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Abstract
Aim: To better understand the functionality of job crafting and its relationship with 
personality and job autonomy in the context of non-Western health care as an adap-
tive problem-solving work behaviour that is related to creativity.
Background: Job crafting could be a strategy nurses use to solve problems as health 
care organisations become more unpredictable.
Methods: This cross-sectional study sampled 547 nurses from seven hospitals in 
Lebanon. Data were analysed using structural equation modelling (SEM).
Results: The job crafting dimensions of increasing structural job resources and in-
creasing challenging job demands partially mediated the relationship between crea-
tivity and subjective well-being, and they fully mediated the relationship between 
job autonomy and subjective well-being. Creativity, job autonomy, and agreeableness 
were related to the approach job crafting dimensions, and two of these job crafting 
dimensions were in turn related to subjective well-being.
Conclusion: Creative nurses tend to job craft more and this is associated with their 
subjective well-being. Nurses high on extraversion and emotional stability experi-
enced higher subjective well-being.
Implications for Nursing Management: Nursing administration and leaders may want 
to create an environment fostering creativity and encouraging approach-oriented job 
crafting.
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1  | INTRODUC TION

Strategies that enhance work engagement and prevent burnout are es-
sential for improving nursing working conditions (Laschinger et al., 2006). 

One such strategy is job crafting, which represents employee-initiated 
work behaviours aimed at achieving a better fit between the employees' 
needs and preferences and their work (Tims et al., 2016). Given the many 
positive outcomes linked to job crafting (JC) (for a review, check Rudolph 
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et al., 2017), it is necessary to explore JC in the context of nursing to 
understand how this profession can benefit from it.

Ample research has documented who is more likely to engage in JC 
(antecedents) and how beneficial or harmful JC can be to individuals and 
their workplace (Rudolph et al., 2017). There are, however, notable gaps. 
First, there are only a few studies that have used non-WEIRD samples (e.g. 
Bell & Njoli, 2016). Job crafting originated in prototypically WEIRD con-
texts (Western, educated, industrialized, rich and democratic) (Henrich 
et  al.,  2010), where individual uniqueness is desirable, and adherence 
to hierarchy is not relevant. Such factors may facilitate JC—but are not 
equally present in all cultural contexts, where hierarchy is more valued 
or self-expression more restricted. Second, no research has empirically 
investigated the relationship between JC and creativity although it has 
long been argued to be a theoretical underpinning of JC (Wrzesniewski 
& Dutton, 2001), nor is there evidence on how personality in the Arab 
World is related to JC. Third, JC has never been explored in relation to 
non-work-related outcomes such as subjective well-being (SWB).

In this study, we aim to assess JC in relationship to creativity and per-
sonality, as personal characteristics, and to job autonomy as a job charac-
teristic that can optimize patient care (Kramer & Schmalenberg, 2003). 
We conduct our study in Lebanon, which is a non-WEIRD context dif-
ferent in many ways from previously studied contexts.

2  | BACKGROUND

2.1 | Job crafting

Job crafting is characterized by self-initiated employee changes that 
accommodate employees' unique needs and preferences (Peeters 
et al., 2014). In this study, we adopt Tims and Bakker (2010)'s con-
ceptualization of JC in terms of crafting job demands and resources: 
(1) increasing structural job resources (ISTJR), (2) decreasing hinder-
ing job demands (DHJD), (3) increasing social job resources (ISOJR) 
and (4) increasing challenging job demands (ICJD). We focus on the 
approach crafting JC dimensions (1, 3 & 4), since evidence on the 
benefits of the avoidance crafting dimension has been inconsistent 
(for a review, check Rudolph et al., 2017).

We expand our understanding of JC theoretically by show-
ing that it is empirically related to creativity and personality in the 
Levant region and that it has benefits beyond the workplace that are 
linked to the individual's SWB. From a more practical point of view, 
our study also assesses the role of job autonomy for JC, since low 
autonomy has been shown to be one of the major reason's nurses 
leave their jobs (Sinclair, 2020).

2.2 | Job crafting and creativity

Creativity has been frequently used to define JC, as the latter is a set 
of creative actions demonstrated by employees at work (Wrzesniewski 
& Dutton, 2001). Only few studies, however, have tested the relation-
ship between JC and creativity and have done so only with creativity 

as an outcome variable, not an antecedent (Demerouti et al., 2015). 
Job crafting can be a choice that individuals make in response to an 
unfavourable or negative situation, or one that is a misfit between 
their needs and preferences and their job. Through JC, people can ac-
tively improve work conditions, search for new ways of doing things, 
and advocate changes to for improvements, all of which are forms of 
employee creativity (Zhou & George, 2001). Accordingly, we predict 
that creativity is positively related to all three JC dimensions (H1).

2.3 | Job crafting and personality

There is some evidence on the relationship between personality 
traits and JC (for a review, check Rudolph et al., 2017), but they are 
mostly restricted to Western contexts. Given the positive impact 
that JC can have, we argue it is relevant to understand personality as 
an antecedent of JC, as one of the most relevant conceptualizations 
of individual differences in general (Barrick & Mount, 1991), and one 
of the main predictors of SWB (Diener et al., 1999). Table 1 outlines 
the rationale for hypothesized relations between each of the seven 
API1 personality facets and the approach dimensions of JC (H2:H8).

2.4 | Job crafting and job autonomy

Rudolph et al. (2017) found that all approach crafting dimensions are 
positively related to job autonomy. We expect to replicate this find-
ing in our study and therefore expect job autonomy to be positively 
related to all three JC dimensions (H9a, b, &c).

2.5 | Subjective well-being

2.5.1 | Job Crafting and SWB

Little is known about how work-related variables such as JC influ-
ence overall life satisfaction, especially in health care where the 
high-risk nature of the work can have implications for many domains 
of the employee's life. Job crafting helps employees establish a 
more positive self-image, which influences satisfaction with the self 
(Diener & Diener, 2009). Accordingly, we hypothesize that JC is posi-
tively related to SWB (H10).

2.5.2 | Personality and SWB

Personality is an important factor in predicting a person's SWB 
(DeNeve & Cooper,  1998). Previous research has shown that 

 1Since we investigate a non-Western sample, we opted for a culturally appropriate 
personality conceptualization and assessment by Zeinoun et al. (2017). We thereby avoid 
a blind exportation of Western instruments (Van de Vijver & Leung, 2001). The Arab 
Personality Inventory (API) maps onto the Big Five, but assesses seven rather than five 
dimensions (conscientiousness, intellect, emotional stability, extraversion, 
agreeableness, honestly/integrity and conventionality).
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extraversion relates to positive affect, and low emotional stability to 
negative affect (Costa & McCrae, 1980). Accordingly, we argue that 
extraversion (H11a) and emotional stability (H11b) are positively 
linked to SWB. For the other personality facets, the evidence is less 
clear. Agreeableness and conscientiousness were argued to have 
an indirect relationship with well-being (McCrae & Costa,  1991). 
Previous studies found no relationship between HEXACO's 
Honesty–Humility (closely related to API's Honesty–integrity) and 
SWB (e.g. Visser & Pozzebon, 2013). Similarly, openness to experi-
ence was found to be unrelated to SWB (DeNeve & Cooper, 1998), 
which McCrae and Costa (1991) speculated could be due to this 
facet being linked to increases in both negative and positive af-
fect. Intellect is subsumed under openness to experience (John & 
Srivastava, 1999); we therefore expect the same (non-) relation be-
tween Intellect and SWB. Conventionality indicates that a person is 
more religious and has less-accepting attitudes to modern lifestyles. 

It is specific to the Arab Levant region (see the Appendix S1 for more 
information about the study's context) and the personality model 
utilized (API). Conventionality per se might not have any impact 
on how individuals rate the satisfaction with their lives and conse-
quently SWB. Due to the lack of empirical evidence for a relation-
ship between conscientiousness, agreeableness, honesty–integrity, 
intellect, conventionality and SWB, we refrain from specifying direct 
hypotheses.

2.5.3 | Creativity and SWB

Amabile et al. (2005) indicated that positive affect has a strong and 
dynamic relationship with creativity (they either occur before one 
another or simultaneously). Goff (1993) argued that creativity is 
essential for personal adjustments that in turn positively influence 

TA B L E  1   Relationships between job crafting and the arab personality inventory dimensions

Personality Facet Rationale ISTJR ISOJR ICJD

Intellect Individuals who score high on intellect describe themselves as more 
rational, knowledgeable, and cultured (Zeinoun et al., 2017). We 
expect the relationship between the job crafting dimensions and 
intellect to be similar to that with openness, since the latter has 
been shown to be important for the development of proactive work 
behaviours (Grant & Ashford, 2008).

+ve (H2a) +ve (H2b) +ve (H2c)

Conscientiousness Associations between conscientiousness and ISTJR and ICJD have been 
shown to be positive and that between ISOJR and conscientiousness 
has been shown to be small (Rudolph et al., 2017).

+ve (H3a) ∅ (H3b) +ve (H3c)

Extraversion Wu and Li (2017) previously suggested that extraversion is key to 
facilitating proactive behaviour. Previous research has also found that 
extraversion is positively related to expanding resources and ICJD 
(Rudolph et al., 2017).

+ve (H4a) +ve (H4b) +ve (H4c)

Emotional Stability High emotional stability has been shown to be positively related to 
ISTJR (Roczniewska & Bakker, 2016) and ICJD (Rudolph et al., 2017). 
Shaping one's job, even socially is more likely to happen among 
employees who are more emotional stable.

+ve (H5a) +ve (H5b) +ve (H5c)

Agreeableness Tornau and Frese (2013) have shown that agreeableness is positively 
related to personal initiative. Since overall job crafting has been 
positively linked to agreeableness (Rudolph et al., 2017), we expect to 
find similar relationships between agreeableness and the approach job 
crafting dimensions.

+ve (H6a) +ve (H6b) +ve (H6c)

Conventionality Conventionality in the Arab Personality Inventory relates to 
religiousness, following norms, being self-righteous, and is the 
opposite of being a rule breaker (Zeinoun et al., 2017). Conventional 
employees will more likely abide by pre-existing work processes and 
might thus be less likely to introduce changes to their jobs.

−ve (H7a) −ve (H7b) −ve (H7c)

Honesty–integrity The personality factor honesty–integrity in the API is close to honesty–
humility factor in Ashton and Lee (2001)’s six-dimensional model 
of personality the HEXACO (Honesty-Humility (H), Emotionality 
(E), Extraversion (X), Agreeableness (A), Conscientiousness (C) and 
Openness to Experience (O)). Generally, these individuals tend to avoid 
manipulating and taking advantage of others for their own benefit 
(Lee & Ashton, 2004). They also avoid deviation from a predefined job 
description and consequently not engage in job crafting.

−ve (H8a) −ve (H8b) −ve (H8c)

Note: The references mentioned in this table can be found in the reference list at the end of Appendix S1.
Abbreviations: +ve, positive relationship; ∅, no relationship; ICJD, Increasing Challenging Job Demands; ISOJR, Increasing Social Job Resources; 
ISTJR, Increasing Structural Job Resources; −ve, negative relationship.
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person's satisfaction with life. We therefore hypothesize that crea-
tivity is positively linked to SWB (H12).

2.5.4 | Job autonomy and SWB

Individuals seek control over their environment as this is necessary for 
their well-being (Bond & Bunce, 2003). Job autonomy increases employ-
ees' sense of control and encourages them to actively enhance their 
situation at work to achieve greater personal meaning (Wu et al., 2015). 
We predict that job autonomy is positively related to SWB (H13).

2.6 | Job crafting as a lynchpin of relations

2.6.1 | Personality, job crafting and SWB

Personality explains a substantial amount of the variation in SWB 
scores (32%–56%, Hayes & Joseph,  2003); however, it is unclear 
how personality would be linked to well-being. We propose JC as 
a psychological mechanism, a mediator, linked to both well-being 
and personality. Personality facets might relate differently to SWB 
and in some cases may only be indirectly related to SWB via me-
diation. Extraversion and emotional stability are directly linked to 
higher SWB and we argue they are linked to all three JC dimensions. 
Accordingly, we hypothesize that all three JC dimensions play a role 
in at least partially mediating the relationship between these two 
personality facets and SWB (H14a &b).

2.6.2 | Creativity, job crafting and SWB

Goff (1993) argued that creativity coupled with personal adjustments 
can positively impact a person's satisfaction with life. Accordingly, 
we argue that all three JC dimensions play a role in partially mediat-
ing the relationship between creativity and SWB (H15).

2.6.3 | Job autonomy, job crafting and SWB

Previous research has indicated that job autonomy is related to 
JC (Rudolph et  al.,  2017) and to life satisfaction (Prottas,  2008). 
Accordingly, we hypothesize that all three approach JC dimensions 
play a role in partially mediating the relationship between job au-
tonomy and SWB (H16).

3  | METHOD

3.1 | Sample and procedure

After obtaining ethical approval, data were collected from 
nurses working in seven hospitals in Lebanon using surveys. A 

detailed description of the context of the study is provided in the 
Appendix S1. Out of 994 surveys, 547 were completed and returned. 
This is a response rate of 55%, which is relatively high compared 
to other studies conducted in a similar context (Kalisch et al., 2013; 
Marini et al., 2009). The surveys took around 25 min to complete. 
The demographic characteristics are presented in Table 2.

3.2 | Measures

Personality was measured using the API-Short (Unpublished data). 
Job crafting was measured using the JC scale (Tims et al., 2012). 

TA B L E  2   Demographic characteristics

Characteristic (mean ± SD) n %

Gender

Male 124 24.27

Female 384 75.15

Age (30.65 ± 7.05)

<20 7 1.37

20–30 236 46.18

31–40 157 30.72

>40 40 7.83

Position

Registered nurse 351 68.69

Practical nurse 119 23.29

Other nursing positions 29 5.67

Highest education

Diploma in nursing 95 18.59

Baccalaureatea  Technical (BT) in 
nursing

71 13.89

Technique Supérieureb  (TS) in 
nursing

49 9.59

License Techniqueb  (LT) in 
nursing

76 14.87

Bachelor of Sciences (BS) in 
nursing

146 28.57

Masters (MS) in nursing 41 8.02

Other 18 3.52

Organisational tenure (7.64 ± 5.86)

<1 year 29 5.67

1–5 years 179 35.03

6–10 years 146 28.57

11–20 years 110 21.53

>20 years 22 4.30

Employment Status

Full-time 478 93.54

Part-time 22 4.30

Note: Some numbers are less than 511 due to missing values.
aEquivalent to the last year of high school.
bTechnical degrees.
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Job autonomy was measured using a subscale of Autonomy at 
Work Scale (Hackman & Oldman, 1975). To measure the affective 
dimension SWB, we administered the Positive and Negative Affect 
Schedule (PANAS; Watson et al., 1988). To assess the cognitive di-
mension of SWB, we measured life satisfaction using the 
Satisfaction with Life Scale (SWLS) (Diener,  2000; Diener 
et al., 1985). To measure creativity,2 we used the self-report scale 
developed by Miron et al. (2004). Participants responded on a five-
point Likert scale in all the scales. All scales had very good reliabili-
ties (see Table 3).

After removing the cases that had missingness rates higher 
than 25%, to reduce bias (Tab achnick & Fidell, 2012), we ended up 
with a sample size of 511. Descriptive statistics are presented in 
Table 4. We conducted structural equation modelling (SEM) using 
MPlus (Muthén & Muthén, 2012). We used multiple imputation in 
MPlus to impute remaining missing values before conducting the 

analysis. Figure 1 shows the theoretical model that we tested. All 
paths in the model were freely estimated. Subjective well-being 
was modelled as one latent variable, and all other variables were 
modelled as manifest variables. We first tested whether the struc-
ture we adopted for SWB (as a latent factor of PA and SWLS) and 
that of the API (as a more recent tool) is applicable in our sam-
ple to test construct validity. The tested structures were found 
to have adequate fit (the model fit information is presented in the 
Appendix S2).

4  | RESULTS

4.1 | Hypotheses testing

The hypotheses were tested with SEM whereby the hypothesized 
model included paths from the seven personality factors, creativ-
ity and job autonomy to the three JC dimensions, which in turn had 
paths to SWB (see Figure 2).

 2We sought to assess creativity using an adapted version of the brick test and self-report 
measure. We excluded the first since our sample did not provide sufficiently many 
responses on the task (only 31% were complete).

TA B L E  3   Instruments’ Cronbach's α

Instrument Sub-scale
Cronbach's 
α Example Items Scale Points

The Arab Personality 
Inventory (API)

Honesty–integrity 0.85 ‘I sometimes like it when others feel sorry 
for me’; ‘I am exploitative’

Not Applicable at all to Totally 
Applicable

Emotional stability 0.80 ‘I am generally firm with others’; ‘I am a 
stubborn person’

Agreeableness 0.88 ‘I am fair to/with others’; ‘I encourage others 
for the better’

Conscientiousness 0.91 ‘I am generally firm with others’; ‘I am a 
brave person’

Extraversion 0.83 ‘I am entertaining to those around me’; ‘I am 
a sociable person’

Intellect 0.82 ‘I think realistically about situations’; ‘I am 
intelligent’

Conventionality 0.67 ‘I am generally obedient’;

Job Crafting (JC) Increasing structural 
job resources

0.88 ‘I try to develop my capabilities’; ‘I try to 
develop myself professionally’

Never to Very Often

Increasing social job 
resources

0.86 ‘I ask my supervisor to coach me’; ‘I ask 
whether my supervisor is satisfied with my 
work’

Increasing 
challenging job 
demands

0.85 ‘When an interesting project comes along, 
I proactively offer myself’; ‘When there is 
not much to do at work, I see it as a chance 
to start new projects’

Job Autonomy Job Autonomy 0.78 ‘I can choose my work tasks’; ‘I can choose 
the way I perform the work tasks’

Strongly Disagree to Strongly 
Agree

Positive and 
Negative Affect 
Schedule (PANAS)

Positive Affect 0.88 ‘Excited’; ‘Interested’ Very Slightly or Not at All to 
ExtremelyNegative Affect 0.88 ‘Distressed’; ‘Upset’

Satisfaction with 
Life Scale (SWLS)

SWLS 0.87 ‘In most ways my life is close to my ideal’; ‘I 
am satisfied with my life’

Strongly Disagree to Strongly 
Agree

Creativity Creativity 0.90 ‘I have a lot of creative ideas’; ‘I prefer tasks 
that enable me to think creatively’

Strongly Disagree to Strongly 
Agree
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4.1.1 | Full versus partial mediation

We compared two mediation models: (a) a partial mediation model 
with direct paths from extraversion, emotional stability, creativity 
and the three dimensions of JC to SWB in addition to all the indirect 
paths going through the subdimensions JC to SWB; and (b) a full me-
diation model in which only indirect relationships (via the three sub-
dimensions of JC) between the antecedents and SWB are included. 
The partial mediation model fit the data better than the full media-
tion one (see fit indices in Table 5). Accordingly, we chose the partial 
mediation model as it allows for more relationships to be modelled.

4.1.2 | Direct relationships

As expected, all three JC dimensions were significantly positively re-
lated to job autonomy and self-reported creativity. The results also 
indicated that only ISTJR and ICJD were significantly related to con-
scientiousness (see also Table 1).

As predicted, ICJD and ISOJR were significantly negatively re-
lated to honesty-integrity, but ISTJR was not (unlike what we ex-
pected). Only ICJD was significantly related to emotional stability. 
The JC dimensions ISTJR and ICJD were significantly related to 

SWB. Finally, intellect, extraversion and conventionality were unre-
lated to the three dimensions of JC.

As for the direct relationships between the antecedents and the 
outcome variable, our results (standardized coefficients) showed that 
extraversion, emotional stability and creativity were significantly and 
directly related to SWB. However, no significant direct relationship 
was detected between job autonomy and SWB (see Table 6).

4.1.3 | Indirect relationships

Our results (see Table 7) showed a significant indirect relationship 
between job autonomy, creativity and SWB through ISTJR and ICJD, 
but not through ISOJR. We discuss reasons for and implications of 
these relationships below.

5  | DISCUSSION

In this study, we set out to investigate how individual-level factors, 
namely personality, and job-level factors, namely job autonomy re-
late to JC. We also assessed the potential benefits that JC may have 
for nurses by investigating the relation between JC and well-being. 

F I G U R E  1   Proposed theoretical model. API, Arab Personality Inventory; JC, Job Crafting; ISTJR, Increasing Structural Job Resources; 
ISOJR, Increasing Social Job Resources; ICJD, Increasing Challenging Job Demands
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We furthermore empirically tested the relationship between JC and 
creativity, which has been proposed to be a prerequisite of JC (al-
though no direct evidence has been reported). Finally, we examined 
whether the concept of JC is structurally valid a non-WEIRD sample.

We find that JC is an important mediator through which creativity 
and job autonomy relate to factors beyond the workplace: both as-
sociated with SWB among our sample of nurses. While we find that 
the scales exhibit good structural properties in Lebanon, and although 
some relations were in line with previous research conducted in 
WEIRD, more individualistic contexts, we also find that some relations 
were not in line with previous research. We showcase the differen-
tial role that each of the three JC dimensions in our study has in the 

relationship between personality, job autonomy, creativity and SWB. 
Our theoretical contribution is threefold. First, investigate the concept 
of JC in a non-Western context. Second, we provide the first empiri-
cal evidence on the relationship between creativity and JC. Third, we 
show that JC has benefits that go beyond the employee's work context.

5.1 | The role of job crafting for nurses

Unlike what we expected, extraversion was unrelated to all JC 
dimensions. This might be specific to the nursing profession: ex-
traverted aspects such as assertiveness and dominance may not 

F I G U R E  2   Resulting standardized paths of the hypothesized partial mediation model. API, Arab Personality Inventory; JC, Job Crafting; 
ISTJR, Increasing Structural Job Resources; ISOJR, Increasing Social Job Resources; ICJD, Increasing Challenging Job Demands; SWB, 
Subjective Well-being; SWLS, Satisfaction with Life Scale; PA, Positive Affect. Dashed arrows indicate pathways that are not significant

TA B L E  5   Model fit information

Model χ2 df RMSEA CFI TLI AIC BIC

Full Mediation Model 126.38, p < .001 20 0.102, 90% CI: 0.085, 0.119 0.887 0.689 5,662.986 5,853.623

Partial Mediation Model 64.108, p < .001 16 0.077, 90% CI: 0.058; 0.098 0.949 0.824 5,605.030 5,812.612

Abbreviations: AIC, Akaike information criterion; BIC, The Bayesian information criterion; CFI, Comparative fit index; df, degrees of freedom; RMSEA, 
root-mean-square error of approximation; TLI, Tucker–Lewis index; χ2, Chi-squared.

GHAZZAWI et Al.|    2170



be conducive in the nursing environment where nurses need to 
act in accordance with many expectations in terms of regulations 
and teamwork. Our study also found that emotional stability was 
related to only ICJD.

The link we found between emotional stability and ICJD might 
be better understood in the light of its relationship with one of the 
main problems that nurses suffer from: burnout. Bakker et al. (2004) 
found that job demands were the most important antecedents of 
the emotional exhaustion component of burnout. This might be a 
reason why nurses who score high on emotional stability choose 
to increase their challenging demands because they would also be 
able to execute them properly. Unlike what was expected, honesty-
integrity was not related ISTJR. It might be the case that engaging in 
this JC dimension does not involve overstepping any self-designated 
boundary employees might have set for themselves.

As expected, personality was associated with SWB: honesty-
integrity and agreeableness predict SWB indirectly through ICJD. 
Scoring high on these facets could be related to an increased the 
sensitivity to environmental alterations, such as ICJD, making 
them happier with their lives. Extraversion and emotional stability 
are directly associated with SWB. Scoring high on the latter two 

personality facets may predispose individuals to be happier in life 
regardless of work experiences (McCrae & Costa, 1991).

5.2 | Creativity and job crafting among nurses

Job crafting has been described before as a set of creative 
work behaviours demonstrated by employees (Wrzesniewski & 
Dutton, 2001). Proactive behaviours such as JC may be relevant for 
the translation of creative ideas into action (for a similar argument 
on voice, see Frese, 2000). Nurses who score high on creativity are 
more likely (and able) to engage in approach crafting, which provides 
insight on how JC can be one of the adaptive and problem-solving 
techniques that creative nurses engage in.

Our mediation model provides insight into creativity in the nurs-
ing context as we suggest that it is linked to SWB through JC. We 
also learn more about how JC can go beyond the boundaries of 
work and spillover to the nurse's personal life. This is particularly 
important given the emotionally and physically demanding nature 
of their profession and how taxing this can be to their well-being 
(Diefendorff et al., 2011).

TA B L E  6   Direct effects

Effect on SWB Effect on ISTJR Effect on ISOJR Effect on ICJD

Estimate Estimate Estimate Estimate

API Emotional 
Stability

0.11* API Conscientiousness 0.28** API Conscientiousness 0.01 API Conscientiousness 0.1*

API Extraversion 0.29** API Emotional Stability 0.035 API Emotional Stability 0.07 API Emotional Stability 0.08*

Job Autonomy 0.09 API honesty-integrity 0.008 API honesty-integrity −0.29** API honesty-integrity −0.11*

Creativity 0.22** API Intellect 0.111 API Intellect −0.01 API Intellect 0.06

ISTJR 0.22** API Extraversion −0.026 API Extraversion −0.02 API Extraversion 0.02

ISOJR 0 API Conventionality 0.012 API Conventionality 0 API Conventionality −0.04

ICJD 0.2* API Agreeableness 0.23** API Agreeableness 0.23** API Agreeableness 0.18*

Job Autonomy 0.2* Job Autonomy 0.12** Job Autonomy 0.14**

Creativity 0.22** Creativity 0.11* Creativity 0.33**

Note: Abbreviations: API, Arab Personality Inventory; ICJD, Increasing Challenging Job Demands; ISOJR, Increasing Social Job Resources; ISTJR, 
Increasing Structural Job Resources; SWB, Subjective Well-being.
*p < .05; **p < .01.

TA B L E  7   Indirect effects

Effect of API Emotional Stability on 
SWB Effect of API Extraversion on SWB

Effect of Job Autonomy on 
SWB

Effect of Creativity on 
SWB

Estimate Estimate Estimate Estimate

via ISTJR 0.01 via ISTJR −0.00 via ISTJR 0.01* via ISTJR 0.03*

via ISOJR 0 via ISOJR 0 via ISOJR 0 via ISOJR 0

via ICJD 0.01 via ICJD 0 via ICJD 0.02* via ICJD 0.05*

Note: Abbreviations: API, Arab Personality Inventory; ICJD, Increasing Challenging Job Demands; ISOJR, Increasing Social Job Resources; ISTJR, 
Increasing Structural Job Resources; SWB, Subjective Well-being.
*p < .05; **p < .01.
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5.3 | The functionality of job crafting in a non-
WEIRD context

Our study explores the relationships between personality, creativ-
ity, job autonomy, and JC in a non-WEIRD context, Lebanon. Nurses 
who engage it ISTJR and ICJD score higher on SWB. Work-related 
benefits of JC for the employee and organisation are well docu-
mented (see Rudolph et al., 2017), and these results show that JC 
is also associated with life outside of work. Engaging in ISTJR and 
ICJD might be satisfying needs that have a direct relation with the 
employee's overall SWB. A closer examination of Lebanon as the 
sample context might help us better understand why we did not find 
a similar relation between ISOJR and SWB.

Since feedback seeking behaviour (ISOJR) is mostly about self-
development (seeking advice and mentorship), it might not be related 
to life satisfaction since it is less valued in a collectivistic culture such 
as Lebanon. This is in line with the reasoning that life domains that are 
congruent with one's main values are relatively more important for 
one's life satisfaction (Oishi et al., 1999), which may not apply here.

Interestingly, while JC is directly associated with SWB, job au-
tonomy is not. We found job autonomy to relate to SWB only through 
the engagement in ISTJR and ICJD. One possible reason could be that 
in a more collectivistic culture such as Lebanon, where social interac-
tions at work are common, shaping one's job socially is not perceived 
as a way of exercising one's job autonomy. These two JC dimensions 
seem to be the active catalysts in the relationship between job au-
tonomy and SWB although job autonomy has long been touted as 
a job characteristic that has direct positive effects on employees' 
work attitudes (e.g. job satisfaction) and behaviours (e.g. creative 
performance; Deci et al., 2017; Hackman & Oldman, 1975).

5.4 | Limitations

First, our data are correlational and can therefore not examine 
causal directionality. That is, although our results show that person-
ality, creativity and autonomy are predictive of SWB, the opposite 
may also apply. Second, self-selection bias might have influenced 
our study. For example, overworked nurses close to burnout may 
not have had the time or motivation to participate. Finally, we sug-
gest culture-specific pathways, but the present data do not directly 
allow for testing the role of culture for JC and related variables in a 
comparative design.

6  | CONCLUSION

In this study, we find clear evidence that engaging in job crafting 
(JC) in the nursing context has benefits that go beyond the work-
place since it is positively associated with subjective well-being 
(SWB). This possible spillover to nurses' personal lives highlights 
how an emotionally demanding profession, such as nursing, could 
benefit from JC. Our study finds empirical support that creativity is 

related to the approach dimension of JC, which might be one of the 
ways through which nurses use creativity to adapt their work behav-
iour. Our results show that while agreeableness, conscientiousness, 
honesty-integrity and emotional stability predict the engagement 
in JC among nurses, other personality dimensions do not. Finally, 
our study further enriches our understanding of job autonomy by 
highlighting that it has a positive influence on one's life only if JC is 
considered as a mediator. We find some evidence that JC partially 
applies in a non-WEIRD context, but we also see that many aspects 
are different from previous research.

7  | PR AC TIC AL IMPLIC ATIONS FOR 
NURSING MANAGEMENT

Our results have managerial implications relating to the selection 
and training of nurses. Health care organisations may benefit from 
including personality and creativity as part of their selection criteria, 
as our results indicated that they are related to engagement in JC. 
This is particularly relevant considering that engaging in JC behav-
iours can have a positive influence on the work well-being and per-
formance of nurses (Gordon et al., 2018). Furthermore, our results 
suggest that engaging in JC is significantly related to higher SWB. 
High SWB has been linked to lower levels of burnout among nurses 
(Qu & Wang, 2015). Alternatively, health care organisations can de-
sign targeted training programmes that focus on empowering nurses 
with the tools needs to shape their jobs while still maintaining stand-
ard clinical procedures.
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