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ABSTRACT

’,

The purpose of this study was to develop;ah instrument ﬁo

be utilized‘in the identification of incentives for curri-
culum decision-making tasks. -The constructiqn of the instru-
ment requires the identification of incentives which have been
utilized with teaéhe;s as potential_motivﬁtors in the educa-
tional context; the identification of curriculum decision-
making tasks; and the reduction of the resulting list of
incentives to those most appropriate for the curriculum tasks.
The original 1list of incentives for teachers utilized in the
‘educational context was developed from a review of the litera-
ture. The resultant list of seventy-seven incentives was
examined by nine graduate students énd twenty-five classroom
teachers to eliminate duplication. Fifty-one incentives
remained. The seven curriculum decision-making tasks utili-

'

zed by Young and Young (1977) were found to be inclusive of
all curriculum tasks i&éntified in thg literature. A question-
.haire was constructed which dgscribed each task and asked

+ respondents to rank ten of the'fiftf-one incentives they felt
were most appropriate for each task. fhe questionnaire was
distributed to a randodiy chosen sample of fﬁll-timgfﬁlassroom

vl .
teachers_whO'were members of the New Brunswick Teachers

-

i
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Association. Each teacher was presented with only three
of the tasks.' A total of 526 usable questionnaires were
returned: An analysis of -data indicatéd that bnly ten of
the fifty-one incentives were chosen by more than‘one third
of the sampiE‘for each task. These ten incentives were
incorporated in the Instrument for the Identification of
fazgntiﬁes for Curricuium Tasks (IIICT). The IIICT is a
nine-page instrument consisting of an instruction sheet,
a page of questions requesting demographic information, and
seyén pages each describing a curriculum decision-making task
and presenting the ten incentives to be ranked according to
their appropriateness for the described task. The instrument
required approximately 45 minutes to complete what may be
considered as seven subinstruments which may be administered
separately or in differing combinations. The instrument was
field tested in a test/retest situation with 204 New Brunswick
teachers. Three estimates of reliability were gstablished
for each task whiqp may be expressed in terms of a range of
reliability for the instrument: (1) the range of contingency
coefficient is from 0.69533 to 0.81113; (2) the range of
Eta2 is from 0.67563 to 0.97193; (3) percentage agreement
ranges from 86.3 to 98.0._ Suggestions for research utilizipg
the IIICT included: (l) comparative studies between provinces;
(2) parallel development of instruments for othef educational

tasks; (3) an investigation of the relationship between
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'

prefekences for curriéﬁlum tasks and incentives for the tasks;
(4) a comparison of the’incenﬁives for curriculum tasks of
preservice and inqeqéfce teachers; ¢5) a study of the corre- -
lation of incentives-for\varioug educational tasks; (6) &
direct applicatiqn of Expectaﬁcy Theor&'to curriculum tasks
to predict teacher effort i;’thése tasks; (7) a similar .
,
applicafion of Expectancy Theory to curriculum tasks to
predict teacher performance on tHese taéks; (8) a correlative
study betwéen effort and performahce predictions for cdrri-
!culum tasks. The study also contains: several recommendatibﬂs
Ifor'the practical utilization of informétion provided by
an analysis of teacher responses to the IIICT. These suggest-
ions could influence current preservice and: inservice

education of teachers; and may provide direction for policy

making for curriculum leaders at eacl level in the education-

~

al hierarchy of a Province. T



A STUDY QF INCENTIVES FOR CURRICULUM TASKS
: v
/' -

Fa

- INTRODUCTION

Currently, equcational ggsearch is being conaucteﬁ which
is investigating varying factors related to currjiculum tasks.-
The examination of teacher participation in these tasks has’_
been a focal point for much .of this research.L Althoﬁgh there
is some controversy about the benefits of téacher pargici-
pation in curriculum tasks the benefits appear to outweigh"
thg;poésible adversé.effects. Beecher (1978) has evén con-
cluded éhat the effectiveness of the classroom teacher is
assohiated with his dégree of participation in purriculum
developmenéﬁ

Even with the general agreement that there are ﬁeqffits
for the teacher and for the i;ggenés in their‘classroom from_
teacher participatiﬁg in curriculum tasks, there is a general

, 1épk of willingness among teachers to become formally involved
" in the process. Connelly (1974) suggestea that much of this
reticence is due to the unfavorable e#perience many teachers
had when various educational systems'plaéed the task of
" curriculum development in teachers' Hands in the 1950's® and
! . ]
-1960's, without establishing training programé and long-term

plans which would give the degree of expertise and the

support needed for sucéess. These unfavorable experiences
’

1



.havé léﬁ to public dissatisfactién,rmistruét of current .
. decisiqn-making practices, and_dist;ust by teachers of their
abilip§ to be effective participants in th; curriculum&
decisién-making process. ‘Teache?s feel curricﬁlﬁm tasks are
threatening_gnd outside speir/ﬁg;h€1>job expectations..
- (Friesen, 1977; Schaffarzick, 1976). ;
If the confidence of teachérs is to be restored and
if they are to bécpme'an integral and effective part of the )
purricuium dqyelopment process, means.must be fotnd to
motivate their willing participation. Harmer (1977) .described
a need:for "a radically differgnt'classréom life space, a.
radically different curriculum self-concept, and a radically
different .reward system." (p.752) . ,
Although the need fo increase teathér participétioh in

curriculum decision~making has been discuséed extensively

in curr%ﬁt literature, there appears to have been no effort
to identify the iﬁcengives which will motivate teachers to
-Become involved in the process. The purpose of this study -
is té exﬁlore the theory related to the utilization of in-
centives in organizational settings and to develop an
instrument which will facilitate the identification of those
incgntives appropriate for use with curriculum tasks.

The thesis censists of two chapters. Chapter ome

reviews literature pertinent to motivation within organi-

zations and the role of incentives. It discusses the tasks



involved in he curriculum decision-making process. - A
third sectidn of the chapter presents 1ncent1ves “utilized
Wlth teachers ih e ucatlonal settlngs The final section-

of the chapter includes a detalleg statement of the purpose

[ ~

N o~

of the study The second cha» ' escrlbes the development

of an instrument for the&ihentlflcat'on of incentives spec1-

flc\to currlculum asks. The final 'ctlons of the chapter
discuss the results of field tests of the instrumefit, its
potential usefulness, and implications for further research.

2



CHAPTER ONE - :

)
t

Review of Literature ‘ ‘e

Introduction

It is widely recognized that the effective use of human -
‘resources is a central problem of management:, If eduéation—
al leaders are to understaﬁd the factors involved in deter-
.mining the behavior related to educational tasks, they must
identify thoge factors 4in thé work,sgtting which resglt in
worke;s behaving differeétly. Knowledge of the factors
ekisting in the educational.setting seems especially 1imited.

There are several popular theories-‘of motivation in
current. literature which attempt to explain behavior in work
settings. These theories are examined in the first section
of this chapter. .

Vroom (1964) believed that motivation is related to the
choices made by individuals among a variety of alternatives.
The amouﬁt of effort an individual exerts‘'to carry out a
task is largely determined by the outcomes he sees available
to him as the result of his work. Research utilizing this
theory and its modifications has suggested that these incen-
tives are task specific. Consequently, it is neceséary

to identify the parameters-of tasks Bgfore it is possible

to determine which incentives are specific .to those tasks.

-’-I- i ]



Since this thesis is coﬁcerned.with only cu;ticulum taskéJ
the latter are described in section two of ‘this chapter.
Section three identifies incentives which have been ‘utilized
with teachers in educational settings. The final section of

the chapter contains a statement of the purpose.of the study.

Motivation and Behavior v

rd

Dalton & Lawrence (1971) summarized the importance of .

mdtivati&nal efforts in organizations by saying ''there are

few activities in an organization which have greater import-
“ance to its performance than those which are included in th%,
goal setting, measurement and reward cycle.'" (p.l) In spite
of their importance, efforts to channel the energy of~employees
toward organizational goals have been confusing and only
ﬁinimally successful. Although severai theories of motiva-
tion have emerged from studies inaother areas, those related

to motivation in organizational settings are most Eflevant

to this study.
Vroom and Decci (1970) classified historical models of
managerial thebry of motivation as belong%:é to three dis-

tinct approaches: the paternalistic, the scientific and the

participative. Each of these approaches is discussed

b

'ﬁriefly. ' - *

P

Paternalistic Approach Basic to this concept of moti-

vation is the assumption that effective performance of a
job i dépendent upon 'satisfaction. The organization is the

source of unconditionally available rewards for all who are



" its members. These rewards include wages, job security,
predictable promotional systems and wé!l established salary

. L4
increments,

L

Investigatitns of this approach have found it unsatis-
factory. For exampie Brayfield and Crockett (1955) invest-
igated the relationship between JOb satisfaction and motivation
to perform. They determined that the correlatlon between
job satisfactlon and product1v1ty was not strong. Further
investigation of the same relationship by Dunn and Stephens
(1572) led to a conclusion that satisfaction and performance

were caused by somewhat different factors.

Scientific Approach. This approach

is founded in the

methodology basic to scientific management)ard suggests that
a person will be motivated to work if rewards "and penalties,
are directly related to performance. Taylor (1947) aeveloﬁed
theorles’ba51c to the approach He maintained that the daily

task of each employee should be fixed and that a 1arge bonus

.'ffshould be paid each timk a task is completed within the

assigned time limit. The manager was to set individual
quotas for his employees. The employee was to be held
responsible only for what he could control ?nd if production
‘was low, the job should be re-designed and one or more
15centives and control systems activated which would insure
adequate motivation to keep production levels high. -

(Koontz and O'Donnell, 1964)
’

ot e b b 2o B i R S
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) This_aﬁproach to motivation.has beén étfabkea.by many
managerial théorists'including ﬁcGregor (1957) who maintéined
‘that: '
o r
thg essential task of management is to arrange
organizational, conditions and methods of opera:
tion so that people can achieve their own goals
best by dirécting their own efforts toward org-
anizational efforts. (p.89)
A successful manager; he argued, is one who can integrate

'~ .
the%goals of the organization with those of the individual.

The scientigic approach requires an external control
s¥stem and extensive monitoring of individual behavior to
ascertain the degree to which standards are'ma{ntained. It
is grounded in considerable psychological research and theory
and[based'éﬁ what is generally referred to as the 'Law of
Effect' or the principle of reinforcement (Vrobm & Decci,
1970) . Basically, the contention was that if a behavior
is rewarded, its probability .of reoccurence is increased.

A problem arose concerning the types of rewards avail-
able to the manager to dlspergJ Maslow (1943), Tannenbaum
(1962), and Alderfer (1972), among otherqc showed that the
range of human needs is very broad and that reward may come
from many sources including family, peers, aﬁd the nature
of the job itself.. The manager cannot directly control

all the rewards available, thereby limiting his effectiveness

as controller. The complexity of some job situations and

VR
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i
organizational positions makés it impossihle to measure the
performance of individugls effectively, therefore, the
administration of the rewards and controls bed eg difficult
(Kﬁtz, -1964) . External control is weakened andlthe motiva-
ti9na1 advantage of the reward breaks déwn.

Participative Approach The final approach has emerged

from the writings of McGregor (1957), Likert (19615, Leavitt
(1965), Vroom (1964) and others. Management is viewed as
- an integrative factor between planning for the job and job
performance. Employees are. given objectives and are allowed
to de;ermine for themselves, within limits, how the object-
ives will be achieved. Authority is less important as a
means of contrbi'and work groups and individuals are given
pportunities to become decision-making units. Incentives
for7effectiveness are found, at least partly, within the
work itself or within the work group.

Participative management does_not deny the importance
of productivity, nor does it minimize the iMportance Qf
measurements and incentives in the job situation. Instead,
it is the view of man that has changed. Man is seen as-
active, reactive, and proactive. He is constantly testing
his environment and altering his reactions to it. Anthony
(1965) maintained that individuals have an ubiquitous
tendency to seek ways to control their environment and that

manageqé\fiit utilize this tendency in achieving organization-

al goals, '



In examining motivation within the prganizational setting,
it is impossible to disregard what Dqltbn (197L) deécribed
as the "paradox of control." Often the. attempts of a manager
to oBtain controel of én employee's behavior resﬁit in less
actual cont;ol. " This dec}iné.in real control tends to lead -
to more pressure to exert' more coﬁtrol. This paradox is
ev{dent‘in the ‘models described by Merton (1940), Selznick
(1949), and Gouldner (1954), (March & Simon 1958)." These’
models do not deﬁy that managerial efforts to control affect
' behavior, but they do focus attention on the unanticipated
consequencg§‘which can Be categorized as problems relating
to compliance and problems reléting to fgsistance. Both of
_these problem types underline the concept that each individual
is involved in an attempt to control his environment (Dalton
& Lawrence, 1971). Specific rewards may be seen Sy the
individual as a means of obtaining more control of his environ-
ment and fhé anticipation of these rewards may have a strong.
motivational effect on the employee when they are perceived as
available for Fhe completion of a particular task or the
attainment of a specific goal (H9mans, 1961} . .
Tannenbaum (1968) postulated that the amount of control
housed in a pafticular individual in an organizational

. setting varies with time. This necessitates the presence

of a formal system of control to coordinate the activities -
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of the members within the organization. It is also possible
for members to occupy positigks in more than one control -
group within the organization at thg same fime. Consequently,
the indiyidual receives informationnfrom more than one

system at a time which may result in conflict. Thése,systems
may be defined by the organization,.or by .the ‘individual.

The possibility exists that an indiﬁidual may be iq a position
in Which.he is evaluating effort or productivity while he is
being evaluétgd; he, then, is occupying both a maintenance
position and a decision-making position (Lawler & Rhode, 1976).
The interaction of the;é positions influences what an indi-
vidual perceives as being rewarding at a given point in time
.and evidence exists which suggests that peoﬁle may seek
siFuations:in which their control is not complete. McClelland

(1971) has suggested that the highest intrinsic motivation

occurs when an individual perceives that his-chance of

.

.achieving a goal is approximately equal to his chance of
.not achieving the goal.

Dalton & Lawrence (1971) concluded that:

not only is there a tendency for individuals

to act to control parts of their environment

to fulfill their needs, but there is a tendency

to explore, to find answers, to develoB\new

skills, even when no other end is.expectea to

be served... Working on a challenging task,
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.and intriguing problem or a new Eerritory'has
value in and of itself, if the task is in that
band of tasks or problems which lies ju%} beyond
the individual's present capacity to coﬁtrol t
;arts of his enfironment in the future. (p.18)

0f the three approagheé discussed, the participatiye,
seems to have had the most influence-in current thgofies of
motivation.' Several contemporary theories of motivation are

discussed which attempt to explain human behavior.

Major Contemporary Theories

Campbell, Dunnette, Lawler, and Weick (1970) suggested
that turrent motivation theories have become either content
theories or process theories. Unfortunately, these catego-
ries are not mutually exclusive. Content theory is chiefly
concerned with specific vériables or classés of variables
that motivate people (such as rewards and needs). Proﬁess
theory is concerned with these same variables, but also is
concerned with discovering the interactive dynamics between
the variables. Utilizing this classification system, Maslow's

Need Hierarchy Theory, Need Achievement Theory and Hersberg's

Motivation - Hygiene Theory are considered content theories.

Equity Theory and Expectancy/Valence Theory dre considered

.process theories because they stress the interactive dynamics

of identifiable variables. ' ‘
Individual characteristics, job characteristics and

work enviroqpent characteristics have been identified in
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motivation theory'as being crucial in the\explanation of
human behavior. These variables ha&e been Succinctly.éumma~
rized by Porter & Miles (1974) and in Porter & Lawler (1975)
as illustrated in Table 1. Atkinson (1964) and Vroom (1964)
have shown that individual differences'greétly influence
effort and performance. Maslow's Need Theory can also be
considered in this category with its emphasis on needs of
the individual. Herzberg et al (1959) and Herzberg (1966,
1968) .may be considered to be concentrating on the seEond
set of variables. The Roethli;berger & Dickson (1939)
studies, on the other hand, concentrated on the third set of
variables. ,

0f the contémporar@ models of motivation, two have
generated considerable empirical research. These are the
Motivation - Hygiene Theory and Expectancy Theory. TFollow-
ing is a discussiqq of each of these.

Motivation - Hygiene Theory

Herzberg (1957) postulated the existence of two classes
of work motiVators——éxtrinsic and intrinsic. Intrinsic
motivators relate to the content of the job and include
achievement, recognition, responsibility, and advancement.
Extrinsic motivators are those de;ived from the organization.
and are less directly related to the influence of the

—
individual including pay, technical supervision, human

relations, company policy, working conditions, and job secu-

rity. These extrinsic motivators were referred to as "hygiene
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factors" in Herzberg's later works (Heréberg,.19€6), and
factors related to job coﬁtent were called "motivators."
Intrinsic job featurgéﬂcan lead to high j;b satisfaction,
The_ absence of hygiepg factors leads to job dissatisfaction..
Knoop (1976) concluéeé that there was a direct relationship
between the presence of satisfiers and organi?ational effect-
iveness. é/

Locke (1976) criticized the Herzberg model 6n‘thé Basis

of seven major points. He maintained that the theory created
a mind-body dichotomy which is unrealistic since it is tHe
mind that allows man to discover his physical and psycholo-
gical needs and the means of satisfying them. Secondly,

he noted that Herzberg neglected the possibility that needs
may act in more than one direction. Thirdly, Hérzberg's
purported parallel between man's needs and the motivator and
hygiene factors really does not exist. Locke's fourth
criticism'was that the incident-classification system utilized
in collecting data is logically inconsistent. A fifth
criticism was that the defensiveness on the part of the
employees may influence their s;tisfaction, and Herzbérg

has neglected this possibility. The contention Ehat‘Herzberg's
results relied completely on frequency data which presumed
that responses are caused solely or méinly by the needs and
values of the people responding was the sixth criticism,. f

“This ignored the possibility- that there were factors in the

g.

1
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‘job itself which may influence satisfaction. Fiﬁally, in-
sufficient attention was paid to individual differences.

The Herzberg model has generated many empirical studies..
Several of these indicated that i;dividual féctors may be
both satisfiers and dissatisfiers (Dunnette, Campbell, and
Hackel, 1967). Results of the studies have been found to
vary in interpretation utilizing different methods 6f anaiysis
(Hunt and Hill, 1969). Like McGregor, Herzberg indicated
‘that the individual and the organization can work synergistic-
a;ly, but both theorists tended to oversimplify the concept
of satifaction by polarization (paltOn & Lawrence, 1971).

A.

Expectancy Theory

Since it ha;rbeen reCOgnized.that the motivation-
hygiene theory is.deficient in its explanation of organi-
zational motivation, an alternative must be considered.
'Many theorists endeavored to explain the phenomenon Herzberg
treated in terms of expectancies. Hunt and Hill (1977)
suggested that the Vroom (1964) gxpec&ancy model is a
justifiable altermative. Law1e£t¢>7(1973, 1976) acknowledged.
this model as the curréﬁf most dominant motivational theory
in organizatiop&l psychology. The ekpectancy theory is
synonymous with expectancy-valence theory, with path-goal

theory, with valence-instrumentality theory, with instru-

mentality theory, and with valence-expectancy-instrumentality



theofy (Steers & Portef, 1975). The Vroom mod%l, and
several élﬁefations made to the model, are discusfSed in this
sectién. ‘

Tolman (1932), Lewin (1938), Edwards (1954), Peak (1955),
Rotler (1955) and Atkinson (1958) provided the psychological‘
model for Vroom's (1964) theory Basic to the theory is
.the assumptlon that it is the anticipation of reward that
.energlzes behavior and the PEICElved value of various out-
comes that‘gives behavior its direction, i.e., there is a

.lgarnéd connection between behavior and outcome expectancy.
It-is the perceptions of the individual that are importart,

not the objective reality. (Vroom, 1964)
h ‘

* " 1In the Vroom model, "expectancy' is defined as a belief

concerning the likelihood that a particﬁlar act will be '
followed by a particular outcome. "Valence" is a measure of
the strength-of an individual's preﬁefence'for a particular
outcome. Valence may be either positive or negative and is

a functidn of the degree to which the outcome is perceived

as being related to the needs of the individual. "Instrument-
ality" indicates. an individual's perception of the felation—
ship between a first level outcome (organizational goal} aﬁﬁ
a second level outcome (incentive or rewafd) '

E:;j Vroom (1964) deflned valence for a flrst level outcome

as "a mohotonlcally 1ncre331ng functlon of an algebraic sum

of the products of the valence of all outcomes (second level)

el e g Tt Ll faas ek



and his conceptions of its instrumentality for the attain-

ment of the outcome." (p.l7) Valence is measured by a ranking

- i

o

of goals on a Likert-type scale in terms of their desirability.

A scale was utilized on which the empfi;ee could indicate his
perception of the likelihood that thé behavior would lead to
each of the }dentified goals. Expectancy ;elates efforts to
first level outcomes and is expressed as subjective probabi-
lity ranging from 0 fo 1. Motivation to achieve a goal was
described by Vréég'as "force." Expressed as an equation:
Force = Valence x Expectancy

The theory has really postulated two classes of outcomes
" which would be includedl in the.organizational'setting: those
directly linked with behavior such as money, promotion and
‘recognition;~and those not obtained as a direct result.of
: a particular action»such as food, clothingf shelter, and
status. The, motivational force an individual exerts is a
function of valence and expectancy which iézgeter?ined by
valence (Campbell, 1970)1

Lawler & Rhode (1976) expressed the equation as:

M=(E x V)

where M = motivation, E = expectancy, and V = valence. (p.ZOfu

Vroom's theory was concerned with the future conseqﬁences
which are not influenced by previous reinforcement history.
It has bee£ utilized extensively without modification as a

-/
basis for empirical studies but the model is often segn as

Bl
5
."
”
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more useful in its changed form (Campbell and Pritchard, 1976).
A brief review of the majbr modifications follows.

Th a test of his expeétancy theory, Vroom{(1966) utilized
a sample of forty nine graduating students of a school of
industrial management. Instrumentality-goal index scores
wére used to Qetermine the extent to which students perceived
organizational membership as providing the méans of achieving
desired goals. (Instrumentalify-goal index scores are tﬁe
correlations between valence and instrumentality.) Vroom
hyﬁothesized that the higher the inétrumentalit&-éoal index,
the greater the likelihood of the organization's being chosen
as a work site. Ratings were obtained for the preferences
for fifteen different goals and the extent to which they were
perceived as being attainable thraugh thréé different organ-
izations; Expectancy was estimated on the basis of whether
the student received a job offer from the organiéation. A
strong positive'relationship was found between the student's
choice of an organization and the highest: instrumentality-
goal index score providing strong support for the expectancy
theory. |

Galbraith & Cummings (1967) elaborated on the Vroom
medel by using it to predict productivity of operative
workers in a beavy equipment. manufacturing plaﬁt. The g
sample of thirty-twé was selected to include workers with
a wide r#ﬁge of alternative levels of performance. They

distinguished between first and second level outcomes.

Y

-
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Frist level 6utcbmes, performance on the job, were to be,
predicted by the researchers. Second level outcomes'qsﬁg

the events to which performance could lead. Three sources

. ofhgssond level outcomes were considered: those which the

-

-

*

organization as a whole may provide for performance (money,
fringe benefits, promotions); suppbft of supervisors; and
acceptance by the work group. Graphié rating scales were
utilized to measure the instrypmentality of the performance
for the outcomes and for the desirability of the ou;comes.
Expectancy was considered to be high by the investigators
on the basis that the worker's expectations that he could
produce at a high level would be equal to one because jobs
were independent and productivity is a funcfion of the
individuai's effort. A modified analysis of variance and
step-wise multiple regression were utilized. The invest--
igators concluded that their results were supportive of thé
Vroom theory.

Mitchell & Biglan (1971) disputed the Galbraith and
Cum@ings' claim that their findings supported the .Vroom
theory on the basis that their hypothesis was inadequate.
They also disputed the assumption that-a value of" one could
be assigned as the subjeét‘s expectancy was faulty. Criti-
cism was also leveled at the specific outcomes utilized since

the outcomes chosen from the study may have excluded some

out¢comes related to performance. 1In addition, the sample may
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have been faulty, and possibly should have been chosen on
the basis of measured worker's intentions to exert effort,

. —

or on the basis of actual effort exerted. Second level
outcomes must also be deétermined to be of importance "to the

subjects themselves.

Graen (1969) attempted to broaden the Vroomwppdel'sffﬁ

conceptual base by considering attitude theory and knowledge

of the interpersonal influencelprocess: The Graen model
considered the full spectrum of job behavior in a system
of multiplé employment roles, especially efficient perform-
ance as opposed to standard performance. For a particular
role there was a sZE of standards which indicated if the
inqividual had or had not met the role expectations. The
model was also concerned that all possibié outcomés of
meeting or not meeting the standards of the task were iden-
tified. Three major classes of outcomes were idenﬁified:
those which are intrinsically granted or wiﬁﬁheld,'those
externally mediated outcomes which pressure.fbr conformity,
and thé externally mediated outcomes specified by the
organization as attached to the role. The effort that am
individual exerts to achieve the role or task is a function
of the attraction to the role and the expectancy that.q\
particular amount of effort will result in the role exﬁect—

ation., Campbell & Pritchard (1976) maintained that ''basic-

ally, Graen is trying to predict the. probahility of

N -
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- superior effort ekﬁenditure." {(p.76)

| A schematitc represéntation of the Graen model is shown
in Figure 1. In the model, pathugoal.utility is similar to
Vroom's motivational force. It is composed of goal attract-
‘ (rﬁlon which is similar to valence of performance, and path
efficacy'which is similarlto_Vroom's expectancy. External
pressure toward an effort 1eve; is a type of valence index,
while pressure ﬁo comply is a measure of inpstrumentality.
Internal pressures are basically pressuresWor intrinsic
éonsequehces of thé“effort level ﬁi;tipliéd y the effort
level of.the sum of the consequences. Probability of a
superior effort is the sum of the three “components of the
model. |

A model proposed by forter & Lawler (1968) is less
comple# than those described so far. It attempted to avoid
deaiing with discrete effort levelsi The value of rewards
ufilized in the model-refers to the perceived attractiveness
of poé;ibgt outcomes, both extrinsic -and intrinsic. ﬂ%fort,
in’the mgdel, is .distinct from performance (sum of successful
role achievement, but not limited to prdductivity). The
term "reward” is synonymous with '"outcome" in éhe Vroom and
Graeﬁi}odels. Effort is determined largely by the individual's
perceived "value of reward" (valence) and "effort reward
probability” which is composed of the probability that
performance.dependé on effort and that reward depends. on

performance.
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Basically, the model suggests that an individual's
effort gbward performing is a "multiplicative function of
the perceived value of rewards and the perceiﬁed contingency
between expending effort and obtaining rewards, which, in
turn is a multiplicative .function of the value.of reward and
effort reward." (Campbell & Pritchard, 1976, p.78) TFeedback
oécurs over time aé the perceived effort-reward changes with
the actual extrinsic and intrinsic reward practices. Feed-
back also occurs as the individualfs perception of the
equitability between reward and performance changes. The
model is summarized in Figure 2.

The model just described was a second attempt by these
researchers. In 1967 they endeavored to predict effort from
perceived instrumentalities in relation to seven researcher-
chosen rewards. Their hypotheses were not strongly supported.
Mitchell & Biglan (1971) attributed the failure of this
attempt to their dependence on researcher-chosen rewards
rather than rewards identified by the subjects.

Cummings & Schwab (1973)Qdescribed the Porter & Lawler
(1968) model as being useful in its suggestion that the.
administration of rewards can be utilized to increase
performance and effort.

The Porter & Lawler model has been further modified by
: Lawler (1971, 1973) to include more of the factofs which

determine the individual's ‘expectancy that effort will lead
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to task accomplishment. Specifically, these include:///
task information, the individual's past experience with
similar tasks, and the individual's self esteem (confidence
that he is capable of doing tﬁe task). A schematic repre-
sentation of -the resultant model appears in Figure 3. In
essence, this model suggests that the effort executed by
" an individual toward a particular task goal will be directly
influenced by his valence for the perceivable outcomes, and,
further, that these outcomes are evaluated in terms of their
potential for satisfying a need or needs. Valence exists at
two levels: valence of the task goal and valence based on
.needs. Similarly, there are two levels of instrumentality:
of 'the task and of the need satisfaction. Expectancy is
influenced by all these factors.

| In addition to the necessity of rewards being those
perceived as important by the individual, studies utilizing
gxpectanc& theory to predict the behavior of engineers have-
indicatgd that incentives must also be perceived by the
individual as”being apprOpriaﬁe to the specific task. Arvey'
& Neel (1974) utilized an incentive list for engineers
developed by\b ndy to predict expectancies, but found that
their predicti:;ziaa?é\naf as accurate as they had anti-
cipated. In attempting to identify the cause of the lack
of significance in their data, ‘they interviewed part.of

their sample and were told that many of the incentives
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identified by the Landy instrument really did nét represent
those seen as appropriate to the job being done by the
group of engineers in the sample populatidén. Ivancevich
(1976) partly replicated the Arvey & Neel study by using
the Landy instrument with a similar group of employees and
predicting expectancies. They also developed an instrument
paralleling that of Landy's based on incentives jdentified
Sy the sample population as being suitablé for the.jdb being
done. Expectancies were more significant with the second
instrument, verifying the Arvey & Neel conclusion. .

In summary, predictions of the effort employees ;re
willing to exert toward an organizational goal can be made
on the basis of expectancy theory. The most significant
expecténcies, and. therefore, the greatest effort, can be
predicted when the incentives offered are those considered
appropriate to the task of the employee.

Thefe are many motivation theories which’may be appli-
cable to the educational setting. Of these theories; the

most suitable has been the extension of the Expectancy

Theory proposed by Vroom (1964). "Research utilizing, this
model has indicated that performance in tasks is related
both to the type of task and to the specific in VQS-

available. Educators should expect a specific group of

incentives to be available as motivatprs for educational
{ .

. tasks.



The idea that incentives must be considered for edu-
cators is supported by Spuck (1974): - '
. Educational institutions, like all orggniza—
tions, must pfovide i;centives which induce
. cooperative behaviors from organizational
members. The greatest portion of the fiscal
expenditures of school districts are directed
toward providing rewards which will attract
and hold teachers within the system and which
Jf&x',a"ill motivate them to become productive members
of their profession. (p.18)
It is also evident that consideration must be given
to the specific types of productive activit& the institutioch
is seeking from teachers in the provision of incentives., If
increased participation in curriculum tasks is desirable,
the incentives offered must be those the teachers see as
being appgyopriate to.these tasks.

A review of the literature has revealed no attempt to
identify incentives specific t§ curriculum tasks and ‘there
appears to have been few attempts to identify the specific

—_ tasks which are part of the curriculum work. It is neces-
sary, then, to identify first curriculum tasks before
incentiveg specific to‘{hese’ tasks can be determined. An °
¢ examination of the tasks identified as befﬁz curricular

follows. RANE

-

\

o



T

ot P

Curriculum Tasks

Basic to an

acceptance of a working definition of the word "curriculum."

For the purpose of the thesis, a curriculum has been defined

29-

identification of curriculum tasks is the

as a written plan depicting*t&e scope and sequence of the

school's or system's projected educatibnal program, At a

more specific level, a curriculum is a document which may

be utilized as a plan for guiding instructional strategies.

Ideally, it should contain a statement of the goalé for

which the curriculum was designed, a body of culture -

content which may be utilized in realizing the goals, a

statement of an evaluation scheme which reflects both the

effectiveness of

the curriculum and of the curriculum

system, and specific statements of the intentions for use

of the document in guiding instructional strategies (Young

& Young, 1977).

curriculum system is the specific system of decision making

-

This definition is in keeping with'that

.proposed by Beauchamp (1975) who further suggested that ‘a

and action utilized in curriculum planning, curriculum

implementation, and curriculum evaluation. This definition

clearly distinguishes between instruction and curriculum.
F3 .

3

It is possible, within tﬁe bounds of the definition, to

describe a curriculum for a particuigr-subject.

L

Y
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Theré is paucity of literature related directly to ' 8 é
the identification of curriculum tasks. Russell (1975)
identifigd four "considerétions" which may be interpreted
as, tasks; the selegtién and the organization of curriguium
content; the designing of and planning of learning expey
iences; the selection of and preparat;on of teaching a‘dgl
and media; and the establishment of processes and procedures
for evaluation of curriculum effectiveness. ‘

Cook & Doll (1973), in describing a program for the
total profeésibnal involvement.of‘teachers.in curriculum
planning, identified seven. tasks; establishing curriculum
plans, choosing objectives, déﬁeloping materials, piloting
materials, revision of materials, evaluation, and the
production of a written statement regarding the curriculum.
Olson (1976) maintained that the choice and adaptation of
curricular materials to local conditions is a curricular
task. .

A-useful model of curriculum decis'on—makiné tasks
was developed by-foung & Young (1977§/§or use in the study
of curriculum decision-méking preférences of h}berta S i
teachers (Figure 4). Their model identified seven distinct ‘ |
types of curriéulum tasks which enco??ass those identified

above and are consistent with the definition.of "curriequm"_ !

utilized here. A brief description of each of the seven

 types fellows: . /I\tk
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Ofganizing a program: estéblishing'a philosophical
‘framework within which the curriculum worker -selects
components which are consistént with the goals of the total
program. ) .

Selecting a "'ready mad;” cufriculum: this may be from
an external source or from materialé available within the
system. | -

Creating a curriculun: utilizing the selected goéis as
a basis for choosing the basic ideas, skills, or themes to
be developed. ‘

Translating a curriculﬁh into instruction; planning
how a'subject,will be taught (this is planning.fdr instruct-
i®n, not the actual‘instfuctional précess).

Adapting a curriculum: changing an existing curriculum

-

to et the needs of a particular group of students.

Winning support for a new curriculum: identifying groups
from whom support is needed and cultivating their support.

Evaluating curriculum decision—making:'éssessing‘the
effectiveness of the process of- cyrriculum decision-making )
and of the product. J

The schema provided by Young & Young appears éo be the
only explicit description available of curricﬁlum tésks.
It incorporates all the tasks identified by other writers

cited.
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The specificity of incentives to tasks has become
apparent through the discussion of literature related to
E;pectancy Theory. The remaining section of this chapter
examines incentives which haveibeen identified as those
utilized in an educational context with teachers.
Incentives | .

The noun "incentive'" may be defined as Lthat which,
incites, or tends to incite,\action" (Funk & Wagnalls,.1963).

It is also considered synonymous with "motivator' and .

"perceived opportunity," or '"potential reward" (Harris, 1976).

Incentives, in_ the organi;ational context, mey be classified
as formal or informal and.as intrinsic or extrinsic. The
two schemata are not mutually exclusive. Formal incentives
(rewards) are those which will be granted by the oiganiza—
tion through an establi;hed system (for example, annual
1ncrements and bonuses) Informal incentives are those
which are not directly prov1ded by the organization, but

are achieved within the orxganizational setting (for example,
‘peer support). Exgrinsic incentivee are those potential
motivators external to thé individual. Intrinsic incentives
are those which can only be provided by the individual for
himself. The utilization of incentives in educational v
settings incorporeted both systems of classification

(Greene, 1972; Jabker & Halenski, 1977). )

- ROV
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. ~In an nvestlgation df teacher absenteeism, recruitment

and retention, Spuck (1974) utilized eight categories of \
rewards available to teachers in high schools. His catege}ies
were: material inducements, support and recognation by -the .
community, physical Conditions? pride of Workmanship,,soeiéa
1nteract10n with peers, agreement with district goals and
policy, ablllty to influence 5chool policy, and env1ronmenta1
wogylng conditions. .
ExtrinSic and intrinsic categories were utilized by Cory
in his investigation of motivators for professional growth ‘
of teachers. Fuller & Miskel (1972) utilized a similar
approach in'exemining the source pf work_attachment‘among
public school teechers. Pincus &lWeiler (1975) also used this
system in invesfigating incentives for imnovation. Kimball
(1976), in a study of the effec¢tiveness of reward and lncentlves
for teachers, and Dlaz (1973), in .an attempt to develop a
conceptual framework for the study of incentives in public
education, also classified inceetives as intrinsic and extrinsic.
Lipe & Jung (1976), in a suﬁmary of research related to
incentives for student performance, categorized in ntives as
social, material and aversive. The specific incentives Ehey
identified can readily be classified ag intrinsic or extrinsic,
Jabker & Halinski (1977) examined incentives utilized in

encouraging instructional improvement among university professors

R-'I- ’ -
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in Illinois. “Thgy also-Uﬁilized intrinsic and extrinsic
categorizatioﬁs. A composite list of incentives identified
by these researchers is féundtin Table 2. The development '
of this table is discussed in Chapter 2 -of this thesis.

Diaz (1973) added support to the suggestion that the
inducement of peéchers to participate in éducational
activities requires a variety of incentives. He conpluded
that the incentives must be specific for particular types
of activity, however, and used the éxémplgiqftsevéral educa-
tional innovations which have required the establishment
of specific ?ncentive-systems to guafantee implementation.

Purpose of the Study

The 1iteraturg review in this chapter has indicated
that iﬁ order to motivate individuals to perform tasks, it
ié necessary to identify incentives which are indeed mot&—
vators for thé task. It has further been shoﬁﬁ‘tth there
are incentives utilized with teachers in the educational
settings. There is no evidence, however, that any attempt
has been made to identify which incentives, if any, are
. appropriate in motivating teacher performance of curricular
tasks. |

The purpose of this study is to develop an instrument
which may be utilized in the identification of incentives
specific to curriculum tasks. Chapter 2 describes the

development of this instrument.
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12.
13.
14,
15.
16.
17.
18.
19.
20.
21.
22,
23.
24.
25.
26.
27.
28.
29.
30.
31.

33.
34.
35.
36.
37.
38.
39.
40.
41.
42,

T, 43,

b4,
45,

46.
47.
48.
49,
50.
5L.
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Satisfaction from participating in decision;haking that affects work.
Recognition for effective work accomplished. - .
Praise. in private. e

-

Assigriment to committees to study problems of school.: : K

- Explicit role definition.

Commititee membership.

Opportimity to address teacher groups.

Knowledge that the status of the profession will be "increased.

Less résponsibility (eg. bus duty, fewer teaching hours).

Reinbursement for courses.

Public recognition.

Esteem of colleagues.

Opportunity to develop new skills and leadership. -

Assignment as helper for staff needing assistance. R

Feeling that your contribution and suggestions are helpful. L
Feeling that your superior has confidence in you.

Opportunity to visit other schools and réport.on the visit.

Authority over peers. .
Additional training. .
Promotion.

Extra salary for training and experience.

Ingservice education.

Opportunity to.work with new teachers.

Support, assistance and encouragement from superiors.

Job security.

Increased self-confidence.

Travel funds to visit other systems.

".Opportunity for publication.

More autonomy.

Assignment of a classroom assistant.

Opoortunity to attend workshups and conferences.

Special privilege. '
Increased opportunity to act as a consultant.
Release time.

Letter of recognition from your superior:
Support, asgistance and encouragement from peers.
Recognition for the school in which you work,
Opportunity to improve existing curricula. .
Knowledge that your suggestions are being considered. . \Lf .
Getting along with your supervisor.

Opportunity to participate in more areas of policy decision-making.

Increased adult contact in school hours. -

Getting along with your peers.

Extra pay.

Senge. of achievement. e

Increased effectiveness 8s a teacher.

Challenge of the task itself.

Opportunity to teach a preferred group. Q
Good évaluation. '

Provision of materials fer use in your school.

Oppprtunity to work as part of a team.

Table 2: Complete List of Incentive frgm Literature




CHAPTER TWO

f the

Instrument and Analysis of Data

Introduction

Jn the first chapter of this thesis, the literature
-reviewed indicated that incentives pla} a major role in’
the motivation of emplbyees to perform t;sks. Evidence
was also cited which indicated éhat incentives, to.be
effective, must be those considered by the employee to be
relevant to the tasks involved. There appears to have
been no attempt to identify those incentives appropriate
for curriculum tasks and few attempts to define operafion-
ally curriculum tasks. This chapFe; Qescribes the develop-
ment of an instrument to identify those incentives teachers
pPerceive as most appropriate for curriculum decision-making
tasks, - _ '

. $ .

The, chapter is comprised of four major sections. The
first examines studies of incentiv;s'utilized with teachers
in educational settings in more detail than the descriptions
found in Chapter I. It also details the procedure utilized‘
in developing the comprehensive list of incentives included

in the previous chapter (Table 2).

37
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Section two of the chapter contains operational defini-
tions of curriculum tasks employed in the instrument. The
third section discusses the procedures by which the list

of incentives was reduced to the number occurring in the

s
'

instrument.

The final section of the chapter describes the imstru-
ment in its final format and details the administration of
the instrument to a sample population.r Details of the
analysis of data also appear in this sectiom.

Incentives '

The term "incentive" occurs in literature related to
most soéial sciences and carries with it connotations which
vary considerably. Diaz (1973) provided an extensive .
compilation of samples of definitions for the term from
the fields of epbnomiqs; psychology, sociology, contracting,
education and from general usage. He dpﬁcluded that the

commonality in these definitions is the concept that an

.incentive is a reward. Specifically, an incentive is a

potenhtial, it becomes a reward.

‘Cory (n.d.), in examining factors which motivate
teachers for professional growéh, said:

Incentives are assumed to be those conditions

and procedures which contribute toward making

the teacher more concerned, and more desirous
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and willing to grow; to move toward higher

and better professional goals; and to work

more harmoniously and cooperate more intel-

ligently with teachers, the community, and

the administration in the process of develop-

ing adequate educational opportunities for

pupils. (p.393)

It is in this sense that the term "incentive" is applied
in tglssstudy, i.e., as a positive potential reward.

The list of possible incentives would be limitless
if parameters were not defined forhtheir identification,
The incéntives utilized in the instrgment described here
are limited to those which have been identified as existing
. for teachers in North American systems of educationm.

A limited number of studies have identified incentives
being utilized to moﬁi&ate teacher behavior. Some of éhese
studies are described here briefly.

Cory (n.d.) surveyed 259 principals and 1,197 teachers
in North Central Association schools in an effort to iden-
tify incentives employeg in these schools to encourage
teacher professional growth. From discussions with teachers
and principals and from responses to questionnaires, he
concluded that incentives exist which will effectively

motivate tqacher professional growth. Utilizing these

‘incentives, Cory proposed a model for an incentive growth

plan.
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In an attempt to dgfine a reward system for teachers
which would elicit greaéer pup&l achievement, Kimball (n.d.)
concluded that no instruments existed which would examine
the existing and preferred reward system operating in thé
educational organizational setting. Consequently, he
utilized a literature review to compile a list of possible
rewards. Teachers from sigx "high achie&ing scheools" and
six "low achieving schools" in New Hampgh\re were asked
to rate the importance of each of the identified rewards
- on a five-point Likert-type scale ranging from strong
incentive to strong disincentive. His data indicated that,
although teachers in the two school types differed slightly
in their ranking of rewards, an ''ideal" reward system does
not exist.- \ .

Inﬁentive programmes have enjoyed a period of popular-
arity in educational organizations as well as in other bus-
inesses. Most of these have relied almost exclugively on
monetary rewards. An extensive study of existing educaﬁion—
al incentive_pfogrammgs was conducted by Diaz (1973). The
research provided a conceptual framework for the study of
incentives in public education systems. ﬁe concluded that
three factors were of major importance in the establishment
of such a program: the targets (population being motivated)
of the pfogramme must be identified, clear goals must be

established, and rewards must be appropriate for the goals

and to the target.
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Jabker & Hallnskl (1977) attempted to determlne the
effects of‘instr&étlonal 1m;;ovement programmes on faculty
They complled a list of formal and informal rewards 1den-
tified from the responses of professors to open-ended
questions in a write-in questionnaire. Three hundred
sixty profeséors ranked the importance of these rewards
on a five-point Likert-type. scale both as it should be and
as it existed. They conclﬁded that there would be more
benefit to faculty members engaged in the instructional
improvement programmes if reward systems were altered., This
provides further support to the contention that a specific
group ofvincentives can be identified for a specific type
of work.

In predicting job effort uti{izing Vroom's Exgectancy
Theory, Murphy (19]7) interviewed{QO te%phers and 10 admin-
istrators to develop a list of ou(comes (incentives) affect-
ing E;E\Effort. The identified incentives were found to
" differ in their influence on job effort.

.From the incentives identified by the studies mentioned
above and those identified by Fuller and Miskel (1972),
Lortie (1975), Killian (1976), MacDonald (1978) and others,
a composite list of incentives was compilgd. Appendix 1
contains this list as well as the soﬁrces,from which each

specific incentive is derived. It is obvious that the

incentives in this table are not mutually exclusive and



*r

. f
/ . . )
N
.

42

could nét be incorporated in their existing format as

part of an instfument. Further refinement was necessary

if the importance of specific incentives were to be ascer-
ﬁained. The procedure utilized in obtaining a comprehensive
iist of discrete incentives follows.

Development of Incentive List : /

y .

Each incentive appearing in Appgﬁﬁix I was written on a

3" x 4" index card. Nine gradEate students were asked to.

sort the cards to eliminate duplication of incentives. on
the basis of frequency of citiné és dup;;cates, the lisf
was reduced to 51 incenffvgs.

| To insure that Elassroom teachers would agree with
the overlap identified by’ the gradugte students, 25 ciass-

room.teachers representing ‘all three major divisions in the

New Brunswick school system were also asked to sort the

(. =

cards. The same 51 incentives were identified as discrete.

These .incentives are listed in Table 2.

In summary, there afe incentives which have been
emﬁio&ed for teachers in educational organizations. A
review of literaturé has identified many.incentives, 51
of which appear discrete to both graduate students and
practitioners. It is pbssible that some of these incentives
are more significant for some tasig than for others. More
specifically, it shobuld be possible to identify a group of

incentives which are considered most appropriate for curri-

culum tasks.
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. The following: section describes the delineation of
curriculum tasks to.provide operational definitions which

can be utilized in the instrument.

A \%
Curriculum Tasks

Although many authors have idénpified some curriculum
decision-making tasks, a review of literature has only o
pfovided one empirical study which attempted to incorporate
'all such tasks. Young & Young (1977), in an attempt to
evaluate the curriculum decision-making preferences of
Alberta teachsfs, identified seven specific tasks which
housed all the decisions made in curriculum design, develop-
ment, implementation,:anq evaluation. (These wére iden-~’
tified in Chapter 1 of this thesis and their inter-related-
ness shéwn in Figure 4 but further_elabora@}bn and support
appear in this section.) In idedtifying their curriculum
decision-making tasks, Young & Young employed graduate
students at the University of Alberta and claééroom
teachers to assure the discreteness and {nclusiven ss of
eaéh task, They also pilot tested tﬁeir instrumen§ three
ti@gs before its administration to 1,292 teachers in 174
schQpls in Alberta. Significant differences ‘in teacher
preféfénceS'wére-found to support the conclusion that M
the decision-making cdtegories they suggested were -discrete.

In describing the formulation of.their seven types of

curriculum decision-makiﬁg,'Young & Young did not clearly
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identify support from literature for the types of déci
they identified. An extensive review of literature re

to curriculum decision-mgking has revealed onlftdecisi

.-types included in their pafadigm@’ Following is a more

~detailed discussion of their curriculum decision-makin

sions

'laﬁéd.

on

g

tasks and additional support from the literature for the

existence of such decision-making in curriculum.

_Organizing a total program ﬁncludee determinink what

the .total school program should be doing for students;
evaluating the contribution of traditional subject to
goals; and deciding how these and new subjects can'be'
optimally organized in the total educational program

*
(Young & Young, 1977, questionnaire). These divisions

" are what Cook & Doll (1973) referred to as curriculum

p}anning and what Ingrem (1974) considered as aseessln
the needs for curricula. Beauchamp (1964) considered
v1ewing of the total program as an imperative element
curriculum planning. s

Selecting a "ready-made" curriculum includes the

loeetion of curricula currentl§ available for specific

for local usage, and the assessment of the demands the

. curricula make on the existing school resources and'te

Ingram (1974)\%dent1f1ed the examination of existing ¢

cula materials as a fac® of curriculum development

these

g

this
Vs

in

subjects, evaluating them, aesessing their appropriateness

se

achers.,.,

urri-

Olson

(™
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(1976) and Russell (1976) also identified the exami?ﬁtion of ,
already existing materials as part of the curriculum decision-
making process. .

Adapting a "ready-made" curriculum indludes decisions

concerning how a currently existigg program needs to be
changed and how such changes can be effected while maintain-
ing a degree of* fidelity to the curriculum writer's intents.
Specific activities involve decisiows related to the emphasis
of certain goals, the revision of sequence, Ehe adjustment

of content to-facilitate.different kinds of learners,.and the
designing of new methods and materials. The existence of
working couuittees in subject areas in various educational
-jurisdictfons atteststo the existencé“dfuthese types of
curriculuﬁ decisions: Simpkins & Friesen (1969), Cook &
Doll (1973), Oberg (1974), among o6thers, also recognized

this type of decision making. ) ) !’P

~Creating a gurrlculum is the fourth type of curriculum

work® described by Young & Young. Decisions included here
are the clarification of é eubject's effect on students,
the assessment of contributions made by other fields of
~study to the subject, sequencing of ideas and skills in
the subject and the choice of ‘topics or.themes which .
contribute most readily to the desired skill and idea
development. 'Peltie; (1926) referred to this process as
the "formulation" of a curriculum, Olson (1976) utilized

the same terminology as Young & Young and called the process
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"creating”. Cook & Doll (1973) -and Beauchamp (1975) réferred
to this process as curriculum construction. Hill (1973)
"called these decisions part of curriculum organization.
Schaffarzigk regarded this a part of program improvement -
and gene;aZly,'such decisions are considered part of the
curriculum dévelopmeﬁt process,

Iianslation into Instruction is the fifth category

ol .
of curriculum decision-making. Although decisions are

similar to those made when creating a curriculum, they
differ in their level of refinement. The identific¢ation

of the purpose of a particular cupriculum and selection of_
teaching methods comsistent with tﬁ; purpose are major
decisions made in this task. Organizing learning experien-
ces, developing instructionél materials and creating units
of study supplement these decisions. This type of cufri—
culum decision making is widely recognized and is alluded
to by many curriculum writers including Johansen (1967),
Simpkins & Friesen (1969), Cook & Doll (1973), Olson (1976),
Russel (1976?,’Oliver (1977). .

Winning support for a new curriculum includes the

identification of individuals or groups whose support will
be necessary for the effective implementation of a curni~
culum. It also includes tﬁe development and timiné\BEfT
strategles to géin the support needed. Most currenf
literature describing curriculum implementatién-identifies

these decisions as imperative for effective dissemination

P B AP A S0 DRI T S B
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'of the curriculum. Ingram (1974) and Russell'(1976) héve
both clearly identified this as an imperative part of"

-
curriculum dec191on—making v

Evaluating curriculum decision-making is a process

described by Young &:Young’aq reflecting decisions at all
the other task levels. Specifically, it includes assessing
the effectivenéss of each of the other types of decision

- g
making. In addition, an appraisi%;Bn the utilization of

tiﬁ;, money, personnel and expertise, and the quality and
effectiveness of the curriculum itself, its implementation
and student outcomes occur. The importance of this type
of curriculum task becomes‘appargnt as one examines the
writings of any-cu;ricuium theorist. Beauchamp (1964),
Cook & Doll (19735, Hill (1973), Connelly (1974), Olson
(1976), Peltier (1976) and Schaffarzick (1976) cite

this type of decision-making as imperative.

The seven types of curriculum decision-making tasks
identified by Young & Young (1977 have been elaborated.
These are considered to be inclusive and opé;atiOnally"
defined and are utilized in the instrument developed here.

The following section of thié chapter describes thé
procedure utilized to identify incentives perceived by
teachers as appropriate to thése curriculum tasks, It
discusses tﬁe structure of the gquestionnaire émployed.
the sample population, the methods of data analysis, and

the resulting list of incentives.
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Development ,of an-Incentive-List Questionnaire To.deter-

mitie if a _group of incentives exists that teachers believe

most appropriate for curriculum tasrs. a questlonnalre was .-

utilized. 'It is comprlsed of an instruction sheet, a page
of multipIe choice demographic questions and seven'pages
which descrlbe each currlculum task and present fﬁe list‘
of 51 1ncentives. Because of the t1me required to complete
the questionnaire each respondent’was,presented with the

ifistruction sheet, the personal data page and only three

"of the seven task pages. . Instructions were given to rapk‘

fr

-the ten most approprjate incentives among the 51 from first

choice’ to tenth choice. (The compleyé questionnaire is
found in Appendix 2'.)

Population: The questionnaire was sent to 640 randomly
selected members of the New_BrunswickiTeachers Association .
who were full-time classroom teachers. Of these, 526 usable
questionnaires were returned. This represente response
from auproximately 107% of the English speaking.teechers,of
the .Province. Care was takea to include only full-time )
teachers in the sample since evidence exists to indicate
that there may be differences in.prefeqence between full-
time teachers, part-time teachers aud administrators

r

(Young & Young, 1977). ﬂ
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Questionnaires were distributed through the District
Superintendent's office and respondents were given the
optidn of returning thé‘questionna%re through their super-
intendeﬁt orldirectly Eo-the researcher. 'The frequency of

response to each task is shown in Table 3.

[}

Task Number ° Frequency .

~ovun e o

Organizing a Program - 214
Selecting a ""Ready Made" Curriculum T 226
Creating a Curriculum 226
Translating a Curriculum into Instruction 236
Adapting a Curriculum 228
Winning Support for a new Curriculum - 224
Evaluating Curriculum Dec¢ision-Making 224

Table 3: Frequency of Response to Tasks

Analysis of the Data and Resultant Incentives: The

data collected in the stuéy were punched on data processing
cards. Analysis was made at the University of .Ottawa Computer
Center using the SPSS (Statistical Package for the Social -
Servicés) p;ogram "Fféquencies." . -

| Frequeney of choice for each item was determined for
each rank poéition and their percentages compﬁted. This
was utilized in detérmining_;he relativé'importance'of each
incentive for each ta;k to the total population. From
these frequencies matrices were developed which showed the
frequency of choice in eaéh rank across the seven tasks.

This provided a measure of relative importance of each

incentive across tasks. It was assumed that if a group of
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incentives weie not appropriate to curriculum. tasks,\no
major differeﬁces Eould be expected in the frequenéy of
choice. Although the rank'frequengy varied somewhat'across
tasks, t@e same grouﬁ of incentives w;s ranked highly in each

tasks. The importance of these incentives was also evidght

-

4

from the matrices constructed (Appendix ?); Ter incentives '
emerged as being clearly more appropriate to teachers for
currricular tasks. These are shown in Table 4., with their’
relative ranking..’Each of these incentives was identified. as
appropriatg_b; moré‘than one-thi;d of the sample,

To this point, the chapter has’ examined incentiygs utilized
with teachers in North American educational settings and des-
cribed the development of a comprehensive list of these incen-
tives: curricular decisioﬁfmaking tasks have begn idenﬁified;
and the procedure for reducing the list of incentives to oﬁe
which includgs only these seen by teachers.as appropriate for
curriculum tasks has been described. The remaining section
of the chapter describes the structure of the instrument to
identify incentives for curriculum tasks, iﬁs field testing

and resulting Q&Fal

Instrument: tor Identify Incentives for Curriculum Tasks (IIICT)

The unwieldiness of considering 51 incentives for seven

tasks made the questionnaire described in the last section
: i

unsuitable for extensive use. The time required to complete
the exercise and the inappropriateness of the majority
of incentives required its simplification. A more

~
~
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desirable instrument requires feéwer responses and enables

L
each respondent to react to each task. The isolation of

the ten most appropriate incentives enabled the development
of such-an instrument. .

The IIICT is comprised of nine pages as follows. The
first page contains instructions for completing the instru-
ment,  Page two'conpainsuﬁultiple choice‘questiOns for demo-
graphic factors. Pages three through nine each contain
the description of a currieulum task and the ten incentives
identified above. The respondents were asked to rank all
of the incentives from 1 (most appropriate to the task) to
10" (least appropriate to the task) for ‘each task. The
instrument requires approximately 45 minutes to Fomplete.

It is found in Appendix 4.

Sample: The IIICT was administered to‘215 full-
time classroom teachers from schools in v;rious parts of
New Brunswick. After six weeks, the test was re-administered
td ‘204 of the same teachers. The reqaining-ll teachers
were not in their schools on the day of the second adminis-
tration because of their involvement in other professional
activ@ties. _ . ]

Analysis_and Presentation of Data: The data were ana-’

lyzed using the SPSSH programs, Cross-tabulations and
Frequencies. Other specially’ designed procedures were

utilized in determination of some of the statistics reported.

/’



52

*2ATIUDDUT 2Y3 IS0Yd oym sjuspuodsax 3o s9ejuasiad Tejol 9yl sjussaidex STUL xx

*g/6¢T @TqTISsod 8 wWOlJ SATIUSOUT STYJ JO SIDTOYD TBIOF 9YJ 0] 81391 3100§

83Se], UoAI§ SS010Y Yuwy UF 2DFOYD wo hunw:wmum U0 poseg o109S5 03 SUTPIODDY SIWODINY JO JUTHUEY 4 A'TAVL
b . poa9pisuod 1
{(%.°9€) 6.6 Suiaq =a1e suoflsad8ns anoi eyl sBpaTmouy 11 0T
(2z2°1€) 185 90UIpPTIUOI-3ITSS pasesIou] 7 6
-
(%529 149 JT®53T {53 8yl Jo 2FUITTEYD 6Z 8
(zz'ew) 789 . JUBTWSASTYIER JO DBUIS €€ L
hY
(zy°9y) 10s Tooyds Inok UT 9SN 103 STEFISIPW JO UOTSTAOLY 87 9
. drys .
(Z£5°8%) , 99/ -1opeaT pue STITYS mou doysasp o3 L3funizoddg bE S
. . yiom 830933 318Ul JuTyEW
(29°7S) 0tEg ~uoTsTo2p ut Suriediofiaed wolj UOTIDBISTIBG <€ . y
: ﬂ Tnzdray aie -
(2L°ES) 198 ' guop1se38ns pur SUOTINQFIIUCD inok IBYI BUTTIAJ - BT €
(2£°99) £50T 19yoe9] B SB SS3UDATIDAJFD paseaiduy 6T A
(28'69) Z0TT BINOTIIND BUTISTXD aao01dut) 03 hum:ﬁupoamo A 1
- .,
) ey
¥¥ O8ejUeolaq ¥ 23098 K ATIUa0UT — ISR Aoy
g \\\ / aAf3uaouy

- " /
,
!



Frequency tables showing the ranking of each incentive
for each task in both the test and retest administrations
of the instrument are found in Appendix 4. Data from
these tables were utilized to determine a coefficient of
attractiveness (A) for each. incentive in each task. The
coefficients were calculated utilizing the formula;

ngfij‘ ngii + .'. :+ Wlfx
A= - TON

where w = 10, w = 9, v, Ww=1,

£, = frequency of subjects choosing rank i
_ for this incentive and this task

y
The values of this coefficient appear in Table 5 for each
incentive in each task. An examination of the table

reveals that the attractiveness of each incentive viiijé5
within tasks and that there is variance in attractivéness

-

across tasks.

~

In determining the stability or consistency of the
instrument for each incentive and for each task, data
were clustered for analysis. Classes were form%? housing
the incentives ranked first-to-third, fourfh-to-sixth,

and seventh-to-&Znth, and comparisons made between the
test and retest data. This clustering resulted in some
12?5 of information and, thereforefdthe measurements. of
reliability may be somewhat depressed. Figure 5 shows the

resulting 3 x 3 matrix for incentive 1 in task 1.

53
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Rank (retest)

1-To-3

4-To-6

' 7-To-10

P

Three estimates of reliability can be extracted from these

matrices for each incentive and each task. Each is briefly

discussed.

A contingency coefficient isera measure of stability

of an instrument over a period of time. It is the measure

COUNT RANK (Retest)
ROW PCT
COL PCT 1-To-3 4-To-6 7-To-10
TOT PCT 1 2 3
136, 2 0
98.6 1.4 0.0
99.3 7.1 0.0
66.7 1.0 0.0
(4] 26 4
0.0 86.7 +13.3,
0.0 92.9 10.3
0.0 12.7 2.0
1 4] K]
Lo 2.8 0.0 97.2
0.7 0.0 89.7
0.5 0.0 17.2
COLUMN 137 26 39
TOTAL 67.2 13.7 19.1

CONTINGENCY COEFFICIENT

ETA = 0.96315

FIGURE 5:

= 0.79091 K\\

Row
Total

139
67.6

30
14.7

36
17.6

Stabil{ty of Incentive 1 in Task 1

/
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of association which ranges 0, no association, to 1, complete

e

association.

-
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Eta is an intra-class esg%mate of reliability. It may
be interpreted as setting the maximum possibility of relia-
bility within the class. It ranges from 0 to 1.
/N EtaZ provides an approximafion of the 'percentage
variance that can be explained in a predicted variabl by
using a predictor. Specifically, in this study,-EtaZ%;\6V1des
a measure of the percentage of variance on the retest that \_J
can be explained by knowledge of the original test' results
(Roscoe, 1975). - '
Percentage agreement provides.a fourth convenient
estimate of reliability available from.the data. This is
readily calculated from the 3 x 3 matrices by summing the
percentages found in boxes 1.1, 2.2, and 3.3. As an example,
the percentageiagreement for incentive 1 in task 1 would oe

96.6 (refer to Figure 5).

Intraclass correlation coefficients are inappropriate
- \_-\

for these data because the same individual appears in responses

for both sets of data.

Table 6 shows the values of contingency coefficients,
Eta values and percentage agreement for each 1ncent1ve in each
task. Eta? values are readily estimated by squaring the given
Eta value.

From Table 6 it is possible to extract a contlngency

coefficient for each task exprefsed as the range of contingency

coefficients for all incentives' over the task. Table 7

summarizes these. Examination of these ranges reveals that the
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. : TASK | L.

-

. 1 2 - 3 A 5 6 7

#]0.79091 0.74901 0.77552 0,79399 0.80126_ 0.77574 0.78960
x%[0.96315 0.86958 0.84002 - 0.95775 0.94849 0.93897 0.94420
*xx| 96,6 91.6 95,1 , 95.0 96.5 . 92.6 93.1

[0.79512 0.79076 0.79580 0.80391 0.80229 0.76435 0.76194
0.96576 0.94294 0.94876 0.97454 0.97799 0.89228 0.93403
Incentive2 96.6 95.0 96.7 97.6 98.0 89.7 90,2

0.75956 0.75762 0.76803 0.79530 0.781890 0.78937 0.77174
0.85852 0.87581 0.88535 0.96865 0.92069. 0.95027 0.92943
3 90.2 86.8 90.7 96,0 ¢+ 93.1 = 93.6 90.7

0.77904 0.75115 0.77926 0.79712 0.77650 0.77332 0.79513
0.90201 0.89026 0.86533 0.96005. 0.91736 0.90096 0.92899
4 91.7 86.3 ' 92.1 95.0 91.2 90.7  95.6
0.77499 0.77936 0.78882 0.80087 0.79577 0.77318 0.76723
0.90585 0.93991 0.93570 0.97169 0.93158 0.91449 0.84640
500 91,2 91.7 93.6 96.1 95.1 90.2° 89.2
0.76017 0.79941 0.78560 0.80867 0.78826 0.79371 0.72301
0.84242 0.97538 0.95228 0.98594 0.97131 0.84980 0.79371
6 88.7 = 96.6 93.2 98.0 93,7 96.6  .86.3
0.77927 0.79884 0.77421 0.77867 0.81048 0.80260 0.77634
0.90241 0.96289 0.91649 0.92927 0.97801 0.97669 0.91287
7 92.1  96.6 2.2 92.6 98.0 97.1 90.7
0.75558 0.80501 0.79626 0.79934 -0.78572 0.79303 0.76935
0.90395 0.97324 0.97010 0.97334 0.93995 0.96143 0.87972.
8 88.8 97.1 . 95.5 96.0 92.7 94.6  90.2

0777014 0.81113 0.78610 0.79248 0.78409 0.79764 0.76442
0.91579 0.97938 0.93962 0.94806 0.94484 0.97349 0.90285
9 93.1 98.5 95.6 94.6 94.6 96.1 89.2

oo

- 0.78843 0.79822 0.76362 0.79273 0.69533 0.78532 0.78308
0.97521 0.94276 0.94055 0.93579 . 0.88407 0.96684 0.92366
01 97,6  96.1 “96.1  93.6 93.1  95.1 . 93.1

Etaz provides an approximation of explninable variance,

TABLE 6: Contingency Coefficients, Eta Values, apd Percent
Agreement for Each Incentive in Each Task.

* Contingency Coefficient -

**  ETA

*%% Percentage Agreement
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‘association values are high and would appear even higher if

Eta values were considered concurrently..

On the basis of the above analysis of data, it is°
L L L N el -

- possible to contludé that the'instruﬁenthdéVeloped in thio'

study is highly réliable.” Althoughba oinéle xeliobility
:figure for the entire instrument 1s not available an examina
tion of the data from Table 6 suggests that its rellability
malee expressed as ‘the range of relinpility_off@ts partb.‘.
In terﬁ%.of the contingency coefficiento this ‘pange 18° .

3

0.69533 to 0. 81113 Although contingency coefficients are .

L3

‘consldered to range from 0 to l in potential value _their

range is limited somewhat by the amount of variance in the

)

~

second administration cxplainable as the result of the first -

. administration (expressed hére as an Eta<value).h

Another expresgion of the reliability of the instrument
is possible by‘considering the range of Etaz'scores. This
. " . ‘.
range can also be calculated from thf values given in Table

6. by squaring the Eta values. The range for.Eéhz scores

\ln the instrument is 0.67563 tb 0. 97193

(]
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S S Range | ' C
S 0.75558 - 0.79512
2 0.81113
Curriculum 3 0"7‘_.-9626 | | ' .
: 4 0.80867
- Tasks . . ' ‘
5 0.8L048
6 - - . 0.30260 ~ 0.76435
7 [_\ 0.72301 - 0.79513.
. . . s
TABLE 7: Range of Contingency Coefficient
- ¥or eurriculum tduks :
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A third estimate of relihbility of the whole instrument
is thelexpression of the range of percentage agreement on
all the’parts. This represents the percentage of résponses
which were the same éﬁ“the first and the secdnd_a#ministration
of thé instrument. This range is from 86.3% to 98.0%.

The Literature reviewed suggested that there were differ-
ent types of curriculum decision-making task3u. Each of these
task types has been incorporatéd in this instrument. It
further suggested that employees, in this case téachers, can
be motivaﬁed to work at specific tasks if the incentives are
provided. All the.incentives offered teachers for educational
tasks have been extracted from the iiterature and included in.
the original listing of incentives utilized in the dgyel?pment

of the instrument. The literature describing empirical inf§§=

tigations of motivation which have employed Expectancy Theory

suggests the existence of a specific group of incentives which
are considered‘ﬁost attractive to the employee for each task.
The methodology employed‘in the development of the'IIICT has
facilitated the identification of the group of incentives ‘
conside;ed by New Brunswick teachers as most aﬁpropriate for

curriculum tasks. The calculated coefficidht of attractive-

ness has also provided a means of determining the relative
—

. appropriateness of a specific dincentive for a specific task.



w i

.- ' 61

With itgézglatively high reliability and its facility
for'discriminatihg among .the attractiveness of incentives for
_ curriculum tasks, the IiICT is pdtentially valuable as a
research instrument and as a tool in the establishment of ~
curriculum decision-making poiicy.‘ The coﬁcluding sections
of this chapter describe some'qf the potential uses of‘thé
instrument and summarize the study. °
. Conclusion :
<:;_/ This study has described the development of an instru-
ment "to be utilized in the identification of inéentives which
are most appropriate for teachers for curriculum decision-
making tasks. During the development process it wag necessary
to identify curriculum decision-making tasks and to formulate
" a listing of incentiyes which have been utilized as potential
mesivators for teachers in relation to educational tasks.
From this listing a.group of ten incgptives'has=emérged which
are mosf appropriate for curriculum tasks. The identification
of these ten incentives represents a contribution.to curriculum
theory in that, although many curriculum writers discuss.thé
need -for incentives to increaseteacher"participatién in. -
particular phases of curriculum decision-making, their ref-
erences remain vague statements with no specification of the
nature qf these incentives. This appears to be the first
et

study which has systemat 1y investigated and specified what

these incentives are.
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An.examinatién.of the incent;:Ls which emerged as the
most appropriate for curriculum tasks revgals thét teachers
are looking for a different type of incentivé system for
these tasks than thpse”which are usually planned by those
‘responsible for curriculum decision-makiﬁg. Rather than.
seeking financial reward or other extrinmsic factors..teachers
haugM}dﬁgfffied intrinsically rewarding items as most appro-
priate for cur?iculum tasks. Increased self-confidence, a
sense of aehtevement, the ‘challenge of the task itself, and
the opportunity to develop new skills and leadership are
incentivés seldom reflected‘in the pl@ﬁé of curriculum lead-
ers for increasing teacher'participatioﬂiin curriculum
decision;making. .

The knowledge that their suggestions are being consider-
‘ed and that their contribution and suggestions are, indeed,
helpful are often forgotten potential motivators for teachers.
Knoop & O'Reilly (1977) identified teachers' desire to
participate in more types of decision-making that affects
their work. The fa;t that this emerged as an appropriate
incentive for curriculum tasks adds further subport to their
conclusion.

The provision of new materials for use‘in qyeir éwn
"school was the only extrinsic type of incentive which emerged
among the most appropriate for curriqﬁi?m tasks. Its emer- |

gence is not surprising in light of the fact that the
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,inceﬁtiyesconsidered most important by the teachers surveyed
were the'opportunity to improve existing curricula and their
increased effectiveness as a teacher.

Further specific information may be acquired from exam-
ining the attractiveness of each of the'tén identified in-
centives for each of theﬂgpécified tasks, From stétistics

. calculated from.teécher gespdnses to the instrument it is
.possible to state that specific groupings of these incentives
‘are most appropriate for.indifidual'tasks. This, tob,
represents a contribution to existing curriculum knowledge
in that it provides further éviﬁencetthat'the identified
curriculum tasks are discrete and®should be congidered

~ separately in the formulation'of;plans'for empirical
investigations or practical action:

It would appear that the ITICT could be useful in several
types of empirical investigations and that its reliability
is high enough for its utilization in its present state.
Several practical applications of information acquired

through its use are also possible. Some of these potential

'C;:jaseﬁtare discussed below. ‘ .
e
mpirical Investigations: The administration of the

ITIICT to New Brunswick teachers has provided specific

information in relation to’ the attractiveness of specific
incentives to curriculum decision-making tasks. The

possibility exists that a different teacher population may

—



64
find other incentives more attractive. It would seem
reaianable to suggest that a comparatjve study of the
attractiveness of incentives for curriculum decision-making
tasks between teachers of two distinct regions would provide
meaningful information in this regard.

Young & Young determined that Alberta teachers have
pfeferences for certain types of curriculum tasks and that
these preferences are influenced by a number of démographic
variables, including age,'tehching experience, educational
béckground, a%d numgber of years of inservice experience with
the same board. As the IIICT demonstrates a relationship
between incentives and these tasks, it should be possible
to hypothesize a correlation between the incentives effective
for the specific task and the preferences of the teachers:
surveyed.J This would provide a basis for the formulation of

a plan of action ﬁhich would hélp motivate teacherﬁ’iﬁ“their
preferred tasks.

A comparisen of the incentives for curriéﬁlum tasks
considered most important by preservice and inservice teachers
could provide useful information in helping to identify changes
that occﬁr once regular classroom teaching has become integral
to the ﬁeacherfl The identification of these differencés could
provide preservice educators with evidence which.%ould help

them in providing a realistic presentation of the life of the

classroom teacher and might help. avoid some of the problems
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of disillusionment which so often occur. Such an analysis _
could also provide information which could be basic to the
formulation of procedures for the involvement of new teachers
in curriculum tasks. Such a plan could reduge the transfer
oo of existing negative feelings toward these té;ks'froﬁ current
’ inservice teachers toﬁ?ﬁbse entering the field. -~

Thé fact that a group of incentives exists which is most
appropriate for curriculum tasks suggests that a group of
incentives should be identifiaGi; for ,other educational tasks.
If such tasks and fheirAincenfives were identified, it would
be possible to determine if there is a correlation among the
incentives across tasks. This information may provide the
basis for meaningful conclusions regarding decision-making
and motivational procedures for teachers. The IIICT has
identified some differences amoné-preference for incentives
among'tﬁe ideﬁtifiqd curriculum tasks; it is possible that
greater differences could exist between the preferred
incentives fér more varied tasks.

The literature reviewed related. to motivation indicated
that the effort an individuayrvxerts for a task’is a function
of the attractiveness of the incentive proffered and that
the best predictioné of effort for a task based on Expectadcy N
Theory result wﬁen the incentives available for.thé tasks
are those the employee considers hmost appropriate for the

task. The incentives included in the IIICT are those iden-

tified by New Brunswick teachers as most appropriate to them

‘P&'}



for curriculum tasks. The instrument shbuld be usefuf,
‘then, in empirically predicting effort on these tasks’
utilizing Expectancy Theory. The ingtrument further
facilitates such an application by providing the means of
assessing the attractiveness of the incentive for the task.
This measure approximates a measure of valence as described
in the theory. \ .

Considerable evidence exists which demonstrates a
cprrelation between predicted effort utilizing Expectancy
Theory and actual performance of the task. 'Studies which
N low'positive correlation between these variables
(::z:;::;; criticized for the inappropriateness of the in-
centives they have utilized/in formulating their predictions.
The IIICT could be uéeful in providing a measure of attract-.
iveness from which valence could be calculated and from
which a measure of effort and performance can be obtained.

In addition to the potential empirical studies which
have been mentioned, the IIICT may be a useful instrument in
the determination of sound practical procedures for curri-
culum decision-making policy. Some of these implicafions
are discussed in thg followiﬂé section.

Practical Applications: The information available from

the ITICT has several practical applications, especially
in the field of curriculum leadership;xﬁgiggggﬂents from

New Brunswick have identified two incentives as being of
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primary importance for all seven curriculum tasks. These
are the potential for increased effectiveness as a
‘classroom teachef and the opportunity to improve existing
Furricula.' knowing this, the curriculum leader may be He1¥
advised to incorporate this knowledge in his planning and

to demonstrate that-participation in curriculum tasks will
in fact résult in these ends.

By examining the attractiveness of other incentives for

-specific curriculum tasks, the ‘curriculum leader can iden-
tify factors which would be useful in the formulation of
plans to increase teacher participation“in each of these
tasks. In addition to the two incentives mentioned above

as being very attractive for all tasks, analysis has revealed
other incentives as bein% strong third and fourth choices.

A knowledge of these preferences for incentives may be
utilized in planning for the participation of teachers in

each specific task. For example, the opportunity to develop
| neﬁ skills and leadership appears to be a strong incentive
fof organjzing a curriculum but is not as strong for eva-
luating atsyzgié51um. It remains for the leader to incor-
porate this information in his plan for attracting teachers
to participate in these tasks. Each task should be considered
as a unit in the formulation of complete.strategies.

Information provided by the IIICT has further pr;ctical

value both in the preservice and the inservice education of



\‘I

iy

* 68
. .

teachers. The identification of incentives for curriculum
tasks provides teacher educators with specific direction
in tﬁe inculcation of the potential rewards to be attained
from participation in curriculum Easks.

At the inservice level, the identification of incentives
for specific tasks provides some basis for.the development
of workshops centered around the identification of the
meaningful consequences of participation in these tasks.
This should help alleviatesome of the teacher resistance
to participation in curriculum decision-making. '

In examining the responsibility for curricﬁlum leader-
ship, it becomes apparent that curriculum leaders exist at
various levels in the educational hierarchy within a Province.

Ultimately, however, it is the Department of Education that

-'estaQIishes the policy within which these curriculum leaders

must operate. If the Department is genuinely trying-to
increase effective teacher participation in curriculum
decision-making tasks, information extracted from an
administration of the ITICT should be helpful in , formulating
f%ng-term policies within which other levels can effectively
motivate teacher participation. Specifiéally, its policies
should provide the means of incorporating the incengives -

identified as most éppropriate by teachers for these tasks,
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Summary 3
Thé purpose of this study was to.develop an instrument
which could be utilized in determining the incentives
appropfiate for curriculum decision-making tasks. The need
for such an instrument emerged from a concern tﬁat the
current role of teachers in curriculum decision;making is
less than satisfactoryl An examination of the literature
related tolteacher participation in curriculum decision-
making led to the conclusion that better cPrriculafresult
from teacher participation in these tasks and that such
participation will only be effected if proper incentives
are identified which help teachers overcome barriers which
preéently limit their effort. Th; resultant ITICT provides
the méans of identifying potential motivators upon which
plans can be formulated to overcome some of these barfiers.
The IIICT houses potential usefulness as. an instrument to
be utilized in empirical research which may extend present
‘knowledge of the relatiohships between effort and perform-
ance in curriculum tasks. It also provides the curriculum
theorist with a list of incentives practitioners feel are
appropriate for curficulum decision-making tasks ﬁhich can

be utilized in determining relationships between the iden-

tified tasks and other identifiable barriers.



‘ﬁ-ﬂ_‘!

) 1
APPENDIX I

Composite List of Incentives and

their Sources in Literature
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Incentive | Source(s)

Extra salary for training and Cory (n.d.) -

experience

Opportunity to attend summer  Cory (n.d.), Cook & Doll (1973)
school * Connelly (1974)

Assignment to committees to Cory (n.d.), Murphy (1977
study problems at school .

Commendation for work well Cory (n.d.)

done from other teachers .

or teacher groups f}")

0pportunit§ to visit other Cory (n.d.), Wickert (1973)

schools or systems and to
report on the visit

Opportunity to attend work- Cory (n.d.), Cook & Doll (1973),
shops or conferences _ Wickert (1973), Peltier (1976)
In-school workshops Cory (n.d.), Wickert (1973)
Being recognized for profess- Cory (n.d.)

ional work in the local press o _
Opportunity to work #ith Cory (n.d.), chligrt (1973),
new teachers Connelly (1974) eltier (1976)
Assignment ‘to work with mem- Cory (n.d.), MacDonald (1978}
bers -of the staff who need

assistance’

Promotion and responsibility Cory (n.d.), Murphy (1977)

-

Opportunity to address teach- Cory (n.d.)
er's groups regarding work

Opportunity to improve the Cory (n.d.), Murphy (1977)
existing curricula . . o . _
Additional training Cory (n.d.), Diaz (n.d.),
: Friesen (1972)
Feeling that one is doing Cory (n.d.)
the best possible job
N

Table I: Incentives and their Sources in Literature

ﬂ ‘.
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Iﬁceqtives ] Source(s) -
Knowledge that the status of - Cory (n.d.) -
. the profession will be '
" increased . b
, Recognition for Effective work Cory (n.d.), Connell (1974),

< . accomplished

 Satigfaction from participa- -

"tion in decision-making that
affects work

Feeling that contributions
. "and_suggestions are appre-

.ciated S~ —

Opportunity to develop,new ..
skills and 1eadership _ 3

.- Job, security
| * Increase in salar¥f '
{ ' Group -or personal bbnus
Promotion " '

| ,rBonué_for‘schcol from work
: , : 'Reimburéemépt for courses
, - Authority over peers
? : " "Good evaluation" -. "

Assignment of a classroom
agsistant

. ‘:Opportunity to participate
In decision-making = -

" ‘ - Increased adult contact in -
- sch00}~hours :

<i;k\\\/r\m“Release time

LY
-
. L . . . - . ¢

5

. Cory (h d.),

" Diaz (n.d.)

“Abt (1974),

" Cook & Doll (19#5), Kimball’
'_,(1976) Peltier. (1976),

. Public recognition.or praise :

Murphy (1977) MacDonald (1978)
Cory. (n.d.), Murphy (1977)

Cory (n.d.), Murphy (1977)

‘ MacDonald (1978 )

Wickert (1973)
Peltier (1976), Oliver (1977).
MacDonald (1978)

‘Kimball (1976) °

Diaz (n.d.), Kimball (1976)
Kimball (1976), Abt (1977)
Kimball (1976)
Kimball (1976)

__Kimball (1976)

Kimball (1976)
Kimball (1976) -
'Kimball (1976)

~
Kimball (1976), Murphy (1977),
MacDonald (1978)

Kimball (}976),
MacDonald (197

.
- -

Frieaen (1977)
Kimball (1976) Peltier (1976)

-

]

. . Privilege . o . ' Kimball (1976)

E-‘ - 'More autonomy | Kimbal! :(1976)

Moo I Feedback’ .o .t Killien (1976), Kimball (1976) -
w 0., 7 Praise in private ' Kimball (1976) o
f"' . ?d" Support, assistance,- encoura- "Kimball (1919) %

o . - T - gement’, = . .., Co o 3
e -~

(e T *",'xhble:I: Incentiveshand:tﬁeiz;Sources in Literature

L]
.’ -
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. Incentive - ° : ' - Source(s)
Opportupity to learn new Fuller and Miskel (1972)¢
' skills . - . .
Opportunity to inservice‘ - Diaz (n.d.), Fuller and vt
education - Miskel (1972) ’
Recogﬁltion for the school Fuller and Miskel (1972)
in whith you work A L
_ Control over how ‘teaching is Fuller and Miskel (1972)
.done” .
"Extra pay . Diaz (n.d.), Fuller and |
v . o - Miskel (1972); Miller (1977)
Feeling that(your superior Fuller and-Miskel (1972)
ha% confidence in you :
Salary increments. . Fuller and Miskel (1972),
. ) % Cook and Doll (1973) '
Evaluation L L Fuller and Miskel (1972)

Kimball (1976)

Opportunity to wark as - Fuller and Miskel (1972),

'part of a team Connelly (1974) Murphy

) : (19721_ Oliver (1977)
Getting alo&g/w1th your o Euller and Miskel (1972)
superior .

Getting along with your peers ' Fuller and Miskel (1972),
' . : Lipe and Jung (1976)

Job eeeurity ) . 'Fuller and Miskel (19[2)

" Abt . (1974), Lortie (1975)
- __Murphy (1977)

Recognition by teachers ’ ,\}ﬁgler and Miskel (1972)
*association .

. Materials for use in the

"Abt (1974).; Lortie (1975).

classroom y - . Lipe and Jung {1976) _
Sénse of power ‘over others f‘“ rLortie (1975) :
‘Challenge of the work’ 'itself’  Lortie (1975), Killian (1976)
- Sense of chievement _ Lortie (1975)“\m§cDona1d
- Co (1978) - - .
Knowledge hat your suggest- ’ Lortie (19?5)

ions are being considered N, : .
' Diaz {(n.d.), Bidwell (1956),.

ceow T~ . <. Miller (1977), Oliver 1977),
. . . . MacDonald (1978) .

Wickert (1973), Peltier (1976), ..

" .Table. l:'-Iqeentiveg and_their Sources in.Literature (cont*d)
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Incentive Source(s)

Less responsibility
. (eg. bus duty)

~ Opportunity to teach a

"Esteem of colleagues
Opportunity for publication
'Reduced teaching load

at a conference

Travel funds

Sense of achievement -
MacDonald (1978)

Kimball (1976)

Increased self-confidence
(1978)

Diaz (n.d.)
'%insai (1@7

Jabker and Halinski
Murphy (1977)

Friesen (1972), Abt
Jabker and Halinski

Salary increase Jabker

Promotion (at tegm level) «
Tenure. 3

Definition of role
. Jabker and Halinski

Committee membership Jabker and Halinski

Personal satisfaction with a
job well domne

Jabker and Halinski
MacDonald (1978)

Miller (1972),
Habker
Murphy

Jabker

Increased effectiveness as a
teacher

(1977),
and Halinski

preferred group
" Jabker
Jabker
_ Jabker
Jabker

and Halinski
and Halinski
and Halinski

Oppertunity to present .work and Halinski

Extensive recognition among ‘and Halinski

Jabker.
teachers for the work

az (n.d.), Jabker

Teaching assistant ;
. Hatinski (1977)

Increased opportunity to act ,
as a consultant

Letter of recognition from
your superior

Jablker and Hslinski
Jabker aﬁh Halinski

F o T

eltier (1
and Halinski
Oliver (1977)

" Jabker* and- Halinski

Diaz (n.d.), Kimball (1976),

Kimball (1976), MacDonald

and
(1977),

(1974),
(1977)

Diaz (n.d.), Friesen (1972),

(1977)
(1977),

Murphy (1977), Oliver (1977)

(1977),

(1977),
(1977)

(1977)
(1977)
(1977)
(1977)

(1977)
(197%)
and .
(1977)

(1977)

T " P ’
Table I: Incentives and their Sources. in Literature
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Questionnaire to Reduce

. the Numbkr of Incentives
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INCENTIVES FOR CURRICULUM TASKS QUESTFONNAIRE

 INSTRUCTIONS

This questionnaire is desiéned to help identify incentives
which encourage teachers to become involved in curriculum
tasks. It ié_comprised of two main séctions. The first
section is a personal data sheet which allows you to remain
anonymous while providing the researcher with information.
which will be helpful in the analysislbf data,: the second
describes curriculum tasks and asks you to indicate thgse

incentiyes which seem most appropriate to you £6r the task

P
described. f
SPECIFLCALLY YOU ﬁ TO :
1. Complete the personal data sheet.- .

2. Read the description of each task carefully and, then,
| choose ten of the-incentives you feel would mosf
encourage you to -attempt the tas&. |

‘Rank the ten incentives you have chosen for the task
according to their importance ﬁ; you. The number 1

-

_should indicate the incentive.you feel is the most

important for the task and number 10 should indicate -
‘the incentive you feel is least important.
4. ‘Repeat steps 3 and 3 for eaéﬁ‘taqk. ' - ‘



- (a)"male ; !

PERSONAL PROFILE

-

‘I teach mainly:

(a) elementary | (b) junior high
(c¢) senior high grades

' - : .
The number of -full time teachers in my schoo; is:

(a).1 to 5 (b) 6 to 10 )
(e) 11 to 20 (d) 21 to 30

(e) 31 to 40 ' - (£) 41 or more

I have been employed in schools:

(a) 1 year or less ~ +(b) 2 to 5 years

(c) 6 to 10 years (d) 11 to 14 years

(e) 15 years or more

The. total number of years education beyond high
school: fox which I am being paid is: i

(a) 2 years or less (b) 3 years
(e) 4 years" (d) 5 years )
(e) 5 + years .t . )
The school in which I teg&h serves a community of:
(a) less’than 5,00 ~ {®) 5,000 to 9,999

_ (c) 10,000 to 29 999 - {d) 30 QOO to 99 999

(e) 100 000 or more

I have péiticipated Jdn curriculum work:

(a) extensively : (b) little
(c) never o T

I am:
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TASK&l ORGANIZING A PROGRAM
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-

This task consigts of deciding what the total school program
should be doing for students, choosing components for the

total

llll'l \"I-I|"~ll}|1_l'l"lllll'l-lllfllillllHJlHl|~-

‘travel funds to visit other system

opportunity tjigevelop new skills and 1eadership

program consistent with those purposes, and organizing

. the components of .the total program

INCENTIVES
esteem of colleégges * .
igcreased self-confidence
committee membership. -

assignment of a classroom assistant
less responsibility (eg’-:bus duty, fewer teaching hours)
support, assistance and encourageme from superiors
support, assistance and encouragemezﬁﬁfﬁrm peexs

praise in private ,

extra salary for training and experience

authority over peers

knowledge that your suggestions are being considered
opportunity to improve existing curricula

recognition for effective work accomplished

feeling that your contribution and suggestions are helpful
increased adult contact in school hours release_ time
special privilege .
explicif role definition :
increased effectiveness as a teacher , ;.
opportunity for publication . LT

.
S
- SUE U

increased opportunity to act as a consuItant
letter: of recognition from your superior
recognition’ for the school in w which you work
feeling that your superior ha onfidence in you
opportunity to work as part of a team Ve Co N
getting along with your peers

provision of materials for use in your school
challenge of the task itself '

reimbursement for courses

good evaluation v LT e Ce
extra pay 4. - '

sertse of achievemggt

S

’

satisfaction f

affects work:

opportunity to’ pa;tlcipate in more areas of policy decision—

makinhg

opportuhity to aftend workshops and conferences

additional ‘training . .

job lsecurity C \
ity tq ﬁddzeesxteacher groups

more autpnomy ‘ -

m participating in decision-making that Q;;)

e L
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TASK 1: ORGANIZING A'PROGRAM‘(Continﬁed)

.~ inbervice education
assignment to committees to study problems-of sahool
promotion .
public recognition
- opportunity to work with new teachers
opportunity to visit other scliools and report on the visit
‘assignment as helper for staff needing assistance
,) knowledge that the status of the profession will be increas
opportunity to teach. a preferred group
getting along with your superiors

v
>
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s TASK 2: SELECTING A "READY ﬁADE" CURRICULDM .

"

. for use in a subject or subjects. It includes assegssing the .
aappropriateness of these curricpla for local use an

This task includes iocating and evaluating curriculggavdilable
they make'on teachers and existing school resources.

the demands

INCENTIVES. ,
increased self-confidence
knowledge that the status of the profession will be increased
. opportunity to visit other schools and report on the visit
public- recognition . ) . '
good evaluation '
travel funds to visit other systems
-"gdditional training
~ feeling that your contribution and suggestions are helpful
#promotion . ‘\
recognition for the school in which you work
support, assistance and encouragement from superiors
authority over peers
more autonomy ‘
opportunity to teach a preferred group
opportunity for publication ‘
assignment as helper for staff needing assistance
esteem of colleagues
increased opportunity to act as a consultant
opportunity to work with new teachers
committee membership
letter of recognition from your superior
extra salary for training and experience
assignment to committees to study probléms of school
inservice education
increased effectiveness as a teacher {
sense-*ef achievement N
support, assistance and encouragement from peers
feeling that your superior has confidence in you .
Epowledge that your suggestions are being considered
pportunity to participate in more areas-of policy
dgcision-making ~ ,
opportunity to work as part of a team .
special privilege
getting along with your supervisor :
'explicit role*definition . .
job security .
agsignment of a classroom assistant .
opportunity to attend workshops-and- conferences
release time - R o '
getting along with your peers :
less responsibility (eg - bus duty, fewer teaching hours
satisfaction from participating in decision-making that
affects work , . - ﬁ ' -

¢ -

\
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TASK 2: SELECTING A "READY MADE" CURRICULUM "('co'ntinued')

opportunity to improve existing curricula
recognition for effective work accomplished
increased adult contact in school hours _
provision of materials for use in your school :.
challenge of the task itself

opportunity to develop new skills and leadership
extra pay ,

reimbursement for courses

opportunity to address teacher groups

praise in private

)

T

. : ) : . .
\‘3". ’ : . ' : (—/ '
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TASK: 3: CREATING A CURRICULUM

Sometimes ''ready made" curricula are not appropriate for local
use or are unavailable in a subJect area. This task involves
developing a curriculum which is appropriate. Its components
include determining what a subject can do for a student;
choosing goals. for the subject; and identifying and sequencing
the ideas, skills or themes to be developed.

. L INCENTIVES _ -

satisfaction from participating in decision-making that
affects work

recognition for'effective qprk accomplished

praise in private

‘agsignment to committees to study problems of school

explicit role definition

committee membership

opportunity to address teacher groups

knowledge that the status of the profession will be increased

Less responsibility (eg - bus duty, fewer teaching hours)
reimbursement for courses

public recognition

esteem of colleagues

opportunity to develop new skil s and 1eadersh1p

assignment as helper for staff pkeding assistance

feeling that your contribution and suggestions are helpful

feeling that your superior has confidence in you

og?/itunlty to visit other schools and report on the visit
thority over peers

additional training

promotion

extra salary for training and experience

inservice education

opportunity tb work with new teachers e

support, assistance and encouragement. from superiors
job security

increased self-confidence ®

travel funds to visif)other systems - )
opportunity for publication =

more autonomy .
assignment of a clagfsroom assistant

opportunity to attgnd workshops and conferences
special privilege
increased opportynity to act as a consultant
releagse time
lette¥ of recognition from your superior
support, assistance and encouragement from peers
recognition for the school in which you work
opportunity .to. improve existing curricula-

LY

-
-
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TASK 3: CREATING A CURRICULUM (continuéd) - )

HllHl"l‘ll-l 1l

knowledge that your suggestions are being con91dered
getting along with your superior .

opportunity to participate in more areas of policy
decision-making

increased adult contact in school hours

getting along with your peers

extra pay .

sense of achlevement

increased effectiveness as a teacher

challenge of the task itself

opportunity to teach a preferred group

good evaluation

provision of materials for use in your school
opportunity to work as part of a team
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TASK 4: TRANSLATING A CURRICULUM INTO INSTRUCTION

curriculum .and using them as a basis for the development
of materials, the organization of units of studies, and
the planning of learning experiences for thigestudents. |
(Please note that this does not include the actual claséroom
instruction process.)

-

INCENTIVES ‘

Y

assignment of a classroom assistant : '
praise in private :

opportunity to improve existing curricila

release time )

opportunity to teach a preferred group

letter of recognition from your superior

getting along with your peers _

good evaluation .

opportunity to participate in more areas of policy
decision-making -

opportunity to address teacher groups

promotion - .

assignment as helper for staff needing assistance
committee membership

support, assistance and encouragement from peers
knowledge that your suggestions are being considered
increased adult contact in school hours

increased effectiveness as a teacher sox
increased opportunity to act as a consultant /
opportunity to work as part of a team

challenge of the task itself

sense of achievement

additional . training

inservice education

opportunity to work with new teachers .~

esteem of colledgues '

less responsibility (eg - bus duty, fewer teaching hours)
extra- salary for training and experience .

recognition for-effective work accomplished

special privilege T '

opportunity for publication

recognition for the school in which you work

provision for materials for use in your school

extra pay .. .

opportunity’ to attend workshops and conferences
assigoment to committees to study problems of school
‘opportunity to visit other schedls and report on the visit
increased gself-confidence ‘ : i
knowledge that the status of the profession will be
increased = C : '

I . L v
)
¢ L)
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TASK 4 TRANSLAgiNG A bURRIdULUM INTO INSTRUCTION (continued).

public recognition. ',n;i_i, *~/4V
explicit’ role definition

authority over peers .
support, assistance and encouragement from superidrs
travel funds‘to visit other systems

feeling that your superior has confidence in yOu
gettihg along with your suparvisor .

-reimbursement for courses

opportunity to develop new skills and leadexrship
satisfaction from participating in decision-making
that affects work )
job security
more autonomy,

feeling that your contribution and suéé::EIbns are helpful

-
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TASK 5: ADAPTING A CURRICULUM
L)

-Thip task consists of changing an existing curr{culum to j
. the needs 6f a particular group of students without ° : ;
charjging the intent of the original curriculum-writers.

The/ types of decisions related to this task include the

sgressing of certain goals, changes in the sequence of

- haterials, and designing alternate - teaching materials and

methods.

- INCENTIVES

public recognition ‘

opportunity to address teacher groups . o>
satisfaction from participating in decision-making that
affects work’ . o

reimbursement for courses T e
opp8rtunity to work as part of a team '

travel funds to visit other systems .

special privilege '

opportunity to improve existing curricula

support, assistance‘and encouragement from peers ’
increased self-confidence ,
less responsibility (eg - bus duty, fewer teaching hours)
authority over peers o .

increased adult contact in school hours

opportunity to teach a preferred group ;
opportunity to work with new teachers :
esteem of colleagues ..

support, assistance and encouragement from superiors

knowledge that your suggestions are being considered

release time : ' _

opportunity for publication o

feeling that your superior has confidence in you

challenge of the task itself ]

opportunity to develop -new skills and leadership

job security

I TR ITH T

promotion ) .
knowledge that the status of the professionm will be
increased - -

assignment to committees to study problems of school
opportunity to visit other schools and report on the visit
assignment as helper for staff needing assistance
inservice education ] . _ \
increased oppprtunity to actas a consultant

more autonomy '

letter of recpgnition from your superior

additional training Y
recognition for the school im which you work
opportunity to attend workshd®s and conference
getting along with your supervisor .
opportunity to participate in more areas of bolicy
decision-making .

3
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5: ADAPTING A CURRICULUM (continued) ' ~

HHHI.L.!"I-I ]

getting along with your peers

sense of achievement

provision of materials for use in your school
extra pay

good evaluation o

committee membership

increased effectiveness as a teacher
assignment of a classroom assistant

explicit role definition

praise in private

87

feeling that your contry butlon and suggestions are helpful

extra salary for“training and experience
recognition for effectlve work accomplished



TASK 6: WINNING SUPPORT FOR A NEW CURRICULUM ' -

TR LT TN

88

+,For a curriculum to be successfully utilized, it must be

accepted by various groups of people. This task involves -,
the identification of groups from whom support will be >
needed, ‘anticipating their reactions, and developing strategies
to win their support. g

-

INCENTIVES -

support, assistance and encouragement fronrggberiors
opportunity to improve existing curricula
explicit role definition

letter of recognition fyom your superior
provision of materials for use in your school
opportunity to develop new skills and leadership
‘opportunity to address teacher .groups
opportunity to work with new teachers

committee membership

authority over,peers

speclal privilege '

recognition for the school in which you work

reimbursement for courses - ~

opportunity to attend workshops ®hd conferences
promotion ' . .

increased self-confidence . : .

knowledge that your suggestions are being considered
opportunity  to .teach a preferred group

getting along with your supervisor .

satisfaction from participating in decision-making
that affects work L .

assignment to committees to study problems of -school
assignment of a classroom assistant

feeling that your contribution -ard suggestions are helpful
increased opportunity to act as a cénsultant

exttra pay

inservice education :

less responsibility (eg - bus duty, fewer teaching hours)
release time ’ . ‘
getting along with your peers 4

job security .

ésteem of colleagues

incgeased effectiveness as a teacher

good evaluation - .

assignment as helper for staff needing assistance
increased adult contact in school hours

sense of achievement

knowledge that the status of the profession will be
increased

travel funds to visit other systems

more autonomy

e et et
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TASK 6: WINNING SUPPORT FOR A NEW CURRICULUM {continued)

recognition for effectlve;work accdﬁﬁi&shed
additional training '

opportunity for publlcatlon-

opportunity to visit other schoolg and report on the visit
challenge ‘of the task itself

feeling that your superior has tonfidence, in you
support, assistance and encouragemént from peers
opportunity to work as part of a team

public recognition

praise in private

opportunity to participate in more areas of pollcy
decision-making

extra salary for training and experience

’ HIIII.IIHH
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TASK 7: EVALUATING CURRICULUM DECISION-MAKING

90

-

This task involves assessing the effectiveness of the
curriculum decision-making process A% well as the effective-
ness of the curriculum. It involves judgements about the
manner in which time, money, and other resources were
utilized. Other deécisions include how effectively teachers
have utilized the curriculum, and its effects with students.

INCENTIVES

knowledge that the status of the profession will be
increased )
assignment as helper for staff needing assistance
opportunity to visit other schools and report on the visit
opportunity to work with neéw teachers

public recognition ’

promoti ﬂt \

assignm to committees to study problems of schodl A
inservice education ‘

more autonomy’ ‘ .
opportunity to address teacher groups

job security

additional training ‘ .

opportunity to attend conferences and- workshops
opportunity to participate in more areas of policy
decision-making . . ‘
satisfaction from participating in decision-making “

that affects work : :
opportunity to develop new skills and leadership

sense of achievement

extra pay

good evaluation
reimbursement for courses
challenge of the task itself
provision of materials for use in your school
getting along with your peers ’
getting along with your supervisor
opportunity to work as part of a team
feeling that you:/superior has confidence
recognition for t school in which you wokk
letter of recognitiony from your superior
increased opportunity ‘o act as a consult
travel funds to visit other systems -
oppertunity for publication
opportunity to teach a preferred group
increased effectiveness as a teacher
explicit role definition :
special privilege

release time

increased adult contact in school houTs

h

T T

-~
»

R
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TASK 7: EVALUATING CURRICULUM DECISION-MAKING_(continued)

feeling that your contribution and suggestions are helpful
recognition for effective work accomplished

Il

knowledge that your -suggestions are being considered
authority over peers

extra\qgiary for training and experience

praise In private - ®

support, assistance and encouragement frqpu peers
support, assistance and encouragement frgg'superiors
less responsibility (eg - bus duty, fewer teaching hours)
assignment of a classroom assistant '
committee membership . .

increased self-confidence .

esteem of colleagues

-

I

<

opportunity to improve existing curricula 4

it et e ek e LR e e e A -
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Matrices Showing Frequency of Rank Across

Seven Curriculum Tasks
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APPENDIX 4

A
Instrument,for the;Ildentification

of Incentives for Curriculum Tasks

(ITICT) -
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INSTRUCTIONS

This questionnaire is composed of eight sections which
require responses. The first is a personal data sheet.
The remaining sections each describe a curriculum task.
Please read each task description carefully, then rank
‘the list of incentives below the task from 1 to 10.

'The incentive you rank as "1" should be the one you feel
would most encourage you to attémpt the task and "10"

should be the least significant to you.

K‘ .



10;\)

Name :

Ly
T4

» School:

PERSONAL PROFILE -

I teach mainly:

(a) elementary grades (b) junior high grades
(c) senior high grades

The number of full time teachers in my school is:

(a) 1 to 5 (b)»6 to 10

(c) 11 to 20 (d) 21 to 30

(e) 31 to 40 (f) 41 or more

I have been employed in schools: i

(a) 1 year or less (b) 2 to 5 years
(¢) 6 to 10 years (d) 11 ‘to 14 years

{(e) 15 years or more

The total number of years of education beyond high
school for which I am being paid is:

(a) 2 years or less (b) 3 years
(c) &4 years (d) 5 years
(e) more than 5 years

-

The school .in which I teach serves a community of:

{a) less than 5,000 (b) 5,000 to 9,999
(e) 10,000 to 29,999 (d) 30,000 to 99,999
(e) 100,000 or more

I have participated/in curriculum work:

(a) extensively '(b) little
(c) never

I am:
(a) male -~ } (b) fémale
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TASK i: ORGANIZING A PROGRAM -

-

This task consists of deciding what the total school program
- should be doing for students, choosing components for the -

. , = ) . .
total-program consistent with those purposes, and organizing

the components of the total program.

INCENTIVES
epportunity to improve existing curricula
increased effectiveness as a teacher

feeling that your coﬁtributions and suggestions are
'helpful | |
satisfaction from paftiaﬁbating in decision—makigg
that affects work ’
opportunity to develoﬁ new skills and leadership
provision of materials for use in your school
sense of achievement
challe:fe of the task itself
increased self-confidence

,—>

knowledge tﬁZ?‘your suggestions are being considered , .
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TASK 2: SELECTING A "READY MADE" CURRICULUM ,

z -

This task includes locating and evaluating curricula avail-
able for use in a.subject or subjects. It includes assessin
the appropriateness of these curricula for local use and the

demands they make on teachers and existing school'resources.f?
INCENTIVES
satisfaction from participating in &ecision—making
that affects work
L"”)it‘mreased self-confidence
‘ challenge of the task itself
inéreased effectiveness as a teachék
knowledge that .your suggestions are being considered
provision of materials for use in your school
oppgrtunity to improve existing curricula - '
sense of achievement
feeliﬁé‘that your contributions and suggestions are

helpful

opportunity to develop new skills and leadership

;
-
Py
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TASK 3: CREATING<A CURRICULUM

Sometimes "ready made" eurricula are not appropriate for
local use or are unavailable in a subject area. This task
involves developing ;'curriculum which is appr@priate. 1Its
components include determining what a subjeéthcan do for a
student; choosing 'goals for™the subject; and, identifying

and sequencing the ideas, ‘skills or themes tb be developed.

- ~

INCENTIVES
feeling that your contributions and suggestions are
helpfull
opportunity to improve existing curricula
-~ opportﬁnity to dévelop new skills and leadership
knowledge that your suggestions are being' considered
increased self-confidence ‘ '
__ increased effectiveness as a teacher
///r‘~ challenge of the task itself ’ \
sense of achievement
provision of materials for use in your. school
satisfaction from participating in decision-making

that affects work
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TAMNSLATING A CURRICULUM INTO INSTRUCTION

' This task/involves clearly identifying the goals of the
curricufum ;nd using them as a basis for the development
of materials, the organization of units of study, and the
plannlng of learning experiences for the students. (Please
note this does not include the actual classroom lnstructlon

process.)

INCENTIVES
provision of materials for use in your school
challenge of the task itself

feeling that your contributions and suggestions are
helpful '

sense of achievement . . \\\\

)

opportunity to ‘improve existing curricula-

increased self-confidence

satisfaétion from'participating in decision-making
that aff;cts ﬁork

increased effectiveness as a teacher

opportunity to develop ﬁew skills and leaderéhip

-

knowledge that your suggestions are be{Eg considered
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TASK 5: ADAPTING A CURRICULUM

This task consists of changing an ex{sting curriculum to

meet the needs of a partlcular group of students without
changlng the intent of the original curriculum writers.

The types of decisions related to this task include the
stressing of'certain goals, changes in sequégpé/of materials,’

and designing alternative teaching materials and methods.

INCENTIVES
r

opportunigz,&% develop new skills and leadership
sense of achievement -
‘ increased effectiveness as a teacher ' *
-opportunity to improve existing curricula
feeling that ﬁour contributions and suggestions are
helpful
_ - satisfaction from participating in decisien-making
that affects work
increased self—coﬁ%idence
{Kprov1s1on of materials for use in your school
' knowledge that your suggestions are being considered

challenge of the task itself



TASK 6: WINNING SUPPORT FOR A NEW CURRICULUM

For a cuxriculum to be successfully utilized, it must be
acceptéd*by various gfoups of people. This task involves
the identification of groups from whom support will be

needed, anticipating théir’reactiqns, and developing
strategies to win their support.

T INCENTIVES

increased effectiveness as a teacher

opportunity to develop new skills and 1eadership
challenge*of the task?itself

satisfaction from participating in decision—ﬁak%ng
Jthat affects work

increased self-confidence

provision of materials forvuse in your school-
knowledge that your suggestions are being considered
opportunity to improve existing curricula

feeling that your contributions and suggestions are
helpful

sense of achievement

111
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TASK 7: EVALUATING CURRICULUM DECISION-MAKING
. B 4

This task involves asseésing the effectiveness of the curri- o
culum decision-making .process as well as the effectiveness

of the curriculum. It involves judgements about the mannér

in which time, money and other resources were utilized.

Othef decisions include how effectively teachers have utilized

the curriculum, and its effects with students.

INCENTIVES

sense of achievement -

knowledge' that your suggestions are heing. considered

provision of materials for use in ybur school H

increased effectiveness as a teacher

opportunity to-develop‘new skills and leadership

feeling that your contributions and suggestions are

helpful

increased self-confidence

challenge of the task itself

satisfaction from ﬁ%rticipating in decision-making
o

that affects work

opportunity to improve existing curriciula
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APPENDIX 5

I

Frequency Tables for Test and Retest
N _ s
“with IIICT Showing Rank vs Incéntives
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