Effects of Principal’s Pay and Pay SatisfactionStwdent Achievement at the
Elementary School Level*

l. Phillip Young
University of California-Davis
550 E. Shaw, %L Floor #155
Fresno, California 93710-7702
Telephone: 599 241 7602
Fax: 559 241 7610
Email: ipyoung@ucdavis.edu

Abstract

A random sample of male elementary school prinsipals drawn from a pacific
coast state (California), and multiple data soureere used (survey methodology and
archival database) to obtain information about paggctions to pay, and student
achievement. Pay is examined for these buildinglladministrators as part of the
employer-employee change relationship focusingabnah pay levels, affective reactions
to pay (pay satisfaction), and student achieventeotigh a structural equation modeling
approach. Results indicate that when consideratiafforded to actual pay verses
affective reactions to pay relative to student @zdiment, only the former source is
controlling
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Principals.



Executive Summary for Evaluation Criteria
Purpose of the Study. The purposes of this study are to investigaterd¢tationships
among actual pay, pay satisfaction, and studenéaeiment for male elementary school
principals in the state of California. To do duee hypotheses are submitted to
empirical test, and each addresses a significaggtoun warranting investigation.

Hypothesis 1. It is hypothesized that when variables associated with pay are
considered (i.e. occupation, organization, focal position, personal attributes, and human
capital endowments), an inferred variable will emerge relative to the market value of
elementary school principals (test of a measurement model).

Hypothesis 2. It is hypothesized that when facets of pay (pay level, benefits, pay
structure, and pay raisem)e assessed for elementary school principals an inferred
variable of pay satisfaction will emerge (test of a measurement model).

Hypothesis 3. It is hypothesized a significant amount of variance in student
achievement can be accounted for by actual pay, by market value of employees, and by
affective reactions of employees to pay (test of a structural model).

Theoretical Framework. This study commingles theoretical frameworkshtfotrm the
economic literature addressing pay as an outcomabla with special emphasis for
factors influencing pay (occupation, organizatidosal position, personal attributes, and
human capital endowments) and from the psycholbtiiesature addressing pay as an
affective reaction defined from a facet perspecfpay level, benefits, pay structure, and
pay raises). Most important, both theoretical feararks are assessed relative to student
achievement and are juxtaposed on the public s&dsithg.

Methods. Multi-methods (survey techniques and archrivaadaurces) are used in this
study to obtain information about actual pay ang gstisfaction relative to student
achievement as measured by the “API” for a randampde of elementary school
principals. A structural modeling equation is ugatthe first time in this body of
literature to assess simultaneously all three hgsds as set forth for male elementary
school principals relative to pay, to pay satistactand to student achievement using
actual data obtained from principals and reportedtate databases.

Results. Empirical data are provided for each hypothesis, each hypothesis is linked
to appropriate literature reviewed. Special attenis afforded to the voids noted in this
body of literature relative to pay, to pay satisifac, and to student achievement.
Specific attention is given to the population,hie sample size, and to statistical methods
relative to the questions addressed via a strdatgreation modeling approach.
Conclusions. A structural model reflecting outcomes of thisdy is presented relative
to the interrelationships among variables as sigeciiy the hypotheses (Figurel).
Statistics for important paths in this model inuntypay, reactions to pay, and student
achievement are provided and are discussed fraatistigal perspective as well as from
a practical perspective.

Significance. Within this study, pay for principals is justifidrom a policy perspective
relative to student achievement for a first timéhis body of literature. Quandaries
associated with pay and with student achievementligcussed relative to recruitment
and to selection of principals in the field settiri§ased on this study, other research is
suggested and certain limitations are noted. htlesion, this study indicates pay for
male elementary school principals as an importanatle for investigation for school
boards, employees, and students in the public $sletiing, especially California.



Effects of Principal’'s Pay and Pay Satisfactionf@tudent Achievement at the
Elementary School Level*

A continuing interest of all public school distads student achievement
(Sergiovanni, 2006). With the passage of the NibdQleft Behind Act (2001), with the
adoption of competency based tests at the stagé Evd with the improvements of state
maintained databases, information about studen¢asment is readily available to all
interested parties. Indeed, indices for studehieaement are easily accessible on the
Internet, are published in the popular press, aadeken-down often for districts at
large as well as for each school building nestetlimia school district (e.g., Cupertino
Unified School District, n.d.).

Based on these outcome measures of student acteavas revealed by
standardized test results, school districts/schatlings seek either to maintain or to
enhance the level of achievement for students.bbBtir goals, research is needed from
several perspectives. That is, new informationasranted about how students learn
(e.g., Shapiro, 2004), about how teachers teacl.ékén, 2007), and about how
management manages (e.g., Cunningham & Cordeif)20

Among these different research needs pertainirgltancing knowledge about
student achievement within the public school sgftihis manuscript focuses on the
management process as defined by a particular hoesanrce activity practiced by all
public school districts, i.e. employee pay (Webbl&rton, 2003; Young, 2008).
Employee pay, within the public school settinglétsermined from a policy perspective
by boards of education because school districtsdawmet profit motive used by private

industry as a criterion for establishing employag.p



However, like the private sector for profit orgeations, employee pay in the
public sector has policy implications for schodtdcts (e.g., Owings & Kaplan, 2006;
Web & Norton, 2003), has individual implications fmployees (e.g., Young, 2007;
Young & Brown , 1997; Young, Delli, Miller-Smith, 8uster 2004,), and has been
linked to a desired organizational outcome, i.edsht achievement (e.g., Currall,
Towler, Judge, & Kohn, 2005). Given the important@ay as a human resource
activity in the private sector (Gerhart & Milkovich992; Heneman & Judge 2005; Rice,
Phillips, & McFarlin, 1990) as well as in the pubsiector (Webb & Norton, 2003;
Young, 2008), pay is addressed in this study batim fan effective (amount of)
espective and from an affective (satisfaction wjte)spective as related to student
achievement in the public school setting. Morecd#fmally, this study focuses on pay for
only building level elementary school principaltatere to student achievement but does
so for specific reasons as noted within existirsagch addressing this human resource
activity from a policy perspective (discussed bélow

Pay in General

Research addressing pay in general has appro#fubdtiman resource activity
from different points of view in the professiongétature: (1) effective as an outcome
variable and (2) affective as a psychological amtst For both perspectives, separate
bodies of literature provide important methodoladimonstraints/considerations that
should be heeded relative to the purpose of thidyst As such, this manuscript follows
these leads as suggested by each area in a pmateter.

Effective Pay as an Outcome Variable



Within the private sector literature, pay outcoraes defined by actual salaries
received by employees, and actual salaries aretespt be a function of several factors.
Included among these factors are occupations, g@ons, focal positions, personal
attributes, and human capital endowments. For pigiiuffman (2004) indicates some
occupations pay more than other occupations innmf@atufacturing occupations pay more
than service occupations.

With respect to organizations, private sector pizgtions pay more than public
sector organizations (Kmec, 2005). For focal pasg within occupations and within
organizations, Schwab, Rynes, and Aldaq (1987) oteédle managers earn more than
entry level managers” (p. 131). Even for the sémeal position, some employees are
paid more than other employees relative to a patsaitribute relating to sex (Morgan &
Arthur, 2005) as illustrated in the popular pressan annual basis Barade (for the
latest edition, seParade, 2007).

Wang and Holton (2005) point out still additiofi@ttors impacting actual pay for
“equal work” as defined by the Equal Pay Act (n.dlhese factors are human capital
endowments possessed by specific position holderpartinent to this study are the
following human capital variables: education andezience. “Likewise, even when job
and organization are held constant, some positdhelns possess certain attributes with
more market value than other position holders, @eperienced persons tend to be paid
more than inexperienced persons” (Young & Browr@6, 9. 143) and the same could be
said for education possessed by job incumbents.

Given these factors impacting actual pay, thigytontrols for each factor in a

systematic way. It does so either through the siagflamework or by statistical



techniques. For the sampling frame used in thidystoccupation is controlled by
focusing on only education as an occupation (Huffrd@04), organization is controlled
by focusing only on public school districts (Km&605), focal position is controlled by
focusing only on elementary school principals (Sabwt al., 1987), and sex of
employees is controlled by sampling only males (@4or & Pounder, 1988; Stone, 1985;
Young, 2005).

Statistical techniques are used in this studyotdrol for human capital
endowments of employees found to impact pay amaitp among elementary school
principals (Author, 1996, 1997; Wang & Holton, 200Specifically addressed are
educational attainment of elementary school prisiand their job experience within an
assigned school building. By coupling human cégeitalowments with occupational and
organizational concerns, a hypothesis is set fortlempirical test.

Hypothesis 1. It is hypothesized that when variables associated with pay are

considered (i.e. occupation, organization, focal position, personal
attributes, and human capital endowments), an inferred variable will
emerge relative to the market value of el ementary school principals (test
of a measurement model).

Affective Reactions to Pay

Pay has however, not only economic implicationsefoployers and for
employees when defined as an outcome variablevmgpbctual pay amounts, but
psychological ramifications for individuals as jmlzumbents when assessed from an
affective perspective (Heneman & Judge 2006). Faomaffective perspective, pay has
been used as a proxy to gauge the organizatioha wé positions as well as of

employees from a relative worth perspective (Autid97, 2008). Indeed,

superintendents are paid more than principals, $otiool principals are paid more than



elementary school principals, and some principatlsiweach level are paid more than
other principals (Webb & Norton, 2003).

Affective reactions to pay within the general intliagd/organizational literature
have been linked positively to organizational cotnmeint and negatively to turnover
propensity in a variety of settings (for a reviexe urrall et al. 2005; Heneman &
Judge, 2006). The affective reactions of employdeait their pay are captured under
the general construct of pay satisfaction. Howewelike other long standing human
resource activities receiving attention in the pssional literature (e.g., recruitment and
selection), “it has been only in the past 3 decaidesnstance, that pay satisfaction has
become an intensive area of inquiry” (Currall et2805, p. 614) for industrial and
organizational psychologists.

Within this body of literature addressing the affifee reactions of employees
toward their pay, pay satisfaction is purportestdoy according to different facets
associated with the pay process. These facetsdagay level, benefits, pay structure,
and pay raises (Heneman & Schwab, 1985). Thataissatisfaction can vary for each
facet along a single continuum ranging from dis$atition to satisfaction.

Recent research has broached these alternate gterep@f pay satisfaction
within the public school setting through structuggliation modeling (SEM) techniques
assessing the utility of different measurement rfeodative to facets of pay satisfaction
(Currall et al., 2005). This research offers emplrsupport for the notion of pay
satisfaction as defined from a facet perspectifleattng those components suggested
initially by Heneman and Schwab (1985) involviny pevel, benefits, pay structure, and

pay raises and as captured subsequently by amadfeariable (SEM) with a population



of teachers (Currall et al., 2005). Because mostipals have been teachers and
because principals as well as teachers work isdh®e job setting (school building
level), another hypothesis is formulated and subgeto empirical test.

Hypothesis 2. It is hypothesized that when facets of pay (pay level, benefits, pay
structure, and pay raisem)e assessed for elementary school principals an inferred
variable of pay satisfaction will emerge (test of a measurement model).

Pay and Student Achievement

Actual pay and pay satisfaction are found to refatine academic performance
of students for a selected group of employees ltgrag within a particular state having a
common funding formula for public school distri¢@urrall et al., 2005). Given the
outcomes of Currall et al.’s research, additiontrdion is warranted in this important
area relative to actual pay, market value of emgrsy and to satisfaction with pay of
other employee groups within the public schooliisgtivho are responsible also for
student achievement, i.e. building level principaBuilding level principals, like
classroom teachers, are responsible for the aahienteof students under their watch
(Cunningham & Cordeiro, 2006; Sergiovanni, 2006)Have yet to be addressed in this
body of literature concerning pay amounts and padigfaction. Findings from such
research could have important implications for pusthool districts and for individual
position holders in the field setting both fromdigy and from an applied perspective.

To provide information about school building pripais relative to
effective/actual pay, to market value, to affectigactions (satisfaction) toward their pay,
and to student achievement is the focus of thidysti'his focus is addressed by using a

structural equation modeling approach. Factorpqed to influence actual pay of



principals are controlled either through sampliegign holding constant occupation
(Huffman, 2004), organization (Kmec, 2005), focaspion (Schwab et al, 1987), and a
personal attribute pertaining to sex (Morgan & ArtH2005) or through statistical
techniques controlling for specific human capitatle@vments (Wang & Holton, 2005)
relating to education and to experience (Pound®881Stone, 1985; Young, 1997;
Young & Brown, 1996). Information about the redaiships among these variables on
student achievement has, however, been unaddriEssgldmentary school principals.

To address the above advancements as set foréimainical study is conducted.
Within this study, factors purported to influendgeetive/actual pay as an outcome
variable are controlled, affective reactions towaag are addressed from a facet
perspective, and a measure of student achievesiebtained via standardized test
developed by and administered by a particular $tatall students enrolled in public
elementary school buildings. These relationshipsaplored from a structural equation
modeling approach as a first in this research striea elementary school building
principals, and a specific hypothesis is set féothempirical test.

Hypothesis 3. It is hypothesized a significant amount of variance in student
achievement can be accounted for by actual pay, by market value of employees, and by
affective reactions of employees to pay (test of a structural model).

Methodology

Population. The population for this study is all male elenaentschool principals
(n=1,774) employed in a pacific coast state, iaif@nia. This population is so defined
for several reasons in light of existing researetigining to pay. First, it has been noted

the importance of occupations (Huffman, 2004), rgfamizations (Kmec, 2005), and of



focal positions (Schwab et al., 1987) for assesgaygamounts, and all these factors are
addressed by considering a certain occupationi¢sefgducation] as opposed to
manufacturing), a specific organization (public@aldistricts), and a unique focal
position (elementary school principals).

Second, existing research, in the educationahgetBounder, 1988; Stone,
1986), reports that pay amounts for principalsaafenction of their sex group. Within
these studies, females were reported to have arpaynt less than males. Based on
these findings, sex of elementary school principalgeld constant in the definition of the
population by focusing only on male elementary stipoincipals.

Sample. From this population of male elementary schaoigypals (n=1,774), a
total of 240 were selected using a random samplingess and were requested to take
part in this study. This number of participantswiatermined on the basis of several
priori considerations. Among these considerations atesttal requirements for the
method used in this study (SEM) and expected @testurn for requested information
sought from elementary school principals.

According to Thompson (2002), “it has been suggkttat the ratio of number of
people to number of measured or observed varigblesshould be at least 10:1” (p.
272) from a SEM approach, and this study assessealaf 12 variables, i.e. 120
responses are needed at minimum. In additionttmboumbers needed by an SEM
procedure, a review of existing studies indicaltes only approximately 50% of those
sampled and of those requested to participatasrstudy will likely take part (Newton,
Giesen, Freeman, Bishop, & Zeitoun, 2003). Basethis information, these restraints

suggest an over sampling within the population)(2:1
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To accommodate both concerns (minimum number asubrese rate), 240
participants were sampled at random and were régpiés take part in this study.
Imposed on the sampling frame is a specific deéimifThat is, only a single principal
was selected from any school district because sth@ve suggested that pay is a district
prerogative (Currall, et al. 2005; Schwab, et 8B72; Webb & Norton, 2003) and have
implied that district decisions about pay must betmlled when assessing actual pay of
elementary school principals. Thus, this study@athonly a single elementary school
principal from a school district to control for pdgcisions/practices unique to a
particular employer (school board).

Of those elementary school principals sampledradam and requested to
participate (n=240), 145 complied to reflect a tesge rate of 60%. This number of
respondents exceeds minimum constraints suggegtéddmpson (2002) for a SEM
analysis (n=120) as well as anticipated ratestofmamplied by existing research (50%)
using a similar research protocol (Newton, et20)Q3). Descriptive data and
correlations among observed/measured variablegsstell in this study are found in

Table 1.

Insert Table 1 about here

Data Sources
To obtain the data as found in Table 1, this statigd both on multiple data
sources and on multiple data collection techniguefrmation about actual pay

amounts, about human capital characteristics afipnsholders (education and principal
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experience), and about facets of satisfaction &ssacwith pay (pay levels, benefits, pay
structure, and pay raises) were assessed thronggysnethodology. For information
pertaining to organizational characteristics (pgvipexpenditures and building level
enrollments) and to student achievement (standagidizst scores), archival information
was obtained from a database maintained by thettdgstate in this investigation
(California Department of Education, n.d.).

Survey Data. As part of the data collection process, prinsigampleted a
general survey and an established pay satisfactsborument (to be described). To
obtain this information, all participants receivadUS Mail an information packet, and
this packet was mailed to them at their work s{@@ntained within this information
packet are a letter of introduction, a general eyimastrument, a scale for assessing
facets of pay satisfaction, and a pre-addresseapstd envelope for return of information
along with a pre-addressed post card for requefedpack from this study.

Within the letter of introduction, the basic purpa¥ this study is described,
participation is encouraged, and confidentialitassured as a condition of their
involvement. As noted in the introductory lettan, opportunity for feedback of results is
provided through the return of a post paid cardiestjing feedback (included in the
information packet). Accompanying this letter veageneral survey instrument designed
to assess self reports of biographical informatexperiential data pertaining to human
capital variables, information about amount of paywell as about the contractual work
year, and a standardized measure addressing tdqey satisfaction.

Because elementary school principals sampled snstiidy worked different

work years, consideration was afforded to a pendie rather than an annual rate of
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pay. This was accomplished by dividing an annoatmct salary by the number of work
days. Descriptive data as well as correlationgp@rdiem rates are found in Table 1.

To capture the pay satisfaction of elementary skchioocipals, a subscale of the
Minnesota Satisfaction Questionnaire (MSQ) was (¥¢eiss, Dawis, England, &
Lofquist, 1967). This subscale of the MSQ is pérthe total instrument reflecting other
dimensions of satisfaction (i.e., work, co-workexgpervision, job in general), and the
particular subscale, as used in this study, pertgpecifically to the affective reactions of
employees about their pay as measured by theiepgoo of pay satisfaction from a
facet perspective: pay levels, benefits, pay stinegtand pay raises (see Table 1).

Most importantly, this is the same subscale use@uayall et al. (2005) with
teachers as noted previously in this manuscrift,this study follows their lead. That is,
pay satisfaction, as measured by the MSQ, is disgated according to the dimensions
of pay satisfaction suggested by Heneman and Scli@&6). Specific satisfaction
measures are provided for pay levels, benefits spagture, and pay raises.

For every item as nested within each facet of @aigfaction just described, a
common metric exists. This metric relies on fineldor points ranging from very
dissatisfied (1) to very satisfied (5) with higlseores reflecting a greater level of pay
satisfaction than lower scores. Composite satisiascores associated with pay levels,
benefits, pay structure, and pay raises are askemse reliability coefficients were
calculated for each facet (.89 for pay level, &2denefits, .87 for pay structure, and .86
for pay raises).

Archival Data. In addition to survey data collected from praiciy elementary

school principals, additional information was gledrirom a state database maintained
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by the target state (California Department of Edocan.d.). This latter source of data
pertains to organizational characteristics purgbtteinfluence pay and to influence
student achievement levels. Organizational cherstics assessed pertain to elementary
school size reflecting information about the woskignment (Stone, 1985; Young, 1997)
and to district wealth as measured by per-pupikedgures (Young, 1996, 1997; Young
& Brown, 1996; Young et al., 2004).

Size of an elementary school building was measacedrding to student
enrollments. Student enroliments were measurea/byage daily attendance for each
building assignment. Wealth of a school distredating to ability to pay was measured
by a per-pupil expenditure on a district-wide basis

Student achievement associated with specific eléamgschool buildings under
the direction of participating elementary schoahgipals is defined by a composite
achievement score as measured by the “AcademiorRehce Index (API).” This
composite achievement score for elementary schiodeésts is used to construct a report
card for school buildings, is part of the databaséntained by the targeted state defining
the population of this study, and is readily auvaga(California Department of Education,
n.d.). The API is the bedrock of the competencseblastudent assessment program
within this state and serves as the yardstick ésfggmance measurement within and
between school districts/school buildings.

The API was developed by the state departmentwfatwn and is administrated
by the state department of education on a grouis.b@s a regulatory requirement for all
public school districts via state mandates, the i8R#ss susceptible to sampling biases

associated with many achievement measures (e.d.,ah@ SAT) because exemptions of
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students are extremely limited and because s&é€seh is not an option (Currall et al.,
2005). Within this targeted state almost all shudeake the APl even in spite of English
language deficiencies.

Scores on the API for an elementary school buil@direga composite measure and
can range from a low of 200 to a high of 1000 vater scores reflecting less academic
achievement levels for an elementary school bugldivan higher scores. Included in the
calculation of composite scores are outcomes ocifsgpsubtests having differential
weightings for academic areas. Descriptive stesigor the composite academic scores
of the elementary school buildings included in gtisdy are found in Table 1.

Statistical Analysis

This study uses a structural equation modeling (b&dproach involving the
assessment of two measurement models (hypotheses2) and of a single structural
model (hypothesis 3). Initial emphasis within gtatistical process was devoted to
measurement models. As indicated by Thompson (2002t confirm that the specific
measurement models all fit their respective daegsd, then and only then, explore the
structural relationships among the latent-syntheitables” (p.273).

To assess the adequacy of measurement modelsfirmatary factor analysis is
used. This procedure differs from an exploratactdr analysis in an important way.
That is, the relationship between observed varsablal an inferred variable (factor) are
designated by the investigator in a confirmatoctdaanalysis rather than selected by a
statistical algorithm in an exploratory factor ayss.

The first measurement model involves an assessoh@nganizational

characteristics (per pupil expenditures and eleargrsgchool building enroliments) and

15



of human capital endowments of position holdersi¢ation and years of experience as a
principal in the assigned building) for defining iaferred variable defined as market
value within this research. To determine the adeywf this measurement model as
defined by market values, a confirmatory factorlgsia was conducted. Results of the
confirmatory factor analysis support the first hiypesis as set forth in this study (see
hypothesis 1).

A test of the residual correlation matrix as ddfitsy differences between
observed and inferred correlations is non signifi¢X® = 8.07, df = 5, p<. 05). Further
support for the adequacy of this particular measerd model as defined by market
value is suggested by other fit measures. Inclaghedng these fit measures are as
follow: (1) root mean square error of approximat{f®MSEA) less than .08 [.07 with
these data] and (2) goodness of fit index (GFBtdéast .90 [.90 with these data].

The other measurement model addressed in this asidgted by the second
hypothesis involves the inferred variable of payséaction. Within this study, pay
satisfaction was defined from facet perspectivasiticlude satisfaction with pay level,
pay benefits, pay structure, and pay raises asestey by Heneman and Schwab (1985)
and as used by Currall et al. (2005) to assessagaumement model for the pay
satisfaction with teachers. Results of the secamdirmatory factor analysis involving
pay satisfaction as an inferred variable lend sugpahis particular measurement model
and to the second hypothesis by producing a narifsignt chi square (X= .01, df = 1,
p<.05), a RMSEA of .01, and a GFI of .99.

Given the adequacy of both measurement models énaskue and pay

satisfaction) for the obtained data via conventistendards (X RMSEA, and GFI),
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attention is redirected to the structural modehtdrest in this investigation (hypothesis
3). Contained in Figure 1 is the particular strugkunodel assessed in this study along
with pertinent statistics. An assessment of thagleh indicates that the residual matrix is
non-significant (X = 41.1, df = 33, .05) and fit statistics are within expected ran@es

RMSEA of .04 and a GFl of .97).

Insert Figure 1 about here

In light of these assessments of adequacy fortthetaral model and given the
potential of this model as a viable although noeacdlusive representation of these data,
support is suggested for the third hypothesis @&nthin insights are provided. Most
notable is that 18% of the systematic varianceaatsd with student achievement is
explained. This amount is not inconsequential feostatistical or from a practical
perspective (see Cohen, 1988), because many ahables contribute to student
achievement and are excluded from this study.

An examination of standardized path coefficients/mtes insights for these data.
Most important is the path for actual pay as relatestudent achievement (see Figure 1,
B = .38, p>. .01). When the daily rate of pay increases g/ dwollar, a .57 increase in
student achievement on the API is noted by theamasirdized regression coefficient (b =
.57, not reported in Figure 1).

Important for the daily rate of pay is the inferreatiable for market value as
defined by human capital and by organizational attaristics. The path from the

inferred variable defining market value is statialiy significant (see Figure 1, B =.26, p
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>..05). Also, the inferred variable defined as ke&aralue has a statistically significant
path for student achievement (see Figure 1, B3; p3. .05).

A major difference between the standardized paéfficeents for actual pay and
for student achievement is the sign of the patlfficeents. For actual pay it is positive
(B = .26, in Figure 1) and for student achievemeistnegative (B = -.33, in Figure 1).
On reflection, this difference in directionalitysha logical explanation when
consideration is afforded to the observed variabgesl to define the inferred factor
(market value).

Predominant among the observed variables defiliagnferred factor (market
value) is student enrollment (see Figure 1, B 5 3% .05). Given this outcome, these
data suggest that elementary school principalsigdvigh enrollments are paid more
than elementary school principals having low emnelhts (a positive sign for actual pay).
However, elementary school principals having higloBments are less likely to obtain
the same achievement levels for the building asi@h¢ary school principals having low
enrollments (a negative sign for student achievenen

Pay satisfaction as defined by an inferred factongrised of different facets
associated with the pay process (pay levels, bsnefy structure, and pay raises) failed
to reveal any significant path coefficients. Indene path between pay satisfaction and
actual pay is non-significant (see Figure 1, B2 [0 .05), the path between pay
satisfaction and student achievement is non-sicaniti (see Figure 1, B = .005p05),
and the relationship between pay satisfaction aacket value is non-significant (see

Figure 1, r = .08, g .05). Although these last findings for pay saitsion were

18



unexpected and are somewhat surprising in ligleixadting research, specific
speculations are provided in the following sectthis manuscript.
Discussion and Limitations

As noted at the beginning of this manuscript, sttdehievement is a major
concern for all public school districts, and infa@tmon related to student achievement is
needed in a variety of areas, e.g., how studeats,/bow teachers teach, and how school
districts are administered. Among these neederteswf information, it is the last tack
that is the focus of this study, and this studysss only on a specific human resource
activity practiced by all school districts purpatt® have implications for student
achievement, i.e., pay for principals.

Pay for elementary school principals is viewed fregweral lenses in this study
by considering effective outcomes of pay definegbtyal salaries, market
considerations for pay as defined by an inferratatée involving organizational and
human capital variables, and by assessing affestietions to pay as defined by a
psychological construct involving an inferred vateafor pay satisfaction. For all
approaches, literature from the private sectore@tasg from the public school setting
was used as a theoretical base for the hypothesé&srth in this study. To assess this
information about pay from different perspectives & relate this information to student
achievement for a random sample of elementary sghowipals, a multi-methods
approach involving self reported surveys and amadhiata sources are used.

Results from this study lend credence to the natan pay is an important
variable worthy of consideration in the educatiditalature for elementary school

principals like results reported for public schtedchers (e.g., Currall et al., 2005) when

19



it comes to student achievement. Indeed, actyalgp@und to account for a statistical as
well as a practical amount of variance associatiéitl student achievement in the public
school setting at the elementary school level (b8%e variance, see Figure 1). This
finding would seem patrticularly important for sealeteasons.

From a policy perspective, pay for principals isedmined unilaterally by a
school board unlike pay for teachers that is hitdhg determined with unions through
negotiations (Young, 2008). That is, principaks seldom represented by labor unions
and school boards can not diffuse their responisésifor actual salaries of principals but
need a legitimate reason for paying principals.s@sh, these findings reflect a positive
return on investments in principal salaries relatv student achievement (see Figure 1).

Also, these findings addressing pay of elementelngal principals are important
for academic reasons as defined by student achevienNo doubt, early achievement of
students at the elementary school level has intphies for later achievement of students
at the secondary level. Thus, school boards campfont or can pay later through
remedial programs but the former method of payetéfeegative effects for students
encountered by the later method.

Beyond justifying pay for principals relative taudent achievement, the different
signs associated with market value have implication pay and for student
achievement. These bidirectional findings for nearkalue (positive for actual pay and
negative for student achievement) may well procdugeandary for the recruitment and
for the selection of quality principal candidatéshe elementary school level. For
quality principal candidates, these findings imeither a “win-loose” (high salary

low achievement) or a “loose-win” (low salary high achievement) rather than a “win-
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win” situation (high salary- high achievement). Given the current emphasistagent
achievement as set forth by NCLB as well as byed&gislation for failing to produce
high achievement scores for student within paréicethool buildings, an important area
of concern is noted by these findings.

By viewing pay through alternate lenses (effectuécomes/actual pay and
affective reactions/pay satisfaction), severalghts are provided by these data. As can
be observed via Figure 1, affective reactions dereéementary school principals are
unrelated either to their actual pay or to stu@ehievement at their school building
level. These findings suggest that pay satisfaatiay well be tempered by variables
other than those considered in this study in lafidther research.

Other research suggests that pay satisfactiomfasriant implications as related
to organizational commitment and to turnover (Clletal. 2005; Heneman & Judge,
2005) and is a function of the referent source @sed comparison (Rice et al., 1990;
Tremblay, St-Onge, Toulouse, 1997) not necessagifted to actual pay. When
interpreted from a contextual perspective, refesentrces are defined in this body of
literature to include others within the same schibsirict holding either similar positions
(i.e. elementary school principalships) or diffdrpasitions (i.e., high school
principalships). “The former comparison is choasra referent source based on the
criterion of similarity to self, whereas the latermparison is chosen as a referent source
based on the criterion of proximity to self” (Yoyri997, p.383). However, pay
satisfaction as addressed in this study is indeag any referent source, and this
omission may have masked important relationshipsden affective reactions and

student achievement.
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Finally, this study, like all studies, has cert@mitations. Findings from this
study are limited to a specific state (Californta)a certain type of organization (public
school district), to a particular focal positiotef@entary school principals), to a
designated sex group (males), to limited orgaronati characteristics (per-pupil
expenditures and school building enrollment), tdase human capital endowments
(education and experience), to a unique albeitdstalized measure of pay satisfaction
(MSQ), and to a sole measure of academic achieviefAér). Without a doubt, other
research is needed both to replicate these findindgo expand on these findings in
other ways before any broad generalizations areenmeldtive to pay, to market values

for pay, to affective reactions toward pay, andttaent achievement.
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Table 1

Descriptive Statistics and Correlations among Measiyariables

Variable Standard
Mean ot
Deviation
Student 752.67 75.999 1
Achievement
Per-pupil
Expenditure $7.47639 | $2/647.537 1 006
ADA 516.18 278.423 | .235
Enroliment
Educational 224 681 .015
Level
Job 6.58 5732 | .088
Experience
Satisfaction 13.89 3.877 .081
Pay Amount
Satlsfagtlon 19.37 5.168 .029
Benefits
Satlsfactlon 9.76 2.945 .087
Raises
Satisfaction 13.32 3.306 .050
Structure
Per Diem 423.58 50.55 .296
Pay

.323

.037

.054

.044

.077

.038

.178

.165

.233

.104

.059

.013

.022

.079

.235

.076

132

.040

.133

.097

.156

Correlations

1
.088| 1
.021| 570 | 1

.052| 685| 488 | 1

.005| .629 | .590 | .693

.073| .27 | .176 | .138

22111
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Figure 1

Structural Model Relating Student Achievement tdual Pay and Pay Satisfaction.
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