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Abstract

The aim of this study is to achieve several objectives, foremost of which is to identify the need
for re-enriching the work of the workers by test and apply the job characteristics model to the
sample of 211 participants from the official media sector by using the job diagnostic survey based
on five main dimensions of the tasks (Skills diversity, task identity, task significance, autonomy,
and feedback). By using the available techniques, the validity of the hypotheses specified by the
model was tested, and then compared to the average working dimensions of the sample with
the standard averages attached to it, after dividing the sample into two sub-samples by type of
work (media and administrative) The results showed that the motivation potential scores are
often below than required level. Therefore, it is recommended to review the design of the current
business. In terms of ranking, the media works ranked first, then administrative.

Keywords: Job Characteristics, Hackman & Oldham Model.

Introduction

Much of the history of management and motivation theory is rooted in the desire to understand
the factors that contribute to increased levels of job performance and workplace productivity.
Not surprisingly, ratings of job satisfaction have consistently served as one of the highest
correlates of job performance and productivity (Abdullah, 2004). Moreover job satisfaction has
been the most widely studied conception in the history of industrial/organizational psychology
(Judge et al., 2002).

Understanding the relationship between employees and their jobs is basic to understanding both
organizational productivity and the quality of the employees' work. It should be the first variable
examined when attempting to develop an organization which is staffed and managed so
employees are simultaneously utilized and satisfied to the fullest extent and where neither the
goals of the organization nor the personal needs of the employees override each other.

What are the characteristics of a job that make people want to perform it to their maximum
ability? Do people work because of the rewards, the working environment, or the nature of the
work they are doing? Motivation has been the topic of much research related to work
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productivity and employee satisfaction. J. Richard Hackman and Greg R. Oldham have developed
a model which specifically addresses job design. The model relates job characteristics to
psychological states and personal and work outcomes. It can be used to predict whether positive
work and personal outcomes can be achieved from a job as it exists or with redesign.

Problem of the Study

The problem of this study was based on the fact that there was a lack of knowledge about the
motivation level between employees based on their job, and to know which of them need to
enrichment.

Research Objectives
Based on the problem of the study, the main objectives of this paper were listed as follows:
- Explore the level of motivation potential score from the job dimension.
- Introduce the results to Contribute In enrichment decision.
- Introduce data to help in succession planning.
- Estimate the general satisfaction on the job and growth opportunities.

Research Questions
- Isthe amount of task variety enough to generate the demand motivation?
- Isthe amount of task identity enough to generate the demand motivation?
- Isthe amount of task significance enough to generate the demand motivation?
- Isthe amount of autonomy enough to generate the demand motivation?
- Isthe amount of feedback enough to generate the demand motivation?
- Based on the comparative data, we can say the employees motivated enough?

Theoretical Review
The literature was reviewed to examine research evidence concerning the development and use
of the Job Characteristics Model and to discover if the model had been replaced by another
theory of work design.
The Job Characteristics theory incorporated the strengths of classical organizational theory,
human relations theory, behavioral sciences theory and the systems approach to work design.
The Job Characteristics Model is a behavioral approach, first developed in 1971 by Hackman and
Lawler, expanding earlier work done by Turner and Lawrence (1965) and Hulin and Blood (1968).
The Job Characteristics Model leans on the following.
Principles of expectancy theory for some of its propositions (Hackman & Lawler, 1971):
- Individuals engage in a behavior to the extent that they believe they can attain an
outcome which they value.
- Individuals value outcomes they believe satisfy their physiological or psychological needs.
- Individuals will work hard when conditions at work are such that they can satisfy their
own needs best by working towards organizational goals.
- Higher order needs (needs for personal growth, development, accomplishment) serve as
powerful and consistent motivators.
- Individuals with higher order needs experience satisfaction when they achieve something
they value as a result of their own efforts.
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The model Hackman and Lawler developed based on these expectancy theory principles is
outlined in Figure 1. Testing of the Job Characteristics Model by Hackman and Lawler supported
the premise that when jobs were high on all four core dimensions, workers performed high
quality work, experienced high intrinsic motivation, enjoyed increased performance and
effectiveness ratings from supervisors, and were satisfied and involved with their job. The
prediction of decreasing absenteeism and turnover when jobs were high on the core
characteristics was upheld by Hackman and Lawler's research but the results were not
statistically significant.

CORE JOB CHARACTERISTICS OUTCOMES

Variety Intrinsic Motivation
Autonomy Performance

Task Identity » General Job Satisfaction
Feedback Job Involvement
(Dealing with Others) Absenteeism
(Friendship Opportunities) Specific Satisfactions

Figurel: The Job Characteristics Model of Hackman & Lawler (1971)

The Hackman and Lawler model was supported by (Brief & Aldag, 1975) with significant, positive
correlations between job dimensions and employee reactions. Lawler, (Hackman &Kaufman,
1973) were unable to support the model in a field study of job redesign but attributed this result
to the fact that only two of the four core dimensions were changed in the situation they studied
and therefore the model was not adequately applied as change needed to occur on all four
dimensions.

In 1975, Hackman and Oldham revised the original Job Characteristics Model to include other
core characteristic and intervening variables they considered critical to the theory. The Job
Diagnostic Survey was designed as the instrument for data collection.

Job Characteristics

The Job Characteristics theory of Hackman and Oldham focuses on measuring the objective
characteristics of a task thus building in task characteristics which lead to high internal work
motivation, job satisfaction and high quality performance. The theory acknowledges that
individual employees may respond differently to the same job (individual-job interaction). The
model was formulated to "diagnose the motivational properties of jobs prior to redesign”
(Hackman & Oldham, 1975). Because it has the ability to measure job characteristics, the theory
provides a concrete set of criteria for use in deciding whether change is needed and if so what
kinds of change are required. The theory deals only with aspects of the job that can be altered to
create positive motivation for jobholders. Another strong point in this theory is that it
acknowledges and measures the workers' needs for growth and development in their work and
then considers these needs in the design of their work.
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The theory assumes five job characteristics which, if present, allow workers " ... to experience a
positive self-generated affective 'kick' when they perform well and that this internal
reinforcement would serve as an incentive for continued good performance" (Hackman &
Oldham, 1980). Hackman and Oldham have not addressed interaction between groups of
employees nor the social, technical or situational factors that are acknowledged by other
theorists to affect the work environment. (Orpen, 1979)

Three critical psychological factors must exist in order to achieve positive personal and work
outcomes defined by the model. (Terborg & Davis, 1982)
These form the center of the model. Employees need to have knowledge of the results of their
work so as to feel good or unhappy about the results. They must feel responsible for these results
believing that they personally are accountable for work outcomes. They do not perceive the
quality of their work as dependent on factors external to their performance. Employees must
experience the work as meaningful - it must be important in their value system and not trivial.
This condition is necessary even if the other two variables are not strong. A meaningful task
provides the chance to use and test personal skills and abilities. (Kiggundu, 1980)
Based on the model we can define three psychological states (Hackman & Oldham, 1980):
- Experienced Meaningfulness of the Work: The degree to which the individual experiences
the job as one which is generally meaningful, valuable, and worthwhile;
- Experienced Responsibility for Work Outcomes: The degree to which the individual feels
personally accountable and responsible for the results of the work he does;
- Knowledge of Actual Results of Work: The degree to which the individual knows and
understands, on a continuous basis, how effectively he or she is performing the job.
(Hackman & Oldham, 1976)

Hackman and Oldham defined five job characteristics which lead to the desired psychological
states. It is the presence or absence of these characteristics which determines whether the job
motivates the workers to their peak performance and to experience feelings of satisfaction.
Based on the model we can define five job dimensions (Hackman & Oldham, 1980):

- Skill Variety: The degree to which a job requires a variety of different activities in
carrying out the work, which involve the use of a number of different skills and talents
of the person.

- Task Identity: The degree to which the job requires completion of a "whole" and
identifiable piece of work; that is, doing a job from beginning to end with a visible
outcome.

- Task Significance: The degree to which the job has a substantial impact on the lives or
work of other people, whether in the immediate organization or in the external
environment.

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

- Feedback: The degree to which carrying out the work activities required by the job
results in the individual obtaining direct and clear information about the effectiveness of
his or her performance
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It is through manipulation of these core job characteristics that the design of a job can be
changed so that the people doing the work find it meaningful and rewarding.

MPS

When all five job characteristics are combined, a score, the "motivating potential score" or MPS,
can be obtained which indicates the overall potential of a job to foster the critical psychological
states and personal and work outcomes for the employee (Hackman & Lawler, 1971; 1975; 1980).

Motivating Potential Score (MPS) = (Skill variety + Task Identity + Task Significance)/3 *
Autonomy * Feedback

Growth Needs Strength

Probably has been the moderating- variable that has been examined most often by other
researchers. (Stone, 1976) The Job Characteristics theory states that the predicted relationship
between task characteristics and employee reactions to work depends on the "need" state of the
employee.

The model proposes that when a job is high on the core dimensions (or the MPS is high), workers
with a strong need for growth are highly motivated and well satisfied with the job. This was
confirmed (Hackman & Lawler, 1971) with respect to the outcomes of internal motivation,
general job satisfaction and job performance. Hackman and Lawler's original model did not
contain the critical psychological states. (Bhagat & Chassie, 1980)

General Job Satisfaction

We can define General Job satisfaction as an overall measure of the degree to which employees
are satisfied and happy with the job. (Orpen, 1979)

Growth satisfaction indicates job holders have enriched opportunities for personal learning and
growth at work and find these personally satisfying (Hackman & Oldham, 1975).

"High job satisfaction" has been well supported as an outcome although most researchers did
not differentiate between "general satisfaction" and "growth satisfaction" (Knoop, 1981)

Several researchers have used the Job Diagnostic Survey satisfaction scales but others used
instruments designed by other researchers:

- Griffin (1983) - Minnesota Satisfaction Questionnaire)

- Orpen (1979) - Job Descriptive Index,

- Kiggundu (1980) - instrument designed by Lawler and Hall,
In 1980 Hackman and Oldham removed the variable "decreased absenteeism and turnover" from
the model and separated the outcome "job satisfaction" into "high general satisfaction" and
"high growth satisfaction" (see Figure 2).
The Job Characteristics Model predicts a relationship between the critical psychological states
and the personal and work outcomes. This relationship has been supported by the few
researchers who have tested it (Hackman & Oldham, 1975, 19761, Kiggundu, 1980, 1983; Tyagi,
1985; Steers, 1976; Steers & Spencer, 1977).
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Model:
Skill
Variety
Task Experienced
Identity Meaningfulness
Task General Job
Significance satisfaction
High internal work
Autonomy Experienced motivation
Responsibility
Feedback Knowledge of
results

Growth Need

Strength

Context satisfaction

Figure 2: The job characteristics model of work motivation.
Source: Hackman, J. R., & Oldham, G. (1975) Development of the job diagnostic survey. Journal
of Applied Psychology

Hypothesis

Hypothesisl: The critical psychological states will be influenced by the core job characteristics
Hypothesis2: Personal and work outcomes will be influenced by the three critical psychological
states

Hypothesis3: Personal and work outcomes will be influenced by the five core job characteristics
Hypothesis 4: The experienced meaningfulness will mediate the relations between the core job
dimensions (Skill Variety, Task Identity, and Task Significance) and General Job satisfaction.
Hypothesis 5: The experienced responsibility will mediate the relations between the core job
dimension (Autonomy) and General Job satisfaction.

Hypothesis 6: The knowledge of results will mediate the relations between the core job
dimensions (Feedback) and General Job satisfaction.
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Hypothesis 7: The relationship between the core job characteristics and the critical psychological
states will be moderated by the individual differences of employees

Methodology

Instruments

Job diagnostic survey (JDS) Hackamn and Oldham (1976) developed a self-report instrument to
measure the five core job features of job characteristics model. The questionnaire items were
scored on 5 point Likert type scale.

Sample

The research sample comprised of employee working in general media sector located in
Damascus in Syria.

Respondents were asked to respond to self-administered questionnaire, and the number of
sample was (211) classified as notice in the table -1- between two job position.

Table -1-
Position Media 122
administrative 89
20-30 52
age 31-40 117
41-50 42
Bachelor 56
Education university 145
Master 10
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Hypotheses Test
For administrative employee
Table -2-
Growth OYce)zraII Internal  Knowledg Expe:;ence Experienced
satisfactio .J . Motivatio e of .. ... meaningfulne
satisfactio responsibili
n results sS
n ty
0.05 **0.30 **0.76 **0.38 0.03 **0.37 Skill variety
Task
*0.09 **0.45 **0.54 **0.58 0.01 **0.67 —
significance
*0.06 *0.8 *0.11 0.06 0.03 *0.10 Task identity
¥*0.70 **0.79 ¥*0.26 ¥*0.26 *0.31 ¥*0.54 Autonomy
*0.07 ¥%0.18 *0.05 **0.47 **0.39 ¥%0.43 Feedback
Experienced
**0.24 **0.79 **0.19 S— E—— E— meaningfulne
ss
Experienced
*0.11 *%0.49 0.04 - E— i -
responsibility
K I f
*0,04 0.01 *0,07 — e — nowledge o
results

** 5ig<0.01, * sig<0.05

For the administrative employees we can notice from the table -2- that all hypotheses are
accepted, and the impact of job dimension on other psychology states and work outcomes are
significance.

We can say the hypotheses (1,2,3) are accepted for administrative employee.
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Mediation Test
For Experienced meaningfulness of the work

Table -2 a.
Dependent variables
Growth satisfaction Overall job satisfaction Internal Motivation |3
>
Q.
sig | RS. | sig | °%' | sig | RS | sig | °® | sig | Rs. | sig | °°t| stage |®
a a a o
>
0.1 0.0 Skill |
D
4 0.60 0.1 | 0.65 0 1.9 variety |3
Task |®
0.7 | 0.13 0.3 0.0 | 0.93 =
0.0 0.0 0.23 ] 0.0 signific | &
0 023 1 - 0 071 ] 1 0 085 | 0O - ance g
Task |=
0.0 | 0.51 0.0 | 0.66 0.0 | 0.38 identit 3
0 - 0 - 0 - =
y I3
D
o
=
=
>
Growth satisfaction Overall job satisfaction Internal Motivation sed |=
. .| bet | _. .| bet | _. .| bet 3
R.S. R. R.S. stage
Sig S. | Sig 3 Sig S | Sig 3 Sig S. | Sig 3 8 _r%
0.0 0.0 0.0 Skill |3
3 0.77 0 0.87 0 1.74 varietyg
<
0.0 | 2.06 00|, 00 | gg SIT?]S;]I;C o
0 ) 0 . 0 . agnce 2
0.0 0.0 0.0 °
3
o | %301 oaal © 0911 60 04s | © 0981 0.0 | 1.27 iJj;Et 5
4 ' 0 ' 0 - 3
y (1%
o
Q
0.0 0.0 0.0 | 1.75| Skill |=
(@)
0 1.86 0 2:2 0 - | variety |°

Based on (baron and keny, 1986) we can notice that experienced meaningfulness is mediate
partially the relationship between job dimension and outcomes of the model for administration
employees because the mediators variables not changed the significance level, only help the
interpretation of the changes on the dependent variable.
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For Experienced responsibility for outcomes of the work:
Table -2 b.-

Dependent variables
Growth satisfaction Overall job satisfaction Internal Motivation 1t _
=}
sig | RS. | sig | 2% | sig | RS | sig | P | sig | Rs. | sig | "t | stage £ 5 8
a a a 5 8
0.0 0.0 0.0 0.0 0.0 0.0 Auton | © &
0 0.70 0 0.83 0 0.79 0 0.89 0 0.26 0 0.51 omy =]
Growth satisfaction Overall job satisfaction Internal Motivation sed _
>
o
sig | Rs. | sig | P | 'sig | RS | sig | P' | sig | Rs. | sig | °°' |stage | £ 8
d d a = 5
=5
3 o
0(')0 0.87 0.0 | 0.89 0(')0 0.54 A(;‘r:?“ 2 2
0.0 0.0 0.0 LA
0.79 0.79 0.37 Respo | & 2
0 0.0 0 0.8 0 0.0 o R
0.30 -0.1 0.33 | nsibilit =
0 6 0 v ™

Based on (baron and keny, 1986) we can notice that experienced responsibility is mediate

partially the relationship between job dimension and outcomes of the model for administration

employees because the mediators variables not changed the significance level, only help the

interpretation of the changes on the dependent variable.

For Knowledge of the actual results:
Table -2 c.-

Dependent variables

Growth satisfaction | Overall job satisfaction Internal Motivation 15t <
[« ) J—
. . bet . . bet . . bet 33
Sig | R.S. | Sig . Sig | R.S | Sig . Sig | R.S. | Sig a stage 3 53
P 5 O
P s 3
0.0 0.0 0.0 0.0 0.0 0.0 Feedb P % &
4 0.07 4 0.25 0 0.18 0 0.42 3 0.05 6 0.23 ack g =1
Growth satisfaction Overall job satisfaction Internal Motivation 2ed 5
o
sig | RS. | sig | 2 | sig | RS | sig | P | sig | Rs. | sig | Pt | stage 2
a a a o
o
01|44, 0.0 | s 0.1 | ;14| Feedb 3 8
6 | 1 ' 4 ' ack T g
o =
001014 001 551 00 16,07 Knowl | 5 &
° 00 | oog| ° 00 losol ° 0.2 1 515| edee o
2 ' ' ' 3 ' of =3
results ol
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Based on (baron and keny, 1986) we can notice that experienced responsibility mediate partially
the relationship between job dimension and outcomes of the model for administration
employees because the mediators variables not changed the significance level, except “Growth
satisfaction” we can notice the change of the significance also the Knowledge of the actual results
is full mediator variable.

Moderator Test
Table -2 d.-
Independent with moderator Independent without moderator
(variety, significance, identity) (variety, significance, identity)
Sig beta sig r sig beta sig r Experienced
0.00 0.54 0.00 0.48 0.00 0.42 0.00 0.41 | meaningfulness

Independent with moderator Independent without moderator

Autonomy Autonomy
Sig beta sig r Sig beta sig r Experienced
0.00 | -0.967 | 0.00 0.68 0.00 | -0.954 | 0.00 0.31 | responsibility

Independent with moderator Independent without moderator
Feedback Feedback
Sig beta sig r Sig beta sig r Knowledge
0.15 0.182 | 0.009 0.17 0.81 0.214 | 0.005 0.16 of results

The table -2 d. - we can notice the moderator variable is significance only for the (task variety,
task significance, task identity) and for the other variable the moderators not significance.
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For Media Employee

Table -3-
Growth OYce)zraII Internal  Knowledg Expe:;ence Experienced
satisfactio .J . Motivatio e of .. ... meaningfulne
satisfactio responsibili
results SS
n ty
0.02 *0.05 0.02 0.01 **0.13 *0.06 Skill variety
0.01 *0.05  **0.11  **0.08 *0.04 0.02 _ Task
significance
0.01 0.01 0.01 *0.03 0.01 0.08 Task identity
*%0.48 *#%0.08 *%0.13 0.04 *0.11 *0.04 Autonomy
*%0.48 *#%0.08 *%0.13 **0.09 *%0.42 **0.11 Feedback
Experienced
*0.05 **0.76 *0.05 S— E—— E— meaningfulne
SS
Experienced
*%0.22 *0.05 *%*0.18 - - — -
responsibility
0.01 0.01 0.02 — — — Knowledge of

results

** 5ig<0.01, * sig<0.05

For the administrative employees we can notice from the table -3- that only some relationships
between job dimension and psychology state are significance, also we can’t say that all
hypothesis are accepted, and the impact of job dimension on other psychology states and work

outcomes are significance.

We can say the hypotheses (1,2,3) are accepted partially for media employee.
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Mediation Test

For Experienced meaningfulness of the work

Table -3 a.-

Dependent variables

Growth satisfaction

Overall job satisfaction

Internal Motivation

1St
sig | RS. | sig | °* | sig | RS | sig | °® | sig | Rs. | sig | P®' | stage |2
a a a o
. o}
0.33 001618 03 |0.10] K13
- 1 variety |®
Task |2
0.15 0.0 RN
0.0 0.20 i 01 | 0.06 0.6 [ 0.05]| 0.0 024 | 7 0.19 | signific =.
0 0 ance %
Task |s
0.32 0-01 008 001052 | identit |3
- 8 0 o
y =
Growth satisfaction Overall job satisfaction Internal Motivation sed
sig | RS. | sig | ° | sig | RS | sig | *°t | sig | Rs. | sig | P | stage |s
a a a o
0.0 | 0.31 0.0 | ;e 03 | 009 | SKil 3
0 - 0 variety |ga
0.0 | 0.23 0.0 0.0 Task |3
4 i 3 0.17 . 0.2 | signific 5
ance |a
Task |@
0.0 . . . 0.0 . . .
0.24 | %9 1933100038 | %0 {016 0.24 | %9 | 0.52 | identit |,
0 1 - 5 0 0 =
e E
Experi |@
enced |2
0.0 0.21 0.0 0.6 0.7 [ 0.30 meani g-
2 0 4 -
ngfuln
ess

Based on (baron and keny, 1986) we can notice that experienced meaningfulness doesn’t
mediate the relationship between job dimension and outcomes of the model for media

employees because the mediator’s variables not changed the significance level, and doesn’t

help in interpretation of the changes on the dependent variable.

358



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES
Vol. 8, No.1, January 2018, E-ISSN: 2222-6990 © 2018 HRMARS

For Experienced responsibility for outcomes of the work
Table -3 b.-

Dependent variables

Growth satisfaction Overall job satisfaction Internal Motivation 1t _
=}
sig | RS. | sig | P | sig | RS | sig | %% | sig | Rs. | sig | "t | stage £ 5 8
a a a 5 8
0.0 0.0 0.0 0.0 0.0 0.0 Auton | © &
0 0.48 0 0.69 0 0.08 0 0.28 0 0.13 0 0.63 omy =]
Growth satisfaction Overall job satisfaction Internal Motivation sed _
>
o
sig | Rs. | sig | P | 'sig | Rs | sig | °" | sig | Rs. | sig | °°' |stage | £ 8
a a a E
>
3 o
0(')0 0.68 0(')0 0.28 0(')0 0.63 A(;‘r:;“ 2 2

<
00 | 0.69 001013 001 0.56 Respo | & 2
0.0 0 00021 © 0.0 Al =
0.46 0.43 | nsibilit =2
0 0 - 0 v ™

Based on (baron and keny, 1986) we can notice that experienced responsibility mediate partially
the relationship between job dimension and outcomes of the model for media employees
because the mediator’s variables not changed the significance level, help in interpretation of the
changes on the dependent variable.

For Knowledge of the actual results

Table -3 c.-
Dependent variables

Growth satisfaction | Overall job satisfaction Internal Motivation 15t <
[« D R
. . bet . . Bet . . bet 3.3
Sig | R.S. | Sig . Sig | R.S | Sig . Sig | R.S. | Sig a stage 3 53
P 5 O
P s 3
0.0 0.0 0.14 | 0.0 0.0 Feedb p & &
0 0.08 0 0.28 | 0.1 002 0.1 i 6 0.3 6 0.16 ack g =1
Growth satisfaction Overall job satisfaction Internal Motivation 2ed 5
B Q.
sig | RS. | sig | 2 | sig | RS | sig | 2%t | sig | Rs. | sig | Pt | stage 2
a a a o
0.0 0.0 |0.17 0.1 Feedb | 3 &

. . . ee )
. 2 S
0 0.31 5 i 6 0.13 ack 5 p
0.0 0.1 0.0 o =
o | 0:09 S| 0.03 S |0.04 Knowl | 5 &
0.2 0.2 0.2 edge o
6 0.09 0 0.11 0 0.12 of §
results d
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Based on (baron and keny, 1986) we can notice that Knowledge of the actual results doesn’t
mediate the relationship between job dimension and outcomes of the model for media
employees because the mediator’s variables not changed the significance level, and doesn’t
help in interpretation of the changes on the dependent variable.

Moderator Test:
Table -3 d.-
Independent with moderator Independent without moderator
(variety, significance, identity) (variety, significance, identity)
sig beta sig r sig beta sig r Experienced
0.00 0.54 0.00 0.48 0.00 0.42 0.00 0.41 | meaningfulness

Independent with moderator Independent without moderator
Autonomy Autonomy

sig beta sig r Sig beta sig r Experienced
0.00 | -0.967 | 0.00 0.68 0.00 | -0.954 | 0.00 0.31 | responsibility

Independent with moderator Independent without moderator

Feedback Feedback

sig beta sig r Sig beta Sig r Knowledge

0.15 0.182 | 0.009 0.17 0.81 0.214 | 0.005 0.16 of results

The table -3 d. - we can notice the moderator variable is significance only for the (task variety,
task significance, task identity) and for the other variable the moderators not significance.

Comparative Data

Table -4-
Current study JDS
- — - Items

media administrative Norms

49 3.78 4.66 Skill variety

5.7 5.2 471 Task identity

4.6 4.35 5.51 Task significance

4.5 4 4.87 Autonomy

5.2 4.4 4.87 Feedback

118 78 128 MPS

5 5.54 5.15 Experienced meaningfulness

5.02 5 5.46 Experienced responsibility
4.78 4.52 5.00 Knowledge of results

5.5 5.37 5.58 Internal Motivation
478 451 4.70 Overall job satisfaction
6.49 6.25 5.70 Growth need Strength
2.39 3.79 4.3 Pay

2.9 4.29 4.9 Job security

4.99 4.95 5.4 Co-workers

4.55 5.19 4.9 Supervision
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The "motivating potential score" when calculated using the Hackman and Oldham (1976) formula
was somewhat lower for all types of job.

The means for the critical psychological states found in this survey were consistently lower than
the means which added by Hackman and Oldham.

"Growth need strength" had a very high mean of 6.25 for administrative and 6.49 for both
technical and media but for engineers as we notice is lower.

Results Discussion

The MPS indicator for two sample are low and it should be strengthen the main three variables
(task variety, task significance, task identity)

The more identified activates and responsibilities can introduce a solution for this problem and
we can raise the meaningfulness by training by introduce professional coaches and mentors to
explain the main aspects of the tasks which make them more meaningful and more
significance.

Based on the results tables of study we can say that all variables are lower than demand, and
we need to enrichment all of them by introduce more feedback and more autonomy to
reinforce the sense of Knowledge of the actual results and Experienced responsibility by
delegation the responsibility and giving reports about all what they need in their work.

For testing the model this study is not support it fully, so we can make the last recommendations
and retest again in the future to know if any difference maybe will be achieve.

Limitations
There are several limitations of this study that can be addressed in future research

- The model was never meant as a "quick fix" for problems within an organization.
Throughout the literature such applications have been tried and failed. Hackman and
Oldham addressed this problem several times

- The demographics of this study limit the external reliability of the findings specifically due
to the uniqueness of the publicin Syria.

- Employee in public media in Syria may have different working conditions than other
employee in other places either in the same job or other sector.

Future studies should test the relationships with many factors such as organizational, personal,
occupational and cultural elements apart from job characteristics, also Job satisfaction must
necessarily be studied using self-reports, non-self-report measures of objective and subjective
satisfaction that would have enhanced the validity of the findings.

Moreover, factors such as years of experience and employee benefits were not considered for
the very important impact of these factors in generating the idea of leave in comparative with
other places.

References

Abdel-Halim, A. A. (1979). Individual and interpersonal moderators of employee reactions to job
characteristics: A reexamination. Personnel Psychology, 32, 121-137.

361



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 8, No.1, January 2018, E-ISSN: 2222-6990 © 2018 HRMARS

Arnold, H. J., & House, R. J. (1980). Methodological and substantive extensions to the job
characteristics model of motivation. Organizational Behaviour and Human Performance,
25,161-183.

Bhagat, R. S., & Chassie, M. B. (1980). Effects of changes in job characteristics on some theory-
specific attitudinal outcomes: Results from a naturally occurring quasi-experiment.
Human Relations, 33(5), 297-313.

Baron, R. M., & Kenny, D. A. (1986) the moderator-mediator variable distinction in social
psychological research: Conceptual, strategic and statistical considerations, Journal of
Personality and Social Psychology Vol.5, No.11.

Bottger, P. C., & Chew, K-H. (1986). The job characteristics model and growth satisfaction: Main
effects of assimilation of work experience and context satisfaction. Human Relations,
39(36), 575-594.

Brief, A. P., & Aldag, R. J. (1975). Employee reactions to job characteristics: A constructive
criticism. Journal of Applied Psychology, 60(2), 182-186.

Campion, M. A,, & Thayer, P. W. (1985). Development and field evaluation of an interdisciplinary
measure of job design. Journal of Applied Psychology, 70(1), 29-43.

Champoux, J. E. (1978). A serendipitous field experiment in job design. Journal of Vocational
Behavior, 12, 364-370.

Champoux, J. E. (1980). A three sample test of some extensions to the job characteristics model
of work motivation. Academy of Management Journal, 23(3), 466-478.

Cheloha, R. S., & Farr, J. L. (1980). Absenteeism, job involvement, and job satisfaction in an
organizational setting. Journal of Applied Psychology, 65(4), 467-473.

Cherrington, D. J., & England, J. L. (1980). The desire for an enriched job as a moderator of the
enrichment-satisfaction relationship. Organizational Behavior and Human Performance,
25, 139-159.

Dean, J. W. Jr., & Brass, D. J. (1985). Social interaction and the perception of job characteristics
in an organization. Human Relations, 38(6), 571-582.

Dunham, R. B. (1976). The measurement and dimensionality of job characteristics. Journal of
Applied Psychology, 61(4), 404-409.

Dunham, R. B. (1977). Reactions to job characteristics: Moderating effects of the organization.
Academy of Management Journal, 2Q(1) , 42-65.

Dunham, R. B., Aldag, R. J., & Brief, A. P. (1977). Dimensionality of task design as measured by
the job diagnostic survey. Academy of Management Journal, 20(2), 209-223.

Elizur, D. (1984). Facets of work values: A structural analysis of work outcomes. Journal of Applied
Psychology, 69(3), 379-389.

Evans, M. G., Kiggundu, M. N., &House, R. J. (1979). A partial test and extension of the job
characteristics model of motivation. Organizational Behavior and Human Performance,
24, 354- 381.

Ferratt, T., Dunham, R. B., & Pierce, J. L. (1981). Self-report measures of job characteristics and
affective responses: An examination of discriminant validity. Academy of Management
Journal, 24(4), 780-794.

Frank, L. L., & Hackman, J. R. (1975). A failure of job enrichment: The case of the change that
wasn't. Journal of Applied Behavioral Science, 11, 413-436.

362



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 8, No.1, January 2018, E-ISSN: 2222-6990 © 2018 HRMARS

Griffeth, R. W. (1985). Moderation of the effects of job enrichment by participation: A
longitudinal field experiment. Organizational Behavior and Human Decision Processes,
35, 73-93.

Griffin, R. W. (1987). Toward an integrated theory of task design. Research in Organizational
Behavior, 2, 79-120.

Griffin, R. W., Bateman, T. S., Wayne, S. J., & Head, T. (1984). Objective and social factors a
determinants of task perceptions and responses: An integrative framework and empirical
investigation. (Technical Report TR-ONR-DG-09, Contract Number N00014-83-C-0025).
Washington, D.C.: Office of Naval Research.

Griffin, R. W., Welsh, A., & Moorhead, G. (1981). Perceived task characteristics and employee
performance. Academy of Mana&ement Review, 2(4),655-664.

Hackman, J. R., & Lawler, E. E. (1971). Employee reactions to job characteristics. Journal of
Applied Psychology Monograph, 55(3), 259-286.

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of
Applied Psycholo&y, 60(2), 159- 170.

Hackman, J. R. & Oldham, G. R. (1976). Motivation through design of work: Test of a theory.
Organizational Behavior and Human Performance, 16, 250-279.

Hackman, J. R., Pearce, J. L., & Wolfe, J. C. (1978). Effects of changes in job characteristics on work
attitudes and behaviors: A naturally occurring quasi experiment. Organizational Behavior
and Human Performance, 21, 289-304.

Hatfield, J., Robinson, R., & Huseman, R. (1985).evaluation of a test for assessing job
Psychological Reports, 56, 39-45. An empirical satisfaction.

Head, T. C., Molleston, J. L., Sorenson, P. F. Jr., & Gargano, J. (1986). The impact of implementing
a quality circles intervention on employee task perceptions. Group and Organization
Studies, 11(4), 360-373.

Herzberg, F. (1968). One more time: How do you motivate employees? Harvard Business Review,
53-62.

Hulin, C. L., & Blood, M. R. (1968). Job enlargement, individual differences, and worker responses.
Psychological Bulletin, 69, 41-55.

Hunt, J., & Saul, P. (1975). The relationship of age, tenure, job satisfaction in males and females.
Academy of Mana&ement Journal, 18(4), 690-702.

Iris, B., & Barrett, G. (1972). Some relations between job and life satisfaction and job importance.
Journal of Applied Psychology, 56(4), 301-304.

Joiner, C., Johnson, V., Chapman, J. B., & Corkrean, M. (Feb. 1982). The Journal of Nursing
Administration, 26-30.

Kiggundu, M. N. (1980). An empirical test of the theory of job design, using multiple job ratings.
Human Relations, 33(5), 339-351

Kiggundu, M. N. (1983). task interdependence and job design: Test of a theory. Organizational
Behaviour and Human Performance, 31, 145-172

King, A. (1974). Expectation effect in organizational change. Administrative Science Quarterly,
19(2), 221-230.

Kirsch, J. (1985). Application of a job diagnostic model to staff motivation. Health Care Supervisor,
J(3), 16-22.

363



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 8, No.1, January 2018, E-ISSN: 2222-6990 © 2018 HRMARS

Knoop, R. (1981). Locus of control characteristics and job attitudes as a moderator between job
Psychological Reports, 48,

Lawler, E. E., & Hall, D. T. (1970). Relationship of job characteristics to job involvement,
satisfaction, and intrinsic motivation. Journal of Applied Psychology, 54(4), 305-312.

Lawler, E. E., Hackman, J. R., & Kaufman, S. (1973). Effects of job redesign: A field experiment.
Journal of Applied Social Psychology, J(l), 49-62.

Levanoni, E., & Knoop, R. (1985). Does task structure moderate the relationship of leaders'
behaviour and employees' satisfaction? Psychological Reports, 57, 611-623.

Martell, C. (1981). Improving the effectiveness of libraries through improvements in the quality
of working life. College and Research Libraries, 435-446.

Oldham, G. R., & Hackman, J. R. (1980). Work design in the organization context. Research in
Organizational Behaviour, ,2.,247-278.

Oldham, G. R., & Miller, H. E. (1979). The effect of significant other's job complexity on employee
reactions to work. Human Relations, 32, 247-260.

Oldham, G. R., Hackman, J. R., & Pearce, J. L. (1976). Conditions under which employees respond
positively to enriched work. Journal of Applied Psychology, 61(4), 395-403.

O'Reilly, C. A., Parlette, G. N., & Bloom, J. R. (1980). Perceptual measures of task characteristics:
The biasing effects of differing frames of reference and job attitudes. Academy of
Management Journal, 23(1), 118-131.

Orpen, C. (1979). The effects of job enrichment on employee satisfaction, motivation,
involvement, and performance: A field experiment. Human Relations, 32(3), 189-217.

Peters, W. S., & Champoux, J. E. (1979). The use of moderated regression in job redesign
decisions. Decision Sciences, 10, 85-95.

Pierce, J. L., & Dunham, R. B. (1976). Task design: A literature review. Academy of Management
Review, 1, 83-97.

Pierce, J. L., Dunham, R. B., & Blackburn, R. S. (June 1979). Social systems structure, job design,
and growth need strength: A test of a congruency model. Academy of Management
Journal, 223-240.

Pokorney, J. J., Gilmore, D. C.,, & Beehr, T. A. (1980). Job diagnostic survey dimensions:
Moderating effect of growth needs and correspondence with dimensions of job rating
form. Organizational Behaviour and Human Performance, 26, 222-237.

Roberts, K. H., & Glick, W. (1981). The job characteristics approach to task design: A critical
review. Journal of Applied Psychology, 66(2), 193-217.

Robey, D. (1974). Task design, work values, and worker response: An experimental test.
Organizational Behavior and Human Performance, 12, 264-273.

Salancik, G. R., & Pfeffer, J. (June, 1978). A social information processing approach to job attitudes
and task design. Administrative Science Quarterly, 23, 224-253.

Schmidt, G. L. (1973). Implications of a measurement problem for expectancy theory research.
Organizational Behavior and Human Performance, 10, 243-251.

Staw, B. M., & Oldham, G. R. (1978). Reconsidering our dependent variables: A critique and
empirical study. Academy of Management Journal, 21(4), 539-559.

Steers, R. M. (1976). Factors affecting job attitudes in a goal setting environment. Academy of
Management Journal, 19, 6-16.

364



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 8, No.1, January 2018, E-ISSN: 2222-6990 © 2018 HRMARS

Steers, R. M., & Spencer, D. G. (1977). The role of achievement motivation in job design. Journal
of Applied Psychology, 62(4), 472 -479.

Stone, E. F. (1976). The moderating effect of work related values on the job scope-job satisfaction
relationship. Organizational Behavior and Human Performance, 15, 147-167.

Terborg, J. R., & Davis, G. A. (1982). Evaluation of a new method for assessing change to planned
job redesign as applied to Hackman and Oldham's job characteristics model.
Organizational Behavior and Human Performance, 29, 112-128.

Tyagi, P. K. (1985). Work motivation through the design of salesperson jobs. Journal of Personal
Selling and Sales Management, 41-51.

Umstot, D. D., Bell, C. H. Jr., & Mitchell, T. R. (1976). Effects of job enrichment and task goals on
satisfaction and productivity: Implications for job design. Journal of Applied Psychology,
61(4), 379-394.

365



