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& Singh, 2016). These organizations benefit from employees who can adapt to changing circumstances in 
their environment due to changing needs from customers or the market. The diverse and changing customer- 
and market needs result in jobs becoming more flexible and unstructured where crafting the job contributes 
to meeting customer- and market needs (Chen, Yen, & Tsai, 2014). Therefore, it is hypothesized that:     

Hypothesis 1.e: Outward focus is positively related to job crafting. 
 

Reflexivity  
Reflexivity can be described as the concern with reviewing and reflecting upon objectives, strategies, and 
work processes, in order to adapt to the wider environment. Reflexivity refers to critical reflection, by which 
individuals learn from experiences. To redesign their job, it is necessary for employees to reflect on 
activities and practices. Reflective activities by individuals, such as reviewing and re-assessing work 
processes, could be understood as effective means for redesigning jobs (Matsuo, 2019). Therefore it is 
hypothesized that: 

Hypothesis 1.f: Reflexivity is positively related to job crafting. 
 
Clarity of Organizational Goals 
Clarity about organizational goals for employees is about clearly defining the goals of the organization. 
Clarity of organizational goals results also in clarity of work-related goals of the individual employee 
(Anderson & Stritch, 2015). Employees who redesign their jobs and work environment through job crafting 
are seeking to acquire job resources that may help them better achieve their work goals (Demerouti, Bakker, 
Nachreiner, & Schaufeli, 2001). Therefore, it is hypothesized that: 

Hypothesis 1.g: Clarity of organizational goals is positively related to job crafting. 
 

Performance Feedback  
Feedback on performance of employees is about the measurement of and feedback on job performance. 
Feedback refers to which job activities result in employees obtaining direct and clear information about 
their performance and effectiveness. The results of Kanten (2014) showed that feedback positively effects 
the job crafting behavior of employees as by getting feedback, employees know how to make adjustments 
(Kanten, 2014). Therefore it is hypothesized that: 

Hypothesis 1.h: Feedback is positively related to job crafting. 
 
Pressure to Produce 
The pressure to produce is about the feelings employees experience to meet organizational- and individual 
targets. The research of Berg, Dutton & Wrzesniewski (2013) showed that pressures to produce and pursue 
goals make it more difficult for employees to recognize opportunities to craft their jobs (Berg, Dutton, & 
Wrzesniewski, 2013). Therefore it is hypothesized that: 

Hypothesis 1.i: High pressure to produce is negatively related to job crafting. 
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Figure 3.1: Full research model 
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(see paragraph 5.3.2 for extensive explanation). This model is based on the Ordinary Least Squares (OLS) 
regression (Hayes, 2013). 
 
Before running the multiple regression analyses, the data was checked for normality, linearity, 
independence of the error term and homoskedasticity (Hair, Black, Babin, & Anderson, 2014). According 
to the Central Limit Theorem, which implies that whenever the sample is larger than 30, the means 
approximately follows a normal distribution (Kwak & Kim, 2017), the assumption of normality will be met 
with a sample size of 124 in this study. Also, graphical representations in the form of histograms and QQ-
plots showed that the assumption of normality was met. Linearity was tested through an ANOVA analysis 
(i.e. Deviation from Linearity) where the level of significance needs to be > 0.05 to conclude that there is a 
linear relationship (Lui, Chow, & Hsieh, 2009). All relations were non-significant, so there was no evidence 
that the relationships under study were non-linear. The assumption of independence of the error term, 
whether errors associated with one observation are not associated with errors of any other observation, was 
tested by the Durbin-Watson (DW) statistic. A value close to two indicates that residuals are independent 
(Vinod, 2007). All values were between 1.7 and 2.0, so the assumption of independence of the error term 
was met. The final assumption of homoskedasticity was tested by the Breusch-Pagan (BP) test (Halunga, 
Orme, & Yamagata, 2017). When the test is significant, this indicates heteroskedasticity and thus 
heteroskedasticity-consistent standard errors were reported. Additionally, multicollinearity was checked 
using the Variance Inflation Factor (VIF-scores). Based on Kim (2019), VIF-scores below 5 do not indicate 
problems, so this final assumption was also met.  
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5.2.1 Correlations between Study Variables 
 

Organizational Culture and Job Crafting 
Table 5.2 presents the correlations between the dimensions of organizational climate and the job crafting 
dimensions. The complete correlation matrix can be found in Appendix E. 
 

Table 5.2: Correlation matrix organizational culture and job crafting 

Significance ** p < .01 level, * p < .05 level (2-tailed) 
 
The dimensions formalization (r = .23, p <.05) and performance feedback (r = .23, p <.05) were significantly 
and positively correlated with cognitive crafting. This means that higher scores on these dimensions of 
organizational climate are associated with more cognitive crafting. The organizational climate dimensions 
welfare (r = .22, p <.05), innovation & flexibility (r = .23, p <.05) and clarity of organizational goals (r = 
.26, p <.01) correlated significantly and positively with relational crafting. This means that higher scores 
on these dimensions of organizational climate are related to more relational crafting. None of the 
dimensions of organizational climate significantly correlated with task crafting. So, overall, there are 
relatively few significant correlations between the dimensions of organizational climate and employee job 
crafting behaviors (5 of 27). 
 

Job Crafting and Employee Engagement 
Table 5.3 presents the correlations between the dimensions of job crafting and employee engagement. The 
complete correlation matrix can be found in Appendix E. 
 

Table 5.3: Correlation matrix job crafting and employee engagement 

 
 
 
 
 

Significance ** p < .01 level, * p < .05 level (2-tailed) 

 1 2 3 4 5 6 7 8 9 10 11 12 

1. Involvement (.41)            

2. Welfare .54** (.87)           

3. Formalization .08 .13 (.69)          

4. Innovation & Flexibility .36** .27** -.14 (.37)         

5. Outward Focus .25** .23** -.01 .45** (.50)        

6. Reflexivity .34** .42** .14 .15 .32** (.25)       

7. Clarity of Organizational Goals .39** .45** .10 .31** .25** .38** (.65)      

8. Performance Feedback .26** .34** .20* .04 .24** .35** .44** (.48)     

9. Pressure to Produce -.17 -.36** -.10 .06 .04 -.14 -.21* -.26** (.71)    

10. Task Crafting .10 .00 -.02 .03 .03 .09 .04 .11 .08 (.72)   

11. Cognitive Crafting .17 .17 .23* .12 .15 .17 .15 .23* -.09 .35** (.78)  

12. Relational Crafting .14 .22* .10 .23* .06 .10 .26** .14 -.10 .40** .46** (.71) 

 1 2 3 4 
1. Task Crafting (.72)    
2. Cognitive Crafting .35** (.78)   
3. Relational Crafting .40** .46** (.71)  
4. Employee Engagement .31** .37** .36** (.72) 
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Task crafting (r = .31, p <.01), cognitive crafting (r = .37, p <.01) and relational crafting (r = .36, p <.01) 
were significantly positively correlated with employee engagement, meaning that an increase in each of 
these crafting behaviors is related to higher employee engagement levels.  
 

Employee Engagement and Affective Commitment and Turnover Intention 
Table 5.4 represents the correlations between employee engagement, affective commitment and the 
turnover intention. In Appendix E, the complete correlation matrix can be found. 
 

Table 5.4: Correlation matrix employee engagement and affective commitment and  turnover intention 

 1 2 3 
1. Employee Engagement (.72)   
2. Affective Commitment .53** (.84)  
3. Turnover Intention  -.35** -.37** (.81) 

Significance ** p < .01 level, * p < .05 level (2-tailed) 
 
As presented in the above table, employees engagement levels are significantly and positively correlated 
with their affective commitment levels (r = .53, p <.01) and significantly and negatively correlated with 
their turnover intention (r = -.35, p <.01). This means that higher levels of employee engagement are related 
to higher levels of affective commitment and a lower turnover intention. Turnover intention and affective 
commitment were significantly and negatively correlated with each other (r = -.37, p <.01). 
 

5.2.2 Correlations Control Variables 
Control variables are variables whose effect may influence the relationships of the variables under study, 
and therefore, in the analyses these variables need to be controlled for. Correlations between possible 
control variables and the study variables were inspected. To check for multicollinearity, the variance 
inflation factor (VIF-scores) were checked on forehand. VIF-scores for each independent variable should 
not be greater than 5 to be harmful (Kim, 2019). All scores were below 5, and therefore multicollinearity 
was not a problem. Appendix E shows the complete correlation matrix including control variables.  

As can be found in Appendix E, the control variables age, employees educational degree, years of work 
experience, organizational tenure, working part-time or fulltime and having a leadership position correlated 
all to one or more (dimensions) of the study variables. Of these control variables, age, educational degree, 
work experience and organizational tenure correlated each to multiple (dimensions of the) study variables. 
Age, for example, significantly and negatively correlated with the organizational climate dimension clarity 
of organizational goals (r = -.21, p <.05). Years of work experience and organizational tenure correlated 
both significantly and negatively with the organizational climate dimension involvement (respectively r = 
-.20, p <.05 and r = -.23, p <.05). Age, employees educational degree, work experience and organizational 
tenure were all significantly and negatively correlated with one or more of the job crafting dimensions.  

These relations can be substantiated with findings from previous studies. According to Bipp (2010), 
younger employees showed more job crafting behaviors compared to older employees due to changes in 
motives and interests over the lifespan that influence preferences. Younger employees stress the importance 
of intrinsic motivation more  and fulfill this motivation by performing job crafting (Bipp, 2010). According 
to different previous studies, employees with a higher educational degree were more inclined to perform 









 Chapter 5 - Test of Research Model 

 
31 

 

Table 5.8: Summary accepted and rejected hypotheses direct effects 

 

 

 

 

 

 

 

Hypotheses Result 
  
H1.a 

Involvement positive related to task crafting 
Involvement positive related to cognitive crafting 
Involvement positive related to relational crafting 

Rejected 
Rejected 
Rejected 

H1.b Welfare of employees positive related to task crafting 
Welfare of employees positive related to cognitive crafting 
Welfare of employees positive related to relational crafting 

Rejected 
Rejected 
Accepted 

H1.c Formalization of processes negative related to task crafting 
Formalization of processes negative related to cognitive crafting 
Formalization of processes negative related to relational crafting 

Rejected 
Rejected 
Rejected 

H1.d Innovation & flexibility positive related to task crafting 
Innovation & flexibility positive related to cognitive crafting 
Innovation & flexibility positive related to relational crafting 

Rejected 
Rejected 
Accepted 

H1.e Outward focus positive related to task crafting 
Outward focus positive related to cognitive crafting 
Outward focus positive related to relational crafting 

Rejected 
Accepted 
Rejected 

H1.f Reflexivity positive related to task crafting 
Reflexivity positive related to cognitive crafting 
Reflexivity positive related to relational crafting 

Rejected 
Rejected 
Rejected 

H1.g Clarity of organizational goals positive related to task crafting 
Clarity of organizational goals positive related to cognitive crafting 
Clarity of organizational goals positive related to relational crafting 

Rejected 
Rejected 
Accepted 

H1.h Performance feedback positive related to task crafting 
Performance feedback positive related to cognitive crafting 
Performance feedback positive related to relational crafting 

Rejected 
Accepted 
Rejected 

H1.i High pressure to produce negative related to task crafting 
High pressure to produce negative related to cognitive crafting 
High pressure to produce negative related to relational crafting 

Rejected 
Rejected 
Rejected 

H2 Task crafting positive related to employee engagement 
Cognitive crafting positive related to employee engagement 
Relational crafting positive related to employee engagement 

Accepted 
Accepted 
Accepted 

H3 Employee engagement positive related to affective commitment Accepted 
H4 Employee engagement negative related to turnover intention Accepted 
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Table 5.14: Summary confirmed and rejected hypotheses mediation analysis 

I.M. = inconsistent mediator (MacKinnon, Fairchild, & Fritz, 2007) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Hypotheses Result 
H5 Cognitive crafting mediates between formalization and engagement 

Cognitive crafting mediates between outward focus and engagement 
Cognitive crafting mediates between performance feedback and engagement 
Relational crafting mediates between welfare and engagement 
Relational crafting mediated between innovation & flexibility and engagement 
Relational crafting mediates between clarity of goals and engagement 

Partial 
Rejected 
Partial 
Partial 
Partial 
Partial 

H6 Employee engagement mediates between task crafting and commitment 
Employee engagement mediates between cognitive crafting and commitment 
Employee engagement mediates between relational crafting and commitment 

Full 
Partial 
Partial 

H7 Engagement mediates between task crafting and turnover intention 
Engagement mediates between cognitive crafting and turnover intention 
Engagement mediates between relational crafting and turnover intention 

Partial 
I.M. 
I.M. 

H8 Commitment mediates between engagement and turnover intention Partial 
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Table 6.2: Coding categories per subject 

Organizational 
Climate 

Job Crafting Employee 
Engagement 

Affective 
Commitment 

Turnover Intention 

Bottom-up 
Communicative 
Consensus-based 
Networked 
organization 
Result oriented 
Silo thinking 
Supportive 
Top-down 

Affinity 
Opportunities 
Responsibility 
 
 

Customer contact 
Personal contact 
Product affection 
Support 
Work atmosphere 
 
 
 
 

Company affection 
Development and 
learning opportunities 
Employment 
conditions 
Feelings of pride 
Job affection 
 

Career opportunities 
Financial security  
Multinational  
Personal growth 
opportunities  
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Appendix A - Organizational Chart  
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