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Differentiated Compensation Plans

- Efforts to reform single salary schedule have emerged in virtually every
decade since the 1950s.

« Types of reforms can be classified into a handful of categories.

Awards based on
predetermined

tasks /outcomes

£ ~ Market-oriented

Source: Springer, M.G. (2009). Performance incentives: Their Growing Impact on American K-12 Education. Washington,
DC: Brookings Institution Press.

= Pay for performance / merit pay
« Knowledge- and skill-based pay
« Career ladders

» Hard-to-staff subjects
o Hard-to-staff schools

o Recruitment and retention awards

College of Educaton&

PEABODY COLLEGE Human Development

<>Zcmwmw-.u—x WATIONAL CEMTFER ON
Vi

Performance Incentives

2. Review of Research

Educator Performance Pay Debate

« Many contend pay for performance is an ideal alternative
to single salary schedule.

o Motivation
o Selection or compositional effect
o Align interest and goals

» Sturdy and influential base of stakeholders opposes
performance pay.

o Crowding-out of intrinsic rewards
o Lack appropriate measures and technical capacity
o Empirical evidence is inconclusive

Oiil TIRTER 0

mance Incentives

College of Education &
Human Development

VANDERBILT
| PEABODY COLLEGE

Summary of Research

Direct evaluation literature is slender.

Literature reports generally null effects.

Literature is not sufficiently robust to prescribe how
systems should be designed (i.e., optimal size of bonuses,
mix of individual and group incentives, etc).

Studies have focused primarily on short-run motivational
effects, with very little attention on compositional effect.

» Most rigorous evidence comes from abroad.
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. .
. .
Prior Research (United States) Prior Research (International)
Program i indi Erostem Design  Sample = Treatment Results
ey ) Design Sample Treatment Findings (enaaerine) ig mp|
+ high-stakes test (.16 to 0.19 std. dev.).
POINT .00 Teacher + low-stakes test (0.11 to 0.18 std. dev.).
(Nashville, TN / RCT teachers Teacher No effect on overall student achievement APRESt S School + test-prep, freq. assigned homework, help outside
2007 - 2009) {india / RCT 68k stud A class, focused on low-perf. students
- input txs.
X 2006-08) Bamorof o teacher tx. > school tx
Project on Team P block grant) school tx. > both input txs
Lt RCT  82teams N No effect on overall student achievement both input txs = control.
(Rnd. Rock, TX 2009 (grade-level)
2011) Christelijk + high-stakes test, +/- low-stakes test
Steuenf 100 sch. {coached test-taking skills).
e REAI P T RCT 1k tch School . .
Mﬂﬂnneenﬁ 2008 - 2011) RCT mmv s Gt rmvvwa hool) No effect on overall student achievernent Incentive 51k stud +/~ tch. attend., inst. practices, and freg. hw.
9o 15 2 - SChoo’s |fjtreacherand seuoo (Kenya /98-99) + freq. out-of-school test-prep.
School-Wide Perf. = 900 No effect on overall student achievement; School + test score
: e 2 eff J i 2 sch. .
wm::mm Program RCT schools School no effect on teacher retention rates after 2 Perf. Prog. RD 62 sc School +total credit hrs. earned, science credit hrs, earned,
(New York City 2008 —10) vears (Israel /94-97) g R X
= and percent, stud. taking matriculation exam.
Fryer et al Large, positive effect on student Hmmo:nm.a RD 27 sch Teacher + exit exam credits earned in mathematics {18 percent) and
\ 3 " " ’ ncentive N
(Chicago 2012) RCT | 9schools  Teacher / School achievement (only 1year) (israel /2001) 4k stud. reading (17 percent)

Note: RCT = randomized, controlled trial; RD = regression discontinuity.

MNote: RCT = randomized, controlled trial

VANDERBILT LS, LA ML College of Education & _dﬂ VANDERBILT L

NAL CERTLZR QN College of Education &

PEABODY COLLEGE Performance [ncentives Human Development PEABODY COLLEGE Performance Incentives Human Development

Summary of Current Research

» A handful of rigorous evaluations have been launched in U.S.
since 2006, but many more are needed. 3. What Next

+ Studies evaluate the impact of program on student
achievement, teacher attitudes, teacher behavior,
institutional/organizational dynamics, cost-effectiveness, etc.

+ Need to begin comparing different performance pay models
(e.g., individual vs. team awards; small vs. large bonuses; single
vs. multiple performance metrics).

+» Continue to identify and advance different measures of teacher
performance.

« Compensation reform is not cure all.
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Effective Teacher Retention Bonuses in TN Thank you

» Highly effective teachers in high priority schools are 5 times
more likely to exit school than highly effective teachers in the
average TN public school Contact Information:

» $5,000 retention bonuses for highly effective teacher in priority Matthew G. Springer
schools (bottom 5% of schools in state)

+ Find that retention bonus increases predicted probability of
retention by approx. 23 percent (compared to teachers just
below the highly effective teacher cutoff)

» This is huge considering a highly effective teacher is 1.7
standard deviations above the average teacher’s effectiveness
hired by high priority schools in TN

Source: Springer, M.G., Swain, W., and Rodriguez, L. (2014). Effective Teacher Retention Bonuses: Evidence from Tennessee.
TN Consortium on Research, Evaluation, and Development Working Paper



