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Where there is a will, there’s a
way: Job search clarity,
reemployment crafting and
reemployment quality
Xuan Liu*, Zhenhao Wu and Kailun Zeng

School of Economics and Management, Nanjing Tech University, Nanjing, China

Job hunting is regarded as a self-regulatory process. However, few

studies have examined the mechanism underlying the job search goal-

performance relationship from the perspective of the self-regulatory behavior

of reemployment crafting (RC). Therefore, the purpose of this study was to

examine the mediating role of RC in the relationship between job search

clarity (JSC) and reemployment quality (RQ) and the moderating role of

the reemployment context. A three-wave study was conducted among 295

rural migrant workers who had experienced unemployment to successful

reemployment in China. Model 4 and Model 9 from SPSS macro PROCESS

were used to test the moderated mediation model. The findings indicated

that (1) JSC was positively correlated with RQ; (2) seeking resources (SR) and

seeking challenging demands (SCD) fully mediated the relationship between

JSC and RQ; (3) supportive environment (SEn) and challenging environment

(CEn), independently, have moderating effect on the relationship between

JSC and SR, as well as the relationship between JSC and SCD; and (4) the

mediating effect of SR as well as SCD was significant and greater when SEn

and CEn were both at high levels. This study contributes to goal-setting theory

and highlights the important roles of RC and the reemployment context.

KEYWORDS

job search clarity, reemployment crafting, reemployment quality, reemployment
context, rural migrant worker

Introduction

Currently, the new mutant strain of COVID-19 is spreading faster and in a more
insidious manner (Gao et al., 2022), which makes pandemics more difficult to prevent
and control, and although the “dynamic zero COVID-19” policy has been adhered
to in China, domestic outbreaks have occurred occasionally. The downwards pressure
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on the Chinese economy has further intensified due to a
combination of recurring pandemics, market downturns, supply
chain tensions, and rising raw material prices (Liu et al., 2022),
and some small and medium-sized enterprises have inevitably
been hit. According to the Chinese State Administration of
Market Regulation, in 2021, a total of 13.238 million market
entities of all types were written off nationwide, including 3.491
million enterprises and 9.619 million individual entrepreneurs
(Sun, 2022). As a result, many enterprises had to reduce
their business scale and lay off employees to maintain basic
organizational operations, ultimately having a tremendous
impact on urban employment. Rural migrant workers (migrant
workers) are a group of people who have emerged in the process
of China’s new urbanization. They move from rural to urban
areas to work mainly at ground-level positions in manufacturing
and service industries and have become an indispensable force
in the modernization and development of China’s cities (Ming
and Wang, 2015). According to the National Bureau of Statistics
of China, the number of migrant workers had exceeded 290
million by the end of 2021 (National Bureau of Statistics, 2022).
They are a key link in the urban labor supply chain, and the
economic and social functioning of cities would be paralyzed
without them. Moreover, the Chinese government has been
emphasizing the need to expand the size of the middle-income
group, while migrant workers, with lower incomes and a lack of
social security, are in a relatively disadvantaged position among
the urban population and are more vulnerable to the impacts of
the pandemic; many have lost their jobs as a result. Therefore,
how to find reemployment, especially a satisfying and well-
matched job in the post-COVID-19 era, has become a common
concern not only for employment management agencies but also
for migrant workers.

An effective job search can increase the probability and
speed of (re)employment is one of the most consistent findings
in the job search literature (Kanfer et al., 2001), and job search
normally begins with the identification of a goal, which in
turn shapes job search behaviors, and ultimately ends with goal
achievement. Job search clarity (JSC), which was first proposed
by Wanberg et al. (2002) based on goal-setting theory in their
study of the unemployed, is “the extent to which job seekers have
clear job search goals and have a clear idea of the type of career,
work, or job desired.” Côté et al. (2006) argued that JSC is not
only job seekers’ clarity of their job search goals and orientations
but also their clarity on how to find a job and how long it takes to
find a job. JSC has an important influence on job search behavior
and outcomes. Existing studies have demonstrated that JSC can
promote job search intensity and job search behaviors (Zikic
and Saks, 2009; Bao and Luo, 2015; Liu and Zhang, 2017) and
help individuals select appropriate job search strategies (Kuron,
2020), consequently contributing to job search success, but there
is a lack of empirical evidence on whether JSC helps unemployed
migrant workers find jobs that they feel matched and satisfied
with.

Goal-setting theory posits that the process from goal setting
to goal achievement is self-regulatory, and factors such as
goal orientation, effort, persistence, and task strategy play the
mediating roles in the path from goal to performance (Latham
and Locke, 1991). Kanfer et al. (2001) maintained that job
search is a self-regulated, dynamic goal-directed process in
which job search goals are achieved by setting goals and
undergoing continuous self-regulation. Therefore, effective self-
regulation is essential for individuals finding reemployment. RC,
theoretically grounded on the job demands-resources model
and job crafting literature, is referred to as the changes the
unemployed make in their job search resources and job search
demands when trying to find reemployment (Hulshof et al.,
2020a). Job crafting is a self-regulatory activity of employees
in the workplace (Lichtenthaler and Fischbach, 2018; Bakker
and Oerlemans, 2019); similarly, we suggest that RC is also
a kind of self-regulatory activity of job seekers in the process
of finding reemployment and may mediate the relationship
between JSC and RQ. Hulshof et al. (2020a) argued that
RC, which is different from proactive job search behaviors
(e.g., making a personal resume, attending interviews) and
logically precedes or complements job search behaviors, can
make the job search journey more motivating, challenging
and less hindering. Most of the studies on the mediation
mechanisms underlying the relationship between JSC and job
search outcomes have concentrated on the perspectives of job
search intensity, networking behavior, and job search strategy
(Wanberg et al., 2002; Kuron, 2020; Le and Lin, 2021). In fact,
job search demands and resources are present during the job-
hunting process (Hulshof et al., 2020b); however, few studies
have examined how job seekers proactively shape these demands
and resources to find a satisfactory and well-matched job after
setting clear job search goals. Therefore, RC was introduced
and tested as a mediator in this study, aiming to expand the
mediation mechanism of the goal-performance relationship.

Job hunting is normally embedded in a specific context that
contains both favorable and unfavorable factors (Boswell et al.,
2012). Social cognitive theory states that there is a dynamic
interplay between person, behavior and the environment in
the self-regulatory process (Bandura, 1991), so individuals’ self-
regulatory activities in job searches are bound to be conditioned
and influenced by the contextual environment, and a supportive
and CEn may exert different effects. Therefore, it is necessary
to explore individuals’ job search activities in combination in
the reemployment context to more accurately reveal the self-
regulation mechanism in their job searches.

In summary, the aim of this study was to investigate the
mediating effect of RC on the relationship between JSC and RQ
among migrant workers and to examine the moderating effects
of reemployment contexts involving supportive or CEns. The
proposed research model is summarized in Figure 1. Our study
makes the following contributions to the literature. First, in
addition to the four mediating factors proposed by Goal-Setting
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FIGURE 1

Proposed research model.

Theory to explain why specific, high goals can increase an
individual’s performance (Latham and Locke, 1991). Our study
provides new insight into and an integrated explanation of
the mediation mechanism of the goal-performance relationship
from the perspective of self-regulation and expands Goal-Setting
Theory by empirically testing the mediating role of RC on
the relationship between JSC and RQ. Second, current study
has examined the relationships among RC and environmental
exploration, networking, reemployment chance (Hulshof et al.,
2020a), while our study contributes to enriching the current
literature on the antecedents and consequences of RC. Third,
we investigated the reemployment context as the boundary
condition and examined the independent and joint moderating
effects of supportive and CEns on the internal mechanism of
JSC on RQ via RC, which contributes to providing an in-
depth understanding of when RC occurs in the reemployment
context and expands the moderation mechanism of the goal-
performance relationship.

Theory and hypotheses

Job search clarity and reemployment
quality

RQ in this study refers to the extent to which migrant
workers feel satisfied and matched with the new jobs they
find after unemployment. We assume that JSC is positively
associated with RQ among migrant workers. First, job seekers
with high JSC normally have a clear idea of the type of
job they desire and how to find a job and tend to adopt
exploratory or focused job search strategies (Kuron, 2020),
which are more effective and beneficial for job seekers not only
to obtain more accurate employment information (Koen et al.,
2010) but also to develop the right perception of person-job
fit (Affum-Osei et al., 2021), thereby having positive impacts
on job search outcomes (Crossley and Highhouse, 2005; Saks,
2006). In contrast, job seekers with low JSC tend to adopt

a haphazard job search strategy, spend more time exploring
options and search less intensely (Kuron, 2020), reducing the
chance of finding reemployment. Moreover, due to the blurred
concept of a desired job, Bao and Luo (2015), argued that job
seekers with low JSC cannot judge which job is most suitable
for them and cannot make the right employment decision from
the various job opportunities; consequently, they are more likely
to accept the first job offered to them or to take jobs that do
not fit their interests (Wanberg et al., 2002). Second, JSC has the
motivational function of helping job seekers with higher clarity
be more motivated and engaged job search behaviors (Zikic and
Saks, 2009; Guerrero and Rothstein, 2012; Bao and Luo, 2015)
and thereby helps them obtain more job interviews and job
offers (Saks and Ashforth, 2000; Côté et al., 2006), which enable
the unemployed to choose a satisfying and well-matched job
from numerous reemployment opportunities.

Therefore, we propose Hypothesis 1:

H1: JSC is positively related to RQ.

The mediating role of reemployment
crafting

RC, which is the extension and application of job crafting in
the field of reemployment, enables the unemployed to shape or
create necessary environmental conditions to perform optimally
in their job searches (Hulshof et al., 2020a). There are three types
of RC: seeking resources (SR), which may include proactive
behaviors such as seeking advice on how to apply for a specific
job; seeking challenging demands (SCD), which may include
proactive behaviors such as learning how to apply for a job
online; and reducing hindering demands (RHD), which may
include behaviors such as not thinking about job hunting for
a week. As mentioned above, job search is a dynamic self-
regulatory process (Kanfer et al., 2001); therefore, job crafting,
as a kind of self-regulatory behavior in the job search process,
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may be an important path connecting job search goals and
performance; that is, it may mediate the relationship between
JSC and RQ.

Based on the self-regulation process as well as the
motivating and orienting roles of job search goals, we suggest
that JSC may be an antecedent factor that triggers and
influences RC. First, according to self-regulation theory, the self-
regulation process generally consists of three phases: forecasting,
performance monitoring and self-reflection. The forecasting
phase includes activities such as goal setting and strategy
design; the performance monitoring phase includes activities of
focusing on the task, making maximum efforts, trying specific
strategies, and asking for help; and the third phase of self-
reflection involves adaptive/defensive inferences that produce
adaptive responses (e.g., changing the goal level, choosing other
more effective strategies) or defensive responses (e.g., avoiding
the task) (Bandura, 1986). Therefore, the process from clarifying
job search goals to undertaking RC is a self-regulatory process in
which clarifying job search goals corresponds to the activities in
the forecasting phase of self-regulation, while RC corresponds to
the activities that occur in the latter two stages of performance
monitoring and self-reflection. Therefore, in accordance with
the sequence of the self-regulation process, we postulate that JSC
logically precedes and influences RC.

Second, based on the motivating role of goals, only setting
clear, important and meaningful job search goals can have
a motivational effect according to goal-setting theory (Locke
and Latham, 2006). In addition, high JSC also means that
job seekers tend to have a clear idea of the gap between
themselves and their goals. While the primary purpose of job
crafting is to acquire work meaning, the gap between person
and environment is one of the drivers that motivates employees
to enhance person-job fit through job crafting (Tims et al.,
2016). Thus, we postulate that JSC promotes the motivations of
the unemployed to implement RC to achieve their job search
goals and narrow the gap between themselves and their goals.
Moreover, in terms of the orienting role of goals (Kuron, 2020),
based on goal orientation theory, proposed that JSC comprises
the job search clarity-process (JSC-P), which is the clarity of
the behaviors and strategies needed to successfully achieve job
search goals and is learning-goal oriented, and job search clarity-
outcome (JSC-O), which means the clarity of the requirements
of the target job and is performance-goal oriented. Studies
have indicated that individuals with a learning-goal orientation
tend to not only increase the challenge level of their goals
but also focus on the development of their competencies and
skills, whereas individuals with a performance-goal orientation
are more concerned with demonstrating personal competence
(Dweck and Leggett, 1988; Van Yperen, 2003). Accordingly,
Kuron (2020) further argued that JSC-P can elicit individuals’
exploratory job search strategies, including the behavioral
actions of examining potential employment options (Crossley
and Highhouse, 2005), SR such as consulting others about

their job searches, and gathering information related to
their career development (Koen et al., 2010). Hulshof et al.
(2020a) also found that the relationship between environmental
exploration (i.e., gathering information about jobs, careers, and
organizations) and RC was reciprocal; seeking challenges not
only influences environmental exploration but also affects RC
behavior. Thus, JSC is assumed to elicit exploratory behaviors
in job search, which in turn enhances RC. Regarding RHD,
previous studies found that JSC was positively related to high
self-efficacy and proactive personality (Zikic and Saks, 2009;
Fort et al., 2011; Zhu et al., 2021), so migrant workers with high
JSC are less likely to adopt defensive strategies such as RHD.

Therefore, we propose Hypothesis 2:

H2: JSC is positively related to (a) SR and (b) SCD and not
related to (c) RHD.

Hulshof et al. (2020a) stated that RC, which functions
similarly to job crafting, is positively correlated with
performance, and their study found that RC can enhance
the intensity and quality of job search networks and eventually
increase the chance of finding reemployment. Additionally,
previous studies have also demonstrated that job crafting can
bring about other positive outcomes for employees, such as job
satisfaction and person-job fit (Tims et al., 2013; Tims et al.,
2015). Similarly, we believe that RC is positively correlated
with the reemployment outcomes of finding a satisfying and
matching job. SR, such as asking others and unemployment
agencies for advice, can enable the unemployed to obtain
more information about jobs and careers, promote pre-entry
person-job fit (i.e., person-job fit before being employed),
predict post-entry person-job fit (i.e., person-job fit after being
employed) (Saks and Ashforth, 2002), and help job seekers
choose the right job offer. SCD, such as learning new things,
making more effort in job search, and raising the job search
bar, can help improve personal competencies and skills, reduce
the gap between individuals and their goals, and maintain
engagement in job search. These positive results from SR and
SCD can ultimately increase the chances of finding a satisfactory
and well-matched job. RHD, which can help alleviate health
impairment (Petrou et al., 2012), however, has been reported
to have little impact on finding reemployment (Hulshof et al.,
2020a) or performance (Rudolph et al., 2017).

Therefore, we propose Hypothesis 3:

H3: Both (a) SR and (b) SCD are positively correlated with
RQ in terms of finding a satisfactory and well-matched job,
but (c) RHD is not.

Given the above, unemployed migrant workers with high
JSC will be motivated to implement RC of SR and SCD to pursue
their job search goals, to close the gap between themselves and
their goals, and to back up the exploration in their job searches,
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which can help maintain job search motivation and promote
the pre-entry fit between individuals and their desired jobs,
ultimately enhancing the chances of finding reemployment they
are satisfied and matched with.

Therefore, we propose Hypothesis 4:

H4: (a) SR and (b) SCD mediate the relationship between JSC
and RQ, but (c) RHD does not.

The moderating role of reemployment
context

The reemployment context, which is the specific job search
conditions or environment containing external job search
resources and demands for individuals seeking reemployment,
may have significant effects on the job search process
and outcomes. The reemployment context is similar to
the employment context, which contains supportive factors
for individuals, such as financial support and employment
counseling services, as well as challenging factors, such as
high recruitment requirements and insufficient job vacancies
(Song and Chathoth, 2008). There is interplay among personal,
behavioral and environmental factors in the self-regulatory job
search process, according to social cognitive theory (Bandura,
1991); thus, the relationship between JSC and RC, the process
from goal setting to implementation, may be moderated by
the reemployment context. As H2c proposed, the relationship
between JSC and RHD may be not significant and will not be
discussed below.

SEns, which can provide information, financial and
psychological resources that the unemployed need in their job
search, increase the subjective estimate of the probability of
reemployment success according to achievement motivation
theory (McClelland et al., 1976) and thereby will promote
the achievement motivation of the unemployed with high
JSC, making them more proactive and likely to select more
challenging goals or tasks (Spence et al., 1989). Chen et al.
(2020) pointed out that SR and SCD are closely associated
with the fact that accomplishing challenging goals or tasks
often requires more resources for support; therefore, individuals
are more likely to seek and increase their resources to ensure
the successful achievement of challenging goals or tasks. In
addition, previous studies have demonstrated that the sense
of autonomy and control motivates individuals to adopt a
learning-goal orientated strategy (Wallhead and Ntoumanis,
2004) and can significantly strengthen the positive effect of
learning-goal orientation (O’Keefe et al., 2013; Benita et al.,
2014), while SEns increase individuals’ sense of autonomy and
control according to self-determination theory (Ryan and Deci,
2017). Therefore, SEns not only encourage the unemployed to
adopt a learning-goal oriented strategy in their job searches,

such as by increasing the challenge of goals or tasks, focusing on
learning new things and asking others for advice to develop their
competencies and skills, but also make learning-goal orientation
more effective. Moreover, Kim et al. (2018) found that SEns
facilitate employees’ engagement in job crafting and similarly
provide resources and favorable conditions for the unemployed
to engage in RC.

Therefore, we propose Hypothesis 5:

SEn moderates (a) the relationship between JSC and SR and
(b) the relationship between JSC and SCD. That is, JSC elicits
more SR and SCD for those in highly SEns.

The decline in employment availability brought about
by impacts such as the pandemic has led to increasing
competition for employment in the labor market. Employers
also place higher demands on job seekers in terms of
professional knowledge, skills, abilities, and experience, causing
psychological tension in job seekers. Individuals with higher
JSC typically have higher levels of job search self-efficacy (Fort
et al., 2011; Travers et al., 2015; Ye et al., 2017), and they
are more likely to perceive high demands and difficulties as
challenges (Peng et al., 2015). Hulshof et al. (2020a) argued that
SCD is an effective strategy for the unemployed to maintain
their motivation (i.e., stay engaged) in their job searches, and
the results from a meta-analysis study showed that challenging
job demands are positively associated with work engagement
(Crawford et al., 2010). Thus, unemployed migrant workers
with high JSC tend to perceive difficulties or barriers in job
search as challenges and may expend more effort and seek job
search resources in response. Moreover, clear and specific goals
generally strengthen goal commitment (Wright and Kacmar,
1994), which makes individuals more likely to try and persevere
when encountering challenging situations. Feng (2016) noted
that individuals with clear job search goals have increased goal
commitment and do not easily give up when facing setbacks
but instead exhibit more job search behaviors. Hence, CEns are
expected to provoke SR and SCD for migrant workers with high
JSC.

Therefore, we propose Hypothesis 6:

CEn moderates (a) the relationship between JSC and SR and
(b) the relationship between JSC and SCD. That is, JSC elicit
more SR and SCD for those in highly CEns.

Studies related to job demands and resources have
demonstrated that employees can more effectively transform
high job resources into high performance only through
challenging demands (Lewig et al., 2007; Bakker et al., 2010).
Therefore, based on H4, H5, and H6, we further propose that the
mediation effects of SR and SCD on the association between JSC
and RQ may be greater highly supportive and CEns than for less
supportive and CEns. That is, when the reemployment context
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is both supportive and challenging, individuals with high JSC
are more likely to seek resources and challenging demands,
which further leads to more chances to find a satisfactory and
well-matched job.

Therefore, we propose Hypothesis 7:

The indirect effects of JSC on RQ via (a) SR and (b) SCD are
significantly greater in highly supportive and CEns.

Materials and methods

Participants

In total, 295 migrant workers from the Yangtze River Delta
of China were recruited to participate in this study. Of the
participants, there were 173 males and 122 females, with an
average age of 35.88 years old (SD = 8.40), and 56% of them had
a senior high school education or above. The inclusion criteria
were as follows: (a) being unemployed; (b) currently looking
for a job; (c) access to online surveys using mobile phones
and (d) voluntarily consenting to participate in this study. The
participants received five Chinese yuan (approximately 0.75 US
dollars) as a token of appreciation after each survey.

Procedure

This study had a three-wave design and was conducted
from February through July 2022, and permission to conduct
this study was obtained from the university ethics committee
before starting the investigation (Approval no. 2021057). We
posted recruitment notices in the employment agencies and
labor markets of seven cities after approval from marketing
managers. These notices described the aims, requirements, risks,
benefits and process of the study and provided a QR code to
access the WeChat group for the survey. The data were then
collected using an online survey link via the WeChat group,
participation was voluntary, and the participants were assured
that their responses would be confidential. In the first phase, a
total of 533 migrant workers who were unemployed and looking
for jobs consented to participate and completed a survey on JSC,
reemployment context, reemployment status, and demographic
variables. One month after the first survey, 502 of 533 initial
respondents, for a 94.18% response rate, completed the survey
of RC in the second phase. The third survey was conducted
3 months later, and only 295 of 502 migrant workers, for a
58.76% response rate, claimed to have found a new full-time
job and completed the survey of reemployment satisfaction and
person-job fit in the third phase. There were 23 observations
with missing values, and missing data were replaced by the mean
of the other existing observations of the same dimension.

Measures

The scales were originally developed in English, translated
into Chinese and then back translated into English. Two
doctoral students majoring in English were invited to compare
the back translations with the original versions. Based on their
suggestions and the differences in culture and expression habits
between Chinese and Westerners, some items were modified to
ensure clarity, accuracy, and cultural adaptation. Moreover, all
items were rated on a five-point scale ranging from 1 (does not
apply to me) to 5 (totally applies to me).

Job search clarity
JSC was measured using a five-item scale developed by Côté

et al. (2006), which has been shown to have good reliability and
validity (the reported Cronbach’s α was 0.82) in China (Ye et al.,
2017). An example item is and validity (the reported Cronbach
Based on to have,” and Cronbach’s α for the scale in this study
was 0.83.

Reemployment context
The contextual support and barrier scale developed by Song

and Chathoth (2008) comprises two subscales of contextual
support (six items) and contextual barriers (12 items) and
was adopted to assess supportive and challenging job search
environments, respectively. The reported Cronbach’s α for
contextual support and contextual barrier were 0.88 and 0.93,
respectively, in China (Liu and Zhang, 2017). Sample items
for the SEn are rtive environmeto career counseling on how
to pursue a jobvironmente and contextual barrier were 0.88
and 0.93on their sugge.” Cronbach’s α for the SEn in this
study was 0.80. The subscale of contextual barriers was slightly
modified to measure CEns. We combined the statements about
computer skills, Mandarin skills, and foreign language skills in
three different items into one item about professional skills.
Sample items for CEns include “My professional skills are
insufficient according to my potential employers” and “There
are not enough vacant job positions for me.” Cronbach’s α for
the CEn in this study was 0.82.

Reemployment crafting
We adopted the RC scale by Hulshof et al. (2020a) to

assess the extent to which migrant workers implemented
RC in the job search process over the past month. There
were three types involving SR (three items), SCD (four
items), and RHD (three items). Example items include “I
have asked others for advice,” “I have undertaken more
activities to find a job than I had planned,” and “I have
tried to ensure that my quest for work is emotionally less
intense.” Cronbach’s α for the three types was 0.72, 0.70,
and 0.81, respectively, and Cronbach’s α for the overall scale
was 0.73.
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Reemployment quality
RQ was measured with person-job fit and reemployment

satisfaction. We used the four-item scale from Saks and Ashforth
(1997) to measure the level of fit between migrant workers and

their current jobs. The Cronbach’s α for the scale has been
reported to be 0.87 in Chinese participants (Xin et al., 2020). An
example item is rticipants (migrant workers and their current
jobs. The Cronbachand the differences in ’s α for the scale in this

TABLE 1 Model comparison.

Model X2 df X2/df RMSEA CFI TLI MX2 Mdf

Five-factor model 1193.35 584 2.04 0.06 0.90 0.89

Four-factor model 1598.17 588 2.72 0.08 0.79 0.77 404.82*** 4

Three-factor model 1 1982.77 591 3.35 0.09 0.68 0.66 789.42*** 7

Three-factor model 2 1820.39 591 3.08 0.08 0.73 0.70 627.04*** 7

Two-factor model 2203.63 593 3.72 0.10 0.62 0.59 1010.28*** 9

Single-factor model 2864.81 594 4.82 0.12 0.32 0.28 1671.46*** 10

***P < 0.001.

TABLE 2 Means, standard deviation, and correlations for variables.

Variables Means SD 1 2 3 4 5 6 7 8 9 10

1 Gender 1.41 0.49 −

2 Age 35.88 8.40 0.02 −

3 Education 1.70 0.70 0.06 −0.15** −

4 Months unemployed 2.53 0.91 0.01 0.16** −0.01 −

5 JSC (T1) 16.71 3.18 −0.07 0.05 0.05 −0.06 −

6 Supportive environment (T1) 19.39 3.49 0.04 0.08 0.07 0.06 0.26** −

7 Challenging environment (T1) 29.85 5.17 <0.01 >−0.01 −0.08 −0.04 −0.24** −0.04 −

8 SR (T2) 9.29 1.91 0.04 0.08 0.07 0.04 0.22** 0.19** −0.07 −

9 SCD (T2) 13.59 2.14 −0.08 0.04 0.09 0.04 0.24** 0.15** −0.16** 0.51** −

10 RHD (T2) 10.68 1.56 0.11 0.13* −0.06 0.03 0.05 0.01 0.06 0.07 −0.01 −

11 Reemployment quality (T3) 16.88 2.45 −0.04 0.03 0.03 −0.13* 0.18** 0.10 −0.06 0.24** 0.26** 0.01

N = 295. *P < 0.05. **P < 0.01.
Gender: male = 1, female = 2. Education: junior high school or below = 1, senior high school = 2, above senior high school = 3. Months unemployed: unemployed ≤ 1 month = 1, 1
month < unemployed ≤ 3 months = 2, 3 months < unemployed ≤ 6 months = 3, unemployed > 6 months = 4. JSC, job search clarity; SR, seeking resources; SCD, seeking challenging
demands; RHD, reducing hindering demands.

TABLE 3 The mediation model of reemployment crafting between JSC and reemployment quality.

Variable Reemployment
quality

Reemployment crafting Reemployment
quality

β (SE) SR SCD RHD β (SE)

β (SE) β (SE) β (SE)

Constant 15.12*** (1.15) 5.68*** (0.89) 10.37*** (0.99) 9.12*** (0.74) 12.14*** (1.54)

Gender −0.12 (0.29) 0.21 (0.22) −0.31 (0.25) 0.37 (0.18) −0.10 (0.28)

Age 0.01 (0.02) 0.02 (0.01) 0.01 (0.01) 0.02 (0.01) 0.01 (0.02)

Education 0.08 (0.20) 0.17 (0.16) 0.27 (0.18) −0.12 (0.13) <0.01 (0.20)

Months unemployed −0.33* (0.16) 0.09 (0.12) 0.11 (0.13) 0.02 (0.10) −0.37* (0.15)

JSC 0.22*** (0.07) 0.22*** (0.06) 0.26*** (0.06) 0.04 (0.05) 0.13 (0.07)

SR 0.18* (0.08)

SCD 0.19* (0.07)

RHD <0.01 (0.09)

R2 0.05 0.06 0.07 0.03 0.11

F 3.04* 3.88** 4.45*** 2.05 4.59***

N = 295. β , standardized coefficient; SE, standardized error.
*P < 0.05. **P < 0.01. ***P < 0.01.
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study was 0.88. We used one item, e scale in am satisfied with my
new job,” to measure reemployment satisfaction, and Cronbach’s
α for the RQ survey in this study was 0.85.

Control variables
Gender, age, and education and length of unemployment

have commonly been used in studies related to JSC, job search
behavior and job search outcomes (Kanfer et al., 2001; Wanberg
et al., 2002). Similar to previous studies, we controlled for
gender, age, education, and months unemployed in this study.

Analytical strategy

All data were self-reported, so Harman’s one-factor test
(Harman, 1976) was adopted to assess the potential influence
of common method bias using exploratory factor analysis
(Podsakoff et al., 2003) and CFA. In addition, we tested the
discriminant validity of our measures following previous studies
(e.g., Iverson and Maguire, 2000; Xin et al., 2020), as well
as the non-response bias (Lambert and Harrington, 1990)
before testing the hypotheses. Moreover, to test the first-stage
moderated mediation model, we followed (Preacher et al.,
2010) and used model 4 from SPSS macro PROCESS (Hayes,
2013) to test the mediation effect of RC on the relationship
between JSC and RQ first, and then tested the moderation effect
of reemployment context using model 9. We also conducted
simple-slope analysis to probe interaction effects as Aiken et al.
(1991) suggested.

Results

Testing common method bias and
non-response bias

The results of exploratory factor analysis extracted eight
factors that accounted for 65.02% of the variance, and the
first factor accounted for only 16.44%, less than the critical
value of 40% (Podsakoff et al., 2003). Moreover, we tested for
common method bias with a single-factor measurement model
by combining all items into a single factor (Dedahanov et al.,
2016). As shown in Table 1, the indices of the single-factor
model indicate a poor model fit. These findings demonstrated
that common method bias was unlikely to be a significant issue
in this study. Moreover, non-response bias was tested using
independent sample t-test (Lambert and Harrington, 1990),
the results showed that the participants who dropped out had
slightly lower scores on T1 SEn (d = 0.67, t = 1.98, P < 0.05),
however, there were no differences on all other study variables
and control variables (P > 0.05), indicating that dropout was
completely random and non-response bias was not significant
in our study.

Testing discriminant validity

The discriminant validity of each measure was also tested
using confirmatory factor analysis (CFA), and we found that the
five-factor model was superior to the other models, with a chi-
square-to-degrees-of-freedom ratio (χ2/df ) = 2.04, comparative
fit index (CFI) = 0.90, Tucker–Lewis Index (TLI) = 0.89, and root
mean square error of approximation (RMSEA) = 0.06 (Table 1),
demonstrating good discriminative validity among the measures
(Byrne, 2013; Wen et al., 2018).

Five-factor model: JSC, supportive environment (SEn),
challenging environment (CEn), reemployment crafting (RC),
reemployment quality (RQ).

Four-factor model: JSC, SEn + CEn, RC, RQ.
Three-factor model 1: JSC + SEn + CEn, RC, RQ.
Three-factor model 2: JSC, SEn + CEn, RC + RQ.
Two-factor model: JSC + SEn + CEn, RC + RQ.
Single-factor model: JSC + SEn + CEn + RC + RQ.

Descriptive statistics and correlation
analysis

Table 2 reports the means, standard deviations, and
interrelations of all the variables. The results showed that JSC
was significantly related to SR (r = 0.22, P < 0.001), SCD
(r = 0.24, P < 0.01), and RQ (r = 0.24, P < 0.001). Both
SR and SCD were significantly correlated with RQ (r = 0.27
and 0.28, respectively; P < 0.001). In addition, neither JSC nor
RQ was significantly correlated with RHD (r = 0.05 and 0.08,
respectively; P > 0.05). These findings preliminarily supported
H1–H3.

Testing mediation effects

Model 4 from SPSS macro PROCESS (Hayes, 2013) was used
to test the mediation model. As shown in Table 3, the direct
effect of JSC on RQ was positive and significant in the absence
of the mediator (β = 0.22, P < 0.001), and H1 was supported.
When RC was included, JSC was positively associated with SR
(β = 0.22, P < 0.001) and SCD (β = 0.26, P < 0.001), supporting
H2a and H2b, which in turn were positively associated with
RQ (β = 0.19 and 0.18, respectively, P < 0.05), supporting H3a
and H3b, while the relation between JSC and RQ became non-
significant (β = 0.13, P > 0.05). As H2c and H3c proposed, the
effect of JSC on RHD was not significant (β = 0.04, P> 0.05), nor
was the effect of RHD on RQ (β = 0.003, P > 0.05), supporting
H2c and H3c.

Next, to further confirm the mediation effects of RC,
this study adopted the biased-corrected bootstrapping method
developed by Preacher and Hayes (2008) to test mediation
effects. The results of bootstrapping, as presented in Table 4,
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TABLE 4 Mediation effects of reemployment crafting on the
relationship between JSC and reemployment quality.

Path Estimate SE 95% CI

JSC→ reemployment quality 0.13 0.07 [−0.01, 0.28]

JSC→ SR→ reemployment quality 0.04* 0.03 [0.002, 0.10]

JSC→ SCD→ reemployment quality 0.05* 0.03 [0.006, 0.11]

JSC→ RHD→ reemployment quality <0.01 0.01 [−0.01, 0.01]

Total indirect effect 0.09** 0.03 [0.04, 0.17]

Total effect 0.22** 0.07 [0.07, 0.37]

N = 295. Bootstrap sample size = 5000.
CI, confidence interval.
*P < 0.05. **P < 0.01.

TABLE 5 Moderation effects of reemployment contexts on the
relationship between JSC and reemployment crafting.

Variable Reemployment crafting

SR SCD RHD

B SE β SE β SE

Constant 7.89*** 0.67 12.97*** 0.74 9.45*** 0.58

Gender 0.24 0.22 −0.28 0.25 039* 0.19

Age 0.02 0.01 0.11 0.24 0.02* 0.01

Education 0.11 0.15 0.21 0.25 −0.12 0.13

Months unemployed 0.09 0.12 0.10 0.13 0.03 0.10

JSC 0.22*** 0.06 0.24*** 0.07 0.06 0.05

Supportive environment 0.07* 0.03 0.05 0.04 −0.01 0.03

Challenging environment −0.01 0.02 −0.05 0.03 0.02 0.02

JSC× supportive environment 0.03** 0.01 0.05*** 0.01 <0.01 0.01

JSC× challenging environment 0.04*** 0.01 0.04** 0.01 0.01 0.01

R2 0.13 0.14 0.04

F 4.88*** 5.45*** 0.47

N = 295.
*P < 0.05. **P < 0.01. ***P < 0.01.

showed that the estimated direct effect of JSC on RQ was 0.13,
and the 95% CI ranged from −0.01 to 0.28 (including zero).
The mediation effects of SR and SCD were 0.04 and 0.05,
respectively, and none of their 95% CIs crossed zero; thus, H4a
and H4b were supported. However, the mediation effect of RHD
was less than 0.01, and the 95% CI ranged from −0.01 to 0.02
(including zero), supporting H4c. RC fully mediated the relation
between JSC and RQ, and the indirect effects accounted for
39.88% of the total effect.

Testing moderated mediation effects

According to Hayes (2013), model 9 from SPSS macro
PROCESS was applied to test the moderated mediation model
with RC as the mediator and reemployment context as the
moderator. The results of the moderation test, as presented in
Table 5, showed that when predicting SR, the interaction of JSC
and SEn was significant and positive (β = 0.03, P < 0.05), as was
the interaction of JSC and CEn (β = 0.04, P< 0.01, respectively).

H5a and H6a were supported. In terms of SCD as the dependent
variable, the interactions of JSC and SEn and JSC and CEn were
also significant and positive, respectively (β = 0.05, P < 0.001;
β = 0.04, P < 0.001, respectively), supporting H5b and H6b.

To better comprehend the moderation of the reemployment
context, simple slope analysis was conducted (Aiken et al., 1991).
Figures 2, 3 illustrate that JSC had stronger and significant
effects on SR (simple slope = 0.20, SE = 0.05, P< 0.001) and SCD
(simple slope = 0.20, SE = 0.04, P < 0.001) for those with a high
level of SEn (1 SD above the mean), while the effect of JSC on
SR (simple slope = 0.07, SE = 0.05, P > 0.05) as well as on SCD
(simple slope = 0.05, SE = 0.04, P > 0.05) was not significant for
those with a low level of SEn (1 SD below the mean).

Figures 4, 5 illustrate similar results: highly CEns
exaggerated the effect of JSC on SR (simple slope = 0.22,
SE = 0.03, P < 0.001) and on SCD (simple slope = 0.18,
SE = 0.03, P < 0.001), while the relationships between JSC and
SR (simple slope = 0.05, SE = 0.03, P > 0.05) and between JSC
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FIGURE 2

Moderation effect of supportive environment on the relationship
between JSC and SR.
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FIGURE 3

Moderation effect of supportive environment on the relationship
between JSC and SCD.
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Moderation effect of challenging environment on the
relationship between JSC and SR.
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Moderation effect of challenging environment on the
relationship between JSC and SCD.

and SCD (simple slope = 0.05, SE = 0.03, P > 0.05) were weaker
and not significant in low-level CEns.

Moreover, the results shown in Table 6 indicate that the
indirect effect of JSC on RQ via RC differed as a function
of reemployment context. That is, the mediation effect of SR
(estimate = 0.10, SE = 0.05, 95% CI = 0.02, 0.23) as well as
SCD (estimate = 0.12, SE = 0.05, 95% CI = 0.03, 0.24) was
significant and greater when supportive and CEns were both
at high levels, while it was not statistically significant when
both were at low levels. The findings demonstrate that the
reemployment context has a positive moderating effect on the
mediating effect of RC according to Hayes (2015), providing
support for H7. Additionally, we found that the mediation
effect of SR was not significant (estimate = 0.03, SE = 0.03) in
environments with high support but low challenge, as the 95%
CI included zero, and SCD was not significant (estimate = 0.04,
SE = 0.03) in environments with high challenge but low support,
as the 95% CI included zero. In summary, the results provided
strong support for the hypothesized moderating effect of the
reemployment context.

Discussion

Using a three-wave design, the current study examined the
effect of JSC on RQ with RC as a mediator and reemployment
context as a moderator. Data collected from 295 migrant
workers over three phases revealed that JSC had a predictive
effect on RQ; SR and SCD fully mediated the relationship
between JSC and RQ. Both supportive and CEns had moderating
effects on the relationship between JSC and SR and the
relationship between JSC and SCD. The mediation effects of
SR and SCD on the relationship between JSC and RQ were
significant and stronger when the supportive and challenging
employment environments were both at high levels.

Theoretical implications

There are several theoretical implications in our study.
First, JSC has a positive direct effect on RQ, which suggests
that migrant workers with high JSC are more likely to find a
satisfactory and well-matched job. This is similar to findings
reported in a previous study that JSC is positively correlated with
employment status and employment quality (Wanberg et al.,
2002; Zikic and Saks, 2009). However, we cannot conclude from
our data that JSC can help migrant workers succeed in finding
reemployment, as no differences in the T1 JSC scores were found
between the participants who claimed to have found a job and
dropouts who were still unemployed at the time of the third
survey. What is certain, however, is that among those migrant
workers who succeed in finding reemployment, the higher their
JSC, the more satisfying and well-matched are the jobs they
get. Our study provides empirical evidence for the relationship
between JSC and migrant workers obtaining satisfactory and
well-matched reemployment and enriches the literature on the
effect of JSC.

Furthermore, previous studies have identified goal
orientation, effort, persistence, and task strategy as mediation
factors to explain the mechanisms of the goal-performance
relationship (Latham and Locke, 1991). This study introduces
RC into the relationship between JSC and RQ for the first time
and finds that SR and SCD fully mediates the relationship
between JSC and RQ. Our findings confirm the goal-oriented
and motivating functions of JSC (Côté et al., 2006; Zikic
and Saks, 2009; Kuron, 2020) and indicate that RC is also
a kind of self-regulatory activity with a similar effect as job
crafting in promoting person-job fit (Tims et al., 2016),
support exploration in job search (Hulshof et al., 2020a),
and ultimately leading to success in finding satisfactory and
matching jobs. Our study provides new insight into and an
integrated explanation of the mediation mechanism of the
goal-performance relationship while extending the literature on
the antecedents and consequences of RC. In addition, the result
showed that RHD had no mediation effect on the relationship
between JSC and RQ, which is in line with previous research
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TABLE 6 Conditional indirect effects of JSC on reemployment quality at different values of reemployment context.

Mediator Supportive environment Challenging environment Estimate SE 95% CI

SR −1 SD −1 SD −0.02 0.03 [−0.10, 0.01]

−1 SD +1 SD 0.05* 0.03 [0.01, 0.12]

+1 SD −1 SD 0.03 0.03 [−0.004, 0.10]

+1 SD +1 SD 0.10* 0.05 [0.02, 0.23]

SCD −1 SD −1 SD −0.02 0.02 [−0.09, 0.02]

−1 SD +1 SD 0.04 0.03 [−0.003, 0.12]

+1 SD −1 SD 0.04* 0.02 [0.01, 0.13]

+1 SD +1 SD 0.11* 0.05 [0.03, 0.24]

N = 295.
*P < 0.05.
Bootstrap sample size = 5000.+1 SD = 1 SD above the mean.−1 SD = 1 SD below the mean.

findings, indicating that individuals with high JSC are more
proactive and confident (Ye et al., 2017; Zhu et al., 2021) and
less likely to adopt defensive strategies such as RHD, and it is
also consistent with the findings that RHD helps individuals
decrease the psychological impairment caused by stress but
that it has little effect on positive outcomes (Petrou et al., 2012;
Rudolph et al., 2017).

With regard to the moderating effects of reemployment
context, the results in this study show that a SEn exaggerates
the relationship between JSC and SR, as well as the relationship
of JSC and SCD, highlighting the positive effect of SEns on job
search. This is also similar to Hulshof et al.’s (2020a) finding
that social support plays an important contextual role in RC.
Moreover, CEns were found to have the same moderating effect
as SEns. Although a previous study argued that hindrance
may weaken crafting behaviors (Liu et al., 2019), whether
the contextual barriers of job search for the individual are
a challenge or hindrance partly depends on the individual’s
personality. Individuals with high JSC typically have stronger
self-efficacy (Fort et al., 2011); they are more likely to perceive
contextual disadvantages as challenges (Peng et al., 2015) and
challenging demands as able to provoke the motivation of
crafting (Berg et al., 2010; Tims and Bakker, 2010). In summary,
the findings in our study provide empirical support for the
conclusions of existing studies and reconfirm the validity of
social cognitive theory, that is, the existence of interactions
among individuals’ cognitions, behaviors and the environment
in job hunting.

Furthermore, we found that the mediating effect of SR and
SCD were significant and stronger when both the supportive
and CEns were at high levels. However, the mediating effect
of SCD was not significant in high challenging but low SEns,
and the mediating effect of SR was not significant in high
supportive but low CEns, implying that supportive and CEns in
the reemployment context can function not only independently
but also in combination, and RC is a kind of self-regulation
activity, similar to job crafting, that can offset what is lacking
in the environment in terms of resources and demands,
aiming to strike a balance between job search demands and
resources. The results are similar to the findings of previous

studies that high challenging job demands with the absence
of job resources decrease the engagement of employees and
bring about other negative outcomes, and high job resources
exert more positive effects only in CEns (Bakker et al., 2007,
2010; Lewig et al., 2007). Moreover, compared with previous
studies that concentrated on variables such as ability, goal
commitment, feedback, and resource as the main moderators in
the goal-performance relationship (Locke and Latham, 2006),
our study not only demonstrated the positive role of resource
support but also found the effect of challenging demands in
the context and the combined effects of both, which expands
the understanding of the moderation mechanism of the goal-
performance relationship and enriches the existing research
findings.

Practical implications

To promote RQ among migrant workers, the following
measures can be adopted.

First, our empirical results showed that JSC affects RC
and RQ. Therefore, employment service agencies should
provide migrant workers coaching and training for career
planning so that they can establish correct views about careers
and jobs; clarify their career goals, job search goals and
the gap between their abilities, knowledge, skills and their
goals; and make specific and feasible job search plans to
achieve their goals.

Second, RC involving SR and SCD affects RQ. Hence,
it is necessary to encourage migrant workers to carry out
promotion-focused RC, such as by expanding and making
good use of available job search resources, increasing their job
search engagement, learning job search strategies and skills (e.g.,
employment information search, resumption design, interview
skills), and developing their employability.

Third, RC increases the mediation effects of SR and SCD
on the association between JSC and RQ. Therefore, the job
search process should be specifically managed by alleviating
the job-hunting stress of migrant workers, teaching them to
rationally deal with the unfavorable factors in job search
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and regard the difficulties in job hunting as challenges, and
minimizing the use of negative coping strategies. In addition,
giving sufficient understanding and tolerance of the failure of
migrant workers in job hunting and encouraging them to reflect
on and learn from failures to grow from them. Furthermore,
a reemployment support system should be built for migrant
workers with the participation of multiple parties, including
the government, families and non-profit organizations, to
clarify the responsibilities and tasks of each party, taking
advantage of the resources of multiple parties to provide
comprehensive support including policy, financial, information,
and psychological assistance.

Last but not least, in the post-COVID-19 era, the
government should balance the relationship between security
and development, adopt more scientific and accurate pandemic
prevention measures to avoid excessive pandemic prevention
in China, and focus on how to ensure the stable development
of the national economy while preventing the spread of the
pandemic. More jobs can be created to fundamentally solve
the unemployment problem of migrant workers only through
economic development.

Limitations and future research

First, the measure of JSC did not distinguish between
JSC-P (learning-goal oriented) and JSC-O (performance-goal
oriented) in detail; the JSC scale we adopted contains both
process and outcome clarity. Therefore, future studies should
distinguish the influence mechanisms of these forms of goal-
oriented JSC on migrant workers’ RQ via RC. Second, the
sample of this study was relatively small and could not fully
represent all migrant workers in China, and the moderated
mediation model in this study was tested with the data from the
participants who succeeded in finding reemployment; thus, the
conclusion needs to be further tested in a broader population
in the future. Third, based on the self-regulation process, we
treated JSC as an antecedent variable of RC and examined
how JSC affects RC, similar to the circular relations of the
three phases in the self-regulation process. The relationship
between JSC and RC can also be circular and reciprocal, and
individuals may readjust their job search goals and set clearer
goals after RC; therefore, this reciprocal relationship should
be tested in future research. Fourth, given the impacts of
the pandemic, including prevention policies, on job hunting,
a potential bias in our results may exist and should be
considered; for example, migrant workers may lower their job
search expectations and thus be more likely to be satisfied
with reemployment, and their job search activities involving
crafting behaviors may be constrained by the pandemic and
prevention policies. Therefore, the impacts of the pandemic
should be included in the model of the job search process and
outcomes in future studies.

Conclusion

The present research demonstrated that RC is a proactive
technique for the unemployed to optimize their job search
performance by SR and challenging demands, which mediate
the relationship between JSC and RQ. Furthermore, highly
supportive and CEns strengthen the mediating effect of
RC, thereby contributing to the understanding of how RC
and the contextual environment function in the job search
process. Therefore, in the post-COVID-19 era, which is
full of difficulties and challenges in finding reemployment,
interventions concentrated on setting clear job search goals and
plans, providing reemployment support, and promoting RC are
important to increase RQ.
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