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Task Des�gn

Job/task des�gn �s used �n the work env�ronment to evaluate
how tasks or the whole work �s organ�zed and then ensure that
these match the employee's qual�f�cat�ons.

A well-des�gned job helps the worker ach�eve the cond�t�ons
necessary to ma�nta�n a safe and healthy job, thereby reduc�ng
phys�cal and mental stra�n and help�ng the work organ�zat�on
work. It contr�butes to the �dent�f�cat�on of psychosoc�al r�sks
such as excess�ve workload, monotonous work repet�t�ons, and
l�m�ted control over work and thus to �mprovements �n
occupat�onal health and safety (OHS) w�th�n organ�zat�ons. A
well-des�gned bus�ness results �n a bus�ness w�th more
engaged, healthy, and product�ve employees, and these results
benef�t both employees and organ�zat�ons.



The result of any job or job des�gn �ntervent�on �s to obta�n jobs
that:

Task Var�ety: An attempt should be made to prov�de an opt�mal
var�ety of tasks �n every job. Too much var�ety can be
counterproduct�ve for the employee. Too l�ttle can cause
boredom and fat�gue. The opt�mal level �s the level that allows
the worker to rest after a h�gh level of attent�on or effort wh�le
work�ng on another task or, conversely, to resume an act�ve
process after per�ods of rout�ne act�v�ty.

Talent D�vers�ty: Stud�es show that employees are sat�sf�ed w�th
us�ng a range of sk�ll levels.

Feedback: There should be a way to qu�ckly �nform employees
when they reach the�r goals. Qu�ck feedback a�ds the learn�ng
process. Ideally, employees should have the respons�b�l�ty to set
the�r own quant�tat�ve and qual�ty standards.

Task ID: Task sets should be separated from other task sets by
some clear boundar�es. Whenever poss�ble, a group or
�nd�v�dual worker should be respons�ble for a clearly def�ned,
v�s�ble, and mean�ngful set of tasks. In th�s way, the work �s seen
as �mportant by the group or �nd�v�dual undertak�ng �t and
others understand and respect �ts �mportance.

Task autonomy: Employees should be able to exert some
control over the�r work. Spaces of apprec�at�on and dec�s�on-
mak�ng should be open to them.



Psychosoc�al R�sks �n Task Des�gns

It �s an accepted s�tuat�on that all work act�v�t�es w�ll place
phys�cal or mental demands on employees. If these are
ma�nta�ned at appropr�ate levels, employee health, well-be�ng
and performance are protected. But �f demands exceed
workers' capac�ty, m�stakes, acc�dents, �njur�es, and
�mpa�rments �n phys�cal and mental health can occur.

Appl�cat�on of job des�gn pr�nc�ples; It should also ass�st �n
�dent�fy�ng su�table workspaces, furn�ture, mach�nery, and tools,
�nclud�ng s�ze, strength, phys�cal capac�ty, �nformat�on
process�ng capac�ty, and expectat�ons, des�gned and del�vered
�n accordance w�th the qual�f�cat�ons of workers. S�nce th�s
harmony of the employee w�th the env�ronment �s related to
the psychosoc�al aspect of the job des�gn, the person-
env�ronment harmony �s also �ncluded �n the process. In
general, good job des�gn results �n conform�ty of the
organ�zat�on's demands to the employee's ab�l�t�es.

A job/task des�gn process �s created by address�ng psychosoc�al
factors �n the work env�ronment. Examples of these factors are
control, overwork or underload, ergonom�c aspects assoc�ated
w�th musculoskeletal d�sorders, sh�ft work, repet�t�on, overt�me,
and work stress. Therefore, the goal of a good task/job des�gn
process �s to �mprove product�v�ty and psychosoc�al cond�t�ons
at work.



Conclus�on

Job/task des�gn occurs w�th�n organ�zat�ons when a new job �s
created or when the job no longer f�ts the worker perfectly or
when �t starts to exceed an employee's capac�ty, as the creat�on
of th�s task des�gn or updat�ng an ex�st�ng task.

These updates are made when employees exh�b�t health
problems such as ergonom�c problems related to the
musculoskeletal system or stra�n due to psychosoc�al r�sks, or
when �ntervent�ons are requ�red to counteract the negat�ve
effects of the job and the r�sks that may occur.

N_HumaN Consultancy prov�des serv�ces to bus�nesses to
assess psychosoc�al r�sks, �dent�fy r�sk factors related to task
des�gns, and prevent them w�th�n the scope of the 5-stage
IYRS model.
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