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1971-72 SURVEY OF MERIT PAY
PLANS IN PUBLIC SCHOOL SYSTEMS

BACKGROUND

During November, 1971, the Board of Education of Unified School.

District No. 259 Wichita, Kancas passed a motion jointly approved by

the Executive Board of NEA - Wichita that the Superintendent appoint a
committee of educators and lay citizens to study merit pay plans and re-
port back tov the board by mid-March, 1972. Early in December, 1971 the
Research and Evaluation Services Division was asked to assist in conduct-
ing a survey of systems who have in the past had merit plans in effect or

who currently have merit pay plans.
SURVEY PROCEDUKE

Initially, 26 school systems were identified from the list of
?opulation, School Population, Superintendents, and Director of Research
A in Largest Cities in the U.S., prepared by the Houston, Texas Independent
School District in February, 1971. Ten systems selected from this list had

pupil enrollments between 50,000 aad 77,000. (This was considered the size

renge for Wichita with a 1970-71 pupil enrollment of 63,811.) Included
in the.list were several systems in the Mid-West or same geographical
area as Wichita. Interview questions were developed so that information
could be collected by phone interviews with the Director of Research or

other appropriate person in the districts selected.

Questions used were designed so that replies to particular questions
branched to other series of questions depending cn the reply to the first
question. A copy of the questions used is included in the Appendix. It

should be noted that some variation in questions was expected depending on
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the individual respondent. Phone conversations were recorded on tape

after permission to do so was granted by the respondent.

After completion of the first portion of the survey, a verbal

summary was presented to the committee. The survey continued with eight

districts selected from systems reported in either the NEA Research
Division Research Report 1970 R12 or Research Report 1971 R12 as having

some type of merit provision in the salary structure.

A slightly different set of questions was designed to elicit in-
formation from districts with merit plans., A copy of these questions
is also contained in the Appendix. Once again, variation in questions

\

was dependent upon individual respondents. Results from the second

portion of the survey were also verbally presented, along with other

materials, to the committee on February 15, 1972.

FINDINGS

The procedure indicated that 10 public school systems in the Wichita
size range (50,000 to 77,000 pupils) were to be selected. Successful
contact was made with the Director of Research in eight of the 10 selected
districts. Four of the 10 districts were in the Wichita region. Those
districts were: Oklahoma City, Oklahoma; Tulsa, Oklahoma; Kansas City,
Missouri; and Omaha, Nebraska. The other four districts were: Pittsburg,
Pennsylvania; Long Beach, California; Baton Rouge, Lousianna; and Anne

Arundel County, Annapolis, Maryland. Respondents in all eight districts

reporied that no merit pay plan was currently in effect in their districts
and only two (Kansas City, Missouri and Pittsburg, Pennsylvania) re-

ported that they ever had any merit pay provision in their salary

Q - 3
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" structure. Five of the eight districts had at some time studied, discussed
or considered the possibilities of a merit plan either as the result

of a board member inquiry or administrative review.

All eight districts reported that t~achers' salaries were scheduled
and that progress 1is normally one step increase until reaching the final
step according to educational preparation level. Administrative salaries
are in some cases scheduled and in other cases determined individually
or a combination of the two. Systems without scheduled salaries for all
administrators may have some elements of merit pay provisions if per-

formance is a criterion used in determining individual salaries.

All eight systems reported some type of personnel evaluation.
In general, there is an annual evaluation of probationary teachers
(usually three years) and then periodically after that period. In some
cases, there is an annual rating or evaluation of all certificated
personnel. Most systems use some type of rating form or checklist of
traits as & tool in the evaluation process. All systems reported these
as subjective measures and some variation in the number and type of

persons involved in the evaluation precedure.

All respondents in this group reported that there was provision in

the salary structure for extra pay for extra work and/or respousibility.
Positions such as coaches of sports, department heads in secondary schools,

band directors, etc., were among those provided for as extra pay positioms.

Opposition to merit pay was reported as varying from very little
to nearly everyone. On the other hand, there have apparently been no

strong moves toward developing and implementing merit pay systems in

: . .
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' recent years. A summary by system for the above-mentioned systems is

presented in Table I in the Appendix.

The second portion of the survey consisted of selecting among
sys;ems which had recently reported merit pay provisions. From the
list of systems reported in the 1970 R12 or 1971 R12 Research Reports of
the NEA Research Division, eight school districts were selected as having
merit pay pfovisions. The districts selected varied in enrollment from
about 10,700 to 75,000 pupils. The districts selected were Muscogee
County, Columbus, Georgia; Parkway District, Chesterfield, Missouri; Wichita
Falls, Texas; Wauwatosa, Wisconsin; Portland, Oregon; and Livonia, Michigan.
One additional district, San Diego, California, was added as a result of

information obtained from an earlier call.

Five of the eight selected districts were contacted by phone for
interview information. In each case, the Director of Personnel was the
respondent for each district. In four of the five systems reached, the
respondent indicated that, in his opinion, that system had never had
what he considered a "merit pay" provision in the salary structure.
Wichita Falls, Texas was the only district contacted in which the re-
spondent said a merit pay plan was in use for a period of time. However,
it is not in effect for the 1971-72 school year, except for those
(approximately 50 persons) who are still receiving stipends for the

remainder of a five or 10 year period.

The plan used in Wichita Falls, Texas can be described as one based
on years of teaching experience and additional graduate hours of educational
preparation. The plan was applicable only to teachers and required an

application in order for the teacher to be considered. A copy of the

-,
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" plan and eligibility form are included in the Appendix.

The respondent indicated the following as the reason for abandoning

the plan even though, in his opinion, it had been quite successful. The

State of Texas now has a funding provision which requires matching funds
from the local districts to upgrade all salary provisions. In order for
the Wichita Falls system to meet this requirement, the system could no

longer provide monies for the merit stipends as they had in the past.

The other four districts, Muscogee County, Columbus, Georgia;
Wauwatosa (Milwaukee), Wisconsin; Livonia, Michigan; and Portland, Oregon
had respondents who indicated that, in their opinion, no "merit pay"
provisions were in existence now, ard in some cases, had never existed in
those systems. A brief summary of responses from the four systems mentioned

above is included in the Appendix.
SUMARY

The merit pay survey was conducted in an attempt to answer two sets

of questions. First, are there school systems in the Wichita enrollment
size group that have unreported merit pay plans, are they currently
considering or developing a merit type plan, and have they had merit
plans in the past and abandoned them? Secondly, among systems having some

reported provisions for "merit pay," what are these provisions, what are
the guidelines and procedures, is the plan etc. described in writing, and

what has made the plan successful?

Telephone interviews with Directors of Research in eight districts

in the Wichita size group revealed that no district contacted currently

< . 6
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" has what respondents considered a "merit pay plan." There may, however,

be pay provisions in those districts that would be included in some

definitions of merit pay.

Directors of Personnel, in five districts reported to have some merit
pay provision, were contacted by phone. None of these respondents re-
ported merit pay plans in effect this year. One of the five, Wichita Falls,

Texas, had to abandon their plan this year. The reason for abandoning

this plan was not a reported lack of success, but other .inancial reasons.

One additional call yielded information and results of committee

work comp’eted in one large urban district in California.

Results of this limited survey, (fourteen telephone contacts) re-
vealed that no district contacted currently has an operational merit pay
plan. Five of the fourteen were reported as having some type of merit

pay provision in the salary structure for those districts.
CONCLUS™.ONS

Based on this survey, previous surveys, and reported information
related to merit pay plans, the larger the school district, the less
likely one would find "merit pay' provided on an individual basis in
public school systems. However, depending on the definition of "merit
pay," many school systems have some salary provisions which would fit
particular definitions of merit pay. All, or nearly all, of the larger
school systems (enrollments of 25,000 pupils or more) have some type of
salary schedule for teachers which recognizes additional educational
preparation, and years of teaching experience. This 1s one way to

reward en masse those who presumably will be producing better educational

~
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" experiences and products in public school systems.

This survey revealed some of the same problems that were found in a
survey conducted by the NEA Research Division in July, 1960. At that
time, 38 percent of 71 reporting systems either denied that a merit plan
ever existed or had been adopted. Merit pay was defined (in 1960) as any
form of pay which exceeds scheduled maximums. It would be very difficult
to get a uniform acceptance nationwide, then or now, of a definition of
"merit pay." Telephone interviews in this survey showed that some say
they do not have a "merit plan,” however, extra pay positions do exist.
Some teacheis receive more than maximum scheduled salaries for other
reasons, aid in some systems many administrators' salaries are individu-
ally determined, which might imply that performance of a task is a
determining factor. The value of information gained by utilizing this

technique is severly limited in that only a very few schools systems

were involved, and in some cases, the person interviewed was-unable to

provide what may be considered an accurate historical picture of pay
provisions in the system for a long period of time. Even with the limi-
tation of this approach and thi&{particular survey, the indications are

}
that not many systems are saying that they have "merit pay" as such.
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QUESTIONS FOR LARGE CITY
SCHOO!. SYSTEMS (50,00C~77,000)

Telephone contact to be made with the Director of Research to
obtain responses to questions regarding "merit pay." If he is
unable to respond, obtain the name, title, and telephone number
of another person on the staff who can respond.

Nature and Purpose of Inquiry

Indicate the background and reason for conducting this survey
and ask permission (as needed) for recording responses.

Then say -

We are interested in gathering information regarding
"merit pay" activities among school systems in our size
range. ''Merit pay" may include the following elements -
super maximums, moving persons more than one step on the
salary schedule, additional compensation for outstanding
performance, extra pay for extra work or responsibility,
and/or rii~ial grants.

Questions -

1. Do you now have any type of merit pay plan for teachexs or
*  other professional persomnel? (If no, branch to question 10.)

2, If so, what are the purposes of your plan? (e.g. Reward for
excellence in teaching, encourage better pupil performance,
or upgrade teachers salaries.)

¢ 3. How long has the plan been in effect?
4. Do you have guidelines, administrative procedures, or
evaluation tools available in writing? If so, may we have

copies of these materials?

S. Is there a limit to the number »>r percent of'the staff who
can receive merit pay for any given year?

6. Who initiated the plan? Who developed the plan? (e.g. teachers,
administrators, lay persons)

7. How much money is budgeted or set aside annually to pay persons
receiving "merit pay"?




8.

10.

11.

12,

13.

14.

15.

16.

17.
18.
19,
20.

21.

22,

(2)

Has any study been made regarding the effectiveness of
"merit pay" on teacher or pupil performance? (If not, get
an opinion on the effectiveness of the plan.)

Has there been opposition to the plan? Who opposed? What
was the extent of opposition?

Is your system currently considering any type of merit pay
plan? (If no, branch to question 17)

If so, at what stage of development of the plan are you?

Who initiated the present interest or study of "merit pay'" in
your system?

What are the maln features of the (proposed) plan?

Do you have in writing, the purposes, guvidelines, administrative
procedures, and evaluative tools for the plan? If so, may we

have copies of any or all of that material?

How much money is proposed to annually budget or set aside to
implement merit pay compensation?

Hes there been opposition to the plan? By whom? To what
extent?

Has your district ever had any type of "meri: pay' in the past?
If so, when? How long did it last?
what was the primary reason for abandoning the plan?

Are professional (certificated) personnel in your district
paid on the basis of a salary schedule?

Do you have procedures which result in regular evaluation of
professional (certificated) personnel?

Do you have any general comments related to "merit pay" or
"merit pay plans"?




QUESTIONS FOR SYSTEMS REPORTED TO
HAVE SOME TYPE OF MERIT PAY PLAN

Telephone contact to be made with the Director of Personnel or

scmeone he designates to respond to quest‘'ons regarding the reported
merit pay plan.

Nature and Purpose of Inquiry

Indicate the background and reason for conducting this survey, and
ask permission (as needed) for recording responses.

Then say =
According to information reported in the NEA Research

Division report, 1970 R-12 or 1971 R-12, your district now
has some type of "merit pay" for teachers.

Questiong -
1. 1Is this correct?
If so, can you describe the main features of the plan?

Is the plan described in writing? Are there guidelines, administrative
procedures, etc.? If :i0, may we have copies of these materials?

How long has your plan been in effect?
What are the purposes of the plan?
What constitutes '"merit"?

What are the procedures for identifying and selecting person considered
for merit?

Do you have regular procedures for evaluation of certificated
personnel? How frequently do these occur? Do these in any way
determine persons selected for "merit'"?

Is there a limit to the number or percent of the staff receiving
"merit"?

Described briefly how the "merit plau" was developed in your system.
In your opinion, how effective has the plan been?

Has there been any study of the effects of '"merit pay" on teacher or
pupil performance? -

Has there been opposition to the plan? By whom?

Do you have any general comments related to "merit pay" or "merit pay
plans"?
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TABLE I

SUMMARY COF RESPONSES ON MERIT PAY
SYSTEMS WITH PUPIL ENROLLMENTS OF 55, 000-717, 000 (cont'd)

Systein
Sy,

State

1970-71
Enrollment

Currently
Considering
or have
Merit Pay

Had serit
Pay in Past

Scheduled
Salaries

Reasan, if
any, for

not having
Merit Pay

m<mr_mn8 of
Personnel

T of
mvw.mwm Pay
Position

Who Opposed
or opposes
Merit Pay

Other
Comments

Omaha, Nebraska

63, 024

Have not form-
ally considered
merit pay.

4 or § years
ago made a
cursory study,

Inde xed
Teacher
Sala;
Schedule
Longevi
pay at w.N
years $200.

No uniformity in
who decides who
receives merit
and on what
criteria. Biggest
problems are
evaluating and
selecting persan-
nel for merit

Have recentl
modified too
for probationary
teachers.
Evaluation each
ear, others eac
yeas. No
formal evalu-
aton for
Administrators

Coaches

8and Directors

Summer
teachers

Pay for added

time,

Not Indexed

% of B.A.,

base.

Teachers
Association and
Administrators
based of evalu-
ation and selection

Will send
copies of
evaluation
tools and
sala
schedules

Kansas City Public

Schools,

Kansas City,
Missouri

Proposed from
time to time
usually by
board member,
Last one about
4 or 5 years
ago,

Yes, in the
1930°s. Add on
to top of teache)
schedules

Single Sa

mowmwazuh.g
Teachers

and Adminis-
trators policy
not to main=-
tain Indexing

Peisonnel felt
some got
preferential
treatment,

Did not devciop
written guide-
line for merit

lan,

valuation form
for Adminis-
trators may or
may not be
rated, (Subject~
ive)
Teachers are
evaluated each
year during
probation period
consisting of
3 years., Might
¥0 to annually~
rating,

Those in iy(30's)
felt preferential
treatment was
present, AFT
now bargaining
unit,

Aruitoxt provided by Eic:

E\.
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TABLE 1

SUMMARY OF RESPONSES ON MERIT PAY
SYSTEMS WITH PUPIL ENROLLMENTS OF 55, 000-717, 000

Currently

Reason, if

System, Considering - any, for Type of Who Opposed
ity, 1970-71 or have Had Merit Scheduled not having Evaluation of Extra Pay or opposes Other
State Enrollment Merit Pay Pay in Past Salaries Merit Pay Personnel Position Ment Pay Comments’
Oklahoma City, 72, 010 No serious No Teachers on | Inability to find | Evaluation tools| Additional
Oklahoma thought given. schedule, a plan which are used work get
Discusse Do not ise all would consides Wﬂo_.:hnw. for additional
several times Indexing or | fair, fessional pay.
but inability Com on Inservice train-
to find a plan of the ing improve=
which all would teachers and ment, All
consider fair, principals forms becomes
Cenual salaries, part of teacher
Administrative pemsonnel
Staff on Meric record,
Pay including
40’ employees
(Assistant
De Director)
( ment
e Reads)
and all Central
Administrators O
Lo |
Tulsa, 11, 163 No No Everyone Systematic and | Team Leaders | General no com=
Oklahoma on Fixed regular ways of | Additional plaints, Gtrong
Index evaluation, work for request for
Schedule Procedures additional pay. Open Space
revised in last Coaches Schools
2 yearms. De ent
eads
For advance - Band Directors
ment a po= Curricrium
sition is wrieen
advertised
for a period
of 20 days .
Any one
can apply

for advance-
ment,
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WICHITA FALLS PUBLIC SCHOOLS lo
Wichita Falls, Texas

a4}
w

CERTIFICATES OF MERIT

The Board of Education, in its continuing efforts to encourage excellence
in teaching, has approved a plan for recognizing such excellence through
Certificates of Merit. These certificates will be of three types:

1. Certificate of Merit - awarding a stipend of $144 each year for
five years

2, Professional Certificate of Merit - awarding a stipend of $216
each year for five years

3. Master Teacher Certificate - awarding a stipend of $376 each year
for ten years

The certificates are intended for classroom teachers and orliy those teachers
who sre being paid on the regular teachers salary scheduie will be eligible
to receive an award. Awarding these certificates will be predicated on
three things - tenure, college credit, and performance in the classroom.
Eligibility and qualifications for the awards will be as set forth below:

PREREQUISITES:

A. Cer tificafe of Merit

1. Bachelor's degree

2. Five years teaching experience

3. Three years continuous tenure in Wichita Falls

4, Nine hours college credit which must meet the following requirements:
a. Must be completed after employment in Wichita Falls

b. Must be completed not more than five years prior to date of
application for evaluation

c. Must be of graduate level
B, Professional Certificate of Merit
1. Bachelor's degree
2., Certificate of Merit (10 years teaching experience and 3 years

continuous tenure in Wichita Falls may serve in lieu of the
Certificate of Merit in meeting this requirement.)

3. Completion of twelve hours college credit which must meet the
following requirements:

a. Must be completed after employment in Wichita Falls

17




b. Must be completed not more than five years prior to
application for evaluation

c. Must be of graduate level

d. Must be different from that used in estal lishing eligibility
for Certificate of Merit

4, Six hours of approved educational experience may be submitted
in lieu of six hours of the above requirement.

Master Teacher Certificate

1. Bachelor's degree

2. Professional Certificate of Merit (15 years teaching experience
and 3 years continuous tenure in Wichita Falls may serve in lieu

of the Professional Certificate of Merit in meeting this require-
ment.)

3. Completion of eighteen hours college credit which must meet the
following requirements:

a. Must be completed after employment in Wichita Falls

b. Must be completed not more than five years prior to date of
application for evaluation

c. Must be of graduate level

d. Must be differeut from that used in establishing eligibility
for Certificate of Merit or Professional Certificate of Merit

4. Six hours approved educational experience may be submitted in
lieu of six hours of the above requirement.

EVALUATION:

A,

D.

College credit prerequisites must be submitted, along with transcripts,
on the form provided on or before September 15th of the school year
during which evalustion is requested.

Evaluation will be made during the school year immediately following
request.

Evaluation will be made by administrators and supervisors directly concerned
with the area of teaching.

Evaluation will give emphasis to excellence in teaching over and beyond
the quality expected of any well-trained teacher.

v o4
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AWARD :

A,

If, in the opinion of the evaluating team, the teacher meets the require-
ments set forth above, the teacher shall be notified in writing and

the additional stipend will be added to the contract for the following
school year and for each school year thereafter for five years.

Any break in the continuity of tenure for any reascn other than official
leave will terminate the certificate.

In event the teacher is judged as failing to meet the standards set
forth above he will be entitled to a conference at which time full
explanation will be given.

Upon recommendation by the Superintendent of Schools and the Teachers
Committee of the Board of Education, the Board of Education may waive
any or all of the above requirements so as to reward outstanding
service to the youth of the community.

Adopted by Board of Education
April 2, 1962
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WICHITA FALLS PUBLIC SCHOOLS
Wichita Falls, Texas

T A OR T F_MERIT
Date
I. PERSONAL DATA:
Name School

Present Assignment

Fresent Salary Status: (Underline one) Regular Schedule, Certificate ofldprita
: Professional Certificate of Merit, Mastar Toacher Certiticate

II. PROFESSIONAL IMPROVEMENT DATA:

A. College courses completed (Transcripts must be on file in Superintendent's

office)
Course College cor Ne. Hrey Da*e .
Course Name Number University Crodit {Comnletedt

i }

B. Other professional experiences and dates (i.e. travel, publications, etc.)

I submit the above rata as partial fulfillment of the rveczuirement: for the
Certificate of Mer’.t, Professional Certificate of Merit, wactes iyeacher o
Certificate. (Underline one.) I understand that the awardiny ¢ tne Certificate

% is contingent upon favorable evaluation of my classroom rerfcrmanc2 and profes-
sional attitude.

Signature:

ERIC 20




SUMMARY OF RESPONSES
FROM DISTRICTS REPORTED TO HAVE MERIT PAY

System - Muscogee County Public Schools
City = Columbus
State -~ Georgia

1971-72 Enrollment = 41,644

Type of Merit Reported

Schedule may be exceeded for meritorious performance by
board action.

Response Summary

Respondent indicated that no merit plan existed as reported.
The system has a single salary schedule with extra pay for
extra work positions. The teacher association (NEA affiliate)
is opposed to "merit pay." Respondent considered the suhject
of "merit pay" to political, particularly in that region, to

become to involved because of problems generally associated
with 1it.

System ~ Wauwatosa Public Schools
City - Milwaukee

State - Wisconsin

1971-72 Enrollment - 10,810

Type of Merit Reported

Schedule may be exceeded for meritorious performance by
board action.

Response Summary

Respondent was the Director.of Personnel for Milwaukee Public
Schools. He indicated that he had no knowledge of merit plan
in Wauwatosa or Milwaukee systems. There are, however, extra
pay for extra work positions. Respondent indicated that he
would check with other suburban systems in that area and send
information if available.




(2)

System - Livonia Public Schools
City - Livonia
State - Michigan

1971-72 Enrollment - 38,237

Type of Merit Reported

Schedule may be exceeded for merit but amount not indicated.
Long-service increments indicated but amounts not stated.

Response Summary

Respondent indicated that there are two levels on the salary
schedule with a $40 differential between level one and level
two on the salary schedule. Approximately 97 percent of the
teachers proceed to level two with four years of experience
and the recommendation of the principal. The respondent did
not considzr this a type of merit pay. He also indicsted that
this was the first year his office had not completed the
questiocnnaire for the NEA Research Division. He sent it to

the local NEA affiliate for completion and return to the
Research Division.

System - Portland Public Schools
City - Portland
State - Oregon

1971-72 Enrollment -~ 74,989

Type of Merit Reported

Report indicated an extra set of dollar amounts above scheduled
maximums with Merit indicated in parentheses.

Response Summary

Respondent indicated no merit plan as such. Additional salary

is provided for extended responsibility assignment, a type of
extra pay for extra work. Portland does have a longevity
provision for those on the top step of the schedule for five
years. This difference for longevity was apparently the notation
reported as merit. Portland also has special contracts for
teachers in special projects which the Teachers' Association calls
"performance contracting." The respondent also mentioned the
Parkrose District (suburban Portland) as having adapted a "rather
complicated" merit pay plan this year.
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3)
System - Wichita Falls Public Schools

City = Wichita Falls
State - Texas

1971-72 Enrollment - 18,700

Type of Merit Reported

Schedule may te exceeded for merit but amount not
indicated.

Response Summary

Respondent indicated that a merit plan had been in effect for
about 12 years but had to discontinue the plan for the 1971-72
school year. The plan included three levels based on years of
teaching experience and additional ‘graduate hours beyond the
bachelor's degree. Teachers must apply on prepared form and

be evaluated that year before receiving merit awards for a five
or 10 year period.

The reason the plan was abandoned at this time was financially
related. State funding in Texas now requires matching funds in
some areas from the local district. The amount of matching local
funds prohibited the Wichita Falls system from continuing the
merit pay plan. The respondent di¢ indicate that, in his opinion,
the plan had been successful and thi* approximately 50 teachers
are still receiving merit stipends.

System - San Diego Public Schools
City =~ San Diego
State = California

1971-72 Enrollment - 130,332

Response Summary

‘This call was made as a result of an earlier call to Long Beach,
California. San Diego ncw has committees working on an alternate
plan to merit pay. The committees have identified problems of
quantifying evaluative data, The respondent also indicated

that they currently have some types of special assignment positions
which may be considered by some as "merit pay" positions.

Included with these summaries is a;copy of the progress report
from the San Diego Public Schools.
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SAN DIEGO CITY SCHOOLS
Personnel Division

PROGRESS REPORT ON MERIT PAY December 7, 1971

Background--By resolutions adopted by the Board of Education August 3, 1971, the
superintendent .23 directed to develop merit pay plan proposals for the teachers
and administrators of the San Diego City Schools. In the development of these plans,
the superintendent was instructed to involve the employees affected. The resolution
further required that tiie superintendent present his proposals for teacher and
administrator merit pay plans no later than March 1, 1972.

Two merit pay committees have been established--one for teachers and another for
administrators--with some members servinz on both comittees. The members on these
committees were nominated by the Negotiating Council, the Administrators Association
and division heads. Each ccmmittee has held five general meetings and in addition
several subcommittee meetings have been held.

Data Collection--The Teachers' Merit Pay Committee has reviewed a number of teacher
merit plans currently in existence, merit pay articles in professional journals,
research reports on merit pay and other literature on the subject. The Administrators'
Merit Pay Committee has reviewed merit pay plans currently used by 35 large United
States Corporations for their exempt, managerial class employees and has visited two
of thes: corporations to discuss their merit pay plans.

Developing Basic Philosophy--At their very first meetings, both committees registered
strong opposition to merit pay in any form. Numerous examples of plans which had
been tried and failed were cited. Reasons why these plans had failed were discussed
at length. Committee members pointed out the complete absence of a true mer‘t pay

plan in any major California school district or, for that matter, in any majcr United
States school district.

The passage of time has not reduced either committee's opposition to merit pay.
However, realizing that the superintendent had a mandate from the Board of Education
and they (committee members) had been selected to help develop a program under this
mandate, the committees addressed themselves to their task by developing a set of
principles a merit pay plan would need to meet in order to be successful. To put it
another way, given a choice, neither committee would opt for merit pay. But if they
were not given a choice and a merit pay program were to be adopted for teachers and
administrators of the San Diego City Schools, certain principles would need to be
observed in order for the program to have any chance of success.

The two committees developed their principles independently except that there was a
free exchange of working drafts in the process. Consequently, there is considerabl::
agreement between the two as is shown in Attachment A. There are, however, signifi-
cant differences which are also shown in Attachment A. Full texts of the two sets
of principles are contained in Attachments B and C.

Next Steps--Both committees feel they have arrived at a critical point in their
task. First, they would appreciate the Board's reaction to the guiding principles
they have developed. Second, in order to develop the merit pay plans themszlves,
guidance from the Board is needed in the Following areas:

1. Should the merit pay plan be designed to encourage and reward outstanding
performance only, or should it also include provisions for withholding
rewards for less than effective performance?

¢
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2. Does the Board place high priority on merit pay, a priority high enough
to make a continuing commitment to merit pay even in years of severe
budgetary limitations?

3. Recognizing the Board's desire to improve instruction, would the Board of Edu-
cation be willing to consider alternatives to merit pay?




" ATTACHMENT A (San Diego, Califormia)

Areas of Agreement--Teacher and Administrator Merit Pay Principles

1.

2.

3.

4,

10.

11.

A merit pay plan should be individualized and flexible, should reflect the
professional goals of those affected and be compatible with the goals of the

district.

A merit pay plan will cost more than our present pay plan. As an added cost,
its value must be weighed against other needs in the district budget.

A merit pay plan must be an added feature of an already sound and attractive
professional salary schedule.

A merit pay plan must be based on sound evaluative practices and be subject to
the grievance procedure.

A merit pay plan will increase administrative work 11ads.
The merit pay plan must be free from political control or influence.

A merit pay plan must provide a means by which those affected actually plan and
implement the system; it must be acceptable to the majority of those affected.

A merit pay plan should not provide for the rating of one person against
another.

Teachers (administrators) must have confidence in the competence and integrity
of those doing the merit rating.

A merit pay plan must set no limit to the number of individuals who can be
rated meritorious.

A merit pay plan must be dynamic. It needs procedures for evaluation, change,
and improvement. ’

Areas of Difference~-Teacher and Administrator Merit Pay Principles

Teachers Administrators

1. A merit pay plan must have as its 1. A merit pay plan should recognize
goal to recognize and reward and reward superior performance; it
superior teaching with additional . may also be used to withhold reward
salary; it must not be based upon for less than effective performance.
popularity or be used as a punitive
measure.

A merit pay plan must allow a 2. A merit pay plan should apply to all
teacher to become & merit teacher : members of the management team.
at anytime during his career. (Participation compulsory)

(Implied voluntary participation.)
3. The initial responsibility for merit

rating must rest with the immediate
suppervisor




"‘ATTACHMENT B (San Diego, California)

PRINCIPLES FOR SUCCESSFUL TEACHER MERIT PAY PLANS

A merit pay plan should be individualized, flexible, reflect the professional
goals of those affected and be compatible with the goals of the district. It
should include provisions for self evaluation.

2. A good merit pay plan will cost more. It canrot be used as a money saving
device. It will increase administrative expense. As an added expense, its
value must be weighed against that of other needs ir the district budget.

3. A merit pay plan must be an added feature of an already sound and attractive
professional salary schedule. A merit pay plan should provide for substantial
remuneration above the basic salary schedule.

4. A merit pay plan must have as its goal to recognize and reward superior teaching
with additional salary; it must not be based on popularity or be used as a punitive
measure. The merit pay system must be free from political control or influence.

S. A merit pay plan requires that the most effective methods be utilized to distin-~
guish between good and superior teaching; such methods must be based on sound
evaluation practices and be subject to the grievance proceiure.

6. Sufficient time must be provided for implementing and administering the plan.

7. A merit pay plan must provide a means by which those affected actually plan and
implement the system; it must be acceptable to the majority of those affected.

8. A merit pay plan should not provide for the rating of one person against
another.

9. A merit pay plan must set no limit to the number of teachers who can be meritorious.

10. A merit pay plan must allow a teacher to become a merit teacher at any time during
his career.

11. A merit pay plan must be dynamic. It needs procedures for evaluation, change and
improvement.

12. Teachers must have confidence in the competence and integrity of those doing the
merit rating.

Revisged:

11-16-71; 11-30-71




ATTACHMENT C (San Diego, Califormia)

l PRINCIPLES FOR SUCCESSFUL ADMINISTRATOR MERIT PAY PLANS

l. A merit pay plan should be individualized, flexible, reflect the professional
goals of those affected and be compatible with the goals ¢«f the District.

2. A merit pay plan will cost more. As an added cost, its value must be weighed
against that of other priorities in the budget.

3. Sufficient time and resources must be granted to the immediate supervisor for

implementing and administering the plan since a merit pay plan will increase
administrative work loads.

4, The merit rating system must be free of political control or influence.

5. A merit pay plan should recognize and reward superior performance; it may alsoc
be used to withhold reward for less than effective performance.

6. A merit pay plan must be based on sound evaluative practices and be subject to
an established grievance procedure.

7. A merit pay plan must be an added feature of a sound and attractive professional
salary schedule.

8. A merit pay plan must provide a means by which those affected actually plan and
implement the system; it must be acceptable to the majority of those affected.

9. The initial responsibility for merit rating must rest with the immediate super=-
visor. :

%10, Administrators must have confidence in the sincerity and integrity of those
doing the merit rating.

11. A merit rating plan identifies at best the outstanding and the less than

effective performers--it cannot truly rate all persons in relation to
each other.

12. A merit pay plan must set no arbitrary limit to the number of individuals who
can be rated meritorious or less than effective.

13. A merit pay plan should apply to all members of the management team.

14. A merit pay plan must be dynamic. It needs procedures for evaluation,
change and improvement. )

Issued:
11.1.71

Revised:
11.3.71; 11.17.71

*This may be deleted in a subsequent revision and placed in the body of the report
on merit pay for administrative personnel.
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