Faculty of Cognitive Sciences and Human
Development

THE INFLUENCE OF JOB CRAFTING DIMENSION ON EMPLOYEE
ENGAGEMENT

GAN BEI YING

Bachelor in Human Resource Development with Honours (2021)




UNIVERSITI MALAYSIA SAWARAK

Grade:
Please tick (V)
Final Year Project Report
Masters I:l
PhD [ ]

DECLARATION OF ORIGINAL WORK
This declaration is made on the 1st day of July 2021.

Student’s Declaration:

I GAN BEI YING, 66022, FACULTY OF COGNITIVE SCIENCES AND HUMAN
DEVELOPMENT hereby declare that the work entitled, The Influence of Job Crafting
Dimension on Employee Engagement is my original work. I have not copied from any
other students’ work or from any other sources except where due reference or
acknowledgement is made explicitly in the text, nor has any part been written for me by
another person.

1 JULY 2021 W

Date submitted GAN BEI YING 66022

Supervisor’s Declaration:

I, DR VICTORIA JONATHAN hereby certifies that the work entitled The Influence of Job
Crafting Dimension on Employee Engagement was prepared by the above named student,
and was submitted to the “FACULTY” as a * partial/full fulfillment for the conferment of
Bachelor in Human Resource Development with Honours, and the aforementioned work,
to the best of my knowledge, is the said student’s work

, o @/\w 24.8.2021
Received for examination by: Date:

DR VICTORIA JONATHAN




I declare this Project/Thesis is classified as (Please tick (\)):

D CONFIDENTIAL (Contains confidential information under the Official Secret Act
1972)*
DRESTRICTED (Contains restricted information as specified by the organization

where research was done)*
OPEN ACCESS

Validation of Project/Thesis

I therefore duly affirmed with free consent and willingness declared that this said
Project/Thesis shall be placed officially in the Centre for Academic Information Services
with the abide interest and rights as follows:

e This Project/Thesis is the sole legal property of Universiti Malaysia Sarawak
(UNIMAS).

e The Centre for Academic Information Services has the lawful right to make
copies for the purpose of academic and research only and not for other purpose.

o The Centre for Academic Information Services has the lawful right to digitise
the content to for the Local Content Database.

e The Centre for Academic Information Services has the lawful right to make
copies of the Project/Thesis for academic exchange between Higher Learning
Institute.

e No dispute or any claim shall arise from the student itself neither third party
on this Project/Thesis once it becomes sole property of UNIMAS.

e This Project/Thesis or any material, data and information related to it shall not
be distributed, published or disclosed to any party by the student except with
UNIMAS permission.

ying vhA—
Student’s signature Supervisor’s signature:

(1.7.2021) 24.8.2021

(Date)

Current Address:

Notes: * If the Project/Thesis is CONFIDENTIAL or RESTRICTED, please attach
together as annexure a letter from the organisation with the period and reasons of
confidentiality and restriction.




[The instrument was duly prepared by The Centre for Academic Information Services]

The project entitled The Influence of Job Crafting Dimension on Employee

Engagement was prepared by GAN BEI YING and submitted to the Faculty of
Cognitive Sciences and Human Development in partial fulfillment of the requirements
for a Bachelor in Human Resource Development with Honours

Received for examination by:

DR VICTORIA JONATHAN

Date:

24.8.2021

Grade




ACKNOWLEDGEMENT

My deepest thankfulness to those who have help me by giving guidance, support
in my research. This research will not be complete without the guidance and assistant

from them.

First, 1 would like to express my deepest gratitude to my supervisor, Dr Victoria
Jonathan for the feedback, time and effort that she spent with me in reviewing my report
and encouraging me throughout the study. Her supports and guidance are most

appreciate.

Next, | would like to thank to my friends who have contributed their help and

give suggestion in completing this research. Thank you for being part of this journey.

Besides that, | would also like to thank to the people form the organization as
they allowed me to conduct my study in their company. Without their time and effort
in responding my questionnaire, I will not be able to carry out the research designed for

the purpose of this study in a timely manner.

Lastly, I would like to thank my parent and sibling for their encouragement and

support. Thank you for their unconditional love and support.



TABLE OF CONTENTS

CHAPTER 1: INTRODUCTION ..ottt 1
1.0 BacKground OF SEUAY.........coveiiiiiiiiiiie e 1
1.1 Problem SEAtEMENT ........ccoiiieiiiieiee bt 2
1.2 RESEAICN ODJECLIVE ..ottt 4

1.2.1 General ODJECTIVE: .......cviiece s 4

1.2.2 SPECITIC ODJECTIVE: ... s 4
1.3 RESEAIC NYPOTNESIS ...t e 5
1.4 Conceptual FrAMEWOIK ........cooiiiiiiiie e 5
1.5 SigNIfiCaNCe OF STUAY ....c.ooviiiiiii e 6
1.6 Limitation OF STUAY ......ooiiieii e ettt 7
1.7 Definition OF tEIMS .....oveiiiiieiccce e e enenneas 8
IS T 0] o 115 o] SRR 9

CHAPTER 2: LITERATURE REVIEW.......oooiiiiiiiieie et 10
2.0 INEFOTUCTION ..ttt ettt se e bt eneenennens 10
2.1 CoNCePt OF VArIADIES ...t 10

2.1.1 EMPIOYEE ENQAGEMENT.....ccviiiiitiieiieieie ettt 10
2.1.2 Type of engagement EMPIOYEE........cccveiiiieiiiieiee ettt 11
2.1.3J0D CraftiNng ..c..ccviiiiie e e 12
2. 1.4 TaSK CraftiNg .......eoveeeeeieiieiese e 12
2.1.5 Relational Crafting ..........ccooeiiiiiic e 13
2.1.6 COogNItIVe Crafting.......ccccoviiiiiiie e e 13
2.2 Relationship between dimension in job crafting and employee engagement................ 14
2.2.1Task crafting and employee engagement ..........cccoverereereieeiinenese s 14
2.2.2 Relational crafting and employee engagement..........cccoceveeeeieieeiesesee s 15
2.2.3 Cognitive crafting and employee engagement .........cccveveveeieieseeinece e 16
2.4 Theory related t0 the STUAY. .........coviiiiieiee e 17

CHAPTER 3: METHODOLOGY OF RESEARCH.......ccccoctiiiieeieeccee e 20
3.0 INEFOTUCTION .ottt ettt see et e e eneenenrens 20
3.1 DESIGN OF STUAY ..ottt 20
3.2 Location, Population and SAmPIe..........cceveiiiiiiiiieiecee e 20

000 I I o L1 o o SR 20
3.2.2P0pulation & SamMPI........coiiiiiieee e 21
TR 1 1 (1] 1= o SR OPRTRRTRTRN 21
KT 1T ] (1o YT SRSSR 23
3.5 Validity and reliability..........ccoooieiiiiie e s 24
3.6 Data COIIECTION PrOCEAUIE..........eiiieiieieeeeee e 24

Vi



3.7 Data analysis PrOCEAUIE. ......c.iii ettt st re e aeste e e 25

3.7.1 DESCIIPLIVE BNAIYSIS......eviviiiiteieieieie sttt 25
3.7.2 Inferential @NalyYSIS. ........cvoiiiiiiiiecie e 25
3.8 RESEAICN BLNICS . .c.viiiieiee b e 27
3.9 CONCIUSTON ...ttt bbbttt ettt bbb e nne b 28
CHAPTER 4: FINDING ..ottt ettt sttt ene s 29
O 11 oo 1 od £ o o USSR 29
4.1 Respondent Demographic Profile...........cccovoviiiiii i e 29
4.2 Kolmogorov- SmirnoV NOrmality TeSt........ccooeieiiiiiiieieieeee e 30
4.3 Actual Data Reliability ANalySiS..........coiiiiiiiiiiiii e 31
4.4 Result for HYpothesis TESHING .....cveviiieiiie ettt sttt s 32
4.4.1 Spearman Correlation ANAIYSIS.........cccviiiiiiieiiiieie e 32
4.4.2 Multiple Regression ANAlYSIS..........cooiiiiiiiiiiiise e 34
4.5 SUMMArY OF FINAINGS ....ooviiiieieiece et st s 36
G @] Tl 111 o] o OSSP OPRRRPRN 37
CHAPTER 5: SUMMARY, DISCUSSION AND RECOMMENDATION.........ccooevirvnrine. 38
ST O ] T [N £ [ o USSP 38
5.1 RESEAICN SUMIMAIY ....cuviiviiiiiiiiie ettt steestesteeeesteste e teste e e tesae e s eesbeebesbeeteesbesaeennesteaneenras 38
5.2 DISCUSSION ...veuviitiieseesieseeie ettt st sttt sttt b et st b e et et e b b e be st et sbe st e eneeseanente s 39
5.2.1 Relationship between task crafting and employee engagement .............ccccccvevnnene. 39
5.2.2 Relationship between relational crafting and employee engagement..................... 40
5.2.3 Relationship between cognitive crafting and employee engagement.................... 41
5.2.4 Dominant Dimension in JOb Crafting..........c.ccovviieiiiis e 42
5.3 JD-R model with independent variables.............ccooviiiieiiiiii e 43
5.4 Limitation OF STUAY .......oiiiiic ettt st 43
5.5 Implication and reCoOMMENTATION ..........ccvviiiiiiiii e 44
5.5.1 OFQANIZATION .....cvvieiiieiesitet ettt 44
5.5.2 HR PraCtitiONEr .......ccuiiiiiiecece ettt st s 44
5.5.3 FULUE FESEAICH ...ttt nne e 44
SR I o] aTod U3 oo SRS 45
REFERENCE ...ttt ettt s e st e e st e e et e e et e e sab e e e s aeeestbe e s nteeesnbeeennes 46
APPENDIX A: QUESTIONNAIRE ......ootiiieeeieeee ettt nnens 53
APPENDIX B: RELIABILTY FOR PILOT TEST ..cccviiiiie et 63
APPENDIX C: STATISTICAL OUTPUT OF RESPONDENTS’ DEMOGRAPHIC
BACKGROUND ......ooiiti ettt sttt s e st e e e b e e et e e st e e e sbeeestbeestaeesnreeennes 64
APPENDIX D: STATISTICAL OUTPUT OF SPEARMAN CORRELATION ANALYSIS66
APPENDIX E: STATISTICAL OUTPUT OF MULTIPLE REGRESSION ANALYSIS..... 68

Vii



Table 3.
Table 3.
Table 3.
Table 3.

Table 4.
Table 4.
Table 4.
Table 4.
Table 4.
Table 4.
Table 4.
Table 4.
Table 4.
Table 4.

LIST OF TABLES

1 Likert- Type Rating SCale.........ccooiiiiiiieceec e 22
2 Summary of the Number of Items and SOUICeS..........ccoovvvvvenein e, 23
3 Index Associated with Correlation Value............ccooeeiiiiniiiiinccee, 26
4 DaAta ANAIYSIS ..ot 27
1 Summarized demograohic profile of respondent..............cccccoeievviiiiennn, 29
2 Kolmogorov-Smirnov Normality TeSt.........cccccveviiiieiieiecic e 30
3 Actual Data Reliability ANalysiS .........cccovvviieiieiiicceece e 31
4 Correlation between Task Crafting and Employee Engagement................ 32
5 Correlation between Relational Crafting and Employee Engagement........ 33
6 Correlation between Cognitive Crafting and Employee Engagement........ 33
7 Model Summary of Multiple Regression...........ccccovevveveevieseese e 34
8 Anova of Multiple RegresSion .........cccccveviiieiieieie e 35
9 Coefficient of Multiple RQreSSion ..........ccovveiieiiiieiiececee e 35
10 SUMMary of FINAINGS.......cccoiiiiiiiieee e 36

viii



LIST OF FIGURES

Figure 1. 1 Conceptual FrameWOork ...........coooiiiiiieiiiiiinesseeee e 5
Figure 3. 1 Result of Raosoft Calculator ... 21
Figure 3. 2 Data ColleCtion ProCeAUIE.........ccuoiiiiieierierie e 24



ABSTRACT

This study aims to determine the relationship between dimension in job crafting (task
crafting, relational crafting and cognitive crafting) and employee engagement in
manufacturing industry. The theory used in this study is Job- Demands- Resources (JD-
R) model. A survey methodology was used in this study. The research involve the
utilization of questionnaire which involve among 92 employees from manufacturing
industry in Johor Bahru, Johor. The relationship between dimension in job crafting and
employee engagement was analyzed by using Spearman Correlation Coefficient. The
dominant dimension that affecting employee engagement was identified by using
Multiple Regression Analysis. The result shows that there is a strong positive
relationship between task crafting and employee engagement and very strong positive
relationship occur between relational crafting and cognitive crafting with employee
engagement. The result also shows that cognitive crafting is the dominant dimension of
job crafting that affecting employee engagement. Hence, from this study the
organization can consider implementing of practicing job crafting in order to improve

employee engagement in the organization.

Keywords: job crafting, task crafting, relational crafting, cognitive crafting, employee

engagement, Job Demand- Resources Model



CHAPTER 1: INTRODUCTION

1.0 Background of study

Job crafting is an approach where employee have the opportunities to adjust
their job demand and resources to construct a work environment that is fit to themselves
(Tims & Bakker, 2010). The employees will redefine and reimagine their job design
according to their needs and will help to improve their work performance and will link
to increase their job satisfaction, motivation, and engagement in work. Rapid change is
the new trend in this generation where individual should adapt themselves to different
situation. The changes had brought to the effect to improve people living standard and
continuously change their perception on work where it is not only a means of obtaining
material return but also a type of expression of their self-worth (Peng, 2018). Previously
job is being define as a group of tasks which is being given by the employer to the
employee and the job description are also given and the employee must follow it to
complete the task. However, in today’s organization the employees are being expected
to be more proactive and can go beyond what is being required on them. The reason of
shifting the job design approach from a top-down approach to a bottom up approach is
because the top down approach is less flexible compare to bottom up approach and are
not enough to adapt with the changing environment (Demerouti, Xanthopoulou, Petrou,
Karagkounis,2017). There are 3 key type of job crafting which is task crafting,
relationship crafting and cognitive crafting. Each of the dimension will require the
employees to have different changes such as responsibilities, interaction with people
and change in their mindset. Each of the crafting will also have different extent on the

employee engagement in workplace.



In order for an organization to have sustainable growth in this rapid change
generation, the organization will have to manage their manpower effectively by
encourage the employee to have high commitment and engagement in work (Markos
& Sridevi, 2010). Employee engagement and their performance outcome such as
productivity and profitability are strongly linked between each other. Employee
engagement is about the preferable condition by the organization on the employee
involvement, commitment, passion enthusiasm, effort, and energy on their work.
(Macey & Schneider, 2008). Employee engagement can also being define as the
illusory force that prompt employee to achieve higher performance in their work

(Wellin & Concelman, 2005).

1.1 Problem Statement

According to Peakon employee survey in year 2020 shows data which was
collected from 80 million of survey responses across 160 countries shows that as for
January 2020, 41% of the employee are engaged worker which they are highly involved
in their work, 38% are being listed as disengaged worker where they will only
contribute minimum effort required in their job while the remaining of 21% are being
categories as actively disengaged worker where they are having bad working
experience in the workplace. According to Mercer’s Engagement Index about the
employee engagement rate among Malaysian which shows that in year 2020, 26% of
Malaysia employees do not feel engaged in the workplace and this is the highest among
the Asia Pacific Region. The employee engagement rates are highly related to the
company and the country’s corporate growth and economic growth. Hence, the issue in
the situation is that those companies would have to make find out the reason that lead
to disengagement and come out with some solution to improve the employees’
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engagement in workplace. Changing in job design can be one of the ways to improve
the employee engagement in workplace. This is because the earlier job design of top
down approaches is more focus on standardization of the task and maintain the
productivity of the work. However, the approaches are not suitable for current
organizations where it is having some issue which is the employee motivation may be

neglect.

As stated by Wrzesniewski, Lobuglio, Berg and Dutton in 2013 about the three
dimensions of job crafting which is task crafting, relational crafting and cognitive
crafting. Task crafting is discussing on the change in task or activities that the employee
practice in terms of number or scope. When the employee practice crafting in their job
they will be able to generate new and useful idea in their job scope and will help them
to improve their performance and their engagement in job (Lin, Law & Zhou,2017).
However, if the employees are not practicing task crafting, the time needed for them to
finish certain task might also be longer and it will also affect on their engagement on
work as they might felt that their job are lack of meaningfulness. Relational crafting
is about the change in the interaction of the employee with others in job. Interaction
with people will make a big effect on the individual perception on their work as most
of the job scope need communication skills to deal with people. The consequences of
have bad relationship with others are emotional exhaustion might occur such as stress
and burnout where the employee might not interest on their job or task. Cognitive
crafting is focusing on the change in the employee’s perception or views on their job.
The employee will have to undergo redefine and reframing on their roles to be more
personally meaningful (Hornung, 2019) such as the employee can make some changes

on their personal goals and make the goals align with the company goals.



Job crafting can also be related to the employees’ self-directed modification to
task, relational and cognitive boundaries in their job. It are also being define as a
double-edge sword where if job crafting is being practice well and will lead to the effect
of improving the employee performance(J. Y. Lee & Lee, 2018). However, if a
company are does not practice it well it will be brought to the effect to the company
where the employee might be demotivated which their self-interest on work and also
their engagement in work will also decrease. Hence, those changes are aimed to make
their job more meaningful and improve their engagement in workplace. There is also
an empirical research on employee job crafting which develop and validate
questionnaire about the dimension in job crafting by Slemp and Dianne in 2013.
However, most of the research and data collected are being done at oversea and are
investigate on the influence of dimension in job crafting on the employee job
satisfaction based on the JD-R model by categorize job design into job demand and job
resource. Hence, this study will be discussing on the influence of dimension in job

crafting towards employee engagement in Malaysia.

1.2 Research Objective

1.2.1 General objective:
To investigate the influence of job crafting on employee engagement in

workplace

1.2.2 Specific objective:
l. To identify the influence of task crafting on employee engagement
. To identify the influence of relational crafting on employee engagement

1. To identify the influence of cognitive crafting on employee engagement



1.3 Research hypothesis
H1: There is a significant relationship between task crafting and employee

engagement.

H2: There is a significant relationship between relational crafting and employee

engagement.

H3: There is a significant relationship between cognitive crafting and employee

engagement.

H4: There is a dominant dimension of job crafting that influences employee

engagement.

1.4 Conceptual framework

In this research, the conceptual framework is shown in below figure. The first
part is the independent variable which are the dimension in job crafting which are task
crafting, relational crafting and cognitive crafting. the second part is the dependent
variable which is the employee engagement. The objective of this study is to
investigate the influence of different types of job crafting with the employee
engagement. This conceptual framework is adapted from several past researcher by

(Slemp & Vella-Brodrick 2013); (Dvorak, 2015)

Figurel1.1

Conceptual Framework

Independent variable

Dependent variable

e Task crafting
¢ Relational crafting e Employee
e Cognitive Crafting engagement

\4

Adapted from: (Slemp & Vella-Brodrick 2013); (Dvorak, 2015)



1.5 Significance of Study

The research can contribute to several aspect which is contribute to existing
literature. By determining the influence of job crafting on employee engagement in
workplace will provide the future researcher in Malaysia some new reference about the
influence of dimension in job crafting to employee engagement. The understanding on
the influence of job crafting will also provide the current organization some information
to manage their manpower more effective. The employee can also gain more knowledge
on how they can improve themselves for their engagement in workplace. This research
are also provide further information about the influence of 3 dimension of job crafting

to employee engagement for the HR practitioner in Malaysia.

This study will provide the future researcher in Malaysia some new source of
reference if they are planning to do similar topic of research. The finding on this
research will help the other research by providing information related to job crafting
and employee engagement. This is because the previous study is more being conducted
in oversea, and the workplace culture will be differed in Malaysia and might lead to

some difference in the result.

Besides that, the organization can also manage their manpower more effectively
by improving the employee engagement level. Job crafting is more on providing the
employee opportunities to make changes on themselves to make their work more
challenging and meaningfulness which might lead to an engaged and satisfied
workforce. If the organization practicing job crafting when designing the task for their
employee, the employee will felt more challenging and they will willing to make
change on themselves in order to improve their performance and their engagement in

workplace will also be improved. Moreover, the company can also gain the benefit by



retaining those potential employees where they are highly engaged in work as they are

satisfied with the company.

The finding of determining the influence of job crafting on the employee
engagement can also help the employee to gain knowledge on the ways they can
practice improving their performance and make themselves highly engaged in
workplace. For example, in the cognitive crafting where the employee will have to
make change by re-evaluate on their perception and attitude to works. Through the
process while they are reviewing themselves, they will be able to create the work
environment which is more align to their personal idea and goals. This will prompt the
employee to have higher engagement level as the working environment is more suitable

to them and they will also improve their performance to achieve their goals.

The finding of this study can also provide some of the further information about
3 different dimensions in job crafting which is task crafting, relational crafting, and
cognitive crating with employee engagement to HR practitioner in Malaysia. Each of
the dimension are having different roles and this can help them to have further
understanding on what they can do in order to improve the employee engagement by

using job crafting.

1.6 Limitation of study

The first limitation of the study is the research uses a cross-sectional research
which examine the population at a specific point of time and can only describe what is
happening in the specific situation. This brought to the effect where cause and effect
inference cannot be done in this research. The next limitation is the sample size where
the research is only collected data from a small part of the population, and it doesn’t

represent the whole population.



1.7 Definition of terms

Definition of terms

1. Employee engagement

Conceptual definition: Employee engagement define as the psychological state of the
employee that include several related ideas which lead to absorption, attachment and

enthusiasm (Schaufeli et al, 2006).

Operational definition: In this study, employee engagement is the degree of enthusiasm
which lead the employees feel excited about their jobs and are prepared to devote

themselves to work by putting effort into their work and the company.

2. Task crafting

Conceptual definition: Task crafting can be defined as a form of job crafting that
focuses on changing task boundaries such as the number, scope and content of task

(Wrzesniewski et al., 2013).

Operational definition: In this study, task crafting can be defined as redesign the
employee job such as change in roles of the employee which will make effect on their

engagement in work.

3. Relational crafting

Conceptual definition: Relational crafting can be define as the change where the
employee make changes on the range, nature or number of their interaction with other

people at workplace (Justin M Berg & Dutton, 2007).

Operational definition: In this study, relational crafting can be define as the change in
interaction between the others in the workplace which will also make an effect on the

employee engagement in their work.



4. Cognitive crafting

Conceptual definition: Cognitive crafting can be defined as the boundaries that the
employee adapted when they are undergo changing in their perception on their work (J

M Berg et al., 2013)

Operational definition: In this study, cognitive crafting can be define as the change in
the mindset or perspective of the employee towards their work and will lead to the effect

where the employee will engage more in work and make their job more meaningful.

1.8 Conclusion

In this chapter, the researcher had discussed on the background of study,
problem statement, research objective, research hypothesis, conceptual framework,
significance of study, limitation of study, and definition of terms. The next chapter will

be discussed on the related literature to the topic of study.



CHAPTER 2: LITERATURE REVIEW

2.0 Introduction

This chapter review the literature on job crafting and employee engagement.
This chapter is being categorize into 4 section. The first section is about the concept of
variables which is the concept of employee engagement, concept of task crafting,
concept of relational crafting and concept of cognitive crafting. The second section is
about the relationship between the 3 dimensions in job crafting and employee
engagement. The third section is discussing about the theory used in this study which

is JD-R model and the last part is the conclusion.

2.1 Concept of Variables
2.1.1 Employee Engagement

Engagement is define as the employee perception on work, which is positive,
fulfilling and are being characterized by vigor, dedication and absorption (Schaufeli &
Bakker, 2004). Employee engagement is one of the methods that help an organization
to gain competitive advantages when compare within the field. This is because
employee can be define as the company asset which can bring benefit to the company
and it are not be able to duplicate by the others(J., 2014). Employee engagement is the
cognitive, emotional and behavioral state of a person that an organization seek when
they are improving the employee performance (Shuck & Wollard, 2010). When the
employee performances are synchronizing with the company goals employee
engagement will be happen because employee who highly engaged in work will
demonstrate a better performance in workplace. Research had also shown that
employee engagement are having a strong relation between the organization

productivity and the employee job performance. Employee engagement is also being
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thought to be inclusive of long-term emotional participation of the employee such as

their job satisfaction and commitment in workplace (Shuck et al., 2011).

According to Kahn in 2010 on the research of relating three psychological
condition to three different dimension that influencing the employee engagement in
workplace. The three psychological condition are meaningfulness, safety, and
availability while the three different principle dimension of employee engagement are
physical, cognitive, and emotional. He suggested that involving people in all three
dimensions would make them feel comfortable in their jobs, feel that what they were
doing was worth it, and trust that their physical and mental efforts would be supported.
Meaningfulness is one of the psychological conditions that are having the strongest
relationship with engagement. This is because individuals who considered their work
difficult and can perceived a match between their principles and those of the company
goals were more likely to find their job important and are willing to engaged in work
(Kordbacheh, Shultz, & Olson, n.d.). These dimensions are similar to job crafting’s
dimension on task crafting, relational crafting and cognitive crafting where the job
crafter are also seeking for creating a job environment or task that are meaningful to

them(J M Berg et al., 2013).

2.1.2 Type of engagement employee

According to Coffman and Gonzalez-Molina in 2002, where engagement is not
only about people perception on work but also involve of their emotion on how they
feel. There are 3 level of engagement among employee which is engaged employee, not
engaged employee, and actively disengaged employee (Little, P., & Little, 2006).
Engaged employee is those committed employees who work with dedication and are
emotionally attached to the company. They are creative and have fresh ideas and
consistent results and can drive the company forward, they personalize the priorities

11



and goals of the business and always strive for the improvement of the organization
above and above their job requirements. Not engaged employee are those who are
finishing the work but without passion and energy. They are those who only do the task
being assigned and they can have either positive or negative attitude towards the
company. The actively disengaged employees are those who are unhappy with the

organization and will spread negativity within the organization.

2.1.3 Job crafting
According to Wrzesniewski and Dutton, job crafting is the concept where the employee

are trying to make some physical or cognitive changes to their task or personal
relationship to their job. Job crafting are also involved in engaging various type of
activities which aimed to help the employee to obtain benefits when they are making
alteration on their job scope whether in physical or cognitive(Letona-lbafiez et al.,
2019). The main objective of job crafting is to make changes on the meaning of the
employees’ work and their personal identity which can help them to experience their
work in other perspective and improve their engagement in work. Job crafting are also
being define as a self-oriented, proactive behavior to revise individual meaning of work
and their work identity. These activities are voluntary activities that provide the
employee opportunities to redesign their job characteristic by employee themselves

(Belschak & Den Hartog, 2010).

2.1.4 Task crafting

Task crafting are having the concept of the employee are having change in their
task boundaries such as number, scope and sequencing of their task (Wrzesniewski et
al., 2013). This job crafting perspectives are also indicate that employees should
practice not only embrace their roles passively, but they may also be proactive and

attempt to assert themselves in the workplace (Bandura, 2001). The employee are also
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being given more autonomy on their job which they are having the ownership of their
job and they can redesign on their job (Kim, Im & Qu, 2018). This will lead to the
effect where the employees’ self efficacy can be improved because individual will
usually be motivated by their expectation of the outcome and will try to perform in
some of the task (Bandura 2001). Employees with a high degree of creative self-
efficacy are likely to spend more time on creative cognitive processes, which include
finding problems, creating ideas or solutions, obtaining support for ideas, and

developing prototypes (Michael, Hou & Fan, 2011).

2.1.5 Relational crafting

Relational crafting refers to the initiation of changes in the relational aspect of
work such as the shift in quality and the degree of contact with others at the workplace
(Justin M. Berg et al., 2012). The employees are given autonomy to choose the extend
on the ways they work and also interaction with the other colleague. This will help them
to achieve their needs while building the social relationship with the others. A satisfied
connection on the relationship between the colleague will provide the employee optimal
working experience and increase the sense of meaningfulness on their work
(Wrzesniewski et al., 2013). By increasing the meaningfulness of the employee towards

the work will also increase the engagement rate of the employee.

2.1.6 Cognitive crafting

Cognitive crafting is discussing on the changes on how an individual define and
views their task or job and it is a self-initiated and self-targeted process where the
changes will also be meaningful on their job aspect (J M Berg et al., 2013). Cognitive
crafting has to do with the notion of perceived job characteristics with expectations
influenced but not only by objective characteristics and also the individuals’
experiences (Daniel, 2006) Cognitive crafting happens in a similar vein when workers
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extend their task orientation or perceived scope of work. Moreover, cognitive crafting
also consists of the active and deliberate improvements that individuals create in the
way they see their tasks and their positions (Zhang & Pakker,2018). The employees’
perception are also including their perception on the organization virtuousness
perception but not only their perception on work or task. This is because the employees’
perception of organizational virtuousness is positively related to the employee attitude
and can lead to their crafting behavior (Rhee, Dutton & Bagozzi, 2006). The employee
which perceive organization as a caring and virtuous will give a positive attitude and
behavior toward their job such as higher engagement in work (Hur, Shin, Rhee & Kim

2016).

2.2 Relationship between dimension in job crafting and employee engagement
2.2.1Task crafting and employee engagement

According to the concept proposed by (J M Berg et al., 2013) in job crafting
theory where there are some of the behavior that the job crafter can practice. One of the
behaviors that the employee can practice is make some changes on their task such as
changing the guantity of the task, make change of the scope of task or change the ways
that they perform the task (Wrzesniewski et al., 2013). By increasing the task might be
challenging to some of the employee but it can also be the motivation to those who
view challenges as motivation if they are seeking for meaningfulness in their job. This
can be related to one of the psychological conditions of engagement by Kahn in 2010
which is the sense meaningfulness from the employee which can lead to engaged
employee. Engaged employee are more dedicate on their work and are willing to view
challenges as motivation but not stress or burnout (Schaufeli & Bakker, 2004). Besides
that, task crafting on more challenge job will also help to energize and motivate the

employee to learn more from their job or task (Wellman & Spreitzer, 2010). This is
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