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Job Enrichment Strategy for Developing Employees in The workplace
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Abstract

This article aimed to reviewing job enrichment strategy for developing employees in the
workplace, job enrichment is a tool to developing an employees’ potential. Job enrichment has its
roots in Frederick Herzberg's two-factor theory in 1968, then Hackman & Oldham in 1976 have
taken the concept to study by focusing job characteristic model development to job enrichment,
this model has five dimensions that is; skill variety, task ldentity, task significance, autonomy and
feedback which these dimensions toward employees’ intrinsic motivation . In particular, the

model specifies that enriching certain elements of job alters people’s psychological states in a
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manner that enhances their work effective. For implementation, it has some key strategies to use
for enriching job in the workplace including combine task, identify project, create autonomous work
teams, redistribute power and authority, increase employee-directed feedback and implement
participative management. There are three steps to developing a good job enrichment program
that is; to find out the areas where employees are dissatisfied with their current work assignment,
to consider which job enrichment options the work place can provide to each employee and to

develop and communicate the program to each employee.

Keywords: Strategy, Job Enrichment.
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