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Keywords: ABSTRACT
Job Crafting, Job Demands, Job Hospitals aim to provide accessible healthcare for all. Nurses play a

Resources, Nurses. crucial role and require careful workload management to ensure optimal

performance. Job crafting can help nurses customize their workload,
improve their job satisfaction, and enhance their nursing abilities. This
study was conducted to analyze the effect of Job Demands-Resources on
Job Crafting among nurses. A cross-sectional study design was
employed involving 143 nurses working at RSUD Labuang Baji in
Makassar, South Sulawesi. Total Sampling was used to get the sample.
Data was analyzed using Partial Least Square (PLS) multivariate
analysis. The results showed that at RSUD Labuang Baji in Makassar,
Job Demands had a positive and significant impact on Burnout and
Motivation, and a negative and significant impact on Work Engagement.
Job Demands also had a positive and significant impact on Job Crafting
through Burnout and Motivation, but not through Work Engagement.
Job Resources had a positive and significant impact on Burnout and
Motivation, but not a significant impact on Work Engagement. Job
Resources also had a positive and significant impact on Job Crafting
only through Motivation but not through Burnout and Work
Engagement. Burnout and Motivation had a positive and significant
impact on Job Crafting, while Work Engagement did not have a
significant impact. Management was expected to balance job demands
and resources to improve nurses' performance and to enhance their job
satisfaction through job crafting.

@ @ This work is licensed under a Creative Commons Attribution Non-Commercial 4.0
@ International License.
BY ND

1. Introduction

A hospital is a healthcare institution for the community with its own characteristics influenced by the

development of health science, technological advancements, and socio-economic conditions of society. It

must be able to continuously improve its services to provide higher quality and more accessible healthcare

for the community, in order to achieve the highest possible level of health [22]. As a higher level of
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healthcare service compared to primary healthcare facilities such as health centers, hospitals are expected to
provide better quality services. Quality hospital services are supported by quality facilities and human
resources (HR) as well [17].

Healthcare providers in hospitals, particularly nurses, play a crucial role in providing safe and high-quality
care that impacts patient comfort, healing, and satisfaction. However, the workload of nurses needs to be
considered as it can affect their performance in providing nursing care. If the number of nurses available is
inversely proportional to the job demands or workload that makes them work monotonously, there is a need
to find ways to create innovation in work. One way to be responsive and adaptive in dealing with high
demands for social services and changes in work methods is through job crafting to rearrange work in the
most appropriate way.

[32] mentioned that the changes made by employees on their own initiative in balancing job demands and
resources in their work are called job crafting and are considered important for each employee. [16] stated
that workers who engage in job crafting can balance job resources and job demands. According to [31] such
changes are important because they can improve and benefit work performance. WHO (2020) explains that
every country needs competent, motivated, well-distributed, and supported healthcare staff, such as nurses
who are unsung heroes and the backbone of primary healthcare systems [18]. Continuous changes in the
hospital environment have led hospitals to improve the quality of nursing care.

Nursing is the largest profession group and plays a vital role in the system, making nurses' performance
contributions critical in determining a hospital's quality [1]. Nurses are considered the most significant
human resource in healthcare organizations. The 24-hour presence of nurses has completely changed the
way healthcare services are provided to patients. However, despite all of this, nurses are still undervalued
[30]. The concept of balancing job demands and job resources to create harmony for employees is almost
non-existent in public-facing organizations, including hospitals, where healthcare providers such as doctors
and nurses are considered the heart and soul of the healthcare system [18]. The changes made by nurses are
considered important as they can enhance job performance and benefit them [29]. Labuang Baji General
Hospital in Makassar is a type B hospital in South Sulawesi. From the initial data collection with 14 nurses
spread throughout the hospital, it was found that 11 of them (78.6%) answered that job demands and
resources in the hospital are not balanced.

Burnout and work engagement are two concepts that stand on opposite sides. The impact of burnout and
work engagement in hospitals and nursing professions can be easily understood through the Job Demands-
Resources (JD-R) model. Taris, Van Beek, and Schaufeli applied the JD-R model and found that work
engagement and burnout mediate the effect of job demands on exhaustion. Management needs to
understand the job demands-resources model to improve performance by addressing work fatigue,
enhancing nurses' well-being, and influencing employees' psychological satisfaction. A good job design can
increase motivation, foster insights, enhance the productivity of job resources, and improve organizational
and individual performance [5]. The aim of this study is to determine the influence of job demands-
resources on job crafting among nurses at Labuang Baji General Hospital in Makassar.

This cross-sectional study was conducted using a survey questionnaire from October to December 2022.
The present study was carried out in general hospital, namely Labuang Baji, in Makassar, South Sulawesi,
in Indonesia. At the time of data collection, nurses who work at Emergency Department, In-patient Ward,
and Intensive Care Unit were included in this study. All nurses who work at Emergency Department, In-
patient Ward, and Intensive Care Unit in Labuang Baji General Hospital who were available during the data
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collection period were considered as the source population (N=143). The sample size was equivalent to the
source population.

The data collection tools used in this study were seven self-reported questionnaires. First, a demographic
questionnaire was applied that included the participants' age, gender, length of work, last education,
employment status, and work unit. Second, in this study Job Demands scale developed by [33], [35]
instruments. There are 9-item questionnaire with three dimensions of Job Demands: (1) Workload; (2)
Emotional demands; and (3) Cognitive demands. Third, Job Resources using [35] instruments. There are
12-item questionnaire with four dimensions of Job Resources: (1) Development opportunities; (2) Job
autonomy; (3) Social support; and (4) Coaching. Fourth, in this study Job Crafting scale developed by [7]
instruments. There are 15-item questionnaire with four dimensions of Job Crafting: (1) Increasing structural
job resources; (2) Decreasing hindering job demands; (3) Increasing social job resources; and (4) Increasing
challenging job demands. Fifth, Burnout using [28] instruments. There are 11-item questionnaire with four
dimensions of Burnout: (1) Exhaustion; (2) Mental distance; (3) Cognitive impairment; and (4) Emotional
impairment. Sixth, Work Engagement using [27] instruments. There are 9-item questionnaire with three
dimensions of Work Engagement: (1) Vigor, (2) Dedication; and (3) Absorption. Seventh, Motivation using
[10] instruments. There are 11-item questionnaire with three dimensions of Motivation: (1) Intrinsic
motivation; (2) Extrinsic motivation; and (3) Amotivation.

In this questionnaire, responses were made on a Likert-type scale.

SPSS version 20 was used to analyze the data. Statistical analysis were conducted using SmartPLS Version
4.0.8.7. Multivariate analysis was performed to analyze the effect between Job Demands, Job Resources,
and Job Crafting. If the T-statistics of the test was >1.96, then the results had an impact.

2. FINDINGS AND DISCUSSION
Results
The participants' characteristics, as reported in the questionnaire, are presented in Table 1. Table 2

presented the distribution of research variables by participants.

Table 1 Characteristics of participants

Characteristics n %
Age <25 years 1 0,7
25-36 years 55 38,5
37-48 years 70 49,0
49-61 years 17 11,9
Gender Female 128 89,5
Male 15 10,5
Length of work 1-<5 years 7 49
5-<10 years 20 14,0
>10 years 116 81,1
Last education Diploma 3 18 12,6
Diploma 4 1 0,7
Bachelor's degree 118 82,5
Master's degree 2 1,4
Doctorate degree 4 2,8
Employment status Civil servants 98 68,5
Non civil servants 45 315
Work unit Intensive Care Unit 21 14,7
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Emergency Unit 26 18,2
In-patient Ward 96 67,1

Table 1 presents the characteristics of 143 nurses. The average age of the respondents is 39.41 years, with
the highest number of respondents falling in the 37-48 age category, comprising 70 people (49.0%). This is
followed by the 25-36 age category with 55 people (38.5%), then the 49-61 age category with 17 people
(11.9%). The number of respondents in the category below 25 years is very small, consisting of only 1
person (0.7%). Female nurses dominate with a total of 128 people (89.5%). The majority of respondents,
totaling 116 people (81.1%), have been working as nurses at Labuang Baji General Hospital for 10 years or
more. The last education qualification of the nurses shows that 118 people (82.5%) have a Bachelor's
degree, followed by 18 people (12.6%) with a Diploma 3, 4 people (2.8%) with a Doctorate degree, 2
people (1.4%) with a Master's degree, and 1 person (0.7%) with a Diploma 4. The employment status of the
respondents mostly consists of Civil Servants with 98 people (68.5%), while the remaining 45 people are
Non-Civil Servants (31.5%). The Inpatient Ward has the highest number of nurses, with 96 people (67.1%)
comprising nurses from various departments such as Internal Medicine, Pulmonology, General Medicine,
Surgery, Pediatrics, and Cardiology. This is followed by the Emergency Department (ED) with 26 people
(18.2%), and the Intensive Care Unit (ICU) with 21 people (14.7%).

Table 2 Frequency distribution of participants based on research variables in nurses

. High Low

Variables n % 0 %
Job Demands 60 42,0 83 58,0
Job Resources 119 83,2 24 16,8
Job Crafting 79 55,2 64 448
Burnout 4 2,8 139 97,2
Work Engagement 139 97,2 4 2,8
Motivation 86 60,1 57 39,9

Table 2 presents the frequency of variables, including Job Demands, Job Resources, Job Crafting, Burnout,
Work Engagement, and Motivation. The results show that Job Demands exhibit a lower impact at 58,0%; in
contrast to the remarkable 83,2% attributed to Job Resources. Furthermore, the Job Crafting behavior
among nurses at Labuang Baji General Hospital is deemed high, reaching 55,2%. Notably, Burnout levels
among these healthcare professionals are quite low. Work Engagement and Motivation levels among nurses
are also notably high, reaching 97,2% and 60,1% respectively.
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Flgure 1 Path dlagram based on the coefficient values (T statistics)

Figure 1 shows direct impact between variables. On figure 1, Job Demands had a direct impact on Burnout
(T statistics = 2,753 > 1,96), Work Engagement (T statistics = 4,804 > 1,96) and Motivation (T statistics =
4,106 > 1,96) for nurses. Job Resources also affected Burnout (T statistics = 3,030 > 1,96) and Motivation
(T statistics = 9,782 > 1,96) directly, but not affected Work Engagement (T statistics = 1,364 < 1,96). The
direct impact on Job Crafting is affected by Burnout (T statistics = 2,220 > 1,96) and Motivation (T
statistics = 4,483 > 1,96), but not affected by Work Engagement (T statistics = 0,632 < 1,96).

Table 3 Indirect effect of all the variables on Job Crafting

Cs):r%;)rlzl T statistics
0) (Standards = 1,96)
Job Demands —> Burnout —> Job Crafting 0,122 2,735
Job Demands —> Work Engagement —> Job Crafting —-0,028 0,610
Job Demands —> Motivation —> Job Crafting 0,169 3,618
Job Resources —> Burnout —> Job Crafting 0,149 1,867
Job Resources —> Work Engagement —> Job Crafting 0,009 0,461
Job Resources —> Motivation —> Job Crafting 0,265 3,300

On table 3, Job Demands affected Job Crafting indirectly through Burnout (T statistics = 2,735 > 1,96) and
Motivation (T statistics = 3,618 > 1,96). Meanwhile, Job Resources only through Motivation (T statistics =
3,300 > 1,96) did it affect Job Crafting. The coefficient of determination (R?) indicates that the influence of
Job Demands and Job Resources on Burnout is 44.1%, while the remaining 45.9% is contributed by other
variables. The effect of Job Demands and Job Resources on Work Engagement is 25.9%, while 74.1% is
influenced by other variables. Furthermore, the influence of Job Demands and Job Resources on Motivation
is 46.9%, while 53.1% is influenced by other variables. The combined influence of Job Demands, Job
Resources, Burnout, Work Engagement, and Motivation on Job Crafting is 48.2%, with the remaining
51.2% influenced by other variables.
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Discussion

Direct Effect on Job Crafting

The study revealed that job demands had an impact on burnout, work engagement, and motivation among
nurses in hospitals.

The findings of this study align with previous research conducted by [36], [37], [13] which indicate that job
demands have a direct and positive impact on exhaustion or burnout. When individuals face high work
demands, they are more likely to experience disengagement and fatigue associated with burnout. [25]
research also supports this, showing that job demands, such as workload and time pressure, contribute to
emotional exhaustion. When the demands become excessive or prolonged, they deplete energy and lead to
fatigue. Given the significant role of job demands in triggering burnout, health issues, and negative
consequences for organizations, such as increased intention to leave, reducing job demands appears to be a
promising solution.

The findings of this study are consistent with the research conducted by [14], which demonstrated a
significant negative correlation between job demands and work involvement. As job demands increase, the
level of work involvement among individuals in the workplace tends to decrease. However, these results
differ from the findings of [37] study at Hasanuddin University Hospital, which stated that job demands do
not directly and negatively affect work engagement. According to [27] research, high scores on professional
efficacy and low scores on burnout and cynicism indicate work engagement. However, when employees
experience burnout due to excessive demands, they may transition into a passive coping mode characterized
by reduced engagement. Work engagement seems to play a crucial role in mitigating the adverse effects of
job demands.

The findings of this study support [20] research, which suggests that one dimension of job demands,
specifically workload, has a positive influence on nurses' work motivation. When nurses experience an
increase in their workload, their motivation to work also increases. However, these results differ from [15]
research, which indicates a negative relationship between job demands and work motivation. According to
the Job Demands-Resources (JD-R) Model, job demands can have negative effects such as fatigue and
burnout, while work resources can have positive effects like motivation and engagement [26]. Public
service motivation plays a role in how employees in the public sector handle the demands and resources of
their jobs. Highly motivated public servants are capable of managing job demands, preventing burnout, and
utilizing their work resources to stay engaged and perform well [4]. Work engagement and burnout mediate
the influence of motivation on burnout, and the demand-resource model addresses job stress [5]. Job
demands can significantly impact motivation, and it is crucial to identify factors in the work environment
associated with motivation to prevent burnout and foster job engagement.

On this study revealed that job resources had an impact on burnout and motivation, but not had an impact
on work engagement among nurses in hospital. The findings of this study align with the research conducted
by [39] on residents at the University of Athens Medical School and [37] at Hasanuddin University
Hospital, indicating that job resources have a direct impact on exhaustion. However, these results differ
from the study conducted by [36] which found a negative relationship between job resources and burnout.
The job resources mentioned in this study include social support, autonomy, career development
opportunities, feedback, and fair rewards. When there is an imbalance between job resources and job
demands, it can lead to burnout. If employees perceive that job resources are insufficient to cope with high
workloads, they may experience dissatisfaction and burnout.

The findings of this study support the research conducted by [15] that job resources have a positive
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correlation with work motivation. Moreover, [19] conducted a study on teachers and found that those who
perceived clearer support for innovation within educational institutions exhibited higher levels of intrinsic
motivation in their work. According to [15], the presence of sufficient job resources, such as job control,
feedback, and social support, plays a crucial role in improving employees' health conditions and motivation
levels. Additionally, feedback provided to employees contributes positively to their job satisfaction. One
possible explanation is that when employees have a clear understanding of their performance, they feel
more at ease and enjoy their work more. Social support is also a significant factor influencing employee
commitment to the organization they work for. When employees feel socially supported, they experience
greater comfort and develop stronger bonds with the organization.

The findings of this study differ from the research conducted by [23], [37] at Hasanuddin University
Hospital, and [14] regarding the significant, direct, and positive relationship between job resources and
work engagement. These studies suggest that job resources, such as participatory management, increased
social support, and team building, can enhance job satisfaction. However, according to [26] the indirect
effect of job resources on intention to leave is small compared to its direct effect on burnout. [24] further
explains that employees are more likely to engage in their work when they are supported by organizational
resources and benefits. Work engagement is crucial for modern organizations, and it is important for
employers to understand the various aspects of work in order to create an empowered, fulfilled, and
engaged workforce. Job resources have the potential to stimulate intrinsic motivation and yield desirable
outcomes.

Other than that, in this study burnout and motivation also affected on job crafting, but not by work
engagement. According to [11], job crafting can serve as a preventive measure against burnout. Their
research indicates that by engaging in job crafting, individuals can proactively shape their work
environment to reduce the risk of burnout. Similarly, the study conducted by [2] highlights several factors,
including high workload, inadequate social support, and lack of control over work, that contribute to teacher
burnout. These findings emphasize the importance of addressing these factors and implementing job
crafting strategies to mitigate burnout in the teaching profession.

The findings of this study are consistent with the research conducted by [3] which indicates that public
service motivation positively influences job crafting. Additionally, [8] also suggest a significant relationship
between proactive motivation and job crafting. [34] conducted research that highlights how employees can
proactively shape their work by enhancing tasks and interpersonal relationships in the workplace, enabling
them to better prepare for future job changes. Job crafting plays a crucial role in helping employees
navigate uncertainties and adapt to future changes more effectively. The research conducted by [9] indicates
that there is no significant effect of work engagement on job crafting. However, [21] conducted a study
suggesting that job crafting can yield several positive outcomes for employees, including increased sense of
meaning and engagement in work. Work engagement holds great importance for both employees and
organizations as it influences their work behaviours and task completion. Consequently, many organizations
aim to attract and retain employees who demonstrate proactive, self-motivated, and future-oriented
behaviour, i.e., engaged employees. Employee engagement is positively and significantly associated with
their performance, with higher levels of work engagement being linked to higher employee performance
[38].

Indirect Effect on Job Crafting
Job Demands affected Job Crafting indirectly through Burnout and Motivation. The results of this study are
consistent with those of [12], who found that job demands significantly and negatively influence how
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people craft their jobs through burnout. The findings of this study contradict [37] research at Hasanuddin
University Hospital, which found that job demands did not have an indirect impact on job crafting due to
weariness. According to a research by [12] depending on modifications made to job demands and work
resources, job crafting can have both favorable and unfavorable effects on employee welfare. Burnout is a
big factor in how job demands might affect job crafting, so it's critical for businesses to offer tools for job
crafting and support it in order to reduce employee burnout. Job crafting can have a positive impact on
employee motivation, workplace engagement, and job satisfaction. Employees can modify the degree of job
demands and job resources, for instance, by defining job characteristics based on skills, abilities, and
personal preferences. This will have a favorable effect on their motivation, work engagement, and job
satisfaction [40]. Meanwhile, Job Resources only through Motivation did it affect Job Crafting. Job Crafting
is significantly impacted by Job Resources [6]. Work resources offer the chance to design perfect
occupations, can shield workers from challenges, and can spark positive and energizing activities that
promote success and happiness. Job crafting is significantly influenced by motivation. Because it allows for
the modeling of skills, abilities, and preferences, job crafting has a favorable effect on the dynamics of
motivation and well-being [40].

3. Conclusion

The conclusion of this study is The Job Demands faced by nurses at Labuang Baji General Hospital in
Makassar affect their emotions, motivation, and work engagement. High job demands can lead to decreased
motivation and increased burnout, impacting job crafting. Adequate support and resources can improve
motivation and emotional well-being. It's important to manage job demands and resources for nurse well-
being.
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