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Abstract – Nowadays, the issue of unemployment among 

special need workers has been arisen. This article has focused 

on unemployment issue among students with learning 

disabilities (SLD) who has skills competent in specifically in 

TVET sectors. It is important to explore and discover the 

suitability of job profile and work ability among SLD. The 

objective is to develop job profiles and work ability of SLD 

refereeing to the human capital theory blended with multiple 

intelligence theory. Meta-analysis has been used to have a better 

comprehensive regarding previous study between 2021 until 

2023. Thus, the job profile for moderate and low skill workers 

has been matching with the work ability of the SLD in food 

service industry. The finding elements of work ability 

comparing with both of theory will give a new dimension of 

pathway for a SLD to strive in the competitive labor market 

workforce. While revealing the potentials among SLD will 

reduce the discriminations among themselves towards to 

community members. Besides, it will create a new job profile 

which cater to the potential of SLD towards the industry 

related. A job profile that suitable with working ability and 

uniqueness capabilities of SLD will cater to the industry 

demands on supply of skilled workers. Through this mapping 

outcomes, it will help Special Need Division to be align with the 

work ability and job profile trough the duty and task that can 

be accomplish by the SLD before they graduated from special 

need school.  
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I. INTRODUCTION  

       

In the contemporary landscape of education and 

employment, the integration of students with learning 

disabilities into the workforce poses both challenges and 

opportunities (Grimaldi-Puyana et al., 2018; Yong et al., 

2023). Recognizing the importance of inclusive employment 

practices, this article seeks to explore the creation of a 

suitable job profile for students facing learning disabilities 

such as autism, ADHD, Down syndrome, dyslexia, cognitive 

delays, and multiple disabilities (Kreider et al., 2020; 

Mathewson et al., 2023; Trip et al., 2019) . To achieve this, 

some theories and models will draw upon the insights of the 

Human Capital Theory, Multiple Intelligence Theory, and  
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the Job Characteristic Model, aiming to discern an 

effective framework that aligns with the diverse needs and 

talents of these individuals. 

Human Capital Theory, a foundational concept in labor 

economics, emphasizes the investment in individuals' 

education, training, and health as a means to enhance their 

economic productivity(Dimov, 2017; Moghtader, 2023). 

This theory will serve as a lens through which we evaluate 

the potential for adapting employment profiles to better 

accommodate students with learning disabilities, viewing 

their unique capabilities as valuable human capital (Aisyah 

Ibrahim et al., 2022; Makhbul, 2020). 

Furthermore, the Multiple Intelligence Theory proposed 

by Howard Gardner acknowledges the diversity of cognitive 

abilities and offers a broader understanding of intelligence 

beyond traditional metrics (Hasanuddin et al., 2022; Hearne 

& Stone, 1995) . Integrating this theory into the exploration 

allows for a nuanced examination of the varied strengths and 

talents of students with learning disabilities, informing the 

development of job profiles that capitalize on their individual 

cognitive capacities(Berlian et al., 2020; Hasanuddin et al., 

2022; Rile et al., 2015). To shape the investigation, will also 

delve into the Job Characteristic Model, exploring how job 

design elements such as skill variety, task identity, task 

significance, autonomy, and feedback can be tailored to 

create a supportive and inclusive work environment for 

students with diverse learning needs (Cangialosi et al., 2023; 

Johari et al., 2011; Smart et al., 2023). 

The primary objective of this research is to determine a 

model that aptly addresses the complexities of creating job 

profiles suitable for students with autism, ADHD, Down 

syndrome, dyslexia, cognitive delays, and multiple 

disabilities. By integrating these prominent theories, 

researcher aim to contribute to the establishment of inclusive 

employment practices that celebrate the unique talents of 

every individual, fostering a workplace environment where 

diversity is not only acknowledged but embraced. 
 

II. PROBLEM STATEMENT 

                  
In the realm of education and employment, a critical 

challenge persists in developing suitable job profiles for 

students with learning disabilities, including autism, ADHD, 

Down syndrome, dyslexia, cognitive delays, and multiple 

disabilities. The existing workforce frameworks often fail to 

adequately address the diverse cognitive strengths and 

unique abilities of these individuals (Lagorio & Romero, 

2023). This discrepancy underscores the need for a 

comprehensive model that integrates key theoretical 

perspectives. The Human Capital Theory emphasizes 

investment in education and training, urging a re-evaluation 

of these students' skills as valuable assets. Howard Gardner's 

Multiple Intelligence Theory recognizes the multifaceted 

nature of intelligence, calling for a holistic understanding of 
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cognitive abilities. Simultaneously, the Job Characteristic 

Model offers insights into tailoring job designs for 

inclusivity(Seqhobane & Kokt, 2021). This study seeks to 

address this gap by determining a model that aptly informs 

the development of job profiles, ensuring they align 

effectively with the specific needs and strengths of students 

with learning disabilities, fostering an inclusive professional 

landscape. 

      
III. LITERATURE REVIEW 

                  
Human Capital Theory, Multiple Intelligence Theory and 

Job Characteristic Model to Develope the Job Profile for 

Learning Disability       
 

The integration of Human Capital Theory, Multiple 

Intelligence Theory, and the Job Characteristic Model is 

crucial for tailoring job profiles to address learning 

disabilities. Human Capital Theory justifies investment in 

education, recognizing individuals with ADHD, autism, 

dyslexia, cognitive delays, Down syndrome, and multiple 

disabilities as valuable contributors(Dimov, 2017). Multiple 

Intelligence Theory offers insight into diverse cognitive 

strengths, guiding the identification of unique talents. The 

Job Characteristic Model ensures that job designs align with 

the cognitive needs of each disability category. Developing 

customized job profiles fosters inclusivity and maximizes the 

potential of individuals with learning disabilities, promoting 

a workforce that values diversity and capitalizes on the 

richness of human capabilities. 

Originating from labor economics, Human Capital 

Theory posits that investing in education and training 

enhances individuals' economic productivity (Moghtader, 

2023). In the context of learning disabilities, literature 

supports the application of this theory by recognizing the 

intrinsic value of education and skill development for 

individuals with ADHD, autism, dyslexia, cognitive delays, 

Down syndrome, and multiple disabilities. Prior research 

argues that embracing the principles of Human Capital 

Theory is essential for redefining the perception of 

individuals with learning disabilities as valuable contributors 

to the workforce (Belletier et al., 2021; Dimov, 2017; 

Kandpal et al., 2023; Vittal et al., 2023; Yanson & 

Mann, 2020). Advocates for viewing the unique skills of 

individuals with learning disabilities (e.g., ADHD, autism, 

dyslexia) as essential assets, thereby reshaping perceptions 

of their contribution to the workforce. 

Proposed by Howard Gardner, Multiple Intelligence 

Theory challenges the traditional view of intelligence by 

identifying various cognitive abilities beyond standardized 

measures. Literature exploring this theory in the context of 

learning disabilities emphasizes the importance of 

recognizing and nurturing the diverse talents of individuals 

(Berlian et al., 2020; Rile et al., 2015). Studies suggest that 

tailoring job profiles based on this theory can lead to more 

inclusive work environments, leveraging the unique 

cognitive strengths of individuals with learning disabilities 

(Rushton et al., 2023). Acknowledges varied cognitive 

strengths beyond traditional measures, offering a more 

nuanced understanding of intelligence 

The Job Characteristic Model, developed by Hackman 

and Oldham, focuses on key aspects of job design, including 

skill variety, task identity, task significance, autonomy, and 

feedback. In the literature, this model is frequently cited for 

its relevance in creating jobs that align with the cognitive 

needs of individuals with learning disabilities. Prior research 

argues that adapting job characteristics to accommodate 

specific learning disabilities contributes to job satisfaction, 

engagement, and overall well-being(Bortolotti et al., 2023; 

Irani-Williams et al., 2021; Kannan et al., 2022; Lindquist et 

al., 2023). Guides the adaptation of job profiles to align with 

the cognitive needs of individuals with learning disabilities, 

ensuring tasks are structured to enhance engagement and 

satisfaction. 

 
Job Characteristic Model Matched with Job Profile for 

Learning Disability       
 

The Job Characteristics Model (JCM) refer to Figure 1, 

provides a framework for designing jobs that enhance 

employee motivation, satisfaction, and performance. When 

developing suitable job profiles for individuals with learning 

disabilities such as ADHD, autism, dyslexia, intellectual 

disability, Down syndrome, and multiple disabilities, it's 

crucial to consider their unique needs and abilities. For 

individuals with ADHD, tasks should incorporate high task 

significance by emphasizing the impact of their work on the 

overall project or organization(Vieregge et al., 2023). 

ADHD individuals may benefit from tasks with clear 

objectives and immediate feedback to maintain focus and 

motivation. Autonomy in task execution can also be adjusted 

to provide a balance between structure and freedom(Wang, 

2020). In the case of autism, tasks should be designed with 

clear task identity, allowing individuals to see the beginning 

and end of their work. Structured and repetitive tasks that 

align with their specific interests or skills can enhance job 

satisfaction(Rai & Maheshwari, 2021). Skill variety can be 

introduced gradually to encourage growth and development, 

while providing clear feedback is essential for individuals 

with autism to understand their performance.  

For individuals with dyslexia, job tasks should be 

presented in formats that accommodate their reading 

challenges(Simonet & Castille, 2020). Task significance can 

be emphasized by highlighting the contribution of their work 

to the overall goals. Skill variety can be adjusted to align with 

their strengths, and feedback should be communicated in 

multiple formats, considering their diverse learning 

preferences. Individuals with intellectual disabilities benefit 

from tasks with moderate skill variety to match their 

capabilities(Zheng et al., 2023). Task identity and 

significance can be maintained through clear instructions and 

recognition of their contributions (Siruri & Cheche, 2021; 

Yoon et al., 2020). Structured and routine tasks may provide 

a sense of security, while autonomy can be adjusted based on 

individual capabilities. For those with Down syndrome, 

tasks should be designed with clear task identity, 

emphasizing routine and repetitive elements. Skill variety 

can be introduced gradually, and tasks should be adapted to 

align with their abilities (Pak et al., 2023). Providing positive 

and constructive feedback is crucial for maintaining 

motivation and enhancing job satisfaction. In the case of 
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multiple disabilities, a flexible approach is essential, 

tailoring the job characteristics to the individual's unique 

combination of abilities and challenges. Tasks should be 

adapted to provide a balance between structure and variety, 

with clear communication and feedback mechanisms(Junça-

Silva & Menino, 2022). 

       

 
Figure 1. Job Characteristics Model 

 

The Job Characteristics Model (JCM) is developed by 

organizational psychologists J. Richard Hackman and Greg 

Oldham to understand how various aspects of job design 

impact employee motivation, satisfaction, and performance 

(Muñoz et al., 2022). The model is based on the premise that 

certain job characteristics contribute to the psychological 

states that, in turn, lead to positive outcomes for employees. 

The key components of the JCM include: 

Skill Variety: Refers to the degree to which a job 

requires a variety of different activities, skills, and talents. 

High skill variety means that the job requires employees to 

use a wide range of skills, making the work more interesting 

and challenging (Woods et al., 2021). Some of autism have 

lacking in skill variety because they only do the repetition 

daily routine, so the employer need to finds out which job 

profile that are suitable for autism employee. 

Task Identity: Involves the extent to which a job 

requires the completion of a whole and identifiable piece of 

work. High task identity implies that employees can see the 

finished product of their efforts, which can enhance their 

sense of achievement and responsibility (Seqhobane & Kokt, 

2021). The employer needs to know the types workload that 

can be accommodate by the SLD accordingly to their 

categories.  

Task Significance: Relates to the impact of the job on 

the lives of other people, both within and outside the 

organization. High task significance means that the job has a 

meaningful impact, contributing to the well-being of others 

or the organization as a whole (Simonet & Castille, 
2020). Task significance provide a responsibility towards 

the SLD so that they need to give a better job in order to have 

satisfaction from the employer and customer. 

Autonomy: Refers to the degree of freedom, 

independence, and discretion employees have in planning 

and organizing their work. High autonomy gives employees 

a sense of control over their tasks and fosters a feeling of 

responsibility(Lauring & Kubovcikova, 2022). Anatomy 

gives SLD to determine the level of complete for certain task. 

After completing the first task then the SLD can move to 

another task.  

Feedback: Involves the extent to which employees 

receive direct and clear information about the effectiveness 

of their performance (Lengnick-Hall et al., 2021). Regular 

and constructive feedback helps employees understand how 

well they are performing and allows for continuous 

improvement. Feedback can provide the level of satisfaction 

regarding SLD job performance (Lengnick-Hall et al., 2021). 

Whether the feedback can be reported by employer, 

customer or their colleague. Good feedback will be 

motivated SLD to give a good work in future.  

Form all of five constructs, there has the suitability to 

apply in developing a new job profile for students with 

learning disability by refereeing to the capabilities among all 

of the six categories of them (Huang et al., 2022). The only 

ways to get a suitable job for SLD is to analysis the working 

ability that can be suited with the character and symptoms 

among the SLD 

   
IV. METHOD 

      
Meta – Analysis has been used in this study to have 

better comprehensive knowledge regarding the construct 

comparism between the theories and models which can 

developed a new job profile for SLD accordingly.   This 

study has compared two theories and one models which has 

been mentioned earlier that is Human Capital Theory, 

Multiple Intelligence Theory and Job Characteristic Models.  
 

TABLE 1: COMPARISM BETWEEN MODELS AND THEORIES 

Construct Human Capital  

Theory 

Multiple 

Intelligence 

Theory 

Job 

Characteristics 

Model 

Skill Variety   √ 

Task Identity   √ 

Task 

Significance 

  √ 

Anatomy   √ 

Feedback   √ 

Intra-personal  √  

Naturalist  √  

Spatial  √  

Musical  √  

Linguistic  √  

Bodily- 

Kinaesthetic 

 √  

Interpersonal  √  

Logical- 
Mathematical 

 √  

Individual 

input  

√   

Education √   

Outcomes √   

 

Table 1 show all of the comparism construct in the 

model and theory. Table 2 show all the weekness and 

strength of six categories of SLD. The Job Characteristics 

Model (JCM), Multiple Intelligence Theory (MIT), and 

Human Capital Theory (HCT) offer distinct perspectives on 

understanding and optimizing the relationship between 

individuals and their work (Ciocirlan, 2023). When 

considering the creation of a new job profile for individuals 

with learning disabilities, a comparison among these theories 

becomes essential. 



International Research Journal of Education and Sciences (IRJES)                                                     Vol. 8 Issue 1, 2024    

eISSN 2550-2158 

 

32 
 

In order to developed a new job profile for SLD the 

study need to identify the nature of job profile that can be 

suit with the strength and weakness among the SLD(Mlekus 

et al., 2022). Prior study highlights that instead of giving a 

chance together with the supported employment to the SLD 

there also needs to comply with their capabilities to complete 

the job task in order to motivated them to become better in 

work performance(Kannan et al., 2022).  

 
TABLE 2: THE CHARACTERISTICS OF SLD WITH THEIR 

STRENGTH AND WEAKNESS TO SUIT WITH THE JOB 

PROFILE 

 

Sources: Adaptation from Bellato A. et al (2023) and (Shahid et 

al., 2022) 

 

 

V. FINDINGS 

                         
The Job Characteristics Model, developed by Hackman 

and Oldham, focuses on the core dimensions of skill variety, 

task identity, task significance, autonomy, and feedback. It 

suggests that jobs that encompass these characteristics can 

lead to higher job satisfaction and motivation. For 

individuals with learning disabilities, tailoring jobs to their 

specific strengths and providing clear feedback could be 

pivotal in promoting success and job satisfaction. 

On the other hand, Howard Gardner's Multiple 

Intelligence Theory posits that individuals possess diverse 

intelligences, such as linguistic, logical-mathematical, 

spatial, and interpersonal. When designing job profiles, 

recognizing and capitalizing on the varied intelligences of 

individuals with learning disabilities can foster an 

environment where they can excel. For instance, a job that 

emphasizes spatial intelligence might be suitable for 

someone with strengths in visualizing and manipulating 

spatial relationships. Human Capital Theory, which focuses 

on the investment in education and training to enhance an 

individual's skills and capabilities, also plays a role. For 

individuals with learning disabilities, investing in targeted 

training programs and accommodations can enhance their 

human capital, making them more effective contributors to 

the workforce. 

The most suitable approach for building a new job 

profile for individuals with learning disabilities would 

involve an integrated application of these theories. The Job 

Characteristics Model provides a framework for creating 

engaging and motivating job roles, the Multiple Intelligence 

Theory emphasizes the diverse strengths of individuals, and 

Human Capital Theory underscores the importance of 

investing in education and training. By combining these 

approaches, employers can design inclusive job profiles that 

consider the unique abilities and challenges of individuals 

with learning disabilities, fostering a workplace that 

promotes both productivity and job satisfaction. 

 
VI. DISCUSSION  

 

This Meta – Analysis construct comparism reviews 

that aimed at individual learning disability characteristics of 

autism spectrum disorder (ASD), Intellectual Disorder  

(ID), Down Syndrome (DS), Attention Deficit Hyperactive 

Disorder (ADHD), Dyslexia and Multiple disabilities has 

shown the comparison between all these categories. Every 

different category has a different strength and weakness. 

There has an element that has been compared for each 

category that are (1) creative in specific areas, (2) high focus 

related to interests, (3) distractible, (4) strong systemizes, (5) 

obsessive routines, (6) repetitive body movements, (7) poor 

memory, (8) visual-spatial skills, (9) exceptional talents in 

very specific areas, (10) social skills, reading, writing and/or 

spelling abilities, (11) cognitive abilities and (12) 

communication skills.  As such for DS mostly were obesity, 

visuo-spatial ability, motor ability, growth curves, and 

general use of computer by DS evaluating the use of different 

input modalities.  

Besides compared with ASD was more focus in 

completed a task and less communicate with others. 

Associat

ed 

Charact

eristic 

Autism 

Spectrum

Disorder 

Intel

lectu

al 

Disa

bilit

y 

Dow

n 

Syn

dro

me 

A

D

H

D 

DYS

LEXI

A 

Mult

iple 

Disa

biliti

es 

Creative 

(in 

specific 
areas) 

Strength Stre

ngth 

  Strength  

High 

focus 

(related 
to 

interests) 

Strength      

Distracti
ble 

Weakness      

Strong 

systemiz
es/ 

Strength      

Obsessiv

e 

routines 

Weakness    Weakness  

Repetitiv

e body 

moveme
nts 

Strength  Weaknes

s 

Streng

th 

  

Prodigio

us 

memory/
Poor 

memory 

Strength  Weaknes

s 

 Weakness  

Visual-
spatial 

skills 

Strength Weakness Strength Streng
th 

Weakness  

Exceptio

nal 
talents in 

very 

specific 
areas 

Strength Strength Strength Streng

th 

  

Social 

skills 

Weakness Strength Strength Streng

th 

Weakness Weaknes

s 

Reading, 
writing 

and/or 
spelling 

abilities 

  Weaknes
s 

Weakn
ess 

Weakness Weaknes
s 

Cognitiv

e 
abilities 

 Weakness Weaknes

s 

 Weakness Weaknes

s 

Commun

ication 
skills 

Weakness Strength Weaknes

s 

 Weakness Weaknes

s 
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Physically appearance has the same with normal buat in term 

of cognitive have slightly differ according to the level of 

severity among themselves. Besides for ID, they were very 

weak while doing many tasks in one time, they cannot 

remember the fact and could not think critically or become a 

good problem solver. They prefer to follow the instruction 

from the top and intermediate management. Meanwhile for 

ADHD most of them could not focus for a quite some time, 

and prefer to do multiple tasks with a lot of movements. They 

cannot focus for a certain task regarding to the tedious work 

itself. They having a strength in visual spatial skill, social 

skills and body repetition movement.   

Research on technologies for special education 

needs or intellectual disabilities target audiences with all 

categories Down Syndrome as well, but it is unclear how 

these technologies conceptualize adult with learning 

disabilities syndrome alone or how these technological fields 

understand the limits and opportunities for design for such 

population. Existing research into DS has provided design 

for applications for diverse types of technologies or 

investigated a specific context of use such as input devices 

under general computer use speech and language support and 

Augmented Reality (AR). While this map out the design of the 

systems, there is a lack of data on their impact on the lives of adult 

with learning disabilities, technology that can support multiple 

phenotype characteristics, as well as the design rationale behind 

existing technology support. A variety of terminologies and notions 

have been identifying while doing this Meta - Analysis articles. 

 
VII. CONCLUSION (OR LIMITATION OR 

SUGGESTION FOR FURTHER STUDIES) 

 
Through the Meta - Analysis, the results discovered 

work ability, categories and level of severity among SLD 

that suitable for each of job profile based on the low and 

moderate skill labor workforce. Thus, all the findings will 

gather into a mapping of the job profiles suitable for SLD 

which highlight their potential in working environment 

especially for food service sector. In summary, the articles 

examined in this study cover a diverse range of topics and 

initiatives that address the comprehensive journey of 

individuals with disabilities in the context of job profile 

mapping. The pre-mapping phase is highlighted through 

research on innovative training programs like myoelectric 

computer interfaces and horticultural therapy, demonstrating 

significant improvements in motor functions and 

interpersonal skills. The mapping phase is emphasized by 

studies using cutting-edge technologies, such as deep 

learning methods for attentional state detection and virtual 

reality training for wheelchair users. Additionally, there is a 

strong focus on post-mapping phases, including clinical 

applications like brain-controlled wheelchairs, the 

application of the International Classification of Functioning 

Disability and Health, and the use of virtual reality for 

vocational training. These findings collectively underline the 

multifaceted approach necessary to facilitate job profile 

mapping for individuals with disabilities and enhance their 

inclusion in the workforce, while also highlighting the need 

for further research and ongoing efforts in this domain to 

cater to diverse age groups and varying needs. 

       

ACKNOWLEDGEMENT  

       
This work was supported by ICOFEA under MAsREE 

       
REFERENCES 

 

Aisyah Ibrahim, S., Madihah Rusli, N., Sakinah Aziz, 

N., & Awang, M. (2022). Kualiti Modal Insan 

Dalam Kalangan Belia Malaysia [Quality Of 

Human Capital Among Malaysian Youth]. 

Belletier, C., Charkhabi, M., Pires de Andrade Silva, 

G., Ametepe, K., Lutz, M., & Izaute, M. (2021). 

Wearable cognitive assistants in a factory 

setting: a critical review of a promising way of 

enhancing cognitive performance and well-

being. Cognition, Technology and Work, 23(1), 

103–116. https://doi.org/10.1007/s10111-019-

00610-2 

Berlian, M., Mujtahid, I. M., Vebrianto, R., & Thahir, 

M. (2020). Multiple intelligences instrument 

development: Identification system of multiple 

intelligences tutor. Research and Evaluation in 

Education, 6(2), 119–129. 

https://doi.org/10.21831/reid.v6i2.35120 

Bortolotti, T., Boscari, S., Morton, E., & Powell, D. 

(2023). Integrating Smart Manufacturing to 

Lean: A Multiple-Case Study of the Impact on 

Shop-Floor Employees’ Autonomy and 

Empowerment. IFIP Advances in Information 

and Communication Technology, 689 AICT, 

109–124. https://doi.org/10.1007/978-3-031-

43662-8_9 

Cangialosi, N., Battistelli, A., & Odoardi, C. (2023). 

Designing innovative jobs: a fuzzy-set 

configurational analysis of job characteristics. 

Personnel Review, 52(1), 382–399. 

https://doi.org/10.1108/PR-02-2021-0105 

Ciocirlan, C. E. (2023). Have me do, and I’ll always 

be true: Exploring the match between green 

employees and their jobs. Journal of Cleaner 

Production, 383. 

https://doi.org/10.1016/j.jclepro.2022.135471 

Dimov, D. (2017). Towards a qualitative 

understanding of human capital in 

entrepreneurship research. International Journal 

of Entrepreneurial Behaviour and Research, 

23(2), 210–227. https://doi.org/10.1108/IJEBR-

01-2016-0016 

Grimaldi-Puyana, M., Alcaráz-Rodríguez, V., & 

Sánchez-Oliver, A. J. (2018). Job profile and 

motivation of workers in sports programs with 

intellectual functional diversity. Journal of 

Physical Education and Sport, 18, 1386–1390. 

https://doi.org/10.7752/jpes.2018.s3205 



International Research Journal of Education and Sciences (IRJES)                                                     Vol. 8 Issue 1, 2024    

eISSN 2550-2158 

 

34 
 

Hasanuddin, Sari Dewi Salamiah, & Siregar Erlina 

Sari. (2022). Predictor Of Multiple Intelligence 

In Educational Practice. Educational 

Administration: Theory and Practice, 28(2), 49–

056. 

Hearne, D., & Stone, S. (1995). Multiple intelligences 

and underachievement: lessons from individuals 

with learning disabilities. Journal of Learning 

Disabilities, 28(7), 439–448. 

https://doi.org/10.1177/002221949502800707 

Huang, B., Ma, L., & Huang, L. (2022). My Work Is 

Meaningless: The Consequences of Perceived 

Occupational Stigma for Employees in High-

Prestige Occupations. Frontiers in Psychology, 

13. https://doi.org/10.3389/fpsyg.2022.715188 

Irani-Williams, F., Tribble, L., Rutner, P. S., 

Campbell, C., McKnight, D. H., & Hardgrave, 

B. C. (2021). Just Let Me Do My Job! Data Base 

for Advances in Information Systems, 52(3), 77–

95. https://doi.org/10.1145/3481629.3481635 

Johari, J., Yahya, K. K., Mit, D. A. C., & Omar, A. 

(2011). The dimensions of job characteristics: A 

validation study in a Malaysian context. 

International Business Management, 5(2), 91–

103. https://doi.org/10.3923/ibm.2011.91.103 

Junça-Silva, A., & Menino, C. (2022). How Job 

Characteristics Influence Healthcare Workers’ 

Happiness: A Serial Mediation Path Based on 

Autonomous Motivation and Adaptive 

Performance. Sustainability (Switzerland), 

14(21). https://doi.org/10.3390/su142114251 

Kandpal, B., Sharma, D., Kathuria, S., & Akram, S. V. 

(2023). Imperative Role of AI in Employee 

Engagement : The Lens of Job Charactersitics 

Model. Proceedings - 2023 3rd International 

Conference on Pervasive Computing and Social 

Networking, ICPCSN 2023, 507–511. 

https://doi.org/10.1109/ICPCSN58827.2023.00

088 

Kannan, R., Reddiar, Y., Ramakrishnan, K., Eastaff, 

M. S., & Ramesh, S. (2022). Job characteristics 

of a Malaysian bank’s anti-money laundering 

system and its employees’ job satisfaction. 

F1000Research, 10. 

https://doi.org/10.12688/f1000research.73234.2 

Kreider, C. M., Luna, C., Lan, M.-F., & Wu, C.-Y. 

(2020). Disability advocacy messaging and 

conceptual links to underlying disability identity 

development among college students with 

learning disabilities and attention disorders. 

Disability and Health Journal, 13(1). 

https://doi.org/10.1016/j.dhjo.2019.100827 

Lagorio, A. , C. C. , & Romero, D. (2023). A 

Reflective Framework for Understanding 

Workforce Evolutionary Pathways in Industry 

5.0. IFIP Advances in Information and 

Communication Technology, 689(AICT), 501–

512. https://doi.org/10.1007/978-3-031-43662-

8_36 

Lauring, J., & Kubovcikova, A. (2022). Delegating or 

failing to care: Does relationship with the 

supervisor change how job autonomy affect 

work outcomes? European Management 

Review, 19(4), 549–563. 

https://doi.org/10.1111/emre.12499 

Lengnick-Hall, C. A., Lengnick-Hall, M. L., Neely, A. 

R., & Bonner, R. L. (2021). Something old, 

something new: Reframing the integration of 

social capital into strategic HRM research. 

Academy of Management Perspectives, 35(3), 

535–556. 

https://doi.org/10.5465/AMP.2018.0028 

Lindquist, I. A., Allen, J. A., & Kramer, W. S. (2023). 

I’m only here for the donuts: stand-up meeting 

relevance’s effects on work meaningfulness and 

motivation. Journal of Organizational 

Effectiveness. https://doi.org/10.1108/JOEPP-

12-2021-0343 

Makhbul, Z. (2020). Mengurus Modal Insan Dalam 

Industri 4.0 Ke Arah Kecemerlangan Negara 

(Managing Human Capital in Industry 4.0 

Towards the Country’s Excellence) Stress 

among Administrators View project Ergonomic 

and Stress Among Manufacturing Operators 

View project. 

https://www.researchgate.net/publication/34576

1333 

Mathewson, K. J., Saigal, S., Van Lieshout, R. J., & 

Schmidt, L. A. (2023). Intellectual functioning 

in survivors of extremely low birthweight: 

Cognitive outcomes in childhood and 

adolescence. Journal of Intellectual Disability 

Research, 67(3), 186–204. 

https://doi.org/10.1111/jir.13021 

Mlekus, L., Lehmann, J., & Maier, G. W. (2022). New 

work situations call for familiar work design 

methods: Effects of task rotation and how they 

are mediated in a technology-supported 

workplace. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.935952 

Moghtader, B. (2023). Schooling, Human Capital and 

Civilization: A Brief History from Antiquity to 

the Digital Era. In Schooling, Human Capital 

and Civilization: A Brief History from Antiquity 



International Research Journal of Education and Sciences (IRJES)                                                     Vol. 8 Issue 1, 2024    

eISSN 2550-2158 

 

35 
 

to the Digital Era. Taylor and Francis. 

https://doi.org/10.4324/9781003363736 

Muñoz, M., Peat, D. M., & Perrmann-Graham, J. 

(2022). Linda Harmon and Veritas Oversite 

Corp: A Job Characteristics Case. Journal of 

Organizational Behavior Education, 15, 5–16. 

https://www.scopus.com/inward/record.uri?eid

=2-s2.0-

85158111378&partnerID=40&md5=0af22260e

1bebdaac7825babfae32334 

Pak, K., Kooij, T. A. M., De Lange, A. H., Van den 

Heuvel, S., & Van Veldhoven, M. J. P. M. 

(2023). Successful ageing at work: The role of 

job characteristics in growth trajectories of work 

ability and motivation to work amongst older 

workers. Acta Psychologica, 239. 

https://doi.org/10.1016/j.actpsy.2023.104012 

Rai, A., & Maheshwari, S. (2021). Exploring the 

mediating role of work engagement between the 

linkages of job characteristics with 

organizational engagement and job satisfaction. 

Management Research Review, 44(1), 133–157. 

https://doi.org/10.1108/MRR-10-2019-0442 

Rile, L. G., Opulencia, M. J. C.-, Decenorio, N. M., & 

Tan, N. L. (2015). Multiple Intelligences of 

Students with Learning Disabilities: Its 

Implication for Business Curriculum 

Development in United Arab Emirates. 

Procedia Economics and Finance, 23, 894–898. 

https://doi.org/10.1016/s2212-5671(15)00517-1 

Rushton, R., Kossyvaki, L., & Terlektsi, E. (2023). 

Music-based interventions for people with 

profound and multiple learning disabilities: A 

systematic review of the literature. Journal of 

Intellectual Disabilities, 27(2), 370–387. 

https://doi.org/10.1177/17446295221087563 

Seqhobane, M., & Kokt, D. (2021). How do job 

characteristics influence the motivation of 

millennial hospitality employees? SA Journal of 

Human Resource Management, 19. 

https://doi.org/10.4102/SAJHRM.V19I0.1698 

Shahid, N. M. I., Law, E. L. C., & Verdezoto, N. 

(2022). Technology-enhanced support for 

children with Down Syndrome: A systematic 

literature review. In International Journal of 

Child-Computer Interaction (Vol. 31). Elsevier 

B.V. https://doi.org/10.1016/j.ijcci.2021.100340 

Simonet, D. V, & Castille, C. M. (2020). The search 

for meaningful work: A network analysis of 

personality and the job characteristics model. 

Personality and Individual Differences, 152. 

https://doi.org/10.1016/j.paid.2019.109569 

Siruri, M. M., & Cheche, S. (2021). Revisiting the 

Hackman and Oldham Job Characteristics 

Model and Herzberg’s Two Factor Theory: 

Propositions on How to Make Job Enrichment 

Effective in Today’s Organizations. European 

Journal of Business and Management Research, 

6(2), 162–167. 

https://doi.org/10.24018/ejbmr.2021.6.2.767 

Smart, C., Newman, C., Hartill, L., Bunce, S., & 

McCormick, J. (2023). Workload effects of 

online consultation implementation from a Job-

Characteristics Model perspective: a qualitative 

study. BJGP Open, 7(1). 

https://doi.org/10.3399/BJGPO.2022.0024 

Trip, H., Whitehead, L., Crowe, M., Mirfin-Veitch, B., 

& Daffue, C. (2019). Aging With Intellectual 

Disabilities in Families: Navigating Ever-

Changing Seas—A Theoretical Model. 

Qualitative Health Research, 29(11), 1595–

1610. 

https://doi.org/10.1177/1049732319845344 

Vieregge, J., Sutter, C., & Sülzenbrück, S. (2023). 

How Sensory Processing Sensitivity Shapes 

Employee Reactions to Core Job Characteristics. 

Zeitschrift Für Arbeits- Und 

Organisationspsychologie A&O. 

https://doi.org/10.1026/0932-4089/a000415 

Vittal, R. S., Mishra, S. K., & Varma, A. (2023). Direct 

and Indirect Effects of Beneficiary Contact and 

Supervisor Support on Service Performance: 

Does Perceived External Prestige Matter? 

British Journal of Management, 34(2), 648–663. 

https://doi.org/10.1111/1467-8551.12606 

Wang, P. (2020). Core Job Characteristic and 

Uncertainty Avoidance: Into the Black Box of 

Transformational Leadership Effect on 

Creativity. Journal of Creative Behavior, 54(2), 

311–322. https://doi.org/10.1002/jocb.367 

Woods, C., Curtin, M. A. G., French, T., & 

Hodkiewicz, M. (2021). Using job 

characteristics to inform interface design for 

industrial maintenance procedures. Conference 

on Human Factors in Computing Systems - 

Proceedings. 

https://doi.org/10.1145/3411764.3445053 

Yanson, R., & Mann, M. J. (2020). Wrapping Blocks: 

A Fun Way to Teach Job Design. Management 

Teaching Review, 5(2), 144–162. 

https://doi.org/10.1177/2379298119836418 

Yong, A. S. L., Haines, D., & Henry Joseph, L. (2023). 

Home environment design theories and models 

related to the occupational performance, 

participation and well-being of people with 



International Research Journal of Education and Sciences (IRJES)                                                     Vol. 8 Issue 1, 2024    

eISSN 2550-2158 

 

36 
 

intellectual disabilities: A scoping review. 

British Journal of Occupational Therapy, 

86(10), 665–677. 

https://doi.org/10.1177/03080226231183291 

Yoon, Y., Yan, W., & Kim, E. (2020). Towards 

sustainable human resource development of 

convention project managers: Job characteristics 

and related differences in core competency. 

Sustainability (Switzerland), 12(19). 

https://doi.org/10.3390/SU12197898 

Zheng, A., Hoff, K. A., Hanna, A., Einarsdóttir, S., 

Rounds, J., & Briley, D. A. (2023). Job 

characteristics and personality change in young 

adulthood: A 12-year longitudinal study and 

replication. Journal of Personality. 

https://doi.org/10.1111/jopy.12836 

  


