
Running head: FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE                                                                       

 

i 

i 

 

 

The Effects of Feedback-Seeking Behavior and Difficult Goals on  

Task Performance and Task-Induced Stress  

 
 
 
 
 

A Plan B Research Project 

SUBMITTED TO THE FACULTY OF THE 

UNIVERSITY OF MINNESOTA 

BY 

Jean Dougherty 
 

IN PARTIAL FULFILLMENT OF THE REQUIREMENTS 

FOR THE DEGREE OF 

MASTER OF ARTS 

 
 
 
 
 

Julie M. Slowiak, Ph.D., BCBA, Chair 

Alexandra Luong, Ph.D. 

Jacquelyn Harvey, Ph.D. 

 
 

University of Minnesota Duluth 
 
 

November 2019 



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  

 

 

 

 

 

©Copyright 2019 

Jean E. Dougherty 

  



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  i 

Acknowledgements 

I would like to extend gratitude to all of those who supported me throughout this 

project. Without the countless hours of reviewing and revising that were volunteered by 

others, this manuscript would nowhere near as good as it is today.  

 A special thanks to my friends and family for cheering me on and showing 

unconditional support throughout this experience. If it were not for you all, I do not know 

where I would be. 

 Additionally, I would like to thank my advisor, Dr. Julie Slowiak for pushing me 

through this process and always providing guidance and exceptional feedback. I am 

thankful for the amount of work she has put into this project to ensure its quality.  

 Lastly, I would like to thank my committee members, Dr. Alexandra Luong and 

Dr. Jacquelyn Harvey for their knowledge and advice that ensured the quality of this 

project. 

 

  



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  ii 

Abstract 

The current study evaluated the interactive effects of the opportunity to seek real-time 

performance feedback in combination with difficult performance goals on feedback-

seeking behavior (FSB), task performance, and task-induced stress. Though feedback 

seeking and challenging, yet attainable (i.e., difficult) goals have been associated with 

increased performance, little empirical evidence exists to support a causal relationship 

between FSB and employee performance (Anseel, Beatty, Shen, Lievens, & Sackett, 

2013) or between FSB coupled with difficult goals and task performance (VandeWalle & 

Cummings, 1997). The study examined FSB, task performance, and task-induced stress 

when student participants completed a medical transcription data-entry task under four 

conditions: a) opportunity to seek feedback with no goal present, b) opportunity to seek 

feedback with a difficult goal present, c) no opportunity to seek feedback with no goal 

present, and d) no opportunity to seek feedback with a difficult goal present. Results 

indicated that the presence of a difficult goal significantly increased task performance. 

However, individuals who were given the opportunity to seek feedback and who were 

assigned a difficult goal did not perform significantly differently on the data-entry task 

than those in the other experimental conditions. Findings from the present study extend 

previous FSB and goal literature by exploring the unique impact of direct inquiry 

feedback seeking on performance. Specifically, organizations should continue to use 

difficult, yet attainable goals to increase employee performance. However, more research 

is required to understand the effects of FSB on performance in an organization. 

Key Words: feedback seeking, goal difficulty, task-induced stress, task performance 
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The Effects of Feedback-Seeking Behavior and Difficult Goals on Task Performance 

and Task-Induced Stress 

Feedback is viewed as a resource that employees use to attain work-related goals 

(Ashford & Cummings, 1983). Performance feedback provides individuals with 

information about their past performance (Balcazar, Hopkins, & Suarez, 1985). Given 

that feedback can be used to improve performance, feedback-seeking behavior (FSB) is a 

common studied behavior within organizational psychology (e.g., Anseel, Lievens, & 

Levy, 2007; Ashford & Black, 1996; Ashford & Cummings, 1983; Ashford, De 

Stobbeleir, & Nujella, 2016; Morrison, 1993; Nuetzman, Slowiak, & Klein, 2017; 

Slowiak, Dickinson, & Huitema, 2011; Slowiak & Nuetzman, 2014). Ashford (1986) 

defined FSB as the “conscious devotion of effort toward determining the correctness and 

adequacy of behavior for attaining valued end states” (p. 466). Ashford contended that an 

individual’s ability to accurately acquire information related to their performance is 

necessary to change behavior effectively (i.e., align with performance expectations). 

Thus, FSB is commonly described as a proactive behavior that includes information 

seeking, help seeking, and initiative taking of an individual in an organization (Anseel et 

al., 2007; De Stobbelier, Ashford, & Zhang, 2019). If an individual does not adapt to 

their organizational surroundings, they may fail to achieve performance goals, inhibit 

mastery learning, or stunt professional development. Within the FSB literature, 

individuals who seek feedback have done so to facilitate adjustment (e.g., Ashford & 

Cummings, 1983; Ashford et al., 2016), self-manage and improve performance (e.g., 

Morrison, 1993; Renn & Fedor, 2001; Qian, Song, Jin, Wang, & Chen, 2018), assess and 

gain competence (e.g., Ashford & Cummings, 1983; Morrison, 1993; VandeWalle & 
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Cummings, 1997), correct behavior related to performance goals (e.g., Parker & Collins, 

2010; Renn & Fedor, 2001), and reduce role uncertainty (e.g., Ashford & Cummings, 

1983; Ashford et al., 2016; Brown, Ganesan, & Challagalla, 2001).  

Several factors have been shown to influence the frequency of FSB, including the 

form of FSB utilized (e.g., Anseel et al., 2013; Ashford & Cummings, 1983; Northcraft & 

Ashford, 1990; VandeWalle, 2003), antecedents for feedback seeking (e.g., Morrison, 

2002; Nakai & O’Malley, 2015; De Stobbeleir, Ashford, & Zhang, 2019), cost/benefit 

analysis of seeking feedback (e.g., Ashford et al., 2016; Morrison, 2002; Nakai & 

O’Malley, 2015), and the level goal difficulty and probability of goal attainment (e.g., 

Ashford, 1986; Locke & Latham, 2015; Locke, Shaw, Saari, & Latham, 1981). The 

current study seeks to extend the FSB literature to explore the effects of feedback seeking 

on task performance and task-induced stress in the presence of a difficult performance 

goal. 

Reviews of the performance feedback literature found that coupling feedback with 

goals and performance-contingent consequences (e.g., praise, tangible incentives, 

rewards) more consistently improves performance than feedback alone (e.g., Alvero, 

Bucklin, & Austin, 2001; Balcazar et al., 1985). In addition, effective feedback affects 

the probability that the desired behavior will occur in the future. For example, effective 

feedback allows an individual to assess progress toward a specific performance goal and 

adjust or continue relevant behavior. The current study seeks to examine how the 

opportunity to seek feedback, in combination with a difficult, assigned performance goal 

influences task performance. Difficult, attainable goals have been associated with higher 
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employee performance in comparison to easy goals (e.g., Mento, Locke, & Klein, 1992); 

therefore, individuals in this study were assigned difficult, attainable goals. 

Though research supports positive outcomes of FSB and increased FSB has been 

correlated with increased performance, little empirical evidence exists to support a causal 

relationship between FSB and employee performance (Anseel et al., 2013). 

Methodological differences and how FSB has been defined, measured, and analyzed may 

explain the lack of empirical support. For instance, different forms of FSB, such as 

inquiry and monitoring are commonly grouped and examined together (Anseel et al., 

2013). Given that inquiry and monitoring forms of FSB involve distinct and different 

behaviors, the effects of each should be measured and evaluated separately. For example, 

inquiry forms of FSB (e.g., directly asking for feedback) are thought to increase 

performance because the information the individual is receiving is clear and directly 

related to their performance (Ashford et al., 2016). Therefore, examining the causal 

relationship between inquiry FSB and performance would allow for the development of 

strategies organizations can take to create an environment that supports technology and 

processes that encourage inquiry forms of FSB (e.g., electronic performance monitoring 

systems). The current study examined how the opportunity to directly seek performance 

feedback (i.e., inquiry FSB) influences task performance.  

The purpose of this study, then, was to examine the interactive effects of real-time 

performance feedback in combination with difficult performance goals while completing 

an electronically monitored, computerized data-entry task. The following sections 

provide an overview of relevant feedback seeking and goal setting literature. 

 



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  4 

Feedback-Seeking Behavior 

Forms of Feedback-Seeking Behavior 

Inquiry and monitoring are the most commonly researched forms of FSB. Inquiry 

feedback seeking occurs when an individual overtly seeks information about their 

behavior and/or performance from a supervisor, peer, or another source (e.g., 

computer/electronic); monitoring feedback seeking occurs when an individual covertly, 

through observation, gathers information from the surrounding environment to assess 

their behavior (Anseel et al., 2013; Ashford & Cummings, 1983; VandeWalle, 2003). 

Direct inquiry is used when the information the individual is pursuing needs to be direct 

and accurate (VandeWalle, 2003), and the information acquired from direct inquiry 

allows an individual to appropriately adjust his or her behavior to improve performance. 

Though directly inquiring about one’s performance may be associated with ego and self-

presentation costs (Park, Schmidt, Scheu, & DeShon, 2007), Northcraft and Ashford 

(1990) suggested that monitoring forms of FSB are not as reliable as direct inquiry forms 

of FSB because the information is not as clear and direct as it would be coming from a 

credible source (e.g., supervisor). Thus, monitoring forms of feedback seeking may be 

more ambiguous and may exacerbate role uncertainty in an organization.  

An opportunity exists within the literature to measure and evaluate inquiry and 

monitoring forms of FSB separately, allowing researchers to more clearly examine the 

independent effects of both forms of FSB on performance (Anseel et al., 2013). It is 

important to note that, especially in applied settings, individuals may engage in both 

forms of FSB simultaneously. Individuals in the current, laboratory-based study only had 



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  5 

the opportunity to engage in direct inquiry FSB, allowing for the extension of previous 

literature exploring the unique impact of direct inquiry feedback seeking on performance.  

Feedback Seeking Motivational Variables: Antecedents, Behaviors, Consequences 

The A (antecedent) – B (behavior) – C (consequence) model can be used to 

understand the factors that influence and cause behavior (Daniels & Bailey, 2014). 

Behavior can be influenced or changed by what comes before it (antecedent stimuli) and 

by what follows it (consequences). An antecedent is anything (e.g., thoughts, feelings, 

environmental stimuli) that precedes and acts as a trigger for a specific behavior. 

Antecedents elicit or evoke behavior that is subsequently followed by consequences 

(Daniels & Bailey, 2014). The A-B-C model can also be applied in all settings, including 

organizational settings. See Figure 1 for a visual representation of the model. 

Figure 1 

A-B-C Model Diagram

 

Antecedents. Antecedents for feedback seeking (the behavior of interest) may 

involve the perceived or anticipated costs and benefits (Park et al., 2007), the source of 

the feedback (e.g., supervisor, computer-generated, self-generated) (Northcraft & Earley, 

1989), and unmet performance goals (Erez & Kanfer, 1983; Locke et al., 1981, Slowiak 

et al., 2011).  
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Cost and Value Perceptions. Cost and value perceptions may influence, or act as 

an antecedent, to the type of FSB utilized (Park et al., 2007). For inquiry FSB, 

expectancy and appraisal value must outweigh any perceived presentation of self or ego 

cost. The anticipated value or benefit of the consequences associated with seeking 

feedback must exceed the perceived costs; this relates to ego- and image-based 

consequences (Ashford & Cummings, 1983). Park et al. (2007) described four different 

dimensions of cost and value perceptions of feedback seeking: (1) expectancy value; 

information is valuable to address uncertainties and improve abilities, (2) appraisal value; 

information is evaluative of performance, (3) ego cost; information exposes negative 

features about oneself, and (4) self-presentation cost; information exposes individual as 

incompetent. These cost and value perceptions influence the type of FSB utilized. 

Aforementioned, expectancy value represents the expectation that the feedback 

improves performance by clarifying uncertainties or facilitating competence building or 

learning (VandeWalle, 1993). Appraisal value represents the expectation that the 

feedback will indicate how performance is evaluated (Park et al., 2007). Perceived ego 

costs refer to the possibility of negative aspects of an individual being brought to light, 

affecting the individual’s self-esteem. Thus, the expectancy and appraisal value outweigh 

ego costs in that it increases the probability of the individual seeking feedback.  

Sources of Feedback. Northcraft and Earley (1989) examined how different 

sources of feedback influenced feedback seeking. Specifically, they evaluated feedback 

that was delivered to individuals by the organization, by the supervisor, self-generated 

with a computer, or self-generated without a computer; they also accounted for cost-value 

perceptions. The two types of self-generated feedback were perceived as more 
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trustworthy than the other delivery methods. Related to this, Slowiak et al. (2011) 

discussed how electronic performance monitoring (EPM) systems provide a mechanism 

to self-solicit and obtain immediate feedback from a computer; as such, EPM systems 

potentially help reduce the potential image and ego costs associated with feedback 

seeking. Kluger and Adler (1993) found that feedback concerning an individual’s 

performance was sought more often when it was delivered via computer as opposed to 

another person because this method of obtaining feedback allowed individuals to avoid 

self-presentation costs. Earley (1988) found that specific feedback, self-generated from a 

computer, was also associated with higher performance.  

Unmet Performance Goals. An individual may have a goal or deadline and may 

need to seek feedback to check the accuracy and progress of a particular goal. If the 

individual does not seek feedback, they are uncertain about whether they will achieve the 

goal or deadline and they are unsure of how performance will be evaluated. Having a 

goal (that has not already been met), therefore, may prompt the individual to seek 

feedback, and this results in the consequence of receiving (positive or negative) feedback 

about one’s progress and reducing uncertainty. Tying back to cost and value perceptions, 

if the costs are more salient than the benefits, the individual may avoid seeking feedback 

to protect their self-esteem or protect the way others view them, despite falling short of 

their goals or deadlines (Cheng et al., 2014; Park et al., 2007). 

Given that feedback seeking from a computer is associated with increased 

performance and decreased image- and ego-costs, the current study attempted to utilize 

and evaluate feedback seeking by providing individuals with the opportunity to directly 
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self-solicit computer-mediated performance feedback and evaluated the following 

hypotheses:  

Hypothesis 1: Feedback seeking will be positively related to task performance. 

Hypothesis 2a: Individuals with the opportunity to seek feedback will perform 

better than those without the opportunity to seek feedback. 

Consequences. Consequences are the effects of one’s behavior (i.e., what 

happens to a person as a result of the behavior). Beyond the anticipated, immediate 

receipt of feedback, itself, improvements in performance (i.e., performance enhancement) 

and improvement of others’ perception of one’s self (i.e., impression management) are 

two common delayed consequences associated with feedback seeking (e.g., Ashford et 

al., 2016; Dahling, O’Malley, & Chau, 2014; Nakai & O’Malley, 2015) that influence the 

continued occurrence of FSB. More specifically, some individuals seek feedback to 

acquire or improve knowledge and skills that allow them to enhance their performance; 

in contrast, others may seek feedback to maintain or improve their image to others, peers, 

and supervisors (Ashford & Cummings, 1983). Park et al. (2007) described three types of 

feedback that individuals typically seek that relate to these consequences. Diagnostic 

feedback, used to correct behavior, and normative feedback, used as a means for social 

comparison, are both sought to demonstrate that an individual can perform (performance-

prove). Individuals either seek assurance feedback, used for self-validation, or choose not 

to seek feedback, to avoid appearing incompetent (performance-avoid).   

Nakai and O’Malley (2015) similarly classified consequences associated with 

FSB as instrumental, ego-based, and image-based. Instrumental consequences allow 

individuals to acquire information to maintain or improve a goal. Ego-based 
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consequences allow individuals to enhance or defend their ego, consequently affecting 

the individual’s ego perception, typically in a positive manner. Image-based 

consequences allow individuals to enhance or defend their image as others perceive it and 

allow for social comparison. For example, employees may seek feedback to use the 

information obtained as a way to look good or to avoid negative consequences in 

situations where negative feedback is expected. Individual preference for the various 

types of feedback seeking consequences, along with one’s previous history with, the 

timing (immediate vs. delayed) and probability (certain vs. uncertain) of consequences, 

will influence the effectiveness of said consequences to influence the future occurrence of 

feedback seeking within a given context (Daniels & Bailey, 2014).   

Regulatory focus theory (RFT; Higgins, 1997) offers another perspective from 

which to understand reasons for FSB. Higgins (1997) suggested that there is a self-

regulation promotion-prevention approach to motivation. The promotion approach to 

motivation is related to an individual’s hope of achieving a desired end state (e.g., 

receiving a promotion in rank or a raise). Using this approach, an individual attempts to 

minimize the incongruence between their current level of performance and their goal. For 

example, a fast food employee may solicit feedback on their average transaction time to 

alter behavior to improve the chances of becoming a shift leader. This approach contrasts 

with the prevention approach to motivation in which behavior occurs to avoid undesirable 

outcomes. The prevention approach to motivation is typically related to obligation and 

safety end states, focuses on non-loss and loss situations, and is reactive to negative 

outcomes (e.g., identifying a fire escape route; wearing safety equipment in an industrial 

environment). From an RFT perspective, seeking instrumental FSB may be viewed as 
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aligning with a promotion approach to motivation, and impression management (e.g., a 

subordinate agreeing with a supervisor to obtain approval) would be illustrative of a 

prevention approach to motivation.  

Morrison (2002) found that feedback seeking often occurs when a new employee 

in the organization is uncertain about their performance or is being used to diagnose and 

fix problems. Thus, the employee would adopt a promotion approach technique to reduce 

uncertainty, improve competence, and ensure they achieve their intended goals as a 

consequence. Cheng, Kuo, Lin, Lu, and Gales (2014) found that the frequency of FSB is 

negatively correlated with an individual’s tolerance for uncertainty; the more tolerant 

individuals are of ambiguity, the less they seek feedback. 

Building on RFT, Anseel et al. (2007) utilized the Self-Concept Enhancing 

Tactician (SCENT) Model to determine specific influences for reaction, attitude, and 

performance. The self-motive perspective views the function of all FSB as self-

enhancement, regardless of whether the associated consequences lead to performance 

enhancement or impression management. In the SCENT model, FSB is dependent on the 

situation that is relevant to the organization. Therefore, it is common for multiple factors 

to influence an individual’s choice to engage in FSB, as well as their choice to adopt 

multiple methods of FSB. As such, an individual may seek feedback using inquiry and 

monitoring methods for purposes of performance enhancement and impression 

management at the same time (Anseel et al., 2007). 

The Role of Antecedents and Consequences. The availability of electronic 

performance monitoring (EPM) may prompt—or trigger—an individual to seek feedback, 

thereby increasing FSB and allowing an individual to track progress toward a 
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performance goal (Earley, 1988; Northcraft & Earley, 1989). Slowiak and Nuetzman 

(2014) contend that feedback seeking is necessary for an individual to check their 

progress towards a goal, and the feedback obtained should, theoretically, trigger—or act 

as an antecedent to—corrective behavior to allow for the attainment of a goal (i.e., 

consequence). EPM allows for frequent and immediate access to performance-related 

information while allowing the individual to avoid any perceived image or ego costs 

associated with seeking feedback face-to-face with a superior. Given that feedback may 

be of more value to the individual when goals are present (e.g., Agnew, 1998; Slowiak & 

Nuetzman, 2014), the current study examined the frequency of feedback seeking in the 

presence of a difficult, assigned performance goal. 

Performance Goals and Goal Characteristics 

Balcazar et al.’s (1985) review of the feedback literature revealed that consistent 

increases in performance were observed when feedback was paired with performance 

goals. A goal is the “object or aim of an action” (Locke et al., 1981, p. 2); it is what an 

individual is striving to achieve. Erez and Kanfer (1983) further suggest, “goals represent 

an end state towards which a person strives and that they serve as immediate regulators of 

action” (p. 454). Tracking one’s progress toward a goal allows an individual to obtain 

feedback that can be used to evaluate and, if necessary, alter their behavior to achieve the 

goal (Slowiak & Nuetzman, 2014). Locke and Latham (2002) assert that goals influence 

performance because the goal serves to prompt the development of strategies, focus one’s 

attention on the task, and elicits effort. This is especially true when goals are specific, the 

individual has the capacity to achieve the goal, the individual has supportive leadership, 
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and the individual is allowed to track their progress with the use of feedback (Locke et 

al., 1981). 

Goal Difficulty 

Goal difficulty is a characteristic of goals that influences goal effectiveness and 

behaviors indicative of working toward goal attainment; thus, goal difficulty influences 

performance. Lee, Locke, and Phan (1997) categorized goal difficulty into three levels: 

0.90 probability of goal completion (easy), 0.50 probability of goal completion 

(moderate), and 0.10 probability of goal completion (difficult). Jeffrey, Schulz, and Webb 

(2012) further indicated that difficult, yet attainable goals (challenging) would be 

achieved by 20%-50% of people. Slowiak and Lakowske (2017) found that assigning a 

goal at 30% of the individual’s baseline performance did not yield a goal that was 

perceived as “difficult” by the majority of the participants. Interestingly, it appears there 

may have been a discrepancy between the participant’s goal attainment and his or her 

perception of goal difficulty. Across nine trials, 66.7% of the participants reached their 

assigned goal one or more times, and 53% reached their goal four or fewer times. 

Theoretically, this should have led a majority of participants to perceive and rate their 

goals as challenging, yet attainable, or challenging and difficult to attain. Yet, before 

participants received feedback about their performance, none perceived their goal as 

difficult to attain or unattainable, 16.7% perceived the goal as challenging, yet attainable, 

25% perceived the goal as neutral, and 58.3% perceived their goal as easy. The finding 

that 66.7% of participants reached their goal one or more times is above Jeffrey et al.’s 

(2012) recommendation for the attainment of challenging, yet attainable goals. 
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Setting a challenging, yet attainable goal is important because there is evidence 

that such goals improve task performance. In their seminal article, Locke et al. (1981) 

argued that challenging goals, as opposed to easy or “do your best” goals, yield higher 

levels of individual task performance. However, findings from later research indicate that 

task performance is contingent on how familiar the individual is with the task. For 

example, higher performance has typically been associated with “do your best” goals 

when individuals are less familiar with the task (e.g., Kanfer & Ackerman, 1989; Locke 

& Latham, 2015; Winters & Latham, 1996). Senko and Harackiewicz (2005) claim that 

difficult goals put more pressure on the individual, which may demand more and prompt 

an individual to engage in an increased effort to attain the goal. Overall, difficult goals 

may increase performance because employee satisfaction is contingent on reaching the 

goal, avoiding failure, and creating more opportunities for further career development 

(Locke & Latham, 2015). However, there is a potential breakpoint with this, as when the 

goal becomes too difficult, performance can plateau or decline (Roose & Williams, 

2018). Therefore, the goal must be difficult, yet attainable. Furthermore, Bandura and 

Cervone (1983) found that when performance feedback and goals were coupled, 

participants’ motivation to perform increased. 

The current study evaluated this relationship to investigate the specific effects of 

difficult goals assigned at 40% above the ability of the participant, given that participants 

exposed to the same experimental task did not perceived goals that were set at 30% above 

ability to be challenging, yet attainable (Slowiak & Lakowske, 2017). Therefore, based 

on past research, this study evaluated the effect the presence of a difficult goal has on 

participants’ performance and tests the following hypothesis: 
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Hypothesis 2b: Individuals who are assigned a difficult goal will perform better 

than those who are not assigned a difficult goal.  

Furthermore, this study evaluated and compared actual goal attainment with 

perceived goal difficulty. In doing so, the researcher attempted to further examine the 

discrepancy between the perception of difficult goals and actual goal attainment.  

Goal Function 

Goals are used as an evaluative component of performance (Locke et al., 1981). 

Locke and Bryan (1969) indicate that goals function to focus aspects of behavior 

necessary for goal achievement. Additionally, Locke and Latham (2013) assert that goals 

direct attention to enable the individual to adjust their behavior to fit the task or objective. 

Individuals direct their cognitive resources according to the demands present to reach the 

assigned goal. 

Agnew (1998) advocates that goals serve as a motivating operation (a type of 

antecedent stimuli) for performance, such that the presence of a performance goal 

influences the reinforcing value of the associated performance feedback. Specifically, the 

goal strengthens the reinforcing components associated with the feedback. Information 

regarding the discrepancy between the individual’s performance and their goal may be 

obtained through FSB (Agnew, 1998). This further supports Bandura and Cervone’s 

(1983) findings that the presence of a goal and evaluative information on performance 

has a motivational influence. Furthermore, Erez (1977) found that the interaction of goals 

and feedback are necessary components for increasing performance. A difficult goal (yet 

to be met) should function as a motivating operation for the individual to seek 

performance feedback because the individual is comparing their current performance to 
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their goal and altering their behavior to tend to the discrepancy between the two (Bandura 

& Cervone, 1983). Morrison and Weldon (1990) found that participants who were 

assigned a goal sought performance feedback more than those in a no goal condition; 

therefore, goals may have a moderating effect on performance when performance 

feedback is available. The current study assesses the interactive effects of feedback 

seeking and difficult goals on performance and the effect of goal presence on feedback 

seeking and thereby evaluating the following hypotheses: 

Hypothesis 2c: Individuals who are given the opportunity to seek feedback and 

who are assigned a difficult goal will have the highest task performance. 

Hypothesis 3: Individuals who are assigned a difficult goal will seek feedback 

more frequently than those who are not assigned a difficult goal.  

Feedback Seeking, Performance Goals, and Task-Induced Stress 

Sonnentag (2015) defines wellbeing as “...feeling good and/or experiencing 

fulfillment and purpose” (pg. 262). Job resources such as autonomy, feedback, task 

variety, and opportunities for learning and development are all predictors in changes in 

worker wellbeing (Sonnentag, 2015). Furthermore, Harter, Schmidt, and Keyes (2002) 

note “the emotional well-being of employees and their satisfaction with their work and 

workplace affect citizenship at work, turnover rates, and performance ratings” (pg. 3).  

Performance monitoring was used in the current study, and research suggests a 

positive relationship between wellbeing and performance-related content such as the 

immediacy of feedback and the clarity of performance expectations (e.g., Holman, 

Chissick & Totterdell, 2002). More specifically, emotional exhaustion, anxiety, 

depression, and job satisfaction were positively affected by performance monitoring. 
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Holman et al. (2002) contend this relationship exists because an employee views the 

information beneficial to their end performance. On the other hand, performance 

monitoring that is covert and unpredictable has been negatively associated with employee 

wellbeing and has been accompanied by isolation, negative work attitudes, decreased 

organizational citizenship behavior, and decreased organizational pro-social behavior 

(Jessek & Santuzzi, 2015). Therefore, if an individual is given the opportunity to obtain 

feedback about their performance that can be used to improve their performance, their 

wellbeing may increase. Improved wellbeing may be reflected in higher levels of job 

satisfaction and lower levels of anxiety (Holman et al., 2002), as well as reduced role 

uncertainty (Ashford & Cummings, 1985). 

Stress, as one aspect of wellbeing, is an area in which additional research is 

needed (Holman et al., 2002). Increased levels of perceived stress may be a consequence 

of work-related tasks because these tasks expose the individual to the possibility of 

failure, may result in an increase in workload, and typically are accompanied by stringent 

deadlines (Mathews, Szalma, Panganiban, Neubauer, & Warm, 2013). Conflicting views 

exist about whether FSB is stress-inducing (Ashford, 1988), stress-reducing, or 

contingent on the situation (Holman et al., 2002). Olofsson, Begntsson, and Brink (2003) 

conducted a study of stress experienced by nurses in the workplace and found that the 

lack of a response (i.e., lack of performance feedback) resulted in higher levels of stress.  

Mathews et al. (2013) indicated that task-induced stress might be accompanied by 

anger, anxiety, and unhappiness, negatively impacting worker wellbeing. Dallender, 

Nolan, Soares, Thomsen, and Arnetz (1999) suggested that individuals should be given 

structured feedback about their performance to reduce psychological stress and turnover. 
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Furthermore, Mathews et al. (2013) claim that the relationship between task-induced 

stress and performance should be examined to assess multiple factors, including task 

engagement, distress, and worry. Distress is elevated due to negative feedback, workload 

factors (i.e., time), and uncertainty; however positive feedback can ease it. Worry is 

increased with performance failure because of possible associated ego costs. 

Furthermore, engagement increases when the task is challenging and there is positive 

feedback (Mathews, 2016). The current study examined the relationship among feedback 

seeking, performance, and wellbeing by assessing the multiple facets of task-induced 

stress in the presence of a difficult performance goal and evaluating the following 

hypotheses: 

Hypothesis 4a: Individuals with the opportunity to seek feedback will report 

lower levels of distress and worry task-induced stress and higher levels of engagement 

than those without the opportunity to seek feedback. 

Hypothesis 4b: Individuals who are assigned a difficult goal will report higher 

levels of all three dimensions (i.e., distress, worry, engagement) task-induced stress than 

those who are not assigned a difficult goal. 

Hypothesis 4c: Individuals who are given the opportunity to seek feedback and 

who are assigned a difficult goal will have lower levels of distress and worry task-

induced stress and higher levels of engagement. 

Current Study 

Though research supports a positive association between FSB and performance 

(e.g., Anseel et al., 2013), little empirical evidence supporting a causal link exists. The 

antecedents for and consequences associated with feedback seeking may explain how and 
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when FSB leads to increased performance. The current study’s primary purpose was to 

objectively assess and evaluate the interactive effects of the opportunity to seek real-time 

performance feedback in combination with difficult performance goals while completing 

a computerized data-entry task on feedback seeking, performance, and task-induced 

stress.  

Method 

Participants 

One hundred and twenty-five individuals were eligible to participate in this study. 

Two participants did not complete the entirety of the study; one participant withdrew 

after the first pre-trial, and one participant was dismissed due to accidental omission of 2-

minute breaks by the researcher. One participant’s data was not used in the analysis 

because the individual exited out of the program mid-trial. All three participants were 

paid for their participation in the study and were provided the opportunity to ask 

questions and participate in the debriefing.  

Data from 122 undergraduate students from a Midwestern university were used in 

the final analysis. Participants’ age ranged (only 115 reported age) from 18-47 years old 

(M = 19.43, SD = 3.15) and a 56.6% of participants were women (N = 69). A majority of 

the participants identified as freshman (50%), followed by sophomore (22.1%), junior 

(17.2%), and senior (10.7%). Eighty percent of participants identified as White, 11.5% 

Asian, 6.6% Black or African American, and 1.6% American Indian or Alaska Native.  

The methods utilized for recruitment were SONA, the UMD Psychology 

Department’s experiment online sign-up tool (see Appendix A), flyers posted around 

campus (see Appendix B), announcements in UMD classes (see Appendix C), 
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announcements on the UMD Psychology Department’s Facebook page (see Appendix 

D), and emails sent to instructors of undergraduate students (see Appendix D).  

Participants must have used the Internet or played computer games at least one 

hour each week. Indicating experience in Internet and computer gaming fulfilled the 

requirement of familiarity necessary for the study. Participants must have been interested 

in one of the seven games offered as an alternative activity during the task and were not 

visually impaired or unable to perform fine motor skills necessary for computer 

operation. Participants attended the full two-hour research session in order to collect all 

necessary data.  

To mimic real work conditions and increase participation rates, participants were 

compensated with a $20 Amazon e-gift card. Informed consent (see Appendix E) was 

obtained from all participants, and the University of Minnesota’s Institutional Review 

Board approved all study methods and procedures. 

Setting 

The experiment took place in the Wellbeing and Behavioral Science Laboratory 

on the University of Minnesota Duluth’s campus. The experimental setting included two 

work areas divided by partitions. The first work area, designated for the lab’s research 

assistants, included a conference table, chairs, and storage for study materials. The 

second work area consisted of four computer stations divided by partitions to simulate 

cubicles found in organizational settings. Each of the four stations had an adjustable 

office chair, Dell desktop computer, keyboard, gel palm rest, mouse, and a computer desk 

(30” W X 24” D X 30” H). 
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Experimental Task 

The experimental task involved a medical transcription data-entry. This task 

emulated the position of a medical data-entry clerk. Data of “patients” were provided to 

the participant. The participant took the “Patient ID number” and put it into the correct, 

blank, “PATIENT ID” box. The participant then indicated whether the patient was male 

or female from the ranges provided for each gender. The participant decided if the patient 

was “outside of range” or “within range” by selecting the appropriate button. Participants 

pressed the “submit” button when they were content with their data entry. Pressing 

“submit” closed the patient’s record and produced the next patient’s data. Instructions for 

the task were posted next to the computer in the workstation and provided to the 

participant at the beginning of the research session. 

Alternative (Off-Task) Activities 

Participants had the option to engage in off-task activities, including available 

computer games (Hearts, FreeCell, Minesweeper, Solitaire, Spider Solitaire, and Tetris) 

and the Internet, during the experimental trials. Participants were able to access and 

switch among the experimental task, video games, or the Internet, at any time during the 

experimental trials. 

Procedure 

Participants attended a single, two-hour research session. During this session, 

informed consent was obtained, eligibility was verified, and the task was introduced (15 

minutes), pre-test trials were conducted (42 minutes), experimental trials were conducted 

(42 minutes), and participants were debriefed and compensated (15 minutes).  
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Introductory and Informed Consent. The researcher described the study and 

then provided the consent form to the individuals interested in participating in the study. 

If the individual did not consent, they were allowed to leave. If the individual consented 

to participate in the study, the researcher asked the participant to complete a screening 

questionnaire (see Appendix F) to determine eligibility to participate in the study. 

Individuals who met the criteria received an introduction to the experimental task (see 

Appendix G for introductory trial instructions), had the opportunity to practice the task, 

took the pre-test portion of the Dundee Stress State Questionnaire (DSSQ; see Appendix 

H) and received compensation at the end of the experimental session. Individuals who did 

not meet the criteria to participate were dismissed and sent a $20 Amazon e-gift card.  

Pre-Test Trials. Participants completed a series of pre-test trials before the start 

of the experimental trials to assess the participants’ baseline performance (see Appendix I 

for pre-trial instructions). The pre-test portion of the session consisted of three 12-minute 

trials, separated by a short, 2-minute break in between each trial. Performance feedback 

was not available during pre-test trials. Participants’ performance data on the third pre-

test trial was used as a standard from which the researcher calculated a difficult assigned 

goal for individuals in the goal conditions. See the Independent Variable section for 

specific details regarding how difficult goals were calculated. The number of correctly 

completed records (data entries) per minute during the third pre-test trial was used to 

control for differences in keyboard proficiency and ability. 

Experimental Trials. A web-based random number generator was used to pre-

assign participants to one of the four experimental conditions. After completing pre-test 

trials, each participant was asked to engage in three 12-minute experimental trials, 
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separated by a short, 2-minute break in between each trial, within the condition to which 

they were assigned. To protect against fatigue effects, participants were given the option 

to leave the workspace for the 2-minute break but remained in the lab until the next trial. 

At the start of the experimental task, participants were given instructions and reminded 

that they may take a break whenever desired (see Appendix J for experimental trial 

instructions).  

The experimental task automatically ended at the end of experimental trial 1. The 

participants were instructed to take a 2-minute break by the researcher. At the end of the 

break, the researcher restarted the medical data-entry task for the participant to complete 

experimental trial 2. Following the first two 12-minute trials, the computer stopped the 

task and the researcher indicated that the participant may take a 2-minute break.  

Participants in either of the feedback seeking conditions were able to obtain 

computer-mediated feedback at any time while engaged in the experimental task. 

Feedback was only available electronically, and no other task performance feedback was 

provided.  

Debriefing and Payment. Directly following the final experimental session, a 

post-study questionnaire containing demographic information, the participants’ 

awareness of the experimental procedures and perceived purpose of the study, perceived 

goal difficulty level, participants’ perception of stress, participants’ perceived goal 

orientation, and goal commitment was administered. The participants were debriefed on 

the purpose of the study (see Appendix L for debriefing transcript), asked if they had any 

questions before departure, and sent a $20.00 Amazon e-gift card. 
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Independent Variable 

The independent variables were (a) feedback seeking opportunity (opportunity to 

seek feedback versus no opportunity to seek feedback and (b) presence of a difficult goal 

(no goal versus difficult goal). These two independent variables create four conditions in 

the experiment: (a) opportunity to seek feedback with no goal present, (b) opportunity to 

seek feedback with a difficult goal present, (c) no opportunity to seek feedback with no 

goal present, and (c) no opportunity to seek feedback with a difficult goal present.  

Participants’ difficult goals were calculated using the total number of correctly 

completed records on the medical transcription data-entry task during the pretest session, 

making the goal unique to the individual. Given that Slowiak and Lakowske (2017) 

reported that the participants did not perceive the goal to be difficult when it was 

calculated 30% above the individual’s pretest session performance, the difficult goal in 

this study was calculated by multiplying performance during the final pre-test trial (trial 

#3) by 1.40, yielding an assigned goal that was 40% above each participant’s ability.  

Opportunity to Seek Feedback with No Goal Present. The feedback was 

delivered electronically to the participant in real-time. Instructions on how to acquire 

feedback were available on the computer screen and read to the participant at the 

beginning of the session. Participants were instructed to use the computer mouse to click 

on the “stats” button on the right side of the data entry program to solicit feedback (see 

Appendix J). The feedback included the total number of records completed and the 

number of correct completed records. The computer automatically recorded the exact 

time and number of times participants solicited feedback. The researcher did not give the 

participant a performance goal for the data-entry task.  



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  24 

Opportunity to Seek Feedback with Difficult Goal Present. This condition was 

the same as the opportunity to seek feedback with no goal present condition but had a 

difficult goal present. After completing pre-test trial 3, participants received an assigned 

difficult goal from the researcher set at 40% above the performance of the third pre-test 

trial. The goal was written on a piece of paper and posted in the workstation, making it 

visible to participants during the experimental trials. Determining goals based on the 

individual’s performance increased the ecological validity of the experimental task. 

No Opportunity to Seek Feedback with No Goal Present. Participants 

completed the data-entry task with no goal present and no opportunity to seek feedback. 

No Opportunity to Seek Feedback with Difficult Goal Present. This condition 

was the same as the no opportunity to seek feedback with no goal present, with the 

exception that a difficult goal was assigned to the participant. The difficult goal was 

calculated using the same guidelines described in the opportunity to seek feedback with 

difficult goal present condition. 

Dependent Variables 

Task Performance. Task performance was assessed as the average number of 

correctly completed data-entry records across three experimental trials. A higher number 

correct represented higher performance. Performance data from each experimental trial 

was collected automatically by the computer, including the total number of completed 

patient records (quantity), the total number of correctly completed patient records 

(accuracy), the number of minutes spent performing the experimental task (time on task), 

and the number of patient records completed per minute (data entry rate). The researcher 
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saved the session data onto a flash drive following each experimental session to minimize 

the chance of data loss due to computer malfunction. 

Feedback-Seeking Behavior (FSB). FSB was evaluated as the average number 

of times performance feedback was solicited from the computer across the three 

experimental trials. Participants were able to make a response (i.e., click the “Stats” 

button) to obtain immediate feedback on their performance of the work task; feedback 

was displayed on the computer screen. The computer logged the exact time of feedback 

solicitation (e.g. 3:07:36 p.m.), as well as the number of times feedback was solicited 

during each trial. 

Other Measures 

Keyboard Proficiency and Ability. Participants were given a test of maximum 

performance on the experimental task during the pretest session. The number of correctly 

completed records (data entries) per minute during the final (third) pre-test trial was used 

as a covariate in the analyses for task performance to control for individual differences in 

initial keyboard proficiency and ability to perform the experimental task. 

Task-Induced Stress. The 30-item modified Dundee Stress State Questionnaire 

(DSSQ; Mathews, Emo, & Funke, 2005) was used to measure perceived levels of task-

induced stress pre/post-study (see Appendix H). Participants rated each item on a Likert-

type scale from 0 (Definitely False) to 4 (Definitely True). Taking the sum of the scores 

from each of the 30 items produced the stress score. A sample item from the measure is, 

“I felt uneasy” [Current study’s Cronbach’s α pre-study = .76; post-study = .77 for the 

short-version of the DSSQ]. 



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  26 

Perceived Level of Goal Difficulty. The perceived level of goal difficulty was 

assessed through one question on the post-study questionnaire that asks, “How easy or 

difficult was it for you to attain your assigned performance goal?” (see Appendix L). 

Participants were able to rate the level of difficulty ranging from 1 (Extremely Easy) to 5 

(Extremely Difficult). The perceived level of goal difficulty was measured to examine the 

difference between participants’ perceived level of goal difficulty and their actual goal 

attainment.  

Goal Commitment. In the post-study questionnaire (see Appendix L), 

participants were given a goal commitment questionnaire that consists of seven items 

(Hollenbeck, Klein, O’Leary, & Write, 1989). The measure assessed each item on a 5-

point scale from 1 (Strongly Disagree) to 5 (Strongly Agree). After five of the items were 

reverse coded, the average of the seven responses was used as a goal commitment 

composite score; the higher the score, the stronger the goal commitment [Current study’s 

Cronbach’s α = .78]. Goal commitment was measured for exploratory analyses. 

Goal Orientation. Goal orientation was assessed on the post-study questionnaire 

(see Appendix L) using a modified scale developed and validated by Zweig and Webster 

(2004). The scale was a 24-item, 7-point scale ranging from 1 (Strongly Disagree) to 7 

(Strongly Agree). The scale differentiated between performance-approach orientation 

(Current study’s Cronbach’s α = 0.82), performance-avoid orientation (Current study’s 

Cronbach’s α = 0.84), and learning orientation (Current study’s Cronbach’s α = 0.88). 

Sample questions include, “I value what others think of my performance,” “I avoid tasks 

that I may not be able to complete,” and “the opportunity to learn new things is important 

to me.” VandeWalle and Cummings’ (1997) research supports Kluger and Adler’s (1993) 
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earlier findings that objective performance feedback is instrumental, making the 

information more valuable than the costs associated with soliciting it. The current study 

explored the possible differences in goal orientation between experimental conditions; 

particularly, the conditions where individuals had the opportunity to self-solicit “low 

cost” computer-generated feedback. Fedor, Rensvold, and Adams (1992) found that costs 

associated with feedback seeking were negatively correlated with the frequency of FSB.  

Experimental Design and Statistical Analyses 

Participants were randomly assigned to one of the four experimental conditions. 

The data was analyzed using SPSS version 24.0. The experimental trials were averaged 

across trials for all measures. This study utilized a 2 (opportunity to seek feedback vs. no 

opportunity to seek feedback) x 2 (presence of a difficult goal vs. no goal) factorial 

ANCOVA to examine the effects between feedback availability and the presence of an 

assigned, difficult goal on task performance while controlling for keyboarding ability. 

Pearson’s r correlation analysis was used to assess the relationship between the 

frequency of feedback seeking behavior and task performance. A 2 (opportunity to seek 

FB vs. no opportunity to seek feedback) x 2 (presence of a difficult goal vs. no goal) 

factorial ANOVA was utilized to examine the effects between feedback availability and 

the presence of an assigned, difficult goal on feedback seeking. Furthermore, a three-

factor mixed ANOVA was used to evaluate the effects of the opportunity to seek 

feedback, the presence of a difficult goal, and the change across time (pre-/post-study) on 

each of the three dimensions of task-induced stress (i.e., engagement, distress, worry). 

Lastly, exploratory analyses utilized one-way ANOVAs to assess participants’ goal 

orientation and goal commitment across conditions. 
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Results 

Relationship Between Feedback Seeking and Task Performance 

Pearson’s r correlation analysis was used to assess the relationship between the 

frequency of feedback seeking behavior and task performance. Using the average value 

for feedback seeking and the average value for task performance (i.e., average number of 

correctly completed data-entry records) across the three experimental trials, the analysis 

indicated that no significant relationship exists between frequency of feedback seeking 

behavior and task performance [r (1, 62) = -.09, p = .24]. These results do not support 

Hypothesis 1. 

Task Performance  

Table 1 displays the adjusted means and standard deviations for the average 

number of correctly completed data-entry records (task performance) averaged across 

experimental trials for each condition.  

Table 1 

Task Performance Descriptive Statistics 

Condition M SD 
No Feedback   
     No Goal 75.71a 24.48 
     Goal 81.05a 18.77 
   
Feedback   
     No Goal 73.74a 21.03 

     Goal 84.29a 21.39 
 
Total 

 
78.70a 

 
21.69 

a Covariates appearing in the model are evaluated at the following values: Keyboard 
Ability = 75.16 
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A 2 (opportunity to seek feedback vs. no opportunity to seek feedback) x 2 

(presence of a difficult goal vs. no goal) factorial ANCOVA was calculated to examine the 

effects between feedback availability and the presence of an assigned, difficult goal on 

task performance while controlling for keyboarding ability (see Table 2 for the ANCOVA 

source table). The rate of correct record completion during the pretest session was found 

to be significantly related to the average number of correctly completed records across 

the three experimental sessions, r (122) = 0.88, p = .00. Therefore, the rate of task 

performance during the pretest was used as a covariate to control for keyboard 

proficiency. 

Table 2 
 
ANCOVA Source Table for Task Performance 
 

Condition SS df MS F p hp2 

Goal Presence 1921.97 1 1921.97 20.54 0.00 0.15 

Feedback Availability 12.19 1 12.19 0.13 0.72 0.00 

Goal x Feedback 203.22 1 203.22 2.17 0.14 0.02 

Error 10947.56 117 93.57    

 
A significant main effect for the presence of a difficult goal (F (1,117) = 20.54, p 

= .00, hp2 = .15). This indicates that the presence of a difficult goal significantly increases 

task performance after controlling for keyboarding ability. There was no significant main 

effect for the opportunity to seek feedback (F (1,117) = 0.13, p = .72, hp2 = .00). This 

indicates that the opportunity to seek feedback does not significantly influence task 

performance after controlling for keyboarding ability. Additionally, no significant 

interaction exists between the opportunity to seek feedback and the presence of a difficult 

goal (F (1,117) = 2.17, p = .14, hp2 = .02). This indicates that the effect of the presence of 
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a difficult goal on task performance was not dependent on the opportunity to seek 

feedback after controlling for keyboarding ability (see Figure 1 for a visual 

representation). Thus, the significant main effect for the presence of a difficult goal 

supports Hypothesis 2b. However, the nonsignificant main effect for the opportunity to 

seek feedback and nonsignificant interaction between the opportunity to seek feedback 

and the presence of a difficult goal do not support Hypotheses 2a and 2c. 

Figure 1 

Average Task Performance Across Conditions 

 

Feedback Seeking  

Table 3 displays the means and standard deviations for the average frequency of 

feedback seeking across the experimental trials for each condition.  

Table 3 
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Average Frequency of Feedback Seeking Behavior  

Condition n M SD 
No Feedback    
     No Goal 30 0.00 0.00 
     Goal 30 0.00 0.00 
    
Feedback    
     No Goal 31 7.65 13.64 
     Goal 31 4.60 4.20 
 
Total 

 
122 

 
3.11 

 
7.82 

 

A 2 (opportunity to seek FB vs. no opportunity to seek feedback) x 2 (presence of 

a difficult goal vs. no goal) factorial ANOVA was utilized to examine the effects between 

feedback availability and the presence of an assigned, difficult goal on feedback seeking. 

Table 4 displays the ANOVA source table. 

Table 4 
 
ANOVA Source Table for Feedback Seeking 
 

Condition SS df MS F p hp2 

Goal Presence 70.59 1 70.59 1.36 0.25 0.01 

Feedback Availability 1143.42 1 1143.42 22.07 0.00 0.16 

Goal x Feedback 70.59 1 70.59 1.36 0.25 0.01 

Error 6114.75 118 51.82    

 

There was no significant main effect for the presence of a difficult goal (F (1,118) = 1.36, 

p = .25, hp2 = .01). This indicates that the presence of a difficult goal did not significantly 

influence the frequency of feedback seeking behavior. There was a significant main 

effect for the opportunity to seek feedback (F (1,118) = 22.07, p = .00, hp2 = .16). This 

indicates that the opportunity to seek feedback increased feedback seeking behavior. 
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Additionally, there was no significant interaction between the opportunity to seek 

feedback and the presence of a difficult goal (F (1,118) = 1.36, p = .25, hp2 = .01). This 

indicates that the effect of the opportunity to seek feedback on feedback seeking was not 

dependent on the presence of a difficult goal, thus not supporting Hypothesis 3. (see 

Figure 2 for a visual representation). 

Figure 2 

Frequency of Feedback Seeking Across Conditions 

A three-factor mixed ANOVA was used to evaluate the effects of the opportunity 

to seek feedback, the presence of a difficult goal, and the change across time (pre-/post-

study) on each of the three dimensions of task-induced stress (i.e., engagement, distress, 

worry). Table 5 shows the means and standard deviations for each of the pre- and post-

study task-induced stress dimensions across conditions. 
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Engagement. A 2 (opportunity to seek feedback vs. no opportunity to seek 

feedback) X 2 (presence of a difficult goal vs. no difficult goal) X 2 (pre-/post-study 

DSSQ) mixed ANOVA was used to examine the effects of the opportunity to see 

feedback, the presence of a difficult goal, and the change across time (pre-/post-study) in 

perceived levels of engagement. There was a significant main effect of time (F (1,117) = 

81.27, p = .00, hp2 = .41). This indicates that participants were less engaged after the 

experimental trials than before (see Table 5 for means and standard deviations). There 

were no significant main effects of the opportunity to seek feedback (F (1,117) = 0.05, p 

= .83, hp2 = .00) or the presence of a difficult goal (F (1,117) = 1.42, p = .24, hp2 = .01) 

on engagement. No significant interactions were found between the opportunity to seek 

feedback and the presence of a difficult goal (F (1,117) = 0.46, p = .50, hp
2 = .00), time 

and the opportunity to seek feedback (F (1,117) = 0.43, p = .51, hp2 = .00), time and the 

presence of a difficult goal (F (1,117) = 3.14, p = .08, hp2 = .03), or between time, the 

opportunity to seek feedback, and the presence of a difficult goal (F (1,117) = 0.43, p = 

.51, hp
2 = .00). 

Distress. A 2 (opportunity to seek feedback vs. no opportunity to seek feedback) 

X 2 (presence of a difficult goal vs. no difficult goal) X 2 (pre-/post-study DSSQ) mixed 

ANOVA was used to examine the effects of the opportunity to see feedback, the presence 

of a difficult goal, and the change across time (pre-/post-study) in perceived levels of the 

distress dimension. No significant main effects were found for time (F (1,117) = 3.69, p = 

.06, hp2 = .03), the opportunity to seek feedback (F (1,117) = 0.01, p = .91, hp2 = .00) or 

the presence of a difficult goal (F (1,117) = 0.03, p = .87, hp2 = .00). There was a 

significant interaction between time and the opportunity to seek feedback (F (1,117) = 
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4.19, p = .04, hp
2 = .04). This indicates that participants who had the opportunity to seek 

feedback had significantly higher distress scores after the experimental trial than those 

who did not have the opportunity to seek feedback (see Figure 3 for a visual 

representation of the interaction). No significant interactions were found between the 

presence of a difficult goal and the opportunity to seek feedback (F (1,117) = 1.00, p = 

.32, hp2 = .01, time and the presence of a difficult goal (F (1,117) = 0.52, p = .47, hp2 = 

.00) or between time, the opportunity to seek feedback, and the presence of a difficult 

goal (F (1,117) = 0.02, p = .89, hp
2 = .00). 

Figure 3 

Pre- and Post-Study DSSQ Distress Scores Across Conditions 

 

Worry. A 2 (opportunity to seek feedback vs. no opportunity to seek feedback) X 

2 (presence of a difficult goal vs. no difficult goal) X 2 (pre-/post-study DSSQ) mixed 
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ANOVA was used to examine the effects of the opportunity to see feedback, the presence 

of a difficult goal, and the change across time (pre-/post-study) in perceived levels of the 

worry dimension. There was a significant main effect of time (F (1,118) = 9.35, p = .00, 

hp2 = .07). This indicates that participants were more worried after the experimental trials 

than before (see Table 5 for means and standard deviations). There was no significant 

main effect of the opportunity to seek feedback (F (1,118) = 1.91, p = .17, hp2 = .02) or 

the presence of a difficult goal (F (1,118) = 0.35, p = .55, hp2 = .00). No significant 

interactions were found between the opportunity to seek feedback and the presence of a 

difficult goal (F (1,118) = 0.05, p = .83, hp
2 = .00), time and the opportunity to seek 

feedback (F (1,118) = 2.32, p = .13, hp2 = .02), time and the presence of a difficult goal 

(F (1,118) = 0.01, p = .92, hp2 = .00), or between time, the opportunity to seek feedback, 

and the presence of a difficult goal (F (1,118) = 0.53, p = .47, hp
2 = .00). 

The nonsignificant main effects of all three dimensions of stress (i.e., 

engagement, distress, worry), the nonsignificant two-way interactions between the 

opportunity to seek feedback and the presence of a difficult goal, and the nonsignificant 

three-way interactions between stress, the opportunity to seek feedback, and the presence 

of a difficult goal provide no support for Hypotheses 4a, 4b, and 4c. 

Goal Attainment/Manipulation Check 

 The majority of participants (93.4%) did not achieve their assigned goal during 

any of the experimental trials. A small percentage (1.6%) achieved their goal during two 

trials, and 4.9% achieved the goal during all three trials. Table 6 provides a summary of 

self-reported perceptions of goal difficulty for participants who were assigned a goal. The 

data indicate that there is a discrepancy between participants’ perceived goal difficulty 
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and actual goal attainment throughout the study. Specifically, 93.4% of participants did 

not reach the assigned goal, but some participants did not perceive goals as difficult, 

indicating the goal was difficult to or unattainable but not perceived that way. 

Table 6 

Summary of Participants’ Perceived Goal Difficulty 

Perceived Goal Difficulty N % 

Not Difficult at all (Easy) 16 26.2% 

Somewhat Difficult (Moderate) 17 27.9% 

Difficult (Challenging, Yet Attainable) 15 24.6% 
Very Difficult (Challenging and 
Difficult to Attain or Unattainable) 

10 16.4% 

Reported Not Having an Assigned Goal 3 4.9% 

Total 61 100% 

 

Although participants had varying perceptions of goal difficulty, those 

perceptions did not influence task performance across conditions. No significant 

difference existed between those who perceived the goals as easy or moderate (M = 

83.20) and those who perceived the goal as difficult, yet attainable or unattainable (M = 

82.63; F (2, 118) = 1.73, p = .18). 

Exploratory Analyses 

Exploratory analyses utilized one-way ANOVAs to assess differences among 

participants’ goal orientation and goal commitment across conditions. 

 Goal Orientation. One-way ANOVAs analyzed goal orientation across 

experimental conditions. There was no significant difference of goal orientation across 

experimental conditions [learning goal orientation: F (3, 117) = .91, p = .44; avoidance 

performance goal orientation: F (3, 118) = .10, p = .96; approve performance goal 
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orientation: F (3, 117) = .79, p = .50]. See Table 7 for a summary of means and standard 

deviations among groups. 

Table 7 

Summary of Means and Standard Deviations for Goal Orientation Across Conditions 

 
Learning Goal 

Orientation 
Performance-Avoid 

Goal Orientation 

Performance-
Approach Goal 

Orientation 
Condition M SD M SD M SD 

Feedback &  
No Goal 

40.26 4.91 29.39 7.73 33.00 7.92 

Feedback & Goal 42.26 5.20 29.16 8.24 35.58 7.39 

No Feedback &  
No Goal 

42.27 6.10 30.20 8.77 33.67 6.93 

No Feedback & Goal 41.10 6.45 29.90 8.29 35.38 9.31 
M 41.47 5.67 29.66 8.17 34.40 7.90 
 

Goal Commitment. A one-way ANOVA indicated that there was no significant 

difference in goal commitment across experimental conditions [goal commitment: F (3, 

99) = .1.72, p = .169]. See Table 8 for a summary of means and standard deviations 

among groups. 

Table 8 

Summary of Means and Standard Deviations for Goal Commitment Across Conditions 

Condition M SD 
Feedback & No Goal 2.37 .73 

Feedback & Goal 2.77 .69 

No Feedback & No Goal 2.49 .70 
No Feedback & Goal 2.45 .71 
M 2.53 .72 
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Discussion 

 The current study allowed for an extension of previous literature exploring the 

unique impact of direct inquiry feedback seeking on performance. Mixed support for the 

hypotheses was found. Only Hypothesis 2b was fully supported; results indicated that 

individuals who were assigned a difficult goal performed better than those who were not 

assigned a difficult goal. These results echo past research showing that the presence of a 

difficult goal is related to an increase in performance on a task (Locke et al., 1981; Locke 

& Latham, 2002; Roose & Williams, 2019). Past research has inferred that the presence 

of a goal focuses attention on the task and provokes effort (Locke and Latham, 2002). 

Specifically, difficult, yet attainable goals may put more pressure on an individual, which 

triggers the individual to increase effort to achieve that goal (Senko & Harackiewicz, 

2005). Additional research has suggested that goals may increase performance because 

employee satisfaction is contingent on avoiding failure and reaching the goal (Locke & 

Latham, 2015). 

 Hypothesis 1 was not supported by the analyses. This indicates that the 

opportunity to seek feedback was not related to task performance. Additionally, 

Hypotheses 2a and 2c were not supported by the analyses. Individuals with the 

opportunity to seek feedback did not perform significantly better than those without it. 

Furthermore, individuals with the opportunity to seek feedback coupled with the presence 

of a difficult goal did not perform significantly better than the participants in the other 

three conditions. Qualitative comments from the participants (n = 6) in the current study 

indicated that they did not seek feedback because it was counterproductive to take time 

away from the data entry task to seek performance feedback, thus possibly being 

perceived as “costly” (e.g., Ashford et al., 2016; Morrison, 2002; Nakai & O’Malley, 
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2015). According to Park et al. (2007), expectancy and appraisal value must be more 

beneficial than the perceived costs associated with the feedback. The participants in the 

current study may have felt that seeking feedback would not be as beneficial as 

continuing to perform the task, thus indicating the perceived cost outweighed the benefit 

of seeking feedback (Cheng et al., 2014; Park et al., 2007).  Additionally, participants in 

this study were not provided a timer throughout the sessions, which added ambiguity 

about the time left in each session. Participants may have perceived there was little time 

to seek computer-mediated feedback. Although, a majority of the participants who had 

the opportunity to seek feedback perceived the feedback as helpful (n = 41 out of 49 

respondents); 35 out of 51 participants (who responded to the survey item) perceived that 

the feedback did not enhance task performance or enhanced it only some. This supports 

past research that found that if feedback is not perceived as instrumental to maintain or 

improve progress towards a goal, the saliency of the consequence is minimal (Nakai & 

O’Malley, 2015). Conversely, the lack of support for Hypothesis 1 could be due to the 

simplicity of the experimental task; this is discussed further in the limitations and future 

research section. 

Hypothesis 3 was not supported by the analyses; having the difficult goal assigned 

did not prompt individuals to seek feedback more frequently. These results are 

inconsistent with previous research from Bandura and Cervone (1983), Agnew (1998), 

and Locke and Latham (2013). However, self-report measures indicated that for 

participants who were assigned a goal, 24.6% thought the goal was difficult, yet 

attainable, 26.2% perceived the goal as “easy,” 27.9% perceived it as somewhat difficult 

or “moderate,” and 16.4% perceived it to challenging and difficult to attain or 
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unattainable. Three participants (4.9%) claimed not to be assigned a goal at all. This 

information ties back to Agnew (1998) in that a difficult goal should function as a 

motivating operation. In this case, 59% of the participants who were assigned a goal did 

not perceive it as difficult. However, 93.4% of participants did not achieve the assigned 

goal in any of the trials, 1.6% achieved the goal in two trials, and 4.9% achieved the goal 

in all three trials. Jeffrey et al., (2012) indicated that difficult, yet attainable goals 

(challenging) would be achieved by 20%-50% of people. Using this as a reference for the 

current study’s goals, this indicates that the assigned goals may have been too difficult—

or unattainable—but perceived otherwise. Participants’ dissonance between actual 

difficulty and perceived difficulty may explain the insignificant relationship between 

frequency of feedback seeking behavior and difficult goal assignment.   

Lastly, Hypotheses 4a, 4b, and 4c were not supported. There was a significant 

interaction between time and the opportunity to seek feedback with distress, indicating 

that participants who had the opportunity to seek feedback had significantly higher 

distress scores after the experimental trial than those who did not have the opportunity, 

thus not supporting Hypothesis 4a. The opportunity to seek feedback created a situation 

in which a participant had to complete two competing tasks by clicking the “stats” button 

and completing patient records. Mathews (2016) indicates that time pressure and 

multitasking could elevate distress. The author further indicates that negative feedback 

increases distress. Participants could have perceived their performance feedback as 

negative, thus increasing distress. Additionally, no significant differences in levels of 

worry, distress, and engagement were found among participants with or without an 
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assigned goal, suggesting that the presence of a difficult goal did not influence task-

induced stress in this study.  

Participants across conditions did report decreased levels of engagement and 

increased worry after completing the experimental trials. Jessek and Santuzzi (2015) 

found that covert (i.e., not clearly identified) and unpredictable performance monitoring 

may be negatively associated with employee well-being. The structure of the study 

intentionally did not inform the participant the purpose of the study for validity purposes 

but could be perceived as a covert and unpredictable performance monitoring tactic, 

resulting in the increased worry and decreased engagement across conditions. 

Additionally, Mathews et al. (2013) indicated that increased levels of perceived stress 

may be a consequence of work-related tasks because of the possibility of failure 

accompanied by deadlines, giving another explanation for the lack of group differences. 

There were no significant differences in goal orientation and goal commitment 

across the experimental conditions. For goal orientation, there were no significant 

differences between experimental conditions in learning, avoidance performance, and 

approve performance goal orientations.  Brett and VandeWalle (1999) define a goal 

orientation as “a mental framework for how individuals interpret and respond to 

achievement situations” (p. 864). An explanation for the nonsignificant goal orientation 

results is that participants did not need to take a significant amount of time to learn or 

master the task. The task was relatively simple, so participants did not need to be oriented 

towards learning to achieve the goal. Additionally, the participants may not have had 

performance-prove or performance-avoid orientation because performance was measured 
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and feedback was delivered electronically via computer, thus removing perceived 

judgements from another person.  

Limitations and Future Research 

Limitations to the study were the simplicity of the task, the incongruence between 

the perceived goal difficulty and actual goal difficulty and goal achievement with the 

task, the study participants, and the information provided about the task. 

As mentioned before, seeking feedback on one’s performance may reduce uncertainty 

and provide role clarity (Brown et al., 2001). One limitation to the study is the simplicity 

of the task, thus suggesting that the participant did not need any clarification on task or 

role duties. This may be one of the reasons there were no significant differences between 

the opportunity to seek feedback (i.e., opportunity to seek feedback and the presence of a 

difficult goal and opportunity to seek feedback and no presence of a difficult goal) and 

the no opportunity to seek feedback conditions (i.e., no opportunity to seek feedback and 

the presence of a difficult goal and no opportunity to seek feedback and no presence of a 

difficult goal). Additionally, the simplicity of the task may have decreased the probability 

of the participant seeking instrumental feedback because there was little to be done to 

adjust strategy that affects performance to reach the goal except for increasing the rate of 

correct data entries (Nakai & O’Malley, 2015). Future research should consider using a 

cognitively more difficult task that allows the participant to adjust performance to attain a 

goal. Examples of tasks include complex problem solving (Fyfe & Rittle-Johnson, 2016), 

reading comprehension (Philip, 2010), or language comprehension (Vinagre & Muñoz, 

2011).  
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Conversely, participants may have perceived feedback seeking as costly, as they 

did not know how much time was in the session. This, coupled with the challenging goal, 

may have decreased the perceived value of seeking feedback, taking time away from 

performing the task. Participants’ indicated that knowing if the goal was reached, how 

much time was left in the session, an indication of where they should be to reach the goal, 

or a comparison with other participants when there is no goal assigned would increase the 

value of the feedback. Future research should consider extending Roose and Williams’ 

(2019) research to explore how different feedback seeking methods and content (e.g., 

percent of goal completion or if the current rate of performance will attain a goal) affect 

performance and the perceived value of feedback. Qualitative data also indicated that the 

participants would have valued access to end-of-trial performance feedback. Future 

research should consider analyzing the effects of informing participants of their 

performance at the end of each work trial on FSB. It is important to understand how the 

timing of feedback affects participant performance in subsequent trials.    

As previously discussed, assigned goals may have been too difficult—or 

unattainable—but perceived otherwise. The difference between actual difficulty and 

perceived difficulty may explain insignificant relationship between frequency of FSB 

and difficult goal assignment. The current study assigned goals at 40% above the ability 

of the participant. Slowiak and Lakowske (2017) had assigned goals at 30% above the 

ability of the participant. While different goal attainment outcomes were found between 

the studies, similar incongruencies in self-reported perceptions of goal difficulty and goal 

attainment were found. Slowiak and Lakowske (2017) reported that 61.1% of participants 

perceived the goal as somewhat difficult (moderate) or not difficult at all (easy), while 
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54.1% of participants in the current study perceived their goal as somewhat difficult 

(moderate) or not difficult at all (easy). This indicates a slight increase in perceived goal 

difficulty in the current study, which may be due to the higher assigned difficult goal 

calculation (40% above participants’ ability). Future research should analyze calculations 

for difficult, yet attainable goals and address the incongruence between perceived goal 

difficulty and actual goal difficulty and attainment. This may be achieved by conducting 

pilot studies to understand participant perceptions of goal difficulty and determine the 

correct calculation for a difficult, yet attainable goal. 

Another limitation that should be addressed in future research is the demographics 

of the study’s participants. A majority of the participants were undergraduate, white 

students (80%) in-between the ages of 18 and 21 (88.5%). In the United States the typical 

demographics of data-entry and information processing workers is 60% white, and only 

13.3% of the workers in that occupation fall with the 14-24 age range (EMSI, 2019).  

Thus, participants in the current study are not a representative age of a typical workplace. 

Future research should attempt to assess FSB and difficult goals in an applied workplace 

setting assessing differences in employee or participant age and tenure within the 

organization. 

Auh, Menguc, Imer, and Uslu (2019) discuss the important factors that affect if 

and when feedback-seeking behavior occurs and if it is positively correlated with 

employee performance. Factors include the perceived organizational climate that 

promotes and rewards feedback seeking, job satisfaction as a moderator, and leader-

member exchange (LMX); these three factors were not addressed in this study. Auh et al. 

(2019) found that there was a positive correlation between FSB and employee 
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performance. In contrast, Pebruanto, Hashim, and Hashim (2018) found that feedback 

seeking for improvement is negatively related to project performance and learning 

engagement was positively related. Future research should attempt to tease out the 

variables that contribute to employee performance and its relation to FSB.  

 Lastly, future research should investigate how different sources of feedback affect 

performance and task-induced stress in different tasks. For example, one could evaluate 

how computer-mediated feedback or supervisor feedback influences task performance on 

a data-entry task versus a more cognitively complex task such as problem solving or 

language comprehension. Additionally, expanding Northcraft and Ashford’s (1990) 

research that indicated monitoring forms of feedback-seeking behavior are perceived as 

not as reliable as direct inquiry forms because the information is not as clear and direct as 

it would be coming from a credible source (e.g., supervisor) would be beneficial in 

understanding how evolving and shifting work tasks impact perceptions of feedback 

seeking. Specifically, assessing the perceived value and credibility of the feedback in 

different scenarios would allow organizations to tailor feedback sources across a variety 

of job tasks.  

Practical Implications 

 Both the significant and nonsignificant results of this study provide insight for 

practical application of goals and feedback seeking within organizations. The significant 

finding that the assignment of a difficult goal increased task performance reinforces the 

use of difficult or assigned goals within organizations. The assignment of goals should be 

intentional and aligned with how familiar the individual is with the task. If an individual 

is unfamiliar with a task, “do your best” goals are typically associated with higher 
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performance (Kanfer & Ackerman, 1989; Locke & Latham, 2015; Winters & Latham, 

1996). In contrast, difficult, yet attainable goals increase performance when an individual 

is familiar with a task (Locke et al., 1981). Additionally, goals should aid in creating 

opportunities for further career development (Locke & Latham, 2015). A caveat for this 

implication is that there is a breakpoint with difficult goal assignment. When the goal 

becomes too difficult, performance is shown to level out or decline (Roose & Williams, 

2018); it is important to ensure goals are not too difficult in order to avoid a regression in 

performance. 

Second, although there were no significant differences between conditions in all 

three dimensions of stress, participants did report increased worry and decreased 

engagement post-study. This suggests that organizations should consider and counteract 

the possible stress or negative wellbeing effects associated with work tasks in general, 

especially if a difficult goal is present. Research has found that job resources such as 

autonomy, feedback, task variety, and opportunities for learning and development are 

predictors in changes of worker wellbeing (Sonnentag, 2015). Specifically, organizations 

should provide clear performance expectations and should avoid unpredictable or covert 

performance monitoring to prevent unnecessary task-induced stress (Holman et al., 

2002). 

Lastly, the insignificant finding that the opportunity to seek feedback did not 

influence performance indicates that organizations should encourage providing feedback 

that is perceived as “low cost” to the employee to reduce distress associated with seeking 

feedback. Two strategies to decrease the cost of feedback include to create a normative 
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culture of feedback seeking behavior (Auh et al., 2019) and to increase the value of the 

feedback that is being delivered (Ashford & Cummings, 1983; Park et al., 2007).  

Conclusion 

The current study objectively assessed and evaluated the interactive effects of the 

opportunity to seek real-time performance feedback in combination with difficult 

performance goals on feedback-seeking behavior (FSB), task performance, and task-

induced stress. Overall, findings from the present study extend previous FSB and goal 

literature by exploring the unique impact of direct inquiry feedback seeking on 

performance. Research on FSB and goal difficulty will continue to aid organizations in 

implementing effective goal-setting tactics to increase task performance. The current 

study demonstrated that the presence of a difficult goal significantly increases task 

performance. These findings suggest that organizations should continue to use difficult, 

yet attainable goals to increase employee performance as employee satisfaction may be 

contingent on reaching goals, avoiding failure, and creating more opportunities for 

further career development (Locke & Latham, 2015). Further research needs to be done 

to understand how different feedback-seeking methods (e.g., computer mediated, face-to-

face) in different circumstances influence employee performance when employees are 

provided with specific performance goals. 
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Appendix A 
SONA: Study Description                                 

Performance on a Simulated Medical Data-Entry Clerk Task 
We are looking for individuals to participate in a study designed to evaluate how well 
individuals perform a data-entry task under different conditions. Participation will 
involve a computerized medical transcription data-entry task. 
  
Participants will receive a $20.00 Amazon e-gift card for participation in the study. 
 
To be eligible to participate, you must currently (on your own time) use the Internet or 
play computer games at least one hour a week. You must be an undergraduate enrolled in 
classes at UMD and at least 18 years of age, and you must currently be able to operate a 
computer and have familiarity with data entry tasks. 
 
All sessions will be conducted in Bohannon Hall, Room 339, on UMD’s campus. The 
session will last approximately 2 hours, and you will be asked to attend 1 session.  
 
If you are interested in learning more about this study, please contact Jean Dougherty 
(dough198@d.umn.edu). Be sure to provide your name, e-mail address or telephone 
number, and the times you can be reached.  

  
All information is confidential.  

 
Thank you!  

  
For more information, contact Jean Dougherty:  

 
E-mail: dough198@d.umn.edu  



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  60 

Appendix B 

Recruitment Flyer                                                        RESEARCH PARTICIPANTS 
NEEDED!! 

We are looking for individuals to participate in a study designed to evaluate how well 
individuals perform a data-entry task under different conditions. Participation will 
involve a computerized medical transcription data-entry task.   
 
Participants will receive a $20.00 Amazon e-gift card for participation in the study. 
 
To be eligible to participate, you must currently (on your own time) use the Internet or 
play computer games at least one hour a week. You must be an undergraduate enrolled in 
classes at UMD and at least 18 years of age, and you must currently be able to operate a 
computer and have familiarity with data entry tasks. 
 
All sessions will be conducted in Bohannon Hall, Room 339, on UMD’s campus. The 
session will last approximately 2 hours, and you will be asked to attend 1 session. 
 
If you are interested in learning more about this study, please contact Jean Dougherty 
(dough198@d.umn.edu). Be sure to provide your name, e-mail address or telephone 
number, and the times you can be reached.  

 
All information is confidential. 

 
Thank you! 

 
For more information, contact Jean Dougherty: dough198@d.umn.edu 
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Appendix C 
Recruitment Script (In-Class Announcement)  

Hello. My name is [Insert Name of Research Assistant], and I am a Research Assistant 
for Jean Dougherty in the Psychology Department at the University of Minnesota Duluth. 
I am looking for individuals to participate in a study designed to evaluate how well 
individuals perform a data-entry task under different conditions. Participation will 
involve a computerized medical transcription data-entry task. 
  
Participants will receive a $20.00 Amazon e-gift card for participation in the study. 
 
To be eligible to participate, you must currently (on your own time) use the Internet or 
play computer games at least one hour a week. You must be an undergraduate enrolled in 
classes at UMD and at least 18 years of age, and you must currently be able to operate a 
computer and have familiarity with data entry tasks. 
 
All sessions will be conducted in Bohannon Hall, Room 339, on UMD’s campus. The 
session will last approximately 2 hours, and you will be asked to attend 1 session. 
  
If you are interested in learning more about this study, please contact Jean Dougherty 
(dough198@d.umn.edu). Be sure to provide your name, e-mail address or telephone 
number, and the times you can be reached. All information is confidential.  
  

Thank you! 
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Appendix D 
 

Recruitment Email & Department Facebook Page Announcement  
 

OPPORTUNITY TO PARTICIPATE IN A RESEARCH STUDY 
 

TITLE OF STUDY: Performance on a Simulated Medical Data-Entry Clerk Task  
 
We are looking for individuals to participate in a study designed to evaluate how well 
individuals perform a data-entry task under different conditions. Participation will 
involve a computerized medical transcription data-entry task.  
 
Participants will receive a $20.00 Amazon e-gift card for participation in the study. 
 
To be eligible to participate, you must currently (on your own time) use the Internet or 
play computer games at least one hour a week. You must be an undergraduate enrolled in 
classes at UMD and at least 18 years of age; you must also currently be able to operate a 
computer and have familiarity with data-entry tasks. 
 
All sessions will be conducted in Bohannon Hall, Room 339, on UMD’s campus. The 
session will last approximately 2 hours, and you will be asked to attend 1 session.  
  
If you are interested in learning more about this study, please contact Jean Dougherty 
(dough198@d.umn.edu). Be sure to provide your name, e-mail address or telephone 
number, and the times you can be reached.  
  

All information is confidential. 
 

Thank you! 
  

For more information, contact Jean Dougherty: dough198@d.umn.edu 
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Appendix E 

CONSENT FORM                                                         University of Minnesota Duluth, 

Department of Psychology  

Performance on a Simulated Medical Data-Entry Clerk Task  

Principal Investigator: Jean Dougherty, B.A., Faculty Advisor: Julie M. Slowiak, Ph.D. 

Background Information. I have been invited to participate in a research study 
examining performance on a data-entry task. I am a possible participant because I am a 
current student at the University of Minnesota Duluth. I have been asked to read this form 
and ask any questions I may have before agreeing to participate in the study.  
Eligibility Requirements. In order to participate in this study, I must be an 
undergraduate enrolled in classes at UMD, at least 18 years of age, and must play 
computer games or use the Internet (on my own time) at least one hour per week. I must 
be able to operate a computer and have familiarity with data-entry tasks. I must also be 
able to attend one two-hour (120-minute) session. I understand that today’s session will 
fulfill the entirety of my commitment to this study. 
 
Study Procedures and Length of Participation. If I agree to be in this study, I will be 
asked to complete a computer-based data-entry task that imitates the job of a medical 
data-entry clerk. First, the computer program will provide me with mock patient 
information. Next, I will type the patient’s ID number into a box labeled “PATIENT ID.” 
Then, based on the information provided by the program, I will decide and click a button 
to indicate whether the medical data for that patient is inside or outside the normal range. 
I will then click the “Submit” button, and information about another patient will be 
presented. After today’s session is complete, I will be asked not to discuss this study with 
anyone. Today’s session will be 2 hours (120 minutes).   
Compensation.                                                            Monetary Compensation. As a 
condition of this study, I will receive a $20.00 Amazon e-gift card for today’s session. If I 
do not meet all of the participation requirements, I will be sent a $20.00 Amazon e-gift 
card for attending today’s session before I leave. If I agree to participate and meet the 
participation requirements, I will receive payment when the entire session has been 
completed. If I decide to withdraw from the study before it is over, I will receive a $20.00 
Amazon e-gift card for today’s session. For example, if I drop out after the first trial, I 
will receive a $20.00 Amazon e-gift card for my time.  
Course Credit: If desired and eligible (based on the specific course requirements), I will 
receive research credit (one credit per hour) for participating in this study. The amount of 
course credit that will be received for this research credit will be determined by the 
specific course instructor. If eligible to receive course credit, I will receive both course 
credit and the monetary compensation earned for study participation. 
Risks and Benefits of Participation.                                             Risks: The study has a 
risk that is considered minimal. I may experience some physical discomfort, minor 
fatigue, or mild stress when I am performing the data-entry task. I will be able to take 
breaks whenever I want to during the session. When I take a break, I may play computer 
games that are on the computer, access the Internet, or simply relax. I understand that this 
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study will not collect data on what I do while using the Internet; however, I also 
understand that I am using a public computer. I understand I should take necessary 
precautions (e.g., signing out of websites, clearing web history caches, etc.) if I choose to 
use the Internet during a research session. After each research session, the experimenter 
will clear the web history and web history caches as an added precaution. 
Benefits: There are no direct benefits for participation. Data from my participation may 
benefit the general scientific community by providing information on factors that 
influence work productivity and employee satisfaction and stress. I may also learn about 
this research through my participation in this study. This study will add to my 
understanding of how working conditions affect performance, satisfaction, and stress. 
The findings from this study can be applied in workplace settings.   
Confidentiality. The records of this study will be kept private. In any sort of report the 
researchers might publish, they will not include any information that will make it possible 
to identify a subject. Research records will be stored securely and only researchers will 
have access to the records. Study data will be encrypted according to current University 
policy for protection of confidentiality.  
Voluntary Participation. My participation in this study is completely voluntary. I may 
withdraw at any time without penalty. My participation in the study, or my withdrawal 
from the study, will not affect my current or future relations with the University of 
Minnesota. If I decide to participate, I am free to not answer any question or withdraw at 
any time without affecting that relationship. At the end of the study, the experimenter will 
answer any questions I have and explain how my data will help to learn more about the 
influence of employee satisfaction and stress on work performance.  
Contacts and Questions. If I have any questions about this study, I should ask them now. 
If I have questions later, I am encouraged to contact the Principle Investigator, Jean 
Dougherty, B.A., or her Faculty Advisor, Julie M. Slowiak, Ph.D., 320 Bohannon Hall, 
Duluth, MN 55812, (218) 726-7116, dough198@d.umn.edu or jslowiak@d.umn.edu.  
If I have any questions or concerns regarding this study and would like to talk to someone 
other than the researcher(s), I am encouraged to contact the Research Subjects’ 
Advocate Line, D528 Mayo, 420 Delaware St. Southeast, Minneapolis, Minnesota 
55455; (612) 625-1650. 
Statement of Consent. I have read the above information. I have had the opportunity to 
ask questions and have received answers to the questions I have asked. My signature 
below indicates that I agree to participate in this study.  
Participant Signature:_________________________________ Date: _____________  
Investigator Signature:_______________________________ Date: _____________      

Please keep the attached copy of this form for your records. 
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Appendix F 
 
Participant Screening Questionnaire                Participant #: _______  

 
Please complete the following questions. All information you provide will remain 

confidential.  
 
  
 

1. Do you play any of the following computer games?  
FreeCell  ___ Yes ___ No 
No Hearts  ___ Yes ___ No  
Minesweeper ___ Yes ___ No  
Pinball  ___ Yes ___ No  
Solitaire  ___ Yes ___ No  
Tetris  ___ Yes ___ No  
Spider Solitaire  ___ Yes ___ No  

  
2. If you play any of the games listed above, how often do you play? 
  

1   2   3   4   5   6   7   8   9  times a day  
1   2   3   4   5   6   7  days a week  

  
3. On average, how many hours a week do you play computer games?  

 
Less than 1   2   3   4   5   6   7   8   9   10   10+ hours  

  
4. Do you use the Internet? (circle one): YES   NO  

  
5. If you use the Internet, how many hours a week do you use it, on average?  

 
Less than 1   2   3   4   5   6   7   8   9   10   10+ hours  

  
  

6. Do you know anyone that has signed up to participate in the study? If so, please list 
their names.  

  
  
 
 
 
 
 

Thank you! 
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Appendix G 
 

Introductory Trial Instructions 
  
The following instructions will be read aloud to participants by the researcher:  
You will be given 3 minutes to practice and get acquainted with the experimental task 
before your future trials. This is the medical data entry task program. It mimics the job of 
a medical data entry clerk.   
You will click the “Start” button when you are ready to begin your session. When the 
program starts, information will appear on the simulated patient record displayed on the 
computer screen.   
First, you should look for the “Patient ID” window. [Point to this area on the screen].   
You will need to type the patient’s ID number into a box labeled “PATIENT ID.”  
[Point to this area on the screen]   
The patient’s ID number is a combination of letters and numbers, separated by a hyphen. 
You can use capital or lowercase letters; it does not matter. However, you DO need to 
type the hyphen.  
Then, based on the GENDER and the QT INTERVAL listed on the patient record, you 
will need to determine whether the medical data --the decimal value listed in the QT 
INTERVAL- for that patient is inside or outside the normal range. You will need to click 
on the appropriate button.  
[Point to this area on the screen]   
After you click the “SUBMIT” button, information about another patient will be 
presented.  
If you forget how to perform the task, you can review the Job Aid posted on the wall. 
[Point to Job Aid near computer] 
Today, you will be given 3 minutes to practice the task before completing the pre-test and 
experimental trials during today’s session.   
During the pre-test and experimental phases of today’s session, you will be given 
intermittent 2-minute breaks. The computer will end each work trial automatically.   
Do you have any questions before you begin?  
[Answer questions if necessary]  
Okay, when you are ready you can click on the “Start” button; I will come back to end 
this practice in 3 minutes.” 
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Appendix H 
Pre-Study Dundee Stress State Questionnaire 

1. I feel concerned about the impression I am making.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
2. I feel relaxed. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
3. The content of the task will be dull.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
4. I am thinking about how other people might judge my performance. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
5. I am determined to succeed on the task.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
6. I feel tense. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
7. I am worried about what other people think of me.    
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
8. I am thinking about how I would feel if I were told how I performed. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
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9. Generally, I feel in control of things.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
10. I am reflecting about myself. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
11. My attention will be directed towards the task.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
12. I am thinking deeply about myself. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
13. I feel energetic.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
14. I am thinking about things that happened to me in the past 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
15. I am thinking about how other people might perform on this task  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
16. I am thinking about something that happened to me earlier today.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
17. I expect that the task will be too difficult for me.    
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
  



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  69 

18. I will find it hard to keep my concentration on the task. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
19. I am thinking about personal concerns and interests.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
20. I feel confident about my performance.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
21. I examine my motives.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
22. I feel like I could handle any difficulties that I encounter. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
23. I am thinking about how I have dealt with similar tasks in the past.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
24. I am reflecting on my reasons for doing the task. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
25. I am motivated to try hard at the task.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
26. I am thinking about things important to me.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
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27. I feel uneasy.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
 
28. I feel tired.  
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
29. I feel that I could not deal with the situation effectively.   
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
 
30. I feel bored. 
 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
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Appendix I 

Pre-Test Trial Instructions  
The following instructions will be read aloud to participants by the researcher:  

  
“People have very different keyboard skills. During this pre-test session, we want to 
determine your skill level. Therefore, your task for this session will be to complete the 
computer-based data-entry task you practiced earlier. Since we are looking at your level 
of performance, please be sure to complete as many correct data entries as quickly as 
possible during each of the three work trials. Trials 1 and 2 will be separated by a short, 
2-minute break. The pre-test trial portion of today’s session will take 42 minutes. 
If you need anything, please notify the researcher who will be in the main work area of 
this room. If you feel tired and need a break, you may take a break, and you will not be 
penalized for taking the break.  
The computer program will let you know when your trial is over.”  
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Appendix J 
Experimental Trial Instructions  

No opportunity to seek feedback with no goal present condition: 
This part of the session will last for a total of 42 minutes, during which you will be asked 
to perform the data-entry task during three work trials separated by 2-minute break 
periods.  
After each work trial, except for the final work trial, the computer will end the task, and 
the researcher will ask you to take a 2-minute break. During this break period, you will be 
asked to leave the workstation but remain in the lab until the next work trial begins. 
Before the beginning of the next work trial, the researcher will restart the computer 
program and ask you to resume working on the data-entry task.  
The total time for the session will be 42 minutes. Do you have any questions before you 
begin?  
[Answer questions if necessary]  

Okay, when you are ready you can click on the “Start” button and begin to work on the 
data-entry task. The computer program will end the task automatically, and I will provide 

you with additional instructions throughout the remainder of the session.
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Experimental Trial Instructions 
Opportunity to seek feedback with no goal present condition: 
This part of the session will last for a total of 42 minutes, during which you will be asked 
to perform the data-entry task during three work trials separated by 2-minute break 
periods.  
Anytime during each trial you will have the opportunity to seek feedback on the number 
of records you have completed correctly. This can be accomplished by using the 
computer mouse to click on the “stats” button on the right side of the data entry program. 
When you press this button, you will receive feedback on the following: 

1. The current number of records completed. 
2. The current number of records completed correctly. 
3. The rate of record completion per minute.  

After each work trial (except for the final work trial), the computer will end the task, and 
the researcher will ask you to take a 2-minute break. During this break period, you will be 
asked to leave the workstation but remain in the lab until the next work trial begins. 
Before the beginning of the next work trial, the researcher will restart the computer 
program, and ask you to resume working on the data-entry task.  
The total time for the session will be 42 minutes. Do you have any questions before you 
begin?  
[Answer questions if necessary]  

Okay, when you are ready you can click on the “Start” button and begin to work on the 
data-entry task. The computer program will end the task automatically, and I will 
provide you with additional instructions throughout the remainder of the session. 
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Experimental Trial Instructions 
Opportunity to seek feedback with difficult goal present condition: 
This part of the session will last for a total of 42 minutes, during which you will be asked 
to perform the data-entry task during three work trials separated by 2-minute break 
periods.  
The total number of records to be correctly completed is [participant’s calculated 
difficult goal]. 
Anytime during each trial you will have the opportunity to seek feedback on the number 
of records you have completed correctly. This can be accomplished by using the 
computer mouse to click on the “stats” button on the right side of the data entry program. 
When you press this button, you will receive feedback on the following: 

1. The current number of records completed. 
2. The current number of records completed correctly. 
3. The rate of record completion per minute.  

After each work trial (except for the final work trial), the computer will end the task, and 
the researcher will ask you to take a 2-minute break. During this break period, you will be 
asked to leave the workstation but remain in the lab until the next work trial begins. 
Before the beginning of the next work trial, the researcher will restart the computer 
program, and ask you to resume working on the data-entry task.  
The total time for the session will be 42 minutes. Do you have any questions before you 
begin?  
[Answer questions if necessary]  

Okay, when you are ready you can click on the “Start” button and begin to work on the 
data-entry task. The computer program will end the task automatically, and I will 
provide you with additional instructions throughout the remainder of the session. 
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Experimental Trial Instructions 
No opportunity to seek feedback with difficult goal present condition: 
This part of the session will last for a total of 42 minutes, during which you will be asked 
to perform the data-entry task during three work trials separated by 2-minute break 
periods.  
The total number of records to be correctly completed is [participant’s calculated 
difficult goal]. 
After each work trial (except for the final work trial), the computer will end the task, and 
the researcher will ask you to take a 2-minute break. During this break period, you will be 
asked to leave the workstation but remain in the lab until the next work trial begins. 
Before the beginning of the next work trial, the researcher will restart the computer 
program, and ask you to resume working on the data-entry task.  
The total time for the session will be 42 minutes. Do you have any questions before you 
begin?  
[Answer questions if necessary]  

Okay, when you are ready you can click on the “Start” button and begin to work on the 
data-entry task. The computer program will end the task automatically, and I will 
provide you with additional instructions throughout the remainder of the session. 
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Appendix K 

Participant Post-Study Questionnaire                 Participant#: _______  
Please complete the following demographic and study-related questions. All information 
you provide will remain confidential. You are free to not answer any questions that you 
want.  
 
DEMOGRAPHIC INFORMATION  
1. I identify my gender as (check one): 
� Man 
� Woman 
� Transgender 
� Other (fill in the blank) __________  
� Prefer not to disclose 
 
2. Age: ______  
 
3. Grade Classification (check one):  
� Freshman (0-30 credits)  
� Sophomore (31-60 credits)  
� Junior (61-90 credits)  
� Senior (91 + credits)  
� Other (please describe):  
  
4. Ethnicity: Are you Hispanic or Latino? (Check only one)  
� No, not Hispanic or Latino  
� Yes, Hispanic or Latino  
 
5. What is your race? (Regardless of how you answered Item #4, check one or more)  
� American Indian or Alaska Native  
� Asian  
� Black or African American  
� Native Hawaiian or Other Pacific Islander  
� White  

 
6. Have you participated in any other studies conducted by Dr. Julie Slowiak?  ___ Yes 

___ No  
  
 

7. Have you taken, or are you currently taking, any of the following classes?  
PSY 3520, Industrial Organizational Psychology ___ Yes ___ No  
PSY 3525, Behavior Analysis in the Workplace __ Yes ___ No  
PSY 3701, Personnel Psychology  ___ Yes ___ No  
PSY 3707, Organizational Psychology  ___ Yes ___ No  



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  77 

 
STUDY-RELATED QUESTIONS  
8. What did you think this study was about?  
 
9. Did the researcher give you any performance goal(s) during the study? (circle): YES  
NO  
If YES, please state or describe the goal(s) that you were assigned: 
 
10. How easy or difficult was it for you to attain your assigned performance goal?  
� Not Difficult At All (Easy) 
� Somewhat Difficult (Moderate)  
� Difficult (Challenging, Yet Attainable) 
� Very Difficult (Challenging & Difficult to Attain or Unattainable)  
� N/A; I was not assigned any performance goal(s) during the study. 
 
  
11. Did you self-set any performance goals during the study (other than goals that might 
have been assigned to you)? (circle): YES  NO 
If YES, please state or describe the goal(s) that you self-set:  
 
If YES, please state or describe WHY you self-set the goal(s):  
 
12. Did you receive feedback during the study? (circle): YES NO 
If YES, please state or describe how you received feedback on your performance of the 
work task: 
 
 
13. Did you use the feedback feature of the computer task to obtain immediate 
performance feedback during any of the experimental trials? (circle one):  
YES  NO: feature available but did not use   N/A: feature not available 
If YES, please state or describe WHY you used the feedback feature: 
 
If NO, please describe why you did not use this feature: 
 
14. Did you like having the option to obtain feedback during the session? (circle one):  
YES  NO   N/A (did not use feedback feature) 
 
15. Was the feedback you received when you used the feedback feature helpful? (circle 
one):  
YES  NO   N/A (did not use feedback feature) 
 
16. Would you have preferred to receive some other type of feedback during the study, 
other than what was available to you? (circle one): YES  NO 
 
If YES, please describe the other type of feedback you would have preferred to receive: 
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17. To what extent do you feel the feedback you received from the computer during each 
work trial increased your performance? (Please circle one)  
      

1 
Not at All 

2 
Some 

3 
Quite a bit 

4 
An Extreme 

Amount 

5 
Completely 

N/A  
(did not use 

feedback 
feature) 

    
 
18. To what extent do you feel the feedback you received from the computer after each 
work trial increased your performance? (Please circle one)  
 

1 
Not at All 

2 
Some 

3 
Quite a bit 

4 
An Extreme 

Amount 

5 
Completely 

N/A  
(did not use 

feedback 
feature & did 
not set goals) 

 
ASSESSMENT MEASURES 
19. I felt concerned about the impression I am making.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
20. I felt relaxed. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
21. The content of the task was dull.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
22. I thought about how other people might judge my performance. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
23. I was determined to succeed on the task.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
24. I felt tense. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
25. I was worried about what other people think of me.    
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
26. I thought about how I would feel if I were told how I performed. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
27. Generally, I felt in control of things.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
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28. I reflected about myself. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
29. My attention was directed towards the task.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
30. I thought deeply about myself. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
31. I felt energetic.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
32. I thought about things that happened to me in the past. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
33. I thought about how other people might perform on this task.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
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34. I thought about something that happened to me earlier today.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
35. I found the task to be too difficult for me.    
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
36. I found it hard to keep my concentration on the task. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
37. I thought about personal concerns and interests.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
38. I felt confident about my performance.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
39. I examined my motives.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
40. I felt like I could handle any difficulties that I encountered. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
41. I thought about how I have dealt with similar tasks in the past.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
42. I reflected on my reasons for doing the task. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
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43. I was motivated to try hard at the task.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
44. I thought about things important to me.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
45. I felt uneasy.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True  
46. I felt tired.  
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
47. I felt that I could not deal with the situation effectively.   
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
48. I felt bored. 
Definitely      Somewhat     Neither True      Somewhat       Definitely                                                       
False            False          Or False          True           True 
49. It’s hard to take this goal seriously.  
Strongly      Somewhat     Neutral      Somewhat       Strongly   N/A                                                     
Disagree       Disagree                   Agree          Agree 
50. It’s unrealistic for me to expect to reach this goal.  
Strongly      Somewhat     Neutral      Somewhat       Strongly     N/A                                                  
Disagree       Disagree                   Agree          Agree 
51. Quite frankly, I don’t care if I achieve this goal or not.  
Strongly      Somewhat     Neutral      Somewhat       Strongly  N/A                                                   
Disagree       Disagree                   Agree          Agree 
 
52. I was strongly committed to pursuing this goal. 
Strongly      Somewhat     Neutral      Somewhat       Strongly  N/A                                                      
Disagree       Disagree                   Agree          Agree 
53. It wouldn't take much to make me abandon this goal. 
Strongly      Somewhat     Neutral      Somewhat       Strongly  N/A                                                      
Disagree       Disagree                   Agree          Agree 
54. I think this goal was a good goal to shoot for. 
Strongly      Somewhat     Neutral      Somewhat       Strongly  N/A                                                      
Disagree       Disagree                   Agree          Agree 
55. I value what others think of my performance. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

56. It’s important for me to impress others by doing a good job. 
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1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

57. I don’t care what others think of my performance. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

58. I’m not interested in impressing others with my performance. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

59. I like to meet others’ expectations of me. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

60. The opinion others have about how well I can do certain things is important to me. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

61. It’s better to stick with what works than risk failing at a task. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 
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62. Typically, I like to be sure that I can successfully perform a task before I attempt it. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

63. I don’t like having my performance compared negatively to others. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

64. I don’t enjoy taking on tasks if I am unsure whether I will complete them 

successfully. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

65. I avoid circumstances where my performance will be compared to others. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

66. Most of the time, I stay away from tasks that I know I won’t be able to complete. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

67. I worry that I won’t always be able to meet the standards set by others. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 



FEEDBACK-SEEKING BEHAVIOR AND PERFORMANCE  84 

 

68. I avoid tasks that I may not be able to complete. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

69. The opportunity to do challenging work is important to me. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

70. I prefer to work on tasks that force me to learn new things. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

71. If I don’t succeed on a difficult task, I plan to try harder the next time. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

72. In learning situations, I tend to set fairly challenging goals for myself. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

73. I am always challenging myself to learn new concepts. 

1 
Strongly 

2 
Moderately 

3 
Slightly 

4 
Neither 

5 
Slightly 

6 
Moderately 

7 
Strongly 
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Disagree Disagree Disagree disagree 
nor agree 

Agree Agree Agree 

 

74. The opportunity to extend my range of abilities is important to me. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 

 

75. The opportunity to learn new things is important to me. 

1 
Strongly 
Disagree 

2 
Moderately 

Disagree 

3 
Slightly 
Disagree 

4 
Neither 
disagree 
nor agree 

5 
Slightly 
Agree 

6 
Moderately 

Agree 

7 
Strongly 

Agree 
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Appendix L 
Debriefing Transcript 

At the end of the research session, following completion of the post-study questionnaire:  
  
1. Thank you for participating in this study.  
  
2. I would like to explain the purpose of the study to you.  

 The purpose of this study was to examine work performance with the presence of 
difficult goals and feedback. Goal-commitment, goal-orientation, and stress were also 
evaluated.  
Specifically, this study examined the effects of difficult goals and feedback-seeking 
behavior on task performance and stress. If you were in one of the difficult goal 
conditions, you were assigned a difficult goal. If you were not in a difficult goal 
condition, you received no goal from the researcher. If you were in one of the 
feedback-seeking conditions, you were given the opportunity to receive information 
about your current performance. If you were not in one of the feedback-seeking 
conditions, you did not have an opportunity to receive information about your current 
performance. 
As researchers, we are interested in evaluating the potential positive impact of 
assigning a difficult goal and the frequency of feedback-seeking behavior on task 
performance and stress. For example, providing an individual with a specific, difficult, 
goal before engaging in a work task, might increase (or decrease) their work 
performance and persistence toward a work goal.   

3. Do you have any questions about this study or your participation? 
 


