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Abstract: The purpose of the present study is to investigate 
the impact of job crafting on workplace well being. 
The concept of job crafting got its identity from the job 
demands and resources model. Based on the prior job 
demands and resources model studies, it was hypothesized 
that the job crafting has an impact on the well being of 
employees. The hypotheses were tested using descriptive 
as well as inferential statistics. It was found that there is a 
dearth of studies on the well being of teaching professionals 
working in the colleges, especially government degree 
colleges. So, the study was conducted on the teachers 
teaching in the government degree colleges (N = 464) of 
Jammu and Kashmir using questionnaire based on the 
structured instruments which have already been validated 
and extensively used. The research methodology adopted 
included Correlation, Regression and Structural Equation 
modelling. The results confirmed that the job crafting has 
actually helped the teaching professionals to get engaged 
in their work by increasing their workplace well being.  

Keywords: Job crafting, Job demands, Job resources, Well 
being, Workplace well being.

I. Introduction

The employer in each and every organization search for healthy, 
talented and committed employees in the prevailing competitive 
environment. For the employees to work with commitment, the 
employers try to foster the well being of their employees so that 
their potential can be well utilized [1], [2]. The main reason 
behind this is that the engaged employees have always proved 
to be productive and contented in their work. This shows that 
these kinds of employees have high degree of well being at 
workplace. “According to an article published by Access 
Perks, as of 2017, 51% of the U.S. workforce was not engaged 
in their jobs. These disengaged employees cost organizations 
between $450 and $550 billion annually due to massive losses 
of productivity.” The organizations thus, are working for the 
satisfaction of employees and making the organizational 
environment healthy [3]. The workplace and its environment 
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have a remarkable impact on the engagement and well being 
of employees. But if the employees are not consulted in their 
workplace for their own task as well as the important decisions 
about them, they tend to feel disengaged and dissatisfied. So, 
the employees want them to feel happy, contented and satisfied 
in their workplace. Job crafting is one such thing which gives 
this opportunity to the employees.

Job Crafting is defined as “actions that employees take to 
shape, mould, and redefine their jobs” [4]. Job crafting enables 
the employees to use the autonomy so as to do their job 
according to their own style, keeping the boundaries of their 
job in mind [5]. This actually helps the employees to create 
interest and passion in their job which ultimately increases their 
performance. Employees prefer not to go to work if they feel 
separated, exhausted or unwell. They always want to understand 
and achieve new things and they strive to feel empowered 
in their job role. They want a feeling of satisfaction in their 
work. Managers help encourage this by enabling employees to 
alter their tasks and the relations with other employees. This 
kind of opportunity provided to the employees is called Job 
crafting [3]. Job crafting has a positive nature and it is being 
observed to be linked to many positive workplace aspects of the 
organizations. Workplace well being is one such concept which 
is being observed as a consequence of job crafting [3].

Workplace well being has also been identified as the reason 
behind the potency of the organizations. The well being at 
workplace is related to the organizational working conditions, 
safety of that work climate, feelings and emotions of employees 
[6]. The workplace well being is an opportunity for employers 
to demonstrate their commitment to the health and well being 
of their workforce [2]. As per [7], job crafting research is yet to 
be explored and there is lot to be established about the causal 
direction of associations more clearly through experiments and 
longitudinal studies [5]. There is a paucity of studies which 
describes job crafting and its role in enhancing the workplace 
well being in case of teaching professionals. From the reviewed 
literature we have found that there is a dearth of literature 
that has studied job crafting in teaching context along with 
its inclusion in JD-R model and well being. So, it is being 
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examined to specify the relationships existing between job 
crafting and workplace well being.

II. Literature Review

A lot of studies have revealed that the job of teaching is full 
of stress and a teacher many a times face sorrowful situations 
[8], [9], [10], [11], [12]. [13] has suggested that stress of 
teachers develop intentions to quit the job. Any kind of job 
can be characterized by two categories; job demands and job 
resources [14], [15]. The aspects of work and its environment 
that require employees to put their efforts in doing the job and 
creates stress are called job demands [14]. Job resources are 
those aspects of job which are helpful in attaining work goals, 
overshadow the job demands and help in increasing the learning 
and development [15], [16]. The job demands and job resources 
put their influence on the different workplace related concepts.

From the day psychology emerged, the constructs related to the 
psychological wellness of individuals has gained importance. 
The research related to the workplace has grabbed attention 
but much of the research earlier had been done on the negative 
perspectives [17], [18], [19]. One of such constructs which 
were taken further by the researchers as a positive aspect 
occurring in the workplace is “Workplace well being”. The 
term “Well being” can be defined as the state of mind of an 
individual regarding the spiritual, mental, social orientation 
and economic aspects. It has shown its relation with many 
work associated constructs. The job demands have negatively 
influenced the teacher well being and their efficacy [20]. 
And it has been observed that the workplace well being can 
help increase the performance in the organizations. The 
psychological front conveys that workplace well being can 
be defined as the “optimal psychological functioning and 
experience” [21], [22]. The motivation of teachers and their 
well being are influenced by the stressors and are shown to be 
associated with job resources. [23] also suggested in their study 
that the job demands and job resources of teachers drives well 
being of teachers. The well being and prosperity of employees 
go hand in hand in the organizations and has an impact on the 
growth and success of the organizations [24]. As per [25], there 
exists a linkage between job demands and job resources; job 
resources like social support compensate the adverse effect of 
job demands on the engagement and well being of employees. 
So, the JD-R model suggests that the job resources may increase 
the well being of teachers and the job demands may decrease it, 
thus paving way to motivate the employees. [7] suggested that 
if there is an unbalance between the perceptions of job and real 
job demands and job resources, they might engage themselves 
in job crafting activities. Job crafting is of three types: Task 
crafting, Cognitive crafting and Relational crafting. As per [26], 
Perceived autonomy support is associated with Job crafting 
which is related to workplace well being. According to [27], 
job crafting is positively related to employee engagement and 
meaningful work of employees. Also [28] suggested that skill 
variety and feedback have a positive impact on job crafting. 
[29] also opined that job crafting has a positive impact on job 
satisfaction and organizational commitment. 

[30] opined that future research on teacher well being at work 
could benefit the workplace well being research [3]. There is a 
paucity of studies that test the interventions required to enhance 
engagement, thereby leading to workplace well being.  Since 
2011 well being has taken precedence over workplace stress, 
switching from a narrow responsive view to a more holistic and 
preventative one. Well being & employee engagement influence 
performance [31]. Well being strengthens the relationship 
between employee engagement and performance [31]. 
Engagement moderates the relationship between psychological 
workplace climate and overall well being [32].

III. Objectives of the Study

 ● To find the role and impact of job crafting on workplace 
well being of teaching faculties in government degree 
colleges.

 ● To identify the job crafting and workplace well being 
factors in degree colleges.

IV. Methodology

The teachers working in the colleges make up the respondents of 
the present study. The sample size was 464 which is the correct 
representation for the study. The stratified random sampling 
technique was used to collect the data from the colleges of 
Jammu, Kashmir and Ladakh. The data was collected from the 
male as well as female teaching professionals to measure their 
well being at workplace. Before the data collection took place, 
the teachers were conveyed that the purpose of the present study 
was to find out the effect of job crafting on the workplace well 
being of the teaching professionals working in the government 
degree colleges of Jammu, Kashmir and Ladakh. The data was 
collected through questionnaires. 

V. Hypothesis

H1: Job crafting has a positive impact on workplace well being.

[33] opined that job crafting has positive impact on workplace 
well being. Job crafting enables employees to redesign/reshape 
their job in such a manner so that their job is in the same 
direction as their competencies and path to achieve their goals, 
priorities and in turn getting motivated. Many researchers 
found that job crafting enhances the capability of employees 
to balance the job demands, resources and help in increasing 
the job engagement [34], [35]. [36] postulated that Job crafting 
predicted intrinsic need satisfaction, which, in turn, predicted 
employee well being.

Job crafting results in psychological need satisfaction  
which ultimately results in employee well being at their 
workplace. Job crafting is positively related to well being as 
opined by different researchers [35], [36], [37], [38]. So, it 
can be hypothesised that job crafting is positively related to 
workplace well being.



16 ANWESH: International Journal of Management and Information Technology Volume 6 Issue 1 March 2021 

VI. Measures Used

Workplace well being (WWB) instrument consisted of 
affective well being scale to assess the affective components 
of WWB [39], and the Michigan Organizational Assessment 
Questionnaire (MOAQ; [40] to measure the cognitive 
component of WWB. Warr’s affective well being scale contain 
12 adjectives that measure both positive affect (PA; 6 items) 
and negative affect (NA; 6 items) across a continuum of 
emotional arousal (e.g. “cheerful” and “contented” for high 
and low arousal PA, respectively; “worried” and “depressed” 
for high and low arousal NA, respectively). The respondents 
rated their experience on a 5-point scale (1 = never, 5 = all of 
the time). The MOAQ uses three items to measure global job 
satisfaction. There were self developed items in this instrument 
also which were developed and added based on the context of 
the study. A sample item is “All in all, I am satisfied with my 
job”. The respondents rated their experience on a 5-point scale 
(1 = strongly disagree, 5 = strongly agree). 

VII. Job Crafting

The Job Crafting Questionnaire (JCQ [40]) has been used in 
this study. From the literature, it was found that the job crafting 
embraces a list of 15 items consisting of task, relational, and 
cognitive crafting: five items for each of task, relational, and 
cognitive crafting.  The respondents were instructed to indicate 
the extent to which they engaged in each type of behaviour or 
cognition on a 5-point Likert scale from 1 (hardly ever) to 5 
(very often). Sample items are as follows: for task crafting, 
“choose to take on additional tasks at work”; for relational 
crafting, “make an effort to get to know people well at work”; 
and for cognitive crafting, “think about how your job gives your 
life purpose”. 

VIII. Pilot study

A reliability check was performed through Cronbach’s Alpha. 
The values of Cronbach’s alpha for job crafting and well being 
variables came out to be 0.805 and 0.751 i.e. greater than 0.5 
i.e. the scales are reliable.

Table I: Reliability Analysis

Scale Cronbach’s Alpha No. of Items
Job crafting .805 15
Workplace well being .751 22

IX. Analysis and Interpretation

A. Factor Analysis (Workplace Well Being)

The factor analysis was applied to workplace well being scale 
so as to reduce the number of factors using SPSS20. Two factors 
were obtained which actually validated the used instrument. 
The two factors being: positive and negative affect as well as 
job satisfaction which are responsible for the measurement 
of well being at workplace. The value of Kaiser-Meyer-Olkin 
came out to be 0.894 shown in Table 2, indicates that the sample 
is adequate for the study. The factors explained 64% variance 
which is shown in Table 2. 

Table II: KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy.

.894

Bartlett’s Test of 
Sphericity

Approx. Chi-Square 3780.503
Df 78
Sig. .000

Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy.

0.782

Bartlett’s Test of 
Sphericity

Approx. Chi-Square 2696.586
Df 78
Sig. .000

The value of KMO measure of sampling adequacy is 0.894 
which indicates that the factor analysis has been providing 
the correct results and the significance level is .000 which is 
greater than .50 showing that data is significant. Also, 64.76% 
variability is explained by the factors.  

Three factors were obtained which actually validated the 
used instrument. The factors being: task crafting, cognitive 
crafting and relational crafting which are responsible for the 
measurement of job crafting. The value of Kaiser-Meyer-Olkin 
came out to be 0.782 shown in Table 2, indicates that the sample 
is adequate for the study. The factors explained 63% variance. 
The value of KMO measure of sampling adequacy is 0.782 
which indicates that the factor analysis has been providing 
the correct results and the significance level is .000 which is 
greater than .50 showing that data is significant. Also, 63.14% 
variability is explained by the factors in the table.  

B. Correlation Analysis 

Table 3 explains correlation is at .992 which is close to 1. This 
describes that there exists a strong association between the two 
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variables i.e. job crafting and workplace well being. The value of 
Pearson correlation is positive and statistically significant. The 
p–value is also less than 0.05 which indicates that data is also 
statistically correlated. The positive value of Pearson correlation 
implies that if the job crafting in the organizations increase, well 
being of the employees in their workplace also sees a hike. 

Table III: Correlations

JC WWB
JC Pearson Correlation 1 .992**

Sig. (2-tailed) .000
N 464 464

WWB Pearson Correlation .992** 1

Sig. (2-tailed) .000
N 464 464

**. Correlation is significant at the 0.01 level (2-tailed).

C. Regression Analysis

From Table 4, i.e. Regression analysis shows that the value 
of R came out to be 0.992 which indicates a greater degree of 
correlation. The value of R2 came out to be 0.984 which shows 
that 98.4% variation is there in workplace well being.

Then from Table 5, it has been found that the model determines 
workplace well being significantly well. Also, p<0.05, which 
shows that the regression model statistically significantly 
determines workplace well being. 

Table IV: Model Summary

Model R R 
Square

Adjusted 
R Square

Std. Error of the 
Estimate

1 .992a .984 .984 .73910

a. Predictors: (Constant), JC

Table V: Coefficientsa

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) -.592 .377 -1.570 .117
JC 1.011 .006 .992 169.639 .000

               a. Dependent Variable: WWB

Regression Equation

Y = ᵦ0+ ᵦ1X1+ui where

Y = Workplace Well being

X1 = Job crafting

Workplace Well being = ᵦ0+ ᵦ1X1+ui

Workplace Well being = 1.011* Job crafting - 0.592

The β values in Table 5 instruct about the degree to which every 
antecedent influences the outcome keeping other constructs 
constant. Workplace well being increases by 1.011 units when 
the value of Job crafting fit increases by one unit (β = 1.011). 
If the effects of Job crafting are kept constant, this elucidation 
is true. 

X. Discussion

As evident from the results, it has been found that the job crafting 
can actually increase workplace well being of employees. Well 
being is a term that is related to the state of an individual i.e., 
psychological, spiritual, mental, social and economic state. 
It has been observed that many individuals are full of zeal at 
their workplace but others are not properly indulged in what 
they do. The question about the entities or constructs that can 
be helpful in motivating those less involved individuals has 
grabbed limelight in last few decades. [24] opined that the well 

being and prosperity of employees has immediate ramifications 
on organization and it is one of the most important domains and 
it is quantifiable, manageable and measureable.

There occurred a growth of interest in the workplace well 
being because since psychology has emerged, it has researched 
much on human sufferings and unhappiness rather than positive 
aspects [17]. It has been observed that workplace well being 
shows positive association with work related consequences. So, 
the course of action required for the enhancement of workplace 
well being can help increase or improve performance in the 
organizations.  From a psychological perspective, workplace 
well being is often defined as optimal psychological functioning 
and experience. Well being is “optimal psychological 
functioning and experience” [22].

XI. Conclusion

Workplace well being is an important tool that can be achieved 
through the implementation of job crafting in the organization. 
Job crafting acts as such a tool that is relevant for providing 
motivation to the employees. The increasing employee 
motivation leads to high employee engagement which 
ultimately provides the employees a satisfactory well being 
at workplace. The instrument actually provided a platform to 
get the valid responses of the respondents. The reliability tests 
confirmed the authenticity and reliability of the questionnaire. 
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The study shows that there exists a positive relationship 
between job crafting and workplace well being.  The more the 
employees are provided with the opportunity of crafting their 
job, the excessive well being they enjoy at their workplace. The 
main objective of the study was to find out the impact of job 
crafting on well being at work place. Nowadays, employers 
have realized that it has become a necessity to be empathetic 
towards the workforce. The satisfied and happy workforce can 
actually work with interest and passion and moreover, if they 
are provided with a sense of freedom to bend the way of doing 
their job, they can actually act as assets to the organizations.

The study presents an idea of job crafting instead of traditional 
way of job design in the organizations. Some initiation by 
the employees is also required so that they can be engaged 
positively and can enjoy well being at workplace too.

A. Limitations

The sample only included the college teachers of one state 
which is a limitation. The study can be done in other professions 
too. The sample size has always been a limit due to time and 
money constraints. The study has the limitation of being context 
specific. The study can be replicated in other contexts also. The 
study has a limitation of being descriptive and cross-sectional. 
It can be replicated as a longitudinal study also. Apart from all 
these limitations, the study can be extended by checking the 
relationships of job crafting and workplace wellbeing with 
different job demands and resources. The study has its limit of 
time and resources.

B. Future Scope

As already mentioned in the limitations, the study can be 
attempted across number of companies too along with other 
unexplored areas where the concept of job crafting can be 
implemented practically. The comparative analysis can be 
done between the Government sector organizations and 
private organizations. The study can be conducted in global 
context also. The study can be replicated in different cultural 
regions and contexts. The study can also consider the personal 
resources along with job resources and job demands to conduct 
the study. The qualitative technique can be applied in the studies 
conducted with same constructs in future. There are many 
constructs which are relevant to teaching context but could not 
covered in the study can also be evaluated in future studies like 
teacher efficacy, teacher resilience and coping strategies etc.
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