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Introduction:

12% of schools cause half the dropouts. 

Majority of students don’t graduate in 4 years

Are the results of a low AYP accurate? Firing Staff, Admin, or Closing?

“the high school level than at the elementary and middle school levels. Study authors also note that achievement gains cannot be directly attributed to NCLB and may result from a combination of increased learning and other factors such as teaching to the test, more lenient tests, scoring or data analyses, and changes in the student populations tested” (561)

Methods:

Research Questions:

Is NCLB accurately identifying and stimulating improvement in low performing high schools?

Is AYP valid and reliable indicator of improvement?

Is AYP a good tool for reform?

The hypothetical sources of influence

1. NCLB is working as intended

2. How state level policy decisions are influencing AYP

3. How the differences in high schools influence AYP

Cannot compare states because the strictness of AYP is different.

Used promoting power: The ratio of 12th graders still at school vs 9th graders 3 years prior.

Poor performance is less than 60% of students on a average of 3 years.

Data:

Sources: US Department of Ed census of schools that provided enrollment data.

State and District report cards

NAEP state assessment of 8th graders in math and English

Sample: Randomly selected 202 schools (10% of all low performing high schools)

Results and Findings:

59% of schools in sample did not make AYP

Free Lunch/Title 1 did not seem to make a difference on AYP

Enrollment numbers Urban and Rural districts did make a difference

Smaller numbers and class sizes better

Rural better than Urban

Schools that did not meet AYP kept not meeting AYP. The consequences did not help. This could have been because they lack the ability to approve themselves.

The worse the pressure from NCLB the worse the performance

States with lower standards helped AYP success:  % of students required to demonstrate proficiency; academic skill of entering freshman (as measured by NAEP); both factors together; difficulty of the test

AYP easier to make in states where test difficulty is down.

“The fact that subgroup accountability and NCLB improvement status appear to be the significant predictors of meeting AYP among low-performing high schools undermines the reliability and validity of AYP as a measure of school improvement among these schools” (576)

Case Studies:

AYP gets passed, but graduation rates are going down.

States with a lower baseline allow schools to meet AYP

Possible to make huge gains, but miss AYP; Possible to make AYP with no gains

Discussion and Implications:

“Our analyses uncover major shortcomings in AYP as an indicator of improvement, or persistent failure, in our nation’s low-performing high schools. We found that 40% of the nation’s low-performing high schools made AYP and that these schools tended to be better resourced, smaller, Southern, and less urban than those that did not make AYP.” (580)

Making AYP depends on accountability

Impossible to determine state vs state

Four Points:

1. US high schools are in 3 tiers:  10-20% are high; middle are average; 12-15% are low

2. Low performing schools face high difficulty in a variety of areas

3. Dropouts follow a predictable pattern. Not attending school, low math and reading skills

4. The solutions are slow, hard and expensive

Three ways to fix it:

1.  Focus on key points of struggle and not on passing the test or meeting AYP

2. Use NCLB to help Title 1 schools. Understand that they face different and more difficult problems.

3.  Act immediately to help or eliminate low schools.

Research Notes:

I find this article very convincing. One of the interesting things it makes me think of is how ineffective it is do think one measure of success will make all the difference. The study really proves that consistency matters but much like actual teaching in the classroom differentiation is important.

Balfanz, R., Legters, N., West, T. C., & Weber, L. M. (2007). Are NCLB's measure, incentives and improvement strategies the right ones for the nation's low-performing high schools? American Educational Research Journal, 44(3), 559-593.
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Introduction:

Congress approved PRP for two large federal agencies.

Performance Management  and Recognition System was abandoned in 1991, with little demonstrable evidence.

Analysis of 57 studies evaluating performance-related pay.

3 Reasons for the study:

· Washington is likely to review the material as well.

· It has been 15 years since a review has been done.

· Due to change in government, previous results may change.

PRP is supported by expectancy and reinforcement theories.

Fig. 1 has a flow chart of potential variables.

In 1986, Perry could not find positive effects of a PRP study.

A 1991 study said PRP can succeed in simple structured jobs, but will struggle in other types.

In 1993, 14 empirical studies were reviewed and it was found that merit pay has little positive impact on motivation and performance.

In 2006, 17 articles were reviewed and it was found that financial incentives were ineffective in the traditional public sector. 

Methods:

Research Questions:

Revisiting post 1993 research, do these findings still hold up?

Defined PRP as compensation contingent on performance that is awarded as increments to base salary or as bonuses.

Data:

68 studies were identified from ‘77- 2008.

Ultimately 25 studies occurred since the last review of literature in 1993.

Results and Findings:

What was found before 1993 seems to be the same as what has been found since 1993.

1. “Performance related pay has often failed to trigger expected intermediate changes in employee perception necessary to change motivation.” (p. 43)

a. Employees were found to have low belief in PRP. 

i. Example - bad side effects, small incentives, poor relationships.

1. “A variety of contextual factors appear to moderate the effectiveness of performance related pay systems, especially the type of public service industry involved.” (p. 44)

a. PRP found to be divisive. Impact on employee attitudes was negative.

1. “Performance related pay may have greater affect at lower organizational levels, where job responsibilities are less ambiguous, contradicting assumptions that contingent pay plans will be more affective at higher levels of organizations.” (p. 44)

a. PRP best for job responsibilities that are concrete and measurable.

b. There was a lack of trust and leadership credibility.

1. “Implementation breakdowns account for some failures of performance-related pay but are not the only reasons for failure.Institutional differences between the public and private sectors may be the source of these problems and may be more fundamental constraints on success. Consider them in shaping any performance-based motivational approach in public organizations” (p. 45)

a. A lot of thought that PRP could be good if it was not so poorly implemented.

b. PRP depends on the system being valid, fair, and non-political. 

c. Due to the fact that education is funded by taxes, it is much harder to promise/propose the 10-15% increases that are necessary for PRP to be effective because the money is not guaranteed to be there. 

1. “Don't despair. Public service motivation theory and self-determination theory may be more applicable levers for improving performance in public agencies than approaches applying expectancy and reinforcement theory.” (p. 46)

a. Supervisor judgements seem to allocate individual salary adjustments.

1. “Don't adopt conventional pay-for-performance systems simply because everyone else is doing it. Consider the contextual contingencies and adapt accordingly.” (p. 46)

Discussion and Implications:

“A robust research agenda awaits scholars interested in developing a more empirically grounded and contingency-based theory of public service motivation and performance. The agenda includes a focus on the relationship between performance and base pay, group incentives,and well designed successful programs.”(p. 47)

Four questions that need to be asked about PRP:

1. How do base pay and contingent pay contribute to importance and create incentives for PRP?

2. There need to be more studies on group incentives.

3. Study well implemented pay plans.

4. More research on the trade offs associated with PRP.

Research Notes:

I like this as a first article because it is a summary of past research. I agree with most of what is said in this article, but the two things that interest me the most are the Fig. 1 flow chart of potential variables and how PRP needs to be fair and non-political. I believe in the education setting, these two issues are the main reason PRP would be ineffective. Overall, a good article but I would be interested in finding some research that shows PRP as being effective in the educational setting (if it exists).

Perry, J. L., Engbers, T. A. and Jun, S. Y. (2009), Back to the Future? Performance-Related Pay, Empirical 
Research, and the Perils of Persistence. Public Administration Review, 69: 39–51. 
doi: 10.1111/j.1540-6210.2008.01939_2.x
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Introduction:

Does class size reduction help?

Paperwork taken by team teacher

Initial class has 34:2 ratio

30 states have invested in CSR for K-3

First generation of research is linked to positive effects on student achievement and student/teacher attitudes

Seems to be positive in early grades and poverty and African American students

Second generation looks at student learning

Only works if teachers take advantage of CSR

CSR brings more + to kids and has less -

More on-task time 

Not enough space cause problems... (Portables, loss of other types of classes)

SAGE has CSR as down to 15 either 15:1 or 30:2 Team taught

Methods:

Research Questions:

“CSR alone is insufficient to promote student achievement.” (676)

“CSR may have unintended consequences.” (677)

“Generalization of the SAGE program requires careful adaptation.” (677)

Data:

eight 1/2 day visits

standardized assessment

collection of artifacts

Sample: High achieving/Rapidly Improving/Low Achieving schools

K, 1st, 2nd or 3rd classes.

Not just the superstars

Schools all had SAGE class sizes (30:2 or 15:1)

Results and Findings:

Teaching is helped more than just class size

Focused on the role of physical space

Principals in high or fast improving were more willing to be creative with space

Low schools stuck to tradition

Class size is but one of the elements in student outcomes

Case Studies:

1. Space

a. When class size is reduced space becomes and issue

b. Music/Art teachers now teaching core class or

c. Music art classes doubled 

d. How space is utilized by teacher is very important

2. Configurations and Quality

a. APEEC and ELLCO rate physical environment, instructional context, and social context

b. All but one of the 15:1 scored higher thank the 30:2

In 30:2 classrooms the second teacher was used for absences this hurt consistency of SAGE

30:2 is like tag team wrestling. Occasionally take small groups each, but most of the time tagging out

Team teaching only works of team teachers can work together

There was a lack of professional development in SAGE

Discussion and Implications:

In general most teachers capitalized on the investment of SAGE.

Sage made the job more manageable.

Can’t just throw two teachers together and expect results

Sage complicated matters in team situations, new classroom spaces, space issues

Research Notes:

I think this article is fairly clear in that lower class numbers help. While there can be complications to that, it is something that is very helpful. The Space issues and team teaching issues can be problems but those problems should be addressed before implementation. But based on my own teaching the fewer number of students the better I feel I can do at my job.

Graue, E., Hatch, K., Rao, K. & Oen, D. (2007). The Wisdom of Class-Size Reduction. American Educational Research Journal, 44(3), 670 - 700.
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Introduction:

New technologies are creating new understandings and knowledge gain

P21 (Partnership for 21st century skills

“P21 bridging the bag between how students live and how they learn.” (498)

P21 (Core subjects, learning skills, 21st century tools, contexts, content, and assessment)

Because students use technology from an yearly age it is important that they have access to that technology in education

Teachers need to acknowledge that students can learn through technology

Methods:

4000 middle school students of North Carolina after school program picked randomly

3% of students had free or reduced lunch

49 F 51 M

49 AA 40 C 11 Hispanic, Asian, Other

85At or above grade level math reading

Procedures and Analyses

Two surveys randomly assigned

5 member panel generated the questions

Analyzed using descriptive statistical analyses, Person’s chi-square test, and tests of significance

Focus group procedures

Six groups from each geographic region

Results and Findings:

Quantitative results:

Computer Usage: School > Home > After-School > Public Library

Basic Computer Skills:. School helped: writing and composing a paper, finding and replacing text, spell check, page margins. create a file and enter data, use formulas, copy a formula from one row to another (with excel)

Technology Use for sharing work Students choose to use the internet rather than a book

(Seems like a leading question for how often do you use technology for web-based games)

Students prefer using computers and doing research on the internet to listening to the teacher and doing worksheets

Rural and Low income had no significant difference.

At home females over males

At school it was even

While students use the computer at home computer skills are leaned at school

Do U Know Us?

Students use technologies to prepare themselves for the world that is not taught in school

Students think teachers do not know technology and that is something that is a big part of their lives

Tech outside of school is social, inside is individual

Engage us

Students want to be engaged and stimulated in school

Tech isn’t everything (Math showing work)

Can find info faster, but can also write faster

Lack of understanding of tech is nerve racking

Prepare Us for Jobs of the Future

Investing everyday things when think of technology. will need to use later

Let’s Not Get Left Behind

They want technology because they can visualize how it could be useful

Discussion and Implications:

Students want school to be more like the outside work when it comes to tech

The restriction of tech at school is taught as they have freedom outside of school

Tech + School = Academic engagement

Using computers is a favorite activity in school

Schools are not prepared for tech.

May not have money... May get money but not training... may get tech but not bandwidth...

State wide implementation better than district 

Students have a point of view when it comes to technology

Kids are training themselves because others are not

Research Notes:

Technology as a pen pal?

Teachers not able to use tech.

Leading Questions?

Tech outside of school is social, inside is individual

I don’t think anything in this study is surprising it is pretty much what I see in my own teaching. Although I have a good grasp on technology I run into either a lack of time to implement it, a lock of technology or a lack of space (Computer labs etc.)

I think We still have a very high percentage of teachers who are from a generation that was before this technology and they are stuck in their ways. i think as the years go on this will all change...

Spires, H.A., Lee, J.K, Turner, K.A.,  (2008) Having Our Say: Middle Grade Students Perspectives on School, Technologies, and Academic Engagement. Journal of Research on Technology in Education , 40(4), 497 - 515.
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Introduction:

Policy increasing competition in primary and secondary ed

Charter schools growing

Will this competition increase pay or lower pay

335,000 teachers from 670 Texas school districts

Most markets aer served by only one public institution. (No competition) 

Two wage determination models. 1.) Classic oligopsony model. 2.) Rent-sharing model.

Competition could raise or lower rents for each schools.

Methods:

Two mathematical equations to compare oligopsony vs rent sharing

woligospony = f(H,Z,wo,U)

wrent = g(H,Z, wo, U, 0)

Teacher unions can mitigate the oligopsony power. 

Texas does not have union complications thanks to right-to-work and collective bargaining law

25% of teaching time is in a field that the teacher is not certified

Because districts that have a challenging group may have to pay omore, where low enrollments and class sizes can pay less (Equations adjusted accordingly)

Results and Findings:

“Teacher salaries have a significant and nonlinear relationship with market concentration.” (612)

Wages are similar in competitive markets and concentrated ones.

Additional years of experience or an advanced degree could both have an influence on the competition and pay

A point increase in concentration can vary teaching pay 4% up or down depending on experience and initial level of concentration

Discussion and Implications:

A lack of competition has led to market power for districts

In competitive markets teacher pay goes up

In non competitive markets pay stays down until competition arrives

The more experienced the teacher the less effect either option would have

Schools would benefit from competition

The biggest issue would be more pay would hit budgets more

Research Notes:

I am a math teacher, but I spent a good chunk of time just figuring out the equations and results.

This study really looks at teaching like a business... interesting...

Competition between schools for students is something I have not thought of...

Taylor, L.  (2010) Competition and Teacher Pay. Economic Inquiry. Vol. 48, No. 3, July 2010, 603 - 610
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Introduction:

“Advocates of performance-related pay claim that its primary purpose in any organisation is to recruit, retain and motivate the workforce.” (75)

PRP (Performace-related pay)

Prp can be motivational, but it is most effective with measurable outcomes that are clear

PRP has been difficult due to  judging teachers performance, failure to apply criteria fairly, union opposition, falling morale, division among staff, cost

Teachers Role; Planning and preparation, classroom environment, instruction and professional responsibilities.

Performance Management:

Step 1: Planning:  Properties and objectives and monitoring progress

Step 2: Monitoring: Keep progress under review

Step 3: Review: Review achievements over the early, progress vs objectives

Methods:

32 teachers in 12 schools in different regions of England

Infant/Primary/Secondary schools

Urban, suburban and rural

Semi structure interviews with head teachers and teachers. at various times of year

Collection of documentation relating to performance management

interview with team leaders

observation of teachers

Results and Findings:

Before implementation:

before PM

teacher knowledge limited at this point

Would adopt elements but believe current systems to be better

Some schools had elements of PM in place, others did not

Resistance to prp was belief that it could not be fairly implemented

Teacher performance is “context-sound”

Heads Experiences with PM

Implementation: 9 of 12 schools past first cycle other still in first cycle

Schools that had non-contact day avoided slipping 

headteachers or senior management ensured reminded staff of deadlines

3 objectives per teacher

Pupil performance is hard

how to do raise students who are already at 80% or 90%? (What is progress there?)

objectives too ambitions or not ambitious enough

Time was an issue, teachers admitted slippage

smoother implementation for review by previous teachers with review... new teachers liked the process as it went along

“I think it’s usually fairly self-evident if they’ve been met or not and then, if they haven’t, we’ll look at the reasons why and what we’re going to do about it, whether it will be carried forward or whether it isn’t a very good objective to start with.” (83)

Some schools set high markers so aim high and just miss than aim low and make

Post Threshold Procedure:

How to award merit was difficult “Up to the headteachers is a bit much!” (84)

Basically document says give money if not gone backwards

progression should not be unconditional, but what conditions

80% increases (What if 90% succeeded or only 60% did)

What if we have 90% good, nationally its 60% , but 80% for each district...

Discussion and Implications:

Differing levels of success in all 12 schools

Variability is different histories and approaches to the procedure

Ease where reflection and appraisal had been

more difficult where it had not been

Time  was an issue but all who undertook it thought it was positive for staff development

Not against the link of performance and pay, but the implementation is problematic

all 12 schools had no training on on the prp schemas needed to succeed

Research Notes:

I found this to be very interesting, the most positive I have read about PRP or Merit pay.

But the same problem arises, while it can be useful to set goals and benchmarks, the way to accurately reward them is difficult.

When there is no selling baseline with students how can bonuses be given out?

Haynes, G., Wragg, T., Wragg, C., Chamberlin, R. (2003) Performance Management for Teachers: headteachers’ persepectives. School Leadership & Management. Vol. 23, No. 1, February 2003, 75-89
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Introduction:

Why social policy needs to deal with emotional parts of humans

The fact that a reminder is necessary shows why we are struggling with the rational of policy making

teaching is deeply emotional in character

teachers tend to be passionate about their jobs

even when the students are not

What is the emotional impact of the threshold assessment on teachers work

TA: transform the management of schools and career progression

performance management

team targets

Wants to raise standards

attract and motivate teachers with pay policy that rewards good performance

the system is set locally

Methods:

documentary analysis

semi-structured interview

indicative case studies

13 case studies

Data was selected from 124 interviews

trying to find why teachers are so negative

TA says performance is measurable  by a form and documented evidence

teachers seemed to be upset by the lack of understanding the connections within teaching

Results and Findings:

four teachers felt positive at the start (3 of which already had performance management

other 42 teachers negative toward TA

‘proof’ to get a pay raise for increased motivation was poor

Applying for a pay raise is poor, shouldn’t someone else recognize what we are doing

just jumping through hoops with all the other stuff we do is dumb

Emotionaly it struggled

depression

teachers quit

“It was a lost battle and, I could have kept my principles but the only person that would know about them was me” (442)

“I think you’re lying if you say that pay isn’t a motivator. Why do I come to work? I come to work because I get paid for it.” (443)

Work harder for money? No, I already work hard, its not money its for job satisfaction

Train as a policeman and get more money than a teacher... why about money?

Really, you want to know everything I have done as a teacher (Fill out a form)

Filling out application made people more stressed than ever

Teachers felt like they were selling themselves

Any success was result of collaboration so how could individuals benefit?

How could head teachers say negatives things, wouldn’t it come back to them?

if i haven't put in evidence she is going to fail me

felt low and down, wouldn’t wish it on anybody

97% of teachers met the standards and there was relief

but never wanted to do it again

Impact of threshold: NONE

TA just a hoop to jump through

Discussion and Implications:

Teaching used to be nice, now its stressful and that shows to the kids, its not healthy

rather than focus on students for student sake, focused on student as a means to meet their goal

discipline in schools is worsening

Applying an TA took away from what teachers do; teach

Emotional impact of TA or merit pay was way underestimated

Rather than gain staff, teachers left because of it

Anger does not become positive, it becomes cynicism

Research Notes:

A good read, i like the take on how it emotionally impacts teachers as i see it all the time in my district. Just bringing up merit pay can drive teachers crazy

I think we are all scared to compare ourselves to each other because we are so different at what we do and who is to say a is better than B

I think the head teachers or administration just needs to get better at assessment.

if our teachers are so bad why are admin not doing anything about it

Mahony, P., Menter, I., Hextall, I., (2003) The emotional impact of performance-related pay on teachers in England. British Educational Research Journal. Vol. 30, No. 3, July 2004, 435 - 456.
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Introduction:

PRP is to recruit, retain, and motivate the workforce.

Focus minds on particular goals

It was found that PRP did not result in staff being motivated if anything there was demotivating

Most merit plans in the US had stopped for reasons including propblems in judging teachers performance

apply criteria fairly

union /teacher opposition

falling moral

division among staff

cost

Teachers’ Incentive Pay Project (TIPP)

Threshold Assessors (TA)

Four Studies: Two surveys of 1000+ head teachers/Intensive case studies/studies of teachers who applied and successful, applied not successful, eligible but did not apply/interviews with key TA people.

Methods:

This paper reports the analysis of the surveys

Head teachers (like admin) ran TA in the schools

extensive interviews with 31 head teachers

Questionnaire (TA/training/applications/time spent/role of TA/success rates/reactions of involved)

53% on questionnaires returned which is exceptionally high

first 1000 questionnaires analysed

Results and Findings:

Training for head teachers:

Heads had a two day training. 1 in 8 said it was good

Some walked out and didn’t return for day 2

57% dissatisfied

Scathing comments

Worst training ever

trainers ill prepared

Confusion and different interpretations of what they should do

Policy seemed to change during training. Considerable uncertainty

Trainers unsure of central message

Grand rules shifted

Trainers got fresh instructions as training progressed because of policy changes and this added to the uncertainty and confidence to proceed

The Standards of teaching:

Teachers applications judged on 8 standards in 5 headings

Knowledge and understanding

teaching and assessment

pupil progress

wider professional effectiveness

professional characteristics

Heads said all were easy but pupil progress was the most difficult to judge because because of different needs of kids and and multiple teachers teaching in one class

In years without national tests hard to argue for pupil progress

Heads found them easy to grade because staff filled them out so well

Some of the best teachers didn’t fill out form well, but some mediocre teachers did

Most applications went 1-2hours for heads to go over

Too much time

Heads could not delegate the work so it all fell on them

Teachers who applied:

of eligible teachers (Point 9 or beyond on pay scale) applied 88%

86% of eligible teachers succeeded, of those applied 97%

Difficult to figure what is true. If you thought you would not succeed maybe didn’t apply

Head teachers head teachers should not advise on who to apply

applying was interesting

Some who were already in trouble did not apply

Some who were great had to be convinced to apply

Main negatives: Poor classroom management, lack of marking, poor teaching quality

Threshold Assessor:

External TA was sensitive for head teachers

time consuming

irritating how little was known before hand

but satisfied

No TA observed lessons, just paperwork (Thousands of hours of paper work virtually none observing)

Very few disagreements

Not sure if they are needed or not, but had high approval rating.

Reactions of teachers:

pleased/relieved

unsuccessful were bitter (3%)

disbelief and anger

Very upset- felt should have been trained for this (Head teacher)

The effect of TA on teachers and teaching:

2% a lot of help

19% some impact

52% none

24% little

Both heads and teachers had those percents

Heads overall appraisal of PRP:

60% against PRP

39% good in principle. The way forward but has major kinks

Primary heads 71% Negative 27% positive

Secondary 50% Negative 49% positive

against because of standardisation within and between schools. 

Schools are all different

The positives mainly have to do with feeling teachers should be rewarded

No benefit on the teaching, but nice

Negatives: Divising, demotivating, impossible to be fair, another burden, not likely to raise standards

Discussion and Implications:

Head teachers felt under trained and prepared for assesing teachers who should receive additional payment

Contradictory messages left them uncertain. And other than those incompetent, did not know what to do

Head teachers did not find it difficult to asses, the time consuming paperwork was burdensome

Heads felt they could have just made judgements of their own staff rather than talking to tha TA, although thye felt the TA did well

71 of 19183 disagreements between head and assessor

heads on PRP 60% against 40% for

Even those for express concerns

Primary heads more negative than secondary

TA has changed sense this study

TAs don’t visit every school

telephone conversations (20% random visits)

Research Notes:

Similar to past articles. Very similar to article by them previosuly (DUH)

But results are there

Nice reward but doesnt hel pteaching

seems to be the theme

more work for teachers, nice reward

doesnt help

Wragg, T., Haynes, G., Chamberlin, R., Wragg, C.  (2003) Performance--related pay: the views and experiences of 1,000 primary and secondary head teachers.. Research Paperes in Education. 18 (1), 2003, (3-24)
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Introduction:

Performance-related pay (PRP)

At the time 1994 few studies on PRP

PRP is in the private sector and now it is coming to the public sector

PRP seems to be a big part of the governments policy on improving public services

So have the implementations been successful

Going to describe the scheme, then discuss some evaluation difficulties

Conclusion is that it hasn’t motivated in fact may have de-motivated

Methods:

Performance Pay:

A form of Merit pay in which three increments could be added on top of the scale.

The award depends on judgements about performance.

Staff not on the top scale who got a 1 out of 5 (1 being best) would get an increment increase (If not at the top of the scale already)

two consecutive box 2’s could also get an award

awards coule b anywhere from 12 to 22 % 

Rewards were permanent 

Could be removed with unsatisfactory performance but that rarely happened.

Annual job plan with objectives

review of job plan

rate job plan

Some evaluation issues:

asking management if it is a success

not possible to evaluate the scheme by examine employee behavior directly

The central justification of prp is motivation

motivation does not = performance

motivation to do what?

no connection between prp and change in behavior

data collection:

questionaire sent out to 4000 revenue staff

anonymous and confidential

60% response rate

good turnout does not feel it hurts the sample

clear majority of staff agreed to PRP, and say no reason to oppose it

Results and Findings:

What do Revenue staff think about Principle of PRP

suspicious, some see nothing wrong

70% support the idea

However significant minority very against it

Did PRP motivate staff?

12% yes 76% no

little to no change in behavior

different levels of yes per group but nothing that could be seen as positive

In case staff could not judge themselves we asked their reporting officers

same results most disagree

The scheme actually under minded moral and cause jealousies between staff

Staff did not want to assist each other

Clear evidence of demotivation

Net motivation very small but negative

What explains the motivational impact of PRP?

Expectancy theory 1) has to feel able to change behavior

2) feel that change will produce rewards

3) that rewards will justify behavior

2 and 3 NOT met

PRP under minded integrity of the long standing and well established appraisal system

The psychological importance of box marking

PRP seemed to alienate staff

People felt they were already working to the standard set

Discussion and Implications:

The idea of PRP wily accepted, but found to have little motivational effect

Maybe even negative

It is unfair and that is the cause of the issues

favouritism, unfairness

Main costs: Damage to work atmosphere, reduced staff confidence, reduced motivation among senior staff

Jealousies, deterioriation of work declin in morale

lower staff confidence

Research Notes:

Very similar ideas throughout all topics

UNFAIR

ALIENATION

NEGATIVE Motivation

Marsden, D., Richardson, R.  (1994) Performing for Pay? The Effects of ‘Merit Pay’ on Motivation in a Public Service.. British Journal of Industrial Relations. 32 (2), 1994, (243-261)
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Introduction:

“Study came from whether teaching and service affect tenure and merit pay decisions at a research university.” (500)

previous research:

publications from research related to salary increments

service have little impact on rewards

service available to a faculty member will have a small measurable effect on rewards

Exaime the values faculty place on research, teaching and service

Two kinds of data

A simulation

and an open ended interview

Methods:

Across faculty is not consistent as the involvement and commitment to research teaching and service vary 

Sample is 135

26 departments

117 full professors

18 associate professors

Nine profiles of a hypothetical candidate for tenure were developed using all possible combinations of 3 research descriptions and 3 teaching descriptions

No personal details to keep out variables

Profiles scored by point values of 3/2/1 or high/medium/low

Open ended questions asked as well

Results and Findings:

Tenure Recommendations

no significant interactions were found, and differences in the marginal probabilities provide best guess on levels of teaching/research

Research affected recommendations stronger than teaching

Department after department researcher more important

Acceptable research must be supported by teaching and service but not the other way around

Teaching is a need, but not for tenure

Outstanding teaching is important if research is low

Service has no impact

Research is important to merit pay, the most important, but typically members do not do much research

Research is so important as it is what builds a national reputation

Maybe highly rewarded because east to test and quantify

teaching not tied to merit pay

but truly outstanding teach is rewarded

an irresponsible teacher that shows marked improvement is rewarded

Tenured staff goes into admin rather than teaching as it pays more

But is pays more so that someone will do it

Discussion and Implications:

predominance of research discourages admin interference

Emphasis on research makes staff specialist and irreplaceable

Research typically does not bring in money

students do

Faculty can fail at research and not get in trouble but cant fail in teaching

Faculty research is coupled with rewards

System operates fairly over time, but inequities can be found

Research Notes:

Not as good of an article as I had hoped. 

Kind of off topic

Good information, about feelings of merit pay, but not what I was looking for

Kasten, K.L. (1984) Tenure and Merit Pay as Rewards for Research, Teaching, and Service at a Research University. The Journal of Higher Education. Vol. 55, No. 4, July/Aug 1984, 500-514
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Introduction:

Nonprofits are looking to Merit pay to increase achievement

It helps convey accountability

23% have merit

28% thinking of it

at a non profit motivation is expected, so a change might negatively affect intrinsic motivations

The net effect may be negative

Because of some low level pay merit pay was added to foster intrinsic motivation

Not all employees responded to the call

Prior to Merit pay, annual increase to all

Unfair that superior same as poor

Raise was an entitlement rather than earned

A clear message given that merit pay was coming

Better work higher raise

(Merit pay plan here was dropped after 1 year)

“A merit pay program can potentially result in the consequence of reducing intrinsic motivation in some of the most valuable employees in the organization” (403)

The net effect of a merit plan would depend on the increases in extrinsic exceed losses of intrinsic.

Hypothesis 1: Intrinsic motivation will decline thanks to merit pay

Another issues i that employees may find plan unfair or unjust

“Opposition to the merit pay plan, in part because they felt that merit pay is incompatible with an environment that stresses collaborative effort.” (405)

Perception of performance might impact merit pay system

Hypothesis 2a The more they like merit pay the better it will be if it is fair

Hypothesis 2b The more they like merit pay the worse it will be if its not fair

Methods:

9 months apart at a 4-year college

1st test before announcement

2nd 1-2 weeks after

62 usable response to both surveys

Dependent variable:Work motivation scale

Independent variables:Change in control by pay

Equity-equality

fairness in performance appraisal

social desirability

Results and Findings:

Hypothesis 1 proven

high in intrinsic going in show decline 

as control in pay increased the intrinsic motivation went down

Hypo 2 proven

believe it if its fair, not if its not

Discussion and Implications:

“Administrators in nonprofit organizations (that) consider changing their pay systems to emphasize the link between performance and pay, they must be concerned about the overall motivational effects of the program.” (412)

Merit Pay may lead to a decline in intrinsic motivation for the organizations most valued employees

Those who were highly motivated to begin with

A counter to this is an increase in extrinsic motivation, however the risks outweigh the rewards

Employees did not believe of a need in the program

not confident that it would be fair

Results show a concerted attempt to create an equity preference in employees is a double edged sword

As long as employees believe it is fair it may be positive

but if it is believe to be unfair it could be negative

Merit pay may be counterproductive

“(Merit Pay) is a risky venture and should be undertaken only with a clear understanding of the potential motivational downsides.” (414)

Research Notes:

Love it, more of the same, but that is a good thing for a review

love that it ties it to intrinsic motivation

A better name than before

good good good

Deckop, J. R., Cirka, C.C., (2000) The Risk and Reward of a Double-Edged Sword: Effects of a Merit Pay Program on Intrinsic Motivation. Nonprofit and Voluntary Sector Quarterly. Vol. 29, No. 3, September 2000, 400 - 418
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Introduction:

Developing countries are facing teacher quality issues

Looking at Georgia, a post-soviet Caucasian state

Teaching is a low paid profession

Teachers have left the profession because of work conditions

Two questions. “What role to monetary and non monetary incentives play in the teacher profession in Georgia?” (69) “From teachers’ perspectives, how should Georgia’s government incentivize teachers in order to retain them in the teaching profession?” (69)

Incentives could be salary, bonuses, professional growth, pensions, social recognition, teaching materials, infrastructure, job stability, and more.

In Bolivia, and Mexico rewards failed to change performance

Teacher incentives tied to student test scores let to short-run test score manipulation with no long term gains.

“Increased use of teacher merit pay in American education is according with virtually no evidence on its potential effectiveness” (71)

In Israel there is positive evidence of performance-based pay. 

Positive evidence also happened in the UK in 1999. 

Student progress was grouped with pbp

Of 600 studies... 22% found to improve student achievement

Incentives have unintended and undesired consequences. 

Teaching to the test

May make all class time test teaching

Good monitoring is needed to discourage cheating

unfair competition between teachers

undermining collaboration

In Georgia, teacher salary is based on education and qualification, experience, and scope of work.

Georgia Police make 3x as much as teachers

Methods:

Research Study:

19 public schools

215 teachers

98% Female, 2 % Male

Two things: Questionnaire and focus group

14 close ended questions 6 open ended questions

3 focus group discussions with up to twelve teachers per group

No financial incentive to fill out questionnaire 

Three teachers were afraid to fill it out

Some teachers preferred to speak without admin 

Results and Findings:

Significant number of teachers are unmotivated because of the tough environment and are poorly compensated

Teacher earning so bad hard to have reasonable standard of living

Teachers work the job because they love kids and the job

Many teachers would leave if they could and would not recommend others to go..

Some possible incentives could be more than just pay. 

Would they favor a salary based on years 69% yes, 13 no, 18 unsure

Currently have levels of salary 05 5-10 10-15 years

Then levels of ed secondary/special second/ba/ma/phd

Salary is the main reason for increasing degrees

If there was a bigger increase for graduates, more graduates would teach

Three big things for teachers

health insurance

low interest rates from banks

discount public transportation

In Uzbekistan teachers get more for teaching special needs or those who participate in academic Olympiads

Majority of teachers 55% think they should get more money for professional development 

Teachers are not sure if students pass the NEE who deserves the credit. This grade, last grade, etc.

Teacher effort is tough when students are not motivated

Back when in the Soviet teachers got a thirteenth month salary as a bonus

In Georgia teachers feel that it is all student-oriented and not teacher oriented at all.

Discussion and Implications:

Existing teacher salary rate there is a risk of teacher shortage

Group based school incentives might help collaboration

no evaluation in Georgia, so all group based incentives

Raising not only salaries but the coefficients's that help step increases.

Will teachers be effective?

International studies say no

Research Notes:

Interesting to read a semi-positive idea on merit pay

They want merit pay in order to get pay period. That puts a different spin on it

I like the 13th month salary bonus though. That way they get a bonus but could still do the steps...

Kobakhidze, M.N. (2010) Teacher Incentives and the Future of Merit-Based Pay in Georgia. European Education. Vol. 42, No. 3, Fall 2010, 68-89


