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 الملخص:
َعذ مذخو إعبدة حصمُم اىىظُفت إحذي صىس اىسيىك اىخنظُمٍ اىمببدس ىيعبميُن، واىزٌ َىىذ مذي 

ممب َبشص أهمُت حعُُن محذداث اىعبميُن؛أو  اىمنظمت واسع من اىنىاحج الاَجببُت سىاء عيً مسخىي 

ئت اىعمو  ممب هى اىحبه هزا اىمذخو لاسُمب عنذمب حخضاَذ مخطيببث اىىظُفت ببىمقبسنت بمىاسدهب فٍ بُ

ومن بُنهب مصش، وعيً رىل حسخهذف اىذساست اىحبىُت حىضُح دوس اىشخصُت  اىذوه اىنبمُتفٍ 

اىىظُفت، و اىجذاساث اىىظُفُت ممحذداث لإعبدة حصمُم اىىظُفت بُن الأمبدَمُُن  واسخقلاىُتاىمببدسة، 

م حجمُع اىبُبنبث بىاسطت طشَقت فٍ جبمعت اىضقبصَق، حُث حم حطىَش ثلاثت فشوض سئُسُت، ممب ح

هؤلاء مفشدة من  813ورىل من خلاه عُنت طبقُت عشىائُت قىامهب  ىلاسخقصبءالاسخُفبء اىزاحٍ 

قذ أوضحج اىنخبئج اىشئُسُت لأسيىة ححيُو الانحذاس اىمخعذد وجىد حأثُش إَجببٍ ، والأمبدَمُُن

إعبدة حصمُم عيً ىجذاساث اىىظُفُت ااىىظُفت، و اسخقلاىُتعنىٌ ىنو من اىشخصُت اىمببدسة، وم

ت بمنبقشت اىنخبئج ودلالاحهب، اخخخمج اىذساسو الأمبدَمُُن فٍ جبمعت اىضقبصَق ،بُن  اىىظُفت

 اىذساسبث اىمسخقبيُت. وحذودهب، و

الوظيفت، الجذاراث  استقلاليتمصطلحاث أساسيت: إعادة تصميم الوظيفت، الشخصيت المبادرة، 

 ، جامعت الزقازيق الوظيفيت، الأكاديميين
 

Abstract: 
It has been increasingly recognized that job crafting is an important 

employee proactive organizational behavior which leads to numerous 

beneficial outcomes for both the organization and employees. Therefore, it 

is important to investigate job crafting antecedents particularly, in the 

situations where job demands hinder employees' ability to perform 

effectively in work environment. Examples are developing countries, 

including Egypt. Therefore, this study aimed at exploring proactive 

personality, job autonomy and career competencies as antecedents of job 

crafting among academicians in Zagazig University in Egypt. Three basic 

Hypotheses were developed, data were collected by self-report survey from 

a stratified sample which comprised of 318 from those academicians. 

Multiple Regression analysis’s main findings confirmed a significant effect 

of each of proactive personality, job autonomy, and career competencies on 

job crafting among academicians in Zagazig University. Results were 

discussed; recommendations, limitations, and future research were 

presented. 

Key Terms: Proactive personality, job autonomy, career competencies, job 

crafting, academicians, Zagazig University. 
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1/ Introduction: 

Job crafting is one of the forms of proactive work behavior which 

implies that employees change characteristics of their jobs actively (Tims 

and Bakker, 2010; Wrzesniewski and Dutton, 2001). Job crafting has been 

described as an individualized, bottom-up, and proactive approach to job re-

design because it is initiated by employees themselves. This is different 

from top-down and ―one-size-fits-all‖ approach because it is initiated by the 

organization (Demerouti and Bakker, 2014; Grant and Parker, 2009; Parker, 

2014). However, in business environments that are highly competitive and 

uncertain, organizations are depending on crafting as a promising alternative 

compared with traditional job re-design approaches (Petrou and Bakker, 

2016).  

The past decade has witnessed an increase of the research on job 

crafting and this is largely due to Tims and Baker (2010) work. They used 

the job demands resources (JD-R) model which is earlier developed by 

Bakker and Demerouti (2016), Bakker and Demerouti (2007) and 

Demerouti et al (2001) to theoretically position job crafting as an important 

mechanism that links work outcomes to characteristics of the work 

environment. Moreover, it links also work motivation to the cultivation of 

job and personal resources. Finally, positive outcomes can be generated 

from job crafting such as work identity (Mattarelli and Tagliaventi, 2015), 

work engagement (Tims et al., 2015; Bakker et al., 2012; Harju et al., 2016), 

person-job fit (Lu et al., 2014; Tims et al., 2016), job satisfaction (Tims et 

al., 2013a), and increased personal resources (Vogt et al., 2016). 

 Although previous studies have introduced beneficial explorations 

of the effects of job crafting’s as an antecedent of both individual and 

organizational outcomes, there are still some critical areas about which we 

know relatively little especially the factors facilitating employee job crafting 

(Akkermans and Tims, 2017). 

Although there was an interest to investigate the factors that may 

predict job crafting, especially in work environments where the demands of 

the job actually prevent employees' ability to perform effectively, however, 

a perspective on proactive personality, job autonomy and career 

competencies as antecedents of job crafting, has received far less empirical 
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consideration in the job crafting literature. One of the possible antecedents 

of job crafting is proactive personality. Although there are numerous 

researches on proactive personality, there are yet several important issues to 

be addressed. For example, Wang et al. (2017) have called for more 

research to study the relationship of proactive personality and work 

outcomes, moreover, the effect of proactive personality on employee 

outcomes, especially job crafting is poorly explained. 

Wrzesniewski and Dutton (2001) assured that in order to craft job 

effectively, employees should be given a certain degree of autonomy in their 

assignments or job roles. However, autonomy at work is not enough in itself 

for job crafting to have (Berg et al., 2010). It is becoming more important 

for employees to have career competencies to craft their jobs (through job 

resources increasing and enhancing challenging job demands) especially 

because employees are needed to proactively self-manage. Therefore, career 

competencies are likely to be a crucial antecedent of job crafting. In other 

words, employees are able to communicate well, set goals, and search for 

opportunities well if they know well their passions and strengths.  

Although it is necessary to be equipped to craft their jobs better, the 

association between career competencies and job crafting should be 

examined in more detail (Akkermans and Tims, 2017). 

On the basis of the above arguments, this study aims to investigate what are 

the uncover roles of proactive personality, job autonomy, and career 

competencies as antecedents of job crafting among academicians in Zagazig 

University. 

This article is structured as follows; first is the research problem, 

second are the research objectives, third is the research importance, fourth is 

the literature review and hypotheses development. Subsequently, the 

methodology, results and discussions are presented. Finally, conclusions 

with some noteworthy implications and suggestions for future research 

based on limitations are developed. 

2/ Research problem:   

Job-crafting literature is still in its infancy (Hetland et al., 2018). So 

far, previous studies have concentrated on only revealing the consequences 

of job crafting. One of the unanswered questions is what are the factors 
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affecting it? Therefore, revealing the antecedents of employees’ job crafting 

should be one the aims of recent researches (Kooij et al., 2017; Niessen et 

al., 2016). After reviewing literature and previous research suggestions, it 

has been recognized that there is a need for examining number of the 

antecedents of job crafting as there are previous researches that investigated 

proactive personality, job autonomy and career competencies as antecedents 

of job crafting separately, or evaluated these concepts in terms of the other 

concepts that it can be thought that they are correlated with them.  

Thus, this study aims to make academic and practical contributions 

to the existing literature of job crafting by examining proactive personality, 

job autonomy and career competencies as antecedents of job crafting 

collectively in the middle east– Egypt in particular, based on propositions 

within JD-R model (Bakker and Demerouti, 2016). It aims also to determine 

the relative importance of each of the antecedents in developing job crafting. 

 Moreover, the current study differs from previous studies in two 

issues. First, the current study will not focus on specific age cohorts; rather 

it will cover all different age cohorts because how to keep older workers 

motivated and healthy is a classical concern in the literature of aging 

workforce. Second, this research will focus on the comprehensive 

dimensions of job crating not the expansive job crafting only. 

3/ Pilot study: 

On the basis of the previously established gap, the researcher tried to 

investigate the uncovered roles of proactive personality, job autonomy and 

career competencies as antecedents of job crafting among academicians in 

Zagazig University through conducting a pilot study
*
. It had been planned to 

be conducted through several personal interviews with 50 convenience 

sample units. However, 48 academicians from 5 faculties (the faculty of 

commerce, arts, engineering, pharmacy, and Physical exercises for female) 

have been cooperative to answer the following inquiries:  

1- To what extent do academicians in Zagazig University practice job 

crafting? 

                                                 
*

 It has been conducted during May 2017 
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2- What are the antecedents of job crafting among academicians in 

Zagazig University?  

The pilot study has generated the following indicators: 

1- There is a clear variation of job crafting among academicians in 

Zagazig University where 35% of the interviewed academicians 

produced somehow examples of job crafting behaviors, while 65% (the 

majority) avoided all types of job crafting. 

2- There are two types of job crafting; approach and avoidance (Bakker et 

al., 2014; Bakker and Demerouti, 2017). Approach job crafting includes 

the desire to broaden existing resources and taking on new tasks 

through increasing one's job resources and challenging job demands. In 

contrast, decreasing hindering job demands, through minimizing energy 

consumption in a stressful situation or threat of such, would exemplify 

avoidance behavior. Academicians typically showed examples of both 

the approach and avoidance types of job crafting. 

3- There is a clear difference among academicians in Zagazig University 

opinions about factors affecting their job crafting behaviors where 

proactive personality and job autonomy have more influence more than 

career competencies. 

Therefore and based on the theoretical and practical gap, research 

problem of this study is to investigate what are the uncover roles of the 

proactive personality, job autonomy and career competencies as antecedents 

of job crafting among academicians in Zagazig University? 

In line with this basic issue, answers for following questions were sought: 

1- What is the nature of the relationship between proactive personality and 

job crafting among academicians in Zagazig University? 

2- What is the nature of the relationship between job autonomy and job 

crafting among academicians in Zagazig University? 

3- What is the nature of the relationship between career competencies and 

job crafting among academicians in Zagazig University? 

4- What is the relative importance of each of the antecedents of job 

crafting? 
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4/ Study objectives: 

This study aims to explore proactive personality, job autonomy and career 

competencies as antecedents of job crafting among academicians in Zagazig 

University, in more details this main objective may be classified into five 

sub objectives, as following: 

1. Providing an overview of the nature of job crating conceptualizations 

and its antecedents. 

2. Identify the nature of the relationship between proactive personality and 

job crafting among academicians in Zagazig university 

3. Identify the nature of the relationship between job autonomy and job 

crafting among academicians in Zagazig University. 

4. Identify the nature of the relationship between career competencies and 

job crafting among academicians in Zagazig University. 

5. Determining the relative importance of each of the antecedents of job 

crafting to better understand how to promote it. 

5/ Research importance: 

The importance of this study has stem from several sources as 

following: 

5/1/ Academic importance: 

The academic importance can be presented through the following points: 

1- A promising direction for research in organizational psychology has 

emerged due to the renewed interest in expanding job design with job 

crafting. it could answer the question of how organizations can create 

more opportunities for challenge and growth. 

2- Expanding the existing body of knowledge of job crafting through 

investigating its antecedents among academicians in Zagazig University 

from a person-oriented perspective.  

3- Testing of antecedents of job crafting in different cultures may yield 

different results; thus, an interesting topic for research is the cross-

cultural examination. 

5/2/ Practical importance: 

The practical importance can be presented through the following points: 
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1- Useful implications are expected to be provided through the findings of 

the current study for practitioners to better understand how to enhance 

job crafting at work and how academicians on universities craft their 

jobs.  

2- The findings of the current study could help practitioners in redesigning 

human resource management strategies to promote universities 

academicians’ job crafting behaviors in the workplace. 

6/ Literature review and hypotheses development: 

6/1/ Job crafting: 

Wrzesniewski and Dutton (2001) began studying job crafting and 

provided fundamental contribution by focusing on how employees craft 

their jobs using work tasks and interactions as raw materials. They defined 

job crafting as ―changes; both physical and cognitive, that individuals make 

in their work; on tasks or relational boundaries‖. In other words, job crafting 

implies changing some aspects of the job considering specific job tasks 

rather than redesigning the whole job (Berg and Dutton, 2008). For instance, 

job crafting includes motivating employees to invest more effort in the work 

task. Employees feel more responsible for their performance if they craft 

more autonomy (Parker and Ohly, 2008). Small modifications that affect the 

accomplishment of short-term work goals are other examples of job 

crafting. Final example is when employees ask for help in specific situation 

or delegate tasks which interfere with the attainment of a deadline.  

One of the main characteristics of job crafting is that it is an 

initiative from employees. That is why job crafting is different from other 

bottom–up redesign approaches such as idiosyncratic deals (i-deals) which 

implies negotiation between employees and employers about work 

conditions (Hornung et al., 2010) or employees participate in job redesign 

(Nadin et al., 2001). Thus, job crafting is an adaptive process and also a 

proactive behavior (Berg et al., 2010b) because employees have the freedom 

to craft their jobs either through redesigning, adding or emphasizing tasks. 

To respond to unanswered occupational callings, employees craft their jobs. 

Moreover, through crafting, a greater level of task variety and identity can 

be achieved (Berg et al., 2010a) and the work meaning will be enriched 

(Wrzesniewski et al., 2003). 
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The definition of job crafting introduced by Wrzesniewski and 

Dutton (2001) is somehow limited because it implies only the changes made 

by employees in their work tasks, relationships, and cognitions. The concept 

of job crafting has recently improved and uses the job demands-resources 

(JD-R) model introduced by Bakker and Demerouti (2014) and Demerouti 

et al. (2001) which has been developed to describe different behaviors of job 

crafting. Job characteristics according to the JD-R model are classified to 

job demands and job resources which vary widely across occupations. 

Physical, social or organizational characteristics of the job represent 

job demands and require continuous physical/psychological effort. Conflicts 

with colleagues or work overload are examples of Job demands while 

physical, psychological, social or organizational job elements represent job 

resources and allow employees to achieve objectives and enhance their 

personal improvement. Examples of job resources are skill variety and 

autonomy, opportunity for skill utilization, team climate, and job security 

(Bakker and Demerouti, 2007). A prime difference between social resources 

and structural resources has been developed by Tims et al. (2012) where 

structural resources reflects capabilities, knowledge of the job, autonomy, 

and responsibility, whereas support from colleagues, feedback, and 

supervisory coaching reflect social resources.  

Tims et al. (2012) stated that job crafting is ―attempt that are 

initiated by employees to impact their job resources and job demands with a 

final aim of better alignment of them with their own abilities and 

preferences‖. As a result, increasing structural resources or increasing social 

resources are both forms of crafting job resources. According to the above 

argument, the present study will focus on Tims et al. (2012) definition of job 

crafting as many of the previous researches have focused on it (e.g., 

Mäkikangas, 2018; Petrou, et al ,2018) 

6/1/1/ Dimensions of job crafting: 

Four dimensions of job crafting have been demonstrated (Tims et al., 2012) 

as follow: 

1- Increasing structural job resources: this dimension refers to opportunity 

for development, autonomy, and the resources variety. The job design 

will probably be more affected by increasing structural job resources 

because it is about gaining more job related knowledge (i.e., 
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employees’ opportunity to develop themselves) and more responsibility 

(i.e., autonomy and variety). 

2- Increasing challenging job demands: a case of boredom may occur as a 

result of stimulating a job which in turn may lead to job dissatisfaction 

and absenteeism (Kass et al., 2001). Thus, it is important that 

employees experience adequate levels of challenging job demands to 

achieve work motivation. Employees will develop their knowledge and 

skills, therefore they can achieve more difficult goals to be more able to 

challenge job demands (LePine, et al., 2005).  

3- Increasing social job resources: resources feedback, supervisory 

coaching, and social support represent social job resources. Job’s social 

aspects besides achieving satisfactory levels of interaction could be 

more affected by the effort to increase social job resources. 

4- Decreasing hindering job demands: proactive efforts of employees to 

lower their job demands require that they realize that their demands 

have become overwhelming. Possible consequences of prolonged 

exposure to low job resources associated with high demands could 

appear in the form of negative health consequences (i.e., burnout; 

Bakker et al., 2005; Schaufeli et al., 2009) and negative organizational 

consequences (i.e., personnel turnover; Kulik et al., 1987). 

6/1/2/Antecedents of Job Crafting 

a. Proactive personality: 

The roots of proactive personality are back to the interactionist perspective 

developed by Bowers (1973) and social cognitive theory developed by 

Bandura (1986). It has been argued that people need to change or modify the 

environment (Bateman and Crant, 1993). It has been further suggested that 

an individual exercises personal influence over the environment through 

acting as agent who embodies several items (self-regulatory capabilities, 

belief systems, the endowments, and distributed structures and functions) 

(Bandura ,2001). Therefore, proactive personality is considered a unique 

dispositional characteristic. Bateman and Crant (1993) and Crant (2000) 

defined it as a behavioral tendency toward taking personal initiative to 

create a favorable environment. Proactive individuals are characterized by 

persevering to bring about meaningful change, showing initiative, and 

seeking out opportunities (Bateman and Crant, 1993).  
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These individuals perceive constructive change as a good technique 

(Major et al, 2006) and they addicted to learning (Porath and Bateman, 

2006; Major et al., 2006). Moreover, they can perform activities outside of 

their usual roles (Parker et al., 2006; Parker, 1998). When comparing 

proactive employees with passive individuals, the latter are usually unable 

to show initiative and will not grab opportunities to change their 

environment (Bateman and Crant, 1993). They adapt to current 

circumstances and endure them (Bateman and Crant, 1993). In other words, 

passive individuals prefer the status quo and tend to avoid changing their 

surroundings initiatively. 

According to the argument that proactive personality is probably 

more related to job crafting, it has been revealed that one of the important 

antecedents of job crafting is proactive personality (Bakker et al. 2012; 

Plomp et al., 2016). This is because employees that have proactive 

personality generally take independent initiatives from a specific context 

(i.e., during emergencies, personal relationships, or social events). 

Moreover, they engage in job crafting behaviors (seeking challenges and job 

resources). 

Furthermore, it has been shown that an increase in job resources has 

been achieved over time when employees crafted these job resources (Tims 

et al., 2013a, b). These results show that employees can use job crafting to 

change their job characteristics. Thus, it is expected that employees who 

have proactive personality particularly are able to make changes as they are 

tend to respond proactively. To summarize, the following hypotheses is 

formulated: 

H1. Proactive personality significantly affects job crafting among 

academicians in Zagazig University. 

b. Job Autonomy: 

One of the most important work characteristics is autonomy at work 

that is defined as ―the extent of freedom given to an employee concerning 

scheduling work, making decisions, and selecting the methods to perform 

tasks‖ (Hackman and Oldham, 1976). Thus, employees must have enough 

control over their work to perceive that there is an opportunity to enact their 

ideas or wishes. In other words, job crafting requires that employees have 
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the decision-making authority about job tasks and how to perform them 

(Wrzesniewski and Dutton, 2001).  

More specifically, we suggest that autonomy is considered a 

motivating job-design element (Oldham and Hackman, 2005) and beneficial 

for job crafting in particular (Berg et al., 2010; Leana et al., 2009; 

Wrzesniewski and Dutton, 2001). It has been argued that when more 

autonomy is given to employees, they will craft their jobs. However, it has 

been demonstrated that autonomy expectations constrain employees in their 

job crafting (Berg et al., 2010). Employees feel unwilling to change their 

jobs’ aspects if they lack the freedom/opportunity to craft their jobs. 

 Therefore, role expectations (what employees belief about what a 

work roles do or do not entail) and autonomy expectations are two sides of 

the same coin (Katz and Kahn, 1978). Subordinates’ role behaviors (how 

decision-making responsibilities should be shared) should be guided by 

both; these autonomy expectations, in addition to the degree to which 

subordinates should be self-managing (Paul et al., 2000).  

However, role beliefs stem from various individual needs and self-

interests (Tsui and Ohlott, 1988). Therefore, role expectation discrepancies 

could happen as a result to the differences in how subordinates interpret 

their work roles and the provided autonomy from leaders’ expectations 

(Humborstad and Kuvaas, 2013). The main focus in this research is on how 

job crafting is affected by autonomy role discrepancies; that is how 

subordinates use job crafting to take proactive ownership of their work 

roles. Recently, it has been argued that when employees share levels of 

autonomy expectations similar to their leaders, they perceive that there is a 

better utilization of their competences (Tims and Bakker, 2016; Wong et al., 

2016; Kim et al., 2018). To summarize, the following hypotheses is 

formulated: 

H2: Job autonomy significantly affects job crafting among 

academicians in Zagazig University. 

c. Career competencies: 

Career competencies had been defined as ―accumulated career-

related skills, knowledge, and abilities which is central to career 

development and may be affected by individuals‖. The human capital 

perspective (Kuijpers et al., 2006), the protean career perspective (―career 
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meta-competencies‖; Briscoe and Hall, 2006), boundaryless career 

perspective (―three ways of knowing‖; Eby et al., 2003), and the career self-

management perspective (De Vos et al., 2009; King, 2004) have been all 

integrated. Moreover, based on this integration of career perspectives, a 

career competency framework has been introduced by the authors in which 

three dimensions are included: communicative career competencies, 

reflective career competencies, and behavioral career competencies. The 

first encompasses ―networking‖ which reflects the awareness of employees’ 

presence and professional value of their networks, how to improve these 

networks for purposes related to their careers, and ―self-profiling‖ (to 

present and communicate their personal knowledge, abilities, and skills to 

labor market internally and externally).  

The second includes two subcomponents. One is the reflection on 

motivation (reflection on values, passions, and motivations related to 

personal career) and the other is reflection on qualities (reflection on 

strengths, shortcomings, and skills related to employees’ career). The third 

includes work exploration (actively exploring and searching internal and 

external labor market for opportunities for work and career) and career 

control (actively influencing learning and work processes related career 

through setting objectives and planning to achieve them). 

It has been shown that several career-related outcomes such as job 

crafting can be enhanced through career competencies. It is proposed that 

career competencies may inform job crafting behaviors in the way that when 

individuals can craft their jobs in a more deliberate and specific way if they 

possess these career competencies. In other words, employees who 

understand their abilities and needs can therefore modify their behaviors 

(work related behaviors) to better match career competencies; therefore, job 

crafting is based on having reflective, communicative, and behavioral career 

competencies. Indeed, JD-R model has been used to frame career 

competencies as a personal resource. Moreover, job competencies enable 

employees to better recognize/generate available resources in their job 

(Akkermans et al., 2013b). Given that employee's work resources are related 

to career competencies, it makes sense that they are also related to changes 

of resources (job crafting behavior). For instance, employees should have 

the ability to increase the challenging demands of their jobs only if they 
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have the ability to profile their personal knowledge and skills because they 

show that they are capable of taking on this extra challenge.  

In the same manner, employees who are skilled to figure out the 

options of their career could be skillful at determining the work 

characteristic that must be adapted, moreover, they could increase the 

structural resources and challenging demands of their jobs to accomplish the 

objectives of their careers. Finally, based on perceived employability and 

work–home balance through job crafting behaviors, it has been confirmed 

that employees' subjective career success could be enhanced on the basis of 

career competencies. Thus, career competencies are important antecedent of 

job crafting. To summarize, following hypotheses has been formulated: 

H3: Career competencies significantly affect job crafting among 

academicians in Zagazig University.  

Research model as in Figure (1) is showing the proposed relationships 

among research variables: 

Figure (1): Research Model. 

 

7/ Methodology: 
To examine the research hypotheses, the current study adopted a 

quantitative method. A cross-sectional survey -as quantitative data 

collection technique- was employed to test the relationship between 

independent variables and the dependent variable as hypothesized based on 

the theoretical framework. 
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7/1/ Population and sample: 

 The research population is 5292 academicians in Zagazig University which 

contains 18 faculties and Institutes. A stratified random sample has been 

drawn because the population can be grouped into different strata. The 

sample constitutes of 359 academicians and table (1) shows how sample 

units are proportional distributed on each faculty and institute. 

 

Table (1): Sample units distribution 

Faculty Population 
Sample 

units 
Valid 

Instruments 
Response 
Rate (%) 

Arts 177 12 10 83 

Laws 53 4 4 100 

Commerce 119 8 8 100 

Sciences 445 30 25 83 

Medicine 2369 161 137 85 

Pharmacy 130 9 9 100 

Nursing 91 6 6 100 

Veterinary 368 25 23 92 

Engineering 397 27 24 89 

Computer and 
information 

37 3 3 100 

Agriculture 406 28 23 82 

Education 181 12 12 100 

Specific education 125 8 8 100 

Physical exercises (male) 135 9 9 100 

Physical exercises 
(female) 

144 10 10 100 

Technology and 
development 

108 7 7 100 

Ancient Near East studies 7 0.474 - - 

Asian studies 6 0.407 - - 

Total 5292 359 318 88.6 

Source: The General Department of Human Resources in Zagazig University. 

 It should be noted that the institute of Asian studies and Ancient Near East 

studies have been excluded where its sample units were less than 1unit. 

Table (2) shows the descriptive statistics of sample demographics. 



 

 

 

 

58 

Dr. Maha Mohamed Elbanawey 
 

Proactive personality, job autonomy and career 

competencies as antecedents of job crafting among 

academicians in Zagazig University 
 

 

Table (2) Descriptive statistics of sample demographics (N=318) 

Variables Category Frequency Percentage 

Gender 
Male 196 61.6 

Female 122 38.4 

Age 

Less than 25 116 36.5 

From 25 to less than 35 110 34.6 

From 35 to less than 45 85 26.7 

From 55 to less than 65 7 2.2 

Scientific 

degree 

Lecturer. 154 48.4 

Assistant professor 105 33 

Professor. 59 18.6 

Income  

(LE per 

month) 

Less than 7000. 125 39.3 

Form 7000- less than 9000. 103 32.4 

From 9000- less than 11000. 83 26,1 

From 11000- less than 13000 7 2.2 

Experience 

Less than 5 years. 40 12,6 

From 5- 10 years. 150 47,2 

From 11- 15 years. 90 28,3 

From 16- 20 years. 38 11,9 

As is shown in the above table, the result showed that majority of the 

academicians in Zagazig University were male 61.6% meanwhile 38.4% 

were female. In terms of age, 36.5%were Less than 25 years old, followed 

by academicians between 25 to 35years old representing 34.6%, and so on. 

Academicians’ Scientific degree varied from Lecturer. (48.4%) to Assistant 

professor (33%) and who were Professor (18.6%).  

 Monthly income by Egyptian Pound levels varied where 39.3% of the 

sample are Less than 7000, whereas % 32.4of the academicians are earning 

between 7000- 9000., 26,1% are earning between 9000- 11000and finally, 

2.2% are earning between 11000- 13000. According to the Academicians’ 

Experience years 12,6% were Less than 5 years, however 47,2% were 

between 5to10 years, 28,3%were between 11to 15 years and finally, 11,9% 

were between16- 20 years. 

 

 



Volumes 3                                 Science Journal for Commercial Research                                July 2018 

  

 

 

 

59 

7/2/ Measures: 

The measures that have used in this study have been adopted from 

previous studies and have been modified to better suit the context of the 

study.  

7/2/1/ Job crafting 

To measure job crafting, four dimensions scale developed by Tims et 

al. (2012) was used. The four scales are ―increasing social job resources‖ 

(e.g., ―I ask others for feedback on my job performance‖), ―increasing 

structural job resources‖ (e.g., "I try to develop my capabilities"), 

―decreasing hindering job demands‖ (e.g.,  " I try to ensure that my work is 

emotionally less intense"), and ―increasing challenging job demands‖ (e.g., 

"If there are new developments, I am one of the first to learn about them and 

try them out"). Five items are included in each dimension except 

―decreasing hindering job demands,‖ which consists of six items.  

7/2/2/ proactive personality: 

To measure proactive personality, Seibert (2001) scale, which 

adapted from Bateman and Crant (1993) and originated from an interactive 

perspective, has been adopted. It suggests that individuals can create their 

environments (Crant, 1995). It includes 10- items, examples are "I can spot 

a good opportunity long before others can", "I am constantly on the lookout 

for new ways to improve my life", "I can spot a good opportunity long 

before others can" and "If I see something I don’t like, I fix it". 

7/2/3/ Job Autonomy: 

 To explore the extent of job autonomy that employees expect at 

work, Humborstad and Kuvaas (2013) adopted a measure which is used this 

research to measure job autonomy. It includes six items, example items 

include "I expect that my leader allows me to do my job my way", "I expect 

my leader to solicit my opinion on decisions that may affect me" and "I 

expect my leader to believe that I can handle demanding tasks".  

7/2/4/ Career Competencies: 

Finally, Career Competencies Questionnaire developed by 

Akkermans et al (2013a) has been used to measure Career competencies. It 

contains 21-item; three item for reflection on motivation (e.g.,  ―I can 

clearly see what my passions are in my work‖), four items for  each of 

reflection on qualities (e.g., ―I am aware of my talents in my work), and  

networking (e.g., ―I am able to approach the right persons to help me with 

my career"), three items for self-profiling (e.g., ―I can clearly show others 
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what my strengths are in my work‖), three items for work exploration (e.g., 

―I am able to explore my possibilities on the labor market"), and four items 

for career control (e.g., ―I can make clear career plans"). All of the 

measurement items were rated employing a five points Likert scale (1 

―strongly disagree‖ to 5―strongly agree‖). Employees’ demographic 

variables (sex, age, educational level, job tenure in the organization) were 

located in the last part of the instrument. 

7/3/ Evaluating Validity and reliability of measures: 

7/3/1/ Measures Validity: 

Validity of the measures was approved by a group of researchers and 

experts after receiving their viewpoints, their suggestions on some 

questions, considering their amendments. The researcher conducted a pilot 

study on a convenience sample which comprised of 50 among academicians 

drawn from academicians in Zagazig University from five faculties (the 

faculty of commerce, arts, engineering, pharmacy, and physical excises). 

Amended questionnaires were distributed in the population to figure out to 

what extent the statements were understandable easily and minor 

modifications were made to some survey items based on their feedback. 

Confirmatory factor analysis was used to examine the research variables’ 

dimensionality. Table (3) shows the accepted values of several indicators 

used to evaluate the goodness of fit (GFI) of the model (Hair et al., 2010).  

Table (3): Goodness of fit indicators 

Indicators Accepted values 

 χ2 to df ratio (χ2/df) <5.0 

Comparative fit index (CFI)  0.9 - 1.0 

Goodness of fit (GFI) 0.9 - 1.0 

Normed fit index (NFI)  0.9 - 1.0 

Robustness of mean squared error 

approximation (RMSEA) 
<0.08 

Tucker–Lewis Index (TLI)  >0.90 

SPSS and AMOS version 24 have been used to perform the analysis. 

In accordance with model fit indicators shown in table (3), antecedents of 

job crafting model which include proactive personality, autonomy and 

career competencies (first model) yielded good fit to the data, χ2/ df =4.201, 

NFI = 0.985, TLI = 0.924, CFI = 0.947, RMSEA = 0.079. Whereas, the 

second model focused on job crafting model which includes 4 sub-
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constructs and yielded a good fit to the data χ2/ df = 3.352 NFI =0.943, TLI 

= 0.973, CFI = 0.962, RMSEA = 0.076. Table (4) shows the covariance 

matrix that has been established as input. The maximum likelihood method 

has been used to estimate models. 

Following Hair et al (2010) to evaluate construct validity, convergent 

validity has been assessed through calculating the standardized factor 

loadings (ideal when more than 0.4). As shown in Table (4), all constructs 

items had factor loadings above 0.40 and T values were significant at 0.01. 

In general, these results suggest that the theoretical model used was valid. 

7/3/2/ Measures Reliability: 

On the other hand, the analysis of internal consistency of the scale produced 

a Cronbach’s Alpha that transcended 0.7 (Sekaran and Bougie, 2013) which 

showed satisfactory reliability for all measures where α (Cronbach alpha) 

for these measures recorded satisfying numbers ranging from 0.70 to 0.90, 

therefore it is said that the scales developed are reliable as shown in Table 

(4).  

7/3/3/Data collection: 

Overall, self-administered structured questionnaires were designed, 

distributed to collect data from a Stratified sample which comprised of 359 

among academicians drawn from different faculties in Zagazig University. 

A total of 318 questionnaires were returned yielding a usable response rate 

of 88.6%. The research was conducted in the period July–August2017. 

7/3/4/ Data Analysis and results: 
After the satisfying response rate has been achieved, data analysis process 

started to test the research hypotheses. From the returned instruments, the 

researcher coded and entered the data into the computer using. SPSS 24 for 

statistical analysis has been used for data analysis to calculate different 

statistical techniques which included the following: 

(1) Descriptive statistics to describe the employees’ views about the study 

variables. 

(2) Pearson correlation analysis to find out whether the correlation 

relationships among study variables as expected or not. 

Multiple regression analysis to test proactive personality, job autonomy, and 

career competencies as antecedents of job crafting among academicians in 

Zagazig University and the relative importance of each. 
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8/ Descriptive statistics and correlations: 
For the purpose of hypotheses testing, means, standard deviations 

have calculated for dependent and independent variables, and a correlation 

matrix has been created. Table (5) shows the previous techniques details. 

Table (5(: Descriptive Statistics and Correlation Matrix of Constructs 

Variables Mean 
Std. 

deviation 
1 2 3 4 

Proactive 

Personality 
3.2021 0.39044 1    

 Job Autonomy 2.7062 0.55782 0.420
**

 1   

Career 

competencies 
3.0114 0.38811 0.637

**
 0.446

**
 1  

Job crafting 2.8390 0.28900 0.610** 0.536
**

 0.547
**

 1 

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

Note: Numbers 1-4 in the top row represent the variables as mentioned in 

the first column 

As shown in Table (5), respondents indicated weak levels of mean 

score for Job crafting (M=2.8390, SD=0.28900), whereas Proactive 

Personality and Autonomy obtained (M=3.2021, SD=0.39044) and 

(M=2.7062, SD=0.55782), respectively. Finally, the mean score for Career 

competencies was (M=3.0114, SD=0.38811). Next, the researcher 

calculated the correlations between the variables of the study and found 

significant and positive relationships among job crafting and its expected 

antecedents with high correlations. In general, the correlations pattern is 

consistent with prior relevant research and fitted our hypotheses.  

9/ Hypotheses Testing: 
Multiple regression analysis was done to investigate how much of 

the job crafting variance could be explained by proactive personality, job 

autonomy and career competencies. Regression preconditions have been all 

met where Durbin-Watson test was conducted and confirmed no 

Autocorrelation. Moreover, Multi-collinearity was denied through VIF 

which recorded high score. Finally, Kolomogrov-Siminrov was calculated 

to ensure that sample scores follow normal distribution. Results are shown 

in tables (6). 
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Table (6): Summary of multiple regression analysis results 

Variables 
Coefficient beta 

sig 
Collinearity 

statistics (VIF) Unstandardized Standardized 

Constant 1.909 ---- 0.000 ----- 

Proactive 

Personality 
0.274 0.371 0.000 1.750 

Autonomy 0. 156 0.302 0.000 1.299 

Career 

competencies 
0.131 0.176 0.002 1.798 

R
2
 = 0.484 

Adjusted R
2 

= 0.479 

F value =92.283  Sig= 0.000 

Durbin-watson =1.861 

Kolmogrove- Smirnov Test (sig) = 0.202 

P value is significant at less than 0.001  

 

As depicted in Table (6), the adjusted R
2 

is 0.484 indicating that 

Proactive Personality, Autonomy, and Career competencies explain 47.9 % 

of variance in job crafting (the dependent variable). Durbin-Watson of 1.861 

indicating that there is no auto-correlation problem, variation inflation 

factors VIF are all lesser than (10).  

Proactive personality significantly affects job crafting (β = 0.274, P < 

0.01) and explains 27% of the variation in job crafting. Therefore, H1 is 

supported. Autonomy has significantly affects job crafting (β = 0. 156, P < 

0.01) as it explains approximately 16% of the variation in job crafting. 

Therefore, H2 is supported. Career competencies has a significant positive 

effect on job crafting (β = 0.131, P < 0.01) as it explains approximately 13% 

of the variation in job crafting. Therefore, H3 is supported. 

Regression coefficients are significant for the three proposed 

antecedents (where F=92.283, P < 0.01) which are Proactive Personality, 

autonomy and Career competencies. Moreover, t-test values are significant 

at P < 0.01for the previous three antecedents). The three significant 

antecedents have been ranked according to standardized Coefficient beta as 

follows as follows; Proactive Personality, Autonomy and Career 

competencies which recorded 0.371, 0.302, and 0.176, respectively. 
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10/ Discussion and conclusions: 
One of the challenges in a rapidly changing business world is how to 

make employees craft their jobs in response to numerous changes. One of 

the central goals for organization management is to push employees to craft 

their jobs, therefore, this study aimed at exploring proactive personality, job 

autonomy and   career competencies as antecedents of   job crafting   in 

Egypt. The study findings mostly support our hypotheses through revealing 

first; that there is a positive and significant relationship between proactive 

personality and job crafting which is consistent with previous findings 

(Bakker et al., 2012: Plomp et al., 2016; Tims et al., 2013a, b).This result 

support the notion that proactive employees are likely to take initiatives to 

better align their job characteristics with their own preferences, skills and 

abilities by crafting their jobs. 

Second, there is a positive and significant relationship between job 

autonomy and job crafting. This findings corroborate the findings of Tims 

and Bakker (2016), Wong et al (2016), and Vanbelle et al (2017), this point 

is very important to all employees especially older employees. Job 

autonomy might, for example, enable older employees to demonstrate their 

mastery and expertise which might in turn add to their motivation to craft 

their jobs. Finally, there is a positive and significant relationship between 

career competencies and job crafting is consistent with previous findings 

(Akkermans et al. ,2013b; Akkermans and Tims 2017). Therefore, the close 

relation between job-level and career-level concepts have been confirmed, 

therefore, they should be integrated more in scientific research. This is in 

accordance with Hall and Heras (2010) who noted that there are many 

common elements between jobs and careers although lately; many studies 

have been isolated from each other.  

In sum, three theoretical gaps could be filled through the findings of 

this research. First, the current study extends the knowledge about 

antecedents of job crafting. Second, the current study contributed to Job 

Demands-Resources Model (Bakker and Demerouti, 2014; Bakker et al., 

2014) through arguing that proactive personality may be tantamount to 

personal resources where job autonomy and career competencies may be 

tantamount to job resources that can enhance job crafting. Third, this study 

contributed to exploring antecedents that are appropriate for job crafting in 

developing countries context.  
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According to our knowledge, this is the first study which explores 

uncover roles proactive personality, job autonomy and career competencies 

as antecedents of job crafting among academicians in Zagazig university. 

Finally, the study contributes to raise the understanding of job crafting 

behaviors in Egypt. 

11/ Practical implications: 
According to the findings of this study, the following section lists 

several implications for practice. First, it was concluded that it is possible to 

measure the proactive personality, therefore, organizations can use proactive 

personality scales to recruit employees with high proactive personality. 

Subsequently, organizations may benefit from recruiting those employees, 

given the joint influence of this individual difference variable in job 

crafting. It is more likely that proactive employees could identify and utilize 

job crafting than others who are not proactive (to facilitate their career 

goals) which makes investment in such programs more profitable for the 

organization. 

Second, the results indicate that employees should be provided with 

sufficient autonomy jobs and policy makers and managers should support 

this trend. As a result, employees will see the possibility to make 

adjustments in order to create a better person –job fit. Instead, organizations 

should work on raising awareness among employees concerning the 

possibilities to engage in job crafting (Tims et al., 2014). The management 

should open unofficial communication channels with employees in order to 

have insights about their job demands and required job resources.  

Moreover, when current job characteristics or personal needs of 

employees mismatched their preferences, they will learn how to identify and 

act. At the same time, the findings also confirmed that career competencies 

are good antecedents of job crafting, thus thirdly, managers should work on 

equipping employees with tools by which their career-related skills and 

abilities could be enhanced as they are closely related to job crafting. It is 

meaningful also that human resources policies related to job redesign should 

be integrated with training and development so that employee well-being is 

optimized and thereby sustained and effective organization is enhanced.  

In addition, the appraisal procedure and organization’s career 

development policies should contain career competency development. These 

human resources practices are supposed to increase employee performance 

and their commitment and can enhance job crafting behaviors. Finally, when 
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organizations offer employees career counseling and care for their career 

development, they will understand themselves better (Colakoglu, 2011; De 

Vos et al., 2011). However, employees should assess their own 

competencies in a realistic way and work on realizing career goals. 

12/ Limitation and future directions: 
In spite of the great importance of the current study's results, there are 

some limitations. First, interpretation of indirect relationships is limited in 

this study and causal relations could not be determined because the study 

was cross sectional, therefore, the causal relations between variables should 

be examined using experimental and quasi-experimental methods.  

Second, all of the questionnaires were self-reported ones. Reducing 

participants' evaluation apprehension was a technique used to minimize this 

problem in addition to emphasizing there were no right or wrong answers. 

 Third, the current research variables were positioned in the model 

according to previous literature (Akkermans and Tims, 2017; Plomp et al, 

2016) and even though, the findings about the relationships among variables 

need to be generalized through future research. Other antecedents such as 

leadership styles could be also studied.  

Fourth, the continuous tradeoff between organizational goals and 

employees’ goals needs more investigating. In addition, it makes sense to 

better clarify the benefits organizations gain from investing in employees’ 

development.  

 Fifth, the current study examined relationships among variables as a 

whole, however, future researchers are advised to test relationships among 

variables dimensions as well, specially job crafting forms or behaviors. 

 Sixth, a number of antecedents have been investigated, however, 

individual characteristics such as self-efficacy and employee adaptability are 

suggested for future investigation as moderators in the relationship between 

job crafting and its antecedents.  

Seventh, as this study focused on several job crafting antecedents, a 

complete model of antecedents and consequences of job crafting is 

recommended for future researchers. 

 Eighth, as this study focused on academicians in Zagazig University, 

future research needs to re-examine the study model in other sectors. 
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