Running Head: IRSFBJSPST		1

IRSFBJSPST 		36





Impact of the Reward System and Fringe Benefits on Job Satisfaction amongst Public School Teachers: The Situation in New York State
Name
Affiliation 
Date


Abstract 
This research highlights the function of the reward systems that are used to increase the motivation of the teachers that educate the students of Public schools in the State of New York. The research also highlights the fringe benefits that are given to the teachers of the State of New York and how they may become the motivational tool for better performance. The paper provides the background of the reward system overall and the educational sector in a more narrowed approach. Moving on the paper highlights the significance of the reward system and the fringe benefits given to the teachers of New York State public schools and how their performance was affected by such schemes. The paper then moves on to explain the key terms that are used in the study. The researcher also provides the research questions and the hypotheses that is addressed in the later part of the study. The literature review synthesizes the past researches as the study itself is mainly based on the secondary data. The findings in the literature review are then critically analyzed and the conclusion is provided which shows a negative relationship of reward systems and fringe benefits with the performance of the teachers in the State of New York public schools. After the concluding remarks the way forward is given by the researcher in the name of recommendations so the future researches could be assisted by this research. 

1.1	Introduction
The place of a teacher or an educator in the scheme of education is all encompassing. Educators remain the main component of any system that may provide education to its students; thus, in order to achieve the higher quality of educators there are many practices conducted in United States (U.S.) and in other nations to offer teachers befitting rewards and fringe benefits that would enhance their effort (Mallah, 2019). The role of reward system and fringe benefits in shaping the increase in job satisfaction among the educators that are working or teaching in the New York State owned schools also in particular and U.S. in general cannot be overemphasized. 
Armstrong (2001) explains that the Reward System has to do with an administration’s incorporated rules, procedures and environment followed to provide benefits to their employees depending in line with their input, talent and ability and worth they have in the market. In this sense the system of rewards is established under the structure of the administration’s remuneration viewpoint, policies covers provisions that make sure the employees are given the best returns on their services while maintaining the transparency and systematically awarding the compensations is intended to deliver and sustain suitable payment systems that make sure the employees are not underpaid or overpaid.
Fringe remunerations however, are that piece of the absolute remuneration offers other than salary for the time input or worked given to representatives in their entirety or to some degree by the institute (Williams, 1995). Customarily, some fringe advantages are legally necessary. In the United States benefits like Medicare, Social Security, and leaves are approved governmentally. Additionally, every one of the states requires specialists' remuneration inclusion and joblessness protection. Notwithstanding, a couple of states have non-word related transitory incapacity advantage laws and compulsory medical advantage inclusion for employees (Charith, 2015).
In relative terms to the significance of rewards and fringe benefits to teachers in New York State public schools, Wayne & Cascio (2013) asserted that due to the significance which rewards and fringe benefits remain on people's living standards and individual needs; teachers tend to be very concerned about what they are paid. While on the other hands, schools are equally anxious with the payments they are given influences vital judgments of the teachers regarding the satisfaction of their jobs and their overall performance. Consequently, it is essential and ethically meaningful to have a cogent reward system and fringe benefits in place.
Over numerous decades, educators' reward framework has been resolved through standard practices in the United States (U.S.), normally spoken to by the single compensation plan. While this training served regions well in various ways, numerous researchers and investigators contend that a transformed instructor compensation framework and fringe advantages could give amazing alterations to changing educators accomplishment and in the meantime improving the learners accomplishment by upgrading enrollment, advancement, work fulfillment and maintenance endeavors for powerful training (Committee for Economic Development, 2009; Odden & Kelley, 2002; Odden, 2008; TNTP, 2014). 
Generally, exploring different avenues regarding elective reward framework in the U.S. have been uncommon or in few numbers. Outstanding changes incorporated Kentucky's school-based execution of grant systems in the Charlotte-Mecklenburg, the North Carolina, and Los Angeles Vaughan sanction school information and allowed the aptitudes based pay framework. Various educational systems in a few conditions of the U.S. actualized the National Institute for Excellence in Teaching's educator vocation the board and reward package called the TAP Scheme. The archived Denver ProComp framework additionally included an expansive reward system and related professions the board program reshuffled (Kimball et al., 2016).
To encourage broader experimentation with reward system, fringe benefits and human asset changes, the U.S. Division of Education executed the Educator compensate framework Fund, here the states and locale equaled for hefty dollars and awards to actualize new execution based types of educator pay in high-need schools (U.S. Branch of Education, 2016). Moreover, the Race to the Top program grasped an improvement motivation that included employments of new instructor viability measures to prop up proficient development, and instructive value and responsibility objectives. Thus, the commonness and pace of instructors' reward change has improved broadly (U.S. Department of Education, 2016).
Generally, the content individuals are with their jobs, the better pleased they can be (Odunlade, 2012). The awareness of one being paid what he or she is worth defines job satisfaction. In the context of New York State public schools, teachers’ job satisfaction is could be seen as detrimental and emotion based approach to different components and products of the job itself; implying that individual contentment in relative jobs is not a singular aspect, an individual may be content with one feature of his or her work and may as well being dissatisfied with another aspect of the job (Bozeman & Gaughan, 2011).
In line with the submission made by Bozeman and Gaughan (2011), educators in New York government run schools are bound to exhibit satisfying encouraging attitudes as they are agreeing to the reward and benefits which the teaching profession brings. Thus, good reward system and fringe benefits is expected to increase teachers’ job satisfaction which will invariably affect students’ achievement (Millan et al., 2011, Holmstrom & Milgrom, 1991; Jacob & Levitt, 2003).
Hence, this investigation seeks to observe the influence of the reward system and fringe remunerations on satisfaction of their employment amongst public school teachers with a special reference to New York State.
1.2	Problem Statement
Issues on teachers’ performance, teachers’ quality, teacher shortage, teacher turnover rates, students’ achievement and teachers’ job satisfaction have been on the front burner in teachers’ evaluation in New York State for some time now. An in-depth look at the reward system and fringe benefits for teachers in New York State public schools presents some worries. For example, the US has a lower educator pay but rising turnover rates of the teachers if and when compared with other countries (OECD 2016; Sutcher, Darling & Carver, 2016). Sequel to this fact, Feng (2014) found in the multinomial of logit risk investigation that higher pay rates may help hold educators in the field. 
Moreover, an investigation by Munnell and Fraenkel (2013) revealed that reward and advantages matter in drawing in qualified instructors into the educating calling. To some degree amazing, they find that fringe advantages are as significant as wages for more youthful instructors. Vehemently, Munnell and Fraenkel (2013) submitted that “in any event, cutting pensions will almost certainly have an adverse effect on the quality of people applying for teaching positions”. This finding seem to suggest for instance, that New York State public school teachers’ annuity decreases may have a long haul damaging effect on enrolling and holding qualified instructors. Thus, inquire about recommendations that are inability to enlist and hold qualified educators with aggressive reward framework will impede learners' accomplishment (Hendricks, 2014).
The position of Munnell and Fraenkel (2013) is equally shared by Equity Theory, the theoretical anchorage for this research, as propounded by John Stacey Adams in 1965. The underlying thesis defining or portraying the problems with teachers reward system, fringe benefits and job satisfaction in New York the state owned schools is contained in maxims under equity that individuals estimate the impartiality of their rewards or compensation by matching them with other people (Deutsch, 1985). Thus, unfair reward system and lack of benefits could lead to teachers’ job dissatisfaction in New York State public schools.
In reaction to alleviating the underlying problems presented by reward system, fringe benefits and job satisfaction vis-à-vis teachers’ performance, teacher turnover rates, teachers’ shortage, and students’ achievement, the Learning Policy Institute’s top recommendation is that of “creating competitive, equitable compensation packages that allow teachers to make a reasonable living across all kinds of communities” in the United States (U.S.). Specifically, they recommend that districts like New York State allocation of more needful students can be able to “leverage more competitive and equitable salaries so they have a fair shot at recruiting well-qualified educators” (Sutcher, Darling & Carver, 2016).
Finally, there seems to be a dearth of literature on the dynamics of reward system, fringe benefits and job satisfaction amongst public school teachers from the perspective of New York State. Consequently, the outcomes and findings of this research will be a quest to filling this identified gap in knowledge and as well as setting the paths for future studies.
1.3	Research Question(s) and Hypotheses
This research was guided by the following specific questions:
RQ1	What is the impact of reward system on teachers’ performance in New York State 	public schools?
RQ2	How does fringe benefit impact on teacher turnover rates in New York State public schools?
RQ3	What is the impact of compensation on teachers’ job satisfaction in New York State?
RQ4	How does teachers’ reward system impact on students’ achievement?
Research Hypotheses
The researcher intends to test the following hypotheses:
Ho1: 	There is no significant impact of reward system on teachers’ performance in New 	York State public schools.
Ho2: 	There is no significant impact of fringe benefit on teacher turnover rates in New York State public schools.
Ho3:  	There is no significant impact of compensation on teachers’ job satisfaction in New York State.
Ho4:	Teachers’ reward system has no significant impact on students’ achievement.
1.4	Terminologies
The following are some key terminologies used in this study: 
Job Satisfaction: According to Stamps, Marshall and Lamb (2015) employee contentment is “the extent to which people like their job”. Additionally, Ooi, Mair and Laing (2016) define employee contentment as a approach toward one's activity coming about because of the net aggregate of the person's certain and antagonistic feelings experienced at work and can likewise be alluded to as a lovely inclination an individual has when their desires from work have been met. Occupation fulfillment inside the setting of educating has been operationally conceptualized by numerous experts, with most definitions depicting the idea as how much an individual or an educator distinguishes, contributes emphatically, or feels esteemed inside their school (Darling, 1995; Shen et al., 2012; Skaalvik & Skaalvik, 2011). 
Fringe Benefit: As indicated by Rieu and Kamara (2016) fringe advantages are recompenses that fulfill specialists' needs in this manner improving their dedication at work environment. Some portion of the representative reward framework should consider the structures to be utilized, for example, the severance pay structure.
Fringe advantages are extra rewards given to workers well beyond a settled upon compensation or pay. Other than helping representatives, offering fringe advantages helps businesses tremendously from an enlisting perspective. Among also centered organizations, bosses can think that it’s difficult to draw in wanted ability dependent on pay alone. By offering the fringe benefits, particularly those not offered through a contender, a business stands a more noteworthy shot of pulling in the dimension of ability it needs or needs so as to stay in business (Richmond, Pampel, Wood & Nunes, 2017).
Reward System: The specialist of the field Robert (2005) characterizes remunerate framework as the direction to generating and executing methods, arrangements and structures which assisted the department to achieve its goals by receiving and keeping the population it wants and escalating their encouragement for the duty they commit. 
1.5	Methodology
This section aims at a careful examination of the procedure and strategy adopted in the study. The study was carried out using secondary research. This approach involves the process of summarizing and synthesizing of existing research. The basis of using this technique is hinged on the point being this study attempts at describing the dynamics of reward system, fringe benefits and job satisfaction amongst public school teachers in New York State without any attempt at controlling or manipulating the outcomes of the findings. To ensure validity and reliability of results, effort was made by the researcher to analyze and synthesize the results of previous studies that met the inclusion criteria of peer review.
The secondary research allows the researcher to carefully review the literature and the findings of the past research and then add then use them to deduce the conclusion of another research that is dependent on the findings. The secondary research is chosen for this paper as there have been many quantitative researches regarding the topic so it is a rational choice to summarize some those studies and link them with the study at hand maintaining the relationship of reward system and fringe benefits with the performance of the teachers in the State of New York. The research will be qualitative as there will be no primary data collection from the schools and the past data will be used to synthesize the literature. 

1.6	Research Goals Summary
Issues on teachers’ performance, teachers’ quality, teacher shortage, teacher turnover rates, students’ achievement and teachers’ job satisfaction have been on the front burner in teachers’ evaluation in New York State for some time now. Despite this, there seems to be a paucity of literature as the interfacing association recompense scheme, fringe benefits and occupation satisfaction amongst community school teachers from the perspective of New York State. Consequently, the outcomes and findings of this research will be a quest to filling this identified gap in knowledge and as well as setting the paths for future studies.
The general goal of this work is to inspect the influence of the reward scheme and fringe remunerations on the satisfaction of employment amongst public school teachers with a special reference to New York State. To address the specified problems in the research, the subsequent inquiry questions and hypotheses are formulated:
· What can be the effect of reward schemes on teachers’ performance in New York State public schools?
· How does fringe benefit impact on teacher turnover rates in New York State public schools?
· What can be the effect of compensation on teachers’ job satisfaction in New York State?
· How does teachers’ reward system impact on students’ achievement?

The above research questions gave rise to the following study hypotheses:
· There is no significant impact of reward system on teachers’ performance in New York State public schools.
· There is no significant impact of fringe benefit on teacher turnover rates in New York State public schools.
· There is no significant impact of compensation on teachers’ job satisfaction in New York State.
· Teachers’ reward system has no significant impact on students’ achievement.
This study is carried out using secondary research. This approach involves the process of summarizing and synthesizing of existing research. 
The remaining parts of this study at hand are focused on appraisal of the relevant literature covering kinds of recompense schemes, the types of a acceptable remuneration system, an empirical review of literatures on payment arrangement, fringe benefits and employment based satisfaction amongst community school teachers in New York State, burning issues in reward system, fringe benefits and job satisfaction amongst community school educators in the State of New York, this theoretical anchorage for the study. And finally, the conclusion reached and recommendations put forward for further related studies.
1.7	Literature Review
1.7.1   Types of Reward System
When developing reward system, organizations seem to have different driving motives for doing so, Johnson et al. (2010) identifies the targets of remuneration framework as pursue: pull in, hold and drive worker, submitted and all around boosted work compel it needs, to meet the desires for representatives that they will be dealt with evenhandedly, to help the fulfillment of the association's key and momentary goals by guaranteeing that it has the best resources reasonably and reliably in connection to the effort they do and the commitment they show. 
Neckermann and Kosfeld (2008) identify two fundamental kinds of remunerations in particular: Intrinsic prizes and outward rewards. Characteristic rewards regularly called non-monetary prizes are natural of a movement and their organization isn't reliant upon the nearness or activities of some other individual or thing. Characteristic reward is worried about the sentiment of being perceived, commended for work all around done and given the freedom to participate in whatever the organization does. On the other hand, extraneous prizes don't fall into place easily or inalienably from the presentation of an action however are given to a laborer by some outer components. Outward reward covers such inspirations like cash, pay, medical coverage combination, reward, compensation, retirement benefits, among others.


1.7.2	Principles of a Good Reward System
The remuneration system would be seen as being good if the following features are inherent:
Competitiveness: It is a reward structure which must be alluring and aggressive for the high cost of individuals which are difficult to hire and included in the workforce. These representatives will see their value, and the potential benefits of releasing their jobs and hope to be compensated as needs be (Hayble, 2001).
Equity: The dispersal of remunerations inside the association must be seen to be done decently and impartially. Prizes are impartial if workers see it as being reasonable and just.
Flexibility: A decent reward framework ought to be equipped for regarding individuals from the association as people. The reward framework must take into comprehension the variety in individuals' needs, objectives, desires, wants, and goals (Onyene, 2001).
Rewards must satisfy employee needs: Remuneration is a noteworthy factor in an association and it isn't persuasive except if the prizes fulfill their essential needs, for example, nourishment, safe house, welfare and security. Not all workers need something very similar and one representative may require various things at various occasions (Ajzen, 2001). Cash for instance, is an amazing helper for the individuals that are attracted upon the monetary benefits like fixed salaries.
1.7.3	Reward System, Fringe Benefits and Job Satisfaction amongst Public School 	Teachers in New York State: An Empirical Analysis
In this section previous relevant studies to the subject matter of this investigation were synchronized to show their methodologies, findings and how far they have managed to touch the problem under investigation. For example, Fryer (2015) in a study on teachers’ reward systems and student achievement with a focus on New York State public schools described a school based randomized preliminary in more than two hundred New York State government funded schools intended to uncover the impact of educator remunerate frameworks. The examination found that educator's reward frameworks don't build understudy execution, participation, or graduation, nor do reward change understudy or instructor conduct. In the event that anything, the examination demonstrated that instructor's reward frameworks may diminish understudy accomplishment, particularly in bigger schools.
Utilizing overview information on 494 school area directors in New York State in 2004, Balter and Duncombe (2008) researched the utilization of monetary prizes to enlist new educators. They found those bigger school locales were bound to offer budgetary prizes, especially for National Board–confirmed educators. High-need country areas, be that as it may, were more averse to do as such. Likewise, their examination uncovered those regions utilizing just a constrained arrangement of enrollment practices employed less qualified instructors.
Utilizing Californian based information, Strunk and Zeehandelaar (2011) found that areas with progressively Hispanic understudies were bound to offer rewards either for bilingual/ESL educators and instructors of a specialized curriculum, yet more averse to compensate educators for National Board confirmation. Country regions were moderately more outlandish than rural areas to offer a motivator for affirmation by the National Board for Professional Teaching Standards (NBPTS), and bigger school locale bound to offer a heap of remunerations pay programs.
Besides, Liang, Zhang, Huang and Qiao (2015) investigated the highlights of instructor compensate framework pay programs in the United States. Utilizing the 2007–08 SASS informational collection, they found a converse connection between association impact and regions' prizes pay contributions. Huge and ethnically different locale in urban regions that did not meet the prerequisites for Adequate Yearly Progress as characterized under the No Child Left Behind Act are bound to offer a bigger number of monetary rewards.
Koedel et al. (2017) investigated the impacts of the separated appraisals on occupation fulfillment for instructors. Utilizing a relapse intermittence structure, their discoveries uncovered that instructors who get higher appraisals dependent on the Tennessee criteria are fundamentally increasingly happy with work in respect to generally comparative educators who get lower evaluations close evaluating limits.
In Kenya, Muguna, Muriithi and Muguongo (2015) inspected the impacts of remuneration on employment fulfillment among optional teachers in Maara Sub-County of Tharaka Nithi County, Kenya. The investigation embraced an unmistakable research structure. Information gathered was broke down utilizing distinct insights, implies recurrence tables, percentages and chi-square. Their result showed that simple pay, grants and the work setting have significant effects on teachers’ job satisfaction.
Recently, Olsen and Huang (2018) conducted a survey on educator work fulfillment by main help and instructor participation. Utilizing the limited 2011-2012 Schools and Staffing Survey, a broadly agent dataset, important help, instructor participation, and their balance impacts were broke down in connection to educator work fulfillment utilizing a progression of staggered models. In the wake of controlling for educator and school-level qualities, main help and instructor participation were observed to be factually critical indicators of occupation fulfillment for all educators. Additionally, the balance impact between the two factors of intrigue and race were likewise factually critical.
Another recent study by Cowan and Goldhaber (2018) examined teacher reward system strategy in Washington State that grants money related reward to National Board guaranteed educators in high neediness schools. Like Koedel et al. (2017), Cowan and Goldhaber (2018) utilized a relapse brokenness structure, they found that the reward arrangement expanded the extent of guaranteed instructors in reward qualified schools by improving employing, expanding confirmation rates of in office educators, and decreasing turnover rates.
In spite of the predominance of educator remuneration changes, the accessible observational proof on the impacts of instructor compensate frameworks has, until as of late, been uncommon and methodologically feeble. Be that as it may, a few ongoing area explicit examinations have given deliberately recognized proof the degree to which the profitability of existing instructors’ increments when they are given money related prizes (i.e., the principal edge listed previously). For instance, the Project on Incentives in Teaching (POINT) was a 3-year think about that gave arbitrarily relegated center school arithmetic instructors in Nashville individual rewards of as much as fifteen thousand dollars if their learners or class met the desired scores (Springer et al., 2010). The accessibility of these motivating forces prompted no recognizable consequences for estimated understudy execution or on proportions of instructor exertion and study hall practice.
Another task study furnished New York City educators with remunerations up to three thousand dollars for gathering performance targets (Fryer, 2013). In this investigation, treatment schools had adaptability in structuring their prizes and most picked gathering based prizes. The effect gauges from this investigation recommend that the nearness of these prizes did not raise school execution and may have even brought down it. A third irregular task preliminary of gathering based educator remunerate frameworks of as much as six thousand dollars were handled in a rural school area in Texas and found no proof of consequences for the class results or instructors' dispositions and practices (Springer et al., 2012). 
Another instructor motivator concentrate set in 9 schools outside of Chicago found no impacts from customary individual or gathering based impetuses of as much as $8,000 however considerable gains in understudy execution when the motivating forces were rather encircled as a misfortune instead of an addition (Fryer et al., 2012). Strikingly, the rejection dangers that exist in IMPACT share this "misfortune abhorrence" include.
Additionally, an examination was led in 34 Chicago schools that were arbitrarily doled out to when (yet not in the event that) they actualized the Teacher Advancement Program (TAP). Under this program, instructors were qualified to get payouts of as much as $6,400 for their commitment to the accomplishment based esteem included of their understudies (at the school and school-grade level) and their exhibition on a study hall perception rubric. Under TAP, instructors could likewise win additional compensation for undertaking the expanded duties related with advancement to a tutoring or ace status. The proof from this investigation recommends that arbitrary task to TAP did not raise understudy accomplishment. Be that as it may, the program usage did not happen totally as planned. Instructor payouts were littler than the initially expressed targets and there were no prizes dependent on esteem included in light of the fact that the imperative connected information frameworks were insufficient (Glazerman & Seifullah, 2012).
The ordinariness of invalid discoveries from these region explicit examinations clearly raises significant uncertainty about the guarantee of instructors' reward framework as a switch for driving improvement in educator execution. One conceivable clarification for this assemblage of proof is that educators effectively will in general be exceptionally energetic operators for whom extra rewards evoke minimal social reaction. Moreover, it might be that educators by and large come up short on the energy to react to rewards that are connected barely and exclusively to test scores (Dee & Wyckoff, 2013).
1.7.4	Reward System, Fringe Benefits and Job Satisfaction amongst Public School 	Teachers in New York State: Issues in Perspectives 
Teacher quality as a foremost leading human capital is thought of to be a standout amongst the most significant variables infused into the instructive framework. For instance, a 1 standard deviation increment in educator quality raises math accomplishment by 0.15–0.24 standard deviations every year and perusing accomplishment by 0.15–0.20 standard deviations every year (Aaronson, Barrow & Sander, 2007; Kane & Staiger, 2008, Rockoff, 2004; Rivkin & Hanushek, 2005).
In spite of extreme restriction, there has been developing eagerness among training reformers and arrangement creators around the globe to interface instructor remunerate framework to understudy accomplishment from multiple points of view. This is expected to a limited extent, to the low connection between an educator's observables at the season of procuring and his esteem included and, to some degree, to approach producers' conviction that another installment configuration will pull in greater accomplishment disapproved of candidates. Various states, including Florida, Tennessee, Minnesota, Michigan, South Carolina, Washington DC, Colorado, and Texas, have all incorporated statewide projects for areas and schools to give individual and gathering pay to instructors for understudy accomplishment and development, and a lot progressively individual school locale have executed comparative arrangements and strategies (Fryer, 2015). 
In 2010, the US Department of Education chose sixty two programs in twenty seven states to get over a billion dollars more than five years from the Teacher remunerate framework Fund. States applying for assets from "Race to the Top," the Obama Administration's almost four and a half billion dollar activity to change schools, are assessed on designs to improve educator and foremost viability by connecting instructor assessments to understudy development and settling on choices about raises, residency, and advancements relying upon understudy scholastic execution. Comparable activities are in progress in Mexico, India, Chile, UK, Portugal, Australia, and the Israel (Fryer, 2015).
Around 2007 to 2010 school year, the United Federation of Teachers (UFT) and the New York City Department of Education (DOE) executed an instructor compensate framework program in more than 200 high-need schools, appropriating a sum of generally seventy five million dollars to more than twenty thousand educators. The examination was a randomized school-based preliminary, with the randomization directed by the creator. Each taking an interest school could gain three thousand dollars for each UFT-spoke to staff part, which the school could appropriate at its own watchfulness, if the school met the yearly execution target set by the DOE based on the school report card scores. 
Each partaking school is given fifteen hundred dollars per UFT staff part in the event that it met in any event seventy five percent of the objective however not the full objective. Note that the normal New York City (NYC) state funded school has approximately sixty educators; this suggests an exchange of one hundred and eighty thousand dollars to schools by and large on the off chance that they met their yearly targets and an exchange of ninety thousand dollars on the off chance that they met in any event seventy five percent of however not the full target. In rudimentary and center schools, school report card scores depend on understudy execution and advancement on state evaluations, understudy participation, and learning condition review results. Secondary schools are assessed comparably, with graduation rates, officials’ tests, and credits earned supplanting state appraisal results as intermediaries for accomplishment and advancement (Fryer, 2015).
A significant property of the analysis is that schools had practical insight over their pay plans. As referenced above, if a taking an interest school met 100% of the yearly targets, it got a singular amount comparing to $3,000 per full-time unionized educator. Each school had the ability to choose whether the majority of the prizes would be given to a little subset of instructors with the most elevated esteem included, regardless of whether the victors of the prizes would be chosen by lottery, or practically anything in the middle. The main restriction was that schools were not permitted to designate rewards based on position. Hypothetically, it is vague how to structure ideal educator compensate frameworks when the goal is to improve understudy accomplishment.
Much relies upon the qualities of the training creation work. On the off chance that, for example, the generation capacity is additively detachable, at that point singular impetuses may overwhelm bunch motivating forces, as the last energizes free riding. Assuming, be that as it may, the generation capacity has significant complementarities between instructors in the creation of understudy accomplishment, bunch motivating forces might be progressively powerful at expanding accomplishment (Baker, 2002).
In the City of New York government funded schools are astoundingly unexpected today in comparison to they were when Michael Bloomberg was first confirmed as civic chairman in 2002. One unmistakable element of progress has been the development of school decision and school rivalry (Whitehurst & Whitfield, 2013).
The accessibility of options in contrast to customary state funded schools has expanded drastically in New York City over the previous decade. There were just 22 contract schools in the city in 2003-2004, while there were 159 conceding understudies in 2012-2013. The development of new customary government funded schools has been significantly more noteworthy, with around 60 new schools opening every year from 2003 to the present. These new schools incorporate 123 little non-specific secondary schools proposed to serve understudies in the city's most unfortunate neighborhoods and to give an option in contrast to the numerous huge secondary schools that were shut by the Bloomberg organization in view of determined low execution (Bloom & Unterman, 2012).
Many years of experimental research have given moderately little proof on watched educator attributes that can reliably anticipate instructor quality. In any case, the "single pay" plans regularly utilized in U.S. government funded school areas repay educators as indicated by firmly organized standards that commonly remunerate just instructor experience and training qualifications; characteristics among those without predictable connects to instructor quality.
Experts of this the norm contend that such inflexible and skewed pay frameworks can't satisfactorily draw in and hold a top notch instructor workforce (Johnson & Papay, 2009; Hanushek, 2007). This misalignment is believed to be particularly intense in hard to-staff schools where the working conditions are progressively troublesome yet the remuneration, because of the single pay plan, is regularly like schools with better working conditions. This disappointment has inspired new endeavors to plan and execute projects to evaluate and compensate instructor execution (Johnson & Papay, 2009; Cavanagh, 2011).
The energy for such changes among some policymakers and a few professionals is underscored by new government and state activities (e.g., the Teacher remunerate framework Fund, Race to the Top, state waivers from the administrative necessities under the No Child Left Behind Act) that advance, among different objectives, the plan and utilization of proportions of instructor execution in pay and other staff choices. In any case, these endeavors are likewise uncommonly disputable and their continuous usage seems, by all accounts, to be uneven among school locale across the nation. For instance, a few huge urban school areas as of late ended their governmentally supported projects subsequent to neglecting to verify the required purchase in of their educators' associations (Zubrzycki, 2012).
Previous New York State Commissioner of Education, John King in the past forced an educator evaluation framework on New York City after the New York City Department of Education and the United Federation of Teachers neglected to concede to one, bringing about lost two hundred and fifty million dollars in state help (Joseph, 2013). All the more for the most part, there seems, by all accounts, to be restored protection from the utilization of instructor assessments to survey execution, particularly for high-stakes budgetary and rejection choices (McNeil, 2013; Weiss & Long, 2013).
The unbending single-pay plans, which manage the pay gotten by most government funded teachers, have been almost general in U.S. government funded schools for well over portion of a century. Be that as it may, all through this period, there have likewise been regular state and nearby endeavors to furnish instructors with "merit pay" motivating forces of different sorts (Springer, 2009). These techniques have included educator rewards for understudy accomplishment, for obtaining aptitudes and affirmation and for accepting extra expert obligations just as separated pay for instructors of high-need subjects and in difficult to-staff schools. Partners of instructor remunerate frameworks contend that they can drive upgrades in understudy results through different channels: (1) by giving budgetary motivating forces to educators to center or expand their exertion (2) by empowering the improvement of more grounded showing abilities, (3) by expanding motivators for high performing educators to enter or stay in schools subject to the impetuses, and (4) by modifying the determination of people into instructing towards the individuals who are increasingly ready to profit by such a reward framework.
1.8	   Theoretical Framework
For the sake of our analysis, this investigation was framed upon the Equity Theory.   
1.8.1	   Equity Theory 
The origin of Equity Theory is hinged on unceasing distress for rational and justifiable salaries for the employees. This theory is seemingly a good theoretical model for dissecting and understanding the influence of reward system and the fringe reimbursements of employment fulfillment in community school educators in the state of New York.
The fundamental precept of the hypothesis proposes that specialists assess the reasonableness of remunerations gotten by contrasting them and those of different laborers in the association. As per this hypothesis, an individual (P) analyzes his/her own proportion of apparent results (O = pay benefits, working conditions, work fulfillment) to saw inputs (I = exertion, capacity, experience) to the proportion of a correlation other (O) – outer disparity pay.
Consequently, if P's proportion is littler than the correlation with other's proportion under-compensate disparity results. In any case, then again, if P's proportion is bigger, over remuneration imbalance results, however proof recommends that this kind of disparity is more averse to happen and less inclined to be continued in light of the fact that P may legitimize the circumstance by rethinking his/her results less positively or inputs (that is self-esteem) all the more positively (value hypothesis and decency). 
Then, the result of P's activity depends to a great extent on whether value is seen. On the off chance that value is seen no change is normal in P's frame of mind yet in the event that disparity is seen, it might cost P to reestablish value through a portion of the accompanying counterproductive ways:
· Reducing one's own data sources (not filling in as hard); 
· Increasing one's results, (for example, by robbery) 
· Leaving the circumstance that produces apparent imbalance (leaving the association or declining to work or coordinate with representatives who are seen as finished compensated).  
The way that public school teachers in New York State measure their job satisfaction vis-à-vis rewards system and fringe benefits is at the core of value hypothesis. This hypothesis is normally linked in work situations to simplify how a person's inspiration or occupation fulfillment is impacted by the view of the decent package he/she is treated in social trades at work (Ivancevich, 2010). Diverse value scholars struggle that individuals at jobs must be compensated by their genuine commitment, telling that the entities who give more at work have the right to have a larger number of remunerations or remunerations than the entities who contribute less (Deutsch, 1985). The concept of teachers’ job satisfaction follows after the equity theory.
Chime and Martin (2012) characterize value as how a worker makes a decision about a circumstance based on information and yield. Base on the above given meaning of occupation value, it could in this way be inferred that value is a mental express that makes a worker to compare what he/she offers to an organization and what he/she receives in return. Value in this way, is one of the fundamental factors that impact educators' activity fulfillment in the work environment; representatives assess their commitments to the association in type of contribution to relations to the reward they get as yield in this manner evaluating it dependent on saw decency or separation (Adams, 1963). 
Likewise, as indicated by Kim, Edwards and Shapiro (2014) instructors dependably structure an impact on whether they are given reasonable treatment in their work place or something else, which effect incredibly on their dimension of employment fulfillment and adequacy. This demonstrates a representative that see value in the working environment may in general increment the dimension of execution while if turn-around is the situation, the worker may tend to diminishes execution level (Banks, Patel & Mola, 2012).
In a fundamental work named 'Imbalance in Social Exchange', Adams (1965:280) set that "disparity happens when an individual believes that the proportion of his results to inputs and the proportion of other's results to other's sources of info are unequal". Imbalance is a mental express that arises from publics' correlations among others in the job environment (Spector, 2003).  From the above presumption, clearly work fulfillment of a representative is being impacted by the normal reward and acknowledgment from the association. That acknowledgment of individual abilities, qualities, capacities and skills by the association upgrades work fulfillment at work (Ogundele, 2006). 
The implication of this theory to this research is that community school educators in the state of New York experiencing inequity in forms of reward system, benefits and job dissatisfaction are bound to quit the profession thereby creating poor teachers’ performance, lack of quality teachers, teacher shortage, raising teacher turnover rates, and ultimately poor students’ achievement.

1.9	Discussion 
In discussion, I have painstakingly made an effort to observe an impact regarding reward system and fringe benefits on employment satisfaction amongst public school teachers by focusing on the situation in New York State. The success of this investigation relied mainly on secondary research or sources of data. Among other things the results in this paper exposed that:
The impact of the reward system is ineffective for the teachers’ effectiveness in New York State public schools. This result is in agreement with previous empirical result obtained by Fryer (2015) who examined teacher reward systems furthermore, understudy accomplishment with proof from New York City state funded schools. Fryer's investigation found that instructor's motivations do not change educator behavior in relative context to their level of effectiveness or positive input.
Moreover, the result revealed a significant influence of fringe benefit on teacher turnover rates in New York State public schools. This result is in consonance with a recent study conducted by Cowan and Goldhaber (2018) who examined teacher reward system arrangement in Washington State that grants money related reward to National Board guaranteed instructors in high neediness schools. Further, Cowan and Goldhaber (2018) found in addition to other things that the reward arrangement expanded the extent of affirmed instructors in reward qualified schools by improving procuring, expanding affirmation rates of occupant educators, and decreasing turnover.
There is an important impact of compensation on teachers’ employment contentment in New York State. This result is in agreement with a study conducted in Kenya by Muriithi, Muguna and Muguongo (2015). Their investigation built up that the fundamental pay, recompenses and workplace influences educators' activity fulfillment as it were. It will be important to note here that the teachers often have to face or go through different stages in their career. So it is not a finite understanding that all the teachers will be going through a similar stage at the time these studies were conducted. Still, the context that more the teachers perform the better their reward system would get is relatively a positive approach from the schools. The most important aspect in this regard can be the appraisal of the teacher’s performance for it will be the main aspect to decide if the teachers’ performance was up to mark or not. 
Finally, my finding from the review of related literature on the subject matter showed that teachers’ reward system do not significantly sway on understudies' accomplishment. This outcome dovetails with the discoveries of Fryer (2015) that instructor's motivations might not expand the learners’ quality of results, participation, or qualification. On the off chance that anything, as per Fryer (2015), educator's motivations may reduce learners’ accomplishment, mostly in superior schools. This outcome is further in concurrence with numerous discoveries, for example, by Springer et al. (2010) the accessibility of these motivating forces prompted no perceivable consequences for estimated understudy execution or on proportions of instructor exertion and study hall practice. Fryer (2013) the nearness of these motivating forces did not raise school execution and may have even brought down it. Moreover, Springer et al. (2012) found no proof of impacts on learner results or educators' mentalities and practices. 
1.10 Conclusion 
	The satisfied workplace is described as an emotional state of being pleased and relaxed by the job and its content, according to Thompson and Phua (2012). Research has shown that job satisfaction is very much associated with the work place equipment and the atmosphere in location (Herzberg, 1968; Huang, Lin & Chuang, 2006; Kaya, 2006). The present study has therefore also been intended in the same light.
	In order to satisfy the requirements of staff, it is important to know the complicated characteristics of compensation, job satisfaction and how to enhance compensation. The findings of the current research can be used to develop a strategy of benefits while maintaining staff.
Human resources and remuneration experts at technology universities must create new compensation packages in order to attract and maintain the finest applicants and meet the expectations of their staff, as they are fair, fair and partial. One of the most significant variables influencing employers and staying with organizations is a compensation package.
 	Furthermore, it should be ready to pay wages equal to or better than other people in the job market in order to attract and maintain talent. Rewards must also be at the same level as industry standards. Regularly, adequate industry study should be carried out to determine what others offer and adjust wages accordingly.
	Rewards for motivating and enhancing educators are very essential. Accordingly, instruments should be accessible in schools to attract employees to achieve excellent norms. Intrinsic motivation is the type that for instance a sense of being honored occurs in the individual's own sensations. Teachers should therefore be rewarded in college for efforts to develop an atmosphere for learning.
	Worldwide, organizations have introduced a range of pay efficiency models to tap into this strong instrument. It can also be found that performance-based awards influence teachers' performance in distinct respects and it became apparent that performance-based awards motivate students, enhance their performance and enhance teacher productivity and effectiveness. The results of this process are based on the results.


1.11	Recommendations
The study has opened many doors for future research that could be possibly undertaken. Future related studies should consider expanding the scope of the study to make the findings more generalizable. This secondary research has focused mainly on the dynamics of the reward system, fringe benefits and job satisfaction amongst public school teachers in New York State, it is hence imperative to inspect the utilization of motivating forces for instructors in different states with various neighborhood settings and arrangement qualities.
It is recommended that the researchers should also take insights from the teachers as their perspective could highlight many new concepts that can directly relate with our topic. Further, the government must be able to conduct surveys that can further assure the teachers input regarding their employment conditions this can include the subjects they teach and the student to teacher ratios as well. There are major indicators that the teachers are also burning out as this profession is very much demanding so such aspects must be included in the future research regarding this topic. 
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