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Abstract

Background: Nurses are the largest group of health care professionals whose performance plays a significant
role in improving health care services. One way to increase performance and job satisfaction in nurses is job
enrichment. Job enrichment seeks improving performance and employees’ satisfaction by broadening the scope
of one’s performance and giving more opportunities for individual success and growth. The present study aims at
investigating the relationship between job enrichment and its dimensions on nurses’ performance.

Research Methodology: The present analytical research was done in a public hospital on 160 nurses in Tehran
in 2012. The instrument was a questionnaire consisting of two sections of nurses’ demographic information and
JDS questionnaire with 21 items. The employees’ assessment was based on official assessment and
self-assessment. The data was analyzed by SPSS.19 and descriptive statistics of mean, standard deviation,
frequency, percentage, and comparative tests of qualitative data (Chi-square).

Results: The score of all nurses’ performance, whether the formal or official score of performance assessment or
the assessment score itself, indicated a high level of performance score and more than half of the nurses had a
performance score of 81 to 90. Among the seven dimensions of job enrichment, the lowest mean was related to
job independence and the highest was related to interaction and subsequently. In general, there was no
statistically significant importance between job performance and job enrichment (P=0.212).

Conclusion: Regarding the research limitation (the criterion for assessing nurses’ performance was their
self-assessment score); it seems that assessing performance score more accurately studies the relationship
between these two factors with more precision. In addition, with respect to the deep influence of nursing care on
patients’ health, utilizing other methods of empowerment for improving nurses’ performance is essential in this
hospital.
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1. Introduction

Specialized and knowledgeable human resource is among the merits of an organization and is the most important
competitive advantage and the rarest resource in today’s knowledge-oriented economy (Sahoo & Khess, 2010).
Offering different and high-quality products and services, expenses’ reduction, creativity, innovation, and
increase in competition are advantages of knowledgeable qualitative human resource. Therefore, the business
strategies of todays’ organizations are necessarily focused on human resources (Zheng, Yang, & McLean, 2010).
Employees’ empowerment is one of the effective techniques on the increase of employees’ productivity and
efficiency and optimum usage of their individual and group potentials, capacities, and abilities in line with
organizational goals (He, Murrmann, & Perdue, 2010).

As a result, organizations need energetic, active, enthusiastic, eager, and motivated employees since they are
completely drawn to and engrossed in their jobs and perform their job tasks adequately (Bakker & Leiter, 2010).
Using human resources’ potential abilities is a great merit for any organization. In individual efficiency, the
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organization uses a collection of an individual’s potential aptitudes, talents, and abilities to progress. It brings
about individual growth and alignment and uniformity with the organization by actualizing potential powers and
sources and tremendous talents for development and improvement. Thus, the requirement for achieving
organizational goals and objectives is effective management of these valuable resources. Today, the principle of
organizational efficiency is fulfilled by employees’ capabilities. This concept can provide the condition for this
aim in a healthy decent environment (Bennet & Bennet, 2005). Organizational empowerment is equal to
empowering employees, i.e. helping them to strengthen their self-confidence and overcome their feeling of
helplessness and incapability and giving them motivation to perform their tasks. In empowering, more autonomy,
independence, freedom of action and responsibility to make decisions are given to employees (Gagné & Deci,
2005). In fact, this concept refers to a set of motivational techniques and strategies that seek increasing
employees’ participation for improving their performance. The main characteristic of employees’ empowerment
is aligning individual and organizational goals and their congruency (Jerez-Gomez, Cespedes-Lorente, &
Valle-Cabrera, 2005).

One of the methods of employees’ empowerment is job enrichment. Job enrichment adds new resources of
satisfaction to a job which increases responsibility, independence, and control (Uduji, 2013). The addition of
these factors to a job is also called job vertical development. Job enrichment is defined as creating changes in job
dimensions (except the rights of its director), job physical conditions, and fundamental tasks in order to increase
job satisfaction of an individual who takes the responsibility of executing or performing its tasks (Raza & Nawaz,
2011). Studies have shown that increasing job enrichment and its dimensions in employees reinforces and boosts
their job motivation (Siu et al., 2010). This is so while service sections have a remarkable role in economic
growth and higher quality of individuals’ life standards and the development of other sections would be
impossible without considering service sections (Biiyiikdzkan, Cifci, & Giileryiiz, 2011). Nurses are the largest
group of professional employees in health care services who offer care directly to patients and their job
conditions influence the consequences related to patients (Zhao et al., 2013). The psychological or mental
pressure that is imposed on an individual due to job dissatisfaction can make him/her vulnerable, open and prone
to diseases such as heart attack (Almalki, FitzGerald, & Clark, 2012). On the other hand, professional nursing
performance both leads to positive job consequences for nurses and is effective on patients’ care processes
(Bakker & Leiter, 2010). Nurses’ positive perception from work environment is related to the increase in their
recruitment and retention and the decrease in burnout (Hess, DesRoches, Donelan, Norman, & Buerhaus, 2011).
At organizational level, job satisfaction has positive impacts on nurses’ retention, decrease in absenteeism,
promoting productivity and efficiency, and improving performance (Jerkovi¢-Cosi¢, Offenbeek, & Schans,
2012). There are several studies about successful programs of job enrichment which show that job enrichment is
an effective means for qualitative improvement of employees’ work experience and their proficiency and
efficiency at the time of working. Regarding the importance of nursing profession and its effective role on
patients’ therapy and rehabilitation, empowering the employees of this section of health system, their job vertical
development, and increasing their authorities and decision-making roles can increase nurses’ job satisfaction and
motivation and improve their performance which eventually lead to the promotion of the quality of hospital and
healthcare services and subsequently healthcare system, patients and their families, and nurses will benefit from
its consequences and outcomes. A nurse’s lack of interest to his/her job both reduces work quality and leads to
irreversible damages to patients and clients and his/her demoralization and undermining of his spirits and
gradually turns him/her to an indifferent depressed person (Weinberg, Luhmann, Bress, & Hajcak, 2012). With
respect to the great importance of healthcare services and its astonishing challenges and changes, healthcare
market seems so different every day. Managers and policy-makers of healthcare are attempting to create systems
for making hospital employees ready for related posts and jobs in order to make optimum use of their resources.
Job enrichment and creating motivation will have determining role in the efficiency and proficiency of human
resource at hospitals, creating and increasing value added and success at competition. In this regard, the present
study was done with the purpose of studying job enrichment and nurses’ performance at hospitals in order to
provide a valuable guideline for decision-makers and managers of the health care system for developing human
resource and empowering nurses and making changes and variations in this profession and boost nurses’ morale
and eventually promote the quality of nursing service.

2. Method

The analytical present study is an applied or pragmatic one based on its aim and cross-sectional based on its
methodology in autumn in 2012 at a public hospital in Tehran. The statistical population includes all 280 nurses
at Taleghani Hospital. Among these, 160 nurses were selected based on random sampling. Out of 160
questionnaires that were distributed, 149 questionnaires were completed and returned to the researcher. The
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accuracy of the study based on the volume of the sample was 160 and the first type of error was 0.05 and the
difference distinction power of 15% was equal to 85.5% which is more than the acceptable conventional level
(80%). The instrument was a questionnaire in 3 sections. The first section includes nurses’ demographic
information (age, gender, education, work experience, work hours, the main source of income except hospital,
and employment at another hospital). In order to assess the job enrichment scores of nurses, JDS Questionnaire
with 21 items was used. JDS Questionnaire assesses enrichment at 7 dimensions of skill diversity, task identity,
task importance, job independence, and job feedback, feedback from job background factors, and interaction.
The main source questionnaire were from study by Hackman and Oldham (Hackman & Oldham, 1974).

The total enrichment score was obtained from the mean of scores in each dimension. If the score obtained from
each dimension is lower than 15, it means that the job requires enrichment in that dimension. Since there was no
access to the official score of nurses’ performance assessment, for assessing employees’ performance the
individuals were asked to report their last year’s score if they had been assessed last year; otherwise, they had to
assess themselves and give a score from 0 to 7 to themselves. Since the official performance score is out of 100,
the amounts or values from 1 to 7 were converted to the scale from 1 to 100 in order to make the data similar or
analogous.

The validity of questionnaires was obtained by the experts and their reliability was obtained by Cronbach’s alpha
to be more than 75%. The data was gathered by field method so that the researcher first gathered the necessary
information about the number of nurses and related sections and wards by referring to the metron of the hospital
and asked for permission to distribute the questionnaires. Then the researcher himself distributed the
questionnaires and gathered them after completion. All the participants’ consent was taken orally and they were
assured that their information will remain confidential and they can avoid answering any question or item they
like to. In addition, all the information was anonymous and gathered confidentially. The data was analyzed by
SPSS.19 and descriptive statistics including mean, standard deviation, frequency, percentage, comparative tests
of qualitative data (Chi square).

3. Results

Table 1. The demographic and job information of the studied employees

Variable Type Frequency Percentage
Gender male 118 79.19
female 31 20.81
Age 20-25 12 8.05
26-30 29 19.46
31-35 53 35.57
36-40 37 24.83
41-45 10 6.71
46-50 8 5.37
Education Pre-bachelor’s Degree 3 2.01
Bachelor’s Degree 126 84.56
Master’s Degree 20 13.42
Work Experience Less than 5 years 63 42.28
6-10 years 43 28.86
11-15 years 16 10.74
16-20 years 5 3.36
21-25 years 9 6.04
26-30 years 2 1.34
Unanswered 11 7.38
Work Hours Less than 5 hours 2 1.34
5-10 hours 123 82.55
11-15 hours 12 8.05
16-20 hours 2 1.34
20-24 hours 0 0.00
Unanswered 10 6.71
Main Source of Income Except  yes 146 97.99
Hospital no 3 2.01
Employment in  Another yes 1 0.67
Hospital no 148 99.23
Total 149 100
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79.19 percent of nurses were women and most of them had a bachelor degree (84.56%). 27.51% were below 30
years old, 60.4% were between 31 to 40, and the rest were over 40 years old. Moreover, 71.14% had work
experience less than 10 years and most of them (82.55%) worked between 5 to 10 hours per day (Table 1).

Table 2. The distribution of frequency of the research’s samples based in performance assessment score

Frequency Percentage of frequency
70-80 1 0.67
81-90 24 16.11
91-100 4 2.68
Sum 29 19.46
Unanswered 120 80.54
Total 149 100

The individuals were asked to report their score if their performance was assessed last year. Out of 149
individuals, only 29 nurses reported their performance scores which are shown in Table 2.

Accordingly, the participants were asked to assess their performance themselves and give a score from 1 to 7 to
themselves if they do not know their official score of their performance. 120 individuals who had not answered
the previous question gave a score to themselves. All these 120 individuals had scores of 5, 6, or 7 to themselves.
Since the scale of performance assessment was out of 100, the scores of 1 to 7 were converted to 1 to 100 for
make scores similar, i.e. the score of 7 was considered as 100. To the same proportion, a score of 6 was taken
equal to 86 and a score of 5 were considered equivalent to a score of 71 (Table 3).

Table 3. The distribution of frequency of the research’s samples based on self-assessment score

Frequency Percentage
70-80 20 13.42
81-90 58 38.93
91-100 42 28.19
Sum 120 80.54
Unanswered 29 19.46
Total 149 100

Table 4 shows the frequency and mean of each dimension of the 7 dimensions of job enrichment. The lowest
degree was related to job independence/autonomy with the mean and standard deviation of 8.08+3.00 and the
highest mean and standard deviation was related to interaction (18.2842.29) and subsequently task importance
(17.1543.24).

The performance of 14.09% of the studied population was poor, 55.03% intermediate, and 30.87% was good.

Table 4. The mean of scores in each dimension of job enrichment

Components Frequency  The Minimum Score The Maximum Score Mean Standard Deviation
Variety of skills 149 7 21 14.05 2.88
Task Identity 149 7 21 14.32 3.17
Task Importance 149 6 21 17.15 3.24
Job Independence 149 3 16 8.08 3
Job Feedback 149 8 21 14.11 3.08
Feedback from Job
Background Factors 149 6 21 14.76 291
Interaction 149 13 21 18.28 2.29

There was no statistically significant relationship between job performance and job enrichment (p=0.212). 23.81%
of individuals had poor performance, 20.73% had intermediate performance, and 34.79% had good performance
and high job enrichment. Moreover, there was no significant relationship between other dimensions of
enrichment and employees’ performance (Table 5).

111



www.ccsenet.org/ass Asian Social Science Vol. 11, No. 18; 2015

Table 5. The relationship between job performance and job enrichment score

Poor Intermediate Good Total P Value
. . Non-enriched 21 (100) 79 (96.34) 44 (95.65) 144 (96.64)
Variety of skills . 0.64
Enriched 0(0) 3(3.66) 2 (4.35) 5(3.36)
. Non-enriched 11(52.38) 58 (70.73) 29 (63.04) 98 (65.77)
Task Identity . 0.257
Enriched 10 (47.62) 24 (29.27) 17 (36.96) 51(34.23)
Non-enriched 5(23.80) 23 (28.04) 12 (26.08) 40 (26.84)
Task Importance . 0.917
Enriched 16 (76.20) 59 (71.96 34 (73.92) 109 (73.16)
Non-enriched 21 (100) 81 (98.80) 45 (98.00) 147 (98.00)
Job Independence . 0.765
Enriched 0(0) 1(1.20) 1(2) 2(2.00)
Non-enriched 15(71.42) 56 (68.29) 31(67.39) 102 (68.45)
Job Feedback . 0.946
Enriched 6(28.58) 26 (31.71) 15 (32.61) 47 (31.55)
Feedback from Job Background Non-enriched 13 (61.9) 53 (64.63) 27 (58.70) 93 (62.41) 0.80
Factors Enriched 8 (38.10) 29 (35.37) 19 (41.30) 56 (37.59) ’
. Non-enriched 2(9.52) 17 (20.74) 5(10.86) 24 (16.1)
Interaction . 0.234
Enriched 19 (90.48) 65 (79.26) 41 (89.14) 125 (83.9)
. Non-enriched 16 (76.19) 65 (79.27) 30 (65.21) 111(74.5)
enrichment . 0.212
Enriched 5(23.81) 17 (20.73) 16 (34.79) 38(25.5)

4. Discussion

The performance scores of all nurses, whether the official score of performance assessment or self-assessment
score, show a high level of performance score and more the performance score of more than half of the nurses
was between 81 and 90. These results can show the very high performance of nurses or the inaccuracy of the
assessment method or accuracy of performance assessment. Studies by Griffin showed that performance
assessments are poor in most investigations (Sekhar, 2002).

Regarding job enrichment, three fourth of the sample had low job enrichment. Among the 7 dimensions of job
enrichment, the lowest mean was related to job independence and the highest mean was related to interaction and
subsequently task importance, and feedback from job background factors. This result is to some extent
influenced by nursing job which is of great importance due to dealing with people’s health and requires high
interaction although it seems that job independence is one of the subjects to which attention should be paid for
enriching this profession. The results of this research show that there is a significant correlation between
feedback from job background factors and job feedback and also between interaction and the three factors of task
identity, task importance, and job independence. However, no significance correlation was observed between
other dimensions. This lack of correlation between dimensions of job enrichment is reported in other studies.
The study by Feder showed a significant correlation between skill variation and task importance and no
significant correlation between other 7 dimensions of enrichment since these dimensions represent different
dimensions or aspects of any job which do not have correlation and relationship (Feder, 1999); however, some
studies showed correlation between dimensions of enrichment. In Brief and Uduji’s study, the calculated
correlation coefficients between 4 dimensions of job and the individual and organizational results and
consequences were significant except the correlation coefficient between task identity and job motivation.
Hackman and Lawler reported the correlation between these dimensions in a range between 0.06 for feedback
and freedom of action to 0.67 for freedom of action and task variety (Hackman & Lawler, 1971). Contradictory
results about correlation between job enrichment dimensions may be because of no clear relationship between
classifications of job enrichment dimensions since there are no clear boundaries between job characteristics.
Furthermore, there is still no appropriate instrument for accurate assessment of these dimensions. White believed
that a relationship between job dimensions depends on the studied sample and conditions. This lack of
correlation may be related to inaccuracy of measuring dimensions of job enrichment. Stone believes that
standard instruments for assessing job characteristics in line with assessing the number and identity of different
job dimensions which are perceived by people have not been so successful.

There was no statistically significant relationship between job performance and job enrichment. Different studies
show different patterns of the impact of the relationship between job enrichment and job performance. In a study
by Hackman and Lawler, it was shown that job enrichment has a relationship with employees’ satisfaction,
performance, and presence at work place (Hackman & Lawler, 1971). Herzberg’s studies in 1969 (Herzberg,
1986) and 13 consecutive researches by Lakniz (Lawler III, Hackman, & Kaufman, 1973) show the potential
impact of job enrichment on job performance. Adam Grant researches’ demonstrated a significant relationship
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between job importance and job performance (Grant, 2008). The researches by Yen also showed that the richer
the more personal satisfaction and the less likely job turnover or quittance will be (Lin, Yeh, & Lin, 2007);
although there are other studies that have not shown the association or relationship between job enrichment and
job performance. Lawler found that job dimensions and characteristics and the obtained outcomes cannot have a
remarkable effect on job satisfaction and promotion of work motivation (Lawler, 2000). Valerie Millette’s
investigation showed that job characteristics of degree of independence, satisfaction, and performance are related
and the stimulant of independence functions as a moderator variable in the relationship between job
characteristics and satisfaction. In fact, the results in Millette’s research showed that performance is directly
related to job characteristics, but performance has no relationship with motivated (Millette & Gagné, 2008). The
results of the research by Fredrick Morgeson showed that job scope has positive relationship with independence,
cognitive ability, job skills, and an individual’s performance but the relationship between
independence/autonomy with performance is very poor and unstable and this relationship is very complicated
and influenced by other factors as well (Morgeson, Delaney-Klinger, & Hemingway, 2005). These contradictory
results were also considered in the previous studies. Griffin showed that job enrichment has diverse effects on
performance (Griffin, 1982). The reasons for the observed differences can be rooted in the following factors:

e Job enrichment can be effective when new methods of attitude towards job relationships are created in
employees (Lawler III et al., 1973).

*  Job enrichment must observe, obey, and be able to accept and adapt to changes.

*  Job enrichment process should be associated and accompanied by the increase in information, learning and
employees or staft’s skills.

Therefore, when empowerment is not associated with or accompanied by job enrichment, it cannot result in
increased efficiency and productivity. In addition, other factors such as job durability or employment
permanence, goal setting, and social patterns, community involvement, the judgment or verdict of management,
disagreement and contradiction with non- enriched groups, employees’ lack of involvement and participation in
the designing process, the need for high growth, and strong religious beliefs make the effect of enrichment on
performance complex. Moreover, since this study was conducted at a hospital in Tehran, urbanization factor was
also effective in reducing the impact of job enrichment. Previous studies have shown that people in urban areas
compared to rural areas show less reaction and response to job enrichment (Hackman & Lawler, 1971).

In summary, based on the results of this study, it can be concluded that the degree of nurses' job enrichment is
low at Taleghani Hospital although they have high job performance. There is no significant relationship between
job enrichment and job satisfaction and job performance of nurses.
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