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ABSTRACT

BREAKING THE CYCLE: PREDICTING STRING ORCHESTRA RECRUITING
BEHAVIORS WITH THE THEORY OF PLANNED BEHAVIOR
Angela D. Ammerman, Ph.D.
George Mason University, 2017
Dissertation Director: Dr. Brian Wuttke

This study investigates the influence of string teacher attitudes toward recruiting,
subjective norms, and perceived behavioral control on recruiting behaviors. Between
1962 and 1989 the number of public school string programs decreased by 50%. This
decline suggests a significant shortcoming with regard to recruiting, retention, and
advocacy for string. Fewer string programs means fewer string students, which means
fewer sting majors and fewer string teachers. Further, a shortfall in the number of string
teachers to serve existing orchestra programs means future program closures, leading to
the eventual extinction of the public school string orchestra. Using the Theory of Planned
Behavior, this paper employs hierarchical regressions to examine the current trends and
biases within string orchestra recruiting and the relationships between recruiting
behaviors and attitudes, subjective norms, and perceived behavioral control. Results
suggest that recruiting attitude has a significant impact on recruiting behaviors. Results
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also suggest a mixed relationship between subjective norms and recruiting behaviors in
which those with higher subjective norms were more likely to reach out to potential
students, but less likely to organize a recruiting concert. Implications are that institutions
of higher education and professional music education organizations could provide
recruiting courses and experiences in order to improve recruiting attitudes, thus leading to
an increase in recruiting behaviors.
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CHAPTER ONE - INTRODUCTION

The recent reauthorization of the Elementary and Secondary Education Act
promotes a more comprehensive education and boasts the inclusion of music education as
a core component of a “well-rounded education.” Not only does this act transform music
education from elective to core subject, but it also guarantees access to music education
in all public schools across America regardless of economic status, geographic location,
or urbanicity. This public declaration of support for music education should ignite an
increased enthusiasm for advocacy efforts so that the momentum may continue to build
across school systems, cities and states in order to bring about a more robust and
musically experienced generation of musicians and music lovers.

A History
String programs have held a place in public education in the United States since
the 1850s; however, the relationship has been in constant flux and the presence of strings
within the curriculum has never been definite. In the infant years of the United States, the
hefty tuition fees of an education kept many at bay, all but the wealthy. Thomas Jefferson
desired an education for all American citizens, on the premise that it was the only way for
a democracy to properly work. Jefferson’s own advocacy efforts began as early as the
1770’s and yet, the implementation of the common school did not come into fruition until
1820 when access to education at last began to increase (Mark & Gary, 2007). Advocacy
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efforts for the common school included the lobbying for not only the presence of
common schools nationwide, but for free access to schools for citizens. The
establishment of music education as a curricular subject within public schools in
Massachusetts soon became a reality and the teaching of class music began. The 1850’s
ushered in an era of growth in instrumental music in America. At first, singing school
masters took it upon themselves to teach string instruments. In 1847, Lewis Benjamin
began to teach instrumental music classes and eventually published the method book
“The Music Academy,” arranging folk tunes to teach the violin (Hopkins, 2015).
Benjamin, a pioneer in music education, provided free violin lessons in New
York, sparking the rise of string programs spanning New York to Philadelphia,
Cincinnati to Chicago. The Benjamin family, dedicated to furthering music and music
education through community involvement, established “Children’s Carnivals” in which
massive choirs and orchestras performed for residents. The rise in popularity of these
Children’s Carnivals as well as other touring orchestra resulted in a surge in instrumental
lessons and the establishment of many extra-curricular school orchestras (Hopkins,
2015). These exclusive orchestras required that students receive private instruction and
were only taught outside of the regular school day. In spite of the success and popularity
of string classes, music educators had yet to be convinced that string instruments could be
taught in a heterogeneous group setting without the supplementation of a private teacher
for each student. It took another 50 years and a significant monetary incentive to spark
the first public school heterogeneous orchestra class, conducted by Charles Farnsworth.
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Inspired by the success of the Maidstone Movement string programs in England,
Charles Farnsworth returned to America to report the hugely profitable sales margins of
the 500,000 string instrument transactions in over 5,000 schools. Farnsworth brought his
expertise back to America and began conducting a small orchestra at Boulder High
School in Colorado (Lee, 2016). In 1907 the Music Supervisors National Conference was
established and in 1914, Albert Mitchell successfully established violin classes within the
Boston Public School curriculum. By 1930, public school orchestras experienced drastic
growth thanks in part to an increase in music teachers and growing popularity of touring
orchestras (Hopkins, 2015). The end of World War I also meant the end of steady jobs for
many musicians who turned to teaching public school music. In spite of massive growth
between the 1850’s and 1930, string programs soon started to decline. It is difficult to say
what caused the decline in string programs; however, Hopkins (2015) both attribute the
diminishing string programs to the rise of the public school band. The importance of the
existence of arts programs within public school curricula should not be underestimated.
The National Endowment of the Arts (1987) suggested that an arts education
would ultimately contribute to the fostering of a new generation of critical thinkers
through the development of a sense of civilization, an instilling of creativity through the
creation and the performance of artistic works, and an adoption of effective non-verbal
communication. Elliott (1995) claims that musical endeavors involve a process in which
understanding, refining, enhancing, and expanding are daily actions leading to active
critical thinking practices. The lack of string program presence across the United States is
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a symbol of an underlying system of inequality in which students are denied access to a
diverse and extensive music curriculum.
The paucity of string programs across the country today is an indicator that there
is a lack of equity in access to string music education and while a primary mission
objective of The National Association for Music Education (NAfME) is the assurance of
equal access to music classes for all students across the United States, the significant
decline in string program presence across the United States is a sign that NAfME is not
realizing the objective. Few studies have explored the methods teachers employ to build
and sustain string programs across the country, and as a result, the reasons for this
disparity in access to string education are unclear. Research in the area of string program
recruiting and retention can help teachers, administrators, and policy makers develop a
better understanding of how programs are established, grown, and sustained over long
periods of time. It can also help improve understanding of the determinants that
contribute to program failures and closures. In combination, then, research in this area
can help teachers better understand what to do, and what not to do, in order to develop
healthy string music education programs across the country, ultimately helping to achieve
NAFME’s mission objective of ensuring access to music education for all children across
the country.
While public school band programs have sustained a stable place within public
school settings, string programs have had a much more tumultuous history since the very
beginning. The instability of string orchestra presence and the 50% decline between 1962
and 1989 across the country constitutes a problem of national import. In 1962, the United
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States boasted a 66% presence of string programs. In 1989, the percentage of schools
across the country with string programs was 16 (Smith, 1997). Schmidt, Baker, Hayes,
and Kwan (2006) suggest that only 16.3% of public schools offer string programs and
according to Yoder (2014), string programs still exist within only 22% of public
secondary schools nationwide.
The disparity in the nationwide presence of string programs is widely
substantiated by literature and yet a viable solution has yet to be uncovered (Kwan, 2006;
Smith, 1997; Yoder, 2014). Stark contrasts among string program existence are clearly
visible particularly when comparing suburban and rural schools as well as middle to high
SES communities with low SES communities and even when comparing schools from
different geographic locations. Smith (1997) found that the presence of string programs
in MENC’s Eastern division is significantly higher than all other divisions. Additionally,
suburban schools are 31.5% more likely to have string programs than rural schools
(Smith, 1997). Perceptions of elitist tendencies within orchestra programs, perhaps
harkening back to the origins of the exclusive string orchestras of the 19th century, may
be an important barrier to the implementation of new string programs. Brenner (2010)
suggests that the perception regarding string programs is one of expense, exclusion, and a
preference for large suburban school districts. Furthering this perception is the attritive
trend of low income schools to suspend string programs while middle and high income
schools experience increases in string program presence (Albert, 2006).
In order to fully understand the decline in string programs, it is essential that we
understand current advocacy and recruiting processes. The lack of successful advocacy
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efforts in the past has caused great alarm on behalf of many music educators and music
education supporters (Hartley & Porter, 2009). Elpus (2007) demands improvements to
advocacy efforts, outlining issues with music education philosophy, limited advocacy
materials, and a deficient effort in promoting music education to federal and state
mandates. While Elpus certainly addresses important concerns, perhaps it is time that
music educators adopt a more proactive approach and look to the future voters within
their own music classrooms as a pseudo grassroots method to advocacy. Froelich (2007)
urges music educators to “connect the formal world of school with the music-coveted
world of entertainment and community involvement” and to consider the public audience
as an essential component of the secondary ensemble (p. 103). By recruiting students into
music ensembles, music educators will not only increase advocacy efforts on a local
level, through increased visibility, but will also increase the stability of the program, thus
increasing future prospects for program existence.

Advocacy and Recruiting Crisis
Brenner (2010) claims that the string music education community is in an
advocacy and recruiting crisis and calls for an increase of teaching apprenticeships in
order to ensure a future rich with quality string music education students. Booth (2009)
states that “the myths insist that advocacy tries to change what people think. In truth,
advocacy seeks to change what people do,” (p. 231). Albert (2006) suggests visibility as a
powerful method for increased advocacy and improved recruiting. Anderson (2000) also
considers visibility to represent an essential component to marketing and advocacy.
Brenner (2010) recommends the exploration of the placement of string music education
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students’ practicum in non-traditional settings in order to find meaningful methods to
reach non-traditional communities (non-suburban). While many have suggested various
improvements to recruiting and advocacy issues, there has yet to be a quantitative
analysis of recruiting and advocacy practices within string music education.

The Need to Explore Attitudes
In addition to understanding the advocacy efforts, it is also important to examine
the attitudes toward string orchestra recruiting and how those attitudes influence
recruiting behaviors. The study of attitudes and attitude formation has been long studied
by researchers, and while many studies explore the attitudes of those being recruited,
there is still a significant gap in the literature regarding the attitudes of the actual
recruiters. Hughes (1971) defines attitude as a mental state based upon either a favorable
or unfavorable inclination toward an object. Favorability of an inclination is determined
by the beliefs and values toward an object. In a comparison of attitude definitions,
Hughes found consensus, stating that an attitude is a “learned mental state that causes an
individual to act toward an object, person, or concept in a manner that may be described
as favorable or unfavorable,” (p. 16). Rosenberg and Hovland (1960) describe attitudes as
a tripartite classification of responses to a given stimulus or object and that attitudes may
include affective response, cognitive response, and behavioral response. Thus, attitudes
are essentially how one feels and thinks about a stimulus or object and the individual’s
inclination toward certain actions regarding the stimulus or object. Zanna and Remepel
(1988) take a more comprehensive look at attitudes and define attitude as “the
categorization of a stimulus object along an evaluative dimension,” (p. 321). Zanna and
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Rempel suggest that attitude evaluations are based upon cognitive information, affective
information, and past experiences.

Background of the Problem
The unstable nature of string program presence across the country is a sign of a
community in crisis. This issue is one of a cyclical nature in which less of one leads to
less of another until there are none left in the end. Fewer string programs leads to fewer
string players which results in a deficient pool of potential string teachers (Hartley &
Porter, 2009). Fewer string teachers leads to even fewer string programs and the attritive
cycle continues. In order to fully understand the issues surrounding the string program
problems, it is important to look to the factors influencing advocacy and recruiting efforts
and to examine recruiting attitudes, subjective norms, and self-efficacy as a localized and
microcosmic element of advocacy.
While existing literature in the field of string orchestra recruiting is limited,
research within sales and marketing have addressed similar issues regarding selling
behaviors. Within sales literature, recruiting is often viewed as a form of marketing in
order to facilitate a possible sale. Stone, Woodcock and Wilson (1996) refer to recruiting
a client as the first stage of managing customer relationships and defines recruitment as
“when the customer is targeted as being an appropriate customer for the company and
induced to join” (p. 678). Ajzen (1991) suggests a significant and positive relationship
between self-efficacy, attitudes, and subjective norms and subsequent behaviors,
culminating in the Theory of Planned Behavior in which the variables above predict
behaviors. External literature from has also found significant links between these factors
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and behaviors (Bolander et al.., 2014; Fu et al.., 2010; Zint, 2002). Sales literature has
uncovered a connection between not only sales self-efficacy and formal sales education,
but also subjective norms and selling behaviors (Bolander et al.., 2014). Zint (2002)
suggests that teachers who have a favorable disposition toward incorporating
environmental risk education into their classes are significantly more likely to actualize
behaviors associated with environmental risk education. Zint also compared three
attitude-behavior theories and found that the Theory of Planned Behavior determinants
contributed significantly to the predictability of science teachers to act upon desired
behaviors. Additional findings suggest the Theory of Planned Behavior to predict
behaviors with 5% or better accuracy when compared with three other attitude behaviors
(Zint, 2002).

Statement of the Problem
The very presence of secondary string programs (6th – 12th grade) nationwide has
experienced massive fluctuations from 1962 to 1989. The percent of secondary schools
across the United States with string programs was 66.7% in 1962 but 16.7% in 1989 and
21.8% in 2016 (Yoder, 2014; Hartley & Porter, 2009; Smith, 1997a). While it appears
that the presence of string programs is on the rise, advocacy efforts must continue to
improve in order to guarantee a place for string programs in the future. Some attribute the
decline in string programs to the rise in popularity of band; however there is very little
research to support this assumption (Hartley & Porter, 2009).
Initial enrollment in existing string programs has been equivalent to 10% or less
in multiple national studies, suggesting a low initial program size from the very
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beginning (Gillespie & Hamman, 1997; Solly, 1986). The low enrollment data for string
orchestras has long been a problem in the United States and could be a significant factor
in the immense fluctuation of string presence nationwide (Gillespie & Hamman, 1997;
Solly, 1986).
In spite of a low initial enrollment, music educators continue to experience
retention challenges and struggle to retain those 10% of students (Gillespie & Hamman,
1997; Solly, 1986; Ng & Hartwig, 2011). Ng and Hartwig (2011) examined student
retention and discovered that only 4 – 6% of those [10%] who initially joined continue
through to 12th grade. Schmidt, Baker, Hayes, and Kwan (2006) suggest that the mean
number of students enrolled in strings was only .115 whereas band was .2 and choir was
.3. Music educators are often persistent advocates for the continuation of string programs
in elementary and middle school, and yet, the subsequent recruiting behavior does not
reflect this same level of organization and drive.
The data on string enrollment and retention points to a chasm between import of
national advocacy versus that of a more localized advocacy campaign (recruiting). In
order to secure string programs, Kendall (1997) suggests that teachers focus on increased
visibility in order to validate the program and encourages teachers to develop some kind
of specialty to encourage parental support. American String Teachers Association past
Executive Director, Donna Hale (“Advocating for Strings,” n.d.) suggests that advocacy
should not only encourage community members to support string programs at the local
level, but should even change perspectives on pursuing careers in string music education.
The absence of strong recruiting efforts will ensure the failure to reach the maximum
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number of students and an ultimate failure to build string program presence on a national
scale.
While it is evident that an enrollment and retention problem exists within the field
of string music education, it is not clear what factors are contributing to the problem.
Researchers point to a number of variables including scheduling, administration, and a
lack of parental support, and yet one incredibly essential component continues to be
missing from the literature (Hartley & Porter, 2009). It is time to take a closer look at the
behaviors of the head of the struggling organization: the strings teacher.
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CHAPTER TWO - LITERATURE REVIEW

The inconsistency of string program representation across the country is an
indicator of an imbalance in the education that public schools provide and an issue in
need of remediation. The need for increased advocacy and recruiting research is apparent
in the low student enrollment and continuation. While there is not an abundance of
literature on string orchestra recruiting and retention, marketing and sales literature is full
of effective methods for encouraging clients of all ages and backgrounds to buy into a
product or service. Sales literature not only explores the influence of selling behaviors on
the potential client, but also examines salesperson behaviors under the lens of behavior
theories in order to explore the nature and determinants of salesperson behaviors
(Bolander, Bonney and Satornino, 2014).
The purpose of this dissertation is to explore the nature and determinants of string
teacher recruiting efforts. The noncompulsory nature of instrumental music ensembles
requires string teachers to exercise a degree of entrepreneurialism in order to successfully
recruit and retain enough students to maintain a stable and reputable program. While
some literature within the field of string music education describes program presence as
well as student-focused factors regarding participation in string programs, no research as
of yet focuses on the behaviors of the string teacher.

12

String Program Deficiencies
The multitude of benefits that accompany student participation in string
ensembles from a young age are well documented and include neurological, sociological,
and even academic benefits (Brenner, 2010). Brenner (2010) suggests that the study of
string instruments should be part of a well-rounded and comprehensive music education.
Unlike wind instruments, string instruments come in fractional sizes and provide the
opportunity for students to begin reaping the benefits of instrumental study from any age
(Brenner, 2010). Although the benefits of student participation in string programs are
widely accepted, very few school systems have either the desire, the budget, or the ability
to start and to maintain string programs (Smith, 1997). Of particular concern amongst
string music education circles is the amalgamation of a drastic decline in string program
presence across the United States in the last 50 years and the low student enrollment
(Hartley & Porter, 2009; Schmidt, Baker, Hayes & Kwan, 2006). Hartley and Porter
(2009) suggest that the shortage in string programs directly influences a shortage in string
teachers which then results in fewer string players. Many researchers call for procedural
reform and an increase in research on enrollment, recruiting, and retention practices
within string programs (Hartley & Porter, 2009; Schmidt et al.., 2006; Kerstetter, 2011).
Hamman, Gillespie, and Bergonzi (2002) found that enrollment and retention
problems are not necessarily due to a lack of administrative support for strings. Brenner
(2010) suggests that administrators are often supportive of the establishment of a strings
program but are unable to find qualified string teachers for openings. This may lead to a
number of objectionable options which may range from a) hiring unqualified candidates
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in order to just fill a position or b) closing down the entire program (sometimes before it
even gets started). The shortage of string teachers is so great that between 2000 and 2001,
43% of available string positions went unfilled, further substantiating the need for more
qualified string teachers (Hamman et al., 2001).
The shortage of string teachers creates a cycle of string player attrition which
renders the field of music education desperate for more string players and string teachers.
The shortage of available string teachers leads to a decline in string programs since
administrators are unable to fill positions. A lack of string programs very naturally leads
to a decrease in string players (aka potential string teachers). Fewer string players then
leads to fewer string teachers which leads to the further elimination of string programs.
See Figure 1 below.

Figure 1 Cycle of Attrition
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Deficiencies are so great within string teaching that many districts attempt to take drastic
measures, such as hiring teachers with provisional licensure until they find a qualified
teacher, but are often still met with the realities of program elimination (Anderson, 2000).
Other districts may expand the duties of other unqualified teachers within the building in
order to at least have a strings program.
A comprehensive understanding of the events leading up to a career in music
education is vital to constructing a viable solution. Woody (2004) suggests that the
process for any potential musician includes early musical experiences, regular concert
attendance and performances as well as private lessons. Additionally, environmental and
developmental conditions greatly affect student decision making, particularly from the
music educator (Anderson, 2000). If the music educator never recruits the student(s) to
join, then it is highly unlikely that the music educator will spark any interest whatsoever
in a potential music education major.
Brenner (2010) postulates that the string community is in an advocacy and
recruiting crisis. Brenner suggests that there is a significant dearth of string music
education majors and that the most qualified potential string music education majors
decline majoring in music education. Brenner also acknowledges the existence of a
cyclical nature to the attrition of string players and continues to suggest that the
profession should be actively recruiting future string teachers from only the most
qualified performers.
Lindeman (2004), in a sort of an advocacy effort, discusses the shortage of music
educators across the nation and provides multiple suggestions for recruiting music
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educators. Lindeman brings up valuable points regarding the future of music education
and the recruiting of music education majors; however, he never once addresses the issue
of recruiting the student musicians themselves. Anderson (2000) suggests that the spark
for music education occurs as a young musician and is often driven by an inspirational
music educator as a mentor. What all of the literature seems to be overlooking is that
without ensemble participation in the first place, the initial spark would be nonexistent.
Thornton and Bergee (2008) agree that the music educator naturally plays a powerful role
in the decision-making process of a potential music education major. If students opt out
of joining musical ensembles, then it is extremely unlikely that they will ever join the
profession. Thorton and Bergee (2008) suggest that recruiting for the profession starts as
early as elementary school. The proactive recruiting of talented and dedicated musicians
from an early stage may be a key component to fostering a robust community of string
players and teachers.
The myriad reasons a student might join a musical ensemble such as strings could
have to do with anything from family tradition to a genuine desire to play an instrument
to an aspiration to learn something new. Austin (1990) found that the level of musical
self-esteem directly influences musical activity participation. This suggests that if a
student does not have a healthy self-esteem within his or her general music classes, then
they are less likely to join a musical ensemble. Austin further postulates that poor
student-teacher relationships are a significant factor in musical participation decisions
and that the teacher’s role is essential to guiding a student toward a positive musical selfesteem.
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While it certainly is important to investigate student perspective with regard to
recruiting practices, it is equally important to examine the effect that a successful
recruiting campaign may have on the string teacher. The sense of connection, identity,
and importance from successful recruiting campaigns may result in larger enrollment,
stronger retention, and an improvement in recruiting self-efficacy (Kerstetter, 2011;
Knoblauch & Chase, 2015; Tschannen-Moran & Woolfolk Hoy, 2001). Much research
suggests that the behaviors of the teacher plays a major role in recruiting endeavors and is
a powerful indicator for future enrollment. Kerstetter (2011) studied the recruiting
practices of band directors and suggested that a lack of encouragement and
communication from the high school band director to the middle school director is
frequently a barrier to optimal enrollment. Anderson (2000) found that successful
recruiting of music education majors is often sparked by just one teacher’s
encouragement. Kerstetter (2011) places partial blame for the enrollment crisis on the
higher education curriculum which often neglects instruction in administration and
recruiting and calls out the music education profession for a lack of understanding
regarding the value of recruiting.
Successful recruiting behaviors, based upon success of band directors, include
community performances, increased visibility through newspapers and other media,
recruiting plans and strategies, enrollment goals, calendars of recruiting activities, as well
as personal contact with the incoming students (Anderson, 2000; Austin, 1991;
Kerstetter, 2011). Anderson (2000) found that teachers find success in recruiting when
using strong performing ensembles as a way to showcase the results of dedication to an
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ensemble. Kerstetter (2011) found that less than 27% of band directors reached out to
incoming students, leaving a multitude of potential student musicians without any
personal contact from the director. Solly (1985) suggested that communication with
parents and students is of paramount importance to recruiting endeavors.
Kerstetter (2011) suggests that enrollment issues are significant concerns for the
stability of high school band programs and calls for an increase in recruiting strategies to
aid public school music teachers. When enrollment is an issue in band, it is likely that
difficulties will be found in the strings program as well. Gillespie & Hamman (1997)
found that string programs across the nation enroll less than 10% of the initial eligible
recruiting population. Hartley and Porter (2009) found that more than 50% of string
teachers enrolled 20% or less of the student population and only 12% of string teachers
were able to enroll more than 40%. Schmidt, Baker, Hayes, and Kwan (2006) reported a
negative relationship between string participation and school enrollment, suggesting that
the larger schools actually have lower string participation rates.
An additional factor to the enrollment crisis is the perception that strings is only
for the wealthy and so, string music educators must educate students and communities in
order to address the perceived (and often realized) inequities within the field of music
education. Vasil (2013) suggested that student decision-making often involves family
considerations and preferences as well as socioeconomic factors. If a student perceives
that the family cannot afford membership in an ensemble, then the student may not even
try to join. Klinedinst (1991) and Albert (2006) both suggest that the very existence of
instrumental music education may reflect the social norms, economic conditions, and
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variations in communities. Ester and Turner (2009) found that only 16.3% of sampled
schools even offered string programs. Schools with strings programs tended to appear in
districts with large enrollments. Albert (2006) found that socioeconomic factors are so
influential on string program existence that 96% of public schools in low income
communities are without string programs.
While problems within string music education regarding recruiting are widely
accepted, it is also apparent that there are significant problems with retaining those
students who are initially recruited. In a quantitative analysis of Indiana string teachers,
the average teaching load was 69.7 students whereas choir teachers averaged 118
(Schmidt et. al., 2006). Solly (1985) investigated the reasons instrumental students
dropped and found the main considerations to include a decrease in interest, a low
musical self-efficacy, and a lack of teacher contact. Poliniak (2012) reported subjective
norms (the presence or lack of friendships within a program, student-teacher
relationships, etc.) as primary reasons for withdrawal from programs. Ammerman and
Wuttke (2014) investigated parent perceptions on student social norms, musical selfefficacy, and teacher rapport and suggested that musical self-efficacy is a significant
factor in the decision-making process. Students who decided to continue in orchestra not
only had higher perceived social identity scores, but also stronger relationships with the
strings teacher. Ng and Hartwig (2011) suggest that a student’s perception of personal
musical ability significantly influences the decision to further the investment of time,
energy, and monetary resources.
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Recruiting, retention, and attrition are all directly related to one another, and one
should not be considered without reference to the other. Literature on recruitment and
retention has received significantly less attention within music education field as
compared to that on performance techniques such as intonation, vibrato, musical
selection, and rhythmic articulation. Once a student is recruited into an ensemble, the
student will form an attitude and social perception regarding the ensemble, thus
influencing future decisions about continuing in orchestra. Ajzen (1991) suggests that
attitude is the strongest predictor for intention development and subsequent behaviors. In
an extensive literature review, it is apparent that there exists a large gap within the music
education literature regarding recruiting practices of string teachers. Although many
articles describe enrollment issues and undertake descriptive studies investigating
ensemble enrollment, very few take into account the actions of the string teacher.
Furthermore, no study to this day has examined the attitudes, subjective norms, and selfefficacy of string teachers toward recruiting, nor the recruiting behaviors demonstrated by
public school string teachers.
Compared to other fields, the recruitment of students to public school music
programs has received little attention, and most of the recruiting studies within the music
education field have involved school band programs. While there are certainly
similarities between public school band programs and string programs, there are also
many differences which beg for a more targeted approach to string recruiting research.
Additionally, most of the existing string recruiting research has focused on the influence
of parents in the decision-making process, the effect of initial enrollment grade on
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recruiting, and the influence of socioeconomic status on enrollment decisions. Rather
than focus on external factors, Gillespie and Hamman (2010) in a study on the success of
new string programs in the United States between 1999 and 2009, suggest that the
effectiveness of a recruiting regimen is of equal importance as the selection of a qualified
strings teacher. It is apparent that music education programs require student enrollment in
order to survive; however, recruiting appears to be at the very bottom of the priority list
for many researchers and educators.
The National Association for Music Educators (2016) clearly identifies “the
understanding and making of music by all” as a primary goal. The “by all” component of
this statement should implore music educators to work toward engaging not only those
already enrolled in music ensembles, but to engage all students in music making, thus
implying a need for recruiting, for increased retention, and for an increase in music
makers. In spite of this declaration by the National Association for Music Education,
research still focuses very little on the recruiting of student musicians, and those
researchers who do, often neglect to study the actions of the teacher.
In an attempt to study the actions of the teacher, Gilles (2011) conducted research
on the duties of the band director and suggested that the roles included musician,
educator, conductor, and administrator. Gilles discusses in detail the necessity to practice
conducting patterns, to understand relevant educational trends, and to study scores. While
Gilles mentions the program as a whole regularly, program-building is completely absent
in the article until the very end, at which point, Gilles lists recruiting in a long string of
“non-musical activities” as if recruiting were simply an administrative activity. While
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Gilles fails to address the invaluable nature of recruiting student musicians, many other
researchers fail to study the recruiting behaviors of the teacher.
In an attempt to study student reasons for enrolling in a music program, Ng and
Hartwig (2011) found that access to high quality music programs, student interest,
parental support, a positive valuation of music, and quality musical experiences were
important influencing factors in the decision-making process for students. Although this
study did find significance with all of these factors, the role of the teacher is once again
absent. Solly (1985) did consider some recruiting behaviors of the teacher and found that
communication with parents and students, positive motivation, and high visibility among
the community and within the school were vital to recruiting and retaining students.
Ammerman and Wuttke (2014) found teacher likeability and student self-efficacy to have
a strong influence on student decisions regarding continuation in string programs.
The initial recruitment process is incredibly important to the success of a
program. Hartley and Porter (2009), in a study with 166 string teachers, explored the
influence of starting grade on overall program enrollment. Regardless of initial
enrollment start time, the average initial enrollment was 20% or less, but programs with a
later initial enrollment start time experienced significant increases in retention rates. At
the end of the first year of instruction, less than half of fourth grade start teachers (those
who initially offer strings for the first time in fourth grade) reported an 80% or higher
retention rate whereas the vast majority (88%) of sixth grade start teachers reported an
80% or higher retention rate. Additionally, when examining retention through seventh
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grade, 94% of sixth grade start teachers boasted a retention rate of 60% or more whereas
less than one third of fourth grade start teachers (31%) reported the same retention rates.

Recruiting as Marketing
While all of this information provides vital information for the future of string
music education programs, there still exists a void within the literature regarding studies
on teacher recruiting behaviors. More specifically, there is a significant gap in the
literature regarding the attitudes, self-efficacy, and the social norms of the strings teacher.
In spite of the void within the field of music education, there is a blossoming collection
of literature on salesperson attitudes and sales behavior as well as the Theory of Planned
Behavior and sales behaviors.
Within music education, experts tend to view children solely as students, and
while this may be somewhat accurate, it is important to consider the multiple roles of the
student: traditional student, musician, and consumer or client. Experts within the field of
business and marketing already view children as consumers and develop sales strategies
accordingly (Calvert, 2008). While the term “consumer” may suggest a monetary
connotation, playing a musical instrument also requires time during and after school,
transportation, and appropriate space in which to practice consider in addition to financial
resources (Albert, 2006). Thus, it is the entire experience of participating in a musical
ensemble that is being consumed. This would include the temporal aspect of after school
rehearsals, concerts, and perhaps even lessons, as well as the consumption of fiscal
resources for instrument rental and the purchase of sheet music or method books. An
increase in children’s ability to influence parent spending, implying an increase in
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adolescent power to wield family resources demonstrates the power of the student in
school-associated decisions (Calvert, 2008). Bolander et al. (2014), in an effort to
uncover strategies for reaching long-term clients, suggests that creating an emotional
connection, establishing rapport with a consumer, and uncovering customer’s needs and
wants are essential considerations to influence a client. If applied to students, also known
as the consumers or clients, this might mean that the strings teacher (the salesperson)
might work toward building rapport with the students, creating an emotional connection
(preferably through music), and uncovering the needs of the students (transportation,
instrument procurement, class fees). Although the strings teacher is not necessarily
selling a specific product, the act of recruiting is a way of marketing an educational
service to a population of potential clients.
While a more conducive mindset for recruiting may be achieved by regarding
children as consumers, ethical considerations may cause concern. It is estimated that
children watch between 25,000 and 45,000 commercials each year and directly influence
parent purchases totaling upwards of $670 billion a year (Shah, 2010). One potential
problem with advertising is that children are not always able to tell the difference
between a program and a commercial (Dumont, 2001). In spite of the immense benefits
of advertising to children and viewing them as consumers, educators must exercise care
when preparing recruiting activities so that children are given honest and unbiased
information regarding the orchestra program.
Consistent with sales literature, research suggests that recruiting should not be a
static event, but an ongoing relationship in which the salesperson (the strings teacher)
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builds rapport and trust with the client (the student). The initial recruiting concert, much
like a new product launch, is a way to market a service to a captive consumer base.
Perhaps the first offering of string instruction happens in fourth grade, then the strings
teacher will be launching string orchestra to all fourth graders within the school. While
the recruiting concert might be the start of the product launch, it is not the only recruiting
event, but one in a series of targeted efforts to reach potential student musicians, future
student musicians, and to retain current student musicians. Fu et al. (2010) refers to a new
product launch as “a dynamic process that unfolds over time,” (p. 62).
Researchers within public school band ensembles have begun to explore the
power of entrepreneurialism in music education. Kerstetter (2011) utilizes marketing
literature when describing the ideal recruiting process for public band programs,
encouraging band directors to practice a more organized and targeted approach to
recruiting. The “Seven P’s” of Marketing are as follows: product, price, place, promotion,
people, process, and proof. Based upon the “Seven P’s,” Kerstetter (2011) compiles 6
music recruiting constructs in order to better reach potential public school music students.
Kerstetter’s recruiting constructs include program, subsidy, outer rewards,
communication, assessment, and image. Table 1 summarizes the connections between the
original “Seven P’s,” and Kerstetter’s application within music education.
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Table 1 String Orchestra Recruiting Constructs

“Seven P’s” of
Marketing

Kerstetter’s Recruiting
Constructs

Product/Place

Program

Price

Subsidy

People

Outer Rewards

Process

Communication

Proof

Assessment

Promotion

Image

String Orchestra Equivalent
A string program in its entirety
from initial enrollment through
12th grade.
The financial requirements in
order for a student to join
Branding giveaways such as tshirts or pencils, trips, and the
identity one builds around an
ensemble.
The rapport built between the
director and the incoming students
through recruiting concerts and
special guest visits.
Rehearsals with the students to
demonstrate the enjoyable nature
of working with the director.
A successful and reputable
program is a strong promotion in
and of itself.

Kerstetter (2011) recommends the application of marketing strategies in band
recruiting processes including the creation of enrollment goals and objectives, a calendar
of recruiting activities, and building personal relationships with the students. This study
found that enrollment issues are major concerns for maintaining instrumental programs
and that colleges rarely prepare students for such extra duties as recruiting. Additional
findings suggest that all band directors within the study reported informal approaches to
planning and evaluating recruiting processes. Kerstetter separated band directors into two
categories: superior band recruiters versus less superior band recruiters. Superior band
recruiters retained 7.5% of the total school population within the band program whereas
less superior band recruiters retained less than 7.5% of the total school population.
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Findings suggest that less than one third of band directors indicated personal contact as a
recruiting promotion and that less superior recruiters place greater emphasis on posting
fliers throughout the school than those who emphasize relationships. Additionally,
superior recruiters are more involved within the community and value public relations,
utilizing newspapers and media sources. Superior recruiters also recognize the
importance of the program building aspect of recruiting and stress that recruiting is the
responsibility of both the high school and middle school director (Kerstetter, 2011).

Recruiting and Retention in Other Fields
As music educators work toward greater enrollment and retention, it is important
to consider the work that has already been done within the field of sales and marketing as
well as the United States military to learn from the experts in product sales and recruiting.
While much research exists regarding the recruiting and retaining of customers, clients,
and employees, very little examines the recruiting and retaining of student musicians
within public schools. Recruiting literature often refers to the enlisting, maintenance and
stability of qualified personnel within corporations and branches of the military. While
the focus of string recruiting is on a much younger pool of potential “recruits,” there are
many similarities in strategy and there is much to be learned from the immense successes
of military and corporate recruiters. Sackett and Mavor (2004) in an extensive evaluation
of military recruiting, boast the benefits of recruiter training and the establishment of
production goals. This is perfectly in line with Kerstetter’s (2011) application of goal
setting and marketing training to band program recruiting. In the same way that military
recruiting ensures adequate levels of enlisted personnel in order to maintain optimally
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balanced units, string orchestra recruiting should ensure adequate levels of string players
in order to maintain optimally balanced ensembles. The military recruits enlisted
members through advertising, incentive packages, and relationships between the recruiter
and the recruits (Sackett & Mavor, 2004). The military is not alone in high values being
placed upon the recruiting process.
Much of the research regarding the nature and determinants of recruiting
behaviors has been developed within the field of business administration. Businesses
have an interest in recruitment efforts because their survival depends on recruiting both
talented employees and loyal customers. Simply stated, businesses must attract and retain
skilled workers who are committed to producing the reliable and high quality products
which will attract customers and will result in sales. In one study of business life spans,
for example, Pospisil (1997) analyzed corporations, finding that corporate life expectancy
is positively associated with an ability to attract and retain human capital, to develop
institutional knowledge and memory of the market, and to gain and keep the trust of
clients.
The nature of recruiting behaviors, training programs, and the personality of the
individual recruiter are immensely important to businesses, orchestra programs, and
particularly, to the military. The relationship between recruiter and recruit has been
shown to be a powerful incentive for joining as well as for continuing (Sackett & Mavor,
2004). Barnes, Dempsey, Knapp, Lerro, and Schroyer (1991) suggest that the recruiter is
so essential in the enlistment process that they refer to the recruiter as the “linchpin” to
recruiting success. Gillespie and Hamman (2010) reiterate the importance of the recruiter
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and recruiting behaviors, suggesting that the importance of recruiting is equal to the
importance of having an actual strings teacher. Barnes et al. (1991) strongly recommend
the establishment of production goals as well as recruiter training. The military values
recruiting so much that they provide an in-residence, full time training program in order
to develop the strongest recruiters possible. Military recruiters are motivated through
personal production goals, reward and recognition programs and various incentive
packages. The value placed upon recruiting within the military is demonstrated through
both military policy and practice and may serve as a potent reference for the field of
music education.
Retaining quality employees and clients is also a key area of marketing research.
Schaeffer also investigated motives for employee attrition and found that primary
concerns included a need for a more flexible schedule, frustrations with some aspect of
the organization, or an attractive offer from a different company. When the employer
addressed the issues and provided a counteroffer to address the needs of the employee,
the likelihood of retention significantly increased (Schaeffer, 1998).
Many fields may provide various incentives and targeted marketing mixes to
specifically target clients and customers. Within the entrepreneurial world, business
professionals and salespersons develop marketing mixes in order to attract new customers
(Kerstetter, 2011). Human resources professionals provide monetary and vocational
incentives (in the form of upward mobility) in order to recruit and retain quality
employees (Schaeffer, 1998). Branches of the United States military employ advertising
tactics, incentive packages, and the development of relationships between recruiter and
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recruit (Sackett & Mavor, 2004). Schaeffer (1998) suggests signing bonuses, employee
referral programs and counteroffer strategies in order to recruit and retain qualified
employees. Additional findings suggest that employee referral and counteroffer strategies
may be particularly powerful in the recruiting and retention process for the oil and gas
professions. This particular employee referral program challenged employees to refer
more than 350 employees. Rewards for successfully recruiting an employee ranged from
$300 to $2000 per recruit. When recruiting new clients or employees, social networks can
also provide a powerful incentive.
The use of social networking to recruit employees and customers is quite
prevalent but has yet to be researched in detail within music education. Bolander,
Satornino, Hughes, and Ferris (2015) investigated the impact of social networks on
selling performance. Salespersons from a high-end, commission-based company were
asked to complete surveys at a sales conference. Surveys were completed by 286
salespeople as well as 253 non salespeople. The survey measured political skills
including interpersonal influence, networking abilities, and social network reporting.
Social network reporting included a list of the influential and powerful individuals within
their working lives. Bolander et al. also included two months’ sales performance data
from each participant and found that a salesperson’s social network within an
organization significantly and positively affects sales performance. This reaffirms the
importance of social identity within one’s environment. Ammerman and Wuttke (2014)
also found that student perception of social network played a significant role in decisions
whether or not to continue to participate in strings. Although these studies recognize the
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importance of social network to solidify one’s standing within an existing environment,
there is still a need for additional research regarding social considerations and students’
decisions regarding initial enrollment. Vicknair, Elkersh, Yancey, and Budden (2010)
suggest social recruiting as a powerful method for engaging, encouraging, and eventually
hiring ideal candidates. Social recruiting within the human resources realm utilizes social
media to attract talented candidates. Although business literature would suggest that
social considerations are important factors in recruiting and retention, there is greater
need for targeted research within the public school strings community.
In spite of the wealth of knowledge on selling, recruiting, and retaining
employees, clients, and recruits, there is still a great weakness in terms of sales education
training. Bolander et al. (2014) investigated the impact of sales education on sales
efficacy, sales attitudes, and selling behaviors. Surveys were submitted by 96 first year
salespersons, all of whom were recent college graduates. Sales performance data were
then matched with each participant. Sales performance was judged based upon units sold
by each employee. Employee commitment was based upon self-reported commitment
values. Salespersons were asked whether or not they were enrolled in sales programs
during undergraduate studies. The survey also measured influential selling tactics as well
as extraversion. Findings suggest a positive and significant relationship between formal
sales education and sales performance. Salespersons with educational experiences in
sales were more likely to achieve higher selling goals. Additionally, formal sales
education significantly and positively predicted rapport building with clients, company
commitment, and the creation of an emotional connection with the clients. This suggests
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that an increase in sales efficacy and selling attitudes leads to an increase in positive
selling behaviors, thus reaffirming the theory of planned behavior in which efficacy,
attitudes, and social norms directly influence behaviors (Ajzen, 1991). If applied to string
orchestra recruiting, this would suggest that an increase in recruiting efficacy, recruiting
attitudes, and recruiting social norms, would lead to an increase in recruiting successes.

Theoretical Framework
The Theory of Planned Behavior (TPB) was developed specifically to predict
intentions and subsequent behaviors. Ajzen describes this theory as a supposition that
“behavior is a function of salient information, or beliefs, relevant to the behavior” (1991,
p. 189). The theory of planned behavior will be used as a lens with which to view and
predict string orchestra recruiting behaviors. Within this theoretical framework, there are
three types of beliefs: behavioral beliefs, normative beliefs, and control beliefs.
Behavioral beliefs refer to an individual’s qualitative judgement or attitude regarding a
given behavior. Such attitudes amount to a subjective evaluation of a given behavior,
such as whether said behavior is good or beneficial. Normative beliefs refer to an
individual’s perception of what is considered acceptable or unacceptable within their
social circles (Ajzen & Fishbein, 1972). Control beliefs relate to an individual’s selfefficacy concerning a particular behavior. Theoretically, if an individual believes that a
behavior is within their control and that they can successfully execute the behavior while
still maintaining an acceptable social position, they will be more likely to engage in that
behavior. Ultimately, these three types of beliefs influence an individual’s intention to
engage in a given behavior. Whether or not an individual chooses to engage in the
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behavior is determined by their behavioral intent and their perceived behavioral control
(often referred to as self-efficacy). These relationships are illustrated graphically in
Figure 2.

Attitude

Subjective Norms

Behavioral Intention

Behavior

Perceived Behavioral
Control
Figure 2 Theory of Planned Behavior

The TPB has been used to explain behaviors across a wide range of disciplines
from marketing and sales, to education, and even to military recruiting practices. In the
field of marketing, the TPB has been used to predict the intentions and behaviors of
salespersons. Fu et al. (2010) explored the influences of attitude, subjective norms, and
self-efficacy on salesperson intentions and the subsequent launch of a new product.
Findings suggested a significant and positive relationship between attitude (not toward
the product itself, but toward the selling of the product) and selling behaviors. A positive
and significant relationship between attitude, subjective norms, and self-efficacy and
selling intentions was also found, further supporting the TPB.
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Bolander et al. (2014) also researched self-efficacy, attitude, and selling behaviors
and found a positive and significant relationship between self-efficacy and selling
behaviors as well as self-efficacy and attitude. Additionally, an increase in sales
education resulted in an improvement of sales self-efficacy, further supporting the
implementation of professional selling courses as formal areas of undergraduate study.
The implementation of formal sales education even increased students’ perceptions about
a successful future in sales careers and positively affected sales performance, employee
commitment to a company, and client rapport.
The field of sales education is not the only educational faction in the pursuit of the
TPB to further examine behaviors. Zint (2002) examined the level at which science
teachers incorporated environmental risk education using three attitude-behavior theories.
Out of the three attitude-behavior theories, with 1336 science teachers, all three of the
TPB determinants contributed significantly to the accurate prediction of science teacher
intentions. The TPB predicted intentions at least 5% more accurately than all other
theories. Findings included an increase in likelihood that science teachers would
incorporate environmental risk education if they felt socially pressured to do so
(subjective norms), when they were confident in their abilities and control to incorporate
environmental risk education (self-efficacy), and if they had a favorable disposition
toward the behavior (attitude). Suggestions for improved execution of desired behaviors
include interventions focused on assessing teacher beliefs in order to evaluate beliefs
regarding the target behaviors.
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While the TPB fits well within the field of education, it has also been used to
explore military recruits’ behaviors. Griepentrog, Harold, Holtz, Klimoski, and March
(2012) collected data from 669 military recruits and found that military recruits with a
positive attitude toward joining, a high self-efficacy, and positive subjective norms were
more likely to pursue joining and to follow through with the entire recruitment process.
Additional findings suggested a significant relationship between social identity and
withdrawal behaviors. Recruits who identified strongly with the military were more likely
to complete the recruitment process to join the military whereas recruits who felt like an
outsider and did not recognize organizational prestige were more likely to withdraw from
the recruiting process.
Within the context of public school orchestra recruiting, the theory will be used to
predict that a teacher’s recruiting behaviors will be a function of their attitude toward
recruiting, their perception of social approval or disproval toward recruiting, and their
perceived control over effective recruiting activities. Theoretically, these three factors
will positively influence a teacher’s intent to recruit. Furthermore, a teacher’s intent to
recruit and their perceived ability to be successful in recruiting will influence whether or
not they actually do engage in recruiting efforts.

Attitude
Attitudes, built from experiences, beliefs, and values, are formed around the
assumed outcome of a behavior. Attitudes are formed based upon learned information
(cognition), emotional messages (affect), and past behaviors and outcomes (Zanna &
Rempel, 1988). Attitude change occurs when messages connect attitudes with past
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behaviors and when the focus is on perception change regarding a group or object. Much
research has shown that attitude is the strongest predictor for intention and behavior
(Ajzen, 1991; MacFarlane & Woolfson, 2013; Zint, 2002).
The strong relationship between attitude and behavioral intent is again confirmed
in Zint’s 2002 study on science teachers and the incorporation of environmental risk
education into their curriculum. Science teachers who a) had a favorable disposition
toward the behavior, b) perceived social pressure to incorporate environmental risk
education into their curriculum, and c) were confident in their perceived abilities around
the behavior were more likely to develop an intention to incorporate a specific subject
(environmental risk education) into their teaching. While the results indicated
signification relationships between all variables and behavioral intent predictions, attitude
was shown to be the strongest predictor for intention formation. In a comparative analysis
of 19 data sets, Ajzen (1991) also found that attitudes toward behavior were the most
significant predictor of intention to act.
In another examination of teacher intention and behaviors, MacFarlane and
Woolfson (2013) found that teachers with positive beliefs about students with social,
emotional, and behavioral difficulties (SEBD) reported higher intentions of including
students with SEBD in their classes. Findings also suggested a significant relationship
between principal attitude toward inclusion and the formation of teacher attitudes, further
supporting the importance of subjective norms in behavior prediction. While attitude is
perhaps the strongest predictor for intention formation and execution of desired
behaviors, subjective norms is also a significant factor within the TPB model.

36

Subjective Norms
The decision-making process of the individual is strongly associated with the
perceived approval or disproval by one’s social network, resulting often in a sort of “herd
behavior” by which one forms subjective norms. It is this social emulation that results in
a high group agreement, a robust group identity, and clear in-group restrictions regarding
behaviors (Morris, Chiu, & Liu, 2015). Froelich (2007) suggests that the rules and
principals of behaviors which define social groups will “determine the values shared by
the individuals in a group,” (p. 23), further supporting the role of subjective norms on
intention formation and successive behaviors. Elster (2000) suggest that “for norms to be
social, they must be shared by other people and partly sustained by their approval and
disproval) (p. 364). Froelich (2007) further postulates that social norms stem from
expectations, traditions, and conventions from social organizations. Examples of these
social organizations could be musical institutions, childhood neighborhoods, one’s
workplace, or district music teacher organizations. Fishbein and Ajzen (2010) reiterate
the powerful influence of the social environment on one’s intentions and actions and
suggest that social norms should be viewed as “perceived pressure to perform (or not to
perform) a given behavior” (p. 130).
Social norms might stem from institutional networks, authority figures within
career fields, geographic location, and those with whom they most strongly identify.
Bolander, Satornino, Hughes, and Ferris (2015) in a study of salesperson background and
selling behaviors, suggest that the social norms of salespersons play a vital role in driving
sales performance and that social networking contributes substantially to selling
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performance. MacFarlane and Woolfson (2013) found a powerful relationship between
principal attitudes and teacher subjective norms. In a study of 73 undergraduate education
majors and school setting preferences, Grande, Burnes, Schmidt and Marable (2009)
found that students were significantly more likely to prefer teaching in a school in a
similar situation from which they graduated. Students who experienced positive social
environments within urban schools were significantly more likely to be willing to return
to urban settings as teachers. Students from more suburban environments were more
likely to prefer suburban teaching settings. Froelich (2007) considered the work
environment to be of primary importance to the development of social norms.
Directly linked to subjective norms, social identity is may provide a more
nuanced understanding of subjective norms (Morris et al., 2015). The way in which the
individual identifies with others comprises one’s social identity (Stryker, 2000).
Influencing factors, including the perception of social status, the dictums of the leaders of
the group, and the social self-efficacy, also contribute significantly to decisions regarding
behaviors (Trepte, 2006). Increased social status is achieved by behaving in approved
ways, thinking in similar ways, purchasing the “right things,” and even sharing the same
values (Trepte, 2006). This would suggest that string teachers who firmly identify with
other string teachers are more likely to follow the dictums set forth by the group. These
dictums might include regular concert attendance, posting images on social media sites of
musicians, and even recruiting.
Consistent with social identity literature, individuals identify “in-groups” and
“out-groups,” and will behave in the manner that will make them as much a part of the in-
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group as possible. (Robbins et al., 2009; Trepte, 2006). Morris et al. (2015) suggest that
emulating group views and behaviors further distinguishes the in-group from the outgroups resulting in distinctive characteristics and an increase in-group validation. An
increase in prototypical behaviors results in a heightened in-group agreement, stronger
group identity, and a clarity of behavioral boundaries for the in-group (Morris et al.,
2015; Trepte, 2006). Ng and Hartwig (2011) suggest that students opt out of orchestra if
the activity has a low social value. The same could be said about recruiting. Teachers
who maintain a low valuation of recruiting behaviors are likely to opt out of these
behaviors. Subjective norms will necessarily vary based upon the environment in which
an individual works, lives and socializes.
The teaching environment also plays a significant role in the development of
subjective norms. Phillips (2003) suggests that teachers within a low SES community
may experience greater challenges with recruiting due to a variety of factors including
financial strains, temporal constraints, lack of transportation, among others. Albert (2006)
finds an even greater need for an advocacy-minded educator within low SES schools,
suggesting an even greater need to provide school-loaner instruments in order to recruit
and retain students. Additional concerns for low SES school systems may include
transportation, increased financial aid, and the selection of culturally relevant music for
performances. Thus, the expectations for recruiting behaviors may differ between
teachers in varying economic situations. Economic and environmental considerations
may also have an effect on perceived behavioral control.
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Perceived Behavioral Control
Perceived behavioral control is also a strong consideration before acting upon an
intention. Perceived behavioral control is the self-perception regarding the ability to
perform the behavior (Fu et al., 2010). This is often referred to as “self-efficacy” in that
the individual must believe that he or she has the ability to perform the behavior in order
to follow through with the actual behavior (Fu et al., 2010). Similar to self-efficacy, the
individual must believe or perceive that they have the ability to perform the behavior in
order to follow through with the actual behavior (Fu et al., 2010). Tchannen-Moran and
Hoy (2001) suggest that teacher efficacy beliefs are judgements of one’s own capabilities
to bring about a desired outcome of student learning and engagement (p. 783). The string
teacher’s perceptions of his or her own capabilities to plan and execute recruiting events,
to successfully recruit students into a program, and to maintain a series of recruiting
events will significantly impact the teacher’s intention to actually recruit. The intention to
recruit will then positively influence recruiting behaviors. Tschannen-Moran & Hoy
(2001) found that teacher self-efficacy relates to persistence, enthusiasm, commitment,
and instructional behaviors. Austin (1990) found a strong association between selfefficacy and motivation as well as self-efficacy and achievement in music education
students.
Woody (2004) found that the most successful musicians not only have supportive
parents and teachers, but also have private lessons from as early as age six or seven.
Gustafson (2014) recommends that string teachers encourage students to take private
lessons in order to achieve optimal performance. Private lessons may act as a powerful
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incentive for students to continue in an ensemble. Musicians readily accept the necessity
of a private teacher for serious student musicians. Regardless of a parents’ desire to
provide private lessons for a child, if the money and resources do not exist, then the
student will sadly be unable to take private lessons.
In a 2010 study on motivating salespersons, Fu, Richards, Hughes & Jones
suggest that Sales Self-Efficacy (PBC) has a direct and positive effect on sales growth
rates. Bolander et al. (2014) found that sales education has a positive effect on student
perceptions in sales careers. Tschannen-Moran and Hoy (2001) found that not only is
teacher efficacy related to teaching behaviors, but also to student achievement,
motivation, and student self-efficacy beliefs.
Bolander, Bonney, and Satornino (2014) studied contemporary business
curriculum and the resulting selling behaviors and found that sales education is a
significant contributor to sales performance and sales reputation. In spite of a recent shift
to include professional selling as a more formal area of study within business degrees,
very little literature on sales and marketing pedagogy exists (Bolander et al., 2014). Fu et
al (2010) suggest that in order to build a positive attitude toward selling, managers should
work to increase self-efficacy. This would suggest that string teachers with some kind of
training in recruiting might experience greater commitment to schools, increased
recruiting events, and better rapport with students. The findings of Bolander et al. (2014)
suggest that sales education positively affects student perception toward future careers in
sales. Additional results suggest a significant and positive relationship between formal
sales education and sales performance, formal sales education and commitment, and

41

formal sales education and rapport with clients. A higher commitment to a company
results in lower turnover, greater stability, and reflects an environment of support
(Bolander et al., 2014).
Kerstetter (2011) examined the recruiting practices of high school band directors
and noted a significant lack of planning and evaluation in the recruiting process. The
formation of a plan of recruiting events throughout the year as well as an evaluation of
recruiting practices might play a significant role on recruiting self-efficacy. In a 2013
study, researchers found that teachers with higher PBC also greater likelihood of
including children with SEBD (2013). MacFarlane and Woolfson (2013) in a study on
teacher attitudes toward children with SEBD, found a positive and significant relationship
between PBC and intention as well as beliefs and intention.
Knoblauch and Chase (2015) suggest that self-efficacy is related not only to
attitude formation, but also to actions or behaviors. Contextual factors may also
significantly impact self-efficacy so that the school in which one teaches, the
neighborhood in which one lives, the geographic location, and the urbanicity of the
school all play a role in the development of self-efficacy beliefs (Bandura, 1997;
Knoblauch & Chase, 2015; Tschannen-Moran & Woolfolk Hoy, & Hoy, 1998).
Knoblauch and Chase (2015) assert that the context in which an educator teaches is of the
utmost importance “because teachers’ sense of efficacy is context-specific, and
perception of efficacy beliefs involves the analysis of the task at hand,” (p. 107). This
suggests that the environment in which a strings teacher works may contribute
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significantly to recruiting PBC as well as the likelihood that they will follow through with
recruiting behaviors.
Economic Profile
Phillips (2003) suggested that students from low-SES situations may be more
likely to opt out of even enrolling in instrumental music due to financial constraints.
Ammerman (2016) suggests that an informative and inviting recruiting program, which
addresses instrument procurement, enrollment fees, and financial support, is of
paramount importance to low-SES students and schools.
Environmental and developmental conditions directly affect students’ future as
musicians and may affect teacher efficacy and attitude (Woody, 2004). Children who are
not exposed to music at an early age are often behind before they even begin. Teachers
with students in these environments may experience a sense of being in the out-group,
particularly if they are in the same district as higher economic schools. The immense
amount of financial and temporal resources required for the development of musical
talent might be especially daunting for low income families and teachers in low-income
areas are likely to experience increased challenges which may affect attitudes, subjective
norms, and self-efficacy (Knoblacuh & Chase, 2015). It is clear that parental support can
play a critical role in the musical identity of students and thus, the success of students and
of entire programs (Dai & Shader, 2001).
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Urbanicity
The differences between urban, rural, and suburban communities and schools are
as great as the individuals residing in them. However, very little string music education
research has taken into account the urbanicity of a teacher’s work environment.
Knoblauch and Chase (2015) investigated the impact of urbanicity on student teacher’s
self-efficacy over time. Using Bandura’s Social Cognitive Theory, which says that a
teacher’s sense of efficacy is equal to his or her self-efficacy beliefs toward a given
teaching situation, student teacher self-efficacy beliefs were measured both before
student teaching and after student teaching (Bandura, 1997; Knoblacuh & Chase, 2015).
The findings provide powerful and relevant information regarding the impact of
urbanicity on efficacy beliefs. All student teachers experienced a significant increase in
efficacy beliefs after practicum; however, the teachers in the urban situations experienced
a significantly lower sense of efficacy beliefs. Additional findings indicate a significantly
lower mean student engagement self-efficacy score for teachers in urban and rural
teaching situations as compared to teachers in suburban environments. This study also
suggests a significant increase in challenges regarding funding, teacher quality, and
discipline problems for urban and rural school teachers when compared to suburban
teachers (Knoblauch & Chase, 2015).

Hypotheses
Research suggests that a teacher’s recruiting behavior is determined by behavioral
intentions and perceived behavioral control over their ability to effectively recruit (Ajzen,
1991; Fu et al., 2010). Similar to salespersons, whom are the primary seller of a new
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product or service to the consumer, string teachers are the primary seller of a unique
service: participation in a public school string orchestra. The initial enrollment period can
be confusing and difficult for students and families to navigate and they will need the
help of a driven and encouraging advocate to “seal the deal.” Sales literature and music
education literature would both suggest that the rapport built with the client/student is a
primary determinant in decision-making (Austin, 1990; Fu et al., 2010; Kerstetter 2011).
This would suggest that a string teacher’s increased intention to “sell” strings to a student
would be likely to result in an increase in selling behaviors (recruiting).
The Theory of Planned Behavior takes into account three considerations to the
formation of intent: attitudes, subjective norms, and perceived behavioral control. Within
this dissertation, we will define a string teacher’s attitude toward recruiting as the degree
of favorability he or she possesses toward recruiting students (Ajzen, 1991; Fu et al.,
2010). Consistent with research on the development of salesperson’s attitudes, positive
attitudes toward recruiting will be developed when one cognitively understands the
benefits to recruiting, has developed an emotional connection to recruiting, and has
experienced recruiting successes in the past (Zanna & Rempel, 1988). Past research has
shown attitude to be the strongest consideration during attitude formation and that an
understanding of attitude results in a better understanding of personal evaluation of the
task of recruiting (Fu et al., 2010; eZanna & Remepl, 1988; Zint, 2002). Therefore,
consistent with research on the TPB, the following is suggested:
H1: A string teacher’s attitude toward recruiting positively influences recruiting
behaviors.
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The social component of intent formation, subjective norms, is also an important
consideration to the TPB. Subjective norms are the perceived organizational and social
pressures associated with the subject (recruiting) (Ajzen, 1991; Fu et al., 2010). This
might come in the form of approval or disproval from colleagues, administrators, and
local leaders in the field of music education. Consider the steps involved in organizing
and executing a recruiting tour where one teacher takes an ensemble to the local
elementary schools to recruit for the middle school strings program. The people who
might be involved in this process are summarize in Table 2.

Table 2 Social Network for Recruiting Concert

Person Involved
Middle School
Administrator
Transportation
Administrator
Elementary
Administrators

Elementary General
Music Teachers

Parents

Students

Purpose
1. Permission to take administrative leave
2. Class coverage for any classes missed during the tour
3. Permission to take students to another school
1. Bus or private vehicles for student transportation
1. Permission to visit the school at a specific time
2. Communication to building supervisors for space
reservations
3. Permission to excuse students from class at specified
times
1. Arranging of necessary equipment (microphones,
speakers, etc.)
2. Follow Up with students after concert
3. Collection of forms if necessary
1. Permission to take students out of school for recruiting
tour
2. Chaperones for trip
3. Drivers of instruments
1. Music Performance
2. “Referrals” showcasing the success of the program
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Because of the wide reach of a recruiting concert, the string teacher can gain
significant attention from such an event. The reaction of the participants can result in a
perception of administrative and educational expectations (i.e., norms) associated with
the recruiting concert. These norms are often associated with pressures to meet or exceed
expectations in order to maintain positive working conditions which will hopefully result
in positive evaluations and cooperation in future endeavors. Consistent with TPB
literature, one might expect that the social rewards from administrators and colleagues
who encourage recruiting events would positively affect recruiting intent (Bolander et al.,
2014; Elster, 2000; Fu et al., 2010). Unfortunately, the opposite is also likely, in that if
colleagues and administrators look at recruiting as an unnecessary hassle, it is likely that
the string teacher will see recruiting as a barrier to building positive relationships, which
will negatively affect recruiting intent. Therefore, consistent with the TPB, the following
is suggested:
H2: A string teacher’s perception of subjective norms related to recruiting is
positively associated with recruiting behaviors.
Perceived behavioral control (PBC) is the third variable in the Theory of Planned
Behavior and is often used interchangeably with self-efficacy. PBC is one’s perception of
his or her ability to successfully perform a given behavior (Ajzen 1991; Fu et al., 2010;
Zanna & Rempel, 1989). For the purpose of this dissertation, we will use self-efficacy as
a proxy for PBC as many other TPB studies have done in past research (Fu et al., 2010).
Sales literature defines self-efficacy as “perceptions of their own ability to sell the new
product…” (Fu et al., 2010, p. 65). Within this dissertation, we define self-efficacy,
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merging with sales literature, as a string teacher’s perception of his or her own ability to
successfully recruit enough students into their program to maintain a stable program
(Bolander et al., 2014; Fu et al., 2010). Research consistently shows that an increase in
self-efficacy toward a subject results in an increase in performance (Bolander et al., 2014;
Fu et al., 2010). Therefore, consistent with self-efficacy research and TPB research, we
suggest the following:
H3: A string teacher’s perceived behavioral control is positively associated with
the recruiting behaviors.
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CHAPTER THREE - METHODS

The purpose of this dissertation was to explore the determinants of public school
string teacher recruiting behaviors. As discussed, the research questions included:
1. To what extent does a string teacher’s attitude toward recruiting influence
recruiting behaviors?
2. What are the relationships between a string teacher’s perception of subjective
norms and recruiting behaviors?
3. What influence does a string teacher’s self-efficacy have on recruiting
behaviors?
This chapter describes the research methodology which was employed to test the specific
hypotheses developed to answer these research questions.

Instrumentation
Prior to the distribution of the final survey, a pilot survey (see Appendix A) was
administered to a convenience sample of orchestra directors participating in a local
teacher orchestra (n = 21). Participants in the pilot study took the 52-item survey and
identified some issues with the wording of various measures as well as the organization
of the survey. Although the TPB items within the pilot study were based loosely on the
Fishbein and Ajzen (2010) questionnaire, the relatively low Chronbach’s alphas of α =
.64 (from the pilot study results) suggested the need to adhere more closely to the specific
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wording of the original items. The final survey exhibited greater internal consistency
when compared to the pilot study, resulting in Chronbach’s alpha scores between α = .70
and α = .76 for the TPB scales in the final survey. Additional attitude, subjective norms,
and PBC items were also added to the original pilot survey in order to provide at least
five items with which to measure each of the TPB variables (Subjective Norms, PBC, and
Attitude). The pilot study only included one item for PBC and in order to improve scale
measurement, items to measure PBC were added. The additional items were more strictly
based off of Fishbein and Ajzen’s (2010) TPB questionnaire and were modified only
slightly to work with string orchestra teachers.
The results from the pilot study also indicated a need to separate high school
teachers from elementary and middle school teachers for questions regarding feeders. For
example, if within a school pyramid orchestra is first offered at the elementary school,
then the elementary teacher does not have a feeder. Survey completion time was also an
important consideration, and pilot study participants were asked to record the amount of
time required to complete the survey. Results indicated that the average time to complete
the 52-item survey was approximately 7 minutes. Based on the responses and feedback
from pilot study participants, changes were made to the organization and phraseology of
the survey in order to improve clarity and to ensure a smooth passage through the survey.
Interestingly, the initial findings of this pilot study suggested that teachers who taught at
two or more schools were less likely to engage in recruiting behaviors. Initial results also
suggested that attitude positively influenced recruiting behaviors.
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The final survey (included in Appendix C) included 72 items organized by topic.
Additions to the original survey included items to identify grade level of …. The pilot
study initially asked participants to respond to whether or not they were a full time public
school strings teacher. This item was then split into two separate items in order to allow
part time public school teachers to continue taking the survey, while non-public school
teachers were immediately prompted to submit the survey. This survey was specifically
designed to examine recruiting behaviors of public school string teachers, so it was
important that non-public school teachers not be asked to expend time and energy on a
survey that may not have applied to them. Items were also added to measure beliefs
regarding responsibility of recruiting, for example “Who should be responsible for
recruiting for Middle School orchestra programs (check all that apply)” to which
participants could select from elementary, middle, and high school orchestra teachers.
Once the final survey was completed, this was administered electronically using
Google Forms. The survey was designed so that respondents who indicated that they did
not teach in a public school were exited from the survey immediately as this was one of
the first question. This design feature was used as a courtesy to respondents as the survey
was intended specifically for public school string teachers. Additionally, three questions
were included which were intended only for teachers with feeder programs. As such, a
filtering feature was used in the survey so that only teachers who indicated that they
taught at the high school level were directed to answer these three questions, based on the
assumption that most middle and elementary school teachers would not have feeder
schools.
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Procedure
Participants for this survey were recruited through a national string teacher
organization and a national organization for music educators. Members of these
organizations were sent an email with information, instructions, and a link to the online
survey over a three week period from January 17th to February 7th. The recruitment and
consent email sent to these organizational members is included in Appendix B. A
reminder email was sent once per week over this period.
An incentive was offered to encourage email recipients to participate in the study.
The recruitment email notified potential participants that upon completion of the survey
they would be eligible to enter into a raffle for one of four $50 gift cards. Participants
who completed the survey and wished to be included in the raffle were asked to provide
their email address in a separate online module. (This was done to preserve the
anonymity of study participants.) The email addresses were then listed and assigned
index numbers in sequential order. A random number generator was then used to select
the gift card recipients. Specifically, the RANDBETWEEN function was used in
Microsoft Excel to randomly select an index number from the list. This email address
was then copied to a separate file and removed from the master list of emails. The
remaining email addresses were then renumbered in sequential order, and the process was
repeated. This was done four times to identify the four random recipients of the incentive
gift cards. The raffle winners were then sent gift cards via giftly.com in order to avoid the
collection of any additional information.

52

Participants
As mentioned, the sample frame for this dissertation was comprised of members
of a national string teacher organization and string teachers who belonged to a national
organization for music educators who had email addresses on file with their respective
organizations. The string teacher association formed an ideal sample frame for this study
because the organization provides support for string teachers across the United States,
and the members and board have a vested interest in the recruiting of string students and
the future of string music education. The music educators’ association also formed an
appropriate sample frame for this study because participation in many district and state
events (e.g., District Assessment, Solo and Ensemble Festival, and District Orchestra) is
contingent on membership in this organization. As such, membership is wide reaching
and diverse. This organization was also able to specifically target string teachers in the
email recruitment thus saving non-string teaching members time.
A total of n = 803 individuals completed the survey. Respondents were then
filtered so that only public school music teachers were included in the final sample; and
listwise deletion was used to further limit the sample to only those respondents who
completed all measures for the variables included in the present analyses. This resulted in
a final sample of n = 599 public school string teachers.

Variable Measurement
Dependent Variables
The purpose of this dissertation was to explore the determinants of string teacher
recruiting behaviors. Based on a review of the current literature and a pilot study, five
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recruiting behaviors were identified. These were: (1) reaching out to potential students
over the past 12 months, (2) sending invitations to potential students over the past 12
months, (3) using social media, (4) recruiting throughout the year, and (5) putting on a
recruiting concert. Each behavior was initially measured by a single item which asked
respondents to indicate the degree to which they agreed that they had engaged in that
behavior on a five-point Likert-type scale from 1 (strongly disagree) to 5 (strongly agree).
The wording of these behavior questions was based on Fishbein and Ajzen’s (2010)
behavioral measurement, but adapted to the string program recruiting context. One of the
original behavior items from Fishbein and Ajzen’s study stated “I have exercised for at
least 20 minutes, three times per week, in the past 3 months,” to which participants had to
select degrees of “truth” or “false” on a scale from one to seven (2010, p. 451). Item
number 50 on the modified behavior measurement for this dissertation stated “In the past
12 months, I have reached out to potential students at least three times,” to which
participants had to select from a five point scale ranging from “strongly disagree” to
“strongly agree.” This modification allowed for the inclusion of a measure of frequency
(three times) as well as a standard period of time (12 months). The choice to move from a
seven point rating scale to a five point rating scale was one used for convenience for the
participant (it takes less time to select a response from a five point rating scale than from
a seven point scale) (Krosnick & Presser, 2010).
After initial univariate and multivariate analyses, it was determined that the
behaviors of sending invitations to invite potential students to join orchestra and using
social media to post collaborative images with feeder teachers and students would be best
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measured dichotomously. Individuals who disagreed that they sent invitations to potential
students were considered not to have sent invitations. Those who indicated that they were
neutral or agreed that they sent invitations were considered to have sent invitations.
Similarly, individuals who disagreed that they used social media were considered not to
use social media; and those who indicated that they were neutral or agreed were
considered to use social media.
Independent Variables
Defining recruiting. Given the lack of literature regarding string teacher
recruiting behaviors, it was necessary to control for respondent’s agreement with the
present definitions of what constitute recruiting activities. An index of recruiting
behaviors was created using four items based on the behaviors of interest. Respondents
were asked to indicate their agreement that each item constituted a recruiting behavior on
a five-point Likert-type scale from 1 (strongly disagree) to 5 (strongly agree). (The
specific items used to create this index were items 12 through 15 in Appendix C.) The
scores for each item were added to create a summative index of agreement that these
behaviors constituted recruiting, with a range from 4 to 20. The Chronbach’s alpha for
this index was α = .64, indicating relatively low internal consistency for this item. This
suggests the need to interpret results with care as this measure needs improvement and
further study. This measure is referred to as the Agreement Index in the remainder of this
dissertation.
Theory of Planned Behavior Variables. String teacher attitudes toward
recruiting were measured using a modified version of Fishbein and Ajzen’s (2010)
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attitude measurement. Based on a review of the relevant literature regarding music
recruiting, some of the statements from the original scale were modified to fit the string
recruiting context. The specific items which comprised this scale were items 17 – 19 and
22 – 28 of Appendix C. Respondents were asked to rate their agreement with these
statement from 1 (strongly disagree) to 5 (strongly agree). Responses to certain items
(e.g., “Teachers who reach out to potential students at least three times each year put
forth too much effort”) were reverse coded as necessary so that higher scores indicated
more positive recruiting attitudes. The scores from each item were added to form a
summative scale ranging from 10 to 50. The Chronbach’s alpha for the scale was α = .70,
indicating moderate reliability. Possible explanations for this include the modification of
the Fishbein and Ajzen scales in order to build the scale. Further study is needed to
improve the design of the survey.
Subjective norms regarding recruiting were measured by six items which asked
respondents to indicate their agreement with different statements on a scale from 1
(strongly disagree) to 5 (strongly agree). The specific items which comprised this scale
were items 32 - 41 in Appendix C. Responses to some items (e.g., “Most people who are
important to me support recruiting efforts”) were reverse coded as appropriate so that
higher scores indicated stronger subjective norms around recruiting. Subjective norms
items were also adapted from Fishbein and Ajzen’s TPB questionnaire in which one
Subjective Norm item was “Most people who are important to me think I should exercise
for at least 20 minutes, three times per week, for the next 3 months” (p. 462). Scores from
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each item were then added together to form a summative scale. The Chronbach’s alpha
for the scale was α = .76, indicating a moderate level of internal consistency.
Recruiting PBC was measured by five items, each asking respondents to indicate
their agreement with statements on a scale from 1 (strongly disagree) to 5 (strongly
agree). This questionnaire asked string teachers questions regarding confidence in
recruiting abilities and included statements such as “Reaching out to potential students at
least three times a year is up to me.” Items were modified from Fishbein and Ajzen’s
(2010) TPB questionnaire in which one PBC item specifically stated “My exercising for
at least 20 minutes, three times per week, for the next 3 months is up to me” (p. 450). The
specific items which comprised this scale were items 42 - 46 in Appendix C. Responses
to some items (e.g., “Recruiting is difficult for me”) were reverse coded so that higher
scores indicated stronger recruiting perceived behavioral control. Scores from each item
were then added together to form a summative scale. The Chronbach’s alpha for the scale
was α = .74 indicating a reasonable level of internal consistency.
Demographic Characteristics. Demographic characteristics measured included
itinerancy, initial offering of strings, program satisfaction, perception of current
enrollment, current teaching position, and time allocation. Itinerancy was measured via
one item that asked participants to select an option that best describes time allocation.
Participants could select from teaching at one school to teaching at four or more schools.
Initial offering of strings was measured with one item that stated “At which grade is
strings first offered within your school system?” to which respondents selected between
3rd grade and 6th grade. There was also an “other” option for respondents to write in a
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response that was not on the item. Current enrollment was based upon the respondent’s
perception and was measured via one question that stated “How do you feel about your
current enrollment numbers in general?” Participants could select options from needing
more students to wanting less students, or typing in a unique response in an “other”
category. One item asked the participant to select a response from “very dissatisfied” to
“very satisfied” for program size satisfaction. Time allocation was measured by a
question in which teachers were asked to indicate which grades they taught. Participants
were allowed to select multiple grades if time was allocated between multiple schools.
Grades were divided by elementary (K-5th grade), Middle School (6th – 8th grade), High
School (9th – 12th grade), or “other.”
Additional factors contributing to subjective norms included urbanicity, economic
profile of the working environment, and geographic location. Urbanicity was measured
via one question asking the participant to select from the following: urban, rural,
suburban, or other. Geographic location was determined based upon a written response
regarding participation home state. Each state was then given a numeric code and then
were divided into region based upon the US Census Bureau Regions and Divisions
classification (US Census Bureau, 2015). Economic profile was measured by the
participants’ perception of the student family income level ranging from mostly low
income to mostly high income.
Data Analysis
Regression analyses were used to model each recruiting behavior. A hierarchical
approach was used in each analysis by first modeling the behavior as a function of only
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demographic characteristics, and then again with the TBP variables added to the model.
This was done in order to observe the change in the explanatory power of the model by
including TPB variables.
The first analysis modeled respondents’ agreement that they engaged in outreach
activities. This dependent variable was measured on a five-point scale and was treated as
continuous variable. Accordingly, Ordinary Least Squares (OLS) regression was used for
this analysis. The second analysis modeled the likelihood that respondents would report
sending invitations to potential students. Sending invitations was measured
dichotomously and logistic regression was used for this analysis. The third analysis
modeled the use of social media, which was also measured dichotomously and required
the use of logistic regression. The fourth analysis modeled respondents’ agreement that
they engaged in recruiting throughout the year. As with engaging in outreach activities,
this dependent variable was measured on a 5-point scale and was treated as a continuous
variable. As such, OLS regression was used to model respondents’ agreement that they
engaged in recruiting throughout the year. Finally, the fifth analysis modeled whether or
not respondents put on a recruiting concert. As this variable was measured dichotomously
logistic regression was used for this analysis.
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CHAPTER FOUR - RESULTS

This study explored the influence of TPB variables: attitude, subjective norms,
and perceived behavioral control on recruiting behaviors. TPB states that these variables
significantly influence intentions which directly lead to engaging in behaviors (Fishbein
& Ajzen, 2010). Recruiting behaviors within this study included sending invitations to
potential students, reaching out to potential students at least three times per year, putting
on a recruiting concert, and involving feeder teachers and students in events and on social
media.

Descriptive Statistics
This sample frame for this dissertation included teachers at private schools and
individual private instructors as well as retired public school string teachers. Accordingly,
a sample of only public school string teachers was extracted from the survey respondents.
Participants ranged in age from 21 to 78. Respondents included teachers with a minimum
of one year in the classroom to teachers who have taught for more than thirty years.
Participants included string teachers from urban, suburban, and rural school systems
across the United States. Urbanicity was measured categorically with three categories:
urban, rural, and suburban, and the suburban variable was used as the reference group.
General descriptive statistics of the sample are shown in Table 3 below. The majority of
respondents were itinerant teachers (i.e., reported teaching at two or more schools). A
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majority of respondents were female (69%), married (71%), and reported earning a
graduate degree (70%). The average amount of teaching experience was 13.42 years and
the majority of respondents reported working full time as a strings teacher. Geographic
representation was nearly equal across the four regions of the United States and was
measured categorically with the Northeast as the reference group. Results from this study
suggested a slightly greater representation from the Northeast (29%) and slightly less
from the West (20%). Most of the participants reported teaching in a suburban setting
(66%) and very few reported teaching in rural areas (16%). Approximately 43% of
respondents reported that their highest level of teaching was at the high school level,
while 42% reported that their highest level of teaching was at the middle school level,
and 15% reported that their highest level of teaching was at the elementary level.
Recruiting and TPB Scores
The average score on the Agreement Index was 16.42 (SD = 2.50) indicating a
strong agreement with the four recruiting definitions. The average respondent reported a
level of agreement slightly higher than neutral that they engaged in outreach activities (M
= 3.18, SD = 1.45). Relatively few respondents reported sending invitations to potential
students (44%), and very few reported using social media as part of their recruiting
efforts (26%). Approximately 74% of respondents reported organizing a recruiting
concert. Respondents reported generally positive attitudes toward recruiting (M = 22, SD
= 4.05) and generally strong social norms with regard to recruiting (M = 33.15, SD =
6.20). Additionally, participants reported generally high levels of perceived behavioral
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control (M = 23.15, SD = 4.01). The average program satisfaction score was also
relatively high (M = 3.74, SD = 1.03).
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Table 3 Sample Descriptive Statistics

Reached out to students
Sent invitations to students
Used social media
Recruited throughout year
Held a recruiting concert
Agreement with recruiting definition
Years of experience
Program satisfaction
Female
Married
Completed graduate degree
Highest level taught
Elementary school
Middle school
High school
Perception of average student family income
Full-time status
Number of schools assigned
One school
Two schools
Three schools
Four or more schools
Urbanicity
Suburban
Urban
Rural
Region
Northeast
Midwest
South
West
Attitude toward recruiting
Social norms
Perceived behavioral control
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n
599
599
599
599
599
599
599
599
599
599
599

Min
1.00
0.00
0.00
1.00
0.00
7.00
1.00
1.00
0.00
0.00
0.00

Mean Max SD
3.29 5.00 1.47
0.44 1.00 0.50
0.26 1.00 0.44
3.18 5.00 1.45
0.74 1.00 0.44
16.42 20.00 2.50
13.42 42.00 9.99
3.74 5.00 1.03
0.69 1.00 0.46
0.71 1.00 0.45
0.70 1.00 0.46

89
250
260
599
599

0.00
0.00
0.00
1.00
0.00

0.15
0.42
0.43
2.73
0.80

1.00
1.00
1.00
5.00
1.00

0.36
0.49
0.50
1.08
0.40

283
148
84
84

0.00
0.00
0.00
0.00

0.47
0.25
0.14
0.14

1.00
1.00
1.00
1.00

0.50
0.43
0.35
0.35

397
111
91

0.00
0.00
0.00

0.66
0.19
0.16

1.00
1.00
1.00

0.47
0.39
0.35

172 0.00 0.29 1.00
159 0.00 0.27 1.00
150 0.00 0.25 1.00
118 0.00 0.20 1.00
599 10.00 22.00 30.00
599 13.00 33.15 47.00
599 8.00 23.15 30.00

0.45
0.44
0.43
0.40
4.05
6.20
4.01

Regression analyses
Reaching Out to Potential Students
Results of the first analysis are shown in Table 3. Model 1 tested the relationships
between demographic factors and reaching out to potential students at least three times
per year. Results of this regression analysis suggest that demographic factors alone
explained approximately 9.19% of the variance in teachers’ agreement that they engaged
in outreach activities, R2 = .09, F(19, 579) = 4.18, p < .001. Agreement with the present
recruiting definitions was statistically significant and was positively associated with
teachers’ agreement that they reached out to potential students at least three times in the
last 12 months. Specifically, a one unit increase in agreement with the present recruiting
definitions was associated with a .12 unit increase in agreement that the respondent
engaged in outreach. Teacher perception regarding students’ familiarity with the program
as well as full time status were also statistically significant and positively associated with
reaching out to potential students. Respondents who reported teaching in urban areas
reported less agreement that they engaged in outreach relative to teachers in suburban
areas. Specifically, teaching in an urban area was associated with a .33 unit decrease in
agreement that they engage in outreach relative to teachers who taught in suburban areas.
Model 2 added TPB variables (i.e., attitude, social norms, and perceived
behavioral control) to Model 1. The addition of TPB variables increased the explained
variance in teachers reported agreement that they engaged in outreach from 9.19% to
21.21%. Consistent with the present hypotheses, string teacher attitude toward recruiting
was statistically significant and was positively associated with reaching out to potential
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students at least three times in the last 12 months. Subjective norms as well as full time
status were also statistically significant and positively associated with reaching out to
potential students. Agreement with the present recruiting definitions and perception of
student familiarity with the strings program continued to have a positive influence on
teachers reporting that they engaged in outreach activities to potential students.
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Table 4 OLS Regression Results Predicting Outreach (n = 599)

Model 1
Agreement with recruiting
definition
Years teaching experience
Program satisfaction
Female
Married
Completed graduate degree
Highest level taught (vs.
Elementary)
Middle school
High school
Perception of familiarity with
program
Perception of average student
family income
Full-time status
Number of schools assigned
(vs. one)
Two schools
Three schools
Four or more schools
Urbanicity (vs. suburban)
Urban
Rural
Region (vs. Northeast)
Midwest
South
West
Attitude toward recruiting
Social norms
Perceived behavioral control
R2
*p<.05, **p<.01, ***p<.001

Model 2

β
0.12***

SE
0.02

β
0.07***

SE
0.02

0.01
0.04
-0.19
-0.18
0.02

0.01
0.07
0.13
0.13
0.14

0.01
-0.07
-0.15
-0.18
0.02

0.01
0.07
0.12
0.12
0.13

-0.03
0.30
0.24***

0.18
0.19
0.07

-0.10
0.21
0.15*

0.17
0.18
0.07

-0.05

0.06

-0.01

0.06

0.31*

0.15

0.32*

0.14

-0.14
-0.17
-0.09

0.15
0.18
0.19

-0.09
-0.12
-0.06

0.14
0.17
0.18

-0.33*
-0.15

0.17
0.18

-0.24
-0.07

0.16
0.17

0.13
-0.11
0.10

0.16
0.16
0.18

0.09
-0.10
0.10
0.11***
0.02*
0.01
21.21%

0.15
0.15
0.17
0.02
0.01
0.02

9.19%
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Predicting Sending Invitations
Logistic regression was used to model whether or not teachers reported sending
invitations to potential students, and the results of this analysis are shown in Table 4.
Model 3 is the partial model without TPB variables, and was statistically significant as
indicated by the model chi-square χ2 = 24.69, p < .001. The concordance ratio suggests
that Model 3 correctly predicted 68% of the cases where teachers reported sending
invitations to potential students. Respondents who reported that they thought students
were already familiar with their program were less likely to send invitations to potential
students. Teachers with stronger agreement with recruiting definitions were also less
likely to send invitations to future students. This is a surprising finding and may be
indicative of a targeted recruiting approach in which teachers select more “efficient”
recruiting activities. Itinerant teachers, those with four or more schools, were also less
likely to send invitations to potential students as were teachers who reported teaching at
three schools.
Model 4 added TPB variables to Model 3 and was statistically significant, χ2 =
27.13, p < .001. The concordance ratio indicated slightly better model fit when TPB
variables were included. Teacher itinerancy remained statistically significant as did
perception of student familiarity with program, both showing a negative relationship with
sending invitations. Teachers who reported a greater level of agreement with the present
recruiting definitions were more likely to report sending invitations to potential students,
all else equal. Teachers who were married were more likely to send invitations than nonmarried teachers; and those who reported teaching at the high school level were more
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likely to send invitation to potential students than elementary school teachers. Within this
model, TPB variables were not statistically significant.
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Table 5 Logistic Regression Results Predicting Invites (n = 599)

Model 3
Agreement with recruiting
definition
Years teaching experience
Program satisfaction
Female
Married
Completed graduate degree
Highest level taught (vs.
Elementary)
Middle school
High school
Perception of familiarity with
program
Perception of average student
family income
Full-time status
Number of schools assigned
(vs. one)
Two schools
Three schools
Four or more schools
Urbanicity (vs. suburban)
Urban
Rural
Region (vs. Northeast)
Midwest
South
West
Attitude toward recruiting
Social norms
Perceived behavioral control
Concordance ratio
*p<.05, **p<.01, ***p<.001

Model 4

β
-0.15***

SE
0.04

β
-0.13***

SE
0.04

-0.01
-0.10
0.22
0.47*
-0.19

0.01
0.10
0.20
0.20
0.21

0.00
-0.06
0.22
0.48*
-0.19

0.01
0.11
0.20
0.20
0.21

0.33

0.28

0.35

0.28

0.56
-0.34**

0.29
0.11

0.59*
-0.31***

0.29
0.04

-0.04

0.09

-0.05

0.09

-0.37

0.24

-0.37

0.24

0.06
-0.73**
-0.56*

0.22
0.27
0.28

0.05
-0.75**
-0.58*

0.23
0.27
0.28

-0.19
-0.38

0.25
0.27

-0.23
-0.40

0.25
0.27

0.00
0.09
-0.03

0.25
0.25
0.27

0.02
0.08
-0.03
-0.03
-0.01
-0.01
68.1

0.25
0.25
0.27
0.03
0.02
0.03

68.0
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Predicting the Use of Social Media
Logistic regression analysis was used to model whether or not teachers reported
using social media as part of their recruiting efforts. Model 5 included variables for
demographic characteristics, as well as years of experience, program satisfaction, highest
level taught, perceived school income, full time status, itinerancy, urbanicity, and
geographic location. Model 6 added TPB variables to Model 5. Model 5 was statistically
significant as indicated by the model chi-square χ2 = 31.08, p < .001. The concordance
ratio suggests that this model correctly predicted approximately 70% of cases where
teachers reported using social media. Negative relationships were also shown among
multiple significant variables including agreement with the recruiting definitions,
teaching high school, and teaching in the Midwest. Teachers who reported greater
agreement with the present recruiting definitions were less likely to report using social
media in their recruiting efforts. Participants whose highest level of teaching was at the
high school level were less likely to use social media than those whose highest level of
teaching was at the elementary level. This may seem particularly surprising as one might
imagine high school students are more likely to engage with social media than
elementary students; however, it possible that the elementary teacher may be reaching out
to parents and community members rather than the individual students. Larkin (2015)
found that reaching parents through social media was an easy and efficient method for
improving communication. Teacher itinerancy seemed to have a positive influence on the
likelihood of using social media. Specifically, teachers who taught at two or more schools
were more likely to report using social media that those who reported teaching at only
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one school. Teaching at more than one school naturally leads to a decrease in time, and
an increased need for maximizing efficiency. Itinerant teachers may find social media an
appealing vehicle for recruiting as it requires less time, energy, and monetary resources.
Model 6 added TPB variables to Model 5. While the model was statistically significant
and the concordance ratio indicated slightly improved model fit, none of the TPB
variables had a statistically significant influence on the use of social media in recruiting.
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Table 6 Logistic Regression Results Predicting Use of Social Media (n = 599)

Model 5
β
Agreement with recruiting
definition
Years teaching experience
Program satisfaction
Female
Married
Completed graduate degree
Highest level taught (vs.
Elementary)
Middle school
High school
Perception of familiarity with
program
Perception of average student
family income
Full-time status
Number of schools assigned
(vs. one)
Two schools
Three schools
Four or more schools
Urbanicity (vs. suburban)
Urban
Rural
Region (vs. Northeast)
Midwest
South
West
Attitude toward recruiting
Social norms
Perceived behavioral control
Concordance ratio

Model 6
SE

β

SE

-0.17***

0.04

-0.14**

0.05

0.02
-0.17
0.01
-0.11
-0.31

0.01
0.12
0.22
0.23
0.24

0.02
-0.09
0.00
-0.10
-0.32

0.01
0.12
0.22
0.23
0.24

-0.58
-0.92*
-0.11

0.37
0.37
0.13

-0.55
-0.89**
-0.05

0.37
0.38
0.13

-0.03

0.11

-0.05

0.11

-0.02

0.28

-0.01

0.28

0.80**
0.86**
0.73*

0.26
0.33
0.34

0.81**
0.85*
0.72*

0.27
0.33
0.34

-0.09
-0.25

0.29
0.32

-0.15
-0.30

0.30
0.32

-0.71*
-0.36
0.12

0.28
0.29
0.32

-0.70*
-0.37
0.12
-0.05
-0.01
-0.03
70.4

0.29
0.29
0.33
0.03
0.02
0.04

70.0

*p<.05, **p<.01, ***p<.001
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Recruiting Throughout the Year
Results of the third analysis are shown in Table 7. Model 7 shows the relationship
between demographic factors and recruiting throughout the year. Results suggest that
demographic characteristics explained approximately 9.17% of the variance in teachers’
agreement that they engaged in recruiting throughout the year, R2 = .09, F(19, 579) =
4.18, p < .001. Teachers who reported that their highest level of teaching was at the high
school level reported a greater level of agreement that they recruited throughout the year
relative to those whose highest level of teaching was at the elementary level. Specifically,
teaching at the high school level was associated with a .55 unit increase in a teacher’s
agreement that they recruited throughout the year relative to those who taught only at the
elementary level. Agreement with the present recruiting definitions was also statistically
significant and positively associated with recruiting throughout the year. Additionally,
perceived student familiarity was positively associated with recruiting throughout the
year. Specifically, a one unit increase in agreement that students were already familiar
with their string program was associated with a .24 unit increase in the teacher’s
agreement that they recruited throughout the year.
Model 8 added TPB variables to Model 7, and explained approximately 19% of
the variance in teachers’ observed agreement that they engaged in recruiting throughout
the year, R2 = .19, F(22, 576) = 7.41, p < .001. High agreement with the Recruiting
Agreement Index was significantly related to an increase in recruiting throughout the
year. An increase in recruiting throughout the year was also found in teachers who
reported the highest level of teaching as high school. The belief that their programs were
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already recognized by students was also statistically significant and positively related to
recruiting throughout the year. Higher attitude scores were also statistically significant
and positively related to recruiting throughout the year.
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Table 7 OLS Regression Results Predicting Recruiting Throughout the Year (n = 599)

Agreement with recruiting
definition
Years experience
Program satisfaction
Female
Married
Completed graduate degree
Highest level taught (vs.
Elementary)
Middle school
High school
Perception of familiarity with
program
Perception of average student
family income
Full-time status
Number of schools assigned (vs.
one)
Two schools
Three schools
Four or more schools
Urbanicity (vs. suburban)
Urban
Rural
Region (vs. Northeast)
Midwest
South
West
Attitude toward recruiting
Social norms
Perceived behavioral control
R2

Model 7
B
SE
0.10***
0.02

Model 8
B
SE
0.05**
0.02

0.01
0.12
0.00
0.02
0.02

0.01
0.06
0.13
0.13
0.13

0.00
0.01
0.04
0.01
0.02

0.01
0.06
0.12
0.12
0.13

0.08
0.55**
0.24***

0.18
0.19
0.07

0.02
0.47**
0.15*

0.17
0.18
0.07

-0.10

0.06

-0.06

0.06

0.22

0.15

0.22

0.14

-0.13
-0.17
-0.04

0.15
0.18
0.18

-0.11
-0.13
-0.03

0.14
0.17
0.18

-0.23
-0.24

0.16
0.18

-0.15
-0.17

0.16
0.17

0.13
0.01
0.15

0.16
0.16
0.17

0.09
0.01
0.15
0.10***
0.01
0.03
19.08%

0.15
0.15
0.17
0.02
0.01
0.02

9.17%

*p<.05, **p<.01, ***p<.001
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Predicting the Execution of a Recruiting Concert
Logistic regression was used to model the probability of teacher agreement with
organizing a recruiting concert. The results of testing Model 9, which included only
demographic characteristics, are shown in Table 8. The chi-square for Model 9 suggested
that the mode was statistically significant, χ2 = 4.02, p < .05, and the concordance ratio
suggests that the model correctly predicted 65.8% of the cases where teachers reported
organizing a recruiting concert. The only variable that was statistically significant in this
model was agreement with the present recruiting definitions. Interestingly, a one unit
increase in agreement with the present recruiting definition was associated with a .11 unit
decrease in the log odds of the teacher reporting that they organized a recruiting concert.
Model 10 added the TPB variables to Model 9, and the higher concordance ratio
suggested improved model fit. Interestingly, subjective norms had a negative influence
on teachers reporting that they organized a recruiting concert. Additionally, teachers who
taught in the West region of the United States were less likely to organize recruiting
concerts than teachers in the Northeast region. However, there was no different in the
likelihood of organizing a recruiting concert between teachers in the Northeast and the
other regions of the United States.
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Table 8 Logistic Regression Results Predicting Execution of Recruiting Concert (n = 599)

Agreement with recruiting
definition
Years of experience
Program satisfaction
Female
Married
Completed graduate degree
Highest level taught (vs.
Elementary)
Middle school
High school
Perception of familiarity with
program
Perception of average student
family income
Full-time status
Number of schools assigned
(vs. one)
Two schools
Three schools
Four or more schools
Urbanicity (vs. suburban)
Urban
Rural
Region (vs. Northeast)
Midwest
South
West
Attitude toward recruiting
Social norms
Perceived behavioral control
Concordance ratio

Model 9
β
SE
-0.11**
0.04

β
-0.08

SE
0.04

0.00
-0.17
0.29
-0.01
-0.31

0.01
0.11
0.22
0.22
0.23

0.00
-0.02
0.27
0.01
-0.33

0.01
0.12
0.22
0.23
0.23

-0.29
-0.07
-0.02

0.30
0.31
0.12

-0.29
-0.08
0.09

0.31
0.32
0.13

0.17

0.10

0.17

0.11

-0.47

0.25

-0.45

0.25

0.24
-0.40
-0.29

0.24
0.33
0.33

0.22
-0.46
-0.31

0.25
0.33
0.34

0.46
-0.26

0.27
0.31

0.39
-0.27

0.28
0.32

-0.39
-0.48
-0.54

0.27
0.27
0.30

-0.37
-0.51
-0.61*
-0.03
-0.05**
-0.06
70.4

0.28
0.28
0.31
0.03
0.02
0.03

65.8

*p<.05, **p<.01, ***p<.001
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Model 10

CHAPTER FIVE - DISCUSSION

This dissertation examined the influence of recruiting attitudes, subjective norms, and
perceived behavioral control (TPB variables) on the recruiting behaviors of public school
string teachers. Also examined were relationships between recruiting behaviors and
demographic variables such as itinerancy, urbanicity, and highest grade of teaching.
While the influence of the TPB variables has been examined within the context of
marketing and sales, military recruiting, and even science education, this is the first time
the TPB variables have been applied to the recruiting behaviors of public school string
teachers. The results from this study suggest that teacher behaviors may revolve around
three primary themes:
a. Resource Optimization
b. Targeted Marketing Campaigns
c. Fostering Pyramid Identity

Resource Optimization
The temporal and economic constraints of a public school string teacher may
present substantial obstacles when planning for the school year and may require an
advanced level of resource optimization. Gilles (2011) conducted a study on the many
time-consuming jobs of the band director which often require time, energy, and
financing. The roles of the string orchestra director are not all that different from those of
the band director. While there exist many differences between the band and orchestra
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director, roles which overlap include that of educator, musician, administrator, conductor,
and analyst.
The economic consumption from so many roles may result in the necessity to
optimize resources in order to best prepare the program for future successes. It is for
these reasons that string teachers, whether formally or informally, may search for the
most efficient methods for recruiting potential students. This economic mindset may at
times lead to a negative outlook on cumbersome activities such as organizing a recruiting
concert or sending out invitations to potential students.
String teachers who reported higher subjective norms were less likely to organize
a recruiting concert even though they were more likely to reach out to students at least
three times a year, suggesting the possibility of a mindset of efficiency. Higher agreement
with the recruiting definitions was also negatively related to putting on a recruiting
concert and sending invitations. While many teachers reject these energy-depleting
recruiting behaviors, they may instead elect for the economically efficient activities of
posting on social media and reaching out to students three times a year. Posting on social
media may not only be a recruiting behavior to engage the students, but particularly for
elementary teachers, it may be an efficient means to engage parents of current students
and/or potential students. Stroever (2010) found social media to be an excellent method
for communicating with parents of low-income students and Larkin (2015) suggested that
teachers and administrators utilize social media as a method for earning trust from school
families in order to build community. Those who believed students were already familiar
with their program were also less likely to put on a recruiting concert and were less likely
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to send invitations to potential students. This level of perceived familiarity may result in a
“bigger bang for your buck” mentality in which teachers feel a sense of stability and may
not sense the need to expend the financial and temporal resources required to execute an
event on this scale. While these groups of teachers (higher agreement with recruiting
definition and perceived increased student familiarity) neglected to put on a recruiting
concert, they were more likely to participate in the more flexible activities of reaching out
at least three times a year to potential students. The potential time commitment involved
in organizing a recruiting concert may illuminate the choice to recruit through reaching
out. Additionally, the string teacher may feel that since students are already familiar with
the program, there is no need to go through the time-consuming process of programming
a recruiting concert.
Table 9 demonstrates the series of steps required for the recruiting behaviors
within this study. Posting on social media involves between two and three steps, and
reaching out to potential students involves four steps, whereas organizing a recruiting
concert necessitates more than eight steps as well as a financial component. Thus, the
resource consumption of organizing a recruiting concert may be viewed as more
problematic when compared with the other recruiting behaviors. The advanced planning
involved in organizing a recruiting concert: organizing of a group of student performers,
the creation of a script, arranging transportation, etc., can be psychologically
overwhelming and may lead to the adoption of a more casual and flexible strategy.
The recruiting behavior of sending invitations also may be viewed as somewhat
cumbersome, particularly if recruiting from multiple feeder schools or programs. Sending
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invitations may take as many as six steps, and involves the compilation of names of all
potential students within the “invited” pool, and arranging the delivery of the invitations
to all potential students. Teachers who agree with the recruiting definition are less likely
to send invitations in spite of high agreement that this is a recruiting behaviors. Teachers
who believe students are already familiar with their program are also less likely to send
out invitations to potential students. This discord between behavior and belief suggests a
level of selectivity in which teachers must discriminate between modes of recruiting
based upon which activities they believe to be most efficient for their student population.
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Table 9 Recruiting Behavior Processes

Steps to Enact Recruiting Behavior
Recruiting
Behavior:

Step 1
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Step 2

Step 3

Posting on
Social
Media

Take photo

Upload to
website/App

Reaching
Out Three
Times a
Year

Contact
teacher(s) of
potential
students

Sending
Invitations

Contact
teacher(s) of
potential
students to
receive student
names

Plan topic
of visit
(auditions,
concert
invite, etc.)
Compile
names of
students
within the
“invited”
pool

(May
require
obtaining
permission
from
guardians)
Travel to
potential
students

Organizing
a
Recruiting
Concert

Gain
permission to
take leave/take
students out of
school

Arrange
Class
coverage
(write sub
plans)

Create
exciting
and
inviting
letter for
students

Arrange
Transportat
ion
(buses/priv
ate
vehicles)

Step 4

Step 5

Step 6

Step 7

Step 8

Financing
Required?
No

Repeat three
times

(Some may opt
to have current
students
handwrite
letters in order
to add a
personal
touch)
Set Up Times
for Visit(s)
with teachers
of potential
students

No

Send letters
to students
(this may
have to be
done through
the current
teacher)

(May require
administrator
approval)

Reserve
spaces at
concert
location(s)

Arrange for
equipment
set up at
location

No

Plan the
Program

See Table
2

Yes

As cumbersome and time-consuming as organizing a recruiting concert may
seem, posting on social media involves a simple two-step process: take photo and/or
compose a quick note to viewers, upload. Table 9 demonstrates the necessary steps to
enact the recruiting behaviors examined within this study, but it does not necessarily
explain exactly how much time step takes, nor does it illuminate the effectiveness of each
activity. Posting on social media would be seen as the most efficient method of recruiting
based purely upon this table, but further research is needed to clarify optimization of
recruiting behaviors. Vicknair, Elkersh, Yancey, and Budden (2010) found that social
networks were a powerful method for discovering and hiring quality employees.
Bolander, et al., (2015) also found that social networking leads to positive selling
behaviors and a positive work environment. Results from this study indicate a positive
relationship between itinerancy and posting on social media. Increased itinerancy
(teachers who are assigned to two or more schools) is often linked to limited resources.
Itinerant teachers must naturally split their time between multiple schools and budgets
may become unwieldy as there may be multiple accounts and programs to manage.
Posting on social media requires very little time and no money (assuming access to
internet and/or wifi), resulting in an efficient means to quickly reach a large audience.
Maximizing efficiency may allow for the string teacher to focus time and energy on
valued activities that will benefit the string teacher’s entire population of students rather
than constantly dividing resources amongst multiple schools.
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Targeted Marketing Campaigns
Marketing and sales literature is full of examples of companies and even
government agencies employing various tactics in order to target specific audiences
(Evans, 2008). An application of the 7 P’s of Marketing would suggest that the marketing
plan for various groups of people would and should differ based upon preferences,
location, income, and a number of additional factors (Kerstetter, 2011). It is not unlikely
that string teachers have recognized the importance of a more targeted approach and that
string teachers may be (informally) creating their own kind of marketing plans in order to
reach their intended “consumers.” This view would be consistent with Calvert’s
recommendation that salespersons (string teachers in our case) view children as
consumers and adjust their marketing strategies to best reach the specific groups of
consumers. Kerstetter (2011) recommends that teachers apply the 7 P’s of Marketing to
the recruiting process. Within this situation, social media would be considered a
“process” of “communication” (see Table 1 on page 26). It is certainly possible that
teachers are weighing various methods for communication and have perhaps found that
communicating through social media is an efficient method for some and inefficient for
others.
High School string teachers are an excellent example of a group of teachers who
may be employing a marketing plan to specifically address the needs of their consumers.
High School teachers are more likely to send invitations and to recruit throughout the
entire year but are less likely to post on social media. High School teachers may opt to
send invitations instead of posting on social media because an invitation is more personal
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than posting on social media and this sense of a personal invitation may be more
appealing as the high school teacher strives to create a sense of connection with potential
students. In this study, teaching high school was the only variable that was positively
related to sending invitations. Sending invitations at the high school level makes a lot of
sense because the potential students is most likely already enrolled in some kind of string
program. The majority of students will start to learn an instrument in elementary or
middle school (around age 9), therefore, a list of potential students is going to be
somewhat easy to access (Robbins, 2010). The high school teacher is most likely
connected in some way to a middle school and may already have a relationship with the
feeder teacher and students. Sending invitations is a targeted approach to keep students in
orchestra and may be the high school teacher’s recruiting method of choice. Sending
invitations is also an outstanding method for fostering pyramid identity.

Fostering Pyramid Identity
In order to maintain a thriving orchestra program, it may become increasingly
important as students progress through grade levels, for teachers to recruit and retain
student musicians. Ng and Hartwig (2011) found that only 4 to 6% of students who
initially joined school orchestras would continue through to 12th grade. As students
progress through the grades, attrition rises, leading to decreases in potential program size
by the time the students reach high school, further suggesting that the high school teacher
is in the greatest danger of instrumentation issues, enrollment problems, and a lack of
stability. It is perhaps for these reasons that the third theme of “fostering pyramid
identity” is suggested to explain some of the trends within this study.
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High School string teachers were the only group of teachers within this study to
have a positive relationship with sending invitations. This is not terribly surprising as
teachers in general were largely neutral on whether or not sending invitations to potential
students was a recruiting behavior. This tendency for the high school teacher to send
invitations suggests an understanding of the influencing power of those in leadership
roles to provide mentors and role models to the younger students, thus building a sense of
pyramid identity. Solly (1985) suggested that the high school teacher be even more
involved in making the student part of the program because the future of the program lies
within their own hands.
The recognition of an obligation to provide group leaders for the younger
musicians is confirmed in human ecological literature, particularly within the theory of
social identity. Trepte (2006) suggests that group members (elementary and middle
school students) will emulate the group leaders (high school students) if they feel that the
group is a worthy group with which to associate. Sending invitations is an excellent
bridge to the group member-group leader relationship, particularly if the high school
teacher is having current high school students write the letters themselves. Building a
positive social identity around orchestra is likely to result in increased retention and a
more connected pyramid. While fostering pyramid identity may be one of the themes
within this study, the TPB variables also play an important role in string teacher
recruiting behaviors.
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Attitude, Subjective Norms, and Perceived Behavioral Control
Consistent with TPB literature, attitude toward recruiting and subjective norms
had a significant relationship with recruiting behaviors. Increases in string teacher
attitude toward recruiting were related to increases in reaching out at least three times per
year to potential students. Higher subjective norms were also related to increases in
outreach activities. Surprisingly, PBC did not have a significant relationship with any of
the recruiting behaviors. Even more surprising, those who scored higher on recruiting
subjective norms were actually less likely to organize a recruiting concert. While this
may seem surprising on the surface, PBC has been shown to provide some difficulties
within the TPB. Fu, Richards, Hughes, and Jones (2010) also found that higher subjective
norms actually weakened the positive impact of self-efficacy on intentions and behaviors.
Although the Chronbach’s alpha was reasonably strong for both the subjective norms and
PBC scales, the negative relationship between subjective norms and implementing a
recruiting concert suggests the need for further research into a) measuring subjective
norms and b) examining possible motivating factors involved with organizing a recruiting
concert.
Attitude was significantly and positively related to reaching out at least three
times a year and recruiting throughout the year. This suggests that one’s experiences,
beliefs, and values have a significant impact on recruiting behaviors and has significant
implications for higher education and music education organizations. The need for an
increase in recruiting behaviors has been made evident by the decrease in string programs
(66% - 22%) from the 1960’s to the present (Yoder, 2014; Hartley & Porter, 2009; Smith,
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1997a). Positive recruiting experiences early on may have a powerful effect on attitude as
well as on recruiting behaviors. Recruiting experiences may occur during undergraduate
training or perhaps even through professional development opportunities. The
incorporation of recruiting projects may provide a healthy environment in which to foster
a positive attitude toward recruiting.
Recruiting projects may include creating an invitation for an imaginary body of
students, selecting music and writing a script for a recruiting concert, developing a social
media goal post throughout the year images and messages about feeder teachers and
students. Additional projects could include observations of recruiting concerts and
collection of invitations from local orchestra teachers as well as the creation of an annual
recruiting plan that lists all of the ways the pre-service teacher might reach out
throughout the year to potential students.
Professional development organizations may want to consider increasing
recruiting presentations and articles in order to improve attitudes toward recruiting. It
may be helpful for articles and presentations to address specific urbanicities and grade
levels since the data suggests much variation amongst different demographics. Attitude is
formed based upon one’s beliefs, values, and experiences, thus, an increase in recruiting
experiences is likely to result in an increase in recruiting attitude. An increase in
recruiting attitude is likely to then result in an increase in recruiting behaviors.
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Limitations
The results from this study have confirmed that both attitude and subjective norms
predict certain recruiting behaviors and that the TPB variables do help to explain the
variance within string orchestra recruiting behaviors. While this study does support the
use of the TPB variables to predict recruiting behaviors, the moderate Chronbach’s
alphas for each of the TPB scales suggests the need to interpret with caution. While the
scales were tested for multicollinearity and heteroscedasticity and no issues were found,
further research is still needed to improve the validity of the modified TPB scales. Future
studies might explore other attitude-behavior models in conjunction with string orchestra
recruiting as the TPB is not the only theoretical framework which explores the
contributing factors to behaviors. Zint (2002) compared three different attitude-behavior
models in order to find the best predictor for science teacher intentions. While Zint did
find the TPB to be the best predictor of intention for science teacher intentions, the other
models may provide valuable insights into the additional factors influencing string
orchestra recruiting intent and behaviors.
Additional limitations include the self-reported collection method of the survey as
well as the strictly quantitative nature of this study. Further research may be improved if
augmented with a qualitative aspect of research in which teachers are able to provide
more detailed responses to attitude, PBC, and subjective norms items. A qualitative
aspect to the study could also provide a more nuanced understanding of string teacher
perception of recruiting behaviors and activities.
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The self-report collection method for this survey may also have led to some
problems in which teachers may have perceived bias based upon prior experience. For
example, if string teachers perceive “reaching out to students at least three times per
year” as being a desirable position, they may agree that they do this even if they may not
reach out to this extent, in order to project a socially desirable image. Mundia (2011)
considers self-reported surveys to be in danger of contamination by social desirability
(SD) and non-response bias (NRB). Social desirability is a psychological process by
which a participant may respond with what he or she believes to be the “best” or most
“approved” answer. Non-response bias is a process in which certain participants may
withdraw from the study or neglect to even take the survey for one reason or another. The
possibility that something systematic may be at play in particular participants not
responding is an important consideration as data are interpreted and may inform data
collection for future surveys.
Finally, one additional limitation of this study is the cross-sectional nature of this
survey. Ideally, this study would be longitudinal so that the TPB variables might be
measured at the beginning of the academic year along with current behaviors, intentions,
current enrollment and applicable demographic characteristics. Participants would then
take another survey at the end of the academic year in order to measure the relationship
between intention and subsequent behaviors as well as projected enrollment for the
following year. This study currently neglects the relationship between present intention
and future behaviors; however, a longitudinal study of this nature would provide great
insight into this relationship. A longitudinal study would also provide valuable
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information about what recruiting behaviors were related to an increase in projected
enrollment and improved attitudes, PBC, and subjective norms. Future research should
augment the current literature with qualitative data as well as a longitudinal study.
Additionally, more research is needed in order to improve the modified TPB scales to fit
string orchestra directors.

Further Research
Further research is needed to compile recruiting plans to target various
communities so that teachers from all urbanicities, economic profiles, and geographic
locations, can best communicate with and recruit students. Further research should also
explore what may influence a student’s decision to join that may not be covered by
recruiting. This may include scheduling concerns, time constraints, student subjective
norms, and social identity of the program (Ng & Hartwig, 2011). Although these factors
may not be directly related to recruiting, the teacher may be able to influence the
community positively in order to foster a desirable program in which counselors are
willing to work with the teacher for scheduling, subjective norms are improved, and the
social identity moves from the “out-group” to the “in-group” (Trepte, 2006).Future
studies may also explore recruiting behaviors within an economic framework to examine
resource optimization. The possibility of an economic mindset in order to maximize
available resources may have been involved in the decision-making process, particularly
when teachers were split between multiple schools. Based upon the results of this study,
there are many contributing factors to explore with regard to string teacher recruiting
practices and program building.
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Conclusion
Thoroughly engaged in recent trends within educational policy and consumerism,
this dissertation provides a solution to what has become a dire need within the music
education community. The relevancy, efficiency, and proactive approach to advocacy
suggested within this document provides teachers with the language and mindset needed
to effectively communicate with administrators, policy makers, and voters so that the
cycle of attrition will be reversed into one of growth.
The valuable insight into the psychological process of string orchestra recruiting
sheds light on the current inclinations of string orchestra teachers including a tendency to
reach out to potential students at least three times a year but to avoid sending invitations
to students. Despite a high level of agreement with the recruiting index, many teachers
appear to adopt a selective method for participating in recruiting behaviors. The trends
within this study suggest a tendency to optimize available resources and to build a
targeted marketing campaign for their specific group of students. High School teachers in
particular are more likely to send invitations, perhaps due to an increased need to foster
pyramid identity within potential students in order to encourage continuation from
younger grades. This valuable information may lead institutes of higher education to
consider the addition of a recruiting course, or even simply a unit, into the music
education curriculum, in order to best serve the future music educators.
The positive relationship between attitude and recruiting behaviors also suggests
the need for higher education institutions and string teacher organizations to work toward
providing positive recruiting experiences and observations in order to improve attitudes
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and subjective norms. Additionally, an improved understanding of the present state of
string orchestra recruiting is necessary to continue to build orchestra programs on a
national level. The continued exploration of ideal marketing plans for string orchestra
recruiting will work toward a more robust presence of string programs across the country
for years to come.
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APPENDIX A

String Teacher Survey Pilot
Are you a full time public school strings teacher?
 Yes
 No
Please select the option that best describes how your time is allocated.
 I teach at ONE school
 I teach at TWO schools
 I teach at THREE schools
 I teach at FOUR or MORE schools
What grades do you currently teach mostly?
 Mostly Elementary (up to 5th grade)
 Mostly Middle School (6 - 8th grade)
 Mostly High School (9th - 12th grade)
 Mostly Elementary and Middle School
 Mostly Middle and High School
When is the earliest that strings is offered in your pyramid?
 3rd grade
 4th grade
 5th grade
 6th grade
 Other:
How satisfied are you with your program size?
1
Very dissatisfed

2

3

4

5
Very satisfied

How do you feel about your current enrollment numbers?
 I would like more students in my program
 I have about the right amount of students in my program
 I would like less students in my program.
 Other:
What do you think is the income level of your students’ families?
 Mostly low income
 Mostly low - mid income
 Mostly mid income
 Mostly mid - high income
 Mostly high income
How would you describe the urbanicity of your school?
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 Urban
 Rural
 Suburban
 Other:
In what state is your school? ____________
Page 2 of 6

Recruiting
For the following items, mark how strongly you agree with the statements below.
How strongly do you agree or disagree with the statements below?
Joint concerts are also recruiting
activities.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

Sending students to feeder schools
is a method of recruiting.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

My concerts are recruiting events.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

Community outreach are recruiting
events.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

Recruiting concerts at feeder
schools are necessary.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

Recruiting is a necessary part of my
job.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

I bring my own students to recruiting
events.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

I would like to recruit but there is not
enough time.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

How strongly do you agree or disagree with the statements below?
It is part of my job to help recruit
for my pyramid.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

My administration is supportive
with my recruiting.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

I recruit throughout the entire
school year.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

Teachers who recruit have strong
programs.

Strongly
disagree

Disagree

Neutral

Agree

Strongly
Agree

Page 3 of 6

Reality of Recruiting
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Rate your level of agreement for the items below.
Recruiting should inform students about the availability of electives.
1

2

3

4

5

Strongly disagree

Strongly agree

I recruit to ensure there are enough students to maintain program stability.
1

2

3

4

5

Strongly disagree

Strongly agree

My principal/county/district requires that I recruit.
1

2

3

4

5

Strongly disagree

Strongly agree

I recruit because my feeders want me to recruit.
1

2

3

4

5

Strongly disagree

Strongly agree

Students are already familiar with my program.
1

2

3

4

5

Strongly disagree

Strongly agree

My program is already stable.
1

2

3

4

5

Strongly disagree

Strongly agree

Recruiting is a non-essential extra duty.
1

2

3

4

5

Strongly disagree

Strongly agree

My feeders have never asked me to recruit.
1
Strongly disagree

2

3

4

5
Strongly agree
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Many teachers have different parts to their recruiting concerts. Please rate the level of
importance of the items below from most important (1) to least important (5) when you are
recruiting students.
Instrument procurement

Irrelevant

Mostly
Irrelevant

Somewhat
Important

The Most
Important

Instrument selection

Irrelevant

Mostly
Irrelevant

Somewhat
Important

The Most
Important

future opportunities (spring
trip, etc.)

Irrelevant

Mostly
Irrelevant

Somewhat
Important

The Most
Important

college scholarships, GPA

Irrelevant

Mostly
Irrelevant

Somewhat
Important

The Most
Important

social identity (fitting in with

Irrelevant

Mostly
Irrelevant

Somewhat
Important

The Most
Important

music)

How often do you ...
visit feeder schools?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

perform with feeder
students?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

invite feeder students to
join your orchestra?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

send your own
students to tutor at
your feeder schools?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

include feeder schools
in your events?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

include your feeder
teachers in recruiting
events?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

give out freebies with
your logo to feeder
students?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year
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Include feeder
teachers in your
events?

0
times/year

1-2
times/year

3-4
times/year

5-6
times/year

7 or more
times/year

Do you put on a recruiting concert for your feeder schools?



Yes
No

Finally! It's all about you now!
Please check the ensembles in which you participated in high school.Check all that apply.






band
choir
orchestra
guitar
Other:

Think back to when you were in high school. Please check the scale below the category
that best describes your family’s income during this time.
1

2

3

4

Low

5
High

Consider your own high school. Describe the urbanicity of your school.
 Urban
 Rural
 Suburban
 Other:
Gender
 Male
 Female
How many years have you taught strings in public schools? ___________
How old are you? ____________
Marital Status
 Married
 Single
 Divorced
 Widowed
 Prefer not to answer
Race/Ethnicity





African Amermican/Black/African/Carribbean
Asian/Pacific Islander
Caucasian
Native American
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 Other:
Which category best describes your annual household gross income
 $0 - $15,000
 $15,001 - $30,000
 $30,001 - $45,000
 $45,001 - $60,000
 $60,001 - $75,000
 $75,001 - $90,000
 $90,001 - $100,000
 Over $100,000
Which category best describes your highest level of education?






Bachelors Degree
Bachelors + 15
Masters Degree
Masters + 15
Doctoral Degree

Page 5 of 6

Comments on the Survey
How many minutes did this survey take you? ____________
Please leave comments about this survey here. Thank you again for your time!
 Prefer not to answer
Race/Ethnicity
 African Amermican/Black/African/Carribbean
 Asian/Pacific Islander
 Caucasian
 Native American
 Other:
Which category best describes your annual household gross income
 $0 - $15,000
 $15,001 - $30,000
 $30,001 - $45,000
 $45,001 - $60,000
 $60,001 - $75,000
 $75,001 - $90,000
 $90,001 - $100,000
 Over $100,000
Which category best describes your highest level of education?






Bachelors Degree
Bachelors + 15
Masters Degree
Masters + 15
Doctoral Degree

Page 5 of 6

Comments on the Survey
How many minutes did this survey take you? ____________
Please leave comments about this survey here. Thank you again for your time!
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APPENDIX B

String Teacher Survey Recruitment & Consent
Dear Member,
My name is Angela Ammerman and I am a doctoral candidate in music education at
George Mason University. I am examining the nature and determinants of string
orchestra recruiting. I am pursuing string orchestra teachers to complete a questionnaire
designed to collect demographic information and information regarding string orchestra
recruiting. You must be 18 years of age or older and a string music teacher in order to
participate. The survey takes between 7 and 15 minutes to complete.
Upon completion of the survey, you may choose to enter into a raffle for a $50 gift card.
Instructions for entry will appear at the end of the survey.
This research is being conducted by Angela Ammerman and Dr. Brian Wuttke at George
Mason University. If you have any questions regarding this study, feel free to contact me
at aammerma@gmu.edu or at 703-642-4300. You may also contact my faculty advisor:
Brian Wuttke, Ph.D. at (703-993-1381) or by email at bwuttke@gmu.edu. Additionally,
you may contact the George Mason University Office of Research Integrity & Assurance
at 703-993-4121 if you have questions or comments regarding your rights as a participant
in the research.
There are no foreseeable risks for participating in this research. Although there are no
direct benefits from taking this survey, results from this study could aid string teachers in
a more thorough knowledge of what recruiting practices and attitudes exist outside of
their local community. Data from this study may also provide useful information to
improve recruiting behaviors within the string music education community.
While it is understood that no computer transmission can be perfectly secure, reasonable
efforts will be made to protect the confidentiality of your transmission. The data in this
study is anonymous and names and other identifiers will not be placed on surveys or
other research data.
This research has been reviewed according to George Mason University procedures
governing your participation in this research (IRBNet number: 999264-1).
This invitation is sent as a service to the profession by NAfME, as part of our ongoing
efforts to support research in music education. The sending of this invitation does not
constitute endorsement of the content or quality of the research project for which this
invitation is sent by NAfME or its component Societies or Councils.
Thank you for taking the time to complete this survey! Answers should be based upon
your base school (the school at which you spend the majority of your time). The
completion of this survey indicates your consent to participate.
If you are interested in participating in this study please click this Link To Survey.
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Sincerely,
Angela Ammerman
George Mason University
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APPENDIX C

Breaking the Cycle String Teacher Survey
Thank you for agreeing to complete this survey. Please complete the survey, then hit
“submit” at the end. Answers should be based upon your base school (the school at which
you spend the majority of your time). If you would like to be entered into the drawing for
the $50 gift card, please follow the prompts immediately after submitting the survey.
1. Are you a full time strings teacher?
Yes No
2. Are you a public school strings teacher?
Yes No
3. Please select the option that best describes how your time is allocated.
 I teach at ONE school
 I teach at TWO schools
 I teach at THREE schools
 I teach at FOUR or MORE schools
4. Which of the grades below do you currently teach (check all that apply)?
 Elementary (K – 5th grade)
 Middle School (6th – 8th grade)
 High School (9th – 12th grade)
 Other: ____________
5. At which grade is strings first offered within your school system?
 3rd grade
 4th grade
 5th grade
 6th grade
 Other: _________
6. How satisfied are you with your program size overall?
Very dissatisfied Somewhat dissatisfied
Neutral
Satisfied
Satisfied
7. How do you feel about your current enrollment numbers in general?
 I need more students in my program
 I would like more students in my program
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Very

 I have about the right amount of students in my program
 I would like less students in my program
 Other: ________________
8. What do you think is the average income level of your students’ families?
 Mostly low income
 Mostly low – middle income
 Mostly middle income
 Mostly middle – high income
 Mostly high income
9. In what setting is your school located?
 Urban
 Rural
 Suburban
 Other: ____________
10. In what state is your school located?
________________
11. What is the zip code for your school?
________________
RECRUITING:
For the following items, mark how strongly you agree with the statements listed below.
12. Reaching out to potential students is a recruiting behavior.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

13. Sending invitations to potential students is a recruiting behavior.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

14. Sending older string players to work with younger string players is a recruiting
behavior.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

15. Social media campaigns (Facebook page, Twitter feed, Snapchat Account) assist
in recruiting students.
Strongly
disagree

Disagree

Neutral
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Agree

Strongly Agree

16. Instrument procurement (how a student is going to get an instrument to play on) is
an important piece of information in recruiting activities.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

Agree

Strongly Agree

Agree

Strongly Agree

ATTITUDE:
17. Recruiting makes me uncomfortable.
Strongly
disagree

Disagree

Neutral

18. Recruiting is an enjoyable part of my job.
Strongly
disagree

Disagree

Neutral

19. Recruiting is too much like sales for me.
Strongly
disagree

Disagree

Neutral

20. Who should be responsible for recruiting for Middle School Orchestra
programs? (check all that apply).
 Elementary orchestra teachers (if strings starts in elementary school)
 Middle School orchestra teachers
 High School orchestra teachers
21. Who should be responsible for recruiting for Elementary School Orchestra
programs? (check all that apply).
 Elementary orchestra teachers (if strings starts in elementary school)
 Middle School orchestra teachers
 High School orchestra teachers
22. Teachers who reach out to potential students at least three times each year have
stronger programs.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

23. Teachers who reach out to potential students at least three times each year are
more satisfied.
Strongly
disagree

Disagree

Neutral
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Agree

Strongly Agree

24. Teachers who reach out to potential students at least three times each year put
forth too much effort.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

25. Students who play well and practice often should stay in orchestra.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

26. Students who do not play well and do not practice often should also stay in
orchestra.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

27. Students who do not play well and do not practice often should drop orchestra.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

28. Recruiting is a necessary part of my job.
Strongly
disagree

Disagree

Neutral

29. I recruit to ensure that I have enough students to maintain my program.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

30. Students are already familiar with my program.
Strongly
disagree

Disagree

Neutral

31. Recruiting should inform students about the availability of electives.
Strongly
disagree

Disagree

Neutral

Agree

SUBJECTIVE NORMS:
32. Most people who are important to me support recruiting efforts.
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Strongly Agree

Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

33. Most of my colleagues reach out to potential students at least three times a year.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

34. Most of my colleagues get to know the younger students who are potential
members of their orchestra program.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

Agree

Strongly Agree

35. Most of my colleagues dislike recruiting.
Strongly
disagree

Disagree

Neutral

36. My administration supports recruiting efforts.
Strongly
disagree

Disagree

Neutral

37. My administration pushes me to have a larger program.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

38. My administration provides resources for me to recruit (time, transportation for
students, etc.)
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

39. I recruit because my principal/county/district requires that I recruit.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

40. My administration is not supportive of recruiting efforts.
Strongly
disagree

Disagree

Neutral

Agree

41. My administration treats recruiting as an unnecessary activity.
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Strongly Agree

Strongly
Disagree
Neutral
Agree
Strongly Agree
disagree
PERCEIVED BEHAVIORAL CONTROL
42. I am confident that I can successfully recruit enough students into my program.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

43. Reaching out to potential students at least three times a year is up to me.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

44. I will have more students in my program(s) next year.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

45. Recruiting is difficult for me.
Strongly
disagree

Disagree

46. For me to successfully recruit is under my control.
Strongly
disagree

Disagree

Neutral

HIGH SCHOOL ONLY:
47. I will visit my middle school(s) at least three times this year.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

48. I will send invitations to potential students.
Strongly
disagree

Disagree

Neutral

49. I am willing to send my students to my middle/elementary school(s) to build
positive relationships.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

BEHAVIORS:
50. In the past 12 months, I have reached out to potential students at least three times.
107

Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

51. In the past 12 months, I have sent invitations out to potential students.
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

52. In the past 12 months, I have posted collaborative images on social media
involving the teachers of potential students (the feeder teachers/general music
teachers).
Strongly
disagree

Disagree

Neutral

Agree

Strongly Agree

Agree

Strongly Agree

Neutral

Agree

Strongly Agree

Neutral

Agree

Strongly Agree

53. I recruit throughout the entire school year.
Strongly
disagree

Disagree

Neutral

54. I would like to recruit but there is not enough time.
Strongly
disagree

Disagree

55. My program is already stable.
Strongly
disagree

Disagree

56. RECRUITING CONCERTS. I put on a recruiting concert for (check all that
apply):
 The Elementary School
 The Middle School
 The High School
 None of the Above
ALL ABOUT YOU:
57. Gender
Male Female
58. How many years have you taught strings in public schools? _______
59. What is your age? _______
60. Marital Status
a. Married
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b. Single
c. Divorced
d. Widowed
e. Prefer not to answer
2. Race/Ethnicity:
a. African American/Black/African/Carribbean
b. Asian/Pacific Ilsander
c. Caucasian
d. Native American
e. Other: ___________
f. Prefer not to answer
3. Which category best describes your annual household gross income?
 $0- $14,999
 $15,000 - $29,999
 $30,000 - $44,999
 $45,000 - $59,999
 $60,000 - $74,999
 $75,000 - $89,999
 $90,000 - $99,999
 Over $100,000
61. Which Category best describes your highest level of education?
 Bachelors Degree
 Masters Degree
 Doctoral Degree
YOUR OWN HIGH SCHOOL:
1. What do you think is the average income level of the students’ families?
 Mostly low income
 Mostly low – middle income
 Mostly middle income
 Mostly middle – high income
 Mostly high income
2. In what setting was your high school located?
 Urban
 Rural
 Suburban
 Other: ____________
3. In what state was your high school located?
________________
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62. Please check all of the ensembles in which you participated in high school.
 Band
 Choir
 Orchestra
 Guitar
 Other: ______________
How often do you….
63. Visit feeder schools per year
0 times

Once

Twice

3 Times

4 Times

5 Times

6 Times

7 Times

4 Times

5 Times

6 Times

7 Times

4 Times

5 Times

6 Times

7 Times

4 Times

5 Times

6 Times

7 Times

4 Times

5 Times

6 Times

7 Times

4 Times

5 Times

6 Times

7 Times

6 Times

7 Times

64. Perform with feeder students
0 times

Once

Twice

3 Times

65. Invite students to join your orchestra
0 times

Once

Twice

3 Times

66. Send your own students to tutor at feeder schools
0 times

Once

Twice

3 Times

67. Include feeder students in your events
0 times

Once

Twice

3 Times

68. Include feeder teachers in your events
0 times

Once

Twice

3 Times

69. Give out freebies with your logo to feeder students
0 times

Once

Twice

3 Times

4 Times

5 Times

70. In order to be entered for a chance to receive a $50 gift card, please enter your
email address below:
________________________________
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Angela Ammerman, Orchestra Director at Annandale High School in Fairfax County
Public Schools, received her Bachelor of Music Education from the CollegeConservatory of Music in Cincinnati and her Master of Music Education from Boston
University. Featured in the Washington Post for her electrifying teaching methods,
Ammerman’s experiences in K-12 general music and orchestra have molded her
“revolutionary” recruiting and retention styles and have contributed to her reputation as a
program builder. Ammerman’s students have been featured in NAfME conferences for
their active use of electric instruments to promote orchestra, to think critically across
musical genres, and to share the innate joy of music. Having taught in Ohio, North
Carolina, and Northern Virginia, Angela has a wide range of experiences and insight.
Ammerman has been awarded the Virginia Orchestra Director of the Year, Beginning
Teacher of the Year, the Claes Nobel Educator of Distinction award and has been
featured as a guest conductor and clinician in multiple states and has presented her
research at national and international conferences.

Angela Ammerman, recently named Virginia’s Orchestra Director of the Year by the
American String Teachers Association, earned her Bachelor of Music Education degree
from the University of Cincinnati, College-Conservatory of Music (CCM); and her
Masters of Music Education from Boston University. Ammerman is currently working on
her PhD in Music Education at George Mason University and is known for her
passionate, energetic, and innovative style of teaching. As the orchestra director at
Annandale High School, she has grown the program to over 120 students including
beginning through pre-professional musicians. While at Annandale High School,
Ammerman initiated a number of programs including the Annandale Area Orchestra for
elementary students, the Annandale Summer Camp, the Annandale Symphonic
Orchestra, and Music Major Night. In addition to her many activities, she has also started
the first ever Future Music Educators Camp for students who might be interested in
majoring in Music Education and is teaching a course on Classical Music at George
Mason University for undergraduate students.

An engaging and dedicated music educator, Ammerman has been featured as a guest
conductor for All County and All City Orchestras in Virginia and North Carolina and she
has created a youtube page with over 100 videos and nearly 25,000 views so that anyone
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in the world can have access to her lessons! In addition, Ammerman has presented
sessions and workshops at local, state, national, and international conferences and inservices. Her research has been published in the American String Teachers Journal,
Stringendo Publication, and the Fingerboard Publication.

Mrs. Ammerman's studies and experiences have laid the groundwork for her philosophy
of music education: that Critical Pedagogy provides students with a transformative and
synergetic learning environment. Mrs. Ammerman looks forward to helping students
realize that music is a culturally valuable activity for everyone's enjoyment; that music is
historically relevant, provides a lab for students to apply the scientific method, and is a
universal form of self and group expression. With a heart for serving the community,
Ammerman takes full advantage of the area’s cultural surroundings in making music a
relevant part of the local landscape; and in sharing her philosophy with students, guiding
them in their growth and studies.

Ammerman lives in Alexandria, Virginia with her husband, and her pets. In her free time,
she enjoys writing on her blog (Critical Pedagogy Electrified), walking her three dogs,
and writing song-parodies. Music Education is her greatest passion and she is thrilled to
share her work with you! #musicedlove
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