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Abstract

Emotional labor, which involves managing individual’s emotions and expressions to meet the emotional
demands of a job, is a key concept across numerous industries. This is particularly true in the airline
industry, where flight attendants are required to maintain a calm and authentic demeanor even in stressful
situations due to their constant interactions with passengers. This study focuses on the emotional labor
experienced by flight attendants in the airline sector, examining the factors that influence it, including
occupational interest, happiness at work, and job crafting. The goal is to statistically analyze the
relationships among these variables. For this purpose, a quantitative research methodology was employed. A
sample of 395 flight attendants was selected through convenience sampling. Data was collected via online
surveys and analyzed using SPSS and AMOS software. Hypothesis testing through structural equation
modeling revealed strong, positive relationships between occupational interest, happiness at work, job
crafting, and emotional labor. Additionally, the findings indicate that job crafting plays a significant
mediating role in the relationship between occupational interest, happiness at work, and emotional labor.
The findings obtained within the framework of an original research model, along with the evaluations made
based on these findings, are expected to contribute to the literature and the industry.

Anahtar Kelimeler: Airline, Cabin Crew, Passenger Transportation

Kabin Memurlarinin Duygusal Emegi: Mesleki Ilgi, Iste Mutluluk ve Is
Becerikliliginin Rolii
0z

Duygusal emek, yani bir bireyin isin duygusal gereksinimlerini karsilamak icin duygularim ve ifadelerini
yonetme siireci, bir¢ok sektorde onemli bir kavramdiwr. Bu durum, ozellikle yolcularla siirekli etkilesimde
bulunan kabin memurlardan beklendigi i¢in hava yolu sektériinde daha belirgindir. Kabin memurlarimin,
zorlu durumlarda bile sakin ve samimi bir tavir sergileme gerekliligi, duygusal emegin kritik roliinii
vurgulamaktadir. Bu ¢alisma, hava yolu sektériindeki kabin memurlar tarafindan deneyimlenen duygusal
emegi ele almaktadir. Duygusal emegin onciilleri olarak mesleki ilgi, iste mutluluk ve is becerikliligi
degiskenleri incelenmektedir. Calismanin amaci, bu degiskenler arasindaki iliskileri istatistiksel olarak
incelemektir. Bu hedeflere ulasmak icin nicel arastirma yontemi kullamimistir. 395 kabin memurundan
olusan bir orneklem, kolayda ornekleme yéntemi ile secilmis ve veriler ¢evrimici anketler araciligiyla
toplanmustir. Veriler SPSS ve AMOS yazilimlari kullamilarak analiz edilmistir. Yapisal denklem yapilan
hipotez testleri, mesleki ilgi, iste mutluluk, is becerikliligi ve duygusal emek arasinda énemli ve pozitif
iliskiler oldugunu ortaya koymustur. Ayrica, is becerikliliginin mesleki ilgi, isyeri mutlulugu ve duygusal
emek arasindaki iliskide onemli bir aracilik roliine sahip oldugu bulunmustur. Ozgiin bir arastirma modeli
cercevesinde elde edilen bu bulgular ve bulgular ¢ercevesinde yapilan degerlendirmelerin literatiire ve
sektore doniik katkilar sunmasi beklenmektedir.
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1. Intoduction

In the context of the airline sector, providing passengers with differentiated services
Is imperative for survival and gaining a competitive edge. While offering high flight safety,
flight diversity, frequency, and a range of tariffs and pricing options is crucial, the
interaction between passengers and employees during flights is particularly significant.
Cabin crew services during flights are considered a vital element that plays an essential
role in the reputation of airline companies (Lee et al., 2014, p.410-411). Similar to other
business management contexts, in the airline sector, people-both employees and customers
(passengers)-constitute one of the most valuable assets. Therefore, the points of contact
between passengers and employees are of critical importance for airlines. These

interactions are particularly concentrated during cabin services provided by cabin crew.

Cabin crew members are referred to as frontline service providers (Yuan, 2005). As
part of the flight team, cabin crew members interact with passengers more frequently and
for more extended periods compared to their counterparts in other departments. In this
regard, cabin crew serve as a bridge between passengers and the airline, representing the
organization and acting as its public face (Chang & Chiu, 2009, p.305). For this reason, the
relationships between cabin crew members and passengers are of paramount importance
for airline companies, both in delivering exemplary services to passengers and in achieving
passenger satisfaction. Cabin crew members are not only responsible for implementing
safety procedures but also for addressing passengers’ needs with a warm smile and
courteous demeanor. These services include baggage assistance, help with boarding and
disembarkation, and overall responsiveness to various inquiries and requests. Beyond these

tasks, however, their work entails a considerable degree of emotional labor.

Approximately fourty years ago, Hochschild (1983) proposed that service sector
had introduced a new form of labor (which is now named as emotional labor) and
highlighted the necessity for employees to manage their emotions and expressions to
contribute to the organization’s profitability. Since this groundbreaking study, emotional
labor has garnered significant attention from researchers and practitioners (Ashforth &
Humphrey, 1993; cited by Yang & Chen, 2021, p.479). Emotional labor, defined as the
process of managing someone’s emotions and expressions to meet the emotional demands
of a job, has become a focal point of interest across various sectors. In particular, the

airline sector stands out as an environment where emotional labor plays a cricual role, as
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cabin crew members are required to maintain a genuine and composed demeanor even in

challenging situations.

Recent studies on the emotional labor of cabin crew members have made
significant strides in understanding and improving working conditions in the sector. In this
sense, it is essential to comprehend the emotional labor of cabin crew members and the
factors influencing its formation. Among these factors are concepts such as occupational
(vocational) interest, happiness at work, and job competence. Occupational interest refers
to an individual’s enthusiasm for a specific profession or field of work, while happiness at
work represents the satisfaction and contentment an employee derives from their work
environment. Job competence, on the other side, reflects employee’s ability to perform a
specific task effectively. Despite the existing literature on occupational interest, happiness
at work, and job competence, there appears to be a gap in understanding how these factors

collectively influence the emotional labor experiences of cabin crew members.

Although prior studies have analyzed these variables in various contexts, little is
known about how they interact with one another. In a critically important field such as air
transportation, empirically establishing the antecedents of emotional labor is a necessity.
The theoretical model proposed in this research introduces a different perspective by being
rooted in existing knowledge and theoretical foundations while also presenting a novel
approach to the relationship patterns among the variables. Specifically, no previous study
in the literature appears to have examined these variables together in the context of civil
aviation. Therefore, the findings and evaluations obtained in this study are expected to gain
significant insights.

This study aims to statistically determine the effects of occupational interest,
happiness at work, and job competence on emotional labor. Furthermore, the study aims to
explore whether job competence have a mediator in the relationship between occupational
interest and happiness at work, particularly in relation to emotional labor. Specifically, it
seeks to examine how employees’ perceptions of their abilities and effectiveness in their
roles may influence the connection between their intrinsic interest in their work and their
happiness in the workplace, while also considering the impact of emotional labor in
shaping this dynamic. This mediation could provide valuable insights into how job
competence might enhance or attenuate the effects of occupational interest on happiness at

work, especially in environments that demand significant emotional regulation.
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2. Conceptual Framework
2.1. Occupational Interest

Professions significantly influence individuals’ social standing, lifestyles, attitudes,
thoughts, goals, values, psychological, and physiological well-being, essentially affecting
all areas of life. Thus, choosing a career is one of the most major decisions in the life (Inan,
2006, p.1), as the chosen profession will shape an individual’s daily routines, relationships,
and overall lifestyle. Identifying individuals’ interests in a particular profession is crucial
for ensuring alignment with the requirements of the job and their physical and
psychological well-being (Yesilyaprak, 2016, p.53). According to Kuzgun (2009, p.42),
when individuals engage in certain activities voluntarily without any external pressure or
reward, and derive satisfaction from these activities, it is a clear indication that they are
“interested” in such activities (Cited by Caliskan & Harmanci, 2014, p.184-190). Yilmaz
(2011, p.11) defines vocational interest as “the degree of liking and inclination an
individual demonstrates toward a particular profession, professional field, or activities
associated with a profession.” Similarly, Cetinkaya Uslusoy and Ongér (2021, p.2)
describe vocational interest as a positive attitude, tendency, or selectivity toward the
service area or qualities of a specific profession. It can be considered as an acceptable state
of mind that directs an individual toward a set of activities and eventually toward a
profession (Bennett, 2012, p.3-4).

Occupational interest is strongly associated with sustained attention, curiosity, and
a consistent willingness to engage in an area of interest, even when it is complex or
confusing (Turner & Silvia, 2006; Silvia, 2008). Thus, interests act as an internal motivator
that influences the direction, intensity, and perseverance of human actions, while also
shaping the acquisition of knowledge and effectiveness in completing tasks (Su and Nye,
2017). Occupational interest, resulting in satisfaction derived from a professional activity,
leads to a repeated orientation toward that activity, sustained engagement, and willingness
to meet its requirements (Kadi & Selguk, 2012, p.27). It is noted that individuals who
demonstrate vocational interest are more likely to develop in their work environment,
whereas a mismatch between the individual and the profession may lead to dissatisfaction,
reluctance, instability, and inefficiency (Holland, 1996, p.397 cited by Cetin et al., 2015,
p.27).
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2.2. Happiness at Work

The concept of happiness generally represents a phenomenon that almost all
individuals strive to achieve in various domains of life. From this perspective, happiness is
not only a personal sense of inner peace but also a significant factor contributing to success
in work and life. However, from an organizational standpoint, happiness at work has not
traditionally been a widely used term in academic research on employee experiences
(Fisher, 2010; cited by Stankeviéiaté et al., 2021, p.6). Nevertheless, as an studies begin to
explore the structure of happiness at work, it has recently been positioned as a higher-level
construct (Fisher, 2010; Moccia, 2016; Salas-Vallina et al., 2017; Diaz Pincheira &
Carrasco Garcés, 2018; Salas-Vallina & Alegre, 2018; Stankeviciaté et al., 2021). In recent
times, the notion of happiness at work has gained growing significance, particularly in
management and human resource management studies within the business field. Although
various constructs focus on positive attitudes, there remains a notable gap in the literature
for a holistic measure of individual happiness (Salas-Vallina & Alegre, 2018, p.1). Fisher
(2010, p.385) defines happiness at work as positive feeling towards the job, its
characteristics, and the organization holistically. Organizationally, happiness can result
from the workplace environment, practices, or policies. In other words, the conditions and
resources offered by a workplace can significantly influence an employee’s happiness or
unhappiness. Moreover, happiness and job satisfaction are distinct psychological states,
satisfaction can be considered the goal, while happiness may be the means to achieve it
(Rao et al., 2017, p.28).

One fundamental reason for researching employee happiness is the thesis that “a
happy employee is a productive employee” (Wright, 2006; Kiran & Khurram, 2018,
p.1011). Organizationally, employee happiness leads to higher productivity, profitability,
performance, commitment, and teamwork, while on the employee’s side, it aids in focus at
work (Gupta, 2012). Employee happiness is positively related to favorable organizational
and employee outcomes and significantly associated with organizational performance,
commitment, and survival (Grant et al., 2007). Since happy employees are generally more
engaged with the work and profession, employee happiness or well-being is considered
one of the most critical aspects of any organization (Othman et al., 2018, p.863).
Therefore, happiness at work is vital not only for employees’ individual well-being but
also for organizational success. Specifically, in the case of cabin crew working under

challenging conditions, happiness at work could be seen as a variable that enables
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employees to exhibit job crafting and emotional labor with intrinsic motivation in the

context of demanding conditions, situational factors, and passenger interactions.
2.3. Job Crafting

In the literature, “job crafting,” originates from the term “craft,” which denotes
skill, mastery, or artistry. Wrzesniewski and Dutton (2001), who bring this concept into the
literature, defined job crafting as “an alternative job design technique,” explaining it as “a
process where employees consciously and voluntarily modify and expand the physical-
cognitive borders of the work and tasks to enhance their job proficiency and motivation”

(Wrzesniewski & Dutton, 2001, p.179; cited by Giiner, 2021, p.11).

Job crafting refers to the process where employees take the initiative to redesign
their work (Wrzesniewski & Dutton, 2001). Slemp and Vella-Brodrick (2013) describe it
as “an informal approach used by employees to adjust their work activities to better align
with their personal preferences and values.” Through job crafting, employees have the
opportunity to modify various aspects of their tasks to better suit their desires, skills, and
interests (Berg et al., 2008). Those who engage in job crafting behaviors may seek out new
and varied tasks to break free from the routine of their work, ultimately improving the
match between job features and their individual needs, and capabilities (Berg et al., 2008;
Wrzesniewski & Dutton, 2001). This proactive approach allows employees to create a
work environment that is more engaging and aligned with their interests, which can lead to
increased job satisfaction and enhanced well-being. By taking initiative in modifying their
tasks, employees also gain a sense of control and autonomy. Such changes can foster a
greater sense of purpose and motivation, contributing to overall job performance and

career growth.

Job crafting includes reshaping the physical or cognitive limits of work tasks,
relational limits within the workplace, or both. Altering task limits involves modifying the
type or number of actions in which the individual engages, whereas changing cognitive
task boundaries entails perceiving the work as a unified whole rather than a collection of
distinct tasks. By modifying any of these elements, employees can redesign their jobs
(Wrzesniewski & Dutton, 2001, p.179-180). Through job crafting, employees can adapt
their work to create a personalized role, fulfilling tasks in their unique manner and gaining

a sense of control on the job they are doing (Wrzesniewski & Dutton, 2001, p.187).
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The requirement for personal control is one of the fundamental human drives
(Adler, 1930, p.398). Therefore, having control over certain aspects of one’s work can be
considered a basic human requirement (Braverman, 1974; Rogers, 1995). Employees with
job crafting tendencies can create new opportunities to master their roles and modify
various aspects of their tasks, even in low-autonomy positions, by taking control of or
reframing work-related factors (Wrzesniewski & Dutton, 2001, p.182). Individuals
effective at shaping their work environments are more likely to lead fulfilling lives when
they feel they have greater control over their surroundings (Petrou et al., 2012, p.1135).
From this perspective, the concept of job crafting may be regarded as a tool that enables
individualss with high professional interest and satisfaction in their roles, who derive
happiness from their work environments, to navigate challenging, demanding work

settings. In this respect, professional interest and happiness at work are critical factors.
2.4. Emotional Labor

Emotional labor, introduced by Hochschild (1983, p.328), is defined as “the
management of emotions to create an observable facial and bodily display within a work
environment.” Hochschild (1983) highlighted how flight attendants manage “fake” smiles
and exhibit specific emotions and behaviors as part of their emotional labor. According to
Hochschild, service representatives engage in emotional labor when expressing socially
desired emotions as part of their job roles. In this context, emotional labor refers to the
behaviors required in environments where employees are expected to demonstrate

empathy, sympathy, or other emotions (Humphrey et al., 2008, p.152).

Emotional labor refers to the process of expressing emotions that are deemed
appropriate in a given situation, even if these emotions do not match one’s true feelings. It
involves following display rules, which may require suppressing genuine emotions or
expressing emotions that are not genuinely felt (Ashforth & Humphrey, 1993, p.90).
Morris and Feldman (1996) describe emotional labor as the effort, planning, and control
required to show the emotions desired by an organization during interpersonal exchanges.
Similarly, emotional labor has been characterized as the regulation of emotions and
behaviors within a service environment to meet organizational expectations, rules, and
objectives (Kaya & Sergeoglu, 2013, p.315). This requires adherence to display rules,
which can involve either faking emotions that are not genuinely experienced or
suppressing emotions that are deemed inappropriate (Kart, 2011, p.221). Emotional labor

includes managing emotional expressions through facial gestures and body language
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(Hochschild, 1983, p.7). Since employees might not always feel the emotions they are
expected to show (for instance, feeling irritated while needing to appear friendly), they use
emotional labor strategies to regulate the emotions and expressions in accordance with
these display standards (Hochschild, 1983; Grandey, 2003; cited by Gabriel et al., 2015,
p.864).

Emotional labor can be carried out in two distinct ways: surface acting and deep
acting. Surface acting includes employees putting on a facade by pretending to feel the
expected emotion, even though it does not reflect their true emotional state. This method
requires employees to outwardly express the emotion through behaviors like facial
expressions, tone of talking, and body language, without actually experiencing those
feelings. For instance, an employee may force a smile or speak in a friendly tone, even
when they are feeling frustrated or upset. On the other hand, deep acting involves a more
internal approach. In this strategy, employees make an effort to align their genuine feelings

with the emotion they are expected to display (Ashforth & Humphrey, 1993).

Emotional labor takes a key role in numerous service-based professions where
employees interact directly with customers (Gabriel et al., 2015, p.863). Research on
professions that require emotional labor has identified three prominent characteristics of
these occupational groups. The first is that employees engaged in emotional labor
communicate with customers face-to-face and/or verbally. The second is that workers in
these professions are required to influence the emotions of the other party. The third
common characteristic is that employers have control over employees’ emotional activities
(Wharton, 1993; Polatct & Ozyer, 2015, p.134). It is particularly prevalent among
employees in high-contact service sectors, such as flight attendants, waitstaff, call center
agents, and sales and marketing professionals (Karaman, 2017, p.36). Given that
Hochschild’s (1983) theory is based on flight attendants, airlines can be regarded as a

prime example of such professions.

On the other side, the antecedents of emotional labor include factors such as
workplace roles and expectations, working conditions, and workplace culture. Employees’
goals related to their workplace roles can influence their emotional labor (Ashforth &
Humphrey, 1995). Similarly, workplace recognition and rewards positively impact
emotional labor (Hochschild, 1983). Additionally, factors like employees’ degree of
workplace engagement (Grandey, 2003), perceived organizational justice, and
organizational support influence emotional labor (Ashforth & Humphrey, 1995). Person-
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job fit, employees’ interest and willingness toward their work, satisfaction, or happiness
significantly determine whether they find their jobs stressful or fulfilling, which, in turn,
impacts their emotional labor (Kristof-Brown and Guay, 2011). Flight attendants are
required to perform this type of labor under challenging working conditions in demanding
environments at high altitudes. Such a work setting necessitates that flight attendants
demonstrate job crafting skills to navigate these conditions effectively.

3. Method
3.1. Theoretical Rationale, Model, and Hypotheses of the Study

An individual’s commitment and involvement in their occupation and duties serve
as a significant indicator of their overall health and well-being (Mékikangas, 2018), and
are linked to various organizational outcomes (Bakker and Albrecht, 2018). Employees
who exhibit higher levels of engagement are more likely to stay within their organization,
thus reducing the costs associated with recruitment and retention, particularly in
competitive labor markets (Amabile and Kramer, 2011; Crawford et al., 2010).
Furthermore, this concept is closely related to the idea of job crafting, as job crafting
inherently involves self-directed alterations within the scope of one’s job responsibilities,
aimed at improving the alignment between the individual and their work (Wrzesniewski
and Dutton, 2001; Tims et al., 2012).

Occupational interest is recognized as a personal trait that employees can use to
guide their efforts in job crafting (Wrzesniewski et al., 2002; Berg et al., 2013; Kooij,
2017). In this light, individuals can enhance their job engagement by aligning their
profession and tasks with their preferences, interests, motivations, and passions (Bakker et
al., 2016; Kuijpers et al., 2020). Therefore, the connection between occupational interest

and job crafting becomes a key area of interest.

A well-established framework for understanding job crafting is the Job Demands-
Resources (JD-R) model, developed by Demerouti et al. (2001) and further refined by
Bakker and Demerouti (2014). This model offers a comprehensive way to categorize and
assess the various characteristics of a job, dividing them into two essential components: job
demands and job resources. Job demands encompass the aspects of a job that require
significant physical or mental effort from employees. These demands can be either short-
term or ongoing, and they are generally associated with negative outcomes like stress,

fatigue, and burnout if not managed effectively (Bakker and Demerouti, 2007). Examples

116



M. M. PAMUK & A. MARSAP

of job demands include high workloads, time pressure, emotional demands, and cognitive
tasks that require sustained concentration. If these demands are not balanced with
resources, employees may experience strain and diminished well-being, which can
negatively impact their performance and engagement. On the other hand, job resources
refer to the aspects of the work environment that help employees meet their goals, grow
professionally, and handle job demands more effectively. By balancing these two elements,
organizations can optimize employee well-being, job satisfaction, and productivity
(Demerouti et al., 2001).

Building on the JD-R model, Tims and Bakker (2010) introduced the concept of job
crafting as the changes that employees make at the level of job demands and/or job
resources (Plomp et al., 2016). Within this framework, individuals are driven to maintain
their existing resources while actively seeking new ones. Job crafting, according to this
approach, revolves around the idea of resource investment, where employees purposefully
engage in actions that safeguard their resources, and acquire additional resources.
Essentially, this means that employees utilize their existing resources to prevent depletion,
enhance their capacity to cope with job demands, and further enrich their personal and
professional well-being by acquiring new resources. This process helps individuals to more
effectively match their work with their skills and requirements, leading to increased job
satisfaction, enhanced motivation, and improved overall performance. Following this
conceptualization, it is anticipated that different forms of employee well-being, such as
occupational interest and happiness at work, will predict job crafting behaviors (Hakanen
et al., 2018). Nonetheless, there is a notable gap in the literature concerning studies that
explore the relationship between these two variables. Hence, this study seeks to investigate

this relationship, leading to the formulation of the these hypotheses:
Hai. There is a significant relationship between occupational interest and job crafting.
Ha. There is a significant relationship between happiness at work and job crafting.

The way employees feel at work can influence their behavior and, over time, affect
various outcomes. Understanding the potential consequences of different forms of
employee well-being is considered crucial for both theoretical and practical purposes
(Hakanen et al., 2018). Employees’ goals related to their tasks can affect their emotional
labor (Ashforth and Humphrey, 1995). Similarly, the appreciation and rewards employees
receive at work can positively influence their emotional labor (Hochschild, 1983).
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Additionally, factors such as employees’ level of participation at work (Grandey, 2003),
perception of organizational justice, and sense of organizational support also influence
employees’ emotional labor (Ashforth and Humphrey, 1995). These factors influence
employees’ emotional labor. While researchers acknowledge that employees sometimes
face stressful encounters, emotional labor performance has also been found to be
intrinsically linked to the most rewarding and enjoyable aspects of the job. For these
employees, emotional labor is seen as an enjoyable, exciting, and rewarding part of their
work. Consequently, many individuals seek jobs with high emotional labor demands, with
some being willing to undergo long and expensive training programs to secure these

positions.

Although Hochschild (1983) based the theory on flight attendants, most of the
people view the role of flight attendants as a dream job. Even today, as in the late 1970’s
and early 1980’s when Hochschild conducted her research, flight attendants are associated
with a glamorous image. As in the past, airlines today enjoy a reputation as desirable
workplaces. For all types of work, person-job fit, an one’s interest in and willingness
toward the job or profession, satisfaction, and happiness are major determinants of whether
they perceive their work as stressful or satisfying and profitable for personal well being
(Kristof-Brown and Guay, 2011). In roles that involve emotional labor, both positive and
negative emotions can play a crucial role and serve as important factors influencing
emotional labor (Kammeyer-Mueller et al., 2013; Humphrey et al., 2015). For instance,’
Grandey’s (2000) study revealed that employees’ emotional attachment to their work
increased their levels of emotional labor. This study suggests that occupational interest
enhances individuals’ tendencies to display emotional labor. Similarly, Brotheridge and
Grandey (2002) found that employees with higher occupational interest in their work were
more willing to display emotional labor and therefore exerted higher levels of emotional

labor.

These findings form the basis for considering a meaningful relationship between
occupational interest and emotional labor. From this perspective, the following hypotheses
have been developed regarding the relationships between occupational interest, happiness

at work, and emotional labor:
Hs. There is a significant relationship between occupational interest and emotional labor.

Ha. There is a significant relationship between happiness at work and emotional labor.
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Current definitions of job crafting, which mainly view it as a process where
employees modify job demands and job resources to improve psychological well being
(e.g., Tims et al., 2012), can also be understood as a strategy through which employees
adjust their jobs to better align with their personal resources, thus enhancing job fit
(Wrzesniewski et al., 2013; Kooij, 2017). For example, Van Katwyk et al. (2000)
demonstrated that employees with high job crafting abilities better manage stressful
situations requiring emotional labor and display more positive emotional responses.
Brotheridge and Lee (2003) also found that employees with high job crafting skills
effectively managed emotional labor and had better emotional experiences at work.
Similarly, empirical evidence by Hiilsheger et al. (2013) revealed that employees with high
levels of job crafting effectively manage emotional labor. However, there remains a limited

body of research on this relationship. To address this gap, these hypothesis is put forward:
Hs. There is a significant relationship between job crafting and emotional labor.

Wrzesniewski and Dutton (2001) identified three key motivational factors that drive
employees to engage in job crafting. First, employees may alter their jobs to sustain their
interest and motivation in their tasks. Second, since work is a major component of many
individuals’ self-concept, employees are driven to reshape their work to safeguard and
improve their self-image and overall satisfaction. Lastly, modifying certain aspects of work

can enhance social interactions within the workplace (Baumeister & Leary, 1995).

The level of satisfaction employees derive from their profession and job may be
related to job crafting because changes in an employee’s satisfaction level could prompt
them to engage in job crafting to elevate their satisfaction to at least a threshold level.
Another scenario involves using job crafting to ensure that happiness levels remain high or
above the threshold while maintaining the tasks, attitudes, and behaviors required by the
job (Bowling, 2012). The second scenario represents a particularly valuable application of
job crafting (Kirkendall, 2013).

Employees prioritize or undertake extra responsibilities that fulfill their needs for
enhancing their work while performing prescribed duties, thus becoming motivated
(Wrzesniewski & Dutton, 2001). Intrinsically motivated individuals are thought to exert
more effort and energy into their work, including tasks with likely positive performance
outcomes (Tims et al., 2012; Bakker et al., 2016). Employees who develop their

motivation, skills, and competencies (increased structural job resources) and voluntarily
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undertake extra tasks (e.g., emotional labor) are likely to demonstrate higher task
performance than others (Weseler & Niessen, 2016). Different forms of employee well-
being are recognized for their ability to predict both job crafting behaviors and other
organizational behaviors (Hakanen et al., 2018). However, there is no study in the
literature linking occupational interest, happiness at work, and emotional labor, while
examining the mediating role of job crafting. Based on the assumption that factors such as
occupational interest and happiness influence employees’ demonstration of extra roles or
efforts such as emotional labor through job crafting, these hypotheses are put forward to

investigate the mediating role of job crafting variable:

He. Job crafting mediates the relationship between occupational interest and emotional

labor.
H~. Job crafting mediates the relationship between happiness at work and emotional labor.

This study adopts a correlational research approach, which aims to identify the
presence of mediation role between two or more variables (Karasar, 2011), and represents
the relationships and hypotheses among the variables examined in the research model.

Figure 1.
Research Model, Variables and Hypotheses

Occupational
Interest

Job Crafting Emotional Labor

Happiness at H4
Work

As seen in Figure 1, occupational interest and happiness at work are the
independent variables of the study, while emotional labor is the dependent variable. Job
crafting serves as a dependent variable for occupational interest and happiness at work,

while acting as an independent variable in relation to emotional labor.
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3.2. Universe and Sample

The population of the study consists of all actively employed cabin crew members
in the civil aviation sector. However, since it is not feasible to reach all cabin crew
members, and the exact number of individuals constituting the population is unknown, a
sampling method was employed. Among the sampling methods, the non-probability
convenience sampling method was selected due to its suitability for the study’s purpose
and accessibility to the target audience. Accordingly, it was planned to collect data from a
minimum of 384 participants, a sample size deemed sufficient to represent large and
unknown populations in the social sciences with 0.95 reliability and a 5% margin of error
(Sekaran, 2003). The survey forms were collected from voluntary participants upon
obtaining informed consent. Following the acquisition of necessary scale permissions and
ethics committee approval, an online survey was conducted between November 1, 2022,
and March 15, 2023. A total of 395 completed survey forms were accessed, forming the

dataset for the study.
3.3. Data Collection

The data collection method of the study is questionnaire, which falls within the
scope of quantitative research. The questionnaire includes sections on participants’
demographic and professional characteristics, along with four scales designed to measure
the research variables. All scales were treated as unidimensional. The Occupational
Interest Scale, developed by Kaysi (2021), has a Cronbach’s alpha coefficient of .95. The
original scale comprises 19 items. However, some items were excluded from this study as
they were deemed likely to cause multicollinearity issues due to their similarity with the
items in the Job Crafting and Happiness at Work scales. Additionally, certain items
considered inappropriate for the cabin crew sample (e.g., “I use software related to my
profession”) were excluded. Consequently, the scale used in this study consisted of 14
items. The Happiness at Work Scale, developed by Polatct and Uniivar (2021), has a
reliability coefficient of .92 and consists of 8 items. The Job Crafting Scale was originally
developed by Slemp and Vella-Brodrick (2013) and adapted into Turkish by Kerse (2017),
who conducted its validity and reliability analysis. The scale has a reliability coefficient of
.91, indicating a high level of reliability. In the study, no distinction was made between
dimensions, and 12 items under the Task Crafting and Cognitive Crafting dimensions were
used. The Emotional Labor Scale, developed by Pala and Siirgevil (2016), includes three
dimensions: Surface Acting, Deep Acting, and Suppression of Emotions. Two items under
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the Deep Acting dimension were excluded due to their low reliability compared to other
dimensions and the absence of dimensional focus in this study. In total, the study

encompassed 44 items across all scales. Details of the scales are given in Table 1.

Table 1.
Scales of the Study
Scale Item o Source
Occupational Interest 14 0.95 Kaysi (2021)
Happiness at Work 8 0.92 Polatc1 & Uniivar (2021)
Job Crafting 12 0.91 Slemp & Vella-Brodrick (2013); Kerse (2017)
Emotional Labor 10 0.77-0.68 Pala & Siirgevil (2016)
Total 44

The study was deemed ethically appropriate by the Ethics Committee of Istanbul
Aydin University with the decision dated June 23, 2022, and numbered 2022/11.

3.4. Analysis of Data

The data were processed using SPSS and AMOS softwares. To assess the reliability
and normality of the scales, Cronbach’s alpha coefficients were examined for each scale.
Skewness-Kurtosis coefficients were examined to evaluate the normal distribution to
decide whether to apply parametric or non-parametric analysis methods before conducting
further analyses. Correlation analyses were carried out to assess the direction and strength
of the relationships between the variables examined in the study. Following this, path
analyses were conducted using structural equation modeling within the AMOS software,
which allowed for an investigation into the relationships and explanatory power among the

variables, thus testing the research hypotheses.
4. Findings

Cronbach’s alpha coefficients of the research scales used to measure the variables
of occupational interest, happiness at work, job crafting, and emotional labor were
calculated. To determine the assumption of normal distribution, skewness and kurtosis

values were examined. The results obtained are presented in Table 2.

Table 2.

Reliability, Normal Distribution and Descriptive Values of Scales
Scale Item Mean S.D. o Skewness Kurtosis
Occupational Interest 14 4.125 0.608 0.950 -0.252 0.232
Happiness at Work 8 3.585 0.798 0.907 -0.441 -0.077
Job Crafting 12 4.073 0.688 0.973 -0.628 0.857
Emotional Labor 10 3.956 0.745 0.940 -0.793 1.059

According to Table 2, the Cronbach’s alpha coefficients for occupational interest,

happiness at work, job crafting, and emotional labor are 0.950, 0.907, 0.973, and 0.940,
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respectively. This indicates that all scales demonstrate high levels of reliability (Cronbach,
1951). Additionally, all scales exhibit a distribution between -1 and 1, and their Skewness-
Kurtosis coefficients fall within the accepted cutoff ranges reported in the literature
(George & Mallery, 2001; Leech et al, 2005; Uysal & Kilig, 2021, p.222—223). Obtained
results indicate that the scales are reliable, internally consistent, and follow a normal
distribution.

In this context, the Kaiser-Meyer-Olkin (KMO) values were also calculated to test
the suitability of the scale structures for factor analysis. The KMO coefficients were found
to be 0.90 or higher, while the Bartlett’s Test of Sphericity was significant at p = 0.000,
with a chi-square value of 15642.899. These results suggest that the data are sufficient for

measurement within the sample (Sarmento & Costa, 2017).

Through Exploratory Factor Analysis (EFA), it was observed that each item loaded
onto its corresponding variable at expected levels within the four-factor structure. Factor
loadings above 0.60, which exceed the commonly accepted threshold of 0.40, suggest that the
items effectively measure their respective factors (Biiyiikoztiirk, 2002, p.473-474). These
findings indicate that all items in the proposed structure adequately explain their factors.
Therefore, the dataset was deemed suitable for factor analysis and capable of providing robust
measurements. Subsequently, Confirmatory Factor Analysis (CFA) was conducted using the
AMOS program. The theoretical model proposed in the research was evaluated holistically

through CFA. The resulting measurement model is depicted in Figure 2.

Figure 2.
Confirmatory Factor Analysis of the Research Model
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As shown in Figure 2, the CFA results for the integrated theoretical model suggests
that all the coefficients exhibit statistical significance, meaning that each relationship
within the model is robust and reliably contributes to explaining the observed outcomes.
Observed variables are appropriately loaded onto their latent variables based on the factor
loadings. This indicates a strong and meaningful connection between the variables,
supporting the validity of the proposed framework. Detailed CFA results are presented in
Table 3.

Table 3.
CFA Results and Goodness of Fit of the Research Model

Latent Variable Observed Variable
B Std. Error t p
OCCINT14 0.736 - - -
OCCINT13 0.714 0.067 14.37 ikl
OCCINT12 0.792 0.052 16.07 kel
OCCINT11 0.794 0.054 16.12 ekl
OCCINT10 0.775 0.056 15.69 Fxk
OCCINT9 0.768 0.062 15.54 Fxk
Occupational OCCINTS8 0.821 0.064 16.72 bl
Interest OCCINTY7 0.732 0.068 14.75 Fxk
OCCINT6 0.766 0.057 15.50 ekl
OCCINT5 0.819 0.062 16.68 Fxk
OCCINT4 0.739 0.065 14.90 Fxk
OCCINT3 0.683 0.066 13.69 ekl
OCCINT2 0.777 0.064 15.74 ekl
OCCINT1 0.740 0.061 14.93 Fkk
WORKHAP8 0.804 - - -
WORKHAP7 0.875 0.054 19.61 ikl
WORKHAPG6 0.782 0.056 16.96 Fkk
Happiness at WORKHAP5 0.736 0.055 15.66 Fkk
work WORKHAP4 0.653 0.064 13.56 Fkk
WORKHAP3 0.669 0.057 13.98 ikl
WORKHAP2 0.685 0.065 14.36 ikl
WORKHAP1 0.647 0.065 13.39 Fxk
JOBCRA12 0.837 - - -
JOBCRA11 0.891 0.048 23.59 Fkk
JOBCRAI10 0.779 0.055 18.88 ikl
JOBCRA9 0.907 0.045 24.39 ikl
JOBCRAS8 0.814 0.050 20.23 Fkk
Job Crafti JOBCRA7 0.906 0.042 24.35 Fkk
ob Crafting JOBCRAG 0.921 0.043 25.11 e
JOBCRAS 0.927 0.044 25.41 ikl
JOBCRA4 0.912 0.044 24.65 ikl
JOBCRA3 0.878 0.046 22.98 ekl
JOBCRA2 0.797 0.057 19.57 Fhk
JOBCRA1 0.791 0.054 19.32 ikl
EMOLAB1 0.819 - - -
EMOLAB2 0.753 0.061 17.10 ikl
EMOLAB3 0.829 0.053 19.67 ikl
EMOLAB4 0.831 0.054 19.73 Fhk
Emotional EMOLABS5 0.744 0.062 16.84 ol
Labor EMOLABG6 0.788 0.062 18.25 Fhk
EMOLAB7 0.767 0.063 17.56 Fhk
EMOLABS 0.749 0.061 17.00 isiakad
EMOLAB9 0.778 0.054 17.92 isiakad
EMOLAB10 0.776 0.054 17.86 ikl
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Goodness of Fit Cut-off Points Achieved Value Results
CMIN/ DF 0<x%<5DF 2.364 Good fit.
GFI 0.80<GFI<1 0.805 Good fit.
AGFI 0.80 <AGFI<1 0.783 Acceptable.
NFI 090<IFI<1 0.871 Acceptable.
RFI 0.90 <RFI<1 0.863 Acceptable.
IFI 090 <IFI<1 0.921 Good fit.
TLI 0.90<TLI<1 0.916 Good fit.
CFI 0.90<CFI<1 0.921 Good fit.
RMSEA 0 <RMSEA < .08 0.059 Good fit.

* Reference sources for goodness of fit cut-off points: Bentler, 1980; Hu & Bentler, 1999; Schermelleh-
Engel & Moosbrugger, 2003; Marsh et al., 2006; Byrne, 2012; Ilhan & Cetin, 2014; Kline, 2015

The findings reveal that all observed variables are significantly (p<0.001)
associated with their latent variables. The z-values obtained are both high and significant.
The highest beta coefficients are 0.736 for occupational interest, 0.804 for happiness at
work, 0.837 for job crafting, and 0.819 for emotional labor. Regarding goodness-of-fit
indices, the obtained coefficients meet the recommended thresholds. However, the AGFI,
NFI, and RFI values are slightly below the cutoffs but remain close enough to be
considered within acceptable tolerance ranges (Schreiber et al., 2006; Hair et al., 2014;
[lhan & Cetin, 2014; Kline, 2015). Overall, these results suggest that the model and data
exhibit a satisfactory level of goodness of fit. Based on the final CFA results, the structural
model of the research is shown in Figure 3.

Figure 3.
Structural Model of the Research

The values and goodness-of-fit indices for the structural model, which tests the

research hypotheses, are presented in Table 4.
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Table 4.
Coefficients of the Structural Model
Std.
Pattern Regression Std. Error t p
Coefficient
Occupational Interest— Job Crafting 470 .052 8.907 **
Happiness at Work — Job Crafting .202 .036 4.229 i
Job Crafting— Emotional Labor 491 .064 8.569 i
Occupational Interest— Emotional Labor .138 .057 2.649 .008*
Happiness at Work— Emotional Labor .204 .034 4.603 .026*
Goodness of Fit Cut-off Points Achieved Results
Value
CMIN/DF* 0<x%*<5DF 2.455 Good fit.
GFI* 0.80<GFI<1 0.800 Good fit.
AGFI* 0.80 <AGFI<1 0.776 Acceptable.
NFI* 090<IFI<1 0.866 Acceptable.
RFI* 090 <RFI<1 0.857 Acceptable.
IFI* 0.90<TFI<1 0.916 Good fit.
TLI* 090<TLI<I 0.910 Good fit.
CFI* 0.90 <CFI<1 0.915 Good fit.
RMSEA* 0 <RMSEA <.08 0.061 Good fit.

The findings indicate that the relationships within the structural model are
statistically significant, and the model demonstrates an acceptable level of fit.
Occupational interest has a positive and strong effect on job crafting (=0.470, p<0.01).
Similarly, happiness at work has a positive and significant effect on job crafting ($=0.202,
p<0.01). Job crafting significantly affects emotional labor ($=0.491, p<0.01). Moreover,
occupational interest has a significant but weaker effect on emotional labor (f=0.138,
p=0.008). Finally, happiness at work also has a significant effect on emotional labor
(p=0.204, p=0.026). Collectively, these results demonstrate that occupational interest and
happiness at work influence job crafting and emotional labor and that these variables are
interrelated. As a result of the analyses, the hypotheses H1, Hz, Hs, Ha, and Hs were found
to be supported, indicating that the proposed relationships between the variables were
statistically significant. This suggests that the evidence collected from the data aligns with
the theoretical assumptions outlined in these hypotheses, thereby validating the expected
patterns and associations. The support for these hypotheses strengthens the overall
framework of the study, providing a more comprehensive understanding of how the
variables interact and influence each other within the context of the research.

On the other side, the research hypotheses Hs and H7 pertain to the mediating role
of job crafting in the relationships between the variables of occupational interest, happiness
at work, and emotional labor. Based on the proposed structure, mediation models were
established to first examine the mediating role of job crafting in the relationship between
occupational interest and emotional labor, followed by the mediating effect of job crafting
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in the relationship between happiness at work and emotional labor. A representative model

based on Baron and Kenny’s (1986) causal steps approach is shown in Figure 4.

Figure 4.
Model Established Regarding the Mediator Role
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In line with the causal steps approach, the mediation effect was verified using
bootstrapping techniques. The bootstrapping test was conducted in the AMOS program
with 5.000 resamples and a 95% confidence interval. The results of the direct and indirect
effects are presented in Table 5.

Table 5.
Testing the Mediating Effect Using the Bootstrapping Method

Job Crafting Emotional Labor

p R? ESrtrd or B R2 Std. Error

Occupational Interest (path c) 451 .343 .061
Occupational Interest (path a) .548 .290 .055
Job Crafting (path b) .548 .057
Occupational Interest (path ¢’) 151 .060
Indirect Effect .300 (.048 - .371) p=.000
Happiness at Work (path c) .029 .330 .043
Happiness at Work (path a) .398 159 .041
Happiness at Work (path b) .614 .060
Happiness at Work (path ¢’) .218 .041
Indirect Effect .218 (.040 - .303) p=.000

For the mediation role of job crafting in the relationship between occupational
interest and emotional labor, the indirect effect was calculated as f=0.300, p=0.000. For
the mediation effect of job crafting in the relationship between Happiness at work and
emotional labor, the indirect effect was calculated as $=0.218 p=0.000. Both indirect

effects were found to be significant. Thus, these results indicate that the job crafting
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variable has a mediating effect in both models. Accordingly, the research hypotheses H6
and H7, which address the mediation effect, are supported.

5. Discussion and Conclusion

This study investigated the complex interaction between emotional labor
experienced by cabin crew in the airline industry and key variables such as occupational
interest, happiness at work, and job crafting within a statistical context.

The findings from testing the research hypotheses revealed a substantial and
positive correlation between occupational interest and job crafting, highlighting the
influence of an individual’s passion for their work on their ability to reshape and adjust
their job roles. Additionally, the results demonstrated a significant and positive association
between occupational interest and emotional labor, suggesting that employees with a
strong connection to their work are more likely to engage in emotional regulation to meet
job requirements. These relationships underscore the importance of aligning personal
interests with work-related tasks, as it not only affects job crafting behaviors but also
influences the emotional dynamics at play in professional settings. This findings suggests
that as occupational interest increases, both job crafting and emotional labor also increase,
moving in a linear direction and enable the inference that individuals genuinely interested
in their profession may be more willing to engage in emotional labor to fulfill job
requirements. The results indicate that individuals with higher levels of occupational
interest are likely to experience greater alignment between job crafting and emotional

labor, contributing to their overall job satisfaction and well-being.

A significant and positive relationship was also identified between happiness at
work and job crafting. This suggests that an increase in happiness at work is associated
with a rise in job crafting. Thus, happier employees may achieve more favorable
organizational outcomes, such as higher levels of job crafting. Similarly, a positive and
significant relationship exists between happiness at work and emotional labor, suggesting
that as happiness at work increases, emotional labor tends to rise. These results underscore
the importance of employee happiness in influencing job crafting and emotional labor
levels. Providing a positive and supportive work environment, fostering work-life balance,
rewarding employees, and offering skill development opportunities could enhance
happiness at work and, consequently, contribute to increased job crafting and emotional
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labor. Organizations prioritizing employee happiness and well-being are likely to benefit

from higher levels of job crafting and emotional labor.

A positive and significant relationship was identified between job crafting and
emotional labor, suggesting that the application of job crafting can enhance emotional
labor in the workplace. This finding supports the results of a limited number of studies in
the literature (Kim & Lee, 2017; Yang et al., 2022) that examined the relationship between
job crafting and emotional labor and identified linear relationships. This positive
relationship implies that employees who engage in greater levels of job crafting may
experience higher levels of emotional labor. Considering that job crafting involves the
ability to adapt tasks effectively, solve problems, and innovate within the work context, its
positive relationship with emotional labor indicates that employees with a higher capacity

for job crafting may also display higher emotional labor proficiency.

Analyses regarding the mediating role of job crafting in the relationships between
occupational interest, happiness at work, and emotional labor revealed that job crafting
serves as a significant mediator in both models. This indicates that the effects of
occupational interest and happiness at work on emotional labor can occur through job
crafting. Given that occupational interest refers to the tendency to gravitate toward a
profession or activity due to the satisfaction or fulfillment derived from it and the
contentment experienced while fulfilling professional requirements (Caliskan & Harmanci,
2014), it can be anticipated that cabin crew members with high occupational interest levels
are more likely to exhibit job crafting and engage in emotional labor.

When these results are evaluated in light of the relevant literature, it is possible to
argue that happiness at work, defined as a state in which employees feel generally satisfied
with their workplace, experience positive emotions and thoughts more frequently, and
perceive their work life as adding value to them (Hyun et al., 2013), can act as a variable
that facilitates job crafting and emotional labor in the demanding conditions, situational
factors, and passenger interactions characteristic of the cabin crew profession. Job crafting
essentially involves self-initiated changes that individuals make to improve the alignment
between themselves and their jobs (Tims et al., 2012; Wrzesniewski & Dutton, 2001). Van
Katwyk et al. (2000) found that employees with high levels of job crafting are better
equipped to handle stressful situations requiring emotional labor and exhibit more positive
emotional responses. Similarly, Brotheridge and Lee (2003) demonstrated that employees
with high job crafting levels manage emotional labor more effectively and have better
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emotional experiences at work. Hiilsheger et al. (2013) provided empirical evidence
showing that employees with high job crafting levels can manage emotional labor more
efficiently. To meet organizational demands and requirements, employees are often
expected to display emotions dictated by their employers based on emotional labor (Jeon,
2015). Cabin crew members, in particular, are required to do so under challenging
conditions during high-altitude flights. Such a working environment necessitates job

crafting on the part of cabin crew members, linking these variables from this perspective.

No specific findings directly addressing the relationships between occupational
interest, happiness at work, job crafting, and emotional labor were encountered in the
literature. However, studies investigating the relationships between occupational interest
and variables such as emotional labor and job satisfaction have identified positive
correlations (Psilopanagioti et al., 2012; Hur et al., 2015; Celik & Topsakal, 2016; Wen et
al., 2019; Lee & Jang, 2020; Kocakula, 2021). Similarly, studies exploring the relationship
between job crafting and these variables have identified positive correlations (De Beer et
al., 2016; Kerse, 2019; Ceylan & Nazari, 2020; Rachmawati et al., 2022; Yildirim, 2023).

Based on the findings it is essential for airline management to implement programs
and initiatives fostering and sustaining occupational interest. Additionally, practices
addressing the well-being, work-life balance, and satisfaction of cabin crew members,
along with providing appropriate resources and support, should be adopted. This is because
employees who are engaged with their profession and derive happiness from their work are
more likely to manage job crafting and emotional labor effectively, leading to positive

organizational outcomes.

From an industry perspective, it is crucial for businesses in this field to consider the
scope of emotional labor expected of cabin crew and its long-term impacts on their health.
It is vital for businesses to offer incentives and opportunities to enhance employees’
occupational interest and motivation. For instance, sustainable career development
programs and training opportunities could be provided. Although the airline industry
already offers extensive programs and opportunities in this regard, reviewing them for
potential improvements could be beneficial. On the other hand, a positive workplace
atmosphere can help employees manage emotional labor more effectively and improve
their job crafting.

This study has provided significant insights through its proposed model and

findings. However, like all research, it has certain limitations. First, the study’s context is
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limited to the civil aviation sector and cabin crew working within this industry.
Furthermore, the study was conducted using a sampling method and a total of 395
participants’ surveys were evaluated. Consequently, the findings and evaluations made are
generalizable within this sample framework. Future research involving more
comprehensive and diverse sampling structures and sizes could contribute significantly to
the discussion of findings and the literature by providing results that could be generalized

to a broader population.

Future research efforts could investigate similar variables in various sectors and
cultural contexts. The findings could contribute to a broader understanding of how these
findings can be translated into universally applicable principles, shedding light on
potentially universal insights. Longitudinal studies could provide deeper insights into how
such perceptions and experiences develop over time in terms of demographic and
occupational characteristics.

Additionally, conducting in-depth research on the work durations, rhythms, and
experiences of cabin crew members across different airlines could enable the discussion of
similar and divergent findings. Examining the experiences of cabin crew members working
for various airlines comparatively could provide opportunities to explore different findings.
In this respect, employing qualitative research approaches, such as conducting focus group
discussions and in-depth interviews, could be highly beneficial for gaining a more
comprehensive understanding of the topic. These methods would allow for the exploration
of nuanced perspectives and provide richer, more detailed insights into the complexities of
the relationships between occupational interest, job crafting, and emotional labor. By
capturing individuals’ experiences and interpretations, qualitative research could uncover
underlying factors and motivations that are not easily revealed through quantitative
analysis alone. This could enhance the overall depth of knowledge on the subject, offering

a broader view of how these variables interact in real-world settings.

Funding Information: This study has not received support from any organization, including
public, commercial, or non-profit institutions.

Conflict of Interest: On behalf of all authors, the corresponding author declares that there is
no conflict of interest.

Ethical Approval: An ethics committee certificate for the conducted surveys was obtained

from the Istanbul Aydin University Rectorate Ethics Committee with the decision dated
23/06/2022 and numbered 2022/11.

Informed Consent Form: Informed consent was obtained from all individual participants
included in the study.

131



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Sayv/Is.: 2 Yil/Year: 2025, Sayfa/Pages: 108-137

References

Adler, A. (1930). Individual psychology. In. C. Murchinson (Ed.), Psychologies of 1930 (ss.395-405). Clark
University Press.

Amabile, T., & Kramer, S. (2011). Do happier people work harder? New York Times, 4(7), 32—45.

Ashforth, B. E., & Humphrey, R. H. (1993). Emotional labor in service roles: The influence of identity.
Academy of Management Review, 18(1), 88—115. https://doi.org/10.2307/258824

Ashforth, B. E., & Humphrey, R. H. (1995). Emotion in the workplace: A reappraisal. Human Relations,
48(2), 97-125. https://doi.org/10.1177/001872679504800201

Bakker, A. B., & Albrecht, S. (2018). Work engagement: Current trends. Career Development International,
23(1), 4-11. https://doi.org/10.1108/CDI-11-2017-0207

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: State of the art. Journal of
Managerial Psychology, 22(3), 309—328. https://doi.org/10.1108/02683940710733115

Bakker, A. B., & Demerouti, E. (2014). Job demands—resources theory. In Wellbeing: A Complete Reference
Guide (Vol. 3, pp. 1-28). Wiley. http://dx.doi.org/10.1002/9781118539415.wbwell019

Bakker, A. B., Rodriguez-Mufioz, A., & Sanz Vergel, A. 1. (2016). Modelling job crafting behaviours:
Implications for work engagement. Human Relations, 69(1), 169-189.
https://doi.org/10.1177/0018726715581690

Baron, R. M., & Kenny, D. A. (1986). The moderator—mediator variable distinction in social psychological
research: Conceptual, strategic, and statistical considerations. Journal of Personality and Social
Psychology, 51(6), 1173—1182. https://doi.org/10.1037/0022-3514.51.6.1173

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: Desire for interpersonal attachments as a
fundamental human motivation. Psychological Bulletin, 117(3), 497-529.
https://doi.org/10.1037/0033-2909.117.3.497

Bentler, P. M. (1980). Multivariate analysis with latent variables: Causal modeling. Annual Review of
Psychology, 31, 419-456. https://doi.org/10.1146/annurev.ps.31.020180.002223

Berg, J. M., Dutton, J. E., & Wrzesniewski, A. (2008). What is job crafting and why does it matter? Positive
Organizational Scholarship, 8(1), 1-8.

Berg, J. M., Dutton, J. E., & Wrzesniewski, A. (2013). Job crafting and meaningful work. In D. J. Dik, Z. S.
Byrne, & M. S. Steger (Eds.), Purpose and meaning in the workplace (pp. 81-104). American
Psychological Association. https://doi.org/10.1037/14183-005

Bennett, S. J. (2012). The development of vocational interests and abilities in secondary school aged
children. [Doctoral Dissertation, University of Plymouth].

Bowling, N. A. (2012). Creating sustained job satisfaction: Descriptive and prescriptive perspectives on job
crafting and the quest for happiness at work. [Doctoral Dissertation, Wright State University].

Braverman, H. (1974). Labor and monopoly capital: The degradation of work in the twentieth century.
Monthly Review Press.

Brotheridge, C. M., & Grandey, A. A. (2002). Emotional labor and burnout: Comparing two perspectives of
“people work.” Journal of Vocational Behavior, 60(1), 17—
39. https://doi.org/10.1006/jvbe.2001.1815

Brotheridge, C. M., & Lee, R. T. (2003). Development and validation of the emotional labour scale. Journal
of Occupational and Organizational Psychology, 76(3), 365-379.
https://doi.org/10.1348/096317903769647229

Biiyiikoztiirk, S. (2002). Faktor analizi: Temel kavramlar ve Ol¢ek gelistirmede kullanimi. Kuram ve
Uygulamada Egitim Yonetimi, 32(32), 470-483.

Byrne, B. M. (2012). Structural equation modeling with Mplus: Basic concepts, applications, and
programming. Routledge.

Ceylan, A., & Nazari, A. R. (2020). Is becerikliligi ve is tatmini arasindaki iliski. Uluslararas: Sosyal
Arastirmalar Dergisi, 13(70), 988-995. http://dx.doi.org/10.17719/jisr.2020.4153

132


https://psycnet.apa.org/doi/10.1037/0033-2909.117.3.497
https://psycnet.apa.org/doi/10.1146/annurev.ps.31.020180.002223
https://psycnet.apa.org/doi/10.1006/jvbe.2001.1815

M. M. PAMUK & A. MARSAP

Chang, C. P, & Chiu, J.-M. (2009). Flight attendants’ emotional labor and exhaustion in the Taiwanese
airline  industry. Journal of Service Science and Management, 2(4), 305-311.
https://doi.org/10.4236/jssm.2009.24036

Crawford, E. R., LePine, J. A., & Rich, B. L. (2010). Linking job demands and resources to employee
engagement and burnout: A theoretical extension and meta-analytic test. Journal of Applied
Psychology, 95(5), 834-848. https://doi.org/10.1037/a0019364

Cronbach, L. J. (1951). Coefficient alpha and the internal structure of tests. Psychometrika, 16(3), 297-334.

Caligkan, A., & Harmanci, F. M. (2014). Personel kariyer teorisine gore polislerin mesleki ilgi alanlarinin
incelenmesi. Sosyal Bilimler Dergisi, 12(2), 183-205. https://doi.org/10.18026/cbusos.91108

Celik, P., & Topsakal, Y. (2016). Duygusal emegin is tatmini ve duygusal tikenme ile iligkisi: Antalya
destinasyonu otel calisanlart ornedi. Isletme Arastrmalart Dergisi, 8(4), 202-218.
https://doi.org/10.20491/isarder.2016.214

Cetin, A., Sentiirk, M., & Alacalar, A. (2015). Mesleki ilgi alan1 ve kisisel ahlak felsefesinin girisimcilige
yonelik tutum ve girisimeilik niyetine etkisi: Universite dgrencileri iizerine bir arastirma. Bolu Abant
Izzet  Baysal — Universitesi  Sosyal — Bilimler  Enstitiisii  Dergisi,  15(2),  23-56.
https://dergipark.org.tr/tr/pub/basbed/issue/16844/432060

Cetinkaya Uslusoy, E., & Qngér, M. (2021). Ogrenci hemsirelerin mesleki ilgilerinin yanal diisinmeye etkisi.
Hacettepe Universitesi Hemgirelik Fakiiltesi Dergisi, 9(1), 1-9.
https://doi.org/10.31125/hunhemsire. 1101491

De Beer, L. T., Tims, M., & Bakker, A. B. (2016). Job crafting and its impact on work engagement and job
satisfaction in mining and manufacturing. South African Journal of Economic and Management
Sciences, 19(3), 400-412. https://doi.org/10.4102/sajems.v19i3.1481

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources model
of burnout. Journal of Applied Psychology, 86(3), 472-499. https://doi.org/10.1037/0021-
9010.86.3.499

Diaz Pincheira, F. J., & Carrasco Garcés, M. E. (2018). Effects of organizational climate and psychosocial
risks on  happiness at  work. Contaduria  y  Administracion, 63(4), 52.
https://doi.org/10.22201/fca.24488410e.2018.1142

Fisher, C. D. (2010). Happiness at work. International Journal of Management Reviews, 12(4), 384-412.
https://doi.org/10.1111/j.1468-2370.2009.00270.x

Gabriel, A. S., Daniels, M. A., Diefendorff, J. M., & Greguras, G. J. (2015). Emotional labor actors: A latent
profile analysis of emotional labor strategies. Journal of Applied Psychology, 100(3), 863-879.
https://doi.org/10.1037/a0037408

George, D., & Mallery, M. (2001). SPSS for Windows step by step: A simple guide and reference 10.0 update.
Allyn and Bacon.

Grandey, A. A. (2000). Emotional regulation in the workplace: A new way to conceptualize emotional labor.
Journal of Occupational Health Psychology, 5(1), 95-110. https://doi.org/10.1037/1076-8998.5.1.95

Grandey, A. A. (2003). When ‘the show must go on’: Surface acting and deep acting as determinants of
emotional exhaustion and peer-rated service delivery. Academy of Management Journal, 46(1), 86-
96. https://doi.org/10.2307/30040678

Grant, A. M., Christianson, M. K., & Price, R. H. (2007). Happiness, health, or relationships? Managerial
practices and employee well-being tradeoffs. The Academy of Management Perspectives, 21(3), 51-
63. https://doi.org/10.5465/amp.2007.26421238

Gupta, V. (2012). Importance of being happy at work. International Journal of Research and Development,
1(1), 9-14.

Giiner, B. (2021). Is bicimlendirmenin gdrev performansi iizerindeki etkisinde ise tutulma ve psikolojik
sermayenin rolii. [Doctoral Dissertation, Bagkent University].

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2014). Multivariate data analysis. Pearson
Education Limited.

Hakanen, J. J., Peeters, M. C., & Schaufeli, W. B. (2018). Different types of employee well-being across time
and their relationships with job crafting. Journal of Occupational Health Psychology, 23(2), 289-
301. . https://doi.org/10.1037/0cp000008 1

133



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Sayv/Is.: 2 Yil/Year: 2025, Sayfa/Pages: 108-137

Hochschild, A. (1983). The managed heart: Commercialization of human feeling. University of California
Press.

Holland, J. L. (1996). Exploring careers with a typology: What we have learned and some new directions.
American Psychologist, 51(4), 397-406. https://doi.org/10.1037/0003-066X.51.4.397

Hu, L. T.,, & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis:
Conventional criteria versus new alternatives. Structural Equation Modeling: A Multidisciplinary
Journal, 6(1), 1-55. http://dx.doi.org/10.1080/10705519909540118

Humphrey, R. H., Ashforth, B. E., & Diefendorff, J. M. (2015). The bright side of emotional labor. Journal of
Organizational Behavior, 36(6), 749-769. https://doi.org/10.1002/job.2019

Humphrey, R. H., Pollack, J. M., & Hawver, T. (2008). Leading with emotional labor. Journal of Managerial
Psychology, 23(2), 151-168. http://dx.doi.org/10.1108/02683940810850790

Hur, W.-M., Moon, T.-W., & Jung, Y. S. (2015). Customer response to employee emotional labor: The
structural relationship between emotional labor, job satisfaction, and customer satisfaction. Journal
of Services Marketing, 29(1), 71-80. https://doi.org/10.1108/JSM-07-2013-0161

Hiilsheger, U. R., Alberts, H. J., Feinholdt, A., & Lang, J. W. (2013). Benefits of emotional labor: A meta-
analysis of 25 years of research. Journal of Occupational Health Psychology, 18(3), 205-213.
https://doi.org/10.1037/a0031313

Hyun, C., Suh, E., & Ryu, J. (2013). Worker happiness in Korea. Samsung Economic Research Institute, 9-
13.

flhan, M., & Cetin, B. (2014). LISREL ve AMOS programlari kullamlarak gergeklestirilen yapisal esitlik
modeli (YEM) analizlerine iliskin sonuglarin karsilastirilmasi. Journal of Measurement and
Evaluation in Education and Psychology, 5(2), 26-42. https://doi.org/10.21031/epod.31126

Inan, S. (2006). Kariyer egilim envanterinin gelistirilmesine yonelik bir ¢alisma. [Master’s Thesis, Cukurova
University]

Jeon, A. (2015). The effect of pre-flight attendants’ emotional intelligence, emotional labor, and emotional
exhaustion on commitment to customer service. Service Business, 10(2), 345-367.
https://doi.org/10.1007/s11628-015-0273-2

Kadi, A., & Selguk, G. (2012). ilkdgretim okul yoneticilerinin dgretmenleri giidiileme davranislari ile
ogretmenlerin mesleki ilgi diizeylerinin incelenmesi. Manisa Celal Bayar Universitesi Sosyal
Bilimler Dergisi, 10(2), 23-38. https://dergipark.org.tr/en/download/article-file/45881

Kammeyer-Mueller, J. D., Rubenstein, A. L., Long, D. M., Odio, M. A., Buckman, B. R., Zhang, Y., &
Halvorsen-Ganepola, M. D. (2013). A meta-analytic structural model of dispositional affectivity and
emotional labor. Personnel Psychology, 66(1), 47-90. https://doi.org/10.1111/peps.12009

Karaman, N. (2017). Calisma yasaminda duygusal emek. Is ve Hayat, 3(5), 30-56.
https://dergipark.org.tr/en/pub/isvehayat/issue/52096/680384

Karasar, N. (2011). Bilimsel arastirma yontemleri. Nobel Akademik Yayinlari.

Kart, E. (2011). Bir duygu ydnetimi siireci olarak duygusal emegin c¢alisanlar iizerindeki etkisi. Calisma ve
Toplum, 3(30), 215-230. https://dergipark.org.tr/en/pub/ct/issue/71783/1155097

Kaya, U., & Sergeoglu, N. (2013). Duygu is¢ilerinde ise yabancilagsma: Hizmet sektoriinde bir arastirma.
Calisma ve Toplum, 1, 311-345. https://dergipark.org.tr/en/pub/ct/issue/71793/1155220

Kaysi, F. (2021). Mesleki ilgi 6lgeginin gelistirilmesi ve uygulanmasi. Universite Arastirmalart Dergisi, 4(1),
35-43. https://doi.org/10.32329/uad.878426

Kerse, G. (2017). Is becerikliligi (Job Crafting) olgegini Tirkge’ye uyarlama ve duygusal tikkenme ile
iligkisini belirleme. Isletme Arastirmalari Dergisi, 9(4), 283-304.
https://doi.org/10.20491/isarder.2017.332

Kerse, G. (2019). Is becerikliligi ve is tatmini arasindaki iligki: “Ise iliskin degisiklikler, memnuniyeti
artirabilir mi?”. Insan ve Insan, 6(20), 205-218. https://doi.org/10.29224/insanveinsan.500958

Kim, M. S., & Lee, M. J. (2017). The effect of subordinate’s emotional labor on job attitude: The moderating
effect of job crafting. Journal of the Korea Academia-Industrial Cooperation Society, 18(9), 167-
176. https://doi.org/10.5762/KAIS.2017.18.9.167

134



M. M. PAMUK & A. MARSAP

Kiran, M., & Khurram, S. (2018). Flexitime and employee happiness at workplace: A quantitative study of
software houses. Pakistan Journal of Commerce and Social Sciences (PJCSS), 12(3), 1008-1024.
https://hdl.handle.net/10419/193457

Kirkendall, C. D. (2013). Job crafting: The pursuit of happiness at work. [Doctoral Dissertation, Wright State
University].

Kline, R. B. (2015). Principles and practice of structural equation modeling. The Guilford Press.

Kocakula, O. (2021). Duygusal emegin is tatmini iizerindeki etkisi: {zmir Balcova ve Narlidere belediyeleri
ornegi. Kent Akademisi, 14(3), 824-841. https://doi.org/10.35674/kent.976638

Kooij, D. T., Van Woerkom, M., Wilkenloh, J., Dorenbosch, L., & Denissen, J. J. (2017). Job crafting towards
strengths and interests: The effects of a job crafting intervention on person—job fit and the role of
age. Journal of Applied Psychology, 102(6), 971. https://doi.org/10.1037/apl0000194

Kristof-Brown, A., & Guay, R. P. (2011). Person—environment fit. In S. Zedeck (Ed.), APA handbook of
industrial and organizational psychology, Vol. 3. Maintaining, expanding, and contracting the
organization (pp. 3-50). American Psychological Association. https://doi.org/10.1037/12171-001

Kuijpers, E., Kooij, D. T., & Van Woerkom, M. (2020). Align your job with yourself: The relationship
between a job crafting intervention and work engagement, and the role of workload. Journal of
Occupational Health Psychology, 25(1), 1-52. https://doi.org/10.1037/0cp0000175

Kuzgun, Y. (2009). Meslek gelisimi ve danismanligr. Nobel Yaym Dagitim.

Lee, C., An, M., & Noh, Y. (2014). The effects of emotional display rules on flight attendants’ emotional
labor strategy, job burnout and performance. Service Business, 9(3), 409-425.
https://doi.org/10.1007/s11628-014-0231-4

Lee, M., & Jang, K. S. (2020). Nurses’ emotions, emotional labor, and job satisfaction. International Journal
of Workplace Health Management, 13(1), 16-31. https://doi.org/10.1108/IJWHM-01-2019-0012

Leech, N. L., Barrett, K. C., & Morgan, G. A. (2005). SPSS for intermediate statistics: Use and
interpretation. Taylor & Francis.

Marsh, H. W., Hau, K. T., Artelt, C., Baumert, J., & Peschar, J. L. (2006). OECD’s brief self-report measure
of educational psychology’s most useful affective constructs: Cross-cultural, psychometric
comparisons across 25 countries. [International Journal of Testing, 6(4), 311-360.
https://doi.org/10.1207/s15327574ijt0604 1

Maikikangas, A. (2018). Job crafting profiles and work engagement: A person-centered approach. Journal of
Vocational Behavior, 106, 101-111. https://doi.org/10.1016/j.jvb.2018.01.001

Moccia, S. (2016).  Happiness at  work.  Psychologist  Papers, 37(2), 143-151.
http://www.psychologistpapers.com

Morris, J. A., & Feldman, D. C. (1996). The dimensions, antecedents, and consequences of emotional labor.
Academy of Management Review, 21(4), 986-1010. https://doi.org/10.2307/259161

Othman, A. K., Mahmud, Z., Noranee, S., & Noordin, F. (2018). Measuring employee happiness: Analyzing
the dimensionality of employee engagement. International Conference on Kansei Engineering &
Emotion Research (pp. 863-869). Springer. https://doi.org/10.1007/978-981-10-8612-0_90

Pala, T., & Siirgevil, O. (2016). Duygusal emek 6lcegi: Olcek gelistirme, giivenilirlik ve gecerlilik calismasi.
Ege Akademik Balkis, 16(4), 773-787.

Petrou, P., Demerouti, E., Peeters, M. C. W., & Schaufeli, W. B. (2012). Crafting a job on a daily basis:
Contextual correlates and the link to work engagement. Journal of Organizational Behavior, 33,
1120-1141. https://doi.org/10.1002/job.1783

Plomp, J., Tims, M., Akkermans, J., Khapova, S. N., Jansen, P. G., & Bakker, A. B. (2016). Career
competencies and job crafting: How proactive employees influence their well-being. Career
Development International, 21(6), 1-31. https://doi.org/10.1108/CDI-08-2016-0145

Polatcy, S., & Ozyer, K. (2015). Duygusal emek stratejilerinin duygusal zekanin tikkenmislige etkisindeki
aracilik rolii. Bolu Abant Izzet Baysal Universitesi Sosyal Bilimler Enstitiisti Dergisi, 15(3), 131-156.
https://dergipark.org.tr/tr/pub/basbed/issue/38788/453967

Polatci, S., & Uniivar, H. (2021). Iste mutluluk dlcegi (IMO): Bir 6lgek gelistirme ¢alismasi. Journal of
Research in Business, 6(1), 177-202. https://doi.org/10.29228/JRB.10

135



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 7 Sayv/Is.: 2 Yil/Year: 2025, Sayfa/Pages: 108-137

Psilopanagioti, A., Anagnostopoulos, F., Mourtou, E., & Niakas, D. (2012). Emotional intelligence,
emotional labor, and job satisfaction among physicians in Greece. BMC Health Services Research,
12(1), 1-12. https://doi.org/10.1186/1472-6963-12-463

Rachmawati, R., Zakia, L., Safitri, S., & Lupita, A. (2022). The impact of self-efficacy and job crafting on
job satisfaction of gig workers: An empirical study from Indonesia. The Journal of Asian Finance,
Economics and Business (JAFEB), 9(3), 159-169.
https://doi.org/10.13106/jafeb.2022.v019.n03.0159

Rao, G. V., Lakshmi, V., & Goswami, R. (2017). A study on factors of workplace happiness. International
Journal of Marketing & Financial Management, 5(8), 27-42. http://dx.doi.org/10.5958/2321-
5763.2018.00038.0

Rogers, J. K. (1995). Just a temp: Experience and structure of alienation in temporary employment. Work and
Occupations, 22, 137-166. https://doi.org/10.1177/0730888495022002002

Salas-Vallina, A., & Alegre, J. (2018). Happiness at work: Developing a shorter measure. Journal of
Management & Organization, 1, 1-21. https://doi.org/10.1017/jmo.2018.24

Salas-Vallina, A., Alegre, J., & Fernandez, R. (2017). Happiness at work and organisational citizenship
behaviour: Is organisational learning a missing link? International Journal of Manpower, 38(3),
470-488. https://doi.org/10.1108/IJM-10-2015-0163

Sarmento, R., & Costa, V. (2017). Factor analysis. In Comparative approaches to using R and Python for
statistical data analysis (pp. 148-178). IGI Global. https://doi.org/10.4018/978-1-68318-016-
6.ch007

Schermelleh-Engel, K., & Moosbrugger, H. (2003). Evaluating the fit of structural equation models: Tests of
significance and descriptive goodness-of-fit measures. Methods of Psychological Research Online,
8(2), 23-74.

Schreiber, J. B., Nora, A., Stage, F. K., Barlow, E. A., & King, J. (2006). Reporting structural equation
modeling and confirmatory factor analysis results: A review. The Journal of Educational Research,
99(6), 323-338. https://doi.org/10.3200/JOER.99.6.323-338

Sekaran, U. (2003). Research methods for business. A skill-building approach. Wiley.

Silvia, P. J. (2008). Interest—the curious emotion. Current Directions in Psychological Science, 17, 57-60.
https://doi.org/10.1111/j.1467-8721.2008.00548.x

Slemp, G. R., & Vella-Brodrick, D. A. (2013). The job crafting questionnaire: A new scale to measure the
extent to which employees engage in job crafting. International Journal of Wellbeing, 3(2), 126-146.

happiness at work: A case of robotised production line operators in furniture industry in Lithuania.
Sustainability, 13(3), 1563. https://doi.org/10.3390/sul3031563

Su, R., & Nye, C. D. (2017). Interests and person-environment fit: A new perspective on workforce readiness
and success. In J. Burrus, K. D. Mattern, B. Naemi, & R. D. Roberts (Eds.), Building better
students: Preparation for the workforce (pp. 177-206). Oxford University Press.

Tims, M., & Bakker, A. B. (2010). Job crafting: Towards a new model of individual job redesign. S4 Journal
of Industrial Psychology, 36(2), 1-9. https://doi.org/10.4102/sajip.v36i2.841

Tims, M., Bakker, A. B., & Derks, D. (2012). Development and validation of the job crafting scale. Journal
of Vocational Behavior, 80(1), 173-186. https://doi.org/10.1016/j.jvb.2011.05.009

Turner, S. A., Jr., & Silvia, P. J. (2006). Must interesting things be pleasant? A test of competing appraisal
structures. Emotion, 6, 670-674. https://doi.org/10.1037/1528-3542.6.4.670

Uysal, 1., & Kilig, A. (2022). Normal dagilim ikilemi. Anadolu Journal of Educational Sciences
International, 12(1), 220-248. https://doi.org/10.18039/ajesi.962653

Van Katwyk, P. T., Fox, S., Spector, P. E., & Kelloway, E. K. (2000). Using the Job-Related Affective Well-
Being Scale (JAWS) to investigate affective responses to work stressors. Journal of Occupational
Health Psychology, 5(2), 219-230. https://doi.org/10.1037/1076-8998.5.2.219

Wen, J., Huang, S. S., & Hou, P. (2019). Emotional intelligence, emotional labor, perceived organizational
support, and job satisfaction: A moderated mediation model. /nternational Journal of Hospitality
Management, 81, 120-130. https://doi.org/10.1016/j.ijhm.2019.01.009

136



M. M. PAMUK & A. MARSAP

Weseler, D., & Niessen, C. (2016). How job crafting relates to task performance. Journal of Managerial
Psychology, 31(3), 672-685. https://doi.org/10.1108/JMP-09-2014-0269

Wharton, A. S. (1993). The affective consequences of service work: Managing emotions on the job. Work
and Occupations, 20(2), 205-232. https://doi.org/10.1177/0730888493020002004

Wright, T. A. (2006). To be or not to be [happy]: The role of employee well-being. The Academy of
Management Perspectives, 20(3), 118-120. https://doi.org/10.5465/amp.2006.21903486

Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active crafters of their
work. Academy of Management Review, 26(2), 179-201.

Wrzesniewski, A., Lobuglio, N., Dutton, J. E., & Berg, J. M. (2013). Job crafting and cultivating positive
meaning and identity in work. In Advances in Positive Organizational Psychology (pp. 281-302).
Emerald Group Publishing Limited. https://doi.org/10.1108/S2046-410X(2013)0000001015

Yang, C., & Chen, A. (2021). Emotional labor: A comprehensive literature review. Human Systems
Management, 40(4), 479-501. https://doi.org/10.3233/HSM-200937

Yang, Y., Yan, X., Zhao, X. R., Mattila, A. S., Cui, Z., & Liu, Z. (2022). A two-wave longitudinal study on
the impacts of job crafting and psychological resilience on emotional labor. Journal of Hospitality
and Tourism Management, 52, 128-140. . https://doi.org/10.1016/j.jhtm.2022.05.014

Yesilyaprak, B. (2016). Mesleki rehberlik ve kariyer danismanligi: Kuramdan uygulamaya. Pegem Akademi.

Yildiim, M. (2023). Cahsanlarin is becerikliliginin isten ayrilma niyeti tizerindeki etkisi ve is tatmininin
aracilik rolii: Saglik sektorii baglaminda bir arastirma. Pamukkale Universitesi Sosyal Bilimler
Enstitiisii Dergisi, 56, 185-215. https://doi.org/10.30794/pausbed.1100142

Yilmaz, O. (2011). Mesleki ilgi envanterinin gelistirilmesi. [Master’s Thesis, Hacettepe University].

Yuan, S. J. (2005). The steward obeys the positive research of hardworking ability and passenger’s
satisfaction dependence. [Master’s Thesis, National Kaohsing First University of Science and
Technology].

137



