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The Effect of Leadership: Role Modeling, Linguistic Framing and Feedback and Related Contexts on Employee’s Job Crafting in Chinese Organizations
-An Exploratory Research Based on Regulatory Focus Theory
[bookmark: _Toc18251860][bookmark: _Toc19321001]Abstract
The lack of employee initiative is not only a special phenomenon of a certain enterprise, but has become a social reality problem that restricts the innovation and development of Chinese enterprises. It is a realistic problem that Chinese enterprises need to solve urgently to analyze the reasons for the lack of and restraint of Chinese employee' active behaviors from both theoretical and practical aspects, and to summarize the effective ways for leader to motivate employee' active behaviors. This article focuses on employee’s job crafting initiative. However, the existing theoretical research of the relationship of leadership and employee’s job crafting can not fully meet the needs of Chinese business management practices.

In view of the shortcomings of current practical and theoretical status, this study proposes the following research questions: What is the effective mechanism of leader’s behavior on employee’s job crafting? On this basis, this study combines the regulatory focus theory, qualitative research and theoretical analysis to realize the construction of core constructs and their relationships of a theory which will make both theoretical and practical contributions.
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[bookmark: _Toc18251862][bookmark: _Toc19321005]Part1:Research Plan
[bookmark: _Toc18251863][bookmark: _Toc19321006][bookmark: _Toc18251864]1Introduction
[bookmark: _Toc19321007]1.1Research background
[bookmark: _Toc18251865][bookmark: _Toc19321008]1.1.1Practical background
Since today's employee faces career development bottleneck and job burnout, lacks of happiness and motivation(Van den Heuvel, Demerouti and Peeters, 2015; Grant and Parker, 2009), recent years, job-crafting the positive behavior emphasizing employee’s bottom-up activities is being overwhelmingly noticed. Employee can proactively choose how to perceive and act in the face of top-down job design scheduling by the organization's management. This proactive process involves adjustment and change reflects the important concept of job crafting (Berg, Wrzesniewski and Dutton, 2010). 
The lack of employee’s initiative has not only become a special phenomenon of a certain enterprise, but also a social reality problem that restricts the innovation of Chinese enterprises and even the development of the country. And the employee’s job crafting in their positions is often obscured by the casual behaviors and operations of the leader (Grant and Parker, 2009). If we don’t clarify the essential laws of the effect of leadership on employee’s job crafting from the mechanism and theoretical sources, it is impossible to take a fundamental intervention.

[bookmark: _Toc18251866][bookmark: _Toc19321009]1.1.2Theoretical background
The related discussion on the relationship between leader’s behavior and employee’s job crafting has been rich, but research in this field still shows some shortcomings, which are embodied in the following aspects:
· First, the investigation of leader’s behavior characteristics is too simple when analyzing the influence of leader’s behavior on employee’s job crafting. It is only from a single perspective, but not from a holistic perspective systematically.
· Second, it is mostly from the positive-promotion perspective to explain the role of leader’s behavior influencing employee’s job crafting behaviors, while the negative-inhibition mechanism is slightly ignored.
· Third, the discussion of the organizational contexts is slightly insufficient and the investigation of complex contextualization is lacking when analyzing the effective mechanism of leader’s behavior on employee’s job crafting.
To sum up, the above situation requires researchers to analyze the reasons for job crafting constraining in China, and the effective ways for leader to stimulate employee’s job crafting, and to reveal the double-line effective mechanism of leader’s behavior on employee’s job-crafting inhibition and promotion. 

[bookmark: _Toc18251867][bookmark: _Toc19321010]1.2Research contents and research questions
[bookmark: _Toc18251868][bookmark: _Toc19321011]1.2.1Research contents
This study deeply analyzes and discusses the core concepts and their relationships to realize the theoretical-model construction through qualitative research and theoretical analysis methods. The research contents mainly include:
· On the one hand, this study uses grounded theory to summarize the leader behaviors that can stimulate and inhibit employee’s job crafting from the perspective of regulatory focus theory(Crowe and Higgins, 1997), and realizes the exploration of the conceptual structure and dimensions of leader’s behavior.
· On the other hand, this study systematically portrays the process in which leader’s behavior affects the employee's job crafting, including the positive impact of the focus behavior and the negative impact process of the defensive focus behavior(Crowe and Higgins, 1997), and combines logical deduction and theoretical analysis to form the theoretical framework and research hypothesis.

[bookmark: _Toc18251869][bookmark: _Toc19321012]1.2.2Research questions 
[bookmark: _Toc19321013]1.2.2.1Main research question
What is the effective mechanism of leadership (role modeling, linguistic framing and feedback) on employee’s job crafting?

[bookmark: _Toc19321014]1.2.2.2Sub research questions
(1)What
What kind of leader’s behaviors (role modeling, linguistic framing and feedback) can effectively promote and inhibit respectively employee’s job crafting ?
(2)How
How do the leader’s behaviors (role modeling, linguistic framing and feedback) effectively promote and inhibit respectively employee’s job crafting ?
(3)When
When do the leader’s behaviors (role modeling, linguistic framing and feedback) effectively promote and inhibit respectively employee’s job crafting ?

[bookmark: _Toc18251870][bookmark: _Toc19321015]1.2.3Definition of key concepts 
[bookmark: _Toc19321016]1.2.3.1Regulatory focus
Regulatory focus theory(Higgins, Shah and Friedman, 1997; Higgins and Silberman, 1998) explains the people’s avoidance characteristic and the different actions due to different regulatory focus. It points out that people have two basic self-regulation systems, one of which is promotion regulation, which is shown as pursuit of ideal self, care for hope and desire; the second is prevention regulation, which is shown as sticking to original self, care for duties and responsibilities.

[bookmark: _Toc19321017]1.2.3.2Leadership
Leadership refers to the leader’s behaviors influencing the employee in the process of management. This study takes the perspective of regulatory focus theory and systematically characterize the leader’s behavior from the aspects of “role modeling” – “linguistic framework” – “feedback” (Brockner and Higgins, 2001).

[bookmark: _Toc19321018]1.2.3.3Job crafting
Wrzesniewski and Dutton(2001) proposed that job crafting is the initiative changes in employee’s tasks and relationship boundaries in order to match the employee’s motivations, interests and passions in work (Wrzesniewski and Dutton, 2001).

[bookmark: _Toc19321019]1.2.3.4Context
Cappelli (1991) argued that “situation” refers to factors that directly or indirectly affect the phenomenon, and also referred to the level of analysis higher than existing research. The definition of this factor has also been recognized by some other scholars (Mowday and Sutton, 1993; Johns, 2006; Whetten, 2009).

[bookmark: _Toc18251871][bookmark: _Toc19321020]1.3Research contributions
[bookmark: _Toc18251872][bookmark: _Toc19321021]1.3.1Theoretical contributions
The theoretical contributions of this study are embodied in the following aspects:
· First, a new construct of leader’s behavior is proposed based on the theory of regulatory focus.
Based on grounded theory and regulatory focus theory, this study explores the new and core concepts of leader’s behavior which are represented by the three-dimensional structure: role modeling- linguistic framing-feedback.
· Second, the relationship between leader’s behavior and employee’s job crafting is explored, enriching and expanding existing research field of leader’s behavior and job crafting.
Through in-depth interviews and participant observations in multiple industries of China, this study explores the relationship between leader’s behavior and employee’s job crafting, revealing the leader’s behavior that effectively promote and inhibit employee’s job crafting in China context and expanding the content category of the antecedents of job crafting.
· Third, the influence mechanism is proposed further opening the “black box” between leader’s behavior and employee’s job crafting.
The existing research on the mechanism is only from the positive-promotion perspective. Based on regulatory focus theory, this study systematically analyzes the two-line mechanism of promotion and inhibition of employee’s job crafting.
· Finally, the effect of organizational contexts in the process of effect of leader’s behavior on employee’s job crafting is analyzed.
Based on the complexity of the actual situation and the overall consideration of the research model, this study systematically analyzes the role of the organizational level context, enriching and deepening the research on the contexts of job crafting.

[bookmark: _Toc18251873][bookmark: _Toc19321022]1.3.2Management implications
[bookmark: _Toc18251874]In the field of management practice, this study provides a systematic approach to the development of job crafting for Chinese employee in the new economic environment through the exploration of the effect of the leadership and related contexts on employee’s job crafting based on regulatory focus theory. At the same time, it is also a comprehensive guide and a theoretical reference for the leader and employee of Chinese organizations to understand the effective mechanism of leadership on job crafting for more effective interaction.


[bookmark: _Toc19321023]2Literature review
[bookmark: _Toc18251875][bookmark: _Toc19321024]2.1Literature on the effect of leadership on job crafting
[bookmark: _Toc18251876][bookmark: _Toc19321025]2.1.1Definition of job crafting
[bookmark: OLE_LINK8][bookmark: OLE_LINK7]The idea of job crafting originated with the Kulik ’s idea in 1987 that employee might spontaneously re-design their work to improve their ability to match their work (Kulik, Oldham and Hackman, 1987; Xiaoyun and Cheng, 2014). Although scholars have given different definitions of job crafting from different perspectives in the past, their essence is consistent. Wrzesniewski and Dutton (2001)first came up with the concept of job crafting. They took job crafting’s content as the starting point, dividing job crafting into task, relationship, and cognitive crafting, and thought that job crafting refers to the proactive changes that employee take to match their motivations, interests, and passions to work (Wrzesniewski and Dutton, 2001). Tims and Bakker (2010) defined job crafting based on the job requirements-resource model (Demerouti et al., 2001; Bakker and Demerouti, 2007) and Leana, Appelbaum and Shevchuk (2009) thought that job crafting can also be a collective act, thus proposing the concept of cooperative job crafting.

We define job crafting as a process: employee, individually or collectively with a common goal, proactively reconstructs tasks, relationships, and cognitions from the bottom up to gain working meaning and reconstruct work identities for their own well-being.

[bookmark: _Toc18251877][bookmark: _Toc19321026]2.1.2Job crafting as a field of scholarship 
Many scholars have discussed different aspects of job crafting such as what it is (Wrzesniewski and Dutton, 2001; Leana, Appelbaum and Shevchuk, 2009; Tims and Bakker, 2010), how to do it (Wrzesniewski and Dutton, 2001; Leana, Appelbaum and Shevchuk, 2009; Tims and Bakker, 2010), What characteristics it has(Wrzesniewski and Dutton, 2001; Leana, Appelbaum and Shevchuk, 2009; Tims and Bakker, 2010)), How to measure it(Berg, Wrzesniewski and Dutton, 2010; Leana, Appelbaum and Shevchuk, 2009; Tims, Bakker and Derks, 2012), how to what factors affect it (Leana, Appelbaum and Shevchuk, 2009; Tims and Bakker, 2010; Petrou et al., 2012; Brenninkmeijer and Hekkert-Koning, 2015; Crowe and Higgins, 1997), what other variables it affect (Petrou et al., 2012; Slemp and Vella-Brodrick, 2014; Petrou, Demerouti and Schaufeli, 2018; Tims, Derks and Bakker, 2016; Demerouti, Bakker and Gevers, 2015; Erdogan and Bauer, 2014),and how to intervene it (Van den Heuvel, Demerouti and Peeters, 2015; Berg, Dutton and Wrzesniewski, 2013; Bandura, 1977). Figure 1 is job crafting’s antecedents and consequences summarized.
[image: ]
[bookmark: _Toc19321090]Figure 1 Job crafting’s antecedents and consequences summarized

[bookmark: _Toc18251878][bookmark: _Toc19321027]2.1.3Literature on the relationship between leadership and job crafting
When exploring the relationship between leader’s behaviors and employee’s job crafting, scholars focused on the exploration of leader’s behaviors and traits that support employee’s job crafting, as well as the validation of positive relationships, the complex mechanism of the effects are lightly Inadequate.

[bookmark: _Toc18251879][bookmark: _Toc19321028]2.1.3.1Literature on the direct effect of leadership on job crafting
When looking at the direct relationship between leader’s behaviors and employee’s job crafting, the researchers found that when leader shows a high focus of promotional regulatory focus (Brenninkmeijer and Hekkert-Koning, 2015), gives employees a developmental feedback and managerial support(Leana, Appelbaum and Shevchuk, 2009; Shanock and Eisenberger, 2006), reduces too strict control (Wrzesniewski and Dutton, 2001; Leana, Appelbaum and Shevchuk, 2009; Petrou et al., 2012), shows a transformative leader’s behavior(Chi and Pan, 2012; Chiaburu et al., 2014; Parker and Wu, 2014), shows a empowering leader’s behavior(Berg, Wrzesniewski and Dutton, 2010; Zhang and Bartol, 2010; Martin, Liao and Campbell, 2013), employee tends to be more likely to job craft.
For example, Brenninkmeijer and Hekkert-Koning (2015)explored the relationship between leader’s regulatory focus and employee’s job crafting, based on a sample of 98 employee in a high-tech enterprise in China. The results of the empirical study showed that the leadership's promotional regulatory focus was significantly positively correlated with the level of job crafting of employees. Shanock and Eisenberger (2006) validated the relationship between constructive evaluation strategies and individual job crafting with an experimental study, and the results showed that managers supported actions helped employee develop proactive work attitudes and adopt positive behaviors. These behaviors stimulate learning and innovation among employee, thereby stimulating employee shaping task boundaries, and empirical studies confirm that managers support and co-operate job crafting showed an significant positive correlation(*β*=0.18,*p*＜0.05)(Leana, Appelbaum and Shevchuk, 2009). Empowering leadership has been found to increase employee proactive behavior (Martin, Liao and Campbell, 2013). Empowering leader enhance the significance of the work, fostering participation in decision making(Ahearne, Mathieu and Rapp, 2005; Zhang and Bartol, 2010).Therefore, Parker and Bindl (2016) suggest that empowering leadership is a strong predictor of employee proactive behavior such as job crafting.
These studies mainly explored the direct impact of leader’s behaviors or characteristics that encourage the employee’s job crafting, in which the effective mechanism and path were not clearly discussed.

[bookmark: _Toc18251880][bookmark: _Toc19321029]2.1.3.2Literature on the effective mechanism of leadership on job crafting
When analyzing the effective mechanism of leader’s behavior on Job crafting, the researchers have already paid attention to the field- effective mechanism of leader’s behavior on Job crafting, but it still lacks of sufficient research exploration. According to the contingency theory of leadership (Fiedler, 1978), characteristics of the situation may enhance or weaken the effects of leadership. Parker and Bindl (2016) claimed that the effect of leader’s behavior on job crafting is often depends on job characteristics(e.g., job autonomy, job uncertainty and Workload) or individual difference of followers(e.g. power distance, Proactive personality and individual temperament) (Howell et al., 1990; Shamir and Howell, 1999).

[bookmark: _Toc18251881][bookmark: _Toc19321030]2.2Literature on regulatory focus theory
Higgins (1997) systematically proposed the effective mechanism theory. Individuals with different regulatory focus (Promotion and Prevention) may have different perceptions, decisions, and emotional performance, as well as behavioral and performance outcomes (Table 1).
[bookmark: _Toc19321082]Table 1 Comparison of two regulatory focus: Promotion & Prevention
[image: ]
Source: summarized according to the relevant literature (Brockner and Higgins, 2001; Higgins, 1997; Crowe and Higgins, 1997; Friedman and Förster, 2001; Kluger et al., 2004)

The regulatory focus is not only an individual characteristic, but can also be guided by immediate context (Roney, Higgins and Shah, 1995; Crowe and Higgins, 1997). Therefore, the Effective mechanism is not only an characteristic variable related to personality preference, it is also a state variable. A recent study by Kark and Van Dijk (2007) is a direct distinction between individual regulatory focus and contextual regulatory focus. so the tendency of individuals in organizational practice to regulate the focus can be divided into the two: internalized and stable trait regulatory focus and context regulatory focus which can be influenced by the specific organizational situation (such as leadership).

[bookmark: _Toc18251882][bookmark: _Toc19321031]2.3Combining regulatory focus theory and research topic
[bookmark: _Toc18251883][bookmark: _Toc19321032]2.3.1Application of regulatory focus theory in organizational behavior 
Regulatory focus theory has been widely used in the field of organizational management, and scholars believe that regulatory focus can effectively explain some organizational behavior. As you can see that many researchers explored the relation between effective mechanism and job crafting (Brenninkmeijer and Hekkert-Koning, 2015), organization's commitment(Roundy, 2010; Jing and Xiaojing, 2009; Markovits et al., 2008; Johnson, Chang and Yang, 2010),work performance(Wallace and Chen, 2006; Wallace, Johnson and Frazier, 2009; Johnson, Shull and Wallace, 2011), organization citizenship(Wallace, Johnson and Frazier, 2009; Dewett and Denisi, 2007) ,etc.

[bookmark: _Toc18251884][bookmark: _Toc19321033]2.3.2Application of regulatory focus theory in job crafting
The idea that regulatory focus can effectively explain job crafting has been supported indirectly or directly in many studies. And researchers generally believe that the promotional-regulatory focus promotes the level of employee’s job crafting, while the preventional regulatory focus inhibits (Brenninkmeijer and Hekkert-Koning, 2015).

[bookmark: _Toc18251885][bookmark: _Toc19321034]2.3.3Application of regulatory focus theory in leadership research 
Researchers increasingly interpret the influence of leader on employee as a process related to employees' self-regulatory focus. They believe leader’s effect on employee is implemented by evoking employees' different contextual focus, while may due to the employee’s trait effective mechanism(Benjamin and Flynn, 2006). 
Leader can influence their subsequent work attitudes and behavioral outcomes by arousing different context Effective mechanism in their employees' work. The research conclusions of related literatures indicate that leader’s promotional role modeling (Brockner and Higgins, 2001; Wu et al., 2008; XU, 2018), servant leadership(Neubert et al., 2008), linguistic framing (Brockner and Higgins, 2001; XU, 2018), feedback (Brockner and Higgins, 2001; XU, 2018) and benevolent behavior(Chou, 2012) can lead to employee’s promotional work-related outputs by stimulating the promotional regulatory focus of the employee's work, while leader’s preventional behavior has the opposite influence.
The impact of leadership on employee is also dependent on the employee's trait effective mechanism . Many researchers explored and tested the regulation role of employee trait effective mechanism in the effect of transformative/transactional leadership, leader’s feedback, linguistic framing, and role modeling on employee’s work outcome. Relevant research conclusions show that transformational leadership and employee trait regulatory focus interact with employee motivation (Benjamin and Flynn, 2006), satisfaction (Whitford and Moss, 2009; Qing, 2011; Qing and Haitao, 2010), commitment(Moss, 2009; Whitford and Moss, 2009), and organizational commitment(Qing, 2011; Qing and Haitao, 2010).

[bookmark: _Toc18251886][bookmark: _Toc19321035]2.4Review comment
Through reviewing the existing literature, we find that the current research on the relationship between leadership and employees’ job crafting has attracted more and more scholars' attention, but the research is still very limited, especially in revealing the internal mechanism of how leadership stimulates employee’s job crafting. The main shortcomings of this research area are as follows:
· When analyzing the mechanism of leadership's action on employee’s job crafting, related research is still very limited.
Job crafting, a kind of proactive behavior, is not part of a given job description and thus not tied to formal systems of rewards and penalty (Van Dyne, & LePine, 1998; Wrzesniewski & Dutton, 2001). Therefore Parker and Bindl (2016) believed that leader’s behavior should serve as critical signals of whether or not such proactive behavioris welcomed at work. 
· It is too simple to examine the leader’s characteristics when analyzing the influence of leadership on employee’s job crafting.
Although the existing research provides some behaviors or ways to encourage the employee’s job crafting, these studies only look at the leadership performance from a certain dimension, and do not look at the characteristics of the leadership influencing the employee’s job crafting from the overall or systematic view.
· In the span of the role of leader in the process influencing the employee’s job crafting, it is mostly carried out from the individual level. 
Specifically, when discussing the influence mechanism of leadership on employee’s job crafting, the existing research mostly explores the mediating effect of variables at the individual level on the relationship between leadership and employee’s job crafting. Only a few comprehensive developments are carried out from the individual and organizational levels. However, more and more scholars have begun to realize that leadership not only acts directly on employee’s members but also exerts influence on the group level(Phipps, Prieto and Verma, 2012). 
· In the field of organization and leadership research, the use of regulatory focus theory is not systematic. 
[bookmark: _Toc18251887]Regulatory focus theory has become more and more widely used in the research of organizations and leadership, and plays a very important role. However, the researchers have elaborated the effective mechanism of the leadership on employee’s job crafting by stimulating the employee's regulatory focus from the perspective of separation. The research from systematic and overall perspectives- trait-context regulatory focus is rare.

[bookmark: _Toc19321036]2.5Theoretical framework
Based on the shortcomings of the above existing researches, this study argues that it is necessary to explore the mechanism of leader’s behavior on employee’s job crafting, and open the black box that influences the job crafting to enrich the existing theory; in the analysis of the influence of leadership on the employee’s job crafting, it is necessary to break through the existing tendency to study the leadership characteristics too simple, and systematically and deeply describe the performance of the leader from the perspective of the overall multidimensional (from the "behavior" of the leader, "language "and three aspects of "interacting with employees"); In the research exploring leadership's role span on the employee’s job crafting, it is necessary to improve the existing research from the individual level, and consider the interaction between the individual and the group. Therefore, this study attempts to use the regulatory focus theory as an entry point to examine the effect of leadership on employee’s job crafting from the individual regulatory focus and the group shared regulatory focus, considering the leader’s language (linguistic framing), leader’s behavior (role modeling), and interaction with employee (feedback). The theoretical framework is shown in Figure 2.
[image: ]
[bookmark: _Toc19321091][bookmark: _Toc18251888]Figure 2 Theoretical framework

[bookmark: _Toc19321037]3Methodology
This study uses constructionism as research paradigm, uses the grounded theory as strategy, and uses in-depth interview, participant observation and document analysis as three techniques, trying to develop theory from qualitative data(Figure 3).
[image: ]
[bookmark: _Toc19321092]Figure 3 Research paradigm, strategy and techniques

[bookmark: _Toc18251889][bookmark: _Toc19321038]3.1Research paradigm- constructionism
Social science research can explore its theoretical origins from four aspects: positivism; post-positivism; critical theory; constructivism (Bredo and Feinberg, 1982; Guba and Lincoln, 1989). Generally speaking, these theoretical paradigms mainly discuss some important issues in the three aspects of ontology, epistemology and methodology, and distinguish from each other (as shown in Table 2).
[bookmark: _Toc19321039]3.1.1Constructivism
Constructivists are not realists, they have a relativistic attitude on ontology. In the view of constructivists, the so-called "facts" are pluralistic and vary according to factors such as history, geography, situation, and personal experience(Phipps, Prieto and Verma, 2012). In epistemology, they believe that understanding is a process of interaction and interaction, and must be filtered by the values of both sides (Xiangming, 2000).In terms of methodology, constructivists emphasize dialectical dialogue between researchers and objectives, and achieve a generative understanding through mutual interaction(Xiangming, 2000).
In other words, It focuses on identifying and investigating patterns in contextually specific emerging social processes and their associated meanings, based on the interaction of individuals and groups with their social environments. It is more likely to touch the complete organizational process and its deep mechanism, so it can better solve the "complexity" and "dynamicity" problems from the systematic perspective (Youmin and Wei, 2010). 

[bookmark: _Toc19321040]3.1.2Rationality of paradigm selection
To sum up, this study seeks to explore the phenomenon- employee’s job crafting can be influenced by leadership (role modeling, linguistic framing and feedback) -which may has local characteristics and may be specifically constructed (ontology). Then I try to understand and interpret the fundamental nature of the phenomenon at the level of subjective experience (Burrell and Morgan 1979, p. 28) by playing a controlling and creative role through the symbolic interpretation and interaction (Burrell and Morgan 1979) (epistemology).Finally, I use grounded theory strategy to interact with the employees to understand how they perceive and work to shape the nature of the social patterns of which they are a part to realize the construction of core constructs and their relationships（methodology）. So it is proper to use constructivism as the philosophical inquiry paradigm in this study.
[bookmark: _Toc19321083]Table 2 Basic view of the social science inquiry paradigms
[image: ]
Source: (Guba and Lincoln, 1989)

[bookmark: _Toc18251890][bookmark: _Toc19321041]3.2Strategy- grounded theory
[bookmark: _Toc18251891][bookmark: _Toc19321042]3.2.1Grounded Theory 
Grounded Theory is a qualitative research approach whose main purpose is to build theory based on empirical data (Strauss, 1987: 5). This is a way to establish substantive theory from the bottom up, that is, to find the core concepts reflecting the essence of the phenomenon of things on the basis of systematic collection of data, and then construct relevant social theories through the connection between these concepts.
[bookmark: _Toc19321043]3.2.2Rationality of strategy selection
Researchers divides the research questions into five broad categories: 1) meaning

questions; 2) description questions; 3) process questions; 4) oral interaction and dialogue questions; 5) behavior questions (the behavior questions are divided into two sides of the "macro" and "micro" layers) (see Table 3) (Janesick, 1994; Morse, 1994). Taking these five types of questions as the mainstay, the main strategies in qualitative research are divided into six types (phenomenology, ethnography, grounded theory, Ordinary methodological discourse analysis, participant observation, qualitative ecology) (Janesick, 1994; Morse, 1994).Table 4 shows that for different research questions, researchers often use different research strategies, which are specific "paradigms" (Xiangming, 2000). 
To sum up, this research question in this study is to explore how the social meaning of the group is generated and maintained which adopts the grounded theory strategy exactly.
[bookmark: _Toc19321084]Table 3 Comparison of main strategies for qualitative research
[image: ]
Source:(Morse, 1994)

[bookmark: _Toc18251892][bookmark: _Toc19321044]3.2.3Procedure
This study is strictly in accordance with the grounded theory program. The grounded theory research mainly includes the following steps. The specific research procedure is shown in Figure 4(Charmaz, 2006).
· First, begin research. Researchers usually start with a certain research interest and a set of general concepts.
· Second, data collection.
· Third, initial coding. That is the hierarchically registration of the data. The concept is generated from the data;
· Fourth, compare the data and concepts continuously and ask the generative theory questions related to the concept systematically;
· Fifth, focus coding, develop theoretical concepts, and establish a connection between concepts and concepts;
· Sixth, theoretical coding, theoretical sampling. Systematically encode the data;
· Finally, construct theory, the main work of this part is to form the final research conclusion by comparing and combining the grounded theory with the existing research and theory to obtain the density, variability and high integration of the theoretical concept.
[image: ]
[bookmark: _Toc19321093]Figure 4 Grounded theory process
Source: Translated from Charmaz (2006: 11) 

[bookmark: _Toc18251893][bookmark: _Toc19321045]3.2.4Principes
[bookmark: _Toc19321046]3.2.4.1Keep theoretical sensitive
Since the main purpose of the grounded theory is to construct the theory(Strauss and Corbin, 1994), it emphasizes that the researchers are highly sensitive to the theory(Glaser, 1978). Whether in the research design stage or in collecting data and analyzing data, researchers should pay attention to the triangular interactions of the existing theories, predecessors' theories, and theories presented in the data(Figure 5), paying attention to capturing new clues to construct theories(Mills, 1959; Maxwell, 2012).
[image: ]
[bookmark: _Toc19321094]Figure 5 Theoretical triangle interaction diagram

[bookmark: _Toc19321047]3.2.4.2Literature review application
The function of the literature review in the grounded theory method is to provide the author with a holistic theoretical grasp, so that researchers can maintain the sensitivity of the theory, rather than setting a fixed theoretical framework(Strauss and Corbin, 1994). Although the literature review in this study is partially presented before the results, it does not mean that the research is completely theoretically driven(Glaser and Strauss, 2017).

[bookmark: _Toc18251894][bookmark: _Toc19321048]3.3Techniques
[bookmark: _Toc18251895][bookmark: _Toc19321049]3.3.1Data collection
In this study, in-depth interviews and participant observations were used in data collection.

[bookmark: _Toc19321050]3.3.1.1In-depth interview
(1)Sample selection 
In grounded theory, the sampling principle is the "non-probability sampling" different from the "probability sampling" in quantitative research .the "probability sampling" of the quantitative research and the "non-probability sampling", that is "theoretical sampling" – the new data cannot reveal new properties or produce further theoretical insights according to the principle of theoretical saturation(Glaser and Strauss, 2017). This method is also known as “destination sampling” (Patton, 1990). Based on the theoretical sampling principle, this study plans to select 20 employee from 7 companies as the research objects of this study. They come from many industries such as finance, automobile manufacturing, education and training, medical care and so on. The planned average interview time for respondents is 50 minutes. I plan to design a “List of Basic Data of Respondents (Table 4)” based on the age, gender, academic qualifications, and length of work of the study objects.
[bookmark: _Toc19321085]Table 4 List of basic information of respondents
[image: ]

(2)Interview process
This research plans to use in-depth interviews as one of the ways to collect qualitative data. Interviews with the research objects mainly adopt in-depth methods. Several open questions are prepared before the interview begins. The interview process is based on the interview respondents, and the interviewers only propose guidance aiming to obtain the information about the interviewees to the greatest extent. As the research progresses, the interviews with the research objects are carried out on specific issues. The open interview questions is showed in interview guide (Appendix).

(3)Interview principles
In conducting in-depth interviews, we followed the following principles(Patton, 1990; Xiangming, 2000):
· Interviewers remain active during interviews and remain vigilant about interesting clues;
· Avoid preconceived concepts;
· Allow respondents to rethink the phenomenon;
· Emphasis on guiding the research objects to express their definition of terms, situations and events.
(4)Rationality of method selection 
From the existing qualitative research, especially the grounded theory research, it is appropriate to use in-depth interviews to obtain the required qualitative data. Grounded theory and in-depth interviews are both open and directional, both formed and naturally generated, both step-by-step and flexible. Compared with other data collection methods in grounded theory research, such as observation or text analysis, in interview, the researchers have more direct control over the construction of interview data. Qualitative interviews provide an open and in-depth exploration of a topic. Interviewers also have real experience and valuable insights on this topic, which can lead to the subjective view of the research object. At the same time, in-depth interviews are flexible and generated techniques, ideas and arguments are generated in interviews, and interviewers can track these leads in a timely manner(Strauss and Corbin, 1994; Xiangming, 2000). Therefore, the in-depth interview is very suitable for grounded theory research due to its combination of flexibility and intrinsic control.

[bookmark: _Toc19321051]3.3.1.2Participant observation
(1)Observation plan
The research plan uses a contact summary list(Figure 6) to make an observation plan. The observation plan mainly includes what to observe, including: content, object, scope, location, time, length of time, number of times, methods, means, ethical issues, and validity.
[image: ]
[bookmark: _Toc19321095]Figure 6 Contact summary list

(2)Observation outline
For the design of the observation outline, I think that it cannot be too detailed, so as not to constrain the observation process. In order to ensure the observation quality, I design an observation record(Table 5) form(Po and Xiaoying, 2001; Xiangming and Xiaoying, 2004) to guide the observation process.
[bookmark: _Toc19321086]Table 5 Observation table
[image: ]

(3)Rationality of method selection
Observation is one of the most basic methods for human beings to understand the world, and it is also one of the main ways for qualitative research to collect data. Observations can be divided into two categories: participant observation and non-participant observation (Xiangming, 2000).Participant observation refers to the life and work of the observer and the observed person, listening and watching their words and deeds in close mutual contact and direct experience. Although this method tends to make the observer fall into the situation of observation and it is difficult to open the distance from the observer to the observed person. Participant observation is more susceptible to the "subjective" factor. However, this method is more in line with the needs of natural research, not only can help researchers get a more specific perceptual understanding of local social and cultural phenomena, but also understand the local’s interpretation of the meaning of their own behavior deeply inside their culture (Strauss and Corbin, 1994; Xiangming, 2000). Non-participant observations do not require researchers to directly enter the daily activities of the researcher. Observers often understand the development of things as a bystander. This approach may be more "objective", but the understanding of the research object is not deep and clear enough. Obviously, participatory observation is more in line with the requirements of this study, because this study needs to understand the influence of leader’s behavior on the employee’s job crafting from a very natural environment.

[bookmark: _Toc18251896][bookmark: _Toc19321052]3.3.2Data analysis
Qualitative research refers to the “organization and analysis” of data. It refers to systematically obtaining the original data according to the purpose of the research, and then gradually concentrating. The ultimate purpose is to explain the data reasonably(Strauss and Corbin, 1994; Xiangming, 2000). Step-by-step coding of data is the most important part of grounded theory, including three levels of coding: 1) original encoding - open login; 2) focus coding - associative login, also known as axis registration ;3) theoretical coding - core registration, also known as selective login (Strauss and Corbin, 1994).

[bookmark: _Toc19321053]3.3.2.1Original encoding
original coding refers to the process of defining the data content for the first time. Researchers need to follow the logic below when doing initial coding: First, the initial coding should be close to the data, try to encode with words that reflect the action; second, the initial coding should be open; finally, the initial coding is temporary and comparative. Keep an open mind. Temporary and comparative means leaving space for other analyses and forming the most appropriate code for the data. Researchers need to continually develop the code to fit into the data and then collect more data to explore and populate the code(Strauss and Corbin, 1994; Glaser and Strauss, 2017; Spiggle, 1994). This research plan mainly adopts the method of progressive coding(Table 6).
[bookmark: _Toc19321087]Table 6 Initial coding analysis table
[image: ]

[bookmark: _Toc19321054]3.3.2.2Focus coding
Focus coding(Figure 7), the main purpose of this stage is to discover and establish various connections between generics. The researcher's approach is to perform an in-depth analysis of a generic class at a time, and find different parts and levels under this generic class. Sometimes these relationships are written through diagrams. In order to form the focus code that best reflects the nature of the data, it is necessary to make a continuous cycle of comparison between the data and the initial code. In this process, researchers also need to think positively (Xiangming, 2000; Strauss and Corbin, 1994; Spiggle, 1994). Through repeated thoughts and comparisons, a larger picture appeared, and the clues of research gradually became clear.
[image: ]
[bookmark: _Toc19321096]Figure 7 Focus coding analyzing figure

[bookmark: _Toc19321055]3.3.2.3Theoretical coding
Theoretical coding is the coding at the complex level that researchers perform after focus coding. In short, the generics are formed in the focus coding, and the theoretical coding is to make the possible relationships between these generics concrete. The theoretical code is integrated, giving form to the focus code collected by the researcher, making the analytical story coherent. Therefore, this process not only conceptualizes the form of association between substantive code, but also makes the analytical story theoretical. This process is mainly achieved by classifying, drawing and integrating memoranda formed at each stage of data analysis (Xiangming, 2000; Strauss and Corbin, 1994; Spiggle, 1994). Figure 8 is the generic relationship integration map.
[bookmark: _GoBack][image: ]
[bookmark: _Toc19321097]Figure 8 Generic relationship integration map

[bookmark: _Toc19321056]3.3.2.4Process inquiry and condition matrix
In addition to the step-by-step coding procedures described above, grounded theory also pays special attention to the exploration of the theoretical construction process. This process is not a time-phased process, but an interactive process between various conceptual relationships. The interaction between concepts is also changing as various external and internal conditions and their interactions change(Xiangming, 2000; Strauss and Corbin, 1994; Spiggle, 1994). Therefore, grounded theory requires researchers to pay attention to these changes, make corresponding changes to the construction of the theory according to these changes, and construct the theory in a dynamic way.
Regarding the conditions of theoretical construction, grounded theory puts forward the concept of "conditional matrix". The "conditional matrix" seems to be a set of circles, with one circle set in one circle, each circle representing a part of the real world. The circle close to the inside represents the conditional features that are more closely related to behavior and interaction, while the outer circle represents the conditional features that are more distant from behavior and interaction. Grounded theory should not only consider these conditions, but also relate them to the process of inquiry. Conditions, processes, and the actions of the researcher (including the interaction between the researcher and the data) work together to ultimately lead to the production of theoretical results.

[bookmark: _Toc18251897][bookmark: _Toc19321057]3.4Research assurance
[bookmark: _Toc18251898][bookmark: _Toc19321058]3.4.1Validity
In qualitative research, researchers can only deal with the threat of validity after the start of the research process. Table 7 shows six techniques for enhancing the validity of qualitative studies(Padgett, 2016). These strategies are not completely coherent or independent, but represent the most common application in quality control of qualitative research. Therefore, this study hopes to improve the validity of the study through the following ways:
[bookmark: _Toc19321088]Table 7 Strategies to increase validity
[image: ]
+=Have a positive impact on reducing threats
-=Have a negative impact on reducing threats
0=No effect

[bookmark: _Toc19321059]3.4.1.1Long-term involvement
Long-term involvement can improve the responsiveness and deviation of the researcher. The influence of the researcher on the scene will gradually disappear with his long stay, and long-term involvement can reduce the situation of refusing to provide information or lying(Johnson, 1994). The study plans to take long-term (about 50 minutes each) interviews and multiple return visits to improve the validity.

[bookmark: _Toc19321060]3.4.1.2Multi-crossing method
Multi-crossing method refers to the use of more than two resources, methods, etc. to fully understand a specific problem(Huberman et al., 1994; Janesick, 1994). This study plans to use the researcher multi-crossing method (eg, observation using multiple observers, analysis by multiple decoders) and data multi-crossing method (using interviews, observation as various data collection ways) to improve the validity.

[bookmark: _Toc19321061]3.4.1.3Peer-participant discussions
Peer support groups can be called the “lifeline” of qualitative research(Steinmetz, 1991). Members of peer support groups come together to give feedback, provide fresh ideas, recharge researchers, increase rigor, and have instrumental features(Guba and Lincoln, 1994). In this research, my classmates, teachers, and members of the research group with different academic backgrounds will form my peer support group. We will learn from each other, discuss, grind research, and give some helpful suggestions to each other.

[bookmark: _Toc18251899][bookmark: _Toc19321062]3.4.2Ethic
Qualitative research ethics issues involve all people and social institutions related to research and throughout the entire process of research (Soltis, 1990; Whyte, 1984). This research plan focuses on ethical issues from the following three aspects.

[bookmark: _Toc19321063]3.4.2.1Voluntary and unhidden   
I believe that research should be open and flexible, and that the judgment of the matter must take into account the specific circumstances of the study and the consequences(Fontana and Frey, 1994). Therefore, the problem is not "open" or not, but the question of "how much to disclose" and "how to disclose." In order to carry out research smoothly, I sometimes cover up my true identity to a certain extent, but the principle is: I should never violate my promises to the local people, do not steal local documents, and do not lie to the locals for no reason. 

[bookmark: _Toc19321064]3.4.2.2Privacy and confidentiality
In qualitative research, privacy is the range of things that are related to the private affairs of the research object but need to be handled privately by the researcher. Researchers need to respect the right of the researcher to be willing to expose privacy and keep it strictly confidential(Fontana and Frey, 1994; Xiangming, 2000). This study keeps the identity and privacy of the research objectives confidential and may not make it public unless approved by the researcher.

[bookmark: _Toc19321065]3.4.2.3Fair return
In qualitative research, researchers need to be grateful for the help provided by the researchers, and should not let the other party produce a "deprivation" feeling(Orb, Eisenhauer and Wynaden, 2001). Researchers can express their feelings by means of direct rewards (service fee, gifts, etc.) and indirect rewards (regular visits, problem settlement, and listening to let them feel respected and understood). This study will effortfully reward the researcher according to the needs of the researcher and the research funding.
The ethical issues in qualitative research are complex and more subtle when it comes to cultural differences. Therefore, in the research, I will not comply with the relevant principles and regulations, but be sensitive enough to the possible ethical issues. I will be sensitively identified on the spot, realize the responsibility that I should bear, and take appropriate measures accordingly to handle it.

[bookmark: _Toc18251901][bookmark: _Toc19321066]3.4.3Generalization
Since qualitative research adopts the theoretical sampling principles, the samples are usually small, and the results are difficult to carry out "generalization" in the sense of quantitative research(Xiangming, 2000). However, if the reader gets an ideological resonance in reading the research report, it is a kind of identified generalization (or enlightenment or revelation); and if the theory established in this study has certain interpretativeness, it may also the role of theoretical generalization (or theoretical influence or radiation) (Hammersley, 1984). This study is based on effective mechanism theory, which proposes new constructs of leader’s behavior, explores the relationship between leader’s behavior and employee’s job crafting, and summarizes the influence mechanism of leader’s behavior on employee’s job crafting, aiming to produce theoretical generalization.



[bookmark: _Toc18251902][bookmark: _Toc19321067]4Conclusion
The lack of employee initiative is a realistic problem that Chinese enterprises need to noticed and to summarize the effective ways for leader to motivate employee' active behaviors is in urgent to tackle. This article focuses on employee’s job crafting initiative. However, the discussion of the relationship of leadership and employee’s job crafting in the field of academic research has some limitations which can not fully meet the needs of Chinese business management practices. Therefore, this study proposes the following main research question: What is the effective mechanism of leader’s behavior on employee’s job crafting? 
Specifically, the main theoretical contributions of this study are to propose a new construct of leader’s behavior based on the theory of regulatory focus; to explore the relationship between leader’s behavior and employee’s job crafting; to propose the influence mechanism; to analyze the effect of organizational contexts in the process, , enriching and expanding the existing research field.
For the field of management practice, this study provides a systematic approach to the development of job crafting for Chinese employee in the new economic environment and a comprehensive guide and a theoretical reference for the leader and employee of Chinese organizations to understand the effective mechanism for more effective interaction.


[bookmark: _Toc18251903][bookmark: _Toc19321068]Part2: reflective essay
-Reflection on qualitative research and quantitative research
[bookmark: _Toc18251904][bookmark: _Toc19321069]1Introduction
Qualitative research and quantitative research are different from each other, and they are mutually complementary. They are two important scientific research methods in business management research. Because of the differences in guiding ideology and operational methods, the focus of qualitative research and quantitative research is different(Maxwell, 2012). However, there are many similarities that are often overlooked between quantitative and qualitative methods(Xiangming, 2000). So in the first and second part, I summarize the main differences and similarities between the two methods seperately. 
In the third part，I clarify the opinion that I think qualitative research is easier for myself. Although both methods are very difficult, qualitative research can be practiced at any time in life, and I believe that I have the potential to become a good qualitative researcher. 
In the final part, I analyze why I prefer to use qualitative research methods. Although the researcher should theoretically choose the research method according to different research questions and purposes, the determination of the research theme and purpose and the requirements of becoming a good researcher can make me become a better people and live a better life.

[bookmark: _Toc18251905][bookmark: _Toc19321070]2The differences between qualitative research and quantitative research
[bookmark: _Toc19321071]2.1The differences
Regarding the difference between quantitative research and qualitative research, many researchers have tried to make one-to-one comparisons. Table 8 lists some of the main differences between the two methods that I have summarized based on the literature and my own research experience (Bogdan, 1982; Glesne and Peshkin, 1992; Polgar and Thomas, 2011).
[bookmark: _Toc19321089]Table 8 The main differences between the two methods
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[bookmark: _Toc19321072]2.2Comment
[bookmark: _Toc19321073]2.2.1Comparison of applicable situation 
Because of the differences in guiding ideology and operational methods, qualitative research and quantitative research have different focuses. Thus, they use different methods to explore different aspects of things from different perspectives.
· On the one hand, quantitative research relies on the measurement, calculation and analysis of the parts that can be quantified and related, in order to achieve a certain grasp of the "essence" of things (Glesne and Peshkin, 1992). The qualitative research is to carry out in-depth, meticulous and long-term experience of things through the interaction between researchers and researchers, and then to obtain a more comprehensive explanatory understanding of the "quality" of things. 
· On the other hand, in research design, quantitative research takes the path of experimentation, while qualitative research emphasizes collecting raw materials in natural situations as much as possible.

[bookmark: _Toc19321074]2.2.2Comparison of advantages and disadvantages 
Both quantitative and qualitative research have their strengths and weaknesses.
· First, quantity method is more suitable for large-scale investigation and prediction of things at the macro level; while qualitative research is more suitable for detailed and dynamic description and analysis of individual things at the micro level (Xiangming, 2000). 
· Second, quantitative research confirms the average situation of social phenomena and is therefore representative of the sampling population, while qualitative research is good at exploring special phenomena in order to find problems or propose new perspectives. 
· Third, quantitative research freezes things at a certain moment and then performs quantitative calculations; qualitative research uses language and images as a means of expression to track the course of events in the flow of time. 
· Fourth, quantitative research starts with the researchers' pre-set assumptions and collects data to verify them; qualitative research emphasizes their views from the perspective of the parties, paying attention to their mental state and meaning construction. 
· Finally, quantitative research strongly excludes the researcher's own influence on research and tries to be value neutral; qualitative research attaches great importance to the researcher's influence on the research process and results, and requires researchers to constantly reflect on their behavior(Bogdan, 1982; Glesne and Peshkin, 1992; Polgar and Thomas, 2011).

[bookmark: _Toc18251906][bookmark: _Toc19321075]3The similarities of qualitative research and quantitative research
There are many similarities that are often overlooked between quantitative research and qualitative research.
· First and foremost, both methods are empirical, relying on first-hand observation and data collection to guide discovery and conclusions. Two types of empirical data—quantitative or qualitative—can be applied to scientific research. No type of information is inherently “scientific” or “unscientific”(Polgar and Thomas, 2011). The biggest difference that may exist is that qualitative researchers will adopt an interpretive paradigm rather than the hypothetical-deductive model required by quantitative research. 
· Then, both qualitative and quantitative methods are systematic. Unlike the general misconception, qualitative research is by no means accidental or unfocused. However, a systematic approach does not necessarily require a set of conventions, and is not necessarily predictable. It can also be flexible (Glesne and Peshkin, 1992).
· Last but not least, both qualitative and quantitative research methods require a rigorous research process (Xiangming, 2000). Quantitative research methods are commonly used in scientific research. Accurate and objective quantitative analysis makes people feel the seriousness and authority of research, but at the same time it is also awesome; while the “popularization” and humanistic atmosphere of qualitative research seem to be easier to understand and operate. The “anytime, anywhere” nature of qualitative research makes people think that it is easy to carry out. In fact, it takes a lot of training and experience to successfully conduct qualitative research. In our experience, qualitative research is a thousand more labor-intensive tasks than quantitative research. At the same time, qualitative research can also provide researchers with the most rewarding experience. In this process, the research itself is full of adventures and gains like an expedition. Researchers may encounter violent waves (such as angry respondents or essay-minded opponents) or smooth sailing (intensive and happy visits or engaging in fascinating themes),and researchers may also be frustrated, stopping on the calm seas and not moving forward. It can be seen that qualitative research, like quantitative research, also requires strict training and hard work.

[bookmark: _Toc19321076]4Which one is easier for me? Why?
Qualitative research is easier for me, although both qualitative and quantitative research methods require a rigorous research process for the following reasons:
· On the one hand, qualitative researchers can train and improve qualitative abilities all the time.
Qualitative research is everywhere. In every day of life, we can conduct qualitative research training, for example, when you chat with the buddies of the buddies, listen to their complaints and share their joy; when you secretly pay attention to the leadership's eyes during the meeting every day; when you see someone doing good deeds on the street, take out your mobile phone and take this scene. Unconsciously, we are already studying life in qualitative research. In a very short period of time, we interview, observe, and collect physical documents which are the ways in which data is collected in qualitative research. 
And then, what conclusions can we get from using this information? Can these conclusions stand up? This requires the use of qualitative data analysis, theoretical construction and quality testing methods. Therefore, qualitative research is everywhere, and the training and thinking can be obtained at any time.
· On the other hand, I have the potential to be a good qualitative researcher.
I think that a good qualitative researcher may have the following important qualities: flexible, open, more sensitive to experience; longer than expressing myself; having a spirit of reflection to become myself and saying what I believe. 
And I am keen on feelings in my daily life, and I have an open mind about everything and people. In research, I often look back at myself and make constant proofreading adjustments asking myself: What did I do in the research? Did not do anything? Is the research method good or not? What is the experience? How should I modify it? and many more. So I think I can be a good qualitative researcher.
Above all, qualitative research is easier for me since it can be exercised anywhere and I have the qualified quality of a good qualitative researcher. 

[bookmark: _Toc19321077]5Which one do I prefer to use? Why?
I prefer to use qualitative research when I can choose for the following reasons, although both quantitative research and qualitative research have their own strengths and weaknesses, they all have more suitable research situations. 
· Firstly, it is because that the process of qualitative research reflects its temperature everywhere, letting me become a real self, letting me make research with temperature. For example, qualitative research emphasizes subjectivity, therefore, when we use qualitative research methods to do research, we should take care of our own emotions and positions. 
· Secondly, it is because that qualitative research requires us to do research realistically and to continue writing memos consciously, which in turn will make us more flexible, open, sensitive, reflective to be better. Finally, qualitative research emphasizes the context of meaning generation, the natural activity of facts, and the correlation between phenomena, allowing us to understand the world more deeply. 
Thus, I think that learning a research method is not just to explore the unknown world, to find the answer to the question, but more importantly, to better understand yourself and make yourself better, so I prefer quantitative research.

[bookmark: _Toc18251909][bookmark: _Toc19321078]6Conclusion
To sum up, qualitative research and quantitative research are two different but interrelated research methods. The understanding of the two research methods can help us choose the right method to study scientific problems. Qualitative research and quantitative research complement each other, using a variety of methods to explore meaning, generating different types of knowledge, and bringing new perspectives to scientific research. I think qualitative research is easier for me because the use of qualitative research is reflected in all aspects of life, I can practice constantly, and I think I have the potential to be a good qualitative researcher. At the same time, qualitative research emphasizes subjectivity, individuality, integrity, relativity and artistry. It makes me feel the temperature of scientific research and real life, so that I can become a better self. So I prefer to use qualitative research.
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Interviewees：                                       Location：                
Time      ：                                       Tool    ：                
Opening and warming
How are you . First of all, thank you for your participation. I am **, a doctoral student in UWTSD. And now I am conducting a Ph.D. research program about the job behavior.

The conversations we have will be kept confidential for you. Due to research needs, I will record our interviews in notebooks and audio recorders throughout our interview. And I needed my mentor to guide the research methodology during the writing process, so all of our conversations were known to me and my mentor. In the future, our communication content may be published as parts of my doctoral thesis, but in the article we will hide your name and all publications will request your consent. Is that clear? If you have any questions please don’t hesitate to ask me.

The whole visit takes about 30-45 minutes, so you see if we're to look for a comfortable place to sit down and have a chat. Now let’s begin. And thank you very much again for your participation.

Interview questions
(1) introducing topic
· What are job content requirements according to the requirements of the superior?
Will you take the initiative to do other things which are beneficial to your work？
· unit or society ? that is job crafting which is the core behavior we focus on.(the definition of job crafting)?
／Have you ever done anything other than a job requirement proactively, not (just) for the money, but for the well-being of your work unit or society as a whole?
· For example
·Teaching students is the fundamental content of the teacher’s job.
And teachers taking the initiative to innovate the way to teach and the content of teaching in order to improve the enthusiasm of students is a form of jc.
·Librarians have established work schedules, and if he takes on additional tasks in addition to his own work, such as helping readers read books and helping other colleagues organize them, he is crafting his job.
·Company employees establishing good relationships with their colleagues, superiors and subordinates to promote team harmony and improve organizational efficiency is also a kind of job crafting.
· Can you talk about some of the things that impress you the most?
/Can you describe what happened then? What else?

(2)what／how
· Promotion
You must have done a good job-crafting, can you say a few things that impressed you most?
What do you think is the main reason you can do a good job-crafting in this case? Does your immediate boss have an impact on it, and how does it affect it? For example: (1) How your immediate supervisor explained the job or task to you or a member of your department, what was your first reaction at the time;
How the leader responds or feedback on your mission's stage performance or results, does this affect the subsequent completion of your work, and how the leader evaluates and feedback on the final outcome of the task.
· Pretention
You must also have felt that you are not doing a good job-crafting, or being inhibited, can you say a few of the most impressive things?
What do you think are the main concerns about your failure to craft your job well? Does your immediate boss have an impact on it, and how does it affect it? For example: (1) How your immediate supervisor explained the job or task to you or a member of your department, what was your first reaction at the time;
How the leader responds or feedback on your mission's stage performance or results, does this affect the subsequent completion of your work, and how the leader evaluates and feedback on the final outcome of the task.

(3)when
· You said that leader’s positive Language Framework may effect your job crafting behavior, Is there a similar situation?
／Imagine that: the same leadership with the same positive language framework has promote your job crafting behavior, but to a different extent compared to that in the previous situation.
· What do you think might have made such a difference?
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