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Job range refers to the range of activities that an employee is required to undertake. Taking, for instance, the position of an accountant I lastly held, the job range for this position was to particularly provide financial information to the management, preparing asset, liability, and capital account entries by analyzing and compiling account information. Job depth, on the other hand, is an employee's ability to take part in decision-making and accountability to improve their performance (Azhar & Hassan, 2014). As an accountant, I was required to control my work environment as an employee. I was needed to set my working hours, deciding which tasks to accomplish each day at service, and so on. Job relationship refers to the dimensions that define who and with how many people an employee works. As an accountant, I worked with my colleagues, and our working relationship turned into a very close friendship.
Job enlargement ideally means increasing the scope of a job by extending the range of its job duties and associated responsibilities. At my organization, to enhance the quality of the service delivered, the management combined various activities at the same level in the organization and added them to the existing job. This, in turn, limited the number of tasks and responsibilities we had to undertake. Similarly, allowing employees to plan for their time and responsibilities seemed a better strategy by the management since it positively impacted the outcomes and activities. Arguably, many high depth jobs have low ranges with enhanced results. The management understood that allowing the employees to work at their own discretion meant more job depth. 


It is important to understand that an organization's job design directly impacts employee performance, satisfaction, and motivation. In the creation of job designs, the management is not only aiming at managing their organizations but also to manage people. For this reason, job designs are meant to try and figure out how to leverage employee behavior to meet the organizational objectives. Increasing the job depth provided alternative forms of work arrangement for our department; thus, we could work well with the new arrangements (McShane & Glinow, 2017). By allowing for more discretion, the management was aptly able to create job enrichment. The provision of more opportunities for discretion greatly motivated the employees in my department since they could schedule for their own activities and above have complete control over the input resources. This consequently led to the development of personal accountability. 
Additionally, job enlargement was a motivation for most employees as it significantly reduced the number of tasks that a particular employee was to perform. Similarly, it led to the creation of self-managed teams and a consequent reduction of boredom (Kanfer & Chen, 2016). Most of the management's approaches in the creation of the job designs seemed to motivate the employees to carry out their job specifications with a lot of diligence. For example, job enlargement blended group problem-solving techniques, consequently reducing the complexity and difficulty of tasks. 
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