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Abstract

The purpose of this study is to suggest importance of emotional intelligence by studying
effects between emotional intelligence and job crafting; the research was conducted among
employees working for organizations. Especially this empirical study proves mediating effect of
self-efficacy, and moderating effect of career growth opportunities in relationship between
emotional intelligence and job crafting. The survey was conducted for employees; 341 answers
were used from total population and were analyzed by SPSS 24.0 and AMOS 24.0 statistics
package. The study concludes that emotional intelligence has positive influence (+) on job
crafting of employee. Positive influence was found in the relationship between emotional
intelligence and self-efficacy, and job crafting as well. The study also proves mediating effect
of self-efficacy. Moreover it is likely that career growth opportunities have moderating effect in
the relationship between self-efficacy and job crafting. The study implies that improving
emotional intelligence is important to change attitude/behavior of employees on job. The study
also implies that corporations need to provide career growth opportunities, to develop various
programs, and to create friendly working environment.
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I, Introduction

Recently global business environment has been
radical change and
competition. As the world has entered the fourth

confronted  with severe
Industrial Revolution earnestly it is getting harder to
predict alteration and its speed, and besides the world
is facing the danger of low-rate economic growth
from deteriorated business environment and high
unemployment rate. Therefore it is crucial issue for
corporations to adopt strategies for competitiveness
and achievement of performance along with
recruitment and management of workers having core
competencies.

Employment structure and job competency of
corporations are expected to have drastic changes
since emergence of Al (artificial intelligence) and
robots; to cope with these changes emotional
intelligence  of  employees  influencing  on
organizational effectiveness has been considered
important[1-4]. Moreover, corporations performance
is influenced by effectiveness of job performance and
emotional intelligence of employees, and employees’
motivation and cooperation with others have effect on
conducting its job directly[1][5-8]. Accordingly, it is
necessary to study the correlation between emotional
intelligence of employees and job performance which
improves efficiency of job performance.

Goleman (1983) emphasized the importance of
emotional intelligence related to group performance;
he proved that emotional intelligence influenced on
not only personal physical and mental health, but also
on career outcomes. A person with high emotional
intelligence can have/exercise various control
strategies and control stress and anxiety to outcome
performance[9].

Wrzesniewski and Dutton[10] defined job crafting
as the activity modifying and changing style of job

performance. Recently various studies found out that
job crafting is the antecedents of job involvement and
is the positive component to improve job satisfaction,
organizational commitment, and job effectiveness
[11][12]. Despite the fact that job crafting has
practical influence, there are little studies on
components influencing job crafting.

Self-efficacy is defined as the belief on personal
ahility of problem solving, which is seen as
motivation of active change of job performance style
[13][14]. Self-efficacy theory is the most important
cognitive concept of subjective control among various
approaches over motivation as a personal
characteristics influencing human behavior[15][16].

Otherwise career growth opportunities as a job
characteristics has become an important issue
deciding how employee behaves against organization
[171118]. Under the recent changing employ
environment career growth opportunities has emerged
as an crucial issue that determines how employee
assume an attitude toward an organization and can be
a factor influencing job crafting particularly.

The purpose of this study is: first, we examine how
employees’ emotional intelligence can affect job
crafting, especially mediating effect of self-efficacy
considered as personal motivation; second, we seek to
systemic model of moderating effect of career growth
opportunities, which is job characteristics in
relationship between emotional intelligence and job
crafting; third based on the result of the evaluation
we suggest actual application and effect of emotional

intelligence of employees on job crafting.

Il. Theoretical Background

1. Emotional Intelligence

The concept of emotional intelligence is suggested
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by Thorndike in 'Social Intelligence’ in 1920.
Thorndike divided intelligence into three sections, and
conceptualized one of them as social intelligence
defined as the ahility to understand and to manage
human behavior in relationship with others[19].
Following Thorndike, Gardner{20] suggested multiple
intelligence theory including social intelligence as one
of seven intelligence areas. According to Gardner,
social intelligence is comprised of a person’s interpersonal
intelligence and intrapersonal intelligence. Intrapersonal
intelligence relates to deal with oneself, and is the
ability to identify and reflect on one'’s feelings and
moods. In contrast, interpersonal intelligence relates
to one’s intelligence in dealing with others and is the
ability to pay attention to the mood and feelings of
others and to maintain human relationships[21].
Salovey and Mayer[4] who used the earliest the
term 'Emotional Intelligence’ propose a fundamental
concept of emotional intelligence is the ability to deal
with emotions. They defined emotional intelligence is
the ability to monitor feelings and emotions of oneself
and others’; to use emotional information to think and
to behave; and to make balance emotional information.
Later Mayer and Salovey[22] developed original
concept and suggest the model of four branches
composed sixteen factors: recognition and expression
of emotion, promotion of thinking by emotion, usage
of emotional information, and emotional control.
Goleman[23] who popularized emotional intelligence
newly modified concept of Salovey and Mayer in
practical way. According to Goleman[19] emotional
intelligence involves motivation to a person in
desperate situation, make a person protect himself by
controlling impulse and delaying satisfaction, arouse
to sympathize with others and to keep hope; it
includes concepts of motivations such as delaying
satisfaction, minimized impulses, passion, and
patience. Furthermore Goleman [24] conceptualized

"Emotional Competence’ implying personal character
and emotional trait in emotional intelligence and
differentiate  personal competence from social
competence. Personal competence is the ability to
oneself  including

understand  emotion  of

self-awareness, self-regulation, and motivation
whereas social competence is consisted of social skill
and empathy understanding emotion of others.

Boyatzis, Goleman and Rhee[25] revised emotional
intelligence with four subordinate areas after
reconsidering concept of competence. They divide
competences into ability and target; sub-dimensions
of ability are awareness and regulation; and
sub-dimensions of target are self and others.
Combination of these four area (self/others,
awareness/regulation) creates four sub-dimensions of
emotional intelligence, which are self-awareness,
self-management, social awareness, and relationship
management.

Based on the study of Mayer and Salovey[22],
Wong and Lawl[7] simplified existing complex scale
of emotional intelligence into four areas: self-emotion
appraisal, others’ emotion appraisal, use of emotion,
and regulation of emotion. Wong and Law[7] define
emotional intelligence the ability to understand and
express one's feeling, to perceive and empathize
others’ feeling, to regulate emotion in the self
appropriately, to facilitate emotions to achieve goals.

Most of studies about emotional intelligence are
based on four areas suggested by Wong and Law(7],
and they have influence various field such as
creativity,  trust,
innovative behavior, job satisfaction, job performance,
and LMXI[1][3][14][26]. This study will be conducted

based on concept of emotional intelligence and four

organizational  effectiveness,

areas(self-emotion  appraisal, others’  emotion

appraisal, use of emotion, regulation of emotion)

suggested by Wong and Lawl(7].
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2. Job Crafting
Job crafting is defined as the self-initiated changes

that employees make in their own job demands and
job resources to attain and/or optimize their personal
work[27]. Wrzesniewski and Dutton[10] introduce
concept of job crafting with broader definition: the
change of physical, cognitive, relational, spontaneous
that people show in their job; Ghitulesculll]
determines that as the belief of people their job and
relationship with others are valuable to conceptualize
and to achieve their goals. Lyons[28] asserts that as
spontaneous and autonomous change on personal job
area; Tims and Bakker{29] describes this in JD-R
model defining change process of job demands and
job resources into person’s own standard. In general
job crafting can be defined as active behavior of
employees pursuing change related to their
job[30-32].

Job crafting can be divided into three sections
depending on changing objects (job crafting, relational
crafting, and cognitive crafting), which means it is to
change achievement area by expanding range and by
changing performance style. Also relational crafting is
to change work relationship into correlation
relationship among employees[10][33][34].

However, there are different views seeing job
crafting as individual job redesign in bottom-up style
not current top-down style[34][29]. Tims, Bakker and
Derks[27] divide job crafting scale into four
dimensions, which are increasing structural job
resource, increasing social job resource, decreasing
hindering job demands, and increasing challenging job
demands. These views are based on JD-R model (job
demand-resource model) by Bakker and Demerouti
[35] increasing structural job resource is personal
behavior studying new area to improve his work
capability. Also, decreasing hindering job demands

are to keep emotional room by reducing hindrance

factors (stress, work overload, role ambiguity) in
work. Increasing challenging job demands is personal
behavior to carry out challenging goal not by reward
but by personal interest.

Current studies related to job crafting are about
which are self-efficacy,

personal  recognition,

organizational commitment, job  engagement,
mmmersion in change, and innovative behavior
[2][36-40]. But it is hard to find practical analyses of
job crafting model. Therefore, this study will examine
personal definition of job and practical behavior of
reconstruction by change of job crafting, relational
crafting, cognitive crafting based on job
characteristics of employees following the model
suggested by Ghitulescu[11], Wrzesniewski and

Dutton[10].

3. Self-—Efficacy

Self-efficacy means the degree of personal belief on
own capability to achieve goals and work[41].
Self-efficacy is known as important factor to change
human behavior{42] and important variation to
explain motivation effects especially[43]. Wood,
Mento, and Iocke[44] define self-efficacy as personal
evaluation on own ability to fulfill work based on
trust of capability; Hong[13] defines it as trust on
own capability to solve certain problems by himself.

Self-efficacy is deeply related to self-confidence to
react certain situation and self-evaluation on control
management of problem or expected result. In other
words, a person with strong self-efficacy is more
likely to have trust on own ability to achieve goal of
performance even in difficult situation. Therefore,
self-efficacy has influence on people to choose certain
activities, degree of passion, and period of
maintaining work in difficult situation[45].

People with strong self-efficacy are likely to

recognize performance positive and to improve job
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satisfaction with less stress[46]. Lee[47] sees
self-efficacy as meaningful factor on achievement
behavior. According to Lee, self-efficacy plays a role
to perform in specific situations, which decide level of
performance or skill by personal expectation or
evaluation on own capability. Hong[13] points out
people with strong self-efficacy have positive,
future-oriented view in their lives. Thus, strong
self-efficacy makes a person choose challenging and
specific goals whereas week self-efficacy makes a
person choose limited and familiar situation.

Bandural48] sees Determinants of self-efficacy into
four sections (enactive mastery experience, vicarious
experience, verbal persuasion, physiological and
affective states) and explains that enactive mastery
experience is the most effective and powerful factor.
Thus, the most important factor to improve
self-efficacy is to have various experiences on work
and have strong positive belief through enactive
mastery experience. The components of self-efficacy
are self-confidence, self-monitoring, self-judgment
showing degree of trust on own capability,
Self-regulated efficacy which is expectation to
perform  self-reactive sell, and task difficulty
preference process to choose challenging task to
control[49].

This study will use self-regulated efficacy among
self-efficacy components based on consideration the
relationship between emotional intelligence and four
areas (self-emotion appraisal, others’ emotion

appraisal, use of emotion, and regulation of emotion).

4, Career Growth Opportunities

Career growth opportunities is the expectation of
employees that they can have useful result to their
career success through job performance such as
promotion or reward[50]. Recently employees of

corporations change their job to find more stable

work environment or seek various activities to
improve their career, which can be opportunity to
improve it by job performance, career management,
and job rotation provided by their workplace[18][51].
As traditional concept of career has been changed to
protean career which main actor is a person, the
concept of career by employees has been dramatically
changed. But there are few studies on career growth
opportunities, and the change concept on result has
been made while suggestion of various concepts is
little.

Unfortunately, there are still few studies even
though career growth opportunities are considered as
main factor explaining how change of personal career
concept can affect corporations. Chay and Aryee[52]
says that career growth opportunities can be a tool to
keep stability of employment to employees; Weng and
other scholars[51] also see that system improving
personal ability will increase attachment of employees
against corporations. Lee and Jeon[17] see that career
growth opportunities is known as tool to guarantee
employment and career achievement of employees,
and can be a tool to evaluate how current corporation
and job be developed. Other preceding researches like
Bakker and Demerouti[35] see career growth
opportunities as one of job resources provided by
corporations; and career growth opportunities
decreases job burnout, increases career commitment,
and has positive relationship with organizational
commitment, job commitment and has negative
relationship with turnover intention[17][18][51].

lll. Research Method

1. Research Model

Researches about emotional intelligence have been

conducted in many different fields. However most of
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researches are focused on effect on organizational
effectiveness based on emotional intelligence and
emotional leadership[1][3][5][6][9][14]. Thus this
study will do research on how employees will affect
active behavior to pursue changes in their jobs based
on previous theoretical consideration. Also this study
creates research model to practically figure out
correlation with recognition of employees on career
growth opportunities provided by corporation as it is
introduced at [Fig. 1].

Career Growth
Opportunities

Emotional
Intelligence

| 1

Self—efficacy Job Crafting

Fig. 1. Conceptual Model of the Present Study

2. Research Hypothesis

2.1 Emotional Intelligence and Self—efficacy

Many studies figured out that emotional intelligence
has positive effect on employees such as happiness,
self-efficacy, job  satisfaction,  organizational
commitment, and organizational effectiveness and
decrease negative feelings[41[6][7][9). Preceding
researches about influence of emotional intelligence
on self-efficacy and job stress on nurses show that
all components of emotional intelligence has
meaningful effect on self-efficacy[53].

Kang, Park, and Moon[54] proved valid relationship
based on analysis on moderating effect of
self-efficacy in terms of influence of emotional
intelligence on team effectiveness; Jin and Shin[55]
says emotional intelligence of salespersons has
positive effect on self-efficacy and improves job
performance. According to study of Jung and Cho[14]
organizations highly understand emotional intelligence

has positive effect of self-efficacy of employees, and

especially hotel employees get more influence from
emotional competence in the process of their
emotional labor with customers. This shows that
emotional intelligence can be understood the same
with self-efficacy in terms of it is the ability to check
himself and others feelings, to differentiate them, and
to behave based on emotional information. It is
mmportant since trust of own capability to control
problems or expected result is crucial to understand
emotion and feelings of others and himself[4][15].
Therefore this study expects the result of the
relationship between emotional intelligence and
self-efficacy:

HI. Emotional Intelligence is positively related to

Self-efficacy.

2.2 Self—efficacy and Job Crafting

There are few preceding researches directly on this
issue but Campbell and Hackett[56] argues that
self-efficacy has deeply related to personal
performance, which a person with strong
self-efficacy is more likely to focus on activities
related to his job. After Bandurall5] suggested
self-efficacy theory, organization researchers applied
this theory to various areas of organization; they
argued that a person with strong self-efficacy has
more trust on his ability, can control negative effects
in his life, and overcome well when he experienced
failures in terms of social-cognitive concept.

According to Bandural15] self-efficacy is the trust
on personal ability to carry out job successfully in
specific performance. Therefore, in case a person has
strong self-efficacy, he will put more effort to achieve
goal he set, and will have positive effect on
performance directly. Also, self-efficacy can be
affected by personal successful experience, persuasion
from other’s emotion or language, personal emotional

condition, and indirect learning from others; and it can
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be defined the positive attitude against unexpected
problems or setting new goals in job[57]. This shows
that job crafting can have positive effect on
self-efficacy in terms of employees can actively
pursue changes. Based on theories above this study
expects the result of the relationship between
self-efficacy and job crafting:

H2. Self-efficacy is positively related to Job Crafting:

2.3 Emotional Intelligence and Job Crafting

Job crafting can be affected by various components
such as job demands, job resources, proactive
dispositions, proactive personality, job autonomy,
relationship, leadership, team cohesiveness, and team
diversity[12][29][32][58]. Moreover, breaking out from
the effectiveness of relationship and early concept,
there are many studies on emotional intelligence on
organizational activities; it turns out that emotional
intelligence can manage crisis and has positive effect
on job attitudes such as job satisfaction, and
organizational commitment([7][59].

In terms of a person and organizational
effectiveness, emotional intelligence has influence on
job satisfaction, job commitment, turnover intention,
creativity & innovation, organizational citizenship
behaviors, job performance, team work, quality of
service, and so on[7][60]. Kozlowski and Ilgen[61]
argues that emotional intelligence can affect recruit
and retention of employees, human resource
health,

production, effectiveness, commitment of customers,

development, team  work, innovation,
and increase of employee’s commitment.

There are little preceding researches on the
relationship with emotional intelligence and job
crafting. However, will of employees to conceptualize
his work, to have relationship with others to achieve
goals, and to be proud of his work, and to change

behavior has deeply related to four factors of

emotional intelligence(self-emotion appraisal, others’
emotion appraisal, use of emotion, regulation of
emotion). Based on these facts, this study expects the
relationship between emotional intelligence and job
crafting:
H3  Emotional Intelligence of employees is
positively related to Job Crafting.
H4.  Self-efficacy partially mediates Emotional
Intelligence and Job Crafting

2.4 Moderating Effect of Career Growth Opportunities

Recently employees put lots of effort to improve
personal career to have stable employment[51][52].
However, as employment environment has been
changed, there are many researches about career
growth opportunities under the idea that improving
career development to maintain continuity of
employment is more valuable result. This can be
understood the same with job crafting in terms of
evaluating how current corporations and job can be
useful to improve personal career.

Based on current preceding researches about career
growth opportunities, Nouri and Parker[18] say that
career growth opportunities make employees think
positively toward organization, improve organizational
commitment and decrease turnover intention. Chay
and Aryee[52] studied that career growth
opportunities  increase job  involvement and
organizational commitment while decrease turnover
intention, which is the same in study of Weng[51].

Lee and Jeon[17] claim that career growth
opportunities have positive effect on job engagement
as well as improving organizational commitment and
decreasing turnover intention especially personal
career commitment  decreases  organizational
commitment while increasing turnover intention[52],
this is because people seek other organization to help

personal career once they think current organization
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cannot help to improve their career[51]. Park[58] says
it is because job characteristics has influence on job
crafting and once they think they have autonomy and
chance to learn new skills, and have responsibilities
on their job they have more opportunity to make
decision[10].

Bakker, Tims and Derks[27] proved that personal
characteristics of proactive dispositions have positive
influence on job crafting in their group research.
Tims, Bakker, and Derks[62] say that job demands,
which is job characteristics, and job resources have
influence on job crafting in their research on chemical
factory workers. Shin[32] says, in the research on
hotel workers, active personality, job autonomy,
relationship with others have positive effect on job
crafting; Park[58] says, in the research on employees
of major corporation, job characteristics and authentic
leadership of leaders, team cohesiveness, and team
diversity have influence on job crafting.

Based on these researches, job crafting, which can
be defined that employees put effort to perform job in
a way that he wants, can increase by career growth
opportunities provided by organizations. Therefore,
this study expects the relationship between self-efficacy
and career growth opportunities, and job crafting:

H5. Self-efficacy and Job Crdfting relationship is

moderated by recognition of Career Growth
Opportunities of employee.

3. Definition and measurement of Variations

To prove influence of emotional intelligence of
employee on job crafting and mediating effect of
self-efficacy and that of career growth opportunities
among the relationship with variations, systemic
created survey was used. Questions of survey were
reorganized current one based on pre—conducted
research, and it was measured with Likert 5-point

scale. Below definitions is that of each variation:

3.1 Emotional Intelligence

Emotional intelligence is defined as 'the ability to
recognize and to differentiate his and other’s feelings
and emotion, which is used to decide his thoughts and
behavior. "Based on measurement created by Wong
and Lawl[7], Jung and Cho[14], Ko and Oh[3], there
are total 16 questions from four sub—dimensions used
in various researches: 4 questions from self-emotion
appraisal, 4 questions from others’ emotion appraisal,
4 questions from use of emotion, and 4 questions from
regulation of emotion. Examples of the questionnaire
are: "T understand my own feelings
well."(self-emotion appraisal), "I understand the
feelings of people around me."(others’ emotion
appraisal). Cronbach’s alpha of emotional intelligence

scale shows high reliability .909.

3.2 Job Crafting

Job crafting is the attitude or behavior of a person
to carry out job in a way he wants to make, and
JCQ(ob crafting questionnaire) created by Slemp and
Vella-Brodrick[34] was used as measurement, which
was used in many researches like[32][63][64]. There
are 16 questions from three components in total: 5
questions from task crafting, 5 questions from
cognitive crafting, and 5 questions from relational
crafting. Examples of the questionnaire are: "I try a
new way of doing things to improve my work.”(Task
crafting), "I try to get along well with customers,
bosses and co-workers at work.” (cognitive crafting).
Cronbach’s alpha of job crafting scale shows high
reliability .942.

3.3 Self-Efficacy
Self-efficacy is defined as the trust on personal
ability of problem solving, which is seen as

motivation of active change of job performance style.
Self-efficacy scale (NGSE) created by Chen, Gully,
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and Eden([65] was used as measurement, which has
used 4 questions of self-regulated efficacy from
questions used by[14]. Examples of the questionnaire
are: "I think I have the ability to overcome difficult
situations.” Cronbach’s alpha of self-efficacy scale
shows high reliability .930.

3.4 Career Growth Opportunities

Career growth opportunities is the expectation of
employees that they can have useful result to their
career success through job performance, and was
measured by four questions used by Lee and Jeon[17]
translated from Nouri and Parker[18] research.
Examples of the questionnaire are: "My job 1s useful
to achieve my career objectives.” Cronbach’s alpha of
the scale shows high reliability .930.

IV. Practical Analysis

1, Participants and Procedures

Research model suggested by this study was
conducted for employee in Korea for practical
analysis. The research was conducted for three weeks
from February 1st to 19th in 2017. The 500 survey
was distributed online, 368 of them was returned
(736%), and 341 of them was analyzed (except 27
survey having inadequate answers including double
missing value). Demographic characteristics of

respondents are shown at [Table 1].

2. Verifying Reliability and Validity

In order to keep continuity of the study cronbach’s
alpha number was counted by SPSS 24.0 and AMOS
240 program. As a result of reliability shown at
self-emotion appraisal (cronbach a=.839), others’
emotion appraisal (cronbach a=.819), use of emotion

(cronbach a=.832), regulation of emotion (cronbach a

=344) in emotional intelligence are shown; task
crafting a=.823),
(cronbach a=.779), cognitive crafting (cronbach a

(cronbach relational ~ crafting
=84) in job crafting are shown; self-efficacy
(cronbach a=796), career growth opportunities
(cronbach a=.904) are turned out to have cronbach’s
alpha 0.7 higher reliability than other variations.

Table 1. Demographic Data for the Participants

Variable N| % Variable N| %
Male 110 32.3 Junior 89 | 26.1

Gender -
Female | 231|67.7| Middle 39| 11.4

20 to 29 | 37|10.9| Status Senior 54 |15 .8|
30 to 39 | 117|34.3 Executive | 64 |18.8]

Age 40 to 49 | 120|35.2 Director 95 | 27.9
More than | ¢71 49,6 HR | 125|367
50
High 21 6.2 Adm|.n|st 361|106
School —ration
. Junior 214| 62,8 Job | Research & 2|65
Education| college Type |Development
Level !
eve Bachelor's 908|287 Sales_& 13| 33.1
Degree Marketing
Doctorial | g | 53 Others | 45|13.2
Degree
Total 341| 100 Total 341] 100

According to the CFA analysis of the measurement
model, the goodness of fit indices showed that x* (p)
was 476.257 (0.00), which did not meet the acceptable
level. However, the other goodness of fit indices
showed that CFI = 0.956, IFT = 0.956, GFI = 0.909
were thus higher 09 and AGFI = 0879 was thus
higher than 0.85; thereby fulfilling the acceptable
criteria for the goodness of fit and RMSEA = 0.044,
1.e., close to 0.05 indicating that the goodness of fit of
this measurement model was acceptable.

Moreover, the standardized regression coefficients
were generally appropriate, and because the CR value
was more than 0.7, and the AVE value was more than
05, convergent wvalidity was considered optimal
[Table 2].
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Table. 2 Confirmatory Factor Analysis

Factor | VA | SRW t se | AVE | CR a
SEA1 | 716 -
SEA2 | 723 | 15716 | .073
SEA SEA3 | .829 | 12,673 | .10 761 | 927 | 839
SEA4 | 683 | 11.203 | .105
OEA1 | 753 -
OEA |OEA2| 858 | 14.430 | .077 | .787 | 917 | 819
OEA3| 768 | 13507 | .086

UE3 736 -
E ’ 2
v UE4 | 1,007 | 10.396 | .123 843 | 913 ) 83
RE1 706 -
RE2 | 750 | 12,676 | .092
RE
RE3 | .796 | 13,258 | 077 4] 019 ) 844
RE4 | 796 | 13.256 | .085
TC2 813 -
' 2.
© TC3 | .789 | 12,963 | .074 780 | 876 | 823
RC3 | .642 -

RC RC4 | 706 9142 | 100 | 568 | .798 | .779
RC5 | .660 8.903 | .078
CCt .685 -
CC3 636 | 10.558 114

. . . o
ce CC4 | 856 | 13.479 | .090 x4 907 | 854

CC5 | .816 | 13.096 | .089

CGO1 | .725 -
’ 2
ceo CGO4| .837 | 12,026 | .105 723 | 838 | 004
SE1 .796 -

SE SE2 .801 13.624 | 072 | 778 | 913 | 796
SE3 .667 11.678 | .069
x ® =476.257(p=.000), GFI = 909, AGFI=.879, IFI=.956,
CFI=.956, RMSEA=.044
SEA: Self-Emotion Appraisal, OEA: Others' Emotion Appraisal,
UE: Use of Emotion, RE: Regulation of Emotion, TC: Task Crafting,
RC: Relational Crafting, CC: Cognitive Crafting, CGO: Career
Growth Opportunities, SE: Self—Efficacy, SRW: Standardized

Regression Coefficients, @ : Cronbach's Alpha

3. Correlations of the Study Variables

Correlations among variations in research model
shows that gender which is control variable is not
meaningful to other variation, and educational level
has meaningful positive effect with status. Especially
educational level has weak correlations with
emotional intelligence as well as status has weak
correlations with emotional intelligence. Correlations
among emotional intelligence, self-efficacy, job
crafting, and career growth opportunities are mostly
positive relationship statistically.

Table. 3 Correlation Analysis

Variable 1 2 3 4 5 5 7
Gender 1

Education ~ 038 ]

Level

Status —-.168**  518** 1

Emotional

Intelli— -059 105 107** 1

gence

Z?ilzzacy —-.030 .199** 184** 438" 1

JC?:fting —040 173" 238" 527** 436** 1
Career

ngmg:u— -062 190%* 218" 304" 385** 522 1
nities

p €0.05 * p ¢ 0.01 **

4. Common Method Bias

This study use common method and found common
method bias by using statistical check method and
resource collecting process to reduce error lowering
validity of the research. First, in resource collecting
process, variations of survey was organized randomly
in order to lower possibility that respondents can
predict correlations among questions; simplification,
clarification, correlation, specification, and
objectiveness of survey questions are maintained.
Second, Harman's single factor test was taken for
statistical check method. Factor analysis was
conducted for variations used for find common
method bias and confirmed that variation having the
most high explanation among variations, which eigen
value is higher than 1. As a result, there was no error
common method bhias as the first factor explanation

was 29.273%, a half lower than total explanation.

5. Verification of Hypothesis

In order to verify hypotheses about emotional
intelligence, job crafting, self-efficacy, career growth
opportunities, multiple regression analysis was

conducted to each hypotheses.



668 SH2IEIX5IS|=2X| 17 Vol. 17 No. 5

Table 4. Effect of Emotional Intelligence on Self—efficacy

Self-efficacy

B SE B t
Constant 1.766 234
Gender .022 .050 022 446
Education Level .083 .043 104 1,921
Status .021 .015 079 1.424
Emotional 517 055 451 9.431**
Intelligence

R® =0.241, adj R® = 0.232, F = 26.687** (p ¢ .01)
Durbin—Watson = 1.916
p €0.05 *, p ( 0,01 **

Hypothesis 1 "Emotional Intelligence is positively
related to Self-efficacy.” It turns out emotional
intelligence(B3=.451, p=. 000) has valid positive effect
on self-efficacy as [Table 4] shows. Regression
model was valid through F value verification
(F=26.687, p < .01), Emotional intelligence which as
independent variable has 24.1%(adj R?*=0.232) of
explanation to explain self-efficacy. It turns out there
is no multicollinearity among independent variable as
VIF value is less than 10, and there is no
auto—correlation problem as Durbin-Watson(1.916)
value was close to 2. Therefore, the higher emotional
intelligence (B=517) of employees has the higher

self-efficacy.

Table 5. Effect of Self—efficacy on Job Crafting

Job Crafting

B SE B t
Constant 1782 213
Gender .010 .049 .009 194
Education Level .004 .043 .005 .093
Status .034 .015 130 2.331*
Seli—efficacy 435 .048 443 9.092**
R® =0.233, adj R® = 0.224, F = 25,525** (p ( .01)
Durbin—Watson = 1.725

p €0.05 * p ( 0,01 **

Hypothesis 2 "Self-efficacy is positively related to
Job Crafting.” It turns out self-efficacy(B = 443, p=.
000) has valid positive effect on job crafting as [Table
5] shows. Regression model was valid through F

value verification (F=25525, p < .01), self-efficacy
which as independent variable has 23.3%(adj
R?=0.224) of explanation to explain job crafting. It
turns out there is no multicollinearity among
independent variable as VIF value is less than 10, and
problem  as
Durbin-Watson(1.725)  value was close to 2.
Therefore, the higher self-efficacy of employees
(B=.435) of employees has the higher job crafting.

there is no  auto-correlation

Table 6. Effect of Emotional Intelligence on Job Crafting

Job Crafting
B SE B t
Constant 1.18 212
Gender .034 045 033 M
Education Level .022 .039 .028 564
Status .039 013 148 2.906**
ETe?:i'SQ:Le 624 050 555  12.527%*

R* = 0249, adj R® = 0341, F = 44.949** (p ¢ .01)
Durbin—Watson = 1,781
p €0.05 * p < 0.01 **

Hypothesis 3 "Emotional Intelligence of employee is
positively related to Job Crafting.” It tums out
emotional intelligence(B = 555, p=. 000) has valid
positive effect on job crafting as [Table 6] shows.
Regression model was valid through F value
verification (F=44.949, p < .01), emotional intelligence
which as independent variable has 34.9%(adj R®=
0.341) of explanation to explain job crafting. It turns
out there is no multicollinearity among independent
variable as VIF value is less than 10, and there is no
auto—correlation problem as Durbin-Watson(1.781)
value was close to 2. Therefore, the higher
self-efficacy of employees (B=.624) of employees has
the higher job crafting.

The result of analysis to verify mediating effect of
self-efficacy in the relationship between emotional
intelligence and job crafting is shown in [Table 7].
Verification of mediating effect through was used



LYRIS0| =% 9| Job Craftingdfl O|Xl= FEt :

Ar|gszel yEntet ZHYYTIEe zESH SH2E 669

through the third step regression analysis[43]. The
verification of mediating effect of this study was also
followed by this method.

Table 7. Mediating Effect of Self—efficacy

stepl StepZ step3

Self-efficacy Job Crafting Job Crafting

B B B

sp £t sp £t sp £t
Gender 022 022 446 034 033 M1 028,028 648
EL 083 104 1,921 022,028 564 003,004 079

Status .021 079 1.424 .039 (148 2,906%% 034 130 Z,619%%

E1 L5170 LAD1 S.431es 624 (555 12.527e% D05 (449 9,30Z%
{.055) (.050) (.054)
.230
Se - - - - - - {.048) .235 4,300%%
R* = 0,241, R*= 0,349, R* = 0,390
ady R= 0,232, adf B* 0,341, ady R= 0,381

F=26.687a (p(.01)  F=44,9493= (p<.01) F=23,0354 (pd.01)
Durbin-Watse=1.916 [Durbin-W¥atsoen=1.781 [Durbin-Watscn=1.774

EL : Education Level, El : Emotional Intelligence,
Se : Self—efficacy, p €0.05 *, p ( 0.01 **

Hypothesis 4. "Self-efficacy partially mediates
Emotional Intelligence and Job Crafting” Through the
first step regression model, it turns out F value was
valid with 26,687, p(.000) lower than .0l. Explanation
R? = 0241 was fairly high, and 3=.451 shows that
emotional intelligence which is independent variable
has valid positive relationship with self-efficacy which
as mediator variable. The second regression model
shows that F value was valid with 44.949, p(.000)
lower than .01. Explanation R?=0.555 was fairly high,
and 3=.451 shows that emotional intelligence which is
independent variable has valid positive relationship
with job crafting which is dependent variable.

Lastly, in the third regression model which
examined correlations among independent, dependent,
and mediator variable, F value was valid with 23.035,
p(.000) lower than 001. R?>=0.390 shows high
explanation as well. Also [ value which is
standardized regression coefficient was .555 on the
second step, and was .449 on the third step; the third
was lower than the second, which means
self-efficacy (mediator variable) has mediating effect

between emotional intelligence (independent variable)

and job crafting (dependent variable). Also
Durbin-Watson showing auto-correlations between
two variations was close to 2, which means no
auto—correlations; there is also no multicollinearity as
all variations VIF value was lower than 10.

Next, sobel test was conducted to verify indirect
effectiveness of self-efficacy. This verification is to
verify validity of mediating effect of independent variable
on dependent variable through mediator variable.
Sobel test use non-standardized standard order, and
the first and third step regression coefficient; if the
result value Z is higher than 1.96 or lower than -1.96,
there is valid mediating effect[43]. B = 517, SE = 055
of the first step, B = 505, SE = .054 of the third step
shows Z=6.630, p < .01. Thus, Z is higher than 1.96
the indirect effectiveness of self-efficacy on the
correlation between emotional intelligence and job
crafting is valid. The result shows that self-efficacy
has mediating effect in the relationship between
emotional intelligence and job crafting.

To verify moderating effect of career growth
opportunities in the relationship between self-efficacy
and job crafting is shown at [Table 8]. This study use
hierarchical regression analysis to verify hypothesis.
Hierarchical regression analysis is useful tool to
verify interaction effect considering a causal
relationship of variations[66]. It was conducted in
three steps, correlations among independent variable,
moderator variable, independent variable, and
moderator variable was put in three steps hierarchical
regression analysis. To verify validity and moderating
effect the second step regression R? was compared to
the step 3 R* (A R?), which correlations between
independent variable and moderator variable was
added. Also in the step adding correlations,
independent variable was multiplied by moderator
variable, even though multicollinearity was not
happened, to reduce the risk of multicollinearity by
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using mean centering method[67].

Table 8. Moderating Effect of Career Growth
Opportunities

Stepl Step2 Step3
B B B
t % t
wp) £~ e £ sm £
CGender ,010 ,009 194 014 014 320 014 014 321
EL 004 .005 .0s3 -.011 -,015 -.283 -.010 -.012 -.24%
Status 034 ,130 2,331 024 092 1,798 025 .09 1,888
Se 435 443 9,092sx 322 329 7.022%= 317 323 6.952%x
(.048) [ ] .046)
.292 .293
% - - ke ik
CG0 (.036) 2380 8,123 {.03%) .38l 8,225
% 1
SeXCG0 {.060) 13 2,608
B*=0.233, B*=0.359, R =0.372
ady R= 0,224, adJy R= 0.35%0, ady B*=0.361
Fo25 525ek (pd.01)  F=66 1354k (pd.01) F=6, 800+ (p<.08)
Durbin-¥atson=1.812

EL : Education Level, CGO : Career Growth Opportunities,
Se : Self—efficacy, p €0.05 * p ( 0,01 **

Hypothesis 5 "Self-efficacy and Job Crafting
relationship is moderated by recognition of Career
Growth Opportunities of employee.” As a result the
first step was F=25.525, p(.000), the second step was
F=66.135, p(.000), and the third step was F=6.800,
p(.01), which turns out to be valid as it was lower
than .05. Also the value of R*was increased each
steps (.233, .359, .372), which turns out career growth
opportunities has moderating effect in the relationship
growth
opportunities. Self-efficacy (independent variable),

between  self-efficacy and  career
career growth opportunities, and explanation of
correlations between self-efficacy and career growth
opportunities was 23%, Durbin-Watson(1.812) was
close to 2, which turns out to be no auto—correlations

problem.

V. Conclusion and Proposal

This study is to verify impact of emotional
intelligence of employee on job crafting, along with
mediating effect of self-efficacy and moderating
effect of career growth opportunities. The results of

the study are explained below.
First, the higher emotional intelligence of employee
higher

preceding research, emotional intelligence has positive

shows the self-efficacy. according to
influence on various organizational effectiveness such

as happiness, self-efficacy, job satisfaction,
organizational commitment, team effectiveness, and
job performance[71[91[141[541[64].

It is because components emotional intelligence are
from the ahility to check himself and others feelings,
to differentiate them, and to behave based on
emotional information[4][7]. Therefore, improving
emotional intelligence of employees is not only
mmproving self-efficacy, but also positively affect
organizational effectiveness.

Second, self-efficacy of employee has positive
effect on job crafting. This shows that self-efficacy is
deeply related to personal performance and supports
argument of Campbell and Hackett[56] that higher
self-efficacy can help people concentrate on their jobs
and performance. Self-efficacy is defined as the belief
on personal ability of problem solving, which appear
as motivation of active change of job performance
style and attitude to react unexpected problems or
setting new goals in jobs[15][57]. Therefore a person
with strong self-efficacy is active to job crafting.

Third, the higher emotional intelligence of employee
reveals the higher job crafting. According to
preceding research job crafting is effected by job
demands, proactive dispositions, positive personality,
relationship with others, and leadership[32][58][68].
Also emotional intelligence has influence on
organizational effectiveness such as job satisfaction,
organizational citizenship behaviors, job performance,
creativity, and innovation[5][7][59]. Thus four areas
of emotional intelligence (self-emotion appraisal,
others’ emotion appraisal, use of emotion, regulation

of emotion) can affect job attitudes or behavior.
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Therefore emotional intelligence can affect positively
on job crafting.

Fourth, self-efficacy of employees has mediating
effect in the relationship between emotional
intelligence and job crafting. As preceding research
shows in the relationship between emotional
intelligence and self-efficacy has mediating effect
based on many researches[53][54]. Also dependent
variable of most of researches is organizational
effectiveness. Therefore it is likely to have higher
emotional intelligence can change personal behavior
with strong trust and self-confidence.

Fifth, recognition of career growth opportunities of
employees in the relationship between self-efficacy
and job crafting has moderating effect. There are
many researches were conducted saying career
growth opportunities 1is opposite from career
commitment improving turnover intention. Especially
unstable employment in changing management
environment has negative effect by leaking capable
workers. Therefore career growth opportunities is
considered as important to improve job crafting by
changing job and improving job involvement and
performance[171[18][51][52]. Thus career growth
opportunities provided by organizations can improve
job crafting correlating with self-efficacy.

Based on results of the study there are theoretical
and practical suggestion. First, researches about
emotional intelligence were conducted widely related
to organizational effectiveness of employees. Specially
global management environment change and their
performance is dependent on effectiveness along with
motivation and cooperation with others. Change of
employment brings unstable employment rate which
decrease job involvement and increase turnover
intention, which has negative result in organizational
performance. But existing researches do not limit just
organizational

explaining the relationship of

effectiveness. There is a difference that emotional
intelligence relates to job crafting based on changes
in attitude or behavior. Especially, this study has
theoretical contribution to explain that organizations
should have career growth opportunities system, not
only to improve emotional intelligence, for
organizational effectiveness. Second, this study
suggests the solution to reduce turnover intention of
high—quality employees, which is huge issue lately,
and to improve job involvement by providing career
growth opportunities and improving emotional
intelligence. This means organizations need to
develop programs and system for emotional
intelligence and career growth opportunities. Also this
study provides insights on developing organization
culture with autonomy and leadership to improve
emotional intelligence.

Despite theoretical and practical contribution there
are still limits in this study. First, it is hard to
generalize the result as the study was conducted for
employees of domestic corporations. Therefore, there
should be more research on different fields, and
corporations in the future. Second, the study was
personal level to figure out recognition of variations
of employees. As relationship with leaders and
employees 1s important, the study on effect of
leadership and culture in organization is needed.
Third, the study was conducted for employees of
corporations where turnover intention is usually high.
Therefore the research for government officials where
turnover intention is fairly low should be conducted in

the future.
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