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Abstract 

Job crafting emphasizes that employees take the initiative to change the content and way 
of work from the bottom up to achieve individual or group goals. Based on a systematic 
review of the theoretical and empirical research literature on job crafting, this paper 
reviews the concept of job crafting, the leading factors of job crafting, and the impact of 
job crafting on individuals, colleagues and organizations. Finally, this paper looks 
forward to future research, including focusing on the refinement and fusion of job 
crafting, the antecedents and consequences of job crafting, job crafting in the Chinese 
context and job crafting at the team level. 
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1. Introduction 

As the business environment becomes increasingly complex and the diversity of the workforce 
continues to increase, it is increasingly difficult for managers to design normative job 
descriptions that meet the needs of all parties, and the traditional top-down job design has been 
unable to adapt to the rapid changes in the organization. Employees can only passively accept 
their own work, and it is difficult to fully mobilize their enthusiasm and creativity. Managers 
are increasingly realizing that personal-job fit can have a positive impact on employees and 
organizations. Employees play an important role in this process.They expect employees not 
only to complete the core tasks in the job description, but also to take the initiative to improve 
the current situation in a certain range according to their actual situation, that is, job crafting. 
Job crafting refers to employees changing their job characteristics and boundaries from the 
bottom up, improving person-job fit, and creating a work environment suitable for their skills, 
abilities and preferences [1], which maximizes employees' will-being and performance, and 
benefits both organizations and individuals.  

Looking at the research status of job crafting, it has gone through a transition from "type 
division" to "mechanism exploration", and related research on the antecedents and 
consequences of job crafting has only been developed in the past decade. Among them, the 
articles published by Tims and Bakker based on the job rdemand-resource model and the job 
crafting scale play a decisive role [2]. Systematically sorting out the drivers of job crafting can 
help researchers who want to conduct empirical studies on this topic understand which 
variables are related to job crafting, and provide insights for organizations to promote 
employee job crafting through training or intervention. The sorting out of the outcoms of job 
crafting will influence how organizations and individuals view job crafting behavior and who 
they think benefits more from the results of job crafting.  

Although there have been meta-analyses on job crafting, there are still a lot of extended 
researches on job crafting in the development stage, with richer themes and tending to be 
practical. Based on this, this paper summarizes the types of work crafting that are highly 
recognized at present, constructs an integrated framework including antecedents and internal 
mechanisms, and puts forward the future research prospects of work crafting on this basis.  
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2. What is Job Crafting 

Job crafting is a concept derived from job design. Generally speaking, employees can only 
passively accept the work designed by the organization, which can make employees focus on 
fixed tasks and help them improve their work skills and work efficiency [3]. However, the 
subjective initiative of employees has not been paid attention to in this kind of job design. Kulik 
et al.(1987) proposed that if employees do not adapt to the task or the role they assume in the 
organization, they can spontaneously redesign the work and improve the fit between the work 
and their own abilities through corresponding changes.  

In 2001, Wrzesniewski and Dutton formally proposed the concept of "job crafting". They 
defined job crafting as "the physical and cognitive changes individuals make in the task or 
relational boundaries of their work" [1]. In this view, job crafting is divided into task crafting, 
relationship crafting and cognitive crafting. Task crafting refers to changing the number or form 
of tasks in the work to change the task boundary. Relationship crafting involves changing the 
interpersonal relationship in the work, including the object and nature of communication, etc. 
Cognitive crafting includes the active and conscious changes made by individuals in how they 
view their tasks and work roles. These changes can help employees improve work meanings 
and achieve their work identity. This definition and classification of job crafting from the role-
based perspective lays a foundation for subsequent research.  

Another widely accepted perspective was proposed by Tims et al..Drawing on the job demand-
resource model of burnout[4], job crafting is defined as"the changes that employees may make 
to balance their job demands and job resources with their personal abilities and needs" [2,5]. 
Job demands refer to all aspects of the job that require sustained physical and/or psychological 
(cognitive and emotional) effort or skills. Job resources refer to those aspects of the job that are 
either/or functional in achieving work goals, reduce job demands and the associated 
physiological and psychological costs, and stimulate personal growth, learning, and 
development [6]. According to this view, Tims et al.divided job crafting into four dimensions, 
namely: (1) increasing structural job resources, such as increasing promotion opportunities 
and increasing job autonomy; (2) increasing social job resources, such as social support and 
supervisor assistance;(3) increasing challenging resources, such as increasing tasks and 
volunteering for projects that interest you;(4) decreasing hindering demands, such as reducing 
the demands of mental stress in order to maintain one's health [5,6]. The job crafting in this 
perspective emphasizes the behavior of employees, takes the balance of job demands and 
resources to achieve person-job fit as the main driving force, and focuses on how employees 
modify the work design to improve their work motivation.  

In both cases, employees try to change the structure and content of their work by expanding or 
contracting job crafting. But there are some differences in content, purpose, and scope, as well 
as how they are measured. For example, both sides still disagree on whether cognitive crafting 
is part of job crafting; In terms of measurement methods, role-based perspectives have been 
developed mainly through qualitative research [7,8], while the resource-based perspective 
relies almost exclusively on quantitative methods [9], the use of specific methods may lead to 
misalignment of views. These differences lead to relative disconnection in the theory of job 
crafting. Based on this, some scholars have tried to integrate the two mainstream perspectives 
into a framework to provide a more comprehensive job crafting taxonomy.  

Bruning and Campion (2018) developed a role-resource approach - avoidance Taxonomy based 
on qualitative and quantitative studies and the theory of approach and avoidance motivation. 
Job crafting is defined as"the changes to a job that workers make with the intention of 
improving the job for themselves". In this view, job crafting can be divided into approach job 
crafting and avoidance job crafting. The former emphasizes active problem solving and goal 
improvement, while the latter seeks to avoid or even eliminate negative factors in the work. 
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They also create a 2*2 categorization of job crafting -- approach role crafting, approach resource 
crafting, avoidance role crafting, and avoidance resource crafting - organizes specific job 
crafting and helps predict results [10,11].  

Zhang and Parker (2019) developed a three -level job crafting model based on Bruning and 
Campion. It covers the highest level of job crafting orientation (approaching vs avoiding 
crafting), the second level of job crafting form (cognitive vs behavioral crafting) and the third 
level of job crafting content (resource vs demands crafting), and can be divided into eight types 
of job crafting, including approach resources crafting (behavioral) and avoidance resources 
crafting (cognitive) and so on. This structure unifies different perspectives of job crafting and 
determines the fundamental differences among different dimensions of job crafting. Thus, job 
crafting has shown a trend of theoretical integration [12].  

In addition, Lichtenthaler and Fischbach combined regulatory orientation theory in meta-
analysis, differentiated promotion-focused (increasing job resources and challenging job 
demands; expansion-oriented task, relational, and cognitive crafting) from prevention-focused 
(decreasing hindering job demands; contraction-oriented task and relational crafting) job 
crafting [13].  

Most studies understand job crafting as personal activities, and only a few studies have focused 
on collaborative job crafting [14,15]. Collaborative crafting means that employees are able to 
collectively decide how to change work to achieve their shared goals. Of course, it is not 
mutually exclusive with individual job crafting, and the choice of job crafting is largely affected 
by the work environment and the nature of the work.  

3. Antecedents of Job Crafting 

Combing the existing literature, it is found that there are various factors affecting job crafting. 
In this study, the antecedent variables of job crafting were classified into two categories: 
individual differences and contextual factors.  

3.1. Individual Differences  

Motivation. As a special manifestation of employee proactive behavior, job crafting emphasizes 
the proactive changes made by individuals in work design [2], so it is related to individual 
motivation in the first place. This motivation can be either an active motivation to achieve an 
ideal goal or a passive motivation to cope with adversity at work [8]. Wrzesniewski and Dutton 
(2001) proposed three basic motivations for job crafting : to control work to avoid alienation 
from work, to establish a positive self-image and the need to communicate with others. 
However, Tims (2010) proposed that the misfit between employees' perceived job demandss 
and job resources and their ability and willingness is the incentive for job crafting. When 
employees realize what specific aspects of the job design lead to the misfit, they will try to 
reduce it, because the change of the job design is ultimately to better achieve their goals and 
improve their welfare. According to control theory, when an individual perceives a difference 
between the current state and the desired state, it will trigger the difference reduction behavior. 
From the perspective of resource conservation, individuals are motivated to protect existing 
resources and seek positive solutions to work factors that deplete individual resources in order 
to reduce differences [16]. From the perspective of meaning construction, individuals will 
regard this mismatch as an opportunity and challenge to stimulate their proactive behavior 
[17].  

Personal traits. Personal traits can explain why some people are more likely to craft their jobs 
than others. Crant (1993) proposed very early that proactive personality can positively predict 
proactive behavior [18], such as job crafting, because they have strong initiative, can find 
opportunities and actively and continuously take actions, until the goal is reached. Based on 
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COR theory, employees with a high degree of initiative have more personal resources and can 
propose more effective strategies to obtain more resources when facing personal needs [19]. 
They tend to improve the level of personal resources and change work demandss in a positive 
way to change their work environment and work boundaries [5]. Tims and Bakker (2010) 
empirically tested the positive relationship between promoting regulating orientation and job 
crafting. Brenninkmeijer and Hekkert - Koning (2015) further proposed that individuals with 
high promotion-focus pay more attention to career growth and development, which is 
positively related to increasing social resources, increasing structural resources, and increasing 
challenging demands, while individuals with high prevention-focus pay more attention to 
safety and responsibility, and positively correlated with decreasing hindering demands [20]. In 
addition, the positive relationship between self-efficacy and job crafting has been demonstrated 
in a number of studies [21]. People with high self-efficacy are more likely to participate in the 
process of changing the work environment [22]. Moreover, they are more confident that their 
job crafting activities can be successful, so they are more willing to translate into the 
substantive be havior of job crafting [23]. For the same individual, the willingness to engage in 
job crafting on the days with higher self-efficacy is also stronger [24]. According to other studies, 
individua ls with workaholic tendencies will evaluate work intensity in a more positive way, 
and regard it as a challenge rather than an obstacle, in order to overcome the high demands 
caused by the increase of work intensit y through job crafting [25].  

Work value orientation. Wrzesniewski (1997) and Bellah et al.(1985) divide the relationship 
between employees and work into three categories: work orientation (focusing on the material 
rewards of work), career orientation (pursuing progress in one's career), calling orientation 
(focusing on enjoying fulfilling, socially useful work) [26]. In comparison, Wrzesniewski 
believes that employees with career orientation are more likely to carry out job crafting. In 
order to increase their reputation in the organization, they will take the initiative to 
communicate with employees who are more influential than themselves to carry out job 
crafting. Leana's empirical study also proves this view [14]. The relationship between calling 
orientation and job crafting has also been concerned by scholars. Individuals with calling 
orientation associate their identity with their career [26], and tend to realize the value and 
significance of life through work, which will have a positive impact on the attitude and behavior 
of employees in the organization. It also can improve the efficiency of transforming job 
resources into motivation, and form positive reinforcement [27]. Besides, they have clear self-
value cognition and organizational value cognition, and are more willing to carry out job 
crafting [28]. However, empirical studies that directly reveal the relationship between calling 
orientation and job crafting are rare, and the above hypothesis is still at the stage of theoretical 
speculation. Correspondingly, when the work is not consistent with the calling [29] or when the 
career call cannot be answered [30], employees will feel frustrated, which urges them to carry 
out job crafting or leisure crafting to make up for career regret.  

3.2. Contextual Factors  

Job crafting does not occur in a vacuum. From a sociological perspective, the behaviors of all 
individuals are embedded in a broader work context than the individual [31].  

Job autonomy. Studies have shown that job autonomy has a positive impact on employee’s job 
crafting [2,32]. High job autonomy means that employees have the opportunity to decide for 
themselves what to do and how to do it [1], have more freedom to structure their roles and 
contribute to the organization, and are able to flexibly set work boundaries. Enhance proactive 
behavior to meet their role expectations [33]. In addition, Fu Jingtao et al.believe that 
employees with high job autonomy will regard job crafting as a kind of resource investment 
behavior, and transform autonomy into new personal resources through job crafting [34]. On 
the contrary, when the manager's monitoring degree is high, the autonomy of employees will 
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decrease, and they will perceive that they have no power to control their work, and behavioral 
crafting will be hindered.  

Task independence. Task independence is also the characteristic of job that affects job crafting. 
Work independence reduces the dependence of employees on their colleagues and makes them 
subject to fewer restrictions. Therefore, they have higher freedom to change task boundaries 
and relationship boundaries, and job crafting is easier. On the contrary, high job 
interdependence places more restrictions on individuals, reduces employees' sense of control 
over work, and hinders employees' perception of being able to take autonomous actions [1]. 
From the perspective of matching theory, some scholars have also discussed the impact of job 
interdependence mismatch (insufficient vs. excessive) on reducing hindering demand. When 
the difference between job interdependence demand and supply increases, employees tend to 
reduce hindering demand to protect and maintain psychological resources [35]. In addition, the 
interdependence of work in a team also promotes more cooperative job crafting, which limits 
individual job crafting behaviors.  

Stressors. Stressors are internal and external stimuli that make individuals feel nervous, and 
Challenge- and Hindrance-Related Self-Reported Stress are currently widely adopted two-
dimensional classification of stressors. Hindrance-related self-reported stress not only 
consume personal resources but also make it difficult to obtain compensation. Based on COR 
theory, individuals tend to adopt habitual behaviors to preserve existing resources when faced 
with the threat of resource loss, so they are content with the status quo and refuse to redesign 
work [36]. Challenge-related self-reported stress are considered to be a kind of benign pressure, 
and individuals tend to adopt proactive problem-solving strategies in coping with them. 
Although personal resources will be lost, employees often regard such high demands as a 
challenge to their work ability. It stimulates them to make full use of their resources, enhance 
work motivation and take positive actions [37].  

Leadership. Empirical studies have proven that empowering leadership [38], humble 
leadership [39,40], transformational leadership [41,42], Servant Leadership [43] gives 
employees greater autonomy and self-efficacy, which increases the structure and social 
resources of employees. Such leaders who create resources for subordinates will motivate 
employees to invest in existing resources to obtain more resources, which has a positive impact 
on the job crafting of subordinates[42]. The study also found that leadership style may be 
positively correlated with some dimensions of job crafting, but negatively correlated or not 
correlated with other dimensions. For example, employee-oriented leadership is positively 
correlated with promotion-focused job crafting, but not with prevention-focused job crafting 
[44]. As a negative leadership style, abnegative leadership is positively correlated with 
decreasing hindering demands and negatively correlated with the increase of structural and 
social resources. Moreover, individuals who establish high-quality L-MX will be involved in 
more job crafting. The resources within the organization are limited, so leaders inevitably 
allocate more resources to their followers, and followers also feel obligated to return this favor 
and work harder, thus promoting job crafting [45].  

Supportive organizational climate. A supportive organizational climate provides employees 
with the resources and opportunities to utilize their talents a nd allows them enough autonomy 
to get their work done in a way that best suits their strengths [46]. This atmosphere gives 
employees a sense of psychological security, they will boldly try to play to their strengths and 
change their inherent way of working [47]. Because they perceive that their organization cares 
about their personal and professional life, they are also more willing to seek more resources or 
assume more responsibilities in order to complete tasks [48], showing more pro -social and 
proorganizational behaviors.  

Human resource management practices. HRM practices are designed to enhance employees' 
ability and motivation, provide employees with a lot of resources and create a good atmosphere 
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for positive behavior. When organizations provide employees with high commitment HRM 
practices (e. g. , adequate training opportunities, internal promotion), employees may be more 
motivated to take risks and proactively increase job resources and challenging demands [49].  

4. Outcomes of Job Crafting 

In recent years, scholars began to pay special attention to the slight differences in the results of 
different types of job crafting. For example, Bruning proposed that approach crafting was 
positively correlated with enrichment, work engagement and performance, while avoidance 
crafting was positively correlated with withdrawal. Compared with approach crafting, it's even 
less correlated with positive outcomes. Some studies also found that the relationship between 
job crafting and performance was influenced by cultural practices such as performance-
oriented and uncertainty avoidance. In some cases, the relationship between preventive 
crafting and performance will also become positive [9].  

4.1. Impact on Individual Employees  

Employee well-being. Based on the Circumplex Model of Affect, work meanings, work 
engagement, burnout, job satisfaction and turnover intention were used as indicators to assess 
employee well-being. Work meanings is the foundation of employee well-being, and job crafting 
is considered as a key way for people to obtain meaningfulness in the modern work 
environment [50]. A longitudinal study has also found that job crafting can predict person-job 
fit over the next week and is further positively correlated with high levels of work meanings 
[51]. Based on available evidence, it also appears to have a positive effect on work engagement 
[52]. Tims et al.(2010)argued that all types of job crafting would promote work engagement. 
However, empirical studies have shown that job crafting aimed at expanding the scope of work 
(expansion-/promotion-/approach-focused or seeking resources and challenges) is beneficial 
to work engagement. Otherwise, the relationship is negative [21,53,54]. Job burnout represents 
the negative aspect of emotional experience. Through resource crafting employees can have a 
larger resource pool to meet job demands and protect themselves from stress, which can 
effectively prevent job burnout [55]. However, there is no consensus among scholars on 
demand crafting: Lichtenthaler believes that the positive emotions and work significance 
brought by promotion-focused job crafting offset the potential energy consumption of 
challenging demands. Prevention-focused job crafting will not benefit the job role boundaries, 
but will also bring negative emotions, which positively correlated with job burnout [13,55]. 
Harju believed that approach crafting not only increases the complexity of work, but also 
increases the workload and promotes burnout, while reducing hindering demand, burnout will 
also be reduced [56]. In this sense, reducing demands may be a way to cope with work stress 
and protect employees' will-being. Some studies suggested that person-job fit mediates the 
relationship between three forms (task, relationship and cognition) job crafting and job 
satisfaction, and this relationship is moderated by age. In addition, as a negative job cognition 
evaluation, turnover intention is also affected by job crafting. Evidence shows that approach 
crafting can improve employees' work experience, stimulate positive emotions, and thus 
reduce turnover intention [21]. Organization instrumental [57] and job satisfaction [58] 
mediate the relationship between job crafting and turnover intention.  

Career. Kira et al.(2010) believe that job crafting can create sustainable jobs and help 
employees establish learning mechanisms, develop new resources or transform existing 
resources into other valuable assets [59]. It improves the ability to cope with changes in the 
nature of work and changes in demands, values and other aspects, which is important for the 
sustainable development of career. Job crafting can also help older workers achieve sustainable 
person-environment fit and effective resource management, and promote successful aging at 
work [60]. However, when employees engage in avoidance crafting, they will reduce the 
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optimal level of job challenge [61], feel lack of the ability and skills needed to perform tasks 
[62], and miss opportunities for growth and development, which is not conducive to their 
perceived employability.  

4.2. Impact on Colleagues  

Wrzesniewski believed that job crafting is an activity at the personal level, and most of the 
efforts made by employees may not be visible to leaders and colleagues. Therefore, such efforts 
to create meaningful work may not be recognized or rewarded. Nor is it good or bad for leaders 
or colleagues. However, subsequent studies have proved that employees' personal goals may 
contradict the expectations of others, making individual job crafting have a positive or negative 
impact on the work of others [63]. For example, when employees reduce hindering demands, 
colleagues' workload and conflicts with employees increase, which further leads to burnout 
among colleagues [64]. On the other hand, when colleagues observe employees engaging in 
approach crafting, they will be willing to cooperate with them and reduce conflict. Job crafting 
also spreads among employees, and colleagues will observe and imitate crafter's job crafting 
behaviors. Colleague's job crafting mediates the positive impact of employees' job crafting on 
colleague's work engagement [65].  

4.3. Impact on the Organization  

Although there may be potential negative effects, job crafting will benefit the organization in 
most cases, because healthy and happy employees are more likely to make positive 
contributions to the organization [2]. Some evidence suggests that job crafting aimed at 
expanding the scope of work on in-role performance [53,66] and extra-role performance [48,67] 
all have positive predictions. Specifically, these employees are more likely to view work as a 
psychologically fulfilling activity, and they will devote more energy and resources to work, even 
beyond the formal job demands, and show more creativity and contextual performance [68]. 
Such special attention to the work environment will enable them to predict new challenges and 
identify defects in the current work process, make it easier to cope with internal and external 
challenges, and improve employees' adaptive performance[48]. They are also able to contribute 
indirectly to the organization by adapting job resources and demands to achiev a high level of 
person-job fit. In addition, other studies have found that the higher the job crafting (adding 
structural and social resources) at the team level, the stronger the positive correlation between 
work engagement and team performance [69].  

It must be noted that if the goal of job crafting is inconsistent with the organizational goal, 
employees may change their work in a way that damages the organization while they benefit 
themselves[1]. Consistent with this point of view, empirical studies found a negative correlation 
between job crafting aimed at reducing job scope and performance [53,70]. A passive way of 
protecting their existing resources, they choose the most important tasks to devote their energy 
to and are therefore less likely to produce out-of-role performance. It is also a withdrawal 
behavior [71] and an avoidance strategy [11], which may reduce the burden in the short term, 
but does not work in the long run. Reducing job demands means that employees avoid fulfilling 
their role demands, but the task itself does not disappear. Over time, the accumulation of 
workload will lead to burnout and impair their work performance [13]. On the other hand, 
reducing interpersonal relationships will limit employees' access to information and feedback, 
hinder communication within the team, and as a counter-productive behavior, it is not 
conducive to improving employees' work performance.  

In particular, the impact of reducing hindering demands on adaptive performance is moderated 
by individual attitudes towards change [72]. Specifically, when employees have a positive 
attitude towards austerityled organizational change, reducing demand will improve the 
adaptive performance of employees. On the contrary, when employees have a negative attitude, 
reducing demand will be detrimental to the adaptive performance of employees. This shows 
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that the effect of job crafting on job performance is inconsistent under different boundary 
conditions, including the special boundary condition--approach crafting. Recently, scholars 
have tried to explore the interaction effects of approach crafting and avoidance crafting. In the 
process of work, approach crafting seems to compensate for the energy, cognitive, and 
emotional resources consumed in decreasing hindering demands [73]. Using a diary survey, 
Petrou proposed that employees can mitigate the adverse consequences of avoidance crafting 
by approach crafting. Specifically, when increasing structural resources and social resources 
above the average level of employees, reducing hindering demands is positively related to 
performance, and only when employees are at a low level of increasing challenging demands, 
reducing hindering demands is negatively related to employability. In other cases, it becomes 
insignificant [61].  

5. Future Research Agenda 

As a positive attempt for employees to exert their subjective initiative, the concept of job 
reinvention has been widely concerned since it was proposed. By reviewing the existing 
literature, we constructed an integrated framework of job crafting, see Figure 1. Studies on job 
crafting mainly focus on its antecedents, outcomes and the processes leading to these results. 
Although some meta-analyses have summarized the antecedents and consequences of job 
crafting [9,13,21], there are still a lot of extended researches in the development stage, and the 
research direction is also richer. Through a review of the existing literature, this study believes 
that the job crafting can be further explored in the following aspects: 
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Figure 1. Antecedents and outcomes of job crafting 

5.1. Focus on the Refinement and Fusion of Job Crafting  

Theoretical and empirical studies on job crafting show that different dimensions of job crafting 
have different correlations with their antecedents and outcomes. The overall conceptualized 
role of job crafting is similar to that of proactive behavior, but the research results are different 
when specific dimensions are applied. In particular, decreasing hindering demands is often 
associated with low positive outcomes. Future research can choose different dimensions to 
study and analyze the same problem, which may produce interesting results.  



Volume 3 Issue 10, 2022 

DOI: 10.6981/FEM.202210_3(10).0017 

139 

Frontiers in Economics and Management 

ISSN: 2692-7608 

It is important to note that there may be a dynamic relationship between different dimensions 
of job crafting. There is evidence that approach crafting can alleviate the adverse consequences 
of avoidance crafting. When employees are blocked or fail in approach crafting, they may also 
turn to avoidance crafting to protect existing resources according to the COR theory. Similarly, 
there may be a progressive relationship between cognitive crafting and behavioral crafting. 
Only when cognition is transformed into practical action can it have a positive impact on 
performance. Therefore, the interaction between the various dimensions of job crafting is also 
worth further exploration.  

5.2. Focus on the Antecedents and Consequences of Job Crafting  

Most of the existing studies emphasize the categories of factors affecting job crafting, and lack 
of research on the interaction between driving factors, such as the interaction between job 
characteristics and organizational factors, or the interaction between leadership and 
organizational factors. Furthermore, a multilevel perspective may help to examine the coupling 
between individual and contextual factors that jointly determine the outcome of job crafting. 
For example, employees with proactive personality can still obtain work meanings through 
cognitive crafting even if they have low job autonomy. Further attention can be paid to the 
interaction of these antecedents at various levels in the future.  

Another area that deserves further research is the negative effects of job crafting. Job crafting 
based on personal goals does not always benefit the other person or the organization, and 
sometimes even the individual. For example, increased challenging demands may increase the 
workload of employees and lead to burnout, may feel deprived of opportunities for colleagues, 
and may not be able to balance job and family, partners to take on more responsibilities, 
resulting in family conflict. In contrast, can refashioning have positive effects, and when will 
those positive effects occur? This could be a fruitful area for future research.  

5.3. Focus on Job Reinvention in the Chinese Context  

Some studies have shown that cultural differences influence individuals' job crafting behavior 
and outcomes [12]. Future research needs to look more deeply at these contextual factors to 
explore the conditions under which job crafting productively. China's history and culture 
determines the Chinese pay more attention to interpersonal relationship "collectivism", 
advocating "individualism" is different with the west. Chinese employees in such aspects as 
cognition, personal characteristics significant differences with foreign workers, so to explore 
the adaptability of job crafting under the situation of China has theoretical and practical 
significance, The researchers can according to the theory of foreign mature, do further 
theoretical discussion in the local context.  

5.4. Focus on Reinventing Work at the Team Level  

As teams become the basic unit of work in an organization, job crafting at the team level should 
also be emphasized. Future research can explore how team members make joint decisions to 
change team tasks and work boundaries through communication and collaboration. Group 
characteristics (such as team control and team interdependence), social capital, and social 
networks may construct boundary conditions for this process. Furthermore, there is great 
potential for research on how managers should build a positive and supportive team 
atmosphere, and how team atmosphere influences collaborative crafting.  

Individual work crafting can drive collaborative crafting, and collaborative crafting can also 
drive individual job crafting. Employees embedded in the team background are inevitably 
influenced by formal or informal information in the team [74]. In today's "internalization" 
environment, can the crafter's job crafting stimulate other team members, and how does this 
cross-transfer effect occur? Social comparison theory suggests that individuals will look for 
references in the work environment for "similar and upward" social comparisons, so that other 
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team members will mimic the crafter's job crafting behavior, and this behavior may varies 
according to other employees' personal characteristics. The complexity of interpersonal 
relationship makes the interaction between the team members need to be further research. In 
the future, the perspective of job crafting at the individual level can be extended to the team 
level for confirmatory and exploratory analysis.  
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