p r a c t i c e s  
ha s  long  been  an a r e a  o f  i n t e n s e  i n t e r e s t  t o  b o t h  p r a c t i ­
t i o n e r s  and r e s e a r c h e r s  i n  s c h o o l  p e r s o n n e l  management .
M eri t  pay programs have been designed and implemented to 
a c c o m p l i s h  t h i s  g o a l ,  b u t  most  i f  n o t  a l l  have ended i n  
d i sm a l  f a i l u r e ,  (p. 67)

I t  was t h e  i n t e n t  o f  t h i s  s e c t i o n  t o  show t h a t  m e r i t  pay has  

long  b e e n  a p r a c t i c e .  I t  i s  t r u e ,  ho w e v e r ,  t h a t  i t  has  n o t  e n d u re d  

over the  many years .  Renewed i n t e r e s t  and perhaps s t r o n g e r  i n t e r e s t  

e x i s t s  a t  t h i s  t ime. The renewed i n t e r e s t  should be explored.  Are 

t e a c h e r s  d i f f e r e n t  now and i s  t h e r e  more known ab o u t  what  makes a 

t ea c he r  m e r i to r io u s ?  I s  i t  now p o s s ib l e  to  produce improved eva lua ­

t i v e  des igns  and i s  im p lem enta t ion  now b e t t e r ?  That m er i t  pay has 

not surv ived over  prev ious  yea rs  i s  not  s u f f i c i e n t  reason to ignore  

i t .  Rather  the  renewed i n t e r e s t  a t  s t a t e  and n a t i o n a l  l e v e l s  and the 

i n t e r e s t  and d e s i r e  of  the ge n e ra l  pub l ic  make the  s tudy of  m e r i t  pay 

n e c e s s a r y  i n  o r d e r  t o  b e t t e r  u n d e r s t a n d  c o n d i t i o n s  u nde r  which  i t  

w i l l  succeed.

Argument Aga ins t  Meri t  Pay

The idea  t h a t  changing the reward system w i l l  b r in g  immediate 

and p o s i t i v e  changes to American educa t ion  i s  not  accep ted by a l l ,  be
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they educa to rs ,  l e g i s l a t o r s ,  or  the genera l  pub l ic .  Major n a t i o n a l  

e duc a t iona l  o r g a n i z a t i o n s ,  r e s p e c te d  t h e o r i s t s ,  and r e s e a rc h e r s  have 

a v a r i e t y  o f  p o s i t i o n s  on t h e  m e r i t  pay i s s u e .  T h i s  s e c t i o n  o f  t h e  

rev iew of  the  l i t e r a t u r e  focuses  on what has been found to  provide a 

ba c kg round  o f  i n f o r m a t i o n  a b o u t  r e p r e s e n t a t i v e  p o s i t i o n s  a g a i n s t  

m e r i t  pay. There has been â long h i s t o r y  of  d i sagreem ent  about  m e r i t  

pay between and among e d uc a to r s  and those who make po l icy .  Because 

t h i s  i s sue  i s  so s i g n i f i c a n t ,  i t  r e q u i r e s  a c l o s e r  examinat ion  of  the 

reasons why m er i t  pay i s  r e j e c t e d  by some and accep ted by o the r s .

Many of  the o b j e c t i o n s  found to  m e r i t  pay today are  s i m i l a r  to 

those t h a t  were argued in  p rev ious  years .  Young (1933) s tu d i e d  m e r i t  

pay i n  48 d i s t r i c t s  t h a t  had such  a p l a n  and found t h e  f o l l o w i n g  

di sadvan tages  :

1. There i s  no agreement  as to j u s t  what c o n s t i t u t e s  
e i t h e r  m e r i t  or  e f f i c i e n t  teach ing .

2. No r e l i a b l e ,  s c i e n t i f i c  i n s t rum en t  has been deve l ­
oped to  measure the v a r io u s  degrees  of  t ea c h ing  e f f i c i e n c y .

3. Meri t  r a t i n g  d e s t r o y s  the e s p i r i t  de corps  of  the 
te ach ing  f o r c e .

4. Meri t  pay h in d e r s  the  proper  r e l a t i o n s h i p  between 
s u pe rv i so r  and tea c he r .

5. The p r a c t i c e  o f  m e r i t  r a t i n g  ha m pe r s  a t e a c h e r ' s  
work and p reven t s  the exp re s s ion  of  i n d i v i d u a l i t y .

6. M e r i t  r a t i n g  t e n d s  t o  u n i o n i z e  t h e  t e a c h e r s  and,  
thereby ,  an tagon ize  the  a d m i n i s t r a t i o n .

7. Teachers who meet the m er i t  pay p romot iona l  s t a n ­
dards  a re  o s t r a c i z e d  by t h e i r  peers ,  (p. 4)

An e x a m i n a t i o n  o f  c u r r e n t  r e a s o n s  a g a i n s t  m e r i t  p l a n s  f i n d s  

s i m i l a r i t i e s  in  o b j e c t io n s .  The most common o b j e c t io n  appear ing  in
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th e  l i t e r a t u r e  i s  t h e  d i f f i c u l t y  o f  o b j e c t i v i t y  i n  e v a l u a t i o n .  

Summarizing reasons  most o f t e n  c i t e d  a g a in s t  m e r i t  p l ans ,  Prase  et  

a l .  (1982) l i s t e d  the fo l lowing ;

1. M e r i t  r a t i n g  c a n n o t  f a i r l y  e v a l u a t e  t h e  t r u e  
e f f e c t i v e n e s s  of  t ea c h e rs .

2. Meri t  r a t i n g  rewards conformity .

3. M e r i t  r a t i n g  p l a c e s  a premium on t e a c h e r s  who 
conduct  t h e i r  c la ss rooms w i th  a minimum of  problems fo r  the 
a d m i n i s t r a t i o n .

4. M e r i t  r a t i n g  f o s t e r s  a c o m p e t i t i v e  r a t h e r  t h a n  
c o ope ra t ive  s p i r i t .

5. Meri t  r a t i n g  t h r e a t e n s  the  s e c u r i t y  of  t ea c h e rs .

6. Meri t  r a t i n g  d i s r e g a r d s  the  type of  environment  in  
which a t ea c h e r  t eaches.

7. Meri t  r a t i n g  cannot improve the  q u a l i t y  o f  educa­
t i o n .  (p .  68)

That t h e r e  i s  d i f f i c u l t y  i n  us ing  m e r i t  pay fo r  t e a c h e r s  because 

o f  t h e  l a c k  o f  c r i t e r i a  t o  e v a l u a t e  was i n d i c a t e d  by L a w l e r  (1975) .

He s a i d  i t  i s  i m p o s s i b l e  t o  d e v e l o p  c l e a r  c r i t e r i a  t o  r e l a t e  pay to  

performance. Lacking o b j e c t i v e  measures  of  performance,  e v a lu a to r s  

use  s u b j e c t i v e  m e a s u r e s  w h ic h ,  i n  t u r n ,  l e a d  to  d i s t r u s t .  Casey 

(1983) s a id  t h a t  t h e r e  i s  a f e a r  in  having e v a lu a to r s  de te rmine  which 

t e a c h e r s  a r e  m e r i t o r i o u s .  They w i l l  be f o r c e d ,  he s a i d ,  t o  make 

d e c i s i o n s  on t h e  b a s i s  o f  e s s e n t i a l l y  s u b j e c t i v e  c r i t e r i a .  T i p p e r  

(1983)  e x p r e s s e d  c o n c e r n  by i n d i c a t i n g  t h e  need to  a d d r e s s  t h r e e  

i s s u e s  i n  t e a c h e r  e v a l u a t i o n :  What i s  t h e  c r i t e r i a  f o r  e x c e l l e n t

t e a c h i n g ,  can  i t  be a d d r e s s e d  a c c u r a t e l y ,  and s h o u ld  t h e r e  be r e ­

wards? Rosenholtz (1984) s a id  t h a t  r e s e a r c h e r s  d i s a g r e e  on s p e c i f i c s  

o f  t e a c h i n g  and t h e  c o n t e x t  i s  i m p o r t a n t .  I f  t e a c h e r s  a r e  t o  be
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e v a l u a t e d  f o r  m e r i t ,  i t  m us t  be done i n  a t o t a l  c o n t e x t  o f  t h e  a c t .

She con t inued ,  " I t  seems reasonab le  to  conclude from the l i t e r a t u r e

on t ea c h in g  e f f e c t i v e n e s s  t h a t  no system of  e v a lu a t i n g  tea c he rs  can

be c o n t e x t - f r e e "  (p. 20).

The d i f f i c u l t i e s  i n  a p p l y i n g  m e r i t  pay t o  good t e a c h i n g  was

s t a t e d  by Johnson (1984), when she sa id :

M e r i t  pay p l a n s  have  been  t r i e d  in  many f o r m s ,  i n  many 
p l a c e s  and t h e y  have  f a i l e d .  A c l o s e  a n a l y s i s  o f  the  
t e n e t s  o f  m e r i t  pay and t h e  r e a l i t i e s  o f  t e a c h e r s  and 
t ea c h ing  suggest s  t h a t  com p e t i t iv e  pay w i l l  not  serve as  an 
i n c e n t i v e  f o r  good t e a c h i n g  and may, i n  f a c t ,  i n t e r f e r e  
w i th  o t h e r  e f f o r t s  to  improve the schools ,  (p. 97)

M er i t  pay would reduce coope ra t ion  among t e a c h e r s  accord ing  to

Johnson (1984). She sa id :

On t h e  b a s i s  o f  what  we know from t h e  e x p e r i e n c e  o f  b u s i ­
n e s s  w i t h  c o m p e t i t i v e  pay ,  t h e  i n t r o d u c t i o n  o f  m e r i t  pay 
i n t o  s c h o o l s  would  l i k e l y  o b s t r u c t  r a t h e r  t h a n  advance  
e f f o r t s  t o  p ro m o te  c o l l e g i a l i t y  and c o o p e r a t i o n  among 
t e a c h e r s .  C o m p e t i t i v e  r e w a r d  sys tem s  encourage indepen­
dence r a t h e r  than coope ra t ion  and d i v e r t  employees '  commit­
ment from group goa ls  to  pe rsona l  goa ls ,  (p. 105)

B a c h a r a c h  e t  a l .  (1984)  s t a t e d  t h e  b e l i e f  t h a t  m e r i t  pay may 

a c t u a l l y  s e r v e  as  a d i s i n c e n t i v e  among m e r i t o r i o u s  t ea c h e rs .  They 

f u r t h e r  s a id  t h a t  fo r  average t e a c h e rs ,  " those  who do not  r e c e iv e  the 

m e r i t  inc rement  w i l l  experi ence  a r e l a t i v e  d e c l i n e  in  t h e i r  rewards,  

and c o m m e n s u r a t e l y  l o w e r  t h e i r  p e r f o r m a n c e "  (p. 20).  Casey (1979) 

s a id  t h a t  t h e r e  i s  a danger based on experi ence  t h a t  m e r i t  pay p lans

f o s t e r  d i s s e n s i o n ,  r i v a l r y ,  and j e a l o u s y  among t e a c h e r s  and t h a t

s t u d i e s  have shown inc re ase d  c o n f l i c t  among f a c u l t y .  Weissman (1969) 

contended t h a t  accord ing  to  s tu d i e s  she reviewed,  m e r i t  pay s t im u ­

l a t e s  a c o m p e t i t iv e  s p i r i t  and leads  to d i s s e n s i o n ,  misunders tand in g .
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and lowered morale  among teache rs .

In  e s t a b l i s h i n g  a m e r i t  pay p l a n  i t  i s  i m p o r t a n t  t o  e s t a b l i s h  

goa ls  of  the  plan.  What the  goa ls  a re  i s  o f t e n  the  c e n t e r  of  de ba te  

in  rewards  fo r  performance systems.  What c o n s t i t u t e s  good t eaching?

The danger  in  m e r i t  pay i s  t h a t  t ea c he rs  w i l l  emphasize outcomes and 

deemphasize p rocess .  P a l a i c h  and F l a n n e l ly  (1984) s a id  t h a t  e s t a b ­

l i s h i n g  s t a n d a r d s  f o r  t e a c h i n g  and l e a r n i n g  and b e i n g  a b l e  t o  i n ­

c r e a s e  performance a g a in s t  these  s tandards  i s  d i f f i c u l t ,  t ime consum­

ing,  and c o n t r o v e r s i a l .  "To a l a rg e  e x t e n t ,  the  b e l i e f  in  the  e f f i ­

cacy of  m e r i t  pay—as w e l l  as o th e r  types o f  r ew ard - fo r -pe r fo rm anc e  

sys tems— i s  unexamined" (p. 8).

Accurate  means of  e v a lu a t i n g  t ea c h e rs  to  de te rmine  t h e i r  m e r i t  

i s  one o f  t h e  g r e a t e s t  r o a d b l o c k s  t o  a d o p t i n g  a p l a n .  Toch (1984)  

s a i d ,  "Few s c h o o l  s y s t e m s  use m ethods  o f  e v a l u a t i n g  t e a c h e r s  t h a t  

would o f f e r  a f a i r  and r e l i a b l e  b a s i s  fo r  reward ing  them m e r i t  pay or  

p l a c i n g  them on a c a r e e r  l a d d e r "  (p.  7).

Scherer  (1983) addressed the  importance o f  educa t ion  as  a group 

e f f o r t .  I f  quotas  are  imposed fo r  rewarding  m e r i t  pay, the  c o l l e g i ­

a l i t y  o f  the  s t a f f  w i l l  s u f f e r .  Research of  e f f e c t i v e  schools  shows 

t h a t  q u a l i t y  educa t io n  i s  a group e f f o r t .  A compensat ion system t h a t  

only rewards i n d iv i d u a l  e f f o r t  w i l l  d i scourage  t e a c h e r s  from sha r ing  

i d e a s .

Arnold (1984) expressed  di sagreement  to  m e r i t  pay when she s a id :

M o re o v e r ,  m o n e t a r y  i n c e n t i v e  p ro g ra m s  s h o u l d  n o t  be i n ­
s t a l l e d ,  b e c a u s e  t h e r e  i s  no o b j e c t i v e  way to  m e a s u r e  a 
t e a c h e r ' s  p e r f o r m a n c e .  A t e s t  w i l l  m e a s u r e  a t e a c h e r ' s  
a b i l i t y  t o  i n c r e a s e  a s t u d e n t ' s  know ledge  in  a s p e c i f i c  
s u b j e c t ,  b u t  what  o f  t h e  i n s p i r a t i o n  and e n c o u r a g e m e n t  a
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tea c he r  g ives  Co such s tuden t?  Who i s  going to  judge these  
s u b je c t iv e  a s p ec t s  of  teaching?  (p. 512)

Barber and Kle in (1983) made the  po in t  t h a t  t eache rs  do need to

be r e c o g n i z e d  f o r  s u p e r i o r  e f f o r t ,  b u t  b e l i e v e d  t h a t  t h e y  c a n n o t

t r u s t  e va lu a t io n s .  They i n d i c a t e d  t h a t  t h e r e  a re  two myths t h a t  keep

the m e r i t  i s s u e  a l i v e :  (a) Meri t  pay i s  wide ly  used in  bus ines s  and

i n d u s t r y ,  and (b)  m e r i t  pay  i s  a cheap  way t o  m o t i v a t e  t e a c h e r s .

Both of  these  they s a id  a re  myths because:

The a c c u m u l a t e d  e v i d e n c e  a b o u t  t h e  f i r s t  o f  t h e s e  m yths  
shows t h a t  n e i t h e r  the f e d e r a l  government nor  p r i v a t e  b u s i ­
n e s s  has  found  m e r i t  pay t o  be w i d e l y  u s a b l e .  D e v e lo p in g  
o b j e c t iv e  measure of  performance and m a in ta in in g  the ne ces­
sa ry  reco rd -keep ing  systems a re  to o  d i f f i c u l t ,  e x p e n s i v e ,  
and t im e  c onsum ing  to  be o f  much p r a c t i c a l  i n t e r e s t .  . . .
The t r u t h  a b o u t  t h e  second  myth i s  t h a t  e v a l u a t i o n  i s  n o t  
che ap ,  (p.  247)

Based on the l i t e r a t u r e  t h a t  has been reviewed thus f a r ,  t he re  

appears  to  be s i g n i f i c a n t  reasons fo r  not  c o n s id e r in g  m e r i t  pay. I t  

has been i n d ic a te d  t h a t ,  f r e q u e n t ly ,  m e r i t  pay plans  have been d i s ­

cont inued  or  not  t r i e d  because o f  problems wi th  f a i r  e v a lu a t io n ,  l o s s  

o f  mora le ,  or  measuring e f f e c t i v e  performance.  I t  i s  impor tan t  to 

d e t e r m i n e  i f  m e r i t  pay p l a n s  w i l l  no t  be s u c c e s s f u l  f o r  t h e s e  r e a ­

sons. Are these  reasons  j u s t i f i e d  a t  t h i s  t ime?  The need to d e t e r ­

mine these  answers  i s  the  b a s i s  fo r  the r e s e a r c h  ques t ions  undertaken 

in  t h i s  s tudy.

Arguments Favoring Meri t  Pay

The r e c e n t  r en e w ed  i n t e r e s t  i n  m e r i t  o r  p e r f o r m a n c e  pay f o r

t ea c he rs  has r e s u l t e d  in  numerous a r t i c l e s ,  d i s c u s s io n s ,  and deba tes

r e l a t i v e  t o  t h i s  h i g h l y  c o n t r o v e r s i a l  and s e n s i t i v e  s u b j e c t .  The
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word r enew ed  was u sed  b e c a u s e  m e r i t  pay i s  no t  a new s u b j e c t .  Al­

though  a c o n s i d e r a b l e  amount  o f  t h e  o p i n i o n  b e i n g  p u b l i s h e d  i s  i n  

o p p o s i t i o n  to  m e r i t  pay ,  t h e r e  a p p e a r s  t o  be much more w r i t t e n  i n  

support  of  the i s sue .  The suppor t ,  i t  seems, i s  a r e s u l t  of  the wide 

p u b l i c i t y  r ec e n t  n a t i o n a l  e d u c a t io n a l  r e p o r t s  have rece ived .  Meri t  

pay ,  h a v i n g  been e n d o r s e d  by some o f  t h e s e  r e p o r t s ,  seems to  be 

l e g i t i m iz e d .  Another reason  why m e r i t  pay i s  in  such sharp focus now 

i s  t h a t  i n c e n t i v e  s y s t e m s  combine an e m p h a s i s  on i m p r o v e m e n t s  in  

t e a c h i n g  w i t h  p e r f o r m a n c e  a p p r a i s a l  s y s t e m s  t o  i n c r e a s e  a c c o u n t ­

a b i l i t y  by p r o v i d i n g  r e w a r d s  f o r  p e r f o r m a n c e .  In  t h i s  s e c t i o n ,  an 

examina t ion  w i l l  be made of  the  l i t e r a t u r e  which support s  m e r i t  pay 

p l a n s .

The N a t i o n a l  A s s o c i a t i o n  o f  S e c o n d a ry  Schoo l  P r i n c i p a l s ,  t h e  

Nat iona l  A ssoc ia t ion  of  Elementary School P r i n c i p a l s ,  and the Ameri­

can A ssoc ia t ion  of  School A d m in i s t r a to r s  agreed t h a t  e x c e l l e n t  t each ­

e r s  a r e  t h e  key t o  an im proved  e d u c a t i o n a l  s y s t e m  i n  t h i s  t i m e  o f  

high  technology and in fo rm a t io n  based s o c i e t y  requ i rem en ts .  A hand­

book pub l ished  j o i n t l y  by t h e s e  t h r e e  a s s o c i a t i o n s  (T e a c h e r  I n c e n ­

t i v e s ,  1984) express  t h e i r  concern w i th  school  d i s t r i c t s  ru sh ing  in to  

i n c e n t iv e  pay programs w i thou t  adequate  p r e p a r a t i o n .  However, a need 

for  i n c e n t iv e  programs i s  acknowledged. I t  i s  sa id :

Because  we c a n n o t  a f f o r d  t o  r e p e a t  t h e  m i s t a k e s  o f  t h e  
p a s t ,  school  d i s t r i c t s  th roughout  the c oun t ry  must develop 
and a p p l y  p r o m i s i n g  t e a c h e r  i n c e n t i v e  p r o g ra m s  t h a t  a r e  
fo rm ula ted  r a t i o n a l l y  and based s o l i d l y  upon r e s e a rc h  and 
e x p e r i e n c e .  Our t h r e e  a s s o c i a t i o n s  b e l i e v e  t h e  b e s t  
s t r a t e g y  to recognize o u t s t a n d in g  t ea c h ing  i s  t eache r  i n ­
c e n t iv e  programs,  (p. 5)
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Dur ing  t h e  1983-84 s c h o o l  y e a r  t h e  D a l l a s  I n d e p e n d e n t  School  

D i s t r i c t  (Texas )  d e s i g n e d  and i n s t i t u t e d  a d i s t r i c t - w i d e  i n c e n t iv e  

pay p l a n  which  was a s u p p le m e n t  t o  i t s  g e n e r a l  pay p l a n .  The p l a n  

was known as t h e  Campus I n c e n t i v e  Pay P l a n  b e c a u s e  pay i n c e n t i v e s  

were given  to  e n t i r e  school  s t a f f s  which a t t a i n e d  e s t a b l i s h e d  c r i ­

t e r i a .  The s u p e r i n t e n d e n t  o f  t h e  d i s t r i c t ,  W r i g h t  (1986)  s a i d  t h e  

plan achieved i t s  o b j e c t i v e s ,  s tu den t  achievement  l e v e l s  i n c re as e d ,  

s t u d e n t  a t t e n d a n c e  i n c r e a s e d ,  and t eache r  absen tee i sm  was s i g n i f i ­

c a n t l y  r e d u c e d .  W r ig h t  s a i d ,  "Campus i n c e n t i v e  pay a l s o  was a b i g  

success  in  improving mora le ,  m o t i v a t i o n ,  and c o o p e ra t io n  among school  

e m p lo y e e s "  (p. 6) .

The s i n g l e  s a l a r y  s c h e d u l e  as  a method o f  p a y in g  t e a c h e r s  has  

long been under a t t a c k .  S tewart  (1980), a s p e c i a l  program admin is ­

t r a t o r  fo r  the New Orleans Pub l ic  Schools,  s a id ,  "Compensation models 

today, e s p e c i a l l y  in  the  pub l ic  s e c t o r ,  gua ra n tee  income r e g a r d l e s s  

o f  e f f o r t .  Worse ,  i t  c u t s  o f f  i n i t i a t i v e  by a f a i l u r e  t o  r e w a r d  

c r e a t i v i t y  and innovat ion"  (p. 3).

The N a t i o n a l  Schoo l  Boa rds  A s s o c i a t i o n  (NSBA) s u r v e y e d  1,261 

e l e m e n t a r y  and s e c o n d a r y  s c h o o l  t e a c h e r s  i n  1983 to  l e a r n  t h e i r  

a t t i t u d e s  toward m e r i t  pay. An Educa t iona l  Research Se rv ice  (Meri t  

Pay P l a n s  f o r  T e a c h e r s , 1983) r e p o r t  on t h a t  s t u d y  i n d i c a t e s  t h a t  

"almost  t w o - t h i r d s  of  the  respondent s  (63 p e rc e n t )  i n d i c a t e d  support  

for  the  idea.  Giving p r i n c i p a l s  the  ' g r e a t e s t '  say in  t e a c h e r  e va lu ­

a t i o n s  was the  p re fe re nc e  of  39 pe rcen t  of  the  respondents"  (p. 6).

MacQueen (1984) b e l i e ved  t h a t  through proper  p lann ing ,  implemen­

t a t i o n ,  and a d m i n i s t r a t i o n ,  m e r i t  pay can a c h i e v e  many p o s i t i v e
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advantages.  I t  i s  im p or ta n t ,  he con t inued ,  t h a t  workers  pe rce ive  a

r e l a t i o n s h i p  b e tw e e n  t h e  pay and p e r f o r m a n c e  o f  a m e r i t  p l a n .

MacQueen s t a t e d :

I t  i s  im p e r a t iv e ,  t h e r e f o r e ,  t h a t  school  d i s t r i c t s  seek to 
e s t a b l i s h  in c re as e d  pay fo r  h igher  l e v e l s  of  t eache r  p e r ­
f o rm a n c e .  C r i t i c a l  t o  t h i s  t a s k  i s  d e v i s i n g  a pay f o r  
performance scheme t h a t  t e a c h e r s  pe rce ive  as reward ing the  
e x t r a  or  a d d i t i o n a l  e f f o r t  r eq u i r ed  to  ach ieve the l e v e l  of  
e x c e l l e n c e  being  rewarded.  (p. 26).

MacQueen f u r t h e r  s t a t e d  t h a t  r e c e n t  r e s e a rc h  confi rms  the p o s i t i v e  

r e l a t i o n s h i p  between m e r i t  pay and high performance.

L a w l e r  (1975)  s u g g e s t e d  t h a t  i n d i v i d u a l  p r e fe re n c e s  fo r  m e r i t  

pay a r e  i n f l u e n c e d  by a p e r s o n ' s  need  and by h i s  p a r t i c u l a r  s i t u a ­

t io n .  Employees w i th  h igh  l e v e l s  of  r e s p o n s i b i l i t y  favor  m e r i t  pay.

He f u r t h e r  s t a t e d  t h a t  the  more competent the i n d i v i d u a l ,  the  more he 

w i l l  support  m e r i t  pay. Milhourn (1980) s a id ,  "Pay can be an impor­

t a n t  source of  m o t i v a t i o n  when the amount of  pay an employee r e c e iv e s  

i s  t i e d  t o  h i s  o r  h e r  j o b  p e r f o r m a n c e "  (p.  34) .  P e r r y  and P e a r c e  

(1983), in  s im p l i f y in g  Vroom's expectancy theory ,  s a id ,  "The theory  

p o s i t s  t h a t  i f  i n d i v i d u a l s  expect  to  r e c e iv e  a valued  reward fo r  h igh 

p e r f o r m a n c e ,  t h e y  a r e  more l i k e l y  t o  s t r i v e  f o r  t h i s  l e v e l  o f  p e r ­

f o rm a n ce  t h a n  i f  t h e r e  were  no p a y o f f "  (p.  231) .  Katz  and Kahn 

(1978) r e p o r t e d  t h a t  e x t r i n s i c  r e w a r d s  and i n c e n t i v e s  im prove  p e r ­

formance in  many occupat ions .

In June of  1983 the  Task Force on Educat ion fo r  Economic Growth, 

E d u c a t i o n  Com m iss io n  o f  t h e  S t a t e s  (ECS, 1983) p u b l i s h e d  a r e p o r t  

c a l l e d  A c t i o n  f o r  E x c e l l e n c e :  A Comprehensive Plan to  Improve Our

Nation 's  Schools.  This  r e p o r t  c l o s e l y  fo l lowed the A Nation  a t  Risk
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(Nationa l  Commission on Exce l lence  in  Educat ion,  1983) r e p o r t  and i t

too supported the  concept  of  pay fo r  performance.  The r e p o r t  sa id :

We recommend t h a t  boards of  educa t ion  and h ighe r  educat ion  
i n  each  s t a t e — i n  c o o p e r a t i o n  w i t h  t e a c h e r s  and s c h o o l  
a d m i n i s t r a t o r s —put  i n  p lace ,  as soon as p o s s ib l e ,  systems 
f o r  f a i r l y  and o b j e c t i v e l y  measuring the  e f f e c t i v e n e s s  of  
t ea c h e rs  and reward ing  ou t s t a n d in g  performance , (p. 39)

The r e p o r t  recommends t h a t  s t a t e s  should c r e a t e  c a re e r  l adde rs  fo r

t e a c h e r s .

I n  a r e p o r t  s u p p o r t e d  by t h e  Rand C o r p o r a t i o n  e n t i t l e d  Beyond

the Commission R e p o r t s :  The Coming C r i s i s  i n  T e a c h i n g . D a r l i n g -

Hammond (1984) wrote:

P r o f e s s i o n a l i z i n g  t ea c h ing  w i l l  r e q u i r e  a new c a re e r  s t r u c ­
t u r e  in  which improved p r e p a r a t i o n  and p r o f e s s i o n a l l y  en­
f o r c e d  s t a n d a r d s  o f  p r a c t i c e  a r e  combined wi th  increased  
r e s p o n s i b i l i t y  fo r  t e c h n i c a l  dec is ion-m aking  by those who 
s u c c e s s f u l l y  d e m o n s t r a t e  t h e i r  c o m p e te n c e .  U pgrad ing  
teach in g  compensat ion and c r e a t i n g  more p r o f e s s i o n a l  work­
ing c o n d i t io n s  are  p a r t  of  a s t r u c t u r a l  s o l u t i o n ,  one t h a t  
addresses  the  i n t e r r e l a t e d  causes  of  the tea c he r  supply and 
q u a l i t y  p r o b l e m s ,  r a t h e r  t h a n  m e r e l y  t h e i r  symptoms.
(p. v i )

In  a handbook pub l ished  by the  Nat iona l  Elementary and Secondary 

P r i n c i p a l s  A s s o c ia t io n s  in  coope ra t ion  wi th  the American A ss o c ia t io n  

o f  School  A d m i n i s t r a t o r s  (T eache r  I n c e n t i v e s , 1984), they i n d i c a t e d  

t h e i r  suppor t  o f  i n c e n t iv e s  fo r  t eachers .  I d e n t i f i e d  are  key assump­

t io n s  :

F i r s t ,  the  r i g h t  i n c e n t i v e s ,  coupled w i th  o t h e r  a p p ro p r i a t e  
management  s t r a t e g i e s ,  a r e  c a p a b l e  o f  s i g n i f i c a n t l y  
i n f l u e n c i n g  t e a c h e r  job choice and m o t iva t ion .  Second, the  
a t t r a c t i o n ,  r e t e n t i o n ,  and m o t iv a t io n  of  h ig h ly  q u a l i f i e d  
p e r s o n s  w i l l  a f f e c t  t h e  q u a l i t y  o f  t e a c h e r  p e r f o r m a n c e  
w h ic h ,  i n  t u r n ,  w i l l  a f f e c t  s t u d e n t  o u t co m e s .  T h i r d ,  a l l  
s c h o o l  d i s t r i c t s  can  make i m p o r t a n t  ga ins  through appro­
p r i a t e  u se  o f  i n c e n t i v e s ,  b u t  each  d i s t r i c t  m us t  f a s h i o n  
i t s  own i n c e n t i v e  p l a n  t o  meet  i t s  own p a r t i c u l a r  n e e d s .
(p. 2)
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Although i t  i s  g e n e r a l l y  thought t h a t  t e a c h e r s  a re  not  in  favor  

o f  m e r i t  pay, an examina t ion  o f  r e c e n t  surveys i n d i c a t e s  t h a t  i s  not  

the case.  Though th e r e  may have, a t  one t ime,  been s t rong  oppo s i t i o n  

to  the concept ,  r e c e n t l y  more t ea c h e rs  favor  the  idea.  Educa t iona l  

Research Serv ice  conducted a n a t i o n a l  p o l l  of  t e a c h e r s  in  May of  1984 

c a l l e d  t h e  E d u c a t o r  O p in ion  P o l l  ( T e a c h e r s  and P r i n c i p a l s , 1984) .  

The p u r p o s e  was t o  p r o v i d e  a c o m p r e h e n s i v e  l o o k  a t  t h e  o p i n i o n s ,  

s t a t u s ,  and e x p e r i e n c e s  o f  t h a t  g roup .  When a s k e d  i f  t e a c h e r s  in  

c r i t i c a l  s h o r t a g e  a r e a s  s h o u l d  be p a i d  h i g h e r  s a l a r i e s ,  o n ly  18.3% 

r e s p o n d e d  a f f i r m a t i v e l y .  I n  t h e  a r e a  o f  c a r e e r  l a d d e r s  q u i t e  a 

d i f f e r e n t  response  i s  found wi th  81.6% in favor .  When asked i f  m e r i t  

pay should be a v a i l a b l e  to  a l l  t e a c h e r s  meet ing  a p p ro p r i a t e  c r i t e r i a  

of  performance,  50.8% favored the idea.

The Nat iona l  Educat ion A s s o c ia t io n  in 1983 conducted the Nat ion­

wide Teachers  Opinion P o l l .  The purpose was to  a s se s s  the opinions  

o f  p u b l i c  s c h o o l  t e a c h e r s  on a v a r i e t y  o f  c u r r e n t  i s s u e s .  Of t h e  

n a t i o n ' s  2.2 m i l l i o n  t e a c h e r s ,  1 ,978 were  s u r v e y e d .  I t  was found  

t h a t :

S p e c i f i c a l l y ,  55 pe rcen t  of  the  respondent s  support  s a l a r y  
s u p p l e m e n t s  t o  r e w a r d  o u t s t a n d i n g  t e a c h e r s ,  46 p e r c e n t  
s u p p o r t  s t i p e n d s  t o  t e a c h e r s  i n  " c r i t i c a l  short age"  a reas  
such  as  s c i e n c e  and m a t h e m a t i c s ,  and 83 p e r c e n t  s u p p o r t  
d i f f e r e n t i a l  s a l a r y  schedu les  fo r  t ea c he rs  based on c a re e r  
s t a g e s  such  as  b e g i n n i n g ,  p r o f e s s i o n a l ,  and m a s t e r s .
(p .  11)

A l th o u g h  t e a c h e r s  have r e c e i v e d  much a t t e n t i o n  as  a r e s u l t  o f  

r e c e n t  e d u c a t i o n a l  s t u d i e s ,  much o f  t h a t  a t t e n t i o n  has  been  i n  t h e  

form o f  c r i t i c i s m .  T h e re  has  been  o n l y  a p a s s i n g  i n t e r e s t  in  what  

th e  t e a c h e r s  t h i n k .  I t  was w i t h i n  t h a t  f r a m e w o rk  t h a t  a n a t i o n a l
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t e a c h e r  s t u d y  was c o n d u c te d  f o r  t h e  M e t r o p o l i t a n  L i f e  I n s u r a n c e  

Company by H a r r i s  (1984)  c a l l e d  The M e t r o p o l i t a n  L i f e  Survey o f  the 

A m e r i c a n  T e a c h e r . Seven m a j o r  a r e a s  were  e x a m in e d ,  one o f  them 

d i r e c t e d  a t  a c c o u n t a b i l i t y  and m e r i t  pay. I t  was found th a t  72% of  

t h e  t e a c h e r s  s u r v e y e d  b e l i e v e d  t h a t  t h e y  have  n o t  been  a d e q u a t e l y  

h e a r d  o r  t h e i r  o p i n i o n s  r e p r e s e n t e d .  On t h e  i s s u e  o f  m e r i t  pay i t  

was found t h a t :

Con trary to  the charges  of  many of  t h e i r  c r i t i c s ,  t ea c he rs  
a r e  h i g h l y  p o s i t i v e  a b o u t  i n c r e a s i n g  t h e i r  own a c c o u n t a ­
b i l i t y .  By 87-12%, a b i g  m a j o r i t y  lo o k  w i t h  f a v o r  on th e  
concept  o f  c a r e e r  ladders  to provide g r e a t e r  o p p o r t u n i t i e s ,  
more r e s p o n s i b i l i t y ,  and more pay as  a way to  a t t r a c t  and 
t o  k e e p  b e t t e r  t e a c h e r s  i n  t h e  s y s t e m .  By 84-14%, t h e y  
a l s o  s u p p o r t  c hanges  which  would make i t  e a s i e r  f o r  i n ­
c o m p e t e n t  t e a c h e r s  t o  be removed.  By 57-42%, t h e y  would 
welcome p e r io d i c  r e t e s t i n g  of  t ea c he rs  in  t h e i r  own sub je c t  
a re a s .  By 90-9%, a b ig  m a j o r i t y  of  t e a c h e r s  in  t h i s  coun­
t r y  a re  w i l l i n g  to  have t h e i r  performance measured p e r i o d i ­
c a l l y  by t h e i r  c u r r e n t  a d m i n i s t r a t o r ,  and a 72-27% m a j o r i t y  
a re  w i l l i n g  to  have t h e i r  performance e v a lu a te d  by a com­
m i t t e e  o f  t e a c h e r s  i n  t h e i r  own s c h o o l .  By 70-30%, th e y  
a re  in  favor  of  s tanda rd ized  t e s t s  being  employed to  mea­
su re  the  improvement o f  t h e i r  own s tu d e n t s .  And a 61-39% 
m a j o r i t y  would s u p p o r t  t h e  u se  o f  s t a n d a r d i z e d  t e s t s  to  
measure the  improvement of  a l l  s tu d e n t s  in  the  school.  By 
60-39%, t h e y  a r e  even w i l l i n g  t o  have t h e i r  p e r f o r m a n c e  
e v a l u a t e d  by s t a n d a r d i z e d  t e s t s  t h a t  m e a s u r e  t e a c h e r s '  
s k i l l s .  W hil e  t h e y  have r e s e r v a t i o n s  a b o u t  m e r i t  pay as 
such, a 71-28% m a j o r i t y  b e l i e v e  such a system could work i f  
t h e r e  were  an o b j e c t i v e  s t a n d a r d  on w h ich  a t e a c h e r ' s  
i n d iv i d u a l  m e r i t  could be judged. (p. 6)

These  f i n d i n g s  r e i n f o r c e  the  d a t a  o f  o t h e r  s t u d i e s  i n d i c a t i n g  

t h a t  t e a c h e r s  a r e  n o t  b a s i c a l l y  opposed  t o  t h e  c o n c e p t  o f  c a r e e r  

l ad d e r s  or  m e r i t  pay.

When G a l lu p  (1984)  c o n d u c te d  h i s  s u r v e y ,  t h e  r e s u l t s  f a v o r i n g  

m e r i t  pay were not  as s t rong .  His survey, as those  mentioned above, 

i n c l u d e d  a n a t i o n a l  sam ple  o f  t e a c h e r s  and t h e  p u r p o s e  was to
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de te rmine  tea c he r  a t t i t u d e s .  I t  was found t h a t  in  the  t ea c h e r  popu­

l a t i o n ,  m e r i t  pay i s  opposed by a 2 t o  1 r a t i o .  T e a c h e r s  c e n t e r  

t h e i r  o b j e c t i o n  to two main po in t s .  One i s  the d i f f i c u l t y  i n  d e t e r ­

m in i n g  who s h o u ld  r e c e i v e  m e r i t  pay and t h e  o t h e r  i s  t h e  m o r a l e  

problems t h a t  might  be c re a te d  i f  a m e r i t  pay p lan  was put  in  e f f e c t .  

When a sked  how many t e a c h e r s  i n  t h e i r  own s c h o o l s  s h o u ld  r e c e i v e  

m e r i t  pay i f  a p lan  was put  in  e f f e c t ,  they i n d i c a t e d  t h a t  75% of  the 

t e a c h e r s  should r e c e iv e  such m e r i t .  When comparing these  t e a c h e rs '  

op in ions  to  the op in ions  of  the pu b l i c ,  d i f f e r e n t  r e s u l t s  were noted:

The views of  the  pub l ic  provide a r a t h e r  d ram a t ic  c o n t r a s t  
to  the  a t t i t u d e s  of  t eache rs .  The pub l ic  favors  m e r i t  pay 
f o r  t e a c h e r s  by a r a t i o  o f  4:1 (76% to  19%). The p u b l i c  
a l s o  f e e l s  t h a t  the most impor tan t  c r i t e r i o n  upon which to 
b a s e  m e r i t  pay s h o u ld  be t h e  ac ade m ic  a c h i e v e m e n t  o r  im­
p ro v e m e n t  o f  s t u d e n t s  as  m ea s u red  by s t a n d a r d i z e d  t e s t s  
(68%). (p. 98)

Those t h a t  argue a g a in s t  m e r i t  pay say t h a t  dec id ing  who should

ge t  the  m e r i t  i s  not  easy. F igu r ing  out r e s p o n s i b l e  and d e f e n s i b l e

p e r f o r m a n c e  r a t i n g s  f o r  w o r k e r s  be tween  the  extremes  i s  d i f f i c u l t .

Cohen and Murnane (1985) o f f e r e d  the f o l low ing  response :

These a re  worthy concerns ,  but  they are  no reason to  ignore 
m e r i t  pay i n  e d u c a t i o n .  A f t e r  a l l ,  t h i s  i d e a  has  been  
p o w e r f u l l y  t hough  i n t e r m i t t e n t l y  a p p e a l i n g  t o  s c h o o l  
boa rds ,  a d m i n i s t r a t o r s ,  and school  r e fo rm e r s  fo r  more than 
h a l f  a c e n tu ry ,  and thousands of  d i s t r i c t s  have t r i e d  m e r i t  
pay.  Any i d e a  o f  such  a l l u r e  i s  w o r t h  l o o k i n g  i n t o ,  i f  
on ly  because so many people who m a t te r  in  American educa­
t i o n  have taken  i t  s e r i o u s ly .  In a d d i t i o n ,  the  idea  makes 
some i n t u i t i v e  sense.  (p. 4)

The s i n g l e  s a l a r y  schedule  has helped b r in g  e q u i t y  to  the  t each ­

ing p ro fe s s io n .  I t  has e l i m i n a t e d  the d i f f e r e n t i a l s  between men and 

women t h a t  were  common in  t h e  1930s.  I t  h a s  a l s o  p r o v i d e d  e q u i t y  

between e le m en ta ry  and secondary t eache rs  and between b lac k  and white
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t e a c h e r s .  However ,  as  much as  t h e  s i n g l e  s a l a r y  has  h e l p e d  i n  t h e

teach ing  p r o f e s s io n ,  Robinson (1984) sa id :

But f o r  a l l  t h e s e  v i r t u e s  and p a s t  c o n t r i b u t i o n s ,  s i n g l e  
s a l a r y  s c h e d u l e s  a r e  b a s i c a l l y  f l a w e d  in  t h a t  t h e y  d i s ­
c r i m i n a t e  a g a i n s t  s u p e r i o r  t e a c h e r s .  By r e w a r d i n g  a l l  
t e a c h e r s  o n l y  i n  t e r m s  o f  c o l l e g e  d e g r e e s  and y e a r s  o f
t e a c h i n g ,  s i n g l e  s a l a r y  s c h e d u l e s  d i s c r i m i n a t e  a g a i n s t
s u p e r i o r  t e a c h e r s  whose p e r f o r m a n c e  and p r o d u c t i v i t y  are  
ou t s t a n d in g ,  but  who may have few academic degrees  or  fewer 
yea rs  of  experience .  (p. 6)

O'Shea (1984)  a l s o  has  t a k e n  a p o s i t i o n  a g a i n s t  t h e  s i n g l e  s a l a r y

s c h e d u l e  and f a v o r s  a m e r i t  pay p l a n .  He s a i d ,  "The f l a w in  t h e

s i n g l e  s a l a r y  s c h e d u l e  i s  t h a t  t e a c h e r s  a r e  n o t  e q u a l , y e t  s c h o o l

systems pay them as i f  they were" (p. 21).

T h i s  s e c t i o n  ha s  p r o v i d e d  an o v e r v i e w  o f  t h e  l i t e r a t u r e  t h a t

supports  m e r i t  pay concepts .  The l i t e r a t u r e  i n d i c a t e s  t h a t  t h e r e  i s

a s t rong  base of  support  from the p u b l i c ,  e d u c a t io n a l  a s s o c i a t i o n s ,

and to  a s i g n i f i c a n t  d e g r e e ,  t e a c h e r s  t h e m s e l v e s .  The e v a l u a t i o n

process  remains an impediment  to  a wide adop t ion  of  any plan.

M ot iva t iona l  Theory and Meri t  Pay

Arguments fo r  or  a g a in s t  m e r i t  pay, though not  e x p l i c i t l y  men­

t i o n e d ,  o f t e n  have  a b a s i s  i n  m o t i v a t i o n a l  t h e o r y .  Any p l a n  unde r  

c o n s i d e r a t i o n  s h o u l d  be c o n s i d e r e d  in  r e l a t i o n s h i p  to  m o t i v a t i o n a l  

theory .  M er i t  programs based on management and m o t i v a t i o n a l  r e s e a rc h  

a re  p o s s ib l e  and e x i s t  in  educa t ion .  Frase  e t  a l .  (1982) d esc r ibed  a 

w o r k a b l e  m e r i t  p rog ra m  t h a t  i n c o r p o r a t e s  as  i t s  b a s i s  H e r z b e r g ' s  

r e s e a r c h  o f  m o t i v a t i o n - h y g i e n e  and c o r r e l a t e  t h i s  c l o s e l y  w i t h  

Maslow's h i e r a r c h y  o f  needs.  This t h e o r e t i c a l  foundat ion  can lead  to
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a m er i t  system where i n t e r n a l  rewards can, in  t u rn ,  serve as motiva­

t o r s  .

A c c o r d in g  to  L a w l e r  (1 9 7 5 ) ,  r e s e a r c h  e v i d e n c e  and m odels  of  

m o t iv a t io n  c l e a r l y  i n d i c a t e  t h a t ,  under  c e r t a i n  c o n d i t i o n s ,  money can 

be used to  m o t i v a t e  good p e r f o r m a n c e .  L a w l e r  s a i d  t h a t  t h e o r y  and 

r e s e a rc h  sugges t ,  however, t h a t  t h i s  m o t iv a t io n  w i l l  r e q u i r e  a b e l i e f  

among employees t h a t  good performance w i l l  l ead  to  high pay.

Jo h n s o n  (1984)  a s s e r t e d  t h a t  m e r i t  pay does  n o t  t a k e  i n t o  a c ­

c o u n t  m o t i v a t i o n a l  n e e d s  o f  t e a c h e r s  nor the independent  na tu re  of 

s c h o o l s .  Jo h n s o n  a d v i s e d  t h a t  when l o o k i n g  f o r  m odels  o f  s a l a r y  

reform,  the  s u c c e s s fu l  c o rp o r a te  models t h a t  base  t h e i r  t h e o r i e s  on 

group goa ls  fo r  m o t i v a t i o n a l  i n c e n t iv e s  should be examined.

B r i n k s  (1980)  p o s i t i o n e d  h i m s e l f  o p p o s i t e  t h o s e  who would say 

money does not  m o tiva te .  Though commonly accepted by many personne l  

p s y c h o lo g i s t s  t h a t  money does not  m o t iv a t e ,  h i s  pe rsona l  experience  

d e f i n i t e l y  i n d i c a t e s  i t  s t i l l  m o t iva te s .

Serg iovanni  and Carver  (1973) s a id  money i s  u n i v e r s a l l y  under­

s to o d  t o  b r i n g  s t a t u s  and r e c o g n i t i o n  to  p e o p l e .  I t  c o m m u n ic a t e s  

success  to o t h e r s ,  but  i s  a secondary m o t iv a t in g  f a c t o r .  Serg iovanni  

and Carver b e l i e ved  t h a t  the  m o t i v a t i o n - h y g i e n e  t h e o r y  o f  H e rz b e rg  

has  u s e f u l  a p p l i c a t i o n  t o  e d u c a t i o n .  Money can d i r e c t l y  m o t iv a t e ,  

however, l a r g e  sums a re  r equ i r ed .

Summary of  L i t e r a t u r e  Review

The l i t e r a t u r e  i n d i c a t e d  t h a t  t h e r e  has been a long h i s t o r y  in  

t h i s  c o u n t r y  o f  m e r i t  pay f o r  t e a c h e r s .  T h e re  has  been  an ebb and
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flow of  support  fo r  m e r i t  pay which changed w i th  s i g n i f i c a n t  even ts  

o f  t h e  t i m e .  Each change  was d i f f e r e n t  f rom t h e  one t h a t  p r e c e d e d .  

The l i t e r a t u r e  focus ing on o b j e c t i o n s  t o  m e r i t  pay p l a n s  p r e s e n t e d  

s t r o n g  a r g u m e n t s ;  ho w e v e r ,  s u p p o r t  o f  m e r i t  pay p r e s e n t e d  e q u a l l y  

s t rong  arguments .  The support  of  m e r i t  pay which i s  c u r r e n t l y  sweep­

ing  t h e  s t a t e s  comes,  ho w e v e r ,  w i t h  c i r c u m s t a n c e s  d i f f e r e n t  f rom 

those of  p a s t  h i s t o r y .  The p l e t h o r a  of  n a t i o n a l  r e p o r t s  has fueled  

the  support  of  m e r i t  pay a t  a t ime when r e s e a r c h  has provided b e t t e r  

means o f  t e a c h e r  e v a l u a t i o n .  These  c o n d i t i o n s  add to  t h e  r e l a t i v e  

impor tance  of  t h i s  r e s e a rc h  e f f o r t .
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CHAPTER I I I  

DESIGN OF THE STUDY

The p u r p o s e  o f  t h i s  s t u d y  was t o  d e t e r m i n e  i f  t h e r e  i s  a r e l a ­

t i o n s h i p  between c e r t a i n  pe rsona l  c h a r a c t e r i s t i c s ,  edu c a t io n a l  back­

ground, and e d u c a t io n a l  p h i lo s o p h ic a l  opinions  of  t ea c he rs  and t h e i r  

l e v e l  of  support  o f  m e r i t  pay and r e l a t e d  forms of  compensat ion.  I t  

was a l s o  t h e  p u r p o s e  o f  t h i s  s t u d y  to  d e t e r m i n e  i f  t h e r e  i s  a r e l a ­

t i o n s h i p  between pe rsona l  c h a r a c t e r i s t i c s ,  e d u c a t i o n a l  b a c k g r o u n d s ,  

and e d u c a t io n a l  p h i lo s o p h i c a l  opinions  of  t ea c h e rs  and the e x t e n t  to 

which they  t h in k  m e r i t  pay has an e f f e c t  on l ea rn in g .  The s tudy  was 

e x p lo r a to r y  and d e s c r i p t i v e .

Popu la t ion

The Chippewa V al ley  School D i s t r i c t  i s  comprised of  p o r t i o n s  of  

Macomb and C l in ton  Townships and i s  one of  the  f a s t e s t  growing geo­

graphic  a re a s  i n  the  s t a t e  o f  Michigan. Chippewa Val ley  i s  the  t h i r d  

l a r g e s t  school  d i s t r i c t  o f  the 21 d i s t r i c t s  in  the county o f  Macomb 

and i s  l o c a t e d  a p p r o x i m a t e l y  25 m i l e s  n o r t h e a s t  o f  t h e  c i t y  o f  

D e t r o i t .  The 28 square m i le  school  d i s t r i c t  i s  p r i m a r i l y  a r e s i d e n ­

t i a l  community w i th  a t o t a l  s tuden t  popu la t ion  o f  8,290.

The popu la t io n  fo r  t h i s  s tudy  c o n s i s t e d  of  413 t e a c h e r s  who were 

e mployed  by t h e  s c h o o l  d i s t r i c t  as  o f  J a n u a r y  6, 1987. T h e re  were  

175 e lem en ta ry  and 218 secondary t eache rs .  In a d d i t i o n ,  20 t e a c h e r s

41
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had n e i t h e r  c l a s s i f i c a t i o n  and s e rv e d  th e  d i s t r i c t  in  a s p e c i a l  

c a p a c i ty  of p s y c h o lo g is t ,  speech p a th o lo g is t ,  o r  s o c ia l  worker. The 

sample from the  a c c e s s ib l e  p o p u la t io n  fo r  use in  t h i s  s tudy was the  

e n t i r e  a c c e s s ib le  p o p u la t io n .  The e n t i r e  p o p u la t io n  was surveyed to  

achieve a comprehensive a n a ly s i s  of the  school d i s t r i c t .

In s t ru m e n ta t io n

The l i t e r a t u r e  r e v i e w  l e d  t h i s  w r i t e r  to  exam ine  t h r e e  b a c k ­

ground a re a s  o f  te a c h e rs  t h a t  were considered  to  have a r e l a t i o n s h i p  

to  m e r i t  pay. The s e l e c t i o n  o f  pe rsona l  c h a r a c t e r i s t i c s ,  e d u c a t io n a l  

b a c k g ro u n d ,  and e d u c a t i o n a l  p h i l o s o p h i c a l  o p i n io n s  o f  t e a c h e r s  as 

a reas  fo r  t h i s  s tudy  were based on in fo rm a t io n  from a rev iew  o f  the  

l i t e r a t u r e  and o th e r  s tu d ie s .

The p e r s o n a l  c h a r a c t e r i s t i c s  u sed  f o r  t h i s  s tu d y  w ere  s e x ,  

m a r i t a l  s t a t u s ,  age, number o f  c h i ld re n ,  s a la r y  c l a s s i f i c a t i o n ,  and 

s a la r y  s te p .  I t  was hoped t h a t  some answers to  q u e s t io n s  about m e r i t  

pay could be found here . I s  th e re  a d i f f e r e n c e  between men and women 

toward m e r i t  pay? Does age a f f e c t  one 's  op in ion  of m e r i t  pay? Does 

the p re se n t  s a la r y  o f  a te a c h e r  make a d i f f e re n c e ?

The second s e c t io n  o f  the  survey was developed to  g a th e r  educa­

t i o n a l  b a c k g ro u n d  d a t a .  T h is  s e c t i o n  ex am in ed  l e v e l  o f  t e a c h i n g ,  

number o f  y e a r s  o f  t e a c h i n g ,  and h i g h e s t  d e g r e e .  A lso  o f  i n t e r e s t ,  

were how many hours t e a c h e rs  prepared  fo r  teach ing , frequency o f  in -  

s e rv ic e ,  and t h e i r  g radua te  work. The q u es t io n  was, does any of t h i s  

in fo rm a t io n  make a d i f f e r e n c e  in  the  degree to  which a te a c h e r  sup­

p o r ts  m e r i t  pay?

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



43

The t h i r d  s e c t io n  of the  survey was in tended  to  s o l i c i t  teach ­

e r s '  o p i n io n s  o f  e d u c a t i o n a l  i s s u e s  and p h i lo s o p h y .  R e sp o n se s  to  

c a re e r  p lans  and s a t i s f a c t i o n  w i t h  t e a c h i n g  w ere  i n v e s t i g a t e d .  An 

a t te m p t  was made to  de te rm ine  what t e a c h e rs  thought of e v a lu a t io n ,  

measurement, and s u p e rv is io n  as w e l l  as goal s h a r in g  and team tea c h ­

ing .

A survey q u e s t io n n a ir e  was sen t  to  a l l  t e a c h e rs  in  the  Chippewa 

V a l le y  S chool D i s t r i c t .  The s u r v e y  was d i v i d e d  i n t o  f o u r  s e c t i o n s  

w i th  t h e  f i r s t  t h r e e  s e c t i o n s  g a t h e r i n g  d a t a  r e l a t e d  to  p e r s o n a l  

c h a r a c t e r i s t i c s ,  e d u c a t io n a l  background, and e d u c a t io n a l  p h i lo s o p h i­

c a l  o p i n io n s  o f  t e a c h e r s .  The f o u r t h  s e c t i o n  was d u a l  s c a l e d  w i t h  

t e a c h e r s  r e s p o n d in g  t w i c e .  R e s p o n d e n ts  i n d i c a t e d  t h e i r  l e v e l  o f  

s u p p o r t  f o r  a ty p e  o f  m e r i t  pay as w e l l  as  t h e i r  o p in io n  o f  th e  

e f f e c t  t h i s  form  o f  m e r i t  pay w ould  have on s t u d e n t  l e a r n i n g .  A l l  

i t e m s  on th e  s u rv e y  w ere  c lo s e d - e n d e d  to  a l l o w  f o r  q u a n t i t a t i v e  

a n a l y s i s .  The q u e s t i o n n a i r e  was p r e s e n t e d  to  a r e v ie w  p a n e l  to  

e s t a b l i s h  co n ten t  v a l i d i t y .

A p i l o t  s t u d y  o f  th e  s u rv e y  was a d m i n i s t e r e d  to  a g roup  o f  20 

t e a c h e r s  i n  a s c h o o l  d i s t r i c t  s i m i l a r  to  C hippew a V a l l e y  f o r  th e  

purpose o f  r e f i n in g  the in s t ru m e n t .  The 20 people  in  the  p i l o t  s tudy  

were chosen to  p rovide  an a sso r tm e n t  o f  tea c h in g  l e v e l s ,  backgrounds, 

and experience .  The purpose o f  the  p i l o t  s tudy  was to de te rm ine  the 

r e s p o n d e n t ' s  a b i l i t y  t o  c o m p le te  t h e  s u rv e y  w i t h  th e  d i r e c t i o n s  

p rov ided , the  tim e re q u i r e d ,  and t h e i r  comfort l e v e l  w ith  the ques­

t i o n s  a sk ed .  S e v e r a l  c h a n g es  w ere  made to  th e  i n s t r u m e n t  b a s e d  on 

feedback from the p i l o t  study.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



44

Data C o l le c t io n  Process

The q u e s t i o n n a i r e  was m a i le d  to  a l l  t e a c h e r s  in  th e  C hippew a 

V a l l e y  S choo l  D i s t r i c t .  A c o v e r  l e t t e r  was u s e d  t o  i n t r o d u c e  th e  

r e s p o n d e n t  to  th e  p u rp o s e  o f  th e  su rv e y .  In  a d d i t i o n ,  a l e t t e r  o f  

e n d o r s e m e n t  f rom  t h e  p r e s i d e n t  o f  t h e  C hippew a V a l l e y  E d u c a t io n  

A s s o c ia t io n  was inc luded  to  dem onstra te  a c o o p e ra t iv e  e f f o r t  w ith  the 

l o c a l  u n io n  i n  t h i s  r e s e a r c h .  S in c e  th e  s u b j e c t  o f  m e r i t  pay i s  a 

s e n s i t i v e  i s s u e  w ith  many te a c h e rs ,  i t  was hoped th a t  t h i s  endorse­

ment from th e  union would in c re a s e  the  response  r a t e .

The q u e s t io n n a i r e  was m ailed  in  a sea led  envelope through i n t e r ­

s c h o o l  m a i l  t o  a l l  t e a c h e r s  in  th e  s c h o o l  d i s t r i c t .  An a d d r e s s e d  

r e t u r n  e n v e lo p e  was p r o v id e d .  B ecause  th e  i s s u e  o f  m e r i t  pay i s  

s e n s i t i v e ,  no coding o f  responses  was used to  t r a c e  responden ts  and 

n o n r e s p o n d e n t s .  I t  was hoped t h a t  a n o n y m ity  would  i n c r e a s e  th e  

response  r a t e .  W ith in  each o f  the  2 weeks fo l lo w in g  the  d i s t r i b u t i o n  

o f  the  q u e s t io n n a i r e ,  rem inders  were sen t  to  a l l  te a c h e rs  encouraging  

them to  respond i f  they  had no t a lre ad y  done so. Q u e s t io n n a ire s  were 

d i s t r i b u t e d  on F e b r u a r y  2, 1987, and r e s p o n d e n t s  w ere  r e q u e s t e d  to

r e t u r n  them by F e b r u a r y  12, 1987. The c o l l e c t e d  d a t a  w e re  e n t e r e d

in to  a computer fo r  a n a ly s i s .

Hypotheses

For purposes  o f  t h i s  r e s e a rc h ,  s ix  hypotheses were gen e ra te d  and

te s t e d .  S ta te d  in  t h e i r  n u l l  form, they a re :
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H y p o th e s i s  1; T here  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  b e tw e e n  

c e r t a i n  p e r s o n a l  c h a r a c t e r i s t i c s  o f  t e a c h e r s  and t h e i r  l e v e l s  o f  

support o f  v a r io u s  types  of m e r i t  pay.

H y p o th e s i s  2 : T h e re  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  b e tw e e n

c e r t a i n  e d u c a t i o n a l  b a c k g ro u n d s  o f  t e a c h e r s  and t h e i r  l e v e l s  o f  

support of v a r io u s  types o f  m e r i t  pay.

H y p o th e s i s  3: T h e re  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  b e tw e e n

te a c h e rs '  p e rc e p t io n s  re g a rd in g  a number of e d u c a t io n a l  p h i lo s o p h ic a l  

s ta te m e n ts  and t h e i r  l e v e l s  o f  support of v a r io u s  types  of m e r i t  pay.

H y p o th e s i s  4 : T h e re  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  b e tw e e n

c e r t a i n  p e rso n a l  c h a r a c t e r i s t i c s  o f  te a c h e rs  and the  e x te n t  to  which 

they  th in k  m e r i t  pay w i l l  e f f e c t  s tu d e n t  le a rn in g .

H y p o th e s i s  5 ; T here  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  b e tw e e n

c e r t a i n  e d u c a t io n a l  backgrounds o f  te a c h e rs  and the  e x te n t  to  which 

they th in k  m e r i t  pay w i l l  e f f e c t  s tu d e n t  l e a rn in g .

H y p o th e s i s  6 ; T h e re  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  b e tw e e n

te a c h e rs '  p e rc e p t io n s  r eg a rd in g  a number of e d u c a t io n a l  p h i lo s o p h ic a l

s ta te m e n ts  and the  e x te n t  to  which they  th in k  m e r i t  pay w i l l  e f f e c t  

s tu d e n t  l e a r n in g .

A nalys is

The b a s ic  des ign  fo r  t h i s  r e s e a rc h  was a c o r r e l a t i o n a l  design . 

Chi square  or Pearson  product-moment was used as the  type o f  a n a ly s i s  

d e p e n d in g  on t h e  p a r t i c u l a r  s c a l e s  f o r  th e  s u rv e y  i t e m s .  A l l  s i x  

hypotheses were t e s t e d  us ing  a fam ily  a lpha  l e v e l  o f  .01.
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In  a d d i t io n ,  th e re  was frequency a n a ly s i s  in c lu d in g  pe rcen tages  

and averages where a p p ro p r ia te .

The c o l l e c t e d  d a ta  were arranged  fo r  computer a n a ly s i s  u s ing  the 

S t a t i s t i c a l  Package fo r  the  Soc ia l  Sciences (SPSS) program.
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CHAPTER IV

FINDINGS

The p u rp o se  o f  t h i s  s tu d y  was to  d e t e r m i n e  i f  a s i g n i f i c a n t  

r e l a t i o n s h ip  e x is t e d  between c e r t a i n  pe rso n a l ,  e d u c a t io n a l ,  or  p h i lo ­

s o p h i c a l  d e m o g ra p h ic s  o f  t e a c h e r s  in  th e  Chippewa V a l le y  S chool 

D i s t r i c t  and a t e a c h e r s '  s u p p o r t  o f  v a r i o u s  fo rm s  o f  m e r i t  pay o r  

r e l a t e d  c o m p e n s a t io n .  I t  was a l s o  th e  p u rp o se  o f  t h i s  s tu d y  to  

de te rm ine  i f  a s i g n i f i c a n t  r e l a t i o n s h ip  e x is te d  between c e r t a i n  p e r ­

sona l,  e d u c a t io n a l ,  o r  p h i lo s o p h ic a l  demographics o f  Chippewa Valley  

tea c h e rs  and t h e i r  op in ion  of v a r io u s  forms o f  m e r i t  pay or r e l a t e d  

compensation e f f e c t i n g  le a rn in g .

A q u e s t io n n a i r e  was used to  c o l l e c t  the  in fo rm a t io n  (see  Appen­

d ix  B). P r e s e n t e d  i n  t h i s  c h a p t e r  a r e  th e  r e s u l t s  o f  t h e  c o r r e l a ­

t io n s  th a t  were found in  t h i s  s tudy  in  r e l a t i o n  to  the  s ix  hypotheses 

t h a t  w ere  t e s t e d .  S e c o n d ly ,  a l s o  p r e s e n t e d  i n  t h i s  c h a p t e r  i s  t h e  

demographic in fo rm a t io n  re p o r te d  by the responden ts .

Q u es t io n n a ire  Response

On February  2, 1987, q u e s t io n n a i r e s  were d i s t r i b u t e d  through the 

i n t e r n a l  m ail  system  to  a l l  t e a c h e rs  in  the  Chippewa V alley  School 

D i s t r i c t .  The d a t e  o f  d i s t r i b u t i o n  was s e l e c t e d  so as n o t  to  con­

f l i c t  w ith  any school d i s t r i c t  fu n c t io n s  or v a c a t io n s .  The d a te  was 

1 week a f t e r  the  second sem es te r  began.

47
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Q u e s t i o n n a i r e s  w ere  d i s t r i b u t e d  to  a l l  p e r s o n s  c l a s s i f i e d  as 

tea c h e rs  and responses  were rec e iv e d  through the  i n te r n a l  m ail  sys­

tem. Three hundred th re e  q u e s t i o n n a i r e s  w ere  r e t u r n e d  p r o v id i n g  a 

response r a t e  of 73.36%. As w ith  a l l  q u e s t io n n a i r e s ,  sampling e r r o r  

i s  j u s t  one measure o f  r e l i a b i l i t y .  Mail back surveys may be b iased  

by i n t e r e s t s  o f  th o s e  w i l l i n g  to  p a r t i c i p a t e .  A check  o f  a g e ,  s e x ,  

teach in g  assignm ent, and s a l a r y  c l a s s i f i c a t i o n  by t h o s e  r e s p o n d in g  

show t h a t  those  who p a r t i c i p a t e d ,  as a group, rough ly  p o r t r a y  a c ro ss  

s e c t io n  o f  the  tea c h in g  s t a f f .

S t a t i s t i c a l  R e su l ts  o f  Hypothesis  T es t in g

S ix  h y p o th e s e s  w r i t t e n  i n  th e  n u l l  fo rm  w ere  t e s t e d  in  t h i s  

study. For v a r i a b le s  i n t e r v a l  o r  i n t e r v a l  a p p e ar in g ,  a Pearson £  was 

computed to  de te rm ine  i f  a r e l a t i o n s h ip  e x is t e d  in  each h y p o thes is  

u s in g  an a lp h a  l e v e l  o f  .01.

Three o f  the  dependent m easures were nom inal v a r i a b l e s ,  thus  e t a  

(n) was u sed  to  o b t a i n  m e a s u re s  o f  t h e i r  r e l a t i o n  w i t h  th e  r e s p o n ­

d e n t s '  s u p p o r t  o f  th e  v a r i o u s  ty p e s  o f  m e r i t  pay and th e  e x t e n t  to  

which they thought m e r i t  pay would e f f e c t  s tu d e n t  lea rn in g .  Analyses 

o f  v a r i a n c e  w ere  th e n  com puted  f o r  e a c h ;  h o w e v e r ,  no s i g n i f i c a n t  

d i f f e r e n c e s  were found.

Hypothesis 1

H y p o th e s is  1 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

between c e r t a i n  p e rsona l  c h a r a c t e r i s t i c s  of te a c h e rs  and t h e i r  sup­

p o r t  o f  v a r i o u s  ty p e s  o f  m e r i t  pay. P e a r s o n  p ro d u c t -m o m e n t
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c o r r e l a t i o n s  were c a lc u la t e d  fo r  each of the  p e rso n a l  c h a r a c t e r i s t i c s  

and s u p p o r t  f o r  e a ch  o f  t h e  12 t y p e s  o f  m e r i t  pay. Of t h e  72 p a i r e d  

v a r i a b l e s ,  only 3 showed any s ig n i f ic a n c e  a t  an a lpha  l e v e l  o f  .01.

When i n d i v i d u a l  p e r s o n a l  c h a r a c t e r i s t i c s  w ere  p a i r e d  w i t h  

weighted averages  fo r  support  o f  a l l  12 types  of m e r i t  pay, aga in  no 

s i g n i f i c a n t  r e l a t i o n s h ip s  were found. Table 1 p rov ides  the  c o r r e l a ­

t i o n  f o r  t h o s e  r e l a t i o n s h i p s .  L a c k in g  a s i g n i f i c a n t  c o r r e l a t i o n ,  

Hypothesis 1 i s  accep ted .

Table 1

C o r r e la t io n  o f  P e rso n a l  C h a r a c t e r i s t i c s  o f  Teachers 
and T he ir  Support of M erit  Pay

V ar iab le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 lev e l

Support of m e r i t  pay

Sex 258 .0827 No

M a r i ta l  s t a t u s 258 —.0864 No

Age 258 - .0536 No

C hild ren 258 .0486 No

S a la ry  c l a s s i f i c a t i o n 258 - .1140 No

S alary  s te p 258 -.0033 No

Hypothesis  2

H y p o th e s i s  2 s t a t e d t h a t  t h e r e  i s no s i g n i f i c a n t  r e l a t i o n s h i p

b e tw e e n  th e  e d u c a t i o n a l b a c k g ro u n d  o f t e a c h e r s  and t h e i r  l e v e l  o f
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s u p p o r t  f o r  v a r i o u s  t y p e s  o f  m e r i t  pay. P e a r s o n  p ro d u c t -m o m e n t  

c o r r e l a t i o n s  w ere  c a l c u l a t e d  f o r  e a ch  i n f o r m a t i o n a l  i te m  o f  th e  

e d u c a t io n a l  background and suppo rt  fo r  each of the  12 types  of m e r i t  

pay. Of t h e  96 p a i r e d  v a r i a b l e s ,  o n ly  5 showed any s i g n i f i c a n c e  a t  

th e  .01 a lp h a  l e v e l .

When i n d i v i d u a l  e d u c a t i o n a l  background i te m s  were p a ire d  w ith  

w e ig h te d  a v e ra g e s  f o r  s u p p o r t  o f  a l l  12 t y p e s  o f  m e r i t  p ay , no s i g ­

n i f i c a n t  r e l a t i o n s h i p s  w ere  found . These  d a t a ,  w i th  t h e  c o r r e l a ­

t i o n s ,  can  be found  i n  T a b le  2. S in c e  no s i g n i f i c a n t  c o r r e l a t i o n s  

were found. H ypothesis 2 i s  accep ted .

Table 2

C o r r e la t io n  o f  E duca tiona l  Backgrounds o f  Teachers 
and T he ir  Support o f  M erit  Pay

V ar iab le  p a i r Number Obtained
S t a t i s t i c a l l y  
s ig n i f i c a n t  
a t  .01 le v e l

Support of m er i t  pay

Teaching assignment 253 - .1452 No

Number o f  yea rs  tea c h in g 253 -.0267 No

H ighest degree 253 - .0870 No

Time s ince  i n - s e r v i c e 253 - .0558 No

Hours of school work 253 - .1308 No

Time s in c e  c o l le g e  c r e d i t 253 .0171 No

Undergraduate major 253 -.0501 No

Number o f  memberships 253 - .1263 No
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Hypothesis  3

H y p o th e s i s  3 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

b e tw e e n  t e a c h e r s '  p e r c e p t i o n s  r e g a r d i n g  a num ber o f  e d u c a t i o n a l  

p h i lo s o p h ic a l  s ta te m e n ts  and t h e i r  le v e l  o f  support  fo r  v a r io u s  types 

o f  m e r i t  pay. Table 3 l i s t s  Pearson product-moment c o r r e l a t i o n s  fo r  

each p h i lo s o p h ic a l  s ta te m e n t  and t h e i r  support fo r  v a r io u s  types  of 

m e r i t  pay. Of the  108 p a ire d  v a r i a b l e s ,  41 were found s i g n i f i c a n t  a t  

the  .01 le v e l  o f  s ig n i f ic a n c e .

Table 3

C o r re la t io n  of E duca tiona l P h i lo s o p h ic a l  S ta tem en ts  
of Teachers and T heir  Support o f  

S p e c if ic  Types of M erit Pay

V a r ia b le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 lev e l

R eturn  to  b a s ic s

C areer ladder 240 - .0367 No

D i f f e r e n t i a t e d  s t a f f i n g 240 .0775 No

Market s e n s i t i v e  pay 240 .0053 No

Fas t  t r a c k 240 .0400 No

I n c e n t iv e  pay 240 .0007 No

Development award 240 .0869 No

P r o fe s s io n a l  m er i t 240 .0433 No

Length o f  s e rv ic e 240 .0954 No

P r o d u c t iv i ty  m er i t 240 .0710 No

Bonus 240 .1130 No
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V ar iab le  p a i r
S t a t i s t i c a l l y

Number Obtained s ig n i f i c a n t
a t  .01 le v e l

Mentor tea c h e r  program 

Supply award

S a t i s f a c t io n  w ith  teach in g  

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

In ce n t iv e  pay 

Development award 

P ro fe s s io n a l  m er i t  

Length of s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor tea c h e r  program 

Supply award

Career p lans  

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

Fast  t r a c k  

In ce n t iv e  pay

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

- .1013  No

.0425 No

.0443

.0226

.0665

.0388

.0717

.0685

.0487

.1109

.0099

.0090

.0717

.0892

.0276

-.0318

-.0436

.0369

.0061

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Table 3—Continued

53

V ar iab le  p a i r
S t a t i s t i c a l l y

Number Obtained s i g n i f i c a n t
a t  .01 lev e l

Development award 

P ro fe s s io n a l  m er i t  

Length of s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor te a c h e r  program 

Supply award

Team tea c h in g  

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

In c e n t iv e  pay 

Development award 

P ro fe s s io n a l  m er i t  

Length o f  s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor tea c h e r  program 

Supply award

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

.0344

.1142

.0214

.0204

.0413

.1085

.0417

.1901

.0869

.0716

.1508

.0776

.1433

.1297

.0305

.0893

.0699

.2831

.0593

No

No

No

No

No

•No

No

Yes

No

No

Yes

No

No

No

No

No

No

Yes

No
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V a r ia b le  p a i r
S t a t i s t i c a l l y

Number Obtained s i g n i f i c a n t
a t  .01 le v e l

Expert t e a c h e rs  su p e rv ise  

Career lad d e r  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

I n c e n t iv e  pay 

Development award 

P r o fe s s io n a l  m er i t  

Length o f  s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor te a c h e r  program 

Supply award

240

240

240

240

240

240

240

240

240

240

240

240

.3198

.2400

.1749

.3046

.1722

.3532

.2019

.0147

.2054

.2057

.5092

.2980

Yes

Yes

Yes

Yes

Yes

Yes

Yes

No

Yes

Yes

Yes

Yes

Group goa ls  and co o p e ra t io n

Career lad d e r  240

D i f f e r e n t i a t e d  s t a f f i n g  240

Market s e n s i t i v e  pay 240

Fast  t r a c k  240

I n c e n t iv e  pay 240

Development award 240

P r o fe s s io n a l  m er i t  240

.1101

.0455

.1394

.0945

.1193

.0793

.0737

No

No

No

No

No

No

No
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V ar iab le  p a i r
S t a t i s t i c a l l y

Number Obtained s i g n i f i c a n t
a t  .01 le v e l

Length o f  s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor te a c h e r  program 

Supply award

Shared purposes 

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

In c e n t iv e  pay 

Development award 

P ro fe s s io n a l  m er i t  

Length o f  s e rv ic e  

P r o d u c t iv i ty  m e r i t  

Bonus

Mentor tea c h e r  program 

Supply award

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

240

Based on measurable o b je c t iv e s

Career ladder  240

D i f f e r e n t i a t e d  s t a f f i n g  240

.0082

.1937

.1701

.1313

.0393

.2041

.0492

.1635

.1742

.0166

.1327

.1136

.0495

.1521

.2046

.2718

.2011

.1778

.1812

No

Yes

Yes

No

No

Yes

No

Yes

Yes

No

No

No

No

Yes

Yes

Yes

Yes

Yes

Yes
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Table 3— Continued

V a r ia b le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 lev e l

Market s e n s i t i v e  pay 240 .2014 Yes

F a s t  t r a c k 240 .2786 Yes

In c e n t iv e  pay 240 .1670 Yes

Development award 240 .1413 No

P r o fe s s io n a l  m er i t 240 .0649 No

Length o f  s e rv ic e 240 -.0157 No

P r o d u c t iv i ty  m eri t 240 .4563 Yes

Bonus 240 .4141 Yes

Mentor te a c h e r  program 240 .1262 No

Supply award 240 .2066 Yes

P o s s ib le  to  measure performance

Career ladder 240 .2237 Yes

D i f f e r e n t i a t e d  s t a f f i n g 240 .2070 Yes

Market s e n s i t i v e  pay 240 .2972 Yes

F ast  t r a c k 240 .3571 Yes

In c e n t iv e  pay 240 .1615 Yes

Development award 240 .2251 Yes

P ro fe s s io n a l  m er i t 240 .1229 No

Length o f  s e rv ic e 240 .0461 No

P r o d u c t iv i ty  m er i t 240 .2934 Yes

Bonus 240 .3411 Yes
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Table 3— Continued

V ar iab le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 le v e l

Mentor tea c h e r  program 240 .2949 Yes

Supply award 240 .3102 Yes

When in d iv id u a l  e d u c a t io n a l  p h i lo s o p h ic a l  s ta te m e n ts  were p a ire d  

w ith  weighted averages  fo r  support  o f  a l l  12 types  of m e r i t  pay, 6 o f  

th e  9 p h i l o s o p h i c a l  s t a t e m e n t s  w ere  found to  be s i g n i f i c a n t  a t  th e  

.01 l e v e l  o f  s ig n i f ic a n c e .  These c o r r e l a t i o n s  a re  l i s t e d  in  Table 4.

The h igh  number o f  c o r r e l a t i o n s  between p h i lo s o p h ic a l  s ta te m e n ts  

and support  o f  m e r i t  pay whether t r e a te d  as in d iv id u a l  types  o f  m e r i t  

pay (Table 3) o r  as a group (Table 4) leads  t h i s  r e s e a rc h e r  to  r e j e c t  

H ypothesis  3.

Hypothesis  4

H y p o th e s i s  4 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

between c e r t a i n  p e rso n a l  c h a r a c t e r i s t i c s  o f  te a c h e rs  and the  e x te n t  

to  which they  th in k  m e r i t  pay would e f f e c t  s tu d e n t  l e a rn in g .  Pearson 

product-moment c o r r e l a t i o n s  were c a lc u la te d  fo r  each of the  p e rso n a l  

c h a r a c t e r i s t i c s  and e f f e c t s  on l e a rn in g  fo r  each type of m e r i t  pay. 

Of the 72 p o s s ib le  r e l a t i o n s h i p s ,  only 3 were s i g n i f i c a n t  a t  the  .01 

l e v e l .

I n d i v i d u a l  p e r s o n a l  c h a r a c t e r i s t i c s  were p a ire d  w ith  weighted 

a v e r a g e s  f o r  e f f e c t s  on l e a r n i n g  f o r  a l l  12 t y p e s  o f  m e r i t  pay to
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Table 4

C o r r e la t io n  of E duca tiona l  P h i lo so p h ic a l  S ta tem en ts  
and Teacher Support of M erit  Pay

V a r ia b le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 le v e l

Support o f  m er i t  pay

Return to  b a s ic s 240 .0263 No

S a t i s f a c t i o n  w ith  teach in g 240 .0938 No

Career p lans 240 .0123 No

Team tea c h in g 240 .1943 Yes

Expert te a c h e rs  su p e rv ise 240 .4438 Yes

Group g o a ls  and co o p e ra t io n 240 .1768 Yes

Shared purposes 240 .2701 Yes

Based on m easurable  
o b je c t iv e s 240 . .3640 Yes

P o s s ib le  to  measure 
performance 240 .4342 Yes

de te rm ine  s i g n i f i c a n t  r e l a t i o n s h ip s .  Table 3 l i s t s  the  c o r r e l a t i o n s  

and shows no s i g n i f i c a n t  r e l a t i o n s h ip  a t  the  .01 l e v e l .  H ypothesis 4 

i s  accep ted .

Hypothesis  3

H y p o th e s i s  3 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

b e tw e e n  th e  e d u c a t i o n a l  b a c k g ro u n d  o f  t e a c h e r s  and th e  e x t e n t  to  

w hich  th e y  t h i n k  m e r i t  pay w i l l  e f f e c t  s t u d e n t  l e a r n i n g .  P e a r s o n
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Table 5

C o r re la t io n  of P e rsona l  C h a r a c t e r i s t i c s  and What Teachers 
Think Are the  E f f e c t s  o f  M erit  Pay on Learning

V ariab le  p a i r Number Obtained
S t a t i s t i c a l l y  
s ig n i f i c a n t  
a t  .01 lev e l

M erit pay e f f e c t  on le a rn in g

Sex 242 .0278 No

M a ri ta l  s t a tu s 242 -.0271 No

Age 242 -.0563 No

C hild ren 242 .0637 No

S a la ry  c l a s s i f i c a t i o n 242 - .0943 No

Salary  s te p 242 -.0451 No

p ro d u c t -m o m e n t  c o r r e l a t i o n s  were c a lc u la te d  fo r  each in fo rm a t io n a l  

i tem  o f  the  e d u c a t io n a l  background and e f f e c t s  on le a rn in g  fo r  each 

ty p e  o f  m e r i t  pay. Of th e  96 r e l a t i o n s h i p s ,  4 w ere  found to  be 

s ig n i f i c a n t  a t  the  .01 le v e l .

E duca tiona l  backgrounds were p a ire d  w ith  weighted averages fo r  

e f f e c t s  on le a rn in g  fo r  a l l  12 types  of m e r i t  pay and no s i g n i f i c a n t  

r e l a t i o n s h i p s  w ere  found . C o r r e l a t i o n s  a r e  l i s t e d  in  T a b le  6. 

Hypothesis 5, th e r e f o r e ,  i s  accepted.

Hypothesis  6

H y p o th e s i s  6 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

b e tw e e n  t e a c h e r s '  p e r c e p t i o n s  r e g a r d in g  a num ber o f  e d u c a t i o n a l
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Table 6

C o r re la t io n  of E duca tiona l Backgrounds of Teachers and 
What Teachers Think Are the  E f f e c t s  

of M erit Pay on Learning

V ar iab le  p a i r Number Obtained
S t a t i s t i c a l l y  
s ig n i f i c a n t  
a t  .01 lev e l

M erit pay e f f e c t  on l e a rn in g

Teaching assignment 238 -.0297 No

Number o f  yea rs  teach ing 238 - .0398 No

H ighest degree 238 -.1021 No

Time s in c e  in - s e r v i c e 238 - .0653 No

Hours o f  schoolwork 238 - .1408 No

Time s in c e  c o l le g e  c r e d i t 238 .0409 No

Undergraduate major 238 - .0 1 5 4 No

Number o f  memberships 238 - .0349 No

p h i lo s o p h ic a l  s ta te m e n ts  and the  e x te n t  to  which they th in k  m e r i t  pay 

w i l l  e f f e c t  s tu d e n t  lea rn in g .  P e a rs o n  p ro d u c t -m o m e n t  c o r r e l a t i o n s  

are  shown in  Table 7 fo r  each e d u c a t io n a l  p h i lo s o p h ic a l  s ta te m e n t  and 

th e  e f f e c t s  on l e a r n i n g  f o r  each  ty p e  o f  m e r i t  pay. Of th e  108 

r e l a t i o n s h i p s ,  37 c o r r e l a t i o n s  were s t a t i s t i c a l l y  s i g n i f i c a n t  a t  the  

.01 l e v e l .
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Table 7

C o r r e la t io n  of E duca tiona l P h i lo s o p h ic a l  S ta tem en ts  and 
Teachers ' Opinions of E f fe c t  on L earn ing  f o r  

S p e c if ic  Types of M erit Pay

V a r ia b le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 lev e l

Return  to  b a s ic s  

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

Fast  t r a c k  

In c e n t iv e  pay 

Development award 

P r o fe s s io n a l  m er i t  

Length o f  s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor te a c h e r  program 

Supply award

228

228

228

228

228

228

228

228

228

228

228

228

.0327

.0318

.0030

.0062

.0632

.0729

.0151

.1068

.0579

.1164

.1053

.0323

No

No

No

No

No

No

No

No

No

No

No

No

S a t i s f a c t i o n  w ith  teach in g  

C areer  lad d e r  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

Fast  t r a c k  

In c e n t iv e  pay

228

228

228

228

228

.0795

.0276

.0698

.0695

.0310

No

No

No

No

No
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Table 7—Continued

V ar iab le  p a i r
S t a t i s t i c a l l y

Number Obtained s ig n i f i c a n t
a t  .01 lev e l

Development award 

P ro fe s s io n a l  m e r i t  

Length of s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor te a c h e r  program 

Supply award

Career p lans  

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

In c e n t iv e  pay 

Development award 

P r o fe s s io n a l  m er i t  

Length o f  s e rv ic e  

P r o d u c t iv i ty  m er i t  

Bonus

Mentor te a c h e r  program 

Supply award

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

.1047

.0753

.1265

.0018

.0566

.0962

.0578

.0637

.0400

.0792

.0257

.1199

.0604

.0790

.0359

-.0565

.0411

.1038

-.0035

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No

No
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V ar iab le  p a i r Number Obtained
S t a t i s t i c a l l y
s ig n i f i c a n t
a t  .01 lev e l

Team teach ing  

C areer ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

In c e n t iv e  pay 

Development award 

P r o fe s s io n a l  m er i t  

Length o f  s e rv ic e  

P r o d u c t iv i ty  m eri t  

Bonus

Mentor te a c h e r  program 

Supply award

Expert tea c h e rs  su pe rv ise  

Career ladder  

D i f f e r e n t i a t e d  s t a f f i n g  

Market s e n s i t i v e  pay 

F as t  t r a c k  

In c e n t iv e  pay 

Development award 

P ro fe s s io n a l  m eri t

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

228

.1892

.1177

.0380

.0745

.0439

.1416

.2106

.0263

.0413

.0283

.2433

.0044

.3317

.2708

.1482

.2687

.1867

.3326

.2836

Yes

No

No

No

No

No

Yes

No

No

No

Yes

No

Yes 

Yes 

No 

. Yes 

Yes 

Yes 

Yes
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V ar iab le  p a i r
S t a t i s t i c a l l y

Number Obtained s i g n i f i c a n t
a t  .01 lev e l

Length of s e rv ic e  228

P r o d u c t iv i ty  m e r i t  228

Bonus 228

Mentor te a c h e r  program 228

Supply award 228

Group goa ls  and co o p e ra tio n

Career lad d e r  228

D i f f e r e n t i a t e d  s t a f f i n g  228

Market s e n s i t i v e  pay 228

Fas t  t r a c k  228

Incen t ive  pay 228

Development award 228

P ro fe s s io n a l  m e r i t  228

Length o f  s e rv ic e  228

P r o d u c t iv i ty  m er i t  228

Bonus 228

Mentor tea c h e r  program 228

Supply award 228

Shared purposes

Career ladde r  228

D i f f e r e n t i a t e d  s t a f f i n g  228

.0458

.1830

.1539

.5043

.2331

.1501

.0382

.0267

.1076

.1349

.0495

.0884

.0212

.1453

.1034

.1066

.0758

.2693

.0840

No

Yes

No

Yes

Yes

No

No

No

No

No

No

No

No

No

No

No

No

Yes

No
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V a r ia b le  p a i r
S t a t i s t i c a l l y

Number Obtained s ig n i f i c a n t
a t  .01 lev e l

Market s e n s i t i v e  pay 228

Fast  t r a c k  228

In c e n t iv e  pay 228

Development award 228

P ro fe s s io n a l  m er i t  228

Length o f  s e rv ic e  228

P r o d u c t iv i ty  m er i t  228

Bonus 228

Mentor te a c h e r  program 228

Supply award 228

Based on m easurable o b je c t iv e s

Career lad d e r  228

D i f f e r e n t i a t e d  s t a f f i n g  228

Market s e n s i t i v e  pay 228

Fast  t r a c k  228

In c e n t iv e  pay 228

Development award 228

P r o fe s s io n a l  m e r i t  228

Length o f  s e rv ic e  228

P r o d u c t iv i ty  m er i t  228

Bonus 228

,1505

,2491

.1841

.1036

.1770

.0157

.1692

.1334

.2881

.2667

.2334

.1879

.1791

.2411

.1859

.1298

.0655

.0810

.4189

.3613

No

Yes

Yes

No

Yes

No

Yes

No

Yes

Yes

Yes

Yes

Yes

Yes

Yes

No

No

No

Yes

Yes
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Table 7— Continued

V ar iab le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 lev e l

Mentor te a c h e r  program 228 .1628 Yes

Supply award 228 .1470 No

P o ss ib le  to  measure performance

Career ladder 228 .1707 Yes

D i f f e r e n t i a t e d  s t a f f i n g 228 .1791 Yes

Market s e n s i t iv e  pay 228 .3002 Yes

Fas t  t r a c k 228 .3022 Yes

In ce n t iv e  pay 228 .1909 Yes

Development award 228 .1504 No

P r o fe s s io n a l  m eri t 228 .1746 Yes

Length o f  s e rv ic e 228 .1065 No

P r o d u c t iv i ty  m er i t 228 .2517 Yes

Bonus 228 .2445 Yes

Mentor tea c h e r  program 228 .2900 Yes

Supply award 228 .2232 Yes

The e d u c a t i o n a l  p h i l o s o p h i c a l  s t a t e m e n t s  w ere  p a i r e d  w i th  

weighted averages  fo r  e f f e c t s  on le a r n in g  fo r  a l l  12 forms of m e r i t  

pay. Table 8 shows t h a t  th e re  were s i g n i f i c a n t  r e l a t i o n s h ip s  w ith  

f i v e  o f  th e  n in e  r e l a t i o n s h i p s  w i t h  an a lp h a  l e v e l  o f  .01. T h is  

re se a rc h  r e j e c t s  Hypothesis 6.
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Table 8

C o r r e la t io n  o f  E duca tiona l  P h i lo s o p h ic a l  S ta tem en ts  
and What Teachers Think Are the  E f f e c t s  

of M erit Pay on Learning

V a r ia b le  p a i r Number Obtained
S t a t i s t i c a l l y  
s i g n i f i c a n t  
a t  .01 lev e l

M erit pay e f f e c t  on l e a rn in g  

Return  to  b a s ic s 228 .0121 No

S a t i s f a c t i o n  w ith  teach in g 228 .0961 No

Career p lans 228 - .0170 No

Team tea c h in g 228 .1568 Yes

Expert te a c h e rs  su p e rv ise 228 .4344 Yes

Group g oa ls  and co o p e ra tio n 228 .1468 No

Shared purposes 228 .3093 Yes

Based on measurable 
o b je c t iv e s 228 .3622 Yes

P o s s ib le  to  measure 
performance 228 .3879 Yes

Demographic In form ation

There were 204 fem ales  and 87 males responding  to  the  q u e s t io n ­

n a i r e  and who re tu rn e d  i t  b e fo re  the  d e a d l in e s .  E igh ty-one  p e rcen t  

o f  those  who responded were m arr ied .

O vera ll  the  responden ts  were young compared to  the  average age 

o f  t e a c h e rs  in  the  s t a t e .  Of those  who responded, th e re  were 163, or 

55.8%, in  t h e  30-40  y e a r  age g ro u p .  S e v e n ty - n i n e  p e r c e n t  o f  th e
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group had degrees  beyond Che bache lo r  degree. There were 11 annual 

s t e p s  to  t h e  maximum s a l a r y  and th e  mean s a l a r y  s t e p  o f  t h o s e  r e ­

sponding was 8.05.

Forty -one  p e rc e n t  o f  the  te a c h e rs  were teach in g  a t  the  elemen­

t a r y  l e v e l ,  23.3% a t  t h e  m id d le  s c h o o l  l e v e l ,  and 25.3% a t  t h e  h ig h  

s c h o o l  l e v e l .  N ine  and n i n e - t e n t h s  p e r c e n t  t a u g h t  a t  com bined  

l e v e l s .

When a sk ed  a b o u t  t h e i r  a t t e n d a n c e  a t  w o rk sh o p s ,  i t  was found 

th a t  79% had a tte n d e d  a workshop w i th in  the l a s t  year. When c o n s id ­

e r i n g  a 2 - y e a r  p e r i o d ,  i t  was found t h a t  96.6% had a t t e n d e d  w ork ­

shops. F i f t y - n in e  p e rc e n t  r ec e iv e d  t h e i r  degree in  ed u c a t io n  r a t h e r  

than  in  an academic a rea .  N inety-one pe rcen t  he ld  two or more mem­

b e rsh ip s  in  p r o fe s s io n a l  o rg a n iz a t io n s .
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CHAPTER V 

SUMMARY AND CONCLUSIONS

This c h a p te r  r e p r e s e n t s  an overview of the  study. The problem 

i s  d i s c u s s e d  a lo n g  w i t h  t h e  p u rp o s e  and need  f o r  t h e  s tu d y .  The 

des ign  of the  s tu d y  i s  exp la ined  along w ith  the  p r e s e n ta t io n  o f  the  

f in d in g s .

I n t e r p r e t a t i o n s  and c o n c l u s i o n s  from  t h e  s i x  h y p o th e s e s  a re  

given. L a s t ly ,  im p l ic a t io n s  and re c o m m e n d a t io n s  f o r  f u r t h e r  s tu d y  

a r e  o f fe r e d .

General Summary o f  Purpose and Need

In A p r i l  o f  1983 the  N a tiona l  Commission on E xce llence  in  Educa­

t io n  is su e d  i t s  r e p o r t ,  A N ation a t  Risk; The Im p e ra t iv e  fo r  Educa­

t io n a l  Reform. The r e p o r t  con ta ined  s e v e ra l  recommendations, among 

them a recommendation th a t  tea c h in g  s a l a r i e s  be c o m p e t i t iv e ,  m arke t-  

s e n s i t i v e ,  and p e r f o r m a n c e  b a s e d .  S a l a r y ,  th e  r e p o r t  c o n t i n u e d ,  

s h o u ld  be t i e d  to  an e f f e c t i v e  e v a l u a t i o n  s y s te m  and be b a s e d  on 

m e r i t .  The N ation  a t  R isk  r e p o r t  was w idely  c i r c u l a t e d  and quoted by 

many recognized  e x p e r t s  in  the  f i e l d  of educa t ion . This i n t e r e s t  in  

e d u c a t io n a l  refo rm  re c e iv e d  a d d i t io n a l  impetus through the  p u b l ic a ­

t io n  of o th e r  r e p o r t s  by prominent e d u c a to rs .  Of p a r t i c u l a r  i n t e r e s t  

to  t h e  t e a c h i n g  p r o f e s s i o n  was th e  r e c o m m e n d a t io n  f o r  a m e r i t  pay 

p la n .  M e r i t  pay p l a n s  had f r e q u e n t l y  been  m e n t io n e d  in  t h e  many

69
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r e p o r t s .

Within 1 year ,  in  1984, 6 s t a t e s  had enacted a p lan  i n c o r p o r a t ­

in g  c o m p e n s a t i o n  r e l a t e d  t o  m e r i t  p l a n s ,  and 24 s t a t e s  had p l a n s  

under c o n s id e r a t i o n  or  proposed fo r  c o n s id e r a t io n .  Though m e r i t  pay 

f o r  t e a c h e r s  was n o t  a new i d e a ,  t h e  many r e p o r t s  and i n t e r e s t  i n  

edu c a t io n a l  reform prompted a renewed n a t i o n a l  i n t e r e s t  in  the sub­

j e c t .

A l th o u g h  t h e r e  was a r enew ed  p o p u l a r i t y  f o r  some new way to  

compensate t ea c h e rs  r e l a t e d  to  performance,  t h e r e  had not  been much 

success  in  t h i s  regard  in  p a s t  h i s t o r y .  There was, i t  seemed, a f t e r  

the impetus  fo r  renewed e f f o r t s  toward m e r i t  pay, a movement toward a 

v a r i e t y  of  p lans .  Teachers '  unions so f t ened  from t h e i r  o r i g i n a l  hard 

l i n e  approach,  but  were not  s p e c i f i c  i n  what they would support .  The 

s i n g l e  s a l a r y  s c h e d u l e  w h ic h  f o r  a l ong  t i m e  was t h e  b a s i c  form o f  

payment to  t e a c h e r s ,  was s t r o n g l y  c r i t i c i z e d .

W ith  a l l  t h e  n a t i o n a l  e m p h a s i s  on some form o f  c o m p e n s a t i o n  

r e l a t e d  to  m e r i t ,  i t  seemed l o g i c a l  to  i n v e s t i g a t e  t h i s  i s s u e  in  the 

Chippewa V a l l e y  S c h o o l s .  Boards  o f  e d u c a t io n ,  a d m i n i s t r a t o r s ,  and 

t eache rs  involved in  any m e r i t  r e l a t e d  compensat ion p lan  need to  know 

what  i s  a c c e p t a b l e  and what  ha s  a p o s s i b i l i t y  f o r  s u c c e s s .  Many 

m e r i t  pay p lans  p r e s e n t ly  i n  e x i s t e n c e  are  e xpe r im e n ta l  and some have 

been  d e v e lo p e d  w i t h o u t  t e a c h e r  i n p u t .  I t  would  be h e l p f u l  t o  t h e  

Chippewa V a l l e y  S c h o o l s ,  f o r  b o t h  a d m i n i s t r a t i o n  and t e a c h e r s ,  t o  

know what are  the a t t i t u d e s  of  t e a c h e r s  toward m e r i t  r e l a t e d  compen­

s a t i o n .  P e o p le  im prove  and a r e  more s u p p o r t i v e  when th e y  f u l l y  

p a r t i c i p a t e  in  the  p o l i c y  fo rm ation  of  an o r g a n i z a t i o n .  I t  was the
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p u r p o s e  o f  t h i s  r e s e a r c h  to  d e t e r m i n e  w h ic h  v a r i a b l e s ,  o f  t h o s e  

e x a m i n e d ,  were  s t a t i s t i c a l l y  s i g n i f i c a n t  i n  r e l a t i o n  t o  t e a c h e r s '  

a t t i t u d e s  t o w a r d  m e r i t  pay i n  t h e  Ch ippewa V a l l e y  S c h o o l s .  I f  a 

m e r i t  r e l a t e d  compensat ion p lan  i s  ever c ons ide red  in  the  Chippewa 

V a l l e y  S c h o o l s ,  i t  would have  a g r e a t e r  c h a n c e  f o r  s u c c e s s  i f  i t  i s  

based on a c c u r a te  in fo rmat io n .

To de te rmine  tea c he r  response to  the q u e s t i o n  of  m e r i t  pay, t h i s  

i n v e s t i g a t o r  prepared  a q u e s t i o n n a i r e  which was s e n t  to  a l l  t e a c h e rs  

i n  the  Chippewa Va l ley Schools.  The q u e s t i o n n a i r e  was d iv id ed  in to  

f o u r  p a r t s .  The f i r s t  t h r e e  p a r t s  a d d r e s s e d  p e r s o n a l  i n f o r m a t i o n ,  

e d u c a t i o n a l  i n f o r m a t i o n ,  and responses  to  p h i l o s o p h i c a l  s t a t e m e n ts .  

The fo u r th  p a r t  l i s t e d  12 forms o f  m e r i t  compensat ion and respondent s  

were asked to  i n d i c a t e  t h e i r  l e v e l  of  support  f o r  each one of these .  

They w e re  a l s o  a s k ed  to  i n d i c a t e  t o  what  e x t e n t  t h e y  t h o u g h t  t h i s  

form o f  m e r i t  pay would e f f e c t  s tuden t  l e a r n in g .

The responses  ob ta ined  from these  q u e s t i o n n a i r e s  were analyzed 

to  de te rm ine  i f  r e l a t i o n s h i p s  e x i s t e d  between p e r s o n a l ,  e d u c a t io n a l ,  

and p h i l o s o p h i c a l  i n f o r m a t i o n  and a t e a c h e r ' s  l e v e l  o f  s u p p o r t  o f  

m e r i t  c o m p e n s a t i o n .  The i n v e s t i g a t i o n  a l s o  sought  to de te rm ine  i f  

r e l a t i o n s h i p s  e x i s t e d  between pe rsona l ,  e d u c a t io n a l ,  and p h i lo s o p h i ­

c a l  in fo r m a t io n  and a t e a c h e r ' s  op in ion on what e f f e c t  va r io u s  forms 

o f  m e r i t  pay have on s tude n t  l ea rn in g .

Discuss ion  of  Findings

This  s tudy  was made in  an a t t em p t  to de te rm ine  i f  r e l a t i o n s h i p s  

e x i s t  b e t w e e n  p e r s o n a l  d e m o g r a p h i c s ,  e d u c a t i o n a l  demographics ,  or
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p h i lo s o p h i c a l  op in ions  o f  t ea c h e rs  and between, f i r s t ,  t h e i r  l e v e l  of  

s u p p o r t  o f  m e r i t  pay and ,  s e c o n d ,  w h e t h e r  t h e r e  was a r e l a t i o n s h i p  

b e t w e e n  t h e s e  t h r e e  f a c t o r s  and t h e  d e g r e e  t o  w h ic h  t e a c h e r s  t h i n k  

m e r i t  pay has an e f f e c t  on l ea rn in g .  Six hypotheses  were used in  the 

s tudy and a d i s c u s s i o n  of  each fo l lows:

Hypothesis  1

This  hypo thes i s  s t a t e d  t h a t  t h e re  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

between c e r t a i n  pe r sona l  d a ta  of  t eache rs  and t h e i r  l e v e l  of  suppor t  

o f  v a r i o u s  types of  m e r i t  pay. This hypo thes i s  was supported .

Each o f  t h e  s i x  p e r s o n a l  d e m o g r a p h ic s  o f  t e a c h e r s  w h ic h  were  

used i n  the  q u e s t i o n n a i r e  were matched wi th  each of  the 12 types of  

m e r i t  pay.  T h i s  p r o v i d e d  72 p o s s i b l e  r e l a t i o n s h i p s .  Of t h e  72 

r e l a t i o n s h i p s ,  o n l y  3 were  s i g n i f i c a n t  a t  t h e  .01 l e v e l .  I t  was 

found t h a t  t e a c h e r s  w i th  h i g h e r  s a l a r y  c l a s s i f i c a t i o n s  ( h i g h e r  d e ­

g rees )  supported  the  c a r e e r  l adder  form of  m e r i t  pay, t h a t  those  wi th  

more yea rs  of  s e r v i c e  supported  the leng th  of  s e r v i c e  form of  m e r i t  

pay, and t h a t  as age of  a t e a c h e r  increased  so did t h e i r  support  fo r  

p r o d u c t i v i t y  m e r i t ,  the  form of  m e r i t  pay t h a t  i s  based on o b j e c t i v e  

measurement  of  s tu d e n t s '  p rogre ss  toward goa ls .

I t  i s  l i k e l y  t h a t  i f  a c a r e e r  l a d d e r  fo rm o f  m e r i t  pay was 

s t a r t e d ,  t e a c h e r s  w i t h  advanced  d e g r e e s  would oc cupy  t h e  h i g h e r  

l e v e l s  on t h e  l a d d e r .  A l th o u g h  e x p e r t  t e a c h e r s  w i t h o u t  a dva nce d  

d e g r e e s  c o u ld  advance  on t h e  l a d d e r ,  most  e x p e r t  t e a c h e r s  p u r s u e  

advanced  d e g r e e s  and t h o s e  w i t h  advanced  d e g r e e s  see  t h e m s e l v e s  

occupying h igher  l e v e l s  on the  c a r e e r  ladder .  I t  can be assumed t h a t
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i s  why t e a c h e r s  w i th  advanced degrees  support  the  c a re e r  l adder  form 

o f  m e r i t  pay.

I t  was found  t h a t  t e a c h e r s  a t  h i g h e r  s a l a r y  s t e p s  were  more 

suppor t ive  o f  a m e r i t  p lan t h a t  provided  in c re as e d  pay fo r  t ea c h e rs  

b a s e d  on l e n g t h  o f  s e r v i c e .  T h i s  i s  n o t  s u r p r i s i n g  s i n c e  t h e  

Chippewa Val ley  Schools do pay t e a c h e r s  s a l a r y  increments  fo r  e x p e r i ­

ence through 11 years  w i th  au tom a t ic  i n c r e a s e s  each year .  There a l s o  

i s  a p ro v i s io n  f o r  s a l a r y  i n c r e a s e s  each 5 yea rs  beginning w i th  the 

15th year .  Cons ider ing  t h a t  the mean s a l a r y  s t e p  of  those responding 

to  the q u e s t i o n n a i r e  was 8.05, and t h a t  they were a l l  b e n e f i t i n g  from 

in c re a s e s  based on lo n g ev i ty ,  i t  could be p r e d i c t e d  t h a t  they  would 

support  t h i s  type of  m e r i t .

As age of  a t e a c h e r  i n c r e a s e s  so does t h e i r  suppor t  of  a produc­

t i v i t y  form o f  m e r i t  pay, which would compensate  them in  r e l a t i o n  to  

s t u d e n t s  a c h i e v i n g  s p e c i f i c  g o a l s .  Through  e x p e r i e n c e ,  t e a c h e r s  

s h a r p e n  s k i l l s  and have  g r e a t e r  s u c c e s s  w i t h  t h e i r  s t u d e n t s .  I t  

seems r e a s o n a b l e  t o  assume t h a t  i s  why t h e y  s u p p o r t e d  t h a t  form o f  

m e r i t  pay.

When a l l  12 fo rm s  o f  m e r i t  pay were  c o n s i d e r e d  t o g e t h e r ,  no 

s i g n i f i c a n t  r e l a t i o n s h i p s  w i th  pe rsona l  d a t a  were found. I t  can be 

concluded t h a t  c e r t a i n  pe rsona l  f a c t o r s  have no bea r ing  on a t each ­

e r ' s  l e v e l  of  suppor t  of  m e r i t  pay.

Hypothesis  2

H y p o t h e s i s  2 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

between c e r t a i n  e d u c a t io n a l  demographics of  t ea c h e rs  and t h e i r  l e v e l
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of  suppor t  of  m e r i t  pay. This hypo thes i s  was supported.

Each of  8 educa t iona l  f a c t o r s  r e l a t i n g  to t e a c h e r s  were pa ir ed  

wi th  12 types o f  m e r i t  pay. This  provided fo r  96 p o s s ib l e  r e l a t i o n ­

s h i p s .  Only 5 were  found to  be s i g n i f i c a n t .  I t  was found t h a t  t h e  

more advanced degrees  a t ea c he r  had, the g r e a t e r  the  l ik e l i h o o d  they  

w i l l  support  m e r i t  pay based on l e ng th  of  s e r v i c e .  This  was ev iden t  

i n  r e l a t i o n  t o  p e r s o n a l  d a t a  a l s o ,  when t h e  i n q u i r y  was b a s e d  on 

s a l a r y  c l a s s i f i c a t i o n  which i s  r e l a t e d  to degrees .  This again  sup­

p o r t s  t h e  i n f o r m a t i o n  t h a t  t h o s e  w i t h  h i g h e r  d e g r e e s  f a v o r  m e r i t  

b a s e d  on l e n g t h  o f  s e r v i c e .  I t  was a l s o  found t h a t  t h e r e  i s  a 

s i g n i f i c a n t  r e l a t i o n s h i p  between the number o f  hours a t ea c he r  spends 

on s c h o o l  r e l a t e d  r e s p o n s i b i l i t i e s  and t h e i r  suppor t  of  the mentor 

t ea c he r  form of  m er i t  pay. Regarding the former,  i t  i s  expected t h a t  

t ea c h e rs  who have advanced degrees  would favor  a compensation system 

r e w a r d i n g  l e n g t h  o f  s e r v i c e .  T e a c h e r s  who have  advanced  d e g r e e s  

u s u a l l y  have spent  more t im e  wi th  the  school  d i s t r i c t  and more years  

i n  t e a c h i n g .  R e g a r d in g  t h e  l a t t e r ,  t e a c h e r s  who spend many a d d i ­

t i o n a l  hours r e l a t e d  to  t ea c h ing  favor  the mentor t e a c h e r  p lan  which 

pays a t eache r  fo r  more r e s p o n s i b i l i t y  and inves tment  o f  t ime.  These 

t ea c h e rs  a re  a l r e a d y  spending the  e x t r a  t ime and they see themselves  

as probable  c a nd ida te s  fo r  t h i s  form of  m e r i t  pay.

When a l l  12 fo rm s  o f  m e r i t  pay were  c o n s i d e r e d  t o g e t h e r ,  no 

s i g n i f i c a n t  r e l a t i o n s h i p s  were found wi th  e d u c a t io n a l  demographics .

I t  can be concluded t h a t  the  e d u c a t io n a l  f a c t o r s  used in t h i s  s tudy 

have no s i g n i f i c a n t  r e l a t i o n s h i p  w i th  a t e a c h e r ' s  l e v e l  of  support  of  

m e r i t  pay.
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Hypothesis  3

H y p o t h e s i s  3 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

b e tw e e n  t e a c h e r s '  p e r c e p t i o n s  r e g a r d i n g  a number o f  e d u c a t i o n a l  

p h i lo s o p h i c a l  s t a t e m e n ts  and t h e i r  l e v e l  of  support  of  va r io u s  types 

o f  m e r i t  pay.  T h i s  h y p o t h e s i s  was n o t  s u p p o r t e d  s i n c e  s i g n i f i c a n t  

r e l a t i o n s h i p s  were found.

Each of  9 edu c a t io n a l  p h i lo s o p h ic a l  s t a t e m e n ts  were matched wi th  

12 types of  m e r i t  pay. This provided 108 p o s s ib l e  r e l a t i o n s h i p s .  Of 

t h e  108 r e l a t i o n s h i p s ,  41 were  found to  be s i g n i f i c a n t  a t  t h e  .01 

l e v e l .  Of the 9 p h i lo s o p h i c a l  s t a t e m e n ts ,  4 were found to  provide  a 

s t r o n g e r  r e l a t i o n s h i p  w i th  support  of  m e r i t  pay than  o t h e r s .  These 4 

p h i lo s o p h i c a l  s t a t e m e n ts  were:

1. The s c h o o l  d i s t r i c t  s h o u ld  i n v o l v e  e x p e r t  t e a c h e r s  i n  t h e  

su p e rv i s io n  and a s s i s t a n c e  of  t h e i r  peers  and those  i n  need of  spe­

c i a l  a s s i s t a n c e .

2. Good s c h o o l s  a r e  o r g a n i z a t i o n s  i n  w h ic h  t h e  p a r t i c i p a n t s  

share  pu rposes ,  v a lu e s ,  and a d e te r m in a t io n  to  succeed tog e th e r .

3. Based on p a s t  e x p e r i e n c e ,  t h e  m os t  s u c c e s s f u l  m e r i t  pay 

programs appear to  be those based on a concept  of  in c r e a s e d  s tude n t  

l e a r n in g  and which are  o b j e c t i v e l y  measurable  and v i s i b l y  f a i r .

4. Although t e a c h e r  e v a lu a t i o n  r e m a in s  an u n d e r c o n c e p t u a l i z e d  

and u n d e r d e v e l o p e d  a c t i v i t y ,  i t  i s  p o s s i b l e  t o  o b t a i n  r e a s o n a b l e  

measures  of  c lass room performance.

The r e s u l t s  i n d i c a t e  t h a t  a r e l a t i o n s h i p  does  e x i s t  b e tw e e n  

s u p p o r t  o f  m e r i t  pay and c e r t a i n  p h i l o s o p h i c a l  p o s i t i o n s .  I t  i s
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reasonab le  to  b e l i e v e  t h a t  m e r i t  pay has g r e a t e r  l ik e l i h o o d  of  suc­

cess  when i t  i s  implemented w i th  c e r t a i n  p h i lo s o p h ic a l  unde rs tand­

ings .

Teachers  a p p a re n t ly  w i l l  support  m e r i t  pay i f  support  i s  a v a i l ­

a b l e  t o  a s s i s t  t e a c h e r s  who need  i t  and i f  h e l p  i s  a v a i l a b l e  t o  

improve s k i l l s .  Schools accompli sh  goals  through group e f f o r t s .  No 

te a c he r  can be i n d i v i d u a l l y  r e s p o n s i b l e  fo r  the educa t ion  of  a c h i l d  

s in ce  t ea c h ing  i s  a group e f f o r t .  Teachers  b e l i e v e  t h i s  and a m e r i t  

p lan  must  accommodate f o r  t h i s .  Meri t  pay has a chance of  succeeding 

i f  i t  i s  b a s e d  on o b j e c t i v e  m e a s u r e m e n t .  T e a c h e r s  who a g r e e  t h a t  

c lass room performance i s  measurab le  a re  more l i k e l y  to  tend to  sup­

por t  m e r i t  pay.

The r e s u l t s  o f  t h i s  s t u d y  s u g g e s t  t h e  i m p o r t a n c e  o f  c e r t a i n  

p h i lo s o p h i c a l  concerns r e ga rd ing  educa t ion  and m e r i t  pay. Success fu l  

m e r i t  pay p l a n s ,  one may c o n c l u d e ,  s h o u ld  a d d r e s s  p h i l o s o p h i c a l  

i s s u e s  r a t h e r  than  pe r sona l  or  edu c a t io n a l  concerns.

When a l l  12 fo rm s  o f  m e r i t  pay were c o n s i d e r e d  t o g e t h e r ,  a 

s i g n i f i c a n t  r e l a t i o n s h i p  was found in  6 of  the 9 p h i lo s o p h ic a l  s t a t e ­

m e n t s .  Those s t a t e m e n t s  c o n c e r n i n g  p e e r  h e l p ,  s h a r e d  p u r p o s e ,  and 

measurable  o b j e c t i v e s  were the  most s i g n i f i c a n t .

Hypothesis  4

H y p o t h e s i s  4 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

between c e r t a i n  pe rsona l  demographics  of  t ea c h e rs  and the e x te n t  to  

which they t h in k  m e r i t  pay w i l l  e f f e c t  l ea rn in g .  This hypo thes i s  was 

supported .
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Each o f  6 p e r s o n a l  f a c t o r s  o f  t e a c h e r s  w e re  m a tc h e d  w i t h  12 

t y p e s  o f  m e r i t  pay p r o v i d i n g  72 p o s s i b l e  r e l a t i o n s h i p s .  Only 3 o f  

the  72 were s i g n i f i c a n t  a t  the  .01 l e v e l .  Based on these  da ta ,  i t  i s  

r easonab le  to  conclude t h a t  of  the  pe rsona l  f a c t o r s  s e l e c t e d  fo r  t h i s  

s t u d y  t h e r e  i s  no r e l a t i o n s h i p  w i t h  t h e  e x t e n t  t o  which t e a c h e r s  

t h in k  m e r i t  pay w i l l  e f f e c t  l e a r n in g .

When a l l  12 t y p e s  o f  m e r i t  pay were c o n s i d e r e d  t o g e t h e r ,  no 

s i g n i f i c a n t  r e l a t i o n s h i p s  w i th  e f f e c t s  on l e a r n in g  were found w i th  

p e r s o n a l  f a c t o r s .  Based on t h e s e  r e s u l t s ,  i t  c a n n o t  be c o n c lu d e d  

t h a t  the  e x t e n t  to  which t e a c h e r s  t h in k  m e r i t  pay w i l l  e f f e c t  l e a r n ­

ing i s  r e l a t e d  to  the  pe r sona l  f a c t o r s  s e l e c t e d .

Hypothesis  5

H y p o t h e s i s  5 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

b e tw e e n  c e r t a i n  e d u c a t i o n a l  f a c t o r s  o f  t e a c h e r s  and t h e  e x t e n t  t o  

which they t h in k  m e r i t  pay w i l l  e f f e c t  l e a r n in g .  This  hypo thes i s  was 

supported.

Each of  8 edu c a t io n a l  f a c t o r s  r e l a t i n g  to  t e a c h e r s  were matched 

wi th  12 types of  m e r i t  pay p rov id ing  96 p o s s ib l e  r e l a t i o n s h i p s .  Of 

the 96 r e l a t i o n s h i p s ,  on ly  4 were s i g n i f i c a n t  a t  the .01 l ev e l .  The 

r e s u l t s  do not  support  a r e l a t i o n s h i p  between e d u c a t io n a l  f a c t o r s  o f  

t e a c h e r s  and how they th in k  m e r i t  pay w i l l  e f f e c t  l ea rn ing .

When a l l  12 t y p e s  o f  m e r i t  pay a r e  c o n s i d e r e d  t o g e t h e r ,  no 

s i g n i f i c a n t  r e l a t i o n s h i p s  were  found .  Since a r e l a t i o n s h i p  i s  not  

s u p p o r t e d ,  i t  was n o t  p o s s i b l e  t o  r e l a t e  a t e a c h e r ' s  o p i n i o n  on t h e
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e f f e c t s  m e r i t  pay has on l e a r n in g  to  the  e d u c a t io n a l  f a c t o r s  s e l e c t e d  

in  t h i s  r e se a rc h .

Hypothesis  6

H y p o t h e s i s  6 s t a t e d  t h a t  t h e r e  i s  no s i g n i f i c a n t  r e l a t i o n s h i p  

between t e a c h e r s '  p e rc e p t io n s  r ega rd ing  s e l e c t e d  e d u c a t i o n a l  p h i l o ­

s o p h i c a l  s t a t e m e n t s  and t h e  e x t e n t  t o  wh ich  m e r i t  pay w i l l  e f f e c t  

le a rn ing .  S i g n i f i c a n t  r e l a t i o n s h i p s  were  found  and t h e  h y p o t h e s i s  

was r e j e c t e d .

Each of  9 edu c a t io n a l  p h i lo s o p h i c a l  s t a t e m e n t s  were matched wi th  

12 t y p e s  o f  m e r i t  pay.  Th i s  p r o v i d e d  108 r e l a t i o n s h i p s  b e t w e e n  

p h i l o s o p h i c a l  s t a t e m e n t s  and a t e a c h e r ' s  i n d i c a t e d  s i g n i f i c a n c e  of  

t h e  e x t e n t  on l e a r n i n g  f o r  e a ch  t y p e  o f  m e r i t  pay. Of t h e  108 

r e l a t i o n s h i p s ,  37 were found s i g n i f i c a n t  a t  t h e  .01 l e v e l .  I t  was 

found t h a t  t h e  p h i l o s o p h i c a l  s t a t e m e n t s  t h a t  showed t h e  s t r o n g e s t  

r e l a t i o n s h i p s  t o  e f f e c t s  on l e a r n i n g  were  t h e  same as  t h o s e  t h a t  

showed a s t rong  r e l a t i o n s h i p  to  the support  o f  m e r i t  pay.

When a l l  12 fo rm s  o f  m e r i t  pay were c o n s i d e r e d  t o g e t h e r ,  a 

s i g n i f i c a n t  r e l a t i o n s h i p  was found f o r  5 o f  t h e  9 p h i l o s o p h i c a l  

s t a t e m e n t s .  These same 5 were a l s o  found s i g n i f i c a n t  when c o n s id e r ­

ing the  r e l a t i o n s h i p  between phi losophy and support  of m e r i t  pay.

Conclusions

T e a c h e r s  a r e  more l i k e l y  t o  b a s e  t h e i r  d e c i s i o n s  r e l a t e d  t o  

m e r i t  pay on p h i lo s o p h i c a l  reasons than  on t h e i r  pe rsona l  or  educa­

t i o n a l  s t a t u s .  F a c t o r s  o f  age ,  m a r i t a l  s t a t u s ,  s e x ,  number o f

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



79

c h i l d r e n ,  or  s a l a r y  l e v e l  showed no s i g n i f i c a n t  r e l a t i o n s h i p  to  t h e i r  

l e v e l  o f  support  of  m e r i t  pay. When looking a t  t e a c h e r s '  op in io ns  on 

the e f f e c t s  m e r i t  pay has on l e a r n in g ,  no s i g n i f i c a n t  r e l a t i o n s h i p s  

were found w i th  pe r sona l  demographics . Teachers who support  m e r i t  

pay seem t o  t h i n k  i t  w i l l  im prove  l e a r n i n g ;  h o w e v e r ,  i t  c a n n o t  be 

concluded t h a t  t e a c h e r s  support  m e r i t  pay fo r  t h a t  reason.

The e d u c a t io n a l  demographics  o f  t ea c he rs  used in  t h i s  s tudy  have 

no s i g n i f i c a n t  r e l a t i o n s h i p  to  a t e a c h e r ' s  l e v e l  o f  support  o f  m e r i t  

pay nor  to  the  degree  they t h in k  m e r i t  pay w i l l  e f f e c t  l e a r n in g .  The 

grade l e v e l  t a u g h t ,  the  number of  yea rs  of  t ea c h ing ,  r e c e n t  g radua te  

work, or  f requency o f  i n - s e r v i c e  show no r e l a t i o n s h i p  to  how much a 

t e a c h e r  s u p p o r t s  m e r i t  pay o r  how much th e y  t h i n k  i t  w i l l  im prove  

l ea rn in g .  F u r t h e r m o r e , • the  type of  degree,  whe ther  i n  educa t io n  o r  

some academic s u b j e c t ,  had no r e l a t i o n s h i p  to suppor t  of  m e r i t  pay by 

t e a c h e r s .  T e a c h e r s  do,  how ever ,  t h i n k  t h a t  t h e y  s h o u l d  r e c e i v e  

a d d i t i o n a l  s a l a r y  fo r  yea rs  o f  s e rv i c e .  Since t h a t  form of  m e r i t  was 

a l r e a d y  b e i n g  p a i d  i n  t h e  Chippewa V a l l e y  S c h o o l s ,  t e a c h e r s  were  

expected to  support  i t .

R e l a t i o n s h i p s  b e t w e e n  e d u c a t io n a l  p h i lo s o p h i c a l  p e rc e p t i o n s  of 

t ea c h e rs  and suppor t  of  m e r i t  pay and r e l a t i o n s h i p s  between educa­

t i o n a l  p h i l o s o p h i c a l  p e r c e p t i o n s  o f  t e a c h e r s  and t h e  s i g n i f i c a n c e  

m e r i t  pay has on l e a r n i n g  suggest  t h a t  the e d u c a t io n a l  ph i losophy  o f  

a t e a c h e r  i s  o f  g r e a t  s i g n i f i c a n c e  i n  t h e i r  r e s p o n s e  to  m e r i t  pay. 

When t e a c h e r s  in  t h i s  s tudy  supported  a form of  m e r i t  pay, they a l s o  

supported  i t s  va lue  in  improving l ea rn ing .
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T e a c h e r s  who s u p p o r t  m e r i t  pay b e l i e v e  t h a t  e x p e r t  t e a c h e r s  

s h o u ld  a s s i s t  and s u p e r v i s e  t h e i r  p e e r s .  They a l s o  b e l i e v e  t h a t  

educa t ion  i s  a group r e s p o n s i b i l i t y  shared by many tea c he rs  and they 

a r e  b e l i e v e r s  i n  a t eam e f f o r t .  M e r i t  pay s h o u l d  be b a s e d  on p r o ­

grams t h a t  can be measured o b j e c t i v e l y  and though t eache r  e v a l u a t i o n  

s t i l l  n e e d s  t o  be d e v e l o p e d  and r e f i n e d ,  i t  i s  p o s s i b l e  t o  m e a s u r e  

class room performance.

Meri t  pay w i l l  l i k e l y  be supported  by s t a f f  in  a school  d i s t r i c t  

i f  i t  i s  c o n s i s t e n t  w i th  the  phi losophy of  the  teach ing  s t a f f ,  t h a t  

i s ,  i f  i t  f i t s  t h e  w o r k e r .  A g o a l  o f  m e r i t  pay ,  b e t t e r  i n s t r u c t i o n  

and improved l e a r n in g ,  i s  p o s s ib l e ;  however, the form m e r i t  pay takes  

mus t  be c o n s i s t e n t  w i t h  t e a c h e r s '  t h i n k i n g  i n  a r e a s  r e l a t e d  t o  im­

p ro v em e n t  o f  t e a c h e r s '  s k i l l s ,  s h a r e d  p u r p o s e s ,  and o b j e c t i v e  and 

f a i r  e v a lu a t io n .

Im p l ic a t i o n s

The r e v i e w  o f  t h e  l i t e r a t u r e  has  i n d i c a t e d  t h a t  t h e r e  a r e  d i ­

v e r s e  op in io ns  r e ga rd ing  m e r i t  pay fo r  t e a c h e rs .  Performance incen­

t i v e  p r o g r a m s ,  e x c e p t  p o s s i b l y  s a l a r y  m e r i t ,  have o n l y  r e c e n t l y  

i n c r e a s e d  i n  u s e .  I n s u f f i c i e n t  r e s e a r c h  has  been  done on m e r i t  

systems such as c a r e e r  l adde r s  or  mentor  t e a c h e r  programs which a re  

now be ing used in  some school  d i s t r i c t s .  Most of  the j u s t i f i c a t i o n  

for  such programs a re  e x t r a p o l a t e d  from r e s e a rc h  done on e f f e c t i v e  

t e a c h i n g .  As more m e r i t  p r o g ra m s  have had a chance  to  o p e r a t e ,  a 

base of  knowledge w i l l ,  hop e fu l ly ,  develop. Pl anners  of  m e r i t  p ro­

grams should,  in  the  meant ime, be prepared  fo r  a v a r i e t y  of  r e s u l t s .
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I t  i s  impor tan t  to  be aware t h a t  the  improvement  of  t each ing  and 

l e a r n in g  are  a t  the  c e n t e r  of  the deba te  over m e r i t  pay and perform­

ance rewards.  Developing s ta nda rds  of  e v a lu a t i o n  a re  d i f f i c u l t ,  t ime 

consuming, and c o n t r o v e r s i a l ,  however, neces sa ry  fo r  o b j e c t iv e  mea­

s u r e m e n t .  The i m p l i c a t i o n s  a r e  t h a t  f o r  t h e  s y s t e m  t o  work,  t h e  

e f f o r t  w i l l  need  t o  be made; and f o r  a s y s t e m  o be s u c c e s s f u l ,  i t  

should be based on an agreed phi losophy of  t each ing .

Recommendations fo r  F u r the r  Study

Conclusions and i m p l i c a t i o n s  of  the  p r e s e n t  s tudy  suggest  add i ­

t i o n a l  r e se a rc he s .

1. Meri t  pay programs have been suggested  as a means of  improv­

in g  i n s t r u c t i o n .  S t u d i e s  need  to  be c o n d u c te d  i n  s c h o o l  d i s t r i c t s  

t h a t  have  im p l e m e n te d  m e r i t  pay to  d e t e r m i n e  i f  m e r i t  pay h a s ,  i n  

f a c t ,  improved i n s t r u c t i o n .

2. I n t r i n s i c  r e w a r d s  may be a g r e a t e r  m o t i v a t o r  o f  b e t t e r  

performance in  teach in g  than e x t r i n s i c  r e w a r d s .  S t u d i e s  s h o u ld  be 

conducted to  de te rmine  i f  i n t r i n s i c  rewards s i g n i f i c a n t l y  i n f lu e n ce  

te a c h e r s '  job performance.

3. T h i s  s t u d y  was c o n d u c te d  i n  a s c h o o l  d i s t r i c t  t h a t  was 

g r o w in g  i n  e n r o l l m e n t  and w here  t e a c h e r  s a t i s f a c t i o n  was h i g h .  A 

s t u d y  s h o u ld  be done i n  a s c h o o l  d i s t r i c t  o f  s t a b l e  or  d e c l i n i n g  

en ro l lm en t  and where t e a c h e r  s a t i s f a c t i o n  l e v e l s  a re  moderate  to  low.

4. M e r i t  r a t i n g  i n  t h e  c o r p o r a t e  s e c t o r  s h o u l d  be e x p l o r e d  to  

de te rmine  which of  those p lans  t h a t  are  s u c c e s s f u l  can be a pp l i ed  to 

the f i e l d  of  p u b l ic  educat ion .
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5. An i n v e s t i g a t i o n  should be made to  de te rm ine  the a t t i t u d e s  

o f  the p u b l ic  toward v a r io u s  a spec t s  of  m er i t  pay.
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February 2, 1987

Dear Chippewa Valley Teacher:

Your help is requested in supplying information for a research 
project which I have undertaken for my dissertation through 
Western Michigan University.

Within the last few years the subject of merit pay has become a 
frequently discussed topic. Some of the recently published 
educational reports have suggested that we give it closer 
examination. No doubt that has added to its popularity as a 
topic of discussion.

The purpose of this study is to better understand teachers 
responses to the concept of merit pay. The research is not 
intended to evaluate merit pay, but only to determine teachers* 
attitudes towards the subject.

I am hoping you will cooperate by completing the enclosed 
questionnaire. I pledge that your answers will be anonymous and 
that only group data will be reported. The results of this study 
should be informative and of some value to public education.

All information, whether published or not, generated from this 
project will be available to the Chippewa Valley Educational 
Association. Furthermore, the CVEA will be consulted throughout 
this project just as they have been up to now.

Please complete the enclosed questionnaire and return by the 
indicated date. Your prompt response is requested. An addressed 
envelope is enclosed for your convenience.

Sincerely,

MICHAEL D. SAMULSKI
Doctoral Candidate

JOSEPH OLIVERIO 
President, CVEA

,MDS:JO/dros
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This questionnaire is designed to 
obtain information about teacher attitudes 
toward merit pay and related types of compen­
sation. It will provide a golden opportunity 
to tell how you feel.

The study is not an attempt to devise 
a plan for the merit rating of teachers, 
nor is it an attempt to prove or disprove 
that teachers' salaries should be based on. 
merit ratings. This survey is being under­
taken to determine the attitude of Chippewa 
Valley teachers on this question.

Your cooperation in assisting in this 
study will be greatly appreciated. Please 
complete the questionnaire now and return 
through school mail in the envelope provided. 
It will only take a few minutes and your 
reply will be anonymous.

PLEASE RETURN VIA SCHOOL MAIL TO MICHAEL D. SAMULSKI AT 
WYANDOT MIDDLE SCHOOL BY THURSDAY, FEBRUARY 12, 1987.
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I’AKT I

Thu l'üituwing quusliutis a r e  included so th a t  t h i s  data can be
co rre la te d  to  the o ther  data  in  t h i s  s tudy .  P lease  check the answer
th a t  bes t desc r ibes  you. 3 3

A. Sex:  M a le______ Female

I). M arital  S ta tu s

  Married
  Separated , divorced or widowed
  Single

C,  Age

20 to  25   36 to  40 . ; 51 to  55,
26 to  30   41 to  45 _ _ _ _ _  56 to  60
31 to  35 46 to  50 •   61 and over

1). Oo you have any ch i ld ren?

 Yes ______ No

K. Your sa la ry  c l a s s i f i c a t i o n .

Bachelors
Bachelors + Vocational C e r t i f i c a t e  
Masters
Masters + 30 Hours
Second Masters or S p e c i a l i s t
Ph.U

F. Your sa la ry  s te p  (1 to  11)

  P lease  in d ic a t e .

PAKT 11

The purpose of  t h i s  s e c t io n  i s  to  gather  information r e la te d  to 
educat ional demographics.

A. Please in d ic a te  your p resen t teaching assignment.

  Klementary K -5 _____  Middle School 6 - 8
 High Scliool 9-12 _____ Combination

Kegardless of the types of schools you taught in ,  for 
about how many years in  t o t a l  have you worked a s  a 
t e a c h e r .

Less than 5 16 to  20
5 to  10  over 20
11 to  15

C. In d ica te  h ighes t  educat ional  degree.

  Bachelor Degree   S p e c ia l i s t  Degree
 Masters Degree _ _ _ _  Doctorate Degree

D. Huw long has i t  been s ince  you attended an educational 
workshop, conference or seminar. Don't count in se rv ice s  
held w ith in  our d i s t r i c t .

  During l a s t  s ix  months.
  Between s ix  months and one year .
  More than one year ,  but l e s s  than two.
  More than two, but l e s s  than four.
  More than four years .
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L. In un uveruge weuk, about how many hours do you spend, 
in  t o t a l ,  on school r e la te d  r e s p o n s i b i l i t i e s  - in c lu d in g  
a l l  r e s p o i i s ib l i t i e s  in  the classroom, any respons i­
b i l i t i e s  ou ts id e  the classroom, and any work you do
at home? 89

_ _ _ _  Less than 26 hours _____ 41 to  45 hours
  2b to  30 hours _____ 46 to  50 hours
  31 to  35 hours _____ 51 to  55 hours

36 to  40 hours____________ _____ More than 55 hours

I''. How long ugo has i t  been s ince  you took a co l leg e  or 
u n ive rs i ty  c r e d i t  course?

  During the l a s t  s ix  months.
  between s ix  months and one year.
 More than one year ,  but led s  than two years  ago. '
  More than two years ,  but l e s s  than four years  ago.
  More than four years ago.

Ü. Was your undergraduate co l lege  major In education or in  
some academic s u b je c t  area?

 Education  Academic s u b je c t  a r e a .

H. Other than your union membership, a re  you a member of a 
p ro fess iona l  teacher  o rg an iz a t io n ,  which i s  concerned 
with an academic su b je c t  or p ro fe ss iona l  educat ional 
in t e r e s t ?

  No membership.   Three memberships.
 One membership.  More than th ree  memberships.
  Two memberships.

PAKT 111

This sec t io n  i s  in tended to  ge t  your po in t  of view about teaching .

A. Please rea c t  to  the  following sta tem ent:

The problems in  American education could be solved 
by re tu rn ing  to  the  b as ics  with l e s s  emphasis on 
experim entation .

_______  Strongly  agree .   Disagree
_______  Agree  S trongly  d isagree
  Neutra l

b. All in a l l ,  how s a t i s f i e d  would you say you are  with 
teaching as  a ca ree r?

  Very s a t i s f i e d .
_ _ _ _ _  Somewhat s a t i s f i e d .
_ _ _ _ _  Neither  s a t i s f i e d  or d i s s a t i s f i e d .
  Somewhat d i s s a t i s f i e d .
  Very d i s s a t i s f i e d .

Which of these  s ta tem en ts  best d escr ibes  your ca ree r  
p lans a t  the p resen t time?

_______  Teaching i s  my c a re e r .
_______  I'm cons ider ing  o the r  ca reer  o p p o r tu n i t i e s .
_______  Teaching i s  not my ca re e r .
 ______ I 'm  undecided.
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What a re  your f e e l in g s  about "team teaching" and being 
observed by o th e r  teachers?

_______ Very positive. ■ Negative 90
_______  P o s i t iv e   Very Negative.

• No f e e l in g s .

E. The school d i s t r i c t  should involve expert teachers  in  
the  superv is ion  and a s s i s ta n c e  of t h e i r  peers ,  
and those in  need of sp e c ia l  a s s is ta n c e .

_______  Strongly ag ree .   Disagree
,_______  Agree  Strongly d isag ree .
_______  Neutra l

The emphasis on group goals  over ind iv idual  incen tives  
i s  co n s is te n t  with what we know about the need for  
cooperation  in  improving schools.

_______  Strongly ag ree .__________ _______ Disagree
_______  Agree_____________________ _______ Strongly d isag ree .
 ,___  Neutra l

Good schools a re  o rg an iz a t io n s  in  which the  p a r t i c ip a n ts  
share purposes, values and a determination to  succeed 
toge ther .

_______  Strongly  ag ree .__________ _______ Disagree
_______  Agree___________________________ Strongly d isag ree .
_______  Neutra l

It. Based on pas t  experience the most successfu l merit pay 
programs appear to  be those based on a concept of 
increased s tuden t le a rn in g  and which are o b je c t iv e ly  
measurable and v i s ib ly  f a i r .

_______  Strongly  agree  Disagree
_______  Agree   S trongly d isag ree .

Neutral

1. Although teacher  eva lu a t io n  remains an under-
conceptualized and underdeveloped a c t i v i t y ,  i t  i s  
poss ib le  to  ob ta in  reasonable  measures of classroom 
performance.

_______  Strongly  ag ree .__________ _______  L i t t l e  agreement.
_______  Agree____________________________  No agreement.
_______  Some agreement.
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Dear Chippewa Valley Teacher;

Recently you received a questionnaire asking for your 
participation in an important survey. Many teachers have already 
returned their form and if you were one of them I thank you for 
your cooperation.

If you have not had a chance to do so, may I ask you to return 
the completed form. Only a few minutes of your time will be 
required. It is important that you respond so that the final 
results will reflect your view as well as the view of others.

Sincerely,

MICHAEL D. SAMOLSKI 
Doctoral Candidate

MDS/dms
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Dear Chippewa Valley Teacher;

Approximately two weeks ago you were asked to participate in a 
survey on merit pay. I am pleased with the great number who have 
responded so far.

I am trying to get as near to a "perfect survey response" as is 
possible and it may be your response that is needed to do that.
If you have been unable to complete the questionnaire before 
this, I would certainly appreciate your cooperation at this time.

Sincerely,

MICHAEL D. SAMULSKI 
Doctoral Candidate

MDS/dms
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