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Hackman and O dhamis Job Characteristic Mdel was
applied to study of perceptions conmunity music school
faculty hold towards their job. The research questions
addressed core job characteristics of skill variety, task
identity, task significance, autonony, and feedback,
critical psychol ogical states (experienced neani ngful ness,
experienced responsibility, and know edge of results);
per sonal and work outcones of satisfaction and notivation;
need for professional growmh. The results were conpared to
the national norns for nine different job famlies provided
by A dham Hackman, and Stepina. Thirty-three schools, al
menbers of the National Guild of Conmunity Schools of the
Arts, located in every geographical region of the United
States, yielded 437 faculty responses (64% return rate).

O the core job characteristics, dealing with others and
aut onony received the highest ratings; feedback and task

significance received the |lowest ratings. O the



psychol ogi cal states, experienced responsibility yielded

t he hi ghest rating and experienced neani ngful ness yi el ded
the lowest ratings. O the personal /work outcones,

personal devel opnent and col | eague rel ati ons received the
hi ghest ratings; pay satisfaction and overall general
satisfaction received the |lowest ratings. A conparison to
the professional job famly norns, using a one-sanple t-
test, found significant differences in 16 out of the 18
vari abl es neasured by the Job Characteristic Mddel. Strong
positive feelings for growh conbined with | ess than strong
feelings for the core job dinensions yielded a | ow

notivating potential score of 96.18.
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CHAPTER ONE

RATI ONALE, BACKGROUND, PURPOSE AND PROBLEMS,

DEFI NI TI ON OF TERMS, DELI M TATI ONS

Rati onal e

Statistics produced by the National Guild of Community
School s of the Arts (1999) suggests that: (a) the ol dest
community nusic school was founded in 1894 and t he youngest
is just a few years old; (b) 300,000 students, ranging in
age frominfants to senior citizens, participate in regular
weekly instruction; (c) tens of thousands of people attend
over 2,500 community nusic school perfornmances, exhibitions
and | ectures each year; (d) community mnusic schools enpl oy
nore than ten thousand professional artists and staff
nmenbers and nearly sixty percent have ongoi ng partnerships
with public schools; (e) annual budgets range fromfifty
t housand to four mllion; (f) conbined expenditures total
nore than one hundred mllion each year; and (g) the
m ssion of these schools is to foster and pronote broad
access to high quality arts education designed to neet
comunity needs. These statistics are inpressive and
suggest that comrunity nusic schools are thriving

educationally and economi cally. However, there are only



three studies that have exam ned systenatically the
econom ¢, physical, and staffing conditions, as well as the
overall effectiveness of the community nusic school

envi ronnent .

In the 1960's, Max Kaplan was invited by president
Robert Fields of the National Guild of Community Misic
School s to prepare an assessnent of the condition of
community nusic schools and to offer recomendati ons for
adm ni strative and academ c i nprovenent. After visiting
many of the comrunity nusic schools throughout the United
States, Kaplan (1966) conpleted his study and of fered many
recommendati ons, which included inproving the working
conditions of enployed nusic educators by providing better
conpensati on packages. He proposed to offer nusic educators
full-time enpl oynent status that woul d be supported by
salaries instead of part-time positions with hourly rates.

Al exander (1997) exam ned the relationship between forty
comuni ty music school prograns and their affiliation with
col l egi ate nusic schools. Like Kaplan, he provided
recommendati ons that stressed the inportance of inproving
t he worki ng conditions of nusic educators. Al exander al so
pointed to the need of devel opi ng standards for eval uating

t he teachi ng performance of nusic educators through a



review of adm nistrative and peer eval uations.

Addi tionally, he encouraged conmunity mnusic schools to
expl ore nedi cal and pension benefit progranms in order to
retain qualified nusic educators with attractive and
conpetitive enpl oynent packages.

In a study on the nenbers of the National Guild of
Community Schools of the Arts, Evans, Kl ein, and Del gado
(1992) recomrended to inprove faculty working conditions
through an increase in the hourly rate of pay by providing
new and i nproved benefits, creating opportunities for
pr of essi onal devel opnent, and by establishing faculty
counci |l s.

Al'l three studies, which span a thirty-year period,
call for a job redesign to inprove faculty working
conditions. Al three studies al so suggest by inference
that insufficient conpensation and benefit packages are the
job characteristics that cause inadequate worKking
conditions, poor faculty norale, and retention. However,
the results of several studies conducted in various
educational settings outside of nusic suggest that there
are various job characteristics in addition to conpensation

and benefits that significantly contribute to overal



teacher effectiveness and satisfaction (Pasi, 1995;
G bbons, 1996; Morton, 1991; Barnabe and Burns, 1994).

The job characteristics receiving the nost research
attention to date have been those descri bed by the Job
Characteristics Mdel and Job Di agnostic Survey devel oped
by Hackman and A dham (N chol son, 1998). According to
Hackman and O dham (1980), the Job Diagnostic Survey was
desi gned to diagnose job characteristics prior to any
effort to redesign a job (p. 103). Using Hackman and
A dhanis Job Characteristic Mddel, the purpose of this
study was to investigate the perceptions community nusic
school faculty hold towards their job. Made operational by
the Job Diagnostic Survey, the nodel includes various core
j ob di mensi ons, psychol ogi cal states, personal/work
out cones, and growt h-need strength variables that are

explained in the foll ow ng section.

Background of Study
The Job Characteristics Mbdel has its roots in the
pi oneeri ng works of Herzberg (1966), Turner and Law ence
(1965), Blood and Hulin (1967) and Hulin and Bl ood (1968),
all of who exami ned the relationship between certain

objective attributes of tasks and enpl oyees’ reactions to



their work. On the basis of these works, Hackman and O dham
devel oped the theory that the job itself should be designed
to possess fundanmental characteristics needed to create
conditions for high work notivation, satisfaction and
performance. The concepts of their Job Characteristics

Theory are diagraned in Figure 1.

Core Job Critical Psychol ogi cal Per sonal / Wor k

Characteristics St at es Cut cones
-Skill Variety
-Task ldentity - Meani ngf ul ness of Wor k—| Hi gh Internal Wrk
- Task Significance - Mbt i vati on
- Aut onony - Qut come Responsi bi l i tyJ
. - Know edge of Results
Feedback 9 High Quality Werk

Per f or mance
Mbder at or
H gh Satisfaction

- Gowh Need Strength With the Vork

— Iy ¥

Figure 1. The Rel ati onshi ps Anong the Core Job Di nensions,
the Critical Psychol ogical States, Personal/Wrk Qutcones,

and Mobderators as illustrated by Hackman and O dham (1974).

Hacknman and O dham began by searching for the basic
psychol ogi cal states that pronote high-performance
notivation and satisfaction at work. The three conditions
t hey suggested were: (a) a person nust experience the work
as neani ngful, as something which is generally val uabl e and

worthwhile; (b) a person nust experience responsibility for



the results of the work, that is, he/she nust fee
personal | y accountabl e and responsible for the work
results; (c) a person nust have know edge of the final
results of the work being done, that is, he/she nust
understand the effectiveness of his/her job performance.

For the devel opnent and nmi nt enance of strong internal work
notivation, Hackman and A dham (1975) assert that it is
necessary for all three critical psychol ogical states of
experienced neani ngful ness, experienced responsibility, and
know edge of results to be present (p. 90).

Since the three critical psychol ogical states are, by
definition, internal to persons, they cannot be directly
mani pul ated i n managi ng work. Therefore, the authors began
with the question of how the critical psychol ogical states
could be created. They identified five core job
characteristics of skill variety, task identity, task
significance, autonony, and feedback as reasonably
obj ecti ve, neasurabl e and changeabl e properties of work,
and that foster the desired psychol ogical states, which in
turn notivate positive personal/work outcones. They further
suggested that skill variety, task identity, and task
significance contributed to the experienced neani ngful ness

of the work while autonony accounted for experienced



responsibility, and feedback established know edge of work
results.

A job high in notivating potential nust be high on at
| east one of the three job characteristics that pronpt
experienced neani ngful ness, and hi gh on both autonony and
f eedback, to create conditions which foster all three
critical psychol ogical states (Hackman and O dham 1980, p.
81). The overall notivating potential of a job can be
determ ned by the conmputation of a notivating potenti al

score, which is calculated as illustrated in Table 1:

Table 1

The Mdtivating Potential Score fornula as conputed by

Hackman and O dham (1974)

Ski | | + Task + Task
Moti vating Variety Identity Significance Job
Pot enti al X Autonony X raadback
Score = 3

The notivating potential score provides a quantitative
di agnosis of the job situation in question by neans of the
scores obtained fromthe Job D agnostic Survey (Hackman and
A dham 1975, p. 160).

Addi tional ly, Hackman and O dham have included in their

Job Characteristics Mddel a factor of growth-need strength



as a noderator of both core job characteristics-critica
psychol ogi cal states relationships and the critical
psychol ogi cal states-personal /work outcone rel ationshi ps.
G owt h-need strength refers to an individual’'s desire to be
chal l enged and to grow on the job or one’s need for
personal acconplishnment, |earning, and devel opment on the
j ob (Hackman and O dham 1980, p.85). Hackman and A dham
believe that individuals with strong growth needs w ||
respond nore positively to jobs that are high on the core
j ob di mensi ons because such jobs provide opportunities for
pr of essi onal advancenent. On the ot her hand, individuals
with weak growth needs will experience little internal
notivation from conpl ex jobs, either because they do not
recogni ze or value, the opportunities present for

pr of essi onal devel opnent .

In summary, the Job Characteristics Theory of Hackman
and O dham asserts that a job will be neaningful to an
enpl oyee to the extent that it requires a variety of
skills, involves the conpletion of a whole and identifiable
pi ece of work, and has significance for the |ives of other
people; it will foster feelings of personal responsibility
to the degree that it provides the enpl oyee autonony in

selecting the nethods for carrying out the work; and it



furni shes the enpl oyee knowl edge on which to judge the
effects of his or her efforts if it is arranged to all ow
such feedback. Thus, the notivating potential of a job, as
el aborated by the five core job characteristics, are said
to affect the three critical psychol ogi cal states, which,
in turn, are essential ingredients of the enployee' s
internal work notivation and other positive personal /work
out cones.

The Job Di agnostic Survey

The princi pal assessnment tool devel oped by Hacknman and
A dham (1974) for purposes of neasuring the overal
notivating potential of a job in ternms of the core job
characteristics is the Job D agnostic Survey. The
i nstrunment includes eighty-three itens presented in the
forms of questions or statenments, and asks subjects to
respond in ternms of their job according to their
perceptions. Itens neasuring the dinmensions of the job
characteristic nodel by using a seven-point response scale
appear randomy throughout the instrunent.

The original field research by Hackman and O dham (1974)
provided the initial support for the job characteristics
theory and survey. The researchers collected data from six

hundred and fifty eight different enpl oyees working on



sixty-two different jobs in seven organizations. Hackman
and O dham offer the following findings in their report:

The internal consistency reliabilities range froma high

of .88 to a low of .56. The nedi an off-di agona

correlations range from.12 to .28. In general, the
results of the study suggest that both the interna
consi stency reliability of the scales and the
discrimnation validity of the itens are satisfactory.

(1974, p. 19)

Despite the supportive findings of Hackman and O dham
sone researchers have found only partial support for the
theory (Evans, Kiggundu and House, 1979; Hogan and Martell,
1987), while Roberts and dick (1981) have strongly
criticized the theory. They argue that it treats
perceptions as real data distinct from objective
descriptions of the job characteristics and that
perceptions do not truly represent the attributes of tasks.
However, Giffin (1983) presents convincing argunents that
perceptions are indeed a viable source of data about jobs
and job design. Fried and Ferris (1987) in their neta-
anal ysis of two hundred studies on the Job Characteristics
Model conclude, “it is inappropriate to totally dism ss

perceptual and correlational results as sinply artifactual

10



in nature” (p.309). Perhaps Hackman and O dham offer the

best assessnent of the theory:
In sum while there is support in the research
literature for the Job Characteristics Mdel, it would
be i nappropriate to conclude that the nodel provides a
conpl ete picture of the notivational effects of job
characteristics. Instead, this nodel . . . is perhaps
viewed as an aid in planning for changes in work
systens. An especially inportant part of that planning
process, and one for which a conceptual nodel of sone
kind is alnost essential, is the pre-change diagnosis of
a work system (1980 p.97)

The Job Di agnostic Survey in Education

Wiile the Job Characteristics Mdel and Job Di aghostic
Survey have been used extensively, and supported by a
nunmber of studies in business and industry, recent research
supports the utility of both in the teaching profession
(G bbons, 1996; Barnabe and Burns, 1994; C eave, 1989;
Morton, 1992).

G bbons (1996) tested the nodel by using the Job
Di agnostic Survey with 393 teachers enployed in twelve
el ementary schools in Jeffersonville and St. Francois

counties in Mssouri. H's investigation of the notivational

11



characteristics of job satisfaction for el enentary schoo
teachers reveal ed a rel ationship anmong their job

di mensi ons, psychol ogi cal states and personal /work out cone
nmeasures as predicted by Hackman and O dham Additionally,
when conparing his findings to the national norns, he

di scovered that teachers scored higher in all categories of
the Job Diagnostic Survey except with pay and grow h need
strength.

Bar nabe and Burns (1994) tested the utility of the
survey to diagnose factors affecting teachers’ notivation
and satisfaction. They collected data from 247 teachers in
the province of Quebec. The following is a summary of their
concl usi ons:

1. The Job Characteristics Mddel and the Job Di agnostic

Survey instrument have utility for the teaching
pr of essi on.

2. The Job Diagnostic instrunent appeared to
discrimnate satisfactorily between Job
Characteristics for the Quebec sanpl e studied.

3. Proposed rel ati onshi ps between Job Characteristics
and Psychol ogi cal States, and between Psychol ogi cal
States and notivation and satisfaction outcones were

found to exist.

12



4. Psychol ogi cal States appeared to nedi ate between Job
Characteristics and outcones.

5. The differences in some of the correl ati ons between
the current findings and Hackman and A dham s
suggest that questions about specific factors may
| ead to nodifying the nodel for future studies
i nvol ving teachers in Quebec.

6. Wen conpared to the national norns established by
A dham Hackman, and Stepina, notabl e nean
di fferences were found on task significance and
experienced responsibility.

Cl eave (1989) exam ned the applicability of the Hacknman
and O dham survey to adm nistrative positions in university
physi cal education and sport. She collected data from 217
physi cal education, intranural/recreation, and
intercollegiate directors and assistant directors at
sel ected universities in Canada and the state of Illinois.
Her anal ysis of the psychonetric properties of the survey
confirnmed that the nodel was applicable to physical
education and sport administrators in institutions of
hi gher education. Using a t-test, she reported significant
differences (p < .05) in all conparisons between the study

sanpl e and the normative sanple of A dham and Hacknman

13



Morton (1992) tested the Job Characteristics Mdel in
public schools by admi nistering the survey to 554
el enentary teachers enployed in forty-eight public schools.
He reported that the relationship anong job di nensions,
psychol ogi cal states and personal /work outconme neasures, as
stated in the nodel, were supported. In addition, Mrton
conpared his neans with those of the national nornms and
concl uded that teachers scored higher in all categories of
the Job Diagnostic Survey except with pay and grow h need

strength.

Pur pose and Probl ens of Study
The purpose of this study was to apply Hackman and
O dhanmis Job Characteristic Mddel to the perceptions
comunity nusic school faculty hold towards their job.

Questi ons of Study

1. How do community nusic school faculty feel about
their core job characteristics of skill variety,
task identity, task significance, autonomny, and
f eedback, all of which determ ne the notivating

potential of the job?

14



2. How do community nusic school faculty feel about
their critical psychol ogical states of experienced
meani ngf ul ness, experienced responsibility, and
know edge of results?

3. How do community nusic school faculty feel about
their personal and work outcomes of satisfaction and
noti vati on?

4. How do community mnusic school faculty feel about
their need for grow h and advancenent ?

5. How do the nean scores of conmunity music schoo
faculty conpare to the national norns established by
A dham Hackman, and Stepi na?

Definition of Terns

Hacknman and O dham provi de the foll owi ng definitions.
(1974, pp. 5-6)

1. Job Diagnostic Theory proposes the interactive

rel ati onshi ps between Core Job Characteristics,
Critical psychol ogical states, and Personal /Wrk
Qut cone.

2. Core Job Characteristics refers to objective

properties of Skill Variety, Task Identity, Task

Signi ficance, Autonony, and Feedback that contribute

15



to the work effectiveness and sati sfaction of
enpl oyees.

Critical psychol ogical states refer to the Experienced

Meani ngf ul ness of Wbrk, Experienced Responsibility for
Wor k Qut cones, and the Know edge of Wrk Results.

Per sonal Wbrk/ Qutconmes refer to the personal,

affective reactions or feelings a person obtains from
perform ng a job.

Affective Reactions refers to the general and specific

sati sfactions, and internal work notivation
experienced as a result of doing a job.

Internal Work Motivation refers to the degree to which

the enpl oyee is self-notivated to performeffectively
on the job.

General Satisfaction refers to the overall neasure of

the degree to which the enployee is satisfied and
happy with the job.

Specific Satisfactions refers to a nunber of short

scal es which provi de separate neasures of satisfaction
with job security, pay and ot her conpensation, peers
and co-workers, supervision, opportunities for

personal growth and devel opnent on the job.

16



10.

11.

12.

13.

14.

Motivating Potential Score refers to a single sunmary

i ndex of the degree to which the objective
characteristics of the job will pronpt high internal
wor k notivati on.

G owm h-Need Strength refers to the desire of the

i ndi vidual to obtain professional growh and
achi evenent .

Skill Variety is the degree to which a job requires a

variety of different activities in carrying out the
wor k, whi ch involve the use of a nunber of different
skills and talents of the enployee

Task ldentity is the degree to which the job requires

the conpletion of a “whole” and identifiable piece of
work (i.e.; doing a job frombeginning to end with a
vi si bl e out cones).

Task Significance is the degree to which a job has a

substantial inpact on the lives or work of other
peopl e whether in the i mredi ate organi zation or in the
external environnent.

Aut onony is the degree to which the job provides
substantial freedom independence, and discretion to

t he enpl oyee in scheduling his or her work and in

17



15.

16.

17.

18.

determ ning the procedures to be used in carrying it
out .

Feedback refers to the degree to which carrying out
the work activities required by the job results in the
enpl oyee obtaining informati on about the effectiveness
of his or her performance.

Meani ngf ul ness of Wirk refers to the degree to which

t he enpl oyee experiences the job as one which is
general |y neani ngful, val uable and worthwhile.

Experi enced Responsibility refers to the degree to

whi ch the enpl oyee feels accountabl e and responsible
for the results of the work he or she does.

Know edge of Results refers to the degree to which the

enpl oyee knows and understands, on a continuous basis,
how effectively he or she is performng his or her

j ob.

Delimtations

This study concerns itself with independent community

school s which teach only nusic and who are nenbers of the

Nat i onal Guild of Community Schools of the Arts.
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CHAPTER TWO

Rel ated Literature

Job enrichnent and notivation in an organi zati on have
been the focus of attention for behavioral scientists since
the early part of the twentieth century. As a result, the
| ast century has produced an abundance of |iterature on job
desi gn and enrichnent. Organi zations have becone aware of
the effect job designs have on perceived working
conditions, which is believed to shape enpl oyee notivation
and satisfaction.

Hi storical Background of Job Design and Mtivation

The job enrichnment novenent began as a reaction to
Taylor’s (1911) “scientific nmanagenent” approach. His
t heory, which was fornul ated at the begi nning of the
twentieth century, was based on the assunption that jobs
shoul d be specialized, sinplified, and standardi zed so that
organi zations could function as rationally and efficiently
as possible. Two underlying assunptions were the basis for
Tayl or’s scientific managenent theory. First, sinplifying

jobs would result in increased worker efficiency, reduced
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skill requirenents, and increased nmanagerial control, al
of which would aid in the increase of profits. Second,
wor kers woul d be notivated by increased econom c rewards,
whi ch woul d be possi bl e because of the increased
productivity.

Underlying Taylor’s ideas was a hypothesis now referred
to as “Theory X’ which asserts that people are alienated
fromtheir work, wish to avoid high levels of effort, are
notivated solely or largely by pay, and distrust nmanagenent
(Ni chol son, 1998). Taylor (1911) clainmed that the
advant ages of scientific managenent were: (a) mnimzed
| abor costs, (b) standardi zed work procedures to sinplify
adm nistrative control, and (c) increased work efficiency
t hrough speci ali zati on.

Because the scientific managenent approach did not prove
to increase enpl oyee productivity, researchers continued
their inquiry, which led to the now fanmous Hawt hor ne
studi es. These studies, a series of human relation studies
conducted at the Hawt horne plant of the Western Electric
Company in Chicago, Illinois from1927 to 1933, initiated
the concern of industrial psychol ogists with the
nmeasurenment, interpretation and inplications of job

attitudes. The results of these studies, as reported by
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Mayo (1946) and his coll eagues at the graduate school of
busi ness adm ni stration at Harvard University, suggested
t hat psychol ogi cal and sociol ogical factors were of ngjor
i nportance in determ ning worker behavior, effectiveness,
and satisfaction; the nmere act of managenment show ng people
that they are concerned about themusually spurs themto
better job performance.

In contrast to the scientific managenent system the
human rel ati ons approach procl ai ned that social and
psychol ogi cal factors were nost inportant in influencing
wor ker productivity, satisfaction and notivation. As a
result of the Hawt horne studi es, organi zations began
concentrating efforts on inproving enpl oyee job
satisfaction with the belief that by inproving enpl oyee
attitudes, their overall performance would inprove. The
Hawt hor ne studi es can undoubtedly be consi dered a benchmark
in the evolution of job design research

Her zberg (1966) and his associates contributed to the
job enrichnment novenent with the intentions of creating a
means of increasing notivation, satisfaction, and
productivity of people at work. After conducting a review
of relevant literature between 1920 and 1954, they

concluded that there probably was sone rel ati onship between

21



job attitudes and productivity. To investigate their
hypot hesi s, they asked workers to describe tinmes when they
felt good or bad about their jobs. They discovered that the
factors associated with satisfying experiences were
different fromones associated with negative experiences.
To explain this phenonenon, they proposed a two-factor
theory of notivation called the notivation-hygi ene theory.

The theory states that satisfaction and dissatisfaction
are not opposite ends of a single continuum but rather two
separate continua. The theory states that satisfaction is
primarily determ ned by factors intrinsic to work (i.e.,
achi evenent, recognition, advancenent, the work itself)
whi |l e di ssatisfaction stens fromfactors extrinsic to the
work (i.e., salary, job security, interpersonal relations).
The first set of factors is called notivators because they
only have the potential for increasing enployee
satisfaction. The second set is called hygi ene because the
i nprovenents of these factors can only result in |ess
di ssati sfaction.

Despite heavy criticism the two-factor theory remains a
mai nstay in the job satisfaction literature. The theory
provi des an inportant distinction between physical and

psychol ogi cal needs, and ties work to psychol ogi cal well -
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being and growth by stressing the idea that job
satisfaction is associated with the nature of work (Locke,
1976) .

Vroom (1964) presented a theory of worker notivation,
whi ch focused on notivational dynamcs as a force within
enpl oyees. His theory, called the “Expectancy Theory”,

i ncl uded three concepts, which contributed to the force of
notivation: (a) val ence, (b) expectancy, and (c)
instrunmentality. Valence represents the inportance or val ue
that a particular outcone or result has for the individual
Expectancy refers to the extent that an individual feels
his or her efforts will lead to a particul ar outcone.
Instrunentality reflects the individual’s perception of the
rel ati onshi p between direct outcones and indirect outcones.

Vroom bel i eved that notivation occurs when: (a) outcones
or rewards being offered are perceived by the worker as
bei ng desirable; (b) the worker knows what needs to be done
to obtain desired outcones; (c) the worker is confident
that he or she is able to do what is necessary to perform
adequately. Individual notivation is viewed as a function
of a person’s perception that his or her increased
performance will result in certain rewards, which

ultimately aids the pursuit of personal goals. In short, to
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be notivated, the worker nust believe that it is possible
to succeed and that he or she will be rewarded for being
successful (Vroom 1964; Silver, 1983).

Turner and Law ence (1965) initiated the research on
obj ective characteristics of jobs as applied to work
design. They exam ned the rel ationship between certain
attributes of tasks and enpl oyees’ reactions to their work.
They devi sed neasures of six requisite task attributes:
variety, autonony, required interaction, optional
i nteraction, know edge and skill required, and
responsibility. These attributes were predicted to relate
positively to enpl oyee satisfaction, effectiveness, and
att endance.

A sunmary neasure, the Requisite Task Attri butes Index,
was derived fromthe six nmeasures and used to test
rel ati onshi ps between the design of jobs and enpl oyee
reactions to them Turner and Law ence expected that the
hi gher a job’s standing on these attributes, the nore
satisfaction jobhol ders woul d experience. Positive
rel ati ons were found between the Requisite Task Attributes
I ndex and enpl oyee satisfaction for workers fromfactories
| ocated in rural towns. The researchers concl uded t hat

reactions to jobs high on the Requisite Task Attri butes
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| ndex were noderated by differences in the cultural
backgrounds of enpl oyees.

Support for the research of Turner and Law ence was
provi ded by ensuing investigations by Blood and Hulin
(1967) and Hulin and Bl ood (1968). Hackman and Lawl er
(1971), however, suggested that previously found
di fferences in how nenbers in groups responded to their
j obs m ght be explained in terns of enpl oyees’ personal
need for professional growh and devel opnent rather than
cul tural background differences. They suggested that
enpl oyees shoul d react positively to four core dinensions
adapted fromthose used by Turner and Law ence: variety,
aut onony, task identity, and feedback. Additionally, a
measure was devel oped to reflect the | evel of enployee
desire for the satisfaction of higher-order needs. Hackman
and Lawl er (1971, p. 273) discovered that when jobs are
hi gh on the four core dinensions, enployees report having
hi gher intrinsic notivation to performwell. Furthernore,
the researchers provided evidence that key characteristics
of the job itself can directly affect enployee attitudes
and behavi or.

Spawned by the basis of these previous works, Hackman

and A dham (1975) devel oped the Job Characteristics Mdel
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and the Job Diagnostic Survey. Their theory proposes that
the job itself should be designed to possess certain
characteristics that create conditions for high work
notivation, satisfaction, and perfornmance.

Description of the Job Di agnostic Survey

The Job Di agnostic Survey consists of eighty-three itens
presented in the forns of questions or statenents, and asks
subjects to respond in ternms of their job according to
their perceptions. Using a seven-point response scale (1 =
low, 7 = high), itenms measuring the core job
characteristics, critical psychol ogical states, internal
wor k nmotivation, growh need strength, and general and
specific satisfactions, appear randonmy throughout the
i nstrunent.

Job characteristics. Scores on the five core job

characteristics nmeasured are obtained fromitens in
sections one and two of the Job Di aghostic Survey. In
section one, a single itemis provided for each job
characteristic, in the format illustrated in Table 2.
Respondents circle the nunber that best reflects their

assessnment of the anount of variety in their jobs.
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Tabl e 2

Question from section one of the Job Diagnostic Survey of

Hackman and O dham (1974)

1. How much variety is there in your job? That is, to what extent
does the job require you to do nany different things at work
using a variety of your skills and tal ents?

1 2 3 4 5 6 7
Very little: the job Moder at e Very nmuch: the job
requi res the sane Variety requires me to do
routine things over many different
and over things, using a

nunber of different
skills and talents

In section two, two itens are provided for each of the
five core job characteristics, one of which is phrased in
direct or positive terns, and one of which is phrased in
reversed or negative ternms. Respondents are asked to
i ndi cate how accurate versus inaccurate each statenent
listed is in describing the objective characteristics of
the job. A seven-point scale is used, ranging from“very
i naccurate” through “uncertain” to “very accurate”. A
sanple statenent in reversed format for skill variety is

illustrated in Table 3:
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Tabl e 3

Question fromsection two of the Job Diagnostic Survey of

Hackman and O dham (1974)

1 2 3 4 5 6 7
Very Most |y Slightly Uncertain Slightly Most |y Very
Accur at e Accur at e Accur at e Accur at e Accur at e Accur at e

_____The job is quite sinple and repetitive.

Critical psychol ogical states. Scores for experienced

nmeani ngf ul ness of work, experienced responsibility for work
out cones, and know edge of results are obtained from
section three and five of the Job Diagnostic Survey. In
section three, respondents indicate their agreenent or

di sagreenent with a nunber of statenents about their work
experience. A seven-point scale is used ranging from

“di sagree strongly” through “neutral” to “agree strongly”.
Figure 2 illustrates sanple statenents.

In section five, a projective format is used, in which
respondents are asked to think of other people in the
organi zati on who hold the sane job and to indicate how
accurate each of a nunber of statenents are in describing
the feelings of those other people about the job. The scale
is the sane seven-point agree-di sagree scale used in

section three. The content of the itens is very simlar to
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For Experienced meani ngful ness of Work in reversed fornmat:

~_ Most the things | have to do on this job seem usel ess
or trivial.

For Experienced Responsibility for Wrk Qutcones:

| feel | should take the credit or blame for the
results of my work on this job.

For Know edge of Results in reversed fornmat:

| often have trouble figuring out whether |’ m doing
well or poorly on this job.

Figure 2. Questions fromsection three of the Job

Di agnosti c Survey of Hackman and O dham (1974).

those included in section three, except that nost itens are
prefaced by a phrase such as “Mst people on this job .
.". A sanple itemfor experienced nmeani ngful ness is

docunented in Figure 3:

~_ Most people on this job find the work very neani ngful

Figure 3. Question fromsection five of the Job D agnostic

Survey of Hackman and A dham (1974).

In all, there are four itens tapping experienced
meani ngf ul ness of the work, six itens for experienced
responsibility for work outcones, and four itens for
know edge of results. Eight of the itens are directly

stated and six of the itens are in reversed format.
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CGCeneral satisfaction and work notivation. Genera

satisfaction and internal work notivation are assessed in
sections three and five; the itens for these scales are
interm xed with those for the critical psychol ogica
states. There are five itens tapping general satisfaction
and six itens for internal work notivation. Two of the
general satisfaction itens and one of the internal
notivation itens are in reversed format. A sanple itemfor
general satisfaction in reversed format and a sanple itens

for internal work notivation are illustrated in Figure 4:

W opinion of nyself goes up when | do this job well.

___People on this job often think of quitting.

Figure 4. Questions fromsection three and five of the Job

Di agnosti c Survey of Hackman and O dham (1974).

Specific satisfaction. Scores for five specific

satisfaction sub-scal es are obtained fromsection four of
the Job Diagnostic Survey. Subjects respond to the query
“How satisfied are you with this aspect of your job?” for
each item wusing a seven-point scale ranging from

“extrenely dissatisfied” through “neutral” to “extrenely
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satisfied”. Sanple itens for each of the five sub-scales

are represented in Figure 5:
Job Security

~_ How secure things look for me in the future in this
organi zati on.

Pay and Conpensation
___ The anount of pay and fringe benefits | receive.

Soci al
The chance to get to know ot her people while on the
j ob.

Super vi si on
___ The anount of support and gui dance | receive fromny
supervi sor.

The anount of personal growth and devel opnent | get
in doing ny job.

Figure 5. Questions from section four of the Job Diagnostic

Survey of Hackman and O dham (1974).

I ndi vi dual grow h need strength. The desire to obtain

prof essional growth and achi evenent is nmeasured in sections
si x and seven of the survey. In section six, respondents
are asked to indicate the degree to which they would Iike
to have specific elenents present in their job. Five of the
itens are not relevant to individual growh needs, and are
not scored. A sanple of a Gowh Need item question is

shown in Figure 6:
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___ Chances to exercise independent thought and action in
my job.

Figure 6. A question fromsection six of the Job Diagnostic

Survey of Hackman and O dham (1974).

Al'l eleven itens refer to generally positive or
desirabl e aspects of the work environnent. To enphasize to
the respondents that nost itens are seen as desirable to
nost people, the seven-point response scal e ranges from
“woul d I'i ke having this only a noderate anmount”, through
“woul d I'i ke having this very much” to “would |ike having
this extrenely nuch”. To further reinforce the fact that
these itens are to be marked differently fromthose
encountered earlier in the instrument, the nunerical val ues
on the response range fromfour to ten. The item scores are
transforned to a standard one to seven scale prior to
anal ysis by subtracting a constant of 3.0 fromeach item

In section seven, the need for professional growh and
achi evenent is neasured by asking respondents to indicate
their relative preferences for pairs of hypothetical jobs.

A sanple itemis diagramed in Table 4:
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Tabl e 4

A question fromsection eight of the Job D agnostic Survey

of Hackman and O dham (1974)

Job A Job B
A job where you are often A job with many pl easant
required to make people to work with
i mportant deci sions
1 2 3 4 5
Strongly Slightly Neut r al Slightly Strongly
Prefer A Prefer A Prefer B Prefer B

Respondents circle the nunber that reflects their own
relative preference between the two jobs. In each item a
job with characteristics relevant to growth-need
satisfaction is paired with a job which has the potenti al
for satisfying one of a variety of other needs. The twelve
itens in this section are split in half with a choice
bet ween jobs, both of which have positive characteristics,
and with jobs that have both predom nantly negative
features. The growth-relevant job is presented in half of
the itens as “Job A" and in half as “Job B".

Nornms of the Job Diagnostic Survey

The Job Di agnostic Survey (Hackman and O dham 1974) is
an instrunment designed to be useful both in the diagnosis

of jobs prior to their redesign, and in research and
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eval uation activities that attenpt to assess the effects of
redesi gned jobs on the enpl oyees who performthem The
results presented in the Hackman and A dham (1974) report
were based on data froma relatively small sanple of 658
enpl oyees who worked in sixty-two different jobs in seven
organi zations. Unfortunately, their data did not represent
a cross section of organizations, jobs, or enployees in the
United States. Thus, any conparisons involving Job
Di agnostic scores fromany organi zation with those reported
in the 1974 paper nay be m sleading. The report prepared by
A dham Hackman and Stepina (1978) rectifies this problem

The results reported by O dham Hackman and Stepi na
(1978) are based on data obtained from approxi mately 6, 930
enpl oyees working on 876 jobs in fifty-six organizations.
The jobs were highly heterogeneous, including professional,
sales, clerical, and managerial work from governnent al
service, and productive organi zations; all organizations
were | ocated in all geographical regions of the United
St at es.

Menbers of Roy W Walters consulting firmcoll ected
approxi mately seventy-five percent of the data to use for
organi zati onal di agnoses, while academ cians using the Job

Di agnostic Survey for research purposes collected the
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remai ning twenty-five percent of the data. Al subjects
conpl eted the Job Diagnostic Survey and were guarant eed
anonynmty. The results were reported in four sections.
Section one provided the neans, standard devi ati ons,
reliabilities, and intercorrelations anong the Job

Di agnostic scal es and was presented for the sanple as a
whol e. The Job Diagnostic Survey neans and standard

devi ations were reported separately for various types of
organi zations in section two, and for various types of jobs
in section three. Means and standard deviations for various
denographi ¢ categories were presented in section four.

The reliabilities, presented in Table 5, ranged froma
high of .88 to a low of .58. In general, the results are
conparabl e to those reported in previous studies (Dunham
1976; Hackman and O dham 1975; Katz, 1978; Pierce and

Dunham 1978).
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Tabl e 5

Internal consistency reliabilities of the Job D agnostic

Survey reported by O dham Hacknman, and Stepina (1978)

JDS Scal e N( a) Rel i abi l'i ty(b)
Skill Variety 3 .68
Task ldentity 3 .61
Task Significance 3 .58
Aut onony 3 .64
Feedback from Job 3 . 68
Feedback from Agents 3 .75
Dealing with O hers 3 .62
Experi enced Meani ngf ul ness 4 .71
Experi enced Responsibility 6 . 67
Knowl edge of Results 4 .71
CGeneral Satisfaction 5 .77
Internal Mtivation 6 . 69
Pay Satisfaction 2 . 86
Security Satisfaction 2 .73
Soci al Satisfaction 3 .64
Supervi sory Satisfaction 3 . 87
Gow h Satisfaction 4 .84
Wul d Li ke GNS 6 .87
Job Choice OGNS 12 .71
Total GNS 18 . 88
Not e: N t hroughout about 6930 with small variations due to m ssing

data

(a) nunber of items conposing each scal e

(b) Reliabilities were cal cul ated by obtaining the average
interimcorrelation for all itenms which are scored on each

scal e and then adjusting nmedi an by Spearnmen-Brown procedures
to obtain an estinmate of the reliability of the scale score.
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Tabl e 6 presents the neans and standard devi ati ons of
the Job Di agnostic Survey across the 876 jobs in the
sanpl e. The scal e means obtained are across all enpl oyees
and are very simlar to those obtained when averages were
conputed across all jobs. This indicates that the different
nunbers of respondents who held the various jobs did not
substantially affect the nean scal e scores.

Means of several of the scales reported in Table 6
deviate fromthose presented in the 1974 report of Hackman
and O dham The neans of skill variety, feedback from
agents, dealing with others, general satisfaction, internal
notivation, and woul d-1i ke growth-need strength were
somewhat hi gher than originally reported, while the neans
for task identity feedback fromjob, know edge of results,
soci al satisfaction, and supervisory satisfaction were
somewhat | ower.

The patterns of the intercorrelations were simlar to
t hose reported by Hackman and O dham (1974), although the
overall level of relationship in the across-job analysis
was higher than in the across-respondent analysis. The five
core job dinmensions of skill variety, task identity, task
significance, autonony, and feedback, were noderately

intercorrel ated, as had been found in previous research
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Tabl e 6

Job Di agnhostic Survey Means and Standard Devi ati ons Acro0ss

Respondents and Jobs

Acr oss Respondents

Across Jobs

JDS Scal e M SD M SD
Skill Variety 4.53 1.57 4. 66 1.15
Task ldentity 4.65 1.44 4.72 .90
Task Significance 5.49 1.25 5.51 .79
Aut onony 4.78 1.39 4. 87 .93
Feedback from Job 4.81 1.34 4.87 .79
Feedback from Agents 4.06 1.58 4.11 .95
Dealing with Ghers 5.46 1.31 5.58 .94
Mot i vating Potential Score 122.10 69. 41 127.76 48. 74
Experi enced Meani ngful ness 5.10 1.14 5.16 .74
Experienced Responsibility 5.40 96 5. 47 .59
Know edge of Results 5. 04 1.14 5. 00 . 68
General Satisfaction 4. 65 1.27 4.70 . 82
Internal Motivation 5.50 . 89 5.58 .52
Pay Satisfaction 4.16 1.66 4. 30 1. 07
Security Satisfaction 4.76 1.48 4. 86 . 96
Soci al Satisfaction 5.31 1.02 5. 36 .62
Supervi sory Satisfaction 4.79 1.57 4,93 .90
personal Devel oprent 4.74 1.33 4.83 .85
Woul d Like Gowth Need Strength 5. 64 1.22 5.70 .74
Job Choice Gowth Need Strength 4.23 81 4,32 .55
Total Growth Need Strength 4.93 86 5. 05 .59
N (approx.) 6930 876
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(Dunham 1976; Hackman and Lawl er, 1971; Hackman and

A dham 1974). Wth the exception of task identity, there
were substantial relationships between the core job

di mensi ons and the correspondi ng psychol ogi cal states.
Addi tionally, the core dinmensions and the psychol ogi cal
states were substantially and positively related to the
out cone neasures. Enpl oyees, who are paid on a salaried
basis, see their jobs as higher on the core dinensions than
do the individuals who are paid on an hourly basis.

I ndividuals in salaried positions al so have hi gher scores
for notivation and grow h-need strength and, for the nost
part, score higher on the satisfaction indices.

The Job Di agnostic Survey in Education

Uilizing the Job Diagnostic Survey, Cammarata (1984)
designed a study to investigate the notivating potential of
el enentary and secondary teachers in Chester County,

Pennsyl vani a. The focus of his study was to ascertain the
notivating potential of the teaching job, as neasured by
the Job Diagnostic Survey, and to conpare his findings with
the norns reported by other studies using the Job

Di agnostic Survey. He delivered 609 Job Di agnostic Surveys
to a contact person who distributed the surveys to the

teachers. Qut of the 609 surveys adm ni stered, 349 surveys
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were conpleted correctly for a return rate of fifty seven
per cent .

For each variable, the data were classified by: (a)
entire popul ation; (b) sex; (c) district; (d) district
size; (e) type of teacher. The nmean, standard devi ation and
range (i ncludi ng maxi mum and m ni nrum score), were conputed
using the Statistical Package for the Social Sciences. For
each of the response variables, a one-way anal ysis of
vari ance was used to conpare mean responses anong groups.
Cammarata reported that a significant difference in the
nmean scores was present when the F probability was bel ow
.05. Mean scores of the entire popul ati on of Chester County
teachers were conpared to nean scores of other jobs by
conparing the results of this study with the results of
nornmati ve data provided by A dham Hacknman, and Stepina
(1978, pp. 1-42); normative data was based on the results
of studies involving 6,930 enpl oyees hol ding 876
het er ogeneous jobs in fifty-six organizations. To
summarize, this study attenpted to:

1. Investigate the current state of notivation for

el enentary and secondary teachers in Chester County.
2. Investigate the relationship between the notivating

potential of elenentary and secondary teachers.
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3. Investigate the relationship between the notivating
potential of female and nal e teachers.

4. Investigate the relationship of notivating potenti al
as found between |large and small districts in Chester
County.

5. Investigate the relationship of notivating potenti al
anong the twel ve Chester County districts.

6. Conpare the findings of this study with the norns
provi ded by other studies using the Job D agnostic
Survey.

The findings of the Cammarata study indicated the
average notivating potential score for the teachers to be
178.9. This was substantially higher than the reported
nati onal nean notivating potential score of 128. Teachers,
as a whole, had a positive outlook toward their job as
i ndi cated by the high scores in skill variety, task
significance, autonomy, and dealing with others. An
extrenely high task significance score indicated the degree
of inportance teachers place upon their work while a
slightly above-average score for task identity indicated
that teachers did not see thensel ves as having the
opportunity to conplete a whole piece of work with a clear

begi nning and end. The degree to which teachers receive
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f eedback about their performance from supervisors or
col | eagues was above the national average while the pay
satisfaction variable nean score of 3.9 was well bel ow the
nati onal average of 4.3; it was the | owest score found in
this study. Finally, teachers were well below the recorded
national normfor the supervisory satisfaction variable.

Despite a notivating potential score that was
significantly higher than the reported national nean, the
Cammar ata study reveal ed certain problens in the teaching
prof essi on, which should be addressed. Specifically, the
perceived inability to conplete a whol e piece of work,
together with | ower than average pay satisfaction and only
aver age supervisory satisfaction, indicated that teachers
felt some job redesign was necessary. Additionally, the
findings of the Cammarata study seemto suggest that the
application of the Job Characteristics Mddel and the Job
Di agnostic Survey to a public school educational setting
was usef ul

In a study exploring the rel ati onshi ps anong job design,
supervi sory behavior, and teacher notivation, Ellis (1987)
found that teachers who perceived a high degree of presence
of the core job dinensions, were nore internally notivated

than those who did not. Using a sanple of 425 classroom

42



teachers randonmly selected from 8,484 public elenentary and
secondary schools in the twenty-four districts of Fairfield
County, Connecticut, she collected 207 Job Di agnostic
Surveys that represented a fifty-three percent return rate.
Responses to the Job Diagnostic Survey were tabul ated as
suggested by Hackman and O dham (1974). In addition to
conputing a Motivating Potential Score, scores were
conpiled for each of the job characteristics, and for the
af fective outconmes. Scores were also conpiled for context
satisfactions such as satisfaction with job security,
conpensati on, co-workers, and supervision; and for

i ndi vidual growth need strength. Al scores were conpared
to national norns and to the norns of specific job famlies
as established by O dham Hackman, and Stepina (1978) to
see how the job of teaching conpared with others in the
categories neasured by the survey. Finally, an analysis of
vari ance was calculated to see if significant differences
existed in the responses of: (a) nmale and femal e
respondents, (b) elenentary, mddle, and secondary | evel
respondents, (c) respondents in high, average, and | ow

soci o-econom c districts, and (d) respondents hol ding and

not hol di ng enriched j obs.
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The findings of the Ellis study were significant. She
found that for teachers, teaching had the potential to be
intrinsically notivating. In the sanple, the notivating
potential scores ranged from 25.33 to 343. The nean for the
sanpl e conpared favorably with scores for national norm
groups (4 dham Hackman, and Stepina, 1978), indicating
that the job of teaching was potentially nore intrinsically
notivating than other professions. There was a relatively
hi gh degree of autonomy, indicating that teachers believed
to have the freedom of setting their own goals, determning
their own curriculumand nmet hodol ogi es, and selecting their
own materials. However, relatively | ow scores for feedback
and for quality supervision, indicated that |aissez-faire
| eader shi p was perceived as the prevailing style.

Addi tional findings indicated that in general, teachers
were nore internally notivated and nore satisfied with
their jobs than were people in other professions. However,
exam nation of the data reveal ed that teachers with high
grow h and achi evenent needs were significantly |ess
satisfied with their jobs than were their counterparts with
| ower growth needs. Finally, |like the Cammarata study, the
findings of the Ellis study appear to support the

application of the Job Characteristics Mddel and Job
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Di agnostic Survey to public school educati onal
envi ronment s.

The design of the adm nistrative positions and the
nature of the work experiences of physical education and
sport adm nistrators was Cl eave’'s (1989) focus. Using the
Job Di agnostic Survey, she investigated adm nistrators’
perceptions of their positions and their reaction to these
positions. She then conpared these perceptions and
reactions to those of the general working popul ation as
reported by Hackman and A dham Additionally, she exam ned
t he appropriateness of the Job Characteristics Mdel and
the Job Diagnostic Survey for this sanple of
adm ni strators.

The primary sanple for this study was drawn fromforty
Canadi an universities consisting of 196 adm nistrators in
physi cal education and fromtwenty-two state of Illinois
uni versities consisting of 130 adm nistrators in physical
education. Replies were received from 151 individuals, or
77.04% fromthe universities in Canada and from ni nety-
ei ght persons, or 75.38% fromlllinois. Several analyses
wer e conducted to conpare this sanple with the nornative
data reported by A dham Hackman, and Stepina (1978, pp. 1-

42). Using t-tests for significant differences with
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i ndependent neans (p < .05), significant differences in al
conpari sons were detected.

The study al so investigated the effects various

denogr aphi ¢, organi zational, and positional factors had on
physi cal education and sport adm nistrators’ perceptions of
the variables included in the Job Characteristics Mdel. To
assess the inpact of these factors on the respondents’
perceptions, the sanple was divided into several sub

sanpl es. One-way anal yses of variance were used to test for
significant differences anong sub sanples on each factor
Tukey’s Significant Difference test (p < .05) was used to
identify where the differences |ay.

Three maj or conclusions were drawn fromthe results of

the C eave study and were reported as foll ows:

1. Physical education and sport adm nistrators perceived
their positions as nore conpl ex, experienced higher
psychol ogi cal states, exhibited nore positive
af fective responses, had stronger growth needs and
were nore satisfied with the context of their
positions than the general working popul ation.

2. Physical education and sport adm nistrators were nore
honogeneous in their perceptions of, and reactions

to, their positions than nenbers of the genera
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wor ki ng popul ation are with respect to their jobs.
The main effects of denographic, organizational, and
political factors exerted very little influence on
the perceptions and reactions of physical education
and sport adm nistrators with respect to their

adm ni strative positions.

3. In general, the Job Characteristics Mdel proposed by
Hackman and O dham appeared to be applicable to this
honogeneous sanpl e of physical education and sport
adm ni strators. For the nost part, the relationships
hypot hesi zed by the nodel were found in this sanple
of physical education and sport adm nistrators.

The effectiveness of the Job Characteristics Mdel and
the Job Diagnostic Survey with this sanple of physical
education and sport adm nistrators was assessed using many
of the sane statistical anal yses enployed by Hackman and
A dham (1976) in the initial validation of their nodel. The
rel ati onshi ps that were hypothesized to exist in the Job
Characteristics Mdel by Hackman and O dham were exam ned
by considering the correlations that were found between the
vari ous conponents of the nodel. C eave reports that the

results for this study reconfirmed the positive
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rel ati onshi ps anong these variables that are proposed by
the Job Characteristics Mdel

Rooney (1990) investigated the job satisfaction of al
educators teaching in the thirty-one elenentary schools and
four high schools in the Catholic D ocese of Wchita. She
col |l ected data using the Job D agnostic Survey and conpared
her findings to the norns conpiled by O dham Hackman, and
Stepina (1978). In order to detect interaction effects, an
anal ysis was conducted using a three-way anal ysis of
variance and in order to examne the data for statistica
significance, the Bonferroni (Dunn) T Test and Duncan
Mul tiple Range Test were used.

O the 503 surveys distributed, 341 were usabl e giving
Rooney a si xty-seven percent return ratio. Summaries of her
findings are:

1. Adm nistrators reported greater salary satisfaction
aut onony, and a notivating potential score than
teachers.

2. Educators with fifteen to twenty-five years of
experience reported greater growh satisfaction than
educators with less than fifteen years or nore than

twenty-five years of experience.
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. Educators with nore than twenty years of experience
reported greater salary satisfaction than educators
with | ess experience.

. Educators with ten to twenty-five years of experience
i ndi cated greater satisfaction with feedback fromthe
job itself than those educators with I ess than ten
years of experience.

. Overall job satisfaction was reported to be greater
for educators with sixteen to twenty years of
experience than for educators with eleven to fifteen
years of experience.

. Religious educators reported greater salary
satisfaction, security, and feedback than | ay
educators while the notivating potential score was

hi gher for |ay educators.

. Educators in schools wth nore than 300 students

i ndi cated that they experienced greater autonony than
did educators in schools with fewer than 100
students, whereas job security was greater for
educators in schools with 300 to 400 students.

. Mal e educators reported greater overall job

sati sfaction than fenmal e educat ors.
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Usi ng the Job Characteristics Mdel and Job D agnostic
Survey as the conceptual framework of her study, Rodriquez
(1992) exam ned the content and the context of the jobs of
academ c library catal oger and their reactions to these
j ob-contents and job-contexts. The nine state universities
of Florida were selected for the study because they were
considered to be fairly honbgeneous. The subjects studied
wer e peopl e occupying a post-entitled “catal oger” who held
a nmaster’s degree in library science. In all, a total of
fifty catalog librarians were identified, and forty-eight
participated in the study.

Descriptive data was coll ected through the use of Job
Di agnostic Survey and the raw scores for every variabl e
were determi ned as well as the nedian, nmean, and standard
deviation. To test the null hypothesis, two-tailed t tests
and z test at the .05 level of significance for the neans
were conputed. The data was anal yzed on three separate
| evel s:

1. The score for the vari abl es of each respondent was

anal yzed on an individual basis;

2. The scores for the respondents were anal yzed to

determine if any pattern or groups m ght be

di sti ngui shed; and
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3. The scores of the group as a whole were conpared to
t he national nornms.

In the first level, the assessnent was focused on the
core job characteristics, psychol ogi cal dinensions,
affective responses to the job, context satisfactions, and
the individual gromh need strength. In the second |evel of
analysis an attenpt was nmade to identify simlarities or
di fferences, and the magnitude of those differences, if
any, within the group as a whole and within the sub-groups.
The third | evel of analysis conpared the scores of the
i ndi vidual s, sub-groups, and the group as a whole to the
nati onal norns reported by A dham Hacknman, and Stepina
(1978).

The Rodri quez study exposed two patterns in the data:
one for those catalogers in the larger institutions and one
for those catalogers in the smaller institutions.
Specifically, the notivating potential score for those in
the smaller institutions was significantly above the
national normfor governnental institutions while that of
the catalogers in the larger institutions was significantly
| ower than the national nornms for both governnent
institutions and professional jobs. In seven of the

ei ghteen vari ables the neans of the catal ogers in the
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| arger institutions were significantly | ower than the
national nornms for government institutions. Wen the neans
of this group were conpared with the national norns for

pr of essi onal jobs, fourteen of the eighteen variables were
significantly | ower than the national norns.

Al t hough the Job Characteristic Mdel and Job Di aghostic
Survey were used as the conceptual franmework of the earlier
studies, Mdirton (1992) professed to have executed the first
study to actually test the job characteristics nodel of
notivation in public schools. Seven hypot heses were tested
with the first three relating to the casual core of the
nodel . The four renai ning hypot heses tested the nodifying
effects of growh need strength and context satisfaction.
Basically, the purpose of this study was to retest each
hypot hesis tested originally by Hackman and O dhamin a
busi ness and industrial settings in the school setting. The
seven hypot heses tested and the findings were:

1. The outcone neasures of internal notivation, genera
satisfaction and growth satisfaction, will be
maxi m zed when all three psychol ogical states are
hi gh.

2. The psychol ogical states nediate the relationship

bet ween j ob di nensi ons and the outcone vari abl es.
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3. Specific job dinensions relate to specific
psychol ogi cal states.

4. Teachers with high growh need strength will show
significantly stronger effects of high notivating
potential on the psychol ogi cal states.

5. Teachers with high context satisfaction will show
significantly stronger effects of high notivating
potential on the psychol ogi cal states.

6. Teachers with high growth need strength will show
significantly stronger effects of high job
characteristics on job satisfaction, involvenent and
noti vati on.

7. Teachers with high context satisfaction will show
significantly stronger effects of high job
characteristics on job satisfaction, involvenent, and
noti vati on.

Hypot hesi s one was tested using regression analysis for
predi cting the outconme neasures of the three psychol ogi cal
states, and with the three psychol ogical states taken
toget her. Hypothesis two was tested by statistically
controlling the nmedi ati ng psychol ogi cal state, using
partial correlation to determne the relationship between

each job dinension and the outcone neasure. The
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relationship was al so tested using nmultiple regression
anal ysis. The three psychol ogi cal states were introduced
into a nultiple regression equation to serve as prinary
predictors. Then, the five job dinensions were added to the
equation, formng an eight-variable equation. Hypothesis
three was tested using nultiple regression analysis. A
regressi on equation was conputed for the nodel -specific
casual relationship between the job dinensions and each
psychol ogi cal state. Then, the remaining job di nensions
were introduced into the regression equation.

Hypot heses four and five were tested in an identica
fashi on by conputing the statistical significance of the
di fference between the correlations for high and | ow growth
need strength and context satisfaction teachers, conparing
the top and bottom quartiles. Correl ati ons were conputed
bet ween each job dinension and its rel ated psychol ogi cal
state. Likew se, hypotheses six and seven were tested in an
i dentical fashion by conputing the statistical significance
bet ween correlations for high and | ow growm h need strength
and context satisfaction teachers, conparing the top and
bottom quartiles. Correl ati ons were conputed between the
j ob characteristics and each outcone. Mrton’s findings

indicated that all three psychol ogi cal states were needed
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to maxim ze prediction, thereby validating the proposed
nodel .

To test the utility of the Job Characteristic Mdel as a
di agnostic tool in the field of education, Barnabe and
Burns (1994) used the Job Di agnostic Survey to di agnose
factors affecting teachers’ notivation. Data was coll ected
from 247 teachers in four different boards in Quebec. O
the teachers, seventy-one percent were wonen, SiXxty-seven
percent were between the ages of forty and fifty-nine years
of age and forty-three percent had twenty-one or nore years
of teaching experience. Using the sane statistical analyses
procedures enpl oyed by Hackman and O dham (1976),
correlations were conputed to verify the rel ationshi ps of
the job dinensions and the psychol ogi cal states with the
out cone variables, and to test the degree to which the
psychol ogi cal states nedi ate between job characteristics
and outcome variables as predicted. Since this study was
the first attenpt to test the useful ness of the job
characteristics theory as a diagnostic tool for teaching in
Quebec, the overall nmeans and standard devi ati ons of the
Quebec sanple were conpared to norns reported by Hackman
and A dham (1980, p. 317). Barnabe and Burns explain

further:
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Two business job fam |y groupings for which norns have
been established, professionals and service job
famlies, were considered nost near equivalent to
teaching as a job famly since teaching is both a

prof essi on and a service occupation. There are sone

limtations since Hackman and O dham di d not define

these job famly groupings in their publications.

Therefore, it was assured that business professionals

and busi ness personnel would hold many val ues i n conmon

wi th teacher-professionals and woul d conpare relatively
well to teachers in |evel of education and concern for

people. (p. 177)

The results of this study reported support for the job
characteristics theory and the use of the Job Di agnostic
Survey. Although the neans on the Job D agnostic Survey
scales for the Quebec sanple are quite simlar to Hackman
and A dham s nornms, nost of the correlation coefficients
are lower than those reported by the authors of the theory.
However, the job dinmensions are positively related to the
nmeasures of the psychological states, while the latter are
nore strongly related to neasures of personal outcones.

The findi ngs of Barnabe and Burns support the

intervening effect of the psychol ogical states that, job
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characteristics relate nore strongly to the three
psychol ogi cal states than to outcones in terns of
notivation and satisfaction; exceptions were task identity
and experienced neani ngful ness of work, and feedback from
the job and know edge of results. The researchers suggested
that the reported | ow correlations of the first three job
characteristics of skill variety, task identity, and task
significance, with the experienced neani ngful ness of the
work m ght be interpreted as |ending support for the
concept of job design, they may well have resulted fromthe
actual design of the teacher’s job in Quebec. Brassard
(1989, p. 6) asserts, teaching in Quebec is progressively
tayl ori zed and teachers are confined in an executant role.
The Provincial Mnistry of Education has devel oped a host
of bureaucratic controls over teaching in the past decade;
teachers are less free to design their owm work, having to
meet wel | -defined objectives and to sinplify instruction.
Bar nabe and Burns di scovered an interesting and
per pl exi ng |i nkage between the autonony and experienced
responsibility of Quebec teachers. They reported a 5.4 nean
score for autonony, which appears high when conpared with
the 5.0 nean score for experienced responsibility. This

| i nkage is particularly interesting because it raises
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questions about the perception Quebec teachers have
regardi ng their autonony. The researchers offer the
foll ow ng expl anati on:
This may indicate that teachers feel nore autononous
within the classroom but not in regard to the genera
desi gn of work. The very weak correlation found m ght be
due to the executant role nmentioned by Brassard.
Mor eover, teachers in Quebec have gai ned nore collective
bar gai ni ng power through syndical activity, and that nay
be at the expense of their sense of persona
responsi bility for the conduct of their work. (p. 182)
The rel ati onshi ps between the psychol ogical states and
t he personal outcones, namely internal work notivation
growt h satisfaction, and general satisfaction, found in
this study are in the directions predicted by the job
characteristics theory. To summarize, the followng are the
conclusions drawn fromthe study as reported by Barnabe and
Bur ns:
1. The Job Characteristics Mddel and the Job D agnostic
Survey instrument have utility for the teaching

pr of essi on.
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2. The Job Di agnostic Survey instrunment appears to
di scrimnate satisfactorily between job
characteristics for the Quebec sanpl e studi ed.

3. Proposal relationships between job characteristics
and psychol ogi cal states, and between psychol ogi ca
states and notivation and satisfacti on outcones, were
found to exist, although the correlations were | ower
than those found in the nuch | arger sanples tested by
Hackman and O dham

4. Psychol ogi cal states appeared to nedi ate between job
characteristics and outcones.

5. The differences in sone correlations between the
findings of this study and Hackman and O dhani s
suggest that questions about specific factors may
| ead to nodifying the nodel for education (1994, p.
182).

Bar nabe and Burns (1994) recomrended further study of

t he useful ness of the nodel and the Job Di agnostic Survey
instrunment for education. Additionally, they suggested that
t he nodel should be tested in other areas of North Anerica
and other countries within various educational settings.

G bbons (1996) investigated the organi zational work

characteristics that predict teachers’ career
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di ssatisfaction by testing the Job Characteristics Mdel of
notivation in public schools. Using the sane conceptual
framework of the Morton (1992) study, G bbons tested the
sane seven hypotheses. In order to test these hypot heses,
the Job Diagnostic Survey was used to collect information
from 393 teachers in twelve elenmentary schools |ocated in
two eastern M ssouri counties of Jefferson and St.
Franci os.

Pasi (1995) exanined the relationship between certain
j ob di mensions of Catholic parochial high school principals
and their level of job satisfaction, and the effect of
school governance structure on these rel ationships. A
stratified random sanpl e was drawn from a popul ati on of
parochi al high principals in grades nine through twelve,
w th student popul ations ranging from 600 to 1000, fromthe
follow ng states: New Engl and (Connecticut, Massachusetts,
New Hanpshire, Rhode |sland), and New York, New Jersey,
Del aware, Maryl and and Pennsyl vani a. These states, chosen
because of their relative geographic proximty, provided
Pasi with a sanple of adequate size.

The enphasis of this research, in part, was on the
perceived rel ationship between the five core job

characteristics and the overall job satisfaction |evels for
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Cat holi ¢ parochial secondary school principals. Job
satisfaction was neasured with data collected using the Job
Di agnostic Survey. The data anal ysis involved the foll ow ng
procedures:

1. The conparison of all scores to the national norns
reported by O dham Hacknman, and Stepina (1979).

2. Conputing the reliabilities by obtaining the median
correlation for all items, which were scored on each
vari abl e, and then adjusting the nedian by Spear man-
Brown procedures to obtain an estimte of the
reliability for the summary score.

3. Aregression nodel was used to examne all five job
characteristics in a nultiple regression procedure. A
st epwi se progression nodel was used to exam ne the
rel ati onship between the five job characteristics.
This allowed for the researchers to determ ne which
vari abl es contributed significantly to the variance
in job satisfaction. Additionally, it indicated which
vari abl es accounted for the greatest and | east
contributions to job satisfaction.

4. To look for group differences between groups, a one-
way Anal ysis of Variance procedure was perforned over

each of the five job characteristics.
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O the 186 Catholic parochial secondary school
princi pals surveyed, 119 responded for a return rate of
approxi mately sixty-four percent. The findings Pasi
reported suggest that although each job di nmension
i nfluenced the variance in job satisfaction, job feedback
provi ded the greatest contribution and accounted for eighty
percent of the total variance. The second hi ghest
correl ation between the overall job satisfaction score
exi sts between autonony and job satisfaction, which
accounted for eleven percent of the variance. The | owest
mean score on the Job Diagnostic Survey was on the
di rension of Task ldentity and the |east significant
correlation between a particular job characteristic and
overall job satisfaction score existed between Skil
variety and job satisfaction. The nmean scores on the
di rensi on of Task Significance were high (6.58) while
principals, overall, indicated high |evels of job
sati sfaction.

Anmong a variety of recommendations offered by Pasi,
which illustrate the effectiveness of the nodel in
predicting job satisfaction of Catholic parochial high

school principals, was a call to conduct simlar studies
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W th various popul ations in education utilizing the Job

Di agnostic Survey, a call this study heeds.
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CHAPTER THREE

Met hodol ogy
Thi s chapter docunents the nethodol ogy that was
described to and approved by the Ofice of Research
Services at the University of North Texas through a Human
Subj ects Application. The chapter outline is as foll ows:
(a) instrunmentation and data collection procedures; (b)
popul ati on, sanple, and subjects; (c) data analysis

t echni ques.

I nstrunentati on and Data Col | ecti on Procedures

The Job Diagnostic Survey devel oped by Hackman and
A dham (1974) is a non-copyrighted instrunent that can be
adm ni stered w thout perm ssion of the authors (Hackman and
A dham 1980 p. 275). The survey is useful in neasuring the
perceptions of enpl oyees regarding the core job
characteristics, critical psychol ogical states, and
personal / work outcones. A copy of the instrunment can be
found in Appendi x A

The Job Diagnostic Survey is taken by enpl oyees who

wor k on any given job, and provi des neasures of each of the
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concepts in the Job Characteristics Theory and their

di rensions. Additionally, the survey instrunent provides
specific measures of the respondent’s reactions to his or
her work, and produces a score that reflects the overal
“notivating potential” of a job relative to it’s core job
characteristics.

Core Job Characteristics

Five core job dinensions, in addition to two
suppl ement al di nmensi ons, are nmeasured in sections one and
two. In section one, respondents identify how much of each
j ob di nension they perceive to be present in their current
jobs. In section two, they indicate the accuracy of a
nunber of statenments relative to their jobs. Al itens are
direct-scored and the score for each job dinension is
determ ned by averagi ng the values of the itenms shown in
Tabl e 7.

Critical Psychol ogical States

The three critical psychol ogical states are neasured by
using self-descriptive itens in section three and section
five. The self-descriptive itens ask respondents how
strongly they agree or disagree with a nunber of
statenents, which describe work experiences. The self-

projective itenms ask how accurately they believe a series
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of statenent describes the feelings of other people who
hol d positions simlar to their own. The score for each
critical psychological state is the average of the
appropriate itens fromsections three and five as
identified in Table 8.

Per sonal / Wor k Cut comes

General job satisfaction and internal work notivation
are neasured by both self-descriptive and projective itens,
which are interm xed with those assessing the critical
psychol ogi cal states. The overall scores for these
responses are obtained by averaging the appropriate itens
as identified in Table 8. Satisfaction wth personal
devel opnment is nmeasured only in section four using three
short itenms, which ask the respondent directly how
satisfied he or she is with the opportunities for personal
gromh on the job. The growth satisfaction score is
cal cul ated by averagi ng the values of these three itens,

which are also identified in Table 9.
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Table 7

Job Di agnhostic Survey ltens Used to Measure Job Di nensions

Vari abl es Section One Section Two
Skill variety #4 #1, #5
Task ldentity #3 #11, #3
Task Significance #5 #8, #14
Aut onony #2 #13, #9
Feedback from Job #7 #4, #12
Feedback from Agent #6 #10, #7
Dealing with O hers #1 #2, #6

Note: # = item nunber fromthe Job D agnostic Survey in Appendix A

Tabl e 8

Job Di agnhostic Survey ltens Used to Measure Critical

Psychol ogi cal State

Vari abl e Section Three Section Five
Experi enced meani ngf ul ness #7, #4 #6, #3
Experi enced Responsibility #8, #12, #15, #1 #4, #7
Know edge of Wbrk Results #5, #11 #5, #10

Note: # = item nunber fromthe Job D agnostic Survey in Appendix A
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Tabl e 9

Job Di agnostic Survey lItens Used to Measure Personal / Wrk

Qut cones

Affective Reponses to the Job Section Three Section Five
General Job Satisfaction #3, #13, #9 #2, #8
Internal Work Mbtivation #2, #6, #10, #14 #1, #9
Specific Satisfactions Secti on Four

Average itens #2 and #9 of

Pay Satisfaction :
section four

Security Satisfaction Average itens #1 and #11 of section four

Co-wor kers Satisfaction Average itens #4, #7, #12 of section four
Supervi sion Satisfaction Average itens #5, #8, #14 of section four
Per sonal Devel oprment Sati sfaction Average itens #3, #6, #10 of section four

Note: # = item nunber fromthe Job Diagnostic Survey in Appendi x A

I ndi vi dual G owmh Need Strength

The desire to obtain professional growth and achi evenent
is measured in sections six and seven. In section six of
t he survey, respondents identify how much they “woul d-1ike”
various characteristics present in their job. In section
seven, the subjects are presented with various “job-
choi ces” by which they identify their preferences. The
survey yields two separate neasures of individual growth
need strength, one is cal cul ated by averagi ng the val ues of
five itens in section six, and one is cal cul ated by

averaging the twelve itens in section seven as shown in
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Tabl e 10. Individuals scoring high on Individual Gowth
Need Strength have been shown to respond positively to
conpl ex, challenging, and enriched jobs; individuals | ow on
this neasure tend not to find such jobs satisfying or

not i vati ng.

Tabl e 10

Job Di agnhostic Survey ltens Used to Measure | ndividual

Gowth Need Strength

Vari abl es Section Six Secti on Seven

“ . " Aver age #2, #3, #6,
Woul d- Li ke” For nmat 48 #10, #11

Aver age #1, #2, #3,
“Job Choi ce” Fornat #4, #5, #6, #7, #8,

#9 #10, #11, #12

Note: # = item nunber fromthe Job Diagnostic Survey in Appendix A

G owt h-need strength was neasured in section six using a
seven-point Likert scale ranging fromfour to ten that was
converted to a standard one to seven scale prior to
anal ysis by subtracting a constant of three from each
score, and in section seven using a five-point scal e that
was converted to a seven point scale using the foll ow ng
formul a provided by O dham Hacknman, and Stepina (1978):

[1.5 X five-point scale score] — 0.5.
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Motivating Potential Score

A score reflecting the potential of a job for eliciting
positive internal work notivation on the part of enployees,

especially those with high desire for growth need

satisfactions, is determ ned using the forrmula illustrated
in Table 11.
Table 11

The Mdtivating Potential Score Fornula of the Job

Di agnosti c Survey of Hackman and O dham (1974)

Ski Il + Task + Task
Motivating Vvariety ldentity Si gni fi cance Job
Pot ent i al X Autonony X Feedback
Score = 3

Data Col |l ecti on

A Human Subj ects Application for this study was
submtted to and approved by the Ofice of Research
Services at the University of North Texas. Data for this
i nvestigation was collected using a mail ed survey attached
to a stanped | RB approval consent letter follow ng the
steps outlined bel ow

1. The director of each independent community nusic

school in the popul ati on was contacted by phone in

order to adequately explain the research project and
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to receive permssion to use the faculty of the
institution as subjects for the study.
A letter was sent to each director that docunented
the details of the conversation regardi ng the purpose
of the study and requested their signature as
confirmation of perm ssion to use their faculty as
subj ects. Additionally, a biographical information
form designed to collect descriptive data about the
school was conpleted by the director and returned
with the confirmation letter.
Upon the return of the confirmation letter and the
bi ographi cal information form an adm nistrative
assi stant was contacted to appoint a faculty |iaison
for the distribution of the survey packets.
The faculty liaison was contacted by phone in order
to adequately explain the purpose of the research
project and to determ ne the nunber of survey packets
needed for the school.
Al'l survey packets containing the foll ow ng were
mailed to the faculty liaison in January of 2001

a. Stanped | RB approval consent letter

b. Bi ographical information form

c. The Job Di agnostic Survey
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d. Sel f -addressed, stanped return envel ope

6. A followup phone call was nmade to the faculty
| i ai son one week after the initial mailing to confirm
recei pt of the survey packets. In case of need,
addi tional survey packets were sent to the faculty
| i ai son.

7. Afollowup letter was nuail ed, after an additional
week, as a final rem nder to faculty to conplete the
survey.

The deadline to conplete and return the survey was

February 28, 2001, which was conmmunicated to all faculty
| i ai sons and was clearly notated on every survey packet. O
the 686 surveys sent to faculty of community nusic school s,

437 were conpleted for a return rate of 64 percent.

Popul ati on, Sanple, and Subjects
The population for this study was limted to and
conprised of faculty in independent community nusic schools
teaching only music with active nenbership in the Nationa
@Quild of Community Schools for the Arts. An independent
community nusic school, unlike a divisional school, is not
affiliated with any city, collegiate or professional

orchestral program Menbership in the guild requires an
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organi zation to be commtted to providing high quality
education and exposure in either the visual, literary, or
performng arts to all persons, regardl ess of age, race,
religion, financial neans or |evel of ability (National
@Quild of Community Schools of the Arts, 2000).

Usi ng denogr aphi cal data published in the 1999/ 2000-
menbership directory of the National Guild, 79 schools
initially qualified for participation in this study. After
further investigation and conversations with the director
of each institution, 46 schools were elimnated fromthe
study for various reasons.

Twent y-si x schools taught art disciplines other than
musi ¢, were divisional schools or referral sources, or were
not currently operational. Directors of nine schools denied
participation in the study because they felt it would “open
a can of worns”, that would create |abor/mnagenent
struggl es and poor faculty norale. Seven directors felt
that the teachers were too busy to conplete the survey due
to participation in other school events, such as fund
rai sing canpai gns and student recitals. Six directors
indicated that it was the school’s board of trustees that
rejected the invitation to participate in the study. Two

schools were currently conducting their own internal study
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regarding job satisfaction and two other directors felt
that the survey was inappropriate for the community nusic
school environnent. The 26 school s excluded fromthe study
were conprised of 546 teachers while the 33 schools
participating consisted of 686 teachers.

The thirty-three schools that agreed to participate in
this study were located in all geographical regions of the
United States and consisted of 686 faculty nenbers. Table
12 shows the geographical distribution of the thirty-three

school s:

Tabl e 12

Geographi cal distribution of schools participating in study

Ceogr aphi cal Regi on Nunber of Participating Schools
Nor t heast 17

Sout heast 5

M dwest 6

Nor t hwest 4

Sout hwest 1

Four hundred thirty seven surveys were returned,
suggesting a return rate of 64 percent. Several graphs are
provided in the followng figures in order to best describe

t he sanpl e.
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Figure 7 graphically illustrates the division of
gender. The mgjority of the subjects, 318 or 73% were

female while 119 or 27% were nual e.

400 1

300 o

200 o

Frequency

100 +

Male Female

Gender

Figure 7. Gender distribution of subjects; male (n = 119,

279, female (n = 318, 73% subjects.

The youngest faculty nenber participating in the study
was 20 years of age while the ol dest was 82; the nean age
of the sanple was 41 years of age. There were 103 subjects
bet ween the ages of 20 and 29, 116 were 30 to 39, 87 were
40 to 49, 79 were 50-59 and 40 were over the age of 60; 12

el ected not to disclose their age. Figure 8 provides a
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graph that represents the age distribution of the subjects

by decade.
The distribution of nmusic degrees held by faculty is
shown in Figure 9 while Figure 10 illustrates how many of

the degrees are in the field of nusic education.

1401
1209
1009

80 1

60 o

Frequency

40 4

204

20-29 30-39 40-49 50-59 60 Plus

Age Distribution

Figure 8. Age distribution of sanple; 20-29 (n = 103, 24%,
30-39 (n = 116, 27%, 40-49 (n = 87, 20%, 50-59 (n = 79,

18%, 60 Plus (n = 40, 9%.
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Degrees

Figure 9. Distribution of degrees held by subjects;

148, 34%, masters (n = 216, 49%, doctorate

bachel ors (n

(n =238, 999, none (n = 35, 8%.
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MUED Degree

Figure 10. Music Education degrees held by subjects; MJED

degree (n = 34, 8%, no MJED degree (n = 403, 929%.

Faculty having earned a nasters degree in nusic were 216 or
49% while 38 or 9% had acquired a doctorate. A bachelors
degree was held by 148 or 34% of the subjects and 35 or 8%
had no nusic degree. Even though a majority of the sanple
had degrees in nmusic, 403 or 92% did not have a degree in
musi ¢ education. Additionally, 378 or 87% of the teachers
were not certified to teach nusic in the public school
systemas illustrated in Figure 11.

Figure 12 shows that the sanple was conprised of 155
pi ani sts, 77 string teachers consisting of violinists,

violists, and cellists, 67 nusicians who taught flute,
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clarinet, or saxophone, 65 vocalists, 22 brass instructors

of trunpet, horn, or tronmbone, 38 guitarists, and 13

per cussi oni st s.

400 1
300

200 «

Frequency

100 «

Yes

Public School Certification

Figure 11. Public school certification; certification (n

59, 13%, no certification (378, 87%.
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Frequency

Woodwinds Strings Voice Guitar
Brass Percussion Piano

Instrument

Figure 12. Distribution of instrunent famlies; woodw nds

(n =67, 15%, brass (n = 22, 5%, strings (n = 77, 18%,
percussion (13, 3%, voice (65, 15%, piano (n = 155, 35%,

guitar (n = 38, 9%.

The maxi num years of professional teaching experience
within the sanple was 50 years with the | east anmount of
experience being 5 nonths; the mean was 16. Figure 13 shows
t he teachi ng experience in 5-year increnents. Likew se, the
years of teaching service at the school is displayed in

Figure 14.
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Years of Professional Teaching Experience

Figure 13. Professional teaching experience; 0-5 (n = 96,

2299, 6-10 (n = 84, 19%, 11-15 (n = 80, 18%, 16-20 (n =

32, 7%, 21 Plus (n = 143, 32%.

The majority of the teachers, 282 or 64% have taught at
their current school 5 or |ess years. Teachers with 6 to 10
years of service totaled 64 or 15% while 54 or 12% had 11
to 15 years service. The nunber of teachers with 16-20 and
21 plus years of service dimnished to 19 or 4% and 16 or

3% respectively.
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Years of Service at School

Figure 14. Years of service at school; 0-5 (n = 282, 64%,

6-10 (n = 64, 15%, 11-15 (n = 54, 12%, 16-20 (n = 19,

4%, 21 Plus (n = 16, 3%.
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Number of Teaching Hours Each Week

Figure 15. Nunber of weekly teaching hours; 20 or Less (n =

405, 93%, 21-30 (n = 23, 5%, 31-40 (n = 9, 2%.

Figure 15 shows that nost of the teachers in the sanple
work |l ess than 20 hours a week at the school teaching
musi ¢, 405 or 93% The teachers working between 21 and 30
hours per week totaled 23 or 5% and 9 or 2% wrk 31 to 40
hours per week. The maxi num hours taught by an instructor
was 40 hours and the m nimumwas 1. The nmean nunber of
hours spent teaching was 9. Despite the ngjority of
teachers working 20 or | ess hours a week nost teachers, 304

or 70% indicated that teaching was their sole source of
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i ncone; 133 or 30% had ot her sources of revenue as

illustrated in Figure 16.

400 7

300 9

Frequency

200 +

100 |
Yes No

Teaching is Sole Source of Income

Figure 16. Teaching is sole source of incone; yes (n = 304,

7099, no (n = 133, 309%.

The teaching responsibilities of nost teachers required
teaching children who were 1 to 18 years of age, and adults
who were 19 years of age and ol der as shown in Figure 17.
The majority of the teachers, 318 or 73% solely teach
while 119 or 27% have admi nistrative responsibilities in

addition to their teaching as displayed in Figure 18.
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Frequency
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Children (0-18) Adults Children and Adults

Age Range of Students

Figure 17. Age range of students; children (n = 173, 40%,

adults (n = 4, 1%, children and adults (n = 260, 59%.

Finally, Figure 19 indicates that 240 teachers or 55% of

the sanple provide both private and group instruction at

the school while 178 or 41%teach only private | essons and

19 or 4% teach only in the group environnent.
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Figure 18. Responsibilities at school; Teach Only (n = 318,

739, Teach and Admin. (119, 27%.
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Figure 19. Types of teaching; Private (n = 178, 41%,

Private and Group (n = 240, 559, Goup (n =19, 4%.

In summary, of the 437 respondents the ngjority was
female wth an average age of forty-one years. Although
nost of the teachers held at |east a bachelors degree in
musi c, only 8% had earned any type of nusic education
degree or were certified to teach nusic in their respective
states. One may thus assune that: (a) the majority of
col | ege nusi c education graduates tend not to consider or
pursue conmunity rnusic school teaching positions as a

career choice; and (b) The majority of teachers in a
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community nusic school wish not to teach in a public schoo
environment and therefore did not choose nusic education as
an area of concentration during their formal years of
training in college.

The | argest portion of the sanple was conprised of piano
teachers with twenty-one or nore years of professional
teachi ng experience. lronically, the myjority of the
teachers had |l ess than five years of service with the
school in which they currently teach. However, before one
may suggest that the faculty of a community nusic schoo
tend to possess a transient job commtnent, the finding
that 93% of the teachers average nine hours of teaching
each week nust be considered. In other words, an assertion
could be made that the schools sinply do not provide enough
work to sustain a teacher’s conmtnent. This nmay be an
alarm for concern considering that 70% of the participants
in this study expressed that teaching is their sole source
of income. Additionally, little responsibilities outside of
teaching as indicated in the biographical data nay be a

cause of limted faculty tenure.
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Dat a Anal ysi s Techni ques

Bi ogr aphi cal data pertaining to gender, age, degrees,
years of experience and service, certification, sources of
i ncone, students, teaching, and responsibilities were
conpiled for each subject. Reponses to the survey were
tabul ated as suggested in the scoring key provided in
Appendi x B. To determ ne the answer to the first research
question, scores were conpiled for each core job
characteristic needed to determ ne the notivating potenti al
of a community nusic school job. Scores for the critical
psychol ogi cal states determ ned the answer to the second
research question while the answer for the third research
guestion was determ ned with scores for the personal /work
out cones. Scores for individual growth-need strength were
used to answer research question four. One sanple t-tests
were conputed using the national norns to satisfy research

guestion five.
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CHAPTER FOUR

RESULTS
The purpose of this study was to apply Hackman and
A dhanis Job Characteristic Mddel to the perceptions
community nusic school faculty hold towards their job. The
research questions were:

1. How do community nusic school faculty feel about
their core job characteristics of skill variety,
task identity, task significance, autonony, and
f eedback, all of which determ ne the notivating
potential of the job?

2. How do community nusic school faculty feel about
their critical psychol ogical states of experienced
meani ngf ul ness, experienced responsibility, and
know edge of results?

3. How do community nusic school faculty feel about
their personal and work outcomes of satisfaction and
noti vation?

4. How do conmunity music school faculty feel about

their need for growth and advancenent ?
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5. How do the nean scores of community nusic schoo
faculty conpare to the national nornms established by
A dham Hackman, and Stepina?
The findings of this study are reported as they rel ate

to each of the research questions.

Core Job Characteristics and their Relationship to
Motivating Potenti al

Tabl e 13 presents the m ni mum and naxi nrum scores, neans
and standard deviations for each of the core job
di nensi ons. The scores were determ ned using a conposite of
two different Likert scales with a range of one to seven.
The first scale, in section one of the survey, assessed the
degree to which the job dinensions were present (1 = very
little, 4 = noderate, 7 = very nuch). The second scale, in
section two of the survey, assessed the accuracy of
statenents in describing the job (1 = very inaccurate, 4 =

uncertain, 7 = very accurate).
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Tabl e 13

Means and St andard Devi ati ons of Job Di nensions for

Communi ty Miusi ¢ School Faculty

Job Di nensi ons N Mn Max M SD
Skill Variety 437 2 6 4.59 . 60
Task ldentity 437 2 7 4,42 .78
Task Significance 437 2 7 4,31 .85
Aut onony 437 3 7 4. 71 .62
Feedback from Job 437 2 7 4.56 . 64
Feedback from Agent 437 1 7 3.96 .80
Dealing with Ot hers 437 1 7 5.25 . 89

Valid N (listw se) 437

Note. N = nunber of subjects, Mn = mninmmscore, Max = nmaxi mum score,

M = Mean, SD = standard devi ati on.

As indicated in the table, nean scores for all but one
di rension were slightly higher than four, thus indicating
noder at e presence of the dinension and/or that they were
uncertai n about the accuracy of the statenents. The degree
in which the job required themto work closely with others
(M= 5.25) and provided freedomin determ ning how t he work
was done (M = 4.71) received the highest faculty agreenent.
Faculty were neutral or uncertain regarding the degree to
whi ch the job provided feedback (M= 3.96) and inpacted the

lives of others (M= 4.31).
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None of the faculty felt the job required very nuch
utilization of their various skills and talents as
i ndi cated by the range of scores (high score = 6). There
was also less variability in faculty responses for this
item conpared to the others as the smaller standard
devi ation suggests (.60). Table 14 shows the notivating
potential score of the comrunity nusic school job (96.16)
as cal cul ated using the fornula devel oped by Hackman and

A dham (1974) .

Tabl e 14

Motivating potential score of the comunity nusic schoo

teachi ng job

Ski | Task Task

Variety Identity Si gni fi cance Aut onory Feedback WPS

4.59 +  4.42 + 4.31 X 4.71 X  4.56 = 96.16

3

Note. MPS = Motivating Potential Score

Critical Psychol ogical States
The range of scores, the m ni num and maxi num scores,
means and standard deviations for each of the critical
psychol ogi cal states are presented in Table 15. The scores

were determ ned using a Likert scale with a range of one to
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seven (1 = disagree strongly, 4 = neutral, 7 = agree

strongly).

Tabl e 15

Means and Standard Devi ations of the Three Psychol ogi cal

States for Community Misic School Faculty

Psychol ogi cal States N Mn Max M SD
Experi enced Meani ngf ul ness 437 2 6 3.90 .41
Experi enced Responsibility 437 3 7 5.05 . 64
Know edge of Wbrk Results 437 3 7 4. 17 .78
Valid N (listw se) 437

Note. N = nunber of subjects, Mn = minimmscore, Max = naxi mum score, M =

Mean, SD = standard devi ati on.

As indicated in the table, scores renmained close to a
neutral response for each psychol ogical state. The faculty
agreed nost regarding their perceptions that the job
instilled a sense of responsibility for the results of
one’s work (M= 5.05). The | owest nean, but close to
neutral, pertained to their feelings toward the
nmeani ngf ul ness and significance of their job (M= 3.90).
Both the range of scores and the standard deviation (.41)
suggests that there was less variability in faculty
responses regarding this itemthan the other two

psychol ogi cal st ates.
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Per sonal / Wr k Qut cones

Tabl e 16 presents the range of scores, the m ni num and
maxi mum scores, neans and standard deviations for the
respondents’ views on the outcone of their work. The scores
were determ ned using a conposite of two different Likert
scales with a range of one to seven. The first scale, used
in sections three and five of the survey, assessed the
affective outcones (1 = disagree strongly, 4 = neutral, 7 =
agree strongly). The second scale, in section four of the
survey, assessed context satisfactions (1 = extrenely
dissatisfied, 4 = neutral, 7 = extrenely satisfied).

As indicated in the table, scores for all but one
per sonal /work outconme were between four and six suggesting
a neutral to noderate agreenent or satisfaction response.
The faculty responded nost strongly to the degree to which
they felt the job provided themw th opportunity for
personal devel opnent (M= 5.88) and offered them
encouragi ng rel ati onshi ps with col |l eagues (M= 5.78).
Faculty felt neutral to slight dissatisfaction regarding
pay (M= 3.77) and slight to neutral feelings of general
j ob satisfaction. However, the standard deviation of 1.62
suggests a wider variability of responses for pay

sati sfaction than was the case for general job
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Tabl e 16

Per sonal / Wrk Qut comes Cbtained froma Community Misic

School Teaching Job

Personal / Wr k Qut cones N Mn Max M SD
General Job Satisfaction 437 3 6 4. 47 .43
Internal Work Motivation 437 3 7 5.23 53
Devel opnment Sati sfaction 437 2 7 5. 88 .93
Pay Satisfaction 437 1 7 3.77 1.62
Security Satisfaction 437 1 7 4. 99 1.65
Cowor kers Satisfaction 437 2 7 5.78 94
Supervi si on Satisfaction 437 1 7 5. 36 1.21
Valid N (listwi se) 437

Note. N = nunber of subjects, Mn = mninumscore, Max = maxi mum score,

M = Mean, SD = standard devi ati on.

sati sfaction. As indicated by a maxi num score of six none

of the faculty expressed very strong feelings of general

j ob satisfaction.

Growth Need Strength

Tabl e 17 presents the m ni nrum and maxi num scores, neans

and standard deviations for the respondents’ desire to

obtain growh fromtheir job. Two separate scales,

devel oped and | abel ed by Hackman and O dham as “woul d |ike”
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and “job choice”, assessed the degree to which each faculty
menber had a strong or weak desire to experience a
chal I engi ng and stinul ati ng work environment that pronoted
creative and i ndependent thought. The “would |ike” neasure
refers to how nuch each faculty nenber would prefer to have
growt h characteristics present in their job. The “job

choi ce” neasure refers to the type of job each faculty
menber woul d prefer: one with or wi thout growth
characteristics. Once again, the scores were determ ned
using two different Likert scales with a range of one to
seven. The first scale, in section six of the survey,
assessed how nuch each faculty nenber “would |ike” to have
grow h characteristics present in their job (1 = noderate
anount, 4 = very nmuch, 7 = extrenely nuch). The second
scale, in section seven of the survey, determ ned the type
of job or “job choice” of each faculty nenber: one with or

Wi t hout growth characteristics (1 = strongly prefer “job

A", 4 = neutral, and 7 = strongly prefer “job B").
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Tabl e 17

G owth Need Strength of Community Misic School Faculty

G owt h Need N Mn Max M SD
“Wul d Li ke” Format 437 1 7 6.21 .41
“Job Choi ce” For mat 437 3 6 4.10 1. 04

Valid N (listw se) 437

Note. N = nunber of subjects, Mn = mninumscore, Max = maxi mum score,

M = Mean, SD = standard devi ati on.

As indicated in the table, scores for both neasures of
grow h ranged fromneutral to high. The faculty felt
strongly about wanting a challenging and stimnulating work
envi ronnment that pronoted creative and i ndependent thought
(M= 6.21). However, when asked to choose between a job
with or without growh characteristics, the faculty were
neutral as to the type of job characteristics they
preferred. The snmaller range of response choices and | arger
standard deviation (1.04) also suggest larger variability

on this item

D agram of Results
As predicted by the Job Characteristics Mdel, a higher
score for the psychol ogical state of responsibility was the
result of a higher score for the core job dinension of

aut onony. The | ower score of for the psychol ogical state of
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meani ngf ul ness was the result of little feedback and
noderate significance present in the community nusic school
job. A strong desire for professional gromh (6.21)

conbi ned with noderate feelings towards the core job

di mensi ons produced a relatively |ow notivating potenti al
score (96.2) as discussed later in this chapter. A diagram
of the Job Diagnostic Survey results obtained fromthe
faculty of comunity music schools nay be illum nated as

shown in Figure 20.

Fi gure 20

Di agram of Job Diagnostic Survey Results Obtained from

Communi ty Miusi ¢ School Faculty

grovth Feed — ppouth Need  ooyth Need

: ; Psychol ogi cal
Job Di nmensi ons sycstoatoegsl ca Wor k Qut cones
. jal Scoré
Deal i ng with Perlsonal yotivating potential §
Mbst O hers -
Favor abl e Responsi bility
Aut onony Rel at i onshi ps
Pay
Feedback Sati sfaction
Least Meani ngf ul ness
Favor abl e e I |
ner a
= Sati sfaction

Not e. The degree to which the job dinensions shape the
psychol ogi cal states, which determ ne the work outcones, depends

upon the respondents’ need to experience growh in their job.
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Conparison to National Nornmns

In an effort to establish a neaningful perspective of
the data collected for this study, the neans for the
comunity nusic school job were conpared to nornative data
established by d dham Hackman, and Stepina (1979). The
normati ve data are based on the results of studies
i nvol ving 6,930 enpl oyees hol ding 876 jobs in 56
organi zati ons. The jobs included in those studies were
hi ghly het erogeneous and divided into nine job groups
establ i shed by the Equal Enpl oynent Opportunity Conm ssion
(EEQCC) and defined in the Dictionary of Cccupational Titles
(DAOT) published by the U S. Departnent of Labor. In
establi shing the national norns, O dham Hackman, and
Stepina (1979) placed the teaching occupation in the group
| abel ed “professional job famly” and therefore it was
chosen fromthe nine job groups to test for significant
di fferences when conpared to the results of this study.

Tabl e 18 presents the core job dinmensions and notivati ng
potential score neans for the community nusic school job
and the nine job groups proposed by d dham Hackman, and
Stepina as normative data. Figure 21 graphs the comunity
musi ¢ school job and professional job famly neans as

presented in Table 18. Professional job famly neans are
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represented with a solid line and the conmmunity nusic
school means are synbolized with a dashed line. Each of the
core job dinensions are represented on the X-axis while the
Y-axis portrays the 7-point Likert scale used to neasure
each job di nensi on.

Fi gure 22 graphically conpares the notivating potentia
score of the professional job famly to the notivating
potential score of the conmmunity mnusic school job. The
scores were conputed using the fornula provided by Hackman

and O dham (1974) and illustrated in Table 14 on page 73.

Tabl e 18

Means for the Job Di nensions of the Comunity Misic School

Job and the Nine Job Famlies used to establish the

Nat i onal Nor ns

Cvs PRO MAN CLR SAL SER PR Mr BW SW
Skill Variety 4.6 5.4 5.6 4.0 4.8 5.0 4.2 5.1 4.2 5.2
Task ldentity 4.4 5.0 4.7 4.7 4.4 4.7 4.3 4.9 4.5 5.1
Task Significance 4.3 5.6 5.8 5.3 5.5 5.7 5.3 5.6 5.8 5.5
Aut onony 4.7 5.4 5.4 4.5 4.8 5.0 4.5 4.9 4.6 5.0
Feedback from Job 4.6 5.1 5.2 4.6 5.4 5.1 4.7 4.9 4.4 4.9
Feedback from Agent 4.0 4.2 4.4 4.0 3.6 3.8 3.6 3.8 4.2 4.5
Dealing with Gthers 5.2 5.8 6.4 5.2 6.4 6.0 5.3 5.3 5.0 5.4
Mot i vating Score 96 154 156 106 146 152 105 136 110 141

Note. CM5 = Conmunity Music School Job, PRO = Professional, MAN = Manageri al,
CLR = Cerical, SAL = Sales, SER = Services, PR = Processing, MIF = Machi ne

Trades, BW= Bench Work, SW= Structural Wrk
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Figure 21. Graphic Representation of the Means for the Job

D nmensi ons of the Professional Job Fam |y and Conmunity

Musi ¢ School Job.
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Figure 22. Graphic Representation of the Mtivating

Potential of the Professional Job Fam |y and Comrunity

Musi ¢ School Job.

Using a one-sanple t-test, the neans representing the
core job dinensions and notivating potential score of the
prof essional job famly and those of the comrunity nusic
school job were conpared to determne if they were
significantly different. The results reported in Table 19
indicate a significant difference between each of the core
job dinmensions for the professional job famly and the

sanpl e of nusic teachers in this study.
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Tabl e 19

One Sanple t-test Conparing the Core Job Di nensi ons Means

of the Professional Job Family and the Comunity Misic

School Job

Job Di nmensi ons t df Sig. (2-tailed) Di f:‘\/g?(re]nce Cllonrlfeirdvear;cse
Skill Variety -26.70 436.00 0. 00* -0.77 -0.83 -0.71
Task ldentity -17.13 436.00 0. 00* -0.64 -1.39 -1.24
Task Significance -32.52 436.00 0. 00* -1.31 -1.39 -1.24
Aut onony -21.57 436.00 0. 00* -0.64 -0.70 -0.58
Feedback from Job -16.94 436.00 0. 00* -0.52 -0.58 -0.46
Feedback from Agent -6.63 436.00 0. 00* -0.25 -0.33 -0.18
Dealing with Qthers -13.67 436.00 0. 00* -0.58 -0.67 -0.50
Motivating Potential Score -48.02 436.00 0. 00* -57. 50 -59.85 -55.14

Note: *p < .O05.

The nmeans for the three critical psychol ogical states
representing the comunity nusic school job and the nine
j ob groups proposed by O dham Hackman, and Stepina as

normati ve data are presented in Table 20.
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Tabl e 20

Means for the Psychol ogical States of the Conmunity Misic

School Job and the Nine Job Families used to establish the

Nat i onal Nor ns

Vs PRO MAN CLR SAL SER PR Mr BW SW
Meani ngf ul ness 3.9 5.4 5.5 4.9 4.9 5.2 5.0 5.3 5.3 5.2
Responsibility 5.1 5.8 5.7 5.3 5.5 5.6 5.2 5.4 5.4 5.1

Know edge of Results 4.2 5.0 5.0 4.9 5.0 5.0 5.1 5.3 4.9 5.2

Note. CVB = Conmunity Music School Job, PRO = Professional, MAN = Manageri al,
CLR = Cerical, SAL = Sales, SER = Services, PR = Processing, MIF = Machi ne

Trades, BW= Bench Work, SW= Structural Work

Fi gure 23 depicts the neans of the conmmunity nusic
school job and professional job famly as presented in
Tabl e 21. Each psychol ogical state is represented on the X-
axis while the Y-axis portrays the 7-point Likert scale

used to indicate the faculty' s response.
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Figure 23. Graphic Representation of the Means for the

Psychol ogi cal States of the Professional Job Famly and

Communi ty Music School Job.

The findings reported in Table 21 indicate that each of
t he psychol ogical states were significantly lower for the
comuni ty nusic school job than those reported by A dham

Hackman and Stepina for the professional job famly (1979).
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Tabl e 21

One Sanple t-test Conparing the Psychol ogical State Means

of the Professional Job Famly and Comunity Misic School

Job

. . . Mean Confi dence
Psychol ogi cal States t df Sig. (2-tailed) Di ffer ence I nterval s
Experi enced Meani ngful ness -75.85 436.00 0. 00* -1.50 -1.54 -1. 46
Experi enced Responsibility -22.57 436.00 0. 00* -0.70 -0.76 -0.63
Know edge of Work Results -22.23 436.00 0. 00* -0.83 -0.90 -0.76

Note: *p < .O05.

Tabl e 22 presents the neans for the personal/work
out cones of the community nusic school job and the nine job
groups proposed by A dham Hackman, and Stepina as
normative data. The graph in Figure 24 depicts the neans of
the conmmunity mnusic school job and professional job famly

as presented in Table 22.
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Tabl e 22

Means for the Personal /Wrk Qutcones of the Conmunity Misic

School Job and the Nine Job Families used to establish the

Nat i onal Nor ns

General Job Satisfaction 4.5 4.9 4.9 4.5 4.4 4.6 4.6 4.9 4.7 4.
Internal Work Motivation 5.2 5.8 5.8 5.4 5.7 5.7 5.3 5.6 5.5 5.
Pay Satisfaction 3.8 4.4 4.6 4.0 4.2 4.1 4.5 4.2 4.4 4.
Security Satisfaction 5.0 5.0 5.2 4.8 4.0 4.9 4.6 5.0 4.7 5.
Cowor kers Satisfaction 5.8 5.5 5.6 5.2 5.4 5.4 5.3 5.5 5.1 5.
Supervi sion Satisfaction 5.4 4.9 5.2 4.9 4.6 4.7 4.6 4.6 4.5 4.

Devel opnent Satisfaction 5.9 5.1 5.3 4.6 4.5 4.9 4.7 4.8 4.4 5.

Note. CVB = Conmunity Music School Job, PRO = Professional, MAN = Manageri al,
CLR = Cerical, SAL = Sales, SER = Services, PR = Processing, MIF = Machi ne

Trades, BW= Bench Work, SW= Structural Wrk
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Figure 24. Graphic Representation of the Means for the

Personal / Wrk Qutconmes of the Professional Job Famly and

Communi ty Music School Job.

The results of a one-sanple t-test, illustrated in Table
23, confirmed a significant difference in job satisfaction,
internal work notivation, and pay and conpensati on
satisfaction for the professional job famly. On the other
hand, a significant difference in coworker and supervision

satisfaction for the conmunity music school faculty was
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substantiated. No significant difference was found between

a sense of security and growth satisfaction

Tabl e 23

One Sanple t-test Conparing the Personal /Wrk Qutcone Means

of the Professional Job Fam |y and Conmunity Misi c School

Job
Per sonal / Wor k Qut cones t df Sig. (2-tailed) D'fpzfgnce ﬁ?ﬂz;iiﬂif

General Job Satisfaction -20.32 436.00 0. 00* -0.41 -0.45 -0.37
Internal Work Motivation -21.32 436.00 0. 00* -0.54 -0.60 -0.49
Pay Satisfaction -8.12 436.00 0. 00* -0.63 -0.78 -0.48
Security Satisfaction 0.36 436.00 0.72 0.03 -0.13 0.18
Cowor kers Satisfaction 6.56 436.00 0. 00* 0.30 0.21 0. 38
Supervi sion Satisfaction 8.16 436.00 0. 00* 0. 47 0. 36 0.59
G ow h Satisfaction 0.40 436.00 0. 69 0.02 -0.07 0.11

Note: *p < .O05.

Tabl e 24 presents the nmeans for the personal /work
out cones of the community nusic school job and the nine job
groups proposed by O dham Hackman, and Stepina as
normative data. The graph in Figure 25 depicts the neans of
the community nusic school job and professional job famly
as presented in Table 24. Both of the growth need outcones
are represented on the X-axis while the Y-axis portrays the
7-point Likert scale used to neasure each personal / work

out cone.
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Tabl e 24

Means for the Gowh Need of the Conmmunity Misic School

Faculty and the Nine Job Fam lies used to establish the

Nat i onal Nor ns

CVB PRO VAN CLR SAL SER PR M BW SW
“Woul d Li ke” 6.2 6.1 5.9 5.6 6.5 6.1 5.3 5.5 5.5 4.9
“Job Choi ce” 4.1 4.8 4.7 4.2 4.9 4.6 3.9 4.1 4.0 4.2

Note. CM5 = Conmmunity Misic School Job, PRO = Professional, MAN = Manageri al,

CLR = Cerical, SAL = Sales, SER = Services, PR = Processing, MIF = Machi ne

Trades, BW= Bench Work, SW= Structural Wrk.
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Fi gure 25. Graphic Representation of the Means for the

G owt h Need of the Professional Job Fami|ly and Conmunity

Musi ¢ School Job.
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Finally, the desire and need to be professionally
chal l enged (i.e. stimulating work, opportunities for
creativity and independent thought), thus experiencing
grow h and advancenent, showed significant differences for
the community nusic school job. A significant difference in
preferences for jobs possessing various grow h-need
characteristics was di scovered for the professional job
famly. Again, in the “would-1ike” section of the survey,
faculty were asked to indicate the degree to which they
woul d i ke several growth related conditions (e.g.,
stinmulating work, opportunities to | earn new things,
opportunities to be creative and i maginative). Wereas in
the “job choice” section, respondents were asked to
indicate their preferences for pairs of hypothetical jobs;
in each itema job with characteristics relevant to growth
need satisfaction was paired with a job that may satisfy
one of a variety of other needs. Table 25 presents the
findings of a one-sanple t-test confirm ng significant

differences in growh need strength.
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Tabl e 25

One Sanple t-test Conparing the G owh Need Means of the

Prof essi onal Job Fam |y and Community Misi c School Job

. . Mean Conf i dence
G owt h Need t df Sig. (2-tailed) Di fference I nterval s
“Woul d Li ke” For mat 1.95 436.00 0. 05* 0.10 0. 00 0.19
“Job Choi ce” For nmat -63.60 436.00 0. 00* -1.53 -1.57 -1.50

Note: *p < .O05.
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CHAPTER FI VE

SUMVARY, CONCLUSI ONS, AND DI SCUSSI ON

Sunmary
The purpose of this study was to apply Hackman and
A dhanis Job Characteristic Mddel to the perceptions
comunity nusic school faculty hold towards their job. The
research questions were:

1. How do community nusic school faculty feel about
their core job characteristics of skill variety,
task identity, task significance, autonony, and
f eedback, all of which determ ne the notivating
potential of the job?

2. How do community nusic school faculty feel about
their critical psychol ogical states of experienced
meani ngf ul ness, experienced responsibility, and
know edge of results?

3. How do community nusic school faculty feel about
their personal and work outcomes of satisfaction and

notivati on?
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4. How do community mnusic school faculty feel about
their need for grow h and advancenent ?

5. How do the nean scores of conmunity music schoo
faculty conpare to the national norns established by

A dham Hackman, and St epi na.

Met hodol ogy

The research questions were addressed by using Hackman
and O dhami s original Job Diagnostic Survey with nusic
faculty of thirty-three independent conmunity schools with
menbership in the National Guild of Community School s for
the Arts. An independent community nusic school, unlike a
di vi sional school, is not affiliated with any city,
col l egi ate or professional orchestral program The
guestionnaire, conprising of seven sections with a total of
eighty-three Likert-type itenms, explored the core job
di mensi ons, psychol ogi cal states, personal/work outcones,
and growt h-need of the participating community nusic school
facul ty.

The questionnaire was mailed to 686 conmunity rmnusic
school faculty and 437 were returned (64% . In addition to
col l ecting responses to the Job Diagnostic Survey,

bi ographi cal data pertaining to gender, age, degrees, years
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of experience and service, certification, sources of

i ncome, students, teaching, and responsibilities were
conpil ed for each subject. Techni ques of statistical
anal ysis included the foll ow ng procedures:

1. Responses to the survey were conpil ed, tabul ated and
scored for each core job characteristic,
psychol ogi cal state, personal/work outcone, and
growm h- need, as suggested in the scoring key
provi ded i n Appendi x B.

2. A notivating potential score was then conputed using
the formula provided by Hackman and O dham (1974).

3. Means were established for each variable of the Job
Di agnostic Survey and conpared to the neans of the
prof essional job famly established by Hackman and

A dham (1980, p. 317), using a one-sanple t-test.

Results
Followi ng a brief description of the sanple, the results
of this study are summari zed as they relate to each of the
research questions.
The majority of the respondents (73% were female with
an average age of forty-one years. Although nost of the

teachers (92% held at | east a bachel ors degree in nusic,
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only 8% had earned any type of nusic education degree or
were certified to teach nusic in their respective states.
The | argest portion of the sanple was conprised of piano
teachers with twenty-one or nore years of professional
teachi ng experience (32% . The majority of the teachers
(73% had no responsibilities at the school other than

t eachi ng, averaged nine hours of teaching each week, had

| ess than five years of service to the school, and teaching
was their sole source of incone.

Core Job D nensi ons

The hi ghest faculty scores were towards the foll ow ng
aspects of their job:
1. The ability to work closely with coll eagues and
students (M= 5.25);
2. The substantial freedom independence, and
di scretion in determ ning how the work is conducted
(M= 4.71).
The | owest faculty scores pertained to the anpunt of
information provided to themregarding their job
performance (M= 3.96). Faculty were neutral regarding the
degree in which the job required different skills and
talents, inpacted the lives of others, and provided the

opportunity to do a task from beginning to end. The
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notivating potential score for the community nusic schoo
j ob was 96. 18.

Psychol ogi cal States

Faculty agreed nost strongly regarding the degree to
whi ch a sense of responsibility was experienced whil e doing
the job (M= 5.05). Faculty felt neutral to slight
di ssatisfaction pertaining toward pay (M= 3.77) and slight
to neutral feelings of general job satisfaction.

Per sonal / Wor k Cut comes

The opportunities for personal devel opnent and coll egia
rel ationshi ps produced the highest |evels of satisfaction
anongst faculty (5.78). Although conpensation (M= 3.77),
and overall general job satisfaction (M= 4.47) received
neutral scores, they represented the | owest |evel of
satisfaction anongst faculty.

G owt h- Need Strength

The faculty expressed a strong need to experience
stimulating work and opportunities for creativity and
i ndependent thought (M= 6.21). However, the faculty
remai ned neutral when asked to choose between a job
possessing growth potential over one with other job
characteristics, such as greater pay, security, and

friendly coll eagues (M= 4.10).
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Conparison to National Norns

A descriptive conparison of the nmeans produced by this
study to those of the nine job famlies, illustrated that
the feelings of nusicians teaching in a community nusic
school nmay best resenble those of people working a clerical
job instead of a professional job. However, due to the
A dham Hackman, and Stepina s placenent of teachers in the
professional job famly, a conparison between the
prof essional job famly means and those of the conmunity
musi ¢ school job, using a one-sanple t-test, was
adm ni stered. Significant differences for the professional
job famly were reveal ed between all core job dinensions (p
< .05), psychological states (p < .05), and the
personal /work outcones (p < .05) of job satisfaction, pay
sati sfaction, and work notivation. Significant differences
for the community nmusic school job were reveal ed for
rel ati onshi ps with col | eagues and supervisors. No
significant differences were found between the two groups
for security or personal devel opnent satisfaction.

The conpari son of mean scores, using a one-sanple t-
test, pertaining to the desire for growmh satisfaction
reveal ed a significant difference between the professional

job famly and the comunity nusic school job (p < .05).
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Conpared to the professional job famly, the nmusic faculty
surveyed in this study conveyed a greater need for
stinmulating and chall enging work with opportunities to
exercise creative and i ndependent thought. However, faculty
had difficulty expressing partiality when asked to choose
between a job offering growh opportunity and one that
satisfies a variety of other needs (friendly coworkers,

better pay, security, etc.).

Concl usi ons

The foll ow ng conclusions can be drawn fromthe results

of this investigation:

1. Faculty felt nost strongly about their sense of work
responsibility due to the autonony experienced in
doi ng the job.

2. Faculty felt |east strongly about the neani ngful ness
of their job due to the degree in which they felt
the job required a variety of different activities,
al lowed for the conpletion of entire tasks, and the
i npact the job has on the lives of others.

3. Faculty felt nost satisfied about the opportunity

for personal devel opnent and col | eague rel ations.

120



Faculty felt least satisfied with pay and overal
general satisfaction with the job.

Faculty indicated a strong desire to experience
stinmulating work and the opportunity to exercise
creativity and i ndependent thought; however, their
feelings towards the core job dinensions produced a
| ow notivating potential score.

Faculty perceptions toward teaching in a community
nmusi ¢ school nay best resenbl e those perceptions of
peopl e working in the clerical job famly instead of
the professional job famly as defined by O dham
Hackman, and Stepi na.

When conpared to the national nornms of the
professional job famly, this sanple of conmunity
musi ¢ school faculty perceived their jobs as | ess
noti vati ng.

When conpared to the national nornms of the
professional job famly, this sanple of comunity
nmusi ¢ school faculty experienced a | ower sense of
meani ngf ul ness, responsibility, and effectiveness.
When conpared to the national nornms of the

professional job famly, this sanple of comunity
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nmusi ¢ school faculty were less satisfied with their
per sonal / wor k out cones.

10. When conpared to the national nornms of the
professional job famly, this sanple of comunity
musi ¢ school faculty had stronger needs to
experience stinulating work.

The foll ow ng precepts served as the theoretica

foundation of the Job Characteristic Mdel:

1. Ajob high in notivating potential must be high on
at | east one of the three job dinensions (skil
variety, task significance, task identity) that
pronpt the psychol ogical state establishing an
enpl oyee’ s feelings of neaningfulness in his or her
j ob.

2. Ajob high in notivating potential nust be high on
autonony to instill the psychol ogi cal state that
establ i shes an enpl oyee’s feelings of accountability
and responsibility in his or her job.

3. Ajob high in notivating potential nust be high on
feedback to instill the psychol ogical state that
establ i shes an enpl oyee’ s awar eness of how

effectively he or she perforns the job.
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4. Enployees with a strong need for professional growh
will respond nore positively to jobs that are high
on the core job dinensions.

These precepts are supported by the descriptions the
faculty of community music schools provided regarding their
core job dinensions that affected their psychol ogi cal
states.

O the core job dinensions that determ ne the notivating
potential of a job, the faculty felt nuch job autonony. As
a result, and as predicted by the Job Characteristic Mdel,
their feelings towards work responsibility were the
strongest. On the other hand, of the core job dinensions
that determ ne the notivating potential of a job, faculty
felt the occurrence of feedback the least. As a result,
their feelings towards their understandi ng of how effective
they are at the job remained generally neutral. Finally,
the noderate feelings faculty had toward the variety of
skills needed to do the job, the opportunity to do a task
from beginning to end, and the inpact their work had on the
| ives of other people, all of which inpact how neani ngf ul

they perceived their job to be, produced neutral feelings.
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Di scussi on

As reported, significant differences between the norns
reported by O dham Hacknman, and Stepina (1979) and the
comuni ty music school teaching job exists. However,
reflection upon the findings of other studies in education
usi ng the Job Di agnhostic Survey may provi de additional
i nsi ght and possi bl e explanations as to why the results of
this study differ fromthe norns.

Cammarata (1984) investigated the elenentary and
secondary teachers in Chester County, Pennsylvania and
reported a notivating potential score of 178.9. This score
is substantially higher than the 96.2 notivating potenti al
score yielded by this study. Cammarata al so reported that
teachers, as a whole, had a positive outlook toward their
job as indicated by the high scores in skill variety, task
significance, autonony, and dealing with others. Again,
these findings are in sharp contrast to those of this
study. Wien he conpared his findings to the national norns,
Cammar ata di scovered that teachers generally produced
hi gher scores and were substantially nore positive
concerning their jobs.

The conflicting findings of Canmarata’ s research and

this study may possi bly be expl ai ned by exam ning the
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possi bl e differences between the organi zati onal structures
of a public school and a community nusic school. To begin,
teachers in a public school are classified as full-tine,
sal ari ed enpl oyees whereas the teachers in a conmunity
nmusi ¢ school are typically part-tinme hourly staff,
soneti mes consi dered i ndependent contractors. Public school
teachers are usually provided various benefits such as
maj or medi cal, dental, and retirenment plans while the
comunity nusic school teachers, as part-tine staff, are
typically provided no benefits. An organization that
classifies workers as part-tiners and provi des no najor
health or retirement benefits nay possibly experience
probl ens with enpl oyee retention. This appears to be the
case in the conmunity music school setting where the
majority of the teachers have | ess than five years of
service to the school (64% . However, no data was coll ected
to determ ne the nunber of years each school had been in
exi stence, which would inpact the length of faculty tenure.
Rooney (1990) investigated thirty-one elenentary school s
and four high schools in the Catholic D ocese of Wchita.
She reported that educators with nore than twenty years of
experience reported greater job and salary satisfaction

than educators with |l ess than twenty years of experience.
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If job and salary satisfaction are a result of enpl oyee
| ongevity, then it may explain why the mgjority of the
comunity nusic school faculty, who have |less than five
years of service at the school, express |less than strong
feelings of job and pay satisfaction.

In a study exploring the relationshi ps anong job design
and teacher notivation, Ellis (1987) found that teachers
who perceived a high degree of presence of the core job
di mrensions were nore internally notivated than those who
did not. Her sanple of elenentary and secondary cl assroom
teachers in Fairfield County, Connecticut produced neans
that conpared favorably with the scores for national norm
groups reported by Hacknman and O dham indicating that the
j ob of teaching anong her respondents was vi ewed nore
intrinsically notivating than were other professions.
Again, the differences in the organizational structures of
t he public schools and the typical comrunity nusic school
may help explain the contrasting findings of this study. O
special interest to this researcher was the finding
reported by Ellis that teachers with high growh and
achi evenment needs were significantly less satisfied with
their jobs than were their counterparts with | ower growth

needs. Likew se, this investigation revealed a high growth
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need for comunity nmusic school faculty who possessed a
| ower general job satisfaction.

The Job Characteristic Mdel predicts that individuals
with strong growh needs will respond nore negatively to
jobs that are low on the core job di nensions because such
jobs provide little opportunity for participation in
various significant work activities that pronote
pr of essi onal advancenent. One could argue that this was the
case with the respondents fromthe comunity nusic school s
where the majority of the faculty only teach (73% and are
not involved wth other school activities outside of
t eachi ng.

Rodri quez (1992) reported that due to a |lack of task and
skill variety in the content and context of the jobs of
academ c library catalogers at nine state universities in
Florida, fourteen out of eighteen variables of the Job
Characteristic Mddel were significantly | ower than those of
the professional job famly. Likew se, one may suggest that
the |l ess than strong positive feelings faculty had towards
the core job dinensions that produced a notivating
potential score of 96.18 was a ram fication of the mgjority
of faculty having limted responsibilities, if any at all,

outside of teaching (73%.

127



Recommendati ons for Practice

Kapl an (1966), Evans, Klein, and Del gado (1992), and
Al exander (1997) all recommended better conpensation, and
benefit packages to inprove working conditions in conmunity
musi ¢ schools. Kaplan al so suggested that full-tinme
enpl oynment status would help to inprove the organi zati onal
structure, thus enhancing teacher satisfaction. Although
t hese recommendati ons address the inportance of creating
positive personal and work outcones for faculty, a better
under standing of the role core job dinmensions and
psychol ogi cal states play in determ ning these outcones my
be nore beneficial to any efforts to i nprove the conunity
musi ¢ school work environment. Wth this in mnd, there are
several recommendations that emanate fromthis
i nvestigation.

It appears that faculty of a community nusic school are
not involved with different activities requiring a variety
of skills outside of teaching. As a result, faculty
feelings regarding the neani ngful ness of the job were not
as favorabl e as other experienced psychol ogi cal states,
thus contributing to their weaker sense of general job
sati sfaction. Therefore, comunity nusic school directors

may want to begin exploring ways to either create or
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del egate various adm nistrative tasks (i.e., public

rel ati ons, marketing, web site devel opnment and mai nt enance,
program and curricul umdesign, etc.) to faculty in an
effort to inprove their involvement within the schoo
oper ati ons.

Faculty retention may be a probl em when consi dering that
the majority of faculty have less than five years of
service to the school, despite having over twenty years of
teachi ng experience. This may explain why faculty did not
respond favorably to being able to conplete a “whol e”
identifiable piece of work, which in turn affected their
feelings regardi ng the nmeani ngful ness of their job.
Therefore, in an effort to possibly inprove faculty
retention, directors of community nusic schools may want to
consider various ways to diversify faculty activities,
whi ch may enpower themto adopt “ownership” of the school’s
educational and econom cal success. Wth faculty averagi ng
only nine hours of service to the school each week, this
effort may al so provide additional weekly work hours for
faculty possibly leading to full-tinme, instead of part-
time, positions.

A lack of feedback appears to be a source of sone

di ssatisfaction for faculty, which directly affects their
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feelings regarding the effectiveness of their job
performance. Directors, in an effort to inprove the degree
to which faculty receive clear information about his or her
wor k performance, shoul d consi der devel opi ng vari ous
avenues of communi cation that would be avail able for al
faculty nenbers (i.e., nmentoring prograns, periodic
performance reviews, etc.).

Finally, considering the enphasis placed upon the need

to inprove faculty conpensati on and benefits (Kaplan, 1966;
Evans, Kl ein, and Del gado, 1992; and Al exander, 1997) the
foll owm ng questions shoul d be addressed:

1. If pay satisfaction is a product of enpl oyee
| ongevity, as suggested by Rooney (1990), can an
average of nine work hours per week for each faculty
menber instill and sustain a | ong-term professional
commtnment to a community nusic school ?

2. Is the general dissatisfaction with the job and pay
expressed by the community nusic teacher sinply
unhappi ness with the organi zati onal structure? In
ot her words, if the community nusic school enpowered
faculty through a greater involvenent with a variety

of activities requiring a nunber of different skills,
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and offered full-tinme salaried positions with
benefits, would dissatisfaction with pay dimnish?
As illustrated in the Job Characteristic Mdel, careful
attention should be given to the core job dinmensions (skil
variety, task identity, task significance, autonony,
f eedback) that shape the psychol ogical states (experienced
meani ngf ul ness, experienced responsibility, and know edge
of results) and which determ ne the personal and work
out cones of enployees. This study should be viewed as
anot her contribution to the general understanding of
enpl oyee perceptions by using the Job Characteristics Model
and Job Di agnostic Survey in an educational setting and the
first in a community nusic school environnent.

Recomrendati ons for Future Research

As di scussed, several studies in educational settings,
including this one, have confirned the legitimcy of the
nodel proposed by Hackman and O dham (Morton, 1992; Barnabe
and Burns, 1994; and G bbons, 1996). Additionally, research
findings of these studies have indicated that the core job
di nensi ons do indeed influence all three of the
psychol ogi cal states, which determ ne the personal /work
out cones and are nedi ated by individual growth need.

However, despite convincing evidence in support of the Job
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Characteristic Mddel, the use of the Job Di agnostic Survey
as a tool to adequately neasure faculty perceptions in the
comunity nusic school environnent should be further
researched as well. The foll ow ng questions address issues
that may inpact the validity and reliability of the Job

Di agnosti ¢ Survey when adm ni stered to mnusicians working in
di fferent conmunity music settings:

1. How applicable is the survey for neasuring the
perceptions of “part-tinme” workers, which tends to
be the normfor the community nusic school
envi ronment ?

2. How applicable is the | anguage used throughout the
survey to nusicians?

3. Do nusicians answer the questions in reference to
their work at the community nusic school or teaching
music in general ?

It may be considered a weakness of this study that an
assunption was nmade, despite the use of unconmon
termnology (i.e. pronotion, nanagers, co-workers) in
relationship to a community mnusic school job, that an
appropri ate understandi ng woul d prevail. Further concern is
justified when considering how nusicians interpreted the

word “job” which was used in many questions throughout the
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survey. For exanple, when asked if the “job” is sinple and
repetitive, did nusicians answer the question as it
pertains to their current responsibilities and position at
the community music school in which they teach, or did they
respond as a professional nusician in general? Certainly,
the answer woul d differ dependi ng upon one’ s perception of
what is nmeant by the word “job”.

The follow ng recomendati ons are nade for further

research:

1. Since Hackman and O dhami s nodel and survey has not
been extensively tested in a conmunity mnusic school
setting, it is recomended that other researchers
replicate this study in order to substantiate the
ef fectiveness of the nodel and survey in nmeasuring
and predicting job satisfaction.

2. A nodified Job D agnostic Survey, or the design of a
new i nstrument, nore specifically geared to the
community nusic school job could be helpful in nore
accurately assessing faculty feelings toward their
wor k.

3. Oher instrunments designed to nmeasure job
satisfaction (i.e., Mnnesota Job Satisfaction

Questionnaire, Job Description Index) should be used
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in future studies to corroborate the relationship
bet ween job characteristics and feelings of
comunity nusic school faculty.

4. Future research should incorporate a nore thorough
and systematic investigation of differences in
particular community nusic schools (organizationa
practices, |eadership styles, uses of technol ogy,
etc.), which mght influence the relationship
bet ween job characteristics and job satisfaction.

5. Wen this study was initiated, no thought was given
to the size of the school. An investigation should
be conducted to determ ne the inportance and i npact
school size may have on faculty feelings toward the
core job dinmensions, psychol ogical states, and
per sonal / wor k out cones.

6. Future research should investigate whether faculty
feelings toward the core job dinensions,
psychol ogi cal states, personal/work outcones, and
grow h need differ dependi ng upon i ndividual
di fferences (teaching experience, age, gender,
instrunment, etc.).

In closing, the results of this study should not be

general i zed beyond the sanple of this study. However, the

134



findings should serve as the purpose for further

investigation into the work environnments of musicians.
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APPENDIX A
THE JOB DIAGNOSTIC SURVEY

This appendix reproduces the Job Diagnostic Survey (JDS), an instrument
designed to measure the key elements of the job charactéristics theory. The
survey measures several job characteristics, employees® experienced psych-
ological states, employees’ satisfaction with their jobs and work context, and
the growth need strength of respondents. For a complete description of the

« job characteristics theory and the variables measured by the JDS, see Chapter
4of this volume.

The JDS was designed to be completed by the incumbents of the job or
Jobs in question —not by individuals dutside the job. An instrument designed
for the latter purpose is eéntstled the Job Rating Form (JRF) and is reproduced
in Appendix B. Instructions for scoring the JDS and JRF may be found in
Appendix C. IDS norms for several job families are provided in Appendix E
and may be used for comparison purposes with JDS data collected from
many jobs.

The JDS is not copyrighted and therefore may be used without the
authors’ permission. However, prior to using the ¥DS, one should carefully
read the users' guide for administering and interpreting the instrument (see
Appendix D).

A short form of the JDS has also been developed. It excludes measures
of the experienced psychological states and uses fewer items to measure
other key variables in the job characteristics theory. The JDS short form and
its scoring key may be found in Hackman and Oldham (1974).

2715
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SECTION ONE

This part of the quesationnaire asks you to
describe your job, as objectively as you can.

Please do not use this part of the questionnaire to show how much you like
or dislike your job. Questions about that will come later. Instead, try to
make your descriptions as accurate and as objective as you possibly can.

A sample question is given below.

. A. To what extent does your job require you to work with mechanicel

equipment?
1 2 3 4 5 ) 7 -
Very little; the Moderately </ Very much; the job

job requires almost
no contact with
mechanical equip~-
ment of any kind.

requires almost’
constant work with
mechanical equipment.

You are to circle the number which is the most accurate description of your jeb.

1f, for example, your job requires you to work
with mechanical equipment & good deal of the time—-
but also requires some paperwork--you might circle
the number six, as was done in the example above.

If you do not understand these instructions, please ask for
assistance. If you do understand them, turn the page and begin.
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1. To what extent does your job require you to work closely with other people
(either ''clients,”’ or people in related jobs in your own organization)?

1 2 3 & 5 6 7
Very little; deal- Moderately; Very much;. deal-
ing with other some dealing ing-with other
people is not at with others is people is an
all necessary in necessary. absalutaly

doing the job. essential and

crucial part of
doing the job.

2. How much autonomy is there in your job? That is, to what extent does your
job permit you to decide on your own how to go about doing the work?

1 2 3 4 5 6 7

Very little; the Moderate autonomy; Very much; the

job gives me almost many thinge are job gives me

no personal "say" standardized and almost complete

about how and when not under my contral, responsibility

the work is done. but 1 can make some for deciding how
decisions about the and when the work
work. is done.

3. To what extent does your job involve doing a 'whole'' and identifiable piece
of work? That is, is the job a complete pilece of work that has an obvious
beginning and end? Or is it only a small part of the overall piece of
work, which is finished by other people or by automatic machines?

1 2 3 4 5 6 7
My job is only a My job is a My job involves
tiny part of the moderate-sized doing the whole
overall piece of =~ “chunk" of the plece of work,
work; the results of overall piece of from start to
my activities cannot work; my own finish; the rusc
be seen in the final contribution can be results of my
product or service. seen in the final activities are
outcome. easily seen in

the final product
or service.

4. How much variety is there in your job? That 1s, to what extent does the
iob require you ‘to:do many different things at work, using a variety of
your skills and talents?

1 2 3 4 5 6 7

Very little: the Moderate ¢ Very much; the

job requires me to variety job requires me

do the same routine to do many

things over and different things,

over again. using a number
of different
skills and
talents.
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tn
.

In general, how significant or important is your job? That is, are the

results of your work likely to significantly affect the lives or well-being

of other people?

1 2 3 & 5 6 7
Not very significant; Moderately Highly signif=
the outcomes of my work significant, icant; the

are not likely to have
important effects on
sthey people.

6. To what extent do managers or co-workers let you

doing on your job?
1 2

w

outcomes of my

work can affect
other people in
very important

ways.

know how well you are

Very little; pecople
almost never let me
know how well I am
doing.

4 5
Moderately;
sometimes people
may give me ‘'feed-
back:" other times
they may not.

7. To what extent does doing the job itself provide

your work performance?

- )

7

Very much;
managers or co-
workers provide
me with almost
constant “'feed-
back” about how
well I am doing.

you with information about

That 1s, does the actual work itself provide clues

about how well you are doing--aside from any "feedback' co~workers or

supervisors may provide?

1 2 3

4 4

Very little; the

job 1itself is set .
up so I could work
forever without
finding out how

well I am doing.

Moderately; some-
times doing the
job provides
"feedback' to me;
sometimes it does
not.
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Very much; the
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that I get almost
constant "feed-
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about how well I
am doing.



SECTION TWO

Lis:cd below are a number of statements which could be umed to describe a job.

You are to indicate whether each statement is an
aAccurate or an inaccurate description of your Job.

Once again, please try to be as objective as you can in deciding
how accurately each statement describes your job--regardless of
vhether you like or dislike your job.

Write a number in the blank beside each statement, based on the following scale:

How accurate is the statement in deacribing your job?

1 2 3 4 5 6 7
Very. Mostly Slightly Uncertain Slightly Mostly Very
Inaccurate Inaccurate Inaccurate Accurate Accuzate Accurate

1. The job requires me to use a number of complex or high~level gkills.

|

The job requires a lot of cooperative work with other people.

3. The job is arranged mo that I dﬁ not have the chance to do an entire piece
of work from beginning to end.

) 4. Just doing the work required by the job provides many chances for me to
figure out how well I am doing.

5. The>job is quite simple and repetitive,

6. The job can be done sdequately by a person working alone--without talking
or checking with other paopla.

7. The supervisors and co-workers on this job almost never give me any "feedback"
about how well 1 am doing dn my work.

 _ 8. This job is one where a lot of other people can be affected by how well the
work gats done, :

9. The job denies me any chance to.uue ny peraonal initiative or judgment in
carrying out the work.

10. Supervisors often let me know how well they think I am performing the job.
] 11. The job provides me the chance to completely finish the pleces of work I begin

12. The job itself provides very few clues about whether or not I am perforuing
well,

13. The job gives me considerable opportunity for independence and freedom in
how I do the work.

14, The job itself i& not very significant or important in the broader scheme
of things.
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SECTION THREE

Now please indicate how you personally feal about your {fob.

Each of the statements below is something that a person might say about his
or her job.

by marking how much you agree with each of the statements.

You are to indicate your own, personal feelings about your job

Write a number in the blank for each statement, based on this scale:

How much do you apree with the statement?

1 2 3 4 5 6 7
Disagree Disagree Disagree Neutral Agree Agree Agree
Strongly Slightly Slightly Strongly
1. It's hard, on this job, for me to care very much about whether or not the
work gets done right,
2. My opinion of myself goes up when I do this job well,
3. Generally speaking, I em very satisfied with thie job.
4. Most of the things I have to do. on this job seem useless or trivial.
5. T usually know whether or not my work is satisfactory on this job.
6. 1 feel a great sense of personal satisfaction when I do this job well.
7. The work I do on this job is very meaningful to me,
- 8. I feel a very high degree of peraonal rasponsibility for the work I do on
this job.
9, I frequently think of quitting this job.
10. I feel bad and unhappy when I discover that I have performed poorly on this
job. .
11. I often have trouble figuring out whether I'm doing well or poorly on this
job.
12. I feel I should personally take the credit or blame for the results of my
work on this job.
13. I am generally satisfied with the kind of work 1 do in this job,
- 14. My own feelings generally are apt affected much one way or the cther by how
well I do on this job.
15. Whether or not this Job gets done right is clearly my responsibility.
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SECTION FOUR

Now please indicate how satisfied you are with each aspect of your job listed
below. Once again, write the appropriate number in the blank beside each
statement. :

How satisfied are you with this aspect of your job?

1 2 3 4 5 6 7
Extremely Dissatisfied Slightly Neutral Siightly Satisfled Extremely

Dissatisfied Dissatisfied Satisfied - Satisfied

1. The amount of job security I have.

___. 2. The amount of pay and fringe benefits I receive.

——_3. The amount of personal growth and development I get in doing my jop.
4, The people I talk to and work with on my job. |

5. The degree of respect and fair treatment I receive from my boss.
6. The feeling of worthwhile accomplishment I get from doing my job.
___71. The chance to get to know other people while on the Job.

. B. The Wmt of support and guidi‘nce 1 receive from my suparvisor. .
9. The degree to which T am fairly paid for what I contribute to this organization
. 10. The amount of independent :hought:. and action I can exercise in my job.
___11. How secure things look for me in the future in this organization.

12. The chance to help other people while at vfork.

__._13. The amount of challenge in my job,

14. The overall quality of the supervision I receive in my work.
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SECTION FIVE

Now please think of the other people in your organization
who hold the same job vou do. If no one has exactly the

same job as you, think of the job which is moat similar to
yours.

Please think about how accurately each of the statements describes the feel-
ings of those people about the job.

It is quite all right if your answers here are different from when you

described your own reactions to the job. Often different people feel quite
diffarently about the same job.

Once again, write a number in the blank for each statement, based on
this scale:

How much do you agree with the statement?

1 2 3 4 5 6 . 7
Disagree Digagree Disagree Neutral Agree Agree Agree
Strongly Slightly Slightly Strongly

1. Most people'on this job feel a great sense of personal satisfaction when
they do the job well.

2. Most people on this job are very satisfied with the job.
3. Most people on this job feel that the work is useless or trivial,

- 4. Most people on this job feel a great deal of personal responsibility
for the work they do.

5. Most people on this job have a pretty good idea of how well they are
performing their work. .

6. Most people on this job find the work very meaningful.

7. Most people on this job feel that whether 'or not the job gets done right
is clearly their own responsibility.

8. People on this job often think of quitting.

9, Most people on this job feel bad or unhappy when they find that they have
performed the work poorly.

10, Most people on this job have trouble figuring out whether they are doing
a good or a bad job.
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SECTION SIX

Listed below are a number of characteristics which could be present on any
job. People differ about how much they would like to have each one present

in their éwn jobs. We are interested in learning how much you personally
would like to have each one present in your job.

Using the scale below, please indicate the degree to which you would like
to have each characteristic present in your job.

NOTE: The numbers on this scale are different from those used in previous

scales.
4 5 & 7 8 9 10
Would like Would like Would like
having this only having this having this
a moderate amount very much extremely much

{or less)

1. High respect and fair treatment from my supervisor.

2, Stimulating and challenging vori:.

3. Chances to exercise independent thought and action in my job.
4. Great job security.

5. Very friendly co-workers.

6. Opportunities to learn new things from my work.

7. High salary and good fringe benefits.

8. Oppoertunities to be creative and imaginative in my work.

9. Quick promotions, :

10. Opportunities for personal growth and development in my job.

__11. A sense of worthwhile accomplishment in my work.
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SECTION SEVEN

People differ in the kinds of jobs they would most 1ike to hold. The questions
in this section give you a chance to say just what it is about & job that is
most important to you.

For each guestion, two different kinds of
4obas are briefly described. You are to
indicate which of the joba you perscnally

would prefer--if you had to make a choice
between them.

In anewering each question, assume that everything else about the jobs is
the same. Pay attention only to the characteristics actiually listed.

Two examples are given below.

JOB A : : JOB B
A job requiring work A job raquiring work
with mechanical equipment - with other people most
most of the day of the day
1 2 () by 5
Strongly Slightly Neut¥al S1lightly Strongly
Prefer A Prefer A Prefer B Prefer B

1f you like working with people and working
with equipment equally well, you would circle
the number 3, as has been done in the example.

* ‘ * * *

Here is another example. This one asks for & harder choice--between two
jobs which both have some undesirabie features.

JOB A | JOB B
A job requiring you to : A job located 200 miles
expose yourself to con- from your home and family.
siderable physical danger.
) O ; . ;
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B

Tf you wokld slightly prefer risking physical
danger to working far from your home, you would
circle number 2, as has been done in the example,

Please ask for aseistance if you do not understand exactly how to do these
questions.
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JO5 A

A job where the pay is
very good.

0B B

A jobswhere there is
considerable  oppestunity
to be creative-and

innovative.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
A job where you are often A job with many pleasant
required to mcke impor- people to work with.
tant decisions.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
A job in which greater A job in which greater
regponsibility 1is responsibility is givea
given to those who do to loyal employees who
the best work. have the most seniority.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
A job in an organization A job in which you are
which is in financial trouble-- not allowed to have any
and might have to close down say whatever in how your
within the year. work i1s scheduled, or in
the procedures to be used
in carrying it out.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
A very routine job. A job where your co-
workers are not very
friendly.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
A job with a supervisor who is A job which prevents you
often very critical of you and from using a number of
your work in front of other skills that you worked
people. hard to develop.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
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JOB A

7. A job with a super-
visor who respects you
and treats you fairly.

1 2 3

JOB B

A job which provides
constant opportunities
for you to learn new
and interesting things.

3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B

8. A job where there is a
real chance you could be
laid off.

A job with very little
chance to do challenging

work.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
9. A job in which there is a A job which provides
: real chance for you to develop lots of vacation time
new skills and advance in the and an excellent fringe
organization. benefit package.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
10. A job with little freedom A job where the working
and independence to do conditions are poor.
your work in the way you
think best.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
11. A job with very A job which allows you
satisfying team-work. to use your skills and
abilities to the fullest
extent.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
12, A jJob which offers A job which requires you
little or no challenge. to be completely isolated
from co-workers.
1 2 3 4 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B
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SCORING KEY FOR THE JOB DIAGNOSTIC SURVEY

The Job Diagnostic Survey (JDS) measures several characteristics of
Jobs, the reactions of the respondents to their jobs, and the growth need
atrength of the respondents. Each variable measured by the JDS is listed
below, along with (a) a one or two sentence description of the variable, and
(b) a list of the questionnaire items which are averaged to yield a summary
score for the variable.

The JDS is based on a questionnaire originally compiled by Nackman &
Lavler (Employee Reactions to Job Characteristics, Journal of Applied
Pazchologx Monograph, 1971, 55(3), 259-286). A complete description of the
JDS 1is provided by Hackman & Oldham {The Job Diagnostic Survey: An Instru-
ment for Diagnosing the Motivational Potential of Jobs, Technical Report
No. 4, Department of Administrative Sciences, Yale University, 1974). The
theory on which the JDS 1is based 1s described by Hackman & Oldham (Motiva-
tion Through the Design of Work: Test of a Theory, Technical Report No. 6,
Department of Administrative Sciences, Yale University, 1974).

For further information about the instrument and its uses, contact:

Prof. J. Richard Hackman or Prof. Greg R. Oldham

56 Hillhouse Avenue Department of Business Administration
Yale University University of Illinois
Hew Haven, Ct. 06520 Urbana, 111. 61801

* ® *

I. JOB DIMENSIONS: Objective characteristics of the job itself.

A. Skill Variety; The degree to which a job requires a variety of differ-
ent activities in carrying out the work, which involve the use of a nunber
of different skills and talents of the employee.

Average the following items:

Section One #4
Section Two {1
#5 (reversed scorinpg--i.e., subtract the number
entered by the respondent from 8)

B. Task identity: The degree to which the job requires the completion
- of a "whole" and identifiable pilece of work--i.e., doing a job from
beginning to end with a visible outcome.
Average the following items:
Section One 3

Section Two #11
#3 . (reversed scoring)
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C. Task Significance: The degree to which the job has a substantial
impact on the 1ives or work of other people--whether in the immediate organ-
ization or in the external environment,

Average the following itema:

Section One: #5
Section Two: {8
#14 (reversed scoring)

D. Autonomy: The degree to which the job provides substantial freedom,
independence, and discretion to the employee in scheduling his work and in
determining the procedures to be used in carrying it out.

Average the follovwing items:

Section One: #2
Section Two: #13
#9 (reversed scoring)

E. Feedback from the Job Itself: The degree to which carrying out the
work activities required by the job results in the employee obtaining
information about the effectiveness of his or her performance.

Average the following items:

Section One: #7
Section Two: #4
#12 (reversed scoring)

F. Feedback from Agents: The degree to which the employee recelves
information about his or her performance effectiveness from supervisors or
from co-workers. (This construct is not a job characteristic per se, and
is included only to provide information supplementary to comstruct (E)
above.)

Average the following items:

Section One: #6
Section Two: #10
#7 (reversed scoring)

G. Dealing with Others: The degree to which the job requires the
employee to work closely with other people (whether other organization
members or organizational “clients").

Average the following items:
Section One: #1

Section Two: #2
#6 (reversed acoring)
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I1. EXPERIEMCED PSYCHOLOGICAL STATES: The psychological impact of the job
oan the employees. These thrce pasychological states are viewed as mediating
between objective job characteristica (listed sbove) and the affective
(e.g., satisfaction, motivation) and behavioral (e.g., performance quality,
abgenteeism) responses of employees to their work., Each of the three con-
structs are wmeasured both directly (Section Three) and indirectly, via
projective-type items (Section Five).

A. Experienced Meaningfulness of the Work: The degree to which the
employee experiences his or her job as one which is generally wingful,
valuable, and worthwhile.

Average the following items:

Section Three: #7

##4 (reversed scoring)
Section Five: #6

#3 (reversed scoring)

B. Experienced Responsibility for the Work: The degree to which the
employee feels accountable and responsible for the results of the work he
or she does.

Average the following items:

Section Three: #8, #12, {15

#1 (reversed scoring)
Section Five: #4, #7

C. Knovledge of Results: The degree to which the employee knows and

understands, on a continuous basis, how effectively he or she is performing
hie job.

Average the following items:

Section Three: #5

#11 (reversed scoring)
Section Five: #5

#10 (reversed scoring)

I11. AFFECTIVE RESPONSES TO THE JOB: The private, affective reactions or
feelings an employee gets from working on his job. The firat two constructs
(general satisfaction and internal work motivation) are measured both
directly (Section Three) and indirectly (Section Five),

A. General Satisfaction: An overall measure of the degree to which the
employee 1s satisfied and happy in his or her work. (This measure has been
showm to predict both turnover and absenteeism--i.e., the lower the satis-
faction, the more the turnover and absenteeism).

j Average the following items:

Section Three: #3, #13

#9 (reversed scoring)
Section Five: {2

##8 (reversed scoring)
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B. Internal Work Motivation: The degree to which the eumployee is self-
motivated to perform cffectively on the job. This measure previously has
been showa to relate directly to the quality of the employee's work.

Average the following items:

Section Three: #2, #6, #10
#14 (reverse scoring)
Section Five: {1, #9

C. Specific Satisfactions: These short scales tap several specific
aspects of the employee's job satisfaction. They all relate positively to
the peneral satisfaction measure (Construct A above), but the specific
satiafaction with “growth" (Scale 5, below) relates most strongly to the
characteri{stics of jobs themselves.

Cl. “Pay" satisfaction. Average items #2 and #9 of Section Four.

C2. "Security" satisfaction. Average items #1 and #11 of Section
Four.

C3. "Social" satisfaction. Average items #4, #7, and #12 of Section
Four.

C4. "Supervisory" satisfaction. Average items #5, #8, and #14 of
Section Four.

C5. "Crowth" satisfaction. Average items #3, #6, #10, and #13 of
Section Four.

IV. INDIVIDUAL GROWTH NEED STRENGTH: These scales tap an individual differ-
ence among employees--namely, the degree to vhich each employee has a
strong vs. weak desire to obtain "growth" satisfactions from his or her
work. Individuals high on this measure have been shown to respond posi-
tively (i.e., with high satisfaction and internal work motivation) to
complex, challenging, and “enriched” jobs; individuals low on this measure
tend not to find such jobs satisfying or motivating. The questionnaire
yields two separate measures of growth need strength, one from Section Six
and one from Section Seven. '

"iould Like" Format (Section Six)
Averape the eix items from Section Six listed below. Before
averaging, subtract 3 from each item score; this will result in a
gsummary scale ranging from one to seven. The items are:
22, #3, #6, #8, #10, #11

"Job Choice" Format (Section Seven)
Tach item in Section Seven ylelds a number from 1-5 ({.e., "Strongly
prefer A" is scored 1: “Neutral® is scored 3: and "Strongly prefer
B" is scored 5. Compute the need strength measure by averaging the
twelve items as follows:
#1, #5, #7, #10, #11, #12 (direct scoring)
#2, #3, 4, 6, #8, #9 {reversed scoring)
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Dear Colteague,

As a fellow colleague in music education and as a fellow music educator currently employed by a
community music school, | am asking you for your help. The research that | am conducting as a
doctoral candidate at the University of North Texas is intended to contribute to the knowledge
pertaining to the working conditions of faculty in community schools in the United States.

On the following pages, you will find the original Job Diagnostic Survey developed by Hackman
and Oldham in 1974, which was designed to diagnose jobs prior to redesign. The survey
consists of seven sections, which have several different kinds of questions about your job. The
questions are designed to obtain your opinion of your job and the entire survey will take
approximately 15 minutes to complete. Specific instructions are given at the beginning of each

section of the survey.

Your individual answers will be kept completety confidential. Your name will never be

A e —

associated with the data and only qroup analysis of the data will be conducted. Please

help contribute to the collection of accurate data that is needed to improve our profession by
answering each item as honestly and frankly as possible.

General Instructions:
1. Please complete the Biographical Data Form attached to the survey.
2. Please complete the original Job Diagnostic Survey by Hackman and Oldham
a. Carefully read the introduction to each section carefully.
b. Be sure to answer each item.
c. Be as honest and objective as possible with your responses.
d. Circle, or indicate, the most appropriate number for each response.

if you have any questions you may contact me at 972.380.8050 extensions 211, or Dr. Froehlich
of the University of North Texas at 940.565.3744, or the Institutional Review Board of the
itv-of North Texas at 940.565.3940. Thank you for your time, cooperation and assistance.

ABBHOVED BY THE UNT IRB

FrEM ___/gﬁﬁ/ﬂ/é o L2fes/ol
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BIOGRAPHICAL INFORMATION

By answering the questions below, you will provide us valuable information needed for this study.
Your input is sincerely appreciated. Thank you for your time, cooperation, and assistance.

General Information

1. Male or female:

2.  Age:

Professional Information

1. Degrees Held?

2. What is your main instrument?

3. Are you certified to teach public school in your state?

4. Number of years teaching professionally?

5. Is teaching/performing music your sole source of income?

School Information

1.  Number of years teaching at this music school?
2. How many hours do you typically teach each week for this music school?
3. What is the age range of your students at this music school?

4. s teaching your only responsibility at this music school?

(If your answer is “no” — please explain.)

5. Please list the various types of teaching you personally do at this music school.

(Example: Individual instructions, group lessons, ensembles, courses, etc.)

Thank you. Please turn the page and complete the Job Diagnostic Survey.
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Section One
1 2 3 4 5 6 7
Question 1 2 9 3 21 14 29 359
Question 2 0 2 6 30 40 170 189
Question 3 1 18 6 82 82 99 149
Question 4 12 10 10 123 93 94 95
Question 5 2 5 10 57 57 125 181
Question 6 36 51 50 98 86 85 31
Question 7 4 2 4 51 83 169 124
Section Two
1 2 3 4 5 6 7

Question 1 3 2 6 11 53 185 177
Question 2 11 29 12 15 72 102 196
Question 3 13 26 27 64 36 97 174
Question 4 3 2 11 31 55 226 109
Question 5 0 116 80 24 50 11 156
Question 6 32 87 54 31 43 42 148
Question 7 38 63 61 17 53 118 88
Question 8 17 45 60 33 70 101 111
Question 9 9 6 12 12 10 64 324
Question 10 43 84 45 32 64 125 44
Question 11 20 34 34 50 44 135 120
Question 12 7 9 20 19 37 168 177
Question 13 3 0 7 13 13 144 257
Question 14 5 16 18 30 33 145 190
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Section Three

1 2 3 4 5 6 7
Question 1 7 1 2 8 10 82 327
Question 2 15 1 0 15 27 174 205
Question 3 7 8 14 37 39 216 116
Question 4 0 0 7 10 13 148 259
Question 5 9 4 4 10 38 257 115
Question 6 5 2 0 4 26 139 261
Question 7 6 2 3 9 46 106 265
Question 8 5 0 0 2 22 113 295
Question 9 14 18 27 38 33 112 195
Question 10 4 10 4 71 47 194 107
Question 11 3 7 28 32 32 196 138
Question 12 4 33 35 35 84 161 85
Question 13 2 5 2 13 39 249 127
Question 14 7 23 5 32 40 194 136
Question 15 0 6 25 23 48 138 197

160



Section Four

1 2 3 4 5 6 7
Question 1 30 53 44 38 24 182 66
Question 2 67 105 77 38 85 64 1
Question 3 3 27 20 39 95 189 64
Question 4 1 3 17 39 45 194 138
Question 5 4 12 18 34 22 167 180
Question 6 0 5 3 15 68 195 151
Question 7 4 5 29 62 52 180 105
Question 8 4 17 26 115 48 142 85
Question 9 26 70 74 48 94 104 21
Question 10 2 9 0 9 31 183 203
Question 11 17 25 20 76 40 178 81
Question 12 0 1 4 60 44 191 137
Question 13 5 3 15 47 49 188 130
Question 14 7 22 19 137 42 157 53
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Section Five

2 3 4 5 6 7
Question 7 0 54 68 237 71
Question 29 25 98 116 142 27
Question 6 10 67 15 171 166
Question 16 13 56 33 212 107
Question 5 15 73 62 236 46
Question 5 8 65 63 228 68
Question 19 15 59 81 199 64
Question 19 46 136 43 125 51
Question 22 7 102 76 197 32
Question 22 32 94 60 170 54
Section Six

5 6 7 8 9 10
Question 7 4 65 36 47 269
Question 5 1 57 42 64 261
Question 1 0 10 6 15 60
Question 4 9 66 31 65 251
Question 5 7 97 63 57 201
Question 5 8 50 54 66 248
Question 11 3 49 46 26 295
Question 2 2 38 37 62 293
Question 21 38 121 45 22 117
Question 3 12 55 48 58 259
Question 1 4 32 35 35 329
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Section Seven

1 2 3 4 5 6 7
Question 1 23 67 70 183 94 0 0
Question 2 22 70 122 144 74 5 0
Question 3 153 138 113 21 7 5 0
Question 4 114 114 166 35 8 0 0
Question 5 56 141 185 40 15 0 0
Question 6 10 54 191 142 40 0 0
Question 7 31 117 104 148 37 0 0
Question 8 26 107 171 117 16 0 0
Question 9 61 139 91 107 39 0 0
Question 10 18 57 208 136 17 0 0
Question 11 12 53 87 134 151 0 0
Question 12 11 32 147 199 48 0 0
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