Core Job Characteristics 
Skill Variety
· The opportunity to do a variety of job activities using various skills and talents
· High variety. The owner-operator of a garage who does electrical repairs, tune-ups, body work and interacts with customers
· Low variety. A body shop worker who sprays paint eight hours a day
Task Identity
· The extent to which a job involves doing a complete piece of work from beginning to end
· High identity. A cabinet maker who designs the furniture, selects the wood and builds it
· Low identity. An assembly line worker responsible for making the table legs
Task Significance
· The impact that a job has on other people
· High significance. Nurse taking care of people in the intensive care unit
· Low significance. Nurse sweeping the hospital floors
Autonomy
· The freedom to schedule one’s own work activities and decide work procedures
· High autonomy. A telephone installer who schedules their own work day, makes visits without supervision and can choose the most effective install technique for a particular installation 
· Low autonomy. A telephone operator who must handle calls according to a specific procedure 
Job Feedback
· Information about the effectiveness of one’s own performance
· High feedback. Testing quality after every product by yourself
· Low feedback. Testing quality every 1000 products by quality control inspector
Job Diagnostic Survey 
· Developed to measure the core characteristics of jobs on a 7 point scale
· Requires job holders to report the amount of the various core characteristics contained in jobs
· Motivating Potential =  * autonomy * job feedback
· A motivation potential score could range from 1 to 343 with the average being 128
Critical psychological States
· Jobs that are higher on the core characteristics are more motivating
· Job characteristics affect meaningfulness, responsibility and knowledge of results in a systematic manner that all make the work more motivating
· When an individual uses a variety of skills to do a whole job that is perceived as significant to others, the worker perceives the work as meaningful
· When an individual has autonomy to organize and perform the job as they see fit, the worker will feel more responsible for the outcomes
· When the individual gets feedback about performance, the worker will have knowledge of the actual results of the work activities 
Outcomes
· The presence of these psychological states leads to a number of outcomes that are relevant to both the individual and the organization
· High internal work motivation
· High growth satisfaction
· High general job satisfaction
· High work effectiveness
Moderators 
· Job relevant knowledge and skill of worker
· Workers with weak knowledge and skill do not respond favorably to challenging work  
· Growth need strength (desire to achieve high level need satisfaction by performing their jobs)
· Workers with high growth need strength are most responsive to challenging work
· Context factors (pay, supervision and company policy)
· Workers that are dissatisfied with factors will be less responsive to challenging work
Job Enrichment
· Employees who have challenging and enriched jobs tend to have higher levels of job involvement leading to high job satisfaction and organizational commitment
· Job Enrichment. The design of jobs to enhance intrinsic motivation, quality of working life and job involvement.
· Job involvement. A cognitive state of psychological identification with one’s job and the importance of work to one’s total self image
· Job enrichment involves increasing the motivational potential of jobs via the arrangement of their core characteristics
· Specific enrichment procedures depend on a careful diagnosis of the work to be accomplished, the available technology and the organizational context 
Combining Tasks
· Involves assigning tasks that might be performed by different workers to a single individual 
· EX. Turning 4 specialized assembly line workers into individual complete product makers
· Increase variety of skills and increase task identity
Establishing External Client Relationships
· Involves putting employees in touch with people outside the organization who depend on their products or services
· EX. Give workers letters from customers who have problems with the service or product
· Increase task importance and increase job feedback
Establish Internal Client Relationships
· Involves putting employees in touch with people who depend on their products and service inside the organization
· EX. Permanently assigning billers to certain salespeople rather than working on anyone’s order
· Increase task identity and increase job feedback
Reducing Supervision or Reliance on Others
· Involves increasing the autonomy and control over one’s own work
· EX. Allow workers to order supplies up to a certain dollar limit without permission needed
· Increase autonomy
Forming Work Teams
· Involves the formation of work teams when job is too large or complex for one person alone
· EX. Social workers with different skills might work together to better aid a particular client
· Increase variety of skills and increase task identity 
Making Feedback more Direct 
· Involves permitting workers to be identified with their own made product or service 
· EX. Providing associate number when making sales if the customer has any issues
· Increases job feedback

