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ABSTRACT
This paper examines and summarizes research on merit pay at the secondary level. The study collects information from three Inland Empire School Districts and four secondary school sites.  During interviews and surveys with teachers and students on the affects of merit pay, three themes consistently came up.  These included teacher/student performance, teacher/student motivation, and school morale.  In our study we discuss possible interpretations of the results.  It was concluded that while merit pay has a high motivational potential, this could be offset by the occurrence of several undesirable outcomes from the program and by a lack of careful program planning, design, and administration.  
INTRODUCTION

1. General Statement of Problem
Many education policy makers, academics, reformers, and pundits are currently championing the concept of basing at least some of the salaries of K-12 teachers on their performance.  This current wave of interest follows the advocacy of new pay systems, such as merit pay, beginning in the 1980s, aroused in part by the famous A Nation at Risk report (1983). It is typically argued that moving from the current teacher pay system based on seniority and educational attainment to a system based on performance would improve teacher and student motivation, attract and retain more highly skilled teachers, and be a more efficient use of the educational dollar. However, there are a number of reasons teachers are suspicious of merit pay. One frequently cited reason for teacher opposition to merit pay is the difficulty in accurately evaluating teacher performance. Others reasons teachers might be skeptical of merit pay are a neglect of unrewarded tasks, disagreement about goals, competitiveness, lack of openness about failing, the cost, and the possibility of demotivating those who are not rewarded.  Among these challenges include: teacher performance evaluation, student performance assessment, student motivation, teacher motivation, and school morale. 
2. Review of Related Literature 
There are two schools of thought about why merit pay elicits such strife in education.  First, there is the idea that it is simply ill-suited to teaching. In an influential article Goldhaber, DeArmond, Player, & Choi (2008) suggested that merit pay and success, decisions about rewarding performance are, at best, subjective and, at worst, workable. They also suggest that merit pay leads to the potential for dysfunctional behavior: teachers may end up focusing on particular tasks or students that are rewarded by a merit pay plan at the expense of other important tasks or goals. At its worst, merit pay may have a demoralizing effect on the workplace, corroding teacher collegiality by introducing competition.  In sum, there is something about the nature of teaching and schooling that makes the effective use of merit pay in education unlikely (Goldhaber, DeArmond, Player, & Choi 2008). By contrast, another influential article (Vigdor 2008) suggests that the real problem with merit pay in education may be teachers unions. Of course, neither of these viewpoints is straightforward.
Teacher Performance 

Higher pay for teaching effectiveness can be awarded on the basis of teacher performance or student performance. Teacher performance may include classroom management skills; preparation of lessons; knowledge of subject matter; instructional techniques; management of student, staff, and public relations; professional ethics; or professional growth. While past systems were largely based on input, current systems tend to be based on output, whereby the degree of progress in achieving specified goals determines the amount of benefits that the teacher receives. 

Yet, in the journal article, Credentials versus Performance: Review of the Teacher Performance Pay Research, Michael Podgursky and Matthew Springer (2007) suggest that in the wake of the A Nation at Risk report in 1983, a number of school districts began limited experiments with merit pay. Most of these were short-lived. In fact, one of the more influential critiques of merit pay was drawing on strands of literature that argued teaching is not a field that lends itself to merit pay. Their objections included the following: Difficulty in monitoring performance. Teacher performance is difficult to monitor. Unlike, say, the sales of a salesman or the billable hours of a professional such as a doctor or lawyer, the output of teacher is not marketed, and thus we cannot readily measure the value of the services provided by an individual teacher.  Collaboration is a process of participation through which teachers work together to achieve desired results. Each teachers work as members of a team.  Introducing individual merit pay would reduce incentives for teachers to cooperate and overall performance of the school will suffer.  They (2007) wrote merit pay is efficient when the nature of the activity in which workers are engaged is such that supervisors can provide relatively convincing answers to these two questions posed by teachers: 1. Why does teacher X get merit pay and I don’t?  and 2. What can I do to get merit pay?   Of course, some of these criticisms are specific to individual merit pay. For example, a performance bonus given to an entire team of teachers would not undermine team morale. On the other hand, it is well understood that as the size of the team grows.  In the ensuing two decades, the measurement of teacher and school performance has become considerably more reliable. 

Teachers are a central factor in the learning process that takes place in schools.  Teachers’ attitudes and effectiveness can vary depending on the incentives they face. Merit pay is potentially an important incentive-tool in the hands of the education policy maker and proposals which link pay to performance have recently been discussed in several countries and applied in some. However, the issue of whether such linking is an effective means of improving performance has been contentious in educational debates.
Student Performance 

Promoting higher standards for American teachers is not something new. Countless school districts across the country have attempted to develop a staff of professional teachers that will ensure a strong educational experience for their students. Under the development of ensuring better quality teachers, a merit pay or pay for performance system has been initiated in some school districts. Through these merit pay systems, teachers have been evaluated on their classroom performance and how their students perform on a given set of standards, usually standardized tests. After looking at a number of merit pay systems that have been attempted, a variable was still missing in the equation of these many merit pay plans. That variable is the students' perspective. Why isn't it considered when it is the students who are the individuals who spend the most time with their teachers on a daily basis?

However, in the journal article, Students’ Perspective and Merit Pay Systems for K-12 Teachers, Olivia Porter and James Allen (2001) suggest that merit pay does nothing to improve student performance.  Their study found some positive short-lived effects of merit pay, but concluded that most merit pay plans "did not succeed at implementing lasting, effective ... plans that had a demonstrated ability to improve student learning ...little evidence from other research...that incentive programs (particularly merit pay) had led to improved teacher performance and student achievements” (2001).

Porter and Allen (2001) go on to say that success is difficult, if not impossible, to define and measure.  No Child Left Behind (NCLB) has already proven how the various unleveled playing fields in the American education system inherently set up a wide variety of standards and expectations. Consider the diverse needs of English Language Learners, Special Education students, and low income neighborhoods, and you’ll see why it would be opening a messy can of worms to define standards of success for American schools when the stakes are cash in the pockets of real teachers( 2001).
In the 21st century students will need good critical thinking and problem-solving skills. This is going to require that students have a strong, but broad, background of the world. Students will then need to take what they have learned and be able to apply that knowledge to new situations. If teachers help students develop these skills and then show them how to apply these skills to new and everyday situations, then better problem solvers and critical thinkers will emerge out of the classroom.

Teacher Motivation

In the journal article, The Motivational Impact of School-Based Performance Awards, by Carolyn Kelley (1999), she suggests that three theories of motivation can help us to understand teacher motivation to change and focus teaching practice. First, expectancy theory assumes that individuals will be motivated to change their behaviors if they understand program or organizational goals from their own behavior to achievement of the performance goals and to an outcome that is valuable to them.   In other words, teachers must know and understand the goals; they must believe that the accomplishment of these goals is substantially within their control; and they must believe that achievement of the goals will result in an outcome (or a set of outcomes) that is valuable to them. Outcomes can be either positive or negative and can result from the process of attempting to achieve the goals as well as ultimate achievement of the goals.  Second, goal-setting theory suggests that goals motivate employee behavior when they are specific, challenging, achievable, and worthwhile. Research has shown that simply setting clear and measurable goals can motivate employees to higher performance.  Third, systems theory suggests that the alignment of organizational resources and policies can be motivating. Research on resource alignment suggests that when human resource policies are complementary and aligned, the productivity effect is expectancy, goal-setting, and systems theories suggest that a variety of factors may contribute to teacher motivation to modify or improve teaching practice. These factors include valued outcomes, clear goals, and resource alignment argue that a similar list of design features need to be attended to motivate employees to high performance. The list includes goal-setting (clear goals), the design of work (resource alignment), and rewards (valued outcomes) (Kelley, 1999): 

(Clear Goals) 

Public schools operate in highly politicized environments, with pressures from a variety of groups with diffuse interests. In addition, federal, state, and local governments provide funds for schools to focus on goals as diverse as drug abuse prevention and preservation of cultural values. These various interests pull schools in multiple directions and can divert attention from academic achievement goals. Teachers must negotiate their way through a frustrating array of complementary and competing goals and are often left to find their own direction through the maze. Thus, goal clarity and focus may be a particularly powerful motivator for teachers.

(Resource Alignment) 

Systems theory suggests that alignment of organizational resources will also promote teacher motivation to pursue student achievement goals. Some of the resources that could focus teacher efforts on achievement goals or alternatively divert teacher energies toward multiple or alternative goals include professional development, the structure of time to enable collaboration among teachers, curriculum development, formal and informal feedback and evaluation systems, and assessment.

 (Valued Outcomes) 

Expectancy theory helps us to understand why teachers may be motivated to change behaviors as a result of the attachment of outcomes to goal achievement, but it does not specify what outcomes are likely to be valued. However, research on teacher motivation and teaching practice suggests that a variety of outcomes may be motivating to teachers.  These valued outcomes include professional efficacy, professional collaboration, and financial incentives (Kelley, 1999).

Kelley (1999) suggest that merit pay programs also appear to create some negative consequences, including increased pressure and stress on teachers, an overly focused curriculum, gaming, and pressure on the assessment instrument. Research on a variety of group-based performance award designs suggests that many of these negative effects can be avoided through careful program design.

Merit pay programs have important positive effects on teacher motivation, aligning extrinsic and intrinsic rewards for improved student achievement. They also have important negative effects, many of which may be addressed through careful program design, implementation, and evaluation.
Student Motivation
Joshua Pechthalt, the vice-president of the United Teachers Los Angeles and American Federation of Teachers (2009), suggests merit pay would also hurt the very students with whom the authors of the legislation seem to be concerned. Within schools, teachers might want to teach those students whose skill levels would translate into higher test scores. Skilled, veteran teachers might be less likely to work with students with limited English proficiency or special needs children for fear their students would not test well.  In fact, merit pay would create a disincentive for the very teachers we want going into the most challenging schools and communities. Such teachers might want to move to the most affluent schools because the monetary rewards would be greater. This could have a devastating impact in our poorest communities (Pechthalt, 2009). 

Pechthalt (2009) goes on to suggest that No Child Left Behind (NCLB) imposes the narrowest form of student assessment, multiple choice tests, and then punishes the teachers and the schools when the unrealistic Adequate Yearly Progress (AYP) benchmarks are not achieved. The truth is, more and more schools will fail to meet the AYP in the future as the threshold continues to rise. 

However, Porter and Allen (2001) suggest that Students' Perspectives are an Integral Part of Merit Pay Plans.  They state: 

Students need to be a part of the evaluation process in a merit pay system. Although the student evaluation would only be a part of a plan, it is a part that is most often ignored. There are four variables that should be considered in order to have a strong and successful merit pay program. These variables are found in the following equation:

Students + Teachers + Administration + Community = Merit Pay Success (2001).

They (2001) go on to say that this equation shows us that there are multiple variables needed in order to have a successful merit pay system. These variables include the perspective of the students, fellow teachers, administration, and the community. Many school districts that have tried to implement a merit pay system have failed. Generally, merit pay systems include the administration and community variables because they are developed by school administrators often reflecting community interests. However, the teacher variable is seldom seriously considered and the student variable is universally ignored. Because teachers have diverse views regarding merit pay, having the majority of teachers agreeing on a system that they feel is fair is the true challenge.

School Morale

In the journal article, Teacher Performance Incentives and Students Outcomes, Randall Eberts, Kevin Hollenbeck, and Joe Stone (2000) suggest that incentives do "work." The merit pay system is directly targeted at student retention, as defined by a measure understand and agreed upon by both teachers and administrators. The evidence is consistent with the implementation of the merit pay system resulting in higher student retention, as defined by attendance during the last week of classes. The administrators who implemented the system also had anticipated that other desired outcomes would follow (Hollenbeck and Stone, 2000).  However, their (2000) study suggests that these outcomes were not achieved, and unintended consequences may have arisen as a direct result of the success of the merit pay system. Student grade-point averages, and daily attendance rates declined.  There was also subjective evidence that suggested that course content was diluted.  Therefore, their (2000) results suggest that merit pay incentives can motivate teachers to produce outcomes that are directly rewarded.   However, their (2000) study also suggests that merit pay within complex organizations, such as schools, may produce results that are unintended and, at times, misdirected; unless carefully constricted and implemented.  They (2000) conclude that high-stakes merit pay systems would inevitably encourage dishonesty and corruption. Educators would be financially motivated to lie about testing and results. If some teachers receive merit pay and others do not than clearly the resources have been unequally distributed. Therefore merit pay could be considered unethical.  And this would ultimately lead to low school morale for both teachers and students.
4. Research Question and Foreshadowed Problems 
Our research question is simply: What do teachers and students think about Merit pay at the Secondary level? The purpose of this question is to determine how merit pay may affect students differently than teachers at the secondary level.  Merit pay is based on the CSTs, Hexads, Benchmarks, and CAHSEE examinations; however, these assessments may negatively affect teachers’ evaluations, students’ performance on these tests, and create a lack of motivation for teachers and students; while also negatively affecting the school’s morale as a whole. This problem could be clarified by a survey given to both students and teachers at the secondary level. The survey will be anonymous with pencil markings on the paper serving as a code to help identify student surveys and teacher surveys.   The participants will have two weeks to respond to the survey.  Another way to clarify the problem is by interviewing students and teachers at the secondary level and asking questions related to merit pay and its possible implementation at their school site. A debriefing letter is given to explain the premise behind Merit pay. 
5. Definition of Terms 
1. Merit pay- is a proposed system of teacher compensation that rewards enhanced job performance and is viewed as a potential solution for the constant issue of how to improve student test scores.

2. Hexad Exams- are standardized tests given at Valley View Unified School District.  These tests are given every six weeks throughout the school year.  They could also be considered Benchmark or Content Standards assessment tests because they assess the standards taught every six weeks.
3. California High School Exit Examination (CAHSEE)- The primary purpose of the California High School Exit Examination (CAHSEE) is to significantly improve pupil achievement in public high schools and to ensure that pupils who graduate from public high schools can demonstrate grade level competency in reading, writing, and mathematics

4. Benchmarks also known as Content Standards- were designed to encourage the highest achievement of every student, by defining the knowledge, concepts, and skills that students should acquire at the end of each grade level. 
5. California Standards Tests (CST)- The CSTs are a major component of the STAR program.  The CSTs are developed by California educators and test developers specifically for California.  They measure students’ progress toward achieving California’s state-adopted academic content standards, which describe what students should know and be able to do in each grade and subject tested. Students in grades two through eleven take multiple-choice CSTs for various subjects. Students in grades four and seven complete a writing assessment—the CST for Writing—as part of the CST for English –Language Arts (ELA).
6. expectancy theory- states that in order for teachers to be motivated to change they need to know and understand the goals and believe that the achievement of these goals is in their realm of control

7. goal-setting theory- states that goals motivate employee behavior when they are specific, challenging, achievable, and worthwhile.
8. system theory- states that the alignment of organizational resources and policies can be motivating.
6. Significance of the Proposed Study 
The significance of our study is just in case Merit Pay does occur, how would it affect secondary teachers and students?  This is a complex issue.  It has been highly debated over the years.  Currently, in his first education-policy speech, President Barack Obama said: "Too many supporters of my party have resisted the idea of rewarding excellence in teaching with extra pay, even though we know it can make a difference in the classroom…I think there should be ways for us to work with the NEA (National Education Association), with teachers' unions, to figure out a way to measure success…I want to work with teachers. I'm not going to do it too you, I'm going to do it with you" (Fitzgerald 2007). Though, President Obama’s words may sound good and politically correct.  The NEA adamantly opposes merit pay.  In fact, the implementation of an incentive program such as merit pay may create non-cooperation between teachers, encourage dishonesty and corruption, and create a teacher evaluation system that would not be easily defined or measured (Heneman 1999).  Our hope is that this evaluation study may encourage further research to look into more alternatives to the merit pay system.  

DESIGN AND METHODOLGY
7. Subjects and/or Case 
The study was conducted during the 2008-2009 school year in four different schools belonging to three different school districts in the county of San Bernardino, Southern California. Of the four schools chosen more than 50% of student population enrolled in the districts was identified as economically disadvantaged based on their qualification for free or reduced-price lunch. 
Each group member selected at least 5 teachers and 20 students to be involved into the survey. The participant students and teachers were randomly selected by professionals. Students participating in this study were required to be in their secondary level of educational studies. All participants needed to be at an adequate reading English proficiency to be able to read the questions of the survey. Teachers participants were also chosen from secondary level schools. The teachers chosen from different content areas such as: special education, foreign language, mathematics, social studies, English, biology, AP classes, etc.  

The final tally of participants included 27 teachers and 98 students. Each participant was given as much time as necessary to answer the questions. The completed survey was collected individually by one of the four researchers.

Of the final sample of 98 students, 21% were in grades 6-8 and 79% were in grades 9-12. The student participants ranged from 13 years to 18 years of age with over 60% of them being Hispanic. Teachers ranged from all levels of experience, age, and gender. Included in our student sample was a wide range of ages and grade levels because we wanted to check opinions on a wide palette. To account for a wide range in the teacher selection, we solicited participants from distinct disciplines.

This study is meaningful in the field of education since it addresses the perspective of students. In the past, the opinion of teachers, board members, and politicians have been solicited time and time again. For the first time the voice of the individuals who are directly affected by the performance of teachers is being sought. Teachers spend more time with their students, even more so than their own families at times so it was imperative that we take a look at how a students outlook on merit pay differs or compares to that of the teacher.

8. Instrumentation/Data Collection 


Upon discussing the direction of our merit pay project, we settled on implementing a survey that would ask both teachers and students their overall feel on the concept. At first we were determined to give our two separate surveys, one for teachers and one for students. Our main reason behind this was that we wanted to give students a survey that was “kid-friendly”. We didn’t want them to be turned away by the vocabulary or the wording of the questions. On the same note we knew that teachers could handle a bit more than the “kid-friendly” version. Ultimately, both surveys would ask the same questions, in the same order just with different terminology.


When we settled on this, we found that it would be easier if we created a survey that could be used by both parties. Keeping in mind at that students would be taking this survey as a favor and not getting anything in return for it we figured five would be a decent amount of questions to ask.  Here came our second dilemma, how could we word the questions so that none were a repeat of another? And how could we state the question so that we got the answers to want we wanted to know? Upon our decision of  the five  questions we each took a copy of the survey to a fellow teacher (who would  not be a participant in the actual study) to ensure that the reader would not have any doubts to what was being asked. Speaking on behalf of the entire group, this was probably the hardest thing to do in terms of the data implementation. Coming up with the questions was the crucial part of this research that would determine or help us answer our ultimate question.


Upon our decision of the five final questions came our last issue of how the participants would answer. At first we wanted a likert scale ranging from 1-5 in which the participants would answer from strongly agree (1) to strongly disagree (5). We figured out the label for ranges 1,2, 4, and 5, however for the middle range we were unsure. We couldn’t find a proper label for it and feared that both students and teachers may take it as an easy way out and pick that for most questions. If this happened then we would not get an accurate reading to our question. 


Our final survey (included) consisted of five brief questions where the reader chose from yes, no, or no opinion. In addition to an answer was a space for the participant to include a comment if they wished. A disadvantage to the three answers we picked was that when some participants picked no opinion and did not follow it with a comment, we were uncertain of the reasoning behind the choice. We are left to believe that they may not have cared, not understood the question, or are neutral on that topic.


In the study, each of the four researchers were active participants of the research. We each conducted the survey in one of our class periods. We each helped compile the five questions and then followed through by administering the survey to one of our randomly selected class periods. Since we were dealing with secondary level students, we informed them of the reason for the study, defined the term merit pay, and once each student had a survey we read each question out loud one by one and ensured that all students were done with one question before moving on to the next.  During the survey process, students were welcomed to ask questions if they did not understand and the questions were repeated if needed.


9. Data Treatment Procedures 


After debating over the number of surveys, number of questions, and the type of answers, the final decision was based on what would create an appropriate reading of results as well as appeal to a greater number of voluntary participants. Upon the administration of the test, all teacher surveys returned were used however a total of 5 student surveys were unusable. The survey were discarded was due to an obvious reluctance to truthfully answer as observed by the researcher. Observations that resulted in this decision were surveys being completed within seconds of receipt where the student didn’t even have a chance to hear all five questions being read aloud by researcher.


Upon completion of all surveys, researchers went through and discarded the ones that were not deemed usable. Following this gathering the responses to each question was tallied and then portrayed through a visual representation of a bar graph. Bar graphs illustrate the amount of responses per question as well as per participant, yielding a total of 10 graphs. To further compare and contrast the information, a total of five graphs were composed to illustrate the opinions of students and teachers with respect to the same topic. The only statistical procedure applicable to this study was the mode, since this was used in documenting the number of total responses per answer to each of the five questions. The graphs clearly illustrate which answer was selected the most for each question, both on behalf of the teacher and the student. The mean was not applicable due to the answers: yes, no, and no opinion not being assigned a numerical quantity. Likewise for the median.

10. Presentation of Findings 


Overall, both participants seemed to take the same opinion on each of the five questions. The only question that really called for a discrepancy was #2: Should teachers be paid more if their students do better on tests? For this case the majority (83%) of the teachers answered no. The overall voice the teachers was that they should not be paid more if students do well. Some teachers commented, “then we are just teaching to the test”, and “how can I be responsible for a student who never attends school, yet still we test them” among others. This details the standpoint of those teachers speaking against merit pay. On behalf of the students, a bit over half (53%) felt the opposite. Majority of the students felt that teachers should be paid more if his/her students perform better on tests. Some of the students comments include, “it shows how good they teach and how well the student understands”, and “ it would mean that they are actually doing their job” among others. Although the results were almost evenly spread with respect to the students, this was the only question that went in both directions between both participants. All other four questions had the majority of the votes to be the same from both the perspective of the teacher and the student.



Although the second question was the one that differentiated in terms of the points of view from the participants, the following gives an overview of results pertaining to the other four questions on behalf of both students and teachers:

· Teachers’ salary should not be based on student performance on tests
· Students will not perform better on tests if they know their teacher’s salary is based on their performance.
· Students will perform better if they receive a merit/performance award along with their teachers.
· Merit pay will affect staff and/or student morale on school campus
Table 1: 
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11. Limitations of the Design 


Upon finalization of the research study, there are a couple of areas of concern that we would like to address in a future study. As stated before, the compilation of the survey question and it’s presentation was a very tedious task however even so it could have been better. Even though we preferred the yes and no answers, we found that we should have gotten away from the no opinion choice. This choice created ambiguity among the researchers since a formal interpretation for this answer choice could not be drawn.


Another implementation of the survey would be to go back to the likert scale so that further statistical analysis could be performed. It was difficult to go beyond in the quantitative analysis with only having two definitive answers (yes and no). In further applications, it would be beneficial to have a range of answers where each is assigned a point value so that all of the three basic analysis could be performed (mean, median, and mode). Further yet, create it so that an analysis of variance (ANOVA) test could be done comparing the teachers and the students.

CONCLUSION

In our research of merit pay some themes recurred.  Among them are: teacher performance evaluation, student performance assessment, student motivation, teacher motivation, and school morale.  The overall voice of the teachers was that they should not be paid more if students do well or don’t do well on tests.  Conversely, this was contradicted by a majority of the students feeling that teachers should be paid more if they perform better on tests.  In the big picture, all that really matters is the learning that happens with our students when “the rubber meets the road” in our classrooms. However, we conclude with the following timely caveat: Unless you plan carefully and include your entire teaching staff and create student motivation; a merit pay plan is doomed to failure. 
RECOMMENDATIONS FOR FURTHER RESEARCH


Our recommendation for further research includes:  First, a more thorough study of the survey outcome of question number two from both students and teachers.   We found that students and teachers had drastically different viewpoints on this question and more research is needed in this area.   Secondly, more research is needed on the political implication of merit pay.   The current Department of Education favors merit pay.   Lastly, we understand the limitations of our study due to the small demographic we chose.  A larger demographic pool is need for a more accurate analysis of the issue.   
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Appendix A
Debriefing Statement

Definition for Purposes of the Study

Merit Pay: a process that determines a teachers salary on the basis of how well each teacher performs at work. It provides bonuses for teachers who perform their job better according to their students test results.

You have been invited to participate in a research study about merit pay for teachers. This study will allow researchers to take into account how you feel about the concept. In the past, researchers have only taken into account the opinion of teachers and this study will allow for consideration of your point of view.

Risk And Benefits

We don’t expect your participation in this study to have any foreseeable risks to your well-being. The benefit is that you will be able to make your voice be heard with regards to the topic

Participant’s Rights

You have the right to choose to not participate in this study. If you choose not to participate the data from your questionnaires and test will not be collected. If you do participate, you can change your mind at any time, and your data will not be collected. You also have the right to refuse to answer any question that we ask you. Your privacy will be respected and your name will not be included in the data.

Appendix B
SURVEY
What do teachers and students think about Merit Pay at the Secondary level?

Circle the answer that best describes how you feel.  Comments would be appreciated.

1. Should a teacher’s salary be based on their students’ performance on tests? (i.e. CST, Hexad, Benchmark, CAHSEE)

	YES
	NO
	No Opinion


Comment:_____________________________________________________________________

2. Should teachers be paid more if their students do better on tests? ( i.e. CST, Hexad,  Benchmark, CAHSEE)

	YES
	NO
	No Opinion


Comment:_____________________________________________________________________

3. Would students perform better if their teacher’s salary was based on their performance on tests? (i.e. CST, Hexad, Benchmarks, CAHSEE)

	YES
	NO
	No Opinion


Comment:_____________________________________________________________________

4. Would students work harder if they received a Merit/Performance reward along with their teachers?

	YES
	NO
	No Opinion


Comment:_____________________________________________________________________

5. Do you feel merit pay will affect staff and/or student morale on your campus?

	YES
	NO
	No Opinion


Comment:___________________​​​​​​​​​​​​​​​__________________________________​​​​________________
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