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Diagnosing Your Job

This questionnaire challenges you to examine the mo-
tivating potential in your job. If you are not currently
working, complete the questionnaire for any job you
have ever held for which you want to examine the

motivating potential. For each of the following five
questions, circle the number of the most accurate de-
scription of the job. Be as objective as you can in de-
scribing the job by answering these questions,

1. How much autonomy is there in the job? That is, to what extent does the job permit a person to de-
cide on his or her own how to go about doing the work?

1 2 3

Very little; the job gives a per-
son almost no personal say
about how and when the work
is done.

4 5

Moderate autonomy, many

things are standardized and not
under the control of the person,
but he or she can make some
decisions about the work.

6 7

Very much; the job gives the
person almost complete respon-
sibility for deciding how and
when the work is done,

2. To what extent does the job involve doing a “whole” and identifiable piece of work? That is, is the job
a complete piece of work that has an obvious beginning and end? Or is it a small part of the overall
piece of work, which is finished by other people or by automatic machines?

1 2 3

The job is only a tiny part in the
overall piece of work; the results
of the person’s activities cannot

be seen in the final product or_

service.

4 5

The. job is a moderate-sized
“chunk” of the overall piece of
work; the person’s own contri-
bution can be seen in the final
outcome.

6 7

The job involves doing the

whole piece of work, from start .

to ﬂnish;' the results of the per-
son’s activities are easily seen in
the final product or service.

3. How much variery is there in the job? That is, to what extent does the job require a person to do many

different things at work, using a variety of his or her skills and talents?

1 2 3

Very little; the job requires the
person to do the same routine
things over and over again.

4 5

Moderate variety.

6 7

Very much; the job requires the
person to do many different
things, using a number of differ-
ent skills and talents.

4. In general, how significant or important is the job? That is, are the results of the person’s work likely
to affect significantly the lives or well-being of other people?

1 2 3

Not at all significant; the outcome
of the work is not likely to affect
anyone in any important way.

4 5

Moderately significant.
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6 7

Highly significant; the outcome .
of the work can affect other
people in very important ways.

(comtinmned)
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low growth need strength respond less favorably to such jobs. The job char-
acteristics theory further suggests that core job dimensions stimulate three crit-
ical psychological states according to the relationships specified in the model.
These critical psychological states are defined as follows:

1.

Experienced meaningfulness of the work, or the dégree to which the em-
ployee experiences the job as one that is generally meaningful, valuable,
and worthwhile.

Experienced responsibility for work outcomes, or the degree to which
the employee feels personally accountable and responsxble for the results
of the work he or she does.

Knowledge of results, or the degree to which the employee knows and
understands, on a continuous basis, how effectively he or she is perform-
ing the job.

In one early study, Hackman and Oldham administered the JDS to 658 em-

ployees working on sixty-two different jobs in seven business organizations.?’
The JDS was useful for job redesign efforts through one or more of five im-
plementing concepts: (1) combining tasks into larger jobs, (2) torming natural
work teams to increase task identity and task significance, (3) establishing re-
lationships with customers, (4) loading jobs vertically with more responsibil-
ity, and/or (5} opening feedback channels for the job incumbent. For example,
if an automotive mechanic received little feedback on the quality of repair work
performed, one redesign strategy would be to solicit customer feedback one
month after each repair.
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