Week 4 — Work and Organisational Design

- Design: when managers develop or change the organization
- Structure: how job tasks are formally divided, grouped, and coordinated

Structural (decision authority, leadership style, structure, access to info & climate) vs. Felt
empowerment (meaningful, confirm to perform, discretion/autonomy, influence on
operations)

Describe common organizational structures as well as their advantages / disadvantages
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Explain the 6 key elements that define an organisation’s structure

1. Work Specialization: Division of Labor = efficiency — repetition, specific training /
skills = downside: low motivation / absenteeism = low productivity past a certain
threshold

2. Departmentalization: group jobs by function, product, geography, process & customer

3. Chain of Command: authority & unity command (1 superior) (long vs short chains)
4. Span of Control: number of subordinates to manager (wide: flatter & efficiency but

reduced contact vs narrow: hierarchy & direct contact + increased complexity)
»  Employees like wider spans (motivation + satisfaction) but low
opportunities for feedback + limited ability to move up the hierarchy

(reduce job security)
5. Centralization/Decentralization: lower employee’s role in making decisions/authority
»  Employees prefer decentralized for empowerment
6. Formalization: guided by rules / behaviours (high — rules/procedures low — discretion)




Describe the job characteristics model and identify differences b/w job design strategies

Job Design: the processes and outcomes of how work is structure, organized, experienced,
and enacted (Parker & Wall, 1998) (move away from designated skills / responsibilities)

Organizational effectiveness; Hackman, 1990 2/3 focus on growth + future + well-being
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Critic: need more research on the full test of the model (linkages b/w all aspects + flow) &
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Motivating Potential Score: predictive index that

suggest motivating potential of a job (jobs with high core dimensions = motivated/satisfied
employees) — use questionnaire/survey tool

Understand the concept of job crafting and strategies for job crafting

Job crafting: what employees do to redesign their own jobs in ways that can foster job
satisfaction, engagement and thriving at work

- Task crafting: alter boundaries of jobs by taking on more/fewer tasks,
expanding/diminishing the scope of tasks or changing how they perform tasks

- Relational crafting: change their relationships at work by altering nature/extent of
interactions

- Cognitive crafting: alter how they perceive tasks/thinking about the tasks as a collective
whole i.e. parking officer sees it as revenue will other see it as safety based

Job enlargement: adding more tasks at the same level of responsibility

Job enrichment: vertical uploading = adding more responsibility to the same number of tasks
(preferred as it suggests more actions/links to core JCM dimensions)



