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(ABSTRACT)

The purposes of this descriptive investigation were (l) ·

to construct a reliable instrument for assessing attitudes

toward teaching of high school teachers, and (2) to determine

if there was a difference in attitudes toward teaching

between those high school teachers who were and those who

were not involved in a career ladder/merit pay pilot program.

Frederick Herzberg's Motivation-Hygiene Theory served as the

theoretical basis for the investigation.
I

Analysis of work motivation indicates that motivation

factors may be classified in two categories, intrinsic and

extrinsic. Intrinsic motivation emanates from needs within

the individual. Intrinsic motivators include the following:

achievement, recognition, responsibility, advancement and

growth possibilities. Extrinsic motivators include the

following: organizational policies, salary, working

conditions, status, job security, effects on personal life,

and interpersonal relations.
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The Attitudes Toward Teaching Questionnaire was mailed

to a sampling of teachers who were participating in a career

ladder/merit pay pilot program and a sampling of teachers not

involved in the program.

The data gathered were computer analyzed utilizing the

Statistical Package for the Social Sciences using the

procedures Frequencies, Reliability, Factor Analysis and

Multiple Regression.

The major conclusion of this study was that the career

ladder/merit pay pilot program was not an effective

motivational tool for high school teachers.
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Chapter 1

Introduction

The debate on extra pay for those teachers who perform

meritoriously has been going on for the past seventy-five

years. The attention merit pay has received from the public,

the governing and legislative officials as well as from

educators has been like the pendulum of a clock. Interest

in and the use of merit pay as a way of paying teachers has

been swinging to the forefront about every twenty-five years.

The first formal merit pay plan for teachers was developed

in Newton, Massachusetts in 1908, and by 1920 such plans were

reported to be common practice throughout the country. The

major criteria for determining salary during this era were

the teacher's training, school assignment, and gender.1

However, by 1930 merit pay had been replaced by single salary

schedules. Interest in remuneration on the basis of

meritorious service was rekindled in the 1950s, and by the

mid-1960s, it had peaked and had begun a consistent decline.

The recent resurrection of interest in merit pay has received

much of its impetus from President Ronald Reagan and former

1 Karen Klein, ed., Merit Pay and Eyaluation
(Bloomington, Phi Delta Kappa, 1984), pp. 1-3.

1
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Education Secretary Terrell H. Bell who have drawn attention

to education as a major national political issue with merit

pay being a major focus of that issue.2

A common assumption by many policy makers,

administrators, and executives is that merit pay can motivate

workers to exhibit improved levels of job performance.

Lawler stated, however, that a major defect associated with

many merit pay systems is that employees are unable to

perceive a direct relationship between pay and performance.3

Some of the factors which prevent this association are: (1)

performance measures which lack objectivity and

comprehensiveness; (2) insufficient information on the part

of employees on salaries, bonuses, and the highest and lowest

raises within the organization; (3) complexity and lack of

clarity of the policies and procedures which compose the

merit pay system.‘

For the majority of people, the money they earn

determines their standard of living. In addition, money is

perceived in the Western culture as a form of social status

and a form of recognition. Robinson summarized several

2 Richard G. Neal, Mggit Pay fg; Teachers (n.p.:
Richard G. Neal Associates, 1984), pp. 1-2.

3 Klein, p. 9.
‘

Edward E. Lawler, "Merit Pay: Fact of Fiction?", _
Management Reyiew, (April 1981), p. 50.
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studies which questioned the concept that monetary rewards

are effective motivators. He concluded that money appears

to be distinctly less important than other factors.6 It has

been suggested by some researchers that merit pay systems are

not effective means of motivating teachers. Sergiovanni

suggested educators receive their greatest motivation from

intrinsic rewards of the job such as a sense of

accomplishment in reaching students or the recognition of

colleagues and superiors rather than extrinsic aspects of the

job such as pay or pleasant working conditions.6 Lortie also
7

identified intrinsic rewards for teachers as being more

effective motivators than extrinsic rewards.7
' Application of the extrinsic reward of merit pay to

education has been and continues to be questioned by both

educational leaders and motivational theorists. Opponents

of merit pay systems maintain that such systems produce a

cadre of problems. Some maintain that merit pay causes

teachers to be overly dependent upon principals and

6 James Henry Robinson, Mgrit Pgy fg; Elementary School
Prlnclpals in yirginia, (Blacksburg: n.p., 1982), pp. 1-6.

6 Thomas J. Sergiovanni, "Financial Incentives and
Teacher Accountability: Are We Paying for the Wrong Thing?",
Educational Administration Quarterly, II (Spring, 1975): pp.
112-115.

7 Dan C. Lortie, School Teacher, A Sociological Stggy,
(Chicago: University of Chicago Press, 1975) p. 52.
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supervisors. Since receiving a merit pay raise is dependent

upon a favorable evaluation and recommendation from the

immediate superior, teachers must conform, by necessity, to

the expectations they perceive their superior has of them.

Others say that teachers are forced to compete in an effort

to gain the approval of the person who evaluates them. Such

competition, they claim, eventually leads to reduced

communication and cooperation between teachers which

ultimately results in conflict between faculty members.

These problems, if unresolved, result in reduced job

satisfaction; therefore, when job satisfaction declines, the

motivation to perform meritoriously is reduced.

Statement gf tn; Problem

The problem addressed in this study was to answer the

following question: Do high school teachers participating

in the North Carolina career ladder/merit pay pilot program

respond differently to an instrument measuring job attitudes

than do those teachers not involved in such a program? Based

on the statement of the problem, the hypothesis of this study

was that high school teachers involved in the North Carolina

career ladder/merit pay program would respond more positively

to the factors of intrinsic motivation, perception of

personal status, extrinsic motivation and perception of job

status than would teachers not involved in the program. The
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null hypothesis, therefore, was that there would be no

significant difference between the responses to factors of

intrinsic motivation, perception of personal status,

extrinsic motivation and perception of job status for high

school teachers who were and those who were not involved in

a career ladder/merit pay pilot program.

Qurposes gf the gtugy

The purposes of this study were (1) to construct, from

a composite of statements from the literature on motivation

to work, a reliable instrument for assessing attitudes toward

teaching of high school teachers and (2) to determine if

there was a difference in attitudes toward teaching between

those high school teachers who were and those who were not

involved in a career ladder/merit pay pilot program. The

career ladder/merit pay program was being field tested in

sixteen school systems in North Carolina. It was the

intention of the North Carolina General Assembly that the

career ladder/merit pay program would reward excellence in

instruction.

N@.i<&;l¤..@.§Ll$1.y
Education continues to be one of the major topics on the

American political agenda. The perceived successes and

failures of the schools are credited, in large measure, to



teachers. The critical importance of the teacher in carrying

out the objectives of the school is generally recognized.

Since the teacher has such an integral role in the successful

operation of the school, it appears obvious that teachers

need to have positive attitudes toward teaching to perform

effectively and efficiently. Most researchers (and teachers

themselves) agree that level of motivation affects teacher

performance. It would appear that low motivation reduces

performance effectiveness while high motivation increases the

level of effective performance.

Without doubt there are numerous factors which affect

motivation as evidenced by several theories of work

motivation. Whether a career ladder/merit pay program is

perceived by teachers as being a motivator for more effective

performance has not been determined. It was believed that

investigation of the relationship between teacher motivation

and the extrinsic rewards of a career ladder/merit pay system

would be of value to policy makers as they make decisions

concerning the recruitment, retention, and remuneration of

teachers. This investigation was carried out to add to the

body of knowledge which existed in the area of merit pay and

teacher work motivation.
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Organization gf the Study

This investigation is arranged in five chapters. An

introduction to the study with a brief overview of merit pay

and work motivation comprise Chapter 1. Also included in

this chapter is the statement of the problem, purposes of the

study, and the organization of the study. Chapter 2 includes

a review of the literature related to work motivation and

merit pay. A detailed description of the methodology and the

development of the "Attitudes Toward Teaching Survey" used

in the investigation is found in Chapter 3. Chapter 4

provides a presentation and analysis of the data, a

description of the sample, demographic information, a

discussion of nonresponse bias, an analysis of motivational

factors, and an analysis of motivational differences.

Chapter 5 includes the summary, conclusions, implications,

and recommendations for practice and for further research.
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Chapter 2

Literature Review

Motiyatiog

The review of the literature identified several theories

of work motivation. The brief summary of the major theories

which follows identifies sources of motivation and provides

a discussion of some of the major research which has been

conducted related to those theories. Most of the theories

of work motivation have sprung from the general field of

human motivation. To date there is no research which

indicates that work motivation differs greatly from

motivation in general.

Needs äierarchy Theory

A major theory of motivation developed by Abraham Maslow

and described in his 1954 publication, Motivation and

Personality, has been called Needs Hierarchy Theory.° Maslow

perceived the source of motivation as emanating from specific

needs. According to Maslow, needs are biological or have a

genetic basis. They are unlearned, innate and characteristic

° Hal R. Arkes, and John P. Garske, Psychological
Theories gf Motiyation (Monterey, Brooks/Cole Publishing
Company, 1977), p. 98.

8



of all humans.° These needs influence behavior unconsciously.

The theory suggests that people are motivated to do what they

do in an effort to satisfy these genetic needs. Much of

Maslow's research was devoted to identify the different

needs. He identified five types or levels of needs. The

first type was physiological needs. These are the needs that

are necessary for survival such as hunger, thirst, and

breathing. The second type is safety needs. Safety needs

involve self-preservation or feeling of danger and

deprivation. The third type is self-esteem. These needs are

related to a sense of adequacy and include recognition,

self-confidence, appreciation, and respect from one's peers.

The fourth type is social needs. Social needs involve a

desire for association, belonging, companionship, love,

friendship and belongingness. The fifth type of need is

called self-actualization. Self-actualization is described

as the desire to reach one's potential.

As the name of this theory implies, there is a

relationship between the five types of needs. Physiological

needs and safety needs are considered to be basic needs whilesocial, self—esteem and self-actualization needsareidentifiedas higher order needs. The needs theory is

hierarchical in nature in that as one need is satisfied T

° Arkes, p. 10. ;

t
. ß

u
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another takes its place. The basic needs take precedence

according to the potency principle. The lowest needs, those

having the greatest strength, are most important in

motivating behavior until they are satiated. Then the next

highest need surfaces and is the major source of motivation

until it is fairly well satiated and so forth up the

hierarchy.‘° Three basic propositions were developed by

Maslow relevant to the theory:

(1) Behavior is dominated and determined by those needs ·
which are unfulfilled.

(2) An individual will systematically satisfy his needs,
starting with the most basic and then work up the
hierarchy.

(3) Basic needs take precedence over all those higher
in the hierarchy.11

The research which has been done on this theory has been

cross-sectional and has attempted to identify differences in

the importance of various needs among groups of individuals

within an organization. In a 1961 study, Porter investigated

bottom and middle management personnel. He drew two major

conclusions:

(1) Position within the organization was important in
determining the extent of psychological need
fulfillment;

‘°
Paul M. Munchinsky, Psychology Applied pp Work

(Homewood: The Dorsey Press, 1983), p. 362.

*1 Munchinsky, p. 362.
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(2) The greatest differences between bottom and middle
management occurred in the categories of security,
esteem, and actualization.12

A 1968 study by Hall and Nougaim provided evidence in

opposition to Maslow's theory. They concluded that need

intensity correlated positively with need satisfaction which

means that the more often a need is satisfied, the more

important that need becomes. Maslow's theory, however, would

predict that the satisfaction of a need on one level would

correlate positively with needs at the next level on the

hierarchy.13

In 1972, Lawler and Suttle found that with regard to the

positive correlation between satisfaction of a need at one

level and the emergence of a new need at the next level, there

was no way to predict that person's behavior as she/he

progressed through the need hierarchy over time.1*

12 L. W. Porter, "A Study of Perceived Need Satisfaction
in Bottom and Middle Management Jobs," Journal gg Applied
Psychology, 45 (1961), pp. 9-10.

13 D. J. Hall and K. E. Nougaim, "An Examination of
Maslow's Need Hierarchy in an Organizational Setting,"
Organizational Behayipr ang Human Performance, 3 (1968), p.
34.

1* E. E. Lawler and J. L. Shuttle, "A Causal Correlation
Test of the Need Hierarchy Concept," Organizational Behayior
and Human Perfopmance, 7 (1972), pp. 285-287.
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According to Wahba and Bridwell longitudinal support for

Maslow's theory does not exist. They offered the following

summary of its conceptual weakness:

The most problematic aspect of Maslow's theory, however,
is that dealing with the concept of need itself. It is
not clear what is meant by the concept of need. Does
need have a psychological and/or physiological base?
Does a need come to existence because of deficiency only
or does not always exist even if it is gratified? How
can we identify, isolate and measure different needs?
There is ample evidence that people seek objects and
engage in behaviors that are in no way related to the
satisfaction of needs.... Vroom (1964) does not use
the concept of needs in his discussion of motivation.
Lamber (1971) argued that concept of valence is related
to that of need, e.g., objects acquire valence because
of their instrumentality for meeting the basic needs of
people.... Even if we accept such a limited view of
needs, . . . why should needs be structured in a fixed
hierarchy? How can we have a fixed hierarchy when
behavior is multi-determined.‘5

Egg Theory

C. P. Alderfer also proposed a motivation theory that

was based on needs in which he attempted to overcome the

perceived weaknesses in Maslow's theory. The theory is known

by the acronym, ERG, which stands for existence needs,

relatedness needs, and growth needs. ERC theory has only

three basic needs compared to the five needs suggested by

Maslow.

15 M. A. Wahba and L. B. Bridwell, "Maslow Reconsidered:
A Review of Research and the Need Hierarchy Theory,"
Organizational Benayior and Human Performance, 15 (1976), pp.
237-240.
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The classification of needs as defined by Alderfer are

as follows:

a. Existence needs: These are material . . . and are
satisfied by environmental factors such as food,
water, pay, fringe benefits, and working conditions.

b. Relatedness needs: These needs deal with
maintaining interpersonal relatedness with
significant other people such as co-workers,
supervisors, subordinates, family, friends, and
enemies.

c. Growth needs: These needs are manifested in the
individual's attempt to seek opportunities for
unique personal development. They comprise all
needs that involve a person making creative or
productive effects on himself and the environment.‘6

While the reclassification of needs results in a

grouping not drastically different from Maslow, the unique

feature of Alderfer's theory is the method of explaining how

a person moves from one level to the next. Alderfer retained

Maslow's concept of fulfillment-progression and added

frustration-progression. His assumption was that the needs

exist on a continuum of concreteness with existence needs

being most concrete and growth needs being most abstract.

When the less concrete needs are not met, fulfillment of the

more concrete needs are sought. A 1977 study by Wanous and

Zwany sought to verify the existence of needs categories.

16 Frank J. Landy and Don A. Trumbro, Psychology gf Work
Behayior, 1st rev. ed. (Homewood: The Dorsey Press, 1980),
p. 356.
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Their study supported the existence of the three categories

identified by Alderfer.‘7

Egui:.2 ....¤cThe¤
A third major theory of worker motivation was developed

by J. S. Adams which is known as the Equity Theory. This

particular theory was developed around the concept of social

comparisons. The social comparisons concept states that how

hard a person is willing to work is a function of comparisons

of the efforts of others. Lundy and Trumbro described the

comparison process as followsz

The individual sets up the ratio of inputs to outcomes
and compares the value of that ratio to the value of the
ratio for "significant others." If the value of the
ratio equals the values of the others' ratios, the
situation is perceived as equitable and no tension
exists; if the values are unequal--that is, the value
of the person's ratio is larger or smaller than the
value of some significant other's ratio-tension exists,
and the individual will be motivated to reduce that
tension. The force or intensity of the motivated
behavior (amount of energy expended) is thought to be
directly proportional to the amount of tension created
by the inequality or inequity.1°

The majority of equity studies have been conducted in a

laboratory setting where the type of instructions used

17 J. P. Wanous and A. Zwany, "A Cross-Sectional Test
of Need Hierarchy Theory," Organizational Behayior and Human
Performance, 18 (1977), pp. 95-97.

18 Frank J. Landy and Don A. Trumbro, Psychology gf Work
ßehaylor, (Homewood: The Dorsey Press, 1976), p. 341.
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produces dissonance within the respondents. The general

findings of the equity studies suggest that equity

predictions are fairly accurate in situations where a person

is being underpaid but are not accurate in situations where

a person is being overpaid or when payment is on a piece/rate

basis.‘°

Expectancy Theory

B. S. Georgopoulos, G. M. Mahoney and N. W. Jones were

the first to apply expectancy theory, which was developed

during the 1930s, to the work setting. However, it was the

writing of Victor Vroom that gained attention for the theory

by giving it a clear structure. Several other researchers

including George Graen, L. W. Porter, and E. E. Lawler have

proposed viable modifications to the theory. Expectancy

theory and instrumentality theory are used interchangeably.

Expectancy theory is classified as a cognitive theory

and has been one of the most popular theories in explaining

worker motivation over the last quarter of a century. The

theory assumes two things: (1) that each person makes

rational decisions and will expend energy on activities which

lead to desired outcomes, and (2) that there is a

*9 Landy, 1976, pp. 317-319.
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relationship between the energy expended and the performance

on the job.2°
Five major components comprise expectancy theory: (1)

job outcomes, (2) valence, (3) instrumentality, (4)

expectancy, and (5) force. Job outcomes are those things the

organization is able to provide for the employee such as pay

or opportunity for advancement. Valence is described as the

strength of the feelings that employee has about job outcome.

Instrumentality is defined as the amount of relationship a

person perceives between performance and some expected

outcome. Expectancy is defined as the relationship between

effort and performance. Lastly, force is defined as the

amount of pressure within the person which causes

motivation.2*

This theory, as refined by Victor Vroom, is called the

V.I.E. theory and states the mathematical relationship among

three of the expectancy components: force, instrumentality,

and expectancy. Force is defined as the product of valences,

instrumentality, and expectancy. Therefore, it is assumed

that the greater the force, the greater the motivation. This

concept is what makes expectancy theory useful in evaluating

Z° Landy, 1980, p. 344.
21 Munchinsky, pp. 371-373.
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motivation because it provides a method of looking at ways

people expend their energy.22

The research on the expectancy theory was summarized by

Landy and Trumbro as follows

(1) Effort is predicted more accurately than performance
because individuals have effort under their control.

(2) Performance is more difficult to predict because
environment is a determiner of the extent that ~
effort can have on performance.

(3) Valence (or the attractiveness of outcomes)
determines effort expenditure.

(4) Valence appears to have a greater impact on effort
than either instrumentality or expectancy.

(5) The relationship between effort and valence,
instrumentality and expectancy are relatively
weak.23

The expectancy model has been used more often than the

other models to examine work motivation. A 1967 study by

Galbraith and Cummings was devised to test the Valence and

instrumentality components of the Vroom version of the

theory. They changed Vroom's version by specifying a

difference between first- and second-level outcomes.

First-level outcomes were designated as those such as job

performance, and second-level outcomes were those expected

by the individual to come about from first-level outcomes.

22 Landy, 1980, p. 349.

Z3 Landy, 1980, pp. 347-349.
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The subjects in the study were 32 workers in an equipment

manufacturing company. Galbraith and Cummings took measures

of productivity, ability, instrumentality, and ego

involvement. They used the information to make comparisons

of the valences of extrinsic rewards such as money, group

acceptance, fringe benefits, promotions and support from

supervisors.2*

The results of the study revealed that the most

significant variables were (1) the interaction between

valence and instrumentality for supportive behavior from

supervisors and (2) the instrumentality of high performance

to produce group rejection. Furthermore, the results showed

that the valence of group acceptance and of pay was

significant when modified by second-level outcomes. Valence

of pay and supervisor support interacting with ability and

second-level outcome were significant. From these

significant relationships, it was concluded that the

following items are work motivators: group acceptance, pay,

and support of supervisors.25 I————— I2* Jay Galbraith and L. L. Cummings, "An Empirical
Investigation of the Motivational Determinants of Task
Performance: Interactive Effects Between Valence- I
Instrumentality and Motivation-Abi1ity," Organizational I
Behayior ggg ägmgg Performance, 2 (1967), pp. 250-253. I

25 Galbraith, p. 249. I
II
II
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Edward Lawler and Lyman Porter used the expectancy

models to study managers in various organizations. Data were

gathered from 154 subjects. Lawler and Porter predicted that

the more managers felt significant rewards were tied to the

amount of effort they expended in doing their job, the

greater the effort they would put forth in doing the job

effectively. Pay, promotion, prestige, security, autonomy,

friendship, opportunity to use skill and abilities were the

significant rewards tested. The results of the study

produced a significant (p < .01) correlation of +.70 between

effort and performance. The result provided evidence that

the rewards tested served as motivators to improve the job

performance. Significantly, when studied alone, pay has not

always been found to affect performance.Z6

A 1973 study by Pritchard and DeLeo found conflicting

results with those of Lawler and Porter for the reward of

pay. In studying the relationship between job outcome and

pay, the researchers evaluated the multiplicative

relationship of job outcomes and performance outcomes or

instrumentality. They proposed the hypothesis that the

greater the pay, the greater the valence. Contingency

26 Edward E. Lawler and Lyman W. Porter, "Antecedent
Attitudes of Effective Managerial Performance,"
ggganääatiogal Behayio; ang äuman Performance, 2 (1967), pp.
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payment (piece-rate) and hourly payment were used as the

instrumentality variables. The researchers manipulated

valence variables or the different pay amounts.

Subjects for the study were college students. Their

task was to transform catalogue numbers and then look up the

numbers in a special sales catalogue. Both the high

instrumentality group and the low instrumentality group

exerted sufficient effort to earn the same amount of pay

under both conditions. This study concluded that pay does

not serve as a motivator for job performance.27

Another 1973 study by Schwab and Dyer examined pay as a

motivator to improve organizational performance. One-hundred

twenty blue collar workers who were paid on a contingency

basis were studied. Their productivity level was determined

by measuring hourly averages over a five week period. A

questionnaire was used to gather perceptions of valence,

instrumentality, and expectancy. The only second-level

outcome was pay. Results indicated that valence of payment

and expectancy were found to be related to performance;

however, instrumentality was not related to performance.

27 Robert D. Pritchard and Phillip J. DeLeo,
"Experimental Test of the Valence-Instrumentality
Relationship in Job Performance," Journal gf Applied
Psychology, 57 (1973), pp. 264-267.
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This indicated that there was some support for the effect of

pay on job performance.2°

Another study dealing with motivation to work was

conducted by Lawler in 1968. In this study he sought to

determine whether expectancy attitudes actually influenced

job performance. Subjects for the study were fifty-five

managers in social service agencies. The procedure required

each participant to complete a questionnaire. In addition

the subjects were ranked by their immediate superior and

their co-workers on a set of criteria. This procedure was

repeated one year later. The results of the study supported

the hypothesis that expectancy attitudes cause performance.

_ The data gathered by the first administration of the

questionnaire and ranking procedure predicted the performance

of the subjects on the second testing. The causal

relationship between expectancy and performance was a

reasonable conclusion.29

A relationship has also been found to exist between

effort and performance. In a 1968 study Hackman and Porter

29 Donald P. Schwab and Lee D. Dyer, "The Motivational
Impact of a Compensation System on Employee Performance,"
Organizational Behayior ggg ägmgp Performance, 9 (1973), pp.
221-225.

29 Edward E. Lawler, "A Correlational-Causal Analysis
of the Relationship Between Expectancy Attitudes and Jobää;fZägance," Journal pf Applied Psychology, 52 (1968), pp.
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studied eighty-two telephone employees to determine the

effectiveness of the work as compared to how hard the
employees worked.

Each subject was presented a questionnaire to gain

information on expectancy and valence. Sales data, error

rate, effort, and job involvement were the factors used to

evaluate work effectiveness. The expectancy model used in

this study was force equals expectancy times valence. The

results showed a positive correlation between effort and work

effectiveness.3°

Reinfgrcemegt Theory .

A fourth theory that has been applied to worker

motivation, based on work conducted by B. F. Skinner, is

known as reinforcement theory, operant conditioning, or

behaviorism. Organizational and industrial psychologists

began applying some of its key features to work motivation

problems during the 197Os.31

The three components in this theory are stimulus,

response and reward. A stimulus is defined as any condition

that produces a response in the organism. A response is

3° Richard J. Hackman and Lyman W. Porter, "Expectancy
Theory Predictions of Work Effectiveness," Organizational
Behayior ang ägmgn Performance, 3 (1968), pp. 421-426.

3* Munchinsky, pp. 378-379.
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defined as the activity performed by the organism as the

result of exposure to the stimulus. A reward is defined as

something of value which is given to the organism on the

basis of the elicited response and is designed to reinforce

the desired response. The response-reward relationship is .

the key element in this theory. This theory assumes that the

motivation of the organism can be increased or decreased by

manipulating the type and system of rewards.

The research that has been conducted based on this
theory predominantly dealt with the effect different
types of reinforcement schedules had on a specific
behavior. Pritchard reported results which indicated
that contingency payment (being paid based on
performance) produced higher performance than either
fixed or variable ratio reinforcement schedules. A 1980
study by Pritchard and others indicated ratio schedules
were more effective than interval schedules, but that
there was no difference between different types of ratio
schedules.32

Qgal Setting Theory

Another cognitive theory of motivation that has been

applied to work motivation is goal setting theory which has

the basic assumption that people behave rationally and

consciously. E. A. Locke has been given major credit for

refining this theory. The theory is founded on the concept

that a relationship exists between goals, interactions and

task performance with the basic premise being that one's

32 Munchinsky, pp. 380-381.
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conscious goals determine one's actions.33 Locke perceived

of goals as being the basis for motivation and the basis for

directing behavior.

A goal provides guidelines for deciding how much effort
to put into work. Goals are intended behaviors, in
turn, they influence task performance.3*

In order for goals to influence behavior, the individual must

be conscious of the goal and know what must be done to

accomplish it. Furthermore, the goal must be something for

which the individual is willing to work. More difficult

goals produce more commitment to meeting the goal.33

Therefore, according to goal setting theory, the
following factors and conditions would induce high
motivation and task performance. Goals are behavioral
intentions that channel our energies in certain
directions. The more difficult and more specific the
goal, the greater will be our motivation to attain the
goal. Feedback on our performance in pursuit of the
goal tells us if we are "on target" in our effort. The
source of motivation . . . is the desire and intention
to attain the goal....33

More than twenty-five studies of goal setting were

summarized by Latham and Yerkl. Each study showed higher

33 Locke, E. A., "Toward a Theory of Task Motivation and
Incentives." Organizational Behayior and Human Performance,
(1968), pp. 157-189.

3* Locke, p. 160.

33 Locke, p. 162.

33 Munchinsky, p. 383.
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performance with goal setting as opposed to "do your best"

work type of direction.37

.In;;g..J...'¤s°<= T@9.r1
E. L. Deci is responsible for what is known as the

theory of intrinsic motivation. Deci's proposition was that

people will invest their efforts due to intrinsic factors.

This quasi theory is very simple. The person who is

extrinsically motivated is motivated to perform due to some

outside factor which provides satisfaction, such as money.

The person who is intrinsically motivated performs tasks for

the inherent pleasure derived from performing them.3°

People like to be responsible for their own actions

rather than feeling that they are manipulated by external

factors according to Deci. He also contended that when

people are manipulated to perform in a certain way through

the use of external punishments or rewards that they feel a

loss of control over their behavior. Consequently, they feel

a loss of satisfaction.
V

A major tenant in Deci's theory is that when external

rewards are linked to performance, there is a reductionin37

G. P. Latham and G. A. Yerkl, "A Review of Research
on the Application of Goal Setting in Organizations," Academy
gf Management Journal, 18 (1974), pp. 824-845.

33 Landy, 1980, pp. 377-378.I

I
I
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the intrinsic motivation. This means that if locus of

control of behavior changes to some external factor, there

is reduced intrinsic motivation because the task is no longer

performed for the feeling of satisfaction. In addition, the

individual feels that he has lost control of his actions.

Therefore, rewarding individuals for performing tasks they

receive satisfaction from doing ultimately reduces

motivation.39

Much of Deci's research on his theory was carried out

in the laboratory. In his 1972 study, with subjects who were

paid either contingently or hourly for working a puzzle, he

concluded that external rewards such as money when tied
directly to performance decreased intrinsic motivation.

However, a 1975 study by Hamner and Foster contradicted

Deci's findings.‘° A 1980 study by Phillips and Lord also

disagreed with the findings of Deci." The conclusions of

those two studies was that people do not perceive contingency

39 Munchinsky, pp. 386-387.
‘°

W. C. Hamner and L. W. Foster, "Are lntrinsic and
Extrinsic Rewards Additive: A Test of Deci's Cognitive
Evaluation Theory of Task Motivation," Organizational
Behayio; gpg Hgmgp Performance, 14 (1975), pp. 398-415.

*1 J. S. Phillips and R. G. Lord, "Determinants of
Intrinsic Motivation: Locus of Control and Competence
Information of Deci's Cognitive Evaluation Theory," Journal
Q; Applieg Psychology, 65 (1980), pp. 211-218.



27

payment as being manipulated or being controlled by outside

forces.*2 q

Motiyation-Hygiene Theory

One of the most widely discussed theories of work

motivation is Frederick Herzberg's two factor theory or

motivation-hygiene theory which was developed during the

1950s. Herzberg's theory is a needs theory and is based on

the assumption that all people have innate needs which

require satisfaction. In contrast to the five factor

hierarchy of Maslow and the three factor theory of Alderfer,

Herzberg's theory proposes two distinctly different sets of .

needs which relate to the work setting: hygiene needs which

are maintenance needs, and motivation needs which are higher

order growth needs. The hygiene needs include such things

as pay, security, co-workers, working conditions, and company
I

policy. The motivation needs include a desire to seek

challenge, stimulation, and autonomy. Individuals in the

work setting are viewed through this theory as either hygiene

seeking or motivation seeking. Motivation seeking is

considered to be preferred behavior. The satisfaction of

motivation needs is found in the work itself as compared to

*2 E. L. Deci, "The Effects of Externally Mediated
Rewards on Intrinsic Motivation," Journal gf Personality and
§gcial Psychology, 18 (1971), pp. 105-115.
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the satisfaction of hygiene needs which is found in the work

context.*3 Examples of satisfiers of motivation needs are

doing responsible work, having independence in the job, and

gaining recognition for accomplishing a difficult task.

Frederick Herzberg developed his theory by having

workers relate three types of information about episodes from

their work background. A worker was asked to remember some

critical event relating to work. First, he was asked to

describe the situations related to the event that made him

feel happy or unhappy. Second, the worker was asked to

describe what the situation meant to him. Third, he was

asked to describe any effect the experience had on his job

performance, attitudes, or mental health.**

Each kind of question elicited a specific kind of
information. The first described events and conditions
on the job that were satisfying or dissatisfying to the

, individual. The second described feeling states that
apparently bore some relationship to states such as
hunger and fear but were obviously a different class of
experiences. The third described long- and short-range
effects of the experience.*3

*3 Richard M. Steers and Lyman W. Porter, Motivation and
Work Behayior, 2nd ed. (New York: McGraw Hill Book Company,
1979), pp. 391-395.

** Frederick Herzberg, Bernard Mausner and Barbara B.
Snyderman, The Motiyation tg Work, 2nd ed. (New York: John
Wiley and Sons, Inc., 1959), pp. 32-36.

*3 Ray C. Hackman, The Motiyated Working Adult (n. p.:
American Management Association, Inc., 1969), p. 21.
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From this information, Herzberg determined the factors that

were related to good feelings about the job and those that

were related to bad feelings about the job. The three basic

propositions of the theory are listed below:

(1) Every individual has two sets of needs. One set,
labeled hygiene needs, relates to the physical and
psychological environment in which the work is done.
These needs would be met by such persons or things
as co—workers, supervisors, working conditions, and
company policy. The second set of needs, labeled
motivator needs, relates to the nature and challenge
of the work itself. These needs would be met by
such things as the stimulation provided by job
duties and responsibility attached to the job.

(2) When hygiene needs are not met, the individual is
dissatisfied. When the hygiene needs are met, the
individual is no longer dissatisfied (but is not
satisfied either).

(3) When motivator needs are not met, the individual is
not satisfied (but not dissatisfied either). When
motivator needs are met, the individual is
satisfied.*6

Motivation may be viewed as the key to a worker's

productive life. In essence, motivation to work is the

consequence of individual needs, organizational incentives

given as rewards, and the perceptual patterns of an

individual. Motivation depends not only upon the personal

characteristics of the worker, but also upon the commitment

of the worker. There is general consensus that motivation

*6 Landy, 1976, p. 399.
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is influenced by both the intrinsic and extrinsic incentives

provided by the organization.*7

Three types of motivational factors affect the desired

outcomes of any worker:

(1) Needs or drives - the factors inside the individual
that determine his behavior.

(2) Goals - the tangible aspects of the real world
toward which behavior is directed; to some these

— goals are under the individual's control. ·

(3) Rewards — the motivational attributes directly under
the control of the organization.*°

While goals are the attributes of the tangible world

that workers seek to satisfy their needs, rewards may be

characterized as the attributes of the tangible world that

an organization makes available to its workers. When the

rewards of the organization are compatible with the goals the

workers seek, motivation is optimized. Factors with reward

value in addition to pay and fringe benefits which maximize ,

motivation are harmonious interpersonal relations, formal and

tinformal recognition to enhance self—esteem, job challenge,
I

responsibility, training, job autonomy.*9 (
-——-———-—— I

*7 Kae H. Chung, Motivational Theories and Practices E
(Columbus: Grid, Inc., 1977), pp. 4-6.

*9 Chung, 1976, pp. 7-9.

*9 Chung, p. 10.
I

I
I
I

· I
I

I
— —-—



l

31

The satisfaction an individual receives from the job

contributes to or enhances motivation; however, motivation

is a much broader concept than satisfaction. Satisfaction

is just one component of motivation. In some situations a

worker may be satisfied with complacency and not be motivated

to high levels of performance.

Kae Chung described the relationship between job

satisfaction and motivation as follows:

Workers who are primarily motivated to satisfy
high-order needs will experience job satisfaction and
high productivity when they perform enriched jobs in a
flexible and supportive work environment. Workers who
are primarily motivated to satisfy low-order needs may —
endure non-challenging tasks under restrictive
managerial systems as long as their activities lead to
organizational rewards which satisfy these needs.5°

That there is no inherent relationship between work

performance and satisfaction was argued by Cherrington, Reitz

and Scott. They concluded that both performance and

satisfaction were caused by rewards. Cherrington summarized

the findings of their study on performance and satisfaction

as follows:

Regardless of their performance levels, rewarded
subjects expressed satisfaction, while poorly rewarded
subjects expressed dissatisfaction. When lower
performers were rewarded, they expressed satisfaction,
but they continuously performed at a low rate of
productivity. When higher performers were poorly

_ rewarded, they expressed dissatisfaction, and their
performance declined substantially on their subsequent

5° Chung, p. 11.
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trials. When rewards were contingent upon performance,
productivity was significantly higher than when rewards
were not related to performance.51

No matter how satisfying a job may be, if the worker's

accomplishments are not extrinsically reinforced, his

motivation and performance will eventually decline according

to Chung. The worker will exert extra effort beyond the

performance requirements of the organization when the job is

intrinsically motivating. However, if the intrinsically

motivated behavior is not accomplished by extrinsic

reinforcement, the intensity of the performance will be

reduced.53

Studies by Scott suggested the effects of intrinsic and

extrinsic factors upon motivation are additive in nature

rather than offsetting. They concluded that the worker‘s

motivation will be increased when he is both intrinsically

and extrinsically reinforced.53

5* D. J. Cherrington, H. J. Reitz, and W. E. Scott,
"Effects of Rewards and Contingent Reinforcement on
Satisfaction and Task Performance," Journal gf Applied
Esychology, 55 (1971), pp. 531-536.

53 Chung, p. 82.
53 W. E. Scott, "The Effects of Extrinsic Rewards Upon

Intrinsic Motivation," Organizational Behayior and Human
Eerformance, 1 (1975), pp. 28-30.



Summary: Motiyation Theory

Reward systems for work are either intrinsic or

extrinsic in nature. Deci's theory maintains that intrinsic

factors or satisfiers are more significant rewards than

extrinsic rewards, claiming that when external rewards are

tied to performance, intrinsic motivation is reduced.

Herzberg's motivation-hygiene theory also identifies

intrinsic and extrinsic motivators as elements of job

satisfaction. The hygiene factors are basically extrinsic

motivators and contain the extrinsic reward system. The

motivation factors are viewed as intrinsic motivators.

Factors from some of the major theories represent both

intrinsic and extrinsic motivators. Examples of those things

which are perceived to be intrinsic motivators are the work

itself, self-esteem, recognition, and respect of one's peers.

Examples of items which are perceived as extrinsic

motivators include satisfaction of physiological needs such

as hunger or thirst, group acceptance, pay, support of

supervisors, promotions, prestige, security, autonomy, and

friendship with co-workers.

The method used for rewarding workers may have a

significant influence upon the motivation and morale of a

worker. Merit pay/career ladder plans have been proposed as

methods of remunerating teachers under the assumption that

merit pay is an effective method to reward superior teaching
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performance and will motivate all teachers to perform more

effectively. This study attempted to examine the accuracy

of the assumption that merit pay is a useful motivator.

&¤x
After having reviewed the literature on work motivation,

the problem of this study also required a review of the

literature on merit pay. Merit pay is a type of extrinsic

reward system that has been utilized in both the private and

public sector as a vehicle for motivating worker behavior.

The effectiveness of pay as a motivator has been questioned

by Lawler and Porter (1967) and Pritchard and DeLeo (1973)

but supported by Cherrington (1971).5*

The commonly used term "merit pay" has different

meanings for different people. Some view merit pay as being

based upon the quality of the services rendered. Others view

merit pay as any kind of reimbursement above the base pay

that is given for any reason. Still others describe merit

pay as reward for exemplary service. Ultimately merit pay

has been used as an extrinsic reward system designed to

motivate workers to more efficient and/or effective

performance.

5* Cherrington, pp. 355-361.
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To understand merit pay as a reward system for teachers

and to understand its role in education, the positive and

negative aspect of merit pay programs were examined as well

as the factors that have allowed some programs to succeed and

others to fail. Significant to the problem of this study

were those factors related to merit pay as an instrument of

motivation.
N

The concept of merit pay as a reward system for

motivating better performance from teachers is not new to

American education. The merit system for paying teachers

became popular during the early 1900s. The Newton,

Massachusetts, Public Schools initiated one of the earliest

programs designed to pay teachers according to the principle

of merit. The procedure was started in 1908 but was short

lived. The Newton Plan was one of the first efforts to change

the way teachers had traditionally been paid.

Merit pay interest peaked in the 1920s at about the same

time that the single salary scale came into popular use. The

advent of the single salary scale plus the great economic

depression of the 1930s contributed to the decline in

interest of merit pay for teachers. A resurgence of interest
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in the use of merit pay came with the prosperity that

followed World War II.55

During the 1960s, the decline began again and most

systems that had instituted or planned to institute merit pay

plans were cancelling them. In its comprehensive 1979 study,

the Educational Research Services reported that of the 3,000

school systems surveyed only four percent of those that

responded had an operational merit pay plan.56

Arriving at consensus concerning what constitutes merit

pay is not simple. In its simplest terms, merit pay may be

defined as a procedure for paying teachers according to the

quality of their teaching. The range of definitions vary

from the simple to the more complex. Some indicate that any

process which allows one teacher to be paid more than another

based on some evaluation of effectiveness constitutes merit

pay. Richard Neal provided the following definition of merit

pay:

Merit pay is a teacher compensation system whereby
teachers with the same qualifications and doing the same

55 Jerry B. Mitchell, "merit Pay: Past, Present and
Perhaps," Phi Qalta Kappan 39 (January, 1961): p. 139.

56 Educational Research Service. Maga; Pay fa; Teachers
(Arlington: ERS, 1979), pp. 10-17.
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job are paid different salaries based upon evaluation
of their performance.57

Karen Klein provided a somewhat broader working

definition, which recognized the opportunity for any type of

remuneration beyond the general pay scheme as constituting

merit pay.

Any salary schedule for classroom teachers, whatever its
plan of recognizing position, experience, and position
may be, if it either authorizes or specifies salaries
above the regular schedule to reward teachers who have
been judged to be rendering superior service.5°

This definition allows career ladder plans to be

included within the definition of merit pay.

Merit pay programs have been tried numerous times and

in numerous school districts over the past seventy-five

years. Interest in merit pay has risen again to the top of

the national agenda. Issues of accountability, overcoming

academic mediocrity and providing excellence in education

have fostered a renewed interest in higher pay for

meritorious service. The American Association of School

Administrators has issued a position statement strongly

57 Neal, p. 32.
5° Klein (1983) p. 3.
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supporting the concept of paying teachers based on their

performance.5°

The Governor's 1991 Report on Education recommended that

states develop incentives to improve teacher compensation and

align incentives with student performance.6° The National

Education Association, on the other hand, has taken the

position that performance pay schedules, career ladders and

other forms of merit pay are inappropriate.6*

The pros and cons of merit pay are strongly debated by

educators, politicians and the public in general. Those who

favor merit pay stress the logic of paying teachers what they

are worth. They reason that, the extrinsic reward, money,

can motivate teachers to provide more effective performance.

Those who oppose merit pay stress the fact that merit pay

systems have a history of failure in public education for one

reason or another.

Why merit pay programs have been successful and why they

have failed was one element of Klein's 1983 study. Success

of programs was based upon the kinds of criteria selected,

59 Richard D. Miller, "Let's Discuss the Issues."
American Association gf §chool Administrators gosition
Statement (January 1986), p. 3.

6° "Time for Results: The Governor's 1991 Report on
Education," (New Brunswick: Rutgers, 1986), p. 38.

227
61 NEA Handbook (Washington, D.C.: NEA, 1985-86), p.
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the evaluation process utilized, and the availability of
U

fiscal support. Failure of merit pay plans were associated

with administrative procedure, personnel problems,

collective bargaining issues, financial problems, and other

problems.62 The key finding in Klein's research was that

personnel problems arising from lack of job satisfaction led

to poor motivation and ultimately to confrontations between

the teacher's professional organization and the boards of

education.

Studies

The New York Teachers Association conducted an extensive

4 evaluation of merit pay programs during the mid 1950s. The

study identified only those types of merit pay that were in

use at that time. The study made no reference to the

philosophical basis of whether merit pay affected the

motivation of teachers or contributed to the effectiveness

of teacher performance.66

A 1975 summary study by Stoops, Rafferty and Johnson

identified seven types of merit pay plans. The plans

included bonus plans and accelerated increments which were

62 Klein, pp. 6-10.
66 Hazel Davis, "Where We Stand on Merit Rating as

Applied to Teachers' Salaries," NEA Journal 46 (November,
1957), pp. 535-536.
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based on periodic evaluations. This study was also void of

any direct or indirect reference to the role that merit pay

plays in teacher motivation.6*

In 1983 representative Carl Perkins, Chairman of the

Education and Labor Committee of the House of

Representatives, appointed a Task Force on Merit. This task

force was to review issues on merit pay for teachers and

educators. The findings of the task force were that merit

remuneration was taking two general forms: (1) straight

merit pay and (2) career ladder or a structured advance

system. While the career ladder system is a type of merit

pay plan, there is a subtle difference. The straight merit

pay plan rewards effective teaching either through a bonus

or an increased annual salary. In contrast, the career

ladder concept created performance levels with varying

responsibilities based on the quality of performance by

teachers. Career ladder concepts appear to be the newest

approach to merit pay.66 Carl Perkin's study, like the

previous two cited, also failed to address the issue of

teacher motivation.

6* Emory Stoops, Max Rafferty and Russel E. Johnson,
Handbook ef Educational Administration; A gulde fe;
Practitioners (Boston: Allyn and Bacon, Inc., 1975), p. 632.

66 "Merit Pay Task Force Report," Congress No. 98,
Washington, 1983, p. 4.
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The ongoing debate over the value of merit pay has

existed for the past seventy years. Motivational theorists

have questioned the emphasis placed on extrinsic rewards and

punishments in education. Those who oppose merit pay argue

that extrinsic rewards are self-defeating because they do not

motivate teachers to perform more effectively. Some of the

extrinsic rewards have been found to reduce intrinsic

motivation. Those who argue against merit pay also maintain

that the emphasis should be placed on rewards that grow out

of the work itself.66

Those who support the merit pay concept argue from a

"commonsense" point of view. They maintain that the person

who does the best job should receive the highest pay. The

equity issue is also used as an argument in favor of merit

pay. It is inequitable to pay a teacher who does an

extraordinary job the same as the teacher who does an average

job. Those who oppose merit pay argue that merit pay does

not motivate teachers to perform more effectively. According

to Klein, both motivational and human resources theorists

have questioned management's traditional reliance on

extrinsic rewards as a means of motivation. The following

66 Klein (1983), p. 5.
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arguments in opposition to merit pay in the educational

setting were cited by Klein:

(1) Merit pay creates unhealthy competition among
teachers.

(2) Merit pay creates hostility among teachers.

(3) Merit pay is demeaning and paternalistic and
produces low morale.

(4) Merit pay distorts teachers' perception of self and
others and lowers self-esteem.

(5) Merit pay decreases communication and cooperation
among teachers.67

In seeking information about the efficacy of merit pay

as a motivator to improve teaching efficiency, both the

advantages and disadvantages must be considered. Since job

satisfaction is a factor that research has shown to be

related to motivation of workers, those factors which

interfere with job satisfaction can be expected to reduce

motivation. Many of the advantages of the use of merit pay

are not actually related to motivation of the teacher, but

they are factors which seek to satisfy economic, political

and administrative needs of the educational bureaucracy from

the local to the federal level.

Among the disadvantages listed by Neal, the following

three are related to the concept of teacher motivation:

67 Klein (1983), p. 4.

—---
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(l) Teachers would be hesitant to question any of
management's actions, for fear that such questioning
might harm chances for a merit pay increase.

(2) Most teachers do not want merit pay; therefore,
morale problems develop with merit pay.

(3) Not all teachers respond to pay incentives.6°

Merit pay for teachers has been tried in many different

school districts over a wide time frame. Research has shown

that many of these programs have been replaced by more

traditional ways of paying teachers. Neal suggests that

there are two basic problems with merit pay plans which have

not been satisfactorily reconciled.

The first problem is that the desired outcome of good

teaching has not been sufficiently well-defined. When

conscientious attempts have been made to determine what

constitutes good teaching based upon results, there have not

been sufficient criteria which can be measured objectively.

Many school districts have been unable to decide what should

be the results of education. There has also been difficulty

relating the results of education to the teaching performance
’ of the respective teachers. Part of the problem with

determining the results of education is that goal setting in

the public school sector is a political process. Attempts

to meet the needs of so many different groups, students,

6* Neal (1984), pp. 38-43.
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parents, teachers, administrators, and politicians has

prevented public schools from establishing clear goals that

can be objectively evaluated in terms of teacher performance.

Lack of clear goals causes the evaluation of teachers to

measure the activities of the teachers rather than the

results of the teacher's performance. There has been no

evidence to indicate that the extrinsic reward, merit pay,

motivates teachers to perform more effectively. As cited in

Neal, extrinsic rewards have been shown in some cases to

reduce motivation (Porter and Lawler, 1967; and Pritchard and

DeLeo, 1973).6° »

The second problem with merit pay is, according to Neal,

that it has not been viewed as only one part of a total

compensation system. School systems that have initiated

merit pay plans have only been primarily concerned with

recognizing superior teachers; however, they fail to give

ample consideration to other classifications of teachers

which has led to morale problems among teachers.7°

Why Mgrit Pgy Programs Succeed

While there are many merit pay programs which have

failed, there are those that have been successful. In a 1971

69 Neal (1984), pp. 32-33.
7° Kiein (1984), p. 66.
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survey, Klein listed criteria in three areas which contribute

to the success of merit pay programs. The three categories

are criteria for awarding merit pay, evaluation methods, and

availability of sufficient finances. In order for programs

to be successful, according to Klein, the purpose of the plan

must be to improve instruction by boosting motivation rather

than penalizing ineffective teachers. She also stated that

there must be an atmosphere of confidence, respect, honesty,

and trust among those involved in such plans. In addition,

she maintained that teachers must have confidence in the

impartiality and the competence of their superiors in order

to reduce incidences of low job satisfaction and poor _

morale.7*

The Illinois School Board Journal conducted a survey in

1977 of Illinois superintendents to determine why merit pay

plans succeed and which factors were most important. The

results of their survey were very similar to that of Klein.

The survey identified the following factors which are listed

below in order of importance. The factors identified by

those surveyed were:

(1) A high level of commitment to the pay plan by all
parties, especially the teaching staff.

(2) A good rapport should exist among all staff members.

71 Klein (1984), p. 33.
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(3) An objective system of measures and standards for

determining merit raises.

(4) Employee awareness of the pay-off system of the
program.

(5) Program should be simple in design and operation.72

max Mari; 1*.16 Plans ..:.J.Fa'
Interest in merit pay has been cyclical and the merit

pay literature has many more criteria for why such plans fail

than why they succeed. In 1956, the National Education ·

Association (NEA) adopted a resolution opposing merit pay

which still stands.73 A 1960 NEA study of 30 large districts

asked superintendents to summarize why their systems had

abandoned merit pay plans. A summary of their responses

followsz

(1) The plans had been poorly inaugurated withouti
teacher consent and created low morale.

(2) Merit pay caused a sense of injustice,
misunderstanding, dissension, suspicions of
discrimination among teachers.

(3) Merit pay was opposed by teacher organizations.7*

72 Ed McNally, "Merit Pay—Why It Works and Why It
Doesn't," Illinois SchooI Board Journal 46
(September-October, 1977), p. 13.

73 Rozanne Weissman, "Merit Pay-Why Merit?" Education
Digest 34 (May, 1969), p. 17.

7* Weissman (1969) pp. 17-18.
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Frank Schnieder reported in a 1983 study for the Mobile,

Alabama School District that the reasons for failure of merit

pay plans cover a wide spectrum. Deficiencies in the five

major areas of administration, personnel, collective

bargaining, financial and other were cited as being the

reasons for discontinuation of merit pay plans. The most

common factors associated with failure of the merit plans are

in the following listing:

(1) Dislike of merit plans by teachers and teacher's
professional organization.

(2) Diminished teacher morale.

(3) Staff dissension/jealousy.

(4) Individual performance taking preference over
cooperation.75

merit Pay Programs

Nine major plans for merit pay were reviewed by

Schneider in his 1983 study. A brief description of each

plan is provided to illustrate the wide diversity of merit

pay incentives. Each of the plans cited are characterized

75 Frank Schneider, "Merit Pay for Teachers" June, 1983
(A Report of Division of General Services Research and
Evaäuation, Mobile County Public Schools, Mobile, Alabama),
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f by those factors which have contributed to either the plan's

success or failure.76

The Houston Independent School District of Houston,

Texas, utilizes a merit pay program called the Second Mile

Plan. This plan is designed to motivate teachers and

provides financial incentives for those who teach in

curriculum areas where there are critical teacher shortages

or in schools that are considered to be in less desirable

socio-economic areas. Although the teacher organization has

opposed the plan, a survey of the individual teachers

indicated some favor for the program, but they felt the

program should be modified. While the program did serve to

reduce the number of vacancies in critical curriculum areas,

it only served to improve teacher attendance by 1.5

percent.77
Frederick Herzberg's theory of intrinsic motivation was

the philosophical basis for the Tucson, Arizona, School

District's Program for Excellence. Instead of salary

increases, teachers were provided recompense for meritorious

service through paid for conference attendance, instructional

materials, computers for the class as well as cash.

76 Schneider (1983), p. 4.
77 Elaine Say and Leslie Miller, "The Second Mile Plan:

Incentive Pay for Human Teachers," Phi Delta Kappan: 64
(1982), pp. 270-271.
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Instructional materials and conference attendance were the

most sought after rewards. A system level study revealed

that the majority of teachers, eighty—eight percent, viewed

the program as positive. Eighty-one percent indicated that

they believed the program served to motivate them to perform

more effectively. Fifty-five percent of the teachers felt

the program caused dissension among the teachers.7°

The Round Valley School District of Round Valley,

California, has been using a merit pay plan which allows

teachers to earn up to ten merit points based upon their

concerted efforts to improve instruction through such things

as planning special projects, improving the basic curriculum

or creating new or innovative elective courses for students.

A unique component of this pay plan was that factors were

designed into the plan to prevent low morale and undue stress

among the staff. To avoid low morale and poor motivation,

two and one-half to the ten possible merit pay points were

earned based on group effort, in which teachers worked

together to accomplish common goals. To avoid the stress,

perceived or real, that comes from evaluator's showing

U
7° Larry E. Frase, Robert W. Hetzel and Robert T.

Grant, "Promoting Instructional Excellence through a Teacher
Reward System," Herzberg's Tbeppy Applied, Planning gpg
Changing: lg (1982), pp. 67-Do.
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partiality, only three and one-half of the possible ten merit

points were earned on the principal's evaluation.79

Three merit pay programs very similar to the ones

described above have been cancelled or held in abeyance by

their respective school districts, Schneider reports. The

specific reasons that were given for the abandonment of these

plans were that the programs were poorly planned and

implemented. Problems with administering the program and

poor teacher morale were the other major reasons for

abandoning these programs.

Teacher evaluation compared against student achievement

was the key element in the Kalamazoo, Michigan School

District's merit pay plan which began in 1974. With nearly

everyone evaluated by everyone else, some administrators had

to fill out fifty or more evaluations on their peers in

addition to evaluating their faculty and staff. Merit pay

for teachers under this program did not succeed because of

the backlash of discontent from the staff and the

administrators.9°

79 Brian T. Burke, "Merit Pay for Teachers: Round Valley
May Have the Answer," Phi Qelta Kappan 64 (1982), pp.
265-266.

9° Richard R. Doremus, "What Ever Happened to
Kalamazoo's Merit Pay Plan?" Phi Qelta Kappan 63 (February,
1982), pp. 409-410.
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Both the Temple City, California, plan and the Kansas

City, Missouri, plans were designed around a differentiated

staffing concept. Both plans granted merit increases

according to job responsibilities associated with the level.

The major problems cited for cancelling both plans were

difficulties in program administration and teacher attitudes

or motivation.°‘

The Florida Education Reform Act was passed in 1983 and

funded in the amount of $80 million for the 1984-85 school

year as a reaction to the recommendations of National

Commission on Excellence in Education. The program contained

pay incentives in three areas: (1) extra salary for longer

work days; (2) career ladder options; and (3) merit

incentives. The first incentive was available to all

teachers and provided extra salary for working a longer day

based on a percentage of the established base salary. The

second incentive was a career ladder option. Florida

teachers could apply for status as an associate master or a

master teacher. Criteria for eligibility for participation

was based on (1) receiving a superior performance evaluation,

(2) regular attendance on the job, (3) participation in or

completion of appropriately related graduate study, and (4)

seniority with the system. For the eligible teacher, salary

al Klein (1983), pp. 7-9.
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increases ranged from 7 to 10 percent depending upon the

local base salary established through collective bargaining

by local unions.82

Action of the 1986 Florida Legislature dropped the

Master Teacher Plan and adopted a Career Achievement Program

which is to be developed by the state board for

implementation during the 1987-88 school year.

The Master Teacher Program of the Better Schools Program

for Tennessee is a merit pay plan built around a career

ladder. Tennessee enacted the plan in 1983. The incentive

pay system had the objective of improving the quality of

education by strengthening the incentives and rewards for all

certified educators.

The Tennessee plan established a career ladder which is

tied directly to state certification. The program outlined

four career paths for teachers which included apprentice,

professional, senior and master teacher levels. Each level

defined a specific entry, qualifications, certificate and

contract requirement. After three years as an apprentice,

teachers become eligible for supplementary employment beyond

the ten months period and receive incentive pay ranging from

$1,000 to $3,000. Eligibility for incentive pay is based on

82 Lawrence A. Uzell, "Where is the 'Merit' In New
Merit-Pay Plans," Education wenn 3 (1983), pp. 27-29.
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acceptable student achievement, superior evaluations, and

participation in designated professional growth activities.

Every teacher is required to participate in certain

components of the program such as level of certification,

in-service training and evaluation. Eligibility for

incentive pay after the apprenticeship level is based on an

application to participate in the program. While only ~

approximately 87 percent of Tennessee teachers are eligible

to participate, a 15 percent limit and a 25 percent limit

were established for the senior and master teacher levels

respectively.83 The major problem reported with this program

was that quotas were imposed by the state on each of the

career categories. According to an evaluation of the

program, the quotas reduced teacher‘s motivation and

generated dissention among the staff. Another problem was

that those in the Master Teacher Program were required to be

out of the classroom as much as 35 percent of the time.

Teachers viewed absences as reducing their instructional

effectiveness.8‘

The 1984 Virginia General Assembly appropriated $500,000

to encourage the initiation of locally developed incentive

83 Tennessee State Department of Education, Tennessee
äetter Schools Program (Nashville, Tennessee: n.p. 1985), pp.

88 Schneider, pp. 16-18.
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pay plans for teachers. The Virginia Master Teacher Career

Ladder Plan provided for a competitive proposal approach for

funding of five locally devised plans on a pilot basis.

Highlights of the five incentive plans are listed below:

(1) Campbell County -- This plan provided individual pay
incentives through a peer nomination and selection
process. This plan also provided for group
incentives based on student progress on the
Curriculum Referenced Test of Mastery.

(2) Fairfax County -- Fairfax's plan included a revision
of the system's evaluation process and the

~ development of a career ladder.

(3) Hopewell City -- The Hopewell City plan also had an
evaluation and career ladder component in
conjunction with a teacher recruitment program.

(4) Orange County -- Orange County integrated staff
development and performance evaluation as the major
components of the plan. Each year teachers chose
three of twelve established professional practices
to be improved. Incentive pay was provided for
documented improvement.

(5) Virginia Beach -- Virginia Beach's plan also coupled
performance evaluation with a career ladder.
Emphasis was placed upon key performance indicators
and rater reliability as prerequisite to
implementing a five step career ladder.°5

Recent evaluation of the pilots by an outside source had

five major findings. First, there was sufficient local

support for all the plans to allow continued funding without

additional state support. Second, some teachers maintained

that the money invested should have been_spent to improve the

°5 "Yes, Virginia, Pay for Performance Programs Can
Work," Update, 29 (1987), p. 3-5.
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base salaries. Third, the Hopewell plan is being held in

abeyance. Fourth, there were considerable differences in

incentive amounts with those in Orange County being quite

small in comparison to those in Virginia Beach. Fifth,

according to Sara Irby, Associate Director for Virginia

Teacher Education and Certification, refinement of

performance evaluation is the primary step in initiating

performance incentive plans.°6

The 1984 North Carolina General Assembly passed the

Education Reform Act and funded the implementation of the act

through special provisions of the Appropriations Act. The

acts were revised in 1985. The Education Reform Act required

that the North Carolina State Board of Education develop a

career growth program for teachers. (Parallel programs were

established for principals and some other certified

personnel.)

The State Board's plan established a career ladder with

five levels and linked teacher certification, certificate

renewal and performance appraisal to the process of

progression on the ladder. In compliance with requirements

of the Reform Act, the Board implemented a pilot program

scheduled to extend through school year 1988-89.

°6 Telephone interview with Sara Irby, Associate
Director for Teacher Education and Certification, Virginia
Department of Education, 3 April 1987.
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North Carolina's Career Development Plan was designed

with the intent to reward excellence in instruction and

provide career options for teachers. The plan provides five

levels of career differentiation and establishes a timeframe

for progression through each level. In addition the plan

outlines merit compensation for the program based on

performance appraisal, recommendation and professional

growth activities. The five career status levels consists

of Initial, Provisional and Career Status I, II and III. The

Initial level has a two year time frame and compensation is

state base salary for experience and certification. The

Provisional level lasts for one year and the teacher receives

base pay and becomes eligible for tenure. Career Status

Levels I, II and III each cover a three year period and the

teacher receives base pay plus an additional pay increment

at each level.87

Piloting of the Career Development Plan began in January

1985. Sixteen systems from across the state were selected

to serve as pilot systems based on competitive applications.

Initial phases included providing pilot project teachers with

thirty hours of effective teaching instruction. All pilot

system teachers were required to participate in the training

87 North Carolina Department of Public Instruction,
Ngrth Carolina Career Deyelopmgg; Pian, (Raleigh, North
Carolina: n.p. 1984), pp. 1-9.
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and were paid $500 for participation. In addition pilot

system teachers were eligible for merit raises beginning with

the 1986-87 school year.

Statistics for the fifteen pilot systems (Charlotte-

Mecklenburg was excluded from state reports) revealed that

6,808 teachers participated in the second year of the

project. Eleven percent of the pilot program teachers were

at the initial level, 12 percent at the provisional level and

75 percent at Career Status I. Salary increases ranged from

_$76 per month to $201 per month. The average merit increase
‘ was about $142 per month.°°

- Summary: Mepgp Pey

The history of merit pay has been compared to the ebb

and flow of the ocean. Interest in the topic rises and falls

periodically. The literature on the topic rises and falls

periodically. The literature on the topic cites numerous

stories of both success and failure. It is important to note

that the majority of programs that have been implemented have

been cancelled for a multiplicity of reasons. A paramount

reason for failure of most has been that the merit pay

approach does not motivate teachers to more effective

°° North Carolina Department of Public Instruction, The
Career Deyelopment PTTp; Program: Status Report, (Raleigh,
North Carolina: n.p. 1986), p. 1.
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performance, but it produces low job satisfaction and poor

morale among teachers.
Until school systems are able to resolve some of the

major problems with merit pay plans such as realistic goals,

adequate evaluation procedures and the teacher morale issue,

it appears the likelihood of success of merit pay plans will

be limited. There seems to be lacking from most plans a clear

statement of intention. If the intention of such plans is

to bring about improved instruction for students that purpose

becomes lost in the process of implementation. If the

intention is to use extrinsic rewards to motivate teachers

to be more effective instructors, it is questionable whether

such a reward system can bring the desired outcome.

ghapter Summary

As can be seen from the summary of theories of work

motivation, the basis for the motivation to work is highly

debated. Whether work motivation emanates from psychological

needs as theorized by Maslow and Alderfer, or from social

comparisons as theorized by Adams, or from intrinsic

motivation as suggested by Deci and Herzberg, all will

continue to be the basis for both conjecture and serious

research. It is generally agreed by motivational theorists

and industrial psychologists that some aspects of the work

situation are intrinsically motivating based upon the
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interaction of the needs of the worker, his perceptions of

the work environment and the incentives or rewards given by

the employing organization. The rewards given by the

employing organization are usually extrinsic in nature or

emanate from outside the worker.

Merit pay is an extrinsic motivational factor that has

been utilized to varying degrees in education as a way of

rewarding teachers. The effectiveness of this type of reward

method has not been adequately studied for there to be

empirical consensus as to its effect on motivation. The

review of the literature with respect to its usefulness has

presented both positive and negative aspects of the concept.

The literature on motivation and merit pay has

established a background from which to conduct a descriptive

study of the motivation to work of teachers. This study

focused on developing an instrument for measuring those

aspects of intrinsic and extrinsic motivation of teachers

under two different types of remuneration systems, one in

which the teacher receives merit pay and one in which

teachers do not. The literature reviewed revealed no efforts

to measure the motivation of practicing teachers with regard

to the use of career ladder/merit pay concepts. The

relationship that exists between work motivation and the

reward system for working is the essence of this study.
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Chapter 3

Methodology

This chapter contains a description of methods and

procedures used in the investigation. The type of research

used in this study is categorized as descriptive research.

Studies that are descriptive provide information about the

present situation of a phenomenon. This descriptive study

sought to measure the differences in attitudes toward

teaching between teachers who were participating in a career

ladder/merit pay pilot program and those who were not. In

addition, some aspects of the study were correlational and

sought to explore the extent of the relationship between

attitudes toward teaching and teacher participation in a

· merit pay/career ladder pilot program. Ary has stated that

correlational studies "may be classified as descriptive

studies if the intent is to describe relationships."89

Several major tasks were accomplished prior to the

conducting of this investigation. First, the population to

be studied was identified. Second, since it was not feasible

to study all members of the population, an appropriate

89 Donald Ary, et al., Introduction nn Research ;n
Education, third ed., (New York, New York: Holt, Rinehart and
Winston, 1985), p. 328.
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sampling procedure was devised. Third, since many of the

techniques for studying attitudes were not appropriate to the

study of teachers, an instrument was developed. Fourth, the

instrument was revised based upon the recommendations of a

group of professionals who were authorities in the field of

teacher education and/or public school administration.

_ Population
The group about which information was sought was public

high school teachers in North Carolina. The population was

divided into two groups: Group II included those high school

teachers from the fifteen school systems that were piloting

the career ladder/merit pay program; Group I was comprised

of all other public high school teachers in North Carolina.

Teachers were defined as being those public school personnel

whose major responsibility was instructing students in grades
)

9-12. Librarians and guidance counselors were excluded from

the study.

Sampling Procedure

A listing of the school systems that were included in

the career ladder/merit pay pilot programs of the state was

obtained from the Personnel Division of the North Carolina b
Department of Public Instruction. The Charlotte-Mecklenburg

School System was excluded from the listing because it was I
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learned that the North Carolina State Board of Education had

granted permission for that system to vary from the state

devised career ladder/merit pay plan (see Appendix B).

The sample was selected by pairing non-pilot units

(Group I), with pilot units (Group II) on three criteria.

The first criterion used in establishing the sample was to

choose fifteen systems from the non-pilot group of similar

size in terms of student enrollment to the pilot group. This

allowed for control of differences that might occur based on

the size of the student enrollment which would affect the

number of teachers employed. _Since extra salary is involved

(by definition) in a merit pay system, the second criterion

used to match fifteen non-pilot units with fifteen pilot

units was the amount of local salary supplement paid, if any.

This allowed for control of the differences based on the

amount of local supplement paid. Criterion three, geography,
Ä

was also taken into consideration. Both non-pilot and pilot

units were selected from throughout the state. After the

systems were selected, the senior high schools from each

system in both Group I and Group II were selected to be a part

of the study. This included a total of 28 high schools in

Group I and 28 high schools in Group II.

It was determined that those teachers who serve as

coaches should be eliminated from the study. While the base

salary for coaches is the same as for all other North
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Carolina teachers, coaches receive an additional salary for

fulfilling the duties of coaching. Eliminating this group

as well as any other teachers that received an additional

salary served to control for differences which might occur

because of additional salaries being paid.

'The sample population was obtained by asking the

principal of each high school to select seven teachers to be

subjects for the investigation. The principals were asked

to omit teachers who served as coaches, librarians or

guidance counselors. Principals were asked to select some

males and some females. In addition, they were asked to

select teachers who taught at the various grade levels in the

9-12 grade span.

The final selection of teachers included seven teachers

from each high school. This arrangement provided a sample

population of 196 teachers in Group I and 196 teachers in

Group II.

Instrument

A questionnaire was developed to obtain relevant

information from the two groups of North Carolina teachers

and may be found in Appendix C. The questionnaire was

developed to measure the attitudes toward teaching of public

school teachers by looking at both intrinsic and extrinsic

factors. The theoretical basis for the questionnaire was
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Frederick Herzberg's Motivation-Hygiene Theory. Herzberg

constructed his theory on the assumption that all humans have

two basic needs, the need to avoid pain and the need for

psychological growth. These needs are satisfied in the work

environment by the various aspects of the work and by the

environs in which the work is performed. Herzberg reasoned

that certain facets of the job can fulfill psychological

needs and, therefore, produce both feelings of satisfaction

and motivation to invest effort in the work. He called the .

growth enhancing aspects of the job "motivating factors."

Herzberg also reasoned that some aspects of the job can

fulfill the pain avoidance needs, but do not necessarily

produce feelings of satisfaction or motivation to work

harder. He called the pain avoidance aspects "hygiene

factors."

Herzberg maintained that motivational factors tend to

be intrinsic, and by their nature make tasks more

interesting, enjoyable and psychologically rewarding. He

identified those intrinsic factors to be as follows: (1)

achievement, (2) recognition, (3) work itself, (4)

responsibility, (5) advancement, and (6) possibility of

growth. In addition, Herzberg reasoned that hygiene factors

tend to be extrinsic. Hygiene factors were associated with

the context or setting of the organization in which the task

was performed. He identified those extrinsic factors to be
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as follows: (l) policies of the organization, (2)

administration, (3) technical supervision, (4) salary, (5)

working conditions, (6) status, (7) job security, (8) effects

on personal life, (9) interpersonal relations with

supervisors, peers and subordinates.

The "Attitude Toward Teaching Survey" was developed

around motivation and hygiene factors proposed by Herzberg.

The questionnaire consisted of eighty-eight items from six

areas representing intrinsic motivation and seven areas

representing extrinsic motivation as identified in the

literature on motivation to work. A five point Likert scale,

ranging from strongly disagree to strongly agree, was used.

Each respondent was asked to register his/her general feeling

about each of the items. The values assigned to the scale

were as follows: "strongly disagree" = one point;

"disagree", two points; "agree", three points; "strongly

agree", four points. "Undecided" responses were treated as

"no response" or "missing data" and not included in the

computations.

yalidation et the Questionnaire

yalidity

The content validity of the "Attitude Toward Teaching

Survey" was determined by having the questionnaire reviewed
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by a panel composed of two college professors, two

psychologists, two public school administrators and four

teachers. All agreed that the factors included within the

questionnaire were relevant to the area of teacher

motivation. The suggestions for improvement made by the

group were incorporated into the instrument. The thirteen

content areas of the questionnaire compared well with

motivational factor described in the literature. Appendix A

provides a matrix in support of the instrument's content

validity.

Religbility

The reliability of the "Attitude Toward Teaching Survey"

was determined by using the test, re-test method. The

guestionnaire was administered to a group of 20 educators in

March of 1986 and again in June, 1986. The questionnaires

from both administrations were scored and ranked from high

to low. The Spearman Rank Order Correlation method for

determining reliability was used. The questionnaire's

reliability coefficient of +.80 represented a high positive

correlation between the two administrations.°° The summary

for the Spearman correlation is given in Appendix D.

°° Dennis E. Hinkle, William Wiersma and Stephen G.
Jurs, Applied Statistics fp; ppp Behayioral Sciences.
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To determine the homogeneity of the "Attitude Toward

Teaching Survey," which employed a Likert scale, Cronbach's

coefficient alpha was computed. This is a commonly used

measure of homogeneity for multiple scored items such as

those used in this study. The formula is as follows:

a or rxxK—l s x 2
K = number of items on the test

Xsiz = sum of the variances on the item scores

Xs” = variance of the test scores (all K items)

The reliability computation sought to determine the

reliability of a sum or weighted sums across variables as an

estimate of a case's true score.°‘ The reliability estimate

generated for 88 questionnaire items yielded a coefficient

of Gx = .75 which is considered to be high positive.°2 High

positive correlation is acceptable for social science

research because of the complexity of subject matter,

difficulties of observation, difficulties of control and

problems of measurement, according to Muchinsky, who states:

As a rule, reliability coefficients around +.70 are
professionally accepted. A test used for individual
prediction (to diagnose brain impairment) should be more

g§ostonT—Nassachusetts, Houghton Mifflin Company, 1979), p.

· 9* SPSSx, User's gudde, (New York: McGraw Hill Book
Company, 1983), p. 717.

92 Hinkle, p.

J _ ,6.
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reliable than a test used for group prediction (to
measure attitudes of a work group).93

A reliability coefficient in this range explains 49% of the

variance. When test items are heterogeneous rather than

homogeneous, they measure more than one trait or attribute.

Heterogeneous test items lower the alpha or reliability

coefficient.

The alpha coefficient is a coefficient of determination.

The coefficient of determination or .75, indicated that 55

percent of the variance is shared among the eighty—eight

items. Therefore, the test items are highly homogeneous, and

there is strong internal consistency in the questionnaire.

It was the intent of the study to use the "Attitude

Toward Teaching Survey" as a means of assessing the attitudes

of teachers to determine if there existed a difference in the

motivation factors between high school teachers involved in

the career ladder/merit pay pilot program and other high

school teachers in the state. Following Herzberg's

reasoning, high scores on the extrinsic factors or hygiene

factors, would indicate that the teacher is motivated by

factors provided by the organization. High scores on the

intrinsic or motivator factors would indicate that the

teacher is motivated by a desire to meet his/her own needs

93 Muchinsky, p.97.
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and goals and by factors which come from the work or job

itself. High total scores on the "Attitude Toward Teaching

Survey" would indicate that the teacher is highly motivated

to invest effort in being an effective performer in the area

of teaching.

Qgta Collection

The data gathering process was initiated by contacting

the superintendents of each school system selected by

telephone in order to explain the study and solicit their

support. The telephone conversation was followed by a

written request to the respective school systems to obtain

permission to conduct the study. Each system contacted was

provided a copy of the data collection instrument as well as

a copy of the letter of explanation that would be sent to each

teacher.

After permission had been granted by each school system,

the principal of each high school in the system was contacted

by telephone to explain the study and to obtain his/her

cooperation. Each principal was also provided a copy of

A information on the study that would be presented to teachers.

In addition, each principal was asked to select the

designated number of teachers from that school to complete

the questionnaire that met the requirements of the sampling

procedure and to provide a listing of teacher names,
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addresses, and telephone numbers. Some principals agreed to

make the selection and to hand out the questionnaires but

refused to provide a listing of names, addresses and

telephone numbers because of prohibitive local policies.

A packet of information was sent to the sample

population. The packet included an introductory letter which

requested assistance and expressed appreciation for

cooperation, the questionnaire, and a self-addressed envelope

for returning the completed questionnaire (see Appendix D).

The subjects were informed that their participation was

voluntary. To encourage participation a dollar was included

with each questionnaire. The subjects were asked to return

the completed questionnaire within two weeks.

Each questionnaire was coded numerically by school

system and by school. This allowed the researcher to trace

the response patterns and to have available information for

conducting the check of nonresponse bias.

The questionnaires were mailed to subjects in late July

and early August, 1986. Follow-up telephone calls were made

to the schools where the number of responses were low during

the first week of September, 1986. All responses were

received by the last week of September, 1986.

l_ _. -
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Qata Analysis

The questionnaires were screened upon return for missing

data. The data were compiled, tabulated and then analyzed

using the Statistical Package for Social Sciences (SPSSx).

Analysis of the data involved the procedures

Frequencies, Reliability, Factor Analysis, and Multiple-

Regression Analysis. The operation, Frequencies was utilized

to generate the summary of the demographic data for both

groups. Reliability was employed to assess the internal

consistency of the data gathering instrument. Since the

reliability fell below gw = .80, a confirmatory factor

analysis was done to determine what principal factors were

present. Multiple Regression was used to study the effects

and magnitude of the identified variables upon the dependent

variable, group membership, using the principles of

correlation and regression.



t
Chapter 4

Presentation and Analysis of Data

As outlined in Chapter 1, the purposes of this study

were (1) to construct, from a composite of statements from

the literature on motivation to work, a reliable instrument

for assessing attitudes toward teaching of high school
‘ teachers and (2) to determine if there was a difference in

attitudes toward teaching between those high school teachers

who were and those who were not involved in a career

ladder/merit pay pilot program. The problem of this study

was to answer the following question: Do high school

teachers participating in the North Carolina career

ladder/merit pay pilot program respond differently to an

instrument measuring job attitudes than do those teachers

not involved in such a program? The hypothesis of this study

was that high school teachers involved in the North Carolina

career ladder/merit pay pilot program would respond more

positively to the factors of intrinsic motivation, perception

of personal status, extrinsic motivation, HHG perception of

job status than would teachers not involved in the program.

The statistical analysis of the data collected is

presented in this chapter and is arranged in six sections.

The first section describes the two groups which constituted

_ 72
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the sample. The second section describes the demographics

of the two groups followed by section three which discusses

possible nonresponse bias. Section four presents an analysis

of the motivational factors, and section five presents an

analysis of motivational differences. The sixth section

provides a summary of the findings.

Qescriptiop pf php Sample

The sample for this study was composed of seven high

school teachers from each of the high schools in the fifteen

career ladder/merit pay pilot systems and seven high school

teachers from each high school of the fifteen nonpilot North

Carolina school systems. Nonpilot systems were paired with

pilot systems on the basis of student membership, amount of

local supplement paid and geography. All but two of the

pilot systems agreed to allow their staffs to participate and

responses were received from every system but one. Of the

196 nonpilot group teachers sampled, 158 or 81 percent

responded. Of the 168 pilot group teachers sampled, 129 or

76 percent responded. Of 364 questionnaires mailed, 287 were

returned for a 79 percent return rate.

An attempt was made to increase the response return T

rate. Each superintendent of each system and each principal

of each school where responses were low was contacted by

telephone and asked to encourage the selected teachers to
i

•
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complete and return the questionnaire. Ary states, "The goal

in a questionnaire study is 100 percent returns, although a

more reasonable expectation may be 75-90 percent returns."9‘

The response rate for both groups was at an acceptable level

according to Ary.99 Therefore results were considered to be

representative of the high school teacher population of the

school systems studied since the sample of teachers was

representative of the accessible population of teachers of

teachers.

Qemogranhic Information

The demographic information for the two groups was

obtained from the eleven items of Part I of the "Attitudes

Toward Teaching Survey" which is included in Appendix A.

Comparison of the nonpilot group, Group I, with the pilot

group, Group II, are presented for descriptive purposes.

The variable "subject taught" was examined to determine

the curriculum content area in which teachers taught. The

distributions of this demographic variable are presented in

Table 1. A brief examination of Table 1 shows that the two

groups were similar for this variable with the exception of

the areas of science and other. There was a larger

9* Ary, p. 345.
93 Ary, p. 140.

E
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percentage of teachers in Group I who taught science while

there was a larger percentage of teachers in Group II who

taught in subject areas such as foreign language,

remediation, etc. There were minimal differences between the

two groups for the subject areas of math, English, and social

studies.

Table 1

Distribution of Groups by Subject Taught

" Group I Group II
(Nonpilots) (Pilots)

Subject Taught N % N %

~ Math 30 19.0 20 15.5

Science 36 22.8 18 14.0

English 27 17.1 27 20.9

Social Studies
l

14 8.9 9 7.0

Other 51 32.2 55 42.7

Total 158 100.0 129 100.0

The variable "school system type" indicated the density

of the population where the school system is located. Table

2 contains the data for this variable. The majority of the

sample from Group I was rural; the sample for Group II was

equally divided among the three categories.

LS
¤
u
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Table 2

l

Distribution of Groups by School System Type

Percentages
Group I Group II

(Nonpilots) (Pilots)
School System Type N % N %

Urban 35 22.1 43 33.3

Suburban 27 17.1 43 33.4

Rural 96 60.8 43 33.3

Total 158 100.0 129 100.0

The third demographic variable concerned the amount of

local salary supplement paid. The distributions for this

variable are presented in Table 3. A review of Table 3 shows

that a greater percentage of Group I than Group II were not

paid a supplement. Furthermore, a smaller percentage of

Group I than Group II were paid a large supplement. About

58 percent of Group I received a local salary supplement of

$250 or less while about 61 percent of Group II received

salary supplements of more than $251.

The fourth demographic variable was "gender" and Table

4 contains the data for this variable. There was 36.1

percent males and 63.9 percent females in Group I; In Group

II there were 31.8 percent males and 68.2 percent females.

P
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Table 3

Distribution of Groups by Local Salary Supplement

Group I Group II
Amount of Local (Nonpilots) (Pilots)
Salary Supplement N % N %

no supplement 44 27.8 22 17.1

$0 - $250 47 29.7 28 21.7

$251 - $500 36 22.8 40 31.0

$501 - $750 ° 5 3.2 10 7.8

more than $751 26 16.5 20 22.5

Total 158 100.0 129 100.0

Table 4

Distribution of Groups by Gender

Group I Group II
(Nonpilots) (Pilots)

Gender N % N %

male 57 36.1 41 31.8

female 101 63.9 88 68.2

Total 158 100.0 129 100.0



78

Within both groups the ratio between females and males was

approximately two to one.

The fifth demographic variable was "race." The

distributions for this variable are presented in Table 5.

Group I was comprised of 74.1 percent white and 25.9 percent

nonwhite while Group II was comprised of 93 percent white and

only 7 percent nonwhite. Race was one of the four

demographic factors that could be used to predict group

membership.

Table 5

Distribution of Groups by Race

Group I Group II
(Nonpilots) (Pilots)

Race N Z N Z

white 117 74.1 120 93.0

non-white 41 25.9 9 7.0

Total 158 100.0 129 100.0

The distribution of the demographic variable "age" is

presented in Table 6. A review of this table shows that

teachers in Group I are younger than teachers in Group II.

Nearly 40 percent of the Group I teachers are between the age

of 30-39 while roughly the same percentage of the teachers

in Group II are over 50.
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Table 6

Distribution of Groups by Age

Group I Group II
(Nonpilots) (Pilots)

Age N % N %

less than 30 years 16 10.1 13 10.1

30 - 39 years - y 61 38.6 18 14.0
40 - 49 years 42 26.6 48 37.2

more than 50 years 39 24.7 50 38.8

Total 158 100.0 129 100.0

Demographic variables seven and eight were used to

describe the number of years employed as a teacher in North

Carolina and out of North Carolina respectively. The

findings are presented in Tables 7 and 8. A review of the

tables indicate that the majority of teachers in both groups

have been teaching between ten and twenty years and that the

vast majority of teachers in both groups, about 81 percent,

have not taught outside North Carolina.
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Table 7

Distribution of Groups by Teaching Experience
in North Carolina

Group I Group II
Teaching Experience (Nonpilots) (Pilots)
in North Carolina N % N %

less than 10 years 48 30.4 36 27.9

10 - 20 years 70 44.3 64 49.6

more than 20 years 40 25.3 29 22.5

Total 158 100.0 129 100.0

Table 8

Distribution of Groups by Teaching Experience
{ Out of North Carolina

Group I Group II
Teaching Experience{ (Nonpilots) (Pilots)
Out of North Carolina N % N %

none 128 81.0 105 81.4

less than 5 years 16 10.1 14 10.9

5 - 10 years 8 5.1 8 6.2

more than 10 years 6 3.8 2 1.6

Total 158 100.0 129 100.0

I____„,__„___________________________________________________________......_n
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The demographic variable "degree" indicated the highest

degree earned by teachers. Results are presented in Table

9. A brief review of this table shows only slight variation

between the two groups. There are approximately five percent

more teachers who have a Master's Degree in Group II than

Group I.

Table 9

Distribution of Groups by Highest Degree Earned

Group I Group II
(Nonpilots) (Pilots)

Highest Degree Earned N % N %

bachelors 87 55.1 66 51.2

masters 65 41.1 59 45.7

specialist 5 3.2 4 3.1

doctorate 1 0.6 0 0.0

Total 158 100.0 129 100.0

Variable number ten deals with school enrollment. The

findings for this variable are presented in Table 10. The

review of this table indicates that almost half of the

teachers in Group I, 46.8 percent, and more than half, 58.9

percent, of the teachers in Group II teach in schools with

more than 1000 students. Enrollment was one of the four



I
82

demographic factors that could be used to predict group

membership.

Table 10

Distribution of Groups by Enrollment

Group I Group II
(Nonpilots) (Pilots)

Enrollment N % N %

100 - 350 6 3.8 5 3.9 n
351 - 500 13 8.2 6 4.7

501 - 1,000 65 41.1 42 32.6

more than 1,000 74 46.8 76 58.9

Total 158 100.0 129 100.0

The last demographic variable dealt with membership in

a professional organization for teachers. Results of this

variable are presented in Table 11. In Group I, 82.9 percent

of the teachers reported membership in a professional

organization for teachers. In Group II 89.9 percent reported

belonging to a professional organizations for teachers.

There were seven percent fewer teachers in Group I than Group

II that belonged to a professional organization for teachers.

Membership in a professional organization for teachers was

also one of the four demographic factors that could be used

to predict group membership.
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Table 11

Distribution of Groups by Membership in
Professional Organization for Teachers

Membership in Group I Group II
Professional (Nonpilots) (Pilots)
Organizations N Z N Z

yes 131 82.9 116 89.9

no 27 17.1 13 10.1

Total 158 100.0 129 100.0

Mnltinlg Regression Analysis

The Factor procedure identified four demographic factors

that had high correlation coefficients between the

questionnaire and a given factor. These demographic factors

were race, school system type, membership in professional

organization for teachers, and enrollment. These variables

were entered into a multiple regression equation as

independent variables on a stepwise basis with Group Number

1 = nonpilot and 2 = pilot as the dependent variable. Table

9 presents a summary of this analysis. This table shows that

for the independent variable "race", the resulting R2 was

.06909. The F value for this analysis was 20.33426 (df=1)

which is significant at the .05 level. When the independent
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variable "school system size" was added, the resulting RZ was

.10153. The F value of 15.42498 (df=2) was also significant

at the .05 level. The variables "membership" and "school

enrollment" were entered as significant independent variables

in Step 3 and 4 of the regression procedures. Membership in

a professional organization for teachers with an R2 = .12754

and enrollment with an R2 = .38061 with their respective F

values of 13.25391 (df=3) and 11.47697 (df=3) were also

significant.
l

Table 12

Summary of Multiple Regression F-Ratios and Significant
F Statistics for the Dependent Variable

Group (1 = Nonpilot, 2 = Pilot)

Independent
Step Variable Multiple R R Square F Values Sign. F*

1 Race .26284 .06909 20.33426 0.0000

2 School System
Type .31864 .10153 15.42498 0.0000

3 Member of
Teacher
Organization .35713 .12754 13.253911 0.0000

4 Enrollment .38061 .14486 11.47697 0.0000

* p < .05, level of significance

While the four demographic factors were significant

atthe.05 level, they were not strong predictors. In1
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combination these four demographic factors explained less

than fifteen percent of the common variance between the

° groups. The significance of the four demographic factors

means that there tended to be more nonwhite teachers in the

nonpilot group. Nonpilot teachers were more likely to teach

in rural schools. Nonpilot teachers tended to be less likely

to belong to a professional organization for teachers and

nonpilot group teachers were more likely to teach in smaller

schools.

Nonresponse glas

An attempt was made to solicit survey responses from six

(15 percent) of the nonrespondents in Group I and five (13

percent) of the nonrespondents in Group II by telephone to

assess possible nonresponse bias. Two nonrespondents from

Group I refused to discuss the questionnaire and one from

Group II now has an unlisted telephone number. Therefore,

only four nonrespondents (1O percent), from each group were

contacted by telephone.

The questionnaire did not lend itself to extracting a

small number of items for the telephone follow-up. None of

those who were contacted would agree to complete the

questionnaire by telephone. Consequently, there is

insufficient data to test the equivalency of mail responses

with nonrespondent's views.

P
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Analysis gf Motiyational Factors

Factor Analysis

The Reliability procedure was run to determine if dual

dimensions were present within the measuring instrument and

to determine what other statistical analysis would be needed.

As stated in Chapter Three, the "Attitude Toward Teaching

Survey" had been designed such that high scores represented

high motivation and low scores represented low motivation.

'Since the acquired reliability of Gx = .75 was below .80, a
condition which leads to the conclusion that more than one

factor was being measured by the questionnaire, the SPSSx

procedure "Factor" was utilized as a confirmatory procedure

to determine the number and nature of constructs or traits

being measured.

The Principal Component Analysis method of factor

analysis is the most widely used method because it extracts

the maximum amount of variance of each factor as the

calculation is done. That is to say, the first factor

extracts the most variance, the second the next most

variance, and so forth.96 "Factor analysis attempts to

provide a simpler explanation of the constructs underlying a

96 Fred N. Kerlinger, Foundations of Behavioral
Research, (New York: Holt, Rinehart and Winston, Inc., 1973),
p. 667.

I _ _ _ _.
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set of measures than is provided by keeping the measures in

tact."97 Thirty factors were identified using this procedure,

and Table 10 shows the analysis of the principal components.

An examination of Table 13 shows that the first four

principal factors explain 23.2 percent of the variance.

Factor loading is the extent to which an item measures a

factor. The factor loadings for the four principal factors

are given by factor in Tables 17, 18, 19, and 20,

respectively. The items that loaded on each of the four

factors were investigated for similarities. Each of the four

principal factors was named indicative of the concept that

the individual factor measured. The four principal factors

identified were named: (1) intrinsic motivation, (2)

perception of personal status, (3) extrinsic motivation, and

(4) perception of job status.

Lntrinsic Motiyation

Thirty-two of the questionnaire items loaded on

Principal Factor 1, intrinsic motivation. Each of the

thirty-two items showed the proper directionality (positive

or negative) as anticipated when Likert's format was utilized

in the questionnaire. The highest factor loading correlation

was .63795 and the lowest was .33351. The thirty-two factors

97 Hinkle, Wiersma and Jurs, p. 431.

I
I
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Table 13

Final Statistics Identified by
Principal Component Analysis

Factor Eigenvalue Percent of Variance Cumulative Percent

1 8.34177 9.5 9.5
2 4.67759 5.3 14.8
3 4.05115 4.6 19.4
4 3.33547 3.8 23.2
5 2.56593 2.9 26.1
6 2.39747 2.7 28.8
7 2.10283 2.4 31.2
8 1.99100 2.3 33.5
9 1.90179 2.2 35.6

10 1.84066 2.1 37.7
11 1.77713 2.0 39.8
12 1.72725 2.0 41.7
13 1.60997 1.8 43.5
14 1.56435 1.8 45.3
15 1.45849 1.7 47.0
16 1.45170 1.6 48.6
17 1.41441 1.6 50.2
18 1.40297 1.6 51.8
19 1.35231 1.5 53.4
20 1.31855 1.5 54.9
21 1.29922 1.5 56.3
22 1.24163 1.4 57.8
23 1.17166 1.3 59.1
24 1.13686 1.3 60.4
25 1.12727 1.3 61.7
26 1.09816 1.2 62.9
27 1.07664 1.2 64.1
28 1.04105 1.2 65.3
29 1.02039 1.2 66.5
30 1.00037 1.1 67.6
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for Principal Factor 1 and the loadings are listed in Table

14. Based on the factor correlations, Principal Factor 1

measures a construct that has been identified as intrinsic

motivation which was defined as the motivation which arises

from the inherent pleasure derived from performing tasks.

Questionnaire items which loaded on intrinsic motivation
dealt with areas identified within the questionnaire as

achievement, recognition, work, responsibility, advancement

and growth possibilities.

Percention nf Personal Status

Eighteen of the questionnaire items loaded on Principal

Factor 2, perception of personal status. For Principal

Factor 2, the highest factor correlation was .50990 and the

lowest was .30568. The eighteen items and the loadings are

listed in Table 15. Based on the factor correlations,

Principal Factor 2 measures a construct that has been

identified as perception of personal status. Perception of

personal status was defined as perception of social

recognition and being appreciated for one's personal
E

attributes. T

1
‘
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Table 14

Item Loading for Principal Factor Number One,
Intrinsic Motivation

Item Loadings

50 is depended upon to do a good job teaching .63795
60 I am not going to work any harder than

other teachers -.62469
93 personally responsible for student's

education .53830
90 principals showed favoritism .53284
39 learning is what students should do -.53059
49 teaching is challenging .52641
47 work only as hard as I have to -.50218
29 best thing is seeing students learn .49182
88 don't like to use energy to plan lessons -.48571
21 spend free time in professional preparation .48138
51 professional growth not important -.47734
53 job doesn't require much of my free time -.47391
17 set goals .47229
27 setting goals not important -.44620
86 teaching is not a very important job -.44272
83 spend energy to make classes interesting .44045
41 important to participate in professional

growth .43964
31 only participate in required professional

growth -.43716
57 like for students to learn more .42662
58 students think I'm a good teacher .41401
76 don't mind wasting time -.39854
59 teaching is boring -.37321
37 set tough standard for myself .37274
68 wasting time makes me uncomfortable .31438
97 principal values my opinion .31100
62 peers respect my opinion .34678
38 co-workers think I'm a good teacher .35193
48 co-workers think I'm not a good teacher -.32999
79 well respected by fellow teachers .30951
82 parents do not think I'm a good teacher -.30966
46 salary not equitable .34172
85 not open communication with principal -.33351
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Table 15

Item Loading for Principal Factor Number Two,
Perception of Personal Status

Item Loadings

52 peers do not respect my work -.40668
72 co-workers do not respect good qualities -.54444
97 principal values my educational opinion .51314
62 my peers respect my work .50990
38 co-workers think I'm a good teacher .50000
48 my co-workers do not think I'm a good

teacher -.47464
79 well respected by fellow teachers .46859
95 principals dealt fairly .39706
45 supervising extra—curricular activities .39657
75 parents think I'm a good teacher .39153
82 parents think I'm not a good teacher -.38163
61 policies allow me to do job .38086
13 principal appreciates efforts .35716
98 principals have not appreciated -.32397
22 support of staff .31059
66 satisfied with level of learning of

students .30568
94 principal doesn't value my opinion -.32193

Those questionnaire items which loaded on perception of

personal status dealt with areas identified within the

questionnaire as interpersonal relations, recognition,

status, organizational policy, working conditions and

achievement. The greatest number of items loading on this

factor were from the area of interpersonal relations.
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Extrinsic Motivation

Seventeen of the questionnaire items loaded on Principal

Factor 3, extrinsic motivation. For this principal factor,

the correlations ranged from a high of .50572 to a low of

.30733. The loadings for Principal Factor 3 are shown in

Table 16. Each of the seventeen items for this principal

factor showed the proper directionality (positive or

negative) as anticipated when a Likert format was used.

Principal Factor 3 was comprised of questionnaire items

dealing with status, work itself, working conditions, salary,

organizational policy, personal life, job security and

interpersonal relations. Motivation which arises from

factors outside the individual which provides pleasure was

the definition given to extrinsic motivation.

Perception gf ggg Status

The fourth Principal Factor was comprised of twelve

items. For Principal Factor 4, the high correlation was

.44006 and the low was .30267, and all showed the appropriate

directionality. Principal Factor 4 was identified by the

factor correlations as measuring a construct that has been

renamed perception of job status. The perception of job

status was defined as the perception of being appreciated on

the job by supervisors, peers, subordinates, and significant

others. The loadings for this principal factor are given in



93 U

Table 16

Item Loading for Principal Factor Number Three,
Extrinsic Motivation

Item Loadings

53 job doesn't require outside time -.31084
61 policies allow me to do my job -.30790
13 principal appreciate effort -.31444
22 support of entire staff -.30984
56 dissatisfied with salary .50572
15 teach too many subjects .46529
46 salary not equitable .46279

· 55 things to change working conditions .46252
„ 91 principals show favoritism .43266

43 job request too much personal time .38936
96 positive aspects outweigh negative -.36308
54 being teacher doesn't bring respect .36275

. 25 student load is reasonable -.34873
- 80 plans to leave teaching because of

low salary -.30733
35 not supervise extra-curricular activities .33128
34 not secure profession .32028
12 do not have support of staff .34415

Table 17. Principal Factor 4 was comprised of questionnaire

items dealing with interpersonal relations, status,

recognition, organizational policy, working conditions, and

achievement.

I
I
III
I
I
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Table 17

Item Loading for Principal Factor Number Four,' Perception of Job Status

Item Loadings

52 peers do not respect work -.30267
72 co-workers do not respect good qualities -.31342
62 peers respect my work -.44006

· 38 co-workers think I'm good teacher -.37558
48 co-workers do not think I'm a good teacher -.40593
79 well respected by peers -.39794
45 supervising extra-curricular activities .32933
82 parents do not think good teacher -.37653
99 don't like supervising extra-curricular

activities .37404
35 teacher should supervise extra-curricular

activities .34366
69 like to supervise extra-curricular

activities .33340
77 career ladder/merit pay best way to

reward teachers .32323

Other Prihcipal Eactors

Twenty-six other factors were identified; however, none

had loadings of more than three items. In addition, the

items for the other 26 factors had also loaded on the four

principal factors described above. 1
The varimax rotation was attempted because factor 1

1
analytic methods produces results that are difficult to

I
interpret. Kerlinger pointed out that it was necessary to 1

1
rotate factor matrices if results were to be adequately ,

I

I
1
1
I

I

I
—————
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interpreted to account for common factor variance.98 Since

the correlation matrix was ill—conditioned, the procedure

failed to rotate the factor matrix. Therefore, the solution

presented herein is the best that could be obtained.

Agslysis sf Motiyational Qifferences

Multiple Regression Analysis was used to address the

research question, "Do high school teachers participating in

the North Carolina career ladder/merit pay pilot program

respond differently to an instrument measuring job attitudes

than do those teachers not involved in such a program?

Multiple Regression Analysis was employed to determine the

amount of common variance that the identified independent

variables which were identified by the Factor process had

with the criterion variable, "Multiple regression is a method
9

for studying the effects and magnitudes of the effects of

more than one independent variable on one dependent variable

using principles of correlation and regression."99

A stepwise regression analysis was performed to

determine the effectiveness of the independent variables in

explaining the variance in the dependent variable. The

procedure was employed to predict group membership through

98 Kerlinger, p. 671.
99 Kerlinger, p. 603.
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the use of the four Principal Factors that were created from

the factor analysis procedure. None of the four Principal

Factors appeared in the final regression equation. They were

not significant at the .05 level (see Table 18).

Table 18

Summary of Multiple Regression T-Scores
and Probability for the Dependent Variable

Group (1 = Nonpilot, 2 = Pilot)

Independent Variable T-Score Probability

Intrinsic Motivation -0.679 .4975
Extrinsic Motivation -0.950 .3429
Perception of

Personal Status -0.549 .5834
Perception of

Job Status -0.270 .7871

The stated hypotheses for this investigation was that

North Carolina high school teachers involved in a career

ladder/merit pay pilot program would respond more positively

to factors of intrinsic motivation, perception of personal

status, extrinsic motivation, and perception of job status

than would teachers not involved in the program. Based on

the findings, the null hypothesis that there was no

motivational difference between high school teachers involved

in a career ladder/merit pay pilot program and those high

school teachers who were not involved was retained.
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Summary
When the four principal factors were entered into the

Multiple Regression equation as independent variables in a

stepwise fashion against group membership (pilot or

nonpilot), there was not a significant relationship. None

of the four principal factors showed up in the final

statistics. There was no difference between the two groups

with reference to these four principal motivational factors

at the .05 level.,

I



Chapter 5
I

Summary, Findings, Conclusions, Implications,

Limitations, and Recommendations

Chapter 5 is divided into several sections. The first

section summarizes the purpose of the study and the methods

and procedures employed in the study. The second section is

dedicated to a discussion of the findings. The third section

presents the conclusions, and the fourth section describes
the implications. Section five describes the limitations of

the study while section six makes recommendations for further

study. _

Summary

The purposes of this study were (1) to construct, from

a composite of statements from the literature on motivation

to work, a reliable_instrument for assessing attitudes toward

teaching of high school teachers and (2) to determine if

there was a difference in attitudes toward teaching between

those high school teachers who were and those who were not

involved in a career ladder/merit pay pilot program. The

research question addressed was: Do high school teachers

participating in the North Carolina career ladder/merit pay

pilot program respond differegtly to an instrument measuring

98
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attitudes toward teaching than do those teachers not involved

in such a program? l
A review of the literature indicated a lack of studies

which directly investigated the factors such as intrinsic and

extrinsic motivation in a group of teachers. Most of the

research measured motivation to work of groups other than

teachers or sought to measure motivation by constructs such

as job satisfaction.

Frederick Herzberg's Motivation-Hygiene Theory provided

a theoretical basis for the study. It was assumed for

purposes of this study that teaching motivation emanated

either from needs that arose within the individual or rewards

that were bestowed by a multiplicity of extrinsic factors.

The implementation of a career ladder/merit pay system

on a pilot basis in some North Carolina school systems raised

the question as to whether the career ladder/merit pay

concept was a viable motivator. Consequently, this study was

designed to investigate whether there was a difference in

attitudes toward teaching between those high school teachers

who were and those who were not involved in the career

ladder/merit pay pilot program by measuring intrinsic and

extrinsic motivation.

The sample for this study included 287 high school

teachers from thirty school systems in North Carolina. This

sample was divided into two groups, a group comprised of
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teachers in the career ladder/merit pay pilot school systems

and a group of teachers from systems not participating in the

career ladder/merit pay pilot program. Data were obtained

through the use of an eighty-eight item questionnaire based

on a composite of statements about motivation from the

literature. Demographic data were gathered through eleven

additional items included in the questionnaire. The

questionnaire was deemed valid based on its construct

validity. ·

Eindiggs

Data were analyzed using Chronbach's alpha reliability

measure, factor analysis, and multiple regression analysis

using the SPSSx. The questionnaire developed was judged

reliable. Chronbach's reliability was employed to determine

if there were dual dimensions within the instrument and to

determine what other statistical analyses would be needed.

Factor analysis also served to confirm validity. Conclusions

from the investigation may be generalized to the population

because of the high reliability, Gm = .75, the strong

confirmatory validity, and the high response rate of 79

percent.

The procedure "Frequency" was used to compare the groups

on the basis of demographic factors. As showed in Chapter

4, there was variance between the two groups based on the

I
I
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demographic variables. Significant difference in group

membership was identified on the following variables: (1)

race, (2) school system type, (3) membership in professional

organization of teachers, and (4) enrollment. The nonpilot

respondents taught in smaller and more rural schools.

Minority teachers constituted a higher percentage of the

nonpilot group and nonpilot teachers were less likely to

Y belong to a professional organization for teachers.

Factor analysis was used to determine the number of

principal factors that might be present in the data gathering

instrument. Four principal factors were identified from this

analysis that related to motivation including: intrinsic

motivation, perception of personal status, extrinsic

motivation, and perception of job status. The two factors,

perception of personal status and perception of job status,

are factors inherently related to the constructs of intrinsic

and extrinsic motivation. All four of the principal factors

were highly interrelated.

As discussed in Chapter 4, multiple regression analysis

was utilized to examine the relationship between motivation

and membership in a career ladder/merit pay pilot program.

The dependent variable in the regression equation was Group

Number (nonpilot or pilot group). Independent variables were

then entered into the equation in a stepwise fashion. The

multiple regression procedure tested the significance of the

•
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relationship between the dependent variable and each

individual variable while controlling for the effect of all

other independent variables. The T—scores for each

independent variable indicated whether the relationship

between group membership and the independent variables was

significant. The .05 level was used as the basis for

determining significance. The regression analysis indicated

no significant relationship between Group Number (nonpilot

and pilot) and any of the independent variables except the

demographic factors of race, school system type, membership

in a teacher organization, and enrollment. Although four

demographic factors were significant for prediction of group

membership, they probably did not affect responses since

teachers did not have an opportunity to choose or reject

whether they would participate in the pilot program. There

was no significant difference in attitudes toward teaching,

as measured by the four principal factors identified, between

high school teachers in North Carolina who were involved in

a career ladder/merit pay pilot program and those high school

teachers who were not involved. This finding supported the

null hypothesis that there would be no significant difference

between the responses to factors of intrinsic motivation,

perception of personal status, extrinsic motivation, and

perception of job status for high school teachers who were
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and those who were not involved in a career ladder/merit pay

pilot program.

Qgnclusion

As a result of this investigation, it was concluded that

the career ladder/merit pay pilot program studied was not an

effective motivational tool for high school teachers.

lmplications

Based on the findings and conclusion, this investigation

revealed that there were no significant differences in
l

attitudes toward teaching between high school teachers who

were and high school teachers who were not involved in a

career ladder/merit pay pilot program. Since there was no

significant difference between the groups, it would appear

that the career ladder/merit pay concept as carried out in

this pilot program is not a determining factor in the

motivation of high school teachers. The findings of this

study support the conclusion of Porter and Lawler that pay,

when studied alone, has not been found to affect

performance.‘°° Furthermore, the findings of this study

support the conclusions of Pritchard and DeLeo that pay does

1°° Lawler & Porter, pp. 122-140.
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not serve as a motivator for job performance.‘°1 This study

also supports the findings of Neal who concluded that

teachers do not respond to merit pay incentives.1°2

The results of this study indicate that participation

in this career ladder/merit pay pilot program did not serve

as a motivator of teachers. Furthermore, to the extent that

this study was able to fairly assess the impact of a merit

system it confirms previous studies.

Limitations

In retrospect there are several things that should have

been done which would have improved the study. The areas in

which improvements could have been made include elements

dealing with the questionnaire development, sample selection,

and timing of the study.

With reference to the questionnaire development, the

population selected for the reliability testing should have

been teachers who did not know the researcher. Although the

teachers were assured of anonymity, some may not have

answered objectively because they may have felt their

supervisor would know how they had responded. Also, the

initial validation of the questionnaire should have included

*°‘
Pritchard & DeLeo, pp. 264-267.

‘°2
Neal, p. 38-43.
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only high school teachers. At the time the questionnaire was

developed the intention of the study was to survey teachers

in grades K through 12, however, in an effort to establish

reasonable parameters for the study, the population was

modified to include only high school teachers. The inclusion

of elementary and middle grade teachers in the piloting of

the questionnaire may account for the differences between

test-retest reliability and Chronbach's alpha.

The demographic portion of the questionnaire should have

included questions which would have allowed the researcher

to determine which teachers in the pilot group received the

merit increases and the amount of increase. This would have

made possible the exclusion of teachers from the pilot group

who did not receive merit increases.

The rating scale employed should have been a forced

choice scale of four items omitting the choice of

"undecided." The forced choice approach would have reduced

the guarded response phenomenon for some of the value laden

items and increased the usable responses.

A better system should be devised to match the schools'

The differences which occurred in the four demographic

variables may have occurred by pairing the systems on the

basis of the amount of local salary supplement paid. The

researcher should also have defined the variables rural,
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suburban, and urban so that the same definition would have

been used by all respondents.

The timing of the study is an element that may have

influenced the major finding of the study. The point at

which the study was conducted may not have allowed for

sufficient maturing of differences between those who were and

those who were not eligible for merit increases. In

addition, the career ladder/merit pay pilot program may not

have been in operation long enough to have influenced morale

and other related issues identified in the literature review.

Furthermore, nonpilot teachers may not have known enough

about the career ladder/merit pay pilot program to perceive

the direct relationship between pay and evaluation of their

performance.

Becommendations

A research investigation such as this only begins to

address the complicated concept of teaching motivation. The

main contributions of this study were two—fold: First, the

study has produced an instrument that can be utilized in

other studies of attitudes toward teaching. Second, this

study has contributed additional information to the body of

knowledge on motivation of teachers and merit pay by showing

that this type of career ladder/merit pay concept does not

serve as a motivator for high school teachers and that

é
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teacher's attitudes toward teaching can be assessed by four

principal factors, intrinsic motivation, perception of

personal factors, extrinsic motivation, perception of job

status.

It is recommended that the North Carolina career

ladder/merit pay program be continued on a pilot basis for

another five years and studied on a longitudinal basis.~ This

would give ample time to evaluate differences between the two

groups after sufficient time for maturing of differences

which may exist. Since this study addressed only attitudes

of high school teachers, the study should be replicated

including primary, elementary and middle grade teachers in

an effort to identify related factors that explain more of

the variance or to identify items that would raise or lower

motivation to provide a broader base of knowledge for policy

making decisions. Since the two groups studied varied

significantly on race, school system type, school enrollment,

and membership in professional organization, it is

recommended that in future studies an effort be made to

better match comparison groups on these variables in order

to minimize between group variance.

It is also recommended that the instrument developed for

this investigation be studied. First, further study should

be directed at determining how sensitive the instrument is.

Second, further study should be conducted to determine if the
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guarded response phenomenon has an effect on individual

scores. The rating scale for the instrument should be

changed to a forced choice rating scale in an effort to

determine if teachers responded consistently to the value

laden questionnaire items. In addition, another

recommendation would be to reduce the length of the

questionnaire. Since the directionality on all items was

appropriate, as indicated by the factor loadings, the same

information could be gathered without using positively and

negatively paired items.

A final recommendation would be to use a job

satisfaction index which is based on factors related to

teacher working conditions in conjunction with the "Attitudes

Toward Teaching Survey" in an effort to investigate the

relationship between motivational factors and job

satisfaction factors. Information on such a relationship

would be beneficial to policy makers who have responsibility

for decisions on teacher remuneration.

Researcher's Epilogge

That this study was relevant to current educational

issues in the nation is illustrated by an article on the

topic in the April 29, 1987, issue of Education week

published by American Education's Newspaper of Record

entitled, "Vitality of Excellence Movement is Debated." The

- L
L
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debate on the efficacy of merit pay/career ladder programs

continues throughout the nation. This descriptive study is

only one of many research projects that should be undertaken

in order that valid conclusions may be drawn concerning

performance-based pay issues.

i
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School Systems Surveyed

group L Lggnpilots) group LL (P;Lots)

Swain County Perquimans County

Currituck County Edenton-Chowan County

Washington City Greene County

Durham County New Hanover County

Thomasville City Roanoke Rapids City

Monroe City Tarboro City

Bertie County Montgomery County

Pitt County Harnett County

Halifax County Burlington City

Person County Salisbury City

Mitchell County Burke County

Wilson County Alexander County

Hoke County Buncombe County

Greensboro City Haywood County

Dupline County Orange County

1 __„
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ATTITUDES TOWARD TEACHING SURVEY

Part I

Qirectionsz Place a check ( ) in the blank by the one
response under each item which best describes you in your
employment at this time.

1) Subject area of your teaching assignment:
a. Math b. Science c. English
d. Social St. e. Other

2) Type of school system:
a. urban b. suburban c. rural

3) What is the local salary supplement you are paid per year?
a. no supplement b. $0 - $250 c. $251 - $500
d. $501 - $750 e. more than $751

4) Gender: a. male b. female

5) Race: a. white b. non-white
O

6) Age: a. less than 30 b. 30 to 39
c. 40 to 49 d. more than 50

7) Total number of years employed as a teacher in North
Carolina:

a. less than 10 b. 10 - 20 c. more than 20

8) Total number of years employed as a teacher outside of
North Carolina:

a. none b. less than 5 c. 5-10 d. more than 10

9) What is the highest degree you have earned?
a. bachelor b. master c. specialist ‘
d. doctorate

10) What is the enrollment in your school?
a. 100-350 b. 351-500 c. 501-1,000
d. more than 1,000

11) Are you a member of a professional organization for
teachers?

, a. yes b. no
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Part II

Directions: Listed below are a number of items that describe
how a teacher might feel about or react to
various aspects of his/her job. Please use the
scale to the right of each item to indicate the
extent to which you agree or disagree with each
item. Circle one number for each item that best
describes your reactions.M

m wm mm M-M mQ <p
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12) I do not have the support of the entire SD D U A SA

staff in doing my work.

13) The principals for whom I have taught SD D U A SA
appreciated the effort I invested in
teaching. .

14) I can reasonably expect to be dismissed SD D U A SA
if my performance is not adequate.

15) I have to teach too many students. SD D U A SA

16) I think teachers should be paid on SD D U A SA
his/her merit not years of experience.

17) I set goals for myself and achieve them. SD D U A SA

18) I like for my principal to recognize SD D U A SA
my accomplishments.

19) Negative aspects about teaching outweigh SD D U A SA
the positive aspects.

20) I put the information before the SD D U A SA
students, if they don't learn, it's
not my fault.
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21) I spend some of my free time on a SD D U A SA
regular basis for self-improvement for
teaching by reading professional
articles, attending workshops, and
meetings, etc.

22) I have the support of the entire staff SD D U A SA
in doing my work.

23) I invest more hours per day in my job SD D U A SA
than do other people whose jobs are not
related to education.

24) I can stay in teaching as long as I want. SD D U A SA

25) My student load is reasonable. SD D U A SA

26) I think teachers should be paid on SD D U A SA
experience.

27) Setting goals is not very important. SD D U A SA

28) It doesn't matter to me whether or not SD D U A SA
my principal compliments my work.

29) One of the best things about teaching SD D U A SA
is seeing the students learn.

30) I like for my principal to ask me to do SD D U A SA
special jobs to help my school.

31) I only participate in in-service SD D U A SA
educational activities which are
required in order to keep my
certificate active.

32) My peers do not cooperate in sharing SD D U A SA
materials.

1
.1.i.
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33) Teaching does not require more time than SD D U A SA
most other jobs.

34) Teaching is not a secure profession. SD D U A SA

35) Teachers should not be expected to SD D U A SA
supervise extracurricular activities.

36) My salary is reasonable for the amount SD D U A SA
of work I do.

37) I set tougher standards for myself than SD D U A SA
my principal sets for me.

38) My co-workers think I am a good teacher. SD D U A SA

39) I don't get any big thrills out of SD D U A SA
seeing the students learn, that is what
they are supposed to do.

40) I do not like to be asked to do special SD D U A SA
jobs at my school.

41) Participating in opportunities for SD D U A SA
professional growth are important to me.

42) My peers cooperate in sharing materials. SD D U A SA

43) My job as a teacher requires too much of SD D U A SA
my time after the close of the regular
school day.

44) Teaching is a secure profession. SD D U A SA

45) Supervising extracurricular activities SD D U A SA
is a reasonable expectation of teachers.

46) My salary is not equitable to the SD D U A SA
quality of work I do.
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47) My attitude toward work is to work only SD D U A SA
as hard as I have to.

48) My co-workers do not think I am a good SD D U A SA
teacher.

49) Teaching is usually challenging. SD D U A SA

50) I can be depended upon to do a good job SD D U A SA
teaching.

”

51) It is not important to me to participate SD D U A SA
in professional growth opportunities.

52) My peers do not respect my work. SD D U A SA

53) My job as a teacher does not require SD D U A SA
much of my time after the close of the
regular school day.

54) Being a teacher does not bring me SD D U A SA
respect in my community.

55) There are many things that could be SD D U A SA
done to change working conditions for
teachers. ‘

56) I am dissatisfied with my salary. SD D U A SA

57) I would like for my students to learn SD D U A SA
more.

58) My students think I am a good teacher. SD D U A SA

59) Teaching is boring part of the time. SD D U A SA

60) I am not going to work any harder than SD D U A SA
other teachers in my school.
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61) The policies of my school system allow SD D U A SA

me to do my job effectively.

62) My peers respect my work. SD D U A SA

63) Being a teacher brings me respect in SD D U A SA
my community.

64) Teachers have good working conditions. SD D U A SA

65) I am satisfied with my salary. SD D U A SA

66) I am satisfied with the level of SD D U A SA
learning of my students.

67) Students do not like being in my class. SD D U A SA

68) Wasting time at work makes me feel SD D U A SA
uncomfortable.

69) I like to supervise extracurricular SD D U A SA
activities.

70) Most of the policies of my school system SD D U A SA
do not really make any difference to
what I do as a teacher.

71) My peers and I do not have open channels SD D U A SA
of communication.

72) My co-workers do not respect my good SD D U A SA
qualities as a teacher.

73) I plan to stay in teaching. SD D U A SA

74) I do not like to be told how to improve SD D U A SA
my teaching.
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75) My students' parents think I am a good SD D U A SA
teacher.

76) It doesn't bother me to waste some time SD D U A SA
at work.

77) Career ladder/merit pay system is the SD D U A SA ~
best way to provide career advancement
opportunities for teachers.

78) My peers and I have open channels of SD D U A SA
communication.

79) I am well respected by my fellow SD D U A SA
teachers.

80) I plan to leave teaching because of low SD D U A SA
salary.

81) I want my principal to tell me when I SD D U A SA
need to improve my performance.

A

82) My students' parents do not think I am SD D U A SA
a good teacher.

83) I like to spend a lot of energy to make SD D U A SA
my classes interesting.

84) A career ladder/merit pay system does SD D U A SA
not make sense to me.

85) My principal and I do not have open SD D U A SA
channels of communication.

86) Teaching is not a very important job. SD D U A SA

87) Recognition by others is not important SD D U A SA
to me because I know I am doing a good
job.

. . 1 .. _,D..1...1..D..(1_.1__1___H__.________________________________J
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88) I don't like to spend much energy SD D U A SA
planning lessons.

89) My principal and I have open channels SD D U A SA
of communication.

90) Teaching is an important job. SD D U A SA

91) The principals I have worked for showed SD D U A SA
favoritism to some teachers.

92) It is important to me to have others SD D U A SA
recognize the good job I do.

93) I am personally responsible for part of SD D U A SA
the education of every student I teach.

94) My principal does not value my SD D U A SA
educational opinion.

95) The principals I have worked for dealt SD D U A SA
fairly with teachers.

96) Positive aspects about teaching outweigh SD D U A SA
the negative aspects.

97) My principal values my educational SD D U A SA
opinion.

98) The principals for whom I have taught SD D U A SA
have not appreciated my work.

99) I do not like to have to supervise SD D U A SA
extracurricular activities.
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SPEARMAN RANK ORDER RELIABILITY

äugjecg H lest Rank Re-test Rank d dz
#1 244 1 226 1 0 0

#2 244 2 211 5 3 9

#3 221 3 202 8 5 25

#4 221 3 215 3 0 1

#5 211 4 199 10 6 36

#6 209 5 214 4 1 1

#7 208 6 199 10 4 16

#8 203 7 211 5 2 4

#9 200 8 211 5 3 9

#10 200 ·8 197 11 3 9

#11 200 8 206 7 1 1

#12 199 9 201 9 0 0

#13 199 9 216 2 7 49

#14 198 10 206 7 3 9

#15 192 11 207 6 5 25

#16 190 12 199 10 2
v

4

#17 188 13 184 12 1 1

#18 181 14 201 9 5 25

#19 178 15 173 13 2 4

#20 175 16 199 10 6 _§6_
264

Zdz=264 N3 + 8,000 - 20 = 7,980

62dz=1584 1,584 — 7,980 = .1984 '

N = 20 r = 1 - .1984 = .8016 = .80

I
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135 Deerfield Drive
King, North Carolina 27021
July 21, 1986

Dear Colleague:

Are you aware that there has been virtually no research
on the new Career Ladder Program by anyone other than State
Department Personnel?

I am presently involved in a study of the Career Ladder
Program and its effect on teacher motivation as a part of my
doctoral studies at Virginia Polytechnic Institute and State
University of Blacksburg, Virginia.

As a practicing administrator, I am aware of the
numerous demands on your time; however, would you please take
fifteen minutes to help me by completing and returning the
enclosed questionnaire and use the enclosed dollar to treat
yourself to a coke and a snack.

Let me assure you that there will be no identification
of specific individuals or school systems in the results of
the study.

Please return the completed questionnaire at your
earliest convenience in the stamped, self-addressed envelope.
Your cooperation is extremely important, and gratefully
appreciated. Thank you very much for your help.

Sincerely yours,

p Otis McNeil
mi
Enclosures






