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Abstract  

Employee well-being is very important to encourage positive performance, which in turn will encourage employee behavior. Employee well-being 
is a challenge facing the hotel industry today. Employee well-being is the main thing to consider for the hotel industry for business sustainability. 
This research aims to examine the influence of job crafting and work engagement on employee well-being. The research employed a quantitative 
approach through a cross-sectional survey, targeting managerial-level employees from five-star hotels in Jakarta. A purposive sampling technique 
was employed, selecting 247 participants who met the criteria of having a minimum of two years of work experience and being currently employed 
in the hotel industry. SmartPls was used for the statistical analysis, which followed the PLS-SEM method. The findings revealed that job 
crafting and work engagement have positive effects on employee well-being. This study suggests practical implications of enhancing organizational 
support for job crafting initiatives. Future research could consider the broader context of the hotel industry and examine other potential variables 
that can influence the effectiveness of job crafting.   
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INTRODUCTION 

Employee well-being is holds significant implications both within the workplace and across various aspects of 
employees’ life. Extensive research has explored how employee well-being influences outcomes in the 
workplace. Evidence shows that employee well-being, characterized as an assessment of employee experiences 
based on perceptions of life and work, is positively related to job satisfaction, organizational commitment, and 
individual task performance (Cooper et al., 2019; Karapinar et al., 2019; Su & Swanson, 2019; Turban & Yan, 
2016). Employee well-being is a worker's life that explains the balance between happiness, positive emotions, 
negative emotions, and global assessment (Wright et al., 2007). Companies operating in the service sector 
intensively use human resources which can make a difference regarding the quality of service and the 
competitiveness of the organization. 

Hotels play a crucial role in the tourism sector by providing essential lodging solutions for travelers, as 
highlighted by Prabhu et al. (2020). Hotels as companies in the service sector are businesses that provide lodging 
services for guest needs (Padave et al., 2021). Guests not only stay overnight and take advantage of the facilities 
available at the hotel but also get the best experience and service from hotel employees. Therefore, it is 
important for hotel management to pay attention to employee well-being (Varga et al., 2021). 

Previous research has found a positive relationship between human resource management and well-being (Fan 
et al., 2014; Huang et al., 2016), while other studies suggest that the effect of human resource management on 
well-being depends on the configuration of the management system human resources (Kooij et al., 2013; Korff 
et al., 2017). Agarwal (2020) argues that human resource management practices fulfill several psychological 
needs, such as competence, autonomy, and relatedness, which in turn enhance psychological growth and well-
being (Ryan & Deci, 2001). A proactive attitude of employees is needed to make changes related to work to 
improve employee well-being, this is known as job crafting. 
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Several studies show that when employees engage in job crafting, it influences employee attitudes and 
performance levels such as job satisfaction, work commitment, individual performance, absenteeism 
(Ghitulescu, 2007), quality of self-image, perceived control, and readiness to change (Lyons, 2008), and positive 
emotions (Ko, 2011). Through job crafting, employees change the tasks and relational boundaries of work, 
which makes employees more involved in work (Chen et al., 2014). The interaction between work engagement 
and well-being will encourage the creation of conditions where employees will be fully involved (Robertson & 
Cooper, 2010). The development of the hotel industry has also resulted in recognition of the important role 
played by hotel employees in meeting diverse customer needs and achieving organizational effectiveness (Chen 
et al., 2014; Kim et al., 2018). Clarke and Hill (2012) stated that employee well-being is very important in the 
quality of customer service interactions. 

There are limitations and gaps from previous research. Research conducted by Chen et al. (2014) and Siddiqi 
(2015) found that there is a relationship between job crafting and work engagement. However, in the research 
of van den Heuvel et al. (2015) the relationship between job crafting and work engagement is not proven to be 
strong enough. In the research of van Wingerden et al. (2015) found that job crafting did not have a significant 
impact on work engagement. Da Borralha et al. (2016) conducted a review of studies in the hospitality sector 
published from 2000 to 2014. Based on the review, it shows that for almost 15 years, job satisfaction is the 
most frequently studied variable, followed by stress, burnout and mental exhaustion. Regarding stress, burnout, 
and mental exhaustion, da Borralha et al. (2016) stated that further studies related to these variables are needed 
so that companies increase productivity and employee well-being. Research within the tourism and hospitality 
sector concerning the relationship between work engagement and employee well-being is still deemed 
insufficient (Radic et al., 2020). 

The research aims to complete the research gap. The specific objectives of this research are to examine (1) the 
effect of job crafting on work engagement; (2) the effect of job crafting on employee well-being; and (3) the 
effect of work engagement on employee well-being in the context of the hotel industry.  

The subsequent part of the paper outlines the literature review. Subsequently, hypotheses are developed from 
the literature, and the methodology employed is discussed in the ensuing section. This is followed by sections 
detailing the data analysis, results, and conclusions drawn from the study. 

LITERATURE REVIEW 

Job Crafting 

In an early investigation conducted by Wrzesniewski and Dutton (2001), job crafting emerged as an active 
process undertaken by employees to redefine the parameters of their work in terms of physical, emotional, 
cognitive, and relational dimensions. This conceptualization was shaped by considering personal preferences 
as the primary driver of employees' adaptive changes. Job crafting is described as an endeavor to alter the 
significance of work, along with its boundaries, work-related relationships, and the fulfilment and comfort of 
the employees themselves (Kanten, 2014). 

Wrzesniewski and Dutton (2001) formulated a model of job crafting behavior, delineating three key dimensions: 
task crafting, relational crafting, and cognitive crafting. Task crafting entails adjusting the physical elements of 
job tasks. Relational crafting involves employees reevaluating workplace relationships to adapt interpersonal 
dynamics. Additionally, cognitive crafting refers to employees redefining the cognitive framework regarding 
task significance and relational aspects within their roles. 

Work Engagement 

Several empirical investigations indicate that employee work engagement significantly impacts various 
organizational outcomes, including job performance, financial performance, productivity, innovation, turnover 
rates, commitment levels, and customer satisfaction (Albrecht, 2012; Chughtai, 2013; Harter et al., 2002; 
Karatepe, 2013; Saks, 2006; Zhang et al., 2015). 

According to Schaufeli and Bakker (2004), work engagement represents a positive state characterized by 
motivational aspects in the workplace, manifested through vigor, dedication, and absorption. Vigor, marked by 
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high energy levels and persistence, reflects enthusiasm and a strong commitment to completing tasks. 
Dedication entails employees' deep involvement in their work, experiencing a sense of meaning, enthusiasm, 
and challenge. Absorption describes an intense focus on and enjoyment of work, difficulty disengaging from 
work-related thoughts, and a perception of time passing quickly while working. 

Employee Well-Being 

Employee well-being, characterized by the outcomes derived from engagement in the workplace, encompasses 
life satisfaction, happiness, positive interpersonal relationships, a sense of purpose, job satisfaction, and concern 
for colleagues in the work environment (Sirgy, 2012; Wright et al., 2007). Ryff and Keyes (1995) assert that 
individuals with higher levels of well-being exhibit a more positive attitude and cope better with various life 
situations compared to those with lower well-being.  

According to Page and Vella-Brodrick (2009), employee well-being comprises three components: subjective 
well-being, psychological well-being, and workplace well-being. Subjective well-being encompasses various 
aspects related to individuals' emotions and perceptions of life. Psychological well-being includes concepts 
centered on meaning and self-actualization, defining well-being as the extent to which a person functions 
optimally. Workplace well-being is assessed through factors such as job satisfaction and challenges encountered 
in the work environment. 

Hypotheses Development 

Job Crafting and Work Engagement 

Teng et al. (2022) have demonstrated the positive impact of job crafting on work engagement. A similar 
investigation by Guo and Hou (2022) also associates job crafting behavior with individual interests and abilities, 
which in turn affect work engagement. Previous research conducted by Emilisa et al. (2020), Karatepe & 
Eslamlou (2017), Stephani & Kurniawan (2018), and Sutisna et al. (2020) has consistently shown that job 
crafting influences work engagement. This implies that employees with higher levels of job crafting tend to 
exhibit higher levels of work engagement. Moreover, job crafting not only enhances work engagement but also 
promotes service recovery performance. Consequently, this study posits the following hypothesis: 

H1: Job crafting has a positive effect on work engagement 

Job Crafting and Employee Well-Being 

Job crafting undertaken by employees plays a pivotal role in determining their level of satisfaction and whether 
it leads to increased stress and decreased performance, thereby impacting their overall well-being (Berg et al., 
2013). Job crafting facilitates alterations that allow employees to derive greater appreciation and significance 
from their tasks (Wrzesniewski & Dutton, 2001). Moreover, as highlighted by Tims and Bakker (2010), 
employee-initiated changes through job crafting are deemed significant as they can enhance performance and 
contribute to goal attainment in the workplace. Employees who effectively leverage their personal potential 
within their roles tend to exhibit more positivity and can exert a beneficial influence on both individual and 
organizational levels (Lovell, 2015). Thus, this research proposes the following hypothesis: 

H2: Job crafting has a positive effect on employee well-being 

Work Engagement and Employee Well-Being 

High work engagement, especially vigor, is associated with almost no psychomatic complaints. However, the 
nature of work in the service industry can cause employees to experience fatigue which leads to various 
psychosomatic disorders and can cause injuries at work (Radic et al., 2020). Life satisfaction is considered an 
important aspect of well-being and high work engagement (Shimazu et al., 2015). In addition to organizational 
outcomes, there is strong evidence that engagement has a beneficial impact at the individual level as well. For 
example, employees have better social functioning, greater life satisfaction, well-being, and health (Robledo et 
al., 2019). Afrianti et al. (2023), Cain et al. (2018), and Yang et al. (2019) stated that there is a positive influence 
of work engagement on employee well-being. Previous research shows that work engagement influences 

file:///C:/Users/Mano/AppData/Local/Temp/Temp1_paperswithpagenumbers.zip/ijor.co.uk


Kristiana, Sijabat, Sudibjo and Bernarto 

INTERNATIONAL JOURNAL OF RELIGION    203 

organizational outcomes, such as customer satisfaction (Harter et al., 2002), positive service climate, high 
employee performance, and customer loyalty (Salanova et al., 2005), organizational financial performance 
(Xanthopoulou et al., 2005), as well as increasing employee well-being (Llorens et al., 2007). Well-being is an 
important factor in the quality of service interactions (Clarke & Hill, 2012). Based on these insights, the research 
proposes the following hypothesis: 

H3: Work engagement has a positive effect on employee well-being 

Figure 1 shows the conceptual research framework. 

 

Figure 1. The Conceptual Research Framework 

Source: Prepared by authors (2024) 

METHODS 

Samples and Procedures 

This research employed a cross-sectional field survey to gather data from employees working in five-star hotels 
located in Jakarta, Indonesia. Jakarta was selected as the research location due to its status as the capital city of 
Indonesia and its significance as a key indicator of the national tourism barometer. Throughout the pandemic, 
five-star hotels in Jakarta witnessed a significant decline in room occupancy rates. Despite projections indicating 
an uptick in the workforce within the accommodation sector for 2022 and 2023, this growth does not match 
the rise in the number of hotels, suggesting potential inefficiencies in operations. Given the demanding nature 
of employment in the hotel industry, employees are highly susceptible to burnout unless organizations prioritize 
their well-being. 

This survey included all managerial-level employees of Jakarta's five-star hotels. Because it is not possible to 
establish the exact total population, the target sample size of 160 respondents was obtained using the method 
described by Kock and Hadaya (2018). However, the final sample size of 247 participants exceeded the initial 
target amount. The sample was chosen using a purposive sampling method with the following criteria: have at 
least two years of work experience and be actively working in the current hotel. SmartPls was used for the 
statistical analysis, which followed the PLS-SEM method. 

The process of assessing the model in Partial Least Squares Structural Equation Modeling (PLS-SEM) involves 
two key phases: evaluating the measurement model and analyzing the structural model. The evaluation of the 
measurement model aims to gauge the reliability and validity of the indicators representing latent variables. This 
assessment entails scrutinizing internal consistency, convergent validity, and discriminant validity. Composite 
Reliability (CR) is interpreted akin to Cronbach's alpha, with values above 0.7 considered acceptable. 
Convergent validity is examined through factor loading and Average Variance Extracted (AVE). Typically, a 
factor loading threshold of 0.70 is applied, with an indicator deemed to meet convergent validity if its outer 
loading surpasses 0.70, and the AVE value is over 0.50 (Hair et al., 2021). Discriminant validity assessments 
typically utilize the Heterotrait-Monotrait (HTMT) criteria, with values below 0.90 indicating discriminant 
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validity between reflectively measured constructs (Hair et al., 2022). 

On the structural model side, the focus is on predicting relationships between latent variables, primarily 
analyzed through p-values (Hair et al., 2014). Evaluation of the structural model's performance involves 
assessing the coefficient of determination (R2), where an value exceeding 0.333 is considered satisfactory (Chin 
et al., 2008); predictive relevance (Stone-Geisser's Q2), value above zero being desirable for a a specific 
endogenous latent structure (Chin, 2010); and standardized root mean square residual (SRMR); where values 
below 0.10 or 0.08 indicate satisfactory results in research (Hu & Bentler, 1999). 

Measurement 

Job crafting is measured using was measured using a scale from Wrzesniewski and Dutton (2001) with eight 
items, a sample item is “I am involved in various activities to build relationships in the hotel work environment”. 
On a six-point scale, respondents were asked to rate their level of agreement (1 = strongly disagree, 6 = strongly 
agree). Work engagement is measured using was measured using a scale from Schaufeli et al., 2002) with nine 
items, a sample item is “I have a positive mindset and am involved in developing hotels”. On a six-point scale, 
respondents were asked to rate their level of agreement (1 = strongly disagree, 6 = strongly agree). Employee 
well-being was assessed using nine items adapted from Page and Vella-Brodrick (2009), which consist of the 
dimensions of subjective well-being, psychological well-being, and workplace well-being. A sample item is “I 
have a definite life goal”. On a six-point scale, respondents were asked to rate their level of agreement (1 = 
strongly disagree, 6 = strongly agree). 

Common Method Bias 

In this research, a collinearity test is utilized to address the issue of common method bias. The presence of 
severe collinearity is identified by a variance inflation factor (VIF) exceeding 3.3, suggesting potential 
interference of common method bias in the model. Consequently, if all VIFs generated from the collinearity 
assessment are 3.3 or below, it indicates the absence of common method bias in the model (Kock, 2015). 

RESULT AND DISCUSSION 

Profile of the Respondents 

The study's sample, consisting of 247 participants, comprised approximately 68% male respondents and 32% 
female respondents. More than 49% of the respondents were aged above 40 years, while 46.2% fell between 
the ages of 30 to 40 years. Regarding length of work, over 57.4% of employees reported working in their current 
hotel for two to five years, followed by approximately 37.7% who had been employed for more than five to 
ten years. Managers accounted for around 54.3% of the respondents. Table 1 summarizes the profile of the 
participants. 

Table 1. Profile of the Respondents 

Employees’ Details Frequency % 

Gender   

Male 168 68% 

Female 79 32% 

Age   

< 30 12 4.8% 

>30-40 114 46.2% 

>40 121 49% 

Length of work (in years)   

2-5 142 57.4% 

>5-10 93 37.7% 

>10 12 4.9% 

Position   

Manager 134 54.3% 

Department Head 70 28.3% 

Executive Assistant Manager 32 13% 

General Manager 11 4.4% 

Source: Prepared by authors (2024) 
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Measurement Model 

Outer Loading 

To assess convergent validity, the loading factor values must be higher than 0.7, the Average Variance Extracted 
(AVE) value must be greater than 0.5, and to assess discriminant validity, the root value of the AVE must be 
higher than the correlation value between the variables. A composite reliability value larger than 0.7 serves as 
the test's criterion. The findings displayed in Table 2 align with the validity and reliability evaluations. The 
Average Variance Extracted (AVE) value was used for the validity assessment, and the Outer Loading value 
and Composite Reliability (CR) value were used for reliability testing. The results show that every variable has 
an outer loading value and a composite reliability value that is higher than 0.7, indicating that every indication 
for the variable is reliable. Furthermore, the study of the AVE value shows that each variable has a value greater 
than 0.5, verifying the validity of both the variables and their indicators. 

Table 2. Validity and Reliability Results 
Constructs Outer Loading CR AVE 

Job Crafting  0.963 0.767 

JC 1 0.749   

JC 2 0.774   

JC 3 0.906   

JC 4 0.943   

JC 5 0.845   

JC 6 0.943   

JC 7 0.946   

JC 8 0.875   

Work Engagement  0.964 0.746 

WE1 0.835   

WE2 0.889   

WE3 0.801   

WE4 0.892   

WE5 0.908   

WE6 0.860   

WE7 0.857   

WE8 0.870   

WE9 0.857   

Employee Well-Being  0.968 0.769 

EWB1 0.821   

EWB2 0.894   

EWB3 0.823   

EWB4 0.908   

EWB5 0.900   

EWB6 0.867   

EWB7 0.914   

EWB8 0.881   

EWB9 0.879   

Source: Prepared by authors (2024) 

Discriminant Validity 

The discriminant validity can then be evaluated using the Heterotrait-Monotrait Ratio (HTMT). Hair et al. 
(2022) suggest that HTML offers more accurate techniques for assessing discriminant validity, such as utilizing 
multitrait-multimethod matrix or heterotrait-monotrait (HTMT) ratios. Discriminant validity between two 
constructs is established if the HTMT value is below 0.9. The data presented in Table 3 demonstrates that all 
HTMT values are indeed below 0.9. Consequently, these findings affirm that all indicators in this research 
model effectively distinguish and measure the construct. 

Table 3. Heterotrait-Monotrait Ratio (HTMT) Values 

 Job Crafting Work Engagement Employee Well-Being 

Job Crafting - - - 

Work Engagement 0.650 - - 

Employee Well-Being 0.727 0.868 - 

Source: Prepared by authors (2024) 
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Common Method Bias 

In this research, the collinearity test conducted using SmartPLS serves to mitigate common method bias. Table 
4 displays the outcomes of this test, affirming that the dataset remains unaffected by common method bias, 
given that all VIF values are under 3.3. 

Table 4. Collinearity Test Results 

Constructs Job Crafting Work Engagement Employee Well-Being 

Job Crafting - 1.000 1.643 

Work Engagement - - 1.643 

Employee Well-Being - - - 

Source: Prepared by authors (2024) 

Structural Model 

In this section, the importance and significance of the path coefficients are assessed. The hypotheses underwent 
testing via both the bootstrapping method in PLS-SEM and the regression model. The findings revealed a 
noteworthy positive correlation for all hypotheses examined in the study, as illustrated in Figure 2. 

 

Figure 2. Structural Model 

Source: Prepared by authors (2024) 

Table 5 shows the model fitness of research where R2 is more than 0.333, crossvalidated redundancy being 
positive and greater than zero, and the SRMR value is less than 0.08. 

Table 5. Model Fitness of Research 

 R² Q² SRMR 

Employee Well-Being 0.753 0.574 0.067 

Work Engagement 0.391 0.286  

Source: Prepared by authors (2024) 

The aim of hypothesis testing is to determine if there is sufficient evidence to support or refute the relationship 
between variables. In this research, hypothesis testing was conducted using a one-tailed test with a t-table 
threshold of 1.65 (at a significance level of 5%). The hypotheses were formulated directionally, and if the 
calculated t-value exceeds the t-table value of 1.65, the hypothesis is considered validated. The results presented 
in Table 6 demonstrate that all hypotheses were confirmed. 
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Table 6. Hypothesis Testing Results 

Hypothesis Path p value t-statistics Conclusion 

H1: Job crafting has positive effects on employee well-
being 

0.294 0.000 4.294 Supported 

H2: Job crafting has positive effects on work engagement 0.626 0.000 11.258 Supported 

H3: Work engagement has positive effects on employee 
well-being  

0.653 0.000 10.136 Supported 

Source: Prepared by authors (2024) 

DISCUSSION 

Based on the research results, it can be concluded that job crafting has a positive effect on employee well-being, 
supporting hypothesis 1. These results are in line with the study conducted by Teng et al. (2022); Guo and Hou 
(2022); Emilisa et al. (2020); Sutisna et al. (2020); and Stephani and Kurniawan (2018). This means that the 
higher the job crafting an employee has, the higher the level of work engagement will be. Job crafting not only 
increases work engagement but also encourages service recovery performance. Through active job redesign, 
changes in perception towards work, and building stronger interpersonal relationships in the workplace, 
employees can potentially enhance their well-being. Job crafting is particularly relevant to employees in the 
service industry, such as those in the hotel sector, as it involves prioritizing service quality in job design and is 
essential for maintaining high levels of work engagement required in hotels, which prioritize interaction with 
guests. By engaging in job crafting, employees can take ownership of their daily tasks, improve their mastery of 
methods and results, reduce work-related stress, and create a more positive work environment, leading to 
greater motivation and job satisfaction (Chang et al., 2021). 

Based on the research results, it can be concluded that job crafting has a positive effect on work engagement, 
supporting hypothesis 2. These results support previous studies by Berg et al. (2013) and Lovell (2015), which 
have also identified the positive relationship between job crafting and work engagement. Job crafting, which 
involves employees actively shaping their roles and tasks, plays a pivotal role in determining their levels of 
satisfaction and stress. These factors, in turn, can significantly affect employee performance and overall well-
being. Recognizing the intricate relationship between job crafting, work engagement, and employee well-being 
underscores the importance of fostering a conducive environment within organizations that not only permits 
but actively encourages job crafting activities. For hotels, this implies the necessity of creating a supportive 
culture that values and facilitates job crafting initiatives. Such an environment empowers employees to tailor 
their roles according to their strengths and preferences, leading to increased job satisfaction and performance. 
Moreover, by promoting job crafting, hotels can help mitigate the risk of stress and dissatisfaction among 
employees, thereby promoting overall well-being and productivity in the workplace. Hence, fostering an 
understanding of job crafting and integrating it into organizational practices can be viewed as a strategic 
approach to enhancing workplace well-being and fostering higher levels of employee engagement and 
productivity. 

The research findings indicate that work engagement has a positive effect on employee well-being, thereby 
confirming hypothesis 3. This conclusion aligns with earlier studies conducted by Afrianti et al. (2023), Yang et 
al. (2019), and Cain et al. (2018), which have also demonstrated the beneficial effects of work engagement on 
employee well-being. Moreover, prior research has established a link between work engagement and various 
organizational outcomes. For instance, studies by Harter et al. (2002) and Salanova et al. (2005) have highlighted 
the influence of work engagement on customer satisfaction, service climate, employee performance, and 
customer loyalty, ultimately contributing to organizational financial performance. Additionally, research by 
Xanthopoulou et al. (2005) and Llorens et al. (2007) has emphasized the role of work engagement in enhancing 
employee well-being. Given the significance of employee well-being in shaping the quality-of-service 
interactions, as noted by Clarke & Hill (2012), these findings underscore the importance of fostering work 
engagement to promote both employee well-being and organizational success. 
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CONCLUSION  

The research findings unequivocally demonstrate the positive impact of job crafting on both work engagement 
and employee well-being. This highlights the significance of job crafting as a crucial mechanism for enhancing 
both aspects within the workplace. By actively shaping their roles and tasks, employees are better positioned to 
experience heightened levels of engagement and well-being. Moreover, the results also underscore the 
relationship between work engagement and employee well-being. Engaged employees demonstrate a deeper 
connection and involvement with their work, often manifesting in increased enthusiasm and vigor in their tasks. 
This positive energy not only benefits the individual but also contributes to a more vibrant and productive work 
environment. 

Overall, the empirical support for all hypotheses offers valuable insights into the dynamics within the hotel 
industry, shedding light on effective strategies for promoting employee well-being and engagement. In 
addressing the contemporary challenges faced by the hotel industry, particularly concerning employee well-
being, this research provides actionable solutions. Recognizing employee well-being as a cornerstone for 
business continuity, the findings emphasize the importance of prioritizing and investing in initiatives that foster 
a supportive and engaging work environment within the hotel sector. 

PRACTICAL IMPLICATION 

This research holds significant practical implications, particularly in terms of enhancing organizational support 
for job crafting initiatives. Hotel management can take proactive steps by implementing supportive programs 
and providing facilities that encourage and facilitate job crafting among employees. When employees receive 
support from management, such as resources, training, and encouragement, they are more likely to proactively 
redefine and shape their work tasks to better align with their strengths and preferences. This, in turn, leads to 
increased levels of work engagement among employees. 

Furthermore, when employees feel supported by their organization, they are motivated to take on a more active 
role in improving their work performance, including delivering exceptional service to guests. By empowering 
employees to craft their roles and tasks, hotels can foster a culture of continuous improvement and innovation 
in service delivery. As employees experience firsthand the benefits of organizational support for job crafting, 
their sense of engagement and commitment to their work is likely to strengthen over time. 

Ultimately, by investing in initiatives that promote job crafting and providing robust support systems, hotels 
can create a positive cycle wherein increased employee engagement and performance lead to enhanced service 
quality and customer satisfaction. This, in turn, reinforces the importance of organizational support, thereby 
fostering even greater levels of work engagement among employees in the future. 

FUTURE RESEARCH 

For future research, considering the broader context of the hotel industry, comparative studies across different 
sectors or geographical regions could shed light on the generalizability of findings and identify contextual 
factors that shape the effectiveness of job crafting interventions. 

Additionally, examining potential variables that influence the effectiveness of job crafting interventions could 
be fruitful. Factors such as organizational culture, leadership styles, and individual differences may interact with 
job crafting behaviors to either enhance or hinder its impact on work engagement and employee well-being. 
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