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Job characteristics and psychological states of football referees: Implications for job enrichment 
Abstract  
A professional football referee performs their job under the public’s gaze and their performance is open to both employer and media critique. This study investigated football referee job design and its relationship to employee performance and well-being. Key job elements of football referees (n=157) were measured using the Job Characteristics Model. Specialization and information processing were found to be central job elements. Attitudinal and behavioral outcomes of football referees were mainly achieved through skill variety and task significance. The psychological state of meaningfulness of the work was related to growth satisfaction, internal work motivation; and efficiency. This research suggests that job enlargement (horizontal development) could be explored as a way to improve referees’ work satisfaction and commitment through job redesign or job crafting.  While the specific job design is of course important, the organizational climate and operating environment in which these jobs are carried out is also of significance for employee motivation, satisfaction and commitment. The practical and theoretical significance of these results are discussed.  
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Job characteristics and psychological states of football referees: Implications for job enrichment
Introduction 


Job satisfaction reflects how content an individual is with his or her job, and is considered a reliable indicator of work-related wellbeing (Judge, Heller & Mount, 2002). Job satisfaction is also a critical dimension of employee retention (Avery, Smillie & Rife-Schaw, 2015; Bergheim, Nielsen, Merns & Eid, 2015; Velickovic et al, 2014; Pan, 2015). Job satisfaction is formally defined as ‘a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences’ (Locke, 1976, p. 1304; cited by Bergheim et al, 2015).  Elias (2006), Saks (2006) and Roe, Zinovieva, Dienes, & Ten Horn (2001) all showed that professional commitment, organizational commitment and job involvement can lead to behavioral and attitudinal outcomes including job satisfaction.
Notably, specific job characteristics may influence employee satisfaction. For example, employees with strong communal motives may be more receptive to relational job design features if contact with recipients of their work aligns with their motivation to make a prosocial difference (Grant, 2007, 2008). Enriching jobs through design and redesign has been associated with enhanced job satisfaction when autonomy, meaningfulness of work and skill utilization is increased (Hackman & Oldman, 1980). More recently, it has been noted that job autonomy also provides an avenue for individuals to shape their own jobs (Daniels, 2011) and enhance well-being and person–job fit. In the sport coaching context Dixon and Warner (2010) found that job factors such as player-coach relationships, recognition, and social status were related to satisfaction. In their studies of Korean fitness club employees, Woo and Chelladurai (2014, 2012) argued that employees with high levels of affective commitment (one of the job attitudes of employees) were more likely to expend effort on their work and were more likely to stay with the organization. While sport officials play a significant role in sport, scant scholarly attention has been paid to their job satisfaction, commitment and well-being.  
 
In professional team sports, the job of officiating has been linked to increasing levels of stress and anxiety. Anshel, Kang, and Jubenville (2013, p. 362) noted ‘sports participants, including coaches, athletes, and administrators demand high-quality officiating, adding to the official's perceived pressure “to get it right”. Voight’s (2009) study of U.S. ‘soccer’ officials found that their main sources of stress were conflict between officiating and family demands, making a controversial on field decision, and conflict between officiating and work demands. While winning coaches and players rarely mention when referees perform well, losing players and coaches often will publicly comment on what they consider as poor referee decisions (Weinberg & Richardson, 1990). 
Voight (2009) highlighted the need to better understand sports officials' stress and coping techniques. In this vein, Myers et al., (2012) developed a Referee Self-Efficacy Scale to better understand referees sense of self. Anshel, Kang, and Jubenville’s (2013) Source of Acute Stress Scale for Sport Officials (SASS- SO) was developed to identify stressors and coping strategies that mitigate highly intense acute stressors. We suggest that further empirical research on football referees’ job satisfaction that identifies key job characteristics can provide a basis for human resource management interventions that can improve a referee’s job satisfaction, and, by drawing on work design theories this research can provide a theoretical basis for which to draw conclusions about referee job attitudes.
Referees are highly impacted by social pressure and this has been found to affect their decision making during a match (Dowson & Dobson, 2010). Stressful events may also affect the officials' emotional well-being, job satisfaction, and performance (Burke, Joiner, Pim, & Czech 2000). Changing these external factors (e.g. social pressure, negative attitudes of media and spectators, etc.) is largely beyond the scope of a referees’ employer. However, job characteristics may be manipulated to achieve better psychological states and positive job attitudes (Fried, Grant, Levi, Hadani, & Slowik, 2007). Job satisfaction and well-being of employees play an important role in mediating the relationship between enriched job design, high involvement management and organizational performance (Wood, Van Veldhoven, Croon, & Menezes, 2012). Hence, the present study investigated the most important antecedents (and how to stimulate these) and mediators of job attitudes (such as psychological states) of football referees using work design theories.  
Related Literature Review

Job design research has a long history (Humphrey, Nahrgang, & Morgeson, 2007). The primary challenges in how to design jobs were posited over 200 years ago by Smith (1776) and followed by Babbage (1835). The industrial revolution in early twentieth century generated systematic theories and the introduction of scientific management theory (e. g., Taylor, 1911; Gilberth, 1911). Followers of scientific management theory emphasized job specialization and job simplification. The motivational problems caused by increasing job specialization and the reduction of job satisfaction resulted in creation of motivation–based approaches in the field of work design such as the technical–social approach (Trist & Bamforth, 1951), two–factor theory of motivator–hygiene (Herzberg, Mausner, & Synderman, 1959), expectancy theory (Vroom, 1964), the theory of social information processing model (Salancik & Pfeffer, 1978; Salancik, 1977), the seminal Job Characteristics Model (JCM) theory (Hackman & Oldham, 1976), job demand–control theory (Karasek, 1979), and elaborated model of work design (Parker, Wall, & Cordery, 2001). The outcomes of this body of work led to the introduction of strategies related to job enlargement and job enrichment.
Job Characteristics Model (JCM) and related research
The JCM posited by Hackman and Oldham (1976) has been highly influential, and includes considerations about jobs such as job enlargement and job enrichment. Job enrichment refers to the inclusion of a greater variety of work content, requiring a higher level of knowledge and skill, giving workers autonomy and responsibility in terms of planning, directing, and controlling their own performance, and providing the opportunity for personal growth and meaningful work experience (Ali & Aroosiya, 2012). In contrast, job enlargement ‘transforms the jobs to include more and/or different tasks’ (Beliasi & Sklikas, 2013: p. 85). These job considerations (job enlargement and job enrichment) include social characteristics, work context, and motivational characteristics. Job design can also be used to improve employee perception of behavioral, attitudinal, role perceptions, and well-being outcomes (Humphrey et al, 2007) and can make jobs more interesting and challenging (Lunenburg, 2011).  
JCM provided a basis to assess job satisfaction, internal work motivation, efficiency, and other attitudinal outcomes of employees. In reflecting on their work, Oldham and Hackman (2010) explained that they hypothesized the conceptual core of the approach of JCM from motivational theory of expectancy (Vroom, 1964; Turner & Lawrence,1965; Hulin & Blood, 1968; Hackman & Lawler,1971), and included concepts such as core job characteristics (e. g., skill variety, task identity, task significance, autonomy, and feedback from job), psychological states (meaningfulness of the work, responsibility for the outcomes of the work, and knowledge the actual results of the work), and attitudinal and behavioral outcomes (e. g., growth satisfaction, general satisfaction, internal work motivation, efficiency, and absenteeism). 
Employees often describe their job as being very special or encompassing unique tasks. An employee may say: "I am carrying out the tasks with use of my different skills and talents", or "I do my job from beginning to end with a visible outcome", or "My job has a substantial impact on the lives or work of the other people – whether in the immediate organization or the external environment", or "My work provides substantial freedom, independence, and discretion to me in scheduling the work and in determining the procedures to be used in carrying it out". Such statements are indicative of job characteristics encompassing skill variety, task identity, task significance, and autonomy, respectively. Job characteristics with positive intrinsic components may provide employees with meaningful, valuable, and worthwhile experiences; whereby they feel personally accountable and responsible for the results of the work done; and know and understand, on a continuous basis, how effectively they are performing the job. These psychological states of employees are related to meaningfulness of the work, responsibility for the outcomes of the work, and knowledge of the actual results of the work, respectively. 
Oldham and Hackman’s later work (2010) placed a greater emphasis on job characteristics and team building in workplaces, whereas they had originally argued that the characteristics of skill variety, task identity and task significance lead to the psychological state of meaningfulness of work and increase responsibility for the outcomes of work through the feature of autonomy. 

However, there has been conflicting empirical evidence for JCM (Faturochman, 1997; Fried & Ferris, 1987; Noe, Moeller, & Fitzgerald, 1985). Glick, Jenkins, and Gupta (1986) and Behson, Eddy, and Lorenzet (2000), for example, found that the characteristic of task identity had a weak relationship with meaningfulness of the work. Subsequently, Morgeson and Humphrey (2006) used the characteristic of specialization instead of task identity in JCM and found a positive relationship with job satisfaction (Edwards, Scully, & Brtek, 2000) and a significant effect on efficiency (Morgeson & Campion, 2002). Specialization being the degree to which the job involves performing specialized tasks or needs specialized knowledge and skill. Steers and Porter (1991) also argued that the job characteristic of autonomy cannot lead to the feeling of responsibility on its own and other job features are needed. Additional variables such as information processing and problem solving were added to enrich the job characteristic model (Humphrey et. al., 2007). In their review study, Humphrey et al (2007) showed that the job characteristics of specialization (requirement of unique ideas or solutions) and information processing (dealing with complex inputs for decision making) can respectively predict the psychological states of meaningfulness of the work and responsibility for the work’s outcomes. 
Moreover, Edwards et al (2000), Mogeson and Campion (2002) found that job specialization and information processing lead to satisfaction, efficiency and other positive job outcomes. Although critical psychological states are considered as the central core of the JCM model and the mediator variables among the core job characteristics and the attitudinal and behavioral outcomes, Edwards et al (2000), Mogeson and Campion (2002) noted the direct relationship between specialization and job outcomes regardless of psychological states. 
Morgeson and Humphrey (2006) and Humphrey et al (2007) subsequently developed the Work Design Questionnaire (WDQ) and Integrated Model of Work Design, respectively to posit ten characteristics of work design. The knowledge characteristics comprise: skill variety, specialization, information processing, and problem solving, and task characteristics are: autonomy, task variety, task significance, task identity and job feedback.
The sporting context

There is scant research using the JCM in sport organizations even though Chelladurai (2006) opined that Stone and Gueutal’s (1985) three dimensions of job complexity (the five task attributes of Oldham and Hackman, 1980) could profitably be used in sport settings. In one of the few studies in sport, Cleave (1993) applied JCM to sport managers of university of recreational sport and physical education programs in Canada and the USA. The research found that among the five core job characteristics, task significance most affected the critical psychological states.
As noted earlier, while referees play a critical role in many sports including football, little research has been conducted with this population (Webb, Wagstaff, Rayner, & Thelwell, 2016). Recently, Tojjari, Esmaeili and Bavandpour (2013) measured the effect of self-efficacy on job satisfaction on football referees and found a significant relationship between referees' self-efficacy and job satisfaction. 
Most of the studies on football referees have focused on the external factors of the job. Lidbom and Priks (2010) showed that Italian football referees were considerably influenced by the atmosphere of the stadium and that when the stadium was full of spectators the referees were stricter towards the football players. Dohmen (2008) empirically studied the German football referees and showed that the social pressures, especially from the spectators, play a great role in their decisions. Football referees have been found to be influenced by unpredictable issues and external factors such as home advantage (Anderson et al, 2012); favoritism (Sutter & Kocher, 2004); and racial dimensions (Reilly & Witt, 2011). Moreover, other variables such as time (Fried et al, 2007); personality and culture: (Boonzaier, nd); employment type (Hensgens, 2011); collectivism (Woo & Chelladurai, 2014); favoritism (Sutter & Kocher, 2004); home advantage (Anderson, Sandy, Meave, & Moos, 2012); racial dimensions (Reilly & Witt, 2011); size of crowds (Hosseini, Aslankhani, Abdoli, & Mohammadi, 2011) have been identified by researchers and can be used as moderators for JCM in sport settings. 
Building on the research to date on job design, this study investigated the job characteristics of football referee’s work using the JCM (skill variety, task significance, autonomy and feedback), WDQ and integrated model of work design (problem solving, information processing and specialization). This provides the basis for identifying areas of dissatisfaction and motivation of football referees, as related to job involvement, job commitment, organizational citizenship behavior, professional commitment, and organizational commitment.
According to the JCM, some characteristics are internal and core to the job. For instance, a football referee combines physical skills and mental abilities in making judgments in their performance. Work autonomy, task identity, and skill variety are all present in the referees’ job. Task significance for referees is based on the premise that they should make decisive judgments/calls. 
A football referee’s ‘job performance’ can impact the result of the match, and therefore decisions can also have significant financial implications. However, Boeri and Severgnini (2011) found that referees involved in match rigging were promoted to top games and that their (referees) evaluation was not negatively affected by their involvement in documented episodes of match rigging. 
Football referees continuously evaluate themselves and their decisions before, during and after matches. It is proposed that, based on JCM and other related job design theories, such processes in officiating could be extracted from internal and natural job characteristics. To better understand the way in which referees think about their roles and responsibilities, this research explored how referees understand these job characteristics and what challenges they face in football officiating.
Context: Football refereeing in Iran

This study was conducted in the center of Middle-East (Iran) where career opportunities for football referees are expanding. Historically, most referees were volunteers, however more recently the number of individuals undertaking football refereeing courses and obtaining an official degree has increased due to the increased opportunities for a career as a paid referee. As professional football in Iran has grown rapidly, refereeing has also progressed and young referees can from 16 years of age begin to develop a career in officiating. This change can traced to 2016 
when the Asian Football  Confederation (AFC) selected an Iranian as the best Asian football referee (Alireza Faghani). Faghani went on to become a FIFA referee in 2008 and has officiated over many significant Asian and international matches.
A particular aspect of refereeing in Iran is the intense pressure that referees constantly face. The competition between Iranian Football clubs means that managers, coaches, and spectators frequently protest against refereeing decisions. Iranian football referees therefore experience job pressures and challenges similar to referees in other countries where crowd noise, confrontations, aggressive players and the the crowd’s proximity to the field has been related to the quality of refereeing (Dohmen, 2008). Iranian referees are generally semi-professional, and  most Iranian referees have a second job to supplement their refereeing income. 

Rationale and hypotheses
Considering this background, the purpose of the present study was to determine the effects of core job characteristics of Iranian football referees on their psychological states and attitudinal and behavioral outcomes. It was hypothesized that job characteristics of skill variety, specialization, and task significance would facilitate psychological states of meaningfulness of the work among football referees (Hypothesis 1). Task identity was excluded because its significance has not been proven (Glick, 1986: Behson et al, 2000). 
The ‘new’ variables are expected to contribute positively to experienced responsibility for outcomes of the work, as high cognitive demands enhance complexity of the job (Morgeson & Humphrey, 2006). Hence, we assume that job characteristics of autonomy, information processing and problem solving would promote responsibility for work outcomes (Hypothesis 2), and feedback about one’s job increases knowledge of actual results (Hypothesis 3). These assumptions are based on previous job design research which shows the importance of new job characteristics of information processing and problem solving (Humphrey et al, 2007). Finally, we explored whether critical psychological states would lead to positive attitudinal and behavioral outcomes among football referees (Hypothesis 4). Additionally, we have assumed that critical psychological states will be able to act as mediators in the relationship between job characteristics and outcomes of football referees.  

[INSERT FIGURE 1 ABOUT HERE]
Method
Participants 

One hundred and fifty-seven Iranian male football referees and assistants (15 referees and assistants with international qualifications, and 142 referees and assistants with national degree [qualifications Mage = 34.69, age range= 24–47, M profession experience=14.21 years, range of profession experience = 6 to 27 years]) working in the Premier League and A-League football of Iran during the 2011-2012 seasons were surveyed
. The referees and assistants were all in the first and second tier groups of Iran’s football referees (as per FIFA Arbitration Statues) and were considered as active referees working in the professional and semi-professional contests of the Football Federation.
Instruments and procedure 
A total of fourteen variables were measured. Seven core job characteristics, three critical psychological states, three attitudinal outcomes, and one behavioral outcome. A seven-point Likert scale (1= Disagree strongly, 2= Disagree, 3= Disagree slightly, 4= Neutral, 5= Agree slightly, 6= Agree, 7= Agree strongly) was used.
Core Job Characteristics. The items used to investigate the core job characteristics were taken from the Work Design Questionnaire (WDQ) (Morgeson & Humphrey, 2006). Twenty-eight items were used for seven constructs of the core football referees job characteristics (see the upper panel of Table 1).
Critical Psychological States. Eight items were extracted for use from JDS (see the middle panel of Table 1).
Attitudinal and Behavioral Outcomes. These variables were tested by using 26 items. The four items (with reliability of .76) of internal work motivation from Hackman and Oldham’s JDS. Five items of efficiency were drawn from Campion (1988), and Morgeson and Humphrey (2006). General satisfaction and growth satisfaction were measured by five items each (see the bottom panel of Table 1).  
[INSERT TABLE 1 ABOUT HERE]
   Based on previous studies 62 items were selected to cover the variables of the study (28 items for the core job characteristics, 8 items for critical psychological states and 26 items for attitudinal and behavioral outcomes). Job characteristics of skill variety, task significance, autonomy, specialization, information processing, problem solving and feedback were the independent variables. Meaningfulness of the work, responsibility for the work and knowledge of actual results were the mediating variables. Finally, growth satisfaction, general satisfaction, internal work motivation and efficiency were the dependent variable. All variables' reliability were confirmed by Cronbach’s Alpha (Table 2).  

[INSERT TABLE 2 ABOUT HERE]
Data analysis 
Descriptive statistics were deployed to ascertain demographic characteristics and determine variables level of importance. Partial Least Square (PLS) method was used for statistical analysis and testing the model of present study. The PLS method is used for model testing and small samples (Xue, Bradley, & Liang, 2010). The averages of the latent construct are used for prediction in PLS. This method is an alternative for the regression test of multivariate hierarchy. In the scientific fields that collect data with high correlation in independent variables, the PLS method is a commonly method of prediction. 
The Partial Least Square method extracts orthogonal linear combinations of predictor variables as factors from the predictor data that indicate the variance of independent and dependent variables (Wold, 1994). The PLS method is an alternative method for modeling and predicting research variables that have reflective and formative constructs. Haenlein and Kaplan (2004) compared the statistic ability of this method with other modeling methods such as LISREL, Amos and Structural Equation Modeling (SEM) and showed that the PLS method is a good method for modeling. The present study uses the Partial Least Square method by PLS software. It investigates the prediction of attitudinal and behavioral outcomes (dependent variables) by the other mediators and independent variables in a significant level of .05. We also tested the mediation role of psychological states by calculating the direct/indirect effects and Sobel test.  
Results
Measurement Validation
The reliability of the measurements was evaluated using Composite Reliability (CR) and Cronbach’s Alpha scores. The reliability scores of all the constructs are considered adequate (Table 2). The convergent, divergent, and discriminate validity of the measurements were confirmed by three tests. First, as Table 2 shows the square root of the Average Variance Extracted (AVE) of each construct is much larger than all cross-correlations between the construct and other constructs (Chin, 1998). Second, all AVEs are above .50. Third, PLS analysis showed that each variable’s factor loading on its underlying construct is above .50 level and significant at the .05 level. These tests suggest adequate and acceptable convergent, divergent, and discriminate validity of the research constructs. These tests did show that the characteristic of problem solving among football referees had weak factor loading (.27) and should be removed from job characteristics of football referees. This variable was analyzed as the t-value was estimated to be more than 1.96.
Model Testing

The PLS results showed that job characteristics of skill variety and task significance had significant effect on the psychological state of meaningfulness of the work (t ≥ 1.96, p ≤ .05), while the impact of the job characteristic of specialization was not significant in this psychological state (Table 3). Job characteristics of autonomy and problem solving had significant effects on the psychological state of responsibility for work’s outcomes, whereas the impact of information processing on the psychological state of responsibility for outcomes was not significant. Job feedback had significant effect on the psychological state of knowledge of results. 
The results of the interrelations between variables showed that there is a significant and negative correlation between specialization with task significance (r= -.21) and meaningfulness of the work (r= -.34). Additionally, there were positive relationships between specialization and skill variety (r= .75), task significance and meaningfulness of the work (r= .34), and skill variety and meaningfulness of the work (r= .41).
Autonomy was negatively correlated with information processing (r= -.33) and problem solving (r = -.07), while there was a positive relationship between autonomy (r= .16) and psychological state of responsibility for work’s outcomes. Among characteristics of autonomy, information processing and problem solving, features of problem solving had the highest correlation with psychological state of responsibility for work’s outcomes (Table 3). The effect of job feedback on knowledge of actual results was significant (r= .32).

[INSERT TABLE 3 ABOUT HERE]
The psychological state of meaningfulness of the work was found to be more effective than other critical psychological states on growth satisfaction (ESE= .27, t ≥ 1.96, p≤ .05), internal work motivation (ESE= .34, t ≥ 1.96, p≤ .05), and efficiency (ESE= .31, t ≥ 1.96, p≤ .05; Table 4). Based on the results of PLS, responsibility for work outcomes should significantly affect internal work motivation, and the psychological state of knowledge of actual results significantly predicted attitudinal outcome of growth satisfaction and behavioral outcome of efficiency. No critical psychological states predicted general satisfaction. Results also showed a weak relationship between general satisfaction and meaningfulness of the work (r= .28), responsibility for work’s outcomes (r= .30), and knowledge of the actual results (r= .23. There was a significant relationship between the attitudinal and behavioral outcomes (Table 4). 
[INSERT TABLE 4 ABOUT HERE]
Figure 2 shows the results of the measurement mode and structural model. Three constructs of core job characteristics, critical psychological states, and attitudinal and behavioral outcomes are second-order latent constructs. PLS analysis results showed that the core job characteristics in football referees had significant effects on critical psychological states (.59) and had both a direct effect (.39) and indirect effect (.17) through psychological states, and total effect (.56) on attitudinal and behavioral outcomes. While according to the results of a Sobel test, critical psychological states as mediators had significant effect on relationship between core job characteristics and attitudinal and behavioral outcomes in football referees (z= 4.73, p= .01). Moreover, the factor loading results of the first-order latent constructs with second-order latent constructs were identified.
[INSERT FIGURE 2 ABOUT HERE]
Discussion
As we empirically tested WDQ for the first time; the validity and reliability of the variables and items was assessed and confirmed. Unlike previous studies, we found some of the job characteristics, specifically the job characteristic of problem solving, was only weakly linked to the related construct (the core job characteristics). Football referees’ problem solving had a lower factor loading, suggesting that the respondents felt that uncertain environments were not present in officiating. This relates to the perception that match time events and issues (throw-in, co-working with assistants, corner kicks, match timing, etc.) related to making judgments during the match are predictable. This outcome may be related to the referees’ belief that they follow the game’s rules and its provisions under all circumstances. 
How can a football referee’s job be designed for more flexibility? Aspects that are related to increasing the authority of the referees could be incorporated so that they experience independence and freedom of action in dealing with unpredicted and challenging issues. Consideration could also be given to job enrichment with these characteristics, to bring about the psychological state of responsibility for the outcomes of the work. This could lead to positive attitudinal and behavioral outcomes such as increased internal work motivation, growth and general satisfaction, efficiency and lower turnover of referees. However, the referee’s performance is based on making rule based judgments and giving more flexibility to referees may have other consequences.  Hence, in order to produce more positive motivational outcomes for football referees, consideration should be given to changes that create a higher level of intrinsic job enrichment.
According to the findings of the present study, football referees mostly follow their formal job descriptions rather than approaching tasks with flexibly, simply because some characteristics such as autonomy and problem solving are not viewed as a priority. The majority of football referees believed that just doing their job affects other peoples’ lives (e.g., their family, spectators, fans, etc.). 
Results showed that skill variety and task significance were highly valued but specialization did not predict the psychological state of meaningfulness of the work. It is evident that the psychological state of meaningfulness of the work is the most critical psychological state for referees. Referees are constrained as their role is highly codified with specific duties and responsibilities on the field. However, interpersonal skill development may be one way in which referees can positively influence their approach to carrying out these duties.  Job redesign and personal development can be a starting point from which employees introduce changes to their tasks and relationships at work (Berg et al, 2013). Engaging in such processes can provide employees an opportunity to contribute to redefining and reimagining their job designs in personally meaningful ways (Wrzesniewski & Dutton, 2001). 
As the participants in this study placed a high priority on skill variety, we suggest consideration be given to how to capitalize on this job component. Referees draw on their skills, creating relations and completing tasks variously, in a highly individualistic manner. Providing referees with opportunities to adapt and innovate can create a greater sense of empowerment and job satisfaction. 
A negative relationship was observed between task significance and specialization. Specialization can result in job simplification and narrow responsibilities. Managers might consider how to enlarge referees' jobs to deliver benefits to organizations by fostering innovativeness and adaptability (Frese & Fay, 2001). Greater scope to take initiatives opens up opportunities for referees to create meaningful experiences through job crafting (Berg et al, 2013). This process can in turn facilitate a referee to achieve greater job satisfaction.  
In testing Morgeson and Humphrey’s (2006) three ‘new’ variables added to the JCM, problem solving was the only one that had a significant relationship with responsibility for the outcomes.  Notably, the job characteristic of problem solving had the weakest factor loading for predicting the core characteristics of the football judgment’s job and the job characteristics of specialization and information processing did not have a significant effect on the referees’ critical psychological states.
Morgeson and Humphrey (2006) and Humphrey et al., (2007) found that the existence of the specialization in a job provides the job holder with opportunities to achieve a positive psychological state of meaningfulness in their work. However, in our study job specialization and information processing were identified as critical requirements of a football referee’s job, but these work characteristics did not have a significant effect on psychological states of meaningfulness of their work. Referees reported that they have to draw on an increasing array of skills to be successful in their jobs; therefore, the challenge is how to ensure that this increasing task complexity is managed in a way that allows referees to operationalize these requirements in ways that create a greater sense of job significance and autonomy. 
In support of Cleave’s (1993) findings, the present study indicated that receiving feedback has a significant effect on the psychological state of knowledge of the actual results in job. Cleave (1993) also showed that in addition to autonomy, task significance and task identity have also a significant effect on psychological state of responsibility for the outcomes of the job, and all of the core job characteristics predict the psychological state of meaningfulness of the work. Like Cleave, our study also analyzed the job characteristics of sport jobs but we investigated a different job type and level. Our study adds to the body of research that has examined management level positions by empirically investigating job characteristics of a football referee’s job (operational level). Understanding how operational level employees feel about their work can assist organizations to develop appropriate human resource management approaches that support these individuals to reach their potential, and to implement processes that lead to positive work outcomes. 

The findings that were related to the relationship between critical psychological states and attitudinal and behavioral outcomes of football referees offered interesting results. Each of the three critical psychological states of the research model caused attitudinal and behavioral outcomes, but none of these critical states predicted the attitudinal outcomes of the general satisfaction for the referees. These results show that referee's satisfaction interacted with other factors which can be internal or external. Notably, the findings of the study indicated that by job enlargement (high skill variety and task significance) and job crafting (task, relational and perceptual crafting) we can create motivational outcomes in football referees related to the psychological state of meaningfulness of the work. Therefore, we suggest that in order to achieve general satisfaction for football referees, mediating factors such as organizational commitment, job crafting, professional commitment and job involvement should be considered.
Implications of the research
As one of the few studies conducted in a non-western context, this research adds to our understanding of the job role and expectations of football referees by providing insights into another cultural milieu (Iran). We suggest that future research may build on this work by examining both cross cultural and transnational differences between Asian and other football referees in terms of job satisfaction. 

In our study, the critical psychological states of meaningfulness of the work, responsibility for outcomes and knowledge of the actual work results alone are not enough to achieve an outcome of improved job satisfaction. Other variables such as flow at work
, organizational commitment, job involvement, professional commitment and job related challenges can be regarded as a mediator and job attitude in the relationship among the job characteristics and attitudinal outcomes. In addition to internal factors, the external motivators and rewards that lead to the general satisfaction from the football referee's job for all three critical psychological states of the research model encompass a range of indicators. Further research could profitably investigate how other dimensions of a referee's job impact on job satisfaction, commitment and importantly, turnover considerations.
The current study shows that the JCM in sport settings and football officiating can be combined with work design theories. Task characteristics (the same characteristics as in Hackman and Oldham’s model) can significantly estimate the core job characteristics of football referees. Furthermore, to extend the findings of the present study, the knowledge characteristics of sport officiating could also be investigated. Work design models of Grant et al (2010), and Humphrey et al (2007) could be used to determine the significance of other job characteristics such as social characteristics, physical characteristics and interrogate job characteristics such as skill variety and task significance. It also seems that football referees could achieve positive psychological states through greater attention to goal setting. 
This study has identified that job enlargement is a technique that could be usefully deployed in designing and redesigning the job of a referee. It has also highlighted the critical tasks and skills to be effective as a football referee. We suggest that future research could also investigate the effectiveness of using job design and job crafting techniques for football referees to improve job motivation, satisfaction, commitment and employee recruitment, retention and well-being. 
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