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Abstract: In this research endeavor, the primary objective was to investigate the interplay between Job

Crafting, encompassing both its various types and forms, and Workplace Wellbeing. Additionally, it was posited
that there might exist gender differences in the utilization of distinct types and forms of job crafting. The study
sample comprised 377 employees employed across diverse educational institutions in Peshawar, spanning both
the private and public sectors. Data collection relied on the administration of two self-report measures: the
PERMA-Profiler (Butler & Kern, 2016) and the Job Crafting Questionnaire (Bindl et al., 2019).An examination
of gender distinctions via an independent sample t-test revealed that there were no discernible differences
between males and females concerning the utilization of various types and forms of job crafting. Furthermore,
correlation analysis disclosed a significant and positive association between job crafting total scores and
workplace wellbeing total scores. This observation extended to the various facets of job crafting, demonstrating
positive correlations with distinct dimensions of wellbeing. In summation, this study contributes substantially to
the extant body of knowledge on job crafting, particularly by exploring its intricate connection with workplace
wellbeing. These insights hold the potential to assist organizations in the formulation of effective strategies and

interventions aimed at enhancing the wellbeing of both their employees and the organization as a whole
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Introduction learning and development, as well as improve
both physical and mental well-being.

In today's fast-paced business landscape, o ) i ]
Historically, job design has typically been a top-

organizations grapple with constant changes
driven by global, economic, and technological
advancements (Cummings & Worley, 2009;
Baard et al., 2014). These shifts have profound
implications for how employees experience their
work. As suggested by Parker (2014), in the
challenging contemporary workplace, designing

down process, with managers primarily
responsible for structuring and modifying
employee roles (Grant & Parker, 2009).
However, this approach has faced criticism for
its inability to adapt to evolving work contexts
and increasing job complexity. Consequently,
Grant and Parker (2009) introduced a proactive

one's job can foster an environment conducive to ) ) ) o
perspective on job design, emphasizing the



active role of employees in reshaping their roles
to align with the demands of the modern
workplace. In the past, employees often focused
solely on adhering to their job descriptions,
rarely having the opportunity to make changes
to their job designs. However, as economic,
educational, and social dimensions have rapidly
evolved, employees now view their jobs as more
than just a source of income. They increasingly
adopt a proactive approach to their tasks.
Consequently, organizational management now
necessitates  flexible  job  designs to
accommodate  employees'  potential  to
proactively enhance workplace relationships
and job-related activities (Grant & Parker,
2009).

A certain form of preemptive behavior that
emerged a few years ago is known as "job
crafting," where individuals adjust their work-
related responsibilities within the framework of
their job design. These adjustments can pertain
to job-related tasks, social interactions in the
workplace, perspectives on the job, or even the
required skills to perform their job effectively
(Wrzesniewski & Dutton, 2012). Various
researchers have explored the factors driving
employees to engage in job crafting. Since job
crafting is a self- commenced act, it's expected
that different employees in similar roles may
exhibit diverse behaviors. Consequently,
individual factors play a crucial role in
understanding job crafting.

To comprehend how different approaches to job
crafting contribute to work-related outcomes,
researchers  have  developed
frameworks. These studies have consistently

theoretical

found that job crafting behaviors are associated
with positive results, including satisfaction with
job, and well-being (Slemp & Vella-Brodrick,
2014), job performance (Khan et al., 2018),
work engagement (Santiago et al., 2020), and
improved person-job fit (Lu et al., 2014).
Building on this research, the current study aims
to examine the relationship between various
dimensions of job crafting and workplace well-
being, using Seligman's PERMA well-being
model (2011).

Job crafting has been defined and explained
from different theoretical perspectives, with two
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Role-Based
Resource-Based

main views prevailing: the
Perspective and the
Perspective. The Role perspective has largely
emerged from qualitative research
(Wrzesniewski & Dutton, 2001), while the
Resource perspective has predominantly arisen
from quantitative research (Tims et al., 2012,
2013). A third perspective, known as the
Approach-Avoidance perspective, was proposed
by Bipp and Demerouti (2015). In 2018,
Bruning and Campion sought to integrate these
perspectives into a comprehensive model known
as the Role-Resource Approach-Avoidance
model of Job Crafting.

Bindl et al. (2019) noted that despite these
different approaches to defining job crafting,
there was a gap in the literature concerning why
employees engage in job crafting (i.e., the
reasons behind it) and how job crafting is put
into action (i.e., the process). To address these
questions, they turned to two theories:
Regulatory Focus Theory (RFT) and Self-
Determination Theory (SDT). Both RFT and
SDT were integrated to explain job crafting
behaviour. Regulatory Focus Theory, proposed
by Higgins (1997), suggests that individuals
have two ways to pursue their goals: promotion-
focused (change-oriented) and prevention-
focused (stability-oriented). Self-Determination
Theory, on the other hand, posits that an
individual's behavior is driven by three core
needs: relatedness, autonomy, and competence.
Bindl et al. (2019) concluded an individual’s
utilization of either type of skill crafting whether
promotion or prevention can be ascertained
through the strength of their need for
competence. Similarly, use of relationship
crafting can be related with the strength of their
need for relatedness, while task crafting (mainly
promotion-focused) can be assessed through the
strength of the need for autonomy. According to
him, individual needs better reflect promotion-
oriented job crafting than prevention-oriented
job crafting.

By integrating Regulatory Focus Theory and
Self-Determination Theory, Bindl et al. (2019)
identified eight different dimensions of job
crafting:

1. Prevention-Oriented Cognitive
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Crafting: Focusing on specific job
aspects one is comfortable with.

2. Promotion-Oriented Cognitive
Crafting: Perceiving the job in the

broader organizational context.

3. Prevention-Oriented Relationship
Crafting: Limiting relationships to a few
trusted individuals.

4. Promotion-Oriented Relationship
Crafting: Building relationships with
newcomers and maintaining positive

relationships with coworkers.

5. Prevention-Oriented Skill Crafting:
Concentrating on existing skills to
enhance performance and avoid
failures.

6. Promotion-Oriented Skill Crafting:
Seeking new skills to perform job tasks
effectively, often through training and
workshops.

7. Prevention-Oriented Task Crafting:
Focusing efforts on the most critical
task components,
multitasking.

avoiding

8. Promotion-Oriented Task Crafting:
Engaging in new projects and adding
complexity to tasks to broaden their
scope.

The literature has consistently linked job
crafting to positive outcomes such as job
involvement, and performance enhancement
(Bakker et al, 2012), career satisfaction
(Dubbelt et al., 2019) and well-being (Heuvel et
al., 2015). To expand on this body of research,
the current study seeks to explore the correlation
between various types and forms of job crafting
and the PERMA well-being model (Seligman,
2011).

Well-being is a multifaceted concept that
encompasses not only feeling good but also
effective functioning (Huppert & So, 2011). It
combines hedonic (the pursuit of pleasure) and
eudaimonic (the pursuit of meaning) aspects.
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Huppert et al. (2011) identified ten features of
well-being: Competence, Emotional stability,
Engagement, Meaning, Optimism, Positive
emotion, Positive relationships, Resilience, Self-
esteem, and Vitality. Similarly, Seligman (2011)
shifted the focus from happiness to well-being,
defining it in terms of five dimensions: Positive
emotions, Engagement, Relationships, Meaning,
and Accomplishment, known as the PERMA
model of well-being.

Job crafting has been found to enhance well-
being and performance (Schoberova, 2015),
subjective well-being (Peral & Geldenhuys,
2016), and even affective well-being (Heuvel et
al., 2015). Research has shown that job crafting
interventions can lead to increased affective
well-being (Robledo et al., 2019), and well-
being mediates between job crafting and job
performance (Khan et al., 2018). Additionally,
job crafting has been linked to work engagement
(Lu et al., 2014) and physical and psychological
health (Lichtenthaler & Fishbach, 2018).
Furthermore, employees' performance and
health are positively associated with promotion-
focused job crafting but inversely correlated
with  prevention-focused  job
(Lichtenthaler & Fishbach, 2018).

crafting

In conclusion, job crafting, by mobilizing
workplace resources, can enhance work
engagement and overall flourishing
(Xanthopoulou et al., 2007). This dynamic
approach to job design offers employees
opportunities to shape their roles, resulting in
improved well-being and performance across
various work-related domains.

Historically, researchers have primarily
emphasized the theoretical aspects of job
crafting, striving to establish a thorough
definition and categorization of this concept.
Consequently, many studies treated gender as a
control variable, with limited examination of its
relationship with job crafting behavior. While
some exceptions exist, some investigations
yielded mixed findings concerning the impact of
gender on proactive behavior within the job

crafting context. For example, Petrou et al.
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(2016) claimed higher job crafting scores for
men than women, whereas, Van hoof and Van
hooft (2014) claimed that women practiced job
crafting more than men, thus both showing
contrary results. Similarly, Rudolph et al. (2017)
documented that females tend to engage in job
crafting to a slightly greater extent than males.
Keeping in mind these differences the present
study aimed to investigate that whether gender
makes a difference in the type or form of job
crafting practiced by the employees.

Objectives

1- To discover the association between Job
Crafting and workplace wellbeing.

2- To investigate which particular type and
specific form of Job crafting is used by
males and females.

Hypotheses

1- High scores on Job crafting scale will be
positively correlated with high scores on
workplace wellbeing.

2- Males and females will differ
significantly between the types of job

crafting used.

3- There will be significant differences
between males and females in the form
of job crafting used.

METHOD
Sample

By using the Raosoft sample size calculator
(Raosoft, 2004), a purposive sample of 377
teachers, comprising 49.3% males (n=186) and
50.7% females (n=191), between 25 - 60 years
of age (M=37.30, SD=9.93), was selected from
different educational institutions in Peshawar
(49.3% Public and 50.7% Private). Among
them, 148 were teaching at the School level, 128
at the College level, and 101 at the University
level. Inclusion criteria required the participants
to have a minimum of six months’ work
experience. Employees having less than six
months duration, as well as interns and self-
employed individuals were not selected for the
study.
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Instruments
1. Demographic Information

The demographic questionnaire collected
information about the gender and age of the
subject. It also asked about the institute where
the person was teaching like, School, College, or
University. Further information asked included
the job sector whether Public or Private; job
status i.e., Permanent or Contract, and total
teaching experience.

2- Job Crafting Questionnaire (Bindl et
al, 2019) The Job Crafting
Questionnaire (Bindl et al., 2019), is a
28 item five point Likert scale that
assess the degree of employees
engagement in various job crafting
strategies.  The  scale
Promotion vs. Prevention form of job
crafting with its four types via
Relationship, Skill, Task, and Cognitive
crafting. In the development of the
scale, some items are selected from
existing job crafting scales while 12 new
items are also generated. The eight
dimensions of job crafting yield
reliability ranging from .64 to .93.
Various studied conducted on JCQ in
the U.S and U.K proved its validity,
which is also supported by the
association of different job crafting
behaviours with innovative work
performance (Bindl et al., 2019).

measures

2- PERMA-Profiler (Butler & Kern,
2016)

The PERMA-Profiler (Butler & Kern, 2016), is
a 23 item Likert format scale, of workplace well-
being that measures five domains: Positive
emotion, Engagement, Relationships, Meaning,
and Accomplishment. Responses range from 0
for never to 10 for always. The scale also
included items assessing Negative emotions,
Loneliness, and Physical health. PERMA has
been validated by correlating it with flourishing,
life satisfaction, and negative emotions scales.
Results revealed significant positive correlation
of PERMA sub scales with flourishing and life
satisfaction and inverse correlation was found
with negative emotion and loneliness (Butler &
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Kern, 2016). High scores on sub-scales of Data collection involved the administration the
wellbeing as well as total score show high demographic  questionnaire, Job Crafting
wellbeing. questionnaire, and PERMA-Profiler. Permission

was obtained from the heads of educational
Procedure

institutions for data collection, and participants were assured of the confidentiality of their responses.
Clear instructions were provided to participants, emphasizing honest and voluntary participation.
Participants were also informed that they have the right to withdraw from the research if they don’t like
to continue at any point.

Data collection methods included both in-person administration and online data collection through
Google Forms. For the latter, participants were sent the questionnaire link along with a brief research
description via official email addresses obtained from the institutions' websites. The link was also
shared through social media channels and peer networks. Participants were requested to complete the
questionnaires, which took approximately 20-25 minutes.

Table 1
Psychometrics of JCQ
Scale M SD Cronbach’s a
Job Crafting Questionnaire 99.30 13.23 .81
Pro-Job Crafting 58.76 9.43 81
Pre- Job Crafting 40.54 6.05 57
Pro-R/sh Crafting 14.03 3.67 5
Pre- R/sh Crafting 8.58 2.67 .60
Pro-Skill Crafting 16.29 3.25 78
Pre- Skill Crafting 11.58 2.49 .65
Pro-Task Crafting 13.17 3.49 .76
Pre- Task Crafting 9.79 2.32 .60
Pro-Cognitive Crafting 15.27 3.52 75
Pre- Cognitive Crafting 10.60 2.62 .36

Note: JCQ= Job Crafting Questionnaire, Pre=Prevention focused, Pro=Promotion focused

Table 1 represents the alpha reliability of JCQ which shows high reliabilities for the full scale and the
sub scales, i.e., above .70

Table 2
Psychometric properties of PERMA-Profiler

Variables M SD o

PERMA-Profiler 122.93 18.72 .86
PE 23.48 4.68 .63
ENG 15.94 3.02 45
RLP 22.21 5.53 1
MEAN 23.83 4.44 1
ACCOMP 23.89 4.19 .64

Note:  PE=Positive emotions, ENG=Engagement, RLP=Relationship, =MEAN=Meaning.
ACCOMP=Accomplishment

Table 2 represents the coefficient alpha of work place well-being questionnaire which depicted high
reliability of .86. Similarly the subscales also showed high reliabilities except engagement scale which
showed low reliability (a= .45).
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Table 3

Inter-scale correlations between JC full score and subscales with Workplace wellbeing total and

subscales
Variable 1 1.1 1.2 1.3 14 1.5 1.6 2 2.1 2.2 2.3 2.4 2.5
1. Job Crafting 1
1.1.R/sh C .63%%* 1
1.2.Skill C RO |
1.3.Task C JJO** 3%k pgkk ]
1.4.Cogn C JISEE . D4RE - AQRk 33kk ]
1.5.Pro JC O1%* 56%*  71*%*  63**  66%* |
1.6.Pre JC JTEE S 43%* 0 50k S5kk 60%* A3%k ]
2-Wellbeing Jlxx 2% * 36%* 08 20%% - 34k [ 5%k ]
2.1.PE 23%% 0 12% 0 23%* 07 21%% 0 24%% 2% JT8**F 1
2.2. EN 20%% .09 d4kx [3%% 0 [Okk gk [k S7kk gk ]
2.3. RSP Jd6**  19%*% 06 JI8** 56%*F  (19*%* 06 JI8F* 56k 23** ]

2.3. MEAN 29%% .08 A42% .03 28%*  35%% 10* 85%F - 56%%  46%*F  58F* ]
2.5.ACCOM  .30** .10 39%% .09 25%F 0 FIE Q7R 5%k 5Pk 34%Ek 0 44xx o1k ]

Note: JC = Job crafting, Pro= Promotion focus, Pre= Prevention focus, PE = Positive emotions, EN =
Engagement, RSP = Relationships, MEAN = Meaning, ACCOM = Accomplishment.*; Correlation is
significant at .01 level (Two-tailed); *Correlation is significant at .05 level (Two-tailed)

Table 3 indicates that job crafting total score is significantly correlated with the total score of workplace
wellbeing. Similarly, Promotion job crafting and Prevention job crafting also positively correlated with
total workplace wellbeing. Likewise, total score of workplace wellbeing also positively correlated with
Relationship crafting, Skill crafting, task crafting and cognitive crafting.

Table 4

Mean, standard and t-values showing difference between Males and Females in Types and Forms of
Job Crafting

Males Female 95% CI

Variables M SD M SD t p LL UL
Types of Job Craft

R/shp Crafting 2239 33 22.80 .30 92 .36 -47 1.28
Skill Crafting 2777 .39 27.96 34 37 .19 -.82 1.20
Task Crafting 22.84 33 23.09 34 52 25 -.68 1.17
Cognitive Crafting ~ 25.60 .36 26.14 36 1.06 .54 -47 1.55
Forms of Job Craft

Promotion Focus 57.88  9.56 59.62 9.28 1.80 .07 -.16 3.66
Prevention Focus 40.73  6.39 40.37 5.72 -58 .56 -1.59 .87
JC Total 98.61 1338  99.99 13.12 1.01 31 -1.30 4.07

Note: JC=Job crafting, R/shp =Relationship crafting

Table 4 represent that males and female did not differ in general job crafting behaviour as well as its
different factors.
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Discussion

Numerous studies have explored the relationship
between job crafting and various dimensions of
well-being. This study's primary objective was to
investigate the association between job crafting
and workplace well-being. To evaluate well-
being, we employed the multidimensional
PERMA model of well-being proposed by
Seligman (2002). Our hypothesis posited a
positive relationship between job crafting and
workplace well-being, which the findings of the
study proved. These results align with similar
findings in previous studies. For instance, Heuvel
et al. (2015) and Peral and Geldenhuys (2016)
observed positive correlation between job
crafting and affective well-being, and job crafting
and subjective well-being respectively. In the
same vein, Robledo et al. (2019) established
positive correlation between job crafting and
social and psychological well-being.
Furthermore, Santiago et al. (2020) recently
reported positive correlations between general
job crafting and its specific types with workplace
well-being.

These findings can also be interpreted with the
help of the Job Demands-Resources (JDR)
model, which proposes a positive correlation of
well-being with job crafting. Additionally, it has
been reported that to manage their resources,
actively engaged employees are more inclined
practice job crafting endeavors (Sakuraya et al.,
2017). Hobfoll et al., (2018) presented similar
kind of concept in the Conservation of Resources
(COR) theory. The theory states that individuals
are motivated to maintain and acquire resources,
as resource loss can lead to stress. Managing task,
social, and personal resources, as reported by
Weigal et al. (2010), enhances work engagement
and  positively  influences
relationships at work.

interpersonal

Notably, workplace well-being exhibited a
significant (p < 0.001) positive correlation with
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the four sub types of job crafting including
Relationship crafting (r = .63**), Skill crafting (r
=.73%%*), Task crafting (r =.70**), and Cognitive
crafting (r = .75**). This aligns with Pimenta de
Devotto et al.'s (2020) findings, which indicated
that cognitive crafting is associated with
workflow, cognitive and relational crafting which
are linked with mental health positive outcomes,
whereas, cognitive and relational crafting are
associated with social well-being. Furthermore,
engaged employees tend to focus more on
relational and physical types of job crafting,
particularly in uncertain work environments (Lu
et al., 2014).

Promotion-focused job crafting was found to
have a positive relationship with overall
workplace well-being and all five well-being
dimensions, consistent with recent studies
(Brenninkmeijer et al., 2010; Huyghebaert-
Zouaghi, 2020), which reported a positive
relationship between promotion-focused job
crafting, employee well-being, performance, and
health. However, findings regarding prevention-
focused job crafting are mixed. In the current
study, it showed a positive relationship with
overall workplace well-being (r = .15%*), except
for the relationships dimension. The findings of
the present study contradict Brenninkmeijer et al.
(2010) findings that associated prevention-
focused job crafting to mental health problems.
Likewise, prevention-focused job crafting has
been linked to low scores on job satisfaction
(Huyghebaert-Zouaghi, 2020) and less work
engagement (Harju et al., 2021) while other
studies, suggest that its impact on well-being
depends on the specific aspects of the job being
modified.

The lack of a significant relationship between
prevention-focused job crafting and the
relationships factor (r = .06, p > 0.05) of well-
being could be attributed to the context of the
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COVID-19 pandemic. The pandemic introduced
significant health crises, leading to various
restrictions, social distancing measures, and
altered work and personal lives. These
circumstances may have negatively impacted
interpersonal relationships in the workplace.

The differences in these results could also be
attributed to variations in well-being across
different contexts (Hamling, 2018) and
occupational groups (Bakker & Demerouti,
2007). Well-being is contextual, with significant
variations observed among different occupational
groups (e.g., managers, sales workers, drivers,
technicians) (Hamling, 2018). Higher-status
occupational groups tend to report higher well-
being scores compared to lower-status groups,
likely due to differences in job demands and
resources (Bakker & Demerouti, 2007). Given
that this study exclusively sampled teachers, the
relationships factor of well-being may not have
been a prominent concern for them, as they often
have limited time for socializing due to academic
commitments.

Furthermore, this study uncovered a positive
relationship between job crafting and the Positive
Emotion dimension of well-being, Costantini and
Sartori (2018), also reported that employees who
engage in job crafting report more positive
emotions related to their work. It is believed that
positive emotions contribute to increased work
engagement when combined with positive
psychology interventions. Additionally, the study
revealed a positive correlation between job
crafting and the Work Engagement dimension of
well-being, aligning with previous studies
(Brenninkmeijer & Hekkert-Koning, 2015;
Vanbelle, 2017) that found crafting structural and
social job resources enhances job engagement.
Job engagement helps manage personal and work
resources and achieve desired work outcomes.

Moreover, this study identified a positive
relationship between job crafting and the
Relationship dimension of well-being. This result
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concurs with Farrell and Strauss (2013), who
found that positive work relationships enhance
individuals' belief in their ability to succeed
through proactive approaches and boost work
engagement. Additionally, interpersonal
relationships at work can be improved by
managing task, social, and personal resources
(Weigal et al., 2010).

Furthermore, the study reported a positive
association between job crafting and the Meaning
dimension  of  well-being.  Studies  of
Werzeniewski and Dutton (2001), and Vanbelle
(2017), also proposed that job crafting enhances
the meaning of work personal achievement
respectively. To understand this inter connection
between meaning and job crafting, Job Demands-
Control-Support (DCS) model (Karasek, 1979),
explains that job demands, as well as control, and
support are interwoven, which influence
employee well-being, health, and performance.
Using DCS model, Luchman and Morales (2013)
asserted that exerting control over job and social
support attained from the colleagues can forecast

job outcomes.

In hypotheses 2 and 3 of this study, we posited
the existence of gender differences in the
utilization of various types and forms of job
crafting behavior. We subjected these hypotheses
to t-test analyses, and the results are presented in
table 4. The significance values for different
types of job crafting along with its forms
(Promotion & Prevention), as well as the total
score of Job Crafting scale, exceeded .05.
Consequently, we accepted the null hypothesis,
signifying that there is no substantial gender
difference in the types used, forms engaged in,
and general job crafting behaviors. This implies
the rejection of the second and third hypotheses
outlined in this study. Therefore, as
Wrzesniewski and Dutton (2001) suggested, we
can also infer that both genders engage in
different types and forms of job crafting to make
their work meaningful, interesting, valuable, as
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guided by their beliefs.

It is worth noting that studies quote variations in
their findings, some show males scoring higher
than females on certain dimensions or in general
job crafting behavior, and vice versa. Slemp et al.
(2015), also indicated a lack of significant
difference among males and females in the
utilization of Task and Cognitive types of job
crafting. However, they did find a significant
gender-related distinction in Relationship type
job crafting, a distinction not corroborated by the
present study.

Furthermore, our results diverge from those of
Petrou et al. (2016), who reported higher job
crafting scores for men compared to women,
while Van hoof and Van hooft (2014) found that
females used job crafting more than males, thus
yielding opposite outcomes. Similarly, Rudolph
et al. (2017) documented that females tend to use
job crafting to a slightly greater extent than males.
These discrepancies in findings may be attributed
to the fact that gender intersects with various
other demographic and occupational
characteristics, such as age, occupational type,
and experience, among others (Bindl & Parker, in
Press). As such, these variables necessitate
meticulous control to comprehensively grasp the
role of gender in relation to the variables under
investigation in this study.

Significance of the study

Facilitating employee well-being can be achieved
by promoting various job crafting strategies, in
line with the recommendations of Demerouti et
al. (2019), who proposed that job crafting
intervention programs have the potential to
induce changes in employees' cognitions and
behaviors. Furthermore, the present research has
unveiled a positive correlation between job
crafting and workplace well-being. These
findings can serve as a foundation for employers
to consider implementing training programs
aimed at fostering employee well-being and
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encouraging the adoption of job crafting
behaviors.

As emphasized by Holcombe (2016), it is
important to recognize that both individual
factors, such as job crafting, and organizational
elements, including work design characteristics,
can contribute to enhancing employees' positive
experiences, sense of meaning, and motivation in
their work. Consequently, organizations should
aim to structure jobs in a manner that offers
employees opportunities and incentives to engage
in job crafting behavior, as advocated by Grant
and Parker (2009). Moreover, the study has
established significant associations between
workplace well-being and all four types of job
crafting—namely, skill crafting, task crafting,
relationship crafting, and cognitive crafting—as
well as both promotion-focused and prevention-
focused forms of job crafting. This theoretical
framework can assist employers in pinpointing
which specific job crafting behaviors should be
prioritized to bolster overall well-being among
their workforce.

Limitations and future suggestions

Firstly, it's important to note that the sample
utilized in this study exclusively consisted of
teaching faculty members from both Public and
Private sector educational institutions
encompassing schools, colleges, and universities
in Peshawar. To gain a more comprehensive
understanding of the relationships under
investigation, future research endeavors could
replicate this study using diverse samples from a

broader geographical scope.

Secondly, the questionnaires employed in this
study are self-report measures presented in a
foreign language. Consequently, the outcomes
are contingent on how respondents perceive and
respond to them, potentially introducing social
desirability response bias. To offer a more
nuanced depiction of the connections among the
variables, objective metrics like job performance,

Page | 89



absenteeism, and medical records could be
employed. Additionally, utilizing a locally
adapted version of the questionnaires in a
language more familiar to the respondents might
enhance comprehension and accuracy.

Moreover, it's crucial to recognize that various
theoretical frameworks exist for understanding
job crafting behavior. Future investigations could
explore the proposed relationships between
personality traits, job crafting, and workplace
well-being by adopting alternative theoretical
perspectives. For instance, one could delve into
the Resource-Based Perspective (Tims et al.,
2012) or the Role-Resource Approach-
Avoidance approach (Bruning & Campion,
2018), among others, to gain a more
comprehensive understanding of these dynamics.
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