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Background: Research on job enrichment performed in the last decade has mainly focused on
Hackman and Oldham's job characteristics model. By considering a broader perspective and
combining two theories of task attributes theory and social information processing model, the present
study investigated job enrichment.

Aims: The purpose of this study was to design the model of job enrichment establishment with the
emphasis on behavioral dimension in lIranian public organizations (case study: social security
organization).

Methods: The present study was qualitative research, and data was collected through semi-structured
interviews, and analyzed by qualitative content analysis method. Interviewees included two groups
of academic experts specializing in human resource management, and managers and deputies in
public organizations.

Results: The results emphasized several fundamental and developmental categories for
implementing and developing the concept of job enrichment in public organizations. For example,
the category of job policy-making as a fundamental factor in the process of job enrichment; the
category of trends in job enrichment as the main axes of the process; employee's job psychological
perceptions and job outcomes as behavioral and psychological outcomes of the job enrichment
process; and, the environmental factors as an underlying and effective category.

Conclusion: What the findings showed in the form of a conceptual model was the importance of a
dialectical view with a dynamic capability on the subject of job enrichment. Thus, public
organizations need to pay special attention to two factors of job policy-making and intra-
organizational environmental factors to increase the feasibility of job enrichment in the job
framework and human resources because both can change the direction of job enrichment details,
especially its axes, towards either success or failure.
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Introduction

Nowadays, public organizations have to cope with the
steadily growing complexity and dynamism of
operational environments, so they have moved
toward the inclusion of new job duties and
requirements to better respond to external
developments. Research shows that this shift in
approach by public organizations enables employees
to manage effectively the evolving job roles by
adding new attitudes to their jobs. They can also adapt
well to job demands and resources (Sameer and
Priyadarshi, 2021; Lichtenthaler and Fischbach,
2018). However, there is a challenge; how can a
public organization adopt the most appropriate
approach as a behavioral strategy framework in order
to achieve their career goals? One of the most
neglected approaches is the "job enrichment"
approach, which, as a human resource development
policy and a behavioral strategy (Putri and Setianan,
2019; Tumi et al, 2022), can create effectively a
dynamic and productive working environment in the
turbulent and complex organizational space of the
public sector (Siengthai and Pila-Ngarm, 2016). Job
enrichment is organized with job design (Sungkit and
Meiyanto, 2015), with the purpose of enriching the
nature of jobs from an employee perspective
(employee-centered perspective) (Marta et al, 2021).
Hackman & Oldham's (1976) job characteristics
model is the most common and widely used model of
job enrichment. It is based on the human motivation
and employee perspective as the most effective
employee-based bottom-up approach to job design
and "job enrichment”. Numerous studies performed
on job enrichment have based their work on Hackman
and Oldham's job characteristics model. Research
shows that while Turner and Lawrence (1965)
Requisite Task Attributes Theory", and Salancik and
Pfeffer (1978) " Social Information Processing
Model" both have an enriched view of job design
(Loghmani et al., 2017), they have been less studied
and this research gap has not been addressed so far.
In other words, although research performed based on
the job characteristics model has greatly contributed
to the development of the literature on job
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enrichment, there is a lack of research with a
theoretical approach to the subject of enrichment,
especially in the context of the public sector
organizations. Therefore, this study sought to address
this theoretical gap and identify a framework through
which the process of job enrichment can be
implemented in the public sector organizational
space. The present study also sought to combine the
above three theories and achieve a comprehensive
model in relation to "job enrichment” with a focus on
cultural space and the public sector organizational
structure, which requires close attention to the issue
to improve employee productivity and performance.

Method

This was a qualitative study that investigated the
research findings using a qualitative content analysis
technique. This study was based on the paradigm of
interpretivism. The data was obtained through semi-
structured interviews with academic experts,
managers, and deputies of the Social Security
Organization. The purposive judgmental sampling
method was used for sampling so that the most
appropriate samples were purposefully selected for
the interview according to the knowledge obtained
and activities performed by researchers in the
academic and organizational environment. The
selection criteria include, but not limited to, public
management knowledge, and the executive activities
background in the human resources department.
Academics and Social Security executives need to
have both characteristics to be included in the sample.
Therefore, a high-sensitivity sampling  was
performed. Finally, 14 interviews were conducted.
The individual interview data was implemented,
analyzed, and coded until saturation so that the
researcher's awareness of the concept studied and the
interview biases increased. Coding was performed
until two levels of fist order open and second-order
open coding to better identify common codes and find
the saturation point. The saturation point is where the
researcher can no longer deduce new codes from
interviews. The process continued until the fourteenth
interview, and finally, the interviews reached the
saturation point and no more interviews were
conducted. The analysis unit of the text of the
interviews was selected a paragraph, and coding and
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categorization were performed in four levels (open
first-order, open second-order, axial, selective). The
interview axes were designed based on the theoretical
bases of the research. So the researcher designed the
interview axes in the form of five questions based on
a study he conducted on job enrichment and job
design as the two main categories of the research. The
data needed to be verified by academic experts so the
interview was provided to six professors in the fields
of public administration and human resources to
express their views on the axes and outputs according
to the research purpose. Finally, according to the
corrections performed by experts and the professors'
views, five questions were considered as the final
axes of the interview.

Results
Having implemented the interview text, 329 open
codes were obtained in the first stage. These codes
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were scattered and required an order and internal
coherence. To this end, among the codes obtained in
the first stage the semantically shared codes were
identified. To better understand the resulting codes,
they were categorized at an enhanced level and finally
83 categories were resulted. Content analysis
technique does not consider a limit for categorization
and improves the level of categorization as far as the
data allow. Therefore, the categorization level
improved again, and the 83 categories were
categorized into 19 new categories. However, the
categories could also be upgraded to a larger level to
better understand the topic and the coherence of the
work. In the end, 5 final categories (aggregate
dimensions: the job policy-making, job enrichment
trends, employee's job psychological perceptions,
environmental factors, and Job outcomes) were
presented and coding and categorization were
completed at this stage.

Table 1. Final Structureral Data

No. Third-order themes

Aggregate dimensions

1 Job Policy-Making

2 Trends In Job Enrichment

3 Employee's Job Psychological Perceptions

4 Environmental Factors

5 Job Outcomes

= Job Resource Development
= Recruitment Structure Development
= Job Brand Development
= Job Tasks Management
= Enriching in the Core Job Characteristics

= Enriching in the Job Knowledge Characteristics

= Enriching in the Job Social Characteristics
= Critical Psychological States
= Work Environment Conditions
= Organizational Climate
= Team Climate
= Organizational Culture
= Leadership Style
= Work Environment Conditions
= Attitudes
= Performance
= Motivational
= Psychological Well-Being
= Behavioral
= Cognitive
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ob Policy-Making:
= job resource
development
= recruitment structure

development
= job brand development
= job tasks management

Job Enrichment

supervisors): Developing good relationships in the
organization; Perceived social-usefulness of the job:
Opportunities to  help others: Inter-organizational
gteraction)

Trends in Job Enrichment:

. 116, November 2022

‘nriching in the Core Job Characteristics (Tas
variety in the job: Task identity in the job: Developing the
task importance/significance in the job: Job feedback:
Developing independence/autonomy in performing tasks:
Determining the workload of job duties: Developing job
opportunities (job career) probability of competencies
promotion: The varying degree of job tasks: Payments;
Providing the necessary opportunities to use previous
experiences):  Enriching in job Knowledge
Characteristics (Attention to the job tasks complexity;
Attention to the required specialty for the job (job
specialization): The amount of job information processing:
Attention to the problem-solving skill: Attention to
informational processes (ideational)); Enriching in the
Job Social Characteristics (Extending social support
by supervisors: Extending social support by colleagues:
Extending social support by top managers: Attention to
work-family balance: Attention to the level of the personal
interactions m the job (employees. clients. managers,

Employee's Job Psychological
Perceptions:

Perceived meaningfulness at
work

= Perceived responsibility at work

= Perceived knowledge of job
results

= The perceived fit of person-job
= Perceived attractiveness at work

Environmental factors:

= Organizational climate
®= Team climate

= Organizational culture
® Leadership style

= Work environment conditions

Job Outcomes:

= Attitudes

= Performance

= Motivational

= Psychological
well-being

= Behavioral

= Cognitive

Job Enrichment

Figure 1. job enrichment model

Conclusion

In the present study, the researchers investigated job
enrichment with a comprehensive approach, as job
enrichment would not be really realized if they only
did job design or focused, for example, on Hackman
& Oldham's job characteristics theory. In other
words, as mentioned, the purpose of this study was
not to develop a model to support job enrichment in
the organization, but rather, to represent how to create
an enriched job. The results indicated five general
categories for job enrichment. It is of note that job
enrichment is a reciprocal process and can be
influenced by various factors. Therefore, it is not a
one-step process and job design with the enrichment
approach should also be dynamic to design dynamic
jobs in the organization. In the end, it should be noted
that the model presented in this study can be
suggested for other organizations that intend to design
and redesign their jobs as this research doesn't follow
a cross-sectional or one-sided job design process but
rather, it is an interactive and reciprocal process that
organizations should consider in structuring their
jobs.
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