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Abstract: This study aimed to investigate the relationship between work enrichment
strategies and the success of organisational innovation in the Ministry of Oil in Iraq. The
study was conducted at the headquarters of the Iraqi Ministry of Oil in Baghdad and the
units of analysis are the leadership of the ministry of directors of 215 people. Questionnaire
method was used to collect the data in accordance with the scientific standards approved in
previous studies. To verify the validity and the ability to examine the views of the sample, a
series of tests were carried out. The Pearson’s correlation with F value, R squared and beta
(B) were also used to test the hypothesis. The study revealed that there is a significant effect
of the dimensions of enriching the work on organisational innovation. The model of the
study showed that there is a correlation between the variables of the study. Meanwhile, the
exclusion of the variables of the resources and creativity of the current results is the most
powerful model. Therefore, it is advised to pay attention to these two variables in order to
make a greater impact on the possibility of developing the innovative process based on the

enrichment of labour.
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Introduction

Innovation and adoption of a course of action
that depends entirely on innovative ideas must
be considered if the organisations at different
levels of size, productivity and the society
that deals with it as an external environment
want to continue their work and remain in the
labour market and gain competitive advantage
with sustainability (Yusoff et al, 2016). This
is in accordance with the increase in global
competition. In order to pay attention to the
importance of innovation for prosperity, it is the
duty of the organisations to survive, develop and
succeed. Therefore, one of the most important
and most influential methods that organisation
can use to reach the innovative climate and
innovative employee is by enriching the work
(Olszak et al., 2018).

Enriching the work implies that making
changes to the function of the dimensions of the
routine and to ensure that the incumbent has the
rightand the time in an appropriate field to express

his ideas. This ultimately leads to innovation in
production and provides a kind of independence
through which the reactions of the customer
are known or a person is received in a timely
service. The study focuses on two variables from
the report which includes five main dimensions:
skill diversity, mission identification, mission
importance, independence, feedback and the
respondent variable (Zocche et al., 2018).

The conceptual framework of this
current study on the Iraqi Ministry of Oil
is organisational innovation and its seven
dimensions: encouragement and motivation,
reciprocity, resource adequacy, freedom of
action, work challenges, creativity and workload
requirements. The most important justification
for the application of this concept in this domain
as in the Iraqi Ministry of Oil is because of the
oil sector for a country like Iraq which depends
almost entirely on this sector (Li ef al., 2018).
For this model to be effective, it must rely on
innovation, processes and production.
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Job Enrichment

Lyngdoh et al, 2018 carried out a study on
the effect of job enrichment schemes on
selected construction workers in Nigeria. The
aim of the study was to ascertain the impact
of job enrichment schemes on workers in the
construction industry in Nigeria in order to
justify their continued use as catalysts. This
study is designed to determine the relative
performance of the job enrichment systems
used by the selected construction companies in
Lagos, Nigeria and the effects of the schemes on
the employees of these companies. The targeted
community has forty-two project sites and the
unit of study was project managers and artisans.
The questionnaire was used as a survey tool
for data collection. The study concluded that
high-performance work enrichment programme
lead to increased decision-making, total quality
management and training programmes (Castillo-
Vergara et al., 2018).

In other words, (Shang et al, 2019)
reported on the job enrichment and individual
performance among colleges with special
reference to a private university. The aim of the
study is to determine the relationship between
work enrichment and performance of the
individuals. The factors of work enrichment
(task importance, task identity & skill variety)
on individual performance were explored
with quantitative research in an educational
institution. The probability of stratification
of random samples is employed to collect
data from colleges at the private university in
order to estimate the relationship between the
three factors towards individual performance.
From the exploratory study, a pilot guide was
provided to determine the second factor which
contributes more to enhancing the performance
of individuals in the educational organisation
(Secundo et al., 2019).

Furthermore, (Laguia et al.,, 2019) studied
how job enrichment can improve job satisfaction
at Sokoine University of Agriculture in Tanzania.
The aim of the study was to ascertain whether
the work enrichment improves job satisfaction
of academic staff at the University of Suqwen

Agriculture. Also, the study aimed to determine
the existence of work enrichment practices
for academic staff and explore the effects of
enriching work on the employee’s mental
state among faculty members. The design of
case study was adopted with a total sample
size of 104 individuals which were selected
using judgment sampling techniques. Data
was collected through questionnaire, interview
and document review. Quantitative data were
analysed by the statistical package for social
sciences (Guo et al., 2018). The results showed
that the functional enrichment exists among
the academic staff and has a positive effect on
the employees’ ways of thinking about their
jobs. Similarly, there is a link between the basic
functional characteristics such as task diversity,
task identity, task importance, independence of
tasks which are elements of job enrichment and
job satisfaction for workers (Awan ef al., 2019).

Organisational Creativity

A study on creativity in smaller organisations
conducted by Nayak, 2008 aimed to investigate
how different levels of innovation may affect
small organisations. This study focused on
innovation in terms of levels and what factors
affect it in small organisations. When designing
the study, a qualitative approach was selected
with a case study. Through multiple case
studies, experimental data were collected. Three
small organisations were investigated from the
community of study (Schalock ezal., 2018) . From
the analysis, the study concludes that there is a
relationship between regression in organisational
structure and individual innovation. It is found
also that the loss in the number of staff can be
as a result of increased responsibility and more
existing employees are self-producers (Lee et
al., 2017). In order to overcome constraints,
the level of knowledge within the company is
critical. If handled correctly, restrictions may
also promote individual motivation. Close
relationships contribute to a secure climate
while it is easy to establish closer relationships
in smaller organisations. It was also found that
individual motivation among staff was linked to
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the innovative work environment (Zhou, 2015;
Yusoff et al., 2016).

Moreover,thestudywasontheunderstanding
of organisational creativity through relationships
among cross-level variables and creativity in
research and development organisations. The
aim of the study was to examine the correlations

between four variables (field experience,
innovative personality, non-controlling
supervision, and organisational learning

culture) and to understand how innovation
relates to each variable, as well as cross-level.
This study focused on examination of the
association of organisational innovation with
innovative personality, experience in the field,
non-controlling supervision and organisational
learning culture and the correlations across levels
inresearch and development of the organisations.
The study concludes that experience in the
field and uncontrolled supervision was found
to be positively associated with innovation.
The Ministry ts has been commissioned tasked
with major tasks, the most important of which
is financing the rest of the sectors and trying to
promote them, which have been given much
attention in the oil sector as source of assistance
(Joo et al., 2016).

This research aimed to review the
previous cognitive efforts and the scientific
literature to increase the verification and
clarification of the nature of these variables,
this study focused on the concept of enriching
the work and its contribution to the success
of organisational innovation. Then, using the
quantitative approach, this study verified this
logical relationship between the two variables
proved by those cognitive efforts. Additionally,
this study is divided into related parts: the first
part reviewed the previous cognitive efforts
of the variables; the second part reviewed the
scientific literature; and the third part highlighted
the research methodology, the population of
the study, the scale used and the statistical
techniques.

142

Methodology

The exploratory approach to the views of leaders
and managers at the headquarters of the Iraqi
Oil Ministry in Baghdad is the scientific method
used in this study. The method is explored to
know their views and make estimation based
on the scale of the study. An analytical method
is also used to interpret the data collected and
then analysed by various statistical means after
being proven of its credibility and reliability on
the interpretation of the relations between the
variables of the study to reach the final outcome.
The final result reflects the effects on the field
of research and on the interest of academics and
researchers. The main hypothesis of the study is
that “there is a significant correlation between the
dimensions of work enrichment (measured by:
skill diversity, task assignment, task importance,
independence, feedback) and organisational
innovation (measured by: encouragement,
motivation, reciprocity, resource adequacy,
workload requirements).

Data Collection

The questionnaire includes a set of section
pertaining to the personal, scientific and
functional data of the sample. From the
questionnaire, the third section was allocated to
the main research variables (work enrichment)
as an independent variable and its dimensions
(skill diversity, task assignment, task importance,
independence, feedback). The dimensions of
organisational innovation, according to the
ESBRA (2015), are encouragement, motivation,
reciprocity, resource adequacy, freedom of
action, work challenges, creativity and workload
requirements.

Population of the Study and Research Sample

The study was carried out at the headquarters of
the Iraqi Ministry of Oil in Baghdad. The study
was based on a community of ministry leaders
who held positions of responsibility. The study
was conducted on a sample of 215 officials who
are among the general managers. The percentage
of agents of general managers is 3.3% while that
of managers’ assistants is 4%, managers made
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up 55% and 25.6% was for public officials.
The number of male is 152 which accounts for
70.7% while the remaining 29.3% is for female.
This is a significant proportion. The Ministry’s
diversity was calculated. The percentage of the
diploma certificate holders was 11.4% and that
of the bachelor degree holders was 69.3%.

The percentage of holders of the higher
diploma certificate was 3.3% and that of the
master’s degree was 10.2%. The percentage
of the holders of the bachelor’s degrees was
higher than the rest of other qualifications and
the percentage of higher degrees was fairly
good. The age groups were divided by 5% of
the category (under 25 years), 23.7% (31-35 age
group), 15.3% only (36-40 age group), 15.8%
(41-45 age group), 11.6% (46- 50 age group),
9.8% (51-55 age group) and 16.3% for 56 and
above age group. The result of the proportion is
also good and the calculation for the Ministry
in that, most of the leaders are holders of a
bachelor’s degree and are within the young age
group due to the decline of the last proportion.
The experience is due to the system of public
service and the age of retirement specified at the
age of 63. Finally, the youth group is the largest
within the sample.

Results and Discussion

This part of the study shows the results of the
statistical and quantitative analyses of the data
collected by the survey tool from the research
sample which are the leaders and directors of
the Ministry of Oil headquarters. The results
will be reviewed in the form of paragraphs.
The first paragraph is devoted to describing
and diagnosing research variables through
statistical tools (weighted mean, standard
deviation, coefficient of variance) and the
relative importance of the paragraphs and
distances. It covers the limits of the answers to
the sample within the Likert scale. The second
section is allocated to the tests of correlation
between the main variables of the study and its
dimensions using Pearson Correlation test. The
last paragraph is assigned to test for p value.
This analysis was carried out after confirming

the validity of the scale and statistics through
several tests that confirm the distribution of
the data. The researcher has the confidence to
use the standards and reassurance of the results
extracted due to the normal distribution and tests
that confirm the stability of the scale.

Descriptive Statistics

In this part of the study, the results of the
description and diagnosis of the variables of
the research will be discussed independently of
the variables of work enrichment strategies and
organisational innovation as follows:

Descriptive Statistics of Job Enrichment

The dimensions and paragraphs of the
independent variable (work enrichment) and the
statistical tools used to analyse the results are
shown in Table 1. From the statistical results,
it is revealed that the independent variable
obtained a mean of 3.53 which is higher than the
arithmetic mean of 3 and a standard deviation
of 0.99. Also, there are independent statistics
for each of the five dimensions. A mean of 3.89
is obtained after determining the task which is
higher than the arithmetic mean with a standard
deviation of 0.88. This is a good result that
indicates the sample agreement on accuracy of
the result and the generalisation. The value of
coefficient of variance of 0.21 gave it the first
place among the five dimensions of relative
importance.

The study found that all values exceeded
the mean arithmetic mean when observing the
computational and standard deviations of the
paragraphs after determining the task which
reflects the importance of the medium of the
sample of these paragraphs. In order to achieve
the ministry’s interest, the result indicates
constructive cooperation and communication
in an easy way within the ministry. A mean of
3.26 was obtained after the significance of the
task and a standard deviation of 1.01 reflects the
sample agreement on the answer and a coefficient
of variance of 0.26 as shown in Table 1. In the
same way, this study found that the coefficient
of variation is very close to the dimensions. The
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Table 1: Description and diagnosis of subdivisions and paragraphs of job enrichment
Descriptive Statistics Values Coef.ﬁc.l ent S.t d'. Mean

variation Deviation

1 The Ministry provides a variety of work experiences ~ 0.78 0.22 0.83 3.74
The Ministry provides training programmes to

2 learn new skills and allows the use of many new 0.78 0.22 0.83 3.83
technologies.

3 The . M}mstry gral?ts various powers and the 0.75 025 0.86 338
possibility of changing tasks

Total 0.77 0.23 0.84 3.65
Tasks are arranged regularly to provide good

4 cooperation within the Ministry 0.7 0.23 0.84 3.72
There is good communication and communication

5 between presidents and subordinates within the 0.77 0.23 0.90 3.83
Ministry

6 Workmg in the M1n1.stry is a good opportunity that 0.82 0.18 073 411
gives me a sense of importance.

Total 0.79 0.21 0.82 3.89

7 Tl"heT success of the Ministry’s work depends on the 057 0.43 122 284
individual performance of the tasks.

3 The. f'unctl'on of th.e §taff affects the organisational 0.73 027 0.92 344
decisions in the Ministry.

9 TI}e func?tlons Wlthln the Ministry are mt.ellectually 0.74 0.26 0.90 350
stimulating and give a sense of accomplishment.

Total 0.69 0.31 1.01 3.26

10 The .employee performs the duties 1n.dependently 057 0.43 110 256
and independently of the direct supervisor.

T giaff have the freedom to choose the way they see 0.64 036 107 300

12 Direct officials give subordinates the freedom to 0.71 0.29 102 348
arrange work.

13 The functlvor}s' of the Ministry include a great deal 0.83 017 0.70 409
of responsibility

Total 0.70 0.30 0.97 3.28

14 The Ministry attaches great importance to feedback ~ 0.75 0.25 0.87 3.55

15 E@ployees receive information about performance 0.24 0.76 581 371
directly from work.

16 The Mmlstl"y is always working to obtain regular 0.77 023 0.83 356
updates on job performance.
Leaders within the ministry recognize the

17 satisfaction of the supervisor while doing the work. 0.78 0.22 0.7 331

Total 0.63 0.37 1.32 3.58

Independent dimension results 0.72 0.28 0.99 3.53
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fourth analysis is on the relative importance.
The arithmetic mean reflects the importance of
this dimension in the research sample. They are
very much in agreement with the importance of
the jobs they perform and their impact on the
work of the other employees.

In the case of diversity of skills, the study
seeks to examine and measure the diversity of
skills among workers. This dimension obtained
a weighted mean of 3.65 which indicates a
good mean and a standard deviation of 0.82
which reflects the agreement of the sample on
this answer and the value of the coefficient
of variance of 0. 21 gave this dimension to
be ranked second relative importance. These
results reflect a good agreement among the
leaders of the research sample on the importance
of skill diversity among subordinates. The
fourth dimension which is the independence
reflects the extent of the possibility of workers
to complete their work freely and independently
of the direct charge. This dimension obtained a
weighted mean of 3.28, which is higher than the
arithmetic mean and a good standard deviation
of 0.97 reflects a large agreement in the sample.

The coefficient of variance of the dimension
is 0.30 which made this dimension in the fourth
ranking between the dimensions of enrichment
work. The result reflects the good situation
among the leaders of the targeted population in
dealing with subordinates as individuals and not
just members of the group. It also helped them
to develop their strengths through the allocation
of time to train them and teach them while each
person has the capabilities and aspirations which
are different from other colleagues. Regarding

the fifth dimension, the feedback reflects the
extent to which the employees’ reactions and
expectations were obtained. This dimension
has a weighted mean of 3.58, which is higher
than the arithmetic mean and has a standard
deviation of 1.32. The result indicates a large
agreement in the sample for the dimension with
value 0.37. The Table 1 shows the statistics for
all paragraphs on the enrichment of the work.
Descriptive  Statistics
Creativity

of Organisational

The descriptive statistics of the variable,
organisational creativity is presented in Table
2. This variable obtained a weighted mean of
3.64 which is higher than the arithmetic mean
and with a standard deviation of 0.86. The result
of reflects the severity of the sample responses
on this variable. The variable is measured
with 30 items which were distributed to seven
main dimensions. The first dimension was
encouragement and motivation with a weighted
mean of 3.65 and a standard deviation of 0.89
and a coefficient of variance of 0.25. It gives
this dimension a fourth relative importance
between the dimensions. The result indicates
that there is a good response in the sample of the
research on this dimension and there exists the
importance of leaders to pursue the achievement
of the goals. The post-reciprocity has reached
the weighted mean of 3.81 as shown in the
Table 2 and a good standard deviation of 0.81
and the coefficient of variance of 0.21. This
gave a second order ranking for this paragraph,
reflecting the existence of challenges in work
and sample agreement.
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Table 2: Description and diagnosis of subdivisions and paragraphs of organisational creativity
Descriptive Statistics Values Coef.ﬁc'l ent S.D  Mean
variation

The active flow of ideas is encouraged. The good

1 employee is known through their innovation 0.77 0.23 0.87 3.81
contributions

2 Failure is permitted if the employee does his best 0.70 0.30 1.02 3.35

3 Senior man?gemeqt appreciates creative ideas and 0.75 0.25 0.92 367
recognises innovative works.
There is a great deal of exchange of ideas being

4 done daily because the tasks of action stimulate this 0.76 0.24 0.86 3.63
exchange
Staff participate in discussions on any new work

5 or design. There is encouragement for continuous 0.79 0.21 0.81 3.78
professional development through learning.

Total 0.75 0.25 0.89 3.65

6 Team members suppgrt each other at work and in the 0.80 0.20 0.78 3.90
face of work and crisis problems.

7 Staff challenge each other’s ideas constructively. 0.76 0.24 0.84 3.51

3 Th.er'e is a great commitment to work within the 0.80 0.20 0.79 3.89
Ministry
Interpersonal work is coordinated in our department’s

9 task force with members of other sections of the 0.80 0.20 0.78 3.94
Ministry.

10 The tea}m complle.ments the work already begun by 0.78 0.22 0.86 382
others in the Ministry.

Total 0.79 0.21 0.81 3.81

1 There are sufﬁc1ent.resources w.lthm the organisation 073 027 0.92 345
and suitable for project completion

12 Project budgets are generally adequate. 0.70 0.30 0.91 3.07

13 The. information co.llected in project research makes 076 0.24 0.83 344
projects more creative.

Total 0.73 0.27 0.89 3.32
Staff shall determine the appropriate methods and

14 procedures for the completion of their work. 0.71 0-29 101 343

15 Management determm.es how staff will perform work 081 0.19 0.75 384
tasks and how best to implement them

16  Employees enjoy planning their own business freely. 0.74 0.26 0.93 3.53

Total 0.75 0.25 0.89 3.60
Daily tasks are a challenge for the Ministry and the

17 staff to the importance of these tasks 081 0-19 0.72 387

13 St{iff" is challenging the projects currently in the 077 023 0.80 355
Ministry.

19 Working in this Ministry is important and meaningful 0.85 0.15 0.63 416

to employees.
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The Ministry confirms the completion of things in the

20 0.78 0.22 0.83 3.72
way they were always done.

11 There is ?ntense competlt.lon within the Ministry to 0.78 022 0.84 385
prove existence and efficiency

Total 0.80 0.20 0.76 3.83

2 The functions of the Ministry require 1n.novat1\{e 0.79 021 0.86 3.99
employees because we produce innovative projects.

23 At the M1'n1stry of 011. employees are encouraged to 0.75 0.25 0.88 353
take the risk of being innovative

24 Many b}lsmesses within the Ministry require individual 0.75 0.25 0.89 359
nnovation.

25 There is a dlspersmn in the daily work of the employee 0.73 027 091 339
that prevents innovation _

2% Qperatlf)nal procedures and structures facilitate 0.72 028 095 342
innovative processes

Total 0.75 0.25 0.90 3.58

27  Employees have time to do their work 0.80 0.20 0.79 3.95

23 Team members leaye work as if they have not 0.80 0.20 0.75 376

_completed everything that can be done.
29  Stress does not affect the prioritization of tasks 0.69 0.31 1.04 3.40
30 People in this mlnlstry have sufficient tlrne' to 0.76 024 088 363
_implement best practices when they do their work.
Total 0.76 0.24 0.87 3.68
Variable results 0.76 0.24 0.86 3.64

The third dimension is the adequacy of
the resources. The weighted mean was 3.32
and the value of the standard deviation is 0.89
and the coefficient of variance was 0.27. This
result shows that this dimension in terms of
the importance is the last dimension among
the dimensions of this variable. The freedom
of work is the third dimension with weighted
mean of 3.60 and a standard deviation of 0.89
and the coefficient of variance of 0.25. This
gave it a relative importance in the fifth degree
between the dimensions of this variable, which
in turn reflects the interaction of the sample of
the research.

The fifth dimension is the challenges of
work which have weighted median value of 3.83.
This good mathematical mean shows the sample
agreement on the above paragraphs and standard
deviations of 0.76 while the coefficient of
variance of 0.20. This result gave this dimension
the first place among other dimensions and it
confirms the agreement of the sample by trying
to emphasise things agreed upon in enriching the

work rather than the things that differ from them.
For the sixth dimension, creativity, it obtained a
balanced of 3.58 and a standard deviation of 0.90
and a coefficient of variance 0.25. This gives
this dimension the position of sixth among other
dimensions. Similarly, a weighted mean of 3.68
and a standard deviation of 0.87 and a coefficient
of variance of 0.24 are realized for the seventh
dimension of the workload requirements. This
gives the dimension the seventh rank among
other dimensions.

Correlation Analysis

The study must test the correlations between
the independent variable and the variant of
Pearson Correlation before entering into the
hypothesis test as shown in Table 3. Thus,
there is a significant and positive correlation
between the leadership of enrichment work
and organisational innovation. The value of
correlation is 0.732 ** with a significant level
of 0.01. It indicates very large approaching (+1)
and the value of Significance of 0.000 which
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means that the calculated value of t is greater
than the scale.

The study found that all these correlations
are positive at a significant level of 0.01 when
reviewing the correlation values of the five
work spans with the variable, organisational
innovation. All the significant levels are less
than 0.05; thus, the calculated t values are greater
than the scale of the work’s richness and its
dimensions with the organisational innovation.
Therefore, the study proceeds to the second step
in testing for the hypothesis.

Conclusion

It is clear that organisational innovation is one
of the best ways to obtain competitive advantage
and stay in the labour market. Similarly, it
helps to focus on enriching work as a measure
to improve the quality of work and eliminate
boredom where an excessive routine has become
a necessity to achieve the greatest impact on
subordinates. For the purpose of achieving the
objectives of this study, the empirical results
reveal that there is a great interest in the sample
of the research under the research variables.
The main hypothesis is confirmed and the initial
impressions obtained by the researchers from the
preliminary interviews revealed the existence of
the problem. Also, the current model emphasised
the existence of the correlation between
the variables of research. Nevertheless, the
exclusion of the variables of resource adequacy
and creativity from the current results makes
it a powerful model. Finally, these two models
should be focused on by the research sample and
attention should be paid to them.
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