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Abstract 

Background: In recent decades, in the context of organizational change, Job crafting is the process in which the redesign of work takes 

place, employees change their labor boundaries and labor relations to find meaning in them. 

Material and Method: Data were collected from 112 health care workers from the public and private sector regardless of specialty with 

a random sampling method. The data was collected by a questionnaire that included three parts: demographics, scale of organizational 

commitment, job satisfaction. The data was analyzed with SPSS version 24.0 using descriptive statistics, Pearson correlation, variance 

analysis and t-test. 

Purpose: To investigate job crafting as a strategy of employees in Health Units in Greece regarding organizational change and the factors 

that affect job satisfaction. 

Results: A statistically significant positive correlation was identified between the RCT scale and the MSQ satisfaction scale (r=0.299, 

p=0.002<a=0.05). The hypothesis of homogeneity of variations is not rejected for the Job crafting and RCT scales by Levene's test (p-

values>a=0.05), while it is rejected for the MSQ scale (F=3.757, p-value=0.027<a=0.05). Subsequently, there was no statistically significant 

relationship between the Job Crafting scales,  RCT of the questionnaire and age group (p-values>a=0.05) with application of One Way 

ANOVA. There was also no statistically significant difference (χ2(3)=2.068, p-value=0.558>a=0.05) so there is no differentiation in the 

degree of agreement of the MSQ scale per educational level. Finally, the hypothesis of equality of population fluctuations is not rejected 

(Vene test, F=2,507, p=0,116) and a statistically significant relationship between the Job Crafting scale in relation to the employment 

agency (t=-2,607, p=0,01) emerged.  

Conclusions: Job crafting has a positive impact on organizational change and job satisfaction is positively linked to the implementation 

of Job crafting. Planning and managing organizational change is a complex and difficult task for organizational managers. Reactions to 

organizational change can be multiple, often ambiguous and complex. Employees can respond to change in unexpected ways. They don't 

just face change, but they may also be actively involved with it and play an active role in influencing its direction. On the one hand, 

organizations and, on the other hand, managers should turn to work redesign interventions, leave room for employees to change their 

work routine and provide them with opportunities to "match" their work to their strengths, skills and preferences. 
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INTRODUCTION 

In modern times, socio-economic and technological develop-

ments are rapid and the working environment is constantly 

changing. Businesses are required to keep up with these 

changes at a rapid pace continuously. It is imperative that em-

ployees adapt effectively and promptly to the new conditions. 

In recent decades, the nature of jobs has been constantly chang-

ing due to changes in the working environment caused by 

global competition, faster innovations and the shift from manu-

facturing to service and knowledge economies. In today's or-

ganisations, we need to be flexible, team-oriented, interdepend-

ent and integrated in new and unpredictable working condi-

tions. Recent transformations in working life have led to a 

change in current work design theory.1 

Organisational change involves efforts by managers to change 

the behaviour of employees in order to improve the organisa-

tion. One of the most important influencing strategies that or-

ganizations use to implement change is effective communica-

tion of these changes. Communication is the key to motivating 

employees and convincing them to embrace change. Indeed, 

employee cooperation is critical during the change process, as 

organisational change happens through their actual behaviours. 

Managers expect employees to adapt to change, but also to in-

troduce change themselves. Since the role of managers in or-

ganizational change is so important, it is important for employ-

ees to also be able to successfully adapt to change.2 

 

Research Questions 

The questions to which the research attempts to provide an-

swers are the following: 

I. Does job crafting have a positive impact (+) on organiza-

tional change? 

II. What is the impact of job crafting on organizational change? 

III. Is job satisfaction positively related to the implementation of 

job crafting? 

IV. Do employees' personal characteristics and demographics 

(gender, age and length of service) influence resistance to 

change? 

 

 

 

DEFINITION’s 

The concept of Job Crafting 

Job crafting is a bottom-up approach to job redesign, where 

employees change their jobs to find meaning in them. The au-

thors suggest that employees change their work boundaries, 

work relationships and the way they think about their work in 

order to get the most out of their jobs.3 

In a similar way, job creation refers to the changes that employ-

ees make to develop a balance between their workload, skills 

and needs and to create or restore the individual's fit at work. 

Job demands are listed as aspects of work that require effort and 

therefore have psychophysiological costs, while job resources 

are aspects of work that make it more sufficient to meet job de-

mands, achieve goals and promote growth.4 

Job crafting is about adaptive work change, it refers to the ability 

to change the functions of work in a constructive and enjoyable 

way. Researchers have found that job crafting usually leads to 

improved employee performance. Workers can increase their 

performance by changing the boundaries of their work (task 

crafting) and by changing the nature of their relationships with 

other workers, which is the key dimension of relational creativ-

ity.4 

 

Job satisfaction (Job satisfaction) 

For most people, the goal in life is happiness. As an employee, 

his happiness is largely influenced by his professional life since 

he spends most of his day in the workplace. A happy person is 

more likely to achieve in his life positive professional experiences 

and the goals he sets. Thus, achieving better work results.5 

Several reviews on job satisfaction in different industries have 

been presented by authors over the years.6,7 One definition 

presents job satisfaction as an individual's subjective assessment 

of various aspects of his or her job.8  Furthermore, job satisfac-

tion was defined as an employee's feeling towards the job 

he/she has undertaken and the organisation.9 This definition in-

corporates a view that job satisfaction is a result of the individ-

ual's evaluation and perceptions of their job, which leads to a 

perception of their level of job satisfaction. Job satisfaction is 
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also seen as a correlation of psychological, physiological and en-

vironmental conditions that lead to the perception of job satis-

faction or not. This description suggests that there are several 

factors that can influence job satisfaction. 

Job satisfaction is related to proactivity, because proactive peo-

ple create an atmosphere that is more conducive to success and 

happiness by seeking opportunities and creating the conditions 

for success in their jobs.9 

 

Resistance to Change (RTC) 

Although change is essential for survival in today's competitive 

and ever-changing environment, a failure rate of 70 percent is 

reported for change management programmes. Although 

standard textbooks and academic models of change may offer 

a wide range of conflicting and confusing theories and ap-

proaches, it is certain that there is no valid, universally applicable 

framework for managing organizational change and this is re-

vealed by the low success rate of programs.10 

Early approaches to organizational change management sug-

gest that the success of an effective organization should depend 

on the lack of constant change.11 Having a routine helps to in-

crease people's efficiency and performance. However, it is now 

argued that it is vital for organisations that people can undergo 

constant change.11,12  

During change, employees often fear the undesirable conse-

quences. Change creates a new situation within the organiza-

tion; uncertainty is often present during this transition, so em-

ployees perceive threats to a situation they knew, controlled, 

and had a sense of satisfaction with. Employees' acceptance of 

change is related to different levels of education, backgrounds, 

experiences, personalities.13 

 

METHODS 

Study design 

For the implementation of this research, quantitative research 

was preferred. This study used simple random sampling through 

online platform to ensure generalizability. Pilot questionnaires 

were distributed prior to finalization to help in reformulating the 

research objectives, reviewing the research questions and reflec-

tion to ensure validity and reliability. 

The survey (e-survey) was conducted with web-based tools cre-

ated through a web application and posted on health-related 

websites. The advantages of this type of survey over the conven-

tional survey include, among others, saving resources, elimina-

tion of errors during data entry, fast collection and storage, ab-

sence of bias by the author, easy access to people from different 

cities. 

Study Population 

Participants were selected by simple random sampling. Sample 

collection was conducted from 2/11/2022 to 12/12/2022 online. 

Completion of the questionnaire took on average approximately 

5-8 minutes for each participant. The following were considered 

as selection criteria for the participants: a) addressed to any em-

ployee in health facilities regardless of specialty, b) without age 

limit, c) willing to participate. 

 

Sample size 

112 questionnaires were answered by employees in health care 

facilities from the public and private sector of all specialities. 

 

Instruments 

To investigate the resistance to change of the staff, the Greek 

version of the "Resistance to Change Scale" (hereinafter RTC) 

was used, after request and approval14, having secured the li-

cense of the questionnaire from its creator. This scale includes 

17 statements on a six-point Likert scale, in which participants 

are asked to fill in their degree of agreement or disagreement. 

The subscales into which the 17 statements are divided relate to 

"routine seeking", "emotional reaction" to change, "short-term 

focus" of a change and "cognitive rigidity" of the individual to-

wards change. 

Job Crafting was measured with the general job creation scale, 

the Greek version upon request and approval.15 This scale 

measures the dimensions of resource search, challenge search 

and reduction of obstructive demands.  

The third part of the research instrument attempts to capture 

the level of professional satisfaction of the respondents using 

the Minnesota Satisfaction Questionnaire-MSQ (short form) 

greek short version.16 This questionnaire includes 20 items in 
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which respondents are asked to indicate through a 5-point Lik-

ert scale the degree to which they are satisfied with their job in 

the 20 items under study, with the questionnaire yielding 2 sub-

scales and an aggregate scale of job satisfaction. The instru-

ments have been used from time to time in studies of the Greek 

population. 

 

Ethical Consideration 

Instead of the traditional written informed consent document, 

electronic informed consent (eConsent) was used to assess un-

derstanding of the information presented. The first step upon 

entering the platform was to inform the participants as to the 

exact nature, purpose and procedures of the research. It was 

made clear that participation was voluntary, that all research 

subjects were free to choose to participate without any pressure 

or coercion. All participants can withdraw from the study at any 

time without feeling the obligation to continue. Participants do 

not need to provide a reason for withdrawing from the study. 

Furthermore, it was made clear to participants that there are no 

negative consequences or repercussions for refusing to partici-

pate. Respectful of their decisions with no attempt to change 

their minds as they take time to help in the research process. 

Priority was given to anonymity. This means no knowledge of 

who the participants are and an inability to link individual par-

ticipants to their data. 

 

Statistical analysis 

The Statistical Package for Social Sciences (SPSS) version 20.0 

was used for statistical analysis and data processing. Descriptive 

statistics method was carried out to present the numerical data, 

and method of inferential statistics. The descriptive methods in-

volve the calculation of the means (M.O.) of the variables and 

standard deviations. 

In the induction method, the parametric t-test and the non-par-

ametric Kruskal-Wallis test were used to identify correlations. 

Also, intercorrelations between variables (cross tabulation anal-

ysis) were performed using Pearson's correlation coefficient r. 

The two-sided level of statistical significance was set equal to 

0.05. While Cronbach's internal consistency coefficient alpha was 

performed on each questionnaire. 

 

 

RESULTS 

Our sample consists of 112 participants, 19 (17%) men and 93 

(83%) women. Regarding the age of the study participants, 28 

(25 %) participants are aged 18-30 years, 74 (66.1 %) aged 31-

51 years and 10 (8.9 %) aged 52-67 years. Regarding the educa-

tional level of the participants, 65 (58 %) participants are gradu-

ates of HEI/TEI, 36 (32.1 %) participants hold a Master's degree, 

1 (0.9 %) participant holds a PhD degree and 10 (8.9 %) partici-

pants have some other degree. For years of experience, 40 

(35.7%) people have 0-5 years of experience, 17 (15.2%) people 

have 6-10 years, 17 (15.2%) people have 11-15 years, 12 (10.7%) 

people have 16-20 years and 26 (23.2%) people have more than 

20 years. 58 (51.8 %) are temporary employees and 54 (48.2 %) 

are permanent employees.  Regarding the employment institu-

tion, 94 (83.9 %) persons are employed by a public institution 

while 18 (16.1 %) persons are employed by a private institution 

(Table 1). 

The three questionnaire scales, Job crafting, MSQ and RCT, were 

first constructed from the average of each participant's re-

sponses. Since the data of the three questionnaire scales were 

obtained from the Normal distribution according to the Shapiro 

Wilk's test, Pearson's parametric correlation coefficient was used 

to study the correlation between them. A statistically significant 

positive correlation was identified between the RCT scale and 

the MSQ satisfaction scale (r=0.299, p=0.002<a=0.05). This 

means that the greater the degree of disagreement we have on 

the RCT "resistance to change" scale, the greater the degree of 

satisfaction we have on the MSQ satisfaction scale. Furthermore, 

a statistically significant negative correlation was found between 

the MSQ satisfaction scale and the Job crafting scale (r=-0.24, 

p=0.013<a=0.05), as well as between the Job crafting scale and 

the RCT scale (r=-0.226, p=0.018<a=0.05). This implies that the 

higher the degree of satisfaction for the MSQ scale and disa-

greement for resistance to change, the higher the degree of 

agreement for the Job crafting scale (Table 2). Therefore, job 

crafting has a positive impact (+) on organizational change and 

job satisfaction is positively related to the implementation of job 

crafting. 
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Then using the parametric t-test, it was studied whether there is 

any statistically significant difference in the three scales of the 

questionnaire in relation to the gender of the participants. The 

hypothesis of equality of population variation was not rejected 

for all three scales (Levene's test, p-values >α=0.05, Table 8) and 

no statistically significant relationship was found between the 

three questionnaire scales in relation to gender (t test for inde-

pendent samples, p-values >α=0.05, Table 3). 

One Way ANOVA was then used to test whether there was a 

statistically significant relationship between the questionnaire 

scales and the age groups of the participants. The hypothesis of 

homogeneity of variances was not rejected for the Job crafting 

and RCT scales by Levene's test (p-values>α=0.05, Table 4), 

while it was rejected for the MSQ scale (F=3.757, p-

value=0.027<α=0.05). Then no statistically significant relation-

ship was found between Job Crafting, RCT scales of the ques-

tionnaire and age group (p-values >α=0.05, Table 5) by applying 

One Way ANOVA. Welch's test is used for the MSQ scale be-

cause the assumption of homogeneity of variance is not valid. 

There was no statistically significant relationship between MSQ 

scale and age group (F=0.131, p=0.878>α=0.05) (Table 6). 

It was then examined whether there is a statistically significant 

relationship between the scales of the questionnaire and the ed-

ucational level of the participants. The hypothesis of homoge-

neity of variances is not rejected for both the Job crafting and 

RCT scales of the questionnaire by Levene's test (p-values 

>α=0.05, Table 7). For the MSQ scale the hypothesis of equality 

of population variances is rejected (F=4.706, p-

value=0.011<α=0.05). Then no statistically significant relation-

ship was found between Job crafting and RCT scales by educa-

tional level (p-values>α=0.05, Table 8). As for the MSQ scale 

Welch's test was impossible to calculate, the non-parametric 

statistical test Kruskal - Wallis was used to test whether there is 

a difference in the degree of satisfaction of the MSQ scale by 

educational level of the participants. There was no statistically 

significant difference (χ2(3)=2.068, p-value=0.558>a=0.05) so 

there is no difference in the degree of agreement of the MSQ 

scale by educational level (Table 9). 

Then using the t-test it was studied whether there is any statis-

tically significant difference in the Job crafting scale with respect 

to the job provider. The hypothesis of equality of population 

variances was not rejected (Levene's test, F=2.507, p=0.116) and 

a statistically significant relationship was found between the Job 

Crafting scale in relation to job employment provider (t=-2.607, 

p=0.01, Table 10). Private sector employees do more job crafting 

(M=3.1515) than those in the public sector (M=2.9072). 

 

DISCUSSION 

Our findings extend theory and research on job creation as a 

positive correlate3,17 and proactive18,19 workplace behavior, and 

therefore contribute to our understanding of proactive change 

as a response to organizational change.20 As such, this frame-

work offers a better understanding of employees' perceptions, 

experiences, and behavior during the process of organizational 

change. We further link job crafting to subsequent organiza-

tional and individual outcomes. 

Initially, individuals affected by organizational change are often 

characterized as "change recipients". 20,21 However, our findings, 

while consistent with those of Oreg et al.20, confirm the idea that 

responses to organizational change can be multiple, often am-

biguous and complex. Indeed, employees may respond to 

change in unexpected ways. They do not simply confront 

change, but may also actively engage with it and play an active 

role in influencing its direction. 

Second, no longitudinal interaction or main effects were found 

among workers who did not experience changes in their job 

content. Previous studies have shown that adapting to change 

and job ctafting during organizational change can take time,22 

while a work situation without these changes may not stimulate 

the strong need for job crafting, at least in the long run, and its 

consequences. Thus, this study adds to the existing knowledge 

on the impact of job crafting, as studies on the effects of job 

crafting combined with job commitment and other variables in 

general are still rare.23 On the other hand, this raises the concern 

that flexible working practices such as job crafting only lead to 

relevant outcomes, which are not only individual, but also re-

lated to the tasks performed through the organization.3,24 Thus, 

partly as expected, the relationships between job crafting and 

organizational change were stronger among employees who ex-

perienced changes in their job content than among employees 
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who did not experience these changes. Overall, our study sug-

gests that job crafting is positively associated with organiza-

tional change. 

Nevertheless, a statistically significant negative correlation was 

found between the Job crafting scale and the RCT scale.  That is, 

job crafting has a positive impact on organizational change. 

Similarly, to the intervention study by Demerouti et al.4 in an or-

ganizational change context, it cannot confirm the significance 

of the association and argue that the intervention may then 

cause the participant to seek more resources at work. The results 

of the job crafting interventions are confirmed by the meta-anal-

ysis, as demonstrated by Oprea et al.,25 through evidence that 

the interventions are associated with an increased rate of chal-

lenge seeking behaviour, as well as a lower rate of demanding 

behaviour. From a theoretical perspective, our findings suggest 

that there is a portion of employees who are ambivalent or re-

sistant to change. 

To be clearer, in this study, we showed that the ability to create 

meaning and connect everyday events to a framework of per-

sonal values is positively related to willingness to change. Along 

the same lines, previous studies have shown that understanding 

change is important for successful organizational change.26,27,28 

In terms of job creation effects on employees' adaptation to 

change, the findings revealed positive associations of resource 

seeking with job commitment and positive associations of chal-

lenge seeking with adaptability. Reducing demands, although 

theoretically useful for coping with high workloads, does not ap-

pear to benefit employees in this study.29 While avoidance of 

demands acts as an emotion-focused coping mechanism that is 

largely considered unsuccessful by organizational change re-

search, an approach of active coping rather than avoidance of 

challenge helps in adapting to change.30 These findings respond 

to recent calls for more research, especially on the negative ef-

fects of job crafting.19 In particular, they show that although job 

creation is mostly a beneficial strategy, when it takes the form of 

counterproductive behaviour, it can have harmful effects on em-

ployees or organisations. 

Moving forward, we find that one of the questions we asked and 

answered is that job crafting has a positive impact on job satis-

faction. It has been shown that working conditions are closely 

related to burnout, job commitment and job satisfaction.31 In 

addition, those who are satisfied with their lives could be moti-

vated for self-development and professional development. In 

this case, employee happiness would enhance self-esteem and 

passion for their job roles and quality job performance. In this 

case, both employee happiness and quality job performance 

would be influenced by extrinsic motivation from job crafting. 

Job crafting acts positively on motivation and employee satis-

faction dynamics, highlighting the positive effect of skills and 

competencies. Consistent with the choice to examine job craft-

ing with job satisfaction, a study by Petrou et al.,32 found that 

job satisfaction is related to resources as well as to the demand-

ing elements of job crafting. Job creation is related to job satis-

faction mediated by perceived organizational support.33 How-

ever, with the study conducted by Mohammadi et al.34 which 

stated that when a proactive personality stands alone without 

following job inspirational factors such as the opportunity to 

grow, lack of career path and recognition of their performance, 

they will not create job satisfaction. Similar to these findings, job 

crafting with a focus on a positive relationship with job satisfac-

tion was negative (though not significant) concludes Rach-

mawati's research.9 Thus, by combining these findings of previ-

ous studies and comparing them with the results of our study, it 

can be concluded that not all forms of job creation can neces-

sarily lead to job satisfaction. 

At the same time, the level of education seems to have a signif-

icant impact on the dimension of employees' resistance to 

change.  This is supported by Pakdel35 where, among others, he 

states that employees with a bachelor's and master's degree 

show less resistance than employees with a lower education (this 

result is in line with previous studies36 where education (degree 

level) negatively affected emotional commitment to change. 

This confirms the view that employees with lower levels of edu-

cation are less committed to the change process compared to 

those with higher levels of education. 

In contrast to our own research, studies show that organisations 

are increasingly unable to meet the needs of older workers. This 

hinders their ability to meet the challenges and preferences in 

this category of employees. Most employers are not considering 

new ways of organising work. Instead, they want to maintain the 
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status quo of employment.37,38 

At the same time, the results of the Wahyunida39 study show 

that the effect of age on Resistance to Change has a negative 

and insignificant effect. This possibly leads to the conclusion that 

age is not a negative factor of organizational change.  It is worth 

noting, that in Kunze's study40 we observed a negative relation-

ship between age implying that - overall - younger employees 

in our sample were more resistant to change than their older 

colleagues, rejecting the common stereotype. However, the 

negative correlation between age and resistance to change ob-

served is relatively small. In other words, we hypothesize that 

even if organizations have a comparatively older workforce, they 

may not experience significant performance losses, especially if 

these employees have few years of service. 

CONCLUSION 

Planning and managing organisational change is a complex and 

difficult task for managers of organisations. Managers try to 

change the behavior of employees in order to improve the ef-

fectiveness of the organization. Successful organizational 

changes, are related to the way employees participate in these 

changes. This study examines the role of job crafting as an em-

ployee strategy in health care units in Greece regarding organi-

zational change and the factors that influence job satisfaction. 

In job creation to adapt employees to change, findings revealed 

positive associations of resource seeking with job commitment 

and positive associations of challenge seeking with adaptability. 

Our findings suggest that there is a portion of workers who are 

ambivalent or resistant to change. Employers can better manage 

change if they are aware of the reactions to change. On the one 

hand, organizations on the one hand, and supervisors on the 

other, should turn to work redesign interventions, allow space 

for employees to change their work routines and provide op-

portunities for them to 'match' their work to their strengths, 

skills and preferences. In this way, employees develop a balance 

between their workload, skills and needs. In this way they can 

think differently about their work and even change the way they 

see their job, feel happy and therefore more willing to adapt and 

be more open to change. In this study, we showed that the abil-

ity to create meaning and connect everyday events to a frame-

work of personal values is positively related to willingness to 

change.  

For most people, the goal in life is happiness. As an employee, 

his happiness is largely influenced by his professional life. A 

happy person is more likely to achieve in life positive profes-

sional experiences and the goals he or she sets. Those who are 

satisfied with their lives could be motivated for self-develop-

ment and professional development. In this case, employee hap-

piness would enhance self-esteem and passion for their job roles 

and quality job performance. In this case, both employee happi-

ness and quality job performance would be influenced by extrin-

sic motivation from job crafting. In this study, job crafting was 

found to have a positive impact on job satisfaction. 

LIMITATION OF STUDY 

The sample collection period was limited, through the use of 

web tools that were created (web application) and posted on 

healthcare websites, resulting in perhaps a small number of 

questionnaires being collected. By extending the time frame it 

would have been possible to collect a sample from more sources 

such as Health Districts. In addition, limited variables affecting 

organizational change were studied in the survey. In particular, 

the influence of demographic characteristics was studied, and it 

would be feasible to include more variables in the study, such as 

personal motivation, needs and personality traits. 

 

FUNDING STATEMENT 

This research did not receive any specific grant from funding 

agencies in the public, commercial, or not for profit sectors. 

 

CONFLICT OF INTEREST 

The authors report no conflict of interest. 

 

ACKNOWLEDGMENT 

This study is part of the postgraduate diploma thesis from the 

interdepartmental postgraduate program in the Administration 

of Health and Welfare Units of the International University of 

Greece. All employments are greatly appreciated for their par-

ticipation in this study. 

 

REFERENCES 



(2024), Volume 10, Issue 1 

 

 

Digonis et Giannouli                          34                       https://ejournals.epublishing.ekt.gr/index.php/HealthResJ 

1. Kanten P. The antecedents of job crafting: Perceived organ-

izational support, job characteristics and self-efficacy. Euro-

pean Journal of Business and Social Sciences. 

2014;3(5):113–28. 

2. Petrou P, Demerouti E, Schaufeli WB. Crafting the change: 

The role of employee job crafting behaviors for successful 

organizational change. J Manage. 2018;44(5):1766–92.  

3. Wrzesniewski A, Dutton JE. Crafting a job: Revisioning em-

ployees as active crafters of their work. Acad Manage Rev. 

2001;26(2):179–201.  

4. Demerouti E, Soyer LMA, Vakola M, Xanthopoulou D. The 

effects of a job crafting intervention on the success of an 

organizational change effort in a blue‐collar work environ‐

ment. J Occup Organ Psychol. 2021;94(2):374–99.  

5. Chang S, Han K, Cho Y. Association of happiness and nurs-

ing work environments with job crafting among hospital 

nurses in South Korea. Int J Environ Res Public Health. 

2020;17(11):4042.  

6. Brayfield AH, Crockett WH. Employee attitudes and em-

ployee performance. Psychol Bull. 1955;52(5):396–424.  

7. Iaffaldano MT, Muchinsky PM. Job satisfaction and job per-

formance: A meta-analysis. Psychol Bull. 1985;97(2):251–73.  

8. Kim S. Participative management and job satisfaction: Les-

sons for management leadership. Public Adm Rev. 

2002;62(2):231–41.  

9. Rachmawati R, Zakia L, Safitri S, Lupita A. The Impact of Self-

Efficacy and Job Crafting on Job Satisfaction of Gig Workers: 

An Empirical Study from Indonesia. The Journal of Asian Fi-

nance, Economics and Business. 2022;9(3):159–69. 

10. By RT. Organisational change management: A critical re-

view. Journal of change management. 2005;5(4):369–80. 

11. Rieley J, Clarkson I. The impact of change on performance. 

J Chang Manag. 2001;2(2):160–72.  

12. Burnes B. Managing change: A strategic approach to organ-

isational dynamics. Pearson Education; 2004. 

13. Furxhi G. Employee’s Resistance and Organizational Change 

Factors. European Journal of Business and Management Re-

search. 2021;6(2):30–2. 

14. Kouri A, Gupta S, Yadollahi A, Ryan CM, Gershon AS, To T, 

et al. Addressing reduced laboratory-based pulmonary 

function testing during a pandemic. Chest. 

2020;158(6):2502–10. 

15. Petrou P, Demerouti E, Peeters MCW, Schaufeli WB, Hetland 

J. Crafting a job on a daily basis: contextual correlates and 

the link to work engagement. Journal of Organizational Be-

havior. 2012;33(8):1120-1141.  

16. Weiss DJ, Dawis RV, England GW, Lofquist LH. Minnesota 

Satisfaction Questionnaire--Short Form [Database record. 

APA PsycTests; 1967. 

17. Cameron K, McNaughtan J. Positive organizational change. 

J Appl Behav Sci. 2014;50(4):445–62.  

18. Berg J, Dutton JE, Wrzesniewski A. Job crafting and mean-

ingful work. In: Dik BJ, Byrne ZS, Steger MF, editors. Purpose 

and meaning in the workplace. Washington, DC: American 

Psychological Association; 2013. p. 81–104. 

19. Oldham GR, Hackman JR. Not what it was and not what it 

will be: The future of job design research: Future of Job De-

sign Research. J Organ Behav. 2010;31(2–3):463–79.  

20. Oreg S, Bartunek JM, Lee G, Do B. An affect-based model of 

recipients’ responses to organizational change events. Acad 

Manage Rev. 2018;43(1):65–86. 

21. Armenakis AA, Harris SG. Reflections: Our journey in organ-

izational change research and practice. J Chang Manag. 

2009;9(2):127–42. 

22. van den Heuvel M, Demerouti E, Bakker AB, Schaufeli WB. 

Adapting to change: The value of change information and 

meaning-making. J Vocat Behav. 2013;83(1):11–21. 

23. Frederick DE, VanderWeele TJ. Longitudinal meta-analysis 

of job crafting shows positive association with work en-

gagement. Cogent Psychol. 2020;7(1):1746733.  

24. Lazazzara A, Tims M, de Gennaro D. The process of rein-

venting a job: A meta–synthesis of qualitative job crafting 

research. J Vocat Behav. 2020;116(103267):103267.  

25. Oprea BT, Barzin L, Vîrgă D, Iliescu D, Rusu A. Effectiveness 

of job crafting interventions: a meta-analysis and utility 

analysis. Eur J Work Org Psychol. 2019;28(6):723–41.  

26. Rafferty AE, Griffin MA. Perceptions of organizational 

change: a stress and coping perspective. J Appl Psychol. 

2006;91(5):1154–62.  



(2024), Volume 10, Issue 1 

 

 

Digonis et Giannouli                          35                       https://ejournals.epublishing.ekt.gr/index.php/HealthResJ 

27. Weber PS, Manning MR. Cause maps, sensemaking, and 

planned organizational change. J Appl Behav Sci. 

2001;37(2):227–51.  

28. Weick KE, Quinn RE. Organizational change and develop-

ment. Annu Rev Psychol. 1999;50(1):361–86.  

29. Tims M, Bakker AB. Job Crafting: Towards a New Model of 

Individual Job Redesign. South African Journal of Industrial 

Psychology. 2010;36:1–9. 

30. Terry DDJ, Callan VJ, Sartori G. Employee adjustment to an 

organizational merger: stress, coping and intergroup differ-

ences. Stress Med. 1996;12(2):105–22.  

31. Crawford ER, Lepine JA, Rich BL. Linking job demands and 

resources to employee engagement and burnout: a theo-

retical extension and meta-analytic test. J Appl Psychol. 

2010;95(5):834–48.  

32. Petrou P, Demerouti E, Peeters MCW, Schaufeli WB, Hetland 

J. Crafting a job on a daily basis: Contextual correlates and 

the link to work engagement: DAILY JOB CRAFTING. J Or-

gan Behav. 2012;33(8):1120–41.  

33. Ingusci E, Callea A, Chirumbolo A, Urbini F. Job crafting and 

job satisfaction in a sample of Italian teachers: the mediat-

ing role of Perceived Organizational Support. Electronic 

Journal of Applied Statistical Analysis. 2016;9(4):675–87. 

34. Mohammadi B, Beshlideh K, Hashemi SE, Naami A. An in-

vestigation on the relationship between proactive person-

ality, conscientiousness and perceived supervisor support 

with job satisfaction and job performance mediated by dy-

namic behaviors. International Journal of Psychology (IPA). 

2015;9(2):148–77. 

35. Pakdel A. An investigation of the difference in the impact of 

demographic variables on employees’ resistance to organi‐

zational change in government organizations of khorasan 

Razavi. Procedia Soc Behav Sci. 2016;230:439–46.  

36. Iverson RD. Employee acceptance of organizational 

change:the role of organizational commitment. Int J Hum 

Resour Manag. 1996;7(1):122–49.  

37. Armstrong-Stassen M. Organizational practices and the 

post-retirement employment experience of older workers. 

Human Resource Management Journal. 2008;18:36–53. 

38. Peterson CL, Murphy G. Transition from the labor market: 

older workers and retirement. Int J Health Serv. 

2010;40(4):609–27.  

39. Wahyunida S, Hermanto H, Nurmayanti N. The Effect of 

Age, Perceived Organizational Support, and Communica-

tion on Resistance to Change (Study on Non-Permanent 

Employees of the Environment Service Mataram City). Inter-

national Journal of Multicultural and Multireligious Under-

standing. 2023;9(12):532–43. 

40. Kunze F, Boehm S, Bruch H. Age, resistance to change, and 

job performance. J Manag Psychol. 2013;28(7/8):741–60.  

  



(2024), Volume 10, Issue 1 

 

 

Digonis et Giannouli                          36                       https://ejournals.epublishing.ekt.gr/index.php/HealthResJ 

ANNEX  

TABLE 1. Demographic characteristics of participants 

 

 

Sex n (%) 

Man 15.8% 

Woman 84.2% 

Age n (%) 

18-30 15.1% 

31-51 67.8% 

52-67 17.1% 

Education level n (%) 

ΗΕΙ/TEI graduates 58% 

Masters degree holders 32.1% 

Holders of a Ph.D 0.9% 

Other title  8.9% 

Years of Senior Service n (%) 

0-5 years of experience 35.7% 

6-10 years 15.2% 

11-15 years 15.2% 

16-20 years 10.7% 

> 20 years 23.2% 

Working condition n (%) 

Fixed-term employees 51.8% 

Permanent employees 48.2% 

Employment agency n (%) 

People are employed in a public area 83.9% 

People are employed by a private entity 16.1% 
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TABLE 2. Correlations between the questionnaire scales 
 

 Job Crafting MSQ RCT 

Job Craft-

ing 

Pearson Correlation 1 -0,24* -0,22* 

Sig. (2-tailed)  0,01 0,01 

N 108 108 108 

MSQ Pearson Correlation -0,24* 1 0,29** 

Sig. (2-tailed) 0,01  0,00 

N 108 108 108 

RCT Pearson Correlation -0,22* 0,29** 1 

Sig. (2-tailed) 0,01 0,00  

N 108 108 108 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

TABLE 3. T test between questionnaire scales and gender 

 

 Levene's 

Test for 

Equality of 

Variances 

t-test for Equality of Means 

F Sig. t Df Sig. 

(2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Jo
b

 C
ra

ft
in

g
 

Equal 

variances 

assumed 

0,05 0,82 0,87 106 0,38 0,08 0,09 -0,10 0,26 

Equal 

variances 

not 

assumed 

  0,86 26,00 0,39 0,08 0,09 -0,11 0,27 

M
S

Q
 

Equal 

variances 

assumed 

0,03 0,85 
-

0,60 
106 0,54 -0,08 0,14 -0,37 0,20 

Equal 

variances 

not 

assumed 

  
-

0,60 
26,37 0,54 -0,08 0,14 -0,38 0,21 

R
C

T
 

Equal 

variances 

assumed 

0,00 0,93 0,01 106 0,99 0,00 0,13 -0,26 0,26 

Equal 

variances 

not 

assumed 

  0,01 25,62 0,99 0,00 0,13 -0,28 0,28 
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TABLE 4. Levene test of scales by age group 
 

 Levene Statistic df1 df2 Sig. 

Job Crafting 0,70 2 105 0,49 

MSQ 3,75 2 105 0,02 

RCT 0,89 2 105 0,41 

 

 

TABLE 5. ANOVA of scales by age group 

 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Job Crafting Between Groups 0,11 2 0,05 0,42 0,65 

Within Groups 14,08 105 0,13   

Total 14,19 107    

RCT Between Groups 0,52 2 0,26 0,92 0,39 

Within Groups 29,43 105 0,28   

Total 29,95 107    

 

 

TABLE 6. Welch test of the MSQ scale by age group 

 

 Statistica df1 df2 Sig. 

MSQ Welch 0,13 2 24,52 0,87 

a. Asymptotically F distributed. 

 

 

TABLE 7. Levene test of scales by educational level 

 

 Levene Statistic df1 df2 Sig. 

Job Crafting 2,90 2 104 0,05 

MSQ 4,70 2 104 0,01 

RCT 1,07 2 104 0,34 
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TABLE 8. ANOVA of scales by educational level 

 

 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Job Crafting Between 

Groups 

0,11 3 0,03 0,28 0,83 

Within Groups 14,07 104 0,13   

Total 14,19 107    

RCT Between 

Groups 

1,08 3 0,36 1,29 0,28 

Within Groups 28,88 104 0,27   

Total 29,95 107    

 

 

TABLE 9. Kruskal test - Wallis by educational level 

 

 MSQ 

Chi-Square 2,06 

Df 3 

Asymp. Sig. 0,55 

a. Kruskal Wallis Test 

b. Grouping Variable: Επίπεδο εκπαίδευσης 

 

TABLE 10. Descriptive statistics of the Job crafting scale by employment agency 

 

 Employment institu-

tion 

N Mean Std. Devia-

tion 

Std. Error 

Mean 

Job Crafting Public 94 2,90 0,37 0,03 

Private 18 3,15 0,27 0,06 
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