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The problem of this study was to determine the per-

ceived impact of the Texas Career Ladder Plan upon the moti-

vational levels of teachers. The purposes were to deter-

mine: the impact of the Texas Career Ladder Plan as an 

incentive for improved job performance? the strengths and 

weaknesses of the current Texas Career Ladder Plan; the 

types of incentives that teachers believe would motivate 

them to perform better; and the suggestions that teachers 

have to modify the current Texas Career Ladder Plan. 

An opinionnaire was developed to obtain data pertinent 

to the perceived impact of the Texas Career Ladder Plan in 

providing incentives for improved job performance. A random 

sample of 500 elementary school teachers and 500 secondary 

school teachers was selected from the personnel rosters of 

the participating schools. Data from 92 percent of the 

subjects sampled was achieved. A descriptive analysis was 

used to interpret data collected in this study. 

The findings indicated that the Texas Career Ladder 

Plan has had no impact or a perceived negative impact upon 

the motivational levels of teachers as indicated by 14 of 



the opinionnaire items surveyed. There was a perceived 

positive impact upon the motivational levels of teachers as 

indicated by eight of the opinionnaire items surveyed. 

The most frequent suggestion as an incentive to 

motivate teachers was monetary and the most frequent 

suggestion to improve the Texas Career Ladder Plan was to 

improve the teacher appraisal system. It is suggested that 

further research be done to determine the perceived impact 

of the Texas Career Ladder Plan upon the motivational levels 

of all teachers in the state of Texas and the 

characteristics of the teachers that were perceived to be 

positively impacted. 
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CHAPTER I 

INTRODUCTION 

Major reports have pointed to a decline in the quality 

of public education which has triggered major reform actions 

(Hatry & Griener, 1984; Toch, 1983). The reports have sug-

gested changes in the structure of the teaching profession 

ranging from master teacher plans to merit pay. The National 

Commission of Excellence in Education, for example, recom-

mends that: 

salaries for the teaching profession should be profes-
sionally competitive, market sensitive, and performance 
based. Salary, promotion, tenure, and retention deci-
sions should be tied to an effective evaluation system 
that includes peer review so that superior teachers can 
be rewarded, average ones encouraged, and poor ones 
either improved or terminated. School boards, 
administrators and teachers should cooperate to develop 
career ladders for teachers that make distinctions 
among the beginning instructor, the experienced 
teacher, and the master teacher . . . Master teachers 
should be involved in designing teacher preparation 
programs and in supervising teachers during their 
probationary years. (Mow, 1979, pp. 12-16) 

In response to a growing public demand to upgrade the 

skills of teachers and improve the quality of education, many 

state and local governments propose to address some of these 

problems through a variety of initiatives, including teacher 

compensation and career ladder plans. It is believed that 

career ladders and incentive pay plans will enhance the 



quality of teaching and thus improve the potential for 

learning. Such proposals seek to make teaching salaries more 

competitive with those in other professions in order to 

attract and retain more highly qualified people by providing 

salary increases and promotions within the profession. The 

proposals also intend to provide incentives for individual 

teachers to improve and hence become more effective in the 

classroom by tying salary increases and promotions to levels 

of teaching competence (Rozenholtz, 1984). 

Underlying these reform efforts are several assumptions 

about what influences people to enter and leave teaching, how 

teachers function in schools, and how teachers become more 

effective in the classroom. These assumptions suggest, in 

part, that teachers have the capacities or resources to 

improve if they are given proper incentives. Furthermore, 

the assumptions suggest that teachers are most responsive to 

financial incentives and professional status in their 

decision to enter and leave the profession and in their 

efforts to improve (Rozenholtz, 1984). 

It should be recognized that all published research 

addressing teacher incentive plans (Educational Research 

Service (ERS), 1983; "Changing Course," 1985; Hatry & 

Griener, 1984; Jordon & Borkow, 1983) indicates that there is 

no conclusive evidence regarding the effects of salary or 

status incentives on teacher performance (Rosenholtz, 1984). 

The research suggests that further study is needed in this 



area to generate new knowledge for the design and imple-

mentation of effective plans. 

Regardless of the measures intended to improve the qua-

lity of teaching and the image of the education profession, 

states must cautiously approach the many elements involved 

in a plan's design and implementation (Hatry & Griener, 

1984). States must plan carefully and thoroughly to develop 

compensation systems that will provide strong incentives for 

employees to pursue organizational goals. 

In June 1984, the Texas Legislature aided by the work 

of the Select Committee on Public Education headed by H. 

Ross Perot passed the most comprehensive education reform 

package since the late 1940's (Hale, 1985). This education 

reform measure is now known as House Bill 72. 

Texas's House Bill 72 closely followed many of the 38 

recommendations in "A Nation at Risk" (Pryzant, 1986). Among 

the bill's provisions was the adoption of the Texas Career 

Ladder Plan which was designed to enhance the quality of 

teaching and thus improve the potential for student 

learning. "Reform is a turbulent process that involves a lot 

of dissent," Perot said. "That's the way the system works. 

You can get things done. The Nation at Risk Study 

triggered off all of this activitiy. Now we've got what we 

need in Texas. From here it's just fine tuning, fine 

tuning, and fine tuning". (Pryzant, 1986, p. 1A) 



The focus of this study was to describe the impact of 

the Texas Career Ladder Plan as an incentive for improved 

job-performance/ as perceived by teachers. The value of this 

study was to provide information for administrators and the 

State Board of Education so that they may better understand 

the strengths and weaknesses of the current Texas Career 

Ladder Plan. The information provided in this study will be 

helpful as decisions are made to "fine tune" and improve the 

career ladder plan in the state of Texas. 

This study will also assist administrators and the State 

Board of Education to understand the impact that the Texas 

Career Ladder Plan has had on teacher's job-performance 

motivation. Information is also provided on the types of 

incentives that teachers believe will motivate them to 

perform better. Future decisions on the types of incentives 

to include for the improvement of the Texas Career Ladder 

Plan may be made based upon information that is provided in 

this study. 

The study has provided an avenue for teachers to offer 

suggestions and recommendations for the redesign and 

improvement of the Texas Career Ladder Plan. Teachers' 

opinions are often overlooked or ignored when education 

reform measures are developed (Jordan & Borkow, 1983). 

Participation, however, should be solicited to create the 

impression that the plan is not a system that has been thrust 

upon teachers but one that they have helped to create (Jordan 

& Borkow). 



Background and Significance of Study 

Proposals for master teacher plans and merit pay are a 

response to criticisms concerning the decline in student 

test scores ("Changing Course," 1985). These proposals are 

also intended to deal with the current and pending shortages 

in the supply of qualified teachers and in the academic 

ability of forthcoming candidates entering the teaching 

field. Career ladder measures are intended to improve the 

quality of teaching and to improve the image of the education 

pro- fession, to retain good teachers, to provide recognition 

and incentives, and to improve instruction that will produce 

gains in student performance. A number of state departments 

of education are considering or have initiated action 

regarding master teacher plans and merit pay. Of the 50 

states, 38 have initiated or considered major state reforms 

involving career ladder/merit pay plans and 35 are proposing 

higher pay incentives ("Changing Course," 1985). 

Career Ladder Plans 

All across the nation, efforts are being made to change 

the ways teachers are evaluated and rewarded. A shift from 

the traditional uniform salary schedule to one that promotes 

excellence in performance is underway. More specifically, 

the much publicized "career ladder" concept that provides 

upward mobility in a series of steps, each requiring a 

greater degree of competence and responsibility is catching 

hold as an emerging trend of initiatives that states are 



actively pursuing for school reform (Association of Teacher 

Educators (ATE), 1985; "Changing Course," 1985). The career 

ladder, a form of stratification within the teaching 

profession, offers different salaries and professional status 

at each level. The United States Department of Education is 

encouraging and has funded a number of projects to test the 

feasibility of such plans (Allen, 1986). 

The "career ladder" is intended to (a) allow people to 

gain responsibility, status, and pay through outstanding per-

formance and growth; (b) provide an alternative to merit pay 

which has been opposed by teacher organizations; and (c) 

reflect merit by identifying and rewarding competent teachers 

(Murnane & Cohen, 1986). In two separate surveys, teachers 

responded favorably to the career ladder concept: 81.6 

percent "agreed" or "tended to agree" with recommendations 

from national and state committees that endorse career 

ladders for teachers; 84 percent thought it was a good idea 

in the 1984 Metropolitan Life Insurance Survey (Mow, 1979). 

Texas Career Ladder Plan 

The Second Called Session of the 68th Texas Legislature 

adjourned on July 3, 1984, after having passed House Bill 72, 

enacting major reforms in the Texas public school system 

(Hale, 1985). House Bill 72 was the outgrowth of a statewide 

study conducted by the Governor's Select Committee on Public 

Education, headed by a Dallas businessman, H. Ross Perot. 



The committee was appointed to study the public school system 

after the Legislature failed to pass a teacher pay raise bill 

in the 1983 regular session. The committee made many 

sweeping proposals which became the backbone of House Bill 72 

(Hale, 1985). 

One of the more controversial innovations enacted in 

House Bill 72 was the creation of a career ladder for the 

promotion of teaching personnel. The central idea behind 

the Texas career ladder concept is to reward the competent 

teachers by recognizing desirable attributes and by rewarding 

such attributes with substantial pay increases. The level of 

assignment of a teacher on the career ladder is based upon 

performance, experience, education, academic training, and 

job descriptions (Hale, 1985). 

Critics of the Texas career ladder concept are numerous, 

and predictions as to its long-range effect on the teaching 

profession vary widely (Hale, 1985). Since selections for 

the career ladder will be made by local committees, it is 

interesting to speculate over the possibility of lawsuits 

being filed by some of those who are not awarded the level to 

which they feel entitled. By alleging that career ladder 

decisions are arbitrary and capricious or that such decisions 

were made in bad faith, an individual could file a damage 

suit not only against the school district but possibly 

against the individuals serving on the placement committee 

(Hale, 1985). 
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Many elements of the teaching profession have expressed 

opposition to the career ladder with the argument that it can 

lead to favoritism by school administrators. The rationale 

behind this fear is a simple one. Teachers fear that the 

concept may operate like grading students on the curve sys-

tem in which there can be only so many on each level regard-

less of the qualifications and regardless of the achievement 

of the individuals (Hale, 1985). 

For better or worse, Texas has embarked upon a new and 

different journey, with the destination clearly defined but 

with the guidelines and directions rather hazy (Hale, 1985). 

The lack of knowledge of the impact of the Texas Career 

Ladder Plan on the motivational levels of teachers strongly 

suggests that this is an area where research is needed. 

Motivation of Teachers 

The Predispositions Model developed by Argyris (Hoy & 

Miskel, 1978) and the Hierarchy of Needs Theory conceived by 

Maslow are two common approaches to studying motivation. The 

Two-factor Theory constructed by Frederick Herzberg 

represents probably the best-known theory specifically 

developed to describe and explain work motivation. The 

Expectancy Theory, formulated separately by J . w . Atkinson 

and Victor Vroorti, however, is emerging as a widely accepted 

and supported theory for work and motivation (Hoy & Miskel, 

1978). 



Argyris' Predispositions Model (Hoy & Miskel, 1978) 

maintains that as individuals mature they strive to establish 

autonomy, to develop many abilities, to master a few 

abilities in depth, and to gain a longer time perspective. 

Therefore, jobs should be structured so that: individuals 

develop naturally towards these ends. Jobs that allow an 

individual to develop many abilities and to have increasing 

autonomy would allow for maximum motivation. In other words, 

if the job meets the individuals' predispositions, the 

individual releases the maximum amount of work energy 

(Argyris, 1973) . 

Maslow's theory (Hoy & Miskel, 1978) postulates five 

hierarchial levels of needs (physiological security, belong-

ingness, esteem, and self-actualization), with higher level 

needs activated as lower level needs are satisfied. The 

implication for educational organizations is that methods 

must be developed to meet increasingly higher level needs of 

students, teachers, and administrators (Hoy & Miskel, 1978). 

Herzberg (1959) developed a two-factor theory of work 

motivation. He asserted that motivation and hygiene factors 

are separate sets of components that contribute to job 

satisfaction and to job dissatisfaction respectively. 

Feelings of satisfaction are generally associated with moti-

vation factors whereas feelings of dissatisfaction are 

usually associated with hygiene factors (Silver, 1983). 

Stated differently, when people describe episodes during 
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which they felt particularly good, happy, or satisfied with 

their jobs, they usually mention the positive aspects of 

achievement, recognition, work itself, responsibility, 

advancement, and/or possibility of growth, but not the posi-

tive aspects of the hygiene factors. On the other hand, when 

people describe episodes during which they felt particularly 

bad, unhappy, or dissatisfied, they generally mention the 

negative aspects of company policy and administration, 

supervision, salary, interpersonal relations, working condi-

tions, status, job security, and/or effects on personal life, 

but not the negative aspect of the motivation factors 

(Silver, 1983). The theory implies a need for more intrinsic 

rewards. The suggestion is based upon the reasonable obser-

vation that as educators become more professional, they 

increasingly desire a greater degree of responsibility and 

authority, stimulating and diversified assignments, and 

advancement in status and recognition (Herzberg, 1959). 

The Expectancy Theory (Vroom, 1964) hypothesizes that 

motivation is the product of expectancy and the sum of 

valence times instrumentality. The theory suggests that it is 

important to determine the needs that each employee seeks to 

satisfy. The knowledge would be valuable in aligning the 

organizational rewards to the employee's needs. Because 

expectancies differ, it is necessary to individualize the 

incentive system. Moreover, the path between effort and 

satisfaction must be clarified for the educator (Vroom, 

1964) . 
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Several implications for practice are drawn from the 

Motivation-Incentive Theory (Hoy & Miskel, 1978). Assess-

ing and matching needs with rewards are obvious examples. 

Effective work performance can also be related to motivation. 

Job satisfaction and work performance also are positively 

related, but the relationship is much weaker than originally 

thought (Hoy & Miskel). 

The lack of research related to the area of work moti-

vation suggests that this is an area with a high potential 

for significant contributions to knowledge about educational 

administration (Hoy & Miskel, 1978). 

Statement of the Problem 

The problem of this study was to determine the perceived 

impact of the Texas Career Ladder Plan upon the motivational 

levels of teachers. 

Purposes of the study 

The purposes of this study were to: 

1. determine the impact of the Texas Career Ladder Plan 

as an incentive for improved job-performance, as perceived by 

teachers. 

2. determine the strengths and weaknesses of the current 

Texas Career Ladder Plan, in serving the expressed purposes 

intended by the Texas Legislature, as perceived by teachers. 

3. determine the types of incentives that teachers 

believe would motivate them to perform better. 
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4. determine the suggestions that teacher's have to 

modify the current Texas Career Ladder Plan to make it more 

functional in serving its legislatively intended purposes. 

Research Questions 

The specific questions considered in this study 

included: 

1. Do teachers perceive the Texas Career Ladder Plan to 

have an impact in motivating them to improved job perform-

ance? 

2. What are the perceptions of teachers, according to 

the type school in which they are employed, on the impact of 

the Texas Career Ladder Plan in motivating them to improved 

job performance? 

3. What are the perceptions of teachers, according to 

their present career ladder level, on the impact of the Texas 

Career Ladder Plan in motivating them to improved job 

performance? 

4. what are the strengths and weaknesses of the Texas 

Career Ladder Plan in serving the express purposes intended 

by the legislature, as perceived by teachers? 

5. What types of incentives do teachers believe would 

motivate them to perform better? 

6. What suggestions do teachers have to modify the 

current Texas Career Ladder Plan to make it more functional 

in serving the expressed legislative purposes? 
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Procedures 

Research Design 

This study is classified as a survey study (Borg, 1979). 

Such studies usually begin with a question about how much, 

how often, or how common something is. Researchers attempt 

to get an answer by carefully choosing a sample from the 

population, making observations, and using statistical 

methods to make inferences about the whole population (Borg, 

1979) . 

Instrument 

An opinionnaire (Appendix A) was developed and designed 

by the writer to obtain data pertinent to the impact of the 

Texas Career Ladder Plan in providing incentives for improved 

job performance, as perceived by teachers. 

Population and Sample 

The population of this study consisted of teachers in 

the Region X and Region XI Education Service Center Areas in 

the State of Texas. The study involved a random sample of 

500 elementary school teachers and 500 secondary school 

teachers who were selected from the personnel rosters of the 

participating schools. Four hundred sixty—six elementary 

school teachers and 454 secondary teachers returned the 

opinionnaire. A random sampling procedure was employed to 

select the schools that participated in the study. 
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Procedure for Collection of Data 

A random sample of 20 elementary schools and 20 secon-

dary schools, that comprise the Region X and Region XI 

Education Service Center Areas, was selected from the Texas 

School Directory (1985-86). The principal of each of the 

schools selected was solicited by letter and by personal 

telephone contact to participate in the study and was asked 

to submit a copy of the school's personnel roster (Appendix 

B). The principals of 18 elementary schools and 17 secon-

dary schools agreed to participate in the study. 

The subjects of this study were determined by randomly 

selecting a proportionate number of teachers from each 

participating school's personnel roster. The opinionnaires 

were then mailed to the participating schools for distribu-

tion to the teachers selected. The principal was asked to 

collect and return the opinionnaires when completed (Appendix 

B). The return of data from 92 percent of the subjects 

sampled was achieved. 

Analysis of Data 

A descriptive analysis was used to describe data col-

lected in this study. The data was reported with the use of 

contingency tables. Frequency distributions were tabulated 

and reported on the responses obtained from the opinion-

naires. The frequency distributions were also converted to 

percentages and reported. 
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CHAPTER II 

REVIEW OF RELATED LITERATURE 

This chapter presents a review of the literature in the 

following order: merit pay plans, master teacher plans, 

career ladder plans, factors influencing states to adopt a 

career ladder plan, the Texas career ladder plan, and moti-

vation of teachers. 

Merit Pay 

Pressure from political leaders to implement merit or 

incentive pay as a condition for increased school funding is 

common in public education in the 1980's. However, differ-

ences exist in the options that are available to create per-

formance-based incentive programs. Merit pay plans focus on 

recognizing and rewarding teachers who perform well with 

financial incentives. Although past experiences with merit 

pay have failed ("Changing Course", 1985) there remain 

strong arguments supporting this incentive (American 

Association of School Administrators, AASA, 1984; Astuto & 

Clark, 1985; Cornett & Weeks, 1985): 

1. Such plans will publicly recognize outstanding 

teachers and that may boost morale by letting teachers know 

they are appreciated. 

18 
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2. The plans may increase public confidence in the 

schools by stimulating positive perceptions of teachers. 

3. Such plans may inspire teachers to work harder in 

order to earn additional pay and recognition. 

The preponderance of existing research (AASA, 1984; 

Astuto & Clark, 1985; ERS, 1983; Henson, 1976; Phipo, 1983; 

Rist, 1986) does not support the efficacy of merit pay 

plans: 

1. There is little evidence that money, by itself, is 

a primary motivator of teachers. Higher salaries may 

attract more teachers to the profession, but money alone 

will not retain better teachers (Phipo, 1983). 

2. There is little evidence that teachers who do not 

receive merit pay are motivated to do a better job as a 

result of a merit pay program (Phipo, 1983). 

3. Traditional merit pay programs sometimes cause com-

petition rather than cooperation among teachers (Phipo, 

1983). 

4. The long-term value of merit pay is lessened when 

teachers may receive an award one year and not the next. If 

some of the teachers receive awards annually, the 

incentives for other teachers are lessened (Phipo, 1983). 

5. Teacher evaluation procedures have caused 

difficulty in determining who deserves extra pay. There is 

not only a lack of reliability and validity in evaluation, 
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but also insufficient data to support rating ("Changing 

Course", 1985). Most incentive plans have failed because of 

the inability to define superior performance (Phipo, 1983). 

6. Administrative difficulties, morale problems, evalu-

ator training, and financial problems have caused merit 

plans to fail (Phipo, 1983). 

Master Teacher Plans 

As an alternative to merit pay plans, master teacher 

plans are being considered by several states (Robinson, 

1983). Master teacher plans provide additional rewards of 

experienced teachers who are judged as highly outstanding by 

their peers and administrators in specific duties. Such pro-

grams recognize and reward excellent teaching performance and 

provide opportunities for professional growth and increased 

status. Master teachers have released time or extended con-

tracts with additional stipends for performing particular 

tasks, such as assisting new teachers and teachers who are 

having difficulty, developing inservice activities, or con-

ducting projects (Robinson, 1983). California's new mentor 

teacher program, which awards salary stipends to outstanding 

teachers who assist new teachers, is one example. Such 

teachers hold permanent certification, have substantial 

classroom experience and have demonstrated exemplary teaching 

ability, as indicated by, among other things, effective 

communication skills, subject-matter knowledge, and mastery 
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of a range of teaching strategies necessary to meet the needs 

of people in different contexts (Robinson, 1983). 

Proponents argue that master teachers will provide 

intensive assistance to new teachers and others who need 

additional help which administrators do not have time or 

expertise to offer (Robinson, 1983). Intensive assistance is 

a team effort bringing to bear the skills, knowledge, and time 

of several supervisory personnel (Jordan & Borkow, 1983). 

There appears greater support for these kinds of incentives as 

compared to merit pay plans. Arguments supporting master 

teacher and career ladder plans include (AASA, 1984; Cornett 

and Weeks, 1984; ERS, 1983; "Changing Course", 1985; Parker, 

1985; Phipo, 1983; Rist, 1986): 

1. Master teacher plans provide recognition for 

expert, experienced teachers while allowing them new 

professional growth opportunities (Parker, 1985). 

2. As master teachers use released time to assist 

other teachers to improve, the quality of instruction will 

improve (Parker, 1985). 

3. The use of master teachers will improve the overall 

evaluation system because school administrators are burdened 

with other duties that lessen his/her supervisory 

responsibilities. Added mechanisms would exist for 

providing help when needs are identified (Parker, 1985). 
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4. The financial and professional incentives are much 

more stable than an annual determination of a merit pay 

bonus (Parker, 1985). 

5. Public support may increase because noteworthy 

teachers would be used to improve teacher evaluation and 

instruction (Parker, 1985). 

6. Differentiated staff plans do not create staff divi-

siveness and are not as difficult to administer as 

traditional merit pay plans (Parker, 1985). 

Opposing views to Master teacher incentives include: 

1. A master teacher plan does not recognize all excel-

lent teachers and not all good teachers want additional 

responsibilities (Parker, 1985). 

2. A master teacher plan may require teachers to per-

form in a quasi-administrative capacity unless duties are 

critically defined to include only teacher functions 

(Parker , 1985). 

3. Good teachers may be removed from the classrooms 

unless specific provisions are made that require a majority 

of their time to be spent teaching (Parker, 1985). 

Career Ladder Plans 

Career ladder plans are similar to master teacher plans 

in that they provide differentiated pay scales featuring 

several career steps (provisional, career teacher, master 

teacher) (ATE, 1985). Promotions are based on performance 

criteria which are accompanied by large salary increases. 
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As with master teacher plans, additional responsibilities 

are included in every step of advancement (ATE, 1985). 

Most career ladder plans will include "several career 

steps, predetermined criteria for advancement to a new step, 

evaluation procedures, the opportunity for teachers to take 

on new roles in the higher steps...and stipulations for the 

training and the certification required for advancement". 

(ATE p. 12) 

One of the best known career ladder plans is the 

program at Charlotte-Mecklenburg under the guidance of 

school superintendent Jay Robinson and University of North 

Carolina professor Phil schlechty (Rist, 1986). Resulting 

from four years of planning, experimentation, redesign, 

evaluation, and renegotiations, the Teacher Career 

Development program includes a career ladder of six levels. 

Teachers can advance from level to level by demonstrating 

mastery of specific generic competencies that are defined 

at each level. As teachers advance, they must be willing to 

assume additional responsibilities. These additional 

responsibilities will vary but typically include (a) helping 

beginning teachers, (b) participating in program evaluation 

or staff development, (c) and serving as researchers. These 

added responsibilities do not occur until a teacher reaches 

the fourth level of the plan, Career Ladder Level IV. 
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The basic underlying philosophical assumptions which 

have influenced the development of the Charlotte-Mecklenburg 

career ladder plan include (Rist, 1986): 

1. The career ladder program involves multiple evalu-

ators for the evaluation of teachers to improve the validity 

and reliability of the process. This results in an 

evaluation procedure that has integrity (Rist, 1986). 

2. The employer is responsible for developing and main-

taining outstanding teachers. A staff development program 

serves in helping teachers become better {Rist, 1986). 

3. Teachers will commit themselves to the teaching pro-

fession, upgrade their skills, and remain with the school 

system as a result of built-in rewards and incentives (Rist, 

1986). 

4. A broad-based committee representing people affili-

ated with higher education, the business community, the 

board of education, the PTA, local teacher organizations, 

other teachers, and school administrators are needed to 

construct the plan for greater ownership and acceptance 

(Rist, 1986). 

The Association of Teacher Educators (1985) identi-

fied fourteen possible assumptions that may be used as the 

foundation for developing a career ladder plan: 

1. Career ladder plans contribute to the improvement 

of the teaching/learning process. 
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2. Rewarding outstanding teachers improve schools and 

teacher morale. 

3. Identifying levels of competence in teaching 

enables a school to make the most effective use of its 

staff. 

4. Career ladder plans result in better use of teacher 

talents and abilities. 

5. Broader opportunities within teaching make careers 

in education more attractive to bright college students. 

6. A career ladder provides the time and structure for 

the most competent teachers to engage in curriculum 

development. 

7. Career ladder plans provide incentives throughout a 

teaching career. 

8. Career ladder plans unify and strengthen the struc-

ture and the organization of a school. 

9. Promotion within the ranks of teaching results in a 

stronger commitment on the part of teachers and greater 

retention of competent teachers. 

10. Differing responsibilities and corresponding salary 

categories in teaching provide both challenges and 

incentives for teachers. 

11. Differentiating teaching roles enable teachers to 

better understand various levels and types of professional 

expertise. 
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12. Career ladder plans encourage a better pattern of 

initial teacher preparation, improves the induction into 

teaching, and gives focus to the on-the-job staff 

development. 

13. Career ladder plans sharpen the role of teacher edu-

cation institutions in initial preparation and continuing 

professional development. 

14. The evaluation of teaching required to operate a 

career ladder plan improves certification and licensing 

systems and tenure arrangements for teachers. 

States Having Legislation Regarding Career Ladder Plans 

After completion of their 1985 legislative sessions, 

six states (Alabama, Arkansas, Georgia, Indiana, Missouri, 

and Washington) passed legislation to develop statewide 

career ladder programs or to provide funding for local 

career ladder pilots (Cornett & weeks, 1985). This brings 

the total number of states that have passed legislation to 

endorse career ladder plans to 26. The other 20 states 

include: Arizona, California, Colorado, Delaware, Florida, 

Idaho, Kentucky, Maine, Maryland, Mississippi, New Jersey, 

North Carolina, South Carolina, South Dakota, Tennessee, 

Texas, Utah, Virginia, West Virginia, and Wisconsin. 

California is included in this listing because the mentor 

teacher program is intended to be a "stepping stone" to a 

career ladder plan. 
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Five states have developed or are developing statewide 

teacher performance evaluative criteria (Alabama, Florida, 

North Carolina, Tennessee, and Texas)? 11 states have 

evaluative guidelines for teacher performance (Arizona, 

Arkansas, California, Georgia, Kentucky, Missouri, New 

Jersey, South Carolina, South Dakota, Utah, and West 

Virginia); four states are in the process of developing 

evaluative criteria (Maine, Mississippi, Washington, and 

Wisconsin). Five states allow local school districts to 

determine evaluative criteria (Colorado, Idaho, Indiana, 

Maryland, and Virginia) (ATE, 1985; Astuto & Clark, 1985; 

Cornett & Weeks, 1984; Jordan & Borkow, 1983). 

Currently, state career ladder plans vary from large-

scale implementation to programs that are developed locally. 

These differences result from decisions that are made 

regarding state or local control, teacher and administrator 

eligibility, performance criteria, incentives and delivery 

systems (Astuto & Clark, 1985; Cornett & Weeks, 1984). The 

emergence of the first two state plans in Tennessee and 

Florida, has assisted other states in resolving critical 

issues such as (a) teachers volunteering to participate in 

the career ladder plan, (b) base salaries being lowered in 

low-paying states, (c) pay incentives, and (d) teachers 

evaluating other teachers in a multifaceted process. States 

have learned from the struggles that were experienced in 
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Tennessee and Florida; two states currently revising their 

original plans (Cornett & Weeks, 1984). 

Career ladder plans could be one avenue for achieving 

"excellence" in education (Parker, 1985). To date, there is 

no uniform career ladder plan, nor will "a single career 

ladder model be appropriate for all situations" (ATE, p. 

12). Some of the differences that already exist in state 

plans include the following (Cornett & Weeks, 1984; Cornett 

& Weeks, 1985): 

1. Teacher eligibility is determined at the state level 

in both Tennessee and Florida. Texas and North Carolina have 

developed statewide instruments, but allow local districts to 

implement the process. On the other hand, Utah and Cali-

fornia give considerable local autonomy for the development 

of the program and the selection of candidates (Cornett & 

Weeks, 1985). 

2. Tennessee was the first state to include school 

administrators in the career ladder plan; other states are 

considering this option. California, New Jersey, and Florida 

have called for plans to become part of locally negotiated 

collective bargaining contracts (Jordan & Borkow, 1983). 

3. Florida, Tennessee, and Texas implemented statewide 

programs soon after they received legislative approval. The 

majority of other states are moving cautiously by 

implementing pilot projects in local school districts 

(Jordan & Borkow, 1983). 
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4. Some states are using competency tests as prerequi-

sites for entry to career ladder steps. Other states have 

included student achievement measures as one criterion for 

evaluating the effectiveness of teachers. Although the 

states of Florida, Tennessee, North Carolina, and Texas are 

using or planning to use statewide criteria for evaluating 

performance, most states are leaning toward a less 

centralized approach (Cornett & Weeks, 1985). 

5. In all statewide plans, experience is a criterion 

for advancement on the career ladder. Virginia, Tennessee, 

Texas, and North Carolina require between two and five years 

before a teacher can advance to the next level, while the 

states of Arizona, Colorado, and Idaho have left this 

decision up to local districts (Cornett & Weeks, 1985). 

Factors Influencing states To Adopt A Career Ladder Plan 

Interest in the career ladder movement can be traced to 

national and state commission reports and the reform pro-

posals which grow out of thern (Hatry & Griener, 1984). 

Depending upon the state, a number of factors have influenced 

the endorsement of career ladder plans. These factors range 

from activities planned before the emergence of the national 

reports, in particular, those associated with the Southern 

Regional Education Board (SREB); the personal and charismatic 

leadership of Governor Lamar Alexander of Tennessee; and the 

national reports that sparked the reform movement aimed at 

improving teacher salaries, making teaching more attractive, 
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and retaining good teachers by providing opportunities for 

professional growth. 

As a result of the criticisms concerning public educa-

tion that occurred prior to 1983, some states were taking 

action to improve unfavorable public opinion. 

In June, 1981, an educational reform package was put 

together by Governor Graham of Florida. This package listed 

25 recommendations for school reform including a career 

ladder plan. Former Governor Winter of Mississippi was able 

to propose a statewide reform package in 1982 (Cornett & 

Weeks, 1985; Parker, 1985). Although there was "small talk" 

about the career ladder concept taking place, it was not 

until Governor Lamar Alexander of Tennessee proposed the 

"Better Schools Program" from which the first statewide 

career ladder plan evolved. The efforts and endeavors of the 

Charlotte-Mecklenburg model provided support for the career 

ladder movement in Tennessee, and Alexander took steps to 

promote the concept (Cornett & Weeks, 1985; Hale, 1985; 

Rist, 1986). As a result, Alexander has been recognized as 

a courageous political leader and many states have sought 

advice about career ladder planning from the state of 

Tennessee. 

As noted in the October 30, 1985, edition of Education 

Week, a number of potential factors have been listed as 

influencing Alexander's endorsement of the career ladder 

concept including: (a) his political ambitions and sense of 
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selecting issues that may influence his career; (b) his per-

sonal goals and ambitions; (c) the criticism that he 

received during his first term for lowering per pupil 

expenditures for spending in education; (d) his parents' 

background as "school teachers"; (e) his sensitivity to the 

taxpayer wanting accountability/ a general theme among 

governors in the South (Cornett & Weeks, 1985); (f) the 

completion of his two primary goals of restoring public 

confidence in state government and attracting new industry 

in the state; and (g) a personal belief that education is an 

important value: 

I got into better schools because I found it was a way 
to get better jobs. The first two years, I set out to 
recruit industry. Then I realized that was not the 
answer. Most jobs are grown, not recruited. ("Changing 
Course", 1985, p. 16) 

Three other factors have also influenced governors to 

endorse the career ladder concept including: (a) president 

Reagan's support of Alexander's idea; (b) the Metropolitan 

Life Insurance survey; (c) A1 Shanker's vocal support of the 

career ladder concept ("Changing Course", 1985). 

Seventeen states have initiated actions endorsing the 

career ladder concept through their state legislatures; five 

have involved multi-groups (California, Missouri, North 

Carolina, and Utah); and four through State Departments of 

Education (Alabama, Washington, West Virginia, and Wisconsin 

(Allen, 1986). 
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The Texas Career Ladder Concept 

The expressed purposes of the Texas Career Ladder Plan 

(Cramer, 1986; Hale, 1985) are to: 

1. provide incentives for improved teaching perfor-

mance . 

2. improve the image of the education profession. 

3. reward outstanding teaching performances. 

4. attract and retain qualified people in the teaching 

profession. 

To enter level one of the Texas Career Ladder, a teacher 

must hold a level one certificate (criteria pending). A dis-

trict may not renew the contract of a teacher who fails to 

achieve at least satisfactory performance during either of 

the first two years of experience at level one (House Bill 72 

(HB 72), 1985). 

To enter level two, a teacher must have at least per-

formance exceeding expectations during the preceding year 

and satisfactory performance the other year(s), hold a level 

two certificate (criteria pending), and must have: 

1. A B.A. or B.s. degree, three years of teaching expe-

rience, and nine semester hours of higher education 

course work or 135 hours of advanced academic 

training or an equivalent combination so that one 

semester hour of higher education course work is 

equivalent to 15 hours of advanced academic 

training; or 
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2. An M.A. or M.S. degree in the subject taught and 

two years of teaching experience. (House Bill 72, 

1985, p. 277) 

To enter level three of the Texas Career Ladder, (HB 

12, 1985) a teacher must hold a level three certificate and 

must have: 

1. At least performance exceeding expectations during 

three of the preceding four years and at least 

satisfactory performance during the other year, 

five years of teaching at level two, and six 

semester hours of higher education course work of 

90 hours of advanced academic training or an 

equivalent combination so that one semester hour of 

higher education course work is equivalent to 15 

hours of advanced academic training; or 

2. Clearly outstanding performance during two of the 

preceding three years and at least satisfactory 

performance during the other year, three years of 

teaching at level two, and three semester hours of 

training or an equivalent combination so that one 

semester hour of higher education course work is 

equivalent to 15 hours of advanced academic 

training. (House Bill 72, 1985, p. 278) 

To enter level four of the Texas Career Ladder (HB 72, 

1985), a teacher must hold a master teacher certificate and 

must have: 
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1. Clearly outstanding performance during two of the 

preceding three years and at least satisfactory 

performance during the other year, three years of 

teaching at or above level three, satisfactory 

performance on the master teacher examination, and 

six semester hours of higher education course work 

or 90 hours of advanced academic training or an 

equivalent combination so that one semester hour of 

higher education course work is equivalent to 15 

hours of advanced academic training. 

2. Clearly outstanding performance during three conse-

cutive years, two years of teaching at or above 

level three, at least satisfactory performance on 

the master teacher examination, three semester 

hours of higher education course work or 45 hours 

of advanced academic training or an equivalent 

combination so that one semester hour of higher 

education course work is equivalent to 15 hours of 

advanced academic training. (House Bill 72, 1985, 

p. 278) 

To remain at level four of the Texas Career Ladder Plan 

(HB 72, 1985), a teacher must have: 

1. Clearly outstanding performance during two of every 

three years and at least satisfactory performance 

during the other year, been teaching in a classroom 

for not less than 60 percent of the school day, 
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performance of two master teacher duties every 

three years, and three semester hours of higher 

education course work or 45 hours of advanced 

academic training or an equivalent combination so 

that one semester hour of higher education course 

work is equivalent to 15 hours of advanced academic 

training; or 

2. Clearly outstanding performance each year, been 

teaching in a classroom for not less than 60 

percent of the school day, and performance of two 

master teacher duties every three years. (HB 72, 

1985, p. 279) 

A teacher shall be reassigned from level four to level 

three if the teacher does not meet the requirements of this 

section. A teacher shall be reassigned from career ladder 

level three to career level two if the teacher has not better 

than satisfactory performance level three for two consecutive 

years. A teacher shall be reassigned from career ladder 

levels three or two, as applicable, to career ladder level 

one if the teacher's performance is below expectations (HB 

72, 1985). 

In the event that a school district determines that 

reassignment to a lower level resulted from performance 

appraisals that were influenced by extraordinary personal 

circumstances and the teacher receives a clearly outstanding 

performance appraisal in the year following reassignment, 
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the school district may reinstate the teacher to the former 

level, in any other case, a teacher reassigned under this 

section may reenter higher levels only by requalifying under 

the performance standards for entry level into the higher 

levels (House Bill 72, 1985). 

Motivation of Teachers 

The problem of motivating employees to strive for 

excellence has long been of interest to industrial psycholo-

gists and educational administrators. Of the many approaches 

to an understanding of human motivation/ one concept is 

represented by Fredrick Herzberg's (1966) motivation-hygiene 

theory (1966). According to this theory, the many individual 

events that transpire over time in an organization can be 

classified into two broad categories: motivation factors and 

hygiene factors. The motivation factors, which pertain to 

qualities of the job, are achievement, recognition, work 

itself, responsibility, advancement, and growth possibility. 

The hygiene factors, which pertain to the setting in which 

the job is performed, are company policy and administration, 

technical supervision, salary, relations with supervisors, 

relations with subordinates, relations with peers, working 

conditions, status, security, and effects on personal life. 

Whereas the hygiene factors can cause employee dissatisfac-

tion if inadequate and do not affect employee motivation, the 

motivation factors can cause great satisfaction when present 

and also can influence employee motivation (Herzberg, 1966). 
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Two studies of public school systems were identified 

that have direct relevance to the motivation-hygiene frame-

work. in Schmidt's (1976) replication of Herzberg's 

interview method, motivators were perceived to be more 

closely associated with effort than hygienes. In another 

replication study of schools, (Sergiovanni, 1967), satisfying 

factors tended to be differentiated from dissatisfying ones 

for secondary school teachers. 

A more internal or psychological approach to the study 

of motivation is represented by victor vroom's expectancy 

theory. From this perspective, motivation is viewed as an 

internal force or drive. The intensity and direction of this 

force are shaped by two elements: the individual's expect-

ancy that particular actions will result in given (direct) 

outcomes, and the instrumentality of the outcomes for 

attaining other desired (indirect) outcomes. One's 

expectancy regarding the likelihood of achieving a desired 

direct outcome such as excellent performance depends on one's 

self-assessment (Vroom, 1964). 

Thus motivation is viewed as a result of psychological 

factors, one's self-appraisal of abilities and one's 

subjective assessment of the rewards and penalties 

associated with the results of actions (Vroom, 1964). 

The expectancy theory has not been tested extensively 

as a way to describe, explain, or predict educators' motiva-

tion or performance. There is, however, some evidence to 
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indicate that the theory is relevant to school systems. 

Specifically, it has been found somewhat useful in explain-

ing college students' effort and performance; teachers' 

satisfaction and perceived effectiveness? and teachers' 

behavior in terms of absenteeism, turnover, and innovative-

ness (Vroom, 1964). 

Miskel, DeFrain, & Wilcox (1980) found that for the 

secondary school and college teachers in their sample, the 

valence of effective teaching (that is, valences of indirect 

outcomes times instrumentalities of effective teaching for 

attaining them) times the expectancy that effort will yield 

effective teaching was related to teachers' satisfaction and 

to supervisors' perceptions of the teachers' effectiveness. 

In a study indirectly related to the theory, Spuck 

(1974) found that the rewards of community support, recog-

nition and agreement with school goals and policies (that 

is, the rewar.d of self-confirmation) were inversely related 

to teacher absenteeism. He also found that in schools 

characterized by pride in workmanship, positive social 

interactions, poor physical environment, and low influence 

on district policy, the teacher turnover rate was lowest. 

Summary 

Several options are currently available to create 

peformanced based incentive programs. Included are 
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merit pay plans, master teacher plans, and career ladder 

plans. 

Merit pay plans recognize and reward teachers with 

financial incentives. Master teacher plans reward excellent 

teaching performances and provide opportunities for pro-

fessional growth. Career ladder plans feature career steps 

which include provisional, career ladder, and master teacher. 

Currently, state career ladder plans vary from large-

scale implementation to programs that are developed locally. 

These differences result from decisions that are made 

regarding state or local control, teacher and administrator 

eligibility, performance criteria, incentives, and delivery 

systems. The interest in the career ladder movement can be 

traced to national and state commission reports and the 

reform proposals which grew out of them. 

The Texas Career Ladder Plan was designed to provide 

incentives for improved teaching performance. It is also 

intended to improve image of the education profession, to 

reward outstanding teaching performances, and to attract and 

retain qualified people in the teaching profession. 

Motivating employees to strive for excellence has long 

been of interest to employers, industrial psychologists, and 

educational administrators. Two of the many approaches to 

human motivation are represented by Fredrick Herzberg's 

motivation-hygiene theory and Victor vroom's expectancy 

theory. 
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CHAPTER III 

POPULATION AND SAMPLE 

The population of this study consisted of classroom 

teachers in the state of Texas. The sample in this study 

was designed to be representative of the total population. 

Opinionnaires were mailed to 500 teachers from 18 ele-

mentary schools and 500 teachers from 17 secondary schools. 

The sample was randomly selected from the teachers employed 

in the Region X and Region XI Education Service Center Areas 

in the state of Texas. A total of 920 or 92 percent of the 

opinionnaires mailed, were returned. 

The respondents in this study consisted of 367 teachers 

who were on Level I of the Texas Career Ladder Plan and 553 

teachers who were on Level II. All teachers employed in the 

state of Texas were placed on Level I when the Texas Career 

Ladder Plan was implemented. Teachers were then required to 

apply through their local school districts to determine 

whether or not they met the requirements to advance to Level 

II. 

To enter level two, a teacher must have at least per-

formance exceeding expectations during the preceding year 

and satisfactory performance the other year(s) and must 

have: 
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1. A B.A. or B.s. degree, three years of teaching 

experience, and nine semester hours of higher 

education course work or 135 hours of advanced 

academic training or an equivalent to 15 hours of 

advanced academic training; or 

2. An M.A. or M.S. degree in the subject taught and 

two years of teaching experience. (HB 72, p.277) 

Methodology 

The survey research method was employed to systemati-

cally collect data to describe the impact of the Texas 

Career Ladder Plan on the motivational levels of teachers. 

Goals and objectives were identified and specific research 

questions were specified. The research questions are listed 

on pages 4 and 5 of this study. An opinionnaire (Appendix 

A) was constructed to collect standardized information from 

a sample drawn from a predetermined population. 

Instrument 

An opinionnaire was developed and designed to obtain 

data pertinent to the impact of the Texas Career Ladder Plan 

in providing incentives for improved job-performance, as per-

ceived by teachers (Appendix A). The opinionnaire was 

developed to answer the specific research questions as out-

lined on pages 4 and 5 of this research study. The fifteen 

items in Part I of the opinionnaire addressed research 

questions 1 through 3. The seven items in Part II of the 
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opinionnaire addressed research question 4. The two 

opinionnaire items in Part H I were constructed to address 

research questions 5 and 6. The opinionnaire items were 

constructed after numerous discussions with teachers and 

administrators associated with the Texas Career Ladder Plan. 

The opinionnaire required the respondents to indicate 

their gender/ the type of school in which employed/ their 

number of years in the teaching profession/ their present 

career ladder level/ and their present salary range. A 

Likert type scale was used ranging from 1 (less motivated) 

to 5 (more motivated) in describing the impact of the Texas 

Career Ladder Plan in providing incentives for improved job 

performance, as perceived by teachers. A Likert type scale 

was also used ranging from 1 (no impact) to 5 (great impact) 

to assess teachers opinions on the impact of the Texas 

Career Ladder Plan in serving the expressed purposes 

intended. The respondents were asked to list the types of 

incentives that they felt would motivate them to perform 

better. They were also asked to list suggestions that they 

had for modification of the current Texas Career Ladder Plan 

to make it more functional in serving the expressed purposes 

intended. 

The instrument was presented to a panel of experts to 

determine face validity. The panel of experts included two 

administrators/ two teachers? and two college professors in 
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the field of education. Each of the items on the instrument 

was judged for acceptability. 

The opinionnaire was pilot tested on a small group of 

teachers. Two high schools and two elementary schools were 

selected to participate in the pilot study. The purpose of 

the pretest was to gain feedback on possible ambiguities of 

items and to solicit suggestions on how the instrument could 

be improved. The method used for administering the opinion-

naire during the pretest was essentially the same that was 

planned for the main study. Once the suggestions were 

incorporated, the opinionnaire was printed (Appendix A). 

Procedure for Collection Of Data 

The initial procedure for the collection of data for 

this study was to select a random sample of 20 elementary 

schools and 20 secondary schools located in the Region X and 

Region XI Education Service Center Areas. All schools in the 

service center areas are officially listed in the Texas 

School Directory (1985-86). 

A letter was mailed, on November 6, 1986, to each of the 

schools selected to describe the study and to solicit the 

participation of the principals (Appendix B). The principals 

were asked to submit the personnel rosters from their 

schools. Approximately five days later, a telephone call was 

made to the principal of each of the schools selected to 

again describe the study and to solicit their participation. 
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The telephone contacts to the principals were made between 

November 10, 1986 and November 14, 1986. The principals of 

eighteen elementary schools and seventeen high schools agreed 

to participate in the study. 

The personnel rosters of the participating schools were 

received between November 14, 1986 and November 21, 1986. 

Each teacher on the personnel rosters was assigned a number. 

A list of teachers was randomly selected from each of the 

personnel rosters by the use of computer generated random 

numbers. The opinionnaires were then mailed to the partici-

pating schools for distribution. The opinionnaires were 

mailed between November 20, 1986 and November 24, 1986. The 

principal was asked to collect and return the opinionnaires 

when completed (Appendix B). 

The average number of opinionnaires mailed to each ele-

mentary school was 28. The average number of opinionnaires 

mailed to each secondary school was 29. A 75 percent rate 

of return of the opinionnaires was achieved as a result of 

the initial mailing. The teachers of 26 schools responded 

with the return of the completed opinionnaires. 

Approximately two weeks after the initial mailing of 

the opinionnaires, a follow-up letter was mailed to the 

principals of those schools who had not responded to again 

solicit their cooperation (Appendix B). One week later, a 

phone call was made to the principals of those schools who 

had not responded urging them to respond. 
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Teachers of the 35 schools that agreed to participate 

in the study returned opinionnaires. The total number of 

opinionnaires returned was 920. Four hundred sixty-six 

elementary teachers and 454 secondary school teachers 

completed and returned opinionnaires. This number repre-

sented 92 percent of the total number of opinionnaires 

mailed. 

Descriptive analysis was used to analyze the data col-

lected in this study. Frequency distributions were tabulated 

on the responses obtained from the opinionnaires. The fre-

quency distributions were then converted to percentages and 

the data were reported with the use of contingency tables. 
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CHAPTER IV 

FINDINGS AND PRESENTATION OF DATA 

This chapter contains the findings and presents the 

data obtained from the opinionnaires received from the 920 

teachers surveyed in this study. Each question is listed 

separately and the teacher's responses for each question are 

described and reported. The frequencies and percentages of 

the responses are listed in tables. 

The fifteen questions, from Part I of the opinionnaire, 

were used to assess the teachers' perceived job performance 

motivation since the implementation of the Texas Career 

Ladder Plan. The frequencies of the responses indicated by 

the teachers are also listed in the tables and are described 

according to the type school employed and according to the 

present career ladder level. 

The seven questions from Part II of the opinionnaire, 

were used to assess the impact of the Texas Career Ladder 

Plan in serving the expressed purposes intended, as 

perceived by teachers. The frequencies of the responses 

indicated by the teachers are listed in tables and are 

described. The strengths and weaknesses of the Texas Career 

Ladder Plan were assessed according to the described impact, 

as perceived by teachers, of the Texas Career Ladder Plan in 

serving the expressed purposes intended. 
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Table 1 

Composition of Sample 

% of Total 

Elementary teachers 
Secondary teachers 

466 
454 

50.7 
49.3 

Total 920 100.0 

Level I Teachers 
Level II Teachers 

367 
553 

39.9 
60.1 

Total 920 100.0 

The responses to questions one and two from Part III of 

the opinionnaire were designed to identify the types of 

incentives that teachers believed would motivate them to 

perform better and to solicit suggestions that teachers had 

to improve the Texas Career Ladder Plan to make it more 

functional in serving the express purposes intended by the 

legislature. Responses are listed and described in tables. 

Question 1. How motivated or less motivated are you to 

remain a classroom teacher since the implementation of the 

career ladder plan? 

Table 2 reveals that 418, or 45.4 percent, of the 

teachers responding indicated that there was "no change" in 

their motivation to remain a classroom teacher since the 

implementation of the Texas Career Ladder Plan. One hundred 

eighty-seven, or 20.3 percent indicated that they were 
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"somewhat less motivated"? 181, or 19.6 percent, indicated 

somewhat more motivated"; and 81, or 8.8 percent indicated 

"less motivated". The least frequent response reported was 

more motivated' with 53, or 5.8 percent of the teachers 

responding. 

Table 2 

Motivation to Remain a Classroom Teacher 

Responses Number Percent 

More Motivated 53 5, .8 

Somewhat More Motivated 181 19, .7 

No change 418 45. .4 

Somewhat Less Motivated 187 20. ,3 

Less Motivated 81 8. ,8 

Total 920 100. .0 

Table 3 indicates that 230, or 49.4 percent of the 

elementary school teachers responding believed that there 

was no change" in their motivation to remain a classroom 

teacher since the implementation of the Texas Career Ladder 

Plan. One hundred five, or 22.5 percent, indicated that 

they were "somewhat more motivated"; 78, or 16.7 percent 

indicated "somewhat less motivated"; 33, or 7.1 percent 

indicated less motivated". The least frequent response for 

elementary teachers was "more motivated" with 20, or 4.3 

percent of the teachers responding in this manner. 
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One hundred eighty-eight, or 41.4 percent of the 

secondary teachers indicated that there was "no change" in 

their motivation to remain a classroom teacher since the 

implementation of the Texas Career Ladder Plan in the State 

of Texas. One hundred nine, or 24.0 percent indicated 

somewhat less motivated"; 76, or 16.7 percent indicated 

"somewhat more motivated"; and 48, or 10.6 percent indicated 

less motivated". The least frequent response was "more 

motivated" with 33, or 7.3 percent of the secondary teachers 

responding. 

Table 3 

Motivation to Remain a Classroom Teacher Since the 

Implementation of the Texas Career Ladder Plan 

n 

n 

Responses 
Elementary 
Number % 

Secondary 
Number % 

More Motivated 20 4.3 33 7.3 

Somewhat 
More Motivated 105 22.5 76 16.7 

No change 230 49.4 188 41.4 

Somewhat 
Less Motivated 78 16.7 109 24.0 

Less Motivated 33 7.1 48 10.6 

Total 466 100.0 454 100.0 

Table 4 reveals that 200, or 54.5 percent of the 

teachers on Level I indicated that there was "no change" in 
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their motivation to remain a classroom teacher since the 

implementation of the Texas Career Ladder Plan. 

Seventy-seven, or 21.0 percent indicated "somewhat less 

motivated"; 51, or 13.9 percent .indicated "somewhat more 

motivated"; and 21, or 5.7 percent indicated "less 

motivated". The least frequent response was "more 

motivated" with 18, or 4.9 percent of the Level I teachers 

responding. 

Table 4 

Motivation to Remain a Classroom Teacher Since the 

Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 18 4.9 35 6.3 

Somewhat 
More Motivated 51 13.9 130 23.5 

No change 200 54.5 218 39.4 

Somewhat 
Less Motivated 77 21.0 110 19.9 

Less Motivated 21 5.7 60 10.9 

Total 367 100.0 553 100.0 

Two hundred eighteen, or 39.4 percent of the Level Two 

teachers responding indicated that there was "no change" in 
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their motivation to remain a classroom teacher since the 

implementation of the Texas Career Ladder Plan. One hundred 

thirty, or 23.5 percent indicated "somewhat more motivated"; 

110, or 19.9 percent indicated "somewhat less motivated"; 

and 60, or 10.9 percent indicated "less motivated". The 

least frequent response was "more motivated" with 35, or 6.3 

percent of the Level II teachers responding. 

Question 2. How motivated or "less motivated" are you 

to acquire an advanced degree since the implementation of 

the career ladder plan? 

Table 5 

Motivation to Acquire an Advanced Degree since the 

Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 100 10, .9 

Somewhat More Motivated 149 16, .2 

No change 477 51. .8 

Somewhat Less Motivated 77 8. ,4 

Less Motivated 117 12. ,7 

Total 920 100. ,0 

The data in Table 5 indicate that 477, or 51.8 percent 

of the teachers responding indicated that there was "no 
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change" in their motivation to acquire an advanced degree 

since the implementation of the Texas Career Ladder Plan. 

One hundred forty-nine, or 16.2 percent indicated that they 

were "somewhat more motivated"; 117, or 12.7 percent 

indicated less motivated"; and 100, or 10.9 percent 

indicated "more motivated". The least frequent response was 

somewhat less motivated" with 77, or 8.4 percent of the 

teachers responding. 

Table 6 

Motivation to Acquire an Advanced Degree since the 

Implementation of The Texas Career Ladder Plan 

Elementary Secondary 
Responses Number % Number % 

More Motivated 46 9.9 54 11.9 

Somewhat 
More Motivated 85 18.2 64 14.1 

No change 269 57.7 208 45.8 

Somewhat 
Less Motivated 26 5.6 51 11.2 

Less Motivated 40 8.6 77 17.0 

Total 466 100.0 454 100.0 

Table 6 indicates that 269, or 57.7 percent of the 

elementary school teachers responding indicated that there 

was no change" in their motivation to acquire an advanced 
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degree since the implementation of the Texas Career Ladder 

Plan. Eighty-five, or 18.2 percent indicated "somewhat more 

motivated"; 46, or 9.9 percent indicated "more motivated"; 

and 26 or 5.6 percent indicated "somewhat less motivated". 

Two hundred eight, or 45.8 percent of the secondary 

teachers responding indicated that there was "no change" in 

their motivation to acquire an advanced degree since the 

implementation of the Texas Career Ladder Plan. Seventy-

seven, or 17.0 percent indicated "less motivated"; 64, or 

14.1 percent indicated "somewhat more motivated"; 54 or 11.9 

percent indicated "more motivated"; and 51, or 11.2 percent 

indicated "somewhat less motivated". 

Table 7 reveals that 164, or 44.7 percent of the 

teachers on Level I indicated that there was "no change" in 

their motivation to acquire an advanced degree since the 

implementation of the Texas Career Ladder Plan. One hundred 

three, or 28.1 percent indicated "somewhat more motivated"; 

37, or 10.0 percent indicated "somewhat less motivated"; 34, 

or 9.3 percent indicated "more motivated"; and 29, or 7.9 

percent indicated "less motivated". 

Three hundred thirteen, or 56.6 percent of the Level n 

teachers responded that there was "no change" in their 

motivation to acquire an advanced degree since the 

implementation of the Texas Career Ladder Plan. Eighty-

eight, or 15.9 percent indicated "less motivated"; 66, or 

12.0 percent indicated more motivated; 46, or 8.3 percent 
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indicated "somewhat more motivated"; and 40, or 7.2 percent 

indicated "somewhat less motivated". 

Table 7 

Motivation to Acquire an Advanced Degree Since the 

Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 34 9.3 66 12.0 

Somewhat 
More Motivated 103 28.1 46 8.3 

No change 164 44.7 313 56.6 

Somewhat 
Less Motivated 37 10.0 40 7.2 

Less Motivated 29 7.9 88 15.9 

Total 367 100.0 553 100.0 

Question 3. How motivated or "less motivated" are you 

to acquire advanced academic training in your job-related 

field since the implementation of the career ladder plan? 

Table 8 indicates that the most frequent response was 

"somewhat more motivated" with 332, or 36.1 percent of the 

teachers indicating that they were motivated to acquire 

advanced academic training in their job-related field since 

the implementation of the Texas Career Ladder Plan. Three 

hundred twenty-one, or 34.9 percent indicated "no change"; 

155, or 16.8 percent indicated "more motivated"; and 65, or 
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7.1 percent indicated "somewhat less motivated". The least 

frequent response was "less motivated" as indicated by 47, 

or 5.1 percent of the teachers responding. 

Table 8 

Motivation to Acquire Advanced Academic Training 

Responses Number Percent 

More Motivated 155 16, .8 

Somewhat More Motivated 332 36, .1 

No change 321 34, .9 

Somewhat Less Motivated 65 7. .1 

Less Motivated 47 5. .1 

Total 920 100. ,0 

Table 9 reveals that 185, or 39.7 percent of the 

elementary school teachers responding indicated that they 

were somewhat more motivated" to acquire advanced academic 

training in their job related field. One hundred fifty, or 

32.2 percent indicated "no change"; 89, or 19.1 percent 

indicated "more motivated;" 30, or 6.4 percent indicated 

somewhat less motivated"; and 12, or 2.6 percent indicated 

"less motivated". 

One hundred seventy-one, or 37.7 percent of the 

secondary school teachers indicated "no change" in their 
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motivation to acquire advanced academic training hours since 

the implementation of the Texas Career Ladder Plan. One 

hundred forty-seven, or 32.4 percent indicated "somewhat 

more motivated"; 66, or 14.5 percent indicated "more 

motivated"; 66, or 14.5 percent indicated "more motivated"; 

35, or 7.7 percent indicated "somewhat less motivated"; and 

35, or 7.7 percent indicated "less motivated". 

Table 9 

Motivation to Acquire Advanced Academic Training 

Elementary Secondary 
Responses Number % Number % 

More Motivated 89 19.1 66 14.5 
Somewhat 

66 

More Motivated 185 39.7 147 32.4 

No change 150 32.2 171 37.7 

Somewhat 
Less Motivated 30 6.4 35 7.7 

Less Motivated 12 2.6 35 7.7 

Total 466 100.0 454 100.0 

Table 10 reveals that 173, or 47.1 percent of the Level 

I teachers are "somewhat more motivated" to acquire advanced 

academic training hours in their job related field since the 

implementation of the Texas Career Ladder Plan. One hundred 

eleven, or 30.3 percent indicated "no change"; 40, or 10.9 
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percent indicated "more motivated"; 32, or 8.7 percent 

indicated "somewhat less motivated;" and 11, or 3.0 percent 

indicated "less motivated". 

Two hundred ten, or 38.0 percent of the Level II 

teachers indicated that there was "no change" in their job 

performance motivation to acquire advanced academic training 

hours in their job related field since the implementation of 

the Texas Career Ladder Plan. One hundred fifty—nine, or 

28.7 percent indicated "somewhat more motivated"; 115, or 

20.8 percent indicated "more motivated"; 36, or 6.5 percent 

indicated "less motivated"; and 33, or 6.0 percent indicated 

"somewhat less motivated". 

Table 10 

Motivation to Acquire Advanced Academic Training since the 

Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 40 10.9 115 20.8 

Somewhat 
More Motivated 173 47.1 159 28.7 

No change 111 30.3 210 38.0 

Somewhat 
Less Motivated 32 8.7 33 6.0 

Less Motivated 11 3.0 36 6.5 

Total 367 100.0 553 100.0 
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Question 4. How motivated or "less motivated" are you 

to expend more effort, (energy), on your present job since 

the implementation of the career ladder plan? 

Table 11 reports that 465, or 50.6 percent of the 

teachers responding indicated that there was "no change" in 

their motivation to expend more effort, (energy) on their 

present job since the implementation of the Texas Career 

Ladder Plan. Two hundred thirty-four, or 25.4 percent 

indicated somewhat more motivated"; 112, or 12.2 percent 

indicated more motivated"; 62, or 6.7 percent indicated 

"somewhat less motivated;" and 47, or 5.1 percent indicated 

"less motivated". 

Table 11 

Motivation to Expend More Effort, (Energy), in Present Job 

Responses Number Percent 

More Motivated 112 12, .2 

Somewhat More Motivated 234 25. .4 

No change 465 50. .6 

Somewhat Less Motivated 62 6. ,7 

Less Motivated 47 5. ,1 

Total 920 100. 0 

The data in Table 12 indicate that 259, or 55.6 percent 

of the elementary teachers responding indicated "no change" 
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in their motivation to expend more effort, (energy), on 

their present job since the implementation of the Texas 

Career Ladder Plan. One hundred fourteen, or 24.5 percent 

indicated "somewhat more motivated"; 49, or 10.5 percent 

indicated "more motivated"; 32, or 6.9 percent indicated 

somewhat less motivated"; and 12, or 2.5 percent indicated 

"less motivated". 

Table 12 

Motivation to Expend More Effort, (Energy). 

in Present Job 

Elementary Secondary 
Responses Number % Number % 

More Motivated 49 10.5 63 13.9 

Somewhat 
More Motivated 114 24.5 120 26.4 

No change 259 55.6 206 45.4 

Somewhat 
Less Motivated 32 6.9 30 6.6 

Less Motivated 12 2.5 35 7.7 

Total 466 100.0 454 100.0 

Two hundred six, or 45.4 percent of the secondary 

teachers indicated "no change"; 120, or 26.4 percent 

indicated "somewhat more motivated"; 63, or 13.9 percent 
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indicated "more motivated"; 35, or 7.7 percent indicated 

"less motivated"? and 30, or 6.6 percent indicated "somewhat 

less motivated". 

Table 13 

Motivation to Expend More Effort, (Energy), 

in Present Job 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 50 13.6 62 11.2 

Somewhat 
More Motivated 91 24.8 143 25.8 

No change 184 50.2 281 50.8 

Somewhat 
Less Motivated 24 6.5 38 6.9 

Less Motivated 18 4.9 29 5.3 

Total 367 100.0 553 100.0 

Table 13 reveals that 184, or 50.2 percent of the Level 

I teachers indicated that there was "no change" in their 

motivation to expend more effort, (energy) on their present 

job since the implementation of the Texas Career Ladder 

Plan. Ninety-one, or 24.8 percent indicated "somewhat more 

motivated"; 50, or 13.6 percent indicated "more motivated"; 

24, or 6.5 percent indicated "somewhat less motivated"; and 

18, or 4.9 percent indicated "less motivated". 
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Two hundred eighty-one, or 50.8 percent of the level II 

teachers indicated that there was "no change" in their 

motivation to expend more effort, (energy), on their present 

job since the implementation of the Texas Career Ladder 

Plan. One hundred forty-three, or 25.8 percent indicated 

somewhat more motivated"; 62, or 11.2 percent indicated 

more motivated ; 38, or 6.9 percent indicated "somewhat 

less motivated"; and 29, or 5.3 percent indicated "less 

motivated". 

Question 5. How motivated or "less motivated" are you 

to attain a higher than satisfactory performance evaluation 

since the implementation of the career ladder plan? 

The data in Table 14 reveal that 336, or 36.5 percent 

of the teachers responding indicated that they were "some-

what more motivated" to attain a higher than satisfactory 

performance evaluation since the implementation of the Texas 

Career Ladder Plan. The second most frequent response was 

"more motivated" with 270, or 29.3 percent of the teachers 

responding. Two hundred fifty-one, or 27.3 percent indi-

cated "no change"; 46, or 5.0 percent indicated "somewhat 

less motivated ; and 17, or 1.9 percent indicated "less 

motivated". The data indicate that most of the teachers 

responding perceive the career Ladder Plan to have a 

positive impact in motivating them to achieve a higher than 

satisfactory performance evaluation. 



68 

Table 14 

Motivation to Attain a Higher Than Satisfactory Performance 

Evaluation 

Responses Number Percent 

More Motivated 270 29, .3 

Somewhat More Motivated 336 36, .5 

No change 251 27. .3 

Somewhat Less Motivated 46 5. .0 

Less Motivated 17 1. ,9 

Total 920 100. 0 

Table 15 reveals that of the 466 elementary school 

teachers responding 170, or 36.5 percent indicated that they 

are "somewhat more motivated" to attain a higher than 

satisfactory performance evaluation since the implementation 

of the Texas Career Ladder Plan, One hundred fifty—seven, 

or 33.7 percent indicated "more motivated" with 119, or 25.5 

percent indicating "no change". 

One hundred sixty—six, or 36.6 percent of the secondary 

teachers indicated "somewhat more motivated" with the second 

most frequent response, 132, or 29.0 percent indicating "no 

change". The second and third most frequent responses are 

slightly different for the elementary and secondary school 

teachers. The majority of teachers of both groups, however, 
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perceive the career ladder to have a positive impact in 

motivating them to attain a higher than satisfactory 

performance evaluation. 

Table 15 

Motivation to Attain a Higher Than Satisfactory Performance 

Evaluation 

Elementary Secondary 
Responses Number % Number 

More Motivated 157 33.7 113 24.9 

Somewhat 
More Motivated 170 36.5 166 36.6 

No change 119 25.5 132 29.0 

Somewhat 
Less Motivated 13 2.8 33 7.3 

Less Motivated 7 1.5 10 2.2 

Total 466 100.0 454 100.0 

Table 16 reveals that two hundred nine or 37.8 percent 

of the Level II teachers responded "more motivated" with 

185, or 33.4 percent that responded "somewhat more 

motivated". One hundred fifteen or 20.8 percent indicated 

"no change"; 32, or 5.8 percent indicated "somewhat less 

motivated"; and 12, or 2.2 percent indicated "less 

motivated". 
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One hundred fifty-one, or 41.1 percent of the Level I 

teachers indicated "somewhat more motivated" with 136, or 

37.1 percent that indicated "no change". Sixty-one, or 16.6 

percent indicated "more motivated"; 14, or 3.8 percent 

indicated "somewhat less motivated"? and 5, or 1.4 percent 

indicated "less motivated". 

Table 16 

Motivation to Attain a Higher Than Satisfactory Performance 

Evaluation 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 61 16.6 209 37.8 

Somewhat 
More Motivated 151 41.1 185 33.4 

No change 136 37.1 115 20.8 

Somewhat 
Less Motivated 14 3.8 32 5.8 

Less Motivated 5 1.4 12 2.2 

Total 367 100.0 553 100.0 

Question 6. How motivated or "less motivated" are you 

to seek advancement on the career ladder levels since the 

implementation of the career ladder plan. 

The data in Table 17 reveal that 332, or 36.1 percent 

of the teachers responding indicated that they were 
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"somewhat more motivated" to seek advancement on the career 

ladder levels since the implementation of the Texas Career 

Ladder Plan. Two hundred ninety, or 31.5 percent indicated 

that they were "more motivated" with 217, or 23.6 percent 

that indicated "no change". Sixty, or 6.5 percent indicated 

"somewhat "less motivated" and 21, or 2.3 percent indicated 

"less motivated". 

Table 17 

Motivation to Seek Advancement on the Career Ladder Levels 

Since the Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 290 31.5 

Somewhat More Motivated 332 36.1 

Ho change 217 23.6 

Somewhat Less Motivated 60 6.5 

Less Motivated 21 2.3 

Total 920 100.0 

Table 18 indicates that the elementary school and 

secondary school teachers are very similar in their 

motivation to seek advancement on the career ladder levels 

since the implementation of the Texas Career Ladder Plan. 

One hundred seventy seven, or 38.0 percent of the elementary 

school teachers indicated "somewhat more motivated"; 144, or 
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30.9 percent indicated "more motivated"; and 99, or 21.2 

percent indicated "no change". One hundred fifty-five, or 

34.1 percent of the secondary school teachers indicated 

"somewhat more motivated"; 146, or 32.2 percent indicated 

"more motivated"; and 118, or 26 percent indicated "no 

change". 

Table 18 

Motivation to Seek Advancement on the Career Ladder Levels 

Since the Implementation of the Texas Career Ladder Plan 

Elementary Secondary 
Responses Number % Number 

More Motivated 144 30.9 146 32.2 

Somewhat 
More Motivated 177 38.0 155 34.1 

No change 99 21.2 118 26.0 

Somewhat 
Less Motivated 40 8.6 20 4.4 

Less Motivated 6 1.3 15 3.3 

Total 466 100.0 454 100.0 

Table 19 reveals that 197, or 35.6 percent of the Level 

II teachers indicated that they were "more motivated" to 

seek advancement on the career ladder levels since the 

implementation of the Texas Career Ladder Plan. One hundred 

eighty-eight or 34.0 percent indicated "somewhat more 
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motivated"; 113, or 20.4 percent indicated "no change"; 43, 

or 7.8 percent indicated "somewhat less motivated"; and 12, 

or 2.2 percent indicated "less motivated". 

One hundred forty-four, or 39.2 percent of the Level I 

teachers indicated "somewhat more motivated"; 104, or 28.3 

percent indicated "no change"; 93, or 25.4 percent indicated 

"more motivated"; 17 or 4.6 percent indicated "somewhat less 

motivated"; and 9, or 2.5 percent indicated "less 

motivated". 

Table 19 

Motivation to Seek Advancement on the Career Ladder Levels 

Since the Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 93 25.4 197 35.6 

Somewhat 
More Motivated 144 39.2 188 34.0 

Mo change 104 28.3 113 20.4 

Somewhat 
Less Motivated 17 4.6 43 7.8 

Less Motivated 9 2.5 12 2.2 

Total 367 100.0 553 100.0 



74 

Question 7. How motivated or "less motivated" are you 

to attain a higher salary since the implementation of the 

career ladder plan? 

Table 20 reveals that most teachers responded that they 

were motivated to attain a higher salary since the 

implementation of the Texas Career Ladder Plan. Three 

hundred, or 32.6 percent indicated "somewhat more 

motivated"; 293, or 31.8 percent indicated "more motivated"; 

251, or 27.3 percent indicated "no change"; 47, or 5.1 

percent indicated "somewhat less motivated"; and 29, or 3.2 

percent indicated "less motivated". 

Table 20 

Motivation to Attain a Higher Salary Since the 

Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 293 31. .8 

Somewhat More Motivated 300 32. . 6 

Ho change 251 27. .3 

Somewhat Less Motivated 47 5. .1 

Less Motivated 29 3, .2 

Total 920 100, .0 

Table 21 reveals that 149, or 32.8 percent of the 

secondary school teachers indicated "more motivated"; 139, 
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or 30.6 percent indicated "somewhat more motivated"; 136, or 

30.0 percent indicated "no change"; 8, or 1.8 percent 

indicated "somewhat less motivated"; and 22, or 4.8 percent 

indicated "less motivated". 

One hundred sixty-one, or 34.5 percent of the 

elementary school teachers indicated "somewhat more 

motivated"; 144, or 30.9 percent indicated "more motivated"; 

115, or 24.7 percent indicated "no change"; 39, or 8.4 

percent indicated "somewhat less motivated"; and 7, or 1.5 

percent indicated "less motivated". 

Table 21 

Motivation to Attain a Higher Salary Since the 

Implementation of the Texas Career Ladder Plan 

Elementary secondary 
Responses Number % Number 

More Motivated 144 30.9 149 32.8 

Somewhat 
More Motivated 161 34.5 139 30.6 

No change 115 24.7 136 30.0 

Somewhat 
Less Motivated 39 8.4 8 1.8 

Less Motivated 7 1.5 22 4.8 

Total 466 100.0 454 100.0 

Table 22 reveals that 217, or 39.2 percent of the Level 

II teachers indicated that they were "more motivated"; 159, 
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or 28.8 percent indicated "somewhat more motivated"; 128/ or 

23.1 percent indicated "no change"; 23, or 4.2 percent 

indicated "somewhat less motivated"; and 26, or 4.7 percent 

indicated "less motivated"; 

Table 22 

Motivation to Attain a Higher Salary Since the 

Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 76 20.7 217 39.2 

Somewhat 
More Motivated 141 38.4 159 28.8 

No change 123 33.5 128 23.1 

Somewhat 
Less Motivated 23 6.3 23 4.2 

Less Motivated 4 1.1 26 4.7 

Total 367 100.0 553 100.0 

One hundred forty-one, or 38.4 percent of the Level I 

teachers indicated that they were "somewhat more motivated" 

to attain a higher salary since the implementation of the 

Texas Career Ladder Plan. One hundred twenty-three, or 33.5 

percent indicated "no change"; 76, or 20.7 percent indicated 

"more motivated"; 23, or 6.3 percent indicated "somewhat less 

motivated"; and 4, or 1.1 percent indicated "less motivated". 
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Question 8. How motivated or less motivated are you to 

remain in the education profession since the implementation 

of the career ladder plan? 

Table 23 

Motivation to Remain in the Education Profession Since the 

Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 

Somewhat More Motivated 

No change 

Somewhat Less Motivated 

Less Motivated 

53 

181 

418 

187 

81 

5.8 

19.7 

45.4 

20.3 

8 . 8 

Total 920 100.0 

Table 23 indicates that most teachers responded that 

there was "no change" in their motivation to remain in the 

education profession since the implementation of the Texas 

Career Ladder Plan. Four hundred sixty-three, or 50.3 

percent of the teachers responding indicated "no change" 

with 161, or 17.5 percent that indicated "somewhat less 

motivated"; and 109, or 11.8 percent that indicated "less 

motivated". One hundred ten, or 12.0 percent of the tea-

chers responded "somewhat more motivated" and 77, or 8.4 

percent responded more motivated". Question number eight is 
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different from question number one in that it addresses the 

total education profession and question number one addresses 

only the teaching profession. 

Table 24 indicates that the responses of the elementary 

school teachers and the secondary school teachers are 

similar to the responses of all teachers sampled. 

Table 24 

Motivation To Remain in Education Since the Implementation 

of the Texas Career Ladder Plan 

Elementary Secondary 
Responses Number % Number 

More Motivated 29 6.2 48 10.6 

Somewhat 
More Motivated 62 13.3 48 10.6 

No change 237 50.9 226 49.8 

Somewhat 
Less Motivated 78 20.4 66 14.5 

Less Motivated 43 9.2 66 14.5 

Total 466 100.0 454 100.0 

Two hundred thirty-seven, or 50.9 percent of the 

elementary school teachers responded that there was "no 

change" in their motivation to remain in the education 

profession since the implementation of the Texas Career 

Ladder Plan. Ninety-fivef or 20.4 percent indicated 
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"somewhat less motivated"; 62, or 13.3 percent indicated 

"somewhat more motivated"; 43, or 9.2 percent indicated 

"less motivated"; and 29, or 6.2 percent indicated "more 

motivated". 

Two hundred twenty-six or 49.8 percent of the secondary 

teachers responding indicated "no change" in their 

motivation to remain in the education profession since the 

implementation of the Texas Career Ladder Plan. Sixty-six, 

or 14.5 percent indicated "somewhat less motivated"; and 66, 

or 14.5 percent indicated ".less motivated". 

Table 25 

Motivation to Remain in the Education Profession Since the 

Implementation of The Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 44 12.0 33 6.0 

Somewhat 
More Motivated 30 8.2 80 14.5 

No change 201 54.8 262 47.4 

Somewhat 
Less Motivated 53 14.4 108 19.5 

Less Motivated 39 10.6 70 12.6 

Total 367 100.0 553 100.0 
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Table 25 lists the responses of the level I and level 

II teachers on their motivation to remain in the education 

profession since the implementation of the Texas Career 

Ladder Plan. 

Two hundred one, or 54.8 percent of the level I 

teachers responding indicated "no change"; 53, or 14.4 

percent indicated "somewhat less motivated"? 44, or 12.0 

percent indicated "more motivated"; 39, or 10.6 percent 

indicated "less motivated"; and 30, or 8.2 percent indicated 

"somewhat more motivated". 

Two hundred sixty-two, or 47.4 percent of the level II 

teachers responding indicated "no change"; 108, or 19.5 

percent indicated "somewhat less motivated"; 80, or 14.5 

percent indicated "somewhat more motivated"; 70, or 12.6 

percent indicated "less motivated"; and 33, or 6.0 percent 

indicated "more motivated". 

Question 9. How motivated or less motivated are you to 

improve the achievement test scores of students since the 

implementation of the career ladder plan? 

Table 26 indicates that most teachers sampled responded 

that there was "no change" in their motivation to improve 

the achievement test scores of students since the 

implementation of the Texas Career Ladder Plan. Four 

hundred eighty-six, or 52.8 percent indicated "no change" 

for the most frequent response. The next most frequent 

response was "somewhat more motivated" with 255, or 27.7 

percent of the teachers responding. One hundred eighteen, 
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or 12.8 percent of the teachers indicated "more motivated" 

and 34, or 3.7 percent indicated "less motivated". The 

least frequent response was "somewhat less motivated" with 

34, or 3.7 percent of the teachers responding. 

Table 26 

Motivation to Improve the Achievement Test Scores of 

Students Since The Implementation of the Texas Career Ladder 

Plan 

Responses Number Percent 

More Motivated 118 12, .8 

Somewhat More Motivated 181 19, .7 

No change 486 52, .8 

Somewhat Less Motivated 27 3. .0 

Less Motivated 34 3, .7 

Total 920 100, .0 

Table 27 indicates that the secondary school teachers 

responded "no change" as the most frequent response on their 

motivation to improve the achievement test scores of 

students since the implementation of the Texas Career Ladder 

Plan. 

Two hundred nine, or 46.0 percent of the secondary school 

teachers responding indicated "no change"; 125, or 27.5 

percent indicated "somewhat more motivated"; and 92, or 20.3 
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percent indicated "more motivated". The least frequent 

responses were "less motivated" with 21, or 4.6 percent of the 

secondary teachers responding and "somewhat less motivated" 

with 7, or 1.6 percent of the secondary teachers responding. 

Table 27 

Motivation to Improve the Achievement Test Scores of 

Students Since the Implementation of the Texas Career Ladder 

Plan 

Elementary Secondary 
Responses Number % Number % 

More Motivated 26 5.6 92 20.3 

Somewhat 
More Motivated 130 27.9 125 27.5 

No change 277 59.4 209 46.0 

Somewhat 
Less Motivated 20 4.3 7 1.6 

Less Motivated 13 2.8 21 4.6 

Total 466 100.0 454 100.0 

Two hundred seventy-seven, or 59.4 percent of the 

elementary school teachers responding indicated "no change" 

in their motivation to improve the achievement test scores 

of students since the implementation of the Texas Career 

Ladder Plan. One hundred thirty, or 27.9 percent indicated 

"somewhat more motivated"; 26, or 5.6 percent indicated 

"more motivated"; 20, or 4.3 percent indicated "somewhat 
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less motivated"; and 13, or 2.8 percent indicated "less 

motivated". 

Table 28 lists the responses of the level I and level 

II teachers. The data indicate that the responses are 

similar for both Level I and Level II teachers to improve 

the achievement test scores of students. 

Table 28 

Motivation to Improve the Achievement Test Scores of 

Students Since the Implementation of the Texas Career Ladder 

Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 34 9.3 84 15.0 

Somewhat 
More Motivated 119 32.4 136 24.6 

No change 208 56.7 278 50.3 

Somewhat 
Less Motivated 3 .8 24 4.3 

Less Motivated 3 .8 31 5.6 

Total 367 100.0 553 100.0 

Two hundred eight, or 56.7 percent of the level I 

teachers indicated "no change". One hundred nineteen, or 

32.4 percent indicated "somewhat more motivated"; and 34, or 

9.3 percent indicated "more motivated". 
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Two hundred seventy-eight, or 50.3 percent of the level 

II teachers indicated "no change"; 136, or 24.6 percent 

indicated "somewhat more motivated"? 84, or 15.2 percent 

indicated "more motivated"; 31, or 5.6 percent indicated 

"less motivated"; and 24, or 4.3 percent indicated "somewhat 

less motivated". 

Question 10. How motivated or less motivated are you 

to actively work to lower the failure rate of students since 

the implementation of the career ladder plan? 

Table 29 

Students Since the Implementation of the Texas Career 

Ladder Plan 

Responses Number Percent 

More Motivated 194 21.1 

Somewhat More Motivated 179 19.5 

No change 528 57.4 

Somewhat Less Motivated 9 1.0 

Less Motivated 10 1.0 

Total 920 100.0 

Table 29 indicates that 528, or 57.4 percent of the 

teachers responding indicated that there was "no change" in 

their motivation to actively work to lower the failure rate 
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of students since the implementation of the Texas Career 

Ladder Plan. One hundred ninety-four, or 21.1 percent 

indicated "more motivated"; 179, or 19.5 percent indicated 

"somewhat more motivated"; 9, or 1.0 percent indicated 

"somewhat less motivated"; and 10, or 1.0 percent indicated 

"less motivated". 

Table 30 lists the responses of the secondary school 

teachers and the elementary school teachers. The data 

indicate that most teachers responded "no change" in their 

motivation to lower the failure rate of students since the 

implementation of the Texas Career Ladder Plan. 

Table 30 

Motivation to Actively Work to Lower The Failure Rate of 

Students Since the Implementation of The Texas Career Ladder 

Plan 

Elementary Secondary 
Responses Number % Number % 

More Motivated 80 17.2 114 25.1 

Somewhat 
More Motivated 93 19.9 86 18.9 

No change 293 62.9 235 51.8 

Somewhat 
Less Motivated 0 0 9 2.0 

Less Motivated 0 0 10 2.2 

Total 466 100.0 454 100.0 
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Two hundred thirty-five, or 51.8 percent of the 

secondary school teachers indicated "no change" as the most 

frequent response. One hundred fourteen, or 25.1 percent 

indicated "more motivated"; 9, or 2.0 percent indicated 

"somewhat less motivated"; and 10, or 2.2 percent indicated 

"less motivated". 

Two hundred ninety-three, or 62.9 percent of the 

elementary school teachers indicated "no change". 

Ninety-three, or 19.9 percent indicated "somewhat more 

motivated", and 80, or 17.2 percent indicated "more 

motivated". 

Table 31 

Motivation to Actively Work to Lower the Failure Rate of 

Students Since the Implementation of the Texas Career Ladder 

Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 81 22.1 113 20.4 

Somewhat 
More Motivated 63 17.2 116 21.0 

No change 219 59.7 309 55.9 

Somewhat 
Less Motivated 2 .5 7 1.3 

Less Motivated 2 .5 8 1.4 

Total 
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Table 31 indicates that two hundred nineteen, or 59.7 

percent of the level I teachers indicated "no change"; 81, 

or 22.1 percent indicated "more motivated"; 63, or 17.2 

percent indicated "somewhat less motivated"; and 2, or .5 

percent indicated "less motivated". 

Three hundred nine, or 55.9 percent of the level II 

teachers indicated "no change"; 116, or 21.0 percent indi-

cated "somewhat more motivated"; and 113, or 20.4 percent 

indicated " "more motivated". Eight, or 1„ 4 percent 

indicated "less motivated" and 7, or 1.3 percent indicated 

"somewhat less motivated" for the least frequent response. 

Question 11. How motivated or less motivated are you 

to work beyond the regular school hours since the implemen-

tation of the career ladder plan? 

Table 32 

Motivation to Work Beyond The Regular School Hours Since the 

Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 85 9, .2 

Somewhat More Motivated 123 13. .4 

No change 624 67. .8 

Somewhat Less Motivated 22 2. .4 

Less Motivated 66 7. .2 

Total 920 100. ,0 
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Table 32 indicates that 624, or 67.8 percent of the 

teachers responding indicated "no change" as the most 

frequent response to the perception of their motivation to 

work beyond the regular school hours since the 

implementation of the Texas Career Ladder Plan. One hundred 

twenty-three, or 13.4 percent indicated "somewhat more 

motivated" and 85, or 9.2 percent indicated "more 

motivated". Sixty-six, or 7.2 percent indicated "less 

motivated", and 22, or 2.4 percent indicated "somewhat less 

motivated" as the least frequent response. 

Table 33 

Motivation to Work Beyond the Regular School Hours Since 

The Implementation of the Texas Career Ladder Plan 

Elementary Secondary 
Responses Number % Number % 

More Motivated 46 9.9 39 8.6 

Somewhat 
More Motivated 85 18.2 38 8.4 

No change 308 66.1 316 69.6 

Somewhat 
Less Motivated 13 2.8 9 2.0 

Less Motivated 14 3.0 52 11.4 

Total 466 100.0 454 100.0 
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Table 33 indicates the responses of elementary school 

teachers and secondary school teachers on the perceptions of 

their motivation to work beyond the regular school hours 

since the implementation of the Texas Career Ladder Plan. 

Three hundred sixteen, or 69.6 percent of the secondary 

school teachers indicated "no change"; 39, or 8.6 percent 

indicated "more motivated"; 52, or 11.4 percent indicated 

"less motivated"; 38, or 8.4 percent indicated "somewhat 

more motivated"; and 9, or 2.0 percent indicated "somewhat 

less motivated". 

Three hundred eight, or 66.1 percent of the elementary 

school teachers indicated "no change" as the most frequent 

response and 13, or 2.8 percent indicated "somewhat less 

motivated" as the least frequent response. Eighty-five, or 

18.1 percent indicated "somewhat more motivated"; 46, or 9.9 

percent indicated "more motivated"; and 14, or 3.0 percent 

indicated "less motivated". 

The data in table 34 indicate the responses of level I 

and level II teachers on the perceptions of their motivation 

to work beyond the regular school hour since the 

implementation of the Texas Career Ladder Plan. 

Two hundred sixty-one, or 71.1 percent of the level I 

teachers indicated "no change" as the most frequent 

response. Nine, or 2.5 percent indicated "somewhat less 

motivated" as the least frequent response. Fifty-three, or 

14.5 percent indicated "somewhat more motivated"; 23, or 6.3 
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motivated"; 23, or 6.3 percent indicated "more motivated"; 

and 21, or 5.7 percent indicated "less motivated". 

Three hundred sixty-three, or 68.9 percent of the level 

II teachers responded "no change" as the most frequent 

response. Thirteen, or 1.0 percent responded "somewhat less 

motivated" as the least frequent response. Seventy, or 11.7 

percent responded "somewhat more motivated"; 62, or 10.3 

percent responded "more motivated"; and 45, or 8.1 percent 

responded "less motivated". 

Table 34 

Motivation to Work Beyond the Regular School Hours Since 

the Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 23 6.3 62 10.3 

Somewhat 
More Motivated 53 14.4 70 11.7 

No change 261 71.1 363 68.9 

Somewhat 
Less Motivated 9 2.5 13 1.0 

Less Motivated 21 5.7 45 8.1 

Total 367 100.0 553 100.0 

Table 35 indicates that 544, or 59.1 percent of the 

teachers responded "no change" as the most frequent response 
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to their motivation to organize projects of their own 

initiative since the implementation of the Texas Career 

Ladder Plan. The least frequent response was "less 

motivated" with 23, or 2.5 percent of the teachers 

responding. Two hundred sixteen, or 23.5 percent responded 

"somewhat more motivated"; 107, or 11.6 percent responded 

"more motivated"; and 30, or 3.3 percent responded "somewhat 

less motivated". 

Table 35 

Motivation to Organize Projects of Their Own Initiative 

Since the Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 107 11, .6 

Somewhat More Motivated 216 23, .5 

No change 544 59, .1 

Somewhat Less Motivated 30 3, .3 

Less Motivated 23 2. .5 

Total 920 100, ,0 

Table 36 indicates the responses of the elementary 

school teachers and the secondary school teachers on the 

perceptions of their motivation to organize projects of 



92 

their own initiative since the implementation of the Texas 

Career Ladder Plan. 

Two hundred seventy-seven, or 59.4 percent of the 

elementary school teachers indicated "no change" as the most 

frequent response. Thirteen, or 2.8 percent indicated "less 

motivated" as the least frequent response. One hundred 

thirty, or 27.9 percent indicated "somewhat more motivated;" 

26, or 5.6 percent indicated "more motivated"; and 20, or 

4.3 percent indicated "somewhat less motivated". 

Table 36 

Motivation to Organize Projects of Their Own Initiative 

Since the Implementation of the Texas Career Ladder Plan 

Elementary Secondary 
Responses Number % Number 

More Motivated 26 • 
in 81 17.9 

Somewhat 
More Motivated 130 27.9 86 18.9 

No change 277 59.4 267 58.8 

Somewhat 
Less Motivated 20 4.3 10 2.2 

Less Motivated 13 2.8 10 2.2 

Total 466 100.0 454 100.0 

Two hundred sixty-seven, or 58.8 percent of the 

secondary school teachers indicated "no change" as the most 

frequent response. Ten, or 2.2 percent indicated "less 
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motivated" and 10, or 2.2 percent indicated "somewhat less 

motivated" as the least frequent responses. Eighty-six, or 

18.9 percent responded "somewhat more motivated" and 81, or 

17.9 percent indicated "more motivated". 

Table 37 lists the responses of the level I and level 

II teachers. The data indicate the perceptions of their 

motivation to organize projects on their own initiative 

since the implementation of the Texas Career Ladder Plan. 

Table 37 

Motivation to organize Projects of Their Own Initiative 

Since the Implementation of the Texas Career Ladder Plan 

Responses 
Level 

Number 
I 

% 
Level 

Number 
II 

% 

More Motivated 38 10.3 69 12.5 

Somewhat 
More Motivated 85 23.2 131 23.7 

No change 230 62.7 314 56.8 

Somewhat 
Less Motivated 10 2.7 20 3.6 

Less Motivated 4 1.1 19 3.4 

Total 367 100.0 553 100.0 

Two hundred thirty, or 62.7 percent of the level I 

teachers indicated "no change" as the most frequent 

response. Four, or 1.1 percent indicated "less motivated" 

as the least frequent response. Eighty-five, or 23.2 
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percent indicated "more motivated"; and 10, or 2.7 percent 

indicated "somewhat less motivated". 

Three hundred fourteen, or 56.7 percent of the level II 

teachers indicated "no change" as the most frequent response, 

Nineteen, or 3.4 percent indicated "less motivated" as the 

least frequent response. 

Question 13. How motivated or "less motivated" are you 

to give special attention to students requiring additional 

help since the implementation of the career ladder plan? 

Table 38 

Motivation To Give Special Attention to Students Requiring 

Additional Help 

Responses Number Percent 

More Motivated 134 14.6 

Somewhat More Motivated 194 21.1 

No change 553 60.1 

Somewhat Less Motivated 25 2.7 

Less Motivated 14 1.5 

Total 920 100.0 

Table 38 reveals that 621, or 67.5 percent of the 

teachers indicated "no change" as the most frequent response 

to their perception of their motivation to give special 

attention to students requiring additional help. Ten, 
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or 1.1 percent indicated "somewhat less motivated" and 

"less motivated" as the least frequent responses. 

Table 39 indicates the responses of the elementary 

school and secondary school teachers. The responses 

indicate their motivation to give special attention to 

students requiring additional help. 

Table 39 

Motivation to Give Special Attention to Students 

Elementary 
Responses Number % 

Secondary 
Number % 

More Motivated 20 4.3 81 17.8 

Somewhat 
More Motivated 92 19.7 86 19.0 

No change 354 76.0 267 58.8 

Somewhat 
Less Motivated 0 0 10 2.2 

Less Motivated 0 0 10 2.2 

Total 466 100.0 454 100.0 

Three hundred fifty-four, or 76.0 percent of the ele-

mentary school teachers responded "no change" as the most 

frequent response. No responses were indicated for "somewhat 

less motivated" and "less motivated". 

Two hundred sixty-seven, or 58.8 percent of the second-

ary school teachers indicated "no change" as the most fre-

quent response. Ten, or 2.2 percent responded "somewhat 
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less motivated" and 10, or 2.2 percent responded "less 

motivated" as the least frequent responses. Eighty-six, or 

19.0 percent indicated "somewhat more motivated" and 81, or 

17.8 percent indicated "more motivated". 

Table 40 lists the responses of the level I and level II 

teachers. The responses were used to assess the perceptions 

of their motivation to give special attention to students 

requiring additional help. 

Table 40 

Motivation to Give Special Attention to Students Requiring 

Additional Help 

Level I 
Responses Number 

Level 
% 

II 
Number % 

More Motivated 37 10.1 64 11.6 

Somewhat 
More Motivated 70 19.1 108 19.5 

Ho change 260 70.8 361 65.3 

Somewhat 
Less Motivated 0 0 10 1.8 

Less Motivated 0 0 10 1.8 

Total 367 100.0 553 100.0 

Two hundred sixty, or 70.8 percent of the level I 

teachers indicated "no change" as the most frequent response. 

No level I teachers indicated "somewhat less motivated" and 

"less motivated" as the least frequent responses. Seventy, 
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or 19.1 percent indicated "somewhat more motivated" and 37, 

or 10.1 percent indicated "more motivated". 

Three hundred sixty-one, or 65.3 percent of the level II 

teachers indicated "no change" as the most frequent response. 

Ten, or 1.8 percent indicated "somewhat less motivated" and 

10, or 1.8 percent indicated "less motivated" for the least 

frequent responses. One hundred eight, or 19.5 percent indi-

cated "somewhat more motivated" and 64, or 11.6 percent indi-

cated "more motivated". 

Question 14. How motivated or "less motivated" are you 

to serve as a resource to others in the profession since the 

implementation of the career ladder plan? 

Table 41 

Motivation To Give Special Attention to Students Requiring 

Additional Help 

Responses Number Percent 

More Motivated 134 14, .6 

Somewhat More Motivated 194 21. .1 

No change 553 60. .1 

Somewhat Less Motivated 25 2. .7 

Less Motivated 14 1. .5 

Total 920 100. .0 
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Table 41 reveals that 553, or 60.1 percent of the 

teachers indicated "no change" as the most frequent response 

on their perceptions of their motivation to serve as a 

resource to others since the implementation of the Texas 

Career Ladder Plan. Fourteen, or 1.5 percent indicated 

"less motivated" as the least frequent response. One hun-

dred ninety-four, or 21.1 percent indicated "somewhat more 

motivated"; 134, or 14.6 percent indicated "more motivated"? 

and 25, or 2.7 percent indicated "somewhat less motivated". 

Table 42 lists the responses of the elementary school 

and secondary school teachers on their perceptions of their 

motivation to serve as a resource to others since the imple-

mentation of the Texas Career Ladder Plan. 

Three hundred thirteen, or 67.2 percent of the elemen-

tary school teachers responded "no change" as the most fre-

quent response. No elementary school teachers indicated 

"less motivated" for the least frequent response. Ninety, 

or 19.3 percent indicated "somewhat more motivated"; 58, or 

12.4 percent indicated "more motivated"; and 5, or 1.1 

percent indicated "somewhat less motivated". 

Two hundred forty, or 52.9 percent of the secondary 

school teachers responded "no change" as the most frequent 

response. Fourteen, or 3.1 percent indicated "less 

motivated" as the least frequent response. One hundred 

four, or 22.9 percent indicated "somewhat more motivated"; 

76, or 16.7 percent indicated "more motivated"; and 20, or 

4.4 percent indicated "somewhat less motivated". 
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Table 42 

Motivation to Serve as a Resource to Others Since the 

Implementation of the Texas Career Ladder Plan 

Elementary 
Responses Number % 

Secondary 
Number % 

More Motivated 58 12.4 76 16.7 

Somewhat 
More Motivated 90 19.3 104 22.9 

No change 313 67.2 240 52.9 

Somewhat 
Less Motivated 5 1.1 20 4.4 

Less Motivated 0 0 14 3.1 

Total 466 100.0 454 100.0 

Table 43 lists the responses of the Level I and Level 

II teachers. The data indicate the perceptions of their 

motivation to serve as a resource to others since the 
? 

implementation of the Texas Career Ladder Plan. 

Two hundred forty-one, or 65.7 percent of the Level I 

teachers responded "no change" for the most frequent 

response. Ho level I teachers indicated "less motivated" 

for the least frequent response. Eighty-three, or 22.6 

percent indicated "somewhat more motivated"; 35, or 9.5 

percent indicated "more motivated"; and 8, or 2.2 percent 

indicated "somewhat less motivated". 



100 

Table 43 

Motivation to Serve as a Resource to Others Since the 

Implementation of the Texas Career Ladder Plan 

Level I 
Responses Number 

Level 
% 

II 
Number % 

More Motivated 35 9.5 99 17.9 

Somewhat 
More Motivated 83 22.6 111 20.1 

No change 241 65.7 312 56.4 

Somewhat 
Less Motivated 8 2.2 17 3.1 

Less Motivated 0 0 14 2.5 

Total 367 100.0 553 100.0 

Three hundred twelve, or 56.4 percent of the Level II 

teachers responded "no change" as the most frequent 

response. Fourteen, or 2.5 percent indicated "less 

motivated" as the least frequent response. One hundred 

eleven, or 20.1 percent indicated "somewhat more motivated;" 

99, or 17.9 percent indicated "more motivated"; and 17, or 

3.1 percent indicated "somewhat less motivated". 

Question 15. How motivated or "less motivated" 

are you to willingly assume extra responsibilities since the 

implementation of the career ladder plan? 

Table 44 reports that 542, or 58.9 percent of the 

teachers responding indicated "no change" as the most 
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frequent response. The data indicate that most teachers were 

not motivated to willingly assume extra responsibilities 

since the implementation of the Texas Career Ladder Plan. 

Table 44 

Motivation to Willingly Assume Extra Responsibilities Since 

the Implementation of the Texas Career Ladder Plan 

Responses Number Percent 

More Motivated 78 8, .5 

Somewhat More Motivated 168 18. .3 

No change 542 58. .9 

Somewhat Less Motivated 71 7, .7 

Less Motivated 61 6. . 6 

Total 920 100, .0 

Sixty-one, or 6.6 percent indicated "less motivated" as 

the least frequent response. One hundred sixty-eight, or 

18.3 percent indicated "somewhat more motivated"; 78, or 8.5 

percent indicated "more motivated"; and 71, or 7.7 percent 

indicated "somewhat less motivated". 

Table 45 reports the responses of the elementary school 

and secondary school teachers. The data indicate the 

perceptions of their motivation to willingly assume extra 

responsibilities since the implementation of the Texas 

Career Ladder Plan. 
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Table 45 

Motivation to Willingly Assume Extra Responsibilities Since 

the Implementation of the Texas Career Ladder Plan 

Elementary 
Responses Number % 

Secondary 
Number % 

More Motivated 31 6.6 47 10.3 

Somewhat 
More Motivated 102 21.9 66 14.5 

No change 277 59.4 265 58.4 

Somewhat 
Less Motivated 38 8.2 33 7.3 

Less Motivated 18 3.9 43 9.5 

Total 466 100.0 454 100.0 

Two hundred seventy-seven, or 59.4 percent of the 

elementary school teachers indicated "no change" as the most 

frequent response. Eighteen, or 4.0 percent indicated "less 

motivated" as the least frequent response. One hundred two, 

or 21.9 percent indicated "somewhat more motivated"; and 31 

or 6.6 percent indicated "more motivated". 

Two hundred sixty-five, or 58.4 percent of the 

secondary school teachers indicated "no change" as the most 

frequent response. Thirty-three, or 7.3 percent indicated 

"somewhat less motivated" as the least frequent response. 

Sixty six, or 14.5 percent indicated "somewhat more 
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motivated"; 47, or 10.3 percent indicated "more motivated;" 

and 43, or 11 percent indicated "less motivated". 

Table 46 

Motivation to Willingly Assume Extra Responsibilities 

Level I 
Responses Number 

Level 
% 

II 
Number % 

More Motivated 21 5.7 57 10.3 

Somewhat 
More Motivated 97 26.4 71 12.8 

Mo change 201 54.8 341 61.7 

Somewhat 
Less Motivated 32 8.7 39 7.1 

Less Motivated 16 4.4 45 8.1 

Total 367 100.0 553 10 0.0 

Table 46 lists the responses of the Level I and Level 

II teachers. The data indicate the perceptions of their 

motivation to willingly assume extra responsibilities since 

the implementation of the Texas Career Ladder Plan. 

Two hundred one, or 54.8 percent indicated "no change" 

for the most frequent response. Sixteen, or 4.4 percent 

indicated "less motivated" which respresented the least fre-

quent response. Ninety—seven, or 26.4 percent indicated 

"somewhat more motivated"; 21, or 5.7 percent indicated 

"more motivated"; and 32, or 8.7 percent indicated "less 

motivated". 
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Table 47 

Improving Instructional Skills Through Advanced Academic 

Training 

Responses Number Percent 

Great Impact 63 6.9 

Some Impact 358 38.9 

No Opinion 188 20.4 

Slight Impact 137 14.9 

No Impact 174 18.9 

Total 920 100.0 

Tables 47 through 52 describe the responses of teachers 

to the questions in Part II of the opinionnaire. The 

questions were designed to assess the teachers' opinions on 

the impact of the Texas Career Ladder Plan in serving the 

expressed purposes intended. There were seven questions 

listed in Part II of the opinionnaire. A table is included 

to list the frequency of responses to each question. The 

data described in the tables were used to assess the 

strengths and weaknesses of the Texas Career Ladder Plan in 

serving the expressed purposes intended. 

Table 47 lists the responses of all teachers. The data 

indicate the impact that the Texas Career Ladder Plan has 
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had in improving their instructional skills through advanced 

academic training. 

Table 48 

Utilizing More Proficient Teachers to Serve as Resources to 

Other Teachers 

Responses Number Percent 

Great impact 53 5.8 

Some Impact 181 19.7 

No Opinion 418 45.4 

Slight Impact 187 20.3 

No Impact 81 8.8 

Total 920 100.0 

Three hundred fifty-eight, or 38.9 percent of the 

teachers responded "some impact" which represented the most 

frequent response. Sixty three, or 6.9 percent responded 

"great impact" which represented the least frequent response. 

One hundred eighty-eight, or 20.4 percent responded "no 

change", 174, or 18.9 percent responded "no impact", and 137, 

or 14.9 percent responded "slight impact". 

Table 48 lists the responses of all teachers. The data 

indicate their opinions on the impact that the Texas Career 

Ladder Plan has had in utilizing more proficient teachers to 
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serve as resources to other teachers in the improvement of 

job-performance skills. 

Three hundred thirty-nine, or 36.9 percent of the 

teachers responded "some impact" which represented the most 

frequent response. Seventy-two, or 7.8 percent indicated 

"some impact", which represented the least frequent response. 

One hundred ninety-nine, or 21.6 percent indicated "no 

opinion", 181, or 19.7 percent indicated "no impact", and 

129, or 14.0 percent indicated "slight impact". 

Four hundred eighteen, or 45.4 percent of the teachers 

responded "no opinion", which represented the most frequent 

response. Fifty-three, or 5.8 percent, indicated "great 

impact", which represented the least frequent response. One 

hundred eighty-seven, or 20.3 percent indicated "slight 

impact", 181, or 19.7 percent indicated "some impact", and 

81, or 8.8 percent indicated "no impact". 

Table 49 lists the responses of all teachers. The data 

indicate their opinions on the impact that the Texas Career 

Ladder Plan has had in providing career advancement within 

the teaching profession. 

Three hundred thirty-two, or 36.1 percent of the 

teachers responded "some impact" which represented the most 

frequent response. Ninety-eight, or 10.6 percent responded 

"great impact" which represented the least frequent 

response. One hundred ninety-two, or 20.9 percent responded 

"no opinion", 154, or 16.7 percent responded "no impact" and 

144, or 15.7 percent responded "slight impact". 
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Table 49 

Providing Career Advancement within the Teaching Profession 

Responses Number Percent 

Great Impact 98 •
 

O
 

i—1 

Some Impact 332 36.1 

No Opinion 192 20.9 

Slight Impact 144 15.7 

No Impact 154 16.7 

Total 920 100.0 

Table 50 lists the responses of all teachers. The data 

indicate their opinions on the impact that the Texas Career 

Ladder Plan has had in making the teaching profession more 

competitive with other professions through salary increases. 

Most teachers responded some impact or no opinion for the 

most frequent responses. 

Three hundred fifty-eight, or 38.9 percent of the 

teachers responded "no impact" which represented the most 

frequent response. Forty-two, or 4.6 percent indicated 

"great impact" which represented the least frequent response. 

Two hundred thirty-seven, or 25.8 percent indicated "some 

impact", 154, or 16.7 percent indicated "no opinion", and 

129, or 14.0 percent indicated "slight impact". 
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Table 50 

Making the Teaching Profession More Competitive With Other 

Professions Through Salary Increases 

Responses Number Percent 

Great Impact 42 4.6 

Some Impact 237 25.8 

No Opinion 154 16.7 

Slight Impact 129 14.0 

No Impact 358 38.9 

Total 920 100.0 

Table 51 lists the responses of teachers which assessed 

their opinions on the impact that the Texas Career Ladder 

Plan has had in providing extra pay incentives for career 

teachers. The data indicate that the Texas Career Ladder 

Plan has not had an impact in providing extra pay incentives 

for career teachers. 

Three hundred forty-six, or 37.6 percent of the 

teachers responded "some impact" which represented the most 

frequent response. Ninety-six, or 10.5 percent responded 

"great impact" which represented the least frequent 

response. Two hundred forty-two, or 26.3 percent responded 

"slight impact"; 130, or 14.1 percent responded "no impact" 

and 106, or 11.5 percent responded "no opinion". 



109 

Table 51 

The Impact the Texas Career Ladder Plan Had in Providing 

Extra Pay Incentives for Career Teachers 

Responses Number Percent 

Great Impact 96 10, .5 

Some Impact 346 37, .6 

Ho Opinion 106 11, .5 

Slight Impact 242 26. .3 

No Impact 130 14. .1 

Total 920 100. .0 

Three hundred forty-six, or 37.6 percent of the teachers 

responded "some impact" which represented the most frequent 

response. Ninety-six, or 10.5 percent responded "great 

impact" which represented the least frequent response. Two 

hundred forty-two, or 26.3 percent responded "slight impact"; 

130, or 14.1 percent responded "no impact"? and 106, or 11.5 

percent responded "no opinion". 

Table 52 lists the responses of all teachers. The 

responses were designed to assess their opinions on the impact 

that the Texas Career Ladder Plan has had in rewarding clearly 

outstanding teaching performances with higher salaries. 

Two hundred sixty-nine, or 29.2 percent responded "some 

impact" which represented the most frequent response. Eighty-

five, or 9.2 percent indicated "great impact" which 
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represented the least frequent response. One hundred 

ninety-nine, or 21.6 percent indicated "no impact"; 190, or 

20.7 percent indicated "slight impact" and 177, or 19.3 

percent indicated "no opinion". 

Table 52 

The impact the Texas Career Ladder Plan Had in Rewarding 

Clearly Outstanding Teaching Performances with Higher Salaries 

Responses Number Percent 

Great Impact 85 9.2 

Some Impact 269 29.2 

No Opinion 177 19.3 

Slight Impact 190 20.7 

No Impact 199 21.6 

Total 920 100.0 

Table 53 lists the frequency of responses of all 

teachers. The responses were designed to assess their 

opinions on the impact that the Texas Career Ladder Plan has 

had in measuring different levels of teaching performance. 

Two hundred ninety-three, or 31.8 percent of the teachers 

responded "no impact" which represented the least frequent 

response. Forty-five, or 4.9 percent responded "great impact" 

which represented the least frequent response. Two hundred 

sixteen, or 23.5 percent indicated "slight impact"? 185, or 
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20.1 percent indicated "slight impact"; and 181, or 19.7 per-

cent indicated "no opinion". 

Table 53 

The Impact the Texas Career Ladder Plan Had in Measuring 

Different Levels of Teaching Performance 

Responses Number Percent 

Great impact 45 4, .9 

Some Impact 216 23, .5 

No Opinion 181 19, .7 

Slight Impact 185 20, .1 

No Impact 293 31. .8 

Total 920 100, ,0 

Table 54 provides a summary report on the frequency of 

responses of the teachers which were solicited to their opin-

ions on the types of incentives that they felt would motivate 

them to perform better. The responses are listed in des-

cending order with the most frequent response listed first. 

The total number of responses listed represent the opin-

ions of all teachers surveyed. Some teachers listed more 

than one response while some teachers did not list any 

responses. The responses were grouped into related 

categories and reported. 
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Table 54 

Summary of Responses of Teachers on the Types of Incentives 

They Felt Would Motivate Them to Perform Better 

Types of Incentives 
Number of 
Responses 

1. Monetary 
(increased salary-bonuses-extra time off 

2. Praise/Recognition 
(verbal, written, awards) 

3. Improved Working Conditions 
(smaller classes, less paperwork, 
longer planning periods, more supplies) 

4. Valid Performance Evaluation 
(fair, objective) 

5. No Comment/Opinion/Suggestions 

6. No Incentives Necessary 
(already motivated) 

7. Student Progress 
(motivated by performance and 
progress of students) 

8. Academic Freedom 
(curriculum, teaching, methods, 
structures) 

9. Relevant Staff Development 
(constructive suggestions/help in 
content areas and classroom management) 

404 

196 

180 

118 

84 

62 

52 

51 

23 

TOTAL 1174 

Four hundred four of the teachers surveyed listed mone-

tary incentives as the most frequent response. The monetary 
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incentives included increased salaries, bonuses, and extra 

time off for clearly outstanding performances. This data 

indicate that monetary incentives are the number one motivator 

of teachers to perform better. The data suggest that the 

Texas Career Ladder Plan should include monetary incentives to 

be successful as a motivator for teachers. 

Relevant staff development activities was indicated by 

23 teachers and represented the least frequent response. 

These activities included constructive suggestions/help in all 

content subject areas and classroom management. 

One hundred ninety-six teachers listed praise and recog-

nition as a type of incentive that would motivate them to per-

form better. These incentives included both verbal and 

written forms of awards. 

One hundred eighty teachers listed working conditions as 

a type of incentive that would motivate them to perform 

better. The types of incentives listed included smaller class 

sizes, less paperwork, more supplies, and longer planning 

periods. 

One hundred eighteen teachers listed valid performance 

evaluations as an incentive that would motivate them to 

perform better. The types of incentives included fair and 

objective appraisals by their supervisors. 

Eighty-four teachers listed no suggestions or did not 

comment at all. Sixty-two teachers felt that no incentives 

were necessary for them to perform better. They stated that 
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they were motivated to do a good job before the Texas Career 

Ladder Plan and would continue to do so. 

Fifty-six teachers felt they were motivated by their 

student's progress day by day. Fifty-one teachers listed aca-

demic freedom as an incentive that would motivate them to per-

form better. The academic freedom incentives included freedom 

for teachers to develop, structure, and implement the curric-

ulum for their classroom. 

Table 55 provides a summary report of the frequency of 

responses solicited from teachers to assess their opinions of 

the suggestions that they had to modify the current Texas 

Career Ladder Plan to make it more functional in serving the 

expressed legislative purposes intended. The expressed pur-

poses of the Texas Career Ladder Plan listed are: to improve 

the quality of instruction, to improve the image of the educa-

tion profession, to provide recognition of teachers, and to 

retain good teachers in the education profession. The 

responses are listed in descending order with the most fre-

quent response listed first. 

The number of responses listed represent the suggestions 

of all teachers surveyed. Some teachers listed more than one 

suggestion while some teachers did not list any suggestions. 

The suggestions were grouped into related categories. 

Three hundred sixty-nine of the teachers surveyed listed 

the improvement of the teacher appraisal system as the most 

frequent suggestion to modify the current Texas Career Ladder 

Plan to make it more functional in serving the expressed 
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purposes intended, sixteen teachers suggested to implement the 

Texas Career Ladder Plan more uniformly between school 

districts. This represented the least frequent response. 

Table 55 

Summary of Responses on the Suggestions to Modify the 

Texas Career Ladder Plan 

Types of Suggestions 
Number of 
Responses 

1. Improve teacher appraisal system 

2. Increase salary 

3. Discontinue/eliminate 

4. No comment/opinion 

5. Advanced degree should not be the same 
as academic training hours 

6. Continue as is 

7. More teacher input in policy decisions 

8. Increase number of academic training 
workshops 

9. Improve working conditions -
(less administrative pressure, paperwork, 
reduce class sizes) 

10. Uniformity of implementation 
between school districts 

369 

185 

140 

112 

62 

56 

55 

53 

40 

16 

TOTAL 
1088 

One hundred eighty-five teachers suggested an increase 

in salary for teachers. One hundred forty teachers suggested 
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to eliminate or discontinue the Texas Career Ladder Plan and 

one hundred twelve did not list any suggestions or comments. 

Sixty—two teachers suggested that an advanced degree 

should be weighted more than academic training hours and 56 

teachers suggested to continue the Texas Career Ladder Plan as 

it is. Fifty-five teachers suggested to allow more teacher 

input into policy decisions and 53 suggested an increase in 

the number of academic training hours. 

Forty teachers suggested to improve the working 

conditions of their job. The working conditions included 

less administrative pressure, less paperwork, and reduced 

class sizes. 
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CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 

Based on the data collected and analyzed in this study, 

conclusions were drawn to determine the perceived impact of 

the Texas Career Ladder Plan upon the motivational levels of 

teachers. Each question of the opinionnaire was analyzed 

separately and conclusions were drawn based on the teacher's 

responses to each item. The types of incentives that 

teachers felt would motivate them to perform better and the 

suggestions that they had to modify the current career 

ladder plan to make it more functional in serving the 

expressed purposes intended was determined by the most 

frequent responses of the teachers to these items. 

Table 56 

Motivation to Remain a Classroom Teacher 

MM SMM NC SLM LM 

All Teachers 5.8 19.7 45.4 20.3 8.8 

Elementary 4.3 22.5 49.4 16.7 7.1 

Secondary 7.3 16.7 41.4 24.0 10.6 

Level I 4.9 13.9 54.5 21.0 5.7 

Level II 6.3 23.5 39.4 19.9 10.9 

118 
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Question 1. How motivated or less motivated are you 

to remain a classroom teacher since the implementation of 

the career ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to remain a classroom teacher as indi-

cated by approximately 75 percent of the teachers surveyed. 

The data are consistent for elementary, secondary, level I 

and level II teachers. 

Question 2. How motivated or less motivated are you to 

acquire an advanced degree since the implementation of the 

career ladder plan? 

Table 57 

Motivation to Acquire an Advanced Degree 

MM SMM NC SLM L 

All Teachers 10.9 16.2 51.8 8.4 12.7 

Elementary 9.9 18.2 57.7 5.6 8.6 

Secondary 11.9 14.1 43.8 11.2 17.0 

Level I 9.3 28.1 44.7 10.0 7.9 

Level II 12.0 8.3 56.6 7.2 15.9 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 
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motivating teachers to acquire an advanced degree as indi-

cated by approximately 73 percent of the teachers surveyed. 

Positive responses are slightly higher than negative 

responses of the teachers that were positively or negatively 

motivated. It is also concluded that of the teachers that 

were perceived to be more positively impacted, approximately 

27 percent, secondary teachers were perceived to be more 

positively impacted than elementary teachers and level II 

teachers were perceived to be more positively impacted to 

acquire an advanced degree than level II teachers. 

Question 3. How motivated or less motivated are you to 

acquire advanced academic training in your job-related field 

since the implementation of the career ladder plan? 

Table 58 

Motivation to Acquire Advanced Academic Training 

MM SMM NC SLM LM 

All Teachers 16.8 19.7 34.9 7.1 5.1 

Elementary 19.1 39.7 32.1 6.4 2.6 

Secondary 14.5 32.4 37.7 7.7 7.7 

Level I 10.9 47.1 30.3 8.7 3.0 

Level II 20.8 28.7 38.0 6.5 6.5 

It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in motivating teachers to 
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acquire advanced academic training in their job-related 

field as indicated by approximately 53 percent of the 

teachers responding, it is also concluded that elementary 

teachers were perceived to be more positively impacted than 

secondary teachers and level I teachers were perceived to be 

more positively impacted than level II teachers to acquire 

advanced academic training in their job-related fields since 

the implementation of the Texas Career Ladder Plan. 

Question 4. How motivated or less motivated are you to 

expend more effort, (energy), on your present job since the 

implementation of the career ladder plan? 

Table 59 

Motivation to Expend More Effort (Energy) 

MM SMM NC SLM LM 

All Teachers 12.2 25.4 50.6 6.7 5.1 

Elementary 10.5 24.5 55.6 6.9 2.6 

Secondary 13.9 26.4 45.4 6.6 7.7 

Level I 13.6 24.8 50.2 6.5 4.9 

Level II 11.2 25.8 50.8 6.9 5.3 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to expend more effort, (energy), in 
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their present job as indicated by approximatelly 62 percent 

of the teachers responding. Positive responses outnumber the 

negative responses for the perceptions of the teachers that 

were positively or negatively impacted. It is also con-

cluded that of the teachers that are positively impacted, 

secondary teachers are more positively impacted than 

elementary teachers. 

Question 5. How motivated or less motivated are you 

to attain a higher than satisfactory performance evaluation 

since the implementation of the career ladder plan? 

Table 60 

Motivation to Attain Higher than Satisfactory Performance 

Evaluation 

MM SMM NC SLM LM 

All Teachers 29.3 36.5 27.3 5.0 1.9 

Elementary 33.7 36.5 25.5 2.8 1.5 

Secondary 24.9 36.6 29.0 7.3 2.2 

Level I 16.6 46.1 37.1 3.8 1.4 

Level II 37.8 33.4 20.8 5.8 2.2 

It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in motivating teachers to 

attain a higher than satisfactory performance evaluation as 
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indicated by approximately 64 percent of the teachers 

responding. It is also concluded that elementary teachers 

are perceived to be more positively impacted than secondary 

teachers and level II teachers are perceived to be more 

positively impacted than level I teachers to attain a higher 

than satisfactory performance evaluation since the 

implementation of the Texas Career Ladder Plan. 

Question 6. How motivated or less motivated are you 

to seek advancement on the career ladder levels since 

the implementation of the career ladder plan? 

Table 61 

Motivation to Advance on the Career Ladder Levels 

MM SMM NC SLM LM 

All Teachers 31.5 36.1 23.6 6.5 2.3 

Elementary 30.9 38.0 21.2 8.6 1.3 

Secondary 32.2 34.1 26.0 4.4 3.3 

Level I 25.4 39.2 28.3 4.6 2.5 

Level II 35.6 34.0 20.4 7.8 2.2 

It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in motivating teachers to 

seek advancement on the career ladder levels as indicated by 

approximately 68 percent of the teachers responding. 

Elementary teachers were perceived to be more positively 
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impacted than secondary teachers and level II teachers were 

perceived to be more positively impacted than level I 

teachers to seek advancement on the career ladder levels 

since the implementation of the Texas Career Ladder Plan. 

Question 7. How motivated or less motivated are you to 

attain a higher salary since the implementation of the 

career ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in motivating teachers to 

attain a higher salary as indicated by approximately 64 

percent of the respondents. It is also concluded that level 

II teachers are perceived to be more positively impacted 

than level I teachers to attain a higher salary since the 

implementation of the Texas Career Ladder Plan. 

Table 62 

Motivation to Attain a Higher Salary 

MM SMM NC SLM LM 

All Teachers 31.8 32.6 27.3 5.1 3.2 

Elementary 30.9 34.5 24.7 8.4 1.5 

Secondary 32.8 30.6 30.0 1.8 4.8 

Level I 20.7 38.4 33.5 6.3 1.1 

Level II 39.2 28.8 23.1 4.2 4.7 
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Question 8. How motivated or less motivated are you 

to remain in the education profession since the implemen-

tation of the career ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to remain in the education profession as 

indicated by approximately 75 percent of the respondents. 

Table 63 

Motivation to Remain in the Education Profession 

MM SMM NC SLM LM 

All Teachers 5.8 19.7 45.4 20.3 8.8 

Elementary 6.2 13.3 50.9 20.4 9.2 

Secondary 10.6 10.6 49.8 14.5 14.5 

Level I 12.0 8.2 54.8 14.4 10.6 

Level II 6.0 14.5 47.4 19.5 12.6 

Question 9. How motivated or less motivated are you 

to improve the achievement test scores of students since 

the implementation of the career ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to improve the achievement test scores 

of students as indicated by approximately 59 percent of the 

respondents, it is noted, however, the positive responses 
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were approximately five times greater than the negative 

responses for the perceptions of the teachers that were 

either positively or negatively motivated. 

Table 64 

Motivation to improve Test Scores 

MM SMM NC SLM LM 

All Teachers 12.8 27.7 52.8 3.0 3.7 

Elementary 5.6 27.9 59.4 4.3 2.8 

Secondary 20.3 27.5 46.0 1.6 4.6 

Level I 9.3 32.4 56.7 .8 .8 

Level II 15.2 24.6 50.3 4.3 5.6 

Question 10. How motivated or less motivated are you 

to actively work to lower the failure rate of students since 

the implementation of the career ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to actively work to lower the failure 

rate of students as indicated by approximately 59 percent 

of the respondents. It is noted, however, that the positive 

responses are approximately twenty times greater than the 

negative responses for the perceptions of the teachers that 

were either positively or negatively impacted. 
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Table 65 

Motivation to Lower the Failure Rates 

MM SMM NC SLM LM 

All Teachers 21.1 19.5 57.4 1.0 1.0 

Elementary 17.2 19.9 62.9 0 0 

Secondary 25.1 18.9 51.8 2.0 2.2 

Level I 22.1 17.2 59.7 .5 .5 

Level II 20.4 21.0 55.9 1.3 1.4 

Question 11. How motivated or less motivated are you 

to work beyond the regular school hours since the implemen-

tation of the career ladder plan? 

Table 66 

Motivation to Work Beyond Regular School Hours 

MM SMM NC SLM LM 

All Teachers 9.2 13.4 67.8 2.4 7.2 

Elementary 9.9 18.2 66.1 2.8 3.0 

Secondary 8.6 8.4 69.6 2.0 11.4 

Level I 6.3 14.4 71.1 2.5 5.7 

Level II 10.3 11.7 68.9 1.0 8.1 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 
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motivating teachers to work beyond the regular school hours 

as indicated by approximately 77 percent of the respondents, 

The positive responses are greater than negative responses, 

however, for the perceptions of the teachers that were 

either positively or negatively impacted. 

Question 12. How motivated or less motivated are you 

to organize projects of your own initiative since the imple-

mentation of the career ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to organize projects of their own initi-

ative as indicated by approximately 65 percent of the 

respondents. The positive responses are approximately five 

times greater than negative responses, however, for the 

perceptions of the teachers that were either positively or 

negatively impacted. 

Table 67 

Motivation to Organize Projects On Own Initiative 

MM SMM NC SLM LM 

All Teachers 11.6 23.5 59.1 3.3 2.5 

Elementary 5.6 27.9 59.4 4.3 2.8 

Secondary 17.9 18.9 58.8 2.2 2.2 

Level I 10.3 23.2 62.7 2.7 1.1 

Leve1 II 12.5 23.7 56.8 3.6 3.4 
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Question 13. How motivated or less motivated are you 

to give special attention to students requiring additional 

help since the implementation of the career ladder plan? 

Table 68 

Motivation to Give Special Attention to Students 

MM SMM NC SLM LM 

All Teachers 11.0 19.3 67.5 1.1 1.1 

Elementary 4.3 19.7 76.0 0 0 

Secondary 17.8 19.0 58.8 2.2 2.2 

Level I 10.1 19.1 70.8 0 0 

Level II 11.6 19.5 65.3 1.8 1.8 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to give special attention to students 

requiring additional help as indicated by approximately 70 

percent of the respondents. It is noted, however, that the 

positive responses are approximately fifteen times greater 

than the negative responses for the perceptions of the 

teachers that were either positively or negatively 

motivated. 

Question 14. How motivated or less motivated are you 

to serve as a resource to others in the profession since the 

implementation of the career ladder plan? 
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Table 69 

Motivation to Serve as a Resource to Others 

MM SMM NC SLM LM 

All Teachers 14.6 21.1 60.1 2.7 1.5 

Elementary 12.4 19.3 67.2 1.1 0 

Secondary 16.7 22.9 52.9 4.4 3.1 

Level I 9.5 22.6 65.7 2.2 0 

Level II 17.9 20.1 56.4 3.1 2.5 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to serve as a resource to others in the 

profession as indicated by approximately 64 percent of the 

respondents. It is noted, however, that the positive 

responses are approximately seven times greater than the 

negative responses for the perceptions of the teachers that 

were positively or negatively motivated. 

Question 15. How motivated or less motivated are you 

to willingly assume extra responsibilities since the 

implementation of the careeer ladder plan? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or a perceived negative impact in 

motivating teachers to willingly assume extra 

responsibilities as indicated by approximately 73 percent of 
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the respondents. The positive responses are greater than 

negative rsponses, however, for the perceptions of the 

teachers that were either positively or negatively impacted. 

Table 70 

Motivation to Willingly Assume Responsibility 

MM SMM NC SLM LM 

All Teachers 8.5 18.3 58.9 7.7 6.6 

Elementary 6.6 21.9 59.4 8.2 3.9 

Secondary 10.3 14.5 58.4 7.3 9.5 

Level I 5.7 26.4 54.8 8.7 4.4 

Level II 10.3 12.8 61.7 7.1 8.1 

Part II. The Impact of the Texas Career Ladder in 

Serving the Expressed Purposes Intended. 

Question 1. What impact has the career ladder plan had 

in improving your instructional skills through advanced 

academic training? 

Table 71 

Improving Instructional Skills 

Great Some Slight No No 
Impact Impact Impact Opinion Impact 

All Teachers 6.9 38.9 14.7 20.4 18.9 
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It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in improving teacher's 

instructional skills through advanced academic training as 

indicated by approximately 61 percent of the respondents. 

Table 72 

Serving as a Resource to Others 

Great Some Slight No No 
Impact Impact Impact Opinion Impact 

All Teachers 5.8 19.7 20.3 45.4 8.8 

Total 45.8 54.2 

Question 2. What impact has the career ladder plan 

had in utilizing more proficient teachers to serve as 

resources to other teachers in the improvement of job-

performance skills? 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact in the utilization of more 

proficient teachers to serve as resources to other teachers 

in the improvement of job-performance skills as indicated by 

approximately 54 percent of the respondents. 

Question 3. what impact has the career ladder plan had 

in providing career advancement within the teaching 

profession? 

It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in providing career 
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advancement within the teaching profession as indicated by 

approximately 62 percent of the respondents. 

Table 73 

Career Advancement Within Profession 

Great Some Slight No No 
Impact Impact Impact Opinion Impact 

All Teachers 10.6 36.1 15.7 20.9 16.7 

Total 61.8 37.6 

Question 4. What impact has the career ladder plan had 

in making the teaching profession more competitive with 

other professions through salary increases? 

Table 74 

More Competitive With Other Professions 

Great Some Slight No No 
Impact Impact Impact Opinion Impact 

All Teachers 4.6 25.8 14.0 16.7 38.9 

Total 44.4 55.6 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact or negative impact in making the 

teaching profession more competitive with other professions 

through salary increases as indicated by approximately 56 

percent of the respondents. 
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Question 5. What impact has the career ladder plan had 

in providing extra pay incentives for career teachers? 

It is concluded that the Texas Career Ladder Plan has 

had a perceived positive impact in providing extra pay 

incentives for career teachers as indicated by approximately 

74 percent of the respondents. 

Table 75 

Extra Pay Incentives for Career Teachers 

Great Some Slight No No 
Impact Impact Impact Opinion Impact 

All Teachers 10.5 37.6 26.3 11.5 14.1 

Total 74.4 25.6 

Question 6. What impact has the career ladder plan had 

in rewarding clearly outstanding teaching performances with 

higher salaries? 

Table 76 

Rewarding Clearly Outstanding Teaching Performances 

Great Some Slight No No 
Impact Impact Impact Opinion Impact 

All Teachers 9.2 29.2 20.7 19.3 21.6 

Total 59.1 40.9 
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It is concluded that the Texas Career Ladder Plan has 
* 

had a perceived positive impact in rewarding clearly 

outstanding teaching performances with higher salaries as 

indicated by approximately 59 percent of the respondents. 

Question 7. What impact has the career ladder plan had 

in measuring different levels of teaching performances? 

Table 77 

Measuring Different Levels of Teaching Performances 

Great Some Slight Ho No 
Impact Impact Impact Opinion Impact 

All Teachers 4.9 23.5 20.1 19.7 31.8 

Total 48.5 51.5 

It is concluded that the Texas Career Ladder Plan has 

had no perceived impact in measuring different levels of 

teaching performances. Approximately 52 percent of the 

respondents indicated this opinion. 

Part III of the opinionnaire was designed to assess the 

teacher's opinions on the types of incentives that they felt 

would motivate them to perform better. It was also designed 

to solicit the suggestions teachers had to improve the Texas 

Career Ladder Plan to make it more functional in serving the 

expressed purposes intended. 

Question 1. What types of incentives do you feel would 

motivate you to perform better? Please list. 
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Table 78 

Motivation To Perform Better 

NUMBER OF % OF 
TYPES OF INCENTIVES RESPONSES TOTAL SAMPLE 

1. Monetary (Increased 
Salary-Bonuses-
Extra Time Off) 404 43.9 

2. Praise/Recognition 196 21.3 
(Verbal, Written, Awards) 

3. improved Working 180 19.6 
Conditions (Smaller 
Classes, less paperwork, 
longer planning periods, 
more supplies) 

Total 780 84.8 

Conclusively, the three most frequent responses, as 

listed by teachers, on the types of incentives that would 

motivate them to perform better : 

1. Monetary 

2. Praise/recognition 

3. improved working conditions 

Question 2. What suggestion would you make to modify 

the current Texas Career Ladder Plan to make it more 

functional, (fairer), in serving the expressed purposes as 

intended? Please list. 

The three most frequent responses, as listed by 

teachers, on the suggestions that they had to improve the 
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Texas Career Ladder Plan to make it more functional in 

serving the expressed purposes intended are to: 

1. Improve the teacher appraisal system. 

2. Increase the salaries of teachers. 

3. Discontinue/eliminate. 

Table 79 

Suggestions to Improve the Texas Career Ladder Plan 

SUGGESTIONS 
NUMBER OF 
RESPONSES 

% OF 
TOTAL SAMPLE 

1. Improve Teacher 
Appraisal System 369 40.1 

2. Increase Salary 185 20.1 

3. Discontine/Eliminate 140 15.2 

Total 694 75.4 

Summary of Findings 

The Texas Career Ladder Plan has had a perceived 

positive impact in: 

1. Motivating teachers to acquire advanced academic 

training in their job-related field. 

2. Motivating teachers to attain a higher than 

satisfactory performance evaluation. 

3. Motivating teachers to seek advancement on the 

career ladder levels. 

4. Motivating teachers to attain a higher salary. 
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5. Improving teachers instructional skills through 

advanced academic training. 

6. Providing career advancement within the teaching 

profession. 

7. Providing extra pay incentives for career teachers. 

8. Rewarding clearly outstanding teaching performances 

with higher salaries. 

The Texas Career Ladder Plan has had no perceived 

impact or a perceived negative impact in: 

1. Motivating teachers to remain a classroom teacher. 

2. Motivating teachers to acquire an advanced degree. 

3. Motivating teachers to expend more effort, 

(energy), in their present job. 

4. Motivating teachers to remain in the education 

profession. 

5. Motivating teachers to improve the achievement test 

scores of students. 

6. Motivating teachers to actively work to lower the 

failure rate of students. 

7. Motivating teachers to work beyond the regular 

school hours. 

8. Motivating teachers to organize projects of their 

own initiative. 

9. Motivating teachers to give special attention to 

students requiring additional help. 
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10. Motivating teachers to serve as a resource to others 

in the profession. 

11. Motivating teachers to willingly assume extra 

responsibilities. 

12. Utilizing more proficient teachers to serve as 

resources to other teachers. 

13. Making the teaching profession more competitive 

with other professions through salary increases. 

14. Measuring different levels of teaching 

performances. 

The three most frequent responses on the types of 

incentives that would motivate teachers to perform better 

are: 

1. Monetary 

2. Praise/recognition 

3. Improved working conditions 

The three most frequent responses on the suggestions to 

improve the current Texas Career Ladder Plan to make it more 

functional, (fairer), in serving the expressed purposes 

intended are: 

1. Improve the teacher appraisal system. 

2. Increase the salaries of teachers. 

3. Discontinue/eliminate 

Recommendations 

On the basis of the findings and conclusions of this 

study, the following recommendations are made: 
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1. It is recommended that the Texas Career Ladder Plan 

be revised and fine tuned to make it more functional in 

serving the expressed purposes intended. A state committee 

may be formed to serve as an avenue to study and revise the 

plan. The committee may be a composite of administrators, 

Texas Education Association members, officials, and 

teachers. 

2. It is recommended that teachers be allowed to 

participate in the revisions and fine tuning of the Texas 

Career Ladder Plan. Teacher's opinion may be valuable in 

that they are directly affected by the plan. They may 

provide information and input which may help to improve 

their job performance and student achievement. 

3. It is recommended that the revisions of the Texas 

Career Ladder Plan continue to provide advanced academic 

training for teachers in their job-related field and to 

continue to provide extra pay incentives for career 

teachers. The data in this study indicated that teachers 

were positively motivated to attain advanced academic 

training since the implementation of the Texas Career Ladder 

Plan. The advanced academic training may assist teachers to 

do a better job of raising the achievement level of 

students. Teachers also indicated that they were positively 

motivated to perform through extra pay incentives. 
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4. It is recommended that the revisions of the Texas 

Career Ladder Plan provide for the improvement of the Texas 

Teacher Appraisal System. The responses, as described by 

teachers, indicated that the Texas Teacher Appraisal System 

is not uniform and does not measure teaching performances 

accurately. 

5. It is recommended that the revisions of the Texas 

Career Ladder Plan include salary increases for teachers in 

order to make the teaching profession more competitive with 

other professions. The responses, as described by teachers, 

indicated that teacher's salaries are not as high as those 

in other professions, therefore, the profession may be more 

attractive to career teachers as a result of higher 

salaries. 

6. It is recommended that monetary praise/recognition 

type incentives be included in the revision of the Texas 

Career Ladder Plan. Teachers indicated that they were by 

monetary incentives to perform better. 

Suggested Research 

It is suggested that further research be done to 

determine the following: 

1. The impact of the Texas Career Ladder Plan upon the 

motivational levels of all teachers in the state of Texas. 

2. The impact of the Texas Career Ladder Plan upon the 

motivational levels of teachers according to their present 

salary range. 
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3. The relationship between the Texas Career Ladder 

Plan and teacher's job-performance motivation. 

4. The characteristics of teachers who were perceived 

to be positively motivated. 
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OPINIONNAIRE 

DIRECTIONS: Please circle the appropriate number for each 

question. 

PERSONAL DATA: 

1. Type of school employed? 

1. Elementary K-6 

2. Secondary 7-12 

2. Sex? 

1. Male 

2. Female 

3. Number of years in the teaching profession? 

1. 0-5 yrs. 

2. 6-10 yrs. 

3. 11-20 yrs. 

4. Over 20 yrs. 

4. Present career ladder level? 

1. Level I 

2. Level II 

5. Present salary range? 

1. $15,000-20,000 

2. $20,000-25,000 

3. $25,000-30,000 

4. Over $30,000 
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Part I 

DIRECTIONS: The following questions are designed to assess 
your opinions on the impact of the Texas Career 
Ladder Plan in providing incentives for improved 
job-performance. Please read each question 
carefully and circle the appropriate number to 
indicate your choice. 

1. How motivated or less motivated are you to remain a 

classroom teacher since the implementation of the career 

ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

2. How motivated or less motivated are you to acquire an 

advanced degree since the implementation of the career 

ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

3. How motivated or less motivated are you to acquire 

advanced academic training in your job-related field 

since the implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 
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4. How motivated or less motivated are you to expend more 

effort, (energy), on your present job since the 

implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

5. How motivated or less motivated are you to attain a 

higher than satisfactory performance evaluation since the 

implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

6. How motivated or less motivated are you to seek 

advancement on the career ladder levels since the 

implementation of the career ladder plan. 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

7. How motivated or less motivated are you to attain a 

higher salary since the implementation of the career 

ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 
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8. How motivated or less motivated are you to remain in the 

education profession since the implementation of the 

career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

9. How motivated or less motivated are you to improve the 

achievement test scores of students since the 

implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

10. How motivated or less motivated are you to actively work 

to lower the failure rate of students since the 

implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

11. How motivated or less motivated are you to work beyond 

the regular school hours since the implementation of the 

career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 
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12. How motivated or less motivated are you to organize 

projects of your own initiative since the implementation 

of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

13. How motivated or less motivated are you to give special 

attention to students requiring additional help since the 

implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

14. How motivated or less motivated are you to serve as a 

resource to others in the profession since the 

implementation of the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 

15. How motivated or less motivated are you to willingly 

assume extra responsibilities since the implementation of 

the career ladder plan? 

5. more motivated 

4. somewhat more motivated 

3. no change 

2. somewhat less motivated 

1. less motivated 
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Part II 

DIRECTIONS: The following questions are designed to assess 

your opinions on the impact of the Texas Career 

Ladder Plan in serving the expressed purposes, 

as intended. Please read each question carefully 

and circle the appropriate number to indicate 

your choice. 

1. What impact has the career ladder plan had in improving 

your instructional skills through advanced academic 

training 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 

mor 

What impact has the career ladder plan had in utilizing 

e proficient teachers to serve as resources to other 

teachers in improvement of job-performance skills? 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 

What impact has the career ladder plan had in providing 

career advancement within the teaching profession? 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 
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4. What impact has the career ladder plan had in making the 

teaching profession more competitive with other 

professions through salary increases? 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 

5. what impact has the career ladder plan had in providing 

extra pay incentives for career teachers? 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 

6. What impact has the career ladder plan had in rewarding 

clearly outstanding teaching performances with higher 

salaries? 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 

7. What impact has the career ladder plan had in measuring 

different levels of teaching performance? 

5. great impact 

4. some impact 

3. no opinion 

2. slight impact 

1. no impact 
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Part III 

1. What types of incentives do you feel would highly 

motivate you to perforin better? Please list. 

The expressed purposes of the Texas Career Ladder Plan 

are: to improve the quality of instruction, to improve 

the image of the education profession, to provide 

recognition of teachers, and to retain good teachers in 

the education profession. What suggestions would you make 

to modify the current Texas Career Ladder Plan to make it 

more functional, (fairer), in serving the expressed 

purposes as intended? 
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9412 Sugarberry 
Dallas, Texas 75249 
November 6, 1986 

Dear Administrator: 

A regional study is being conducted at North Texas 
State University's School of Education to describe the 
impact of the Texas Career Ladder Plan as an incentive for 
improved job-performance, as perceived by teachers. 

Your school has been selected, along with other schools 
in the Region X and Region XI Education Service Center 
Areas, and we are asking that you agree for your school to 
participate in our study. 

We are particularly interested in obtaining teacher 
responses because the teaching profession, in the state of 
Texas, is directly affected by the Career Ladder Plan. You 
and your teachers can help to contribute vital information 
by describing specific areas of the Texas Career Ladder Plan 
that are perceived to have an impact on teachers' 
job-performance motivation. Teachers will be asked to list 
the types of incentives that they feel will highly motivate 
them to perform better. Teachers will also be asked to list 
suggestions for the improvement of future implementation of 
the Career Ladder Plan in the state of Texas. 

Please forward a copy of your school's personnel roster 
in the self-addressed stamped envelope. A list of teachers 
will be randomly selected from your school's personnel 
roster. The list of teachers selected and the opinionnaires 
will be mailed to you at this time. It will be appreciated 
if you would distribute the opinionnaires and return them 
when completed. 

Thank you very much for your cooperation. 

Sincerely yours, 

Claudis Allen 
Coordinator of Research 
Project 

Enclosures 
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9412 Sugarberry 
Dallas, Texas 75249 
November 20, 1986 

Dear Administrator: 

Thank you for agreeing to participate in the study 
conducted at North Texas State University to describe the 
impact of the Texas Career Ladder Plan as an incentive for 
improved job-performance, as perceived by teachers. 

Please forward the enclosed opinionnaires to the 
enclosed list of teachers from your school staff. It will be 
appreciated if you will have them complete the instruments 
prior to December 4, 1986 and return them in the stamped, 
self-addressed envelope. Other phases of this research 
cannot be carried out until we complete the analysis of the 
survey data. We would welcome any comments that they may 
have concerning any aspect of the Texas Career Ladder Plan 
not covered in the opinionnaire. 

Thank you again for your cooperation. 

Sincerely yours, 

Claudis Allen 
Coordianator of 
Research Project 

Enclosures 
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9412 Sugarberry 
Dallas, Texas 75249 
December 9, 1986 

Dear Administrator: 

Thank you again for agreeing to participate in the 
study that is being conducted at North Texas state 
University to describe the impact of the Texas Career Ladder 
Plan as an incentive for improved job-perforinace, as 
perceived by teachers. The opinionnaires that were mailed on 
November 20, 1986, however, have not been returned due to an 
error on my part or some other oversight. 

Your teachers' responses are valuable to this study 
because the teaching profession in the State of Texas is 
directly affected by the Career Ladder Plan. Your teachers 
can help to contribute vital information by describing 
specific areas of the Texas Career Ladder Plan that are 
perceived to have an impact on their job-perorinance 
motivation. 

Please forward the enclosed opinionnaires to the 
enclosed list of teachers from your school staff, it will be 
appreciated if you will have them complete the instruments 
prior to December 16, 1986, and return them in the stamped, 
self-addressed envelope. Other phases of this research 
cannot be carried out until we complete the analysis of the 
survey data. We would welcome any comments that they may 
have concerning any aspect of the Texas Career Ladder Plan 
not covered in the opinionnaire. Thank you very much for 
your cooperation. 

Sincerely yours, 

Claudis Allen 

Enclosures 
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