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Abstract 

The aim of present study is to examine the role of job crafting and the effects 

on mental health between two different sectors, tourism and technology. A 

quantitative cross-sectional part-correlational survey design was used and 

administered through convenience sampling. The research sample consisted 

of 95 participants of which 45 worked in tourism and 50 in technology. The 

expected finding of the study was a statistically significant difference in 

levels of depression in the tourism sector compared to the technology sector 

while an increase in job crafting predicted a decrease in levels of depression 

and stress. Results showed that there was no significant difference in job 

crafting between the two sectors or difference in job crafting depending on 

annual income. These findings suggest that job crafting has a positive effect 

on mental health and that employers of any employment sector should 

embrace such practices for their employees.  
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1. Literature review 

1. 1. Introduction 

The industrial economy of the twentieth century focused on jobs based on market 

efficiency, production and a “top-down” approach that in the last decades has changed to an 

increased use of teams and the flattening of organizational structure that in turn has led to an 

interest in how workers shape their own job roles (Kooij, Tims and Kanfer, 2015).  

Jobs normally have a standardised job design, a set of tasks assigned to one person within 

an organisation and the tasks and interactions is what makes up an employee’s day and job. 

Previous studies have shown that managers were assumed to be in charge of structuring jobs while 

social characteristics of a job were not strong predictors of motivational outcomes (Hackman & 

Oldman, 1976) consequently resulting in a view that job characteristics are more important than 

social characteristics. Following on from this viewpoint, job design has been focused on 

hierarchal managerial top-down job design that has been centred around job characteristics with 

optimum demands and duties on an employee resulting in a passive employee role as the learning 

becomes routine with a decline in intrinsic motivation (Hornung, Rousseau, Glaser, Angerer & 

Weigl, 2010). Bellah, Madsen, Sullivan, Swidler and Tipton (1985) argued that workers see their 

work as either a job, a career or a calling. A job is focused on financial gain, not on advancement 

or fulfilment. It allows the worker to get the financials to enjoy life outside of the job and their 

ambitions and interests are not linked to their work. An individual who sees their job as a career 

has a deeper personal investment with not only monetary benefits but the aspiration to advance 

leading to higher social standing and power. A calling is inseparable from life and financial gain 

or advancement are not necessary while fulfilment is. These jobs may be considered more socially 

valued such as doctors and Peace Corps. A study by Wrzesniewski, McCauley, Rozin, & 

Schwartz, (1997) showed that all three of the distinctions may be found in any occupation but 

there were some differences reported. People within the career group may be younger which may 
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indicate that they would work harder to advance than their fellow aging colleagues or it may be an 

expectation for advancement for a younger person while the respondents in the calling group 

reported higher work and life satisfaction. If an employee would be able to proactively change or 

alter their job to suit themselves and their skills; job, career and calling may be all fulfilled as one. 

There is a relatively new theoretical research field termed job crafting that may address this and 

this research will primarily look at the impact job crafting may have on mental health in the 

tourism and technology sector. 

1. 2. Job crafting 

The term “job crafting”, coined by Wrzesniewski and Dutton (2001), proposes that 

“employees craft their jobs by changing cognitive, task, and/or relational boundaries to shape 

interactions and relationships with others at work” (p. 179) ultimately putting the employee in the 

driving seat and getting them to change the meaning of their work, thus making them the job 

crafter. Meaning of the work can be described as an individual’s understanding of achievement 

and purpose of work while work identity is how an individual identifies themselves at work. If an 

employee cut tasks and avoids certain interactions with others, the work meaning and work 

identity may change as a result. It may give the employee more purposefulness of work, increased 

job satisfaction, benefits such as low absenteeism and due to purposefulness, a higher attachment 

to the organization.  

Job crafting can be viewed as a self-initiated proactive behaviour that is in accordance 

with our own skills and values (Tims, Bakker and Derks, 2012). Self-initiated proactive behaviour 

leads the employee to be more in charge of their own role within an organization but also in 

charge of their own working and interpersonal space leading to an enhancement of experience, 

motivation and social environment. It is an initiative to anticipate, create and shape our own 

surroundings sometimes resulting in higher autonomy leading to higher self-efficacy and 
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confidence that may lead to taking on more challenging work (Frese, Garst & Fay, 2007). 

Wrzesniewski and Dutton (2001) proposed that job crafting can be divided into three categories; 

task, relational and cognitive. Task suggest that a worker can alter a task, drop a task that they 

deem unnecessary and change the scope of the task. Relational reflects how, when and with whom 

we interact at work and our way of interacting and the cognitive category is our perception of the 

task and our ability to reframe and add meaning to our job and may occur if we try and think of 

the benefit of our job to others or even internally. They also argue that job crafting is different to 

job design as an employee responds to a job design by doing what they are meant to do according 

to the specifications while job crafting allows a worker to shape their job design as well as social 

environment while working.  

The Job Demands-Resource model of burnout by Demerouti, Bakker, Nachreiner, and 

Schaufeli (2001) states that job demands such as heavy workload and emotional demands can lead 

to burnout where job resources such as support and development prospects can lead to work 

engagement. Following this model, Tims et al., (2012) developed the job crafting scale that 

consists of four forms: 1) increasing structural job resources, such as learning opportunities, 2) 

increasing social job resources, like support, 3) increasing challenging job demands, such as a new 

project and 4) decreasing hindering job demands, like decreasing emotional strain. For an 

employee to find positive meaning in work and a positive work identity, there are three main 

pathways to craft according to Wrzesniewski, LoBuglio, Dutton and Berg (2013). These are 1) the 

alignment crafter - aligning their job to reach a positive outcome or to change an unexpected 

outcome. 2) the aspirational crafter- crafting in order to develop work and self to reach the desired 

goal. 3) the accidental crafter- unintentionally discover a positive meaning of work and self. An 

alignment crafter may be a cleaner seeking direct contact with other workers or customers, thus, 

seeking new opportunities and identities within the job that they currently do not experience, an 

aspirational crafter may be a lawyer taking on more pro bono work to experience more meaning in 
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work therefore reaching a new goal and an accidental crafter may be a worker who happen to help 

someone else with something outside their assigned role and that then makes them experience a 

new identity. Alignment and aspirational crafters are driven by positive work meaning and 

identity while the accidental crafters experience these as an outcome. Berg, Dutton and 

Wrezniewski, (2013) argued that in order to craft our jobs, we must have the underlying 

perception that we may be able to proactively change our job by using motives, passion and 

strengths while also being able to see where we can craft. The employees also need to have the 

perception that they are allowed to craft and that not only managers are allowed to perform 

changes, however, there is equally a need of balance in structure and freedom. If organisations 

allow employees to craft within their roles there might be benefits such as the decrease in turnover 

of staff, higher job satisfaction and happier work-force. Some argue that job crafting is more 

prominent within highly skilled people with more autonomy but also employees with a higher 

chance of advancing their career and being promoted. 

1. 3. Job crafting, income and job position 

As mentioned, there may be differences in how we craft and why and a study by Berg, 

Wrzesniewski & Dutton (2010) found that differences in job crafting depend on our position 

within a company. High-ranking employees experience challenges regarding own and other’s 

expectations of their time and feeling of encroaching on a colleague’s time compared to lower 

ranking employees that see the challenges in their job design, limitations and expectations of 

others while also lacking in power. High-ranking employees mentioned job designs with a general 

outcome without design structure how to get there while low-ranking employees had a set way of 

getting certain tasks done. A recent study by Harju, Hakanen and Schaufeli (2016) found that job 

crafting can reduce job boredom and work engagement that ultimately can improve and sustain an 

employee’s well-being. The study showed some limitations as the sample was derived from highly 

educated employees with a higher risk of overqualification but also more autonomy to craft and as 
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discussed, previous studies have shown that low-skilled employees might job craft but in a 

different manner. The current study involves a wide variety of workers and age in the two sectors 

while working in both supervisory and junior roles with a variety of income.  

1. 4. Work sector 

A longitudinal study by O’Leary and Deegan (2005) on the career progression of 

hospitality and tourism graduates, found a high level of drop-out rate among graduates in the 

hospitality industry. The poor salary and the incompatibility to personal life were the main factors 

recognized and the trend might lead to a shortage of skilled workers in the sector. Gardner (2017) 

suggested top 10 graduate careers of 2017 involving mostly data careers for example; Java 

developer, data analyst and technical architect where only one role, hospitality manager, can be 

linked to tourism. Seibert, Kraimer and Crant (2001) found a positive relationship between 

initiative and career progression such as growth in salary and promotions received and as 

previously suggested, career progression has been linked to job crafting so this might be a 

determent in willingness to craft.  

1. 5. Job crafting and person-job fit 

As different workers differ in the knowledge, skills, abilities and others (KSAO) the person-

job fit may be very important to an organization for employee motivation ultimately resulting in 

organizational benefits, such as increased productivity or low turn-over. Edwards (1991) argued 

that person-job fit is defined through two factors that need to match, demands-abilities (demands 

of a job and abilities of an individual) and needs-supplies (desires of an individual and job 

attributes that satisfies these needs) and a meta-analysis by Kristof-Brown, Zimmerman and 

Johnson (2005) found that job satisfaction was strongly influenced by person-job fit.   

Job crafting is considered a way of looking at person-job fit as the employee craft to fit 

their abilities and skills while also bringing in their personality, particularly in fellow colleague 
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interactions. Employees are more likely to craft if they have a disposition towards proactive 

behaviour, such as showing initiative, taking action, and persistence. Job crafting is different from 

other proactive behaviour constructs as it is aimed at improving motivation and person-job fit 

(Bakker, Tims and Derks, 2012). Our experience of our jobs is not only determined by job design 

but by our experiences while conducting assigned duties and job crafting aligns our perception of 

how a job should be performed that in turn may lead to more meaningfulness.  

Meaningfulness is difficult to clarify but Steger, Dik and Duffy (2012) looked at three facets 

in measuring meaningfulness 1) Psychological meaningfulness: experiencing work as significant 

2) meaning-making through work: meaningfulness in work leading to more meaningfulness in life 

and 3) greater good motivations: positive impact on others lead to more meaningfulness. Jobs 

considered challenging and autonomous with significant tasks are viewed as more meaningful but 

also influenced by person-job fit (when work and self-concepts are in line with each other). Tims, 

Derks and Bakker (2016) looked at person-job fit and meaningfulness and found that person-job 

fit can be improved through job crafting by increasing job resources; such as autonomy, 

increasing job demands; for example, a new project and decreasing job demands; for instance, less 

emotional effort. They also measured meaningfulness in work through person-job fit by 

measuring demands-abilities and found higher experience of meaningfulness following job 

crafting. May, Gilson and Harter (2004) studied work engagement through three factors: 

meaningfulness, safety and availability and found that meaningfulness had the strongest 

association with work engagement leading to higher job satisfaction and Tims, Bakker and Derks 

(2013) showed a positive relationship between the increase of job resources and well-being. 

Again, this led to an increase in work engagement and job satisfaction with a decrease in burnout. 

These findings suggest that job crafting leads to higher meaningfulness, higher job satisfaction 

and ultimately higher general well-being. Hakanen, Seppälä, and Peeters (2017) conducted a study 

on dentists and found that job crafting can act as a buffer and increase coping strategies in highly 
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demanding work situations by asking for social support (increasing social resources) or seek 

developmental possibilities (increasing structural resources). Job crafting was found to be helpful 

in reducing negative effects and suggested that bottom-up methods, a method where people work 

together for change, can promote employee well-being and enhance work engagement. Sakuraya 

et al., (2017) researched job crafting, work engagement and psychological distress among 

Japanese workers and results showed that work engagement was positively associated with an 

increase in structural job resources (autonomy and opportunity for development), challenging job 

demands (new projects and learning new things) and social job resources (social support and 

feedback) while psychological distress was negatively associated with increased structural job 

resources. Research by Slemp and Vella-Brodrick (2014) showed a prediction in employee well-

being through job crafting and intrinsic need satisfaction where they also suggested job crafting as 

an intervention for well-being at work.  

As the theory of job crafting is a relatively new one, there are still many opportunities to 

expand our understanding of the field. As currently, according to the researcher, there are few or 

no studies relating to differences in job crafting between tourism and technology, the current 

research will focus on this. Job crafting has been demonstrated to be beneficial in many different 

areas of our working life and ultimately, our personal life. It helps an employee to utilize their 

own skills and needs while adapting their work leading to more meaningfulness in work, positive 

work identity, work engagement, promote well-being and decreasing the occurrence of burnout in 

the work-force.  

Mental health is currently a big topic in research that is consistently gaining momentum 

due to the effects on our working and personal life. There are different areas of mental health but 

the current study will focus on depression and stress.  
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1. 6. Mental health 

World Health Organization (WHO) defines mental health as a “state of well-being in 

which every individual realizes his or her own potential, can cope with the normal stresses of life, 

can work productively and fruitfully, and is able to make a contribution to her or his community”. 

("Mental health: a state of well-being" WHO, 2019). 

The Office for National Statistics (ONS, 2014) found that the percentage of hours lost to 

sickness by occupation showed 3.2% for people working in caring, leisure and other services 

compared to 1.7% for Technical occupations. Davies (2016) also showed that we had a 24% 

increase in sickness related to mental health.  

1. 7. Depression 

Many different factors may affect an employee in the work-place and this will also affect 

the way we live our life outside of working hours. Depression is currently a huge part of our 

society and WHO states that it is the leading cause of disability worldwide with more than 300 

million people affected showing an increase of 18% between 2005-2015 while 800 000 suicides 

yearly are attributed to the illness (WHO, 2018).  

The Diagnostic and Statistical Manual of Mental Disorders (5th ed,; DSM-5; American 

Psychiatric Association, 2013) states that major depressive disorder involves symptoms such as; 

depressed mood most of the day or every day, markedly diminished interest or pleasure, insomnia 

or hypersomnia, were at least 5 out of 9 must be present nearly every day during the same two-

week period and must include either depressed mood or loss of interest. It is represented by a 

difference from previous functions and affects cognition, sleep patterns and a change in appetite 

and may result in distress and other impairments.  
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A pilot study by Shani and Pizam (2009) found a small incidence of work-related 

depression among hospitality workers, for example, front of house, that can also be linked to the 

survey conducted by the Office of Applied Studies (2007). The survey between 2004-2006 

concluded that work-related depression in the hospitality industry is very prevalent with 10.3% 

suffering from a depressive incident during the previous year, only second to personal and service 

occupations with 10.8%. Those with positive affectivity and intrinsic motivation have shown less 

emotional exhaustion and prevalence of depression suggesting that an interaction by the two may 

aid in alleviate work-related depression (Karatepe and Zargar Tizabi, 2011). 

1. 8. Stress 

Another mental health issue regarding work is the occurrence of work stress (Ross, 1995). 

Stress is according to Taylor (2012, p.168) defined as “a negative emotional experience 

accompanied by predictable biochemical, physiological, cognitive and behavioural changes that 

are directed either toward altering the stressful event or accommodating its effects”. Stress can be 

both positive (eustress) or negative (distress) and while eustress may influence an individual as a 

motivator, distress can lead to negative effect on an individual’s mental and physical health 

(Nelson & Simmons, 2003) 

“Emotional labour”, a term coined and explained by Hochschild (1983, p.7) is an emotion 

regulation involving managing feelings and expressions in a work-place requiring “one to induce 

or supress feeling in order to sustain the outward countenance that produces the proper state of 

mind in others” (p.7).  This can be done through cognitive, bodily and expressive strategies and 

jobs that involve emotional labour requires face-to-face contact with the public and she also 

argues that service-workers are separated from their own feelings at their work-place. While 

working in the service industry, a display of positive emotions is expected. Grandey (2003) 

researched the differences in deep acting (modify feelings to seem authentic, internal) and surface 
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acting (modify displays to look authentic, external) and found that workers engaging repeatedly in 

surface acting was more prone to stress and emotional exhaustion.  

1. 9. Emotional exhaustion 

 There is a high occurrence of burnout in employees who do “people work” (Maslach, 

Jackson, Leiter, Schaufeli and Schwab, 1986, p. 1) which consist of emotional exhaustion, 

reduced personal accomplishment and depersonalization and it is suggested that burnout leads to 

depression and long-term stress effects.  

Frontline staff are very important in hospitality to make sure the customer is treated well 

which will have a huge impact on customer satisfaction, ultimately resulting in a positive outcome 

for the organisation. Kandampully, Suhartanto and Hilir (2000) found that customer satisfaction 

together with hotel image showed a positive correlation to loyalty. Frontline staff are meant to 

serve customers that may be rude (Zapf, 2002) and the old saying “customer is king” is many 

times still very prevalent within the service industry which can lead to a service imbalance where 

the employee is obliged to “serve with a smile” to customers who may be rude or aggressive, 

ultimately leading to a repression of feelings and emotions in the worker (Chu & Murrman, 2006). 

Deery and Jago (2009) examined work-life balance within the tourism industry and 

suggested an acceptance of long working hours and low pay resulting in high turnover and 

emotional exhaustion. Choi, Kim, Lee and Lee (2014) conducted a study that focused on 

customer-related factors among frontline service providers such as tour guides and tourist hotel 

workers and found that disliked customers, ambiguous customer expectations and customer verbal 

aggression showed positive links to emotional exhaustion.   

1. 10. Rationale 
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The current study is aimed at examining job crafting and effects on mental health; 

depression and stress between two work sectors; tourism and technology. It also aims to 

investigate differences and relationships in mental health between the two work sectors. There is 

also little research looking at the relationship of income on job crafting, but previous studies have 

suggested higher rank positions see a higher prevalence of job crafting, signifying higher income. 

Job crafting is indicated to be higher if there are chances for progression and this will also be 

investigated by looking at the two sectors. Studies of job crafting have mainly been conducted in 

the Netherlands, been of a qualitative nature and according to the researcher, there is a gap in the 

literature examining the two different work sectors. There is a hope that the results may shed some 

light on the differences and relationships and the researcher is also optimistic that results may 

influence future learnings and adaptations regarding the sectors, in particular, mental health 

issues, as this has currently a big impact on both the individual and society. The researcher is 

optimistic that employers might be influenced to understand and see the advantages of letting 

employees craft to minimize turn-over and increase work satisfaction.  

1. 11. Hypotheses 

The hypotheses that are proposed are as follows: 

1) There is a difference in mental health between tourism and technology sectors.  

2) An increase in job crafting predicts positive mental health. 

3) There is a positive relationship between higher income and the prevalence of job crafting.   

4) There will be a difference in job crafting between the tourism and technology sectors. 
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2. Methodology 

2. 1. Participants  

The current research survey was completed by 95 participants with 45 respondents working 

within the tourism sector and 50 respondents working in the technology sector. 

Participants for this study were recruited through convenience sampling in tourism and 

technology businesses in Ireland as the study needed to have a focus on either sector. The tourism 

sector mainly included tourism spots and hotels in Dublin while the technology sector included a 

variety of computer-based businesses; such as financial services. For some of the sampling, 

workplaces were initially approached via emails through directors, owners or management and 

following consent, the survey was sent to distribute among the staff with an invitation to partake 

in the study. Participation was completely voluntary.   

The participants recorded an age range between 19-53 years old with 93 participants 

recording their age with 2 participants missing. The mean age of the respondents was 31.94 years 

old with a standard deviation of 8.75. The most common age group was 25 years old with a valid 

percent of 8.6. 52 females and 43 males completed the survey and furthermore, there were 44 

participants working in a supervisory role while 51 were in a junior role. 

2. 2. Design 

The study is a quantitative cross-sectional part-correlational survey design that will compare 

two work sectors, tourism and technology. The participants will be assigned to either of the 

groups following response to the questionnaire and place of employment. The participants will 

either be employed in the tourism sector, exposed to a minimum of 75% of their working hours at 

face-to-face contact with new customers, or in the technology sector, with a maximum of 10% of 

their working hours at face-to-face contact with customers.  



 
 

18 
 

Hypothesis 1: There is a difference in mental health between tourism and technology 

sectors.  

A multivariate ANOVA will be used to test this hypothesis where the IV’s are tourism and 

technology sectors and DV’s are depression and stress 

Hypothesis 2: An increase in job crafting predicts positive mental health. 

The second hypothesis will use a simple linear regression where the PV is job crafting and the 

CV’s are depression and stress. 

Hypothesis 3: There is a positive relationship between higher income and the prevalence of 

job crafting.   

A Spearman’s Rho will be used to measure the relationship between income and job crafting. 

 Hypothesis 4: There will be a difference in job crafting between the tourism and 

technology sectors. 

The 4th hypothesis will use an independent T-test where the IV’s are tourism and technology 

sectors and DV is job crafting. 

2. 3.Materials refer to appendix 

The online survey creator “Google forms” was used to create the current survey and its 

distribution. The questionnaire was constructed over 5 sections with the first section comprising a 

letter of introduction containing information regarding the survey with contact details for the 

researcher (see Appendix A). The next question is a request for consent requiring a response in 

order to advance to the survey. The second section contains demographic questions; gender, age, 

employment sector (employment characteristics), if they are in a supervisory role and their annual 

income (see Appendix B). Section three introduced the first scale, DASS-21(Lovibond & 
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Lovibond, 1995) (see Appendix C) that had been modified for this study and removed questions 

linked to anxiety while the fourth section had the Job crafting scale (Tims et al., 2012) (see 

Appendix D). The fifth and last section following completion of the questionnaire had the debrief 

sheet with relevant information to help organisations if any upset was caused (see Appendix E).  

The first questionnaire, DASS21 (Lovibond & Lovibond, 1995) is a self-rated, shortened 

21-item version of the original 42-item DASS (Lovibond & Lovibond, 1993) that measures 3 

negative emotions; depression, anxiety and stress. The scale consists of 3 self-report scales, 

however, for the purpose of this study, only depression and stress scales were used.  DASS-21 

included such questions as “I couldn’t seem to experience any positive feeling at all” for 

depression and “I found it hard to wind down” for stress. The participant was informed to respond 

to the extent of which they had experienced each statement in the last week by using a 4-point 

Likert system scored from zero to three with answers ranging from 0= “did not apply to me at all” 

to 3= “applied to me very much or most of the time”. The scores for the test were calculated by 

adding up each of the relevant statements for each sub-factor and multiplying by two. The 

possible scoring range for depression ranges from (0-9 = Normal level, 10-13 = Mild level, 14-20 

= Moderate level, 21-27 = severe level and 28+ = extreme level) and stress ranges from (0-14 = 

Normal level, 15-18 = Mild level, 19-25 = Moderate level, 26-33= Severe level and 34+ = 

Extreme level) For the purpose of this study, only depression and stress statements will be used. 

The internal consistency, Cronbach’s alpha, for each scale were .845 for depression and .856 for 

stress with a combined score of .895 for the two scales. DASS-21 has been tested multiple times 

and has been found to distinguish well between depression, anxiety and stress and shown 

acceptable to excellent ranges of reliability and validity (Antony, Bieling, Cox, Enns & Swinson, 

1998; Henry & Crawford, 2005; Asghari, Saed & Dibajnia, 2008).  
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Job crafting scale (Tims et al., 2012) is a self-reported 21-item scale that measures work 

behaviour through 4 sub-scales: increasing structural job resources, decreasing hindering job 

demands, increasing social job resources and increasing challenging job demands. The 

participants were asked to give response to how different statements best applied to their work 

behaviour. Some examples of statements include “I try to develop my capabilities” for increasing 

structural job resources, “I make sure that my work is mentally less intense” for decreasing 

hindering job demands, “I ask my supervisor to coach me” for  increasing social job resources and 

“When there is not much to do at work, I see it as a chance to start new projects” for increasing 

challenging job demands. Each statement is responded to by a 5-point Likert scale from “Never” 

to “Always” with values ranging from one to five with answers ranging from 1 = Never to 5 = 

Always. Scores will be calculated by adding up all the responses with a range of 21-105, however, 

it is also possible to measure a certain subscale by adding only the numbers corresponding to that 

scale. The higher the score, the more prevalence of job crafting. The Cronbach’s alpha in the 

original study was all above .70 (Tims et al., 2012) and in the current study, the Cronbach’s Alpha 

of all 21 questions were .753 with each subscale ranging from .716 to .803.  Slemp and Vella-

Brodrick (2014) found internal consistency and convergent and discriminant validity in the scale.  

2. 4. Procedure 

This study followed ethical guidelines as set by Psychological Society of Ireland (PSI) and 

Dublin Business School (DBS). The research proposal was reviewed and approved by DBS ethics 

committee and the appointed thesis supervisor reviewed the current survey before it was 

administered to participants following a pilot test. The survey contained 41 questions in total 

including the consent question. Workplaces within each sector were initially approached via email 

to directors, managers or owners with an invitation for employees to partake in the study and if 

consented, the survey was administered via google form to employees by the directors, managers 

or owners. If administered to others outside specific workplaces, this was done through a link on 
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Facebook and or via a link on WhatsApp. There was initially an information sheet containing 

information on the researcher, the purpose of the study outlined, the time estimated to partake in 

the study; 10-15 minutes, explanation that the survey is completely voluntary, anonymous and 

confidential. The initial question of the survey was that of consent and was the only question that 

required a response to continue with the survey. Once the survey was consented and completed, a 

debrief sheet containing contact information to support services if any upset or distress was 

caused. See appendix for the full survey, consent form and after-care contact details. 

2. 5. Ethics 

The code of professional ethics has been adhered to and followed in the current study. 

(Psychological Society of Ireland, 2019) 

Principle 1: Respect for the rights and the dignity of the person.  

Participants were informed that the survey was completely voluntary with a right to withdraw 

should they be inclined to do so prior to submitting the form. The survey contained an information 

sheet, consent question for informed consent and a debrief sheet if any discomfort was caused. 

The questionnaire was sent out using a google form that was completely anonymous and due to 

the survey being administered this way, coercion could not occur. The data was stored on a private 

computer that was password locked which only the researcher had access to.  

Principle 2: Competence  

The researcher is aware of own expertise and capabilities and will not exceed this and have read 

and understood the code of ethics. 

Principle 3: Responsibility  

 The researcher intends on sharing the information and knowledge gained through the current 

study to aid others that may conduct research in similar field. The researcher will maintain the 
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highest standards of scientific integrity and will disclose all research findings, significant result or 

not.   

Principle 4. Integrity  

In the current study, the researcher informed the participants that the survey was conducted as a 

final year project and the information regarding the study was given with no deception so 

informed consent could be given.  
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3. Results 

The data analysed was completed by 95 participants were 52 respondents (54.7 valid 

percent) were female and 43, (45.3 valid percent) were male. 45 respondents worked in tourism 

(47.4 valid percent) and 50 (52.6 valid percent) worked in technology and out of the 95 

respondents, 44 participants, (46.3 valid percent) worked in a supervisory role while 51 

participants, (53.7 valid percent) did not. The income ranged from below € 20 000 to over € 50 

000 with 20 participants, (21.1 valid percent) reported below € 20 000 and 22 participants, (23.2 

valid percent) reported an income over € 50 000. (See table 1) 

Table 1: Sociodemographic characteristics of respondents in the study (Total N = 95) 

Variables Number Percent 

Gender Female 52 54,7 

Male 43 45,3 

Age  Under 25 31 32,6 

26-35 32 33,7 

36-45 25 26,3 

46 and older 7 7,4 

Sector Tourism 45 47,4 

Technology 50 52,6 

Role Supervisory  44 46,3% 

Junior  51 53.7 

Income Under € 20 000 20 21,1 

€ 20 000- 25 000 16 16,8 

€ 25 000 – 30 000 10 10,5 

€ 30 000 – 35 000 9 9,5 
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€ 35 000 – 40 000 5 5,3 

€ 40 000 – 45 000 6 6,3 

€ 45 000 – 50 000 7 7,4 

 € 50 000 and over  22 23,2 

 

Hypothesis 1: There is a difference in mental health between tourism and technology. 

To test hypothesis 1 and following an assumption test with a non-normal result, due to the 

limitations of SPSS, a regular MANOVA was used as there is not a non-parametric version of the 

same test. As the MANOVA is sensitive to outliers, some cases were removed and given a 

violation of Levene’s test for homogeneity of variances, (F(1, 84) = 8.03, p = .006), the cut-off 

point for a significant value of the MANOVA was .01. The results showed that there was a 

statistically significant difference in levels of well-being between tourism and technology sectors 

(F(2, 83) = 3.64, p = .031) effect size (n2) = .08). Following a Bonferroni adjustment to .025, 

there were no significant difference for the groups on stress (1, 84) = 2.35, p = .129) effect size 

(n2) = .03 but there were significant differences for depression (F( 1, 84)n = 7.32, p = .008) effect 

size (n2) = .08) with tourism (M = 8.45, SD = .9) reporting higher levels of depression than 

technology (M = 5.13, SD = .84). (see table 2) 

Table 2: MANOVA- Differences in depression and stress between tourism and 

technology 

Variable Sector Mean Standard deviation 

Depression Tourism 8.45 6.70 

Technology 5.13 4.61 

Total 6.67 5.88 

Stress Tourism 13.55 7.10 
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Technology 11.17 7.22 

Total 12.28 7.22 

 

Hypothesis 2: An increase in job crafting predicts positive mental health. 

In Hypothesis 2, it was expected that an increase in job crafting would predict an increase in 

mental well-being. A linear regression was used to test if an increase in job crafting predicted 

mental well-being and it was found that the increase of job crafting significantly predicted mental 

well-being (F(1,88) = 4.77, p = .032, R2 = .04) (Job crafting, beta = -.23, p = .032, CI (95%) -.74, 

-.04). 

As the liner regression supported the hypothesis, the researcher wanted to explore the correlation 

between the two variables. A Pearson correlation coefficient found that there was a weak negative 

significant relationship between job crafting (M = 65.78, SD = 8.12) and well-being (M = 21.37, 

SD = 14.41) (r (88) = -0.23, p = .032). This relationship can account for 5.29% of variation of 

scores 

Hypothesis 3: There is a positive relationship between higher income and the prevalence of 

job crafting. 

For hypothesis 3, a non-parametric test was used as one variable was ordinal, not scale. A 

Spearman’s rho correlation found that there was no significant association between income and 

job crafting (rs(92) = .022, p = .838).  

Hypothesis 4: There will be a difference between job crafting between the tourism and 

technology sector. 

A t-test was used to measure if there were any difference between the two work sectors and the 

prevalence of job crafting.  
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An independent samples t-test found that there was no statistically significant difference in job 

crafting between tourism (M = 65.07, SD = 8.58) and technology (M = 66.44, SD = 7.70) (t(90) = 

-.81, p = .422, CI (95%) -4.74 -> 2.00). 
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4. Discussion 

The aim of the present study was to examine the relationships and differences in mental 

health and job crafting between the tourism and technology sector. The study was also aimed at 

investigating the link between income and job crafting while also exploring differences in the 

occurrence of job crafting between the two sectors.  

Results of the current study support hypothesis 1 as it was found that there is a difference in 

mental health between the two sectors. There was a significant higher prevalence of depression in 

employees working in the tourism sector compared to the technology, however, no statistically 

significant difference in stress was reported though a higher level of stress in tourism employees 

was noted. The higher level of depression is consistent with previous studies (Shani & Pizam, 

2009; OAS, 2007; Davies, 2014) and depression also shows links to emotional exhaustion and 

burn-out (Maslach et al., 1986; Deery & Jago, 2009; Choi et al., 2014). Following on from the 

study by Hochschild on emotional labour (1983), the high volume of customer interactions and 

exposure to many varied and ambiguous situations within tourism might be linked to a higher 

prevalence of depression and stress. Emotional labour might also be very prevalent due to the 

particular and sometimes high expectations of the customer leading to interactions that might 

involve deep acting as per Grandey (2003). The findings of hypothesis 1 indicate the importance 

of employers in the tourism industry be made aware of the strain that employees might be exposed 

to while facing numerous customers and situations. The mental well-being of employees is vital 

for a satisfied work-force in any sector, however, in the tourism industry, it may be imperative to 

have a scheme in work that may help alleviate any strain caused by customers; such as customer 

complaint handling. It also shows the importance of managing difficult customer interactions and 

the consent to allow employees the chance to job craft.   
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The second hypothesis was also supported as the results showed that job crafting predicted 

positive mental health. This finding was in line with Hakanen et al. (2017) who found that job 

crafting reduced negative effects and promoted well-being. Tims et al. (2016) showed a higher 

experience of meaningfulness in work following job crafting while Tims et al. (2013) also showed 

a positive relationship between the increase of job resources and well-being. Once there is a 

chance to job craft for an employee, they may feel like they are more in charge and have more 

autonomy, leading to a higher level of meaningfulness and job satisfaction. The current study is 

also supported by findings by Sakuraya et al. (2017) who found that psychological distress was 

negatively associated with increased structural job resources. These findings demonstrate the 

importance of job crafting in minimizing turn-over and absenteeism in the work-force while also 

increasing job satisfaction. It may also prove more beneficial for an employee’s personal life as if 

we are in employment and are more satisfied there, we will also see an increase in general well-

being.   

Harju et al., (2016) suggested that highly educated employees would see a higher level of 

job crafting due to the autonomy they may have while Wrzesniewski and Dutton (2001) also 

suggested that the more power and autonomy an employee have, the more prominent the job 

crafting. Employees in higher positions within a company would normally receive a higher 

income than a junior so for hypothesis 3, the link between higher income and job crafting was 

investigated. The current research does not support these previous findings as there was no 

significant result noted between the two but does nevertheless support Wrzesniewski and Dutton 

(2010) who argued that there may be a difference in the way we craft in high-ranking versus low-

ranking employees.  

Wrzesniewski and Dutton (2001) proposed that job crafting is more frequent if there is a 

higher chance of promotion or advancement in the career, however, as found by O’Leary and 

Deegan (2005), the drop-out rate in the hospitality industry was very high due to inharmonious 
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balance between work and personal life. This can lead to a low-skilled work-force ultimately 

leading to a work sector showing slow career progression. Gardner (2017) recommended the top 

10 graduate careers and most of the careers that were advised were in the technology sector. 

Following on from this, hypothesis 4 explored if there would be a difference in job crafting 

between tourism and technology but it was found that there was no statistically significant 

difference between the sectors. The researcher is unaware of any previous research relating to this 

question so further research is necessary to evaluate and investigate differences relating to the two 

sectors.  
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5. Limitations and strengths 

The study has several limitations. First, as a self-reported questionnaire was used in terms of 

job crafting, the results may have been affected by common method bias. This can be explained 

by the participant answering in a manner that would be socially desirable instead of how they 

were feeling and acting. This can lead to an overestimation of the total results for job crafting 

while it may also be skewed in the result as the questionnaire was only administered to employees 

themselves and not their fellow co-workers. The result does not consider the views of the fellow 

workers regarding said employee and if they agree with said statements regarding the employee. 

Future studies may benefit from adding in other forms of measurement such as supervisory ratings 

as well as peer ratings to get an accurate and more realistic view of the perceived job crafting 

factor.  

Second, as only the subscales of depression and stress were used for the current study, the 

sub-scale involving anxiety was removed from the distributed questionnaire. While doing this, a 

coding error occurred in relation to the depression scale that may have affected the results, 

however, the researcher run the test according to the same procedure.  

Third, due to time limitations in completing the survey for the participants, the 21-item 

version of Depression, Anxiety and Stress Scale was used instead of the original 42-item scale. 

The results may have shown a higher validity should the DASS have been used, although, this has 

previously not been an issue as the observations of DASS has extended to DASS21 with the 

concurrent validity and internal consistency showing results in the high ranges (Antony et al., 

1998). 

Fourth, due to its cross-sectional design, the causality between job crafting and mental 

health cannot be determined as mental health may be affected by external factors such as personal 

life or neuronal differences. Even though the results support the hypothesis put forward by the 
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researcher, a longitudinal study is suggested to control for such differences with job crafting at 

baseline and see the effect on relevant factors.  

Fifth, there is also a further question if the concept of job crafting is more beneficial for new 

employees versus long-standing employees. This question can be addressed during a longitudinal 

study to see the long-term effects of job crafting on individuals. Job crafting is also a dynamic 

phenomenon that changes depending on situations so if conducting a longitudinal study, it may 

also be beneficial to investigate different individual attributes, situations that may arise as well as 

attributes that are assigned to each organisation. Previous studies have proven beneficial in many 

different areas of working life as well as the impact it may have on our personal life 

(Wrzesniewski & Dutton, 2001; Sakuraya et al., 2017; Hakanen et al., 2017).  

Sixth, the current study was mainly focused on Ireland and two very different sectors within 

the work-force with very varied job tasks and exposure to customers. There may also be some 

governmental differences that may influence the results compared to if the study was completed in 

other countries. The main body of previous research within the field of job crafting has been 

conducted in the Netherlands (Bakker et al., 2012; Tims et al., 2013; Tims et al., 2016) so 

therefore it is suggested that more research will be conducted in a variety of different countries 

within different cultures to see if the results may be affected by culture, organizational structure 

and governing body. The study by Sakuraya et al., (2017) on Japanese workers did show that job 

crafting has a positive effect on mental health.    

Seventh, while the study was anonymous, some respondents were in a subordinate position 

to the researcher which may have resulted in inaccurate responses. The respondents may have felt 

that even though it was anonymous, they might have responded in a favourable way to help the 

researcher or in a manner that would not be truthful due to the close proximity of the researcher.  
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While the current study highlights some limitations, there are also numerous strengths to the 

study. The study shows further support in relation to previous research within the area of job 

crafting and its effect on mental well-being. The study is conducted and completed in a relatively 

new field of research and an under-researched area of work sectors according to the researcher. 

The sample size, although not very large, shows a wide range of respondents in age, sex, work-

sector, seniority and annual income. The study also shows additional support for previous research 

regarding mental health in different sectors of the work-force and supports the hypothesis put 

forward by the researcher by indicating a statistical difference in mental health.  
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6. Future research directions 

The theoretical field of job crafting is relatively new so the need for further research is 

essential so as to further raise awareness of the importance of job crafting and its implications that 

may be of benefit to employees and employers. Future research suggested is to receive a larger 

sample size within the two sectors of the work-force in addition to measuring full and part-time 

workers to further understand any differences that may occur. It may also be beneficial to 

investigate if there are any differences in gender and age relating to the four sub-scales of job 

crafting to gain additional insights to different groups of people and how to better aid them in the 

work-force. If there are certain age groups or gender that may profit more from crafting in certain 

sub-sectors out of the four, it could prove valuable for organizations to acknowledge this so as to 

have higher productivity and satisfaction among employees. Additional research in the field of job 

crafting may see the addition of the Comprehensive meaningful work scale by Lips-Wiersma and 

Wright (2012) and the Work-related basic need satisfaction scale by Van den Broeck, 

Vansteenkiste, De Witte, Soenens and Lens (2010) to measure other variables linked to work 

satisfaction and meaningfulness. 
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7. Conclusion 

The findings of the current study indicate that job crafting is an important factor in 

preventing work-related mental health issues such as depression and stress. If there is a fostering 

of this new concept and its usefulness, it may lead to better job satisfaction for employees as well 

as an increase in general well-being among people, both in work and in their personal life. As 

shown in the present study, all employees will benefit from job crafting, however, employees in 

the tourism sector show a higher rate of depression, maybe due to the constant customer exposure 

and service which in turn may be a cost to their mental health and well-being. The permission to 

job craft in work might aid the decline of mental health related issues for all employees. There 

was however no support found for a relationship between higher income and job crafting or for a 

difference in prevalence of job crafting between tourism and technology.  
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9. Appendices 

Appendix A 

                                                             Introduction letter  

"Job crafting and mental health differences and relationships between tourism and technology 

sector. " 

My name is Madeleine Balogi and I am a final year student at Dublin Business School, 

Psychology (Hons). I am conducting research in the Department of Psychology that examines 

potential differences and relationships between job crafting and mental health in two sectors, 

tourism and technology. This research is being conducted as part of my studies and will be 

submitted for examination as well as will be presented at college in front of fellow colleagues and 

lecturers.   

You are invited to take part in this study and participation involves completing and returning the 

attached anonymous survey. The survey will take approximately 10-15 minutes to complete. 

While the survey asks some questions that might cause distress and negative feelings, it has been 

used widely in research. If any of the questions do raise difficult feelings for you, there is a debrief 

sheet at the last page that contains contact information for support services. Participation is 

completely voluntary and so you are not obliged to take part.  Participation is anonymous and 

confidential therefore responses cannot be attributed to any one participant. For this reason, it will 

not be possible to withdraw from participation after the questionnaire has been submitted. The 

questionnaires will be securely stored on google docs and data from the questionnaires will be 

transferred to SPSS25 for further analyses.  

  

It is important that you understand that by completing and submitting the questionnaire that you 

are consenting to participate in the study.  

  

Should you require any further information about the research, please contact Madeleine Balogi, 

xxxxxx.  

 

Thank you for taking the time to complete this survey. 
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Appendix B 

Demographics 

What is your sex?  

__ Female __ Male 

 

What age are you? 

______ 

Are you in the tourism sector (minimum of 75% of working hours dealing with new customers on 

a face to face basis) or are you in the technology sector (maximum of 10% of working hours 

dealing with customers at a face to face basis)? 

__ Tourism __ Technology  

 

Are you in a supervisory role?  

__ Yes  __ No 

 

What is your annual income?  

 

__ Under € 20 000 

__ € 20 000 – 25 000 

__ € 25 000 – 30 000 

__ € 30 000 – 35 000 

__ € 35 000 – 40 000 

__ € 40 000 – 45 000 

__ € 45 000 – 50 000 

__ € 50 000 and above 
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Appendix C 

Depression and stress scale with anxiety questions removed as they were not required for current 

survey. 

For each statement below, please tick the box that best represents how you have been feeling in 

the last week. 

 

No Statement  Did not 

apply 

to me 

at all 

Applied 

to me to 

some 

degree or 

some of 

the time 

Applied to 

me a 

considerable 

degree or a 

good part of 

the time 

Applied to 

me very 

much or 

most of the 

time 

1 I found it hard to wind down     

2 I could not seem to experience any 

positive feeling at all 

    

3 I found it hard to work up the 

initiative to do things 

    

4 I tended to over-react to situations     

5 I felt that I was using a lot of nervous 

energy 

    

6 I felt that I has nothing to look 

forward to 

    

7 I found myself getting agitated     

8 I found it difficult to relax     

9 I was intolerant of anything that kept 

me from getting on with what I was 

doing 

    

10 I was unable to become enthusiastic 

about anything    

  

11 I felt I was not worth much as a 

person 

    

12 I felt that I was rather touchy     

13 I felt that life was meaningless     

 

 

SCORING  

1) For questions numbered 2, 3, 6, 10, 11, 13 add up the numbers corresponding to the response 

and then multiply that number by 2  

2) For questions numbered 1, 4, 5, 7, 8, 9, 12 add up the numbers corresponding to the response 

and then multiply that number by 2  

Refer to the chart below and for each numbered question above, refer to the same number in the 

table below to determine how mild or serious each condition may be.  

Rating Depression # 1 Stress # 2 

Normal 0-9 0-14 
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Mild 10-13 15-18 

Moderate 14-20 19-25 

Severe 21-27 26-33 

Extremely severe 28+ 33+ 
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Appendix D 

Job crafting scale 

The following statements are about your behaviour at work. Please read each statement 

carefully and select the appropriate response that best applies to you. 

  1  2  3  4  5 

           Never          Rarely       Sometimes          Often        Always 

No Items 1 2 3 4 5 

 Increasing structural job resources      

1 I try to develop my capabilities      

2 I try to develop myself professionally      

3 I try to learn new things at work      

4 I make sure I use my capacities to the fullest      

5 I decide on my own how I do things      

 Decreasing hindering job demands      

6 I make sure that my work is mentally less intense       

7 I try to ensure that my work is emotionally less 

intense 

     

8 I manage my work so that I try to minimize contact 

with people whose problems affect me emotionally   

   

9 I organize my work so as to minimize contact with 

people whose expectations are unrealistic 

     

10 I try to ensure that I do not have to make many 

difficult decisions at work 

     

11 I organize my work in such a way to make sure that 

I do not have to concentrate for too long a period at 

once 

     

 Increasing social job resources      

12 I ask my supervisor to coach me      

13 I ask whether my supervisor is satisfied with my 

work 

     

14 I look to my supervisor for inspiration      

15 I ask others for feedback on my job performance      

16 I ask colleagues for advice      

 Increasing challenging job demands      

17 When an interesting project comes along, I offer 

myself proactively as project co-worker 

     

18 If there are new developments, I am one of the first 

to learn about them and try them out 

     

19 When there is not much to do at work, I see it as a 

chance to start new projects  

     

20 I regularly take on extra tasks even though I do not 

receive extra salary for them 

     

21 I try to make my work more challenging by 

examining the underlying relationships between 

aspects of my job 
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Job Crafting Scale scoring 

 

The scores for this scale will be calculated using the Likert scale and corresponding number.  

It ranges from 1) Never, 2) Rarely, 3) Sometimes, 4) Often and 5) Always.  

 

Add up the numbers in the full scale and there will be a score ranging between 21-105. 

If the wish is to look at a certain subscale, add the numbers that is corresponding to that scale.  

The higher the number for the scale means that the participant uses job crafting where if there is a 

low number, the use of job crafting is not as prominent.  
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Appendix E 

Debrief sheet 

Thank you for participating in the study “Job crafting and mental health differences and 

relationships between tourism and technology sector”.  

As you have been informed, the participation of this study is voluntary, however, if you have 

filled in the form and wish to withdraw following this debrief sheet, please do not submit the 

survey to the researcher. There is no prejudice if this is the case and no need in giving a reason.    

If you have experienced any negative feelings, upset or distress, here are contact numbers for 

support services within the field.   

  

Pieta House:  www.pieta.ie                   Free phone number: 1800 247 247  

Aware:  www.aware.ie                 Free phone number: 1800 80 48 48      

Samaritans: www.samaritans.org       Free phone number: 116 123        Email: jo@samaritans.ie    

  

If you have any further questions following this questionnaire, please don’t hesitate to contact me 

on my email  xxxxxxx  

  

Thank you so much for your participation  

  

Madeleine Balogi 


