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Job Crafting :the New Path for Job-related Happiness

[bookmark: _Toc18251860][bookmark: _Toc28610325]Abstract
Job crafting, the bottom-up activity emphasizing the employees’  positively initiative, has captured comprehensive attention of researchers recently. To begin with, this paper reviews the concept and features of job crafting; then, combs the prediction and the effects of job crafting , and sums up the antecedents for the future research; furthermore, systematically summarizes intervention strategies; finally, offers some suggestions for further research.

Key words
job crafting；job-related happiness；job design；the meaning of work；initiative behavior.

List of contents
Abstract	I
Part 1:Literature review	1
1Introduction	1
2Definition and characteristics of job crafting	3
2.1Definition	3
2.2Characteristics	3
3Antecedent variables of job crafting	4
3.1Individual Factors	4
3.1.1Proactive personality	4
3.1.2Motivation	4
3.1.3Job orientation	1
3.1.4Regulatory Focus	1
3.1.5Self-efficacy	1
3.2Work climate	2
3.2.1Complexity and challenging	2
3.2.2Job-person misfit	2
3.3Social climate	2
3.3.1Employee discretion	2
3.3.2Manager support	3
3.3.3Social relationship	3
3.4organizational structure	4
3.4.1Rank	4
3.4.2Task interdependence	4
3.4.3Organizational change communication	5
4Result variables of job crafting	10
4.1Impacts on individuals	10
4.1.1Meaning of work	10
4.1.2Job identification	10
4.1.3Work engagement	11
4.1.4Job Satisfaction	11
4.1.5Job-person fit	12
4.1.6Happiness	12
4.1.7Self-efficacy	12
4.1.8Organizational citizenship	13
4.1.9Employee creativity and situational performance	13
4.2Impacts on organizations	14
4.2.1The impact of cooperative job crafting on the organization may be positive	14
4.2.2The impact of personal job crafting on the organization may be positive or negative.	14
5job crafting intervention strategy	18
5.1Job crafting exercise	18
5.2Job crafting training	18
5.3Job crafting imitate	18
6Future research prospects	20
6.1Expand theoretical construction and theoretically driven research	20
6.2Deepen the intervention mechanism	21
6.3Strengthen the research of the impact mechanism	21
Part2: Detailed discussion of one paper	23
1Introduction of the selected articles	23
1.1Title	23
1.2Paper publication details	23
1.3Brief introduction	23
1.4Research model	23
2Analysis of philosophical paradigm	24
2.1Understanding of philosophical paradigm	24
2.1.1 Positivism	25
2.1.2 "Alternative Paradigms" (post-positivism, critical theory, constructivism)	26
2.2Analysis of this article’s philosophical paradigm	29
3Analysis of methodological issues	30
3.1Understanding of research validity, reliability and bias	30
3.1.1Validity	30
3.1.2Reliability	30
3.2Analysis of this article’s reliability, validity and bias	31
3.2.1Reliability	31
3.2.2Validity	31
4Analysis of ethical issues	32
4.1Understanding of research ethic	32
4.2 Analysis of this article’s ethic	32
5Conclusion	33
References	34



List of tables
Table 1Summary of research on dependent variables of job crafting	7
Table 2Summary of antecedent variables of job crafting for future	9
Table 3Summary of research on result variables of job crafting	16
Table 4Brief introduction	23
Table 5Basic view of the social science inquiry paradigms	25
Table 6α coefficient of each scale	31

List of figures
Figure 1Job crafting’s antecedents and consequences summarized	1
Figure 2Research model	23
Figure 3Reliability and validity	30


[bookmark: _Toc18251863]
[bookmark: _Toc28610326]Part 1:Literature review
[bookmark: _Toc28610327][bookmark: _Toc18251864]1Introduction
Faced with an established job arrangement, can people only choose to accept it passively? If a hospital cleaner considers his work to be tiring, dirty and low-skilled, he will not do tasks beyond his own work except for his own work. But if he regards his work as a lofty mission, he will not only complete his work, but also patiently communicate with patients or assist the work of other department staff (such as nurses, etc.) (Wrzesniewski and Dutton, 2001). Faced with the work arrangements of the organization's management, employees can choose how to perceive and act(Berg, Wrzesniewski and Dutton, 2010). This proactive process involving adjustment and change reflects the important concept of job crafting.
The need for research related to the hot topic of job crafting is very urgent in management practice(Van den Heuvel, Demerouti and Peeters, 2019). Objectively, changes in the work environment have led to an increasing demand for employees' initiative. Employees need to relieve these pressures by shaping a healthy and positive environment (Grant and Parker, 2009). Subjectively, the status of employees in the organization is not what it used to be. People's basic living supplies are becoming more and more saturated, and people are eager to link their work, life and spiritual experience, "be anyone they want to be" (Twenge, 2014) .
Job crafting enriches the fields of job design theory, job meaning theory, and positive psychology from a new perspective. Its theoretical significance is significant. Job crafting and job design theory complement each other, emphasizing the bottom-up employees’ leading behavior enhancing employees' work adaptability (Berg, Dutton and Wrzesniewski, 2013; Salancik and Pfeffer, 1978; Bell and Staw, 1989). At the same time, job crafting pays attention to the positive elements in the organizational environment, and its proposal echoes the research of positive histology, positive psychology, and work meaning theory (Wrzesniewski and Dutton, 2001).



[bookmark: _Toc28610328]2Definition and characteristics of job crafting
[bookmark: _Toc28610329]2.1Definition
The idea of job crafting originated from Kulik, Oldham and Hackman (1987). Employees proposed in 1987 may spontaneously redesign their work to improve their ability to match the job.
Wrzesniewski and Dutton (2001)first proposed the concept of job crafting. Based on the content of job crafting, they divide job crafting into tasks, relationships, and cognitive remodeling. They believe that job crafting refers to employees' tasks and relationships in order to match their motivations, interests, and passions with their work( Wrzesniewski and Dutton, 2001). Tims and Bakker (2010) define job crafting based on the job requirement-resource model( Demerouti et al., 2001; Bakker and Demerouti, 2007), emphasizing that employees initiate changes at the level of job requirements and resources (Tims, Bakker and Derks, 2012). Leana, Appelbaum and Shevchuk (2009) broke through the idea of ​​defining job crafting from the perspective of individual employees: employees reorganized and designed work in the form of cooperation to achieve a common goal. 

[bookmark: _Toc28610330]2.2Characteristics
By summarizing the existing research, it is concluded that job crafting has four characteristics: non-material return(Slemp and Vella-Brodrick, 2014), initiative (Berg, Wrzesniewski and Dutton, 2010; Ghitulescu, 2007; Grant and Ashford, 2008), internal resource accumulation (Harju, Hakanen and Schaufeli, 2018), and external dynamic adaptability (Wrzesniewski and Dutton, 2001; Berg, Wrzesniewski and Dutton, 2010).



[bookmark: _Toc28610331]3Antecedent variables of job crafting
There are various researches on job crafting antecedent variables. As shown in Figure 1, we summarize these studies from four aspects: personality characteristics, task context, social context, and organizational structure

[bookmark: _Toc28610332]3.1Individual Factors
[bookmark: _Toc28610333]3.1.1Proactive personality
Active personality traits are defined as people's intention to take active actions in a variety of situations, and they are a relatively stable tendency to affect the environment (Buss, 1987). People with active personality traits are more likely to intentionally shape their environment. They identify opportunities, take action, and persevere until they achieve meaningful change(Crant, 1995), so they tend to increase job crafting behavior(Bakker, Tims and Derks, 2012).

[bookmark: _Toc28610334]3.1.2Motivation
Wrzesniewski and Dutton (2001)consider motivation to be a key influencing factor for job crafting. They point out that the motivation for job crafting is inspired by three personal needs: the need to control work to avoid job alienation, the need for positive self-image building, and the need for interpersonal communication. However, previous scholars' research only mentioned that internal opportunities affect job crafting, but ignored external motivation, and lacked relevant empirical research.
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[bookmark: _Toc19321090][bookmark: _Toc28610400]Figure 1Job crafting’s antecedents and consequences summarized
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[bookmark: _Toc28610335]3.1.3Job orientation
Wrzesniewski and Dutton (2001)believe that an individual's work orientation (divided into task orientation, career orientation, and mission orientation( Wrzesniewski et al., 1997)) may affect his job crafting. Empirical research found that only career orientation is significantly positively related to personal job crafting. The reason may be that career-oriented employees are more concerned about promotion, and their current stage of work is considered as a springboard to a better job platform, so their growth Expectations are very strong, so more job crafting behaviors including changing job task boundaries will be performed (Leana, Appelbaum and Shevchuk, 2009).

[bookmark: _Toc28610336]3.1.4Regulatory Focus
The regulatory focus theory believes that promoting focused employees focus on progress, growth, and task completion. They are very sensitive to positive results and try to achieve the expected positive state. Therefore, the promoting focus is in line with increasing work resources and increasing challenging work requirements (Brenninkmeijer and Hekkert-Koning, 2019); on the other hand, employees with a defensive regulatory focus pay more attention to safety and responsibility(Crowe and Higgins, 1997), and then conduct more behaviors that reduce the requirements of obstructive work (Brenninkmeijer and Hekkert-Koning, 2019).

[bookmark: _Toc28610337]3.1.5Self-efficacy
Self-efficacy will lead to a positive willingness to act and behavior change, which will have a positive impact on employees' goal achievement. Studies have shown that self-efficacy is linked to concepts of initiative, such as control(Morrison and Phelps, 1999) and personal initiative (Speier and Frese, 1997). When employees experience the positive results of early job crafting, they will be more inclined to engage in job redesign (Bandura, 1977), so Tims and Bakker (2010)believe that employees with high levels of self-efficacy may perform job crafting more.

[bookmark: _Toc28610338]3.2Work climate
[bookmark: _Toc28610339]3.2.1Complexity and challenging
Task complexity and challenge. Task complexity(Ghitulescu, 2007) and challenge(Berg, Wrzesniewski and Dutton, 2010) actively predict job crafting behavior. The results of research by Kui,Y and Na,L (2018) show that task complexity has a negative regulatory effect on job crafting's positive impact on job meaning relationships.

[bookmark: _Toc28610340]3.2.2Job-person misfit
Passive work is often the reason why employees engage in positive behavior. Tims and Bakker (2010) pointed out that individual-work mismatch is a negative state of imbalance between what employees can do and need and what they supply and what they need. This state will motivate employees to think about the reasons and countermeasures to try to break through this dilemma, that is, to promote job crafting behavior (Tims and Bakker, 2010)

[bookmark: _Toc28610341]3.3Social climate
[bookmark: _Toc28610342]3.3.1Employee discretion
When employees' work is clearly defined and controlled, employees will find fewer opportunities for job crafting (Wrzesniewski and Dutton, 2001). There is a significant positive correlation between employee discretion and individual job crafting and cooperative job crafting(Leana, Appelbaum and Shevchuk, 2009). In an environment where work pressure is high and employees have more discretion, employees will seek more work resources, and there will be fewer requirements for obstructive work (Petrou et al., 2012).

[bookmark: _Toc28610343]3.3.2Manager support
Managers can not only inhibit job crafting by limiting employees' discretion, but they can also promote job crafting by providing developmental feedback or the possibility of discussing job challenges (Leana, Appelbaum and Shevchuk, 2009). A supportive organizational climate helps employees to take a proactive attitude toward work and adopt positive behaviors(Shanock and Eisenberger, 2006). These behaviors will stimulate employees' learning and innovation, thereby motivating employees to shape task boundaries. Empirical research confirms that manager support and cooperative job crafting are significantly positively correlated (β = 0.18, p <0.05)(Leana, Appelbaum and Shevchuk, 2009).

[bookmark: _Toc28610344]3.3.3Social relationship
The strength of social relationships can be measured by the frequency and closeness of interaction between employees and colleagues. Interpersonal relationships built through social and task interactions are the basis of cooperative behavior, so the strength of social relationships will affect job crafting(Leana, Appelbaum and Shevchuk, 2009). Leana, Appelbaum and Shevchuk (2009) confirmed the positive correlation between the strength of interpersonal relationships and cooperative job crafting through empirical research (β = 0.13, p <0.01).

[bookmark: _Toc28610345]3.4organizational structure
[bookmark: _Toc28610346]3.4.1Rank
Berg, Wrzesniewski and Dutton (2010) conducted a qualitative study of 33 employees from for-profit and non-profit organizations, and concluded that lower-level employees are more likely to adapt to the working environment and experience fewer restrictions than higher-level employees, and then are more likely to do more job crafting. They also point out that job crafting behaviors are different for different ranks. Job crafting behaviors for lower-level employees include strategically building and improving related job skills, strengthening interpersonal relationships, and striving to gain the trust of leaders. Vocational-level employees can perform job crafting by emphasizing the opportunities they are given for job crafting, adjusting their expectations for the potential of job crafting, and moving beyond prescribed job boundaries. The empirical research conducted by Leana, Appelbaum and Shevchuk (2009) on 232 teachers and assistants in 62 childcare centers shows that teachers will perform more personal job crafting than assistant teachers and teacher assistants. It can be seen that the research results on the relationship between job levels and job crafting are uncertain. The relationship between the two is more complicated than we expected, and requires further exploration of subsequent research.

[bookmark: _Toc28610347]3.4.2Task interdependence
Task interdependence refers to the closeness of the interconnections between different tasks or work process elements. In any organization, employees' tasks are more or less interdependent. On the one hand, the lower the interdependence of employees' tasks, the more opportunities they can get for job crafting, which may lead to more individual job crafting( Wrzesniewski and Dutton, 2001). On the other hand, the interdependence of tasks is promoted through cooperation and negotiation. The formation and development of problem-solving procedures has further promoted cooperative job crafting, which has been confirmed by empirical research(Leana, Appelbaum and Shevchuk, 2009).

[bookmark: _Toc28610348]3.4.3Organizational change communication
[bookmark: OLE_LINK31][bookmark: OLE_LINK38]A powerful way to complete organizational change is organizational change communication. When employees accept sufficient change communication and lack change communication, they will perform job crafting (Petrou, Demerouti and Schaufeli, 2018). The latest research by Petrou, Demerouti and Schaufeli (2018) shows that the impact of organizational change communication on job crafting will vary depending on the regulatory focus. When the quality of organizational change communication is high, employees with a focus of promotion adjustment are motivated, thereby increasing job crafting behavior. At this time, job crafting is an inspired behavior for them; and when the quality of organizational change communication is low, At times, employees with defensive adjustment focus feel threatened, thereby increasing job crafting behavior. At this time, job crafting is a defensive behavior for them( Petrou, Demerouti and Schaufeli, 2018).
From the above review, we draw the following conclusions. First, the existing research is more at the individual level. In the future, attention should be paid to team, organization and other levels of research. Secondly, the existing research only focuses on the limited personality characteristics and context factors that affect job crafting from the aspects of personality characteristics, task context, social context, and organizational structure. The impact of other important factors on job crafting needs to be further expanded in the future. The antecedent dependent variables that focus on job crafting are summarized in Table 1. Furthermore, empirical research on the four different dimensions of job crafting and the dependent variables before cooperative job crafting is scarce. Thirdly, we should pay attention to how situational factors promote or suppress the effect of antecedent variables on job crafting. Finally, future research should explore the impact mechanism, that is, the issue of mediating variables.

[bookmark: _Toc28610394]Table 1Summary of research on dependent variables of job crafting
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Source: According to relevant literature.

[bookmark: _Toc28610395]Table 2Summary of antecedent variables of job crafting for future
[image: ]
Source: According to relevant literature.

[bookmark: _Toc28610349]4Result variables of job crafting
The many effects of job crafting on individuals and organizations are shown in Figure 1.
[bookmark: _Toc28610350]4.1Impacts on individuals
Job crafting emphasizes active change from the bottom up, and its primary purpose is to increase the well-being of employees( Yajing,Q and Xinchun,W, 2018). Therefore, the impact of job crafting on individuals is multifaceted. This part involves the impact of job crafting at the individual level. The results include job significance , Work status, work input

[bookmark: _Toc28610351]4.1.1Meaning of work
Job crafting enables employees to experience more work meaning by changing the way of work tasks, work relationships or reshaping work requirements and resources, recreating work purposes and work experience( Wrzesniewski and Dutton, 2001; Tims, Derks and Bakker, 2018). Kui,Y and Na,L (2018)explored the impact of job crafting on the meaning of work through a survey of 307 employees. The research results also confirmed that job crafting had a significant positive impact on the meaning of work.

[bookmark: _Toc28610352]4.1.2Job identification
Work identity is the way individuals define themselves in an organization. People have the freedom to choose to influence their social partners to shape their work identity. In turn, these social partners help employees shape their work identity through feedback so as to meet their needs for positive self-evaluation. Employees use job crafting to change the form and quantity of interactions with others at work, participate in shaping their work identity, and then provide the possibility to create a satisfactory image( Wrzesniewski and Dutton, 2001).

[bookmark: _Toc28610353]4.1.3Work engagement 
Work engagement is a work-related positive, satisfying, and mental state characterized by vitality, dedication, and concentration(Schaufeli et al., 2002). On the whole, job crafting can promote job input (Bakker, Tims and Derks, 2012; Hakanen, Perhoniemi and Toppinen-Tanner, 2008), and from a local analysis, the different dimensions of job crafting have different effects on job input, and they vary from situation to situation: find challenges daily (rather than seek (Work resource) behavior is positively related to daily work input, and the daily reduction of obstruction requirements (rather than seeking work resources) is negatively related to daily work input( Petrou et al., 2012); Petrou, Demerouti and Schaufeli (2018) are studying employees The results of the response mechanism to organizational change communication show that in addition to reducing the negative impact of obstructive work requirements on job input, other dimensions of job crafting are positively affecting job input.

[bookmark: _Toc28610354]4.1.4Job Satisfaction 
A study by Leana et al.(Leana, Appelbaum and Shevchuk, 2009) showed that there was a significant negative correlation between individual job crafting and job satisfaction (β = -0.12, p <0.05), and cooperative job crafting was significantly positively correlated with it (β = 0.13, p <0.05). This is contrary to the expectations of most researchers. The reason may be that the scale only includes two aspects of task reshaping and relationship reshaping, the problem setting is not comprehensive, and the particularity of the research context.

[bookmark: _Toc28610355]4.1.5Job-person fit 
Tims and Bakker (2010) point out that employees make changes through job crafting, which in turn affects their work resources and requirements, leading to individual-job matching (Tims and Bakker, 2010). Tims, Derks and Bakker (2018) confirmed this view through a three- and three-phase study, and the results showed that employees who performed job crafting showed a higher level of individual-job matching next week.

[bookmark: _Toc28610356]4.1.6Happiness 
Tims and Bakker (2010) point out that employees make changes through job crafting, which in turn affects their work resources and requirements, leading to individual-job matching( Tims and Bakker, 2010). Tims, Derks and Bakker (2018) confirmed this view through a three- and three-phase study, and the results showed that employees who performed job crafting showed a higher level of individual-job matching next week.

[bookmark: _Toc28610357]4.1.7Self-efficacy
Self-efficacy refers to people's belief in their ability to control events (Bandura, 1989). Van den Heuvel, Demerouti and Peeters (2019) applied strategies to strengthen self-efficacy (role imitation, verbal persuasion, and control experience) (Bandura, 1997)in the intervention method of job crafting, thereby assuming and testing the higher level of experience of employees participating in job crafting Self-efficacy.

[bookmark: _Toc28610358]4.1.8Organizational citizenship
Organ (1997)defines organizational citizenship behavior as a spontaneous individual behavior. Although this behavior is not encouraged by a formal reward system, it is generally beneficial to improve the effectiveness of the organization. Empirical research shows that employees who perform job crafting have more altruistic, due diligence, and polite organizational citizenship behaviors(Shusha, 2014; Qingling,G and Xueyan,W, 2018).

[bookmark: _Toc28610359]4.1.9Employee creativity and situational performance
Demerouti, Bakker and Gevers (2019) collected data on employee situational performance and creativity from 294 employees and their managers, and then explored whether crafting job requirements and resources related  to off-role behavior (scenario performance and creation)through job input and prosperity. 

The results show that increasing work resources is indirectly positively correlated with scenario performance through work input, increasing work resources is indirectly positively correlated with creativity through work investment and prosperity, and reducing obstructive work requirements is indirectly negatively correlated with scenario performance and creativity through work engagement. Recent research by Erdogan and Bauer (2014)confirms that task crafting positively predicts employee creativity.

[bookmark: _Toc28610360]4.2Impacts on organizations
We explore the impact of job crafting on the organization from two levels (individual or organization).

[bookmark: _Toc28610361]4.2.1The impact of cooperative job crafting on the organization may be positive
Cooperative job crafting is significantly positively related to organizational performance (hosting quality) and organizational commitment (Leana, Appelbaum and Shevchuk, 2009). This supports our definition of the concept of job crafting, that is, the primary purpose of job crafting is to increase the welfare of the subject of job crafting.

[bookmark: _Toc28610362]4.2.2The impact of personal job crafting on the organization may be positive or negative.
As confirmed by the empirical research of Leana, Appelbaum and Shevchuk (2009), the relationship between individual job crafting and organizational performance (hosting quality), organizational commitment, turnover rate is not significant. Job crafting was originally an individual-level behavior, which served employees The impact of behavior on the organization is not determined to be good or bad (Wrzesniewski and Dutton, 2001). On the one hand, individual job crafting can have a positive impact on the organization through certain specific paths. For example, employees can positively influence leadership member exchange relationships through job crafting (Van den Heuvel, Demerouti and Peeters, 2019), and high-quality leadership member exchange relationships have a crucial impact on creating a good organizational atmosphere (Bakker, Rodríguez-Muñoz and Sanz Vergel, 2018). On the other hand, personal job crafting may have a negative impact on the organization. The original purpose of personal job crafting is to serve employees, and this behavior may often be invisible to the organization and may put the organization at risk( Wrzesniewski and Dutton, 2001), and the current research on this aspect is very scarce.
In summary, there are still many problems to be solved in this area. The primary purpose of job crafting is to increase the well-being of the subject of job crafting, but the conditions under which individual job crafting has a negative impact on the organization, specific management behaviors or group dynamics that trigger positive results, the impact of different job crafting technologies, and the impact of job crafting Issues such as the mechanism remain uncertain. At the same time, although researchers have begun to study the vertical dynamic characteristics of job crafting effects and pay attention to the long-term effects of job crafting, the issues such as the optimal time interval and the optimal number of research stages in vertical research need to be explored.


[bookmark: _Toc28610396]Table 3Summary of research on result variables of job crafting
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Source: According to relevant literature.
[bookmark: _Toc28610363]5job crafting intervention strategy 
[bookmark: _Toc28610364]5.1Job crafting exercise
Job crafting exercises are a way to help people identify job crafting opportunities in order to better match their work with their motivations, abilities and enthusiasm (Berg, Dutton and Wrzesniewski, 2013). The important prerequisite for performing the job crafting exercise is to establish a crafting mentality, that is, job crafters need to be convinced that their work can be changed, which is a flexible set of building blocks. The exercise manual contains three specific links：build a "Before Sketch"，build "After Diagram" and "Role Frames" and construct an "action plan" (Berg, Dutton and Wrzesniewski, 2013).

[bookmark: _Toc28610365]5.2Job crafting training
Van den Heuvel, Demerouti and Peeters (2019) designed job crafting training. Different from job crafting exercises, job crafting training guides participants to experience job crafting after training and is based on the concept of job crafting on the basis of resource-requirement model. Job crafting training includes three stages: one day training；four weeks of job crafting experience and a half-day contemplation meeting (Van den Heuvel, Demerouti and Peeters, 2019). 

[bookmark: _Toc28610366]5.3Job crafting imitate
When people find that role models are similar to them in age, gender, social status, and problems, they are more likely to produce imitation (Bandura, 1997). On the basis of social cognitive theory of Bandura (Bandura, 1977), Bakker, Rodríguez-Muñoz and Sanz Vergel (2018) studied the imitation of job crafting. Although it only limits the similarity of the selected subjects, it lays the foundation for future research on the imitation mechanism of job crafting in team or organization scenarios.
Although the systems of these three intervention strategies are relatively sound and the methods are relatively rigorous, the research on how organizations guide and control job crafting behavior is not systematic and thorough. In terms of strategy innovation, we must explore other specific management practice strategies that can trigger job crafting and intervention methods when negative impacts occur; in terms of strategy deepening, we must address whether job crafting is "contagious" and whether the team or organization? Can an organization make job crafting “popular” in a team or organization by making a role model? In terms of strategy implementation, managers should pay attention to how to design work to “sow seeds” for job crafting of employees, the best intervention for job crafting Issues of implementation (face-to-face, communication via email or social software) and how intervention strategies work in different contexts.



[bookmark: _Toc28610367]6Future research prospects
Through the review of the existing research on job crafting concepts, characteristics, antecedents, outcome variables and intervention strategies, it can be seen that the research in this field is still very limited, and a lot of work needs to be further carried out. This paper believes that future research needs to be discussed in depth in the following aspects:

[bookmark: _Toc28610368]6.1Expand theoretical construction and theoretically driven research
Compared with the exciting development of empirical research based on existing theories in recent years, we have encountered bottlenecks in the research of promoting the construction of job crafting theory. After Wrzesniewski and Dutton (2001) first proposed the concept of job crafting, many scholars have discussed the theoretical construction of job crafting, which is most typical by Tims and Bakker (2010) and Leana, Appelbaum and Shevchuk (2009) . Tims and Bakker (2010) define job crafting based on job requirements-resource models(Demerouti et al., 2001; Bakker and Demerouti, 2007), emphasizing that employees make changes in job requirements and resource levels. Subsequently, they will also increase the structural work resources, increase social work resources, increase the requirements of challenging work and reduce the obstructive work requirements to determine the four dimensions of job crafting, and compiled the job crafting scale (Tims, Bakker and Derks, 2012), which the scale has been widely used. Leana, Appelbaum and Shevchuk (2009) argue that job crafting can also be a collective act, thus proposing the concept of cooperative job crafting. It can be said that these studies provide a solid theoretical basis for the follow-up research, but whether the theoretical construction of the three aspects fully explains the various aspects of job crafting is still not clear enough. It can be seen that the theoretical construction and theoretically driven research on job crafting still needs to be further studied and explored.

[bookmark: _Toc28610369]6.2Deepen the intervention mechanism
The study of job crafting result variables can only highlight the important value of job crafting, and how to intervene reasonably and efficiently use job crafting is more important. On the one hand, we should strengthen the empirical research on different dimensions and methods of job crafting, further explore other important antecedent variables, and pay attention to the situational factors and impact mechanism. On the other hand, research on the techniques of job crafting intervention has just begun, and more intervention strategies need to be explored. At the same time, researchers should seriously consider the conditional constraints and mechanisms of intervention strategies in organizational applications, such as the optimal implementation ways of exploration strategies (such as: optimal number of people, time and media, etc.) and the mechanism of intervention strategies at different levels (such as: job crafting at the individual level, job crafting at the team level) and different contexts (such as: in the team, in the organization, in different cultural backgrounds, and in different organizational types).

[bookmark: _Toc28610370]6.3Strengthen the research of the impact mechanism
First, job crafting has many influences on individuals and organizations, but The discussion of the following issues is still very scarce: how does job crafting work, whether there is a mediating variable between job crafting and the result variable, whether the effect is generated immediately or after a certain period of time. Second, personal job crafting is an employee's spontaneous behavior. Its original purpose is to serve employees, and this behavior may often be invisible to the organization (Wrzesniewski and Dutton, 2001), which may have a negative impact on the organization, or even make Organizations are at risk, so the study of the negative impact of job crafting at the organizational level has important practical implications, but empirical research has rarely paid attention to or found this impact. Future research is necessary to pay attention to and explore related issues. Third, what factors will affect the process of job crafting, how to influence, these theoretical boundaries of job crafting or regulation variables are still unclear, pending further research.





[bookmark: _Toc28610371]Part2: Detailed discussion of one paper 
[bookmark: _Toc28610372]1Introduction of the selected articles
[bookmark: _Toc28610373]1.1Title
Job Crafting and Organizational Citizenship Behavior in Teachers: Mediating of Job Engagement
[bookmark: _Toc28610374]1.2Paper publication details 
· Authors: Qingling,G and Xueyan,W
· Year:2018
· Journal: Chinese Journal of Clinical Psychology
· Volume (Issue):24(2)
· Page:356-358
[bookmark: _Toc28610375]1.3Brief introduction
[bookmark: _Toc28610397]Table 4Brief introduction
[image: ]
[bookmark: _Toc28610376]1.4Research model
[image: ]
[bookmark: _Toc28610401]Figure 2Research model

[bookmark: _Toc28610377]2Analysis of philosophical paradigm
[bookmark: _Toc28610378]2.1Understanding of philosophical paradigm
[image: ]
[bookmark: _Toc19321083][bookmark: _Toc28610398]Table 5Basic view of the social science inquiry paradigms
[image: ]
Source: (Guba and Lincoln, 1989)

[bookmark: _Toc28610379]2.1.1 Positivism
Positivism theory originates from empirical philosophy and is a "simple realism." In terms of the relationship between subject and object, positivism believes that social phenomena are an objective existence, are not affected by subjective value factors, and are not filtered by knowledge and theory(Phipps, Prieto and Verma, 2012; Xiangming,C, 2000). The subject and the object are two distinct entities. The subject can use a set of tools and methods to obtain an understanding of the object.
[image: ]
[bookmark: _Toc28610380]2.1.2 "Alternative Paradigms" (post-positivism, critical theory, constructivism)
[image: ] 
during the inquiry, and the relationship between the guide and the knowee will affect To the progress and results of the study.
 (1) Post-positivism
Simply put, post-positivism is a type of "critical realism." It believes that objective entities exist, but their authenticity cannot be exhausted. Although objective truth exists, it cannot be proved by people. Rational critique is the only way to increase knowledge, and it is possible to gradually approach the truth through constant "guessing and refutation".
Based on my personal understanding of the post-positivism paradigm, I think it can be divided into two categories. I call them "materialistic post-positivism" and "ideal post-positivism." (Xiangming,C, 2000)The former thinks that things exist objectively and do not change with the subjective consciousness of human beings. Because people's cognitive ability is currently limited, it is impossible to know their true appearance. Those who hold this view generally adopt the "cultural guest" route, starting from the assumptions set in advance by themselves, and conducting research through quantitative or qualitative methods. The latter thinks that objective facts (especially the meaning construction of the researched person) exist objectively in the researched person. If the "cultural theme" method is adopted, the objective facts can be found. Most of them use qualitative methods to understand the researcher's viewpoint and thinking mode in the natural context of the field, and then establish a "grounded theory" based on the original data(Guba and Lincoln, 1989).
 (2) Critical theory
Critical theory is a kind of "historical realism." In ontology, it also recognizes the existence of objective reality, but in epistemology, it believes that the so-called "reality" is the product of history and is affected by social, political, cultural, economic, ethnic, and gender factors in the process of historical development Shaped. Therefore, the researcher's values ​​will inevitably affect the researched. The purpose of the research is to transcend the ignorance and misunderstanding of the “reality” of the researcher through the dialogue and interaction between the researcher and the researched person, awaken their real consciousness suppressed in the historical process, and gradually relieve those who brought them Painful and struggling prejudices, asking new questions and looking at them. This is an action-oriented study with strong political and moral tendencies(Xiangming,C, 2000). Research under the guidance of critical theory mainly uses dialectical dialogues. Through the equal communication between the researcher and the researched, the researcher's "false consciousness" is gradually removed to achieve consciousness. The measure of research quality is not confirmation or falsification, but rather the ability to eliminate participant ignorance and misunderstanding.
 (3) Constructivism
Unlike the above paradigms, constructivists are not realists, they have a relativist attitude in ontology. From the perspective of constructivists, the so-called "facts" are plural, and they vary according to factors such as history, region, situation, and personal experience. Therefore, the "fact" does not exist "true" or not, but only the question of "appropriate"; because we can only judge whether a certain behavior or an idea has reached our expectations, It is impossible to know whether they are "real" (von Glasersfeld, 1993). There is a mutual subject relationship between the researcher and the researched person, and the research result is a consensus reached through interaction between different subjects.

[bookmark: _Toc28610381]2.2Analysis of this article’s philosophical paradigm
· Ontology
This article uses quantitative research method which is positivism oriented. The authors of this study believe that there is "objective" knowledge that is not subject to human subjective influence: the knowledge about the relationship between organizational citizenship behavior, job crafting and job engagement in teachers. Researchers can approach, gradually understand, and finally through scientific methods, gaining this "truth" knowledge rather than interpreting it for themselves.
· Epistemology
Epistemologically, the author of this study believes that the quantitative research in this article can be carried out scientifically: following the paradigm of quantitative research, using statistical analysis software, and using quantitative mathematical language to express the relationship between Job Crafting and Organizational Citizenship Behavior in Teachers and Mediating effect of Job Engagement, in an attempt to accurately reflect objective social phenomena.
· Methodology
This article uses quantitative research methods to explore the relationship between organizational citizenship behavior, job crafting and job engagement in teachers, to make statistical inferences on empirical data, and to test theoretical hypotheses. The quantitative methods used in this research serve positivist research.



[bookmark: _Toc28610382]3Analysis of methodological issues
[bookmark: _Toc28610383]3.1Understanding of research validity, reliability and bias 
[bookmark: _Toc28610384]3.1.1Validity
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[bookmark: _Toc28610385]3.1.2Reliability
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[bookmark: _GoBack][image: ]
[bookmark: _Toc28610402]Figure 3Reliability and validity
[bookmark: _Toc28610386]3.2Analysis of this article’s reliability, validity and bias
[bookmark: _Toc28610387]3.2.1Reliability
In simple terms, reliability refers to the stability of the test. In this article, the authors used the Columbach alpha coefficient to test the reliability of the scale. The Cologne alpha coefficient is a method commonly used by researchers to test reliability. Although, this method looks at the internal consistency of the scale, that is, the correlation between all items, not a direct measure of reliability. However, if the α coefficient is high (often considered to be acceptable if it exceeds 0.6), the title of the scale can be considered to be homogeneous and similar, and the reliability can be approximated. In this study, the α coefficient (table 5) of each scale is greater than 0.9 to ensure good reliability of the study.
[bookmark: _Toc28610399]Table 6α coefficient of each scale
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[bookmark: _Toc28610388]3.2.2Validity
Validity refers to the validity of the test. If reliability is a measure of random errors in a test, then validity is a measure of systematic and random errors. The general validity test should check the validity and correlation validity of the standard (such as exploratory factor analysis and confirmatory factor analysis). In order to cope with the common method deviation, this study uses confirmatory factor analysis to test the validity of variable discrimination. The results show that the common method deviation problem is not serious, so this study has good discriminant validity.

[bookmark: _Toc28610389]4Analysis of ethical issues
[bookmark: _Toc28610390]4.1Understanding of research ethic
Scientific activities are a collective undertaking, and scholars must follow a certain ethic to obtain and exchange scientific knowledge, which is based on integrity(Phinney, 2003). However, due to the lack of integrity, there are many misconducts in scientific research, such as: falsification of results or data, falsification (selective omission or modification) of results or data and plagiarism ( Improper use of others' results in research protocols, research results, and research processes).As a special social role, scientists have their special behavioral norms as follows: universalism, communism, selflessness (disinterestedness), organized skepticism, originality.
At the same time, scientists should assume the following responsibilities in research: data authentic; stop fraud, tampering and plagiarism; observe the ethical guidelines for human subjects; avoid and controlling conflicts of interest; respect for intellectual property and copyright law; teamwork and cooperation(Phinney, 2003).

[bookmark: _Toc28610391]4.2 Analysis of this article’s ethic
This study collected data from 384 teachers in multiple middle schools in Shandong and Beijing, and strictly followed the process of quantitative research for data collection, analysis, and interpretation. At the same time, the references were strictly adhered to in accordance with academic norms, so as to ensure that the authors of this study could comply with the following academic research responsibilities: ensure data authenticity, ensure no falsification, tampering and plagiarism, and respect for intellectual property and copyright laws.

[bookmark: _Toc28610392]5Conclusion
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Some scholars believe that social science research can explore its theoretical sources from four aspects:
1) positivism; 2) post-positivism; 3) critical theory; 4) constructivism(Bredo and Feinberg, 1982; Guba
and Lincoln, 1989). Generally speaking, these theoretical paradigms mainly discuss some important
issues in three aspects of ontology, epistemology and methodology.

On the ontological side, they are answering the questions of "authenticity": "What is the form and
essence of reality? What do things look like? How do they work?"(Xiangming,C, 2000).

In terms of epistemology, these paradigms ask the question "the relationship between the knower and
the knowee", that is, "how does the knower understand the knowee one?" The answer to this question
is constrained by the ontological aspect. That is, "Is there a relatively scparate relationship between
the knower and the knowee?"( Xiangming,C, 2000).

From a methodological perspective, the question that these paradigms need to address is: "How do
rescarchers find things that they think can be discovered?" The discussion of this issue has been subject
to both the ontological and epistemological aspects(Keiser and Shen, 2000). Constraints, because

different paradigms in these areas can lead to different views and treatments of the method.
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The subject and the object, the knower and the knowee, the value and the fact are binary separated and
cannot penetrate each other.

In the way of understanding the object, positivism holds that social phenomena must be perceived by
experience, all concepts must be reduced to direct empirical content, and the truth of a theory must be
verified by experience. Positivism follows the thinking of the natural sciences, and believes that there
must be logical causal relationships between and within things. The study of things is to find these
relationships and scientifically justify them through rational tools(Guba and Lincoln, 1989; Keiser and
Shen, 2000).

Quantitative research is based on the theory of positivism. The important premise of this method is
that the rescarch object does not depend on the researcher and exists independently; the thing itself has
its inherently fixed and repeatable law; the quantitative dimension of the thing can be used to examine
the essence of the thing. Thercfore, quantitative research does not consider the influence of the
rescarcher on the research object, but attaches great importance to the scientificity and standardization

of the operating tools.
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Qualitative rescarch has a very different theoretical paradigm from quantitative research because of its
own characteristics. It is generally believed that qualitative rescarch is mainly based on three other
alternative paradigms, namely post-positivism, critical theory, and constructivism (Schwandt, Denzin
and Lincoln, 1994). These three paradigms are a reaction to scientific rationalism. It is suggested that
the process of research and inquiry is a process in which the knower and the knowee participate in

each other. The perspective and method of the knower's own problem viewing, the natural situation
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Validity is the degree to which a measuring tool or means can accurately measure what needs to be
measured(Schwandt, Denzin and Lincoln, 1994). There are three types of validity: content validity,
criterion validity, and structure validity. There are many methods of validity analysis, and the

measurement results reflect different aspects of validity(Leung, 2015).
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Reliability refers to the stability and consistency of the results of a questionnaire when the same method
is used to survey the same object, that is, whether a measurement tool (questionnaire or scale) can
measure the measured thing or variable(Willner, 1997).

Reliability indicators are mostly expressed by correlation coefficients, and specific evaluation methods
can be roughly divided into three categories: stability coefficients (consistency across time), equivalent
coefficients (consistency across forms), and intrinsic consistency coefficients (consistentness across

projects)(Zohrabi, 2013).
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Scale a coefficient of this study
Primary and secondary school teacher job crafting scale 09
Primary and secondary school teacher organizational citizenship behavior scale 093
Primary and secondary school teacher work engagement scale 092
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To sum up, in this section, on one hand, I have a deeper understanding of rescarch philosophy,
reliability, validity, and ethics. On the other hand, I practically also analyzes the philosophy, reliability,
validity and ethics of the article < Job Crafting and Organizational Citizenship Behavior in Teachers:

Mediating of Job Engagement>.
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