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ABSTRACT 

PERCEPTIONS OF BUSINESS PROFESSIONALS, TEACHERS, 

AND COLLEGE STUDENTS, REGARDING A PERFORMANCE BASE REWARD 

SYSTEM FOR PUBLIC EDUCATION 

MAY 1989 

WILLIAM A. MATYSKIEL, B.S. BOSTON UNIVERSITY 

M.A. FRAMINGHAM STATE COLLEGE 

Ed.D UNIVERSITY OF MASSACHUSETTS 

Directed by: Professor Kenneth A. Parker 

The primary purpose of this study was to describe the 

perceptions and opinions of business professionals, 

teachers, and college students, concerning the concept of a 

performance base reward system, similar to the private 

sector, in the field of education. A survey questionnaire 

was formulated to investigate the responses of the research 

group concerning evaluation and reward structures, in both 

the public and private sectors, as to their effectiveness 

related to productivity and motivational value. 

Respondents from the business sector represented the 

fields of insurance, steel sales, engineering, and various 

areas of the high technology computer field, located in the 

greater Boston area. The teachers represented the public 

school districts of Concord and Newton, Massachusetts. The 

students were college seniors representing various 

vi 



disciplines from the campuses of the University of 

Massachusetts at Amherst, Boston University, and Framingham 

State College. The data was collected at central sites by 

professors or were mailed to this researcher. The S.P.S.S. 

computer software package, and sub programs were utilized to 

analyze the data. The Scheffe Procedure was applied to 

determine relationships between the pairs of groups, while 

the Chi Square Test of Independence was used to test the 

relationships of the responses of the groups. 

The findings revealed that business professionals, 

teachers, and students, responded uniformly in a positive 

manner to the survey statements that concerned the 

effectiveness of a performance base reward system. The 

survey indicated that all three groups held quite similar 

opinions concerning the motivation of employees through the 

use of performance base salary structures. 

The study revealed that the majority of the respondents 

believed that salary and compensation issues were a major 

consideration when choosing a career path, and that their 

supervisors were the most important factor in the evaluation 

process. Respondents perceived that the field of education 

is severely lacking in the areas of fair compensation, 

rewarding positive performance, and the training of 

supervisors and principals to evaluate fairly and properly. 

These issues must be addressed if educational field is to 

remain a viable career choice for students and teachers. 
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CHAPTER I 

INTRODUCTION 

The teacher shortage that is threatening the future of 

public schools in Massachusetts was created by two major 

societal issues . The first issue dealt with the increasing 

tax burden and the problems associated with the rising 

national budget deficit. Concerned citizens in 

Massachusetts turned to Proposition 2 1/2 as a means of 

controlling government spending at the local level. The 

resulting fiscal overreaction caused massive shortages in 

all areas of the public sector from large budget cuts in the 

police and fire protection agencies right down the line to 

the teaching ranks. Unionization of teachers meant that 

younger teachers with less seniority were laid off or riffed 

in the terminology of the the educators’ unions. This left 

school systems with a more veteran and mature staff which is 

causing a major crisis, now and in the future, due to the 

large numbers of staff that are ready to retire at 

approximately the same time. 

The average age of the teaching staff at Day Junior 

High School in Newton, Massachusetts, has increased from 35 

to 46 in the past few years due to the closing of three 

junior high schools because of declining enrollments and the 

residual effects of Proposition 2 1/2.(1) The closings of 

the schools caused the younger tenured and non-tenured staff 

to be riffed from their positions and seek new employment in 

the private sector. Newton is not the only community that 
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is feeling the effects of the teacher shortage; the Dennis- 

Ya rmouth Schools Superintendent, Michael McCaffrey, states, 

"I sometimes worry about the age of our staff, there aren't 

many under thirty or forty. The mean age is higher than a 

decade ago, and these people are all going to retire in ten 

to fifteen years all at once. I hope that I have people to 

replace them." (2) 

Massachusetts faces an even greater problem in terms of 

our state's booming high tech industry and other higher 

paying jobs. Massachusetts has had an unemployment rate 

that has been one of the lowest in the nation for the past 

three years. The Massachusetts Division of Employment 

security released the August 1987 unemployment rate at 1.9%, 

the lowest in the nation. The younger teachers that have 

been riffed from the system have been able to acquire entry 

level positions in the high tech field. With such low 

unemployment rates here, superintendents say the state's 

high tech industry has wooed teachers and potential teachers 

of math, science, and foreign language into the private 

sector.(3) 

The second major societal issue is that of the 

demographic traits of the "baby-boom" generation. The small 

families preferred by the babyboomers will create a labor 

shortage in the next century, and the life-styles and 

attitudes of babyboomers will create another challenge for 

employers.(4) "Demographics and social trends are 

dramatically reshaping the American labor force." (3) The 

2 



statistics show that between the years of 1965 and 1984 

babybooraers gave birth to nine million fewer offspring than 

their parents had, creating an eleven percent decline in the 

potential work force.(6) The problem lies specifically in 

the teaching field; if we in Massachusetts cannot attract 

new teachers now, then how will we be able, in the not too 

distant future, to fill teaching positions with a large 

reduction in our nation's work force? "With the declining 

pool of new labor force entrants, competition for new 

workers will increase, entry level wages will be bid up, and 

the jobless rate among young workers will decline.(7) The 

challenge for the field of education is at hand. While the 

statistics have shown that we will face a labor work force 

shortage, education has a compound problem in that there 

will be an increasing amount of students entering school by 

the year 1990 and continuing through the turn of the 

century. The City of Newton, Massachusetts, has already 

experienced an increase in the number of students in the 

first three grades of their elementary schools, requiring 

the addition of classrooms and the reassignment of high 

school teachers to the elementary vacancies. 

"The state-wide average age of teachers is 48", 

according to Stephan Wollmer, Director or Communications for 

the Massachusetts Teachers Association. "They are going to 

be retiring, so we're going to be losing a lot of people in 

the next five to seven years. I don't know who's going to 

replace them."(8) The future of the teaching profession has 
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been a controversial topic among national education groups 

during the past year. Reports indicate that so few college 

graduates are entering the teaching profession that demand 

will soon far exceed the current supply of teachers. One of 

the grimmest views of the future of the teaching profession 

came from Albert Shanker, President of the American 

Federation of Teachers. He states that in order to replace 

all the teachers that are leaving 23% of all college 

graduates in the next decade will have to choose teaching as 

a career. Currently only 6% to 7% are interested in the 

educational field.(9) 

The evidence is overwhelming that there is now and will 

continue to be a teacher shortage well into the next 

century. The challenge is to discover the reason or reasons 

for the lack of interest in the teaching profession, 

identify them and then recommend the neccessary changes. 

Statement of the Problem 

The teaching field has very serious issues that need to 

be addressed in order to attract qualified individuals to 

choose teaching as their career objective. One of the major 

areas of concern is the area of compensation. Teachers for 

years have been compensated by their seniority and the 

number of advanced degrees that they can accumulate 

regardless of whether the degrees have any bearing on the 

subject that they teach. The current compensation and 
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reward system may be one of the reasons that college 

students are not entering the teaching ranks as the recent 

studies and statistics have shown. College students are 

electing to enter the private sector where they are rewarded 

for their efforts and initiative either monetarily or 

promoted to a position of higher responsibility which will 

also include a salary increase. In either case the employee 

in the private sector was supervised, evaluated, and 

rewarded for a job well done, or given an evaluation which 

indicated the need for improvement and his compensation 

reflected the need for increasing his efforts. The teaching 

profession operates on a different set of guidelines. 

Tenured teachers are supervised minimally, evaluated usually 

once every three to four years, and are all given identical 

percentage step increases even if their performances were 

exceptional or poor. The real underlying question is 

whether or not a distinct and different reward system based 

on measurable performance will increase the ability of 

school systems to attract and recruit excellent college 

students back into the teaching profession. If the system 

were such that a teacher could be rewarded on the basis of 

the quality of his work with his own personal salary ceiling 

only limited by his own initiative would this change the 

attitudes of college students to consider teaching as a 

viable career option? Could teachers that are leaving the 

teaching field for the more financially rewarding business 

areas be encouraged to remain by a reward system which would 
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them for their efforts. Teachers who are recognized for 

excellence and rewarded fairly will continue in education. 

Purpose of Study 

The purpose of this study was to describe the opinions 

and perceptions of business professionals, teachers, and 

students to determine whether a performance base evaluation 

system in the public education field is a viable method of 

inducing college students to choose teaching as a career, 

and also help to retain teachers that are presently working 

in education, in order to help alleviate the teacher 

shortage which the United states is facing in the very near 

future. This study was designed to answer the following 

questions: 

1. What are the perceptions and opinions of business 

people, teachers, and students regarding: 

a. reward and motivational techniques 

b. the importance of compensation systems when 

deciding career choices 

c. motivational self concepts 

2. Would changing the reward and compensation structure 

in the field of education encourage qualified people 

to choose teaching as a career? 

3. What are the statistical relationships between the 

responses of business people, teachers', and 

students' opinions concerning the survey questions 

and statements and their agreement or disagreement 

to the concepts presented. 
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The investigation was in the form of a survey 

questionnaire which will be distributed to fifty teachers, 

^ ^ y college students, and fifty business people to canvass 

their opinions concerning their own particular career 

choices and whether or not a performance base reward system 

in the educational field would have influenced their career 

endeavors. The study was administered randomly to each of 

the three groups and may contain responses from the business 

sector of former teachers that have made career changes. By 

evaluating the responses of the individuals canvassed, the 

importance of the type of compensation system can be 

determined and the proper adjustments applied to make 

teaching a more attractive career option. 

Need for Study, Rationale 

The need for teachers in the near future is apparent. 

The mini-baby boom which is expected to arrive in the 1990's 

plus the retirement of one third of the state's teaching 

force within the next five years (10), has dramatic negative 

implications for Massachusetts and our society in general. 

Society has placed more and more responsibility on educators 

to provide the values and moral education that was once 

provided by the family and church. Single-parent homes and 

homes where both spouses work have left the majority of the 

child's upbringing upon the shoulders of the teachers. The 

problems of society are expected to be cured by the teaching 
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profession. The moral issues of teen pregnancy, the Aids 

epidemic, the current rash of drugs and alcohol abuse, and 

any other social ill are always thrown into the lap of the 

educators. Recent statistics relative to the teacher 

shortage cause us to ask who will assume the responsibility 

for educating our youth? 

The teacher shortage crisis in Massachusetts is further 

enlarged because of one of the lowest unemployment rates in 

the nation due to a booming economy. (11) The private 

sector is in stiff competition for employees and are ever 

increasing salary and benefit levels in order to maintain 

their work force. This competition for employees will 

continue to escalate as the work force shrinks due to the 

demographics of our society. The paradox is that while the 

private sector is demanding an educated work force, it is 

also depleting the personnel in the field that provides the 

educated work force, the teaching field. The shortage of 

able bodied employees is causing drastic shortages in the 

fast food and retail establishments to the point of offering 

starting salaries in excess of six dollars per hour in the 

Framingham Metro West area. The teaching field will find it 

increasingly difficult to compete with Burger King which can 

offer salaries and benefits that equal or surpass that of 

teachers without the hassle of college education expenses 

and the burden of repaying student loans. 

The educational field must examine the way in which 

teachers are evaluated and compensated and make the 
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necessary changes. The present system as it operates today 

causes disincentives and eventually apathy and poor 

performance during a teacher's career. There are no set 

career paths, the personnel departments are out- dated or 

non-existent, evaluation systems do not reflect actual 

performance because they are not linked to compensation, 

which leads to the feeling of not wanting to work to one's 

full potential. One of the basic ingredients for 

disincentives to occur is when teachers realize that 

colleagues are abusing the sick time leave or only regarding 

teaching as a part time occupation but receive that same 

salary increase as teachers that are working above and 

beyond the call of duty. It doesn't take long for a 

dedicated teacher to begin to realize that it's easier 

either to make a career change or have mediocrity become 

their motto and begin to do less of the little things that 

make schools exciting places for students to learn. 

Through the constructive evaluation of the responses to 

the questionnaire the perceptions of college students, 

teachers, and business people will determine whether 

changing the compensation system of teachers to a 

performance base system, will help to make a small change in 

alleviating the teacher shortage. 

9 



Definition of Terms 

1. Career Ladder 

An educational motivational system devised as a method to 

reduce teacher burnout and provide a career path for veteran 

teachers. 

2. Performance Base Compensation 

A compensation plan that enables employers to compensate 

employees based on each individual's performance or lack of 

i t. 

3. R.I.F. ( Reduction In Force) 

Term used by educational field to refer to the laying off of 

teachers due to the declining enrollment of students. 

4. Step Increases 

Reflects the current system in which teachers are 

compensated. All teachers are basically given the same 

salary increases regardless of performance. 

5. Proposition 2 1/2 

Massachusetts state law which limits the amount of money a 

community can tax individuals on their property. 

6. Business people 

People from the greater Boston area representing the fields 

10 



of insurance, high technology, steel sales, engineering, and 

software computer sales. 

7 . Teachers 

The teachers were middle school teachers from the cites of 

Concord and Newton, Massachusetts. 

8. Students 

The students were college seniors representing the Greater 

Boston, and Amherst, Massachusetts, areas. 

9. Uniform Salary Increase 

The salary reward system currently employed by the 

educational system where all teachers receive the identical 

percentage increase regardless of performance. 

Limitat ions 

This study was limited to the general Massachusetts 

area with the majority of the data gathered in the Greater 

Boston area. The teachers surveyed were teachers in the 

Newton Public School and Concord Public School systems 

grades K through 12, chosen randomly with the confidentially 

of the respondent a top priority. 

The college students that receive the survey 

questionnaire were limited to seniors from all academic 

who ideally have their career choices in place, disciplines 



and were chosen in random fashion. These students were 

asked to answer the questionnaire in terms of how they would 

like to be rewarded in their career choice. 

The business people were randomly selected and were 

limited to professional individuals who have attended 

institutions of higher education. 
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CHAPTER II 

THE TEACHER SHORTAGE 

The current and future teacher shortage is really a 

two-pronged problem. First, we have the reality today that 

fewer than 5% of full-time college freshmen choose teaching 

as a career as compared to 19% in 1970.(12) Compounding the 

problem is that veteran staff are retiring at an earlier 

age. The basic problem is quite simple. We have too many 

teachers going out and not enough young blood coming in. 

Donald McCallion, Vice Principal of Framingham South High 

School, Framingham, Mass., states, "By the year 1991 there 

will be 10,000 teaching positions unfilled in Massachusetts 

alone."(13) These grim statistics are also verified by the 

fact that the number of teaching certificates which were 

awarded by the state has declined by 84% in the last ten 

years. In 1975 there were 16,500 teaching certificates 

issued, as compared to just 2,665 in 1985. The mathematics 

area appears to be the hardest hit with 650 certificates 

issued in 1975 as compared to 51 in 1985. Certificates in 

the math and science fields appear to be the areas most 

affected by our current shortage due to the college 

graduates choosing the more lucrative business field. In 

Massachusetts we can assume that the high tech industry is 

the major cause of the mutiny from the educational field, 

but what is happening nationwide? The national outlook 

appears to be as bleak as the State of Massachusetts in 

terms of teacher shortages. The number of teacher graduates 



m 1983 was smaller than the estimated number of additional 

teachers needed in the 1984-85 school year.(14) The 

National Center for Educational Statistics has projected 

that the nation needs 1.65 million additional teachers 

between now and 1993 or two-thirds more than today's 

current work force of 2.4 million. The problem as we can 

see it is not isolated in one particular area but rather 

nation-wide in scope. Ernest Boyer states that "the teacher 

shortage will be the most devastating during the next five 

to seven years as half of today's teachers will either 

retire or leave the teaching profession for other 

occupations."(15) 

Another contributing factor for the teacher shortage 

has evolved through the double standard that has thrived in 

our society. Our society has always recognized that a 

woman's place was in the home, taking care of the children. 

When it came time to educate our children, it only followed 

that women would be relegated that responsibility because 

men had more important issues to deal with. Therefore, the 

teaching profession became known as a secondary occupation, 

an occupation for our second class citizens. The majority 

of the teachers in the United States were females and so the 

trend continued until the early sixties when males began to 

realize that education was an important and vital aspect of 

our society. In 1966, 760,000 women majored in education 

compared to 204,000 in business. In 1977, 601,000 women 

majored in education compared to 819,000 in business.(16) 
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Women have realized from their liberation movement that they 

are not second class citizens and have become a positive and 

productive force in our economic system. Unfortunately for 

education, it has only added to the problem of providing 

enough qualified teachers to our educational field. 

The final item that is contributing to the shortage is 

the fact that teachers are retiring at an earlier age than 

ever before. The graying of the teaching staffs throughout 

Massachusetts is becoming quite evident. Donald McCallion 

noted that the retirement and the aging of his town's staff 

is a major concern. In Framingham, 251 of their 608 staff 

members are fifty years of age or older, while only twelve 

of the teaching staff are thirty years of age or 

younger.(17) The Massachusetts statistics in this area show 

that this phenomenon is not isolated to the Framingham 

School System. The statistics show that the average 

retirement age has dropped in just three years from 62.8 

years to 60.8 years for the state. The athletic departments 

are also feeling the pinch with older staff being more 

reluctant to coach after their normal teaching duties. The 

Newton School Department has had to hire coaches without 

teaching degrees in order to fill vacancies of retiring 

coaches . 

The ultimate problem is that educators are failing to 

encourage their own students to pursue a career in the 

educational field. Dr. John Moore, Chairman, Trinity 

College, Education Department, states, "Already we 
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have found that very few teachers encourage their best 

students to go into teaching."( 1 8 ) Teachers must be at the 

vanguard of the renewal of the educational process; if they 

are not, who else can provide the motivation to maintain a 

new life into the system? 

The preceding evidence verifies that we are indeed in 

the midst of a teacher shortage with no evidence of relief 

in the near future. Current research emphasizes shortages 

in the math and science areas, but as teachers retire with 

no "farm system" in place, what will happen to the other 

disciplines, as well as the future of education in the 

United States? In Massachusetts last year only one teacher 

was certified in the physics area. Should we abolish the 

engineering field and leave the design and theory problems 

to countries with educational systems that show an interest 

in their future? It should be obvious that there is a 

reason or reasons for the teacher shortage and we as a 

society should feel compelled to determine what they are if 

we are to continue as one of the leaders of the free world. 

The reasons for the teacher shortage are many and 

complex in scope due to the fact that teaching is such a 

complex and multifacited occupation. The teaching 

profession loses a disproportionate amount of seasoned 

teachers who seek employment elsewhere due, in part, to the 

increased salary and benefits packages offered by the 

private sector. A recent survey conducted by the National 

Center for Education Information which surveyed 1,144 public 
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school teachers concerning their salaries found that 86% of 

the teachers felt believed salary was too low.(19) One of 

the reasons why the teaching profession is less attractive 

is the low salaries. College students who enter the 

business field can earn anywhere from $5,000 - $10,000 more 

in starting salaries, not even including fringe benefits 

such as dental insurance, profit sharing plans, and holiday 

bonuses. The beginning salaries for teachers with a 

bachelor's degree are lower than any other professional 

occupation. The other detrimental factor is that the 

teaching salary schedule has a definite ceiling. Teachers 

starting out at a salary of $13,000 can earn a maximum of 

$25,000 after fifteen years, but their business counterparts 

will at least double the teacher's maximum salary during the 

same time frame, with their ceiling controlled only by their 

own egos and personal motivation.(20) 

Bernard J. O'Keefe, Chairman of the Board of EG&G, in 

his current book states, "If we want to have quality 

education, we must have quality instruction."(21) In order 

to have quality instruction you must have quality teachers. 

Some of the factors inhibiting teacher performance are the 

low salaries .(22) The qualified teachers who leave the 

profession and those who remain are subjected to a system 

that was created to fail. The many teachers who leave the 

profession's ranks do so because of the low salaries and the 

lack of an opportunity to increase their salary base by 

increasing their productivity. There is no guarantee that 
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increasing the quality or the quantity of your teaching 

technique or load will afford a little more pay than a 

teacher with little motivation and a lax work ethic. When 

the salary increases are awarded all teachers receive the 

same salary increase. What happens to the educator's 

motivation? This system has remained in tact for years and 

perhaps its time has come. Have college students realized 

that this reward system is not fair and refuse to join? Is 

this a reason for the teacher shortage? 

One of the common excuses that society uses to justify 

low pay status of teachers is the common reply that they 

only work half the year and only half a day. The actual 

time frame is untrue but most people don't realize that when 

teachers are released for the summer they must supplement 

their incomes to make their financial ends meet. During the 

school year teachers who must leave at three o'clock are not 

going home for a nap or a swim in the pool; but rather a 

second occupation to start a college fund for their children 

or pay the rent. How can the administrators of schools 

expect 100% output from their teaching staffs when they are 

required to work a second job to supplement their family 

incomes? 

The top priority of the Ladue Missouri School District 

was to realize that a teacher’s responsibility did not end 

when the bell rang at the end of the school day. The 

district's philosophy realized the teacher has a 

responsibility to extend his or her influence beyond the 
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classroom so that the professional instructional task can be 

enhanced and enriched. In short, the teacher has a duty to 

contribute to the total school program. The total school 

program includes all classroom activities plus all 

activities which carry the endorsement or sponsorship of the 

school.(23) The Ladue School District poses high 

expectations but also rewards their teachers for a job well 

done. The Ladue System realizes the importance of full time 

teachers and rewards them accordingly. Teachers are 

expected to participate and be leaders of the community and 

are treated as such. The salary structure is high enough to 

accommodate a comfortable life style, even for the beginning 

teacher, while instituting a reward system that recognizes 

excellence not only with pats on the back but also with 

spendable income; the premise being that with quality work 

effort and community involvement, the reward system will 

motivate teachers to only maintain one occupation on a full¬ 

time basis. This system appears to be highly successful in 

the area of teacher defections to other occupations in that 

the turnover rate is virtually nil. Would this be a 

positive step to alleviate the teacher shortage? The course 

we have taken thus far has not been correct; should we 

change it entirely or just adjust it slightly? 

The traditional school system will continue to 

deteriorate unless changes are made in the way that teachers 

are rewarded for their efforts. Perhaps teachers, when 

responding to surveys relating to salary, are not honest due 
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to traditional impression our society has concerning the 

needs of teachers. Researchers tend to underestimate pay as 

a motivator while managers tend to overestimate its 

influence in terms of a payment reward system.(24) Teachers 

will respond to a salary plan that will at least afford them 

the opportunity to achieve a higher salary if they choose to 

respond to the challenges of their particular school 

communities. The concept that must be considered is why 

should all teachers receive the same percentage salary 

increase for varying degrees and quality of work. Pay that 

is truly linked to excellent performance generally leads to 

improved productivity . (25 ) . Ed Lawler, whose research deals 

with motivation and reward systems and their contributions 

toward productivity, states, "Participation has positive 

effects both, in systems involving incentives and in those 

involving straight salary."(26) Teachers have no 

participation and no incentive systems in their contract 

negotiation process, but rather are at the mercy of their 

town's commitment to education. The reward system for 

teachers has absolutely no bearing on motivation, 

productivity, or community involvement of the individual but 

is only reflected in the tax base the citizens of a 

community are willing to support. 

The 15th annual Gallop Poll will also reflect the 

fickle attitude that citizens have toward education in terms 

of teacher salary. The national survey reveals that 47% of 

the people polled thought that teacher salary was too low 
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but 52% Of the people polled were against raising taxes.(27) 

This paradox is the notion that permeates our society. The 

public demands gourmet dinners on coffee shop prices. They 

expect a quality "get them into Harvard education but don't 

expect us to foot the bill." Perhaps we should consider 

using the same amount of money allotted by the communities 

but investigate a different distribution system to reward 

those teachers that deserve a little more. 

Another basic reason for the chronic shortage of 

teachers is the inability of the current system to retain 

them. Researchers estimate that 50% to 60% of those who 

enter teaching leave during their first four years or 

less.(28) The younger more energetic staff have little 

rewards from their interpersonal relationships with 

administration, the communities they serve, or the salaries 

which they earn. The flight of the younger staff to the 

private sector occupations is a major factor of the 

"graying" of the teaching ranks of the nation's public 

school systems. Teachers become discouraged when they 

perform, and are expected to perform at extremely high 

performance levels but are rewarded at a much lower 

s tandard . 
\ 

The obvious should be realized — that teachers do not 

enter the educational field to become financially 

independent or extremely rich but rather to perform the 

vital task of educating the youth of our nation. The salary 

issue may be secondary on some teacher surveys but you 
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cannot feed the family on pure accolades or pats on the 

back. When teachers were polled in a current survey as to 

what was the most important aspect of their job, 63% of the 

public school teachers cited "a chance to use the mind;" 62% 

cited "a chance to work with young people;" 54% said 

"appreciation of a job well done;" and 51% stated "a good 

salary."(29) The common theme throughout the salary issue 

seems to suggest that reasonable salaries distributed in a 

reasonable, equitable fashion would help attract and retain 

the younger teachers with new ideas. 

The president of the American Federation of Teachers 

also mentions that, "I think that the effect of the reform 

movement over the past years has been to improve salaries - 

but not enough. I also think that we ought to be looking 

not only at salaries, but at other things that could bring 

people into the profession."(30) A national labor union 

president would probably not endorse the concept of the 

performance base salary issue but he does realize that the 

teaching profession needs some drastic reform measures to 

attract new members into the teaching force, especially 

young, dues-paying teachers who can maintain the political 

strength of the American Federation of Teachers. 

The current governor of Tennessee, Lamar Alexander, had 

the courage to institute drastic reform measures when 

legislators realized that Tennessee's brightest teachers 

were leaving the state to work elsewhere due to the low pay 

and poor evaluation system in his state. State statistics 
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revealed that only 65% of the adults in Tennessee had high 

school diplomas, compared to Minnesota where 90% of the 

adults have high school degrees.(31) In order to instill a 

renewed sense of motivation and pride in the teaching ranks 

in the State of Tennessee, with the impetus of Governor 

Alexander, the legislature approved a huge investment of 

money to incorporate a career ladder system in their state. 

Paying teachers more for teaching well will do more than 

anything else. To have the best schools, we must keep and 

attract the best teachers and school leaders. Our career 

ladder program will offer the most prestigious, the most 

professional and among the best paying jobs in the 

count ry . (32 ) 

The first steps that were taken in Tennessee to improve 

schools began about five years ago but were not actually 

implemented until the fall of the 1984-85 school year. Mr. 

Lamar Alexander had the opportunity to present the State of 

the Education Address to reveal the annual report card of 

the educational system of Tennessee. He states that his 

Better Schools Program has revitalized the educational 

system of the state. In the area of teacher salary he 

reports, "Teacher pay was generally low, the professional 

structure was unattractive, and not one teacher was paid one 

penny more for teaching well."(33) The Career Ladder system 

implemented by Tennessee has enabled its teachers to surpass 

the salary levels of all other surrounding states that touch 

their border. The main reason that the Career Ladder system 
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is here to stay is that it is the only way Tennessee 

teachers will ever be paid salaries that, on the average, 

are first in the South and have the opportunities for 

salaries that are among the best in America, and teachers 

are generally understanding that. (34) 

The greatest inconsistency of the reward systems of 

teachers is that they are paid by superiors who do not know 

them at all. School committees will vote a percentage raise 

increase to all teachers regardless of their performance. 

Would you pay for the painting of your house or your haircut 

without seeing the results? Well, this happens and has 

happened for years in the teaching ranks. The people who 

have the most direct input into the performance evaluations 

of teachers are not involved in the awarding of salary 

increases. Could the private sector operate in this 

fashion? Could managers award salary increases without 

actually knowing the loyalty or productivity of their 

employees? Should we reward all employees the same salary 

percentage increase regardless of their attendance 

practices? The school committee cannot and should not be 

allowed to approve salary increases in the across-the-board 

fashion as they have done in the past. They are too far 

removed from the actual process to make such random and 

indiscriminate judgments. Instead, they should approve the 

bottom line figure for salary increases and then let the 

direct supervisors award increases on the performance level 

of each subordinate. If we deem that salary is an important 
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factor in job satisfaction, as I have previously documented, 

then it is extremely important to put the decision-making 

process into the hands of the administrators that have the 

day—to—day rapport with the teachers. 

Evaluation Systems 

Another area which is directly affiliated to the salary 

issue is that of evaluations. Teachers are a special breed 

who favor interpersonal relationships over material rewards. 

Teachers need recognition from their supervisors and 

administrators as well as monetary rewards which are not 

available in our present system. Studies have indicated 

that the optimum ratio for managers to subordinates is eight 

to one; the average principal must manage, motivate, and 

evaluate an average of 25 teachers. This is the classic 

case of preparing the system to fail. The principal is the 

primary resource for providing innovation, motivation, and 

incentives for teachers in their particular buildings.(35) 

How can a principal be expected to perform effectively when 

he or she is already statistically out-numbered by a ratio 

of three to one. Teachers need to be recognized and 

appreciated for their efforts. Evaluations once every four 

years for tenured staff leave teachers feeling neglected and 

isolated. If our salary structure does not include 

performance incentives and we are only evaluated very 

infrequently for the purpose of termination, doesn t this 
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create a disincentive? Teachers do not recognize or relate 

to the evaluation system as a positive productive assessment 

of their teaching performance but rather a tool for 

dismissal if certain criteria are not met. Teachers feel 

that administrators do not recognize the evaluation process 

as being important or they would be evaluating on a more 

frequent basis. 

Compounding the problem of teacher shortages, salary 

shortages, and poor interpersonal relationships is the 

failure of teachers and principals to agree upon an 

appropriate evaluation tool. Again, this stems from the 

actual use of the instrument. Is it for a positive 

performance salary or the negative aspect of possible 

termination? A recent questionnaire that was administered 

to teachers and supervisors concluded that out of eighteen 

components the two groups could only agree upon three items 

in terms of what each group deemed important in terms of the 

criteria of the evaluation tool.(36) Each group of teachers 

and administrators failed to agree either ideally or 

realistically upon the goals of the implementation 

procedures for a performance appraisal. In order for a 

performance appraisal to succeed it must have a positive 

reason for its existence. Teachers are skeptical of 

evaluations that have significance only in terms of 

dismissal. If evaluations reward performance which include 

salary increases linked to positive performance, then 

teachers would be less skeptical of evaluation appraisals. 

26 



Another problem affecting the teaching profession is 

that it has become a very low prestige occupation. Teaching 

was once an honorable profession, a well-respected 

profession. Teachers overlooked compensation for the 

learned status and respect which they commanded from their 

communities . 

Low prestige is rated almost equally with low pay as an 

impediment to attracting high caliber students into the 

teaching field. The American society professes a higher 

regard for teachers and education than it actually 

holds.(37) The public opinion of the educational field has 

changed considerably over the last two decades especially in 

the way society perceives the field of teaching as a career 

objective. According to a recent Gallop Poll, in 1969 75% 

of the respondents stated that they would like a child of 

theirs to take up teaching in the public schools as a 

career. The comparable figure today is 45%.(38) The main 

reasons given for not pursuing education as a career were 

ranked in this manner: 1) low pay; 2) discipline problems; 

3) unrewarding and thankless work; 4) low prestige of the 

teaching profession.(39 ) The paradox of education continues 

in that society realizes that low pay and prestige are 

contributing factors to the shortage and yet it will not 

change the distribution process that will help alleviate the 

problem. 

The low prestige and low self esteem issue of teachers 

was highlighted and brought to the attention of the public 
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by the Presidents Commission on Excellence in Education 

report.(40) The report stated that the lower S.A.T. test 

scores and how the cost of educating our youngsters were 

increasing significantly while our standardized test scores 

were dropping. Teachers were represented as being lazy, 

unmotivated, not caring, money seeking loafers whose only 

concern was finishing the day as quickly as possible. Once 

one report was published then came the onslought. Every 

foundation and college grant institution had to add their 

findings to the pile of negative conclusions. Education was 

on a downturn, the high tech industries were just starting 

to take off. As a college student which team would you 

choose to be on , the educators' team that was down by 20 

runs in the bottom of the ninth with two out and no help in 

sight, or the high tech squad just beginning a new game with 

a bright future ahead of you? The choice has been all too 

obvious. How many people would take the real challenge and 

choose the losing team? Education has found out that in 

reality most people will take the winning team, the team 

with a future. The prestige issue is really an important 

one when coupled with the factor of low pay for everyone in 

terms of recruiting new teachers. 

The deficiencies of our educational system are deep 

rooted from its inception. We are reaping the fruits of a 

stagnated system that has resisted any real change for over 

eighty years. The educational system today is basically the 

same as it was at the turn of the century. The performance 
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and evaluation techniques used in education have always been 

devised by the educator's mentality and not with quality and 

performance that are used in the private sector. 

Why Teach 

The next section of this report will attempt to focus 

on why people choose to be teachers in the first place. Are 

teachers really that different? Are they a special breed? 

Do teachers possess a different personality trait or profile 

than that of people in other endeavors? This report clearly 

indicates the fact that there is definitely a real teacher 

shortage. The facts clearly relate that teacher salaries 

are relatively low when compared to other professionals; the 

self esteem of teachers is dropping; society believes that 

teachers have not been performing their jobs adequately; and 

students' test scores are hitting the lowest level in years. 

Why would anyone accept this adverse challenge? There are 

still some college students meeting the call, granted far 

fewer than in the past, but still willing to make the 

commitment to our society's education. What is the 

distinction that steers one into the field of education 

while another chooses the business field? Does it take a 

certain mindset or demographic background to create a 

teacher? Do all teachers who make education a career come 

from a particular part of our society or are there certain 

inate traits that will surface which will indicate the 
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seems success or failure of a teacher. Bernard J. O'Keefe 

to sum it up best when he states, "The act of teaching, 

however, is an art which, like singing or sculpting or 

composing, can only be peripherally professionalized. You 

must have it in you."(41) There are many painters and 

carpenters and auto mechanics and doctors and yet there are 

those who do not become famous for their particular work. 

Is society asking that all teachers be extraordinary in 

their particular specialty? This concept appears to be the 

norm in education today. Not all teachers can be great 

motivators but rather a catalyst for knowledge. Teachers 

must have it in them. 

When investigating the motivations of humans we must 

understand some of the basic concepts that researchers have 

studied for centuries. Behavioral scientists have often 

wondered what stimulates and motivates human beings to 

become productive individuals in society. What are the 

motivations of a college student entering the teaching 

field? 

Some psychologists believe that the "need for 

achievement and success"(42) are primary motivators, the 

desire to perform better or more efficiently than before. 

This is what the teaching profession does not instill in its 

system. The rewards are exactly the same for differing 

qualities and quantities of work. Teachers want to be 

successful, but there are no specific benchmarks either 

material or philosophical to make a distinction in teaching 
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performance. The methods of motivation are as basic as the 

theories that were established by Skinner and his dogs. Our 

society dictates that if you perform in a positive 

productive manner you will be rewarded In a similar fashion. 

David McClelland states that people possess the achievement 

motive and this is what causes the desire of some people to 

excel.(43) This factor, when compared to the teaching 

profession, seems to be non-existant. Why should teachers 

be concerned with achievement when their own administrators 

look upon the evaluation system as a meaningless chore. 

Once a teacher has attained tenure status, the evaluation 

appraisal becomes routine and matter of fact. There is, in 

most cases, no real weight attached to the formal appraisal. 

Regardless of the outcome, either positive or negative, 

teachers will receive the same salary percentage increment 

from the school committee. There is no real link between 

the importance of the evaluation and the amount of salary a 

teacher receives. How can you stress the importance of the 

evaluation appraisal and then do absolutely nothing positive 

with it? 

The research of Douglas McGregor also has interesting 

ramifications when applied to the teaching field. 

McGregor’s theory generally separates people into two 

distinct categories at opposite ends of the societal 

spectrum. "Theory X" states that man is basically lazy, 

lacks ambition, prefers to be led, and needs to be 

supervised very strictly in order to be productive.(44) If 
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this theory is applied to the teaching field, a paradox will 

appear. Society at present perceives teachers to be "Theory 

X" individuals. Teachers have been depicted as lazy, non¬ 

productive parasites who only work half the year but expect 

full-time pay. If this is the case, why are teachers 

evaluated so infrequently and left to work very 

independently in their classrooms with very little formal 

supervision? The "Theory Y" premise bases its conclusion on 

the opposite side of the fence that by nature man is not a 

passive being resistant to change, but rather is goal- 

oriented with strong feelings for the success of the 

organization. McGregor states that "the motivation, the 

potential for development, the capacity for assuming 

responsibility, the readiness to direct behavior toward 

organizational goals are all present in people."(45) The 

basic premise McGregor emphasizes is that all people possess 

the need to succeed and become a positive influence in our 

culture. Teachers have no real way to satisfy this need. 

Evaluating a tenured teacher every four years is hardly an 

adequate process for filling this need. The teacher 

evaluation appraisal system now in use is viewed as a 

negative approach by teachers as a means of reduction in 

force or termination. McGregor also states that "external 

control and the threat of punishment are not the only means 

of bringing about the effort toward organizational 

objectives."(46 ) The evaluation process should be made a 

positive experience that rewards excellence in relation to 
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the goals of the organization rather than being the 

criterion for termination. In this respect when applying 

the theories of the types of personalities that motivate 

individuals there is no evidence which suggests a difference 

in the personalities of teachers or business people. The 

only difference seems to be in the manner and style in which 

they are managed. It may appear that management should 

reward those who perform, but many organizations fail to do 

so. The reason for the failure usually lies not with the 

lower level manager but rather the "system" - the personnel 

policies which determine how the rewards are to be 

allocated. Such policies have traditionally been developed 

for the average performer and rarely provide for the 

adequate treatment for the superior performer.(47) This 

statement directly reflects the historical and current trend 

of the reward system for teachers. The system will reward 

mediocrity until those that are capable and productive 

become frustrated and leave the teaching field for more 

lucrative endeavors. Unfortunately, this trend is also 

being carried to the point that college students do not even 

want to try teaching as a career. 

Abraham Maslow devised a theory which experienced the 

primary needs and influences on an individual's behavior. 

When a particular need emerges, it determines the 

individual's behavior in terms of motivations, priorities, 

and action taken.(48) The system that Maslow devised is 

referred to as Maslow’s Need Hierarchy. The theory states 
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that human behavior is divided into five basic groups. 

Individuals begin at the lowest need which appears at the 

bottom of the pyramid. This need is called the Basic Need 

which reflects all the physiological and survival goals such 

as food, shelter, clothing, and sex. Once an individual has 

met the needs of the basic level, he then progresses to the 

next level which is referred to as Safety Needs. This level 

refers to the individual's ability for security, rules, and 

risk avoidance. Usually this level can be met with adequate 

salaries and insurance policies. The next three steps of 

the hierarchy deal with gradual increases in self esteem and 

worth of the individual to the point that the individual is 

willing to take risks and has the autonomy and freedom to 

act. When applying Maslow's theory to the educational 

system, it is reasonable to conclude that teachers are 

relegated to the lower end of the hierarchy pryamid. The 

adequate salary level coupled with the need for definite 

rules only lifts teachers to the safety level of Maslow's 

Need Hierarchy. Teachers traditionally have refused to take 

risks and proceed to the top of the pyramid which is self 

actualization. But is it really the person or the system 

which has caused the teachers to stagnate? Would a business 

person lose his motivation as quickly if he asked to perform 

in an atmosphere that had no real rewards? If the business 

personality were relegated to the safety level with no hope 

of graduating from this level, would he be as productive? 

Again, are the personalities really that different or are 
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the distinctly different systems the cause of the 

dissimilarity? Is there a need for two separate and 

different systems of management? 

The famous Hawthorne Studies have proven that in the 

private sector attention to working conditions and personal 

attention by management leads to increased productivity.(49) 

The studies, when disected, revealed that the relationship 

between the supervisor and the worker depend on the 

supervisor’s leadership skills and that these relationships, 

in turn, determine such key factors as job satisfaction, 

morale, and productivity. If the results of the Hawthorne 

Studies are applied to the educational field, the management 

system becomes clouded and obscure. The direct supervisors 

of teachers do not have any real power once a teacher 

attains tenure. The evaluation process has no real 

financial meaning and principals are not afforded the proper 

amount of time with individual teachers to fully support 

them in an adequate manner. If the Hawthorne Studies 

determined that managerial attention leads to job 

satisfaction and happy productive workers, then the 

educational system is severely lacking. "When special 

attention is paid to a given group of workers (say, by 

enlisting them in an experimental situation) production is 

likely to rise independently of changes in actual working 

conditions." Increased productivity in exchange for 

increased attention is the nub of the traditional Hawthorne 

effect.(50) The average teacher has a formal evaluation 
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every three to four years as compared to once or twice a 

year for the average worker in the private sector. The 

theories that have been extrapolated from the Hawthorne 

Studies are virtually non-existant in education. In order 

to make teaching more attractive to college students, 

society must recognize the need to alert principals to be 

nore attentive to their staff and couple with that a more 

frequent and meaningful evaluation process, one which 

involves linking compensation to productivity. 

The common thread which links these studies is that 

there is no distinction made between public and private 

sector personalities. Maslow does not emphasize that a 

private sector individual will have a different needs 

hierarchy than the public sector personality. He did not 

hypothesize the need for two different pyramids. He based 

his theories on the fact that all human beings have a 

certain needs structure and will not progress to the next 

higher level until the current need is fulfilled. He makes 

the assumption that all individuals will follow these same 

basic steps to reach the top of the pyramid - self 

actualization. 

When reviewing the Hawthorne studies, there was no 

mention made that teachers would react any differently than 

a business person if management showed real concern and 

attention for their staff. The study implied again that all 

human beings would function at a more positive rate if the 

management team truly showed their subordinates that they 
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were really concerned about their welfare. The study does 

not Indicate a separate response for the private sector and 

another type of response from the public sector, but rather 

a general similar reaction from both parties toward positive 

reinforcement from management# 

The study that MacGregor performed, when distinguishing 

the differing traits of the "Theory X and Theory Y" 

individuals, did not differentiate between the public and 

private sectors. He did not indicate that teachers were of 

the Theory X prototype or vice versa but rather grouped all 

humans together as one entity. MacGregor concluded that all 

humans could fall into one category or the other depending 

on the managerial style of the supervisors. The theory 

stipulates that the Theory X personality could belong to any 

particular occupation regardless of affiliation to the 

public or private sector, and the same would hold true for 

the Theory Y individuals. 

The reoccuring theme which pervades all of the theories 

presented by these distinguished researchers is that 

absolutely no mention is made of a difference between the 

personality of a teacher and an accountant or an insurance 

adjuster. Maslow, Hawthorne, and MacGregor treated all 

segments of society equally. There are no footnotes 

suggesting teachers have different needs or attitudes which 

are personally different then those of an individual in the 

private sector. If researchers can find no real differences 

in the personality traits of people in the public and 
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private sector, then why do they operate under two distinct 

and diverse systems? Why do people in the business field 

operate in a free enterprise democratic system and teachers 

are made to labor under the socialistic ideals of countries 

we directly and openly oppose. Teachers instruct students 

that socialism and communism are not free and productive 

forms of government and yet they endure under the exact sane 

situation they themselves should be rebeling against. The 

question which continually comes to the fore is that if 

behavioral researchers do not differentiate between the 

business and public mentalities, then why are there two 

specific and diversely opposite types of occupational 

systems; one that is democratic and entrepreneurial and the 

other being closed and extremely socialistic in composition. 

This is the fundamental question of this research. 

The educational system is ready for change. Our 

society is ready for a change due to the volumes of 

governmental and private research which contend that our 

educational system is at risk. The remedies that are 

prescribed should not take the bandaid approach of the 

1960’s and the Sputnik era, but should consider long lasting 

solutions to our complex problems. The current outdated 

educational model was established to meet the needs of a 

society of 100 years ago; how can we possibly adapt this 

model to our multimedia, fast-paced, hectic society of 

today? The answer should be obvious. We cannot. 

Researchers have been studying motivational techniques, 
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reward systems which increase performance and job 

satisfaction, managerial grids and styles that contribute to 

higher subordinate morale, but these theories are only 

applied to the private sector and not the public sector. 

Why is there discrimination? Society should first consider 

the basic concept of teacher compensation; not the 

particular amount of salary but the system of distribution. 

What is the rationale for paying all 8th-year teachers the 

same salary without regard to performance or excellence 

levels? During our formative years we are taught to compete 

biologically and educationally with our siblings and peers. 

This is a natural fact of life for all organisms that wish 

to survive in our world. During little league games and 

classroom spelling bees, we are taught to compete and are 

rewarded for excellence. We compete and are taught to excel 

and are rewarded by being recognized as successful. If one 

chooses to join the teacher ranks instead of competing in a 

free enterprise system, he is asked to function in a 

socialized system where all are paid equally regardless of 

s e 1 f - i n i t i a t i v e or motivation. This system has to be and is 

self-defeating, evidenced by the state of the educational 

system we have today. Our outdated model satisfied a need 

when teachers and jobs were plentiful and security and 

public scrutiny were scarce. Society should consider a 

reward structure that does not necessarily provide hugh 

increases in salary but rather provide the opportunity for 

higher earnings. The individual teacher should be afforded 
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the chance to increase his or her salary by performing and 

excelling above a specified criteria similar to his business 

counterparts. The reports that the educational system is 

deteriorating are true. New teachers, the life blood of the 

educational system, are not flocking to join the ranks. 

Let s stop painting over rotting wood and replace it with a 

different "new piece". 

This research paper has attempted to prove that there 

is, in fact, a drastic teacher shortage on the horizon. The 

research has also attempted to reveal some of the reasons 

for the shortage. The most critical question that this 

paper has asked is what is the rationale for the two 

separate employment systems. The next area for discussion 

will relate to some theories and ideas which may or may not 

help alleviate the current and future teacher shortage 

crisis . 

Methods for School Improvement: A Comparison 

This portion of the study will focus on the traditional 

practices of our school system and methods for improvement 

in terras of future ideas. The report will compare two 

hypothetical school systems, one utilizing the traditional 

methods of recruitment and management while the other will 

attempt to incorporate innovative management techniques. 

The systems will be compared in terms of: 

1. Methods for attracting new competent teachers 
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Personnel management, supervision/evaluation 

3* Pinancing/budget control 

and draw conclusions based on research and hypothetical 

solutions . 

The foremost obstacle confronting education today is 

how to encourage and promote our fresh young college minds 

to enter the teaching field. The traditional school system 

will hire teachers not upon their credentials and 

educational expertise but rather the needs of the system, 

their length of service, and the number of degrees. Quite 

often a math teacher with a master's degree in 

administration will be paid at a higher level than a math 

teacher with 18 credit hours concentrating in math 

enrichment courses. The math teacher with the master's 

degree in administration perhaps will become the better 

administrator but in the classroom the math teacher with the 

extra math related courses will probably create a more 

knowledgeable experience for his students. Teachers are 

currently paid by the number of degrees attained regardless 

of the relevance to the subject which they teach. Quite 

often teachers obtain the master degree simply for the 

salary step increase, not to increase the knowledge of their 

own particular expertise in their discipline. 

The "new" school system would provide an open hiring 

policy regulated by supply and demand. The school system 

would identify its special needs and then set salaries to 

meet those particular needs. The school system would hire 
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between salary parameters rather than an established set 

minimum. This idea could help attract college students into 

areas which had the most critical teacher shortages. If 

college students knew in advance that math teachers were 

being paid more at the entrance level then perhaps more 

college students would choose teaching math as a career. If 

college students realized that math teachers are at a 

premium and demanding higher salaries, then it would follow 

that the enrollments for math teachers at the college level 

would increase. The need to entice high-caliber students 

back into the educational field is crucial to our society 

and our future well being as a nation. 

The second most pressing issue of our educational 

system is the way we manage and supervise our personnel. 

One of the basic causes of the chronic shortage of qualified 

teachers is the inability of our current system to retain 

them. All of the behavioral studies have concluded that 

people need to be recognized for a job well done or, at the 

very least, be acknowledged for a good effort. Education 

fails miserably in this area. In most cases, the average 

teacher is evaluated once every four years once tenure is 

achieved. The estimate that a large number of teachers 

leave the teaching field after ten years has currently led 

to the problem of a more mature staff. The energetic 

younger teachers have found little rewards either from the 

communities they serve or the salaries that they earn. The 

high tech industries in our area provide rapid advancement, 
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management teams. 
positive reward systems, and concerned 

Education, however, because of budget constraints, cannot 

provide the proper supervision and support needed to guide 

teachers on a productive career path. Principals and 

assistant principals cannot be expected to provide support, 

evaluations, and supervisory visits when they are 

outnumbered usually 30 to one. The task is an impossible 

one and contributes to the lack of motivation and 

productivity by all concerned. 

The problem of disincentives is also a key factor in 

low morale and faculty turnover. Today’s school systems 

reward teachers who perform at the minimum level. Teachers 

that produce more are asked to do more by administration 

while those that perform the extra tasks in a negative non¬ 

productive fashion will be relieved of the extra duty with 

absolutely no formal reprimand. It is usually the same 

teachers who provide the "little extras" to the quality of 

school life that make the informal organization function 

effectively. They are the first to volunteer to chaperone a 

school dance, provide cafeteria duty, give up a week-end for 

a class ski trip, or cover a class if a substitute cannot be 

found. And yet the classic response by our current system 

is to give an equal yearly salary increase. This is a 

disincentive to productivity. If your new puppy messes your 

oriental rug, you don’t give him a dog yummy. If education 

continues to reward mediocrity, then the result will be a 

poor education for our students and ultimately our society 
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Will suffer. The educational management team Is not able to 

positively reinforce teacher behavior for excellence above 

and beyond a particular norm. Conversely, once a teacher 

has attained tenure status. It Is very difficult to change 

his working habits to those which are more productive. 

Teachers, all teachers, are rewarded equally for performance 

that is obviously different In quality and quantity. The 

concept of our educational reward system must be free of 

disincentives or we will continue to reward mediocrity and 

to walk a path towards the demise of our educational system. 

One method to deal with the problem of disincentives is 

to establish a performance base salary structure. This 

system would at least offer college students and teachers 

the opportunity to earn a salary commensurate with their own 

ambition and creative initiative. The performance base 

salary structure would also force administrators to 

supervise and evaluate teachers more effectively and on a 

more regular basis. Supervisors would have to evaluate 

their subordinates and their programs in terms of a salary 

percentage increase on a yearly basis. The amount of the 

actual increase would be determined by the actual amount of 

money funded by the school committee budget. This would 

help alleviate the concept of disincentives by enabling 

principals to reward the types of behavior that they would 

prefer in their schools. Teachers would also have the added 

benefit of returning to a formal educational program which 

would enhance their teaching performance rather than 
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receiving a degree for the sole purpose of receiving a 

salary step increase. 

The Educational Peter Principle has also had a negative 

impact on the teaching field. Not only are we losing high 

caliber teachers to the private sector but the educational 

process is also kicking them "upstairs". The traditional 

educational system has not provided teachers with a career 

ladder or path. After teaching for fifteen years the maximum 

salary step is reached and stagnation and teacher "burn out" 

are realized. The only way out is to receive a master's 

degree and move on to administration. Too often, many 

excellent teachers are forced to leave the class room, where 

their competence and expertise are fully utilized, to accept 

an administrator's position solely to gain a salary 

increase. Hence, we have the "Peter Principle" for the 

teaching profession.(51 ) The system will force a competent, 

successful teacher out of the class room and into an 

administrative position where he may not be as successful 

because he cannot be rewarded adequately for his teaching 

performance. Most teachers, if they are subjected to the 

same economic pressures as their private sector peers, 

cannot remain strictly teachers without some kind of second 

occupation to supplement their incomes. The only options 

remaining for teachers to earn salaries which are reasonable 

are: to accept secondary employment which reduces 

performance; turn to a career in administration which might 

not be in compliance with their competence; or leave the 
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teaching field to seek employment and financial security in 

the private sector. All three of these options are not good 

for education. Great teachers should remain teaching and be 

paid enough so that secondary employment is not a 

consideration. Teachers should not have to turn to 

administration for the sole purpose of expanding their 

salaries to accommodate basic economic needs. 

The traditional school system will continue to 

deteriorate unless changes are made in the methods of school 

personnel management. The school system of the future 

should base salaries on performance rather than paying all 

teachers equally on a step salary schedule. The performance 

base salary concept must be coupled with a marked change in 

the supervision and evaluation process if it is to be 

successful. The evaluation process should remain more 

objective rather than subjective. Evaluation criteria could 

include such items as attendance, peer relationships, 

contributions to the total school program and community, 

rapport with students, response to administrative 

suggestions, and general effectiveness in the school 

environs. The evaluations should not be tied to the 

individual performance of students for which control would 

be impossible. Principals must not be given the 

responsibility for the entire evaluation process but rather 

a separate human resources department might be the answer. 

The human resources department would then have the 

responsibility for recruitment, selection of teachers, and 
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the evaluation process In conjunction with school 

administration. Today, in such a people-oriented business 

as teaching, the system is one of the most outdated and 

inefficient programs in existence. The human resources 

staff would consist of trained professionals in the human 

relations area rather than burned-out teachers with one or 

two courses in personnel administration. This would lead to 

formal teacher evaluations at regular yearly intervals as 

compared to every four years for tenured teachers, which is 

the norm under current conditions. The above changes 

would: 

1 . 

2. 

Provide management with a tool to motivate teachers to 

optimum producivity. 

Enable administration to provide adequate salaries to 

their high caliber teachers to avoid the Peter Principle 

in education. 

3. Enable school systems to pay higher starting salaries to 

eliminate teacher shortages in specific areas. 

4. The performance base salary schedule would help 

eliminate the teacher shortage because a specific 

salary ceiling would not be set. 

5. The specific evaluation tool will mandate at least 

annual evaluations and salary reviews rather than at 

four-year or longer intervals. 

The establishment of a human resources department will 

provide professional expertise in the personnel field. 

6. 



These recommendations realise that budget constraints 

appear to be a formidabie challenge but a realignment of 

existing funds could more than cover the additional cost of 

maintaining a human resources department. Thousands of 

dollars are spent on curriculum and related issues. If 

teachers were utilised to construct and maintain currlcuium 

as a segment of the evaluation program, then teachers will 

strive to stay abreast of new methods and techniques through 

their own initiative. Teachers will have a much stronger 

reason to provide a program that they can be proud of 

because they will be evaluated on their specific product as 

part of their yearly review. 

The final item for comparison is the financial and 

budget components of our school system. The traditional 

school system has basically no control over the overall 

budget except by teacher layoffs that are induced by 

consolidation of schools. This system has been effective in 

the short term but its realities are starting to appear in 

the lowering of student scores on standardized tests. 

Teacher layoffs have precipitated larger class sizes, 

elimination of certain programs, and created a general 

lowering of teacher morale. Despite these drastic measures, 

school budgets continue to rise from 4% to 5% of the bottom 

line figure each year. Teachers are laid off, schools are 

closed, students receive a watered down education, and the 

total school budgets are still rising. The largest part of 

the school budget is allotted for contractual salary 
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increases produced by teachers stagnated at the top of the 

salary schedule with advanced degrees. Most of these 

teachers are too mature for career changes but too young to 

retire. If the hypothetical total salary of our traditional 

school system was, for example, $200,000 with a contract 

that demanded a 5% increase each year for three years, the 

total increase in salary would be $31,525 assuming the staff 

was maintained at the same level. The teachers of this 

system would receive the same pay raises despite varying job 

descriptions, quality of work, number of actual days worked, 

and contribution to the school community. The problem will 

continue to escalate as school committees fight to control 

school budgets while teacher unions continue to strive for 

larger salary increases. Eventually, because of Proposition 

2 1/2, a saturation point will be reached where a 5% salary 

increase cannot be funded. The only option will be either 

to override the property tax amendment or increase class 

sizes by more teacher layoffs. 

The new educational model, by utilizing modern 

personnel evaluation procedures with a performance base 

salary program, will be able to effectively control budgets 

while motivating teachers to function at their capacity. 

The school committee could then control budgets by allotting 

a sura of monies to be dispersed by the human resources 

department according to an agreed-upon set off criteria. 

The same school system with a $200,000 salary budget could 

perhaps save $7,525 over a three-year period if the agreed 
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upon salary increase was $8,000 per year for each year of 

contract. The human resources department could then 

award teachers percentage increases according to performance 

but still remain within the budget guidelines of $8,000. 

Teachers could then receive salary increases, for 

example, anywhere from 10% to 0% depending upon their 

performance during the school year. Principals could then 

reward excellence and manage more effectively through the 

use of incentives. This system would also motivate 

management and administration to increase their supervision 

and evaluation visitations. 

Summary 

In summary we can definitely state that there is now 

and will be in the future a critical teacher shortage caused 

primarily by the low starting salaries of teachers. Joseph 

Pignatello, Chairman of the Somerville Public Schools 

Science Department, felt the reality of the teacher shortage 

when a well-qualified math science specialist was lured 

from his staff over the summer recess because the school's 

starting salary of $16,500 looked a bit paltry when compared 

to the $27,000 she was offered by a high tech company.(52). 

"It's tragic, but I don't blame her. It's a matter of 

dollars and cents."(53) The educational administrators of 

today must realize that for the most part the idealistic 

intrinsic rewards of past teachers are fading. Teachers 
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realize that they will never be wealthy in the educational 

field but also feel that they should not be punished for 

attempting to train the future leaders of our society. 

"When someone who brings out your trash is making more than 

those that are teaching your children, there is something 

wrong," states Regina Faticantl, School Committee person of 

the Lowell Public Schools.(54) She also states. "If you go 

to a four-year college and go on for a master's degree at 

$21,000 or $22,000 per year and you see people that you 

graduated with earning $40,000 in business, you're going to 

think about making the change yourself."(55) The money 

issue is obviously a major concern to the majority of 

graduating college seniors. The teaching profession was 

once well respected and held in high esteem but today the 

working conditions and poor salary offerings are little 

motivation for college students to enter the field. In 

addition, compounding the problem, one-third of the State of 

Massachusetts teachers are nearing retirement age.(56) The 

veterans who have held the system together with the spirit 

of idealistic goals will be stepping down. This would be 

the ideal time for a real change - one that perhaps could 

stem the tide of the teacher shortage. 

In conclusion, the ultimate goal of the educational 

process is to provide each and every student the best 

possible educational experience that a city's ressources can 

provide. Teachers who are overworked, filled with apathy, 

have feelings of low esteem, and generally feel poorly about 
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themselves dee to the vast volumes of tesearch pertaining to 

the demise of education can't possibly provide the best 

possible educational experience for students. Teachers 

should be given the opportunity to be compensated by their 

individual performance. The concept of disincentives should 

be traded for the positive reward system ideas supported by 

a human resources staff which is professionally trained in 

the area of compensation. Teachers should be allowed to 

teach and earn a reasonable living in the process. Teachers 

should be rewarded for program innovation and implementation 

rather than the amount of degrees one can accumulate. The 

present reward system is negative in its concept and is the 

root of the teacher shortage. Once teachers are able to 

realize their own potential and stop hiding behind union 

rhetoric concerning the tenure and seniority systems, then 

the true evolution of our educational system will have 

finally taken place. Education will have finally moved into 

the Twentieth Century. 
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CHAPTER III 

METHODOLOGY 

The descriptive method of research was used to document 

this study. By analyzing the responses of business 

professionals, teachers and college students, concerning the 

reasons for their particular career objectives in relation 

to motivation and performance rewards, these findings and 

perceptions could lead to modifications to the present 

reward system used in the teaching field, which could help 

stem the teacher shortage. The questions were analyzed 

singularly and also in groups in terms of their similarity 

in order to acheive the most accurate conclusions. This will 

be expained more fully in the chapter on findings. 
i 

I 
I 

Population 

i 
i 

The population of this survey included 50 teachers of 

the Newton Public Schools and the Concord Public Schools, 50 

college seniors in the Greater Boston area and the 

University of Massachusetts at Amherst, and 50 business 

professionsa1s from the greater Boston area. All subjects 

were randomly selected with the strict confidentiality of 

the respondents as a top priority. It was the intent of 

this researcher to canvass current teachers to determine if 

they would be receptive to a different type of compensation 

system, question college seniors to determine if the type of 

reward system used in education had any influence on their 
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career choice, and business people to gain their insights on 

how reward systems affect productivity and whether or not 

they feel that a performance based compensation program 

would thrive in the field of public education. 

Survey Instrument Formulation 

The survey instrument was designed to attempt to 

extract the respondents perceptions and reasons for choosing 

a particular career goal and whether or not the type of 

evaluation and reward system employed by that field had or 

will have an influence on their career choice. 

The questionnaire generally followed guidelines that 

are illustrated in Survey Research Methods by Earl 

Babbie. (57) The suggestions of the dissertation committee 

and the results of a pilot study aided in the refinement of 

the survey instrument. (See Apendix A) 

Validation 

In order for an instrument to be valid, it must measure 

what it is intended to measure. To assure that this is the 

case a pilot survey was field tested by a number of teachers 

and business persons as to the validity and accuracy of the 

questions regarding the relevence to the research area. 

Modifications and changes were made to the questionnaire as 
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a result of the field test process. The survey 

questionnaire is complete and was used to research the 

subj ect area . 

Jury 

The survey questionnaire was submitted to people in 

two specfic areas. In the educational field, the specialist 

for the computer research and development for the City of 

Newton was consulted to determine the use and understanding 

of the data in respect to the Statistical Package for the 

Social Sciences. In the business field, a member of the 

human resources staff at Prime Computer provided service as 
i 

an advisor for the private sector. My dissertation committee 

members had the ultimate responsibility to make suggestions 

and recommendations as to the appropriateness of the 

questions, layout, and statistical relationships. 

I 
i 

Analysis 

i 

i 

The Statistical Package for the Social Sciences 

(S.P.S.S.) was the primary source for the analyzation of 

the statistical data. The mean, variance, standard of 

deviation, and the standard of error was used in the 

tabulation of the survey data results. The 5% (.05) level of 

significance was used to determine the standard of rejection 

for this research. 
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The FREQUENCIES sub-program of S.P.S.S. was accessed to 

keep a frequency tabulation of the replies of the subjects. 

The CROSSTABS sub-program of S.P.S.S. was utilized to 

discern joint frequency distribution in which two or more 

variables are accessed. The Chi-square test of association 

and the Pearson product-moment correlation co-efficients 

were used to determine specific relationships between the 

three groups that were surveyed. The responses of each 

group was compared to determine if a correlation existed to 

support the use of a reward system as a means to help 
I 

alleviate the teacher shortage. 
i 

I 
I 

Procedure 
i 
i 
I 
I 

This research project followed these basic princples in 

terms of the methodology that was employed: 

i 
i 

1. A review of the the current and related literature 
j 

relative to the topic of rewards systems pertinent to the 

( 
fields of education and business was undertaken. 

2. The information which was rendered from the literature 

review gave a nation-wide perspective of the evaluation and 

compensation plans which are in use today. 
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3. The survey questionnaire was devised to address the issue 

of reward systems and their relationship to the teacher 

shortage. 

4. The data was analyzed using the S.P.S.S. software package 

with the use of the various sub-programs where needed. 

The survey questionnaire was distributed randomly with 

the complete anonymity of the respondent as a top priority. 

The survey questionnaire was accompanied by a computerized 

answer sheet which was code numbered to indicate its 

completion in its particular group. Each response group was 

given specific code numbers to differentiate teachers, 

college students, and business people for the tabulation and 

analyzation process. 

The research project randomly selected 150 subjects 

from the three groups, 50 students, 50 teachers, and 50 

business persons. The non teachers were selected through 

business contacts in the high tech, insurance, and steel 

sales occupations. The sample was random in that the 

questionnaires were distributed to all levels of the 

business organization without restrictions, with the 

exception that the employee possess a college degree. 

The college students in the Amherst area were randomly 

selected by Dr. Robert Maloy and the Greater Boston area 

college seniors were chosen from the campuses of Framingham 
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State College, Boston University, and Northeastern 

University by Ms. Dawn Moore and Mr. Raymond Jallette. 

The entire population of each responding group was used 

in order to maximize the results of the questionnaire 

providing the responding groups remain fairly equal as to 

the completion of the survey questionnaire. 

The computerized bubble answer sheet was then opti- 

scanned to determine the results, and the information was 

then transferred to the computer for analyzation. The 

Software Package for the Social Sciences, (S.P.S.S.) 

software system and sub-programs performed the necessary 

functions and computations. The Chi—Square analysis was 

utilized in the calculation process while the Pearson 

product moment was not utilized because the specific data 

suggested that these particular formulas would have no 

statistical value or impact on the findings. The Scheffe 

Procedure was used to determine if there were any groups 

that were significantly different at the 0.05 level. The 

level of significance for each individual survey question 

was also ascertained to determine the validity at the 0.05 

level. The analysis of variance was used to determine the 

range of similarity between the respondents of the same 

research group and also the respondents of the three 

different groups. The results of the study will be made 

readily available to all of the respondents who request the 

information. 
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CHAPTER IV 

FINDINGS 

The primary purpose of this research was to describe 

the opinions and perceptions of business professionals, 

teachers, and students, concerning the concept of a 

performance base reward system in the field of education. 

Once the information from the survey is gathered and 

analyzed, a determination can be suggested as to whether a 

performance based reward system, similar to the private 

sector, could be utilized to recruit new people into the 

field of education and retain those teachers that are 

presently working in the educational field. 

Collection of the Data 

The data was collected in two ways. Respondents were 

given the option of mailing the survey questionnaire 

directly to this researcher with the provided addressed 

envelope or return the survey to a specified on-site 

collection area at the various cooperating businesses or 

schools. The student questionnaires were collected at the 

university campuses by the professors in charge and mailed 

in bulk once the surveys were completed. In all cases the 

respondents were instructed to first read and sign the 

enclosed permission slip form (See appendix A). These 

permission slips were then collected prior to the 

administration of the survey questionnaire to 
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maintain the strict anonymity of the individual 

respondents. 

The survey instruments were distributed during the 

month of June 1988 and the collection process continued 

through the end of November 1988, when it was determined 

that the probability of any future returns was nonexistent. 

Rate of Response 

I 
| 

The total number of survey questionnaires which were 
i 
i 

distributed was 150, as described in the previous chapter. 

Fifty questionnaires were submitted to business 
I 

professionals in the Greater Boston area, fifty surveys were 

distributed to middle school teachers in Newton and Concord, 

Massachusetts, public schools, and the final fifty were 

i 
disseminated to college seniors at the University of 

Massachusetts, (Amherst campus), Framingham State College, 

and Boston University. 

The total number of questionnaires which were returned 
i 
1 

by the November, 1988, deadline was 111 out of the total 150 

which were distributed. This computed to an overall 

response rate of 74 percent for the entire project. The 

teachers' response rate equalled 36 responses out of a 

possible 50 for a total of 72 percent for their group and 

32.4 percent for the entire population of the survey (111). 

The business professionals had the greatest response rate 

with 47 questionnaires returned for a 94 percent return in 
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their group and 42.3 percent for the entire survey. The 

students were the lowest responding group with 28 students 

out of the possible 50 returning the survey for a percentage 

of 56 in their group and a total of 25.2 percent for the 

total survey population. Table 1 shows the response rate of 

each group for the entire survey population. 

The collection process also showed the similar 

statistics in terms of the amount of time it actually took 

to recieve the data. The business professionals were the 

most prompt, with the majority of the 47 responses recorded 

within approximately three weeks of issuance. The teachers 

were the next group to complete their surveys, with the 

final survey returned within seven weeks of being issued. 

The students were the least active to respond as their 

returns just made the November 30, 1988 deadline. 

TABLE 1 

THE ACTUAL RESPONSE RATE FOR THE TOTAL SURVEY POPULATION 

Frequency Percent Valid % Cum % 

Teachers 36 32.4 32.4 32.4 

Business 47 42.3 42.3 74.8 

Students 28 25.2 25.2 100.0 

111 100.0% 100.0% 
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Statistical Applications 

The findings will be presented in three separate 

methods. First, the responses of the entire survey group to 

the forty questions will be analyzed in terms of their 

value, frequency, and percent. The survey questions were 

adapted to provide the following scoring values: 

Strongly Agree = 4.0 

Agree = 3.0 

No Opinion =2.0 

Disagree = l .0 

Strongly Disagree = 0.0 

The mean, median, standard of deviation, and the 

variance were also computed for each of the survey 

questions. The Frequencies sub-program will be utilized to 

calculate the results in this area. 

The second method that was utilized was to review and 

analyze the responses by each group to each of the forty 

questions to determine if there was a specific relationship 

or significant difference between the business persons, 

teachers, and the students. 

Thirdly, the survey questions were categorized into 

specific content areas to compare the responses of the 

grouped questions with those of the individual questions to 

establish statistical relationships between the respondents. 
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The questions were grouped in the following manner: 

Question 1 was placed in the category "Pay" (current 

pay adequate). 

Questions 2, 5, 6, 9, 10 ,13, 16, 22, 23, 25, 26, 27, 

31, 32, 38, 39, and 40 were placed in the category "Policy" 

(pay for performance the best policy). 

Question 3 was placed in the category "Organization". 

Questions 4 and 7 were placed in the category "Self" 

(positive view of self). 

Questions 8, 11, 12, and 24 were placed in the category 

"Evaluation" (current evaluation process is good). 

Questions 14, 15, 19, 20, 30, 34, 36, and 37 were . 

placed into the category "Compensation" (compensation issues 

are important in career decisions). 

Questions 18, 21, and 29 were placed into the category 

"Supervision" (the individual supervisor is important). 

Questions 28, 33, and 35 were placed into the category 

"Motive" (people are self-motivated). 

The questions were subjected to the analysis of 

variance which determined the degrees of freedom, sum of 

squares, mean squares, the frequency ratio, and the 

frequency of probability. The percent of confidence for the 

mean was calculated as was the standard deviation, standard 

error, and the mean scores of each group. The tests that 

were utilized to establish the homogeneity of the variances 

were the Cochrans Test and the Bartlett Test. The Scheffe 
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Procedure was also employed to denote pairs of groups that 

were significantly different at the specified 0.050 level. 

The questions were grouped according to their content 

and their relationship to specific attitutude and opinion 

areas to determine whether performance based reward systems 

were a positive tool for the motivation and productivity of 

employ ees . 

Presentation of the Findings 

The survey questionnaire was constructed to describe 

the perceptions and opinions of the respondents concerning a 

performance based reward system in education, evaluation 

procedures, motivational programs, and organizational goals. 

The survey also attempted to determine whether changing the 

reward system in education from its present system - one 

that rewards all teachers similarly for differing amounts 

and quality of work - to a system which is performance based 

would attract more people into the field of education and 

help stem the future teacher shortage. 

The respondents were all asked exactly the same 

questions; no modifications were made to facilitate 

responses from the three different groups. 

Question one concerning whether or not the respondents 

were being adequately compensated was directed primarily to 

those that were gainfully employed. The total group 

response indicated that (53.2 percent) believed that they 
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were adequately compensated, (22.5 percent) dlsageed and 

believed that they were not adequately compensated, while 

(18 percent) had no opinion. 

TABLE 2 

RESPONSES REGARDING BEING ADEQUATELY COMPENSATED 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 25 22.5 24.0 24.0 

No Opinion 2 20 18.0 19.2 43.3 

Agree 3 56 50.5 53.8 97.1 

Strongly Agree 4 3 2.7 2.9 100.0 

Strongly Disagree 0 7 6.3 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.356 Median 3.00 Standard Deviation .880 

Variance .775 
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Question one was also crossed-referented to examine how 

ach group was responding to the statement Independently of 

each other. Table three exhibits that (78.7 percent) of the 

business persons felt adequately compensated, while the 

teachers were split fairly evenly with (50 percent) of them 

agreeing with the statement and (47.2 percent) disagreeing 

with the statement. The students remained neutral as (60.7 

percent) of them responded with no opinion. 

TABLE 3 

RESPONSES SEGREGATED BY THE THREE GROUPS BEING 

ADEQUATELY COMPENSATED 

Res pons e Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 8 17.0 14 38.9 3 10.7 

No Opinion 2 4.3 1 2.8 17 60.7 

Agree 34 72.3 18 50.0 4 14.3 

Strongly Agree 3 6.4 0 0.0 0 0.0 

Strongly Disagree 0 0 3 8.3 4 14.3 

Total 47 100.0 36 100.0 28 100.0 
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Question two 
was categorized as a policy statement and 

deals with the concept that paying additional sums of money 

will not improve employee performance or productivity. This 

is a negative statement therefore the responses that 

disagree will actually translate to a positive reply. The 

entire survey population responded in this fashion. A total 

of (48.6 percent) disagreed with the statement while (34.2 

percent) of those polled agreed with the question. The 

majority of the respondents perceived that additional 

remuneration would increase performance. 

TABLE 4 

RESPONSES REGARDING ADDITIONAL REMUNERATION WILL NOT 

INCREASE PERFORMANCE 

Response Value F requency Percent Valid % Cum ! 

Disagree 1 38 34.2 40.0 40.0 

No Opinion 2 19 17.1 20.0 60.0 

Agree 3 32 28.8 33.7 93.7 

Strongly Agree 4 6 5.4 6.3 100.0 

Strongly Disagree 0 16 14.4 Missing 

Total 111 

Mean 2.063 Median 2.00 

100.0 

Standard 

100.0 

Deviation . 998 

Variance .996 
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Table five indicates how the Individual groups 

responded to question two, of whether additional 

remuneration would Increase performance. Almost half of the 

business people, (44.7 percent) disagreed with the question 

which indicates that they perceive that increasing 

compensation will Increase on the job performance. Contrary 

to the expected response (61.2 percent) of the teachers also 

disagreed with the statement which Is directly opposing the 

type of reward system in which teachers are currently 

employed. The students also Indicated that they were In 

agreement as (37 percent) disagreed with the statement, 

while (44 percent) had not formed an opinion on the subject. 

TABLE 5 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING 

ADDITONAL 

REMUNERATION WILL NOT INCREASE PERFORMANCE 

Response Business Teachers Students 

No . Pet. No. Pet. No. Pet. 

Disagree 14 29.8 16 44.5 9 32. 1 

No Opinion 5 10.7 2 5.5 12 42.9 

Agree 17 36 . 1 10 27.8 5 17.9 

Srongly Agree 4 8.5 2 5.5 0 0.0 

Strongly Disagree 7 14.9 6 16.7 2 7 . 1 

Total 47 100.0 36 100.0 28 100.0 
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Question three was formulated to ascertain whether or 

not the respondents really understood what the goals of 

particular organizations were. More than half of the 

total population polled. (55.9 percent) stated that they 

understood the goals of their organizations while (21.6 

percent) admitted that they did not. The third group, 

representing (22.5 percent). Indicated that they had no 

opinion as to the goals of their organization. 

TABLE 6 

RESPONSES REGARDING WHETHER THE GOALS OF THE ORGANIZATION 

ARE CLEARLY DEFINED 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 19 17.1 17.9 17.9 

No Opinion 2 25 22.5 23.6 41.5 

Agree 3 59 53.2 55.7 97.2 

St rongly Agree 4 3 2.7 2.8 100.0 

Strongly Disagree 0 5 4.5 Missing 

Total 1 1 1 100.0 100.0 

Mean 2 . 434 Median 3.00 Standard Deviation .817 

Variance .667 

When the groups were segregated to investigate the 

responses for the individual groups the findings indicated 

that the teachers and business persons were fairly equal in 
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their 
responses. Concerning the knowledge of the goals of 

the organization, (68 percent) of the business people 

Indicated a positive response, and (61 percent) of the 

teachers also agreed with the statement. The students did 

not assume knowledge of their Institutions goals as (63 

percent) had selected "no opinion" as as their response. 

TABLE 7 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING 

WHETHER THE GOALS OF THE ORGANIZATION ARE CLEARLY DEFINED 

Response Business Teachers Students 

No . Pet. N o . Pet. No. Pet . 

Disagree 9 19.2 9 25.0 0 0.0 

No Opinion 5 10.6 2 5.6 18 64 . 3 

Agree 30 63.8 22 61.1 8 28.5 

Strongly Agree 2 4.2 0 0.0 1 3.6 

Strongly Disagree 1 2.2 3 8.3 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

Concerning the knowledge of the goals of the 

Individuals organization the majority of the total group 

agreed, 64.9 percent, they were aware of the goals, while 

14.4 percent disagreed with the statement. 
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TABLE 8 

RESPONSES REGARDING EMPLOYEE KNOWLEDGE OF ORGANIZATIONS 

GOALS 

Response Value Frequency Percent Valid % Cum 7. 

Disagree 1 14 12.6 12.8 12.8 

No Opinion 2 23 20.7 21.1 33.9 

Agree 3 63 56.8 57.8 91.7 

Strongly Agree 4 9 8. 1 8.3 100.0 

Strongly Disagree 0 2 1.8 Missing 

Total 11 1 100.0 100.0 

Mean 2.615 Median 3.00 Standard Deviation .815 

Variance .665 

When the responses of the groups were analyzed 

separately 76.6 percent of the business people agreed that 

they were aware of the goals of their organization, 75 

percent of the teachers also agreed with the statement, and 

64 percent of the students had no opinion. 



TABLE 9 

RESPONSES SEGREGATED BY 

THE GOALS OF THE 

THE THREE GROUPS CONCERNING WHETHER 

ORGANIZATION ARE CLEARLY DEFINED 

Response Business Teache rs Students 

No. Pet. No. Pet. No. Pet. 

Disagree 7 14.9 7 19.4 0 0.0 

No Opinion 4 8.5 1 2.8 18 64.3 

Agree 30 63.8 27 75.0 6 21.4 

Strongly Agree 6 12.8 0 0.0 3 12.7 

Strongly Disagree 0 0.0 1 2.8 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

Question four of the survey questionnaire was 

categorized as a policy statement. The policy group of 

questions will attempt to illustrate the primary purpose of 

this research. 

Teachers, business persons, and students were asked to 

indicate their agreement or disagreement with the statement 

that a "performance based salary structure would attract 

quality young people into the teaching profession." The 

total group overwhelmingly supported the statement as 75.6 

percent of those polled agreed with the concept, while only 

14.4 percent of the respondents polled disagreed. 
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TABLE 10 

RESPONSES regarding whether performance based salary 

INCREASES WOULD ATTRACT QUALITY PEOPLE TO TEACHING 

PROFESSION 

Response Value Freq uency Percent Valid % Cura % 

Disagree 1 1 5 13.5 13.6 13.6 

No Opinion 2 1 1 9.9 10.0 23.6 

Agree 3 45 40.5 40.9 64.5 

Strongly Agree 4 39 35. 1 35.5 100.0 

Strongly Disagree 0 1 . 9 Missing 
-• 

Total 1 1 1 100.0 100.0 

Mean 2.982 Median 3.00 Standard Deviation 1.004 

Variance 1 .009 

When the response patterns of the three separate groups 

were compared, the majority of respondents of all of the 

groups agreed with the statement . This was the first 

question in which the college students had indicated a 

strong opinion. The groups also indicated a strong 

agreement with the performance base salary concept. Table 

11 illustrates the responses of the individuals; note the 

percentage of responses in the strongly agree column. 
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TABLE 11 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

PERFORMANCE BASE SALARY INCREASES WOULD ATTRACT YOUNG PEOPLE 

INTO THE TEACHING PROFESSION 

Response Business Teachers Students 

Pet. No. Pet. No. Pet. 

Disagree 2 4.3 12 33.3 1 3.6 

No Opinion 4 8.5 3 8. 3 4 14.3 

Agr e e 23 48.9 9 25.0 13 46.4 

Strongly Agree 17 36.2 1 2 33.3 10 35.7 

Strongly Disagree 1 2. 1 0 0.0 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

Question six was also classified as a policy statement. 

Analysis of the findings related to the opinions of the 

respondents concerning rewarding all employees with the same 

salary increase regardless of their performance, a situation 

which occurs frequently in the educational field, indicated 

that 82 percent of the total population disagreed with the 

statement. The majority of this group indicated a strong 

disagreement to this practice. Teachers are rewarded in 

this manner each time a new contract is negotiated. 



TABLE 12 

responses regarding whether all employees should receive 

the SAME SALARY INCREASES REGARDLESS OF THEIR PERFORMANCE 

Response 
Value Frequency Percent Valid % Cum 7. 

Disagree \ 
No Opinion 2 

Agree 3 

Strongly Agree 4 

Strongly Disagree 0 

32 

10 

9 

1 

59 

28.8 61.5 61.5 

9.0 19.2 80.0 

8. 1 17.3 98 . 1 

. 9 1 . 9 100.0 

53.2 Missing 

Total 111 

Mean 1.596 Median 1.00 

100.0 100.0 

Standard Deviation .846 

Variance .716 

The responses of the segregated groups also indicated a 

great degree of dissatisfaction concerning rewarding all 

individuals identically regardless of their performance. 

Table 13 will illustrate these opinions. 



TABLE 13 

responses segregated by the three groups concerning whether 

ALL EMPLOYEES SHOULD RECEIVE SAME SALARY INCREASES 

REGARDLESS OF THEIR PERFORMANCE 

Response Business Teachers Students 

No . Pet. No . Pet. No . Pet. 

Disagree 6 12.8 15 41.7 1 1 39.3 

No Opinion 0 0.0 4 11.1 6 21.4 

Agree 0 0.0 6 16.7 3 10.7 

Strongly Agree 0 0.0 1 2.8 0 0.0 

Strongly Disagree 41 87.2 10 27.8 8 28.6 

Total 47 100.0 36 100.0 28 100.0 

A subs tantial maj ority (88.4 percent) of the population 

regarded themselves as being highly motivated individuals. 

Table 14 indicates that almost half of the respondents 

strongly agreed with the statement related to personal 

motivation. 
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TABLE 14 

RESPONSES REGARDING WHETHER INDIVIDUALS REGARDED 

THEMSELVES AS BEING HIGHLY MOTIVATED 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 8 7 . 2 7.4 7.4 

No Opinion 2 2 1.8 1 . 9 9.3 

Agree 3 52 4 6.8 48.1 57.4 

Strongly Agree 4 46 41.4 42.6 100.0 

Strongly Disagree 0 3 2.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 3.259 Median 3.00 Standard Deviation .825 

Variance .680 

Table 15 shows the analysis of the groups on an 

individual basis. This evidence indicates that all of the 

respondents - business people, teachers, and students - 

consider themselves highly motivated people. 
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TABLE 15 

responses segregated by the three groups concerning whether 

individuals regarded themselves as being highly motivated 

Business Teachers Students 

N o . Pet. No • Pet. No • Pet. 

Disagree 1 2.8 1 . 6 6 21.4 

No Opinion 0 0.0 0 0.0 2 7.1 

Agree 26 55.3 15 41.7 1 1 39.3 

Strongly Agree 20 42.6 1 8 50.0 8 28.6 

St rongly Disagree 0 0.0 2 5.6 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

Business professsionals, teachers, and students 

responded rather indifferently when they were asked to 

respond as whether their evaluation process was fair and 

equitable. Half of the total population (50.4 percent) 

agreed that their evaluation process was fair, while (49.6 

percent) of those polled either had no opinion or disagreed 

with the statement. Refer to Table 16. 
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TABLE 16 

responses regarding whether individuals considered their 

EVALAUTION SYSTEM FAIR AND EQUITABLE 

Res ponse Value F requency Percent Valid % Cum % 

Disagree 1 21 18.9 19.4 19.4 

No Opinion 2 31 27.9 28.7 48. 1 

Agree 3 52 46.8 48.1 96.3 

Strongly Agree 4 4 3.6 3.7 100.0 

Strongly Disag r ee 0 3 2.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.361 Median 3.00 Standard Deviation .837 

Variance .700 

Table 17 shows that the teachers and the business 

persons scored almost identically in terms of percentage 

concerning the the equitibility of their evaluation process, 

while the students expressed that they did not have an 

opinion as most were not employed. 
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TABLE 17 

RESPONSES SEGREGATED BY THE THREE CROUPS CONCERNING WHETHER 

INDIVIDUALS CONSIDERED THEIR EVALUATION PROCESS AS BEINC 

FAIR AND EQUITABLE 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Dis agree 9 19. 1 8 22.2 4 14.3 

No Opinion 7 14.9 6 16.7 18 64.3 

Agree 28 59.6 19 52.8 5 17.9 

Strongly Agree 2 4.3 2 5.6 0 0.0 

Strongly Disagree 1 2. 1 1 2.8 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

Question eight was also placed in the policy category 

as it states that an employee's compensation program should 

reflect the results of his evaluation. This represents a 

form of a performance based evaluation process. 

A substantial majority of the total group (75.6 

percent) agreed with the concept of having the results of an 

evaluation determine the amount of compensation a employee 

receives. In the educational field a favorable evaluation 

does not mean being rewarded with additional compensation, 

but rather regardless of the results of their evaluation all 

teachers are rewarded equally. 
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Table 18 indicates that these respondents feel that 

compensation should reflect the results of the evaluation 

process. 

TABLE 18 

RESPONSES REGARDING WHETHER EMPOYEES COMPENSATION SHOULD 

REFLECT THE RESULTS OF THEIR EVALUATION 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 11 9.9 10.5 10.5 

No Opinion 2 10 9.0 9.5 20.0 

Agree 3 52 46.8 49.5 69.5 

Strongly Agree 4 32 28.8 30.5 100.0 

Strongly Disagree 0 6 5.4 Missing 

Total 111 100.0 100.0 

Mean 3.000 Median 3.00 Standard Deviation .909 

Variance .827 

The teachers indicated that they were equally split 

with the idea that their compensation should reflect the 

results of their evaluation. The business people and the 

students were in strong agreement that their compensation 

should reflect the results their evaluations. Table 19 

indicates that the business people and students believed 
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that . performance base reward system could be beneficial 

the educational field. 

t o 

TABLE 19 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

COMPENSATION SHOULD REFLECT THE RESULTS OF THEIR EVALUATIONS 

Response 
Business Teachers Students 

No* Pet. No. Pet. 

Disagree 0 0.0 10 27.8 1 3.6 

No Opinion 2 4.3 3 8.3 5 17.9 

Agree 23 48.9 14 38.9 15 53.6 

Strongly Agree 21 44.7 4 11.1 7 25.0 

Strongly Disagree 1 2 . 1 5 13.9 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

Concerning the concept of whether a salary ceiling 

would stifle an employee’s motivation and productivity, 

almost three-fourths of the total survey population 

indicated that it would. The salary ceiling concept is 

reflected in the educational compensation system of most 

cities and towns of the United States. 
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TABLE 20 

RESPONSES regarding whether a salary ceiling stifles 

MOTIVATION AND PRODUCTIVITY 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 24 21.6 22.0 22.0 

No Opinion 2 6 5.4 5.5 27 . 5 

Agree 3 51 45.9 46.8 74.3 

Strongly Agree 4 28 25.2 25.7 100.0 

Strongly Disagree 0 2 1.8 Missing 

Total 

Mean 2.761 Median 

1 1 1 

3.00 

100.0 

Standard 

100.0 

Deviation 1.071 

Variance 1.146 

The teachers were divided in half by the concept that a 

salary ceiling would stifle an employee's motivation and 

productivity. Business professionals and students 

identified a relationship between salary ceilings providing 

a barrier for motivation and productivity. 
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TABLE 21 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

SALARY CEILING WOULD STIFLE EMPLOYEE MOTIVATION AND 

PRODUCTIVITY 

Response Business Teachers Students 

No. Pet. No. Pet. 

Disagree 4 8.5 15 41.7 5 17.9 

No Opinion 2 4.3 3 8.3 1 3.6 

Agree 20 42.6 16 44.4 15 53.6 

Strongly Agree 21 44.7 2 5.6 5 17.9 

Strongly Disagree 0 0.0 0 0.0 2 7. 1 

Total 47 100.0 36 100.0 28 100.0 

Concerning the statement indicating that their 

supervisor possesses the knowledge and skill necessary to 

evaluate them fairly, the majority of the survey group (56.7 

percent) agreed with the statement. 
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TABLE 22 

RESPONSES REGARDING WHETHER SUPERVISOR HAS THE 

APPROPRIATE skills to evaluate properly 

Response Value F requency Percent Valid % Cum % 

Disagree 1 1 5 13.5 1A. A 1 A . A 

No Opinion 2 26 23. A 25.0 39. A 

Agree 3 51 A 5. 9 A 9.0 88.5 

Strongly Agree A 12 10.8 11.5 100.0 

Strongly Disagree 0 7 6.3 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.577 Median 3.00 Standard Deviation .878 

Variance .771 

The teachers exhibited a negative reaction to the 

statement that their supervisor possessed the knowledge and 

skill to evaluate them fairly. The business people were 

fairly confident in their supervisor's evaluation skills, 

while the students had no experience upon which to make a 

decision. 
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TABLE 23 

responses segregated by the three groups concerning whether 

their supervisor has the appropriate skill to evaluate 

PROPERLY 

Response 
Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 0 0.0 12 33.3 3 10.7 

No Opinion 6 12.8 3 8.3 1 7 60.7 

Agree 33 70.2 13 36. 1 5 17.9 

Strongly Agree 7 14.9 3 8.3 2 7 . 1 

Strongly Disagree 1 2. 1 5 13.9 1 3.6 

Total 47 100.0 36 100.0 28 100.0 
I 

I 

I 

There was no majority response to the question of the 

amount of time spent a supervisor spent with the employee in 

terms of a proper and fair evaluation. Table 24 illustrates 

the wide range of responses. 
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TABLE 24 

responses regarding the amount of time supervisor spends 

IS ADEQUATE FOR A FAIR EVALUATION 

Response Value Frequency Percent Valid % Cum 7. 

Disagree 1 18 16.2 17.8 17.8 

No Opinion 2 28 25.2 27.7 45.5 

Agree 3 45 40.5 4 4.6 90.1 

Strongly Agree 4 10 9.0 9.9 100.0 

Strongly Disagree 0 9 8.1 Missing 

Total 1 1 1 100.0 100.0 

Mean 2. 465 Median 3.00 Standard Deviation . 901 

Variance .811 

The analysis of the responses when segregated by the 

individual groups indicates that the business sector 

possessed more confidence in the evaluation skills of their 

supervisors (70.2 percent agreed to the statement, as 

compared to 48.6 percent of the teachers agreeing to the 

statement). Refer to Table 25. 
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TABLE 25 

responses segregated by the three groups concerning whether 

THE TIME SUPERVISOR SPENDS IS ADEQUATE FOR A PAIR EVALUATION 

Response Business Teachers Students 

No . Pet. No. Pet . No. Pet. 

Disagree 3 6.4 11 31.4 4 14.3 

No Opinion 10 21.3 1 2.9 1 7 60.7 

Agree 26 55.3 16 45. 7 3 10.7 

Strongly Agree 7 14.9 1 2.9 2 7.1 

Strongly Disagree 1 2.1 6 17.1 2 7.1 

Total 47 100.0 36 100.0 28 100.0 

Regarding the concept that an employee's salary 

increases should be based on their performance the 

significant majority (81.9 percent) of the total population 

surveyed agreed with the statement. 

This statement concerning salary increases being based 

on an individual's performance was also classified in the 

policy category as it directly relates to the concept of a 

performance based reward system. Table 26 reveals the 

analysis of the opinions of the respondents. 
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TABLE 26 

RESPONSES REGARDING WHETHER EMPLOYEE'S SALARY INCREASES 

SHOULD BE BASED ON PERFORMANCE 

Response Value F requency Percent Valid % Cum % 

Dis agree 1 10 9.0 9.3 9.3 

No Opinion 2 6 5.4 5.6 15.0 

Agree 3 46 41.4 43.0 57.9 

Strongly Agree 4 45 40.5 42. 1 100.0 

Strongly Disag r ee 0 3 2.7 Missing 

Total 

Mean 3.178 Median 

1 1 1 

3.00 

100.0 

Standard 

100.0 

Deviation .909 

Variance .827 

The responses of the three separate groups also 

indicate that salary increases should be based on the 

performance of the individual. Table 27 illustrates that 

the positive responses were from the total population and 

not from one particular group. 
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TABLE 27 

responses segregated by the three groups concerns whether 

SALARY INCREASES SHOULD BE BASED ON PERFORMANCE 

Response Business Teachers Students 

No. Pet . No. Pet. No. Pet. 

Disagree 1 2 . 1 8 22.2 1 3.7 

No Opinion 0 0.0 3 8.3 3 11.1 

Agree 18 38.3 1 7 47.2 11 40.7 

Strongly Agree 28 59.6 6 16.7 11 40.7 

Strongly Disagree 1 2 . 1 2 5.6 1 3.7 

Total 47 100.0 36 100.0 28 100.0 

Analysis of the findings pertaining to being fairly 

compensated in terms of job satisfaction indicates that an 

overwhelming majority (93.6 percent) of those polled agree 

with the concept. This idea indicates that individuals 

believe that compensation is an important issue in job 

satisfaction. Refer to Table 28. 
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TABLE 28 

responses regarding whether being fairly compensated for 

your work is important factor in job satisfaction 

Response Value F requency Percent Valid % Cum % 

Disagree 1 0 0.0 0.0 0.0 

No Opinion 2 4 3.6 3.7 3.7 

Agree 3 50 45.0 46.3 50.0 

Strongly Agree 4 54 48.6 50.0 100.0 

Strongly Disagree 0 3 2.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 3.463 Median 3.50 Standard Deviation .571 

Variance .326 

The individual groups also responded similarly to the 

issue of being fairly compensated in terms of job 

satisfaction. A significant majority of all of the 

individual groups were in agreement with the concept. 
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TABLE 29 

responses segregated by the three groups concerning whether 

being fairly compensated for your work is important factor 

OF JOB SATISFACTION 

Response Business Teachers Students 

No. Pet. No . Pet. No . Pet. 

Disagree 0 0.0 0 0.0 0 0.0 

No Opinion 1 2 . 1 0 0.0 3 10.7 

Agree 12 25.6 25 69.4 13 4 6.4 

Strongly Agree 34 72.3 9 25.0 11 39.3 

Strongly Disagree 0 0.0 2 5.6 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

The total group of respondents was asked to determine 

whether or not salary and benefits should be an important 

factor when deciding a career path. An overwhelming 

majority (82 percent) of those polled stated that salary and 

benefits were indeed a factor when choosing a career. Refer 

to Table 30. 
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TABLE 30 

Responses REGARDING WHETHER SALARY AND BENEFITS ARE 

IMPORTANT FACTORS WHEN DECIDING CAREER OBJECTIVES 

Response Value F requency Percent Valid % Cum % 

Disagree 1 10 9.0 9.2 9.2 

No Opinion 2 8 7.2 7.3 16.5 

Agree 3 64 57.7 58.7 75.2 

Strongly Agree 4 27 24.3 24.8 100.0 

Strongly Disagree 0 2 1.8 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.991 Median 3.00 St anda rd Deviation .833 

Variance .694 

Regarding the same question concerning the irapo rtance 

of salary and benefits in determing a career path , analysis 

of the findings of the three separate groups indicate that 

all of the respondents are in agreement. Refer to Table 31. 
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TABLE 31 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

SALARY AND BENEFITS ARE IMPORTANT FACTORS WHEN CHOOSING A 

CAREER 

Response Business Teachers Students 

No. Pet . No. Pet. No. Pet. 

Disagree 2 4.3 7 19.4 1 3.6 

No Opinion 3 6.4 3 8.3 2 7 . 1 

Agree 29 61.6 19 52.8 16 57 . 1 

Strongly Agree 13 27.7 6 16. 7 8 28.6 

Strongly Disagree 0 0.0 1 2.8 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

Question fifteen was categorized as a policy statement 

because it reveals perceptions and opinions of the total 

survey group relating to the effects of a performance based 

reward system. This question was worded to give a positive 

score to the answers that were in disagreement to the 

statement. 

The respondents were asked to give their opinions 

concerning the effects of giving salary increases based on 

performance. Almost three-fourths of those polled (72.9 

percent) disagreed with the statement that performance based 
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salary increases caused 

Table 32 indicates thos 

morale problems among employees, 

e responses . 

TABLE 32 

RESPONSES regarding whether salary increases based on 

performance cause low morale among employees 

Response Value F requency Percent Valid % Cum % 

Disagree 1 37 33.3 55.2 55.2 

No Opinion 2 1 7 15.3 25.4 80.6 

Agree 3 10 9.0 14.9 95.5 

Strongly Agree 4 3 2.7 4.5 100.0 

Strongly Disagree 0 44 39.6 Missing 

Total 

Mean 1.687 

11 1 

Median 1.00 

100.0 

Standard 

100.0 

Deviation .891 

Variance 794 

The three responding groups - business people, 

teachers, and students - indicated their disagreement almost 

uniformly to the statement that performance based salary 

increases cause low morale among employees. 
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TABLE 33 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

PERFORMANCE BASED SALARY INCREASES CAUSE LOW MORALE AMONG 

EMPLOYEES 

Response Business Teachers Student s 

No. Pet. No. Pet. No. Pet. 

Disagree 16 34.0 1 1 30.6 10 35.7 

No Opinion 2 4.3 7 19.4 8 28.6 

Agr e e 0 0.0 7 19.4 3 10.7 

Strongly Agree 1 2. 1 2 5.6 0 0.0 

Strongly Disagree 28 59.6 9 25.0 7 25.0 

Total 47 100.0 36 100.0 28 100.0 

Question sixteen was a policy question which exhibits 

the current reward system used in education. Analysis of 

the responses concerned applying the same salary increases 

to all employees despite their performance level would cause 

employees to lose motivation and become stagnant reveals 

that the majority of the survey group (66.6 percent) agreed 

with the statement. Refer to Table 34. 
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TABLE 34 

RESPONSES REGARDING WHETHER THE SAME SALARY INCREASES 

DESPITE PERFORMANCE WOULD CAUSE LOW MOTIVATION AND 

STAGNATION 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 16 14.4 15.8 15.8 

No Opinion 2 1 1 9.9 10.9 26.7 

Agree 3 40 36.0 39.6 66.3 

Strongly Agree 4 34 30.6 33.7 100.0 

Strongly Disagr e e 0 7 6.3 Miss ing 

Total 1 1 1 100.0 100.0 

Mean 2.911 Median 3.00 Standard Deviation 1.040 

Variance 1.082 

The business people and the students were in agreement 

with the concept that the same salary increases given to all 

employees despite their performance would cause low 

motivation and stagnation. Teachers were divided on the 

issue as 47.3 percent agreed with the statement and 33.4 

percent disagreed. Table 35 illustrates the findings. 
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TABLE 35 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

THE SAME SALARY INCREASES DESPITE PERFORMANCE WOULD CAUSE 

LOW EMPLOYEE MOTIVATION 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 2 4.3 10 27.8 4 16.0 

No Opinion 1 2. 1 7 19.4 3 12.0 

Agree 19 40.4 1 1 30.6 10 .40.0 

Strongly Agree 21 44.7 6 16.7 7 28.0 

Strongly Disagree 4 8.5 2 5.6 1 4.0 

Total 47 100.0 36 100.0 28 100.0 

The majority o f those polled (65. 7 percent ) agreed that 

the supervisor's knowledge and expertise was more important 

than the type of evaluation system which is employed. Table 

36 exhibits these results. 
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TABLE 36 

RESPONSES REGARDING THAT 

EVALUATION PROCESS IS MORE 

THE SUPERVISOR’S SKILL IN THE 

IMPORTANT THAN THE INSTRUMENT 

USED 

Response Value F requency Percent Valid % Cum % 

Disagree 1 16 14.4 14.7 14.7 

No Opinion 2 20 18.0 18.3 33.0 

Agree 3 53 47.7 48.6 81.7 

S t rongly Agree 4 20 18.0 18.3 100.0 

St rongly Disagree 0 2 1.8 Missing 

Total 111 100.0 100.0 

Mean 2 . 706 Median 3.00 Standard Deviation .936 

Variance .876 

The breakdown o f the responses by their individual 

groups also indicates a uniformity of agreement with the 

concept that the supervisor's expertise of the evaluation 

process is more crucial than the actual instrument which is 

utilized. 
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TABLE 37 

responses segregated by the three groups concerning whether 

SUPERVISOR'S EVALUATION SKILLS ARE MORE IMPORTANT THAN THE 

INSTRUMENT USED 

Response Business 
Teachers Students 

No. Pet. No. Pet. No . Pet . 

Disagree 5 10.6 7 19.4 4 14.3 

No Opinion 7 14.9 4 11.1 9 32.1 

Agree 26 55.3 1 7 47.2 10 35.7 

Strongly Agree 9 19.1 8 22.2 3 10.7 

Strongly Disagree 0 0.0 0 0.0 2 7. 1 

Total 47 100.0 36 100.0 28 100.0 

The respondents were asked their opinions concerning 

the aspect of job security when considering a career goal. 

A significant majority of those polled (81.1 percent) 

indicated that job security was a very important issue when 

considering a career objective. Table 38 illustrates these 

responses . 
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TABLE 38 

responses regarding the importance of job security when 

CONSIDERING CAREER OBJECTIVE 

Response Value Frequency Percent Valid % Cum 7, 

Disagree 1 6 5.4 5.6 5.6 

No Opinion 2 12 10.8 11.1 16.7 

Agree 3 61 55.0 56.5 73.1 

Strongly Agree 4 29 26. 1 26.9 100.0 

Strongly Disagree 0 2 1 . 8 Missing 

Total 1 11 100.0 100.0 

Mean 3.046 Median 3.00 Standard Deviation .778 

Variance .605 

The three groups when analyzed separately exhibited 

similar responses of agreement in all categories concerning 

the importance of job security when considering a career. 

More than three-fourths of the business people, teachers, 

and students agreed with the concept of job security. The 

teachers and students indicated a slightly greater need for 

job security than the business people. Table 39 reveals the 

findings . 
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TABLE 39 

responses segregated by the three groups concerns the 

importance of job security when considering a career 

OBJECTIVE 

Response Business 

No 

Teachers Students 

No • Pet. • Pet. No. Pet. 

Disagree 5 10.9 1 2.8 0 0.0 

No Opinion 4 8. 7 5 13.9 3 10.7 

Agree 30 65 . 2 1 7 47.2 14 50.0 

Strongly Agree 6 13.0 13 36 . 1 10 35.7 

Strongly Disagree 1 2.2 0 0.0 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

When the responses concerning being recognized and 

rewarded for job performance as an important criterion for a 

career choice were analyzed, the findings reveal that the 

majority of the respondents (83.8 percent) agreed with the 

concept. The respondents overwhelmingly agreed that being 

recognized and compensated for a job well done is essential 

to a sucessful career decision. 

102 



TABLE 40 

responses regarding being recognized and compensated for 

JOB PERFORMANCE AN IMPORTANT CRITERION WHEN 

CONSIDERING CAREER OBJECTIVE 

Response Value F requency Percent Valid % Cum % 

Disagree 1 8 7.2 7.3 7.3 

No Opinion 2 9 8.1 8.2 15.5 

Agree 3 65 58.6 59.1 74.5 

Strongly Agree 4 28 25.2 25.5 100.0 

Strongly Disag ree 0 1 .9 Missing 

Total 

Mean 3.027 

111 

Median 3.00 

100.0 

Standard 

100.0 

Deviation .795 

When the 

Variance .632 

responses of the three individual groups were 

compared , the finding s were almos t identical in terms of 

percentage in all of the response categories . All of the 

respondents, segregated by the groups, agreed that being 

recognized and compensated for job performance is very 

important when considering a career. Refer to Table 41 to 

review the response patterns. 
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TABLE 41 

RESPONSES SEGREGATED BY THE THREE GROUPS CONCERNING WHETHER 

BEING RECOGNIZED AND COMPENSATED FOR JOB PERFORMANCE IS AN 

IMPORTANT CRITERION WHEN CONSIDERING A CAREER 

Response Business Teachers Students 

No. Pet. No • Pet . N o • Pet. 

Disagree 2 4.3 6 16.7 0 0.0 

No Opinion 3 6.4 2 5.6 4 14.3 

Agree 28 59.6 22 61.1 15 53.6 

Strongly Agree 14 29.8 6 16.7 8 28.6 

Strongly Disagree 0 0.0 0 0.0 1 3.6 

Total 47 100.0 36 100.0 28 100.0 

Regarding the importance of the evaluation instument, 

the majority of the survey group (65.8 percent) determined 

that it was not the most important factor of the evaluation 

process. This response is consistant with the findings of a 

previous question in which the respondents agreed that the 

skills of the supervisor were the most important factor of 

the evaluation process. 
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TABLE 42 

responses Regarding that the evaluation instrument is the 

most important factor of the evaluation process 

Response Value F requency Percent Valid % Cum % 

Disagree 1 60 54.1 61.2 61.2 

No Opinion 2 22 19.8 22.4 83.7 

Agree 3 16 14.4 16.3 100.0 

Strongly Agree 4 0.0 0.0 0.0 0.0 

Strongly Disagree 0 13 11.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 1.551 Median 1.00 Standard Deviation . 761 

Variance .580 

Business people and teachers placed their confidence in 

the supervisor and not the evaluation instrument as the 

majority of the individual groups disagreed with the idea 

that the evaluation instrument is the most important factor 

of the evaluation process. The students generally agreed, 

but a large segment of their respondents chose a no opinion 

response to the statement. Refer to Table 43 for the 

analysis of the findings for the three segregated groups. 
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TABLE A3 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING THE 

IMPORTANCE OF THE EVALUATION INSTRUMENT AS BEINC MOST 

IMPORTANT IN THE EVALUATION PROCESS 

Response Business Teachers Students 

Pct* No. Pet. No. 

Disagree 26 55.3 26 72.2 8 28.6 

No Opinion 8 17.0 2 5.6 12 42.9 

Agree 6 12.8 5 13.9 5 .17.8 

Strongly Agree 0 0.0 0 0.0 0 0.0 

Strongly Disagree 7 14.9 3 8.3 3 10.7 

Total 47 100.0 36 100.0 28 100.0 

Question twenty one relates to the type of compensation 

system that the educational system incorporated years ago 

and is still utilizing today. The survey population was 

asked to respond to the concept that salary increases should 

be based solely upon the length of the employees service to 

the organization. A significant majority (84.6 percent) of 

the survey group disagreed with the statement. Table 44 

illustrates the findings. 
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TABLE 44 

RESPONSES REGARDING THAT SALARY INCREASES ARE BASED SOLEY 

ON LENGTH OF SERVICE TO ORGANIZATION 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 51 45.9 75.0 75.0 

No Opinion 2 9 8. 1 13.2 88.2 

Agree 3 7 6.3 10.3 98.5 

Strongly Agree 4 1 . 9 1.5 100.0 

Strongly Disagr e e 0 43 38.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 1.382 Median 1.00 Standard Deviation .734 

Variance .538 

The large majority of all the separate groups polled 

also maintained a unified disagreement to the idea that 

employees should be awarded salary increases solely on the 

basis of length of service to an organization. Almost the 

entire group of business people (97.8 percent), a great 

majority of teachers (80.5 percent), and a large majority of 

students (67.8 percent), all disagreed with the concept of 

rewarding employees on the basis of length of service, and 

yet, this practice is still utililized in education today. 

Table 45 shows the results. 
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TABLE 45 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING THE 

CONCEPT THAT SALARY INCREASES SHOULD BE BASED SOLEY UPON THE 

LENGTH OF SERVICE TO AN ORGANIZATION 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 22 46.8 2 1 58.3 8 28.6 

No Opinion 1 2. 1 1 2.8 7 25.0 

Agree 0 0.0 5 13.9 2 7 . 1 

Strongly Agree 0 0.0 1 2.8 0 0.0 

Strongly Disagree 24 51.1 8 22.2 1 1 39.3 

Total 47 100.0 36 100.0 28 100.0 

Statement twenty three concerning the idea that being 

fairly compensated for your effort on the job increases 

motivation was classified as a policy statement. 

Analysis of the findings pertaining to the concept that 

being fairly rewarded for effort on the job indicates that 

there was almost total agreement for the positive 

reinforcement method. The total population indicated 

agreement (93.4 percent) that employees should be rewarded 

for a job well done. They also agreed that positive 

reinforcement will continue to motivate employees and 
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maintain a high level of enthusiasm. The concept of fair 

and equitable reward systems will Increase on the job effort 

and employee motivation. 

TABLE 46 

RESPONSES REGARDING BEING FAIRLY COMPENSATED FOR EFFORT 

ON JOB WILL INCREASE MOTIVATION 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 1 . 9 . 9 . 9 

No Opinion 2 5 4.5 4.5 . 5.5 

Agree 3 56 50.5 50.9 56.4 

Strongly Agree 4 48 43.2 43.6 100.0 

Strongly Disagr e e 0 1 9 Missing 

Total 111 100.0 100.0 

Mean 3.373 Median 3.00 Standard Deviation .619 

Variance .383 

The three groups when analyzed separately also agreed 

almost totally with the concept of being rewarded for on the 

job effort and performance. This statement received the 

most positive response from business and the student groups 

as no one from that population disagreed with the statement. 
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TABLE 47 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING THE 

CONCEPT THAT BEING FAIRLY COMPENSATED FOR ON THE JOB EFFORT 

INCREASES MOTIVATION 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 0 0.0 1 2.8 0 0.0 

No Opinion 0 0.0 1 2.8 4 14.8 

Agr e e 23 48.9 22 61.1 1 1 40.7 

Strongly Agree 24 51.1 12 33.3 12 44.4 

Strongly Disagree 0 0.0 0 0.0 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

The total group response concerning the fairness of 

their evaluation process was very mixed. A total of 45.9 

percent of the population agreed that they felt their 

evaluation process is fair, while 33.3 percent had no 

opinion, and 20.7 percent perceived their evaluation process 

as unfair. There was no clear majority across the entire 

survey population concerning the fairness of their 

particular evaluation process. See Table 48 
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TABLE 48 

RESPONSES REGARDING THE EVALUATION PROCESS AS BEING FAIR 

AND EQUITABLE 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 19 17. 1 17.8 17.8 

No Opinion 2 37 33.3 34.6 52.3 

Agree 3 47 42.3 43.9 96.3 

Strongly Agree 4 4 3.6 43.6 100.0 

Strongly Disag r e e 0 4 3.6 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.336 Median 2.00 Standard Deviation .812 

Variance 659 

When the findings were analyzed by group concerning the 

fairness of the evaluation process used in their own 

particular field, the teachers displayed the most varied 

responses. A slight majority of teachers 52.8 percent 

perceived the evaluation process as being fair, another 33.4 

percent felt the system unfair, while 13.9 percent had no 

opinion. The majority of the business group 59.6 percent 

thought their evaluation system was fair, another 17.0 

percent believed the system was unfair, while the remaining 

23.4 percent had no opinion. 



TABLE 49 

RESPONSES SEGREGATED BY THE THREE GROUPS 
REGARDING THE 

EVALUATION PROCESS BEING FAIR AND EQUITABLE 

Response Business 
Teachers Students 

No . Pet . No. Pet. No. Pet. 

Disagree 8 17.0 10 27.8 1 3.6 

No Opinion 11 23.4 5 13.9 21 75.( 

Agree 25 53.2 18 50.0 4 14.' 

Strongly Agree 3 6.4 1 2.8 0 0.( 

Strongly Disagree 0 0.0 2 5.6 2 7 . ] 

Total 47 100.0 36 100.0 28 100.0 

The total group indicated a majority of disagreement 

(54.0 percent) in response to the statement that the number 

of college degrees that a person possesses should have a 

strong infuence on the salary that person receives. The 

remaining minority group (36.0 percent) agreed with the 

statement, while the remaining ten percent had no opinion. 

The educational reward system is one of the few systems 

which still reward its employees solely on the basis of 

earned degrees. Refer to Table 50 for the findings. 
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TABLE 50 

RESPONSES REGARDING THE AMOUNT OF COLLEGE DEGREES 

INFLUENCING THE AMOUNT OF SALARY A PERSON RECEIVES 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 42 37.8 45.2 45.2 

No Opinion 2 11 9.9 11.8 57.0 

Agree 3 34 30.6 36.6 93.5 

St rongly Agree 4 6 5.4 6.5 100.0 

Strongly Disagree 0 18 16.2 Missing 

Total 11 1 100.0 100.0 

Mean 2. 043 Median 2.00 Standard Deviation 1.042 

Variance 1.085 

The analysis of the findings, segregated by group 9 

indicate that the teachers and the students responded in a 

similar manner to the question of the amount of degrees a 

person possesses having a strong influence on the amount of 

salary a person recieves. Table 51 indicates that 47.2 

percent of the teachers polled and 50.0 percent of the 

students agreed with the concept of college degrees having a 

direct relationship to the salary a person receives. The 

business group strongly discarded this concept as 72.3 

percent disagreed with the statement. 
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TABLE 51 

RESPONSES SEGREGATED BY THE THREE GROUPS RECARDING THE 

AMOUNT OF COLLEGE DEGREES INFLUENCING THE AMOUNT OF SALARY A 

PERSON RECIEVES 

Response Business Teachers Students 

No. Pet. No. Pet . No. Pet. 

Disagree 25 53.2 10 27.8 7 25.0 

No Opinion 4 8.5 5 13.9 2 7. 1 

Agree 6 12.8 16 44.4 12 42.9 

Strongly Agree 3 6.4 1 2.8 2 7 . 1 

Strongly Disagree 9 19.1 4 11.1 5 17.9 

Total 47 100.0 36 100.0 28 100.0 

Question twenty five was categorized as a policy 

statement, as it describes the manner in which the 

performance reward system operates. 

A great majority of the total population (82.0 percent) 

agreed with the concept of giving employees performance wage 

increases to those who perform their jobs well. Table 52 

indicates people agree with the performance base salary 

concept. Table 52 illustrates the results. 



TABLE 52 

responses regarding THAT performance wage increases be 

given to employees that perform THEIR jobs hell 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 1 1 9.9 10.0 10.0 

No Opinion 2 8 7.2 7 . 3 17.3 

Agree 3 59 53.2 53.6 70.9 

Strongly Agree 4 32 28.8 29 . 1 100.0 

Strongly Disagree 0 1 . 9 Missing 

Total 1 1 1 100.0 100.0 

Mean 3.018 Median 3.00 S tandard Deviation .878 

Variance ,770 

The findings of the segregated groups were very similar 

to that of the total population. The business people, 

teachers, and the students were all in strong agreement that 

performance wage increases should be awarded to those that 

perform their jobs well. The teacher group responded quite 

strongly as two-thirds of the total group agreed with the 

concept of being reward for positive on job performance. 

Currently teachers are rewarded equally regardless of their 

job performance. Refer to Table 53. 
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TABLE 53 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING 

PERFORMANCE WAGE INCREASES BE GIVEN TO EMPLOYEES WHO DO 

THEIR JOBS WELL 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 0 0.0 10 27.8 1 3.7 

No Opinion 1 2 . 1 2 5.6 5 18.5 

Agree 28 59.6 17 47.2 14 5 1.9 

Strongly Agree 18 38.3 7 19.4 7 25.9 

Strongly Disagree 0 0.0 0 0.0 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

Question twenty six was classifed as a policy statement 

because it deals with recognition and rewards influencing 

productivity. 

The great majority of the survey group agreed that 

individual recognition caused employees to be more 

productive. A very large segment (87.4 percent) of the 

respondents emphasized the importance of the relationship 

between positive reinforcement and increased productivity. 

Table 54 reinforces this concept. 
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TABLE 54 

RESPONSES REGARDING INDIVIDUAL RECOGNITION FOR ABOVE 

AVERAGE PERFORMANCE INFLUENCES EMPLOYEE PRODUCTIVITY 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 4 3.6 3.7 3.7 

No Opinion 2 8 7.2 7.3 11.0 

Agree 3 63 56.8 57.8 68.8 

Strongly Agree 4 34 30.6 3 1.2 100.0 

Strongly Disagr ee 0 2 1.8 Missing 

Total 1 1 1 100.0 100.0 

Mean 3.165 Median 3.00 Standard Deviation . 7 14 

Variance 510 

There was a large amount of agreement among the three 

groups concerning the issue of the relationship between 

recognition and productivity. Table 55 reflects the large 

amount of agreement among the separate groups as 95.7 

percent of the business people, 86.1 percent of the 

teachers, and 77 percent of the students all believed that 

individual recognition had a direct positive influence on 

productivity. Table 55 shows the results. 
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TABLE 55 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING 

INDIVIDUAL RECOGNITION POR ABOVE AVERAGE PERFORMANCE 

INFLUENCES EMPLOYEE PRODUCTIVITY 

Response 
Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 1 2 . 1 2 5.6 1 3.7 

No Opinion 1 2.1 2 5.6 5 18.5 

Agree 27 57.4 25 69.4 1 1 40.7 

Strongly Agree 18 38.4 6 16.6 10 37 . 1 

Strongly Disagree 0 0.0 1 2.8 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

Regarding the premise that most employees strive to do 

their best when working at their particular jobs, the 

majority of the respondents (54.0 percent) agreed with the 

statement. There was a large group of respondents (31.0 

percent) that disagreed with the concept that most employees 

always strive to do their job to the best of their ability. 

Table 56 illustrates the findings. 
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TABLE 56 

RESPONSES REGARDING EMPLOYEES ALWAYS DOING THEIR JOB TO 

THE BEST OF THEIR ABILITY 

Response Value Frequency Percent Valid % Cum % 

Disagree I 30 27.0 28.6 28.6 

No Opinion 2 15 13.5 14.3 42.9 

Agree 3 52 46.8 49.5 92.4 

Strongly Agree 4 8 7.2 7.6 100.0 

Strongly Disagr e e 0 6 4.5 Missing 

Total 1 11 100.0 100.0 

Mean 2. 362 Median 3.00 St andard Deviation . 982 

Variance 964 

Table 57 indicates that there was a great deal of 

difference between the responses of the business people and 

the teachers. More than two-thirds of the teachers (67.7 

percent) believed that most people do strive to perform 

their jobs to the best of their ability, while a little more 

than half (55.3 percent) of the business people agreed with 

the idea. The students were generally mixed as to their 

perceptions concerning the work, ethic of most employees. 
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TABLE 57 

responses segregated by the three groups regarding always 

doing their jobs to the best of their ability 

Response Business Teache rs Students 

No* Pet. No. Pet. No. Pet. 

Disagree 15 31 .9 

No Opinion 5 10.6 

Agree 23 48.9 

Strongly Agree 3 6.4 

Strongly Disagree 1 2.1 

Total 47 100.0 

7 19.4 8 29.6 

2 5.6 8 29.6 

22 61.1 7 25.9 

2 5.6 3 11.1 

3 8.3 1 3.7 

36 100.0 28 100.0 

Regarding the statement that "the indifference of 

supervisors can bruise an employees feelings," a vast 

majority of those polled (90.1 percent) agreed with the 

statement. The respondents placed a great deal of 

responsibility with the supervisor regarding their well 

being. Previously it was the perception of the respondents 

that the supervisor’s skill was more important than the 

evaluation instrument. 
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TABLE 58 

RESPONSES REGARDING THE INDIFFERENCE OF SUPERVISORS 

BRUISING EMPLOYEE FEELINGS 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 4 3.6 3.7 3.7 

No Opinion 2 5 4.5 4.6 8.3 

Agree 3 68 61.3 62.4 70.6 

Strongly Agree 4 32 28.8 29.4 100.0 

Strongly Disagree 0 2 1 . 8 Missing 

Total 1 1 1 100.0 100.0 

Mean 3. 174 Median 3.00 S tandard Deviation .678 

Variance 460 

The responses of the three separate groups also 

concurred with that of the total population . Table 59 

tabulates the findings to reveal that 95.8 percent of the 

business people, 86.1 percent of the teachers, and 88. 9 

percent of the students agree that the lack of attention and 

the indifference of supervisors can have a detrimental 

effect upon employee feelings, which could lead to low 

morale and a reduction in productivity. Refer to Table 59 

for the findings . 
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TABLE 59 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING THE 

INDIFFERENCE OF SUPERVISORS BRUISING EMPLOYEE FEELINGS 

P0nse Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 1 1. 7 3 8.3 0 0.0 

No Opinion 0 0.0 2 5.6 3 11.1 

Agree 32 68. 1 2 1 58.3 15 55.6 

Strongly Agree 13 27 . 7 10 27.8 9 3 3.3 

Strongly Disagree 1 2. 1 0 0.0 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

The concern of job security being an important 

employment issue was asked of the survey respondents. The 

total research group agreed overwhelmingly (87.4 percent) 

that the issue of job security was very important. There 

were more respondents that did not have an opinion (6.3 

percent) than those that disagreed with the statement (5.4 

percent). The perception of the research group indicated 

that being comfortable on the job without fear of layoffs or 

reduction in force was a major factor when seeking 

employment. Refer to Table 60. 
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TABLE 60 

RESPONSES REGARDING THE IMPORTANCE OF JOB SECURITY FOR 

EMPLOYEES 

Re s pons e Value Frequency Percent Valid % Cum % 

Dis agree 1 5 4.5 4.6 4.6 

No Opinion 2 7 6.3 6.4 11.0 

Agr e e 3 69 62.2 63.3 74.3 

Strongly Agree 4 28 25.2 25.7 100.0 

Strongly Disagr e e 0 2 1.8 Missing 

Total 

Mean 3.101 Medi 

1 1 1 

an 3.00 

100.0 

Standard 

100.0 

Deviation .706 

Variance 499 

The segregated responses of the three separate groups 

also revealed similar results as each group agreed strongly 

to the statement that the issue of job security was a very 

important issue in terms of a career choice. The student 

group displayed the need for the highest degree of security 

as 92.6 percent of the group agreed with the need for 

security, the teachers were the next group with 88.9 percent 

agreeing with the statement, and the business people were 

the risk, takers with 85.1 percent of their group agreeing 

that job security was important. 
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TABLE 61 

responses segregated by the three groups regarding the 

IMPORTANCE OF JOB SECURITY FOR EMPLOYEES 

Response Business Teachers Students 

No . Pet. No . Pet. No. Pet. 

Disagree 4 8.5 1 2.8 0 0.0 

No Opinion 3 6.4 2 5.6 2 7.4 

Agree 33 70.2 20 55.6 16 59.3 

Strongly Agree 7 14.9 12 33.3 9 33.3 

Strongly Disagree 0 0.0 1 2.8 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

The next statement was categorized as a policy 

statement because it deals with the issue of whether or not 

incentive bonuses would increase employee performance. 

More than three-quarters of the total survey population 

polled (77.5 percent) agreed with with the concept that 

incentive bonuses would increase on the job employee 

performance. Only 9.9 percent of the respondents disagreed 

with the statement and 11.7 percent of those polled replied 

as having no opinion. Table 62 reveals the findings. 
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TABLE 62 

RESPONSES REGARDING WHETHER INCENTIVE BONUSES WOULD 

INCREASE EMPLOYEE PERFORMANCE 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 1 1 9.9 10.0 10.0 

No Opinion 2 13 11.7 11.8 21.8 

Agree 3 64 57.7 58.2 80.0 

Strongly Agree 4 22 19.8 20.0 100.0 

Strongly Disag r e e 0 1 . 9 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.882 Median 3.00 St andard Deviation . 843 

Variance .711 

Analysis of the segregated responses of the three 

groups indicate that all of the groups agreed with the 

concept of incentive bonuses increasing employee 

performance, but in varying degrees. The business 

repondents overwhelmingly supported the concept with 89.A 

percent agreeing with the statement, while almost three- 

quarters of the students (74.0 percent) perceived incentive 

bonuses as a method of improving performance and two-thirds 

of the teachers (66.6 percent) agreeing with the concept. 

Refer to Table 63 for the results. 
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TABLE 63 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING WHETHER 

INCENTIVE BONUSES WOULD INCREASE EMPLOYEE PERFORMANCE 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 2 4. 3 8 22.2 1 3.7 

No Opinion 3 6.4 4 11.1 6 22.2 

Agree 35 74.5 17 47.2 12 44.4 

Strongly Agree 7 14.9 7 19.4 8 29.6 

Strongly Disagree 0 0.0 0 0.0 0 0.0 

Total 47 100.0 36 100.0 28 100.0 

Statement thirty one was also categorized as a policy 

statement in a negative sense in that it states that paying 

all employees the same salary and rewarding them identically 

with the same performance increases would create problems 

related to motivation and morale. 

The majority of the total survey group (68.4 percent) 

agreed that rewarding all employees equally for varying 

amounts and quality of work would create motivation and 

morale problems. Table 64 illustrates the results. 
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TABLE 64 

responses regarding whether paying and rewarding all 

employees equally would cause motivation and morale 

PROBLEMS 

Response Value F requency Percent Valid % Cum % 

Disagree 1 13 11.7 12.4 12.4 

No Opinion 2 16 14.4 15.2 27.6 

Agree 3 46 41.4 43.8 71.4 

Strongly Agree 4 30 27.0 28.6 100.0 

Strongly Disag ree 0 6 5.4 Missing 

Total 

Mean 2.886 

11 1 

Median 3.00 

100.0 

St andard 

100.0 

Deviation .964 

Variance 929 

The majority of the teacher and the student groups 

responded equally (55.5 percent) in agreement to the 

statement that rewarding all employees equally in terms of 

salary and performance increases would create morale and 

motivation problems in the organization. The business 

respondents agreed almost unanimously (89.2 percent) that 

the concept of rewarding all employees equally would 

definitely create morale and motivation problems within the 

organization. Table 65 illustrates the findings. 
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TABLE 65 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING WHETHER 

REWARDING ALL EMPLOYEES EQUALLY WOULD CREATE MORALE AND 

MOTIVATION PROBLEMS 

Response Business Teachers Students 

No. Pet. No. Pet. No. Pet. 

Disagree 1 2.2 10 27.8 2 7.4 

No Opinion 3 6.5 4 11.1 9 33.3 

Agr e e 20 43.5 17 47.2 9 33.3 

Strongly Agree 21 45.7 3 8.3 6 22.2 

Strongly Disagree 1 2.2 2 5.6 1 3.7 

Total 47 100.0 36 100.0 28 100.0 

Question thirty two states that most employees work 

very well without much management supervision, the total 

group provided a mixed response with the majority (61.2 

percent) agreeing with the statement, more than one-third of 

the survey group (36.0 percent) disagreeing with the 

statement, and (14.A percent) of the respondents not 

possessing an opinion concerning the concept. Table 66 

indicates the tabulation of the responses of the total 

survey population. 
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TABLE 66 

RESPONSES REGARDING WHETHER EMPLOYEES WORK VERY WELL 

WITHOUT MUCH MANAGEMENT SUPERVISION 

Re s pon s e Value Frequency Percent Valid % Cum % 

Disagree 1 37 33.3 34.3 33.3 

No Opinion 2 16 14.4 14.8 49. 1 

Agree 3 52 46.8 48. 1 97.2 

Strongly Agree 4 3 2.7 2.8 100.0 

Strongly Disag r ee 0 3 2.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.194 Median 3.00 Standard Deviation .952 

Variance 906 

The analyzation of the responses of the three groups 

reveals that the teachers were in concert with McGregor's 

Theory Y supporters as (63.9 percent) believed that 

employees do work well without much managerial supervision. 

The business people reflected McGregor's Theory X belief, 

that most employees are inherently lazy and require a large 

amount of supervision, as 42.7 percent of them agreed with 

the statement. The student responses indicated the Theory Y 

concept similar to the business group as only 42.3 percent 

agreed with the statement. 
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TABLE 67 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING WHETHER 

EMPLOYEES WORK WELL WITHOUT MUCH MANAGEMENT SUPERVISION 

Response Business Teachers Students 

No* pct. No. Pet. 

Disagree 20 42.6 10 27.8 7 26.9 

No Opinion 5 10.6 3 8.3 8 30.8 

Agree 20 42.6 23 63.9 9 34.6 

Strongly Agree 1 2 . 1 0 0.0 2 7.7 

Strongly Disagree 1 2 . 1 0 0.0 0 0.0 

Total 47 100.0 36 100.0 26 100.0 

The respondents were asked whether company employment 

perks such as stock purchase plans, bonuses, and retirement 

plans were important factors in terras of attracting and 

retaining employees in the current job market. A 

significant majority of the total survey population (84.7 

percent) were in agreement that company incentives and perks 

such as stock plans and bonuses were very important to 

retain present employees and attract new employees in the 

current job market. Refer to Table 68 for the findings. 
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TABLE 68 

responses regarding whether company perks and incentive 

plans such as bonuses and stock purchase plans are important 

FACTORS IN RETAINING AND ATTRACTING PERSONNEL 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 4 3.6 3.6 3.6 

No Opinion 2 12 10.8 10.9 14.5 

Agree 3 66 59.5 60.0 74.5 

Strongly Agree 4 28 25.2 25.5 100.0 

Strongly Disagree 0 1 .9 Missing 

Total 1 11 100.0 100.0 

Mean 3.073 Median 3.00 Standard Deviation .713 

Variance 508 

The responses of the total population segregated by 

groups indicated a general strong agreement to the concept 

of company fringe benefits and incentive plans as a reliable 

method of attracting and retaining employees in the current 

job market. Analyzation of the responses reveal that 93.6 

percent of the business people, 80.6 percent of the 

teachers, and a substantial majority of the students (77.8 

percent) were in agreement with the statement. See Table 69 

for the results. 

131 



TABLE 69 

responses segregated by the three groups regarding whether 

COMPANY perks AND INCENTIVE PLANS ARE IMPORTANT FACTORS IN 

ATTRACTING AND RETAINING EMPLOYEES IN CURRENT JOB MARKET 

Response Business Teachers Students 

No. Pet. No. Pet. 

Disagree 1 2.1 2 5.6 1 3.7 

No Opinion 2 4.3 5 13.9 5 18.5 

Agree 26 55 . 3 24 66.7 16 59.3 

S t rongly Agree 18 38.3 5 13.9 5 18.5 

Strongly Disagree 0 0.0 0 0.0 0 0.0 

Total 47 100.0 36 100.0 27 100.0 

Table 70 illustrates the varied responses of the total 

survey group concerning the idea that pride in one's work is 

the most important factor in terms of job satisfaction, even 

if it is not recognized by management. A slight majority of 

the respondents (52.2 percent) agreed with the statement, 

while another 35.1 percent of the group disagreed, and 19.8 

percent of the respondents had no opinion on the subject. 

Table 70 illustrates the findings. 
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TABLE 70 

responses regarding whether pride in one,s work is the 

MOST IMPORTANT REWARD EVEN IF NOT RECOGNIZED BY MANAGEMENT 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 38 34.2 35.2 35.2 

No Opinion 2 12 10.8 11.1 46.3 

Agree 3 44 39.6 40.7 87.0 

Strongly Agree 4 14 12.6 13.0 100.0 

S t rongly Disagree 0 3 2.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 2. 315 Median 3.00 S tandard Deviation 1.091 

Variance 1.190 

Analyzation of the responses of the three groups 

indicates that the respondents possessed mixed reactions 

concerning whether pride in one's work is sufficient reward 

for on the job performance. Each of the three groups 

indicated a slight majority of agreement with the statement, 

but conversly a large percentage of the respondents nearly 

40 percent revealed they disagreed with the concept. The 

remainder of the survey group indicated that they had no 

opinion concerning the topic. Table 71 shows the results of 

the survey question. 
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TABLE 71 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING WHETHER 

PRIDE IN ONE'S WORK IS THE PRIMARY REWARD EVEN IF NOT 

RECOGNIZED BY MANAGEMENT 

Response Busines s Teachers Students 

No . Pet. N o • Pet. No. Pet . 

Disagree 18 38.3 13 37 . 1 7 25.9 

No Opinion 5 10.6 2 5.7 5 18.5 

Agree 18 38.3 16 45.7 10 37.0 

Strongly Agree 6 12.8 4 11.4 4 14.8 

Strongly Disagree 0 0.0 0 0.0 1 3 . 7 

Total 47 100.0 35 100.0 27 100.0 

Business people, teachers , and students were asked t 0 

respond as to whether the type of compensation and 

evaluation system employed in a particular field, had or 

would have a direct influence as to their career choice. A 

slight majority of the total survey group (51.3 percent) 

indicated that they were in disagreement with the statement. 

Table 72 reveals the findings. 
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TABLE 72 

RESPONSES REGARDING WHETHER TYPE OF EVALUATION AND 

COMPENSATION SYSTEM INFLUENCED CAREER CHOICE 

Response Value F requency Percent Valid % Cum % 

Disagree 1 44 39.6 44.9 44. 9 

No Opinion 2 22 19.8 22.4 67.3 

Agree 3 28 25.2 28.6 95.9 

Strongly Agree 4 4 3.6 4. 1 100.0 

Strongly Disagree 0 13 11.7 Missing 

Total 1 11 100.0 100.0 

Mean 1.918 Median 2.000 Standard deviation . 949 

Variance . 900 

The responses of the teachers and the business people 

varied greatly when they were compared regarding their 

perceptions whether the type of compensation and evaluation 

system employed in a particular field influenced their 

career choice. The teachers disagreed as 86.1 percent of 

the group believed that compensation and evaluation systems 

did not influence their career choice, while only 40.5 

percent of the business people disagreed with the statement. 

Conversely, 46.9 percent of the business people agreed 

compared to only 8.3 percent of the teachers as to whether 

the type of evaluation and compensation systems had 
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an influence on their career choice. The student population 

did not have an opinion on the question. 

TABLE 73 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING WHETHER 

THE TYPE OF COMPENSATION AND EVALUATION SYSTEM INFUENCED 

THEIR CAREER CHOICE 

Respons e Business Teachers Students 

No. Pet . No. Pet. No. Pet. 

Disagree 17 36.2 24 66.7 3 -11.1 

No Opinion 6 12.8 2 5.6 14 51.9 

Agree 20 42.6 3 8.3 5 18.5 

Strongly Agree 2 4.3 0 0.0 2 7.4 

Strongly Disagree 2 4.3 7 19.4 3 11.1 

Total 47 100.0 36 100.0 27 100.0 

Question thirty six states that compensation and reward 

systems as did not have a strong infuence on career choice, 

the total survey group responded in a similar f ashion as the 

previous question. The respondents again disagreed with the 

statement as a slight majority (51.3 percent) of those 

polled believed that compensation and reward systems had no 

infuence on their career choice. Table 74 reveals the 

findings. 
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TABLE 74 

responses regarding compensation and reward systems 

HAVING NO BEARING ON CAREER CHOICE 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 58 52.3 61.7 61.7 

No Opinion 2 14 12.6 14.9 76.6 

Agree 3 18 16.2 19.1 95.7 

Strongly Agree 4 4 3.6 4.3 100.0 

Strongly Disagree 0 1 7 15.3 Missing 

Total 1 11 100.0 100.0 

Mean 1.660 Median 1 .000 Standard deviation .934 

Variance .872 

The majority of respondents of the three separate 

groups disagreed with the statement that compensation and 

reward systems had no bearing on their particular career 

choice. The business sector disagreed most significantly 

with 83 percent of their group nullifying the statement. The 

majority of the teachers also disagreed with 61.2 percent of 

their group responding negatively, and 48.1 percent of the 

students indicated dissatisfaction with the statement. 

Table 75 illustrates the results. 
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TABLE 75 

responses segregated by the three groups regarding 

COMPENSATION AND REWARD SYSTEMS HAVING NO BEARING ON THEIR 

CAREER CHOICE 

Response Business Teachers Students 

No. Pet. No. Pet. 

Disagree 28 59.6 20 55.6 10 37.0 

No Opinion 2 4.3 4 11.1 8 29.6 

Agree 5 10.6 10 27.8 3 11.1 

Strongly Agree 1 2 . 1 0 0.0 3 11.1 

Strongly Disagree 11 23.4 2 5.6 3 11.1 

Total 47 100.0 36 100.0 27 100.0 

This s tatement was categorized as a policy statement 

because it deals with the concept that our current 

educational system could at tract more and better qualified 

teachers if the compensation structure were made similar to 

that of business. 

Table 76 illustrates that the significant majority of 

those polled (83.7 percent) agreed with the statement that a 

reward system similar to the private sector in the field of 

education would attract more and better qualified people 

into the teaching ranks. 
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TABLE 76 

RESPONSES REGARDING EDUCATION ATTRACTING MORE AND BETTER 

QUALIFIED TEACHERS IF THE COMPENSATION SYSTEM WERE MADE 

SIMILAR TO THAT OF THE PRIVATE SECTOR 

5p°nSe Value Frequency Percent Valid % Cum % 

Disagree 1 5 4.5 4.6 4.6 

No Opinion 2 1 1 9.9 10.1 14.7 

Agree 3 48 43.2 44.0 58.7 

Strongly Agree 4 45 40.5 41.3 100.0 

Strongly Disagree 0 2 1 .8 Missing 

Total 1 1 1 100.0 100.0 

Mean 3.220 Median 3.000 Standard deviation .809 

V ariance .655 

The business sector agreed very s t rongly (95.8 percent) 

with the statement that more and better qualified teachers 

could be attracted in to the educational field if a 

compensation system similar to that of the private sector 

were instituted. A large majority of the teachers (80.6 

percent) and the student group (70.3 percent) also agreed 

with the statement that changing the compensation system in 

education to one similar to the private sector would have a 

positive effect on teacher recruitment. 
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TABLE 77 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING EDUCATION 

ATTRACTING MORE AND BETTER QUALIFIED TEACHERS IF THE 

COMPENSATION SYSTEM WERE MADE SIMILAR TO THAT OF THE PRIVATE 

SECTOR 

Response Business Teachers Students 

No . Pet. No. Pet. No. Pet. 

Disagree 0 0.0 4 11.1 1 3.7 

No Opinion 2 4.3 2 5.6 7 25.9 

Agree 2 1 44.7 18 50.0 9 33.3 

Strongly Agree 24 5 1.1 1 1 30.6 10 37.0 

Strongly Disagree 0 0.0 1 2.8 0 0.0 

Total 47 100.0 36 100.0 27 100.0 

Question thirty eight was categorized as a policy 

statement because it asks the respondent's opinions and 

perceptions concerning the condition of the compensation and 

reward systems currently employed in the field of public 

education. 

The majority of the total survey group, more than two- 

thirds (67.5 percent), agreed that the compensation and 

reward systems were outdated and unproductive. Refer to 

Table 78. 
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TABLE 78 

responses regarding educational compensation and reward 

SYSTEMS AS BEING OUTDATED AND UNPRODUCTIVE 

Response Value F requency Percent Valid % Cum % 

Disagree 1 9 8.1 8.3 8.3 

No Opinion 2 24 21.6 22.2 30.6 

Ag ree 3 40 36.0 37.0 67.6 

Strongly Agree 4 35 31 .5 32.4 100.0 

Strongly Disagree 0 3 2.7 Missing 

Total 1 1 1 100.0 100.0 

Mean 2.935 Median 3.000 Standard deviation .940 

Variance .884 

The segregated responses of the three groups also 

indicated that there was mutual agreement with the 

perception that the compensation and reward systems 

currently employed in education are outdated and 

unproductive. The business sector responses indicated that 

(78.7 percent) of their group agreed with the statement, 

two-thirds of the teachers (66.7 percent) believed their 

compensation and reward system was outdated, and the 

majority of the students (51.8 percent) also agreed. 
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TABLE 79 

responses segregated by the three groups regarding 

educational compensation and reward systems as being 

OUTDATED AND UNPRODUCTIVE 

Respons e Business Teachers Students 

No- Pct. No. Pet. No. Pet. 

Disagree 1 2 . 1 8 22.2 0 0.0 

No Opinion 8 17.0 3 8.3 13 48.1 

Agree 18 38.3 13 36 . 1 9 33 . 3 

Strongly Agree 1 9 40.4 11 30.6 5 18.5 

Strongly Disagree 1 2 . 1 1 2.8 0 0.0 

Total 47 100.0 36 100.0 27 100.0 

The final statement was categorized as a policy 

statement because it states that if the reward system in 

education were changed to one similar to the private sector 

it would have no infuence as to the numbers of people that 

enter the teaching profession. Disagreement with the 

statement would indicate a positive response to the 

question. 

The responses of the total survey population indicated 

significant disagreement with the concept that changing the 

reward system to one similar to the private sector would 

142 



have no lnfuence in recruiting teachers. More than three- 

quarters of the respondents (79.2 percent) disagreed with 

the statement indicating that they perceived that changing 

the reward system to one similar to the private sector would 

have a positive lnfuence on the recruitment of teachers. 

TABLE 80 

RESPONSES REGARDING THAT CHANGING THE REWARD SYSTEM TO 

ONE SIMILAR TO THE PRIVATE SECTOR WOULD HAVE NO INFLUENCE IN 

TEACHER RECRUITMENT 

Response Value Frequency Percent Valid % Cum % 

Disagree 1 46 41.4 66.7 66.7 

No Opinion 2 1 5 13.5 21.7 88.4 

Agree 3 6 5.4 8.7 97 . 1 

Strongly Agree 4 2 1.8 2.9 100.0 

St rongly Disagree 0 42 37.8 Missing 

Total 1 11 100.0 100.0 

Mean 1 . 478 Median 1.000 Standard deviation .779 

Variance .606 

The segregated responses for the individual groups 

reflected the same opinions and perceptions as that of the 

total survey population. An almost unanimous response from 

the business sector (93.7 percent) disagreed with the 
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statement reinforcing their perception that, changing the 

compensation and reward system in education to one similar 

to the private sector, would have a very positive effect on 

teacher recruitment. The teachers also disagreed with the 

concept as a large majority of their group (80.6 percent) 

indicated that teacher recruitment could be enhanced by 

changing the compensation and reward systems to be 

reflective of business models. The majority of the student 

population (51.8 percent) also disagreed with the statement, 

while (37.0 percent) of the students indicated that they had 

not formed an opinion on the topic. 

Table 81 illustrates that only a total of 7.3 percent 

of the total research population agreed with the concept 

that changing the compensation and reward system in 

education to reflect the business model would have 

absolutely no impact on teacher recruitment. A total of 

13.5 percent of the entire survey group responded as not 

having an opinion, while the remaining repondents (79.2 

percent) disagreed with the concept, reinforcing the 

position that the private sector compensation model when 

applied to the field of education would enhance and impact 

the recruitment of teachers. 
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TABLE 81 

RESPONSES SEGREGATED BY THE THREE GROUPS REGARDING THAT 

CHANGING THE COMPENSATION AND REWARD SYSTEMS IN EDUCATION TO 

REFLECT THE BUSINESS MODEL WOULD HAVE NO INFUENCE IN THE 

RERUITMENT OF TEACHERS 

Response Business Teachers Students 

No . Pet. No. Pet. No . Pet. 

Disagree 24 51.1 18 50.0 4 14.8 

No Opini o n 1 2 . 1 4 11.1 10 37.0 

Agree 3 11.1 1 2.8 3 11.1 

Strongly Agree 0 0.0 2 5.6 0 0.0 

Strongly Disagree 20 42.6 11 30.6 10 37.0 

Total 47 100.0 36 100.0 27 100.0 

The third method of analysis entailed categorizing the 

responses of the survey questions into specific content 

areas to determine if statistical relationships remained 

similar to the findings described when the questions were 

analyzed on an individual basis. 

The questions were grouped into the following 

categories : 
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PAY' Question (1) Current pay is adequate. 

"POLICY” Questions (2, 5, 6, 9, 10, 13, 16, 22, 23, 25, 

27, 31, 32, 38, 39, 40) Pay for performance is the best 

policy. 

ORGANIZATION" Question (3) The goals of the 

organization are clear. 

SELF Questions (4,7) Employee has a positive view of 

self. 

"EVALUATION" Questions (8,11,12,24) The current 

evaluation process is good. 

"COMPENSATION" Questions ( 14, 15, 19, 20, 30, 34, 36, 

37 ) Compensation issues are important when making career 

decisions. 

SUPERVISION Questions ( 18, 21, 29 ) The supervisor 

is important in evaluation process. 

"MOTIVE" Questions ( 28, 33, 35, ) People are self 

motivated . 

Table 82 illustrates the comparisons of the mean, the 

standard of deviation, and the total mean and standard 

deviation of the categorized groups mentioned above. The 

table will show the aggregate scores of the three separate 

groups to compare their perceptions and attitudes towards 

the concepts of the categorized questions and statements. 
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TABLE 82 

COMPARISON OF MEAN AND STANDARD OF DEVIATION OF CATEGORIZED 

QUESTIONS 

Business Teachers Students Total 

Mean Std. Mean Std. Mean Std. Mean Std . 

Dev. Dev. Dev . Dev. 

PAY 2.681 . 8368 2.121 . 9924 2.041 . 5500 2.356 .8804 

POLICY 3.264 . 2870 2.640 . 6858 2.870 . 5455 2.961 . 5570 

ORGAN. 2.500 .8882 2.394 . 8993 2.370 . 5649 2.434 .8167 

SELF 3.064 . 5954 2.958 . 7209 2.625 . 753 1 2.920 . 6959 

EVAL. 2.684 . 560 1 2.227 . 762 1 2.063 . 4936 2.380 . 6699 

COMP . 3.014 .4210 2.740 .3912 2.950 .4192 2.910 . 4247 

SUPER. 2.930 . 5666 2.843 .6146 2.685 .5017 2.840 . 5705 

MOTIVE 2.206 .7819 2.408 .6216 2.310 . 7348 2.297 . 7201 

The findings reveal that the categorized questions 

receiving the highest combined mean scores were those which 

pertained to the groups labeled POLICY, SELF, and 

COMPENSATION. The POLICY statements asked the respondents 

to determine whether the concept of pay for performance was 

beneficial to employees and if the system used in the 

private sector could be sucessfully applied to the 

educational field. This category received the highest mean 

score of the total survey population (2.961) which indicated 

that the respondents were in favor of a performance base 
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reward system. The respondents endorsed the concept of 

utilizing that performance base reward systems will have a 

positive effect on employee motivation and morale. 

The second highest mean score (2.920) occurred in the 

SELF category which asked the repondents to evaluate 

themselves in terms of their motivation and knowing and 

understanding the goals of the organization. The agreement 

exhibited by the three groups indicates that the respondents 

regarded themselves to be highly motivated and understanding 

their job function as it related to the overall goals of 

their organization. 

The third highest mean score was found in the category 

COMPENSATION. This group of questions and statements 

related to the area of whether individuals believed that 

compensation issues were important factors in making career 

choices. The respondents were in agreement that 

compensation and reward issues were important factors when 

making career decisions. 

Table 83 illustrates the analysis of variance between 

the groups and within the groups for the questions which 

were categorized as the reward for performance or "POLICY" 

section. The tests for homogeneity which were utilized to 

acquire the results were the Cochrans C test, Barlett-Box 

test, and the Maximum Variance/Minimum Variance formula. 
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TABLE 83 

ENDORSEMENT OF PAY FOR PERFORMANCE POLICY AMONG BUSINESS 

PERSONS, TEACHERS, AND STUDENTS 

ANALYSIS OF VARIANCE RESULTS 

Degrees of Sum of Mean F F 

Source F reedom Squares Squares Ratio P ro b. 

Between Groups 2 8.3393 4.1696 15.9225 .0000 

Within Groups 108 28.2821 .2619 

Total 110 36.6214 

The Scheffe Procedure, a multiple range test, was also 

applied to determine if the pairs of groups were 

significantly different at the 0.050 level. The test 

results revealed that the business sector differed 

significantly from the teachers and the students regarding 

the issue of the performance base reward system categorized 

as the "POLICY" group of questions and statements. 

The total survey population agreed to the concepts that 

employees should be rewarded for performance, secondly that 

they considered themselves a highly motivated group, and 

thirdly that compensation issues are important when deciding 

career choices. 

Concerning the results of the mean responses (Table 82) 

of the categorized statement groups the highest mean score 

in agreement was recored in the "POLICY" category which 

related to issues regarding performance reward and 
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compensation systems. Included in this category were the 

perceptions of the respondents as to whether the 

compensation and reward structures employed in the private 

sector could be sucessfully transferred to the educational 

field to help alleviate the current and future teacher 

shortage. Business people, teachers, and students all 

displayed substantial agreement to the concepts contained in 

the "POLICY" statements. 

The test for the analysis of variance (Table 83) 

indicates the endorsement of the pay for performance 

structure by the survey population. The results indicate 

that there was agreement in the responses within the 

individual groups, revealing support for the reward for 

performance hypothesis. 

The Chi Square test of independence, when applied to 

the seventeen opinion items categorized as the "POLICY" 

statements, revealed that the scores ranged from a low of 

15.007 to a high of 43.727, with the majority of the scores 

falling within the range of 26.000 to 37.221 when utilizing 

eight degrees of freedom (Table 95, Appendix B ). The level 

of significance for the "POLICY" group was also well below 

the 0.050 threshold except for (Statement 27, Table 95, 

Appendix B ) 

In summary it was generally found that there was 

considerable agreement between the perceptions of business 

people, teachers, and students regarding that: 

1. Performance base reward systems could be utilized as 
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a viable method of attracting qualified people into 

the teaching field. 

2. The educational field could attract more and better 

qualified teachers if the compensation structure 

were made similar to the private sector. 

3. The compensation and reward systems used in 

education are outdated and unproductive. 

4. Compensation issues are important when deciding 

career choices. 

The results also indicated that the business sector 

responses differed significantly from that of the teachers 

and the students when the Scheffe Procedure was applied, but 

when the mean scores of the groups were compared all three 

groups were in general agreement to the "POLICY" statements. 

The data contained in (Appendix B, Table 95) indicate 

that the Chi Square values and the level of significance for 

the category "POLICY" group of statements, reflect a strong 

endorsement for the consideration of transferring the 

concept of a performance based reward system, similar to the 

business model, to the field of education. 

The teachers who are presently working in the 

educational field indicated an interest in the concept of 

performance based reward systems. The responses of the 

veteran teachers implied that salary increases which are 

incorporated with the results of a fair evaluation process 

could help with the retention of teachers that are presently 

working in the field of education. 
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Participants 

The participants were business professionals, teachers, 

and college seniors that were selected randomly in the 

greater Boston and Amherst, Massachusetts areas. The 

business people represented the fields of insurance, high 

technology, steel sales, software computer services, and 

engineering specialties. The teachers were middle school 

teachers from the Newton and Concord, Massachusetts, public 

schools representing all disciplines. The students were 

primarily college seniors representing various majors in the 

greater Boston and Amherst, Massachusetts areas. 

The response rate for gender was determined by the 

respondent filling the proper bubble on the computerized 

bubble answer sheet. The total response rate for the gender 

question was 103 as compared with the the 111 of the total 

response group. The male population accounted for 61.2% of 

the respondents while the females represented 38.8% of the 

respondents, and eight people omitted the question entirely, 

(refer to Table 84) 
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TABLE 84 

GENDER DESCRIPTION OF SURVEY POPULATION 

Male 

Females 
Missing 

Frequency 
63 
40 

8 

Percent 
56.8 
36.0 
7.2 

Valid % 
61.2 
38.8 

Missing 

Cura % 
6 1.2 

100.0 

Valid cases 
1 1 1 

103 Missing 
100.0% 

cases 8 
100.0% 

The response rate for males in the private sector 

equaled 65 percent (30 respondents), while the females in 

the private sector equaled 35 percent (16 respondents). The 

teachers displayed similar results as 64 percent of the 

repondents were male (21 respondents) and 36 percent were 

female (12 respondents). The student group was evenly 

divided with males accounting for 50 percent of the survey 

group (12 respondents) and the females comprising 50 percent 

(12 respondents). 

TABLE 85 

THE THREE GROUPS GENDER DESCRIPTION 

Male % Female % Total % 

Business 30 65 16 35 46 100 

Teache rs 21 64 12 36 33 100 

Students 12 50 12 50 28 100 

63 40 103 100% 

The mean age of the survey group totaled 36.944 or an 

average age of 37 while the median age was 36 years. The 
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minimum age of the person answering the survey was 19 and 

the oldest person who responded to the survey was 65. The 

mean age of the business people was 38.23, the median age 

was 36, with the youngest being 26 and the oldest being 59. 

The teachers were the oldest group surveyed with a mean age 

of 43.11, the median age was 41, with the youngest teacher 

being 25 and the oldest at 65. The students average age was 

23.58. The youngest student was 19 and the oldest was 34, 

the median age for this group was 22. 

The number of valid cases for this category diminished 

to 89 as there were 22 people who either inadvertantly or 

intentionally omitted answering this question, (refer to 

Table 86) 
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TABLE 86 

AGE DESCRIPTION OF SURVEY POPULATION 

Age 
Frequency Percent Valid % Cum % 

19 1 
20 3 
2 1 2 
22 1 
23 4 
24 2 
25 2 
26 3 
28 2 
30 3 
31 5 
32 3 
33 4 
34 2 
35 6 
36 3 
37 3 
38 4 
39 4 
40 6 
41 2 
42 1 
43 5 
45 4 
46 1 
50 2 
52 1 
53 2 
54 1 
56 1 
59 3 
64 2 

65 1 

22 

Total 11 1 

. 9 1 . 1 1. 1 
2.7 3.4 4. 5 
1.8 2.2 6.7 

. 9 1. 1 7.9 
3.6 4.5 12.4 
1 . 8 2.2 14.6 
1 . 8 2.2 16.9 
2.7 3.4 20.2 
1.8 2.2 22.5 
2.7 3.4 25.8 
4.5 5.6 % � 31.5 
2.7 3.4 34.8 
3.6 4.5 39.3 
1.8 2.2 41.6 
5.4 6.7 48.3 
2.7 3.4 51.7 
2 . 7 3.4 55.1 
3.6 4.5 59.6 
3.6 4.5 64.0 
5.4 6.7 70.8 
1.8 2.2 73.0 
.9 1. 1 74.2 

4.5 5.6 79.8 
3.6 4.5 84.3 

. 9 1.1 85.4 
1.8 2.2 87.6 

. 9 1 .1 88.8 
1.8 2.2 91.0 

. 9 1 . 1 92.1 

.9 1 . 1 93.3 
2.7 3.4 96.6 
1.8 2.2 98.9 

. 9 1. 1 100.0 

19.8 missing 

100.0% 100.0% 

Mean Age 36.944 
10.89 

Valid Cases = 89 

Median Age 36.00 

Missing Cases= 22 

Standard Deviation 

Total- 111 
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Background and Demographic Data 

The following data was gathered to determine the 

ographic characteristics of the total population surveyed 

and to gain an understanding of the the respondents 

backgrounds. In some cases the answers of only the teachers 

and the business persons were utilized as some questions 

were not pertinent to the student population and their 

responses would be inappropriate. 

The survey revealed that in the marital status of the 

teachers and the business people were nearly statistically 

equal and the students as could be expected were not 

married. The findings are presented as follows: 

TABLE 87 

MARITAL STATUS OF THE RSPONDENTS 

Married ? YES NO DIVORCED WIDOWED 

Business 77% 19% 2% 2% 

Teachers 68% 23% 6% 3% 

Students 11% 89% 0% 0% 

The respondents were asked to determine the location of 

their childhood upbringing to ascer tain the demoraphic 

background of their families. The survey population was 

asked whe the r they were raised in either an urban, suburban, 

or rural area. 
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The statistics for the teachers and business people 

were similar in all areas while the students differed, as 

more students were from rural areas and less students were 

from urban populations. 

TABLE 88 

CHILDHOOD UPBRINGING 

URBAN SUBURBAN RURAL 

Business 15% 68% 17% 

Teachers 18% 76% 6% 

students 3% 68% 2 9% 

The respondents were also asked to best estimate their 

childhood family s financial situation by classifying their 

family as being either lower middle class, middle class, or 

upper middle class. The respondents in all three groups 

were fairly equal in their responses. 

Business 

Teachers 

Students 

TABLE 89 

FAMILY FINANCIAL CONDITION 

Lower Middle Middle Upper Middle 

2 1% 64% 15% 

18% 7 0% 12% 

2 1% 69% 10% 
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The political preference of the groups were also polled 

and again the groups were similar with the exception of the 

students who Indicated that a greater percentage were still 

undecided or as yet had no political preference. 

TABLE 90 

POLITICAL PREFERENCE 

DEMOCRAT REPUBLICAN OTHER 

Business 51% 36% 13% 

Teachers 55% 30% 15% 

Students 39% 29% 3 2% 

The next group of questions were directed to those 

groups that were gainfully employed. The students' 

responses were eliminated due to the inadequate number that 

were employed and those students that were employed created 

a small statistical sample that could not be considered 

significant data. 

The respondents were asked if they worked a second job 

other then their primary occupation to supplement their 

family income. 
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TABLE 91 

SECOND JOB? 

YES N0 

9 % 9 1 % 

42% 58% 

The related question that was asked concerned the 

amount of time that the respondents actually worked at their 

primary occupation on a weekly basis and also the amount of 

time they spent at their second job on a weekly basis. The 

results are as follows: 

Business 

Teachers 

Table 92 

TIME ON PRIMARY JOB 

35-40/hrs . 41-50 51-60 60 + 

Business 11% 49% 34% 6% 

Teache rs 17% 46% 31% 6% 

TIME ON SECOND JOB 

0-10/hrs. 11-15 16-25 25 + 

Business 4% 2% 2% 0% 

Teachers 20% 11% 3% 3% 

The 

ranges. 

respondents were also asked to reveal their salary 

It is interesting to note that the actual amount of 
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spent on their jobs 
time that business people and teachers 

was basically equal (Table 92), but the salaty ranges of 

teachers and business people differ tremendously. A greater 

number of teachers also assume part time employment to 

supplement their incomes (Table 92) but their salaries still 

lag considerably behind that of their business counterparts. 

Table 93 will Indicate the findings relating to the 

comparison of salary ranges of teachers and business 

persons . 

TABLE 93 

COMPARISON OF SALARY RANGES 

Salary Ranges BUSINESS TEACHERS 

Less then 10,000/yr. 2% 3% 
10-15,000/yr. 2% 0% 
16-21,000/yr. 0% 9% 
22-26,000/yr. 6% 8% 
27-32,000/yr. 8% 18% 
33-38,000/yr. 10% 15% 
39-44,000/yr. 17% 41% 
45-50,000/yr. 10% 0% 
Over 50,000/yr. 45% 6% 

Total 100% 100% 

The teachers and the business groups were polled to 

determine the highest academic degree that they had 

achieved. Table 94 illustrates that teachers possess more 

degrees than the business polled but their salaries do not 

reflect the effect of expanding their knowledge base. 
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TABLE 94 

EDUCATION COMPLETED 

Highest Degee Held? B.A./B.S. M.A./M.B.A. Ph.D./Ed. 

Business 73% 25% 2% 

Teachers 14% 77% 9% 
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CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

The Problem 

The primary purpose of this study was to describe the 

perceptions and opinions of business people, teachers, and 

college students regarding whether the private sector reward 

system model could be transferred to the educational field 

and help alleviate the current and future teacher shortage 

crisis. 

The present job market has seen a dramatic decline in 

the unemployment rate during the past ten years creating 

fierce competition for employees in all career fields. 

Education has become stagnated because of teacher layoffs 

and declining enrollments of students in recent years. The 

trend has now shifted and teachers will again be needed to 

fill the positions of an aging, retiring, teacher work 

force. The problem is how can we change the career 

objectives of college students and former teachers to 

consider the educational field as a viable employment 

endeavor. This study was designed to answer the following 

ques tions: 

1. What were the the perceptions and opinions of the 

business sector, teachers, and students regarding: 

a. reward and motivational techniques 

b. the importance of compensation systems when 

deciding career choices 
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c. motivational self concept of respondents 

2. Would changing the reward and compensation 

structure in the field of education encourage 

qualified people to choose education as a viable 

career choice. 

3- What are the statistical relationships of the 

responses between business professionals, 

teachers', and students' opinions regarding the 

survey questions and statements agreement or 

disagreement to the concepts presented. 

Another area of concern is the retention of veteran 

teachers and discouraging them from making career changes 

after teaching for five or ten years. Teachers tend to come 

to the educational field straight from the college ranks 

full of energy, enthusiasm, and exciting new ideas, but 

because of family financial strain due to the low starting 

salary and the disincentives of the reinforcement of 

negative behavior, teachers opt for a career change. 

The primary question that needs to be answered is 

whether the positive reinforcement of negative behavior, 

rewarding all employees identical salary increases for 

varying amounts and quality of work, is affecting the 

recruitment and retention of qualified people into the field 

of education. Will rewarding teachers, based on the quality 

of their work performance either raonitarily or by some other 

means, become the incentive for teachers to enter and remain 

in the field of education? 
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Summary of the Findings 

The findings of the survey questionnaire suggest that 

the perceptions and opinions of business people, teachers, 

and students agree significantly to the concept of the 

performance based reward system. The findings also suggest 

that the compensation structure similar to the business 

model would attract quality college students into the field 

of education, and retain those teachers presently employed. 

Throughout the survey, but particularly questions 38, 

39, and 40, summarize the primary purpose of this research. 

An investigation of the statement 38 of the survey 

questionnaire states, "Education could attract more and 

better qualified teachers if the compensation system were 

made similar to the private sector," the respondents agreed 

significantly (83.7 percent) with the concept. The Chi 

Square test of independence revealed a significant positive 

relationship between the reponses of the business people, 

teachers, and students, indicating a level of significance 

far below the 0.05 accepted standard for this research. 

Statement (39) of the questionnaire addresses the 

condition of the present reward structure used in education. 

It states that "The compensation and reward system used in 

education are outdated and unproductive." The majority of 

the respondents (67 percent) agreed that the compensation 

and reward system were outdated and unproductive in the 
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must utilize the 
field of education. The teachers, who 

compensation stucture and endure Its mediocrity, also agreed 

(66.7 percent) with the statement that the educational 

P sation system was outdated and unproductive. The Chi 

square test also revealed a strong relationship between the 

responses of the survey population, while scoring a .0004 

level of significance to the statement. 

The last statement of the questionnaire stated that 

"Changing the reward system in the educational field to one 

similar to the private sector would have no influence as to 

the numbers of people entering the teaching profession." 

The significant majority of the respondents disagreed with 

the concept. Nearly eighty percent of the survey population 

perceived that if public education utilized a compensation 

and reward structure similar to the business model, it would 

stimulate and assist in teacher recruitment. The Chi Square 

test again revealed a very strong relationship between the 

responses ot the business people, teachers, and the 

students. The level of significance for the statement was 

also extremely low (.0003) indicating a very strong 

confidence level in the responses. 

The responses of the business professionals, teachers, 

and the college students, generally agreed with the concepts 

that were asked concerning the merits of a performance based 

compensation and reward system. The private sector, who use 

the performance based reward system, were the most unanimous 

in their support of this concept, while the teachers and the 
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students showed majority support for the reward system. 

Generally the total repondent group supported the concept. 

AH three groups also exhibited very strong support for 

the importance of compensation and related issues when 

making career choices. The respondents indicated that 

compensation issues, fringe benefits, salary structures, and 

reward systems were important factors in deciding a career. 

The three groups indicated that the supervisor is the 

most important factor in the evaluation process. The survey 

group revealed that the evaluation instrument was not as 

important as the person that is performing the evaluation. 

This indicates the need for proper training in evaluation 

and motivational techniques. 

The respondent group also indicated, strongly, that 

they were highly motivated and were able to work 

successfully without much supervision. 

Conelusions 

The results of the investigation revealed the following 

conclusions when the findings of the categorized questions 

were analysed : 

1. The comparison of the means indicated that the 

category of questions receiving the highest mean score was 

that of the "POLICY" group (2.961). The "POLICY" category 

was comprised of questions and statements concerning the 

areas of performance rewards, rewarding employees for 

productivity, and issues dealing with compensation based on 

performance and not on length of service or the amount of 
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college degrees. The survey respondents Indicated quite 

clearly that they were In agreement to the concepts 

regarding the utilization of the business reward and 

compensation model In the field of education. The results 

also indicated that there was a very significant 

relationship between the responses of the business people, 

teachers, and students. The Chi Square test revealed a high 

level of significance In all but one of the statements that 

were categorized in the "POLICY" group. The analysis of 

variance (Table 83) also emphasizes that the respondents of 

each group were In concert with each other Indicating 

relative uniform agreement or disagreement to the survey 

questions and statements. 

2. The group of questions categorized in the "SELF" 

group scored a total mean score of 2.920 indicating that the 

repondents agreed considerably to the concepts relating to 

self motivation and realizing the goals of the organization. 

The repondent group of business people, teachers, and 

students regarded themselves as highly motivated individuals 

who understood the goals of their organizations. The 

opinions and perceptions of the total population indicated a 

strong relationship between the responses of the survey 

group. 

3. The question group categorized as "COMPENSATION" 

scored a mean total of 2.910, third highest of the survey, 

revealing that the majority of the respondents agreed that 

compensation and reward issues were important factors when 

167 



making a career choice. The Chi Square test and the level 

of significance indicated a strong relationship regarding 

the responses of the business people,teachers, and students. 

The responses were not weighted from one particular group 

but rather revealed a strong level of agreement from all 

three groups. 

4* The grouP of questions regarding the importance of 

supervisors, the "SUPER" category, also scored highly when 

the total means of the groups were analysed. The "SUPER" 

category received a total mean score of 2.840, indicating 

that the survey population agreed that the supervisor and 

their supervisory skills was an important factor in terms of 

employee job satisfaction and productivity. The respondents 

indicated that the supervisor was more important in the 

evaluation process than the evaluation instrument. Again 

there was significant agreement between the responses of the 

survey population in terras of the Chi Square test and the 

level of significance. 

Recommendations 

1. It is recommended that the compensation system in 

the field of education be modified to include a process by 

which teachers can be rewarded for job performance. 

Currently the educational system positively rewards teachers 

for negative performance. Teachers are compensated not on 

their performance level but rather on length of service and 
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amount of degrees they possess. Bustness people, teachers, 

and students indicated a strong disagreement to the present 

educational policies of rewarding mediocrity, and agreed 

With the concept of rewarding teachers who constantly out¬ 

perform their peers. The current educational policy of 

issuing positive rewards for negative behavior causes poor 

morale and low motivation among employees and is a factor in 

the teacher shortage crisis. 

2. It is recommended that principals and supervisors 

be trained in modern personnel management techniques. The 

study concluded that the respondents regarded the skills of 

the supervisor as being an important factor for employee job 

satisfaction, productivity, motivation, and employee morale. 

The supervisors and principals in the educational field are 

armed with tremendous knowledge in the areas of curriculum 

and educational methods and theory but minimal knowledge in 

the area of personnel and motivational management 

techniques . 

3. It is recommended that further study be conducted 

to determine strategies for implementation, the impact on 

educational budgets, and the methods for training principals 

and supervisors in evaluation and supervisory techniques. 

The study indicated that the respondents were in strong 

agreement that the teacher shortage could be alleviated 

through the use of the compensation and reward model 

utilized in the business field. Although the educational 

field does not possess the same financial resources as the 
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private sector, the redistribution of the limited assets 

available could be a method for providing rewards for 

excellent teachers. The teacher shortage crisis is 

presently upon us with the problem multiplying in the near 

future. The perceptions and opinions of the survey 

respondents indicated that the performance base reward 

system, rewarding excellence, could help in teacher 

recruitment and assist in alleviating the teacher shortage 

in Massachusetts. 

4. The primary purpose of this research was not to 

increase teachers salaries to be competitive with the 

private sector but rather an attempt to document teachers 

that perform well be given the opportunity to be rewarded 

for their efforts. The present compensation and reward 

system used in education rewards all performance, both 

positve and negative, with equal salary increases. The 

survey results indicated that this policy can lead to low 

employee motivation and morale and a poor level of job 

performance. The redistribution of financial resources in 

the education compensation structure to reward excellence 

can be a useful and positive tool in future teacher 

recruitment. 
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APPENDIX A 
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This survey questionnaire uas created by 
octoral candidate at the University o/ William Matyskiel, a 

Massachusetts’ Amherst. 

Please check the 
terms of your 

response that most closely answers 
own personal satisfaction. 

the question 

Thanking you in advance for your time. 



I understand that this survey questionnaire will be used only for 

educational research purposes with the responses being published 

as statistical data to help establish or refute the hypothesis of 

the research proposal. I also understand that the data that is 

gathered will be held in the strictist confidence and the 

anoraynity of the respondents will be a top priority. *1 also 

release, acquit, and hold harmless the University of 

Massachusetts and its employees and students from any and all 

actions and claims arising directly or indirectly as a result of 

the survey instrument or the publication of the data results. 

Signature of respondent Date 
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INSTRUCTIONS FOR SURVEY 

1 . 

2. 

3 . 

4. 

SIGN PERMISSION SLIP 

ON BUBBLE SHEET FILL 
ONLY 

ANSWER ONLY THE FIRST 

THE BACKGROUND AND DE 
ON THE QUESTIONNAIRE 

AND RETURN 

IN MALE/FEMALE AND BIRTH 

40 QUESTIONS ON THE BUB 

MOGRAPHIIC SECTION MUST 
ITSELF - 

DATE SECT 

BLE SHEET 

BE FILLED 

IONS 

IN 
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SURVEY QUESTIONNAIRE 

Please check the appropriate response. 

AD_~,Str°ngly disa§ree D = Disagree NO = No opinion 
A Agree SA — Strongly Agree 

SD D NO 

1. You are adequately compensated for 
your services rendered. 

2. Additional remuneration will not 
result in improved performance. 

3. The goals of your organization are 
clearly defined. 

A. You are aware of your organization's 
goals . 

3. Performance based salary increases 
will attract quality young people 
to the teaching profession. 

6. All employees should be given the 
same salary increase regardless 
of their performance. 

7. You regard yourself as a highly 
motivated individual. 

8. The evaluation process in your 
organization is fair and equitable. 

9. An employee's compensation 
should reflect the results of 

his evaluation. 

10. A salary ceiling will stifle an 
employee's motivation and 

productivity. 

11. Your supervisor has the 

appropriate skill and knowledge to 

evaluate you fairly. 

12. The time that your supervisor 

meets with you is adequate enough 

to give you a proper evaluation. 
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SD D NO A SA 

Employees salary increases 

should be based on an individual's 
performance. 

14. Being fairly compensated 
for your work is an 

important factor in terms of job 
satisfaction. 

15. Salary and benefits are important 
factors when deciding career 
objectives . 

16. Salary increases that are 

based on performance cause low 
moral among employees. 

17. Giving employees the same 

salary increases despite their 
performance level causes 

employees to lose motivation and 
become stagnant. 

18. The supervisor's knowledge and 

expertise of the evaluation process 
is more important than the type 
of evaluation instrument which is 
used . 

19. Job security is an important aspect 

when considering a career objective. 

20. The ability to be recognized and 

compensated for job performance is 
an important criterion when 
considering a career. 

21. The evaluation instrument is the 
most important factor in the 
evaluation process. 

22. Salary increases should be based 
solely upon the length of an 

employee's service to the 
organization. 

23. Being compensated 
fairly for your efforts on the job 

increases motivation. 
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SD D NO A SA 

24. Your evaluation process is fair 
and equitible. 

25. The number of college degrees 
that a person possesses 
should have a direct bearing on 
the amount of salary that person 
receives. 

26. Performance wage increases should be 
given to employees who do their 
jobs very well . 

27. Individual recognition for above 
average performance influences 
employees to produce more. 

28. Most employees strive to do their 
particular job to the best of their 
ability. 

29. The indifference of supervisors 
can bruise employees feelings. 

30. Job security is an important 
factor for employees. 

31. Individual incentive bonuses 
would improve the performance 

o f employees . 

32. Paying all employees the same 
salary and awarding the identical 
performance increases would create 

morale problems and decrease 

motivation. 

33. Most employees work very well 
without much management supervision. 

34. Company retirement benefits, stock 
incentive plans, and bonuses are 

important factors to attract and 
retain employees in the current 

job market. 

33. Pride in one's work is the most 

important reward and motivation 

even if it is not recognized by 

management. 
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SD D NO A SA 

36. In deciding your career choice 
the type of evaluation 
and compensation system had 
a strong influence on your 
decision. 

37. Compensation and reward systems 
have no bearing on my career 
choice. 

38. Education could attract more 
and better qualified teachers 
if the compensation system 
were made similar to the 

private sector. 

39. The compensation and reward 
systems used in education are 
outdated and unproductive. 

AO. Changing the reward system 
in the educational field to 
one similar to the private 
sector would have no influence as 

to the numbers of people that 
enter the teaching profession. 

Background and Demographic Information 

I . 

2 . 

Number of years at 

1-3 _ 6-10 _ 

Number of years at 

1-5 6-10 

present occupation: 

11-15 _ 16-20 _ 
present position: 

11-15 l 6-20 _ 

2 1 + 

2 1 + 
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3. Highest degree held: 

a • A • _ B . S . _ M . A . _ M . E d . 

Ph.D _ Other 

4. Present position ( title ): 

3. What is your annual salary range: 

Ed.D. 

10,000 or less 

10,000-15,000 
16,000-21,000 
22,000-26,000 

27,000-32,000 

33,000-38,000 
39,000-44,000 

45,000-50,000 
50,000+ 

6. Do you have a second occupation to supplement your 
income? Yes No 

7. What is the amount of your additional income? $ 

8. Marital Status: 

Married _ Single Divorced 

9 . Age : 

19-25 _ 26-35 _ 36-45 _ 46-55 _ 56+ _ 

10. Number of dependents that you are responsible for : 

1 _ 2 _ 3 _ 4 _ 5 _ 6 or more _ 

11. Sex: Male _ Female _ 

12. Actual number of hours spent at present job including 
overtime, meetings, planning, traveling, etc., on a 

weekly basis . 

35-40 _ 41-50 _ 50-60 _ 60+ _ 

13. Actual time spent at second job on a weekly basis. 

0-10 _ 11-15 _ 16-25 _ 25+ _ 

14. Your childhood upbringing was in a 

Urban area Suburban area _ Rural area _ 

15. Total number of brothers and sisters. 

/ y r. 
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16 

17 

18 

Your childhood family could be classified as: 

Lower middle class _ Middle class 

Upper middle class 

The political preference of your parents was _ 

The type of occupation that your father is employed 

B1Ue C°llar _ Wh^e collar _ Self employed 

19. Highest degree attained by father educationally. 

20. Mother's occupation. 

21. Highest degee attained by mother educationally. 

22. Please list the occupations or job objectives of your 
brothers and sisters. 
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TABLE 95 

SUMMARY OF CHI SQUARE TEST FOR INDEPENDENCE AND LEVEL OF 

SIGNIFICANCE FOR EACH SURVEY QUESTION 

freedom calculated utilizing 8 degrees of 
34)whT,h exception of statements (21, 23, 26, and 

) which were calculated utilizing 6 degrees of freedom. 

Statement 

1 

Chi Square Significance 

You are adequately compensated 
your services rendered. 

2. Additional remuneration will 

66.3917 

8. 

9. 

10. 

. 0000 

not result in improved performance. 21.7714 . 0054 

The goals of your organization are 
clearly defined . 43.3507 .0000 

You are aware of your organizations 
goals. 54.2967 .0000 

Performance based salary increases 
will attract quality young people 
to the teaching profession. 20.8314 . 0076 

All emplyees should be given the 
same salary increase regardless 
of their performance. 43.7270 . 0000 

You regard yourself as a highly 

motivated individual. 21.9185 . 005 1 

The evaluation process in your 
organization is fair and equitable. 26.7735 . 0008 

An employee's compensation should 
reflect the results of their 
evaluation. 37.2218 . 0000 

A salary ceiling will stifle an 
employee's motivation and 

productivity. 31.0655 . 000 1 

Your supervisor has the skill and 
knowledge to evaluate you fairly. 57.1635 . 0000 

The time that your supervisor 
meets with you is adequate to give 

you a proper evaluation. 46.5634 . 0000 
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TABLE 95 CONTINUED 

13. Employee salary increases should 
be based on an individuals 
performance. 

. Being fairly compensated for your 
work is an important factor in 
terras of job satisfaction. 

15. Salary and benefits are important 
factors when deciding career 
objectives. 

26.8963 

26.7511 

9.6548 

16. Salary increases that are based 

on performance cause low moral 
among employees. 26.2520 

17. Giving employees the same salary 
increases despite their 

performance level causes employees 
to lose motivation and become 

stagnant. 20.1556 

18. The supervisors knowledge and 

expertise of the evaluation 
process is more important than 
the type of evaluation instrument 
used. 13.9649 

19. Job security is an important 

aspect when considering a career 
objective. 12.8361 

20. The ability to be recognized and 

compensated for job performance 
is an important criterion when 

considering a career. 13.5235 

21. The evaluation instrument is the 
most important factor of the 
evaluation process. 18.0615 

22. Salary increases should be based 
solely upon the length of an 

employees service to the 
organization. 28.9787 

23. Being compensated fairly for your 
efforts on the job increases 
motivation. 13.4980 

.0007 

.0002 

.290 1 

.0010 

.0098 

.0827 

.1176 

.0950 

. 006 1 

.0003 

. 0358 
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24 . 

25 . 

26. 

27 . 

28. 

29 . 

30 . 

31 . 

32 . 

33 . 

34 . 

35 . 

TABLE 95 CONTINUED 

Tour evaluation process is fair 
and equitable. 

The number of college degrees 
that a person possesses should 
have a direct bearing on the 
amount of salary that a person 
receives . 

Performance wage increases 
should be given to employees who 
do their jobs well. 

Individual recognition for above 
average performance influences 
employees to produce more. 

37.5914 

16.0748 

26.9151 

15.0072 

Most employees strive to do their 
particular job to the best of 
their ability. 14.9490 

The indifference of supervisors 
can bruise employee feelings. 10.3404 

Job security is an important 
factor for employees. 9.6017 

Individual incentive bonuses 
would improve the performance 

of employees. 17.2940 

Paying all employees the same 
salary and awarding the identical 
performance increases would create 
morale problems and decrease 
motivation. 32.4639 

Most employees work very well 
without much management 
supervision. 15.7567 

Company retirement benefits, 
stock incentive plans, and bonuses 
are important factors to attract 
and retain employees in the current 

job market. 

Pride in one’s work is the most 
important reward and motivation 
even if not recognized by 

management. 
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10.1812 

6.6554 

.0000 

.0413 

.0002 

.0590 

.0601 

.2419 

. 294 1 

.0083 

.0001 

.0460 

.1172 

. 5742 



TABLE 95 CONTINUED 

In deciding your career choice 
the type of evaluation and 

compensation system had a strong 
influence on your decision. 47.6687 

Compensation and reward systems 
had no bearing on my career 25.2879 
choice. 

Education could attract more and 
better qualified teachers if the 
compensation system were made 
similar to the private sector. 19.9881 

The compensation and reward system 
used in education are outdated and 
unproductive. 28.4922 

Changing the reward system in the 

educationalfield to one similar to 
the private sector would have no 
influence as to the number of 

people that enter the teaching 
field. 

. 0000 

.00 14 

.0 104 

. 0004 

28.9003 . 0003 
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