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Abstract
Purpose - The purpose of this master thesis is to examine how job crafting re-
lates to intended retirement age. I hypothesized that this relation is partially
mediated by job satisfaction and depending on which type of job crafting
(promotion- or prevention-focused), the relationship is positive or negative.
Design/methodology/approach - Data from 585 mainly older employees
working in the healthcare sector (mean age 56 and 5 months) were analyzed
using econometric techniques.
Findings - Promotion-focused job crafting, more specifically increasing chal-
lenging job demands, is positively related to intended retirement age.
Research limitations/implications - Although the study design is cross-
sectional, the results disclose how job crafting is related with the motivation
to delay retirement directly and whether through job satisfaction indirectly.
Practical implications - Given today’s increasing dependency ratios, em-
ployees working up to and beyond their statutory retirement age are essential
for the functional capability of organizations. The results suggest, that or-
ganizations should encourage employees’ promotion-focused job crafting. As
promotion-focused job crafting fuels job satisfaction, especially organizations
with frequent customer contact additionally benefit from encouraging employ-
ees to engage in this type of behavior.
Originality/value - This study adds to the literature on job crafting and
motivation to increase retirement age.
Keywords - Job crafting, Promotion-focused job crafting, Prevention-focused
job crafting, Job satisfaction, Intended retirement age
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1 Introduction

Demographic change increasingly urges countries across Europe to face challenges

such as labour shortfalls (Oakman and Wells, 2013) and growing dependency ratios

(Escribá-Esteve et al., 2012). In conjunction, especially the nursing sector on which

the available data for this thesis is focusing, globally registered a labor shortage

(Wilson et al., 2008). Because of the further expected shortages in labor supply,

it is of utmost importance for organizations to retain older workers to make use

of their capacity (Oakman and Wells, 2013). As the dependency ratio is crucial

for the sustainability of pension systems, EU Member states try to cope with this

development by implementing substantial pension reforms. In a recent discussion

paper by the European Commission, Carone et al. (2016) point out, that one

of the most important elements of these reforms has been the introduction of

mechanisms that automatically adjust key pension parameters to demographic

pressure. As this regulatory approach of increasing the statutory retirement age

has met strong political resistance among European countries, ’soft’ alternatives

intended to stimulate a worker’s motivation to stay in the workforce may be a

solution to achieve desirable delayed retirement (Escribá-Esteve et al., 2012). The

European Commission recognizes this and states that the pension reforms should

be complemented by comprehensive ‘flanking’ labor market policies, incorporating

measures to increase flexible work arrangements.

Besides financial incentives, good working conditions such as autonomy have

been found to be key determinants of the decision to increase retirement age

(Blekesaune and Solem, 2005). Job crafting is the extent to which workers can

redesign characteristics of their job. It has been referred to as "something that

organizations can stimulate to improve the working conditions for their employees

offering them the opportunity to do so themselves" (Le Blanc et al., 2017, p. 50).

According to the authors, it can be seen as proactive behavior to make one’s own

job more meaningful, engaging and satisfying and thereby uses the potential of

the employee’s own knowledge, "as they know their own job best" (p. 50).

In this study, we examine the construct of job crafting and try to answer the

question, whether it fosters motivation to increase intended retirement age. First,
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we investigate the direct relation between job crafting an intended retirement age.

We then scrutinize to what extent this relation is driven by job satisfaction. Over-

all, we expect that that job crafting is positively related to intended retirement

age. However, we take recent empirical inconsistencies and their theoretical expla-

nations into account and use a refined measure for job crafting and by that make

a distinction between promotion- and prevention-focused job crafting as proposed

by Lichtenthaler and Fischbach (2016c). Besides the expectations concerning over

all job crafting, we expect promotion-focused job crafting to be positively and

prevention-focused job crafting to be negatively related to intended retirement

age. We further expect that both crafting types are mediated by job satisfaction.

We then proceed with investigating whether individual differences in form of in-

ternal locus of control are present in the direct and in the indirect relationship. As

a last step, we try to contribute to the theoretical understanding of the recently

developed concepts promotion- and prevention-focused job crafting via investigat-

ing the influence of bad health on the relationship between job crafting an job

satisfaction.

We examine the relation between job crafting, its refinement and intended retire-

ment age using data from the ROA Survey 2016 fielded among health professionals

in the Netherlands. We find a positive and significant relation between promotion-

focused job crafting and intended retirement age. On this level of analysis it seems

to be the case that job satisfaction is mediating this relationship. Further analysis

shows, that this finding is caused by the job crafting sub-dimension increasing

challenging job demands of which the coefficient size is robust against mediation

analysis, indicating no mediation on the surface level. Furthermore, we find a neg-

ative interaction between locus of control and promotion-focused job crafting and

a positive interaction between prevention-focused job crafting and bad health.

This thesis is structured as follows. Section 2 provides a theoretical framework

using relevant literature from which we derive the main hypotheses to be tested.

Section 3 outlines the data collection and the resulting sample. In addition, the

variables and the corresponding main features of the data to be investigated are

presented. Section 4 explains the chosen empirical approach and synthesizes the

results of the empirical analysis for the hypotheses developed in Section 2, and if

applicable refers to relevant literature. Section 5 discusses the results and again
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if applicable refers to literature. It furthermore gives a conclusion of the research,

outlines the limitations of my investigation and discusses future research and prac-

tical implications following the results of my analyses.
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2 Theoretical framework

2.1. Conceptualization of job crafting

Job crafting has been introduced in the international literature 16 years ago by

Wrzesniewski and Dutton (2001), who referred to it as the employee’s proactive

behavior of changing tasks (task crafting), relations (relationship crafting) and the

appraisal of one’s work (cognitive crafting, i.e. how one sees one’s job). Currently,

there still exists no published information about the psychometric properties of

this measure (Le Blanc et al., 2017).

Scholars proposed to extend the conceptualization of job crafting of altering

tasks and relations by Wrzesniewski and Dutton (2001) with a focus on job char-

acteristics and thereby framing it into the Job Demands-Resources (JD-R) model

of occupational health introduced by Demerouti et al. (2001) .1 The JD-R model

denotes job characteristics to be either job demands or job resources. Job demands

are referred to as physical, psychological, social, or organizational aspects of the

job, that "require sustained physical and/or psychological effort and are there-

fore associated with certain physiological and/or psychological costs" (Bakker and

Demerouti, 2016, p. 2). Job resources are physical, psychological, social, or orga-

nizational aspects of the job, that "are functional in achieving work goals, reduce

job demands and the associated physiological and psychological costs or stimulate

personal growth, learning and development" (Bakker and Demerouti, 2016, p. 2).

In short, job characteristics that require sustained effort and hence are associated

with certain costs, are job demands. Job characteristics that contribute toward

achieving work-related goals and thereby reduce the effect of job demands and

their costs, and are stimulating personal development, are job resources (Tims

et al., 2013).

JD-R theory suggests, that job strain is the result of an imbalance between the

job demands and resources an employee is confronted with (Demerouti et al., 2001).

More specifically, JD-R theory describes job demands and resources as impacting

1A graphical representation of the current research status concerning JD-R theory can be found
in the Appendix on page 58.
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employee health through two underlying processes, i.e. an energy-depletion and a

motivational process (Schaufeli and Taris, 2014). Jobs with low resources and high

challenging or hindering demands are exhausting the employee’s mental and phys-

ical resources and thereby impact the employee’s health negatively. In contrast,

a job with high resources, high challenging and low hindering demands motivates

and engages (Lichtenthaler and Fischbach, 2016b).

Embedded in the JD-R theory, Tims and Bakker (2010) define job crafting as

"the changes that employees may make to balance their job demands and job

resources with their personal abilities and needs" (p.174). The main difference

between the conceptualizations by Wrzesniewski and Dutton (2001) and the JD-

R perspective is, that the latter focuses entirely on the behavioral aspect and

disregards the cognitive dimension of job crafting (Le Blanc et al., 2017). This

study takes on the JD-R perspective because it has been well researched and is

more prominent among academics.

Tims et al. (2012) developed and validated a job crafting scale that differentiates

among three dimensions: (1) increasing job recourses; (2) increasing challenging

job demands; and (3) decreasing hindering job demands. Furthermore, concerning

the first dimension, the authors distinguish between increasing structural and in-

creasing social job resources and thereby constructed an overall job crafting scale

consisting of four dimensions. This sub division of increasing job recourses stems

from the theoretical and empirical fact, that the two concepts are too different

from each other: Increasing structural job resources is more likely to impact the

job design, because it is about gaining more responsibility and knowledge, whereas

the increasing social job resources is purely about the social aspect and less about

job design. Because the scale by Tims et al. (2012) is currently the most accepted

and applied measure for job crafting, it as well as a refinement of it will be used

for investigation of the proposed relationships in the next sections.
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2.2. Shortcomings of the job crafting scale by Tims

et al. (2012)

According to the meta analyses by Lichtenthaler and Fischbach (2016b) and Rudolph

et al. (2017), the overall job crafting scale developed by Tims et al. (2012) has the-

oretical and empirical shortcomings concerning its integration of hindering job de-

mands. Decreasing hindering job demands entails behaviors that aim to minimize

physical, cognitive, and emotional demands. Researchers speculate, that compared

to the other three positivity reinforcing crafting dimensions, decreasing hindering

job demands represents a ‘unique withdrawal’ (Rudolph et al., 2017). Hence, it

could lead to procrastination of work tasks which need to be performed in the

long run. The underlying motivation for engaging into this type of behavior differs

in comparison to the other crafting behaviors. It can be described as stemming

from a prevention focus (Lichtenthaler and Fischbach, 2016c). Correspondingly,

Brenninkmeijer and Hekkert-Koning (2015) found significant and positive relations

between prevention focus and decreasing hindering job demands and promotion

focus and the three other crafting dimensions. They argue, that employees with

prevention focus may be more sensitive to job demands in general and experience

relatively more health impairment from these. According to the meta-analysis by

Rudolph et al. (2017), decreasing hindering job demands is less reflective of the

overall job crafting construct and future research should be cautious about the

usage of the overall job crafting scale developed by Tims et al. (2012).

To resolve theoretical and empirical inconsistencies, Lichtenthaler and Fischbach

(2016c) developed and proposed the distinction between promotion-focused and

prevention-focused job crafting. Promotion-focused job crafting refers to increas-

ing structural job recourses, increasing social job recourses, and increasing chal-

lenging job demands. According to the authors, it facilitates employee motivation,

health, and other positive work outcomes. Prevention-focused job crafting (i.e. de-

creasing hindering job demands), hinders employee motivation, health, and other

positive work outcomes.

This thesis builds upon this recent literature and takes the refinement and ex-

tension of the JD-R job crafting model with reasoning from regulatory focus theory

into account: In addition to investigating the overall job crafting scale developed

7



by Tims et al. (2012), it matches the different crafting dimensions to the refinement

of promotion- and prevention-focused job crafting developed by Lichtenthaler and

Fischbach (2016c).

2.3. The relation between job crafting and

intended retirement age

Successful development can be understood as the maximization of desirable out-

comes and the minimization of undesirable outcomes (Freund and Baltes, 1998).

In their recent study, Vanbelle et al. (2017) draw upon the selective optimization

and compensation (SOC) theory (Baltes and Dickson, 2001), and thereby interpret

job crafting as a successful aging strategy contributing to successful development

of the employee. The SOC theory postulates, that people’s resources are limited

and over time opportunities or losses (e.g. age-related skill depreciation) arise,

that require to make choices about the allocation of the resources still available.

Concerning the opportunities, people select the goals they want to pursue and in

turn allocate resources and efforts to these. Thereby, they undergo an optimiza-

tion process leading to goal achievement and improved performance. In case of

losses, people similarly use compensation strategies of allocating resources in order

to maintain a certain level of performance.

Employees can be assumed to engage in reasonable and successful aging strate-

gies which involve regulatory actions, that help them to reach a positive balance

between age related personal changes and their work environment (Vanbelle et al.,

2017). These adaptive and self-regulatory strategies coincide with the concept of

job crafting: Employees balance the work environment in terms of job demands

and resources in order to attain and/or optimize their personal (work) goals (Tims

et al., 2012). Via this adjustment of job demands and resources, employees restore

or improve individual person-job fit as a reaction to intra-personal changes stem-

ming from the aging process. Thereby they increase their ability and motivation

to continue working (Kooij et al., 2015).

Furthermore, regardless of the aging process, having or taking control over cer-

tain aspects of one’s job can be considered as a basic human need (Wrzesniewski
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and Dutton, 2001). The underlying process of job crafting of taking control by

balancing job demands and resources is understood as a self-directed bottom-up

process aimed at altering boundaries of the current job design in order to align

it to one’s preferences. Thus, the ability to do so is an important antecedent of

optimizing one’s work environment and when doing so, it results in improved job

performance (Tims et al., 2015). An optimized work environment and improved

job performance in general can be considered as incentives for employees as well

as for organizations to continue and extend the employment-relationship.

Along with an optimized balance of job demands and resources, employees also

change their job design to identify with and to make their work more meaningful to

themselves (Bakker and Demerouti, 2016). This suggests, that job crafting could

be important to maintain employees motivated in their job (De Vos and Segers,

2013).

The previous considerations are in line with the findings of De Vos and Segers

(2013): They suggest, that individuals who score high on career self-directedness

report a higher age of intended retirement. As one can assume, that such proactive

individuals craft their jobs when possible, the relation between job crafting and

intended retirement age is most likely positive as well.

Currently, there exist only two studies investigating similar relationships. Van-

belle et al. (2017) found a positive and significant relationship between a gener-

alized job crafting measure (4 items) and the intention to continue working until

retirement age for employees of the Flemish government. Based on the previous

considerations and this finding, the following is expected:

Hypothesis 1a Overall job crafting is positively related with intended retirement

age.

Lichtenthaler and Fischbach (2016b) also investigated a similar relationship,

namely between job crafting types and the motivation to work beyond statutory

retirement age among employees working in a police department in Germany.

The authors found, that promotion-focused job crafting (i.e. as mentioned be-

fore, a subscale consisting of increasing structural job recourses, increasing social

job recourses, and increasing challenging job demands) among older workers in-
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creases the motivation to continue working beyond the statutory retirement age.

Prevention-focused job crafting (i.e. decreasing hindering job demands) was neg-

atively related to the motivation to continue working beyond statutory retirement

age.

Although Petrou and Demerouti (2015) mention, that promotion and preven-

tion focus in general are independent concepts, they account for the fact that in a

work setting, when specific actions are required, employees have to choose between

both. Furthermore, according to the authors, prevention focused employees prefer

to perform, rather than to learn. This more of a fixed mindset (Dweck, 2016) leads

to a focus on limitations, rather than on opportunities for developing the current

situation (Petrou and Demerouti, 2015). Compared to an employee with promo-

tion focus, such an employee is assumed to perceive job crafting less as a means to

increase the likelihood of future personal growth opportunities. Subsequently, if

this trait is prevalent over a longer time period, they will have less career prospects,

compared to when it is not prevalent. Having less career prospects is an incentive

to retire earlier, because resulting lower expected future earnings decrease the op-

portunity cost of leisure. Thus, the following is expected:

Hypothesis 1b Promotion-focused job crafting is positively related with intended

retirement age.

Hypothesis 1c Prevention-focused job crafting is negatively related with intended

retirement age.

Hypothesis 1a states a positive relation between overall job crafting and intended

retirement age, although a negative effect of prevention-focused job crafting (i.e.

decreasing hindering job demands) is expected. The underlying assumption is,

that the expected positive impact of the three dimensions referred to as promotion-

focused job crafting (Hypothesis 1b) overweight the negative expected impact of

prevention-focused job crafting (Hypothesis 1c), because the former measures more

crafting behaviors.2

2The rationale here is, that positive effects of the scales mapped to promotion-focused job
crafting lead to a multiplier effect among each other.
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As literature concerning the relationship between job crafting and retirement

age remains scarce, it is not clear which and to what degree potential intervening

processes are present. As well-being related constructs are central in JD-R theory,

they are the most potential mediators. Lichtenthaler and Fischbach (2016b) found

a sequential mediation of work sense coherence and then burnout. This study

contributes to research in organizational psychology via investigating the potential

presence of job satisfaction as an intervening process.

2.4. The relation between job crafting and job

satisfaction

Job crafting has been defined as the self-initiated physical and cognitive changes

individuals make in the task or relational boundaries of their work, and thereby

align their jobs with their own preferences, motives, and passions (Wrzesniewski

and Dutton, 2001; Tims et al., 2012), and hence actively improve their work con-

ditions via an improved person-job fit.

Work conditions, and as part of them the composition of job demands and

resources, are closely related to the well-being related constructs of burnout, em-

ployee engagement and job satisfaction (Sousa-Poza and Sousa-Poza, 2000). Im-

proving one’s work conditions lead to subsequent altered levels of energy-depletion

and motivational states as explained by Schaufeli and Taris (2014). Despite the al-

tered energy depletion process, underlying cognitive mechanisms such as a change

in perceived autonomy (Tims et al., 2013) and an altered view of the meaning of

one’s job (Wrzesniewski and Dutton, 2001) make a positive relation between job

crafting and job satisfaction very likely.

In their cross-national study, Sousa-Poza and Sousa-Poza (2000) find variables

associated with job resources (interesting work, high salaries, independent work

and good relationships at work) to positively affect job satisfaction. Using the

autonomy to change one’s job design towards these desirable outcomes involves

job crafting. Ghitulescu (2007) constructed a job crafting scale (shaping the task

boundaries of work, shaping the cognitive task boundaries, and shaping the re-

lationships) and found a positive relation of this measure with job satisfaction.
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Based on the previous considerations, the following Hypothesis is formulated:

Hypothesis 2a Overall job crafting is positively related with job satisfaction.

Tims et al. (2013) and Nielsen and Abildgaard (2012) found significant and

positive relationships between the individual subscales equivalent to the ones of

promotion-focused job crafting and job satisfaction. In contrast in both studies,

decreasing hindering job demands (i.e. prevention-focused job crafting) had no

impact on job satisfaction. Nielsen and Abildgaard (2012) argue, that decreasing

demands may be seen "more as an avoidance or distancing coping strategy, rather

than a proactive behaviour, i.e. that employees seek to avoid situations they per-

ceive stressful" (p. 381). This thesis expands on this argumentation by going

one step further and interpreting decreasing hindering job demands as a ‘unique

withdrawal’ leading to procrastination of work tasks which need to be performed

in the long run. The anticipation of this obligation in turn most likely results

in a decreased level of job satisfaction because it implies unwanted future states.

Furthermore as before mentioned, employees with prevention focus may be more

sensitive to job demands in general and thereby perceive a relatively stronger sub-

jective health impairment from these demands. By associating this greater health

impairment with the job, job satisfaction most likely will decrease. Hence, the

following relations are expected:

Hypothesis 2b Promotion-focused job crafting is positively related with job satis-

faction.

Hypothesis 2c Prevention-focused job crafting is negatively related with job satis-

faction.
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2.5. The relation between job satisfaction and

intended retirement age

An employee’s appraisal of the extent to which the job and one’s values concerning

that job align can cause a positive emotional state of satisfaction or a contrast-

ing negative state of dissatisfaction (Coomber and Barriball, 2007). The authors

mention, that in empirical studies, job satisfaction is defined and examined either

as a global overall feeling about one’s job, or as an interrelated set of attitudes

towards several characteristics of the job. Job satisfaction has been defined as "a

pleasurable or positive emotional state resulting from the appraisal of one’s job or

job experiences" (Locke, 1976, p. 1304). Due to limited measurement availability

and also to keep the complexity of the estimation method at a feasible level, this

thesis takes on the approach of this more narrow definition of job satisfaction.

In describing job satisfaction, Tims et al. (2013) refer to the circumplex model of

affect by Posner et al. (2005): Based on this model, job satisfaction and employee

engagement can be matched to two affective dimensions: from pleasure to displea-

sure, and from active to inactive. In spite of engaged employees who possess high

levels of pleasure and activation, employees with high job satisfaction tend to show

pleasure and inactivation. Although both significantly correlate positively with

each other (Harter et al., 2002), compared to employee engagement, job satisfac-

tion involves less motivational states and rather interacts with them. Furthermore,

when satisfied with one’s job, the employee’s inactivation is assumed to imply a

decreased incentive to change the status quo of the employment-relationship or

more broadly for leaving the workforce.

The previous considerations are in line with empirical findings. Job satisfaction

is evidently associated with employment decisions (Post et al., 2013). For instance,

a negative relation between job satisfaction and turnover intention has been docu-

mented by meta-analyses (Porter et al., 1974; Griffeth et al., 2000; De Milt et al.,

2011). Turnover intention in form of seeking for a better alternative to overcome

low levels of job satisfaction may also result in a decision for retirement. The con-

nectedness with the intention to retire is apparent and several studies have shown

job satisfaction to be positively associated with delayed retirement (Sibbald et al.,

2003; Dendinger et al., 2005; Kautonen et al., 2012; Oakman and Wells (2013);
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Clark et al., 2014). The theoretical and empirical evidence suggests, that the more

satisfied employees are with their jobs, the less they are prone to retire or engage

into plans for retirement (Topa et al., 2009). Hence, the following Hypothesis is

formulated:

Hypothesis 3 Higher levels of job satisfaction are positively related with preferred

age of retirement.

2.6. Job satisfaction as a mediator

The relations that are documented in the literature make it likely, that job satisfac-

tion could mediate the relation between job crafting and intended age of retirement.

The underlying assumption in case of promotion-focused job crafting is a realized

improved alignment of one’s preferences and job characteristics (i.e. the subjective

right ratio of specific job demands to job resources) leading to a subsequent higher

level of job satisfaction. This in turn is an incentive for remaining in the status

quo (i.e. an increase in intended retirement age). In case of prevention focused

job crafting, a resulting misalignment stemming from withdrawal, procrastination

and increased sensitivity towards job demands is assumed, which subsequently

leads to lover levels of job satisfaction and in turn is an incentive for leaving the

status quo (i.e. a decrease in intended retirement age). As before mentioned, in

the case of the overall job crafting scale, it is assumed that the positive effects

of promotion-focused job crafting overweigh the effects of prevention-focused job

crafting.

Metaphorically speaking, this thesis proposes, that job satisfaction can be seen

as a measuring sensor for whether job crafting behavior is successful for improving

employee well-being, and if so functions as a lever for the intention to extend the

period of remaining in the workforce due to higher levels of pleasure.

As job satisfaction is besides variables such as engagement, burnout and others

only one of the well-being related constructs central to JD-R theory and specifically

does not directly cover the motivational aspect, it is reasonable to assume a partial

mediation. Also the intention to retire later can be the outcome of a rational rather
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than an emotional assessment of the job characteristics after it has been crafted.

By taking the presented direct relations together, I expect job satisfaction to be

an underlying mechanism of the job crafting-intended retirement relationship:

Hypothesis 4 The relation between job crafting and intended age of retirement is

partially mediated by job satisfaction.

Figure 1.: Conceptual model 1 for testing the indirect effect of job crafting on
intended retirement age via job satisfaction (Hypotheses 1-4 ).

Job crafting Intended retirement age
H1 : a > 0

Job satisfaction

H4 : a′ < a

H2 : b > 0 H3 : c > 0

Figure 1 summarizes the relations to be investigated. This mediation effect has

not been examined in previous studies. Therefore, this master thesis contributes

to research firstly, by the attempt to close this gap via testing the proposed con-

ceptual model via investigating the data of a scale survey among Dutch workers in

the health sector conducted by The Research Centre for Education and the Labour

Market (ROA). Secondly, it contributes via the attempt of deepening the under-

standing of the proposed relationships via examining their sensitivity concerning

individual differences in terms of locus of control and bad health.

2.7. Locus of control as an influencing factor

Psychological reactions to the outcome of job crafting and subsequent behavior can

depend on the personality traits of employees. As job crafting leads to a change

in one’s work environment retroactively affecting the employee him- or herself, it

is of interest, whether individual differences in mindsets influence the intensity on

job satisfaction and the intention to retire.
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The personality trait locus of control (LOC), first coined by Rotter (1966), refers

to how strongly individuals believe that they have control over events that affect

them, as opposed to external forces beyond their control. People with internal

LOC believe that their own actions determine the consequences that they obtain,

in contrast to those with an external LOC, who believe that concerning outcomes

their own behavior does not matter much. To them, positive or negative events

in everyday situations are generally outside of their control (Cebi, 2007). LOC is

"a generalized attitude, belief, or expectancy regarding the nature of the causal

relationship between one’s own behavior and its consequences" (Rotter, 1966, p.2),

which consequently impacts various perceptions and decisions.

Applied to the work setting: An employee with internal LOC expects the at-

tempt of changing one’s work environment to have future consequences that can be

attributed to that attempt. Therefore, they will be more likely to identify cues for

job crafting possibilities and act on them, if these are assessed as successful strate-

gies for work design improvement. Prevention-focused job crafting is assumed to

partly be the outcome of a ‘unique withdrawal’ and can lead to procrastination of

compulsory tasks. As an employees with internal LOC will likely be more aware

of the negative outcome of procrastination, they are assumed to engage less in this

type of behavior. Based on the previous argumentation the following hypothesis

is derved:

Hypothesis 5a Locus of control is positively related to overall job crafting and

promotion-focused job crafting.

Hypothesis 5b Locus of control is negatively related to prevention-focused job craft-

ing.

LOC has been linked to several variables which are critical for this master thesis:

Employees with an internal LOC are more likely to engage in planning and helpful

coping strategies (Collins, 2008). Based on their research, Lyons (2008) suggests

future research to investigate whether LOC has a moderating role in the relation

between job crafting and performance related outcomes. Given the hypothetical

situation of two employees - one with internal LOC, one with external LOC - af-
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ter both have crafted their job: The employee with internal LOC should be more

capable of coping with the new situation (e.g. in case of increasing challenging

demands) and in conjunction is more likely to plan his future based on the new

improved situation and thus is assumed to show a higher intended age of retire-

ment. The previous considerations lead to the following expectation:

Hypothesis 6 The relation between job crafting and intended age of retirement is

positively moderated by internal locus of control.

Employees with internal LOC are more satisfied with their job than employ-

ees with external LOC (Blau, 1987; Chen and Silverthorne, 2008; Collins, 2008).

This finding in the context of the proposed conceptual model can be interpreted

as follows: As employees with internal LOC attribute the consequences of their

actions relatively more to themselves, they subsequently similarly are disposed to

ascribe the outcome of their job crafting behavior more to themselves. Hence,

they have a higher diagnostic perception of the outcome of their own crafting be-

havior. Perceiving the new improved job design as self-initiated most likely fuels

job satisfaction comparatively stronger (e.g. via a relative stronger perception of

self-efficacy). Thus, the following moderation effect is expected:

Hypothesis 7 The relation between job crafting and job satisfaction is positively

moderated by internal locus of control.

Figure 2 on the next page presents the extended conceptual model incorporating

the expected influencing effects of locus of control.
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Figure 2.: Conceptual model 2 for the influence of locus of control (Hypotheses
5-7)

Job crafting
Intended

retirement age

Locus of
control

Job satisfaction
Locus of
control

Locus of
control
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2.8. Bad health as an influencing factor

The relationship between job satisfaction and health has been studied extensively.

The meta-analysis by Faragher et al. (2005) with a sample size of 267 995 employ-

ees showed, that job satisfaction was most strongly associated with mental health

scales. The item wording of the scale prevention-focused job crafting (i.e. decreas-

ing hindering job demands) on page 59 refers to behaviors of reducing mental and

emotionally intense aspects of one’s job. Taking this into consideration, a positive

relation between this crafting type and job satisfaction can be expected. However,

as mentioned in Section 2.2, recent empirical research with the job crafting scale by

Tims et al. (2012) show, that this may be not the case for prevention-focused job

crafting. Researchers speculate, that decreasing hindering job demands could rep-

resent a "unique withdrawal" from one’s job. Lichtenthaler and Fischbach (2016a)

accounted for that by refining the overall job crafting scale by dividing this scale

into the two sub components of prevention- and promotion-focused job crafting.

The authors propose that decreasing hindering job demands results in unfavorable

intangible work perceptions through changes in work perceptions such as decreased

work meaningfulness. They argue that these changes in perception counteract and

overweight possible positive outcomes of reductions of hindering job demands.

As research concerning the conceptualization of job crafting is currently in a

change process, this master thesis tries to give a further explanation for why

decreasing hindering job demands should be treated separately from the other

job crafting scales. Employees who engage into decreasing hindering job de-

mands could be relatively more sensitive towards job demands (Brenninkmeijer

and Hekkert-Koning, 2015). This thesis builds upon this reasoning and proposes

an additional explanation for the empirical inconsistencies. It could be that this

sensitivity towards job demands stems from a health impairment. It is likely that

employees in a bad health state engage into decreasing hindering job demands in

order to optimize their jobs towards their preferences and needs. Therefore, the

following is expected:

Hypothesis 8 The relation between bad health and prevention-focused job crafting

is positive.
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Furthermore as proposed, decreasing hindering job demands could lead to pro-

crastination of tasks which cannot be avoided. Engaging into this type of behavior

could be additionally harmful for employees who are in a bad state of health, be-

cause higher sensitivity towards still outstanding tasks could result in a further

loss of work meaningfulness, further withdrawal and subsequently less job satisfac-

tion. Based on the previous considerations, the following hypothesis is formulated:

Hypothesis 9 The relation between prevention-focused job crafting and job satis-

faction is positively moderated by bad health.

Figure 3 presents the conceptual model for Hypotheses 8 & 9.

Figure 3.: Conceptual model 3 for testing the expected influence of bad health
(Hypotheses 8 &9 )

Prevention-focused
job crafting Job satisfaction

-

Bad
health

Bad
health + +
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3 Data and variables

3.1. Data collection and sample

The data for my analysis stems from the ROA Survey 2016 fielded among health

professionals in the Netherlands conducted by The Research Centre for Educa-

tion and the Labour Market (ROA). The survey is conducted in cooperation with

PGGM, the second largest pension fund service provider in the Netherlands.

The web-based survey tool Qualtrics Research Suite has been used to compose

the corresponding questionnaire. Besides the data for the variables of interest for

this master thesis, the data stemming from this survey contains a number of other

validated scales, specific information and background characteristics used by other

researchers. The web address referring to the questionnaire has been sent via e-

mail to employees, who are affiliated to PGGM via their clients active in the Dutch

healthcare sector. This procedure resulted in a total number of 1123 respondents.

The statistical analysis has been performed with Stata 14. During the first in-

spection of the data, focus was laid on making sample selections to ensure the

validity of later results. 91% of the employees were female. In order to obtain a

homogeneous sample, males have been excluded from the analysis. This resulted in

a drop of 101 employees. Furthermore, respondents, who answered to the question

‘At what age did you fully retire?’ have been excluded. This was done because

of a possible hindsight bias that could distort the relations of interest. This mod-

ification of the data set resulted in 7 dropped respondents. In order to ensure

that all models run on the same number of cases, only valid cases of the variables

of interest have been kept. This resulted in additional drops of 333 respondents

for the items of the job crafting scale, 109 for intended retirement age, 4 for job

satisfaction and further 19 for the control variables. After these modifications, the

data set was reduced to 585 individuals. A loss of 55 cases is realized when using

the variable LOC, for the variable bad health the corresponding loss is 39.
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3.2. Description of the main variables

Intended retirement age

I use intended retirement age as the dependent variable in this study for three

reasons. First, compared to actual retirement age, for this study it seems to be

more reasonable to measure the preference for retirement age as the first outcome

of job crafting. The reason why, is that intended retirement age measures the

motivation to do so and thus is more adequate for the aim of leaving out dis-

torting factors, such as policy reforms affecting different cohorts.1 Secondly, in

an extended model, intended retirement age could serve as a mediator for actual

retirement age. But due to the cross-sectional study design, it is not possible to

capture actual retirement age. It is noteworthy, that actual retirement age could

be captured in a follow-up study by ROA in about 5-10 years (at least for the part

of the sample aged around 60). Third, there was no alternative such as expected

retirement available in the data. The dependent variable is measured with the

question:

"At what age would you like to retire completely?"

The answer was measured on a 16-point scale ranging from ’55 or earlier’ to ‘70

or later’.

Job crafting

The Dutch version of the validated scale developed by Tims et al. (2012) has

been used to measure the construct job crafting. It consists of 21 items mapped

to four dimensions (1) Increasing structural job resources, (2) Increasing social

job resources, (3) Increasing challenging job demands, (3) Decreasing hindering

job demands. Equally weighted, they are referred to as overall job crafting. We

construct the scale by taking the average of the underlying items, which we then

normalize to mean 0 and standard deviation 1. The specific item wording of the

1Due to different reforms affecting different cohorts, studies by ROA show, that measures for
expected retirement age in the Netherlands have peaks at age 65 and 67.
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scales and their corresponding Cronbach’s α for the present data set are reported

in Table 12 on page 59 in the Appendix.

As mentioned in Section 2.2, the refinement of the job crafting scale as proposed

by Lichtenthaler and Fischbach (2016c) will be used for further investigation. The

refinement maps dimensions 1-3 (increasing structural job resources, increasing

social job resources, increasing challenging job demands, equally weighted) to the

scale named promotion-focused job crafting and dimension 4 (decreasing hindering

job demands) to the scale prevention-focused job crafting.

Job satisfaction

As mentioned before, due to limited measurement availability and also to keep the

estimation method at a feasible level, this study measures a global overall feeling

of job satisfaction. Job satisfaction was measured by the answer to the question:

"How satisfied are you with your job?"

The answer was measured on a 10-point rating scale, where 1 means ’very dis-

satisfied’ and 11 means ’very satisfied’.

Locus of control

The item wording for this scale is a copy of the scale used by Cebi (2007) and is

presented in the Appendix on page 60. The procedure for this scale was as follows:

Respondents were asked to select one of each of four paired statements. Each

selected statement indicates internal or external LOC. A chosen item indicating

internal LOC counts as 1, a chosed item indicating external LOC as 0. The

outcome of the decisions on the four paired statements are summed up. Thus,

via this procedure, a four-point scale was generated, where higher scores indicate

greater internal control and lower scores indicate greater external control. If not

indicated whether internal or external in the remainder of this thesis, then internal

LOC is meant.
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Bad health

Bad health was measured by the answer to the question:

"How is your health in general?"

The answer was measured on a 5-point scale, with the following wording: 1 ‘very

good’, 2 ‘good’, 3 ‘It is ok’, 4 ‘bad’, 5 ‘very bad’. From a logical standpoint, the

way this variable is coded (i.e. a higher value indicating worse health) is more

convenient to argue with theory. Thus this coding remains unchanged and the

variable is referred to as ‘bad health’.

3.3. Descriptive statistics

This section presents the variables used in the analysis and provides a general

overview of the most important descriptive information.

3.3.1. Intended age of retirement

The average intended retirement age in the sample used for the regression analyses

is 64 and 4 months (SD = 2.55) as depicted in Table 1 on page 27. The distribution

does not fit to a normal distribution. In the light of earlier results concerning

expected retirement age in studies by ROA, the intended retirement ages of the

employees in the sample display a different characteristic shape: As shown in

Figure 8 on page 61 in the Appendix, two peaks are present in the intended

retirement age around the ages 65 and 67. These are the ages at which Dutch

citizens become entitled to public retirement benefits depending on their year of

birth. Approximately 31% intend to retire at 65, 10% at 66 and 21% at 67. In

addition, 37% of the individuals intend to retire before the age of 65, and only 9

employees (i.e. 1.5%) intend to retire after the age of 67.
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3.3.2. Job crafting

For clarification: As previously mentioned, overall job crafting consists of four

scales. In the remainder of this thesis, these sub dimensions are referred to as

D1-D4 or in full wording (as in Table 1). Prevention-focused job crafting equals

decreasing hindering job demands (i.e. D4). Promotion-focused job crafting con-

sists of the equally weighted dimensions D1-D3.

When comparing the scales on item level as it is possible in Table 12 in the

Appendix on page 59, one does not get the impression, that a specific dimension

could possibly enter the overall scale with a negative sign. This is also not intended

by Tims et al. (2012). However, if not taken care of with this sample, the command

alpha of Stata 14 is treating the dimension decreasing hindering job demands as

such. Thus, to ensure a positive treatment, the option ‘asis ’ has been added when

computing the job crafting scale via the command alpha.

Figure 9 in the Appendix on page 61 shows, that the distribution of job crafting

is a quite accurate approximation of a normal distribution.

Concerning the scale reliability of overall job crafting, as can be seen in Table

59, Chronbach’s α for overall job crafting is 0.47, consisting of α1 = 0.29, α2 =

0.16, α3 = 0.17, α4 = 0.73. As an Cronbach’s α of 0.47 is substantially below the

recommended 0.70 threshold by (Nunnally and Bernstein, 1994), results should be

interpreted very carefully. A test in which individual items of the subscales have

been left out did not result in an increase of the α value.

Chonbach’s α for promotion-focused job crafting equals 0.73, consisting of α1 =

0.64, α2 = 0.66, α3 = 0.62 . For prevention-focused job crafting, the corresponding

value is 0.78 (as can be seen in Table 12 on page 59 in the Appendix). Hence, both

Cronbach’s α’s for the refined version by Lichtenthaler and Fischbach (2016c) are

above the recommended threshold by Nunnally and Bernstein (1994).

3.3.3. Job satisfaction

On the 10-point scale from 1 to 11, the mean of job satisfaction is 7.89 (σ = 1.62),

which is equal to the 76 % percentile, indicating that the average employee of the

sample is moderately satisfied with one’s job. Note that the 25% percentile is

reached at 7. 56,41% answered the question with 7 or 8.
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3.3.4. Control variables

To rule out alternative explanations for the relationship between intended retire-

ment age, job crafting, locus of control and health, control variables are added.

These control variables include age, educational background and working hours,

which are widely used in other studies (e.g. Lallemand et al., 2007). Tims et al.

(2012) uses the educational level as a control when investigating relationships

with job crafting, because this variable is positively related to opportunities for

job crafting. The same could hold for the amount of working hours, because a full-

time employee is relatively more ‘involved’ with one’s job and thus has a higher

probability of finding possibilities to craft. Furthermore, as such employee is more

involved, a higher identification with the job may lead to a stronger incentive to

stay in the workforce. Also work-life balance and personal resources can have

an indirect effect via working hours on all relations. Furthermore, age can have

influences on job crafting behavior, e.g. over the years sensitivity towards job de-

mands could increase due to the aging process. Also age can be used as a proxy

for experience and hierarchy which most likely have an impact on the proposed

relationships.

As can be seen in Table 1,19 % of the sample fall into the category of low

education, 59 % into intermediate education and 21 % into high education.2 Figure

11 in the Appendix on page 62 shows the age distribution of the sample with

an average of 56 and 5 months. The right skewness of the distribution may be

by coincidence, but one could also refer to the Dutch being one of the aging

populations in industrialized countries.

3.3.5. Correlations

I conducted a correlation analysis in order to descriptively examine the direction

and significance between the variables of interest. The correlation analysis inves-

tigates the relationship between all variables, but only for two variables at once.

The value of the correlation can range between -1 (perfect negative) and 1 (per-

fect positive correlation). However, a value of -1 or 1 does not imply causality.

2Low education is mapped to Basisschool and VMBO, intermediate to HAVO/VWO and MBO,
high education to HBO, WO, Postacademisch and Post-HBO.
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Table 1.: Summary statistics

Variables N Mean SD Min Max

Intended retirement age 585 64.30 2.55 55 70

D1 - Increasing structural job resources 585 3.73 0.47 2.00 5.00

D2 - Increasing social job resources 585 3.15 0.59 1.00 4.80

D3 - Increasing challenging job demands 585 3.00 0.62 1.00 4.80

D4 - Decreasing hindering job demands 585 2.55 0.56 1.00 4.33

D1-D4 - Job crafting 585 3.10 0.35 1.84 4.27

D1-D3 - Promotion-focused job crafting 585 3.29 0.46 1.47 4.87

Job satisfaction 585 7.89 1.62 1 11

Age 585 56.40 6.82 24 65

Working hours 585 23.13 8.25 0 40

Locus of control 530 2.30 0.03 0 4

Bad health 546 2.16 0.66 1 5

Low education 112 0.19 0.39 0 1

Intermediate education 348 0.59 0.49 0 1

High education 125 0.21 0.41 0 1

Note: Decreasing hindering job demands equals prevention-focused job
crafting (i.e. D4)

Table 2 on page 29 depicts the correlations between the intended retirement age,

the job crafting scales, job satisfaction, locus of control, health as and the control

variables.

When having a look at the correlations between the job crafting scales, one can

see that they are reasonably high and significant, which could be a source of mul-

ticollinearity. Multicollinearity should be treated with caution when performing

regression analysis. It is a condition where regressors are strongly and signifi-

cantly correlated with each other. A test for multicollinearity has been performed

by investigating a regression where all variables used in this study are included.

The VIF command has been used to test for multicollinearity. The resulting VIF

column shows by how much other coefficient’s variances (and standard errors)

are increased due to the inclusion of a specific regressor. The VIF value equals

1 − R2. As a rule of thumb, a value greater than 10 is an indication for strong

multicollinearity. The test outcome of 1.26, suggests that multicollinearity is not

an issue in our data.
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It is noteworthy, that prevention-focused job crafting (i.e. decreasing job de-

mands) is negatively correlated with all other job crafting sub dimensions. This is

a first hint that the sample we are investigating resembles empirical inconsisten-

cies recently found in other studies (for more information, see the meta-analysis by

Rudolph et al., 2017). Concerning the correlations between the different job craft-

ing scales and intended retirement age, only the scale D3, increasing challenging

job resources is significant. Furthermore, job satisfaction is correlated significantly

with all variables except education and working hours and show expected signs.

As can be seen in the table, the significant correlations of the control variables

confirm their inclusion in the analysis.

When having a look at the linear fit to the scatterplots for Hypotheses 1-3 in

Figures 12 - 14 on page 63 and 64, one can see that the expected relationships

might be supported by he data.

28



Table 2.: Correlation analysis

1 2 3 4 5 6 7 8 9 10 11 12 13
1 D1 1.00

2 D2 0.46∗∗∗ 1.00

3 D3 0.51∗∗∗ 0.48∗∗∗ 1.00

4 D4 −0.21∗∗∗ −0.04 −0.10∗ 1.00

5 Job crafting D1-D4 0.67∗∗∗ 0.77∗∗∗ 0.77∗∗∗ 0.28∗∗∗ 1.00

6 Promotion D1-D3 0.78∗∗∗ 0.81∗∗∗ 0.84∗∗∗ −0.14∗∗ 0.91∗∗∗ 1.00

7 Intended r. age 0.03 0.03 0.10∗ −0.06 0.04 0.07 1.00

8 Job satisfaction 0.24∗∗∗ 0.29∗∗∗ 0.16∗∗∗ −0.09∗ 0.23∗∗∗ 0.28∗∗∗ 0.12∗∗ 1.00

9 Age −0.15∗∗∗ −0.12∗∗ −0.18∗∗∗ 0.05 −0.16∗∗∗ −0.18∗∗∗ 0.18∗∗∗ 0.00 1.00

10 Education 0.28∗∗∗ 0.09∗ 0.21∗∗∗ −0.20∗∗∗ 0.14∗∗∗ 0.23∗∗∗ 0.05 −0.02 −0.09∗ 1.00

11 Working hours 0.24∗∗∗ 0.13∗∗ 0.19∗∗∗ −0.08∗ 0.19∗∗∗ 0.23∗∗∗ 0.10∗ 0.04 −0.08 0.33∗∗∗ 1.00

12 Locus of control 0.16∗∗∗ 0.09∗ 0.17∗∗∗ −0.02 0.16∗∗∗ 0.17∗∗∗ 0.00 0.16∗∗∗ −0.09∗ 0.13∗∗ 0.12∗∗ 1.00

13 Bad health −0.10∗ −0.01 −0.14∗∗ 0.02 −0.09∗ −0.10∗ −0.11∗∗ −0.23∗∗∗ 0.05 −0.13∗∗ −0.05 −0.15∗∗∗ 1.00

∗ p < 0.05, ∗∗ p < 0.01, ∗∗∗ p < 0.001
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4 Empirical analysis of the relations

depicted in the conceptual models

4.1. Empirical approach

The following section reports the results of the empirical analysis of Hypotheses
1-8 which where developed in Section 2. In the first part of this section, the
methodology of the analysis is described by explaining the used regression method
for each hypothesis. In the second part, the results of the regressions are depicted
and used to confirm or reject the hypotheses derived in Section 2. Prior to the
analysis, all variables, except intended retirement are normalized to mean 0 and
SD = 1. This helps to improve the interpretation of the regression coefficients.

4.1.1. Method for the potential mediation by job

satisfaction as depicted in conceptual model 1

The methods used are in accordance to the four steps of mediation analysis dis-
cussed by Baron and Kenny (1986).

Job crafting Intended retirement age
H1 : a > 0

Job satisfaction

H4 : a′ < a

H2 : b > 0 H3 : c > 0

Hypothesis 1a investigated the potential relation between job crafting and the
intended retirement age. The hypothesis is tested in a four step approach. First,
intended retirement age (Y ) is regressed on the overall job crafting scale (X) via
the OLS method.1

Y = d1 + aX + e1 (1)

Thus, a is the overall effect of the independent variable X on Y . Second, the
control variables are added to check for the robustness and changes in the signif-

1In the equations, di are the intercepts and ei are the corresponding residuals.
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icance. In order to test Hypotheses 1b and c, the same procedure is done for the
scales promotion-focused and prevention-focused job crafting. In a third step, fur-
ther robustness checks via using the probit method with the median of indented
retirement age as binary dependent variable are performed and included in the
Appendix.

For Hypotheses 2a-c the chosen approach was an OLS regression as well. For
Hypothesis 2a it is investigated, whether overall job crafting (X) is positively
related to job satisfaction (M).

M = d2 + bX + e2 (2)

Hence, b is the effect of the independent variable on the mediator. After that the
control variables are included to check for robustness. A probit model is performed
and can be found in the Appendix. In order to test Hypotheses 2b and c, the same
procedure is done for the scales promotion-focused and prevention-focused job
crafting.

Hypothesis 3 predicts a positive relation between job satisfaction and intended
retirement age. Again the procedure is equivalent to the one for Hypothesis 1a:
Intended retirement age is regressed on job satisfaction via the OLS method.

Y = d3 + cM + e3 (3)

The following procedure (adding controls, robustness checks) is equivalent to
the one explained for Hypothesis 1a.

Hypothesis 4 predicts the potential mediating role of job satisfaction in the
relationship between intended retirement age and job crafting. This mediation
role is not yet covered by any studies. This hypothesis is tested by adding the
variable job satisfaction to the models for Hypotheses 1a-c and then comparing
changes in effect sizes and significance.

Y = d4 + a′X + c′M + e4 (4)

Here, a′ is the effect of the independent variable on Y controlling for M .
To further investigate the results, the previous depicted strategy of the media-

tion analysis is replicated for the subscales entering the regressions at once as four
regressors via OLS and probit models as well as individually via OLS. Results are
included in the Appendix.
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4.1.2. Method for the potential moderation by locus of

control as depicted in conceptual model 2

The methods used for this investigation are as well in accordance to the steps for
moderation analysis as discussed by Baron and Kenny (1986).

Job crafting
Intended

retirement age

Locus of
control

Job satisfaction
Locus of
control

Locus of
control

Simple OLS regressions are used to test the expected relations between locus of
control (LOC) and job crafting, promotion- and prevention-focused job crafting
as stated in Hypotheses 5a & b. The test for moderation effects expected in Hy-
pothesis 6 investigates whether the prediction of the intention to retire, Y , from
X, differs across levels of the third variable LOC. LOC may affect the strength
and/or direction of the relation between job crafting and the intention to retire,
thus enhancing or reducing the influence of the predictor.

The moderation effects are tested with OLS. The basic moderation model for
our investigation is as follows:

Y = d5 + β1X + β2LOC + β3XLOC + e5 (5)

Here β1 is the coefficient relating overall job crafting (X), to the outcome intended
retirement age (Y ), when LOC = 0. β2 is the coefficient, relating the potential
moderator LOC to the outcome, when X = 0. The coefficient for the interaction
β3 provides an estimate of the moderation effect. If β3 is significantly different
from zero, there is a significant relation between X and LOC in the sample.

In the first step of this investigation, this simple model with overall job crafting
as X and with controls included, is estimated and compared to a model where
LOC is not present. In the next step, the procedure is performed with prevention-
and promotion-focused job crafting, leading to three interaction terms.

Y = d6 + β1X1 + β2X2 + β3LOC + β4X1LOC + β5X2LOC + e6 (6)

To test Hypothesis 7, the same procedure is replicated for job satisfaction as depen-
dent variable. To further test eventual findings, the investigation then proceeds to
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scale level and applies the same method.

4.1.3. Method for the potential moderation by health as

depicted in conceptual model 3

Prevention-focused
job crafting Job satisfaction

-

Bad
health

Bad
health + +

The empirical approach for the interaction with health does not differ to the
procedure described for LOC. Therefore, a description is omitted.
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4.2. Estimation results

4.2.1. The relation between job crafting and intended

retirement age

Hypothesis 1a deals with the relationship between overall job crafting and the
intended retirement age. As can be seen in Table 3 on page 35, overall job crafting
is not significant, also not when adding the control variables (corresponding p-value
0.15) and thus this hypothesis is rejected.

Hypotheses 1b deals with the relationship of promotion-focused job crafting and
intended retirement age. When adding the control variables, pomotion-focused
job crafting is positively (effect size 0.201) and significantly related to intended
retirement at p < 0.1 (corresponding p-value 0.06). Therefore inferences can be
made: It implies that a one unit increase in the standardized scale of promotion-
focused job crafting leads to the intention to delay retirement by 2.4 months. This
result is consistent with the study by Lichtenthaler and Fischbach (2016b).

Hypothesis 1c deals with the relationship of prevention-focused job crafting and
intended retirement age. The coefficient for this variable is as expected negative
(coefficient size -0159), but not significant (p = 0.13). Similar to hypothesis 1a,
no inferences can be made. However, the p-value is close to 0.1.

Table 13 on page 65 in the Appendix presents a robustness check of the previous
findings for promotion-focused job crafting and prevention-focused job crafting.
Probit estimations with the threshold age 65 (median of intended retirement age)
for the binary dependent variable reveal that in this setting, the significance of the
coefficients of prevention- and promotion-focused job crafting switch: Promotion-
focused job crafting loses its significance and prevention-focused job crafting be-
comes significant at p < 0.1 (p = 0.08). These contradicting findings make the
decision on whether the hypotheses 1b and c are supported by the data somewhat
complicated. In addition, a random drop of 55 cases as done for comparison when
analyzing the effect of LOC (see model 3 in Table 7 on page 43) leads to signifi-
cance of both variables. In addition, when adding bad health as a control variable
as done in the regressions in Table 22 on page 74 in the Appendix, prevention-
focused job crafting is significant in this setting as well. Furthermore, the effect
size of prevention-focused job crafting is almost invariant among these additional
two cases. As these additional findings support hypothesis 1c fully and hypothesis
1b partially, additional statistical investigation beyond the scope of this master
thesis are needed for a final clarification.
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Table 3.: The relation between job crafting and intended retirement age
(Hypotheses 1a-c)

Indendet retirement age (1) (2) (3) (4)

Job crafting 0.107 0.130
[0.98] [1.19]

Promotion-focused job crafting 0.157 0.201∗

[1.43] [1.82]
Prevention-focused job crafting -0.131 -0.159

[-1.23] [-1.51]
Age -2.889∗∗∗ -3.012∗∗∗

[-3.03] [-3.16]
Age squared 3.391∗∗∗ 3.530∗∗∗

[3.67] [3.82]
Low education 0.116 0.207

[0.41] [0.73]
High education 0.319 0.243

[1.19] [0.90]
Working hours 0.223∗∗ 0.206∗

[1.99] [1.84]
Constant 64.31∗∗∗ 64.25∗∗∗ 64.30∗∗∗ 64.24∗∗∗

[598.74] [471.16] [599.39] [472.45]

Observations 585 585 585 585
Adjusted R2 -0.000 0.065 0.004 0.071

OLS regressions, explanatory variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01

4.2.2. The relation between job crafting and job satisfaction

Hypotheses 2a-c deal with the relationship between job crafting and job satisfac-
tion. As can be seen in Table 4 on page 36, the significant relationships found
all support Hypotheses 2a-c. As all variables including the dependent variable are
standardized here, one can see that the effect sizes are considerably high. They
are also highly significant for the overall job crafting scale and promotion-focused
job crafting, and less significant for prevention-focused job crafting, but still at
p < 0.1. Hence Hypotheses 2a-c are supported by our sample. The effect sizes are
considerably high.

Furthermore, it seems to be the case, that (compared to promotion-focused
job crafting) the lower significance and effect size of the overall job crafting scale
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is reflecting what we saw in the correlation analysis: Decreasing hindering job
demands seems to enter the overall job crafting scale as a ‘disturbing factor’ and
this suggests - although the concept of this dimension clearly applies to the concept
of job crafting - it should be treated separately as proposed by Lichtenthaler and
Fischbach (2016b).

Table 4.: The relation between job crafting and job satisfaction (Hypotheses
2a-c)

Job satisfaction (1) (2) (3) (4)

Job crafting 0.236∗∗∗ 0.241∗∗∗

[5.84] [5.80]
Promotion-focused job crafting 0.271∗∗∗ 0.291∗∗∗

[6.79] [7.03]
Prevention-focused job crafting -0.0493 -0.0687∗

[-1.27] [-1.74]
Age 0.182 0.0858

[0.50] [0.24]
Age squared -0.143 -0.0347

[-0.41] [-0.10]
Low education 0.278∗∗∗ 0.349∗∗∗

[2.59] [3.27]
High education 0.142 0.0830

[1.40] [0.82]
Working hours 0.0147 0.00193

[0.35] [0.05]
Constant 0.00135 -0.0850 -0.00429 -0.0915∗

[0.03] [-1.64] [-0.11] [-1.80]

Observations 585 585 585 585
Adjusted R2 0.054 0.059 0.077 0.090

OLS regressions, all variables standardized t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01

4.2.3. The relation between job satisfaction and intended

retirement age

Hypothesis 3 deals with the relationship between overall job satisfaction and in-
tended retirement age. In line with other studies, as can be seen in Table 5 on
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page 37, the significant relationships found all support Hypothesis 3. An increase
of 1 SD of job satisfaction leads to 3.7 months delayed intended retirement age
(i.e. an increase of one on the 10-point scale of job satisfaction leads to an increase
of increase of intended retirement age by 2.2 months).

Table 5.: The relation between job satisfaction and intended retirement age
(Hypothesis 3 )

Intended retirement age (1) (2)

Job satisfaction 0.324∗∗∗ 0.307∗∗∗

[2.99] [2.90]
Age -2.961∗∗∗

[-3.12]
Age squared 3.443∗∗∗

[3.75]
Low education 0.0317

[0.11]
High education 0.280

[1.05]
Working hours 0.227∗∗

[2.06]
Constant 64.31∗∗∗ 64.27∗∗∗

[602.81] [473.11]

Observations 585 585
Adjusted R2 0.013 0.076

OLS regressions, all explanatory variables standardized

t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01

4.2.4. The mediating role of job satisfaction between job

crafting and intended retirement age

Hypothesis 4 predicts the potential mediating role of job satisfaction in the rela-
tionship between intended retirement age and job crafting. As can be seen in Table
6 on page 39, the effect size of promotion-focused job crafting loses its significance
from p = 0.8 in Table 3 to p = 0.27 here. As one could speak here of full mediation,
this seems to be less the case because of at least two reasons. First, the initial
significance corresponding to p = 0.8 is too high. Second, to further examine the
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present results, the test for mediation is replicated for the subscales entering the
regressions at once individually. The results of that replication in Table 16 on
page 68 in the Appendix suggest, that the positive effect of promotion-focused
job crafting mainly stems from the dimension increasing challenging job demands
and that this dimension is not mediated by job satisfaction. The effect size of
increasing challenging demands stays roughly the same while being significant at
p = 0.01. Furthermore, the probit version of this investigation in Table 17 on
69 confirms this finding. It does not hold, when the test of mediation for this
dimension is performed in a separate regression (see Table 19 on page 71 in the
Appendix). Similarly to the initial finding on the surface level, one could speak of
a mediation here, but this is result is not very reliable and thus most likely not the
case (because the variable covers other influences, when estimated individually).

In addition, the previous finding for a potential mediating effect of decreasing
hindering job demands is confirmed by these robustness checks (see decreasing job
demands in Table 17 on page 69 and Table 19 on page 71 respectively). However,
as the initial finding for Hypothesis 1c was not supported by the data, no further
inferences are made.

Figure 4 on page 40 sums up the most important findings of the mediation
analysis on the surface level. Note, that we found evidence for no mediation when
the scales enter the regression individually at once and hence, it is decided for no
mediation on the surface level.
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Table 6.: Direct relation with inclusion of the potential mediator

Intended retirement age (1) (2) (3) (4)

Job crafting 0.0324 0.0590
[0.29] [0.53]

Promotion-focused job crafting 0.157 0.126
[1.43] [1.10]

Prevention-focused job crafting -0.131 -0.142
[-1.23] [-1.34]

Job satisfaction 0.317∗∗∗ 0.294∗∗∗ 0.259∗∗

[2.83] [2.70] [2.34]
Age -2.942∗∗∗ -3.034∗∗∗

[-3.10] [-3.20]
Age squared 3.433∗∗∗ 3.539∗∗∗

[3.74] [3.85]
Low education 0.0342 0.117

[0.12] [0.41]
High education 0.278 0.222

[1.04] [0.82]
Working hours 0.218∗ 0.206∗

[1.96] [1.84]
Constant 64.31∗∗∗ 64.27∗∗∗ 64.30∗∗∗ 64.26∗∗∗

[602.33] [472.79] [599.39] [473.13]

Observations 585 585 585 585
Adjusted R2 0.012 0.075 0.004 0.078

OLS regressions, explanatory variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Figure 4.: Results for the conceptual model, refinement level (Hypothesis 4 ).

Promotion-focused
job crafting Intended retirement

H1 : a > 0; â = 0.201*

Job satisfaction

H4 : a′ < a;
â′ = 0.126 < â = 0.201*** ✓/ ✗

✗, because of subscale level analysis

H2 : b > 0; b̂ = 0.291*** H3 : c > 0; ĉ = 0.307***

4.2.5. The influence of locus of control

Hypothesis 5 deals with the relation between locus of control and job crafting. As
can be seen in Table 20 on page 72 in the Appendix, LOC shows the expected
signs and is significant for overall job crafting and promotion-focused job crafting.
Hence, Hypotheses 5a cannot be rejected based on this sample. Furthermore, LOC
seems to have no impact on prevention-focused job crafting. Hence, Hypotheses
5b cannot be confirmed. When having a look at Table 21 on page 73 in the Ap-
pendix, one can see that the results for overall and promotion-focused job crafting
mainly stem from increasing structural job resources and increasing challenging
job demands. In light of the theoretical framework, this finding makes sense. As
opposed to increasing social job resources and decreasing hindering job demands,
these dimensions have more of an active approach towards change.

Hypothesis 6 deals with the potential moderation effect of LOC on the relation
between job crafting and intended retirement age. A positive moderation was
expected, however as can be seen in Table 7 on page 43, promotion-focused job
crafting interacts with locus of control negatively at p < 0.1. The effect size equals
-0.215 with a corresponding p value of 0.06. This result is somewhat striking.
When having a look at the analysis on scale level in Table 9, one can see that this
effect mainly stems from the interaction with increasing structural job resources.

To illustrate the finding of the moderation effect of LOC, the average marginal
effects of promotion-focused job crafting over the range of LOC have been calcu-
lated and plotted via the margins command. The result is presented in Figure 5 on
page 41. When LOC increases from its current value by 1 SD, the marginal effect
of promotion-focused job crafting switches its sign from positive to negative. Note,
that the 95% confidence interval increases for more extreme values of LOC. Thus,
the analysis concerning the exact coefficient size of promotion-focused job crafting
should be treated with caution. However the confidence interval is above zero for
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LOC < 0. Hence, for LOC < 0, the statistical significance of promotion-focused
job crafting to be positively related to intended retirement age is satisfactory. In
addition, the 95% interval is covering the Y -axis over the full range of LOC, so
that a negative sign of promotion-focused job crafting is not necessary the case.

Figure 5.: Marginal effects of promotion-focused job crafting over the range of
locus of control

Average marginal effects of promotion-focused JC with 95% CI
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.
Hypothesis 7 deals with the potential moderation effect of LOC on the relation

between job crafting and job satisfaction. A positive moderation was expected.
As can be seen in Table 8 on page 44, no in inferences can be made here. However,
when having a look at the analysis on the individual scale level in Table 9 on page
45, one can see here as well that in the case with job satisfaction as dependent
variable, a significant interaction is present with increasing social job resources.
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4.2.6. The influence of bad health

Hypothesis 8 deals with the relation between bad health and prevention-focused
job crafting. A negative relation is expected. The data does not support this
hypothesis. Regardless of controls, the t-statistic is always below 0.5. Therefore, a
table with the regression is omitted. However it is noteworthy that bad health is
significant negatively related to promotion-focused job crafting at p < 0.1. When
controls are included the corresponding coefficient size is −0.071.

Hypothesis 9 deals with the potential moderation effect of bad health on the
relation between prevention-focused job crafting and job satisfaction. A positive
moderation was expected. As can be seen in Table 10 on page 46, the coefficient
size of the interaction term is 0.0859 and significant at p < 0.05. Hence, the
data does not support this hypothesis. To further analyze the moderation effect of
bad health, the average marginal effects of promotion-focused job crafting over the
range of bad health are presented in Figure 6. If bad health increases approximately
by 1, the sign of the relation between prevention-focused job crafting and job
satisfaction switches from negative to positive.

Figure 6.: Marginal effects of prevention-focused job crafting over the range of
bad health

Average marginal effects of prevention-focused JC with 95% CI

E
ff
ec
ts

o
n
li
n
ea
r
p
re
d
ic
ti
o
n

-0
.2

0
0
.
2

0
.
4

0
.
6

−1.8 −1.3 −0.8 −0.3 0.2 0.7 1.2 1.7 2.2 2.7 3.2 3.7 4.2

−
0
.
4

Bad health

42



Table 7.: The influence of locus of control on the direct relation (Hypotheses 5a
& b)

Intended retirement age (1) (2) (3) (4)

Job crafting 0.133 0.127
[1.15] [1.08]

Promotion-focused job crafting 0.213∗ 0.208∗

[1.83] [1.78]
Prevention-focused job crafting -0.195∗ -0.198∗

[-1.75] [-1.78]
Locus of control -0.00863 -0.0164

[-0.08] [-0.15]
Job crafting#Locus of control -0.216∗

[-1.95]
Promotion#Locus of control -0.215∗

[-1.93]
Prevention#Locus of control -0.0728

[-0.66]
Age -3.025∗∗∗ -2.832∗∗∗ -3.165∗∗∗ -2.968∗∗∗

[-2.98] [-2.78] [-3.13] [-2.92]
Age squared 3.573∗∗∗ 3.377∗∗∗ 3.729∗∗∗ 3.527∗∗∗

[3.63] [3.42] [3.80] [3.57]
Low education 0.213 0.214 0.324 0.328

[0.71] [0.72] [1.08] [1.09]
High education 0.542∗ 0.620∗∗ 0.458 0.537∗

[1.95] [2.19] [1.64] [1.89]
Working hours 0.259∗∗ 0.268∗∗ 0.242∗∗ 0.252∗∗

[2.20] [2.27] [2.06] [2.15]
Constant 64.12∗∗∗ 64.10∗∗∗ 64.11∗∗∗ 64.09∗∗∗

[443.47] [442.12] [445.24] [443.45]

Observations 530 530 530 530
Adjusted R2 0.079 0.082 0.088 0.089

OLS regressions, explanatory variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 8.: The influence of locus of control on the indirect relation (Hypothesis
6 )

Job satisfaction (1) (2) (3) (4)

Job crafting 0.264∗∗∗ 0.245∗∗∗

[5.93] [5.49]
Promotion-focused job crafting 0.307∗∗∗ 0.289∗∗∗

[6.97] [6.53]
Prevention-focused job crafting -0.0543 -0.0580

[-1.29] [-1.38]
Locus of control 0.125∗∗∗ 0.120∗∗∗

[2.90] [2.82]
Job crafting#Locus of control -0.0482

[-1.13]
Promotion#Locus of control -0.0493

[-1.17]
Prevention#Locus of control -0.0144

[-0.34]
Age 0.355 0.332 0.266 0.248

[0.91] [0.85] [0.69] [0.64]
Age squared -0.309 -0.280 -0.209 -0.187

[-0.82] [-0.74] [-0.56] [-0.50]
Low education 0.283∗∗ 0.279∗∗ 0.354∗∗∗ 0.350∗∗∗

[2.46] [2.45] [3.09] [3.07]
High education 0.164 0.142 0.110 0.0905

[1.54] [1.31] [1.04] [0.84]
Working hours 0.00493 -0.000536 -0.00566 -0.0104

[0.11] [-0.01] [-0.13] [-0.23]
Constant -0.123∗∗ -0.117∗∗ -0.131∗∗ -0.125∗∗

[-2.22] [-2.12] [-2.39] [-2.29]

Observations 530 530 530 530
Adjusted R2 0.067 0.081 0.095 0.106

OLS regressions, all variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 9.: The influence of locus of control, scales entering separately

Intended retirement age (1) (2) Job s. Job s.

Increasing structural job resources -0.0675 -0.105 0.168∗∗∗ 0.148∗∗∗

[-0.48] [-0.74] [3.19] [2.80]
Increasing social job resources -0.0561 -0.0489 0.230∗∗∗ 0.238∗∗∗

[-0.43] [-0.38] [4.68] [4.91]
Increasing challenging job demands 0.367∗∗∗ 0.367∗∗∗ -0.0100 -0.0123

[2.73] [2.73] [-0.20] [-0.25]
Decreasing hindering job demands -0.205∗ -0.205∗ -0.0509 -0.0627

[-1.83] [-1.83] [-1.20] [-1.50]
Locus of control 0.00732 0.111∗∗∗

[0.06] [2.63]
D1#Locus of control -0.251∗ 0.0595

[-1.84] [1.17]
D2#Locus of control 0.119 -0.186∗∗∗

[0.91] [-3.79]
D3#Locus of control -0.156 0.0689

[-1.14] [1.36]
D4#Locus of control -0.125 0.0212

[-1.11] [0.50]
Age -3.305∗∗∗ -3.015∗∗∗ 0.339 0.215

[-3.27] [-2.96] [0.89] [0.57]
Age squared 3.879∗∗∗ 3.588∗∗∗ -0.288 -0.165

[3.95] [3.63] [-0.78] [-0.45]
Low education 0.317 0.320 0.352∗∗∗ 0.330∗∗∗

[1.05] [1.06] [3.08] [2.92]
High education 0.430 0.522∗ 0.128 0.101

[1.54] [1.84] [1.21] [0.96]
Working hours 0.243∗∗ 0.251∗∗ -0.00535 -0.00618

[2.07] [2.14] [-0.12] [-0.14]
Constant 64.13∗∗∗ 64.10∗∗∗ -0.138∗∗ -0.125∗∗

[444.10] [442.58] [-2.53] [-2.32]

Observations 530 530 530 530
Adjusted R2 0.092 0.097 0.109 0.140

OLS regressions, explanatory variables standardized, all for models 3 &4

t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 10.: The influence of bad health on relations in Hypotheses 1a-c & 2a-c

(1) (2) (3) (4)
Retire Retire Job s. Job s.

Bad health -0.305∗∗∗ -0.293∗∗∗ -0.211∗∗∗ -0.203∗∗∗

[-2.80] [-2.70] [-5.12] [-5.03]
Job crafting 0.0779 0.236∗∗∗

[0.69] [5.48]
Job crafting#Bad health -0.136 0.000864

[-1.27] [0.02]
Promotion-focused job crafting 0.153 0.284∗∗∗

[1.34] [6.68]
Promotion#Bad health -0.171 -0.0222

[-1.59] [-0.55]
Prevention-focused job crafting -0.204∗ -0.0765∗

[-1.87] [-1.88]
Prevention#Bad health 0.0893 0.0859∗∗

[0.83] [2.14]
Age -2.948∗∗∗ -3.097∗∗∗ 0.346 0.237

[-2.95] [-3.11] [0.91] [0.64]
Age squared 3.474∗∗∗ 3.636∗∗∗ -0.291 -0.172

[3.60] [3.77] [-0.80] [-0.48]
Low education 0.204 0.305 0.279∗∗ 0.353∗∗∗

[0.69] [1.03] [2.51] [3.20]
High education 0.290 0.200 0.0868 0.0229

[1.06] [0.73] [0.84] [0.22]
Working hours 0.226∗∗ 0.203∗ 0.000116 -0.0153

[1.96] [1.77] [0.00] [-0.36]
Constant 64.19∗∗∗ 64.19∗∗∗ -0.0871 -0.0945∗

[452.91] [455.86] [-1.62] [-1.80]

Observations 546 546 546 546
Adjusted R2 0.081 0.090 0.045 0.124

OLS ressions, explanatory variables standardized, all for model 3 & 4, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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5 Discussion and conclusion

5.1. Discussion

The ongoing demographic change across the Western world urges organizations to
focus on retaining employees because there are not enough follow-up employees to
fill the increasing gap. Therefore, scholars and policy makers have an increasing
interest in understanding the retirement decisions of employees. A substantial part
of research focuses on financial incentives influencing the retirement decision as the
most important factor. In this thesis, we focused on the retirement decision from
a different angle and explored to what extent job crafting can stimulate workers
to delay retirement.

The main contribution of this study is the investigation of how and to what
degree aspects of job crafting are related to retirement age and whether job sat-
isfaction plays a crucial role in this relationship. Hereby we made use of the
validated job crafting scale developed by Tims et al. (2012). The job crafting
model advocates that all four job crafting sub dimensions have solely positive
effects on work outcomes. However, recent empirical research showed, that the
job crafting scale shows some inconsistencies concerning decreasing hindering job
demands. We took this into consideration and integrated the recently proposed
refinement of promotion- and prevention-focused job crafting by Lichtenthaler and
Fischbach (2016c) into our theoretical understanding and testing it empirically. In
addition, as the first study using this refinement besides the authors, we further
tested its interplay with variables, which Lichtenthaler and Fischbach (2016c) did
not investigate and therefore can draw some valuable insights for future research.
A summary of the results concerning our hypotheses is presented in Table 11 on
page 50.

Based on the relations that are documented in the literature, it seems to be
likely that job satisfaction could mediate the relationship between job crafting
and retirement age. Using OLS regressions, we tested this conjecture via four
hypotheses relating job crafting and job satisfaction to intended retirement age.
As expected, the data shows inconsistencies concerning the overall job crafting
scale and the integration of decreasing hindering job demands, starting with the
automated negative treatment of the subscale decreasing hindering job demands
when computating the overall scale via the alpha command in Stata. Cronbach’s
α suggests a poor reliability of the overall job crafting scale and hence, besides
reporting its coefficient sizes and significance in the tables, the analysis did not
focus any further on this measure.

On the surface, the mediation effect for promotion-focused job crafting seemed
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to be valid when performing OLS regressions. We found a loss of significance
beyond the critical p-value of 0.1. However, when performing robustness checks
via probit regressions, we found evidence for prevention-focused job crafting to be
significantly and negatively related to retirement age and mediated by job satis-
faction. In addition, random case drops when introducing the variables locus of
control and heath showed mixed significance levels of slightly above and below the
p-value of 0.1 for the direct relation for both prevention- and promotion-focused
job crafting. A further robustness check on the scale level revealed that the sub-
scale increasing challenging job demands is the key driver for the positive relation
between promotion-focused job crafting and intended retirement age. Increasing
structural job resources and social job demands do not play a role in this relation-
ship. Furthermore, the mediation analysis on this level revealed that increasing
challenging job demands is not mediated by job satisfaction, which can be consid-
ered to be the main finding of our empirical analysis.

Concerning a possible explanation for this finding, in their studies for the valida-
tion of promotion- and prevention-focused job crafting Lichtenthaler and Fischbach
(2016a) propose, that increasing challenging job demands has two effects: First,
the tangible outcomes of increasing challenging job demands (i.e. higher workload,
additional stress) have a negative effect on employee health (energy depletion).
Second, favorable intangible job perceptions such as increased meaningfulness and
subsequent motivation counterbalance the negative effect of this energy depletion
process. These counterbalancing effects could serve as the explanation of the find-
ing, that increasing challenging job demands is not mediated by job satisfaction
in our data set: Increased unfavorable tangible effects considered in isolation most
likely negatively relate to job satisfaction. Favorable intangible outcomes in work
perception on the other hand counterbalance this negative effect. As mentioned in
the theoretical framework, job satisfaction does not directly measure motivational
states and high job satisfaction can imply low levels of activation. Given the fact
that increasing challenging job demands is a state of high activation and moti-
vation which counterbalances energy depletion processes, employee engagement
could be a potential mediator.

After the analysis for potential mediation, we investigated possible individual
differences via testing moderation effects of LOC (Hypotheses 5-7 ). Concerning the
relationship between increasing structural job resources and intended retirement
age, we found an unexpected negative moderation effect. This finding is difficult
to interpret theoretically. As one can see in the in Figure 5 on page 41, this result
is not necessarily meaningful, as the 95 % confidence interval covers the Y -axis for
negative predictions of promotion-focused job crafting.

In a last step, we proposed and tested an additional explanation for the empirical
inconsistencies concerning the integration of decreasing hindering job demands via
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a direct and a moderation effect of bad health Hypotheses 8& 9. With Hypothesis
8 we expected a positive relation between bad health and prevention-focused job
crafting. This hypothesis is rejected. Thus in our sample, bad health cannot be
considered to be an antecedent or an outcome of prevention-focused job crafting.
During this analysis we found that although the coefficient size is rather small,
bad health is negatively related to promotion-focused crafting. In Hypothesis 9
we expected a positive moderation effect of bad health on the relation between
prevention-focused job crafting and job satisfaction (i.e. employees in a bad health
state suffer relatively more from decreasing hindering job demands). The reasoning
behind this expectation was, that decreasing hindering job demands could resem-
ble procrastination of tasks which cannot be avoided and higher sensitivity towards
these outstanding job tasks would lead to a relatively stronger negative effect on
job satisfaction. We unexpectedly found a negative moderation effect, which im-
plies that employees who are engaging into decreasing hindering job demands have
an advantage in terms of job satisfaction, which is also quite plausible. The inter-
pretation then is, that decreasing hindering job demands is actually a successful
coping mechanism for employees in bad health states. We interpreted the effects
of increasing challenging job demands as tangible energy-depletion and intangible
work perception processes. Applied to the finding of a negative moderation effect
of bad health on the negative relationship between prevention-focused job crafting
and job satisfaction: The analysis of the data suggests, that in case of engaging
into decreasing hindering job demands, for employees with worse health, at some
point, the positive tangible effects of less energy-depletion overweight the negative
intangible affects of less meaningfulness.
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Table 11.: Summary of results

Hypothesis result

Hypothesis 1a

Overall job crafting is positively related with intended retirement age. ✗

Hypothesis 1b - (mixed results)
Promotion-focused job crafting is positively related with intended retirement age. ✓/ ✗

Hypothesis 1c - (mixed results)
Prevention-focused job crafting is negatively related with intended retirement age. ✗/ ✓

Hypothesis 2a

Overall job crafting is positively related with job satisfaction. ✓

Hypothesis 2b

Promotion-focused job crafting is positively related with job satisfaction. ✓

Hypothesis 2c

Prevention-focused job crafting is negatively related with job satisfaction. ✓

Hypothesis 3

Higher levels of job satisfaction are positively related with preferred age of retirement. ✓

Hypothesis 4 - (mixed results, decision for not supported)
The relation between job crafting and intended age of retirement is partially mediated
by job satisfaction. ✗/ ✓

Hypothesis 5a

Locus of control is positively related to overall job crafting and promotion-focused job
crafting. ✓

Hypothesis 5b

Locus of control is negatively related to prevention-focused job crafting. ✗

Hypothesis 6

The relation between job crafting and intended age of retirement is positively moderated
by internal locus of control. ✗, negatively with promotion-focused job crafting! ✗

Hypothesis 7

The relation between job crafting and job satisfaction is positively moderated by internal
locus of control. ✗, negatively with increasing social ob demands! ✗

Hypothesis 8

The relation between bad health and prevention-focused job crafting is positive. ✗

Hypothesis 9

The relation between prevention-focused job crafting and job satisfaction is positively
moderated by bad health. ✗, negatively with prevention-focused job crafting! ✗
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5.2. Limitations

In its present research status, the JD-R job crafting model is a model and no
theory. Its conceptualization is currently changing in academics. The empirical
inconsistencies and contradictions found in this thesis show, that especially con-
cerning the negative effects on work outcomes more research is needed.

Because of the cross-sectional design, no causal inferences can be made by this
study. All variables used for our investigation were self-reported. Thus, common
method bias could be an issue.

We investigated a sample of workers working in the Dutch health care sector
and it is not clear to what degree the relations found are generalizable to other
sectors.

As job satisfaction does not cover the motivational aspect and in conjunction,
the very general measure used could imply that important effects which cover the
concept of job satisfaction have been missed out.

Furthermore, the statistical analysis did not proceed beyond OLS and probit
models. It could have been interesting to as a next step (although not that dif-
ferent) investigate the proposed relations via a Sobel test. However, the very
robust coefficient of increasing challenging job demands is a strong indication for
no mediation.

5.3. Future research

The need for further research concerning the JD-R job crafting model is evident.
The concept of job crafting has been coined by Wrzesniewski and Dutton (2001),
including the dimension of cognitive crafting (i.e. how one sees one’s job). To over-
come theoretical and empirical inconsistencies, the recently proposed refinement
of prevention- and promotion-focused job crafting incorporates theory of intangi-
ble perception effects that are close to the concept of cognitive crafting. Hence,
it makes sense to integrate, align or apply the JD-R job crafting model to the
concept of cognitive crafting in future studies.

Furthermore, concerning the proposed mediation, alternative potential media-
tion candidates are variables, more related to motivation, such as employee en-
gagement.
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5.4. Practical implications

Given today’s increasing dependency ratios, employees working up to and beyond
their statutory retirement age are essential for the functional capability of or-
ganizations. The findings of this study suggest, that organizations should give
employees the autonomy and encourage them to engage in promotion-focused job
crafting, more specifically into increasing challenging job demands. As it is a self-
driven bottom-up job redesign leading to positive outcomes for employees (job
satisfaction, higher income due to delayed retirement) as well as for organizations
(greater and longer workforce participation, more satisfied employees), organiza-
tions should acknowledge this recommendation and encourage their managers to
role model promotion-focused job crafting. However, to leverage and ensure pos-
itive outcomes of promotion-focused job crafting, effective communication among
stakeholders is necessary. As promotion-focused job crafting fuels job satisfaction,
especially organizations with frequent customer contact additionally benefit from
encouraging employees to engage in this type of behavior.
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Appendix

Job demands-resources theory:

current research status

Figure 7.: The job demands-resources model, current research status.

Source: Bakker and Demerouti (2016)
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A Job crafting item wording and

results

Table 12.: Job crafting scale by Tims et al. (2012)
# Item wording Mean SD α

Dimension 1: Increasing structural job resources 0.64
1 I try to develop my capabilities 3.74 0.80 0.52
2 I try to develop myself professionally 3.74 0.70 0.50
3 I try to learn new things at work 3.83 0.61 0.51
4 I make sure that I use my capacities to the fullest 3.82 0.68 0.64
5 I decide on my own how I do things 3.52 0.78 0.73

Dimension 2: Increasing social job resources 0.75
6 I ask my supervisor to coach me 2.70 0.84 0.67
7 I ask whether my supervisor is satisfied with my work 3.12 0.85 0.70
8 I look to my supervisor for inspiration 2.67 0.90 0.68
9 I ask others for feedback on my job performance 3.45 0.80 0.71

10 I ask colleagues for advice 3.78 0.67 0.76
Dimension 3: Increasing challenging job demands 0.69
11 When an interesting project comes along, I offer myself pro- 2.74 0.95 0.58

actively as project co-worker
12 If there are new developments, I am one of the first to learn 3.36 0.83 0.64

about them and try them out
13 When there is not much to do at work, I see it as a chance 2.98 0.87 0.62

to start new projects
14 I regularly take on extra tasks even though I do not receive 3.40 1.02 0.69

extra salary for them
15 I try to make my work more challenging by examining the 2.40 0.82 0.66

underlying relationships between aspects of my job
Dimension 4: Decreasing hindering job demands 0.78
16 I make sure that my work is mentally less intense 2.34 0.78 0.23
17 I try to ensure that my work is emotionally less intense 2.37 0.77 0.24
18 I manage my work so that I try to minimize contact with 2.45 0.87 0.25

people whose problems affect me emotionally
19 I organize my work so as to minimize contact with people 2.91 0.81 0.27

whose expectations are unrealistic
20 I try to ensure that I do not have to make many difficult 2.63 0.83 0.24

decisions at work
21 I organize my work in such a way to make sure that I do 2.62 0.79 0.26

not have to concentrate for too long a period at once

Note: The here presented α-values are for the scales individually. Chronbach’s α for over
all job crafting is 0.47, consisting of α1 = 0.29, α2 = 0.16, α3 = 0.17, α4 = 0.73.
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B Locus of control item wording

Validated scale developed by Rotter (1966), as used in Cebi (2007):

1. (a) What happens to me is my own doing; or
(b) Sometimes I feel that I do not have enough control over the direction my
life is taking.

2. (a) When I make plans, I am almost certain that I can make them work; or
(b) It is not always wise to plan too far ahead, because many things turn
out to be a matter of good or bad fortune anyhow.

3. (a) In my case, getting what I want has little or nothing to do with luck; or
(b) Many times, we might just as well decide what to do by flipping a coin.

4. (a) Many times, I feel that I have little influence over the things that happen
to me; or
(b) It is impossible for me to believe that chance or luck plays an important
role in my life.
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C Distributions

Figure 8.: Distribution of intended retirement age
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Figure 10.: Distribution of job satisfaction
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Figure 11.: Distribution of age
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D Scatter plots Hypotheses 1 - 3

Figure 12.: Scatterplot & linear fit: Intended retirement age on job crafting
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Figure 13.: Scatterplot & linear fit: Job satisfaction on job crafting
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Figure 14.: Scatterplot & linear fit: Intended retirement age on job satisfaction
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E Probit models

E.1. Overall job crafting and refinement

]

Table 13.: Analysis for Probit model for overall job crafting and refinement
(Hypotheses 1a-c)

Retire at 65 (Median) (1) (2) (3) (4)

Job crafting 0.0306 0.0453
[0.56] [0.80]

Promotion-focused job crafting 0.0505 0.0833
[0.93] [1.46]

Prevention-focused job crafting -0.0557 -0.0953∗

[-1.05] [-1.71]
Age -2.018∗∗∗ -2.111∗∗∗

[-4.01] [-4.14]
Age squared 2.161∗∗∗ 2.260∗∗∗

[4.41] [4.56]
Low education 0.0847 0.137

[0.57] [0.91]
High education -0.150 -0.188

[-1.09] [-1.35]
Working hours 0.0729 0.0664

[1.24] [1.12]
Constant 0.338∗∗∗ 0.399∗∗∗ 0.337∗∗∗ 0.396∗∗∗

[6.40] [5.57] [6.36] [5.52]

Observations 585 585 585 585

Probit regressions, all variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 14.: Probit model for Hypothesis 3

Retire at 65 (Median) (1) (2)

Job satisfaction 0.163∗∗∗ 0.170∗∗∗

[3.02] [3.06]
Age -2.062∗∗∗

[-4.10]
Age squared 2.202∗∗∗

[4.49]
Low education 0.0347

[0.23]
High education -0.174

[-1.26]
Working hours 0.0699

[1.19]
Constant 0.342∗∗∗ 0.418∗∗∗

[6.43] [5.77]

Observations 585 585

Probit regressions, all variables standardized

t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 15.: Probit models for overall job crafting and refinement (Hypothesis 4 )

(1) (2) (3) (4)

Job crafting -0.00916
[-0.16]

Promotion-focused job crafting 0.0505 0.0408
[0.93] [0.69]

Prevention-focused job crafting -0.0557 -0.0874
[-1.05] [-1.56]

Job satisfaction 0.165∗∗∗ 0.170∗∗∗ 0.152∗∗∗

[2.98] [3.06] [2.63]
Age -2.062∗∗∗ -2.132∗∗∗

[-4.10] [-4.19]
Age squared 2.202∗∗∗ 2.278∗∗∗

[4.49] [4.60]
Low education 0.0347 0.0820

[0.23] [0.54]
High education -0.174 -0.201

[-1.26] [-1.44]
Working hours 0.0699 0.0641

[1.19] [1.07]
Constant 0.342∗∗∗ 0.418∗∗∗ 0.337∗∗∗ 0.414∗∗∗

[6.43] [5.77] [6.36] [5.71]

Observations 585 585 585 585

Probit regressions, all variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01

67



E.2. Subscales

Table 16.: Replication of mediation analysis for individual scales all at once
(Hypothesis 4 )

Retire Job s. Retire

Increasing structural job resources -0.0965 0.158∗∗∗ -0.144
[-0.72] [3.17] [-1.07]

Increasing social job resources -0.0420 0.223∗∗∗ -0.109
[-0.33] [4.77] [-0.86]

Increasing challenging job demands 0.371∗∗∗ -0.0174 0.376∗∗∗

[2.86] [-0.36] [2.91]
Decreasing hindering job demands -0.173 -0.0655∗ -0.154

[-1.63] [-1.65] [-1.45]
Job satisfaction 0.300∗∗∗

[2.69]
Age -3.151∗∗∗ 0.155 -3.197∗∗∗

[-3.31] [0.44] [-3.38]
Age squared 3.676∗∗∗ -0.109 3.708∗∗∗

[3.99] [-0.32] [4.04]
Low education 0.183 0.350∗∗∗ 0.0783

[0.64] [3.28] [0.27]
High education 0.208 0.107 0.176

[0.77] [1.06] [0.65]
Working hours 0.209∗ 0.00230 0.208∗

[1.86] [0.06] [1.87]
Constant 64.27∗∗∗ -0.101∗∗ 64.30∗∗∗

[471.03] [-1.99] [472.18]

Observations 585 585 585
Adjusted R2 0.076 0.104 0.086

OLS regressions, explanatory variables standardized, all for model 2

t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 17.: Probit models for subscales (Hypotheses 1& 4 )

Retire at 65 (Median) (1) (2)

Increasing structural job resources 0.000298 -0.0267
[0.00] [-0.38]

Increasing social job resources -0.0247 -0.0613
[-0.37] [-0.91]

Increasing challenging job demands 0.126∗ 0.130∗

[1.85] [1.91]
Decreasing hindering job demands -0.0954∗ -0.0868

[-1.70] [-1.53]
Age -2.156∗∗∗ -2.194∗∗∗

[-4.21] [-4.30]
Age squared 2.309∗∗∗ 2.345∗∗∗

[4.64] [4.71]
High education -0.201 -0.220

[-1.44] [-1.57]
Low education 0.134 0.0711

[0.88] [0.46]
Working hours 0.0642 0.0613

[1.08] [1.02]
Job satisfaction 0.167∗∗∗

[2.86]
Constant 0.402∗∗∗ 0.424∗∗∗

[5.56] [5.78]

Observations 585 585

Probit regressions, all variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Individual scale mediation

Table 18.: Individual mediation analysis for D1 and D2 (Hypothesis 4 )

Intended retirement age (1) (2) (3) (4)

Increasing structural job resources 0.092 0.011
[0.82] [0.09]

Increasing social job resources 0.088 0.000
[0.82] [0.00]

Job satisfaction 0.305∗∗∗ 0.307∗∗∗

[2.78] [2.78]
Age -2.906∗∗∗ -2.959∗∗∗ -2.910∗∗∗ -2.961∗∗∗

[-3.05] [-3.12] [-3.05] [-3.12]
Age squared 3.400∗∗∗ 3.441∗∗∗ 3.402∗∗∗ 3.443∗∗∗

[3.68] [3.74] [3.68] [3.75]
Low education 0.151 0.0361 0.114 0.0317

[0.53] [0.13] [0.40] [0.11]
High education 0.309 0.278 0.327 0.280

[1.15] [1.04] [1.22] [1.05]
Working hours 0.229∗∗ 0.226∗∗ 0.233∗∗ 0.227∗∗

[2.04] [2.02] [2.09] [2.05]
Constant 64.24∗∗∗ 64.27∗∗∗ 64.25∗∗∗ 64.27∗∗∗

[469.39] [470.45] [470.83] [472.70]

Observations 585 585 585 585
Adjusted R2 0.064 0.074 0.064 0.074

OLS regressions, explanatory variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 19.: Individual mediation analysis for D3 and D4 (Hypothesis 4 )

Intended retirement age (1) (2) (3) (4)

Increasing challenging job demands 0.317∗∗∗ 0.274∗∗

[2.91] [2.49]
Decreasing hindering job demands -0.178∗ -0.150

[-1.69] [-1.42]
Job satisfaction 0.265∗∗ 0.293∗∗∗

[2.48] [2.76]
Age -3.002∗∗∗ -3.021∗∗∗ -3.036∗∗∗ -3.051∗∗∗

[-3.17] [-3.20] [-3.18] [-3.22]
Age squared 3.534∗∗∗ 3.546∗∗∗ 3.520∗∗∗ 3.534∗∗∗

[3.85] [3.88] [3.81] [3.84]
Low education 0.144 0.0655 0.187 0.0934

[0.51] [0.23] [0.66] [0.33]
High education 0.250 0.219 0.277 0.238

[0.93] [0.82] [1.03] [0.89]
Working hours 0.198∗ 0.190∗ 0.242∗∗ 0.226∗∗

[1.78] [1.71] [2.19] [2.05]
Constant 64.26∗∗∗ 64.28∗∗∗ 64.24∗∗∗ 64.27∗∗∗

[473.85] [475.16] [471.51] [473.18]

Observations 585 585 585 585
Adjusted R2 0.076 0.084 0.067 0.078

OLS regressions, explanatory variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 20.: Job crafting on locus of control (Hypothesis 5 ) (1)

(1) (2) (3)
Job crafting Promotion Prevention

Locus of control 0.124∗∗∗ 0.124∗∗∗ 0.0135
[3.00] [3.00] [0.31]

Age -0.365 -0.105 -0.669∗

[-0.96] [-0.28] [-1.68]
Age squared 0.201 -0.0653 0.670∗

[0.55] [-0.18] [1.74]
Low education 0.0266 -0.139 0.405∗∗∗

[0.24] [-1.25] [3.46]
High education 0.0864 0.197∗ -0.260∗∗

[0.83] [1.90] [-2.38]
Working hours 0.136∗∗∗ 0.150∗∗∗ -0.0199

[3.14] [3.46] [-0.44]
Constant -0.0211 0.000877 -0.0556

[-0.39] [0.02] [-0.98]

Observations 542 542 542
Adjusted R2 0.063 0.095 0.042

OLS regressions, all variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 21.: Job crafting on locus of control (Hypothesis 5 ) (2)

(1) (2) (3)
D1 D2 D3

Locus of control 0.116∗∗∗ 0.0607 0.122∗∗∗

[2.86] [1.42] [2.92]
Age -0.324 -0.166 0.170

[-0.87] [-0.42] [0.44]
Age squared 0.199 0.0436 -0.335

[0.55] [0.11] [-0.90]
Low education -0.340∗∗∗ 0.0661 -0.114

[-3.12] [0.57] [-1.02]
High education 0.214∗∗ 0.0496 0.226∗∗

[2.10] [0.46] [2.15]
Working hours 0.140∗∗∗ 0.108∗∗ 0.120∗∗∗

[3.30] [2.42] [2.74]
Constant 0.0919∗ -0.0456 -0.0361

[1.75] [-0.82] [-0.67]

Observations 544 544 544
Adjusted R2 0.106 0.022 0.083

OLS regressions, all variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 22.: Bad health as an additional control in Hypotheses 1a-c

Intended retirement age (1) (2) (3) (4)

Bad health -0.293∗∗∗ -0.288∗∗∗

[-2.70] [-2.67]
Job crafting 0.103 0.0806

[0.91] [0.71]
Promotion-focused job crafting 0.180 0.157

[1.57] [1.38]
Prevention-focused job crafting -0.190∗ -0.194∗

[-1.74] [-1.78]
Age -2.993∗∗∗ -2.989∗∗∗ -3.149∗∗∗ -3.141∗∗∗

[-2.98] [-2.99] [-3.14] [-3.15]
Age squared 3.511∗∗∗ 3.516∗∗∗ 3.681∗∗∗ 3.682∗∗∗

[3.61] [3.64] [3.79] [3.81]
Low education 0.207 0.214 0.313 0.317

[0.70] [0.73] [1.05] [1.07]
High education 0.363 0.280 0.283 0.203

[1.33] [1.02] [1.03] [0.74]
Working hours 0.235∗∗ 0.236∗∗ 0.218∗ 0.219∗

[2.03] [2.05] [1.89] [1.91]
Constant 64.19∗∗∗ 64.21∗∗∗ 64.18∗∗∗ 64.19∗∗∗

[451.92] [454.21] [453.29] [455.50]

Observations 546 546 546 546
Adjusted R2 0.068 0.079 0.076 0.086

OLS ressions, explanatory variables standardized, t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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Table 23.: Separate scale interaction with bad health (Hypothesis 9 )

(1) (2)
Retire Job satisfaction

Bad health -0.292∗∗ -0.210∗∗∗

[-2.55] [-4.97]
D1 -0.0974 0.156∗∗∗

[-0.70] [3.04]
D1#Bad health 0.0630 -0.0203

[0.47] [-0.41]
D2 -0.0532 0.238∗∗∗

[-0.41] [4.99]
D2#Bad health -0.296∗∗ -0.0460

[-2.38] [-1.00]
D3 0.309∗∗ -0.0404

[2.31] [-0.82]
D3#Bad health 0.00461 0.0424

[0.03] [0.85]
D4 -0.203∗ -0.0712∗

[-1.85] [-1.75]
D4#Bad health 0.132 0.0836∗∗

[1.17] [1.99]
Age -3.372∗∗∗ 0.310

[-3.37] [0.84]
Age squared 3.921∗∗∗ -0.252

[4.04] [-0.70]
Low education 0.288 0.344∗∗∗

[0.97] [3.12]
High education 0.171 0.0372

[0.62] [0.37]
Working hours 0.198∗ -0.0161

[1.73] [-0.38]
Constant 64.22∗∗∗ -0.0987∗

[455.50] [-1.89]

Observations 546 546
Adjusted R2 0.096 0.155

OLS regressions, explanatory variables standardized,

t statistics in brackets
∗ p < 0.1, ∗∗ p < 0.05, ∗∗∗ p < 0.01
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