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Job Redesign and Job Crafting
1. Relax Line, Inc.
Dik and Duffy  (2012) defines job crafting as the things that employees may do to in derive a purpose, and significance in their jobs, and to become more committed and resilient, in order to flourish in their job.  For the Relax Line, Inc case study, as a crafting consultant, I would recommend the task crafting and cognitive crafting for the ship crew. Task crafting entails taking an alternative approach to perform the tasks, while still being accountable for the responsibilities that the worker has been bestowed with. Security concerns can be distressing for the passengers. As such, the ship crew can notify the passengers of the security measures they have enacted in order to predict and prevent current and future security threat. In fact, they can devise a slogan such as “relax; your security is well catered for” to complement the company name “Relax Line.” Alternatively, in navigation, the team can go a step further of researching on the new techniques and technological application that could enhance their navigation abilities and enhance safety. Also, the crew team can employ relational job crafting by speaking with the passengers to find out if they have any concerns, and working towards meeting their needs.
Alternatively the hospitality team can employ relational crafting by being friendly to not only the passengers, but also to all the individuals in the ship. They can communicate with the passengers and the rest of the people and find out how they can enhance their relaxation needs. In cognitive crafting, the hospitality team can device a slogan “your relaxation, our concern,” and make it their sole purpose to offer the passengers the most wonderful customer experience.
Wrzesniewski (2014) indicates that “job crafting swap” entails the employees scaling back on particular tasks, and instead focusing on other tasks. Indeed, job crafting swaps could be possible for both the crew team as well as the hospitality team at Relax Line, Inc. For instance, for the crew, a job crafting swap can place each of the crew members in their areas they are passionate about among security, navigation, and maintenance of the ship. As a matter of fact, Wrzesniewski (2014) notes that at job crafting wasp at the group level helps the employees to work together to recognize opportunities for tasks and relational exchanges, thus ensuring that every employee discovers their ideal job. Alternatively job-crafting swaps can also work for the hospitality teams. For a case in point, job crafting swap could distinguish the workers who are best at organizing entertainment event, and those who are best at entertaining.  For the pilots and online marketers, Wrzesniewskic (2014) communicating strategic goals would be useful in helping both parties to understand the objectives of the organization, and their roles towards the achievement of such goals; and thus align their job crafting to match such goals. 
2. ABC Corporation
Griffin identifies (2007), the five core job dimensions. In the case of the ABC Corporation, the productivity of the employees meets the expectations of the company. When using job enrichment as an intervention for the ABC challenge, the ABC Corporation has to consider changing some of the job dimensions. To start with, ABC needs to change the skills variety job dimension. This dimension assesses the extent that a job requires entail the application of various skills and talents. For the ABC telemarketers, all they need to do is call the client, and probably use sales pitch in order to persuade the client to purchase the product. This means that their job does not give them an opportunity to exploit their skills and talents. Therefore, they are leaving the company, in order to venture in areas that could help them utilize their talents and skills for their personal growth and development. 
The second job dimension that should be changed is task identity. This dimension measures the extent to which a job that has starting point also has a completion point with substantial results (Bauer and Erdogan, 2012).  While autonomy is important in developing responsibility for outcomes, too much freedom could diminish the meaningfulness of the work. For instance, the telemarketers at ABC do not have any sales targets or even specific time or place for working. Lack of meaningless in a job results in lack of job satisfaction, and that could be why the employee turnover at ABC is high (Griffin, 2007). The autonomy dimension measures the extent of freedom offered to employees to make decisions on how to perform their work. As discussed in the task identity dimension, too much freedom reduces task identity. Therefore, autonomy dimension should be changed. The ABC telemarketers receive monthly feedback reports and therefore the feedback dimension (which measures the extent to which employees receive direct and precise information about their performance) should not be altered. The task significance measures the extent to which the job impacts on the work or life of other people. This element lacks significant impact in this case, and therefore it should not be changed.
3. Sports Injury Clinic
The conventional job redesign has many disadvantages. For instance, the job rotation, and job enlargement have proved ineffective in offering sustainable intervention for monotony. Alternatively, job enrichment does not put into consideration situational factors (Griffin, 2007). As a result, I would recommend job crafting for the sports injury clinic. I would specifically recommend cognitive crafting. According to Dik and Duffy (2012), cognitive crafting entails the change of perspective in one’s job. The three practitioners at the sports injury clinic perform their jobs as stated in the job description. As such, the job becomes monotonous and it lacks meaning.
 If the practitioners could have a simple change of attitude, and embrace new and enhanced point of view bout their “job’s nature, purpose, and impact,” they could find the purpose of their job (Dik and Duffy, 2012, p. 140). As a matter of fact, cognitive crafting has proved effective in workers who have little options of changing their required tasks (Dik and Duffy, 2012). In this case, the three doctors are working in their area of specialization, and they have little options of changing their required tasks. Therefore, the doctors could look beyond their job description, and take their work as a way of offering the injured patients the best customer experience possible. By doing so, they can create meaning in their work. Finding meaning in work generates internal motivation, job satisfaction, and leads to high quality performance (Griffin, 2007).
4. Question 4
	
Job Rotation
	
Job Enlargement
	
Job Enrichment

	Job Redesign (Griffin, 2007)
	Shifting employees form one task to another in a symmetric way in order to sustain motivation and interest
	Enlarging the employee’s job, so that he/she can undertake task that were previously being performed by other employees 
	Job enrichment entails enlarging the employees job, but letting the employee have more control over those tasks

	Job Crafting (Dik and Duffy, 2012)
	

Task Crafting 
	

Relational Crafting 
	

Cognitive Crafting 

	
	Taking alternative approach to perform the tasks, while still being accountable for the responsibilities that the worker has been bestowed with
	Enhancing the work environment. through the expansion and enhancement of the worker’s relationships
	Entails establishing new and more inspiring comprehension of the purpose of the work. 



     Job enlargement can be likened to task crafting. The worker is still required to meet the responsibility in the job description. However, they can also engage in other task, or alter the array of doing the task, in order to break monotony, and find meaning in their work. Alternatively, in job enlargement, the worker engages in more tasks, but still performs the initial task. The job is enlarged in order to break the monotony yielded by routine.  Secondly, job enrichment can is almost similar to cognitive crafting. 
In cognitive crafting, the workers find purpose by developing a positive attitude toward work. Job enrichment has cognitive elements because it is based on the postulations that positive job related experiences could generate motivation in workers (Griffin, 2007).
Alternatively, relational crafting is different from both job rotation and job enlargement. To start with, relational crafting aims at creating psychological benefits through social interactions. On the other hand, job rotation and job enlargement deal with a change in the physical routine in order to reduce monotony. As such, relational crafting is a psychological intervention, while job rotation and job enlargement is a physical intervention.  
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