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  recent report published by the      
National Center on Performance    
Incentives (NCPI) presents findings 
from the second-year evaluation of 

the Texas Educator Excellence Grant (TEEG) 
program, a statewide educator incentive 
program that operated in Texas. As part of 
that larger study, evaluators examined  
educators’ attitudes about performance 
pay. Findings are based on the survey     
responses of more than 35,000 full-time 
instructional personnel in schools partici-
pating in the first year of the TEEG program 
(2006-07 school year). This survey, admin-
istered during the fall 2007 semester, spe-
cifically addressed concepts such as educa-
tors’ perceptions about a school’s TEEG 
plan, performance pay generally, their 
school climate, principal leadership, and 
their own ability to impact student learning.

Attitudes about Performance Pay

Survey responses indicated broad support 
for the idea of performance pay in general, 
and the TEEG program specifically. Most 
respondents supported performance pay 
for group or individual performance (63.7 
percent and 74.8 percent, respectively). 
Furthermore, 54 percent of respondents 

A indicated that they did not believe perform-
ance pay would adversely affect teacher 
collaboration, while 55 percent believed 
that incentives could encourage teachers to 
work more effectively. Finally, a smaller 
majority felt that performance pay would 
help recruit and retain more effective 
teachers.

Overall, school personnel also held positive 
attitudes about the design and impact of a 
school’s TEEG performance pay plans. A 
large majority (73 percent) agreed that 
TEEG plans were fair to teachers, and only 
29 percent said the plan had a negative  
effect at the school. Approximately 77 per-
cent had a clear understanding of the per-
formance criteria to earn a TEEG bonus 
award, and 79 percent believed that these 
eligibility criteria captured professional 
practice “worthy of extra pay”. 

Additionally, most respondents (72 percent) 
believed that the size of the highest poten-
tial TEEG bonus amount at their school was 
sufficiently large enough to  motivate them 
to try to earn the award. However, some 
dissent was evident as only 40 percent be-
lieved that a school’s TEEG  

National Center on Performance Incentives                                                                                      
Peabody #43  •  230 Appleton Place  •  Nashville, Tennessee 37203

Phone  615.322.5538  •  Fax  615.322.6018  •  www.performanceincentives.org

Research Brief

mailto:info@performanceincentives.org
mailto:info@performanceincentives.org


plan “does a good job of distinguishing   
effective from ineffective teachers.” Addi-
tionally, a full 77 percent agreed that their 
schools’ TEEG plans did not affect teaching 
practices or professional behaviors. 

Finally, evaluators found that respondents 
who reported receipt of a TEEG bonus 
award also held more positive beliefs about 
performance pay generally and the impact 
of TEEG in schools. Inexperienced teachers 
were also more supportive of performance 
pay and TEEG plans than their more experi-
enced counterparts, a common finding in 
the broader literature regarding teachers’ 
attitudes about performance pay. 

Attitudes about Performance Measures

 When asked which performance measures 
were most important in determining their 
eligibility for a TEEG bonus award, respon-
dents identified results of standardized 
achievement tests as being the most 
prominent measure. They also indicated 
student achievement gains should be more 
important than student achievement levels 
for the determination of performance pay. 
In fact, a full 91 percent agreed that gains 
should be an important factor in determin-
ing performance pay. These attitudes are 
somewhat inconsistent with national find-
ings and reports from other states which 
have generally indicated that teachers feel 
less favorably about using standardized 
test measures as performance pay criteria.
Educators also rated collaboration with 
other faculty and staff as an important cri-
terion for receiving a TEEG bonus award. 
Furthermore, roughly 80 percent of all re-
spondents agreed with providing bonuses 
for teachers in hard-to-staff fields, to re-
ward extra-classroom contributions like 
mentoring other teachers or working with 
parents, and also for teachers achieving 
National Board for Professional Teaching 
Standards certification.

Conclusion

Survey findings indicate that – among 
schools that participated in the first year of 
TEEG – most educators supported the prin-
ciple of performance pay and did not be-
lieve TEEG had a negative effect on school 
culture. Consistent with other research on 
performance pay, inexperienced personnel 
held more positive opinions about perform-
ance pay and the TEEG program, as did – 
not too surprisingly – those educators re-
ceiving bonus awards. Additionally, TEEG 
schools that designed more individualistic 
award distribution plans also held more 
positive beliefs about performance pay. 

Future evaluation reports continued to ex-
amine these attitudes throughout the dura-
tion of the TEEG program, looking specifi-
cally at how a school’s participation pattern 
in TEEG influenced attitudes. Existing lit-
erature suggests that unstable opportuni-
ties to participate in a performance pay 
program can have a  negative influence on 
educator attitudes. This is particularly rele-
vant given the degree of participation vola-
tility experienced by schools in the TEEG       
program.

To read more about NCPI’s year-two 
evaluation of the TEEG program, visit 
www.performanceincentives.org.
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