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Abstract 

Job specialization, also known as the 

division of labor, occurs when workers learn 

how to perform specific tasks very well 

rather than focusing on doing many 

different tasks. Job specialization is one of 

the key facets of the modern capitalist 

economy and offers a range of potential 

advantages for workers and the companies 

that employ them. Specialization is 

rewarded later in officers’ careers because 

of the skills they acquire by specializing. 

Earlier in their careers, skills are less 

important; it appears that specialization 

benefits officers because it is a signal of 

general ability. These results contradict 

studies that find that specialization helps 

early in careers but fades with experience, 

but they also call into question the idea that 

specialization always reflects accumulated 

skill. Our results support both types of 

theories but suggest important scope 

conditions for when one mechanism or the 

other is likely to dominate. In past 

management systems of traditional 

industries, job rotation was adopted to 

address employees' feelings of monotony, 

boredom and fatigue as a result of job 

simplification and specialization. However, 

with the advancement of technology, 

shortening of technical life cycles and 

changes in job characteristics, the 

relationship between job rotation, job 

specialization and job burnout is now 

different from in the past. Therefore, this 

paper seeks to examine the impact of job 

specialization on the worker's interest and 

reduce boredom.  

Keywords: Job specialization, organization, 

performance, work and training. 

Introduction 

The evolvement of jobs in the past 

was not planned. The practice was for the 

supervisor or foreman to assign workers to 

tasks and to randomly group tasks into jobs. 

For example, like carpentry, iron bending, 

electrical work, etc the content of each trade 

evolved through tradition and by initiation. 

However, psychological literature on 

employee motivation contains claims that 

the design of work, its content, and 

structure, affect both productivity and 

employee motivation and morale. There 

have therefore been many approaches and 

theories to the design of works. 

 

An early reaction to the scientific 

management philosophy of fitting men to 

machines was the Endeavour of human 

relations advocates to meet workers’ social 
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needs in the work environment while doing 

little about the nature of the work itself. 

However, with the increasing recognition of 

the complexity of human motivation, many 

modern theorists have argued that 

specialized and simplified work, leads to 

monotony, boredom and general 

dissatisfaction, which as a consequence, 

manifest themselves in various forms of 

undesirable work behavior in terms of 

absenteeism, lateness and frequent job 

changes. The application of these theories to 

the design of work has produced a number 

of measures concerned with altering the 

content of work and its organization, thus 

reversing the job specialization trend by 

adding more varied tasks and broader 

responsibilities (Hepworth 1982). 

 

Division of labour has been 

described as a process whereby a single 

operation is split or divided into many parts 

and different individuals or groups 

concentrate on the performance of each part, 

in such a manner that the entire operation is 

completed much more quickly, efficiently 

and conveniently than if one person alone 

had performed the whole operation from 

beginning to end (Abifarin, 2008). Division 

of labour occurs in a library and information 

center where separate processes like 

acquisition, processing, organizing, and 

dissemination are undertaken by separate 

workers in each case. More so, a division of 

labour can be undertaken by individuals in 

an organization as indicated earlier on; it 

can be undertaken by several firms in an 

industry. This concept which is now 

universally accepted as an indispensable 

part of everyday life was first stressed by a 

classical economist and the father of 

economic thought, Adam Smith, in his 

“Inquiry into the nature and causes of the 

wealth of nations”, published in 1776. He 

illustrated this theory with the example of 

pin-making and from this illustration, the 

principle gained universal recognition and 

acceptability. The theory is said to be a 

derivative of three basic features of life 

namely, 

 No individual and no nation is self-

sufficient enough to produce the good 

and services necessary to satisfy its 

wants; 

 Individuals and nations are unequally 

endowed by nature with skills, talents, 

natural resources and climate; 

 The presence of an exchange system 

gives room for individuals and nations 

to specialize in the production of those 

things which they can produce more 

cheaply, efficiently and conveniently 

than others. 

 

Job specialization 

The purpose of job specialization is 

to split up the process of work into 

individual tasks that are necessary for the 

organization or business and that cannot be 

handled by one person. Definition of job 

specialization, in other words, it is actually a 

division of labour wherein it is realized that 

by giving more emphasis on the scope of 

activities, productivity increases. Hence, 

once the recruitment process is initiated 

everyone would be looking out for the 

positions advertised which indicates the 

specialization they are experts in. 

 

Job specialization is particularly 

necessary for a larger organization where 

the manufacturing sector would require a 
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different category of work in individual 

production unit to be done by the workers. 

Besides, if the job gets complicated then it 

needs to be broken down into the simpler 

process so that each task can be handled by 

people expert in that work. 

 

The method of job specialization 

involves breaking down a task to its lowest 

level and designing jobs around each part. 

This creates a specialization, expertise, and 

improved quality. Job specialization design 

in the workplace is frequently seen where a 

worker focuses on one specific task and 

ability during the entire work shift. The task 

frequently repeats all day long. Because of 

job specialization allows significant 

expertise build-up in a specific task, the 

learning and speed of production happen 

faster. The job does not involve complex 

processes, so it can be taught faster to new 

workers. In theory, this approach reduces 

quality control costs and improves 

production efficiency (Thibodaux, 2012). 

 

The downside of job specialization 

tends to be that people can only do one task. 

They aren’t trained to multitask or handle 

multiple areas of a workplace. As a result, 

when a critical expertise is lost, the process 

can suffer. Additionally, workers under job 

specialization don’t have a wide array of 

applicable skills, so it becomes hard for 

them to adapt to a new function or need in 

the organization. As a result, unemployment 

is a significant problem when a company 

has to shut down a factory or assembly line. 

Many of the laid-off workers usually have a 

hard time adjusting to new occupations.  

 

Specialization refers to individuals 

and organizations focusing on the limited 

range of production tasks they perform best. 

This specialization requires workers to give 

up performing other tasks at which they are 

not as skilled, leaving those jobs to others 

who are better suited for them. An assembly 

line, where individual workers perform 

specific tasks in the production process, is 

the best example of specialization. 

 

Specialization is related to another 

management concept, a division of labour, 

discussed at great length by Adam Smith, 

the 18th-century Scottish economist and 

author of "The Wealth of Nations." Smith 

famously illustrated the benefits of 

specialization and a division of labour when 

describing a pin factory, in which each 

worker performs a single specialized task. 

One worker measures wire, another cuts it, 

one point to it, others make the head and so 

on. Through this the process, workers 

produced thousands of more pins than if 

each worker made whole pins 

independently. Specialization, as illustrated 

by Adam Smith's example of the pin 

factory, allows workers to develop more 

skill in their specific tasks. Specialization 

increases output because workers do not 

lose time shifting among different tasks. 

Smith also believed that workers with 

specialties were more likely to innovate, to 

create tools or machinery to make their task 

seven more efficient. 

 

The benefits of specialization extend 

beyond individual workers as well. Firms 

that specialize in their particular products 

can produce larger quantities to sell. Those 

firms and their employees use the proceeds 
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from the sale of those goods to buy needed 

goods produced by other workers and 

companies. While Adam Smith saw the 

advantages of specialization and division of 

labour, he also saw a downside to them as 

well. He feared that monotonous assembly 

lines in which workers performed single 

tasks throughout the day could sap their 

creativity and spirit. He saw education as a 

remedy and believed that education fostered 

creativity and innovation in workers. Karl 

Marx seized on Smith's concerns. He saw 

monotonous production tasks, coupled with 

subsistence wages that do not represent the 

full value of labour, as factors that increase 

worker alienation, eventually resulting in a 

worker-led uprising against the capitalist 

class. 

 

The division of labour according to 

Niederhoffer (2011) is the separation of a 

job up into parts usually performed by 

different individuals. The division of labour 

is so common in our society, and so much 

good comes from it, that we often take its 

benefits for granted and forget about the 

harms from not following it. It seems good 

to gain perspective by starting with some 

scholarly work from the field so that basic 

principles can be considered. He observed 

that the first division of labor in society 

came from the separation of work between 

men and women, where men did work that 

required larger frames and more strength. If 

the woman were to do the childbearing, and 

men to do the heavy hunting, then it also 

became less frictional for women to handle 

household chores like cooking, while men 

made the tools for hunting. 

 

Job specialization is the degree to 

which the overall task of the organization is 

broken down into smaller component parts. 

It evolved from the concept of division of 

labour. There are four benefits of 

pecialization: workers will become 

proficient at their task because it is small 

and simple, transfer time between tasks may 

decrease, the more narrowly defined the job 

is, the easier it is to develop specialized 

equipment to assist with the job and training 

costs should be relatively low. Conversely, 

the main problem with specialization is that 

workers can become bored and dissatisfied. 

This can lead to higher absenteeism and 

lower quality of work. It is also possible to 

overspecialize. 

 

Literature Review 

Durkheim (2009) points out that 

people specialize in different occupations in 

a society, and this tends to bind them all 

together, as they depend on each other, but 

at the same time creates a sense of 

helplessness, or anomie, because no one 

person is responsible for the whole job. That 

is the reason that, often, the division of 

labor is not carried as far as it should be. 

However, Fowler (2012) concluded that 

most traders lose. And the reason is that 

people with abilities in one field feel that 

their success is transferable from their own 

field to trading. In his words: 

 

They come to Wall Street and do not 

realize it is a world of its own, with its own 

mechanisms for survival, and 

specializations for success, and thus the 

sudden collapse of fortunes, closing of 

elegant mansions, the selling off of plate, 

and horse at auction, the hurling of men 
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down from first class positions to 

subordinate posts is an everyday occurrence 

in New York. In almost every case, these 

reverses result from outside trading and 

meddling with matters foreign to one's 

legitimate business. 

 

He further emphasized that the 

attempt of a given person to move from one 

field of specialization to another should be 

considered also as a major source of 

disaster. There are too many specialized 

rules involved, too many abilities needed to 

change willy-nilly without a lengthy 

training period, careful study, and practice 

trading on a very small scale. The feeling 

that one can transfer skills from one field to 

another is closely related to hubris, a lack of 

humility in realizing the importance of 

specialization and individual differences.  

 

According to Thibodeaux (2012), all 

companies initially have to decide upon an 

overall organizational structure - that is, 

they have to decide how many jobs they 

will have and what the exact responsibilities 

of each job will be. This means using job 

specialization, which is just one of the 

processes, human resources use to 

categorize employees. Job specialization, 

also called work specialization or division 

of labour is the process of separating all the 

activities necessary for the business or the 

organization into individual tasks. As part of 

this process, management, working with the 

human resources department, takes each 

task and assigns them to specific people / 

positions. The job descriptions human 

resources provide when they advertise open 

positions and hire new employees reflects 

job specialization. Job specialization 

becomes more necessary the larger an 

organization is. Organizations turn to job 

specialization any time activities are so 

complex that the business cannot rely on 

other employees to do a co-worker's 

job. 

When an organization uses job 

specialization, every worker is an expert to 

some degree. Employees are able to refine 

the task for which they are responsible, 

resulting in increased efficiency and 

increased production. Because each 

employee concentrates on just a portion of 

all activities, quality control costs also 

decrease in theory. All these factors mean a 

higher revenue and profit potential for the 

business. They also sometimes allow 

workers to take greater pride in their work, 

as their jobs require specific skills others 

may not be able to do. Even though job 

specialization creates experts, the experts 

cannot multitask. Specialization restricts 

them from filling in for someone who is 

gone. Subsequently, any organization’s 

activity connected to what the absent expert 

does may suffer. Additionally, specialized 

workers have a smaller skill set in some 

cases than non-specialized workers. With 

fewer skills, many employees find it harder 

to adapt and find other employment later. 

 

Job specialization, also known as the 

division of labour, occurs when workers 

learn how to perform specific tasks very 

well rather than focusing on doing many 

different tasks. Job specialization is one of 

the key facets of the modern capitalist 

economy and offers a range of potential 

advantages for workers and the 

organizations that employ them (Hamel, 

2008). One of the most important aspects of 
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job specialization are its potential to 

increase worker productivity and output. 

While productivity tends to benefit the 

employer of workers, specialization can also 

be advantageous to workers in that it may 

improve employment prospects. Workers 

with specialized skills are often more 

desirable than those with only general skills. 

Many jobs even require workers to have 

specific knowledge and skills just to be 

considered. For instance, most of 

the organizations dealing in a computer 

often require that workers are versed in a 

specific software language. This is one of 

the primary reasons education is important: 

It allows workers to learn specialized skills. 

Job security is another potential advantage 

that specialized workers are likely to enjoy. 

A worker with a specialized skill that no 

one else knows is difficult for a company to 

replace. An employee with a tech support 

company, who is the only one that knows 

how to recover data from crashed hard 

drives, is more valuable to the company 

than someone with no special job skills. If 

the company is forced to lay someone off, 

they will likely fire the person without the 

specialized skill. 

 

Hamel (2008) observed that 

although specialization can be 

advantageous, workers are often expected to 

have certain general skills as well. A worker 

with specialized skills that do not have 

general skills might be at a disadvantage 

when searching for a job. For instance, an 

expert in real estate law might not be as 

desirable to employers as someone with less 

experience if he doesn't know how to use 

basic computer programs. According to 

London (2012), specialization allows every 

person to be a professional in what he does. 

Specialization involves giving workers 

individual job roles to remove the 

responsibility for other jobs and reducing 

the worker's capacity to one task in 

particular. There are many advantages and 

disadvantages to specialization, which 

became commonplace during the industrial 

revolution with the creation of factories. 

Factory owners would not simply hire one 

worker who produces all the goods. The 

work is divided among many different 

workers and each employee becomes a cog 

in a large machine. Perhaps the biggest 

advantage of specialization, emphasized by 

Karl Marx, is an increase in efficiency as 

workers become more skilled in the specific 

jobs they do. Workers in a factory who is 

responsible for only one part of the process 

become as skilled as they possibly can in 

that process without the distraction of 

learning other skills.  

 

Durkheim (2009) wrote of the 

benefits of specialization in "The Division 

of Labour in Society." He said the 

specialization of people in society into 

different labour roles brings more than just 

economic efficiency. He argues that the true 

function of specialization is to create a 

common feeling of solidarity between 

people. People are united by their common 

job role, form unions, socialize together and 

understand each other based on the 

similarity of their lives. One of the key 

disadvantages of specialization is that jobs 

often become monotonous. People like 

variety, and if their jobs become the same 

process over and over again, they become 

tedious, empty and unsatisfying.  
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London (2012) also noted that 

specialization changed people's roles in 

society. In the past, people were involved in 

the whole process from the beginning to the 

end and they gained a sense of satisfaction 

from being useful to other people. With 

specialization, people rarely meet the end 

users of the products they produce and are 

merely selling their labour for a price as if it 

were a commodity. They become identical 

to other workers, job satisfaction decreases 

and a "just doing my job" work ethic 

reduces the quality of job performance. 

 

Both advantages and disadvantages 

exist to employee specialization in the 

workplace. Rojas (2012) asserted that when 

employees specialize in specific tasks of 

production, they develop an expertise in the 

work performed. This development in 

expertise enhances efficiency and reduces 

the costs of production. Specialization also 

has some drawbacks. Due to the repetitive 

nature of the work performed, employees 

can be subject to boredom and burnout. 

Units of specialized workers also have a 

tendency to be insular and may refrain from 

collaborating with other units. The biggest 

benefit derived from job specialization is 

the expertise employees develop over time 

in their chosen task. As employees become 

better at their jobs, they perform more 

efficiently and produce products with fewer 

defects and higher quality. The increase in 

worker output results in a greater number of 

products available for sale to the consumer. 

If workers use technology in the production 

process, they may be able to develop 

expertise in several production tasks. As 

employees perform more efficiently, Rojas 

(2012) noted that the costs of production 

decrease. Efficient production results in 

greater worker output in less time and at a 

lower cost. These savings and 

enhancements pass on to consumers in the 

form of lower priced, higher quality 

products. These goods will likely generate 

higher profits since production is operating 

at an optimum level. Since specialization 

involves the performance of repetitive 

production tasks, the work the employees 

perform may become boring.  

 

Depending on the demands of the 

production cycle on employees, 

specialization can also lead to job burnout if 

the company overworks the employees for 

long periods. Both boredom and burnout 

can lead to job dissatisfaction and low 

employee morale. The use of multitasking 

can prevent this by increasing employee 

control over the work performed and the 

opportunity to learn new skills. Production 

settings with units of specialized employees 

can also cause each unit to turn inward and 

focus exclusively on its unit goals while 

losing sight of overall production goals. 

This lack of communication between units 

can hinder production goals and create 

problems in the production cycle and in the 

products produced. The use of technology 

can assist in creating more collaboration 

among units by facilitating the formation of 

work groups and breaking down the 

boundaries that can isolate production units. 

In addition, a business may incur 

coordination issues due to the effort 

involved in getting production teams to 

work effectively, both as a unit and in 

collaboration with other units. Work teams 

are another alternative to job specialization. 

Work is assigned to a team and the team 

https://pen2print.org/index.php/ijr/
http://edupediapublications.org/journals/index.php/IJR/


 

International Journal of Research 
Available at https://pen2print.org/index.php/ijr/  

 

e-ISSN: 2348-6848 
p-ISSN: 2348-795X 
Volume 05 Issue 20 

September 2018 

  

Available online: http://edupediapublications.org/journals/index.php/IJR/  P a g e  | 702  
 

members have control over each worker’s 

duties. 

 

Job satisfaction has been the most 

frequently investigated variable in 

organizational behaviour (Spector, 1997). It 

is an area of particular interest to 

organizational managers and those who 

work for them (Cranny, Smith, & Stone, 

1992). In the academia, individuals such as 

directors, deans, and others involved in the 

administration and supervision of members 

should be 

concerned with the job satisfaction of 

employees. Organizations measure job 

satisfaction because 

of the relationship with the organizations’ 

short-term goals of increasing individual 

productivity, reducing absences, lethargy, 

and other related issues (Smith, 1992).The 

level of individuals’ job satisfaction can 

lead to behaviours that affect the 

functioning of the organization (Spector, 

1997). Individuals with a greater sense of 

job satisfaction tend to be happier and have 

a greater sense of trust with management 

(Smith, 1992). Unfortunately, there is not 

one organization where all workers will be 

completely and consistently satisfied with 

all facets of job satisfaction (Judge, Hanisch 

& Drankoski, 1995). Therefore, it is 

imperative to continuously measure the 

level of job satisfaction among employees 

for managers to know what can and should 

change in the work the environment in order 

to improve employee job satisfaction 

(Cranny, et al 1992). Employees possessing 

a greater sense of job satisfaction are likely 

to have a better quality of life, greater 

physical and mental health, more job 

stability, and exhibit greater cooperativeness 

with supervisors (Cranny, et al 1992). 

 

Jaramillo (1996) defined a cross-

functional team as a group of individuals 

from a variety of functions whose efforts are 

combined to achieve a common purpose; 

these teams may include professional and 

paraprofessional staff. In a study of job 

advertisements conducted by Lynch and 

Smith (2001), they noted a prevalence of 

jobs combining roles or skills, jobs 

integrating a multitude of library tasks, and 

this observation was validated by other 

researchers who indicated that “job sharing” 

was increasing. 

 

Allen’s (2001) review of several articles 

in the business management literature 

revealed certain elements that are required 

for a cross-functional team to be successful. 

The article by Parker (2001) summed up 

these essentials well. They include clear and 

problem-based team goals that are 

integrated with departmental goals, the 

importance of communication, a team’s 

authority to make and implement decisions 

on its own, and a team leader who is 

knowledgeable, willing to change, and is 

skilled at facilitation and developing 

relationships. Parker also mentioned that the 

ideal number of team members is four to 

seven.  

 

In a description of organizational 

systems design at the University of Arizona 

by Athanasaw (2003), he compared the 

mission and goals of a cross-functional 

project or study team to those of a 

functional team. According to Phipps, a 

cross-functional team needed to have a clear 
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mission including the team’s purpose, 

problem or opportunity, outcomes, 

resources, and roles. In addition, these 

desired outcomes had to be data-driven, as 

successful team decisions were based on 

research and learning rather than 

“groupthink.” As would be expected, there 

are several challenges to implementing a 

cross-functional team.  

 

Parker (2001) states that the diversity 

inherent in cross-functional collaboration 

makes such teams susceptible to poor 

interpersonal relationships, conflict, and 

lack of trust and honesty, although he 

asserts that training, such as in conflict 

resolution, can help to overcome such 

obstacles. In addition, Athanasaw (2003) 

also noted that cross-functional teams 

provide for interpersonal and cross-cultural 

learning; as a result, employees can become 

comfortable in working with a diverse 

group of colleagues, as validated by a recent 

study in the public administration sector. 

This diversity can lead to a new culture that 

exemplifies the familiar adage: “the whole 

is greater than the sum of its parts.” In 

addition to these cultural benefits, there are 

other benefits of utilizing cross-functional 

teams by recognizing that such a structure 

can foster new opportunities to collaborate, 

contribute one’s own expertise, and 

discover “affinities” among functions not 

present in the traditional, functional 

organizational. Cross-functional integration 

and employee participation can also lead to 

a more flexible, agile organization.  

 

Parker (2001) focused on the benefits 

related to problem-solving, creativity, 

customer focus, and organizational 

learning, as did Osif and Harwood (2000) 

in their review of this management 

technique through the writings of several 

authors in non-library management. 

Parker (2001) also asserts, for example, 

that the use of cross-functional teams 

improves an organization’s ability to 

solve complex problems, as these 

problems transcend traditional functions. 

 

Commenting on the factors that hinder 

specialization, Abifarin (2008) noted that 

limitations to the concept of division of 

labour or specialization include the 

following: 

 The extent of the market, that is, the 

extent of effective demand for the 

commodity. A large output would be 

unnecessary where demand is relatively 

small. People and countries specialize 

because they discover that they can 

exchange their surplus products for the 

other products they need. The inability to 

of producers to sell their surplus and buy 

the other things they want in exchange 

would definitely discourage 

specialization; 

 Exchange and physical distribution 

facilities e.g. transport and banking 

system becomes necessary if the product 

of the division of labour is to be 

exchanged effectively; 

 Another factor has to do with the nature 

of the product-the nature of some goods 

and services is such that their production 

does not lend itself to the division of 

labour. The concept of division or 

specialization is more applicable in 

manufacturing than in service industries. 

For instance, there is a limit to which 

plaiting hair can be broken into separate 
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processes and undertaken by different 

people; 

 Unique talent: This factor concerns such 

areas like creative arts where individual 

talents are important and such jobs 

cannot be mass-produced; 

 Another prominent factor is political and 

strategic considerations. The fear of 

political crisis or advent of wars would 

cut off supplies and countries would want 

to aim at relative self-sufficiency; 

 Finally, the level of technology may limit 

or hinder specialization. 

 

 Division of labour and job 

specialization have been vested with such 

strengths as time-saving, this is possible 

since each worker concentrates on one 

process, and time is saved as there is no 

need to change tools; increased output 

because it gives room for specialization, 

increases technical knowledge and saves 

time; reduction in unit cost of output, 

increased output brings about a reduction of 

cost per unit and therefore lowers price. At a 

lower price, demand may increase, which 

again leads to increase in output and greater 

skill, through repetition of the 

same job, the workers develop greater skill, 

and that is, increased knowledge of the 

particular job is obtained as a result of 

constant practice. Other strengths of the 

division of labour and job specialization 

include less fatigue; a worker performs the 

same task as a routine and may not have to 

strain himself mentally or physically. 

Specialization encourages to a large 

extent the invention of special tools and 

equipment in order to perform a particular 

functions more efficiently, doing the work 

expected of men were every man would do 

everything himself, he would need all the 

tools required for the process, but with the 

division of labour, only the specialist in 

each process needs to have a set of tools. In 

fact, specialization has certain 

overwhelming advantages, these 

notwithstanding, the concept is fraught with 

many dangers. The division of labour may 

be of less interest to workers where 

monotony resulting from repetitive tasks 

causes strain and fatigue. The workers’ 

initiative, inventiveness, and craftsmanship 

are checked. The interdependence of each 

service unit or section may lead to increased 

difficulties where there is no proper 

coordination. The more highly specialized 

labour requires greater skill and it is 

subjected to the risk of unemployment 

following changes in demand for the 

products or services, and industrial relations 

deteriorate as relations between employers 

and employees become impersonal. 

The positive impact of job specialization 

It is believed that the job 

specialization can bring many benefits to 

the organization. Due to the specialization 

work requires that tasks should be separated 

into smaller and easier components, each 

resulting subunits just required a few 

operations by the labors. For example, each 

employee work in KFC has their own 

responsibilities to perform a different 

component of the task, such as two 

employees work in the cashier, other two 

employees prepare the order, and three 

employees are responsible for cooking food 

in the kitchen. Such job design can basically 

improve operating efficiencies through the 

use of low skill and low-cost labor, and to 

reduce the cost of the employee training and 

development. Moreover, it also can increase 
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the quantity of productivity and task 

completion since each employee is 

performing only a small part of the task and 

the fewer mistakes made when workers 

perform simple routine jobs. According to 

the research, the result from 304 valid 

samples of job specialization in the high-

tech industry, in fact, raises professional 

efficacy and reduces employee's feeling of 

job burnout, which is opposed to the 

benefits of job design purposed in past 

management systems. (Hsieh, A & Chao H 

2004) Performing a method of job 

simplification in the high-tech industry is 

more appropriate for employers to improve 

their psychological aspect, such as feeling if 

meaningfulness, feelings of responsibility 

and knowledge of result, as well as the 

positive outcomes from technical training 

can be improved, which will reduce 

employees job burnout. Thus, the benefits 

of using job specialization are considerable 

for the organization since it can improve the 

productivity and reduce the labor cost. 

 

The negative impact of job specialization 

Is job specialization an effective way 

to design a job? I believe this question has 

been discussed by many organizations. It is 

undeniable that the method of job 

specialization also brought some 

disadvantages to the organization; 

especially the condition of the job design 

isn’t implementing perfectly. An assistant 

professor of management at Florida State 

University Stephen E Humphrey has stated 

that various efforts to increase efficiency by 

simplifying workers' job responsibilities 

may, in fact, be leading to lower employee 

job satisfaction and productivity over time. 

(Stephen, E 2007) According to the recent 

study we have found that the job 

simplification may cause many problems on 

the employee's attitude and productivity.  

 

Firstly, the employee may feel bored 

and less motivation by repeating same little 

work every day, and there are very fewer 

challenges for them to learn new things 

from work. Secondly, the employees have 

to continuously follow the regular work 

peace without a chance to take a break or 

replace by others. Especially when the 

employees have to leave and take a break 

for some special reasons, it is really a 

challenge for the company to decide either 

makes employee awful or affect the whole 

production line. Because the employees are 

not qualified and lack experience with 

another part of the task, so usually it is hard 

for an employee to transfer their attention to 

others and replace with other. And the 

employees have to keep same speed in the 

production line to maintain the operation 

efficiently. Many employees complain that 

the production line requires them to work 

continuously, so they don't have a chance to 

socialize with others. This may contribute to 

the job dissatisfaction and the poor working 

environment. In addition, there are a few 

opportunities and freedom for employees to 

schedule and manage their work procedures. 

Lack of autonomy decreases job satisfaction 

and worker interest in introducing job 

improvement. Workers become powerless 

and dependent. (Raymond, J 2005) indeed, 

it may increase the expense on recruitment, 

selection, and training process if the 

employee dissatisfies with their work and 

often absent which will contribute to the 

high level of the turnover rate, or unsatisfied 

customer service and poor performance of 
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the job may also increase the cost of the 

company. Thus, organizations apply the 

simplification method of job design and 

independent completion of work will be 

discovered that the employees will be 

dissatisfied with their work and will 

perform at a lower level over time with the 

higher level of stress. 

 

Uses of the job specialization in practice 

Since many negative impacts may be 

caused by the organization, so, the 

organization has to take an action try to 

prevent and control those problems. 

Especially the high levels of managerial 

control and surveillance become necessary. 

The other key factors to design a work by 

job specialization are minimized the job 

skill requirement and time to perform the 

job. Since the employee may feel bored, less 

motivation and dissatisfied with their work 

environment, so what company needs to do 

is to offer them a flexibility job environment 

and give them a freedom to socialize each 

other in the organization and to improve the 

interpersonal relations between the 

colleagues. As well as the performance 

appraisals are necessary for the employee to 

give feedback on each other performance, 

which will improve and motivate them to 

work harder. 

Research Questions 

The following research questions were 

raised in this paper: 

1. Does job specialization make work 

easier and faster? 

2. Does specialization enhance the 

worker's interest and reduce boredom? 

3. Does job specialization advance 

knowledge base among working 

professionals? 

 

Research Objectives 

This paper sets out to achieve the following 

objectives: 

1. To understand the concept of division of 

labour and job specialization. 

2. To ascertain whether the division of 

labour and job specialization makes work 

easier and faster 

3. To investigate the impact of job 

specialization on the worker's interest 

and reduce boredom. 

4. To investigate if the division of labour 

and job specialization result in 

monotony. 

 

Research Methodology 

A descriptive research design was 

used in this study. A survey method was 

employed to elicit information from the 

respondents. A questionnaire was designed 

with 10 structured questions related to the 

job specialization. One hundred twenty 

(120) copies of questionnaires were 

distributed among the staff of XXXXX and 

one hundred (100) were returned. This 

represents 90% of the distributed 

questionnaires. The questionnaires were 

analyzed and used for the study. Percentage 

and simple average calculation were used to 

analyze the data collected and later 

presented in a tabular form. 

 

Table 1: Fully satisfied with the area of 

specialization 

Response Frequency Percentage 

Strongly agree 28 28 

Agree 50 50 

Neither agree 

nor disagree 0 0 

Disagree 19 19 

Strongly 3 3 
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disagree 

The Table 1 points out that out of 100 

employees, 28 employees strongly agreed 

that they are fully satisfied with the area of 

specialization in which 50 employees 

agreed, 19 employees disagreed and 3 

employees strongly disagreed with the area 

of specialization. 

 

Table 2: Training corresponds with my job 

specification 

Response Frequency Percentage 

Strongly agree 36 36 

Agree 38 38 

Neither agree 

nor disagree 0 0 

Disagree 14 14 

Strongly 

disagree 12 12 

 

The Table 2 points out that out of 100 

employees, 36 employees strongly agreed 

that Training corresponds with my job 

specification in which 38 employees agreed 

14 employees disagreed and 12 employees 

strongly disagreed Training corresponds 

with my job specification. 

 

 

Table 3: I have over-stayed in the 

department 

Response Frequency Percentage 

Strongly agree 9 9 

Agree 10 10 

Neither agree nor 

disagree 2 2 

Disagree 41 41 

Strongly disagree 38 38 

 

The Table 3 points out that out of 100 

employees, 9 employees strongly agreed 

that they over-stayed in the department in 

which 10 employees agreed, 2 employees 

neither agreed nor disagreed, 41 employees 

disagreed and 38 employees strongly 

disagreed that they over-stayed in the 

department. 

Table 4: My low performance is as a result 

of the monotonous task 

Response Frequency Percentage 

Strongly agree 36 36 

Agree 38 38 

Neither agree 

nor disagree 0 0 

Disagree 14 14 

Strongly 

disagree 12 12 

 

The Table 4 points out that out of 100 

employees, 36 employees strongly agreed 

that their low performance is as a result of 

the monotonous task in which 38 

employees agreed, 14 employees disagreed 

and 12 employees strongly disagreed that 

low performance is as a result of the 

monotonous task. 

 

Table 5: My job becomes boring on a daily 

basis 

Response Frequency Percentage 

Strongly agree 0 0 

Agree 7 7 

Neither agree 

nor disagree 0 0 

Disagree 41 41 

Strongly 

disagree 52 52 

The Table 5 points out that out of 100 

employees, 7 employees agreed that their 

job becomes boring on a daily basis in 

which 41 employees disagreed and 52 

employees strongly disagreed with the job 

becomes boring on daily basis. 

 

Table 6: I am fully trained to perform my 

present tasks 

Response Frequency Percentage 

Strongly agree 31 31 

Agree 36 36 

Neither agree 

nor disagree 9 9 
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Disagree 14 14 

Strongly 

disagree 10 10 

 

The Table 6 points out that out of 100 

employees, 31 employees strongly agreed 

that they are fully trained to perform the 

present tasks in which 36 employees 

agreed, 9 employees neither agreed nor 

disagreed, 14 employees disagreed and 10 

employees strongly disagreed with the fully 

trained to perform the present tasks. 

 

Table 7: My training does not correspond 

with my present posting/work 

Response Frequency Percentage 

Strongly agree 7 7 

Agree 21 21 

Neither agree nor 

disagree 5 5 

Disagree 31 31 

Strongly disagree 36 36 

 

The Table 7 points out that out of 100 

employees, 7 employees strongly agreed 

that training does not correspond with the 

present posting in which 21 employees 

agreed, 5 employees neither agreed nor 

disagreed, 31 employees disagreed and 36 

employees strongly disagreed with the 

training does not correspond with the 

present posting/work. 

 

 

Table 8: Job specialization makes my 

work easier 

Response Frequency Percentage 

Strongly agree 57 57 

Agree 38 38 

Neither agree 

nor disagree 5 5 

Disagree 0 0 

Strongly 

disagree 0 0 

 

The Table 8 points out that out of 100 

employees, 57 employees strongly agreed 

that Job specialization makes my work 

easier in which 38 employees agreed, and  5 

employees neither agreed nor disagreed 

with the Job specialization. 

Table 9: Job specialization makes my job 

performance better 

Response Frequency Percentage 

Strongly agree 60 60 

Agree 35 35 

Neither agree 

nor disagree 5 5 

Disagree 0 0 

Strongly 

disagree 0 0 

 

The Table 9 points out that out of 100 

employees, 60 employees strongly agreed 

that Job specialization makes my job 

performance better in which 35 employees 

agreed, and 5 employees neither agreed nor 

disagreed that Job specialization makes my 

job performance better. 

 

Table 10: Job Specialization makes my 

job faster 

Response Frequency Percentage 

Strongly agree 38 38 

Agree 43 43 

Neither agree 

nor disagree 7 7 

Disagree 9 9 

Strongly 

disagree 3 3 

 

The Table 10 points out that out of 100 

employees, 38 employees strongly agreed 

that Job Specialization makes my job faster 

in which 43 employees agreed, 7 employees 

neither agreed nor disagreed, 9 employees 

disagreed and 3 employees strongly 

disagreed that Job Specialization makes the 

job faster. 

 

Findings  
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 28 employees strongly agreed that 

they are fully satisfied with the area of 

specialization in which 50 employees 

agreed, 19 employees disagreed and 3 

employees strongly disagreed with the 

area of specialization. 

 36 employees strongly agreed that 

Training corresponds with my job 

specification in which 38 employees 

agreed 14 employees disagreed and 12 

employees strongly disagreed 

Training corresponds with my job 

specification. 

 9 employees strongly agreed that they 

over-stayed in the department in 

which 10 employees agreed, 2 

employees neither agreed nor 

disagreed, 41 employees disagreed 

and 38 employees strongly disagreed 

that they over-stayed in the 

department. 

 36 employees strongly agreed that 

their low performance is as a result of 

the monotonous task in which 38 

employees agreed, 14 employees 

disagreed and 12 employees strongly 

disagreed that low performance is as a 

result of the monotonous task. 

 7 employees agreed that their job 

becomes boring on a daily basis in 

which 41 employees disagreed and 52 

employees strongly disagreed with the 

job becomes boring on daily basis. 

 31 employees strongly agreed that they 

are fully trained to perform the present 

tasks in which 36 employees agreed, 9 

employees neither agreed nor 

disagreed, 14 employees disagreed and 

10 employees strongly disagreed with 

the fully trained to perform the present 

tasks. 

 7 employees strongly agreed that 

training does not correspond with the 

present posting in which 21 employees 

agreed, 5 employees neither agreed nor 

disagreed, 31 employees disagreed and 

36 employees strongly disagreed with 

the training does not correspond with 

the present posting/work. 

 57 employees strongly agreed that Job 

specialization makes my work easier in 

which 38 employees agreed, and 5 

employees neither agreed nor disagreed 

with the Job specialization. 

 60 employees strongly agreed that Job 

specialization makes my job 

performance better in which 35 

employees agreed, and 5 employees 

neither agreed nor disagreed that Job 

specialization makes my job 

performance better. 

 38 employees strongly agreed that Job 

Specialization makes my job faster in 

which 43 employees agreed, 7 

employees neither agreed nor 

disagreed, 9 employees disagreed and 3 

employees strongly disagreed that Job 

Specialization makes the job faster. 

 

 

 

 

Conclusion 

Based on the findings, this study concludes 

that majority of the employees of the sample 

were 

fully satisfied with their present area of 

specialization. Job specialization usually 

pins employees down to a routine that could 

ultimately become boring and without any 
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challenge. The application of job 

characteristics model acts as a means of 

increasing the motivation levels in the 

company so that employees can work harder 

and become more proactive and productive. 

Through the adoption of the five dimensions 

of Job Characteristic Model (JCM) JCM, 

the organization is able to transform the job 

structure of the employee, which could 

present new and more challenging roles and 

responsibilities for the employees. Such 

would work towards alleviating boredom 

and job dissatisfaction. 
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